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Introduction

I 1Se 321t f gAGKAY (K Scommitmerntto ensuidng divargity. ®nel G4 SY Sy
aspect of this diversity is the assurarafegenderequity in opportunities and benefit®r our

faculty, staff and studentsThe last review of gender equity on campus occuireti994,nearly

twenty years agowhena Task Force on the Status of Women was appoin#&tthe request of

the IUPUI Office for Women Advisory Courtbg, Executive Vice Chancellor appointed a new

Task Force in 2013 to review the progress of women on campus over the last twenty years and

make recommendations for future prioritieg his process coincides with the campuisie

strategic planning effort and will provide critical information about therent status of women

at [IUPUI and howenderequity can be addressed as we plan for the future.

To that endNasser Paydar, Executive Vice Chancellor for Academic Affairs, char@ed e
14 Task Force on the Status of Women at IUPUI (the Task koticéhe following

A. BEvaluate the progress of women at IUPWi the following areas

1. Number of women in leadership positiomsevery school and division from 203
2013. Leadership positions include chairs and above for faculty and professadhal s
members in pay grades 3 through 6 as well as those at the executive level.

2. Number of female undergraduate and graduate students by school from 42962 in
five year intervals (% of change).

3. Female faculty representation on campus per school by,rarure, gender, and race

from 2007, 2012 (five year intervals in the future)

Salary equity improvements (192909) for faculty and staff

Equity resources for internal research awards/teaching grants, student EROP and

dissertation grants

6. 2 2 Y S yaftigipatiah in professional development

7.2 2YSyQa LJingbverdehdelstriickueg'engagement in campus level
committees and offices held. This includes Faculty Council, Staff Council, and student
government (undergraduate and graduate).

8. Receipt of univesity and campus recognitiongrants,and awards that include
sabbaticals

9. General climate of civility and respect for women and perceptions of inclusion and
equity by women (faculty, staff, and students).

10. Policies and programs that are supportive of wonaant relates to work/life fit. Some
examples may include FMLA, telecommute, stop the tenure clock, pregnancy leave,
other leaves of absence, SRUF, etc.

11. Compliance datg complaints, Cleary statistics, Title 1X statistics, etc.

ok

B. Evaluatethe level d institutional commitment to gender equity. This may include visible
L2t A0e &Gl GSYSyidas 2NBFYATFGA2y I | OO02dzy il 6Aft
programs.
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C. Evaluatethe past efforts of the Office for Women (200Z012) This includes review of

the mission, vision, goals and activities in relation to the charge, provisions of programming, the
structure and staffing, effective partnerships across campus, advocacy for the needs of women
faculty, staff and students, and egoing monitomg of the status of women and campus

climate for women.

After anextensive review and examination of the available data describing the status of women
on the IUPUI campus, the Task Force recognized that while challenges still exist, [IUPUI has
madegoodprogressin manyareasas it relates to the status of womethat includes

1 There has been a steady increase in the number of tetnarek and tenured female
faculty from 2002 to 2012. Female assistant professors increased from 36.5% tq 40.4%
femaleassocite professors increased from 33.2% to 39.2%; and female full professors
from 16.3% to 23.5%.

1 [IUPUI is above the national average for female representation in professionalastidf
with 68% as compared to 59% nationally

1 Female &culty and staffire recpients of campus awards slightly more than men with
60 women versus 56 men receiviogmpusrecognitions over the last ten years

1 Femalesare being encouraged to seek internal research funding opportunities through

the implementation of two new initiative@RIVE and EMPOWIHR)n the Office of the

Vice Chancellofor Research

Femaleshave participated in faculty and staff governance structures on a par with men.

Femalegatrticipate equally in student governance structures overall.

A faculty salary equitgtudy conducted in 20089 indicated that there is a 2.4% gap

between the mean salaries of male and female faculty that is not explained by other

characteristicsThis is a decline of .6% compared to the 1998 study which indicated a 3%

gap.

9 In addition tothe activities of the Office for Women, several schools have initiated
femalefocused initiatives to address particular issues. The IU School of Medicine has
included a program for the Advancement of Women within its Office of Faculty Affairs
and Developmet. The Purdue School of Engineering and Technology and the Purdue
School ofSciencéhave both initiated programs to increase the numbefarhale
students in their disciplines.

1 In 2011 all current employees were required to successfully complete an @dixeal
Harassment Trainingnodulethrough the Office of Equal Opportunitiuring 2011 and
2012approximatelyl1,151 faculty, staff and student employees on the IUPUI and
IUPUC campuses completed the training.

= =4 4

However, the Task Force identifiemjht chdlenges (the top three areas of concern along with
five additional recommendations for future prioritiegat are described in the executive
summary and include:

1. Facultyrepresentation: 51% of all fulime femalefacultyarein what is considered
GaSARPAYINE LR2aAdAzya 2F AyaluNdHzOG2NE € SO0 dzNB N

Pageb



faculty (excluding researchers and librarianEhese positions are netenured with
fewer privileges or governance rights and less secultgre improvement is needed of
femade representation in the tenure/tenurérack ranks.Moreover,lUPUI is 12% below
the national average in female campus executives which includes dearassistant
and associate deans.

2. Professionattaff representationfemale staffismore heavily conadtrated in the PA3
level which may indicate a ceiling beyond which women are less likely to be promoted.

3. Climate for women: results of recent surveys indicate men and women experience the
workplace very differently with a significant percentage of womenticming to express
perceptions of discrimination, negative or disparaging comments and not being taken
seriously.

4. Salaryequity reviews. need to conduct a comprehensipeofessional staff salary equity
reviewpost the 2007 market study andstitutionaliz viamonitoring every five years

5. In addition, he 200809 facultyequity review indicated that a 2.4% wage gap existed
between men and women. This showa$ocontinue to be addressedhroughan
institutionalizedfaculty equity review every five years.

6. Areview ofmajors with 20 or more studenisdicate that where higHemale
enrollment programs became slightly more diverse between 2007 and 2042ning
more men,those programs with lowemale enroliment became slightly less diverse
meaning fewer womenThis would indicate that traditional mal#gominated programs
are not attracting more women. Also, it is clear that majors are still highly sex
segregated with women enrolling in traditionally female majsush aswrsing,
education, and liberal artehile men continue toenroll in science, engineering, finance
and technology.If our goal is to be on par with the national average per major, then we
will need to effectively benchmark and establish goals for reasonable gender diversity in
all the majors.

7. Work/life fit programming has declineduring 2013with the separationof the work/life
coordinator. The campus is still lackiag adequate numbers of lactation roonmeore
childcare options need to be developed for the campus commuaitdFMLA polies
are not uniformly applied across units.

8. The Office for Women continues to bige only campuswide office positioned to
advocate for and support the efforts to improve the climate for women. However, the
OFW remainsinderfunded and understaffed taacry out all of the mandates and
services expectedn a campus the size of IUPWi should be resourced and staffed to
an adequate level which would include increasing FTE support and hifidget
institution is to fulfill its commitment to gender equit

What followswithin the content of this reports an assessment of the areas identified in
accordance with the charge.
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| ¢ Progress of Women

1) Professional StafRepresentation

Professional staff members fall within six broad pay gr4@#sl¢ PA6) Whenwe looked at

the workforcedata, we initially thought we would look at professional staff in the most senior
level pay grade of PABAGand PAXX only. Howeverpon review of the datave concluded

that the majority 85%) of the professional staffifevithin the PA3 pay gradas reflected in

Table I¢ 2013 Professional Staff by Pay Grad&hus, we decided that PA3 and above would be
the balinefor professional staff memberdVioreover, the Task Force thought it appropriate

to collaborate with Huma Resources Administration in order to understand hbesoldjob
groups were reconfigured intosix broad bands when the campH&system moved from HRIS

to HRMS in 2008.

Table I¢ 2013 Professional Staff by Pay Grade

2013
Professional Staff by Pay Grade
50.00 4514
40.00 3270
30.00
Percent
20.00 17.40
10.00
0.95 I 2.51 1.30
0.00 - T T — ==

PA 1 PA 2 PA 3 PA 4 PA 5 PA 6

Pay Grade

Source: Office of Equal @artunity (HRMS)

The2003¢ 2007 data was calculated using the old HRIS classification system that leseI20

The 2008; 20013 datawvas calculated usinthe six broad bandsurrentlyin HRMS.The dd

levelswere moved from HRIS into the six broad 8amn HRMS as follows: levels PA12, PA13

and PA14 was moved into the PA3 band, PA15 and PA16 was moved into the PA4 band, PA17
and PA18 was moved into the PA5 band, PA19, PA20 and PA21 was moved into the PA6 band,
and PA24 was moved in the PAXX Executiyeband.

Upon reviewof the workforce dataye found thatless than 1% of therpfessional staff
employeesarein the PA1 pay grade whigrimarily exigs for auxiliary services and campus
facilities services. Wile 32.7% of theprofessional staff aren the PA2 pay graddoth PA1 and
PA2 pay grades are defined as entry level professi@malshus not the focus of thigeview.
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Table Il 2003¢ 2013 Professional Staff Employees by Pay Grsldewheadcountfor females
andmales in five broad pagrades(PA3, PA4, PA5, PAghd PAX)X Thedetails which can be
found inAppendix A¢ 20032013 Professional Staff Employees by Pay Grsidewn by

headcount as well as percentageslicatethat inthe PA3and PA4ay gradesvomen are
represented at a highgvercentage rate than men, unlike in the PA5 and P&pgradesvhere

men are represented at a higher percentage rate. However, since 2003 thegajposedrom

22% to 18%n the PASpay gradeand from 42% to 12% in the PpA&y grade Because of the

small numbers at the executive level (PAXX) pay grade one or two people leaving can change
the configuration of this group significantly. However, this group isha#nced at this time.

As you will note, there is a large jumptire numbers in the PAfay gradebetweenthe 2007

and 2008 transition periodrom HRIS to HRM#&th two possible compounding explanations: 1)
nursing dropped out of the traditional classification ranks and went into a health care provider
classification (PA HE) with no rank, coas (PA CH) aedl nowunder contract, and executives
(PA XX) were also pulled into a separate classification which all represent 12.4% or
approximately 281 staff members; and 2) we created PA4 indivhrdtibutor and PA4

manager roles as a creeserlevel which is the cap of the individual contributor role and entry
level firstline managerial role across all job families.

2) Faculty Representation

Eightbroad categories are represent@a Table Il 20022012Faculty Representatiothat
show trends for IUPUI fultime academic appointments and compares a percentage change
from 2002to 2012and2011 to 2012.0f significant mention is the fact that female faculty in
the full professor ranks has steadily increased since 2003. Thentotdder of fenale faculty in
full professor ranks has increased by 50% from &D0Rto 126in 2012 In addition, female
faculty in associate professor and assistant professor positions have increased frofBQ02
by 23.7% and 30.6% respectiveBso of notable rantion isthat clinical female faculty &
increased at a higher percentage rate than male fadntiypn 2002 to 2012, females went from
163to 369which is al26.4%ncreaseas compared talinicalmale faculty that increased from
224 t0 470 a109.8%increase

While the data reflects double digit negative decreafesemale faculty 37.5%) in research
from 20022012, there is also a double digit decrease for matE3.{%). Overall, it appears the
headcount for faculty in research declined by 5@uily members (24%) from 218 in 2002 to
166 in 2012.Moreover, the data reflects a double digit decrease for males$.1%) in librarian
faculty, there is also a decrease for femalk&s9%6). Librarians are historically female
dominated roles, hence, witsmaller numbers for male faculty because tdwerall numbers

are small so that the loss of 1 or 2 faculty will reflect a heavy impact. However, representation
of women has increased or been consistewith the exception of librarians and research
facuty, full-time female appointments have increased over the past 11 yddmvever, etails
by school can be found lsppendixB ¢ 2012 Census Da@alUPUI FulTime Academic
Appointments.
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Table Il 20032013 Professional Staff Employees by Pay Grade

Female
Male
Grand Total

Female
Male
Grand Total

Female
Male
Grand Total

Female
Male
Grand Total

Female
Male
Grand Total

2003 2004 2005

415
278
693

2003
37
38
75

2003
13
20
33

2003

5
16
21

2
1
3

439
296
735

2004
40
35
75

2004

13
26
39

2004

6
15
21

2
1
3

439
289
728

2005
42
36
78

2005
13
22
35

2005
7
12
19

Pay Grade PAXX (Executives)
2003 2004 2005 2006 2007 2008 2009 2010

1
1
2

2003- 2013

Pay Grade PA3

2006 2007 2008
452 471 466
281 290 326
733 761 792

Pay Grade PA4

2006 2007 2008
42 43 166
40 32 123
82 75 289

Pay Grade PA5

2006 2007 2008
13 13 22
24 24 26
37 37 48

Pay Grade PA6

2006 2007 2008
7 8 11
11 11 14
18 19 25

1 2
2 3
3 5

Source: Office of Equal Opportunity (HRMS)

3
3
6

2009
489
336
825

2009
166
130
296

2009
24
23
47

2009
10
15
25

3
3
6

2010
488
328
816

2010
170
139
309

2010
24
22
46

2010
10
16
26

3
3
6

2011
501
298
799

2011
171
140
311

2011
25
20
45

2011
11
12
23

2011
2
4
6

Professional Staff Employees by Pay Grade

2012
510
303
813

2012
180
147
327

2012
22
26
48

2012
12
12
24

2012
3
4
7

2013
519
330
849

2013
198
151
349

2013
20
29
49

2013
10
12
22

2013
2
3
5
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Table Ilic 20022012 Faculty Representation

20022012 Faculty Representation
IUPUI FullTime Aademic Appointments

as % of Total %Change
in Category, %Change 2011 to Totals
Title 2002 | 2003 | 2004 | 2005 | 2006 | 2007 | 2008 | 2009 | 2010 | 2011 | 2012 | Current Year | 2002 to 2012 2012 for 2012
Professor Male 430 417 433 412 408 419 415 420 423 404 411 76.5% -4.4% 1.7% 537
Female 84 82 96 101 104 104 114 115 115 117 126 23.5% 50.0% 7.7%
Associate Professor
Male 306 293 289 296 285 274 270 271 265 268 291 60.8% -4.9% 8.6% 479
Female 152 154 155 150 154 156 160 168 177 185 188 39.2% 23.7% 1.6%
Assistant Professor
Male 193 204 213 222 224 200 200 221 232 219 214 59.6% 10.9% -2.3% 359
Female 111 122 123 140 130 137 141 130 147 139 145 40.4% 30.6% 4.3%
(Instructor til 2002) 0 ) 0
e AeErEriE Male 2 3 7 7 8 12 12 13 19 13 17 28.3% 750.0% 30.8% 60
Specialist Female 1 2 12 10 22 25 28 30 43 31 43 71.7% 4200.0% 38.7%
Lecturer Male 52 68 76 81 90 86 93 95 100 96 104 49.5% 100.0% 8.3% 210
Female 67 74 76 88 88 86 93 94 97 94 106 50.5% 58.2% 12.8%
Research Male 122 119 128 134 139 144 86 83 90 96 106 63.9% -13.1% 10.4% 166
Female 96 99 86 99 100 102 55 57 55 55 60 36.1% -37.5% 9.1%
Clinical Male 224 254 278 305 300 348 370 387 421 443 470 56.0% 109.8% 6.1% 839
Female 163 184 201 214 222 241 261 288 316 333 369 44.0% 126.4% 10.8%
Total Male 1329 | 1358 | 1424 | 1457 | 1454 | 1483 | 1446 | 1490 | 1550 | 1539 | 1613 60.9% 21.4% 4.8% 2650
(Excluding Librarians) | Female 674 717 749 802 820 851 852 882 950 954 | 1037 39.1% 53.9% 8.7%
Librarian Male 18 19 20 20 20 20 20 18 20 18 16 33.3% -11.1% -11.1% 48
Female 34 33 34 32 30 33 32 30 31 30 32 66.7% -5.9% 6.7%
Grand Total Male 1347 | 1377 | 1444 | 1477 | 1474 | 1503 | 1466 | 1508 | 1570 | 1557 | 1629 60.4% 20.9% 4.6% 2698
Female 708 750 783 834 850 884 884 912 981 984 | 1069 39.6% 51.0% 8.6%

Source:Frozen Filetnformation IUIE Census Report (Office of Academic Affairs)
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Campus representatiomomparedto the national average for executives, ftithe faculty, and
professional staff in public-ear degreegranting institutionsjs depicted as follows ihable IV
¢ IUPUI Campus Comparison to the National Average

1 1UPUI is below the national average for female executives 39% compared to 51%

1 [UPUI is below the national average female representation ifull-time facultyq
39% compared to 42%

1 [IUPUI is above the tianal average fofemalerepresentaton in professional staft
68% compared to 59%However, the majority of these women are in the middle of
the PA pay grade (PA3)

Executivest the IUPUI campusclude deans, assistadeans,and associate deandVhile

faulty at IUPUI includes all professors, librarians, lecturers, research and clacadtlyih the

national statisticsncludes all professors, lecturers, instructors, and instructional staff with no

rank. However, during the past three years, tf@males were successful candidates for dean
searchegUniversity College and Honors Collggk addition, a female is currentliye interim

Dean in the School of Journalisind, while thelUPUlcampus is 12% below the national

averagefor female exectives womenrepresent 44% ofthé K| y OSf f 2nmédbers @1 6 A y S
out of 9) which is just 7% below the national average for female executives

TablelV ¢ [IUPUI Campus Comparison to the National Average

IUPUI Campus Comparison to the National Average

2011 2012
4-Year Public Institutions IUPUI Employees
Headcount
Executives | FT Faculty | Professional| Executives | FT Faculty | Professional
Female 41,959 158,648 231,820 50 1,042 1,531
Male 40,279 223,503 158,999 78 1,633 716
Total 82,238 382,151 390,819 128 2,675 2,247
Percentage
Executives | FT Faculty | Professional| Executives | FT Faculty | Professional
Female 51% 42% 59% 39% 39% 68%
Male 49% 58% 41% 61% 61% 32%
Total 100% 100% 100% 100% 100% 100%
Source: Fall 2011lidest of Educational Source: OEO Annual Report, January 2013
Statistics
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3) Student Representation

A detailed comparison dbtudent Erollment by Major¢ 2007 compared to 201provided in
AppendixCshows raw data by schaolUnless otherwise noted, this data ONLY includes
programs €ertificates, majors/degrees) that had more than 20 students enrolled in both 2007
and 2012. Unfortunately, thisxcludes most Ph.D. programs. Therefore, a total of 130
academic programs with fewer than 20 enrollments were not included which account&éo
students in 2007 and 2,343 students in 2012.

High-female enrollment programare defined as those at more than 78% female (+20 points
over the campus populationandlow-female enroliment programare defined as those with
less than 38% femalg20 points below the campus populatioVhile overall female
enrollment (for the campus/all programs) was 5tmpus female enrollment remained
essentially the samehencomparing 2007 and 201 Highfemale-enrollment programs
became slightlynore dierse,meaning more men. &le enrollment in these programs was
12% in 2007 and 15% in 2012owfemale-enroliment programs became slightlss diverse
meaning fewer women. Femadmrollment in these programs was 25% in 2007 and 21% in
2012. More students are in higfemale-enroliment programs (4,512 in 201&)ch as nursing,
liberal arts, social work, and educatitman low-female-enrollment programs (2,905)For all
included programs (that is, all programs with more than 20 studdetaples represen58%
while the overall 2012 campus enrollment is 57% female. From 2007 tof@@ikte
enrollmentwas relatively stable with &% point changeand they continue to dominate
enroliment in traditional fields

For undergraduateprograms (n=73) enrollmemf women dropped from 56% to 54% overall
whereas br graduateprograms (n=58) enrollment of women remained constant at 6¥9hat
follows are observations from the low and high female enrollment programs:

LowFemale Enrollment Programs
1. 34 programs hadeimale enroliments lower than 38% in 2012.

In 2007these programsncluded 3,204 students ar2i905 studentsn 2012
Three programs experienceddecline in overall enrolliment larger than 100
students MechanicalEngneeringTech BS, OegizationalLeadeship &
Supervision BS, Comner & Information TechologyBS Stand Opt

1 One program experienced an increase in overall enrollment larger than 100:
Computer Science BS

il
il

2. Lowfemale enroliment programs became even more {ff@male in 2012: averaging
25% femalen 2007 and 21% in 2012 (increasing from 75% to 78% male).

3. Three programs increased their percentage of women more than 10% (listed in
order of 2012 total enrollment):
1 Biomedical Engineering Tech BS, +13%, from 12% to 25% (n = 32)
1 Technology MS, +16%0om 21% to 38% (n = 45)
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1 Human Computer Interaction MS, +17%, from 16% to 33% (n = 27)

4. Twelve programs decreased their percentage of women 10% or more (listed in order
of 2012 total enrollment).

Finance BS/ BSB2% from 33% to 21% (n = 141)

Chemistry £S Ceificate BSCH;14%, from 49% to 36% (n = 134)

Informatics BS;14% from 31% to 17% (n = 126)

Sports Management BSK BSRE% from 33% to 21% (n = 102)

Social Studies BSED5% from 44% to 29% (n = 93)

Electrical EngeeringBSEE11% from 11% t0% (n = 74)

Economics BA10%, from 21% to 11%, n = 72)

Philosophy BA14% from 36% to 22% (n = 59)

Physcal Educatior& Health Ed BSKL2% from 36% to 24% (n = 50)

Geography BA26%, from 48% to 23% (n = 40)

Comp Graph Tech B®imation, -10%, from 2% to 16% (n = 37)

Music Technology MS11% from 26% to 15% (n = 33)

= =4 8 -8 -8 _9_45_9_°5_2°_-2_-2

HightFemale Enroliment Programs
1. 38 programs had female enrollments higher than 78% in 2012.

2. In 2007 thesgrogramsincluded 4,403 students and 4,53fidents in 2012.
1 Two programs exgriencedadecline in overall enroliment larger than 100:
Elementary Education and Library Science.
1 Two programexperienced an increase in overall enrollment lardpam 100:
Psychology BA and Nursing RN to BS.

3. These higHemale enrollment programs aneery highfemale, averaging 88%
female in 2007 and slightly less,%85in 2012, for a decline of 3%

4. One program became much more female (change of 9% in @31@7): Adult
Geriatric MSN went from 88% to 97% female.

5. Six programs decreasdigeir percentage of women bynore than 10% (listed in
order of 2012otal enrollmeni:

Histotechnology CERTL2% from 82% to 70% (n = 76)

Health Information Administration B&,5% from 90% to 75% (n = 51)

Paralegal Studies CRI0% from 84% to 74% (n = 50)

StudentAffairs Admirstration MSED;20% to from 82% 62% (n = 39)

Applied Communicatiorn13% from 83% to 70% (n = 37)

Art Education BAEB10% from 88% to 78% (n = 27)

= =4 4 -4 A8 A

However, theten largest enrollment programs on campus averaged 68% female in 2012 and
67% €male in 2007 as reflected rable V¢ 10 Largest Enrollment Programsigainthe table
reflectsrelatively stable female enrollment overall while some programs increased and other
declined.
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Table V¢ 10 Largest Enrollment Programs

Table V¢ 10 Largst Enrollment Programs

2007 2012
% %
Largest Programs Female| Male | Total | Female | Female| Male | Total | Female
Medicine MD 501 625 | 1,126 44% 576 723 | 1,299 44%
General Studies BGS 573 | 354 | 927 62% 635 308 | 943 67%
Law JD 452 | 497 | 949 48% 413 517 | 930 44%
Elementary Education BSED 711 113 | 824 86% 542 77 | 619 88%
Nursing BSN 537 52 | 589 91% 524 53 | 577 91%
Social Work MSW 491 72 | 563 87% 457 66 | 523 87%
Dental Surgery DDS 166 235 | 401 41% 196 212 | 408 48%
Psychology BA 222 55 | 277 80% 325 64 | 389 83%
Crimiral Justice AS / BS 166 127 | 293 57% 197 175 | 372 53%
Psychology BS 189 70 | 259 73% 220 90 | 310 71%

Source: Information Management and Institutional Research (IMIR)
4. Salary Equity

A. Faculty Salary Equity Study

In 2008, the Chancellor and Executive \Gt@ancellor charged the Director of the Office of

Equal Opportunity with responsibility for conducting a faculty salary study. The data analyses
were performedby staff from Information Management and Institutional Research and then
presented to the Facty Salary Equity Study Advisory Committee. Four findings emerged from
the study:

1 There is a statistically significant gap between the salaries of male and female faculty
members (approximately 2.4% of the mean salary of faculty members) that is not
explaned by other faculty characteristics.

There are not statistically significant differences in faculty salaries by race/ethnicity.
Although there is a significant gap in the salaries of male and female faculty
members, more men than women have been ideatifas having salaries that are
substantially lower than predicted.

1 The salary gap between female and male faculty members has declined since 1998.

= =

Overall, the results of the 2008 study are remarkably consistent with the findings from 1991
and 1998.Although IUPUI appears to be making some progress in narrowing the wage gap
between female and male faculty members, more work is required to eliminate salary
disparities. Both the 1998 and 2008 studies failed to find a statistically significant gap ig facult
salaries that was related to race/ethnicity. The 1998 study did find that being female had a
negative effect on expected salary, other factors being held constant, and the effect
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represented approximately 3% of average faculty salaries. Similarlyutrentstudy found
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were held constant. In 2008, the wage gap represented approximately 2.4% of average faculty
salaries. While this is progress compared to 1998 not much progress.

