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friends in a eld of study (Valton & Cohen, 200;7/Experiment 1), 2020 Miyake et al., 201pWalton et al., 201p It is essential to
the representation of group differences on a t8peifcer et al., complement such efforts by learning how to improve settings
1999, physical objects that imply that only a narr6type’ of themselvesWalton et al., 2023Nalton & Yeager, 202)such as to
person ts within a setting Cheryan et al., 2009 gender-typed reduce the risk that people will be treated or received in biased ways
language in job ads that excludes wom@aicher et al., 20),1or (e.g.,Murrar et al., 20200konofua et al., 2038konofua, Harris,
organizational diversity philosophies that seem to ignore or devalug Walton, 2022 Walton et al., 202l Toward this end,
women and racially minoritized group membeidentities and  microinclusions align with and draw on the allyship literature
experiences Kroeper et al., 2022Plaut et al., 2009 Purdie- (Brooks & Edwards, 20Q%K. T. Brown & Ostrove, 2012De Souza
Vaughns et al., 2008Vilton et al., 202). Such research reveals a & Schmader, 2022Moser & Branscombe, 202Radke et al.,
sensitivity in people to cues that they do nbwvith or belong ina  2020). Past research shows that when male allies are presentin male-
setting and the negative consequence for their belonging, motivadominated contexts, women anticipate greater support and respect
tion, and performance. Similarly, research using an individualfrom others, and less isolation and hostilljo§er & Branscombe,
difference approachnds that high levels of sensitivity to gender- 2022. In introducing microinclusions, we take a relational approach
and race-based rejection predict worse school experiences amangallyship (seeKnowlton et al., 202pand isolate a spea form
women and African American studentsofidon et al., 2012  of proactive (vs. reactivéde Souza & Schmader, 202eatment
Mendoza-Denton et al., 200Rinel, 2002. Past research examining men can take toward women at work, and test the casual effect of
interpersonal interactions has also emphasized negative patternghi§ inclusive stance on womniensense of t using experimental
behavior, including dominant behavior by men, which can elicitmethods. In doing so, we seek to point the way toward future studies
identity threat and undermine womemmath performance in lab that learn how to elicit such behavior from men and build toward
settings €. Chang, Luo, et al., 201RBogel et al., 2009 and uncivil  more equitable STEM work cultures.
treatment from colleagues, which predicts lower well-being and
organizational withdrawalJprtina et al., 2001Miner & Cortina,
2016 Tyler & Smith, 1999. This emphasis on negative cues and
treatment may seem to suggest that a lack of negative experiences
is enough to increase a senseiVe suggest, however, thatalack  In Experiment 1, we surveyed employees working in a Silicon
of negative treatment does not equate to inclusion, particularly ¥alley technology company. We examined gender differences in
the default representation of success isned by stereotypical employeesextant sense oft and, using a randomized scenario
masculine characteristicSieryan & Markus, 2020 design, tested whether employeasticipated sense oft upon
Third, by focusing on interpersonal treatment as pebgyén ~ joining a new team in the company would be responsive to
goal pursuits, such as when women consider entering a neicroinclusions or microexclusions. We hypothesized that both
company, we complement past research that examines tteeris and womers sense of t would be responsive to this
importance of how men and White people respond to womeitreatment, but that women sense of t would be especially
and racially minoritized studeniger goal pursuit, such as in how responsive, insofar as this treatment alleviates or triggers
they represent critical academic feedbaCkhen et al., 1999 apprehension about gender-based marginalization.
Cohen & Steele, 2002reager et al., 201,42017 or a positive In Experiment 2, we isolate the effect of microinclusions by
exam scoreRark et al., 201;For related work, see alstark etal., comparing them to socially warm treatment and spepersonal
2023. This research reveals that women and racially minoritizednclusion in work social events but not in the core processes of
students face an ambiguity in how evaluators interpret their pagroducing joint work itself. We hypothesized that both micro-
performance. Yet we theorize that people also face identity-baséaclusive and socially warm treatment would increase wosnen
ambiguities when they enter achievement settings: Will they beense of t; however, we expected that microinclusive treatment
received in ways that allow them to contribute to shared goatvould produce additional benks as it conveys most directly the
pursuits? stance others take toward a worsazontributions at work. We also
Fourth, in focusing on intergroup processes as people begin wortgsted whether microinclusions would increase wosmeammit-
our approach complements past work on ingroup processes, whighent to the company and improve the quality of work relationships
shows that having women mentors and working in predominatelthey anticipatedW. Hall et al., 2019Holleran et al., 201)1
women groups can increase belonging, performance, and retentionExperiment 3 begins to explore gender dynamics by testing
among women in STEMD@asgupta et al., 20i5ennehy &  whether microinclusions from a man have a greater effect on
Dasgupta, 20%7Stout et al., 2011Wu et al., 202p. Such work  womeris sense of t than the same treatment from a woman. We
implies that working alongside men in STEM settings canalso tested whether this treatment would lead women to anticipate
undermine womeés experience and motivationV( M. Hall greater t for another woman (but not a man) in the company.
etal., 201%. Yet given that many STEM settings remain dominated Experiment 4 extends the analysis of gender dynamics and,
by men Cheryan et al., 202 MNational Science Board, National further, examines the effect of observed microinclusions. If, as we
Science Foundation, 20R0t is also essential to understand what theorized, the threat women experience to their opportunity to
kinds of treatment from men can improve wonseaxperiences contribute in technology companies operates, in part, as a function
in STEM settings. of group identity, then observing another woman, versus a man,
At a higher level, much past research has idedtiways to receive a microinclusion should mitigate this threat and lead to a
mitigate psychological barriers to retain women in STEM, typicallygreater sense oft for women even when they do not receive a
by seeking to help women navigate settings in which they face risksicroinclusion themselves (c€ohen & Garcia, 20Q5Shapiro
of negative stereotypes and marginalization (&mning et al., et al., 2013
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Finally, we close by reporting a meta-analysis to examine thestensibly wrote for the participant, addressed to the participant by
effect of experiencing or observing a microinclusion from a mamame {Hey [participaris name]) and signed by the confederate
on womeris anticipated sense of in technology companies across (“Daniel’). It included a potentially useful but generic tip and an
a variety of populations (i.e., real-world technology companyexpression of support‘Klope this helps you tob). In both
employees, IT/STEM professionals, and advanced engineeringpnditions, the content of the tip was designed so it would not apply

college students). to the subsequent test. In the control condition, by contrast, the
These experiments were not preregistered; however, data, materi@gperimenter told the participant and confederate that they would
and analysis code are availabletdtps://osf.io/enfc3/ “have a chance to write a strategy or receive a strategy about how to
solve these kinds of problems from our general strategy’dadhe
Behavioral Pilot Experiments private room, participants received the same content &sgfieout

_ o _ _ this content was typed and printed, labeled dsteategy, and
These experiments were inspired in part by two in-persoryributed to an anonymous prior participaigrticipant 167). As
behavioral experiments. These experiments were conducted whi)g|| e seen, the manipulations of microinclusions in the primary

norms in psychology were changirgiimons etal.,, 20)&ndthus  experiments echo the inclusive stance manipulation in important
re ectthe laboratory methods and smaller sample sizes of an earligigpects, including in the exchange “dips’ to learn how to

tradition (e.g.Steele & Aronson, 1995However, we report them approach a technical problem.

