I. PARTICIPANTS
A. PROJECT PARTICIPANTS
Evelyn Posey: Principal Investigator
Has worked for more than 160 hours: Yes
Contribution to project: Evelyn Posey is responsible for providing the leadership, education,
incentives, and plans to ensure successful implementation of this initiative. The ADVANCE
Coordinator and Evaluator report directly to her. Dr. Posey chairs the internal Institutional Action
Board and the external Advisory Board. Dr. Posey's support, 25% of her 100% salary for 12
months, comes from the university cost sharing portion of the grant.
Elizabeth Anthony: Co-Principal Investigator
Has worked for more than 160 hours: Yes
Contribution to project: Elizabeth Anthony leads the Policy and Recruitment component. Her
responsibilities are to develop work-life policies, support recruitment efforts by interacting closely
with search committees and the EO/AA officer, and provide research support to female faculty
and/or faculty involved in gender research via open competition Graduate Research Assistantships
(GRA). Dr. Anthony's support, 33.3% of her salary 4.5 months and 1 summer month, comes from
the university cost sharing portion of the grant, and 2 summer month salary from the “Salaries and
Wages” portion of the NSF grant budget.
Christine Reimers: Co-Principal Investigator
Has worked for more than 160 hours: Yes
Contribution to project: Until January 2007, Christine Reimers led the Faculty Development
component which is designed to increase retention and promotion of a diverse, highly qualified
faculty body by acculturating new faculty into the academe and working with them closely as they
prepare themselves for career success. Dr. Reimer's support, 1.5 summer month salary, comes from
the university cost-sharing portion of the grant.
Patricia Witherspoon: Co-Principal Investigator
Has worked for more than 160 hours: Yes
Contribution to project: Patricia Witherspoon leads the Collaborative Leadership component.
The overarching objective of the Collaborative Leadership component is to facilitate the creation
and sustenance of a culture and climate conducive to recruiting, retaining, and promoting a diverse
faculty at UTEP. Dr. Witherspoon's support, 10% of her 100% salary for 12 months, comes from
the university cost-sharing portion of the grant.
Ann Darnell: Senior personnel
Has worked for more than 160 hours: Yes
Contribution to project: Ann Darnell is responsible for data collection and analysis corresponding
to the NSF 12 Quantitative Indicators of Activity and Progress. She works with the investigators
and with the staff of UTEP administrative data collection units to secure preliminary estimates for
the indicators and to develop a strategy for consistent data collection methodologies for future grant
years. Ms. Darnell's support, 50% of her salary for 12 months, comes from the “Salaries and
Wages” portion of the NSF grant budget.
Jana Renner: Senior personnel
Has worked for more than 160 hours: Yes
Contribution to project: Jana Renner works closely with the investigators to create, implement,
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and document the grant activities. She facilitates communication between the investigators and
department chairs and faculty to inform them of the progress of the grant and opportunities
provided by the grant. She is responsible for the daily operations and management of the
ADVANCE office. Ms. Renner’s support, 100% of her salary for 12 months, comes from the
“Salaries and Wages” portion of the NSF grant budget.
Igor Ryabov: Senior personnel
Has worked for more than 160 hours: Yes
Contribution to project: Igor Ryabov is responsible for working with the investigators to
implement an evaluation component for each of the substantive grant activities in the remaining
grant years that will serve to diagnose areas for revision, assist in the identification of “best
practices” associated with each component, and to document institutional changes attributable to
the grant's initiatives. Dr. Ryabov's support, 100% of his salary for 12 months, comes from the
“Salaries and Wages” portion of the NSF grant budget.
Celia DeSantiago: Administrative Assistant
Has worked for more than 160 hours: Yes
Contribution to project: Celia DeSantiago provides administrative support to the Program
Coordinator and Program Evaluator including entering data, arranging travel, processing purchase
requisitions, managing records, and maintaining the financial records database. Ms. DeSantiago's
support, 100% of her salary for 12 months, comes from the “Salaries and Wages” portion of the
NSF grant budget.
Karla Ramirez: Undergraduate student
Has worked for more than 160 hours: Yes
Contribution to project: Karla Ramirez, Department of Information and Decision Sciences, serves
as the student assistant for the Faculty Mentoring Program for Women and the IMPACT Seminar.
Ms. Ramirez' support, 100% of her half-time salary for 12 months, comes from the “Student
Wages” portion of the NSF grant budget.
Shashank Birudavolu: Graduate student
Has worked for more than 160 hours: Yes
Contribution to project: Shashank Birudavolu, Department of Electrical and Computer
Engineering, assists Ms. Darnell with NSF 12 data collection. Mr. Birudavolu's support, 100% of
his half-time salary for 12 months, comes from the “Student Wages” portion of the NSF grant
budget.
Sarah Edgar: Undergraduate student
Has worked for more than 160 hours: Yes
Contribution to project: Sarah Edgar, School of Nursing, assists with general office duties
including data entry and event organization and management. Ms. Edgar's support, 100% of her
half-time salary for 12 months, comes from the “Student Wages” portion of the NSF grant budget.
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B. PARTNER ORGANIZATIONS
New Mexico State University: Financial Support; Collaborative Research
UTEP and NMSU work together on dual career couple recruitment and collaborated (including
sharing financial responsibility) on the production of a brochure to promote this initiative. Former
Co-PI Dr. Gates is also part of a NMSU grant proposal “Effective Strategies to Diversify Academic
STEM.”
University of Maryland Baltimore County: Financial Support, Collaborative Research
UTEP sponsored one junior female faculty member from the Department of Electrical and
Computer Engineering and one junior female faculty member from the Department of Chemistry
and her senior level female graduate student to attend the Faculty Horizons Workshop. Summer
2005.
University of Michigan: Financial Support; Collaborative Research
PI Evelyn Posey, Co-PI Tine Reimers, and former Coordinator, Kelly Andronicos, authored a
chapter on mentoring entitled “A Faculty Mentoring Program for Women: Building Collective
Responsibility for Developing a Highly Qualified Faculty” for the book Advancing Women in
Science and Engineering: Lessons for Institutional Transformation to be published by the Michigan
Press in 2007.
University of Washington: Financial Support
UTEP sponsored ADVANCE department chairs from Civil Engineering, Industrial Engineering,
and Psychology to attend the National University of Washington ADVANCE Summer Leadership
Workshop. Summer 2005.
UTEP sponsored the department chair from Civil Engineering and an Associate Dean from
Engineering to attend the National University of Washington ADVANCE Summer Leadership
Workshop. Summer 2007.
Virginia Polytechnic Institute and State University: Collaborative Research
UTEP ADVANCE PI, Evelyn Posey, was interviewed by Ellen Plummer as part of the Virginia
Tech and Michigan study to determine the successes and challenges of the NSF ADVANCE
institutional transformation efforts. Fall 2006.
UTEP co-sponsored Ann Gates and Roberto Osegueda, College of Engineering, to attend the
ADVANCE Engineering Deans meeting. 2005
Texas Tech University: Collaborative Research
PI Evelyn Posey provided information and assistance with Texas Tech's NSF PAID proposal. Co-PI
Tine Reimers provided Tech faculty with information about conducting an IMPACT seminar on
their campus. Spring 2006.
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Case Western Reserve University: Collaborative Research
PI Evelyn Posey and Co-PIs Tine Reimers and Libby Anthony were interviewed by the Case
Western Reserve PI for their study on leadership development at NSF ADVANCE institutions. The
results of this study were disseminated at the 2006 ADVANCE PI Meeting.
C. OTHER COLLABORATORS
1. Faculty Fellows
Faculty Fellows serve as college liaisons and assist in recruiting and mentoring activities.
Faculty Fellows identified and recruited mentors for the Faculty Mentoring Program for
Women, met with departmental search committees to discuss best practices for diversity in
faculty recruitment, met with female faculty candidates to promote UTEP and to describe the
support that the department, college, university, and ADVANCE program can provide, and
followed-up on post-interview progress of searches, including dual career placements. The four
Faculty Fellows, one from each ADVANCE college, also attend monthly meetings with the
ADVANCE team, attend yearly retreats, and participate in Advisory Board meetings.
ADVANCE Faculty Fellows:
Carlos Ferregut, Associate Dean and Professor, College of Engineering
Wendy Francis, Associate Professor, Department of Psychology
John Hadjimarcou, Chair and Associate Professor, Department of Marketing and
Management
Elizabeth Walsh, Associate Professor, Department of Biological Sciences
2. Associate Provost for Faculty and Academic Affairs
Dr. Sandra Hurley attends monthly ADVANCE meetings.
3. Advisory Board Members
The Advisory Board is responsible for continuous refinement of the UTEP NSF ADVANCE
initiative provides innovative ideas, monitors progress, and, at the conclusion of the grant, will
assess the success of our initiative. The six members of the board are representative academic,
business, and scientific leaders who are recognized nationally for their work in organizational
transformation and commitment to diversity.
UTEP ADVANCE conducted its fourth Advisory Board Site Visit May 21-22, 2007.
The Advisory Board members:
Committee Chair - Karan Watson, PhD, PE, Dean of Faculties and Associate Provost,
Texas A&M University
Myrna Deckert, Consultant, Paso Del Norte Group
Lisa Frehill, PhD, Executive Director, Commission on Professionals in Science and
Technology
Emir José Macari, PhD, Dean, College of Engineering and Computer Science, California
State University at Sacramento
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James E. Murphy, Consultant
Orlando Taylor, PhD, Vice Provost for Research and Dean of the Graduate School,
Howard University
4. Institutional Action Board
The Institutional Action Board is responsible for continuous refinement of the initiative through
initiating policy change, defining strategies for change, guiding future grant initiatives, and
developing a plan for sustainability. In addition to the grant investigators and program
evaluator, the board is comprised of the deans of Business, Engineering, Liberal Arts, and
Science; the campus EO/AA officer; chairs of selected ADVANCE departments, and other
faculty leaders.
A small group of the Action Board met with the ADVANCE team, Faculty Fellows, Associate
Provost, and the external Advisory Board in May 2007 to discuss institutionalization of
ADVANCE initiatives.
The Action Board Members:
Steve Stafford, Interim Dean, College of Engineering
Michael Eastman, Dean, College of Science
Robert Nachtmann, Dean, College of Business
Howard Daudistel, Dean, College of Liberal Arts
Sandra Hurley, Associate Vice Provost
Richard Jarvis, Provost
Kate Miller, Associate Dean, College of Science
Robert Kirken, Chair, Department of Biological Sciences
5. External Evaluator
Jennifer Greene, Professor of Developmental Psychology at the University of Illinois, UrbanaChampaign, visited UTEP in April 2007 to serve as external evaluator.
6. Subcommittees
The following faculty served on the Graduate Research Assistant Awards Proposal Review
Committee.
Elizabeth Anthony, Co-PI, Geology
John Hadjimarcou, Associate Professor, Marketing and Management
Wendy Francis, Associate Professor, Psychology
Elizabeth Walsh, Associate Professor, Biology
Carlos Ferregut, Associate Dean, College of Engineering
7. Other Specific People Not Listed
Roy Mathew, Director of the Center for Institutional Evaluation, Research and Planning
facilitated the acquisition of data used in this report.
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Vanessa Espejel-Garcia, Department of Geological Sciences, assists Elizabeth Anthony,
Professor of Geological Sciences and Co-PI, with research.
Keith Cardon, Department of Geological Sciences, assists Elizabeth Anthony with research.
Michelle Villa, Department of Communication, assists Pat Witherspoon, Professor of
Communication and Co-PI, with research related to the ADVANCE grant.
Michael Merritt, Department of English, assists with web site design.
Robert Cabello, Institute for Policy and Economic Development, transcribed audio tapes of
interviews of women faculty.
Patricia Contreras, Institute for Policy and Economic Development, transcribed audio tapes of
interviews of women faculty.
Dorian Soares, Department of English, conducted an annotated literature review of books on
the topic of leadership.
II. ACTIVITIES AND FINDINGS
A. RESEARCH AND EDUCATION ACTIVITIES
Year 4 of the University of Texas at El Paso (UTEP) NSF ADVANCE Institutional Transformation
for Faculty Diversity initiative was an extremely demanding, but gratifying one as we hosted three
site visits. Preparing for our external visitors gave us the opportunity to reflect on what we have
accomplished to date and revisit plans for the future.
In October, we hosted the NSF Site Visit team; in April, external evaluator Jennifer Greene; and in
May, our ADVANCE external Advisory Board. During these visits, we not only received valuable
guidance, but also validation that our efforts are making a difference as we attend to our UTEP
ADVANCE goals: 1) to value and build a talented, diverse faculty and recognize that a collegial,
productive environment can be created for anyone and everyone, and 2) to understand that
organizational commitment and communication are vital to the realization of this mission.
In preparation for the NSF Site Visit, we submitted a Third Year Site Visit Report (Appendix A).
After the NSF Site Visit, we received the NSF report (Appendix B) in December 2006, outlining
two major concerns: the need for an external evaluation separate from the one done by our external
Advisory Board and the need for a specific plan for institutionalization of our initiative.
To address the first concern, we invited Jennifer Greene to conduct an external evaluation. We
discuss her findings, which are included as Appendix C, later in this report. Dr. Greene’s external
evaluation complemented the work of our two internal evaluators: Igor Ryabov and Ann Darnell.
Dr. Ryabov provided oversight for all qualitative assessment, including questionnaires, reports,
transcriptions of focus group meetings, and the Chair Chat series, as well as analysis of the results
of in depth interviews of women faculty. He also wrote assessment reports on the Faculty
Mentoring Program for Women and IMPACT Seminars. Ms. Darnell developed and maintains the
ADVANCE faculty database using data retrieved through past evaluation reports and certified
institutional data. The quantitative data housed in the ADVANCE faculty database serve as the
primary source for updating the NSF 12 Indicators.
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To address the second concern, we held an ADVANCE team (including our Faculty Fellows and
Associate Provost Sandra Hurley) retreat in January 2007 to develop a detailed plan (Appendix D)
for institutionalizing our initiative. Other NSF Site Visit recommendations are addressed
throughout this annual report.
UTEP ADVANCE continues to make significant progress overall. Some of our accomplishments
to date:
Since the 2003-04 hiring season, 42% of the tenure-track/tenured faculty hires in the
ADVANCE departments have been women. In 2006, 23% of the tenure-track/tenured
faculty in ADVANCE departments are women, up from 15% in 2003. For the previous
