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One participant commented that evaluation criteria of grants to HSIs do not specify that 
funds be directed towards Hispanic students. This is a dilemma for all of the granting 
agencies, i.e., there is no requirement that HSI funds be directed to Hispanic students, 
specifically, and there is a question whether granting agencies know if their funds get to 
the intended students. 
 
The discussion continued with the following observations and suggestions made by 
participants:  
 

• Since there is no requirement that the funds be specifically directed to Hispanic 
students, it may depend on administrative decisions to follow the “spirit” or 
intentions of a Request for Proposals (RFP);  

• If one focuses on Hispanic students, this focus will spill over and help all students 
at an institution; the practices and procedures put into place to assist Hispanic 
students and their needs will be beneficial to all students; 

• Future RFPs should have language that allows the use of funds to take into 
consideration the needs of the specific group of students the grant is intended to 
benefit; and  

• RFPs should contain language that directs specific activities to benefit Hispanic 
students. 

 
Another suggestion was that HSIs should collaborate with other institutions to help put 
Hispanic students on STEM career pathways. Hispanic students who successfully transfer 
to a four-year institution are not assured of successfully completing a baccalaureate 
degree. Establishing a partnership between a community college and a four-year 
institution, with an established pathway to a bachelor’s degree and the appropriate 
support services, is one way to keep STEM students on the pathway to STEM careers. 
 

Topic 3: Obtaining Institutional and External Support 
 
No plenary presentations were made on this topic. 
 
Key Points from Presentation by Working Group Topic 3 Recorder: 
 
Faculty members who came from institutions that are more focused on teaching than on 
research pointed out that it takes some convincing to get their administrations to 
understand the need of having in-house equipment or special places, such as laboratories 
or green houses, that faculty can use for teaching and research. The members also said 
they need help in seeking grant opportunities.  
 
Some administrators from colleges that are focused on teaching do not see the value of 
investing in expensive instruments and their maintenance to do research. Faculty 
members often find it difficult to get release time to do research. Also, isolated 
institutions find it difficult to do collaborative work with other institutions, making the 
need for external support to conduct in-house research more critical.  
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Faculty members need incentives and financial support from their administration. This 
support should provide for faculty development and research activities as well as for 
student participation in science and mathematics events, workshops, and hands-on 
research. Administrations need to value scholarship in a number of forms, including 
education and outreach research, in addition to basic research. 
 
In some cases, faculty obtained what they needed to conduct funded research but the 
implementation of their projects was slow, caused either by administrators or vendors. 
Such situations can become a serious problem for the Principal Investigator (PI), e.g., 
equipment and chemicals are delivered late, sometimes after half of the semester is over, 
leaving students and PIs behind schedule.  
 
Faculty members need financial/academic/administrative support to be able to write 
proposals, to create “in-house” journals, to develop new courses, and to establish 
collaborations with other institutions. Also, faculty at institutions that focus on teaching 
usually do not get support from funding agencies because of a lack of published work, 
even though they are conducting research. 
 
Provosts often focus on specific areas of research. This can make it difficult for faculty to 
get support in areas outside the university’s interests. Potential strategies suggested as 
ways to obtain external and internal support included: 
 

• Finding someone at the institution who has a connection with the administration 
and can help get things done; 

• Showing administrators the financial benefits of the action being proposed; 
• Identifying cost- and time-saving measures such as using vendors that offer better 

deals and make deliveries in a timely fashion;  
• Getting program officers to be more proactive in supporting the PI’s project; and  
• Forming partnerships between four-year and two-year institutions.  

 

Topic 4: Promotion, Salary, and Tenure Policies 
 
Key Points from Plenary Speakers 
 
Dr. Josephine Davis, Professor, Department of Mathematics and Computer Science,  
Fort Valley State University, focused her remarks on “A Perspective on Minority Women 
and Promotion and Tenure Practices in USA Colleges and Universities.” She noted that, 
beyond competence, the following work for minority women in STEM: support groups; 
sponsorship; professional networks; visibility in formal and informal settings; 
cooperation; sincerity; and communication (advanced knowledge of campus practices). 
Dr. Davis said that what opens doors for women STEM faculty are academic credentials; 
stellar research; and a proven record of success, ambition, and enthusiasm. 
 
Dr. Lorelle Espinosa, Director of Policy and Strategic Initiatives at the Institute for 
Higher Education Policy, discussed “The Persistence of Women of Color in STEM Fields 
– What Research Tells Us.” She found through her research that: tenure-track women of 
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color are overloaded with committee assignments and campus diversity work; women are 
severely underrepresented among the top 100 STEM departments; women of color are 
concentrated at the lower end of the academic hierarchy; and work-life balance is a major 
consideration in pursuing research or a faculty career.  
 
With respect to receiving tenure, she indicated that married women, with young children, 
who are in a tenure-track position have: 

• 27 percent lower odds than married men with young children; 
• 13 percent lower odds than married women without young children; and 
• 4 percent lower odds than single women without young children. 

(Source: Staying Competitive: Patching America’s Pipeline in the Sciences, Center for 
American Progress, 2009) 

 
Policy recommendations made by Dr. Espinosa included the following: 

• Build on and replicate secondary and postsecondary education programs (e.g., 
MESA and GEM) that support interest in STEM education and careers for young 
women of color; 

• Provide funding for STEM enrichment programs that specifically target women 
and girls of color; and 

• Provide funding to enable women students of color in STEM to obtain faculty 
mentorship, research opportunities, professional development opportunities, and 
counseling about graduate school and careers. 

 
Key Points from Presentation by Working Group Topic 4 Recorder: 
 
Since negotiations regarding promotion, salary, and tenure are not public, the procedures 
followed may actually differ from written policies. It may be difficult to manage the 
unwritten policy and the perception of people viewing a faculty member’s records. It is 
important to identify social dynamics. These are unwritten and not reflected in reports.  
 
Participants also felt that junior faculty should find a mentor among senior faculty. This 
mentor can help facilitate change, e.g., senior faculty advocating maternity and paternity 
leave could make a difference. Senior faculty have the influence and power to effect 
change.  
 
The group discussed how wasting human capital can hurt the tenure and promotion of 
younger faculty. “Younger faculty in the transition from a teaching to a research 
institution face jealousy of older faculty because of the research support younger faculty 
acquire.” 
 
