Increasing The Hiring of Women in Science at UCSB

(a report submitted to and distributed by Martin Moskovits,

 Dean of Mathematics, Life and Physical Sciences, 2002)

Preamble

The following suggestions and comments are offered by respondents to a survey of all MLPS Chairs (who often consulted former Chairs if they had not yet been involved in hiring) and all female MLPS faculty hired in the last 5 years, as well as other selected faculty women in MLPS.  These comments are focused specifically on how to increase the number of women in the pools of qualified applicants for UCSB positions in the division, and how to increase the desirability of UCSB to those qualified women.   They are not relevant to the issue of why the percentage of women in applicant pools is smaller than the percentage of women attaining PhDs, a phenomenon whose complicated and multi-determined nature has been well researched ().  and whose genesis includes broader social and economic factors that UCSB cannot solve, and cannot wait to have solved.   Although some of the suggestions are relevant to issues of equity and retention among senior woman scientists (research suggests that both dissatisfaction and perceptions of discrimination are greater among senior than junior women scientists) they are not comprehensive in this regard and this issue should be addressed in a different forum.  Although we have focused on issues relevant to the hiring of female faculty, we recognize that many of the concerns raised are also (and sometimes more) relevant to female staff.   However, this report focuses on what we might do as a division (although some suggestions obviously require resources and influence beyond the division) to get competitive female candidates to apply for our positions, to have them recognized as short-list material when they are, and to give UCSB a competitive edge in actually attracting those we would like to hire to accept our positions.  The sections progress from more general to more specific recommendations, and then end with two issues that although not the concern of women alone, are nevertheless more frequently cited as of paramount importance to female faculty than to their male colleagues. 

We note that recent audits of UC’s apparently dismal performance in achieving gender equity in hiring despite the number of positions already filled and the large number of positions slated to be filled in the next few years give these issues even greater urgency.  We also note President Atkinson’s directive to the campuses to allocated sufficient funds to support campus goals in this regard (Atkinson to Chancellors, 2/8/01)

1.  Enhance the reputation of the division and the departments a great place for women to do science 

· Develop, establish, advertise, and respect family friendly policies across the division: faculty meetings and the professional (non social) components of interviews, etc. should be scheduled during 8-5 work weeks (i.e. the times covered by child care; perhaps even the 8-3 hours covered by school schedules); consider providing childcare for retreats, functions, etc, required of faculty after normal working hours).  

· Demonstrate obvious and enthusiastic institutional support for solving work/life issues. Consider elevating the visibility and duties of the Work/Life Coordinator with developing all the functions mentioned below; promote the role of the WLC; schedule recruitment and appointment visits with the WLC to disseminate full information on available resources

· Establish policies of flexibility but equity with paid parental leave (which fits poorly with a quarterly schedule) versus modified duties (which often feels like no time off at all) for child bearing and adoption; establish policies for pregnancy complications.

· Consider appointing an equity advisor to the Dean to coordinate changes, functions, roles; seek help from an advisory group that is diverse and male:  suggestions for change need to come from male faculty and administrators. No change will occur unless a majority of male faculty members and administrators come to believe truly that there is a problem worth fixing (not just for appearances) and make the solutions a much higher priority in departmental/administrative recruitment processes.  

· Maximize the benefit of recent suggested separation of “relocation costs” and “start-up” costs in hiring.  Start-up costs should be dedicated to enhancement of new faculty research and professional career and not used to solve life/work issues (which might discriminate against females). Consider flexibility or a cafeteria approach to “relocation costs”; along with housing and relocation costs new appointments could be offered childcare subsidies; dual career support subsidies (see below) etc.

· Solve the parking problem, particularly distance and access issues on the science side of campus.  Faculty responsible for dropping off children at childcare facilities cannot vanpool or bike to work and need to be able to access them quickly in case of illness, emergency, breastfeeding, etc.

· Consider divisional practices or programs that enhance and improve the image of women scientists while at the same time “luring” them to campus.  Programs might include departmental colloquium funds earmarked for “marquee” female scientists; visiting professor or sabbatical programs that brought top-notch female scientists to departments (to know us is to love us, or at least to want to live here); divisional support for organizations like WISE.

· Review departmental (and divisional) websites for information that conveys a female friendly versus unfriendly atmosphere (some websites feature female faculty and graduate students; highlight accomplishments and opportunities; comments from recently hired faculty on why they made the choice; even female graduate student placements suggest something about the quality of mentoring females receive in the department). 

· Develop and use a best practices equity hiring checklist across the division.

· Solve the problem of gender inequity in UCSB administrative positions to lead by example.

· Remind and clarify for departments what can and cannot be done to increase diversity in hiring in the non affirmative action environment.  Conduct workshops for chairs and search committees; develop recruitment and selection checklists (things you can and can’t do); discuss interviewing with a diversity goal in mind at Fall faculty meetings.   

2.  Develop a larger pool of qualified female job applicants

· Charge department heads with developing lists of the relevant e-mail listserves at which positions should be advertised (see UC Irvine advance.uci.edu/pages/R-S&F.html as an example) in addition to the usual outlets.

· Include a number of preferred research areas or methodologies in ads since women are less likely to apply to jobs whose descriptions do not precisely pertain to their training.  Consider as a divisional strategy including any areas in which the department has received permission to search or has decided to search in the current 3-year plan; although a candidate in area X may be the preferred priority, this strategy may reveal a better female candidate in one of the other areas (given the low numbers of female applicants, good ones can be “missed” because they are not on the job market the exact year the right position is advertised).  

