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Background 
The goal of my research program is to shed light on the manifestations and underlying 

causes of gender bias, with the broader aim of enhancing equity and diversity within institutions. 
My research falls under three general themes: 1) The ways in which stereotypes can lead to 
biased social perceptions; 2) The backlash that men and women encounter when they violate 
gender stereotypes; and 3) The development, assessment, and implementation of evidence-based 
interventions designed to ameliorate gender biases. I take a systematic, interdisciplinary 
approach to studying gender and diversity, reaching across divisional lines by collaborating with 
colleagues in STEM fields, organizational behavior, education, and other sub-fields of 
psychology. Additionally, I draw upon and integrate theoretical perspectives from the areas of 
social cognition, intergroup relations, and industrial/organizational psychology. 

In my research before arriving at Skidmore and my current work as the director of the 
Social Cognition and Intergroup Dynamics (SCID) Laboratory (please see Table 1 for a timeline 
of publication activities conducted at Skidmore), I have employed multiple methodological and 
analytic techniques in order to study bias and diversity at the individual, group, and institutional 
level. For example, in addition to self-reported survey measures, I utilize computerized reaction 
time data collection assessing responses outside of participants’ conscious awareness, and 
internet-based sampling methods targeting diverse participant populations. My work consists of 
laboratory studies, field experiments, and intervention research, in order to carefully assess 
causal relationships in a controlled environment, test hypotheses in the real world, and 
investigate methods for effectively enacting change (please see Table 2 for a chronological list of 
the peer-reviewed papers I have published since arriving at Skidmore). To provide context, 
social psychologists typically use the h-index to assess scholars’ productivity and impact on the 
field. The h-index refers to the number of papers a scholar has published that have been cited at 
least that many times (for example, an h-index of 5 means that individual has published 5 papers 
that have each been cited at least 5 times). For my field and rank, an index of 10 is generally 
considered strong. I am gratified to report that my h-index is currently 18, suggesting that I have 
made significant early-career contributions to my field.  
 
Stereotypes Bias Social Perceptions  
 Some gender stereotypes are descriptive, in that they describe how men and women are 
thought to be; for example, that women as a group are communal (i.e., warm, sensitive, and 
supportive), while men are agentic (i.e., assertive, independent, and competitive; Rudman, Moss-
Racusin, Phelan, & Nauts, 2012). Of importance, these descriptive stereotypes can distort 
perceptions of individual men and women, often leading to inaccurate evaluation and inequitable 
treatment. For example, my work provided the first demonstration of male and female faculty 
members’ gender biases against women in science, technology, engineering and mathematics 
(STEM) fields. I recruited science faculty members to evaluate an applicant for a student lab 
manager position who was described as either male or female (Moss-Racusin, Dovidio, Brescoll, 
Graham, & Handelsman, 2012). Faculty participants rated the male student as significantly more 
competent and hireable than the identical female student. They also selected a higher starting 
salary and offered more career mentoring to the male student. Moreover, mediation analyses 
indicated that the female student was less likely to be hired because she was viewed as less 
competent, in keeping with pervasive descriptive stereotypes of men’s relative superior scientific 



