ADVANCE Project Highlights


Institution: University of Michigan Ann Arbor, http://sitemaker.umich.edu/advance/home
Award number: 0123571 (IT)
PI name: Abigail Stewart

Title: Faculty Peer Education Model Results in Institutional Change

The University of Michigan Ann Arbor has developed a faculty peer education model which has had significant impact on the diversity of faculty candidate pools and hires at the university.  In 2006, 34% of all new hires to science and engineering tenure-track positions were women compared to only 14% in 2001. The Strategies and Tactics for Recruiting to Improve Diversity and Excellence (STRIDE) committee was developed and implemented with an Institutional Transformation (IT) grant to PI Dr. Abigail Stewart funded by the NSF program, ADVANCE: Increasing the Participation and Advancement of Women in Academic Science and Engineering Careers.   
The STRIDE Committee is made up of senior male and female STEM faculty.  The committee reads and discusses the social science literature on critical mass, gender schemas, evaluation bias and accumulation of disadvantage, as well as various best practices for achieving diversity.   Along with national data on the number of women receiving doctoral degrees in the various STEM fields, the STRIDE committee provides information and advice to faculty search committees, tenure committees, and departmental decision makers.  The faculty peer communication model has proven to be extremely effective for the dissemination of information and strategies to maximize the likelihood that a diverse group of well-qualified candidates for faculty positions will be identified, evaluated fairly, recruited, retained, and promoted at the University of Michigan. 

Because of the extensive dissemination and publication efforts of the University of Michigan Ann Arbor's IT project team, the STRIDE model is now accepted by the broader higher education community as an extremely effective model for achieving faculty diversity.  Many institutions have consulted with the PI and co-PIs in order to implement STRIDE-like committees.  The project staff is regularly invited to make presentations on the STRIDE model at national and international conferences.

This is an example of a successful faculty peer education model that has been shown to result in an increase in the numbers of women in STEM academic careers.  This model has been adopted by many institutions of higher education.  

The National Science Foundation Division of Chemistry asked the University of Michigan to develop a brief training about implicit bias to be used to train NSF peer review panelists.  NSF Program Officers are trained within the Division on how to use the materials with panelists. There entire Chemistry Division has undergone training and are implementing it at all Chemistry Division panels. Other Divisions and programs in NSF are also beginning to use the materials during panelist training.

Institution: University of Oklahoma

Award number: 0620102 (PAID)
PI name: Catherine Mavriplis

Title: Regional Partnerships in Big XII Conference Universities ADVANCE Institutional Change


Since 2001, ADVANCE Institutional Transformation (ADVANCE IT) awardees across the nation have developed programs and designed strategies for institutional change to increase the representation and advancement of women in academic science and engineering faculty and leadership positions on their campuses.  Now, through the NSF ADVANCE Partnerships for Adaptation, Implementation, and Dissemination (ADVANCE PAID) program, the resulting successful practices are being adapted and implemented in regional and national partnerships among institutions across the nation. The University of Oklahoma developed such an ADVANCE PAID program, which incorporates strategies developed from ADVANCE IT programs at the Universities of Michigan, Washington, and Wisconsin.  The University of Oklahoma’s ADVANCE PAID program will produce positive impact on campus climate, recruitment and retention of women faculty, and the small number of women in leadership positions at the institutions that comprise the Big XII conference region in the central U.S. 

The Big XII conference region has unique cultural, social, and geographic characteristics that motivated the University of Oklahoma ADVANCE team to explore the adaptation of ADVANCE IT best practices to this regional setting. One of the central projects in University of Oklahoma’s ADVANCE PAID program was the development and implementation of a biennial workshop on faculty recruitment, retention, and leadership, uniquely structured for Big XII universities. The first workshop was held January 10-11, 2008, with 90 total participants including eight Associate Provosts for diversity, five STEM deans, 11 STEM department chairs, and four Women's Studies program directors, representing ten of the Big XII schools.  The participants found the workshop to be successful and it ended with agreements made for future collaboration and cooperation on how to address the recruitment and retention of underrepresented groups in faculty positions within the Big XII conference.  The University of Oklahoma ADVANCE PAID project will compose a conference report which will include outcomes of the conference, as well as demographic data of STEM faculty provided by the Big XII participants.  A second workshop with the same participants planned for 2009 will explore positive changes and successful strategies that have been implemented on Big XII campuses.

