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It is pretty easy to feel a little (or 

very) overwhelmed on how to be an 

ally for gender equity. To help new 

allies get started, we recommend 

five simple steps:

1	� Attend an Advocate FORWARD 

Ally Workshop

2	� Take a few Implicit Association 

Tests, such as the Gender-

Career or Gender-Science IATs: 

https://implicit.harvard.edu/

implicit/takeatest.html

3	� Watch the 10-minute video 

“5 Ways Men Can Help End Sexism” 
https://www.youtube.com/watch?

v=o1ZctJat4pU

4	� Read the 14 Advocacy Tips at 

http://wied.asee.org/AdvTips.html

5	� Begin a Personal Action Plan and 

write down the first action you 

will take to promote gender equity
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Advocates and Allies are men committed 

to personal action in support of women 

and gender equity.  Advocates and 

Allies programs equip men with the 

knowledge, skills and strategies to 

effect positive personal, unit and 

organizational change. Advocates and 

Allies programs emphasize men working 

with other men while maintaining 

accountability to women. Allies are 

trained men who promote gender 

equity through an emphasis on personal 

and local action. Advocates are allies 

with an established record in support 

of gender equity who dedicate significant 

time and effort to the Advocates and 

Allies program. Like Allies, Advocates 

are committed to personal and local 

action, but they also lead Ally workshops, 

organize Advocates and Allies activities, 

and work with women colleagues to  

set Advocates and Allies priorities  

and strategies.

The Advocates and Allies concept was 

created by North Dakota State University 

as part of a 2008 NSF ADVANCE 

Institutional Transformation grant 

(HRD-0811239). Based on success  

of the Advocates and Allies program, 

NDSU helped establish Advocates and 

Allies programs at Lehigh University, 

Louisiana Tech University, the University 

of Maine and West Virginia University. In 

2015, NSF awarded NDSU and The Ohio 

State University, Rochester Institute of 

Technology, the University of North Texas 

and the University of Wyoming an 

ADVANCE PLAN-D grant (HRD-1500604) 

to refine, expand and systematically study 

the effectiveness of Advocates and 

Allies programs.

This material is based upon work supported by the National Science Foundation under Grant No HRD-1500604. 
Any opinions, findings, and conclusions or recommendations expressed in this material are those of the author(s) 
and do not necessarily reflect the views of the National Science Foundation.
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Quite simply, male privilege is the undue advantage that benefits men in male-dominated organizations 

and societies. In academia, male privilege examples include:

● 	�Never having to be the first male faculty

member or department chair in your

department.

● 	�Never having to be the first male full professor

in your department, or be an associate pro-

fessor who has to wonder: will this department 

ever promote a man to full professor?

● 	�Never having somebody raise the question:

was he hired because of his gender?

● 	�Never having somebody wonder: did his

gender give him an edge in that grant

competition?

● 	�Never having to wonder: would the department 

accept a man as a chair or head? Would the

college accept a man as the dean?

● 	�Always having role models or mentors of your

same gender in your department or college.

● 	�Seldom feeling out of place at departmental,

college or university meetings because of

your gender.

● 	�Never having to feel like you stand out in a

room full of men.

● 	�You can deviate from group ground rules,

expectations and “appropriate” group

behavior (e.g., sitting outside a circle,

coming late to a meeting, turning down a

committee assignment, etc.) and not have

it be attributed to your gender.

● 	�Feeling confident that your gender won’t be

used to determine whether or not you fit in

your department.

● 	�Knowing that you can go to a meeting with

an administrator and be fairly confident that

you will meet with someone of your same

gender.

● 	�Knowing that your evaluations for tenure

will be reviewed by faculty of your same

gender.

● 	�Being able to disagree with a colleague or

administrator or hold strong opinions and

not having to worry about being evaluated

negatively because you are breaking gender

role stereotypes.

● 	�Being able to address a family issue and not

have it reflect negatively on your reputation

or commitment to your career.

This material is based upon work supported by the National Science Foundation under Grant No. 1209115. 
Any opinions, findings, and conclusions or recommendations expressed in this material are those of the 
author(s) and do not necessarily reflect the views of the National Science Foundation.

advancewomen@rit.edu ● https://
nsfadvance.rit.edu/ ● Rochester, NY 14623-5604

This material is based upon work supported by the National Science Foundation under Grant No HRD-1500604. 
Any opinions, findings, and conclusions or recommendations expressed in this material are those of the author(s) 
and do not necessarily reflect the views of the National Science Foundation.
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STAND UP: Tell colleagues, especially other men, 

about your commitment to gender equity and your 

role as an ally. Have the courage to take corrective 

action when you notice gender inequities and bias. 

