
MEMORANDUM 
 
To:      Dr. Jeremy Haefner, Provost and Senior Vice President of Academic Affairs 
From:     Provost’s Task Force – Faculty Awards 
Date:     April 26, 2015  
Subject:  Findings and Recommendations 
 
 
 

1 Background 
A recent analysis by members of ADVANCERIT revealed that for the academic years 2007-08 through 2011-12 
“women at the university  were underrepresented, at 12.1%, as awards recipients, when by their 
representation among the faculty one would expect 30.5% +/- 8.0%”1 (+/- 1 SD).  These results spurred the 
creation of the Faculty Awards Task Force (FATF), which was charged with examining seven university-level 
faculty awards programs to assess potential gender bias in award criteria, committee composition, 
committee selection processes, timelines, and reporting.  If gender bias was apparent, the FATF was charged 
with providing recommendations to eliminate such bias.   

The seven awards programs examined included: 

1. Eisenhart Award for Outstanding Teaching 
2. The Richard and Virginia Eisenhart Provost’s Award for Excellence in Teaching 
3. The Trustee’s Scholarship for Outstanding Academic Scholarship 
4. The Provost’s Awards for Excellence in Faculty Mentoring 
5. The Provost’s Innovative Teaching with Technology Awards 
6. The Outstanding Teaching Award for Non-Tenure Track Faculty 
7. The Isaac L. Jordan, Sr. Faculty Pluralism Award 

2 Faculty Award Task Force Composition 
The FATF was comprised of faculty who were former award winners or who served on a selection committee 
for one of the awards being examined.  The committee consisted of the following faculty and staff: 

• Cara Calvelli, Associate Professor, Physician Assistant Program, CHST 
• Manuela Campanelli, Professor, School of Mathematical Sciences, COS 
• Sandra J. Connelly, Assistant Professor, Gosnell School of Life Sciences, COS 
• Robert D. Garrick, Associate Professor, School of Engineering Technology, CAST 

                                                           

1 Mason, S., Marchetti, C., Bailey, M., Baum, S., Valentine, M. [2014]  “Faculty Awards at a Large Private 
Institution: An Indicator of Evolving University Values?”  2014 American Society for Engineering Education 
Annual Conference and Exposition, Indianapolis, Indiana. 15-18 June 2014. n.p. Web 

 



• Anne Haake, Associate Dean for Research and Scholarship, GCCIS   
• Tim Landschoot, Senior Lecturer, Mechanical Engineering, KGCOE 
• Matthew Lynn, Associate Professor, Department of Science and Mathematics, NTID 
• Lynn Wild, Associate Provost (co-chair) 
• James Winebrake, Dean COLA (co-chair)  

3 Process 
The FATF received a copy of the charge and ADVANCERIT paper on faculty awards to read prior to the first 
meeting (held 18 December 2014).  At the first meeting members reviewed the charge.  Sharon Mason, co-
author of the ADVANCERIT paper on faculty awards, summarized the paper, answered questions, and offered 
suggestions.  The FATF agreed to examine more recent data (AY12-13, AY13-14, AY 14-15) to determine 
whether the trends identified by ADVANCERIT still existed.  

Task Force members were each assigned an award and asked to contact the person with oversight for the 
award to gather data (assignments are shown in Table 1).  Findings were shared and discussed at subsequent 
meetings, with the final result consisting of a set of recommendations based on those findings.   

Table 1. Award assignments by FATF member and key contact. 

Investigator Award Contact 

Sandi R&V  Eisenhart Jayanti Venkataraman 

Cara Eisenhart Jayanti Venkataraman 

Jamie Trustee Sue Provenzano 

Anne Mentoring Anne Canale 

Rob Technology Jeremiah Perry-Hill 

Tim NTT Linda Cunningham 

Matt Jordan Sandy Whitmore 

 

4 Data 
Data were collected as shown in Table 2.  This table includes the number of winners by gender for each 
award between the period 2005-06 and 2014-15 (ten-year period).  We note that five awards (Eisenhart, R&V 
Eisenhart, Trustees, Mentor, and Jordan) represent the majority of awards over the ten year period.  All of 
these awards (except the Mentor award) have a long award history.  The Mentor, PITT, and Non-TT awards 
only have a four year history.  



The last two columns of Table 2 show the percentage breakdown by gender of award winners for all years 
and for the last four years.  These data can be compared with university gender profiles to obtain a sense of 
whether there may be potential bias in the award nominees, processes, or selection.   

