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Establish Ground Rules for the Committee

* Meeting conduct. How will you treat each other? Good rules of thumb: Be
present, respectful, listen actively, do not interrupt, establish mechanisms for
ensuring that all voices are heard.

« Decision-making: How will your committee make decisions? Consensus?
Maijority vote?

« Attendance: Ideally, all members will attend all search committee meetings
and activities. What happens when that is not possible? What is a quorum?
How will members be informed about decisions that are made in their
absence?

« Conflict of interest: How will the committee define a COI? How will COls
be handled?

« Confidentiality: Search committee members must commit to the
confidentiality expectations of the search. Candidate identities are not
discussed outside committee meetings until interview list is approved. Honor
the confidentiality request of candidates in perpetuity.

« Accountability: How will the committee hold itself accountable to adhering
to ground rules?
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Do broader searches result in better diversity
outcomes?

e Recruiting Diverse and Excellent New Faculty

https://www.insidehighered.com/advice/2018/07/19/
advice-deans-department-heads-and-search-
committees-recruiting-diverse-faculty

Broad job descriptions yield a more diverse applicant pool

Provide cues of belonging in job description (avoid
gendered language)

e Recommendations from MSU Department of
Physics and Astronomy (attachment)



https://www.insidehighered.com/advice/2018/07/19/advice-deans-department-heads-and-search-committees-recruiting-diverse-faculty

|dentifying diverse applicants® SR

Databases

- Awardees of the Hannah Gray Award from HHMI

- Awardees of the NIH Blueprint Diversity Specialized Predoctoral to
Postdoctoral Advancement

- Awardees of the Ford Postdoctoral Fellowship

- Awardees of the Burroughs Wellcome Fund Postdoctoral
Enrichment Program

- Minoritypostdoc.org

- Diversify Microbiology

- Diversify EEB (Ecologist and Evolutionary Biologists)

- Diversify Immunology

- Diversify Chemistry

Groups and communities that commonly self-identify on social media
#BLACKandSTEM
#LatinxandSTEM
#diversityinSTEM
*A Beginner’s Guide to Minority Professor Hires, Michael Johnson PhD, Dept Immunology, Univ
Arizona
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https://www.hhmi.org/programs/hanna-h-gray-fellows-program
https://neuroscienceblueprint.nih.gov/training/nih-blueprint-d-span-award-f99k00
https://sites.nationalacademies.org/PGA/FordFellowships/PGA_171940
https://www.bwfund.org/grant-programs/diversity-science/postdoctoral-enrichment-program
https://www.minoritypostdoc.org/view/news.html#virus
https://www.minoritypostdoc.org/
https://diversifymicrobiology.github.io/
https://diversifyeeb.com/
https://diversifyimmunology.github.io/
https://diversifychemistry.com/
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Implicit bias in evaluating applications UNTVERSITY

Science faculty’s subtle gender biases favor
male students

Corinne A. Moss-Racusin®®, John F. Dovidio®, Victoria L. Brescoll, Mark J. Graham®¢, and Jo Handelsman®"

2Department of Molecular, Cellular and Developmental Biology, "Department of Psychology, “School of Management, and “Department of Psychiatry,
Yale University, New Haven, CT 06520

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 signiti-|
cantly 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’ preexist-
ing subtle bias against women using a standard instrument and
found that preexisting subtle bias against women played a moder-
ating 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 interven- www.pnas.org/content/109/41/16474.full.pdf+html
tions addressing faculty gender bias might advance the goal of
increasing the participation of women in science. October 9, 2012 vol. 109 no. 41
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http://www.pnas.org/content/109/41/16474.full.pdf+html
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Implicit bias in evaluating applications UNTYERSITY

Sex Roles
https:fdolong/10.1007/s11199-019-0105 24w

ORIGINAL ARTICLE [ @

Cheack for
updates

How Gender and Race Stereotypes Impact the Advancement
of Scholars in STEM: Professors’ Biased Evaluations of Physics
and Biology Post-Doctoral Candidates