decade, 1992-2001, the percentage of women in these departments remained flat at 14%.
To assist with recruitment, the ADVANCE team has met with 95 percent of the ADVANCE
department female candidates and has facilitated the hiring of 9 dual-career academic
couples. A Human Resources staff member now meets with candidates who have partners who
need help finding jobs in the region. Prior to ADVANCE, no one person was charged with
assisting dual-career candidates.
ADVANCE has provided $119,305 in salary funds for 5 dual career hires, $170,000 in start-up
funds to 19 women, and over $214,000 in research funds (49 awards to 37 faculty) to support
Graduate Research Assistants.
A review of UTEP data shows that more women are chairing ADVANCE departments and
serving on promotion and tenure committees and that there are no significant differences by
gender for salary, space allocation, and start-up packages. Prior to ADVANCE, there was no
central database tracking these indicators.
Three of the four colleges that house ADVANCE departments have initiated a formal third year
review; the fourth is developing such a policy. Prior to ADVANCE, two colleges had a formal
third year review. A policy for extending the tenure clock is now included in the Handbook of
Operating Procedures.
The highly successful Faculty Mentoring Program for Women, in place since fall 2000,
continues with over 130 participants. Prior to the inception of the FMPW, there was no
university-wide mentoring program.
The IMPACT Seminars which help faculty develop integrated plans for career success has had
38 faculty, men and women, all ranks participate. Prior to ADVANCE, there was no such
university-wide program.
Since 2003-04, all women who have come up for tenure and/or promotion in the 18 ADVANCE
departments have been successful. Prior to ADVANCE there was no central database tracking
this indicator.
ADVANCE is opening channels of communication through Chair Chats, Chair Interviews,
Women Faculty Forums, and the administration of a faculty work life survey and its results.
Beginning in fall 2006, the Provost has appointed a Vice Provost for Faculty and Academic
Affairs and convened a university-wide Chairs’ Council. Prior to ADVANCE, Chairs had no
formal method of sharing concerns or best practices.
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The UTEP Human Resources department now administers a university-wide faculty exit survey.
Prior to ADVANCE, there was no formal faculty exit survey.
ADVANCE is conducting research on Latinas’ pathway to the PhD and is interviewing all
UTEP ADVANCE faculty women to record their experiences with recruitment, retention, and
promotion.
The ADVANCE initiative now includes four Faculty Fellows who work with their respective
colleges on recruitment and retention.
The UTEP ADVANCE team has made 34 campus presentations, 26 presentations at national
and regional conferences, and has written four papers and one book chapter on the UTEP
NSF ADVANCE initiative.
Following is a description of Year 4 Research and Education activities by component:
1. Policy and Recruitment
Policy and Recruitment, under the direction of PI Elizabeth Anthony, continues to oversee two
areas: 1) faculty recruitment and retention and 2) the Graduate Research Assistantship (GRA)
program.
Specific activities during Year 4:
Continued to meet with many of the female and dual career faculty applicants during
their on-campus visits. The results of the recruitment year are listed below under
Findings. The Faculty Fellows met additionally with female and dual career individuals.
A listing of the faculty candidate interviews is included in Appendix E.
Met with the candidates for Dean of the College of Engineering and Science. One of the
principal questions asked of these candidates was how they would integrate into the
institutionalization of the ADVANCE gains. The ADVANCE team provided to the
search committee written recommendations regarding the Dean candidates.
Collaborated with Igor Ryabov on a survey of female applicants to UTEP who either did
not accept or were not offered a position at UTEP. The applicants are essentially all
successful at tenure-track or post-doc positions. Data from the interviews were
disaggregated according to race, ethnicity, and citizenship status. The disaggregated data
are supplementing the on campus survey of female faculty in the ADVANCE
departments.
Served on the College of Science Promotion and Tenure Committee. This committee is
constituted of a faculty member from each department in the college. They meet in the
fall to review and make recommendations for all tenure and promotion applications. They
meet in the spring to make formal recommendations for post-tenure review and third year
review. The third-year review process includes bringing each faculty member and his/her
mentor to meet with the committee and discuss in an informal and collegial environment
the most effective strategies to strengthen the tenure dossier.
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Served on an Ad hoc committee to review promotion and tenure policy. The initiative to
review and amend policy has originated in the Provost’s office.
Administered the Graduate Research Assistantship program which has been in place
since the inception of the grant. Appendix F includes a listing of funded faculty. Both
students and faculty are positive in the impact of this program on their career
development. Many of the students are from minority groups, and this program is one
way that the UTEP ADVANCE initiative reaches out to this group.
Prepared reports and presentations to internal Principal Investigator meetings (which are
scheduled 2x/month), meetings with the President and Provost of UTEP (each 2x/year),
our external Advisory Board (1x/year), the NSF Site Visit, the annual PI meeting, and the
Annual Report.
2. Faculty Development
Faculty Development, under the direction of Coordinator Jana Renner, continues to oversee the
Faculty Mentoring Program for Women and the IMPACT Seminars.
Faculty Mentoring Program for Women (FMPW)
The goals of the Faculty Mentoring Program for Women are to help new women faculty with:
Balancing Work Loads: Facilitate the attainment of individual strategic career objectives by
providing an environment where women faculty can discuss the conflicting demands of work
and family and prioritizing the diverse demands of teaching, research, and service
Access: Increase women faculty’s effectiveness and visibility through improved access to
information and resources that support academic activities and to networking opportunities
for new ventures and relationships
Acculturation: Orient new women faculty to UTEP, including helping them avoid mere trial
and error approaches to managing relationships with students, faculty, staff, and
administrators
The FMPW, an 18 month program, invites all new tenure-track women faculty to participate.
During the 2007-08 academic year, 32 women faculty participated in the program. New faculty
women are placed into “mentoring teams” consisting of up to six other new women faculty
from their college and two mentors who are from their college, but not from their own
department. The program offers monthly luncheons for the mentoring teams with the aim of
increasing networking opportunities, mentoring conversations, and peer mentoring. Monthly
luncheons either have a topic based on an assigned article or are simply structured opportunities
for mentoring teams to meet and discuss challenges and solutions on a regular basis. The
program also offers monthly brown bags for mentees only, where peer mentoring networks are
enhanced and new women faculty can compare notes and troubleshoot challenges. Some
brown bags are “free” topics, some have a topic based on an assigned article, and for some
there are invited guests with expertise in areas such as leadership and grant writing. This year,
the Faculty Fellows assisted in identifying mentors and the program offered a spring meeting
for mentors to share ideas for improved mentoring.
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IMPACT Seminars
The IMPACT Seminars are designed to increase the effectiveness of participating faculty by
developing new ways of integrating teaching, research, and service, and by developing
leadership skills. They build communities of current and future faculty leaders from various
ranks who are committed to continual reflection on the relationship between teaching, research,
and service, and on leadership in the academe. Participants develop individual career action
plans that will facilitate their professional advancement. During the intensive week-long
seminar, facilitators ask questions with a view toward maximizing the quality of student
learning and enhancing a productive professional career. Participants develop assessment plans
to record the effects of the action plans proposed. Participating faculty gather documentation,
meet monthly, and discuss the effectiveness of their plans. In the second summer of
participation, they disseminate their results at meetings and/or through refereed publications.
For the first 3 1/2 years of the grant, Tine Reimers, ADVANCE Co-PI and Director of the
Center for Effective Teaching and Learning, led both efforts. In January 2007, Dr. Reimers
accepted the position as Executive Director of the ADVANCE program at Cornell University.
Jana Renner, ADVANCE Program Coordinator, organized and facilitated the remaining FMPW
luncheons and brown bags. Dr. Reimers returned to UTEP as a consultant for one week in May
to conduct the 2007 IMPACT Seminar. She co-led the seminar with John Hadjimarcou,
ADVANCE Faculty Fellow and Chair of Marketing and Management. Dr. Hadjimarcou will
facilitate the monthly meetings during the next academic year and will lead the seminar in
2008.
3. Collaborative Leadership
The purpose of this component, under the direction of PI Patricia Witherspoon, is to establish
and enhance connections among faculty and administrators and create and sustain positive
organizational climates and rich organizational cultures that facilitate the recruitment, retention,
and promotion of women in the sciences and engineering.
The ADVANCE team, including the Faculty Fellows, engaged in finding those connections by
facilitating dialogues among Chairs and among women on the faculty, as well as faculty
engaged in departmental search processes. We are engaged in creating and/or changing
climates and cultures through conversations, programs, and projects and are also working with
colleagues in university administration to sustain the climates and cultures that will facilitate
the recruitment, retention, and promotion of women.
Specific activities during Year 4:
Conducted a “Chair Chat” or focus group discussion among department Chairs of the 18
departments. The following questions guided these discussions: What issues are
affecting the recruitment, retention and promotion of faculty in general? Of women
faculty in particular? What ADVANCE initiatives must be institutionalized at UTEP as
the grant enters its final year?
Conducted two forums for women faculty to discuss the following questions:
What should be done to facilitate the recruitment, retention, and promotion of women
faculty at UTEP? Does climate (departmental, college, university-wide) affect these
processes? If so, how? Does a “sense of community” or lack thereof, affect these
processes?
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Assistant professors were invited to forums separate from those attended by associate and full
professors. Additionally, all women faculty were given the option of visiting individually with
Dr. Witherspoon if they chose to keep their comments confidential from other faculty women.
One individual chose this option.
Categorized best practices with respect to recruitment and retention of underserved
groups and created a CD that contains these best practices for distribution to Deans,
department Chairs, and chairs of faculty search committees.
Completed 56 interviews with women faculty in the 18 ADVANCE departments to
determine their pathways to the PhD and initial faculty appointments. Fifty-five of the
interviews were recorded, transcribed, and analyzed through NUDIST qualitative
research software. (One person preferred not to be audio-taped.) Findings will be
reported to the NSF in a special document, and a journal article will be written
summarizing the findings. Initial results were reported at the ADVANCE meeting in
Washington, D. C.
Developed a strategy for creating community at UTEP in order to enhance retention of all
faculty, but especially women faculty, by situating programs for creating community in
the Sam Donaldson Center for Communication Studies, which is directed by Dr.
Witherspoon.
Worked with UTEP’s Vice President for Research and the Faculty Fellows to bring to
UTEP a research interest database used by other University of Texas System
components. This database will allow Deans, Chairs, and faculty to identify potential
members of various research networks who share interests. This database will be used to
facilitate the development of research networks/teams. Women faculty, who are often
left out of more traditionally organized networks and teams, should benefit from this
comprehensive database.
4. Evaluation
The evaluation component, under the direction of Igor Ryabov, continues to provide a constant
flow of data to the project team.
Although the NSF Site Visit team was impressed with the positive effect the UTEP ADVANCE
initiative has had on the environment for women in Science and Engineering, they noted that
we could strengthen our evaluation efforts. The recommendations centered on the necessity of
adopting a systemic approach and integrating the quantitative and qualitative data. The site
visit team also recommended that the evaluation efforts be more closely tied to the goals of the
initiative, and the need to supplement quantitative data with quantitative analyses to provide a
more holistic picture.
Jennifer Greene, our external evaluator, reported after her April visit that our evaluation
component was working successfully toward its stated goals. She also described several
evaluation priorities for the last year of the initiative. These include continuation of the
quantitative and qualitative assessment as planned, comparisons of UTEP’s ADVANCE
program accomplishments with those of other ADVANCE institutions, and assessment of plans
for institutionalizing the initiative.
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Using these recommendations, Dr. Ryabov and Ms. Darnell continue to collaborate on
innovative approaches to integrate both quantitative and qualitative data aimed at assessment of
each of the project initiatives. During the last academic year, our internal evaluators completed
reports of the Faculty Mentoring Program for Women, IMPACT seminars, and a qualitative
study of UTEP job candidates.
There is also a qualitative study of tenured/tenure-track female faculty at UTEP underway;
preliminary results are discussed later in this report. The preparatory work has been carried out
for the next wave of the Faculty Work Life Survey to be administered in the fall of 2007.
Additionally, UTEP Human Resources is administering an exit survey created with active
participation of the ADVANCE team.
One of the primary data collection activities that occurred during Year 4 was the development
and verification of accuracy of the UTEP Faculty Database. A number of sources were used to
validate data:
Human Resources
Information Technology
Center for Institutional Evaluation, Research and Planning
Library Budget Books
University and Departmental Web Pages
Provost’s Office
University Communication
Faculty appointment files were used as the primary source of faculty data. Retention,
promotion, and attrition were all tracked annually for each academic year. Data were retrieved
back to fall 2000. Cohorts of data have been created for each year of the grant to longitudinally
track faculty and examine if UTEP is reaching its ADVANCE goals. Results of this tracking
are included later in this report.
Table 1. The Cohorts of tenured/tenure-track faculty in ADVANCE Departments for the first four
years of the grant.
2003
Existing
New Hire
Left
Promoted to Assoc
Promoted to Full

