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Setting the Stage

Q: Compared to other industries, what do
academic medical centers do well in the
search process?

A: [pause]
I'm hard pressed to think of something.
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Setting the Stage

“The volume of complaints and criticisms...
the residual bitterness found among faculty
members after a prolonged search, and the
disruptions of school programs due to an
extended vacancy...[suggest that] search
committees [need] to modify their procedures”

New and Expanded Medical Schoold
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Criticisms Criticisms

- Pre-Work » Pre-Work

- The Committee + The Committee

- The “Charge” « The “Charge”
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Criticisms Ideas

» Pre-Work

+ The Committee “Process is Everything”

« The “Charge” '

- Casting the Net

+ Scheduling

» Confidentiality

« Professionalism
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The Future

+ Talent management ’
+ Centralized search management

+ Succession management
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AAMC Plans
Some possibilities
» Search coordinators forum

+ Tools/resources/training for search committee
chair

+ Search committee code of ethics
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Searching for Diversity:
Coordinating Successful Searches

M. Roy Wilson, M.D.
Chancellor
University of Colorado at Denver and Health Sciences Center

Women and Underrepresented
Minorities

Are the issues the same?
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Searching for Diversity Institutional Commitment
R President Peter McPherson, “The MSU Promise” 1998
Instututlon-\{wde Commltme.nt . “MSU will be a more diverse and connected
-Tr"ne busmess. cafe for diversity community. Leadership at all levels should
-A.Ifgnment of institutional resources encourage commitment to diversity within
Mission Statement community, work actively to advance
recruitment and retention, and maintain a
supportive climate for all work and study at
MSU.”
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The Search Commiittee The Search Committee
The Charge
* Diverse and good-sized pool Composition of Committee
» Unranked list of finalists
» Active vs. passive search
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The Search

= Executive Leadership in Academic Medicine
(ELAM)

= An Acceptable Pool
* Personal Involvement (?)

Searching for Diversity

The Search is Only the Beginning

« Critical Mass

» Retention as Important as Recruitment

» Avoid Service Trap

Women in Medicine Task Force (Committee)
Leadership Accountability for Diversity
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My Background
* Pediatric Hematology-Oncology }
* Professor (with tenure), Case Western Reserve
sas University School of Medicine
Extreme Recruiting: . Divisi t(y:h. ; v
A Contact Sport vision Lhie
* University Vice President
* Partner in Isaacson, Miller Search Firm
 Deputy Director, NHLBI, National Institutes of
Susan B. Shurin, M.D. Heglt;y futes o
Deputy Director, NHLBI
National institutes of Health 5 &
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Diversity as a Core Value

* Fundamental personal characteristics must be present
- moral and ethical values, fairness, caring for others.

* Leadership must be nurtured. The ability to transcend
oneself to lead an institution grows with time. Many of
you will recognize this as the “servant leader.”

* Talent does not always look the way we think it will look.
Open-mindedness and generosity affects your
appreciation of others.
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The View from the Faculty:
Personal

Person Institution
Faculty want a leader who is
collaborative and visionary

* Visionary so there will be more
resources

+ Coliaborative so they won't
threaten us

Tends to focus on present, rather
than future, challenges

Compiex analysis of institutional
challenges is not easy
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The View from Administration and

Executive Search:
Institutional

Institution

Start with a focus on the
institution, its history, cuiture, and
problems.

Define the tasks to be
accomplished and align these with

Person

Must understand the culture and
have encountered the problems
before.

Must have relevant skills: there is
no safety net at the highest levels.

the experience of the candidate.

o

Qualities Sought in NHLBI Ongoing
Searches

Scientific accomplishments: credibility in the scientific community

Leadership skills: recruiting and mentoring junior people,
encouraging diversxtr, supporting persons of diverse backgrounds,
demonstrated flexibility, with a reputation for honesty and integrity.

