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Patricia Higgins, Nursing
Diana Bilimoria, Organizational Behavior
Eleanor Stoller, Sociology
Cyrus Taylor, Physics

Staff/Student:
Susan Perry, Sr. Research Associate
Linda Robson, Graduate Student

Resource Equity Committee Members

Presenter
Presentation Notes
Welcome!
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REC Mission

Case Western Reserve University 
seeks to foster the full development, 

professional advancement, and 
recognition of all members of our 

community.
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Introduction

• The Resource Equity Committee (REC) was 
commissioned by the University Provost at 
the recommendation of the Faculty Senate 
in 2000. 

• Its charge was to design and implement a 
study to investigate resources available to 
faculty on the CWRU campus. 

• The REC took on the role of the ACES 
Research and Evaluation Team in 2003.

Presenter
Presentation Notes
A little background on the Resource Equity Committee…
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ACES Research and Evaluation 
Activities

(1) Research on status of women 
faculty in S&E 

(2) Evaluation of specific ACES 
interventions

(3) Evaluation of ACES-related 
outcomes
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(1) Research on Status of Women 
Faculty in S&E

• NSF Annual Report 
• Annual department resource survey
• Best practice case study of  

Neurosciences department
• Offer letter analysis
• Test department focus group study
• Campus climate survey

Presenter
Presentation Notes
NSF Annual Report:September 1, 2003 -August 31, 2004 Dept Resource Survey (Chair’s Survey)Annual collection and analysis of non-perceptual data regarding faculty resources and expectation (coming up Feb-Mar ’05)Neurosciences Department, ‘Best Practices’ Study (PhD Student in Org Behavr research project)Direct observation, archival data analysis and 28 interviews w staff faculty, admin, grad students and post-docsOffer Letter Analysis (N=56)Compares offers made 2003-2004 includes both accepted and declined offers for a faculty position among science and engineering departments. Analysis aggregates by gender, rank, schools, means of start up packages.
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(2) Evaluation of Specific 
ACES Interventions

• Executive coaching intervention
• Mentoring program
• Networking events
• Faculty development workshops

Presenter
Presentation Notes
Coaching:Currently taking place in our 4 test departmentsSoon to expand to 10 new Science & Engineering depts.Mentoring:Mentors identified by faculty members, workshops and training were made available for mentors as well as faculty members about how to best develop this type of relationshipNetworking events: For example, monthly ACES networking lunches for participating departments, Center for Women hosts informal ACES networking events.Faculty Development Workshops:Career development topics include networking, negotiation.  Center for Women provides undergrad, graduate student, and post doc training also well. 
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(3) Evaluation of ACES-related 
Outcomes 

• Overall impact on women faculty, 
chairs, and deans

• Overall impact on employment status 
of women faculty in S&E 
–recruitment, promotion, tenure, retention, 

and leadership
• Overall impact on academic climate

Presenter
Presentation Notes
Current and future activities



9

Conclusions From
(1) Resource Equity Study 2001
6 focus groups: N=47
Content analysis

(2) Test Department Study 2004
3 focus groups & 6 individual interviews:  N=23 
Content analysis

(3) Faculty Climate Survey 2004
Mixed methods
Multivariate data analysis: item responses (N=508)
Content analysis: written comments (N=159)

Manuscript under review at Review of Higher Education
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Themes Extending 
Beyond the University

Faculty careers are gendered
•Faculty jobs are developed and structured 
with male careers in mind.  

Resource Equity
2001

Test  Departments
2004

Climate Survey 
2004

X X X

Presenter
Presentation Notes
Faculty Careers are GenderedMany aspects of academic careers are underpinned by assumptions about who is filling professional roles.  These subsuming notions are preferential to men. 
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Themes Extending 
Beyond the University

The nature of research universities
•Teaching is trivialized and devalued.  
•Emphasis on the “bottom line” and view of 
faculty as “entrepreneurs.” 

Resource Equity
2001

Test  Departments
2004

Climate Survey 
2004

X X X

Presenter
Presentation Notes
The Nature of a Research UniversityReflective of the larger world of research universities, participants believe that teaching is trivialized and devalued.  Participants also spoke about the “business of the research university,” with its emphasis on the “bottom line” and view of faculty as “entrepreneurs.” 
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Themes Extending 
Beyond the University

Work and life integration
•Competing with faculty who have fewer external 
demands can put many women at a disadvantage 
relative to men. 

Resource Equity
2001

Test  Departments
2004

Climate Survey 
2004

X X X

Presenter
Presentation Notes
Work & Family IntegrationCompeting with faculty who have fewer external demands can put many women at a disadvantage relative to men whose spouses or partners manage family responsibilities. 
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Themes Specific to Case

Proportional rarity of women is an issue 
at Case
•Lack of a critical mass of women faculty –
particularly at the senior ranks.  

•Token dynamics. 

