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Who will win?

A B

Who scores the next point? (A or B)

Adapted from F Smyth, U.Va. 
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Implicit Bias 
Can you pick the winner?

Adapted from F Smyth, U.Va. 

Competitor A wins…IF he’s wearing red
Hagemann, Strauss & Leiing, 2008
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Who	scores	the	next	point?

• Take Home Messages: 
• Framing Matters… I told you that it was possible to know the 

answers because experts would be able to answer the 
question 

• In the absence of real data, your relied on your schemas 
to guess who was more likely to score 

• Awareness of implicit biases… 
• Are there factors that you can control? (e.g. the color of 

your clothing) 
• Are there factors that you can not control? (e.g. the color 

of your hair or the complexion of your skin)



Competitiveness
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Faculty	Demographics:	Gender	&	URM
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 JU
ST TWO M

ONTHS AGO, the absence 

of any women on the prelim
inary lis

t of 

speakers fo
r next year’s International C

on-

gress of Q
uantum Chemistry prompted a 

threatened boycott of the event. T
heoreti-

cal chemists Emily
 A. C

arter of P
rinceton 

University; L
aura Gaglia

rdi o
f the Uni-

versity of M
innesota, T

win Cities; and 

Anna Krylov of the University of S
outhern 

Califo
rnia led the effo

rt (  C&EN, M
arch 3, 

page 3 ).

  The in
cident throws in

to stark relie
f 

the fact that remarkably few women are 

employed as chemistry professors, particu-

larly at the universities that spend the m
ost 

on chemical research. Still,
 according to 

data recently colle
cted in

 partnership with 

C&EN, w
omen’s share of fa

culty positions 

continued to in
ch higher last year, although 

that rise was lim
ited to assistant professor 

jobs.
  At the top 50 schools in

 terms of chemi-

cal R
&D spending, w

omen held ju
st 18% of 

the tenured and tenure-track positions in
 

the 2012–13 academic year. T
hat number 

was up only slig
htly from the prior aca-

demic year’s 17% level, b
ut it represented 

considerable progress over the 12% share 

of a decade earlie
r.

  Breaking the numbers down by seniority 

 WOMEN FA
CULT

Y 

POSITIO
NS EDGE UP 

 Last year’s in
crease in

 the percentage of fe
male 

CHEMIS
TRY FA

CULT
Y occurred at the assistant professor level  

  SOPHIE L. R
OVNER ,  C

&EN W
ASHIN

GTON  

 UPTIC
K    Over t

he past d
ecade, w

omen’s share of c
hemistry

 pro
fessorships 

at t
op universitie

s clim
bed fr

om 12
%

 to
 18

%
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 TOP D
EPARTMENTS    Among big spenders on chemistry

 R&D, th
ese schools’ c

hemistry
 departm

ents had th
e m

ost w
omen or 

highest p
ercenta

ge of w
omen.

  NOTE: T
enured and te

nure-tr
ack w

omen chemistry
 fa

culty
 at t

he 75 schools id
entif

ied by th
e N

atio
nal S

cience Foundatio
n as having spent t

he m
ost o

n chemistry
 

research in
 fis

cal-y
ear 2

010
. S

OURCES: C
&EN and O

XID
E surveys 

PERCENTAGE O
F W

OMEN C
HEMIS

TRY P
ROFESSORS, 2

012
–13

Assista
nt:     

          

30%

Up 4 points 

fro
m prio

r y
ear

All:  
         

        

18
%

Up 1 p
t fr

om 

prio
r y

ear

Associate
:              

    

24%

No change 

fro
m prio

r y
ear

Full:  
               

              

13
%

No change 

fro
m prio

r 

year

C&EN, p.41, 
April 7, 2014  

C&EN, p.42, 
October 31, 2011 
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NEARLY ONE-THIRD of the U.S. popula-
tion is made up of underrepresented mi-
norities, according to U.S. Census Bureau 
figures. Yet they hold only 4% of chemistry 
professorships at the 50 U.S. colleges and 
universities that spend the most on chemi-
cal research and development.