The group stressed the importance of being clear about institutional or departmental 
expectations in areas such as: 

• Student evaluations 
• Peer-reviewed publications 
• Journal selection and authorship standards 
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Other advice offered included the following:  

• Plan and have well-documented, open discussions on institutional policies 
regarding salary, promotion, and tenure. For example, determine to what extent 
student evaluations for classes that are typically unpopular with students are 
counted in one’s tenure evaluation. Identify structural problems in the process and 
figure out a way to discuss them in a constructive way.  

 
• With respect to gender discrepancies in salary, ensure that failing to negotiate 

start-up packages is not a factor. Negotiate travel support, moving costs, support 
for research students, and release time for proposal preparation. 

 

Topic 5: Balancing Work and Family 
 
Key Points from Plenary Speaker 
 
Ms. Arcelia Hurtado, Executive Director, Equal Rights Advocates (ERA), spoke to the 
group on “Creating Work/Life Balance.” ERA is committed to assisting working women 
in all fields who face unequal treatment in the workplace in various forms, including 
pregnancy discrimination, unpaid leave, lack of sick pay, and the persistent tension 
between work and family life. ERA leads national efforts to ensure that all female 
students have full access to an educational environment that is free of sexual harassment 
and discriminatory treatment based on gender or parental status. Ms. Hurtado stated that 
American workers report higher levels of work-family conflict than do citizens of other 
industrialized countries.  
 
Ms. Hurtado said that the number of women faculty in STEM fields has increased over 
time, but women remain underrepresented among tenured faculty. She briefly discussed a 
recent study that found female STEM faculty members were less satisfied than their male 
counterparts with institutional support for having a family while on the tenure track.  
 
Ms. Hurtado pointed out that the timing of tenure is incompatible with child-bearing 
years. The average age at which one starts on the tenure track is 34, and the end of the 
tenure track occurs in the early 40s. These are prime child-bearing years. Women faculty 
without children but with other caretaker responsibilities or personal illnesses may also 
face challenges to work/life balance. 
 
Key Points from Presentation by Working Group Topic 5 Recorder: 
 
The group reporter noted that for women faculty with children, it is often difficult to 
balance family and work. The group felt that families are additional responsibilities, and 
there really is no good time (early or late) for women with children to pursue a higher 
education degree. Workplace accommodations for women faculty with such 
responsibilities need to be more flexible.  
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Topic 6: Scholarly Productivity 
 
No plenary presentations were made on this topic. 
 

Key Points from Presentation by Working Group Topic 6 Recorder: 
 
The working group on this topic made the following observations and recommendations: 
 

• Scholarly productivity is a high priority in promotion and tenure decisions. Some 
institutions require four publications during the tenure track period; some may 
require more if the campus is research-centered rather than teaching-centered. 

 
• To improve journal writing, it was suggested that one should read a lot of 

journals, including those outside one’s field as well as novels and other reading 
materials. Having a disciplined writing process is itself helpful. It is important that 
faculty carve out time for creative thinking and writing. Writing is not 
spontaneous; one has to work at it.  

 
• Participants suggested that working with editors to proofread articles submitted to 

journals for publication could help in writing. Organizing a conference or a 
symposium can provide an opportunity to review different abstracts and to 
become familiar with different writing styles.  

 
• Faculty can take advantage of services offered at special websites such as Paper 

Net and Mentor Net. These sites provide valuable reviews and suggestions for 
research articles. One can send an article to be reviewed before submitting it to a 
journal editor. The link to Computing Alliance of Hispanic-serving Institutions 
(www.cahsi.org) was given as another source of support for scholarly writing. 

 
• It is very important to assign the real ownership of a project to the students, so 

they are responsible for completing the research and putting a manuscript on the 
professor’s table. Set deadlines and goals for students that are achievable. Also, 
stress to the students that they are working with you rather than under you.  

 

Topic 7: Service Requirements 
 
No plenary presentations were made on this topic. 
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Key Points from Presentation by Working Group Topic 7 Recorder: 
 
Examples of service requirements given by the group for two-year institutions include 
participation in formulating, revising and implementing departmental curriculum, 
procedures, and policies. It also includes fostering student educational achievement by 
providing guidance, information, programs, and activities that supplement their 
classroom experience.  
 
Other service requirements at two-year institutions include establishing positive 
community partnerships to build effective bridges between institutions and communities. 
They include incorporating, as pedagogically appropriate, current technology into the 
classroom, distance learning, and laboratory environments. Included also are 
collaborations with high schools, universities, business and industry, or other external 
agencies, as appropriate, and assistance with campus program advisory committees, as 
requested.  
 
Some schools require STEM faculty to publish and promote research as part of their 
service load. Examples of service requirements in four-year institutions are similar to 
those for two-year institutions, except greater emphasis is on research and publishing.  
 
The group noted that there is an attitude among some department chairs as well as some 
administrators that, if a minority is hired, he/she needs to do outreach for his/her cultural 
group. Women are expected to participate in service that is of a more “nurturing type.” 
Often, the new faculty are required to take over the “Old Guard’s” service responsibilities 
and are expected to “pay their dues” so the more senior faculty can do research or just 
teach and no longer have to serve on campus committees or lead outreach activities. 
 
It was suggested that young faculty take responsibility for themselves. If research is 
required of tenure-track faculty, then one must learn to say “No” to overload service 
requirements. However, one participant cautioned that she had been publicly humiliated 
for saying “No” to continued participation in an outreach program due to teaching 
overload classes. 
 
The group further suggested that if outreach and research are parts of one’s 
responsibilities, they should be part of the service requirements. If service requirements 
include advising students during registration and/or end of semester, then training for this 
effort needs to be available to faculty. Where tenure is not an option, there needs to be a 
way to prevent abuse of faculty members who are consistently overloaded with service 
requirements. 
 

Topic 8: Mentoring of STEM Junior Faculty 
 
No plenary presentations were made on this topic. 
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Key Points from Presentation by Working Group Topic 8 Recorder: 
 
The group noted that junior faculty should be aware that guidance for tenure and 
promotion from a departmental chair may differ from that offered by senior faculty. Also, 
discrepancies exist between department and university tenure and promotion committees. 
Evaluation or self-evaluation every semester can help faculty to gauge where they stand 
relative to promotion and tenure. 
 
