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Putting Policy into Practice to Diversify Faculty: 
 Search-Recruitment-Hiring in Engineering 

 
 

Introducing change into an organization takes a number of steps and time. This guide draws on 

the experience of others in creating a more equitable environment for women and minorities in 

engineering.  A guide is like footprints in deep snow, helping you move faster, with less 

difficulty. This short roadmap links steps along the path to rich resources.  The context is higher 

education, especially in engineering, science, and beyond. 
 
 

Identify, delegate, and develop a lead team for the goal of diversity. 

Adopt an explicit theory of change.  You have a better foundation, and credibility, following a 

mature process.  It provides a framework for actions, sequence, timing, and relationships with 

stakeholders. 

 A common framework and language will help the team work in unison and set 

expectations for the challenging task of getting faculty and staff to listen, learn, and 

change.  It is intellectually more satisfying to understand the work as a problem to 

solve with dimensions in research, theory, and culture about higher education.  The 

team will be more effective with the awareness of broader experience and lessons 

learned.  See some examples. (1, 2, 3 in References, below) 

 

Learn the policy issues and research.  Academics want to know that a goal was chosen 

rationally, deliberately and strategically.  Identify the problem you are solving.  Align the goal 

with national interests.  Inform your action with evidence of needs and an analysis of benefits.  

Place your action in context, especially how the goal serves the objectives of higher education, 

with an awareness of peer institutions and what they have attempted.  

 Issues of diversity will evoke emotional reactions and strong opinions.  Many 

conversations will explore the pros and cons of the initiative.  It helps to be armed 

with a good statement of national policy, national experience, and its relationship to 

your university’s investment.  You want to anticipate the views, arguments, and 

obstacles that will appear, and have a reference to bolster your responses, especially 

in writing.  Some learning will economize the effort and increase the team’s 

effectiveness in persuading others to support the agenda. (4, 5) 
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Learn about model practices and case studies.  The lead team will need to set expectations:  

how long it will take, what it will take, and what the change looks like.  They can get these from 

the experience of peer institutions. 

 In about 10-20 hours’ reading, team members can learn examples of what others have 

done and find out what resources are available and do not have to be reinvented.  

More than 50 institutions have already gone the route of introducing efforts to 

change the composition of their faculty in science and engineering fields, with the 

help of NSF funding.  They have sample plans, overviews, brochures, case studies, 

and guides for the lead team (and for Deans, Heads, Chairs), on all aspects:  search, 

recruitment, interviewing, hiring, mentoring, advancement, leadership development, 

departmental climate, and fact sheets for the skeptical. (6, 7, 8) 

 

Identify and prioritize needs.  Where are you now? 

 

Review and revise policies, procedures, and practices.  Many practices follow long-standing 

tradition and embed out-dated assumptions about how to do things and how to manage higher 

education.  Continuous improvement means looking at what you do automatically, but with 

new eyes and with new ideas for changes.  Follow the checklists used by those who put 

substantial resources into a similar review; don’t reinvent the wheel. 

 Harvard launched a task force to gather the evidence on the status of female faculty.  

The result was is a useful model for a comprehensive review of policies and 

procedures. (9) The University of Washington provides a complete model also. (10) 

 

Establish benchmarks.  Establish the capacity to measure progress 
and success. 
 

Collect and analyze statistical data.  Opinions and impressions will cause controversy and 

spread misinformation.  Establish the facts and let evidence about your campus drive priorities.  

Use standard survey tools and campus experts where possible. 

 How do you measure the status of women faculty on your campus?  There are 

statistics pertaining to most institutions in national reports prepared by authoritative 

sources and special studies.  You can look up what is public, available to anyone 

including prospective faculty and students.  Many in your community may not know 

how your university appears in these sources. (11, 12, 13) 

 

The AUUP looked across all fields in higher education, not just engineering, using 

the following data: Employment status (are women employed as faculty full-time 

tenure-track or other?), Tenure status (non-tenure track, tenure-track, tenured; by 

type of institution), Full professor rank (percentage of women by type of institution), 

and Average salary (salaries by rank and across all academic ranks). (14) 
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Undertake or continue a special study or survey at your institution that summarizes 

your numbers in greater detail, and perceptions of culture and climate on your 

campus, in order to identify and priorities needs.  There are surveys designed for use 

across universities.  They can be customized for local purposes.  Some of the 

measures used by others (especially among the NSF ADVANCE grantees) can be 

incorporated. (15, 16, 17, 18, 19, 20) 

 

Develop a strategic plan: Where do you want to go? How fast? At 
what cost? 
 

Adopt a strategic planning process.  Develop criteria and a process for choosing a course of 

action.  Consider your culture, your leadership team and its strengths, and available resources. 