here because they illustrate how an inclusive stance men can takeParticipants then took a 12-min math test composed of 12

toward women in the context of joint work can mitigate wofeen  ¢pajlenging quantitative problems drawn from the Graduate Record

experience of stereotype-based identity threat. Moreover, th¥yam_ Al participants were highly idenéid with math using the

provide a behavioral outcome, complementing the focus in OUlsme prescreening item as in Experiment 3.

primary experiments on womianself-reported sense of. The rst pilot experiment included 31 women and 30 men. The
In the pilot experiments, participants worked on adlift and  geconqd; using the same procedure but adding several outcomes

evaluative math test, a context that typically evokes Ste'“:"Otypf?)lIowing the test, included 38 women. Because the manipulation

threat for womengpencer et al., 199$teele & Aronson, 1995 and primary outcome were the same in the two experiments,

We manipulated whether a male confederate, behaving in trwe combined them for the primary data analy9és,fen = 69:
context of the experimental protocol, took an inclusive stanc en ’

L . . i . What has been observed in past meta-analyses of stereotype threat on
participants experience of inclusive treatment as a joint producttest performancei(= 0.66; seaNalton & Spencer, 2009

of the structure of this protocol and the confedesatehavior As expected, controlling for SAT-math scores, women in the

Vﬂ:';'ge'I'LtheSg:)n;gZilomfﬁgre f\évgisn p:rtéilpinr:ﬁitipoenrfcg thinclusive-stance condition performed 87% better on the math test
’ y: 9 n women in the control conditiorf66) = 3.77,p < .001,d =

confederate assessed in several ways. The experiments thus 5 95% CI [0.42, 1.43]. This improvement in math performance
whether an inclusive stance from a man could mitigate the effect ™™’ RN

of stereotype threat on wonsnmath performance. While they was signi cant in both pilot experiments: a 96% gain in thiet,
: — — — 0, . 0,
yield results consistent with this hypothesis, given their samplé(56)_ 3.66,p =.001,d = 0.98, 95% CI [0.42, 1.53]; and an 87%

size, we see the evidence they provide as suggestive rather thga" " the second(35)=2.51,p = .017,d = 0.85, 95% CI [0.15,

de nitive and, accordingly, report them as pilot experiments. Fulll'53]' In the rst experiment, méa performance did not vary by

methodological details and results are reported in dhiéne condition,z(56)=_0.29,p = A1,d= 008 95% CI [ 0.45, 0:(_30].
Supplemental Materials Thus, the experiment yielded a sigrant Genderx Condition

In each pilot experiment, participants met a male confederatgteractionf(1, 56)=5.59,p =.022. A signi cant gender disparity
(presented as another participant) and were told the stud[V the control conditior(56)= 2.46,p=.017.d= 0.66, 95% Cl
investigated'strategies and problem solvingthey then went to [ 1:19, 0.12], was eliminated (and directionally reversed) in the
a private room where they did several practice problems befof@clusive-stance condition(56) = 0.83,p = .41,d = 0.22, 95% Cl
completing the math test, which was presented as evaluatije 0-30, 0.75] (sgeFlgure ). These results remained unchanged
(“similar [in format] to the Scholastic Assessment Test [SAT] ~ When not controlling for SAT-math scores (sekine Supplemental
helpful in diagnosing your strengths and weaknesses in math Materia). In addition, after the testin the second experiment, women
genuine test of your abilities and limitatihson their own. The in the inclusive-stance condition reported a sigantly greater
manipulation focused on whether the participant was treated by tif€nse of working together with the confederate, felt more connected
confederate as a respected partner working toward the same goaf@dhim, and perceived him as feeling more connected to her.
perform well on the math test, or as just another person doing the Although the pilot experiments are limited by the sample size,
same task. The manipulation drew on a procedure develogzatby they highlight the potential importance of the stance that others,
and Walton (2014see als@utler & Walton, 201} Inthe inclusive-  Perhaps especially men, take toward women as they work in STEM
stance condition, the experimenter told the participant angontexts. When women preparing to take a math test were treated
confederate in the introductory period that they wdlildve a by a man as a respected partner working toward the same goal of
chance to share tips with one another about how to solve these kinggrforming well, women performed better. They also had a greater
of problems. Then, with each person in a private room, thesense of working together with and connectedness to the man.
experimenter orchestrated an exchange of ideas about how to solllegether with the focus group described in the introduction, these
the math problems. This included a handwritten note the confederatesults motivated our focus on understanding how interpersonal
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Figure 1
Math Performance Adjusted for SAT Math Scores by Condition in Behavioral Pilot Experiments
Pilot Experiment 1 Pilot Experiment 2 Combined Samples
5

d=008 d=0.98** d=085* d=0.93%**

4 |

3II I 1

Women Women Women

Guess Corrected Score

-

. Control Inclusive-Stance

Note. Guess corrected scores for the pilot experiments were calculated by the number of correct scorgsmuinudeduction for
each wrong answeB(eele & Aronson, 1995Error bars represent standard errors. SAScholastic Assessment Test.
* *% *kk

p < .05. p <.0L. p < .001.

treatment that conveys the stance others take toward Wemerperspective, the within-subjects design is ecologically valid. It also
contributions affects womé&nsense of t in technology contexts. allowed us to maximize power and opportunities to learn from a
We designed the microinclusion manipulations to depict aare sample. To address concerns about priming and order effects,
complex social interaction in which others welcome and supponve also leveraged the counterbalanced order to conduct a secondary
womernis contributions at work. By using scenario methods, we ardetween-subjects test examining responses to just the scenario
able to clarify and elucidate the effect of this treatment on wsnen presented immediately following the neutral scenario.
sense of tin technology settings, to obtain larger sample sizes ofan To further understand employéexperiences at the company,
underrepresented and difilt-to-reach population, and to addresswe also assessed how realistic employees found each scenario.
nuanced questions, such as to compare microinclusions to mevée expected that women, as compared to men, wontt the
socially warm treatment (Experiment 2). microexclusion scenario more realistic and the microinclusion
scenario less so.