IUPUI developed a plan to address salary disparities for individual faculty men@iene

1,112 fulitime faculty members included in the 2008 study® were identified as outliers with
standardized residual scores-af67or lessthan theirpredicted salaries. These 42 faculty

members moved to a remediation phase that required a review of merit (teaching, research or
creative activity and/or service) in their school to determine if the current salary could be

justified onthe basis of legitimate factors that were either not included in the study or were

included imperfectly. If remediation was not recommended, a brief rationale required

However, if remediation was recommendexiletailed financial plan to adjust thé&culty
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Of the 42 salaries identified as outliers, 8 received remediation adjustments, 20 were clinical
positions that have different performance standards, 4 were in line with terhdegrees

within the unit, 6 were performance related, and the remaining 4 were already above the 75
percentile or had left the unit. Of the 42, 17 were female and 25 were male. Of the eight that
received remediation adjustments, four (50%) were female

B. Staff Salary Market Study

In November 2007 Indiana University including IUPUI completed a comprehensive classification
processfor all professional (PA) staff to simplify classifications and to anchor the compensation

of staff to market data that isalient to the Indianapolis and central Indiana area. The

classification process was to ensure thatpatifessionaktaff was paid within a range that
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supported increaseto bring employees up to minimum, so how the ranges broke down by

gender was not reviewedWhile gender equity was not specifically addressed, the assumption

was that there was a good distribution of PA staff within the ranges.

As outlined in the Sge section of the Gender Equity Analysis report, detailed analysis was not
performed on job families or levels because it was determined that the analysis could not
produce valid data to base conclusions upon. An outline of the project overview as waell as
summary of the explanations for excluding certain populations in the detailed analysis is
provided inAppendixD ¢ Staff Gender Equity Project Overview and Analysis Exclusions

Given the specific interest in gender equity following this classificgirocess HRA began
gathering data to provide a snapshot of how the distribution of PA salaries compared, based on
gender. As a result, there werggat specific cases that required additional information from
departments related to work duties, educatipexperience or special skills that would possibly
explain the salary differenceOf the eight cases, there was a potential disparate pay of a male

in comparison to a female. However, upon further review, it was determinedahigtone pay
inequity exsted. Unfortunately, before remediation occurred the employee resigned from the
university. Becausee are sensitive to any individual equity concerns that may arise, those are
currently being addressed on a casgcase basis.
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5. Access to Researdfunding

The Office of the Vice Chancellor for Research (OVCR) had three active programs during 2007
and 2012 International Development Fund (IDF), Research Support Funds Grant (RSFG), and
Signature Centers Initiative (SGBeveral additional fundingiructureshave been added in
subsequent years. These includelease Time for Research, RTFR; Indiana Arts and
Humanities Internal Grant ,IAHI; Developing Diverse Researchers vwatiifyative Expertise,
DRIVE; Enhanced Mentoring Program with Opportesitor Ways to Excel in Research,
EMPOWER; and Funding Opportunities for Research , Commercialization and Economic
Success., FORCH@ble Vic OVCR Internal Grants Gender % 2&¥12chartsthese

programns by @nder,proposalsawards, andaculty statis eligibility. IDF and DRIVE have {ull

time faculty (All FT Fac) eligibilityhileall others haveenure/tenuretrack eligibility
(Ten/TT).Overall, the number of proposals by gender is not far off from the number of eligible
faculty. OVCRprograms tageted for underrepresented faculty (DRIVE and EMPOWER) are
predominately femalewhile IAHI is evenly split between gender on the proposals even though
the gender eligibility is 65% male 35% female.

OVCR Internal Grants Gender % 2at1y12

IDF Gender Proposals Awards FT Fac RSFG Gender Proposals Awards Ten/TT

2007 Male 61% 62% 63% 2007 Male 69% 75% 68%
Female 39% 38% 37% Female 31% 25% 32%
2008 Male 91% 86% 62% 2008 Male 63% 52% 67%
Female 9% 14% 38% Female 37% 48% 33%
2009 Male 75% 67% 62% 2009 Male 70% 72% 68%
Female 25% 33% 38% Female 30% 28% 32%
2010 Male 74% 77% 61% 2010 Male 69% 71% 67%
Female 26% 23% 39% Female 31% 29% 33%
2011 Male 46% 67% 61% 2011 Male 73% 65% 66%
Female 54% 33% 39% Female 27% 35% 34%
2012 Male 68% 88% 60% 2012 Male 82% 75% 65%
Female 32% 12% 40% Female 18% 25% 35%

RTR  Gender Proposals Awards Ten/TT DRIVE Gender Proposals Awards FT Fac

2008 Male 67% 71% 67% 2009 Male 31% 25% 62%
Female 33% 29% 33% Female 69% 75% 38%
2009 Male 60% 33% 68% 2010 Male 19% 25% 61%
Female 40% 67% 32% Female 81% 75% 39%
2010 Male 67% 67% 67% 2011 Male 47% 43% 61%
Female 33% 33% 33% Female 53% 57% 39%
2011 Male 60% 50% 66% 2012 Male 0% 0% 60%
Female 40% 50% 34% Female 100% 100% 40%
2012 Male 50% 50% 65%
Female 50% 50% 35%
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IAHI Gender Proposals Awards Ten/TT FORCES Gender Proposals Awards Ten/TT

2009 Male 50% 27% 68% 2011 Male 75% 100% 66%
Female 50% 73% 32% Female 25% 0% 34%
2010 Male 54% 42% 67% 2012 Male 67% 57% 65%
Female 46% 58% 33% Female 33% 43% 35%
2011 Male 50% 53% 66%
Female 50% 47% 34%
2012 Male 50% 55% 65%

Female 50% 45% 35%
SCI* Gender Proposals Awards Ten/TT EMPOWEFR Gender Proposals Awards Ten/TT

2007 Male 71% 77% 68% 2011 Male 26% 23% 66%
Female 29% 23% 32% Female 74% 77% 34%
2008 Male 71% 86% 67% 2012 Male 9% 9% 65%
Female 29% 14% 33% Female 91% 91% 35%
2010 Male 67% 67% 67%
Female 33% 33% 33%
2011 Male 59% 67% 66%
Female 41% 33% 34%
2012 Male 58% 83% 65%
Female 42% 17% 35%

*Data reflects number of directorsiot applications
Source: Office of Vice Chancellor for Research

6. Participation in Professional Development

A. The School of Mediciig@ffice for Faculty Affairs and Professional Developni@mRAPD)

offers a great deal of professional déeement programming that is available to faculty, staff,

and students across the entire campus. Based on data collected by this office over a four year
period (20092013), more women have accessed the resources of this office than men in almost
every catgory every year.

Of the total contacts (including faculty, staff, learners, and guests) summarized over all four
years (N = 5,456):

1 54% were women (n of women = 2942)
1 40% were men (n = 2197)
1 6% (n=317) gender unknown
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This pattern holds when analad by group (data below is summarized for all four years).

Totals Per Group

Gender

Men Women Unknown

Guest 17 49 30
All other IUPUlearners 41 119 133
IUSM Learners 287 517 22
All other IUPUI Staff 18 67 3
IUSM Staff 68 275 9
All other [IUPUI Faculty 182 341 29
IUSM Faculty 1584 1574 91
Total 2197 2942 317
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B. The Office of Equ&@pportunity(OEQ

The OEO partners with Human Resources #iltration in presenting three modules in the
Fundamentals of Supervision (legal compliance) training series. These modules include equal
employment opportunity, affirmative action, sexual harassment, and Americans with

disabilities. In additionto confpA YOS GNI} AyAy 3> GKA& LI NIYySNEKA
interested faculty and staff whose role may require assisting others in the resolution of

disputes. Talate, we have trained more than 130 faculty and staff as depictd@bieVIl ¢

OEOQTraining and Professional Development

TheOEO staff dedicates a significant amount of time to the development and implementation
of workshops and presentations that increase and enhance the awareness of the campus
community in the areas of equal opportiiy, diversity, equity and inclusion. Through these
efforts, various training programs were presented to more than 19,000 campus constituents.
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TableVIl ¢ OEO Training and Professional Development

Office of Equal Opportunity
Training and Professionald¥elopment Programs

Course 2008 | 2009 | 2010| 2011 | 2012 | Totals

Academic Integrity/Ethics 0 0 30 0 40 70
ADA 107 45 65 27 95 339
Civility in the Workplace 0 0 0 65| 256 321
Diversity 256 336| 187| 574| 397| 1750
EEO/AA 114 90 65| 140 298 707
FAM 4 9 0 20 18 51
Gender Equity 0 130 0 0 0 130
Leadership 0 0 35 0 0 35
Mediation 0 45 50 19 24 138
OEO Complaint Procedures 477| 125 50 0 0 652
Outreach* 0 0| 240 0 0 240
Preventing Sexual Harassment 367| 500| 634| 7764| 3387| 12652
Professionalism 0 0 0 19 19 38
Resarce Fairs* 200 50| 150 0| 400 800
Search and Screen Protocols 50| 253 148| 297| 459 1207
Totals 1575 1583 1654 8925 5393 19130

Source: Office of Equal Opportunfynual Report dated January 2014

C.The IUPUI Office of Academic Affgirevidesthe followingannual programming foprofessional

developmentfor all faculty.

1

Administration orientation programming farew academic administrators to assist in their
transition to the IUPUI campus as well as familiarize them with their rolesesmpadmnsibilities as
campus leaders.

Leadership series for chairs and associate deafexilitate continued growth and development
of capabilities necessary for effective leadership.

Faculty advancememrograms and workshops to support and enable candigslab successfully
advance their careers at IUPUI. Promotion and/or tenure programs are available for all faculty
ranks and career stages.

Online promotion and/or tenurdibrary of foundational programs to support candidate
preparation for promotion ad/or tenure. These programs are available 24/7 and discuss
various aspects of the promotion and tenure procézsriculum vitae format and excellence in
research modules)

Reading at the table seriggovides an opportunity for members of the IUPUI coumity to
celebrate published books written by IUPUI faculty or staff.

Signature events includerange of special events to support, develop and recognize faculty at
various stages of their academic career.
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7. Participation in Governance Structuse

A. Faculty Counclxecutive Committee

A common goal oftte faculty members of Indiana UniversRyrdue University Indianapoiis

to better human conditions through the process of educatidm recognition and appreciation
of their rights and responbilities, theyestablisheda Constitution for the purpose of creating a
system that would aid in the identification, definition, and accomplishments of major specific
objectives of tle faculty. Individuals serving futime who hold instructor (includinggcturer) or
professorial (including clinical and research) rank, as well as librarians of comparable rank, and
who perform their functions primarily in Indianapolis, or who, having their principal functions
elsewhere have rank in an academic unit whpnimarily situated at IUPUI, shall be
considered members of the faculty. The faculty is divided betweeruared and tenurerack
faculty members, and netenure-track faculty members.

Composition of the Executive Committee consists of eight membecseel by the Faculty
Council. The Executive Committeg determinesthe agenda for its own meetings and for
regular meetings of the Council; b) sokcivith the help of the Faculty Council Coordinator, the
interest of faculty in serving on IUPUI Fac@guncil Standing Committees; c) sexas the
Committee on Committees for the Council; d) condube elections which are governed by the
provisions of the Faculty Council Bylaws, and rule on matters of dispute relating to election
procedures; e) recomnmalsto the Council the size of N for the coming year; and, f) perform
such other duties as may be assigned to it by the Council or by the Council's Bylaws.

As reflected infableVIll ¢ 2003¢ 2014Comparison of Women and Men Serving on Faculty
Council Kecutive Committeeyvomen served in a leadershiple as President or Vice President
on the Faculty Council Executive Committee from 2@808. While women hawveot held a
leadership role since 2008, thewrticipated at a higher raté56%)fa YS YSFSINJf | NH S €
compared to men (44%) during the pastd@demic/ears. Moreover, during the past 12
academigyears, of the 13 participants serving in any capacity on the Executive Commiitee,
women served an average of aBademig/earsin comparison tdl7 malesthat served an

average of 3.&cademigyears. Overall, it appears that women have adequate representation
and voice in the faculty governance structure.
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TableVIll ¢ Comparison of Women and Men Severing on Faculty Council Executive Committee

2003¢ 2014
Comparison of Women and Men

Serving on Faculty Council Executive Committee

Member At Large Officer
Year Women Men Women Men Total
2003 6 2 P VP 10
2004 4 4 P VP 10
2005 3 5 VP P 10
2006 4 4 VP P 10
2007 5 3 VP P 10
2008 4 4 VP P 10
2009 6 2 VP, P 10
2010 6 2 VP, P 10
2011 4 6* VP, P 12
2012 4 S VP, P 11
2013 S 3 VP, P 10
2014 4 4 VP, P 10
Notes:

P = PresidentyP = Vice President

* Male served while female was on sabbatical
SourcelUPUI Feulty Council Executive Committee

B. Staff CounciExecutive Committee

For the purpose of the Staff Council organization, the term staff shall mean all appointed, non
faculty and norunion employees of IUPUIL. As members of the IUPUI Staff Coungirhese

is to act as a voice of the staff in collaborating with the entire campus community by fostering
accountability and best practices in supporting and carrying out the vision, mission and goals of
the university More specificallya) to increase th sense of identity, recognition and worth of
each staff member in his/her relationship to the University; b) to identify concerns relating to
staff and to seek their solutions; c) to provide a channel of communication for staff with
administration and faglty; d) to promote staff development and to recommend policies which
aid in retaining highkgualified personnel; e) to integrate the staff into campus governance and
existing University affairs; f) to establish and promoisversitywide activities, pubcations,
work-shops, and seminars, and g) to serve as a resource for other schools or units in the
development of School or Unit Staff Councils.

As reflected infablelX ¢ Comparison on Staff Council Executive Committe®men served in
a leadership rte as President, First Vice President, or Second Vice Presitéme Staff
Council Executive Committexery yearduring the past 12 yearsMoreover,of the 124
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participants during the past 12 yeakgpmenparticipated at a higher raté82%) comparedat

men (18%) Moreover, duringhe past 12academicgyears of the 124 participants serving in any

capacity on the Executive Committee, 40 women served an average of 2.6ryeamsparison
to eightmalesthat served an average of 2.4 academic yed@serdl, it appears that women
have adequate representation and voice in the staff governance structure.

TablelX ¢ 20032014 Comparison on Staff Council Executive Committee

2003-2014

Comparison of Women and Men

Serving on Staff Council Executive Commutte

Member At Large Officer
Year Women Men Women Men Total
2003 5 0 |P,PE,FVP,CS SVP 10
2004 5 1 |[P,SVP,CS 9
2005 5 1 |P,FVP,SVP,CS 10
2006 5 1 |P,PE,SVP,CS FVP 11
2007 3 2 | P,FVP,CS, PA 9
2008 3 3 |P,FVP,SVP, PA 10
2009 5 1 |P,FVP,CS, PA SVP 11
2010 6 0 |P,FVP,CS, PA SVP 11
2011 5 0 | P FVP,CS, PA SVP 110
2012 > 1 |p, FVP, SVP, CS, PA PE | 12
2013 5 1 1svp,PA P.FVPI 10
2014 > L |svp,cs, PA P.FVPI 11

P = President, FVP = First Vice President, SVP = Second Vi

Notes:  President, CS = Corresponding Secretary, PA = Parliamenta

SourcelUPUI Staff Council Executive Committee
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C. Undergraduate Student Government
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consider studat governance. In the years from 2028014as reflected ifrable Xg

Comparison of Women and Men Serving in Undergraduate Student Governptange

women have held the position of Undergraduate Student Government (USG) President. Two of
those women wereslected to the position and another woman assumed that role when the
president resigned in the middle of the academic year. In comparison, eight men held the top
executive position in the USG in that time period. The remaining executive positionsUis e
(Vice President, Treasurer, and Secretary) have equal representation over the last ten years,
with 15 men and 15 women holding these positions respectively. While representation of
women in executive positions in USG is encouraging during this emedp it is clear that

more work needs to be done to promote equity in representation in the presidency.

This data was collected through an examination of historical records in the Office of Student
Involvement and University Library Archives and throsetireported information provided by
Undergraduate Student Government.

Table X¢ Comparison of Women and Men Serving in Undergraduate Student Government

Comparison of Women and Men
Serving in Undergraduate Student Government

Executives Officer

Year Women Men Women Men Total

200405 P
200506
200607
200708
200809
200910

201011
201112
201213

201314

Note: P = Resident
SourceArchives; Undergraduate Student Government
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8. Work/Life At and Family-Fiendly Policies andBenefits

A. Human Resources Policies

Alternative Work Schedulgmlicyencourages operating units to accommodate thddtare,

family care, and other personal needs of employees by establishing alternative work schedules
to the extent possible and consistent with the requirements of the operating Wliernative

work schedules" refers to all universiéypproved practies that depart from the regularly
scheduled workweek of the operating unithélfollowing types of alternative work schedules
include but are not limited to the following:

1. "Flexible schedule" (often referred to as "flextime") means any superviopyo\ed
practice of permitting eligible employees to alter the standard hours on a daily basis. In
such cases, operating units establish core hours when the employee must be present
unless he or she is on an approved leave. Employees approved for a flexédelsch
may change their start and end times on a daily basis provided they work the
established core hours.

2. "Variable schedule" refers to a fixed work schedule that deviates from the standard
work schedule and is mutually agreeable to the employee andupersisor. This may
include an agreement to alter the lunch break from the standard-boer lunch. Unlike
the flexible schedule (described above), this does not include the employee option to
change the agreedpon daily start and end work time.

3. "Alternate workweek schedule" refers to a supervisayproved practice that enables
eligible employees to complete the basic work requirement of forty (40) hours per week
in fewer or more than five (5) full workdays. The work schedule is standardized by
mutual ageement of the employee and the supervisor.

Family and Medical Leave AcMMEA) policyallowseligible employees to receive up to a total of

12 weeks of leave in a 4Bonth period for a birth of a childolacement with the employee of a

child through adoptin or foster care of a child; care for any of the following who has a serious

health condition: the employee's spouse orsatnS E R2YSaiGA O LI NIYySNE GKS
under 18, thesam& SE R2YSaiGA O LI NIy SNDNaE OKAf Refdzy RSNJ my
the employee's or samsex domestic partner's child 18 or older who has a serious health

condition and is incapable of selare because of a mental or physical disability; a serious

health condition that renders the employee unable to perform thediions of his or her job;

FYR | ljdz ft ATeAy3d SEATISyOe sKAOK 200dz2NBE 6 KAE S
child of the domestic partner, or parent is on covered active duty or has been notified of an
impending call or order to covered actidety in the Armed Forces.

Employees will be entitled to return to the same or an equivalent position at the conclusion of
the leave, if they are able to perform the essential functions of the positibis.alsothe policy

of Indiana University to voluarily apply the FMLA provisions to saisex domestic partners as
qualified by the university's Affidavit of Domestic Partnerstioreover, n accordance with

the FMLAmedical and dental benefitgre maintained during the leave so long as the employee
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intends to return and does actually return to workdowever, enployees on an FMLA leave
continue to be responsible for paying their share of premiums for benefit plans.

Discretionary Leave of Absenis@bsence without pay, authorized in advance, foroB®nore
calendar days and for up to one year. The period of leave cannot exceed one year. At that
point the employee must either return to work or be terminated with the exception of leaves
for military duty. A leave of absence for more than one yeastrve approved by the campus
chancellor, provost, or appropriate vice president. A leave of absence implies that the
employee intends to return to the same or similar position, which will be available when the
employee returns. For this reason, employeasst apply for a leave of absence with the
academic dean, department head, or designated authority. If this person recommends the
leave, the recommendation is then forwarded to the appropriate administrative authority for
approval. The individual who regonends the leave is responsible for the availability of a
position when the employee returns to work.

B. Lactation Rooms on Campus

Provisions for Lactating Mothessipports mothers who want to express breast milk at work.

The policypromotes a respectfl and healthy work environment for all employees.
Departmentsare to provide a location, to the extent reasonably possible, where an employee
can express breast milk in private. The location can be a room designated just for this purpose,
0 KS SY Lgtivate @fiseQaiprivate office not in use, or any area other than a bathroom
where the employee can have privacy from others. Departments are to ensure, to the extent
reasonably possible, the availability of cold storage spd¢e employee may provideer own
portable cold storage device or have access to a refrigerator located in the department or
building. Moreover, the time needed to express milk is paid time if it occurs during work hours.
The expectation is that the employee can express milkndumrest periods and lunch breaks. If
additional time is needed, supervisors are encouraged to grant reasonable flexible scheduling
to accommodate the need.

Thelabor force participation rate the percent of the population working or looking for
workt for al mothers with children under age 18 was 70.5 percent in 2012 and the
participation rate ofmothers with infants under a year old was 57.0 percent.

Ind. Code §80-6-2 and § 22-14-2 (2008) provide that state and political subdivisions shall
provide br reasonable paid breaks for an employee to express breast milk for her infant, make
reasonable efforts to provide a room or other location, other than a toilet stall, where the
employee can express breast milk in private and make reasonable effortevmerfor a
refrigerator to keep breast milk that has been expressed. chuealso provides that

employers with more than 25 employees must provide a private location, other than a toilet
stall, where an employee can express the employee's breast mgkivate and if possible to
provide a refrigerator for storing breast milk that has been expressed.

Of the 55+ buildings listed on the IUPUI campus, 15 li@gggnatedorivate lactation rooms or
spaces (Riley and University Hospitals have their own rdontkeir employees and visitors)
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Because the designated spaces scattered across campus, we still have gapise current

priority is for a dedicated space in the Campus CenRresently, all we have available for

nursing mothers whether a studerdtaff, faculty member or visitor is a small, remote and dark

music room in the basement. While it is good that a space can be made available for

breastfeeding women in the Campus Center, it is barely adequate and as the life sciences

campus withastate® GKS | NI /I YLza / SYyGSNE ¢S aKz2dzZ R LJ
room to nursing mothers and send the message that women and their needs are valued at

IUPUL.

In addition to the campus center, other priority needs include filowing buildings:

Waterway Boulevard buildings and Indiana Avenue corridor
Herron School of Art and Design

IT Building

The Tower

LD Building and Science

Education/Social Work

= =4 =4 8 -5 9

C. Faculty Leavedgrams

Sabbatical Leave ProgramUPUI has a program of sabbatical leaweféoulty members and
librarians. From the time of appointment to a tenusgack position, faculty members are

entitled to apply for a sabbatical leave every seventh year. The purpose of the sabbatical is to
provide concentrated time for research/creatiy activity which will eventually benefit the
university in terms of enhanced teaching and reputation of its faculty. The sabbatical leave
program is undertaken to provide time for scholarly research and to allow members of faculty
to keep abreast of delopments in their fields of service to the University. Acceptable
programs for use of time include: 1) research on significant problems; 2) important creative or
descriptive work in any means of expression; for example, writing, painting, and so fprth; 3
postdoctoral study along a specified line at another institution; and 4) other projects
satisfactory to the Committee on Sabbatical Leaves of Absence. As refledtsolénX ¢ 2002

¢ 2012 Sabbaticalsvomen took sabbaticals 43% during this period canagl to men (57%).

Page26



TableXl ¢ 2002¢ 2012 Sabbaticals

2002- 2012 Sabbaticals

Year Male Female
2002 11 10
2003 18 9
2004 16 16
2005 14 10
2006 19 9
2007 24 13
2008 25 13
2009 21 12
2010 17 22
2011 20 19
2012 21 22
Total 206 155

Soure: Office of Academic Affairs

Extension othe Tenuredockis not aformal [UPUI policy or part of the Academic Handbook.
However, the IUPUI campus has a past practice of granting extension of tenure under strict
circumstances to some of its tenuteack faculty for various legitimate reasons. As exhibited
in TableXll ¢ 2009¢ 2014 Tenure ExtensionfJPUIlgranted and approved47requests from
faculty to extend the tenure clogd2 granted in 2009, 12 in 2010, 22 in 2011, 4 in 2012, 21
in 2013 and 3 i2014). Of the Zrequests for extension of tenure, 44 08% were extended

to females while 8 or 41% were extended to malesMoreover, femalesvere equallylikely

to receive a second extensiar/ each.

TableXll ¢ 20092014 Tenure Extensions

2009- 2014 Tenure Extensions

By Gender
Multiple Multiple Total
Year Female Extensions Male Extensions Extensions
2009 8 2 4 1 12
2010 7 0 5 0 12
2011 12 2 10 2 22
2012 2 1 2 0 4
2013 14 2 7 2 21
2014 1 0 2 2 3
Totals 44 7 30 7 74
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Of the44 female extensions, 43% or 19 were medical relatedomparison to the 30 male
extensions at 20% or 6 that were medical relateddepicted inrable Xl ¢ Tenure

Extensions by ReasorHowever, males were more heavily impacted by workload and lack of
progress by 3% or 11 compared to females at 9% orld.addition, of the female extensions
16% or 7 females were also SRUF hires comparéttor2 males. Of the 74 extensions to
date, more than half were granted between the School of Medicine (45% argiBhe

School of Liberal Arts (12% or 9) as shoWahle XV ¢ Tenure Extensions b§endet

Table Xl ¢ Tenure Extensions by Reason

Tenure Extensions by Reason

Reason Female Male Total

Administrative 0 1 1

Change 4 1 5

Family issues 5 4 9

Grant related 4 3 7

Interdisciplinary work 1 0 1

Lack of progress 3 5 8

Medical 19 6 25

Mentor 1 0 1

Public scholar/research 1 0 1

Research related 3 0 3

Set up new program 1 0 1

Lab issues/delay 0 4 4

US resident status delay 1 0 1

Workload 1 6 7

Total 44 30 74

Source: Office of Academic Affairs
Table XV ¢ Tenure Extensions b§ender
Tenure Extensions b§ender

Gender 2009 2010 2011 2012 2013 2014 Total
Male 4 5 10 2 7 2 30
Female 8 7 12 2 14 1 44
Total 12 12 22 4 21 3 74

Source: Office of Academic Affairs
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D. Center for Young Children

The Centerfor Young Childre(CYC) provides child care and early childhood education for the
University's diverse population as well as the general public and is also a supportigé uni

IUPUI. The center is licensed through the state of Indiana. As part of the University, CYC also
acts as a research and training site where students can put textbook theory to practice and
faculty can investigate areas of early childhood developnagwt family issues. CYC also

provides a safe and caring environment that promotes learning and child development. Year
round programs are offered for children ages 6 weeks to 5 years as well as programs for school
age children during the summer month®vhile the goal is to reach the capacity of 201
children,CYC currently Isdl77 children enrolled Full capacity include$infant spaces, 20

toddler spaces, 45 twgearold spaces, and 120 muklige spaces (38 years old).

