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EXECUTIVE SUMMARY

The report of the Women’s Leadership Council Report assesses the institution’s current
climate in light of the 1999 Task Force on the Status of Women, and makes
recommendations for changes in three main areas: leadership, education, and
community/work life issue.

The underlying philosophy of the Council is that strong, affirmative leadership must be
undertaken to advance the institution’s slow but steady progress in the area of gender equity.
Leadership on this important issue should not, however, be reserved for the President alone.
All university leaders, from the Provost and the Vice Presidents to the deans and department
chairs, must make a commitment to improving gender equity in the University’s
administrative offices, schools, departments, and classrooms. Success will require the efforts
of the entire University community.

The Council believes that the University must institute a regular process to assess gender
issues. Disparities exist for both women and minorities, and these disparities appear to be
more pronounced by rank and by tenure status. The University must recognize this disparity;
understand why it exists; and begin to take steps to address the issues. Rather than focus on
ad hoc reports, the Council recommends that the University undertake, on an annual basis, a
formal assessment of its progress in achieving gender and racial diversity as articulated in the
Equal Opportunity Plan.

In an effort to address gender and racial equity at the University of Virginia, the Women’s
Leadership Council recommends:

1. The WLC urges the President and other University leaders to continue to articulate
the original 1999 Task Force’s vision as a goal of the University, and to work to make
this vision a reality.

2. The University should increase the representation of women and minorities in
positions of governance, as well among the upper ranks of the teaching and research
faculty.

3. The Provost should review and implement changes to the current “loan line”
program, among them: putting in place a more formal request process; undertaking a
formal assessment of the program to see if it has made a difference in diversifying the
faculty; considering the possibility of investing some portion of the funds in
spousal/partner hiring programs and mentoring programs; increasing the amount of
funding awarded for each line; and publicizing more heavily the availability of these
funds.

4. The WLC recommends that the Provost, in addition to asking each dean to address in
the annual report his/her efforts to improve gender and racial diversity, require that
the deans also include a plan containing specific actions, timetables, and goals that
can be used to evaluate, over a period of time, each school’s success.
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The WLC should begin a process of informal data collection through multiple
avenues to assess the institution’s climate for women.

The WLC recommends that the Provost and the newly appointed Vice Provost for
Faculty Advancement work with each of the schools to improve the hiring and
retention of women and minority faculty; to educate the deans on the issues of salary
equity and climate; and to assist in establishing benchmarks as measurements of
success.

The University should officially respond to reports on progress toward achieving
gender equity (such as the annual reports issued by EOP each year), set benchmarks
based on those reports, and measure progress. The WLC further recommends that the
University collect additional data, so that the institution can monitor success in
moving women through rank with the goal of increasing the numbers of women
faculty, especially those holding the rank of “professor.”

The WLC recommends that the Provost and the Vice Presidents address issues of
climate and gender equity at the fall term’s first deans’ meeting. In addition, the
WLC urges each dean/department chair to share his/her vision and goals regarding
women and diversity with faculty.

The WLC recommends that the Provost and the Vice Presidents continue to evaluate
each dean on his/her commitment to gender and racial diversity, and to set
benchmarks and goals for each school so that success toward achieving those goals
may be documented and used as a tool for evaluation.

The WLC recommends that a representative of the Women’s Leadership Council be
appointed to the President’s Commission on Diversity and Equity.

The WLC recommends that women and minorities be given increased access to
professional development programs offered by the University, and that the Provost
explore with the Darden School opportunities for qualified women faculty to
participate in executive education programs.

The WLC recommends that appropriate base financial support be given to the
Women’s Center.

The WLC recommends that a representative from Studies on Women and Gender be
added to the Council.

The appropriate offices, including the Office of the President, the Office of the Vice
President and Provost, and the Office of Development, should undertake an “Envision
Gender Equity” process similar to the “Envision Diversity” process.

A process for review and evaluation of faculty salaries should be put in place, in
accordance with the following provisions: salary reviews and procedures need to be
regular, known, and transparent; each school should develop a procedure with a
suggested model identifying the variables and the weight to be given to each; the
process should be written, understandable, and consistently applied; and the review
should be done for all academic faculty, regardless of race or gender, and there should
be no expectation that the mere identification of an outlier is an indication of a
problem that warrants correction as opposed to a situation that warrants review. The
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WLC further recommends that the Provost establish a task force to assist him in
determining the parameters and considerations that each dean should take into
account.

16. The University should pursue the provision of paid leave for classified staff for both
natural childbirth and adoption.

The Council believes that the implementation of these recommendations will allow the
institution to make progress toward achieving both gender and racial equity at the University
of Virginia. The Women’s Leadership Council is committed to promoting diversity in all its
forms. The Council is ready to assist the President and the University in attaining its goals.
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INTRODUCTION

The Women’s Leadership Council (WLC) was formed in 2000, as recommended by the Task
Force on the Status of Women. The WLC’s broad mission is to consult with, counsel, and
inform the President about institutional policies, objectives, procedures, and actions with
regard to developing an equitable gender climate. Accordingly, the Council has two broad
goals:

1. to ensure that women are included fully and equitably in all aspects of the life of the
institution; and

2. to promote the development and well-being of all members of the University
community in an atmosphere marked by collegiality, rigorous intellectual inquiry and
self-examination, moral reflection, and fundamental human kindness.

During the 2002-03 academic year, the Women’s Leadership Council adopted these action
items:

e Complete the work begun in 2001-02 by developing and publishing a mentoring
brochure; and

e Review the recommendations of the 1999 Report of the Task Force on the Status of
Women. The Council felt it important to examine the University’s progress in
implementing the recommendations of the task force; to highlight those areas in
which we have made progress; and to identify those areas with which more work
needs to be done.

EVALUATION OF THE 1999 ACTION PLAN

The 1999 Task Force Report called for the University to take a national leadership role in
transforming its gender climate in three important areas — leadership, education, and
community. Each of the goals, as articulated in the 1999 Report, is listed below in italics.
The Women’s Leadership Council’s response follows each goal.



LEADERSHIP

1. Advocate for gender equity at the University in public statements. The current [1999]
Task Force has prepared a vision statement that invokes the importance of gender
equity and sets goals for the University to be a national leader in examining and
changing its gender climate. We urge the President to use this vision statement, in
part or in whole, in institutional and public forums.

As part of the 1999 “Report on Gender Equity at the University of Virginia,” the Task
Force on the Status of Women articulated the following as part of the vision statement
for the University:

“We must ensure that our university is a microcosm of the American ideal for
our society. Our leadership must truly reflect the composition of our
community, the rich diversity of all women and all men. Our goal is that,
within the decade, the University's administrative, faculty, and student
leadership will be as diverse as the population it serves, reflecting the
composition of the Commonwealth of Virginia and representing the diversity
of the United States. To this end, we recognize that women, now
underrepresented among leaders across the University, must be more
prominent, in numbers and positions, in the University's leadership.