Administrative skills: experience in complex organizations,
demonstrated accomplishments requiring both direct authority and
influence, and able to accept and enforce accountability.

Personal qualities: maturity, willingness to adapt, readiness to
share credit and accept responsibility, and subordinate personal
ambition to achieving a larger mission.
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The Sales Job

* A good search is actually a hunt.

+ Searches are courtships. It is helpful to have a
matchmaker who has a cool head to help both
parties stay focused on the job rather than the
romance.

* Frame your questions to creatively identify a
candidate’s potentially relevant experience.

Running the Hunt
+ Make lots of phone calls, reach out.

» Encourage institutions and candidates to take risks and
get to know each other

* Help candidates understand the situation and
challenges so that she or he will be comfortable and
enthusiastic about the opportunity

* Ensure that the institution is focused on the job they
need done, not how much they “like” the person.
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it’s Not Just the Pool Tip of the Iceberg
* Women and minority faculty are frequently not i
mentored, their leadership skills are often undervalued . .
and nurtured when they are young. * Senior leadership
positions
* Leadership requires willingness to take risks. This takes * Junior leadership
self-confidence, guidance and validation by others. positions
+ Faculty
* Women: vaiues, family, mentoring. « Graduate school
o + College
* Minorities: above, plus K-12
- The pool is smaller. Fall out is much earlier in the g
educational process [K-12, coliege] . .
1 §
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Responder

Virginia Valian, Ph.D.
Professor and Co-Director
The Gender Equity Project
Hunter College
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Advancing Women: Annotated Bibliography

Virginia Valian
Department of Psychology
~ Hunter College and CUNY Graduate Center
New York, NY

Data on women and men in academia

For a review of current data, see Tutorial 1 - The Data on Sex Disparities in Rank and
Salary from Valian's Tutorials for Change: Gender Schemas and Science Careers. This web-
based tutorial can be found at: www.hunter.cuny.edu/gendertutorial

Also see Sex disparities in advancement and income (Valian, 2003), available at
www.hunter.cuny.edu/genderequity

Also see online data at nsf.gov

Long, J. S. (Ed.). (2001). From scarcity to visibility: Gender differences in the careers
of doctoral scientists and engineers. Washington, D. C.: National Academy Press.

Excellent in-depth review of sex differences in salary, rank, and tenure among men and
women in the sciences and engineering, using NSF synthetic cohort data. Presentation of both
overall analyses and analyses that control for time since degree, rank, specialty, type of
institution, and familial status. Among the notable findings: there is a cost to a woman of being
a woman, net other variables; the heaviest cost for women with children is movement from full-
time to part-time work; women who remain full-time differ from their female peers without
children only in achieving full professorship slightly later; being in a field with many women
(such as the social sciences) does not guarantee better advancement than being in a field with
few women.

Xie, Y. & Shauman, K. A. (2003). Women in science: Career processes and outcomes.
Cambridge, MA: Harvard University Press.

Examination of synthetic cohort data at key transition points in a scientist's life: high
school to college, college to an advanced degree or the science workplace, an advanced degree to
a career in academia or industry. At each transition point, science loses more females than
males. Among the notable findings: ability (as measured by standardized tests) does not
determine youngsters' interest in science; the primary effect of childbirth is the disproportionate
loss of mothers from the full-time labor force; the sex disparity in productivity is decreasing;
productivity differences are not attributable to parental status. N.B. The sex difference in
choosing to major in science is unrelated to the sex differences in ability as measured by
standardized tests.
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Valian, V. (1998). Why so slow? The advancement of women. Cambridge, MA: MIT
Press. Chapters 11 and 12.

Summary of data on women in science and humanities faculties in the US: salary, rank,
tenure, productivity, and teaching.

Valian, V. (2003). Sex disparities in income and advancement. Unpublished handout,
Hunter College — CUNY ; accessible at www.hunter.cuny.edu/genderequity

Figures from 2001 for academic scientists and engineers show slight disparities in tenure
and tenure-track positions, as well as rank, even for people less than 10 years post-PhD. Median
annual salaries in academia are lower for women than men beginning 6 years post-PhD.

