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1.  EXECUTIVE SUMMARY 
 
The University of Houston is completing its first year of their NSF ADVANCE-IT grant, 
“University of Houston ADVANCE-IT: Advancing UH Faculty.”  The overall mission of 
the grant is to initiate sustainable institutional transformation to increase the 
number, retention, support and success of women faculty in STEM, with a particular 
focus on faculty women of color (WoC). The project seeks to implement initiatives 
specific to the University of Houston, but also to develop the ADVANCE Regional 
Network (ARN), consisting of five Texas-based (current or former) ADVANCE-funded 
institutions, to support mutually beneficial efforts and expand the scope and impact 
of the initiatives. This external evaluation covers the following grant-related 
activities from August 15, 2014 (start date) through April 2014, and incorporates 
both quantitative and qualitative data.  The activities launched in support of the 
grant in Year 1 include: 
 

UH-Specific 
• Assessment of mentoring needs and mentoring workshop 
• Diversity workshop for Deans, Chairs, UH ADVANCE team 
• ADVANCE Kick-off Colloquium and other public lectures 
• STEM in the Americas Speaker Series  
• Social Science Study 

 
ADVANCE Regional Network (ARN) 
• ARN e-Mentor Pilot 
• ARN Post-Doc Networking Event 

 
This report shares findings on the extent to which these activities have helped to 
move the University of Houston ADVANCE-IT stakeholders closer to achieving the 
grant’s three transformational goals, detailed below. It includes the social science 
study, which is investigating the psychological processes that yield institutional 
effectiveness in support of these goals. Progress on these initiatives and the social 
science study has been steady and multi-dimensional: 
 
Goal #1  — To recruit and retain more women STEM faculty at senior, mid-career and 
junior faculty levels with a target of increasing the percentage of women STEM and 
STEM women of color ranked faculty from 1.5% women of color faculty in science and 
engineering to 3% (at or above national academic levels).  
 
All activities implemented in Year 1 were designed to support forward movement 
on Goal 1. Baseline data on several metrics were collected from 2012 to 2015 in 
order to have an initial picture upon which to measure success. The data show that 
women comprise only 18% of faculty in STEM and 41% of faculty in SBS (Social and 
Behavioral Sciences) across all ranks; there were only four women faculty of color in 
STEM and 14 in SBS; recruitment of women as Assistant professors (25%) has been 
lower than their current 46% representation. Retention rates revealed that 1 out of 
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12 STEM departures were women (8%), slightly lower than women’s 18% 
representation in STEM, and 6 out of 10 departures in SBS (60%) were women, 
higher than the current 42% representation of women in SBS.  
 
Feedback from UH diversity workshops, lectures, and the speaker series suggest 
that participants gained practical information they can use to bolster women’s 
retention and career development. It will be valuable to assess in future grant years 
whether and how participants are using the information they gleaned in this regard.  
 
Goal #2 — To increase the support and representation of women STEM faculty in 
administrative UH leadership positions, especially women of color. Targets include 
increasing STEM Chair positions from 3 to 6 women out of 23 positions, STEM 
Associate Dean positions from 4 to 6 out of 12, STEM Dean positions from 0 to 1 out of 
5, and STEM women faculty in university-level administrative positions from 7 to 15 
percent.    
 
Although most of the initiatives designed to impact Goal #2 are scheduled for launch 
in Year 2, some of the public lectures addressed leadership development for women 
and support for women’s leadership development in the workplace. Other positive 
benchmarks achieved in Year 1 are evidenced in the fact that women now comprise 
22% of STEM/SBS Department Chairs and 47% of STEM/SBS Associate Deans. 
However, women in university-level administrative positions remained at 7% and 
there are still no women Deans. As the grant moves forward, the advancement of 
women of color into leadership positions will be a key metric to track. 
 
Goal #3 — To enhance UH’s infrastructure to make gender equity and diversity 
campus-wide priorities by improving awareness and climate, and by institutionalizing 
successful ADVANCE activities. 
 
The Leadership Team organized several public lectures which were shown to 
increase awareness and raise the visibility of gender equity.  For example, 100% of 
participants at one lecture agreed that the information they heard will help them 
create more inclusive environments for women STEM faculty and 96% of attendees 
at another event indicated that the speaker helped elevate the issue of gender equity 
to a campus-wide priority. In Year 2, data on awareness and climate currently being 
collected by the Social Science Research Team will be used to inform development 
of activities designed to engage the campus in discussions about improving climate 
for all faculty.   
 
The Social Science Study, grounded in the Job Demands-Resources (JD-R) model, 
investigates key aspects of a departmental work climate that affect faculty, 
department engagement, and performance outcomes. The research is central to the 
success of the ADVANCE grant as its findings can be used to guide programming. 
Data collection involves surveying faculty and obtaining chair performance ratings 
(collected separately and at a later date). Although scheduled to commence in early 
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spring, the survey encountered some reticence from stakeholders due to concerns 
about confidentiality and the survey’s link to performance evaluations. It will be 
critical for the research team to obtain a solid response rate so the study’s outcomes 
will have merit in terms of guiding program initiatives and disseminating findings.  
 
 
Recommendations 
 
Recommendations to maximize the effectiveness of the outstanding work already 
underway are detailed in the report. Highlights of these recommendations and next 
steps include: 
 
Communication 

• Establish a big picture narrative about what ADVANCE offers the UH 
community and emphasize this narrative in all ADVANCE communications. 
Consistently convey the message that mentoring is necessary and beneficial 
for all faculty, with particular attention to debunking the myth that faculty 
should not need mentoring. Implement more robust lines of communication 
to coordinate efforts on overlapping goals and avoid duplication. 
 

Department Chairs 
• Enhance communication with Chairs and engage them directly in a data-

driven approach to institutional transformation. Bring on male Chairs allies 
to engage other chairs with ADVANCE.  Consider a formal mechanism for 
engaging Chairs to gather input and ensure their voices are heard. 

 
Advocates 

• Give Advocates a clear charge and improve communication with Chairs about 
the Advocates’ roles and responsibilities, and the need for course releases. 

 
Data for Evaluation 

• Strengthen the collection and provision of data with respect to applicant 
pool, gender composition, short-lists, candidate interviews, women faculty of 
color, etc., in order to effectively measure the impact of the search committee 
training, ARN Postdoc Network and Database, and other initiatives. 

 
Project Management 

• Ensure that the new Managing Director has a clear definition of the position’s 
role and responsibilities vis-à-vis the Leadership Team. The Managing 
Director would do well to focus on implementation and prioritizing key 
initiatives that will have the most significant impact when launched in Year 2. 

 
Women Faculty of Color 

• Educate Chairs and faculty about the challenges women of color face in 
mentor training. Develop content for the search committee training and 



 

 
UH Year 1 External Evaluation, prepared by Mariko Chang Consulting, Inc. 

4 

other activities focusing on the intersection of racial and gender bias. Engage 
women STEM/SBS faculty of color more directly in the ADVANCE program, 
inviting their input on how ADVANCE can best meet their needs, perhaps 
through a focus group.  

 
Social Science Research 

• Continue to engage the Social Science Team in monthly meetings and provide 
opportunities for them to share findings (when available) to help guide 
program activities and stimulate campus discussion about improving climate 
for all faculty members. Put adequate staff and resources in place to support 
data collection and analysis efforts when they intensify. 

 
Key programmatic activities of the University of Houston ADVANCE-IT grant have 
been effectively launched in Year 1. In Year 2, the Leadership Team will likely focus 
on prioritizing and evaluating the activities with the most impact in advance of the 
Year 3 site visit, which will lead to the eventual institutionalization of the initiatives 
that have prove to be most successful. 
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2.  INTRODUCTION 
 
2.1 Organization of the Report 
 
This report is divided into several key sections.  Section 2.2 provides a brief 
overview of the major goals of the University of Houston ADVANCE grant, followed 
by a description of the evaluation objectives and methods (Section 3).  Section 4 
presents baseline data collected to date that addresses each of the three major goals 
of the grant.  Section 6 covers the main activities undertaken in Year 1 of the grant, 
integrating evaluation activities conducted by the internal evaluation team and the 
external evaluator. The report ends with a summary of main findings and key 
recommendations. 
 
 
2.2 Summary of ADVANCING UH Faculty Goals, Activities, and Theory of Change 
 
The University of Houston’s NSF ADVANCE-IT grant, “University of Houston 
ADVANCE-IT: Advancing UH Faculty” is at the end of its first year.  The grant seeks 
to implement initiatives specific to the University of Houston, but also to develop the 
ADVANCE Regional Network (ARN), consisting of five Texas-based (current or 
former) ADVANCE-funded institutions to support mutually-beneficial efforts and 
expand the scope of impact, with a particular focus on STEM women of color (WoC). 
The five institutions include: Texas A&M University, Prairie View A&M (HBCU), Rice 
University, the University of Texas Pan American (HSI), and the University of 
Houston (HSI).  The Job Demands-Resources (JD-R) model comprises the theoretical 
model guiding the program initiatives.  According to the JD-R model, when job 
demands are greater than resources, people become disengaged from work and 
experience emotional exhaustion and burnout.  Conversely, with sufficient 
resources, people are able to meet job demands (without becoming disengaged) and 
achieve high performance, experience satisfaction with their work, and are more 
likely to desire to remain at their organization. 
 
The three goals of the University of Houston ADVANCE grant outlined in the 
proposal are: 
 
Goal 1:  Recruit and retain more women STEM1 faculty at senior, mid-career and 

junior faculty levels, with an emphasis on increasing the percentage of 
women STEM and STEM women of color ranked faculty to levels at or 
above the academic national averages. 