Resource Equity
2001

Test  Departments
2004

Climate Survey 
2004

X X

Presenter
Presentation Notes
Proportional RarityParticipants emphasized the consequences of proportional rarity, i.e., the lack of a critical mass of women faculty – particularly at the senior ranks or administrative levels.  Examples of the consequences include token dynamics and the belief that women have an advantage due to their statistical-minority status on campus.
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Themes Specific to Case

Everything’s negotiable at Case
•Pervasive secret “side deals.”
•Women are less aware of bargaining options.

Resource Equity
2001

Test  Departments
2004

Climate Survey 
2004

X X X

Presenter
Presentation Notes
Everything’s NegotiableA number of participants indicated that secret “side deals” are pervasive throughout the university.  Faculty bargain behind the scenes concerning salary, workload, and resources, and women are less often aware of these bargaining options.
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Themes Specific to Case

Mentoring, coaching, and professional 
development are needed at Case
•Mentors would help women to better 
negotiate, engage in self-promotion, and 
benefit from side deals.
•The small number of senior women limits the 
availability of role models.

Resource Equity
2001

Test  Departments
2004

Climate Survey 
2004

X X X

Presenter
Presentation Notes
Mentoring & Professional DevelopmentWomen faculty report they receive inadequate information about unspoken rules.  They are not taught how to negotiate, engage in self-promotion, or benefit from side deals.  The small number of senior women limits the availability of role models.  Furthermore, senior women are completely overworked and overwhelmed by service and teaching responsibilities.  They are not positive role models for a balanced life. 
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Themes Specific to Case

Case has a hierarchical, elitist structure
•Case is a hierarchy-driven, elitist institution.  
•Pervasive deference to rank, with the benefits 
of rank accruing more to male faculty than to 
female faculty. 

Resource Equity
2001

Test  Departments
2004

Climate Survey 
2004

X X X

Presenter
Presentation Notes
Hierarchical / Elitist StructureCase is described as a hierarchy-driven, elitist institution.  Some participants perceive a pervasive deference to rank, but with rank privilege accruing to male faculty but not to female faculty. 
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Themes Specific to Case

Everyday interactions influenced by 
gender at Case
•Informal expectations and interactions 
disadvantage women.
•Differential treatment from students and staff.

Resource Equity
2001

Test  Departments
2004

Climate Survey
2004

X X

Presenter
Presentation Notes
Everyday ExperiencesWomen believe that gender influences everyday interaction in a way that disadvantages their career advancement.  This includes interactions with colleagues, students, and staff.
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Themes Specific to Case

An exclusionary culture at Case
• “This is a difficult place to be female,” one 
woman faculty reported.

Resource Equity
2001

Test  Departments
2004

Climate Survey 
2004

X X X

Presenter
Presentation Notes
Exclusionary CultureUniversity described as a “techie, male-dominated, male-oriented…kind of place.”  “This is a difficult place to be female,” one woman faculty reported.
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Themes Specific to Case

Little things matter at Case
•Departments and/or the University could 
improve the sense of morale and climate by 
small gestures. 

Resource Equity
2001

Test  Departments
2004

Climate Survey 
2004

X X

Presenter
Presentation Notes
Little Things MatterRespondents across 2 of the 3 waves of data collection discussed their department and/or the University could improve the sense of morale and climate by small gestures (e.g., more attractive office space, supplying business cards, making suitable parking available).  Participants described the cumulative effects of everyday experiences, sometimes episodes of major discrimination, but more often the subtle, routine behaviors that sociologists describe as micro-inequalities.
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Resource
Equity
2001

Test 
Depts.
2004

Climate 
Survey 

2004

Faculty careers are gendered X X X
Nature of research universities X X X
Work / life integration X X X
Proportional rarity X X
Everything’s negotiable X X X
Mentoring / professional 
development 

X X X

Hierarchical / elitist institution X X X
Everyday interactions X X
Exclusionary culture X X X
Little things matter X X

Themes Present Across 
Multiple Sources of Data

Presenter
Presentation Notes
Please refer to your handouts!From content analyses performed across all three waves of data collected to date, here are the ten themes which occur consistently. Of these ten overarching themes, 7 are found across all three waves of data.  The remaining three were found in two of the three waves.  
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Recommendations from Faculty
“It’s almost impossible for me to conceive of this as being a 
family-friendly, gender-neutral institution of work without 
some form of childcare. It just doesn’t work. It hurts the 
women much, much more than the men. It’s got to be 
done.” Male

“Spend some money as a research intensive institution. It 
applies to all issues. You need resources to attract the top 
people. People get frustrated and leave.” Female

“…It would be nice if the administration would take a good 
look at infrastructure that’s here and ask a few questions of 
faculty about what can we do.” Male

Presenter
Presentation Notes
A brief selection of suggestions from faculty members offering general thoughts about how to improve the community here for all members.
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General reactions?

What are you seeing in your unit?

How can these issues best be 
addressed in your unit?

Reflection Questions

Presenter
Presentation Notes
Discussion:Are there questions about situations in your departments?Are you seeing some of these patterns in your departments? Sometimes we see things and attribute them to the individuals involved.  Sometimes it is about the individuals, but we’d like to you to consider what potential additive factors might also be at work in situations you face.What are some suggestions for creating an equitable environment here?
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