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The President’s Diversity Letter should be distributed at least once per year by each school and college in one or more
of their major recruiting materials. The letter is as follows:

Welcome to the University of Michigan. As one of our nation’s great public
universities, Michigan is most proud of its astonishing breadth and depth of
academic excellence.

At the very core of our excellence is our longstanding commitment to build
and nurture a campus community characterized by a diversity of people,
heritage, academic disciplines and scholarly pursuits. We know that a

broad spectrum of perspectives leads to richer educational experiences and
intellectual engagement for everyone. Our many and varied voices must all be
heard and equally valued. They help us challenge one another’s preconceived
notions and expand our understanding. The fabric of our community is simply
more vibrant when it is a diverse one.

We know, too, that as a public university we must strive to promote the
diversity reflected in the state, the nation and the world we serve.

We cherish the value expressed by the University’s first president, Henry
Philip Tappan: “We must take the world as full as it is.” All of us have a
responsibility to recruit, welcome and retain the finest faculty, as well as

the most talented students and staff, of all backgrounds, so we can further
enhance Michigan’s academic distinction as well as the vitality of our campus.

The U-M Senate Assembly, the governing body representing faculty from the
Ann Arbor, Flint and Dearborn campuses, has voiced its “commitment to

the value of diversity and urges that all members of the University—faculty,
students, staff and administration—work together to develop new approaches
to maintain diversity as a critical component of student education, research
and service at the University of Michigan.”

It is my honor to be part of an institution that has been a true leader in its
continuous pursuit of diversity within higher education. We remain committed
to the highest aspirations for a diverse future. | invite you to join this
remarkable community, adding your unique perspective to our richly varied
viewpoints and contributions.

Sincerely,

Mark Schlissel, MD, PhD
President
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Hiring and retaining exceptional academic colleagues is one of the most important things
we do as faculty members. We value the University of Michigan’s stimulating, welcoming and
diverse environment, and we want to continue to attract world-class artists, scholars, and
students. Thus we must actively recruit talented colleagues, not just during formal searches,
but at every opportunity: socially and professionally, one-on-one and via affinity groups, at

conferences, and while performing field work.

Efforts to recruit, retain, and promote diverse faculty have
produced slow and uneven results. This has been the case
both nationally and at the University of Michigan. Since

the summer of 2002, initially under the auspices of the
U-M's NSF ADVANCE grant, the Strategies and Tactics for
Recruiting to Improve Diversity and Excellence (STRIDE)
Committee has given presentations to search committees
and other interested faculty and administrators aimed at
helping with the recruiting and retention of women and
other minorities under-represented among the faculty (e.g.,
racial and ethnic minorities, sexual minorities, people with
disabilities). This Handbook for Faculty Searches and Hiring
is designed to integrate and summarize the recruitment and
hiring practices that have been identified nationally and by
the STRIDE committee as effective, practical, and fair. This
faculty recruitment handbook has been updated regularly
and this extensive revision was completed in the summer
of 2014. The present version incorporates valuable material

TIME 7.5

from the Office of the Provost Academic Affairs Faculty
Hiring Manual developed in 2013 by a committee whose
members included Lester P. Monts, Derek B. Collins, Alan V.
Deardorff, Carmen R. Green, S. Jack Hu, Maya Kobersy, Carla
O'Connor, Catherine Shaw, Anthony Walesby, and Gretchen
Weir. This document is a combined product of the ADVANCE
Program and the Office of the Provost committee, and
supersedes all previous faculty recruitment handbooks. It
reflects our collective best judgments about best practices.
The Handbook for Faculty Searches and Hiring will be
reviewed annually and updated as needed to respond to
relevant new research findings.

The STRIDE committee is composed of a diverse group

of senior faculty who are able to advise individuals and
departments through presentations, detailed and targeted
advice, or focused discussions as needed on hiring practices
aimed at increasing both the diversity and excellence of the

.
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faculty. Although STRIDE was initially focused on faculty in
science and engineering, in 2006 the Provost expanded its
portfolio to include all schools and colleges in the University.
Several times a year STRIDE offers a workshop for search
committee members and other faculty entitled “Workshop
on Faculty Recruitment for Diversity and Excellence.” The
most recent PowerPoint slides for the presentation are
accessible at the following URL:

advance.umich.edu/stride.html

After several years of experience with the STRIDE
committee and several other related activities, ADVANCE
was able to report real progress in the recruitment of women
in each of the three colleges that employ the largest number
of scientists and engineers at the University (College of
Engineering, LSA Natural Sciences, and Medical School
Basic Sciences). Before STRIDE began, the average rate

of hiring new women faculty in STEM fields was 13% (as

a proportion of all new faculty hired). In the years since
STRIDE began (AY2003-2014), the rate has averaged 32%
(a statistically significant increase). While many factors no
doubt contributed to departments’ or program’s willingness
and ability to hire more women, STRIDE is the intervention
that most directly provided ideas, tools, and best practices
toaid in recruitment.

Moreover, some particular departments have reported
especially rapid progress. For example, before the ADVANCE
Program, the U-M Chemistry Department's average
representation of women in their applicant pool (1998-99
to 2002-03) was 10%. After the ADVANCE Program and
the Department'’s adoption of “open searches,” the average
representation of women in the applicant pool rose to

18%. The percentage of underrepresented minority faculty
also increased from 2% in AY2001 to 7% in AY2014. In the
Department of Astronomy, the number of women on the
tenure track increased from O in AY2001 to 4—or 25%—in
AY2014. Rates of underrepresented minority faculty did not
change over this same time period but were relatively high
(13% in AY2014). Both departments—which participated
actively in ADVANCE programs and employed recommended
hiring practices—have become nationally recognized for
the outstanding quality and diversity of their faculty hiring
during this period.

The larger context for faculty hiring activities includes both
national and federal mandates, state legal constraints, and
university commitments. As then President Coleman stated
in her remarks to the community after the 2006 passage

of Michigan's Proposal 2, “The University of Michigan
embraces, promotes, wants, and believes in diversity.”
Laurita Thomas, Associate Vice President for Human

Resources, expressed the following views in a letter to the
U-M community, available at

hr.umich.edu/announcements/prop2.html

“...The passage of Proposal 2 does not change our
commitment, nor does it alter our employment practices

or the protections and requirements of various federal and
state laws including the Civil Rights Act of 1964, Title IX of
the Education Amendments, the Americans with Disabilities
Act, and Michigan's Elliott-Larsen Civil Rights Act, which
prohibit a wide array of discrimination extending far beyond
issues of race and gender.”

“We must continue to work diligently to recruit and retain the
best faculty and staff by creating a community that seeks,
welcomes and defends diversity. We will do so in compliance
with state and federal laws, and federal law requires that

we continue to take affirmative steps (known as affirmative
action) in our employment process in order to adhere to

the equal employment opportunity and affirmative action
provisions of Executive Order 11246 regarding race, gender,
color, religion and national origin required of all federal
contractors. Proposal 2 specifically states that it does not
prohibit actions that are required to establish or maintain
eligibility for any federal program, if ineligibility would result in
a loss of federal funds to the state.” Specifically, the document
explains that this means that:

«  The University's nondiscrimination policy remains in
full force and effect (see SPG 201.35 spg.umich.edu/
pdf/201.35.pdf).

«  Ahost of federal and state civil rights laws, including
those discussed above, continue to be in effect and
applicable to the University.

«  The University must continue to adhere to all the
requirements of Executive Order 11246.

« Asitrelates to the employment process, Executive
Order 11246 requires all federal contractors, such
as U-M, to take affirmative steps to ensure its
employment process is fair and equitable and offers
equal opportunity in hiring and employment. The
types of affirmative steps required include a focus on
recruiting and outreach, such as casting the widest net
possible when conducting an employment search.

«  Executive Order 11246 also requires that federal
contractors not discriminate against job applicants or
employees.

The University's standard statement in employment
ads, “A Non-Discriminatory/ Affirmative Action
Employer” or similar language such as “Affirmative
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Action/Equal Opportunity Employer” s required by
Executive Order 11246 and must continue to be used.

Further information regarding the University's
nondiscrimination statement, its employment diversity, or
its affirmative action obligations can be obtained from the
Office of Institutional Equity.

hr.umich.edu/oie

This handbook is designed to provide guidance on how to
recognize and recruit outstanding colleagues. Its techniques
will increase the probability of identifying and attracting
the best candidates, while helping us, as representatives
of the University, demonstrate and articulate U-M's
values. We believe that diversity, academic excellence,
and enhanced student learning are so closely linked that
we should hire and retain excellent faculty from a diverse
array of backgrounds and experiences whenever possible.
Whether you are involved in a formal search or recruiting
in other ways, it is important that you provide opportunity
to all applicants, including scholars and artists from
underrepresented groups.

The process that meets our need for excellence also
addresses our desire for inclusiveness. This manual outlines
the multiple steps of the process:

+ Initiating the Search Process

«  Committee Activity Before the Search Begins
*  Recruiting Activities During the Search

«  Handling Campus Visits

«  Final Stages of the Search Process: Negotiating the
Offer

+  Getting Off to a Good Start
«  Evaluating the Search

This manual also contains three appendices consisting of
a sample search committee charge, resources for active
recruiting, and a reading list containing pertinent articles
grouped by category.

This manual is not meant to supersede the existing
procedures in any particular school or college but rather to
encourage consistent and good practices across campus.
The workshops provided by STRIDE are an important and
useful complement to the information provided here.
Several schools and colleges mandate STRIDE workshops
for chairs and/or search committee members, a practice we
recommend.
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. INITIATING THE SEARCH PROCESS

The composition of the search committee, the charge to the search com
definition/description of the faculty position are factors li
the outcome of the search. It is important that these issu
early. The ADVANCE Program leadership is happy to meet with department chairs or other
decision-makers to help think through issues associated with the composition of, and charge ==

to, the search committee.
Composition of the Committee

«  Search committees should include members with
different perspectives and expertise, and with a
demonstrated commitment to diversity.

«  Search committees should include women and

underrepresented minorities whenever possible. Note,

however, that women and minorities are often asked
to do significantly more service than majority males,
so it is important to keep track of their service load,
free them from less significant service tasks, and/or
compensate them in other ways.

« Itisoften helpful to appoint some search
committee members from outside the
department.

Defining the Position

»  Define the position in the widest
possible terms consistent with
the department’s needs. Aim for
consensus on specific specialties

e, and the
to have consequences for
e addressed deliberately and

or requirements, while planning to cast the hirin

net as broadly as possible. Make sure that the
position description does not needlessly limit the
pool of applicants. Some position descriptions may
unintentionally exclude female or minority candidates
by focusing too narrowly on subfields in which few
specialize.

Consider as important selection criteria for all
candidates (regardless of their own demographic
characteristics), the ability of the candidate to add
intellectual diversity to the department, to work
successfully with diverse students and colleagues, and -
to mentor diverse students and junior colleagues.

. If women or minority candidates are
hired in areas that are not at the center of
the department’s focus and interest,
they may be placed in an unfavorable
situation. It is important to carefully
think about how the department will-
support not only the individual, but:

[

] —

RN

UNIVERSITY OF MICHIGAN OFFICE OF THE PROVOST | ACADEMIC AFFAIRS FACULTY HIRING MANUAL | AUGUST 2014




also the development of that person’s area within the
department. Consider “cluster hiring,” which involves
hiring more than one faculty member at a time to work
in the same specialization.

«  Establish selection criteria and procedures for
screening, interviewing candidates, and keeping
records before advertising the position.

+  Make sure that hiring criteria are directly related to
the requirements of the position, clearly understood,
and accepted by all members of the committee.
Ensure that criteria will not be assessed in terms of a
single limited indicator and that committee members
recognize the inevitable measurement uncertainty that
is associated with any given indicator.

«  Get committee (and if appropriate, departmental)
consensus on the relative importance of different
selection criteria. Plan to create multiple short lists
based on different key criteria. (See “Creating the Short
List,"in section IV, below.)

Posting the Position

The job posting is the committee's—and the University's—
first opportunity to clearly communicate about the position
to the wide range of candidates it hopes to attract. First
impressions are important. Make sure the announcement is
clear, accurate, and welcoming.

Many schools and departments advertise openings in the
Chronicle of Higher Education, Journal of Hispanic Higher
Education, Journal of Blacks in Higher Education, and major
journals in their field. Most fields have resources—listservs,
email groups, etc.—that can help you identify or reach
diverse qualified candidates.

Language for Announcing Positions

Proactive language can be included in job descriptions to
indicate a department’s commitment to diversity. This may
make the position more attractive to female and minority
candidates. Examples include:

«  “Thecollege is especially interested in qualified
candidates who can contribute, through their research,
teaching, and/or service, to the diversity and excellence
of the academic community.”

«  “The University is responsive to the needs of dual
career couples.”

«  “Women, minorities, individuals with disabilities, and
veterans are encouraged to apply.”

«  “The University of Michigan [or school/college/
department] seeks to recruit and retain a diverse
workforce as a reflection of our commitment to

serve the diverse people of Michigan, to maintain the
excellence of the University, and to offer our students
richly varied disciplines, perspectives, and ways of
knowing and learning.”

«  “Theschool/department is interested in candidates
who have demonstrated commitment to excellence by
providing leadership in teaching research or service
toward building an equitable and diverse scholarly
environment.”

+  “We will consider applicants knowledgeable in the
general area of xxx. There are several broad areas of
interest, including [several named]. In general, we give
higher priority to the overall originality and promise
of the candidate’s work rather than to the sub-area of
specialization. XXX University is an equal opportunity/
affirmative action employer and is committed to
increasing the diversity of its faculty. We welcome
nominations of and applications from anyone who
would bring additional dimensions to the university's
research, teaching and clinical mission, including
women, members of minority groups, protected
veterans and individuals with disabilities.

The race and/or gender of candidates may not be factors
considered in hiring decisions, but search committees
may specify service, research, and other factors that could
contribute to intellectual diversity, and the ability of the
department or school/college to meet the needs of diverse
students. Manuals of our peer institutions may be helpful,

such as UCLA's Faculty Search Toolkit at faculty.diversity.
ucla.edu/resources-for/search-committees/

search-toolkit.
The Importance of Dual Career Considerations

While it is critical that women and minority candidates be
treated first and foremost as the scholars they are, it is
equally important that search committees and departments
understand the importance of dual career considerations in
recruiting women and underrepresented minority faculty.
To help qualified spouses and partners find appropriate
positions, you might consider including the following
statement in the ads for positions: “The University is
responsive to the needs of dual career couples.”

