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Background of the Report 

Over the past quarter century, Stanford University has made substantial progress in increasing the representation of women in faculty and leadership positions, and in improving the climate for women on campus.  However, ensuring gender equity in the academic workplace remains a challenge for higher education in general and Stanford in particular. To assess the University's progress on these issues, in 2001 Stanford's Provost, John Etchemendy, appointed a Provost's Advisory Committee on the Status of Women Faculty (PACSWF).  His charge to the Committee was to consider how Stanford University can enhance its ongoing efforts to increase the representation of women in the professoriate and to address the professional well-being and success of women faculty.
The creation of this Committee was part of a series of initiatives under the leadership of President John Hennessy and Provost John Etchemendy to promote diversity and to address the factors that have historically disadvantaged female faculty. Appointment of this Committee followed a conference, in January 2001, of the presidents of nine leading research universities, including Stanford, to address gender equity for female faculty in science and engineering.   The university presidents who attended the joint conference pledged to evaluate their own university’s progress on this issue and to share their findings. 
Over the past three years, Stanford's Committee has conducted an extensive review of University policies and practices concerning women faculty.  That review has revealed a wide range of gender-related initiatives and significant recent progress in increasing women's representation in faculty and leadership positions. The Commitee has also collected the first comprehensive University data in three  areas.  A Subcommitee on Recruitment and Retention obtained information from each school concerning formal and informal practices related to search committees and retention efforts.  A Subcommittee on Compensation, Resources, and Recognition compiled detailed quantitative data on non-salary forms of compensation and support such as research accounts and laboratory space.  A Subcommittee on Quality of Life designed a questionnaire for all faculty concerning issues such as professional satisfaction, workload, academic climate, discrimination, harassment, and work/family concerns.  
In order to facilitate sharing of information regarding gender equity initiatives at other colleges and universities,  a website database was created by the Robert Crown Law Library. That site,  http://universitywomen.stanford.edu, now includes links to policies, reports, and resources relating to women faculty throughout the nation, as well as links to other materials and websites.  This review of other universities’ practices and initiatives helped to inform PACSWF’s own recommendation, set forth below.

Major Findings

Recruitment and Retention

University policy requires all faculty searches to engage in affirmative action to increase the diversity of applicant pools. However, practices concerning the composition and procedures of search committees vary widely across the schools.  Some, but not all schools reported efforts to ensure diversity in committee membership and to reopen searches that had not produced a sufficiently diverse candidate pool. Practices regarding retention also varied, particularly concerning how the school responded to outside offers.

Compensation, Resources and Recognition 

Since the late 1990s, the University has systematically reviewed base salary information to identify any apparent gender inequities and to take appropriate corrective action.  The Committee therefore found it unnecessary to address this issue, and focused its attention on other forms of compensation and support. To that end, it obtained detailed information from each school concerning: offer salaries, start-up offers, research accounts, laboratory space, and  moving-rental allowances.  The Committee also analyzed the more limited data available concerning summer salaries, retention packages, and special arrangements regarding teaching loads and housing subsidies.

Taken as a whole, the findings reflect a mixed and complicated picture.  In a number of categories, the data reveal no significant disparities by gender. For example, initial offer salaries, start-up funds, laboratory space, and moving and rental allowances exhibit no gender disparities in most of the schools.   On the other hand, disparities of varying magnitude appear in a number of categories in several schools, although there is no distinctive pattern by category or by school. Some, but not all, of the gender differences appear to be statistically significant. For example, in a small number of schools or divisions, men on average receive higher initial offer salaries than women and larger start-up funds, although this may reflect the different seniority levels at which male and female faculty are hired.  In a number of instances where no statistical significance appeared, the apparent disparity seems attributable to the presence of a few male high-outliers, or to the simple fact of small numbers of womenCespecially as new senior hires in certain schools or fields.ADVANCE \d3
 But even where no statistical significance emerges, several major concerns remain.  The first is that the overall pattern of difference is unidirectional.  Where disparities occur, virtually all involve men receiving higher compensation or support than women.   This pattern suggests that additional individualized analysis is necessary to determine whether there is a reason unrelated to gender, such as seniority, subfield, or research needs.  A related  concern is that irrespective of the merits of particular cases, in circumstances where all of the most highly compensated faculty are male, that general pattern may unintentionally reflect and perpetuate gender stereotypes.

Quality of Life

After reviewing studies by several other universities, the Subcommittee developed a survey for all faculty  focusing on the following major areas: academic workload, perceptions of workplace climate and opportunities, work/family conflicts,  spouse/partner opportunities, and overall satisfaction. The response rate for this survey was 49% (839 completions out of 1,717 faculty) and respondents were sufficiently representative of the faculty population accross categories such as gender, race, ethnicity, rank, and school. 

