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Workshop Lessons Learned
1. A strong and devoted steering committee of both male and female leaders 

in the community.
2. At least a 6-8 month planning period with frequent conference calls.
3. Commitment by funding agencies of the money and program staff time.
4. A combination of social scientists and experts in your field speaking at the 

workshop.
5. Presence of federal agency representatives at the workshop.
6. Long term plan for follow-up and research on the impact.
7. A website that will be maintained from the initial planning stages to 4-5 

years (at least) after the workshop.
8. Research personnel to monitor the impact of the workshop on participants 

and the field, with the intent of publishing the results in peer reviewed 
journals.

9. Individuals willing to harass department chairs to commit to come, attend, 
do pre and post surveys, commit to their goals on the website and update 
their progress on the website on an annual basis.

Presentation given by Geri Richmond, U of Oregon



The NSF Merit Review Process

The two NSF merit review criteria:

• What is the intellectual merit of the activity?
• What are the broader impacts of the activity?



The Broader Impacts Criterion

NSF will give careful consideration to the following 
when making funding decisions:

• Integration of research and education
• Integrating diversity into NSF activities

Representative activities document:
http://www.nsf.gov/pubs/gpg/broaderimpacts.pdf



Dear Colleague Letters on Broader 
Impacts

• Three of the five MPS Divisions have released Dear 
Colleague Letters on Broader Impacts: CHE, DMR, DMS

• They reiterate that Broadening Participation is part of the 
Broader Impacts review criterion

• They articulate the expectation that proposed broader 
impacts activities be of the same caliber as those 
addressing the intellectual merit criterion



BP Training for NSF Staff and 
Panelists

• Educate program officers, investigators, and panelists about 
Broadening Participation and its role at NSF.

• Send clear messages about BP to the community: Program 
Solicitations, Dear Colleague Letters, Grant Proposal Guide.

• Provide panelists and reviewers with information about implicit bias 
and other factors that influence proposal reviews.

• Develop tools that help Program Officers select a diverse set of
panelists: Merging reviewer and investigator databases.



The NSF ADVANCE Program
• Program Goal: Increase the participation and 

advancement of women at all levels in academic 
science and engineering careers.

– Creative strategies to realize this goal should involve 
and are sought from both men and women

• There are three program components;
– Institutional Transformation: 5 yr comprehensive 

institution-wide projects
– IT-Catalyst: 2 yr institutional self-assessment projects
– Partnerships for Adaptation, Implementation, and 

Diffusion (PAID): Projects to adapt proven strategies, 
perform research on gender in academics, and diffuse 
proven information, tools, and materials to appropriate 
audiences



ADVANCE Lessons for Chairs

• Implement standardized and transparent 
departmental policies and procedures

• Collect departmental data and relevant 
national data and share it with the department

• Support formal mentoring inside and outside 
the department

• Establish a culture and develop programs 
supportive of work-life balance

• Focus on changing the department to achieve 
equity, not “changing the individuals” to suit the 
department



ADVANCE Lessons for Chairs
• Recruitment

– Establish departmental expectations for diversity
– Require candidate pools that reflect the available pool
– Create broader position announcements to widen the 

pool of qualified candidates
– Purposefully select diverse and knowledgeable search 

committee
– Train search committee chairs and members on implicit 

bias, etc.
– Require documentation be reported on each search 

(e.g., committee composition, demographics of 
candidates interviewed, reasons for hire decision, etc.)

– Highlight work-life balance programs and policies to all 
candidates



ADVANCE Lessons for Chairs
• Promotion and Tenure

– Publish tenure and promotion requirements
– Mentor junior faculty (Include mentoring by department 

chair and faculty inside and outside of the department)
– Develop multiple mentors for faculty, a mentoring circle
– Implement pre-tenure review
– Actively encourage faculty to pursue promotion
– Thoughtfully select P&T committee
– Train P&T Committee on implicit bias, etc.
– Assign service and teaching demands equitably
– Encourage all faculty to take advantage of available 

work-life balance programs (stop the clock policies, etc.) 
and ensure P&T decisions are not negatively influenced 
as a result



Thank you.

• Questions?
• Suggestions for how we can better work 

together?