 
 Target: Increase WoC faculty in STEM from 1.5% to 3% 
 

                                                        
1 All goals include SBS (Social and Behavioral Sciences) disciplines and STEM 
(Science, Technology, Engineering, and Mathematics) disciplines. 
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Goal 2: Increase the support and representation of women STEM faculty in 
administrative leadership positions (department, college, and university-
level). 

 
 Targets: Increase representation of women faculty, especially WoC faculty 

in  
 STEM Chair positions from 3 to 6 women out of 23 positions (from 

13% to 26%) 
 STEM Associate Dean positions from 4 to 6 out of 12 (33% to 50%) 
 STEM Dean positions from 0 to 1 out of 5 (0% to 20%) 
 STEM women faculty in university-level administrative positions 

from 7% to 15% 
 
Goal 3:  Enhance UH’s infrastructure to make gender equity and diversity campus-

wide priorities by improving awareness and climate, and by 
institutionalizing successful ADVANCE activities. 

 
 
The Social Science Study, grounded in the Job Demands-Resources (JD-R) model, 
investigates the psychological processes that yield institutional effectiveness by 
enhancing: (a) individual- and department-level performance-related outcomes in 
general; and (b) support for women STEM faculty in particular.  Three research 
questions guide the study: 

1. What are the key aspects of a departmental work climate that affect 
faculty, department engagement, and performance-related outcomes? 

2. Is engagement the mediating mechanism in the psychological process 
through which department climate promotes individual- and 
department-level performance? 

3. Is the process through which departments promote individual- and 
department-level performance different for men and women, and is it 
different in departments with small and large percentages of women? 

 
 
The relationship between the program goals, Job Demands-Resources Model 
(program’s Theory of Change), and proposed activities is provided in Table 1. 
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Table 1. Activities in Relation to Goals and Resources/Demands and Processes  
Activities Goal Resources Provided, Demands Reduced 
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ADVANCE REGIONAL NETWORK ACTIVITIES 
ARN Postdoc Network and 
Database* •   •       
ARN ADVANCE e-Mentor 
(external) Network*   • •   • • •    
ARN Peer-to-Peer Chair 
Workshops • • • • •  •    
ARN Best Practices 
webinars* • • • • • • • •  • 
ARN ADVANCE Symposium 
(re: institutionalization) • • • • • • • • • • 

UH-SPECIFIC ACTIVITIES 
Internal structured 
mentoring program for 
STEM women junior and 
mid-career faculty 

•    • • •  •  

Advancing UH Leaders 
program  (leadership 
training, administrator 
fellows program) 

• •   • • •  •  

Diversity workshop for 
deans, chairs, UH ADVANCE 
team* 

• • •  • • •    

Search committee training 
(modeled on UW’s LEAD it 
Yourself and using ARN 
Webinars)* 

• •  •       

ADVANCE Kick-off 
Colloquium •  •   • •    
Work-Life Fair and Work-
Life Integration Committee •  •    •   • 
Development of Dual-Hire 
Policy and Resources* •   •      • 
STEM in the Americas 
Speaker Series* (overseen by 
UH Center for the Americas) 

• •  •    •   
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3.  EVALUATION OBJECTIVES AND METHODS 
 
3.1   Evaluation Period and Objectives 
 
This evaluation covers the period between August 15, 2014 (start date) and April 
2015, encompassing the grant’s first year of funding.  
 
Evaluation objectives for this annual report are primarily formative and include: 

• Describing implementation activities, successes and challenges 
• Monitoring the status of implementation progress toward program goals 
• Providing formative feedback to facilitate project refinements  
• Enhancing communication among the Leadership Team and stakeholders 
• Establishing baseline measures upon which the impact of program initiatives 

can be measured 
 
 
3.2  Structure of Evaluation Responsibilities 
 
Evaluation activities were undertaken by Internal and External Evaluators.   
 
The Internal Assessment Team is led by Dr. Miguel Ramos (Director of Institutional 
Effectiveness, Assessment, and Accreditation).  Key internal evaluation efforts in 
Year 1 included: 

• Developing the program logic model 
• Designing, administering, and summarizing findings from ADVANCE event 

evaluation forms and/or surveys  
• Analyzing data on program participation  
• Providing feedback to the external evaluator and the UH-ADVANCE team on 

evaluation activities and procedures 
• Assisting with IRB applications  
• Assisting with the collection and reporting of the “toolkit data” 

 
Dr. Mariko Chang is the project’s External Evaluator.  Dr. Chang has contributed to 
the evaluation efforts in Year 1 in the following ways: 

• Collaborating with the internal assessment team and the UH-ADVANCE Team 
to develop an evaluation plan   

• Providing feedback on internal evaluation efforts, including surveys and 
evaluation forms 

• Summarizing available institution-level baseline data from which program 
impacts can be measured 

• Interviewing key stakeholders to inform the annual evaluation 
• Conducting an annual external evaluation to provide formative feedback that 

utilizes data collected by the Internal Assessment Team, External Evaluator, 
and the project team 
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3.3   Evaluation Methods and Data 
The evaluation incorporates both quantitative and qualitative data, derived from the 
following sources: 
 
Interviews and Focus Groups: Dr. Chang conducted a site visit May 9-10, 2014, to 
conduct interviews and focus groups with 20 key stakeholders, including the Co-PIs, 
Provost, Interim Managing Director, Internal Assessment Team, Deans, Department 
Chairs, and Internal Advisory Committee members.  
 
Workshop/Event Evaluations: Evaluation findings from key events and workshops 
were provided by the Internal Assessment Team and made available to the External 
Evaluator.  They are also provided in Appendix A. 
 
COACHE Survey:  Findings from the 2012-13 COACHE Survey of Faculty Job 
Satisfaction were provided to the External Evaluator.  
 
Program Documentation: Records of participation (attendance at events, etc.) were 
kept by the University of Houston ADVANCE team, summarized by the Internal 
Assessment Team, and findings made available to the External Evaluator. 
 
Institutional Data: Department-level data on STEM/SBS faculty composition (such as 
the number of faculty by rank and sex) and other ADVANCE Indicators Toolkit data 
were provided by the Internal Assessment Team to the External Evaluator. 
 
 
 
4.  SUMMARY OF BASELINE DATA BY PROJECT GOAL 
 
Baseline data on the representation of women in STEM and SBS by department, as 
well as the percent of women hired, tenured and promoted, and leaving UH were 
made available by the university and the internal assessment team.   
 
Baseline data for the composition of the faculty refer to Fall 2014 (Year 1 of the 
grant).  For other data for which there are relatively small numbers (for example, 
new hires, promotion and tenure, and attrition), the team sought baseline data that 
combines the most recent 3-4 academic years (based on data availability) to level 
out the annual variation that likely occurs with small samples. 
 
4.1 Goal 1: Recruit and retain more women STEM faculty at senior, mid-career, 

and junior faculty levels, with an emphasis on increasing the 
percentage of women STEM and STEM women of color ranked faculty 
to levels at or above the academic national averages 

 
  Target: Increase women of color STEM faculty from 1.5% to 3% 
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4.1.1 Composition of Faculty in STEM and SBS by Gender and Rank 
 
Baseline data on the representation of STEM/SBS women tenured/tenure-track 
faculty and women of color faculty are presented in Figures 1 and 2 and Table 2. 
 
Across STEM departments, women comprise only 18% of the faculty (Figure 1).  The 
gender imbalance occurs at every rank, but is especially pronounced at the rank of 
Full Professor.  Women Full Professors comprise only 4% of STEM faculty; in 
comparison men Full Professors comprise 41% of STEM faculty. 
 

 
 
 
In SBS (Figure 2), women are still underrepresented, especially at the rank of Full 
Professor (7% vs. 26%), but to a lesser extent than in STEM.  Across ranks, women 
in SBS comprise 42% of the faculty. 
 

 

4% 

8% 
6% 

41% 

25% 

16% 

Figure 1. Distribution of STEM Faculty by Gender and Rank, 
Fall 2014 (N=348) 

Women - Full

Women - Associate

Women - Assistant

Men - Full

Men - Associate

Men - Assistant

7% 

22% 

13% 

26% 

20% 

12% 

Figure 2. Distribution of SBS Faculty by Gender and Rank, Fall 
2014 (N=145) 

Women - Full

Women - Associate

Women - Assistant

Men - Full

Men - Associate

Men - Assistant
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When the data is disaggregated by college and department, women’s representation 
varies widely (Table 2).  Three departments have only one woman faculty (and one 
department has no women faculty), potentially leaving these women open to the 
additional burdens of being a “solo” faculty member (tokenism, hypervisibility, etc.).   
 

