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INTRODUCTION

This Report on Activities of the Women’s Leadership Council (WLC) highlights the
accomplishments of the past year, and makes recommendations on moving the University
forward toward achieving gender equity.

The Women’s Leadership Council (WLC) was established in 2000 as a result of a
recommendation by the President’s Task Force on the Status of Women. The WLC’s
broadly defined mission is to consult with and inform the President about institutional
policies, objectives, procedures, and actions with regard to developing an equitable
gender climate at the University of Virginia.

The Council has two major goals:

e To ensure that women are included fully and equitably in all aspects of the life of
the institution, and

e 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.

The Women’s Leadership Council met on the third Tuesday of each month throughout
the academic year. Membership is comprised of the following individuals:

Members:

Anda L. Webb, Chair Deborah G. Johnson, Engineering
Carolyn M. Callahan, Education Anjula U. Joseph, Budget Office
Laurie D. Casteen, Student Affairs Marcus L. Martin, Medicine
George A. Rutherglen, Law Farzaneh M. Milani, A&S

Sharon D. Davie, Women’s Center Jane Miller, Athletics

James N. Galloway, A&S Sharon W. Utz, Nursing

Dearing W. Johns, Medicine

Ex-Officio:

Lucinda R. Childs-White, Human Joan B. Fry, Office of the President
Resources

Diane G. Hillman, Health System Bradford K. Holland, Jr., EOP
Yoke San Reynolds, VP for Finance Ann Witkower, President’s Office
Student Members:

Bridget L. Mahoney




ACCOMPLISHMENTS OF THE 2004-2005 ACADEMIC YEAR

Notable accomplishments of the WLC during the 2004-2005 academic year include:

Preparing, distributing, and analyzing the results of the WLC mentoring survey
sent to all the departments of the University.

Printing and disseminating the WLC-Faculty Senate Mentoring Brochure. The
WLC is grateful to the President for providing the funding for this brochure.

Cultivating a strategic partnership with Gertrude Fraser, Vice Provost for Faculty
Advancement, whose core responsibilities for and interest in faculty mentoring
and gender and racial equity overlap with the WLC’s core mission.

Working in collaboration with the Vice Provost for Faculty Advancement, the
Women’s Center, the Faculty Senate, and Studies of Women and Gender
(SWAGQG), to organize the first University of Virginia New Women Faculty
Dinner—a dinner and facilitated discussion between senior-level women faculty
and recently hired women faculty at the University.

Mentoring Survey and Brochure

During the 2004-2005 academic year the WLC distributed a Mentoring Survey to all
academic departments of the University. This was the first such evaluation of mentoring
at U.Va. since the WLC undertook a similar effort three years ago. The WLC gathered its
mentoring data via a multi-stage process:

A letter and survey was delivered to all department chairs.

A follow-up note was sent to department chairs who did not respond to the initial
survey request.

A preliminary analysis of the information that was collected was undertaken and
posted, with password protection, on the WLC website.

A second letter was sent to the department chairs that thanked them for their
participation and gave them an opportunity to review and edit their responses. For
the chairs who did not respond, a letter was sent requesting that they do so.

Copies of the WLC mentoring brochure were distributed to all the department
chairs. The brochure, which was an important tool used by the WLC to galvanize
interest in the mentoring survey, has received praise from around the University.
Department chairs in several areas have requested additional copies of the survey,
and the hope of the WLC is that a copy of the mentoring survey will make its way
into the hands of every new faculty member hired by the University. A copy of
the brochure may be found in Appendix B; an electronic version of the brochure



may be found at the WLC website.

A final summary of the survey results was compiled and posted on the WLC
website. Of the 72 academic departments at the University, 32 responded to the
WLC survey. The results of the survey are available in Appendix A of this report,
and may also be viewed on the WLC website.

New Women Faculty Dinner

In January, 2005, a New Woman Faculty Dinner and Discussion was held at
Hotel E (The Garden Room). The event was sponsored by the Women’s
Leadership Council, the Vice President for Faculty Advancement, the Women’s
Center, Studies on Women and Gender (SWAG), and the Faculty Senate.

The dinner for new women faculty and senior women faculty emerged out of
discussions among the members of the WLC over the course of the 2004 fall
semester. A total of 44 faculty participated in the event, 16 of whom were “new”
women faculty.

The goal of the dinner was for new and senior women faculty and administrators
to share their experiences and to discuss the current issues facing women faculty
at the University. At each table there was an appointed “facilitator,” whose job
was to chronicle the major themes of the evening’s conversation. A list of the
major points of discussion, along with a list of the dinner’s participants, is
included in Appendix C of this report.

