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OREGON STATE ADVANCE 2019-20 (Year 6) Annual Project Report 

Introduction 
OREGON STATE ADVANCE operated through a no-cost extension this year to engage in activities related to 
sustainability, the research project, outreach, and the ADVANCE Journal. The ADVANCE Summer Seminar, our 
signature program, was last offered in the summer of 2018. In this Year 6 Project Report we will detail our efforts 
and impacts, to date, as well as plans for ongoing commitments. The COVID-19 pandemic interrupted a 
significant amount of work, including the transition of our program to Faculty Affairs. With a second no-cost 
extension (received in April 2020), we hope to complete our direct activities and begin publishing the results 
from our 4-year research project. 

Background: What is OREGON STATE ADVANCE? 

Project Goal and Objectives 

The overarching goal of OREGON STATE ADVANCE is to serve as a catalyst for advancing the study and practice of 
equity, inclusion, and justice for women and others from historically underrepresented groups who are faculty in 
the academy. In order to achieve this goal OREGON STATE ADVANCE designed its objectives, initiatives and 
programs, and research and evaluation on theoretical frameworks that make sense of systems of oppression and 
offer alternative visions of equity in the academy. 

 Progression toward this goal is guided by three major objectives: 

• Recruitment and Promotion—Influence academic recruitment and promotion policies
and practices to assure equitable, inclusive, and just advancement.

• Institutional Climate—Contribute to an institutional climate that reflects a shared value
for equity, inclusion, and justice.

• Awareness and Actions—Provoke faculty and administrators’ personal awareness of
difference, power, and discrimination in the academy and actions that contribute to equitable,
inclusive, and just treatment.

Primary Activities and Specific Objectives 

1. ADVANCE Seminar: Introduce administrators and faculty with positional authority to systems of
oppression theory and difference, power and discrimination concepts; challenge existing
ideologies and stereotypes; offer alternative and inclusive understandings of the relations of
power and privilege in STEM to institutionalize equitable, inclusive, and just practices in the
academic workplace.

2. Sponsored Events: Partner; in solidarity action, with other Oregon State stakeholders to address
injustice, be inclusive across differences, and achieve equality; build personal capacity (access,
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agency, advocacy, and solidarity action) among the academic workforce to promote 
transformative practices, participatory democracy, civil institutional societies, and equity, 
inclusion, and justice systemic change. 

3. Roadshows: Raise awareness of equity, inclusion, and justice issues in academic disciplines,
organizational units, and institutional systems, with a focus on women in STEM.

4. Influencer Dialogues: Build communities, context, and structures for support of equity,
inclusion, and justice in faculty recruitment, retention, promotion, and advancement.

5. Research and Evaluation: Determine whether participation in the ADVANCE Seminar empowers and
motivates institutional leaders and faculty members to actively contribute to institutional climate
transformation; examine the individual and institutional processes and dynamics of institutional
transformation via exposure to OREGON STATE ADVANCE activities and interventions.

6. ADVANCE Journal: Establish a peer-reviewed, online, open access ADVANCE journal to publish
findings from ADVANCE projects across the nation.

7. ADVANCE Faculty Fellows: Create a faculty fellowship program aimed at supporting the work
of tenure-line faculty to embed commitments to equity, inclusion, and justice throughout the
university.

8. ADVANCE Train-the-Trainer program: Build capacity for delivering the ADVANCE Seminar
content more broadly at Oregon State University and at other institutions.

Key Outcomes and Other Achievements 
One of our primary accomplishments this year was a move toward sustaining our Summer Seminar through 
the office of Faculty Affairs. An announcement was sent to campus in early 2020 that effective spring of 
2019, Faculty Affairs (FA) would assume leadership of ADVANCE. A final summary of this decision by FA, 
including the new organizational structure, is included as Appendix A. In this summary, it was noted that: 

Given the success of the ADVANCE program at OSU—particularly the ADVANCE seminar—in providing a critical 
foundation for driving positive change, the program will be an integral element in core faculty development, 
leadership development, and diversity and inclusion programs. This will maximize the program’s impact on 
building an inclusive university community where all faculty—and particularly women and underrepresented 
faculty in the STEM fields—receive the support and mentorship they need to advance professionally in their 
careers. 

In order to help support additional programming in this new office, we participated in an NSF ADVANCE 
Partnership proposal (VAuLTS). Described more below, these funds are meant to provide leadership 
development and mentoring for mid-career women in academic STEM. The grant was awarded and work 
began in earnest in the fall of 2019. The ADVANCE office in FA has not yet fully launched, so this work is 
being led by our PI, Becky Warner. 

2



Another major accomplishment in Year 6 has been the publication of the second issue of the ADVANCE Journal 
featuring 4 articles and one invited program report. In honor of the 20th Anniversary of NSF ADVANCE, we 
initiated a call for manuscripts for a special issue of the journal with the theme, “Collaborations, Collisions, and 
Connections.” Guest editors for the special edition are Dr. Kasi Jackson, West Virginia University, and Dr. Kelly 
Mack, Association for American Colleges & Universities. In the new organizational structure for ADVANCE in FA 
the current Journal editors, advisory board and structure will be retained. We received $15,000 from FA to help 
support the work this year. 

Details of Achievements 
1. ADVANCE Summer Seminar

The seminar is the core activity and innovation for our institutional transformation. The
Principal Investigators adapted for STEM senior faculty and administrators the Difference,
Power, and Discrimination seminar, which has a long and successful history at the university in
transforming the curriculum. Over the course of the grant, nine summer seminars were offered
to a 125 administrators and faculty and one special seminar for University Relations and
Marketing staff included 13 participants. In Year 5 we offered our final summer seminar under
the grant (included in Year 5 Report). In Year 6 the Office of the Faculty Affairs (FA) assumed
leadership of the seminar program going forward; however, due to COVID-19 the seminar will
not be offered by (FA) in 2020.

While our research project is a primary way of exploring impact of the seminar (see research
section below), not all participants were involved in the study. However, all seminar
participants were asked to produce individual action plans with goals aimed at advancing
equity at the individual, symbolic, and institutional levels within the academic system. Specific
actions have been themed around our program objectives related to hiring, mentoring,
position descriptions, teaching evaluations, promotion and tenure, climate/interpersonal
relationships, resource allocation, and creating courses and training modules on equity,
inclusion, and justice for graduate students and colleagues. All seminar participants were also
interviewed 18 months after completion of the seminar to ask them about their action plans
and ways in which the seminar may have affected their work and environments. Examples of
impact revealed through these interviews are given later in this report.

2. Sponsored Events

We continue to offer support to various activities on campus. This year we agreed to help sponsor
“Unpacking Diversity Seminar Series” in the College of Earth, Ocean and Atmospheric Sciences. Then
event was cancelled due to COVID restrictions.

3. Roadshows

Roadshows were design to help raise awareness of equity, inclusion, and justice issues in

3



academic disciplines, organizational units, and institutional systems, with a focus on women in 
STEM. This year, members of our team gave the following talks/lectures on our campus: 

Plaza, D.  
Led a diversity training seminar for the Oregon State University Admissions Tour Ambassadors. Title 
of the talk: Why is Oregon State University so White? Oregon State University via Zoom, April 22, 
2020.  

Led a diversity training seminar for the Good Samaritan Hospital Human Resource and Program 
Coordinators. Title of the talk: The Negative Representation of African Americans in the Media.  June 
29, 2020.  

Invited Speaker, Black Bodies and Gun Regulation in the United States, Sponsored Difficult Dialogues 
Series. ASOSU Speaker Series, Loni B Harris Black Culture Center. Oregon State University, February 
18 , 2020. 

Key Note Speaker, Shades of Color at Oregon Agriculture College 1916-1921: The Untold Story of 
Palmer Parker. Loni B Harris Black Culture Center. Oregon State University, February 24, 2020. 

Warner, R. 

Guest teacher/facilitator in Math 607: Building Diverse, Inclusive, Respectful and Welcoming 
Mathematical Communities. 

Panel member for “Diversifying Ecology, Evolutionary, and Conservation Biology.” February 6, 
2020.  Organized by the Justice, Equity, Diversity, Inclusion group in the College of Science. 

4. Influencer Dialogues

Influencer dialogues were meant as ways to bring our knowledge and perspective to our work
with others, both in our communities at OSU and with other organizations to support equity
and justice. We drew on our conversations with both our Internal and External Advisory
Committees to organize the efforts. These groups last met in 2018 (External) and 2019
(Internal). However, the ADVANCE team continues in this outreach. Particularly important this
year has been our ongoing discussions related to sustainability of the program. We list those
here, along with other activities.

Conversations about Sustainability

• Fall 2019
o Becky Warner met with some of the search committee for a part-time director

of ADANCE.  The discussion was meant to be brought back to Faculty Affairs to
generate ideas for successful search preparation. In the end, the search was
unsuccessful.
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o Michelle Bothwell and Dwaine Plaza engaged in multiple email and face-to-face
conversations with Susan Capalbo, Senior Vice Provost for Faculty Affairs
(SVPFA), regarding the transition of OREGON STATE ADVANCE into Faculty
Affairs. Topics included the identification of the unit in which the program
would be housed, funding and resources directed toward program sustainment,
including the need to hire a Director or an Associate and the need to direct
resources toward the ADVANCE Journal, identification of possible faculty who
could update seminar materials and provide facilitation and follow-up, among
others.

o Becky Warner met with Charlene Alexander (CDO) to discuss the idea of housing
the future ADVANCE program in the Office of Institutional Diversity.

• Winter 2020
o Michelle Bothwell and Tuba Özkan-Haller met with the SVPFA to discuss the

feasibility of holding an ADVANCE seminar during the summer of 2020 given the
uncertainty of isolation protocols that might be in place due to the COVID-19
pandemic. It was decided to not hold the seminar but to invest in the design and
delivery of shorter All-Cohort-style gatherings during each of the 2020-2021
academic terms. This venue would allow the new vision of the Faculty Affairs-
lead ADVANCE program to be presented, and provide a means to reinvigorate
the established ADVANCE community and to raise enthusiasm for the program’s
goals and future program offerings to those new to the program.

o Becky Warner met with the SVPFA to discuss the transition of the website and
other general issues. The SVPFA indicated that FA will be taking ownership of
the advance.oregonstate.edu domain. The current advance team will work on
establishing an archive site for all of our work funded through the grant.

o Susan Shaw and Janet Lee met with SVPA Susan Capalbo about sustaining the
ADVANCE Journal. The outcome of the conversation was that we would
continue as editors at least through the 2020-21 academic year. Faculty Affairs
will provide $15,000 next year toward sustaining the journal, and our grant will
provide the additional funds needed.

Dialogues across Oregon State University 

Bothwell, M. 
Worked with several faculty in the School of Civil and Construction Engineering to design 
and implement a student climate survey, to provide advice on Action Plan implementation 
(design of focus groups with junior women faculty towards the end of improving mentoring 
and environment), encouraging faculty to align their plans when possible, and to participate 
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in a COE gathering (designed and hosted by a CCE ADVANCE graduate) to support 
untenured, women faculty. 

Byrd, J. 
Attended the ARC ICorp Summit. While at that meeting, joined the NxSW workgroup and began 
conversations about how I-Corp and ADVANCE could partner on projects. After returning from the 
Summit, helped facilitate an I-Corp Dialogue, which included the Chief Diversity Officer at OSU. 

Participation in OSU’s Dialogue Facilitation Lab. Completed 2 orientations and 1 full session as a lab 
co-facilitator.  

Participated in dialogue with the Oregon State community on reimaging campus policing. 
Recommended to vice president of finance and administration Mike Green, who oversees campus 
security, that the ADVANCE seminar be adapted for all members of campus police and security. 

Attended a meeting of professional faculty with outgoing president Ed Ray to encourage more 
investment in the continuation of ADVANCE beyond the grant. 

Member of the President’s Commission on the Status of Women Committee and served on the 
Work-Life subcommittee.  

Plaza, D. and Warner, R. 

Shared Governance Task Force of the OSU Faculty Senate (report accepted by Faculty Senate 
and signed by President Ray in June, 2020). This report is a revision of the original report (2011) 
and edits were made to reflect a more equitable understanding of shared governance.  

Plaza, D.  
Faculty Senate President  
Faculty Senate Executive Committee 
COVID 19 Management Team 
OSU Presidents Cabinet 
University Accreditation Committee 

Shaw, S. 

Sub-Committee on Diversity and Inclusion, Athletics Advisory Committee. 

Influence Beyond Oregon State University 

Gaines, L. 
Member, State of Oregon Sustainability Board (Governor Appointed) 
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Member, Oregon Geospatial Information Council (Governor Appointed) 

Shaw, S. 

Review Panel, National Science Foundation, ADVANCE Institutional Transformation, Pre-
proposal. 

Invited to join the External Advisory Board as part of Wheaton College’s ADVANCE IT grant 
proposal. 

Regular contributor to Ms. Magazine Online on issues of social justice. (Member of Ms. 
Committee of Scholars). 

Warner, R. 

Advisory Committee—Inclusive Excellence, Research in STEM Center, OSU. 

Invited to be on the External Advisory Board for ADVANCE proposals based on the reputation 
of OREGON STATE ADVANCE: Louisiana State University, Catalyst grant; Appalachian State 
University, Adaptation grant. 

5. Research and Evaluation

Research. The research component of OREGON STATE ADVANCE involves measuring the
efficacy of the ADVANCE Seminar. In particular, we hope to document whether participating in
the seminar empowers and motivates institutional leaders and faculty members to actively
contribute to campus climate transformation. Two sets of hypotheses are being investigated:

Hypothesis 1
a. Women STEM faculty who complete the seminar will have greater awareness and

understanding of the power relationships in which they are emerged than similarly
situated women STEM faculty who did not participate.

b. Women STEM faculty who complete the seminar will report a greater sense of efficacy in
managing professional interactions and challenging structural/cultural barriers than
similarly situated women STEM faculty who did not participate.

Hypothesis 2 
a. Men and women STEM faculty who identify along social identity categories that are

centered in US culture (e.g., white, able bodied, straight) will have a higher level of
awareness and understanding of relational power, and a greater appreciation of what
is involved in building authentic alliances across difference after completing the
seminar relative to their peers who did not participate.

b. Men and women STEM faculty who identify along social identity categories that are
centered in US culture (e.g., white, able bodied, straight) will take more explicit actions
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to foster positive and affirming faculty interactions across difference after completing 
the seminar relative to their peers who did not participate. 

Data recording. During the reporting period, the post, 12-month follow-up surveys and 
interviews were recorded for the 15 research participants of the final summer 2018 seminar 
cohorts. Over the course of the grant, the cumulative number of pre- and post-seminar 
interviews of research participants totaled 246. Survey completion was more sporadic over 
the course of the grant, leaving significant gaps in our data set especially in the early years of 
the award. As mentioned above, all seminar participants were interviewed 18-months 
following the seminar regardless of their enrollment status in our research project. During 
the reporting period, all 28 graduates of the summer 2018 seminars were interviewed. Over 
the course of the grant, 18- month follow-up interviews were completed. Note that the vast 
majority of graduates completed this interview with the few missing due to departure from 
the institution either through retirement or for employment elsewhere. 

Data analysis. All of the 12-month follow-up interviews with the research participants who 
completed one of the summer 2018 seminars were transcribed and coded for themes during 
this reporting period. This activity completes the initial coding of all pre- and post-seminar 
interviews with the research participants. Deeper analysis is ongoing.  

Several important actions were reported in the 18-month follow-up interviews with the 
summer 2018 seminar graduates. In particular, there is interest in and engagement of 
several graduates in redefining the scope, credibility and value of community-based 
research and scholarship for promotion and tenure evaluation and merit review. Important 
alliances/partnerships across university units have been developed in pursuing changes to 
faculty recruitment processes. In several instances, participants reported that these sorts of 
partnerships would not have solidified had it not been for the strong relationships built 
among participants in their seminar. Several reported their new use of pronouns in their 
email signatures. 

Reporting. From the initial analysis of the data sets, several topics have emerged as priorities 
to turn into formal manuscripts. Three of these are presented below. 

• Sweetheart Deals:  uncontested informal practices that produce gendered and racialized
workplace inequities across institutions of higher education
Participant observation and data recorded from interviews with faculty and
administrators point to deeply embedded, uncontested informal practices that produce
gendered and racialized inequities across the institution. Prevalent practices include: (i)
conducting internal searches for administrative vacancies or skipping searches
altogether and hand-picking new administrators through “waivers of search”; (ii)
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disproportionately providing lateral prestigious shifts or very soft parachute landings for 
white Euro-American men who are stepping out of senior administrative roles 
(compared to women or people of color in those same positions); and (iii) engaging in 
negotiations with potential faculty recruits or Oregon State employees that result in 
differential access to resources and opportunity structures along gendered and 
racialized lines. We believe these practices are common at most predominately White 
institutions. 

• Elements of Action Plans that lead to successful transformations in policies and
practices

Every seminar graduate is required to develop and implement an Action Plan. Evaluation
of graduates’ original plans for leading change in their sphere of influence, along with
data recorded from the 18-month post-seminar interviews, show that some plans results
in notable changes to college processes and policies, ranging from increased emphasis on
raising awareness of gender and diversity issues, to changes in hiring and promotion
practices, and advancement of women into leadership roles. Other plans and
implementation strategies have not been as successful. This manuscript will explore the
common features present in plans and implementation strategies that result in change.

• Efficacy of an immersion-style faculty seminar to lead to personal transformation
The OSU ADVANCE seminar was designed in part to raise awareness and understanding
of relational power, to increase faculty members’ sense of efficacy in managing
professional interactions and challenging structural/cultural barriers, and to promote
more explicit actions to foster positive and affirming faculty interactions across
difference. This manuscript will present pre- and 12-month post seminar interview data
from seminar graduates and from a control group of faculty who did not participate in
the seminar to highlight themes of learning and transformation linked to seminar
participation.

Internal Evaluation. 

Senior Staff Deborah John, Professor in the College of Public Health and Human Sciences, completed the 
final internal evaluation report this year (see Appendix B). Her reports is based on data collected in the 
four years of active programming. Major points are presented here from the Executive Summary. 

Two questions guided the internal ADVANCE program evaluation: 

1. How do voluntary and repeated exposures to OREGON STATE ADVANCE contribute to
institutional members’ individual commitment to institutional transformation that
advances equity, inclusion, and social justice for diverse women in STEM?

2. How do implementation of and repeated exposures to OREGON STATE ADVANCE
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contribute to transforming OSU’s symbolic and institutional contexts - policies, 
experienced climate and communicated culture, and systemic practices - to be 
equitable, inclusive and socially just for diverse women in STEM? 

Over five years, OREGON STATE ADVANCE program activities that robustly reached and engaged the 
priority population, which is tenured and administrative faculty with STEM positional influence and/or 
authority, were highly effective when compared to activities where participants were sparsely or weakly 
engaged. The ADVANCE Seminar, a 60-hour immersion experience that strongly engaged participants in 
identifying issues, planning, and acting to change the system at all levels, emerged as most effective for 
institutional transformation that advanced equity, inclusion, and social justice for diverse women in 
STEM. Within STEM units, robust adoption, implementation, and communication of policies and 
practices collectively determined to be equitable, inclusive, and socially just emerged as symbolic of 
effective transformation for the Colleges. Sustained exposures to OREGON STATE ADVANCE, evaluated 
relative to the population dose, calculated as participants (within unit) reached and strength (intense 
and frequent) of activity delivered, contributed effectively to transforming symbolic and institutional 
milieus - policies, experienced climate and communicated culture, and systemic practices for STEM 
organizational units. OREGON STATE ADVANCE activities that effectively sustained exposures and 
supported measurable, transformational outcomes beyond the Seminar included: all [Seminar] cohort 
gatherings, influencer dialogues, and the ADVANCE Fellows program that expanded the program’s reach 
and effectiveness through institutionally funded and competitively awarded individual fellows’ projects.  

