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NSF Quarter 3 Report

February through April, 2007

A. Significant accomplishments 

1. Faculty Career Success Workshop

This three day leadership workshop was designed to provide female faculty in engineering and science (and interested graduate students and post-docs) with career advice for all career levels: tenure, promotion and academic leadership roles.  The workshop was organized in a Gordon Conference-style format to allow for networking opportunities, ample discussion times, and formulation of strategies to enhance the opportunities for women to advance at Rice University.  The workshop was held away from the Rice campus in Cleveland, Texas to provide an optimal setting to form new relationships.  The workshop was modeled after the First Women In Engineering Leadership Institute (WELI) sponsored by the NSF.

In this year’s workshop, there were 18 faculty, 10 Ph.D./post-docs, and 3 staff members participating.  There were eleven non-Rice speakers and 3 Rice speakers who were not science and/or engineering faculty.  
2. Chair Professional Development

The committee to engage department chairs began conversations about issues facing those in these positions.  A brief survey was given to the chairs on issues they would like to learn more about.  The top areas identified were:

· Managing the difficult faculty member

· Managing the under-performing faculty member

· Recruitment and selection of faculty

· Dealing with difficult personnel situations in the department

· Creative approaches to program review/assessment/learning outcomes

· Evaluation of faculty performance

In January, President Leebron visited with the chairs of Natural Sciences and talked about the shifting role and responsibilities for the chairs at the University.  This discussion led us to host an Advance lunch discussion for the Chairs on the emerging role and on what their desires for training would be.  Based on this meeting, a memo to the Provost and President is being generated that outlines recommendations for the roles and responsibilities of department chairs.
Several recommendations came from this committee’s discussions:

· Annual New Chair Training hosted by the Provost office

· Chair training centered on issues of leadership
Throughout all the professional development sessions, particular attention to gender and racial diversity will be interwoven into the materials and discussions.
3. Advance Triad Mentor Program

The mentoring committee looked at several different models and discussed what the faculty at Rice needed in the way of mentoring.  Most of the women reported an existing mentoring program in their department.  However, the departmental programs are fairly unstructured, and none of the women had a female mentor assigned inside their department.  Therefore, the mentoring committee initiated a triad mentor model.  We matched 1 senior female faculty member with 2 junior female faculty members.  We decided a triad would be interesting for three reasons:

· If one member of the triad did not participate, there would still be two people participating; 

· Each junior faculty member would get to know another junior faculty member, giving them a broader relationship base; and

· The junior faculty could learn from each other’s questions and experiences.

We advertised the mentor program in December and early January to all tenured and tenure-track women faculty in the natural sciences and engineering (35 total: 15 junior faculty and 20 senior faculty) and received 19 volunteers.  There are 18 women faculty participating: 6 senior women and 12 junior women.  When matching, we did not match any of the three participants from the same department.  We did attempt to match people in similar research areas in case there was an opportunity for collaborative research.  

4. Tracking Faculty Service

The Advance committee for tracking faculty service was combined with a 2006-2007 Faculty Senate working committee.  This working group was charged with revising the university standing committee structure.  The recommendations of this working group were presented to and endorsed by the Faculty Senate Executive Committee in January 2007 and adopted by the Faculty Senate on February 28th.  Major changes were made on how university committees are structured at Rice.  This action aided in eliminating the two-tiered system, which has existed for over twenty years, where only select committees officially designed as university standing committees “counted” for service.  Many other important committees (including Advance) were not officially designated as “standing” committees and effectively vanished when committee assignment recommendations were made and in how service was tracked.  In addition to structural modifications to the overall committee structure at Rice, modifications in how service is recorded in the electronic Faculty Information System have also been made. 

5. Work on Institutional Policies  

The Advance committee for policy review reviewed the current policies on medical leave, primary caregiver leave, and short term disability for faculty. The committee identified areas in the policy that need to be clarified and also discussed best ways to ensure that policies are effectively communicated and their use encouraged. The committee is now addressing an extension of short-term disability coverage during the summer for faculty paid through various sources of funds, including research grants.

B. University leadership involvement in program activities 

1. Meeting with Social Sciences 

Three of the Advance PIs (Kathleen Matthews, Sallie Keller-McNulty, and Mikki Hebl) met with the Dean of Social Sciences, Lyn Ragsdale, Randi Martin, Professor of Psychology who was involved with the Advance Team writing the Advance proposal, and Jan Rinehart, Executive Director, Advance.  Social Sciences would like to be involved in the Advance program and plans to explore a Supplement to the NSF Advance grant.  This group discussed feasibility and strategies.  

2. Deans Summit – A Discourse on Leadership
The Advance program partnered with Richard Tapia, Ph.D., Professor of Computational and Applied Mathematics (CAAM) and Director of the Center for Equity and Excellence in Education (CEEE); Alliance for Graduate Education and Professoriate (AGEP); the Dean of Natural Sciences, and the Dean of Engineering to host the Deans Summit.  The Summit hosted three distinguished scholars:
· MRC Greenwood, Ph.D., Chancellor Emerita, UC Santa Cruz and Professor of Nutrition and Internal Medicine at UC Davis

“Women in Science and Higher Education Careers: Glass Ceilings and Now a Glass Cliff?”

