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University of Houston 
NSF Advance 3rd Year Site Visit Report 

 
I. INTRODUCTION 

 
The University of Houston (UH) ADVANCE IT program is now in its 4th year. The NSF site visit 
took place December 4-6, 2017, where the site visit team met with the leadership/management 
and implementation teams as well as the various stakeholders. The ADVANCE work is carried 
through the UH Center for ADVANCING Faculty Success. The President is the Project PI with the 
Provost being the CO-PI and Center Director. A major change in the project management took 
place in November 2016 when the former Managing Director (Ms. Lisa Robertson) was replaced 
by Dr. Christiane Spitzmueller. 
 
The goals of the projects are: 1) Recruit and retain more women STEM/SBS faculty at senior, 
mid-career and junior faculty levels, 2) Increase the support and representation of women 
STEM/SBS faculty in administrative leadership positions, and 3) Enhance UH’s infrastructure to 
prioritize gender equity and diversity, and create awareness and a diversity-friendly climate by 
institutionalizing ADVANCE activities. 
 
To achieve these goals, several initiatives and activities have been developed and implemented 
in the areas of Recruitment and Retention, Professional Engagement and Development, Work-
Life Infrastructure as well as Diversity and Inclusion. This report assesses the effectiveness of 
these initiatives and the progress towards achieving the project goals. It also highlights 
significant outcomes/achievements as well as challenges and opportunities with a special focus 
on the systematic changes that lead to transforming the institution to be more gender 
equitable. 
 
 
II. ACTIVITIES AND SUSTAINABILITY 
 
Recruitment and Retention 
The University of Houston shared information regarding efforts of recruitment and retention as 
part of their third-year site visit. Initial efforts began with mandatory Search Committee Chair 
training and the development of a recruitment diversity dashboard, resulting in the UH 
Powerhouse faculty recruitment toolkit and website in 2017. Additional efforts described 
included a campus visit experience survey and workshops for Associate Professors seeking 
promotion to Full. 
 
The University of Houston also highlighted the Recruitment and Retention Committee work and 
illustrated the operationalization of recommendations from the committee, associated with 
dual career. A new hiring policy was established, and language in job advertisements included 
the institution’s “commitment to increase the number and success of women faculty in the 
STEM fields”, with further language in job ads now indicating that the University of Houston is 
responsive to the needs of dual career couples. It was reported that over the last two years, 21 
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Tenure-Track partners were placed in positions on and off-campus. In addition, an Office of 
Faculty Recruitment, Retention, Equity and Diversity was established, with a designated 
Assistant Provost. It was further described that the new Office of Faculty Recruitment, 
Retention, Equity and Diversity also renegotiated the availability of infant, toddler and 
preschool slots for faculty. This has resulted in the on-campus UH Children’s Learning Centers 
now offering up to 15 childcare spots on-campus that are reserved for new faculty hires. 
Further, all tenure and tenure track faculty are now able to obtain access to a child care spot on 
campus if they apply at least a semester in advance. 
 
These activities are in-line with the project’s logic model and the activities mentioned above 
can be replicated. Other institutions would definitely benefit from knowing about these 
activities and the process through which these were developed and implemented. The 
University of Houston seems to have begun the systematic changes within the institution with 
successes in their efforts, with ongoing monitoring of the activity effectiveness, demonstrating 
the institution’s commitment to sustaining these efforts beyond the life of the ADVANCE 
funding cycle and broadening the scope to begin with women, and expanding to other under-
represented minority groups. With policy implementation and positions within the Provost’s 
office and understanding and leadership from within the ADVANCE Colleges to further develop 
and lead the efforts, and demonstrating they can adjust efforts based on measuring activity 
outcomes and through the feedback loop addressing institutionalization. The University of 
Houston seems to be on the path for success in reaching their recruitment and retention goals. 
 
Please note, the ADVANCE ScholarBall Project was of concern for the Site Visiting team, as it 
was initially described. The project as described did not seem to meet the ADVANCE NSF goals 
for systematic/organizational changes. It is recommended that the project be renamed and 
revisited to assure it aligns with the intended ADVANCE NSF goals. 
 
