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What is STRIDE?

Bias and Schemata

The STRIDE Committee is composed of
highly respected senior faculty, who are leading workshops for chairs and faculty search
committees on innovative strategies for improving hiring practices. STRIDE provides
information about best practices that will
maximize the likelihood that diverse, well
qualified candidates for faculty positions
will be identified, recruited, retained, and
promoted at Northeastern University.

Both men and women hold unconscious biases about women AND men.
Research has shown that the brain employs these biases to make sense of complex situations. These biases disproportionately affect minorities, and can be
found in:

Schemas that allow us to make short-hand assumptions about someone based on the person’s
or group’s main characteristics unknowingly
shape our expectations and judgments. Advantages accumulated by some (such as attending
the best graduate schools, or working with influential mentors) are often viewed as signs of
individual merit. Cumulative disadvantages
(such as attending less prestigious institutions
or taking time out for a baby) more often characterize the experiences of women and people
of color and are assumed to reflect less talent
or commitment. Small differences can add up
to large differences in salary, promotion, and
prestige over a career.
			
(Valian, 1999)

• Letters of Recommendation: A study of
over 300 recommendation letters for
successful medical faculty applicants
found that letters for women were shorter, placed less emphasis on research,
more emphasis on teaching, contained
twice as many “doubt raisers,” and were
less likely to include “stand-out” adjectives such as “brilliant” and “superb”
(Trix & Psenka, 2003).
• Performance Evaluation: Both men
and women are more likely to hire a
man applicant than a woman applicant with an identical record (Steinpres et al., 1999). Deaux & Emswiller
(1974) found that success is more frequently attributed to “skill” for men
and “luck” for women, even when the
evaluators are presented with evidence
of equal success for both genders.
• Small Numbers: Women and minorities are judged more fairly when they
are at least 30% of the applicant pool
(Sackett et al., 1991; Heilman, 1980).

Northeastern University ADVANCE
411 Richards Hall
360 Huntington Avenue
Boston, MA 02115
Phone: 617-373-3518
Fax: 617-373-7696
E-mail: NUAdvance@neu.edu

www.northeastern.edu/advance

Northeastern University ADVANCE
is sponsored by NSF Grant # 0811170

Strategies and
Tactics for
Recruiting to
Improve
Diversity and
Excellence

Tips for Pool Development

Tips for Search Committees

Tips for Evaluation of Candidates

To Learn More…

• Broad search definitions produce
diverse applicant pools. Language
matters. The description should
not just encourage women and minorities to apply. More assertive language could include, for example,
“The search committee is especially interested in qualified candidates who can
contribute, through their research, teaching, and or service, to the diversity and
excellence of the academic community.”

• Create transparent policies and procedures.
• Make sure policies are modeled and
reinforced by leadership.
• Create a candidate evaluation form.
Rater responsibility has been shown
to increase the accuracy and objectivity of ratings.
• Strongly encourage contributions
from all search committee members. Asking all members to comment on a candidate ensures that
a vocal minority does not dominate
the discussion. This provides an
incentive for everyone to “do their
homework.”
• Include individuals with a variety of
perspectives, including women and
minorities, on hiring and personnel
committees. Faculty from adjoining
departments can be a resource if
necessary.
• Timely written justifications for supporting hires can help to overcome
biases, especially for short-listed
candidates.
• Consistently assess hiring and promotion practices. Consider whether
qualified women and underrepresented minorities are included.

•D
 evelop clear criteria for evaluating
candidates and apply them consistently.
•U
 se multiple criteria for evaluation
which account for diverse paths of
excellence.
•C
 onsidering the entire package –
review the CVs carefully and comprehensively.
•B
 e aware of how the style or origin
of a reference might bias against
women or racial/ethnic minorities.
•R
 ecognize personal biases and prejudices that might influence hiring
and promotion decisions.
•A
 cknowledge the impact of cumulative disadvantage.
•D
 o not eliminate anyone for personal reasons (e.g., dual-career needs)
until you have actively tried to recruit the candidate. Often, qualified potential candidates are struck
from the list based on assumptions
about their personal life.
•B
 e able to defend every decision to
reject or retain a candidate.

Callister, Ronda Roberts. 2006. “The impact of
gender and department climate on job satisfaction and intentions to quit for faculty in science
and engineering fields.” The Journal of Technology Transfer 31:367(9).
Deaux K & Emawifier T. Explanations of successful performance on sex linked tasks: what is skill
for the male is luck for the female, J. Personal.
Soc. Psychology 29:80-5, 1974.
Dovidio, John F. and Samuel L. Gaertner. 2000.
“Averse Racism and selection decisions: 1989 and
1999.” Psychological Science 11:315-319.
Goldin, Claudia and Cecilia Rouse. 2000. “Orchestrating Impartiality: The Impact of “Blind”
Auditions on Female Musicians.” The American
Economic Review 90:715-741.
Heilman, Madeline E. 1980. “Organizational
Behavior and Human Performance.” Journal Of
Business Ethics 26:386-95.
NRC. 2009. Gender Differences at Critical Transitions in the Careers of Science, Engineering, and
Mathematics Faculty. National Academies Press.
Sackett, Paul R., Cathy L. DuBois, and Ann W. Noe.
1991. “Tokenism in performance evaluation: The
effects of work group representation on malefemale and White-Black differences in performance ratings.” Journal of Applied Psychology
76:263-267.
Steinpreis, Rhea E., Dawn Ritzke, and Katie A. Anders.
1999. “The Impact of Gender on the Review of
the Curricula Vitae of Job Applicants and Tenure
Candidates: A National Empirical Study.” Sex
Roles: A Journal of Research 41:509-528.
Trix, Frances and Carolyn Psenka. 2003. “Exploring the Color of Glass: Letters of Recommendation for Female and Male Medical Faculty.” Discourse Society 14:191-220.
Valian, Virginia. 1998. “Evaluating Women and
Men.” Pp. 125-144 in Why So Slow? The Advancement of Women. Cambridge, MA: MIT Press.
Wenneras, Christine and Agnes Wold. 1997. “Nepotism and sexism in peer-review.” Nature 387:341-343.

• Expanded recruitment sources also
produce diverse applicant pools. Active search committees will identify
and contact graduate programs with
high numbers of women and minority PhD candidates and utilize databases and fellowship directories that
identify outstanding and diverse
candidates.
• When asking colleagues at other
schools about potential applicants,
follow-up with a second question:
“Do you know any qualified women or
minority candidates?” This often introduces an entirely new set of qualified candidates.

The STRIDE model was developed at University
of Michigan (sitemaker.umich.edu/advance).
Text sources: ADVANCE at the Earth Institute
Columbia University (www.earth.columbia.edu/advance),
Advance Virginia Tech (www.advance.vt.edu).