abilities. This research was the first to provide experimental evidence of gender biases that may 
play a critical role in STEM’s lingering gender disparity, and also shed light on the mechanisms 
contributing to faculty bias against female science students.  
 In ongoing follow-up research, my students and I are analyzing self-reports of observed 
and personally-experienced incidents of gender bias in STEM from over 400 undergraduate and 
adult participants (Moss-Racusin, *Bogdan, & *Zeng, in preparation). Using a mixed-methods 
approach employing both qualitative and quantitative analyses, we created a coding scheme to 
capture the identity of the perpetrator and victim of bias, as well as the nature of the incident 
itself. Qualitative analyses revealed a wide range of types of bias, ranging from relatively benign 
statements questioning women’s STEM abilities to numerous more extreme incidents 
encompassing active discrimination and/or harassment. Further, quantitative analyses revealed 
that the majority of participants had experienced or observed at least one incident of STEM 
gender bias, and that men were more likely than women to be the perpetrators of STEM gender 
bias. This work deepens our understanding of the nature and frequency of STEM gender bias, 
adding external validity to the bias previously captured experimentally (i.e., Moss-Racusin et al., 
2012). 
 In addition to demonstrating gender bias itself, my work also explores potential biases in 
how people interpret scientific evidence of gender bias. To do so, several Skidmore students and 
I (Moss-Racusin, *Molenda, & *Cramer, 2015) analyzed a large sample (N = 831) of online 
comments written by members of the public in response to three prominent articles reporting my 
earlier study revealing faculty members’ gender biases (Moss-Racusin et al., 2012). Results from 
a mixed-methods approach similar to that described above revealed a wide range of positive 
(e.g., calls for social change) and negative (e.g., justification of gender bias) responses to the 
published evidence of gender bias, and gender differences emerged for most categories. 
Specifically, men were more likely than women to demonstrate negative responses, while 
women were more likely than men to demonstrate positive responses. I then built upon these 
findings by taking an experimental approach to exploring biases in interpreting scientific 
evidence of gender bias (Handley, Brown, Moss-Racusin, & Smith, 2015). Results revealed that 
men evaluate the quality of research demonstrating gender bias (vs. identically-described 
research that found no evidence of bias) more poorly than comparable women, and that this 
gender difference was particularly pronounced among STEM faculty. These results suggest that 
there may be an additional layer of gender bias, such that stereotypic expectations may not only 
shape responses to individual men and women, but also to the acceptance (or denial) of 
experimental evidence of bias itself1. 

Additionally, supported by grants from the Smithsonian Institution and Skidmore College 
(see “grants” section), my students and I have investigated the causal impact of gender bias on 
men’s and women’s STEM outcomes (Moss-Racusin, *Sanzari, *Caluori, & *Rabasco, in press). 
While my previous work demonstrated the existence and mechanisms underscoring bias against 
women in STEM (Moss-Racusin et al., 2012), research had yet to determine whether this bias 
directly deters women from participating in STEM. Indeed, some researchers have argued that 
women are underrepresented in STEM largely because they freely choose not to enter it, and that 
knowledge of STEM gender biases has little impact on women’s subsequent STEM engagement 
(e.g., Ceci & Williams, 2011). Contrary to these claims, our results provided the first 
experimental evidence that gender bias is one cause of the STEM gender gap, in that women 
expressed less engagement in STEM (e.g., sense of belonging, positivity towards, and aspirations 
to participate in STEM) than did men only when exposed to the reality of gender bias. In 
contrast, when participants were told that STEM (Experiment 1) or a particular science 

																																																								
1 Additional research has explored the ways in which stereotypes in other domains beyond gender can also bias 
social perceptions. For example, work with student co-authors has demonstrated Physicians’ racial biases (*Khosla, 
Perry, Moss-Racusin, +Burke, & Dovidio, 2018) and bias against transgender job applicants (Moss-Racusin & 
*Rabasco, in press). 



department (Experiment 2) exhibited gender equality, men and women expressed equally high 
levels of STEM engagement. Thus, it does not appear that women inherently prefer not to enter 
STEM. Instead, they are deterred by the existence of systematic biases against them. In sum, my 
work in this area has provided novel evidence that gender bias 1) undermines the evaluation and 
treatment of individual women in STEM (Moss-Racusin et al., 2012, Moss-Racusin et al., in 
preparation), 2) distorts perceptions of scientific evidence of gender bias itself (Moss-Racusin et 
al., 2015; Handley, Brown, Moss-Racusin, & Smith, 2015), and also 3) directly contributes to 
women’s persistent underrepresentation in STEM (Moss-Racusin et al., in press)2.    
 