 There are many guides for strategic planning and your institution may already prefer 

a model but has not used it for a diversity initiative. (21, 22) 

Develop a strategic plan.  Document your commitment, benchmarks, assignments, and goals in 

a road map, a charter, or a blue print that derives authority in part from your institution’s 

mission statement. 

 A road map will sustain momentum through personnel changes, digression to 

peripheral issues, and time.  The academic community will not remember details.  

The team needs to continually refresh expectations.  Knowing priorities for 

implementation makes it easier to shape a focused learning program that conveys a 

commitment to converting words into action. 

 

Prime the community for commitment and change. 
 

Introduce your strategic plan citing your data, needs assessment, and context.  Develop a 

communications and learning plan aimed at your campus.  Make it easy for people to 

understand the goals, the agenda, and the process, so they will join in commitment. 

 Members of the lead team are acting as change agents.  They can consciously use 

principles and techniques of persuasive messaging. (23)  

Increase commitment by increasing knowledge.  Enable focused, relevant learning among 

faculty and staff through a special course or a learning agenda.  Who will introduce new 

information and facilitate discussion and assimilation? What is your “core curriculum” given 

your strategic plan?  Will you bring in speakers or consultants, initiate seminars and 

workshops, or ask departments to address certain topics?  How much time and resources will 

you spend on learning and persuasion? 

 

Below is a sample learning agenda.  Topics are suggested because they anticipate common 

questions faculty have about diversity programs. 

  
Literacy about Bias and Discrimination 

Many people including academics have little time to read outside their field.  They 
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may not pay attention to issues of discrimination, and whether it still exists.  They 

might find it interesting to know a little about social science research on 

discrimination, and research on the consequences of bias in the workplace.  They do 

not have to read full original academic articles.  There are many sources making the 

basics accessible. (24, 25, 26, 27) 

 

Several academic papers stand out as milestones in the literature. (28, 29, 30, 31, 32) 

 
 Research on the Value of Diversity 

Why invest in diversity? Studies of corporations have shown that diversity improves 

team and business performance and profit.  Studies of the value of diversity in 

education have shown that diversity improves the quality of education, in addition to 

expressing the social value on developing students from all sectors of society and 

providing education that is responsive to all groups. (33, 34, 35, 36, 37) 
 

 The Role of Your Campus in National Capacity Building and 

Competitiveness 

Faculty on your campus compete for national research grants.  They also compete for 

optimal recruitment of new faculty, for the best students, and for a position of 

leadership.  To be competitive for Federal funding, they must make a case for serving 

national needs in their requests.  The National Science Foundation, for example, 

requires that every proposal address broader impacts on society, regardless of the 

scope of the research.  These readings can enable better articulation of broader 

impacts, and an awareness of the national policy context. (38, 39, 40, 41, 42, 43) 

 
 Needs and Statistics At the National Level 

It is most effective to share the statistics about your campus in the context of national 

trends. (44,45, 46)  
 

 Model Practices and Case Studies of Success Among Peer 
Institutions 

Case studies and examples drawn from other campuses can help build a sense of 

legitimacy and national momentum.  A subset of readings used by the lead team for 

orientation can be used. (47, 48, 49, 50) 

 Legal Pressures 

There is a perception that recent lawsuits prohibit or complicate racial and gender 

diversity efforts in universities.  To dispel this view, the American Association for the 

Advancement of Science and the Association of American Universities provide 

clarification and guidance aimed at both legal staff and administrators in universities.  

Two reports summarize key legal opinions regarding employment (i.e., faculty and 

staff) and targeted student programs. They explain both the obligation to avoid 

discrimination and the extent to which “reasonable affirmative action” is possible. An 

overview can be sufficient, for faculty consumption. (51, 52) 
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 What to Expect in the Change Process 

Many faculty have little experience with issues of management and how policies are 

implemented.  Making them aware of the process of change with a sophisticated 

description of their own culture can accelerate learning and possibly invite interest 

and cooperation.  In any case, this learning makes the faculty better able to 

participate effectively in campus initiatives. (53, 54) 
 

Adapt and adopt new approaches to search-recruitment-hiring. 
 

Treat each innovation as a special project.  Have an implementation timeline, benchmarks, and 

learning package. 