The University of Oklahoma ADVANCE PAID program is adapting programs developed from ADVANCE institutions across the nation to suit those institutions that compose the Big XII conference. New lessons have been and will be learned throughout the course of this program in the application of these strategies to different institution types with unique social, cultural, and geographic challenges.  Lessons learned from this project will not only be applicable to similar institutions, but the implementation and adaptation strategies will be transferable to other diverse programs.
Institution: University of Montana, http://pace.dbs.umt.edu/
Award number: 0245094 (IT)
PI name: Penelope Kukuk

Title: UM PACE Makes Gains in Recruitment, Outreach, and Policy Change
Recruitment: There has been a substantial increase in the percentage of women hired in the sciences since the initiation of the PACE Project. During the two years that PACE was offering a financial hiring incentive (supporting 50% of three new lines for women, providing "top ups" to salaries to make offers more attractive, and developing a two-for-one hiring procedure for the Provost's Office, wherein two candidates were hired into a department following a single search if both contributed to departmental diversity), the percentage of female science hires rose to 41% in 2003-04 and 67% in 2004-05 from the pre-PACE figures of 23% in 2001-02 and 14% in 2002-03. In total, PACE funds supported the employment of six women tenure track faculty and these hires were linked to the hire of two additional women, one African American and one Latina, and one African American male. Since the direct hiring support ended, the rate of hiring women in the sciences has returned to levels that remain higher than before PACE, 27% for both 2005-06 and 2006-07. These activities included training deans, chairs and search committees, producing recruitment handbooks and having a PACE representative (Recruitment Advisor) meet with all women who interview for tenure-track positions.

Outreach: The PACE effort to engage American Indian women in science has built a solid communication network as a foundation at both the local and national levels. PACE developed the Talking Circle Project to give voice to the concerns of native women scientists and has developed electronic resources for distribution through flash drives and a portal on the American Indian Higher Education Consortium website. This past year, PACE moved to initiate innovations in research involving native communities and in developing a new teaching cadre of native professors. Currently there are seven American Indian women pursuing graduate degrees in science at UM-Missoula supported by our Sloan Foundation Project. PACE has also initiated the Blackfoot Project, which provides support for members of the Blackfoot community who are seeking advanced degrees. The PACE outreach effort has been institutionalized through UM's Research Opportunities in Science for Native Americans (ROSNA) supported by the UM Office of Research and Development. 
Policy Change: The PACE policy initiative has evolved from initial conversations with senior administrators and leaders in the science disciplines through the Campus-Wide Policy Committee, to the development of a campus-wide Task Force on Policy Development and Revision, and finally, to the initiation of the Quality of Work Life Council chaired by PACE PI Penny Kukuk. Through this work, Project PACE has implemented three new policies address tenure-clock extension, temporary reduction in FTE, and spousal/partner employment (see http://www.umt.edu/Policies/academic/work_life.htm).  Policies are also being developed to address modified duties procedure for the birth, adoption, or foster care placement of a child, and a diversity consideration and hiring policy.

Institution: Auburn University

Award number: 0123493 (Leadership)

PI name: Alice Smith
Title: Demystifying the Publication Process

Through an ADVANCE Leadership award, a CD has been developed to demystify the publication process. One of the cornerstones of academia is archival journal publication. Publishing provides a communication channel for researchers within a field, a repository of important research efforts, and a recognition mechanism for researchers and institutions alike. However, despite its ubiquitous presence, the publication process remains both daunting and confusing to some doctoral students and newer faculty members. The junior academic knows that not meeting archival journal publication standards in quality and quantity may result in her or his career being severely hindered or even truncated. Other than this threatening consequence, new faculty members have been offered little in the way of structured advice regarding a successful publication career. The purpose of this CD ROM is to aggregate advice and best practices from accomplished engineering academics that will assist both doctoral students and junior faculty members achieve success in journal publication. 
The ADVANCE Leadership CD ROM “A Guide to Journal Publication” has been requested from people all over the world.  A total of 703 people from 19 different countries in 83 different academic disciplines have requested 1298 CDs.  The disciplines that requested large numbers of CDs were industrial engineering, mechanical engineering, general engineering, operations research, and NSF ADVANCE programs.  However, not all disciplines were engineering or science orientated; some unexpected fields included linguistics, Mexican American studies, philosophy, and psychology. Of the 703 people that requested CDs, 429 of them were identifiably male and 271 were identifiably female.  Most CDs have been sent within the United States, but 77 have been sent to 33 institutions in countries such as Australia, Canada, Colombia, Denmark, Greece, India, Nigeria, Republic of Korea, and Turkey.  The remaining 1221 CDs have been sent to 115 institutions across 41 the United States.  
Institution: University of California, Irvine, http://advance.uci.edu/
Award number: 0123682 (IT)

