


Lessons From the ADVANCE Program Model

Systemic/organizational/institutional change: Sustainability of ADVANCE

* Has potential for long-term impact on diversity, equity, Ucirvine  purdue g o et
and inclusion in STEM mavion ™ o e —

=  CUNY Hunter =  VATech

= Uof Colorado Boulder =  Kansas State U

=  Case Western Reserve U = New Mexico St U
= UMBC = UC-Irvine
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Federal Grant Program Design:

Lessons From the ADVANCE Program Model

ADVANCE Innovations & Diffusion

Strategies and Tactics for Recruiting to Improve Diversity and Excellence (STRIDE)
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Focus on scalability of the organizational change B s
strategies :
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Lessons From the ADVANCE Program Model

Metrics to measure program success:

* Change agents’ professional and leadership success is a metric of program

SUCCESS

* Measure change from institutional baseline

* Each institution will have different starting points and different long-term goals

* Changes should reflect these parameters
e Cannot only count individuals in STEM

* Diffusion of strategies to non-grantees
* Scale and rate of uptake

* Transition to “standard operating procedures”

Implicit Bias Research Informing NSF Practice

Implicit (and explicit) biases = University of Michigan applied this = NSF chemistry division asked U of

research shows impacts on research to academic settings Michigan to develop implicit
employment opportunities, developing implicit bias training biases training for NSF panels,
compensation, promotion, with their ADVANCE Institutional Additional NSF programs adapted
leadership, & health disparities. Transformation grant the training for their own panels
~1970 to now ~2001 to now ~2007 to now
]
-

Mandatory new NSF Program
Officer training includes
informatien on mitigating implicit
biases
~2012 to now )

NSF creation of video training for
panelists on implicit bias in peer
review

~2017 to now

NSF Academy video training
“Minimizing Implicit Bias" is
available to NSF staff
~2010 to now =

*Important Notes:

1. Awareness of ones own implicit biases is NOT enough to eliminate the impact of implicit biases in decision making -
structures and policies around decision making need to be created to ensure mitigation of implicit bias influence.

2. “Implicit bias training” does NOT change an individual's implicit biases — rather it provided strategies and tools to
mitigate the impact of implicit biases in decision making.
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