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What is d&versi;&j

o The various “things” we use to identify
ourselves and others including:

race, gender, ethnicity, gender id@.&r\&i%v
and expression, socio-economic status,
M&Emmati&v, ti,&z.emskip, religion, sexual
orientation, ability, and age.

o Note: some of these in a particular
cl,i;versi&v context are associated with a
“m&mar&%v” group, others might be an
under represented group



Whatb is @.qu,i;&v and thelusion

Equity: The guarantee of fair breatment, access, opportunity, and advancement
for all while striving to E,cie.v\EE,«fj and eliminate barriers that have prevented the
full participation of some groups. The principle of equity acknowledges that
there are historically under-served and under-represented populations and that
fairness regarding these unbalanced conditions is needed to assist equaliby in
the provision of effective opportunities to all groups.

For example the “Equal Pay for Women campaign” which is based i part on

equity, as women have historically been under Fmi,ci and under re.presem&eci i

execubtive roles.

Inclusion: Authentically bringing traditionally excluded individuals and/or
groups into processes, activities, and cie«tasicm/pcutzj making i a way that
shares power and ensures equal access to opportunities and resources.
Diversity advocate Verna Myers coined the phrase “Diversity is being invited to
the party. Inclusion is being asked to dance” As an an example of inclusion,
consider the student encouraged to attend a career fair, only to arrive a
learn that she coan not meet with certain recruiters because the facility is not
fully wheelchair accessible.

Taken from:
https://communitynaceweb.org/blogs/ikaren-armstrongl/2019/06/25/what-exactly-is-diversity-equity-and-inclusion



Is ik a problem?

Workers in science and engineering occupations

In 2015, women and some minority groups were represented less in science and
engineering (S&E) occupations than they were in the U.S. general population.

S&E Occupations U.S. Population
49% White men 31%
18% White women 31%
14% Asian men 3%
7% Asian women 3%
3% Black men 6%
2% Black women 7%
4% B Hispanic men [ 9%
2% | Hispanic women 8%
2% M0 Othermen M 3%
and women

Source: National Center for Science and Engineering Statistics, National Science Foundation
Women, Minorities, and Persons with Disabilities in Science and Engineering: 2017
https://nsf.gov/statistics/wmpd/



Why is it a problem?

o We are losing a large fraction of our
best:

& Minds

o Ideas

o Approaahes
2 ‘D\jhamws

o Different backqrounds => different
perspectives ... hew ways of looking at
things ... finding and solving probl&ms

o Societal gqood
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What we (APS-DPP) have been doing

Formed advocacy/support groups/committees:
sWIPP (o few decades aqo) now W+IPP
Luncheon, reaeg&mm, speakers, attev Eraining,
sktories (words matter)
eDiversity Equity and Inclusion Organizing
Collective Committee (5 years agqo)
This will be largely about the DEI work
oLGBT+ commitbee (V3 vears)
oBIPOC
eData collection

Code of conduct btown hall meetings, Now
Evidence-Based Practices approach (SMEs)



Words mwakber

Some tw.rsamai. anecdotes:
WIPP founding
Personal pronouns
WIPP Panel
WIPP Stories
Suppar% dont bkell



APS membershnp - Diversibty depends on
sub-discipline (but overall no good)

UNIT MEMBERSHIP STATISTICS (Run date: 1/17/2018 - Differs Slightly from Official Counts
Senior Student Gender

Student Male ** Not Avail

1,138

2,635

1,496

1,095
1,766

13.83%

.
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US population APS DPP members APS DPP Fellows
male 16093 mil (49.¥%) wale 2219 (V90% male 490 (96%
fermale 167.8 mil (80.2%) female ~237 (10%) female 26 (8%

Chart 1: Population Pyramid of the U.S.
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?’kvsiﬁ‘s ﬁacu&v => qetting
better bub skill a WaYs te 90

Percentage of Physics Faculty Members Who Are Women

Year
1998 2002 2006 2010

by Academic Rank (%) (%) (%) (%)

Full Professor 3 3 6 8
Associate Professor 10 11 14 15
Assistant Professor 17 16 17 22
Instructor / Adjunct * 16 19 21

Other ranks 13 15 12 18

by Highest Degree
Offered by Department

PhD 6 7 10
Master’s 9 13 14
Bachelor’s 11 14 15

OVERALL 8 10 12

(%) (%)

The year in the table refers to the spring semester; for example, 2010
represents the 2009-10 academic year.

