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SECTION I: STATUS AND OUTCOMES OF PROPOSED ACTIVITIES

NEW INITIATIVE PROPOSED

A. Establish ACES

The vision for Academic Careers in Engineering and Science (ACES) at Case Western Reserve
University was for institutional transformation that would lead to increased transparency and
accountability as well as more equitable practices, policies, procedures, and structures and increased
participation of women science and engineering (S&E) faculty at all levels and in leadership. Our
activities and findings are summarized below and include both successful efforts as well as difficulties
experienced in implementing the proposed activities and the approaches created to address them.

During the startup (Phase 1), various project staff members were hired including a project coordinator,
diversity specialist, senior research associate, office assistant, graduate students, and a webmistress. In
January 2004, ACES began operating in the four test departments: Chemistry, College of Arts & Sciences
(CAS); Mechanical and Aerospace Engineering, Case School of Engineering (CSE); Organizational
Behavior, Weatherhead School of Management (WSOM); and Physiology & Biophysics, School of
Medicine (SOM) through implementation of mentoring and professional coaching interventions. An
internal advisory committee consisting of female and male faculty members was initiated to review and
advise on project elements, and distinguished lectureships and opportunity grants were made available to
all original 31 departments. The ACES website was initiated, and training, networking and faculty
development activities also began during this phase. A weekly meeting of the ACES Team consisting of
Pl Dr. Lynn Singer, Co-P1 " s Dr s. Mary Barkl ey, Di ana Bil
initiated in this phase and continued throughout the duration of the award. Initial baseline data collection
in the test departments were started in this phase.

Phase Il of implementation began in January of 2005 due to the exceptional response in both the test
departments and the other 27 remaining departments. The ten departments chosen to participate in Phase
Il were suggested by the deans of the four schools. These departments, who then received the mentoring
and coaching interventions, were: Anthropology, Geological Sciences, Mathematics, and Political Science
in the College of Arts & Sciences (CAS); Biomedical Engineering, Chemical Engineering, and Electrical
Engineering & Computer Science in the Case School of Engineering (CSE); Biochemistry and Molecular
Biology & Microbiology in the School of Medicine (SOM); and Marketing & Policy Studies in the
Weatherhead School of Management (WSOM). During Phase Il, key institutional personnel (e.g.,
Director of the Flora Stone Mather Center for Women, the Faculty Diversity Officer, and members of the
Resource Equity Committee) joined the weekly ACES Team meeting, which continued throughout the
duration of the award.

In January 2006, (Phase I11) ACES interventions were offered to an additional eight departments, chosen
by the ACES steering committee based on balancing the number of women faculty who would participate
in the ongoing initiatives. Those departments were: Physics, and Psychology (CAS); Macromolecular
Science & Engineering and Material Science & Engineering (CSE); Genetics and Pharmacology (SOM);
and Economics and Operations Research (WSOM).

Phase IV began in January 2007 when the ACES interventions were offered to the remaining ACES
Departments: Astronomy, Biology, Sociology and Statistics (CAS); Civil Engineering (CSE); Anatomy,
Neuroscience and Center for RNA (SOM); and Information Systems (WSOM). This final phase also
included a newly created department, Cognitive Sciences (CAS), and any women faculty or department
chairs newly hired into departments which had previously participated in ACES interventions.
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B. Departmental and College/School Presentations

An ACES overview presentation, which explained ADVANCE, the national research on women in S&E,
the situation at CWRU and the ACES initiatives was given by Interim Provost Lynn Singer to deans and
chairs of the four participating schools in Spring 2004 accompanied by one or more of the Co-P | 'Dss. (
Diana Bilimoria, Mary Barkley, and John Angus), and several other ACES Team members: Drs. P.
Hunter Peckham, Beth McGee, Dorothy Miller, Patricia Higgins, Cyrus Taylor, Eleanor Stoller and Ms.
Amanda Shaffer, Diversity Specialist. The overview was then presented to the four test departments and
included additional information about what to expect during their ACES year, the resources available to
the departments such as networking events, customized training (a presentation skills workshop was
developed for one department), the role of the chair, the role of the women faculty, and the role of the
male faculty. These presentations, which strived to ensure buy-in and signal the importance of the ACES
activities, often led to spirited discussions within the department about some of the underlying
philosophies of the department.

One of the concerns early on was that male faculty and chairs of the test departments were cautious, in

part because of many transitions/uncertainty in the larger university, in part because they were very busy,

and in part because many activities focuseds peci fi cally on women’'s advance
concerns were addressed through open communication and the development of a packet of information

specifically for male faculty members outlining which of the ACES initiatives could be accessed by them

and how the success of the program impacted the culture of the entire university.

The Pl and Co-Pls continued the outreach into the new departments in each phase by presenting the
ACES overview at faculty meetings prior to beginning the interventions. The presentation was expanded,
in part, by Amanda Shaffer who collaborated with internal and external colleagues involved in gender
bias training such as Leonora R. Roth, PhD, training and development manager for Energizer Battery
Company. Dr. Roth provided a valuable dual perspective as a female graduate of the CWRU program and
a female trainer of engineers in industry. Dr. Roth offered insights on her successful training and
intervention techniques in an often-hostile environment.

Ongoing communication was maintained with all department chairs, faculty, and department assistants in
the ACES departments through the bi-annual ACES Newsletter, regular email updates about
distinguished lectureships, networking events, and application deadlines. ACES Pl Dr. Lynn Singer
presented information and updates about the ACES initiatives at meetings of the Case Board of Trustees,
meetings of the Faculty Senate, and at the Deans’ Council. Dr. Singer made ACES materials such as
newsletters, announcements and brochures available at all of these meetings. ACES Co-PI Dr. Bilimoria
gave presentations about ACES initiatives to the WSOM department chairs and associate deans, as well
as to the school’'s faculty.

As part of the outreach, the 31 S&E department chairs were interviewed, beginning with the four test

departments, to explain ACES, establish how ACES might assist their department to access and

implement the ACES initiatives, and discover what efforts they were already engaged in regarding

recruitment and retention of women faculty. During those interviews the Mathematics Department Chair

showed interest in efforts that would in his wor
search process and improve the climate in his department. Ms. Shaffer interviewed three department

chairs of Math Departments in the 19 ADVANCE institutions to determine uniform procedures as well as

the ADVANCE aspects which had proved especially useful in their departments. Interviewees were

Trevor Wooley, University of Michigan, Jerry Bona, University of Illinois at Chicago, and James

Hirstein, University of Montana. These findings were presented to the CWRU Math Department.

[2]



Additional outreach efforts were made in the School of Medicine through collaboration with the Women
Faculty of the School of Medicine. Initially Dr. Hue-Lee Kuang, former President of WFSOM arranged a
panel discussion for women faculty of the School of Medicine with Dr. Lynn Singer, Dean Ralph
Horwitz, Associate Dean Daniel Anker and approximately 30 women faculty. The group discussed the
progress of the ACES initiatives and the future of the women faculty in the School of Medicine. The
collaboration with the WFSOM continued with distinguished lectureships and ACES updates presented
by Dr. Singer at their annual meetings.

C. Faculty Search Training

As members of the ACES Team, Beth McGee, Faculty Diversity Officer, and Amanda Shaffer developed
new guidelines for faculty search committees that incorporated best practices from faculty recruitment
materials at research universities nation-wide. Based on data provided in one-on-one interviews of ACES
department chairs, recommendations were developed regarding procedures for diversifying the candidate
pools in faculty searches. These recommendations included accountability on the part of deans and
department chairs for efforts to diversify the candidate pool, and more proactive involvement and
oversight by the Faculty Diversity Officer. This was partially addressed by the creation of a new step in
the Affirmative Action process that requires deans to acknowledge that they approve of the candidate
pool. The new guidelines were presented by Dr. Lynn Singer and Beth McGee to the Deans’ Council for
comment and recommendations, and then presented to Provost John Anderson, who approved them in
May 2004.

During the implementation process, presentations were given to various S&E search committees
regarding how to diversify an applicant pool. Self-help web tools, Faculty Search Resources, which
contained information and I|links for mi nng and
outreach during faculty recruitment, were developed. At this time the first online Affirmative Action
Survey for Faculty Candidates was launched as a mechanism to track trends in faculty recruitment, while
recognizing that the completion of the survey was and is completely voluntary.

During Fall 2005 the position of Faculty Diversity Specialist was made permanent in the Office of the
Provost. At this time the ACES team proposed mandatory attendance at a faculty diversity workshop
within the first fiscal year of a faculty hire, and Provost John Anderson mandated this activity. The New
Faculty Cultural Competency Training, as it is now called, debuted with 100% compliance in 2005 and
has subsequently become an important means of faculty orientation and information dissemination. The
mandatory diversity training on campus prior to this mandate was primarily aimed at newly hired staff
and research assistants. Amanda Shaffer redesigned the 90-minute interactive presentation to exclusively
focus on faculty-specific situations in the department, lab, and classroom. The classes continue as
faculty-only sessions, and as of 2006/07, are held twice a year within the first two weeks immediately
following the start of the fall and spring semesters.

The new Faculty Search Guidelines were initially presented to department assistants and business
managers in the CSE in a training session. The Faculty Search Guidelines were subsequently introduced
to the Case School of Medicine in collaboration with Associate Dean of Faculty Affairs, Daniel Anker.
During Spring 2005, Amanda Shaffer and Daniel Anker held eight, one-hour meetings with department
chairs (Anatomy, Biochemistry, Epidemiology, Genetics, Molecular Biology & Microbiology,
Neurosciences, Nutrition, and Pharmacology) to review the new search guidelines, present an overview of
ACES, and discuss research on bias and strategies for diversifying the candidate pool. This process
continued throughout 2006. In 2006 Patricia Gallagher, Director of Medical Staff Services at MetroHealth
Hospital, arranged for the hospital business managers and department assistants to receive the search
training provided by Beth McGee and Amanda Shaffer. This review of the search guidelines and the
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procedures for diversifying the candidate pool continues annually at MetroHealth. Additional efforts to
promote best practices in faculty searches led to quarterly meetings with key diversity personnel at the
Cleveland Clinic and MetroHealth Hospital, and the Women Faculty of the School of Medicine through
2006.