Backlash for Stereotype Violations  
 Prescriptive gender stereotypes go a step beyond their descriptive counterparts to dictate 
the rules for acceptable behavior (Rudman, Moss-Racusin et al., 2012). That is, whereas 
descriptive stereotypes describe how women and men are, prescriptive stereotypes dictate the 
how men and women should be. Of importance, my colleagues and I have demonstrated that 
when women and men violate prescriptive gender stereotypes by behaving in counter-stereotypic 
ways, they encounter backlash (i.e., robust social and economic penalties; Rudman, 1998). For 
example, when women violate prescriptive gender stereotypes (e.g., by self-promoting), they are 
viewed as less likeable and are less likely to be hired than identical men and stereotype-
conforming women (Phelan, Moss-Racusin, & Rudman, 2008; Rudman, Moss-Racusin et al., 
2012). To the detriment of institutional diversity, women’s careers are thus undermined by a 
powerful catch-22; they are viewed as incompetent if they embody female gender stereotypes, 
yet encounter backlash if they violate these expectations.  

My work has demonstrated that backlash is not reserved solely for women, in that men 
also suffer penalties when they violate gender stereotypes (for a review, see Moss-Racusin, 
2014). For example, men encounter prejudice when they behave modestly during a job interview, 
such that they are disliked relative to identical women (to the detriment of their career prospects; 
Moss-Racusin, Phelan, & Rudman, 2010). Additionally, when men violate expectations by 
working for a powerful woman (compared to a powerful man), they lose status and receive lower 
starting salaries because evaluators perceive them as insufficiently masculine (Brescoll, 
Uhlmann, Moss-Racusin, & *Sarnell, 2012). Finally, gender stereotypes serve as barriers to 
engaging men in promoting workplace diversity, because men are penalized when they espouse 
feminist viewpoints (Rudman, +Mescher, & Moss-Racusin, 2013), advocate for female 
colleagues (Prime, Moss-Racusin, & Foust-Cummings, 2010; Prime & Moss-Racusin, 2009), or 
merely work alongside women in groups (West, Heilman, Moss-Racusin, +Gullett, & Magee, 
2012). Thus, my work suggests that backlash for violating gender stereotypes limits the success 
of men as well as women, and helps maintain the existing distribution of power.  

Recent work with student collaborators has investigated new manifestations of backlash 
targeting men and boys. For example, we explored whether men encounter backlash as a 
function of their experience of psychological disorders and mental health treatment-seeking 
decisions (Moss-Racusin & *Miller, 2016). In Experiment 1, results contradicted the prevailing 
assumption that men encounter more mental illness stigma than identical women when they 

																																																								
2 Recent and current work also explores the ways in which stereotypes impact men’s and women’s experiences 
balancing their professional and personal lives. For example, a series of studies demonstrated that in part because 
stereotypes cast women as primary caregivers, working mothers feel significantly more work-family guilt than 
comparable fathers (Borelli, Nelson-Coffey, River, Birken, & Moss-Racusin, 2017a; 2017b). Additionally, ongoing 
work demonstrates that undergraduate women expect to experience less future relationship equality (both in terms of 
the amount of paid work completed by themselves and their partners outside the home and unpaid labor inside the 
home), relationship and life satisfaction, and emotional well-being than undergraduate men, but only when told that 
legislation providing paid paternity leave in the U.S. is unlikely to pass (Moss-Racusin, *Sanzari, *Bogdan, & 
*Nahabedian, in preparation). In contrast, men and women project equally positive future outcomes when told that 
paid paternity leave is likely, suggesting that policies providing opportunities for men to deviate from traditional 
stereotypic breadwinner roles and fully participate in early childcare would strongly benefit women and families. 



violate gender stereotypes by experiencing depression. Specifically, a male target described as 
meeting the diagnostic criteria for major depressive disorder was rated as equally likeable, 
competent, and hireable relative to the identical female target (though both were rated lower than 
normatively functioning targets). These results provide an important piece of good news for men 
struggling with mental illness, and we are planning future work developing an intervention that 
will educate at-risk men about these findings in the hopes of shrinking the persistent gender gap 
in mental health treatment seeking. However, in Experiment 2, results revealed that men do 
encounter backlash when they violate gender stereotypes by failing to take charge of their 
depression and seek professional treatment. Thus, these findings suggest that while depressed 
men are not at greater risk for mental illness stigma than identical women, prescriptive gender 
stereotypes dictate that they must seek professional treatment to alleviate this counter-stereotypic 
problem or face backlash.  