 
 Climate 

How do we change minds about gender and reduce the effect of stereotypes and 

damaging assumptions?  A gender bias learning project offers exercises and games 

that can raise consciousness about common areas of bias. (55)  Special studies and 

brochures suggest ways to intervene to improve the workplace culture of a 

department, for example, encouraging constructive interactions. (56, 57, 58)  Another 

approach is executive coaching, offered to administrators, chairs, and female faculty, 

in order to create a more equitable climate. (59) 
 

Search and Interview 

The handbook on faculty search on your campus can be supplemented with 

additional guidance ensuring equitable process. (60)  Even introducing a brochure on 

interviewing bias can help. (61, 62)  A complete toolkit with links to a wide range of 

relevant fact sheets, policies, and other models can provide a starting point for your 

campus toolkit. (63) 
 

Recruit and Hire 

There is a good case study of an initiative at the University of Michigan to improve 

recruitment of women.  It is called Strategies and Tactics for Recruiting to Improve 

Diversity and Excellence (STRIDE).  STRIDE produced a 27-page recruitment 

handbook. (64)  

 

Develop and Promote 

The Georgia Tech ADVANCE program focused on processes of faculty evaluation 

and the research on bias in evaluation. The result was a program and a tool called 

ADEPT (Awareness of Decisions in Evaluating Promotion and Tenure).  It is a 

software application for candidates coming up for promotion and tenure, and for 

members of evaluation committees, presenting case studies, simulations of discussion, 

and activities that help identify forms of bias often encountered during the process of 

review. (65, 66) 

 

A parallel strategy to fair evaluation is making sure all junior faculty learn to 
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navigate the system and the profession, by providing mentoring and guidance 

designed for this purpose. (67, 68)  
 

Integrate the oversight of diversity into routine periodic reviews.   

 It can take decades of persistence to change both minds and numbers. Some 

reasonable plan for periodic measurement sustains progress.  It helps to integrate the 

oversight of diversity efforts into routine reporting as part of the university’s overall 

performance measures. (69) 
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Putting Policy into Practice to Diversify Faculty: 
 Search-Recruitment-Hiring in Engineering 

 
Resources 

 
 

Identify, delegate, and develop a lead team for the goal of diversity. 
 
 

Theories 

of 

Change 

1. Eckel, P., Green, M., Hill, B., & Mallon, W. (1999). On change III: Taking charge of change: a 

primer for colleges and universities.  Washington, DC: American Council on Education. 66 

pages  http://www.acenet.edu/bookstore/pdf/on-change/on-changeIII.pdf  

A resource for universities on institutional change.  Cites 26 case studies.  Defines 

institutional change.  Explains the culture of higher education.  A perfect orientation to a 

complex process.  Used by ACE itself in leadership training. 

2. Kezar, A. J. (2001). Understanding and facilitating organizational change in the 21st Century.  

ASHE-ERIC higher education report, 28(4).  San Francisco, CA: Jossey-Bass. 

Proposes a language for understanding organizational change.  A review of models in 

higher education.  Summarizes theories and models of organizational change.  

Overview of research on organizational change. 

3. A set of resources to orient a team, and a model for adoption in practice, are available at: 

http://www.stemequitypipeline.org/Resources/TheFiveStepProgramImprovementProcessTra

iningResources.aspx 

A simple and practical 5-Step Business Process Improvement Model: 1) analyze data, 2) 

identify root causes, 3) choose the best strategies, 4) implement the selected strategies, 

and 5) manage and evaluate the project. 

 

Policy 

and 

Research 

Context 

4. Committee on Maximizing the Potential of Women in Academic Science and Engineering 

(2007). Beyond bias and barriers: Fulfilling the potential of women in academic science and 

engineering. Committee on Science, Engineering, and Public Policy.  

http://www.nap.edu/catalog.php?record_id=11741  

A recent and substantial summary of research findings, the status of diversity among 

faculty, and recommendations.  Covers everything from brain research to best practices.  

Supersedes many prior reports. 

5. Building Engineering and Science Talent (2004). The talent imperative: Diversifying America’s 

science and engineering workforce. Retrieved January 9, 2008, from 

http://www.bestworkforce.org/PDFdocs/BESTTalentImperative_FullReport.pdf 

An authoritative and short statement of the need for diversity in the industrial and 

academic workforce. 

 

Case 

Studies 

6. Massachusetts Institute of Technology (1999).  A study of the women faculty in science at MIT.  

http://web.mit.edu/fnl/women/women.html 

http://www.acenet.edu/bookstore/pdf/on-change/on-changeIII.pdf
http://www.stemequitypipeline.org/Resources/TheFiveStepProgramImprovementProcessTrainingResources.aspx
http://www.stemequitypipeline.org/Resources/TheFiveStepProgramImprovementProcessTrainingResources.aspx
http://www.nap.edu/catalog.php?record_id=11741
http://www.bestworkforce.org/PDFdocs/BESTTalentImperative_FullReport.pdf
http://web.mit.edu/fnl/women/women.html
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and 

Models 

A report from MIT shared the process of going from everyone (including senior 

women faculty) assuming that there was no bias in the treatment of women in one of 

the nation’s premier institutions to an admission of unconscious and systemic bias.  It is 

now a classic, milestone study that tipped diversity work into legitimacy. 

