
 Evaluating  
workplace 
equity  
  in scholarly
      publishing

A new study shows that scholarly publishers need to address  
a gap between the goals of their diversity, equity, and inclusion 
organizational policies and the lived experiences of people working in the industry.

The scholarly  
publishing workforce 
does not reflect the 
diversity of the 
general population

The chances of 
becoming a leader  
in scholarly publishing are 
higher for White men with  
no advanced qualifications  
than for Black women with  
postgraduate degrees.

Men are twice as likely as women to be  
in senior management or executive roles.

There’s 
a gender 
pay gap

33% of men make  
more than $100,000,  
compared to just  
20% of women

The proportion of women in the workforce declines  
with age and rank, while the proportion of men increases 
with age and rank.

Most respondents appear to be largely blind  
to the biases faced by demographic groups  
other than their own. However, more Black  
respondents recognize challenges that others 
experience.

91% 
of people in senior  
management or executive 
roles are White.

24% 

of Black and mixed  
ethnicity respondents say 

their workplace environment  
is not supportive, compared 

with 8% of Whites 
and Asians.

“ I don’t think in the industry or my company there are  
specific obvious gender or diversity biases…but there are  
some implicit barriers. This is how it looks from a white  
middle class male perspective. ”

“Every person of color 
I know has a foot out the 
door at all times because 
they are unsatisfied and feel 
excluded and mistreated.  
If I didn’t love the actual 
work, I would have left  
years ago. ” 
Female, Mixed /Multiple

People who identify as Black most strongly disagree  
that people of all ethnicities have equal  
opportunities for promotion

21% 
of senior 
executives  
are men

11% 
are women
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A direct line  
manager’s practices  
define someone’s  
experience more than  
an organization’s  
policies.  

INDIVIDUALS can:

 Fight our  
 implicit bias

 Seek out and listen  
 to  experiences  
 different  from  
 our own

 Challenge  
 exclusionary  
 practices 

ORGANIZATIONS can:

 Make a permanent   
 commitment to change  
 and monitor progress  
 publicly

 Bring all perspectives   
 into the leadership  
 conversation and  
 decision-making process

 Rethink policies and   
 practices to actively   
 transform workplaces

The independent, non-profit Workplace Equity Project (WE) 
explores workplace experiences, practices, and opportuni-
ties in scholarly publishing. In 2018, WE conducted a global  
survey to better understand perceptions of workplace equity 
in scholarly publishing. Read an analysis of the survey  
findings published in Learned Publishing

The data that support the findings of this study  
are openly available in the IPCSR data archive at  
https://doi.org/10.3886/E116922V1

About the survey

The  
Workplace  
Equity Project  
is hosted here. 

Become  
  a change    
agent!
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