In another line of work, we examined whether men encounter backlash when they violate 
gender stereotypes by working in early childhood education, a female stereotypic field (Moss-
Racusin & *Johnson, 2016). We were the first to demonstrate backlash against men in this 
professional context, such that male applicants for an elementary education position are disliked 
and viewed as more likely to pose a physical safety threat to children relative to an identical 
female applicant. These results could help explain the persistent underrepresentation of men in 
early childhood education. Finally, alongside colleagues in developmental psychology and 
statistics, I conducted novel experimental tests of whether young stereotype-violating children 
experience backlash similar to that previously demonstrated against adults (Sullivan, Moss-
Racusin, Lopez, & *Williams, 2018)3. Results revealed that people have strong stereotypic 
expectations for the appropriate gendered behavior of preschool boys and girls (Experiment 1), 
and that children whose behavior violates these expectations are less liked than identical children 
who conformed to stereotypes (Experiments 2 and 3). Of importance, this backlash was 
particularly strong for stereotype-violating boys, suggesting that masculine gender stereotypes 
may be policed particularly robustly even from a very young age4. 

One particularly worrisome consequence of backlash is its potential to undermine 
women’s professional self-promotion, a behavior that is critical for professional advancement 
and career success. However, although men competing for leadership roles are expected to self-
promote (Moss-Racusin et al., 2010), women who do so suffer penalties for violating gender 
stereotypes (Rudman, 1998). Considerable research has focused on perceivers’ reactions to 
atypical women and men (see above). Of importance, I also investigated the actors’ side of the 
equation by developing and testing the backlash avoidance model (BAM), a model that identifies 
the processes responsible for undermining women’s self-promotion success. In this work, I 
provided the first demonstration of gender differences benefiting men in self-promotion 
behavior, and showed that these differences stem from women’s (accurate) fear of backlash for 
this stereotype-violating behavior (Moss-Racusin & Rudman, 2010). My dissertation research—
which was funded by both the National Science Foundation and the American Psychological 
Association—tested and refined the BAM by illuminating the antecedents and self-regulatory 
processes associated with women’s self-promotion detriments. More specifically, results 

																																																								
3 This work won the Open Science Framework Pre-Registration Challenge (https://cos.io/prereg/), indicating high 
levels of methodological and analytic transparency in keeping with evolving best research practices. 
4 Ongoing work in this area tests whether men encounter backlash when they violate gender stereotypes by 
temporarily de-prioritizing their working role (i.e., by taking a few hours off from work), and whether women 
encounter backlash when they similarly violate stereotypes by temporarily de-prioritizing their parenting role (i.e., 
by leaving their child with a babysitter). Contrary to expectations, results revealed only strong penalties for violating 
parent and employee stereotypes, such that both male and female employees are harshly penalized when they depart 
from stereotypic expectations by de-prioritizing work for even very short periods (particularly to engage in self-
care), and that parents are similarly penalized when they briefly de-prioritize parenting (Moss-Racusin, *Sanzari, & 
*Dennis, in preparation). Current follow-up work explores whether more extreme de-prioritizations result in the 
predicted different reactions to male and female targets.	



indicated that women’s fear of backlash interrupted their self-regulatory abilities and depressed 
their sense of entitlement, resulting in ineffective self-promotion relative to male colleagues 
(Rudman, Moss-Racusin, Glick, & Phelan, 2012). Thus, this line of research introduced and 
generated support for my backlash avoidance model, both providing the first demonstration of 
gender difference in self-promotion behavior and identifying the responsible mechanisms.  
 