Experiment 1: Microinclusions in a Method

Technology Company

. . Participants and Recruitment
In Experiment 1, we surveyed employees in a technology

company. First, we tested for gender disparities in emplogease A total of 2,045 employees in a Silicon Valley technology

of tand self-perceived opportunities to contribute to the companyompany were invited via their company email address to participate
Next, we asked employees to imagine joining a series of new teansa study on their work experiences. The email solicitation was sent
at the company and described thesst, in a neutral way and, by the Head of Human Resources Department and was represented
second, in counterbalanced order, with treatment in whiclas a collaboration between the company and external researchers
coworkers either conveyed an inclusive (i.e., microinclusion) oto better understand employee=xperiences. Employees were

an exclusive (i.e., microexclusion) stance toward their contributionassured of the comlentiality of their responses and informed that

to core work processes. We hypothesized that bothsmamd  data would be processed by the external research team only.
womens sense of t and perceived opportunities to contribute  Per our agreement with the company, we stopped data collection
would respond to this treatment, with more positive outcomes in thafter 3 weeks and following two reminder emails. Thal sample
microinclusion condition. However, we also expected that womemvas thus determined by the response rate (44% response rate). The
would show a greater response to this manipulation. We used anal sample included 897 employees (52% women; 23.86% women
within-subjects design to mirror employeesal-world experiences in technical roles; 31.88% men in technical roles; 13% racially
joining multiple different teams over time in fast-changingminoritized group members; mean tenure at the compa@y20
technology companiesS( I. Tannenbaum et al., 201From this  yearsM,q.= 33.60). Employee demographics were provided by the
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companys Human Resources Department. This sample provides The team uses some programs you know and another that is pretty

80% power to detect a small effect size<(0.19) atp < .05. idiosyncratic, with a steep learning curve. Because of this, Evan, your
Response rates were higher for women (54.44%) than for men Mmanager, comes by and gives you some tips. That helps you get
(36.25%),)(2(1) = 66.88,p < .001, and for those in nontechnical going. The team has been working to complete a project that has been

. ] o . underway for some time. Ybe working on a particular technical
(e.g.. marketing, legal; 57.70%) as compared to technical roles problem that needs to be solved with Evan. You feel good about an

(36'85%)’X2(1) = 80.66,p < .001. Tenure at the company did not approach to the problem yme been looking into. You know’&

predict response rates= 1.48,p = .14. promising. You start describing the approach to Evan. He listens
carefully and asks you follow-up questions to learn more. You bounce
ideas off each other and talk through how to use the approach for

Experimental Design and Procedures this specic problem. Together, yolgure out how to use it effectively.
He compliments you on the approach.

After providing informed consent, employees reported their . ) . )
extant sense oft and self-perceived opportunity to contribute to " this scenario, Evan conveys an inclusive stance toward the
the company. Experiment 1 also inquired about various worlProtagoniss contributions by providing her or him with tips needed
experiences to further understand employeagant experiences [© Pegin to leam the idiosyncratic program. Additionally, Evan
and explore potential points for intervention, which are not of focudiStens to the protagonist approach, asks questions, and works
here. Semnline Supplemental Material Wlth_ her or hlm to develop the_ idea, anq credits her or him for
Second, we implemented a 2 (gender, between-subjecss) the idea, allowing the protagonist to contribute to the team. It thus

(scenario, within-subjects) study desigEmployees read three COnstitutes a microinclusion. _ _
scenarios in which they were asked to imagine joining a new team After €ach scenario, employees completed items assessing the
within the company. First, there was a neutral scenario: sense of t and the opportunity to contribute they yvquld anticipate
in each workgroup. They also reported how realistic they thought
Imagine that you joined a different team within [company]it’s a each scenario was at the company.
small team. The team uses some programs you know, and another that is
pretty idiosyncratic. There is ateam manager and several other members

of the team. Measures

Next, were the microexclusion and microinclusion scenarios, Given time constraints with this population, the survey featured
with the order counterbalanced. These scenarios held constant &igple, face-valid, and single-item measures.
protagonists competence and other key elements. In each Extant Sense of Fit at the Company. Employees completed
case, the protagonist descrifesving to learn new skills, their four items assessing their sensetait the company. These assessed
con dence in an approach to a problem facing the group, how thigense of belonging (i.e.,"| feel like | belong at [company]Walton &
idea had to be developed, and how it ultimately succeededohen, 200, experiences of respect and value (i.e.," Overall, | feel
However, they differed in whether the protagonist was representgéspected/valued by other people at [companghdfumure self at
as supported by coworkers in her or his learning or not (e.gthe company (i.e‘In the future, | could see myself being successful
receiving helpful tips), was listened to and credited for her or hisit [company], Markus & Nurius, 1985 All items were measured
idea or not, and was permitted tondribute to its development on 7-point Likert scales (& strongly disagree; 7 = strongly agree)
or not. and were averaged and combined into a composite senséxof

In the microexclusion scenario, employees read: 0.86). Higher values represent a greater senseiothe company.

. Extant Opportunity to Contribute. Employees completed a
The team uses some programs you know and another that is pret . .
idiosyncratic, with a steep learning curve. Because of this, you as Inglg item that _assessed the opportunlty_they felt ther had to
Evan, your manager, for some tips. He tells you he is busy anglte ~~ contribute to their team at the company (i'¢.can contribute
it out on your own. You nd some tips online. That helps you get going. €ffectively to the success of my team at [compgngh a 7-point
Your team has been working to complete a project that has beehikert scale (1= strongly disagree; 7 = strongly agree).
underway for some time. Ytne working on a particular technical Anticipated Fit and Contribution in Response to Imagined
problem that needs to be solved with Evan. You feel good about aWork Groups. After each scenario, employees completed similar
approach to the problem yae been looking into. You know’#  jtems assessing their anticipated sensetofe.g., “If this was

promising. You start describing the approach to Evan, but heinterruptﬁ1y experience at [company], | would feel like | belonged at

you. Later, Evan mentions an approach a lot like what you had in mind, company]; 0.93 as 0.94) and opportunity to contribute (i.e
He gures out how to use it effectively and decides to pursue thé T ' o

approach. —_— .
L At the request of our technology company collaborators, we included

In this scenario, Evan conveys an exclusive stance toward tHwo kinds of work group scenarios, one that focused on interactions with

protagoniss contributions by not providing her or him with the managers and the other that focused on interactions with team members. Our

| . | K led ded | he idi . partners hoped to learn about both kinds of experiences to explore potential
tools or internal knowledge needed to learn the | IOSyncr""t'goints for intervention. Thus, the full design was a 2 (participant gender,

program and by interrupting the protagonist, preventing her Opetween-subjectsx 3 (scenario, within-subjectsx 2 (manager/team,
him from being able to contribute to the team. It thus constitutes between-subjects) study design. The results reported here collapse across
microexclusion. the manager/team variable because both variants test our core theoretical
L . . uestion, and the patterns of results were similar. The scenarios presented in
By Co.ntrast, the_ mlcromclusmn scenario represented th e methods sectign involve the manager form because this is thg form used
protagonist as received by others in a way that allowed her Qf Experiments24. Seeonline Supplemental Materii the team condition
him to develop ideas and contribute toward work goals. It read: and the results by team versus manager conditions.
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“If this was my experience at [company], | would be able toscenario using the linear mixed-modeling R packageTest
contribute effectively to the success of my team at [company]  (Version 3.1-3Kuznetsova et al., 20)With a random intercept for
response to each workgroup. employee. The ImerTest package predictglues for the xed

Perceived Realism of Scenarios. Employees were also asked effects by using Satterthwatmethod that can produce fractional
how realistic each scenario was (i:&lpw realistic is this scenario at estimates of degrees of freedom.