A follow-up Reception and Workshop for Women Faculty—including both newly
hired and senior faculty—was held on May 2, 2005. The aim of the workshop was
to engage women faculty in identifying positive “action steps” that could be taken
to enhance the climate for women faculty at the University, given the list of issues
that had been generated at the dinner. Facilitated by Tara Tellfair and Sharon
Davie, participants identified patterns in the issues identified at the prior New
Faculty Dinner, as well as issues that had been omitted. The women faculty then
broke into small groups for discussion. Each group reported to the entire group
about the most powerful short-term and long-term actions that could be taken to
move the institution to be the best place for women faculty nationwide. These
were recorded, and the group as a whole had the opportunity to prioritize these
recommendations.

Follow-up steps planned include sending the recorded list of priorities to
participants, as well as institutional data concerning percentages of women faculty
by school and department requested by the group. A planning group composed of
Sharon Davie, Director and other staff from the Women’s Center; Gertrude
Fraser, Vice Provost for Faculty Advancement; Anda Webb, Chair of the
Women’s Leadership Council; Farzaneh Milani, Director of Studies in Women
and Gender; and Marcia Childress, Chair of the Faculty Senate, will meet to begin



the planning of next steps in the process of exploring steps toward implementation
of the women faculty group’s recommendations. The results of this initial
meeting will be forwarded to the participants in the Women Faculty Dinner and
Reception. Involvement of more women faculty in this planning process is a key
goal.

WOMEN AT U.VA.: A STATISTICAL PORTRAIT

Each year the WLC feels that it is important to highlight the University’s rankings in
regard to the hiring and retention of women faculty.

In Fall 2003, U.Va. ranked 52" of 60 Association of American Universities (AAU) in
terms of the percent of our women faculty who are tenured and tenure track (22 percent).
As the chart below illustrates, we lag significantly behind our peers. By comparison, in
1993 the University ranked 52" of 60 AAU Institutions, with women comprising 10
percent of our tenured and tenure-track faculty.'

It is important to note that, while our percentage has increased, U.Va. has made no
progress in advancing in the AAU rankings in this area. If a diverse and well-regarded
faculty is the goal of the University, it is time to reflect on why we have made such little
progress in this area: Why is it that the University has not increased it ranking? The
university must begin to address this issue, and take concrete steps toward identifying
areas for improvement.

For more statistical information on women faculty at the University, see Appendix D.

1. Full Time Female Tenured and Tenure-Track Faculty at AAU Institutions — Fall
2003 -- Present
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RECOMMENDATIONS

The Women’s Leadership Council proposes the following three recommendations to
implemented in 2005-2006:

1.

University-wide Faculty and Staff Climate Survey

The WLC recommends that the University undertake a full-scale climate survey. In
the past few years the President’s Commission on Diversity, the Faculty Senate, the
Women'’s Center, the Vice Provost for Faculty Advancement, and the WLC have
stressed the need for more diversity at the University. With the hiring of a fulltime
Chief Officer for Diversity and Equity near at hand, this is a perfect time to begin the
process of assessing the overall climate of the institution.

A climate survey would reveal the current strengths and weaknesses of the
University’s existing approach to enhancing and sustaining diversity and provide
much-needed information regarding the future direction the University’s diversity
initiatives should take. The WLC believes a climate survey is a logical next step, and
would send an important signal to the University community that the issues of gender
equity and climate are important.

e Assumptions
o The survey will include all the faculty and staff of the University,
including those who work in the U.Va. Health System.
o It will be administered by an outside vendor that specializes in the
administration and analysis of employee opinion surveys at large-scale
organizations.



o The WLC anticipates that a climate survey, from inception to end, will
take 12 — 18 months.

e Cost
o Based on discussions with personnel in the Office of Equal Opportunity
Programs (EOP), it is estimated that the cost for a climate survey

administered and analyzed by an outside firm would be between $100,000
and $150,000.

e Recommended Actions
o Appropriate adequate funding
Establish a Climate Task Force
Issue an RFP, review proposals, and select a vendor
Coordinate University efforts and oversee the work of the selected firm.
Make recommendations that will support the University efforts to assess
and improve climate.
o Ifnecessary, oversee and report on the implementation of
recommendations and University decisions made as a result of the survey
data.

o O O O

2. Funding for the University of Virginia New Women Faculty Dinner

3.

The WLC recommends the University provide funding and support for the
continuation of the University of Virginia New Women Faculty Dinner and follow-up
session, which was held for the first time this year. The dinner was supported this
year using money provided by the Gertrude Fraser, Vice Provost for Faculty
Advancement. The budget for this year’s dinner and follow-up session was $5,000.

In order to continue this event—which brought women faculty together from across
the University and stimulated valuable discussion and interaction—the WLC requests
$5,000 per year be allocated to the Vice Provost for Faculty Advancement.