Even though the school was not part of the NSF-ACES targeted areas, Dean Jerold Goldberg, of the
School of Dental Medicine, scheduled a mandatory meeting of his department chairs at which the search
training, guidelines, and relevant research about bias were presented.

The application of the services of the Faculty Diversity Specialist ranged from single, one hour meetings
covering the topic, to intensive involvement over time as took place in the Department of Chemistry (an
original test department) which engaged Ms. Shaffer over a period of six months to facilitate a more
equitable and open search process. Every search initiated in the Department of Chemistry from that point
on continues to be launched with a discussion led by Ms. Shaffer regarding diversifying the candidate
pool and reducing evaluation bias.

The faculty search committee training continues and has increased in scope each year of the ACES grant.
In July 2007, the position of Faculty Diversity Specialist was upgraded to Manager of Faculty Diversity
and Development and began to include more specialized departmental interventions such as meeting
facilitation, mediations and retreats. The Manager continues to meet with faculty candidates to
disseminate information about family friendly policies and answer confidential questions that candidates
may have.

D. Professional Coaching

In 2003 CWRU initiated a five year program of executive coaching, led by Dr. Bilimoria. The CWRU
coaching program relied on specially trained professional executive coaches drawn from an extensive

net work assembled by CWRU' s Executive Educat

departmental chairs and women faculty to achieve professional and organizational goals, and to undertake
positive change in their respective departments and schools. The CWRU program included 1) executive
coaching for individual S&E chairs and deans; 2) performance, career and leadership development
coaching for women faculty; and 3) related developmental inputs for all groups such as opportunities for
mentoring, networking, development, training, and group facilitation.

An executive coach is someone who has general academic/organizational experience and who provides
performance-related and career-related advice. The coach helps the coaching participant to specifically
determine career and leadership vision, goals, plans, and actions. They give advice, resources, and
feedback on how to best accomplish the identified vision. The executive coaching intervention consists
of a 6-8 session coaching program for women faculty and an 8-10 session coaching program for deans
and chairs. Bi-monthly coaches cohort meetings, which consist of the co-Pls and eight coaches, are
conducted to plan and design the coaching template and debrief the coaching activities. Templates for the
coaching of department chairs and women faculty were created at the end of the first round of executive
coaching (in December 2004), for extension to all S&E departments in Phase Il (starting in January
2005). These templates provided the overview, objectives, activities, homework assignments, and follow-
up activities of each coaching session (see http://www.case.edu/admin/aces/coaching.htm)

Participants
In the five year period, over 20 S&E chairs, 3 S&E deans, 2 associate deans, and 3 deputy/associate

provosts and center directors have participated in executive coaching, as have 88 female and 2 minority

[4]
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male S&E faculty members. By June 2008, 15 chairs/ deans/ administrators and 54 women faculty
completed the coaching evaluation forms.

Executive Coaching Evaluation Results

With ratings based on a Likert scale of 1 (poor) to 5 (excellent), the participant evaluations of the
different measures were at a median of 4.5 for women faculty, and 4.7 for chairs and administrators (see
Figure 1 below). Revealingly, individuals who were skeptical about the coaching program at the outset of
their participation highly praised its usefulness at the conclusion. A detailed evaluation report is available
at: www.case.edu/admin/aces/documents/Coaching_Eval Summary.pdf

Figure 1: 2004-2008 Executive Coaching Evaluations of S&E Women Faculty and

Chairs/Deans/Admin

4.45
Overall Coaching Effectiveness
4.69
Used effective coaching style 4.62
and interpersonal skills 4.69
Appropriately focused 4.65
discussion on academic and/or 4.65
personal objectives :
Listened carefully to questions 4.77
and comments 4.88
Provided assistance in the 4.18
development of your career : 444
goals and action steps. :
Provided insights into your 4.15
career and performance 4.56
1 2 3 4 5

O S&E Chairs/Deans/Administrators (n = 15) B S&E Women Faculty (n = 54) ‘

Hotline Coaching

Hotline coaching for women faculty throughout the Case campus was initiated in spring 2006. This
service provided a hotline for emergency-type coaching that is available to all campus women faculty on
an as-needed basis. Hotline coaching allows women faculty facing unique opportunities and challenges
to receive short-term and quick-turnaround coaching advice from a professional executive coach to help
them optimally address and resolve the emergent issue, opportunity or problem being faced. During
2006-08, a total of 24 women faculty availed of this opportunity, receiving 1-3 hotline coaching sessions
as needed. Issues for which hotline coaching was sought by women faculty included: (1) negotiations
with the dean regarding the possibility of departmental chair, (2) salary negotiations (3) assistance with
finding a position after a terminal contract, (4) career development assistance with seeking a tenure-track
position at CWRU from a non-tenure track position, (5) research funding supervision and budget
management issues, (6) work-life integration discussions, and (7) developing better collaboration and
interpersonal skills.

The coaches used for Hotline Coaching were the same as those employed in the executive coaching of
women faculty in the ACES departments. Typically a coach was assighed and began working with the
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hotline coaching requestor within a few days. Par
program were extremely positive.

E. Mentoring

The first phase of the Mentoring program was introduced in January 2004, when 14 women and minority
faculty were encouraged to identify a mentoring committee consisting ideally of three individuals: (1) one
from inside the department, (2) external to the department, and (3) external to the university. In this
initial phase the chairs of the four test departments discussed the selection of the mentors with the women
faculty, and then invited the mentees to join the committee for each of the woman faculty members in
their department. The mentors chosen had either field-specific or institution-specific experience and
expertise that a mentee could draw on for guidance and counsel. It was very rare for a mentor to decline
to serve on committee when asked. After the initial committee was set up, the mentees were responsible
for driving the process and setting up mentoring committee meetings for facilitation of their career
development. The mentoring initiative was designed to be complemented by the executive coaching
component and the coaches consistently encouraged women faculty to utilize their mentoring committees
as part of their career development plan.

In 2004 and 2005, in an effort to promote best practices, ACES presented two "Successful Mentoring"
workshops for both the mentors and the mentees. Informal feedback from the bimonthly networking
luncheons with the women faculty in the participating departments indicated that women had positive
experiences when they utilized their committees. For example, mentees were invited through their
mentor to speak at conferences, and one mentee received advice on her NSF proposal from an external
committee member, which resulted in the grant being funded. Even though the committees, when used,
were demonstrably successful, there was consistent resistance by the women faculty to the creation and
use of the committees.

In addition to the resistance, the mentoring program was difficult to administer. Despite encouragement
from the coaches for the women faculty to set up and use their mentoring committees, engaging the
participants was labor intensive. A decision was made to try a self-help, online system by creating a
mentoring web site with a password protected database. It became apparent very quickly that the database
was proving to be underutilized, so the structure of the mentoring program was refocused at the annual
ACES team retreat. This resulted in Verena Murphy, a graduate student in Organizational Behavior, being
appointed as the Mentoring Evaluator in Summer 2005. Her charge was to interview faculty who were
eligible for mentoring committees or who had already set these up. Dr. Murphy conducted 29 evaluation
interviews during fall 2005 regarding their mentoring experiences and plans for career development. Dr.
Murphy reported that the women faculty felt that they receive adequate, although informal, mentoring
mostly from their peers, initiated through personal contacts, and not part of a formalized structure. The
existing climate in the departments supported an informal mentoring structure, rather than the committee
structure ACES was attempting to put in place for women faculty. In those departments where a formal
structure existed, it was often not implemented, or not consistently.

The challenges of the mentoring program in the initial phases included persuading women faculty to
recognize the usefulness of a formal mentoring structure, reluctance to optimally utilize their networks
and mentors, and to take responsibility to proactively drive the process of receiving the mentoring
needed. Some women faculty also could not find suitable male department colleagues to serve as
mentors.

In response to the evidence that informal mentoring was preferred, ACES piloted a variety of more
informal mentoring initiatives which began in Year 4. These included discussions among tenured faculty,
department chairs and emerging leaders within the four ACES college/schools, facilitated by Dr.
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Christopher Loving, regarding mentoring and retention of junior faculty especially in tough budget times
and communication skills.

The bimonthly lunches with the ACESCo-PI ' s t hat served as a mechani

mentoring initiative were a successful aspect of the program and so the mentoring initiative shifted to
Junior Faculty Peer Mentoring Lunches.

Launched in 2007, the ACES Junior Faculty Peer Mentoring initiative was designed as an opportunity for
junior faculty to meet, interact, and share career concerns and insights. Emerging leaders were identified
in the School of Medicine, the College or Arts and Sciences and the Case School of Engineering. Most
participants were in their first 1- 4 years of employment, with more senior members near applying for
tenure attending irregularly. The lunches were directed at discussions of career development, networking
skills, third-year review, mentoring, and tenure package preparation. The lunches alternated between open
peer discussions, panels of senior faculty or brief presentations by administrators on policy or procedure

The Case School of Engineering group, facilitated by Xiong (Bill) Yu, an Assistant Professor in the
Department of Civil Engineering, met at roughly monthly intervals and had an average attendance of 10,
which represents around 50% of their junior faculty. The College of Arts and Sciences group, facilitated
by Radhika Atit, Assistant Professor in the Department of Biology, met every month and had an average
attendance of 6, which represents 14% of their junior faculty. The School of Medicine group, facilitated
by Kristian Baker, Assistant Professor in the Center for RNA Molecular Biology, met a total of four times
during academic year 2007/2008 and had an average attendance of 20 which represents 50% of their
junior faculty.

The Case School of Engineering faculty facilitator stated that outcomes for his group included
appreciation of having a forum for concerns to be raised, questions to be answered and people sharing
their experiences in dealing with common situations that arise for junior faculty. The final peer mentoring
lunch in the school of Engineering was attended by the newly appointed Associate Dean for Faculty
Development who stated that she will continue the peer mentoring lunches for junior faculty out of her
new office. The College of Arts and Sciences facilitator had difficulty finding a meeting time that was
conducive to increasing attendance, but stated that the participants all agreed that the meetings were
worthwhile. The topics of discussion in Arts and Sciences mirrored that of Engineering.

