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PICTURE AT WPI

Comparable to National Numbers

• 15% Full Professors were women

• 32% NTT STEM faculty were women (20% NTT STEM men)

Tenured Women Stuck in Rank (Geisler, Kaminski, & Berkley, 2007)

• 55% of women TTT Associate Professors had 13+ years since their 
highest degree (39% for TTT men)

Tenured Women Less Likely to be Promoted to Full

• Success rate for promotion is 56% for TTT women (78% TTT Men)



WHAT ARE THE BARRIERS? 

Lack of Clarity in Promotion Criteria and Processes

• 26% of TTT women (45% TTT men) said the promotion timeline was clear 

• 0% of NTT women (36% NTT men) said the promotion criteria were clear

Lack of Mentoring

• 0% of TTT women (11% TT men) satisfied with Associate Prof mentoring

• No official mentoring for NTT faculty



“FOGGY CLIMATE” 

*Banerjee and Pawley, 2013



BIAS & HIDDEN WORK



PROMOTION POLICY FOR TENURED FACULTY CHANGED (2018)

 Multiple Forms of Scholarship:

 Discovery = creation of new knowledge

 Integration = critical evaluation, analysis, synthesis, or interpretation

 Application & Practice = addresses important problems

 Teaching & Learning = development and improvement of pedagogy and sharing it

 Engagement = community partnerships to mutually exchange knowledge/resource

 Calls for awareness of implicit and explicit biases



IMPLEMENTATION & PROCEDURAL CHANGE



for both non-tenure track and tenured faculty

create and sustain a 
shared understanding 
of promotion policy 
and processes to de-
fog climate
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IMPLEMENTATION & PROCEDURAL CHANGE



for both non-tenure track and tenured faculty

create processes for 
recognizing and 
mitigating biases in 
promotion system

establish a mentoring 
and professional 
development system 
for mid-career faculty

create and sustain a 
shared understanding 
of promotion policy 
and processes to de-
fog climate

IMPLEMENTATION & PROCEDURAL CHANGE



Policy audits by external expert

Diverse working groups 

for tenured policy
Diverse working groups for 

non-tenure-track policy Areas for 

improvement

POLICY CLARIFICATION ACTIVITIES



Policy audits by external expert

Diverse working groups 

for tenured policy
Diverse working groups for 

non-tenure-track policy Areas for 

improvement

• Revised policies

• “Guides” to promotion & sample dossiers

• Role of service & language to letter writers

• Evaluation of Teaching  (Rubric, Peer, Portfolios)

• Matrix to clarify different types of scholarship

POLICY CLARIFICATION OUTCOMES



SCHOLARSHIP MATRIX



MENTORING ACTIVITIES

Mentoring Policies Mentoring Teams
Professional 

Development



MENTORING OUTCOMES
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MITIGATING BIASES

BIAS Training



BIAS TRAINING RESULTS



BIAS TRAINING RESULTS

Implicit Bias



MITIGATING BIASES

BIAS Training
New Model for 

Annual Reviews



SHIFT FROM MANAGER-EVALUATOR MODEL TO CATALYST FOR 

INNOVATION MODEL

New model for annual professional 

development conversations:
Reflect 

Inquire

Develop 
Possibilities

Negotiate 
and Commit



PROMOTION OUTCOMES



PROMOTIONS FOR TENURED FACULTY
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PROMOTIONS FOR TENURED FACULTY
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Gender gap in Associate-to-Full promotion success rate (TTT) is narrowing
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13% women 39% women



SATISFACTION WITH PROMOTION TO FULL IMPROVED, BUT GAPS BY RANK 
AND GENDER REMAIN.

*6 questions on various aspects of clarity, 1 on reasonableness, 1 on department culture related to promotion

COACHE Benchmark: Promotion to Full
(cluster of 8 questions*, 1-5 scale)
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INSTITUTIONALIZATION



PROMISING PRACTICES TO TAKE FORWARD

1. Summer working groups to work on equitable reward systems solutions

2. Sustain mentoring programming for Associate faculty

3. Formalize leadership development mechanisms for Department Heads

4. Continue bias mitigation practices with more attention to scholarship 

and status biases



CONCLUSION



WPI ADVANCE TEAM

Jeanine Skorinko
Professor, Psychology 

Director, Psychological Science Program 

Chrys Demetry
Director, Morgan Teaching and Learning 

Center

Professor, Mechanical and Materials 

Engineering 

Natalie Farny
Assistant Professor, Biology & 

Biotechnology 

Elizabeth Long Lingo
Associate Professor

Business School

Susan Roberts
Professor, Department Head, Chemical Engineering

Kim Hollan
Program Coordinator (2019-2022) 

Director of Operations, Engineering



ADVANCE Summer Working 

Groups



TEACHING 

RUBRIC 



SERVICE 

MATRIX
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