Institutionalize Mentoring Services and Programming at the University of Virginia

In the last year significant steps have been taken to better understand the availability
and quality of mentoring services for new faculty at the University. As part of this
effort, undertaken cooperatively by the WLC and Gertrude Fraser, the Vice Provost
for Faculty Advancement, the University has made several notable advances:

e Vice Provost for Faculty Advancement organized a mentoring focus group with
recently hired male and female faculty last summer.

e The WLC, working with the Faculty Senate, published and disseminated a
Faculty Mentoring Brochure with information about the University’s available
mentoring resources.



e The WLC undertook a University-wide mentoring survey to gauge the current
status of mentoring at the departmental and/or school level.

e The WLC, in conjunction with the Vice Provost, Women’s Center, SWAG and
the Faculty Senate, held the New Women Faculty Dinner to begin identifying
issues of concern to women at the University.

All of these efforts point to heightened interest in the creation of a true community of
tolerance, understanding, and respect in which the mentoring of all new faculty will
be a crucial part of the University’s efforts to achieve unparalleled excellence both in
and outside the classroom, in the areas of teaching, research, and public service. The
WLC is firmly committed to mentoring and believe that mentoring new faculty is an
important activity that should be showcased, encouraged, and rewarded by the
University.

Yet, the best ways to make mentoring a permanent and prominent part of the
University remain unclear. Although resources are available through the Teaching
Resource Center (TRC), the WLC, the Women’s Center, and the Vice President for
Faculty Advancement’s Office, there is no clearly defined roadmap toward making
mentoring an institutional value and programmatic reality at the University.

The WLC recommends the University take the following steps:

e Make mentoring a required component of all school-level Annual Reports
o The University should require that all Deans provide information
regarding their efforts to mentor new faculty. Given the strong interest in
hiring a diverse faculty, it seems reasonable that the University request
information on the steps that the Deans are taking to retain these faculty.
Mentoring can help to ensure their professional success.

e Reward mentoring
o Make mentoring a key element of faculty’s service responsibilities, and
could be considered in the promotion and tenure process.
o Establish a mentoring award for outstanding mentoring at the institution.

e Showcase established mentoring services
o Extend the Services of The Teaching Resource Center (TRC)
= The University should help to extend the services of the Teaching

Resource Center (TRC) to all the academic units of the University.
The TRC has a proven track record in mentoring new faculty,
particularly in the area of improving the instructional effectiveness
of new faculty. The TRC is a resource that should be promoted by
all units of the institution.

e Promote professional development opportunities in mentoring



o The University should provide seminars for faculty that focus on
developing successful mentoring techniques.

o Faculty should be permitted to use travel and research monies to attend
mentoring conferences and seminars.

CONCLUSIONS

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.

Nevertheless, the Women’s Leadership Council believes that we, as a Council, and the
University can work collaboratively to continue to improve the current situation. 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.



APPENDIX A

MENTORING SURVEY
AND RESULTS
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Attachment A

2004 UVA FACULTY MENTORING PROGRAM SURVEY

Dear Department Chairs:

As a standing committee of the Office of the President, the Women's Leadership Council (WLC) of the
University of Virginia is collecting data on established mentoring programs from departments throughout
the University. Research suggests that effective mentoring programs strongly influence faculty
advancement and retention. Survey responses, including a summary of best practices, will be posted on
the WLC website: www.virginia.edu/wlc. Departments not responding will have “no listing/no response.”
Survey responses should be emailed to Christopher Loss (cpl3b@virginia.edu) no later than May 24, 2004.
You may review responses received during the 2001 survey on the WLC website.

Please answer the following questions.

Department: Contact Person:

1.Do you have a mentoring program (either formal or informal) in your department? Yes
No . Ifyes, please continue with question 3.

2.1f you do not have a mentoring program in your department, are you interested in
establishing a mentoring program? What information would be helpful to you?

3.Do your mentoring programs target specific areas (check all that apply):

New faculty mentoring program

Gender-specific mentoring program
Minority-specific mentoring program
International faculty-specific mentoring program
Other (please specity)

How many faculty in your department? _ How many faculty self selected a mentor?  How many were

assigned mentors? .

Please send us a copy of any brochure, announcement or letter describing your program.

DESCRIBE YOUR PROGRAM(S) AND INCLUDE WHETHER THE PROGRAM IS
FORMAL/INFORMAL; FUNDED; OPEN TO OTHERS OUTSIDE YOUR DEPARTMENT; HOW
LONG IN EXISTENCE; FEEDBACK FROM PARTICIPANTS; OBSTACLES; ELEMENTS THAT
WORK WELL, ETC.