5 Results 

5.1 Overall Results 
For AY05-06 through AY14-15 there were a total of 93 awards granted.  During this period, 23.7% of the 
awards went to women.  For the most recent four-year period (AY11-12 through AY14-15), 24.5% of the 
awards went to women.  These results could be compared with the overall proportion of women in our 
faculty ranks, which most recently was ~30.5%.  However, the results need to be put into context.  Some 
contextual issues that the task force identified are: 

• Consistently the nominees for the Mentoring award are either Professor or Associate Professor.  
Does the skew towards male awardees reflect the proportions of male/female at these ranks across 
RIT?   

• The Trustee award would typically involve individuals with long careers at RIT and therefore be 
awarded to full professors.  Over the ten year period 13% of the awards went to woman.  For the 
most recent four-year period, 25% of the awards went to woman.  These results could be compared 
with the 16% woman full professor in our faculty.  

• Since the R&V Eisenhart award is “time limited” (less than 3 years at RIT), this award will be strongly 
influenced by recent hires in Colleges / Schools, some of which are hiring significantly more women 
than previously.   

• If we were to exclude the mentoring award, the percentage of women receiving awards increases to 
26.3%.  Without the mentoring (only awarded over the last 4 years) and trustee awards (awarded 
over the 10 year study period) the percentage of women receiving awards increases to 31.6%.   



Table 2.  Award winners for each award by year and gender.  

Awards
14-15 13-14 12-13 11-12 10-11 09-10 08-09 07-08 06-07 05-06 All Years Last 4 Years

Eisenhart 4 2 3 3 2 2 3 3 2 4 28
Male 3 1 0 3 1 2 3 3 1 1 18 64.3% 58.3%

Female 1 1 3 0 1 0 0 0 1 3 10 35.7% 41.7%

14-15 13-14 12-13 11-12 10-11 09-10 08-09 07-08 06-07 05-06
Trustees 2 2 2 2 1 3 2 3 3 3 23

Male 2 0 2 2 1 3 2 2 3 3 20 87.0% 75.0%
Female 0 2 0 0 0 0 0 1 0 0 3 13.0% 25.0%

14-15 13-14 12-13 11-12 10-11 09-10 08-09 07-08 06-07 05-06
R&V Eisenhart 1 1 1 1 1 1 1 1 2 1 11

Male 1 1 0 1 0 1 1 1 2 1 9 81.8% 75.0%
Female 0 0 1 0 1 0 0 0 0 0 2 18.2% 25.0%

14-15 13-14 12-13 11-12 10-11 09-10 08-09 07-08 06-07 05-06
Mentor 2 5 5 1 13

Male 2 5 4 1 12 92.3% 92.3%
Female 0 0 1 0 1 7.7% 7.7%

14-15 13-14 12-13 11-12 10-11 09-10 08-09 07-08 06-07 05-06
PITT 1 1 1 1 4

Male 1 1 1 1 4 100.0% 100.0%
Female 0 0 0 0 0 0.0% 0.0%

14-15 13-14 12-13 11-12 10-11 09-10 08-09 07-08 06-07 05-06
Jordan - Pluralism 1 1 1 1 1 1 1 1 1 1 10

Male 0 0 1 0 0 0 1 0 1 1 4 40.0% 25.0%
Female 1 1 0 1 1 1 0 1 0 0 6 60.0% 75.0%

14-15 13-14 12-13 11-12 10-11 09-10 08-09 07-08 06-07 05-06
Non TT Teaching 1 1 1 1 4

Male 1 1 1 1 4 100.0% 100.0%
Female 0 0 0 0 0 0.0% 0.0%

TOTAL 14-15 13-14 12-13 11-12 10-11 09-10 08-09 07-08 06-07 05-06 Total Awards
12 13 14 10 5 7 7 8 8 9 93

Male 10 9 9 9 2 6 7 6 7 6 71 76.3% 75.5%
Female 2 4 5 1 3 1 0 2 1 3 22 23.7% 24.5%



6 Findings 
For each award, the FATF discussed three key questions: 

1. Did you find anything in the awards history (selection committee / nominees / finalists / winners) 
related to gender bias? 

2. Did you find anything in the nomination process related to gender bias? 
3. Do you have any recommendations to eliminate bias from this award? 

Below we include our collective assessment of these questions for each award.  

6.1 Eisenhart and Provost Awards for Teaching 

Did you find anything in the awards history (selection committee / nominees / finalists / winners) related 
to gender bias? 