At the same time, it is critical that all search committees
recognize that it is inappropriate and illegal for individuals’
marital or family status to affect evaluation of their
application. Knowledge—or guesses—about these matters
may not play any role in the committee’s deliberation about
candidates’ qualifications or the construction of the short
list. All committee members should recognize this and help
maintain a proper focus in committee deliberations, but the
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Details are listed below and can be found at the following URL: hr.umich.edu/empserv/department/empsel/legalchart.html

TOPIC

LEGAL QUESTIONS

DISCRIMINATORY QUESTIONS

Family Status

Do you have any responsibilities that conflict
with the job attendance or travel requirements?
Must be asked of all applicants.

Are you married?

What is your spouse’s name?
What is your maiden name?
Do you have any children?
Are you pregnant?

What are your childcare

arrangements?
Race None What is your race?
Religion None What is your religion?
You may inquire about availability for Which church do you attend?
weekend work. What are your religious holidays?
Residence What is your address? Do you own or rent your home?
Who resides with you?
Sex None Are you male or female?
Age If hired, can you offer proof that you are How old are you?

at least 18 years of age?

What is your birthdate?

Arrests or Convictions
of a Crime

Have you ever been convicted of a crime?

You must state that a conviction will be
considered only as it relates to fitness to perform
the job being sought.

Have you ever been arrested?

Citizenship or Nationality

Can you show proof of your eligibility
toworkinthe US.?

Are you fluent in any languages other than
English? You may ask the second question only
as it relates to the job being sought.

Areyou a U.S. citizen?
Where were you born?

Disability

Are you able to perform the essential functions
of this job with or without reasonable
accommodation?

Show the applicant the position description so
he or she can give an informed answer.

Are you disabled?
What is the nature or severity
of your disability?
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committee chair has a special responsibility to ensure that
the discussion excludes any inappropriate considerations.

The U-M Human Resources and Affirmative Action
website includes a chart comparing legal questions with
discriminatory questions about:

Family status

Race

Religion

Residence

Sex

Age

Arrests or convictions
Citizenship or nationality

Disability

Regardless of candidates’ personal characteristics (and
without knowing anything about an individual's partner or

Provide all candidates with copies of dual career
resources, which are also available online:

provost.umich.edu/programs/dual_career/
DualCareerBrochure9201.pdf

Address perceptions that Ann Arbor, as a small city,
offers limited opportunities for a candidate’s spouse or
partner. Make sure candidates know about the diverse
employment possibilities their partners might find not
only at the university, but also throughout Ann Arbor
and in the larger Southeast Michigan area. The Dual
Career office can provide helpful information about
Ann Arbor and surrounding communities. (See contact
information above.)

Identify someone in the
department or outside it

who can offer to have a
confidential conversation (one
not to be conveyed to anyone

The ADVANCE Program
can be reached by email at:
advanceprogram(@umich.edu or

by web form request at:
advance.umich.edu/contact.html

family status), one feature of the University environment
that is likely to be important and attractive to all candidates
is its promotion of a humane work setting. As you provide
that information to all candidates, keep these considerations
in mind:
«  While it is common for academics to be partnered with
other academics, academic women are more likely
to be partnered with other academics than academic
men are. This means that disadvantages that affect
two-career academic couples have a disproportionate
impact on women.

«  Atthe same time, recognize that there is variability
among women in their personal and household
circumstances. Do not assume one household type
(e.g., a husband and children) applies to all women.

»  Make sure everyone on the search committee has
a good working knowledge of the U-M's dual career
support programs. Consult the Provost's Office for
further information. Information is also available online
at provost.umich.edu/programs/pfip.html. This
site provides online resources for dual career partners
seeking employment. Other documents are available
by contacting the Provost'’s Office.

»  Precise procedures vary in each school and college,
so search committee chairs should consult their
department chairs about the correct procedures they
should follow.

else in the department)

with candidates about these

issues. This person should

be well-informed about all

programs supporting faculty members’ families, and
willing to describe or discuss them with candidates,
without transmitting information about the candidate’s
personal circumstances to the department or the search
committee. For example, the College of Engineering has
a committee of senior faculty women who volunteer

to serve as contacts for women candidates, and the
Associate Dean for Academic Affairs (ADAA) requires
that each female candidate meet with a member of this
committee.

If a candidate does mention having a spouse or partner
who will need help finding a relevant position, follow

the procedures appropriate in your school or college to
arrange interviews or other opportunities for the spouse
or partner as early in the hiring process as possible. Your
department chair is the best source on this, but it is
always possible to get information and assistance from
the Dual Career Coordinator in the Provost's office

As noted in other places within this handbook, make
sure all applicants for faculty positions are provided
with information about the University's family friendly
policies.
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1. COMMITTEE ACTIVITY BEFORE THE SEARCH BEGINS

The search committee, and/or a larger group in the department, should engage in a relatively
extended review of the wider context of the discipline, as well as the department’s own past
history of searching and hiring, before beginning a new search. In the case of a department
that has had limited success in recruiting women and minorities, the department is more
likely to be able to achieve a different outcome if it has some understanding of factors that
may have played a role in limiting its past success.

Creating a large pool of qualified candidates is the single most important step in conducting a successful search. Search
committee members must take an active role in identifying and recruiting candidates and not leave a stone unturned in seeking
out excellent candidates.

Reviewing the National Pool Reviewing Past Departmental Searches
Take steps to identify the national “pools” of qualified +  Find out how many women and underrepresented
candidates for the field as a whole and for subfields in minorities have applied for past positions in your
which you are considering hiring. Subfield pools are department, as a percentage of the total applicant pool.

sometimes quite different from overall pools. ADVANCE
Program staff are willing and able to assist you in
identifying field and subfield pools.

+  Find out how many women and underrepresented
minorities have been brought to campus for interviews
in your field in previous searches.

« |dentify any institutions or individuals that are especially
successful at producing women and/or under-
represented minority doctorates and/or
postdoctorates in your field or the
desired subfield. Recruit
actively from those sources
as well.

«  If women or underrepresented minority candidates have
been hired in recent searches, ask the search
committees, the department chair, and the
recently hired faculty themselves how they were
successfully recruited.
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If women or underrepresented minority candidates have
been offered positions but have turned them down,
attempt to find out why they have turned them down.
Do recognize that many candidates are less than candid
in talking with colleagues in the same field. ADVANCE
does conduct exit interviews with faculty who leave
positions at U-M annually and updates its report of
themes identified in that report. Since these interviews
are confidential, results specific to any individual or

field cannot be divulged. However, you may find the
annual report of campus-wide results will help you
identify relevant issues. Be sure, in any case, to listen for
potential insights into departmental practices that might
have been a factor in candidates’ decisions. Stories that
appear to be highly individualized at first may reveal
patterns when considered in the aggregate.

Find out what has happened to women and
underrepresented minorities who were not offered
positions in previous searches. Where are they now?
Does it appear that evaluation bias may have interfered
with the assessment of their likely success?

If no women or underrepresented minorities have been
offered positions in recent searches, consider redefining
departmental evaluation systems in ways that might
better take strengths of all candidates into account.
Consider, too, whether positions have been defined too
narrowly. If candidates have been ranked on a single list,
consider using multiple ranking criteria in the future.

Initial Discussions of the Search Committee’s
Charge

Review the charge to the committee, including legal
requirements and documentation (see Appendix 1 for a
sample).

Identify the tasks to be completed by the committee and
set up a meeting schedule.

Establish committee expectations regarding
confidentiality and attendance.

Decide what role, if any, internet searches are to play
in the selection process and determine how equity and
privacy concerns can be addressed if they are used or
considered.

Determine materials to be submitted by candidates;
with the aim of ensuring that candidates will have the
best opportunity to make a case for what they could
contribute.

Identify ways in which the committee as a whole will
ensure that affirmative action is properly addressed and
that diverse candidates are encouraged to apply.

Verify that its charge includes particular focus on
equitable search practices, and the goal of identifying
outstanding candidates, including outstanding women
and underrepresented minority candidates for the
position.

Articulate the fact that diversity and excellence are
fully compatible goals and can and should be pursued
simultaneously.

Identify selection criteria and develop the position
description prior to beginning the search.

As is consistent with federal affirmative action
obligations, at the beginning of the search establish
plans to actively recruit women and underrepresented
minorities into the applicant pool.

Be sure that all members of the search committee
understand the potential role that evaluation bias
could play to produce an unfair and inequitable search
process.

Review practices that will mitigate the kinds of
evaluation biases that social science research has
demonstrated result in unfair evaluations for women and
minority candidates.

Charge the search committee with customizing the
candidate evaluation tool for that search (perhaps with
discussion of overall emphases, relative importance of
different criteria).

Have the department or school faculty discuss and
approve the candidate evaluation tool's list of criteria
before the search starts.

Include a checklist of responsibilities for search
committee chair and for department chair (including
ensuring the above practices are followed and ensuring
that inappropriate discussions are prevented or
addressed.

Include discussion of how the plans to represent the
school’s or department’s commitment to and strategies
for hiring and advancing diverse faculty are integrated
into the hiring process. This may be of particular
concern for departments that have few or no women

or under-represented minority faculty. In these cases, it
is crucial to develop long-term strategies for recruiting
diverse faculty that go well beyond any single search. For
example, the department might consider inviting women
or minority faculty to give talks and then inviting them to
apply for positions the following year.

Remind committee members that the ADVANCE
Program is available to consult as questions arise
throughout the search process.
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Issues to Cover in the First Search Committee Meeting

l. Introduction

a.
b.

Thank the committee members for agreeing to serve.
Do introductions.

Il. Charge (the following provided merely as examples)

a.

d.

Review essential characteristics of the position with the expectation that the committee will fine tune the position

description. These might include:

i.  Distinguished or promising record of scholarship; success in core academic functions (research and
teaching); need to avoid overreliance of single indicators of excellence

ii.  Tenurable at professor level (if applicable)

iii. Strong administrative experience and skills (if applicable)

iv.  Commitment to diversity, a core value of the University

v.  Ability to mentor diverse students and junior colleagues

Set a clear expectation that the committee will cast a broad net for prospective candidates

(national / international search).

Detail the required outcome, e.g., “We have been asked to provide our recommendation of a single candidate for

the department to hire” OR “we have been asked to provide a ranked list of the top 2 or 3 candidates for the

department to discuss” OR “We have been asked to recommend an unranked list of 3-4 candidates. Because the

committee is advisory, the candidates recommended to the Dean must be unranked.”

The Dean/Department Chair would like recommendations by [date].

lll. Staff Support

[Name] has been assigned to provide staff support for the search. She/he has experience staffing searches and will provide
a full range of support to help guide the committee through the search process. [Name], who is also a veteran of a number of
searches in our office, will be assisting [Name] as needed.

IV. Process

a.  Outline time frame and frequency of meetings as well as expectations concerning attendance and confidentiality.

b.  Discuss what materials will be requested and where they will be kept.

c.  Discuss process to be used to set criteria for job posting.

d. Discuss process the committee will use to generate short list/interview/campus visit candidates and campus visit
candidates for approval.

e. Discuss the role that evaluation bias can play in searches, and the specific steps the committee will take to
mitigate it.

f. Decide what role, if any, internet searches are to play in the selection process and determine how equity and
privacy concerns can be addressed if they are used.

g.  Discuss any approvals, such as approval to interview, that the committee must seek before proceeding.

h.  Remind committee members that internal candidates, if there are any, should be treated the same as external

candidates.
Discuss how the search will be concluded.

UNIVERSITY OF MICHIGAN OFFICE OF THE PROVOST | ACADEMIC AFFAIRS FACULTY HIRING MANUAL | AUGUST 2014




Be aware that the University of Michigan's Provost's
Faculty Initiative Program (PFIP) provides supplemental
resources “to help the schools and colleges and other
academic units to hire and retain faculty who contribute
to the intellectual diversity of the institution, to assist the
dual career partners of tenure track and tenured faculty,
and to respond to unique opportunities.” This program
can often help you recruit and retain women and minority
faculty, among others. Consult the Provost's Office for
further information:

provost.umich.edu/programs/pfip.html.

View your committee’s task as including a process of
generating a pool rather than merely tapping it. This

may be accomplished by having committee members
attend presentations at national meetings and develop
amore diverse list of potential future candidates based
on those meetings. Candidates identified in this way

may be in any field, not necessarily the one targeted for a
particular search. Infact, the department may consider
creating a committee to generate exceptional candidates
for targeted recruitment outside of subfield-defined
searches. In addition, the committee may consider issuing
promising candidates invitations to visit U-M informally

to present research before those individuals are ready

for an active search. Cultivating future candidates is an
important activity for the search committee to undertake,
and may require that the search have a longer time
horizon than is typical (one academic year).

If your department is a significant source of qualified
applicants nationally, consider setting aside the traditional
constraint against “hiring our own.” It may be important,

if your department or related ones at U-M is a significant
producer of the pool, to avoid unduly constraining the
search to those trained elsewhere.

Keep in mind that some highly-ranked eminent
universities have only recently begun actively to
produce women and minority PhDs. Therefore, consider
candidates from a wide range of institutions.

Consider the possibility that individuals, including women
and underrepresented minorities, who have excelled at
their research and teaching in departments less highly
ranked than U-M's may be under-placed and might thrive
in the University of Michigan research environment.

Consider reopening or intensifying the search if the pool
of applicants does not include any female or minority
candidates who will be seriously considered by the search
committee.
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Using Active Recruiting Practices

«  Use electronic job-posting services, particularly those
targeted at diverse groups such as minority and
women’s caucuses or professional networks in your
discipline. (Several resources are listed below.)

«  Make personal contacts, including women and
minorities, at professional conferences and invite them
to apply.

Ask faculty and graduate students to help identify strong
candidates, including women and minority candidates.

Contact colleagues at other institutions to seek
nominations of students nearing graduation or others
interested in moving laterally, making sure to request
inclusion of minorities and women.

«  Place announcements in websites, listservs, journals,
and publications, including those aimed specifically at
underrepresented minorities and women.

« |dentify suitable faculty at other institutions, particularly
women and minority faculty who may currently be
under-placed, and send job announcements directly to
them.

Contact relevant professional organizations for rosters
listing women and minorities receiving PhDs (or other
relevant degrees) in the academic field.

Be aware that most academic fields have resources—
listservs, email groups, etc.—that can help you identify or
reach qualified women and minority candidates. Either
seek these out on your own, or request assistance from
advanceprogram(dumich.edu in identifying them.
Appendix 2 presents a list of active recruiting resources.