 

7. Committee on Women in Science and Engineering (2006). To recruit and advance women 

students and faculty in science and engineering.  National Research Council of the National 

Academies, Policy and Global Affairs, Committee on the Guide <  

http://www.nap.edu/catalog.php?record_id=11624  

An authoritative summary of literature on issues and strategies in three chapters on 

recruiting women faculty, advancing women faculty, and advancing women to 

executive positions. 

 

8. Virginia Tech (2008). ADVANCE portal. http://www.advance-portal.net 

Documents generated in the course of “institutional transformation” to increase the 

diversity of female faculty are available in one portal.  The sources are all grantees of a 

National Science Foundation program called ADVANCE, which has funded nearly 50 

institutions to implement complex multi-year plans.  For example, under “Resources: 

Recommendations and Practices,” are titles such as: Best Practices for Search 

Committees from Columbia and Cornell; Recruitment and Retention Guide for Chairs, 

Heads and Deans from CUNY Hunter College; and Guide to the Creation of a 

Departmental Equity Survey from CUNY Hunter College.  This portal shows that 

much has been explored already, and many efforts have been evaluated for 

effectiveness. 

 

Identify and prioritize needs.  Establish benchmarks.  Where are you now?  
 
 

Policy & 

Procedur

e Review 

9. Harvard University Task Force on Women Faculty (2005). Report of the task force on women 

faculty. http://www.hno.harvard.edu/gazette/daily/2005/05/women-faculty.pdf. Also, see a 

list of university plans at http://www.faculty.harvard.edu/01/0152.html  

A model for a comprehensive review of policies and procedures, with recommendations, 

is available from Harvard.  It led to a substantial investment to implement 

recommendations. 

10. Lange, S.E. (2008). University of Washington faculty recruitment toolkit.  

http://www.washington.edu/diversity/avpfa/Recruitment_Toolkit/index.html   

A more recent model written in the form of a recruitment toolkit for faculty is available 

from the University of Washington, with links to handbooks from other universities 

that it used. 

 

Needs 

Survey 

11. National Science Foundation, Division of Science Resources Statistics (2010).  Women, 

minorities, and persons with disabilities in science and engineering.   

http://www.nap.edu/catalog.php?record_id=11624
http://www.advance-portal.net/
http://www.hno.harvard.edu/gazette/daily/2005/05/women-faculty.pdf
http://www.faculty.harvard.edu/01/0152.html
http://www.washington.edu/diversity/avpfa/Recruitment_Toolkit/index.html
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http://www.nsf.gov/statistics/wmpd/  

12. Commission on Professionals in Science and Technology (2008).  17th Edition Professional 

women and minorities - A total human resources data compendium. 

13. Nelson, D.J. & Rogers, D.C. (2005).  A national analysis of diversity in science and engineering 

faculties at research universities. 

http://chem.ou.edu/~djn/diversity/briefings/Diversity%20Report%20Final.pdf   and 

http://cheminfo.chem.ou.edu/faculty/djn/diversity/Faculty_Tables_FY07/07Report.pdf  

14. American Association of University Professors (2006).  AAUP faculty gender equity indicators 

2006.  By Martha S. West and John W. Curtis.  

http://www.aaup.org/AAUP/pubsres/research/geneq2006 

National statistics include data to the level of departments in most universities. 

 

15. Frehill, L.M., Jeser-Cannavale, C., & Malley, J.E. (2007).  Intermediate indicators of 

institutional transformation.  In A.J. Stewart, J.E. Malley, & D. LaVaque-Manty (Eds.) 

Transforming science and engineering: Advancing academic women. University of Michigan 

Press. 

16. De Cohen, C.C. & Clewell, B.C. (2006).  External evaluation of the ADVANCE Program Georgia 

Institute of Technology: Year four report.  

http://www.advance.gatech.edu/files/GTYearFourReport.pdf 

Common measures developed among the 50 grantees of the NSF ADVANCE program 

are described in several sources. 

 

17. WISELI (2009). University of Wisconsin-Madison faculty attrition study.  

http://wiseli.engr.wisc.edu/fas.php  

18. WISELI (2006). Study of faculty worklife at the University of Wisconsin-Madison. 

http://wiseli.engr.wisc.edu/facworklife.php  

19. Virginia Tech (2008). ADVANCE portal. http://www.advance-portal.net  Search on “faculty 

climate study” 

20. Cohoon, J.M. (2009). Assessments for identifying overt sexism (Case Study 1). Brochure. 

http://www.ncwit.org/images/practicefiles/Assessments_IdentifyingOvertSexism_OneWay_

AddressOvertSexism_ImproveWomenRentionIT.pdf 

There are examples of faculty studies, including descriptions of the survey instruments 

for use by others. 

  

Develop a strategic plan: Where do you want to go? How fast? At what cost? 