“Developing diverse leadership, including leadership by women, is but one
critical means of advancing the traditions of the University of Virginia to meet
the challenges of a changing world. Education for leadership and citizenship
in the twenty-first century also requires a climate for living and learning with
one another that is attentive to and respectful of differences of gender, class,
race, disability, ethnicity, religion, age, and sexual orientation. The
Sflourishing of all its people must be a goal of this university. The ethos of the
institution must embrace the variety of its participants -- their talents, their
values, and their aspirations. It must promote the development and well being
of these persons, at work and in their wider lives, in an atmosphere marked by
collegiality, rigorous intellectual inquiry and self-examination, moral
reflection, and fundamental human kindness. Such an environment will foster
individual and institutional excellence and will facilitate the common pursuit
of scholarship, service, teaching, curricula, and organizational and
administrative structures fitting to the population and problems of the twenty-
first century. Such an environment will keep us attuned both to our world and
our workings, poised always to embark on appropriate new initiatives.”

These words are as true today as they were in 1999. Indeed, some may argue that this
is still our vision, one that we have yet to achieve. Strides have been made. Of the
eight vice presidents, three are women, and women now occupy leadership positions
as deans, associate deans, and associate vice presidents and in other capacities.



As the Council discussed progress in attaining this goal, we asked ourselves this
question: “How will we know when we have achieved our vision?”” Our answer:
“When the average concerns of women are no different than the average concerns of
men.” The Women’s [eadership Council urges the President and other University
leaders to continue to articulate this vision as a goal of the University, and to work to
make it a reality.

Increase the representation and visibility of women in positions of governance,
including in senior administrative positions. The number of women in leadership
positions at the University remains low eleven years after the 1988 Task Force
Report, especially among academic department chairs.

In fall 2002, the University counted the following among its leaders: of the ten deans
of the University, three were women; of the 82 department chairs, 15 were women,;
and of the eight vice presidents, three were women.

Current numbers set a baseline for future comparison. It is important to note,
however, that the University does not employ substantial numbers of women or
minorities to “feed” into the pipeline to leadership positions. For example, in fall
2002, of the 1,401 tenured and tenure-track faculty, only 301 (21 percent) were
women and only 134 (9.6 percent) were minority (both male and female).

University of Virginia
Tenure/Tenure-Track Faculty by Gender - Fall 2002
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Chart 1*. Full-Time Instructional/Research/Public Service Faculty —
Tenured and Tenure-Track



This contrast is even more striking when one compares these statistics with the
University’s student body. In fall 2002, 55 percent of undergraduate students were
female and 48 percent of graduate students were female'.

Upon examination of the University’s numbers of full-time faculty over the period
1999 through 2002 (Attachment A), there appears to have been improvement in the
numbers of women employed at the assistant professor level — but it is impossible to
determine (based on our cursory analysis) whether or not the University has actually
improved in its hiring practices. It may be that many women do not advance to the
higher ranks of associate and full professor. Such a determination would require an
in depth analysis of hiring practices, retention of faculty, and trends in promotion and
tenure.

The numbers of women increase when one examines the composition of non-track
faculty, but this, too, raises questions, such as: are women and minorities clustered in
the non-track ranks? The WLC does not have adequate data or expertise to examine
this issue, but believes that this is an area on which the Provost may want to focus
some attention.

University of Virginia
Non-Tenure Track Faculty by Gender - Fall 2002
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Chart 2*. Full-Time Instructional/Research/Public Service Faculty —
Non-Tenure-Track

* Specific data used to develop these charts may be found in Appendix A.

"'Source: Institutional Assessment and Studies Data Catalog, Fall Headcount Enrollment by Gender,2002



The University of Virginia should continue its efforts to increase the representation of
women and minorities in leadership positions, as well as among the upper ranks of
the teaching and research faculty.

Make loan lines available to departments to promote the hiring of women and
minorities at all levels. Enable departments to use loan lines until appointees leave.
Make loan lines available in the Health System as well as in the Provost’s area™.
Publicize the loan lines more aggressively to deans and department chairs.

*Since there is no longer a vice president and provost for health sciences, loan lines are available only
from the Vice President and Provost to the 10 academic schools of the University.

Loan lines to recruit women and minority faculty in underrepresented academic areas
may be requested from the Provost. Appropriate justification and demonstration of
need is required. Currently, loan lines are available for a period not to exceed three
years, although the loan may be extended to five years under exceptional
circumstances. It is assumed that, by the end of the three year period, the department
or school will have identified adequate funds to support the faculty member on an on-
going basis.

During past years, the loan lines have been limited to $50,000 or less, exclusive of
fringe benefits, due to funding constraints. This amount of funding is not sufficient to
hire competitive candidates.

To ensure that the loan lines are used effectively, the WLC makes the following
recommendations:

a. The Provost should institute a more formal process by which deans may
request assistance. Such requests should articulate the goals of the school in
achieving diversity of its faculty and students, how the requested line will
complement the strengths of its current faculty, and how the school plans to
absorb the cost of the loan into the school’s budget at the end of the loan
period.

b. The Provost should undertake a formal assessment of the loan lines to
ascertain whether or not such lines have made a difference in diversifying the
faculty.

c. The Provost should consider investing some portion of the funds in programs
or support systems that will help the University to retain its excellent women
and minority faculty, such as spousal/partner hiring programs and mentoring
programs.

d. The Provost should consider increasing the amount of funding awarded for
each loan line, from its current level of $50,000, to a salary appropriate and
competitive in the discipline.



e. The availability of funding to promote the hiring of women and minorities
should be publicized more heavily.

4. Add a component measuring “commitment to equal opportunity” to the recruitment
and annual evaluation of all University personnel who have hiring authority. At each
level of authority within the institution, persons should be held accountable for their
records of accomplishment in hiring/retention, salary equity, and climate.

The Vice President and Provost uses the annual reports submitted by the deans to
assess this performance criterion. Specifically, the Provost asks each dean to address
the following: “Efforts to improve gender and racial diversity (including
accomplishments, issues, and steps taken to ensure a school climate that is supportive
of diversity).” The WLC recommends that the Provost formalize this process by
requiring the annual report to include a plan containing specific actions, timetables,
and goals that can be used to evaluate, over a period of time, each school’s success.
The “Guidelines for Evaluating Equal Opportunity,” prepared by the Office of Equal
Opportunity Programs, can be used as a resource document for establishing
benchmarks of success. [Affirmative action is still an acceptable phrase, and the
measures suggested in the Guidelines reflect affirmative efforts even if they are not
identified specifically as such. It would be up to the Provost and the President to
determine how to address unsatisfactory performance by a dean in this area.]