How to Avoid Having Active Recruitment Efforts
Backfire

Women and minority faculty candidates, like all candidates,
wish to be evaluated for academic positions on the basis

of their scholarly credentials. They will not appreciate
subtle or overt indications that they are being valued on
other characteristics, such as their gender or race. Women
candidates and candidates of color already realize that
their gender or race may be a factor in your interest in their
candidacy. It is important that contacts with women and
minority candidates for faculty positions focus on their
scholarship, qualifications, and their potential academic role
in the department.

Conducting a Fair Selection Process
Documenting the Search

Systematic tracking of the committee's interaction with
applicants is not only helpful to the committee during the
search, but the resulting records may be useful in the future.

«  Develop a standard form that summarizes each
candidate’s progress during the search process (e.g.,
nominated, applied, reviewed, failed to meet minimum
qualifications, shortlisted, interviewed, eliminated, etc.)

«  Create a physical and/or electronic file for each
candidate who meets the objective criteria
established by the committee to hold their materials,
recommendations, interview notes, and records
of communications. (See below for maintaining
appropriate contact with candidates.)

+  Provide a secure location for files to ensure
confidentiality throughout the search, such as a
password-protected website to track candidates, their
status, and associated materials.

«  Maintain official minutes of search committee meetings.
These can be brief, but they should document general
criteria established by the committee and their decision-
making process.

+  Keep copies of letters and advertisements,
especially those efforts made to recruit women and
underrepresented minority candidates.

«  Ensure that each applicant receives an Applicant Data
Form to be returned to the Office for Institutional Equity.
(See hr.umich.edu/hrris/forms/pdfs/selfida2.
pdf.) This form offers the applicant the option of
reporting his or her gender, ethnicity, and race. OIE uses
these data to evaluate the success of the committee’s
efforts to generate a diverse pool. Contact your school
or college for information about how this form should be
distributed.

«  Ensure consistency of evaluations, interviews, and
reference checks by developing standard forms and
standard questions for these activities.

«  Ensure that documentation provides rationales for
search committee decisions and recommendations.
This can be as extensive as notes to the candidate
files, or as brief as a line in committee minutes (e.g.,
“The committee decided to limit interviews to those
candidates having more than ten years of teaching
experience”). Notes should indicate specific job-related
reasons for selection or non-selection.
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Communicating Promptly and Courteously with
Candidates

Ongoing communication is vital to the success of the
current search and to future searches. Our treatment of
applicants, even those we do not wish to interview, should
demonstrate the values of the University of Michigan and our
respect for current and potential colleagues. Slow or sloppy
communication can create a negative impression of the
department, school, or University as a whole.

»  Respectful communication and complete confidentiality
are very important throughout the search

+  Keepall candidates informed in a courteous and timely
manner about the progress of the search

«  Craft courteous form letters

»  Notify candidates who were eliminated at the outset
of the search because they do not meet minimum
requirements; express appreciation for their interest in
U-M

«  Make timely requests to internal and external colleagues
for nominations

«  Send thank you messages upon receipt of nominations

«  Send communications to nominees encouraging them
to apply (include position description)

«  Send timely acknowledgments of receipt of applications
and/or other materials

«  Send timely notification to candidates who are no longer
being considered; provide feedback on their application,
if appropriate, and thank them for their interest in U-M

«  Engage in prompt follow-up with finalists after campus
visits
»  Make timely and courteous requests for references

«  Keepthe “short list” of candidates up to date on the
status of the search, but they should not be told that
another candidate has been offered the job until the
finalist has accepted the department’s offer

Reviewing Applications with Objective Criteria

As you begin to evaluate applicants, be aware of conscious
and unconscious biases that may exist, including those below,
which have been identified by psychological research:

+  Weoften judge people based exclusively on our own
experience.

+  Wetend to favor people who look like us or have other
experiences like our own.

+  Weneed to consider the experience and needs of our
diverse student population.

*  Women and underrepresented minority candidates are
penalized disproportionately if reviewers do not allocate
adequate time (15-20 minutes) to reviewing their files.

»  Besureto consider whether you are using evidence to
arrive at your evaluations/ratings.

There is a large body of work on how unconscious biases
influence judgments when reviewing scientific work and job
candidates. Examples include:

«  The STRIDE Committee's website is a helpful resource
for PowerPoint slides, resources, and tools: advance.
umich.edu/stride.html

«  “Why So Slow? The Advancement of Women," a book by
Virginia Valian

«  Virginia Valian's videotaped lecture summarizing her
research, which can be found at video.mit.edu/
search/?q=valian&x=0&y=0

«  ADVANCE Program staff will be happy to help you obtain
this material (advanceprogramf@umich.edu).

By incorporating the qualifications in the position description
into a standard evaluation form, screening criteria can be
applied consistently to all candidates.

«  Determine, prioritize, and document search criteria
based on position duties. Discuss the range of evidence
that will be considered as relevant to each criterion.

+  Notice that different criteria may produce different
top candidates. Be sure to consider all criteria that are
pertinent to the department’s goals (e.g., experience
working with diverse students). In addition, discuss the
relative weight of the different criteria, and the likelihood
that no or few candidates will rate high on all of them.

« |dentify essential or threshold qualifications without
which a candidate will not be selected, no matter
how impressive in other areas. Rank other skills or
competencies in order of importance.

+  Consider including criteria not directly related to the
specific discipline, if they are nonetheless important to
the ability to succeed in the job in the department or
college, such as collegiality or an unusual combination of
skills/perspectives.

»  Ensure that the criteria for evaluation of candidates do
not preclude people with non-traditional career patterns
(e.g.,an engineer who has worked at a national research
laboratory, individuals who have taken family leave, a
first- generation scholar who began his or her career
at aninstitution that was not research-intensive, or
individuals with disabilities whose careers have been
interrupted).
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«  Consider highly successful people with transferable skill
sets.

»  Develop a mechanism for screening applications
that includes recording why or why not the applicant
was selected. You will need to justify your final
recommendations based upon the position description.

«  Using a standard form will keep committee members
focused on the agreed-upon criteria and provide
documentation for the process.

One of the hallmarks of an equitable search is that all
candidates are treated in the same manner. This may include
asking the same questions under the same conditions, and
being evaluated using consistent criteria. It is difficult to
maintain a level playing field if the search committee uses
internet searches to gather additional information about the
candidates.

«  Some candidates might gain an unfair advantage
because of their positive presence on the web; others
might be disadvantaged by incorrect information.

Internet searches might also reveal personal details,
such as marital status or age, which should not be
considered by the search committee members. Because
itis difficult to disregard this kind of information once it
enters the review process, it is best to avoid it.

The committee should decide what role, if any, internet
searches are to play in the selection process, and should
ensure that the same standard is applied to all candidates.
In addition, if internet searches are used, candidates should
be provided an opportunity to respond to any information
considered by the committee.

Creating the Short List

The most important general point about the process of
creating the short list is to build in several checkpoints at
which you make a considered decision about whether you are
satisfied with the pool of candidates you have generated.

«  Get consensus on the multiple criteria that will be
used to choose candidates for interviews. Notice that
different criteria may produce different top candidates.
Be sure to consider all criteria that are pertinent to
the department’s goals (e.g., experience working with
diverse students might be one). In addition, discuss
the relative weighting of the different criteria, and the
likelihood that no or few candidates will rate high on all
of them.

«  Beware of systems of evaluation that inadvertently
screen out well-qualified applicants from minority-
serving institutions.

Be careful to place a suitable value on non-traditional
career paths. Take into account time spent raising
children or getting particular kinds of training, unusual
undergraduate degrees, and different job experiences.
There is considerable evidence that evaluations of men
frequently go up when they have such experience, while
evaluations of women with the same kinds of experience
go down.

Develop a “medium” list from which to generate your
short list. Are there women or minority candidates on it?
If not, consider intensifying the search before moving on
toashortlist.

Consider creating separate short lists ranking people on
different criteria, such as teaching, research potential,
collaborative potential, and mentoring capacity. This
helps mitigate the tendency for “halo” effects that

result from reliance on overall impressions rather than
evidence-based judgments of particular criteria. Develop
your final shortlist by taking the top candidates across
different criteria. Evaluate this step before finalizing

the list; consider whether evaluation bias may still be
affecting your choices.

Be sure to consider the experience and needs of our
diverse student population.

Review the top female and/or minority candidates

in your pool. Consider whether your short list should

be revised because the committee’s judgments

were influenced by evaluation bias (the tendency to
underestimate women and underrepresented minority
members’ qualifications and overestimate those of white
males).

Evaluation bias is minimized if you interview more
than one woman and/or underrepresented minority
candidate. As noted earlier, research indicates that
interviewers evaluate women and underrepresented
minorities more fairly when there is more than one
woman in the interview pool. When there is only one
woman or underrepresented minority, s/he is far less
likely to succeed than women or minorities who are
compared to a diverse pool of candidates, probably
because of the heightened perceived salience of his or
her race or gender.

Remember that there are many ways to assess a
candidate’s skills (e.g., samples of work, presentation
of research, or a lecture in an undergraduate class)
and each assessment tool produces different kinds of
information.
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+  Ifthe committee learns of a candidate who is not
appropriate for the current open position, but who would
broaden intellectual diversity at U-M, the committee
should forward that information to the department
Chair or Dean. The Provost provides supplemental
resources to help the schools and colleges and other
academic units to hire faculty who contribute to the
intellectual diversity of the institution, to assist the dual
career partners of tenure track and tenured faculty, and
to respond to unique opportunities. Provost's Faculty
Initiative Program funding may be available to help units
recruit tenure-track faculty apart from the search at
hand.

«  Submit arequest for approval of interview candidates, if
your department or school/college requires a review of
the committee’s short list at this point.

Inviting Candidates to Interview

Letters and information packages should be prepared in
advance so that the committee can promptly send a complete
invitation package as soon as it decides whom to interview.

It is easier to evaluate an informed candidate than one who
has not been given the opportunity to prepare. Provide
information about the following issues, as appropriate:

Time, place, and format of the interview. If “hotel”
interviews at conferences are a part of the process,
consider whether the setting (a hotel room) may

make members of some groups (e.g., women) less
comfortable than others. Consider whether this practice
is essential to your process if it likely disadvantages
some groups. Equally, if you use Skype or phone
interviews, consider whether you have found that some
kinds of individuals consistently perform better in that
context and if that differential performance is job-
relevant.

Detailed itinerary, including names of interviewers

Contact information, including cell phone number of
host

Background on department, school/college, the
University of Michigan, and Ann Arbor

Travel arrangements and directions to campus

Contacts that a candidate can use if s/he needs
accommodations for a disability

General information on family-friendly policies, benefits
and dual career services from your school/college and/
or the Provost's Office.
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V. HANDLING CAMPUS VISITS

With careful planning, a campus visit can
create a positive impression on the candidate
while also gathering specific information

on which the University can make an
informed decision about which candidates to
nominate.

Planning for Effective Information-Gathering

« |dentify all people and groups to be involved in the
interview process and provide them with relevant
information about the position: job description,
essential functions of the position, necessary areas of
inquiry, and standard interview questions.

Schedule and reserve appropriate spaces for
interviews and communicate those times and places
to interviewers as far in advance as possible. Send
reminders a few days before the event.

Review the structure of the visit and the interview
process with all interviewers, especially those who
may be conducting individual interviews rather than
meeting with the committee.

Provide faculty with this section of the faculty hiring
manual to ensure that they have a consistent and
comprehensive understanding of the interview process.

Provide information about the candidate and his or her
scholarly work to all faculty and encourage them to
read it. Faculty who are prepared ask better questions
and make a better impression on the candidate.

Ask faculty to provide feedback about specific facets of
the candidate’s potential, rather than just requesting
generic feedback. Studies show that when people focus
on particular issues of performance, they are much
less likely to rely on implicit or unconscious biases.

Provide a rating sheet, ranking system, or other
systematic feedback mechanisms, and detail how
feedback should be given to the committee or chair.

Encourage faculty to take notes during the interview
that focus on required skills and relevant applicant
responses.

Notes can be helpful when reflecting on individual
applicants or when discussing them with others who
interviewed the same persons at different times.
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*  Remind faculty of their responsibility not only to elicit
specific information from the candidate but also to be
courteous to the candidate and positive about U-M.

«  Beexplicit about confidentiality expectations.

»  Require interviewers to understand what questions
should not be asked of candidates. This will help ensure
that interviews are conducted appropriately.

*  Remember that the candidate should do the majority
of the talking during an interview. .

«  Consider asking each candidate to present a paper, to
lead a colloquium, teach a class, or meet with graduate
students while on campus for the interview. If they
conduct any of these activities, arrange for feedback to
the committee about their performance.

Making a Good Impression

*  Remind participants that the campus visit is an
important opportunity for the department to
communicate three messages:

0  Youare seriously interested in the candidate’s
scholarly credentials and work, as well as other
evidence of their excellence and creativity.

0 Michiganis agood place to work, because it is
intellectually lively and committed to diversity in
its leadership, faculty, staff and student body.

0  Michigan is a good place to work, because it has a
variety of humane, family-friendly policies in place.

How these messages are communicated can make a critical
difference in recruiting individuals to campus. They may

be especially important in recruiting women or minority
candidates to departments in which they will be vastly
outnumbered by male or majority colleagues.

*  Make it clear that you are interested in the candidate’s
scholarship and skills, rather than his or her
demographic characteristics. It is not helpful to make a
point with candidates that the department is eager to
hire women and minorities.

+  Consider how the department will represent the
University as a whole as a place in which women and
minority faculty can thrive.

«  Consider how the department will represent itself as a
place in which women and minority faculty can thrive.
This may be difficult for departments that currently have
few or no women and minority faculty members. Some .
things that may make the department more attractive to
women and under-represented minorities are:

o  Clear and public policies and procedures for
evaluation and promotion

0  Mentoring resources for junior faculty in general
and female and underrepresented minority
faculty in particular

o  Development of some practices in evaluation and
annual reporting that value mentoring of women
and minority faculty and students

Schedule interviews and events with consistency in
achieving outcomes, recognizing that different means
may be required. For example, white male candidates
may automatically be meeting with white male faculty,
given the composition of your department. When
recruiting candidates with different race and/or gender
characteristics, it will be equally important for them

to meet diverse students and faculty. Race/ethnicity
and gender are not the only personal characteristics
that may be important to consider; if a candidate
mentions that s/he is particularly concerned with the
availability of a community identified with a particular
nationality, religion, family status, sexual identity or
other characteristic, take steps to help them meet with
appropriate members of that community. One option
is to create opportunities for the candidate to meet
with faculty members outside the evaluation process,
including members of STRIDE, who can provide
relevant information to candidates.

Give the candidate a chance to interact with the
department's faculty in multiple venues. Formal talks
may not reveal every candidate’s strengths. Consider
including Q + A sessions, “chalk talks,” and other less
formal interactions.