Professional Engagement and Development 
The University of Houston shared information on their ADVANCE NSF efforts for developing and 
implementing professional engagement and development of women leaders. Some of the 
individual activities highlighted included mid-career workshops, with a model being used to 
inform individuals about the actual process for applying to full process, as there were incorrect 
perceptions of how the process was initiated. Other activities included a mid-career breakfast 
with the President, and the Distinguished Scholars Program for Women of Color. 
 
Mentoring activities took several forms, including the ADVANCE Regional Network (ARN) 
events, which incorporated other partnering institutions across the state. The cross-
institutional activities were described and further collaboration is recommended with the state, 
regional and national partners. The Inspiring Future Administrators Fellows program seemed 
very beneficial for the participants. Incorporating more professional development within the 
process may also benefit the participants; entities such as the American Council of Education 
can serve as a resource and possible model. The participants of the Women of Color leadership 
conferences, who communicated with the site visiting team, expressed great excitement about 
the opportunity to connect and network with other women of color from across the University 
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of Houston Campus. A model that could assist in sustaining this type of activity includes the 
President’s Commission on the Status of University Women at Montana State University, 
established by President Cruzado. The Faculty Café was a definite plus for a space to mentor, 
network and engage faculty members from across campus. The Department Chairs workshops 
were also highlighted, which is an initial and very key point for mentoring of all faculty 
members.  
 
Results presented for the activities, specifically for the ADVANCE disciplines yielded success, 
with results of 5 women being promoted to full professor in September 2017. Between the 
previous 5 years, the highest number of women promoted to Full in a single promotion cycle 
was 2.  
 
Implementation of several of the activities is through the Faculty Affairs portion of the Provost’s 
Office, demonstrating the institution’s commitment to sustaining the activities beyond the 
funding cycle. Data collection from the various activities and changes to programs (e.g., STEM in 
the Americas lecture series) provided evidence of adjusting based on the feedback loop, which 
is integrated into the institution’s implementation model. Expanding the mentorship models to 
other under-represented Minority faculty members would also benefit the institution in 
developing the systemic change. 
 
Work-Life Infrastructure 
The Work-Life Infrastructure effort includes a sub-group focusing on Work-Life Integration. 
These activities are necessarily tightly coupled with the Recruitment and Retention activities. 
The group has made significant progress in establishing family-friendly work-life policies. Most 
of them are too new for the impact to be apparent. The most significant efforts include plans to 
highlight work-life resources and a suite of new policies and processes to make academic 
careers more appealing to women scientists. The Provost’s office now has a page dedicated to 
faculty work-life balance resources 
(http://www.uh.edu/provost/faculty/current/benefits/work-life-balance/), most of which link 
to the relevant university policies. The most impressive progress is in the support of faculty 
parents and elder care. New resources include: 

• Backup care for ill dependents and conference travel (through a contract with Bright 
Horizons), 

• Teaching relief for childbirth and adoption, and 
• Guaranteed access to Children’s Learning Center spots (guaranteed to new and TT 

faculty). 
 