Peer-mentoring activities at WSOM continued occasionally in Spring 2006 and during AY 2007-08, but
in Fall 2008 they werere-i nst at ed more regularly with the
including tenure track and non-tenure track assistant and associate professors have begun to participate in

the group’s professi onal -orghrazing droopphaselaidt out a canthly i t i e s .

meeting schedule for 2008-09, inclusive of discussion meetings with senior faculty and senior school and
university administrators around research development, teaching improvement, and other academic career
development topics. Dr. Bilimoria is scheduled as the first speaker for the 2008-09 year for this group. In
addition, the pre-tenure faculty members now meet regularly as a group with the Interdepartmental
Seminar speaker (6-7 internal and external distinguished scholars who are invited to present their research
in a school-wide forum)

In the School of Medicine facilitator Kristian Baker conducted a survey of junior faculty soliciting
suggestions for topic-driven lunches. The topics with the greatest interest were: Time management;
Salesmanship and self promotion; Meeting with senior administration/ university policy; Dissociation
from mentor/collaborative research; Negotiation skills (with Department/School); Tenure (mock tenure
review); Mock study section/Study section issues; Grantsmanship (aims page review) and salesmanship
for grants/papers; Meetings with successful faculty (what did they do to get where they are); Meetings
with recently tenured individuals.

[7]
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One of the concerns raised by the School of Medicine junior faculty was the need for separate peer
mentoring for clinical and basic science faculty, while recognizing that these groups should periodically
join together for open communication and networking. This separation would allow for more focused
discussion of relevant information, in both career development type, and peer mentoring lunches.

For continued peer mentoring lunches, which we anticipate will be put in place by the Assistant Dean of
Faculty Development and Diversity who is yet to be appointed as of this report, the faculty expressed an
interest in having a facilitator to ensure that topics stay on track and that everyone has an opportunity for
involvement.

Speed Mentoring

Another style of mentoring was put in place with the speed mentoring initiative which took place at the
Research ShowCASE on April 12, 2007 and April 17, 2008. Speed mentoring, modeled after speed
dating, let participants interact personally with several mentors within a 90-minute period about very
specific concerns and problems. Participants gained quick and varied insights on career development
from volunteer senior faculty mentors in a structured, time-sensitive, environment. Each participant
showed his/her C.VV. to a mentor, discussed academic career building efforts to date, and received
feedback on progress and development needs, and then moved to a different mentor. Each mentee had
the chance to personally interact with up to six mentors from a variety of academic disciplines. The event
was open to all faculty members, postdoctoral fellows, and graduate students, with women and minorities
especially encouraged to attend; 35 mentees attended in 2007, mostly graduate students from S&E fields.
The speed mentoring session was enthusiastically received, and will be institutionalized as part of the
Annual Research ShowCASE event. The 2007 Speed Mentoring Evaluation report can be found at:
www.case.edu/admin/aces/documents/Speed_Mentoring_Eval 2007.pdf

In 2008 a new system for selecting mentors
mentees were able to access their chosen mentors, while preventing any one mentee from dominating the
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distributed as well.

A total of 20 mentees attended the event in 2008 with an average of 3 mentoring sessions per person, but
unfortunately, only six evaluations were completed by the mentees attending. Of those evaluations

coll ected the event was rated uniformly rénExcel
Speed Mentors, (2) Usefulness of the program, (3) Administration of the Program, and (4) Overall

reaction to the program. The 2008 evaluations summary is found here:
www.case.edu/admin/aces/documents/Summary 2008 Speed Mentoring.pdf

F. Professional Networking Opportunities

In Phase 1, women faculty participating in the coaching and mentoring component requested regular
contact with the Ak luiRHednsswere established@ml tveke lattgnded By one

or more of the women Pl s. The |l uncheons were

to talk about their experiences at Case and also to discuss success stories and challenges with the
mentoring and coaching initiatives. This was an invaluable source of input for the development of the
mentoring and coaching initiatives and the luncheons continued through Phase 2 with the similar success.

Each fall during the five years of the grant, ACES hosted a Theatre Party for the 31 departments, deans
and administrators. This event allowed informal networking and socializing across departments and
college/schools and was consistently popular and well attended with between 30 and 50 faculty and their
partners/spouses attending each year. In addition to the socializing, we supported the efforts of the MFA

[8]
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students in the Department of Theatre and Dance with this event by choosing productions in which they
were featured.

Professional networking and development for department chairs was enhanced by participation in the
University of Washington’s ADVANCE Leadership Wor
year from July 2004 — July 2008, have been chosen by the Co-P I * s t o a tcongsterdly feumdd hav e
the training to be timely and useful. The enthusiastic reaction to the Seattle workshops prompted ACES to

invite Dr. Christopher Loving to the CWRU campus for extended development workshops three times in

2006 and 2007. He worked with deans, department chairs, and faculty to facilitate leadership

development, strategic planning and climate change. Dr. Loving led discussions among tenured faculty,

department chairs and emerging leaders within the four ACES college/schools regarding mentoring and

retention of junior faculty especially in tough budget times and communication skills.

The Flora Stone Mather Center for Women began offering Faculty Development Workshop luncheons in
the fall of 2004, and have offered one each semester since that time, featuring leading scholars in
leadership development for women faculty. Topics included mentoring, gendered communications,
negotiating, using emotional intelligence, avoiding pitfalls and dealing with difficult situations, and
planning a successful academic career. These workshops were all rated positively and afforded women
from all over the campus an opportunity to form internal and external networks. Workshops often
included women from Lubrizol Corporation, who were invited to attend. These workshops have become a
permanent offering of the Flora Stone Mather Center for Women. (Details about the workshops can be
found at: www.case.edu/admin/aces/networkingevents.htm

e Sandra Donovan, Success Strategies for Academic Careers: Lessons from Industry, Sept. 23,
2004 — 60 Attendees

e Claire Scott Miller, Successful Mentoring , Feb, 2005 — 15 Attendees

e Deborah M. Kolb, Negotiating in the Academy: a Workshop for Women Faculty, Nov. 11, 2005
— 26 Attendees

e Susan S. Case, Gendered Communication in Academe: Understanding the Gap — Valuing the
Differences, Feb. 17, 2006 — 29 Attendees

e Bernice Sandler, Success and Survival Strategies, Nov. 3, 2006 — 37 Attendees

¢ Diana Bilimoria, Emotional Intelligence in the Academic Workplace: A Primer for Women
Faculty, April 13, 2007 — 26 Attendees

e Joann Moody, Tricks of the Trade for New and Pre-Tenure Faculty: Saving Time and Sanity, Oct.
29, 2007 — 15 Attendees

e Linda Garverick, Having Difficult Conversations: Skill-Building for Women, March 7, 2008 — 24
Attendees

In conjunction with ACES, the Flora Stone Mather Center for Women, with co-sponsorship from the
Office of the Provost, has annually hosted a Women of Achievement Luncheon, honoring women faculty
who have attained tenure, promotion, named professorships and administrative posts. The new tradition
was begun 5 years ago.

Beginning in 2005, t he FIl ora Stone Mather Center hel d annu
recognize the contributions of women faculty. Each college/school was asked to choose an outstanding
woman faculty scholar to receive the award. Interim President Eastwood opened the event and most of
the deans presented the awards for their nominee. Information can be found here:
www.case.edu/provost/centerforwomen/academics/spotlight.html. The following faculty received awards:
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Fall 2005 Awardees

o Kathleen Farkas, Associate Professor of Social Work in the Mandel School of Applied Social
Sciences

e Dr. Marion Good, Professor of Nursing at the Frances Payne Bolton School of Nursing
¢ Yiping Weng Han, Associate Professor of Biological Sciences in the School of Dental Medicine

e Anne Hiltner, Herbert Henry Dow Professor of Macromolecular Science and Engineering in the
School of Engineering.

e Sharona Hoffman, Professor of Law, Professor of Bioethics and Associate Director of the Law-
Medicine Center at the School of Law

e Kathleen Kash, Professor of Physics in the College of Arts and Sciences
e Lisa M. Maillart, Assistant Professor of Operations in the Weatherhead School of Management
e Patricia Marshall, Associate Professor of Bioethics in the School of Medicine.

March 2007 Awardees

e Diana Bilimoria, Associate Professor of Organizational Behavior in the Weatherhead School of
Management

e Eva Kahana,Robson Professor of Humanities, Sociology, Medicine and Nursing College of Arts
and Sciences

e Lenore A. Kola, Associate Professor in the Mandel School of Applied Social Sciences
e Jacqueline Lipton, Professor in the School of Law
e Diana Lynn Morris, Associate Professor of Nursing in the Frances Payne Bolton School of

Nursing.
e Meral Ozsoyogdlu, Professor of Computer Science
e Marsha A. Pyle, Associate Dean for Education and Associate Professor of Oral Diagnosis and

Radiology

e Susan Redline, Professor of Pediatrics, Medicine, and Epidemiology and Biostatistics in the Case
Western Reserve University School of Medicine.

In Fall 2008, the Spotlight Prize event was combined with the Women of Achievement luncheon,
featuring a keynote address by President Barbara Snyder. This Center for Women event will continue to
be offered as an annual event. More information is available at:
www.case.edu/provost/centerforwomen/academics/achievement.html

Fall 2008 Awardees

e Christa H.S. Bouwman, Assistant Professor of Banking and Finance and Lewis-Progressive
Professor of Management in the Weatherhead School of Management

e Barbara J. Daly, Professor in the Frances Payne Bolton School of Nursing, with a secondary
appointment in the Department of Biomedical Ethics in the Medical School

¢ Ruth Keri, Associate Professor of Pharmacology in the School of Medicine

o Juliet P. Kostritsky, John Homer Kapp Professor of Law in the School of Law

e Clare M. Rimnac, Wilbert J. Austin Professor of Engineering and Chair of the Department of
Mechanical and Aerospace Engineering in the Case School of Engineering

e Kiristin Victoroff, Assistant Professor of Community Dentistry in the School of Dental Medicine
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e Kathleen Wells, Professor of Social Work at the Mandel School of Applied Social Sciences
e Martha Woodmansee, Professor of English in the College of Arts and Sciences and holds a
secondary appointment as Professor of law in the School of Law

G. Retreats (Provost and college/school)

The ACES-sponsored annual Pr ovost's Leadership Retreat has bee
Leadership Retreat, now entering its fifth year, is an activity completely institutionalized through the

Office of the Provost. With a core goal of building a sense of collegiality and common purpose among

department chairs and administrators, this event has become a pivotal source of information regarding

institutional and national research, progress in improving the CWRU campus climate for women, best

practices for recruitment and retention, and professional networking for department chairs. Evaluations of

the retreats have been consistently favorable.

