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OBJECTIVES training to mitigate biases.

* To address the invisible and visible barriers and
facilitators of retention and promotion of women
faculty.

* And to develop programs/resources to enhance
the retention and promotion of mid-career
women faculty.

METHODS

* [|nitiative within the recruitment and retention

“Well it doesn't really make
a difference” they said, I'm
like, “You're right. | know in
terms of my pay, it wouldn't
make a difference ....But
the promotion to full
professor does offer a lot
more opportunities.”

“Okay. So, women will
either opt out from the
start, and say, ‘I’'m never
going to be able to do that.’
..... No one provides them
with a pathway, or a path.”

WORK/LIFE AND LIFE/WORK BALANCE

CWIMS is conducting evaluation and advocacy for
programing to support work/life balance.

CONCLUSIONS

Project findings identified multilevel challenges that
need equity-oriented solutions to clear the pathway
for women to achieve promotion beyond mid-
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action group of CWIMS. The work is ongoing in advocacy, education and
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* Eligibility: Faculty at UMN 6+ years, Associate ' advancement of women faculty in mid-career as
or Full Professor and identify as a woman they move towards leadership.

Adapted from Stamarski C.S and Son Hing L.S. Gender inequalities in the workplace: the effects of organizational structure, processes, practices, and decision makers’ sexism. Fron. Psychol, 2015.
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