During the visit, there was mention of a Faculty Facebook page to help faculty be more aware 
of, and share knowledge of, available resources. It was unclear whether the Work-Life Balance 
section of the Provost’s website or the Faculty Facebook page are the “Faculty Portal” that was 
also referenced, of it this refers to a separate resource. There are plans to further highlight 
these new work-life resources through work-life balance workshops for faculty during 2017 and 
workshops for Chairs in 2018. 
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The plans to promote these resources are critical and will need to be part of a continuous 
process. There is an impressive communication infrastructure within UH, which can help to get 
the word out in the Colleges. The workshops and other communication about support for 
faculty work-life balance will be more successful if there are more pointers to the information 
and the details are easier to find. For example, there are no obvious links to the Provost’s 
Work-Life Balance page or the Faculty Facebook page on the UH ADVANCE website. The Faculty 
Facebook page is not listed on the Provost’s Work-Life webpage because it is intended to serve 
as an informal resource rather than a Provost-sanctioned list of university-approved providers. 
There are a number of paths faculty can follow on the Provost’s website that never link to the 
work-life balance resources. As an additional example, the dual career links on the ADVANCE 
web page point to a paragraph on the Provost’s website 
(http://www.uh.edu/provost/faculty/current/benefits/work-life-balance/dual-career/) that 
reiterates that there is a policy. The process is actually in the hiring toolkit, and there are no 
links to that in the references to the policy. Some Department Chairs and Deans are still unclear 
about how to get help with dual career hires. This is all understandable as communication is a 
challenge for all programs, and some of the information is new. Additional attention to the 
accessibility of resource information, in advance of the workshops, will make it easier for 
Deans, Department Chairs and Faculty to understand and utilize the resources. 
 
There is an on-going “Workforce Change Analysis” project which presumably will track the 
impact of these changes and suggest additional resource development. The group explicitly 
mentioned exploring the feasibility of a childcare subsidy. 
 
The work-life balance efforts are on a sustainability path as they are in the portfolio of the 
Associate Provost for Faculty Affairs (Mark Clark). UH has created a new position, hiring Erika 
Henderson, Assistant Provost for Faculty Recruitment, Retention, Equity and Diversity. Dr. 
Henderson has an Executive Administrator for Faculty Recruitment and Retention. ADVANCE 
participants were enthusiastic about the support they have received from Dr. Henderson, and 
Dr. Clark is clearly committed to maintaining progress. 
 
Diversity and Inclusion 
The Diversity and Inclusion group has focused on attracting more faculty women of color (WOC) 
through major changes to the faculty search process. There are currently only 4 WOC among 
the tenure and tenure track STEM faculty, all four of whom are currently Associate Professors. 
There is a relatively new effort to provide more program support for all existing WOC faculty at 
UH. 
 
As discussed under Recruitment and Retention, faculty search processes have been changed to 
include workshops and sharing of diversity data from searches with the Engineering Dean and 
Department Chairs. The Engineering Dean is piloting a “diversity scorecard” which requires 
departments to report on actions they did/didn’t take as part of faculty searches and compares 
that to their applicant pool. The approach is being extended to other areas and is one way to 
hold Department Chairs and Deans accountable for search outcomes. There was an overall 
increase in the number of applicants for STEM searches but only a small increase in applicants 
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from Hispanic (1.35 to 1.97 applicants per position) and African American candidates (1.96 to 
2.43 applicants per position). UH further implemented a campus visit survey, constituting of an 
online tool that is sent to all job candidates who visit the UH campus to interview for a faculty 
position. The survey tool explores what factors drive applicant reactions to the campus visit, 
along with intentions to accept a position at UH if offered. Results of year 1 implementation 
suggest that developing relationships with potential collaborators was the most critical 
pathway towards positive applicant reactions. The campus visit survey is now in its second year 
and is being institutionalized through Faculty Affairs.   
 
The UH ADVANCE team held a 2-day LIIT (Leading Individual to Institutional Transformation) 
workshop for African American and Latina WOC faculty. Approximately 50% of the WOC faculty 
across campus attended. Our meeting with a few WOC faculty indicated that the workshop has 
had several positive impacts, including creating some new collaborations and support among 
the WOC faculty. In the interview, they indicated they’d like additional support (for example in 
scheduling meetings) and the opportunity to decide how they can contribute in a meaningful 
way. One important concern is that additional leadership and service by faculty WOC “count” 
rather than become another implicit expectation. This concern could provide a starting point 
for engaging this group in the development of new initiatives. Constructively engaging the WOC 
could help with both recruitment of WOC STEM faculty and retention/advancement of current 
WOC faculty. 
 
A Department Chair Career Path Info Sheet has been developed by the Professional 
Engagement and Development group that Chairs are encouraged to use in helping WOC 
develop leadership skills. 
 