 
Table 2.  Representation of Women (including Women of Color) by Rank, Department, and 

College in STEM and SBS, 2014 
 Assistant Professor Associate Professor Full Professor 
STEM/SBS:  
College & Department 

All Women 
%, Fraction 

# 
WoC 

All Women 
%, Fraction 

# 
WoC 

All Women 
%, Fraction 

# 
WoC 

STEM 27% 21/78 1 24% 27/113 3 9% 14/157 0 
Natural Sciences & Math. 29% 12/41 0 23% 14/60 2 10% 10/101 0 
   Bio. & Biochem 46% 6/13 0 46% 6/13 0 33% 6/18 0 
   Chemistry 0% 0/5 0 17% 1/6 0 0% 0/15 0 
   Computer Science 0% 0/4 0 10% 1/10 1 8% 1/12 0 
   Earth & Atmos. 20% 1/5 0 18% 2/11 0 14% 2/14 0 
   Mathematics 29% 2/7 0 14% 2/14 0 4% 1/23 0 
   Physics 43% 3/7 0 33% 2/6 1 0% 0/19 0 
          
Engineering 27% 9/33 1 15% 5/34 1 6% 3/50 0 
   Biomedical Eng. 0% 0/3 0 17% 1/6 1 0% 0/2 0 
   Chemical Eng. 43% 3/7 0 0% 0/5 0 8% 1/12 0 
   Civil & Environ. Eng. 38% 3/8 1 0% 0/2 0 9% 1/11 0 
   Electrical & Comp. Eng. 14% 1/7 0 25% 3/12 0 0% 0/13 0 
   Industrial Eng. 0% 0/0 0 17% 1/6 0 0% 0/1 0 
   Mechanical Eng. 25% 2/8 0 0% 0/3 0 9% 1/11 0 
          
Technology 0% 0/4 0 42% 8/19 0 17% 1/6 0 
   Construction Mngt. 0% 0/1 0 0% 0/2 0 0% 0/1 0 
   Eng. Technology 0% 0/2 0 45% 5/11 0 33% 1/3 0 
   Info. & Logistics Tech. 0% 0/1 0 50% 3/6 0 0% 0/2 0 
          
SBS 53% 19/36 4 52% 32/61 7 21% 10/48 3 
Liberal Arts & Sciences 44% 12/27 2 43% 20/46 3 18% 7/40 1 
   Comp. Cultural Studies 0% 0/1 0 25% 1/4 1 50% 2/4 1 
   Economics 40% 2/5 0 25% 1/4 0 33% 3/9 0 
   Health & Human Perf. 44% 4/9 2 17% 1/6 0 0% 0/2 0 
   Political Science 25% 2/8 0 25% 3/12 0 14% 1/7 0 
   Psychology 100% 1/1 0 79% 11/14 2* 6% 1/16 0 
   Sociology 100% 3/3 0 50% 3/6 0 0% 0/2 0 
          
Technology          
   Human Dev. Cons. Sci. 0% 0/1 0 83% 5/6 1 100% 1/1 0 
          
Education          
   Educational Psych. 88% 7/8 2 78% 7/9 3* 29% 2/7 2 
          
TOTAL STEM and SBS 35% 40/114 5 34% 59/174 10 12% 24/205 3 
*Includes multi-racial 
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Women Faculty of Color: 
In STEM there are four women of color faculty (Table 2), comprising 1% of the total 
STEM faculty.2  In SBS, there are 14 women of color, comprising 10% of the total SBS 
faculty.  In STEM and SBS combined, women faculty of color comprise 4% of the 
total faculty.  
 
 
4.1.2 Recruitment of Women STEM and SBS Faculty 
 
During the baseline period of 2011-2015, women comprised 32% of new hires in 
STEM and SBS combined.  However, the proportion of women hired varied 
according to rank and discipline (Figure 3). In SBS, women and men were hired in 
equal numbers at the ranks of Assistant and Associate Professor, but only 1 in 6 
hires (17%) at the rank of Full Professor were women.   Of the new hires in STEM, 
women comprised 22% of Associate Professors and 25% of both Assistant 
Professors and Full Professors.  The percentage of women hired in STEM at the 
Assistant Professor level (25%) is lower than their current representation (46% of 
Assistant Professors in STEM are women, see Table 2), suggesting that if the gender 
ratio of new Assistant Professor hires continues at this lower percent, women’s 
representation at the Assistant Professor rank in STEM will decline (all else being 
equal). 
 

 
 
 

                                                        
2 The target from the proposal was to increase STEM women faculty of color from 
1.5% to 3%.  Since the proposal was written (using Fall 2012 data), the number of 
women faculty of color in STEM decreased from 5 to 4 bringing the percent down 
from 1.5% to 1% in STEM.   
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Figure 3: New Hires in STEM and SBS by Rank and Gender, 2011-
2015 
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4.1.3 Retention of Women STEM and SBS Faculty 
 
As shown in Figure 4, during the baseline period, 12 STEM faculty left UH 
voluntarily (other than through retirement).  Of those who left, 92% (11 out of 12) 
were men and the majority left while either Assistant Professors or Full Professors.  
In SBS, 10 faculty left, of whom 6 were women.  Exits in SBS were more evenly 
distributed across rank. 
  

 
 
In comparison to their current representation, STEM women faculty are less likely 
to leave UH than men (women comprise 18% of the faculty and 8% of the exits), but 
SBS women faculty are slightly more likely to leave UH than their male counterparts 
(women comprise 42% of SBS faculty and 60% of exits).  However, these findings 
should be interpreted cautiously given the small numbers involved.  The team will 
continue to monitor the data. 
 
 
4.1.4 Tenure and Promotion of Women STEM and SBS Faculty 
 
Between 2011 and 2014, most faculty who submitted their materials for tenure 
review and promotion were approved (see Figures 5 and 6).3  The 2012-13 COACHE 
Survey findings indicate, however, that women and faculty of color report less 
clarity of the tenure process and criteria.  Likewise, women and faculty of color 
reported less clarity of the promotion process, for example, the time frame for 
promotion, promotion standards, and body of evidence for promotion.  Women and 
faculty of color were also less likely to report a department culture that encourages 

                                                        
3 Tenure and promotion data for 2014-15 were not yet available, but will be 
included in subsequent reports. 
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Figure 4. Voluntary, Non-Retirement Attrition in STEM and SBS by 
Rank and Gender, 2012-2015 
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promotion.  These findings suggest an area that ADVANCE can address in the 
planned mentoring program and workshops for Chairs. 
 
 

 
 
 

 
 
 
4.2 Goal 2: Increase the support and representation of women STEM faculty in 

administrative leadership positions (department, college, and 
university-level). 

 
Targets: Increase representation of women faculty, especially women 
of color, in:  
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 STEM Chair positions from 3 to 6 women out of 23 positions (from 
13% to 26%) 

 STEM Associate Dean positions from 4 to 6 out of 12 (33% to 50%) 
 STEM Dean positions from 0 to 1 out of 5 (0% to 20%) 
 STEM women faculty in university-level administrative positions 

from 7% to 15% 
 
Baseline data on the representation of women faculty in leadership positions (Table 
3) will be used to measure progress toward increasing women’s representation in 
leadership positions.  Women’s representation in leadership has increased in some 
areas since the proposal was written and the targets identified.  In the 2014-15 
academic year, women comprise 5 of 23 (22%) STEM/SBS Chairs (close to the 
target of 6 out of 23, or 26%).  Women now comprise 47% of STEM/SBS Associate 
Deans, but there are still no women Deans and women’s representation in 
university-level administrative positions has remained unchanged at 7%.  
 
At the time the proposal was written, there were no women of color in STEM/SBS 
leadership positions.  Moving forward, the grant will track the representation of 
women faculty of color in leadership positions as well. 
 

Table 3.  STEM/SBS Women in Leadership Positions, 2014 
 All 

Faculty 
Number of Women Faculty 
All STEM SBS 

Full Professors 205 24 14 10 
STEM Department Chairs 15 1 1 NA 
SBS Department Chairs 8 4 NA 4 
Deans 5 0 0 0 
Associate Deans 15 7 3* 5* 
Center Directors 17 3 2 0 
(Vice-)/Presidents, (Vice-)/Provost 15** 1 0 1 
Endowed/Named Chairs 82 7 5 2 
* The College of Technology encompasses both STEM and SBS. 
** Reflects total presidents, vice-presidents, etc. 
 
 
4.3 Goal 3:  Enhance UH’s infrastructure to make gender equity and diversity 

campus-wide priorities by improving awareness and climate, and by 
institutionalizing successful ADVANCE activities. 

 
Baseline data on awareness and climate is being collected by the social science 
research team.  However, findings from the 2012-13 COACHE survey indicate some 
climate challenges.  For example, the departmental collegiality benchmark was 
lower at UH than its peers.  Specific to UH, women reported lower departmental 
collegiality than men and faculty of color also reported lower departmental 
collegiality than other faculty.  Likewise, women and faculty of color were less likely 
to report their colleagues are committed to diversity/inclusion.   
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5.  FINDINGS FROM YEAR 1 ACTIVITIES 
 
To achieve the goals of the proposal, the Center for ADVANCING UH Faculty Success 
focused on launching the following key activities in Year 1: 
 

UH-Specific 
• Assessment of mentoring needs and mentoring workshop 
• Diversity workshop for Deans, Chairs, UH ADVANCE team 
• ADVANCE Kick-off Colloquium and other public lectures 
• STEM in the Americas Speaker Series  
• Social Science Study 

 
ADVANCE Regional Network (ARN) 
• ARN e-Mentor Pilot 
• ARN Post-Doc Networking Event 
 

 
5.1 Internal Mentoring Program 
 
To assess the mentoring needs of STEM/SBS faculty, the ADVANCE Program 
conducted a Mentoring Needs Assessment Survey in Fall 2014.  As shown in Table 4, 
140 STEM and SBS faculty completed the survey (92 men and 48 women). The 
majority of respondents were at the rank of Associate Professor or Professor (39% 
and 36% respectively) and the largest percentage were from the College of Natural 
Sciences sand Mathematics (44%). 
 
 

Table 4. Characteristics of Mentoring Needs Assessment Survey Respondents 
 Mentoring Needs Assessment 

Survey (N=140) 
College  
     Engineering 16% 
     Technology 9% 
     Natural Sciences and Mathematics 44% 
     Liberal Arts and Sciences 24% 
     Education 8% 
Faculty Rank  
     Assistant Professor 24% 
     Associate Professor 39% 
     Professor 36% 
Gender  
     Female 34% 
     Male 66% 
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Examination of the open-ended responses by the internal evaluators indicate two 
themes that affect faculty satisfaction with mentoring: 

1. Formal structures help support mentoring success 
2. Successful mentoring requires willing participants on both sides 

 
The Mentoring Needs Assessment Survey also asked respondents to select from 18 
possible categories the top 5-7 areas they would (a) prefer to give 
guidance/assistance as a mentor, and (b) receive guidance/assistance as a mentee.  
The survey findings revealed substantial agreement between men and women as to 
areas of guidance they prefer to give as a mentor and to receive as a mentee (Table 
5).  Interestingly, men reported the identical ranking of preferred areas of 
guidance/assistance they would prefer to give and to receive.  The area that female 
mentees would like to receive assistance in that did not make the top 5 for other 
groups is having an advocate/champion. 
 