Key points reported from the discussion included the following:  

• Mentoring should include a support system for new faculty, to build some 
immunity to the system; 

• New faculty need to publicize their accomplishments and work to gain 
recognition within the university; 

• Dealing with the administration may be difficult, and some administrators may 
use their power unfairly;  

• Some chairs may not be fair in publicizing faculty accomplishments; 
• A system is needed to provide large-scale awareness of the issues surrounding the 

mentoring of junior faculty in STEM; and 
• It may be prudent to select mentors from a variety of sources.  

Some of the schools represented at the workshop have: 

• A peer evaluation system; 
• Formalized mentoring programs that meet two or three times per semester; 
• New faculty orientation programs that meet weekly; and 
• Training for faculty to become better teachers. 

 
Topic 9: Campus Climate 
 
No plenary presentations were made on this topic. 
 
Key Points from Presentation by Working Group Topic 9 Recorder and from Plenary 
Session Discussion of this topic: 
 
A key comment was “we need to make our campuses inviting for both students and 
faculty.” Other observations related to campus climate included the following: 
 

• A supportive administration that encourages new ideas and programs is essential; 
• Administrators need to understand the need of the student population served, not 

the "typical" or "ideal" student; 
• Institutional support for continuing programs and projects is needed. When 

administrators change, the new person needs to look at what is working and what 
is not, rather than implement big, crosscutting re-organizations, as is often done. 
Educational programs need continuity; 

• Some administrators seem to have forgotten who our customers are. We are here 
to serve the students; and  

• Some administrators blame faculty for student problems, including their lack of 
performance.  
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The group considered how to attract people into academia when current faculty members 
feel they are under attack. “We as educators need to help change the perception of the 
importance of education, the expertise required to be a good teacher, and the amount of 
time we spend doing our jobs.” 
 
Participants also discussed how to maintain standards in online education when a 
"corporate" (profit-generating) business model is applied to education, especially in 
STEM fields that require laboratories in which students observe and interact with the real 
world rather than with simulations. Online courses need resources such as proctors for 
examinations. The cost of these resources needs to be included in the business model. 
Cutting these resources devalues the courses. 
 
Pressures are increasing for grade inflation and course redesign to improve students’ 
passing rates. Also, in some instances, faculty members are required to have extensive 
written justification and meetings with administrators to explain why students are given 
failing grades.  
 
Some participants stated that their tenure and promotion process stifles faculty feedback, 
so that the situation is very tense and leads to increased job stress. Also, according to 
some of the participants, “administrators are men who are telling us what to do. We are 
not respected for all of the things we have learned to do in order to be effective teachers.  
 
We need more responsive campus security, and a broader understanding of the risks of 
giving women faculty night classes.” This puts junior women faculty at risk because they 
are often given the least desirable class schedules. Administrators need to take concerns 
of women faculty for their physical safety seriously. Greater protection for women 
faculty members is needed. For example, blue boxes to call campus police are often 
broken in faculty parking lots. Women faculty need timely responses from campus 
security when they are called. The practice of having one common "office key" for all 
faculty offices in a department can leave a woman with no safe place to go after a 
confrontation with someone in the office. 
 
Some in the group noted that gender discrimination is still a problem in nearly all-male 
departments. Inappropriate or disrespectful comments about women faculty members are 
regularly overheard in group situations such as department meetings. 
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Topic 10: Interactions with Male Faculty and Administration 
 
No plenary presentations were made on this topic. 
 
Key Points from Presentation by Working Group Topic 10 Recorder: 
 
The group consisted of representatives from both large and small institutions, and a wide 
range of professional experience (from first-year teachers to teachers with several years 
of experience). Importantly, the group also included a former administrator. Examples of 
interactions various members of the group have had with males (typically in some sort of 
supervisory position, and typically negative) include:  
 

• One person was called “Sweetheart” or “Honey” in situations where a more 
professional address would be expected. After it had happened a number of times, 
the woman faculty member approached the offender privately and asked him to 
please use a more formal mode of address when talking to her, since they did not 
have a “sweetheart” sort of relationship; 

• Several women commented that they noticed different standards of dress for 
women and men in the same department. One member shared comments she had 
received about clothing she thought was appropriate for teaching (“You’re 
wearing that to teach?”), and said that she also had experienced the nonverbal up-
and-down look that suggested the same; 

• One member had heard someone comment “it’s something about the way you 
walk” in heels; 

• One member shared her experience preparing a proposal with a group of men she 
felt were disregarding her comments and contributions; 

• One member shared a story in which she received a salary offer over a conference 
call. After the offer, she paused to think through the many pieces of advice she 
had received about negotiating salary. The men on the telephone interpreted this 
as tacit disapproval of the offer, giggled, and immediately offered a higher salary. 
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QEM Summary Comments and Next Steps 
 
The seriousness and thoughtfulness reflected by participants and presenters in this 
workshop underscore the importance of addressing conditions and climate on campus for 
women faculty in STEM at HSIs. However, women at this particular subset of 
institutions of higher education do not uniquely face these issues. While, for a given 
campus, the priority ranking of the topics would no doubt vary, and some may not be an 
issue at all, this does not relieve institutions of their responsibility to ensure that their 
campuses are supportive and safe for all who work and study there, and to seriously 
address any of the issues that do exist. 
 
Since the issues are not campus-specific, QEM encourages the wide distribution of the 
summary tables in the next section of this report to women faculty in STEM, particularly 
those just entering the professoriate, so that if an issue surfaces, they will have the benefit 
of the perspectives of, and strategies offered by, the women who participated in this 
workshop. To facilitate this sharing, the tables are available for download at: 
http://qemnetwork.qem.org/HSISTEMWomenFacultyReportTables.pdf. 
 
The recipients of this report will include a sizeable number of male administrators and 
faculty since it is being distributed to presidents and chief academic officers as well as 
STEM deans and department chairs at the participating institutions. QEM encourages this 
group of recipients to meet with the women faculty on their respective campuses to 
discuss, at a minimum, the summary tables. This recommendation should not be 
interpreted as suggesting the issues are all concerns for a specific campus, but is designed 
to provide a mechanism for reviewing campus policies, identifying any policies or 
conditions that have an unintended negative impact on women faculty, and strengthening 
relationships and interactions between female and male faculty and administrators.  
 
