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The Coronavirus Recession is a “She-cession”
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“We should go ahead and call this a ‘shecession.™

— C. Nicole Mason, president and chief executive of the Institute for
Women's Policy Research
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Today's Agenda

1. Why We Need Advocates & Allies

2. Learning about Gender Bias in Academia
3. Discovering What Works

4. Best Practices for Organizing A&A
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Advocates & Allies

Goal: Transform the climate of
Ohio State through men’s direct
engagement in equity work

How:

Allies —men or male-identified people who participate in a
facilitated session to become active proponents of equity

Advocates — men or male-identified colleagues who facilitate the
workshops for participants (allies), build ally networks, and
advocate for inclusive practices in their areas of influence across
the university
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Outcome: Build a
network of supportive
allies; Improve
recruitment, retention,
promotion and
sustainability of women
and underrepresented
groups
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Why we need
Advocates &
Allies
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Why We Need A&A

We envision a world with
diverse leadership. But in the
meantime, men remain the
majority of academic and
corporate leaders. To leverage
institutional change from the
top, we need men involved In
the work of valuing and
pursuing gender equity.
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How we all win

) | )

Studies have argued the g -
business case for diversity: We gain multiple
“The most diverse perspectives that enhance
companies are now more Innovation when women
likely than ever to and everyone can thrive at
outperform less diverse work.
peers on profitability.” y y

https://www.mckinsey.com/featured-insights/diversity-and-inclusion/diversity-wins-how-inclusion-matters# |
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The Women'’s Place works to
create an equitable
environment for women and
underrepresented faculty and

staff. We focus on four areas:
» Influencing policy change
» Culture change
 Leadership development

* Reporting the status of

women

The Women’s Place

LT



ADVOCATES oL
ALLIES

The Women'’s Place Offers Workshops,
Events, Grants and Scholarships

Annual Women'’s

Reception to recognize :
Ohig State Womgn’s President and Provost's| [l Advocates & Allies for

accomplishments and Council on Women Equity Workshops
contributions

Forward: Creating / - 2 Women of Color
Feminist Futures : ‘

Symposium t Y Writing Initiative

Critical Difference for
Women Re-entry Affinity Group Cohort-Based
Scholarships and Partnerships Across Leadership Programs

Professional Ohio State for Faculty and Staff

Development Grants

The Women’s Place




ADVOCATES oL
ALLIES

Learning about
Gender Bias
In Academia
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Learning Outcomes for Ally Facilitations

After this discussion, you will be able to...

|dentify characteristics of male privilege
Describe examples of implicit bias

Recognize how intersectional identities impact
what colleagues experience in academia

Discover obstacles to equity for female colleagues

Model behaviors an ally should adopt to increase
equity

The Women’s Place

LT



ADVOCATES oL
ALLIES -

Approaches for Facilitating Sessions

Encourage mindful presence and minimize
distractions

Create a “brave space” through the male-only
environment

Offer opportunities for discussion, beginning
with a check-in question to level set

Analyze hypothetical scenarios to practice
situational responses

Share examples and data from our university

Utilize Zoom chat function and breakout
rooms

The Women’s Place
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Science faculty are susceptible to implicit bias: an example.

e An experiment was conducted with 127 biology, chemistry and
physics faculty at three private and three public U.S. research
universities.

e Each was sent a resume for an undergrad interested in going to
grad school and applying for a job as a technician.

e Faculty were asked to rate the candidates for competence and
hireability, to suggest a starting salary, and to indicate how
likely they would be to mentor the student.

e Half were named John and half Jennifer. The materials were

otherwise identical.

Adapted from J. M. Herbers, “Status of Women in Physics 2016”, Colloquium, Department of Physics, The Ohio State
University, August 30, 2016. See also Moss-Racusin, Dovidio, Brescoll, Graham, & Handelsman (2012). PNAS 109(41),

The Women’s Place
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Both male and female faculty exhibited similar bias
against the female candidate.