 

Table 5. Ranking of Top 5 Areas for Guidance/Assistance as a Mentor and Mentee 
 As a mentor As a mentee 
Areas of guidance/assistance  Female Male Female Male 
Conducting research & scholarship 1 1 2 1 
Promotion & tenure process 2 3 3 3 
Scholarly publications 3 2 4 2 
Teaching 4 5  5 
Raising money for research: 
government, industry 

5 4 1 4 

Having an advocate/champion   5  
 
 
To further assess the mentoring needs and climate pertaining to mentoring, Dr. 
Susan Gardner (Associate Dean of Accreditation and Graduate Affairs, College of 
Education and Human Development at the University of Maine and Co-PI and 
ADVANCE Research Team Leader of the University of Maine ADVANCE grant) 
visited the University of Houston in April to conduct four focus groups with the 
following stakeholders: Pre-tenure faculty, Post-tenure faculty, Deans, and 
Department Chairs. Based on these focus groups, Dr. Gardner recommended that a 
formal mentoring program is needed to ensure that mentoring occurs in an 
equitable way for all faculty. 
 
Interviews conducted as part of the external evaluator site visit suggest that the 
chairs should be involved in the development of a mentoring program and that 
additional discussion is needed with Chairs and Deans as to the purpose of 
mentoring and how access to informal mentoring may differ for those from 
underrepresented groups.  For example, some stakeholder comments suggested 
that mentoring was viewed in a negative light by some (for example, that faculty 
should not have to rely on mentoring because they need to be “entrepreneurial” to 
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be successful). Others were uncertain that formal mentoring is necessary, for 
example: 

“Is extensive mentoring always the thing to do? … I always had a clear idea of 
what it took to be successful. Publication, funding, recognition, adequate job 
teaching, collegiality, service.” 
 
“I think our slow hiring process is the problem, not mentoring.” 

 
 
Recommendations:  

• Engage chairs in discussions about mentoring.  It is critical to build their 
support for and engagement with the development of a mentoring program.  

• The current framework that some chairs seem to have about mentoring is 
that mentoring is important for female faculty when they are 
underrepresented in the department.  One implication of this perspective is 
that if a department has many female faculty, they do not need to be 
concerned with mentoring.  The ADVANCE Program needs to help shift the 
framework some chairs may be using to think about mentoring so it’s 
perceived as something that both male and female faculty can benefit from, 
consequently improving the department climate for everyone.  (It is true that 
women may benefit more than men from formal mentoring since women are 
more likely to be left out of informal networks that often lead to mentoring.) 

 
 
5.2  Diversity Workshop for Deans and Chairs 
 
The first diversity and inclusion workshop for Deans and Chairs took place in 
February, 2015.  The daylong workshop was facilitated by Luna Jimenez Seminars 
and Associates from Portland, Oregon.  A total of 38 people participated, the 
majority from STEM and SBS disciplines (Table 6).   
 

Table 6. Characteristics of Diversity and Inclusion Workshop Participants 
 Diversity and Inclusion 

Workshop (N=38) 
Discipline  
     STEM 45% 
     SBS 34% 
     Other 21% 
Faculty Rank  
     Assistant Professor 0% 
     Associate Professor 26% 
     Professor 18% 
     Other 55% 
Gender  
     Female 50% 
     Male 50% 
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The evaluation form was developed by the workshop provider and responses were 
provided to the UH team.  A summary of selected findings most relevant to 
ADVANCE goals is provided in Table 7. Of those completing evaluation forms, the 
majority agreed or strongly agreed that the workshop was appropriate and relevant 
and that the topics and activities will add value to work and life situations. 
 
 

Table 7. Summary of Evaluations from the Diversity and Inclusion Workshop 

ITEM 
Agree/ 

Strongly 
Agree 

Mean* N 

The workshop process was appropriate and relevant 
for this group 71% 3.82 17 

The group contributed and shared responsibility for 
the workshop's success 88% 4.12 17 

A safe, stimulating environment supported 
participants to contribute fully 71% 3.82 17 

The topics presented during the session will add 
value to work and life situations 71% 3.94 17 

The activities utilized during the session will add 
value to work and life situations  75% 4.00 16 

* 1=Strongly Disagree, 2=Disagree, 3=Not Sure, 4=Agree, 5=Strongly Agree 
 
 
Interviews conducted by the external evaluator, however, suggest the experience of 
the workshop was more mixed. Participant feedback included:   

“It was very confrontational.” 
 
“They started with what I would view for many folks on the university 
campus as a fairly intense interpersonal process activity around a very 
sensitive topic without putting a really good frame around it. I think it put 
people on edge almost immediately.” 

 
Recommendations: 

• Chair engagement is essential for the success of future diversity workshops. 
• Data-driven research and discussions are likely to be most effective for 

engaging Chairs in efforts to enhance diversity. 
• Enlist the support of strong male ally Chairs and Deans for future workshops. 

 
 
5.3  Events to launch the Center for ADVANCING UH Faculty Success 
 
The Center for ADVANCING UH Faculty Success hosted campus-wide speakers in 
Fall 2014, including: 
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• Ms. Jane Simmonds (doctoral student at Massey University, New Zealand), 
presented information on career and leadership development of women in 
New Zealand (October 2014) 

• Dr. Ruth Simmons (President Emerita, Brown University), “Advancing the 
Gender Mix in STEM” (October 2014) 

• Dr. Jennifer Glass (University of Texas), “Salary, Family, Climate: What Keeps 
Women Out of STEM Fields?” (October 2014) 

 
The main ADVANCE Kick-Off event was the presentation by Dr. Ruth Simmons.  
 
As shown in Table 8, participants were drawn from a variety of disciplines, with 
many outside of STEM and SBS (although there were many who did not report their 
discipline).   Generally, faculty participants were least likely to be at the rank of 
Assistant Professor.4  Most participants were female. 
 

Table 8. Characteristics of Participants in Campus Lectures 
 Ms. Simmonds 

(N=20)  
Dr. Simmons 

(N=45) 
Dr.  Glass 

(N=24) 
Discipline    
     STEM 35% 27% 8% 
     SBS 15% 22% 0% 
     Other 25% 29% 58% 
     Unknown 25% 22% 33% 
Faculty Rank    
     Assistant Professor 15% 2% 0% 
     Associate Professor 45% 27% 20% 
     Professor 20% 24% 8% 
     Other 10% 36% 40% 
     Unknown 10% 11% 32% 
Gender    
     Female 85% 67% 88% 
     Male 10% 31% 8% 
     Unknown 5% 2% 4% 
 
 
Findings from the event evaluation forms (summarized by the Internal Assessment 
Team and made available to the External Evaluator) are reported in Tables 9-11.  In 
addition to providing visibility to the Center for ADVANCING UH Faculty Success, 
the events also provided content relevant to the three goals of the ADVANCE 
Program. Collectively, the lectures provided participants with both new information 
and information they can use to support women’s retention and career development 
(Goal #1) and women’s leadership development (Goal #2).  Participants also 
reported the lectures will help them create a more supportive and inclusive climate 
and to raise the profile of gender equity as a campus-wide priority (Goal #3).  
                                                        
4 Of tenure/tenure-track faculty, 23% are Assistant Professors, 35% Associate 
Professors, and 42% Full Professors (data from Toolkit Indicators, Table 2). 
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Findings suggest that future lectures focusing on improving climate for women 
faculty of color in STEM/SBS might be beneficial since they may not have been 
addressed as extensively in the lectures to date. 
 

 
Table 9. Summary of Evaluations from Jane Simmonds Lecture 

ITEM 
Agree/ 

Strongly 
Agree 

Mean* N 

This seminar taught me something new about career 
development for women. 58% 3.21 19 

This seminar taught me something new about 
leadership development for women. 58% 3.33 19 

The topic of this seminar resonates with my 
experience. 63% 3.54 19 

Participation in this event has given me information I 
can use for my own career development. 53% 3.31 19 

Participation in this event has given me information I 
can use for my own development as a leader. 58% 3.48 19 

I can use what I learned in this seminar to support 
career development for women in my workplace. 61% 3.75 18 

I can use what I learned in this seminar to support 
leadership development for women in my workplace. 58% 3.48 19 

Overall, this was a worthwhile event. 63% 3.70 19 
* 1=Strongly Disagree, 2=Disagree, 3=Not Sure, 4=Agree, 5=Strongly Agree 
 
 

Table 10.  Summary of Evaluations from Dr. Ruth Simmons Lecture 

ITEM 
Agree/ 

Strongly 
Agree 

Mean* N 

This seminar taught me something new about career 
development for women. 84% 4.13 44 

This seminar taught me something new about 
leadership development for women. 84% 4.18 44 

The topic of this seminar resonates with my 
experience. 81% 4.06 43 

Participation in this event has given me information I 
can use for my own career development. 77% 3.94 43 

Participation in this event has given me information I 
can use for my own development as a leader. 82% 4.10 44 

I can use what I learned in this seminar to support 
career development for women in my workplace. 86% 4.25 43 

I can use what I learned in this seminar to support 
leadership development for women in my workplace. 90% 4.26 43 

Overall, this was a worthwhile event. 87% 4.22 44 
* 1=Strongly Disagree, 2=Disagree, 3=Not Sure, 4=Agree, 5=Strongly Agree 
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Table 11. Summary of Evaluations from Dr. Jennifer Glass Lecture 

ITEM 
Agree/ 

Strongly 
Agree 

Mean* N 

In today's lecture I learned useful strategies for 
retaining STEM/SBS women faculty. 64% 3.81 22 

In today's lecture I learned useful strategies for 
retaining STEM/SBS women faculty of color. 35% 2.97 23 

I have a better understanding of the challenges 
experienced by STEM/SBS women faculty that affect 
their retention. 

