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What are we NOT 
going to talk about?

- instrument stereotypes 

- improvisation
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Male and Female Photographic 
Representation in 50 years of 

Music Educators Journal

Kruse, A. J., Giebelhausen, R., Shouldice, H. N., Ramsey, A. L. (2015). Male and 
female photographic representation in 50 years of Music Educators Journal. 

Journal of Research in Music Education, 62(4), 485-500. 
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-Percentage of Female TEACHER/PRESENTERS by Year:

RESULTS?
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-Percentage of Female CONDUCTORS by Year:

RESULTS?
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A Comparison of Virginia Band 
Performance Assessments in 
Relation to Director Gender

Shouldice, H. N., & Eastridge, J. L. (2020). A comparison of Virginia 
band performance assessments in relation to director gender. 

Journal of Research in Music Education, 68(2), 125-137. 
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RESULTS…
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Relationships Between Band 
Festival Ratings, Director Gender, 

and Other Selected Factors

Shouldice, H. N., & Woolnough, V. (2021). Relationships between band festival ratings, 
director gender, and other selected factors. Journal of Research in Music Education. 

Advance online publication. https://doi.org/10.1177/00224294211060449
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VARIABLES
- Overall rating (HS only) 

- Director gender  

- assumed M/F 

- School locale 

- Rural, town, suburban, city 

- School size 

- School SES 

- % free/reduced lunch 

- School race/ethnicity  

- % white 

- Repertoire difficulty 

- Grade 1-6 

- Ensemble name 

- Wind Ensemble/Symphony, other
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RESULTS
Total of 246 high school performances: 

• 79% male-directed 
• 18% female-directed 
• 2% mixed co-directors
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RESULTS
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“I Love Knowing That What I’m Doing Has 
Purpose”: Male Instrumentalists Who Choose 

to Teach Elementary General Music

Shouldice, H. N. (2017). “I love knowing that what I’m doing has purpose”: 
Male instrumentalists who choose to teach elementary general music. 

Journal of Music Teacher Education, 27(1), 48-64. 
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Before and After:  
Experiences of a Transgender 

Band Director

Shouldice, H. N. (2022). Before and after: Experiences of a transgender 
band director [Manuscript submitted for publication].
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The purpose of this study is to explore the 
experiences of one band director, both before 
and after coming out as transgender.  

1) What was the nature of his experience of 
coming out as transgender, specifically in the 
workplace? 

2) How have his experiences as a male-
presenting band director compared to his 
previous experiences as a female-presenting 
band director?

BEFORE AND AFTER:  
EXPERIENCES OF A TRANSGENDER BAND DIRECTOR
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MARTY BERNSTEIN**
-Mid-30s trans man 

(assigned female at birth) 

-Knew in 7th grade that he 
wanted to be a band 
director! 

-Started teaching middle 
school band in 2010. 

-Gradually realized he was 
trans and began coming 
out at age 32. 

-Began using new name 
and honorific (Mx.) three 
years ago. 

-Started testosterone a 
year later.

**Pseudonym
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FINDINGS…

-Theme 1:  
Relief 

-Theme 2:  
Removal of 
gendered 
obstacles
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- “When I was a kid, I couldn’t name a woman band director for you. 
You know? We went to festival all the time and I am certain that there 
were some festivals where I saw zero female band directors.” 

- “My main experiences personally with experiencing gendered 
treatment, I guess, is definitely all around festival. First of all, the 
judges that I would perform for, I have performed for two women in 
the entirety. I’ve been teaching for 11 years now. And there’s three 
judges and then one sight-reading judge [at each event]. So four 
judges every time. So I've seen 40 judges and two of them were 
women.” 

- “If you look back at our past presidents and vice presidents of [our 
regional band and orchestra association], it definitely looks just like 
the American Presidents. It’s all a bunch of old white dudes.” 

- “Our [association] secretary, she’s been the secretary for like 40-50 
years, and I believe is one of the people who was at the forefront of …. 
pushing for, ‘Hey, you realize this is stupid, that this place is all men, 
and then your secretary is a woman. That's the only position, you 
have a woman as the secretary? Wow, you guys!’”

LACK OF ROLE MODELS/REPRESENTATION
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-“My professor sat me down and was like… ‘Look, you're 
probably not cut out for high school. You shouldn’t 
student-teach high school. I don't think you should do it.’” 

-“It seemed really gendered. I felt like she was trying to 
make it like a shortness and presentable-ness thing but 
that it really wasn’t because she wasn’t doing that same 
thing to other students. . . . She was like, ‘You need to 
work on your confidence.’ She also said something about 
[me] being more nurturing [and thus better suited for 
middle school].”

RESTRICTED BY TRADITIONAL GENDER NORMS
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-MB: When I first started, I would wear the makeup and 
I would wear the very feminine accented outfits. I 
would get like a lot of 'Sweeties' in my judges' tapes. 
[laughs]  

-HS: Oh, really? Gross.  

-MB: Yeah. They'd be like, 'Oh, good job, sweetie.' And 
that's so awkward for me to play for my kids. [laughs]  

-HS: Yuck.  

-MB: Even aside from not being treated like that, how 
do you play that for 12-year-olds? That this dude I 
don't even know is calling me sweetie!