The following recommendations are made based on evaluation findings of OREGON STATE ADVANCE 
program activities most effective for catalyzing institutional transformation at one or more systemic 
dimensions. Program activities must be institutionally maintained, strategically and sustainably 
resourced if transformational goals for an equitable, inclusive and social justice academy are 
demonstrably valued. Recommendations include:  

1. Maintaining and expanding the reach of ADVANCE Seminar and all Seminar cohort
gatherings beyond STEM to include all current, and future, academic faculty, administrators,
and administrative units by design.

2. Institutionalizing an EIJ Fellows program at the highest faculty administrative level as a
Provost ADVANCE EIJ Fellows program as a means to sustainably resource and reward
individual faculty EIJ efforts and outcomes.

3. Developing and evaluating a sustainability plan for the ADVANCE journal (proposed activity
not included in the program evaluation) with Oregon State University and NSF program
input.

External Evaluation 

External evaluator Mariko Chang completed her final report in Fall 2018, which was summited as 
part of the Year 5 Annual Report. There is no Year 6 external evaluation. 
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6. ADVANCE Journal

The establishment of a peer-reviewed, online, open access ADVANCE Journal to publish
findings from ADVANCE and ADVANCE-related projects across the nation is a significant
contribution of OREGON STATE ADVANCE. The ADVANCE Journal provides a forum for
conversations about institutional transformation. An interdisciplinary peer-reviewed journal,
the journal publishes scholarly research articles addressing empirical, theoretical, and
conceptual work, program evaluation and assessment reports, critical reviews of the literature
and resources, and letters to the editor, as well as reader article responses. The journal
guidelines stipulate that while manuscripts do not need to emerge from an ADVANCE project
all manuscripts should speak to structural and institutional transformation, specifically
addressing the intersections of gender and STEM fields with other forms of social difference.

To date the Journal has published two issues with a total of 11 manuscripts. To celebrate the
20th Anniversary of NSF ADVANCE, we initiated a call for manuscripts for a special issue with
the theme, “Collaborations, Collisions, and Connections.” Guest editors for the special edition
are Dr. Kasi Jackson, West Virginia University, and Dr. Kelly Mack, Association for American
Colleges & Universities. The journal continues to accept and publish peer reviewed articles for
regular editions on a rolling basis, under the leadership of co-editors Susan Shaw and Janet
Lee. A copy of the call is included as Appendix C.

7. ADVANCE Faculty Fellows

The Faculty Fellowship program was offered for two years, covering the 2016-17 and 2017-18
Academic Years. Summaries of activities and outcomes for our 13 Fellows appeared in prior reports
and on our website. An example of one program that is seeing success beyond the Fellowship comes
from the work of Vrushali Bokil, Professor of Mathematics (Fellow 2017-18). She proposed to build a
new course for all Mathematics graduate students on systems of oppression and privilege in
Mathematics. After offering a pilot course, she used assessment and feedback to offer two more
sections this past year, opening the course to graduate students across the college. The brief
syllabus, with a link to the full syllabus, can be found in Appendix D.  This course has been approved
as an elective in the Graduate Certificate in College and University Teaching.

One theme emerging from her assessment was the need for more attention on sexual
harassment. With colleagues from several universities, she was successful in obtaining an NSF
award to develop a sexual harassment workshop at the Joint Mathematics Meeting in January,
2020. (see products). There are plans to seek additional funding for future national
conferences.

Our ADVANCE team partnered with faculty in the College of Science to nominate Dr. Bokil for
the inaugural Inclusive Excellence Award, College of Science. She received this award in
November, 2019.
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8. ADVANCE Train the Trainer Seminar

As reported last year, our team offered two Train the Trainer (T3) Seminars in June of 2019.
Thirteen OSU faculty participated in a one-week seminar in which their action plans were to
prepare to be futured facilitators in the next version of the program in Faculty Affairs (FA). This
seminar was very diverse, with faculty representing six colleges and three administrative units.
Ten of the 13 participants were women, four participants were faculty of color. Four of the
faculty who completed the one-week training did respond to a call from FA, and are in
consideration for seminar facilitation once the COVID restrictions have be lifted.

Ten faculty from six universities completed a two-week T3 ADVANCE seminar. Nine
participants were women and four of the participants were faculty of color. Action plans for
these participants included activities to enhance their current work. Our promise to them was
to (if invited) come to their campus to provide feedback and support for their projects. Trips
were scheduled to three campuses, but subsequently cancelled due to the pandemic. Our plan
is to reschedule the trip for the spring of 2021.

Training and Professional Development Opportunities 

There were no additional training or professional development programs offered this year with our grant funds. 
Our project manager was supported in taking relevant training to support the creation of a new archival web site 
(nsfadvanceit.oregonstate.edu).  

As the team began preparing for transfer of OREGON STATE ADVANCE to a central office, we committed to the 
Internal Advisory Council that we would sustain our national presence in the ADVANCE community, and partner 
when we could to bring additional programmatic funds to support an ADVANCE office. This past fall, our PI 
(Warner) became a co-Investigator on a new 4-year NSF ADVANCE Partnership Grant. The Northwest Regional 
Partnership includes five research universities (most with other ADVANCE funded programs) and eight 
community college or primarily undergraduate-serving institutions. The focus is on supporting mid-career 
women faculty tin STEM, with each institution selecting five women to participate in an online Leadership 
Program (a modified version of Washington State’s TIDAL program). Fourteen graduates of our OREGON STATE 
ADVANCE Summer Seminar are members of the Network Improvement Committees.  

We began our recruitment for the five mid-career women faculty in STEM by inviting those who had completed 
our special Summer Seminar for Assistant Professors (funded by Interim Provost Ron Adams and Vice President 
Mike Green). These women represent five STEM colleges at Oregon State University: College of Agricultural 
Science, College of Engineering, College of Earth, Ocean and Atmospheric Sciences, College of Liberal Arts, and 
College of Science. Three of them will participate. 

Dissemination of Results 
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In Year 6, results have been disseminated to communities of interest through the following methods: 
o As a result of our work, we are asked to be part of teams and projects across campus to bring the

ADVANCE knowledge and perspective to equity and justice work. Members of our team have also
been invited to review NSF ADVANCE pre-proposals and serve on External Advisory Councils for a
variety of ADVANCE proposals. Examples of these opportunities to share what we’ve learn with
others appear in the Achievement section above.

o Members of our team have presented research results at two conferences in the past year. Invited
talks based on our ADVANCE learning were given at four national conferences. Two books, several
chapters, and conference presentations outside our specific research project also reflect the
influence of their ADVANCE engagement on related scholarship.

o This year, two of our ADVANCE seminar graduates won significant awards based on their work
related to their Seminar action plans. Both also presented this work at national conferences.
(Ashford and Bokil, see Products).

o Two of our ADVANCE seminar graduates published an invited report in The ADVANCE Journal. The
paper describes an adaptation of OREGON STATE ADVANCE’s summer seminar for OSU’s University
Relations and Marketing division and resulting impacts in the division.

o OREGON STATE ADVANCE has developed an active web and social media presence on Twitter
(@ORSTATEADVANCE) and Facebook (@OregonStateADVANCE). Regular updates on ADVANCE
graduates’ accomplishments and ADVANCE program activities are shared through stories on the
website and on social media. Primary audiences are members of the Oregon State University
Community and the NSF ADVANCE community, as well as others interested in women in STEM,
intersectionality, and dismantling systems of oppression. As of this writing @ORSTATEADVANCE has
464 Twitter followers including other ADVANCE offices, as well as faculty and organizations in
Oregon, the U.S., and across the globe who either personally or professionally undertake work that is
related to ADVANCE goals.

Plans for Year 7 

The National Science Foundation approved a second no-cost extension for our project in April of 2020. This 
extension will provide opportunity to focus on several projects identified in this Year 6 Report: 

o The ADVANCE Journal. We will continue to publish regular issues as manuscripts are submitted.
o Our major project in Year 7 will be the issue celebrating the 20th Anniversary of the NSF ADVANCE

program.  “Collaborations, Collisions, and Connections” is scheduled for release in 2021.  We also
intend to submit a proposal to NSF for funding to work toward a permanent home for the Journal.

o We have also invited writers for a special issue focused on the impact of the pandemic on academic
women. This issue will be a collection of short opinion, research and personal narrative pieces.

o Research project. Now that all interviews have been recorded and transcribed, we will be submitting
papers in several areas. First, we plan to write papers that specifically address our hypotheses. These
hypotheses target individual change and influence. However, we also are working on a paper that
explores the effectiveness of the Seminar action plans for individual, symbolic and institutional
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change that can collectively work together toward institutional transformation. 
o Follow-up trips to work with external Train the Trainer participants. We will reschedule our visits to

Florida International University, Wheaton College, West Virginia University and Fullerton College for
the spring of 2021.

o We will explore writing an NSF Partnership proposal with our External T3 partners.
o Continue participation in the NSF Partnership Grant: VAuLTS. This year we will support five women

from OSU to complete the VAuLTS online training as well as to facilitate OSU’s involvement in the
Network Improvement Committees.

o Website. Faculty Affairs will maintain the advance.oregonstate.edu domain name. Our team has
created another domain to keep both a historical record of the Institutional Transformation award
work, as well as to update when new outputs are created. The new domain name is
nsfadvanceit.oregonstate.edu (available Fall 2020).

Products 
Grants related to OREGON STATE ADVANCE 

Warner, R. (co-I. sub-award). 2019-2023. Values-Based Academic Leadership Trajectories for Women in STEM: 
The Northwest Regional Partnership (VAuLTS). Maria Gartstein, Washington State University, PI.  Award # 
1936019 ($1.2M). OSU sub-award #131202 G004099. Amount to OSU: $92,092.  

Bokil, V. (co-PI). Improving Culture and Climate in the Mathematical Sciences: Moving Toward Action. Award 
#1921196. Elizabeth Donovan, Murray State University, PI. National Science Foundation. Amount to OSU: 
$49,640.  
Awards 

Ashford, S. 2019. Rodney D. Chipp Memorial Award. Society of Women Engineers. 

Bokil, V. 2019. College of Science Inclusive Excellence Award. 

Articles, Books, Conference Papers, Presentations 

Ashford, S. 2020. Participant. Panel of Dean’s. 2020 Engineering Deans Institute (ASEE/EDGE). April 14, Las 
Vegas, NV. 

Bokil, V. 2020. Co-Organizer. Moving towards Action workshop. Annual meetings of the Association for Women 
in Mathematics. Jan 14, Denver, CO. 

Bothwell, M., & Plaza, D. 2019. Facilitator. Workshop: Sweetheart Deals: informal promotion practices 
that produce gendered and racialized workplace inequities in higher education administration. Equity in 
STEM Community Convening. October 6-8, Cleveland, OH. 
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Bothwell, M., and Plaza, D. 2019. Facilitator. Workshop. Sweetheart Deals: uncontested informal practices that 
produce gendered and racialized workplace inequities across institutions of higher education. NSF RED 
Consortium Meeting. November 4-5, Alexandria, VA. 

Heck, A. and Clark. S. 2020. Addressing the Symbolic Dimension of Oppression through an Institutional 
Transformation Seminar with University Relations and Marketing. The ADVANCE Journal 1(2) 
https://doi.org/10.5399/osu/ADVJRNL.1.2.3  

Özkan-Haller, T. 2019. Participant. Re-envisioning Promotion and Advancement for STEM Faculty: Aligning 
Incentives with Values. National Academies of Science, Engineering, and Medicine convocation. Oct 17-18, 
Washington DC. 

Özkan-Haller, T.  2019. Speaker. Bienniel Conference. CERF Inclusion Luncheon. Coastal and Estuarine Research 
Foundation. Nov 5, Mobile, Alabama. 

Özkan-Haller, T.  2019. Speaker. AWM Moving Towards Action Workshop. Association of Women Scientists. Jan 
14, Denver, Colorado. 

Henry, F. and Plaza, D. 2020. Carnival is Woman: Feminism and Performance in Caribbean Mas. University Press 
of Mississippi. 

Plaza, D. 2020. “Caribbana in Toronto: From Male Dominance to Female Agency” in Henry, Frances (ed.) Carnival 
is Woman: Feminism and Performance in Caribbean Mas. University Press of Mississippi. 

Plaza, D. and J. DeCosmo. 2020. “The Africanization of Trinidad Carnival: From the Jamet to Bikini, Beads and 
Feathers” in Henry, Frances (ed.) Carnival is Woman: Feminism and Performance in Caribbean Mas. University 
Press of Mississippi. 

Plaza, D. 2020. Key Note Speaker. Historical Migration Patterns from the Caribbean and the Contemporary 
Transnational Diaspora. Migration Policies in the Caribbean and Central America: Migration at the Crossroads 
between Europe and Latin America Conference. January 14-15, Saint Johns, Antigua - UWI Campus Five Island. 

Plaza, D. 2020. Lecturer. Cross Cultural & Sociological Considerations in Practicing Medicine with Marginalized 
Populations in the Caribbean. The American University of Antigua Medical School. January 16, Saint Johns, 
Antigua. 

Shaw, S.  2019. Speaker. Logan Utah Pride Festival. Utah State University. September 14, Logan, Utah. 

Shaw, S. 2019. Facilitator. Religious Inclusivity in the Classroom Conversation. Northern Orange County 
Community College District. October 11, Anaheim, CA. 

Shaw, S. and J. Lee. 2019. Gendered Lives, Feminist Visions: Classic and Contemporary Readings. Oxford 
University Press. 
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Shaw, S., M. Bothwell, K. Furman, L. Gaines, D. John, N. Osei-Kofi, H.T. Ozkän -Haller, D. Plaza, B. Ruder, and R. 
Warner*. 2019. “Advancing Women in Academic STEM: Catalyzing Institutional Transformation through an 
Immersion Seminar for Administrators and Faculty,” The Lancet, 393 (10171), PE17-E19. 
(https://doi.org/10.1016/S0140-6736(19)30206-5) (*Corresponding author) 

Ozkan-Haller, T. 2018. Plenary Speaker. Transforming Academia: Advancing Diversity, Inclusion, and Social 
Justice in the Geosciences. Goldschmidt Conference. August 13, Boston, MA. 

Ruder, B., Bothwell, M. K., Plaza, D. and Warner, R. (2018). “STEM Women Faculty Struggling for Recognition 
and Advancement in a ‘Men’s Club’ Culture”. Pp. 121-139 in Cho C. L., Corkett J. K., Steele A. (eds.): Exploring the 
Toxicity of Lateral Violence and Microaggressions. Palgrave-McMillian, Cham. 

Bothwell, M., Akkaraju, P., McGuire, J., Tran, T., and Zigler, A. 2018. Speaker. Advancing the College of 
Engineering Strategic Goal of Becoming a National Model of Inclusivity and Collaboration. Collaborative Network 
for Engineering and Computing Diversity Annual Conference & Exposition. American Society for Engineering 
Education. April 29 – May 2, Crystal City, VA. Winner, best paper award. 

Bothwell, M., Furman, K., Driskill, Q., Warner, R., Shaw, S., and Özkan-Haller, T. 2018. Speaker. Reimagine a 
Socially Just Institution through Use of Critical Pedagogies. Collaborative Network for Engineering and Computing 
Diversity Annual Conference & Exposition. American Society for Engineering Education. April 29 – May 2, Crystal 
City, VA. 

Furman, K., M.K. Bothwell, R. Warner, and S. Shaw. 2017. Speaker. Institutional Transformation: A Summer 
Seminar for University Administrators and STEM Faculty. STEM Conference of the Association of American Colleges 
& Universities. November 2-4 San Francisco, CA. 

Rose, S., and Warner, R. 2017. Facilitator. Workshop. From Insight to Action. ADVANCE/GSE Program Workshop. 
Association for Women in Science. October 8-10, Washington, DC.  

Shaw, S., Warner, R., Furman, K., and Lopez, C. 2017. Poster. ADVANCE Journal. ADVANCE/GSE Program 
Workshop. Association for Women in Science. October 8-10, Washington, DC. 

Ruder, B., Plaza, D., Bothwell, M. K., and Warner, R. 2017. Speaker. Emotional Labor in the STEM Disciplines: A 
Betrayal of Women Faculty by the Academic Standards. Pacific Sociological Association Annual Meeting. April 6-
9, Portland, OR. 

Cook, P., Hutchins, H., Luster-Teasley, S., and Shaw, S. 2016. Speaker. Being a Change Leader is Hard Work! 
Collective Learnings and Reflections from 2014 ADVANCE IT Awardee Leaders. ADVANCE/GSE Program 
Workshop. May 22-24, Baltimore, MD. 

John, D., Almquist, J., Bothwell, M., Fawcett, T., Gaines, L., Osei-Kofi, N., Özkan-Haller, H.T., Plaza, D., Ruder, 
B., Warner, R., and Shaw, S. 2016. Speaker. Catalyzing Equity and Inclusion: Provoking Institutional 
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Transformation through the Application of a Social Justice Lens. ADVANCE/GSE Program Workshop. May 22-24 
Baltimore, MD. 

Lamont, S., Lindley, L., and Warner, R. 2016. Speaker. New Initiatives in Faculty Professional Development. 
ADVANCE/GSE Program Workshop. May 22-24 Baltimore, MD. 

Warner, R. 2016. Keynote Speaker. Strategies to Promote and Sustain Equity: Examples from Oregon State 
University. Florida International University Leadership Institute. May 5, Miami, FL. 

Shaw, S. 2016. Speaker. Equity and Inclusivity in STEM. University of Portland. May 5, Portland, OR. 

Shaw, S. 2016. Speaker. Diversifying the Curriculum. University of the Pacific. May 18, Stockton, CA. 

Almquist, J. 2016. Speaker. At the Nexus: Reflections on an Institutional Transformation Project. Society for 
Applied Anthropology Annual Meeting. April 2, Vancouver, B.C. 

Shaw, S. 2016. ADVANCE at Oregon State University. AAUW Eugene-Lane Branch Meeting. February 13, Eugene, 
OR.  

Impact   
What is the impact on the development of the principal discipline(s) of the project? 

The primary discipline for this project is organizational change. We draw on theories of systems of oppression to 
help guide change at individual, symbolic and structural levels. As part of our ADVANCE Seminar, participants 
develop action plans within their sphere of influence to begin the change process, or move existing activities 
forward. For example, the College of Agricultural Sciences administrative team enrolled in our first Summer 
Seminar in 2015 and developed a robust action plan targeting hiring a more diverse faculty workforce, and to 
make the culture more inclusive, equitable and just.  The plan included both top-down and bottom-up 
approaches to facilitate more sustainable change. 

Data from our Toolkits, found in Appendices E and F, over the past 5 years show that the CAS has made progress 
on increasing gender diversity among tenure-track faculty. The dean led this effort by requiring a Search 
Advocates on all search committees, and associate deans had more central oversight during the search process. 
Another project in their ADVANCE action plan was to find ways to include a commitment to diversity, inclusion 
and equity (DEI) in all faculty members’ Position Descriptions (PD). By having each faculty member look at their 
own teaching, research and other assignments, everyone has an opportunity to see how they are already doing 
diversity-committed work.  The college process for this part of the plan began with the deans revising their PDs 
first, followed by Department Heads. As of 2020, the position descriptions for all tenure-line positions (as well as 
all Professor of Practice positions) in the college now include a demonstrated commitment to DEI.  

This year saw the first full cycle of reviewing faculty with this new PD. The CAS uses a software Digital Measures 
(DM) for all its employees. For annual reviews, they have modified the program to allow faculty to designate 
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(flag) something in their CV as being a DEI activity (presentation, grant, scholarship, curriculum activity, service, 
etc.).  A DM annual report will then collect all those activities at the end of the report.  The strength of this 
approach is that it allows faculty to think about all of their assigned work as having a connection to equity and 
justice, vs. viewing a commitment as being a service requirement. 

