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April 10, 2012

President Renu Khator  
University of Houston  
212 E Cullen Building  
Houston, TX 77204-2018

 
Dear President Khator,

The University Commission on Women (UCW) is pleased to present our 2012 Status of Women 
Report. This report represents but one of the many initiatives the UCW undertakes on behalf, and 
in the interest of, women faculty, students, and staff at the University of Houston. A few of our 
2011 accomplishments:

1. Sponsored the annual UCW new faculty luncheon;

2. Established four UCW Women’s awards (associate professor, assistant professor, 
staff, and student);

3. Hosted a panel discussion on successful mentoring programs;

4. Continued UCW website development/enhancement at http://www.uh.edu/ucw;

5. Awarded ten staff scholarships, co-sponsored with the Staff Council;

6. Created a monthly UCW Listserv;

7. Co-sponsored a series of new faculty workshops; and

8. Designated money toward NSF ADVANCE grant activities (if awarded).

This report represents secondary data gathered by a committed team of commission members 
to document the status of women administrators, faculty, staff, and students at the University 
of Houston. We highlight a number of important findings in the following areas: salary disparities, 
recruitment and retention of female faculty, campus safety, children on campus, and women’s 
programs on campus. While the university has made great strides in these areas, there is still work 
that needs to be done, and we hope you will find this report a useful guide for enhancing the status 
of UH women faculty, staff, and students. 

As a presidentially-appointed commission, we are honored to have the opportunity to serve you 
and the University of Houston community. We continue to work towards equal opportunities for 
women on campus. We hope this report adds to our goal of greater equity for women on campus 
that will help us advance toward a Tier One status and student success. Finally, we look forward to 
working with you and other administrative leaders in implementing some of our suggestions across 
the university. 

Thank you for your support of the Commission. Please let us know if you have any questions or 
comments.

Sincerely,

Lisa Alastuey, Ed.D.     Patrick Daniel, M.Ed.  
Faculty Chair      Staff Chair 



4

Report Authors
Amanda Baumle, PhD

Associate Professor, Department of Sociology

Beverly McPhail, PhD 
Women’s Resource Center, Director 

Rebecca Szwarc, MA 
Residential Life and Housing 

Acknowledgments 
We would like to thank the following people for their contributions to this report by providing data, acting  
as consultants or copy editing: Dr. Libby Barlow, Ms. Pat Bozeman, Ms. Sara Chelette, Ms. DeJuena Chizer,  
Dr. Elizabeth Gregory, Ms. Sherry Howard, Dr. Holly M. Hutchins, Mr. Keith Kowalka, Dr. Susan Moreno, Ms. Amy 
O’Neal, and Dr. Richard Scamell. The Commission would also like to thank Dr. Elwyn Lee, Vice President for 
Community Relations & Institutional Access, for his generous underwriting of this report. The Women's Resource 
Center also provided helpful financial support.

 

University commission on women members

2011-2012

Lisa Alastuey, Faculty Chair

Pat Bozeman

Ramanan Krishnamoorti 

Maria Gonzalez

Holly M. Hutchins

Patricia Taylor

Rebecca Szwarc, Co-Secretary

Mindy Stallings 

Ann McFarland

Patrick Daniel, Staff Chair 

Martha Hayes

Ariadna Cossio 

Briann Gallien

Tijuhna Green 

Elizabeth Gregory

Beverly McPhail, Co-Secretary

Kimberly Frayne

DeJuena Chizer

Tonja Jones

Sarah Fishman

David Phillips 

Dana Rooks

Joan Nelson

Sherry Howard

Jennifer Skopal

Elwyn Lee

Amanda Baumle 

Michael Harding

María Eleña Solino

Ron Gonyea



5

tAble of contents

Cover Letter from UCW Chairs  .................................................................................................................  3
Acknowledgments ..........................................................................................................................................  4
List of UCW Members, 2011-2012 ..............................................................................................................  4
Table of Contents ...........................................................................................................................................  5
Introduction  .....................................................................................................................................................  6
Leadership  ........................................................................................................................................................  7
Administration .................................................................................................................................................  7
Faculty ................................................................................................................................................................  8
Staff .....................................................................................................................................................................  12
Gender and Sexual Orientation: Faculty and Staff  ..........................................................................  14 
Female Students at UH  ................................................................................................................................  15
Athletics ............................................................................................................................................................  21
Assessing UH Title IX Compliance ............................................................................................................  25
Campus Safety  ................................................................................................................................................  27
Sexual Assault ..................................................................................................................................................  27
Sexual Harassment .........................................................................................................................................  29
Prevention .........................................................................................................................................................  30
Children on Campus .......................................................................................................................................  30
Child Care Taskforce and Survey ...............................................................................................................  31
Students .............................................................................................................................................................  31
Faculty ................................................................................................................................................................  31
Staff .....................................................................................................................................................................  32
Children’s Learning Centers ........................................................................................................................  32
University of Houston Charter School ....................................................................................................  33
Drop-In Childcare ............................................................................................................................................  33
Stopping the Clock for Tenure ....................................................................................................................  34
Maternity and Paternity Leaves ................................................................................................................  35
Lactation Rooms and Policy ........................................................................................................................  35
Events for Children on Campus  .................................................................................................................  35
Women’s Programs at the University of Houston  .............................................................................  36
University Commission on Women ...........................................................................................................  36
Women’s, Gender & Sexuality Studies Program ..................................................................................  37 
Women’s Resource Center ...........................................................................................................................  38
The Carey C. Shuart Women's Archives and Research Collections ..............................................  38
Lesbian, Gay, Bisexual, Transgender (LGBT) Resource Center ......................................................  39
Conclusion  ........................................................................................................................................................  40
Recommendations..........................................................................................................................................  40
Bibliography  ....................................................................................................................................................  46
Appendices........................................................................................................................................................  49



6

introdUction

In 2007 the University Commission on Women 

produced its first report on the status of women 

at the University of Houston (UH), entitled The 

Status of Women at the University of Houston: 

Students, Staff, and Faculty. The report provided a 

snapshot of the status of women at the University 

of Houston across six areas: Leadership, Education, 

Salaries, Athletics, Violence, and Child Care. The 

report’s findings were mixed. The good news was 

that female students represented 52 percent of the 

student body and had higher rates of retention and 

graduation than their male counterparts. 

 The bad news was that women were not well-

represented at the highest levels of administration 

and men outnumbered women six to one at the 

rank of full professor and two to one at the level 

of associate professor. Salary inequities were 

documented between male and female faculty 

and staff. Gender inequities also appeared in the 

Department of Athletics, with coaches for men’s 

teams making almost twice the salary of coaches for 

women’s teams; the number of female athletes had 

decreased rather than increased; and athletically-

related student aid for male student athletes was 

almost twice that of female student athletes. 

Women continued to disproportionately experience 

unique challenges on campus, such as sexual assault 

and harassment. Also, the child care facilities on 

campus were housed in 30-year old “temporary” 

buildings, and there was a waiting list for infant care 

slots.

Just five years later, the university has seen 

remarkable changes, most notably the appointment 

of Dr. Renu Khator as the 8th Chancellor of the 

UH System and the 13th President of UH. Since 

becoming president, she has made student success 

her top priority, along with building a nationally 

competitive research university that is recognized 

among the best in the nation.

 UH also became a Carnegie-Designated Tier 

One Research Institution. The football team 

became a powerhouse in Conference USA and then 

announced plans to join the Big East Conference in 

2013. Numerous buildings are under construction, 

Metro Rail will soon service the campus community, 

and more students are living on campus than ever 

before.

 With these exciting changes occurring across 

campus, the question arises: Has the status of 

women across campus improved? Are women making 

strides on campus to join positions of leadership in 

university administration and rise in the ranks of 

faculty? Have some of the issues raised as problems 

in the first report been adequately addressed? This 

report seeks to answer these questions by providing 

an update on the status of women administrators, 

faculty, staff, and students at UH. Our university 

only can thrive if there is equal opportunity for 

women and where their talents, intelligence, and 

contributions are sought and valued.
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leAdership

In 2008, Dr. Renu Khator became the first female 

chancellor of the UH System, and the second female 

president. The number of women in leadership 

positions across UH is an important indicator of 

the status of women on campus. The presence of a 

female president and chancellor has the potential 

to affect the gender composition of leadership at 

other levels of the university.

Administration
Gender equity is most reflected at the level of the 

executive administrators at UH. These 25 positions 

include the president; executive, associate, and 

assistant vice presidents; executive directors; 

and the registrar. At the level of the president, 

vice presidents, and executive vice presidents, 67 

percent are male and 33 percent are female (CLASS 

Ad Hoc Committee on Diversity CLASS 2011). At 

the assistant and associate vice president level, 

50 percent are male and 50 percent are female. 

Female representation is greatest at the executive 

directors and registrar levels, with 33 percent male 

and 67 percent female (CLASS Ad Hoc Committee 

on Diversity 2011). 

Faculty
As of Spring 2012, three of the 13 deans or 23.1 

percent are female; this includes the dean of the 

College of Architecture, the dean of the College 

of Business, and the dean of Libraries. Of all 

department chairs, 30 percent are female (Office of 

Institutional Research, 2012).

 The Faculty Senate is comprised of 45 members; 

in Fall 2010, 77.4 percent were male and 22.6 

percent were female. These figures are roughly on 

par with the Faculty Senate composition in 2006 

(UCW 2007).

Staff

The Staff Council is the main leadership organization 

for UH staff. Staff Council consists of approximately 

one member for each 100 staff persons, plus three 

at-large representatives. As of Spring 2012, there 

are a total of 39 people serving on Staff Council. 

Of those, 28 (72%) are female and 11 (28%) are 

male. The Executive Committee consists of 8 

officers and 12 committee co-chairs, for a total of 

20 persons. Of these, 15 (75%) are female and 5 

(25%) are male. Of the officers, 6 (75%) out of the 

8 are female (president, immediate past president, 

secretary, treasurer, parliamentarian, and historian) 

and two (25%) are male (president-elect and 

assistant historian). Of the 12 committee co-chairs 

(6 committees with 2 co-chairs each), 9 (75%) are 

female and 3 (25%) are male. In addition, there is 

a paid program coordinator who is an ex officio 

member and who is female. There are also three other 

ex officio members, executive director of Human 

Resources (female), director of Equal Opportunity 

Services (male), and president of Faculty Senate 

(male). Overall, then, both membership and 

leadership on the Staff Council is predominantly 

female, with approximately 75 percent female 

representation at all levels. Compared with 2006, 

these data indicate an increase in representation 

of female staff members on the Staff Council; at 

that time, the Council was 68 percent female as 

compared to 75 percent (UCW 2007).

Students

The primary leadership body for students is the 

Student Government Association (SGA). For the 

2011-2012 year, both the president and vice 

president of the SGA are male. The executive 

branch is comprised of eight members (two of 

those being the president and vice president), and 
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is 62.5 percent male and 37.5 percent female. The 

legislative branch contains 28 members, and is 

57.2 percent male and 42.8 percent female. The 

judicial branch has seven total members, and is also 

57.2 percent male and 42.8 percent female. These 

figures are closer to equity than those from 2006; 

at that time, approximately 71 percent of the SGA 

executive branch, 67 percent of the judicial branch, 

and 74 percent of the legislative branch was male 

(UCW 2007). 

fAcUlty

Demographics
All else being equal, we would expect the UH faculty 

to reflect U.S. population demographics, with 50.8 

percent being female and 49.2 percent male (U.S. 

Census Bureau 2011). Further, the gender division in 

doctorate degrees awarded mirrors that of the U.S. 

population, with 50.8 percent of doctoral degrees 

earned by females and 49.2 percent earned by males 

(U.S. Department of Education 2008), suggesting 

that university faculty composition should also 

reflect this ratio. Nonetheless, due to differing 

rates of entry into, and retention within, academia, 

it is to be expected that the composition 

of UH faculty will fall short of this 

approximately 50/50 division. 

A more realistic benchmark 

might be the composition of 

faculty at other U.S. public 

four-year institutions. In 2007, 

approximately 62.4 percent of 

the faculty at U.S. public four-year 

institutions was male, and 37.6 percent was female 

(U.S. Department of Education 2007).

 As of Fall 2010, UH had 936 tenure or tenure 

track faculty, 71.2 percent of which are male and 

28.8 percent of which are female (Figure 1; Office 

of Institutional Research 2010). These data indicate 

that females are underrepresented as tenure or 

tenure track faculty at UH, both in relation to the 

overall U.S. population as well as in comparison to 

other public four-year institutions. 