Approximately 8@00% of the cuent enrollment isused by IUPUI affiliatesvioreover, CYC

currently has 70+ families on the infant waiting list (50+ are affiliaées 20+ are non

affiliates).

9. Equity in Campus Awards

When we looked at campus award recognition and recipients,ouad that between 2002 and
2012 females or initiatives led by females (53%) were the biggest recipients of awards for
excellence in teaching, civic engagement, diversity, mentoring, and scholarly research
compared to males (47%). More specifically, wenfbthe following:

T / KIyOStf2NRa t NRTSaa 2MdstlrégiieNdiRcipienstomBated o my 0 &
to females (13)

9/ KFEyOStt2NRa ! 6 NR F2NJ 9EOST hmoStyféqéentAy ¢ S| OK
recipientscompared to males (4)

1 / KI yOSft fyAWddifor EXceDatife in Civic Engagement, females (5) were the
most frequentrecipients compared to males (4)

T / KFEyOStf2NRa 5AOSNBRAGE {OK2f I NJ! gl NRZ (g2
However, this award is only in its second year.

1 / Kl y O 3wWwardFoNExéellence in Multicultural Teaching, two females have been the
only recipients. However, this award is only in its second year.

1 Alvin S. Bynum Mentor Award (Faculty), females (9) wereartbst frequentrecipients
compared to males (5)

1 Alvin SBynum Mentor Award (Staff), females (4) were thest frequentrecipients
compared to males (2)

1 Glenn W. Irwin, Jr., M.D., Research Scholar Award, males (10) wereshérequent
recipients compared to females (3)

1 Dr. Joseph T. Taylor Award for ExcekeimmcDiversity, females (18) including initiatives
led by females were theost frequentrecipients compared to males (11)
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10. General Climate of Civility

Faculty Vitality Survey

LY HnncX GKS {OK22f 2F aSRA ORA yeSsioBalDewélopinenh F FA OS
developed a survey to measure faculty vitality; not just satisfaction, but also productivity and
engagement.t KS Ay adNUzySyd O2y il Aya RSY2ANI LIKAO @I NI
LISNOSLIiA2ya 2F GKS F2fft2gAy3a OFGSI2NRSaAY
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The most recent administration of the survey in 2011 yielded a 42% response rate, and
illustrated that nearly 80% of the faculty respondents weeey or somewhat satisfied with

their careers.CdzNIi KSNE (G KS &adzN®@Seé NBGSIFfSR (KIF{d G§KSNB
6SG6SSY YSY FyR 62YSYy NB&LRYyRSyida 2y |yeé &0t
NBLZNI GKS alYSZ{SPIEASTFEYAEIAYRI DNRRYzO0UA SA G &
G2 YrFyF3S GKSANI OFNBSNJ I yR fATSZ YR &AYAL I NI
I GKS AGSY tS@Sts GKSNB ¢gSNB adrdradaortte a.
NBAY&AS G2 GKS AGSY +Fo2dzi | 6Af Aue G2 oFftl yoOS LX
YSY AYRAOFGSR I ANBFGSNIIFToAfAGE G2 R2 a2 GKIYy

Female Faculty an8taff Climate Surveyn gender and diversity issuess funded by a grant

from the IUPW Office of the Vice Chancellor for Research and was conducted by the Office for
Women and the Multicultural Pedagogy Research Group. Professor Leslie Adtdydmand
Professor Jane Williams of the Department of Psychology supervised the protessuvey

looked at climate issues for women faculty and staff at IUPUI based on indications of perceived
gender bias in the 2009 Faculty Survey and the 2009 Staff Survéhese surveys a notable
percentage expressed a perception of discrimination, negativdisparaging comments or not
being taken seriously based on gender compared to other categtfmreview of the raw

data and furtherexamination the majority of these responses were from women.

Sample
The faculty and staff portion of the studyaw initiated in spring 2013. A survey was

disseminated to all faculty and staff womer800 faculty members and 1200 staff members
responded of which 481 (42%) were from the School of Medicine. No other department on the
IUPUI campus had respondents afihreached 10% of the sample and represented 31
offices/departments on campus. Thus, the RB@OM portion of the sample appears to be

diverse and representative of the campus staff. The majority of the staff reported working at
IUPUI for either & (30 %) 06-10 (23.6%) years. Interestingly, 14.5% reported working at
IUPUI for longer than 20 yearSeven hundred twenty three staff (58.7%) reported holding
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professional staff roles, 371 (30%) reported as clerical staff, 117 (9.5%) reported as technical
staff, and less than 1% reported as skilled craft, service maintenance or executive management.
Two hundred two staff (16%) identified themselves as being a member of an-under
represented group; 145 identified as black or African American, 31 as AsianAfrGedasan

LYRAFY 2NJ
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specify or identified as multiacial. Staff ranged in age from-¥9 with the average age of staff
being 43 with a standard deviation of 11.7 years.

Resultsfor female staff

Table XWbelow provides the percentages of female staff at IUPUI and the SOM who endorsed
experiences that they have had at IUPUI (identified in the rows in the table) and they attributed

those experiences to some defining charactges of themselves (identified in the columns

across the top). Some of these experiences and characteristics are identical to those imecluded

the IUPUI Climate survey distributed by IMHRwever we added 4 experiencepaid little

attention to me, adiressed me unprofessionally, doubted my judgmemd was drawn into a

O2y @SNEI A2y IlnthRwiigltQi# indicatyeiof nlicRaggieSsions towards

0KS OKLF NI OGSNR &G
whether our staff, who are primarily women, experience these events in part because of their

lower status positions on campu¥.alues in the cells are percentages. The number of

participants varies: SOM = 4480, IUPU1 590-775.

G2YSYyod Ly

FRRAGAZ2Y S

g S

RRSR

Table X\t Percentage ofemale staff who report experiences based on their characteristics

Gender Race Orientation Age Status

Experiences IUPUI| SOM| IUPUI[ SOM| IUPUI| SOM| IUPUI[ SOM | IUPUI| SOM
Negative disparaging 12.2 8 6 4 14| 0.8 12 8| 24.1| 15.6
Harassment 6.4 5.2 1.3 1.2 0.4 0.4 2.1 1.9 6.2 54
Isolated 6.3 5.2 5| 4.8 1| 0.6 8| 75| 225| 17.9
Offensive 99| 7.3 24| 25 15| 1.2 21| 23 41| 3.3
Not taken seriously 16.5| 11.4 5 3.3 0.6 04| 16.3| 14.8| 324 26
Discouragement 3.2 2.5 1.9 1 0.1 0 4.4 42| 135 8.7
Encouragement 6.6 5 1.8 0.4 0.1 0.4 6.8 6.9 25.4| 18.7
Paid little attention 11.2| 8.3 48] 2.9 0.1] 0.6 9.9( 98| 33.1| 29.3
ﬁr?[()jrrgfsesses?onally 1121| 67| 36| 29| o8| 04| 46| 62| 174| 135
Doubted my judgment 11.7| 8.7 44| 25 01| 0.2 11.2| 12.7| 32.4| 28.5
Draw me in 8.1 4.2 3.2 0.8 1.8 0.4 3.9 1.7 7.9 54
Feeling connected 16.2| 10.4 64| 3.1 2.1 1.2| 10.8( 7.7| 21.8| 14.1
Joining a group 7.6 3.3 42| 0.6 1.7 0.4 19( 06| 13.1| 8.1

SourceOffice for Women and the Multicultural Pedagogy Research Group
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Findings

1) Cells are shaded if 8y held percentages that neared or were above 10%. In general,
the percentages were highest for gender and status, although some female staff
perceived age impacted treatment.

2) Interestingly, the percentages for status were much higher than gender.

3) The evats we added paid little attention, addressed unprofessionally and doubted my
judgment are examples of miciaggressions that increase the degree of incivility in the
workplace. Women reported experiencing these in rather higher numbers based on

gender, ag and status.

4) The percentages for status are remarkably high and suggest that staff experience quite a
bit of incivility in the workplace. This may be an area that should be investigated more
closely as these data do not indicate from whom they experi¢hise

5) It appeasthe percentages are higher on the IUPUI campus than in the SOM.

TableXVI provides a comparison of the 2013 climate survey to data collected by IMIR in 2009
by gender As seen in the table, men report negligible amount of the experiecaegpared to

women, both in 2009 and 2013. The shaded rows, in particular, suggest that men and women
experience the workplace very differently.

Table X/

2013 Data IMIR 2009 Data (N = 356)
IUPUI SOM

Experiences Female Staff| Female Staff Flgnlzglle IUPUI Men
Negative disparaging 12.2 8 16 5.5
Harassment 6.4 5.2 7.5 1.1
Isolated 6.3 5.2 11.5 3.3
Offensive 9.9 7.3 8.6 0.5
Not taken seriously 16.5 11.4 22.4 0.5
Discouragement 3.2 2.5 9.8 2.2
Encouragement 6.6 5 4 2.2
Paid little Attention 11.2 8.3 NA NA
ﬁr?Srrc?fSesses?onally 111 6.7 NA NA
Doubted my judgment 11.7 8.7 NA NA
Draw me in 8.1 4.2 NA NA
Feeling connected 16.2 10.4 12.6 0
Joining a group 7.6 3.3 5.7 0

SourceOffice for Women and the Multicultural Pedagogy Researchusro
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Results for female faculty

Table X/llbelow provides the percentages of femdiéeulty at IUPU]includingthe SOM who

endorsed experiences that they have had at IUPUI (identified in the rows in the table) and they
attributed those experiences to somefining characteristics of themselves (identified in the

columns across the topAgain,we added 4 experiencespaid little attention to me, addressed

YS dzy LINPFSaarazylffes R2dz0SR Y& 2dzRIYSYyids> | yR
be in thatwe felt are indicative of micraggressions towards women. In addition, we added

GKS OKIFNIOGSNRAGAO 2F WwWall (i diadityéxgetenazinée 6 S 6 S N.
events in theirschools oon campus. Values in the cells are percentages.

Table XVIl ¢ Percentage of female faculty who report experiences based on their
characteristics

Experiences Gender | Race| Sex Or| Age | Disability | Religion| SES| Status
Negative disparaging 228| 5.0 1.0| 13.9 0.0 50| 1.0 25.7
Harassment 11.9| 4.0 0.0 3.0 0.0 1.0 00 7.9
Isolated 228 4.0 1.0 8.9 0.0 50| 10| 248
Offensive 16.8| 4.0 2.0 2.0 0.0 59| 0.0 5.0
Not taken seriously 327 5.0 0.0| 16.8 0.0 0.0 00| 297
Discouragement 12.9| 1.0 0.0 5.0 0.0 0.0/ 0.0 13.9
Encouragement 238 20 2.0 4.0 0.0 1.0| 1.0 287
Paid ittle attention 248 5.9 0.0| 129 0.0 2.0/ 0.0 26.7
Addressed unprofessionall 29.7 59 1.0 9.9 0.0 3.0 0.0 8.9
Doubted my judgment 248 6.9 0.0| 1538 0.0 3.0/ 0.0 17.8
Draw me in 13.9| 3.0 0.0 5.0 0.0 1.0| 0.0 3.0
Feeling connected 25.7| 5.0 5.9 7.9 1.0 20| 10| 198
Joining a group 19.8( 5.9 1.0 0.0 0.0 40|( 1.0 16.8

SES = Socmconomic status
SourceOffice for Women and the Multicultural Pedagogy Research Group

Overall indingsfrom the faculty data indicate that nonaf the meanswere significantly

different from one another.However, acouple of patternsare evident inTable X/Ill below
whichprovides a comparison of thexperiencedy rank and the number of participants who
indicated the experiences occurred clearmdicaton isthat Associate Prefssors tend to

report more negative perceptions throughout the reparticularly with experiencing not

being taken seriously, encouragement, addressed unprofessionally, doubting my judgment, and
feeling connected. What isot surprisings thatthe visting and parttime faculty dd not

report very positive perceptions throughotltie survey which can be found AppendixE¢
2013Female Faculty and Staff Climate Sunedgng with the needs assessment scale items.
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Table X/1ll ¢ Experiences by Faculty Rla

Experiences Lecturer | Assistant| Associate Full
Negative disparaging 6 5 9 1
Harassment 2 3 4 1
Isolated 5 5 8 3
Offensive 4 3 7 1
Not taken seriously 10 6 12 3
Discouragement 3 2 6 1
Encouragement 1 8 10 2
Paid little attention 7 5 9 3
Addresseé unprofessionally 4 9 13 2
Doubted my judgment 3 3 14 4
Draw me in 3 6 4 6
Feeling connected 6 6 10 3
Joining a group 3 4 8 4

SourceOffice for Women and the Multicultural Pedagogy Research Group

Exit Surveys
Professional staff females sepagdtom the university at a much higher rate 67% than

professional staff males 33% according to the separation dafalie XX ¢ 3-year Separation

Data by Gender.Unlike with faculty, females separate at a lower average percentage rate of

42% compared tonale faculty at 58%. In response to an increase in separation in 2011, an exit
survey was developed and launched during the fall of 202 A YLINR @S (G KS ljdzl £ A O
work environment that allow employees who have left or are leaving the opporttmity

provide feedback about their experiences while working at the University. The survey consists
2F jdzSaGAz2ya o2dzi GKS SYLX 28SSQa LlRaArAldGrzy
matters that will help improve occupational health and safety, redBc@ 6 & 6 dzNJ/ 2 dzii ¢ =
harassment and discrimination, provide service with distinction, and build civil employee
relations. The survey takes approximately 20 minutes to complete and allows individuals to
volunteer their identity in case followp is waranted or desired.

Ly
LJIN
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Table XX ¢ Three Year Separation Data by Gender

ThreeYear Separation Data by Gender

Faculty

#

% # % %
88 45.1%| 88 42.1%| 66 40.0%
107 54.9%| 121 57.9%| 99 60.0%

195 100.0%| 209 100.0%| 165 100.0%

#

Professional Staff

# % # % # %
181 66.5%)| 228 67.3%| 149 67.1%
91 33.5%| 111 32.7%| 73 32.9%

272 100.0%| 339 100.0%| 222 100.0%
Source: Office of Equal Opportunz913Annual Report

In 2012 the OEO pilet the survey by sending approximately 1,700 postcards via U.S. mail to
employees that separated during 2011 and 2012. We initially received 118 responses of which
73.2% were female and 26.8% were male. Faculty members made up 20.4% of the
respondents, 8.4% professional staff members, 17.1% support and service staff members,
15.8% clerical, 1.3% research (lab technicians, statisticians, etc.), and 2% technoldgte, To

we received a total of 272 responses of which 69% or 187 were women.

Generallycategorized the exit interview feedback fell into the categories of work environment,

220 NBfIGSR A&aadzsSas LISNE2YIlIf KSFfOGK FYyR FI YAf
included retirement, involuntary separations and discrimination as de@im Table XX Exit

Interview Feedback.
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Table XX Exit Interview Feedback

Exit Interview Feedback

m Work Environment
m Job Related

m Personal Health & Family

m Other

SourceOfficeof Equal Opportunity 2013 Annual Report
More specifically, the most frequently cited reasons for departing were as follows:

Dissatisfaction with pa
Dissatisfaction with job

Retirement

Conflict with supervisor

Limited opportunity for advancement

= =4 -4 4 -4

Participants responded positively to the following statements:

91.1%cGae YSRAOIf KRSYYLB A8 @EEGA 6SNBE O2

= =4 -4 -4

747%ca Ll ¢g2dZ R NBO2YYSYR L!t!L la | 322R
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This is the “Stuff” that’s Grounded in Exits

SourceOffice for Women and the Multicultural Pedagogy Research Group

It is noteworthy that 9.3% of the respdents identified marital status as an area of concern.
Moreover, the following represents the types of comments that speak to the experience of
female employees that left IUPUI:

T

Comments from male employees about appearance that made females feel
unconfortable. For example, "does your husband know you went out of the house
wearing that dress?"

Stereotypical insensitive comments about race and gender. For example, being asked if
@2dz FNB 2F 1 A&aLI YyAO 2NAIAY 0SOKHdzaS az2vyS2yS
During staff or unit meetings, oftentimes men speak first and for long periods of time.
When women speak, they are often cut short, interrupted and dismissed.

The use of the word "girl" versus "woman" is condescending as the majority, if not all,
the women that work or attend IUPUI are adults (not girls).

Students feel tokenized because of their race in a classroom (as the person of color they
have been asked to answer a question for their entire group).
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. Institutional Commitment to Gender Eqty

1. Policy StatementgL ! t ! LQa AyadAddziAzylf O2YYAOGYSyd (2
number of visible policy statements that include, but is not limited to the following:

Equal Employment Opportunity Reaffirmatiethe work of the IUPUI Office ofj&al
Opportunity (OEO])s guided by federal and state statutes for equal employment opportunity,
non-discrimination, and affirmative action. As part of our reaffirmation, we expect deans,
directors, and others who have administrative responsibility anth@rity to carry out the
policies of the trustees and to pursue our shared diversity goals effectively. In addition,
individual employees are to display an attitude of collaboration and cooperation by
performing their duties in a manner that clearly refis the principle of equal opportunity in
every aspect of university life.

Our policy at IUPUI prohibits discrimination agasisbur campus constituent®r reasons of
race, color, religion, national origin, sex, sexual orientation, gender identédyitahstatus, age,
disability, and covered veteran&mployees are encouraged to report as indicate@iable X.

Table XI ¢ OEOComplaints by Year

Office of Equal Opportunity
Complaints by Year

2008 | 2009 2010 | 2011 | 2012

FEMALE
Faculty 11 13 13 27 14
Staff 37 39 47 63 69
Students 22 19 31 24 19
Other 0 2 4 7 3
Visitor 0 0 0 5 1
Total 70 73 95| 126| 106*

MALE

Faculty 3 9 6 9 18
Staff 16 17 29 22 21
Students 14 14 14 18 8
Other 0 3 5 3 2
Visitor 0 0 0 2 1
Total 33 43 54 54| 50*
Grand Total 103 116 149( 180| 156

Source: Office of Equal Opportunity Annual Repol
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While females raised concerns at a much higher report rate than ma&esjonk diligently to
uphold the spirit of the letter of this policyVe will continue to pranote and provide equal
opportunity in education and training programs, employment, admissions, and all other
activities for faculty, staff, and students. All personnel actions, such as compensation and
fringe benefits, transfer, promotion, training for groyees, as well as all universggonsored
social and recreational programs, will be administered in accordance with this policy.

Sexual Harassmeqtlt is unlawful to harass a person (an appllcant or employee) because of

0 KI LISNE 2y Qa0 1Ay Expy Ofl dzi$ a@arSh/der t KIF NI 8aYSyidé 3
advances, requests for sexual favors, and other verbal or physical harassment of a sexual

nature. Harassment does not have to be of a sexual nature, however, and can include

offensive remarks aboutap@r2 Yy Qa8 aSE® C2NJ SEIl YLX S AG A& Aff
making offensive comments about women in general.

Both victim and the harasser can be either a woman or a man, and the victim and harasser

Oy 6S (4KS &lyYS &aSEo® I fimple RakAgK offlinkdEonimengs, R2 Say Q
or isolated incidents that are not very serious, harassment is illegal when it is so frequent or

severe that it creates a hostile or offensive work environment or when it results in an

adverse employment decision (such he victim being fired or demoted). The harasser can

be the victim's supervisor, a supervisor in another area,-aaxker, or someone who is not

an employee of the employer, such as a client or customer.

L!'t!'LQa 9ljdzrf hLILRZNIdzZFXS¥ QA2 HzROAB2NE 2 Y A dzy DA K
and Staff Councils endorsed the practice that all IUPUI employees (full artihpafaculty

and staff) be required to successfully complete PSH training. Therefore, beginning January 1,

2011 all current employeesere required to successfully complete an online PSH training

module by June 30, 2011 unless they could document that they had successfully completed it or
attended a comparable classroom training program within the past three years. Employees
thathadcor LIt SGSR t {I GNIXYAYyAy3a Y2NB (KIy GKNBS &SI N
O2dzNES a4 +y [f48MPBPIASSEID2AdKBESOPCANKII RRAGA 2
L!'t!L OFYLdza I N3 NBI deMNISR | (825 NE 2 YO2AdMNBS 6KAS) KAG/A
assuming employmenburing 2011 an@012approximatelyll,151faculty, staff and student
employeeson the I[UPUI and IUPUC campuses completed the training requiremérite

employees continue to raise issues of sexual harassment, the spike during&0ba

attributed to a broader awareness of what constitutes sexual harassment as refleciedblie

XAl below. While a complaint may have been raised as sexual harassment, initial inquiry

indicated otherwise.
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Table XX ¢ FiveYear Snap Shot Sexual tdasment Complaints

FiveYear Snap Shot
Sexual Harassment

Complaints
2008 2009 2010 2011 2012
Consult 11 13 16 24 15
Investigate 9 6 1 5 6
Total 20 19 17 29 21

Source: Office of Equal Opportunity Annual Repol

Moreover, welve sexual offeses related to theUPUlcampuswere reportedbetween 2919

and 2012. Of the twelvdive were oncampus, two orcampus residence, and fiveere off-
campus. Sexoffensesc forcible are considered any sexual act directed against another person,
aKIF G
victim is incapable of giving consent. Such situations include forcible rape, forcible sodomy,
sexual assault with an object, and forcible fondling.

forciblyarRk 2 NJ | 3+ Ay ad
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SexBased Discrimation involves treating someone (an applicant or employee) unfavorably
because of that person's sex. Sex discrimination also can involve treating someone less
favorably because of his or her connection with an organization or group that is generally
as®ciated with people of a certain sex. Discrimination against an individual because that
person is transgender is discrimination because of sex in violation of Titl€R&lis also
known as gender identity discriminatiotn addition, lesbian, gay, drbisexual individuals
may bring sex discrimination claim§hese maynclude, for example, allegations séxual
harassment or other kinds of sex discriminatisnch asadverse actions taken because of

the person's norconformance with sestereotypes. The law forbids discrimination when it
comes to any aspect of employment, including hiring, firing, pay, job assignments,
promotions, layoff, training, fringe benefits, and any other term or condition of employment.

Pregnancy Discriminatianvolvestreating a woman (an applicant or employee) unfavorably
because of pregnancy, childbirth, or a medical condition related to pregnancy or childbirth.
The Pregnancy Discrimination Act (PDA) forbids discrimination based on pregnancy when it
comes to any aspecitf@mployment, including hiring, firing, pay, job assignments,
promotions, layoff, training, fringe benefits, such as leave and health insurance, and any
other term or condition of employment. Under the PDA, an employer that allows
temporarily disabled empyees to take disability leave or leave withqaaty must allow an
employee who is temporarily disabled due to pregnancy to do the same.

An employer may not single out pregnanreyated conditions for special procedures to
determine an employee's abilitp work. However, if an employer requires its employees to
submit a doctor's statement concerning their ability to work before granting leave or paying
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sick benefits, the employer may require employees affected by pregraated conditions
to submit sub statements.

Equal Pay/Compensation Discriminatipthe Equal Pay Act requires that men and women in
the same workplace be given equal pay for equal work. The jobs need not be identical, but
they must be substantially equal. Job content (not job titiesfermines whether jobs are
substantially equal. All forms of pay are covered by this law, including salary, overtime pay,
bonuses, stock options, profit sharing and bonus plans, life insurance, vacation and holiday
pay, cleaning or gasoline allowancestdl accommodations, reimbursement for travel
expenses, and benefits. If there is an inequality in wages between men and women,
employers may not reduce the wages of either sex to equalize their pay.

An individual alleging a violation of the EPA may gectly to court and is not required to

file an EEOC charge beforehand. The time limit for filing an EPA charge with the EEOC and the
time limit for going to court are the same: within two years of the alleged unlawful
compensation practice or, in the cagga willful violation, within three years. The filing of an
EEOC charge under the EPA does not extend the time frame for going to court.

2. Organizational Accountability Systems

A. Office of Equal Opportunity

The Office of Equal Opportunity (OEO) impletedran online Sexual Harassment training
module for the campus community in 2004. The online module is designed to educate users
about sexual harassment, applicable university policies and procedures, and the law. The
module incorporates scenarios rebav to faculty, staff, administrators, students, as well as the
medical environment and concludes with an exam and certificate upon successful completion.
During the past five years (20@8013 approximatelyl2,652 constituents(faculty, staff,

students and guests) across the campus participated in thdirmamodule. Unfortunately, a
breakdown by gender is not currently tracked and is unknown.