Be sure to offer information and access to faculty who
might represent opportunities for interdisciplinary
collaboration.

Avoid leaving candidates alone with faculty who may
be hostile to hiring women and underrepresented
minorities. If a candidate is confronted with racist,
sexist or homophobic remarks, take positive and
assertive steps to defuse the situation. Be sure there
is a practice in place in the department for dealing
with the expression of racist, sexist or homophobic
attitudes, and that the candidate is made aware of it, if
the situation arises.

Be sure to gather equivalent information from all
candidates, so you will be able to evaluate them all in
terms of the same criteria. This does not require use of
uniform questions with all candidates, but does require
care in obtaining comparable information.
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Introduce women and minority members of the
department to all candidates, not just women and
minorities. Moreover, if women and minority faculty
members are expected to play an especially active
role in recruiting new faculty, be sure to recognize this
additional service burden in their overall service load.

Inform candidates before scheduling the interview
what expenses will and will not be reimbursed, what
receipts are needed, and how to fill out expense forms.
Reimburse him or her as soon as possible.

First impressions are important.

0  Provide transportation to and from the airport
and the hotel.

0 Ifthe candidate arrives the evening before the
interview, be sure a search committee member
or other faculty member is available to take the
candidate to dinner and/or other activities.

0  These arrangements should be comparable for all
candidates.

Consider appointing a host for the visit who takes
responsibility for all aspects of the visit. That person
should assign a search committee member or

staff member to escort the candidate to and from
interviews.

Do not schedule the candidate’s interview day so
tightly that there is no time for breaks. Candidates
should be given windows between appointments to
take care of personal and professional business and to
gather their thoughts.

Be sure that departmental staff know that candidates
will be visiting so that they can greet visitors
appropriately.

Plan schedules that are similar in format to ensure an
equitable basis for evaluation. Internal and external
candidates should be given equal opportunity to
interact with campus colleagues.

Mention to all candidates that the University offers
reasonable accommodations to persons with
disabilities. The following language may be used:

0  The University provides reasonable
accommodations for persons with disabilities,
both in the interview process and for its
faculty, students and staff. Should you need
an accommodation, please let us know at your
earliest convenience so that we may make
arrangements in advance of your interview. Please

contact at [phone number] or [email] with any
request you may have.

o Ifacandidate requests an accommodation and
the department does not know how to meet
the accommodation request or has concerns
about the request, please contact the Office
for Institutional Equity at 734/763-0235(v) or
734/647-1388 (tty), or Institutional.Equity(@
umich.edus for assistance.

Consider providing a guided tour of campus and
showcase the community; discuss the positive aspects
of working and living in Ann Arbor and the surrounding
communities.

Share information such as:

0  The link to the University's “About Working Here"
website.

0 Thelink to “Lesbian, Gay, Bisexual & Transgender
Faculty and Staff Welcome Guide."

0  Thelink to the University's Veteran's Connection
website.

0  Thelink to Campus Disability Resources.

0 Information about the diverse employment
possibilities that partners might find not only
at the University (umich.edu/~jobs/), but at
other institutions of higher learning in Michigan
(michiganherc.org) and throughout Ann Arbor
and the larger Southeast Michigan area.

o  Dual career services brochures from your college
or the Provost’s Office as well as a link to the
University's website on dual career resources.

o Policies and information on maternity/child
rearing leave, child care, elder care and modified
duties/flex schedules. Much of this information
is available on the Work Life Resource Center's
website.

o Information about fun University or Ann Arbor
events, such as Top of the Park, The University
Musical Society, the Uniquely Michigan website
and information about recreational activities,
such as the websites created by the International
Center and the Athletics Department.

o Information about benefits offered by the
University, including medical and retirement
benefits. Information is available at the Benefits
website.
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Making the Final Decision or Recommendation

Openly discuss standards of creative and scholarly
productivity and research with all candidates.

Decide whether the search would be enhanced by

a meeting with the Associate Dean, Dean, or the
Provost. If so, prepare them in advance by sharing the
candidates’ CVs.

Demonstrate a commitment to teaching by including
students in the schedule and/or a commitment

to interdisciplinary and interdivisional activity by
scheduling interviews with colleagues in other
departments and divisions, if appropriate.

Allow time at the end of the visit for a private meeting
between the candidate and the chair of the search
committee or department. Use this opportunity to
learn what questions remain, whether the candidate
has questions about the position, and what may be
obstacles to their accepting it.

Confirm the candidate has been given copies of the
University's “family-friendly” policies (dual career,
maternity leave, modified duties, etc.), regardless of
gender, partner or parent status, or race or ethnicity.

Remind interviewers that all the time spent with an
applicant, including social functions and meals, is
considered part of the interview process. Anyone who
meets with the candidate in a social context should
avoid conversation that touches on inappropriate
topics or inquiries that are illegal in an interview
context. Such discussion could be misinterpreted by
the candidate at the time or subsequently.

Make a good last impression. The last point of contact
- e.g., the person conducting the last interview

or taking the candidate to the airport - should

be someone with a positive attitude towards the
candidate, the department, and the University.

Under no circumstances should a candidate be told
that the position has already been offered to another
individual, nor should it ever be suggested that one
or more candidates is being interviewed for reasons
unrelated to the designated qualifications for the
position.

Consider only the candidate'’s ability to perform
the essential functions of the job and avoid making
assumptions based on perceived race, ethnic
background, religion, marital or familial status, age,
disability, sexual orientation, or veteran status.

Ask faculty to provide feedback about specific facets of
the candidate’s potential, rather than just requesting
generic feedback. Studies show that when people
focus on particular issues of performance, they are
much less likely to rely on implicit biases. A sample
evaluation form follows; it can be modified to represent
the key criteria for your search.

Ensure that the final discussion of the candidates
remains focused on the search criteria and evidence
about the qualifications of the candidates for the
position. Do not engage in or permit others to engage
in discussion of personal characteristics that are not
job-relevant, or global evaluations unsupported by
specific evidence.

Often providing an unranked list of acceptable
candidates to the chair or dean, or the department,
allows more diverse candidates to remain in
consideration at the last stage. Sometimes more than
one candidate can be considered for a final offer.
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Candidate Evaluation Template

The following offers a method for department faculty to provide evaluations of job candidates. It is meant to be a template for departments that
they can modify as necessary for their own uses. The proposed questions are designed for junior faculty candidates; however, alternate language is

suggested in parentheses for senior faculty candidates.

Candidate’s Name:

Please indicate which of the following are true for you (check all that apply):

O Read candidate’'s CV O Read candidate’s letters of

O Read candidate’s scholarship recommendation

O Attended candidate’s job talk
O Other (please explain):

O Met with candidate

O Attended lunch or dinner with

candidate

Please comment on the candidate's scholarship as reflected in the job talk:

Please comment on the candidate’s teaching ability as reflected in the job talk:

Please rate the candidate on each of the following:

Potential for (evidence of) scholarly impact

Potential for (evidence of) research productivity

Potential for (evidence of) research funding

Potential for (evidence of) collaboration

Fit with department'’s priorities

Ability to make positive contribution to department’s climate

Potential (demonstrated ability) to attract and supervise graduate students

Potential (demonstrated ability) to teach and supervise undergraduates

Potential (demonstrated ability) to be a conscientious university community member

Other comments?

O O O O O O O O O excelent
O 0OO0OOo0OoOooOo 0o 0o gdgood
O OO O O O O O 0O neutral
0O OO oo o g g gfar

O O O O O O O O O unabletojudge

OO0 o0 oo g O gpoor
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VI.

While the committee may feel they are
moving quickly as they debate and decide

on final recommendations and conduct
reference and credential checks, the finalists
will be acutely aware of any delays in
communication. The committee chair or his
or her designee should be responsible for
staying in touch with finalists, if only to report
no decision has been made.

FINAL STAGES OF THE SEARCH PROCESS: NEGOTIATING THE OFFER

The “short list” of candidates should be kept up-to-date
on the status of the search but should not be told that
another candidate has been offered the job until the
finalist has accepted the department's offer.

If a candidate has been completely eliminated with no
possibility of being reconsidered, let them know with a
personal letter or phone call that includes appreciation
of their talents and their interest in the University of
Michigan.

If there is any doubt about the appropriateness of
eliminating and contacting selected candidates,
consult with the Office for Institutional Equity or the
Office of the General Counsel.

The way an offer is negotiated can have a huge impact
not only on the immediate hiring outcome, but also
on a new hire's future career. Candidates who feel
that University representatives (committee chairs,
department chairs, deans, etc.) conduct negotiations
honestly and openly, and aim to create circumstances
in which they will thrive, are more satisfied in their
positions and more likely to stay at the U-M than

are those who feel that a department or chair has
deliberately withheld information, resources, or
opportunities from them. Initial equity in both the
negotiated conditions and in the department’s follow-
through on the commitments it makes are important
factors in retention as well as recruitment.
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Women and minority candidates may have received
less mentoring at previous career stages than their
counterparts, and may therefore be at a disadvantage
in knowing what they can legitimately request in
negotiations. In addition, there is some evidence that
women are less inclined to negotiate for themselves
than men are. To ensure equity, aim to empower the
candidate to advocate on his or her own behalf, by
providing all candidates with a complete list of things
it would be possible for them to discuss in the course
of negotiations. This list will vary by field, and should
include those items that will maximize the likelihood of
candidate success in that field. For some fields these
might include:

o Salary

o  Course release time

0o Labequipment

o Labspace

0  Renovation of lab space

0  Research assistant

o  Clerical / administrative support
0 Attractive teaching opportunity
o  Travel funds

o Discretionary Funds

0 Summer salary

0 Moving expenses

0  Assistance with partner/spouse position

o  Otherissues of concern to the candidate

Consider appointing a negotiation facilitator—which
may be the search committee chair— to help the
candidate throughout the negotiation process. This
person should be specifically charged with assisting
the candidate in articulating her/his needs and desires
to the chair or dean, and providing information about
the University context, not with actually negotiating the
offer.
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VII. GETTING OFF TO A GOOD START

»  Besure to provide clear, detailed, written information
about mentoring practices as well as all crucial review
criteria and milestones such as annual reviews,
third-year reviews, tenure reviews, and post-tenure
promotion reviews.

» Ifacandidate has a partner who will need placement
help, try to help arrange interviews or other
opportunities for the spouse or partner as early in the
hiring process as possible. See The Importance of Dual
Career Considerations within Section II, and be familiar
with University resources to support these efforts.
Consult the Provost's Office for further information.

VIill. EVALUATING THE SEARCH

If the department hires a strong woman and/or minority
candidate, consider the factors that may have enabled

it to do so and keep a record of good practices and
successful searches for future reference.

If the applicant pool was not as large, as qualified, or as
diverse as was anticipated, consider:

o Couldthe job description have been constructedin
away that would have brought in a broader pool of
candidates?

o  Could the department have recruited more actively?

o  Were there criteria for this position that were
consistently not met by women or candidates of
color? Where they relevant to the job description?

If women and/or minority candidates were offered
positions that they chose not to accept, what reasons did
they offer? Consider as many factors as you can identify.
Are there things that the department could do to make
itself more attractive to such candidates in the future?
Be sure that any analysis and insight is shared with
departmental decision-makers and is part of the process
of initiating future searches.
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APPENDIX 1: SAMPLE SEARCH COMMITTEE CHARGE

MEMORANDUM

TO:

FROM: [Dean or Department Chair]
RE: Search for

DATE:

| am inviting you to become a member of the advisory committee to search for [describe the
position] in the department/school/college of .

The advisory committee is charged with finding and recruiting the very best candidate to fill this
position. It is an important task, since we have high expectations about what this new faculty
colleague could bring to the position and our community. [Insert here the preliminary position
description and the job requirements, e.g. “We are seeking an assistant professor in the field of X
with particular expertise in the areas of Yand Z."]

[If appropriate use this paragraph to describe any additional goals of the search, e.g., acquire
expertise in an emerging field, increase opportunities for interdisciplinary collaboration, shore up
an area recently weakened by attrition.]

has agreed to chair the search committee, with

and

providing committee support.

The University is committed to creating an environment that is welcoming, inclusive and
supportive for all members of our community. As a search committee member, you will play a
critical role in ensuring that the search reflects these values. Please familiarize yourself with the
attached search manual, which clearly explains how to meet the University's equal opportunity
and affirmative action obligations by conducting a fair, open and equitable search. [Mention any
additional materials that have been compiled for the committee, for example, timeline or reference
material.]

| am asking that the advisory committee complete its search by ,at which
time | will ask for [specify the expected outcome, for example an unranked list of three to four
candidates that the committee recommends for the position]. | will then meet with the committee
to hear your views on the strengths and weaknesses of the final candidates.

| appreciate your willingness to provide this important service to [our department/school].

cc:  Search Chair
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APPENDIX 2: ACTIVE RECRUITING RESOURCES

Be aware that most fields also have resources—listservs,
email groups, etc.—that can help you identify or reach
qualified women and minority candidates in particular. Either
seek these out on your own, or request assistance from
advancef@umich.edu in identifying them. Some fairly
broad listings are included here.