Ross, M. & Green, M. F. (1998). The American college president. Washington, DC:
American Council on Education.

Corrigan, M. (2002). The American college president. Washington, DC: American
Council on Education.

In 1995, women were 6 % of the presidents at private universities which grant the PhD
but 25% of presidents of private two-year colleges; in 2001, the respective figures were 9% and
28%. The figures show the common inverse relation between representation of women and
prestige: women are more numerous at low-prestige institutions.

Nonnemaker, L. (2000). Women physicians in academic medicine. New England
Journal of Medicine, 342, 399 405.

How many associate or full professors "should" there be, given the number of assistant or
associate professors? Via cohort data of medical school graduates from 1979 to 1993,
Nonnemaker shows that at both the associate and full level, more women would be expected than
are present, even controlling for specialty. Income figures show advantages for women over
men in pediatrics and family medicine; those advantages do not carry over to promotion where,
in almost every specialty where there are enough numbers for a meaningful comparison, men are
advantaged relative to women.

Fox, M. F. (1981). Sex, salary and achievement: Reward-dualism in academia.
Sociology of Education, 54, 71-84.

Fox, M. F. (1985). Publication, performance, and reward in science and scholarship. In
J. Smart (Ed.), Higher education: Handbook of theory and research (pp. 255-282). NY:
Agathon.

Sonnert, G. & Holton, G. (1996a). Career patterns of women and men in the sciences.
American Scientist, 84, 63-71.

Sonnert, G. & Holton, G. (1996b). Gender differences in science careers: The Project
Access study. New Brunswick, NJ: Rutgers University Press.

Zuckerman, H. (1987). Persistence and change in the careers of men and women
scientists and engineers: A review of current research. In L.S. Dixon (Ed.), Women: Their
underrepresentation and career differentials in science and engineering (pp. 123-156).
Washington, DC: National Technical Information Service.

Women publish fewer articles than men do, but the average article by a woman is cited more
often than the average article by a man. Women emphasize quality, men quantity.
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Sources of gender inequities
Gender schemas

Fiske, S. T. & Taylor, S. E. (1991). Social cognition, 2nd ed. NY: McGraw-Hill.

Kunda, Z. (1999). Social cognition: Making sense of people. MIT Press.

Schemas are implicit, often nonconscious, hypotheses that we use to interpret social
events. These books review different kinds of schemas and how they operate.

Valian, V. (1998). Why so slow? The advancement of women. Cambridge, MA: MIT
Press. Chapters 6 and 7.

Our schemas about males and females directly include expectations about their
professional competence and they bias our interpretation of actual performance. To
oversimplify, we expect men to do well, and see men's actual performance in the rosy light of
our positive expectations; men carry a small plus sign. Conversely, we expect women to do less
well, and see their actual performance in the darker light of our negative expectations; women
carry a small minus sign. Gender schemas are held by both males and females. The content of
gender schemas is widely shared throughout a culture. Most experiments show no differences in
the judgments males and females make. Schemas are cognitive in origin but have motivational
and emotional consequences as well as consequences for judgments and evaluations.

Accumulation of advantage

Martell, R. F., Lane, D. M., & Emrich, C. (1996). Male-female differences: A computer
simulation. American Psychologist, 51, 157-158.

A computer simulation of promotion practices at a hypothetical corporation provides a
convincing demonstration of the cumulative effects of small-scale bias. The simulation "created"
an organization with an 8-level hierarchy. It staffed each level of the hierarchy with equal
numbers of men and women. The simulation assumed a certain percentage of incumbents would
be promoted from one level to the next. Finally, it assumed a tiny bias in favor of promoting
men, a bias that accounted only for 1% of the variability in promotion. The simulation then ran
through a series of promotions. After repeated promotions, the highest level in the hierarchy
ended up being 65% male. This scenario demonstrates that operating at a systematic minute
disadvantage can have substantial long-term effects.