5 - Male Faculty/Male Student
. Female Faculty/Male Student
4.5 | - Male Faculty/Female Student
N Female Faculty/Female Student
4 —_
3.5
3 ]
2.5 -

Competence Hireability Mentoring
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Gender Bias Implicates All of Us

Regardless of their own gender,
many people serving as references
tend to describe women in biased
ways in letters of recommendation.

Check yourself:
https://www.tomforth.co.uk/gender
bias/

- _ wAr_ ___ ___9_ mE_ __
InNE wWoInen s riace

LT
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Samples of experiences female colleagues have
had at Ohio State:

» Ireceived an email from someone requesting a meeting with one of my male
colleagues. The sender assumed I was my colleague's assistant.

» 1 am the first woman of color to lead my department. Instead of contacting
only me, people will reach out to me AND my white associate director. Most
frequently, white people in particular do this.

» A man in my unit continually speaks over me and disregards me; one time he
physically stepped in front of me to get closer to the person I was speaking
with, which put me out of view and out of the conversation.

» People at work make sexist and heteronormative comments about my private
life. I have been asked if I am seeking a husband, and I’ve been told that the
church 1s a great place to meet a man. I’'m gay.

The Women’s Place
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Acknowledge Your Privilege

The ultimate
privilege is not
having to think
about aspects of
your identity or
question how they
impact your
outcomes.

B. Proudman, M. Welp, J.A. Morris, White Men as Full Diversity Partnes, WMFDP,

LLC, Portland, OR (2005) p. 28 - 31 ;; i
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Everyday Gender Equity Practices for Allies

» Resist the tendency to defend
yourself by stating that you are
more progressive than most men e
when it comes to gender diversity |

» Talk to women about gender |
iIssues and believe what they say

»> Be the voice that interrupts demeaning or patronizing
behavior or comments

» Model your own behavior changes for others

2014-2015 Version 2.0 White Men as Full Diversity Partners ® p. 32

The Women’s Place
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Credit

@ THE OHIO STATE UNIVERSITY

Nominate

Promote
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Assessment Survey

Responses

« Control Group: 24 individuals from units that hosted at least one A&A
Facilitation, but that didn’t participate in the training.

« Treatment Group: 52 individuals that participated in at least one A&A
Facilitation hosted in their units.

» Units: 24 different offices and departments (at Ohio State)

 Timeframe: 2015 - 2020

The Women’s Place
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When did you most recently participate in an

Ally Facilitation?
2
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LESS THAN 2 BETWEEN 2 AND 6 BETWEEN 7 AND BETWEEN ONE MORE THAN TWO
MONTHS AGO MONTHS AGO 12 MONTHS AGO AND TWO YEARS YEARS AGO
AGO
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Frequency (very often) in which individuals (Treatment group) engaged

in the following behaviors before and after taking the A&A Facilitatiopn
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BEFORE A&A AFTER A&A

| actively addressed gender bias -or any other- in my workplace (e.g., by reporting sexual misconduct; interceding in favor of a

colleague)
M | spoke up in meetings on issues about gender inequity

I shared my commitment to gender equity with others in my unit (e.g., by engaging in conversations about gender bias; including

gender neutral language in syllabi, emails, official documentation)
m | worked to learn and share information on gender equity and implicit bias. (e.g., by participating in trainings/workshops; sharing

videos, posts or other material addressing gender bias)
m | took steps to better support work/ life balance (e.g., by not scheduling meetings that conflict with child care responsibilities)

I nominated women for important awards, prizes, or leadership positions.

The Women’s Place




ADVOCATES o

ALLIES

Frequency (very often) in which individuals engaged in the following
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TYPICALLY (C. GROUP) AFTER A&A (TR. GROUP)
| actively address gender bias -or any other- in my workplace (e.g., by reporting sexual misconduct; interceding in favor of a

colleague)
M | speak up in meetings on issues about gender inequity

I share my commitment to gender equity with others in my unit (e.g., by engaging in conversations about gender bias;

including gender neutral language in syllabi, emails, official documentation)
m | work to learn and share information on gender equity and implicit bias. (e.g., by participating in trainings/workshops;

sharing videos, posts or other material addressing gender bias)
m | take steps to better support work/ life balance (e.g., by not scheduling meetings that conflict with child care responsibilities)