11



U.Va. Departments' Mentoring Program Survey Results 2004-
2005

Department New Gender- = Minority Int'l  |Other Number Detail
Faculty @ specific = Faculty @ Faculty of
Mentoring Faculty Mentoring Mentoring Faculty
Program Mentoring Program  Program in
Program Dept.

SCHOOL OF ARCHITECTURE
Landscape X X 30 Click
Archictecture
Urban and X X X 7 Click
Environmental
Planning
ARTS AND SCIENCES
Anthropology X 24  Click
Art X X X 22  Click
Astronomy X 14 | Click
Chemistry X 25 Click
French X X 14 | Click
Music X 12 | Click
Politics X 35 | Click
Psychology X 36 Click
Slavic Languages X 8 Click
Spanish, Italian, X 19 | Click
& Portugese
CURRY SCHOOL OF EDUCATION
Curriculum and X Click
Instruction;

Human Services;
and Leadership,
Foundations, and

Policy

SCHOOL OF ENGINEERING AND APPLIED SCIENCES

Chemical Eng X 10 | Click
Civil Eng X X 14 | Click
Material Science X 23 Click
Mechanical/Aero X X 29 | Click
LIBRARY X X X 70 | Click
SCHOOL OF MEDICINE

Anesthesiology X X 32 | Click
Biomedical X X X 15 | Click
Emergency Med X X X X 16 | Click
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Family Med X 23 | Click
Internal Med X X 150 | Click
Orthopedic X 15 | Click
Surgery

Otolaryngology X 8 Click
Pathology X 30 | Click
Pediatrics X X 70 Click
Pharmacology X 12 | Click
Physical Medicine X X 12 | Click
Plastic Surgery X 9 Click
Radiology X 41  Click
NURSING X X Click

Landscape Architecture

In discussions over the past two years, one of our departmental priorities has
been to implement a more structured mentoring program, so this a new program
beginning this spring. Historically, mentoring for untenured faculty has taken
place with the Chair and informally in conversations with tenured faculty. The
program that we are implementing has two parts. It is designed to assist all
untenured faculty members. The first part is the assignment of a faculty member
as mentor for all new tenure track faculty. The mentor is to serve as an advisor to
help orient the faculty member to the school and the university, as well as to
assist in refining a research and teaching agenda that will form the foundation for
a strong tenure case. The choice of the mentor may be selected to provide
assistance in areas that may be of particular concern, including research focus,
teaching goals, race, or gender. Following the first year, the relationship may
continue, but the formal mentoring responsibility shifts to larger tenured faculty.
This process comprises the second part of the program. Each January, as part of
the regular school-wide review process, all faculty members submit an annual
report, including a new section in which the basis for tenure and promotion
reviews is articulated by the faculty member. Following a meeting between the
Chair and the tenure-track faculty member in which this report as well as
teaching evaluations and other materials are reviewed, the tenured faculty meets
as a group to discuss the goals and progress. The purpose of the meeting is to
ensure that the tenured faculty members understand the nature of the work, the
ways in which they may be supportive, and share concerns about progress
toward tenure. This provides a common basis for informal discussions and
advising as well as an understanding by the Chair of the broader faculty
perspective. The Chair then meets again with the faculty member to review the
conversation and to advise accordingly. In this way, the full tenured faculty is
invested in supporting the development of the tenure track faculty and concerns
are raised and may be addressed prior to reappointment or tenure discussions.
<back to top>
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Urban and Environmental Planning

Informal, unfunded program activated with new hires. The department chair
reviews the teaching evaluations and faculty activity reports with new faculty
members once per year, and writes a statement for that person indicating the
strengths and weaknesses of their trajectory for tenure. Informal lunches and
coffee breaks are used as venues for Q&A.

<back to top>

Anthropology

Our program is informal. Each new full-time faculty member is assigned one or
two senior faculty members as mentors, and they work out among themselves
how the mentoring will proceed. The Chair makes these assignments after
consultation both with the new faculty member and with the proposed mentors,
so it's not quite the same as self-selection. In preparing for this survey | sent
each junior faculty member a questionnaire asking them for feedback on the
effectiveness of our mentoring. In their responses, each of them mentioned that
the informality of our program works because our department is very collegial, so
they do not hesitate to consult with senior faculty, other than their official
mentors, if they have questions or problems, and each of them says they often
do this. In a department where collegiality is weak or absent, a more structured
mentoring program would be desirable. The topics our junior faculty consult with
mentors about (whether official or not) include publication/research, teaching,
advising, committee work, working with a T.A., grading, and managing one’s
personal vs. professional life—i.e. pretty much every topic of concern to a junior
faculty member. Some mentors initiate contact regularly, e.g. twice/semester, by
dropping in or having lunch with the mentee; others wait to be contacted about
specific problems. From the feedback | got, | think it's better for the mentor to
initiate contact at regular intervals because some of the junior faculty hesitate to
impose on the time of their mentors.