The online Sexual Harassment Training module can be accessed at
http://training.newmedialearning.com/psh/iupui/index.htm

B. Office for Women Key Indicators for Advancement of Women

The Key Indicators for the Advancement of Women are a series of data points that track the
progress of woran faculty into administrative or academic leadership at IUPUI. Data is also
included on the enrollment and graduation of women students. The Indicators were first
developed and used on campus in 1994 by the Task Force on the Status of Women. The Office
for Women has requested updates from IMIRL999 and subsequently in 2005, 2007, 2010

and 2012. The latest report can be foundAppendixF¢ IUPUI Key Indicators for the
Advancement of Women 1992012.
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C. Diversity Report

¢CKS / KIyOSt f@nstivas folmediis2080 Arid ghe Director of the Office for

Women has been a member since the beginning. The Cabinet releases an annual report on the
status of diversity on campus looking at key indicators regarding students, faculty and staff.
These indiators are also ranked based on progress towards goals. The annual report includes
data on the percentage of women faculty and staff. The report is released every year at the
annual Martin Luther King dinneSee link below for the 2013 Diversity Report.
http://diversity.iupui.edu/docs/diversity report 2013.pdf

D. Salary Equity Studies

Results from faculty gender equity study as well as the staff salary market study are repdtsation
1.4.A and 1.4.B Salary Equitlowever it is recommended that the IUPUI campastitutionalize a
facultyand staffequity review every five yeats ensure parity regardless of gender

E. Equity in Athletics

Females were 8,472 (60%) and asalvere 5,756 (40%) of the total 14,228 undergraduates in
2007. In 2012 females were 9,076 (57%) and males were 6,899 (43%) of the total 15,975
undergraduates. While the overall female enroliment decreased by 3% from 2007 to 2012, the
overall allocatiorof resources for females in NCAA Divisid®\A sports increased by 1.2%.
However, the overall expenses in NCAA DivislAA sports show a drastic reduction from

2007 to 2012 by 66%from $3,796,927 to $1,277,721. With the exception of basketball and
soccer, as reflected ihableXXll, IUPUI Campus Equity in AthletiGS6NCAA Division-RAA
Expensesthe overall allocation of resources for females have increased from 2007 to 2012 in
all other sports.Thus, there appears to be overall parity for fensaie athletics.

Although there is an overall decrease in participation of females in sports by 2.6% as reflected
in TableXXV ¢ IUPUICampus Equity in Athletics NCAA Division-AAA Participation by

Gender there is an increase in the actual numberf@iales participating in sports. When you
look at participation in terms of numbers, there is an actual overall increase by 13 females from
2007 to 2012. There were 132 females that participated in sports in 2007 and 145 females that
participated in spds in 2012. Of the eight NCAA DivisighAA sports, female participation
increased in three, remained constant in one, and decreased in four. However, overall females
are participating in NCAA DivisicAAA sports at a higher rate than males particyldecause

males do not currently participate in volleyball and softball.
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TableXXlIl ¢ IUPUI Campus Equity in AthletiGd€NCAA Division-AAA (Expenses)

IUPUI Campus Equity in Athletics
NCAA Division-AAA

(Expenses)
Totals
2007 2012

Jort Women Men Total Women Men Total
Basketball 918,252 1,019,447 1,937,699 234,610 306,820 541,430
Soccer 241,969 283,875 525,844 74,047 109,044 183,091
Volleyball 273,899 0 273,899 119,865 0 119,865
Softball 236,493 0 236,493 107,227 0 107,227
Tenns 69,722 117,312 187,034 36,715 48,659 85,374
Golf 80,178 100,874 181,052 47,426 33,771 81,197
Track and Field Cross Country 61,552 81,958 143,510 36,218 44116 80,334
Swimming and Diving 148,922 162,474 311,396 42,431 36,772 79,203

Totals $2,030,987 $1,765,940 $3,796,927| $698,539 $579,182 1,277,721
Source: IUPUI Athletics Department

Percentages
2007 2012

Sport Women Men Women Men
Basketball 47.4% 52.6% 43.3% 56.7%
Soccer 46.0% 54.0% 40.4% 59.6%
Volleyball 100.0% 0.0% 100.0% 0.0%
Softball 100.0% 0.0% 100.0% 0.0%
Tennis 37.3% 62.7% 43.0% 57.0%
Golf 44.3% 55.7% 58.4% 41.6%
Track and Field Cross Country 42.9% 57.1% 45.1% 54.9%
Swimming and Diving 47.8% 52.2% 53.6% 46.4%

Totals 53.5% 46.5% 54.7% 45.3%

Source: IUPUI Athletics Department
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TableXXV ¢ I[UPUI Campus Equity in AthleticfNCAA Division-RAA (Participation by

Gender)
IUPUI Campus Equity in Athletics
NCAA Division-AAA
(Participation by Gender)
Totals
2007 2012

Sport Women Men Total Women Men Total
Basketball 12 15 27 16 16 32
Soccer 27 31 58 24 24 48
Volleyball 15 0 15 13 0 13
Softball 20 0 20 21 0 21
Tennis 7 9 16 7 12 19
Golf 17 16 33 10 12 22
Track and Field Cross Country 11 11 22 35 41 76
Swimming ad Diving 23 22 45 19 22 41

Totals 132 104 236 145 127 272
Source: IUPUI Athletics Department

Percentages
2007 2012

Sport Women Men | Women Men
Basketball 44.4% 55.6%| 50.0%  50.0%
Soccer 46.6% 53.4%| 50.0%  50.0%
Volleybal 100.0% 0.0%]| 100.0% 0.0%
Softball 100.0% 0.0%| 100.0% 0.0%
Tennis 43.8% 56.3%| 36.8% 63.2%
Golf 51.5% 48.5%| 45.5% 54.5%
Track and Field Cross Country 50.0% 50.0%| 46.1% 53.9%
Swimming and Diving 51.1% 48.9%| 46.3% 53.7%

Totals 55.9% 44.1%| 53.3% 46.7%

Source: IUPUI Athletics Department
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3. Recruitment Strategies

A. Diverse Workforce Recruitmemind Retentiorg Officeof Equal Opportunity

One of the IUPUI campus diversity goals is to recruit, retain, advance, recognize, amdepaom
diverse faculty, staff, and administration by 1) increasing the diversity within the senior
leadership; 2) increasing the diversity within the faculty and staff to become more reflective of
the desired student population; and 3) enhancing faculty stadf programs and activities that
increase the sense of diversity. The Assistant Director, Diverse Workforce Recruitment &
Retention position was created to help support excellence in teaching and learning through the
recruitment, development and reterdn of a diverse workforceThis position is responsible for
assisting units with the development of career exploration programs designed to recruit diverse
faculty and staff, specifically women and those from historically underrepresented groups such
asAfricanAmerican, Latino, Asian, Native American, as well as members from the LGBT
community within a discipline or within the university.

During the 2012013 academic year, the Assistant Director or a representative chaired or
served on eleven profegmal staff and/or faculty searches which included:

Unit Position
School of Social Work Director of Development
School of Law Assistant Recorder
School of Science Director of Development
Diversity Equity & Inclusion Vice Chancellor
Acadenic Affairs 9ESOdzi A S +A0S / KI yOStt 2NDa
Academic Affairs Senior Vice Chancellor
Diversity Equity & Inclusion Director of the Multicultural Success Center
School of Medicine Executive Search Specialist
Equal Opportunity Senior Invstigator
Student Affairs IUPUI Student Advocate
School of Science Math Department Chair

Of the eleven searches, nine were successfully filled by females and one is not yet concluded.
During September 2013, twenty university Chairs participated im@aovative recruitment

training presentation hosted by Faculty and Academic Affairs. In addition, twiergg faculty

members from the School of Science and ten from the School of Philanthropy participated in
ANRBdzL) GNF AYyAy3Ia NB BeréeRRrofagolsL ' t ! LQa { S NOK | yR

B. Diversity RecruitmerttFaculty

Support for Talent Attraction, Retention, and Transition (STABIgme effective for new
hires after July 1, 2013. As depicted’aible XV¢ STARTsdesigned to encourage and
assistsdhools and departments at ITUPUI in the hiring of outstandingunderrepresented
tenured/t enure-track faculty. The aim isto build a more diversefaculty, enrichthe
intellectual environment, and provide role modelsfor our sudents. STARTsfor
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reauitment purposesonly and is NOintended for faculty members who are currently
employed at [UPUI.

STARTs available whenever the current percentage of any underrepresented female or
minority in a department is less than 50% of the expected percentage based on thalabitsil
of women and/or minorities in the nationally available pool of candidates in a particular
discpline. Ifeligibility is determined, firsyearsalary support comes in two parts:

1)

2)

$10,000 iplaced in a research fund for eatdnure-track STARhire, to be managed

by the dean of the recruiting school. This fund is intended to suppor&SthART
NBEONXzA 1 Qa LINBY2GA2Y YR GSydzNE &dz00S3a
conference travel for presentations or research development, statistigapsrt,
consultation for grant applications, etc.

Direct salary is placed in a research fund for ewrture-track STARTire, to be
managed by the dean of the recruiting school. This fund is intended to support the
STARNB ONHzA G Q& LINE Y 2cask ByyrovidiidfundsSof d=édch & dz
preparation, conference travel for presentations or research development, statistical
support, consultation for grant applications, etc.

In year two of the hire,additionalsupportof 20% of the base salary, not toaed $20,000vill
be transferred to the schoof Quilget assuming that he underrepresented faculty member
remainson tenuretrackat IUPUI. If a STAR®Bupported faculty member leaves IUPUI during
the support periodfundswill be returned to the central STARTpool.

Table XV¢ START

START
Component Description
Support Defined campugevel funding for tweyear partial salary support or to
assist in starup funding
Talent Goals for increasing undeepresented faculty talent in all schools
Attraction Activities that help to source, select, and secure faculty, including
recruitment, onboarding, startip funds, professional development,
etc.
Retention Interventions aimed at motivating and keeping faculty at IUPUI,
including mentoring, networking, rewds, recognition, etc.
Transition Systems and processes to aid faculty in preparing for and succeedi

tenure/promotion and advancement/leadership opportunities

Source: Office of Academic Affairs

In an

effort to make the support f@dTARTires to e more equitable across schools, each

hiring school (not to include, Graduate School, Honors College, or University College) will be
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eligible to receive on&TARBase hire over a three year period. Th&§eARBase hires must
meet all eligibility requirenents of the program. Base hires must be requested before for the
third year. If more than 8 schools requeésTARBase hires each year, they may receive
approval but the funding for that hire may be delayed until the next year.

In addition, at least fouslots (assuming around 12 hires per year) will be reserved annually for
Targeted hires. These Targeted hires have to receive special approval by the EVC/CAO. These
hires will meet both the standards for an outstanding hire and meet special overall campu

target needs.

Support for the Recruitment of Undeepresented Faculty (SRUF)s designed in 2008 to
encourage and assist schools and departments at IUPUI in the hiring of new underrepresented
tenure/tenure-track faculty. The aim was to build a moigeatse faculty, enrich the intellectual
environment, and provide role models for our students. It provided financial support to units

to hire tenure track faculty with funding that continued until such time as the faculty member
left the tenuretrack. The former Support for the Recruitment of Undeepresented Faculty
(SRUF)program was started in fall, 2006 as part of the IUPUI Academic Plan. It ran very

sucaesdully for three years and resulted in 47 faculty hires as depicted imable XVI ¢ SRUF
Outcames Unfortunately, the structural design quickly depleted the availability of funds, thus
putting the program into a hold pattern for long periods of time.

TableXXM ¢ SRUF Outcome Data

SRUF Outcome Data

By Gender
Year Male Female Total Lost
2007 5 5 10 2
2008 13 13 26 7
2009 7 3 10 2
2012 5 5 10 0
Total 25 21 46 11

SRUF Outcome Data
By Race

Year Hispanic AA/Black Asian NatAm. White Total

2007 2 3 4 0 1 10
2008 6 8 9 1 2 26
2009 0 6 4 0 0 10
2012 4 5 1 0 0 10
Total 8 17 17 1 3 46

Source: Office of Academic Affairs
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Fortunately, the SRUF program was discontinued and moved to START which created a financial
model that could be sefberpetuating by only providing suppdor two years for each faculty
member. For budget reasons, the program was put on hold for atwo year period. The SRUF

program resumed on Ociober 1, 2011 and wasavailable until Segember 30, 2012. Funding for

the newSTARProgram began effective Jull, 2013 and will run continuously.

During the period SRUF was in effective, 16 schools were successful in recruiting 58 new
tenure-track faculty. Of the 58 SRUF hires, 47% or 27 were females. In addition, the School
of Medicine was the biggest benefac of SRUF resources with 28% or 16 of the 58 hires. Of
the 16 SRUF hires in the School of Medicine, 38% or 6 were female. Likewise, the School of
Medicine experienced 45% or 5 of the 11 losses in which 40% or 2 were female.

C Other Unit Initiatives

i. IUSchool of Medicine

The Indiana University School of Medicine recognizes the need to recruit, retain, and advance
the best faculty to achieve its strategic goals and to accomplish our tripartite mission. The IUSM
Women's Advisory Council, estabksl in 2006, provides a critical advisory role for the School's
efforts to create a culture where we can recruit and retain the best talent, and where all
members of the [IUSM community can thrive. In addition the Office of Faculty Affairs and
Development meated an Advancement of Women initiatigeting in concert with the Advisory
Council. A comprehensive list of their activities is included\ppendixG.

The School of Medicine through its Department of Obstetrics and Gynecology also supports the
Natioral Center of Excellend€oER Y 2 2YSy Qa | SFHfGK® LY MdbdpT I {KSE
of Medicine was awarded support from the U.S. Department of Health and Human Services to
become a National Center of Excellence in Women's Health. The Centers wéee loca

academic medical centers where they brought together the work of their schools and

departments addressing women's health.

The initial goal of the center was to assess women's health nead®nt efforts in the state to
address those needs and tievelop a coordinated national resource center consisting of
programs to provide comprehensive women's health cdreaddition, the Center focused on
developing educational programs for both the public and for health care professionals, and
researchingvomen's health issues.

Although federal funding for the program has ended, IU and the other CoE's retain their
designation of National Centers of Excellence in Women's health and depend upon other
sources of support to continue their work. At IUSM, Bean's office and Department of
Obstetrics and Gynecology are supporting the CoE's ongoing mission through this transition

ii. PurdueSchool of ScienekJPUI
The School of Science has developed several programs and-Hgasngrinitiatives to recruit
and support female students, faculty, and staff. Base®0b4spring enrollmenfemale
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undergraduate studenta/ere 1053or 54.93% of thd917enrolledwhich excludes certificate
students butincludes double major&hich areonly counted once Gaduatefemale students
were 2050r 43.71% of thel69enrolled

While some of theactivitiesare directly related t&cience, others are in collaboration with
Engineering and TechnologypeSifically, female activities such a¥Wven in Science (18,
Women in Sience HouseWISH, and Graduate Women in Scien@/N1$ as reflected in
AppendixH ¢ IUPUIWomen in Science Associatiamne integrated with broader efforts
Science student recruitment, retentioandacademic and career development success
Moreover,over 100 females joined theWIS group as it was formed last yaad WISH has
approximately 30 female residents.

The IUPUI School of Science Diversity Council exists to serve its constituents in Science by acting
as stewards of diversity and workingaard awareness, education, advocacy for and inclusion

of all people. The Diversity Council promotes respect and equitable treatment of all, embracing

a diversity of gender, cultural, religious, national origin, marital status, sexual orientation,

ability, age, economic status, and experiential differences. The Diversity Council provides
leadership to improve and maintain as inclusive, informed, and diverse an environment in the
School as is possible in all aspects of our work and mission. This leadstsinighs to

interactions with campus and community initiatives.

Other programs and initiatives include:

1 STEM floor/STEM Bridgevhile not specific to women, but a genuine interdisciplinary
residencebased learning community (RBLC) for the 72 on the SToieM

1 Outreachc a collaborative initiative that includes Science, Engineering and Technology,
and WISH, and the E&T Women in Engineering will sporBot & { O2dzia a9y 3IA
2SS1¢ O0FR3IS 42N] aK2LI Ay CSoNMzk NBE @

1 Computer and Information Scienaethe IUPUI School of Science provides a scholarship
for the winner(s) of the Indiana chapter of National Center for Women & IT (NCWIT)
Aspirations in Computing Award

iii. PurdueSchool of Engineering affgechnology Indianapolis

Nationally, women are 19% of the undergraduates enrolled in engineering. The Purdue School
of Engineering and Technology has several programs aimed at recruiting women students to
the field of engineering and technology. For 9 years, they have offered the summer residential
POWVER (Preparing Outstandilgomen for Engineering Roles) camp for high school girls to
introduce them to the field. Last year they initiated the Win IT (Women in IT) residential
summer camp for high school girls interested in information technology.
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To hep retain women students in engineering, they sponsor a student chapter of the Society of
Women Engineers which sponsors and coordinates activities to connect female students to the
school and the campus. Details about these programs and others can beifodpgendixl ¢

Purdue University, School of Engineering and Technology

iv. IUSchoolof A6 SN} f I NI& 06022YSyQa {(ddzRAS&VL

22YSyQa {GdzZRASAa OoNRARy3I& G23FSHKSNI FI Odzf e gKz2 S
their teaching, research and servidsterdisciplinary in nature, WOST explores a wide range of
AaadzsSa a aSSy GKNRdAK (GKSasS tSyaSa |yR akKkz2d
issues effect culture. The critical thinking involved in these analyses will help students make a

more meaningful contribution wherever their career paths and future engagements may lead.

I RSAINBS Ay 22YSyQa {(GdzRASEA gAff SyKLFLyOS | ai

C2NJ OF NBSNAR Ay fl g 2N a20Alt aSINddiiedhat 2 2YSyQa
oppress women, such as rape, abuse, sexual harassment, and job discrimifetiarareers in

biology, medicine, counseling, nursing or other allied health professio@sY Sy Q & offefi dzRA S &
'y dzy RSNE (I y RA Y Botrephysichany Befitdl &or sageerd il education or
22dzNyFfAaYY 22YSyQa {GdzRASa laarada adadzRRSyda
communication skills essential to teachers and journal3® NJ OF NESNB Ay o0dzaA Ay S:
Studies can teach students to und&and how gender might influence management styles,

marketing techniques and investing habi3etails about these programs and others can be

found inAppendix X IUPUI School of Liberal Arts

O [Affe& ClhLYAf& {OK22f 2FIngtithtd f | Yy G KNRLR I 22YSYy
The WPI aims to increase the understanding of women and philanthropy through a program of
research and education. It issues annual research reports on the intersection of gender and
philanthropy and offers programs including regional seminasanational symposium on

women in philanthropy.
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[1l. Past Efforts of the Office for Women
1. Historical Overview

The Office for Women (OFW) wastablished in October 1996 and was initidillgded for

three yearghrough submission of a Strategic Diieas Charter Initiative Proposal to théU
President Myles Brandn 1999, theOFWwas moved to the portfolio of the Office for
Professional Developmei@®PD)nd moved out of the AO building to University Libravyhen
the Strategic Initiatives fundgconcluded in 2000, the camphecamesolely responsible for
funding theOFW thereby substantially reducing the F3@pport and programming fundsthe
Director remained a partime position and some administrative support was provided by the
OPD

With the resignation of the Director iguly 2001, the positioremainedvacant for several
years. However, ativities of theOFWcontinued under the auspices of thdfloe for
ProfessionaDevelopmend F RYAYAAGNI A PSS LINRPTFSaarAzylfao

During the years of 1@to 2001 the office and commission accomplished mihk.activities

of the office and the Commission on Women have continually addressed the concerns of
women on campus. Some major accomplishments and initiatives include 1) the new Center for
Young Chilren (IUPUI childcare center) opened; 2) a professional staff compensation market
equity review was completed; 3) a faculty salary equity study was conducted; 4) the original key
indicators on the advancement of women were updated; 5) a Work/Life Consltesition

was created in Human Resources Administration; 6) a Sexual Harassment Leadership
Orientation program was presented to deans, chairs and directors of the school/units; 7) the
campus mandated Preventing Sexual Harassment Training for all facdlstadf; and 8)
programming on career and professional development continued.

In 2004, a new search was initiated for a p@me director andthe current director was hired
The office was contained as one of three advocacy units within the OfficedtasBional
Development. Administrative support and programming funds for the office were resourced
from the OPD. In 2007, the position of director was made a permanestidiposition. With
the dissolution of the OPD in 2008, administrative supparttie oFwand programming funds
movedto the Office for Academic Affairs.

In 2004the newDirectorA 'y O2f f I 62N} A2y GAGK ciédteBa 2 2 YSy Qa
renewed vision and mission, along with several strategic goathe OFW.

Visiong we envisian an energized community of faculty, staff and students pursuing
opportunities for full participation, shared influence, and equity in all aspects of the work and
learning environments at IUPUI in order to meet the IUPUI mission to advance the State of
Indiana and the intellectual growth of its citizens to the highest levels nationally and
internationally.
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Missiong the IUPUI Office for Women supports the IUPUI mission to provide excellence in
teaching and learning; research, scholarship and creativeig¢ctind civic engagement by
promoting and supporting an inclusive working and learning environment that benefits women
and men so that all may attain their full potential and become effective citizens of their
community and the world.

Goalswere specifially designed to addredbe qualitatively different needs and interests of
IUPUI womertiaculty, staff and students

Empowerwomen to attain their full potential

Build open and welcoming work and learning environments

Improve the representation and retelain of women faculty and staff

Provide resources and education about gender issues and gender equity

Develop and support efforts to create equal opportunities and justice for women both
locally and globally

Promote a safe and supportive climate free froardsssment, discrimination and
privilege based on gender

arwpdPE

o

2. Programming

Sirce 2004 the ®Whas offeredeadership and professional development, mentoring

programs, and recognition and celebratidmst have supportedts missionand progress

towards ahievngits goals.Since 2004 the OFW has offered over 40 distinct programs or series
attended by more than 3000 faculty, staff and/or students. Some ohtiteworthy

progranming initiativesinclude, butare not limited to the following:

Hazelett Women indadership Forum

The G-Wis one of the founding sponsors of the Hazelett Women in Leadership Forum
inaugurated in April 2006With a generous gift from Ambassador Randall L. Tobias, the IU
Tobias Center for Leadership Excellence, [IUPUI Office of the Gbgracel the IUPUI PAQ a
combined efforts create the Hazelett Women in Leadership Fortihe Forum is dedicated to

the memory of Suzanne "Susie" Northam Hazelett, the former Executive Director of the Randall
L. Tobias Foundation who was instrumental @png to establish the IU Tobias Center for
Leadership Excellenc&he Hazelett Women in Leadership Forum provides a public arena for
knowledgeable and creative speakers to celebrate the achievements of women |damers
various walks of life.

Eight menorable forums have been held since 2006 featuring outstanding women leaders.

These have included®r. Ora Pescovitd, KS ! yAGSNEAGE 2F aAOKAIlY Wa

President for Medical Affairs and Health System QEfianne Glickaccomplishd artist, the
president and owner of GlickArt and Chairman of the Board of the Eugene and Marilyn Glick
Family Foundation; Olympian and Indiana Fever forwaadnika CatchingsAngela Brown
Jinternationally acclaimed opera singé&tatricia Miller,the cofounder of Vera Bradley Designs;
France A. Cordoy#he 11th President of Purdue University and internationally recognized
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astrophysicistJoanne B. Ciulldrofessor and Coston Family Chair in Leadership and Ethics at
the Jepson School of Leadership StgdiUniversity of Richmond; aheryl Bacheldethe
former president and chief concept officer of KFC Corporation

HERS/Bryn Mawr Summer Institute for Women in Higher Education Administration

Bryn Mawris a residential training opportunity which prepangarticipants to work with issues
currently facing higher educatiorit is held on the campus of Bryn Mawr College in
Pennsylvanialhe purpose of this initiative was to increase the participation of women in
leadership positions on campus through thisfessional development opportunityThe

institute seeks to improve the status of women in the middle and executive levels of higher
education administration. TheFcoordinates the campus application process for candidates
to this national training andeeks funding to support their attendancéUPUI hasponsored46
women faculty and staff member® this prestigious institute since 1987. More than half of
those women continue to work at IUPUI in leadergbgsitions Since assuming the

directorship in2004, Director Grove has assisted 14 IUPUI women in securing funding to attend
the institute, half of whom are from underrepresented minority populatiodsdetailed listing

of programalumni can be found iAppendixK ¢ IUPUI HERS/Bryn Mawr Summer Ingté for
Women in Higher Education AdministratianProgram Alums on Campus (1982013).

Advancing Women in Leadersi@Qourse

In the fall of 2012the director of the -Wcreated and taught a new orgredit cursefor the
22YSyQa { ( dzRimé&School diRilERMIANS. Thewrsewas repeated in the fall of

2013 The purpose of this course w0 help students understand the current status of women

in theworkforce and in leadership roles; learn about the current research on how women

advance irtheir careers and in leadership; learn about the intersection of race, class, religion,
Y6EGA2YFE 2NAIAY | YR 3 Swdr@tiMdtelskill Retsarecofrryirizationf ST RS N.
negotiation, networking and seffromotion to help them advance in thetareers.

Office for Women Professional Development Book Club

This program organizes a discussion of current béokisexploel KS G KSYSa 2F 62Y S
leadership, worHife balance, career skills and setire. Each group has a facilitator and
discussiomuestions Six books were discussed in the 2dPlacademic yeaand four books

will be discussed during01314.

Partnering for Promotion

From 2005 2010 the GWsponsored this series of noon hour workshops about the policies
and processes required farfaculty member to put forward an effective application for tenure
or promotion. These series arespecially marketed to women and underrepresented
minorities to encourage them to go forward for promotiomopics were structured to mentor
the faculty menber from the beginnin@f the promotion and tenure proceds the end and to
guide them in the development of candidate materials.
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Approximatelysixworkshops were offered each academic yeadth atotal of 838 faculty
members attenéhg duringthe sixyear period. This programinitiative was transferred to the
Office for Faculty Affairat the start of the2010-11 academic yews.