PI name: Susan Bryant

Title: Best Practices for Achieving Diversity in Faculty

The University of California at Irvine, through its ADVANCE Institutional Transformation Project, has transformed its approach to faculty recruitment to incorporate learning about effective practices to recruit, retain and advance women faculty across the campus. This learning has been incorporated into an on-line guide that distills knowledge about recruiting into a readily available and easily used format. Through use of this guide, available at on the UCI ADVANCE website under “Recruitment”, and through the intervention of Irvine's Equity Advisors, the University of California has been able to increase the recruitment of women faculty substantially, so that in most of the science and engineering schools at Irvine, women are hired at close to or above the proportion of their representation in the pool of available doctorates. Irvine has also succeeded through this approach of further broadening participation to increase the number of faculty of color among new hires. ADVANCE forms and processes increased the transparency of search processes, and provided a mechanism for sharing best practices across units, thereby enhancing the organizational effectiveness and outcomes.
Institution: University of Michigan, http://sitemaker.umich.edu/advance/home
Award number: 0123682 (IT)

PI name: Abigail Stewart

Title: Interactive Theater from the University of Michigan Center for Research on Learning and Teaching (CRLT)

The NSF ADVANCE program at the University of Michigan, through an Institutional Transformation Award, has created research-based strategies to stimulate reflection and action to address the institutional factors inhibiting women’s advancement into the senior ranks of academic faculty and leadership. For the past four years, the NSF ADVANCE Institutional Transformation Project at the University of Michigan has collaborated with the Theatre Program at the University of Michigan Center for Research on Learning and Teaching by using theater to address climate issues in science and engineering departments. As part of this collaboration, the University of Michigan offers a Summer Institute, which provides participants with an opportunity to learn more about how to develop and use interactive theatre programs focused on hiring, retention, and climate for women faculty in the sciences and engineering. This Institute is intended to assist campuses with development of interactive theater programs, similar to the CRLT Players ADVANCE skits. 

The CRLT Players presents provocative performances built on a strong foundation of research concerning the experiences of faculty and students. Performances are interactive: a dramatic sketch is typically followed by a facilitated discussion between the audience and the characters from the sketch. Unlike a video vignette or traditional theatre skit, the interactive format draws the audience into genuine dialogue with the characters and each other. This exchange of ideas is invaluable for prompting reflection - rather than defensiveness on issues of climate change in classrooms or departments. What makes this program distinguished is the University of Michigan’s collaboration not only with the Theatre department, but also with other colleges and universities, including both schools that have and have not received ADVANCE grants. Participants in the Summer Institute 2006 come from Bowling Green State University, Dartmouth, Grand Valley State University, Harvard University, Michigan State University, New Mexico State University, Stanford University, The New School, University of California Irvine, University of Delaware, University of Hawaii at Manoa, University of Notre Dame, Utah State University, and Virginia Tech. This has allowed wider dissemination of this unique resource. 
http://research.cs.vt.edu/advance/SumInstBrochureFinal1.pdf
http://www.crlt.umich.edu/
Institution: Hunter College, CUNY, http://www.hunter.cuny.edu/genderequity/ 

Award number: 0123609 (IT)