UH is in the process of hiring an Executive Director to sustain some of the ADVANCE efforts 
through a newly created Office for Faculty Engagement and Development. The Executive 
Director will have staff and office space associated with the new Faculty Café. The creation of 
this office, in association with work done by the Associate Provost for Faculty Affairs (Mark 
Clark) and the Assistant Provost for Faculty Recruitment, Retention, Equity and Diversity should 
provide support for continuing progress in increasing the number of faculty WOC as well as the 
infrastructure required for their success and advancement. 
 
 
III. SOCIAL SCIENCE RESEARCH 
 
Overview of Social Science Research Project 
As part of its NSF ADVANCE program, the University of Houston is conducting a social science 
research project centered on the research question: “What are the critical aspects of 
departmental work climate that affect faculty engagement, commitment, and performance?” 
The working hypothesis that guides this research is the presumed positive relationship between 
department climate, faculty engagement, and level of performance. The research project is 
directed by Dr. Leanne Atwater (Leadership and Management) and Dr. Alan Witt (Psychology, 
and Management) with the assistance of two graduate research assistants. As part of the NSF 
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3rd year site visit, two members of the review team (Dana Britton and Jodi O’Brien) met with Dr. 
Atwater and Dr. Witt to discuss the research project. The observations and recommendations in 
this report are based on information gathered in that conversation as well as an 11-page report 
and accompanying PowerPoint presentation prepared by the social science research team. 
 
Progress, Plans, and Impact 
The primary feature of this longitudinal research project is a climate survey intended to gather 
baseline data regarding organizational climate and faculty engagement. To date, the research 
team has completed one climate survey (including administering the survey, organizing the 
data, analyzing findings, and contributing findings to inform policy and changes at the 
institutional level). The first survey was administered in 2016 to all tenure and tenure-track 
faculty with a response rate of 35% (N=368 faculty members). The results were broken down 
for men, STEM women, non-STEM women, and under-represented minority faculty (a complete 
demographic description is available on pg. 2 of the 2016 Findings Report). The survey was 
administered online and consisted of 153 items based on previously validated scales derived 
from the extant organizational behavior literature, measuring constructs such as “perceptions 
of department climate” and “engagement” (A complete table of survey scale descriptions and 
sample questions is included in the 2016 report). 
 
A second survey has been updated to reflect findings in the first survey and has been 
administered. At the time of the site visit, more than 54% of the target faculty has responded to 
the current survey. The research team gave us an enthusiastic description of the extensive 
outreach they undertook to elicit this impressive response rate. The team plans to move ahead 
with analysis of the second survey in the coming months. 
 
The findings described in the 2016 report indicate that across all groups, aspects of climate are 
“highly predictive of affective commitment (i.e., the degree of attachment one feels to his or 
her job and organization).” The results also show a correlation between department climate 
and “emotional exhaustion” (feeling emotionally drained from work), and “voice” (feeling 
comfortable speaking up). Women perceived less procedural fairness (e.g., fairness in merit 
reviews) than men. The researchers also note that while mentoring is rated positively as a 
predictor of engagement, very few faculty (27%) reported having a mentor. 
 
The social science research team is on track with the longitudinal research plan as detailed in 
the original proposal. They have completed a first round of the climate study (2016), analyzed 
the findings and shared these with the ADVANCE team and university leadership, and embarked 
on a second round of the climate study (2017), and made plans for the third proposed round of 
the climate study in 2018. There is evidence that the ADVANCE leadership team is using the 
information gathered from the first climate study to consider changes and policies toward the 
overall institutional transformation aim of recruiting and retaining women and women of color 
in STEM; to increase administrative leadership positions among women; and to enhance gender 
equity and diversity. The 2016 Report describes (pg. 9) ten specific actions taken to address 
issues that surfaced in the survey. These items are characterized as efforts to promote a 
“diversity climate,” “increase co-worker support,” and, “address gender inequity” through 
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enhanced workplace support (e.g., a workshop for women of color faculty) and mentoring and 
training programs. 
 