Unit leaders are expected to include a diversity lens for evaluating faculty activities in teaching, research and 
service. This approach also makes the nomination of faculty for their new College Diversity Award much easier as 
everyone’s work is documented and reviewed. 

Having everyone engaged in understanding what a commitment to diversity, equity and inclusion means in the 
context of their own teaching/research/service makes moving to the next step easier. Everyone is now part of 
this work. The next step for the CAS is to develop a college DEI plan. The first activity was to document each 
department’s current structure—is there a DEI committee? Has a DEI plan been started at the unit level? The 
college is providing additional educational programs that draw on the university’s resources in the Office of 
Institutional Diversity, Faculty Affairs and Human Resources. 

What is the impact on other disciplines? 

• A major goal of NSF ADVANCE is to diversify academic STEM, as bringing in diverse experiences and
perspectives leads to better science. Based on the Toolkit data from 2014 (our baseline year) to
2019, the percentage of faculty who are women in STEM, as well as those in the Social and Behavior
Sciences (SBS), has increased (although not all monotonically). In 2014, 23% of faculty in STEM were
women and in 2019 the number was 29% (SBS went from 47% to 50%). While most colleges did well
in recruiting and retaining women faculty, the largest increase was in the College of Engineering (a 9-
point increase) As part of our first Summer Seminar, the COE Dean constructed an ADVANCE action
plan related specifically to hiring.

Most Colleges also saw increases in women across all levels (assistant, associate, full professor). The 
only exception was the SBS units in the College of Liberal Arts. A large increase is seen for assistant 
professors, while the percentage of women at the full professor level has decreased each year from 
50% in 2014 to 37% in 2019. Data tables are attached to this report. 

• A significant area of impact from the ADVANCE Journal is its requirement that articles address
intersectionality. While this theoretical framework has been utilized in women and gender studies
for many years, its presence in many other academic disciplines is relatively new. By requiring
intersectional analysis, the journal challenges authors to reckon with the impacts of multiple forms
of social difference rather than relying only on gender as a category for analysis.

• OREGON STATE ADVANCE offered a specialized version of our Summer Seminar to a team from
University Relations and Marketing. Based on the outcomes of their action plan, the administrative
leads from this division wrote a paper for the ADVANCE Journal this year (see Products—Heck and
Clark, 2020). The conclusion of this article summarizes the impact on their work: URM’s
collaboration with OREGON STATE ADVANCE has resulted in a collective awakening among the
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division’s leadership, which has motivated URM employees to understand the importance and share 
a commitment to the division’s second foundational pillar. From support staff to leadership, there 
has been a major change in the division’s collective consciousness when it comes to supporting the 
advancement of diversity, inclusion, and equity throughout Oregon State University. As managers of 
the university’s messaging, URM has made steps toward shifting the symbolic dimension of 
oppression through critical attention to its brand, publications, social media presence, and 
communications to the university’s constituents and the public. Through its commitments to 
sustained attention to issues of power and privilege, URM intends to continue this trajectory toward 
creating both a climate and culture within the division to foster inclusion, equity, and justice among 
its staff and a consistent message coming from the division that advances the goals of institutional 
transformation toward inclusion, equity, and justice. 

What is the impact on the development of human resources? 

During the 18-month follow up interviews with the summer 2018 ADVANCE seminar graduates, it became clear 
that relationships formed among some of the participants were long lasting and provided a basis for effective 
collaborations. For example, two graduates from the Office of Institutional Diversity, including the Chief Diversity 
Officer, and the Dean of the College of Science (COS) each mentioned the others during their individual 
interviews. They had sustained interactions over the months since the seminar where they focused on 
developing and implementing a strategic plan for increasing recruitment of tenure-line women faculty and 
tenure-line faculty of color into COS. Part of their engagement included a shared trip to Atlanta, Georgia, to 
attend the annual meeting of the Southern Regional Education Board. The meeting provided a platform for the 
recruitment of African American, LatinX, and Indigenous faculty candidates to OSU. This had a fruitful outcome 
with two faculty from underrepresented groups hired into COS and another candidate being pursued through 
the OSU Tenured Faculty Diversity Initiative. The Dean specifically stated that he did not think that would have 
happened without forming a strong relationship with his OID colleagues during the ADVANCE seminar. 

What is the impact on physical resources that form infrastructure? [Nothing to report] 

What is the impact on institutional resources that form infrastructure? 

Both the College of Agricultural Sciences (CAS) and the College of Engineering (COE) have changed policies and 
practices around faculty hiring and retention: 

• As reported above, the CAS employs search advocates on all faculty searches and has stronger
oversight of the recruitment process to ensure that issues of diversity, equity and inclusion are
considered at each stage. The college has also modified their annual reporting software so that
faculty can note their commitment to diversity in any of their assignments.

• The COE also has revised their recruiting policies and practices. An external Search Advocate is
required on all searches, and the chair of the search committee must also be certified as a Search
Advocate. Position descriptions for all new searches must include a requirement for a commitment to
diversity and applicants are asked to write a statement showing how this commitment is
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demonstrated in their work. Screening matrices used to evaluate candidates’ qualifications now 
include a section to review this material. As noted previously, these steps began early (2015-16) and 
the COE has seen the largest percentage point increase among colleges (16 to 25%) 

 What is the impact on information resources that form infrastructure? 

This year the 3rd implementation of the OSU Employee Climate survey was administered. The questions 
proposed by our ADVANCE team as part of the 2016 and 2018 versions of the survey have been sustained in this 
2020 survey. Results from the first two rounds are summarized in our final Internal Evaluations. The results from 
this year are pending. Once available, these results are made available to all units across campus.  

What is the impact on technology transfer? 

Our T3 seminar offered training to export all or parts of our Summer Seminar to other universities. Recent 
feedback from our external partners: 

• From University of West Virginia: Above all, the OSU Train the Trainers two-week program provided
an opportunity for us to connect with people from a wide range of institutions who are engaged in
diversity and equity work in a creative and effective ways. We learned enormously from the
instructors as well as from one another, and the relationships we made with one another have been
sustained and generative. For example, our team collaborated on a presentation at ARC with other
participants. In addition to expanding our professional network, we learned specific approaches and
activities that we have integrated into our work at WVU, and we developed new knowledge related
to bias, diversity, and higher education. We were particularly inspired by the historical walk across
campus, and we look forward to developing a similar activity for our campus in the future.

What is the impact on society beyond science and technology? [Nothing to report] 
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APPENDIX A: Transition Plan 

OSU ADVANCE 
Transition Plan  

January 29, 2020 

OSU ADVANCE is a university-wide program supporting faculty and leadership development, institutional 
transformation, and cultural change. It seeks to address gendered environments for female and 
underrepresented faculty, thereby increasing the diversity of OSU faculty in STEM disciplines. 

OSU ADVANCE was launched in 2014 with funding from the National Science Foundation (NSF). The national 
ADVANCE network provides outstanding connections to proven research and best practices related to enhancing 
gender equity and attracting, retaining, and supporting a diverse, world-class faculty. The NSF ADVANCE network 
gives OSU access to an extended community of peers at other ADVANCE institutions and within national and 
international research agencies. 

Given the success of the ADVANCE program at OSU—particularly the ADVANCE seminar—in providing a critical 
foundation for driving positive change, the program will be an integral element in core faculty development, 
leadership development, and diversity and inclusion programs. This will maximize the program’s impact on 
building an inclusive university community where all faculty—and particularly women and underrepresented 
faculty in the STEM fields—receive the support and mentorship they need to advance professionally in their 
careers. 

To that end, the Office of Faculty Affairs (FA), which is tasked with stewarding faculty excellence, will lead OSU 
ADVANCE, with the Senior Vice Provost for Faculty Affairs (SVP) serving as Director. 

Organizational Structure & Leadership 

• Effective in Spring 2019, FA assumed leadership of OSU ADVANCE.

• The SVP will serve as Director of OSU ADVANCE.

• The Director will chair an OSU ADVANCE Advisory Council comprised of faculty and administrators. The Council
will provide oversight and review of all components of the OSU ADVANCE program.

• Professional staff will be dedicated to supporting the ADVANCE program, reporting to the SVP and providing
assistance for all ADVANCE program elements.

Program Components

• The ADVANCE seminar will continue to be offered on an annual basis, with the curriculum shaped by the director
and the ADVANCE Advisory Council. The seminar will provide a foundation for follow-on training available
through the Academic Leadership Academy, managed by FA.

• The Office of Faculty Affairs will collaborate with the offices of Human Resources (HR), Institutional Diversity
(OID), and other units to expand appropriate trainings, leadership development workshops, mentoring

21



programming, and career advancement resources that adopt principles explored in the ADVANCE seminar and 
developed through ADVANCE-related research and practice. 

• The Office of Faculty Affairs will ensure coordination with related college-led programming and externally-
provided national initiatives, such as through the National Center for Faculty Development and Diversity (NCFDD)
and the National Academies of Sciences, Engineering and Medicine (NASEM) Action Collaborative on Preventing
Sexual Harassment in Higher Education.

• The director and Advisory Council will explore the feasibility of organizing an annual or bi-annual research
symposium focusing on best practices and research results centered on the goal of diffusing and scaling up
systemic change strategies that address inequities faced by underrepresented faculty in STEM fields.

• The Office of Faculty Affairs will provide general oversight the ADVANCE journal, with the College of Liberal Arts
serving as contributor and host of the journal editors.

• Ongoing evaluation of the OSU ADVANCE program will be overseen by FA.

Action Steps and Timeline

• February 3, 2020: Communications: Communicate the leadership structure, components, and university
financial commitment to University leadership, the OSU community, and NSF. Update the website.

• February 10, 2020: ADVANCE Seminar: Solicit interest for facilitation of the 2020 seminar. Finalize seminar
leadership, any changes to format and delivery, and advertise the dates for the seminar no later than March 1,
2020.

• February 15, 2020: Staff support recruitment: Develop the position description and advertise for support staff
for OSU ADVANCE.

• February 15, 2020: Establish ADVANCE Advisory Group: Potential members include a dean, senior
representative from the Research Office, an original ADVANCE grant PI or trainer, a representative from OID, an
OSU Distinguished Professor, and an external member from another ADVANCE institution.

• March 2020: ADVANCE Journal: Finalize journal editorship and support.

• Beginning April 2020: Research Symposium: Initiate discussions regarding the feasibility, structure and timing
for an OSU ADVANCE Research Symposium. Seek funding from multiple sources.

• Ongoing: External funding and support: Work with the OSU Foundation and the Office of Research to explore
grant and fellowship opportunities to endow the OSU ADVANCE program, support research symposium and
professional development and career advancement for women and underrepresented faculty in STEM
disciplines.
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APPENDIX B: INTERNAL EVALUATION FINAL REPORT 

23



1 

OREGON STATE ADVANCE INTERNAL EVALUATION FINAL REPORT    December 2019 

I. Executive Summary

The goal of OREGON STATE ADVANCE program was to serve as a catalyst, an intervention for advancing 

the study and practice of equity, inclusion and social justice (EIJ) for diverse women and others from 

historically underrepresented groups who are STEM faculty in the academy. OREGON STATE ADVANCE, 

grounded in systems of oppression theory (Collins, 1990), evaluated program efforts and outcomes 

across three systemic dimensions that explain oppressive influence: Individual, Symbolic, and 

Institutional. Efforts included program activities strategically designed to catalyze institutional 

transformation at one or more systemic dimensions. Program outcomes included measured and 

emergent indicators of meeting transformational goals and objectives in three categories: (1) 

recruitment and promotion, (2) institutional climate, and (3) awareness and action. 

In an intervention, the purpose of the major program activities is to produce outcomes that meet the 

objectives. The RE-AIM (reach, effectiveness, adoption, implementation, maintenance) framework (King, 

2010) provides a practical means of evaluating multi-dimensional interventions, such as OREGON STATE 

ADVANCE, implemented to change individual-level factors, such as knowledge, intentions, skills, and 

behaviors in STEM faculty populations, as well as contextual factors at symbolic and institutional levels, 

such as representative communications, policies and systematic practices within STEM units and the 

academic institution at-large. 

Two questions guided the program evaluation. 

i. How will voluntary exposures to OREGON STATE ADVANCE contribute effectively to reached

members’ readiness for institutional transformation that advances equity, inclusion, and social

justice for diverse women in STEM?

ii. How will sustained exposure to OREGON STATE ADVANCE effect adoption, implementation, and

maintenance of collective actions transforming OSU’s symbolic and institutional milieus in STEM

units – policies, experienced climate, communicated culture, and systemic practices - to be

equitable, inclusive and socially just for diverse women in STEM?

Over five years, OREGON STATE ADVANCE program activities that robustly reached and engaged the 

priority population, that is tenured and administrative faculty with STEM positional influence and/or 

authority, were highly effective when compared to activities where participants were sparsely or weakly 

engaged. The ADVANCE Seminar, a 60-hour emersion experience that strongly engaged participants in 

identifying issues, planning, and acting to change the system at all levels, emerged as most effective for 

institutional transformation that advanced equity, inclusion, and social justice for diverse women in 

STEM. Within STEM units, robust adoption, implementation, and communication of policies and 

practices collectively determined to be equitable, inclusive, and socially just emerged as symbolic of 

effective transformation for the College. Sustained exposures to OREGON STATE ADVANCE, evaluated 

relative to the population dose, calculated as participants (within unit) reached and strength (intense 

and frequent) of activity delivered, contributed effectively to transforming symbolic and institutional 

milieus - policies, experienced climate and communicated culture, and systemic practices for STEM 
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organizational units. OREGON STATE ADVANCE activities that effectively sustained exposures and 

supported measurable, transformational outcomes beyond the Seminar included: all [Seminar] cohort 

gatherings, influencer dialogues, and the ADVANCE fellows program that expanded the program’s reach 

and effectiveness through institutionally funded and competitively awarded individual fellows’ projects.  

The following recommendations are made based on evaluation findings of OREGON STATE ADVANCE 

program activities most effective for catalyzing institutional transformation at one or more systemic 

dimensions. Program activities must be institutionally maintained, strategically and sustainably 

resourced if transformational goals for an equitable, inclusive and social justice academy are 

demonstrably valued. Recommendations include: 

1) Maintaining and expanding the reach of ADVANCE Seminar and all Seminar cohort gatherings

beyond STEM to include all current, and future, academic faculty, administrators, and

administrative units by design.

2) Institutionalizing an EIJ fellows program at the highest faculty administrative level as a Provost

ADVANCE EIJ Fellows program as a means to sustainably resource and reward individual faculty

EIJ efforts and outcomes.

3) Developing and evaluating a sustainability plan for the ADVANCE journal (proposed activity not

included in the program evaluation) with Oregon State University and NSF program input.

Institutional transformation is driven by individual and collective efforts of academic personnel, faculty 

populations that are ever changing at every level to change policies, systems, and environments to 

which people are positionally exposed.  Therefore, transforming the academic workplace to be diverse, 

equitable, inclusive and socially just requires the fluctuating collective to be working with awareness in 

solidarity action, as a civil society, to this shared commitment to institutional transformation. 

Maintenance and expansion of effective OREGON STATE ADVANCE activities is critical, including 

strategic planning and ongoing institutional evaluation of implemented strategies and priority outcomes 

at multiple levels. These minimally include measured and emergent efforts and indicators of meeting EIJ 

transformational goals in three objective categories: (1) recruitment, promotion, and advancement, (2) 

institutional climate, and (3) influencer awareness and action. 
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II. Program Description

Evaluation Implementation Process 

The first step in developing an evaluation plan was to create a change framework based on an 

explanatory theory. A “people and places” framework (Maibach, 2007) was adapted to illustrate the 

social ecological basis of systems of oppression theory and guide the reorganization of the sponsored 

program to plan for evaluation. The framework, which is color coded (see Figure 1) to illustrate the 

adaptation of an explanatory model to a change model, allowed hypothesizing change, targeting 

strategies, and attributing outcomes to factors of people and/or factors of the institutional place across 

systemic dimensions. 

Figure 1. OREGON STATE ADVANCE Framework for Transformation 

To explain and assess how changes occur and to what end, the adapted framework integrated two 

additional measurement models (not shown). Integration of the community readiness model (Edwards, 

2000) allowed for measurement of the STEM institutional communities’ initial stage of readiness for 

change in order to be able to evaluate the influence and impact of OREGON STATE ADVANCE on 

institutional transformation. Community readiness proposes that empowering and catalyzing changes 

that are community owned and systemic requires a similar stage of readiness to take action on an issue 

across all dimensions of change – in our case, three systems dimensions (i.e., Individual, Symbolic, 

Institution) and all six readiness dimensions (i.e., Knowledge of Issue, Current Efforts, Knowledge of 

Current Efforts, Leadership, Resources to Address Issue, Climate). The dimensions of change provide 

both target areas for action and measures of progress. The model also includes a mechanism for 

transforming qualitative data, such as activity artifacts content, into a numerical score. The mmunity 

readiness model employs a criterion referenced, 9-point scale of readiness ranging from 1-no 

awareness/tolerance (of the issue) to 9-community ownership/professionalism (to address the issue). 

The assessment tool enabled quantification of readiness and measurement of changes specific to 

Oregon State’s STEM community’s transformation in each dimension and overall (Appendix C). 

Adapted from Collins, 1990 Adapted from  
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Perhaps the biggest challenge was to operationalize concepts proposed as key elements of OREGON 

STATE ADVANCE program’s success, specifically that institutional changes resulting from the program 

were transformative - equitable, inclusive and socially just (EIJ) for diverse women in STEM. Application 

of a social justice lens (BCTF, 2010) with a focus on gender equity combined with community readiness 

model provided a guide for planning ADVANCE activities and evaluating strategies, outcomes, and long 

term impacts. Thus, sponsored activities meeting OREGON STATE ADVANCE program goals and 

objectives were evaluated as effective for catalyzing EIJ STEM institutional transformation across all 

system of oppression and readiness dimensions by STEM units and institutional communities relative to: 

 Individuals’ reported and observed knowledge, skills, attitudes, and behavioral changes in EIJ 

factors, i.e., access, agency, advocacy, and solidarity actions; 

 Colleges and institution (STEM collectives) experiential applications of EIJ operations, i.e. 

participatory democracy, transformative practices, civil society, and systemic change.  

 

Program Goal and Objectives 

The overarching goal of OREGON STATE ADVANCE was to serve as a catalyst for advancing the study and 

practice of EIJ for diverse women and others from historically underrepresented groups who are STEM 

faculty in the academy across three systemic levels of influence: individual (person), symbolic 

(climate/message), and institutional (system). The efforts of OREGON STATE ADVANCE to catalyze 

change, shift power relations and restructure institutional arrangements were guided by three 

categorical objectives to meet transformative outcomes directed to be equitable, inclusive and just:  

i. Recruitment and Promotion: Influence academic recruitment, retention, and promotion 

policies and practices to assure equitable, inclusive, and just (EIJ) STEM faculty advancement  

 To increase number of women in STEM that are EIJ recruited & promoted; 

ii. Institutional Climate: Contribute to an institutional climate that reflects a shared value for 

equity, inclusion, and justice (EIJ) 

 To demonstrate value for EIJ for women in STEM as central, normative components at 

all levels and practices; 

iii. Awareness and Action: Provoke faculty and administrators’ personal awareness of difference, 

power, and discrimination in the academy and actions that contribute to an equitable, 

inclusive, and just system 

 To demonstrate shared commitment and solidarity among all members of the academy 

for EIJ for women in STEM. 

