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2001 48.2 37.2
2004 46.7 38.6
2008 49.9 36.7

FE XEHEH %

2001 24.4

2004 26.2

2008 29.1
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PrincelonUniversity e
Employee Child Care Assistance Program (ECCAP)
2009-2010 Eligibility Requirements

OVERVIEW

The ECCAP provides assistance to eligible faculty and staff with pre-kindergarten children to help them meet the cost of
child care. The awards are based on household income, and can be used to pay for a wide range of possible
arrangements, from in-home care to licensed day care centers. An ECCAP award may be granted to eligible families in
which the spouse or partner of the employee, although eligible to work, is currently not working, but is actively seeking
employment. The maximum award for one eligible child is $5,000; an additional $1,000 award is available for a second
eligible child. Only one award is available per eligible child. For tax purposes, these awards are treated as additional
income and may be subject to state and federal tax.

A. EMPLOYEE GUIDELINES
¢«  The faculty or staff member must be benefits eligible at the time the ECCAP award is distributed.
+  The faculty or staff member is unmarried.

a. This includes divorced and/or widowed. To determine financial eligibility, the application requires financial
information about all sources of income for the individual(s) who are financially responsible for the child{ren)
for whom the award applies; this includes ihe single employee who is living with the parent of the eligible
child.




ULNS TUITION for 2009-2010

All tuition levels co-operate in the morning.

For the discounted tuition, parents must perform a minimum of 12 wark hours
over the year. The non-discounted tution relieves the famiy of the work hour
comgonent. Regardless of fees charged. 3l parenis "co-op” in the classrooms

durmg the mommng classes on a rotating bass

Scholarships

ULMSE pifers a number of schelarships in the moming pregram. The University

Registration Fees Per Program

Morning B:30-11:30 | 3 100
Morming + Lunch| 8:30-1:00 | § 130
Extended Day B8:30-315 | % 160
All Day g:30-6:00 |3 180

prowvides substantial aid 1o University employees with the need for the All Day and
cxtended Day programs.

Twihons listed are paid monihly and are divded equally into 10 monihly payments

UNIVERSITY FAMILIES

MON-UNIVERSITY FAMILIES

With Discount Withouwt
Program Total and a minimum Discount
of 12 work nio Wk
NOUrs per year howrs
Maormning £ days 5 304 | § 474
8:30-11:30 3 days ] 273 | § J56
2 days 3 2555 233
Moming = Lunch | & days ] 567 [ & 245
8:30-1-00 Bdays 8M 4 & 1T | § EEh
3 days lunch
3 days ] 89| 5 477
Extended Day & days - 911 | § o8
8:30-3:15
&Il Day ECF Bdays +EC{ & ENF 1,280
8:30-6-00

With Discount Without
Program Total and a minirmurn Discount
of 12 work nic work
hours per year hours
Moming 5 days ¥ 436 | § 514
B:30-11:30 3 days ] 306 | % B4
2 days ] 280 | % 258
Moming + Lunch | & days ¥ G607 | & =]
B:30-1:00 Sdays AM A4 § 557 | & B35
3 days lunch
3 days 3 427 | & 505
Extended Day b days 3 BET1 | 5 1,028
B:30-3:15
All Day ECP Sdays+EQ ¥ 1352 |1 & 1,430
B:20-5:00
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Children's Educational Assistance Plan Brochure
Academic Year 2009 - 2010

Princeton University provides a tuition grant program to assist faculty and staff with the cost of their eligible children's undergraduate education..

PROGRAM DESCRIPTIOMN

This program provides eligible faculty and staff an annual tuition grant equal to one-half of the unmarried child's undergraduate tuition, including
mandatory educational fees, up to a cap of $12,850. Payments of £5,430 are disbursed on a semester basis. Equivalent amounts are disbursed on
a trimester and quarter basis.

For example, if your child's annual tuition and mandatory educational fees total $20,000, the grant will equal $£10,000 for the academic year (5,000
per semester). If yvour child's annual tuition and mandatory educational fees total $30,000, the grant will total $12,860 for the academic year
($6,430 per semester).

The Tuition Grant is awvailable for up to four academic years {eight semesters, twelve trimesters or quarters) of undergraduate education. The
terms do not have to be consecutive. The Tuition Grant is available for a summer session provided the child is enrolled in an accelerated program or
i= enrolled as a full time student. & Tuition Grant that is disbursed for a summer session is considered as a regular disbursement, The Tuition Grant
may not be used for graduate education.
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Advancing Women Faculty in Science, Technology, Engineering and Mathematic Fields

Ahoutthe Program
Wihio Ye Are

Events

Mews

ADVANCE Initiatives
Lectures Frogram
Scholar Program

Collahorative
Transformation

Faculty Flexibility
Conference

Faculty Searches
Winrk-Life

ADVANCE Resources
Reports

Fesources

Contact Us

ISU Links

About lowa State

Click here to view bios of the [SU women inthe banner abowe

ISU ADVANCE

Increasing the Participation and Advancement of Women in Academic Science and
Engineering Careers

The 15U ADWVAMCE Program is supported by the Mational Science Foundation through an
ADVAMCE Institutional Transformation Award. The 15U ADVANCE Program is funded for 5 years
(2006-2011).