 
 

Strategic 21. NCWIT (2010).  Strategic planning for retaining women in undergraduate computing: workbook.  

http://www.nsf.gov/statistics/wmpd/
http://chem.ou.edu/~djn/diversity/briefings/Diversity%20Report%20Final.pdf
http://cheminfo.chem.ou.edu/faculty/djn/diversity/Faculty_Tables_FY07/07Report.pdf
http://www.aaup.org/AAUP/pubsres/research/geneq2006
http://www.advance.gatech.edu/files/GTYearFourReport.pdf
http://wiseli.engr.wisc.edu/fas.php
http://wiseli.engr.wisc.edu/facworklife.php
http://www.advance-portal.net/
http://www.ncwit.org/images/practicefiles/Assessments_IdentifyingOvertSexism_OneWay_AddressOvertSexism_ImproveWomenRentionIT.pdf
http://www.ncwit.org/images/practicefiles/Assessments_IdentifyingOvertSexism_OneWay_AddressOvertSexism_ImproveWomenRentionIT.pdf
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Planning 

Process 

http://www.ncwit.org/pdf/StrategicPlanning_RetainingWorkbook.pdf  

  

22. Paris, K.A. (2003).  Strategic planning in the university. University of Wisconsin-Madison, 

Office of Quality Improvement.  

http://oqi.wisc.edu/resourcelibrary/uploads/resources/Strategic%20Planning%20in%20the

%20University.pdf 

 

Prime the community for commitment and change. 
 
 

Learning  23. NCWIT (2010).  Gearing up for change and Communicating for change.  

http://www.ncwit.org/pdf/OrgChange_FinalWeb.pdf 

Two brochures from the National Center for Women & Information Technology offer 

simple principles, as applied to changing undergraduate computing programs. 

 

Learning: 

bias 

literacy 

Literacy About Bias and Discrimination 

24. Harvard University (2007).  Project Implicit.  https://implicit.harvard.edu 

An online test that reveals unconscious bias (and can be taken privately). 

25. Sevo, R. & Chubin, D.E (2010). Bias literacy: A review of concepts in research on gender 

discrimination and the U.S. context. In A. Cater-Steel & E. Cater (Eds.), Women in 

engineering, science and technology: Education and career challenges. Hershey, PA: IGI Global. 

A 25-page overview of research and concepts. 

 

26. Hill, C., Corbett, C., & St. Rose, A. (2010). Why so few?  Women in science, technology, 

engineering, and mathematics.  Washington, D.C.: AAUW. 

A very readable summary of key research. 

 

27. Valian, V. (2001). Tutorials for change: Gender schemas and science careers. 

http://www.hunter.cuny.edu/gendertutorial/tutorials.htm  

Online narrative presentations based on the milestone book Why So Slow? 

 

28. Wenneras, C. & Wold, A. (1997).  Nepotism and sexism in peer-review.  Nature 387, 341-343. 

29. Steinpreis, R.E., Anders, K.A., & Ritzke, D. (1999).  The impact of gender on the review of 

curricula vitae of job applicants and tenure candidates: A national empirical study.  Sex 

Roles: A Journal of Research, 41(7-8), 509-528. 

30. Trix, F., & Psenka, C. (2003). Exploring the color of glass: Letters of recommendation for 

female and male medical faculty. Discourse & Society, 14(2), 191-220. 

31. Hyde, J.S. (2005). The gender similarities hypothesis. American Psychologist, 60(6), 581-592. 

32. Carnes, M. & Bland, C. (2007).  Viewpoint: A challenge to academic health centers and the 

http://www.ncwit.org/pdf/StrategicPlanning_RetainingWorkbook.pdf
http://oqi.wisc.edu/resourcelibrary/uploads/resources/Strategic%20Planning%20in%20the%20University.pdf
http://oqi.wisc.edu/resourcelibrary/uploads/resources/Strategic%20Planning%20in%20the%20University.pdf
http://www.ncwit.org/pdf/OrgChange_FinalWeb.pdf
https://implicit.harvard.edu/
http://www.hunter.cuny.edu/gendertutorial/tutorials.htm
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National Institutes of Health to prevent the unintended gender bias in the selection of 

clinical and translational science award leaders.  Academic Medicine, 82(2), 202-206. 

Pivotal academic papers among the evidence for discrimination. 

 

Learning: 

Value of 

Diversity 

Research on the Value of Diversity 

33. Association of American Colleges and Universities and University of Maryland (2007).  

DiversityWeb.  http://www.diversityweb.org/  

A compendium of resources on the topic. 