 

III. Evaluation Logic Model, Design and Methodology 

Logic Model 

Because the various efforts and activities of OREGON STATE ADVANCE were planned to catalyze change, 

shift power relations and restructure institutional arrangements to meet three categorical objectives, 

and explained by multiple theories to meet transformative outcomes directed to be equitable, inclusive 

and just (EIJ), an implementation logic model was developed to map concepts, efforts, measures, and 

guide program evaluation. A logic model is a graphic depiction, a road map that presents the shared 

relationships among the resources, conceptual activities with built-in change strategies and immediate 

outputs, expected changes or outcomes over time, and impacts aligned with transformational goals for 

an implemented program. Simply, the model depicts the logical relationships between a program’s 

27



 

5 
 

activities and their intended effects in an implicit ‘if-then’ relationship among the program elements — 

if this activity occurs, then this outcome is expected. The OREGON STATE ADVANCE logic model 

(provided as Appendix A) was developed to illustrate the relationship between the delivered activities 

and expected outcomes, and to structure the design and methods for evaluation. OREGON STATE 

ADVANCE initially included an assortment of tactics proposed to enhance faculty success, such as 

holding mentoring workshops, reviewing policies and establishing practices related to hiring, promotion 

and tenure, child-care, dual careers, and engaging in other types of informational outreach to enhance 

faculty success. While these and other proposed mechanisms, such as the ADVANCE journal, are 

included in the model, OREGON STATE ADVANCE program’s theoretically-based, logically planned 

approach has evolved to be more strategic and substantive for targeting and transforming Oregon State 

Univerisity STEM. 

To reach and engage, and allow for efficacy evaluation of STEM faculty and administrators as partners in 

adoption, implementation, and maintenance of project goals for meeting objectives of OREGON STATE 

ADVANCE, four strategic activities were planned and implemented: (A1) ADVANCE Seminar  – primary 

STEM intervention activity and deliverable, along with three broader outreach and engagement 

activities, including (A2) Sponsored Events, (A3) Roadshows, and (A4) Influencer Dialogues. Each activity 

component of OREGON STATE ADVANCE was pedagogically designed to utilize strategic, experiential 

tactics to promote observable changes at one or more system level: person, symbolic, and institutional. 

Observable changes, expected outcomes of program activities and programming strategies that STEM 

participants experienced, were operationalized for measurement according to six community readiness 

dimensions (i.e., knowledge of issue, knowledge of efforts, current efforts, available resources, 

leadership, issue climate) and four social justice (i.e., access, agency, advocacy, solidarity actions) 

theoretical models as plotted in Table 1. 

Table 1. OREGON STATE ADVANCE Strategic Programming Tactics and Program Activities, System 

Level of Influence, and Theory-based Outcomes   

Strategic Tactic Program 
Activity 

System 
Level 

Community 
Readiness Dimension 

Social Justice 
Foci 

Informational  A1, A2, A3, A4 Person Knowledge of Issue; 
Knowledge of Efforts  

Access; Agency; 
Advocacy; 
Solidarity Actions  

Skill-building & 
behavioral  

A1, A2, A4 Person Efforts; Leadership 
(skills/behavioral 
intention-to-action) 

Access; Agency; 
Advocacy; 
Solidarity Actions 

Organizational 
marketing & 
messaging (public 
text, images, language 
communications)  

A1, A2, A3, A4 Symbolic 
 

Knowledge of Issue; 
Efforts; Knowledge of 
Efforts; Leadership; 
Resources; Climate 

Access; Agency; 
Advocacy; 
Solidarity Actions 

Policies, system, & 
(social, physical) 
environment (PSE) 

A1, A3, A4 Institutional Efforts; Leadership; 
Resources; Climate 

Access; Agency; 
Advocacy; 
Solidarity Actions 

KEY: A1-ADVANCE Seminar, A2-Sponsored Events, A3-Roadshows, A4-Influencer Dialogue 
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We mapped the evaluation framework and, based on early assessments of the outcomes of proposed 

activities when driven centrally by our project team, we adapted our program approach logic model to 

meet OREGON STATE ADVANCE proposed outcomes by operationalizing three innovative sponsored 

strategies as ADVANCE diffusion activities: Fellows, Non-STEM Adoptions, and Journal-Scholarship.  

Design and Methodology 

OREGON STATE ADVANCE utilized a concurrent triangulation mixed methods evaluation design 

(Creswell, 2009) to obtain and bring together the differing strengths and non-overlapping shortcomings 

of quantitative (large N, trends, generalization) and qualitative (small N, details, in depth) data to best 

understand the most effective activities for achieving program outcomes. Data were collected and 

analyzed separately, then depending on the evaluation question compared and/or combined with 

variable priority given to data types. For example, quantitative data (e.g. climate survey or toolkit) 

collection and analyses occurs at specified time points over the project cycle. At the same time, across 

the project cycle qualitative data (e.g. artifacts from program activities) were collected, coded and 

analyzed for emerging themes. Results were examined and integrated to interpret - confirm, cross-

validate or corroborate findings. Concurrent triangulation mixed methods evaluation design, shown in 

Figure 2, is useful in expanding the utility of quantitative data through collection of qualitative data. 

Quantitative and qualitative data sources used to understand and model the effectiveness of the 

OREGON STATE ADVANCE program are organized as follows and integrated for interpretation and 

conceptual modeling. 

 

Figure 2. Concurrent Triangulation Mixed Methods Evaluation 

QUAN 
Data Sources and Numerical 

Results 

- NSF Toolkit Program 
Performance Measures 
- OSU Climate Survey 

- STEM CR Scores 
- Population Dose  

 
 

→ 

Interpretation 
and  

Composite 
Evaluation  

 
 

← 

QUAL 
Data Sources and Thematic 

Findings 

- Activity Artifacts–Documents, 
Direct Observations, Polls 
- Interview Transcriptions 

- Post-event Feedback 
- Symbolic Environment Scans 

Note: CR=Community Readiness 

 

Formative and summative evaluation followed the RE-AIM evaluation method (RE-AIM, 2017) used in 

implementation science. The acronym reflects the evaluation components: Reach, Effectiveness, 

Adoption, Implementation, and Maintenance. The translatability and equity impact of NSF ADVANCE 

projects, or interventions, is best evaluated by examining all five of the following dimensions: 

 Reach into the target population 

 Effectiveness or efficacy of the project activities 

 Adoption by target settings, units and staff 

 Implementation consistency and cost of delivery of intervention 

 Maintenance of intervention effects in individuals and settings over time as symbolized in visible 

communications/messages 
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Reach and Efficacy are individual levels of impact. Adoption and Implementation are organizational 

levels of impact. Maintenance impacts occur at both individual and organizational levels. It is pertinent 

to evaluate all levels because each provides valuable independent information of intervention impact.  

The goal of RE-AIM is to encourage program planners, evaluators, readers of journal articles, funders, 

and policy-makers to pay more attention to essential program elements including external validity that 

can improve the sustainable adoption and implementation of effective, generalizable, evidence-based 

interventions. For each activity across the program timeline, activity reach, effectiveness, adoption, and 

implementation factors and outcomes were tracked and/or assessed for change indicators. Summative 

evaluation determined which activities were most effective in catalyzing change across levels of 

influence – individual (participant), symbolic, and institutional (STEM unit and intrainstitutional 

collective) 

III. Results 

Mixed methods analytic results and thematic findings suggest that the OREGON STATE ADVANCE 

program effectively catalyzed change at the individual, symbolic, and institutional levels to advance 

outcome objectives for recruitment and promotion, institutional climate, and awareness and action. 

Quantitative Data: Toolkit. Toolkit data reveal some progress toward the objective aimed at increasing 

the number and proportion of women STEM faculty (see Tables 2 and 3). 

Table 2. Percentage of Women in Tenure and Tenure-Track STEM Faculty Positions 2014-2018 

  2014 2015 2016 2017 2018 

Total 
   

  

STEM 23% (n= 673) 25% (n = 680) 27% (n = 685) 27% (n=680) 27% (n=677) 

CLA/SBS 47% (n= 77) 48% (n = 82) 49% (n = 81) 51% (n=84) 53% (n=77) 

College 
   

  

CAS 26% (n = 206) 26% (n = 216) 29% (n = 218) 30% (n=219) 30% (n=205) 

CEOAS 21% (n = 85) 23% (n = 78) 22% (n = 81) 22% (n=82) 23% (n=83) 

CoED 55% (n = 11) 55% (n = 11) 55% (n = 11) 67% (n=9) 56% (n=9) 

COE 16% (n = 173) 18% (n = 172) 20% (n = 175) 22% (n=175) 24% (n=192) 

COF 17% (n = 71) 18% (n = 71) 23% (n = 70) 21% (n=66) 20% (n=61) 

COS 31% (n = 127) 33% (n = 132) 34% (n = 130) 34% (n=129) 34% (n=127) 

KEY: College of Agricultural Science (CAS); College of Environmental, Oceanic, and Atmospheric 

Sciences (CEOAS); College of Education (CoED); College of Engineering (COE), College of Forestry 

(COF), College of Science (COS) and College of Liberal Arts-Social Behavioral Sciences (CLA/SBS) 

 

Table 3. Number and Percent Women Tenure-line Faculty by Rank in STEM and SBS. 

 Number Women Faculty by Rank  Percent Women Faculty by Rank 

STEM Assistant Associate Full Total Assistant Associate Full Total 

2014 (base) 47 44 65 156 31% 22% 21% 23% 

2015 (y2) 54 48 66 168 32% 23% 21% 25% 
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2016 (y3) 67 48 67 182 36% 25% 22% 27% 

2017 (y4) 67 48 69 184 37% 27% 22% 27% 

2018 (y5) 62 53 71 186 36% 28% 22% 27% 

SBS         

2014 (base) 13 13 10 36 46% 45% 50% 47% 

2015 (y2) 14 15 10 39 45% 52% 45% 48% 

2016 (y3) 14 16 10 40 48% 55% 43% 49% 

2017 (y4) 14 18 11 43 54% 58% 41% 51% 

2018 (y5) 11 19 11 41 73% 53% 42% 53% 

KEY: STEM = College of Agricultural Science (CAS), College of Environmental, Oceanic, and 
Atmospheric Sciences (CEOAS), College of Education (CoED)-Science & Math, College of Engineering 
(COE), College of Forestry (COF), College of Science (COS); SBS = College of Liberal Arts-Social 
Behavioral Sciences 

 

Quantitative Data: Reach/Dose. Evidence suggests that population dose (Cheadle, 2012) influences the 

strength of change. Population dose is a way to describe the relative impact of program strategies and 

to estimate the combined impact of multiple strategies that focus on the same outcome, in this case 

reported EIJ behaviors, symbolized climate or culture, and/or formalized policies and systemic practices. 

Dose is a combination of reach—the number of people touched by an activity or strategy, and strength 

—the degree to which those people change their actions relative to the intensity of exposure. Figure 3 

 

Figure 3. Seminar Population Dose Visualized by Unit - STEM Colleges and Central Administration 

 

Note: The figure above illustrates relative population dose (participants by unit in cohorts A1-2, B1-2, 
C1-2, D1-2) each summer (first through fourth years) of seminar delivery (Year 1 = A1 Jun & A2 Aug 
2015, Year e2 = B1 Jun & B2 Aug 2016, Year 3 = C1 Jun & C2 Aug 2017, Year 4 = D1 Jun & D2 Aug 2018). 
* * Includes Central Administrators and Deans, who are also counted within their individual units.  * No participants from this unit in this year 
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illustrates population dose by unit for each year (1-4) and cohort (A1-2 to D1-2) of summer seminar 

delivery. For example, in Seminars delivered Year 1, both College of Engineering (COE, n=7) and College 

of Agricultural Sciences (CAS, n=7) had 6-9 participants (reach) x 60 hours in seminar (intensity) versus 

both College of Forestry (COF, n=1) and College of Science (COS, n=1) who had only one participant 

each. Data support that Colleges with higher population dose early in ADVANCE program demonstrated 

more individual actions and collective impacts at a given time point (e.g. mid or endpoint) compared to 

those Colleges with low/no participation (exposure) in the seminar. Understanding the proportion of 

population exposed to an ADVANCE activity and the intensity of the exposure is relevant for explaining 

the impact of an ADVANCE activity on systemic change, and need for maintaining an impactful activity, 

such as the ADVANCE Seminar, beyond this NSF-sponsored implementation. 

Quantitative Data: Climate Survey. Results from the climate survey, presented in Figure 4, indicate 

some progress toward Oregon State’s ADVANCE goal of an institutional climate that reflects a shared 

value for equity, inclusion, and social justice, as well as opportunities for targeted diversity efforts. 

Figure 5 shows the change effects resulting from a comparison of the 2016 to 2018 climate survey in 

tenure-track STEM faculty responses as “Agree” or “Strongly Agree” to the selected items. 

Findings show strongest (>10) positive effects (greater agreement) for the following items:  “leadership 

is seen as building interconnections and inclusive alliances across differences” (institutional and college 

levels); “significant efforts to support and advance equity, inclusion, justice, civility, and cohesion” 

(institutional level); “opportunities to work in solidarity with others to improve diversity, equity, 

inclusion, and social justice” (institutional level); and “encouragement to develop diversity skills” 

(institutional and college levels). Positive modest (10 to >3) or small (3 to >1) effects were found for the 

items: “having adequate resources that support tenure, promotion and advancement” (institutional, 

college, and department levels); “feeling free to voice concerns and take action to promote changes” 

(college and department levels); and “ I have needed to work harder than others to access resources and 

support…” (institutional and college levels), which was a negative response item showing a modest (>-1 

to <-10) positive effect (fewer respondents agreed). Small negative effects (worse) over time (2016 to 

2018) emerged in two items: more 2018 respondents agreed “I have had to work harder than others to 

have my scholarly achievements recognized and evaluated as legitimate” (institution and department 

level) and fewer 2018 respondents agreed “significant efforts to support and advance equity, inclusion, 

justice, civility, and cohesion” (department level) but the effect size was small (3 to >1).  

Oregon State University Faculty Climate Survey (2014-2018) 

Due to instrumental differences between the 2014 climate survey and the 2016 and 2018 

questionnaires that included Oregon State ADVANCE items, a direct comparison of climate change by 

selected item over the project time period (2014 – 2018) reported by tenure track STEM faculty is not 

possible. However, we were able to look at trends in responses to similar categories of questions. For 

example, in examining the 2014 compared to 2016 climate survey responses, positive effects (improved 

climate) were observed in survey items related to institutional support for diversity initiatives (symbolic 

and otherwise), as well as fostering of diversity by leadership at the college level, and having an 

opportunity to participate in shaping diversity, equity, inclusion and social justice policy at the institution 

and college levels. Examining the direction of these item effects (change from 2014 to 2016) with the 

corresponding ADVANCE items included in 2016 and 2018 (effects explained above) indicates a 
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continued positive trend in support for EIJ and diversity work within the larger academic institution. 

During this time, Oregon State University’s Faculty Senate passed a policy to include a statement of 

Diversity, Equity, and Inclusion criteria for promotion and tenure review. Oregon State University’s 

Office of Institutional Diversity was formed and grew quickly, which gave “institutional-level” voice and 

visibility to EIJ. Still lagging are proximal (college and department) implementation (shared knowledge, 

resources, efforts, leadership) and impacts to measurably change the EIJ climate. When examined at the 

most proximal level of exposure, faculty day-to-day climate experiences are less favorable. Although 

climate survey responses related to performance evaluation and promotion were less positive in 2014 

(all tenure track faculty) compared to 2016 (tenure track STEM faculty), the 2018 survey responses 

(tenure track STEM faculty) showed a trend toward improvement albeit still a negative climate response 

for these items related to performance evaluation and promotion, which is a more proximal system 

operation.  

Figure 4. Strength and Direction of Change in Selected Indicators of Institutional Climate Reported by 

Tenure and Tenure-Track STEM Faculty between 2016 (n=144) and 2018 (n=223) 

 

Note: Change scores are shown by item (n=8) for three response levels (institutional, college, 
department) illustrating the direction (- | +)  and strength (difference between two population 
proportions) of change in agreement for ADVANCE items included in 2016 compared 2018 climate 

survey. “Agree/Strongly Agree” responses by tenure track STEM faculty were combined for reporting.  

 
Quantitative Data: Community Readiness Scores. Community readiness, defined as the degree to which 

a community is prepared to take action on a specific issue, can vary across dimensions of change, across 

and among different segments of the community, and is essential knowledge for effectively improving 

the issue context. That is, for strategies to effectively support community change they must be matched 
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to the stage of readiness score for the lowest dimension for a community collective or segment. 

Qualitative data collected during the implementation of OREGON STATE ADVANCE were coded into six a 

priori thematic dimensions (e.g., EIJ knowledge, current EIJ efforts, knowledge of EIJ efforts, current EIJ, 

EIJ leadership, EIJ climate), then transformed to a numerical score by applying the 9-stage, criterion-

anchored community readiness scale adapted to the OREGON STATE ADVANCE issue (EIJ), inclusive of 

diversity (DEIJ), according to model protocol. The OREGON STATE ADVANCE adaptation of the 

community readiness model anchored rating scale and scoring protocol is provided as Appendix C.  

Table 4 provides community readiness results by dimension and overall, transforming qualitative data 

collected from artifacts of Oregon State ADVANCE activities engaging all STEM units and occurring 

during program implementation to quantitative scores. Data include artifacts from seminar and 

associated activities (influencer dialogues, all cohort gatherings, etc.) beginning project year 1 (seminar 

cohorts A1 and A2) and  project year 5 (seminar cohorts D1 and D1). Evaluating community readiness  

Table 4. STEM Collective Change in Community Readiness to Take Action on EIJ Institutional 

Transformation 

Dimension Begin End Readiness Criterion 

Community Knowledge of DEIJ Efforts 4.8 6.1 Initiation 

Current DEIJ Efforts 5.0 6.0 Initiation 

Institutional Climate 5.5 6.3 Initiation 

Knowledge of DEIJ Issue 4.5 5.5 Preparation-Initiation 

Leadership 5.0 6.5 Initiation-Stabilization 

Current Resources Related to DEIJ Issue 5.2 6.4 Initiation 

Overall Community Readiness for DEIJ Institutional 
Transformation 

4.5 6.1 Initiation 

Note. 5 = Preparation - Active leaders begin planning DEIJ efforts in earnest. The community offers 
modest support of their efforts; 6 = Initiation - Enough information is available to justify/observe DEIJ 
efforts. Activities are underway; 7 = Stabilization - DEIJ activities are supported by administrators and/or 
community decision-makers. Staff are trained and experienced. 

is helpful for explaining progress toward institutional transformation that is specific to dimensions of 

change and emerges from ADVANCE program activities. Table 4 presents change in STEM institutional 

community readiness scores by dimension and overall, numerical values emerging from methodological 

process based on qualitative indicators of the collective’s readiness for ongoing adoption, 

implementation, and maintenance of effective - equitable, inclusive, and socially just - transformative 

changes.   

Qualitative Data: Activity Artifacts, Interview Transcripts, Feedback Surveys. Seminar participants use 

knowledge of the issue and of current efforts within their respective STEM units to develop action plans 

with actions specified in one or all of the dimensions of privilege/oppression. A content analysis of 

action plans revealed indicators of actions planned across five thematic categories, including Promotion 

and Tenure (most robust), Climate and Culture, Recruitment and Retention, Mentoring, and 

Diffusing/Disseminating Efforts. Transcripts of participants’ follow-up feedback surveys and interviews 

reporting action plan implementation factors were coded into thematic nodes. Coded indicators were 

qualitatively analyzed to determine strength and direction of progress and outcomes, which are 

presented in a table appended as Appendix B. 
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Qualitative Data: Symbolic Environment Scans. Online (website) environment scans were conducted for 

each STEM unit to uncover symbolic-level evidence (symbolic messages) of support for EIJ and diversity 

initiatives.  Web-based word searches using key terms (equity, inclusion, social justice, and/or diversity) 

were utilized to collect information from the home page of each college, within a college’s strategic 

plan, and a college’s mission-vision-values statement. College websites were also scanned for evidence 

of EIJ (and diversity) specific strategic plans, statements, metrics and mentions of/links to Oregon State 

ADVANCE. For example, ADVANCE mentions/links could be reference to a publication, presentation, or 

media communication on ADVANCE hosted on a unit’s website or direct links to Oregon State’s or NSF 

ADVANCE program itself.  EIJ and/or diversity symbolic evidence included indirect indicators, e.g., 

references to EIJ in a unit’s strategic plan that is not explicitly an EIJ strategic plan, and direct indicators, 

e.g., link to a unit’s EIJ plan, diversity statement, or diversity webpage on a unit’s home page or website. 

