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WHY ARE WE HERE?
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Non issue Strong activist

Want to help but don’t know how



Top 10 List

10 Say no to the all-male panel (“manel”)!

9 Share salary data and negotiation strategy

8 Provide equal pay for equal work

7 Promote women to leadership positions

6 Put women on editorial boards

5 Nominate women for awards

4 Mentor, sponsor, and connect women

3 Call out inappropriate behavior when it occurs

2 Recognize gender differences in communication

1 Listen and learn from women’s experiences

Adapted from Top 10 list by Dr. Michael Sinha, presented at the Massachusetts Medical Society, October 2018.
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LISTEN AND LEARN FROM WOMEN’S EXPERIENCES1
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Ways to actually listen and learn:

• Be in the room when these conversations happen

• Attend lectures and conferences on gender equity

• Be uncomfortable as one of few men in the room 

• Better yet, recruit male colleagues to be uncomfortable with you! 

• Be present -- use active listening skills

• Turn off your natural defense mechanisms

• Bite your tongue -- NO “manterrupting” or “mansplaining”

• Yes, we know… #NotAllMen

• Take time to reflect on what you’ve heard; change your behavior if warranted
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1 LISTEN AND LEARN FROM WOMEN’S EXPERIENCES
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APPRECIATING GENDER DIFFERENCES IN COMMUNICATION2



Close your eyes. 

Think of the last meeting you were in at work.

Who spoke more? In what tones?
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Stereotypically Female 
Traits

Avoid seeming presumptuous/arrogant → disclaimers

– “I don’t know if this will work, but. . . “

– “You’ve probably already thought about this. . .”

– “This may be a silly question, but. . .”

(How often do you apologize without thinking about it?)

Trying not to take up time

– Study of university faculty meetings

– Without exception, men spoke longer

– Women: 3-10 seconds; Men: 11-17 seconds

– Longest woman’s turn < shortest man’s turn



Speaking at a lower volume 

Self deprecating 

– “Please excuse this talk not being better, my son was 

sick all weekend and I had to finish it last minute . . .”

Tentative 

– “If it’s ok with everyone, I’d like to move onto the 

next meeting agenda item please”

When dissenting, adopt a conciliatory tone

– “I think we need to change the clinic schedule but I 

know everyone may not agree with me, so it’s also ok 

to leave it.”

Stereotypically Female 
Traits



Gender-
Influenced 
Communication 
Styles

Based on research 
from 1970s and 
1980s, women’s 
styles were different 
than men and could 
be “fixed”





The Popular Solution

Align with the established norms and “fix” female influenced 
communication styles



Why?
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Think back to another meeting where a woman was 
more outspoken, more assertive.

How did you perceive her?

How did others?
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Regardless of your natural communication style, 
communication is PERCEIVED differently

Communal, affiliative Agentic, dominant

Bossy 

Aggressive

Confident 

Assertive

Wimpy

Incompetent

Likeable 

Open 

The female gender role is based on 

the stereotype that women are nice 

and kind and compassionate…

In a leadership role, one is expected 

to take charge, demonstrate 

toughness… be assertive…

- Alice Eagly, social psychologist



“The Double Bind”: Too shrill or too sweet

Alice Eagly, social psychologist, NPR



So what do 
we do?



1. Recognize these 

differences AND how we 

may perceive them

Second guess yourself if you find a 

female colleague’s communication 

style (verbal, written, etc.) “off-

putting”, overly aggressive, overly 

self-promoting, etc.



2.     Move away from the idea of there being 1 normal/default style



3.     Amplify the voices of your female colleagues



Washington Post, Juliet Eilperin, Sept 13, 2016



Top White House Aides

1st Term 2nd Term



“Call out” to ensure correct credit to correct person:

“John, I believe Sarah gave us this idea earlier. Sarah, 

great idea, can you tell us more what you were thinking?” 
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CALL OUT INAPPROPRIATE BEHAVIOR WHEN YOU SEE IT3
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3 CALL OUT INAPPROPRIATE BEHAVIOR WHEN YOU SEE IT
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MENTOR, SPONSOR, AND CONNECT WOMEN4



Mentorship versus Sponsorship

34

• Connect to career 

opportunities

• Publicly endorse

• Use political capital

• Navigate career 

development

• Build confidence

• Provide tips/strategies

Mentors Advise Sponsors Act

versus



*Slide courtesy of Dr. Elizabeth Harry



With progress comes backlash….





*Slide courtesy of Dr. Elizabeth Harry



How do we solve this?





