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While gender equity has been achieved in some fields, and educational participation of women has, in
general, reached equitable numbers, the number of women in science and engineering (S/E) has
persistently and alarmingly lagged far behind the participation of men. Strong institutional and societal
efforts are needed to foster change to bring gender equity to S/E. UCSD Chancellor and chemist Marye
Anne Fox, and UCSC Chancellor and electrical engineer Denice Denton, both newly inaugurated, are
committed to leading the efforts to enact change collaboratively at their campuses, within the University
of California (UC) system, and on a national level.

UCSC and UCSD bring a unique partnership towards advancing women in science and engineeringS/E
that builds on their strengths and their differences. Both UCSC and UCSD are in the midst of substantial
growth in faculty and students over the next 15 years, resulting jointly in over 1100 new faculty. Since
over 50% of this growth will be in S/E, this increase presents a unique opportunity to foster major
changes that advance the representation of women faculty in these areas. As well, both the San Diego and
Santa Cruz regions are known for high technology endeavors encompassing biotechnology,
communication, software, defense, space, information technology, and multimedia. Both regions are
growing, and their ethnic composition is becoming increasingly diverse. While both campuses came into
being at the same time, they also have unique and different characters. Thus, our collaborative approach
to institutional transformation will be facilitated by our similarities and stimulated by our differences.
Most importantly, our institutional collaboration provides the opportunity for a “living laboratory” where
some of the same activities can be instigated separately on both campuses and the outcomes can be
examined in a comparative framework. Sharing and comparing our results can lead to a better
understanding of what variables influence their success. At the same time, we will share jointly some
activities to create a broader network of support, and . We expect with the cooperation of the UC
President’s Office, we will use the best of that these activities will ultimately help us to institute change
across UC in the future.

We envision the UC-WISE (Women in S/E) Collaborative Center as a major force to advance women
and underrepresented minorities in science and engineering in the upcoming period of faculty growth.
Faculty-led and project oriented, UC-WISE will drive multifaceted and multilayered transformation at our
UC institutions by focusing upon activities that (1) transform the perceptions and practices in faculty
recruitment, retention and promotion, (2) provide support, mentoring and career development for women
and underrepresented minority faculty in S/E at each career point, and (3) promote and retain women and
underrepresented minority faculty as their academic careers evolve, including improving the academic
climate.

UC-WISE will impact the science and engineering community by making permanent changes to
academic culture of universal benefit. The intellectual merit of this proposed work is to advance research
and knowledge on academic culture transformation for promoting women in S/E, particularly in academic
careers. The broader impacts of our proposed activities include the enhanced participation of women
across the spectrum of academia in S/E at UCSD and UCSC, and enhanced networks of women faculty
across the UC campuses, and an increase in the number of women faculty mentors for the next generation
of scientists and engineers. The collaborative approach also has the potential to lead to changes that can
be more readily exported to other campuses.



1. Introduction and Motivation

1.1 National Context

Innovations in science and engineering (S/E) continue to change the very fabric of our nation and our world.
Progress in these disciplines is advanced by the contributions of diverse minds and perspectives; however, the
diversity of the nation’s technical workforce is not reflective of the diversity of our society. In order to meet future
national needs, more women and underrepresented minorities (URM) must be recruited and retained in S/E
[NSB2003]. This under-representation in the S/E workforce at large is mirrored in our universities, where the
training of our future generations takes place. Women faculty continue to lag behind men in terms of salary, and
since the late 1970s, the percentage of full-time tenured women faculty has remained at about 47% (vs.70% for
men) [AAUP2005]. In S/E, while the number of bachelor’s degrees awarded to women has reached equitable
numbers overall [NAE2004], the complex pathways of many women’s lives in our society have led to fewer and
fewer who go on to earn more advanced degrees and who persist in S/E fields. At all career points, the percentage
of women in the technical work force lags behind the percentage of degree recipients [XieShauman2003]. Overall,
the number of women at all levels in specific technical fields such as engineering, computer science, and the
physical sciences, has persistently lagged far behind the participation of men [NAE2004]. Strong institutional and
societal efforts are needed to foster change to bring and retain gender equity to academic S/E.

1.2 California Context

California is the most diverse state in the nation, and its economy is fifth largest in the world. According to the 2000
state census, California is both growing and becoming ethnically more diverse, with minorities comprising 53% of
the population, up from 43% in 1990. Latinos represent 31% of the population, more than double the national
representation. California’s job production and economy is fueled by the University of California (UC) system, and
UC produces 7% of the nation’s Ph.D. graduates [UCStatistics05]. In fact, UC is involved in every level of
education, from K-12 through its research universities. The combined diversity and size of California should
provide potential for increasing the number of women and underrepresented minorities in S/E.

1.3 University of California Context

UC was founded as the state's land grant institution in 1868, and has grown to encompass ten campuses, including
Santa Cruz (UCSC) and San Diego (UCSD). UC currently trains more than 200,000 students annually, with support
from over 160,000 faculty and staff. Many students remain in the UC system for their full academic education, and
94% of entering freshmen are California residents. S/E faculty represent 35% of the total, with health sciences at
18% and social sciences at 19%. UC is widely recognized in research (for example, with 28 Nobel Prize recipients
and over 450 National Academy members) and for its technical impact upon society (e.g., 2500 patents as of 2002).

While distinguished in S/E, UC’s representation of women and minority faculty in these areas is low, and much
needs to be improved. Immediately after the passage of California Proposition 209 [Prop.209] in 1998, the number
of new women faculty hires decreased from 36% to 26%, and has only now reached its pre-Prop. 209 levels
[UCDavis05]. In 2004, overall at UC, 27% of the ladder-rank faculty were women, with 22% at UCSD and 38% at
UCSC.

Despite these troubling numbers, there is a real commitment to diversity at UC, and the time is right for strategic,
focused efforts to change institutional climate and practices across UC. For example, the UC Affirmative Action
Guidelines for Recruitment and Retention of Faculty [UCAAOQ2] specify best practices for recruiting, retention and
diversity at UC, and individual campuses have put in place their own efforts to address these activities (for example,
the 2003 UCSC Physical and Biological Sciences study on faculty gender issues, and the 2002 UCSD Gender
Equity Report). In addition, a Presidential Task Force on Faculty Diversity has just been initiated at UC, with a
report expected in early 2006. Two of our PI’s, Lisa Sloan at UCSC, and Jorge Huerta at UCSD, are two of the ten
members of the UC-wide Task Force.



1.4 Why a Collaboration?

UCSC and UCSD propose to form a unique partnership for advancing women in S/E. We will build a collaborative
approach to institutional transformation based on our strengths, facilitated by our similarities, and stimulated by our
differences. Both UCSC and UCSD are young campuses of similar age and are in the midst of substantial growth in
faculty and students that is expected to continue over the next 15 years. This expected growth of over 1100 new
faculty between the two campuses, with over 50% in S/E, presents a unique opportunity to foster major changes that
advance the representation of women faculty in these areas. While both campuses have strong similarities, they also
have unique and different characters. UCSD was founded with the aim of creating a strong science school by
recruiting already highly established (predominantly male) scientists as a core group to attract others. UCSC was
originally envisioned as an “alternative” campus emphasizing excellent undergraduate education and
interdisciplinary approaches. From these diverse beginnings, both UCSC and UCSD have grown into nationally
recognized research universities. However, discipline-wise, our institutions have some large differences. For
example, engineering at UCSD represents about 20% of the student body, whereas at UCSC, it is younger and
smaller, but slated for near-term growth. UCSD has a School of Medicine, which UCSC does not. UCSC has a
combined division of Physical and Biological Sciences, while at UCSD they are separate schools.