Each retreat has had a unique focus developed by the Co-P | ' s , and wuniform repor:
consistency. October 26, 2004 was the first time ever, the President, Provost, the deans of the schools of

Engineering, Management, and Medicine and the College of Arts and Sciences, and the chairs of the 31

S&E departments participating in the NSF-funded ACES program were brought together to discuss issues

pertinent to the recruitment, retention, advancement, and leadership of women faculty. (see the agenda,

presentations and posters at www.case.edu/admin/aces/retreat/agenda.htm) This initial retreat included

NSF ADVANCE program directors, Drs. Alice Hogan and Lloyd Douglas who spoke about the overall

ADVANCE program, and Drs. Abby Stewart and Sam Mukasa from the University of Michigan, who

presented information on key programs and findings from their first round ADVANCE project. Deputy

Provost Lynn Singer described ACES program initiatives and activities during the first year including

executive coaching of deans, chairs, and women faculty, mentoring committees of women faculty,

training and development, networking, search committee support, and student awareness training. Dr.
Singer’'s update of activities and outcomes became

The chairs of the first year departments shared the experiences, successes, and challenges as their
departments piloted the ACES initiatives, and each of the four participating deans addressed the
advancement of women faculty, including partner hiring, child care, and service load issues in their
schools. The Research and Equity Committee (REC) reported on findings from faculty focus groups and
interviews, and the 2004 University Community and Climate Survey. The retreat concluded with a SWOT
analysis for moving forward with initiatives, and a dinner keynote by Dr. Sue Rosser from the ADVANCE
program at Georgia Institute of Technology.

The2®annual Provost’'s Leadership Retreat was hel d
was “Thi ngs That Wor k!~ (the agenda,e atpresent
www.case.edu/admin/aces/retreat/agenda2005.htm) The theme was centered around the completion of a

case study of the CWRU Neurosciences [DBegsaatt ment
Case.” The Il unchtime keynote speech by Dr. Ri ane
opposed to the dominator model), as a method that works for cultural transformation. Desiring to make

the event more interactive, the CRLT players from University of Michigan performed to great effect at the

retreat and several other scheduled meetings. Two department chairs, who had attended the Chairs

Leadership Workshop at the University of Washington in summer 2005, shared the highlights of their

experience with their peers at the retreat and recommended that we bring Dr. Christopher Loving to

CWRU in the future. The REC discussed new findings from actual focus group and interview data, which

highlighted specific situations experienced by women faculty in S&E departments, followed by a group

discussion of next steps for the university.
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The 3™ annual Leadership Retreat was November 2, 2006. In this third year, as we worked toward
institutionalization, the invitation list was expanded to include the department chairs of the entire College
of Arts & Sciences, the deans of the School of Dental Medicine, The Mandel School of Applied Social
Work, the Frances Payne Bolton School of Nursing and the School of Law in addition to the usual
attendees of the President, Provost, deans of CAS, CSE, SOM, WSOM and chairs of the 31 S&E
departments in the ACES program.

The theme for the 2006 retreat was “Leading Chang
presentations and posters at www.case.edu/admin/aces/retreat/agenda2006.htm) The lunchtime keynote

"Strategies for Climate Change: How Deans and Department Chairs Make a Difference", was delivered

by Bernice Sandler, Senior Scholar at t he Women’'s Research and Educa
Dr. Lynn Singer gave the progress report on the status of ACES activities for the first three years,

followed by a department chairs small group discussion about the impact of ACES initiatives in their

departments. The Resource Equity Committee presented the NSF Indicators and the recently completed

Salary Equity Study, and Dr. Christopher Loving gave a brief presentation on communication skills.

Break-out groups, led by the deans of the four ACES schools, created action plans for the schools, then

the entire group discussed a number of common issues affecting faculty recruitment. Interim President

Eastwood ended the session by proposing a university-wide, family friendly policy of all mandatory

meetings being scheduled between 9:00 am —4:00 pm.

The theme of the 4™ Annual Leadership Retreat was "Competing for the Academic Workforce in a Global
Environment.” (agenda, presentations and posters at: www.case.edu/admin/aces/retreat/agenda2007.htm).
The lunchtime keynote address was delivered by our then new and first woman president Barbara Snyder.
The retreat again included standard presentations from the four participating ACES deans, and a progress
report from ACES Principal Investigator Lynn Singer on initiatives and the institutionalization of
activities. Expanding the reach of the ACES activities for the 2007 the retreat included an interactive
discussion about recruitment, retention and mentorship of underrepresented faculty as well as women
faculty by Dr. JoAnn Moody. A large group discussion on Short and Long-Term Priorities for the
upcoming year ended the day.

The 5™ annual Provost Leadership Retreat took place on November 5, 2008 with the theme of
“Consolidating Our Gai ns, Shapi ngAckeaving Werk-ltife r e ” .
Excell ence” presented by Robert Drago, Ph. D. , Pr
Women's Studies at Penn State University. Dr, Lynn Singer presented a summation of the five years of

progress and success of the ACES grant, the Resource Equity Committee shared the recently completed

Salary Equity Study, and the Executive Summary of the comparison of the Campus Climate Surveys from

2004 and 2007. The deans of the four schools briefly discussed the ways they have implemented faculty

development and improved faculty morale over the last year. The most notable of which was the Case

School of Engineering launching the Office for Faculty Development with Professor Ica Manas Zlocower,

Ph.D., as the Associate Dean for Faculty Development.

Additional retreats were held at the school and departement level in 2007 and 2008. In August 2007 Dr.
Christopher Loving presided over the first ever all faculty retreat for the Case School of Engineering
(CSE). With nearly 100% attendance, Dr. Loving led the CSE faculty through a day long visioning
exercise utilizing appreciative inquiry techniques, which was followed by a large group discussion to
distill priorities and begin to establish next steps for the school.

Also in August 2007 Dr. Loving and Amanda Shaffer led the Department of Mechanical and Aerospace

Engineering in an all-day startegic planning retreat. This retreat was the initial meeting in a year long
series of meetings designed by Department Chair Clare Rimnac, Ph.D. to create a strategic plan with
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maximum partcipation and impact for the growth and health of the department. Then in April 2008
Amanda Shaffer, Interim Faculty Diversity Officer, led the Departement of Electrical Engineering and
Computer Science (EECS) in a departmental retreat, followed by a half-day strategic planning session in
May of 2008. During these meetings the department was able to finalize a new mission and vision
statement, and agree on the action steps needed to achieve their strategic planning goals. The process has
continued with an EECS faculty and staff retreat held in August of 2008.

The newly established CSE Office of Faculty Development hel d a “Transformati on
workshop for Deans and Chairs in August of 2008 with the goal of fostering collegial interactions

between faculty and leaders to benefit both individual and collective performance. All Deans and 6 out of

7 chairs attended the presentation focusing on a model of transformational leadership and participated in

group discussions.

As a follow up to the leadership workshop, the CSE Office of Faculty Development held a
“Leader shi p/ OwilberCSErSirafegicleneartd ngyou” for faculty and
2008, attended by approximately 50 staff and faculty members. The goals were to introduce a conceptual

framework for positive leadership and to encourage faculty and staff take greater leadership in the
implementation of the CSE strategic plan. The session related leadership theory to the concrete, practical

needs of the school and supported the development of a more positive and proactive approach to

distributed leadership, responsibility, and accountability. At the request of the Department Chairs, a
second faculty & staff workshop is being planned
Meetings."”

H. Accountability of Deans

The Case Western Reserve University (CWRU) ACES program called for accountability of Deans by the
Provost on a series of criteria tracking progress in the recruitment, advancement and retention of women
faculty in the S&E disciplines as is shown in Table 1 below.

Overall

There has been significant realization of the overall goal of deans’ butavariabitityacrosa bi | i t vy
schools and deans. Assessment of the progress made needs to be understood in the context of turmoil in
leadership that has occurred since the application for the Advance award. During the course of the award,
the President and Provost were given a vote of no confidence and stringent financial constraints and
cutbacks were instituted in the face of a large recurring operating budget deficit and a 40% downturn in
development attainment. During the five years of the program, there were 2 Presidents and 2 Interim
Presidents, 2 Provosts and 3 Interim Provosts, 3 Deans and 2 Interim Deans of the School of Medicine, 3
Deans and 2 Interim deans of the College of Arts and Sciences (CAS), 4 Deans and 1 Interim Dean of the
School of Management and 2 Deans of the School of Engineering. It is significant that the greatest
progress has been made in the school with the most stability in leadership and also significant that the
stability in leadership of the CWRU Advance Leadership and Steering Committee has been maintained.

The Provost’'s Leadership Retreat initiated throug
avenue to promote university transformation. In fact, at the NSF site visit, ACES was cited as having

provided a source of positive leadership during a critical time for the university. The agenda, posters and

presentations from the four retreats can be viewed at this link

www.case.edu/admin/aces/retreat/agenda2008.htm.
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Table 1: Criteria for Accountability of Deans i Indicators of ACES Success

Overall

Increase the percentage of S&E women faculty at CWRU over baseline by 20% over the 5-year period.
Recruitment

Increase the percentage of women faculty at the assistant professor level

Recruit one new senior woman as a full professor with endowed chair in each test department

Increase women as a percentage of all candidates in search pools

Increase women as a percentage of candidates invited to visit CWRU

Increase women as a percentage of candidates offered jobs

Advancement and Retention

Increase the percentage of women faculty at the associate professor level through promotion from
within

Increase the percentage of women faculty at the full professor level through promotion from within
Increase the percentage of women department chairs

Increase the percentage of women in academic administration at the school level

Institutional Climate

Significantly improve qualitative perceptions and ratings of climate, as ascertained through focus
groups, interviews, and surveys

Increase resource equity for women faculty, including salary equity, teaching loads, lab space, retention
perks, etc.

Increase the percentage of women invited to campus as distinguished lectureships, visiting
professors/scholars, etc.