F
39
3
5
0
0

M
198
11
9
0
4

2004
F
41
16
1
1
1

2005
M
200
12
9
3
1

F
53
7
4
3
2

2006
M
197
20
15
5
2

F
56
6
4
2
0

M
204
6
13
10
4

Institutionalization efforts for the faculty database have begun with monthly meetings with the
Vice Provost for Faculty and Academic Affairs and other Vice Provosts. The methodology of
maintaining this database and familiarity with the NSF 12 indicators is being discussed. The
NSF 12 indicator data will be provided in a report to the Provost’s Office, with continued
discussions on keeping the focus of institutionalization of the ADVANCE goals of maintaining
a diverse faculty that facilitates the recruitment, retention, and promotion of women.
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B. FINDINGS
1. Policy and Recruitment
The recruitment year is almost complete and reveals the following statistics:
Females represent four of the sixteen hires (25%) in the ADVANCE departments.
Three of these four (75%) are Latina.
There are currently three hires in the College of Engineering. One of the hires is a new
Dean of the college. ADVANCE team members met with this individual, and we were
very impressed with the depth of his understanding and commitment to gender equity.
The other two hires are Latinas. ADVANCE is currently helping to negotiate a dual
career tenure-track position for the spouse of one of these females. This dual career hire
would be the first in the College of Engineering; this would not have been possible before
the dialogue and financial opportunities provided by the ADVANCE grant.
The percentage of female hires for this one hiring year is lower than our current
cumulative average of 42 % for the lifetime of the grant. We hypothesize that hiring at
the senior level this year substantially impacted our numbers. The twelve male hires
include two endowed Chair positions, a Dean, and two department Chairs (5/12 = 42%).
We note that finding gender diverse pools for high-level faculty positions continues to be
a greater challenge than at the Assistant/Associate rank positions.
PI Elizabeth Anthony collaborated with Evaluator Igor Ryabov on a survey of female
applicants to UTEP who either did not accept or were not offered a UTEP position. This study
used a sample of 24 female candidates for faculty positions in 2004 at UTEP to examine, first,
the pathways to the doctorate of recent female graduates and, second, the strengths and
weaknesses of the UTEP recruitment policies.
In order to achieve a high response rate, the study combined paper survey and telephone
interview formats. Consequently, our results are derived from use of both quantitative (SPSS
cluster analysis) and qualitative (QSR NUDIST coding) methods. A remarkable feature of our
sample is its diversity in terms of geographical origin (and thus nativity status) and
race/ethnicity. Including data we recovered for non-responses, Latina, California-born and
foreign-born (dominantly Chinese) are overrepresented in our sample relative to the pool of
female faculty job applicants at UTEP. A 2-cluster solution supports the validity of this finding.
The two clusters significantly differ (Student’s t test, p>0.001) on 26 out of 33 questions
presented in the interview questionnaire. The first cluster is comprised of U.S.-born Latinas and
the second cluster includes the others, i.e. primarily the foreign-born applicants.
The results of cluster analysis clearly suggest that nativity status and ethnicity are the two most
important predictors of family social history, sources of social support, personality and, career
choices of female job candidates. The foreign-born individuals were from families with a
history of college education, attended large public schools and obtained their Baccalaureate
degrees from large and prestigious universities located in urban areas.
In contrast, U.S.-born Latinas came from families with little or no educational history living in
small suburban (mostly California) or rural communities. One was the first woman in her
family to graduate from college. In contrast to cluster-2 respondents, U.S.-born Latinas (cluster
1) reported reliance on extensive support networks as the most decisive factor in their choice of
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college. Geographical location, especially proximity to the place of employment of spouse or
other adult family members, was by far the most decisive factor in U.S.-born Latina’s (cluster
1) choice of UTEP. The differences between the two clusters were minimal in the responses to
the recruitment process at UTEP. All job candidates were unanimously positive in their
assessment of the recruitment and interview process at UTEP and hailed the dual career
opportunities offered by ADVANCE.
2. Faculty Development
Faculty Mentoring Program for Women
The formal meetings and brown bags were well-attended throughout the year. The number of
participants that attended the formal monthly meetings ranged from 20 to 27 participants, with
the greatest number attending the “Breakfast with the Provost” in November 2006. The
number of faculty who attended the monthly brown bags ranged from 6 to 16, with the greatest
number attending a session on balancing work and family.
Each year, current FMPW mentees and mentors are invited to participate in focus groups. The
evaluation report for the first five years of the program is included in Appendix G. To
summarize, mentees report the following benefits:
Social capital: access to information and resources via membership in networks, built
collegial relationships, networked with senior faculty.
Diminished isolation: found out others have the same problems, know people across
campus wouldn’t otherwise have met, able to talk about issues not possible in own
department.
Integration of teaching and research: effective time-saving techniques that incorporate
research, teaching and service.
New approaches to goal-setting: building new courses, establishing new research areas,
creating new opportunities for faculty-to-faculty discussion and collaborations.
Preparation for tenure: prioritizing key research and teaching activities, including writing
grant proposals, formulating research projects as well as developing courses.
Balanced approach to service: learning to say “no” strategically and still be a good
citizen.
Acculturation: discussions on departmental or school/college politics, new “know-how”
in negotiating the demands and expectations of department Chair and faculty colleagues.
The majority of respondents from all years reported that the mentee/mentor interactions
and mentee team interactions were productive. With respect to satisfaction of
interactions regarding teaching, research, and service, the majority of respondents
reported medium to high satisfaction, with discussions about research ranking the
highest. In addition, respondents reported a high level of satisfaction with support for
academic career development and networking.
Another wave of focus groups was conducted in the spring of 2007. This years’ participants
report the following benefits of the FMPW:
Provides an opportunity to develop relationships with faculty university-wide.
Having mentors and peers from outside the department provide a different perspective.
Sends a message that UTEP is committed to its faculty.
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Offers strategies to develop career priorities.
Mentors and mentees made the following suggestions for the program:
Keep the formal university-wide mentoring program; do not move the program into the
Colleges.
Provide more training for the mentors.
Create smaller mentoring groups; larger groups found it difficult to coordinate schedules.
Organize family friendly events where faculty could bring their children and/or spouse.
IMPACT Seminars
IMPACT Seminars conducted from 2003-2006 were evaluated based on annual reports
submitted by participants at the end of each year-long seminar. The evaluation report can be
found in Appendix H. In summary, participants reported the following personal benefits:
Time and stress management strategies
Positive changes in perception of self or self-awareness
Increased openness to learning new skills
Positive attitude change
Empowerment
Increased sense of community
Integration of teaching, research, and service
The following institutional benefits were also identified:
Interest in leadership
Collegiality
Integration of personality
Networking
A number of participants mentioned that the program should be institutionalized; some even
noted that the program should be mandatory for all junior faculty. As one participant stated, “I
would recommend that UTEP make IMPACT mandatory for all new faculty, and offer it as part
of new faculty orientation.”
Annual reports for the 2006-07 IMPACT fellows are in the process of being analyzed and will
be available in fall of 2007. The 2007-08 participants reported the following benefits after the
one-week seminar:
The leadership symposium and leadership sessions allowed participants to re-think their
roles as leaders.
Provided strategies for integrating research, teaching, and service.
Provided time management strategies.
Allowed for informal discussions in a non-threatening environment.
Provided a network of colleagues across disciplines that are experiencing similar
situations.
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3. Collaborative Leadership
During a spring 2007 Chair Chat, department Chairs made several observations related to
recruitment, retention, and promotion of women at UTEP. These included the following:
Departmental climates and cultures are affected by the fact that different generations may
work within one department.
Salary compression is a “huge” issue at UTEP.
Putting a commitment to hiring women in a departmental compact would not be a
problem for Chairs in some departments. In other departments, one would have to
navigate “rough waters” due to the “generational” problem.
With respect to retention of women faculty at UTEP, Chairs are concerned about:
spousal hiring; the El Paso environment/culture; better offers from other universities; not
time off for research (no sabbaticals); no flex-time to work toward tenure.
Another retention issue is the lack of feedback on what it takes to get tenure or promoted.
In some departments there is no clarity on this issue.
Suggestions from Chairs:
If one has to prioritize what to institutionalize among ADVANCE initiatives, keep the
dual career funding, then funding for start-up costs, then the IMPACT seminar, which
exposes faculty to leadership opportunities.
UTEP should think about leadership opportunities for women, perhaps in a
competitively-selected program that offers a full-year of activities and an internship with
a mentor.
UTEP should begin the informal identification of future department leaders, not only
Chairs but Assistant Chairs, grad advisors, committee chairs, etc.
Chair selection should take place a year ahead of time to help train the new person who
should receive a reduced teaching load.
We need mentoring and an orientation for new Chairs, but the time commitment for a
long orientation is problematic.
The Faculty Mentoring Program for Women is important; it helps a person get to know
other people outside one’s own department.
Chairs should check with their Deans about unfilled endowed academic positions. It is
time to nominate faculty, especially women, for these positions.
Selected observations from women at Faculty Forums:
Course loads are too high in some departments, even for individuals with research grants.
Junior faculty need more mentoring, which is important for third year reviews.
More feedback/information about promotion and tenure standards is needed.
There are differences between men and women re: expectations about how they should
be treated in the university as a workplace (by fellow faculty). There are also differences
in expectations depending upon one’s discipline and nation of origin.
The dual career issue continues to be a major issue for retention as well as recruitment.
Women’s faculty forums are good for encouraging each other, and we need to continue
them after ADVANCE has ended.
Interdisciplinary research is a back door way to enhance community.
Professional development of graduate students is important.
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One needs to get credit for being a collaborator.
The research/writing workshops held by the Office of Research and Sponsored Projects
are very helpful.
ADVANCE workshops help create community.
Hiring a spouse into a staff position isn’t as valued as hiring a spouse into a faculty
position.
UTEP’s rules get in the way of the institution’s academic work.
The Faculty Mentoring Program creates community.
Faculty who are responsible for undergraduate advising in a department don’t have time
for their research.
ADVANCE research assistantships are great learning experiences for grad students.
HR staff need to be better educated on the family leave policy and on academia in
general.
Selected suggestions from other women faculty:
Someone should handle mentoring in each department, maybe not the Chair.
New Chairs need workshops on communicating with faculty, and on how such
communication differs with respect to gender and cultural differences.
We need dual career “counseling” after ADVANCE ends.
The FMPW needs to be retained and expanded after ADVANCE ends.
We need a list of people who want to collaborate with others.
ADVANCE needs to sponsor a panel of grantees, and specifically a panel about URI
grants.
Assistant Professors need more positive feedback in order to help retention, especially
from levels beyond the Chair.
Deans should have junior faculty forums, to talk about what UTEP is doing, and how that
impacts junior faculty. These forums should allow junior faculty to ask questions, to
determine if Chairs are passing along information.
The President should hold new faculty forums.
A long-term faculty orientation is a good idea.
Community-creating activities include Wednesday night dinners and interdisciplinary
colloquia.
UTEP needs more events for socializing as a faculty.
Keep CETAL seminars/workshops.
Keep the IMPACT seminars
Keep the FMPW brown bag lunches.
Keep the day-long session on third year reviews and the tenure packet.
UTEP faculty women need managerial/leadership seminars.
4. Evaluation
Following is a discussion of NSF 12 indicators. Most tables associated with NSF12 indicators
are presented in Appendix I. During 2006-07, Indicators 1-9 were examined. Indicators 10 and
12, salary and start-up packages, were completed in 2005-06 and will be repeated next year
during the final year of the grant. New hires for 2006-07 were identified and 2007-08 data will
be added with a final analysis conducted for all ADVANCE faculty members. Indicator 11,
space allocation, will no longer be verified after the first study indicated there was no disparity
by gender.
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NSF 1. Number and percent of women faculty in ADVANCE departments (Tables 1A and
1B)
Table 1A (Appendix I) shows the number and percent of all faculty at UTEP and in the
ADVANCE departments as of Fall 2006 and the number and percent that are female. Of the
880 UTEP faculty, women numbered 367, or 42 %, in the fall of 2006. In contrast, of 392
faculty members in ADVANCE departments 109, or 28% were women. These positions
include tenure-track and non-tenure-track positions.
Table 1B (Appendix I) reveals a disproportionate gender distribution of all faculty among the
ADVANCE departments. The percentage of female faculty ranges from 0% in Metallurgical
and Material Engineering department to 60.5% in Languages and Linguistics. It should be
noted, though, that Metallurgical and Material Engineering is the smallest among the
ADVANCE departments with only 9 faculty members, while Languages and Linguistics is the
second largest (after Mathematics) with 43 faculty.
Note also that Science, Technology, Engineering, and Mathematics (STEM) departments in
comparison to Social & Behavioral Sciences (SBS) and Business are more diverse both in
terms of their size and percentage of female faculty. Within STEM departments, the percent
female ranges from 0 % (Metallurgical and Material Engineering) to 36.7% (Biological
Sciences). In contrast, relatively large departments in the SBS disciplines are less diverse, albeit
having higher percentage of female faculty on average. Among SBS, Political Science (17
faculty) has the lowest percentage of female faculty (17.6%), while the aforementioned
department of Languages and Linguistics has the highest.
The correlations analyses demonstrate that the total number of faculty and percentage female
are closely correlated in both STEM and SBS disciplines (the Pearson correlation coefficient is
0.42). This is not true, however, in Business where the correlation between department size and
percentage female faculty is minimal. The department of Information and Decision Sciences,
the largest department in the College of Business, is where women are most underrepresented,
with only one position held by a female. Of the three groups of disciplines evaluated, Business
had, on average, the smallest-size departments (average size in Business was 16 faculty in
comparison to 22 in STEM and 26 in SBS) and the lowest percentage of female faculty (14.6%
versus 18.9% in STEM and 41.1% in SBS), with three of its departments employing only 1-4
female faculty.
Table 2 below shows 109 females out of 392 faculty members in ADVANCE departments
(including non tenure-track) and compares these numbers to the past two years. The percentage
of female faculty in ADVANCE departments has increased four percent to nearly 28% since
the fall of 2004. There has been a decrease in male ADVANCE faculty while females have
continued to increase.
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Table 2: All UTEP Faculty – 2004 to 2006.
ADVANCE Departments1

All UTEP

Total
Female
% Female
Total
Female
% Female
Fall 2004
876
345
39.4
425
102
24.0
Fall 2005
901
393
43.6
404
108
26.7
Fall 2006
882
367
41.6
392
109
27.8
1
Includes all faculty with title of Lecturer, Assistant Professor, Associate Professor, or Professor.
Source: Center for Institutional Evaluation, Research and Planning and ADVANCE faculty database
(2006)
Figures 1 and 2 below look at ADVANCE faculty distribution for the past three years. Figure 1
shows the number of all (male and female) non tenure-track faculty declining as a percentage of
the total ADVANCE Faculty and Figure 2 shows the distribution of female faculty increasing
in tenure-track and tenured positions and declining in the non tenure-track positions.
ADVANCE Fem ale Faculty Distribution