I nominate women for important awards, prizes, or leadership positions.
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Extent to which individuals (Treatment group) agree with the
following statements about their units
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BEFORE A&A AFTER A&A

B My unit sustained meetings/trainings/workshops to address gender-bias during a typical semester
m My unit respected working schedules to achieve a better work/life balance during a typical semester (e.g., by not
scheduling meetings that conflicts with child-care responsibilities)
My unit nominated women for prizes, awards, or leadership positions during a typical semester/year
B My unit conducted reviews on gender bias (e.g., climate surveys) during a typical semester/year
My unit ensured diverse applicant pools in searches and hires during a typical semester/year
My unit allowed spaces or open discussions on issues about gender inequity during a typical semester
H My unit shared commitment to gender equity on official documentation, official website, emails or bulletin boards during

a typical semester ;
The Women’s Place
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Control Group

What other actions (if any), besides the ones you read above, have you taken to
identify, address, and/or avoid gender bias in your workplace?

» Treat and respect everyone exactly the same, regardless of gender/race. We are all
human beings first.

» | have taken steps to understand how my own behavior may be perceived and to
ensure that | act in ways that more consistently support colleagues. | have taken
part in larger political activity to contribute to societal changes that | believe
support gender equity.

» | would actively address gender inequity in conversations in my department if they
ever happened.

» | mentor female students and postdocs.

The Women’s Place
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Treatment Group

What other actions (if any), besides the ones you read above, have you taken to
identify, address, and/or avoid gender bias in your workplace since participating in the
Advocates & Allies program?

» Following our sessions, | shared personal key learnings in our large team meeting
that led to positive discussion and others sharing resources. It was well received!
My immediate team members are aware of my role as an advocate as well, and
both female direct reports have opened up about issues with more confidence
knowing | am part of this program.

» Developed a successful proposal for a DEI task force in our unit, acted as an
unofficial DEl advocate in any hiring committees | have served on, adopted and
promoted flex policy for/to my staff and unit

» | have pointed out women's contribution to shared work in public spaces.

The Women’s Place
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Best Practices for
Organizing
Advocates & Allies
Programs



Beginning Steps

Ground the effort in research on best
practices

Gain the active support of senior men.

Associate the program with a university office
or position that has funding and staffing

=1, . e e
'he Women’s Place
Catalyzing Change in Ohio State’s Culture & Policy




ADVOCATES

ALLIES

Needs Assessment

Begin by assessing concerns with gender

equity at your institution.

« Use anonymous surveys, focus groups, and
departmental or institutional culture surveys

» Collect disaggregated data on trends in hiring,
tenure, staff turnover, and leadership

The results should determine the program’s

content and influence future evaluation

The Women’s Place
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j THE OHIO STATE UNIVERSITY
-y

A&A Organization

Maintains logistical support and leadership through The Women’s Place

Guided by an Advisory Council of women university leaders

Promoted through a cross-university coalition of Advocates and colleges
supporting the program, including Medicine, Engineering, Social Work, and
Food, Agricultural and Environmental Sciences

The Women’s Place |

Catalyzing Change in Ohio State’s Culture & Policy
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Creating Momentum

A one-time facilitation may not transform

participants. How can you maintain momentum in

the program?

« Create a “second touch” experience for
participants in the months following

e Create communication streams to disseminate
new research and relevant media

* Foster communities of practice in which past
participants continue learning and build
accountability

The Women’s Place
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Retrospective Advice

Design communication
Create a thorough that clearly addresses Incorporate intersectional
assessment plan at the |ammmed Women's misconceptions | awareness in the
beginning or objections to the facilitation design
program’s design

Plan a “second touch” or
ongoing experience for
allies to renew their
commitment

Scaffold the program with Plan for continuity of
logistics when leadership

changes

other university DEI
programming

=1, . e e
'he Women’s Place
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THANK YOU!

womensplace.osu.edu

womensplace@osu.edu

Follow us @
WomensPlaceOSU

The Women’s Place
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