Merton, R K. (1948). The self-fulfilling prophecy. Antioch Review, 8, 193-210.

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

Merton originated the notion of the accumulation of advantage and disadvantage. Like
interest on capital, advantages accrue; like interest on debt, disadvantages accrue. Very small
differences in treatment can, as they accumulate, have major consequences in salary, promotion,
and prestige. It is unfair to men and women to neglect small cases of group-based bias, because
those small cases add up.
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Who perceives gender inequity when?: belief in a just world; benevolent
sexism; parenthood

Lerner, M. J. (1975). The justice motive in social behavior: An introduction. Journal of
Social Issues, 31, 1-19,

People want to believe in a "just world" and will interpret data accordingly, failing to
perceive contrary evidence. We see the rewarded as deserving and the deserving as rewarded.

Valian, V. (1998). Why so slow? The advancement of women. Cambridge, MA: MIT
Press. Chapter 7.

If one wants to believe that advancement is determined by merit, as most people
(especially those who are successful) do, the data available to us are easily interpreted in line
with our hypothesis that the world is a "just world". In a just world bad things do not happen to
good people, and good things do not happen to bad people. The fact that some women make it to
the top is interpreted as showing that evaluations are basically fair and that truly able women will
succeed. The fact that we have admired the competence of some women is interpreted as
showing that we are free of gender bias, or at least free enough. It is hard for us to see that we
are in error. We have the beliefs we do because we view ourselves as fair and impartial. That
allows us to place in the background the rule of our behavior and put in the foreground the
exceptions to it. We fail to see just how often the rule operates. It is hard to remember that an
exception is just that: an atypical event.

Glick, P. & Fiske, S. T. (2001). An ambivalent alliance: Hostile and benevolent sexism
as complementary justifications for gender inequality. American Psychologist, 56, 109-118.

Glick, P., Fiske, S. F., Mladinic, A., et al. (2000). Beyond prejudice as simple antipathy:
Hostile and benevolent sexism across cultures. Journal of Personality and Social Psychology,
79, 763-775.

Prejudice against women can be benevolent as well as hostile. Benevolent sexism
includes the ideas that women should be cherished, protected, and financially provided for and
that women are purer, more refined, and more moral. Men and women who endorse benevolent
sexist attitudes also tend to endorse hostile sexist attitudes. Men's and women's attitudes are
correlated. Nations with less gender equality show higher sexism scores. Because people can
hold warm and apparently positive attitudes toward women, it is difficult for them to perceive the
sexism latent within those benevolent attitudes.

Warner, R. L. & Steel, B. S. (1999). Child rearing as a mechanism for social change:
The relationship of child gender to parents” commitment to gender equity. Gender & Society,
13,503-517.

Women endorse gender equity policies (such as pay equity and affirmative action) more
than men do. Men with only daughters endorse equity policies more than do childless men or
men with both daughters and sons, and much more than do men with sons only. Women with
only daughters endorse equity policies more than other types of women, but there are no
differences among women without children, women with both sons and daughters, and women
with sons only.
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Choosing and developing leaders

Nonconscious evaluations of others - effects of gender schemas

Bargh, J. A. & Chartrand, T. L. (1999) The unbearable automaticity of being. American
Psychologist, 54, 462-479.
Much of human perception occurs nonconsciously, rapidly, and automatically.

Biernat, M., Manis, M., & Nelson, T. (1991) Stereotypes and standards of judgment.
Journal of Personality and Social Psychology, 66, 5-20.