“Guidelines for Recruiting a Diverse Workforce." Penn State
University. Available online:

psu.edu/dept/aaoffice/pdf/guidelines.pdf

“Faculty Recruitment Toolkit.” (2001). University of
Washington. Available online:

engr.washington.edu/advance/resources/
FacultyRecruitmentToolkit_20080205.pdf

“Recruitment and Selection of Faculty and Academic
Professional and Administrative Employees Appendix A:
Recruiting a Diverse Qualified Pool of Applicants” University of
Minnesota.

policy.umn.edu/groups/hr/documents/appendix/
recruitfacpa_appa.pdf

“Best Practices in Recruiting and Retaining Under-
Represented U. S. Minority Faculty at the University of
Minnesota: A Handbook for institutional leaders and faculty
search committees:

diversity.umn.edu/idea/sites/diversity.umn.edu.
idea/files/BestPractices_2012.pdf

“Massachusetts Institute of Technology Faculty Search
Committee Handbook.” (2002).
web.mit.edu/faculty/reports/FacultySearch.pdf
“Search Committee Toolkit." University of California at Los
Angeles.
faculty.diversity.ucla.edu/search/searchtoolkit/
docs/SearchToolkit071008.pdf

“Faculty Search Committee Guidelines.” Case Western
Reserve University.

case.edu/president/aaction/Faculty%20Search%20
Guide.pdf

“Recruitment and Retention: Guidelines for Chairs." (updated
2007). Hunter College, CUNY.

hunter.cuny.edu/genderequity/equityMaterials/
Jan2007/recruitretain.107.pdf

“Leap Recruiting Faculty Brochure.” University of Colorado,
Boulder.

colorado.edu/facultyaffairs/leap/downloads/leap_
recruiting.pdf

The WISE Directories publishes free annual listings of women
and minority Ph.D. recipients in STEM fields, downloadable as
pdf documents.

www-s.cic.net/programs/
DirectoryOfWomenInScienceAndEngineering/
archive/ResourceList/WiseDir/main.asp

cic.net/Home/Students/DoctoralDirectory/
Introduction.aspx

The Minority and Women Doctoral Directory “is a registry
which maintains up-to-date information on employment
candidates who have recently received, or are soon to receive,
a Doctoral or Master's degree in their respective field from
one of approximately two hundred major research universities
in the United States. The current edition of the directory lists
approximately 4,500 Black, Hispanic, American Indian, Asian
American, and women graduate students in nearly 80 fields
in the sciences, engineering, the social sciences and the
humanities.” Directories are available for purchase:

mwdd.com

National Science Foundation Survey of Earned Doctorates
is published yearly. While it does not list individual doctorate
recipients, it is a good resource for determining how big the
pool of new women and minority scholars will be in various
fields.

nsf.gov/statistics/srvydoctorates

Ford Foundation Fellows is an on-line directory of minority
Ph.D.sin all fields, administered by the National Research
Council (NRC). The directory contains information on Ford
Foundation Postdoctoral fellowship recipients awarded since
1980 and Ford Foundation Predoctoral and Dissertation
fellowship recipients awarded since 1986. This database does
not include Ford Fellows whose fellowships were administered
by an institution or agency other than the NRC.
nrc58.nas.edu/FordFellowDirect/Main/Directory.
aspx

Mellon Minority Undergraduate Fellowship Program provides
an on-line list of minority Ph.D.s and their dissertation, book
and article titles in all fields.

mmuf.org (select Fellows Update from the menu bar on the
main page)
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The Faculty for The Future Project is administered by
WEPAN (The Women in Engineering Program and Advocates
Network), and offers a free forum for students to post
resumes and search for positions and for employers to post
positions and search for candidates. The website focuses on
linking women and underrepresented minority candidates
from engineering, science, and business with faculty and
research positions at universities.

engr.psu.edu/fff

IMDiversity.com is dedicated to providing career and
self-development information to all minorities, specifically
African Americans, Asian Americans, Hispanic Americans,
Native Americans and women. It maintains a large database
of available jobs, candidate resumes and information on
workplace diversity.

imdiversity.com

Nemnet is a national minority recruitment firm committed
to helping schools and organizations in the identification
and recruitment of minority candidates. Since 1994 it has
worked with over 200 schools, colleges and universities and
organizations. It posts academic jobs on its website and
gathers vitas from students and professionals of color.

nemnet.com

HBCU Connect.com Career Center is a job posting and
recruitment site specifically for students and alumni of
historically black colleges and universities.

jobs.hbcuconnect.com

Society of Women Engineers maintains an online career fair.

swe.org

Association for Women in Science maintains a job listings
page.
awis.org

American Indian Science & Engineering Society maintains a
job listings page (and a resume database available to Career
Fair exhibitors).

aises.org

American Indian Graduate Center hosts a professional
organization, fellowship and post-doctoral listings, and a
magazine in which job postings can be advertised.

aigcs.org

National Society of Black Engineers seeks increase the
number of minority students studying engineering at both the
undergraduate and graduate levels. It encourages members
to seek advanced degrees in engineering or related fields and
to obtain professional engineering registrations.

nsbe.org

Society of Hispanic Professional Engineers is a leading social-
technical organization whose primary function is to enhance
and achieve the potential of Hispanics in engineering, math
and science.

shpe.org

American Physical Society Education and Outreach
department maintains a roster of women and minorities

in physics. It contains the names and qualifications of over
3100 women and 900 minority physicists. The Roster serves
as the mailing list for The Gazette, the newsletter of the APS
Committee on the Status of Women in Physics (CSWP), and is
widely used by prospective employers to identify women and
minority physicists for job openings.
aps.org/programs/roster/index.cfm

Recruitment Sources page at Rutgers lists several resources
that can be helpful in recruiting women and minority
candidates.

uhr.rutgers.edu/ee/recruitmentsources.htm

Faculty Diversity Office page at Case Western Reserve
University provides links to many specific professional
organizations and diversity resources for faculty searches.

case.edu/president/aaction/diverse.html

The CIC Doctoral Directory is a listing of doctoral degree
recipients who are members of groups underrepresented in
higher education and who are alumni of the universities of
the Committee on Institutional Cooperation. The Directory
is designed to increase the visibility of doctoral alumni

who bring diverse perspectives and experiences to higher
education. The Directory will be promoted among hiring
committees at CIC member universities, and the searchable,
online database will be freely available to the public.

cic.net/Home/Students/DoctoralDirectory/
Introduction.aspx
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APPENDIX 3: READING LISTS

Aronson, J., Lustina, M. J., Good, C., Keough,
K., Steele, C. M., & Brown, J. (1999). When white
men can't do math: Necessary and sufficient factorsin
stereotype threat. Journal of Experimental Social Psychology,
35(1), 29-46.

Research on “stereotype threat” (Aronson, Quinn, &
Spencer, 1998; Steele, 1997; Steele &Aronson, 1995)
suggests that the social stigma of intellectual inferiority
borne by certain cultural minorities can undermine the
standardized test performance and school outcomes

of members of these groups. This research tested two
assumptions about the necessary conditions for stereotype
threat to impair intellectual test performance. First, we
tested the hypothesis that to interfere with performance,
stereotype threat requires neither a history of stigmatization
nor internalized feelings of intellectual inferiority, but

can arise and become disruptive as a result of situational
pressures alone. Two experiments tested this notion with
participants for whom no stereotype of low ability exists in
the domain we tested and who, in fact, were selected for
high ability in that domain (math-proficient white males).

In Study 1 we induced stereotype threat by invoking a
comparison with a minority group stereotyped to excel at
math (Asians). As predicted, these stereotype-threatened
white males performed worse on a difficult math test than a
nonstereotype-threatened control group. Study 2 replicated
this effect and further tested the assumption that those that
have been attributed to genetically rooted sex differences.

Babcock, L. & Laschever, S. (2003). Women don’t
ask: Negotiation and the gender divide. Princeton, New
Jersey: Princeton University Press.

Women don't ask shows women how to reframe

their interactions and more accurately evaluate their
opportunities. The book includes examining how to ask

for a desired outcome in ways that feel comfortable and
possible, taking into account the impact of asking on
relationships. It also discusses how to recognize the ways in
which our institutions, child-rearing practices, and unspoken
assumptions perpetuate inequalities—inequalities that

are not only fundamentally unfair but also inefficient and
economically unsound.

Berdahl, J. L., & Min, J.-A. (2012). Prescriptive
stereotypes and workplace consequences for East Asians
in North America. Cultural Diversity and Ethnic Minority
Psychology, 18(2), 141-152.

We pursue the idea that racial stereotypes are not only
descriptive, reflecting beliefs about how racial groups

1. What is the nature of the problem?—General analysis

actually differ, but are prescriptive as well, reflecting beliefs
about how racial groups should differ. Drawing on an
analysis of the historic and current status of East Asians

in North America, we study descriptive and prescriptive
stereotypes of East Asians along the dimensions of
competence, warmth, and dominance and examine
workplace consequences of violating these stereotypes.
Study 1 shows that East Asians are descriptively stereotyped
as more competent, less warm, and less dominant than
Whites. Study 2 shows that only the descriptive stereotype
of East Asians as less dominant than Whites is also a
prescriptive stereotype. Study 3 reveals that people dislike a
dominant East Asian coworker compared to a nondominant
East Asian or a dominant or a nondominant White coworker.
Study 4 shows that East Asians who are dominant or warm
are racially harassed at work more than nondominant East
Asians and than dominant and nondominant employees of
other racial identities. Implications for research and theory
are discussed.

Dovidio, J. F., & Gaertner, S. L. (1998). On
the nature of contemporary prejudice: The causes,
consequences, and challenges of aversive racism. In J.
Eberhardt & S.T. Fiske (Eds.), Confronting racism: The
problem and the response. Newbury Park: Sage.

This chapter examines one factor that contributes to the
current frustrations of black Americans: the operation of a
subtle form of racism among individuals that is less overt
but just as insidious as old-fashioned racism.

Ely, R. J., & Thomas, D., A. . (2001). Cultural
diversity at work: The effects of diversity perspectives on
work group processes and outcomes. Administrative Science
Quarterly, 46(2), 229-273.

This paper develops theory about the conditions under
which cultural diversity enhances or detracts from work
group functioning. From qualitative research in three
culturally diverse organizations, we identified three different
perspectives on workforce diversity: the integration-and-
learning perspective, the access-and-legitimacy perspective,
and the discrimination-and-fairness perspective. The
perspective on diversity a work group held influenced how
people expressed and managed tensions related to diversity,
whether those who had been traditionally underrepresented
in the organization felt respected and valued by their
colleagues, and how people interpreted the meaning of

their racial identity at work. These, in turn, had implications
for how well the work group and its members functioned.

All three perspectives on diversity had been successful in
motivating managers to diversify their staffs, but only the
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integration-and-learning perspective provided the rationale
and guidance needed to achieve sustained benefits from
diversity. By identifying the conditions that intervene
between the demographic composition of a work group and
its functioning, our research helps to explain mixed results
on the relationship between cultural diversity and work
group outcomes.

Fiske, S. T. (2002). What we know about bias and
intergroup conflict, the problem of the century. Current
Directions in Psychological Science, 11(4),123-128.

Discusses what psychologists, after years of study, now
know about intergroup bias and conflict. It is stated that
most people reveal unconscious, subtle biases, which

are relatively automatic, cool, indirect, ambiguous, and
ambivalent. Subtle biases underlie ordinary discrimination:
comfort with one’s own in-group, plus exclusion and
avoidance of out-groups. Such biases result from internal
conflict between cultural ideals and cultural biases. On the
other hand, a small minority of people, extremists, do harbor
blatant biases that are more conscious, hot, direct, and
unambiguous. Blatant biases underlie aggression, including
hate crimes. Such biases result from perceived intergroup
conflict over economics and values, in a world perceived to
be hierarchical and dangerous. Reduction of both subtle and
blatant bias results from education, economic opportunity,
and constructive intergroup contact. (PsycINFO Database
Record (c) 2005 APA, all rights reserved)

Fiske, S. T., Cuddy, A. J. C., Glick, P., & Xu,

J. (2002). Amodel of (often mixed) stereotype content:
Competence and warmth respectively follow from perceived
status and competition. Journal of Personality and Social
Psychology, 82(6), 878-902.

This article presents results of research proceeding from
the theoretical assumption that status is associated with
high ratings of competence, while competition is related to
low ratings of warmth. Included in the article are ratings of
various ethnic and gender groups as a function of ratings

of competence and warmth. These illustrate the average
content of the stereotypes held about these groups in terms
of the dimensions of competence and warmth, which are
often key elements of evaluation.

Kahneman, D. (2011). Thinking, fast and slow.
Macmillan, 2011.

Renowned psychologist and winner of the Nobel Prize in
Economics, Kahneman explains the two systems that drive
the way we think. System 1is fast, intuitive, and emotional;
System 2 is slower, more deliberative, and more logical.
The impact of overconfidence on corporate strategies, the
difficulties of predicting what will make us happy in the

future, the profound effect of cognitive biases on everything
from playing the stock market to planning our next
vacation—each of these can be understood only by knowing
how the two systems shape our judgments and decisions.

Katznelson, 1. (2006). When Affirmative Action Was
White. Poverty and Race Research Action Council 15(2).

This article proposes that many federal programs can be
best understood as “affirmative action for whites” both
because in some cases substantial numbers of other groups
were excluded from benefiting from them, or because the
primary beneficiaries were whites. It states the rationale for
contemporary affirmative action as “corrective action” for
these exclusionary policies and programs.

Klein, J. K., D. A. Harrison. (2007). On the
diversity of diversity: Tidy logic, messier realities. Academy
of Management Perspectives 21, 26-33.

This article briefly reviews the arguments presented in
Scott Page's article “Making the Difference: Applying

a Logic of Diversity” before plumbing the assumptions

that underlie his case. It challenges several of these
assumptions suggesting that the nature and effects of
diversity in organizations are more complex and less
predictable than he suggests. It then outlines an alternative
conceptualization of the nature and effects of diversity in
organizations, and concludes by proposing a set of practical
suggestions that may indeed allow organizations to realize
the benefits of diversity that Page calls for.

Merton, R. K. (1948). The Self-Fulfilling Prophecy.
Antioch Review, 8, 193-210.

The self-fulfilling prophecy is, in the beginning, a false
definition of the situation evoking a new behaviour which
makes the original false conception come true. This
specious validity of the self-fulfilling prophecy perpetuates
areign of error. For the prophet will cite the actual course of
events as proof that he was right from the very beginning.

Padilla, R. V., & Chavez, R. C. (1995).
Introduction The Leaning Ivory Tower: Latino Professors in
American Universities (pp. 1-16): State University of New
York Press.

This book includes 12 contributions from Latino and Latina
professors and academics with experience in universities
throughout the United States. The introduction provides an
overview.

Page, S. E. (2007). Making the difference: Applying a
logic of diversity. Academy of Management Perspectives 21,
6-20.

This article explains why corporate spending of billions of
dollars on diversity training, education, and outreach makes
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good business sense and why organizations with diverse
employees often perform best. This is done by describing
alogic of diversity that relies on simple frameworks. Within
these frameworks, it is demonstrated how collections of
individuals with diverse tools can outperform collections of
high “ability” individuals at problem solving and predictive
tasks. In problem solving, these benefits come not through
portfolio effects but from superadditivity: Combinations
of tools can be more powerful than the tools themselves.
In predictive tasks, diversity in predictive models reduces
collective error. Page shows that diversity matters just as
much as highly accurate models when making collective
predictions. This logic of diversity provides a foundation on
which to construct practices that leverage differences to
improve performance.

Rosette, A. S., G. J. Leonardelli, et al. (2008).
“The White standard: Racial bias in leader categorization.”
Journal of Applied Psychology 93(4): 758-776.

