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Introduction  
 
In October 2000, Provost Lawrence B. Dumas formed a Faculty Diversity Committee to help him 
assess Northwestern University’s progress in increasing the number of women and members of 
underrepresented minority groups on the faculty and to suggest initiatives and mechanisms that 
might support this goal.  A year later, the Committee issued a report that observed that, 
notwithstanding conscientious efforts to pursue affirmative action in hiring and some progress in 
increasing female faculty representation, “Northwestern can take little satisfaction in its record in 
recruiting and retaining underrepresented minority faculty.”  The report analyzed the 
demographics of the faculty over the past decade or so and provided data that compared the 
situation at Northwestern with that at a number of peer, private research universities.  The report 
also discussed the challenge posed by the limited availability in many fields of young African-
American and Latino scholars and Northwestern’s effort to develop that “pipeline” of future 
faculty.  Acknowledging that “the University faces a significant challenge if it is to have a faculty 
that more closely resembles the increasingly diverse population of the United States,” the 
Committee outlined a number of initiatives which, if pursued, might help Northwestern to 
achieve its aspiration “to lead peer, private research institutions in the representation of women, 
African-Americans and Latinos.”  The report can be found online at: 
www.northwestern.edu/provost/committees/diversity/FDC_Report_2001.pdf.  
 
In fall 2002, the Faculty Diversity Committee issued a “Report to the Community” describing 
initiatives undertaken during the 2001-02 academic year pursuant to the recommendations of 
the Faculty Diversity Committee.  That Report also provided updated figures regarding the 
demographics of the Northwestern University faculty and, importantly, recent data comparing 
the demographics at Northwestern with that at a group of peer research universities.  The 2002 
“Report to the Community” can be found online at: 
www.northwestern.edu/provost/committees/diversity/FDC_Report_2002.pdf.  
 
The 2003 “Report to the Community” provided a further update on activities of the Faculty 
Diversity Committee as well as the most current available data regarding the representation of 
various groups on the University’s faculty.  Among the developments described in that report 
was the decision of the Faculty Diversity Committee to include among its concerns the 
representation of Asian-American faculty in academic fields where they are currently 
underrepresented.  The 2003 report also presented information about the representation of 
Asian-Americans on the Northwestern University faculty in comparison with their representation 
at a selected group of member institutions of COFHE (The Consortium for the Funding of Higher 
Education).   That report can be found online at: 
http://www.northwestern.edu/provost/committees/diversity/FDC_Report_2003.pdf 
 
The 2004 report again provided information regarding the representation of various groups on 
the Northwestern faculty and described the activities of the Committee during 2003-04, including 
a major longitudinal study regarding faculty offers made over an eight year period by various 
academic units to members of underrepresented groups and the success of those units in 
converting those offers into acceptances.   That report can be found online at:  
http://www.northwestern.edu/provost/committees/diversity/FDC_Report_2004.pdf 
 
Like its predecessors, the 2005 report provided information regarding the representation of 
various groups on the Northwestern faculty and described the activities of the Committee during 
the 2004-05 academic year.   For the Committee, the 2004-05 report was particularly 
disappointing because it recorded an absolute decline in the number of African-Americans 
holding tenure-track appointments and the stalling of the University’s recent modest success in 
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increasing the numbers of Hispanics in those faculty ranks.   (As the 2004-05 report explained, 
the figures set forth there included the correction of some previously reported figures.)   That 
report can be found online at: 
http://www.northwestern.edu/provost/committees/diversity/FDC_%20Report_2005.pdf 
 
The 2006 report included information on activities of the Committee during the previous year as 
well as the latest available data regarding the representation of women and minorities on the 
tenured/tenure-track faculty. Data clearly reflected notable increases during 2005-06, as 
compared with the previous year. Nonetheless the report emphasized the clear need for further 
vigorous efforts if the University is to meet its ambitions to increase the various kinds of diversity 
it seeks in its faculty. That report can be found online at: 
http://www.northwestern.edu/provost/committees/diversity/FDC_Report_2006.pdf 
 
The 2007 report again included the latest figures regarding the representation of various groups 
on the Northwestern faculty and described the activities of the Committee during the 2006-2007 
academic year.  Additionally, it highlighted the results of a survey conducted by the Provost’s 
Office of all individuals who had received offers of tenure-track positions at Northwestern to 
determine issues of importance in the prospective faculty member’s decision-making process 
and the reasons for accepting or rejecting the offer.  The survey confirmed the beliefs that 
certain factors were important, such as the search process itself, while surprising the committee 
on the importance of other factors.  Like its predecessors, the report continued to emphasize the 
need to monitor and strengthen the number of doctoral degrees granted to underrepresented 
groups as a means of increasing the pool of minorities entering the academe.  That report can 
be found online at: 
http://www.northwestern.edu/provost/committees/diversity/FDC_Report_2007.pdf 
 
This report looks at the trends in diversity of tenure-line faculty at Northwestern over the past 
two decades and compares those trends with data available from other universities.  In addition, 
this review includes school-by-school comparisons within the University of changes in faculty 
representation for women and under-represented minorities (URM) over the past eight years.  
While no one would argue that current efforts could not be improved, this report looks closely at 
the changes taking place to determine how the University should focus its efforts toward 
diversifying the faculty further in the challenging times ahead. 
 