ADVANCE Faculty Distribution
100%

100%
80%

37%

38%

44%

20%

20%

24%

25%

60%

60%
22%

27%

40%

25%

30%

40%
57%

20%

40%

36%

31%

2004

2005

2006

0%

27%

80%

55%
43%

20%

0%

Non Tenure-Track

Tenure-Track

Figure 1

Tenured

2004

2005

Non Tenure-Track

Tenure-Track

2006
Tenured

Figure 2

Table 1C (Appendix I) demonstrates the distribution of ADVANCE faculty in tenured, tenuretrack, and non-tenured positions in STEM fields, SBS and Business. Out of the female faculty,
28% of STEM women are non-tenure track, whereas 55% of SBS women and 43% in Business
are on non-tenure track. Tenured female faculty distribution shows 39% in STEM (18 of 46),
18% in SBS (10 of 56) and 14% in Business (1 of 7).
NSF 2. Number and Percent of Women in Tenure-Track Positions by Rank and Department
Considering all STEM departments, women in tenure-track positions are more or less evenly
dispersed between Assistant, Associate, and Full Professor ranks. However, individual STEM
departments have an unequal representation of each position. Whereas Biological Sciences,
(one of the largest with respect to both percentage female and the total size faculty, see Table 2
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in Appendix I) has eight tenure-track positions held by females, only one is a Full Professor
with the majority of the remaining women in Assistant Professor positions.
Moreover, the majority of STEM departments (6 out of 10) do not have female Full Professors.
In those departments where at least one female holds a Full Professor position, there are
relatively low percentages of women in lower ranks. For example, Geology has four full female
professors and no women in Associate and Assistant Professor ranks. Likewise, there are two
female Full Professors and two Assistant Professors in the department of Computer Science and
no women in the Associate Professor rank.
The distribution of female tenure-track faculty by rank in SBS departments is quite similar to
that in STEM. Out of five SBS departments, two do not have women represented among Full
Professors, while the other three have one each. Note that Communication has the highest
female percentage of Full Professors (100%) although only 4 of the 12 tenure-track positions
were filled by females. In all Business departments there are no female Full Professors and only
one female Associate Professor.
NSF 3. ADVANCE Tenure promotion outcomes by gender
All women in ADVANCE departments who have come up for tenure or promotion during all
years of ADVANCE at UTEP have received tenure or promotion (see Table 3 in Appendix I).
Three men have been denied during this same time period. In 2006-07 across the ADVANCE
departments, there were 10 candidacies for tenure and one candidate for Full Professor. Of
these, all women who were up for tenure were awarded it, whereas 4 out of 5 men up for tenure
were awarded. The man who went up for Full Professor also received it. During the past three
years, eight ADVANCE women has been tenured and promoted.
NSF 4. Years in Rank in STEM Fields by Gender
The majority of UTEP ADVANCE faculty go up for tenure and promotion during their sixth
year. In reviewing the data, 73% of all ADVANCE female Assistant Professors and 59% of the
male Assistant Professors go up for tenure and promotion during their sixth year. Thirty-one
percent of the males and 26% females go up early, with 9% of the men and no women
extending the tenure clock one year.
The question most frequently asked regarding years in rank and gender is: “Are women stalling
at the associate level?” While the number of females at the associate rank is very small, an
analysis was conducted to identify how long ADVANCE faculty were remaining at the
Associate Professor level. Table 4 (Appendix I) shows that half of the female Associate
Professors have been associates for only one to two years. Ten out of twelve women have been
at the associate level six years or less. Men at UTEP average twice the length of time at the
associate rank (9 years) as women (4.5 years).
NSF 5. (a) Time at Institution (b) Attrition by Gender
The difference in time at institution increases with rank for both genders. At the Assistant
Professor level, the average time at institution is almost the same for both genders (4.2 years for
women and 4.3 years for men, see Table 5 in Appendix I). Difference in time at institution
between genders is larger at the Associate Professor level. On average, women at the associate
level have spent 11.8 years, and men 13.6 years. At the Full Professor level men significantly
exceed women in time spent at the institution. At this level men have spent an average of 22.3
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years, whereas women only 13.8 years on average). This implies that male Associate
Professors remain at UTEP for a much longer time than women.
NSF 6. Number of Women Who Are in Non-Tenure-Track Positions
The number of women in non-tenure track positions in ADVANCE departments continues to
decline. ADVANCE faculty distribution is as follows:
22% Professor
22% Associate
25% Assistant
15% Lecturer – Full Time – (non-tenure-track)
16% Lecturer – Part Time – (non-tenure-track)
One cause of the decline is the changing reporting structure of developmental math faculty.
Made up of non-tenure-track lecturers, these lecturers no longer report to the Mathematical
Sciences department, one of the 18 ADVANCE departments, and instead report to the Entering
Student Program in University College. Table 6A shows the percent of women faculty by
tenure status. Table 6B in Appendix I breaks this data down by department.
NSF 7. Number and Percent of Women in Administrative Positions
As Table 7 in Appendix I shows, out of the 21 top leadership positions identified
(President/Vice Presidents/Associate and Assistant VPs/Provost/Vice Provost), seven, or one
third, were held by women. Most notably, the position of UTEP President is held by a woman.
The positions with the highest percentage of women are Program/Center/Division Directors in
the Colleges of Business and Liberal Arts, and the Associate Deans in the Colleges of Science
and Engineering (50%), and in the Colleges of Business and Liberal Arts (40%). Women are
also well represented among the Department Chairs in STEM and SBS ADVANCE
departments, but not in Business. Out of 13 Department Chairs in STEM three are women. In
SBS, the representation of women among Department Chairs is even higher: two out of five
Department Chairs are women.
NSF 8. Number and Percent of Women in Endowed/Named Chairs
There are three women who are holding an endowed Chair position in the College of Liberal
Arts (see Table 7 in Appendix I). They constitute one half of all endowed Chairs in this college.
Other colleges do not fare as well. There are no female endowed Chairs in these colleges.
NSF 9. Number and Percent of Women on Promotion and Tenure Committees
Colleges housing the ADVANCE departments have all begun looking at women representation
on the College Promotion and Tenure Committees. The College of Business currently has no
women in positions capable of serving in this capacity. All other ADVANCE colleges have
female representation on their committee (see Table 7 in Appendix I).
NSF 10. Salary of Science/Engineering Faculty by Gender, NSF 11. Space allocation by
gender, NSF12. Mean Start-up Package by Gender
Indicators 10 and 12, salary and start-up packages, were completed in 2005-06 and will be
repeated next year during the final year of the grant. New hires for 2006-07 were identified
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and analyzed, including salary and start-up, showing a large variation in start-up packages.
2007-08 data will be added and a final analysis will occur for all ADVANCE faculty members.
Indicator 11, space allocation, will no longer be verified after the first study indicated there was
no disparity between genders. Minimal movement has occurred, primarily occurring in
Engineering, where there are very few women. Individual departments report that new faculty
are located according to research area.
Systemic Effort to Attaining ADVANCE Program Goals
A diverse body of tenured and tenure-track faculty hires over the past three years depicts the
hiring composition of ADVANCE faculty since 2003. Almost 43% of those hired in tenured
and tenure-track positions have been female (Figure 3 below).

Tenured/Tenure-Track Hires since 2003,
n=67
Other Female
9%
White Male
27%

Hispanic Female
12%

Figure 3

White Female
22%

Hispanic Male
16%
Other Male
13%

Figure 3
Figure 4 below examines the movement of tenured and tenure-track faculty, reflecting hiring,
promotion, and attrition, over a six year period. This flux chart represents three year periods,
beginning three years prior to the beginning of the grant, the first year the NSF ADVANCE
Institutional Transformation for Faculty Diversity grant was awarded, and fall 2006, the current
reporting year. This chart looks at rank and gender over time.
In 2000, there were 27 female and 43 male Assistant Professors in ADVANCE departments, 10
female and 62 male Associate Professors, and 6 female and 77 male Full Professors. The red
arrows pointing left show how many left the University before the next cohort timeframe (2003
or 2006). The green arrows show how many are promoted to the next level and the blue arrows
at the right identify how many new faculty were hired in that timeframe. For example, between
2000 and 2003, before ADVANCE began, 11 female and 9 male Assistant Professors left, 3
female and 11 male Associate Professors left, and 1 female and 10 male Full Professors left.
During those same years, 7 females and 7 males were promoted from assistant to associate and
2 females and 8 males were promoted from associate to full. Reducing the base number by
those that left (attrition) and were promoted (promotion) and adding the new hires results in the
numbers for the next cohort. The total number of tenured and tenure-track faculty is shown
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above each bar. While males increased by only one (less than 1%), females increased by 20
(48%).

UTEP ADVANCE
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Figure 4: ADVANCE Flux Chart
Causality of Attrition
Nearly 35% of the females and 16% of the male tenured and tenure-track STEM faculty left the
18 ADVANCE departments during the three-year period prior to ADVANCE, between 2000
and 2003. From 2003 to 2006, the attrition by females decreased from 35% to 21%, while
males increased from 16% to 18%. While the reason for leaving in many cases is unknown, it
is possible to identify conditions of “leavers.” At the Assistant Professor level, only three
faculty (1 female and 2 male) left after promotion (Table 3 below). The three promoted
“leavers” all left during the timeframe of ADVANCE (2003 to 2006). Interestingly, the change
in leaving for Assistant Professor females decreased almost 50% while the Assistant Professor
males “leaver” rate nearly doubled, from 9 to 17. The three-year review policy was
implemented in three of the four ADVANCE colleges during this timeframe. Of those leaving
at the Full Professor level, two-thirds retired (16 emeritus out of 24).
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Table 3: ADVANCE Tenured/Tenure-Track Leavers
Female
By 2003 By 2006
Assistants
Left - all unpromoted
Left - promoted
Associates
Left - all unpromoted
Left - promoted
Left - emeritus
Left - deceased
Full Professor
Left
Left - emeritus
Total

Male
By 2003 By 2006

11
0

6
1

9
0

15
2

2
0
1
0

1
0
0
0

5
5
1

5
1
2
0

1
0
15

0
1
9

3
7
30

4
8
37

Changes in ADVANCE Departments
During the past three years, recruitment, hiring, faculty development, promotion, and leadership
have each impacted the face of four colleges at UTEP with the lowest percentages of females.
By utilizing the NSF 12 indicators, areas of concern have been identified and addressed. In
three years, the College of Engineering has increased its female tenured and tenure-track
faculty 125% (Figure 5). Science has increased by 33% while Social and Behavioral Sciences
(SBS) has increased by 56%. Only the three underrepresented departments in the college of
Business have failed to hire and retain more females. Recruitment efforts are currently being
increased to hire females in these three departments. The number of males in the ADVANCE
departments has remained relatively flat.
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Figure 5: Changes Between 2003 and 2006

