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Highlights from Q3 FY2007 
 
¥ New Additions to the PI team and the Executive Committee 
¥ 2007-2008 ADVANCE Marie Tharp Visiting Fellows Selected 
¥ Institutional Investments in New Women Faculty 
¥ New Institutional data: Space and Salary Equity 
¥ Workshop for Untenured Faculty 
¥ Diversity Luncheon with Lynn Conway 
¥ Science of Diversity Seminar at Lamont 
 
Project Goals & Management 
 
The mission of the Earth Institute NSF ADVANCE Program at Columbia is to increase the recruitment, 
retention, and advancement of women scientists and engineers at the University. The goals of the 
program are to: 
 
1) Change the demographics of the science and engineering community at Columbia through the 

development of innovative hiring practices and by targeting emerging and established women 
leaders.  

2) Cultivate an environment that fosters and attracts women leaders in science and engineering.  
3) Stimulate institutional cultural change based on behavioral and social science research about gender 

and race. 
 
Several changes were made to the ADVANCE PI team in the spring semester of 2007.  
 
Roberta Balstad stepped down from her position as ADVANCE Co-PI to assume the role of Associate 
Director of Evaluation.   Patricia Culligan, Professor of Civil Engineering and Engineering Mechanics, 
was officially added to the PI team (Culligan has been overseeing ADVANCE activities in the School of 
Engineering and Applied Science since the fall of 2005). ADVANCE PI Robin Bell is on a 2-month 
sabbatical until the end of May; Culligan is the Interim Director while Bell is away.  As we approach our 
NSF site visit in June, Culligan will also oversee the planning for our third-year review.   
 
In January 2007, Fredrik Palm was hired as the first Assistant Dean for Faculty Diversity and 
Development for the School of Engineering and Applied Science (SEAS), a position that is being funded 
by the ADVANCE program and by the DeanÕs Office in SEAS.  Palm was previously the Assistant 
Director of the Faculty Resource Network at New York University.  In this new position, Palm is 
significantly augmenting the SchoolÕs effort to recruit and retain women and minority faculty.  In the 
past several months, Palm organized the first DeanÕs diversity luncheon with Lynn Conway (see 
description below), and he has begun working with a number of departments and search committees in 
SEAS to help them identify and recruit women and minority candidates for faculty positions.  He is also 
working with the NSF-funded centers in SEAS to help them develop partnerships with minority-serving 
institutions.  Palm is a member of the ADVANCE Executive Committee. 
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Progress Toward Project Goals 
 
Changing the Demographics 
 
2007-2008 Marie Tharp Visiting Fellows Selected 
 
The Earth Institute at Columbia has announced the 2007-2008 Marie Tharp Visiting Fellows: Susan 
Capalbo, Director of the Big Sky Regional Partnership and Professor of Agricultural Economics, 
Montana State University; Sonya Dyhrman, Assistant Scientist, Woods Hole Oceanographic Institution; 
Barbara John, Professor of Geology and Geophysics, University of Wyoming; and Kathleen Weathers, 
Senior Scientist, Institute of Ecosystem Studies. 
   

 

 
Sponsored by ADVANCE, the fellowship is intended to increase ColumbiaÕs awareness of outstanding 
women scientists. Each of the fellows will spend three months working at the Earth Institute and will 
receive $30,000 to support their project. Launched in 2004, the Fellowship is named after Marie Tharp, 
a former Columbia University scientist who left an indelible mark on the study of oceanography by 
being the first to map the ocean floor on a global scale.  
 
We plan to assess the impact of the visiting fellowship program by measuring changes in the fellowsÕ 
research productivity and by tracking the development of new collaborations with Columbia scientists. 
 
 
Institutional Investments in New Women Faculty 
 
This spring the Earth Institute (EI) at Columbia made significant commitments to invest in two new 
women faculty.  The hires have not been finalized, but we are optimistic that the Department of Earth 
and Environmental Engineering (DEEE) and the Department of Biological Sciences will both hire junior 
women faculty with research ties to the EI.  While faculty at Columbia can only be hired by departments 
and not by centers, the EI has been able to use its resources and influence to bring in women faculty 
with research interests that are related to the EIÕs focus on sustainable development and global poverty.  
Support from the EI includes start-up funds, as well as funding for a named chair for the woman hired 
into DEEE.  The Dean of the School of Engineering and Applied Science (SEAS) has also provided 
matching funding, to ensure that the endowed chair is placed in DEEE.  This will be the second woman 
at the School to have an endowed chair, and she will be the only junior faculty member in the School 
with an endowed chair.   
 