Highlights 
The 2016 Findings Report is comprehensive, easy to read, and well-presented. In addition to a 
solid response rate, one of the highlights of this research project is the extensive psychology of 
management and organizations literature on which the survey is based. The research team 
brings substantial expertise to the project, and the exploration of connections between 
perceptions of organizational climate, equity, and engagement is a timely and relevant line of 
inquiry. A further highlight is the strong fit between the research project and the stated aims of 
the UH ADVANCE program. The team is using information gathered from the climate study to 
inform university level changes and policies: our sense throughout the site visit is that the UH 
program is very data-driven and university leaders as using data gathered by the ADVANCE 
Office and the social science research not only to inform but to leverage change for diversity 
and gender equity.  
 
In addition to the Social Science research, the UH ADVANCE office conducted quantitative 
research on the scholarly-productivity-compensation relationship, analyzed compensation data 
for UH using the Michigan model, conducted analyses on salary compression and inversion, 
examined grant application success by gender and type of funding agency, and analyzed 
differences in start-up packages by gender. The ADVANCE office also analyzed recent 
recruitment data to discern which diversity-promoting search interventions were most effective 
in increasing applications by URM candidates and women.  
 
More broadly, the findings generated in the first round of the survey are likely to be of interest 
to social science researchers generally, especially in the areas of organizational leadership and 
institutional climate with regard to women and under-represented minority groups. The 
research model provides comprehensive, valid indicators of perceptions of working 
environment (climate) and the relationship to commitment to work (engagement). Consistent 
with the UH team’s findings, contemporary research in this area suggests that these factors of 
perception and affective attachment are much stronger predictors of engagement and work-
place commitment than so-called objective incentives (e.g., salary). The longitudinal data that 
the UH team is gathering, along with increased response rates from a target population, is 
potentially a source of rich information in this area of study. 
 
Recommendations and Opportunities 
Collaboration across teams? Although the 2016 Report is clear and well-organized, it is not 
entirely clear to us how the research team engages with the larger ADVANCE leadership team. 
The UH program is data-driven, and the Managing Director has an extensive background in 
organizational psychology. Ideally, this would suggest that the research team and the Managing 
Director are engaged in complementary efforts toward the institutional transformational aims 
of the program. There are indications of mutual learning across the leadership and research 
teams, but our sense is that the efforts will be more effective if the degree and form of 
connection between these teams is explicit. Given the longitudinal aspect of this project, it 
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would be especially useful to take this into consideration for the remaining phases of the 
climate survey. 
 
Further Consideration of “Performance.” As we noted above, this is an interesting and relevant 
research project, and the research team brings considerable expertise to the study of 
perceptions of climate and affective engagement. A third factor is implied in this project and 
discussed in the original research proposal, “performance.” Much of our discussion with the 
research team centered on the question of how they intend to measure “performance.” We 
noted that they are assuming, as is the case with several aspects of the UH program, that 
performance is best measured in terms of standard academic items such as the number of 
publications. Although certainly important, we suggested that these measures may not fully or 
usefully capture the contributions that women and faculty of color value most. We recommend 
that the research team familiarize themselves with the literature that indicates that traditional 
measures of academic performance may overlook and/or under-estimate the meaningful 
contributions of some faculty and, in so doing, contribute to a workplace climate in which these 
faculty feel conflicted, disregarded, and emotionally disengaged. In a related site-visit 
conversation, we learned that the Dean of the College of Liberal Studies and Social Sciences is 
working on an ADVANCE Administrative Fellow project with a faculty member (Lorraine Reitzel) 
to explore differential academic measures of performance in the Humanities. We suggest that 
the research team converse with this fellowship team as a starting point and that they also 
explore other ADVANCE programs (e.g., Seattle University) that are explicitly unpacking the 
connection between standard indicators of academic performance and the eclipsing or de-
valuing of the contributions of women faculty and faculty of color. 
 