The overall goal of our collaboration is to increase the number of women, and the success of women, in S/E on our
two campuses. Our collaborative approach will facilitate this goal by providing the opportunity to establish a
“living laboratory” where some of the same activities can be instigated separately on both campuses and the
outcomes can be compared. For example, how will institutional transformation evolve on our two campuses, when
we consider that at UCSD, Biological Sciences (with 23% women faculty) is separate from Physical Sciences (with
11%), while at UCSC, they are a joint unit, with 18%? What is needed to motivate institutional transformation in
the mature school of engineering at UCSD, versus in the relatively young state of engineering at UCSC? Is the
nature of barriers to institutional transformation related to maturity of an academic program? Likewise, does the
degree of interdisciplinary activity help or hinder transformation of institutional practices such as gender equity?
Sharing and comparing our results will help us to better understand what variables influence their success and lead
to the positive changes that we seek. As an added value, in our combined effort we can produce a resource base that
is both broader and deeper than if each campus made this effort separately. Lastly, creating a new network based on
collaboration and trust across our campuses will provide a broader base of support for instituting UC change.

Upon establishing the practices that will help us reach our goals, we will export our gained knowledge, procedures
and assessment practices, thereby increasingly expanding the inclusion of women in S/E academia. Because UC
campuses share many of the same general policies, data and practices, the opportunity to export our UC-WISE
(Women in S/E) endeavor to our sister UC campuses has tremendous potential for transformation. In our
collaborative effort, we also will work with UC Irvine ADVANCE (http://advance.uci.edu/) to evaluate their Equity
Advisor program for dissemination to our campuses, we will work with the UC Berkeley team, who are submitting
ADVANCE: Synergy, Sustainability, and the UCB Network of Change, to promote the UC Family Friendly Edge
Initiative, and we will jointly convene several UC-wide meetings focused upon women in S/E academia.
Collaboratively, we can accomplish much that can broadly impact women in S/E.

1.5 A Collaborative Center for Change

As the basis for our collaboration, we propose to create the UC-WISE Collaborative Center. We envision UC-WISE
as a major force to advance women in S/E in the upcoming period of UCSC and UCSD growth. Faculty-led and
project oriented, UC-WISE aims to “change the institution, not the women” [Rosser2004]. UC-WISE will
determine problem issues by collecting and analyzing data, sharing and fostering knowledge, and promoting,
implementing, and evaluating strategies to overcome problems. UC-WISE will pursue the goals listed in Table 1
(also discussed in more detail in the listed sections).

These goals represent multifaceted and multilayered changes to academic culture that will provide benefit across the
spectrum of S/E academia on our campuses. Our successful UC-WISE program will create a “living laboratory” to
promote academic careers for women in S/E in the post-affirmative action world, working with social scientists to
measure and evaluate methods and outcomes, and actively disseminating the results. In addition, we will work with
and build on what we learn from other ADVANCE programs. Upon establishing the practices that will help us reach
the goals outlined in Table 1, UC-WISE will share our procedures and assessment practices nationally.



TABLE 1 Goals and Activities
Goal

Sec. Activities

Transform perception and practices in 4, 1. Develop training and toolkits in effective recruiting,
recruiting, promotion and retention of promotion, and retention practices
women and underrepresented 2. Develop knowledgeable cadre of respected, influential
minority (URM) faculty faculty (WISE Advocates)
3. Create Faculty Fellows program
4. Work to broaden the criteria for appointments and
promotions, including greater recognition for mentoring
and service for diversity
5. Establish detailed gathering of recruiting, retention, and
promotion data
6. Develop progress monitoring, collective agreements,
and institutional feedback
Expand women and URM faculty | 5. 1. Improve junior faculty mentoring, professional
mentoring and development
development 2. Create Junior Faculty Fellows program
3. Develop leadership & professional development
workshops
4. Hold Graduate and Postdoctoral academic career
workshops, and provide enhanced mentoring at that level
Support career evolution and 6. 1. Work to enhance partner and family-friendly policies
retention of women and URM faculty 2. Facilitate networking activities
3. Promote increased data gathering and dissemination on
faculty workloads, salaries, tenure and promotion,
resources, climate and life issues
4. Annual UC Summit of women and URM faculty in S/E
Evaluation 7. 1. Carry out continual evaluation via campus and UC
records, surveys, interviews, and comparison to baseline
data
2. Establish ongoing and comparative analyses of UC,
UCSD and UCSC practices and results
Dissemination 9. Disseminate information between campuses via UC-WISE
activities, meetings, workshops, UC-wide meetings, and via
website, multimedia, reports, and publications
Sustainability 10. Establish permanent policies and programs at UCSC and

UCSD based on our results, and export throughout UC

2. Baseline Data of Women and Underrepresented Minorities in Science and Engineering

2.1UCSD

UCSD is known in the UC system as an innovator and for its focus on excellence in S/E. UCSD is ranked 10"
nationally on the quality of its faculty and graduate programs by the National Research Council, 5th in the nation in
federal R&D expenditures by the National Science Foundation, and is 6th in the nation in National Academy of
Sciences membership. UCSD faculty and students have helped bring economic prosperity to the region by
spawning over 200 high technology companies, notably in telecommunications and biotech. Diversity continues to
be a strong campus commitment (for example, campus-wide recruiting best practices [UCSDBP]). With newly
inaugurated Chancellor and renowned scientist, Marye Anne Fox, as its head, UCSD is poised to effect innovative
academic culture change. The basis of this change is the data collected on gender and underrepresented faculty
equity. A current profile of ladder rank faculty follows (there are currently no American Indian faculty at UCSD, so

we have omitted that group from our table).




New Faculty Appts.
UCSD Faculty Men Women Ethnicity 04-05

10/31/2004 Total Total Detailed Count by Ethnicity (#, %) Women | Minorities

# | % [ #]%| white |Afr. Amer. | Hispanic | Asian [#] % [#] %

Jacobs School of Engineering

| Subtotal [ 143 [ 94% ] 9] 6] 98 [64% | 0] 0% | 5|3% |49 [32% [2]25% | 3 | 38%
Physical Sciences

| Subtotal | 126 [ 89% [ 15 | 11 [ 109 [77% | 1] 1% | 7[5% |24 [17% [3[27% | 4 | 36%
Biological Sciences

| Subtotal | 56 | 77% [ 17 [ 23] 56 [77% | 2] 3% | 2|3% |13 [18% [3[30% | 2 | 20%
Social Sciences

| Subtotal | 136 | 69% || 62 | 31 | 165 [83% | 11| 6% | 14 | 7% | 8] 4% [4[31% | 2 | 15%
Arts & Humanities

| Subtotal | 116 | 64% [ 66 | 36 | 145 [80% | 9| 5% | 14 | 8% |14 | 8% [ 7[50% | 4 | 29%
School of Medicine

| Subtotal | 172 [ 86% [ 28 | 14 [ 175 [88% | 1| 1% | 0| 0% |24 [12% [4[33% | 3 | 25%
Scripps Institution of Oceanography

| Subtotal | 73[84% 14| 16] 81][93% | 0] 0w | olow| 6] 7% |0 0% | 0] 0%

While the numbers of women and minorities detailed in the table in S/E, and particularly in engineering and physical
sciences, are grim, and have been for some time, the table shows in 2004-05 there has been progress in both units.
Additionally, the Jacobs School of Engineering made 10 academic appointments for 2005-06, including 3 women.

