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¢ increase the transparency of promotion procedures and
policies; and

e conduct an institutional self-study.

To achieve these goals, the ADVANCE Program is convening
senior faculty working groups, administering funding competitions
for women scientists and engineers, codifying explicit criteria for
advancement and promotion, and conducting a comprehensive
survey of the university faculty.

A systematic study of the Graduate School of Arts and Science
at Columbia University from 1990 - 2000 revealed a pervasive
lack of faculty diversity.' Although some departments have
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