[company]?) on a 5-point Likert scale @& not at all; 5 = extremely). We rst created two sets of dummy codes to test the main effect of
gender, scenario, and interaction, with women and the neutral
Results scenario as the reference groups, respectively. We then recoded

X . the dummy codes as needed to test the full set of comparisons. See
Extant Sense of Fit at the Company and Opportunity to Table 1for means and standard errors diatble 2for full statistical

Contribute reporting; p values and Cohés d for specic comparisons are

We conducted a linear regression to test for gender differences tgported in the text. The analyses collapse across and do not control
employeesextant sense oft. In line with our hypothesis, women for, order of the microinclusion and microexclusion scenarios, as the

reported lower levels oft than meny(776)= 2.63,p =.009,d = pattern of results was similar across order for all outcomes, and was

0.19,95% CI[ 0.33, 0.05]. Seigure 2A This gender disparity NOt a consistent signtant predictor (seenline Supplemental
persisted in analyses controlling for tenure and job type (technicifiateria).

vs. nontechnical). Seenline Supplemental Material Anticipated Sense of Fit at the Company in Response to Work
A linear regression revealed that the difference between wemenGroups.
(M = 5.72,SE = 0.05) and mers (M = 5.84, SE = 0.05) self- Primary Analyses. There was a main effect of gender,

perceived opportunity to contribute to their work teams did not reack(1, 1972.90)= 19.19,p < .001, a main effect of scenarib(2,
signi cance in this samplg774)= 1.38p=.17,d= 0.10,95% 1365.60)=2034.99p < .001, and the predicted GendeBcenario

Cl [ 0.24, 0.04]. However, consistent with our theorizing, theinteraction,F(2, 1364.20)= 19.35,p < .001 (seeFigure 2B.
opportunity to contribute to work teams strongly predictedWomen anticipated a lower sense bfn the neutral scenario than
employee’ssense of t at the company;(774)= 0.55,p < .001.  men,p < .001,d = 0.20, 95% CI [0.29, 0.11], a gender
difference nearly identical in magnitude to that for empldyees
extant sense oft at the company.

As predicted, both women and men anticipated a lower sense of
in response to the microexclusion as compared to the neutral
scenario. Thus, the gender disparity in senset gfersistedp <

Next, we examined employéesnticipated sense oft at .001,d = 0.29, 95% CI [ 0.37, 0.20]. The Gendex Scenario
the company and opportunity to contribute in response to eacfmeutral vs. microexclusion) interaction was not sigant.

Anticipated Sense of Fit and Opportunity to Contribute in
Response to the Neutral, Microexclusion, and
Microinclusion Work Groups

Figure 2
Sense of Fit at Tech Company (A) and Anticipated Sense of Fit in Response to Work Group Scenarios (B)

Note. They-axes represent the full range of each scale. Error bars represent standard efirabée Sééor effect sizes for between-condition
differences by gender.
*p<.01. ™ p<.001.
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Table 1
Means for Additional Outcomes in Experiment 1
Men Women
Outcomes (scale range) Neutral Microexclusion ~ Microinclusion Neutral Microexclusion ~ Microinclusion
Anticipated opportunity to contribute{Z)  5.01 (0.06) 2.53 (0.07) 6.16 (0.04) 4.65 (0.05) 2.01 (0.05) 6.30 (0.04)
Perceived realism {5) 3.99 (0.04) 2.95 (0.06) 3.83 (0.04) 4.01 (0.04) 3.27 (0.06) 3.69 (0.05) ¢

Note. Means with different subscripts within row differ sigraintly, ps < .05. Standard error in parentheses.

In response to the microinclusion scenario, both women and mean anticipated opportunity to contribuge= .11,d = 0.07, 95% CI
anticipated a greatet as compared to the neutral scenario. Notably[ 0.02, 0.16].
as predicted, this effect was greater for women than for men, as Test of Mediation. To test whether self-perceived opportu-
re ected in a signicant Genderx Scenario (neutral vs. micro- nities to contribute mediated the effect of microinclusions on
inclusion) interaction. Indeed, the microinclusion directionallyemployee’s sense of t, we analyzed two multilevel mediation
reversed the gender disparity in empldgemticipatedt, p = .12,  models (one for women and one for men) with a random intercept
d = 0.07, 95% CI [ 0.02, 0.16]. for employee using the R packageaan (Version 0.6-12Rosseel,

Robustness Tests. As a rst robustness test, we conducted the2012. There was a signcant indirect effect of microinclusive
same analyses described above adding emplogeesit sense of treatment (coded 1) compared to the neutral scenario (coded 0) on

tas a covariate. The pattern of results remained the same, with ofeticipated sense oft through self-perceived opportunities to
exception. When controlling for employeesxtant sense oft,  contribute for women; = 12.30,p < .001, indirect effect 1.57,
women Mo = 4.62,SE,q; = 0.11) reported greatet than men 95% CI [1.32, 1.82]. There was also a sigrant indirect effect for
(Magj = 4.45, SE.q; = 0.12) in response to the microinclusion Men,z =3.64,p <.001, indirect effect 0.48, 95% CI [0.22, 0.73],
scenariop = .012,d = 0.11, 95% CI [0.02, 0.20]. but this was smaller than the effect for women as revealed by the

Second, we supplemented the within-subjects analysis with §igni cant Gendeix Scenario interaction; = 4.51, p < .001,
between-subjects analysis, mitigating demand and comparisddirect effect= 0.36, 95% CI [0.21, 0.52], consistent with the
processes. That is, we dropped the scenario presented third afgory that opportunities to contribute are especially important for
examined the sense ot employees anticipated in the scenario WOmMens sense oft. There was also a sigrdant indirect effect of
introduced second (microinclusion or microexclusion, a betweerfhicroinclusive treatment (coded 1) compared to the microexclusion
subjects factor), controlling for the sense bthey anticipated in ~ Scenario (coded 0) on anticipated sensd dirough self-perceived
response to the neutral scenario. Results were the same as in fiRPortunities to contribute for both womens 25.07,p <.001,

primary analysis. There was a main effect of condition, greater ~ indirect effect= 3.83, 95% C'£3-53‘ 4.13], and mens15.21p <
the microinclusion than microexclusion conditigf(l, 658)=  -001, indirect effect 2.30, 95% CI [2.01, 3.60], with women again

1171.33,p < .001, and a Gendex Condition interactionf(1, ~ Showing the larger effect as revealed by the sigmit Gendex
658) = 13.07,p < .001. While in the microexclusion condition, Scenario interaction,= 5.60,p < .001, indirect effect 0.51, 95%

women anticipated lowett (Mygj, = 0.70,SE,q;. = 0.20) than men Cl [0.33, 0.69]. . . . .
(Mag, = 1.06,SEqq, = 0.20),1(658)= 2.85,p = .005,d= 0.22, These results are consistent with the interpretation that both

95% CI [ 0.38, 0.07], in the microinclusion condition, women WOMen and men showed an increase in their sense f the

anticipated highert (Mag = 4.93,SEq;. = 0.18) than menuq, = microinclusion scenario because they perceived greater opportunities

472, SE.q. = 0.19) t(gg.S)—.Z 2’1 ;‘dj'_ Oés'd — 017 953(;(1)' ¢y o contribute. They are also consistent with the interpretation that
. y adj — . 3 - . [ - ’ - . 1