 If we examine these trends by rank, we see 

that the greatest disparity between UH and other 

institutions occurs at the full professor level, where 

only 16 percent of UH faculty are female (Figure 2; 

Office of Institutional Research 2010) as compared 

to 26.5 percent at the national level (U.S. Department 

of Education 2007). Men outnumber women at 

the full professor level by over five to one; this is, 

however, a modest improvement as compared to the 

2005 data, wherein men outnumbered women six to 

one at the full professor level (UCW 2007). Further, 

there has been a slight improvement at the associate 

level; in 2005, men outnumbered women at a little 

over two to one, whereas 2010 data reflect 

approximately a 1.8 to 1 ratio (Office of 

Institutional Research 2010). At the 

assistant professor level, there is 

an approximately 1.2 to 1 ratio – 

again a slight improvement over 

the 2005 data, which had a 1.4 to 

1 ratio at the assistant professor 

level. 

71%

29%

Figure 1: Gender Breakdown for Tenure  
and Tenure Track Faculty

Female

Male
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These data indicate that gender composition at the 

time of hiring is much more balanced and becomes 

progressively less so the higher the rank. This 

pattern is not unique to UH, but reflects a national 

imbalance that has been partly attributed to 

historical lack of access and/or discrimination faced 

by female faculty, as well as continued disparities 

in promotion across similarly qualified male and 

female professors (Jackson-Weaver et al. 2010).

 In addition to rank, faculty composition varies by 

college (Table 1). The most disproportionate gender 

composition is reflected at the College of Natural 

Sciences and Mathematics and the College of 

Engineering, with 13 percent of ranked faculty being 

female. The College of Architecture, similarly, has 17 

percent of its ranked faculty being female. Colleges 

with higher percent female include the Graduate 

College of Social Work (47 percent female), the 

College of Technology (41 percent female), and 

the College of Liberal Arts and Social Sciences 

(39 percent female). Thus, the greatest disparities 

appear to be concentrated in areas surrounding two 

of the three STEM (Science, Technology, Engineering 

and Mathematics) colleges. This pattern, overall, 

is similar to that reflected by the 2005-2006 data 

reported in our last report; colleges concentrated 

in the natural sciences and mathematics were most 

disproportionately male (UCW 2007). 

 When looking at Table 1, one can see that the 

percent female is notably higher in almost every 

department when we consider unranked faculty 

(other faculty and teaching assistants). In many 

cases, the percent female is over twice as high 

for unranked faculty as for ranked faculty; this 

is particularly true in the areas with the greatest 

disparities for ranked faculty (the natural sciences, 

mathematics, and engineering).

 It is important to note that these figures for 

both ranked and unranked faculty are not a direct 

measurement of gender-based discrimination 

in hiring or promotion. Rather, many factors 

attribute to the gender composition within a 

college, including: the pipeline of candidates, which 

is disproportionately male in some disciplines; 

historical limitations on entry into academia, which 

increase the imbalance at the higher rankings; 

potential differences in productivity; climate issues; 

and workplace benefits (e.g. maternity policies, 

spousal hiring, work-life balance support) (see e.g. 

Jackson-Weaver 2010). These, and other factors, 

must be taken into account when assessing gender 

imbalances within the university as a whole, or within 

a particular college. 

Figure 2: Number of Tenure and Tenure Track 
Faculty by Rank and Gender, 2010

Assistant	  
Professor	  

Associate	  
Professor	   Full	  Professor	  

Male	   114	   195	   357	  

Female	   93	   109	   68	  

0	  

50	  

100	  
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Table 1: Percent Female for Ranked and Unranked Faculty, by College

Ranked Faculty Percent Female order from highest-lowest 

Graduate College of Social Work 47

Education 46

College of Technology 41

CLASS 39

Pharmacy 35

Hotel and Restaurant Management 30

Law Center 27

Optometry 25

Business 24

Architecture 17

Engineering 13

Natural Sciences and Mathematics 13

Unranked Faculty Percent Female order from highest-lowest

Graduate College of Social Work 73

Education 72

Optometry 62

Pharmacy 56

CLASS 54

Hotel and Restaurant Management 51

Law Center 39

Business 38

Natural Sciences and Mathematics 37

University Scholars 37

College of Technology 36

Engineering 27

Architecture 14
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Salary
When analyzing salary differences across tenure 

and tenure track faculty, one can see a gender 

difference in the average salary. Male faculty at 

UH earn, on average, $109,566, whereas the mean 

salary for female faculty is $89,250 (Croft & Barlow 

2011). Data from UH Human Resources indicate 

that salary differences are greatest between male 

and female full professors, with males earning an 

average of $1,780 per month more than females (UH 

Human Resources 2011). Differences between the 

mean monthly salaries for assistant and associate 

professors were nonetheless still notable, with male 

associates earning approximately $566 more than 

females and male assistants earning approximately 

$477 more than females. While the differences 

in mean salaries between male and female full 

professors was similar to that reflected in our 2005 

report, the differences were lower in 2011 than in 

2005 for associate professors (an $884 difference 

in 2005) and assistant professors (a $1,341 

difference in 2005) (UCW 2007).

Although the 2011 figures at first glance suggest 

disparities in faculty salaries by gender, the data do 

not include any controls for important predictors 

of salary. In the summer of 2011, UH conducted 

an analysis of the role of gender in predicting a 

faculty member’s salary and found gender-specific 

disparities in wage (Croft & Barlow 2011). Mirroring 

a study from the University of Michigan, analyses 

were conducted that predicted salary as a function 

of gender, as well as controls for the date the degree 

was earned, the discipline, the ratio of women to 

men on the market, rank, years in rank, and other 

factors. The UH analyses demonstrated that once 

these controls were included, gender remained a 

statistically significant predictor of faculty salaries; 

specifically, female faculty earned lower salaries 

than did male faculty. 

 One might assume that gender would play an 

important role in salary outcomes within the STEM 

fields, given that these were the areas where the 

greatest differences in gender composition were 

observed. However, a separate analysis of UH STEM 

faculty salaries was conducted and the results 

indicate that in these disciplines, when the control 

variables were taken into account, salaries for male 

and female faculty were not significantly different 

(Croft & Barlow 2011). 

Issues Surrounding Recruitment and 
Retention of Female Faculty 

The data above indicate disparities at UH in both the 

representation of female faculty and faculty salaries. 

In an attempt to examine additional influences 

on faculty satisfaction, particularly at the tenure 

track level, the University Commission on Women 

initiated UH’s participation in a national survey of 

tenure track faculty in 2010. The Collaborative on 

Academic Careers in Higher Education (COACHE) 

Figure 3: Average Salaries for Tenure and Tenure 
Track Faculty Members, 2010
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is a Harvard Graduate School of Education project 

involving a Tenure Track Faculty Job Satisfaction 

Survey. Over 150 colleges and universities have 

participated in the COACHE survey and results 

include both institutional and peer comparisons 

on six factors: tenure expectations and clarity, 

workload and support for teaching and research, 

collegiality (climate/culture), work-life balance, 

compensation and benefits, and global satisfaction 

(UH as a preferred place to work). Survey results 

were provided both for the individual university, and 

in comparison to five selected peer universities. 

 Sample demographics of faculty (n = 174) who 

responded to the COACHE survey include: 104 

males and 70 females; 94 white non-Hispanic and 

80 faculty of color. Results indicate that males and 

white pre-tenure faculty are more likely to view their 

position at UH as long-term, as compared to women 

and faculty of color (COACHE 2010). Women tenure 

track faculty rated their satisfaction at least 10 

percent lower than men on work/home and climate/

culture factors. Specifically, items ranked low were 

availability of childcare, spousal/partner hiring, 

compatibility of career and having/raising children, 

availability of formal mentoring, and ability to 

balance personal and professional responsibilities. 

Women faculty were also less satisfied with the 

amount of interaction and interest tenured faculty 

took in their work and development and in the overall 

intellectual vitality of their tenured colleagues. 

Finally, women, particularly STEM women tenure 

track faculty, were less satisfied with UH as an 

overall place to work than male tenure track faculty.

stAff

Demographics
According to UH Human Resources Department, 

there were approximately 3,624 staff members at 

the University of Houston in March 2011 (UH Human 

Resources 2011). Of these, 2,152, or 60 percent,  

are female and 1,458, or 40 percent, are male. 

 Table 2 provides a breakdown of the gender of 

the staff by job family. As reflected in the table, 

administrative services (81%), student services 

(77%), and university advancement (73%) are 

overwhelmingly female. The remaining job families 

are predominantly male, with only 43 percent of 

all research staff being female, and 37 percent 

or less being female in the areas of operations, 

administrative faculty (deans, associate deans 

and assistant deans, which are technically staff 

appointments), executive, auxiliary services, and 

information technology. These data suggest that 

while women dominate the UH staff as a whole at 

60 percent, they are concentrated within three 

particular job families.

Figure 4: Gender Breakdown for Staff Members

40%

60%

Female

Male



13

Table 2: Percent Female for Staff by Job Family, 2011

Job Family F M  TOTAL % Female

 Administrative Faculty 12 22 34 35%

 Administrative Services 949 222 1,171 81%

 Auxiliary Services 48 102 150 32%

 Executive 13 25 38 34%

 Information Technology 113 290 403 28%

 Operations 234 400 634 37%

 Research 147 196 343 43%

 Student Services 507 153 660 77%

 University Advancement 129 48 177 73%

 TOTAL 2,152 1,458 3,610 60%

Table 3: Average Monthly Salary for Staff by Job Family, 2011

Job Family 

 Average  
Monthly Salary 

Difference of 
Average

 F  M M-F

 Administrative Faculty $9,552 $15,730 $6,178

 Administrative Services $3,867 $4,878 $1,010

 Auxiliary Services $4,588 $5,247 $659

 Executive $13,634 $15,743 $2,109

 Information Technology $5,241 $5,014 $-227

 Operations $2,122 $2,964 $842

 Research $3,700 $3,796 $97

 Student Services $3,701 $4,045 $344

 University Advancement $4,877 $4,769 $-108

 TOTAL (Mean monthly salary) $5,698 $6,909 $1,212



14

Salary

The variation in jobs both within and across job 

types renders a challenge when comparing salaries 

by gender. Nonetheless, in Table 3 we present data 

provided by the UH Human Resources Department 

which breaks down average monthly salaries 

by gender, across nine job families (UH Human 

Resources 2011). 

 In seven of the nine job families, the average 

monthly salary of male employees exceeds that of 

female employees in the same job families. This is 

particularly apparent in the area of administrative 

faculty, with an over $6,000 per month difference 

between male and female faculty. (Note, however, 

that this job family is quite small and easily affected 

by one or two larger salaries.) The executive job 

family also reflects a notable salary difference 

between men and women, with men in this job family 

earning an average of $2,109 per month more 

than women. In addition, men working in the area 

of administrative services – a job family that is 81 

percent female – earn average monthly salaries that 

are $1,010 higher than those of females.

 The two areas in which females earn higher 

average salaries than males are information 

technology at $227 per month more, and university 

advancement at $108 per month more. Interestingly, 

information technology is the job family in which 

females are the most underrepresented (at only 

28 percent of all IT staff), but nonetheless reflect 

a slightly higher mean monthly salary than their 

male counterparts. This is reminiscent of what was 

observed with the faculty data with regard to the 

STEM fields.

 While data provided by the Human Resources 

Department reflect salary differentials between 

males and females, these data do not indicate 

whether differences are based on gender as opposed 

to other position-relevant characteristics. Variations 

in salary could be attributable to differences in years 

of experience, education levels, job performance, 

or other relevant human capital characteristics. 

To our knowledge, no analysis is available that has 

controlled for these characteristics when assessing 

gender as a predictor of salary for UH staff.

gender And sexUAl orientAtion: 
fAcUlty And stAff

In addition to a focus on underrepresentation of 

female faculty, many universities also are examining 

the role of sexual orientation in recruitment and 

retention of quality faculty and staff. The UH 

Commission on Women published a report in 2010 

that explored the effect of sexual orientation on 

access to various benefits at UH. Legally married 

spouses of UH employees are offered a variety of 

benefits, including health insurance and non-medical 

benefits. 

 The UCW’s analysis indicates that the lack of 

access to domestic partner benefits results in an 

estimated loss to an associate professor of $9,506 

in overall compensation per year compared to a 

colleague with a legally wedded spouse (UCW 2010). 

Noted in the report is that “over a 25-year career this 

difference adds up to almost a quarter of a million 

dollars” (UCW 2010: 12). 

 While both medical and nonmedical benefits 

can be costly for those with domestic partners, the 

medical benefits are a primary concern for faculty 

and staff with a domestic partner. In order to address 

this concern, and recruit and retain faculty and staff, 

many universities offer domestic partner benefits. 

Specifically, 84 percent of Tier-One research 

universities and 62 percent of the Urban 13 Plus 
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universities (to which UH is often compared) offer 

domestic partner benefits (UCW 2010). According 

to the UCW’s analysis, the estimated annual cost 

for UH to provide domestic partner health insurance 

for same-sex partners ranges from $15,065 to 

$45,196, and from $203,673 to $282,009 for 

different-sex partners. This amounts to between .86 

percent to 1.28 percent of the 2008-2009 budget 

for employee premiums. 