For the first time, C&EN has data to re-
port on the number of minority professors 
at the leading Ph.D.-granting chemistry 
departments in the U.S., thanks to a part-
nership with the Open Chemistry Col-
laborative in Diversity Equity, a five-year 
program cofunded by the  National Sci-
ence Foundation, the  National Institutes 
of Health, and the  Department 
of Energy. Known as  OXIDE, 
this group works with research-
intensive chemistry departments 
to broaden faculty diversity. It 
conducted a survey about the ra-
cial and ethnic makeup of faculty 
in these departments.

That 4% figure is “discourag-
ing, but it’s not surprising,” says 
 Malika Jeffries-EL, an associate 
professor of chemistry at  Iowa 
State University. We can’t keep 
doing the same things and expect 
the statistics to improve, she says. 
“You have to be very intentional 

in your recruitment” to attract minority 
applicants.

 Luis Echegoyen, a professor of chemis-
try at the  University of Texas, El Paso, notes 
the percentage of underrepresented mi-
norities (URMs) in chemistry faculty posi-
tions hasn’t improved much since he was a 
program officer in the Chemical Dynamics 
Program at NSF in the early 1980s. “After all 
the federal funding that has been put into 
increasing the number of URMs in faculty 
positions, the truth is that 30 years later, we 
have very little to show for it,” he says.

“Our country is changing, and the demo-
graphics of the population are changing, 

yet we aren’t seeing 
the demographics 
change in terms of 
the chemistry fac-
ulty,” says Charles 
D. Pibel, a chemistry 
program director at 
NSF. “The fact that 

things haven’t changed isn’t so much an ex-
cuse to give up, but to try something else.” 
Pibel notes that chemists play an important 
role in solving global challenges, and “it be-
hooves us to make sure that we’ve got the 
best people working on these problems.”

 Rigoberto Hernandez, director of 
OXIDE and a professor of chemistry at 
Georgia Institute of Technology, says he 
hopes the OXIDE initiative will help foster 
a more supportive environment for URMs 
and other diversity groups in academia. 
According to Hernandez, OXIDE hypoth-
esizes that URMs are not as attracted to 
academic positions as their peers because 
of “real and perceived inequities” within 
chemistry departments, such as research 
advisers who show favoritism toward one 
racial group over another. “My hope,” he 
says, “is that, in partnership with the chairs 
of chemistry departments, OXIDE’s activi-
ties will help change the climate and draw 
more URMs to the academy to achieve eq-
uitable demographic representation.”

OXIDE COLLECTED ethnic and racial data 
from universities that NSF says spent the 
most on chemical research in each of the 
past three academic years. The OXIDE sur-
vey covered tenured and tenure-track posi-
tions for which a chemistry department paid 
at least half of the salary. The group gathered 
statistics about Asians and Pacific Islanders; 
white non-Hispanics; and URMs, a category 
that in this context comprises African 
American, Hispanic/Latino/Latina, Native 

American, and multiracial profes-
sors. They are considered URMs 
because their representation on 
chemistry faculties is lower than 
in the general U.S. population.

Of the 50 schools that spent the 
most on chemical R&D in fiscal 
2013 (referred to as “top 50” here, 
although it should be noted this 
ranking is not based on the quality 
of research conducted or educa-
tion offered), two did not provide 
OXIDE data about the race or 
ethnicity of their faculty for the 
2013–14 academic year; they have 
been excluded from the statis-

DIVERSIFYING 
ACADEMIA 

Percentage of MINORITY CHEMISTRY professors in 
academia remains low, new survey shows
LINDA WANG & SOPHIE L. ROVNER, C&EN WASHINGTON
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ENGAGED  Jeffries-
EL (standing), an 
associate professor 
at Iowa State 
University, talks 
with students.