The goal ofthe IS ADVANCE Program is to investigate the effectiveness of a2 multilevel
collaborative effort to produce institutional transformation that results in the full paricipation of
wormen faculty in science, technology, engineering and math fields in the university.

More about ADYAMNCE >

Events Quick Links
« May 13, 2009 « ADVANCE e-Updates: May ¥, 2009

ADVANGE Council Planning Retreat e 13U ADVANCE Collaborative Transformation
Open to ADVANCE Council members Project First Round Focal Depattrent

« May 13, 2009 Transformational Strateqgies & Outcomes




ENROLLMENT
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15,000 i
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Percentage of Total
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College of Business - All Departments
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AAUDE Faculty Satisfaction Survey

N

Response Category Population  Respondents
omen 34.20% 36.90%
en 65.80% 63.10%

Frofessor 34.20% 37.20%

Associate Professor 25.50% 26.00%

Assistant Professor 19.60% 21.70%

Lecturer/Instructor/Clinician 20.80% 15.10%

Tenured 58.70% 62.70%

Tenure-Eligible 18.40% 20.00%

Non-Tenure-Eligible 22.90% 17.30%

White 81.60% 85.40%

African-American 2.00% 1.80%

American Indian 0.50% 0.60%

Asian/Pacific Islander 13.60% 9.90%

Hispanic 2.30% 2.40%

Full-time 85.60% 90.10%

Part-time 14.40% 9.90%

CLINIRTINCE
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Salary Satisfaction

Salary,
specify the degree to which you are satisfied
(by gender)
o
= 52.1
g _
o)
So
= o
g
@R
o _|
D —
Unsatisfied Meither Satisfied
safisfied
nor
unsatisfied
[ R Male

Source: lowa State University Institutional Research (2008 AALUDE Faculty Satisfaction Survey)
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Work Stressors — Scholarly Productivity

Scholarly productivity,
extent to which it has been a source of stress

3_
Q
4
o 2
7] 205
2 1.92
w
@
o
g 17
e

D_ |

Professor Associate Prof Assistant Frof MNon-Tenure-Eligible

B Fenmale | Male

Scale: 1 = Mot at all stressful, 2 = Somewhat stressful, 3 = Very siressful

Fed line = mean response for all faculty
Source: lowa State Uiniversity Institutional Research (2008 AAUDE Faculty Satisfaction Survey)
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Work Stressors — P&T Review

Review/promotion process,
extent to which it has been a source of stress

(by gender)
F 42.4
83-
1=
8o | 24.9
&
o
3
Mot at all Somewhat Very
stressful stressful stressful

B Female [ ] Male

Responses for tenured and tenure-eligible faculty only
Source: lowa State University Institutional Research (2008 AAUDE Faculty Satisfaction Survey)
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Work Cultures & Values

60

40

Percentage

My colleagues value my research

(by gender)
63.4
16.6
Disagres Meither Agres -
agres nar
disagroo

B Female | Male

Source: |lowa State University Institutional Research (2008 AAUDE Faculty Satisfaction Survey)
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LAS-Sci. & Math
LAS-Social Sci.
Library :
Vet. Medicine LY
I I I I I
0 1 2 3 4 5
Average Response
B rFemae [ Make
Scale: 1 = Strongly disagree, 5 = Strongly agree
e cE Red ling = mean respanse for all faculty
) AW“" Source; lowa State University Institutional Research

Work Cultures & Values

| feel excluc_ied from an informal
network in my department

Ag. & Life Sci. Hﬁ

Business 279
Design 9 67
Enginesring 2ad
Human Sci.

LAS-Humanities

(2008 AAUDE Faculty Satisfaction Survey)




TEDOAEFR
Work Cultures & Values

| have to work harder than some of my
colleagues to be perceived as a legimate scholar

(by gender)
19 414
E’ 30-
| -
B 0 24.7
o
10
D - I
Disagree Neither Agree
agree nor
disagree
B Fcale [ ] Male
Source: lowa State University Institutional Research (2008 AALDE Faculty Satisfaction Sundey)
ZHEDIZOINBERZEERHTEHLI=HIZ, fth
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mentoring

Formal Mentoring

Have you had a formal mentor within your department?

4394404
43.9
89.6
g2 A
9.2 16

18.7 287
Male Female Male Female Male Female Male Female

100
I

80
1

Percentage
60

40

Frofessor Associate Prof  Assistant Prof Non-Tenure-Eligible

B No

Yes, one was chosen by me
B ves one was assigned to me

Source: lowa State University Institutional Research (2008 AAUDE Faculty Satisfaction Survey)
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mentoring

Helpfulness of Formal Mentoring

How helpful was this formal mentoring?