 Despite restrictions based on the Texas legal 

definition of marriage, UH Human Resources has 

been active in creating opportunities to more fully 

recognize partners in some benefit programs. To 

date, these include the provision of bereavement 

leave to faculty and staff in the event of the death 

of a member of their domestic partner’s family, and 

invitations to university events are also addressed 

to the faculty member’s partner. In addition, optional 

insurance coverage for a domestic partner, such as 

life and dental, is now available through Human 

Resources. 

femAle stUdents At Uh

In 2010, there were a total of 38,752 students 

enrolled at the University of Houston; 19,396 (50.1 

percent) were female and 19,356 (49.9 percent) 

were male (IR, 2011). The relative stability of a 

50-50 gender split at the University of Houston is 

somewhat of an anomaly in higher education today. 

Since the 1970s women began enrolling in college in 

greater numbers than men, and in 2007, 10.4 million 

women enrolled for credit in institutions of higher 

education at all levels compared to 7.8 million men 

(ACE, 2010). From 2003 to present day, the female 

majority has been relatively stable at 57 percent of 

college enrollment compared to 43 percent for men 

(ACE, 2010). 

Table 4: Fall 2010 Student Distribution by Student Level and Gender 

Female Number Female Percentage Male Number Male Percentage

Undergraduates 14,644 49.8% 14,734 50.2%

Post-Baccalaureates 678 51.8% 632 48.2%

Graduate 3,139 49.6% 3,185 50.4%

Professional 935 53.7% 805 46.3%
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In 2010, women outnumbered men in degrees earned 

at UH; that is, 3,839 women were awarded degrees 

compared to 3,391 degrees awarded to men (Fall 

2010 Facts). Overall, female UH students earn a 

greater number of degrees at every level (Bachelor’s, 

Master’s, and Professional), but men earn a greater 

number of degrees at the Doctoral level. Overall, 

First Time in College (FTIC) female students also 

graduate at higher rates and earlier than their male 

counterparts.

 These aggregated data by gender and student 

level mask some marked racial/ethnic disparities 

in degrees awarded. For instance, African American 

women earned 485 degrees in 2010, compared 

to only 284 degrees for African American men. 

Additionally, 744 degrees were awarded to Latinas, 

while only 550 degrees were awarded to Latinos. 

There were fewer International women awarded 

degrees (319) than International men (460). 

International students are students who are here on 

a visa. They can be of any race or ethnicity and are 

not U.S. citizens or permanent residents (Personal 

Communication, Susan Moreno, January 15, 2012).

Figure 5: Degrees Awarded by Gender and Student Level, 2010  

Bachelor	   Masters	   Doctoral	   Professional	  
Male	   2,191	   860	   120	   220	  

Female	   2,587	   862	   113	   277	  
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 Table 5:  Total Degrees Awarded by Ethnicity and Gender Fiscal Year 2010

Race /Ethnicity Female Head 
Count

Female 
Percent

Male Head 
Count

Male 
Percent

African American 485 13% 284 8%
Asian American 694 18% 617 18%
Hawaiian/Pacific Islander 8  0% 5  0%
Hispanic 744 19% 550 16%
International 319 8% 460 14%
Multiracial 34 1% 28 1%
Native American 11  0% 10  0%
Unknown 46 1% 55 2%
White 1,498 39% 1,382 41%
Total 3,839 100% 3,391 100%

Figure 6:  Female Students by Race/ Ethnicity at UH 2010 
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UH is recognized as the second most diverse 

university in the nation, after Rutgers University, 

the State University in New Jersey. As seen in the 

pie chart, UH enrollment consists of diverse women. 

At the University of Houston, much of that diversity 

is matched by their male counterparts, with a 

few exceptions. African American women (59.8 

percent) significantly outnumber African American 

men (40.2 percent), and Latinas (52.7 percent) 

Table 6: Student Distribution by Ethnicity/Race and Gender 

Number 
of female 
students

Percent 
of female 
students 

Number 
of Male 

students 

Percent 
of male 

students

Number 
of all 

students 

Percentage of 
all students

White 6,194 46.9% 7,018 53.1% 13,212 34.1%

African American 2,910 59.8% 1,959 40.2% 4,869 12.6%

Hispanic 4,557 52.7% 4,084 47.3% 8,641 22.3%

Asian American 3,695 48.9% 3,866 51.1% 7,561 19.5%

Native American 54 41.9% 75 58.1% 129 0.3%

International 1,421 43.3% 1,857 56.7% 3,278 8.5%

Unknown 160 50.0% 160 50.0% 320 0.8%

Hawaiian/Pacific 
Islander 56 48.7% 59 51.3% 115 0.3%

Multiracial 349 55.7% 278 44.3% 627 1.6%

marginally outnumber Latinos (47.3 percent). 

In contrast, International men (56.7 percent) 

outnumber International women (43.3 percent) and 

Native American men (58.1 percent) outnumber 

Native American women (41.9 percent). The relative 

proportion of UH female students of color has 

remained fairly stable over a five-year period, 

although the number of white female students is 

gradually declining as the number of Latinas rises. 
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Table 7: Trends in Student Diversity and Gender, Fall 2006-2010

2006 2007 2008 2009 2010

African American Women 8.3% 8.2% 8.2% 8.2% 7.5%

Asian American Women 9.7% 9.8% 9.9% 9.9% 9.5%

Latina Women 10.6% 10.5% 10.6% 11.0% 11.8%

 International Women 3.2% 3.4% 3.4% 3.7% 3.7%

Native American Women 0.2% 0.2% 0.2% 0.2% 0.1%

White Women 19.0% 18.5% 17.3% 16.9% 16.0%

Male students at UH continue to score slightly 

higher than female students on average SAT scores, 

with the average score in Fall 2010 being 1108 for 

male students and 1067 for female students. This 

disparity is similar to that seen at the national level, 

where men have a higher average SAT score than do 

females (1031 for men in 2011, compared to 995 

for women) (The College Board, 2011).

 Although women made up 50.1 percent of all 

UH students in Fall 2010, female students are not 

evenly distributed across colleges or majors. There 

remain sex-segregated enrollments by college. For 

instance, the colleges of Engineering and Technology 

are predominantly male while the colleges of 

Social Work and Education remain predominantly 

female. Gender imbalances also occur at the level  

of university departments. For instance, in Fall  

2010 within the College of Liberal Arts and Social 

Sciences (CLASS) the Department of Communication 

was comprised of 64 percent females compared to 

36 percent males; the Department of English was 

comprised of 62 percent females compared to 38 

percent males; and the Department of Psychology 

was comprised of 76 percent female students 

compared to 24 percent male students. Conversely, 

within the College of Natural Sciences and 

Mathematics (NSM) the Department of Computer 

Science was comprised of 22 percent female 

students compared to 78 percent male students 

and the Department of Physics also was comprised 

of 22 percent female students compared to 78 

percent male students. 
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Table 8: Gender by College - Fall 2010 by Total Enrollment: Percent Female from Highest to Lowest

College
Female 

Head 
Count

Female 
Percent

Male Head 
Count

Male 
Percent

Social Work 323 88% 44 12%

Education 2,049 85% 375 15%

Optometry 287 65% 155 35%

Liberal Arts and Social Sciences 6,372 61% 4,005 39%

Pharmacy 820 60% 539 40%

Hotel and Restaurant Management 621 58% 457 42%

Natural Sciences and Mathematics 2,424 49% 2,557 51%

Law 435 45% 540 55%

Business 2,674 43% 3,494 57%

UScholars 1,778 40% 2,676 60%

Architecture 290 38% 477 62%

Technology 649 27% 1,725 73%

Engineering 674 23% 2,312 77%

 

Table 9: Cumulative Graduation Rates by Gender for 2004 Cohort of First Time In College (FTIC) 
Students 

Four Years Later Five Years Later Six Years Later

Female Students 17.6% 39.4% 47.4%

Male Students 11.6% 32.7% 43.7%
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Athletics 
Historically, sports for women were an afterthought 

at most universities, with women’s teams under-

funded and understaffed. In response, the federal 

government adopted Title XV of the Education 

Amendments of 1972 that amended Title IX of 

the Civil Rights Act of 1964 (WSF, 2011). The law 

prohibits sexual discrimination in educational 

programs that receive federal funds. Title IX ensures 

that all student-athletes have an equal opportunity 

to develop their talents.

 According to the Women’s Sports Foundation 

(2011), there are three basic areas addressed under 

Title IX as it applies to athletics: 1. Participation 

(measured in (a) proportionality, (b) history and 

continuing practice, and (c) accommodation 

of interests and abilities) 2. Athletic Financial 

Assistance (requiring that female athletes 

receive athletic scholarship dollars proportional 

to their participation) and 3. Treatment, requires 

equivalence in other athletic benefits and 

opportunities, examined in 11 areas: (a) equipment 

and supplies, (b) scheduling of games and practice 

times, (c) travel and daily allowance, (d) access to 

tutoring, (e) coaching, (f) locker rooms, (g) practice 

and competitive facilities, (h) medical and training 

facilities and services, (i) publicity and promotions, 

(j) recruitment of student athletes, and (k) support 

services (WSF, 2011). 

Equity in Athletics
Although one critique is that Title IX has done its 

job and it is no longer needed, the Women’s Sports 

Foundation reports that in the past five years, the 

gap between male and female athletic participation 

at the high school level has grown (WSF, 2011). 

Consequently, we include an examination of the 

athletic program at UH across the three prongs of 

participation, financial assistance, and treatment. 

Teams
Each year, to assess its compliance with Title IX 

requirements, UH, like all other publicly funded 

universities, submits an Equity in Athletics 

Disclosure survey (EADA) to the U.S. Department 

of Education. The following data come from UH’s 

2010 submission on the 2009 fiscal year sports 

program. At UH, there are five men’s sports teams 

and seven women’s sports teams that include 

327 male athletes and 194 female athletes. An 

unduplicated count of participants, as some student 

athletes compete in multiple sports, is 270 men and 

153 women. These unduplicated counts were used 

in calculating student athlete participation rates. 

Therefore, 64 percent of the athletes in 2009 were 

male compared to 36 percent who were female. 

Figure 7: Unduplicated Count of UH Student 
Athletes by Gender

64%

36%

Female

Male
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Table 10:  Male and Female Teams and Number of Athletes in 2009

Men’s Teams Number of 
Participants Women’s Teams Number of 

Participants 

Baseball 35 Softball 17

Basketball 15 Basketball 13

Golf 11 Soccer 29

Track and Field and 
Cross Country 126 Track and Field and Cross 

Country 94

Football 140 Swimming and Diving 19

Tennis 8

Volleyball 14

Total Participants 327 Total Participants 194

Note: The Department of Athletics uses a 

participation rate of 58 percent for men and 42 

percent for women since they use internal numbers 

from their compliance assistance program, and 

those numbers include fifth year student athletes 

and medicals; the EADA document does not require 

those numbers. The Department believes its 

numbers are a more accurate reflection of their 

program. Their numbers also indicate a 55 percent 

male scholarship rate compared to a 45 percent rate 

for women. To be consistent with the 2007 Status  

of Women report, we will use the numbers as 

reported in the EADA survey.

Coaches 
There are five full-time male head coaches for men’s 

teams, four full-time male head coaches for women’s 

teams, and three full-time female head coaches 

for women’s teams. Over half of the full-time 

head coaches for women’s teams are male, while 

no women are head coaches of men’s teams. The 

average annual institutional salary per head coach 

of the five men’s teams is: $168,740, compared to 

$79,085 for head coaches of the seven women’s 

teams. Put differently, the head coaches for the 

women’s athletic teams earn a little less than one-

half of their male coach counterparts. 

Coach Salaries by Gender and Position   
Associate Athletic Director DeJuena Chizer notes 

that these numbers have improved since the EADA 

Survey was submitted in 2010. For example, the 

female head soccer coach’s salary was recently 

increased from $50,000 to $70,000 to make her 

salary more comparable to other head soccer 

coaches in Conference USA. She noted that the 

attempt is not to equalize the salaries of women’s 

and men’s coaches to each other, but to make each 

coach’s salary comparable to other sport specific 

coaches in the Conference.
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Head	  Coaches	   Assistant	  
Coaches	  

Male	   168,740	   90,664	  

Female	   79,085	   33,283	  
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There are a total of 19 assistant coaches (full and 

part-time) for male teams compared to 15 assistant 

coaches for women’s teams (full and part-time). The 

average annual assistant coach salary is $90,664 

for men’s teams compared to $33,283 for women’s 

teams. Therefore, women’s teams’ assistant coaches 

make approximately one-third of their counterparts 

on the men’s teams. Additionally, there are seven 

men who are assistant coaches for women’s teams, 

but no women are assistant coaches for men’s teams. 

Student Athlete and Teams Expenditures 
We next examine the reported student athlete and 

teams expenditures for UH, focusing on student aid, 

recruiting expenses, game day expenses, and total 

expenditures.

Athletically-related student aid is any scholarship, 

grant, or other form of financial assistance 

offered by an institution, the terms of which 

require the recipient to participate in a program 

of intercollegiate athletics at the institution. 