34. Gurin, P. (1999). The compelling need for diversity in education.  Expert report prepared for the 

lawsuits Gratz and Hamacher v Bollinger, Duderstadt, the University of Michigan, and the 

University of Michigan College of LS&A, U.S. District Court, Eastern District of Michigan, Civil 

Action No. 97-75231; and Grutter v Bollinger, Lehman, Shields, the University of Michigan and 

the University of Michigan Law School, U.S. District Court, Eastern District of Michigan, Civil 

Action No. 97-75928. [On-line]. Available: 

http://www.umich.edu/~urel/admissions/legal/expert/gurintoc.html 

Reprinted in: Michigan Journal of Race & Law, 5(1), 1999, 363-425. 

Reprinted in: The University of Massachusetts Schools of Education Journal, 32(2), 1999, 36-62. 

35. Gurin, P., Dey E.L., Hurtado, S., & Gurin, G. (2002). Diversity and higher education: Theory 

and impact on educational outcomes.  Harvard Educational Review, 72 (3), 330-366.  

Two milestone pieces on the topic. 

36. American Council on Education et al.  Brief of amici curiae American Council on Education et 

al., Nos. 01-1333, 01-1415, 0101418. Gratz et al. v Bollinger et al.   

http://www.vpcomm.umich.edu/admissions/legal/gra_amicus/gra_ace.html  

A compendium aimed at the question of targeted admissions. 

37. Page, S.E. (2007).  The difference: How the power of diversity creates better groups, firms, schools, 

and societies.  Princeton: Princeton University Press. 

An economist’s case based on statistical models. 

 

Learning: 

National 

Issues 

The Role of Your Campus in National Capacity Building and 
Competitiveness 

38. Sevo, R. (2010).  Talent crisis in science and engineering: Information sheet.  In B. Bogue & E. 

Cady (Eds.), Applying research to practice (ARP) resources.   

http://www.engr.psu.edu/AWE/ARPresources.aspx  

A nine-page summary that points to major issues, reports and arguments. 

 

39. National Science Board (2004).   Broadening participation in science and engineering faculty.  

NSF 04-41.  Downloaded October 2, 2007 from 

http://www.nsf.gov/pubs/2004/nsb0441/nsb0441.pdf  

http://www.diversityweb.org/
http://www.umich.edu/~urel/admissions/legal/expert/gurintoc.html
http://www.vpcomm.umich.edu/admissions/legal/gra_amicus/gra_ace.html
http://www.engr.psu.edu/AWE/ARPresources.aspx
http://www.nsf.gov/pubs/2004/nsb0441/nsb0441.pdf
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40. National Academy of Engineering (2004). The engineer of 2020. Retrieved January 20, 2008, 

from http://www.nae.edu/nae/engeducom.nsf/weblinks/MCAA-5L3MNK?OpenDocument .  

41. National Academy of Engineering (2005). Assessing the capacity of the U.S. engineering research 

enterprise: Preliminary Report of the National Academy of Engineering Committee for 

Public View.  Retrieved January 20, 2008, from 

http://www.nae.edu/NAE/engecocom.nsf/weblinks/MKEZ-68HQMA?OpenDocument  

Policy statements and recommendations. 

42. Cady, E. & Fortenberry, N. (2008).  Metrics for assessing broadening participation in a Title IX 

context.  2008 WEPAN Conference Proceedings.  Retrieved October 17, 2008 from the 

WEPAN Conference archives, via http://www.wepan.org  

A discussion of National Science Foundation requirement to address broader impacts, 

and indicators. 

 

43. Chubin, D.E., DePass, A.L., & Blockus, L. (Eds.) (2010).  Understanding interventions that 

broaden participation in research careers, 2009: Embracing a breadth of purpose, Volume III.  

Summary of a conference held in Bethesda, MD, May 7-9, 2009.  

http://php.aaas.org/programs/centers/capacity/documents/InterventionsReport2009.pdf 

Conference proceedings on minority participation in science and engineering at all 

levels, intervention programs, and research.  Several sections address faculty issues. 

 

Learning: 

National 

Statistics 

Needs and Statistics At the National Level 

 

44. Commission on Professionals in Science and Technology (2007).  Workforce data. 

http://www.cpst.org/ 

45. Beutel, A.M. & Nelson, D.J. (2005).   The gender and race-ethnicity of faculty in top science 

and engineering research departments.  Journal of Women and Minorities in Science and 

Engineering, 11(4). 

46. Nelson, D.J., & Rogers, D.C. (2005). A national analysis of diversity in science and engineering 

faculties at research universities. 

http://cheminfo.ou.edu/~djn/diversity/briefings/Diversity%20Report%20Final.pdf. Updated 

in http://cheminfo.chem.ou.edu/faculty/djn/diversity/Faculty_Tables_FY07/07Report.pdf  

Authoritative data to the level of universities, and science and engineering departments. 