College students were shown photographs of other students and were asked to estimate
their height in feet and inches (including their footwear). The photos always contained a
reference item, such as a desk or a doorway, so that height could be accurately estimated.
Unbeknownst to the students who were doing the estimating, the experimenters had matched the
photographs so that for every photograph of a male student of a given height there was a female
student of the same height. The student judges were affected by their knowledge that men are on
average taller than women, so that when they were exposed to a sample contrary to the general
rule, they judged the women as shorter than they really were, and the men as taller. There were
no differences between female and male judges: both underestimated women's height and
overestimated men's height. Judgments are influenced by gender schemas even when objective
characteristics are being evaluated.

Perceptions of competence and professional ability - effects of gender schemas

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

Letters of recommendation for successful female and male medical faculty showed
differences in terms used to describe them and in the length of letters. Letters for females were
shorter than those for males; included more phrases expressing doubts about the candidate; used
more "grindstone" adjectives; mentioned their sex more often; were more likely to include only
minimal information; mentioned their personal life more often. Letters for males, compared to
letters for females, included more repetition of standout words like "outstanding", "excellent",
and "superb"; included more references to research, skills and abilities, and career; included
fewer references to training and teaching; mentioned their publications, vita, patients, and
colleagues more often. Letter writers are at risk of underselling the abilities and qualifications of
the women they write for and of overselling the abilities and qualifications of the men they write

for.

Heilman, M. E., Block, C. J., Martell, R. F., & Simon, M. C. (1989). Has anything
changed? Current characterizations of men, women, and managers. Journal of Applied
Psychology, 74, 935-942.

Male managers rated different groups of people on a series of adjectives. One group was
asked to rate successful managers on 92 different characteristics, according to how typical of
successful managers they thought that quality was. The characteristics ranged from "leadership



Annotated Bibliography 6

ability" to "fearful”. Most people rated successful managers as typically having high leadership
ability and not fearful. A second group rated women in general, and a third group rated men in
general. Male managers rated men in general and successful managers as very similar, much
more similar than they rated women in general and successful managers. Other groups of male
managers rated female and male managers described as successful. Most differences in ratings
of men and women disappeared, but even successful women managers were perceived as having
less leadership ability than successful men managers. Furthermore, women managers were seen
as having negative qualities that men managers did not have, such as being bitter, quarrelsome,
and selfish.

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, 416-427.

Investigates how males and females rate people who are described as being an Assistant
Vice President in an aircraft company. The evaluators read background information about the
person, the job, and the company. In half the cases, the person is described as about to have a
performance review; thus, evaluators don't know how well the person is doing in the job. In the
other half of the cases, the person is described as having been a stellar performer. The
evaluators' job is to rate how competent the employees are and how likeable they are. When no
information is given about how well people are doing in the job, evaluators rate the man as more
competent [7.11/9] than the woman [5.51/9], and rate them as equally likeable [6.79, 6.94].
When the background information makes clear that the woman is extremely competent,
evaluators rate the man and the woman as equally competent [8.21, 8.03], but they rate the
woman as much less likeable [5.81] than the man [7.13]. They also perceive the woman as
considerably more hostile [3.99/9] than the man [5.29; low score means more hostile].

Thus, in evaluating a woman in a male-dominated field, observers see her as less competent than
a similarly-described man unless there is clear information that she is competent. And in that
case, they see her as less likeable than a comparable man. No differences exist between male
and female subjects.

Butler, D. & Geis, F. L. (1990). Nonverbal affect responses to male and female leaders:
Implications for leadership evaluations. Journal of Personality and Social Psychology, 58, 48-
59.

Both women and men - nonconsciously but visibly - react negatively to women in a
situation which is aimed at finding a group solution to a problem. People respond especially
negatively to women's attempts to be assertive. Females trained to act as leaders received more
negative facial reactions than positive ones. The trained males, in contrast, always received
more positive reactions than negative ones.

Dovidio, J. F., Ellyson, S. L., Keating, C. F., Heltman, K., & Brown, C. E. (1988). The
relationship of social power to visual displays of dominance between men and women. Journal
of Personality and Social Psychology, 54, 233-242.