[0.02, 0.33] women showed a particularly large rise in their sense fifr two
' Aniici.pate.d Opportunity to Contribute to Work Groups. There reasons: both because their perception of opportunities to contribute

was a main effect of gendei(1, 1993.50)= 18.14 < .001, a main rose in response to the microinclusior} scenario (vs..r)eutral sgenario)
effect of scenarioF(2, 1358.30)= 969.06,p < .001, and the g;r:etg?rt] nTsrz’ ;?:nblec?ourse percelt\r/]ed ?pportunmes predicted a
predicted Gendet Scenario interactio(2, 1359.70x= 17.91p < gly for women than for men.
.001. Women anticipated they would have less opportunity to
contribute to the team in the neutral scenario than men001,d =
0.19, 95% CI [ 0.28, 0.10].
As predicted, both women and men anticipated less opportunity Although our primary interest ixperiment 1 was in participahts
to contribute in response to the microexclusion compared to thenticipated sense oft in response to microinclusive and micro-

Perceived Realism

neutral scenario. Thus, the gender disparity persjstedd01,d =  exclusive treatment, we also examined how realistic employees found
0.27,95% CI[ 0.36, 0.18]. The Gendex Scenario (neutral vs. these scenarios to further understand their lived experience at work.
microexclusion) interaction was not sigcant. There was no main effect of gendg¢l, 2054)= 0.06,p = .80.

In response to the microinclusion, both women and merHowever, there was a main effect of scenafi(®, 1382.30)=
anticipated greater opportunity to contribute compared to th@1.77, p < .001, and a Gendex Scenario interactionf(2,
neutral scenario. As with anticipated, however, there was a 1381.20)= 8.71,p < .001. First, both women and men found the
signi cant Gendex Scenario (neutral vs. microinclusion) interac- neutral scenario to be realistic with no gender differences,80,
tion. The microinclusion directionally reversed the gender disparity = 0.01, 95% CI [ 0.08, 0.10].
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Although both women and men found the microexclusion to benvolves how we measured this construct. The relevant item focused
less realistic than the neutral scenario, there was a sarti  on the self {I can contribute effectively..”), not how receptive
Gendeix Scenario (neutral vs. microexclusion) interaction. Womerparticipants perceived others to be to their contributions, which
found the microexclusion more realistic than did npen,.001,d = was both our interest and the focus of employee concerns in focus
0.18, 95% CI [0.09, 0.26]. groups. In Experiments-2, we revise the measure to assess

Women also found the microinclusion less realistic than the&pecically the perceived receptivity of others toward 'sne
neutral scenario. However, this was only marginally the case fafontributions
men. Thus, the Gendex Scenario (neutral vs. microinclusion)  Experiment 1 supports our theorizing that interpersonal treatment
interaction was marginally sigréant. Further, women found the that clari es the stance others take toward’ sreontributions at
microinclusion scenario marginally less realistic compared to mefwork affects peopls sense of t. Organizations, however, are
p=.078,d= 0.08, 95% CI [ 0.16, 0.01]. complex and include many features that affect pesgbeperience.

The comparison between the microexclusion and microinclusiopor women and other minoritized individuals in STEM, one such
scenarios was revealing. The GengeBcenario (microexclusion prominent feature is the simple numerical representation of their
vs. microinclusion) interaction was sigonant. Men found the group in the settingy(. P. Joshi & Diekman, 202Xroeper et al.,
microinclusion much more realistic than the microexclusion2022 Murphy et al., 200y, An important question for theory and
scenariop < .001,d = 0.57, 95% CI [0.46, 0.68]. Women did  gppjication is whether microinclusions are important for women
sotoo butto a lesser extepts .001,d = 0.30, 95% CI[0.19, 0.41],  sense of t both in companies with a relatively high representation of
suggesting that, in their lived experiences, women may not recei\Gomen and in companies with a relatively low representation of

microinclusions as often as their male peers. women. For instance, if interpersonal treatment and numerical
representation serve as cues to the same underlying inference,
Discussion such as whether one will be able to contribute in the setting,

. . microinclusions might not matter in settings in which women are
Experiment 1, conducted with a large sample of employees @fq|_represented. Conversely, if a lack of representation implies to
a Silicon Valley technology company, yielded two important,,,men that their experience in a company will simply be negative,

ndings. First, women reported a lower sensetdfased on their i ginclusions might not matter in settings in which women are
extant experiences at the company than men, a disparity th Borly represented either

persisted even when controlling for tenure and job type. This gend rExperiment 1 did not allow us to manipulate numerical

difference emerged again in employeasticipated sense ot in representation, as it was conducted in a real-world technology

response to a workgroup described in neutral terms. Moreove&)mpany_ Therefore, in a Supplementary Experiment conducted

when we asked employees how realistic they found the workgrougefore Experiment 2, we tested whether the effect of microinclu-
scenarios, men reported that the microinclusion scenario w. '

- . . . . Lons among women would be robust in companies that employed
much more realistic than the microexclusion scenario, a differen
éw or more women.

that women showed only more vyeakly. Th‘?se differen_ces speak O We recruited advanced engineering undergraduate wawhen (
S:)sraagtr:es In womess and mets lived experience working at the 128) and asked them to consider a potential technology employer
Sepconyd both men and women were hiahlv responsive trandomized to a 2 (microinclusion vs. microexclusio)(low vs.
' gnly P %igher representation of women) between-subjects design. The

interpersonal treatment that clail the stance others took L . o S
. P ; . . effect of microinclusions was strikingly robust. Women anticipated

toward their contributions, that is, whether others were inclusive > - L
greater sense oft when they imagined experiencing a

or exclusive of their contributions to the shared goals of a work

group. But women were especially responsive. They ShoweHﬂcroinclusion versus a microexclusion and both when the company
) . = 0,
particularly large gains int in response to the microinclusion. The employed few womerp, < .001,d =1.33, 95% C1[0.94, 1.72], and

= 0,
greater responsivity of women is consistent with our theorizin hen the companr?/ employed more WQ“)Eﬂ,-OOr},d—hlle,fQB A)f )
that microinclusive treatment remedies an ambiguity women, b 110.77, 1.53]. There was no interaction. Further, the effect of the

not men, face in technology contexts: Will their gender be a basi@lcro!nclusmn manipulation on Wom’e_sn sense of t_Was, if

for marginalizing treatment? With the microinclusion, the robus@nYting. larger than the effect of numeric representaoal.33,

gender difference int in employe€’s extant experiences at the — ' _ _

company and in response to both the neutral and the microexclusiggcgr:%tfi‘iteosnz‘:é'?n"’:'hsé’rﬁgg‘gﬁ‘é‘e\/ﬁé?; glt‘#eefnii-smoézgé‘g&es the

scgnarlos d'rec_tlon_a"y r'?versed' _The results provide tis in the company as a whole, the méasure of opportunities to contribute

evidence that microinclusions can increase emplogesse of t focused on contributions ohmy team at [company].Given the uneven

at work, particularly womeés sense of t. distribution of women and men across technical and nontechnical roles at the
It is noteworthy that, even as women were more responsive thai®mpany (women were more often in nontechnical rofé)) = 37.90p <

men to the microinclusion scenario, they were not more responsive0?: the typical woman at the company almost certainly worked, on average,
h . USi io (V. M. Hall L 201 on teams with more women than were represented in the company as a
to the microexclusion scenario (dfV. M. Hall et al., » whole. If so, this could give rise to a better experience for women on teams as

Employeessense of t in the microexclusion condition may have compared to in the company as a whakaggupta et al., 2015Vu et al.,
begun to approach aoor, especially for women, reducing the 2022.Our company partners did not share team-level data with us, however,
opportunity to observe a gender difference in this response. which would allow us to test this directly. It is also possible that scale

h . N . referencing effects contribute to the null result @eenat & Manis, 199%
Interestingly, we did notnd a signi cant difference between If men have higher expectations about their opportunity to contribute, they

mer1§ and Wom(_?’m reports of their extant opportun.ities t0 may interpret ambiguous scale endpoints as more extreme, lowering their
contribute to their teams. Upon retrospect, a potential reasaself-ratings relative to women.
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95% CI[0.94, 1.72] and 0.68, 95% CI [0.32, 1.04], respectively. Se@utcomes, we expected that microinclusive treatment would affect
online Supplemental Material them more.