In 4 experiments, the authors investigated whether race is
perceived to be part of the business leader prototype and,
if so, whether it could explain differences in evaluations of
White and non-White leaders. The first 2 studies revealed
that “being White" is perceived to be an attribute of the
business leader prototype, where participants assumed
that business leaders more than nonleaders were White,
and this inference occurred regardless of base rates

about the organization’s racial composition (Study 1), the
racial composition of organizational roles, the business
industry, and the types of racial minority groups in the
organization (Study 2). The final 2 studies revealed that

a leader categorization explanation could best account

for differences in White and non-White leader evaluations,
where White targets were evaluated as more effective
leaders (Study 3) and as having more leadership potential
(Study 4), but only when the leader had recently been
given credit for organizational success, consistent with the
prediction that leader prototypes are more likely to be used
when they confirm and reinforce individualized information
about a leader’s performance. The results demonstrate

a connection between leader race and leadership
categorization.

Sackett, P. R., DuBois, C. L. Z., & Noe, A. W.
(1991). Tokenism in performance evaluation: the effects
of work group representation on male-female and white-
black differences in performance ratings. Journal of Applied
Psychology, 76(2), 263-267.

Male-female differences in performance ratings were
examined in 486 work groups across a wide variety

of jobs and organizations. As suggested by the sex
stereotyping literature, women received lower ratings when

the proportion of women in the group was small, even
after male-female cognitive ability, psychomotor ability,
education, and experience differences were controlled.
Replication of the analyses with racial differences (White-
Black) in 814 work groups demonstrated that group
composition had little effect on performance ratings. The
effects of group composition on stereotyping behaviors do
not appear to generalize to all minority contexts

Sagaria, M. A. D. (2002). An exploratory
model of filtering in administrative searches: Toward
counterhegemonic discourses. The Journal of Higher
Education, 73(6): 677-710.

This paper describes administrator search processes

at a predominantly white university in order to explore
whether searches may be a cause for the limited success in
diversifying administrative groups.

Shih, M., Pittinsky, T. L., & Ambady, N. (1999).
Stereotype susceptibility: Identity salience and shifts in
quantitative performance. Psychological science, 10(1),
80-83.

Recent studies have documented that performance ina
domain is hindered when individuals feel that a sociocultural
group to which they belong is negatively stereotyped in

that domain. We report that implicit activation of a social
identity can facilitate as well as impede performance on

a quantitative task. When a particular social identity was
made salient at an implicit level, performance was altered

in the direction predicted by the stereotype associated

with the identity. Common cultural stereotypes hold that
Asians have superior quantitative skills compared with other
ethnic groups and that women have inferior quantitative
skills compared with men. We found that Asian-American
women performed better on a mathematics test when their
ethnic identity was activated, but worse when their gender
identity was activated, compared with a control group who
had neither identity activated. Cross-cultural investigation
indicated that it was the stereotype, and not the identity per
se, that influenced performance.

Spencer, S. J., Steele, C. M., & Quinn, D.

M. (1999). Stereotype threat and women's math
performance. Journal of Experimental Social Psychology, 35,
4-28.

When women perform math, unlike men, they risk being
judged by the negative stereotype that women have weaker
math ability. We call this predicament stereotype threat and
hypothesize that the apprehension it causes may disrupt
women's math performance. In Study 1 we demonstrated
that the pattern observed in the literature that women
underperform on difficult (but not easy) math tests was
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observed among a highly selected sample of men and
women. In Study 2 we demonstrated that this difference

in performance could be eliminated when we lowered
stereotype threat by describing the test as not producing
gender differences. However, when the test was described
as producing gender differences and stereotype threat was
high, women performed substantially worse than equally
qualified men did. A third experiment replicated this finding
with a less highly selected population and explored the
mediation of the effect. The implication that stereotype
threat may underlie gender differences in advanced math
performance, even those that have been attributed to
genetically rooted sex differences, is discussed.

Steele, C. M., & Aronson, J. (1995). Stereotype
threat and the intellectual test performance of African
Americans. Journal of Personality & Social Psychology,
69(5), 797-811.

Stereotype threat is being at risk of confirming, as self-
characteristic, a negative stereotype about one’s group.
Studies 1 and 2 varied the stereotype vulnerability of Black
participants taking a difficult verbal test by varying whether

or not their performance was ostensibly diagnostic of ability,

and thus, whether or not they were at risk of fulfilling the
racial stereotype about their intellectual ability. Reflecting
the pressure of this vulnerability, Blacks underperformed

in relation to Whites in the ability-diagnostic condition

but not in the nondiagnostic condition (with Scholastic
Aptitude Tests controlled). Study 3 validated that ability-
diagnosticity cognitively activated the racial stereotype in
these participants and motivated them not to conformto it,
or to be judged by it. Study 4 showed that mere salience of
the stereotype could impair Blacks' performance even when
the test was not ability diagnostic. The role of stereotype
vulnerability in the standardized test performance of ability-
stigmatized groups is discussed.

Stone, J.,, Lynch, C. 1., Sjomeling, M., & Darley,
J. M. (1999). Stereotype threat effects on black and
white athletic performance. Journal of Personality and Social
Psychology, 77,1213-1227.

Two experiments showed that framing an athletic task as
diagnostic of negative racial stereotypes about Black or
White athletes can impede their performance in sports. In
Experiment 1, Black participants performed significantly
worse than did control participants when performance on a
golf task was framed as diagnostic of “sports intelligence.”
In comparison, White participants performed worse than
did control participants when the golf task was framed

as diagnostic of “natural athletic ability.” Experiment 2
observed the effect of stereotype threat on the athletic
performance of White participants for whom performance in

sports represented a significant measure of their self-worth.
The implications of the findings for the theory of stereotype
threat (C. M. Steele, 1997) and for participation in sports are
discussed.

Sy, T., L. M. Shore, et al. (2010). Leadership
perceptions as a function of race-occupation fit: The case
of Asian Americans. Journal of Applied Psychology 95(5):
902-919.

On the basis of the connectionist model of leadership, we
examined perceptions of leadership as a function of the
contextual factors of race (Asian American, Caucasian
American) and occupation (engineering, sales) in 3
experiments (1 student sample and 2 industry samples).
Race and occupation exhibited differential effects for within-
and between-race comparisons. With regard to within-race
comparisons, leadership perceptions of Asian Americans
were higher when race—occupation was a good fit (engineer
position) than when race—occupation was a poor fit (sales
position) for the two industry samples. With regard to
between-race comparisons, leadership perceptions of
Asian Americans were low relative to those of Caucasian
Americans. Additionally, when race—occupation was a good
fit for Asian Americans, such individuals were evaluated
higher on perceptions of technical competence than

were Caucasian Americans, whereas they were evaluated
lower when race—occupation was a poor fit. Furthermore,
our results demonstrated that race affects leadership
perceptions through the activation of prototypic leadership
attributes (i.e., implicit leadership theories). Implications
for the findings are discussed in terms of the connectionist
model of leadership and leadership opportunities for Asian
Americans.

Steele, C. (2010). Whistling Vivaldi: And other clues to
how stereotypes affect us (issues of our time). New York:
WW Norton & Company.

Through dramatic personal stories, Claude Steele shares
the experiments and studies that show, again and again,
that exposing subjects to stereotypes—merely reminding
a group of female math majors about to take a math test,
for example, that women are considered naturally inferior
to men at math—impairs their performance in the area
affected by the stereotype. Steele’s conclusions shed new
light on a host of American social phenomena, from the
racial and gender gaps in standardized test scores to the
belief in the superior athletic prowess of black men. Steele
explicates the dilemmas that arise in every American'’s life
around issues of identity, from the white student whose
grades drop steadily in his African American Studies class
to the female engineering students deciding whether or not
to attend predominantly male professional conferences.
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Whistling Vivaldi offers insight into how we form our senses
of identity and ultimately lays out a plan for mitigating

the negative effects of “stereotype threat” and reshaping
American identities.

Steele, C. (1997). Athreat in the air: How stereotypes
shape the intellectual identities and performance of women
and African-Americans. American Psychologist, 52, 613-629.

This paper reviews empirical data to show that negative
stereotypes about academic abilities of women and African
Americans can hamper their achievement on standardized
tests. A'stereotype threat'is a situational threat in which
members of these groups can fear being judged or treated
stereotypically; for those who identify with the domain

to which the stereotype is relevant, this predicament can
be self-threatening and impair academic performance.
Practices and policies that can reduce stereotype threats
are discussed.

Temm, T. B. (2008). If you meet the expectations of
women, you exceed the expectations of men: How Volvo
designed a car for women customers and made world
headlines. In L. Schiebinger (Ed.), Gendered Innovation
in Science and Engineering (pp. 131-149). Stanford, CA:
Stanford University Press.

This article describes how a concept car designed by women
was rated highly by men.

Valian, V. (1998). Chapter 1: Gender schemas at work;
Chapter 7: Evaluating women and men. Why So Slow? The
Advancement of Women. Cambridge, Mass.: MIT Press.

This book attempts to uncover the invisible barriers that
prevent women from achieving the same professional

success as men. Valian's arguments are based on statistical
laboratory and field studies and center around gender
schemas - our implicit hypotheses about sex differences.
Though gender schemas are not entirely inaccurate, Valian
argues that schemas alter our ability to evaluate men and
women without bias. In general, the schema of a woman is
incompatible with the schema of a successful professional.
The consequence is that professional women are often
underrated, while their male counterparts are overrated.
Because of these imbalances, however slight, women
accumulate advantage at a slower rate than men.

Tutorials for Change: Gender Schemas and
Science Careers (Valian, V. Hunter College of
the City University of New York).

http://www.hunter.cuny.edu/gendertutorial/
tutorials.htm

This Web link provides four tutorials, designed as slides with
voice-over narration. The narration will start automatically
with each slide. You may stop the narration by clicking on
“stop narration”.

Yoder, J. (2002). “2001 Division 35 Presidential Address:

Context Matters: Understanding Tokenism Processes and
Their Impact on Women's Work.” Psychology of Women
Quarterly, 26.

Research on tokenism processes is reviewed and coalesces
around gender constructs. Reducing negative tokenism
outcomes, most notably unfavorable social atmosphere and
disrupted colleagueship, can be done effectively only by
taking gender status and stereotyping into consideration.
These findings have applied implications for women's full
inclusion in male-dominated occupations.

1a. What does the problem look like in science?

Carrell, S. E., Page, M. E., & West, J. E. (2009).
Sex and science: How professor gender perpetuates the
gender gap (No. w14959). National Bureau of Economic
Research.

Why aren't there more women in science? Female college
students are currently 37 percent less likely than males

to obtain a bachelor’s degree in science, technology,
engineering, and math (STEM), and comprise only 25
percent of the STEM workforce. This paper begins to shed
light on this issue by exploiting a unique dataset of college
students who have been randomly assigned to professors
over a wide variety of mandatory standardized courses.
We focus on the role of professor gender. Our results
suggest that while professor gender has little impact on
male students, it has a powerful effect on female students’
performance in math and science classes, their likelihood of

taking future math and science courses, and their likelihood
of graduating with a STEM degree. The estimates are largest
for female students with very strong math skills, who are
arguably the students who are most suited to careers in
science. Indeed, the gender gap in course grades and STEM

majors is eradicated when high performing female students’

introductory math and science classes are taught by female
professors. In contrast, the gender of humanities professors
has only minimal impact on student outcomes. We believe
that these results are indicative of important environmental
influences at work.

Casadevall, A., & Handelsman, J. (2014). The
Presence of Female Conveners Correlates with a Higher

Proportion of Female Speakers at Scientific Symposia. mBio,

5(1).
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We investigated the hypothesis that the gender of conveners
at scientific meetings influenced the gender distribution of
invited speakers. Analysis of 460 symposia involving 1,845
speakers in two large meetings sponsored by the American
Society for Microbiology revealed that having at least one
woman member of the convening team correlated with a
significantly higher proportion of invited female speakers
and reduced the likelihood of an all-male symposium
roster. Our results suggest that inclusion of more women as
conveners may increase the proportion of women among
invited speakers at scientific meetings.

Etzkowitz, H., C. Kemelgor, and B. Uzzi.
(2000). “The ‘Kula Ring’ of scientific success.” Athena
unbound: The advancement of women in science and
technology. Cambridge: Cambridge University Press.

This chapter and book explore the ways in which the lack
of critical mass for women in science disadvantages them
when it comes to the kinds of networking that promotes
collaboration and general flow of information needed to
foster the best possible research.

Gannon, F,, Quirk, S., & Guest, S. (2001). Are
women treated fairly in the EMBO postdoctoral fellowship
scheme? European Molecular Biology Organization Reports
2,8,655-657.

This article presents the findings from an analysis of the
European Molecular Biology Organization Long Term
Fellowship granting scheme in order to determine if gender
bias exists in the program. When the success rate is
calculated for the spring and autumn session for the years
1996-2001, the female applicants were, on average, 20%
less successful than the males.

Georgi, Howard. (2000). “Is There an Unconscious
Discrimination Against Women in Science?” APS News
Online. College Park, Maryland: American Physical Society.

This is an examination of the ways in which norms about
what good scientists should be like are not neutral but
masculine and work to disadvantage women.

Ginther, D. K., Schaffer, W. T., Schnell, J.,
Masimore, B., Liu, F., Haak, L. L., & Kington, R.
(2011). Race, ethnicity, and NIH research awards. Science
333:1015-1019.

We investigated the association between a U.S. National
Institutes of Health (NIH) RO1 applicant's self-identified
race or ethnicity and the probability of receiving an award
by using data from the NIH IMPAC Il grant database, the
Thomson Reuters Web of Science, and other sources.
Although proposals with strong priority scores were equally
likely to be funded regardless of race, we find that Asians
are 4 percentage points and black or African-American

applicants are 13 percentage points less likely to receive

NIH investigator-initiated research funding compared with
whites. After controlling for the applicant’s educational
background, country of origin, training, previous research
awards, publication record, and employer characteristics, we
find that black applicants remain 10 percentage points less
likely than whites to be awarded NIH research funding. Our
results suggest some leverage points for policy intervention.

Hale, G. B. and T. Regev (2011). Gender ratios at
top PhD programs in economics, Federal Reserve Bank of
San Francisco. 2011-19.

Analyzing university faculty and graduate student data for
the top-ten U.S. economics departments between 1987

and 2007, we find that there are persistent differences in
gender composition for both faculty and graduate students
across institutions and that the share of female faculty

and the share of women in the entering PhD class are
positively correlated. We find, using instrumental variables
analysis, robust evidence that this correlation is driven by
the causal effect of the female faculty share on the gender
composition of the entering PhD class. This result provides
an explanation for persistent underrepresentation of women
in economics, as well as for persistent segregation of women
across academic fields.

Hopkins, N., Bailyn, L., Gibson, L., &
Hammonds, E. (2002). The Status of Women Faculty
at MIT: Overview of Reports from the Schools of Architecture
and Planning; Engineering; Humanities, Arts, and Social
Sciences; and the Sloan School of Management. The MIT
Faculty Newsletter, XIV(4).