PI name: Virginia Valian

Title: Sponsorship for Success: Women in Science and Engineering

The Gender Equity Project's (GEP's) Sponsorship Program has as its goal the professional development of women engaged in basic science at Hunter College. Recognizing that women scientists typically have fewer resources and opportunities than do men, the Sponsorship Program is open to Hunter College women scientists of any age and at any point in their career. Each GEP associate receives the benefits of working with a sponsor who is a senior and successful member of the associate's field. The GEP associates commit themselves via contract to a set of goals and activities, including but not limited to submission of grant proposals and journal articles, attendance at colloquia and workshops, and development of skills. Each associate receives modest amounts of research funds. The GEP sponsors serve as intellectual sounding boards for the associates, meet bi-weekly with them to review their progress, discuss the intellectual content of their work, help set and modify goal deadlines, help strategize about professional development, and make specific and concrete proposals for the associates' next steps. Sponsors sign a contract committing themselves to a set of activities and receive modest compensation to be used for research. The colloquia and workshops cover a broad range of topics. They are designed to provide a research-based framework for the particular topics under discussion. The aim is to clarify what leads to success in professional development, how institutions may differentially foster development, and what social cognitive phenomena and principles advantage men more than women. Early evaluation findings report an increase in paper and grant submissions from GEP cohorts. The associates in cohorts 1 and 2 submitted significantly more papers and grants (internal and external) during their first year in the program than they did during the year before entering the program. These results suggest that attention to the professional development of junior faculty captures significant returns with respect to research and publication.
Institution: University of Washington, http://www.engr.washington.edu/advance/ 

Award number: 0123552 (IT)

PI name: Ana Mari Cauce

Title: Cultivating Success: The University of Washington Builds Leaders

The University of Washington (UW) ADVANCE Mentoring-for-Leadership lunch series is a low cost, high impact program which fosters peer mentoring, networking, and a culture of leadership among women faculty in science, technology, engineering, and mathematics (STEM) disciplines. When participants were asked if they would recommend that this series be adopted at other institutions, 98.1% said “yes.” The UW ADVANCE the Mentoring-for-Leadership lunch series seeks to counteract the cultural assumptions about who can and cannot lead which may still serve as powerful barriers to moving women into positions of leadership in higher education, particularly in traditionally male-dominated fields (such as STEM). The program aims to encourage more women faculty to consider leadership, expose women faculty to different career paths, and build a community of women faculty in STEM. Between May 2003 and December 2006, 44 women leaders (including 24 UW leaders) have spoken at the lunches. Sixty-five percent of the speakers have been at the associate dean level or higher. To assess the effectiveness of the Mentoring-for-Leadership lunch series and the overall impact of the program, everyone who had participated in at least one lunch was invited to complete an anonymous web-based survey during the first two weeks of February 2007. In total, 106 women faculty were invited to participate and 54 did, for a 51% response rate. The survey assessed program effectiveness and impact by collecting information on awareness of paths to leadership and desire to pursue positions of leadership. Survey results overwhelmingly indicated participation in the lunches has positively influenced participants’ understanding of leadership. For example, 96.3% “agree” or “strongly agree” that participation has increased awareness of ‘diverse paths to leadership.’ Likewise, 96.2% indicated they “agree” or “agree strongly” the lunches resulted in increased awareness of ‘various leadership styles.’ Moreover, 72.2% indicated that they “agree” or “agree strongly” they are ‘more likely to pursue a position of leadership at some point’ in their career. Finally, 79.7% indicated they “agree” or “agree strongly” they have a ‘more positive perception of being in a leadership position.’
Institution: University of Wisconsin, 

Award number:  0123666 (IT)

PI name: Mary Carnes
Title: Women in Science and Engineering Leadership Institute (WISELI)
The University of Wisconsin ADVANCE program (WISELI) has been a model institution for others seeking to undertake institutional transformation efforts. WISELI project staff have made visits to institutions interested in learning more about WISELI approaches to increasing the hiring of women in STEM faculty positions.  Just some of the institutions that have drawn on the WISELI experiences and materials include public institutions in Wisconsin (e.g., members of the state community college system, and campuses of the University of Wisconsin at Stout and Whitewater), elsewhere in the United States (e.g., the Community College of Spokane, the University of Minnesota) and Canada (the University of Guelph), and private institutions (e.g., Washington University in St. Louis, Syracuse University, and Tulane University).
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