· David Manderscheid, Ph.D., Professor and Chair of the Department of Mathematics, University of Iowa

“Increasing the Number of Minority Ph.D.’s in the Sciences”

· Carlos Castillo-Chavez, Ph.D., University Regents and Joaquin Bustoz Jr. Professor, Arizona State University

“Increasing Minority Representation in the Mathematical Sciences: Good Models But No Will to Scale Up Their Impact”

There were approximately 150 faculty, students, and staff in attendance.  Following the three brief talks by the speakers, there was a lively and engaging discussion.
C. Testimonials on how the program contributes to recruitment, advancement, retention 

On October 22-24, 2006, the Schools of Natural Sciences and Engineering hosted a two and a half day workshop for female post-docs and PhDs through the NSF Advance program.  There were 34 females and 1 male non-Rice participants and 19 female Rice participants.  This outstanding group of 54 future faculty was selected by Rice departmental faculty from an applicant pool of over 730.  We had 78 faculty, department chairs, and/or deans involved in some aspect of the workshop.  

The goals of the program were: 1) to bring in top female faculty candidates to Rice so our faculty could meet them and establish relationships that might lead to recruitment into faculty positions and 2) to provide a mentoring experience for women to encourage them to academic careers.  
Comments that we have received since that event from the participants include:


“This was a fantastic workshop!  This workshop provided me with the skills and knowledge I will need to start and maintain a successful academic career.  It was great to meet and interact with so many bright and successful female scientists and engineers.  I came out of the conference feeling more confident about myself as a teacher and researcher and my ability to get a job in academia.”


“This workshop was an incredible experience.  I certainly gained useful insights into the process of obtaining and succeeding in a tenure track position.  However, for me, the most important aspect was networking with driven, successful women in STEM fields from across the country.  Moreover, seeing firsthand that women really can and do thrive in positions at research intensive universities has really affected my goals.  Overall the experience has helped me decide to strive for a faculty position in such a university.” 
D. Areas of Difficulty and/or Resistance  

In the beginning of the Advance program (Year 1), the Rice Advance leadership group was focused on implementing all the initiatives outlined and described in the NSF proposal.  We were most focused on delivering what we had promised.  We divided into twelve committees with a narrow focus for each committee.  We spread the Advance Team (all the faculty who helped write and articulate the Advance goals and initiatives) throughout these committees.  We were successful in initiating many of the programs articulated in the proposal; however, the synergy and community developed when writing the proposal has diminished.  There is a desire to regain this level and quality of interaction.

Last spring (2006) in anticipation of receiving the NSF Advance grant, the PIs established the Leadership Group.  This group of administrators and faculty represent “key” offices at Rice University.  This group has been highly engaged, and the members are able to connect Advance to other university initiatives.  This group participated in a discussion of models for change with Karan L. Watson, Associate Provost and Dean of Faculties at Texas A&M University.  This discussion was valuable for the Leadership Group and made many wish for time to discuss our process of institutional change at Rice University.  

E. Best Idea yet

Sturm, S. (2006).  The Architecture of Inclusion: Advancing Work Place Equity in Higher Education.  Harvard Journal of Law and Gender.  Volume 29, 247-334.     
Heilman, M. E., & Okimoto, T. G. (2007).  Why are women penalized for success at male tasks?: The implied communality deficit.  Journal of Applied Psychology, 92, 81-92.

Abstract: In 3 experimental studies, the authors tested the idea that penalties women incur for success in traditionally male areas arise from a perceived deficit in nurturing and socially sensitive communal attributes that is implied by their success. The authors therefore expected that providing information of communality would prevent these penalties. Results indicated that the negativity directed at successful female managers-in ratings of likability, interpersonal hostility, and boss desirability-was mitigated when there was indication that they were communal. This ameliorative effect occurred only when the information was clearly indicative of communal attributes (Study 1) and when it could be unambiguously attributed to the female manager (Study 2); furthermore, these penalties were averted when communality was conveyed by role information (motherhood status) or by behavior (Study 3). These findings support the idea that penalties for women's success in male domains result from the perceived violation of gender-stereotypic prescriptions. 
Lyness, K. S., & Heilman, M. E. (2006).  When fit is fundamental: Performance evaluations and promotions of upper-level female and male managers.  Journal of Applied Psychology, 91, 777-785.

Abstract: Using archival organizational data, the authors examined relationships of gender and type of position (i.e., line or staff) to performance evaluations of 448 upper-level managers, and relationships of performance evaluations to promotions during the subsequent 2 years. Consistent with the idea that there is a greater perceived lack of fit between stereotypical attributes of women and requirements of line jobs than staff jobs, women in line jobs received lower performance ratings than women in staff jobs or men in either line or staff jobs. Moreover, promoted women had received higher performance ratings than promoted men and performance ratings were more strongly related to promotions for women than men, suggesting that women were held to stricter standards for promotion.
Heilman, M. E., Wallen, A. S., Fuchs, D., & Tamkins, M. M. (2004).  Penalties for success: Reactions to women who succeed at male gender-typed tasks. Journal of Applied Psychology, 89, 416-427.

Abstract: A total of 242 subjects participated in 3 experimental studies investigating reactions to a woman's success in a male gender-typed job. Results strongly supported the authors' hypotheses, indicating that (a) when women are acknowledged to have been successful, they are less liked and more personally derogated than equivalently successful men (Studies 1 and 2); (b) these negative reactions occur only when the success is in an arena that is distinctly male in character (Study 2); and (c) being disliked can have career-affecting outcomes, both for overall evaluation and for recommendations concerning organizational reward allocation (Study 3). These results were taken to support the idea that gender stereotypes can prompt bias in evaluative judgments of women even when these women have proved themselves to be successful and demonstrated their competence. The distinction between prescriptive and descriptive aspects of gender stereotypes is considered, as well as the implications of prescriptive gender norms for women in work settings. 
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