Physics Mentoring

Bias and Stereotypes Worksheet

In pairs or smaller groups, discuss the following questions as they relate to the findings below:
1. What bias or stereotype threat does the result highlight?
2. Do you feel you have this bias or have you seen this bias enacted upon?
3. How can this bias impact a mentoring relationship?

Study 1. If African American or female students are asked to identify their race or gender, respectively,
at the start of an exam, they will do statistically worse on that exam.!

Study 2. Blind, randomized trial: When asked to rate the quality of verbal skills indicated by a short
text, evaluators rated the skills as lower if they were told an African American wrote the text
than if a they were told a white person wrote it, and gave lower ratings when told a man wrote
it than when told a woman wrote it.}

Study 3. Blind, randomized trial: Evaluators rated the same job performance lower if told it was

performed by a woman. This difference was substantially greater when evaluator was busy or
distracted.®

Study 4. Real life study: CVs of real women were assigned a male or female name, randomly, and sent
to 238 academic psychologists to review either 1) at the time of job application or 2) at the
time of review for an early tenure decision. Respondents were more likely to hire the applicant
if a male name was found on the CV at the time of job application. Gender of applicant had no
effect on respondents’ likelihood of granting tenure when their CV was reviewed as part of an
early tenure decision. However, there were four times more “cautionary comments™ in the

margins of the tenure packages with female names such as “We would have to see her job
talk.”™

Study 5. Real life study: Parents’ estimates of math ability are higher for sons than for daughters,
despite no gender differences in grades or test scores.'’

Study 6. Real life study: Letters of recommendation for successful applicants for medical school faculty
positions were analyzed based on gender of applicant. Letters for male applicants were longer
and referred to research ability more often. Recommendations for females were shorter and
referred to skill as a student/teacher more than a researcher. Females were more likely to be

described using “grindstone” adjectives implying success due to hard work and persistence
rather than skill.#
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