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Overview of talk
« /]

e General trends in hiring women in the U.S.
and the University of Wisconsin.

e Best practices for the hiring process.

e Special issues of women in the natural
sciences.

e Promotion and retention.
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Women as Percent of Faculty
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Key Elements for Diversifying the Faculty

Commitment from Senior Level
Administrator.

ransparent and consistent hiring
policies and procedures.

Diverse Search Committee.

Training for faculty on legal and
ethical principles for conducting a
search.




Key Elements for Diversifying the Faculty

c
Internal accountability initiatives
that link diversity to academic
excellence.

Mission-and culturally-sensitive position
announcement.

Diverse applicant pool.
Inclusive campus Visit.



Search Committee Training

e Participants: Faculty who have not
participated in a Search Committee.

e Length: Two-hours.
e |Invitee: President.

e Presenters: Diversity Officer & Vice
President for Mission and Identity.




Search Committee Training Goals
-

a Understand legal and ethical principles for
executing a search.

0 Understand how unconscious bias and
exclusionary thinking impacts search
results.

3 ldentify a transparent process for
conducing searches.



Making the Short List
-

aGender can influence perceptions of the
guality of a curriculum vitae.

QThere are numerous ways to describe
valuable contributions to a discipline.

aScholars with non-standard career paths
should not be excluded from the search.



Inclusive campus visit after offer
S

aContact candidates in advance to
answer guestions, allay concerns and
express excitement about impending
VISIt.

aProvide opportunities for candidates to

meet with faculty who have similar
scholarly and professional interests.



Role of the Chief Diversity Officer
S

a Understand the culture of the university,
the faculty, and each academic unit.

a Ensure your President/Chancellor
supports diversity recruitment and
retention in its entirety.

2 Know exactly what you are trying to
achieve. Know your possibilities.



Others issues
« /7

e Greater disparities in the natural sciences,
technology and engineering.

e After hiring: promotion and retention.



Figure 2
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Women’s representation among STEM doctorates has also
Increased dramatically over time, although it varies by field.

Doctorates Earned by Women in Selected STEM Fields, 1966—-2006
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Source: National Science Foundation, Division of Science Resources Statistics, 2008, Science and engineering degrees: 1966—2006 (Detailed Statistical Tables) (NSF 08-321)
(Arlington, VA), Table 25, Author's analysis of Tables 34, 35, 38, & 39.



Figure 3

etenticn; Faculty Hired with Tenure by Gender and Minority Status
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Retention: Probationary Faculty — by Gender & Minority Status
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Percent Promoted to Tenure Within 6 Years
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STEM departments in colleges and universities should focus
on “fit” to iImprove female faculty satisfaction.

W Tenured faculty
M Montenured faculty

Engineering

* Provide mentoring
for junior faculty.

Physical
sCiences

* Implement effective
work-life balance
policies to support
faculty.

Computer and
information sciences

Biclogical, agricultural, and
environmental

life sciences 41.5%
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Source: National Science Foundation, Division of Science Resources Statistics, 2009, Characteristics of doctoral scientists and engineers in the United States: 2006
(Detailed Statistical Tables) (NSF 09-317) (Arlington, VA), Authors’ analysis of Table 20.



