Recommendations from the CSWA Survey on
Workplace Climate

This white paper is submitted as part of a collaborative effort organized by the Equity, Diversity,
and Inclusion Working Group (EDIWG), a cross Assessment Group (AG) committee.

Corresponding Author: Christina R. Richey, Jet Propulsion Laboratory, California Institute of
Technology, (818)354-4940, christina.r.richey@jpl.nasa.gov
Co-authors:

Kathryn B.H. Clancy, University of Illinois at Urbana-Champaign, kclancy@illinois.edu

Katharine M. N. Lee, School of Medicine, Washington University in St. Louis,
katharine.m.lee@wustl.edu

Erica M. Rodgers, Space Science Institute, erica_rodgers@hotmail.com

The Endorsement List contained 50+ names at the time of submission. The Endorsement form
will stay open after submission.

Endorsements as of submission: Edgard G. Rivera-Valentin (LPI/USRA), Rachel B. Fernandes
(LPL/UArizona), Charity Phillips-Lander (SwRI), Marshall J. Styczinski (UWashington), Jennifer L. Piatek
(CCSU), Tracy M. Becker (SwRI), Jennifer (JA) Grier (PSI), Susan Owen (JPL/Caltech), Barbara A.
Cohen (NASA GSFC), James H. Roberts (JHU APL), Paul Propster (JPL/Caltech), Rachel Sheppard
(JPL/Caltech), Timothy R. Holt (University of Southern Queensland), Sarah Horst (JHU), Michaela Leung
(UC Riverside), Timothy A. Goudge (UT Austin), Jennifer Hanley (Lowell Observatory), Cynthia Phillips
(JPL/Caltech), Paul K. Byrne (NCSU), Michael W. Busch (SETI), JC Holbrook (University of the Western
Cape), Michelle R. Kirchoff (SwRI), Joseph Razzell Hollis (JPL/Caltech), Timothy A. Livengood (UMCP),
Steven A. Hauck, Il (CWRU), Devanshu Jha (MVJ College of Engineering, India), Martha Gilmore
(Wesleyan University), Noel A. Scudder (Purdue University), T. A. Nordheim (JPL/Caltech), Timothy D.
Glotch (Stony Brook University), Sabine Stanley (JHU), Julie Rathbun (PSI), Nicole Whelley (NASA
GSFC/UMCP), Jennifer Scully (JPL/Caltech), Jacob Richardson (UMCP), Maggie McAdam (NASA ARC),
Nancy Chabot (JHU APL), Romy D. Hanna (UT Austin), Linda Spilker (JPL/Caltech), Jamie L. Molaro
(PSI), Beck E. Strauss (NIST & NASA GSFC), Marisa Mayer (Stanford), Jeffrey M. Moore (NASA ARC),
Alfred S. McEwen (UArizona), Jennifer Vaughn (The Planetary Society), Kunio M. Sayanagi (Hampton
University), Margaret E. Landis (UCB/LASP), Noam R. Izenberg (JHU APL, VEXAG Deputy Chair), Gwen
Hanley (UC Berkeley), Gabrielle Engelmann-Suissa (UWashington), Morgan L. Cable (JPL/Caltech), Tim
Lister (Las Cumbres)

Acknowledgements: A portion of the work described was carried out at the Jet Propulsion Laboratory,
California Institute of Technology, under a contract with the National Aeronautics and Space
Administration (80NM0018D0004).


mailto:christina.r.richey@jpl.nasa.gov
mailto:kclancy@illinois.edu
mailto:katharine.m.lee@wustl.edu
mailto:erica_rodgers@hotmail.com
https://docs.google.com/spreadsheets/d/14DfNdFdSHQvBd55WD7gR_k8c71eRg_k2NkV-xv5ujrc/edit?usp=sharing
https://docs.google.com/forms/d/e/1FAIpQLSdPh0d8mJehY0m-pZsNq4_XQDkgEkrd-FU7v4KpLkVit-7pyQ/viewform?usp=sf_link

Introduction:

In planetary science, the dominant lived experience & cultural constructions (including power &
influence) of the field are white, cisgender male, & straight. The majority of scientists holding
positions of leadership, influence, or rank in planetary sciences do not hold minority identities.
This white paper looks at the results from the American Astronomical Society Committee on the
Status of Women in Astronomy (CSWA) Workplace Climate Survey, an internet-based survey of
the workplace experiences of 474 astronomers & planetary scientists between 2011 & 2015.
This white paper summarizes the methodology of the research, the results from both
publications, and highlights the recommendations from each paper. The recommendations
cover topics highly applicable to Task #9 of the Planetary Science and Astrobiology Decadal
Survey 2023-2032
(https://www.nationalacademies.org/our-work/planetary-science-and-astrobiology-decadal-sur

vey-2023-2032): “The state of the profession including issues of diversity, inclusion, equity, and
accessibility, the creation of safe workspaces, and recommended policies and practices to
improve the state of the profession.”