According to the 2010 EADA survey for UH, men’s 

teams received $2,619,694 (62 percent) compared 

to $1,613,049 (38 percent) for women’s teams. 

Recruiting expenses are all expenses an institution 

incurs attributable to recruiting activities, including, 

but not limited to, expenses for lodging, meals, 

telephone use, transportation, and visits. Recruiting 

Figure 9: Athletically Related Student Aid

expenses for men’s teams in 2009 were $310,677 

(71 percent) compared to $129,008 (29 percent) for 

women’s teams.

Operating (Game-Day) expenses are all expenses 

an institution incurs attributable to home, away, 

and neutral-site intercollegiate athletic contests 

for lodging, meals, transportation, uniforms and 

62%38%

Women's Teams

Men's Teams

Figure 10: Recruiting Expenses
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Figure 8:  Average Coaches Salary by Position 
and Gender
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every dollar allocated to men’s teams, there was 

revenue of 78 cents and for every dollar allocated 

to women’s teams, there was revenue of 87 cents. 

Therefore, women’s teams’ exhibit a slightly higher 

return on allocated expenses.

equipment for coaches, team members, and support 

staff. In 2009 men’s teams report $2,624,246 (74 

percent) in game day expenses while women’s teams 

reported $918,928 (26 percent). 

In assessing total expenditures, we find that 

the allocated expenses for men’s teams was 

$13,405,270 (73 percent) compared to $4,895,990 

(27 percent) for women’s teams. Also, over 13 

million additional dollars was spent on athletics, but 

not allocated by gender or sport. The total revenue 

for men’s teams was $10,480,025 (71 percent) 

compared to $4,262,398 (29 percent) for women’s 

teams. Of monies allocated by gender and sport, 

men’s teams receive more than two-thirds of the 

monies compared to less than one-third of funds 

spent on women’s teams. It is worth noting that the 

relative percentages of allocated expenses and 

revenues for male teams (73 percent expenses, 

71 percent revenues) is similar to women’s teams 

(27 percent expenses, 29 percent revenues). For 

Table 11:  Total Expenses by Men’s and Women’s Teams 

Men’s Teams Total Expenses Women’s Teams Total Expenses 

Basketball $2,845,100 Basketball $1,305,068

Football $8,194,333 Soccer $630,088

Baseball $1,267,449 Softball $647,855

Golf $277,440 Swimming and 
Diving $520,819

Track and Field and 
Cross Country $820,948 Track and Field and 

Cross Country $820,948

Tennis $313,018

Volleyball $658,194

Total $13,405,270 $4,895,990

Figure 11: Operating (Game-Day) Expenses
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Table 12: Total Revenues for Men’s and Women’s Teams by Sport, EADA Survey, 2009*

Varsity Teams Men’s Teams Revenues Women’s Teams Revenues 

Basketball $2,113,501 $630,629

Football $6,145,447

Baseball $978,446

Golf $616,082

Track & Field, Cross 
Country $626,549 $626,549

Soccer $587,310

Softball $631,226

Swimming & Diving $595,212

Tennis $582,614

Volleyball $608,858

Totals $10,480,025 $4,262,398

*There is an additional $16,821,864 in revenues that is not allocated by gender or sport. 

Assessing UH Title IX Compliance 
As listed earlier in this report, there are three 

prongs to assess if a public institution is meeting 

the gender equality requirements posed by Title IX. 

The first prong relates to the participation standard 

and every institution has three options to meet the 

standard. They must meet one of the three (WSF, 

2011): Option 1: Compare the ratio of male and 

female athletes to male and female undergraduates. 

If the resulting ratios are close, the school is probably 

in compliance with the participation standard 

(one suggestion is to be within six percentage 

points). Option 2: Demonstrate that the institution 

has a history and continuing practice of program 

expansion for the underrepresented gender. Option 

3: Demonstrate that the institution has already 

effectively accommodated the interests and 

abilities of the underrepresented gender.  

UH does not meet the gender proportionality test 

on the basis of percentage of male and female 

undergraduates compared to athletes. For example, 

in 2009, 50 percent of UH undergraduates were 

male, but 64 percent of all athletes were male, a 

14-point overrepresentation of male athletes. On 

the other hand, 50 percent of UH undergraduates 

were women, but only 36 percent of student 

athletes are female, a 14-point underrepresentation 

of females. Clearly, this does not meet the first 

option of the Prong One participation test, in which 

a six point or less difference is recommended. 
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Table 13: Participation Proportionality Test 

Gender Percent of 
Undergrads

Percent of 
Student Athletes

(EADA %)
Difference

Male 50% 64% +14

Female 50% 36% -14

Gender Percent of 
Undergrads

Percent of 
Student Athletes

(Dept. Athletic %)
Difference

Male 50% 58% +8

Female 50% 42% -8

A case could be made that UH narrowly meets the 

second option of the participation rate for there 

is a history of, and continuing practice of, program 

expansion for the underrepresented gender. For 

instance, in the academic year 2000-01 a women’s 

softball team was added as a team sport to 

increase the participation of women. The addition 

of a women’s sand volleyball team is currently under 

consideration in an attempt to further increase 

women’s participation. Option 3, demonstrating that 

the institution already effectively accommodates 

the interests and abilities of the underrepresented 

gender, could be evaluated in the future as 

the Department of Athletics (DeJuena Chizer, 

Associate Director of Athletics and Senior Woman 

Administrator (SWA), personal communication, June 

1, 2011) considers administering a survey to gauge 

the interest of UH female undergraduates in sports 

and sports participation. 

 UH meets the proportionality test in Prong 

Two with regard to athletically-related student 

aid, which requires that student-athletes receive 

athletic scholarship dollars proportional to their 

participation (See Table 14.) Male athletes represent 

64 percent of all student athletes and receive 62 

percent of all athletically-related student aid while 

women comprise 36 percent of the student athlete 

population and receive 38 percent of athletically-

related student aid. 

Table 14: Athletic Financial Assistance  
Proportionality Test 

2010
Percentage 
of Student 

Athletes

Percent of 
Athletic Financial 

Assistance 

 Male 64% 62%

Female 36% 38%

Meeting the Prong Three test requires equal 

treatment in the provision of (a) equipment and 

supplies, (b) scheduling of games and practice 

times, (c) travel and per diem allowance, (d) access 

to tutoring, (e) coaching, (f) locker rooms, practice 

and competition facilities, (g) medical and training 

facilities and services, (h) housing and dining 

facilities and services, (i) publicity and promotions, 

(j) recruitment of student athletes, and (k) support 

services (WSF, 2011). To assess gender equity in 

these areas, DeJeuna Chizer, Associate Director 

of Athletics/SWA, conducted an internal survey of 

coaches to develop a Gender Equity Plan (December 

2010, unpublished). The report found gender 

equity in all areas surveyed, except for: marketing, 

support services, recruitment, coaches’ salaries, 

and locker room, practice and competition facilities. 

Subsequently, Associate Athletic Director/SWA 

DeJuena Chizer reports that the discrepancies 

in support services and recruitment have been 

rectified, while she notes that coaches’ salaries are 

market driven and, therefore, not a gender issue.

The internal report identified a difference between 

male and female coaches’ salaries and suggested 

a plan to use Conference USA salary averages as a 

target for coaches’ salaries for female teams and to 

factor in a 3 percent per year increase to reach those 

goals. For example, the study found that the UH  
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head soccer coach position was underpaid in 

comparison to Conference USA salaries and the 

approximately $50,000/year salary was increased 

to over $70,000. Also, in the report is a plan to 

increase the tennis and swim coaches' salaries 

to CUSA averages. In addition, five of the seven 

women’s team coaches expressed concerned 

with their level of recruiting resources, however, 

Associate Athletics Director/SWA DeJuena Chizer 

reported that the discrepancies have since been 

addressed.

 Another example of a gender inequity identified 

by the internal report found that the women’s cross 

country team did not have their own marketing  

poster, whereas other teams are each represented 

by their own poster. Once that oversight was noted, it 

was rectified. Also, a graduate assistant position has 

been added to the women’s basketball support staff 

to increase gender parity with the male basketball 

team staff. The volleyball practice and competition 

facility has no exclusivity, and the locker room size 

for the soccer team was deemed insufficient. Each 

of these issues has been identified and steps have 

been taken to achieve their goals. An estimated 

additional $486,419 would be needed to implement 

the gender equity plan. 

cAmpUs sAfety

Campus safety involves many issues of concern to 

the campus community and the safety of all students, 

staff, and faculty. The Annual Security & Fire Safety 

Report lists reported crimes in numerous categories 

ranging from murder, sex offenses, robbery, 

assaults, burglaries, and motor vehicle thefts and 

includes numbers of arrests/referral for drug, liquor 

laws, and weapons violations. Unfortunately, none 

of these UH occurrences are reported by gender. 

Sexual Assault 
According to one study, nearly 20 percent of young 

women at college will be victims of attempted or 

actual sexual assault, as well as about 6 percent of 

undergraduate men (Krebs et al., 2007). Two recent 

trends make the issues of gender-based violence 

all the more vital. The first development of some 

importance is the issuance of the Dear Colleague 

letter by the Department of Education Office of 

Civil Rights on April 4, 2011. The letter explains 

that the requirements of Title IX of the Education 

Amendments of 1972, which prohibits discrimination 

on the basis of sex in any federally funded program 

or activity, should also address sexual violence. 

The letter goes on to explicate guidelines on how 

educational institutions are to appropriately handle 

sexual violence cases, including proactive steps, such 

as prevention training of staff, students, and faculty. 

This letter provides strong motivation to review the 

present policies that address sexual misconduct on 

campus and work to make them more effective in the 

prevention and intervention in sexual misconduct.

 The Campus Security Act, also known as the 

Jeanne Clery Act, states that all post-secondary 

institutions receiving federal assistance must 

provide students and the public with information 

about the prevalence and nature of criminal activity 

on campus, including sexual assaults, for the most 

recent calendar year and the two preceding calendar 

years. The sexual and aggravated assaults are not 

reported by gender, so the sex of the perpetrators 

and victims are not made public. In 2008, there were 

four reported forcible sexual offenses and three of 

those took place in residential facilities. Of the six 

forcible sex offenses reported in 2009, four took 

place in residential facilities. In 2010 there were two 

reported forcible offenses and both took place in 

residential facilities, and one additional report that 
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took place in a non-campus building and property, 

that is, buildings and property that are controlled by 

the UH central campus or a component thereof, but 

are not located on or adjacent to the campus (Annual 

Security Report, 2011). Figure 13 compares UH to 

other Texas universities with regard to forcible 

sexual assaults.

 The second trend is the increasing number of 

students who live on campus. For much of its history, 

UH has been known as a commuter campus. The 

reality is that most sexual assaults occur between 

people who know each other, and campus residence 

halls are the most frequently reported sites of sexual 

assaults on campus. An increase in the number of 

students living on campus may have an unintended 

consequence of an increase in sexual assaults. 

According to the Office of Institutional Research, in 

2006, 7 percent of UH undergraduate students lived 

on campus, which increased to 8 percent in 2007. In 

2009, the number rose to 13 percent, and in 2010 it 

was 15 percent (IR, 2011).

 Since the majority of sexual assaults are 

unreported, these numbers most likely represent 

the tip of the proverbial iceberg. A more complex 

picture of gender-based violence can be accrued 

from the Security Alerts sent out on campus- 

wide emails and the Daily Crime Bulletin, which is 

published on the UHDPS website and occasionally in 

the student newspaper, The Daily Cougar. Some of 

the reported incidents that have occurred since the 

last Status of Women at UH (2007) are as follows:

�		a female student had an argument with her 
ex-girlfriend that escalated to a physical 
fight involving a kitchen knife; 

�		a male student was observed assaulting his 
girlfriend in the parking lot of a residential 
facility; 
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organizations include the Women’s Resource Center 

that delivers preventative programming to the 

Equal Opportunities Services office (EOS) that is 

the campus designated Title IX office that conducts 

trainings and investigations to UHDPS, which also 

conducts investigations and makes arrests, and  

the Dean of Students office that administers 

disciplinary proceedings to the Student Health 

Center that provides medical examinations and 

testing to the Counseling and Psychological Services 

(CAPS) that provides therapeutic counseling. 

Sexual Harassment 
Sexual harassment also is often a gender-based 

issue. The U.S. Equal Employment Opportunity 

Commission (EEOC, 2011) states that it is unlawful 

to harass a person (an applicant or employee) 

because of that person’s sex. Such harassment can 

include unwelcome sexual advances, requests for 

sexual favors, or other verbal or physical harassment 

of a sexual nature. The harassment does not 

necessarily have to be sexual in nature, but rather 

can be offensive remarks that target a person’s sex, 

for instance, harassing a woman by making offensive 

comments about women in general. The EEOC notes 

that both the victim and harasser can be either 

a women or a man or they can be of the same sex. 