100
|

80

|
n
—h
2
B
o
-.‘J

40

Percentage
60
]
@
=
O
(8] ]
n
i Y
n
( w
i
-.‘J
—_—
B
(0]
-..‘J
n

D_
Male Femals Male Female Male Female Male  Female
FProfessor Associate Prof Assistant Prof Non-Tenure-Eligible
Helpful
B Neither helpful nor unhelpful
Bl Unhelpful

Source: lowa State University Institutional Research (2008 AALDE Faculty Satisfaction Survey)
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Tenure clock policy

Flexible Tenure Policies

The tenure clock policy will help
lowa State recruit faculty

3_?’? e

3.31

Average Response

Frofessor Associate Prof Assistant Prof

B crale | Male

Scale: 1 = Strongly disagree, 3 = Neither agree nor disagres, 5 = Strongly agree

Responses for tenured and tenure-eligible faculty only

Red line = mean response for all faculty

Source: lowa State University Institutional Research (2008 AAUDE Faculty Satisfaction Survey)

conouncE  EHEDIESHAIDRYS—HKRAICKZILD
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Tenure clock policy

Flexible Tenure Policies

My department already provides
enough tenure flexibility to help faculty

5 ]
% 4-
=
2 —
nﬂ_" .
P 280
g2
2
T

1 ]

Professor Associate Prof Assistant Prof

B Fremale | | Male

Scale: 1 =5Strongly dis agree, 3 = Meither agres nor disagree, 5 = Stongly agres

Responses for tenured and Enure-elighle faculty only
Red line = mean response for all faculty
Source: Iowa State University Institutional Research (2008 AAUDE Facully Satisfacfon Survey)
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FYALILET T DimEE
Life Outside the Institution

Childcare,

t:lid) (i—‘)bﬁa‘_,‘v,{ extent to which it has been a source of stress
L P/7_775§Z|‘|/X Ag. & Life Sci.
0),,% PN Tit’,ﬁu‘g l:—C-L\ Business
%) o Design

Engineering

Human =ci.

LAS-Humanities

LAS-Sci. & Math

LAS-Social Sci.

Library

YWet. Madicine

Average Stress Level

B rerze [ | mae

e Scale: 1 = Not at all stressful, 3 = Very stressful
m Fed line = mean response for all faculty
ool : . _ Source: lowa State University Institutional Research
Ao LAl wIVERSILT (2008 AAUDE Faculty Satisfaction Survey)




HEEBETSAR—FDINTUR
Life Outside the Institution

Do you have a spouse or domestic partner?

(by gender)
S 87.8
5@ -
Ly
=
8o
o
) @
6.0
- maw 0 75

Spouse Domestic Meither
Partner Spouse nor
Partner

B remale [ | Male

Source: lowa State University Institutional Research (2008 AALUDE Faculty Satisfaction Survey)
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HEEBETSAR—FDINTUR
Life Outside the Institution

How many children do you have?

(by gender)
50
39.3

=
o
c
@ 24.8
W .
o 21.5

10- 14.5

D_ |
Mo children 1 child 2 children 2 or more
children

B Ferale [ | Male

Source: lowa State University Institutional Research (2008 AAUDE Faculty Satisfaction Survey)

SUPDUBNGE QD (E5 A FAEATND ABSDALN,




_7/—‘— II\I .+|£L|m_|,7\ ./—|-=Lﬁ:|:E
7 17 MIALN—TFVJ ) A7) 1" 1PA A
FAA DML RKRETERILDT) VAR

FRIFR. XEHE FBIBIRBICAEFRZE
Bb. B ELTSAN—FOMIILOREICE
mL TS,

TN AR RELY ., mentoring A 7LD
o p i =1 AW




ZAIIFNDFT=mM B+ A~ \\l’Elf—:ﬁE:_'b.kﬁ_—."_
2 )IIVINTFVIFZARA D TFHAFAR

7/

ZLDREZMN MILAFAILA, A XD K,
ROBENLENGEICEANLLT ) ID KD
FEREZERmL .. Rt EEZREL TS,

ZLT. KEIED - DHRREFRZTRLTL
Do

Z0rc
“w vYs
L.7

4
Al

LDESE|C

')ﬁd)jtﬁd)ﬁ'l‘fzi'ﬁ%%’




R\

s — =5 M Eh
/7 N I‘/\—.FVJ

2)) | A

I \N—

\lrnll

In 2005, the University announced the
formation of two Task Forces—the Task Force
on Women Faculty and the Task Force on
Women in Science and Engineering—to
"develop concrete proposals to reduce
barriers to the advancement of women
faculty at Harvard.*”
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2001—2002

47%
53%

Undergraduate

" Female

48%

THEDE

F LIS, 45 (2
TFZEMIZEL
[X7RLN,

Graduate

46% 54%

52% 20014

=

1st Professional 2007 — 2008

I Male

48%

47%
53%

Undergraduate
{College)

Female

Graduate

- Male

46%

1st Professional
(DMD, JD, MDiv, MD)

54%
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Task Force on Women Faculty

List of Proposals

Area Proposal
Oversight Structures | 1) Senior position
ﬁ%é1$€%ﬁ%j‘é EIB%@ EXE ') Visiting committes process
Data Collection 3) Climate survey

E HRIRN S SR & D Rt b e

5) Status reports

Faculty Recruitment 6) Programs on Diversity
J:U/‘\EI;‘/(—O) Eé%&ﬂﬁﬁd) 7) Targeted funds
ﬁéﬁﬁ’& E *E’j— 8) Dual-career program

Faculty Retention / 9) Expansion of child day care

Work-Life : : : :
10) Financial assistance for child care

t'|$0)1§j]%“b_§_l'\ﬂfﬁi%i%iﬁ1lﬁ 11) Maternity leave
L)’E E *E—d— 12) Tenure clock extensions

13) Sexual harassment

14} Additional / broader work-life recommendations




Proposal 1: Senior Position REEARZHIEIT OHBEDHKE

Recommendation * (Create senior position in central administration that will work closely with
the President and Provost in support of faculty development, with a
particular charge to increase the representation of women and other

under-represented racial/ethnic groups within Harvard so as to enrich the
entire academic community.