100% 4.57 23 

I have a better understanding of the challenges 
experienced by STEM/SBS women faculty of color 
that affect their retention. 

61% 3.66 23 

The information from today's lecture will help me to 
create a more inclusive environment for women 
STEM/SBS faculty in my department/college/unit. 

64% 3.85 22 

The information from today's lecture will help me to 
create a more inclusive environment for women 
STEM/SBS faculty of color in my 
department/college/unit. 

41% 3.26 22 

 I feel that the focus of this event helps raise the 
profile of gender equity as a campus-wide priority. 96% 4.62 23 

* 1=Strongly Disagree, 2=Disagree, 3=Not Sure, 4=Agree, 5=Strongly Agree 
 
 
 
5.4 STEM in the Americas Speaker Series 
 
Two STEM in the Americas Speakers were hosted in Year 1: 

• Dr. Cristina Villalobos (Professor of Mathematics, University of Texas Pan 
American), “Optimal Control in the Treatment of Retinitis Pigmentosa” 
(November 2014) 

• Dr. Gabriela del Valle (Professor of Applied Atomic and Molecular Physics, 
Autonomous Metropolitan University, Mexico), “The Presence of Women in 
Universities and Institutions of Higher Education in Mexico: The 
Contributions to Science and Technology” (April 2015) 

 
Participant profiles for the two STEM in the Americas Speaker Series were very 
similar (Table 12).  Both events were attended primarily by Full Professors and 
Others (Administrators, students, etc.).  The majority of participants were outside 
STEM/SBS disciplines, and most were female. The Internal Assessment Team 
analyzed the data from evaluation forms and provided summaries to the External 
Evaluator for inclusion in the report. 
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Table 12. Attendees at the STEM in the Americas Speaker Series 
 Dr.  Villalobos 

(N=12)  
Dr. de Valle 

(N=15) 
Discipline   
     STEM 25% 27% 
     SBS 0% 0% 
     Other 67% 47% 
     Unknown 8% 27% 
Faculty Rank   
     Assistant Professor 8% 0% 
     Associate Professor 8% 0% 
     Professor 17% 20% 
     Other 67% 33% 
     Unknown 0% 47% 
Gender   
     Female 75% 73% 
     Male 25% 20% 
     Unknown 0% 7% 

 
Summaries from the event evaluation forms are presented in Tables 13 and 14. The 
majority of participants reported the information will help them create a more 
inclusive environment for women faculty and 73% of participants agreed or 
strongly agreed that Dr. Villalobos’ lecture helped raise the profile of gender equity 
as a campus-wide priority (this question was not asked for the Dr. del Valle lecture). 
 

Table 13. Summary of Evaluations from Dr. Cristina Villalobos Lecture 

ITEM 
Agree/ 

Strongly 
Agree 

Mean* N 

In today’s lecture I learned useful strategies for 
retaining STEM/SBS women faculty. 45% 3.0 11 

In today’s lecture I learned useful strategies for 
retaining STEM/SBS women faculty of color. 36% 3.0 11 

I have a better understanding of the challenges 
experienced by STEM/SBS women faculty that affect 
their retention. 

30% 3.0 10 

I have a better understanding of the challenges 
experienced by STEM/SBS women faculty of color 
that affect their retention. 

54% 3.3 11 

The information from today’s lecture will help me to 
create a more inclusive environment for women 
STEM/SBS faculty in my department/unit. 

63% 3.6 11 

The information from today’s lecture will help me to 
create a more inclusive environment for women 
STEM/SBS faculty of color in my department/unit 

60% 3.4 10 

I feel that the focus of this event helps raise the profile 
of gender equity as a campus-wide priority. 73% 3.7 11 

* 1=Strongly Disagree, 2=Disagree, 3=Not Sure, 4=Agree, 5=Strongly Agree 



 

 
UH Year 1 External Evaluation, prepared by Mariko Chang Consulting, Inc. 

24 

 
Table 14. Summary of Evaluations from Dr. Gabriela del Valle Lecture 

ITEM 
Agree/ 

Strongly 
Agree 

Mean* N 

Information from today’s lecture will help me 
enhance networking opportunities for women 
STEM/SBS faculty.  

64% 2.20 5 

The information from today’s lecture will help me to 
create a more supportive environment for women 
STEM/SBS faculty in my department/college/unit. 

35% 3.67 6 

The information from today’s lecture will help me to 
create a more inclusive environment for women 
STEM/SBS faculty in my department/college/unit. 

100% 3.67 6 

In today’s lecture I learned useful strategies for 
retaining STEM/SBS women faculty 61% 3.40 5 

I have a better understanding of the challenges 
experienced by STEM/SBS women faculty that affect 
their retention. 

64% 4.20 5 

I can use what I learned in this lecture to support 
career development for women STEM/SBS faculty in 
my department/college/unit. 

41% 3.33 6 

Today’s event taught me something new about 
developing role models for women STEM/SBS faculty. 96% 4.33 6 

Overall, this was a worthwhile event. 88% 4.17 6 
* 1=Strongly Disagree, 2=Disagree, 3=Not Sure, 4=Agree, 5=Strongly Agree 
 
 
5.5 Social Science Study 
 
Dr. Lisa Penney and Dr. Alan Witt  have co-led the Social Science Research.  The 
social science research is a critical component of the grant, contributing to the 
grant’s intellectual merit, providing key information to guide programming, and 
comprising an important mechanism for dissemination.   
 
The team is planning to launch the faculty survey this spring.  Data collection 
involves both a faculty survey and chair performance ratings (performance data will 
be collected separately and at a later date). 
 
The survey has been met with some concern by the Advocates and other 
stakeholders because it is a confidential identified survey and linked to performance 
evaluations.  Stakeholders are concerned that faculty will not be comfortable 
completing the survey and that Chairs may not feel comfortable providing 
performance evaluations in this context.  Some stakeholders expressed unease 
about recommending their colleagues complete the survey.  The team discussed 
whether having an outside firm conduct the study would improve response rate 
given the sensitive nature of the survey.   
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Unfortunately, Dr. Penney will be leaving UH at the end of the academic year.  Dr. 
Leanne Atwater, Professor of Management, will replace Dr. Penney. 
 
Recommendations: 

• Obtaining buy-in from Chairs (by the ADVANCE leadership team) is a priority 
and may be essential for obtaining the performance data needed for the 
research. 

• The response rate is critical to (a) providing accurate baseline data for 
guiding program initiatives, and to (b) the ability of the social science team to 
publish their findings. Decision-making regarding the survey should focus on 
maximizing the response rate. 

• Review staffing to ensure there is adequate support/personnel for the 
proposed research activities, which will ramp up with the data collection and 
analyses. 

 
 
5.6 ARN e-Mentor Pilot 
 
A pilot e-mentor program was launched in Spring 2015.  MentorNet created a 
“closed” infrastructure for the ARN on which tenure and tenure-track women STEM 
faculty at ARN institutions were invited to participate.  Eight matched pairs 
participated in the pilot program (3 from UH, 2 from UTPA, 2 from Texas A&M and 1 
from PVAMU).  Each was matched with a mentor from another ARN institution (one 
mentor is male, the rest are female).  Participants are at the midpoint of the program 
and evaluation data will be collected by the internal evaluation team at the 
completion of the pilot program. 
 
Recommendation:  

• In addition to the evaluation to be conducted at the completion of the pilot 
program, longer-term impacts of the e-mentor program will need to be 
addressed. 

 
 
5.7 ARN Post Doc Networking Event 
 
A daylong ARN Post Doc Networking Event was held April 17, 2015 at the University 
of Houston.  The agenda included professional development workshops, 
opportunities for networking, and a keynote presentation by Dr. Donna Dean, Senior 
Federal Executive (ret) at NIH, entitled “Building Your Career.”  
 
Of the 46 participants, 96% were female, 76% were not tenured/tenure-track 
faculty, and the majority were in STEM and SBS disciplines (Table 15). 
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Table 15. Characteristics of ARN Post Doc Networking Event Participants 
 ARN Post Doc Networking 

Event (N=46) 
Discipline  
     STEM 43% 
     SBS 24% 
     Other 33% 
Faculty Rank  
     Assistant Professor 9% 
     Associate Professor 9% 
     Professor 7% 
     Other 76% 
Gender  
     Female 96% 
     Male 4% 

 
 
 
The Internal Assessment Team provided summaries of the participants and 
evaluation forms.  Feedback related to the goals of the networking event was very 
positive (Table 16), however, only 11 of the 46 participants completed evaluation 
forms.  
 
 

Table 16. Summary of Evaluations from the ARN Post Doc Networking Event 

ITEM 
Agree/ 

Strongly 
Agree 

Mean* N 

The panel of women faculty provided me with useful 
insights about my career path. 91% 4.3 11 

The search committee panel provided me with 
helpful information regarding how to engage in the 
hiring process. 

100% 4.5 11 

The networking lunch helped me better understand 
the experience of women faculty in STEM/SBS. 91% 4.5 11 

I learned some helpful career building strategies from 
the keynote address by Dr. Donna Dean. 100% 4.7 11 

Overall, today’s workshop activities were worthwhile. 100% 4.5 11 

* 1=Strongly Disagree, 2=Disagree, 3=Not Sure, 4=Agree, 5=Strongly Agree 
 
 
Recommendation: 

• Longer-term impacts of Post Doc Networking will need to be addressed. 
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5.8  Other Findings 
 
Commitment from University of Houston leadership 

Strong support from the upper administration is evident. Stakeholders 
reported that this support is clearly communicated to the campus 
community. 

