Women’s Advisory Council 2007 Report
The WAC was extraordinarily productive this year, thanks in large part to Beth Hartung, Campus Climate Coordinator.  Below are the items from the charge presented to the Council from Acting Chancellor Liz Hitch and the actions taken on each.  

1.  Work with the Campus Climate Coordinator to enhance the exit interview for employees leaving UW-L, with special attention to questions that can reveal whether work/life balance issues affected the decision to leave and the nature of the work/life balance issues, if any.  Recommend strategies to improve retention rates for women based upon the findings of the exit interview.

· The Campus Climate Coordinator created a systematic process to track faculty and staff who leave UWL.  Data from six years of previous exit questionnaires were entered into a data base and are being analyzed to identify common themes.  Data from both exit questionnaires and interviews will be reported at the end of the year to the appropriate administrative offices. (See Appendix A for the complete Exit Process.)

2.  Work with the Campus Climate Coordinator to plan and implement a focus group for UW-L women of color who are employees at the university, including developing questions for the focus group and analyzing findings.

· Faculty and staff women of color were invited to focus groups.  Five women shared their experiences, and an additional three asked to defer their interviews until the summer break.  Common themes will be identified and communicated to the appropriate administrative offices. (See Appendix B for the questions used in the groups.)

3.  Work with the project director for the ‘Violence Against Women” grant, the Campus Climate Coordinator, and the Dean of Students to:

a.  Identify methods that can be used to communicate safety practices to employees and students who are beyond the freshman year to increase their safety practices and enhance their safety (e.g., regarding stalking.) 

b.  Assess whether coordination with the “Safety on Our Sidewalks” student program is likely to enhance efforts.

c.  Recommend next steps for the follow-up regarding analysis of any issues and development of preventative measures for violence in the workplace.

· Ingrid Peterson was hired in January, 2007 as the UWL project director.  She met with the WAC and described her duties and role on campus.  The Campus Climate Coordinator worked with Ms. Peterson on various aspects of the charge.
4.  Work with the Campus Climate Coordinator and the Director of Human Resources to identify the data points of interest relative to salary equity for women.  If appropriate, engage the Institutional Researcher in identifying data sources for institutions outside the UW System.

· The Faculty Salary Equity Study was assigned to Carol Oyster.  The appropriate data points have been identified for the study (in collaboration with the director of Human Resources and the Institutional  Researcher) and the database is under construction.  The expectation is that a final report should be ready and available by the end of the summer. (See Appendix C for more details).

5.  Work with the Campus Climate Coordinator to improve communication about work/life balance. Begin by initiating a “brown bag lunch” or other informal gathering to seek ideas and offer resources to UW-L faculty and staff.

· The Campus Climate Coordinator presented three workshops during the past year, to Residence Life, Enrollment Services, and a group sponsored by OCW (Organization for Campus Women).  The workshop is available to individual units by request.

· A group including the Campus Climate Coordinator, Betsy Morgan (intern to the Provost) and various members of WAC and OCW submitted a proposal to the Sloan Foundation for funding for work/life issues.
6.  Meet with the Director of the Child Care Center to learn about the issues and demands regarding child care for WL-L employees from her perspective.  Recommend next steps for the future of Women’s Advisory Council in analyzing the problems for employees seeking child care and seeking solutions.

· WAC met with Sue Wrobel, Director of the Child Care Center in February to discuss the above issues.  The Center is currently operating at maximum capacity.  Larger facilities would be necessary to increase the number of children served, particularly the youngest children.  The possibility was raised that a separate center for younger children might be located in the new classroom building proposed for campus.  She identified resources for individuals who the Center is unable to serve. 
Appendix A

Exit Process (drafted 4/1/07 by Campus Climate)
1. Human Resources notifies Campus Climate Coordinator of recent resignations and retirements.

2. Letter and exit interview questionnaire is sent to the employee via on-campus mail or postal service (depending on their employment status).  This letter invites employee to set up an interview with Campus Climate Coordinator.

3. When questionnaire is returned, Campus Climate Coordinator reads and initials it.

4. Campus Climate Coordinator emails/calls to thank employee for completing the form. If employee has identified concerns and/or questions, another invitation is extended to them to  schedule an interview time.