Men can more easily raise gender issues because 

they are less likely to be perceived as acting in their 

own self-interest.

LEARN AND SHARE: Read about gender bias and 

discrimination in academia (see References and 

Recommended Reading handout). Educate yourself 

about male privilege and advantage (see Recognizing 

Male Privilege handout). Share what you learn with 

your male colleagues to improve their awareness  

of gender issues.  

LISTEN ATTENTIVELY: Give women your full attention 

(eye contact, nod in agreement) when they are 

speaking to you. Make sure that women faculty 

members have equal space to speak in departmental 

meetings. Work hard not to interrupt women when 

they speak and encourage others to do the same.  

Men are more likely to interrupt women speakers 

than men speakers. If you notice that someone is 

being interrupted, redirect the conversation to the 

original speaker.

IMPROVE THE CLIMATE: Ask women faculty about 

their experience with departmental climate and 

listen to their responses. Then, take concrete steps 

to improve your departmental climate. Poor climate 

is a primary predictor of attrition among female 

(and male) faculty.

PROMOTE BALANCE: Support a healthy work/life 

balance. Do not schedule meetings early in the 

morning or late in the afternoon. Recognize that 

women often have disproportionate responsibilities 

for such things as child and elderly parent care.

BE INCLUSIVE: Actively include women faculty 

members in all departmental business. Invite female 

colleagues to informal gatherings (e.g., lunches, 

coffee, golf and other social activities) where 

work-related discussions are likely. Share information 

equally with female and male colleagues. Men often 

receive information key to success in academia 

through informal mechanisms. Conduct business in 

locations and at times available to all faculty. 

VALUE RESEARCH: Talk with women faculty about 

their research and attend their research presentations. 

Men are less likely to ask women faculty than men 

faculty about their research activities. Look for 

opportunities to collaborate in research with your 

female colleagues.  

This material is based upon work supported by the National Science Foundation under Grant No HRD-1500604.
Any opinions, findings, and conclusions or recommendations expressed in this material are those of the author(s) 
and do not necessarily reflect the views of the National Science Foundation.



RECOGNIZE EXCELLENCE: Nominate women for 

important awards, prizes and leadership positions. 

Promote the achievements and excellence of your 

female colleagues. 

RECRUIT AND RETAIN: Volunteer to serve on 

departmental and university committees (e.g. 

search committees, promotion and tenure evaluation, 

faculty senate, etc.) with the specific purpose  

of being an ally for gender equity. Seek ways 

to recruit and retain women.

________________________________________

________________________________________

________________________________________

________________________________________

________________________________________

________________________________________

________________________________________

________________________________________

________________________________________

LEAD: Hold faculty colleagues accountable and 

ensure that workload and resources are distributed 

equitably. Include diversity efforts as a component 

of appraisals. Insist on diverse applicant pools in 

faculty searches. Financially support diversity 

efforts such as invited lectures. Ensure that service 

obligations, large-section lecture classes and  

other time-consuming assignments are not given 

disproportionately to women.

This material is based upon work supported by the National Science Foundation under Grant No. 1209115. 
Any opinions, findings, and conclusions or recommendations expressed in this material are those of the 
author(s) and do not necessarily reflect the views of the National Science Foundation.

advancewomen@rit.edu ● https://
nsfadvance.rit.edu/ ● Rochester, NY 14623-5604

This material is based upon work supported by the National Science Foundation under Grant No HRD-1500604. 
Any opinions, findings, and conclusions or recommendations expressed in this material are those of the author(s) 
and do not necessarily reflect the views of the National Science Foundation.



R
E

F
E

R
E

N
C

E
S

 A
N

D
 R

E
C

O
M

M
E

N
D

E
D

 R
E

A
D

IN
G

	�Acker, J., “Gendered Organizations and  

Intersectionality: Problems and Possibilities,” 

Equality, Diversity, and Inclusion: An International 

Journal, Vol. 31, issue 3, pp. 214-224, 2012.

