Gender Inclusion & Fit _@‘@)“‘@_’

in STEM ENGENDERING SUCCESS INSTEM

Why do gender disparities persist?* in STEM despite women's* increased involvement & interest?

*Gender identities go beyond the binary that most research protrays, women with marginalized identities also face barriers that are similar but distinct

Root causes of STEM attrition
Many women might self-select out of STEM

People’s perceptions (self & others)&@
because the environment does not fit’

=

Stereotypes

Expressing one's true self (state authenticity'®) is a key Preferences (activities & values) ‘

motivator to attract, engage & retain people in a field,
as people tend to prioritize careers that are a good fit®

influence:

Pursuits (of different careers) ﬁ

Gender stereotypes can erode women'’s ability to feel
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a sense fit & belonging in a setting

but aggregated systemic issues arise
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This model can explain why people opt out of some settings to self-segregate ® 00

into others, even without sign of clear bias or discrimination A AN A0 A

How environments signal fit in STEM

Self-concept fit Goal fit Social fit

Can | express & be my authentic self here? Does this fit my career goals? My values?' What does it feel like to work here?
De-emphasize the focus on brilliances¢  Frame work in terms of collaboration, Encourage interactions that are

in STEM fields, & decrease the presence  instead of working on things & projects®  supportive & inclusive of women &

of masculine default®in policies®, Check institutional policies on how people with marginalized identities™
interactions, & communication to work is structured & rewarded:; these Demonstrate discussions where all
combat gender stereotypes’” may appeal more to men than women are heard equally & not interrupted™

Overall, STEM environments can be a bad fit for women; women are not a bad fit for STEM environments.

Dismantling systemic barriers needs a multifaceted, intersectional approach to change organizational & educational cultures.

Copyright © ESS 2022 UBC| THE UNIVERSITY bl UNIVERSITY OF -
For more information, visit: w OF BRITISH COLUMBIA UNIVERSITY OF WATERLOO SFU
successinstem.ca 2 TORONTO SIMON FRASER

UNIVERSITY



Gender Inclusion & Fit _@‘@‘@_’

in STEM ENGENDERING SUCCESS INSTEM

References

1. Schmader T. (2023). Gender Inclusion and Fit in STEM. Annu Rev Psychol. doi:10.1146/annurev-psych-032720-043052

2. Corbett C, Hill C. 2015. Solving the Equation: The Variables for Women's Success in Engineering and Computing. Washington, DC: Am.
Assoc. Univ. Women. https://files.eric.ed.gov/fulltext/ED580805.pdf

3. Gruber, J., Mendle, J., Lindquist, K. A, Schmader, T, Clark, L. A, Bliss-Moreau, E., Akinola, M., Atlas, L., Barch, D. M., Barrett, L. F,, Borelli,
J. L, Brannon, T. N, Bunge, S. A., Campos, B., Cantlon, J., Carter, R., Carter-Sowell, A. R., Chen, S., Craske, M. G., .. Williams, L. A. (2021).
The future of women in psychological science. Perspectives on Psychological Science, 16(3), 483-516. doi:10.1177/1745691620952789

4. Hill C, Corbett C, St. Rose A. 2010. Why So Few? Women in Science, Technology, Engineering, and Mathematics. Washington, DC: Am.
Assoc. Univ. Women

5. Leslie, S-J., Cimpian, A., Meyer, M., & Freeland, E. (2015). Expectations of brilliance underlie gender distributions across academic
disciplines. Science, 347(6219), 262-265. doi:10.1126/science. 1261375

6. Cheryan, S, Plaut, V. C., Davies, P. G., & Steele, C. M. (2009). Ambient belonging: How stereotypical cues impact gender participation in
computer science. Journal of Personality and Social Psychology, 97(6), 1045-1060. doi:10.1037/a001623

7. McPherson, E., & Park, B. (2021). Who chooses a PSTEM academic major? using social psychology to predict selection and persistence
over the freshman year. Journal of Applied Social Psychology, 51(4), 474-492. doi:10.1111/jasp.12749

8. Cheryan, S., & Markus, H. R. (2020). Masculine defaults: Identifying and mitigating hidden cultural biases. Psychological Review, 127(6),
1022-1052. doi:10.1037/rev0000209

9. Diekman, A. B., Brown, E. R., Johnston, A. M., & Clark, E. K. (2010). Seeking congruity between goals and roles. Psychological Science,
21(8), 1051-1057. doi:10.1177/0956797610377342

10. Fouad, N., Fitzpatrick, M., & Liu, J. P (2011). Persistence of women in engineering careers: A qualitative study of current and former
female engineers. Journal of Women and Minorities in Science and Engineering, 17(1), 69-96.
doi:10.1615/jwomenminorscieneng.v17.i1.60

11. Hall, W. M., Schmader, T, & Croft, E. (2015). Engineering exchanges: Daily social identity threat predicts burnout among female
engineers. Social Psychological and Personality Science, 6(5), 528-534. doi:10.1177/1948550615572637

12. Hall, W. M., Schmader, T., Aday, A., & Croft, E. (2018). Decoding the dynamics of social identity threat in the workplace: A within-
person analysis of women’'s and men’s interactions in STEM. Social Psychological and Personality Science, 10(4), 542-552.
doi:10.1177/1948550618772582

13. Lewis, N. A, Sekaquaptewa, D., & Meadows, L. A. (2019). Modeling gender counter-stereotypic group behavior: A brief video intervention
reduces participation gender gaps on STEM teams. Social Psychology of Education, 22(3), 557-577. doi:10.1007/s11218-019-09489-3

14. Schmader, T., & Sedikides, C. (2018). State authenticity as fit to environment: The implications of social identity for fit, authenticity, and
self-segregation. Personality and Social Psychology Review, 22(3), 228-259. doi:10.1177/1088868317734080
Rounds, J., & Su, R. (2014). The nature and power of interests. Current Directions in Psychological Science, 23(2), 98-103.
doi:10.1177/0963721414522812 14

About Project RISE

How can we educate adults about implicit bias in a way that fosters mutual respect and creates a more inclusive culture in the workplace?
Project RISE (Realizing Identity-Safe Environments) will harness our understanding of implicit bias, intergroup contact, and social identity
threat to create a more “identity safe” workplace culture. Interventions designed to create identity-safe contexts have been shown to narrow the
gender gap in academic performance. Project RISE aims to create positive cultural change for women and men in science and engineering by:
(1) educating participants about implicit bias, (2) fostering supportive and respectful interactions between men and women in the organization,
and (3) providing them with a clear understanding for how to combat bias. Learn more at: successinstem.ca/projects/rise

About Engendering Success in STEM (ESS)

Engendering Success in STEM (ESS) is a research partnership focused on evidence-based solutions to foster positive working environments
for people in STEM (Science, Technology, Engineering, and Math). We bring together social scientists, STEM experts, and stakeholders in
STEM industry and education to use an evidence-based approach to break down barriers people face on their pathway to success. Canada's
Social Sciences and Humanities Research Council reviewed and funded this project.
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