Introduce a Qualitative Component. This project would benefit tremendously from a 
supplemental qualitative research component consisting of follow-up, in-depth interviews and 
focus groups with faculty respondents to the survey. In addition to providing detailed insight 
into some of the dynamics that the researchers are charting, these activities generate more 
awareness of the ADVANCE program across the faculty. Focus groups are an especially useful 
format for bringing together faculty who are experiencing “emotional exhaustion” and some of 
the other experiences indicated in the climate survey, and for letting faculty voice shared 
concerns and collectively articulate potential shared solutions. This practice would also help in 
addressing a related concern that we expressed during the site visit: providing more 
opportunities for the target population (women faculty and faculty of color) to be self-
determining. 
 
Publishing the Research Findings. The research team indicated that they are waiting to publish 
their findings until they have more longitudinal data. This is understandable and generally in 
line with the original proposal, but our observation is that the researchers have already 
gathered and analyzed information that will be of interest in their respective research fields. 
Minimally, they have sufficient information to generate research notes for relevant journals 
and/or outlets such as Inside Higher Ed or the Chronical of Higher Education, in addition to 
conference papers. These research notes would not only reach wider audiences, but would 
bring recognition to both the UH ADVANCE program and the NSF ADVANCE IT program. This is 
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also a good opportunity to support graduate and junior faculty publishing, to which end we 
recommend that the research team consider engaging and supporting possible co-authors 
among their own students and colleagues. 
 
 
IV. PROJECT EVALUATION 
 
The site visit team spoke with both the internal and external evaluators. Our overall impression 
is that the evaluation process is proceeding smoothly. The Internal Evaluator is Miguel Ramos, 
who is Director of Institutional Effectiveness, Assessment and Accreditation. By virtue of his 
position, Ramos has access to key institutional data sources on recruitment, advancement, and 
compensation. He has also been leading an effort to reconstruct missing data for faculty hired 
before detailed institutional records were kept. Key recent internal evaluation efforts have 
included: 

• Designing, administering, and summarizing findings from ADVANCE event and activity 
evaluation forms and surveys. 

• Analyzing data on program participation. 
• Conducting interviews with Administrator Fellows Program participants. 
• Providing feedback to the external evaluator and the UH-ADVANCE team on evaluation 

activities and procedures. 
• Assisting with the collection and reporting of the annual “toolkit data”. 
• Attending ADVANCE meetings and events to guide evaluation efforts. 
• Conduct exit interviews with women faculty who leave UH.  

 
Ramos attends PI meetings monthly and appears to be in good communication with the team. 
 
The External Evaluator is Mariko Chang. Her sense is also that the evaluation is going well, and 
that there is good communication with the internal evaluator and the PI team. Key recent 
external evaluation efforts have included: 

• Interviews and Focus Groups with key stakeholders, including the PI, Co-PIs, Provost, 
Managing Director, Internal Assessment Team, Deans, Department Chairs, ADVANCE 
Advocates, initiative Co-Leaders, and the Assistant Provost for Faculty Recruitment, 
Retention, Equity and Diversity). 

• Analysis of Workshop/Event Evaluations. 
• Evaluation of Program Participation. 
• Analysis of Institutional Data provided by the internal assessment team to the External 

Evaluator. These included the indicator data, but also data generated from analyses of 
productivity, recruitment, grant funding, and start-up packages. 

 
Both the Internal and External Evaluators spoke in favorable terms about the PI team’s focus on 
institutionalizing the ADVANCE initiatives, an effort that has been in progress since year one. 
Both were also very positive about the change in leadership in the ADVANCE Team and are 
working well with Christiane Spitzmueller and her staff. 
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They identified a number of challenges and opportunities for the PIs going forward. All of these 
were programmatic, however, rather than related to the evaluation process itself. 
 
Recommendations & Opportunities: 

• The site visit team recommends that the PIs begin to think now about how data 
collection efforts will proceed once NSF funding has ended. Will the institution 
continue to collect indicator data in the current format, or a modified one? What 
programs will be assessed? How frequently will data be collected? To whom will 
they be reported? How will they feed into ongoing efforts to monitor and support 
equity? 