Asia A. Eaton + Jessica F. Saunders® - Ryan K. Jacobson' - Keon West®

) Springer Scence+Business Media, LLC, part of Springer Nature 2019

Abstract

The current study exammes how intersecting stereotypes about gender and race influence faculty perceptions of post-doctoral
candidates in STEM ﬁcldk; m the United States. Usmg a fully-crossed, betweemn-subjects expermental design, biology and
ph} SICS pmimwn fﬂ = 1,'| imm L‘If__'].'.lt Iatgr: Puhllf. U.5. research universities were asked to ttad one (Ji L‘If:h[ identical

em for mmpcu:nr_i: hreability, and hkealihlity. The candidate’s name on the CV was used to mamipulate rmace (Asian, Black,
mx, and White) and gender (female or male), with all other aspects of the CV held constant across condiions. Faculty in
hysics exhibited a gender bias favonng the male candidates as more competent and more hirable than the othersise identical
emale candidates. Further, phyaes faculty rated Asian and White candidates as more competent and hiable than Black and
mx candidates, while those m biology rated Asian candidates as more competent and hirable than Black candidates, and as
we hireable than Latink candidates. An interaction between candidate gender and race emerged tor those m physics, wherehy
lack women and Latinx women and men candidates were rated the lowest in hin:ahilig' ccmman:d to all others. Women were
rated more hikeable than men candidates across depariments. Our resulis highlhight how understanding the underrepresentation of
women and racial minontes in STEM requires exammmg both racial and gender biases as well as how they intersect.

http://www.insidehighered.com/news/2019/06/07/new-study-finds-discrimination-against-women-and-racial-minorities-hiring-
sciences?utm source=Inside+Higher+Ed&utm campaigh=6e0383fb58-
WNU COPY 01&utm medium=email&utm term=0 1fcbc04421-6e0383fb58-236212077&mc cid=6e0383fb58&mc eid=2f6a357dc2
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http://www.insidehighered.com/news/2019/06/07/new-study-finds-discrimination-against-women-and-racial-minorities-hiring-sciences?utm_source=Inside+Higher+Ed&utm_campaign=6e0383fb58-WNU_COPY_01&utm_medium=email&utm_term=0_1fcbc04421-6e0383fb58-236212077&mc_cid=6e0383fb58&mc_eid=2f6a357dc2
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Implicit bias in letters of recommendation UNTVERSITY

https://www.insidehighered.com/news/2016/10/06/study-suggests-langquage-recommendation-
Ietter-erterS-Use-maV-d|Sadvantaqe-W0men INSIDE F;‘l:tblisll/';ed onlln§édilH;]ghe;Ed |
( Ips://www.Insidenighere .com)

Home > Study finds recommendation letters inadvertently signal doubt about female applicants

more than they do for men

Hedges/faint praise

Irrelevant info Study finds recommendation letters

inadvertently signal doubt about female
applicants more than they do for men

Submitted by Colleen Flaherty on June 19, 2018 - 3:00am

https://www.ncbi.nlm.nih.qgov/pmc/articles/PMC2572075/

Sex Roles. 2007 ; 57(7-8): 509-514. doi:10.1007/s11199-007-9291-4.

A Linguistic Comparison of Letters of Recommendation for Male

and Female Chemistry and Biochemistry Job Applicants

S Standout: superb, exceptional,

Department of Psychology, University of Arizona, Tucson, AZ 85721, USA, e-mail: 1
schmader@u.arizona.edu eXt rao rd ina I’y