The Supplementary Experiment makes two important contribu-
tions. The rst is theoretical. Past research has emphasized the
representation of women in STEM settings (eMuyphy et al.,  Method
2007 see alsdasgupta et gl., 2015Vu et_al.,_202}2 _Relyln_g on Participants
such work, people can think of organizations simplistically as
either identity-safe or identity-threatening. In showing that We recruited women in the United States working in the IT or
microinclusions matter even in technology companies that arSTEM work sector on Prolc. We stopped data collection after
gender diverse, we point toward the value of a mare-grained 430 responses and analyzed the data only upon completion, not
understanding of contexts. Microinclusions matter even in morg@uring data collection. We excluded one participant who failed to
diverse settings, we theorize, because they address questions arogiiét our criteria of working in the IT or STEM work sector, and
onés opportunity to contribute directly (e.gl, am treated as a two who did not complete the manipulation materials. Thel
contributot) rather than indirectly (e.d'| assume I can contribute sample comprised 427 participants (15.46% racially minoritized
because other women work hgreln doing so, this approach group membersiage= 32.77). This sample provides 80% power
highlights the importance of thecial process of producing joint {0 detect a small to medium effect size<(0.32) ap < .05, an effect
work, above and beyond the social context in which work isgjze far smaller than that observed for worsesense of t in
produced. The second contribution is of direct practical value. Theyperiment 14 = 1.28, for the comparison between the neutral and

results suggest that microinclusions can support a sensé of microinclusion scenarios). Participants were compensated the
among women even in organizations that are not yet diverse angdgyivalent of $9.52/hr.

therefore, help organizations maintain and build this diversity.
Given these results and given the importance of identifying

g_roces_ses that_ can help organizations that are not yet dlverigcperimen t Design and Procedures
iversify, Experiments-2 focus on womeis responses to contexts

with a low representation of women. These experiments also featureParticipants were randomly assigned to read a one-page scenario

between-subjects designs to address any questions about demang 2 (work treatment: working separately vs. microinclusioB)

Or comparison processes. (social treatment: socially neutral vs. socially warm) between-
subjects design. The scenario asked participants to imagine they had
Experiment 2: Microinclusions Versus recently started a new position‘@-Tech; a ctitious engineering
Socially Warm Treatment company. Each scenario included photos of employees andan of

‘ ) o . . space. In all conditions, the scenarios depicted A-Tech as having a
To begin to isolate the effect of microinclusions, Experiment 2oy representation of women, as is the case in engineering in
compared microinclusions to socially warm treatment, that iSgeneral. Approximately 14% of the employees depicted were
inclusion in social events but treatment that does not address thgymen, and the text indicatetiost of the senior and technical
stance others take toward worfgontributions at work. __leadership is male, and so are most of the people in engineering
Organizations often make an effort to create social Opportun't'eﬁositions like yours.
for employees, including sponsoring team happy hours and other the microinclusion scenario was the same as in Experiment 1. To
events or by creating communal spaces faatercooler conversa- nryide a neutral control condition (rather than a microexclusion

tions’ where employees can interact, connect, and develop,ngition), we described the protagonist as working separately from

professional and personal relationships. Indeed, socially warm o "t directly interacting with) other members of their team:
treatment can help maintain work engagement, including for

women . M. Hall et al., 2015 Holleran et al., 20%;1Kanter, You are part of a small engineering team. Your manager is named Evan.
1977). Thus, we theorized that both socially warm and micro-  The team uses a program that is pretty idiosyncratic with a steep
inclusive treatment would increase a sensd afomen working in learning curve. You dohknow how it works and no one shows you
information technology (IT) or STEM anticipated at a company. ~ how. Butone day, yound some tips online. That helps you get going.

Your team has been working to complete a project that has been
underway for some time. Yone working on a particular technical
problem that needs to be solved. You look into an approach to the
problem and think carefully about how you could use it for this
speci c problem. You gure out how to use it effectively. You feel good
about your approach.

However, our theory posits that, for women in these contexts,
social inclusion cannot substitute for inclusion in work processes.
If so, microinclusive treatment, which implies an inclusive stance
in others toward orie contributions to shared goals, should raise
womerns sense of t regardless of whether women experience
speci ¢ socially warm treatment or neutral treatment. We also test
whether overall microinclusive treatment has a greater effect ohhus, in both scenarios, the protagonist contributes to the team; the
womenis anticipated sense of than socially warm treatment. difference is whether she contributes by working separately or in

In addition to examining these outcome effects, we tested wheth#iteraction with and supported by the team manager.
womeris perception of the receptivity of others toward their To orthogonally manipulate socially warm treatment, all
contributions would mediate this increase tnWe also assessed scenarios depicted the protagonist being invited to a team happy
womernis beliefs about the quality of the relationships they wouldhour. However, in the socially neutral condition, she is invited via
form with coworkers at the company and their commitment tca generic listserv email and there is no mention of the experience at
the company. While socially warm treatment may affect theséhe happy hour:
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Figure 4
Indirect Effect of Microinclusions on Company Commitment Through Perceived Receptivity of Others to One’ s Contributions and Sense of
Fit in Experiments 2 and 4

Note. For brevity,Figure 4only depicts the sequential mediation for our primary independent variable of microinclusionsliSe&upplemental
Materialfor full results. On the path from the microinclusion condition to company commitment, the value above the arrow represents the direct effect, and the
value under the arrow represents the effect of condition after controlling for the mediators.
*% *kk

p <.0L. p < .001.

gender of the source of microinclusive treatment. While weet al., 1999, a foundation for technology-related majors, in a
hypothesized that microinclusive treatment from either a man gorescreening survey. This sample provides 80% power to detect a
woman would improve womeés sense of t at the company as small to medium effect sizd & 0.48) atp < .05. Participants were
compared to the working separately condition, we also hypothesizempensated with a $8 gift card or course credit.