• Programmatic suggestions offered by the evaluators (and likely covered elsewhere 
in this report), include: 
o An assessment that efforts in the area of retention are not moving forward as 

quickly as those directed at recruitment. 
o Related to this, the evaluators noted that implementation of the mentoring 

initiative has been delayed and uneven across colleges and departments. 
 
 
 
 
V. PROJECT MANAGEMENT 
 
The ADVANCE Program at the University of Houston involves several colleges and engages 
personnel from across many elements of campus. However, it has obvious and substantial 
support and guidance from the top of the institution. The UH President (and Chancellor of the 
UH System), Dr. Renu Khator, is PI on the grant, and the Provost, Dr. Paula Short, is co-PI. In 
many cases, these designations (President or Provost as PI) represent “figurehead” 
relationships; the real work and commitment are done by others. In the case of UH, it is 
impressive that the Provost has a direct and substantial leadership role in the project, and the 
President has an obvious commitment and involvement in setting and promoting objectives. 
This engagement of top-level leadership is a real strength of the project. 
 
The broader leadership team of the UH ADVANCE Program is strong and well placed. It includes 
two senior male faculty (a Professor of Physics and the Dean of Engineering) from disciplines 
where the representation of women among the faculty is typically a challenging issue; these 
individuals are highly committed to ADVANCE and well respected by their colleagues. Other 
personnel include an additional PI (faculty in the College of Technology), a Managing Director 
(Dr. Christiane Spitzmueller, Professor of Psychology, who has a major leadership role in 
programming and who received high praise from all with whom we met), and support in a 
variety of capacities from other faculty (e.g., designated Advocates) and from students (who 
serve, among other capacities, as research assistants). 
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One piece of evidence of the centrality of the ADVANCE Program at UH is that there exists 
already an institutionalized ADVANCE Office, located immediately adjacent to the offices of top 
administration. This is impressive, especially at this relatively early stage of the Program’s 
evolution, and clearly reflects the administration’s high priority for the objectives of ADVANCE. 
We do note, though, that there could be some concern from that location right nearby the 
Provost and President, both because it has restricted access (requiring swipe-card entry) and 
because faculty visiting ADVANCE for various reasons may wish to have confidentiality and low 
visibility for their concerns. When we asked about this possible detriment, we were assured 
that UH faculty have ready access to ADVANCE personnel either at the designated office or 
elsewhere, and that the concerns we raised do not seem to be creating challenges to effective 
communication. 
 
The project initially had both an external and an internal advisory committee. The latter has 
been dissolved as it was determined to be redundant and non-productive. Instead, oversight 
comes from the combined inputs of various participants in ADVANCE. Although we 
acknowledge that this might be fully effective, we do question whether there remains value in 
convening a group of “non-involved” individuals who can provide insights into directions and 
effectiveness of programs. Additionally, an explicit opportunity for women of color to 
contribute to the conversation about ADVANCE could be a valuable addition to the advisory 
structures for the program. 
 
Overall, we were impressed with a large number of individuals, and the diverse elements of 
campus, who are involved in this project. Perhaps because of that widespread involvement, it 
was somewhat difficult for us to define lines of reporting and responsibility. In addition, the 
institution is in the process of hiring an Executive Director for Faculty Engagement and 
Development to work with ADVANCE and Faculty Affairs; it was not clear how the roles for that 
position relate to those for others on the team. An organizational chart that clearly defines 
roles, responsibilities, and reporting structure could be valuable for all at UH who become 
connected with ADVANCE, either as an implementer, actual, or potential user of ADVANCE 
programs. 
 
Given that broad implementation team and the diversity of initiatives being undertaken, we 
were impressed with the strength of communication about initiatives. To some extent, we 
spoke with a self-selected group consisting of individuals who are engaged with ADVANCE 
programming; we did not interview any Assistant Professors or any groups of “non-users.” Still, 
among those with whom we did speak, the awareness about ADVANCE programs, even 
programs that were just emerging, was strong and speaks to an effective program of 
disseminating information. The team itself seems to be well integrated and very aware of each 
other’s activities. 
 