The Executive Vice President and Chief Operating Officer uses the annual Equal
Opportunity Program and working agreements submitted by his direct reports to
assess recruiting and retention efforts. Focus is on processes used such as achieving
diverse hiring pools.

5. Ensure that women faculty and staff can meet and talk confidentially at least once
each year. The director of the Office of Equal Opportunity Programs, or her/his
designee, will convene these sessions in all areas of the University. The aim of these
sessions will be to assess informally the institution’s climate for women.

The WLC recommends that, rather than convene groups of women who may or may
not feel comfortable in such gatherings, informal data collection take place through
multiple avenues. A sub-committee of the WLC should collate this data. The WLC
recommends the following as methods for data collection:

a. The director of Equal Opportunity will invite all female faculty who are
leaving the University (for other positions, retirement, or other) to an exit
interview which focuses not just on reasons for leaving, but also to ascertain
the climate as perceived by those individuals. Information from these
interviews will be shared with the Provost and others as appropriate;

b. Each year, the WLC will select areas on a rotating basis; a member of the
WLC will conduct informal (“over coffee”) individual interview/discussions
with randomly selected women in those departments (faculty and staff) and
summarize the findings. A standard set of three or four open-ended questions
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would guide the discussions. Departments where problems have been
identified through reports to EOP or the WLC would be the first priority in
any given year. The interviews will be handled as confidentially as is feasible
and appropriate.

c. Widely publicize the University Ombudsperson. Anonymous data from the
Ombudsperson would be used in the full report.

d. Randomly select women from the University directory and send an e-mail
survey, which can be responded to either electronically with guarantees of
confidentiality or can be printed out, completed and sent back to
representative of WLC. This would be a set of open-ended, informal
questions rather than a formal survey. This is an item for the WLC to
consider in the future.

Require the vice presidents, deans, and department and major unit heads to attend
training sessions regarding hiring/retention, salary equity, sexual and other illegal
harassment, and climate issues.

This recommendation has been partially implemented. All Vice Presidents and
managers are required to attend discriminatory/sexual harassment training. This
training is on-going. There is currently no training in the areas of hiring/retention and
salary equity. The WLC recommends that the Provost and the newly appointed Vice
Provost for Faculty Advancement work with each of the schools to improve the hiring
and retention of women and minority faculty; to educate the deans on the issues of
salary equity and climate; and to assist in establishing benchmarks as measurements
of success.

The WLC also encourages informal mentoring programs for women and minority
faculty that would help those faculty develop the necessary skills to negotiate salary
and other important professional matters.

Issue public reports annually on institutional progress toward gender equity.

This recommendation has been partially implemented through annual EOP reports.
The WLC recommends that University leadership respond to those reports, set
benchmarks, and measure progress. In addition, the WLC recommends that
additional data should be collected, specifically data on faculty women in rank. The
University should set benchmarks and monitor its success in moving women through
rank with the goal of increasing total numbers of women faculty, as well as the total
numbers of women holding the rank of “professor” at the University.

Articulate vision and goals regarding women and diversity at the first large meeting
of school or department faculty and/or staff held each academic year.

The WLC recommends that the Provost address issues of climate and gender equity at
the fall term’s first deans’ meeting, and that the other vice presidents address these
same issues with their managers. An important goal is to ensure that the makeup of



faculty, staff, and the student body reflect the makeup of the population at large — an
integral part of the vision articulated by the 1999 Task Force. The WLC recommends
that the vice presidents continue their emphasis on this goal. To assist in this process,
the WLC stands ready to advise the vice presidents of concerns in the area of gender
equity, and to provide talking points and other information as requested.

The WLC urges each dean and/or department chair to share the vision and goals
regarding women and diversity. The WLC believes that it is important that the
University look to the future — what remains to be achieved, and how can we, as a
University, achieve our goals and realize our vision? Each year, as part of its report
to the President, the WLC will issue a statement on the University’s progress in
achieving gender equity.

9. Include in annual reports assessments of gender climate, representation of women,
and salary equity, and set forth in the annual reports goals in these areas for the
future.

As referenced in item 4, above, the Provost has included an item in the request for
annual report, which asks each dean to report on efforts to improve gender and racial
diversity in his/her school. In addition, the Office of Equal Opportunity Programs
provides a wealth of information on hiring and recruiting of faculty through its web
site, including guidelines for evaluating commitment to equal opportunity
(Attachment B).

The WLC recommends that the Provost and Vice Presidents continue to evaluate each
dean and unit head on his/her commitment to gender and racial diversity, and to set
benchmarks and/or goals for each school/area so that success toward achieving those
goals may be documented and used as a tool for evaluation. It is important that
assessment is ongoing. It is equally important to recognize that departments should
receive credit for their efforts, even if the results are not obvious.

10. Appoint a new standing committee to consult with, counsel, and inform the president
and other University officials on gender climate, gender equity, and women’s issues,
and to help monitor and assess implementation of this action plan. The WLC also
recommends that a representative serve on the President’s Commission on Diversity
as well as the Board of Visitor’s Committee on Diversity. The placement of a WLC
representative on each of these existing committees will enhance the coordination
and programmatic clarity of the University’s diversity agenda.

This recommendation was implemented with the creation of the Women’s Leadership
Council in 2000. The WLC recommends that a representative of the Council be
appointed to the President’s Commission on Diversity and Equity.



EDUCATION

1. Institute mentoring programs to help increase representation of women and improve
the climate for women. Offer mentoring across the University, with school-specific
programs as appropriate. Continue to mentor fellows/interns beyond the term of
their fellowship/internship experience.

Mentoring programs are important in the effort to improve the environment and foster
professional development, and may be an effective tool in retaining our excellent
junior faculty. Faculty tend to have more incentives to support a school/department-
specific mentoring program, rather than one that is University-wide, and the WLC
recommends that the Provost encourage each dean to develop mentoring programs as
appropriate for their areas.

During the 2001-02 academic year, the WLC surveyed the schools and departments
of the University regarding the current availability of mentoring programs. The
responses to that survey have been posted to the WLC web site, which includes links
to other institutions that have more robust mentoring programs. In order to improve
access to the University’s mentoring programs, the WLC is currently preparing a new
brochure on mentoring to be distributed to the faculty early in the 03-04 academic
year. A draft copy of the brochure may be found in Attachment C.

The WLC hopes that its efforts will encourage schools and departments to articulate
their mentoring activities, and if warranted, to develop mentoring programs where
none presently exist. Having an effective mentoring program could be an important
factor in improving the gender climate of the University.