Eye gaze reflects social dominance. The more powerful person in a dyad looks more
when speaking than listening; the less powerful person looks as often when listening as speaking.
Looking while listening conveys deference. When both the male and female members of a dyad
have antecedently said they know little about a topic, they reproduce the phenomenon that occurs
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when the man has said he knows a lot about a topic and the woman has said she knows little
about a topic: men look more while talking than listening; women look similarly whether talking
or listening.

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. New York:
Springer Verlag. _

When observers are shown a slide of five people seated around a table and described as a
working group, they reliably pick the person sitting at the head of the table as the leader of the
group under three conditions: all the participants are male; all the participants are female; the
group has a mixed sex composition and the person at the head is male. Ifit is a mixed-sex group
and the person at the head is female, observers choose her half the time and a male seated on
either side of the table half the time. No differences between male and female observers.

Eagly, A. H., Karau, S. J., & Makhijani, M. G. (1995). Gender and the effectiveness of
leaders: A meta-analysis. Journal of Personality and Social Psychology, 117, 125-145.

This meta-analysis of studies which concentrated on evaluations of women as leaders
suggests that women are particularly disadvantaged when their style of leading is masculine.
Having a style that is assertive to the point of appearing autocratic, rather than cooperative and
participative, is especially costly for a woman. When experiments investigated the effects of
autocratic leaders - leaders who told people what to do without consulting them - women were
especially negatively evaluated. A highly assertive style is incongruent with our conception of
women and women are penalized if they adopt such a style. There are no differences between
males and females in their judgments.

Heilman, M. E. & Stopeck, M. H. (1985). Attractiveness and corporate success:
Different causal attributions for males and females. Journal of Applied Psychology, 70, 379-388.

Attractiveness helps men appear more competent but makes women appear less
competent. That is because attractiveness intensifies a person's gender. An attractive man is
more of a man and hence more competent than an unattractive man. An attractive woman is
more of a woman and hence less competent than an unattractive woman.

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.

Women are judged more positively if they are more than 30% of the applicant pool than
if they are 25% or less of the pool.

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, 263-267.

Women are judged more positively in work groups where they make up more than a third
of the group.

Dovidio, J. F. & Gaertner, S. L. (2000). Aversive racism and selection decisions: 1989
and 1999. Psychological Science, 11,315-3109.
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White students in 1999 reported less racial prejudice than did white students in 1989.
Nevertheless, in both time periods, white students recommended blacks for a position as a peer
counselor less often than they recommended whites when the targets had ambiguous
qualifications. (When targets had clearly strong or clearly weak qualifications, white students
recommended whites and blacks equally often.) Observers judged the qualifications of both
races similarly, but gave whites the benefit of the doubt as far as recommending them for a
position. Implications: good intentions are not enough; high-status targets are likely to be
recommended over low-status targets when their qualifications are in the mid-range.

Norton, M. I, Vandello, J. A., & Darley, J. M. (2004). Casuistry and social category
bias. Journal of Personality and Social Psychology, 87, 817-831. (Experiments 1 and 2).

People shift their standards in order to justify a choice that seems a priori reasonable to
them; gender schemas help determine what seems reasonable. Male undergraduates selected a
candidate for a job that required both a strong engineering background and experience in the
construction industry. The evaluators rated 5 people, only 2 of whose resumes were competitive.
One candidate had more education; the other had more experience. In the control condition,
where the candidates were identified only by initials, the evaluators chose the candidate with
more education three-quarters of the time [76 %] and rated education as the most important
determinant of their decision [48 %]. When a male name was given to the resume that had more
education and a female name to the resume that had more experience, evaluators also chose the
candidate with more education three-quarters of the time [75 %] and also rated education as very
important [50 %]. When a female name was given to the resume with more education and a
male name to the resume with more experience, less than half the evaluators picked the person
with more education [43 %] and less than a quarter [22 %] said that education was the most
important characteristic.