The UH ADVANCE website is a part of that communications strategy. That web site is well laid 
out and contains a substantial amount of information about ADVANCE and related initiatives, 
policies, and opportunities on campus. However, we recommend a review of the way that that 
site is integrated with others; some topics could potentially be made more prominent or easier 
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to find. For example, we learned that UH has a policy (or program) for addressing the needs of 
dual-career couples. It was difficult to find a statement defining that program, and what 
information we could find seemed to be divided between two or more sites. 
 
Overall, project management for the UH ADVANCE Program is impressive and robust. The 
leadership from the top and the breadth and depth of the team are notably strong, and the 
institutionalization of ADVANCE structures at this relatively early stage of the grant is unusual 
and laudable. 
 
 
VI. SUMMARY (highlights and recommendations) 
 
The University of Houston seems to have begun the systematic changes to affect recruitment 
and retention through the development of mandatory Search Committee Chair training, a 
recruitment diversity dashboard, a UH Campus Visit Survey, University-wide search committee 
rubrics, a dual-career policy, guaranteed child care spots for new faculty hires, as well as 
provisions for back-up care. However, the ScholarBall Project does not align with the NSF 
ADVANCE goals for creating systematic/organizational changes. The UH team indicated that 
ScholarBall project is hosted in Faculty Affairs and was at no point funded through ADVANCE.   
It is important that the UH team ensures that continues to be the case and that such project is 
not connected to or linked to the ADVANCE program. It is also recommended that the search 
committee training is expanded to all committee members in order to counter implicit bias and 
a better effect change. As the project gets into its fourth year, it is important to pay more 
attention to retention of women (and WOC) and start assessing retention factors and rates. 
 
The UH should be commended for its Work-Life support/integration efforts and resources. It is 
recommended that a clear and written process be established for the Dual Career Program and 
for that to be included in the Chairs training as some Department Chairs (and Deans too) were 
not clear on how to get help with dual career hires. Also, work to ensure that such info and 
other ADVANCE resources are easily accessible from the ADVANCE and the Provost Websites.  
 
Several professional engagement and development programs have been established such as 
Mid-Career Workshops, Women of Color Leadership Conferences, Administrator Fellows 
Program, and the Department Chair Workshops. It is recommended that a professional 
development component be added to supplement the Administrator Fellows Program. Along 
with the Mid-Career Workshop, it is important to have a clear written policy about the 
requirements and expectations for promotion to Full as it seems that there is confusion among 
the candidates about the process. Expanding the mentorship models to other under-
represented Minority faculty members would also benefit the institution in developing the 
systemic change. Revamping the ARN mentoring network would also be helpful.  
 
The institutionalization efforts are well-thought-out and on track through the Associate Provost 
for Faculty Affairs office (and the Assistant Provost for Faculty Recruitment, Retention, Equity 
and Diversity) and with the addition of the Executive Director position. 
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The social science research and the evaluation process are on track as detailed in the original 
proposal. The ADVANCE Leadership Team is using the information gathered from the first 
climate study to make changes toward the overall institutional transformation. The social 
science research team is encouraged to start publishing their findings. This social science 
research and the project as a whole would benefit from a supplemental qualitative research 
component consisting of follow-up, in-depth interviews, and focus groups with faculty 
respondents to the survey. 
 
The project team should be commended for its robust and strong leadership team. The 
engagement of top-level leadership is a real strength of the project. It is recommended that an 
organizational chart that clearly defines roles, responsibilities, and reporting structure, be 
developed and posted. This will be beneficial to all stakeholders and helpful towards 
institutionalization. It is also recommended that an Internal Advisory Committee be 
reconstituted of individuals and stakeholders who are not involved in the leadership and 
implementation of the program. This will be key to engage more WOC and faculty from 
departments that are not represented in the team and to provide insights into the directions 
and effectiveness of the various initiatives. 
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