Despite the fact that all our junior faculty members felt satisfied with our
mentoring program, one of them mentioned the problem of the lack of senior
mentors of color, for junior faculty of color. This is a general problem across the
College and is worth reporting as further evidence of the pressing need for more
faculty of color, especially at senior levels. Finally, | appreciate your sending this
survey as it has led me to learn more about what we are doing and how to make
our mentoring more effective.

<back to top>

Art

This is an informal program, and | would hesitate to describe it as a program. We
don't use the word "mentor," though mentoring is in effect what is happening.
Basically, | try to meet with new faculty on a regular basis to discuss their
concerns, progress in their work, and issues in their teaching. | suggest faculty
colleagues for them to get to know, usually in the Art Department, but in other
departments as seems appropriate to the person’s field and interests. | also urge
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senior faculty to make a point of getting to know the junior faculty. The upshot
seems to be that all of our new faculty in recent years have found at least a
couple of senior faculty that they go to for adviceon a wide range of issues
affecting their careers.

<back to top>

Astronomy

We do not assign mentors. Senior faculty informally help new faculty in teaching,
research, grant writing, etc. We are a friendly cohesive department and have
never felt the need for a formal program. We are quite successful in that every
new faculty member hired since 1970 has received tenure.

<back to top>

Chemistry

Our mentoring program has been informal. When new people are hired there are
several more senior faculty that typically volunteer, or are designated by the
Chair, to help mentor the new hire. Given that our hires usually occur within
divisional areas (e.g., physical, organic, etc.) of chemistry, it is generally obvious
to the new hire, potential mentors, and Chair who the most appropriate mentor
choices will be. In addition, our Director of Laboratories, Bob Burnett, works very
closely with new hires to ensure their success.

We would welcome additional resources for mentoring young faculty, particularly
women, minority, and international faculty which exist in small numbers within
Chemistry at UVa.

<back to top>

French

The departments junior faculty, including associate professors, all women over
the past eight years, have all been and are mentored informally by senior faculty.
Rather than imposing a stifling formality on the process, the department relies on
spontaneity, collegiality and affinities. The formal part of the program is an
individual interview with the department chair each year, during which the
performance of every faculty member is discussed in detail. This interview is
followed by a short written report by the chair to the individual faculty member. All
of the department's faculty members have a self-selected mentor.

<back to top>

Music

Our program is informal. All junior faculty members on tenure track are assigned
a senior faculty mentor. The exact duties of the mentor are not laid out, and it has
had uneven results. With new faculty arriving in the fall, | plan to oversee the
program more closely.

<back to top>

15



Politics

We ask all untenured faculty whether they would like to have a mentor and we
explain to them the different alternatives. If they want a mentor we help them find
one with whom they feel comfortable. The system is informal and depends on the
wishes of the faculty members concerned. The Chair and Associate-Chair meet
annually with the non-tenured faculty to review their accomplishment and detect
whatever problem they may have encountered. If the faculty concerned decide
that they need a mentor we work with them to select one. We encourage
untenured faculty to seek—at least—informal assistance with senior colleagues;
we do not, however, select mentors for them.

<back to top>

Pscychology

For several years the chair has asked assistant professors to suggest a senior
professor to be their mentor, and then asked the senior faculty if they will agree
to serve in that role (all senior faculty have agreed). The system is informal.
Some assistant professors rely primarily on their mentor for advice and guidance,
whereas others rely on several senior faculty.

<back to top>

Slavic Languages

The program is formal; it has been in existence for about 7 years, which means
that only one new junior faculty member has been assigned a mentor. The
experience seems to have been positive. Below is the official statement on
faculty mentoring.

STATEMENT ON FACULTY MENTORING

Although the Department of Slavic Languages and Literatures encourages
faculty consultation and cooperation on an informal basis, there is also a formal
system of mentoring for junior faculty.

Assignment of a Mentor

After a new faculty member has been hired by the University, the faculty member
will meet with the department Chair to discuss the choice of a mentor from the
department. The mentor should have research and teaching interests in the
same field as the new faculty member. The faculty member may request a
specific member of the senior faculty to serve as mentor. The Chair will then
appoint a member of the senior faculty to serve as mentor.

