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This	session:
Brian	presents	a	synthesis

Elizabeth	moderates	discussion
After:

Notes	from	discussion	shared



Good	news	/	Bad	news

Bad	news:	Pervasive,	Extremely	difficult	to	change
Good	news:	Sol’ns mostly	known,	B-Schools	ideal	setting



What	is	equity?

•



Requires:
Investigation	AND

Being	open	to	change



Good	news:
Academics	investigate	well



Bad	news:
Academics	don’t	change	well



Good	news:
Academics	(think	we’re)	more	
open	to	evidence-based	change

than	most	settings





CAUTION:	“Best	practices”



“Best	practices”	myth
• Kalev Dobbin	&	Kelly	2006	– systematic, large-sample,	organization-
level	analysis	of	practices	associated with	promoting	diversity.
– Training	and	evaluation/accountability	– no	effects
–Mentoring	and	networking	– mild	effects
– Structural	changes	in	leadership towards	diversity	goals	– strongest	effects
– BUT	– correlational

• Ferguson	2015	– (quasi)	causal	analysis	(regression	discontinuity)
– No	effects	net	of	self-selection	into	diversity	improvement	efforts

ideas



Kalev vs	Ferguson

ideas



Key:	Commitment	to	improve



After	commitment,	then	what?
How?



First:	“Why?”
“Why”	matters



Why	diversity?
• Because	under-representation	reflects	bias	and/or	inequities,	and	we	seek	to	
be	fair,	equitable,	and	just.

• Because	under-representation	hinders	our	ability	to	support	our	students,	
staff,	faculty,	and	community	stakeholders	fully;	and	we	seek	to	better	serve,	
support	and	reflect	our	students	and	our	community.

• Because	stymied	efforts	towards	representation	reflect	BOTH	an	under-
utilization	of	human	potential	AND	a	learning	opportunity	re:	failing	to	meet	
goals;	and	we	value	learning	and	the	positive	changes	learning	affords.
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Implied	Goal:	Hitting	the	numbers.	Representativeness	is	the	solution.

Implied	goal:	Segment/group-specific	/	siloed responses	and	offerings.

Implied	goal:	learning	&	change;	results	unanticipated	from	the	outset.

ideas



Why	“Why”	Matters	– Ely &	Thomas	2001
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Good	news:
Academics	(think	we’re)	
focused	on	learning



BUT
Best	practices	=	No	learning



Best	practices	=	No	learning
After	“why”:	How	to	FIGURE	

OUT		how	to	improve?



Suggestion:
Academically

With	fearless	curiosity,	accepting	uncertainty
Willing	to	experiment,	to	try,	to	learn,	to	change



E.g.:	Hiring	Committees
• Depends	on:	Level
• Admin:	Ask	about	diversity	perspective,	gauge	willingness	to	learn
• Faculty:	Depends	on:	department	/	area	/	committee
– Engage	as	a	learning	oppty.:	question	&	experiment	(incentives	may	help)
– Un-objectionable	de-biasing	trials	– orchestra	screens	(provide	
support/assistance)

– Learn:	interview,	de-brief,	lessons,	other	peer	departments



Good	news	/	Bad	news

Bad	news:	Pervasive,	Extremely	difficult	to	change
Good	news:	Sol’ns mostly	known,	B-Schools	ideal	setting



Discussion

Brian.rubineau@mcgill.ca



Equality	is	not	when	a	female	Einstein	gets	
promoted	to	assistant	professor:	Equality	is	
when	a	female	schlemiel	moves	ahead	as	

fast	as	a	male	schlemiel.

- Ewald	B.	Nyquist



Thank	you!

Brian.rubineau@mcgill.ca



Diversity	/	Quality	Tradeoff?
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Diversity	/	Quality	Tradeoff?
Evidence?
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Perceived	Tradeoff
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Inequalities	in	Service
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Biases	in	Academia

ideas



ideas

“In	a	randomized	double-blind	study	(n	=	127),	science	faculty	from	research-intensive	
universities	rated	the	application	materials	of	a	student—who	was	randomly	assigned	
either	a	male	or	female	name—for	a	laboratory	manager	position.	Faculty	participants	
rated	the	male	applicant	as	significantly	more	competent	and	hireable than	the	
(identical)	female	applicant.	These	participants	also	selected	a	higher	starting	salary	
and	offered	more	career	mentoring	to	the	male	applicant.	The	gender	of	the	faculty	
participants	did	not	affect	responses,	such	that	female	and	male	faculty	were	equally	
likely	to	exhibit	bias	against	the	female	student.	Mediation	analyses	indicated	that	the	
female	student	was	less	likely	to	be	hired	because	she	was	viewed	as	less	competent.	
We	also	assessed	faculty	participants’	preexisting	subtle	bias	against	women	using	a	
standard	instrument	and	found	that	preexisting	subtle	bias	against	women	played	a	
moderating	role”
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Many	other	domains	as	well
• Teaching	ratings
• Grant	evaluations
• Mentoring
• Recommendation	letters
• Persistence	after	rejection



More	a	
SYSTEMIC	flaw	and	failing

than	an	
individual	flaw	or	failing

ideas



Purging	transgressors	is	
unlikely	to	yield	desired	change

because	they	are	more	
symptom	than	source

ideas



STILL	requires	counter-action

ideas



Suggestion:
Academically

With	fearless	curiosity,	accepting	uncertainty
Willing	to	experiment,	to	try,	to	learn,	to	change