— This position will be a singular and permanent position in the central
administration of the university.

Title * Senior Vice Provost for Diversity and Faculty Development
candidate * Tenured faculty member with deep understanding and commitment to
Profile diversity and gender equity Issues

* Strong preference for internal candidate, with knowledge of Harvard's
systems, culture and procedures

Terms of » Full-time appointment, with potential limited teaching and research
Appointment

» Minimum of three years

Timing « Aim to fill position by September 2005




Supporting Committees D F—LIFRK

* The Senior Vice Provost will report to both the President and Provost

* The Senior Vice Provost will be advised by two committees

Senior Vice Provost

University Committee on
Diversity and Faculty
Development

» Composition:
- Senior school officers
(ordinarily tenured faculty)

- Selected by the dean of
each School in consultation
with the Senior Vice Provost

* Role of Members:
- Communicate programs

- Develop education and
training programs

- Implement programs
- Monitor/track progress

- Serve as link between
Senior Vice Provost and
Schools

Advisory Committee

» Composition:
— 3 to 5 senior faculty

— Should be diverse (include
women and minorities)

* Role of Members:

— Advisory board for the
Senior Vice Provost
(targeted hiring)

— Assist in formulating
policies, programs,
reviewing applications for
funding

- Identify internal/external
experts and consultants




Faculty Development and Diversity

ot HOME E= COATACT stn SITEMAF

THE OFFICE OF THE

PROVOS S [Kepwrds [ oo

AR Tl e

FUNDING OPPORTUNITIES REPORTS

ARTS AND CULTURE HOME = FACULTY DEVELOPMENT AND DIVERSITY > MISSION

=Sl FACULTY DEVELOPMENT AND DIVERSITY

Resources

Mission

The Office of the Senior Yice Provost for Faculty Development and Diversity (FO2DY works
claosely with colleagues in the Provost's Office, Deans, faculty and staff leaders across all
Schools to aid in the recruitment, hiring, develapment, promotion and retention of excellent
faculty in all departments. Specifically, the Office sesks to:

= Improve Harvard's performance in developing scholars at all stages of the academic career
ladder: building a diverse pipeling; recruiting the very best schaolars; providing appropriate
career tracks and promoting equitably; and retaining outstanding faculty

RESEARCH POLICY AND COMPLIANCE

| Flease Select % o - Establish an institutional culture that will sustain this improved performance - a culture
that will encourage a more diverse set of talented students to choose academic careers,

1I make Harvard more attractive to this diverse nineline, and allow all facuylty at Harvard to




The Senior Vice Provost DB 75

Promote diversity and k%f %ﬁ"':t%

gender equity in B-d5
hiring |

Improve climate for <A/)T(—
under-represented o o . =2
groups on campus 7 )l/‘_EZ:O)%&HﬁhE\
DEZREDRE
"""""" dul ZRIE P HEKE

Provide intellectua oy g% [ —

leadership on issues of I%O)Fnﬁﬁ%k%]()’?%)
diversity and gender )= =9y T%

equity 385




Proposal 3: Climate Survey

Examples of Institutional Climate Surveys

Institution Year Target Audiences Response Rate

1) UC Berkeley Faculty Climate 2004 Tenured and tenure-track faculty 60%
Survey

2) Tenure-Track Job 2002 Full-time tenure-track faculty 61%
Satisfaction Survey Pilot
(COACHE) (1)

3) U. Michigan Faculty Work-Life 1999 Tenured and tenure-track faculty 44%,
Study with at least 0.5 appointment
Quality of Life

5) Princeton Survey of Faculty in 2003 All faculty in Natural Sciences and 76%
Matural Sciences and Engineering
Engineering

6) Stanford Faculty Quality of 2003 All faculty, including medical 49%
Life Survey tracks

7) U. Wisconsin Study of Faculty 2003 All current faculty 62%
Worklife

(1) The Collaborative on Academic Careers in Higher Education. The pilot was developed b 9 < O) k % zéﬂﬁi% i— Ii =|t| E ﬁ‘ %
a team of researchers at Harvard Graduate School of Education and was conducted in y ﬂ R A A

Washington). A total of 1,614 individuals (587 females, 1,027 males) received the

survey. A total of 981 university faculty members (389 females, 597 males) ,jﬁ (
ersity facul j: R / Q
responded to the survey for a university response rate of 61%. | ]

the spring of 2002 with six research universities in the U.5. (two private -- Brown
University and Duke University -- and four public -- University of Arizona, University E.m é*l' z L \ é h\
of California at Berkeley, University of Illinois-Urbana Champaign, University of