The UCSD Gender Equity Report [UCSDGERO02] determined that the major challenge facing UCSD general
campus is to recruit and retain women faculty in proportion to the available pool in S/E, and that retention is a more
serious issue for women. Progress has already been made on many of the recommendations in the report: annual
reviews of faculty salary, implementation of two new mentoring programs, initiation of a Career Equity Review
process [UCSDCERY], launching of the Partner Opportunities Program [UCSDPOP], Deans’ evaluation on progress
towards faculty diversity, as well improvements in childbearing benefits, including automated and extended leave,
university cost sharing for childcare, and publication of a family accommodation pamphlet [UCSDFAP]. The
follow-up UCSD Gender Equity Summit [UCSDGESO04] resulted in additional recommendations, including a
leadership training program and formalization of leadership and outreach activity recognition, more proactive
attention to recruiting, respectable part-time positions, strengthening the Partner Opportunities program, and
increased support for child care. The UCSD Health Sciences Gender Equity Report and Equity Action Plan
[UCSDHSPO04] identified the continued under-representation of women faculty, and a considerable gap (25%)
between men’s and women’s salaries, after accounting for years since receiving their degrees and years at UCSD.
The UCSD Underrepresented Faculty Task Force Report [UCSDUFRO04] summarized the unacceptably low number
of underrepresented faculty, and cited recruitment and retention as major issues. Recommendations included a high-
level diversity officer (resulting in the appointment of Chief Diversity Officer and Co-PI, Jorge Huerta), and better
education of academic leaders relating to diversity issues.

2.2UCSC

UCSC is widely known for its commitment to undergraduate education and its innovative and interdisciplinary
research. As one example of the latter, the integration of biology and computer science has made UCSC a leading
center in bioinformatics. Led by David Haussler, UCSC investigators assembled the first complete version of the
human genome from sequence data collected from around the world. These scientists now play a leading role in
comparative analysis of human, mouse, rat, and other genomes. In other arenas, UCSC ranked 1st in the nation for
its academic research impact in the field of space sciences, according to the Institute for Scientific Information (1SI)
in 2003, and UCSC ranked as the 2nd most influential research institution in the world in the physical sciences,
according to a 2001 ISI report. And, in a survey of 60 elite Association of American Universities member schools,
UCSC ranked 15th for the percentage of its students whose bachelor's degrees led to doctorates. In 2001, U.S. News
& World Report ranked four UCSC graduate offerings among the best in the country, including earth sciences and
astrophysics/space. Most recently, on February 14, 2005, Denice Denton became the ninth Chancellor of UCSC.
Denton has a national reputation for effective advocacy supporting access to science, math and engineering




opportunities for women and minorities, including during her most recent tenure as Dean of the College of
Engineering at the University of Washington. Denton plans to address these same issues at UCSC, as evidenced in
part by her role as co-PI on this proposal.

UCSC Faculty Men Women Ethnicity
As of 10/31/04 Total Total White | Afr. Amer. | Hispanic Am. Ind. | Unknown
# | ow [#] w | # ] w | # ] w [#] w [#] v |#]w]|#] %

School of Engineerin

Subtotal | 59 | 84% | 11| 16% | 45]64% | o] 0% | 6] 9% |12]17% | 0] 0% | 7] 10%
Division of Physical & Biological Sciences

Subtotal | 125 | 829% | 27 | 18% | 128 | 84% | 1| 1% | 3| 2|16 1296 | 1] 1% | 3| 2%
Division of Arts

Subtotal | 32| 48% |34 | 52% | 51]77% | 3| 5w | 3| 5% | 6] 9w | 1]2%| 2| 3%
Division of Humanities

Subtotal | 50 | 52% | 46 | 48% | 67| 70% | 9| 9w | 8| 8w |10] 10| 1] 1% | 1| 1%
Division of Social Sciences

Subtotal | 79 |53% | 71| 47% | 106 | 71% | 6] 4% | 15| 10% |21 ]14% | 2] 1% | o] o%

Comparative studies show that UCSC has the most diverse faculty of all UC campuses (see above table), but that
does not mean that efforts to increase women and URM in S/E are unnecessary. Across engineering at UCSC (which
includes Computer Engineering, Computer Science, Electrical Engineering, and Biomolecular Engineering) in the
past 10 years, the percentage of women receiving Ph.D.’s has varied from 0% (in 3 of 10 years, reflecting the
youthfulness of the engineering program) to 26.7%. (In comparison, from 1982 to 1996, doctoral degrees across
engineering and computer science averaged 15.4% annually. (UCOP, May 2005)) The percentage of women in
faculty positions across the same departments has varied from 8-15 % over the same period. And, despite nearly a
doubling of faculty numbers in the UCSC School of Engineering over the past 5 years (from 40 to 71), the
percentage of women faculty during that same period of time has varied little, between 14-16%. Across the physical
and biological sciences in the past 10 years, the percentage of women receiving Ph.D.’s has varied from 23.9% to
47.6%, whereas the average number of national doctorate degrees awarded annually (1982-96) was 30.25% (UCOP,
May 2005). The percentage of women in faculty positions in the physical and biological sciences over the past 10
years has varied between 17 and 19%. Two internal studies carried out by the UCSC Division of Physical and
Biological Sciences to assess the professional and academic climate for women in that division [UCSCPBSci03,
UCSCPBSci05] articulated three issues that women faculty identified as important to address. First, women faculty
should be supported in maintaining a productive scholarly career while concurrently engaged in child rearing.
Second, there should be the establishment of promotion and institutional reward policies that recognize the varied
career trajectory of women scientists and engineers. Third, there needs to be institutional recognition of the
successes of women in S/E professions, which may be different in nature from those of their male counterparts. In
addition, the second study [UCSCPBSci05] recommended that UCSC seek support and change through the NSF
ADVANCE program.

3. Plans and Conceptual Framework

What emerges from the studies on our respective campuses as well as studies at other institutions is a set of
recommendations that form the basis of our plans. In broad outline, we will drive transformation of our UC
institutions by focusing upon activities that transform the perceptions and practices associated with recruitment,
retention and promotion (Section 4), activities that provide support, mentoring and professional development for
women and URM faculty (Section 5), and activities that promote and retain women faculty throughout their
evolving academic careers, including the issues of faculty climate (Section 6). For all of these activities, our
Evaluation Team will annually assess progress so that we may make adjustments to optimize the learning and
transformational activities on each campus. This analysis will include multi-campus comparisons of the factors that
influence the success of each activity.