Methodology:

This research was conducted under the oversight of the University of lllinois Institutional Review
Board (protocol #15354). The survey was administered electronically on the Survey Monkey
website from 5 January to 15 March 2015. To obtain informed consent, the front page of the
online survey informed research participants about the study and continuing past the front
page to complete the survey signified consent. We recruited participants through multiple
outlets in the planetary science and astronomical science community, and additional details can
be found in Clancy et al., 2017.

Summarized Results: Paper #1: Clancy, K. B. H., K. M. N. Lee, E. M. Rodgers, and C. Richey
(2017), Double jeopardy in astronomy and planetary science: Women of color face greater
risks of gendered and racial harassment, J. Geophys. Res. Planets, 122, 1610-1623,
doi:10.1002/2017JE005256.

In nearly every significant finding, women of color (as defined within the paper referenced)
experienced the highest rates of negative workplace experiences, including harassment and
assault. Further, women of color reported feeling unsafe in the workplace as a result of their
gender or sex 40% of the time, and as a result of their race 28% of the time. Finally, 18% of
women of color, and 12% of white women, skipped professional events because they did not
feel safe attending, identifying a significant loss of career opportunities due to a hostile climate.


https://www.nationalacademies.org/our-work/planetary-science-and-astrobiology-decadal-survey-2023-2032
https://www.nationalacademies.org/our-work/planetary-science-and-astrobiology-decadal-survey-2023-2032

Our results suggest that certain community members may be at additional risk of hostile
workplace experiences due to their gender, race, or both.
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Figure 1: From Clancy et al., 2017: A significant difference exists in the percent of individuals in
each category who have felt unsafe at their current position due to gender (p < 0.001) and race
(p <0.001), and there is a trend toward differential experiences with feeling unsafe due to
religion or lack thereof (p = 0.069). Light blue is white men (WM), dark blue is men of color
(MOC), light green is white women (WW), and dark green is women of color (WOC). Numbers at
the bottom are the raw count for each category.

Recommendations from Clancy et al. 2017:

Norman et al. [2013], Cortina et al. [2013], and Clancy et al. [2014] suggest solutions to the
hostile workplace climate faced by women of color, men of color, and white women. These
solutions are multilevel, and no one solution alone will sufficiently improve the hostile
workplace climate.
1. Acode of conduct or other education on appropriate work behavior should be required
of all trainees and employees at all levels [Clancy et al., 2014; Cortina et al., 2013].
2. Diversity and cultural awareness training is necessary to raise awareness and
understanding of the problems faced by women of color and other underrepresented
groups [Norman et al., 2013]. This training should include interpersonal skills training in



order to help scientists understand expectations of appropriate behavior toward others
[Cortina et al., 2013].

3. Leaders in the discipline and in individual programs need to model appropriate behavior
and define an inclusive, equitable culture for their workplaces, disciplines, and
professional societies [Clancy et al., 2014; Cortina et al., 2013 Settles et al., 2006].

4. When abuses are reported, “instigators should be swiftly, justly, and consistently
sanctioned” [Cortina et al., 2013, p. 1600] as this is the only way to signal consequences
to the target and the broader community.

5. Norman et al. also point out several important initiatives to increase numbers for
women of color, which should also help lessen the hostile workplace climate: build
cohorts of women of color graduate students to enable the creation of peer networks;
encourage fair hiring practices to minimize implicit bias; and, incentivize departments
and individuals who support women of color [Norman et al., 2013].

Summarized Results: Paper #2: Richey, C. R., Lee, K. M. N., Rodgers, E., & Clancy, K. B. H.
(2020). Gender and sexual minorities in astronomy and planetary science face increased risks
of harassment and assault. Bulletin of the AAS, 51(4). Retrieved from
https://baas.aas.org/pub/2019i0206

Lesbian, gay, bisexual, transgender, queer, pansexual, asexual, & nonbinary (LGBTQPAN, as
defined within the paper referenced) women & gender minorities in this sample reported a high
rate of observing negative remarks, as well as directly experiencing verbal harassment &
physical harassment in their astronomy & planetary science workplaces. LGBTQPAN women and
gender minorities were more likely to feel unsafe due to their race (12% for LGBTQPAN women
and gender minorities vs 4% for cis, straight women), sexual orientation (10% for LGBTQPAN
women and gender minorities vs 0% for cis, straight women), and gender identity (14% for
LGBTQPAN women and gender minorities vs 0% for cis, straight women). Not only did
LGBTQPAN women & gender minorities observe more homophobic & transphobic remarks than
their cisgender, straight female peers, they were more likely to feel unsafe at work due to their
race, sexual orientation, & gender identity. They were more likely to be verbally harassed due to
sexual orientation & gender identity.


https://baas.aas.org/pub/2019i0206
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Figure 2: From Richey et al., 2019: The Frequency of hearing sexist remarks from peers in the

workplace. Only cis, straight women and LGBTQPAN women and gender minorities are included
in this graph.