Faculty Development

Create and institutionalize coaching and mentoring mechanisms, and increase faculty participation rates
Conduct relevant training workshops and events for all faculty, and increase faculty participation rates
Create and utilize school level opportunity grants for the development of women and minorities

Overall, CWRU increased the percentage of women faculty in the S&E departments by 17.3% since
2004-05. The complete NSF indicator data tables can be downloaded at this Ilink
www.case.edu/admin/aces/documents/5_Year NSF_Indicators.pdf. In the CAS, FTE women faculty
increased by 42% from 33 to 47, while male faculty decreased from 99 to 98, (-1%). In Engineering,
female faculty increased from 10 to 14 (40%), while the number of male faculty remained constant. For
Management, the number of women decreased from 17 to 12 (-29%), while male faculty decreased from
55 to 44, (-20%). In Medicine, female faculty increased from 39 to 42, (8%) while male faculty
decreased from 108 to 105, (-3%), making a net 11% increase for women faculty. Thus, with the
exception of the School of Management, gains were made in the representation of women faculty in the
S&E departments.

Recruitment

During summer 2006 and spring 2007 a candidate pool study was undertaken to tracking the gender and
racial diversity in faculty searches from AY 2001/02 through AY 2006/07. The study, which can be
downloaded at www.case.edu/admin/aces/documents/Candidate_Pool_Study.pdf examined a total of 193

faculty searches in STEM departments that resulted in hires,and | ooked at , a nboes
having more female candidates on the short list improve the chances of hiring a female or an under-
represented minority?” In the initial pool

28.5% were unknown. Out of the 985 candidates that reached the short list, 30.7% were female, 68.8%
were male and .5% unknown. In the final decision of hiring, female candidates were offered 38.9% of the
S&E faculty positions (75 of the 193), and males were offered 61.1% or 118 positions. The study shows
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that there were increases in the percentages of women in the candidate pools, on the short list, and
ultimately hired, between 2001/02 and 2006/07.

Another accountability mechanism put in place in 2005/06 was adding a step to the search process to have
the dean approve the diversity of the candidate pool before candidates could be invited to interview.
Recruitment of women or minorities is now often noted the annual report that deans provide to the
Provost. The section on diversity was added to the report as a result of ACES lobbying for more stringent
accountability.

Advancement and Retention

In the CAS, the number of women faculty at the Associate level increased from 5, (representing 24%) to
10 (representing 40%) of the faculty, while the number of women at the full professor level remained the
same at 13, but represented 16% of the faculty in 2004 and 19% in 2007-08. While there were no women
S&E department chairs in 2004, there are now 3 (Chemistry, Astronomy and Mathematics). Information
can be downloaded from the 5 Year NSF Indicators at this link:
www.case.edu/admin/aces/documents/5_Year NSF_Indicators.pdf.

In Engineering, there was no change in the number of women faculty at the Associate level, but an
increase of 1 woman faculty member at the Professor level where there were no women chairing
departments or in administration. In Engineering previously, there are now 2 chairs (Mechanical &
Aerospace and Electrical Engineering & Computer Sciences) and 1 associate dean. In addition, 1 senior
woman faculty member directed an NSF Science Technology Center.

In Management, there was no change in the number of women associate professors or professors but, as
of July 1, 2008, 2 additional women were promoted to Professor. In addition, the number of women
promoted to the Associate Dean level increased from 1 to 2.

In Medicine, there was a decline (from 8 to 6) in the number of women at the Associate level and no
change at the Professor level. Leadership advances include the appointment of a female dean, the first in
SOM history.

Encouraging promotion from within was made a permanent part of the search committee training
provided by the Office of Faculty Diversity as a means of increasing the number of women represented
and also as a cost saving strategy. Search committees who conduct national searches for lecturers reduce
the promotion paperwork, and save the department money that would have been spent on advertising.

The number of women chairs in S&E has increased from a total of 2 out 24, or 16%, to a total of 6 out of
24, or 25%.

Institutional Climate

ACES sought to improve qualitative perceptions and ratings of climate, to increase resource equity for
women faculty and to increase the percentage of women invited to campus as distinguished lecturers and
visiting scholars.

During the grant period, 2 Faculty climate surveys (2004 and 2007) were completed. Findings were that
CWRU improved certain key aspects of the climate for women faculty, reducing the perceptions of lower
community and job satisfaction, resources and supports reported by women faculty in 2004. Supports for
faculty work-life integration were felt to be significantly improved. Salary equity studies done in 2007
and 2008 indicated substantial progress in achieving salary parity in all schools. Significant discrepancies
in the 4 ACES schools found in 2007 were eliminated in 2008 in all but management.
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A number of climate areas did not improve, however, between 2004-2007. Female faculty members
continued to report experiencing themselves as less valued and included, but a great sense of pressure and
restrictions and felt that gender and race influenced their treatment in their primary units to a greater
degree than male faculty.

The Office of the Provost, the Faculty Senate and Institutional Research will continue to oversee annual
faculty salary equity studies and a faculty climate survey every three years to continue to raise awareness
among the deans to ensure accountability. The COACHE survey focusing on junior faculty has also been
institutionalized and will be administered every 3 years.

The Advance Distinguished Lectureships significantly increased the number of women scientists and
engineers brought to CWRU; with 3 in year 1, 11 in year 2, 6 in year 3, 8 in year 4 and 12 in year 5. Two
lectureships a year have been permanently established in the School of Engineering through the NSF
CLiPS Science and Technology Center in collaboration with the Office of the Provost. More information
can be found here: www.case.edu/admin/aces/lectureship.htm

Faculty Development

Coaching, networking and faculty development events were exceptionally well-received and a major
component of the ACES program. The Flore Stone Mather Center for Women has institutionalized the
networking programs and 2 schools (Medicine and Engineering) have created Associate Dean positions
for Faculty Development. The new university strategic plan calls for the creation of a faculty
development position in each school, thus maintaining a university wide focus on the advancement of
women and URM faculty. The University is in the process of hiring a Vice President of Inclusion, Equal
Opportunity and Diversity who will oversee coordination of these efforts.

Eight faculty development workshops were held and three additional networking events were sponsored
that engaged over 300 women faculty members. In addition, an annual event begun to honor women
faculty of achievement will be continued through the university Flora Stone Mater Center for Women,
with increasing participation culminating in over 200 participants this year. A formal mentoring program
was initiated in the Department of Biomedical Engineering.

Junior faculty Peer Mentoring lunches were conducted in the Schools of Medicine and Engineering, and
are anticipated to be continued in those schools overseen by deans of Faculty Development.

Opportunity grants were highly utilized and will continue to be available through the Office of the
Provost as they have not yet been institutionalized in the schools. More information can be found here:
www.case.edu/admin/aces/opportunity.htm

l. Tools for Administrators and Faculty

Department Information Packets

In 2005 as a means of proactively engaging all of the faculty in the ACES dpeartments, information
packets were developed. These packages, which explained the various ACES initiatives were distributed
to faculty when their department was scheduled to receive the ACES interventions. These packets
contained general information about NSF-ADVANCE and the ACES initiatives as well as readings and
resources customized for female faculty, male faculty and department chairs. These packets were updated
every summer to reflect the expansion of services and current offerings. The outline of the information
that was distributed is found at this link: www.case.edu/admin/aces/documents/Dept_Info_Packs.pdf
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Diversity Plans for Deans

In 2006, to help deans think more comprehensively about culture change in their rschools/college,
individualized diversity plans for four participating schools were created. These plans outlined of
suggestions for potential actions deans could committ to in order to create a diversity plan for their school
or college beginning with an assessemnt of current activities that include or increase diversity. One step
outlined the ways that ACES iniatives and resources could be used to increase diversity and improve the
climate for women faculty. Other steps focused on faculty development, mentoring, awards and
acknolwedgement and potential conferences and workshops. A sample of the general diveristy for deans,
not customized for the individual schools, can be found at this link:
www.case.edu/admin/aces/documents/DiversityForDeansSample.pdf

Diversifying Faculty Search Candidate Pools

Amanda Shaffer and Beth McGee, Faculty Diversity Officer, initially made presentations of the search
guidelines and procedures for diversifying the candidate pools to the business managers and department
assistants in the Case School of Engineering, the School of Medicine, and MetroHealth Hospital in 2005.
The outreach effort continued in the College of Arts and Sciences, the Weatherhead School of
Management, and University Hospitals in subsequent years.

As part of the institutionalization, Amanda Shaffer annually made presentations of the search guidelines
and procedures for diversifying the candidate pools to the deans, department chairs, business managers
and department assistants university-wide.

In her initial capacity as the Faculty Diversity Specialist, Amanda Shaffer conducted one-on-one meetings with
department chairs to assess current faculty search procedures and areas for improvement in the department prior
to conducting the faculty search committee training. That meeting served a dual purpose in that it allowed for a
customized presentation which can help decrease resistance to implementing proposed changes, and it clarified
the department chairs perception of departmental relationships and climate. The search committee trainings
provided information about how departmental climate can be a recruiting tool for women faculty and minority
faculty, in addition to processes for reducing subtle bias in evaluation. In 2006 the search committee training was
split into three 45-minute sessions - Reviewing the Search Guidelines, Best Practices for Evaluating Candidates,
and Interviewing & the Campus Visit which allows for greater interaction with the diversity specialist at key
moments in the process. Web tools were developed, and are continually updated, to assist with self-training and to
increase dissemination of the information. The Office of Faculty Diversity website is located at
www.cwru.edu/president/aaction/search.html

A major change implemented in 2005 was building into the search process a means for deans to be aware of and
held accountable for the diversity of the candidate pools their searches were generating. This was incorporated
into the search process with a form that requires the signature of the dean prior to candidates being invited to
interview.

Additionally, Faculty Welcome Packets have been created for women interviewees that explain the ACES
program, resources available such as lactation centers, partner hiring networks, and relocation services. We also
provide maps of the area, brochures of museums and attractions, visitor guides, minority and special interest
newspapers (Jewi sh News, Hi spanic Ti mes, Cal | &
transparency, the Manager of Faculty Diversity and Development is available to offer candid information about

child care/elder care options, domestic partner benefits for LGTB, and any other issues that a candidate may be
hesitant to discuss with a search committee or host. Much of this information is also available on the Faculty
Diversity website found here: www.case.edu/president/aaction/aaeeo.html

Also established is a network of women faculty and minority faculty that are available to meet with candidates to
discuss climate issues and their experience of being a woman scientist at Case. Most especially Pl Lynn Singer
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makes every effort to speak personally with female candidates during their campus visit. ACES has received
positive feedback from several candidates who were subsequently hired into Case STEM departments that we
were the only university that made efforts to openly address climate issues with them and schedule interviews
with senior women scientists.