The EEOC deems that harassment is illegal when it 

creates a hostile work environment due to frequent 

or severe incidents or when it results in a victim 

being fired or demoted. The position of the harasser 

can include the victim’s supervisor, a supervisor in 

another area, a co-worker, or someone who is not 

an employee of the employer, including a client or 

customer.

 UH seeks to provide a safe and comfortable 

environment for all of its employees and students 

to work and learn. Sexual harassment is strictly 

�		a student’s ex-boyfriend telephoned and 
threatened to kill her and her current 
boyfriend, and was charged with making a 
terroristic threat; 

�		an adult male student was found in a car 
having consensual sex with an underage 
female; 

�		a mother assaulted her daughter, who is a 
UH student, on campus, which was charged 
as a domestic violence incident; 

�		a visitor reported being sexually assaulted 
at a residence hall on the UH campus after 
reporting being drugged at an off-campus 
night club and forced to have sex with the 
suspect without her consent; 

�		a female student walking across campus 
was confronted by a man who lowered his 
pants and exposed himself to her; and 

�		there were several instances of sexual 
assaults of women by male acquaintances in 
campus residential housing.

These reports reveal patterns of gender-based 

violence including sexual assault and intimate 

partner violence. It is important to note that 

intimate partner violence often occurs after a 

relationship breaks up and can involve same-sex 

as well as opposite or other-sex couples. Other 

incidents reported involve sexual assaults and 

involve a suspicion of the use of a date rape drug or 

being incapacitated by alcohol so that the victims 

were unable to give consent. In one case, the victim 

was a male, and in most cases the perpetrators were 

someone the victim knew. 

 College campuses are a microcosm of our larger 

society, and the violence does not stop where the 

campus begins. Fortunately, several programs 

exist to raise awareness and provide support and 

resources to address these issues. Campus-based 
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prohibited. There are policies within the Manual 

of Administrative Policies and Procedures (MAPP 

02.07.01) that address sexual harassment and 

explain how to make a formal or informal complaint. 

The Equal Opportunity Services Office handles all 

inquiries and complaints. The University Interim 

Policy on Sexual Harassment states that sexual 

harassment is a form of sexual discrimination and is 

illegal. 

 According to the EOS Office (EOS, 2011) there 

were a total of eight inquiries and informal complaints 

over 2010-2011. Six of the cases involved student 

complaints; additionally, complainants included one 

staff member and one person who held both student 

and staff status. Six of the complainants were 

female and two were male. Two cases had elements 

of harassment based on sexual orientation. 

Prevention 
There are many efforts made to improve and 

address campus safety all year long by multiple 

departments. For instance, the Department of 

Public Safety sponsors an annual National Night 

Out with a focus on safety awareness and crime 

prevention. The Department also sponsors Rape 

Aggression Defense (RAD) classes for female staff, 

faculty, and students. The Rape Aggression Defense 

system is designed to develop and enhance self-

defense so options become viable to any woman 

who is confronted or attacked. The RAD System is 

also designed to provide basic self-defense training 

in a controlled environment. Unlike many martial 

arts courses that may require months, sometimes 

years, to master the techniques, the RAD System 

can be taught in 12 hours.

 The Women’s Resource Center (WRC) provides a 

sexual assault prevention program aimed at young 

men called A Question of Consent. In this program 

men are taught the basics of consent, that is, 

gaining sexual permission, and what components 

are necessary in order for consent to be present. 

Men are taught that consent must be actively 

attained, preferably with verbal consent. The 

WRC also collaborates with the Wellness Center, 

the UH Department of Public Safety, the Cougar 

Peer Educators, and Counseling and Psychological 

Services (CAPS) to present the annual Take Back 

the Night March, traditionally held in April for 

Sexual Assault Awareness and Prevention month. 

The march features a program with speakers from 

both on and off campus and a walk across campus 

to assert women’s right to safety in public as well as 

private spaces on campus. 

 In 2011-2012, the Equal Opportunity Services 

(EOS) office initiated a series of sexual assault 

awareness and prevention efforts in conjunction 

with the WRC and the Ft. Bend Women’s Center. 

The workshops have ranged from sexual assault 

prevention to how messages in some hip hop 

music may promote violence against women and 

homophobia against LGBT populations.

children on cAmpUs

The matter of children on campus is becoming 

increasingly more complex and more important. 

Female students, especially graduate students, 

pre-tenured and newly-tenured female faculty, and 

entry-level and mid-level female staff are likely 

to be in their prime child-bearing years. Even with 

planning, the decision as to when to have a family 

and how long it can or should be delayed is a difficult 

problem for a working woman or student. In addition, 

while birth control has made family planning easier, 

it is still not perfect and may not be fully utilized; 

accordingly, there are still a number of unintended 

pregnancies. 

 While the issue of childcare is still a major part 

of this section, some of the other concerns include 
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stop-the-clock for tenure-track faculty personnel, 

the limited availability of lactation rooms, the lack 

of summer programs for children of faculty and 

staff, resources and programs aimed at students 

who are parents (parent students), acceptance of/

friendliness towards parent students, retention/

graduation rates of parent students and on-campus 

activities that include children. Female parents are 

still more likely to be the primary care-givers for 

their children, and having a family-friendly campus 

contributes greatly to their success and satisfaction.

ChildCare Taskforce & Survey
In 2009, UH created the Child Care Task Force 

to evaluate its childcare needs and make 

recommendations for the future. The task force 

conducted interviews of the childcare personnel 

on campus, compared UH childcare offerings with 

those at similar universities and conducted a survey 

of faculty, staff, and students regarding their 

childcare needs. The results of this investigation 

were published in a report released in November 

2009. The task force concluded:

�		There was not enough childcare available on 

campus;

�		Absenteeism among faculty and staff due 

to unsatisfactory childcare arrangements 

costs the university between $400,000 and 

$1,400,000 annually; and

�		Faculty, staff, and students who are more 

satisfied with their childcare arrangements 

tended to be more engaged in their work, 

more satisfied with their experience at UH, 

and more satisfied with their lives (UHCCTF, 
2009).

Students
UH does not keep statistics on the number of 

students who are parents (nor does it keep those 

numbers on staff or faculty). However, according 

to the Center for Postsecondary and Economic 

Success (2011), 23 percent of all college students 

have dependent children, and 13 percent are single 

parents. Single parents are more likely to have 

lower incomes than married parents. In addition, 53 

percent of those students who drop out of college 

cite “family responsibilities” as the reason they 

leave school. Furthermore, researchers are just 

beginning to explore the needs and challenges of 

student parents, as well as what is needed for them 

to succeed.

 According to the 2010 Student Satisfaction 

Survey, approximately 12 percent of UH students 

have children, and according to the Child Care 

Survey (UHCCTF, 2009), 8 percent of the student 

respondents had children under the age of five. 

Drop-in childcare was identified as the most desired 

type of childcare. Concerns mentioned in the survey 

comments included lack of resources on campus for 

parents, feeling unwelcome as parents, very mixed 

responses and tolerance from faculty regarding 

their parenting responsibilities, and general lack of 

support.

Faculty
Mason and Goulden (2004) believe that assessing 

gender equity in academia should not be limited to 

professional outcomes, but must also include family 

outcomes. In a society in which women continue to 

have primary responsibility for childcare, childcare 

facilities on campus are of special concern to women. 

Women’s status as mothers can influence and impact 

their status in the work force. In an extensive survey 

of over 30,000 PhD’s in all disciplines and more than 

8,500 active University of California faculty, Mason 

and Goulden (2004) found significant differences 

in family formation between male and female 
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tenure-track faculty. For instance, when compared 

to their male counterparts, tenure-track female 

faculty were less likely to marry and have children, 

more likely to divorce, and more likely to indicate 

that they had fewer children than they wanted to 

have. Additionally, female faculty with children 

were more likely than male faculty to report a great 

deal of tension or stress in parenting due to work 

activities including travel, conferences, writing, and 

publishing. Women’s prime child-bearing years and 

the pursuit of tenure often occur concurrently.

 The ChildCare Task Force Survey (UHCCTF, 

2009) indicated that 44 percent of faculty and staff 

made employment decisions based on childcare 

needs. Approximately 22 percent indicated that 

they had been denied a spot in the Childcare Center 

when they applied for one. More than 30 percent 

indicated that childcare at UH was not available 

when they needed it. There are anecdotal reports 

that UH has lost faculty due to a lack of childcare 

options.

Staff

One study (Correll, Bernard, & Paik, 2007) found a 

“motherhood penalty” in which mothers were less 

likely to be hired, were offered lower salaries, and 

faced the perception that they were less committed 

to the workforce. The availability and affordability of 

childcare thus becomes an important consideration 

in determining the status of women on campus. In 

the Fortune Magazine annual list of the 100 Best 

Companies to Work For, childcare and work-life 

balance were cited as the benefits that propelled 

companies to the top of the list. Almost one-third of 

the best companies identified offer onsite childcare 

and employees are “encouraged to balance their 

work and personal life” (CNN, 2007). 

 The ChildCare Survey (UHCCTF, 2009) showed 

that the level of satisfaction staff has with their 

childcare arrangements has a direct effect on 

absenteeism. On average, female staff who were 

satisfied with their childcare arrangements missed 

1.55 days a month. Women who were not satisfied 

missed 2.43 days per month. When combined with 

men, those satisfied missed 1.57 days, compared 

with 2.25 days for those who were not satisfied. 

In addition, those who had their children in the 

UH Childcare Center had significantly shorter 

commute times and were more satisfied with their 

childcare arrangements than those with childcare 

arrangements off campus.

 Therefore, the status of childcare on the UH 

campus affects the quality of life for students, staff, 

and faculty. Childcare is a factor in attracting and 

retaining students, faculty, and staff. A brief review 

of the resources available for children on campus 

follows.

Children’s Learning Centers
The University of Houston Child Care Center 

opened in February 1975 with a capacity for 153 

children. It is accredited by the National Academy 

of Early Childhood Programs, a division of the 

National Association for the Education of Young 

Children (NAEYC), and The Southern Association 

for Colleges and Schools (SACS). The childcare 

facilities are housed in “temporary” metal buildings 

that are over 30 years old. In 2010, in response to 

recommendations from the Child Care Task Force, 

the Child Care Center opened five more classrooms 

in what had been the Human Development 

Laboratory School located in the Cameron building 

on campus and across the street. They also changed 

their name from University of Houston Child Care 

Center to University of Houston Children’s Learning 

Centers (CLC). 

 This new space increased CLC’s enrollment 
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capacity to 221 children, and increased the 

number of infant slots from 9 to 30. Infant care 

starts at 3 months. Each year, ten of those infant 

slots are allotted to the Provost to use for faculty 

recruitment purposes. If the Provost has not filled 

the spots by August 15th, the spots are released to 

be filled by staff or students. The remaining slots 

are allocated for 81 toddlers and 110 pre-school 

children. Currently, the infant slots are full and there 

is a waiting list. There are, however, openings in the 

toddler and pre-school classrooms.

 The Children’s Learning Centers are open from 

Monday through Friday, from 7:00 am until 6:00 pm. 

The Centers offer full-time care (five days a week) 

or part-time care (either two or three days a week). 

The Center is not licensed to offer drop-in care 

services, evening, or weekend hours. Children and 

legal dependents, between the ages of 3 months and 

five years, of students, faculty, and staff of UH are 

eligible for enrollment.

 The cost of care varies for children of students, 

faculty and staff as well as for full-time and part-

time care. Full-time infant care ranges from $250 to 

$280 per week. Toddler and pre-school care ranges 

from $175 to $245 per week. Three-day part-time 

care for toddlers ranges from $165 to $230 per 

week, and two-day care runs $145 to $210 per 

week. In the Houston market, for accredited early 

childhood education programs, these rates are 

average. It should also be noted that CLC offers, for 

eligible UH student parents, options for child care 

tuition assistance which can reduce weekly costs up 

to 60 percent. 

 The Student Fees Advisory Committee (SFAC) 

and the Department of Education Child Care Access 

Means Parents in School (CCAMPIS) child care 

tuition assistance is available for student parents 

who qualify based on financial need as determined 

by the UH Scholarships and Financial Aid Office. 

In Fall 2011, CLC awarded a combined total of 

$57,245.00 in tuition assistance to 41 student 

parents of 46 children, (See Appendix A for awards 

in previous years.) 

University of Houston Charter School
UH Charter School is a public school sponsored by 

the university and chartered by the Texas State 

Board of Education. The school opened in January 

1997 and includes kindergarten through grade five 

with an enrollment of 130 students. The school runs 

from mid-August to May. Before and after school 

care and summer programs are available for an 

additional fee. Students and families come from the 

greater Houston area and are not restricted to UH 

students, faculty, or staff.

Drop-In Childcare
The University Commission on Women (UCW) has 

long heard anecdotal evidence that drop-in child 

care was needed on campus. For example, Beverly 

McPhail, director of the Women’s Resource Center, 

notes that her office receives several inquiries each 

semester about child care, including drop-in child 

care, with particular interest on what the university 

offers. 