SCIENCE & TECHNOLOGY

Washington, U of, Seattle

Ohio State U (Columbus)

Arizona State U

California, U of, San Diego

Georgia Inst. of Tech. (Atlanta)

Percentage of URMs

16

11

9

9

9

URM = Underrepresented minorities, includes African American, Hispanic/
Latino/Latina, Native American, and multiracial.
SOURCE: OXIDE survey

TOP DEPARTMENTS  Among big spenders on 
chemistry R&D, these schools’ chemistry departments 
had the highest percentage of URMs in 2013–14
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American chemistry professor suddenly 
encouraged me to do so,” he says. “The 
professors that reached out to me decades 
ago with encouragement were white male 
professors.”

 Davita Watkins, who is in her first year 
of a tenure-track chemistry faculty posi-
tion at the  University of Mississippi, says 
being the only African American woman 
in her department comes with a lot of re-

sponsibility. “It makes me feel like I need 
to work hard, not just for myself, but for 
my female students,” she says. “It makes 
me work harder for them because I know I 
need to stay, and I need to do well.” �

MINORITIES IN ACADEMIA BY RANK, 2013–14 
Columbia University and Rice University had the highest percentage

 of underrepresented minority assistant chemistry professors

ASSISTANT PROFESSOR ASSOCIATE PROFESSOR FULL PROFESSOR ALL FACULTY
INSTITUTION TOTALa % URM TOTALa % URM TOTALa % URM TOTALa % URM
Akron, U of 5 0% 1 0% 9 0% 15 0%
Arizona State U 2 0 14 14 28 7 44 9
Arizona, U of 7 0 10 10 25 4 42 5
Boston U 5 0 8 13 10 0 23 4
California Inst. of Tech. 5 20 0 0 34 0 39 3
California, U of, Berkeley 9 0 2 50 35 0 46 2
California, U of, Davis 4 0 5 0 30 3 39 3
California, U of, Irvineb 6 0 6 0 28 4 40 3
California, U of, Los Angeles 4 25 4 25 40 3 48 6
California, U of, San Diego 13 23 6 17 26 4 45 11
California, U of, San Francisco na na na na na na na na
Chicago, U of 3 0 1 0 21 0 25 0
Colorado, U of, Boulder 7 0 7 29 33 0 47 4
Columbia U 3 33 6 17 16 0 25 8
Cornell U (Ithaca) 4 0 4 0 21 10 29 7
Emory U 5 0 4 0 13 0 22 0
Florida State U (Tallahassee) 6 0 9 0 20 0 35 0
Florida, U of na na na na na na 31 na
Georgia Inst. of Tech. (Atlanta) 4 25 10 30 23 9 37 16
Harvard U 2 0 2 0 24 8 28 7
Illinois, U of, Urbana-Champaignc,d 4 25 3 0 22 0 33 3
Indiana U, Bloomington 10 0 8 0 18 0 36 0
Johns Hopkins Ue 3 0 3 0 12 0 18 0
Kansas, U of 4 0 8 0 15 7 27 4
Massachusetts Inst. of Tech. 7 0 1 0 19 0 27 0
Massachusetts, U of, Amherst 6 0 5 20 15 7 26 8
Michigan State U 8 0 9 11 28 4 45 4
Michigan, U of, Ann Arbor 11 18 4 0 25 4 40 8
Minnesota, U of, Twin Cities 9 0 6 0 24 4 39 3
North Carolina, U of, Chapel Hill 12 0 3 0 23 4 38 3
Northwestern U 5 0 2 0 23 0 30 0
Notre Dame, U of 8 0 7 0 23 4 38 3
Ohio State U (Columbus) 9 22 9 0 29 7 47 9
Pennsylvania State U (Univ. Park) 7 0 6 0 21 5 34 3
Pennsylvania, U of 5 0 4 0 19 5 28 4
Pittsburgh, U of (Pittsburgh) 10 10 8 0 14 0 32 3
Princeton U 4 0 3 0 18 6 25 4
Purdue U, West Lafayette 7 14 8 0 26 8 41 7
Rice U 3 33 3 0 19 5 25 8
Rutgers U, New Brunswick 1 0 9 11 33 3 43 5
Southern California, U of 7 14 5 0 15 0 27 4
Stanford U 7 0 3 0 15 7 25 4
Stony Brook U 6 0 7 0 20 10 33 6
Texas A&M U, College Station 1 0 5 0 30 7 36 6
Texas, U of, Austin 7 0 3 0 25 0 35 0
Utah, U of 6 0 6 17 20 0 32 3
Vanderbilt Ub 1 0 5 0 14 0 20 0
Washington, U of, Seattle 11 0 3 0 21 14 35 9
Wisconsin, U of, Madison 7 0 3 0 28 0 38 0
Yale U 3 0 3 0 17 6 23 4