70
60

71

2%

72

male 2003
male 2006

59

50

female 2003

2%

60

40

48

female 2006

47

33%

30
20

24

10
0

F

Science

25

125%

18

M

7%

56%
29

31

16
M

4

4

9
F

Engineering

M

F

SBS

M

0%
4
F

Business

Figure 5: Number and Percent of ADVANCE Faculty in Tenured/ Tenure Track Positions:
2003-2006
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Evaluation of the ADVANCE program goal, “to value and build a talented, diverse faculty and
recognize that a collegial, productive environment can be created for anyone and everyone,” is
evident in the diverse hiring of new faculty in the ADVANCE departments over the period of
the grant. The change rate by college and gender shown in Figure 5 reflect the recruitment and
hiring practices being implemented. This graph also highlights the need to focus on the three
departments in the College of Business. Through the Deans and the Faculty Fellows, the Vice
Provost for Faculty and Academic Affairs, and Chairs, a continued emphasis will be placed on
diversifying faculty in all under-represented departments. Evaluation will continue to examine
the frequency and success of these people and activities designed to value a diverse faculty.
The second ADVANCE goal, “to understand that organizational commitment and
communication are vital to the realization of this mission” addresses institutionalization. Ms.
Darnell will continue to meet with the Vice Provosts to institutionalize the faculty database and
provide continuous updates of under-represented departments identified through the NSF 12
Indicators. A methodology for continuous update of the NSF 12 by the Provosts’ Office will
be defined. Evaluation of the second wave of the Faculty Work life Survey will be
administered and analyzed, utilized to determine the extent of climate and culture impacted
throughout the ADVANCE departments. These, along with several other analyses, will be
conducted by the evaluators over the final year of the ADVANCE grant to evaluate the
program goals.
C. TRAINING AND DEVELOPMENT
Although the three external site visits kept the NSF ADVANCE team busy this year, the program
sponsored numerous training and awareness sessions during 2006-07. A partial listed is provided
below. For a complete list of dissemination activities, see Appendix J: Dissemination Matrix
AcademicYear 2006-07.
1. ADVANCE Sponsored Training Activities
IMPACT Seminar: designed to increase the effectiveness of participating faculty by
developing new ways of integrating teaching, research, service, and leadership skills.
Twelve were funded by NSF ADVANCE ($16,447) while five were funded by the
Provost ($5,894). May 2006 and May 2007. Monthly meetings throughout the year.
ADVANCE funded:
John Bretting, Assistant Professor, IPED
Martine Ceberio, Assistant Professor, Computer Science
Yoonsik Cheon, Assistant Professor, Computer Science
Andre Ellis, Assistant Professor, Geological Sciences
Fernanda Garcia, Assistant Professor, Marketing and Management
Kien Lim, Assistant Professor, Mathematical Sciences
Gregory Lush, Associate Professor, Electrical and Computer Engineering
Annual Report: 0245071
Page 8 of 18
Katja Michael, Associate Professor, Chemistry
Mahesh Narayan, Assistant Professor, Chemistry
Juan Noveron, Assistant Professor, Chemistry
Luis Trueba, Assistant Professor, Metallurgical and Materials Engineering
Wen Yee Lee, Assistant Professor, Chemistry
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Provost-funded:
Beth Brunk-Chavez, Assistant Professor, English
Beverley Calvo, Associate Professor, Educational Psychology
Anne Giangiulio, Assistant Professor, Art
Robert Gunn, Assistant Professor, English
Brian Yothers, Assistant Professor, English
Mentoring Luncheons: The Faculty Mentoring Program for Women sponsored sessions
where issues of effective scholarship and publishing, mentoring success, goal setting and
personal success strategies, and networking were discussed. Monthly.
Brown Bag Lunches: informal lunch meetings for pre-tenure women faculty around
readings and issues of concern to them. Monthly.
Dr. Tara Gray, Associate Professor of Criminal Justice and Director of the Teaching
Academy at New Mexico State University, led a workshop, “Publish and Flourish,” on
effective writing and publishing strategies. (Co-sponsored with the Center for Effective
Teaching and Learning). September 2006.
Meggin McIntosh, Emphasis on Excellence, Inc., led two workshops on effective
communication strategies: “Fierce Conversations” and “Feeding the Tiger: Do You Have
a Choice?” and one on teaching effectiveness “Energetic, Engaged, Efficient Classes.”
(Co-sponsored with the Center for Effective Teaching and Learning). January 2007.
The University of Michigan's Center for Research on Learning and Teaching Players
(CRLT) performed “The Fence,” regarding the faculty search process. (Co-sponsored
with the Center for Effective Teaching and Learning). January 2007.
2. ADVANCE Sponsored Awareness Meetings
Advisory Board Meeting: May 2007.
President and Provost Meetings: met with the President and Provost to discuss the
ADVANCE initiative and its progress. September 2006 and January 2007.
Chair Chats: Collaborative Leadership met with chairs to identify ideas, concerns, and
suggestions related to recruitment, retention, and promotion of faculty. February 2007.
Women Faculty Forums: Collaborative Leadership met with women faculty to identify
ideas, concerns, and suggestions related to climate issues. March 2007
Internal dissemination presentations were given to the following on-campus entities:
Dr. Posey met with University Advancement to discuss placing ADVANCE as a top
priority in next capital campaign. November 2006.
Drs. Posey, Reimers, and Witherspoon presented on their experiences as graduate
students and faculty members to a College of Science Pro-seminar class. October 2006.
Drs. Posey, Witherspoon, and Ms. Renner presented “Change Agents on Campus:
Lessons Learned from the NSF ADVANCE Grant Experience,” Women's History Month
presentation. March 2007.
Dr. Witherspoon presented on leadership and communication to UTEP Leadership
Development participants. September 2006.
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In addition, members of the ADVANCE team made the following contributions to the UTEP
campus:
Dr. Posey served on the College of Liberal Arts Gold Nugget Committee and the Liberal
Arts Outstanding Faculty Committee to identify and recognize alumni and faculty for
their leadership.
Ms. Renner served on the Women's Advisory Council to the President.
Dr. Anthony served on the College of Science Tenure and Promotion Committee.
Dr. Anthony served as a member of a committee to develop guidelines for the review of
graduate programs.
Dr. Anthony participated in the NSF-funded study “Building Strong Geoscience
Departments.” The UTEP Geological Sciences Department (in which PI Anthony is a
member) was chosen as a model of a strong and diverse department. A site visit for the
Building Strong Geoscience Departments was held 16-17 April 2007.
Dr. Witherspoon served as Faculty Athletics Representative and Chair of the
Intercollegiate Athletics Council.
Dr. Witherspoon served as a faculty member in her institution's Master of Leadership
Studies program, offering a course on “Leading Changes: A Communication
Perspective.” Most of the students in the course are captains in the U. S. Army.
3. Training and Development Sessions Attended by ADVANCE Personnel
Drs. Posey, Anthony, Witherspoon, and Ryabov, and Ms. Renner and Ms. Darnell
attended the NSF ADVANCE Meeting. June 2007.
Dr. Anthony, Dr. Ryabov, and Ms. Renner met with the EO/AA Officer to coordinate
efforts for faculty recruitment and record-keeping practices to evaluate success of
ADVANCE recruitment strategies. September 2006.
D. OUTREACH
Members of the ADVANCE team provided outreach to members of other communities. A partial
list is provided below. For a complete list of dissemination activities, see Appendix J:
Dissemination Matrix Academic Year 2006-07.
Dr. Posey served as a consultant and external advisor to the Texas Tech ADVANCE PAID grant.
Conducted site visit in May 2007.
Drs. Posey and Witherspoon wrote and submitted a proposal for a book on leadership to JosseyBass Publishers. May 2007.
Drs. Posey, Witherspoon, and Ryabov and Ms. Renner presented at the NSF PI meeting. June
2007.
Ms. Renner presented “The IMPACT Seminar” at the ADVANCE Auburn University Workshop.
May 2007.
Dr. Witherspoon conducted a planning and leadership session and a personal/professional
planning session for women in an executive education program, College of Business
Administration, University of Texas at Austin. July 2006.
Dr. Witherspoon presented the paper “Leadership AS Communication” and presented a short
course on leadership education at the National Communication Association annual meeting.
November 2006.
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Dr. Witherspoon presented a two-hour workshop on conflict management to department chairs
from NMSU, UNM, New Mexico Tech, and Los Alamos National Laboratory through an
ADVANCE PAID grant held by NMSU. May 2007.