*Slide courtesy of Dr. Elizabeth Harry





1. Intentionally seek out women mentees Be aware of “homophily” (we are naturally

drawn to people like us)
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1. Intentionally seek out women mentees Be aware of “homophily” (we are naturally

drawn to people like us)

2. Be transparent in your developmental practices Reflect on timing/context of mentorship

Be consistent across genders

3. Listen with empathy/ask good questions Cognitive and emotional, identify your own 

discomfort

4. Acknowledge gender issues exist Ask how gender has impacted her career, 

experiences in the workforce

Ask about opportunities for improvement

5. Actively sponsor + connect women to other sponsors Use your political capital

Sponsor for “stretch assignments”
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NOMINATE WOMEN FOR AWARDS5

PUT WOMEN ON JOURNAL EDITORIAL BOARDS6

PROMOTE WOMEN TO LEADERSHIP POSITIONS7



Awards of Excellence Awardees

• RSNA (Radiology)

– “Gold Medalists” → 14/196 (7%)

• SHM (Hospitalist):

– Clinical Excellence → 5/15 (36%)

– Excellence in Teaching → 2/14 (14%)

– Outstanding Service → 2/14 (14%)

– Excellence in Research → 2/14 (14%)



WOMEN IN RESEARCH

Nature:

• 14% peer reviewers

• 18% profiled researchers

Among 69 Dental journals:

• 14.8% editorial board members

Obstetrics & Gynecology:

• 34% editorial board members



Leaky Pipeline to Academic Leadership

16%

21%38%

46%47%46%

Applicants Matriculants Residents

Faculty Full Professor

Dean



Top 50 NIH funded medical schools in US:
Clinical Department Leaders (Chair/Chief)

19% 13%



❑Nominate women for awards

❑Appoint women to award 
committees

❑ Encourage women to submit 
research

❑Appoint women (or sponsor them) 
to editorial boards

❑Appoint women (or sponsor them) 
to leadership positions

❑ If hiring, consider whether a 
qualified women would be fit for 
the role
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PROVIDE EQUAL PAY FOR EQUAL WORK8
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SHARE SALARY + NEGOTIATION STRATEGY9
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9 SHARE SALARY + NEGOTIATION STRATEGY



Challenges:

• Negotiation is perceived differently – teaching better negotiation strategies alone 

won’t solve the problem

• Anecdotally, many women physicians have told me that during contract 

negotiations, they were told salary was “non-negotiable”

• Some have told me about so-called “gag clauses” preventing discussion of 

salary data among employed physicians

• New physicians (men and women) may not know what they can (or should) 

negotiate for

• Examples: moving expenses, loan repayment, signing and incentive bonuses, 

on-call schedules, flexible hours, administrative duties, hiring support staff, 

protected research/teaching time, etc.
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SHARE SALARY + NEGOTIATION STRATEGY9



• Share salary data with female colleagues. You will not sacrifice your own pay!

• Pay equity is the law in Massachusetts, so this should be less controversial.

• Share fringe benefits you negotiated for -- women often want the same things!

• Share strategies/approaches to negotiating.

• Men in a position to hire:

• DO NOT require women to negotiate for equal pay!

• Offer the SAME INITIAL SALARY AND BENEFITS PACKAGE to all new hires

• DO NOT make something “non-negotiable” for women but engage men in 

negotiations

• Routinely review salaries in your organization and adjust them accordingly if 

pay inequities are discovered64

SHARE SALARY + NEGOTIATION STRATEGY9
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SAY NO TO THE ALL-MALE PANEL (“MANEL”)!10
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ALL-MALE CONFERENCE

= 

“MANFERENCE”
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From “inexorable zero”…

… to token representation.



(1) Collect the Data

(2) Develop a Speaker Policy

(3) Make the Policy Visible

(4) Establish a Balanced and 

Informed Program Committee

(5) Report the Data

(6) Build and Use Databases

(7) Respond to Resistance

(8) Support Women at Meetings

(9) Be Family-Friendly

(10)Take the Pledge75
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IN SUMMARY
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Top 10 List

10 Say no to the all-male panel (“manel”)!

9 Share salary data and negotiation strategy

8 Provide equal pay for equal work

7 Promote women to leadership positions

6 Put women on editorial boards

5 Nominate women for awards

4 Mentor, sponsor, and connect women

3 Call out inappropriate behavior when it occurs

2 Recognize gender differences in communication

1 Listen and learn from women’s experiences

Adapted from Top 10 list by Dr. Michael Sinha, presented at the Massachusetts Medical Society, October 2018.



Engage in Social Media:

#HeForShe

#WomenInMedicine

#TimesUpHC

#TimesUpHealthcare

#SheLeadsHealthcare



Invite a male colleague to 
JCSW, gender equity 
events/workshops, etc.  



Invite us to give this talk 
at your Department or 
Division



QUESTIONS/COMMENTS