There were no obvious gender biases in the award history for the Eisenhart Teaching Award or the 
Provost Teaching Awards in recent years.  Data for the awards are very difficult to track/obtain, other 
than the annual winners.  Committee composition was not assessed in this study. 

Did you find anything in the nomination process related to gender bias? 

There was no obvious gender bias in the nominations for the Eisenhart Teaching Award or the 
Provost Teaching Awards in recent years.   

Do you have any recommendations to eliminate bias from these awards? 

Currently there is no standardization of the “pre-committee” process that is easily tracked.  Group 
committees report the final recommendations, but few track the real numbers in the process 
(number of nominees, number nominees that are eligible, number of nominees who submit final 
materials, etc.).   Better tracking would increase transparency. 

6.2 Trustees’ Scholarship Award for Outstanding Academic Scholarship 

Did you find anything in the awards history (selection committee / nominees / finalists / winners) related 
to gender bias? 

The percentages are aligned with gender percentages institute wide.  One problem is this award 
tends to go to full professors, and the percentage of women full professors on campus is only 16%.  
This percentage will increase as more women are promoted from the associate professor ranks. 

Did you find anything in the nomination process related to gender bias? 

No 

Do you have any recommendations to eliminate bias from this award? 



Continue to monitor and ensure that criteria for the award recognize scholarship from all disciplines. 

6.3 Provost’s Excellence in Faculty Mentoring Award 

Did you find anything in the awards history (selection committee / nominees / finalists / winners) related 
to gender bias? 

Although limited to 4 years of data, there does appear to be gender inequality since only 2 
(approximately 15%) of the awardees have been female.  The latest year with 2 awardees is evenly 
split, however. There does seem to be a correlation with rank. Consistently the nominees are either 
Professor or Associate Professor.  The skew towards male awardees may reflect the proportions of 
male/female at these ranks across RIT. 

Did you find anything in the nomination process related to gender bias? 

No 

Do you have any recommendations to eliminate bias from this award? 

Examine individual colleges’ mentoring processes to determine if there are other sources of bias.  Is it 
similar across colleges? Do all assign mentors to new faculty? Are there both internal and external 
mentors? What is the relationship between informal mentoring and formal (assigned) mentoring to 
the award process? 

 

6.4 Provost’s Innovative Teaching with Technology Award (PITT) 

Did you find anything in the awards history (selection committee / nominees / finalists / winners) related 
to gender bias? 

During the four years that the PITT has been awarded, the recipients of the award have all been male 
faculty (see Table 3) with only one award per year.  Since the recipient number is rather small we 
also investigated those nominated and the composition of the review committee.  Table 3 shows the 
gender make-up of the nominees. 

  



 

Table 3: PITT Award Nominees 

 

Those nominated for this award over the last three years average 29% female which is very close to 
the 30.47% RIT weighted average female faculty ratio.  The selection committee during the 2014-15 
review process was 33% female and decisions were made by unanimous decision.   

Did you find anything in the nomination process related to gender bias? 

Overall, we did not find anything in the nomination, or award process related to gender bias.   

Do you have any recommendations to eliminate bias from this award? 

Continue to monitor this award as the sample size increases over the next few years. 

6.5 Outstanding Teaching Award for Non-Tenure Track Faculty 

Did you find anything in the awards history (selection committee / nominees / finalists / winners) related 
to gender bias? 

Group Total Male Female % Male % Female
Weight Avg. 
Female Faculty

Nominees 21 15 6 71% 29% 30.47%

Count Gender College
2012-13 M KGCOE N=7 Male Female
2012-13 M KGCOE 6 1
2012-13 M KGCOE
2012-13 M GCCIS
2012-13 F CAST
2012-13 M CAST
2012-13 M COS
2013-14 F GCCIS N=10 Male Female
2013-14 M GCCIS 6 4
2013-14 M COLA
2013-14 F COLA
2013-14 M NTID/COS
2013-14 M KGCOE
2013-14 M CAST
2013-14 F SCB
2013-14 M COS
2013-14 F ACMT (Croatia) Male Female
2014-15 M COLA N=4 3 1
2014-15 M COLA
2014-15 M KGCOE
2014-15 F NTID 



Although the four winners of the NTT Outstanding Teaching Award have been males, it appears from 
the data that the nominees and finalists were well represented by both males and females over the 
past four years. In 3 out of 4 of the years the award has been given, the finalists were 50% male, 50% 
female.  