Evidence-Based Interventions  

Despite the mounting evidence of STEM gender bias, there are very few available 
interventions that successfully reduce this bias (Handelsman & Moss-Racusin, 2013). Building 
upon my previous experience testing the efficacy of corporate diversity trainings (Prime, Foust-
Cummings, +Salib, & Moss-Racusin, 2012), I have worked to bring a scientific approach to the 
design, evaluation, and implementation of interventions designed to ameliorate gender bias and 
promote institutional diversity. First, in a paper published in Science, I conducted a review of the 
existing intervention literature, and created an evidence-based framework for a widespread 
scientific approach to diversity interventions (Moss-Racusin, van der Toorn, Dovidio, Graham, 
& Handelsman, 2014). Next, I lead a team of colleagues in biology, education, and 
organizational behavior to launch a nationwide field experiment assessing an intervention 
designed to improve STEM faculty members' attitudes toward diversity in their classrooms and 
reduce their subtle bias toward female students. Over 250 STEM faculty members attended a 
course presenting results of research on diversity in academia, and strategies to manage 
diversity-related challenges at home institutions. Results revealed that, as predicted, this 
theoretically-grounded intervention increased STEM faculty’s awareness of gender bias and 
reduced bias itself (Moss-Racusin, van der Toorn, Dovidio, Brescoll, Graham, & Handelsman, 
2016). 
 I then received two grants from the Alfred P. Sloan Foundation (see “grants” section) to 
support the creation and assessment of VIDS (Video Interventions for Diversity in STEM), 
interventions derived from research in communications and the psychological literature on 
attitude change, persuasion, and diversity intervention efficacy. Specifically, leading a large team 
of interdisciplinary collaborators and a professional film production crew (and co-supervising a 
full-time postdoctoral associate, Evava Pietri), I designed and filmed twelve 5-minute 
intervention films. Each film communicated the results of existing experimental research 
revealing gender bias (see Table 3 for a description of the content of each film). Six films (the 
narrative condition) illustrated experimental results via compelling stories about characters in a 
fictional science department. The remaining six films (the expert interview condition) described 
the same experimental results using logical arguments during an interesting interview with a 
psychology professor (see Appendices A and B for film stills from each condition). Thus, while 
both conditions were grounded in existing theory and evidence, this design enabled a test of 
which communication strategy (narrative vs. expert interview) would be most effective for 
different audiences, and via what mechanisms. For a full description of VIDS and to view each 
video, please see the VIDS website: https://academics.skidmore.edu/blogs/vids/. 

My work has shown that VIDS increase bias literacy as characterized by (a) awareness 
of bias, (b) knowledge of gender inequity, (c) feelings of efficacy at being able to notice bias, 
and (d) recognition and confrontation of bias across situations (+Pietri, Moss-Racusin, Dovidio, 
Guha, +Roussos, Brescoll, & Handelsman, 2017). Of importance, the different conditions 
appeared to function via different psychological mechanisms: the narrative condition increased 
bias literacy via participants’ sense of transportation (i.e., being immersed in the stories), while 
the expert interview condition functioned via increasing participants’ logical thinking about the 
arguments at hand. These results reflected exciting initial evidence that our novel interventions 
boost bias literacy. Moreover, the conditions appeared to operate via different psychological 
mechanisms, which could each prove more efficacious for different types of audiences.  



I then expanded this research by examining the impact of VIDS on gender bias itself 
(Moss-Racusin, +Pietri, +Hennes, Dovidio, Brescoll, +Roussos, & Handelsman, in press). Results 
revealed that, relative to controls, both sets of films reduced gender bias, engaged the action-
oriented emotions of anger and empathy, and increased awareness of gender bias, positive 
attitudes towards women in STEM, and intentions to engage in behaviors promoting gender 
parity on the part of both male and female adults from the general population (Experiment 1) and 
STEM faculty (Experiment 2). Moreover, effects largely persisted up to six months. Of 
importance, the expert interview condition appeared to be most effective for STEM faculty, who 
are trained to emphasize logical arguments. These results highlight the potential for our novel 
intervention films to promote diversity within the academic STEM community. I was 
particularly gratified to be invited to travel to D.C. and present this work to the White House 
Office of Science and Technology Policy (Moss-Racusin, Dovidio, & +Pietri, 2014). 

In very recent work, we have supplemented VIDS with an additional module, UNITE, 
that promotes the message that gender bias can be successfully reduced, and provides actionable 
tools for addressing bias. When paired with VIDS, UNITE is effective at buffering perceptions 
that bias is immutable and protecting self-efficacy to address bias (Hennes, Pietri, Moss-Racusin, 
*Mason, Dovidio, Brescoll, +Bailey, & Handelsman, in press). Further, including identity-safe 
cues such as successful female role models alleviates negative effects on women’s sense of 
belonging in STEM (Pietri, Hennes, Dovidio, Brescoll, +Bailey, Moss-Racusin, & Handelsman, 
invited revision submitted). Taken together, my work on evidence-based interventions promotes 
a scientific approach and provides novel tools to reduce STEM gender bias5.  
 