The WLC also encourages the Faculty Senate to explore establishing a faculty
advocacy committee, similar to the Advocacy Committee established in the School of
Medicine (Attachment D). A faculty advocacy committee would provide a
confidential route for faculty to informally seek advice and guidance from their peers.

2. Advertise in an aggressive and timely manner on- and off-site professional
development programs for women faculty and staff so that the maximum number of
women candidates can benefit from these opportunities. Consider alumnae of these
programs as institutional resources and consult them as appropriate.

The WLC will post on- and off-site professional development activities on its web
site. Of concern to the WLC is that many of these opportunities are presented at too
late a date for the faculty and staff to plan to participate. In an effort to get faculty
and staff oriented earlier, the WLC will post opportunities and a tentative timeline, so
that faculty and staff may plan to take advantage of opportunities once program
application materials are made available.



3. Capitalize on existing professional development/leadership programs for women,
including American Council of Education Fellowships, the Bryn Mawr Summer
Institute for Women in Higher Education, and the Commonwealth Management
Institute. Explore some new University-based initiatives, as follows:

o C(Create a competitive fellowship program to help qualified women attend
Executive Education courses at the Darden School. Support several
women each year.

o Develop a new program in Executive Education at Darden or the School
of Continuing Education specifically to prepare women for senior
administrative positions.

The WLC recommends that this statement be changed to read as follows:
“Provide access to programs in Executive Education at Darden, the School
of Continuing and Professional Studies, or other areas of the University, to
women in the University community in order to help develop leadership
skills and prepare for senior administrative positions.”

e Reinstitute the annual Presidential Fellows Program. Maximize the
positive mentoring relationship between the fellows and the senior
administrators with whom they are matched.

WLC note: This program is no longer offered at the University.

o Expand the Administrative Internship Program, provided the number and
quality of applicants continues to be high.

WLC note: This program is no longer offered at the University.

The WLC recommends that a mechanism be put in place to ensure increased access to
professional development programs. Important considerations are advance
notification of availability and reduced tuition benefits for expensive programs. An
example, for purposes of this report, is that the Darden School has been willing to
allow University faculty to participate in Executive Education programs on a space-
available basis; however, notification of space availability often comes too late for the
faculty member to make plans to participate. The WLC recommends that the Provost
explore with the dean of the Darden School opportunities for women faculty to
participate in executive education programs.

4. Fund intervention programs and activities that support women students’ leadership
development and personal and academic preparedness for life during and after their
tenure at the University. Experts on gender concerns should review these programs
to ensure that they promote an equitable gender climate at the University.
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Signature programs in this area include the Young Women Leaders Program
(Women'’s Center, in collaboration with the Curry School), and the Women’s
Leadership Development Program (Dean of Students’ Office). In 2002-03, the
Young Women Leaders Program involved 165 undergraduate women in a carefully
structured approach to leadership development; many more are on a waiting list each
year. The Young Women Leaders Program has been recognized both locally and
nationally for its success in fostering leadership and “teaching diversity;” the YWLP
approach involves a semester of training for undergraduate women, who then make a
year-long commitment to the leadership program and to mentoring younger middle-
school aged girls. There is also a research component which involves graduate
students.

The Women’s Leadership Development Program attracts approximately 70
undergraduate students per year. The program is designed to identify and develop
leaders, introducing them to a broad array of leadership skills and perspectives. In
addition, these students are introduced to role models and mentors. The program runs
from February through April.

Other mentoring programs include the Hues Mentoring Program for Women of Color,
in the Women’s Center, as well as the Center’s Internship in Women and Advocacy,
and the Iris Women and Publishing Internship. Both of the latter, and the Young
Women Leaders Program, involve students in academic courses as well as
experiential learning.

New in 2002-03 is the student-run Women’s Advocacy Group, designed to pull
together the women leaders of groups that advocate on behalf of women. The
emerging purpose of this group is to help young leaders become more effective in
their advocacy on behalf of women through networking and strategy development,
and to support them in their role as women leaders. This group is seeking an
administrative home.

. Assure appropriate institutional support for Studies in Women and Gender, the
Women'’s Center, and the Office of Sexual Assault Education, especially to implement
new programs, provide additional space, facilitate joint appointments, fund full- and
part-time staff, and increase operating funds.

The Women’s Center receives approximately half of its annual operating budget in
the form of permanent University support. The other half is raised each year from
temporary, one-time contributions (e.g., gifts or other university departmental
contributions). Core programs presented each year by the Center, valued by students
and by the University, are funded almost entirely by these one-time contributions. In
an effort to address this funding shortage, the Center will present a request for
permanent University support for core programs in 2003-04 through the appropriate
channels. The Women’s Leadership Council continues to recommend that
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appropriate University support be given to the Women’s Center (which contains
within it the Sexual Assault Education Office).

The WLC further recommends that an individual from Studies on Women and
Gender be added to the Committee. This group of individuals has an important and
knowledgeable constituency. Shortage of staffing in this area is of concern to the
WLC.

In fundraising, identify donors who will support educational programs related to
women and to the gender climate at the University.

The Women’s Leadership Council recommends that appropriate offices, including the
Office of the President, the Office of the Vice President and Provost, and the Office
of Development, undertake an “Envision Gender Equity” process similar to the
“Envision Diversity” process organized by the Office of the Vice President for
Development and University Relations. The enormous value of identifying the
current status of gender equity at all levels and in all parts of the University will be
useful, both in furthering the University’s vision of excellence and in encouraging
donors to support efforts related to women and gender equity. In addition, the
Women’s Leadership Council commends the Development Office’s Women,
Leadership and Philanthropy effort, and the Women’s Center’s National Leadership
Council of alumnae and friends of the University who are interested in this issue.

COMMUNITY: WORK/LIFE ISSUES

. Assure equity in salary and promotional opportunity for all faculty and staff.
Recognizing that a perception of inequality exists, we recommend that University
administrators:

o Conduct salary equity studies every five years, with gender as one among
several categories of analysis, and with adjustments made on a case-by-case
basis. Such studies should include the academic general faculty and should
use comparative data from CUPA or other sources.

In May 2001, the Salary Equity Subcommittee of the Women’s Leadership
Council recommended a process for review and evaluation of faculty salaries
(Attachment E). The WLC offers the following clarifications, and
recommends that the University proceed with the salary review process:

1. Salary reviews and procedures need to be regular, known (i.e., faculty
need to be aware they are done) and transparent (the factors that are used
and the process for using them should be identified).

2. Each school should be asked by the Provost to develop a procedure with a
suggested model identifying the variables and the weight to be given to
each.
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3. The process should be written, and it should be understandable and
consistently applied. Ideally, it should be done annually, and should state
the need to review any salaries or recommendations that are significantly
higher or lower than the norm.