SEXIST LANGUAGE
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-“I had to fight so hard for any superior ratings. . . . I would listen 
to the other bands, like the other middle schools that would 
compete at our festivals, and I would notice that my scores 
were always just a hair lower than people that I felt played the 
same as me. . . . It didn’t feel like there was good reasoning in 
the judges’ comments about, like, why is this an excellent 
instead of superior? Often in the tapes, they would be super 
complimentary, too, and there would be only good things said. 
And then on the paper, more compliments and maybe some 
feedback and then an excellent, and it’s like this doesn’t make 
sense." 

-The very first year that instead of putting Rachel I put Martin on 
our judges’ sheets—And the judges see our sheets first. They 
get our sheets and they start filling in their name and stuff, and 
then we come on stage and then we play. Because I was 
wearing a suit but I was still very—I wasn’t on testosterone yet, 
so like probably would get clocked really easily. But the judges 
saw ‘Martin’ on the grading sheet, probably thought ‘Martin is a 
dude.’ That was the first year that I got unanimous superiors, 
and it felt like it took no effort.

PERCEPTIONS OF BIAS IN JUDGING
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-“[Our regional band/orchestra association] has had a reputation 
for a good like 50 odd years as being like the 'old boys 
club' [makes air quotes]. Like to the point where sometimes 
people just call it 'the old boys club,' and we all know they mean 
[the association].” 

-“We have an award for a best ‘up-and-comer.’ You know, like 
rookie? There's like a rookie award. That always goes to a white 
dude. Always. I have never seen it NOT go to a white dude.” 

-“The guys are a lot more welcoming to me [post-coming out], 
which is awesome but also kind of frustrating in a way, because 
that's how 'old boys clubs' develop! No one on purpose 
excludes women, but you just kind of drift to who you're friends 
with and who you feel a connection with, and then that does 
exclude people. So yeah, I notice more of a camaraderie with 
my male band directors. . . . I definitely feel more included 
[now].”

“OLD BOYS CLUB”
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Female Band Directors’ 
Experiences With Gender-Based 

Microaggressions

Shouldice, H. N. (in progress).
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— SUE & SPANIERMAN (2020) IN MICROAGGRESSIONS IN EVERYDAY LIFE (P. 36)

“Microaggressions are brief, 
everyday exchanges that send 

denigrating messages to certain 
individuals because of their 

group membership.”
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1) Microassaults -conscious and deliberate words/actions 
that communicate bias.  

2)Microinsults -messages that convey stereotypes, 
rudeness, or insensitivity in a way that 
demeans a person’s group membership. 

3)Microinvalidations -messages that exclude or negate the 
thoughts, feelings, or experiences of a 
certain group of people.

FORMS OF MICROAGGRESSIONS (Sue, 2010)
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TAXONOMY OF GENDER-BASED MICROAGGRESSIONS
(Sue & Capodilupo, 2008; Capodilupo et al, 2010)

Sexual objectification Staring at a woman’s chest, cat-calling, uninvited 
touching, commenting on looks (NOT work)

Use of sexist language Calling a female coworker “sweetie” or “honey”,  
insults (e.g., “bimbo,” “bitch”), sexist jokes

Restrictive gender roles Assuming women are nurturing, emotional, etc., 
Assuming women will get married/have kids

Second-class citizenship Not being listened to, being ignored, being overlooked 
for opportunities, “old boys club”

Assumptions of inferiority Assuming women are less competent, (e.g., “pretty 
good for a woman”), “man-splaining”

Denial of the reality of sexism Telling a woman she’s exaggerating and/or to just 
ignore it

Denial of individual sexism Denying your own gender bias (e.g., “I just choose the 
best person for the job.”)

Environmental microaggressions Lack of female role models, lack of women in 
leadership, women earning less

Leaving gender at the door Expecting women to keep feminine aspects out of the 
scenario (e.g., dress, mothering)

Shouldice, H. N. (2022). Gender microaggressions: An examination of existing research on 
the experiences of female band directors [Manuscript submitted for publication]. 
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- Individual Intervention:  - Become aware of your own biases and stereotypes! - Model breaking traditional role constraints. - Become an ally, activist, and/or member of groups that focus on 
eliminating oppression toward women. 

- Organizational Intervention:  - Have a policy/vision statement reaffirming nondiscrimination 
policies in hiring, promotion, and retention of female employees. - Foster a positive climate for women and do not tolerate hostility. - Provide education and training on gender microaggressions and 
discrimination. - Transform the “old boys’ network” to include women. 

- Societal/Cultural Intervention: - Pass policy/legislation to promote equal access and opportunity for 
women. - Re-envision education to create a culture that values the 
contributions of all genders.

OVERCOMING GENDER MICROAGGRESSIONS

(Sue, 2010)
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1) Make the “Invisible” Visible. 
- Name the oppression. 
- Challenge the stereotype. 
- Ask for clarification of a statement or action. 
- Make the metacommunication explicit by restating/rephrasing the statement. 

2)Disarm the Microaggression. 
- Interrupt the communication and redirect it. 
- State values and set limits 
- Express disagreement. 
- Use an exclamatory short expression (e.g., “Ouch!”). 

3)Educate Offenders. 
- Help microaggressors differentiate between good intent and harmful impact. 
- Contradict the stereotype with opposing evidence by personalizing it. 
- Promote empathy. 

4)Seek External Intervention/Support When Needed. 
- Alert leadership and/or report the incident. 
- Establish a buddy system and/or establish or join a support group.

TRY MICROINTERVENTIONS… (Sue & Spanierman, 2020)
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HSHOULDI@EMICH.EDU

THANK YOU 
FOR COMING!
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Heather Nelson Shouldice