Advancing Women in Leadership Conference

This one day conference was heldtoe IUPUcampus in February 2008 to address #kdl
development needs of women faculty and staff hoping to advance in their carEeghtyone
(81) women attendedarious concurrentessions on communication skills, negotiation,
mentoring, administrative portfolios, woem of color, and career mappl.

Enhanced Mentoring Program with Opportunities for Ways to Excel in ReeEMistOWER)
EMPOWERasdeveloped by the Office of the Vice Chancellor for Research andRi&®
supporthistorically underrepresentethculty and/or excluded populations iheir discipline or

area of scholarshipndhave beerhistorically denied admission to higher education or that
discipline. The purposef EMPOWER to help facultypecome successful in sponsored

research and scholarly activity, and achieve significanfieggsional growth and advancement.

The program sustains mentorship opportunities through the EMPOWER Grant Program
matching an experienced senior research faculty member with a junior faculty member for one
year to assist them in focusing their researchradpe Mentees then are expected to make an
external grant submission.

When the program began in 20412, we had 15 mentor/mentee teams; 201213 the second
cohort consisted of 1fams and we also have a cohort of 12 teams for 2043 Five
workshopsand trainings were held for the teams throughout the calendar y&sata from the
first two years of the program indicate that 60% of the mentees have been successful at
securing external grants and funding. One team from the Department of Psychology was
successful in winning a $1.5 million grant from the Patiéanhtered Outcomes Research
Institute based on work done in the program.

Advancing Women Mentoring Progra®WMP)

AWMP is anew student mentoring program developed by th&Wand the Office foStudent
Involvement. The ANMPis designed to empower individuals toward academic, personal, and
professional success by engaging participants in authentic mentoring partner8ppsifically,
the program highlights topics pertaining to the advancemeainivomen both in the university
and the workplace AWMPwas open to all students, faculty, and staff with an interest in this
subject.

Students were provided the opportunity to be mentored throughout the year by IUPUI faculty
and staff. Mentors from thefaculty and staff were recruited and their biographies put on the
LEAD IUPUI websit&tudents applying for the program could indicate their particular needs
for mentoring and read about the mentors online and indicate theirttmee preferences on

their application. Mentor/mentee teams were matched by staff and then introduced at an
opening event.
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In 201212 we had 30 mentor/ mentegeams, 25 teamswere matchedn 201213, and 25

teams werealsomatchedfor the 201314 cohort. Five special trainingad events are held
throughout the year and participants are also encouraged to attend programming sponsored by
the Office for Women. Four newsletters are publishednainthly throughout the academic
yearwhichcan be accessed at thd=0/website at:
http://ofw.iupui.edu/Mentoring/AdvancingWWomenMentoring-Program

t I NIYSNI gAlGK GKS aSyd2NAy3 22YSyQa bSisg2N]
aSYyuz2NAy3 22YSyQa bSi62N] A& | onehbakeB il € 2NAI Y
Indianapolis. Their mission is a community of empowered women supporting one another

personally and professionally through mentoring relationships. TiRé/Cbllaborates witithe

organization and the CEO was the guest speaker at the AWMP120{i8koff event.In

addition, AWMP will be sponsoriritye student memberships to the organization in a pilot

project.

l vydzZ £ 22YSy Q3 [ SIFRSNEKALI ! g NRa&

5dzZNAyYy 3 22YSyQa | AaFeamdgniaed ghd ¢eEbrafie&vomén facultylandh
staff who have been outstanding leaders in their department or schools or who have
demonstrated significant leadership at the campus, community, national, and/or international
level. Any member of the campus community may nominate a woman leader feetnards.

The awards arpresentedr G 'y | yydzrf NBOSLIIAZ2Y iRMadBK y3 2 2YS)
Theeventfeatures 1 Se@y20S I RRNBaa 2y G(GKS DblFdA2ylLf 22Y!
presentation of awards to top women faculty, staff and student leaders on camfphe Office

for Student Involvement cgponsors the event and makes awards to top student women

leaders. In 2002 recognition awards were added fortfle faculty and staffin 2005 an

award was added for patime women faculty or staffand in2009an "Inspirational Woman"

award was created.

Since 2002 awards have been presented to 24tifuké faculty, 21 fultime staff and 5 part

time faculty or staff members! RRAGA2y Fff &8 (GKS GLYALIANI GA2Yy L §
presented to 4 staff memberand 2 faculty members.

Women Creating Excellence at IUPUI

Thisinitiative was funded by the Office of Diversity, Equity and InclusionORv&and

University Librarglevelopeda permanent online archive to highlight and celebrate the
significant contributbnsto build and sustairthe [IUPUEtampus by women faculty, staff,
students, alumnae or community members.features the biographies of over 100 women

who have made significant contributions to the growth and development of IUPUI since 1969
and featuregphotos from the Ruth Lilly Special Collections and Archivedanuary 2012 the
online exhibit was adapted to a multiedia exhibitand has been viewed by more than 300
peoplein the Cultural Arts Gallery in the Campus Center
http://www.ulib.iupui.edu/womencreatingexcellence
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Key Indicators for the Advancement of Women

The Key Indicators for the Advancement of Women are a series of data points that track the

progress of women faculty intadministrativeand academic leadership at IUPWData is also

included on the enrollment and graduation of women students. The Indicators were first

developed and used on campus in 1994 by the Task Force on the Status of Widmee@W

has requested ugiates from IMIR in 1999 and subsequently in 2005, 2007, 2010 and Z0&2.

RFGF FNBE NBEOASHGSR o0& (KS ! ROAaA2NE [/ 2dzy OAf | yR
Diversity Report.

Multicultural Pedagogy Research GrqiyPREG)

The GFWcontinues to sponsr and support this research group formekiyown ashe

Community of Practice on Multicultural TeachindPREG is an interdisciplinary group of

faculty and staff that have worked together since 2006 conducting research on multicultural

teaching practice and outcomes.Current members of MPREG are women and represent a

variety of ethnic and cultural groups including African American and Hispawemembers
aretenuredassociate professors, one is in the process of seeking tenure, and two are

administative staff and adjunct facultyThevariousdisciplinesncludepsychology, public

KSFfUGKZ yiKNRLRf238x a20AFft @g2NJ X fA0GSNY GdzNB

¢KS 3INRdzLIQA FANRG NBASI NODK &adnNag®wardSEF YAY SR (K
multicultural teaching and practice. Findings from the study were published in the Journal on
Excellence in College Teaching. The group published their second article in June 2012 in the
Journal of the Scholarship of Teaching and Learmiipy/josotl.indiana.edu/issue/view/180

In the summer of 2012 MPREG conducted an assessment of the perceptions of the local Latino
community towards higher education and its accessibility, partiul&aPUI. The results of the
survey were shared with the Office of Diversity, Equity and Inclusion and the Office of
Enrollment Services. The group is currently analyzing data from a survey of student perceptions
of multicultural teaching on the IUPUIroaus. For their impactful workn the area of diversity

the MPREG was the recipient of tB810Dr. Josephl. Taylor Excellence in Diversiyvard

Financial Fitness Series

This seies providefinancial knowhow for employeesparticularlywomen regardingthe

transition into retirement. The speake(Joyce Fostghas over 27 years of experience as a

financial planner and owns a practice with Ameriprise Platinum Financial Services ® Practice.
Ms. Fostelis a frequent speaker on financial strategiesviammen and retirement planning.

The OFW hosts-8workshops annually, two in the fall semester and two in the spring
semester2y UKS G2LIA0A 2F AGA¢NIYaTFT2NXYAYy3a {20Af |
FYR at N2PUOSOUAY3 | 2dzNRwBA X 8B ¥ 8AppraxihRely s Sppare NIy
attend this series annually

SO
is
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$tart $mart Workshop

The $tart $mart workshop was developed by The Wage Project and the Association of American
University Women to provide women who are college juniors andosgnas well as graduate
students, with knowledge and skills when approaching the job market to negotiate salaries and
benefits so that they receive fair and realistic compensatidhe first workshop on campus in

2010 featured the national director, ArHoule. The director of the OFWg a trainedbtart

$mart facilitator andhas presented subsequent workshodsince 2010, siworkshopshave

been presented t@2 students.

Sexual Assault Prevention, Intervention and Respé88€ IR)ask Force

Counsdahg and Psychological Servi¢€aAPS)Yhe Dean of Students, the Office for Women,
Student Health, the Office of Equal Opportunandthe IU Police have partnered to create a
campuswide coalition to initiate and coordinate efforts to address sexual @$sad intimate
partner violence on campuslhe task force was formed and-cbaired by the directors of
CAPSs and OFW. The task force has met monthly throughout thel3Gk&demic year and
provides a forum for planning and coordinating primary prei@meducation for students,

FI OdzAf G FyR adlFFFT LREAOASE YR LINPOSRdzNBa ¥F2
coordination of message and dissemination of information; and training for faculty and staff.
The task forcdnas broad representaon from stakeholders acroghe campus androader
community with participation from more than 30 units.

In 2013, CAPS and OFW obtained a grant from the Indiana Campus Sexual Assault Primary
Prevention ProjecfiINCSAPPActivities under the grant iede the establishment of a

campuswide coalition, a review of campus policy regarding sexual assault offenses, an effort to
expand male involvement in primary prevention, a review of relevant data, development of
bystander intervention training, and dewgiment of a social marketing campaign for students.
INCSAPP also made a $2500 grant to SAPIR for items for the social marketing campaign
AyOfdzZRAY3 o6FyySNARAZ OdzllJasxs flyelrNRax oF3a gAGK
883 A& vYe O2yizaiSYéyadyd#izaKk O2yaSyd Aa &aSEdzZ t |
SAPIR conducted focus groups with students to determine the most appropriate message for

the IUPUI campus.

The social marketing campaign will launch in the fall of 206 &ddition,bystander
intervention training for students will be conducted and an online training will be made
available to incoming students through the Division of Student Life.

A detailed program listing by academic year can be fourgppendix Lg Programming of tke
IUPUI Office for Women 2004-2012.
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3. Students

22YSyQa ailidzRSyiaQ ySSRa 2y OF YLMza FNB ljdzr £t A
2dzNJ yIFGA2yQa KAAG2NE 2F fAYAGAY3 OO0OSaa G2 KA
women. Women did not entehigher education and professional education in significant

ydzYo SNR dzyGAf GKS mptrnQa FFGSNI LI aalr3asS 2F ¢Ad
women now the majority of students in undergraduate and graduate education, the needs of

women students ee not fully addressed and women still constitute a minority of the academic

faculty and leadership.

Needs of Women Studentsnational data

A National research indicates that there are noniform effects of the experience of
college on the genders. Iregeral, women students have a crisis of confidence
continuing to undervalue their academic ability even when doing well, undervalue their
math abilities, report more feeling of depression and feeling overwhelmed than men
and have fewer skills in managirgess. *

A National data also illustrates that female students come from poorer families on
average than their male colleagues, and more women than men acquire student debt
and at higher rates than men. **

A Women students continue to need information argsources about how to succeed in
the academic environment, how to manage finances, how to find career opportunities.
They need information on stress relief and health care, domestic abuse and sexual
assault, alcohol and drug use, sexual harassment, balgmerk and family
responsibilities, and their legal rights.

A Women students continue to face physical safety concerns, pressure to conform to rigid
physical images of female beauty, mental health issues, eating disorders, lew self
esteem, financial needjyender discrimination in classrooms and sexual harassment.

IUPUI Female Student Data

In 2012 there were approximately 16, 500 female students at IUPUI constituting 57% of the
student population. What data is available by gender indicates that our festatkents
have the same qualitatively different college experience noted in the national data.

A Inthe 2011 IUPUI Continuing Student Satisfaction and Priorities Survey by IMIR, in
¢roftS mm a{ddzRSYyd t SNOSLIiA2ya 2Fmdge2 OALf LYy
negative experiences than marcluding 10.7% of respondents believing they had
SELISNASYOSR ayS3IGABS 2NJ RA&ALI NI IAy3d 0O02YYS
SELISNASYOAYy3 ay20( 0SAy3 (1 1Sy aSNR2dzafteé:x
KdzY 2 NE clayizz SELISNASYOAY3I GRAAONAYAYIFIGA2YE 6
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A In the same study in Table 23, 7.0% of women students indicated theysspegated,
widowed or divorcedompared to 3.3% of male respondents and 31.8% of female
respondents said they hathildren at homeompared to 21.9% of males.

A Information from IUPUI CAPS (Counseling and Psychological Services) indicates that over
the last four years, more women students seek their services than men: clients were
64% women compared to 35% percent men.

With the influx of women students into our pesecondary educational institutions in the last

forty years, institutions have had to adapt to the qualitatively different needs of women
d0dzRSyiad ¢KAA AyOfdzZRSR aiNHzOGdzNI £ OKIy3aSa a&dz
housing and child care féities. It has included policy changes in areas of student health and

wellness and measures to comply with federal civil rights mandates. We have also seen the
SadlrotAaKYSyld 2F 62YSyQa NBaz2dz2NOS OSyiGaSNa 2y
to address the issues of personal safety, financial stress, career planning, and academic success

and gender equity. These centers also offerawofiad Odza SR daal FS aLl OS¢ 2y
women can network, congregate and find information about their unique erpeds and

needs.

CKS L!t!L hFTFFAOS FT2N) 22YSy 2FFSNA LINPINIYYAYS3
through collaborations with the Office of Student Involvement. These include a mentoring
LINEIANFY F2N addzRSydas LINPIAINWYRYXNRS FT¥Ndab 2 Y3 RIS
Leadership Awards. The director has also beenhairing the Sexual Assault Prevention,

Intervention and Response task force in cooperation with CAPS. The office works closely with

0KS 22YSyQa {(dzRAS& LINEsShND piitner én cadiculariactidting: G S 2y

Afulya i FFSR YR RSRAOFGSR aLJ} OS F2NJ I 62YSyQa
provide an identified place on campus for women to congregate, to network and to find

answers to their concerns. It wiliact as a gateway to resources on campus and in the

community. Enhanced and additional programming addressing the many needs noted above

could be provided to our women students.

*Sax, L.J. (2008) The gender gap in college: Maximizing the developpwetaial of women
and men. San Francisco: JosBags

** Shriver, Maria (20101-MmM0 @ ¢ KS { KNAGSNI wSLIENIY ! 22Y|YyQ3i
Brink (Kindle Locations 262652). Rosetta Books. Kindle Edition

Pages9



AppendixA

ProfessionalStaff Employees biPayGrade
Headcountand Percentage
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2003- 2013

Professional Staff Employees by Pay Grade

Level 3 Staff Employees (Old System=PA12, PA13, PA14)

Headcount
2003 2004 2005 2006 2007 2008
Female 415 439 439 452 471 466

Male 278 296 289 281 290 326
Grand Total 693 735 728 733 761 792
Pe rcentage

2003 2004 2005 2006 2007 2008

Female 60% 60% 60% 62% 62% 59%

Male 40% 40% 40% 38% 38% 41%

Grand Total 100%  100%  100%  100%  100%  100%

Level 4 Staff Employees (Old System=PA15, PA16)

Headcount

2003 2004 2005 2006 2007 2008

Female 37 40 42 42 43 166

Male 38 35 36 40 32 123

Grand Total 75 75 78 82 75 289
Percentag

2003 2004 2005 2006 2007 2008
Female 49% 53% 54% 51% 57% 57%
Male 51% 47% 46% 49% 43% 43%

2009
489
336
825

2009
59%
41%

100%

2009
166
130
296

2009
56%
44%

2010
488
328
816

2010
60%
40%

100%

2010
170
139
309

2010
55%
45%

2011
501
298
799

2011
63%
37%

100%

2011
171
140
311

2011
55%
45%

2012
510
303
813

2012
63%
37%

100%

2012
180
147
327

2012
55%
45%

2013
519
330
849

2013
61%
39%

100%

2013
198
151
349

2013
57%
43%
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Grand Total 100%  100%  100%  100%  100%  100%
Level 5 Staff Employs (Old System=PA17, PA18)

Headcount

2003 2004 2005 2006 2007 2008

Female 13 13 13 13 13 22

Male 20 26 22 24 24 26

Grand Total 33 39 35 37 37 48
Percentage

2003 2004 2005 2006 2007 2008

Female 39% 33% 37% 35% 35% 46%

Male 61% 67% 63% 65% 65% 54%

Grand Total 100%  100%  100%  100%  100%  100%

Level 6 Staff Employees (Old System=PA19 & PA21)

Headcount

2003 2004 2005 2006 2007 2008

Female 5 6 7 7 8 11

Male 16 15 12 11 11 14

Grand Btal 21 21 19 18 19 25
Percentage

2003 2004 2005 2006 2007 2008

Female 24% 29% 37% 39% 42% 44%

Male 76% 71% 63% 61% 58% 56%

Grand Total 100%  100%  100% 100%  100%  100%

100%

2009
24
23
47

2009
51%
49%

100%

2009
10
15
25

2009
40%
60%

100%

100%

2010
24
22
46

2010
52%
48%

100%

2010
10
16
26

2010
38%
62%

100%

100%

2011
25
20
45

2011
56%
44%

100%

2011
11
12
23

2011
48%
52%

100%

100%

2012
22
26
48

2012
46%
54%

100%

2012
12
12
24

2012
50%
50%

100%

100%

2013
20
29
49

2013
41%
59%

100%

2013
10
12
22

2013
45%
55%

100%
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Executive Staff Employees (Old System=PAXX & PAZ

Female
Male

Grand Total

GrandTotal

Female
Male

2003

2003
67%
33%

100%

2004

2004
67%
33%

100%

2005

2005
50%
50%

100%

2006

2006
33%
67%

100%

Headcount
2007 2008
2 3
3 3
5 6
Percentage
2007 2008
40% 50%
60% 50%
100%  100%

2009

2009
50%
50%

100%

2010

2010
50%
50%

100%

2011

2011
33%
67%

100%

2012

2012
43%
57%

100%

2013

2013
40%
60%

100%
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45.00

2013
All Professional Staff by Pay Grade

40.00

39.56

35.00

30.00

28.66

25.00

Percent
20.00

15.25

15.00

10.77

10.00

5.00

D

1.14 1.32

22
0.22
_— .

0.04

0.00 -

PA1

0.84 I
| T T

PA 2

PA 3

PA 4

PA5 PA6 PACH PAHE PANC PAXX
Pay Grade
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Appendix B

2012 Census Data
IUPUI FullTime Academic Appointments
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2012 Census
IUPUI FuliTime Academic Appointments
October 2012

Campus SummaryALL Schools

Professor Total 525 11 1 57.8 18.3 104
Men 402 7% 8 73% 1| 100%| 57.6 18.4 10.8
Women 123 23% 3 27% 0 0% 58.7 17.8 8.9
Minorities 89 17% 2 18% 0 0% 55.4 15.9 8.3
Associate Total 398 81 0 50.1 13.5 8.0
Professor Men 242 61% 49 60% 0 * 49.9 13.0 8.3
Women 156 39% 32 40% 0 * 50.5 14.3 7.7
Minorities 87 22% 27 33% 0 * 48.7 10.8 6.2
Assistant Taal 6 353 0 39.4 3.6 3.7
Professor Men 6| 100% 208 59% 0 * 39.0 3.6 3.8
Women 0 0% 145 41% 0 * 40.0 3.7 3.4
Minorities 2 33% 152 43% 0 * 39.7 3.4 34
Academic Total 0 0 60 50.5 8.2 4.2
Specialist Men 0 * 0 * 17 28% 55.0 7.2 4.7
Women 0 * 0 * 43 72%| 48.8 8.6 4.0
Minorities 0 * 0 * 12 20% | 48.2 6.1 3.7
Senior Total 0 0 66 56.1 17.1 6.4
Lecturer Men 0 * 0 * 34 52% 56.0 16.1 6.2
Women 0 * 0 * 32 48% 56.3 18.1 6.7
Minorities 0 * 0 * 5 8% 59.2 14.2 9.8
Lecturer Total 0 0 144 48.5 8.3 6.6
Men 0 * 0 * 70 49%| 47.7 8.2 7.0
Women 0 * 0 * 74 51% 49.2 8.3 6.2
Minorities 0 * 0 * 22 15% 42.6 7.0 6.2
Research Total 0 0 166 46.0 9.2 5.3
Men 0 * 0 * 106 64% | 46.8 9.4 5.6
Women 0 * 0 * 60 36% 44.4 8.7 4.8
Minorities 0 * 0 * 79 48% 45.7 7.6 4.5
Clinical Total 0 0 80 58.3 15.3 7.6
Professor Men 0 * 0 * 60 75% 59.1 14.7 7.7
Women 0 * 0 * 20 25% 55.8 17.1 7.6
Minorities 0 * 0 * 12 15% 56.7 14.0 6.2
Clinical Total 0 0 214 52.1 13.2 7.5
Associte Men 0 * 0 * 132 62% 52.3 12.4 7.7
Professor Women 0 * 0 * 82 38% 51.7 14.4 7.2
Minorities 0 * 0 * 44 21%| 49.5 9.0 5.3
Clinical Total 0 0 536 42.8 6.4 5.6
Assistant Men 0 * 0 * 276 51% 43.0 6.6 5.9
Professor Women 0 * 0 * 260 49% 42.7 6.2 5.2
Minorities 0 * 0 * 113 21%| 41.0 4.7 4.4
Senior Total 0 0 1 65.0 6.1 6.1
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Clinical Men 0 * 0 * 1| 100%| 65.0 6.1 6.1
Lecturer Women 0 * 0 * 0 0% 0.0 0.0 0.0
Minorities 0 * 0 * 0 0% 0.0 0.0 0.0
Clinical Total 0 0 8 51.3 10.4 8.9
Lectuer Men 0 * 0 * 1 13% 55.0 2.1 3.0
Women 0 * 0 * 7 88% 50.7 11.6 9.7
Minorities 0 * 0 * 0 0% 0.0 0.0 0.0

Librarians Total
Men
Women
Minorities

Tenure Related 1422 53%
Non-Tenure Related 1276 47%
Total 2698 100%

Note: Professor includes Distinguished Professor. Lecturer includes Senior Lecturer.