The report also will be sent to all workshop participants and presenters who will be 
encouraged to discuss the report with others on their respective campuses. QEM will send  
a follow-up survey to participants in April 2011 to obtain information on their use and/or 
dissemination of the report. 
 
The report will be sent to program officers within the National Science Foundation 
(NSF)’s Human Resource Division, the Division that supported the QEM/HSI 
workshops; and to all program officers with responsibilities for programs in the 
Foundation’s Broadening Participation Portfolio. It will be accessible at: 
http://qemnetwork.qem.org/HSISTEMWomenFacultyReport.pdf so that it is available to 
faculty at HSIs who did not participate in any of the three workshops as well as to other 
interested individuals. 
 

Summary of Topic Issues and Strategies Identified by the Working Groups 
 
The matrices that follow succinctly capture the key issues identified by the working 
groups on each topic as well as the strategies they identified for addressing these issues.  
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TOPIC SUMMARY TABLES 

Topic 1 Balancing Teaching and Research Demands 
Issues • Different institutions have different priorities regarding the balance 

between teaching and research 
• Teaching takes the bulk of time and emotional energy 
• Time-consuming to find students and get research equipment  
• Research and design are more difficult to insert into the classroom in 

engineering, because students want to get to the workplace 
• The research aspect is negative in some circles 
• Team teaching can cause friction 

Strategies • Pair up new students with upper division and grad students for peer 
mentoring and teaching 

• Get Freshman students into the lab to learn the basics so that they are 
high-functioning researchers when they are Seniors 

• Structure time, and don’t waiver 
• Faculty should delegate to students to avoid being overwhelmed by tasks 

that don’t require their doing 
• Be very picky about taking on new tasks and responsibilities 
• Correlate aspects of research with the curriculum; have students solve 

problems in labs as a supplement to textbook work 
• Use online tools and websites when helpful 
• Incorporate lab techniques into the course to give the students 

experience, and to find possible researchers 
• Problem Based Learning – give students problems to solve 
• Divide the work in a STEM proposal by involving other departments 
• Make the curriculum more uniform and integrate topics throughout  

 
Topic 2 Obstacles to/Opportunities for Quality Education in STEM for Students 

from Diverse Backgrounds 
Issues • Cultural perceptions of gender roles among Hispanic (macho males; 

domestic females) 
• Students do not want to leave home to attend school 
• Family expectation that children will earn a living the way they did gives 

a negative perception of higher education 
• Lack of respect for jobs in academia due to lack of exposure 
• View of education as preparation for a trade or skilled job 
• Federal funding at institutions is not directed to Hispanic students but to 

all students; Hispanic students’ unique needs are not considered 
• Evaluation criteria of grants to HSIs do not specify that funds be directed 

towards Hispanic students 
Strategies • Since there is no requirement that the funds be specifically directed to 

Hispanic students, it may rely on administrative will to follow the 
“spirit” or intentions of a grant’s RFP 

• Focus on Hispanic students, and the efforts will spill over and help all 
students at an institution 

• Future grant RFPs should have language within them that allows using 
funds to “consider the needs of” the specific set of students the grant is 
intended to benefit 

• Put language into specific grant proposals that directs specific activities 
to benefit Hispanic students 



 

  - 17 - 

 

Topic 3 Obtaining Institutional and External Support 
Issues • Faculty from teaching-focused institutions have difficulty convincing 

administrators of the benefits of in-house equipment, instrumentation and 
facilities 

• More isolated institutions have less opportunity for collaborative 
research and have an even greater need to secure funding for on-campus 
provisions for research 

• Securing release time to do research is difficult 
• Because administration is not involved in faculty development and 

research activities, they don’t value other forms of scholarship, such as 
education and outreach research 

• Faculty need help from the administration to encourage students to 
participate in STEM events, workshops, and hands-on research  

• Faculty need guidance on effective implementation of funded research 
projects 

• Faculty need support to write proposals, create “in-house” journals, 
develop new courses, and establish collaborations with other institutions 

• Despite doing research, faculty at teaching-focused institutions get less 
agency support due to lack of published work 

• Faculty sometimes have difficulties getting administrative support if their 
research interests don’t align with that of chief academic officers 

• Lack of proportion in salary and working hours between faculty who 
produce research and those who do not 

Strategies • Find somebody in your institution with some connection to the 
administration who can help you to get things done 

• Show administrators the financial benefits of what is being proposed 
• Find ways to identify better vendors and suppliers 
• Program officers should be more proactive in supporting principal 

investigators in getting things done 
• Funding agencies must evolve to meet the changing needs of researchers 
• Form partnerships among four-year and two-year institutions 

 

Topic 4 Promotion, Salary, and Tenure 
Issues • Negotiation is not a public discussion, so unwritten policies and the 

perceptions of peers are unknown factors 
• Disunity among department chairs, chief academic officers and tenure 

committees 
• No infrastructure to handle transitions (hiring freezes; mentors 

overwhelmed during hiring periods) 
• Administrators focus on pre-medical and engineering fields at the 

expense of other science disciplines (even cutting some programs, e.g., 
environmental science) 

• Younger faculty are evaluated by older faculty who may not fully 
understand current research trends, and sometimes face professional 
jealousy and have to navigate carefully within the social climate 

• Difficult to understand the difference between explicit expectations for 
the tenure and promotion process and implicit goals of the department 

• How to manage student evaluation, especially when teaching typically 
unpopular courses 

• Salary differences by gender 
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• Understanding how to procure purely negotiated items (travel support, 
moving costs, support for student researchers, release time for proposal 
writing) 

• Managing undocumented discussions 
Strategies • Identify social dynamics of the department, which are unwritten and not 

reflected in reports 
• Find a mentor in the senior faculty who can advocate on a faculty 

member’s behalf  
• Be aware of generational changes, and changes in research priorities 
• Be clear about expectations—student evaluations, peer-reviewed 

publications, etc. 
• Read policies and be able to present a solid case for promotion and 

tenure  
• Have well-documented, open discussions on policies 
• Identify structural problems in the process and figure out a way to 

discuss them in a constructive way 
• Learn effective negotiation 

 