 

Learning: 

Case 

Studies 

Model Practices and Case Studies of Success Among Peer Institutions 

 

47. Committee on Maximizing the Potential of Women in Academic Science and Engineering 

(2007). Beyond bias and barriers: Fulfilling the potential of women in academic science and 

engineering. Committee on Science, Engineering, and Public Policy.  

http://www.nap.edu/catalog.php?record_id=11741  

48. Massachusetts Institute of Technology (1999).  A study of the women faculty in science at MIT.  

http://www.nae.edu/nae/engeducom.nsf/weblinks/MCAA-5L3MNK?OpenDocument
http://www.nae.edu/NAE/engecocom.nsf/weblinks/MKEZ-68HQMA?OpenDocument
http://www.wepan.org/
http://php.aaas.org/programs/centers/capacity/documents/InterventionsReport2009.pdf
http://www.cpst.org/
http://cheminfo.ou.edu/~djn/diversity/briefings/Diversity%20Report%20Final.pdf
http://cheminfo.chem.ou.edu/faculty/djn/diversity/Faculty_Tables_FY07/07Report.pdf
http://www.nap.edu/catalog.php?record_id=11741
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http://web.mit.edu/fnl/women/women.html  

 

49. Committee on Women in Science and Engineering (2006). To recruit and advance women 

students and faculty in science and engineering.  National Research Council of the National 

Academies, Policy and Global Affairs, Committee on the Guide <  

http://www.nap.edu/catalog.php?record_id=11624  

50. Harvard University Task Force on Women Faculty (2005). Report of the task force on women 

faculty. http://www.hno.harvard.edu/gazette/daily/2005/05/women-faculty.pdf. Also, see a 

list of university plans at http://www.faculty.harvard.edu/01/0152.html.  

For an overview of many diversity programs, strategies, case studies, and 

recommendations. 

 

Learning: 

Legal 

Issues 

Legal Pressures 

 

51. American Association for the Advancement of Science & Association of American 

Universities (2010). Navigating a complex landscape to foster greater faculty and student diversity 

in higher education.  By Burgoyne, R., Shaw, T.M., Dawson, R.C., Scheinkman, R., & 

Coleman, A.L.  Project lead by D. E. Chubin, S.M. Malcom, and J. Vaughn. 

http://php.aaas.org/programs/centers/capacity/publications/complexlandscape/PDFs/LawDi

versityBook.pdf 

52. Malcom, S.M., Chubin, D.E., & Jesse, J.K. (2004). Standing our ground: A guidebook for STEM 

educators in the post-Michigan era.  Washington, DC: AAAS, Center for Advancing Science 

and Engineering Capacity and National Action Council for Minorities in Engineering. 

Two unique guides to navigating affirmative action laws and cases, in treatment of 

students and faculty. 

 

Learning: 

Change 

in 

Academe 

What to Expect in the Change Process 

 

53. Eckel, P., Green, M., Hill, B., & Mallon, W. (1999). On change III: Taking charge of change: A 

primer for colleges and universities.  Washington, DC: American Council on Education. 66 

pages  http://www.acenet.edu/bookstore/pdf/on-change/on-changeIII.pdf  

Faculty might find it useful to read a characterization of the culture of higher 

education. 

54. Hopkins, N. (2006). Diversification of a university faculty: Observations on hiring women 

faculty in the schools of science and engineering at MIT. MIT Faculty Newsletter, 18 (March-

April), 713. 

A brief account of progress in retrospect. 

 

 

 

 

http://web.mit.edu/fnl/women/women.html
http://www.nap.edu/catalog.php?record_id=11624
http://www.hno.harvard.edu/gazette/daily/2005/05/women-faculty.pdf
http://www.faculty.harvard.edu/01/0152.html
http://php.aaas.org/programs/centers/capacity/publications/complexlandscape/PDFs/LawDiversityBook.pdf
http://php.aaas.org/programs/centers/capacity/publications/complexlandscape/PDFs/LawDiversityBook.pdf
http://www.acenet.edu/bookstore/pdf/on-change/on-changeIII.pdf
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Adapt and adopt new approaches to search-recruitment-hiring. 

 
 

Implement 

strategies 

55. University of California Hastings College of the Law, Center for Worklife Law (2010).  

Gender bias learning project.   http://genderbiasbingo.com  

56. Jordan, C.G., & Bilimoria, D. (2007).  Creating a productive and inclusive academic work 

environment. In A.J. Stewart, J.E. Malley, & D. LaVaque-Manty (Eds.) Transforming science 

and engineering: Advancing academic women. University of Michigan Press. 