*0% changed to "*" to avoid the cell error "#DIV/0!"
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Appendix C

Student Enroliment by Major
2007 Comparedd 2012
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StudentEnrollmentby Major
2007 Compared to 2012

Between 36% and 76% female 07PerF means, percent female enrollment, 2007
Less than 36% female 12PerF means, percent female enrollment, 2012
More than 76% female Only majorswith > 20 students enrolled in each year

Percentages are rounded

Kelley School of Business 2007 2012
Undergraduate Women Men Total O07PerckF | Women Men Total 12PercF| Change
Marketing BS / BSB 84 92 176 48% 88 88 176 50% 2%
Human Resarces Mgmt BS / BSB 66 38 104 63% 51 40 91 56% -7%
Business BS / BSB 46 39 85 54% 17 13 30 57% 3%
Finance BS / BSB 52 106 158 33% 30 111 141 21% -12%
Management BS / BSB 87 123 210 41% 81 105 164 49% 8%
Graduate
Finance MS / MBA 14 61 75 19% 5 20 25 20% 1%
Business MBA 87 227 314 28% 54 200 254 21% -6%
Accounting MBA/MPA/MSA 86 64 150 57% 83 78 161 52% -6%
School of Dentistry 2007 2012
Undergraduate Women Men Total O07PerckF| Women Men Total 12PercF | Chage
Dental Hygiene AS 97 2 99 98% 82 1 83 99% 1%
Dental Assisting CERT 37 2 39 95% 34 0 34 100% 5%
Graduate
Dental Surgery DDS 166 235 401 41% 196 212 408 48% 7%
School of Education 2007 2012
Undergraduate Women Men Total O07PercF| Women Men Total 12PerckF| Change

Elementary Education BSED 711 113 824 86% 542 77 619 88% 1%



English Education BSED 58 30 88 66% 85 32 117 73% 7%
Social Studies Educ BSED 48 61 109 44% 27 66 93 29% -15%
Spanish Education BSE 21 4 25 84% 17 5 22 7% -71%
Teacher Certification 100 52 152 66% 34 11 45 76% 10%
Graduate
CounselingCounseloied MSED 88 20 108 81% 54 18 72 75% -6%
Elementary Education MSED 81 10 91 89% 61 10 71 86% -3%
Language Education MSED 34 5 39 87% 21 4 25 84% -3%
Secondary Education MSED 45 29 74 61% 52 23 75 69% 9%
Special Education MSED 32 6 38 84% 20 2 22 91% 7%
Student Affairs Admin MSED 18 4 22 82% 24 15 39 62% -20%
School of Engineering and Technology 2007 2012
Undergraduate Women Men Total O07PerckF| Women Men Total 12PercF | Change
Biomedical Engineering 15 24 39 38% 19 44 63 30% -8%
Biomedical Engineering Tech BS 6 43 49 12% 13 39 52 25% 13%
Comp & Info Tech BS Stand Opt 51 164 215 24% 8 32 40 20% -4%
Comp Graph Tech B$im Spt Gr 26 72 98 27% 6 31 37 16% -10%
Comp Graph Tech B& Mit Dev 20 36 56 36% 14 23 37 38% 2%
Computer Engineering BSCE 5 38 43 12% 5 40 45 11% -1%
Computer Engr Tech BS 8 30 38 21% 3 20 23 13% -8%
Construction Engr Mgnitech BS 6 87 93 6% 10 89 99 10% 4%
Elec Engr Tech BS 7 121 128 5% 3 44 47 6% 1%
Electrical Engr BSEE 10 81 91 11% 74 74 0% -11%
Interior Design Tech BS 127 12 139 91% 43 4 47 91% 0%
Mech Engr Tech BS 11 160 171 6% 3 60 63 5% -2%
Mechanical Engr BSME 10 114 124 8% 17 182 199 9% 0%
Org Leadership & Supvn BS 71 93 164 43% 20 36 56 36% -8%
Graduate
Clinical Research MSCR / GR CRT 17 4 21 81% 12 9 21 57% -24%
Electrical Computer Engr MSECE 7 40 a7 15% 26 86 112 23% 8%
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Mechanical Engr MSME 5 22 27 19% 7 51 58 12% -6%
Music Technology MS 11 32 43 26% 5 28 33 15% -10%
Technology MS 6 22 28 21% 17 28 45 38% 16%
Herron School of Art 2007 2012
Undergraduate Women Men Total O07PerckF | Women Men Total 12PercF| Change
Visual CommunicatioBFA 22 20 42 52% 35 24 59 59% 7%
Fine Arts BFA 20 15 35 57% 35 17 52 67% 10%
Art Education BAED 29 4 33 88% 21 6 27 78% -10%
Painting BFA 22 16 38 58% 25 6 31 81% 23%
Photography BFA 35 6 41 85% 38 7 45 84% -1%
Art History BA 49 7 56 88% 43 5 48 90% 2%
School of Health and Rehabilitation 2007 2012
Graduate Women Men Total O07PercF | Women Men Total 12PercF| Change
Physical Therapy DPT 74 29 103 2% 83 29 112 74% 2%
Occupational Therapy MS 57 8 65 88% 64 7 71 90% 2%
School of Informatics 2007 2012
Undergraduate Women Men Total O07PerckF| Women Men Total 12PercF | Change
Health Info Admin BS 18 2 20 90% 38 13 51 75% -15%
Informatics BS 30 67 97 31% 21 105 126 17% -14%
Media Arts & Science BS 69 229 298 23% 90 219 309 29% 6%
Graduate
Health Informatics MS 21 10 31 68% 30 24 54 56% -12%
Human Comp Interaction MS 4 21 25 16% 9 18 27 33% 17%
Media Arts & Science MS 13 18 31 42% 20 19 39 51% 9%
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School of Social Work 2007 2012
Undergraduate Women Men Total O07PerckF | Women Men Total 12PercF| Change
Social Work BSW 116 10 126 92% 165 19 184 90% -2%
Graduate
Social Work MSW 491 72 563 87% 457 66 523 87% 0%
School of Law 2007 2012
Graduate Women Men Total O07PerckF | Women Men Total 12PercF| Change
Law JD 452 497 949 48% 413 517 930 44% -3%
Law LLM 22 23 45 49% 17 18 35 49% 0%
School of Medicine 2007 2012
Undergraduate Women Men Total O07PerckF | Women Men Total 12PercF| Change
Histotechnology CERT 44 10 54 81% 53 23 76 70% -12%
Radiation Therapy BS 16 10 26 62% 18 6 24 75% 13%
Respiratory Therapy BS 26 11 37 70% 28 9 37 76% 5%
Graduate
Epidemiology MPH 33 22 55 60% 49 16 65 75% 15%
Indpls Biomed Open Ph.D 18 16 34 53% 34 23 57 60% 7%
Medical Genetics MS / Ph.D. 21 7 28 = [ 3 22%
Medical Imaging Tech BS 14 8 22 64% 32 9 41 78% 14%
Medical Science MS 23 7 30 77% 24 2 26 92% 16%
Medicine MD 501 625 1,126 44% 576 723 1,299 44% 0%
Microbiol & ImmunologyPHD 22 8 30 73% 18 9 27 67% -7%
School of Nursing 2007 2012
Undergraduate Women Men Total O07PercF| Women Men Total 12PerckF| Change
Non Nurs Bacc to BSACCEL 99 13 112 88% 160 22 182 88% 0%
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Nursing BSN 537 52 589 91% 524 53 577 91% 0%

Nursing RN to BSN 81 7 88 92% 222 15 237 94% 2%
Graduate
AdIt Hith CI Nurs Spec MSN 41 1 42 98% 35 3 38 92% -6%
Adult/Geriatric MSN 44 6 50 88% 65 2 67 97% 9%
Fam Nurse Practitioner MSN 38 0 38 100% 49 1 50 98% -2%
Nursing Administratio MSN 40 1 41 98% 21 1 22 95% -2%
Nursing Science Ph.D 54 1 55 98% 38 3 41 93% -5%
Pediatric MSN 50 1 51 98% 30 2 32 94% -4%
School of PETM 2007 2012
Undergraduate Women Men Total O07PerckF| Women Men Total 12PercF | Change
Sports Management BSK BSPE 37 76 113 33% 21 81 102 21% -12%
Phys Edu & Health Ed/Tch BSPE 36 63 99 36% 12 39 50 24% -12%
Exercise Science BSK, BSPE 58 39 97 60% 112 98 210 53% -6%
Fitness BS+ 21 18 39 54% 33 19 52 63% 10%
Tourism/Conv/Event Mgt BS 256 76 332 77% 205 45 250 82% 5%
Graduate
Physical Education MS MSK 16 9 25 64% 16 7 23 70% 6%
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School of Science 2007 2012

Undergraduate Women Men Total O07PercF| Women Men Total 12PercF| Change
Biology BA 161 63 224 72% 132 84 216 61% -11%
Biology BS 109 65 174 63% 183 126 309 59% -3%
Chemistry A.C.S. Cert. BSCH 41 42 83 49% 48 86 134 36% -14%
Chemistry BA 24 26 50 48% 29 33 62 47% -1%
Computer Science BS 7 70 77 9% 13 169 182 7% -2%
For & Invest Sci BS PU 63 18 81 78% 84 26 110 76% -1%
Math Teaching BS 22 24 46 48% 19 22 41 46% -1%
Mathematics BS 25 51 76 33% 27 45 72 38% 5%
Psychology BA 222 55 277 80% 325 64 389 84% 3%
Psychology BS 189 70 259 73% 220 90 310 71% -2%

Graduate
Biology MS 44 66 110 40% 59 45 104 57% 17%
Chemistry MS 11 14 25 44% 13 10 23 57% 13%
Clinical Rehab Psych PHD 19 4 23 83% 22 3 25 88% 5%
Computer Info Science MS 24 40 64 38% 35 77 112 31% -6%

School of Liberal Arts 2007 2012

Undergraduate Women Men Total O07PecF | Women Men Total 12PercF | Change
Am Sign Lgngl Interp BS 22 1 23 96% 45 7 52 87% -9%
Anthropology BA 61 30 91 67% 65 28 93 70% 3%
Communication Studies BA 178 95 273 65% 171 91 262 65% 0%
Economics BA 9 33 42 21% 8 64 72 11% -10%
English BA 164 90 254 65% 161 75 236 68% 1%
Geography BA 12 13 25 48% 9 31 40 23% -26%
History BA 73 98 171 43% 79 95 174 45% 3%
International Studies BA 18 7 25 72% 51 30 81 63% -9%
Paralegal Studies CRT 31 6 37 84% 37 13 50 74% -10%
Philosophy BA 23 41 64 36% 13 46 59 22% -14%
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Political Science BA 119 105 224 53% 94 101 195 48% -5%

Religious Studies BA 12 14 26 46% 14 16 30 47% 1%
Sociology BA 108 31 139 78% 90 42 132 68% -10%
Spanish BA 59 26 85 69% 42 20 62 68% 2%

Graduate
Applied Communication 34 7 41 83% 26 11 37 70% -13%
English MA 24 17 41 59% 15 11 26 58% -1%
Geographic Info Sci GR CRT / MS 8 13 21 38% 15 15 30 50% 12%
History MA 22 17 39 56% 23 8 31 74% 18%
Philanthropic Studies MA/ Ph.D. / dual 58 16 74 78% 78 22 100 78% 0%

School of Public Health 2007 2012

Undergraduate Women Men Total O07PerckF | Women Men Total 12PercF| Change
Civic Leadership BSPA 23 9 32 2% 28 7 35 80% 8%
Criminal Justice AS / BS 166 127 293 57% 197 175 372 53% -4%
Management BSPA 30 33 63 48% 39 53 92 42% -5%

Graduate
Nonprofit Management GR CRT 56 21 77 73% 48 14 62 7% 5%
Nonprofit Management MPA 45 9 54 83% 74 13 87 85% 2%
Policy Analysis MPA 10 11 21 48% 17 23 40 43% -5%
Public Management CRT ExecEd 8 23 31 26% 5 19 24 21% -5%
Public Management GR CRT 13 7 20 65% 18 21 39 46% -19%
Public Management MPA, ExecEd MPA 24 57 81 30% 24 22 46 52% 23%
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Other Academic Units
Undergraduate
Journdism BAJ
General Studies BGS
Graduate
Library Science MLS
Adult Education MS

Rachel Apmgate, DLIS/SOIC
From IMIR data

2007 2012
Women Men Total O07PercF| Women Men Total 12PercF| Change
108 42 150 72% 120 53 173 69% -3%
573 354 927 62% 635 308 943 67% 6%
261 48 309 84% 127 41 168 76% -9%
47 11 58 81% 78 18 96 81% 0%
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AppendixD
2008IUPUI Staff Gender Equity Analysis

Project Overview
Fall 2008; Spring 2009

Staff Gender Equity Analysis Exclusions
Fall 2008
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IUPUI Staff Gender Equity Analysis
Project Owerview
Fall 200&; Spring 2009

Gender equity review for IUPUI staff paralleled timeframe for IUPUI faculty review

Review conducted within PA job families with enough staff members for adequate
comparisons within levels

- Administrative Services

- Information Technology Services

- Student/Academic Services

- Research/Science

- Media/Public Relations/Alumni Services

- Facility Services

Methodology
- Computed both mean and median
- overall
- by gender
- Compiled number and percentagésttibution of employees across six
ranks (P1P6)
- Computed average and median salary by gender for P2, P3, P4 ranks
- Computed average and median salary by gender based on each job
family market zone
- below market
- within market
- above market
- Computed percentage distribution by gender across the three zones
- Looked for gender differences greater than 5%
- by average salary
- by median salary
- If greater than 5%, looked for reasonable factors which could explain th
difference
- Also reviewed internal equity within campus units

Analysis did not indicate an across the board pattern of salary inequity based on gender

In one job family (Information Technology) an additional review was needed to clarify salary
differences for 14 staff members within 8 campus units

Special thanks to Paul Carlen and Gary Pike for consultation and guidance, as well as John
Murray for gender equity project coordination
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Staff Gender Equity Analysis Exclusions

Fall 2008

As outlinal in the Scope section of the Gender Equity Analysis report, detailed analysis was not
performed on job families or levels when it was determined that the analysis could not produce valid
data to base conclusions upon. The following explains why specfidations were not included in

the gender analysis.

P1 level in all families
1 There are a total of 32 P1 positions on campus
1 P21 ranks in all but Facilities represent grandfathered positions that will be converted to
biweekly positions once terminated
1 Within the Facilities family, there are only 16 positions at the P1 rank (14 male and 2 female)
P5 level in all families
1 Positions at this level are unique
91 Total of 48 P5 positions across 8 different families
1 Largest number (17) within Administrative fayispread over 12 different departments
P6 level in all families
1 Positions at this level are unique
1 Total of 23 P6 across 8 different families
Coaches (CH)
1 Coaches of major teams tend to be contract employees
1 Minor team coaches are difficult to tracka market data
Not Classified (NC)
1 Positions in this category are not related to university market data or are not able to be
classified within the 6 level structure
1 This classification has only two positions
Executive (XX)
1 These are unique positis and small in number
1 This classification is for AVP and Vice Chancellor level positions on campus
Health Care Professionals (HE)
1 This family consists of 335 professional health care providers in 75 unique jobs
1 The largest population (242) is within dBferent nursing jobs. Females comprise 97% of the
nursing population
1 Unable to relate most positions to market data.
Health Practice Administration (HP)
1 No P2 level exists for this family
1 75 positions in 41 different organizational units
1 24 P4 positios in 23 different organizational units
9 Impacts of practice plans makes analysis difficult

Page79



Auxiliary (AX)
1 Only the P2 level has more than 4 positions for data analysis
1 P2 level consists of unrelated populations such as Teachers in the Child Care Center,
Professional Tennis Instructors, Parking Maintenance, Parking Supervisors, Aquatic Program
Managers.
Safety and Security (SS)
1 Small total number of positions (25) with wide variety of types of positions
1 80% of positions in two departments (ENHS and PD)
1 Pdice department pays identical salaries by position
1 ENHS is comprised of several specialty positions
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2013 Female Faculty and Staff Climate Survey and Needs Assessment
Scale Items

Incivility
During the past three years while employed at [IUPUI, have you been in a situation where any of your
supervisors or cavorkers: (Never, once or twice, sometimes, often, many times)

Put you down or was condescending to you?

Paid little attention to yar statement or showed little interest in your opinion
Made demeaning or derogatory remarks about you

Addressed you in unprofessional terms, either publicly or privately

Ignored or excluded you from professional camaraderie

Doubted your judgment over a mat over which you have responsibility
Made unwanted attempts to draw you into a discussion of personal matters
Harassed you

Made you feel isolated or unwelcome

10 Used offensive language or humor

11.Did not take you seriously

12.Discouraged you from pursuing acawie/career goals

© Nk wDdPRE

Perceived Support

The following items concern your perceptions of support for women in your academic department or
primary unit and at IUPUI overall Please indicated your level of agreement with each item using the
scale provided (StrongDisagree, Disagree, Slightly Disagree, Neither agree nor disagree, Slightly
Agree, Agree)

Local Support
. Colleagues are supportive when women take time for family life.

1

2. My chair or supervisor is supportive when women take time for family life

3. Colleaguesre supportive when women talk about work/family issues.

4. My chair or supervisor is supportive when women talk about work/family issues.

Upper Administration Support
1. Upper administration at IUPUI adequately addresses issues for women on campus.

2. Upper admirsgtration is concerned with issues pertaining to women on this campus.

Job Satisfaction
(Very dissatisfied, Dissatisfied, Neutral, Satisfied, Very Satisfied)
1. Your position overall

2. Your salary
3. The work that you do
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Your supervisor

Opportunities for professioal development
Opportunities for promotion

Your coworkers or colleagues
Careetrelated support

Personal and emotional support

© o N O

Turnover Intentions

(Strongly Disagree, Disagree, Slightly Disagree, Neither agree nor disagree, Slightly Agree, Agree)
1. 1 often think of quitting this job.
2. | have considered looking for another job in the past year.

TableD-1 providesmeans and standard deviations for the survey scales (see Appendix for individual
items). Overall, there appears to be relatively low levels of iitgiveported across campus and

there are not significant differences between majority and minority staff for the incivility scale. Please
note that these items are different than the items identified in Tabkes

Individuals report much higher suppddr women from their supervisors/cworkers (5.52)

compared to upper administration (4.22) although there was some variability in these scores.
Minority staff members in the SOM report significantly lower levels of local support than majority
staff members

Job satisfaction was slightly above the neutral point on the scale. However, for both IUPUI and SOM
staff, minority women report significantly lower job satisfaction scores. There is quite a bit of
variability in staff turnover intentions (as seen lhetrelatively high standard deviations). While the
average for turnover intentions was just below the mpidint of the scale, minority staff reported

higher levels on these items. Staff at both IUPUI and the School of Medicine did not perceive high
likelihood of promotion. At both IUPUI and the SOM, minority staff report significantly lower levels of
promotion likelihood than majority staff members. The average level of everyday sexism is relatively
low across the campus, although there does appear tedrae variability across staff.

TableD-1 ¢ Overallmeans and standard deviations for female staff overall at IUPUI and SOM and
broken down by (majority, minority status)

IUPUI SOM
2.03,.94 (2.01,2.18) | 1.98, .94 (1.94, 2.15)

Incivility a

Local Supparb

5.60, 1.26 (5.60, 5.59)

5.44, 1.30 (5.50, 5.06)*

Upper Admin Support §

4.20, 1.55 (4.20, 4.23)

4.24,1.39 (4.26, 4.09)

Job Satisfaction a

3.40, .80 (3.44, 3.16)*

3.43, .75 (3.46, 3.22)*

Turnover Intentions b

3.89, 2.03 (3.84, 4.24)+

3.77,1.99 (36, 3.87)

Promotion Likelihood b

2.36 1.32 (2.38,1.84)*

2.26, 1.31 (2.33, 1.85)*

Everday Sexism b

2.99, 1.35 (2.98,3.10)

3.04,1.33 (3.00, 3.25)
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Note: a = 5 point Likert scale, b = 7 point Likert scalstétistically significant difference, + marglly

significant difference.

In addition, TableD-2 displays data from these same scales, but breaks the data out by staffTitode.
first row of each cell is the overall mean and standard deviation. The second row contains the
majority and minority st&fmembers means respectively.

TableD-2 ¢ Overallmeans and standard deviations by staff role (majority, minority status)

Professional Clerical Technical
IUPUI(n= | SOM(n= |IUPUI(n= [sOoM(= [IuPuIi(n= |somn=
411) 228) 202) 102) 37) 70)
___ 202, 92 | 197, 92 |213 101 |202 98 |1.79, 68 |L185. 87
Incivility a (2.00,2.18) | (1.95,2.15) | (2.10,2.27) | (1.86,2.32) | (1.86,1.00)* | (1.87,1.69)
561,130 |551,1.23 |556 121 |530 148 |584 118 |5.45, 125
Local Support b (5.60,5.67) | (5.37.5.05)*| (5.57,5.51) | (5.34,5.14) | (5.72,6.75)+| (5.53,4.94)
, 407,159 |4.29, 132 | 435 153 |4.06, 142 |4.84 134 |4.32, 1.50
Upper Admin SUpportbl , s 4 11y | (4.33,4.13) | (4.37.4.24) | (4.13,3.74) | (4.755550) | (4.26,4.75)
__ 346, 82 |352,75 |3.28, 77 |325 .70 |344 8L |34, 77
Job Satisfaction a (3.49,3.31) | (3.54,3.33) | (3.36,2.90)* | (3.28,3.05) | (3.38,3.86) | (3.43,3.24)
_ 3.84,2.05 |359, 197 |4.00,202 |404 193 |38L 196 |3.98 212
Turnover Intentions b | 5 79 4 14y | (3.57,3.71) | (3.9,4.49)+ | (4.05.3.97) | (3.87,3.38) | (3.96,4.11)
- 255,138 |242 141 |208 121 |200, 121 |224 115 |2.18, 1.11
Promotion Likelihood b | 5 56 5 4g) | (2.50,1.92)*| (2.12,1.89) | (2.04, 1.80) | (2.21.2.42) | (2.25,1.70)
, 312,150 |3.14,137 |3.12 139 |325 142 |2.87, 144 |2.93, 134
Everyday Sexismb | 3 15 3 38) | (3.12,3.23) | (3.08,3.27) | (3.10.3.96)* | (2.93, 2.46) | (2.92,2.97)

Women in clerical roles report significantly lower job satisfaction and lower promotion likelihood
than professional and technical staff. Theseng two scales were significantly lower for minority

women (regardless of role) compared to majority group staff. It appears that minority women in
clerical staff roles at IUPUI report very low levels of job satisfaction (2.90), very high intentions to

turnover (4.49) and low expectations regarding promotion (1.89). Minority clerical staff in the SOM

report significantly higher everyday sexism compared to their majority group counterparts.

Correlation amongq focal variables

The relationships among the vables are also interesting to consider. Not surprisingly higher levels
of incivility are significantly related to lower supervisor/coworker suppo®&Q), lower upper
administrative support-(27), lower job satisfaction.61), higher intentions to turneer (.40), and

higher levels of everyday sexism (.47). Therefore, even though the averages of incivility are relatively
low across staff on campus, perceptions of incivility are strongly related to important individual and

organizational outcomes.
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In addtion, below are responses from female faculty members about their experiesitbeor

situations in which aupervisor or colleague engadjm specific behaviorsf concern

Female Faculty
Items of Concern

Workplace incivility (Cortina measuje

Lecturer Asst. Assoc Full Visit/PT Libr. Clglses Exec. Mgt.
1.93 1.94 2.03 2.09 2.58 2.06 2.12 2.42
(0.84) (0.85) (0.94) (1.10) (0.93) (0.83) (1.07) (1.25)
n =45 n =42 n=>51 n =27 n=11 n=>0 n=17 n=29
Sample: M = 2.06, SD = .96
Perceptions of Equal Access (Westring et al., 2012)
Lecturer Asst. Assoc Full Visit/PT Libr. CI::n;I:es Exec. Mgt.
4.82 5.04 4.57 5.06 4.45 4.82 4.3 4.56
(1.25) (1.28) (2.30) (1.31) (1.08) (1.55) (0.89) (1.73)
n=45 n=42 n=>51 n=27 n=11 n=10 n=17 n=9
Sample: M =4.78, SD = 1.27
Perceived Support
Mean (SD) fot OCAL SUPPORyTrank:
Lecturer Asst. Assoc Full Visit/PT Libr. CIE;EGS Exec. Mgt.
5.47 4.97 5.16 5.51 5.16 4.16 4.88 4.87
(1.34) (1.49) (1.56) (1.33) (1.50) (1.90) (1.43) (1.14)
n=45 n=42 n=>51 n=27 n=11 n=10 n=17 n=9
Sample: M =5.16, SD = 1.47
Mean (SD) fo PPER ADMIN SUPPOBRY STEM division and
rank:
Lecturer Asst. Assoc Full Visit/PT Libr. Clgélzes Exec. Mgt.
3.71 3.8 4.23 4.37) 3.86 3.68 3.86 4.89
(1.74) (12.69) (1.77) (1.63) (1.79) (1.69) (1.54) (1.98)
n=45 n=42 n=>51 n=27 n=11 n=10 n=17 n=9
Sample: M =4.02, SD = 1.74, n = 232




Job Satisfaction

Lecturer Asst. Assoc Full Visit/PT Libr. CilrggFées Exec. Mgt.
3.49 3.67 3.5 3.89 3.17 3.39 3.26 3.57

(0.70) (0.75) (0.87) (0.78) (1.04) (0.87) (0.88) (1.21)
n=45 n=42 n=>51 n=27 n=11 n=10 n=17 n=9

Sample: M = 3.55, SD = .85;

234

Turnover Intentions

Lecturer Asst. Assoc Full Visit/PT Libr. CI::n;I:es Exec. Mgt.

3.3 3.44 3.62 3.41 4.36 4.18 3.74 3.89
(2.05) (1.88) (1.96) (2.37) (2.38) (2.34) (2.31) (2.77)
n =45 n=42 n=>51 n=27 n=11 n=10 n=17 =9
Sample: M = 3.55, SD = 2.10, n =229
Likelihood of Promotion
Lecturer Asst. Assoc Full Visit/PT Libr. CI::n;I:es Exec. Mgt.
2.59 3.31 3.12 3.91) 2.31 2.33 2.3 3.41
(1.52) (0.93) (1.46) (1.80) (1.47) (1.20) (1.39) (1.75)
n =45 n=42 n=>51 n=27 n=11 n=10 n=17 n=9
Sample: M = 3.05, SD = 1.53, n =232
Everyday Sexism Perceptions
Lecturer Asst. Assoc Full Visit/PT Libr. Clgélzes Exec. Mgt.
3.19 2.95 3.82 3.61 3.89 3.68 3.7 3.36
(1.68) (1.56) (1.48) (2.79 (1.86) (2.10) (1.48) (2.00)
n =45 n=42 n=>51 n=27 n=11 n=10 n=17 n=9
Sample: M =3.44, SD = 1.63, n = 246
Perceived Benevolent Sexism
Lecturer Asst. Assoc Full Visit/PT Libr. CI:S;I:es Exec. Mgt.

3.48 3.33 3.86 3.55 3.45 3.15 3.47 3.5
(1.62) (2.43) (1.35) (1.54) (2.01) (1.68) (1.22) (2.07)
n=45 n=42 n=>51 n=27 n=11 n=10 n=17 n=9

Sample: M =3.52, SD = 1.50, n = 244
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Status of Women Report, 2012
Representation

Table 1. Number of Tenure Eligible Women Faculty at lUPUI®

1996 2008 2009 2010 2011 2012
Total 1,314 1,359 1,369 1,409 1,402 1,415
Women 354 452 443 474 481 489
% Wom en  26.9% 33.3% 32.4% 33.6% 343% 34.6%

Note: Includes Tenure/Tenure-Track faculty rank IR00-IR04, and Librarians rank LI00-LI104.