A voluntary online Affirmative Action Tracking Form for faculty candidates was implemented in 2005/2006 and
continues as part of the institutionalization of ACES initiatives. The survey is maintained in a confidential
database housed in the Office of Faculty Diversity and can only be accessed by the Faculty Diversity Officer for
reporting purposes.

Website Tools

The website online tools were greatly expanded in 2007 to contain information beyond faculty searches
added for the benefit of the entire faculty community. The ACES research and publications, the national
research and resources on gender equity in academia, and much of the work produced by ADVANCE
institutions is now permanently housed on the Office of Faculty Diversity website:
www.case.edu/president/aaction/unireports.html

J. Student Training

The Gender Awareness component of the ACES project was designed to introduce students to research
that indicates that there are gender discrepancies in the treatment of men and women in academia. The
training used an *“ dunderiventsevetalataationsibased dn stucteat feédlmak ané n
faculty reactions. The curriculum took into account the culture at CWRU and the limited time that we
were given to introduce the material to any one group of students.

The training, initially introduced in 2004-2005 in classrooms, during class time, as a PowerPoint
presentation followed by a large group discussion, was negatively received. In 2005-2006 the curriculum

was streamlined, but the evaluation ratings remained mediocre (please see the entire report at
www.case.edu/admin/aces/documents/StudentTrainingForGenderAwarnessFinalReport.pdf) which was

not a satisfactory outcome. The experience of the first two phases changed the training in three significant
ways. First, the training was now embedded in
secondly, the training was shifted to outside of the classroom, and third, student associations were
actively recruited as allies/co-sponsors of the training.

Overall, these changes led to clear and solid progress in terms of the reputation of our work among
student groups in STEM fields. The third phase of the program was accompanied by positive quantitative
and qualitative evaluations from the groups that received training.

The gender awareness training was most successful in this third phase when it was specifically combined
with career planning topics and when department level graduate student groups and/or groups with a solid
constituency, such as the graduate student senate, were integrally involved with the planning. Any gender
awareness training at CWRU would be encouraged to follow this model.

K. ADVANCE Distinguished Lectureships

The goal of the ADVANCE Distinguished Lectureships was three-fold: (1) increase the visibility of
senior women scientists and engineers on campus, (2) provide networking opportunities for faculty and
students, and (3) preview potential hires of women and minority senior faculty. Distinguished Lecturers
were invited based on mutual research interests with faculty in the host department for a minimum stay of
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2 days and a maximum stay of 2 weeks at Case. The visit included 3-6 lectures as well as a public lecture
followed by a reception. In addition, many departments scheduled informal discussions with the visitors.
The proposals for Distinguished Lectureships were reviewed by the ACES Internal Advisory Board.

The Distinguished Lectureships were one of ACES’ mo st popul ar progr ams;
faculty enthusiastically took advantage of this opportunity to bring senior women in S&E to Case. In

Years 1-3, Distinguished Lectureships were offered to the 32 ACES departments; in Years 4-5, they

were made available to all departments. 21 ACES departments as well as one clinical department and the

association of women faculty in the School of Medicine hosted Distinguished Lecturers (see below). We

had originally planned to fund 50 lectureships during the 5-year award, but actually ended up funding

only 40 due largely to scheduling constraints associated with the time frame of the ADVANCE Award.

The Center for Layered Polymeric Systems, an NSF Science and Technology Center in the Department of
Macromolecular Science & Engineering, began institutionalizing the Distinguished Lectureships by

funding two per year for the duration of their 10-year award.

The ACES co-Pls and staff also worked with Sharry Floyd, Director of Corporate Relations, to sponsor a
campus visit by Dr. Carol Kovac of IBM, promoting the ADVANCE Distinguished Lectureship within
the greater Cleveland business community.

Year 1 Lecturers Host Department
Nancy Adler, McGill University Organizational Behavior
Dawn Bonnell, University of Pennsylvania Materials Science & Engineering
Debra Rolison, Naval Research Laboratory Chemistry
Year 2 Lecturers Host Department
Ana Achucarro, University of Leiden, Netherlands Physics
Cristina Amon, Carnegie Mellon University Mechanical & Aerospace Engineering
Mary Beckerle, University of Utah Physiology & Biophysics
Viola Birss, University of Calgary Chemistry
Kristin Fichthorn, Pennsylvania State University Chemical Engineering
Martha Gray, Harvard-MIT Health Science
& Technology Biomedical Engineering
Naomi Lamoreaux, UCLA Economics
Jennifer Lewis, University of Illinois at Urbana Materials Science & Engineering
Maria Minniti, Babson College Marketing & Policy Studies
Julie Morris, Washington University Geological Sciences
Nancy Reid, Toronto University Statistics
Year 3 Lecturers Host Department
Marcia Inhorn, University of Michigan Anthropology
Lily Jan, University of California — SF Physiology & Biophysics
Kristina Ropella, Marquette University Biomedical Engineering
Banu Onaral, Drexel University Biomedical Engineering
Margeret Weir, University of California—Berkley Political Science
Susan Taylor, University of San Diego Biochemistry
Year 4 Lecturers Host Department
Sandy Black, University of California— LA Economics
Di ane O’ Dowd, Uni-wimeg si t Biologyf Cal i forni a
Laura Haas Electrical Engineering & Computer Science
Anita Hopper, Ohio State University Center for RNA Molecular Biology
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Joanne Ingwall, Harvard Medical School
Kakaya Kafafi, Naval Research Laboratory
Mary Katzenstein, Cornell University
Vivian Pinn, National Institutes of Health

Year 5 Lecturers

Linda Marie Burton, Duke University
Lucy Candib, University of Massacheusetts
Lorna Gibson, MIT

Kathryn Johnson , Columbia University
Rebecca Lange, University of Michigan
Bettie Sue Masters, Univeristy of Texas
Anna Marie Pyle, Yale University

Biomedical Engineering

Physics

Political Science

Women Faculty in the School of Medicine

Host Department

Sociology

Family Medicine

Mechanical & Aerospace Engineering
Anatomy

Geological Sciences

Biochemistry

Center for RNA Molecular Biology

Political Science

Cognitive Science

Mechanical & Aerospace Engineering
Sociology

Physiology & Biophysics

Theda Skocpol, Harvard University

Eve Sweetser, University of California - Berkley
Marjolein van der Meulen, Cornell University
Linda Waite, University of Chicago

Zena Werb, University of California — SF

L. Endowed Professorships

The program goals included two components:

(1) Anincrease in the number/percentage of women faculty in the S&E departments holding endowed
chairs and.

(2) A commitment by the (then) university president to raise funds for five additional chairs allocated to
women S&E faculty.

Goal one has been fully realized with the number of women faculty in the S&E departments holding
endowed professorships nearly doubling (n=8 in 2003-04 and n=15 in 2007-08) and the percentage of
chairs held by women faculty increasing from 14% to 20% during the five-year period of the program
while the percentage of endowed chairs held by male faculty in the same departments decreased from
86% to 80% over the same period.

Goal two has been only partially achieved. Of the five new Endowed Professorships committed, only two
are in place (one in Political Science, and one in Engineering) and a third is underway (with partial
fundraising already obtained through the School of Management). There are several reasons for the lack
of complete attainment. First, after the commitment was made, national challenges to diversity efforts
raised questions about the legality of creating gender restricted endowed professorships. However, the
Flora Stone Mather Professorship (currently in Political Science) has been constructed to include
language that restricts it to a person in a Science discipline who has shown leadership in gender
issues/initiatives on campus.
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M. Opportunity Grants

The purpose of the Opportunity Grants was to provide support for S&E women faculty to maximize
their chances for success at Case. Grants were available for projects and activities for which it is
difficult to obtain funding through other sources, such as childcare to attend scientific meetings, seed
money to start new projects, travel to workshops to acquire new skills, book writing, etc. Proposals for
Opportunity Grants were solicited twice a year and reviewed by the ACES Internal Advisory Board. In
Years 1-4, Opportunity Grants were offered to the 32 ACES departments; in Years 5, they were made
available to all departments. We were able to award 65 grants to 53 women and one Hispanic male
faculty (see below). The recipients represented 25 ACES departments as well as one clinical department
in the School of Medicine and the School of Nursing. The grants ranged from a few hundred dollars to
at most $25,000. In Year 3, Verena Murphy assessed the impact of Opportunity Grants by interviewing
recipients from Years 1 and 2. The anecdotal reports clearly showed that these small grants made big
impacts on faculty careers. Interviews of most of the recipients are available at the following links
www.case.edu/admin/aces/documents/Opp_Grant_Yearl Int.pdf

www.case.edu/admin/aces/documents/Opp_Grant_Year2_Int.pdf

www.case.edu/admin/aces/documents/Opp_Grant_Year3_Int.pdf

www.case.edu/admin/aces/documents/Opp_Grant_Year4 _Int.pdf

www.case.edu/admin/aces/documents/Opp_Grant_Year5_Int.pdf

The Opportunity Grant program was one of the most well received ACES interventions. The demand was
huge for the limited funds available. As part of an endowment for faculty development, we will be able to
continue awarding Opportunity Grants albeit at a reduced level. We are exploring the possibility of
supplementing the endowment funds in the next few years with funds from the Office of Research
Administration. In addition, we are actively working to increase the endowment.