Later this spring we plan to report on the representation of women among all new hires in SEAS, the 
natural sciences, and at the Lamont campus. 

The new Tharp Fellows (from left): Susan Capalbo, Sonya Dyhrman, Barbara John, Kathleen Weathers 



 4 

 
 
 
Cultivating an Environment that Fosters and Attracts Women 
 
Workshop for Untenured Faculty 
 
On January 19, 2007 ADVANCE partnered with the DeanÕs Office in SEAS to organize the SchoolÕs 
first workshop for untenured faculty.  The workshop was open to men and women, but it was 
particularly beneficial for the junior women faculty because it allowed them to expand their networks 
with their male colleagues (had the workshop just been for women, it would have singled them out as in 
need of special assistance).  The event was attended by 25 junior faculty, six of whom were women.  
The representation of junior women (75%) surpassed the representation of junior men (50%) at the 
workshop.  Topics that were addressed include navigating department and University tenure processes, 
achieving professional visibility, research productivity, and work / life balance.  Presentations were 
given by senior administrators and tenured faculty members.  Though the workshop focused on issues 
related to tenure, factors that lead to gender bias were incorporated into several of the presentations, 
raising awareness among both female and male faculty members. A reception was held after the 
workshop to provide an additional opportunity for the participants to meet informally with the senior 
faculty and with each other. The workshop participants were asked to complete an evaluation form after 
the event. The feedback of the participants offered insight into additional areas that need to be 
addressed, particularly the lack of mentoring in the departments.  The participants also recommended 
that we include example materials, such as research statements and letters of recommendation, in next 
yearÕs workshop.  The materials from this workshop were later used by the Vice Provost for Diversity 
Initiatives in a workshop she organized for untenured faculty in Arts and Sciences and in a separate 
tenure workshop organized by a group of Columbia faculty of color. 
 
 
New Institutional Data: Space and Salary Equity 
 
In the spring of 2007 we completed the collection of data and analysis of space at the Lamont campus.  
The data that were collected included space (square footage) and occupant gender, division, rank, and 
external funding (grant spending).  According to an initial regression analysis, both rank and grant 
spending were statistically significant predictors of space allocation (see Table 1 - holding all other 
variables constant, the model predicts that a 1% increase in grant spending will lead to a .34% increase 
in space).  On average, women had less space than men.  However, this result was not statistically 
significant because of the relatively few number of women (only 10% of the occupants in the sample 
were women). In the scatter plot below it is clear that the analysis was significantly skewed by a small 
number of outliers (see Figure 1).  The data for men also appear to exhibit a bimodal pattern.  There are 
several men who have relatively little space based on their grant spending, and at the same time, there is 
a cluster of men who have a relatively large amount of space based on their grant spending.  The results 
of this analysis have been shared with the Lamont Director.     
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Figure 1  Space Allocation by Gender Based on Grant Spending At Lamont 

 
                              
 
 

              
A more substantive analysis would need to take into 
account the type of space (i.e., lab, office, etc).  We 
are also aware that women may be less likely than 
men to ask for space.     In order to address these 
questions, we would need to conduct a separate 
survey of occupantsÕ satisfaction with the space 
allocation process at Lamont. 
 
We also completed salary equity studies for the 
faculty in the School of Engineering and Applied 
Science (SEAS) and the endowed research staff at 
the Lamont campus.  The Office of the Dean at 
SEAS and the DirectorÕs Office at the Lamont 
Campus agreed to provide us with salary ratios 
(average salary of women / average salary of men) 
for each rank.  As Figures 2 and 3 show, the ratios of 
womenÕs salaries to menÕs salaries is very close to 1 
in every rank at both SEAS and Lamont.  At 
Lamont, women are paid as well as men, despite the 
fact that, on average, the men are older (as measured 
in years since PhD) than the women (Figure 4) and 
they have been in their positions longer than women 
(Figure 6).  At SEAS, men are, on average, older 
than women in the full professor rank, while women 
are older than men in the associate professor rank 
(Figure 7).  Compared to the men full professors, 
most of the women full professors were recruited 
relatively recently, during a time when the School experienced significant growth in starting salaries. 
 