Topic 5 Balancing Work and Family 
Issues • Fear of postponement of family 

• No perfect time to start a family 
• Guilt factor; lack of personal time 
• Values of understanding partner 
• Flexibility of workplace (research institutions not as flexible) 

Strategies • Incorporate family with work 
• Realize that the female is not required to take charge of all family 

matters 
• Understand that stress on the relationship is not unique 
• Co-parenting with an understanding partner 
• Online courses makes family life easier to manage 
• Take time to appreciate accomplishments 

 

Topic 6 Scholarly Productivity 
Issues • Scholarly productivity is a high priority with respect to promotion and 

tenure and the requirements may be steep (e.g., four or more journal 
publications during tenure-track period)  

• Improvement of writing skills for publications 
• Managing expectations about authorship (Who is first author, especially 

when student researchers are involved?) 
• Research-focused institutions, teaching-focused institutions, and 

community colleges now have a common mandate for scholarly 
productivity and research 

Strategies • To improve writing, read journal articles, including those outside field of 
interest 

• Carve out time for creative thinking and writing, and make writing a 
disciplined, consistent activity 

• Work with editors to proofread planned submissions  
• Organize a conference or symposium to be exposed to different writing 

styles in submitted abstracts 
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• Hispanic-serving organizations like CAHSI (Computing Alliance of 
Hispanic-serving Institutions) provide support materials on scholarly 
writing 

• Assign real ownership of research projects to students so that they are 
motivated and accountable for the completion of the research 

• Set achievable goals and deadlines 
 

Topic 7 Service Requirements 
Issues • New minority hires are expected to outreach to their cultural groups 

(women often selected for service of the “nurturing” type) 
•  Often faculty are required to take over the service responsibilities of 

older faculty so that they can do research or just teach 
• In 2-year schools the physical sciences are overloaded with service and 

research and faculty are often discouraged from teaching overload 
• Other schools require the full-time faculty to teach overload classes and 

often these classes are at odd hours because adjunct faculty are not 
permitted to teach more than one or two classes 

Strategies • Young faculty must assume personal responsibility for time commitments 
and must be willing to say “no” to overload service requirements (even 
at risk of public humiliation) 

• Since outreach is expected, it should be part of the service requirements, 
rather than an addition to overload teaching assignments  

• If part of service requirement is to advise students during registration 
and/or at the end of the semester then faculty should be trained to advise 
effectively 

• When tenure is not possible, there needs to be some way to prevent abuse 
of faculty through overloaded service requirements 

 

Topic 8 Mentoring of STEM Junior Faculty 
Issues • Guidance for tenure and promotion from chair and senior faculty may be 

different 
• Due to hiring freezes, the last hired faculty may be considered as junior 

faculty even though they are not recent hires 
• There are discrepancies between department and university tenure and 

promotion committees 
• Availability of funds for faculty development  
• Unclear rules and processes for tenure and promotion 
• Administrators sometimes use power unfairly 
• Changes in administration bring changes in expectations 
• Chair may not be equitable in publicizing accomplishments of faculty, 

unfairly making some faculty appear more productive than others 
• Women are not staying in administration, and producing minority faculty 

is a revolving door 
Strategies • Evaluation or self-evaluation every semester helps to gauge progress 

• Mentoring should include a support system for new faculty to build up 
some immunity to the system 

• New faculty need to take initiative in publicizing their accomplishments 
and work to gain recognition within the university 
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• Need to implement a system to provide a large-scale awareness of the 
issues so that favoritism is not used to weed out faculty 

• Mentoring should be from a variety of sources, and having mentors from 
another department may be refreshing  

• Have a consistent, designated meeting time with mentors, but also have 
occasional informal meetings 

• Senior faculty should take interest and initiative with mentoring new 
faculty 

 

Topic 9 Campus Climate 
Issues • Administrators sometimes forget that the first priority is to serve the 

students 
• Administrators blame faculty for all student problems, including lack of 

performance; difficult to attract people into academia when faculty feel 
they are under attack 

• Educators and education are becoming a commodity (faculty feel 
devalued when poorly qualified teachers are hired through processes 
that are not very thorough) 

• Maintaining standards in online education when a corporate (profit-
generating) business model is applied to education 

• Increasing pressure for grade inflation, for course redesign to improve 
passing rates, and on faculty who give failing grades (requirements for 
extensive written justification, meetings with administrators) 

• Tenure and promotion process stifles faculty feedback, causing increased 
tension and job stress 

• Administrators are mostly males who often do not respect the efforts put 
forth by female faculty to become effective teachers 

• The model of a successful faculty member is still defined by the lifestyle 
of married White men 

• Female junior faculty are often at security risk because junior faculty are 
often given the least desirable class schedules 

• The practice of having one common office key for all faculty offices in a 
department can leave a woman with no safe place to go to leave a 
confrontation with a fellow faculty member 

• Discrimination, including inappropriate speech toward women, is still a 
problem in nearly-all-male departments 

Strategies • Make campuses inviting for both students and faculty by understanding 
the actual student population served 

• Administration should support new ideas and programs, and new 
administrators should support the continuity of programs and projects 

• Educators must change the perception of the importance of education, 
the expertise and time required to be a good teacher 

• Online courses need resources (e.g., proctors for exams), and the cost of 
these resources needs to be included in the business model 

• Learn to do proper assessment before using the results to reward or 
penalize teacher performance 

• More responsive campus security, a broader understanding of the risks 
of giving women faculty night classes, and a serious approach to the 
physical safety of women faculty 
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Topic 10 Interactions with Male Faculty and Administration 

Issues • Inappropriate nicknames (“honey,” “sweetheart,” etc.) and flirtatious 
comments 

• Different standards of dress for women and men in the same department  
• Disregard for female contributions when collaborating (e.g., grant 

writing) 
• Getting proper consideration for requests and complaints 
• Supervisors may renege on a verbal deal more often with women faculty 

since they perceive that women are less likely to be aggressive in 
maintaining the components of the verbal agreement  

• Conflict between being as aggressive as necessary to get results and 
being true to oneself 

• Possibility of ascribing more meaning to comments and situations than 
was intended by the other party 

