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Equity & Inclusion : 
Ab ovo usque ad mala* 

(Or - Soup to Nuts: How we create inclusive communities)

Sarah Tuttle
University of Washington, Seattle

*From the eggs to the apples
( just go with it)



During this talk, please feel free to manage your experience in 
the way that is best for you.

 
That might include:

• Taking pictures of the board
• Making audio/video recordings
• Using a laptop or other device
• Eating or drinking
• Standing or stretching
• Leaving the room for a period
• Stimming
• Sitting or laying on the floor
• etc.
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sexual harassment research and survey research and that clearly identify differ-
ences in time period and definitions. 

Experimental Methods

Another way that information has been gathered about sexual harassment 
has been through laboratory experiments, in which researchers examine the oc-
currence of sexually harassing behaviors by manipulating variables under con-
trolled conditions. The advantage of this approach is that researchers can directly 
observe sexually harassing behavior. 7his approach, however, does not provide 
information on the prevalence of sexual harassment. 

6ome of the behaviors that have been directly observed in experiments in-
clude the following:

• 8nsolicited sexual touching by someone in a supervisory role �3ryor, 
LaVite, and Stoller 1993);

• Unsolicited touching from peers (Pryor 1987);
• Nonverbal dominance behaviors (Murphy, Driscoll, and Kelly 1999);
• Sending unsolicited pornographic materials electronically (Dall’Ara and 

Maass 1999; Maass et al. 2003);
• 6ending sexist joNes electronically �*aldi, 0aass, and &adinu 2014��
• 6ending sexual come�ons electronically �Diehl, 5ees, and %ohner 2012��
• AsNing sexist Tuestions in an interview �+itlan et al. 2009�� and
• 6exualized behavior, such as staring at a woman·s body, during an inter-

view (Rudman and Borgida 1995). 

/aboratory experiments can help uncover situational factors that encourage 
or discourage potential perpetrators from engaging in sexually harassing behav-
ior. )or instance, experiments show that sexual harassment is less liNely to occur 
if those behaviors are not accepted by authority figures �3ryor, /a9ite, and 6toller 
199��. Another experiment found that men exposed to sexist television portrayals 
of women were more liNely to send sexist joNes to women in an online interaction 
(Galdi, Maass, and Cadinu 2014).

/aboratory experiments can also provide a snapshot of how women might 
respond in a sexually harassing situation. )or example, research by :oodzicNa 
and LaFrance (2001) reveals the difference between how women think they 
would respond and how they do respond. In the first study, college women were 
asNed to imagine how they would respond to being asNed sexist Tuestions during 
a job interview. In the second study, women participated in what they thought 
to be an actual job interview where such questions were asked. Results showed 
a disconnect between what women thought they would do (get angry, confront, 
and complain) and what they actually did (become fearful, neither confront nor 
complain). 
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Building a healthy physics community



Lauren Chambers, “A Different Kind of Dark Energy: 

Placing Race & Gender in Physics”

Yale Bachelor of Science Thesis, 2017

“What if white male neutrality 
wasn’t presupposed?”



“Research also shows that, by far, the greatest 
predictor of the occurrence of sexual harassment is 
the organizational climate in a school, department, 
or program, or across an institution.”



Institutional Racism

“Institutional racism is distinguished from 
racial bigotry by the existence of institutional 
systemic policies, practices and economic and 
political structures which place minority 
racial and ethnic groups at a disadvantage in 
relation to an institution’s racial or ethnic 
majority.”

Wikipedia, “Institutional Racism”

developed by Stokely Carmichael and Charles V. Hamilton in the 60s



Intersectional Feminism:  
An applied framework for Physics

PI: Chanda Prescod-Weinstein

People of color are 37% of the US population (2013)

Astronomers (2014)
2.1% Black/African American

3.2% Latin@(Latinx)/Hispanic/Spanish origin

African American astronomy faculty in US: 7
Hispanic astronomy faculty in US: 4.

No university has both.



Mapping the Margins: Intersectionality, Identity 
Politics, and Violence against Women of Color

Kimberlé Crenshaw
Stanford Law Review
Vol. 43, No. 6 (Jul.,1991), pp. 1241-1299

Marilyn Frye
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the top sources of the harassment they experience �)nais et al. 2014� 3hillips 
and Schneider 1993; Baldwin 1996; McNamara et al. 1995). This inappropriate 
behavior by patients and patients· families needs to be recognized by leaders 
in academic medical centers, and specific statements and admonitions against 
sexual harassment should be included in the ´5ights and 5esponsibilitiesµ that 
are routinely presented to patients and families as they enter into both hospital 
and outpatient care in academic medical centers. 

FINDINGS AND CONCLUSIONS

1. Academic science, engineering, and medicine exhibit at least four 
characteristics that create higher levels of risk for sexual harassment 
to occur:
a. Male-dominated environment, with men in positions of power and 

authority.
b. Organizational tolerance for sexually harassing behavior (e.g., 

failing to take complaints seriously, failing to sanction perpetrators, 
or failing to protect complainants from retaliation). 

c. Hierarchical and dependent relationships between faculty and 
their trainees (e.g., students, postdoctoral fellows, residents). 

d. Isolating environments �e.g., labs, field sites, and hospitals� in 
which faculty and trainees spend considerable time.