  
Coefficient  
(Standard Error) 

Women -0.11 
  (.27) 

Rank (5-point scale) .29*** 
  (.06) 

Grant Spending (log) .34*** 
  (.08) 

Divisions   
  Ocean & Climate Physics -.97 
  (.97) 

  Marine Geology &  Geophysics -.42 
  (.97) 

  Seismology -.07 
  (.99) 

  Geochemistry -.06 
  (.97) 

  Biology & Paleo  .52 
  (.98) 

  Constant 4.39 
  (1.09) 

  R-squared 0.48 
 N 96 
***p<.001   

Table 1: Effect of Gender, Rank, and Grant Spending on  
Sq. Footage (log-transformed) 
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Figure 2                          Figure 3 

  
 
Figure 4                      Figure 5  

 
 Figure 6                                                    Figure 7  
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Stimulating an Institutional Culture Shift 

 
Dean’s Diversity Luncheon with Lynn Conway 
 
As part of the ADVANCE effort to stimulate an institutional culture shift, SEAS held their first ÒDeanÕs 
Diversity LuncheonÓ on March 27, 2007. Organized by the Assistant Dean for Faculty Development and 
Diversity (a position funded by ADVANCE) and hosted by the Vice Dean of SEAS, the luncheon 
featured Lynn Conway, Professor Emeritus of Electrical Engineering at the University of Michigan, as 
the keynote speaker.  Conway is a Columbia alumna, and she is known to many as a pioneer in 
microelectronics chip design.  She is also well-equipped to talk about gender identity in academia ( she 
underwent gender transition from male to female in 1968, and she lived in Òstealth modeÓ until 1999, 
when she was outed by colleagues).  During the luncheon, Conway led a lively discussion with SEAS 
faculty about the challenges that transgender people face in academia.  She compared these challenges to 
the issues facing other underrepresented groups, and she used examples from industry to illustrate how 
institutions can change over time to become more inclusive. The event was attended by several 
department chairs and senior faculty members, as well as by administrators and representatives from the 
SEAS office of alumni affairs. 
 
The Science of Diversity at the Lamont Campus 

The Lamont Director continued his series on ÒThe Science of DiversityÓ with a colloquium on ÒGender 
Differences in Research Productivity.Ó  Erin Leahey, Assistant Professor of Sociology at the University 
of Arizona, spoke about her research on gender differences in research specialization and the effect of 
these differences on productivity.  Using a probability sample of academics in sociology and linguistics, 
Leahey showed how gender differences in the extent of research specialization (men specialize more 
than women) play a critical role in explaining why women have consistently had lower rates of 
publication productivity than men.   The implications for interdisciplinary research were discussed, and 
ADVANCE Co-PI Stephanie Pfirman plans to follow-up on this research by organizing a fall 2007 
workshop on the effects of interdisciplinary research on women and minority scholars. Over 50 faculty 
and research scientists attended the colloquium at Lamont. 
 
 
Looking to the Next Quarter: Upcoming Initiatives and Activities 
 
1) Changing the demographics 
 

¥ Departments will be making faculty offers for FY08.  New hire data should be available in June. 
 
¥ Jean Howard, Vice Provost for Diversity Initiatives will be stepping down in June.  Patricia 

Culligan, ADVANCE Co-PI, is on the committee to identify her replacement.    
 
2) Cultivating an environment that fosters and attracts women leaders: 

 
¥ ADVANCE expects to fund several new awards to junior women scientists for transition support 

and mentoring-through-research workshops. 
 
¥ The SEAS Assistant Dean of Faculty Development and Diversity is working to develop new 

mentoring and orientation programs for incoming faculty. 
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3) Stimulating institutional change: 

 
¥ The University of Michigan CRLT Players will be visiting Columbia May 2-4.  They will 

perform at the main campus, the Lamont campus, and at Barnard College.  
 

¥ ADVANCE is working with the Lamont Director to plan a summer seminar series on ÒThe 
Research Life.Ó  Issues that will be addressed include the balance of power in academic settings, 
mentoring, and professional development. 

 