Dr. Witherspoon served as a trainer in a professional training program for managers and other
employees within El Paso's City Hall offices. Her participation focused on “Communication and
Organizational Effectiveness in High Performance Organizations.” May 2007.
III. PUBLICATIONS
A. JOURNAL PUBLICATIONS
Anthony, E., “NSF ADVANCE Initiative: Institutional Transformation to Achieve Faculty Diversity,”
Geological Society of America Abstracts: Special Session Minorities, Women, and Persons with
Disabilities in the Geosciences: Continuing Issues and Innovative Solutions, (2004). Published
Anthony, E. and Bell, R., “Empowering Women Scientists and Engineers: The ADVANCE Program at
the NSF,” American Geophysics Union Abstracts: Special Session on Strategies for Academic Success,
(2004). Published
Anthony, E.Y., “Characterization of Continental Mantle in an Active Rift Zone: Kilbourne Hole, New
Mexico,” Inaugural EarthScope National Meeting, (2005). Published
Anthony, E.Y.; Ren, M.; Omenda, P.; and White, J., “QUILF Equilibria for Trachytes and Pantellerites
from the Kenya Rift,” 15th Annual International Goldschmidt Conference, (2005). Published
Archuleta, R.J.; Hoppes, Y.P.; and Primm, T.P., "Mycobacteria Enter a State of Metabolic Dormancy in
Response to Starvation", Tuberculosis, vol. 85, (2005), p. 147. Published
Bain, L.J. and Gonzalez, H.O., “Effects of Arsenic Exposure on Development,” Proceedings of the
Annual Society of Environmental Toxicology and Chemistry Meeting, p. 1028, (2006), Published
Benedict, B.; Fisher, W.W.; Golding, P.; Ortega, R.; Osegueda, R.; and Perez, L.T., “Basic Engineering
Science and Technology Success for Students at Community Colleges and Universities,” Extreme
Makeover: Improving Education in the Classroom to Ensure Student Success, (2004). Published
Brouthers, L. E.; Donnell, E.O.; and Hadjimarcou, J., “Generic Product Strategies for Emerging Market
Exports into Triad Nation Markets: A Mimetic Isomorphism Approach,” Journal of Management Studies,
vol. 42, (2005), p. 225. Published
Brouthers, L. E.; Story, J.W.; and Hadjimarcou, J., “An Investigation of Three Strategies for Overcoming
Negative Country of Origin Stereotypes,” The 2nd Annual JIBS/AIB/CIBER Invitational Conference on
Emerging Research Frontiers in International Business, (2004). Published
Brouthers, L. E.; Story, J.W.; and Hadjimarcou, J., “Signaling Theory and Country of Origin Effects,”
Journal of International Business Studies, (2005). Revise and resubmit
Brouthers, L. E.; Story, J.W.; Hadjimarcou, J.; and Brouthers, K., “Can Developing Country Firms
Overcome Negative Country of Origin Stereotypes?” Academy of International Business Conference.
Submitted
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Cappell, Ezra, “Review Essay: Key Text in American Jewish Culture, Jack Kugelmass, ed.,” Modern
Jewish Studies, vol. 3, (2004). Published
Cardon, K.; Anthony, E.; Ren, M.; Stern, R. J.; Keller, G. R.; and Raye, U., “Interpretation of seismic
structure from mantle xenoliths: Cima volcanic field – Walker Lane (CA), San Carlos volcanic field –
Basin and Range (AZ), Potrillo volcanic field – Rio Grande rift (NM), and Knippa Quarry – Balcones
Igneous Province (TX). EarthScope National Meeting, Monterey, CA. (2007). Published
Coronado, I.; Garcia, S.; Jaramillo, P.; Martinez , V.; and Navarro, S., “Latina Trailblazers in the Texas
Política Arena,” Políticas, (2005). Submitted
De La Torre-Roche, R. and Lee, W.Y., “Study of Soil-Borne Polycyclic Aromatic Hydrocarbons in El
Paso, Texas, Using TDU-GC/MS and Geographical Information System,” Environmental Science and
Technology. In preparation
De La Torre-Roche, R. and Lee, W.Y., “Persistent Organochlorine Pesticides in El Paso, TX,”
Environmental Toxicology and Chemistry. In preparation
Espejel-Garcia, V.; Anthony, E.Y.; and Ren, M., “Magmatic Processes at Suswa Volcano Deduced from
Feldspar Zoning in Post-Calderaphonolites, East African Rift, Kenya,” Geological Society American
Southcentral Meeting, (2006). Published
Espejel-Garcia, V.; Anthony, E.Y.; and Ren, M., “Reverse Zoned Feldspars in Suswa Volcano, Kenya
Rift: Evidence for Magma Mixing and Eruptions Triggred by Recharge,” 15th Annual International
Goldschmidt Conference, (2005). Published
Espejel-Garcia, V.; Skilling, I.; Anthony, E.Y.; Macdonald, R.; Ren, M.O.; Peter, A.; and White, J.C.,
“Magmatic Processes at Suswa Volcano, Kenya Rift, East Africa,” Journal of Petrology. In Progress
Fernandez, L.; Amastae, J.; and Howard, C., “Education and Migration in a Border City,” Journal of
Borderland Studies, vol. 18, (2004), p. 2. Published
Fernandez, L.; Howard, C., and Amastae, J., “Education, Race/Ethnicity and Out-migration from a Border
City,” Population Research and Policy Review., vol. , (), p. . Submitted
Fernandez, L. and Amastae, J., “College Students Use of Cross-Border Health Services,” Population
Research and Policy Review. Submitted
Fernandez, L., and Amastae, J., “Transborder Use of Health-Related Services Among College Students in
a U.S. Border City,” Journal of Borderlands Studies, vol. 21, (2006). Published
Fernandez, L.; Howard, C.; and Amastae, J., “Education, Race/Ethnicity and the Decision to Leave: the
Case of a U.S.-Mexico Border City.” Population Research and Policy Review, vol. 26 (2007).
Forthcoming
French, D.C.; Anthony, E.Y.; and Goodell, P., “Gamma-ray Characterization of the U-series Intermediate
Daughters from Soil Samples at the Pena Blanca Natural Analog, Chihuahua, Mexico,” Geological
Society American Annual Meeting, (2005). Published
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French, D.C.; Anthony, E.Y.; and Goodell, P., “U-series disequilibria in soils, Pena Blanca natural
analog, Chihuahua, Mexico,”11th International High-Level Radioactive Waste Management Conference,
(2006). Published
Garcia, M.; Miller, J.; and Anthony, E.Y., “Morphological analysis of Quaternary cinder cones, Potrillo
volcanic field, New Mexico,” Geological Society American Southcentral Meeting, (2006). Published
Garcia, M.F., “Note on the Importance of Self-Enhancement in a Job-Search Context,” Academy of
Management Meetings, (2006). Accepted
Garcia, M. F., “Note on the Importance of Self-Enhancement in a Job-Search Context,” Academy of
Management Meeting, (2006). Accepted
Garcia, M.F.; Posthuma, R.; and Colella, A., “Fit Perceptions in the Employment Interview: The Role
Similarity, Liking, and Expectations,” Journal of Occupational and Organizational Psychology.
Accepted pending revision
Garcia, M.F.; Posthuma, R.; and Roehling, M., “How Does Country Culture Predict Preference for
Employing Males or Local Nationals?” Human Relations. Submitted
Garcia, M.F., Posthuma, R.; and Roehling, M., “How Does National Cultural Predict Preference for
Employing Males or Local Nationals?” Proceedings of the Academy of Management Annual Meeting,
(2007). Published
Garcia, M.F.; Triana, M.C.; and Arredonde, E., “Employee Responses to Discriminatory Treatment at
Work,” 22nd Annual Conference of the Society for Industrial and Organizational Psychology, (2007).
Presented
Garcia, M.F., “Note on the Importance of Self-Enhancement in a Job-Search Context,” Proceedings of the
Academy of Management Meetings, (2006). Published
Garcia, M.F.; Colella, A.; Triana, M.C., “Supervisors? Paternalistic Treatment: Scale Development,”
Personnel Psychology. In process
Gardner, E.; Nevarez, A.; Garbalena, M.; and Herndon, W.C., “Infrared Spectra and Conformational
Analysis of Anti and Gauche Deuterated Ethanol Isopotomers,” Journal of Molecular Structure, vol. 78,
(2006), p. 249. Published
Gardner, E.; Blough, S.; Gursky, J.; and Bonilla, L., “The Properties of Colloidal Layered Double
Hydroxides,” 231st ACS National Meeting, (2006), p. 26. Published
Gonzalez, H.O. and Bain, L.J., “Physiological Changes and Differential Gene Expression in
Mummichogs (Fundulus heteroclitus) Exposed to Arsenic,” Aquatic Toxicology, vol. 77, (2006), p. 43.
Published
Gonzalez, H.O. and Bain, L.J., “Parental Arsenic Exposure Alters Gene Expression in the Offspring of
Mummichogs,” The Toxicologist-Proceedings of the 45th Annual Society of Toxicology Meeting, p. 444,
(2006). Published
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Gursky, J.A.; Blough, S.D.; Luna, C.; Gomez, C.; Luevano, A.N.; and Gardner, E.A., “Particle-Particle
Interactions of Layered Double Hydroxide Nanoparticles,” Journal of American Chemistry Society,
(2006). In revision
Kelts, A.B.; Anthony, E.Y.; and Ren, M., “Application of Monazite Geochronology to the I- and S-type
Granites of the Lachlan Fold Belt, Southeastern Australia,” Geological Society American Southcentral
Meeting, (2004). Published
Kelts, A.B.; Anthony, E.Y.; and Ren, M., “Electron Microprobe Dating of S-type Granites from the
Lachlan Fold Belt, Australia,” Geological Society American Annual Meeting, (2004). Published
Kelts, R.; and Anthony, E., “Monazite dating of granitoids rocks,” American Mineralogist Special
Volume. Invited Paper
Lair, S.L; Herndon, W.C.; Murr, L.E.; and Quinones, S.A., “End Cap Nucleation of Carbon Nanotubes,”
Carbon. Submitted
Lee, W.Y.; Iannucci-Berger, W.; Eitzer, B.D.; White, J.C.; and Mattina, M.J.I., “Quanitation of Soil-toPlant Transfer of Weathered Chlordane: Consequences for POPs Cycling and Phytoremediation,”