We determined that a direct or explicit EIJ indicator is stronger symbolic evidence of EIJ implementation 

within a unit, and therefore assigned greater weight to direct (+1) versus indirect (+0.5) counts. Within 

unit Indicators in the four following categories were counted as observed/accessed (+1) or not (-0-): 

Diversity Statement, EIJ Strategic Plan, EIJ/Diversity Metrics, ADVANCE mention/link.  

Table 5 illustrates the results of symbolic environment scans conducted in ADVANCE project year 5. For 

example, weighted evidence of EIJ indicators (direct and indirect word/link counts) on STEM unit’s 

Home Page ranged from 0 no symbolic indicators  (CEOAS) to >10 symbolic indicators (COS) (mean=2.5). 

Evidence of EIJ symbolized (direct and indirect words/links) was observed within Strategic Plans (range 1 

to >10, mean= 10), Mission-Vision-Values statements (range 1-5, mean=3), and Web-Linked 

publications/resources of all types (range 0 to 7, mean=3). Worth noting, two STEM units (CAS, COS) 

presented strong symbolic evidence of EIJ within Strategic Plans (21 and 18 word/link counts, 

respectively). These were also units with robust adoption of and participation in ADVANCE program 

activities by the time the evaluation was conducted. Conversely, CEOAS presented weak (not easily 

accessible) symbolic evidence (links or language) of EIJ on the unit’s Home Page but does mention 

diversity in its Strategic Plan and Mission-Vision-Values statement. Links providing direct access to EIJ 

publications/informational resources were lacking across all units, with only COF providing direct links to 

diversity information from its Home Page.  While most units included a diversity statement on the 

website, only one unit (COF) presented an EIJ strategic plan. Finally, most STEM units mentioned Oregon 

State ADVANCE and/or linked to the ADVANCE program webpage. 

Table 5. Symbolic Evidence of STEM Unit-College Equity, Inclusion, Social Justice (EIJ) and Diversity 

Unit Home Page Strategic Plan Mission-Vision-
Values 

Links to EIJ Info 

CAS     

CEOAS     

CLA     

COE     

COF     

COS     

Color Code: Weighted counts of words/links   >10       6-10       1-5       < 1- 0    
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Unit EIJ-Diversity Plan Diversity Statement Diversity Metrics ADVANCE 
Mentions/Links 

CAS     

CEOAS     

CLA     

COE     

COF     

COS     

Color Code: Observable evidence of informational resource    Yes        No 

Unit Key: CAS= College of Agricultural Sciences; CEOAS= College of Environmental, Oceanic and 
Atmospheric Sciences; CLA= College of Liberal Arts; COE= College of Engineering; COF= College of 
Forestry; COS= College of Science 
 

IV. Interpretation of Findings 
 

How did voluntary exposures to OREGON STATE ADVANCE contribute effectively to reached 
members’ readiness for institutional transformation that advances equity, inclusion, and social 

justice for diverse women in STEM?  
Voluntary exposures to OREGON STATE ADVANCE that were instrumentally supported, robustly 

adopted within STEM organizations, and implemented and maintained over time effectively 
contributed to participating faculty members’ increased readiness for institutional transformation that 

advances equity, inclusion, and social justice for diverse women in STEM. 
 

Over five years, OREGON STATE ADVANCE program activities that robustly reached and engaged the 

priority population, tenured and administrative faculty with STEM positional influence and/or authority, 

were highly effective when compared to activities in which participant reach and engagement was weak. 

The ADVANCE Seminar, a 60-hour emersion experience that strongly engaged participants in identifying 

issues, planning, and acting to change the system at all levels, emerged as the most individually 

“transformative” experience for increasing participants’ cognitive and behavioral readiness to address 

EIJ in STEM. Data supporting this evaluative interpretation are appended (see Appendix B and D). 

Participant readiness factors included individuals’ reported and observed knowledge of EIJ an EIJ efforts, 

skills, attitudes, and behavioral changes in EIJ factors, i.e., access, agency, advocacy, and solidarity 

actions. Even more, sustained exposures to OREGON STATE ADVANCE, evaluated relative to the 

population dose, calculated as individual participants (within unit) reached and strength (intense and 

frequent) of activity delivered, contributed effectively to individual-level transformational outcomes 

characterized as “Awareness and Action.” Participants displayed increased knowledge of EIJ as a STEM 

issue and of current efforts to address EIJ in STEM, perceived access to EIJ resources, agency choice and 

intention to work for EIJ change, EIJ advocacy skills, and solidarity action among STEM participant 

populations relative to the program “dose” over the five-year program cycle. That is, tenured and 

administrative faculty with STEM positional influence and/or authority who participated early in 

OREGON STATE ADVANCE program and remained engaged in strategic activities throughout the 

program cycle were empowered to put EIJ knowledge into action to influence institutional 

transformation within their STEM units compared to those who were less engaged.   
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Increased Community Readiness. Qualitative data, artifacts from ADVANCE program activities in which  

participants were individually and collectively engaged throughout the project, were coded and 

transformed into numerical scores to measure change in Oregon State’s STEM community readiness to 

advance equity, inclusion and social justice for intersectionally diverse women who are positioned as 

STEM faculty (by NSF definition). Changes in STEM participant readiness, measures which were 

anchored to descriptive conditions related to each stage of community readiness to take action on an 

issue, were interpreted comparatively between early and late program implementation. Participant 

readiness factors included individuals’ reported and observed knowledge of EIJ, knowledge of EIJ efforts, 

EIJ leadership (advocacy skills and behaviors), EIJ effort (agency intentions), EIJ resource (access), and EIJ 

climate (solidary actions) changes.  

Early Implementation. Initially, established on data collected during project implementation years 1 and 

2 (inclusive of seminar B1-2 cohorts), Oregon State STEM community’s overall readiness to advance EIJ 

emerged as Preplanning - 4 (4.5 + 0.4). Early readiness stages by dimension ranged from Preplanning for 

Knowledge of EIJ Issue (4.5) to Preparation for Knowledge of EIJ Efforts (4.8), Current EIJ Efforts (5.0), EIJ 

Leadership (5.0), EIJ Resources (5.2), and STEM Institutional Climate (5.5) as shown in Figure 6.  Initially, 

ADVANCE participants expressed concern for EIJ within STEM units and at Oregon State, the institution 

and academic workplace; many acknowledged that change is warranted to address  inequities at every 

level (departmental, college, institution) in tangible support, including leadership, resources, and current 

efforts within and across STEM organizations. Early ADVANCE participants indicated that the 

motivational climate, described as direction and intensity of efforts to enact EIJ changes within STEM 

organizational units, was minimally observable, unfocused and/or lacked specificity, and inadequately 

directed or resourced change at proximal and distal institutional levels (as shown in Figure 1).   

While early ADVANCE participants displayed individual readiness to act to advance EIJ in STEM, as 

evidenced in participants’ individual action plans, evaluation uncovered shared concerns among 

participants. Three thematic obstacles to institutional transformation emerged, including: (1) resources 

for supporting and sustaining EIJ work during and beyond the NSF-funded program; (2) identity politics 

climate and need for intersectional EIJ lens; and (3) individual efforts and leadership rather than 

institutional systems responsibility for EIJ STEM institutional transformation. Early ADVANCE participants 

proposed tactics for instrumentally planning and preparing to address EIJ issues in STEM institutional 

systems. The strategies early ADVANCE participants suggested aligned thematically with principles of 

social justice work, demonstrating the potential efficacy of ADVANCE program activities to catalyze EIJ 

institutional change, including:  

 Translate participatory democratic EIJ approaches and concepts into STEM policies and

practices;

 Develop civil societies through shared values, concepts, and operational definitions of EIJ;

 Provide transformative practices as a set of tools and techniques viewed effective and practical

solutions for addressing EIJ obstacles;

 Establish systemic changes and systematic data and evaluation to assess, integrate, report and

tangibly reward EIJ efforts, outcomes, and impacts at every STEM institutional level - faculty

within STEM units, among STEM units within colleges, and among all organizational and

administrative units at Oregon State University.
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Figure 6. Change (Δ) in STEM Institutional Readiness for EIJ by Dimension and Overall from Early (Year 

1-2) to Late ADVANCE Implementation (Year 3-5)  

 

Late Implementation. By ADVANCE program 5-year implementation endpoint, Oregon State STEM 

community’s overall readiness to advance EIJ emerged as Initiation - 6 (6.1 + 0.5), measurably 

progressing up one stage from early to late implementation, as did all dimensions ranging from 

Preparation for Knowledge of EIJ Issue (5.5) to Initiation for Knowledge of EIJ Efforts (6.1), Current EIJ 

Efforts (5.9), EIJ Resources (6.4), STEM Institutional Climate (6.4), and EIJ Leadership (6.5) as shown in 

Figure 6.  Notable progress in readiness emerged for dimensions reflecting participant-level changes in 

knowledge, skills, attitudes, and behaviors, specifically Knowledge of Issue (+1.0), Knowledge of Efforts 

(+1.25), and Leadership (+1.5), which also presented the widest range of scores (5.0-7.8) by unit (see 

Figure 7). Changes in community readiness by dimension were indicative of differences among early and 

late ADVANCE program participants reached through voluntary, direct engagement in OREGON STATE 

ADVANCE activities. Both early and late participants’  readiness factors included individuals’ reported 

and observed knowledge of EIJ, knowledge of EIJ efforts, EIJ leadership (advocacy skills and behaviors), 

EIJ effort (agency intentions), EIJ resource (access), and EIJ climate (solidary actions) changes. While late 

ADVANCE participants displayed individual readiness to act to advance EIJ in STEM, as evidenced in 

participants’ individual action plans, evaluation uncovered shared differences attributed to indirect 

exposures for late participants through tangible EIJ support and experiences of ADVANCE-informed 

leaders (early participants), new resources, current efforts, and institutional climate within STEM 

organizational adopters (units). Additionally, thematic evidence of institutional administrators 

individual-level readiness for EIJ institutional transformation emerged from queries of qualitative data 

from participant sources coded as “central administration” and “leadership.” Data aligned thematically 

with social justice action components, including: Participatory Democracy, specifically written policy 

statements in Oregon State’s Faculty Handbook, Systems Change, aligning changes to Promotion and 

Tenure (P&T) guidelines with Position Description (PD), Transformative Practices, tangibly recognizing 

and rewarding faculty EIJ and diversity work, and Civil Society, office of institutional diversity offerings of 

search advocacy, implicit bias, and other trainings. However, these findings represent readiness of high-

level adminsitrators who participated in ADVANCE activities over time, many of who are individual 

influencers that as the system evolves are no longer with the university. Thus, for institutional 

transformation to be sustainable, resilient, and EIJ, we propose that programs evaluated as effective for 

catalyzing EIJ changes at every level, like OREGON STATE ADVANCE, must be institutionalized.   

Early (Y1-2) 

Late (Y3-5) 

38



 

16 
 

 

How did adoption, implementation, and maintainance of OREGON STATE ADVANCE contribute 

effectively to transforming OSU’s symbolic and institutional milieus - policies, experienced climate and 

communicated culture, and systemic practices - to be equitable, inclusive and socially just for diverse 

women in STEM?  

Robust adoption within STEM units, i.e. population dose and diffusion, consistent implementation and 

tangible support of EIJ actions, and sustained exposure to OREGON STATE ADVANCE, particularly most 

impactful program activities to account for attrition and addition of STEM influencers, i.e. senior 

personnel, effectively contributed to transforming OSU’s symbolic and institutional milieus in STEM 

adopters, i.e. decisions, policies, experienced climate, communicated culture, and systemic practices 

emerged as more equitable, inclusive and socially just for diverse women in STEM. 

Robust adoption within STEM units, influenced by direct engagement of the participating unit 

population with intensely effective ADVANCE activities (population dose), e.g. Seminar participation, 

and diffusion within the unit to members of the unit population who had not participated in ADVANCE 

Seminar but were exposed to knowledge and actions of those who did, contributed to transforming 

symbolic and institutional environments in STEM. Additionally, consistent implementation and tangible 

support of EIJ actions within STEM units catalyzed readiness and promoted changes in dimensions of 

leadership, efforts and practices, resources, and climate that were experienced as more equitable, 

inclusive, and socially just for diverse women in STEM. Finally, sustained exposure to OREGON STATE 

ADVANCE to account for attrition and addition of STEM influencers, i.e. senior personnel, particularly 

the most impactful program activities (i.e., ADVANCE Seminar, All Cohort Gatherings, Influencer 

Dialogues), contributed to effectively transforming OSU’s symbolic and institutional milieus to be more 

gender EIJ within STEM adopters, i.e., College decisions, policies, experienced climate, communicated 

culture, and systemic practices. STEM colleges and the institution (STEM collective) experiential 

applications of EIJ operations, i.e. participatory democracy, transformative practices, civil society, and 

systemic change, operationally transformed symbolic and institutional milieus - policies, experienced 

climate and communicated culture, and systemic practices – to power ADVANCE outcome goals for 

Oregon State University. 

Within STEM units, robust adoption, implementation, and communication of policies and practices 

collectively determined to be EIJ emerged as symbolic of effective transformation for the College. 

Sustained exposures to OREGON STATE ADVANCE, evaluated relative to the population dose, calculated 

as participants (within unit) reached and strength (intense and frequent) of activity delivered, 

contributed effectively to transforming symbolic and institutional milieus - policies, experienced climate 

and communicated culture, and systemic practices for STEM organizational units. OREGON STATE 

ADVANCE activities that effectively sustained exposures and supported measurable, transformational 

outcomes beyond the Seminar, included: All [Seminar] Cohort Gatherings and Influencer Dialogues. The 

ADVANCE Fellows program, a diffusion of innovation activity that expanded the program’s reach 

through institutionally funded and competitively awarded individual ADVANCE Fellows’ projects, 

effectively empowered solidarity action addressing targeted EIJ issues within a fellow’s STEM unit. 
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Figure 7 illustrates ADVANCE program implementation impacts on overall community readiness to 

advance EIJ by STEM organizational units. Aside from Central Administration (+1.4; 5.3-6.7), which 

approached Stabilization-stage 7 (6.7) and included data from artifacts collected from participating 

central administrators and college deans, progress to Initiation-stage 6 emerged in most STEM units 

with observed increases in overall readiness to address EIJ from early to late in ADVANCE program from 

most to least progress for CLA (+1.6; 4.7-6.3), COE (+1.3; 4.9-6.2), COS (+1.0; 5.2-6.2), COF (+1.0; 5.0-

6.0), and CAS (+0.8; 5.7-6.5), respectively. CEOAS (+0.6), the STEM unit with the fewest Seminar 

participants late in implementation, observationally progressed in overall readiness from Preplanning-

stage 4 (4.4) to Preparation-stage 5 (5.0) from early to late in the OREGON STATE ADVANCE program.  

Figure 7. Mean Change in Overall Readiness for EIJ in STEM Units (Colleges) from Early (Year 1-2) to 

Late ADVANCE Implementation (Year 3-5) 

 

As presented in Appendix B, at the STEM organizational unit level, actionable policy and system practice 

themes emerged, specifically policy statements in PDs specifying equity, inclusion, and diversity efforts, 

creating equity, inclusion, and diversity committees to transform practices and produce actionable EIJ 

plans for unit systems, and embedding EIJ content in the unit’s faculty mentoring systems. Unit level 

policy and system changes, practices transformed by raised awareness resulting from robust ADVANCE 

seminar exposures to EIJ content and participation were observed, specifically EIJ changes to family 

leave, faculty hiring (PDs), advancement (P&T), academic efforts and outputs (e.g. course development, 

student recruitment, etc.), and assessment/communication of institutional climate/culture of EIJ within 

STEM organizational units.  

ADVANCE participation artifacts revealed that current efforts and leaders are motivated, i.e. intense and 

directed toward systemic changes that are EIJ, and resources increasingly visible, focused and detailed 

toward EIJ institutional transformation. ADVANCE program evaluation found transformative policies and 

system practices related to EIJ have been democratically institutionalized in participating STEM units, 

resulting in systemic change. We found the ADVANCE program effective in building solidarity in action, 

empowering individual participants’ knowledge and skills to be mobilized for collective impacts at the 

symbolic and institutional system levels, administered centrally and at the STEM organizational unit 

level - colleges eligible for ADVANCE program participation.  Nonetheless, areas emerged where current 

0
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efforts for EIJ institutional transformation are inadequately led or resourced at proximal and distal levels 

(see Figure 1), compromising sustainability and long term impacts of current and future EIJ efforts. 

ADVANCE program evaluation revealed three thematic concerns. First, issue awareness and actions that 

impact EIJ faculty recruitment/hiring (PDs) and retention/advancement (P&T) at Oregon State (academic 

institutional employer) are not knowledge, skills, and values shared in and among all academic 

organizational units. Evaluation revealed concerns that committee members not exposed to ADVANCE’s 

robust facilitated, collaborative learning-guided practice experience are unfamiliar with “new EIJ 

requirements in PDs” and unable to appropriately evaluate and reward faculty efforts and outputs in 

annual reviews and dossiers supporting P&T.   Secondly, the hierarchical nature of the academy (distal) 

and proximal academic institution’s culture and climate for EIJ emerged as concerning, a paradigmatic 

stability that impedes transformational shift and questions institutional readiness for EIJ in the academy 

and academic workplace. Thirdly, evaluation revealed a shared concern that EIJ efforts and outputs are 

individually enacted, communicated, and rewarded, and that individual faculty, staff, and students are 

inequitably burdened, recognized and rewarded by individuals administering and managing their work. 

Essentially, concerns that inequalities exist in the work of EIJ institutional transformation at Oregon 

State and require distribution/redistribution of resources to support and sustain individual and 

collective efforts enacted in solidarity to strategically advance EIJ and produce measurable outcomes 

and impacts. Three specific strategies emerged for addressing EIJ concerns in STEM and beyond, 

including: 

1. Train/utilize P&T advocates/peer reviewers to recognize, evaluate and reward STEM faculty’s EIJ 

efforts and outputs for faculty advancement;  

2. Shared governance system/operations (in contrast to the current “top down” experience and 

power dynamics/system operations);  

3. Institutionalize ADVANCE program activities experienced as transformational and evaluated as 

effective, in parts (e.g. journal, seminar, fellows, cohort, community-in-practice) or as a 

program, as an institution mechanism and means of equitably and sustainably building, growing, 

advancing, and institutionalizing EIJ - transforming Oregon State at all system levels: individual, 

symbolic, and institutional.   

Evaluating Maintenance and Sustainability Readiness.  To be successful, any effort toward making 

change within a community must begin with strategies appropriate to that community’s stage of 

readiness, which can be EIJ issue-specific, vary across different segments of the community and across 

dimensions of readiness (e.g. knowledge, resources, or leadership). Evaluating community readiness, 

considered essential knowledge for effectively addressing an issue, allowed the OREGON STATE 

ADVANCE team to tailor the intervention and/or program activities to the readiness of the community 

and/or community segment, i.e., STEM college. To determine readiness in STEM units , qualitative data, 

artifacts from participants in Years 1-2 (early) and 3-5 (late) activities, were coded by college and 

dimensions, triangulated across data sources, and transformed into numerical scores to evaluate STEM 

unit-level readiness. We determined that population dose and STEM community readiness were 

positively related. For example, two STEM colleges evaluated early and late in OREGON STATE ADVANCE 

program implementation differed in level of participation as well as stage of readiness, College of 

Agricultural Sciences (CAS) and College of Earth, Ocean, and Atmospheric Sciences (CEOAS) as shown in 

Figure 8. 
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Figure 8. Comparitive Readiness of College of Earth, Ocean, and Atmospheric Sciences (CEOAS) and 

College of Agricultural Sciences (CAS) Evaluated in Early (Years 1-2) and Late (Years 3-5) ADVANCE 

Implementation  

Early in ADVANCE, eleven CAS faculty participated in the ADVANCE Seminar, five of which considered 

administrators, either Deans, department heads, or center directors. In this CAS cohort, seven were full 

professors and four were associate professors. In addition to the Deans (n=2), five CAS sub-units 

participated: fisheries and wildfire (n=4), animal and range science (n=2), food science and technology 

(n=2), and crop and soil science (n=1). Late in the program, nine CAS faculty participated in the Seminar.  