 In the spring semesters of 2008 and 2009, the 

UCW conducted a Campus Environment Survey 

(2009) that included questions on child care (the 

other topics covered included climate, family issues, 

safety, UH emergency plan, sexual harassment/

self-esteem, and demographics). The survey was 

administered to students and staff in Spring 2008 

and to faculty in Spring 2009. Overall, 1,981 people 

took the survey, of which 1,429 (72.1 percent) were 

students, 446 (22.5 percent) were staff, and 106 

(5.4 percent) were faculty. 
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 In the Child Care section of the survey, respondents were asked whether there was a need for several 

different types of childcare. The table, below, reflects the percentage of those who agreed that a particular type 

of childcare was needed.

Table 15: Survey Results for Childcare Needs 

Survey Results for Drop-in Child Care 
(Percentage of those who agree these services are needed.)

Type of Child Care Needed Overall Students Staff Faculty

Drop-in 62.7% 58.3% 71.0% 75.0%

Part-time 63.7% 59.3% 72.4% 73.9%

Extended hours/evening 63.0% 59.3% 70.5% 72.5%

 

Overall, I am satisfied with the child care 
services at UH

24.0% 22.2% 29.0% 21.3%

 These results indicate a perceived need for 

drop-in child care and a dissatisfaction with the 

current child care services on campus. (Please note: 

the survey also indicated high satisfaction with the 

program and quality of care offered at the Child 

Care Center; the dissatisfaction was aimed at the 

amount and types of child care available.) The survey 

later conducted by the Child Care Task Force found a 

similar reported need for drop-in childcare (UHCCTF, 

2009).

 Looking at the experiences of other universities 

regarding drop-in childcare, the results of such 

childcare facilities are mixed. All surveys seem to 

indicate a need, but some programs are utilized 

and others are not. As a result, the Commission 

recommended a pilot drop-in childcare program be 

adopted to gauge the use of this service. The proposal 

suggested that it be created in the already existing 

drop-in childcare facility in the Campus Recreation 

and Wellness Center. The recommendation was 

initially rejected by the interim director currently 

running the CRWC, but the plan is to try again when 

permanent staff is in place.

Stop the Clock for Tenure
When an untenured faculty member becomes a 

parent, keeping to the tenure-track timeline can 

be difficult. The University Commission on Women 

worked to institute a stop-the-clock tenure policy. 

Currently, a tenure-track faculty member who 

becomes a parent and who is responsible for the 

primary care of that child will be given, upon request, 

a one-year extension of the tenure-track deadlines. 

The faculty member is responsible for notifying 

his/her department chair in writing of a request for 

extension within six months of the birth or adoption 

of the child. The department chair will acknowledge 

the extension of the probationary period and will 

inform the faculty member of the revised year of 

tenure review, with a copy to the appropriate college 

dean, who will then notify the Provost’s office.

 Unless the faculty member expressly declines 

the extension in writing at the time the notice is 

given, the probationary period will be extended by 

one year. The extension of the probationary period 

may occur at most twice (for a total of two years 
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extension), with each extension occasioned by the 

birth or adoption of a child, and by timely notice as 

defined above.

Maternity/Paternity Leave
The issue of paid maternity leave is not unique to 

UH. Currently, only three countries in the world do 

not offer paid maternity leave: Papua New Guinea, 

Swaziland and the United States (HRW, 2011; UN, 

2011). American law offers the Family Medical 

Leave Act (FMLA), which provides for 12 weeks 

of unpaid leave for a variety of causes, including 

pregnancy/birth/adoption of a child. At UH, a faculty 

or staff member may use any accumulated sick or 

vacation time for this purpose, but once that time is 

gone, the leave is unpaid. 

 For faculty members, FMLA does not cover the 

length of a semester. This creates a dilemma for 

faculty members, since being gone for a large part 

of a semester creates issues in terms of planning 

courses, teaching and arranging a substitute. This 

is problematic for young female faculty who are 

in their prime child-bearing years. The degree of 

accommodation for a pregnant faculty member 

depends on the particular college or department. 

The University Commission on Women is interested 

in increasing benefits for graduate students, staff, 

and faculty members to include paid maternity/

paternity leaves. With this in mind, the Commission 

gathered benchmarking data to see if those benefits 

are provided at comparable universities. See 

Appendix B for the results.

Lactation Rooms & Policy  
Under the new federal health care requirements, 

employers are required to provide break time 

for nursing mothers with lactation needs. At UH, 

nursing women are asked to complete a lactation 

accommodation request to make use of this 

provision. Currently, there are ten lactation rooms 

available across campus. These rooms are open 

different hours and have different facilities. (See 

Appendix C.) Both the University Commission on 

Women and the Women’s Resource Center have 

advocated for more lactation rooms around campus.  

The Equal Opportunity Services office has also sent 

forward a lactation policy (MAPP) for approval, but 

it has not yet been adopted. 

EVENTS FOR CHILDREN ON CAMPUS
UH does have some events and activities on campus 

specifically geared towards children.

Frontier Fiesta
Frontier Fiesta is a festival put on by students every 

year in the spring semester. It features variety shows, 

a cook-off, fair-type food, a carnival, and music. 

It runs Thursday evening through Saturday, and 

Saturday always has special activities for children. 

There are carnival rides and games, a petting zoo, 

and often special games for children. Admission to 

Frontier Fiesta is free, and so are some activities.

Spring Egg Hunt
The Spring Egg Hunt is sponsored by Staff Council 

and is held every year on a Saturday one or two weeks 

before Easter. This event is open to the children and 

grandchildren (up to 12 years old) of UH faculty and 

staff. This free event features an egg hunt, games, 

crafts, balloons, face painting, prizes, goody bags, 

and a visit by Mr. and Mrs. Bunny. The Spring Egg 

Hunt will mark its 22nd year in 2012.

Summer Programs and Camps
The Campus Recreation and Wellness Center 

used to offer a summer day program for the 

children of faculty and staff but was discontinued 

after Summer 2009, thus leaving a void for 

many staff and faculty parents who counted on 
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this affordable program to assist with summer 

childcare arrangements for school-aged children. 

Currently, there are some shorter-term programs 

available for children in the summer. A complete 

list of the summer camps offered can be found at  

http://www.uh.edu/about/community/summer-

camps/.

women’s progrAms At the  
University of hoUston 

There are five university divisions that specifically 

focus on women and women’s issues on campus: The 

University Commission on Women; the Women’s, 

Gender and Sexuality Studies program; the Women’s 

Resource Center, and Carey C. Shuart Women’s 

Archives and Research Collections. In 2010 a 

new Lesbian, Gay, Bisexual, Transgender (LGBT) 

Resource Center was created by Provost Antel, 

staffed by a part-time director in order to serve the 

needs of LGBT students, staff and faculty. 

The University Commission on Women
On September 24, 1999, UH President Arthur K. 

Smith appointed a Presidential Commission on 

the Status of Women to address concerns about 

the campus climate for women after a high profile 

harassment suit was brought against the university. 

This Commission was initially composed of female 

faculty, staff and student representatives. On 

November 17, 1999, based upon recommendations 

by its members, the Commission was expanded to 

include male members as well as non-exempt staff. 

The mission of the Commission is to:

�		Identify the concerns of women at the 

University;

�		Promote gender equality throughout all 

areas of the university community;

�		Recommend to the appropriate 

administrative offices ways to address 

the concerns of women at the university;

�		Communicate and collaborate with other 

committees and organizations to provide 

support, advocacy, and information 

regarding women’s issues; and

�		Raise awareness regarding behaviors, 

actions, issues, policies, and procedures 

that affect the status of women.

 The University Commission on Women reports 

to the President of UH and is charged with the 

responsibility of informing and advising the 

President and the senior administrative leadership, 

as well as the general university community 

on issues and concerns that have an impact on 

women at UH. It works in consultation with senior 

administration, deans, academic department 

chairs, and administrative department and program 

managers, as well as the Staff Council, Student 

Government Association, and Faculty Senate.

 The Commission meets monthly and is currently 

focusing on these major issues: faculty advancement, 

child care, professional development of staff, and 

producing reports and examining policies that affect 

women on campus. Recent initiatives have included: 

a report that recommended domestic partner 

benefits be offered to all UH faculty and staff; a 

series of workshops for junior faculty on a range 

of topics; participation in a university-wide task 

force on childcare on campus that produced a report 

recommending more child care resources, including 

drop-in child care; provision of ten scholarships for 

staff and students; conducting a mentoring survey to 

assess best practices on campus; the administration 

of the COACHE survey on campus to assess the 

perspectives of junior faculty; development of a 

UCW website and Listserv to better inform the 
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campus community about programs and resources; 

and the creation of Distinguished Scholar Awards 

for tenure and tenure-track faculty to recognize 

research efforts and a Distinguished Service Award 

for a staff member and a student who demonstrate 

significant contributions to women. 

Women’s, Gender & Sexuality Studies Program

The Women’s, Gender and Sexuality Studies 

(WGSS) program is an interdisciplinary academic 

field that analyzes and investigates gender’s 

functions in society and women’s roles, issues, 

history, and contributions to humankind. Since the 

last Status of Women report, the Women’s Studies 

program in 2010 changed its name in to better 

reflect the dynamic nature of their program, that 

is, women’s studies has expanded into looking 

at larger gender issues, including the study of 

men and masculinity, and also sexuality studies, 

with the addition of an GLBT minor. The program 

is now called the Women’s, Gender & Sexuality 

Studies (WGSS) program. Currently there are 38 

women’s studies undergraduate minors, 21 women’s 

studies graduate students, and 9 GLBT minors.  

Women’s Studies at the University of Houston was 

established in the summer of 1991 under the College 

of Liberal Arts and Social Sciences (CLASS). The 

program offers an interdisciplinary undergraduate 

minor and an interdisciplinary graduate certificate - 

both consist of courses drawn from the humanities, 

fine arts, law, and social and health sciences. 

Women’s Studies also offers fellowships and grants; 

sponsors the Carey C. Shuart Women’s Archives and 

Research Collections (WARC), a unique collection of 

documents from active and historical Houston area 

women’s organizations and individuals associated 

with these organizations, as well as Texas women’s 

oral histories; and a Friends of Women’s Studies 

organization, which supports the UH Women’s 

Studies Program through campus and community 

activities as well as financial and volunteer efforts.

The WGSS program also has a network of 
faculty affiliates whose purpose includes:

�		To build a supportive interdisciplinary 

community for faculty who share an 

interest in research and/ or teaching about 

women and gender issues. This includes 

the sponsorship of a monthly faculty 

seminar to focus on reading and discussion 

on current topics or on presentation of 

individual faculty research;

�		To identify all UH faculty working in this 

area and gather complete information 

about their research and teaching 

interests and use this information to refer 

students and colleagues to appropriate 

resources, to recruit interested faculty for 

special events and projects, and to assess 

the university’s strengths and needs in 

women’s studies across the curriculum; 

and

�		To provide official acknowledgement of 

the contributions faculty make to the 

program, believing it is important that 

faculty members’ voluntary efforts on 

behalf of interdisciplinary programs are 

recognized as a valuable service to the 

university.

There are over 50 faculty affiliates that represent the 

following disciplines:  English, History, Architecture, 

Economics, Modern & Classical Languages, Art, 

Philosophy, Social Work, Biology, Chemistry, 

Anthropology, Sociology, Law, Communication, and 

Health and Human Performance.
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Women’s Resource Center
The Women’s Resource Center was established 

through the efforts of the University Commission 

on Women and officially opened in January 2004. 

The goals of the WRC are:

�		To provide a comfortable place where all 

faculty, staff, and students can go to seek 

information on a variety of topics, obtain 

confidential referrals to appropriate 

campus and community resources, and 

discuss issues of concern;

�		To educate the UH community on 

subjects that affect women and to 

promote community awareness through 

partnerships with other UH organizations;

�		To identify and research issues that affect 

UH women;

�		To serve as a liaison between women  

on campus and the system administration; 

and

�		To celebrate the achievements of UH 

women.

The WRC serves an average of 3,500 students, staff, 

and faculty each fall and spring semester and 2,000 

over the summer semester. In the Fall of 2011 the 

WRC served 3,371 people: 87 percent students, 

8 percent staff, 5 percent visitors, and less than 1 

percent faculty. Students served were 79 percent 

female and 21 percent male. The WRC maintains a 

website, Listserv, and Facebook page to promote its 

activities and services. Its website has a Spotlight 

feature in which the stories of female faculty, staff, 

and students are highlighted. Regular programming 

includes: Cougar Conversation, a weekly meeting 

with a speaker or discussion; Documentary Days, a 

film series featuring documentaries that focus on 

issues of gender, race, class, and sexual identity, 

and a summer book club. Special events include 

celebration of Love Your Body Day, as well as 

violence awareness programs, such as V-Day and 

the annual Take Back the Night march.  The WRC has 

a part-time director, full-time program coordinator, 

and a team of 20 volunteers. 

