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Presenter Notes
Presentation Notes
I am a social psychologist, and I do research primarily on gender bias, and diversity and inclusion, often in workplace situations . 
I’ve been at Queen’s since 2016, Lecturer and then Senior lecturer and have worked as a SWAN champion in our School, so I have been lucky to adapt my own research to the work and needs of Athena SWAN 
We got our first Gold award in May 2014, when we were the first Psychology department in the UK to achieve this. Then we renewed it in 2017 and now again last year in 2022. 



Gender Equality Initiatives 
in academia are becoming 
prevalent in the last few 
years/decades

However, progress is slow 
(Holman et al., 2017) 

Background

Presenter Notes
Presentation Notes
The first part of my talk will focus on the research we’ve done to understand attitudes towards swan 

As most of you know, most universities and/or academic departments have some gender equality initiative, with most departments applying for Athena SWAN awards 
However, despite positive outcomes brought by these initiatives, progress is slow. A recent modelling analysis suggests that, if we keep the current pace, it may take more than 100 years to close the gender science gap in some STEM fields 

. 



Increasing diversity can generate negative cognitive, emotional, and 
behavioural responses (e.g., Craig & Richeson, 2014) 

Diversity initiatives can have unintended negative consequences (Kaiser 
et al., 2013, Kirby, Kaiser & Major, 2015; Dover, Major & Kaiser, 2014) 

Similarly, academic gender equality initiatives are often met with 
negative attitudes (Ovseiko et al. 2017, Tzanakou et al. 2019), leading to 
less support from academics 

Background

Presenter Notes
Presentation Notes
Social psychology research supports this view. 
Increasing diversity can lead to negative outcomes amongst majority groups, including negative cognitive emotional and behavioural responses
And diversity intiatives can have unintended negative consequequens, sometimes doing more harm than good or creating backlash 

Similarly, when it comes to academic gender equality intiatives such as Athena SWAN are often met with negative implicit and explicit attitudes, leading to less support, indifference or even opposition from academics 



Project

@QUBIncMatters

EPSRC Inclusion Really Does 
Matter

Presenter Notes
Presentation Notes
But we wanted to know more and an opportunity came up a few years back when EPSRC launched a called they named Inclusion Matters. And they asked UK universities to come up with anything that could help gender inclusion in STEM academic fields. And together with colleagues in Psychology who have been involved in SWAN – prof Teresa McCormack and Rhiannon Turner we realized that we need to face some uncomfortable truths about these intitiatves – they are now working as well as they should, and many staff have negative or indifferent attitudes towards them.  So we proposed a project which had two main goals



EPSRC Inclusion Really Does Matter

Main goals 
(1)  to understand the factors that make gender 

equality initiatives (GEI) more or less effective
(2)  to build training tools aimed at improving 

attitudes towards equality diversity initiatives  
6 experimental studies on STEM academics 
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Presentation Notes
First was to undeerstand using empirical research on academics the factors that make gender diversity initatives more or less effective – and we focused on the Content and the framing of these initiatives. 
And a second one, which we-re at now, is to build training tools aimed at improving attitudes towards gender diversity intiatives 

We planned 5 (which because 6 because of the pandemic) studies on STEM academics. And if I have one piece of advice for your career is to not plan a research project with academics as participants for all your studies, for many reasons. 
And now I will present a summary of three of those 6 studies 



• Part 1: Content of Gender Equality Initiatives (4 
studies) 

• Part 2: Framing of Gender Equality Initiatives (2 
studies) 

Project Overview

Presenter Notes
Presentation Notes
I will just talk about three of those studies, one on content and two on framing 



Inclusion Matters: Study 1 (Content)

Research question: What should be the content of 
GEIs if we want to engage male STEM academics? 

N = 72 male STEM academics (VR, lab-based) 

Factors: 
1. evidence based information about     

gender bias
2. perspective-taking with female academics 
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Presentation Notes
The first study we conducted was build around the content question – what should be the content of diversity training programs particularly if we want to engage male STEM academics who are often the least engaged? 
And we proposed two factors  that we manipulated. First given their scientific training and education, we thought it important that diversity trainings contain evidence based information about gender bias and its negative effect on women. But this cognitive component may not be enough, according to classic dual models of persuasion – we also need a more affective component. So we thought perspective taking with female academics is also an important element to manipulate. 