* These data were not collected in this survey year.
http://www.aip.org/statistics

From AIP 2013 repor&:
Women among Physics & Astronomy Faculky
Resulks from the 2010 Survey of Physics Degree-Granting Departments
Rachel Ivie, Susan White, Arnell Grarrett, and Garrett Anderson



‘thsws ﬁ&&u&j => qetting
bebbter butb still a WaYS te 90

Race and Ethnicity of Physics Faculty Members,
2004-2016

. All
-

2004 2008 2012 2016 2015
(%) (%) (%) (%) (%)

African-American 2 2.2 2.1 2.5 6

PYELY  10.6 13.2 14.3 15.2

GIGERIE 2.7 3.1 3.2 3.8

White [R:7¥: 80 79.2 76.3

Other P 1.5 1.2 2.3

*Data for all disciplines (including non-science disciplines) is located at:
https://nces.ed.gov/fastfacts/display.asp?id=61

\IP | American Institute of Physics Statistical Research Center

March 2, 2018



Problems

o Behaviour (sexist/racist/...isk)

o Blas (implicit or overt)

o htk ?s:// imytiﬂi&.harvard.edu/ i @Lci&/seteda&es&.h&mi

o “0ld bc;:-js club” = funding, talkes, nominations
o Expectations (cultural differences)
o performance => bibliometric differences

oteam vs prima donna (loaded word ... sorry)

o Entitlement

o CERN talk (Professor Alessandro Skrumia -
“men are the vickims of sexism”)... but
backlash (letter from over 200 physicists)

oFrom early o - elementary school on ...
cultural expectations/morms ... home, quidance
counselors; teachers ...


https://implicit.harvard.edu/implicit/selectatest.html

e © © @ o

Solubions?

Role models - mere existence and modeling
Mentoring - all levels, who

Af{&mi&v Groups

Worwshops

Guidelines and access (persamat pronouns,
childcare, rules of behavior ... eke)

Quotas??

what about changing culture?
o who? womein, men, jumor peopte, seniLor
peopte?

o how?



Ongoing DPP actions - Solutions?

o Community Training (leadership and community) SMEs

o Psychological safety training (x*)
o Ally Training
G L i o R
o "Undoing Racism” workshops Z (o e
o Facilitator training ' p
o Award and talk committee training (including
implicit bias tests and broadened mekrics)
@ Commuhi&v &OMM“hQLL mee‘& LMSS g‘v‘““'s’”%@ Thsupssg:izgngzggﬁ;or https:{/www.uh.edu/socialyvork/news/events/

undoingracism_web.jpg

) Worwshops
o Evidence based hiring and admissions (bias training,

SAFE ZONE

non-cognitive metrics, gatekeepers etc) I
o Site metrics for meetings - impact §
o Human Relations code - Bias incident policy i

SAFE ZONE

@ U & E,;L E,Z. LMS Qﬁs EO r&& ave (Er&msgor m&& E«VQ) 3“5 E Eﬁte https://gendercenter.utdallas.edu/files/

SAFE-ZONE-Logo.jpg

o Agem::v oubtreach and inkervenkions



Onqgoing actions - site selection?

GARDN-M Initial Score Mitigation Strategies Final Selection

This score is just the 1t step This is our chance to invest in these Evaluate whether or not
in the down-selection communities! mitigations will work

B T ——— T
N

Engage with
and enjoy
our

There is no universal mitigation plan. Not every mitigation plan will be community!
Instead, mitigation for each locale must viable.

be designed and include the local

communities. Current events can change the

local climate such that mitigation
Some "mitigations" should be standard plans can become non-viable, or

practice: like accessibility and safety issues can arise that no
protocols mitigation could address.

At every step we need to be paying attention to current events in case they
change the environment and our ability to engage in mitigations




Culkure is hard to change an
will not change overnight

o Educakion
o Research

8 Persistance
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&8 EquaLITY JUSTICE |

One gets more than is The assumption is that Everyone gets the All 3 can see the game Everyone is INCLUDED in the
needed, while the other everyone benefits from  support they need, without supports or .

gets less than is needed. the same supports.This = which produces equity. accommodations because | 83Me- No one is left on the
Thus, 2 huge disparity is is considered to be equal the cause(s) of the

remove the barriers keeping

created. treatment. inequity was addressed.

x,.‘::;x:‘m" e people out, we made sure

| they were valued & involved.



