MICROAGGRESSIONS TOWARDS WOMEN IN STEM, FOCUSED ON GROUP PROJECTS 
Lesson plan intended for undergraduate students at Imperial College London. No specified year level but recommended to be implemented at the beginning of a course/module/group project. 
Intended Learning Outcomes (ILOs):
By the end of the session, students will be better able to: 
1. Recognise cases of gender microaggressions in group work towards women in STEM 
2. Recognise the effects of gender microaggressions towards women in group work. 
3. Learn strategies for allyship in group work situations 
Schedule: 
	Topic 
	Activity (Timing) 

	Introduction: What is a microaggression?
	· Introduction  ask students what a microaggression means 
· Give a definition
(~5 min)

	Present Examples of Microaggressions 
	Put students in smaller groups (3-5 students) to discuss
· (5 min) For groups to come up with examples of microaggressions and groups share responses based on discussion
· (10 min) Show MentiMeter with responses from Women in Mecheng lunch 

	Show Interview Video 
	(~5-10 min) Only show key parts and link video for student who want to refer back to it.  

	Effects of Microaggressions 
	· (10 min) Talk about the themes in microaggressions and the effect these have on the victims 
· Talk through one example as done in images below from Kim and Meister research [article 2]

	What can we do to minimize these incidents
	· (~3 min) Get student opinion if any of the examples shown were surprising. 
· (5 min) Get student ideas on how to minimize these incidents 
If more time, points above can be discussed in same small groups as second topic 
· Introduce Code of Conduct addressing equality and fair treatment to others 
· Show example [other 2]
· Show Nolan Principles [other 1]


Content and Topics: 
What are microaggressions 
· Distinguish between micro and macroaggressions
· “Microaggressions focus more on interpersonal behaviours compared to sexism which focuses more on general attitudes about gender dynamics.”
· Give example of micro vs macroaggression 
· Macroaggressions are behaviours known to be inappropriate 
· Ex. Commenting on women’s physical appearances, name-calling individuals. 
· Microaggressions are more subtle, perpetrator is not necessarily acting with malicious intentions 
· Types of microaggressions
· Devaluation of technical competence 
· Devaluation of physical presence 
· Denial of One’s reality 
· Pathologizing woman’s personal character
· Pathologizing woman’s gender 
· Distinguish between micro and macroaggressions
Effects and consequences of microaggressions
· Attacks sense of belonging [article 3]
· Belonging impacts everyone  environments where everyone is celebrated improves everyone’s experience 
· Build empathy through lack of belonging. Even if you have not been marginalised because of gender before, everyone has likely felt outcasted in some context. 
What can we do? 
· Create a code of conduct  set expectations from the beginning of degree/project 
· Create respect within groups  based on interview and experience running DMT by Dr. Marc Masen. 
· Examples of codes of conduct and how they can be implemented in different scenarios
· Project plans 
· Previous to lab work 
· Teambuilding activity

[image: figure 1]
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Reading List: 
Articles
1. Causes of microaggressions 
a. Monnica T Williams 
b. https://academic.oup.com/book/28752/chapter-abstract/234466251?redirectedFrom=fulltext 
2. Microaggresions, Interrupted: The experience and effects of gender microaggressions for Women in STEM 
a. Jennifer Y. Kim & Alyson Meister 
b. https://link.springer.com/article/10.1007/s10551-022-05203-0 
3. Implementing diversity training targeting faculty microaggressions and inclusion: Practical Insight and Initial findings 
a. Ellen Ernst Kossek ekossek@purdue.edu, Patrice M. Buzzanell, and Ankita Nikalje 
b. https://journals.sagepub.com/doi/full/10.1177/00218863221132321 
4. The power of interest: mironitized women’s interest in engineering fosters persistence beliefs beyond belongingness and engineering indentity 
a. Dina Verdín
b. https://stemeducationjournal.springeropen.com/articles/10.1186/s40594-021-00292-1
Reports
1. “Girls in the Physics Classroom” 
a. Institute of Physics Report 
b. https://www.iop.org/sites/default/files/2023-02/Girls-in-the-physics-classroom-a-teachers-guide-for-action.pdf
2. “Opening Doors: A guide to good practice in countering gender stereotyping in schools” 
a. Institute of Physics Report 
b. https://www.iop.org/sites/default/files/2019-02/opening-doors-countering-stereotyping.pdf
Books 
1. Inferior: how science got women wrong - and the new research that's rewriting the story
a. Angela Saini
2. Invisible Women 
a. Caroline Criado-Perez
Other 
1. “The Seven Principles of Public Life” (Nolan Principles) 
a. UK Government 
b. https://www.gov.uk/government/publications/the-7-principles-of-public-life/the-7-principles-of-public-life--2 
2. Code of Conduct and Values Example 
a. https://osf.io/mdh87/wiki/Code%20of%20Conduct%20%26%20Values/
b. https://www.big-data-biology.org/manual/
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Example Quotations

1 sat my manager down and I was like, “Hey, this s al f the things  have done. | am leading
your performance guild.I'm a key conirbutorinthe systems guiki. | have more diret rports.
Tim working on al these suf. 've worked on more complicated things.” But in my
performance review, he said that my systems rchitet was doing all my work and tht  had to
come out from under his wings.