4. This review should be done for all academic faculty regardless of race or
gender, and there should be no expectation that the mere identification of
an outlier is an indication of a problem that warrants correction as opposed
to a situation that warrants review.

The WLC recommends that the Provost establish a task force to assist him in
determining the parameters and general considerations that each dean should
take into account, and further recommends that he include representatives
from various academic areas and those familiar with the problems of
developing and applying models of analyses.

Address issues of the Living Wage campaign, if possible, through the state
Commission on Classified Reform.

The minimum wage paid to University staff employees was raised February
25,2001, to $8.19 per hour in response to a labor market survey. The
Commonwealth of Virginia's Reform of the Classified Compensation Plan,
implemented in September of 2000, allows for in-band salary adjustments that
meet certain criteria. As a result of the market survey and subsequent
adjustments of the minimum hourly rate 176 employees in low wage
categories received salary adjustments.

2. Address issues of climate, equity, and representation of women in the schools of the
University, as follows:

Direct each dean, department chair, and major unit head to develop and
institute appropriate mechanisms for ensuring gender equity in salary,
climate, and representation, and to communicate these to the faculty and staff
of his or her school, department, or unit.

Instruct each dean, department chair, and major unit head to report on salary
equity as well as gender climate in annual reports to the appropriate vice
president.

Issue strong statements annually and instruct deans and department chairs to
communicate with faculty and graduate students about sexual harassment and
conflict-of-interest relationships with students whom they are grading,
coaching, or otherwise evaluating, making it clear that abuses will not be
tolerated.
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These objectives have been discussed previously in this report. The WLC
recommends that the Provost and Vice Presidents continue to assess each
school’s progress in achieving gender equity on an on-going basis. In
addition, the WLC recommends that the Provost address the University’s
goals and objectives in achieving gender equity with the deans each fall, and
that the deans further communicate with department chairs and unit heads.
The Faculty Senate could also be a key base for dissemination of information
regarding issues of gender equity.

3. Create more equitable work/life arrangements, as follows:

Make available twelve weeks of paid leave for both natural childbirth and
adoption, such leave to be taken by either parent.

The University currently provides six weeks of paid short term disability leave
for a woman faculty member in the event of natural childbirth, with additional
paid leave (up to a total of six months) in the event of medical necessity.
Faculty (either the mother or the father) may receive up to three weeks of paid
leave in the event of an adoption.

There is no guaranteed paid leave for classified staff, either for natural
childbirth or adoption. It is recommended that the University pursue the
provision of paid leave for classified staff with the State.

Urge the Coordinating Council of University-Wide Groups to respond to the
widespread perception that University-based childcare does not meet the
needs of University employees or students.

This has been an initiative of CCUG. A study of childcare needs would be
appropriate at this time.

Develop strategies for facilitating partner placement, with attention both to
successful strategies being used internally in various schools of the
University, and those being used successfully by other institutions. Develop
central administrative support to replace current ad hoc activities, if
indicated.

The Division of Human Resources has put in place resources to assist in

Partner Placement. The WLC recommends that HR and the Office of the
Provost work together to ensure the success of this endeavor.
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CONCLUSION

The Women’s Leadership Council appreciates the opportunity to provide a report on the
status of the University’s achievements in the area of gender equity. As one can see from
this report, however, much remains to be done. There are serious issues surrounding gender
that cannot be ignored. The WLC is particularly concerned about the current climate at the
University, not only as it pertains to gender equity, but also as it pertains to diversity. The
WLC is committed to promoting diversity in all of its forms, but the Council also recognizes
that for some issues and in certain contexts, subsets of diversity may require special attention.

The Women’s Leadership Council believes that we, as a Council, and the University should
collaborate to promote diversity in all its forms. The WLC will use the recommendations
presented in this report as a guide in developing goals for the upcoming academic year, with
the objective of improving the climate for all members of the University community. The
WLC looks forward to assisting the President in attaining gender equity at the University of
Virginia.

15



Attachment A

University of Virginia
Tenure/Tenure-Track Faculty by Gender - Fall 2002

B Male

HE Female

Total

Nursing

Med Preclinical
Med Clinical

Law

Grad Business
Engineering
Education
Commerce
Architecture
A&S Social Sci
A&S Physical Sci
A&S Foreign Lang

A&S Bio Science

Arts & Humanities

0% 20% 40% 60% 80% 100%
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Attachment A

University of Virginia
Non-Tenure Track Faculty by Gender - Fall 2002

B Female H Male

Total

Nursing

Med Preclinical
Med Clinical

Law

Grad Business
Engineering
Education
Commerce
Architecture
A&S Sodal Sci
A&S Physical Sci
A&S Foreign Lang
A&S Bio Science

Arts & Humanities

20% 40% 60% 80% 100%
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University of Virginia
Total Faculty by Gender - Fall 2002

Bl Male Total

B Fem Total

Total

Nursing

Med Preclinical
Med Clinical

Law

Grad Business
Engineering
Education
Commerce
Architecture
A&S Sodal Sci
A&S Physical Sci
A&S Foreign Lang
A&S Bio Science

Arts & Humanities

0% 20% 40% 60% 80% 100%
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Full-Time Instructionl/Research/Public Service Faculty, Fall 2002