/r‘\-

aH B X R A0

A




Metrics of Climate Survey

To be Tracked Annually  FRA&EIEB

All metrics listed below to be tracked at the appropriate unit level (department,
division, School, University), and by gender and ethnicity

1. Overall
Representation

2. Leadership
Representation

3. Hiring
Statistics

4. Utilization
Factors

5. Compensation

6. Start-up
Funds

+ Percent women

and minorities

Populations should
include, as
appropriate and
feasible, tenured
faculty, tenure-
track faculty,
instructors at
hospitals, fixed-
contract faculty,
post docs,
graduate students
and under-
graduates

Comparisons
against external
benchmarks (at
school or
department level,
as appropriate)

Percent women
and minorities in
positions of
academic
leadership (e.q.,
deans, associate
deans, department
chairs), committee
leadership and
named chairs

Populations will
include tenured
and tenure-track
faculty

Comparisons
against overall
representation
metrics

Percent of offers

to women and
minaorities
(tenured and
tenure-track)

Percent of
acceptances by
women and
minaorities
(tenure and
tenure-track)

Percent women
faculty vs.
percent women in
relevant Ph.D.
pools

Percent minority
faculty vs.
percent minority
in relevant Ph.D.
pools

* Salaries for

women faculty vs.
men faculty and
for minority
faculty vs. non-
minority faculty

e Other

compensation
(e.g., housing
subsidies) for
same groups

For women faculty
vs. men faculty
and for minority
faculty vs. non-
minority faculty




Metrics of Climate Survey

To be Tracked at Periodic Intervals

SHEIAE

All metrics listed below to be tracked at the appropriate unit level (department,
division, School, University), and by gender and ethnicity

7. Promotion

8. Time

9. Retention

10. Resource

11. Utilization of

12. Workload

Rates to Tenure Rates Allocations Policies Assessment (1)
* Internal * Years to obtain Duration of * Space * Tenure * Teaching
promotions promotion to stay for allocations / extension
from Instructor Associate tenure-track lab space policies * Research
to Assistant faculty -
(hospitals) * Years to obtain » Workload * Advising
promotion to Full Retention relief policies « Mentoring
. Interna_l Professor rates for
promotions tenured e Recommen-
from Assistant faculty dations

to Associate

* Internal
promotions
from Associate
to Full Professor

* Committees

* Other
administrative
duties, to be
specified




Climate Survey

OFFICE OF FACULTY
DEVELOPMENT & DIVERSITY

-
‘ HARVARD UNIVERSITY OFFICEC OF THE FTOVOST
‘ Faculty Development & Diversity

Office of Faculty Development & Diversity

Harvard's Office of Faculty Developrent and Diversity (FD&D) waorks closely with

colleagues in the Provost's Office, Deans, faculty and staff leaders across all Schaoals ta ®® Our national demographics
aid in the recruitrent, hiring, developrment, promotion, and retention of excellent have shifted, voung
faculty in all departments, waormen and ethnic and

rminority youth now
FD&D 2008 End of Year Report account for mare than half

Full Report of the population. These

. p— ~ e
Eigoubive SUMmmary 2006 £: 75\ b 0) EJEIE%E yvouth traditionally have
> been underrepresented in
FD&D 2007 End of Year Report 3 H P
%h\iﬁ = éh-tll\é fo) science, mathernatics,

Full Report
Executive Surmnrmary engineering and

technology, and today

FD&D 2006 End of Year Report thew hold only about a
Full Report quarter of existing science,
Executive Surmrmary engineering, and

technology positions, It is




Climate Survey: 2008

figured. WOMEN LADDER FACULTY AS A PERCENT OF TOTAL LADDER FACULTY: AY 2005 —AY 2008
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Climate Survey: 2008

figure ;1. REPRESENTATION OF WOMEN AMONG TENURED DEPARTMENT CHAIRS AY: 2008

JKED/\—IZ. tenured faculty® H
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% of Tenured Faculty Sewving as Department Chair
| % of all Tenumed Faculty
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figure 7z. REPRESENTATION OF MINORITIES AMONG TENURED DEPARTMENT CHAIRS AY: 2008
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Climate Survey: 2008

GROWTH OF HARVARD WOMEN FACULTY AND WOMEN GRADUATE STUDENT POPULATIONS COMPARED WITH HARVARD-
AFFILIATED CHILD CARE SLOTS, 1985-2005

B Women fescwilty Wornen graduaie studerts —— Child cars slots

7,000

o FLUDK
- I F R
oo CRESEE: 4]
4,000 e 5,748 % %7% . 7‘ )V ,r

o= b VKT 7 E

2,000
4,589
2,000 3,262
1,000
26T 364 254 483 -m:
1565 1540 1995 000 2005

1985 and 1990 data represent headcounts; 19952005 faculty data represent FTEs. Faculty counts do not include the
Longwood Medical Area (HMS/HSDM, HSPH, or the affiliated hospitals). Harvard Medical School and Harvard School of
Fublic Health purchase 51 slots in two medical-area child care centars,

Source: Office of Insttuiongl Research.
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Proposal 6: Leadership and Development Programs

* The following recommendations have been developed by the Task Force on Women in Science and

Engineering to support the objective of building and sustaining the pipeline of women pursuing academic
careers in science,

* The Task Force on Women Faculty fully endorses this proposal and strongly believes that the substance
and intent of the WISE recommendations are applicable to all departments. The Task Force on Women
Faculty recommends that the proposal be adopted by Schools and departments University-wide.