Our conceptual framework is based on the hypothesis that we will gain greater understanding of how to institute
transformation at our academic institutions by comparative analysis, and that a multi-faceted approach to
institutional change is needed. Another underlying concept is the life course ladder [XieShauman2003], a more
complex view than the previous “pipeline” concept, useful for understanding and remedying the gender gap for
women in science and technical fields. At each step in their life course, there are different and multidimensional
forces influencing women in S/E, and their presence has to be taken into account to work towards increasing the
number of women at that level. Based on their work, one can view our approach as a Ladder in which we aim to
advance women at each step, from graduate student to faculty member. At each level, we propose slightly different
strategies. For example, at the graduate and postgraduate level, we are proposing area-driven academic training
workshops, and the use of electronic media to facilitate networking and community building at that level. For junior
faculty, we are emphasizing focused mentoring by senior faculty toward a specific goal (proposed by the junior
faculty member). For more senior faculty, the Women’s Leadership Alliance (WLA), the creation of WISE
Advocates, and leadership and professional development, are central components. In addition, UC-WISE will
designate Junior Faculty and Faculty Fellows, 1 each level per year on each campus. Junior Faculty Fellows can
provide more immediate role models for the graduate and postdoctoral scholars, and Faculty Fellows can likewise
provide inspiration for junior faculty. As well, they can serve as hubs between each level. Several activities we
propose are common across levels, such as enhanced mentoring. Another important overall goal is the creation of
new social networks for grass-roots change, based on common activities and trust [Stephenson2005].

An additional part of our conceptual framework is the amplification of positive vectors for change that already exist
[SterninChoo2000]. We will identify those individuals and groups in the current organizations that are succeeding
in terms of diversity goals (increasing numbers, creating a positive atmosphere) and amplify their effects by giving
them resources and publicity. When appropriate, we also will scale up what they are doing to different or larger
settings, with their involvement and help. An example of this amplification is the proposed expansion of the
focused mentoring model of UCSD Health Sciences National Center for Leadership in Academic Medicine
(NCLAM) [NCLAMO04] for junior faculty in S/E at both campuses.

We expect that our dual-campus approach to institutional transformation will amplify the network and the numbers
of advocates for change. “Critical mass” is defined as “the discrete point at which the presence of a sufficient
number brings about qualitative improvement in conditions and accelerates the dynamics of change”
[Etzkowitzetal1994]. Our collaboration will create networks that approach critical mass, or at least get beyond
tokenism (less than 15% representation, according to [Kanter1977a, b]) in helping to create a better and more
successful climate and basis for change. Being a token can adversely affect women more than men [Budig2002].
While increasing the numbers by itself is not adequate to erase negative effects of being in the minority or a token, it
can nonetheless help to accelerate change.

4. Goal 1: Transforming Perception and Practices in Recruiting, Promotion and Retention

Barriers: Unconscious and conscious bias [WennWold1997, Valian1999, TrixPsenka2003], cognitive errors
[Moody2004, 2005], tokenism [Bell1992], lack of faculty training, advice and coaching in process [Moody2005].

4.1 Develop Training and Toolkits

Following [Moody05], it is important that all faculty and administrators learn how to recognize and overcome
(un)conscious biases and cognitive errors that may be employed during recruitment and promotion. According to
Moody, these biases and errors bring about the undervaluing of women and underrepresented minorities. In
addition, dysfunctional departmental and institutional practices can undercut effective recruiting, mentoring, and
retaining of non-majority faculty, and faculty must learn to understand and determine what good practices should
replace them. We propose that Consultant Moody help us develop two workshops to train and increase awareness in
these issues:

Workshops on Cognitive Errors made by Individuals (Initiated in Year 1)
Purpose: Help individual faculty and administrators to overcome cognitive errors, leading to evaluation processes
that are more vigorous, fair, and evidence-based. Negative and positive stereotyping are two of the biggest errors



commonly made but there are a number of others, such as seizing a pretext, longing to clone, and so on. While these
errors can at times hurt any candidate, the errors almost always result in the shortchanging of non-majority faculty.

Workshops on Dysfunctional Practices followed by Committees, Departments, and Campuses (Start Year 2)
Purpose: Help faculty and administrators learn to recognize organizational practices that inadvertently hamper
effective recruiting, retaining, and mentorship of colleagues (especially non-majority colleagues). Then help faculty
and administrators brainstorm—and then concretely plan-- how to replace these dysfunctional customs and practices
with "good" departmental and campus-wide practices.

Moody’s methods are highly interactive and present participants not only with scenarios and short case studies for
their analysis and critique but also with practice situations where they can actively struggle with replacing bad
practices with good ones. Her approach is to draw participants into reflection and dialogue, with examples (drawn
from her diversity consulting, research and publications [Moody2001, 2004, 2005]) of how other organizations are
already changing business-as-usual procedures, in order to achieve faculty diversity. The first workshop will take
place on each campus twice the first year, and the first and second workshops with be held annually for the next 2
years. The workshops and their impacts will be assessed by our Evaluation Teams. We will keep records of
participant feedback and activities to track attitude and climate changes over time. After evaluation, if deemed
successful, Moody’s approach will also help train trainers so that the practice on each campus can be sustained. In
this, we follow the example of ADVANCE at Wisconsin in both giving, and training for leading, workshops.

Institutional awareness training: Under the guidance of Academic Human Resources and Academic Affairs on
each campus, annual training of Deans, Assistant Deans, and Departmental Chairs on issues related to recruitment,
hiring, and promotion issues will be carried out. We will adopt the techniques and tool kit materials (Recruiting,
Retention) produced by U. Washington in their ADVANCE program, and tailor them to specifically serve the
communities within UC. These activities will be overseen by the Leadership Team on each campus, and their
effects, both formative and summative, assessed by the Evaluation Team.

4.2 Develop WISE Advocates

Two of the current ADVANCE teams, at U. Michigan and at UC Irvine, have worked to develop a group of
dedicated campus champions. At Michigan, the STRIDE committee advises and educates chairs, search
committees, and other faculty leaders regarding recruiting, retention and promotion, with particular attention to
gender and ethnicity issues. At Irvine, 1-2 respected faculty leaders at each school work with search and promaotion
committees and chairs as Equity Advisors. Each Advisor reports directly to their Dean, and has signature approval
on searches. We intend to adopt this type of advising strategy and build on both experiences in our UC-WISE
efforts, by creating WISE Advocates.

Specifically, working with Deans, Chairs and other administrators, and in the course of running the workshops on
Cognitive Errors discussed in the previous section, we will identify faculty with notable commitment, empathy,
and/or understanding for/of diversity. On each campus these leaders will be encouraged to become WISE
Advocates, along with others identified as having made positive contributions to change. While those in this group
may not be department chairs or hold other administrative positions, they nonetheless should possess considerable
standing and persuasion with their peers. These potential WISE Advocates will be invited to attend the second
workshop as well, which will serve as their initial training. At least half of the advocates should ideally be male,
given their majority in S/E. WISE Advocates will continue their training via readings and discussions with other
Advocates. We envision as well that Advocates will serve as “hubs” [Stephenson2005] in the greater social network
being created.