Table 2. Number and % of Key Academic* Administrative Positions Held by Women Facultyl'3

1994 1998 2008 2009 2010 2011 2012
% % % %
\Women Total Women omen Total Women omen Total Women omen Total Women omen Total % Women omen Total % Women omen Total % Women
IChancellor 0 1 0% [0 1 0% [0 1 0% [0 1 0% [0 1 0% 0 1 0% [0 1 0%
ice Chancellor 1 3 33% |1 3 33% [0 3 0% [0 3 0% [0 3 0% 0 3 0% [0 4 0%
IAssociate/Asst. Vice Chancellor/VP** 0 2 0% [0 0 na [6 9 67% [5 6 83% [6 7 86% |4 6 67% |6 9 67%
Deans 3 14 21% |3 15 20% 2 12 17% 3 15 20% 4 17 24% |4 15 27% |4 12 33%
IAssociate Deans-Multi-campus Schools **** |1 3 33% [1 3 33% [3 7 43% [0 0 0% [0 0 0% 0 0 0% [0 0 0%
|Associate Deans 13 29 45% |15 32 47% (18 49 37% [22 59 37% 21 57 37% |23 57 40% |26 69 38%
|Assistant Deans 6 15 40% (8 19 42% |6 13 46% [7 14 50% 7 15 47% |6 15 40% |6 11  55%
Directors 25 67 37% |30 80 38% |36 98 37% K40 107 37% 38 100 38% |37 101 37% K42 110 38%
Department Chairs 13 59 22% |6 60 10% (12 74 16% |18 75 24% 15 68 22% 14 66 21% |21 73 29%
Total Key Academic Administrative Position |62 193 32% |64 213 30% |83 266 31% [95 280 34% 91 268 34% |88 264 33% 105 289 36%
Tenure-Related, Exec Mgmt Directors*** 3 13 23% 2 11 18% 1 9 11% |1 8 13% (1 8 13%
*Academic figures include only those administrative positions which have been assigned faculty rank. Positions held by administrators
without faculty rank are included in the staff figures. Hospital employees have been excluded.
**Included IUPUI faculty with VP title
***Might consider limiting Directors to tenure-related, exec mgmt. directors. This is consistent with the diversity indicators.
*** from 2009 onwards, Associate Deans-Multi-campus schools were reclassified as Associate Deans
Table 3. Number and Percent of Key Staff Administrative Positions Held by Women®
1994 1998 2008 2009 2010 2011 2012
% % % %
\Women Total Women |Women Total Women fwomen Total Women [Women Total Women omen Total % Women omen Total % Women omen Total % Women
Number and % of Key Staff Administrative
Positions held by Women* 30 99 30% |22 66 33% J70 152 46% |71 154 46% 69 153 45%  [209 373 56% [217 387 56%
Note: Professional positions were reclassified in 2008.
*Positions classified as Executive/Admin/Managerial
Source: Affirmative Action Office
2Source: Faculty Records Office
3Source: Information Management and Institutional Research
12/19/2012
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Table 4. Number and Percent of Full-time Faculty, Librarians, and Other Instructional Staff Who Are Women, by Rank®

1994 1998 2008 2009 2010 2011 2012
Women Total % Women omen Total % Women omen Total % Women [Women Total % Women |Women Total % Women [Women Total % Women |Women Total % Women
[Total 473 1610 29% (467 1621 29% [809 2183 37% (825 2239 37% [885 2338 38% (908 2364 38% 944 2433 39%
Distinguished Professor 7 38 18%| 7 64 11%| 3 10 30%]| 2 9 22%)| 2 11 18%| 2 11 18%| 2 12 17%
Full Professor 56 426 13%(72 433 17%| 112 521 21%)| 113 527 21%)| 113 525 22%| 119 517 23%)| 123 516 24%
|Associate Professor 131 467 28%)| 135 486 28%| 161 431 37%)| 168 439 38%)| 182 446 41% | 189 461 41%)| 188 477 39%
|Assistant Professor 124 343 36%)| 106 298 36% | 144 345 42%| 130 346 38%)| 147 378 39%| 141 360 39%| 144 356 40%
Instructor 1 1 100%| 2 3 67%| 0 0 nal 0 0 nal 0 0 naf 0 0 naf 0 0 na
Librarians 133 a7 70% [26 45 58% [32 52 62% [30 48 63% [30 49 61% [30 48 63% [32 48 67%
Lecturer (Convertible or regular) 47 75 63% 24 41 59% 196 189 51% [96 194 49% |97 200 49% |96 197 49% | 102 206 50%
Clinical Full Professor 3 6 50% |5 14 36% |16 61 26% |16 68 24% |16 69 23% |17 76 22% |20 80 25%
Clinical Associate Professor 12 45 27% (25 70 36% |67 188 36% (73 200 37% (78 207 38% |76 201 38% |77 206 37%
Clinical Assistant Professor 57 159 36% [60 161 37% | 168 375 45%| 188 398 47%)| 212 443 48% | 230 483 48% | 248 522 48%
Clinical Instructor 1 2 50% |1 2 50% | 0 1 0%]| 0 1 0%] 0 1 0%| 0 1 0%] 0 1 0%
Clinical Lecturer 1 1 100% (4 4 100% [10 10 100% |9 9 100%| 8 9 89%] 8 9 89%) 8 9 89%
[Total Clinical Faculty 74 213 35% [95 251 38% 261 635 41% |286 676 42% [314 729 43% [331 770 43% |353 818 43%
Note: Figures for Distinguished Professor may have included named chairs prior to 2006.
Table 5. Number and Percent of Tenured Faculty and Librarians Who Are Women®
1994 1998 2008 2009 2010 2011 2012
omen Total % Women [Women Total % Women omen Total % Women |[Women 2007 % Women |Women Total % Women |Women Total % Women [Women Total % Women
212 894 24% [228 935 24% |264 900 29% |275 923 30% [283 937 30% [296 944 31% [298 957 31%
Table 6. Number and Percent of Women Faculty and Librarians Who Are Tenured®
1994 1998 2008 2009 2010 2011 2012
[Tenured Total [Tenured Total [Tenured Total [Tenured Total [Tenured Total [Tenured Total [Tenured Total
omen Women % Tenured [Women Women % Tenured Women Women % Tenured [Women Women % Tenured Women Women % Tenured Women Women % Tenured Women Women % Tenured
212 352 60% [228 348 66% |264 452 58% |275 445 62% [283 474 60% [296 481 62% |298 489 61%
Table 7. Number and Percent of Endowed Chairs Held by Women®
1994 1998 2008 2009 2010 2011 2012
omen Total % Women [Women Total % Women |[Women Total % Women |Women Total % Women [Women Total % Women |Women Total % Women [Women Total % Women
5 33 15% |9 92 10% [26 148 18% |25 146 17% [26 144 18% |28 141 20% |30 148 20%
*Includes titles coded as "Named Professor/Endowed Chair"
Table 8. Number and Percent of DegreeSeeking Students Who Are Women®
1994 1998 2008 2009 2010 2011 2012
[Total Women % Women [Total Women % Women [Total  Women % Women [Total  Women % Women [Total  Women % Women [Total Women % Women [Total Women % Women
lAssociate/Certificate (2,882 1,681 58% (3,170 1,693 53% | 960 769 80%)| 872 696 80% | 826 683 83%| 874 727 83%)| 885 724 82%
Bachelor's 15,940 9,640 60%| 17,062 10,230 60%| 19,430 11,162 57%)| 20,054 11,381 57% | 20,376 11,451 56% | 20,361 11,360 56%)| 20,494 11,405 56%
Master's /Post-Bac* 2,314 1,372 59% [2,232 1,374 62% [5,035 2,869 57% 4,315 2,790 65% 4,346 2,784 64% 14,377 2,720 62% (4,250 2,696 63%
Doctoral 368 221 60%| 309 172 56%| 502 291 58%)| 564 325 58% | 606 352 58%| 643 366 57%)| 697 396 57%
First Professional 2,277 888 39% 2,381 948 40% [2,637 1,181 45% 2,718 1,201 4% [2,738 1,228 45% |2,790 1,271 46% 2,792 1,300 47%
[Total Students 23,781 13,802 58% [25,154 14,417 57% |28,564 16,272 57% |28,523 16,393 57% 28,892 16,498 57% |29,045 16,444 57% [29,118 16,521 57%
*Includes post-bachelor's certificates and specialists.
Table 9. Number and Percent of Graduating Students Who Are Women®
1994-95 1998-99 2008-09 2009-10 2010-11 2011-12
[Total Women % Women [Total Women % Women [Total Women % Women [Total Women % Women [Total Women % Women [Total Women % Women
Associate/Certificate* 638 370 58% (756 441 58% [831 537 65% (698 469 67% (785 502 64% 830 524 63%
Bachelor's 2125 1336 63%| 2097 1309 62%| 3073 1827 59%]| 3181 1951 61% | 3404 1998 59% | 3633 2107 58%
Master's 608 421 69% (615 432 70% | 1759 983 56%)| 1669 1033 62% | 1687 1038 62%| 1753 1072 61%
Doctoral 31 18 58%| 37 19 51%| 56 34 61%)| 48 28 58%| 57 41 72%)| 35 20 57%
First Professional 583 220 38% [601 242 40% 631 308 49% [703 313 45% [698 307 44% |736 323 44%
Total Degrees 13985 2365 59% (4106 2443 59% 16350 3689 58% 16299 3794 60% |6631 3886 59% 16987 4046 58%

*Includes Associate degrees and all certificates, undergraduate and post-bachelor's
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Indiana University School of Medicine
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Awards

1 IUSM was one of five medical schools in the U.S. chosen for the American Council on
Education / Alfred P. Sloan Award for Faculty Career Flexibility (award amount $250,000,
{ SLI0 ©H A mH O dsod eovriyw@sikey pRtner for informing the proposal and
collaborator on initiatives.

T 22YSyQa ! ROAaA2NE /[ 2dzy OAf I AgdRciatiof of ArbericarS NB K2 y 2

Medical Colleges Women in Medicine and Science Organizational Leadershipgmweard
annually to organizations that show extraordinary commit to and progress in the
advancement of women (November 2009)

Programs and Events
Annual Events
1 Annual Women in Medicine and Science Leadership Development Workshops:

o Virginia Valian,Phii 2 & {2 {f26Y (KS | R&hoe@iesSy i
to women faculty, presentation to chairs and deans, and meeting with IUSM
22YSyQa ! ROAaA2NE [/ 2dzyOAf o0CS0 HnAntToO

o AliceEagly,PFD ¢2 2YSy | yR (KS [ keynétd\kidfessKplug F
breakout sesens on work/life juggling, financial planning, and maximizing your CV
(Oct 2008)

o Sara LaschevegtWomen Don't Ask: The High Cost of Avoiding Negotiatiod
Positive Strategies for Chang®/o half-day workshops for women faculty, plus a
presentationfor chairs and deans. (Sept 2009)

o Diane Halpern,Phi { G N} G S3IA O t NA 2 NRA G A Galfi-ay ¢ KNR @A y 3

workshop focused on integration of the personal and professional (Sept 2010).

o Jennifer Lawless, PEDN L ¥ hy f & <PridrSoion &nd B &Sy Ayt T 2t A G A C

keynote address for conference on theme of the Art of-Betimotion. Haliday
workshop included a session on CV and personal statement construction, along with
optional individual career coaching sessions (October 2011).

0 Susan Bulkleyusler, CEO of the SBB Institute for the Development of Women
Leaders and Monica Heuer, CFAR 2 dzNJ a | L)X
@ 2dzNJ t NP2 F S a aHalgdgy-wiorkshop focugetdn thé importance of
mentors, sponsors, and networking. Includgational individual career coaching
sessions (Oct 2012)

o Ellen Kossek, PhD, Basil S. Turner Professor of Management, Research Director,

2dzNJ D2F fay DSGI

{dzaly .dzf1tS88 .dzit SNI/ SYdSNI F2NJ [-S RSNHEKA
[ATSE 18e8y2i8 I RRBEwoményaBultyKdrebeRtatiBit@ 6 2 NJ &

chairs and deans (November 11, 2013)



T 'yydzht ! YSNAOIY aSRAOFIfT 22YSyQa ! aa20AtF0GAz2y
o Faculty Sponsor for AMWA Student Interest Group at [IUSM
o AMWA Mentoring Mixers for medical and graduatadents, residents, fellows,
postdocs and faculty (Oct 2013, Jan 2014, Feb 2014)

1 Annual Promotion & Tenure workshops specifically for women faculty

1 Stepping Stones of Women in Leadership Luncheon Sehigsrviews about personal and
professional milstones with a woman in leadership roles that take place in front of an
audience, followed by Q&A.

0 Judy Monroe, MPindiana State Health Commissiofebruary 2008)

o OraPescovitz, MD 9 ESOdziA GBS ! 8420A+0GS 58Iy F2NJ wS.
Hospitd, Interim Vice President for Research Administration, Indiana University
(March 2008)

Lisa Harris, MDCEO of Wishard Hospi{@pril 2008)

o Janice Blum, Ph[Professor of Microbiology and Immunology;@ector of the
Center for ImmunobiologiFebruary2009)

o VirginiaCaine, MDDirector of the Marion County Healirept, Associate Professor

of Medicine, Division of Infectious Disedgkarch 2009)

Valerie Jackson, MI@hair, Department of Radiolo{#pril 2009)

0 Mary Fisher, PhD, RAssociate Vice Charlle for Academic Affairs, [UPMarch

2010)

Sharon Moe, MDVice Chair for Research, Department of Medi¢kpil 2010)

o Flora Hammond, MPBChair, Department of Physical Medicine and Rehabilitation
(May 2010)

o Maryellen Gusic, M[Executive Associate Defor Educational AffairfNovember

2010)

Joye Carter, MD, KAST C2NByaAO tlFdK2f 23A@arch al NR 2y

2011)

Jean Molleston, M[Director, Division of Pediatric Gastroenterolad§arch 2011)

Kathy Johnson, Phi@hair, Department of Pshology, IUPUWApril 2011)

Cherri Hobgood, MPChair, Department of Emergency Medicjrebruary 2012)

Kathryn Jones, PhQhair, Department of Anatomy and Cell Bioldgarch 2012)

Dawn RhodesVice Chancellor for Finance and Administration, IURil 2012)

Alicia Monroe, MDVice Dean for Educational Affairs, University of South Florida

Health Morsani College of Medicit@anuary 2013)

Katherine Peck, MBAXxecutive Associate Dean for Administration, Operations, and

FinancgFebruary 2013)

0 TheresaGuise, MDJerry and Peggy Throgmartin Professor of Oncdigigych
2013)

o D. Craig Brater, MDWValter J. Daly Professor, Dean of IU School of Medicine, Vice
President for University Clinical Affaif8resented in special session of this program
(April 2AL3)

o Sheryl Allen, MPAssociate Dean for Student Affairs, lUSbheduledlan 2014)

o

o

o

o

O OO O O0Oo

o




T

o Sharon Andreoli, MBryon P. and Frances D. Hollett Professor of Pediatrics and
Director of the Division of Pediatric Nephroldggheduledlan 2014)

o Tatiana Foroud, PhIP. Michael Conneally Professor of Medical and Molecular
DSySiAOas /[ KIYyOStf2NDa tNRPFSa42NE 5ANBOG?2
(scheduledreb 2014)

o Nicole Keith, Ph[Associate Professor, Department of Kinesiology, IUPUI, Research
Scientist, Inéhna University Center for Aging Resedsrtheduledar 2014)

o Jodi Smith, MD, PhDohn E. Kalsbeck Professor and Director of Pediatric
Neurosurgery, Riley Hospital for Child(echeduled\pril 2014)

G¢CKS 9yYR 2F ¢NI AYAY 33 cospnSor (wih BACENfek of Bixcellefice & 2 dzNJ
AY 22YSyQa | SFEGKZ ' YSNAOFY aSRAOIT 22YSyQa
Group, and Indiana Medical Society) for event for graduating women residents and fellows

to network with practicing women physicians aleérn negotiation skills (April 2011; March

2012; April 2013)

GbSIA2GA1IGAY3 GKS 5ABARSE O2allRyaz2N) 6sAiGK L
Il YSNAOIY aSRAOIFE 22YSyQa ! 43a20AFGA2y o0! a2l
Society) event for womestudents, residents, fellows, faculty (scheduled April 2014)

I
I
0

Onetime Events

l

Three Town Hall Meetings open to all women faculty as part of needs assessment (Sept
2007)

"The History of Women atthe IUSMINE 2SO0 FT2NJ bl GA2y Il f 22YSyQa
2008). Project involved researching notable women, historical documents, and developing a
timeline of events across the approximate 100 year history of the [IUSM; included both a

physical display in Medical Sciences Building and abasbd display availablat:
http://faculty.medicine.iu.edu/offices/ow/index.html

22YSyQa ! ROA a2 NECatoPTdeyisORD [ diy20K(SRYWF . | O] ¢ NRX
C2NBI NRY GKS t I (GKay®2®8) DSYRSNJI 9ljdzl £t A e¢

Cosponsored (with IUPUI Office for Women, Office for Faculty Appointments and
Advancement, and Preparing Future Faculty Program) Acahéerence and discussion on
&Promoting Faculty Careers for Wonden 6 Wdzy' S Hnny 0

2 2YSyQa | ROA4ARMErsark RPadgytdxklébrate accomplishments in our first
two years (December 2008)

GDSYRSNJ . Al & Ay wdrkShopNidd¥ded t@ S¢afch doinBitted members,
chairs, and deans by Cornell Interactive Theatre Ensemble (March 2009, November 2009)


http://faculty.medicine.iu.edu/offices/ow/index.html

f & ¢ K&kt Hurdle: From Associate to Full Professor 9 @Sy G4 F2NJ 62YSy G G|
to discuss, share resources, and find peer support regarding promotion to full professor
(August 2009)

7 a!

[ FRe f2ySY (GKS [ATS 272 VWHyA 5 bockdasme:. || O ¢ S

woman play by Linda Gray Kelley about the life of Elizabeth Blackwell. Two performances as

LJI

NI 2F GKS &/ KFy3aay3a G4KS CFOS 2F aSRAOAYS S

(August 2010)

Sponsorships and Nominations
1 Women ficulty nominated for awards:

(0]

Margaret Blythe, MDnominated and received: Indiana Torchbearer Award by the

Indiana Commission for Womegthe highest award given by the state of Indiana to a

woman citizen for making Indiana a better state in which to, lwerk, and raise a family

(March 2009)

Mary Rouse, MPnominated and received: Indiana Torchbearer Award, Keeper of the

Light category by the Indiana Commission for Worgéme highest award given by the

state of Indiana to a woman citizen for makingilnth a better state in which to live,

2Nl 2 FYR NIXrAasS | FlLYAfeo YSSLISNI 2F GKS |
2009)

Lisa Harris, MInominated for Indiana Torchbearer Award by the Indiana Commission

for Women (nominated for 2010 award).

Mary Austrom, PhDnominated: Women in Technology Leading Light, Award for

Mentoring (December 2007)

Mary Ciccarelli, MPnominated: Women in Technology Leading Light, Award for

Educational Leadership (December 2007)

Annette C. Douglaskinwande, MDnomy I 4§ SRY L! t! L 22YSyQa | A&f
Leadership Award (March 2009)

Valerie Jackson, MMDominated: Marion Spencer Fay Award (October 2009)

KarenWest MD Yy 2YAY I GSR FyR NBOSAGSRY L!t! L 22YS
Award, veteran faculty category(Marc@20)

Nadia Carlesso, MD y 2 YAY I GSR YR NBOSAQGSRY L!t! L 22

Leadership Award, newcomer faculty category (March 2010)

JulieWelch, MD y2YAY I GSR YR NBOSAGSRY L!t!L 22YS
Award, parttime category (March 2010)

Jance Blum, PhDhominated: Vanderbilt Prize in Biomedical Sciences (Jan 2011)

Melissa Kacena, Phip,2 YAY I SR I yR NBOSAGSRY L!t!L 22Y!
Leadership Award (March 2012)

Theresa Guise, MDpminated: Margaret L. Kripke Legend Award for Wome@ancer

Medicine and Cancer Science (October 2012)

Tatiana Foroud, Phimominated and finalist: Marion Spencer Fay Award of the Institute

F2NJ 22YSyQa I SHtGK FyR [ SIRSNAKALI G 5NBES
2013)




o0 Theresa Guise, MD, nominatddargaret L. Kripke Legend Award for Women in Cancer

Medicine and Cancer Science (October 2013)

1 Sponsorships of faculty to attend leadership development programs:

0 Association of American Medical Colleges-Mitl NS SNJ 2 2 YSy Qa
Development Confence

A Erica Eugster, MD (Dec 2007)

Linda DiMeglio, MD, MPH (Dec 2008)

Mary Johnson, PhD (Dec 2008)

Jennie Thurston, PhD (Dec 2009)

Jodi Smith, MD (Dec 2009)

Susan Cordes, MD (Dec 2010)

Debra Kirkpatrick, MD (Dec 2010)

Sheryl Allen, MD (Dec 2010)

Anna Duik, MD (Dec 2010)

Emily Walvoord, MD (Dec 2010)

Bobbi Byrne, MD (Dec 2011)

Yara Catoira Boyle, MD (Dec 2011)

Nadia Carlesso, MD, PhD (Dec 2012)

Annette Douglas, MD (Dec 2013)

Karen E. Pollok, PhD (Dec 2013)

DD D DD D D

o Association of American Medical Colleges HallyNE SNJ 2 2 YSy Qa
Development Conference

A Erin Krebs, MD (July 2008)

Melissa Kacena, PhD (July 2008)

Jennifer Choi, MD (July 2008)

Meenakshi Garg, MD, MPH (July 2009)

Monet Bowling, MD (July 2009)

Rachel Vreeman, MD (July 2009)

Julie Welch, \d (application supported for July 2010)

Attaya Suvannasankha, MD (application supported for July 2010)

Julie Welch, MD (July 2011)

Marly Bradley (July 2011)

Rebekah Williams (July 2012)

Lynne Racette, PhD (applicant for July 2013 seminar)

Carmella Evanllolina, MD, PhD (July 2013 seminar)

DD D DD D D> D> D> D

t NP TS4aa

t N2 TS4:

o Hedwig van Ameringen Executive Leadership in Academic Medicine (ELAM) program

>

Abigail Klemsz, MD, PhD, ELAM class of-2009

Mary Dankoski, PhD, ELAM class of 22001

Cherri Hobgood, MD, ELAM class of 20034

Irina Petrache, MD, ELAM class of 22034

Deanna Willis, MD, applicant for ELAM class of 2206

O O O O



1 Sponsored student interest group officers to attend national conference oAtherican
aSRAOIf 22YSyQa ! aa20Al0A2Yy

Elizabeth Jones (March 2009)

ChristinaChrisman (March 2009)

Laura Kruter (March 2009, also presented a research poster)

Sarah Durnbauch (March 2010)

Annie Effinger (March 2010)

Rhiannon Amode®ankert (April 2011)

Stephanie Martin (April 2011)

Amy Hale (April 2012)

Smita Mahapatra (April 2@)

Rachel Teat (March 2013)

Sable Amstutz (March 2013)

Michelle Welsh (March 2014)

Lori Amber Meyers (March 2014)

O OO0 00000 O0OO0OO0OO0oOOo

Advocacy and Analyses
1 IUSM Report on Women in Academic Medicine and S¢idisseminated at inaugural
22YSyQa ! ROAAa2NEBec20&zy OAf YSSGAy3 05

1 Analysis of executive leadership searches by gender from 42967 (Fall 2007)

1 Analysis of promotion and tenure rates by gender, 2Q@007 (Fall 2008; now published
annually in State of the Faculty Report)

1 Letter written in support for ppposal to extend tenure clock fromc@ years (2008)

1 Advocacy in support of health care benefits for part time faculty (including meetings and
f SGGSNI gNARGGSY G2 L! tNBaARSyi(dQa .ftdzS wAioozy
20082009)

 Discussig | 0 22YSyQa ! ROAaA2NE [/ 2dzyOAf YSSUGAYy3I gA
(then) Indiana Clinic (now IU Health Physicians; April 2009)

1 SMAART (subcommittee on mentoring, academic advancement, retention, and tenure)
contacted women faculty after their®year review and women faculty withaards to
assess mentoring needs and offer to match them with mentors (2009)

f {dzoO2YYAGGSSa F2N¥YSR (2 F20dza 2y Aaadz
Y2y S@e¢eé0: YSYU2NAYy IS |y Rang fadditon taistanding2 F
nominations committee and the continued subcommittee on piarte/flexible career
issues; 20142011)

(p)
— Qx



Subcommittee served on focus group and successfully advocated in support of paid
maternity leave policy in IU Health PhysiaggA0092010)

Explored a potential corporate partnership with an online childcare search service that
provides matchmaking for faculty seeking child and elder care 2029, not funded)

Hosted leaders from the American Council on Education (ACR) &t ¥ Sy Qa | RJA a 2 NEB
Council meeting to discuss faculty career flexibility issues unique to academic medicine (Aug
2010); representatives from IUSM attended follow up ACE/Sloan Foundation meeting by
invitation to discuss this issue across academic mediceE 010)

Subcommittee developed an exit interview to better understand attrition and investigate
differences by gender (survey live as of Jan 2011)

Subcommittee investigated woilife policies at Indiana University in comparison with other

schools irthe Big 10 conference; paper in thNé2 dzNJ/ | € 2 F 2ppsweSyttha | S| f (K
AAMC Group on Women in Medicine and Science annual session (Nov 2010), and Group on
Faculty Affairs (March 2011)

Survey conducted of women faculty in the [IUSM to assess theiitges for programming
and advocacy (June 2011)

Biennial IUSM Faculty Vitality Sur@egllows for comparisons by gender on faculty
satisfaction, engagement, and productivity. This research has been presented locally and
nationally at conferences of th&ssociation of American Medical Colleges Group on Faculty
Affairs (2019, 2011, 2012), and Group on Women in Medicine and Science (2011, 2012).
Information availablehttp://faculty.medicine.iu.edul/vitality/index.html

IUSM State of the Faculty Reppublished annually since 2008; shows faculty demographic
data (including by gender). Available lattp://faculty.medicine.iu.edu/facs.html

Analysis of changes in the representation of women in the IUSM over time (from 2008
2012), Availablenttp://faculty.medicine.iu.edu/offices/ow/index.html

Proposal to UME Assisit Dean to include Sex and Gender Medicine in curricular reform
efforts for UME medical student education (2013)

Subcommittee developed to examine Dependent Care options on campus to propose
expanded options (2013)

Subcommittee developed to examine Rdime Faculty Policies and Status at IUSM (2013)

Participated in the IUPUI Taskforce on the Status of Women 20 year reportZRQ43


http://faculty.medicine.iu.edu/vitality/index.html
http://faculty.medicine.iu.edu/facts.html
http://faculty.medicine.iu.edu/offices/ow/index.html
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Purdue UniversitySchool of Engineering and Technology

Initiatives to Recruit, Retain, and Support Female students

Society of Women Engineers student orgaation

)l
)l

= =

T

Terri TalbertHatch and Jessica McCormick (Butler program) are advisers

Society of Women Engineers (SWE) sponsors and coordinates various activities to connect
female students on campus and in the school. Some activities are just for fun such as M
Engineer (like a Ms. America competition) and some connect students with alums. Students
have the opportunity to attend Regional and National Conferences

t F NOYSNAY3I gAGK /SYGaNrt {29 LINRBFSaarazylf OKI
year for grale school and middle school girls

In 2014 SWE has an-glfl gokart team for the Purdue Grand Prix

In February, 2014 SWE isgjmonsoring a Girls Scout event (Introduce a Girl to STEM) with
Undergraduate Women in Science

In 2014, SWE is working with Kienzie Career Center (Lawrence Township) to develop an
afterschool program for Girls in Engineering.