The overview of MIT's more recent study of all of its schools.

Kulis, S., Chong, Y., & Shaw, H. (1999).
Discriminatory organizational contexts and black scientists
on postsecondary faculties. Review in Higher Education,
40(2),115-148.

This article examines the role of various kinds of institutional
discrimination in producing the underrepresentation of
black faculty.

Lincoln, A. E., S. Pincus, et al. (2012)."The
Matilda Effect in science: Awards and prizes in the US, 1990s
and 2000s." Social Studies of Science 42(2): 307-320.

Science is stratified, with an unequal distribution of
research facilities and rewards among scientists. Awards
and prizes, which are critical for shaping scientific career
trajectories, play a role in this stratification when they
differentially enhance the status of scientists who already
have large reputations: the ‘Matthew Effect’ Contrary to
the Mertonian norm of universalism — the expectation
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that the personal attributes of scientists do not affect
evaluations of their scientific claims and contributions—in
practice, a great deal of evidence suggests that the scientific
efforts and achievements of women do not receive the

same recognition as do those of men: the ‘Matilda Effect.
Awards in science, technology, engineering and medical
(STEM) fields are not immune to these biases. We outline
the research on gender bias in evaluations of research and
analyze data from 13 STEM disciplinary societies. While
women's receipt of professional awards and prizes has
increased in the past two decades, men continue to win

a higher proportion of awards for scholarly research than
expected based on their representation in the nomination
pool. The results support the powerful twin influences of
implicit bias and committee chairs as contributing factors.
The analysis sheds light on the relationship of external social
factors to women's science careers and helps to explain why
women are severely underrepresented as winners of science
awards. The ghettoization of women's accomplishments into
a category of ‘women-only’ awards also is discussed.

Long, J. Scott, ed. (2001). Executive Summary. From
Scarcity to Visibility: Gender Differences in the Careers of
Doctoral Scientists and Engineers (pp.1-8). Washington,
D.C.: National Academy Press.

This excerpt provides an overview of differences in the
science careers of men and women.

Massachusetts Institute of Technology. (1999).
A Study on the Status of Women Faculty in Science at MIT.
The MIT Faculty Newsletter, XI(4).

This is the original MIT report that has spurred so many
other studies

Merton, R. K. (1968). The Matthew effect in science.
Science, 159(3810), 56-63.

This account of the Matthew effect is another small
exercise in the psychosociological analysis of the workings
of science as a social institution. The initial problem is
transformed by a shift in theoretical perspective. As
originally identified, the Matthew effect was construed in
terms of enhancement of the position of already eminent
scientists who are given disproportionate credit in cases
of collaboration or of independent multiple discoveries. Its
significance was thus confined to its implications for the
reward system of science. By shifting the angle of vision,
we note other possible kinds of consequences, this time
for the communication system of science. The Matthew
effect may serve to heighten the visibility of contributions
to science by scientists of acknowledged standing and to
reduce the visibility of contributions by authors who are less
well known. We examine the psychosocial conditions and

mechanisms underlying this effect and find a correlation
between the redundancy function of multiple discoveries
and the focalizing function of eminent men of science-a
function which is reinforced by the great value these men
place upon finding basic problems and by their self-
assurance. This self-assurance, which is partly inherent,
partly the result of experiences and associations in creative
scientific environments, and partly a result of later social
validation of their position, encourages them to search out
risky but important problems and to highlight the results of
their inquiry. A macrosocial version of the Matthew principle
is apparently involved in those processes of social selection
that currently lead to the concentration of scientific
resources and talent (50).

Mervis, J. (2005). A Glass Ceiling for Asian Scientists?
Science, 310, 606-607.

This article documents the low rate of Asian and Asian
American scientists at higher and leadership levels even in
fields where they are relatively numerous at lower ranks.

Moss-Racusin, C. A., J. F. Dovidio, et al. (2012).

Science faculty's subtle gender biases favor male students.
Proceedings of the National Academy of Sciences.

Despite efforts to recruit and retain more women, a

stark gender disparity persists within academic science.
Abundant research has demonstrated gender bias in

many demographic groups, but has yet to experimentally
investigate whether science faculty exhibit a bias against
female students that could contribute to the gender
disparity in academic science. In a randomized double-blind
study (n =127), science faculty from research-intensive
universities rated the application materials of a student—
who was randomly assigned either a male or female name—
for a laboratory manager position. Faculty participants
rated the male applicant as significantly more competent
and hireable than the (identical) female applicant. These
participants also selected a higher starting salary and
offered more career mentoring to the male applicant. The
gender of the faculty participants did not affect responses,
such that female and male faculty were equally likely to
exhibit bias against the female student. Mediation analyses
indicated that the female student was less likely to be

hired because she was viewed as less competent. We

also assessed faculty participants’ preexisting subtle bias
against women using a standard instrument and found that
preexisting subtle bias against women played a moderating
role, such that subtle bias against women was associated
with less support for the female student, but was unrelated
to reactions to the male student. These results suggest that
interventions addressing faculty gender bias might advance
the goal of increasing the participation of women in science.
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Nelson, D. J., & Rogers, D. C. (2003). A national
analysis of diversity in science and engineering faculties at
research universities, from http://www.now.org/issues/
diverse/diversity%5Freport.pdf, 1-36.

This report looks at the representation of women and
minorities in the ‘top 50’ departments of science and
engineering disciplines in research universities, as ranked
by the National Science Foundation according to research
funds expended. The report is based on survey data
obtained from these departments and covers the years
1993 to 2002. The analysis examines degree attainment
(BS and PhD) and representation on the faculty in the
corresponding disciplines. The data demonstrate that while
the representation of women attaining a PhD in science and
engineering has significantly increased in this period, the
corresponding faculties remain overwhelmingly dominated
by white men.

Wenneras, C. & Wold, A. (1997). Nepotism and
sexism in peer-review. Nature, 387, 341-343.

This study assessed gender differences in ratings
applications of postdoctoral fellowships from the Swedish
Medical Research Council, as well as predictors of those
ratings. Overall, female applicants were rated lower than
male applicants, and therefore the rate of awards to females
was lower than that to males. Using objective criteria of
scientific productivity, the researchers found that in fact
female applicants had to be 2.5 times more productive
than their male counterparts in order to receive the same
“competence” ratings from reviewers. Parallel findings were
reported for U.S. funding agencies in 21994 GAO report on
Peer Review: Reforms Needed to Ensure Fairness in Federal
Agency Grant Selection. Related issues have been raised

in the recent (2004) GAO report Gender Issues: Women's
Participation in the Sciences has Increased, But Agencies
Need to Do More to Ensure Compliance with Title IX.

2. How does evaluation bias actually operate?

Bertrand, M., & Mullainathan, S. (2003). Are
Emily and Greg More Employable than Lakisha and Jamal? A
Field Experiment on Labor Market Discrimination. American
Economic Review, 94(1), 991-1013.

Empirical study demonstrating impact of implicit
discrimination by race, and not attributable to class.

Bertrand, M., Chugh, D., & Mullainathan, D.
(2005). Implicit discrimination. American Economic
Review, 95(2), 94-98.

Reflective discussion of how and where implicit
discrimination operates. Includes useful review of the
literature, and fairly extended discussion of research
needed.

Biernat, M. & Kobrynowicz, D. (1997). Gender-
and race-based standards of competence: Lower minimum
standards but higher ability standards for devalued groups.
Journal of Personality and Social Psychology, 72 (3),
544-557.

Stereotypes may influence judgment via assimilation, such
that individual group members are evaluated consistently
with stereotypes, or via contrast, such that targets are
displaced from the overall group expectation. Two models

of judgment—the shifting standards model and status
characteristics theory—provide some insight into predicting
and interpreting these apparently contradictory effects.

In two studies involving a simulated applicant-evaluation
setting, we predicted and found that participants set

lower minimum-competency standards, but higher ability

standards, for female than for male and for Black than for
White applicants. Thus, although it may be easier for low-
than high-status group members to meet (low) standards,
these same people must work harder to prove that their
performance is ability-based.

Caffrey, M. (1997, May 12). Blind auditions help
women. Princeton Weekly Bulletin. Based on Goldin, C. &
Rouse, C. (2000). Orchestrating impartiality: The impact of
“blind" auditions on female musicians. American Economic
Review, 90, 715-741.

A change in the audition procedures of symphony
orchestras—adoption of “blind” auditions with a “screen” to
conceal the candidate’s identity from the jury—provides a
test for gender bias in hiring and advancement. Using data
from actual auditions for 8 orchestras over the period when
screens were introduced, the authors found that auditions
with screens substantially increased the probability that
women were advanced (within the orchestra) and that
women were hired. These results parallel those found in
many studies of the impact of blind review of journal article
submissions.

Cole, J. R., & Singer, B. (1991). Atheory of limited
differences: Explaining the productivity puzzle in science.
InH. Zuckerman, J.R. Cole, and J. T. Bruer, (Eds.), The outer
circle: Women in the scientific community. (277-310). New
York: W. W. Norton and Company.

This chapter proposes “a theory of limited differences”
where even if the life events to which people are exposed
have small short-term effects, over the life course these
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events have large cumulative effects. The authors suggest
that the small disparities at every stage of a woman
scientist’s career combine to create a subtle yet virtually
unassailable barrier to success.

Gopnik, A. (2011). What John Tierney Gets

Wrong About Women Scientists. Slate. Retrieved from
http://www.slate.com/articles/double_x/
doublex/2011/02/what_john_tierney_gets_wrong_

about_women_scientists.html

Heilman, M. E. (1980). The impact of situational
factors on personnel decisions concerning women: varying
the sex composition of the applicant pool. Organizational
Behavior and Human Performance, 26, 386-395.

One hundred male and female MBA students evaluated
awoman applicant for a managerial position when the
proportion of women in the applicant pool was varied.
Results indicated that personnel decisions of both males
and females were significantly more unfavorable when
women represented 25% or less of the total pool. Additional
findings suggest that this effect was mediated by the
degree to which sex stereotypes predominated in forming
impressions of applicants. The results were interpreted

as supportive of the thesis that situational factors can
function to reduce the adverse effects of sex stereotypesin
employment settings.

Heilman, M. E., Wallen, A. S., Fuchs, D., &
Tamkins, M. M. (2004). Penalties for Success:
Reactions to Women Who Succeed at Male Gender-Typed
Tasks. Journal of Applied Psychology, 89(3), 416-427.

This study investigated reactions of subjects to a woman’s
success in a male gender-typed job. The results showed that
when women were acknowledged to have been successful,
they were less liked and more personally derogated

than equivalently successful men. The data also showed
that being disliked can affect career outcome, both for
performance evaluation and reward allocation.

Latu, I. M., Mast, M. S., Lammers, J., &
Bombari, D. (2013). Successful female leaders
empower women's behavior in leadership tasks. Journal of
experimental social psychology, 49(3), 444-448.

Women are less likely than men to be associated with
leadership, and the awareness of this stereotype may
undermine women's performance in leadership tasks.

One way to circumvent this stereotype threat is to expose
women to highly successful female role models. Although
such exposures are known to decrease women's leadership
aspirations and self-evaluations, it is currently unknown
what the effects of role models are on actual behavior during
a challenging leadership task. We investigated whether

highly successful female role models empower women's
behavior in a leadership task. In a virtual reality environment,
149 male and female students gave a public speech, while
being subtly exposed to either a picture of Hillary Clinton,
Angela Merkel, Bill Clinton, or no picture. We recorded the
length of speeches as an objective measure of empowered
behavior in a stressful leadership task. Perceived speech
quality was also coded by independent raters. Women spoke
less than men when a Bill Clinton picture or no picture was
presented. This gender difference disappeared when a
picture of Hillary Clinton or Angela Merkel was presented,
with women showing a significant increase when exposed
to a female role model compared to a male role model or

no role models. Longer speaking times also translated into
higher perceived speech quality for female participants.
Empowered behavior also mediated the effects of female
role models on women's self-evaluated performance. In
sum, subtle exposures to highly successful female leaders
inspired women's behavior and self-evaluations in stressful
leadership tasks.

Martell, R. F. (1996). What Mediates Gender Bias in
Work Behavior Ratings? Sex Roles 35(3/4): 153-169.

Shows that more effective work behaviors are
retrospectively attributed to a fictitious male police officer
than a fictitious female one—even though they are rated
equivalently at first. Evidence in the study shows that this
results from overvaluing male officers’ performance rather
than from derogating females.

Mickelson, R. A. and M. L. Oliver (1991).
Making the short list: black faculty candidates and the
recruitment process. The Racial Crisis in American Higher
Education. C. Kerr, State University of New York Press.

This is an examination of issues involved in recruitment
of racial minorities to faculty positions, especially issues
associated with the prestige of training institutions.

Nosek, B.A., Banaji, M.R., & Greenwald, A.G.
(2002). Harvesting implicit group attitudes and beliefs
from a demonstration website. Group Dynamics: Theory,
Research and Practice, 6,101-115.

This article demonstrates widely shared schemas,
particularly “implicit” or unconscious ones, about race, age
and gender.

Porter, N., & Geis, F. L. (1981). Women and
nonverbal leadership cues: When seeing is not believing. In
C.Mayo & N. Henley (Eds.), Gender and nonverbal behavior
(pp. 39-61). New York: Springer Verlag.

When study participants were asked to identify the leader of
the group, they reliably picked the person sitting at the head
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of the table whether the group was all-male, all-female, or
mixed-sex with a male occupying the head; however, when
the pictured group was mixed-sex and a woman was at the
head of the table, both male and female observers chose a
male sitting on the side of the table as the leader half of the
time.

Shaw, A. and D. Stanton (2012). Leaks in the
pipeline: separating demographic inertia from ongoing
gender differences in academia. Proceedings of the Royal
Society B: Biological Sciences 279(1743): 3736-3741.

Identification of the causes underlying the
underrepresentation of women and minorities in academia
is a source of ongoing concern and controversy. This is

a critical issue in ensuring the openness and diversity of
academia; yet differences in personal experiences and
interpretations have mired it in controversy. We construct
a simple model of the academic career that can be used
to identify general trends, and separate the demographic
effects of historical differences from ongoing biological or
cultural gender differences. We apply the model to data on
academics collected by the National Science Foundation
(USA) over the past three decades, across all of science
and engineering, and within six disciplines (agricultural
and biological sciences, engineering, mathematics and
computer sciences, physical sciences, psychology, and
social sciences). We show that the hiring and retention

of women in academia have been affected by both
demographic inertia and gender differences, but that the
relative influence of gender differences appears to be
dwindling for most disciplines and career transitions. Our
model enables us to identify the two key non-structural
bottlenecks restricting female participation in academia:
choice of undergraduate major and application to faculty
positions. These transitions are those in greatest need of
detailed study and policy development.