Like the STRIDE committee, each year, in consultation with the Divisional Deans, WISE Advocates will be
designated to meet with Chairs and search committees in their units. We will tune this meeting to practices already
ongoing on each campus; for example at UCSD, a Diversity Advocate from the appropriate division will join Chief
Diversity Officer Huerta and Academic Affirmative Action Director Welch at the initial faculty meeting about
diversity practices. UC-WISE will help the Advocates develop presentations (based on research studies, as well as
departmental data) covering recruiting, retention and promotion. Designated WISE Advocates will be compensated
for their time, and their activities can also be considered service to the university as a whole.



The WISE Advocates will play an important role in UC-WISE sustainability. To sustain diversity requires a broad
and enlarging base of supporters. If diversity efforts are seen as the project of a small group, then these efforts will
be predictably resisted or overturned. Once Advocates become comfortable in their roles, they will be encouraged to
reach out to other faculty and administrators, and help coach and prepare these potential advocates. The Leadership
Team on each campus will oversee this continuous enlarging of the cadre by working with Deans, Chairs and
existing Diversity Advocates, and consultant Moody. As long-term change agents, Advocates will help to improve
the departmental and school-wide climate for all faculty. Because Chairs, Deans, and ADVANCE program directors
can have relatively short tenures, they alone cannot sustain the movement towards faculty diversity. A core of senior
faculty becomes the staying power for equity, and investment in their development is essential for the long-term
success of our institutional transformation goals.

4.3 Develop Faculty Fellows

Faculty Fellows will be funded to work on specific UC-WISE activities that they propose, as well as their own
professional development. Faculty Fellows will be role models for more junior faculty, and will join with WISE
Advocates to create an enlarging cadre of diversity champions. They will also be expected to share their
experiences on their own campus and beyond. Faculty Fellows will be designated annually on each campus, via an
application process that includes a short proposal of their UC-WISE and personal development activities, and
recommendations. We anticipate 1 Faculty Fellow on each campus per year.

4.4 Broaden Appointment and Promotion Criteria, Including Diversity

Very narrowly focused recruiting can lead to a reduced pool of applicants with little diversity. Interdisciplinary
hiring can also help enlarge the applicant pool. We propose to eliminate narrowly focused recruiting at UCSC and
UCSD, working directly with Deans and the Chancellor of each campus. In addition, we will also work with each
Dean to expand criteria for appointments and promotions in their units to include factors such as leadership and
contributions to diversity in recruiting decisions, deemed legal under Proposition 209. We follow the recent
experience at UCSD, where the Jacobs School of Engineering, made a commitment to broaden faculty searches.
Starting in 2004-05, every faculty recruiting advertisement requires (1) a statement that exceptional candidates at all
levels in all areas will be given serious consideration, and (2) a request for applicant’s summary of leadership efforts
and contributions to diversity. We will also work with the divisional Deans to promote a reserve of FTE’s to
respond to departmental requests for faculty hires not in any of the focus areas for that year. This tactic has served
UCSD’s Engineering School well in the past year; after a decade of only male hires, 4 new women ladder rank
faculty and one female (tenurable) lecturer were hired.

4.5 Gather and Disseminate Data

We propose staff support to perform data-gathering on the departmental level to generate detailed information on
recruiting and hiring. Our purpose is to gather information on what procedures are followed in successful and
unsuccessful departments, including a more detailed account, such as offers not made, who dropped out and why.
We propose to include such data as a regular reporting item for Deans, Chairs, and the ADVANCE Co-Directors, so
that departments whose underlying practices are substandard can be identified and helped in the right direction.
Both campuses will include this data in the bi-annual progress monitoring activity, described next.

4.6 Progress Monitoring, Collective Commitment, and Institutional Feedback

Successful institutional change depends on three features: (1) pervasive, top-down administrative commitment and
support, (2) clear and challenging goals, and (3) capacity for monitoring and acting on goal attainment. Twice
yearly, on each campus separately the UC-WISE Leadership and Evaluation Teams will come together with
responsible administrative officials (hereafter referred to as campus administrative leadership) including the
Chancellor and Vice Chancellors, Deans, Associate and Assistant Deans, Academic Senate leadership (including the
Chair and Vice Chair), and at UCSC, the Vice Provost for Academic Human Resources and the Vice Provost for
Academic Affairs. At these meetings, the Evaluation Team will provide feedback and planning sessions focused
upon our UC-WISE goals and efforts

Administrative commitment and support will be provided by a collective agreement by campus administrative
leadership, overseen by each Chancellor, to support and be held accountable for achieving program goals. Specific,
clear, and challenging goals will be developed by the administrative leadership with the help of UC-WISE, in the



three target areas of Work/Home Interface; Career Advancement; and Leadership Development. Action and
surveillance will be accomplished by the development of empirical tracking measures of goal attainment that will
provide the basis for feedback and action, monitored by the UC-WISE teams. Following these meetings on each
campus, virtual meetings (or in-person gatherings, if budgets permit) of the teams on each campus will take place so
that information can be shared and ongoing assessment and mid-course corrections of activities can be carried out.

5. Goal 2: Expanding and Improving Mentoring and Professional Development

Barriers: Lack of time [Freyd1990], lack of role models, not enough departmental support [MIT1999], early
discouragement, lack of faculty training and coaching in mentoring, unconscious bias [Moody2004, 2005], isolation
and tokenism [Kanter1977b], imposter syndrome [Clance1985], generational and cultural differences with new and
minority faculty [Wasserman2000, BickelBown2005], women self-selecting not to be leaders, lack of confidence
[MarFis2002].

5.1 Improve Junior Faculty Mentoring and Professional Development

Most NSF ADVANCE programs include support for mentoring, and many have specific junior faculty programs.
Creating a cohort of faculty at the same career point and with many of the same issues can provide a peer support
group for participants. A primary vehicle for enhancing junior faculty development will be mentoring to provide
knowledge, skills, and social and emotional support in career advancement, leadership development, and life
balance.

Our plans for junior faculty development build on the UCSD NCLAM program mentioned above. NCLAM
provides a coordinated program to support junior faculty through their initial years in academic medicine. The
program includes faculty development workshops, a junior/senior mentoring relationship based on a professional
development contract, strategic career planning, and individual counseling sessions. Founded in 1999, NCLAM has
a track record for helping their participants, over 50% women, succeed in academia [NCLAMO4], and it has been
institutionalized in the UCSD Health Sciences. NCLAM has a special component in partnership with the UCSD
Hispanic Center of Excellence, and retention of URM faculty increased from 60% in 1993 to 87% by 2004. Based
on this positive success, we plan to expand this program for junior faculty beyond medicine into S/E. In
anticipation of this effort, a survey of junior faculty was conducted at UCSD, and will be used to tailor the expanded
program at both UCSC and UCSD. The proposed expansion will be carried out in consultation with NCLAM’s Co-
Directors.

At UCSD and UCSC, specific plans include junior faculty workshops for professional development, such as
increased grants success, and focused mentoring by senior faculty, based on a professional development contract.
UCSC will also offer monthly “brown bag” meetings, led by Professor Martin Chemers, which will provide formal
mentoring and training to assist faculty in facing the most demanding aspects of personal and professional life at this
junior faculty stage. On both campuses, junior faculty participants will receive support in compensation for their
time, to help them advance their development or research. Comparative analysis of the programs on both campuses
will be studied throughout the duration of the ADVANCE program and beyond.