Interventions to promote gender equity

What administrators can do - implications of laboratory data

Valian, V. (1998). Why so slow? The advancement of women. Cambridge, MA: MIT
Press, Chapter 14.

This chapter summarizes data showing when erroneous judgments are most likely (little
time, divided attention, low accountability), what types of reasoning errors are exacerbated when
social groups are involved (failure to appreciate covariation, blocking, illusory correlation), how
to improve reasoning about others, and how to use the authority of leaders to legitimate other
leaders. Women, more often than men, lack information about what is required for career
advancement, take on routine responsibilities which will not help their advancement, and get less
mentoring from senior faculty.
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Valian, V. (various dates). Benefits of insuring gender equity; Analyzing and correcting
visible gender-equity problems; Analyzing and correcting hidden gender-equity problems;
Individual action for gender equity; Gender, power, and influence. Unpublished frequently-
updated manuscripts, Hunter College - CUNY. Available at www.hunter.cuny.edw/ genderequity

These documents summarize a) reasons to promote equity (e.g., gender equity is a
window on institutional effectiveness), b) where problems — visible and hidden — are likely to
occur and possible solutions for them, ¢) what individuals can do, and d) how gender is related to
power.

Blair, I. V. & Banaji, M. R. (1996). Automatic and controlled processes in stereotype
priming. Journal of Personality and Social Psychology, 70, 1142-1163.

People can learn to reduce their reliance on gender schemas, even if they cannot
eliminate their gender bias entirely.

Moskowitz, G. B., Gollwitzer, P. M., Wasel, W., & Schaal, B. (1999). Preconscious
control of stereotype activation through chronic egalitarian goals. Journal of Personality and
Social Psychology, 77, 167-184.

People who are actively and strongly committed to egalitarian goals (being fair, tolerant,
and open-minded) are less likely to be influenced by stereotypes. The article reviews other data
showing that being aware of bias, being motivated to be unbiased, and having time and attention
to devote to evaluations of others, reduces biased judgments even if a schema is activated.

Brown, V. & Geis, F. L. (1984). Turning lead into gold: Leadership by men and women
and the alchemy of social consensus. Journal of Personality and Social Psychology, 46, 811-824.

Geis, F. L., Boston, M. B., & Hoffman, N. (1985). Sex of authority role models and
achievement by men and women: Leadership performance and recognition. Journal of
Personality and Social Psychology, 49, 636-653.

Geis, F. L., Brown, V., & Wolfe, C. (1990). Legitimizing the leader: Endorsement by
male versus female authority figures. Journal of Applied Social Psychology, 20, 943-970.

Leaders legitimize other leaders. Undergraduate evaluators watched a videotape in which
five graduate students had a group discussion (Brown & Geis, 1984). On the tape, a faculty
member introduced one of the students as the leader. In one version of the tape the faculty
member vouched for the student's expertise, mentioning the student's theoretical knowledge and
performance ability. In the other version the faculty member simply said the student would be
the leader. The two videotapes were otherwise identical. After watching the video, the
evaluators judged the student leader on a number of dimensions, including how much leadership
the leader showed, how good the leader's contributions were, how desirable it would be to hire
the leader, and how much salary the leader deserved. The leader scored higher on all those
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can create academic leaders of both sexes.
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Benz, E. J., Ir., Clayton, C. P., & Costa, S. T. (1998). Increasing academic internal |
medicine's investment in female faculty. American Journal of Medicine, 105, 459-463.
How medical schools can improve the status of female faculty.
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the expense of other members of the group. Women must subordinate, and be seen to
subordinate, their personal needs to the needs of the group. Attempts at self-aggrandizement by
women are particularly negatively perceived. Implications: women should be impersonal,
friendly, and respectful.
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Gender schemas are mentally invoked both by observers and by women themselves when
women are in a male domain, such as mathematics, and their status as women is highlighted.
Women with high aspirations are subject to stereotype threat in such circumstances, resulting in
a decrement in performance. Women placed in a group with two other people performed worst
on a math test if the other two people were male, next worst if one of the other two was male,
and best if none were male. Males were unaffected by the sex composition of the group.
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Men are more competitive and more successful than women in negotiations. One
determinant of negotiation success is the 'opening bid'; men tend to make more extreme opening
bids than women. In a laboratory simulation of mixed-sex purchase negotiations, ambitious
women did worse when their gender stereotypes were implicitly activated and better when they
were explicitly activated (leading to reactance).
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One reason women do not do as well as men is that women attempt to negotiate in fewer
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For other readings on negotiation, see
http://www.hunter.cuny.edu/genderequity/seminars/f03_seminar Dec03.htm
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all the speakers emphasize an active search: why is an active search hard to implement?
o more work (obviously)
o belief that already doing a good job
= "just world" hypothesis
o don't know how to do it