• Sometimes the barriers in communication are female-to-female 
• Men possibly feel just as stymied by the difficulties engendered by 

differences in communication between males and females  
Strategies • Consider whether you may be reading more into the comment/situation 

than was intended 
• Pick your battles: Choose when to declare offense, and when problems 

are not worth the energy needed for resolution  
• Pay close attention to the tone of your voice and the words you choose.  
• Get agreements in writing—either when the deal is made, or by a 

confirmation email immediately after the meeting—to be sure that both 
parties understand the terms of agreement 

• In communication of requests or complaints: 
 Come with data (objective statements or facts) 
 Answer the questions “Why do you need it?” and “Why should they 

give it to you?” 
 Toot your own horn – don’t be afraid to promote your 

accomplishments that are relevant to your request 
 Talk about why it’s in their best interests, or the students’ best 

interests, to grant your request 
• Don’t be adversarial 
• Know your limits: Address a situation BEFORE it makes you react in an 

emotional way 
• Encourage male groups to consider whether they have problems with the 

dynamics of communication between male and female faculty, and then 
bring both groups together to discuss the obstacles identified to try to 
bring about a solution 
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QUALITY EDUCATION FOR MINORITIES (QEM) NETWORK 
A Workshop for Women Faculty in STEM at Hispanic-serving Institutions 

 

Las Vegas Hilton • 3000 Paradise Road, Las Vegas, NV • (702) 732-5111 

July 30-31, 2010 
 

AGENDA 
 
THURSDAY, July 29 
 
  7:00 PM  Early Registration and Reception           Ballroom G 
 
FRIDAY, July 30 
 
AM 
  8:30 Registration and Continental Breakfast          Pavilion 11 
 
  8:45  Opening Plenary Session            Pavilion 11 
 Introductions 
 Review of Workshop Purpose, Packet, Agenda, and Working Group Topics 
 Shirley McBay, President, QEM Network 
 
 9:00  Plenary Session: Presentation on Related Research Findings 
 Keynote Speaker:  Aida Hurtado, Professor, Department of Psychology 
    University of California, Santa Cruz  
 
 9:30 Balancing Teaching and Research 
 Presenters:   
 Martha Centeno, Associate Professor 
   Department of Industrial and Systems Engineering 
   Florida International University 
 Casonya Johnson, Associate Professor 
    Department of Biology 
    Georgia State University  
 Discussion Facilitator: Monica Mitchell, President, MERAssociates 
 
10:30     Break 
 
10:45  Working Groups (Five) Meet [Topics 1,2,3,4, & 5]  Conference Rooms 4, 5, 6, 9, 10 
 (See Working Group Assignment Sheet with Facilitators/Reporters Identified)  
 
11:45  Plenary Session: Working Group Facilitators and Reporters       Pavilion 11 
             Identify Key Points from Discussions of Topics 1-5 

 Discussion Facilitator: Diana Marinez, Professor Emeritus, Biochemistry and  
   Dean of the College of Science and Technology at Texas, and  
   QEM Board Member 
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PM 
12:30 Buffet Lunch              Ballroom G 
 with Table Discussion of Key Points reported for Topics 1-5 
 
  1:30  Plenary Session: Obstacles to/Opportunities for Quality Education      Pavilion 11 
              in STEM for Students from Diverse Backgrounds 
 Presenters:  
 Richard Alo, Professor  
   Department of Computer and Mathematical Sciences 
   University of Houston Downtown 
 Phyllis Nelson, Professor  
   Department of Electrical and Computer Engineering  
   California State Polytechnic University, Pomona  
 Discussion Facilitator: Carlos Rodriguez, Principal Research Scientist 
      American Institute for Research  
 
  2:30   Break 
   
  2:45 Working Groups (Five) Meet [Topics 6,7,8,9, & 10]         Conference Rooms 4, 5, 6, 9, 10 
 (See Working Group Assignment Sheet with Facilitators/Reporters Identified)  
    
  3:45 Plenary Session: Working Group Facilitators and Reporters Identify      Pavilion 11 
             Key Points from Discussions of Topics 6-10 
 Discussion Facilitator: Diana Marinez, QEM Board Member 
 
  4:30 Two Concurrent Sessions 
 Session I: Participants with Active Research Projects/Interests       Pavilion 11 
  Discuss their Areas of Research Interest and Potential Funding Sources 
 Session Facilitators: Carla Mattos, Associate Professor 
     Department of Molecular and Structural Biochemistry 
    North Carolina State University 
     Martha Centeno, Florida International University 
 
 Session II: Participants with Current Education Outreach Initiatives        Pavilion 6 
  Discuss their Outreach Efforts and Potential Funding Sources 
 Session Facilitators: Monica Mitchell, MERAssociates 
    Casonya Johnson, Georgia State University 
 
  6:00 Dinner on Your Own 
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SATURDAY, July 31 
 
AM 
  8:30 Continental Breakfast           Pavilion 11 
 
  9:00 Plenary Session             Pavilion 11 
 Promotion, Salary, Tenure Policies, and Other Forms of Recognition 

    Presenter:  
 Josephine Davis, Professor 
  Department of Mathematics and Computer Science 
  Fort Valley State University, and former President, York College  
 Discussion Facilitator: Carlos Rodriguez, American Institutes for Research 
 
10:30 Break 
 
10:45  Plenary Session 
    Keynote Speaker: Balancing Work and Family Demands 
 Arcelia Hurtado, Executive Director 
  Equal Rights Advocates  
 Discussion Facilitator: Monica Mitchell, MERAssociates 
 
11:30 Plenary Session  
 Topic: The Persistence of Women of Color in STEM Fields - What Research Tells Us 
   Lorelle Espinosa, Director of Policy and Strategic Initiatives  
   Institute for Higher Education Policy (IHEP 
 
PM  
12:15 Buffet Lunch            Ballroom G 

 Group Discussion: Enhancing the Climate on My Campus for Women STEM Faculty 
  -Steps Participants from Two-Year Institutions Plan to Take  
  -Steps Participants from Four-Year Institutions Plan to Take  
 Discussion Facilitator: Carlos Rodriguez, American Institutes for Research 
 
  2:00  Group Discussion          Pavilion 11  
 Topic: Contents of Workshop Report and Dissemination Plan 
 Discussion Facilitator: J. Arthur Jones, Senior Associate, QEM Network 
 
