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Quarter 4  - Year 1 Report (May through July 2007)

1. Significant accomplishments

a. Feedback on program element 

Change in the Participation of Women Faculty

Six female faculty members were hired in 2006-07.  One of these women is a senior faculty member.  One female faculty member did not receive tenure this year, but with the addition of new women, the percentage of female faculty has risen from 14% to 16%.  
Most exciting is the increase in the percentage of new hires that are female.  This percentage has doubled in the last two years as shown in the table below.  Rice continues to improve in the assistant faculty hires, but we have remaining work to do in the associate and full professor ranks. 

Tenure/tenure track new hires over time

	YEAR
	ASSISTANT
	ASSOCIATE
	FULL

	2006-07
	22.2%
	0%
	0%

	2005-06
	27.3%
	0%
	66.7%

	2004-05
	12.5%
	0%
	0%

	2003-04
	12.5%
	50%
	0%


One senior woman, in the School of Natural Sciences, was promoted to chair of the Biochemistry and Cell Biology department, raising the number of female chairs to 4 out of 14 departments.  The other open chair, also in Natural Sciences, was filled with a male.  At the University level, a female history professor was named Dean of Graduate and Postdoctoral Studies.  She led one of the Advance Informal Gatherings discussions on gender differences in student mentoring and graduate teaching assistants.  She will be a strong advocate for women at the University level.

b. University Leadership Involvement in Program Activities 

Diversity Task Force Work with Advance on Search Committee Training 
The President named a Task Force for Diversity in late spring 2007.  Dr. Carol Quillen, Associate Vice Provost for Academic Affairs and Diversity, chairs the Task Force.  She also serves on the Advance Leadership Committee.  Deans Keller-McNulty and Matthews and the Advance Executive Director, Jan Rinehart, meet with this Task Force at the end of August to plan joint faculty search committee training.  Mikki Hebl, Co-PI and Chair of the Advance Assessment and Evaluation Committee, has provided research on race and evaluation bias that will be presented with the gender evaluation bias information to the Task Force.

Change in Department/School Annual Reports  
The Provost instituted change in the faculty recruiting request this year that supports diversity hiring.
“Rice's mission statement and the V2C (Vision for the 21st Century) call for a diverse and representative community of scholars. What steps will your school take to expand diversity in the applicant pool for each search as well as among the offers?  Please discuss how your office will monitor and encourage diversity and representation among applicants and intended recruits.”  
Workshop Materials onto Connexions
Connexions is an online repository and set of software tools for collaboratively developing, freely sharing, and quickly publishing educational content. The Content Commons contains educational modules that can be grouped together into larger courses.  The Advance program has published the materials from the Negotiating the Ideal Faculty Position and the Faculty Career Success Workshops onto Connexions.  Individuals will be able to go into this site, change the materials, group the materials as desired, and/or use the materials directly.  The materials can be viewed at:

1. Negotiating the Ideal Faculty Position workshop http://cnx.org/content/col10442/latest/
2. Faculty Career Success workshop 
http://cnx.org/content/col10444/latest/
c. Testimonials on How the Program Contributes to Recruitment,     Advancement, and Retention 

Advance Triad Mentoring Program

The pilot program for the Advance Triad Mentoring Program concluded at the end of July.  The survey of participants queried what mentoring activities were most valuable.  One assistant professor said, ”I think this is a particularly valuable program and will provide great benefit to most women, especially those who are one of very few women in their departments.  But we need more time for the real benefits to become apparent.  It is fun, however.”

Negotiating the Ideal Faculty Position Workshop

The 54 participants in the Fall 2006 workshop were surveyed in early June.  Sixty-seven percent responded.  Of the 36 responders, 12 continue to work on their Ph.D., 15 continue in a post-doc position, 7 have accepted assistant professor positions, and 2 have accepted research associate positions at universities.  Both of the non-tenure track people report they plan to apply for tenure-track positions in the future.

When asked what the most valuable aspect of the workshop was, Ph.D. students reported:

“I found the whole process very demystifying - not any specific component, but the overall quantity of information has left me feeling very confident about what I'm getting into.”

“The confidence boost was the most beneficial, and hearing how much the faculty loved their jobs helped me forget the negative sides of the job that are often most visible when observing your own faculty advisor.”

“I still feel that the most important thing I gained from the workshop was confidence. It was inspirational to meet so many successful scientists who had families, were very happy with the decision they had made to stick with academia. It was also great to meet other fabulous women in my situation.”

One of the new assistant professors reported the most valuable aspect of the workshop was:

“I am starting a tenure-track position in September.  The conference really helped me in all respects.  I have sent many people the link to the course materials and am encouraging (the few) women post-docs I know to apply for next year's conference.”

National Ph.D. and Post-doc Database
Last fall there were 730 applicants for the Negotiating the Ideal Faculty Position workshop.  These applicants gave permission to place their information in a database for faculty to search when looking for Ph.D. level scientists and engineers.  The database, to date, has had 223 visitors (156 are unique), 200 are non-Rice visitors, 169 are faculty, and 142 report they are working with a search committee.

To increase the diversity of the database, the Advance staff has created a mailing list of over 450 faculty members who are ethnic minority or have ethnic minority ties through programs they serve as PI (e.g., AGEP, Sloan Fellows, AMP) or their status in professional societies.  We also have a list of 11 minority list serves.  Of the current 680 applicants for this fall’s workshop, 14% are ethnic minority. Race and sex information was not collected last year, so we do not know how this year’s applicants compare to the applicant pool from last year.

Since there are several Advance schools that offer experiences similar to the Negotiating the Ideal Faculty Position workshop, we hope to expand this common database to include participants in those programs and others that may simply want to provide their data for hiring schools to search.

2. Areas of Difficulty and/or Resistance

Assistant Female Faculty Report Backlash

At the Faculty Career Success Workshop in April, several of the assistant female faculty members talked about male faculty and their male graduate students feeling the women were getting “special” opportunities and treatment through Advance.  The women fielded the questions, but felt it was critical to include men in the Advance activities, especially if long-term, pervasive change is really the goal.  As a result, and also because the department chairs want all assistant professors to receive mentoring, the Advance program will host a Speed Mentoring event for all assistant professors.  The Faculty Career Success workshop will be redesigned for the spring to address the participant feedback.  It may also include men and women.

3. Best Idea Yet, Best Reference Source, Best Insight 

Advance Triad Mentoring
Mentoring triads have received strong positive feedback and were designed to be efficient and effective for both mentors and mentees.  The triads are composed of two assistant professors and one senior professor.  None of the three faculty members are in the same department, but they are matched with complementary research.
 
Negotiating the Ideal Faculty Position Workshop
Inviting in top post-docs and Ph.D. students served the schools well in the recruiting process.  There were at least four departments who invited back one or more of the participants.  There was also an intangible change as more of the faculty were involved in conversations about recruiting women and the importance beyond the numbers of women.
 
Department Chair Discussions
Two events that brought the department chairs together in the spring generated insights for the chairs and deans and information that was shared with the provost and president.  Through these discussions, a clear path for chair professional development is emerging, with elements involving Advance, Human Resources, and the Office of the Provost.  Importantly, we plan to build an integrated approach to diversity into all the training efforts and to place these activities within the content the chairs themselves have identified as important to them in developing their own leadership skills.