Did you find anything in the nomination process related to gender bias? 

We did not find data relative to the nomination process that indicated any gender bias. Since the NTT 
Outstanding Teaching Award’s inception in the 2011 – 2012 AY, the original nominee submissions for 
the award have ranged from 44% male, 56% female to 66% male, 34% female. 

Do you have any recommendations to eliminate bias from this award? 

Placing greater emphasis on a gender-equal selection committee would be beneficial for all award 
committees. The selection committees for the NTT Outstanding Teaching Award have ranged from 
63% male, 37% female to 86% male, 14% female. 

6.6 The Isaac L. Jordan Sr. Faculty Pluralism Award 

Did you find anything in the awards history (selection committee / nominees / finalists / winners) related 
to gender bias? 

Committee composition was not assessed as part of this study.   During the past four years, 
nomination packets have been received for five female and eight male faculty members.  The award 
does not have a separate pool of finalists; everyone who is nominated is a finalist because it is 
impossible to submit a nomination packet without the knowledge of the nominee and all nomination 
packets that were received by the review committee have been complete.   

Over the past 10 years, the award has been nearly evenly split between male (4) and female (6) 
recipients (faculty and staff).  Considering only the past four years after the implementation of 
separate faculty and staff awards, three out of four (75%) of the faculty winners have been female.   

Therefore, over the past four years there have been fewer nominations received for female faculty 
members but more women have won the Jordan faculty award than men. 

Did you find anything in the nomination process related to gender bias? 

 No 

Do you have any recommendations to eliminate bias from this award? 

Considering only the time during which the Jordan faculty and staff awards have been separate, 
there have been more female recipients than male.  Does this result indicate an inherent bias toward 
women for the Jordan faculty award?  One might argue that men need to become more involved in 
the kinds of diversity-related efforts that have led to there being a majority of female faculty award 
winners.  Perhaps the various initiatives related to the ADVANCE grant have helped to support the 



nominations of female faculty members for the Jordan award over the past few years, allowing them 
to demonstrate efforts in diversity-related areas to a degree greater than what male faculty 
members have been able to do.  It could also be argued that over either the four-year or ten-year 
history of the Jordan award, nearly an equal number of men and women have won the award.  For 
either time period, if one man had won the award instead of a woman, then the distribution of 
award winners by gender would be equal although such a situation would still indicate an 
overrepresentation of female winners compared with the percentage of female faculty members on 
campus. 

7 Conclusions and Recommendations 
Of the seven university-level faculty awards programs examined to determine if there were biases in the 
programs there appears to be gender inequality in the Provosts Excellence in Faculty Mentoring Award since 
only 2 (approx. 15%) of the awardees have been female.  The latest year with 2 awardees is evenly split, 
however. There may be a correlation with rank vs. bias as consistently the nominees are either Professor or 
Associate Professor.  The skew towards male awardees may reflect the proportions of male/female at these 
ranks across RIT.  Similarly The Trustee’s Scholarship for Outstanding Academic Scholarship is generally 
awarded to full professors and the percentage of women full professors on campus is only 16%.  We expect 
the percentage will increase as more women are promoted from the associate professor ranks. 

The ADVANCERIT paper provides strategies for minimizing bias that could easily be implemented in future 
award iterations including: establishing clear criteria to use for evaluation; evaluating the criteria to 
determine if it is the correct criteria; and measuring, tracking and managing numerical progress.  
Additionally, the ADVANCERIT paper and this task force report could be shared campus-wide. 

8 Appendices 
Mason, S., Marchetti, C., Bailey, M., Baum, S., Valentine, M. [2014]  “Faculty Awards at a Large Private 
Institution: An Indicator of Evolving University Values?”  2014 American Society for Engineering Education 
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	1 Background
	2 Faculty Award Task Force Composition
	3 Process
	4 Data
	5 Results
	5.1 Overall Results

	6 Findings
	6.1 Eisenhart and Provost Awards for Teaching
	6.2 Trustees’ Scholarship Award for Outstanding Academic Scholarship
	6.3 Provost’s Excellence in Faculty Mentoring Award
	6.4 Provost’s Innovative Teaching with Technology Award (PITT)
	6.5 Outstanding Teaching Award for Non-Tenure Track Faculty
	6.6 The Isaac L. Jordan Sr. Faculty Pluralism Award

	7 Conclusions and Recommendations
	8 Appendices