 
Communication 

An impressive number of faculty and administrators are involved in the 
project, including as committee members.  Keeping everyone informed of 
what is happening across committees is challenging even for groups much 
smaller than the group at UH.  Attention to cross-committee communication 
will help to avoid duplication of efforts and facilitate collaboration on 
overlapping activities/goals.   
 
Communication and engagement with Chairs is critical to the success of the 
ADVANCE grant.  Stakeholders noted that Chairs sometimes feel like the “last 
to know.” For example, some Chairs did not know that one of their faculty 
members was selected as an Advocate until that individual faculty came to 
them with the news and informed the chair they needed a course release.  
Chairs will be more engaged if they have a “voice” in the program, for 
example: 
 

“I think what’s happening with the department Chairs is something is 
being done to them and they're reacting strongly. Some of them are 
reacting very strongly to that. If you were to change the course, it 
would be to change the discourse around the topic and the issue and 
asking Chairs, ‘Are you aware of …’ Maybe providing data of the 
distribution of women across the disciplines at the University of 
Houston, something like that, [to make them] aware of practices or 
policies that are in place that are impeding their capacity to diversify 
their applicant pool.” 
 
“There hasn’t been an attempt yet to involve and advise Chairs as to 
what their roles could be.” 

 
“If they were to bring the department Chairs together…I think there's 
some benefit…Get them all involved in some way, right? Because it’ll 
be an interactive effect….[Even departments that are] highly 
feminized, they could benefit and they could make a contribution to 
some of the discussions taking place. Where another department 
Chair may have 90% male, predominately white faculty, just for that 
person to hear the discourse, if you will, and [to hear] other 
department Chairs might be of some benefit to them.” 

 



 

 
UH Year 1 External Evaluation, prepared by Mariko Chang Consulting, Inc. 

28 

Advocates 
The team has identified a group of influential and respected colleagues to 
serve as Advocates.  The role and expectations of the Advocates is not well 
defined yet.  

 
Advisory Boards 

The team benefitted from feedback from an External Advisory Board meeting 
in March 2015.  The Internal Advisory Board has not yet been utilized.  The 
team should discuss what the Internal Advisory Board’s charge should be. 

 
Project Management 

The Lead Co-PI is carrying a very heavy workload.  While she is doing a 
fantastic job, continued work at this level is likely to lead to burnout.  
Moreover, it is critical that she have enough time to prepare for promotion to 
Full Professor.  Some of her responsibilities should be shifted to existing (or 
new) team members and her workload should be scaled to a more 
reasonable level.  

 
Including the social science co-leaders and internal evaluators in the monthly 
leadership team meetings (with the lead Co-PI, Managing Director, and Co-
Leaders) is a strength that will facilitate integration of the evaluation and 
research components into the initiatives. 
 
There is evidence of support and involvement by male allies throughout the 
project team. 

 
Faculty Club/Café  

Stakeholders emphasized the importance of having a Faculty Club or Café for 
improving faculty climate, communication, and retention.   

 
 
 
6.  SUMMARY OF YEAR 1 PROGRESS TOWARD PROGRAM GOALS 
 
6.1  Summary of Year 1 Progress Toward Goal #1 
 
Goal 1 is to recruit and retain more women STEM faculty at senior, mid-career, and 
junior faculty levels with an emphasis on increasing the percentage of women STEM 
and STEM women of color faculty to levels at or above the academic national 
averages (from 1.5% women of color faculty in science and engineering to 3%). 
 
Baseline data on the current gender composition of faculty in STEM and SBS indicate 
that across all ranks, women comprise only 18% of the faculty in STEM and 41% of 
the faculty in SBS (Figures 1 and 2).  The gender imbalance is especially pronounced 
at the rank of Full Professor.  In STEM, women Full Professors comprise only 4% of 
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the total faculty whereas men Full Professors comprise 41%.  In SBS, women Full 
Professors comprise 7% of the faculty and men Full Professors comprise 26%. 
 
There are four women faculty of color in STEM and 14 in SBS (Table 2).  
 
Baseline data on recruitment in STEM (Figure 3) reveals women’s representation of 
new Assistant Professor hires (25%) has been lower than their current 
representation (46%, see Table 2), suggesting that the percentage of women 
Assistant Professors will decline (all else being equal) if this hiring trend continues.  
In SBS, women and men were hired in equal numbers at the ranks of Assistant and 
Associate Professor, but women comprised only 17% (1 in 6 hires) at the rank of 
Full Professor. These imbalances may be useful for informing the development of 
programming such as the search committee training (to be launched in Year 2). 
 
Data on retention (Figure 4) reveal that during the baseline period (2012-2015), in 
STEM, 1 out of 12 people who left were women (8%), slightly lower than women’s 
representation in STEM (18%, see Figure 1).  In SBS, 6 out of 10 departures (60%) 
were women, somewhat higher than women’s representation in SBS (42%, see 
Figure 2).  Data will be collected and reported annually during the term of the grant 
to assess changes in the recruitment, retention, and representation of women 
faculty, including women faculty of color. 
 
All activities implemented in Year 1 touch upon Goal 1 to recruit and retain more 
women STEM/SBS faculty.  Initial feedback from evaluation forms from events 
suggests participants gained information they can use to support women’s retention 
and career development.  As the program progresses, it will be important to 
evaluate whether and how participants used the information. Likewise, the impact 
of the e-Mentoring Pilot and ARN Post Doc Network (and planned database) will 
need to be assessed.   
 
Data from the Mentoring Needs Assessment Survey and feedback from Dr. Gardner 
will provide the Leadership Team and Initiative Committees with information that 
can be used to address faculty mentoring needs and ways that departments can 
respond to these needs.  Working with chairs collaboratively will be critical for the 
success of any mentoring program or activities supported by ADVANCE. 
 
 
6.2  Summary of Year 1 Progress Toward Goal 2 
 
Goal 2 is to increase the support and representation of women STEM faculty in 
administrative leadership positions, especially women of color.  Target goals are to 
increase STEM Chair positions from 3 to 6 women out of 23 positions (from 13% to 
26%), STEM Associate Dean positions from 4 to 6 out of 12 (33% to 50%), STEM 
Dean positions from 0 to 1 out of 5 (0% to 20%), and STEM women faculty in 
university-level administrative positions from 7% to 15%.    
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Since the proposal was written (and targets identified), women’s leadership has 
increased at the level of Department Chairs and Associate Deans (Table 3).  Women 
now comprise 22% STEM/SBS Department Chairs and 47% of STEM/SBS Associate 
Deans, but there are still no women Deans. Women’s representation in university-
level administrative positions has remained unchanged at 7%.  
 
At the time the proposal was written, no women of color were in leadership 
positions.  As the grant moves forward, they will track whether women of color are 
moving into leadership positions. 
 
Some of the public lectures addressed women’s leadership. Participants at the Dr. 
Simmons lecture were especially likely to agree that they learned new information 
about leadership development for women (84%) and can use what they learned to 
support women’s leadership development in their workplace (90%).   
 
The majority of the initiatives designed to impact Goal #2 are planned to launch in 
Year 2. 
 
 
6.3  Summary of Year 1 Progress Toward Goal 3 
 
Goal 3 is to enhance UH’s infrastructure to make gender equity and diversity 
campus-wide priorities by improving awareness and climate, and by 
institutionalizing successful ADVANCE initiatives. Several of the public lectures 
helped increase awareness and raise the visibility of gender equity as a priority.  For 
example, 100% of participants at the Dr. del Valle lecture agreed or strongly agreed 
that the information from her lecture will help them create a more inclusive 
environment for women STEM/SBS faculty in their unit and 96% of attendees at Dr. 
Glass’s lecture agreed or strongly agreed that the focus of the event helped raise the 
profile of gender equity as a campus-wide priority.   
 
Baseline data on awareness and climate are being collected by the social science 
research team. As the findings become available in Year 2, it is critical that they be 
used to inform the development of program activities and used as a mechanism for 
engaging the campus in discussions of improving climate for all faculty.   
 
 
 
7.  CONCLUSION AND RECOMMENDATIONS 
 
In Year 1, the Center for ADVANCING UH Faculty Success has laid a solid foundation 
upon which to build.  The launching of the ARN e-Mentor Network pilot, the ARN 
Post Doc Networking Event, and the collection of data to better understand the 
mentoring needs of STEM/SBS faculty (including the visit by Dr. Gardner) are 
especially significant accomplishments.  Other strengths include the commitment 
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from the top administration, the intellectual merit of the social science research, and 
the integration of faculty from across STEM and SBS departments. 
 
The following recommendations are intended to build on the existing base, assist 
with the implementation of program initiatives, and establish effective metrics upon 
which to evaluate progress toward program goals.   Key recommendations (grouped 
thematically) include: 
 
Communication 

• Establish a narrative about the big picture of what ADVANCE has to offer the 
UH community and ensure this message is emphasized in all ADVANCE 
communications. 

• Sub-Committees (and committees under the sub-committees) would benefit 
from more robust communications to avoid duplicating activities and to 
coordinate efforts on overlapping goals. 

• Communication with Chairs in particular should be enhanced. They often feel 
like they are the “last to know” about things that affect them and their 
departments directly.  

• Messaging about the importance of mentoring for all faculty is necessary.  
Attention to debunking myths that faculty should not need mentoring is also 
important. 

 
Chair Engagement 

• Beyond communication, engage Chairs directly in the process of institutional 
transformation, making sure they have a “voice.”  Chair engagement is critical 
to the success of ADVANCE goals. 

• Identify which male Chairs can serve as allies and ask for their assistance 
engaging other chairs with ADVANCE. 

• Consider a formal mechanism for engaging Chairs with ADVANCE. At other 
institutions, for example, workshops designed by and for Chairs, and regular 
meetings with Chairs to gather input, have been effective strategies for 
increasing Chair engagement. 