Three broad conclusions stand out from this analysis of gender and the quality of faculty life at Stanford.  One involves the similarities between women's and men's experience.  For the faculty as a whole, there are no significant gender differences in measures of their overall satisfaction.  For both women and men, work climate and sense of inclusion are two of the major factors affecting faculty assessment of their professional life.  Male and female faculty also agree on what they consider the most positive aspects of the Stanford environment the quality of students and colleagues, and the Bay Area location.  Women and men similarly pointed to the same negative aspects of the Stanford experience, primarily the financial stresses associated with living in the Bay Area. 
 A second key finding is that female faculty generally had more concerns about quality of life than their male colleagues. Women generally rated their work climate less favorably than men, were less likely to feel included and valued, and were more likely to report perceptions of  gender discrimination. Women also experienced greater workload pressure, especially related to advising and mentoring, and this experience was particularly pronounced among women of color.  So too, female faculty were more likely than their male colleagues to report work/family stress, and were particularly concerned about the availability and affordability of quality childcare. 

The third key finding involves the significant differences in general satisfaction and  workplace experiences among women faculty depending on their rank, ethnicity, and school or division within the University.  Female faculty in the Social Sciences and Clinical Sciences expressed a lower level of general satisfaction than male faculty in these divisions.  By contrast, women in Natural Sciences and Engineering are as satisfied as their male colleagues, reflecting similar perceptions of their work climate, sense of inclusion, pay equity, and workload reasonableness.

In general, the picture for women at Stanford is a positive one, and faculty satisfaction rates are similar to most of those available from other peer institutions. However, the survey also identified areas requiring attention from the University's central administration and from its schools and departments that serve as the basis of detailed Commitee recommendations.
Implications of the Findings


In recent years, Stanford has made impressive progress in increasing the representation and advancement of women faculty, and in addressing issues of gender equity.  Yet despite such progress, significant concerns remain. None are unique to Stanford, but they all suggest a need for ongoing attention and further initiatives  Taken together, the Committee’s findings underscore several key issues: the low representation of women, particularly women of color,  in certain fields and among the most highly rewarded full professors; the frequency of perceived disadvantages due to gender; the lack of inclusiveness and undervaluation of women's contributions in certain disciplines and schools; and the difficulties of reconciling personal and professional needs, compounded by financial pressures and inadequate childcare options.  

Recommendations

The findings of the Committee lead to recommendations in key areas concerning recruitment and retention practices; compensation, resources, and recognition; and faculty quality of life. 


Recruitment Practices 
Search committee chairs, department chairs, deans, and the Provost’s Office should all assume responsibility for ensuring a diverse search committee and candidate pool. Special outreach efforts and targeted funds should be used to increase appointments of women  in departments and divisions where they are underrepresented. More systematic information should be collected concerning the composition of candidate pools, the gender ratios of offers and acceptances, and the reasons for unsuccessful recruitment and retention efforts. Attention should be given to the adequacy of hiring packages in areas that pose special concerns for women, such as childcare, spouse/partner employment, family leave, and reduced schedules. 

Retention Strategies 

Although policies on retention are difficult to formalize, schools should devise explicit strategies for providing adequate individual  support and recognition, and for ensuring some measure of horizontal equity among faculty.  The University also should take steps to dispel perceptions that outside offers are the only way to gain appropriate rewards.  Faculty should be appropriately rewarded for their productivity and contributions regardless of their mobility or their interest in pursuing outside offers. Yearly meetings between the chair or the dean and individual faculty members are advisable so that faculty members can voice concerns and receive appropriate feedback. 

Compensation and Support 

The Provost and deans should monitor salary and non-salary forms of compensation and support to ensure appropriateness and equity.  The schools should, as part of their standard record keeping, establish databases for information on non-salary compensation and  support.  The Provost’s Office should assemble this information in centralized  tables, graphs, and summaries, and should evaluate it on a regular basis. 

The areas of potential gender disparity noted by the Commitee should be further analyzed in conjunction with the schools to determine whether appropriate individualized factors explain the apparent differences. This review should include not only differences that appear statistically significant, but also other disparities that may reflect the presence of high outliers. Base salary and other forms of support and compensation should be examined to ensure that Stanford is not unnecessarily or  improperly reacting to external offers, and that overall compensation and support is awarded on the basis of need and merit. 

Academic Climate, Work-Family Policies, and Related Issues 

The Provost's Office, the deans,  and other appropriate administration officials and faculty committees should undertake further inquiry and initiatives regarding concerns raised by the Quality of Life survey results, including experiences of harassment and discrimination that do not result in formal complaints.  The Provost's  Office should provide administrative and financial support for a Faculty Women's Forum that would  offer opportunities for women across the University to discuss shared interests and concerns, including gender-related issues and research.

The University should improve its childcare options. Additional information should be collected to identify strategies for dealing with access, affordability, quality, schedules, and coverage for emergencies and school breaks. The Provost's Office should establish and publicize a dependent care fund to subsidize temporary childcare expenses for travel related to research, conferences, and related professional development needs.  
The University should also reassess the adequacy of its policies concerning family leave, reduced teaching and clinical load, and tenure clock extension. The implementation of these policies should be monitored to ensure that options available in principle are not discouraged in practice.

Accountability, Research, and Analysis 

The University should continue to have a faculty panel and senior level administrative position that focus on gender equity concerns.  Data should be collected on a regular basis regarding gender equity and quality of life. The University should also encourage and participate in collaborative research with other institutions to gain better understanding of gender equity  challenges and responses. Efforts should be made to assess the relative effectiveness of particular gender equity strategies (e.g., reduced workloads and extended  family leaves, formal mentoring programs, and diversity and harassment training).
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