  2:30  Adjournment 
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QUALITY EDUCATION FOR MINORITIES (QEM) NETWORK 
A Workshop for Women Faculty in STEM at Hispanic-serving Institutions 

Las Vegas,  NV • July 30-31, 2010 
 

PARTICIPANTS’ LIST 
 
 
Dr. Nieves Angulo 
Associate Professor 
Department of Mathematics 
Hostos Community College, CUNY 
 
 
Dr. Cindy Arrigo 
Assistant Professor 
Department of Biology 
New Jersey City University 
 
 
Dr. Ludivina Avila 
Chemistry Instructor 
Department of Physical Sciences 
South Texas College 
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Associate Professor 
Department of Electronic Technology 
University of Puerto Rico at Bayamon 
 
 
Ms. Shondricka Burrell 
Geosciences Faculty 
Department of Mathematics and Science 
The National Hispanic University 
 
 
Dr. Lisa Chaddock 
Adjunct Faculty 
Department of Geography 
San Diego City College 
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Assistant Professor 
Department of Biology 
Chaffey College 
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Assistant Professor 
Department of Mathematics 
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Associate Professor 
School of Science and Technology 
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Assistant Professor 
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Assistant Professor 
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Faculty 
Department of Mathematics 
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Professor 
Department of Physics and Astronomy 
California State University, Long Beach 
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Assistant Professor 
Department of Chemistry 
Texas A&M University-Kingsville 
 



 

 B - 2 

 
Dr. Susan Loveland 
Assistant Professor 
Department of Computer Science 
Adams State College 
 
 
Ms. Iris Magee 
Professor 
Department of Mathematics 
Los Angeles City College 
 
 
Ms. Carol Martinez 
Instructor 
Department of Chemistry 
Central New Mexico Community College 
 
 
Dr. Cleopatria Martinez 
Professor 
Department of Mathematics 
Phoenix College 
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Associate Professor 
Department of Biology 
Colorado State University-Pueblo 
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Professor 
Department of Mathematics 
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Dr. Monica Mendez 
Assistant Professor 
Department of Biology and Chemistry 
Texas A&M International University 
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Visiting Professor 
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Our Lady of the Lake University 
 

 
Dr. Pat Nandakumar 
Senior Lecturer 
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University of Turabo 
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Assistant Professor 
Department of Mathematics 
Richard J. Daley College 
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Professor 
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University of Texas at El Paso 
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Dr. Preeti Srinivasan 
Instructor 
Department of Chemistry 
Evergreen Valley College 
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Assistant Professor 
Department of Chemistry and Physics 
University of St. Thomas 
 
 
Dr. Berrin Tansel 
Professor 
Department of Civil and Environmental 
     Engineering 
Florida International University 
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Associate Professor 
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Professor 
Department of Biology 
Evergreen Valley College 
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Professor 
Department of Biology 
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Assistant Professor 
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Assistant Professor 
Department of Biology and Chemistry 
Texas A&M International University 
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Instructor 
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Assistant Professor 
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Los Angeles Harbor College 
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QUALITY EDUCATION FOR MINORITIES (QEM) NETWORK 
A Workshop for Women Faculty in STEM at Hispanic-serving Institutions 

Las Vegas,  NV • July 30-31, 2010 
 

MEMBERSHIP OF WORKING GROUPS 
 
Topic 1: Balancing Teaching and Research Demands 

Nieves Angulo* Associate Professor Hostos Community College, CUNY 
Aida Berrios Rodriguez Associate Professor University of Puerto Rico at Bayamon 
Lisa Chaddock** Adjunct Faculty San Diego City College 
Olen Dias  Assistant Professor Hostos Community College, CUNY 
Lymari Fuentes-Claudio Associate Professor Universidad Metropolitana 
Esmeralda Medrano Professor Citrus College 
Olga Lucia Quintero Fonseca Instructor University of Turabo 
Sara Volk Assistant Professor Our Lady of the Lake University 
 
 
Topic 2: Obstacles to/Opportunities for Quality Education in STEM for Students from Diverse Backgrounds 

Cindy Arrigo Assistant Professor New Jersey City University 
Sarah Cotton Assistant Professor Chaffey College 
Joy Goto Assistant Professor California State University, Fresno 
Maritza Jimenez-Zeljak Assistant Professor Los Angeles Harbor College 
Iris Magee Professor Los Angeles City College 
Carol Martinez Instructor Central New Mexico Community College 
Teresa Palos Associate Professor El Camino College 
Laura Serpa* Professor University of Texas at El Paso 
Janice Toyoshima** Professor Evergreen Valley College 
 
 
Topic 3: Obtaining Institutional and External Support 

Flor de María García-Wukovits Assistant Professor University of the Incarnate Word 
Jingbo (Louise) Liu Assistant Professor Texas A&M University- Kingsville 
Monica Mendez Assistant Professor Texas A&M International University 
R. Deborah Overath* Assistant Professor Texas A&M University-Corpus Christi 
Sonia Ramirez** Assistant Professor Richard Daley College 
Preeti Srinivasan Instructor Evergreen Valley College 
Ivette Torres-Negron Associate Professor Ana G. Mendez University System 
Cecilia Vigil Professor Arizona Western College 
 
 
Topic 4: Promotion, Salary, and Tenure Policies 

Ludivina Avila* Chemistry Instructor South Texas College 
Shondricka Burrell** Professor The National Hispanic University 
Maria Herrera-Bill Faculty Phoenix College 
Chuhee Kwon Professor California State University Long Beach 
Michelle Steiger Assistant Professor University of St. Thomas 
Berrin Tansel Professor Florida International University 
Brittan Wilson Assistant Professor Texas A&M International University 
 
*  Facilitator **  Recorder 
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Topic 5: Balancing Work and Family  

Susan Loveland Assistant Professor Adams State College 
Cleopatria Martinez Professor Phoenix College 
Lee Anne Martinez Associate Professor Colorado State Universityy- Pueblo 
Teresita Munguia Visiting Professor Our Lady of the Lake University 
Pat Nandakumar Senior Lecturer University of Texas Permian Basin 
Phyllis Nelson Professor California State Institute 
Norma Noguera* Associate Professor California State University, Harbor College 
Catalina Yang** Professor Oxnard College 
 