 Center staff present a variety of programs 

on sexual health and violence against women for 

women’s studies classes, student organizations, and 

residence hall gatherings. The Center also is home 

to a lactation room. It provides concrete services 

such as computers, feminine hygiene products, 

and a small gender-themed library. WRC staff also 

addresses larger policy issues on campus such as 

working towards mandating lactation rooms in all 

new campus construction and working to address 

sexual assault prevention on campus through 

mandatory student training. Many of these efforts 

are undertaken in collaboration with other campus 

departments. Since the last Status of Women 

Report, the WRC moved from its location on the 

organizational chart from reporting to the College 

of Liberal Arts and Social Sciences (CLASS), under 

the direct supervision of Women’s, Gender & 

Sexuality program to reporting to the President’s 

office, within the office of Community Relations and 

Institutional Access. The WRC also moved from its 

physical location in the University Center Satellite 

to the University Center on the second floor. The 

WRC shares space with the newly-created LGBT 

Resource Center. 

Carey C. Shuart Women’s Archives and Research 
Collections
Women’s organizations offer a unique view of 

women’s methods of taking community action. Their 

papers document the range of women’s concerns, 

providing documentation of how they have come 

together to achieve their goals. These papers also 
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show the impact women have had on the world 

around them.

 The Women’s Archives and Research Center 

was established in 1996. The archival arm, located 

in UH Libraries’ Special Collections Department, 

collects the papers of individual women who have 

made history in Houston and of Houston area 

women’s organizations. Since its inception, it 

had accessioned over 50 collections, the bulk of 

which have been arranged and described and are 

accessible to researchers. WARC also captures and 

preserves oral histories through its Living Archives 

Series, which are being made accessible through the 

Libraries’ Digital Library.

 In 2011, long-time WARC and library supporter 

Carey Shuart generously endowed the Carey C. 

Shuart Women’s Archives and Research Collections 

to ensure the Libraries’ efforts at making the 

Women’s Archives even more accessible to 

researchers worldwide. A web page dedicated to the 

Shuart Women’s Archive may be viewed at http://

info.lib.uh.edu/about/campus-libraries-collections/

special-collections/womens-archives.

Lesbian, Gay, Bisexual, and Transgender 
(LGBT) Resource Center 
Before the beginning of the fall semester 2009 

Provost John Antel informed Dr. Elizabeth Gregory, 

director of the Women’s Studies program and 

Women’s Resource Center supervisor, that the 

Daily Cougar, the UH student newspaper, needed 

the office space that the Women’s Resource 

Center currently occupied in the University Center 

Satellite. Dr. Gregory suggested that the move to 

a new space in the University Center might include 

the development of the LGBT Resource Center as 

well. Taking that under advisement, after further 

discussions with Beverly McPhail, WRC director, 

and Cougar Allies members Dr. Maria Gonzalez 

(chair), attorney and activist Phyllis Frye, student 

activist Josephine Tittsworth, and staff member 

Amy Hazelrigg, the Provost agreed, stating that the 

university would create a center with a part-time 

director. 

  In May 2010, the first director of the LGBT 

Center was hired and within months the Center 

was up and running with a wealth of programming, 

including a peer-mentor program, a guest speaker 

training program, and weekly brown bag lunches. 

Special programming was developed for National 

Coming Out Week, including the Gay? Fine by Me 

campaign. The director also works to change policy 

at UH to make the campus more LGBT inclusive 

and responsive while she also began to fundraise, 

receiving several grants to help fund programs. 

 The official LGBT Resource Center opening 

occurred on June 30, 2010, when approximately 

60 people attended the Open House. In September 

2010, the LGBT Advisory Board was established to 

support the mission and work of the LGBT Center 

and is comprised of UH students, staff, and faculty 

and community partners. 
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conclUsion

Within this report, we examined the status of women 

leaders, faculty, staff, and students at UH across 

several important indicators. Overall, we found some 

improvement in the status of women at UH since the 

2007 report. For example, women’s representation 

in leadership roles has increased, women are 

slightly less underrepresented in faculty ranks, 

mean differences in some (STEM) faculty salaries 

have diminished, safety measures on campus 

have improved (particularly with regard to sexual 

assault), and new steps have been implemented to 

improve the situation of student parents on campus.

 Despite improvements, inequities remain 

across all status measures. Salary inequities are 

present for female faculty, even when controlling 

for characteristics associated with income. 

Salary inequities are observed for staff, although 

we do not have data to support whether these 

differences can be attributed to employment-

related characteristics. Further, we find notable 

underrepresentation of women at virtually all levels 

of leadership (Staff Council excepted), across 

faculty ranks and disciplines, within the majority 

of staff job categories, and within many student 

majors (particularly STEM fields). 

 Although there are various contributing factors 

to these inequities, including socialization and other 

factors outside of the University’s direct control, 

such imbalances could contribute to continuing 

inequality and/or lack of access for women within 

and outside of academia. With these potential 

consequences in mind, the UCW makes the following 

recommendations regarding steps to improve the 

status of women at UH. 

recommendAtions

Leadership
The presence of a female president and chancellor, as 

well as increased female representation on several 

leadership bodies, suggests positive movement 

toward female leadership since the UCW 2007 

report. Women remain underrepresented, however, 

in leadership positions for faculty and students. 

The UCW makes the following 
 recommendations regarding leadership:  

 1. Conduct surveys to evaluate causes for low 

levels of participation by women in the Faculty 

Senate and Student Government Association. 

Across both of these leadership bodies, data indicate 

that women are underrepresented as participants. In 

order to offer effective solutions, however, the UCW 

recommends the development, implementation, and 

analysis of surveys to explore reasons for women’s 

low levels of participation. It is possible, for example, 

that conflicts between work and family obligations 

inhibit women’s participation in these leadership 

bodies. This would warrant different solutions than 

if lack of appointment to a position is a primary 

factor in low levels of participation.

 2. Develop a faculty leadership development 

program, similar to the staff program, to help groom 

the next group of emergent faculty leaders. Faculty 

career paths also should be developed, so interested 

faculty understand the different entry points to 

leadership positions and the related developmental 

experiences available for support.

Faculty
Compared to data reported in the UCW 2007 report, 

there have been slight improvements in the status 

of women faculty at UH. Women are somewhat less 

underrepresented, and mean differences in male 
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and female salaries across rank have diminished. 

Nonetheless, data indicate that differences persist 

in representation and in compensation. 

The UCW makes the following   
recommendations regarding women faculty: 
 1. Development of a formal mentoring program 

for tenure-track faculty. Findings from the COACHE 

survey results suggest that female faculty might 

particularly benefit from formal or informal 

mentoring. In 2006, the University Commission on 

Women implemented a pilot mentoring program 

to assess the interest and efficacy of more formal 

mentoring for female faculty and staff. Four faculty 

pairs and five staff pairs participated in the project. 

Results were positive, with participants indicating 

a desire to continue mentoring long-term (Leung 

2010). The participants in particular benefitted 

from group meetings with mentors and mentees, 

including the training provided to the participants as 

part of the program. This pilot suggests an interest in 

mentorship for female faculty and staff, particularly 

in a formal environment with training and oversight.

 2. Examine options regarding implementation 

of a paid maternity/paternity leave policy. Findings 

from the COACHE survey also suggest that female 

faculty would benefit from policies that enhance 

work/family compatibility, such as paid maternity/

paternity leave. The UCW suggests exploring the 

practices of other Tier One universities regarding 

maternity/paternity leave in order to develop 

creative solutions to this issue. These might include 

a use of the sick leave pool for maternity/paternity 

leave or a semester of teaching relief for faculty 

following birth or adoption of a child.

 3. Implement annual UH New Faculty Brown Bag 

program. In the 2011-2012 academic year, the UCW, 

Human Resources, and the Faculty Senate have 

collaborated to produce a UH New Faculty Brown 

Bag initiative. The UH New Faculty Brown Bag series 

provides four sessions aimed at exploring issues 

and improving networking among new faculty during 

their first year. The UCW recommends that this 

program be continued in the 2012-2013 academic 

year with additional support from the Provost’s 

office (e.g. offer to sponsor one or more sessions).

Staff
As previously described, men and women are 

distributed across different job families at UH. The 

staff as a whole is disproportionately female, but 

is concentrated within three job families. Further, 

the mean salary for men is higher than that for 

women in seven of the nine job families – including 

the job families in which women are the most 

overrepresented.

The UCW makes the following 
recommendations regarding staff:
 1. Conduct a gender equity analysis for staff 

salaries. Although our review of the staff salary 

data indicate that men earn more than women in 

most job families, these data do not control for 

any characteristics predictive of salary (such as 

experience, education, time in position, etc.). The 

UCW recommends that a study similar to that 

conducted for faculty (Croft and Barlow 2011) be 

completed for staff in order to determine whether 

the observed gender differences in salary can be 

attributed to differences in employment-related 

human capital characteristics.

 2. Development of a formal mentoring 

program for staff. As discussed within our faculty 

recommendations, the University Commission on 

Women implemented a pilot mentoring program 

to assess the interest and efficacy of more formal 
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mentoring for female faculty and staff. Four faculty 

pairs and five staff pairs participated in the project. 

Results were positive, with participants indicating 

a desire to continue mentoring long-term (Leung 

2010). The participants in particular benefitted 

from group meetings with mentors and mentees, 

including the training provided to the participants as 

part of the program. This pilot suggests an interest 

in mentorship for female staff, particularly in a 

formal environment with training and oversight.

Gender and Sexual Orientation
 Following the release of the UCW’s Domestic 

Partner Benefits report in 2010, there have been 

several changes implemented to extend recognition 

and/or benefits to domestic partners of UH faculty 

and staff. The extra costs associated with lack of 

health insurance coverage for domestic partners, 

however, remain a notable concern for many of 

the University’s faculty and staff with domestic 

partners. In making recommendations, the UCW 

draws on previous recommendations outlined in the 

previously published Domestic Partner Benefits 

report.

The UCW makes the following recommendations 
regarding domestic partner benefits:
 1. We recommend that domestic partner benefits 

(DPBs) at UH include, but not be limited to, health 

insurance benefits and expanded sick leave to care 

for domestic partners and their family members. 

We also recommend that UH explore the inclusion 

of domestic partners in local insurance contracts 

negotiated by the university, including vision and 

dental care and Employee Assistance Programs.

 2. Since, under some interpretations, UH cannot 

offer DPBs without a change in statutory law, we 

recommend that senior administrators educate the 

Texas Legislature and the Employees Retirement 

System of Texas about the importance of DPBs for 

faculty and staff at UH and the manner of which other 

universities with similar constitutional challenges 

competitively offer DPBs to their faculty and staff.

 3. We recommend that a university-wide advisory 

committee be appointed to study and propose 

changes in UH policies. The committee should 

include representation from Human Resources to 

help identify policies and procedures not governed 

by the State Insurance Code that could be changed 

to allow for DPBs at UH.

• Expanding MAPP 02.02.03 in which the 

definition of “family” can encompass 

employees’ domestic partners and 

their partners’ closest relatives. As an 

illustration, changing this policy would 

enable employees to take sanctioned 

bereavement leave when their domestic 

partners are involved.

• Including domestic partners in relocation 

reimbursements and assisting them in 

job-finding (to the same degree as these 

services would be extended to a married 

spouse).

 4. We recommend the creation of a task 

force that would include representatives of 

the senior administration, General Counsel’s 

office, UH Law Center, Human Resources, and 

University Commission on Women to investigate 

how public universities outside Texas (but 

in states that have “Defense of Marriage 

Amendments”) have been able to adopt DPBs.  

Students   

Although women have achieved equity in many 

ways on college campuses across the nation, 

some inequities continue. For instance, this report 

continued to show patterns of gender segregation 
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in college enrollment and within some colleges 

by majors. The question arises if such gendered 

patterns are a reflection of choice, subtle and not 

so subtle gender-socialization, or discrimination. 

Although there are plans underway to support 

STEM faculty, actions must also address STEM 

undergraduate and graduate students, and even 

reaching into high school and beyond to encourage 

girls to major in these demanding and necessary 

fields. The UCW endorses recommendations for 

universities offered by the American Association 

of University Women in the Why So Few? Women in 

Science, Technology, Engineering, and Mathematics 

report (2010).

The UCW makes the following recommendations 
regarding students:

 1. Actively recruit women into STEM majors; 

 2. Send an inclusive message about who makes a 

good science or engineering student;

 3. Emphasize real-life applications in early STEM 

courses;

 4. Teach professors about stereotype threat and 

the benefits of a growth mindset; and 

 5. Take proactive steps to support women in 

STEM majors, Enforce Title IX in science, technology, 

engineering, and math. 

Campus Safety
With the arrival of Dr. Richard Baker on campus, 

new director of the Equal Opportunity Services 

(EOS) office and the new Dear Colleague guidelines 

and the interest and financial support of the issue 

by the University Commission on Women, there is 

some real momentum on campus to better address 

the issue of sexual assault and other gender-based 

violence on campus. 