Of those nine, six held administrative positions (Dean, department head, center director), seven full 

professors and two associate professors. Seven units besides the Dean’s office (n=1) were represented: 

animal and rangeland sciences (n=1), environmental and molecular toxicology (n=2), biological and 

ecological engineering (n=1), horticulture (n=1), crop and soil science (n=1), applied economics (n=1), 

and botany and plant pathology (n=1).  

Early in ADVANCE, five CEOAS faculty participated in the ADVANCE Seminar, two of which were 

considered administrators, either Deans, department heads, or center directors. All participants were 

full professors, and besides the Dean’s office (n=1), four CEOAS sub-units participated: geology and 

geophysics (n=1), geography, environmental science and marine resource management (n=1), marine 

resource management program (n=1), and ocean ecology and biogeochemistry (n=1). Late in the 

program, three CEOAS faculty participated in the Seminar. Of those three, two held administrative 

positons (Dean, department head, center director) as full professors. Two units besides the Dean’s office 

(n=1) were represented: geology and geophysics (n=1) and the Marine Studies Initiative (n=1). 

 CEOAS Early   CAS Early

 CEOAS Late    CAS Late
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Figure 9. Change in Readiness Across ADVANCE 5-Year Program Implementation by STEM Colleges 

As illustrated in Figure 9, stage of community readiness advanced in all STEM units in most all 

dimensions across the 5-year OREGON STATE ADVANCE program implementation.  In all Colleges, the 

most progress was observed for the Leadership dimension. Evaluation data were mined from available 

sources, including artifacts collected from ADVANCE program activities and action plans produced 

during the ADVANCE Seminar. However, some Seminar participants (early years 1-2) failed to provide 

action plans, which were an important source of qualitative data used to plan Seminar cohort gatherings 

and inform follow-up interviews and evaluation. Also noteworthy, early (year 1-2) in ADVANCE, fewer 

STEM administrative faculty, including Deans and department chairs, participated in the Seminar 

compared to later (year 3-5). The timing of administrators’ voluntary participation, a segment of the 

STEM college community population that participated in the Seminar, perhaps explains a large increase 

in EIJ readiness in some units. For example, early in ADVANCE, only one CLA administrative-level faculty, 

i.e., Dean participated in the Seminar, while in later three CLA administrators (Dean, school heads)

participated, providing actions plans from which readiness data were collected. Similarly, in CEOAS, a

STEM unit with low faculty population Seminar dose, no changes in stage of readiness over time in two

dimensions, EIJ Climate and Resources Related to EIJ, were observed.

V. Recommendations and Conclusions

The ADVANCE Seminar, All Seminar Cohort Gatherings, and Influencer Dialogues, were sponsored 

program activities found to be most effective for catalyzing measurable outcomes. Thus, internal 

evaluation concluded that ADVANCE activities most likely to influence EIJ STEM system changes should 

be maintained if EIJ institutional transformation is a goal of Oregon State University. Additionally, 

evaluation supported the value of diffusing ADVANCE innovations through sustained institutional efforts 

Change Effect Size 

 CLA    CEOAS    COS

 COF    COE  CAS
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and partnerships, specifically maintaining ADVANCE Fellows and co-hosting the ADVANCE Journal in 

inter-institutional collaboration.  

Recommendations 

The following recommendations are made based on evaluation findings of OREGON STATE ADVANCE 

program activities most effective for catalyzing institutional transformation at one or more systemic 

dimensions. Program activities must be institutionally maintained, strategically and sustainably 

resourced if transformational goals for an equitable, inclusive and socially just academy are 

demonstrably valued. Recommendations include: 

1) Maintain and expand the reach of ADVANCE Seminar and Seminar all-cohort gatherings beyond 

STEM to include all current, and future, academic faculty, administrators, and administrative units by 

design.  

The ADVANCE Seminar, delivered as a two-week (60 hour) intensive exposure revealed the largest 

impact overall, and was most effective in producing change when units (STEM colleges) participated 

robustly (more participants from the unit population) and consistently over time. Rigorous, change 

theory-based evaluation approach and mixed-methods design confirmed the importance of within unit 

population dose to solidarity actions leading to system change. Appendix D provides findings of an 

evaluation of the ADVANCE Seminar conducted at midpoint (Year 3) in the OREGON STATE ADVANCE 

program based on participant experiences and reported along two experiential aspects of the intensive 

activity. Although positively experienced and highly effective, the institutional community is 

everchanging, members leave and new members join at all administrative and faculty levels. If the 

academy, inclusive of all academic colleges, research centers, teaching institutes, and extension 

organizational units, identified as “STEM” or otherwise, is to be transformed to be an equitable, 

inclusive, and socially just academic workplace for the diversity of academics, professional and classified 

staff who serve Oregon State University’s land-grand mission, the ADVANCE Seminar must be 

institutionalized and sustainably resourced as a valued, ongoing commitment to EIJ institutional 

transformation. Informed by evaluation, commitment to the following procedures supports community 

readiness progression from preparation through initation to stabilization:  

i. Engage new top and mid-level administrators and unit leaders directors to introduce and invite 

them to become an active member of the ADVANCE institution, which is sustainably endowed.  

ii. Expand reach and access through ADVANCE train-the-trainer opportunities to mobilize academic 

faculty, at all levels in all organizational units who identify as “STEM” and otherwise, to adopt, 

plan, implement, maintain, and track ADVANCE Seminar within unit impacts, including resource 

allocations. 

iii. Integrate Seminar all-cohort gatherings with other EIJ engagement activities supported by Office 

of Institutitonal Diversity to keep solidarity relationships and transformational momentum 

toward EIJ institutional professionalism ongoing. 

iv. Establish and institute ongoing measurement and evaluation plan as an integral component of 

program implementation, institutional assessment, and strategic impact plans. Systematic 

planning for evaluation assures that the program is responsive and adaptive to changes as the 

academic institution transforms and Oregon State University evolves. 
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2) Institutionalizing an EIJ fellows program at the highest faculty administrative level as a Provost 

ADVANCE EIJ Fellows program as a means to sustainably resource and reward individual faculty EIJ 

efforts, outcomes, and impacts.      

Instituting a Provost’s ADVANCE EIJ Fellows program would recognize, link, and instrumentally support 

EIJ leadership and meritorious commitment of faculty in fellowship across campus through planned and 

timely EIJ work. OREGON STATE ADVANCE initiated a Fellows program, funded through negotiated 

return of a proportion of indirect funds for program investment, to resource individual ADVANCE 

Seminar participant’s commendable, planned EIJ actions and collaborations emerging from Seminar 

experiential discovery, shared learning, and transformative growth. 

3) Developing and evaluating a sustainability plan for the ADVANCE Journal with Oregon State 

University and NSF program input. 

The ADVANCE Journal was a proposed component of the NSF grant with a minimal budget of $10,000. 

Based on based on formative evaluation of initial and ongoing costs for editing and publishing an online 

journal, including online publication, faculty editorial/administrative and GA dedicated FTE conducted 

during year 3, the Journal was inadequately planned for sustainability. The ADVANCE Journal was 

identified as a “highly valued” component of OREGON STATE ADVANCE project, and according to the 

sponsor an “expected deliverable” of the NSF-sponsored OREGON STATE ADVANCE project as directed 

by external advisory council and NSF 3rd year site visit reports. Not fully implemented until year 5, the 

proposed journal was modeled as an OREGON STATE ADVANCE diffusion activity (see Appendix A) and 

not included in summative evaluation. However, the online ADVANCE Journal did emerge a symbolic 

evidence in the environmental scan conducted for internal evaluation and, if sustained would indicate a 

“high level of institution ownership” described as “detailed and sophisticated knowledge exists about 

DEIJ in STEM,” including prevalence, causes, consequences, and remedies. Effective data and evaluation 

guide new and sustained strategic DEIJ directions at every level. The ADVANCE Journal serves to diffuse 

and disseminate findings of ADVANCE programs on EIJ system change beyond Oregon State University, 

STEM, and NSF to diffuse innovations, raise awareness, inform policy decisions, and support effective 

actions to advance EIJ institutional systems and transform the academy. 

In conclusion, institutional transformation is driven by individual and collective efforts of academic 

personnel, faculty populations that are ever changing at every level to change policies, systems, and 

environments to which people are positionally exposed.  Therefore, transforming the academic 

workplace to be diverse, equitable, inclusive and socially just requires the fluctuating collective to be 

working with awareness in solidarity action, as a civil society, to this shared commitment to institutional 

transformation. Maintenance and expansion of effective OREGON STATE ADVANCE activities is critical, 

including strategic planning and ongoing institutional evaluation of implemented strategies and priority 

outcomes at multiple levels. These minimally include measured and emergent efforts and indicators of 

meeting EIJ transformational goals in three objective categories: (1) recruitment, promotion, and 

advancement, (2) institutional climate, and (3) influencer awareness and action. NSF-sponsored 

investment supported the development, implementation and evaluation of OREGON STATE ADVANCE 

activities. Quantitative and qualitative data were triangulated across sources and interpreted to build 

case for maintenance of impactful activities over time if impacts are to be sustainable and resilient to 

intra-institutional changes at all systems levels – individual, symbolic, and institutional over time. That is, 
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sustainable expansion and ownership of OREGON STATE ADVANCE requires an institutional 

commitment and instrumental investment to offset current and future costs of valued progam impacts, 

i.e. institutionalization of ADVANCE at Oregon State University. 
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Appendix A. Evaluation Logic Model, Design and Methodology 

INPUTS  ACTIVITIES & IMMEDIATE OUTPUTS  OUTCOMES  TRANSFORMATION 

OREGON STATE ADVANCE Program evaluated using RE-AIM (Reach – Effectiveness – Adoption – Implementation – Maintenance) 

Resources 
Strategic Activities Designed to Catalyze Change (∆) at 

System Dimensions 
Short and Mid-term Outcomes for 

System Dimensions 
Long-term Outcomes 

▪ ADVANCE senior
personnel,
students,
managers,
▪ Int/Ext advisory

committees
▪ Int/Ext

evaluators
▪ OSU leaders &

administrators
▪ STEM leaders &

administrators
▪ Faculty
▪ OSU resources
▪ NSF program

officers
▪ NSF grant

DIMENSIONS 

▪ Person (P)

Individuals

exposed to EIJ

theories

▪ Symbolic (S)

Messaging/

marketing of

EIJ ideology

▪ Institution (I)

EIJ policies,

practices, unit

contexts

ACTIVITIES (A) utilize [∆ Strategies (S)] 

A1 Seminar [S1, S2, S3, S4] 

A2 Sponsored Events [S1, S2, S3] 

A3 Roadshows [S1, S3, S4] 

A4 Influencer Dialogues [S1, S2, S3, S4] 

Strategies (S) 

S1 Information exposures to ∆ Perceived 
Access, Agency, Advocacy, Solidarity, 
Knowledge of Issue, Knowledge of Efforts 
S2 Skill/behavior development to ∆ Access, 
Agency, Advocacy, Solidary Actions, Efforts, 
Leadership 
S3 Messaging/marketing to ∆ Climate 
through EIJ symbolic lens 
S4 Institutional policies, systems, 
environments (PSE) to ∆ PSE through EIJ lens 

(1) Partnerships in solidarity for
(a) increased EIJ readiness, access,

agency, advocacy for women in STEM 
(b) application of EIJ to

existing/new resources & efforts for 
women in STEM 

(2) Raised awareness and visibility of
EIJ issues in workplace, communities
of support for women in STEM

(3) Demonstrated efficacy to
(a) promote EIJ policies &

practices in faculty & administrator
performance;

(b) support EIJ recruitment,
promotion, & advancement for 
women in STEM 

(1) Recruitment &
Promotion Increased
number of women in
STEM that are EIJ
recruited & promoted

(2) Institutional Climate
Shared value for EIJ for
women in STEM as
central, normative
components at all levels
and practices

(3) Awareness and Actions
Shared commitment &
solidarity among all
academy members for
EIJ for women in STEM

OREGON STATE ADVANCE Program ACTIVITIES & Objectives 

A1 SEMINAR A2 SPONSORED EVENT A3 ROADSHOW A4 INFLUENCER DIALOGUE 

A1 Experientially expose STEM 
participants… 

A2 Experientially expose community in 
partnership w/ EIJ stakeholders… 

A3 Experientially expose 
organizational units and disciplines… 

A4 Experientially expose 
institutional influencers… 

…to inform/educate, build skills, develop shared language, and plan actions to build diverse EIJ communities, culture and context in STEM 

Diffusion of Innovation Activities – ADVANCE Fellows   |   ADVANCE Non-STEM Adoptions   |   ADVANCE Journal - Scholarship 
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Appendix B. Emerging ADVANCE Implementation Indicators: Awareness to Action Thematic Objectives, Planned Actions, System Dimensions, 
and Documented Outcomes  

Awareness to 
Action Thematic 
Objective 

Planned Action System 
Dimension 

Implementation Outcome: Products, Current Efforts, New Resources   

Promotion and 
Tenure (RP) 

Policy for EIJ work in the P&T 
process (as part of workload) 

S, I - Revised PDs to include EIJ efforts as required (All) 
Included in P&T process EIJ efforts across teaching, research and service for 
faculty advancement (Some are working on this) 

 CLA modified form to include evaluation of EIJ efforts 
Division of Outreach & Engagement cites “ADVANCE accountability measures” in creating EIJ language for PDs 

Policy for P&T advocates (like 
search advocates) 

I (None) 

Policy for increasing weight of 
peer evaluations  

I - Formed committee to develop rubric to standardize/improve utility of peer 
evaluations (CAS) 

 CAS created committee to add value/weight to peer evaluations 

Policy for reducing weight of 
student evaluations  

I -Increase weight of peer evaluations (CAS) 

Increase transparency in  P&T 
Process 

P, S Documents created to assist and track process (CVM) 

 (None) I (ADMIN) Associate dean for faculty advancement hired 

Climate and 
Culture (IC) 

Assess department/unit climate 
and use data to prioritize change 
actions 

S, I - Administered survey for informing building name changes (CA) 
- Executed efforts to make space for EIJ dialogue (CAS, COF, COE) 
- Provided workshops/seminars using ADVANCE (or other) curriculum for new 
hires/students (CAS, COS CVM, COE)  
- Surveyed unit or institutional climate (CAS, COE, COF COS, CA, OSG, Admin-
O&E) 

Develop and instate EIJ vision, 
policy and implementation plan 

S, I - Reviewed, modified or created new policies to include EIJ (CAS, COS, OSG) 
- Formed diversity committee/workgroups (CAS, CAS, COF, CVM, OSG, O&E) 

-in Vision 2030 (CA)  
- In Strategic Plans/Mission Vision Values(Most) 
- Diversity Strategic Plan (COF) 
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Set policy to address accessibility 
issues 

I Installed or created gender neutral bathrooms (CAS, COS, COE), CEOAS assessed 
accessibility for “out of classroom” activities (e.g. in the field) 

Recruitment and 
Retention (RP) 

Add EIJ policy statements to PDs S, I Included EIJ statements in PDs (All) 

Make HR policies transparent to 
new/potential hires 

P, S Communicated paid family leave for halftime unclassified employees 

Build relationships within and 
across departments 

P, S COF, CAS, 

Increase equitable hiring 
practices to increase diversity in 
hires. 

I More equitable hiring practices/more diversity in hires (CAS, CLA, COE, COS) 
-Trained search advocates as chairs (Most) and at least one other member of
search committees (Some)
-SA from outside unit on committee (COE)
- Employed disruptive practice to diversify candidate pool (COE) at committee or
position announcement levels
-Hired Associate Dean for Faculty Advancement (COE)
-Assessed salary equity at unit level (COS)

Diversify students engaged in 
STEM. 

S, I - Changed application/review practices to diversify applicant pool to SURE
Science (COS)

Mentoring  
(RP, IC) 

Assess current &/or create 
practices/policies 

P, S - Required mentoring at department/unit level (CAS)
-Establish Mentor Program/Policy (COF, CAS, COS)

Formalize practices through 
policy  

I  COF, CAS, COE 

Create mentoring groups P, S Created mentoring workgroups (CAS, COE, COF) 

Increase access to, and 
availability of, Professional 
Development 

P, S 

(None) I Mentoring (COE/ADMIN) - Associate dean for faculty advancement hired 

Diffusing and 
Disseminating EIJ 
(AA, IC) 

Develop/deliver courses, 
workshops, working groups, 
centers, etc. 

P, S - Created new EIJ online learning course for new students (ADMIN)
- Included diversity as core value

 in Vision 2030 (ADMIN)

 In Strategic Plans/Mission Vision Values(Most)

 DEI Strategic Plan (COF)
- Provided workshops on EIJ using ADV (or other) curriculum for new
hires/students (CAS, CVM, COE, CLA, COS, CEOAS)
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- Created curriculum on Diversity and Social Justice in STEM (CAS, COS)  
- Published “Salmon Paper” (CAS) 
- Hired Associate Director of EID to raise unit awareness/increase efforts (O&E) 
-Engaged Kardia group (COE)to offer workshops/seminars 

Focus on/toward specific 
majors/fields 

P, S - Asked faculty to adopt/include an EIJ statement in all syllabi (CAS) 
- Increased resources around EIJ work (i.e., VIA CARDI, RED, TECHAID) and 
“change agents” (n=25) embedded in unit (COE) 

Key: Objectives = RP (Recruitment and Promotion), IC (Institutional Climate), AA (Awareness and Action); EIJ (Diversity, Equity, Inclusion, and Social 
Justice); System Dimensions = P (Person/Individual), S (Symbolic), I (Institutional);Units: CAS, College of Agriculture; COS: College of Science, CA: 
Central Admin; COF: College of Forestry; COE: College of Engineering; CLA: College of Liberal Arts; CVM: College of Vet. Med.; OSG: Oregon Sea 
Grant; O&E: Outreach and Engagement; Other: SA= Search Advocate 

Note: P = Person/Individual, S = Symbolic, I = Institutional Dimensions; RP = Recruitment and Promotion, IC = Institutional Climate, AA = 

Awareness and Action Objectives 

  

50



28 

Appendix C. OREGON STATE ADVANCE-adapted Anchored Rating Scale and Scoring Methods 

1) No Awareness. The issue of DEIJ in STEM is not generally recognized by the community or leaders as a

problem (or it may truly not be an issue).

2) Denial/Resistance. At least some community members recognize that DEIJ is a broad concern for

STEM, but there is little recognition that it might be occurring locally (within STEM units).

3) Vague Awareness. Most feel that there is a local or within STEM unit concern for DEIJ, but there is no

immediate motivation to do anything about it.

4) Preplanning. There is clear recognition that something must be done about DEIJ, and there may even

be a group addressing it. However, STEM efforts are not focused or detailed.

5) Preparation. Active leaders begin planning DEIJ efforts in earnest. The STEM community offers modest

support of their efforts.

6) Initiation. Enough information is available to justify/observe STEM DEIJ efforts. Activities are

underway within/across STEM.

7) Stabilization. DEIJ activities are supported by administrators and/or STEM community decision-

makers. STEM staff are trained and experienced.

8) Confirmation/Expansion. DEIJ efforts are in place - stable and sustainable. STEM community members

feel comfortable using DEIJ services, and they support expansions. Multi-level data (institutional,

college, department) and program evaluations are regularly obtained.