Sommers, S. (2006). On Racial Diversity and Group
Decision Making: Identifying Multiple Effects of Racial
Composition on Jury Deliberations. Journal of Personality
and Social Psychology 90 (4), 597-612.

This research examines the multiple effects of racial
diversity on group decision making. Participants deliberated
on the trial of a Black defendant as members of racially
homogeneous or heterogeneous mock juries. Half of the
groups were exposed to pretrial jury selection questions
about racism and half were not. Deliberation analyses
supported the prediction that diverse groups would
exchange a wider range of information than all-White groups.
This finding was not wholly attributable to the performance

of Black participants, as Whites cited more case facts,

made fewer errors, and were more amenable to discussion
of racism when in diverse versus all-White groups. Even
before discussion, Whites in diverse groups were more
lenient toward the Black defendant, demonstrating that the
effects of diversity do not occur solely through information
exchange. The influence of jury selection questions extended
previous findings that blatant racial issues at trial increase
leniency toward a Black defendant.

Steinpreis, R.E., Anders, K.A. & Ritzke, D.
(1999). The impact of gender on the review of the
curricula vitae of job applicants and tenure candidates: A
national empirical study. Sex Roles, 41,7/8,509-528.

The authors of this study submitted the same c.v. for
consideration by academic psychologists, sometimes with
aman’s name at the top, sometimes with a woman'’s. In one
comparison, applicants for an entry-level faculty position
were evaluated. Both men and women were more likely

to hire the “male” candidate than the “female” candidate,
and rated his qualifications as higher, despite identical
credentials. In contrast, men and women were equally
likely to recommend tenure for the “male” and “female”
candidates (and rated their qualifications equally), though
there were signs that they were more tentative in their
conclusions about the (identical) “female” candidates for
tenure.

Thompson, M., & Sekaquaptewa, D. (2002).
When being different is detrimental: Solo status and the
performance of women and racial minorities. Analyses of
Social Issues and Public Policy (ASAP), 2(1),183-203.

This article spells out how the absence of “critical mass”
can lead to negative performance outcomes for women and
minorities. It addresses the impact on both the actor and
the perceiver (evaluator).

Trix, F. & Psenka, C. (2003). Exploring the color
of glass: letters of recommendation for female and male
medical faculty. Discourse & Society 14(2): 191-220.

This study compares over 300 letters of recommendation
for successful candidates for medical school faculty
positions. Letters written for female applicants differed
systematically from those written for male applicants in
terms of length, in the percentages lacking basic features,
in the percentages with “doubt raising” language, and in the
frequency of mention of status terms. In addition, the most
common possessive phrases for female and male applicants
(“her teaching” and “his research”) reinforce gender
schemas that emphasize women's roles as teachers and
students and men'’s as researchers and professionals.
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3. Strategies for reducing the impact of bias on judgments

Bauer, C.C. & Baltes, B.B. (2002). Reducing the
effects of gender stereotypes on performance evaluations.
Sex Roles, 9/10, 465-476.

This study is one of many showing (1) that people vary

in the degree to which they hold certain stereotypes and
schemas; (2) that having those schemas influences their
evaluations of other people; and (3) that it is possible

to reduce the impact of commonly held stereotypes or
schemas by relatively simple means. In this study college
students with particularly negative stereotypes about
women as college professors were more likely to rate
accounts of specific incidents of college classroom teaching
behavior negatively, if they were described as performed

by a female. In the second phase of the study students'’
reliance on their stereotypes was successfully reduced

by providing them with time and instructions to recall the
specific teaching behaviors of the instructors in detail. Thus,
focusing attention on specific evidence of an individual's
performance eliminated the previously demonstrated effect
of gender schemas on performance ratings.

Bensimon, E.M., Ward, K., & Sanders, K.
(2000). Creating mentoring relationships and fostering
collegiality. 113-137. Bolton, MA: Anker Publishing.

This section describes the department chairs’role in
developing new faculty into teachers and scholars.

Chesler, M. A. (1996). Protecting the investment:
Understanding and responding to resistance. The Diversity
Factor 4(3), 2-10.

This article discusses common barriers to successful
implementation of diversity-related cultural change efforts,
including both those that are intentional and unintentional.
It also outlines strategies for addressing or dealing with
these various forms of resistance.

Dovidio, J. F., & Gaertner, S. L. (2000).
Aversive racism and selection decisions: 1989 and 1999.
Psychological Science, 11(4), 315-319.

Investigated differences over a 10-year period in Whites’
self-reported racial prejudice and their bias in selection

decisions involving Black and White candidates for
employment in a sample of 194 undergraduates. The
authors examined the hypothesis, derived from the
aversive-racism framework, that although overt expressions
of prejudice may decline significantly across time, subtle
manifestations of bias may persist. Consistent with this
hypothesis, self-reported prejudice was lower in 1998-1999
than it was in 1988-1989, and at both time periods, White
participants did not discriminate against Black relative to
White candidates when the candidates’ qualifications were
clearly strong or weak, but they did discriminate when the
appropriate decision was more ambiguous. Theoretical and
practical implications are considered. (PsycINFO Database
Record (c) 2005 APA, all rights reserved)

Preston, A. E. (2004). Leaving science: Occupational
exit from scientific careers. New York: Russell Sage
Foundation.

Based on data from a large national survey of nearly 1,700
people who received university degrees in the natural
sciences or engineering and a subsequent in-depth follow-
up survey, this book provides a comprehensive portrait of
the career trajectories of men and women who have earned
science degrees, and addresses the growing number of
professionals leaving scientific careers. Preston presents

a gendered analysis of the six factors contributing to
occupational exit and the consequences of leaving science.

Smith, D. (2000). How to diversify the faculty. Academe,
86( 5). Washington, D.C.: AAUP.

This essay enumerates hiring strategies that may
disadvantage minority candidates or that might level the
playing field.

Turner, C.S.V. (2002). Diversifying the faculty: A
guidebook for search committees. Washington, D.C.: AACU.

Informed by the growing research literature on racial and
ethnic diversity in the faculty, this guidebook offers specific
recommendations to faculty search committees with the
primary goal of helping structure and execute successful
searches for faculty of color.

4. Dual career and work-family issues

Boushey, H. (2005). Are Women Opting Out?
Debunking the Myth. Center for Economic and Policy
Research. Washington, DC, Center for Economic and Policy
Research. Additional readings on opting out: Coontz, S.
(2007). Motherhood Stalls When Women Can't Work. The
Hartford Courant; Hirshman, L. (2007). Off to Work
She Should Go. The New York Times.

This analysis of the Current Population Survey's Outgoing
Rotation Group data, a Bureau of Labor Statistics nationally
representative survey, shows that the child penalty on

labor force participation for prime-age women, aged 25 to
44, averaged -14.4 percentage points over the period from
1984 to 2004. This means that labor force participation by
women in this age group with children at home averaged
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14.4 percentage points less than for women without children
at home. The penalty was 20.7 percentage points in 1984
and has fallen consistently over the last two decades, down
to 8.2 percentage points in 2004.

Correll, S., Benard, S., & Paik, 1. (2007). Getting
a Job: Is There a Motherhood Penalty? American Journal of
Sociology 112(5),1297-1338.

Survey research finds that mothers suffer a substantial
wage penalty, although the causal mechanism producing

it remains elusive. The authors employed a laboratory
experiment to evaluate the hypothesis that status-based
discrimination plays an important role and an audit study

of actual employers to assess its real-world implications. In
both studies, participants evaluated application materials
for a pair of same-gender equally qualified job candidates
who differed on parental status. The laboratory experiment
found that mothers were penalized on a host of measures,
including perceived competence and recommended starting
salary. Men were not penalized for, and sometimes benefited
from, being a parent. The audit study showed that actual
employers discriminate against mothers, but not against
fathers.

Goldin, C. (2006, March 15). Working It Out.

The New York Times. Retrieved from http://www.
nytimes.com/2006/03/15/opinion/15goldin.
html?sq=goldin%20working%20it%20out&st=
cse&adxnnl=1&scp=1&adxnnlx=1310671685-

3DcRuVJE6SpoA60yTulFNQ.

Op ed piece to counter the news and opinion articles that
women, especially graduates of top-tier universities and
professional schools, are “opting out” in record numbers and
choosing home and family over careers.

Kerber, L. K. (2005, March 18). We Must Make
the Academic Workplace More Humane and Equitable.

The Chronicle of Higher Education. Retrieved from http://
chronicle.com/article/We-Must-Make-the-

Academic/28101/.

Reflection by an academic historian both on the history
of the academic workplace, and the ways in which it is
currently an environment that is both inhumane and
particularly difficult for women faculty.

McNeil, L. E., & Sher, M. (1999). The dual-career-
couple problem. Physics Today, 52(7), 32-°37.

Women in science tend to have partners who are also
scientists. The same is not true for men. Thus many more
women confront the “two-body problem” when searching
for jobs. McNeil and Sher give a data overview for women
in physics and suggest remedies to help institutions place
dual-career couples.

Radcliffe Public Policy Center (2000). Life’s work:
Generational attitudes toward work and life integration.

Reports on the results of a national survey of Americans’
attitudes about work and family, economic security,
workplace technology, and career development. The
majority of young men report that a job schedule that allows
for family time is more important than money, power or
prestige.

Wolf-Wendel, L. E., Twombly, S. B., & Rice, S.
(2000). Dual-career couples: Keeping them together.
The Journal of Higher Education (Columbus, Ohio), 71(3),
291-321.

This article addresses academic couples who face finding
two positions that will permit both partners to live in the
same geographic region, to address their professional goals,
and to meet the day-to-day needs of running a household
which, in many cases, includes caring for children or elderly
parents.

5. Lesbian, Gay, Bisexual, and Transgendered Issues

Gay & Lesbian Alliance Against Defamation.
(May 2007). Glossary of Terms. GLAAD Media Reference
Guide (9th ed.). Retrieved from http://www.glaad.org/
reference/lgb

GLAAD's Media Reference Guide offers reporters the
language tools they can use to tell stories regarding the
lesbian, gay, bisexual and transgendered culture and
people in a way that brings out journalistic excellence, while
portraying the story participants with dignity, accuracy and
fairness.

Russ, T. L., Simonds, C. J., & Hunt, S. K.
(2002). Coming Out in the Classroom ... An Occupational

Hazard?: The Influence of Sexual Orientation on Teacher
Credibility and Perceived Student Learning. Communication
Education, 51(3), 14.

This study examined the influence of instructor sexual
orientation on perceptions of teacher credibility. The
purpose was to determine if college students perceive gay
teachers as less credible than straight teachers. In addition,
the researchers sought to explore the role of teacher
credibility in terms of perceived student learning. In order

to examine these variables, a male confederate presented a
lecture on cultural influences to 154 undergraduate students
enrolled in eight separate introductory communication
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classes. In each class, the confederate was careful to keep
his delivery and immediacy cues (e.g. vocal expressiveness,
movement, and eye contact) natural and consistent.

The confederate’s sexual orientation, however, was
systematically manipulated. Findings indicate that students
perceive a gay teacher as significantly less credible than

a straight teacher. This study also found that students of

a gay teacher perceive that they learn considerably less
than students of a straight teacher. To help explain the
complex reasons behind students’ biased evaluations, the
authors have included an in-depth qualitative analysis of
participants’ responses.

Tilesik, A. (2011). “Pride and Prejudice: Employment
Discrimination against Openly Gay Men in the United
States.” American Journal of Sociology 117(2): 586-626.

This article presents the first large-scale audit study

of discrimination against openly gay men in the United
States. Pairs of fictitious résumés were sent in response
t0 1,769 job postings in seven states. One résumé in each
pair was randomly assigned experience in a gay campus
organization, and the other résumé was assigned a
control organization. Two main findings have emerged.
First, in some but not all states, there was significant
discrimination against the fictitious applicants who
appeared to be gay. This geographic variation in the level
of discrimination appears to reflect regional differences in
attitudes and antidiscrimination laws. Second, employers
who emphasized the importance of stereotypically male
heterosexual traits were particularly likely to discriminate
against openly gay men. Beyond these particular findings,
this study advances the audit literature more generally by
covering multiple regions and by highlighting how audit
techniques may be used to identify stereotypes that affect
employment decisions in real labor markets.

Weichselbaumer, D. (2003). Sexual orientation
discrimination in hiring. Labour Economics, 10, 629-642.

Little research has been done to examine discrimination
against gays and lesbians in the labor market. Wage
regressions have documented lower incomes for gays

but repeatedly showed higher incomes for lesbians.

The results concerning lesbian women are striking but

can be reconciled with the existence of labor market
discrimination, however. Problems like sample selection
and unobserved heterogeneity—in particular, lesbians’
violation of stereotypical female gender roles—might be
responsible for their higher earnings. To investigate whether
discrimination against lesbians actually does exist, a labor
market experiment is conducted. Job applications of
candidates, who are equivalent in their human capital but
differ in their sexual orientation, are sent out in response to

job advertisements. Furthermore, to test whether increased
masculinity affects labor market outcomes, the applicants
differ in their perceived gender identity. While results show a
strong negative effect for lesbian orientation, gender identity
does not have a significant overall impact on hiring chances.

Winfeld, L. (2005). Meaningful education and policy
about gender identity Straight talk about gays in the
workplace: creating an inclusive, productive environment
for everyone in your organization (pp. 77-92). New York:
Harrington Park Press.

Straight Talk About Gays in the Workplace is filled with
stories and interviews of real people working at real
companies. These tales illustrate the frustrations of being
gay in an indifferent or hostile company and the energizing
effects of working for an inclusive one. The book shows

how to create a harassment-free, inclusive workplace that
recognizes the rights and answers the concerns of all
employees; design and deliver sexual-orientation education
for all employees; develop an AIDS/HIV educational program
that can save lives; and implement domestic partner
benefits programs (with detailed information on costs, tax
issues, how to overcome objections, and why these benefits
are so important to gay employees).

Yoshino, Kenji. (2006, January 15). The pressure

to cover. The New York Times. Retrieved from http://
www.nytimes.com/2006/01/15/magazine/15gays.
html?_r=1&scp=1&sq=pressure%20t0%20

cover&st=cse&oref=slogin

In this article Yoshino discusses the underlying
discriminatory practice of forcing minorities to assimilate
into the mainstream culture by covering mutable cultural
traits. A wide range of minorities is explored to illustrate how
prone to injustice the American melting pot can be when
faced with diversity.
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