The UCW makes the following recommendations 
regarding campus safety:

 1. The current interim sexual assault policy be 

rewritten to be more up-to-date and respond to 

new requirements generated by the Dear Colleague 

letter from the Department of Education Office of 

Civil Rights. Such changes would include training 

of all UH student, staff and faculty on issues of 

sexual assault including awareness, prevention, and 

intervention. A goal would be to make such training 

mandatory for all new students; 

 2. Development of a website that focuses 

on sexual assault awareness, prevention, and 

intervention for a useful one-stop resource for 

information and services provided on sexual assault 

on campus;

 3. Continue to monitor the number of sexual 

assaults on campus, develop a system of anonymous 

reporting to better gauge the incidence of sexual 

assault on campus;

 4. Seek sponsored funding from the Department 

of Justice’s Campus Grant Program. The Grants 

to Reduce Domestic Violence, Dating Violence, 

Sexual Assault, and Stalking on Campus Program 

(Campus Program) encourages institutions 

of higher education to adopt comprehensive, 

coordinated responses to domestic violence, dating 

violence, sexual assault, and stalking. Campuses, 

in partnership with community-based, nonprofit 

victim advocacy organizations and local criminal 

justice or civil legal agencies, must adopt protocols 

and policies that treat violence against women as a 

serious offense and develop victim service programs 

that ensure victim safety, offender accountability, 

and the prevention of such crimes. Often such a 

grant includes the hiring of a specially designated 

victim advocate on campus, often located within a 
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women’s center, to respond to survivors, act as an 

advocate on both the individual and institutional 

level, and also administer training programs;

 5. To improve the training for sexual harassment 

prevention for all staff, students, and faculty 

members. Return to yearly requirements of 

training and make such trainings more interesting, 

interactive, and detailed, perhaps with actors 

demonstrating appropriate and inappropriate 

behaviors, in order to make the trainings more 

realistic and effective; and

 6. That the UH Department of Public safety 

report their annual crime report statistics with 

gender identification.

Athletics 
The Department of Athletics, under the leadership 

of Athletic Director Mack Rhoades and DeJuena 

Chizer, Associate Director of Athletics/SWA seem 

committed to improving athletics opportunities 

and equities for female student athletes. They have 

identified areas to improve and the Commission 

supports their continued efforts and our 

recommendations echo their own plans.  

The UCW makes the following recommendations 
regarding athletics: 
 1. Continue to increase the salaries of women’s 

teams coaches to make them comparable to 

other women’s team coaches’ salaries within the 

Conference, with the ultimate goal of making the 

salaries comparable to the salaries of coaches on 

men’s teams;

 2. That every job search for coaches for women’s 

teams, for head and assistant coach positions, 

include at least one qualified female candidate;

 3. Continue to work toward gaining equity 

in coaches’ compensation, numbers of student 

athletes, athletically-related student aid, recruiting 

expenses, publicity, locker room, practice and 

competition facilities, support services staff, travel 

and per diem allowances;

 4. Add additional women’s teams to increase the 

number of athletic opportunities for women; and 

 5. That UH fully fund the Department of 

Intercollegiate Athletics gender equity plan in the 

amount of $486,418.

Children on Campus
Children of staff, faculty and students comprise an 

important, but often marginalized and invisible, part 

of the campus community. For staff, students, and 

faculty members to thrive in their work and course of 

study, programs must be in place to meet the needs 

of their children. The UCW draws on the results of 

the Child Care Survey, the findings of the Child Care 

Task Force, and feedback from students, faculty and 

staff in making recommendations.

The UCW makes the following recommendations 
regarding children on campus:

• Explore ways to support students who are 

parents on campus;

• Implement a pilot program for drop-in child 

care to determine whether such a service 

is needed on campus. If this program were 

available in the evenings, it could also test 

the need for evening childcare;

• Create a resource book for UH faculty, 

staff and student parents to inform them 

about what is available on or near campus 

for children;

• Pass a UH lactation policy that allows 

break time for women for their lactation 

needs (MAPP);

• Request that all new or renovated buildings 
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on campus be considered for the addition 

of a lactation room;

• Explore ways to offer paid maternity leave 

to parents and allow for one full semester 

off for faculty to better accommodate 

their teaching schedules. One mechanism 

to do this might be to tap into the sick 

leave pool;

• Explore the possibility of reinstating an 

affordable summer day program/camp 

for the school-age children of UH faculty, 

staff and students;

• Explore the possibility of bringing another, 

lower cost childcare option to campus, 

possibly a Head Start program or other 

subsidized program;

• Build a family housing project on campus 

that would offer affordable housing to 

students with children, along with access 

to support services;

• Explore the creation of a single mother’s 

sorority or cooperative. This model has 

been successful at other universities, 

offering mothers support, shared child 

care, and more of the full university 

experience; and 

• Request that the UH office of Institutional 

Research start tracking the number 

of students, staff, and faculty who are 

parents of dependent children.

Women’s and LGBT Programs 
UH has laudable programs with regard to women, 

gender, and sexuality on campus. Although these 

programs enrich the campus community through 

education, programming, and advocacy, some 

improvements can be made to fill unmet needs and 

reach greater audiences. 

The UCW makes the following recommendations 
regarding Women’s and LGBT Programs: 
 1. Create a women’s studies major, in addition to 

the current minor, in order to expand the university’s 

offerings in women's, gender and sexuality studies 

for students; to offer students a fuller sense of and 

access to the resources and scholarship in the field; 

to expand the university community's understanding 

of the role of gender in society and women's roles 

history; and to provide master’s level degree 

preparation for those students who will pursue their 

doctorate in women’s studies.

 2. Make the Director of the LGBT Resource 

Center a full-time position to allow for increased 

outreach to students, staff, and faculty on LGBT 

issues and expand the Center’s efforts on education, 

support, and advocacy. 
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University	of	Houston	Children’s	Learning	Centers: Overview of Child Care Tuition Assistance 

Semester/Year UH	Student	
Parents	Served

CLC
Children	Served

CCAMPIS	Funds	
Awarded

SFAC	
Funds	Awarded

Combined	Total	
of	CLC	Tuition	

Assistance	

Fall	2011 41 46 $41,	219.75 			$16,025.25	 $57,245.00

Fall	2010 40 43 $40,683.50 $11,274.75 $51,958.25

Spring	2011 45 50 $43,644.50 $14,	563.00 $58,207.50

Summer	2011 20 24 $9,297.75 $5,268.75 $14,566.50

Total:	2010–	2011 $124,732.25

Fall	2009 32 35 $22,809.50 $13,593.50 $36,402.00

Spring	2010 29 31 $25,101.75 $21,581.50 $46,683.25

Summer	2010 18 20 $6,336.75 $6,578.00 $12,914.75

Total:	2009	–	2010 $96,000.00

Fall	2008	 33 34 $39,550.25 $12,731.50 $52,281.75

Spring	2009 33 34 $45,107.25 $16,862.00 $61,969.25

Summer	2009 18 19 $15,552.75 $10,172.00 $25,724.75

Total:	2008	–	2009 $139,975.75

Fall	2007 17 21 $10,092.50 $6,139.00 $16,231.50

Spring	2008 22 25 $21,407.25 $9,875.00 $31,282.25

Summer	2008 13 14 $12,159.00 $4,83.000 $19,989.00

Total:	2007	–	2008 $67,502.75

Appendix A – Uh children leArning centers: overview of child cAre  
tUition AssistAnce
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Research on Maternity/Paternity Paid Leave Coalition of Urban Serving Universities

University Policy

Arizona State University FMLA *

California State University, Dominguez Hills FMLA plus paid leave up to 30 days

California State University, East Bay FMLA plus paid leave up to 30 days

California State University, Fresno FMLA plus paid leave up to 30 days

California State University, Fullerton FMLA plus paid leave up to 30 days

California State University, Long Beach FMLA plus paid leave up to 30 days

California State University, Los Angeles FMLA plus paid leave up to 30 days

California State University, Northridge FMLA plus paid leave up to 30 days

California State Polytechnic University, Pomona FMLA plus paid leave up to 30 days

California State University, Sacramento FMLA plus paid leave up to 30 days

California State University, San Bernardino FMLA plus paid leave up to 30 days

Cleveland State University FMLA

San Diego State University FMLA plus paid leave up to 30 days

San Francisco State University FMLA plus paid leave up to 30 days

San Jose State University FMLA plus paid leave up to 30 days

Florida International FMLA

Georgia State FMLA

Indiana University-Purdue University, Indianapolis FMLA

Morgan State University, Baltimore FMLA

North Carolina State University FMLA

Ohio State University

FMLA. Paid Parental Leave allowing for “a specified 
period of paid leave following …birth or adoption…and 
will run concurrently with…FML to the extent that FML 
is available to the employee.” (Policy 6.27B)

Portland State University (OR) FMLA

SUNY - University of NY System FMLA

Stony Brook University FMLA

SUNY College of Environmental Science & Forestry FMLA

SUNY Downstate Medical Center FMLA

Appendix b  mAternity/pAternity pAid leAve for coAlition of  
UrbAn serving Universities
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University Policy

SUNY Upstate Medical University FMLA

Temple University FMLA

Tennessee State University FMLA

University of Akron FMLA

University of Albany FMLA

University of Buffalo FMLA

University of Central Florida FMLA

University of Cincinnati FMLA

University of Colorado-Denver FMLA

University of Houston FMLA

University of Illinois at Chicago FMLA

University of Massachusetts, Boston FMLA

University of Memphis FMLA

University of Minnesota
FMLA.  Also paid/ unpaid parental leave (including 
domestic partners) available up to 6 weeks for certain 
classes of employees.

University of Missouri-Kansas City FMLA

University of New Mexico FMLA

Virginia Commonwealth University FMLA

Wayne State University FMLA

Wichita State University FMLA

* Accrued paid leave may be used while taking FMLA. The Family and Medical Leave Act states that twelve workweeks 
of leave in a 12-month period for: (1) the birth of a child and to care for the newborn child within one year of birth; (2) the 
placement with the employee of a child for adoption or foster care and to care for the newly placed child within one year 
of placement; (3) to care for the employee’s spouse, child, or parent who has a serious health condition; (4) a serious health 
condition that makes the employee unable to perform the essential functions of his or her job; and (5) any qualifying exigency 
arising out of the fact that the employee’s spouse, son, daughter, or parent is a covered military member on “covered active 
duty” or 26 workweeks of leave during a single 12-month period to care for a covered service member with a serious injury 
or illness who is the spouse, son, daughter, parent, or next of kin to the employee (military caregiver leave). (Cited from U.S. 
Department of Labor, http://www.dol.gov/whd/fmla/ .

Data gathered through website analysis. While every effort was made to ensure accuracy, websites and benefits change. 
These are most accurate data available with these limitations. 
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LOCATION 1 - Women’s Resource Center
                         (WRC) second floor, rm 279A
                         Please call 713.743.5888.
                         visit: www.uh.edu/wrc

LOCATION 2 -  UC Ground Floor Level
                          adjacent to the UC Arbor, 
       TV lounge, and women’s  
                          restroom. A current UH ID  
        or driver’s license will be  
        required for key checkout.  
        Visit the UC Games Room  
        Service Counter, UC Arbor  
        Ground Level, rm 46, or  
        call 832.842.6202.

Student Services Bldg 2
Equal Opportunity Services (EOS)

Metered parking is available 
in back of the bldg. Please contact 
Janice Horridge at 713.743.8835 
to reserve a time. The room is 
available 7:30 am to 5 pm.

Children’s Learning Center - Wheeler
Has a lactation room for mothers 
with babies enrolled at the 
Children’s Learning Center.

C.T. Bauer College of Business
Melcher Hall, room 364.
For more information call 
Sara Brown 713.743.4613.
Hours are 7 am to 5 pm.

Women’s Studies 
Room 624 in Agnes Arnold
Hall. Hours vary, so please 
call 713.743.3214.

The College of Education

Please visit suite 214 in 
Farish Hall to obtain key.
Hours are 8 am to 5 pm.

Lactation Rooms on Campus

UC GAMES 
ROOM HOURS

Monday - Wednesday
8:00 am - 11:45 pm

Thursday
8:00 am - 12:45 am

Friday
8:00 am - 11:45 pm

Saturday
10:00 am - 1:45 am

Sunday
1:00 pm - 11:45 pm

I-4
5Energy Research Park, Building 3

Energy Research Park, Building 3, 
room 286. Hours are 8 am to 5 pm.

MD Anderson Library
Room 264A. To obtain a key, 
visit the Library Service 
Counter. Hours will be the 
same as the library.

Bates Law Bulding 
Room 12 is available from 
7:00 am until 7:00 pm 
Monday - Friday.

Children’s Learning Centers - Cameron
Has a lactation room for mothers 
with babies enrolled at the 
Children’s Learning Center.

Revised 3.9.12

Appendix c – lActAtion room mAp on Uh centrAl cAmpUs
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