We will also create, expand and improve mentoring programs, since different programs appeal to different
participants at different points in their careers. For example, at UCSC, under the direction of Professor Faye
Crosby, senior women professors will provide mentoring to cohorts of junior women faculty. A similar UCSD
program will be expanded to all women faculty, and will be evaluated alongside this new program at UCSC.

We will also develop and support mentorship training for the above programs, and promote the regularization of
mentor meetings [Boice2000]. The mentorship training will be in the form of a workshop and subsequent
handbook; if successful, we will also develop a training program for workshop leaders. For the workshops, we will
consider the addition of a theatre component, with the Michigan Advance CRLT players to train trainers for our
campuses. We will also work to create specific opportunities for crediting contributions to mentoring and other
contributions to diversity (such as an additional entry on the current UC Bio/Bibliography form, which is used for
academic reviews). We will work with the Academic Review committees on each campus to given more recognition
to such contributions for appointments and promotions [BickelBrown2005].
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5.2 Develop Junior Faculty Fellows

Junior Faculty Fellows will be funded to work on specific UC-WISE activities that they propose, as well as their
own professional development, like Faculty Fellows. The emphasis for Junior Faculty Fellows will be towards
activities that further their own development, but some plan for furthering the goals of UC-WISE will also be
expected and used for selection. Junior Faculty Fellows will be designated annually on each campus, via an
application process that includes a short proposal of their UC-WISE and personal development activity, and
recommendations. We anticipate 1 Junior Faculty Fellow on each campus per year.

5.3 Leadership and Professional Development

We seek to advance women and URM faculty leadership on our campuses and across UC. To do so, we propose
several activities. We will enhance networking to build grass-roots women faculty leadership and professional
development on each campus and across UC, based on the example of existing groups such as the UCSD WLA,
many of whose members are senior personnel on this proposal. Arising from recommendations of the UCSD
Gender Equity Summit, WLA is an informal network of senior women faculty whose aim is to advance leadership
development, networking and recognition of women faculty at UCSD. Meeting quarterly, the group sponsors
workshops, speakers and joint events with the Chancellor's Advisory Committee on the Status of Women (such as
Professor Angelica Stacy on the UC Family Friendly Edge efforts). Such networks are vital to helping initiate real
change in the UC system. We plan to expand this model for leadership development across campuses, as
appropriate. UCSC will establish its own WLA, with guidance from UCSD. The senior personnel identified in this
proposal at UCSC will form the initial cohort of the UCSC-WLA, and we anticipate that the establishment of such
an alliance will be well received on the UCSC campus.

In addition, we plan to hold joint Women’s Leadership Development workshops between UCSD and UCSC in
years 2 and 4 of the ADVANCE project. For example, we plan to repeat for different groups a very successful
Negotiation Skills workshop held in 2004 with Nancy Houfek of the American Repertory Theatre, originally
sponsored by WLA. Gender differences in negotiation often disadvantage women disproportionately
[BabcockLashever2003]. Given the success of these leadership workshops and the use of theatre techniques, we
would add training for workshop givers on each campus to sustain this activity, either with Nancy Houfek or other
leaders, with advice from the Michigan ADVANCE theatre group, the CRLT Players. The workshops will alternate
between campuses to enhance network building.

5.4 Academic Career Workshops and Enhanced Mentoring for Graduate and Postdoctoral Students

It is important to enlarge the S/E pool of academic applicants, and to provide women and URM with the support to
be successful when they move to academia. A large proportion of our graduate students are in this potential pool:
for example, in 2004, 41% of new UCSD doctoral degree recipients took postdoctoral positions, and 23% took
faculty positions. We propose graduate student and postdoctoral workshops (aimed at national and UC-local
women) to help women and minority participants almost ready to make academic career decisions. The purpose of
the workshops is to encourage and mentor participants towards academic careers, increase their job interview skills,
build confidence, create a cohort group, as well as increase the applicant pool [PAESMEM2005]. These workshops
would occur annually, alternating between the UCSD and UCSC campuses to foster networking among cohorts and
campuses.

We also propose to use electronic means to foster communication and a sense of community for this group, given
their familiarity [MooreMooreFowler2005, BickelBrown2005]. We will facilitate online email bulletin boards, chat
lists, and/or wiki’s to discuss relevant issues; we will support a website, listing support services and opportunities,
and use it to promote successes. The Assistant Co-Directors on each campus will oversee these communication
activities.

We also propose to enhance graduate and postdoctoral mentoring programs with relevant professional organizations
such as the Association for Women In Science (AWIS), which has a strong San Diego chapter, and with
professionals from industry. The WLA will also play a role in showing graduate and postdoctoral women in S/E that
academic careers can be a positive reality. Faculty who train and mentor need to be aware of cognitive errors and
unconscious bias, and we will also include this component in mentorship training workshops [Fox 2001].
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6. Goal 3: Supporting Career Evolution and Retention

Barriers: Balance and family conflicts [Blair-Loy2004], lack of flexibility in academia with regard to tenure and
promotions, lack of respect for part-time positions [XieShauman2003], isolation and super visibility [Kanter1977b,
Reins1999], and lack of transparency in workload and resource decisions [MIT1999].

Many studies show that climate is an issue for women and URM [HallSandler1982, Rossiter1995], and adverse
climates affect them disproportionately [Davis1996, MarFis2000]. Besides the obvious effects (dissatisfaction and
retention), climate also has an indirect effect in our university setting. While reasons for losses at different career
points are complex [Hanson 1996], students looking at their current role models, male or female, may opt out
because they believe that they cannot have a balanced life in academia. To remedy this, many changes are needed.

6.1 Expand Partner and Family Friendly Policies

As part of our activities, we will convene UC-wide meetings on best practices to bring together the Deans of S/E
from all 10 UC campuses to discuss challenges, actions, and best practices associated with issues that are critical to
surmounting the barriers faced by women in the S/E academic workforce. Surveys to date indicate that these issues
include childcare, partner hires, “active duty/modified service” periods, and support during periods of transitions
[UCSC PBSci03, UCSC PBSci05, UCSDGERO02]. By convening such gatherings, UC-WISE will provide leadership
on these topics and will be in a strong position to export our ADVANCE findings and practices to our sister UC
campuses. UCSC and UCSD will take turns hosting these meetings, which will be held in years 1, 3 and 5 of the
program. If useful, we anticipate these gatherings will continue beyond the life of the ADVANCE project.

We will continue to work with UC Berkeley and our other campuses in support of the UC Family Friendly Edge
(see [UCFFE, UCFFESD, UCFFESC]). The Family Friendly Edge effort at UCB provides an excellent basis of data
to work for UC-wide changes in this area. We propose as well to work with the Academic Senate leadership on
each campus to promote more general part-time faculty positions (for eldercare, easing into retirement, divorce or
separations, adoptions, family illness) as well as for child-rearing. The data collected in the UC climate survey for
the Family Friendly Edge supports such a move, and it is important for younger faculty [BickelBrown2005],
[UCSCPBSci2003]. We will also work with Deans and campus leadership to improve current policies in support of
2-body issues throughout UC. For example, at UCSD, the current policy does not apply if the partner is in the same
department. Current Partner Opportunity Assistance programs will be evaluated and compared to what technology
companies’ offer, and a case made (through our WLA and other groups) for improving them if warranted.