· Put contact addresses for further information in an ad; make sure one or more are female faculty members (if they exist of course; given the interdisciplinarity of UCSB’s departments, relevant faculty in other departments might be willing and appropriate); develop a pool of “search ambassadors” of women faculty willing to talk by e-mail or phone to females considering applying or accepting an offer; include the departmental website for information so that candidates can get a feel for the department (but see above) 

3.  Increase the number of females in the interview pool

· Wherever possible include two or more departmental or related female faculty on search committees so that female candidates can be supported by a consensus if that is justified, avoid creating situations in which a sole female committee member has to raise female applicants for consideration.  Lighten the load of such faculty in areas of service and teaching if they have to play this role often

· Develop policies whereby a member of the Departmental Affirmative Action committee sits on each search committee.  Department Affirmative Action Committees need to be proactive and they need to be chaired by men.

· Train search committees (provide them with best practices list, discuss goals of diversity and need for proactive recruiting, educate the committee regarding seriousness of the problem by providing relevant research); give them departmental recruitment history; conduct workshops on things you can and can’t do in post-affirmative action context.   
· Have search committees develop a “long short list” that is made available for review by the Chair and to all faculty members for comment and support before developing the short list; this also acts as a question raising mechanism if an apparently strong female candidate on the long short list doesn’t make the interview list

· Departments could actively employ a policy that, based on equal qualifications, female candidates would be ranked higher when making short lists. 

· Increase the number of candidates interviewed from 3 or 4 to 6, regardless of cost and effort: the shorter the list, generally the lower the percentage of women interviewed. Research suggests that even a small bias in the evaluation of female applicants significantly reduces their chances of making an interview list.


4.  Enhance the appeal of departments during interviews 

· Have interviewed candidates interact with as many female faculty in the department or relevant other female faculty to provide role models and a perspective on the candidate’s potential academic future. 

· As a matter of policy women faculty should not  “host” or “sponsor” the female candidates (as is so often the case) because it leaves them as the “female advocates” on the search committee.  

· Male interviewers need to treat women with the same courtesy and respect as men.  A couple of UCSB junior women were verbally denigrated at other institutions during one- on-one interviews (not surprisingly this influenced their decisions).  When potentially contentious members of departments are well known, Chairs should consider reducing contact between those people and the candidate and explicitly rejecting those views as representative of the department.  Good female candidates have choices.

· Take seriously the task of improving the climate for female graduate students as reported in Program Review reports.  Rather than being effective recruiters for female faculty, many women graduate students pass on their negative impressions of and experiences with male dominated departmental climates to female candidates.  Graduate Division has lists of best practices to improve program recruitment, morale, advising, and placement: deans and chairs should take improvement in that arena seriously as a component of the female recruitment problem. 

· Before interviews educate about old stereotypes of “the good scientist” (white, male, mainstream topic, social support system that allows for single-minded pursuit of research) and still widespread differences in assertiveness and negotiating style among candidates that should be considered irrelevant to scientific success.  These stereotypes are double-edged: women without assertiveness and single-mindedness are seen as unsuitable as “scientists” and women with them are seen as unpleasant people. 

5.  Childcare issues

· Guarantee access to childcare at the OFCC, including full-time full-day infant care (slots could be held with the insitution’s guarantee that they would pay the daily rate if faculty didn’t enroll their childby a certain date until the spot as taken)

· Subsidize OFCC for (junior) faculty.  UCSB faculty are charged very high rates non subsidized rates (at the high end of local market standards), rates which are prohibitive to some junior faculty.  The Center receives fee subsidies from students, who thus become the primary stakeholder in its operation.    

· Develop an on-campus extension of the Center for infants/toddlers is needed to facilitate breastfeeding and visiting.  Such an extension is being planned: it is at the opposite end of the campus from most science departments.  

· Provide a childcare subsidy should be provided as part of hiring/start-up packages to new faculty. This could be a direct subsidy or an extension of the current tax subsidy.  For junior faculty UC might match the government tax subsidy for two years.

· Get appropriate agencies to lobby to increase the DEPCARE pre-tax limit of $5,000 per year.  This sum represents about 5 months of care for a single infant/toddler.  

· Eliminate the paperwork associated with DEPCARE (other campuses report being able to file claims on line without monthly repetition of information.  Changes currently being made by the new DEPCARE carrier for UCSB eliminate some but not all of the current problems. 

· Establish a Faculty Childcare Office, analogous to the Faculty Housing Office, to develop a comprehensive childcare website, including public and private schooling options for older children; expedite paperwork; advocate faculty interests at the OFCC, and optimally leverage the University policies concerning childcare as a recruiting tool for all departments 

6.  Spousal hiring 

· Develop a spousal hiring policy or spousal hiring FTE pool or cluster hiring policy.  As female faculty are more likely to be married to other academics than are male faculty, our inability to solve the “two body” problem exacerbates the difficulty or hiring females.

· Consider development of special dual career hiring programs (see the University of Wisconsin).  

· Provide better assistance in finding a job on or off campus positions for spouses; some campuses dedicate a staff position to this function, including development of relationships with local industry, government, and local “partner” teaching institutions (Westmont, CS Channel Islands; SBCC; CS San Luis Obispo, etc.) to maximize information about and availability of job opportunities 

· Dedicate on-campus shared office space and telecommuting capability (e.g., high-speed internet, dedicated phone line, desk, chair, bookshelf, and lockable door) for long-distance spouses.  Such a policy would facilitate hiring and retention by shifting the couples' center of mass towards UCSB. One might consider allowing expenses incurred by the use of the office space to be paid from the faculty member's start-up for a short period of time. 