TOTALf 283 5% 251 7% 1,067 4% 1,605 4%

NOTE: Tenured and tenure-track faculty at the 50 schools identified by the National Science Foundation as having spent the most on chemistry research in fiscal 2013. For schools whose 
NSF ranking is based on multiple campuses, faculty numbers are for campus listed in parentheses. Underrepresented minority (URM) includes African American, Hispanic/Latino/Latina, 
Native American, and multiracial. na = not available. a URM plus non-URM. Sum across all ranks may be less than the corresponding faculty total, which includes professors whose race/
ethnicity data were not provided. b URM calculations exclude multiracial individuals listed as white/Asian, because they are not considered underrepresented. c URM calculations exclude 
multiracial individuals whose races/ethnicities were not specified. d Race/ethnicity of four professors is unknown. They are not included in any race/ethnicity category but are counted in 
total faculty. e Top 50 rank is based on including the Applied Physics Laboratory. f Excludes schools that did not provide race/ethnicity data. SOURCE: OXIDE survey

C&EN, p.37, 
May 18, 2015  

C&EN, p.19, 
September 12, 2016
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• Very	slow,	positive,	rate	of	increase	over	the	past	three	years…	
• But	availability	is	there,	and	YOU	can	do	something	about	it	
• OXIDE	Data	in	C&EN,	Volume	93,	Issue	20,	pp.	37-39,	(May	18,	2015)
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Faculty	Demographics:	URM

Percentages	of	Under-represented	Minority	(URM)	Chemistry	Professors	at	Top	50	Departments

Professors AY2011-12 AY2012-13 AY2013-14

Assistant 5.2% 6.0% 5.6%

Associate 8.3% 7.8% 7.3%

Full 2.5% 2.7% 3.4%

All 3.8% 4.1% 4.2%



Barriers	to	Diversity	Equity
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What	is	Diversity?

9

Inclusion	of	the	“other”	
• Gender	

• Race	&	Ethnicity	

• Disabilities	

• LGBTQIQA+		

- Lesbian	
- Gay	
- Bisexual	
- Transgender	
- Queer	
- Intersex	
- Questioning	
- Allies	
- Other	Identities		 

and	orientation	

• Socioeconomic	

• Culture	

• Life	experiences	

• Ideas	

• Political	Ideologies	

• Religion	

• Geography	

• University	Pedigrees	

• Place	of	Origin		

• Etc.



Implicit	Bias	is	Only	One	of	the	Barriers	
Implicit	or	Unconscious	Bias 

Schemas 
Accumulacon	of	Bias 

Lack	of	Universal	Design 
Insufficient	Mentoring 

Insufficient/Unequal	“Family	Friendly”	Policies 
Overburdening	the	Few 

Unwelcoming/Non-Accommodacng	Climate 
Unwelcoming/Non-Accommodacng	Professional	Cultures 

Qualitacve	vs.	Quanctacve	Assessment 
Solo	Status 

Stereotype	Threat 
Minimizing	Differences/Colorblindness 
Depoliccizacon	and	Meritocracc	Ideology 