that the microinclusion from a man would provide the greatest

bene ts. N ) o o Experiment Design and Procedures
In addition to assessing participarasiticipated sense ot, we
also assessed how much women perceived the setting tafora Participants were randomly assigned to read one of four

another woman and for a man (sé&lton & Cohen, 200y If scenarios: (a) working separately in a low representation context,

microinclusions convey that a work setting is simply more positive(b) microinclusion from a woman in a low representation context,

and supportive in general, then women may perceive a befiar  (C) microinclusion from a man in a low representation context, or (d)

anyone else. If they convey that the setting is more positive angorking separately in a higher representation context. Thg

supportive for them personally, women may perceive a betaly ~ second, and third conditions allowed us to examine the effects of a

for themselves. But if, as we have theorized, microinclusive treatmemticroinclusion from a woman versus a man in a low representation

mitigates the risk women face that their gender could be a basis epntext relative to a control condition. The fourth condition allowed

marginalization in technology settings, then microinclusive treatments to benchmark womés sense of t in a low representation

from a man may increase thewomen perceive both for themselves context to their sense ot in a higher representation context (cf.

and for another woman at the company, but not necessarily for a madupplementary Experiment amline Supplemental Mater)al

Last, while our focus remains on contexts with low representation of In the rst three conditions, the low representation of women at

women, we included a higher representation condition to provide the company was operationalized as in the previous experiments.

benchmark comparison. The higher representation condition depicted a greater proportion

of women while still reecting the reality that most people in

leadership positions in technology and engineering are Gmog(e,

2022 Rangarajan, 20)8Half of the pictures of employees depicted

were of women, and the text reddJthough most of the senior and

technical leadership is male, early on you learn that there are a
One hundred ninety-seven women (28.40% racially minoritizedeasonable number of women in engineering positions like jours.

group members; 18% graduate student or recent aluhgi= The working separately and microinclusion scenarios were

20.21) from a Women in Engineering student organization angtentical to those used in Experiment 2 except that, in the

introductory psychology course participated. Results did not changaicroinclusion from a woman condition, the protagonist interacts

when controlling for current student status (i.e., undergraduateyith “Elizabett instead of Evan’ After the scenario, participants

graduate, or alumni); therefore, analyses collapse across this factesmpleted dependent variables.

We stopped data collection after two academic terms and analyzed

the data only upon completion of data collection. Most participantMeasures

(73.10%) were either majoring or intending to major in technology-

related discipline and all were highly math ideat (i.e., above Anticipated Sense of Fit, Perceived Receptivity to One’s

the midpoint on a 7-point Likert scale itefit,is importantto me to  Contributions, and Quality of Work Relationships. Anticipated

do well in math; 1 = strongly disagree, 7 = strongly agree; Spencer  sense of t (a = 0.95), perceived receptivity to dsecontributions

Method

Participants
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Table 4
Means for Additional Outcomes in Experiment 3
Low representation of women Higher representation of women
Working separately Microinclusion from Microinclusion from Working separately

Outcome (scale ranges:7) (n = 43) a woman g = 49) a man g = 57) (n = 48)
Perceived receptivity to orsecontributions 3.48 (0.29) 3.96 (0.16) p 4.26 (0.18) 3.85 (0.22) p
Anticipated quality of work relationships 3.67 (0.19) 4.11 (0.11y 4.54 (0.14) 3.79 (0.14)
Sarahs perceived t 4.62 (0.20) 4.88 (0.14) 5.23 (0.13) 5.09 (0.16)
Recommend Sarah accept offer 4.47 (0.28) 4.96 (0.18) , 5.14 (0.19) 4.54 (0.23)
Walter's perceived t 6.02 (0.11) p 5.72 (0.12) 6.11 (0.10) 5.79 (0.11)
Recommend Walter accept offer 5.23 (0.20) 5.33 (0.14)p 5.68 (0.14) 5.21 (0.20)

Note. Means with different subscripts within row differ sigrantly, ps < .05. Standard errors in parentheses.

women reported in this condition was directionally less than wheiExperiment 1), that this gain is notably larger compared to when
the microinclusion came from a man, but this comparison was natomen are treated warmly but not in ways that are spally
statistically signicant. Future research may explore whether thisnclusive of their contributions to work goals (Experiment 2), that
difference is reliable with larger samples. However, from an appliechicroinclusive treatment further gives rise to increased commitment
perspective, it is signcant that the effect of microinclusive to a company (Experiment 2), and that microinclusive treatment
treatment is robust both when coming from a woman and wheteads women to anticipate a better for and recommend the company
coming from a man in male-dominated contexts. more to another woman but not a man (Experiment 3).

Third, we found that microinclusions from a man led women to Organizations are dynamic contexts in which people draw lessons
anticipate a greatert for another woman in the company and to not only from their own experiences but also from the experiences
be more likely to encourage her to accept a job offer from itof other people they observBgndura, 197;7Gweon, 202). Past
Consistent with our theorizing that microinclusions can signal toesearch shows that observing coworkers receive uncivil work
women that their gender will not be a basis of marginalization at workyeatment can undermine well-beinlifer & Cortina, 201§
this effect was speat to another woman. There were no such gains inConversely, research on collective threads that observing
the anticipatedt of a man as, regardless of interpersonal treatmengnother in-group member behave in a way that could rcora
women anticipated a strong for a man in the company and negative stereotype about tsm@roup can elicit threaCphen &
recommended that he accept its offer. Additionally, suggesting th@arcia, 2005Shapiro et al., 2093
particular importance of microinclusive treatment from men, the Extending Experiments-B, in Experiment 4, we examine the
microinclusion from a woman did not sigeantly improve the t effect of observing a man or woman coworker receive microinclusive
women perceived for another woman in the company nor increageeatment at work. We hypothesized that, even as women may
their encouragement that she accept its job offer. anticipate a greater sense dfif they observe a male coworker

In addition to its implications for theory, thesadings begin to  receive a microinclusion, they may show an even larger effect if they
suggest how improved interactions for women at work, particularhsee a woman receive this treatment. Observing another woman
with male coworkers, could accelerate the divestion of receive a microinclusion may imply not only that people take a
technology contexts. If companies can foster environments in whighositive stance toward othecentributions in general at the company
women either directly experience treatment from men that convey dut that they do so spedially toward wome's contributions. If so,
inclusive stance toward wonisrcontributions to shared work goals, observing another woman receive a microinclusion may also reduce
not only may womers own work experience (e.g., sense ¢f  anticipated feelings of stereotype threat.