● 	�Anicha, C., Burnett, A., and Bilen-Green, C., “Men

Faculty Gender-Equity Advocates: A Qualitative

Analysis of Theory and Praxis,” Journal of Men’s

Studies, Vol. 23(1), pp. 21-43, 2015.

	�Ashcraft, C., DuBow, W., Eger, E., Blithe, S., and 

Sevier, B., “Male Advocates and Allies: Promoting 

Gender Diversity in Technology Workplaces,” 

National Center for Women & Information Technology’s 

Workforce Alliance, 2013.  Retrieved from http://www.

ncwit.org/resources/male-advocates-and-allies-pro-

moting-gender-diversity-technology-workplaces

	�Bajaj, V. (2013, December 12). Q&A with Carol S. 

Dweck. The New York Times. Retrieved from http://

nyti.ms/1C5HM2e

	�Barker G, Greene M. E., Goldstein-Siegel, E., et al., 

“What Men Have to Do With It: Public Policies to 

Promote Gender Equality,” The Men and Gender 

Equality Policy Project, Washington, D.C., International 

Center for Research on Women, 2010.

	�Bertrand, R. and Mullainathan, S., “Are Emily and 

Greg More Employable Than Lakisha and Jamal?   

A Field Experiment on Labor Market Discrimination,” 

The American Economic Review, Vol. 94, No. 4, pp. 

991-1013, 2004.

● 	�Bishop, A., “Becoming an Ally: Breaking the Cycle

of Oppression in People,” Fernwood, Halifax, Nova

Scotia, 2002.

	�Coates, J., Women, Men and Language: A Sociolinguistic 

Account of Gender Differences in Language, 3rd ed., 

Routledge, August 2004.

●●● 	� Corbett, C. and Hill, C., “Solving the Equation: The

Variables for Women’s Success in Engineering and 

Computing,” American Association of University 

Women (AAUW), March, 2015.

	�Crawford, M., Talking Difference: On Gender and 

Language, SAGE Publications Ltd., August 1995.

	�Davis, K. (2014, August 27). The one word men never 

see in their performance reviews. Fast Company. 

Retrieved from http://bit.ly/XSt685

● 	�Dovidio, J., “On the Nature of Contemporary Prejudice:

The Third Wave,” Journal of Social Issues, Vol. 57,

No. 4, pp. 829-849, 2001.

	�Eisen, J. (2014, July 21). Turning down an endowed 

lectureship because their gender ratio is too skewed 

towards males. Retrieved from http://bit.ly/1x1Serp

TOP PICKS � ●  Allyship  ●  Implicit Bias, Stereotypes, and Privilege  ●  Gender Inequity in Academia 

●  In-depth    Quick Read

This material is based upon work supported by the National Science Foundation under Grant No HRD-1500604.
Any opinions, findings, and conclusions or recommendations expressed in this material are those of the author(s) 
and do not necessarily reflect the views of the National Science Foundation..



	�Evans, J. (2014, August 23). Women in tech: It’s not 

just a pipeline problem. Retrieved from http://tcrn.

ch/1v8LKpJ

	�Feldthusen, B., “The Gender Wars: Where the Boys 

Are,” Canadian Journal of Women and the Law, 

4:66, 1990.

	�Fine, E. and Handelman, J., “Searching for Excel-

lence and Diversity: A Guide for Search Committee 

Chairs”, WISELI Search Book, http://wiseli.engr.wisc.

edu/docs/SearchBook.pdf, 2005.

	�Flaherty, C. (2015, Jan. 8).  Gendered Skepticism.  

Inside Higher Ed.  Retrieved from https://www.

insidehighered.com/news/2015/01/08/new-study-

finds-men-more-likely-doubt-evidence-gender-bias-

science-fields

	�Goldin, C. and Rouse, C., “Orchestrating Impartiality: 

The Impact of “Blind” Auditions on Female Musicians,” 

The American Economic Review 90, pp. 715-741, 2000.

	�Grant, A. and Sandberg, S. (2014, Dec. 6).  When 

Talking About Bias Backfires.  The New York Times.  

Retrieved from http://www.nytimes.com/ 

2014/12/07/opinion/sunday/adam-grant-and-sheryl-

sandberg-on-discrimination-at-work.html?_r=3

	�Green, R. (2014). Gender Equality in Engineering: 

Advocacy Tips. American Society of Engineering 

Education Women in Engineering Division (ASEE-

WIED). Retrieved from http://wied.asee.org/Ad-

vTips.html

	�Grose, J. (2014, March 5). Male executives don’t feel 

guilt, see work-life balance as a women’s problem. 