Year Grantees Department

Anne-Marie Broome Physiology & Biophysics
Kathleen Kash Physics

Hue-Lee Kaung Anatomy

Heather Morrison Astronomy

Clare Rimnac Mechanical & Aerospace Engineering
Elizabeth Short Psychology

Ruth Siegel Pharmacology

Cather Simpson Chemistry

Karen Skubal Civil Engineering

Caroline Sussman Physiology & Biophysics
Lee Ann Thompson Psychology

Elisabeth Werner Mathematics

Year 2 Granteg Department

Alexis Abramson Mechanical & Aerospace Engineering
Cheri Deng Biomedical Engineering
Moren Levesque Marketing & Policy Studies
Lisa Maillart Operations

Heidi Martin Chemical Engineering
Monica Montano Pharmacology

Anna-Liisa Nieminen Anatomy

Julie Rennecker Information Systems

Helen Salz Genetics
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Beverly Saylor
Amy Wilson-Delfosse

Year 3 Grantees
Daniella Calvetti
Charlotte Ikels
Janet McGrath
Emilia McGucken
Deborah O'Neil
Ramani Pilla
Ruth Siegel
Cather Simpson
Caroline Sussman
Elisabeth Werner

Year 4 Gantees
Cynthia Beall

Diana Bergeron
Melissa Knothe-Tate
Jennifer Liang
Anna-Liisa Nieminen
Heather Royer
Anastasia White

Ica Manas Zloczower

Year 5 Grantees
Kristian Baker
Sandra Barnes
Patrizia Bonaventura
Susan Brady-Kalnay
Susan Case

Carlos Crespo
Nahida Gordon
Jonatha Gott

Susan Hinze
LaShanda Korley
Bonnie Lawrence
Christine Nojar

Noa Noy

Meral Oszoyoglu
Catherine Patterson
Silvia Prina

Clare Rimnac
Heather Royer

Ruth Siegel

Sophia Sundararajan
Xinmiao Zhang
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Geological Sciences
Pharmacology

Department
Mathematics
Anthropology
Anthropology
Sociology
Organizational Behavior
Statistics

Pharmacology
Chemistry

Physiology & Biophysics
Mathematics

Department

Anthropology

Organizational Behavior

Biomedical Engineering

Biology

Anatomy

Economics

Psychology

Macromolecular Science & Engineering

Department
Center for RNA Molecular Biology
Sociology

Communication Sciences & Cognitive Science

Molecular Biology & Microbiology
Organizational Behavior

Chemistry

Nursing

Center for RNA Molecular Biology
Sociology

Macromolecular Science & Engineering
Psychology

Psychiatry

Pharmacology

Electrical Engineering & Computer Science
Molecular Biology & Microbiology
Economics

Mechanical & Aerospace Engineering
Economics

Pharmacology

Neurology

Electrical Engineering & Computer Science



N. Partner Hiring Network

Inorder t o addr-bedytpeolltevm” in faculty hiring,

outreach in 2005/2006 to establish a partner-hiring network on the CWRU campus. Working with internal
and external collaborators, the goal was to develop a consortium of the same kind of local industry and
alumni contacts that are utilized by Career Services/Co-Op Offices that serve students, to assist faculty
partners (both new and current) in finding non-academic work in the surrounding area. An informal
network exists through the efforts of Sarah Taylor, chair of the Newcomers Committee. This committee
engages new faculty, their partners and families in the Case community through one-on-one contact,
networking events, and casual coffees and picnics. Ultimately because of economic circumstances, the
partner hiring network is currently limited to the online resources maintained by the Office of Faculty
Diversity (found here www.case.edu/president/aaction/pnetwork.html) and the personal efforts of the
ACES team to make professional connections for faculty partners/spouses looking for employment.

Moving from an informal to a formal policy, academic partner hiring has been used successfully to recruit
and retain a total of 13 faculty members since its adoption in summer 2005. The policy can be read here
www.case.edu/president/aaction/ppolicy.html

O. Minority Pipeline Faculty Exchange

The goal of the faculty exchange was to build a strong bridge with minority universities for minority
students and to provide role models for minority women students at Case. The original plan built on the
partnership of Case and Fisk University, and included semester-long visits of Fisk faculty to Case and
week-long visits of Case faculty to Fisk. Due to financial problems at Fisk University, the faculty were
unable to make extended visits to Case during the academic year. Fisk S&E faculty also teach during the
summer semester, so they are only available for short visits, generally during the time between semesters.
Furthermore, Fisk S&E faculty expressed no interest in Case faculty visits to Fisk.

In Year 1, Dr. Sanjukta Hota, Professor in the Department of Mathematics at Fisk University, visited
Case for two weeks in June. She was hosted by Dr. Gerald Saidel, Professor in the Department of
Biomedical Engineering. Dr. Saidel invited her to participate in a three-day workshop on Molecular
Modeling for Integrated Systems (MIMS). Dr. Hota also met with various faculty members in her field of
research, mathematical modeling of respiration. Dr. Hota had the opportunity to meet with various Case
administrators and the ACES co-Pls. In Year 2, we broadened the faculty exchange program to other
minority universities. Dr. Edu Beatrice Suarez-Martinez, Assistant Professor in the Department of
Biology at the University of Puerto Rico Ponce, visited Case for two weeks in July. She was hosted by
Dr. Joseph Nadeau, Professor and Chair of the Department of Genetics.

During Years 3-5, the ACES Project Coordinator, along with a delegation of faculty and staff, visited
Fisk to recruit students for various summer research programs at Case including the ACES Program. At
least half the students accepted into the ACES Program each year learned about the research opportunity
from those visits. In Years 4 and 5, the ACES Coordinator plus faculty and staff from Case participated in
the Charles S. Johnson Think Tank sponsored by the Race Relations Institute at Fisk University.

In Year 5, Dr. Sheila Peters, Professor of Psychology at Fisk, visited Case for one week in both February
and May 2008. Dr. Peters' visits to Case were supported by ACES and the Office of the Provost and were
hosted by faculty in the Department of Sociology and the Mandel School of Applied Social Sciences.
During her two weeks on campus, Dr. Peters covered a lot of ground. Her activities ranged from meetings
with associate deans in CAS regarding a potential Case/Fisk service learning initiative, classroom and
lunch discussions with undergraduate and graduate students in the Departments of Psychology and
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Sociology, meetings with the dean and associate dean of Graduate Studies about mentoring models for
faculty and students of color and an endowment fund for minority summer internships and graduate
fellowships, to conducting an off-campus leadership development workshop for both personnel and
female residents of the Cuyahoga County Juvenile Justice Center.

P. Minority Pipeline Summer Undergraduate Research Program

The goal of the ACES minority summer undergraduate research program is to encourage women students
from underrepresented groups to pursue academic careers in S&E. Our original plan was to admit five
students per summer, but in some years we were able to support a few more students with additional
funds from the Center for AIDS Research and individual faculty research grants: seven in Year 1, eight in
Year 2, seven in Year 3, and five each in Years 4 and 5. Funding for five students per summer was
institutionalized in Year 3 through an HHMI grant to the Department of Biology, with supplemental
funding through the Office of the Provost. The ACES fellows receive a stipend as well as support for
travel, housing, and food. They are housed together in a suite in one of the new student dormitories. In
addition, research funds are provided to faculty mentors to purchase books and supplies for the students.

Initially, women students were recruited from Fisk University building on the Case/Fisk partnership.
However, word soon spread through reputation and the ACES web site. In subsequent years, we received
increasing numbers of both men and women minority applicants from many different schools, with about
150 applications of highly qualified students in Year 5. Students were encouraged to return for additional
summers of research. In Year 5, the program was offered to men students as well. The ACES fellows are
placed with Case faculty mentors and conduct research in their area of interest for 10 weeks. The students
participate in activities sponsored by other summer research programs, and attend an annual cookout
sponsored by the local chapter of the Cleveland Fisk Club. ACES fellows also join other summer research

participants in a culminating poster session, which is attended by faculty and students. Below is a
summary of the 32 students from eight home institutions, who did research in 14 departments. More
information can be found here: www.case.edu/admin/aces/summer.htm

Year 1 Institution Department

Ami Barry Fisk University Chemical Engineering
Dionne Hope Griffin Edinboro University Chemistry

Kiedra J. Kincade Fisk University Psychology

Shayla Merry Fisk University Biochemistry
Vivien Rico University of Maryland Biomedical Engineering
Elizabeth C. Stewart Fisk University Biology

April M. Walls Fisk University Chemistry

Year 2

Juliana Anquandah College of Wooster Biochemistry
Jourdan Saree Bowe Fisk University Anatomy

Irelys Cruz University of Puerto Rico, Ponce Molecular Biology
Dionne Hope Griffin Edinboro University Chemistry

Kiedra J. Kincade Fisk University Biology

Susana Lopez Barry University Chemistry
Dyianweh Queh Fisk University Genetics

Willania Studmire Case Western Reserve University Psychology
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Year 3

Juliana Anquandah College of Wooster Chemistry

Jourdan Saree Bowe Fisk University Chemical Engineering

Inelisse Diaz University of Puerto Rico, Ponce Biology

Dionne Hope Griffin Edinboro University Chemistry

Marangelly Lopez University of Puerto Rico, Ponce Genetics

Karen Pemberton Fisk University Pharmacology

Dyianweh Queh Fisk University Psychology

Year 4

Edwina Clarke Fisk University Biology

Andrea Gray Edinboro University Chemical Engineering

Joann Marks Fisk University Biochemistry

Maylin Rodriguez University of Puerto Rico, Ponce Electrical Engineering
&Computer Science

Betsy Ruiz University of Puerto Rico, Ponce Biology

Year 5

Oriana Cruz University of Puerto Rico, Ponce Biochemistry

Erica Cedeno Feliciano University of Puerto Rico, Ponce Center for RNA

Peter Frank Westminster College Civil Engineering

Charles Joseph Fisk University Mathematics

Tiffany Thompson Fisk University Chemical Engineering

Although we were unable to maintain contact with most ACES fellows, we know of is headed to graduate
school in S&E fields. Jourdan Bowe is a graduate student in nutrition here at Case Western Reserve
University, Dionne Griffin in pursuing a Ph.D. in chemistry at Miami University and April Walls
received her M.B.A. at Case. Three of the five ACES fellows from Year 5 intend to enter graduate
programs in their host departments here. Thus, the ACES minority summer undergraduate research
program has developed a small pipeline for minority graduate students in S&E.