how dean's office can make an active search easier to implement
o help with where and how to search
o provide information about pool
o help develop explicit set of desired characteristics, as speakers noted
" caveat about how to specify those characteristics; see below

successful search includes applications from women and minorities
o failure to achieve a representative pool is an institutional failure, not a failure on the
part of the people who do not apply
o. how to increase applications
* make sure search looks open rather than closed
* try searching for several openings at once to cure problem of no women and
minorities
‘e e.g., Lrecently looked at a major hospital's cardiac surgery unit and
saw there were no women; I would be leery about applying; the unit
has a number of young men, so they have been hiring; there were
similarly no African-Americans, although there were several Asians; I
would wonder about that '
= improve the reputation of the unit's or department's attitude toward women
* make training less aversive'

e successful search has women and minorities on the short list

o failure to achieve a representative pool is an institutional failure
o how to increase number of women and minorities on short list
= set filters set exzplicitly and appropriately rather than implicitly and
inappropriately )
* women evaluated less positively than men — gender schemas

! Cain, J. M., Schulkin, J., Parisi, V., Power, M. L., Holzman, G. B., & Williams, S. (2001).. Effects of perceptions and

mentorship on pursuing a career in academic medicine in obstetrics and gynecology. Academic Medicine, 76, 628-634.

2 Sagaria, M. A. D. (2002). An exploratory model of filtering in administrative searches: Toward counter-hegemonic discourse.
The Journal of Higher Education, 73, 677-710.






* agree on qualifications in advance to rule out shifting criteria in midstream®
" but reevaluate the filters if the number of women and minorities changes as
search progresses and consider resetting them
e e.g., reset the prestige of school filter
® c.g., reset the personal characteristics filter (hair style, dress,
mannerisms, as established through personal contact or via letters)
® e.g, reset the vouching filter (who recommends the individual)
®» test order in which filters applied: are qualifications assessed before personal
characteristics?

o successful search includes informative and enjoyable interviews
o failure to achieve informative and enjoyable interviews with every candidate is an
institutional failure
o how to increase the success of the interview
* have workshops for interviewers on subtle errors in interviewing — white men
less comfortable interviewing women and people of color*
* practice interviewing with women and minorities
* have all candidates speak to people outside department about nature of
community; include women and minorities among the people every candidate
speaks to

e successful search culminates in a hire
o ensure attractive package: women tend to get fewer resources than men®

3 Uhimann, E. L. & Cohen, G. L. (2005). Constructed criteria: Redefining merit to justify discrimination. Psychological
Science, 16, 474-480. Norton, M. 1., Vandello, J. A., & Darley, J. M. (2004). Casuistry and social category bias. Journal
of Personality and Social Psychology, 87, 817-831.

* Dipboye, R. (1982). Self-fulfilling prophecies in the selection-recruitment interview. Academy of Management Review, 7,
579-586. Word, C. O., Zanna, M. P., Cooper, J. (1974). The nonverbal mediation of self-fulfilling prophecies in interracial
interaction. Journal of Experimental Social Psychology, 10, 109-120."
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