Responsibilities of the Mentor

Although informal contacts between the new faculty member and the mentor
should be encouraged, the formal responsibilities of the mentor will be as follows:
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1. During the week before classes begin for the fall semester, the
mentor shall meet with the new faculty member to discuss his or
her syllabi and teaching plans for the upcoming semester, and to
make sure that the faculty member is aware of the numerous
resources available through the Teaching Resource Center. The
new faculty member's research plans, opportunities for scholarly
publishing, etc., should also be among the topics discussed. (The
new faculty member should discuss his or her departmental service
responsibilities with the Chair.)

2. The mentor and the faculty member should meet again at the
beginning of the spring semester. The purpose of this meeting is to
review the experiences of the fall semester as well as the faculty
member's plans for the spring semester.

Evaluation

The meetings between the junior faculty member and the mentor are intended to
help junior faculty find the best opportunities for success at the University. Formal
evaluation of the faculty member's progress at the University will remain the
responsibility of the department Chair, who will meet with the junior faculty
member for this purpose at the end of each academic year.

Other faculty members are encouraged to offer assistance whenever they
choose to do so, and the junior faculty member shall be encouraged to seek
advice and assistance from other faculty members, both inside and outside the
department.

(Adopted by faculty vote on May 1, 1997)

<back to top>

Spanish

The Chair always mentors junior faculty. Also, senior colleagues regularly mentor
junior colleagues when they seek such mentoring. It is also made very clear to
junior faculty that the senior faculty are here to help them.

<back to top>

Curry School of Education

In the past, Curry has had a formal mentoring program in which we appointed
official mentors to our new faculty hires, and held an introductory luncheon for
mentors and mentees. However, the mentoring among these new faculty was not
uniform or systematic. Some mentors were frequent collaborators in teaching
and scholarship, but some mentors never went beyond initiating a few social
occasions.
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The primary mentors in recent years have been our department chairs who meet
regularly with younger faculty to discuss professional growth and future goals.
Each year, the annual performance review (which is conducted by six reviewers)
is discussed fully by the department chair. In addition, we conduct a formal three-
year review which requires the junior faculty to prepare a dossier of teaching,
scholarship and service achievements, which is reviewed by a school-wide
committee. This Third-Year Review provides a written analysis of each
achievement area, which is also discussed with the department chair.

For the coming year, we are establishing a more comprehensive orientation and
mentoring program for our new tenure-track faculty. In addition to the individual
meetings previously described, we plan to hold monthly group meetings on topics
of interest and need, as identified by our younger faculty who have been here at
UVa a few years. In addition, we are asking the chairs of the relevant search
committees to work with the department chairs in identifying official mentors in
both teaching and scholarship who will work with these new faculty as part of
their assignment. In other words, the mentor will not be volunteering merely from
his or her sense of being a good citizen.

The mentor also will know that his efforts with the new faculty member will be
acknowledged along with other accomplishments when his or her own annual
faculty performance report is reviewed. We plan to be more explicit about our
expectations for the mentor, giving them greater structure and support in their
work with the younger faculty.

We plan to evaluate this new mentoring program at mid-year and end-year.
<back to top>

Chemical Engineering

Chemical engineering has an informal mentoring program. Senior faculty are
receptive to helping new faculty members. All assistant and associate professors
receive feedback in the form of written annual evaluations from the department
chair.

<back to top>

Civil Engineering

Not a formal program and | have no data on past hires except that our faculty is
comprised of there technical interest groups and each takes it upon themselves
to mentor new faculty in their group.

<back to top>

Material Science

Mentoring has focused on junior faculty and been tied closely to the research and
teaching activities of the department. Research mentoring is enabled by the fact
that all young faculty over the past 5 years were hired under the umbrella of
centers or areas of excellence, each populated by 2-5 senior faculty. At least 1
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senior faculty has served as mentor and been particularly effective in advising on
grantsmanship, graduate student interaction, and service to the discipline. This
mentoring has lead to joint grants, projects, and student advising. Mentoring in
teaching is achieved as a natural outgrowth of research-based relationships and
is additionally shouldered by several of our senior faculty who are active in the
TRC, Rodman Program, and other special forms of education. This model of
mentoring is a cross product of self-selection and senior faculty service to their
centers of excellence and department. Additional mentoring is provided to all
assistant and associate professors on tenure track during yearly meetings with
the department chair.

<back to top>

Mechanical and Aerospace Engineering

The program is informal. When a young, new faculty member joins the
department | look for a match between that person’s educational and cultural
backgrounds and those of a few senior faculty in the department. | then
encourage the new faculty member to meet with these individuals and choose
from among them the person they are most comfortable with as a mentor.

The program works well and there are no major obstacles. It is especially
valuable for getting feedback on the new facukty member’s teaching for
preparation of P&T dossiers.