Jessica Whitehead, and Ability: genius, clever, creative, analytical

Department of Psychology, University of Arizona, Tucson, AZ 85721, USA

Vicki H. Wysocki Grindstone: conscientious, hardworking,

Department of Chemistry, University of Arizona, Tucson, AZ 85721, USA .
reliable

Abstract

Letters of recommendation are central to the hiring process. However, gender stereotypes could bias
how recommenders describe female compared to male applicants. In the current study, text analysis
software was used to examine 886 letters of recommendation written on behalf of 235 male and 42
female applicants for either a chemistry or biochemistry faculty position at a large U.S. research
university. Results revealed more similarities than differences in letters written for male and female
[Candidates. TTOwever, recommenders used significantly more standout adjectives (o describe mare. |
as compared to female candidates. Letters containing more standout words also included more ability

words and fewer Erindslonc words. Research is needed to chlorc how differences in language use

affect perceivers” evaluations of female candidates.
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https://www.insidehighered.com/news/2016/10/06/study-suggests-language-recommendation-letter-writers-use-may-disadvantage-women
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC2572075/
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Strategies for limiting bias UNTVERSITY

* Avoid making job description too narrow

Research on . « Broadly advertise (targeting institutions, listservs and
Bias anfl Assuhptigns organizations that traditionally serve women and
minorities in the STEM disciplines)

* Develop evaluation criteria prior to evaluating
candidates and apply them consistently to all applicants
at all stages

« Have at least two committee members evaluate
each application portfolio

+ Allow sufficient time to fairly and thoughtfully evaluate
each applicant

, | « Evaluate each candidate’s entire application; don'’t
|”Mm”m "“"mm I depend too heavily on only one element such as the
”m\\ l ! letters of recommendation, or the prestige of the
}'.l:f.ﬁ \\\\\\\ degree-granting institution or postdoctoral program.
“ |Il| ||I1:I] \I I
University of Wisconsin Madison

https://wiseli.wiscweb.wisc.edu/wp-content/uploads/sites/662/2018/10/BiasBrochure 3rdEd.pdf
P ==

Be able to defend every decision for eliminating
or advancing a candidate



https://wiseli.wiscweb.wisc.edu/wp-content/uploads/sites/662/2018/10/BiasBrochure_3rdEd.pdf
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Recruiting and Maintaining a Diverse Workforce el

W Oshkosh is committed to building an inclusive and supportive institutional environment and is actively

tying quity, diversi every level of - One of the most ction@uwosh.edu
daunting challenges is designing and implementing effective recruitment strategies for attracting and @ Monday.-Friday 7:45 a.m.4:30 p.m.
engaging with prosp: p of diversity.
® Report Discrimination or
Inclusive Position Descriptions Harassment

Search Committee Composition | ® Report Title IX Incident

| ips for Successfully Recruiting Diverse Candidates |
| Screening, Unconscious Bias, & More |
| Bringing Candidates onto Campus |

Five Inclusive Hiring Principles

We always seek to strive to have a Ensure fair and Evaluate candidates Lead with the values
hire the most candidate pool that equitable hiring with core of equality and
qualified candidate reflects our diverse processes and ies and inclusion i
for the job. campus community. procedures. university values, interview
not culture fit. experience.

Equal Opportunity, Equity & Affirmative Action

Securing equity and fairmess at UW Oshkosh.

ACCREDITED

HIGHER
LEARNING
COMMISSION

Verify Status Here

310CT 201

https://uwosh.edu/equity/recruit/


https://uwosh.edu/equity/recruit/

The interview stage

Lawful Pre-Employment Unlawful Pre-Employment
Inquiries Inquiries

Age

Religion or Creed

Race or Color

Marital/Parental Status

Sex

Disability

Are you 18 years or older?
(only for the purpose of
determining whether applicant
is of legal age for employment)

How old are you?
What is your date of birth?

Inquiry into an applicant’s religious
denomination, affiliations, etc.

Complexion or color of skin.

Information regarding marital status or

children. Are you single or married? Do .IFEATURE
you have any children? Is your spouse »
employed? What is your spouse's —Hfﬂ?dmﬂﬂeﬂ'g'}fm
name? ol b '

By Rajendrani Mukhopadiszy

Do you have any relatives
employed by this employer?

idatcs. But some questions are of Flimits.

Mr., Miss or Mrs. or an inquiry regarding
sex. Inquiry as to the ability to
reproduce or advocacy of any form of
birth control.