University of Virginia

Attachment A

Asian Black Other Minority White Total
School/Div Rank Feml Male | Total | Feml Male Feml Male | Total | Feml | Male | Total | Feml Male | Total
A&S - Arts & Full Prof 1 1 2 1 2 3 0 0 0 13 69 82 15 72 87
Humanities Assoc Prof 1 0 1 0 3 3 0 1 1 16 41 57 17 45 62
Asst Prof 1 0 1 1 3 4 0 0 0 12 16 28 14 19 33
Instructor 0 0 0 0 0 0 0 0 0 1 1 2 1 1 2
Lecturer 0 0 0 1 0 1 0 0 0 9 13 22 10 13 23
_________________ AL fo o3 _af 3| 8| M| _ ol _1]_ _1|_ 51| _140] 191] 57| 150 _ 207
Percentage Tenure Track 100% | 100% 67% 75% n/a 100% 75% 83% 75% 83%
Percentage NON Track 0% 0% 33% 25% n/a 0% 25% 17% 25% 17%
A&S - Full Prof 0 0 0 0 0 0 0 0 0 18 18 0 18 18
Biological Assoc Prof 0 1 1 0 0 0 0 0 2 4 6 2 5 7
Sciences Asst Prof 0 0 0 0 0 0 0 0 5 11 5 6 11
Instructor 0 0 0 0 0 0 0 0 0 0 0 0 0
Lecturer 0 0 0 0 0 0 0 0 3 5 3 2 5
_________________ AL _ oo 1| _af _ol __0 ol __ol__o] o) 0] _40f_ _10]_ 31| _41]
Percentage Tenure Track n/a 100% n/a n/a n/a n/a 70% 60% 70% 61%
Percentage NON Track n/a 0% n/a n/a n/a n/a 30% 40% 30% 39%
A&S - Foreign Full Prof 2 0 2 0 0 1 2 3 5 17 22 8 19 27
Languages Assoc Prof 0 0 0 1 2 0 1 1 8 6 14 9 9 18
Asst Prof 2 0 2 0 0 0 1 1 3 5 4 9
Instructor 0 0 0 0 0 0 0 0 0 0 0 0
Lecturer 5 0 5 0 0 0 0 0 6 11 3 14
_________________ AL___ | _se] _of _of 1] __2 il .4l 5| 22| 2] 51| 3] _35]|_ _68]
Percentage Tenure Track 33% 100% | 100% 100% 75% 64% 90% 58% 89%
Percentage NON Track 67% 0% 0% 0% 25% 36% 10% 42% 11%
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A&S - Physical Full Prof 0 5 5 0 0 0 0 1 1 5 84 89 5 90 95
Sciences Assoc Prof 0 3 3 0 0 0 0 1 1 3 11 14 3 15 18
Asst Prof 0 5 5 2 2 4 0 0 0 4 14 18 6 21 27
Instructor 0 0 0 0 0 0 0 0 0 1 1 2 1 1
Lecturer 0 0 0 0 0 0 0 0 0 2 6 8 2 6
_________________ an___ {0y 13 13| 2| 2| 4} 0L 2] 21 15, 16, 1311 17| 133 | 150
Percentage Tenure Track n/a 100% 0% 50% n/a 100% 60% 82% 53% 83%
Percentage NON Track n/a 0% 100% 50% n/a 0% 40% 18% 47% 17%
A&S - Social Full Prof 0 2 2 0 2 2 0 0 0 5 57 62 5 61 66
Sciences Assoc Prof 0 0 0 0 4 4 0 0 0 12 18 30 12 22 34
Asst Prof 0 1 1 2 0 2 0 0 0 14 29 43 16 30 46
Instructor 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Lecturer 0 0 0 0 0 0 0 0 0 2 7 9 2 7
_________________ AL___ 1 ol 3| 3| 2| 6| 8| ol _o|l_ _o| 33| 111] 144] 35| 120 155
Percentage Tenure Track n/a 100% 100% 83% n/a n/a 76% 76% 7% 7%
Percentage NON Track n/a 0% 0% 17% n/a n/a 24% 24% 23% 23%
Architecture Full Prof 0 0 0 0 0 0 0 0 0 2 10 12 2 10 12
Assoc Prof 0 1 1 0 1 1 0 0 0 4 10 14 4 12 16
Asst Prof 0 0 0 0 1 1 0 0 0 5 5 10 5 6 11
Instructor 0 0 0 0 0 0 1 0 1 0 0 0 1 0 1
Lecturer 0 0 0 0 0 0 0 0 0 1 1 2 1 1 2
_________________ AL __ | _of _ ) ) _of 2| 2| _ _1|__o| _1|_ 2] 26| 3] _13]_ 20| _42
Percentage Tenure Track n/a 0% n/a 50% 0% | nla 92% 92% 85% 86%
Percentage NON Track n/a 100% n/a 50% 100% | n/a 8% 8% 15% 14%
Commerce Full Prof 0 0 0 0 0 0 0 0 0 4 24 28 4 24 28
Assoc Prof 0 0 0 0 0 0 0 0 0 2 9 11 2 9 11
Asst Prof 0 0 0 0 0 0 0 0 0 3 6 9 3 6 9
Instructor 0 0 0 0 0 0 0 0 0 0 0 0 0
Lecturer 0 0 0 0 0 0 0 0 0 2 2 2 2
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___________________ AL f__of _of _of ol ol _of__ol_ _o]_ _of_ 1] 41 _52]_ _11]_ _41
Percentage Tenure Track n/a n/a n/a n/a n/a n/a 82% 90% 82% 90%
Percentage NON Track n/a n/a n/a n/a n/a n/a 18% 10% 18% 10%
Education Full Prof 0 0 0 1 0 1 0 0 0 12 21 33 13 21
Assoc Prof 0 1 1 0 1 1 1 0 1 10 16 26 11 18
Asst Prof 1 1 2 1 0 1 0 0 0 16 22 18 7
Instructor 0 0 0 0 0 0 0 0 0 0 0 0
Lecturer 0 0 0 0 0 0 0 0 0 3 3 0
___________________ AL | 1) 2 3| 2| 1| _3 _ 1 _ 0o 1| _ 41] 43| 84| 45| 46
Percentage Tenure Track 0% | 100% 50% | 100% 100% | n/a 61% 95% 60% 96%
Percentage NON Track 100% 0% 50% 0% 0% | n/a 39% 5% 40% 4%
Engineering Full Prof 0 4 4 0 1 1 0 1 1 7 58 65 7 64
Assoc Prof 0 4 4 0 0 0 0 0 0 4 4 45 4 45
Asst Prof 0 4 4 1 1 2 0 1 1 7 32 39 8 38
Instructor 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Lecturer 1 0 1 0 0 0 0 0 0 4 1 5 5 1
___________________ AL fo a2 o msf 1) 2| 3| ol 2] 2| 22| 132 154]_ _24] 148
Percentage Tenure Track 0% 75% 100% | 100% n/a 100% 7% 83% 75% 82%
Percentage NON Track 100% 25% 0% 0% n/a 0% 23% 17% 25% 18%
Graduate Full Prof 0 1 1 0 0 0 0 0 0 3 24 27 3 25
Business Assoc Prof 0 2 2 1 1 2 0 0 0 3 7 10 4 10
Asst Prof 1 0 1 0 1 1 0 0 0 7 4 11 8 5
Instructor 0 0 0 0 0 0 0 0 0 0 1 0 1
Lecturer 0 0 0 0 0 0 0 0 0 1 3 4 1 3
___________________ AL | ) 3] a4 1l 2] 3| _ofl_ _ol_ _of| 4] 39| 53| 16 _44_
Percentage Tenure Track 100% | 100% 100% | 100% n/a n/a 79% 82% 81% 84%
Percentage NON Track 0% 0% 0% 0% n/a n/a 21% 18% 19% 16%
Law Full Prof 0 1 1 1 1 2 0 0 0 6 4 47 7 43
Assoc Prof 0 2 2 0 1 1 0 0 0 9 7 16 9 10
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Why is Mentoring Important?