Recommendations from Richey et al. 2019:

As with our previous paper on this data set [Clancy et al., 2017], the recent APS LGBT+ best
practices report [Ackerman et al., 2018], and the National Academies of Science, Engineering,
and Medicine (2018) report on sexual harassment, we seek not only to highlight a problem but
also to provide a path toward a more inclusive and equitable scientific community. The research
strongly indicates that:

1. The leadership of departments and professional societies need to prioritize the sexual
and psychological safety of all their workers. They need to clearly communicate and
provide incentives and rewards to motivate culture change.

2. |Institutions should conduct climate surveys that employ subject matter experts, not just
survey method experts. They should swiftly address issues revealed by these
assessments but also recognize that there are actions they can take, today, to lessen the
impact of a hostile work environment on their LGBTQPAN colleagues and their allies.

3. |Institutions should develop codes of conduct with clear language about what constitutes
appropriate professional behavior. There should be swift sanctions for transgressions of



behavior graded to the severity of the issue (e.g., a conversation with one’s boss,
additional training, probation, demotion, or termination).

4. Institutions should consider restorative capacity building practices to develop bystander
intervention skills in all workers, a sense of responsibility for the culture and climate of
the institution at all levels, including at the top, and informal practices to encourage
conversation and “calling in” where relevant. Institutions can also educate the
astronomy and planetary science workforce through perspective-taking trainings to
inform the broader community on the lived experience of being LGBTQPAN.

5. Institutions should work to identify and support LGBTQPAN networking opportunities,
allies, and initiate a discussion of LGBTQPAN workplace concerns.

6. Institutions should ensure equal access to bathroom facilities for all genders.

7. Institutions should encourage practices of sharing gender pronouns and using preferred
gender pronouns.

8. Institutions should require all research partners to have inclusive LGBTQPAN policies.
Travel considerations for LGBTQPAN individuals should be explicitly considered by
conference organizers, field school program directors, and observatory directors, rather
than existing as an extra burden or barrier for LGBTQPAN members of the community.

9. In addition to encouraging institutions to take the above actions, individuals in
astronomy and planetary science can all work to set better examples and expectations
for professional behavior. Allies and advocates need to practice inclusive workplace
behavior, and be willing to hear criticism and improve. Leaders in the field need to
model appropriate behavior and define an inclusive and equitable culture in their
workplaces, disciplines, and professional societies [Clancy et al., 2014; Cortina et al.
2013; Settles et al., 2006]. Allies should engage in dialog regarding preferred pronouns
through respectful discourse and email signature annunciation [Grant et al., 2011,
Ackerman et al., 2018].

Many of the above recommendations reflect the kinds of inclusive workplaces that reduce rude
and contemptuous behaviors and many types of identity-based harassment broadly, and frankly
create a more enjoyable workplace for people of all identities. Inclusive workplaces are ones
that are more equitable, friendly, and in the end, more productive and innovative. Astronomy
and planetary science are disciplines already starting to be attuned to these issues, with
grassroots efforts like the Inclusive Astronomy Conferences held in 2015 and 2019, The
Mitigating Harassment in Planetary Science Workshop held in 2020, and creation of groups like
Astronomy Allies, as well as the professional society efforts one by AGU (through their Ethics
and Equity Center) and AAS (through their Diversity and inclusion Task force). These efforts and

their leaders deserve more structural support from their departments, professional societies,
and federal agencies to see positive change. Note, many of the recommendations above are
also listed in other other DEIA (Diversity, Equity, Inclusion, and Accessibility) White Papers being


https://www.agu.org/Learn-About-AGU/About-AGU/Diversity-and-Inclusion
https://www.agu.org/Learn-About-AGU/About-AGU/Diversity-and-Inclusion
https://aas.org/education/aas-task-force-diversity-and-inclusion-graduate-astronomy-education

submitted to the State of the Profession deadline, and emphasize the need for “specific,
actionable and practical recommendations to the agencies and community to address these
areas,” as requested in Task #9 of the Planetary Science and Astrobiology Decadal Survey
2023-2032.
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