Some suggested ground rules (Community Agreement)

o Be inclusive; make space for all voices

o Focus on solutions, not just challenges

o Speak to be understood; Listen to understand
o Listen respectfully, without interrupting.

o Listen actively and with an ear to understanding others' views. (Dont
Just think about what you are going to say while someone else is
balieing.)

o Take care of yourself and others
o Criticize ideas, not individuals.

o Commit to learning, not debating. Comment in order to share
information, not to persuade.

o Avoid blame, speculation, and ﬁnﬂamma&or:j Language.
o Allow everyone the chawnce to speak.

o Avoid assumptions about any member of the class or generalizations
about social groups. Do hot ask individuals to speale for their
(perceived) social group.



APS meeting rules (code of conduct)

o It is the potiav of the American ‘Phjsi,cai Soeie&j (APS) that all Far&iaipan&s,
including attendees, vendors, APS staff, volunteers, and all other stalkeholders at
APS meetings will conduct themselves in a profassionat manner that is welcoming
to all participants and free from any form of discrimination, harassment, or
retaliation. Participants will treat each other with respect and consideration to
create a collegial, inclusive, and Fro{essiovxai environment at APS Meetings.
Creating a supportive environment to enable scientific discourse at APS meetings is
the responsibility of all participants.

o Participants will avoid any inappropriate actions or statements based on
ndividual characteristics such as age, race, ethnicity, sexual orientation, gender
identity, gender expression, marital status, nationality, political affiliation, ability
status, educational background, or any other characteristic protected by Law.
Disruptive or harassing behavior of any kind will not be tolerated. Harassment
includes buk is not Limited to inappropriate or intimidating behavior and Language,
unwelcome jokes or comments, unwanted touching or abtention, offensive images,
photography without permission, and stalking.

o Violations of this code of conduct policy should be reported to meeting
organizers, APS staff, or the APS Director of Meetings. Sanctions may range from
verbal warning, to ejection from the meeting without refund, to notifying
appropriate authorities. Retaliation for complaints of ihappropriate conduct will
not be tolerated. 1f a participant observes inappropriate comments or actions and
personal intervention seems appropriate and safe, they should be considerate of
all parties before intervening.



S BRIDGE Hispanic American
physms"PROGRAM Bachelor Degrees

Enhancing Diversity in Graduate Education
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Source: National Center for Education Statistics, US Census, and APS

www.aps.org ©2017, American Physical Society; Email: hodapp®aps.org 8




é‘BRIDG‘E African American
ohysics PROGRAM Bachelor Degrees

Enhancing Diversity in Graduate Education
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wWww.aps.org ©2017, American Physical Society; Email: hodapp®aps.org 9




S BRIDGE Underrepresented Minority
phy5|cs PROGRAM (URM) Physics degrees

Enhancing Diversity in Graduate Education
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US Graduate-Age URM population ;
- cun G =D = =

30%
24% |

18% |
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Source: National Center for Education Statistics, US Census, and APS

www.aps.org ©2017, American Physical Society; Email: hodapp®aps.org




AU ci@.magrapmts

~Section Name Early Career

: Aeronomy
Female 29.38% 27.97%
Male 70.00% 71.06%

Prefer Not to Answer 0.63% 0.96%

Cryosphere Sciences
Female 33.27% 6.76%

Male 65.72% 93.24%

Magnetospheric Physics

Female 32.40% 26.42% 17.47% 921%
Male 66.76% 72.56% 8151% 89.83%
Prefer Not to Answer 0.84% 1.03% 1.03% 0.96%

Vir 1 =N NANIA

~ Space Physics and Aeronomy
Female 35.57% 21.05% 10.73%
Male 64.18% 78.25% 88.29%

Prefer Not to Answer 0.25% 0.69% 0.98%

Biological Oceanography
Female 47 .00% 34 98% 20.72%
Male 51.45% 64.10% 78.45%

Prefer Not to Answer 1.55% 0.92% 0.83%

APS DPP ~ 90 - 10 and ¥8 - 18 for studemnks



Suqgqestions
o Commumnity Educakion

o educate about the issues (reason for need,
implicit bias, bias in Lletters ekc)

o educate aboul besk pra&&&cﬁ:es o avoild bhose
issues (letter checkers, quideline sheets eke)

o Committee to find appropriate candidates,
solicit nominations and help check the
nomination packages (AGU)

o Regular Diversity town hall meetings
(following previous guidelines)



esources

o Starting a web site with Links to resources

hitp: //ffden-2 physuafedu/diversity_resourceshiml

o Send more resources and sugqestions



http://ffden-2.phys.uaf.edu/diversity_resources.html

