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”Det läckande röret” – vad är det? 

Ett enormt slöseri med vetenskaplig talang? 



The female force 



Varför? 



Varför?  
 

1.  Biologiska skillnader 

2.  Attityder: matematik är för killar! 

3.  Rekrytering 

4.  Handledning 

5.  Kvinnor är mindre produktiva! 

6.  Högre refuseringsgrad 

7.  Löneskillnad 
 
 
 
 
 



 

 

 

 

 

!   Unconscious bias (Moss-Racusin et al. 2012) 
 

Refusering & Publicering 



Medveten & omedveten 
diskriminering 



Implicit Association test 

https://implicit.harvard.edu/implicit/ 

Violance Lazy 
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Rekrytering 

P (Invite Arab-Muslim) 

= 
Explicit attitude 

Implicit attitude (IAT) * 

Rooth 2010, Labour Economics 17:523-534 



Stereotyper kan vara ett hinder för kvinnliga 
forskare 

bias as revealed by the IAT. Detailed versions of these results are
presented in the sections below.

Initial Hiring Decisions and Sex-Related Beliefs. Because employers
were rewarded based on the quality of their picks, we expected that
their choice of candidate would be guided by their beliefs about who
would perform best. An objective of this paper, then, is to show that
these performance-related beliefs were biased based on sex. To
measure the extent of this distortion, we needed a benchmark the
depended on the information available to the employer. We con-
sidered two extreme benchmarks: complete ignorance and perfect
information. A completely uninformed prior (i.e., no information
about the candidates in question) assigns equal probability to either
the man or the woman being superior on the task. This prior is
consistent with our in-sample performance (SI Appendix) and with
the existing literature (11–13). In contrast, the full-information prior
assumes employers know the actual future performance of the two
candidates. Note that the employers in our study did not have this
information, because at best they learned the candidates’ perfor-
mance on the first arithmetic task, which was highly predictive
(Pearson’s r = 0.845, P < 0.001) but was not identical to the can-
didate’s actual performance on the second arithmetic task.
We started by analyzing employers’ initial hiring decisions under

the different treatments. For this purpose, we pooled together the
initial decisions in the Decision Then Cheap Talk and Decision
Then Past Performance treatments, in which subjects had no in-
formation about the candidates’ performance, thus creating a No
Information condition. As a result, initial hiring decisions are
compared across three conditions, rather than our original four.
We found substantial discrimination against female candidates

across conditions (Fig. 1). When employers had no information
beyond appearance, they were twice more likely to choose male
candidates than female candidates. Regression analyses (SI Appen-
dix, Table S4) show that the fractions of female candidates chosen in
the No Information and Cheap Talk conditions were almost iden-
tical (0.2 percentage points less in the Cheap Talk condition, P =
0.972), whereas the proportion was significantly higher in the Past
Performance condition (9.1 percentage points more than in the No
Information condition, P = 0.004; 9.3 percentage points more than
in the Cheap Talk condition, P = 0.076). However, in all three
conditions the proportion of female candidates was significantly

less than 50% (P < 0.003), the fraction that would have been
chosen if there were no discrimination.
The cost of this discrimination pattern for employers and

candidates varies by condition. In the No Information case,
discrimination is not very costly for employers. If we remove the
anti-women bias in expectations, employers would earn only
0.1% more in compensation. If, instead, we were to impose
a random choice on employers, their earnings would drop by
11.4%, because employers do gain some relevant information
from the appearance of the candidates, and this information
allows them to make better-than-random choices (as can be seen
in Fig. 1, which shows that employers in this condition choose the
higher-performing candidate 55% of the time). Imposing a ran-
dom choice would take away the benefit of this information. Still,
although the cost for employers in this context is low, the cost for
women is high: In the No Information condition the expected
earnings of female candidates is 19.4% less than that of their
male counterparts.
Moreover, our ex post analyses show that employers made

suboptimal hiring decisions across conditions, with the worst
decision-making in the No Information condition. A strength of
our experimental design is that, in addition to detecting sex
biases in the overall hiring decisions, it allows us to determine
the degree to which decisions were suboptimal ex post (i.e., cases
in which the candidate with the lower performance is chosen)
and whether suboptimal decisions were biased in favor of men.
The highest fraction of suboptimal decisions occurred in the No
Information condition, in which almost half of the hiring deci-
sions were suboptimal (Fig. 1). Regression analysis (SI Appendix,
Table S5) showed that employers made the suboptimal decision
significantly less often in the Cheap Talk condition than in No
Information condition (by 13.1 percentage points, P = 0.004),
suggesting that the candidates’ statements about future perfor-
mance contained useful information. Employers made even
fewer suboptimal picks in the Past Performance condition (25.0
percentage points less than in the Cheap Talk condition, P =
0.031). In all three conditions, the higher-performing candidate
was picked significantly more often than would have occurred by
chance (by at least 4.6 percentage points, P < 0.010). However,
hiring decisions were still far from optimal. For instance, if
employers in the Past Performance condition based their choice
solely on candidates’ relative past performance (i.e., always choosing
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Fig. 1. The top bars show the percentages of female candidates that were picked, and the middle bars show the percentages of times the lower-performing
candidate in the pair was picked. This percentage is computed using all the hiring decisions made in each treatment: 507 in the No Information condition, 160
in the Cheap Talk condition, and 265 in the Past Performance condition. The bottom bars show the percentage of times that the chosen candidate was male,
conditional on the lower-performing candidate in the pair being chosen (230 cases in the No Information condition, 50 in the Cheap Talk condition, and 47 in
the Past Performance condition). Error bars correspond to 95% confidence intervals calculated with regression analysis clustering SEs on employer (SI Ap-
pendix, Tables S4–S6).
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that many female PhDs did not apply for tenure-track 
positions, or applied but were not hired or promoted, the 
current most important barrier at this transition point, at 
least in statistical terms, is the perception among female 
PhD recipients and postdocs that these positions are not 
compatible with family formation.