Q. Family Friendly Policies

A number of family friendly policies have been instituted since 2003 that help improve the climate for
faculty and assist with recruitment and retention efforts. (All of the polices can be viewed at
www.case.edu/president/aaction/policies.htm )The Partner Hiring Policy and the Pre-tenure Extension
Policy took inconsistently applied informal policies and created formal mechanisms that ensure equitable
access. Partner Hiring Policy has helped to recruit and retain 14 faculty members since its adoption in
2004. The Workload Release Policy allows faculty members who are the primary care-giving parents to
be granted a work-load release from teaching and service duties for one academic semester following
each live birth or each adoption of a child under the age of six. The Domestic Partner Policy, adopted
after a state ban on same sex marriages, ensures Case's LGBT faculty that domestic partner benefits are
extended to all members of our community and according every individual the same freedoms and rights,
including domestic partner benefits.
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Information dissemination of new updated polices has been institutionalized through the Faculty Work-
Life Brochure which is distributed by the Office of Faculty Diversity. The brochure can be viewed
www.case.edu/admin/aces/documents/work_life_2008.pdf

PROPOSED RESEARCH

A. Climate Survey
Two climate surveys were conducted in 2004 and 2007. Their executive summaries are
presented below.

Executive Summary from 2007
In December 2007 an online, confidential survey on University climate and community was administered

to faculty members of Case Western Reserve University (CWRU). The survey's purpose was to examine
the quality of the University's academic climate and community and their impact on the experience of
being a faculty member at CWRU. A secondary purpose was to assess factors that may affect the
recruitment and retention of faculty members, especially women and under-represented minorities.
Questionnaire items pertained to overall levels of satisfaction, faculty colleagueship and support, the
effectiveness of academic leadership, access to opportunities and resources, mentoring, support for
work/life integration, sources of personal stress, and the quality of relationships within the campus
community. The data obtained were primarily quantitative ratings, with three open-ended qualitative
guestions at the end of the survey. The survey was sent to 2,592 full-time faculty members at the rank of
Instructor and above. There were 602 responses from all schools within the University, including 170
responses from faculty in clinical disciplines in the School of Medicine. The response rate for all schools
excluding School of Medicine faculty in clinical departments was 39%. The response rate for all schools,

inclusive of faculty in the Schoolhemairfcontisiahd ot i

the survey are:

1. CWRU faculty members report a positive climate as reflected by:
e Moderate satisfaction with community and academic dimensions of campus life
Positive relationships with peers and administration
Moderate support for work-life integration
Positive quality of colleagueship and support in their primary units
Moderately effective leadership in their primary units
Feelings of high value and inclusion in their primary units
Low sense of pressure and restrictions
Moderate informal mentoring within and outside the University.

CWRU faculty also:
o Perceive that recent transitions in University administration are hopeful and encouraging
e Perceive problems with leadership at all University levels involving the lack of transparency,
fairness, trust and vision
o Perceive that resources, infrastructure and supports have declined in the past three years
o Perceive that academic standards and culture have declined
o Perceive that rewards are not commensurate with their overall contributions
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¢ Feel undervalued and disconnected from university-wide initiatives
¢ Perceive a difficult or adversarial relationship stemming from the financial and work agreements
between CWRU and University Hospitals of Cleveland.

2. Faculty climate has declined on certain key aspects and improved on others sincéAw€i@ge
ratings are significantly lower on the preponderance of comparable items in 2007 as compared with 2004
(including items on satisfaction with community and academic dimensions, quality of relationships within
the campus community, quality of colleagueship and support in the primary unit, and effectiveness of the
primary unit head) except for items reflecting supports for faculty work-life integration which are
significantly higher in 2007 as compared with 2004.

3. Faculty climate is consistently influenced by the Schod#@e. Significant differences among
Schools/College exist on most factors and items analyzed.

4. Primary unit heads (deans and chairs) are critical agents in the development and maintenance of
productive and collegial workplaces, and an engaged facoltymunity.

5. Faculty members experience the highest stress from securing funding for research and scholarship,
and from scholarly productivityremale faculty members report higher stress from scholarly productivity
and advising responsibilities than do male faculty members.

6. Attention to the career development of longtime faculty members, particularly Associate Professors, is
needed. Assistant Professors are the most satisfied with their compensation and professional
development, and receive the most mentoring from within the University. Associate Professors report

feeling the least sense of value and inclusion in their primary units and the least satisfaction with
administrative support for research and teaching. Professors report the least stress from teaching
responsibilities and review and promotion processes, and the least sense of pressure and restrictions.

7. Informal mentoring from within and outside the University remains moderate while formal mentoring
within and outside the University rams low

8. CWRU has improved certain key aspects of the climate for women fdoultg.2004 Faculty Climate
Survey, women faculty in comparison to men faculty reported lower community and job satisfaction,
lower ratings of the leadership effectiveness of their primary unit head, and lower resources and supports
for academic performance from their primary unit head. These significant differences disappeared in the
2007 survey. However, similar to 2004, the current survey revealed that female faculty members, in
comparison with male faculty members, continue to report lower ratings of value and inclusion in their
primary unit, higher ratings that gender and race make a difference in how faculty are treated in their
primary unit, and a greater sense of pressure and restrictions.

Recommendations:

Based on the results of this analysis, the Resource Equity Committee recommends the following actions
to continue the process of faculty community and climate development throughout the University
environment.

Primary Unit (School/College or Department) Level:
1. Leadership DevelopmentCreate a Leadership Institute for managerial and leadership
enhancement of department chairs and School/College deans, associate deans and assistant deans.

2. Faculty Mentoring ad Developmentimprove formal and informal mentoring of pre-tenure
faculty (Instructors and Assistant Professors) within each primary unit. Prioritize the mentoring,
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support, and development of Associate Professors. Provide academic career coaching for new or
transitioning faculty, and executive leadership development coaching for Professors.

3. Climate ImprovementsContinue to improve the day-to-day academic experience of faculty

within the primary unit as follows:

a. Enhance the quality of colleagueship and the overall experience of inclusion in the primary
unit.

b. Enforce zero-tolerance for faculty misbehavior and incivility.

c. Improve the fair allocation of assignments, resources, and supports to advance academic
performance, and make these decision processes transparent.

d. Continue efforts to support and improve faculty work-life integration.

University Administration Level:

4. Leadership Accountabilitincrease the accountability of primary unit heads (deans and chairs)
for leadership of an engaged faculty community and creation of a productive and inclusive
academic culture that excels in the integrity of and respect for all members. Require regular
evaluations of School/College deans and department chairs by faculty.

5. Enhancements in Campus Resouragad Infrastructure to Specifically Support the Academic
Enterprise Continue to prioritize the generation of resources to support research, scholarship and
teaching activities since these are critical to faculty perceptions of University climate.

6. Extersion to Staff and Studenttndertake efforts to survey staff and students about their
experiences of campus community and climate.

Executive Summary from 2004

In May 2004 an online, confidential survey on university climate and community was administered to
faculty members of Case Western Reserve University (Case). The survey's purpose was to examine the
quality of the university's academic community and its impact on the experience of being a faculty
member at Case, and to assess factors that may be adversely affecting the recruitment and retention of
highly qualified faculty members, especially women and under-represented minorities. Questionnaire
items pertained to faculty involvement in campus activities, faculty interactions and colleagueship,
academic leadership, access to resources, and overall levels of satisfaction. The data obtained were
primarily quantitative ratings, with one open-ended qualitative question at the end of the survey.

508 full-time faculty members responded to the survey. After dropping poor quality responses, and
responses where school/college was not identified, a final sample of 240 responses (39%) were analyzed
from all schools/colleges other than the School of Medicine, and 206 responses were analyzed from the
School of Medicine (12%). The main conclusions of the survey are:

(1) Overall, Case faculty:

a) Are moderately involved in academic activities on campus, and are involved in extracurricular
activities on campus to a low degree

b) Perceive positive relationships with peers and administration

c) Feel valued for their work and successes

d) Experience moderate support for work-life integration

e) Believe there is effective leadership in their primary units (school/college or department)

f) Are moderately clear on allocations of resources, and perceive moderately fair distribution of
resources

g) Would prefer more effective mentoring

h) Are generally satisfied with their experience of and engagement with Case
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(2) Some Case faculty:
a) Perceive that teaching and service are undervalued relative to research
b) Perceive that resources, infrastructure and rewards are not commensurate with their overall
contribution to Case
c) Are disconnected from university-wide initiatives
d) Suggest that Case needs to work on enhancing a community of inclusion

(3) In particular, women faculty, in comparison with their male colleagues:
a) Feel less supported and valued in their school/college or department
b) Perceive that gender, race, and family obligations make a difference in how faculty members are

treated
c) Experience a greater sense of pressure and restrictions
d Report | ower ratings of their academic unit he

of resources and supports

e) Experience more mentoring from outside their primary units

f) Perceive that compensation and non-research supports are less equitably distributed

g) Perceive that compensation, office and lab space, teaching requirements, and clerical support are
allocated with less transparency

h) Are less satisfied with their overall community and job experience at Case.

Recommendations

The quantitative and qualitative data from this survey represent a range of faculty perspectives and depict
a common interest in enhancing the climate at Case. Based on the results of this analysis, the
Subcommittee on Faculty Engagement, Motivation, and Commitment and the Resource Equity
Committee suggest the following actions to continue the process of development throughout the
University environment.

Primary Unit (School/College or Department) Level:

1. Institute formal policies and provide adequate resources for enhanced leadership training of department
chairs and school/college deans.

2. Improve the day-to-day academic experience of women faculty and junior faculty (instructors and
assistant professors) within the primary unit by:

a) Enhancing the quality of colleagueship and the overall experience of inclusion in the primary unit

b) Paying attention to the allocation of academic assignments, resources, and supports by the
primary unit head (chair or dean) to advance academic performance

c) Improving work-life integration.

3. Improve mentoring and development of all faculty in the primary unit.

4. Improve transparency in school/college and departmental decision processes and in the implementation
of existing faculty policies.

University Administration Level:

1. Work closely with the Faculty Senate to determine and institutionalize means for enhancing the
campus-wide faculty community experience.

2. Increase support for and accountability of primary unit heads (deans and chairs) for leadership of a
vibrant faculty community and creation of an inclusive academic culture.
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3. Continue to publicize and adequately fund the work of the University Diversity Officer, emphasizing
his/her role as facilitator for faculty inclusion and equity oversight in recruitment, employment,
advancement, and other areas related to faculty duties.

4. Undertake similar efforts to survey staff and students about their experience of university community
and climate.

The 2004 report is found here: www.case.edu/admin/aces/faculty engagement 10 04.pdf , the 2007
report is found here: www.case.edu/admin/aces/documents/2007Faculty Climate_Final.pdf

B. NSF Indicator Data i Temporal Trends of Indicators

The full report of the indicator data (5-year cumulative) is available here
www.case.edu/admin/aces/documents/5_Year NSF_Indicators.pdf, and select key indicators are
presented in the Figures below.

Figure 2: Number of S&E Tenure Stream Faculty by Gender

Number of Tenure Stream Faculty in S&E Departmetns by Gender
from AY2003-04 to AY2007-08
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