Slate. Retrieved from http://slate.me/1jRLOCx

	�Handley, I. M., Brown, E. R., Moss-Racusin, C. A., 

Smith, J. L. (2015, September 16).  Quality of Evidence 

Revealing Subtle Gender Biases in Science is in the 

Eye of the Beholder. PNAS Early Edition.  Retrieved 

from http://www.pnas.org/content/ear-

ly/2015/10/06/1510649112.full.pdf

● 	�Hekman, D., Foo, S., and Yang, M., “Does Diversity-

Valuing Behavior Result in Diminished Performance

Ratings for Nonwhite and Female Leaders?” Academy

of Management Journal, March 3, 2016.

	�Hill, C., Corbett, C, and Rose, A., “Why So Few?  

Women in Science Technology, Engineering, and 

Mathematics,” AAUW, 2010.  Retrieved from http://

www.aauw.org/research/why-so-few/

●●● 	� Hill, C., Miller, K., Benson, K., and Handley, G.,

“Barriers and Bias: The Status of Women In Leader-

ship,” American Association of University Women 

(AAUW), March 2016.

	�Hu, J. C. (2014, June 30). Old boys’ lab. Slate. 

Retrieved from http://slate.me/V7ugef

	�Jaschik, S. (2014, January 7). How to get women on 

panels. Inside Higher Ed. Retrieved from http://bit.

ly/KBu4PA

● 	�Johnson, A., The Gender Knot Revised Ed: Unraveling

Our Patriarchal Legacy, Temple University Press, 2005.

This material is based upon work supported by the National Science Foundation under Grant No HRD-1500604.
Any opinions, findings, and conclusions or recommendations expressed in this material are those of the author(s) 
and do not necessarily reflect the views of the National Science Foundation.



R
E

F
E

R
E

N
C

E
S

 A
N

D
 R

E
C

O
M

M
E

N
D

E
D

 R
E

A
D

IN
G

 (C
O

N
T

IN
U

E
D

)

	�klburke (2014, January 23). Unsettling stats about 

women in science. Retrieved from http://bit.ly/

1c83Yub

	�Kolb, D., Fletcher, J., Meyerson, D., Merrill-Sands,  

D., and Ely, R., “Making Change: A Framework for 

Promoting Gender Equity in Organizations,” CG 

Gender Lens, Vol. 3, Issue 2, October 1998.

	�Lincoln, A., Pincus, S., Koster, J., and Leboy, P., “The 

Matilda Effect in science: Awards and prizes in the 

US, 1990s and 2000s,” Social Studies of Science, 

Vol. 42, pp. 307-320, 2012.

	�MacNell, L. and Shipman, M. (2014, Dec. 9). Online 

Students Give Instructors Higher Marks If They Think 

Instructors Are Men. NC State News. Retrieved from 

http://news.ncsu.edu/2014/12/macnell-gender-2014/

	�Manjoo, F. (2014, Sept. 24). Exposing hidden bias at 

Google. The New York Times. Retrieved from http://

www.nytimes.com/2014/09/25/technology/expos-

ing-hidden-biases-at-google-to-improve-diversity.

html?_r=0

	�Miller, C. C. (2015, February 6).  Is the Professor 

Bossy or Brilliant?  Much Depends on Gender.  

Retrieved from http://www.nytimes.com/2015/02/07/

upshot/is-the-professor-bossy-or-brilliant-much-de-

pends-on-gender.html?_r=3&abt=0002&abg=1&referrer

● 	�Moody, J., Faculty Diversity: Removing the Barriers,

2nd ed., Routledge, December 21, 2011.

	�Mooney, C. (2014, December 1).  The Science of Why 

Cops Shoot Young Black Men.  Retrieved from 

http://www.motherjones.com/politics/2014/11/

science-of-racism-prejudice

	�Moss-Racusin, C., Dovidio, J., Brescoll, V., Graham, 

M., and Handelsman, J., “Science faculty’s subtle 

gender biases favor male students,” Proceedings  

of the National Academy of Sciences of the United 

States of America, PNAS Early Edition, http://www.

pnas.org/content/early/2012/09/14/1211286109.full.

pdf, 2012.