The program is not funded.
<back to top>

Library
Minority Specific Mentoring Program (formal)

We are developing a mentoring program for staff hired through our recruitment
efforts specifically designed to increase diversity in the Library. The programs
include high school interns, library staff in degree programs desiring to enter the
library profession, and master’s degree students working as interns wanting to
enter the library profession. Participants will be assigned a mentor from a list of
volunteer library faculty. Mentors will meet with each participant on a regular
basis for dialogue and support.

This program is currently in development with the initiatives noted above.
Obstacles may be in finding funding for the initiatives, and finding individuals
willing to donate their time. In this particular program staff mentors from
underrepresented groups would be preferred if possible and it may be necessary
and beneficial to include other individuals from other departments on grounds.

New faculty mentoring program (formal)
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We are developing a mentoring program for new faculty to assist in the
adjustment to a new work culture, on University and Library policies and as a
social contact in an environment where they may be unknown to other staff. The
goal is to provide the new faculty member with an additional source of
information and guidance. The Library Human Resource department will have a
list of interested individuals and a mentor can be assigned to them. The option
should also be available for new faculty to wait for a short period and chose their
own preference for a mentor from individuals with whom they have had
successful interactions.

This process will be in place for the fall of 2004.
Other: Promotion Process Mentor (formal)

When candidates notify the Promotion Review Board (PRB) of their interest in
going up for promotion, the Board will assign a mentor to advise on the
development of the promotion packet. Mentors will be individuals who have
served on the PRB or those that have already been through the promotion review
process. This is a temporary mentor assigned for a specific period of time prior to
the submission of the promotion packet.

This process was implemented with a new policy this summer so it is too new to
provide any feedback. At this point we have had very few obstacles. The Library
faculty is willingly volunteering their time to assist in the program. This new
addition of a mentor to the promotion process has been well received.

Other: Informal mentoring for future research library leaders

We have an unusually strong staff for a research library and an unusually high
number of people with obvious potential to take on leadership roles in research
libraries here or elsewhere. As we identify those people, one of us in senior
administration or a direct supervisor explicitly takes on the role of mentor. Such
mentoring may include monthly lunches with discussion of important issues,
encouragement the individual to publish or become more active professionally,
encouragement to take advantage of professional development opportunities
(e.g. Frye Program, Harvard Program in Higher Education, etc.), and strategic
advice on enhancing one's professional portfolio.

The informal mentoring program is working well, although we often risk losing our
best people to another institution. We feel it is a professional responsibility to
help prepare the next cadre of library leaders.

Other: We are interested in hearing about other mentoring programs and
practices on Grounds since they might help us improve ours.
<back to top>
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Anesthesiology

The School of Medicine has mandated a mentoring program for the past two
years. New faculty members have been assigned mentors, but there is no
mechanism that enforces utilization. Because of the clinical responsibilities of the
vast majority of the faculty members in the same location, there is a rather
communal sharing of advice and approaches to advancement. As such, the
formal mentoring defined in the employment contract has been employed
modestly to date.

We have recently hired only one women on a one year contract. Although | might
be tempted to pair a new woman faculty member with another more senior
woman faculty member. We currently have four more senior women faculty
members (Assoc. Professors, two on the non-tenure ‘clinical’ track, two on a
tenure-tracks (one Clinician-Investigator, one Clinician-Educator)). Consequently,
| would be likely to pair new women junior faculty members with senior faculty
(Professors) who are in a similar area (e.g., pediatric anesthesia).

<back to top>

Biomedical

It is informal, in existence for 15 years, but enhanced over the past 3 years by
packets of information for incoming Assistant Professors and by group white-
boarding sessions for mid-career faculty. Minority and gender mentoring are also
informed and self-selected with guidance by a general mentor. The Department
Chair and one other faculty member act as dual mentors. We encourage new
faculty to participate in the Excellence in Diversity Fellows (EDF) program, and in
national leadership activities & development programs.

<back to top>

Emergency Medicine

Emergency Medicine (EM) faculty participate in the School of Medicine Faculty
Development Program. In addition, a special faculty development fund has been
created and junior faculty can apply for money to help them initiate research
projects.

Emergency Medicine faculty provide advising for medical students and pre-
medical students interested in an EM careers. In addition, some emergency
medicine faculty are active participants in the mentoring programs administered
through the University Office of the African—American Affairs.

We have an informal program. One-third of EM faculty and nearly one-third of
EM residents are women. All of the residents are assigned an advisor. All of the
faculty have one or more mentors. There is particular attention paid to mentoring
of our women junior faculty by the senior faculty and chair.

Informal program. There are few minorities in our department. The chair is a
minority and two other faculty member. There are growing numbers of minorities
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in our residency program. The chair has written a special manuscript on faculty
development for minorities in Emergency Medicine for the national academic
society SAEM web site http://www.Saem.org.facdev/index.htm. Some EM faculty
actively participate as mentors in the University of Virginia Office of African-
American Affairs mentoring programs. The Department of EM annually provides
a clinical experience for the approximately 120 under represented or
disadvantaged pre-med students who participate in the Uva summer MAAP
program.