Conclusions 

In summary, my research examines the mechanisms by which stereotypes serve to 
undermine the equitable treatment of stigmatized group members, and identifies factors that may 
enhance diversity within institutions. By investigating the ways in which stereotypes bias social 
judgments, the consequences of stereotype-violating behavior, and the mechanisms underscoring 
effective diversity interventions, my overarching goal is to generate advances in both social 
psychological theory and practical applications designed to combat institutional inequities. 
Moreover, my commitment to basic science research with social justice implications does not 
end with the research projects outlined here. Rather, I view the work described in this statement 
as the first stages in a long-term programmatic approach to diversity research, which I hope to 
continue at Skidmore with the help of my talented student collaborators. 

 
 
 
 
 
 
 

																																																								
5 Additional research in this area explores the efficacy of interpersonally confronting sexism as an intervention 
approach. For example, one set of experiments revealed that confronting people with concrete evidence of their own 
gender bias (rather than more general accusations) results in greater concern about reducing future bias (+Parker, 
Monteith, Moss-Racusin, & *Van Camp, 2018). Other work suggests that men are particularly likely to weigh the 
potential social benefits when deciding whether to confront sexism, and that endorsement of a masculine protection 
ideology leads them to confront sexism targeting socially close (but not more distant) women (Good, Sanchez, & 
Moss-Racusin, 2018). 



Appendix A: VIDS Narrative Condition Film Stills  
 
 

 
 
 
 

 
 
 

 
 
 



 
 

 
 

 
 
 

 
  



Appendix B: VIDS Expert Interview Condition Film Stills 
 

 
 

 
 

 
 

 
 



Table 1 
 
Timetable of Peer-Reviewed Publication Activities Conducted at Skidmore 
 
 

Paper 
aslkfjas;kdjfasdka;lksjfa 

Study 
Design  

Data 
Collection 

Data 
Analysis 

Manuscript 
Writing 

Manuscript 
Submission 

Manuscript 
Revision 

Manuscript 
Accepted  

Manuscript 
Published 

PUBLISHED  
Rudman, +Mescher, & Moss-
Racusin, 2013 

       X 

Moss-Racusin, van der Toorn, 
Dovidio, Brescoll, Graham, & 
Handelsman, 2014 

  X X X X X X 

+Young, Moss-Racusin, & 
Sanchez, 2014 

  X X X X X X 

+Wilton, Good, Moss-Racusin, 
& Sanchez, 2015 

  X X X X X X 

Moss-Racusin, *Molenda, & 
*Cramer, 2015 

X X X X X X X X 

Handley, Brown, Moss-
Racusin, & Smith, 2015 

X X X X X X X X 

Moss-Racusin & *Miller, 2016 X X X X X X X X 
Moss-Racusin & *Johnson, 
2016 

X X X X X X X X 

Moss-Racusin, van der Toorn, 
Dovidio, Brescoll, Graham, & 
Handelsman, 2016 

  X X X X X X 

Borelli, Nelson-Coffey, River, 
Birken, & Moss-Racusin, 
2017a 

X X X X X X X X 

+Pietri, Moss-Racusin, 
Dovidio, Guha, +Roussos, 
Brescoll, & Handelsman, 2017 

X X X X X X X X 

Borelli, Nelson-Coffey, River, 
Birken, & Moss-Racusin, 
2017b 

X X X X X X X X 



Good, Sanchez, & Moss-
Racusin, 2018 

  X X X X X X 

+Parker, Monteith, Moss-
Racusin, & *Van Camp, 2018 

X X X X X X X X 

Sullivan, Moss-Racusin, 
Lopez, & *Williams, 2018 

X X X X X X X X 

*Khosla, Perry, Moss-Racusin, 
+Burke, & Dovidio, 2018 

  X X X X X X 

Moss-Racusin, +Pietri, 
+Hennes, Dovidio, Brescoll, 
+Roussos, & Handelsman, 2018 