Experiments 13) and commitment to the company improve

(Experiment 2), they may also recommend the company more to

other women (Experiment 3). In turn, new women employees who alethod

recommended the company by current women employees m

anticipate even greatetrat the company (s€®hnson & Pietri, 2093

and, perhaps with time, creating a more gender-diverse company.ln Experiment 4, we broadened our recruitment beyond the

Critically, these benés can arise even in technology companies thaUnited States to include women working in the IT or STEM work

are not yet gender diverse. They do so, we theorize, becausectors in both the United States and the United Kingdom on

microinclusive treatment remedies reasonable concerns women ha¥li c. We stopped data collection after 352 responses and

when entering technology companies about whether others, especialiyalyzed the data only upon completion, not during data collection.

men, will include them in core work processes, and thus if they will béNine participants did not complete the manipulation materials and

able to contribute toward shared goals in the setting. were dropped from the sample. Data from three participants was
recorded twice in the survey. Therefore, we only retained rtte

Experiment 4: Inferring One’s Own Fit From Observing set of responses from these participants, reducing our total sample to
. . 340 (11.47% racially minoritized group membevs,y. = 34.53;
Another Woman’s Experience . . ge .
P 74.71% United Kingdom). Country was not a consistent covariate,
So far, we have shown that microinclusions increase peapted  nor did its inclusion alter the pattern of results; thus, the results
especially womés anticipated sense dfin technology companies presented here do not control for this factor. This sample provides

%yarticipants
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STEM (e.g.,Knowlton et al., 2022Meadows & Sekaquaptewa, (who may or may not be behaving in this way) to describe how
2011, 2013 Swim et al., 200)L For instance, in Experiment 1, they do or could realize this ideal. Past research illustrates the
women reported lower levels of at a technology company than potential for approaches like this to prevent biased behavior
men, anticipated lesg in a new work team described in a neutral including among teacher©konofua et al., 2036Walton et al.,
manner and, as compared to men, perceived microexclusions 2821), parole ofcers Qkonofua, Goyer, et al., 20p2and
more realistic and microinclusions as less realistic. In combinatioprofessional advertisersgn et al., 2023 By evoking and helping
with our experimental results showing the casual consequences péople articulate positive goals and aspects of self-identity for which
this treatment, it becomes imperative to shift redrehaviors to  bias is not functional, we can displace biases as drivers of behavior,
be more supportive and inclusive of women during shared godlelp people realize their professional ideals, and improve the
pursuits. experiences of those with whom they interact.

One cause of microexclusive treatment of women in technology A third important direction for future research is to examine the
and other STEM contexts may be implicit gender stereotypes (e.geffect of microinclusions that occur organically in organizational
Moss-Racusin et al., 2013chmader, 2023%ekaquaptewa, 2019  settings and the impact of microinclusive treatment over time for
To combat these implicit gender stereotypes, organizations haveomers experienced/{. M. Hall et al., 20152018 2019 Walton
implemented initiatives such as diversity trainings and workshopt al., 201%. Using correlational daily diary methods with real-
Yet, these initiatives often fall short. First, efforts to train bias out ofvorld work teams, researchers could ask employees to describe their
people have typically yielded effects that are limited and short-livedaily interactions and test whether microinclusive treatment predicts
at best [(ai et al., 2016 Onyeador et al., 202Pietri et al., 201p greater work satisfaction, interest, and lower job burnout or turnover
For example, even if diversity trainings lead to positive changes imtentions (V. M. Hall et al., 201% Furthermore, it will be
attitudes toward diversity, they may not consistently changgarticularly informative (for understanding causality) and conse-
behavior over timeH. H. Chang, Milkman, et al., 2018ee also quential (for improving practice) if we can use experimental
L. M. Leslie, 2019. Second, emphasizing bias may risk reifying methods to facilitate more inclusive patterns of behavior from men
counterproductive norms or shaming men and producing defensiie work settings and track berts for women. Multiple studies
responsesiampbell etal., 202&arr et al., 2012 off et al., 2008 have shown that even brief psychologicdllyis€' interventions,
Third, the mere presence of diversity initiatives may lead employeéscluding strategies to sideline bias, can cause gains over months
to falsely presume an organization is fair when some employeemd years by improving patterns of social interaction and, thus,
still face marginalization and discriminationaver et al., 2020  social relationships in ways that become self-reinforaivigiton &
Kaiser et al., 2013 Wilson, 2018. If we implement strategies to sideline biases in men

Instead, it may be helpful tsideline bia’s (Okonofua, Harris, & and promote microinclusions early in a work setting, would this
Walton, 2022, that is, to reduce the hold that bias can have orfacilitate the inclusion of women in the core processes through
meris behavior by elevating positive aspects of raeelf-identity ~ which teams work together and, in turn, allow powerful recursive
for which bias would be incompatible, such as an ideal professionarocesses of better interpersonal dynamics, stronger work relation-
self. Given the importance of social norms for hsetreatment  ships, and greater learning and commitment to take hold, improving
of women De Souza & Schmader, 20220ne may begin by trajectories for women, teams, and companies?
establishing, conveying, and reinforcing community norms of A complexity in carrying out sucheld research is the dynamic
inclusion and positive and mutually supportive interactions duringhature of many modern work environments, including in technology
goal pursuiturrar et al., 202)) Such representations may include contexts, where people often work with multiple teams for short
dynamic norms that represent an increasing commitment to posititines (e.g., the median length of employee tenure at the technology
treatment $chuster et al., 202%parkman & Walton, 20)9For  company for participants in Experiment 1 was 1.9 years). One way
instance, laboratory oreld studies may recruit teams of men andto conduct this research would be to identify male employees who
women engineers and randomize them to watch a video of aare central or visible within the social and work networks in a
engineering team that manifests microinclusive interactions and/eompany and randomize them to condition. Then, using social-
explicitly advocates for this way of interacting as a norm and makesetwork analyses, researchers could test whether weresel of
progress toward it, or to a control video. One could further appeal texposure to men randomized to treatment versus control predicts a
meris (and wome's) professional identity as exemplary coworkersmore positive experience, greater performance, and/or a longer
and managers (cfsrant & Hofmann, 2011 such as by sharing tenure at the company over time (Bfluck et al., 2016
stories of admirable individuals who exemplify microinclusive In the present research, we have emphasized the fundamental
treatment of both women and men at work and by inviting people tpoint that microinclusive treatment conveys that coworkers are
describe how they enact these values in their own interactions witleceptive to, value, and support tsmeontributions to shared goals
colleagues in the form of advice for less experienced employees.dt work. But in practice, this can mean many different things, and
participating teams then took on a challenging STEM task, wouldhis may vary across work contexts. For example, for an employee
teams exposed to a microinclusion norm exhibit more microincluwho is new at a company, a microinclusion might mean providing
sions, perhaps supporting team memdeesning more effectively, the necessary tools, resources, and opportunities for them to learn
recognizing team membéiontributions more, and building more so they can carry out their new role well. For an employee who
effectively on each otherideas? Will such bents be greatest for has made a substantive contribution to an ongoing project, a
women in interactions with men? Will they produce greater teanmicroinclusion might mean recognizing that contribution, crediting
performance as a whole? them for it, and then critiquing, building on, or incorporating that

This approach aims to provide a clear representation of an ideabntribution with work from others. Future research may explore
pattern of behavior, to represent it as normative, and to invite peopte specic microinclusive acts that will be most impactful in
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Correction to “Digital Traces of Of ine Mobilization” by Smith et al. (2023)

>

The following article is being corrected: Smith, L. G. E., Piwek, L., Hinds, J., Brown, O., & Joinson,
(2023). Digital tracs of ofine mobilizationJournal of Personality and Social Psychology: Attitudes
and Social Cognition, 125(3), 496-518. https://doi.org/10.1037/pspa00003&Bangxiong Chen is
added as thefth author in the byline and author note. Cangxiong CH&MRCID ID is now included in
the author note. The CRediT paragraph in the author note now includes Cangxiohgsteorting
role for the article. Therst sentence of the Hypotheses section has been revised. The phrase Good
Morning has been deleted from thest paragraph of the Descriptives subsection of Study 1b. The
online version of this article has been corrected.
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