• A data-driven approach to enlisting the support of chairs has been effective 
at other institutions.  

 
Advocates 

• Give Advocates a clear charge.   
• Consider providing training specific to the goals of ADVANCE.   
• Improve communication with Chairs about the Advocates roles, 

responsibilities, and course releases. 
 
Data for Evaluation 

• Seek avenues for collecting search data and making it available to the 
evaluators. The program will be in a much stronger position to measure 
impact of key recruiting activities (such as search committee training and 
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ARN Postdoc Network and Database) with solid search data (such as 
applicant pool gender composition , short-lists, and candidate interviews).   

• Continue to collect and report data on women faculty of color.  When 
possible moving forward, report numbers for faculty of color in each of the 
toolkit indicator tables. 

 
Project Management 

• At the time of the external evaluator’s visit, the team was close to hiring a 
permanent Managing Director. Bring the new hire on board as soon as 
possible, as the summer is a good time to train and get this person up to 
speed.   

• Provide a clear definition of the Managing Director’s role and responsibilities 
vis-à-vis the rest of the Leadership Team. The incoming Managing Director 
should focus on implementation so that the Co-PIs can focus on strategic 
planning. 

• The Lead Co-PI is carrying a very heavy workload. Some of her 
responsibilities should be shifted to existing (or new) team members. 

• The program has many activities under its umbrella. The activities should be 
prioritized, focusing on key activities that are expected to have the most 
significant impact.  These key activities should be launched in Year 2. 

 
Women Faculty of Color 

• Ensure that the needs and perspectives of women of color are integrated into 
the development of key activities (educating Chairs and faculty about the 
additional challenges women of color face in any mentor training, addressing 
the intersection of racial and gender bias in the development of search 
committee training, etc.). 

• Consider a focus group with women STEM/SBS faculty of color, inviting their 
feedback about how ADVANCE can best meet their needs and engaging them 
more explicitly with the ADVANCE program. 

 
Social Science Research 

• The research conducted by the Social Science Research Team is central to the 
goals and success of the ADVANCE grant.  ADVANCE-related efforts to 
maximize the response rate are essential. 

• Continue to keep the social science team engaged in the monthly team 
meetings and provide opportunities for them to share findings (when 
available) to help guide program activities. 

• As findings become available they should be used as a mechanism for 
engaging the campus in discussion of improving climate for all faculty. 

• Ensure adequate staffing and resources are available to support the social 
science research efforts, which are likely to increase as data collection and 
analyses begin. 

 
Other 
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• As the program moves forward, be sure to engage—as appropriate—with 
other institutional stakeholders with similar foci (such as the Latino Faculty 
Council, Cougar Chairs Leadership Academy). 

 
 
In conclusion, the University of Houston ADVANCE-IT team has successfully 
launched some key initiatives, but much work lies ahead. Proposed program 
activities should be prioritized. Efforts need to focus on implementing key activities 
at the beginning of Year 2 so that their impacts can be evaluated in preparation for 
the site visit in Year 3, and to facilitate the eventual institutionalization of successful 
initiatives.  
 
The University of Houston ADVANCE-IT program has the potential for establishing a 
national model of collaboration among ADVANCE institutions. By keeping issues of 
both of gender and race at the fore, the program also has the potential for 
establishing itself as a national leader of institutional transformation. 
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Appendix A: Lecture Evaluation Summaries  
Prepared by the Internal Assessment Team 

 
Jane Simmonds Lecture: Evaluation Summary 
October 7, 2014 

Total Respondents: 20 
Female Respondents: 17 
 

ITEM SD1 D1 A1 SA1 NS1 TOTAL N2 

1. This seminar taught me something new about career 
development for women.  16% 26% 37% 21% 0% 100% 19 

2. This seminar taught me something new about 
leadership development for women. 11% 32% 32% 26% 0% 100% 19 

3. The topic of this seminar resonates with my 
experience. 5% 26% 37% 26% 5% 100% 19 

4. Participation in this event has given me information I 
can use for my own career development. 11% 32% 21% 32% 5% 100% 19 

5. Participation in this event has given me information I 
can use for my own development as a leader. 5% 37% 21% 37% 0% 100% 19 

6. I can use what I learned in this seminar to support 
career development for women in my workplace. 6% 33% 22% 39% 0% 100% 18 

7. I can use what I learned in this seminar to support 
leadership development for women in my workplace. 5% 37% 21% 37% 0% 100% 19 

8. Overall, this was a worthwhile event. 5% 26% 21% 42% 5% 100% 19 
1 SD = strongly disagree, D = Disagree, A = Agree, SA = Strongly Agree, NS = Not Sure 
2 Number of respondents to item. 

 
A majority of respondents had a positive perception of the overall event (63%). However, this 
figure is tempered by a number of areas where event participants expressed doubts about its 
utility. The strongest disagreement was expressed toward items 1, 2, and 4. In each case, the 
percentage that strongly disagreed was over 10%. Altogether, 40% or more of respondents 
disagreed or strongly disagreed with the assertions behind five survey items. Although a majority 
of participants found the event useful, the results suggest room for improvement. The Center will 
continue to track participant views of the lecture/seminar events to gauge the perceived usefulness 
of different topics/speakers.  
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Ruth Simmons Lecture: Evaluation Summary 
October 21, 2014 

Total Respondents: 45 
Female Respondents: 30 
 

ITEM SD1 D1 A1 SA1 NS1 TOTAL N2 

1. This seminar taught me something new about career 
development for women.  11% 2% 32% 52% 2% 100% 44 

2. This seminar taught me something new about 
leadership development for women. 11% 2% 27% 57% 2% 100% 44 

3. The topic of this seminar resonates with my 
experience. 12% 2% 30% 51% 5% 100% 43 

4. Participation in this event has given me information I 
can use for my own career development. 12% 7% 28% 49% 5% 100% 43 

5. Participation in this event has given me information I 
can use for my own development as a leader. 11% 0% 32% 50% 7% 100% 44 

6. I can use what I learned in this seminar to support 
career development for women in my workplace. 9% 2% 28% 58% 2% 100% 43 

7. I can use what I learned in this seminar to support 
leadership development for women in my workplace. 9% 0% 37% 53% 0% 100% 43 

8. Overall, this was a worthwhile event. 14% 0% 23% 64% 0% 100% 44 
1 SD = strongly disagree, D = Disagree, A = Agree, SA = Strongly Agree, NS = Not Sure 
2 Number of respondents to item. 

A significant majority (84%) of attendees at this lecture indicated the event was worthwhile. A 
large majority of participants agreed or strongly agreed with the survey statements regarding 
learning gained from the lecture and the usefulness of the information. The lowest percentage of 
agreement was with Item 4 (Participation in this event has given me information I can use for my own 
career development.) at 77%. For all other items, the level of agreement was 81% or better. In 
particular, 91% of attendees agreed or strongly agreed that the event provided information that 
could be applied to support leadership development in the workplace.  
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Jennifer Glass Lecture: Evaluation Summary 
October 31, 2014 
 
Total Respondents: 25 
Female Respondents: 22 
 

ITEM SD1 D1 A1 SA1 NS1 TOTAL N2 

1. In today's lecture I learned useful strategies for retaining 
STEM/SBS women faculty. 0% 23% 23% 41% 14% 100% 22 

2. In today's lecture I learned useful strategies for retaining 
STEM/SBS women faculty of color. 4% 43% 22% 13% 17% 100% 23 

3. I have a better understanding of the challenges 
experienced by STEM/SBS women faculty that affect 
their retention. 

0% 0% 43% 57% 0% 100% 23 

4. I have a better understanding of the challenges 
experienced by STEM/SBS women faculty of color that 
affect their retention. 

4% 26% 22% 39% 9% 100% 23 

5. The information from today's lecture will help me to 
create a more inclusive environment for women 
STEM/SBS faculty in my department/college/unit. 

5% 9% 23% 41% 23% 100% 22 

6. The information from today's lecture will help me to 
create a more inclusive environment for women 
STEM/SBS faculty of color in my 
department/college/unit. 

5% 23% 23% 18% 32% 100% 22 

7. I feel that the focus of this event helps raise the profile 
of gender equity as a campus-wide priority. 4% 0% 22% 74% 0% 100% 23 

1 SD = strongly disagree, D = Disagree, A = Agree, SA = Strongly Agree, NS = Not Sure 
2 Number of respondents to item. 

Attendees for this event expressed a wide range of perceptions. One-hundred percent of 
respondents indicated that they had a “better understanding of the challenges experienced by 
STEM/SBS women faculty that affect their retention”.  The level of agreement dropped to 61% 
when the statement reflected learning about challenges experienced by STEM/SBS women faculty 
of color. Sixty-four percent of respondents felt they learned useful strategies for retaining 
STEM/SBS women faculty but only 35% felt they had learned retention strategies for women of 
color in the same position. The same pattern was evident when participants responded to 
statements regarding whether the lessons learned from the lecture would help them “create a more 
inclusive environment for women STEM/SBS faculty”. When the statement focused specifically on 
women of color, the percentage agreement fell from 64% to 41%. It should be noted that 32% of 
attendees responded “not sure” to the item regarding whether the information from the lecture 
would help them “create a more inclusive environment for women STEM/SBS faculty of color”. 
Results indicate that while the overall event was useful in terms of providing information that 
applies generally to STEM/SBS women, the emphasis was not as strong on the particular 
challenges of women of color in STEM/SBS fields. Overall, a large majority of attendees (96%) 
did express that the event “helps raise the profile of gender equity as a campus-wide priority.” 
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Cristina Villalobos lecture: Evaluation Summary 
November 5, 2014 
 
Total Respondents: 12 (Faculty/Staff/Students) 
Female Respondents: 9 (Faculty/Staff/Students) 
 

ITEM SD1 D1 A1 SA1 NS1 TOTAL N2 

1. In today’s lecture I learned useful strategies for retaining 
STEM/SBS women faculty. 9% 18% 45% 0% 27% 100% 11 

2. In today’s lecture I learned useful strategies for retaining 
STEM/SBS women faculty of color. 0% 36% 36% 0% 27% 100% 11 

3. I have a better understanding of the challenges 
experienced by STEM/SBS women faculty that affect their 
retention. 

0% 40% 20% 10% 30% 100% 10 

4. I have a better understanding of the challenges 
experienced by STEM/SBS women faculty of color that 
affect their retention. 