X X X X X X X X 

Hennes, Pietri, Moss-Racusin, 
*Mason, Dovidio, Brescoll, 
+Bailey, & Handelsman, 2018 

X X X X X X X X 

Moss-Racusin, *Sanzari, 
*Caluori, & *Rabasco, 2018 

X X X X X X X X 

Moss-Racusin & *Rabasco, 
2018 

X X X X X X X X 

Pietri, Hennes, Dovidio, 
Brescoll, +Bailey, & Moss-
Racusin, 2019 

X X X X X X X X 

Begeny, Moss-Racusin, Ryan, 
& Ravetz, 2020 

X X X X X X X X 

IN PRESS 
Murphy…Moss-Racusin…et 
al., 2020 

X X X X X X X X 

Moss-Racusin, Schofield, 
*Brown, & *O’Brien, 2020 

X X X X X X X X 

UNDER REVISION 
Moss-Racusin, *Sanzari, 
*Bogdan, *Nahabedian, & 
*Brown, invited for 
resubmission 

X X X X X X   

UNDER REVIEW/IN PREPARATION 
Moss-Racusin, Pietri, van der 
Toorn, & Ashburn-Nardo, 
under review 

X X X X X    



*Sanzari, *Dennis, & Moss-
Racusin, under review 

X X X X X    

Sullivan, Ciociolo, & Moss-
Racusin, under review 

X X X X X    

+Hildebrand, +Posid, Moss-
Racusin, & Cordes, under 
review 

X X X X X    

Greenwald, Dasgupta, Dovidio, 
Kang, Moss-Racusin, & 
Teachman, under review 

X X X X X    

Moss-Racusin, *Rapp, 
*O’Brien, & *Brown, in 
preparation 

X X X X     

 
Note. X = activity took place at Skidmore. *Denotes undergraduate student co-author (at time of paper submission). +Denotes graduate student or 
postdoctoral student co-author (at time of paper submission). 



Table 2 
 
Chronological List of Peer-Reviewed Publications Since Arriving at Skidmore 
 

Paper 
Number 

First 
Author? 

Undergrad Student 
Co-Author? 

Citation 

1 No No Rudman, L. A., +Mescher, K., & Moss-Racusin, C. A. (2013). Reactions to gender egalitarian men: 
Perceived feminization due to stigma-by-association? Group Processes and Intergroup Relations, 
16, 572-599.  

2 Yes No Moss-Racusin, C. A., van der Toorn, J., Dovidio, J. F., Brescoll, V. L., Graham, M., & 
Handelsman, J. (2014). Scientific diversity interventions. Science, 343, 615-616. 

3 No No +Young, D., Moss-Racusin, C. A., & Sanchez, D. T. (2014). Implicit agency, communality, and 
perceptual congruence in couples: Implications for relationship health. Journal of Experimental 
Social Psychology, 55, 133-138. 

4 No No +Wilton, L. S., Good, J. J., Moss-Racusin, C. A., Sanchez, D. T. (2015). Communicating more than 
diversity: The effect of institutional diversity statements on expectations and performance as a 
function of race and gender. Cultural Diversity and Ethnic Minority Psychology, 21, 315-325. 

5 Yes 2 Moss-Racusin, C. A., & *Molenda, A. K., & *Cramer, C. (2015). Can evidence impact attitudes? 
Public reactions to experimental evidence of gender bias in STEM fields. Psychology of Women 
Quarterly, 39, 194-209. 

6 No No Handley, I. M., Brown, E. R., Moss-Racusin, C. A., & Smith, J. L. (2015). The quality of evidence 
revealing subtle gender biases in science is in the eye of the beholder. Proceedings of the National 
Academy of Sciences, 43, 13201-13206. 
• Selected (through competitive process) for summary and inclusion in the Harvard Kennedy 

School Women and Public Policy Program Gender Action Portal. 
7 Yes 1 Moss-Racusin, C. A., & *Miller, H. G. (2016). “Taking charge” of stigma: Treatment seeking 

alleviates men’s mental illness stigma. Journal of Applied Social Psychology, 46, 319-335. 
8 Yes 1 Moss-Racusin, C.A., & *Johnson, E. R. (2016). Backlash against male elementary educators. 