Inclusion Matters: Study 1
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So we invited male STEM academics to the lab and conducted a VR experiment 



Inclusion Matters: Study 1
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Presenter Notes
Presentation Notes
First thing we had them listen to a presentation – randomly assigned to hear about empirical evidence on gender bias or not




Inclusion Matters: Study 1

11

Presenter Notes
Presentation Notes
Then we proceeded to the embodied perspective taking – they saw themslves as a woman in VR or they saw themselves as themselves 



Inclusion Matters: Study 1
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Presenter Notes
Presentation Notes
Then their task is to walk around a conference room during the social hour and imagine how it feels to be a woman walking in this room. 
And we design this to have a male female ratio that is typical of most stem fields, about 5 to 1. Afterwards they completed measures of attitudes so self reported attitudes towards gender diversity intiatives and an implicit attitude reaction time task to measure their implicit attitudes towards GDIs We also attached electrodes to them to measure their EDA electrodermal activity while taking the perspective of the female avatar. This measures arousal and has been used before to be an index of the degree to which they actually engage in perspective taking 



Inclusion Matters: Study 1. 
Explicit attitudes
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Presenter Notes
Presentation Notes
We found an interaction such that The most positive explicit attitudes towards gender equality intiatives were elicited when they watched a presentation about gender bias and took the perspective of a female avatar – tall grey bar on the righ 




Inclusion Matters: Study 1
Implicit Attitudes 
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Same for implicit attitudes - 





Inclusion Matters: Study 1
Electrodermal Activity (Arousal) 
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And there is also the same pattern for EDA or arousal 
And in fact EDA mediated the relationship to explicit attitudes. SO when exposed to the presentation and engaged in perspective taking they were more aroused and in turn this led to more positive attitudes towards gender diversity intiatives. 



Research Question
What are the important factors in how a Gender Equality 
Initiative (GEI) is described or framed that promote more 
positive attitudes & support? (online study)

N = 116 (men and women), online 

Factors:
1. Impact of GEI focus (GEI described as benefitting Women 

only  or Women & Men) and/or
2. GEI leadership (GEI led by a female or male) on attitudes 

towards GEIs

Inclusion Matters: Study 2 (Framing)

Presenter Notes
Presentation Notes
These are primarily inspired by the experience of being part of GEIs but also theory 



Read a fictitious email describing a 
University GEI 

Randomly assigned to 1 of 4 conditions: 
Female-led, benefitting Men & Women; 
Female-led, benefitting Women only; 
Male-led, benefitting Men & Women; 

Male-led, benefitting Women only

Completed 
Self-report attitudinal questionnaires;
GEI attitudes Implicit Association Test 

(IAT)

Inclusion Matters: Study 2 (Framing)

Presenter Notes
Presentation Notes
The study was online and their first task was to read 

Implicit attitudes are measured because sometimes people don’t report their true attitudes (to be socially desriable or sometimes they just don’t know what their attitudes are). So then implicit attitudes assess through reaction time tasks on the computer, the degree to which they associate the target with good/bad – so to what extent they associate GEIs with positivity or negativity. This gives us a measure of their implicit attitudes. Somewhat in line with unconscious bias I guess. 
These are measures that we used throughout all the studies 
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Inclusion Matters: Study 2 (Framing)

Presenter Notes
Presentation Notes
A major finding of this study was - Perhaps not surprisingly, that men were more positive, more internally motivated and more supportive of initiatives that were described as benefiting women and men. Women, on the other hand, were equally and generally highly supportive. 