Recommendation 1 + Design a training program on diversity in university departments for the
president, provost, and deans to be given at the deans’ summer retreat.
of such programs; to convey the importance of decanal leadership in

- The main goals of this program include: to demonstrate the importance
the successful development of departmental leadership and improving
faculty diversity: and to help launch programs for department chairs
within individual faculties.

: » Design a program on diversity for department chairs as part of a larger
Recommendation 2 session on departmental leadership and management.

{et= \ — —_ — Deans should develop plans and appoint committees to create a
B ERET DA

program on bias to be implemented in their respective Schools.

X9 HEE IO
VN




Proposal 7: Targeted Funds ZEEMHER

Two Funds Instead of a Single Fund

Faculty Development . . .

and Diversity Fund | Special Assistance Fund

+ Mission: Provide fractional salary support + Mission: Provide support, as needed and
for new appointments of outstanding appropriate, for other expenses related to
scholars, with the expectation that such the hiring and settlement of targeted new
appointments would contribute to increased faculty, for example:

diversity within a department, unit or School

where women on minorities are substantially - Lab set up
underrepresented: - Special research needs
- Up to ¥ salary for life of appointment — Dual-career funding (some fraction of

the partner/spouse salary over a

- Available for junior and senior hires p ) )
period of three years)

« The term "new faculty” refers, in this
—_— ~ s == context, to appointments that contribute to
;’habd) éﬁfs = increased diversity within a department, unit,

or School where women or minorities are

8 ~ 1 O% 0) *%% % substantially underrepresented
ib‘xﬁg—%} o ‘

Goal: Provide funds to support 8-10 hires per year.
This is suggested as a target, not a limit on hiring.

A limit should not be specified.




Proposal 8: Dual Career Program EC{BE RIS IET O

75 L ]

+ Establish a University-wide dual-career program within the Office of the
Senior Vice Provost to respond more effectively to the "dual career

dilemma” facing Harvard and its faculty candidates. The program would

x$é1$"c~*%0) be charged with facilitating spousal or partner hirces (acadoemic and non

- o . academic) and would work with existing networks (e.g., FAS Office for
J:jfdtj a 7 7_L\ Faculty Development and their local career management partner, Essex

- Partners) as well as establish new networks.
=JL
TERE
o . Equip the program with appropriate tools that will a) enhance ability to
/ \Z I‘/s _\7-U- identify suitable job opportunities and b) strengthen relationships with

?l_t‘y‘yiﬁ‘,iﬂz neighboring institutions:

Explore feasibility of creating a Higher Education Recruitment

t@iﬂé |E| 1': Consortium for the Greater Boston or Massachusetts area to promote
awareness of employment opportunities with participating
members. Y Next steps might include:

= Delining Lhe region

»  Assessing interest from other institutions

» Selecting the optimal funding option (e.g., lead vs. member)
=  Enlisting members

» Developing a process to ensure that all positions (academic
and non-academic are posted/advertised)




HERC as a Recruiting Tool HUEHEREXZEITOI 5L

E_fl"i?ﬂ_mll'IES of HERC Number of Lead Institution (s)
Existing HERCs Members
Northern California 22 UC Santa Cruz
www.norcalherc.org Also includes Stanford
Southern California 27 Includes CalTech

www.socalherc.org

New Jersey 21 Princeton and Rutgers as
Wwwn]hercﬁrq |EEIC| il'leItUtiGﬂS
Cornell and SUNY NA

considering a potential
New York HERC

Benefits * Consortium website (shared database) serves as a "one-stop resource”

- Lists all faculty and staff positions available at member institutions

- Helpful school and community information
* Regular member meetings provide networking opportunities
- A forum for exchanging best practices

- A way to strengthen relationships between representatives from member
institutions and further uncover joh possihilities for spouses or partners

* Powerful recruiting signal

- Demonstrates University’s recognition of dual-career dilemma and
commitment to addressing this issue




Proposal 9: Expansion of Child Care Fx A LR PHLFE

oA + Ensure that faculty at each School have significantly improved access to child
care by developing immediate plans to increase the number of available child

care slots in Cambridge, Longwood, Allston and surrounding areas.