6.2 Enhance Networking

We propose enhancing networking on each campus and across UC in support of retention and improved climate for
different academic career levels. We will help sponsor gatherings for women and minorities, to include research
symposia, workshops, and retreats. We will work with existing groups on each campus to solicit their suggestions
and support for these activities. We also propose quarterly lunches on each campus for groups of women and URM
faculty, or postdoctoral scholars, as well as more general gatherings, e.g. to celebrate accomplishments. We will also
work with outside organizations, such as AWIS, as appropriate. In addition, the joint UCSD and UCSC gatherings
in years 2 and 4, described above, will focus on different areas of S/E. These activities follow the example of many
ADVANCE programs, for example, U. Washington.

6.3 Increase Data Gathering and Dissemination

We propose to gather data on individual faculty workloads, salary, and associated details and make it more
transparent to the campus communities. As well, we propose to gather summary data on major “life” issues (such as
children and marital/partner status, and other family issues) to help us better understand what change is needed. We
propose staff support in each Chancellor’s office to monitor data, and make publicly available more detailed salary
information, including UC step-system data. We will carry out this work in conjunction with the Chief Diversity
Officer at UCSD, Jorge Huerta, and P. Hiramoto, the Director of the Equal Employment Opportunity and
Affirmative Action Office at UCSC.

6.4 Annual UC Summit
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We propose to hold UC-wide summits, alternating between campuses, which will bring together women and
underrepresented minority faculty in S/E from all campuses to focus on career and policy issues. Summits will be
organized with the UC Office of the President (as communicated by UC Assistant Vice President Ellen Switkes) in
conjunction with UCB, and will alternate between Santa Cruz, San Diego and Berkeley, in the first three years.
Summits will promote the sharing of ideas, experience and practices, and foster networking between campuses.
They will also be used as a vehicle for building consensus for change.

7. Assessment and Evaluation Plan

Using the data already collected on each campus and UC-wide, we will establish the baseline of pertinent data,
activities, and climate on each campus. New activities, such as workshops, require both formative and summative
evaluation. Surveys and interviews (anonymous and confidential, in keeping with campus Human Subjects policy,
and as approved by campus Institutional Review Boards) will be used as noted in Table 2. Surveys will be
administered both to targets (e.g. workshop participants) and at least two non-targets selected to match on
department and rank, if possible. Since the climate is determined by campus, as well as by the particular
department, data collection and other activities will not be limited to S/E. Surveys will be ongoing, and will be
analyzed and shared with administrative leadership. The Evaluation Team of each campus bears the primary
responsibility for this activity, coordinating their activities via the Joint Evaluation Team. Plan highlights are shown
in Table 2, where primary indicators are the increase in numbers, e.g. applicants interviewed and hired; increased
awareness and satisfaction, and other tracking of goals; and secondary indicators are activity reports. Activity entries
are followed by the section number (italicized) in which they appear.

Not included in the table are our plans for external evaluation. The role of the external evaluator is to ensure that
the evaluation design is professional and effective, in light of project and evaluation objectives, and to verify that
internal evaluators are independent observers. In this role, they have access to confidential evaluation data, along
with the Evaluation teams. In the task of project oversight, the external evaluator participates in team and progress
monitoring meetings as desired, providing the opportunity to understand the project, meet the players and observe
their interaction. They may serve in a consulting role to the internal evaluators, reviewing documents or consulting
with the Evaluation teams by phone or e-mail as the evaluation plan is developed, particularly in the project's early
stages. They will report their findings verbally or in writing. We anticipate annual external evaluation visits.

8. Management Plan

In broad terms, the center leadership will be collaborative across the two campuses with equal responsibilities for
success. Two faculty co-Directors, one on each campus, will work closely and continuously to oversee UC-WISE.
They will report directly to their respective Chancellors, and will be assisted by two full-time Assistant Directors
(one at each campus) who will be responsible for administration and day-to-day management of the project. A joint
Leadership Team, working with both Chancellors, will set directions, monitor activities, and work with the Joint
Evaluation Team, which will oversee assessment of project activities and outcomes.

Initial Co-Directors will be Jeanne Ferrante (UCSD) and Lisa Sloan (UCSC). With the Co-Directors and Assistant
Co-Directors, the Joint Leadership Team will oversee and monitor UC-WISE, set mid-course corrections, make
funding decisions, and work with the Evaluation Team. The Joint Leadership Team will report to both Chancellors
to help ensure its success, and will be composed of members of each campus’ Leadership and Evaluation Teams.
UCSD’s Leadership Team will include the Co-Director, Assistant Co-Director, an Evaluation Team member, with
other members to include Deans, Vice Chancellors, and at least one each of junior faculty, senior faculty, graduate
and postdoctoral scholars. UCSC’s Leadership Team includes the Co-Director, Assistant Co-Director, and one
Evaluation Team member, along with the Deans or Associate Deans of Engineering and Physical/Biological
Sciences, the Assistant Vice Chancellor of Academic Human Resources, and Professor of Psychology Martin
Chemers.

The Cross-campus Evaluation Team, lead by a to-be-designated social scientist, with two members per campus, will
oversee evaluation and assessments conducted primarily by campus Evaluation Teams. The UCSD Evaluation
Team members include Sociology Professor Maria Charles, Vice Chair of Chemistry and Biochemistry Barbara
Sawrey, and Associate Vice Chancellor (Undergraduate Affairs) and Psychology Professor Mark Appelbaum, with
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administrative support. The UCSC Evaluation Team members include Psychology Professor Martin Chemers (an
expert in leadership and team organization and effectiveness), Education Department Chair and Professor Rod
Ogawa (an expert in educational reform and leadership), and EEO/Affirmative Action Director Patty Hiramoto.

TABLE 2. Evaluation Methods

Activities

Evaluation

Measures of Success

recruiting women and
underrepresented
minority (URM) faculty

Transform practices in

* Work to broaden criteria

for appointments 44
« Gather detailed data on
recruiting, retention, and
promotion; 45
*Monitor progress,
collective campus
administrative agreements
of goals, and institutional

*Review job ads starting

with base year;

Collect dept and
campus records

« Interview search
chairs;

*Semi-annual analysis of
institutional data;
*Empirical tracking of

Sustained, institutionalized, and
internalized efforts to recruit female and
URM faculty.

Evidence may include: increase in
female/URM applicants interviewed,
made offers, and hired, and increasing
“yield” rates on offers; development of
increasing number of knowledgeable,
influential faculty on diversity issues;

feedback. 4.6 | collective goals. validation of collective goals.
Transform perceptions Develop training, toolkits in | * Track attitude changes | eIncreased awareness of individual
in recruiting, retention effective recruiting, | of participants; errors and dysfunctional practices within
and promotion of promotion, and retention | ¢ Track recommended units;
women and practices 4.1 | changes to practice; eIncreased institutional awareness via
underrepresented « Monitor progress and * Track attitude change news, web pages, and other media;
minority (URM) faculty | feedback 4.6 | of search committees, eIncreased understanding of how these

*Develop WISE advocates key administrators; negatively affect women and URM

4.2 | « Track number of faculty;
Develop Faculty Fellows advocate and fellow «Changes in practices and their effects;
4.3,5.2 | activities. « Increased no. of advocates, increased

satisfaction of Fellows & advocates.