Environmental Toxicology and Chemistry, vol. , (), p. . Accepted
Lee, W.Y.; Valentin, H.; and Gonzalez, A., “Concentrations of Wastewater Organic Pollutants (WOCs) in
El Paso, TX,” Science of the Total Environment. In preparation
Leonidou, L.C.; Kaminarides, J.S.; and Hadjimarcou, J., “Exploring Manufacturer-Customer
Relationships: Domestic Versus Foreign Business,” Thunderbird International Business Review, vol. 45,
(2004), p. 545. Published
Luna, C.; Gardner, E.A.; and Vasquez, A.N., “Utilizing Metal Enhanced Fluorescence for Imaging Latent
Fingerprints,” 230th ACS National Meeting, (2005). Published
Maldonado, R.A.; Kuniyoshi, R.K.; Linss, J.; and Almeida I.C., “Molecular Characterization, and
Biochemical and Comparative Studies of the Oleate Desaturase from Trypanosoma Cruzi,” Journal of
Parasitology, (2005). Published
Mattina, M.J.; Eitzer, B.D.; Iannucci -Berger, W.; Lee, W.-Y.; and White, J.C., “Plant Uptake and
Translocation of Highly Weathered, Soil-Bound Technical Chlordane Residues: Data from Field and
Rhizotron Studies,” Environmental Toxicology and Chemistry, vol. 23, (2004), p. 2762. Published
Mendes Nascimiento, E.M.; De Sousa Gehrke, F.; Maldonado, R.A.; Colombo, S.; Da Silva, L.J.; and
Sato Schumaker, T.T., “Identification of Brazilian Spotted Fever Infection by Polymerase Chain Reaction
in a Patient from Sao Paulo State,” Memorias do Instituto Oswaldo Cruz, vol. 110, (2005), p. 277.
Published
Miggins, D.; Ren, M.; Anthony, E.Y.; Iriondo, A.; and Wooden, J., “New Constraints on the Timing of
Volcanism and Associated Intrusive Rocks in Big Bend National Park Using 40Ar/39Ar and U-Pb
SHRIMP Geochronology,” Geological Society American Annual Meeting, (2006). Published
Montoya, J.; Verela-Ramirez, A.; Shanmugasundram, M., Martinez, L.E.; Primm, T.P.; and Aguilera,
R.J., “Tandem Screening of Toxic Compounds on GFP-Labeled Bacteria and Cancer Cells in Microtiter
Plates,” Biochemistry and Biophysics Research Communications, vol. 335, (2005), p. 367. Published
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Morales, A. and Fernandez, L., “The Social Origins and Prospects for Mobility of Recent Mexican Law
School Graduates,” Social Science Quarterly. Submitted
Nascimento, E.M.M.; Gehrke, F.D.S.; Maldonado, R.A.; Colombo, S.; Da Silva, L.J.; and Schumaker,
T.T.S., “Identification of Brazilian Spotted Fever Infection by Polymerase Cahin Reaction in a Patient
from Sao Paulo State,” Memorias do Instituto Oswaldo Cruz, vol. 100, (2005). Published
Pearson, R,; Fitzgerald, R.M.; and Polanco, J., “An Inverse Reconstruction Model to Retrieve Aerosol
Size Distribution from Optical Depth Data,” Journal of s Optics A: Pure and Applied, vol 9, (2007), p.
56. Published
Rajabi, L.; Courreges, C.; Montoya, J.; Aguilera, R.J.; and Primm, T. P., “Actophenones With Selective
Antimycobacterial Activity,” Letters in Applied Microbiology, vol. 40, (2005), p. 212. Published
Ramirez, O.; Perez, C.; Andrade, A.; and Garza, K.M., “The Effect of Leptin-Deficiency on Dendrite
Cell Function.” Journal of Immunology, (2006). Submitted
Raye, U.; Stern, R.J.; Griffin, W.R.; Anthony, E.Y.; Ren, M.; and Cardon, K., “Peridotite Xenoliths from
the Knippa Quarry in Central Texas,” Geological Society American Northcentral Southcentral Meeting,
(2007). Published
Ren, M.; Anthony, E.Y.; White, J.C.; Miggins, D.; and Kelts, A., “Effect of silicic melt composition on
accessory REE phases,” Geological Society American Annual Meeting, (2006). Published
Ren, M.; Anthony, E.Y.; Omenda, P.A.; and White, J.C., “Petrogenesis of trachytes and Pantellerites
Form the Eburru Volcanic Complex, Kenya Rift, East Africa,” Workshop on Peralkaline Rocks,
Tuebingen, Gemany, (2005). Published
Ren, M.; Anthony, E.Y.; White, J.C.; and Omenda, P.A., “Intensive parameters for the trachytepantellerite association deduced from mineral chemistry: the Eburru volcanic complex, Kenya Rift,”
Geological Society American Annual Meeting, (2004). Published
Ren, M.; Omenda, P.A.; Anthony, E.Y.; White, J.C.; MacDonald, R.; and Bailey, K., “Application of the
QUILF Thermobarometer to the Peralkaline Trachytes and Pantellerites of the Eburru Volcanic Complex,
East African Rift, Kenya.,” Lithos, vol. 91, p. 109, (2006). Published
Renner, J. and Posey. E., “Focusing the Lens on Women Faculty Issues: Three Years of ADVANCE at
the University of Texas at El Paso,” Proceedings of the American Society for Engineering Education,
(2006). Published
Rocha-Gutierrez, B. and Lee, W.Y., “Method Development for Analysis of Persistent Organic Pollutants
in Breast Milk Using Stir Bar Sorptive Extraction Followed by Thermal Desorption and GC/MS,”
Journal of Agriculture and Food Chemistry. In preparation
Roderick, P.; Fitzgerald, R.M.; and Polanco, J., “An Inverse Reconstruction Model to Retrieve Aerosol
Size Distribution from Optical Depth Data,” Journal of Applied Optics. Publication pending.
Schwartz, A.I. and Fontes, A.B., “Cross-language mediated priming: Effects of context and lexical
relationship,” Bilingualism: Language and Cognition. In Press
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Silva, A.; Brock, M.; Brophy, M.; Crocker, L.; Fernandez, A.; Fortenbery, D.; Hernandez, D.; Sanchez,
S.; Zamarron, I.; and Anthony, E.Y., “Thermometry and Textures of Kilbourne Hole Mantle Xenoliths,
New Mexico,” Geological Society American Southcentral Meeting,
(2004). Published
Sowards, S. K., “Rhetorical Agency as Haciendo Caras: Dolores Huerta’s Role in the United Farm
Workers,” Western Journal of Communication. Submitted
Sowards, S. K., “Ecotourism as Environmental Communication in Kalimantan, Indonesia,” Journal of
Applied Environmental Education and Communication. Submitted
Sowards, S. K., “Rhetoric of Expectation and Experience: International Perspectives on Ecotourism and
Communication,” National Communication Association Conference, Chicago, IL., (2007). Published
Stern, R.; Anthony, E.Y.; Bergman, S.C.; Moon, J.; Radovich, B.J.; and Rown, M., “On the Need for
Geophysical Transects Investigating Crust and Lithosphere from the North American Craton to the Gulf
of Mexico,” Geological Society American Northcentral Southcentral Meeting, (2007). Published
Torrecillhas, A.C.; Nohara, L.L.; Nakayasu, S.E.; Jacysyn, J.F.; Maldonado, R.A.; Ropert, C.; De Souza,
W.; Cunha-E-Silva, N.L.; Andrade, D.; Scharfstein, J.; Golenblock, D.; Gazzinelli, R.T.; Colli, W.; Alves,
J.M.; and Almeida, I.C., “Trypanosoma Cruzi Releases Alphagalactosyl-Rich Vesicles That Enhance
Host Cell Invasion by Engaging Toll-Like Receptor 2,” Journal of Biological Chemistry, (2005).
Submitted
Tran, T.; Saheba, E.; Arcerio, A.; Chavez, V.; Martinez, L.E.; and Primm, T.P., “Quinones As
Antimycobacterial Agents,” Bioorganic & Medicinal Chemistry, vol. 12, (2004), p. 4809. Published
Triana, M.C.; Garcia, M.F.; Colella, A.; and Carillo, D., “Efforts to Support Diversity,” Journal of
Applied Psychology. In Process
Valerio-Flores, O.L.; Murr, L.E.; Hernandez, V.S.; and Quinones, S.A., “Observations and Simulations of
the Low Velocity to Hypervelocity Impact Crater Transition for a Range of Penetrator Densities into
Thick Aluminum Targets,” Journal of Materials Science, vol. 39, (2004), p. 6271. Published
Velador, J.; Omenda, P.A.; and Anthony, E., “The Geology and Geothermal Potential of Eburru Volcanic
Complex, Kenya,” 2nd KenGen Geothermal Conference, (2003). Published
Walsh, E. J.; Arroyo, M.L.; Schroder, T.; and Wallace, L., “Species Richness and Species Turnover
(Complementarity) of Rotifera in Selected Aquatic Systems of Big Bend National Park, Texas,”
Southwestern Naturalist. Accepted
Walsh, E. J.; Schroder, T.; Bonilla, M.L; and Wallace, R.L., “Interannual Variation of Rotifera Among
Selected Sites in Big Bend National Park (Texas, USA),” Hydrobiologia (2006). Accepted pending
revision
Ward, K.; Hollingsed, T.; and Aldaz-Salmon, J.A., “Acknowledgement Use With Synthesized and
Recorded Prompts,” Proceedings of the 5th SIGdial Workshop on Discourse and Dialogue, (2004), p. 85.
Published
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Ward, K., “The Fifty-Four-Day Thesis Proposal: First Experiences With a Research Course,” Sixth
Annual Northwestern Regional Conference of the Consortium for Computing Science in Colleges,
(2004), p. 8. Accepted
White, J.C.; Ren, M.; Parker, D.F.; and Anthony, E.Y., “Aenigmatite-Ilmenite-Clinopyroxene Equilibria
and Applications to Geothermometry and Oxygen Barometry in Pantelleritic Melts: Examples from
Pantelleria (Italy) and Eburru (Kenya),” Geological Society American
Southeastern Meeting, (2006). Published
Witherspoon, Patricia. “Communicating Leadership: The Next Generation,” National Communication
Association Annual Convention, (2005). Published
Zavala, J.K.; Chagra, S.; and Gosselink, K.L., “Fos and AVP Expression and Colocalization Following
Acute or Repeated Restraint Stress in Male and Female Rats,” Annual Society of Neuroscience Meeting,
(2007). Submitted
Zhang, J.-Y.; Megliorino, R.; Peng, X-X.; Chan, E.L.; and Tan. E.M., “Antibody Detection Using TumorAssociated Antigen Mini-Array in Immunodiagnosing Human Hepatocellular Carcinoma,” Journal of
Hepatology, (2006). Submitted