Journal of Applied Social Psychology, 46, 379-393. 
9 Yes No Moss-Racusin, C. A., van der Toorn, J., Dovidio, J. F., Brescoll, V. L., Graham, M. J, & 

Handelsman, J. (2016). A “Scientific Diversity” Intervention to Reduce Gender Bias in a Sample of 
Life Scientists. CBE-Life Sciences Education (Special Issue on Broadening Participation in the Life 
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Relations, 21, 788-809 
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23 No No Murphy, M. C., Mejia, A., Mejia, J., Yan, X., Cheryan, S., Dasgupta, N., Destin, M….Moss-
Racusin, C. A….& Pestilli, F. (in press). Open science, communal culture, and women’s 
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Sciences. 
24 Yes 2 Moss-Racusin, C. A., Schofield, C. A., *Brown, S., & *O’Brien, K. A. (in press). Breast is (viewed 

as) best: Demonstrating formula feeding stigma. Psychology of Women Quarterly. 
25 Yes 4 Moss-Racusin, C. A., *Sanzari, C., *Bogdan, E., *Nahabedian, D., & *Brown, S. (2020). Expecting 
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Analysis of Social Issues and Public Policy. Revision requested. 

Totals 
25 10 18 16 different journals 
 
Note. *Denotes undergraduate student co-author (at time of paper submission). +Denotes graduate student or postdoctoral student co-author (at time of 
paper submission). 



Table 3 
 
Brief Description of Narrative and Expert Interview VIDS Scenes 
 

Target 
Article 

 

Major Point of Article  
(Described in expert interview 

condition) 

Brief Description of Bias in Scene 
(Shown in narrative condition) 

Madera, 
Hebl, & 
Martin 
(2009) 

Letter writers use more communal 
words (e.g. nice) to describe women, 
and more assertive words (e.g. 
competent) to describe men.  

Two male professors think a man is the 
stronger applicant (another female 
professor does not agree) because they do 
not think the words the female applicant’s 
letter writers used to describe her (e.g., 
nice) make for a strong candidate. 

Rudman & 
Glick 
(1999) 

Women are seen as more competent 
when they act assertively, but are less 
likable. When men are assertive, they 
are not rated as less likable.  

When a female graduate student tries to act 
more assertively, she is criticized for this 
behavior. A male graduate student is not 
criticized for being assertive by two male 
professors and one female professor.  

Murphy, 
Steele, & 
Gross 
(2007) 

Women in STEM feel more 
threatened and less sense of 
belonging when they watch a video in 
which women are underrepresented at 
a conference relative to one in which 
there is equal gender representation.  

A male professor is not concerned when he 
goes into the men’s bathroom with two 
male graduate students while explaining a 
research technique, leaving the only 
woman in the group trying to learn from 
him out in the hallway. 

Moss-
Racusin et 
al. (2012) 

Both male and female science faculty 
members show a clear bias in favor a 
male lab manager applicant over an 
identical female (viewing him as 
more competent, hireable, and 
deserving of more mentoring and 
higher pay). 

A male professor does not think female 
graduate student is competent enough to 
help with a complicated microscope.  

Moss-
Racusin et 
al. (2010) 

Men are viewed less favorably when 
they behave modestly and not 
assertively.  

A male professor gets upset with male 
graduate student for behaving modestly and 
failing to self-promote. This male professor 
then discusses revoking the male student’s 
travel award with another male professor. 

Heilman 
& 
Okimoto 
(2008) 

Women applying for a promotion are 
seen as less competent when they are 
mothers, relative to their male 
counterparts. 

A female professor thinks a pregnant job 
candidate will not be dedicated after having 
her child, even though the candidate asserts 
that her husband will do most of the 
childcare. A female graduate student is 
unsettled upon learning that the professor 
did not hire the candidate because of the 
pregnancy. 

 
Note. Table appears in Pietri, Moss-Racusin et al., 2017. 