Center Capacity
and Waiting Lists

Provider All Faculty ‘1! Capacity “"Real”
Waiting Lists
6 Harvard-Affiliated Centers in Cambridge 1,831 354 150 - 3002
Slots allotted to HMS in Longwood area 379 34 NA
Slots allotted to HSPH in Longwood area 224 5 NA
Slots allotted to Affiliates in Longwood area 9,688 342 NA

Mote: 2 key caveats with regards to waiting lists: 1) lists managed by centers and not centralized,
resulting in doublecounting (multiple applications for same child); 2) some "active” names
on lists may already be accommodated elsewhere; 2] waiting lists not divided by faculty
and staff,

(1) For Harvard-affiliabed centers in Cambridae, includes all Schoals except HMS, HSPH and
HSDM. For HMS, includes Quad-based faculty in the Medical and Dental Schools: for HSPH,

includes all HSPH faculty: for Affiliates, includes hospital-basad faculty on Harvard payroll
and clinical unpaid appointmeants.




FYAILETT7 D=6 DEEIR
Proposal 10: Financial Assistance for Child Care

+ Increase financial support to faculty for child care expenses

« Conduct a full analysis of various alternatives under the auspices of the University
Committee on Child Care and recommend specific plans to increase financial support
to faculty for child-care expenses

Examples of
Annual Child Care

Costs (1)
Provider Infant Toddler Preschool
Oxford Street Daycare Cooperative | $15,840 - $22,800 £14,640 - 520,040 $11,880 - $16,600
Other Harvard-Affiliated Centers 519,248 - 524,360 517,004 - 521,060 $13,104 - $16,500
Mulberry 520,076 517,472 $15,652 - $16,640
Kinder Care 517,160 £15,804 $14,632
Bright Horizons £20,964 £18,312 $14,688




Proposal 11: Maternity Leave

B RIKER
= i 34
Recommendation + Institute a minimum maternity leave policy for faculty -- a leave of 13
weeks at full pay

— This policy is NOT intended to replace any School’s policy that provides

~F.I A 2= better benefits. It should be perceived as a floor, not a ceiling.
1 SE H 0) a B . . . i

- This policy does not replace any supplementary policy for primary care-
EL.{K HE; givers who are not the birth-giving parent.

« This recommendation carries labor implications (treatment of other
employee groups at the University, e.g., exempt staff and non-exempt
staff) and legal implications (potential gender discrimination) that will need
to be addressed and resolved

Implementation

* One option is to define the 13-week leave in the following way:

- The first eight weeks of the leave would duplicate the current paid
maternity leave policy of up to 8 weeks, during which period the

faculty member is relieved of all faculty obligations, including teaching
and committee service;

- The subsequent five weeks would consist of "active service modified
duties” {language borrowed from the University of California
Berkeley). These five weeks would not be a leave of absence, but
rather relief from teaching and some administrative duties. Research

duties and selected administrative / advising duties would continue as
usual.

Additional e The leave would be automatic upon notification of pregnancy;
Guidelines

+ Mothers giving birth in the summer would be entitled to the leave in the
following semester.




Proposal 12: Tenure Clock Extension

+ Make tenure clock extension / appointment extension automatic upon
granting a faculty member maternity leave or parental teaching relief leave.

Recommendation

- For all other cases (e.g., personal illness; family/dependent care),
tenure extensions would still need to be requested (opt-in rather than
opt-out mechanism)

B RKERGE TREIKRIRZEST-158 D
tenure clock extension® B &1t

Peer Institution
Policy Examples

University Policy Description
Princeton Automatic upon granting childbearing or parental leave.
MIT S-year pilot program that automatically grants tenure clock extension to childbearing

women faculty. Other instances of child care (adoption; childbearing spouse/partner)
are also eligible for tenure clock extensions, but need to be requested.

UC Berkeley "Childbearing or parental leave, equal to one semester and not greater than one year;
with or without salary, 1s automatically excluded from service toward the eight-year
probationary period unless the faculty member informs the department chair in
writing that the leave should not be excluded from service (before, during, or within
one semester after the leave).”




Proposal 13: Sexual Harassment

Review practice of existing sexual harassment policies and make improvements as

Recommendation s
HECESSEW:

- The task force recommends that the central officer responsible for sexual

o )ILIND

information and relative lack of training / education.

harassment oversight work with the Schools to ensure that each School has in
place programs that address current issues of clarity, transparency, access to

2N 2|
Z)(‘/ I\O),_I_\ J * By working with the deans or with school officers designated by the deans, the

v—ogik

central officer would oversee:

- Development and implementation of a comprehensive faculty / staff / student
training and education program. Decisions about which forms of training
should be mandatory vs. voluntary should be left to each School, with oversight
provided by the central officer to ensure that the issue of sexual harassment

receives equal attention across Schools.

- Improvements in the visibility and ease of access to information about policies
and procedures (through a variety of channels and formats including

brochures, pamphlets, orientation workshops, websites).