5. Communication is attached to the survey. 

6. Data is entered into the database.

7. If employee chooses to participate in an exit interview, notes from interview are attached to exit questionnaire.

8. Data is entered into the database.

9. Data is analyzed during the summer following each academic year.  Common themes are identified and reported to key stakeholders.

Appendix B
Questions for Women of Color Focus Groups
The UW-L community seeks to create a climate that values and embraces diversity of perspective, race, ethnic background, age, gender, religion, sexual orientation, ability, economic status, family situation, national origin and other individual differences. We recognize that we must consider the current campus climate as we continue to build a community of mutual respect.
Campus Climate can be defined as the current perceptions, attitudes, and expectations that define the institution and its members (Peterson and Spencer, 1990). Your experiences and perceptions will be one component of what we use to shape the work we do at UW-L.  Please take a few minutes to review potential areas of discussion.  Feel free to jot down points you hope to be able to share with us today.

· What are some specific experiences that you have had that have shaped your current perceptions of UW-L’s campus climate?

· What are some specific ways UW-L faculty, staff and students demonstrate the following?

· Consideration of a wide range of ideologies/ worldviews
· Sensitivity to gender dynamics

· Sensitivity to differing abilities issues

· Sensitivity to multicultural perspectives
· From your perspective, what else could we (our community) be doing re: the above areas?
· What are some specific ways UW-L faculty, staff, and students successfully honor human differences in and/or out-of-classroom?
· From your perspective, how could we better honor human differences?
· What are your most important needs, with regards to integrating diversity issues into the campus community?

· What are some ways you have seen faculty, staff or students show respect to diverse students?
Appendix C

Faculty Salary Equity Study


After examining similar studies conducted by a number of other campuses, the list of variables to be entered into the equation to evaluate faculty salary for women and minorities on the UWL campus have been identified.  They include:  sex, race, degree, years since degree, years at UWL, college, department, tenure status (yes or no), years since tenure conferred, current rank, years in rank, current salary, comparable market salary, title at hire, years of credited experience at hire, number of years set at hire to tenure date, actual years to tenure, years at rank of instructor, years at rank of assistant professor, years at rank of associate professor, years at rank of full professor.  Information on all these variables has been obtained from various sources and are currently being entered into a database.

The next step is to examine the appropriateness of using ‘rank’ as a predictor variable in the equation to predict salary.  Although this is a very commonly used variable (either rank or a variation on rank was used by North Carolina State, the University of North Carolina - Chapel Hill, Central Washington University, the California State University, the California Institute of Technology, and the first UWL salary equity study) there are reasons to be cautious about its inclusion based on scholarship in the field.  Rank itself may be a contaminated measure if women and minority group members do not advance through the academic ranks at the same pace and for the same reasons as white males. Rank is particularly problematic at UWL given the unusual fact that tenure and rank are uncoupled on this campus.  At most schools, all assistant professors are untenured and all associate professors are tenured.  This is not the case at UWL.  

The appropriateness of rank as a variable will be examined by a process known as discriminant function analysis which attempts to predict group membership (in this case rank) based on other information (the rest of variables in the data set).  If prediction accuracy of rank for women and minority group members is equivalent to that for white males, rank will be included in the prediction equation for salary.  If prediction accuracy for rank for women and minority groups is not equivalent to accuracy for white males, further examination will try to determine where the inequity arises.


The actual salary equity study will involve creating an equation from the combination of variables that best predicts the current salary of faculty members.  Once the best predictive equation is determined, it is used to calculate predicted salaries for each individual faculty member. The accuracy of the predictions is determined through comparison of the predicted salary with the faculty member’s actual salary.  This error figure is known as a residual.  The amount of error in prediction will be compared across groups based on sex and minority status.  Residuals will then be analyzed to determine which variables are most associated with the inaccuracies of predicted salary for each group.  In addition, faculty members with particularly high errors in predicted salary (large residuals) will be identified.  This information will be forwarded to the appropriate administrators for consideration of equity salary adjustments.


Since a number of methods of calculation for the prediction equation have been employed in faculty salary equity studies, several models will be employed and their accuracy compared.
