Working toward an inclusive
nuclear physics community
Filomena Nunes, Michigan State University

Our context

What is our goal?
Provide an inclusive space where ALL physicists can
exchange ideas and share their interests in nuclear
physics, regardless of:
country of origin,
economic background
religion,
race,
color,
gender,
sexual orientation,
gender identity,
their disability,
etc.
First step towards the goal:
Recognizing that we have not reached the goal!

Definition
Harassment: any behavior that negatively targets a person
because of their country of origin, color, gender, sexual
orientation, religion, etc.
There is an enormous body of work on harassment based
on gender! I’m going to look at that…

National Academy Report on Sexual Harassment of Women:
Climate, Culture, and Consequences in Academic Sciences,
Engineering, and Medicine (2018)

Terminology
Sexual Coercion:
conditional sexual activity
quid-pro-quo
Unwanted Sexual attention:
§ touching
§ assault
§ rape
Gender Harassment:
§ conveys objectification,
hostility and exclusion
§ verbal and non-verbal
§ direct and ambient

Harassment is pervasive in academia
STEM departments have a fertile ground:
• hierarchical dependent relationships
Illies et al, 2003
(Power differentials)
• male-dominated environments
Work Sector Percentage of
• isolating environments
Women that
experience
• organizational tolerance
harassment

Those in power tend to:
minimize incidents (denial)
provide limited response
not take issues seriously

Academic
(faculty and
staff)

58%

Private
sector

46%

(In work population, women report that 93%
perpetrators are men)

Government

43%

Military

69%

More than 700 cases tracked over one year for academic sexual misconduct
and violations of relationship policies (Gough 2014)

Harassment is pervasive for students
74% undergrad women at CUWiP have experienced sexual harassment
Aycock et al., PR Phys. Ed. (2019)
Rosenthal, Smidt and Freyd, 2016
Work Sector

Percentage of Women Grad
Students that have
experienced harassment

Gender harassment

59%

Unwanted sexual attention

6%

Unwanted touching

5%

Bribes or threats

4%

Harassed by fellow student

58% (more common)

Harassed by faculty/staff

38%

This breakdown
is similar for
women faculty
and staff

86% of women targets describe the perpetrator as male (when men are targets,
perpetrator is also male)
66% of women report repeated incidents

Women don’t report harassment
Most cases do not get reported:
2.2% college students report to the institution (6.4% grad, 6% fac)
3.2% disclose the experience to someone in position of authority
66% never discuss the experience with a supervisor
35% of undergrad targets tell no one!
(percentages of those being harassed)

Why don’t women report?
• behavior may not be immediately identified as harassment
(the delayed awareness of sexual harassment comes from a pervasive
acceptance of gender discriminatory behavior in academia)
• fear of retaliation, blame, humiliation, ostracism, damage to one’s career,
damage to one’s reputation
• fear of inaction
When women decide to report: it takes many reports , across multiple
institutions for offense to be acknowledged. Most often nothing happens to
perpetrator and targeted woman ends up leaving…

Women’s reactions
Women’s response to harassment behavior includes (Magley 2002):
• 74% avoiding the perpetrator
• 73% detaching themselves psychologically from the situation
• 70% enduring the situation without any attempt to resolve it
• 30% attempting to appease the perpetrator by making up an excuse for
his behavior.
Women’s internal coping mechanisms
(RTI 2018):
• Minimizing or normalizing the
incidents
• Strategizing how to better prepare for
future incidents
• Engaging in self-healing activities
• Reaching out to friends and family
Libarkin, Physics Viewpoint 2019

Consequences to work/education
Effects on the job for women in academia that experience harassment:
• Work withdrawal (more time off, sick leaves, tardiness, making excuses)
• Job withdrawal (intention of leaving the organization)
• Reduced productivity and performance
• Less commitment
• Increased stress
• Impaired team relationships/conflict
• Avoiding informal activities/Isolation
• Lower justice perceptions
Gender harassment has similar effects as unwanted sexual attention and
sexual coercion – not dependent on whether women label their experiences as
sexual harassment.
Keep in mind: the system of meritocracy does not account for decline in
productivity and morale resulting from sexual harassment.
(Sojo, Wood, Genet 2016)

Consequences to health
Female faculty and staff that experience harassment present significantly
worse physical and mental health.
Most common mental health issues:
• Depression (1 in 5)
• PTSD (1 in 10)
• Anxiety
• Eating disorders
• Self-blame and lower self-esteem
• Increase in prescription drugs/alchool
• Anger and disgust

metro.co.uk

Most common physical issues:
Headaches, exhaustion, sleep problems, gastric problems, nausea, respiratory
problems, musculoskeletal pain, weight issues

Multiple marginalities: greater rates in harassment
Study in astronomy and planetary sciences (Clancy 2017)
30% of women (2% of men) felt unsafe in their position due to gender or race
18% women of color (12% white women) skipped events because of safety
concerns

pinterest.co.uk

Consequences to men
Men in the #metoo era avoid being
alone with women at the workplace.

LeanIn Organization Survey found:
60% of male managers say they are
uncomfortable mentoring,
socializing with or even working
alone with women in the workplace,
up from 46% a year ago

Predictors for sexual harassment
o
o
o
o

Organizational tolerance for harassment
Lack of sanctions against offenders
Perceived risk to those who report
A sense that reporting will not be taken seriously

More details in: National Academy Report on
Sexual Harassment of Women: Climate,
Culture, and Consequences in Academic
Sciences, Engineering, and Medicine (2018)

Nelson, Rutherford, Hinde, Clancy, 2017

What is the DNP doing about it?
DNP adhoc committee for harassment prevention 2017-2019
(Ron Gilman, Filomena Nunes, Warren Rogers, Roxanne Springer, Sherry
Yennello)

• Make sure everyone knows about
the APS Code of Conduct
• Educational website for harassment prevention
• Allies program

Introduction by the chair at DNP-Fall2018
The Chair of the DNP begins the meeting by showing the Code of Conduct and
highlights the importance and how the DNP leadership endorses the Code of
Conduct.
The Chair talks about the DNP Allies program: “If you feel you are a target of
harassment please contact one of our allies. They have been trained to help
you.” (Asked that all allies stand up so they can be recognized).
The Chair mentions the Collected stories – educational website for
harassment prevention.
The Chair refers to the official harassment reporting line: the APS
representative at the meeting (hotline 301 209 3675).

Educational website for harassment prevention
Link on front page of dnp.aps.org/ backpage of APS News 8 April 2019

The DNP allies program
The DNP Allies are a selected group of members of the nuclear physics
community who are trained to help those who feel harassed at our meetings.
They are part of our community and can be easily identified by an orange
scarf or an orange armband!
Allies serving at DNP 2018: Gail Dodge, Evie Downie, Dick Furnstahl, Robert
Janssens, Filomena Nunes, Warren Rogers, Kate Scholberg, Brad Sherrill, Roxanne
Springer, Sharon Stephen, Sherry Yennello

When back home, keep this in mind
Your experience is not everyone’s experience: be open and listen!
The dependence on advisors/mentors for career advancement can silence
targets. Pay attention to relations with power differentials!
Person with tendency to harass will have the behavior inhibited when
exposed to role models that behave professionally (the reverse is also true).
Sexual harassment is less likely to occur if behaviors are not accepted by
authority figures.
No matter what excuses you come up with, every single person has the
power to interrupt harassment behavior.

And watch your biases!
“Girls are bad at math so you better become an experimentalist.”
“This paper is really simple. Even you can understand it…”
“You know you only got hired because you’re a woman, right?”
“There is no inappropriate behavior of any kind at DNP meetings”