Can you perform the essential Inquiries regarding an individual’s

duties of the job in which you physical or mental condition which are
wish to be employed, with or not directly related to the requirements
without accommodation? of a specific job and

http://www.asbmb.org/asbmbtoday/20160
8/LoadedQuestions/



http://www.asbmb.org/asbmbtoday/201608/LoadedQuestions/

Self-reflection

Periodically evaluate your judgments, determine whether qualified women and
underrepresented minorities are in your pool, consider whether evaluation biases
and assumption are influencing your decisions

 Are women and minority candidates subject to different expectations or standards in
order to be considered as qualified as majority men?

 Are candidates from institutions other than the major research universities that have
trained most of our faculty being under-valued?

* Have the accomplishments, ideas, and findings of women or minority candidates been
under-valued or unfairly attributed to a research director or collaborators despite
contrary evidence in publications or letters of reference?

e |sthe ability of women or minorities to run a research group, raise funds, and
supervise students and staff of different gender or ethnicity being underestimated?

* Are assumptions about possible family responsibilities and their effect on a candidate’s
career path negatively influencing evaluation of a candidate’s merit, despite evidence
of productivity?

* Are negative assumptions about whether women or minority candidates will “fit in” to
the existing environment influencing evaluation?




MICHIGAN STATE

Core elements of best search practices e

Job description

- Write a broad job description
* Avoid gendered language
- Decide on the required and desired qualifications of ideal job
candidate

- What materials should be submitted with application?

« Recommend asking applicants to address their experience with and
commitment to DEI within research and teaching statements

« Ask for names and contact information for references (request letters
after evaluation)

Search narrative

- Include committee members, decision making model, COI
policy, advertising strategy, screening stages, unit process
after search committee recommendation




Write a position description that is not gender-
coded

 http://gender-decoder.katmatfield.com/

* Without realizing it, we all use language that is subtly ‘gender-coded’. Society has
certain expectations of what men and women are like, and how they differ, and this
seeps into the language we use. Think about “bossy” and “feisty”: we almost never use
these words to describe men.

* This linguistic gender-coding shows up in job adverts as well, and research has shown
that it puts women off applying for jobs that are advertised with masculine-coded
language.

* This site is a quick way to check whether a job advert has the kind of subtle linguistic
gender-coding that has this discouraging effect.

e This tool uses the original list of gender-coded words from the research paper written
by Danielle Gaucher, Justin Friesen, and Aaron C. Kay: Evidence That Gendered
Wording in Job Advertisements Exists and Sustains Gender Inequality (Journal of
Personality and Social Psychology, July 2011, Vol 101(1), p109-28).



http://gender-decoder.katmatfield.com/
http://gender-decoder.katmatfield.com/static/documents/Gaucher-Friesen-Kay-JPSP-Gendered-Wording-in-Job-ads.pdf

MICHIGAN STATE

Core elements of best search practices e

Evaluation criteria and assessment

Develop explicit assessment criteria and rubrics that fully capture
identified qualifications as stated in job description

Decide on relative weighting of criteria

Develop stage-specific criteria to narrow down the applicant pool,
i.e., initial screen, 2"d screen for Zoom interviews, 3™ screen for
on-campus interviews

Use Rubric to Assess Contributions to DEI document (Amber
Benton)

- Apply consistently across candidates

Standard interview schedule

Conduct structured interviews with search committee questions to
ask all candidates

Who/what groups will all candidates meet with?