B. BOOKS OR OTHER ONE-TIME PUBLICATIONS
Eds. Eschle, Catherine and Maiguasscha, Bice, “Resistance on the Global Frontlines: Gender Wars at the
U.S.-Mexico Border with Kathleen Staudt,” Critical Theories, World Politics and the Anti-Globalization
Movement: Routledge, London, (2005). Published
Evans, J.E., “Tactical Silence in the Novels of Malika Mokeddem.” Rodopi Publishers, Amsterdam,
Netherlands. Book submitted.
Eds. Hansen, Ellen and Mattingly, Doreenÿ, “Women Leaders at the Border: Styles, Strategies and
Issues,” Border Women in Movement: Tucson, Arizona, (2005). Submitted
Posey, E., Reimers, C., and Andronicos, K., “A Faculty Mentoring Program for Women: Building
Collective Responsibility for Developing a Highly Qualified Faculty,” Book Chapter Submitted of
Collection: Abigail Stewart, Advancing Women in Science and Engineering: Lessons for Institutional
Transformation: University of Michigan Press, (2007).
Witherspoon, Patricia. “Organizational Leadership: A Communication Perspective,” in Paul Sanders,
Anthony Condi, and Chad Walker, Leading to Greatness: Building True Success Wherever You Live and
Work: Lexington, KY: Luminary Series, 2005.
C. OTHER SPECIFIC PRODUCTS
Brochure
NSF ADVANCE: Institutional Transformation for Faculty Diversity
Revised and updated brochure provides information about the UTEP NSF ADVANCE initiative.
This brochure is used both on and off-campus to promote ADVANCE.
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Brochure
New Mexico State University and the University of Texas at El Paso Dual Career Opportunities
UTEP and NMSU will use this as part of their faculty recruitment efforts, striving to jointly
increase methods of accommodating the needs of
dual career couples.
Data or databases
Faculty Work-Life Survey. (modification of the University of Wisconsin Madison Faculty WorkLife Survey)
This survey establishes baseline data for issues of culture and climate to draw distinctions across
gender, ethnicity, departments and colleges and to document a case study for future research and
publications. The survey will be re-administered in Fall 2007.
Data or databases
UTEP's NSF ADVANCE: Dissemination Matrix
This database is a collection of dissemination activities. It briefly describes the activity, the date of
the activity, the component responsible for the activity and the number of individuals involved in
the activity.
This database helps track the effort involved in guiding institutional change. We will encourage any
researchers interested in tracking such activity to use the information we have collected. We will
also share this matrix with other ADVANCE sites and encourage them to collect this type of
information so that comparisons can be made across the various institutions.
Data or databases
NSF Quantitative Indicators of Activity and Progress
This database tracks UTEP faculty, based on fall appointments beginning in 2004 and faculty files
from the Provost's Office. Data derived from the NSF 12 indicators populate the database.
Automated data feeds from other UTEP systems will be performed each fall. The database is
encrypted and password protected to secure access of faculty information. All data will be reported
in aggregate form.
Promotional Materials Folder
The UTEP NSF ADVANCE folder promotes initiative through visual logo recognition while
serving as a practical means to disseminate UTEP
ADVANCE brochures, business cards, promotional materials, and other information.
Used as promotional information for the grant.
D. INTERNET DISSEMINATION
Web site
This is the official Web site for the Faculty Mentoring Program for Women.
http://www.dmc.utep.edu/mentoring
Used as promotional information for the grant.
Web Site
http://www.utep.edu/advance
This is the official Web site for the award.
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IV. CONTRIBUTIONS
A. CONTRIBUTIONS WITHIN DISCIPLINE
At the June ADVANCE PI meeting, the UTEP team was well-represented with six (seven if you
count former PI Tine Reimers who is now Executive Director of ADVANCE at Cornell University)
in attendance. UTEP ADVANCE gave the following presentations:
Dr. Witherspoon presented “Diverse Women and ADVANCE Projects.”
Dr. Posey presented “Faculty Mentoring Program for Women: Five Years of Data.”
Dr. Ryabov and Ms. Renner presented “The IMPACT Seminar Series.”
The ADVANCE team presented a poster on the UTEP ADVANCE initiative.
Sustainability of ADVANCE goals is strengthened by principal investigators not only presenting at
the ADVANCE PI meeting, but at their own professional societies. This approach also benefits the
principal investigators, who must retain their own research careers.
Dr Witherspoon presented the following:
"Leadership AS Communication" and presented a short course on leadership education at the
National Communication Association annual meeting. November 2006.
A two-hour workshop on conflict management to department chairs from NMSU, UNM,
New Mexico Tech, and Los Alamos National Laboratory through an ADVANCE PAID grant
held by NMSU. May 2007.
A professional training program for managers and other employees within El Paso’s City Hall
offices. Her participation focused on “Communication and Organizational Effectiveness in
High Performance Organizations.” May 2007.
Dr. Anthony participated in the NSF-funded study “Building Strong Geoscience Departments.”
This study, administered by Carleton College is charged with studying what makes departments
strong and how departments can achieve effective change. The UTEP Geological Sciences
Department (in which PI Anthony is a member) was chosen as a model of a strong and diverse
department. Noteworthy components of its strength are the ethnic and gender diversity of the
students, both at the undergraduate and graduate level, and the faculty.
Currently four of the fourteen (29%) faculty are female, a number in excess of most PhD granting
institutions. Remarkably, all four are at the full professor rank, a number that far exceeds the 8%
national average for PhD granting departments. A female Assistant Professor will join the faculty in
2008 as the primary hire in a dual career opportunity. A site visit for the “Building Strong
Geoscience Departments” was held April 2007.
Dr. Posey serves as a consultant and external advisor for the Texas Tech PAID grant: Partnership
of Women in Engineering, Research, and Science (PoWERS). The goal of the PoWERS initiative
is to increase the number of women faculty in engineering, science, pharmacy, and medicine at
Texas Tech University (TTU) and Texas Tech University Health Science Center (HSC).
The TTU component of this initiative directly involves twelve departments in two colleges and four
PoWERS programs: recruitment, mentoring, third year review, and an exit interview. Evaluation
includes formative and summative internal assessments, review by an internal Advisory Board, and
an annual visit by an external reviewer.
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As the external reviewer for TTU PoWERS, Posey conducted a site visit May 2007, meeting with
the PoWERS team, three of the five internal Advisory Board members, and faculty and
administrators from the College of Engineering (COE) and the College of Arts and Sciences (CAS).
She followed up with a site visit report.
B. CONTRIBUTIONS TO OTHER DISCIPLINES
The UTEP ADVANCE team is committed to contributing to the knowledge base by presenting on
NSF ADVANCE at every available opportunity. Indeed, ADVANCE PIs Evelyn Posey (UTEP),
Christine Hult (Utah State), and Susan Carlson (Iowa State), all English professors, have submitted
a proposal to present on ADVANCE at their national conference, the Conference on College
Composition and Communication.
Through the Faculty Mentoring Program for Women and IMPACT Seminars, institutional
structures and processes were created and/or strengthened, building the
capacity of the institution to maintain a highly qualified and diverse faculty. The ADVANCE team
has made several presentations on this program and has received requests for additional information
on establishing such mentoring programs.
C. CONTRIBUTIONS TO HUMAN RESOURCE DEVELOPMENT
Female and dual career candidates we have met as part of the recruitment process are impressed
with the goals and organization of ADVANCE. They carry knowledge of the program to other
(usually non-ADVANCE) institutions.
The ADVANCE team has worked with UTEP Human Resources to develop a Faculty Exit Survey
and to disseminate family-friendly policies. In many cases, Human Resources shares these surveys
and policies with other University of Texas System schools.
D. CONTRIBUTIONS TO RESOURCES FOR RESEARCH AND EDUCATION
The need for data for the NSF 12 indicators has caused UTEP to reconsider the way it collects and
maintains faculty data. ADVANCE has created its own faculty database, which it is now ready to
share with other institutions.
ADVANCE has also encouraged UTEP to bring to campus a research interest database used by
other University of Texas System components. This database will allow Deans, Chairs, and faculty
to identify potential members of various research networks who share interests. This database will
be used to facilitate the development of research networks/teams.
E. CONTRIBUTIONS BEYOND SCIENCE AND ENGINEERING
Drs. Posey and Witherspoon have written a proposal for a book, tentatively titled The Last Best
Hope for Leading Change: Communication, Collaboration, and Community that will discuss
contemporary notions of leading change, focusing on collaboration and the creation of community
in change endeavors. While a number of change-focused volumes talk about communication as a
necessary process in change initiatives, discussions of the process are very general, indeed, vague.
The proposed work will be theory- and research-based and incorporate lessons from the NSF
ADVANCE initiative.
With The Last Best Hope for Leading Change, we share what we have learned, what we know
works best, and what ensures that our readers understand the value of effective leadership.
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