According to Webster’s dictionary, a mentor
is “a trusted counselor or guide.” The Report
on Gender Equity at the University of Virginia

recommended effective mentoring programs as
an important tool to help increase the represen-
tation of women faculty and to improve the

climate for women at the University.

Mentoring is widely acknowledged to be an
strong factor in faculty retention, by providing
junior faculty with role models and helping
them become more productive. This brochure
is designed to provide mentoring information
to faculty, including how to identify a mentor;
how to become a mentor; and how to locate

mentoring resources at the University.

Please visit the website of the Women's Lead-
ership Council (http/ /www.virginia.edu/wlc)
for a list of departmental mentoring programs

and for links to programs at other universities.

The WLC also encourages faculty to consult
with their department chairs and colleagues
regarding informal mentoring resources avail-

able at the University of Virginia.

Women’s Leadership Council

University of Virginia
Women'’s Leadership Council
c/o Office of the Provost
Charlottesville, VA 22903

Email: wic-uva@virginia.edu
Web: www.wlc.virginia.edu

Mentorship

Mentoring may include role modeling,
counseling, encouraging, and sharing
knowledge. Ideally, mentors can help new
faculty members to:

e Feel at home in the particular culture
of their department and university —
especially helpful for new female and
minority faculty members.

e Learn “how the system works” and
what is expected for advancement.

¢ Gain confidence in teaching skills.
¢ Know where and how to publish.
e Develop a support network.

o [Establish a long-range career plan.

e Determine priorities including long-
range career planning and family vs.
work commitments.

e Attain higher levels of productivity
and leadership.

Finding a Mentor

If your department has not yet established
a formal mentoring program, you may have
to do the work of seeking a suitable men-
tor — or mentors, since a single mentor may
not be able to help you in all areas.

Look for someone with similar interests
who is willing to meet with you on a regu-
lar basis. It would be better to find a person
who is in a different department from
yours.

Begin by deciding upon mutually agree-
able guidelines, for instance how often to
meet, and what types of concerns the two of
you will discuss.

Being a Mentor

Mentoring relationships may consume
just a few hours a month, yet they can
make a big difference in new faculty mem-
bers’ adjustment to, and satisfaction with,
their academic environment. They can
build a climate of cooperation within a de-
partment, and aid in faculty retention.

As a mentor you can:

¢ Be arole model for a new faculty
member.

e Provide information about, and
introductions to, others in the
mentee’s discipline.

e Offer professional counsel, advice and
suggestions.

¢ Give insight into the culture and
unwritten rules of the University and
the department.

What is the Mentor’s Role?

e Emphasize the importance of strict
confidentiality on the part of both
mentor and mentee.

o Establish guidelines with your mentee
about the types of issues in which you
wish to offer guidance and the extent
of the help you are willing to offer.

¢ Be willing to give honest criticism as
well as praise, along with constructive
suggestions.

¢ Point your mentee toward resources
available within the department,
school or University for career
development.
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Asst Prof 0 0 0 0 0 0 0 0 0 0 0 0
Instructor 0 0 0 0 0 0 0 0 0 0 0 0 0
Lecturer 0 0 0 0 0 0 0 0 0 1 1 0 1
___________________ an_____Jf__ oy 3| _ 3| 1| __2| 3, _ _O0__ _0] O 16, 48, 641 17| 53| _70_
Percentage Tenure Track n/a 100% 100% | 100% n/a n/a 63% 88% 65% 89%
Percentage NON Track n/a 0% 0% 0% n/a n/a 38% 13% 35% 11%
Medicine - Full Prof 0 9 9 0 3 3 0 2 2 15 166 181 15 180 195
Clinical Assoc Prof 2 8 10 1 0 1 1 0 1 60 126 186 64 134 198
Asst Prof 5 23 28 3 6 9 2 2 4 66 123 189 76 154 230
Instructor 0 1 1 1 1 2 0 1 1 18 24 42 19 27 46
Lecturer 0 0 0 0 0 0 0 0 0 5 6 11 5 6 11
___________________ AL _____|__ 7] _41| 48| _ 5| 10| 15| 3| 5| _8| 164 445] 609 | 179 | 501 |_ 680
Percentage Tenure Track 29% 51% 40% 70% 67% 60% 36% 65% 36% 64%
Percentage NON Track 71% 49% 60% 30% 33% 40% 64% 35% 64% 36%
Medicine - Pre- Full Prof 0 1 1 0 0 0 0 0 0 10 49 59 10 50 60
Clinical Assoc Prof 0 4 4 0 0 0 0 3 3 8 19 27 8 26 34
Asst Prof 3 7 10 0 1 1 0 2 2 17 25 42 20 35 55
Instructor 0 2 0 0 0 0 0 0 5 1 6 5 3 8
Lecturer 0 0 0 0 0 1 0 1 0 0 0 1 0
___________________ Aan 3 M4 ) o) 1 1 1L _ 5] _ 61 401 94 1341 44| 114 158 |
Percentage Tenure Track 67% 43% n/a 0% 0% 60% 53% 82% 52% 75%
Percentage NON Track 33% 57% n/a 100% 100% 40% 48% 18% 48% | 25%
Nursing Full Prof 0 0 0 0 0 0 0 0 0 4 0 4 4 0 4
Assoc Prof 0 0 0 0 0 0 0 0 0 11 1 12 11 1 12
Asst Prof 2 0 2 1 0 1 0 0 0 12 1 13 15 1 16
Instructor 0 0 0 0 0 0 0 0 0 4 0 4 4 0 4
Lecturer 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
___________________ am ___ 2 0| _2) 1, _ o0 __1f__o0o___ol_ _O| 31| _2, 331 34| 2 _36]
Percentage Tenure Track 100% | n/a 0% | n/a n/a n/a 55% 50% 56% 50%
Percentage NON Track 0% | nla 100% | n/a n/a n/a 45% 50% 44% 50%

22



Attachment A

Other Full Prof 0 1 1 0 1 1 0 0 0 1 3 4 1 5 6
Assoc Prof 0 0 0 0 0 0 0 0 0 1 2 3 1 2 3
Asst Prof 0 0 0 1 0 1 0 1 1 6 0 6 7 1 8
Instructor 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Lecturer 0 0 0 1 0 1 0 0 0 3 1 4 4 1 5
___________________ AaL. | O} 1| 1| 2 1| _ 3L_ 0 1] 1{ 11| 6] 17]_ 13]_ 9| 22|
Percentage Tenure Track n/a 0% 0% | 100% n/a 0% 0% 17% 0% 22%
Percentage NON Track n/a 100% 100% 0% n/a 100% 100% 83% 100% 78%
All Full Prof 3 25 28 3 10 13 1 6 7 92 641 733 99 682 781
Assoc Prof 3 26 29 3 13 16 2 6 8 153 318 471 161 363 524
Asst Prof 15 41 56 12 15 27 2 7 9 177 270 447 206 333 539
Instructor 0 3 3 1 1 1 1 2 29 28 57 31 33 64
Lecturer 6 0 6 2 0 2 1 0 1 42 45 87 51 45 96
All 27 95 122 21 39 60 7 20 27 493 | 1,302 | 1,795 548 | 1,456 | 2,004
Percentage Tenure Track 48% 65% 52% 77% 57% 70% 55% 76% 55% 76%
Percentage NON Track 52% 35% 48% 23% 43% 30% 45% 24% 45% 24%
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Guidelines for Evaluating Commitment to Equal Opportunity