Strive to make interview experience the same for all candidates
= -




Approval process for job posting and advertising

 Search committee develops
« Position description/advertisement

« Brief narrative of search process from initial screening of applicants
through interview

« Evaluation criteria for each stage of screening

« Interview schedule template and interview questions *(these may be
deferred until after position is approved and posted)

* Documents submitted to Assoc Dean Fac Development for
review and approval

* Unit staffing coordinator enters position into EBS for approval
by

« NatSci HR coordinator (Shari Townsley)
« Office of Inclusion and Intercultural Initiatives (OI3)

* HR posts position on PageUp

e Job can now be publicly advertised
< =




Affirmative Action Advocate

« (Conduct an affirmative action session

« Appoint an affirmative action advocate: This committee member shall
evaluate the search on an on-going basis, in terms of the goals and
principles of affirmative action, equal opportunity, non-discrimination
and diversity and bring deficiencies to the attention of the search
committee for corrective action, including but not limited to:

discriminatory bias, prejudice or stereotyping in communications, including but not
limited to committee discussions, written communications, and interview questions

inadequate/ineffective search strategies for identifying qualified individuals of
underutilized groups, and soliciting applications from such individuals

inadequate representation of underutilized groups in applicant or candidate pools

discriminatory bias, prejudice or stereotyping in criteria for the evaluation of
applicants' materials and candidates' interviews

little or no weight given to affirmative action goals as a factor in the decision making
process
« Touch points with Assistant Dean for DEI
after application deadline to assess diversity of applicant pool
after interview list is identified

interview list must be approved by Assistant Dean for DEI and Associate Dean for
Faculty Development before submitting to HR




MSU resources for search committees MICHIGAN STATE

ACADEMIC HIRING MANUAL

Last update 7/9/2013

1.1- PURPOSE OF THE ACADEMIC HIRING PROCESS

1. To recruit and hire the best complement of faculty and academic staff, advancing diversity of the University's
academic workforce

2. To provide substantive and procedural accountability for University commitments to a fair, legal, and effective
recruitment process which advances academic workforce diversity

3. To ensure implementation of principles of affirmative action and equal opportunity in hiring faculty and
academic staff

4. To permit review and authorization of academic position requests with respect to budget and program priorities

5. To provide a compilation of information in an accessible, understandable, coherent, effective format, so that
those responsible at MSU can meet requirements of a fair, legal and effective hiring procedure

6. To satisfy MSU's commitments to the Office of Federal Contract Compliance Programs (OFCCP) and other

federal and state laws, including a database to satisfy audit requirements -
7. To accomplish purposes 1 through 6 expeditiously, with efficient use of human and other resources oo lt

1.2 - ROLE OF DEANS & SEPARATELY REPORTING DIRECTORS IN ACADEMIC HIRING PROCESS

The hiring procedure firmly establishes accountability of deans and separately reporting directors to advance diversity
via the recruitment and retention of women and minority faculty and academic staff members, Annually data will be
provided by the Office of the Provost to deans and separately reporting directors detailing hiring records for tenure
system faculty by college together with collegiate departmental/school profiles of current tenure system representation
and hiring opportunities for the next three years. Hiring outcomes and evidence of aggressive broad gage recruitment
efforts will be discussed lly with each dean/: |y reporting director by the Provostin regular planning
discussions. Records of diversity achievernent or non-achievement will have an impact on resource allocation and merit

salary decisions.

1.3 - DOMAIN OF THE ACADEMIC HIRING PROCEDURES

Academic hiring procedures cover faculty and academic staff in both to be offered fixed term appointments as well as

those to be offered continuing system appointments. Faculty and academic staff have ranks such as professor, associate

professor, assistant professor, instructor, academic specialist, NSCL engineer, NSCL physicist, research associate, M ] C H IGAN STATE _.—
lecturer, or assistant instructor; as well as titles such as librarian, coach, visiting scholar, advisor, consultant, instructional A DVA N C E
associate, resident, intern, assistant to dean, associate or assistant chairperson, associate or assistant director, etc.; U N I v E R S [ T Y

Academic hiring manual Faculty Search Toolkit
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http://www.hr.msu.edu/documents/facacadhandbooks/academichiring/index.htm
https://www.hr.msu.edu/policies-procedures/faculty-academic-staff/academic-hiring-manual/
https://inclusion.msu.edu/_assets/documents/hiring/FacultySearchToolkit-final.pdf
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