Expand women and
URM

faculty mentoring and
development

« Improve junior faculty
mentoring, and career
development; 5.1
« Facility networking

6.2
« Hold leadership and
professional development
workshops; 5.3
« Host graduate,
postdoctoral career
workshops, and enhance
mentoring. 5.4

* Maintain record of
activities (who and how
many participants,
feedback from
attendees);

* Ongoing feedback and
interviews of
participants.

« Expansion of successful strategies and
activities from each campus, and to
other UC campuses;

« Increase in number and satisfaction of
women and URM participants.

Support career evolution
development of women
and URM faculty

« Work to enhance partner,
family-friendly policies 6.1
« Work to broaden criteria

for promotions 44
¢ Hold annual UC summit
6.4

*Provide increased data
gathering on workloads,
salaries, etc. 6.3

* Track partner
accommodations; why,
where lose recruits;

* Surveys, exit
interviews for all
retention cases, with
random comparisons;

» Maintain central record
of data on workload,
salary, tenure,
promotion, retention,
resources.

« Increase in retention and promotion
rates;

« Increase in satisfaction of women and
URM faculty;

» Twice-yearly evaluation and feedback
reports to campus administrators;

« Increased awareness and dissemination
of data gathered.

Dissemination

« Disseminate information
via joint center activities,
meetings, and workshops,
UC-wide meetings, and via
website, multimedia,
reports, and publications.

» Monitor website usage;
 Monitor activities;
 Monitor faculty
knowledge of policies
and procedures.

« Active, well-used website;

« Increase in awareness and
understanding of information;

« Pertinent information disseminated
across UC, and available to other
institutions.

Sustainability

« Establish permanent
policies, programs on each
campus and UC.

 Monitor and document
relevant changes in
policy and programs.

« Permanent institutional support for
new programs and policies ;
 Achievement of “critical mass’.
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Annual external evaluation will be conducted; evaluators, may include Liane Pedersen-Gallegos, Director of
Ethnography & Evaluation Research at University of Colorado, Sandra Laursen, a senior member of the group who
worked with Colorado Advance; Professor Laura Kramer from Montclair State University, who evaluated UC
Irvine; and Professor Ann Austin from Michigan State University, who worked with the New Mexico State
ADVANCE group.

Twice yearly the UC-WISE monitoring program will provide feedback and planning sessions focused upon our UC-
WISE goals and efforts with campus administrative leadership on each campus, held jointly between the campuses
(the latter via conference calls or short visits between campus personnel). External evaluators will be invited as
deemed necessary.

Because of the complex and distributed nature of this project, we need a good communication strategy to make it
work. The Campus Leadership and Evaluation Teams will meet monthly on each campus to monitor project
success, identify barriers, and solve communication issues. The Evaluation Team will also meet regularly with the
Leadership Team on each campus to review intermediate progress. The Joint Leadership and Evaluation Teams will
meet quarterly, rotating between each campus, with virtual meetings via specially equipped meeting rooms on each
campus. A wiki will also be put in place for use of the Evaluation and Leadership Teams. We will also hold yearly
UC-WISE retreats of the combined teams, alternating between the two campuses, and annual cross-campus
summits.

9. Dissemination: Sharing Best Practices

Dissemination between campuses will be carried out via joint center activities, meetings and workshops, UC-wide
meetings, and via website, multimedia, reports, and publications. We will actively work with the network of
current ADVANCE Institutional Transformation recipients to learn from their experience, and work to disseminate
ours, both within the UC system and nationally. Many of our joint activities, meetings, and workshops have already
been described in Sections 4, 5 and 6. Additional plans include: videos to document and publicize our
collaborative process, perhaps transferred to television, and available on our web page; and an active Web
presence, monitored for usage, linked from every UCSD and UCSC S/E department and school’s or division’s
home page.

10. Sustainability

With the strong support and involvement of Chancellors Denice Denton and Marye Anne Fox, the UC-WISE
Center will be a catalyst for comprehensive change that fosters the participation of women in academic S/E at both
campuses, across UC, and nationally. The emphasis in our proposal is primarily on permanent changes to our
institutions for universal benefit. For example, the UC-wide gatherings on best practices will continue beyond
ADVANCE, and thus help to sustain the results of our program beyond the lifetime of the program award.
Sustainability will be furthered as well by our plans for training efforts on each campus for successful programs,
strong networks built by our collaboration, and by the growing cadre of WISE Advocates. Chancellors Denton and
Fox are committed to increasing the numbers of women in science in engineering, and creating a more supportive
faculty environment for all. Those projects that cannot be funded by state monies, such as Faculty Fellows, but that
UC-WISE deems should continue as part of its assessment, will be targets for fundraising. We also note the support
indicated by UCSD Vice Chancellor for Research Richard Attiyeh, UCSD Acting Senior Vice Chancellor,
Academic Affairs David R. Miller, and UCSC Vice Chancellor for Research Robert Miller as evidence of the
institutions’ intent to sustain the proposed Center.

Results of Prior NSF Support
Jeanne Ferrante

NSF DLR Planning Grant, NSF DLR 6466987, $100,000, award period 2004-2005
EPICS: Engineering Projects in Community Service, NSF Purdue subcontract, $165,000, award period 2004-2008
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With these two NSF grants, the Teams In Engineering Service (TIES) program was launched in September, 2004.
TIES brings together multidisciplinary teams of undergraduates to partner with non-profit community organizations
to help solve their technological problems. See http://ties.ucsd.edu/ for further information. While it is early to have
evaluation data, we can report that we are consistently enrolling more women and underrepresented minority
students than their average percentages in engineering. Most notably the percentage of underrepresented minorities
increased from 10% in the first quarter to 22% in the third quarter of enroliment. The feedback from the community
clients, students, and faculty are all quite positive. Professor Ferrante is Pl on both theses grants and TIES
Executive Co-Director.

Denice D. Denton
NSF Advance Grant, NSF-ADVANCE 0123552, $2,947,127, award period 10/01 — 9/06

Denice Denton served as the Principal Investigator for the University of Washington’s NSF ADVANCE grant from
10/2001 — 2/2005. Initiatives focused on: 1) leadership development; 2) department cultural change; 3) mentoring;
4) policy transformation; and 5) transitional support. (For more information, go to
http://www.engr.washington.edu/advance/). Summary of progress to date, midway through the grant: 1) between
Fall 2001 and Fall 2003, there was over 20% increase in the number of tenured or tenured-track women faculty in
ADVANCE departments; 2) 47% of women in ADVANCE departments are full professors; 3) 5 of 8 NSF CAREER
proposals by women reviewed by the ADVANCE staff were funded; 4) more than 33% of the women in the faculty
interview pool were offered positions resulting in 19 new women faculty (more than 25% of new faculty hires were
women); 5) there were 31 Transitional Support Program awards given, totaling $602, 000.00; 6) 69 emerging
leaders have attended at least 1 of the 8 quarterly leadership workshops, 28 of the emerging leaders are women
faculty and 17 are faculty of color.
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