	�Patterson, M. (2013, June 20). How not to be a jerk 

to women in STEM. Toronto Standard. Retrieved 

from http://bit.ly/1sincuj

● 	�Piercy, F., Giddings, V., Allen, K., Dixon, B, Meszaros, P,

and Joest, K., “Improving Campus Climate to Support

Faculty Diversity and Retention: A Pilot Program for

New Faculty,” Innovative Higher Education, Vol. 30,

no. 1, pp. 53-66, 2005.

	�Plait, P. (2014, May 27).  Not all men: How discussing 

women’s issues gets derailed.  Slate.  Retrieved from 

http://slate.me/1opDjDA

● 	�Prime, J. and Moss-Racusin C. A., “Engaging Men

in Gender Initiatives: What Change Agents Need

to Know,” Catalyst, New York, NY, 2009.

TOP PICKS � ●  Allyship  ●  Implicit Bias, Stereotypes, and Privilege  ●  Gender Inequity in Academia 

●  In-depth    Quick Read

This material is based upon work supported by the National Science Foundation under Grant No HRD-1500604.
Any opinions, findings, and conclusions or recommendations expressed in this material are those of the author(s) 
and do not necessarily reflect the views of the National Science Foundation.



	�Prime, J., Foust-Cummings, H., Salib, E., and 

Moss-Racusin, C., “Calling All White Men: Can Training 

Help Create Inclusive Workplaces?” Catalyst, New York, 

NY, 2012.

	�Prime, J., Moss-Racusin, C., and Foust-Cummings, 

H., “Engaging Men in Gender Initiatives: Stacking the 

Deck for Success,” Catalyst, New York, NY, 2009.

● 	�Rudman, L. and Glick, P., “Prescriptive Gender

Stereotypes and Backlash Toward Agentic Women,”

Journal of Social Issues, Vol. 57, No. 4, pp. 743-762,

2001.

● 	�Schmader, T., Whitehead, J., and Wysocki, V.,

“A Linguistic Comparison of Letters of Recommendation

for Male and Female Chemistry and Biochemistry

Job Applicants,” Sex Roles, Vol. 57, Nos. 7/8, pp.

509–514, 2007.

	�Silverman, R. E. (2015, Sept. 30).  Gender Bias at 

Work Turns Up in Feedback.  The Wall Street 

Journal.  Retrieved from http://www.wsj.com/

articles/gender-bias-at-work-turns-up-in-feed-

back-1443600759

	�Spender, D., Man Made Language, 2nd ed., Harpercollins, 

April 1990.

● 	�Sprague, J. and Massoni, K., “Student Evaluations

and Gendered Expectations: What We Can’t Count

Can Hurt Us,” Sex Roles, Vol. 53, Nox. 11/12, pp.

779-793, 2005.

● 	�Steinpreis, R., Anders, K., and Ritzke, D., “The

Impact of Gender on the Review of the Curricula

Vitae of Job Applicants and Tenure Candidates:

A National Empirical Study,” Sex Roles, Vol. 41,

Nos. 7/8, pp. 509-528, 1999.

	�STEMinist: Voices of women in science, tech, engineer-

ing, and math. Retrieved from http://steminist.com

	�Trix, F. and Psenka, C., “Exploring the Color of Glass: 

Letters of Recommendation for Female and Male 

Medical Faculty,” Discourse & Society, 14(2), pp. 

191-220, 2003.

	�Urry, M. (2005, February 5). Diminished by  

discrimination we scarcely see. The Washington 

Post. Retrieved from http://wapo.st/1fsVGx9

	�Utt, J. (2013, November 8). So you call yourself an 

ally: 10 things all “allies” need to know. Retrieved 

from http://bit.ly/SbrCSU

	�Valian, V., Why So Slow?  The Advancement of 

Women, the MIT Press, 1999.

	�Wenneras, C. and Wold, A., “Nepotism and Sexism 

in Peer-Review,” Nature, 387, pp. 341-343, 1997.

	�Wylie, A., “The Contexts of Activism on “Climate” 

Issues,” ch. 2 of Breaking Anonymity: The Chilly 

Climate for Women Faculty, Wilfrid Laurier University 

Press, Canada, 1995.

This material is based upon work supported by the National Science Foundation under Grant No HRD-1500604.
Any opinions, findings, and conclusions or recommendations expressed in this material are those of the author(s) 
and do not necessarily reflect the views of the National Science Foundation.

Materials were developed by North Dakota State University’s 
ADVOCATE                                 project.