57. WISELI (2008). Enhancing department climate: A guide for department chairs.  

http://wiseli.engr.wisc.edu/docs/ClimateBrochure.pdf 

58. WISELI (2009). Advancing women in science and engineering: Advice to the top.  Brochure. 

http://wiseli.engr.wisc.edu/docs/AdviceTopBrochure.pdf 

59. Bilimoria, D., Hopkins, M.M., O’Neil, D.A., & Perry, S.R. (2007). Executive coaching: An 

effective strategy for faculty development.  In A.J. Stewart, J.E. Malley, & D. LaVaque-

Manty (Eds.), Transforming science and engineering: Advancing academic women.  Ann Arbor: 

University of Michigan Press. 

On promoting a more inclusive climate. 

 

60. WISELI (2005). Searching for excellence & diversity. 78 pages  

http://wiseli.engr.wisc.edu/docs/SearchBook.pdf  

61. WISELI (2006). Reviewing applicants: Research on bias and assumptions.  Brochure. 

http://wiseli.engr.wisc.edu/docs/BiasBrochure_2ndEd.pdf  

62. Ashcraft, C. (2008). Interview strategies that identify functionally diverse perspectives (Case Study 

1).  Brochure. 

http://www.ncwit.org/images/practicefiles/InterviewStrategiesIdentifyFunctionallyDiverse

Perspectives08.pdf  

63. Lange, S.E. (2008). University of Washington faculty recruitment toolkit.  

http://www.washington.edu/diversity/avpfa/Recruitment_Toolkit/index.html   

On conducting searches and interviews with sensitivity towards bias. 

 

64. Stewart, A.J., Malley, J.E., & LaVaque-Manty, D. (2007). Faculty recruitment: Mobilizing 

science and engineering faculty.  In A.J. Stewart, J.E. Malley, & D. LaVaque-Manty (Eds.), 

Transforming science and engineering: Advancing academic women.  Ann Arbor: University of 

Michigan Press.  A 27-page recruitment handbook is at 

http://www.umich.edu/~advproj/handbook.pdf 

On faculty recruitment, describing the STRIDE program at the University of Michigan. 

 

65. Fox, M.F., Colatrella, C., McDowell, D. & Realff, M.L. (2007).  Equity in tenure and 

promotion: an integrated institutional approach.  In A.J. Stewart, J.E. Malley, & D. 

http://genderbiasbingo.com/
http://wiseli.engr.wisc.edu/docs/ClimateBrochure.pdf
http://wiseli.engr.wisc.edu/docs/AdviceTopBrochure.pdf
http://wiseli.engr.wisc.edu/docs/SearchBook.pdf
http://wiseli.engr.wisc.edu/docs/BiasBrochure_2ndEd.pdf
http://www.ncwit.org/images/practicefiles/InterviewStrategiesIdentifyFunctionallyDiversePerspectives08.pdf
http://www.ncwit.org/images/practicefiles/InterviewStrategiesIdentifyFunctionallyDiversePerspectives08.pdf
http://www.washington.edu/diversity/avpfa/Recruitment_Toolkit/index.html
http://www.umich.edu/~advproj/handbook.pdf
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LaVaque-Manty (Eds.), Transforming science and engineering: advancing academic women.  Ann 

Arbor: University of Michigan Press. 

66. Georgia Tech’s Recommended best practices in reappointment, promotion, and tenure processes is 

at http://www.advance.gatech.edu/ptac/ and its ADEPT (Awareness of Decisions in 

Evaluating Promotion and Tenure) is at http://www.adept.gatech.edu 

On faculty evaluation for promotion, a program at Georgia Tech. 

 

67. Barker, L, & Cohoon, J.M. (2008).  Georgia Tech mentoring program for faculty advancement 

(Case Study 1).  Brochure.  

http://www.ncwit.org/images/practicefiles/GeorgiaTechMentoringProgramFacultyAdvanc

ement_MentoringFacultyWomen.pdf  

68. NCWIT (2008).  Mentoring-in-a-box: Women faculty in computing.  26 pages 

http://www.ncwit.org/pdf/Mentoring_InaBox_WomenFaculty.pdf  

On mentoring and guidance to early-career faculty. 

 

Oversight 69. Hopkins, N. (2006).  Diversification of a university faculty: Observations on hiring women 

faculty in the schools of science and engineering at MIT.  MIT Faculty Newsletter, 18 (March-

April), p. 713.  http://web.mit.edu/fnl/volume/184/hopkins.html 

It can take decades to change both minds and numbers.  Continuous oversight helps. 

 

 

http://www.advance.gatech.edu/ptac/
http://www.adept.gatech.edu/
http://www.ncwit.org/images/practicefiles/GeorgiaTechMentoringProgramFacultyAdvancement_MentoringFacultyWomen.pdf
http://www.ncwit.org/images/practicefiles/GeorgiaTechMentoringProgramFacultyAdvancement_MentoringFacultyWomen.pdf
http://www.ncwit.org/pdf/Mentoring_InaBox_WomenFaculty.pdf
http://web.mit.edu/fnl/volume/184/hopkins.html