0% 27% 45% 9% 18% 100% 11 

5. The information from today’s lecture will help me to 
create a more inclusive environment for women STEM/SBS 
faculty in my department/college/unit. 

0% 18% 45% 18% 18% 100% 11 

6. The information from today’s lecture will help me to 
create a more inclusive environment for women STEM/SBS 
faculty of color in my department/college/unit. 

0% 30% 50% 10% 10% 100% 10 

7. I feel that the focus of this event helps raise the profile of 
gender equity as a campus-wide priority. 0% 18% 55% 18% 9% 100% 11 

1 SD = strongly disagree, D = Disagree, A = Agree, SA = Strongly Agree, NS = Not Sure 
2 Number of respondents to item. 

Responses to the Villalobos lecture indicate mixed to positive results. Item 4 relates to challenges 
experienced by STEM/SBS faculty of color and 55% of attendees indicated that they had a 
better understanding of these challenges after the lecture. A larger majority felt that information 
from the lecture would them create a more inclusive environment for women (64%) and women of 
color (60%) in their workplace. More people than not (45% vs. 27%) agreed or strongly agreed 
that they learned strategies for retaining women of faculty. On the other hand, more participants 
(40%) disagreed that the lecture helped them have a better understanding of the challenges 
experienced by STEM/SBS women faculty. An even percentage (36% vs. 36%) of attendees 
agreed and disagreed with the idea the lecture taught them useful strategies for retaining women 
of color. It is notable that there were several respondents who were not sure whether the lecture 
had an impact on them at all. This may be partly attributable to the mix of staff and students in 
the audience.  

In general, comments suggest that some attendees responded positively to the research aspects of 
the talk while others would have preferred a less technical focus.  



 

 
UH Year 1 External Evaluation, prepared by Mariko Chang Consulting, Inc. 

38 

Gabriela del Valle: Evaluation Summary 
April 2, 2015 
 
Total Respondents: 7 (Faculty/Staff) 
Female Respondents: 4 (Faculty/Staff) 
 

ITEM SD1 D1 A1 SA1 NS1 TOTAL N2 

1. Information from today’s lecture will help me enhance 
networking opportunities for women STEM/SBS 
faculty.  

0% 0% 20% 20% 60% 100% 5 

2. The information from today’s lecture will help me to 
create a more supportive environment for women 
STEM/SBS faculty in my department/college/unit. 

0% 0% 67% 0% 33% 100% 6 

3. The information from today’s lecture will help me to 
create a more inclusive environment for women 
STEM/SBS faculty in my department/college/unit. 

0% 0% 67% 0% 33% 100% 6 

4. In today’s lecture I learned useful strategies for 
retaining STEM/SBS women faculty. 0% 0% 0% 20% 80% 100% 5 

5. I have a better understanding of the challenges 
experienced by STEM/SBS women faculty that affect 
their retention. 

0% 0% 40% 40% 20% 100% 5 

6. I can use what I learned in this lecture to support 
career development for women STEM/SBS faculty in 
my department/college/unit. 

0% 0% 33% 0% 67% 100% 6 

7. Today’s event taught me something new about 
developing role models for women STEM/SBS faculty. 0% 0% 67% 33% 0% 100% 6 

8. Overall, this was a worthwhile event. 0% 0% 50% 33% 17% 100% 6 
1 SD = strongly disagree, D = Disagree, A = Agree, SA = Strongly Agree, NS = Not Sure 
2 Number of respondents to item. 

All faculty/staff attendees agreed that the lecture taught them something new about developing 
role models for women STEM/SBS faculty, and the majority (83%) were in agreement that overall, 
the event was worthwhile.  Eighty percent also felt that they gained a better understanding of the 
challenges experienced by STEM/SBS women faculty that affect their retention.  A majority (67%) 
also felt that the information gained from the lecture would help them create a more supportive 
and inclusive environment for women STEM/SBS faculty in their department/college/unit.  Though 
there was some agreement that the lecture would help faculty/staff attendees enhance networking 
opportunities, learn useful strategies for retention, and learn to support career development for 
women STEM/SBS faculty, the majority of faculty/staff attendees were not sure if the lecture did 
those things for them.  When asked which components of the lecture were most useful, the question 
and answer portions of the lecture and the statistics provided were cited as useful. 
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Gabriela del Valle: Evaluation Summary 
April 2, 2015 
 
Total Respondents: 8 (Students) 
Female Respondents: 7 (Students) 
 

ITEM SD1 D1 A1 SA1 NS1 TOTAL N2 

1. Information from today’s lecture will help me enhance 
networking opportunities for women STEM/SBS 
faculty.  

29% 0% 43% 0% 29% 100% 7 

2. The information from today’s lecture will help me to 
create a more supportive environment for women 
STEM/SBS faculty in my department/college/unit. 

25% 0% 50% 13% 13% 100% 8 

3. The information from today’s lecture will help me to 
create a more inclusive environment for women 
STEM/SBS faculty in my department/college/unit. 

25% 0% 63% 0% 13% 100% 8 

4. In today’s lecture I learned useful strategies for 
retaining STEM/SBS women faculty. 25% 0% 50% 0% 25% 100% 8 

5. I have a better understanding of the challenges 
experienced by STEM/SBS women faculty that affect 
their retention. 

29% 0% 57% 14% 0% 100% 7 

6. I can use what I learned in this lecture to support 
career development for women STEM/SBS faculty in 
my department/college/unit. 

29% 0% 57% 0% 14% 100% 7 

7. Today’s event taught me something new about 
developing role models for women STEM/SBS faculty. 29% 0% 43% 14% 14% 100% 7 

8. Overall, this was a worthwhile event. 29% 0% 0% 71% 0% 100% 7 
1 SD = strongly disagree, D = Disagree, A = Agree, SA = Strongly Agree, NS = Not Sure 
2 Number of respondents to item. 

The majority of student attendees agreed (71%) that overall the event was worthwhile, and that 
they had a better understanding of the challenges experienced by STEM/SBS women faculty that 
affect retention.  Sixty-three percent of student attendees were also in agreement that the lecture 
would help them to create a more supportive and inclusive environment for women STEM/SBS 
faculty in their department/college/unit.  More than half (57%) of student attendees felt that the 
event taught them something new about developing role models for women STEM/SBS faculty, 
and that they could use what they learned in the lecture to support career development for women 
STEM/SBS faculty in their department/college/unit.  While 50% of student attendees agreed that 
they learned useful strategies for retaining STEM/SBS women faculty, and less than half (43%) 
agreed that information from the lecture would help them enhance networking opportunities for 
women STEM/SBS faculty, it should be noted that questions in this survey were originally designed 
for faculty. Therefore, students were less likely to provide a response in some of these areas. The 
majority of student attendees felt that the question and answer period at the end was the most 
useful aspect of the lecture.  When asked about what was least useful, the student attendees cited 
the graph/slides.  They also said there was too much information in the slides and they were 
difficult to read.  
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ARN Network Workshop Survey: Evaluation Summary 
April 17, 2015 
 
Total Respondents: 11 
Female Respondents: 10 (1 unknown) 
 

ITEM SD1 D1 A1 SA1 NS1 TOTAL N2 

1. The panel of women faculty provided me with useful 
insights about my career path.  0% 0% 55% 36% 9% 100% 11 

2. The search committee panel provided me with helpful 
information regarding how to engage in the hiring 
process. 

0% 0% 46% 54% 0% 100% 11 

3. The networking lunch helped me better understand the 
experience of women faculty in STEM/SBS. 0% 0% 36% 55% 9% 100% 11 

4. I learned some helpful career building strategies from 
the keynote address by Dr. Donna Dean. 0% 0% 27% 73% 0% 100% 11 

5. Overall, today’s workshop activities were worthwhile. 0% 0% 46% 54% 0% 100% 11 
1 SD = strongly disagree, D = Disagree, A = Agree, SA = Strongly Agree, NS = Not Sure 
2 Number of respondents to item. 

One hundred percent of the attendees agreed that overall the event was worthwhile.  Dr. Dean’s 
keynote address was rated very well with 100% of attendees agreeing (73% Strongly Agreeing) 
that they learned some helpful career building strategies during the talk.  One hundred percent of 
attendees also agreed that the search committee panel provided helpful information to help them 
in the hiring process.  Ninety-one percent of the attendees agreed that the panel of women faculty 
provided insights about career path, and that the networking lunch helped them to better 
understand the experiences of women faculty in STEM/SBS.  When asked which components of the 
workshop were most useful and why, many attendees considered the hiring panel, the networking 
luncheon and Dr. Dean’s keynote address to be the most useful.  They appreciated the opportunity 
to hear about the experiences of faculty as well as their advice concerning career planning.  
When asked what was least useful, the grant review panel was mentioned most often with 
attendees saying the panel was too focused on content and not enough on process.  They 
mentioned that the content was difficult to follow because they were not experts in the field and 
could have benefited from having some of the grant materials ahead of time.  Another suggestion 
was that the seating for the luncheon be more deliberate with post-docs and faculty split 
according to discipline or simply to make sure there is a good balance in the number of faculty 
versus the number of post-docs at each table. 

 

 

 

 