2. Sexual harassment is common in academic science, engineering, and 
medicine. (ach type of sexual harassment occurs within academic sci-
ence, engineering, and medicine at similar rates to other workplaces. 
a. More than 50 percent of women faculty and staff and 20–50 percent 

of women students encounter or experience sexually harassing con-
duct in academia.

b. :omen students in academic medicine experience more freTuent 
gender harassment perpetrated by faculty/staff than women students 
in science and engineering. 

c. :omen students/trainees encounter or experience sexual harassment 
perpetrated by faculty/staff and also by other students/trainees.

d. :omen faculty encounter or experience sexual harassment perpe-
trated by other faculty/staff and also by students/trainees.

e. Women students, trainees, and faculty in academic medical centers 
experience sexual harassment by patients and patients· families in 
addition to the harassment they experience from colleagues and those 
in leadership positions.
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5. The more power a perpetrator has over the target, the greater the im-
pacts and negative consequences experienced by the target.

6. For women of color, preliminary research shows that when the sexual 
harassment occurs simultaneously with other types of harassment (i.e., 
racial harassment), the experiences can have more severe consequences 
for them.

7. Sexual harassment has adverse effects that not only affect the targets 
of harassment but also bystanders, coworkers, workgroups, and entire 
organizations.

8. Women cope with sexual harassment in a variety of ways, most often by 
ignoring or appeasing the harasser and seeking social support. 

9. The least common response for women is to formally report the sexually 
harassing experience. For many, this is due to an accurate perception that 
they may experience retaliation or other negative outcomes associated with 
their personal and professional lives.

10. Four aspects of the science, engineering, and medicine academic work-
place tend to silence targets as well as limit career opportunities for both 
targets and bystanders: 

a. The dependence on advisors and mentors for career advancement. 
b. The system of meritocracy that does not account for the declines in 

productivity and morale as a result of sexual harassment. 
c. The “macho” culture in some fields.
d. The informal communication network, in which rumors and accusa-

tions are spread within and across specialized programs and fields. 
11. The	cumulative	effect	of	sexual	harassment	is	significant	damage	to	re-

search integrity and a costly loss of talent in academic science, engineer-
ing, and medicine. Women faculty in science, engineering, and medicine 
who experience sexual harassment report three common professional out-
comes: stepping down from leadership opportunities to avoid the perpetrator, 
leaving their institution, and leaving their field altogether. 
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Chanda Prescod-Weinstein

“You are not objective. You are not more 
objective than other people. You are especially 

not more objective about issues of 
marginalization than people who are 

marginalized relative to you.”



Understand the Problem





“At my university, coworkers 
made snide/hostile remarks 
about my wardrobe such as 
‘Why do you paint your nails? 
You’re a boy. Boys don’t do 
that.”
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“In the last lab I worked with, I was afraid to even mention that I might be 
gay. They were all very traditional sort of people.”

“Because I am in the closet about my identity, and I pass just fine as a result, I 
am actually quite comfortable in these areas. What people don’t know can’t 
hurt me!”

“I don’t know of any other ‘out’ physics grad students. I know that a lot of 
them are very conservative. And I feel like they respect me right now. But I 
don’t know that they would respect me if I came out to them.”
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contingent upon whether or not I 
have the right type of support 
system around me to be able to 
facilitate my success.”
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Recommendations

1. Ensure a safe and welcoming environment at APS meetings

2. Address the need to systematically accommodate names 
changes in publication record.

3. Develop advocacy efforts that support LGBT equity & inclusion.

4. Promote LGBT-inclusive practices in academia, national labs, & 
industry.

5. Implement LGBT-inclusive mentoring programs

6. Support the establishment of a Forum on Diversity & Inclusion



“…And the outlook for me in terms of 
getting a PhD…is really contingent upon 
whether or not I have the right type of 
support system around me to be able to 
facilitate my success.”

LGBT physicists reported trouble 
identifying allies to help mitigate isolation, 
exclusion, or marginalization.
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Write down the name 
of one or two scientific 

mentors who have 
influenced your career.



Write down the name 
of one or two scientific 
mentees whose careers 

you have supported 
over several stages.



Write down the name of 
someone you know who has 

left the field on less than 
optimal/independent terms.



Devise a Plan



Outreach is great…
But it isn’t the sole core of inclusion work. We’ve been doing lots of 

recruiting. But what happens when they actually join our fields?



Overview of Actions 

Removing Barriers to Access

Creating Inclusive Environments

Inclusion and Access to Power, Policy, 
and Leadership

Establishing a Community of 
Inclusive Practice



But first…



What is the climate at Fermilab? In 
your group? In your subfield?

• Actions speak louder than words
• Allyship is not a title to be earned, but actions taken.
• Remember power dynamics.
• Spend your social/institutional capital to support minoritized 

colleagues.
• Step outside your experience.
• Treat mentorship relationships as a two way street - your 

mentee is not the only one who is learning.



Carry out the Plan



You will screw up.

Probably a lot.

Embrace it.

Apologize.

Learn.



Look Back









Summary
1. In many physics environments, social norms established expectations of 

closeted behavior.

2. A significant fraction of LGBT physicists have experienced or observed 
exclusionary behavior.

3. LGBT physicists with additional marginalized identities faced greater levels 
of discrimination.

4. Transgender and gender-nonconforming physicists encountered the most 
hostile environments.

5. Many LGBT physicists were at risk for leaving their workplace or school.

6. LGBT physicists reported trouble identifying allies to help mitigate isolation, 
exclusion, or marginalization.



Stop prioritizing your comfort over 
the thriving & surviving of others.