9) High Level of Community Ownership. Detailed and sophisticated knowledge exists about DEIJ in STEM,

including prevalence, causes, and consequences. Effective evaluation and data guide new DEIJ

directions at every level.

Scoring Methods 

Two individuals, internal evaluators familiar with the CRM, the issue, and ADVANCE data sources, participated 

in the scoring process in order to ensure valid results on this type of qualitative data.  

 Working independently, both evaluators read through the qualitative data from all sources, coded and

queried by dimension, in its entirety before scoring in order to get a general feeling and impression

from the content.

 Again, working independently, each evaluator applied the issue-adapted anchored rating scale for the

dimension being scored. Starting with the first anchored rating statement, for example the, “…issue of

DEIJ in STEM is not generally recognized by the community or leaders as a problem,” go through data

for each dimension separately and organize indicator statements according to the goodness-of-fit with

the anchored rating statement progression. If the indicator exceeds the first statement, proceed to

the next statement and so on until all indicators are organized by agreement with an anchored rating

statement.

 In order to receive a score at a certain stage, all previous levels must have been met up to and

including the statement which the scorer believes best reflects what is emerging in the data. In other

words, community data could not be scored at stage 7 (stabilization) and not have fully achieved what

is reflected in the statements for stages 1 through 6.
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 On a CRM scoring sheet, each evaluator input their independent scores in the table labeled

INDIVIDUAL SCORES using the scores for each dimension. The process is repeated for each STEM unit

using data queried by unit and dimension.

 When the independent scoring was complete, the two evaluators met to discuss assigned scores.

Evaluators worked to reach consensus on the scores by discussing data indicators or statements that

might have been missed or misinterpreted by one or both evaluators, and which may affect the

combined or final score assigned. Note: Because different people can have slightly different

impressions, it is important for data to drive explanation for the decisions made. Once consensus was

reached, the COMBINED SCORES table was filled in on the scoring sheet for the respective CRM

dimension and STEM unit. We added across each row to yield a total for each dimension.

 To find the CALCULATED SCORES for each dimension, the combined scores for each dimension were

totaled and divided by the number of STEM units. For example: If two evaluators had the following

combined scores for Dimension A (Knowledge of Issue) for the STEM units #1-#6 (see table), the

TOTAL Dimension A 26.75 ÷ 6 STEM units = 4.46.

Dimension STEM #1 STEM #2 STEM #3 STEM #4 STEM #5 STEM #6 Total Score 

A 3.5 5.0 4.25 4.75 5.5 3.75 26.75 4.46 

B 5.0 xx xx xx xx xx Xxx 5.67 

C 4.25 xx xx xx xx xx Xxx 2.54 

D 4.75 xx xx xx xx xx Xxx 3.29 

E 5.5 xx xx xx xx xx Xxx 6.43 

F 3.75 xx xx xx xx xx Xxx 4.07 

Overall 4.46 4.41 

Evaluators repeated for all dimensions, and then totaled and calculated the scores. 

 To find the overall stage of readiness for the STEM unit, all calculated dimension scores for the unit

were totaled and divided by the number of dimensions (6). For example: STEM #1 Dimension A: 3.5 +

Dimension B: 5.0 + Dimension C: 4.25 + Dimension D: 4.75 + Dimension E: 5.5 + Dimension F: 3.75 =

26.75. Divide 26.74 ÷ 6 Dimensions = 4.46, the resulting score for the OVERALL STAGE OF READINESS

of the STEM #1 unit/college community.

 To find the overall stage of readiness for the STEM community, take the total of all calculated scores

and divide by the number of dimensions (6). For example: Dimension A: 4.46 + Dimension B: 5.67 +

Dimension C: 2.54 + Dimension D: 3.29 + Dimension E: 6.43 + Dimension F: 4.07 = 26.46. Divide 26.46

÷ 6 Dimensions = 4.41, the resulting score for the OVERALL STAGE OF READINESS of the STEM

institutional community.

Calculated scores correspond with the stage numbers (1-9) and were “rounded down” rather than up for 

directing stage-matched strategies and determining community readiness. For example, a score between a 1.0 

and a 1.99 would theoretically be considered as stage one (no awareness). In the above example, the average 

4.41 OVERALL STAGE OF STEM Institutional READINESS would be rounded to 4 and determined as the fourth 

stage (preplanning). However, an average 4.5-4.9 would be systematically determined as spanning fourth-fifth 

readiness stages (preplanning-preparation) by our scoring methods. 
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Examples of ADVANCE-informed, EIJ-adapted Strategic Actions Tailored to CRM Recommended Strategies 

Matched to Readiness Stage. 

STEM Initiation.  Enough information is available to justify/observe STEM DEIJ efforts. Activities are underway 

within/across STEM.  

Recommended Actions: Increasing Participation and Membership, Enhancing Cultural Competence, 

Advocating for Change, Influencing Policy Development and Tools, Systems Advocacy and Community 

Organizing: Coalition, Strategic and Action Plan, Developing and Staffing an Organizational Structure for the 

Initiative, Designing and Providing Training and Technical Assistance, Orienting Ideas in Leadership, Developing 

a Plan for Building Leadership/Learning to Lead, Core Functions in Leadership, Learning How to be a 

Community Leader, Building and Sustaining Commitment, Analyzing Community Problems and Solutions, 

Putting Your Solution into Practice, Getting Grants and Financial Resources, Developing a Plan for Financial 

Sustainability, Marketing of Successful Components of the Initiative, Promoting Awareness and Interest 

Through Communication 

STEM Stabilization.  DEIJ activities are supported by administrators and/or STEM community decision-makers. 

STEM staff are trained and experienced. 

Recommended Actions: Increasing Participation and Membership (Sustainable Tools/Programming), 

Influencing Policy Development Toolkit: Evaluating Program (Policy/System) Outcomes/Impacts, 

Providing/Delivering Training and Technical Assistance, Providing Information and Enhancing Skills, Training 

for Conflict Resolution, Developing a Speaker's Bureau, Support, Incentives, and Resources, Creating and 

Facilitating Peer Support Groups, Improving Services, Promoting Coordination, Cooperative Agreements, and 

Collaborative Agreements Among Agencies, Changing the Physical and Social Environment, Transforming 

Conflicts in Diverse Communities, Changing the Public’s Perspective on EIJ Issues 
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Appendix D. Seminar Impact Evaluation 

At the request of the internal advisory committee (IAC) the evaluation team conducted a qualitative analysis 

of seminar participants’ perception of the Seminar; in particular seminar duration and format. Narrative data 

from action plans, seminar evaluations, and follow-up interview transcripts were coded to these two 

categories. Emergent themes were identified.  

Seminar Duration 

Many participants reflected positively on the duration of the seminar and considered it a “Transformative 

Experience”. Participants found that the two-week duration allowed for in-depth discussions, intensive 

reflection, and rapport-building group work. Furthermore, many found this time for creation and planning of 

action plans extremely helpful. Participants commented on how the cohort model has allowed for 

relationships to develop and trust to build among the group. Shared experience amongst the cohorts has led 

to making valuable connections and the building of relationships with colleagues across campus, many of 

whom they may not have interacted with otherwise. 

Participants also offered their suggestions for areas where they found the duration of the seminar had room 

for improvement.  A common theme for seminar participants was the need for more frequent (but of shorter 

duration) breaks. Bonus points if these breaks included physical movement.  The two week duration was 

found to be a barrier to some, especially in terms of its negative affect on their own work. A few suggested 

this might be remedied by offering breaks specific to addressing their own work or by a reduction in seminar 

length; examples included changing to a one week format or shorter work day (half day or 8-3). It was also 

suggested that abbreviated additional sessions might be useful to engage broader audiences (e.g., those who 

cannot do the full 2 weeks) and increase exposure. One example of this would be a reoccurring, regularly 

offered series (ala Search Advocate trainings).  

Seminar Format 

Participants commented positively on the seminars broad scope, variety, and level of detail. They especially 

found the group work and the role-playing activities enlightening and productive to their learning and 

retention of seminar materials. Furthermore, they felt that the depth of learning was aided in part by the 

addition of personal stories and well-designed exercises that included interpersonal interactions.  

Suggestions for improvement in seminar materials included the reduction of duplicated or overlapping 

content, the addition of practical applications (e.g. “real life” examples/case studies, especially those local to 

Oregon State University), additional in-depth discussion time, and interactive sessions. Suggestions, in terms 

of long-term program sustainability and ongoing learning opportunities, were offered in the form of refresher 

courses and the creation of a central repository for reference material.  

“The seminar was transformative for me….I think we are really transforming our college!” 

“Two weeks seemed like a long time at first but, I appreciate that it took so long to develop trust in the 

group.” 

“I appreciated the variety of interactions, discussions, and listening…and depth of information and 
resources.” 
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Participants were also appreciative of the climate of the seminar, finding it a “very open and accepting” space, 

where they felt free to ask questions and openly discuss ideas and opinions. In order to keep and sustain this 

positive climate momentum, participants recommended follow-up trainings, that include community building 

and knowledge transfer activities, as well as regular reminders of how inequities and bias can disadvantage 

individuals, especially in the context of an academic institution.  

The use of action plans had an immediate and strong impact on many units.  Action Plans were utilized as 

blueprints for doing this work within the individual participant’s units.  This work was further aided by the 

cohort model, which had a positive effect on extended engagement after the seminar’s conclusion.  

 

 

 

 

 

 

“I do believe in the immersive experience being of value….there was clearly a comfort level that 

happened after people spent the first week together….the second week there were so many things said 

that wouldn’t have been said the first week.” 
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APPENDIX C: ADVANCE Journal Special Edition Call for Papers 

Special Issue of the ADVANCE Journal Call for Papers: Collaborations, Collisions, and Connections 

The ADVANCE Journal announces a call for a special issue in honor of the 20th anniversary of the National Science 
Foundation’s ADVANCE program. The goal of ADVANCE “is to increase the representation and advancement of 
women in academic science and engineering careers, thereby contributing to the development of a more diverse 
science and engineering workforce.”  

The theme for the special issue is Collaborations, Collisions, and Connections. We are interested in the 
successes and failures of institutional transformation projects, the challenges and dilemmas of working across 
disciplines and social differences to transform academic STEM, and the scholarly research and personal 
narratives of institutional change projects. 

Central issue and goal: This 20th anniversary edition on institutional transformation in academic STEM fields aims 
to raise new questions and develop critical approaches to understanding the collaborative and sometimes 
collisional practices employed across disciplines and social difference. We seek innovative scholarship, broadly 
defined, from critical, theoretical, artistic, and/or empirical approaches that explores the successes, failures, and 
challenges of using the social and behavioral sciences, humanities, area studies, and theories, methods, and 
practices in institutional transformation interventions (the recruitment, retention, promotion, and advancement 
of women and other historically marginalized faculty in academic STEM fields).   Questions shaping this focus on 
the challenges and possibilities of multi-, inter-, and transdisciplinary work toward institutional transformation 
include, but are not limited to: What happens when we bring feminist, critical race, and queer approaches to 
bear on this work? How do theories of systems of oppression and intersectionality enrich our approaches to 
institutional transformation? What has been done well? What has not? What did we learn from this that might 
enrich our lives and our institutions going forward? 

Rationale: Achieving workplace equity, the goal of institutional transformation projects, is one example of a 
problem requiring solutions from many different epistemological, methodological and theoretical positions. In 
particular, institutional transformation necessitates an examination of higher education as an institution within 
intersecting systems of sexism, racism, classism, heterosexism, ableism, and ageism that reproduce and maintain 
hierarchies based on gender, race, sexual identity, and other forms of social difference. This special issue 
specifically seeks to examine collaborative processes from multiple viewpoints, with a focus on projects that 
require communication among researchers who differ in their epistemological, methodological and and/or 
theoretical orientations toward research and knowledge construction. After 20 years, the NSF-funded ADVANCE 
initiative provides one example of a laboratory and field site within which to examine best practices for 
institutional transformation.  However, papers focused around other collaborations, collisions, and connections 
within and across various epistemological, methodological and and/or theoretical stances that address equity in 
STEM fields are encouraged. Possible issues that inspire meaningful analysis and action may include: 

• What are the epistemological, methodological, and/or practical contributions from non-STEM disciplines to a
program that focuses primarily on achieving equity in STEM fields? What are the challenges associated with
these contributions? What are the needs and gaps? What are the best practices to address these challenges?
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• How does the structure of institutions, disciplines, and the academy drive and impede collaborations across
disciplines? How can we enhance such collaboration to achieve equity?

• How do issues of difference, power, and privilege within interlocking systems of oppression emerge and shape
efforts toward institutional transformation?

• How do institutional transformation projects understand and utilize intersectionality across disciplines? How
have practitioners in STEM fields in particular adjusted to these analytic tools?

• What strategies can raise the profile of non-STEM disciplines and their role in projects for institutional
transformation?

• What are the different experiences of personnel in STEM compared to non-STEM fields, who have led and
supported institutional transformation processes? What motivates non-STEM faculty to contribute and what
impedes their participation? What are the personal costs and benefits?

• What collaborative practices are involved in order to maintain programs and initiatives after grant funding for
institutional transformation projects ends?

• How do we create space for truth-telling about the struggles, difficulties, and failures of collaborative efforts
toward institutional transformation? What are the low points? What didn’t work? What happened when things
fell apart? What were the struggles to work across disciplines and across differences of gender, race, sexuality,
ability, age and rank and position in the university?

• How do specifically feminist, queer, and critical race perspectives inform institutional transformation projects?
• What are the roles and responsibilities of administrators and faculty during and after transformation projects?

In what sense are they complementary and when do they compete in terms of objectives and goals sought?
• What is the impact upon the careers of women in STEM who are heavily involved in institutional transformation?

Is it positive, negative, or does it open of other options?
• What is and should be the role of men STEM faculty and administrators in ADVANCE and/or other institutional

transformation projects during and after the grant funding ends?
• What is and should be the relationship between ADVANCE and the new Sea Change initiative that is modeled on

Athena SWAN?
• What have we learned about how institutional transformation happens across 20 years?

Instructions for authors:

The ADVANCE Journal invites submissions from a variety of perspectives that reflect the journal’s mission to
create a forum for conversations about institutional transformation.

Each submission should be original and not under review elsewhere. We welcome the following:

• Scholarly research articles (empirical, theoretical, and/or conceptual)

• Program evaluation and/or assessment reports

• Critical review of literature and resources

• Creative works, such as visual art, poetry, photography, or original short theatre scripts, used in institutional
transformation projects with explanatory text

• Historical approaches pertinent to building a diverse and inclusive academy

• Reflective personal narratives about participation in institutional transformation
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• Letters to the editor/Article responses from readers

• Other suggestions are welcome

All manuscripts should speak to structural and institutional transformation, specifically addressing the
intersections of gender and STEM fields with other forms of social difference. Manuscripts may or may not be
the product of ADVANCE projects, but they must address the outcomes of ADVANCE (institutional
transformation toward the representation and advancement of women in academic STEM careers; the
development of innovative and sustainable ways to promote gender equity in the STEM academic workforce;
and contributions to the research knowledge base about the intersections of gender and other social identities
within STEM academic careers).

Deadline for submissions: March 31, 2021

To submit: https://www.advancejournal.org/for-authors

Guest editors: Dr. Kasi Jackson, West Virginia University, and Dr. Kelly Mack, American Association of Colleges
and Universities

Editors: Dr. Susan M. Shaw and Dr. Janet Lee, Oregon State University
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APPENDIX D: Syllabus for Course proposed and delivered by Faculty 
Fellow Dr. Vrushali Bokil 

MTH 607:Seminar: Building Diverse, Inclusive, Respectful and 
Welcoming Mathematical Communities (1 cr. Offered Fall 2019 and Winter 2020) 

Course Description & Content: This is a seminar for graduate students in Mathematics at Oregon State University 
that is based on the Oregon State ADVANCE seminar . The recent findings and recommendations of the National 
Academies of Science, Engineering and Medicine in Sexual Harassment of Women: Climate, Culture, and 
Consequences in Academic Sciences, Engineering, and Medicine (2018) , from the National Academies Press, 
suggest that a strong and diverse leadership is needed to facilitate change at the highest levels of academic 
institutions that enable: 

o increased representation of women and underrepresented minorities in academic sciences, engineering and
medicine, and

o removal of barriers for their success.

Week 1: Social Identities and Allyship
Week 2: Power and Oppression
Week 3: MLK Day Holiday
Week 4: Implicit Bias and Privilege
Week 5: Fragility
Week 6: Intersectionality
Week 7: Stereotype Threat and Rejection Sensitivity
Week 8: Microaggressions and Sexual Harassment
Week 9: Navigating Heteronormativity in the Sciences
Week 10: Moving to Action: Creating action plans and writing a Diversity Statement

Complete syllabi at: ADVANCE Seminar for grads (MTH607)
http://sites.science.oregonstate.edu/~bokilv/MTH607W20/
http://sites.science.oregonstate.edu/~bokilv/MTH607W19/
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Number Women Faculty by Rank Percent Women Faculty by Rank 
STEM Assistant Associate Full Total Assistant Associate Full Total 
2014 (base) 47 44 65 156 31% 22% 21% 23% 
2015 (y2) 54 48 66 168 32% 23% 21% 25% 
2016 (y3) 67 48 67 182 36% 25% 22% 27% 
2017 (y4) 67 48 69 184 37% 27% 22% 27% 
2018 (y5) 62 53 71 186 36% 28% 22% 27% 
2019 (y6) 55 60 78 193 37% 31% 24% 29% 
SBS 
2014 (base) 13 13 10 36 46% 45% 50% 47% 
2015 (y2) 14 15 10 39 45% 52% 45% 48% 
2016 (y3) 14 16 10 40 48% 55% 43% 49% 
2017 (y4) 14 18 11 43 54% 58% 41% 51% 
2018 (y5) 11 19 11 41 73% 53% 42% 53% 
2019 (y6) 10 18 11 39 77% 51% 37% 50% 

Key: STEM = College of Agricultural Science (CAS), College of Environmental, Oceanic, and 
Atmospheric Sciences (CEOAS), College of Education (CoED)-Science & Math, College of Engineering 
(COE), College of Forestry (COF), College of Science (COS); SBS = College of Liberal Arts-Social 
Behavioral Sciences 

2014 2015 2016 2017 2018 2019 
Total 

STEM 23% (n= 673) 25% (n = 680) 27% (n = 685) 27% (n=680) 27% (n=677) 29% (n=671) 
CLA/SBS 47% (n= 77) 48% (n = 82) 49% (n = 81) 51% (n=84) 53% (n=77) 50% (n=78) 

College 

CAS 26% (n = 206) 26% (n = 216) 29% (n = 218) 30% (n=219) 30% (n=205) 32% (n=204) 
CEOAS 21% (n = 85) 23% (n = 78) 22% (n = 81) 22% (n=82) 23% (n=83) 27% (n=83) 
CoED 55% (n = 11) 55% (n = 11) 55% (n = 11) 67% (n=9) 56% (n=9) 50% (n=8) 
COE 16% (n = 173) 18% (n = 172) 20% (n = 175) 22% (n=175) 24% (n=192) 25% (n=197) 
COF 17% (n = 71) 18% (n = 71) 23% (n = 70) 21% (n=66) 20% (n=61) 20% (n=60) 
COS 31% (n = 127) 33% (n = 132) 34% (n = 130) 34% (n=129) 34% (n=127) 35% (n=119) 

Key: College of Agricultural Science (CAS); College of Environmental, Oceanic, and Atmospheric 
Sciences (CEOAS); College of Education (CoED); College of Engineering (COE), College of Forestry 
(COF), College of Science (COS) and College of Liberal Arts-Social Behavioral Sciences (CLA/SBS) 

Table 2. Number and Percent Women Tenure-line Faculty by Rank in STEM and SBS. 