Atmy previousjob,there was another guy. .. had opened up the srver and | was doing some
hardware reated thing and he came by the room and said,ina suprised voice "You'e doing.
that1" Which I assume was because | was female.

Sometimes, youir trying o say something, and youit talked over. Or you wana spesk up and
they don'..if oftenthe oldermen or the higher up men who just don' look a you. They look asif
they are talking to someone esc. How do I explain € I¢s ke you'r not there.

Aman walked up 1o my boss whois an older mid 60's White male and me, 30. Female. And we
were manning a booth, We were the only two people. We have  ltle fiyer that says we're hring.
And the first guy that came up, shook my boss's and, spoke dirctly t him, and looked him in
th eyes, had a conversation, handed him hisresume and then let. And I ponted it out to my boss
and sad: “That guy never even looked a me.”

Even that person who ended up having to Ieavethe university, it was found that he wasn’t
reating me badly because 1 as a woman. He was treating me badly because he was treating
everybiody badly, which i not truc. People don't want toreally admit that somebody could
sctally dismiss somebody because ofteir gender.

When you brng up these biased interactions o some people, some might say, ™Youre being
snsitve.” I'm notbeing senstive! I'm observant.

When I was working in the web company, my boss who actually s  very ice person. He
basically once told me afier s meeting thet I had a realy, bad atitude. And 1 ssid, | didn'tdo
anything!® And he sad, "Katy, you can yel at pople with your eyes.” [ waslke thar's so
nfai

And now, I'm deling with now people who ar also men.  have two Pls. One of them has.
aleady told me to be lss confident and lss intense. So, I'm navigatng tht right now.

1 was seting up an extensive in-house 3-day traiing. My manager pulled me aside because |
‘was about 6 months pregaant a te ime and he sid o me “ don' thnk we should sead you
forthistaining because you're pregnant and chances are when you leave or maternty, you're
going to qut, and we wouldve wasted rining on you”

And there were a couple of guys | worked with where if  was out n the feld with the, they
{reated the women,singled usout like we needed to be protected That was weird. I was the
automatic assumption they made that | couldntdo t. W' climbing through s ot of rough
terran. Alot ofrally seep sections with these heavy backpacks and shovels. The guys would
always ry tolead or help me up o ry o make th best path and it was kind of funny because
w0 ofthem were ast coasters who hada' spent anytime inthis rea and hads'tdone any field

‘work and werentused o the climbing route outside. | grew up doing thi
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‘Example Quotations.

It was important o have one or two people who relly recognized my capabilty and even —)
though I el like a ot ofthe people would just ot see it or writ it off o give the credit to
somcone lse. I et lke 1 had people who mattered who understood what  was ble 0 do

and contribute. That was really imporant for me. That makes i el ik i’s a slvable
problem. Somebody sces what you're capable of

Some of fecling good about myself comes from doing the work and fecling like I'm
accomplishing something. So, when she's not including me in this mecting that I should be a
part of, and my boss has 10 remind her and I'm siting right in front of them. It boggles my
mind that she has acted in such a biased way. And I atribute it to she must have her own
internalized sexism. She said “We should have a meeting with these two guys” and my male
boss said, “And Samantha® should be there too” That, fel great! J

[Aly intervention] gives you the fecling, “No, 1 do belong. This is my spot”

T'm surrounded by these incredible people who bolster and support me. . felt lke I belong
in this office. This s where | belong. I should just go and do my best. Alles make you feel
that

If you rase the “female card” that's often frowned upon. When you have
clse is saying, tha's not right, s not me complaiing. Ifs validating when its someane clse
taking up that charge and I think it is more validating when it i a male helping your case

and not a female. What' even more powerful is i a guy tells another guy off. That would

be the best. I emember I was in a mecing once, and one guy said, "But we don't want 10 be
girls about it." And then another guy tured over and said, "But what's wrong with being a
girl?" The whole room went silent! That, for me is perfection!

Anally does just that It makes me feel relieved in a way. s like you know when you're

tense. You don't realize it untilyou come home lte and you relax. That kind of rlief. Oh,
thank god someone I rust can finally take some of that burden offof me, which I'm trying

to shoulder myself al the tme. I rees up some of my mental and emotional energy to do
things like music or read or anything clsc. J

Because you're always wondering. Am 1 just paranid? Am 1 being overly sensitive? When |
you'rein a situation and somebody does something that makes you feel like you're not
valuable, not professional, you wonder what's wrong with you. There are very few people
who are able to walk into & place and be treated badly and think some how they're notat

fault. You always think it's your fault so i’ incredibly important that you have people.

around you who can support what you're secing. And I can't even describe how relieved I
would feel when somebody would recogize [the microaggression] and actually say, “Yes.
That was inappropriate. That shouldn't have happened.” It was incredibly importani!

The validation from allies was really vindicating to me. Because you feel it You fel it
when you'rein a situation where some people don't necessarily respect you, think there's
something wrong with you as a person.

*Names have been changed
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