Funding for all activities come from Engineering Tech Student Council or other donations

Connections

T

The inaugural event will be held in February, 20T4is is a networking event to connect
female graduates with current female students.

Summer Camps

T

T

POWER (Preparing Outstanding Women for Engineering Roles) is fhytaar®f hosting

high school girls for a weeklong residential camp. Many ohttendees attend IUPUI.

Win IT (Women in IT) had a pilot program last year. This weeklong residential camp is held
the same week as POWER camp with an emphasis on information technology.

0 Both camps are run by engineering and technology female stsdehb receive a
minimal scholarship for volunteering and assisting with activities. Campers pay a
minimal fee and support is received from various Central Indiana companies such as
Rolls Royce and Cummins.

Carrier Scholar

T

Carrier (UTC) on the WestsideIndianapolis provides an annual scholarship in the amount
of $6,000 and a guaranteed summer internship for one student per year. This is
underrepresented students which includes females.



Female Student Recruitment and retention

T

= =4

Student Services working IUPUI Admissions to develop a strategic recruitment plan to
increase the number of female students studying engineering/engineering technology. The
plan will include targeted messaging including emails and postcards to female prospects
based uporPSAT, SAT and other lists purchased by the Office of Admissions.

Currently working on the creation of a webpage for Women in Engineering.

Developed poster series displayed on the first floor lobby of ET highlighting successful
female grad.
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22YSyQa {GdzZRASAa ONRARYy3IaA (G23FSOHKSNI FI Odzf ii;n 6K2 S
their teaching, research and service. Interdisciplinary in nature, WOST explores a wide range of
AadadzSa a aSSy (KNRdZAK GKSaS tSyaSa | yR akKz2dz
issues effect culture. The critical thinking involved in thasalyses will help students make a

more meaningful contribution wherever their career paths and future engagements may lead.

I RSANBS Ay 22YSyQa {(dzRAS& gAff SyKFyOS | ai

For careers in law or social serwice 2 2 YSy Qa { dzRASA 3IAGSa Ayaaaki
oppress women, such as rape, abuse, sexual harassment, and job discrimifetiarareers in

oA2f 238 YSRAOAYSI O2dzyaStAy3as ydzNBAydfer2 NI 20K
anurRSNR G yYRAY 3 2-Bothdysics vird &nentalBol daréefs in education or
22dzNyFfAaYY 22YSyQa {GdzRASa laarada adadzRRSyda
communication skills essential to teachers and journalfts careers in business:2W Sy Q &

Studies can teach students to understand how gender might influence management styles,
marketing techniques and investing habits.

1 Minors: As of December 2013, and before removing graduates, we had 21 declared
minors. Over the past years we es#ta approximately 67 students have graduated with a
WOST minor.

1 We receive 500.00 per year toward our operating budget from SLA.
1 Each fall, we send out a newsletter highlighting our activities and accomplishments.

1 We cosponsor programs each year thairy in speakers for our Themed Learning
Community (e.g., Jeanette Lee, Eva Kor, Patricia R. Miller)

1 Each spring the WOST program hosts a reception for students, faculty and donors, to honor
NEOALIASYGAa 2F | 61 NRa | yR aivellK Rpfil LISNZ0KAAfloda 4p ¢ KA &
until 8 in CA 508.

T 900K @SIFNJ ¢S aSYyR aidzRSydGa FyR Tl OdZ G G2 (K
Indiana University. In 2013 ten students were accepted to present their research. Two
faculty members accompanied theimom IUPUI.

 Weoffer2o 2 mMnp OLYUNRRdzOGAZ2Y (2 2 2YSyQ3inthel dzZRA S &
summer. Our courses are fateface, online, and are offered as part of a Themed Learning
Community. Under W300 we are able to offer specializedsasjrsuch as Women and the
Law, that are typically crosisted with other departments. We offer 120 cross listed
O2dzNESE& LISNJ AaSYSAGSNI gKAOK Ol y O2dzyid G261 NR
spring 2014 the following courses are offered:



CROSLISTED COURSES (999)
BIOLOGY (BIOL)

BIOEN 200 BIOLOGY OF WOMEN (3 CR)
COMMUNICATION & THEATRE (COMM)

COMMC 395 GENDER AND COMMUNICATION (3 CR)
ENGLISH (ENG)

ENGL 207 WOMEN AND LITERATURE (3 CR)
HERRON ART (HER)

HERH 340 WOMEN IN ART (3 CR)
HEALTH, PKSYED, & RECREATION (HPER)

HPERE 255 HUMAN SEXUALITY (3 CR)

HPERH 305 WOMEN'S HEALTH (3 CR)

HPERH 317 TEACHING HUMAN SEXUALITY EDUC (3 CR)
JOURNALISM (JOUR)

JOURJ 475 RACE, GENDER & THE MEDIA (3 CR)
LABOR STUDIES (LSTU)

LSTLL 290 SEXUAL HARASSMENR)(1 C

LSTLL 385 CLASS, RACE, GENDER & WORK (3 CR)

LSTLL 390 WOMEN AND DEVELOPMENT (3 CR)
MUSIC (MUS)

MUSZ 320 WOMEN MUSICIANS (3 CR)
POLITICAL SCIENCE (POLS)

POLSY 380 GENDER AND THE LAW (3 CR)
SOCIOLOGY (SOC)

SOGR 325 GENDER AND SOCIETY (3 CR)

We offer the following the scholarships:

Arminda B. and Jean C. Bepko Scholarship in Women's Studies:
CKAA g NR LINPOARSAE | A0K2f | NBEKALI F2NJ Iy 2 dzi
at [IUPUI. Award is up to 1500.00.

Dolores Donchin Memorial Service Aand:
CKAA g NR K2y 2N&R Fy L!t!L &aiddRSyd 6K2 KI & Y
Studies related service. Award is 100.00.

Indianapolis Women's Rotary Club Scholarship:
This award assists adult returning undergraduate students at IUPUI. Rregeiegiven to
women age 21 or older. Award is up to 1500.00.

Friends of Women's Studies Scholarship:
CKAAd aOK2f I NBKALI adaArAada addzRRSyda YAYy2NAy3 2
IUPUI. Award is up to 500.00.



We offer the following writingand research contests:

Anne Donchin Graduate Research Contest in Women's Studies:

This award honors an outstanding graduate paper written for an IUPUI graduate class
GNAGGSY SAOGKAY GKS LI ad FAFGSSY Y2y UK&AZ | RRN
gpecial concern to women. Award is up to 250.00.

Women's Studies Undergraduate Research and Essay Contest:

These awards honors an outstanding undergraduate research paper and essay written for

an IUPUI undergraduate class written within the past fifteeamths, addressing women,
G2YSYyQa aGdzZRASAI 2NJ (2LIA0&a 2F aLISOALFE O2y OSN
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IUPUI HERS/Bryn Mawr
Program Alunmi

1987¢ 2013



IUPUI HERS/Bryn Mawr Summer Institute for Women in Higher Education Adiratitn

The IUPUI administration has provided funding to send 46 women faculty and staff members to

this prestigious institute since 1987. The Summer Institute is designed for women who want to
advance in higher education administration. The purpose 8fthLIN2 AN} ¥ A& (2 daAYL
allddza 2F 62YSYy Ay (GKS YARRES IyR SESOdziA @S f

More than half of the IUPUI summer institute alums continue to work at [IUPUI in leadership
capacities today. There have been 24 factdimales and 22 professional staff females that

have attended the institute from IUPUI over the years. This has created a cadre of women
leaders on campus who have been available to take on increasing administrative
responsibilities or move into campuesadership positions in both faculty and administrative
positions. Some examples are: Amy Conrad Warner, Vice Chancellor for External Affairs; Mary
Fisher, Associate Vice Chancellor for Academic Affairs; Sherree Wilson, Assistant Dean of the
Faculties; Kattyn Wilson, Assistant Vice Chancellor for Research; Lillian Charleston, Affirmative
Action Officer; Cathy Buyarski, Assistant Dean and Executive Director of Academic and Career
Planning, University College; Jonna MacDougall, Assistant Dean for Institétdvaancement,

IU McKinney School of Law; Beth Barnett, Director, Office of Student Scholarships, Professor
Marianne Wokeck, Associate Dean, IU School of Liberal Arts, Karen Bravo , Associate Dean 1U
McKinney School of Law ; Angela Espada, Assistant &tesGbtiancellor for Diversity, Equity

and Inclusion, and Gina Gibau, Associate Dean, IU School of Liberal Arts to name a few.

For a variety of reasons, women are not as mobile in their careers as are men. This has worked
G2 L!t!LQa o0 Sy S 3ertiothe summei iKsStutaisince dIBH V& till have 22
females working on campus in various leadership and administrative capacities. Of these, the
greatest attrition has been among the faculty members with 3 of the faculty members leaving
for other unversities and 9 of the faculty members having retired. Among the staff members 4
have left for other positions and 2 have retired.

Because funding for the institute has fluctuated in the last several years due to changes in
administrative leadership andudget constraints, no individual was funded for the 2011 or
2012 institutes.



Program Alums on Campus
1987¢ 2013

Amy Conrad Warner, Vice Chancellor for Communications and Marketing
Karen Black, Planning and Institutional Advancement

Jonna Kane MacDoall, Associate Dean, IU McKinney School of Law,
Regina Turner, Associate Professor, Communications

Kim S. Nguyen, UCASE

Mary Fisher, Associate Vice Chancellor for Academic Affairs

Janice Froehlich, IU School of Medicine

Karen R. Johnson, Professor, English

© © N o o bk~ w0 NP

Marianne S. Wokeck Director, Institute for American Thought, IU School of Liberal Arts

10. Catherine Buyarski, Executive Associate Dean, University College

11.Amy A. Jones, Special Assistant to the Dean, School of Liberal Arts

12.Andrea Engler, Director of Stude@tientation

13.Eugenia Fernandez, Associate Professor, Computer Technology

14.Jacqueline Blackwell, Associate Professor, IU School of Education

15.Deborah Grew, Advisor, IU School of Nursing

16.Beth Barnette, Director of Scholarships

17.Angela Espada, Assistant Assoc@itwancellor for Diversity

18. Kim WhiteMills, Associate Professor, Communication Studies

19. Kristen Hoffmanrongtin, Director of Programs and Evaluation, IU School of Medicine,
Office of Faculty Affairs and Professional

20.Deborah Stiffler, Associate Professtt,School of Nursing

21.Karen Bravo, IU McKinney School of Law

22.Gina Gibau, IU School of Liberal Arts, Anthropology
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Programming of the IUPUI Office for Women
2004¢ 2012
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"Vision, Voices, and Votes" Symposium, Women and the Political Process

Crossing Michigan Streetinformation for your Good Health: "Women's Health Across
the Life Span”

Crossing Michigan Streetinformation for your Good Health: "Anxiety DisordeCrossing
Michigan Street, Information for your Good Health: "Obesity and i®onsequences”
Crossing Michigan Streetinformation for your Good Health: "Coping with Holidétyess"
Crossing Michigan Streetinformation for your Good Health: "Contradgm"

Crossing Michigan Streetinformation for your Good Health: "Is my RelationsHigalthy or
Abusive? How to Tell the Difference"

Crossing Michigan Streeinformation for your Good Health: "I[UPUI Resources/iotims
of Violence"

Partnering for Proration: "Promotion as a Community Process"

Partnering for Promotion: What Makes a Full Professor?"

Partnering for Promotion: "Creating Your Developmental Plan"

Partnering for Promotion: "The Current Campus Guidelines”

Partnering for Promotion: "Excellencet®ol Guidelines/Peer Review"

Partnering for Promotion: "The Personal Statement"

Partnering for Promotion: "The Dossier"

Partnering for Promotion: "Reconsideration and/or Grievance"

Film Series: "Killing Us SoftlyMedia Images of Women

Film Series: "Staling on My Sister's Shoulders¥omen Civil Rights Leaders of
Mississippi

Film Series: "Iron Jawed Angels"Fiilh2 YSY Q& { dzF ¥NJ 3 S

Film Series: "Ruthie and Connie: Every Room in the HquseBTQ Civil Rights
Romance and Responsibititaking Conscigs Choices

Spring Break Health Hazards and Resource Fair

Single Mothers Social

Women's Leadership Reception and Leadership Awards

200506 1IUPUI Office for Women Programming
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Crossing Michigan Streetinformation for Your Good Health: "STDs: What YoutDxamw
May Surprise You"

Crossing Michigan Streetinformation for Your Good Health: "Menopause and HRT"
Crossing Michigan Streetinformation for Your Good Health: "Learning Disordarddults"
Crossing Michigan Streetin formation for Your Good Hehl Walking the Labyrintlas
Mediation

Partnering for Promotion: "Promotion as a Community Process"

Partnering for Promotion: "Knowing When you are Ready and Getting There"
Partnering for Promotion: "What are the Steps and who is Involved?"

Partnering forPromotion: "Writing the Dossier as a Personal Journey"

Film Series: "Ruthie and Connie: Every Room in the House"
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1 Spirit and Place Festival: Women and the Professitilbo moves, who stays, drwhy
some of us choose to stay home"
1 Spirit and Place Festival: Balancing career, family, & life
1 Leadership Training Opportunities with HERS
1 Spring Break Health Hazards and Resource Fair
1 Hazelett Women in Leadership Forum: Cheryl Bachelder, CEO of KFC
1 "Leadership and Learning in the Context of Gender Differences" with Gender Consultant,

Bonita Banducci
1 Women's Leadership Reception and Leadership Awards

200607 1UPUI Office for Women Programming

1 Partnering for Promotion: "Promotion as a Community Process"

1 Partnering for Promotion: "Writing an Effective Personal Statement"

1 Partnering for Promotion: "Creating Your Developmental Plan”

1 Partnering for Promotion: "Building Bridges for Faculty of Color in Higher Education”

1 Film Series: "Celebrating Hispanic Hegé: Adelante Mujeres!"

1 Film Series: "The Legacy of Rosa Parks"

1 Spotlight on Scholarship: Women in the Political Arena

1 Gender and Investing Part I: "Who Handles the Money? His and Hers Styles of Investing
1 Gender and Investing Part II: Investing Styleglen & Women
1

1

1

1

1

1

1

1

Love Your Body Day Celebration

Leadership Development Opportunities for Women: Panel Discussion

"A Tea Honoring Sara Gould, President of the Ms. Foundation"

National Eating Disorders Awareness Week: Resource Fair

"Hazelett Women in LeadersHiwith Dr. Joanne Ciulla

Spring Break Health Hazards and Resource Fair

Women's Leadership Reception and Leadership Awards

10th Anniversary Luncheon of IUPUI Office for Women with keynote by DPe3tavitz

200708 1UPUI Office for Women Programming

1 Partering for Promotion: "Promotion as a Community Process"

1 Partnering for Promotion: "Writing an Effective Candidate's Statement"

1 Partnering for Promotion: "Reflections and Advice from the Executive Vice Chancellor
for Academic Affairs"

Partnering for Promtion: "The Role of Teaching in the Quest for Promotion™

"Spotlight Scholarship: Dr. Nancy Robertggn/ KNRA a G ALY { A& SNK22R> wl
the YWCA, 1906 ¢on ¢ €

Film Series: "Kinaalda"

Film Series: "I Was a Teenage Feminist"

"Investing 101" with DrShirley Mueller

Love Your Body Day Celebration

= =4
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engaged in social change

IUPUI Nursing Mother's Room Open House

"Advancing Women in Leadership Symposium: Session I"

"Advancing Women in Leadership Symposium: Session II"

Spring Break Health Fair

Hazelett Women in Leadership with Dr. Frances Cordova, President, Purdue University

Women's History Month Lecture by Claudia Labin, playwright and author

Women's Leadership Redggn and Leadership Awards

IUPUI Take Back the Night

200809 1UPUI Office for Women Programming
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Partnering for Promotion: "The Successful Academic Citizen: Balancing Focus and

GCommunity"

Partnering for Promotion: "Writing a Successful Candidate's Stat€éme

Partnering for Promotion: "Advice from the Executive Vice Chancellor for Academic

Affairs, Uday Sukhatme™"

Partnering for Promotion: "Representing the Impact of Your Achievements in Your

Dossier"

Partnering for Promotion: "Excellence in Teaching &adsice and How to Document It"

[ ! b! CO9{¢ L!t!L HnnyY 22YSyQa CAfY CSadA@lIt |
Film Series: "lron Jawed Angleg' 2 YSy Qa { dzF¥NJ 3S

CAfY { SNASaYy ¢Matie BmevicaraNomen(i 2 . S¢

Total Career Makeover: Career Mapping, Part |

Total Greer Makeover: Gender and Communication

"Leadership Development Opportunities for Women": Panel Discussion

G22YSy ¢l 1Ay3 GKS [SIR (2 {F+@S hdz2NJtflySae t
aAl 2 A1 I NRQa-Witenh adg/Redormedsh MielCarry

Spring Break Health Fair

Women'sLeadership Reception and Leadership Awards
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2009101UPUI Office for Women Programming
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Partnering for Promotion: "The Successful Academic"

Partnering for Promotion: "Advice from the Executive Vice Chancellor"
Partneringfor Promotion: "Writing a Successful Candidate's Statement”
Partnering for Promotion: "Building the Dossier"

Partnering for Promotion: "Excellence in Teaching and Service"
Partnering for Promotion: "Excellence in Research”

Total Career Makeover: "Designivgur Personal Career Map"

Total Career Makeover: "Communication Styles at Work"

Total Career Makeover: "Mentoring as a 'Mitsave' for Career Building”
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Total Career Makeover: "Career Advancement from the Perspective of a Heesanrces

Professional”

$tart Smart Workshop 1
$tart $mart Workshop 2
$tart $mart Workshop 3

Intercampus Coalition for the Advancement of Women, Fall Workshop
Working Women in Transition, eponsored with the Indiana Commission on Women
and the [IUPUI Community Learning Network

Hazlett Women in Leadership Forum: Patricia Miller, Founder of Vera Bradley, Inc., Co

sponsored with the IU Tobias Center for Leadership Excellence
The Story of Madam CJ Walker: Writing My Gigratat Grandmother Back into History

GAGK 1 Qf St Al

. dzy Rf Sa

Women's Leadership Reception and Leadership

Women Creating Excellence at IUPUI: online archival exhibit, Reception at Cedar Crest
YSyQa CAfY FSailaAglt
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201011 Office for Women Programming
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Professional Development Book Clale Female A a A 2 Y'Y

Sally Helgesen and Julie Johnson

Professional Development Book Club and Phone Conversation with Alfdraater Woman
How HighAchieving Women Find Contentment and Directiblarcia Reynolds
Professional Development Bo@kub:Womenat the Top, Powerful Leaders Tell Us How
Combine Work and FamjlRiane F. Halpern and Fanny M. Cheung
Professional Development Bo@kub:Axk For It: How Women Can Use the Power of
Negotiation to Get What They Really WanytLinda Babcocknd Sard.aschever
Working Women in Transition Conference;$ponsored with Indiana Commission on
Women and IU Kelley School of Business
Week without Violence and the Clothesline Project; §mnsored with IUPUI Office of
Student Involvement and the Inthapolis YWCA
Spotlight on ScholarshipThe Birthplace of Souls, the Civil War Nursing Diary of Harriet
Eaton with Professor Jane Schultz, Department of English, IU Schdmtrafl Arts
Hazelett Women in Leadership Forum: An Evening with Angela B@waponsoredvith
the IU Tobias Center for Leadership Excellence

bldA2yFt 1 SHEGK

LyadzNF yOS YR 22YSyQa

HsiuvHung Wang, Dean of the College of Nursing at Kaohsiung Mébhinadrsity inTaiwan,
Cosponsoredwith the IU School of Nursing, Sigma ThEsa+ Alpha chapter, IUPUI Office

of International Affairs

Recruitment Luncheon with the Junior League of Indianapolis
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Indiana Commission on Women Listening Session, Hosted by the IUPUI Offenfien
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Start Smart Workshop, Sponsored by the IUPUI Office for Women and the SAfdeatr
American Sigrrhood

Film Series: Made in Dagenham;spmnsored with the University Library Divers@guncil
I/ 2y OSNI 27T -mMBiYByaGibo(t ivameR, Sidsted by Music and Arts
Technology, School of Engineering and Technology, IUPUI Music AdasianBacific
Association of Faculty and Staff Council and IUPUI Office for Women

Women's Leadership Reception and Leadership Awards

2011-12 Office for Women Programming
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t N2PFSaairzylf 5S@St2LSya .221 [/ fdoyY a5Aal LILIS
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Their Dilemmas within the Academy, edited by Theodorea Regina Berry and Nathalie D.

Mizelle

t NEFSaaArz2ylt 5S@St2LISyid .221 [/ Edgmh&NEPIY RS NE
edited by Londa Schiebinger

Financial Fitness Series with G. Joyce Foster, CFP, MBA: Part I. "How Do | Even Start to

Prepare for Retirement”

Financial Fitness Series with G. Joyce Foster, CFP, MBA: Part Il. "Making Suoetliden't

my Retiremat savings"

Financial Fitness Series with G. Joyce Foster, CFP, MBA: "Now that | am about to graduate,

how will I support myself, pay on my student loans, buy car or pay for a home etc. etc. Will

| have to go home to live with my parents?"

Hazelett Womenn Leadership Forum: An Evening with Tamika Catch@asyonsored

with the IU Tobias Center for Leadership Excellence

Opening Reception: Women Creating Excellence at IUPUl;media exhibit inCultural

Arts Gallery, Campus Center

Women Creating Exdehce at IUPUI, multnedia exhibit in Cultural Arts Gallery in honor of

15" anniversary of IUPUI Office for Women, Campus Center, Janad#y,2012

Women, Peace and Reconciliation in West Africa with Nobel Peace Prize Wwieyrmgh

Gbowee, cesponsoed with other campus units

[ dzf GdzNIF £ [ SFRSNAKAL) [ dzy OKS2Yy GAOK 5N { I YyRNI
sponsored with Office of Student Involvement

WEYS [/ dzZNNE AY &b i Oomanpabraance thyiddor of fas S+ ¢ = 2y S
anniversary of TitléX, Cesponsored with the Office of Student Involvemén®2 Y Sy Q&

Studies Program of the IU School of Liberal Arts, Indianapolis, IUPUI Athletics and the NCAA
Office of Inclusion

GOYLRGSNAY3T | 2dziK F2NJ { 20Al { -IselekivistOSY | [/ 2y ¢
9f AaKSgI-spansohedl Witk the I@PUI Office for International Affairs, and the 1U

School of Public and Environmental Affairs
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with [lUPUI Music Academy
1 Women's Leadership Reception and Leadership Awards
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I[UPUI Task on the Status of WomenlatPUI
Task Force Members



201314 Task Force on the Status of Women at IUPUI

Task Force Members:

Rachael Applegat®h.D., Chair, Department of Library and Information Science; Associate
Professor, Library and Information Science

Mary E. Dankoski, Ph.D., Associate Dean for Faculty Affairs and Professional Development; Vice
Chair for Faculty and Academic Affairs, Depearitof Family Medicine; and Lester D. Bibler
Scholar and Associate Professor of Family Medicine

Aron E. DiBacco, Associate Faculty, Communication Studies; Chair of the Staff Council
Committee on Diversity, Equity, and Inclusion

Catherine A. Dobris, Ph.[Associate Professor of Communication Studies, Adjunct Professor of
English, Adjunct Professor Women's Studies

Isabel Fawcett, Employee Relations Consultant, Human Resources Administration
Kim D. Kirkland, Ed.D., Director, Office of Equal Opportunity;Fcask Chair

Diana Simsiarris, Associate Director, Office of Student Involvement

Yolanda Taylor, Employment Consultant, Human Resources Administration

Richard E. Ward, Ph.D., Director, Center for Research and Learning; Professor of Anthropology
and Dentisty

Julie Welch, M.D., Assistant Dean of Faculty Affairs and Professional Development

Jane Williams, Ph.D., Associate Professor, Psychology

Support Team:
Mary L. FisherPhD., ProfessqiSchool of Nursing

Kathy Surina Grove, J.D., Director, Office fom&io
Carol J. McGarry, Assistant Dean of the Faculties; Faculty Appointments and Advancement
Rick Morgan, Data Specialist, Office of Equal Opportunity

Gary Pike, Ph.D., Executive Director of Information Management and Institutional Research;
Associate Profesor, Higher Education and Student Affairs

Britta K. Peter, Management Analyst, Planning and Institutional Improvements