Ginther and Kahn (2009) estimated the transition from 
PhD to tenure-track job separately by broad field and 
found that within the life sciences, married women and 
women with children were significantly less likely to tran-
sition to tenure-track jobs compared with single, childless 
women. Mason and her colleagues found that women 
PhDs with no children and no plans to have children 
fared as well as men in applying for and getting STEM 
tenure-track jobs, whereas those with plans to have chil-
dren opted out of the R1 tenure-track pipeline in favor of 
careers they believed were more compatible with their 
plans, such as positions at teaching-intensive colleges or 
adjunct posts (Goulden, Frasch, & Mason, 2009; Wolfinger 
et al., 2008, 2009). To develop an idea of the magnitude of 
this factor, female postdocs in Mason et al.’s survey expe-
rienced over 50% more attrition if they planned to have 
families compared with men who planned to do so (28% 
vs. 16%), or if they already had children prior to the post-
doctoral position (31% vs. 19%; see Fig. 17). Martinez and 
her colleagues (2007) found similar child-related attrition 
in a survey of 1,300 NIH postdocs. And Ecklund and 
Lincoln’s (2011) survey of 3,455 biologists, astronomers, 
and physicists in top-20 departments found that four times 
as many female as male graduate students and 50% more 
female than male postdocs were worried that a science 
career would keep them from having a family. As the 
authors noted, “It is not surprising then that by the time 
they reach the postdoctoral level, women are much less 
likely than men to report considering a tenure-track job at 
a research university.”

Why do children have more impact on obtaining a 
tenure-track job in life science than in GEEMP fields? The 

answer is likely to lie in the postdoctoral position itself. 
As Kahn and Ginther (2012), Mason, Wolfinger, and 
Goulden (2013) and Monosson (2008) have pointed out, 
postdocs postpone getting started in biomedical careers. 
Moreover, postdocs in life science require long hours of 
work with little discretion over when those hours are, 
which, as Goldin (2014) pointed out, keeps women from 
vying for the most prestigious jobs across the spectrum of 
jobs in the U.S. labor market.

For those women who “lean in” to their academic 
careers, work–life balance poses significant challenges 
despite the widespread adoption of family-friendly poli-
cies in academia, including parental leave and the 
option to stop the tenure clock. Fox, Fonseca, and Bao 
(2011) surveyed STEM faculty at nine research universi-
ties between 2002 and 2004 to examine work/family 
conflict (whereby work interferes with family commit-
ments) and family/work conflict (whereby family com-
mitments interfere with work). Both women and men 
reported that work interfered with family more than 
family interfered with work, but that conflict was higher 
for women in both the work/family and family/work 
domains. Women’s family/work conflict also increases 
with seniority.

Drago et  al. (2006) surveyed faculty in English and 
chemistry and found that workplace norms in academia 
did not support family commitments. As a result, faculty 
women were more likely to stay single, to have fewer 
children, to have children after tenure, and to miss chil-
dren’s events in order to avoid perceived bias against 
caregiving. Ecklund and Lincoln (2011) found that among 
biologists, astronomers, and physicists in top-20 depart-
ments, roughly twice as many women as men claimed 
that career demands caused them to have fewer children 
than desired, and this was the only factor that was signifi-
cantly associated with plans to seek a career outside sci-
ence. Moreover, all of these studies may have 
underreported work/family conflict because individuals 
with the highest amount of conflict may have already 
opted out of academia.

Despite the significant work/family conflict, female 
faculty can and do become mothers. Ward and Wolf-
Wendel (2012) interviewed 87 female faculty across a 
wide variety of disciplines and institution types in order 
to determine how academic mothers manage work and 
family demands. Among the STEM faculty interviewed, 
several common themes emerged. In particular, STEM 
academic mothers talked about being the only women in 
their department and being called upon to meet with 
students and do extra service. Ward and Wolf-Wendel 
(2012) noted that faculty members “were very aware of 
the extra work that comes with being the only woman, 
the only scientist, the only mother, and the only one for 
people to turn to for myriad activities” (p. 93).

Fig. 18. Percentage of University of California postdocs who switched 
away from an emphasis on a career as a research professor as a func-
tion of presence of children and gender. Data shown here were drawn 
from Goulden, Frasch, and Mason (2009).
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Hur kan vi bidra till att laga det 
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Använd system 2 

Undvik intuition (Halo effekt) 

Undvik grupper där en person dominerar 

Skapar grupper med en hög grad av ”social 
sensitivity” – mer kvinnor, mer diversitet! 

 



Hur kan vi bidra till att laga det 
läckande röret? 

 

Attraktiva anställningar tidigt i karriären 

Tydligt karriärsystem 
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