				Hernandez	and	Wal,	``A	Top-Down	Approach	for	Diversity	and	Inclusion	in	Chemistry 
				Departments,’'	in	Career	Challenges	and	Opportuni6es	in	the	Global	Chemistry	 
				Enterprise;	ACS	Symposium	Series,	Vol	1169,	edited	by	H.	N.	Cheng,	S.	Shah,	  
				and	M.L.	Wu,	Chapter.	19,	pp.	207-214		
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oxide.jhu.edu 
oxide@jhu.edu11

We	aim	to	fla(en	diversity	inequi2es	in	
academic	chemistry	departments	by	
placing	the	responsibility	and	credit	on	
ins2tu2ons	and	administrators,	not	on	
single	change	agents



Dr.	Dontarie	Stallings	
OXIDE	Research	and	Program	Manager		
Department	of	Chemistry	
Johns	Hopkins	University	
rpm.oxide@jhu.edu  

Prof.	Rigoberto	Hernandez	
OXIDE	Director		
Department	of	Chemistry	
Johns	Hopkins	University	
r.hernandez@jhu.edu  

Dr.	Srikant	Iyer	
OXIDE	Assistant	Research	and	Program	Manager		
Department	of	Chemistry	
Johns	Hopkins	University	
arpm.oxide@jhu.edu	

www.oxide.jhu.edu	
oxide@jhu.edu12

Addi]onal	OXIDE	Team	Members:	

Ms.	Clarice	Lee  
Ms.	Kyra	Vocci	

Ms.	Rosalie	Elder

The OXIDE Team

mailto:rpm.oxide@jhu.edu?subject=
mailto:r.hernandez@jhu.edu?subject=
mailto:arpm.oxide@jhu.edu?subject=
mailto:oxide@jhu.edu?subject=
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OXIDE:	Open	Chemistry	Collaborative	in	Diversity	Equity
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Who	You	Are
• Chemistry	department	heads/chairs	and	their	representa]ves	
• Addi]onal	department	representa]ves	
• Representa]ves	from	federal	agencies,	founda]ons,	and	other	
na]onal	organiza]ons	

• Board	Members,	Social	Scien]sts,	and	other	guests



NDEW	2017

• Session	#1:	Addressing	and	Changing	Climate	

• Session	#2:	URM	Climate	and	Solutions	

• Keynotes:	Rochelle	Long	(NIH)	&	Freeman	Hrabowski	III	

• Session	#3:	Organization	and	Management	of	Diversity	

• Session	#4:	Diversity	Solutions	

• Workshop	Recommendations	

• Diversity	Catalyst	Lectures	(by	Department	Heads!)	

• Keynotes:	Bruce	Garrett	(DOE)	and	Angela	Wilson	(NSF)

15

Key	Workshop	Elements
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Key	Workshop	Elements



NDEW	2017

Kay	Brummond	
University	of	Pittsburgh
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2016	Diversity	Catalyst	Lecturer



NDEW	2017

Bill	Tollman	
University	of	Minnesota	
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2017	Diversity	Catalyst	Lecturer



NDEW	2017

• It's	a	workshop!	

• Chatham	House	Rules	(aka	what	happens	here	stays	here)	

• In	your	breakouts,	you	will:	

– Analyze	a	case	study	involving	a	possible	diversity	inequity		

– Recommend	policies	

– Recommend	programs	

– Create	New	Case	Studies	

• Fill	out	Surveys	re	NDEW		

• E.g,	Did	you	complete	the	Pre-NDEW	Survey?	

• Not	use	screens	during	sessions	

• Recycles	badges	

• Complete	the	OXIDE	Faculty	Demographics	Survey		e-mail,	if	you	
haven’t	already!

21

Your	Deliverables



NDEW	2017

“Sometimes	it	is	the	people,	 
who	no	one	imagines	anything	of,	  
who	do	the	things	that	no	one	can	imagine.”	

Joan	Clarke,	The	Imitation	Game 
(in	reference	to	Alan	Turing)
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