 
Topic 6: Scholarly Productivity 

Aida Berrios Rodriguez Associate Professor University of Puerto Rico at Bayamon 
Lymari Fuentes-Claudio Associate Professor Universidad Metropolitana 
Chuhee Kwon Professor California State University Long Beach 
Jingbo (Louise) Liu Assistant Professor Texas A&M University- Kingsville 
Teresita Munguia* Visiting Professor Our Lady of the Lake University 
Pat Nandakumar** Senior Lecturer University of Texas Permian Basin 
R. Deborah Overath Assistant Professor Texas A&M University-Corpus Christi 
Ivette Torres-Negron Associate Professor Ana G. Mendez University System 
Brittan Wilson Assistant Professor Texas A&M International University 
 
 
Topic 7: Service Requirements 

Ludivina Avila Chemistry Instructor South Texas College 
Olen Dias* Assistant Professor Hostos Community College, CUNY 
Iris Magee** Professor Los Angeles City College 
Carol Martinez Instructor Central New Mexico Community College 
Cleopatria Martinez Professor Phoenix College 
Norma Noguera Associate Professor California State University, Harbor College 
Teresa Palos Associate Professor El Camino College 
Laura Serpa Professor University of Texas at El Paso 
Cecilia Vigil Professor Arizona Western College 
 
 
Topic 8: Mentoring of STEM Junior Faculty 

Sarah Cotton Assistant Professor Chaffey College 
Flor de María García-Wukovits Assistant Professor University of the Incarnate Word 
Maria Herrera-Bill Faculty Phoenix College 
Lee Anne Martinez Associate Professor Colorado State Universityy- Pueblo 
Esmeralda Medrano Professor Citrus College 
Sonia Ramirez Assistant Professor Richard Daley College 
Michelle Steiger* Assistant Professor University of St. Thomas 
Berrin Tansel** Professor Florida International University 
 
 
 
*  Facilitator **  Recorder 
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Topic 9: Campus Climate 

Shondricka Burrell Professor of Geosciences The National Hispanic University 
Lisa Chaddock Adjunct Faculty San Diego City College 
Susan Loveland Assistant Professor Adams State College 
Phyllis Nelson* Professor California State Institute 
Olga Lucia Quintero Fonseca** Instructor University of Turabo 
Preeti Srinivasan Instructor Evergreen Valley College 
Janice Toyoshima Professor Evergreen Valley College 
Catalina Yang Professor Oxnard College 
 
Topic 10: Interactions with Male Faculty and Administration 

Nieves Angulo Associate Professor Hostos Community College, CUNY 
Cindy Arrigo Assistant Professor New Jersey City University 
Joy Goto*  Assistant Professor California State University, Fresno 
Maritza Jimenez-Zeljak Assistant Professor Los Angeles Harbor College 
Monica Mendez Assistant Professor Texas A&M International University 
Sara Volk** Assistant Professor Our Lady of the Lake University 
 
 
 
*  Facilitator **  Recorder 



 

 

About the QEM Network 
The Quality Education for Minorities (QEM) Network was established in July 1990, as a 
non-profit organization in Washington, DC, dedicated to improving education for minorities 
throughout the nation. It is the successor organization to the MIT-based QEM Project that 
was funded by the Carnegie Corporation of New York. With initial support from Carnegie 
and MIT, QEM began its operation as a focal point for the implementation of strategies to 
help realize the vision and goals set forth in the QEM Project's January 1990 report: 
Education That Works: An Action Plan for the Education of Minorities. 
 
QEM seeks to put into practice the recommendations in the QEM Action Plan by working 
with minority and non-minority individuals, organizations, and institutions around the 
country to help coordinate and energize efforts to improve the education of minorities, 
particularly in STEM. The QEM Network engages in activities designed to: 

 
  Promote, and disseminate information on, promising research results on the education of 

minorities, and serve as a resource in evaluating educational programs and projects; 
  Stimulate and assist in the development of programs to increase the number of minorities in 

science and engineering fields;  
  Implement a series of workshops in areas of special interest such as the under-participation 

of minority males in STEM and concerns of women STEM faculty at Hispanic-serving 
institutions; 

  Provide technical assistance to faculty and administrators at minority-serving institutions 
(particularly Historically Black Colleges and Universities, Tribal Colleges and Universities, 
and Hispanic-serving Institutions) in the development of their proposal ideas into 
competitive proposals for submission to: cross-directorate programs at NSF such as 
CAREER and Major Research Instrumentation; programs in the Foundation’s Education 
and Human Resources Directorate such as Math and Science Partnerships, Innovation 
through Institutional Integration, Historically Black Colleges and Universities 
Undergraduate Program (HBCU-UP), and Tribal Colleges and Universities Program (TCUP); 
and programs in NSF Research Directorates;  

  Assist new STEM project directors through workshops and campus visits in the successful 
implementation of their funded multi-year projects, particularly during the initial years; and 

  Strengthen the leadership capabilities of STEM faculty, staff, and students at minority-
serving institutions, particularly at HBCUs and Tribal Colleges and Universities, to help 
ensure greater diversity in the leadership of campus-based STEM projects. Pathways to 
leadership development have included Leadership Development Institutes for STEM faculty 
at TCUs and HBCUs; Health-focused Student Summer and Academic Year Internships; 
Summer student Science Internships and short-term Academic Year Faculty Appointments 
at NSF; and Research Appointments at major NSF-funded Research Centers. 

 
This unique array of opportunities and approaches has enabled QEM to establish an 
extensive network of STEM faculty, administrators, and students and to successfully engage 
in a range of institutional and individual capacity-building activities. Strategies employed and 
lessons learned the implementation of one project inform approaches in other projects. With 
the assistance of experienced STEM consultants and evaluators, QEM offers high quality 
technical assistance, encouragement, and follow-up support to chief academic officers, 
STEM faculty, and STEM students at a range of minority-serving institutions as well as 
underrepresented minority faculty at non-minority institutions. 



 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

The Quality Education for Minorities (QEM) Network 
1818 N Street, NW  Suite 350  •  Washington, DC  20036 

Tel: 202/659-1818  •  Fax: 202/659-5408  •  E-mail: qemnetwork@qem.org 
URL: http://qemnetwork.qem.org/  