On November 7, 2000, President Casteen announced a policy requiring that the criterion of
"commitment to equal opportunity" be made a part of the annual performance evaluation of
all University administrators at the level of Department Chair, Director and above. That
announcement stated that the Office of Equal Opportunity Programs would provide guidance
and information on ways to evaluate and measure satisfactory performance. The following
guidelines are an initial step to assist in that process. The administrator being evaluated and
his/her supervisor may use these guidelines, and any others that they may deem appropriate,
to set goals and expectations for the evaluation term.

The expectation for satisfactory performance of this criterion is that the administrator:

e Undertake in good faith and with due diligence the responsibility to comply with
federal and state law and University policies with respect to equal opportunity and
nondiscrimination

e Actively work to promote a working and/or educational environment free from illegal
discrimination, including sexual and other impermissible harassment

o Ensure that employees are not subject to retaliation because they have raised concerns
in good faith regarding discrimination

o Satisfy the University's equal opportunity and affirmative action obligations in
recruiting and hiring as provided by law

Actions that should be examined in evaluating fulfillment of the above expectation include:

o Skill in faculty and staff recruitment, selection, retention and development with
evidence of compliance with the University's equal opportunity and affirmative action
obligations.

e How recruitment for faculty positions was conducted, including compliance with
procedures and efforts beyond meeting minimal requirements (such as reviewing and
revising position descriptions, recruiting strategies designed to increase applications
from qualified women and minorities). Increases in the number of women or
minorities in areas where they had not been represented in large numbers is a factor to
be considered in evaluating recruitment efforts, so long as it is understood that hiring
decisions must be made independent of race or gender

o Particular steps taken to address underutilization of women or minorities as identified
in the EO Plan

e The frequency of and reasons for using exemptions in hiring faculty

e How hiring of classified staff was accomplished, including compliance with policies,
and screening and selection techniques that are fair and well-documented

o Efforts taken to address the retention of women and minorities
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o Initiatives such as mentoring programs or professional development opportunities to
aid in the promotion and retention of women and minorities

e Training that addresses hiring, treatment or climate issues
e Frequency of and outcomes of complaints of discrimination/retaliation

e Departmental activities promoting or advancing equal opportunity and diversity
issues

e A mechanism for regularly assessing and addressing issues of salary equity

More information regarding the University’s commitment to Equal Opportunity may be
found at the following web address: http://www.virginia.edu/eop/index.html
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Mentoring Brochure
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Attachment D

University of Virginia School of Medicine
Faculty Advocacy Committee

Our vision for the University of Virginia School of Medicine faculty is the achievement and
maintenance of a fair and supportive professional climate for all faculty members in which
the academic and clinical contributions of every faculty member can reach full potential and
be appropriately recognized. We now have the opportunity to serve as a national model for
medical academia in developing this forward-looking initiative to recruit, develop and retain
talented contributors to the University’s and Health System’s missions.

Charge to the School of Medicine Faculty Advocacy Committee:

The Committee’s purpose will be to assist in achieving this vision by serving as
advocates for faculty as they seek a professional climate which functions with fairness,
equity, collegiality, absence of harassment or discrimination, equitable distribution of
responsibilities and resources, and clarity and consistency of professional expectations. The
Committee will function as an informal adjunct (and when appropriate, entry point) to
existing formal processes.

The Committee’s functions will include:

a) serving as a safe audience where the concerns of faculty with respect to the
professional climate can be heard with the protection of confidentiality.

b) developing and maintaining familiarity with the University’s resources, systems,
and requirements for faculty.

c) assisting faculty members in obtaining access to and communicating with the
University’s resources for dealing with matters of professional climate, responsibilities, and
recognition.

d) collecting data about professional climate issues, identifying issues or trends of
concern, and reporting to the Dean annually on these matters with suggestions for addressing
identified problems.

e) educating and increasing awareness among faculty, including Division Heads and
Chairs, about the values and actions that contribute to a fair and supportive professional
climate.

27



Attachment E

Women’s Leadership Council
2000-01 Final Report
http://www.virginia.edu/wlc/wicfinaled0518.doc

[Excerpt from full report]

Recommendation: Devise a formal means for salary equity review

The incoming Vice President and Provost should create a task force to develop a mechanism
and process to be used by Deans/Chairs to review and evaluate faculty salaries on an annual
basis. Once this mechanism is in place, should be used annually and the reports submitted to
the Provost, with a general summary made available to the Faculty Senate and larger
University community. The Annual Salary Equity Study (ASES) would initially cover only
full-time instructional faculty due to the difficulty in identifying relevant variables for
general faculty and the existence of the compensation plan for classified staff. The purpose
of the ASES will be to provide a reliable annual check on salary equity issues and, over time,
to provide standardized reporting data for monitoring trends in salaries.

Examples of open and formal salary review are available. We are impressed with the open
and rational procedure used by the University of California-Irvine: [see URL =
http://www.evc.uci.edu/issues/payequity00/method.html ]. Another promising effort is under
consideration at the University of Arizona.

Design considerations: We recommend the following principles of sound procedure for
salary review.

Composition of Responsible Group: Representatives from each school as well as
persons with knowledge of statistical methods and test design.

Variables to be Included: The following variables will be examined for significance
for inclusion in the ASES (others may be added as the mechanism is developed):

e Discipline (generally by Department although in the case of small sample sizes,
discipline clusters may be appropriate)
Highest Degree, Multiple Degrees

Year Degree Attained

Rank

Time in Rank

Hire Date at UVA

Appointment Length (9 month v. 12 month)
Years of Prior Relevant Experience

Gender

e Race/Ethnicity

Methodology: The data will be analyzed using statistical techniques such as multiple
regression with the goal of identifying whether deviations from results predicted by
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the explanatory variables above are statistically significant. This will provide for
measures that are more accurate than examining deviation from the mean, will allow
for the consideration of a greater number of variables, and can be adjusted to add or
subtract variables.
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