Some members of the Uva Emergency Medicine faculty participate as advisors
to medical students of foreign countries and US medical schools without EM
residency programs through the Society for Academic Emergency Medicine
(SAEM) “ virtual advisor” web-based program. This program links the medical
student interested in an EM career to an EM physician who will provide
advice/mentoring throughout the residency application process. For more
information go to www.saem.org medical student section.

<back to top>

Family Medicine

The Department of Family Medicine has a formal program of mentoring that
complements the Departments dialogue based performance management
system. The mentor assignment process is formal and includes a convocation of
the relationship by the Chair. Each individual’s responsibilities are clarified
through a written document that is shared with the mentor. A written report to the
Chair from the mentor annually is an expectation. Mentors are often sought from
faculty outside of the Department and are always of a more senior rank with
complementary interests and professional direction. Gender and ethnic/racial
issues are considered in the dialogue for determining a mentor if they are
important to the faculty member. The formal documents describing and used in
this process can be obtained by contacting Dee Saunders at 982-3975.

<back to top>

Internal Medicine

The Department is divided into Divisions. Each Division has a Division Chief. The
Chair delegates responsibility to the Division Chief for oversight and mentoring of
all faculty with at least annual reviews. In addition there is mentoring from the
Department and School of Medicine. The School has a program for new faculty.
<back to top>

Orthopedic Surgery
No comment provided.
<back to top>

Otolaryngology
Informal, unfunded; in existence since the institution of the department. In a
department of this size, there is less opportunity for formal and more for informal
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mentoring. Having stated this, each new faculty member is mentored
aggressively on the front end, and all faculty meet with the chair . at least
annually, and more often, on an as needed basis. We utilize the skills of Dean
Hostler for mentoring and faculty development, and we had utilized her help in
the past for gender-specific assistance. We make sure that each faculty member
is aware of the programs provided by the School of Medicine and encourage
them to attend appropriate programs . The chair provides national opportunities
for faculty advancement on a national level as they are available and applicable.
Feedback is informal during the annual review process. Personal attention from
the chair works well; additional programs from the Dean's office will assist even
further, and | anticipate them to grow in the near future.

<back to top>

Pathology

All new faculty are assigned a faculty mentor. These are intended to reflect
career pathways, with consideration of gender and ethnic status. Faculty are free
to reassign mentors, and this is discussed during the annual faculty review.
<back to top>

Pediatrics

We assign mentors to all new faculty with a significant research effort. All faculty
are requested to select a mentor in addition to their division head (but only about
50% have done so). Our departmental Research Council reviews in-house
grants, and makes specific recommendations for improving the proposals (in
existence >15 years, formal—open to faculty outside Dept). Our departmental
Promotions and Tenure Advisory Council reviews CVs and performance surveys
annually and provides feedback to faculty and division heads regarding what to
do for academic advancement (in existence >15 years, formal. Dept faculty only).
<back to top>

Pharmacology

New faculty are advised by two formal sources: 1) the chair and 2) the search
committee involved in their hiring. Since the search committee is a group of 4 to
5 faculty, after a bit the mentor/mentee relationship becomes more 1:1 with those
who are interested and appropriate.

Physical Medicine
Informal, unfunded, in existence since my arrival as Chair in April 2002.
<back to top>

Plastic Surgery

The program is about ten years old. All new faculty are assigned a mentor.
Participants are strongly in favor of the program.

<back to top>
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Radiology

Informal program. New faculty are assigned a mentor when they first join the
faculty. They are free to use or not use the assigned mentor. Many develop
projects with other collegial faculty and do not really use their mentor.

<back to top>

Nursing

The Robert's Scholars Program is dedicated to newly appointed tenure track
faculty to support the development of their research trajectories. Appointments
are up to two years.

Robert's Scholar Receive:

Support from the well-established Center for Nursing Research.

Participation in a formalized research-mentoring program.

$1500 per year for beginning research support, including travel.

5 to 10 hours of graduate assistant time allocated per week by semester.

The opportunity to work with peers in similar stages of career

development.

e Teaching Support, including:

o Reduced teaching assignments

o Participation in a formalized teaching-mentoring program

o University Teachign Resource Center support to strengthen
teaching effectiveness.

<back to top>

24



APPENDIX B
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Full Time Female Tenured and Tenure-Track Faculty at AAU Institutions — Fall 2003
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UVA Tenured Faculty by Gender - Number
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UVA Tenure Track Faculty by Gender — Number
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