*» Could consider creating a central website with policies, procedures and

Examples of Best

access points (a la Stanford model)

Practices
Area Practice University
Training Mandatory for those in supervisory positions; for faculty who serve as faculty co-investigators; for Stanford
access points,
Additional enline sexual harassment training program is optional for all employess.
Recordkeeping Records kept of individuals receiving training. Stanford
Emails sent to all untrained faculty members/staff/fadministrators until they have completed training.
Visibility / All information easily accessible through a single place on the web (Sexual Harassment FPaolicy Office) Stanford
Ease of access Presentation of information within the policy document itself (Cormell policy as a madel) Cornell

Owversight

Officer with university-wide responsibility for sexuzl harassment and discimination, with law degres

Morthwestern




Proposal 14: Additional Work-Life Recommendations

»

1) The Task Force has investigated several areas of ¢ The Task Force recommends that the dean of every
importance to women faculty and has identified School discuss with his or her faculty the Work-Life
what appear to be "best practice” policies in Gap between Harvard and "best practice” institutions,
some of these areas. The Task Force has also and identify approaches to bridging the gap that are
identified areas in which Harvard appears to lag best suited to meet faculty needs in the context of the
behind the best practice. particular requirements and environment of each

School. The University Committee on Diversity and
Faculty Development (one representative per School,
designated by the dean of each School) should report
back to the president on the results of these
consultations by May 2006 .

2) Various issues related to child care (in addition to ¢ The Task Force recommends that the proposed
improved availability of child care and increased University Committee on Child Care research options
financial assistance) have surfacad through faculty and set priorities, with support from appropriate
feedback, including: central administrative offices.

- Flexibility (hours of operation)
- Back-up care

— Child care during school holidays
- Greater publicity for existing policies/programs

3) Faculty feedback also surfaced issues in areas such as: ¢+ The Task Force recommends that that these issues be
- Mentoring included in 2 University-wide climate survey targeted
~ Workload at faculty. The Office of the Senior Vice Provost

would provide oversight for collecting, analyzing and

- Compensation publishing survey data.

- Access to resources

- Time to pursue research and writing

- Lack of clarity around promotion criteria
- Utilization of policies by gender

Tacl Frrca an Woenen Facilbe BMaw M5 47




MEN SPEAK UP!

"REAL MEN DO NOT COMMIT RAPE”

E N S P EA | l P Bob Santamaria - Dunster House - Social Studies 12

GENDER EQUALITY | SEXUAL RESPECT

Set HEIF‘ Username I Fasswiord

CAMERON by Cameron Wan Patterson These words
are far...

HUGOD The international community has been shocked
by a recent South African study, headlined in the
respected

TONYB ‘Whatis a "good man™? t's a difficult question,
one that has already heen asked by activist and
schalar..

mer '-SPEIA__[_([_, 0

: y
= [Hee? i Pe
L -

Gender inequality i real. The good news is that Menzpeaklp, founded at Harvard, addresses :

men can play & leading rale in ending this the lack of men in the gender equality movement. THE CRIMSON EDITORIAL
age-old societal problem. MenSpeakUp iz a Dwr method: social erterprize povwered by men BERKMAHN CENTER
resource far men who serve as positive and wwehio believe in sexual respect. Our goal. NEWS STORY

responzible role-models to demonstrate empower men to advocate for gender equality.

authentic and respectful manhood.

w G hdl comectwirius: [§ f K Contact us 74 TEAM | FACT SHEET
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Things we should consider
By Jane H. Hill (1996)

Grad School and Job Search:

* Network with fellow students (reading and
writing groups, etc.).

¥ Use your faculty advisors: don't hesitate to
ask for help, provide appropriate
marterials to advisors for grant application
and job search support in a timely way.

¥ Present a positive image.




Come to job interviews and job offers
prepared:

¥ Be ready at interviews with fluent raps on your
research and teaching plans, your feaching
philosophy, [...]

¥|t's appropriate to ask for (a) more money, (b)
a longer-term conftract, (c) equipment and
space, [...] (f) areduced teaching load the
first term/year, (g) a job for your partner [...](i)
assistance with child care, [...

#* Of cou rse, the nrospective embplover mav sqQy
PIOSPC IDIOY ST TTIUY

No ’ro every’rhmg you CIS|< for at which pom’r
you have to ask yourself how much you want
this particular job. But don't let them see fear!

¥*|f you are lucky enough to have other
Interviews or offers, either active or potentially
coming, let them know.




On-the-job strategies :

#* Network with other faculty members, male and
female, including outside your depor’rmen’r
Associations of women faculty, women's gender
studies study groups and colloquium series are an
excellent way to meet other women faculty. |[...]

#* Be sure you understand your school's rules about
tenure clock, family-pregnancy leave policies,
opportunities for research leave [...] etc. But it's not a
good idea to overuse these opportunities (that s,
don't be gone all the tfime--they hired you because
they needed youl!) [...] Ask for an informal conference
with your department head or dean |[...]

#* Be sure you have ?ood relationships with your
depcr’rmen’rcl staff; be friendly and professional with
them, give small gifts or nice cards at appropriate
seasons for special favors. [...]

¥ Don't be afraid to ask your deparfment head o
protfect you from too much committee work or from
unreasonably demanding class assignments. [...]




What it you experience discrimination in

N N A A

assignments, office spacee¢

¥ Use your networks. Get a reality check with a
trusted female colleague.

*Start with relatively informal measures--make
appointments with department head or
dean, and be armed with documentation
and ideas for how to solve the problem [...]

*Keep arecord of these early contacts, in
case you need to move to more formal
grievance procedures.

*See if other female colleagues share your
concerns and might be willing to join you in
seeking change.
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