APPENDIX E: TREND DATA 

Table 1. Percentage of Women in Tenure and Tenure-Track STEM Faculty Positions 2014-2019 
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APPENDIX F: NSF Tool Kit Data [Full Report from Institutional Research] 
NSF ADVANCE TABLES 

Table 1. Number and Percent of Women Tenured and Tenure Track Faculty in Science/Engineering/Mathematics and
Social and Behavioral Sciences by Rank and Department

Full Associate Assistant Full Associate Assistant Full Associate Assistant
Agricultural Sciences 24 22 18 66 41 31 27% 35% 37%
Agricultural Education and Agricultural Sciences 0 1 1 0 1 1 50% 50%
Animal and Rangeland Sciences 2 3 1 3 6 5 40% 33% 17%
Applied Economics 2 1 1 8 2 3 20% 33% 25%
Biological & Ecological Engineering* 2 0 0 4 2 2 33% 0% 0%
Botany and Plant Pathology 1 3 3 14 1 4 7% 75% 43%
Crop and Soil Science 3 3 4 13 8 4 19% 27% 50%
Environmental and Molecular Toxicology 4 2 1 5 1 0 44% 67% 100%
Fisheries and Wildlife 2 4 2 8 7 4 20% 36% 33%
Food Science and Technology 3 3 2 7 2 2 30% 60% 50%
Horticulture 5 2 3 4 11 6 56% 15% 33%

Earth, Atmospheric, and Ocean Sciences 9 9 4 45 7 9 17% 56% 31%

Education (Science and Mathematics Education) 2 2 0 3 1 0 40% 67%

Engineering 15 13 21 66 43 38 19% 23% 36%
Chemical, Biological and Environmental Engineering 3 3 5 9 6 5 25% 33% 50%
Civil and Construction Engineering 1 2 6 18 9 2 5% 18% 75%
Electrical Engineering and Computer Science 3 3 3 19 13 17 14% 19% 15%
Mechanical, Industrial, and Manufacturing Engineering 6 4 6 14 12 12 30% 25% 33%
Nuclear Engineering and Radiation Health Physics 2 1 1 6 3 2 25% 25% 33%

Forestry 4 2 6 26 13 9 13% 13% 40%
Forest Ecosystems and Society 4 1 3 10 7 1 29% 13% 75%
Forest Engineering, Resources and Management 0 0 2 8 5 7 0% 0% 22%
Wood Science and Engineering 0 1 1 8 1 1 0% 50% 50%

Science 24 12 6 44 27 6 35% 31% 50%
Biochemistry and Biophysics 1 1 1 6 4 0 14% 20% 100%
Chemistry 3 1 0 7 5 1 30% 17% 0%
Integrative Biology 5 1 2 8 1 3 38% 50% 40%
Mathematics 5 3 0 13 4 0 28% 43%
Microbiology** 3 2 1 5 2 0 38% 50% 100%
Physics 4 1 0 4 7 0 50% 13%
Statistics** 3 3 2 1 4 2 75% 43% 50%

STEM TOTAL 78 60 55 250 132 93 24% 31% 37%

Liberal Arts (SBS Total) 11 18 10 19 17 3 37% 51% 77%
School of Language, Culture, and Society*** 5 7 4 4 6 2 56% 54% 67%
School of Psychological Science 1 3 3 4 3 0 20% 50% 100%
School of Public Policy 5 8 3 11 8 1 31% 50% 75%

Source: Oregon State University Office of Institutional Research, using Data Warehouse and Banner Information System,
active staff on November 1, 2019, including faculty on sabbatical leave.

Bolded data summarize headcounts for college level, while schools and departments within the college are listed separately.

* Joint with Engineering but listed only in Ag Sciences for convenience.
** College of Ag Science with these disciplines are counted in College of Science only
*** excluding World Language faculty and College Student Services Program faculty
excludes 1 assistant professor in Mechanical Engineering that selected "other" option for gender.

Women Men % Women
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Table 2. Number and Percent of Women by Tenure Status (non-tenure includes fixed-term professors, research associates
and full-time instructors; excludes post doctoral researchers and faculty research assistants) in Science,
Engineering and Mathematics, and Social and Behavioral Sciences by Department

All Women % Women All Women % Women
Agricultural Sciences 204 65 32% 154 79 51% 55%
Agricultural Education and Agricultural Sciences 4 2 50% 3 1 33% 33%
Animal and Rangeland Sciences 20 6 30% 17 10 59% 63%
Applied Economics 17 4 24% 4 1 25% 20%
Biological & Ecological Engineering* 10 2 20% 3 1 33% 33%
Botany and Plant Pathology 27 8 30% 15 8 53% 50%
Crop and Soil Science 36 10 28% 40 21 53% 68%
Environmental and Molecular Toxicology 13 7 54% 13 7 54% 50%
Fisheries and Wildlife 27 8 30% 23 10 43% 56%
Food Science and Technology 19 8 42% 7 1 14% 11%
Horticulture 31 10 32% 29 19 66% 66%

Earth, Atmospheric, and Ocean Sciences 83 22 27% 34 13 38% 37%

Education (Science and Mathematics Education) 8 4 50% 4 2 50% 33%

Engineering 197 49 25% 61 20 33% 29%
Chemical, Biological and Environmental Engineering 31 11 35% 9 3 33% 21%
Civil and Construction Engineering 38 9 24% 8 2 25% 18%
Electrical Engineering and Computer Science 58 9 16% 30 10 33% 53%
Mechanical, Industrial, and Manufacturing Engineering 55 16 29% 12 4 33% 20%
Nuclear Engineering and Radiation Health Physics 15 4 27% 2 1 50% 20%

Forestry 60 12 20% 37 16 43% 57%
Forest Ecosystems and Society 26 8 31% 24 12 50% 60%
Forest Engineering, Resources and Management 22 2 9% 12 4 33% 67%
Wood Science and Engineering 12 2 17% 1 0 0% 0%

Science 119 42 35% 92 38 41% 48%
Biochemistry and Biophysics 13 3 23% 6 4 67% 57%
Chemistry 17 4 24% 19 5 26% 56%
Integrative Biology 20 8 40% 19 11 58% 58%
Mathematics 25 8 32% 23 8 35% 50%
Microbiology** 13 6 46% 11 6 55% 50%
Physics 16 5 31% 9 1 11% 17%
Statistics** 15 8 53% 5 3 60% 27%

STEM TOTAL 671 194 29% 382 168 44% 46%

Liberal Arts (SBS Total) 78 39 50% 33 20 61% 34%
School of Language, Culture, and Society*** 28 16 57% 13 10 77% 38%
School of Psychological Science 14 7 50% 10 6 60% 46%
School of Public Policy 36 16 44% 10 4 40% 20%

Source: Oregon State University Office of Institutional Research, using Data Warehouse and Banner Information System,
active staff on November 1, 2019, including faculty on sabbatical leave.

Bolded data summarize headcounts for college level, while schools and departments within the college are listed separately.

* Joint with Engineering but listed only in Ag Sciences for convenience.
** College of Ag Science with these disciplines are counted in College of Science only
*** excluding World Language faculty

Tenured/Tenure Track Non-tenure Track instruction/research % Women in 
non-tenure 

track position
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Table 5a. Years in Rank at the Associate Professor Level for STEM and SBS Faculty:
those hired as ASSISTANT PROFESSORS

Years in 
rank n % n % n % n %
0 - 2 28 58% 48 44% 5 36% 9 56%
3 - 5 8 17% 30 27% 2 14% 3 19%
6 - 8 6 13% 14 13% 2 14% 0 0%

9 - 11 1 2% 2 2% 1 7% 2 13%
 12 - 14 2 4% 12 11% 3 21% 2 13%

15 or more 3 6% 4 4% 1 7% 0 0%

For those with 15 or more, statistics on actual years
range - - - -
mean - - - -

std dev - - - -
median - - - -

Table 5b. Years in Rank at the Associate Professor Level for STEM and SBS Faculty:
those hired as ASSOCIATE PROFESSORS

Years in 
rank n % n % n % n %
0 - 2 6 50% 3 14% 1 25% 0 0%
3 - 5 2 17% 3 14% 1 25% 0 0%
6 - 8 3 25% 2 9% 1 25% 1 100%

9 - 11 0 0% 1 5% 1 25% 0 0%
 12 - 14 0 0% 0 0% 0 0% 0 0%

15 or more 1 8% 13 59% 0 0% 0 0%

For those with 15 or more, statistics on actual years
range - 20.2 - -
mean - 24.2 - -

std dev - 5.2 - -
median - 23.3 - -

Source: Oregon State University Office of Institutional Research, using Data Warehouse and
Banner Information Systems active staff on November 1, 2019, including faculty on sabbatical leave.

Women Men Women Men

SBS
Women Men

STEM SBS

Women Men
STEM
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Table 6. Voluntary, Non-retirement Attrition, by Year, College, Rank and Gender

2011 Women Men Women Men Women Men
Agricultural Sciences 1 1 0 0 0 2
Earth, Atmospheric, and Ocean Sciences 0 0 0 0 0 0
Education (Science and Mathematics Education) 0 0 0 0 0 0
Engineering 0 0 0 0 0 0
Forestry 0 0 0 0 0 0
Science 0 1 0 0 0 1
STEM Total 1 2 0 0 0 3
Liberal Arts (SBS Total) 0 0 0 0 0 1

2012 Women Men Women Men Women Men
Agricultural Sciences 3 3 0 1 0 1
Earth, Atmospheric, and Ocean Sciences 0 0 0 0 0 0
Education (Science and Mathematics Education) 0 0 0 0 0 0
Engineering 1 0 0 2 0 0
Forestry 0 1 0 0 0 0
Science 0 0 0 0 0 0
STEM Total 4 4 0 3 0 1
Liberal Arts (SBS Total) 0 1 1 0 0 0

2013 Women Men Women Men Women Men
Agricultural Sciences 1 2 0 0 0 3
Earth, Atmospheric, and Ocean Sciences 0 0 0 0 0 0
Education (Science and Mathematics Education) 0 1 1 0 0 0
Engineering 0 0 1 1 0 0
Forestry 0 0 0 0 0 1
Science 1 0 0 0 0 0
STEM Total 2 3 2 1 0 4
Liberal Arts (SBS Total) 1 0 0 1 0 0

2014 Women Men Women Men Women Men
Agricultural Sciences 0 1 0 2 0 1
Earth, Atmospheric, and Ocean Sciences 0 0 0 0 1 1
Education (Science and Mathematics Education) 0 0 0 0 0 0
Engineering 0 0 0 1 0 0
Forestry 0 0 0 0 0 0
Science 0 0 0 0 0 0
STEM Total 0 1 0 3 1 2
Liberal Arts (SBS Total) 3 0 0 0 0 1

2015 Women Men Women Men Women Men
Agricultural Sciences 0 0 0 1 0 1
Earth, Atmospheric, and Ocean Sciences 0 1 0 0 0 0
Education (Science and Mathematics Education) 0 0 0 0 0 1
Engineering 1 1 0 2 1 2
Forestry 0 0 0 1 0 0
Science 0 0 0 0 0 0
STEM Total 1 2 0 4 1 4
Liberal Arts (SBS Total) 0 0 0 0 1 0

Assistant Associate Full
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Table 6. Voluntary, Non-retirement Attrition, by Year, College, Rank and Gender (cont)

Assistant Associate Full
2016 Women Men Women Men Women Men

Agricultural Sciences 1 0 0 3 0 2
Earth, Atmospheric, and Ocean Sciences 0 0 0 0 0 0
Education (Science and Mathematics Education) 0 0 0 0 0 0
Engineering 0 4 0 0 0 1
Forestry 0 1 0 0 0 0
Science 0 0 0 0 0 0
STEM Total 1 5 0 3 0 3
Liberal Arts (SBS Total) 0 0 0 0 0 0

2017 Women Men Women Men Women Men
Agricultural Sciences 1 0 1 3 0 1
Earth, Atmospheric, and Ocean Sciences 0 0 0 0 0 0
Education (Science and Mathematics Education) 0 0 0 0 0 0
Engineering 0 1 0 1 1 1
Forestry 0 0 0 1 0 0
Science 0 0 0 0 0 0
STEM Total 1 1 1 5 1 2
Liberal Arts (SBS Total) 1 2 0 0 0 0

2018 Women Men Women Men Women Men
Agricultural Sciences 1 1 0 0 1 1
Earth, Atmospheric, and Ocean Sciences 0 0 0 1 1 0
Education (Science and Mathematics Education) 0 0 0 0 0 0
Engineering 0 1 0 0 0 0
Forestry 1 0 0 0 0 0
Science 1 0 0 0 1 1
STEM Total 3 2 0 1 3 2
Liberal Arts (SBS Total) 0 1 1 0 0 0

2019 Women Men Women Men Women Men
Agricultural Sciences 0 0 0 0 0 0
Earth, Atmospheric, and Ocean Sciences 0 1 0 0 0 0
Education (Science and Mathematics Education) 1 0 0 0 0 0
Engineering 0 1 0 0 0 0
Forestry 0 0 0 1 0 0
Science 0 2 1 0 0 1
STEM Total 1 4 1 1 0 1
Liberal Arts (SBS Total) 2 0 0 0 0 0

Source: Oregon State University Office of Institutional Research, using Data Warehouse and Banner Information System

Excludes tenure track faculty that were denied tenure; includes those that left their tenure-track/tenured position but
stayed on in fixed-term research or professional positions. Tenured faculty that were removed from administrative
positions and subsequently left their tenured position are counted as voluntary departers from the tenure role.
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Table 7. New Hires in STEM and SBS, by Year, College, Rank and Gender

2010-11 Women Men % Women Women Men % Women Women Men % Women
Agricultural Sciences 1 1 50% 1 0 100% 0 3 0%
Earth, Atmospheric, and Ocean Sciences 1 0 100% 0 0 0 1 0%
Education (Science and Mathematics Education) 0 0 0 0 0 0
Engineering 0 2 0% 0 1 0% 0 0
Forestry 0 0 0 0 0 0
Science 1 1 50% 0 0 0 0
STEM Total 3 4 43% 1 1 50% 0 4 0%
Liberal Arts (SBS Total) 2 0 100% 0 0 0 0

2011-12 Women Men % Women Women Men % Women Women Men % Women
Agricultural Sciences 0 3 0% 0 0 0 2 0%
Earth, Atmospheric, and Ocean Sciences 2 1 67% 0 2 0% 0 0
Education (Science and Mathematics Education) 1 0 100% 0 0 0 0
Engineering 0 7 0% 0 1 0% 0 0
Forestry 0 2 0% 0 0 0 1 0%
Science 5 8 38% 0 1 0% 0 0
STEM Total 8 21 28% 0 4 0% 0 3 0%
Liberal Arts (SBS Total) 5 3 63% 0 0 1 0

2012-13 Women Men % Women Women Men % Women Women Men % Women
Agricultural Sciences 5 4 56% 0 0 0 1 0%
Earth, Atmospheric, and Ocean Sciences 1 0 100% 0 2 0% 0 0
Education (Science and Mathematics Education) 1 1 50% 0 0 0 1 0%
Engineering 2 13 13% 1 3 25% 1 0 100%
Forestry 1 4 20% 0 0 0 1 0%
Science 2 5 29% 1 0 100% 0 0
STEM Total 12 27 31% 2 5 29% 1 3 25%
Liberal Arts (SBS Total) 3 5 38% 0 0 0 1 0%

2013-14 Women Men % Women Women Men % Women Women Men % Women
Agricultural Sciences 3 5 38% 0 3 0% 0 1 0%
Earth, Atmospheric, and Ocean Sciences 1 2 33% 0 2 0% 0 1 0%
Education (Science and Mathematics Education) 0 0 0 0 1 0 100%
Engineering 4 13 24% 0 1 0% 0 1 0%
Forestry 2 0 100% 0 0 1 0 100%
Science 3 6 33% 0 1 0% 1 2 33%
STEM Total 13 26 33% 0 7 0% 3 5 38%
Liberal Arts (SBS Total) 0 2 0% 1 1 50% 0 0

2014-15 Women Men % Women Women Men % Women Women Men % Women
Agricultural Sciences 3 4 43% 0 1 0% 1 1 50%
Earth, Atmospheric, and Ocean Sciences 1 1 50% 0 1 0% 0 0
Education (Science and Mathematics Education) 0 0 0 0 0 0
Engineering 1 13 7% 1 1 50% 0 2 0%
Forestry 0 5 0% 0 1 0% 0 0
Science 2 5 29% 0 0 1 1 50%
STEM Total 7 28 20% 1 4 20% 2 4 33%
Liberal Arts (SBS Total) 3 4 43%

2015-16 Women Men % Women Women Men % Women Women Men % Women
Agricultural Sciences 3 7 30% 0 0 1 1 50%
Earth, Atmospheric, and Ocean Sciences 1 1 50% 0 0 0 0
Education (Science and Mathematics Education) 0 0 0 0 0 0
Engineering 6 6 50% 1 0 100% 1 0 100%
Forestry 2 1 67% 0 0 0 0
Science 2 1 67% 0 0 1 0 100%
STEM Total 14 16 47% 1 0 100% 3 1 75%
Liberal Arts (SBS Total) 4 2 67% 1 0 100% 0 0

Assistant Associate Full
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Table 7. New Hires in STEM and SBS, by Year, College, Rank and Gender (cont)

2016-17 (As of March 10, 2017) Women Men % Women Women Men % Women Women Men % Women
Agricultural Sciences 6 12 33% 0 0 0 0
Earth, Atmospheric, and Ocean Sciences 1 4 20% 0 0 1 0 100%
Education (Science and Mathematics Education) 0 0 0 0 0 0
Engineering 2 4 33% 0 0 2 1 67%
Forestry 4 0 100% 0 0 0 0
Science 1 0 100% 0 0 0 1 0%
STEM Total 14 20 41% 0 0 3 2 60%
Liberal Arts (SBS Total) 2 0 100% 1 0 100% 0 1 0%

2017-18 (As of March 27, 2018) Women Men % Women Women Men % Women Women Men % Women
Agricultural Sciences 2 2 50% 1 0 100% 1 0 100%
Earth, Atmospheric, and Ocean Sciences 0 1 0% 0 0 0 0
Education (Science and Mathematics Education) 0 0 0 0 0 0
Engineering 5 5 50% 0 0 0 1 0%
Forestry 0 0 0 0 0 0
Science 1 0 100% 0 0 0 0
STEM Total 8 8 50% 1 0 100% 1 1 50%
Liberal Arts (SBS Total) 3 1 75% 1 0 100% 0 0

2018-19 (As of July 5, 2019) Women Men % Women Women Men % Women Women Men % Women
Agricultural Sciences 0 2 0% 0 0 0 1 0%
Earth, Atmospheric, and Ocean Sciences 1 2 33% 2 0 100% 0 0
Education (Science and Mathematics Education) 0 0 0 0 0 1 0%
Engineering* 8 6 57% 0 2 0% 0 2 0%
Forestry 0 0 0 0 1 0 100%
Science 0 1 0% 0 0 0 0
STEM Total 9 11 45% 2 2 50% 1 4 20%
Liberal Arts (SBS Total) 0 0 0 0 0 0
* excludes one Assistant Professor who selected "X" for gender.

2019-20 (As of June 24, 2020) Women Men % Women Women Men % Women Women Men % Women
Agricultural Sciences 4 5 44% 0 0 0 0
Earth, Atmospheric, and Ocean Sciences 1 1 50% 2 0 100% 0 0
Education (Science and Mathematics Education) 0 0 0 0 0 0
Engineering* 1 4 20% 1 1 50% 0 2 0%
Forestry 1 2 33% 0 0 0 0
Science 1 1 50% 1 0 100% 0 0
STEM Total 8 13 38% 4 1 80% 0 2 0%
Liberal Arts (SBS Total) 1 0 100% 0 0 0 1 0%

Source: Oregon State University Office of Institutional Research, using Data Warehouse and Banner Information System

Assistant Associate Full
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