Now this is not to say that we should dilute the scope of gender equality initiatives just to engage men. For example, in our School, despite yearly protests, we continue to organize female only events such as mentoring lunches for female staff, phd students, and post docs. However some of the other intiatives such as those related to work-family balance tend to apply to both women and men. For example, we have core meeting and email hours - no emails between 7pm and 7 am and on the weekends). These are likely to benefit all, especially those with caregiving responsibilities, which according to recent research have been hit hard by the pandemic. So What our data are suggesting is such initiatives can sometimes emphasize that even though they were initially ment for women, they can benefit all staff. 
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Inclusion Matters: Study 2 (Framing)



• More inclusive focus particularly effective at increasing men’s positivity 
and support
• Perhaps less threatening to men’s social group2

• GEIs cannot rely solely on making a case for how they will benefit men3

• Female-led GEIs may be important for engaging women
• Female leadership may feel more authentic given positive impact of 

female role models4

• Concern about women taking on this work disproportionately ->  
this work should be clearly recognized and awarded for promotion 
and progression 

2Moscoso, S et al. (2012). A mediation model of individual differences in attitudes toward affirmative actions for women. Psychological reports.
3Flood M et al. (2018). Resistance and backlash to gender equality: An evidence review.
4Lockwood, P. (2006). “Someone like me can be successful”: Do college students need same-gender role models? Psychology of Women Quarterly.

Inclusion Matters: Study 2 (Framing)



N = 152 STEM staff (men and women), online

Factors:  
1. GEI motivation (Internally motivated or Externally motivated GEI) 
2. GEI support (GEI supported by University or not) on attitudes 

towards GEIs

Inclusion Matters: Study 3 (Framing)

Presenter Notes
Presentation Notes
Existing literature suggests that motivation plays a huge role. If a diversity intiative is perceived to be just box ticking, or done to meet some external standards, this is external motivation and people are less likely to engage. But if an internal motivation – do this because it is consistent with your values is emphasized, then it’s likely that people are more engaged. 
Another factos that’s talked about a lot is management buy in and support – so we manipulated this too. 



Read a fictitious email describing a 
University GEI 

Randomly assigned to 1 of 4 conditions: 
Internal Motivation, Management support;
External Motivation, Management support;

Internal Motivation, No Management support
External Motivation, No Management support

Completed 
Self-report attitudinal questionnaires;

GEI attitudes IAT

Inclusion Matters: Study 3 (Framing)



2 (GEI Motivation) x 2 (Management Support) x 2 (Participant Gender) ANOVA

Internally Motivated GEIs:
More self-reported and implicit positivity towards GEI reported regardless of 

participant gender

Motivation, p’s ≤ .02
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Inclusion Matters: Study 3 (Framing)
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Presentation Notes
Across all particpants, a clear finding emerged. For both women and men, Internally motivated GDIs were much better received – there was more More explicit and implicit positivity towards GDI, and positive emotions 




Internally Motivated GEIs:
More support and internal motivations to engage with the GEI
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Inclusion Matters: Study 3 (Framing)
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They were more willing to support the GEIs and were more internally motivated to engage in it 



Gender:
Women were more supportive of GEIs regardless of condition

Gender, p = .01
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Inclusion Matters: Study 3 (Framing)
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We also see a gender effect – with women being more supportive regardless of motivation and management support 



Management support:
Less GEI experience – More negative attitudes when GEI not supported by management
More GEI experience – No relationship between management support and GEI attitudes

Multiple regression analysis, 
Management support x GEI experience, p = .024
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Inclusion Matters: Study 3 (Framing)

Presenter Notes
Presentation Notes
Another interesting finding emerged for the role of management support with interacted with participant’s experience with gender diversity initiatives. For those with little experience with GEIs, the continuous line here, lack of support from management was associated with more negative attitudes, suggesting maybe they see management support as a proxy for GEI success. 
For those with more GEI experience, the dotted line,  management support did not matter – possibly also because with experience they developed some resilience in the face of lack of support from university management.  




• Internally motivated GEIs most effective at 
increasing positive GEI attitudes and support 
regardless of gender

• Women more supportive of GEIs than men in 
general

• Management support may be seen as proxy for 
effectiveness among those with less GEI 
experience

Inclusion Matters: Conclusions

Presenter Notes
Presentation Notes
Overall good news is that attitudes towards SWAN are malleable and we have been able to identify factors that improve those attitudes. 



More information about the project 

28

PROJECT FINDINGS & 
RESROUCES 



Thank you!
i.latu@qub.ac.uk
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