Progress at Northwestern 
 
In large part, the success of the Faculty Diversity Committee’s efforts – and, as they relate to 
the work of the Committee, those of deans, department chairs, and search committee members 
– is reflected in the increasing proportions of women and under-represented minorities among 
tenure-track faculty at the University since the Committee was established eights years ago.  
While the numbers of women and Asian-American faculty continued to rise in this last academic 
year, numbers of African-American and Hispanic faculty remained unchanged or fell slightly, 
respectively.  Since the faculty as a whole grew by 0.7%, proportional representation of African-
American and Hispanic faculty declined.  Moreover, as this report will illustrate, despite 
increasing numbers of women appointed to tenure track positions, Northwestern’s rate of 
increase has lagged behind that of peer institutions.  Thus, this evidence of mixed progress 
underlines the importance of focusing future efforts on all under-represented groups. 
 
In each of its seven previous reports, the Committee has presented data regarding members of 
under-represented groups on the Northwestern faculty. The current report provides updated 
figures, as well as proportional representation of each under-represented group as part of the 
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faculty as a whole.  The data for 2008 point to both gains and losses among women and under-
represented minority faculty.  
 
When they join the University, faculty members are asked to list voluntarily their gender and 
race/ethnicity on their Personnel Data Forms.  To the extent that faculty choose not to provide 
this information, these annual October snapshots that form the raw data for the current report 
may misrepresent the full extent of faculty diversity at the University.  Furthermore, in 
accordance with national reporting standards used in this and previous reports, non-U.S. 
citizens are included in the numbers of under-represented minorities only if they hold permanent 
residence status in the U.S. 
 
As in past years, progress during the 2007-2008 academic year was mixed, as shown in the 
figures below.  The representation of tenure-track women on the faculty continued to show 
progress.  Their number grew from 345 in 2007 to 357 in 2008, a larger increase proportionally 
than in the previous year.  Additionally, women as a percentage of the entire tenure track faculty 
grew slightly from 25.7% to 26.6%, continuing the steady improvement since 2002.  While this 
recent improvement is cause for cautious optimism, efforts to recruit women into tenure-line 
faculty positions will need to be sustained in order for growth to continue and, hopefully, 
accelerate in this segment of the faculty. 
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The number of Native American faculty on the tenure track is too small to be represented meaningfully in a figure similar 
to those shown here. 
Figures for underrepresented minorities include only U.S. citizens and permanent residents. 
Faculty whose ethnicity was not specified are not included in these percentage calculations. 
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The number and proportion of Asian-Americans on the faculty also improved substantially 
during the past year.  This total, however, reflects Asian-Americans in all departments at the 
University, even though Asian-Americans are only considered to be under-represented outside 
the disciplines of science and mathematics; for example, in WCAS last year, Asian-Americans 
made up 13.3.% of tenure line faculty in Division I (physical & life sciences and mathematics), 
7.4% in Division II (social sciences) and 1.9% in Division III (humanities).  Throughout the 
University the Asian-American faculty grew from 156 last year to 172 this year.  This represents 
a net increase of nearly a full percentage point, continuing the upward trend that began in 2005. 
 
Unfortunately, these signs of improvement were not apparent for African-American and Hispanic 
tenure-track faculty.  The number of African-American faculty remained the same as last year at 
47, while their proportion in the total faculty dropped slightly (from 3.8% to 3.7%).  Although 
eight African-Americans were appointed to tenure-line positions in this past academic year, an 
equal number left the University, including several prominent faculty members in Medill and 
WCAS.  The absence of a net increase continues the pattern of minimal improvement in 
African-American representation on the faculty seen since 2004.  The Hispanic portion of the 
faculty fared even worse with a net loss of two and a drop from 3.1% of the faculty in 2007 to 
2.8%.  This decrease represents a departure from the improvement shown in 2006 when the 
Hispanic faculty grew from 31 (2.6% of faculty) to 38 (3.1% of faculty) members.  This segment 
of the faculty continues to be one of the most challenging areas for diversity efforts at 
Northwestern. 
 
Since 2004, the Committee has recognized that Native Americans are a sorely under-
represented group among the faculty.  While the presence of Native American tenure-track 
faculty has been monitored for several years, the numbers have been too low to draw any 
meaningful conclusions over this period. The Committee recognizes that achieving significant 
progress in this area will continue to pose a substantial challenge.  
 
While numbers of women and Asian-American faculty members have demonstrated persistent 
growth in the past year, the number and proportion of African-American and Hispanic members 
has remained relatively unchanged since 2004 and 2006, respectively.  Though these 
populations have grown since 2000, when the committee’s work began, the lack of progress in 
recent years is unsettling.  Further efforts are needed to regain the momentum noted during the 
earlier part of this decade. 
 
Progress on a National Level 
 
While any improvement in the numbers of women and under-represented minorities on the 
University faculty represents progress toward diversifying the faculty, the extent of that progress 
must be measured not just in comparison to Northwestern’s own historical data, but also in 
relation to concomitant changes taking place in faculty demographics at other universities in the 
United States.  This report provides such external comparisons by displaying trends for both 
women and under-represented minorities at Northwestern with aggregated data obtained from 
IPEDS (Integrated Postsecondary Education Data System) in which Northwestern is a 
participant.  The comparison group of IPEDS schools is composed of 33 public and 28 private 
institutions, including Northwestern, and is listed in Appendix I.  Among the 28 private 
universities in IPEDS, 18 (also including Northwestern) belong to the Consortium on Financing 
Higher Education (COFHE) and most closely resemble Northwestern in makeup and mission.  
Changes in Northwestern’s faculty profile are compared with those of the 61 IPEDS schools and 
the subsets of private institutions and of COFHE schools within this IPEDS dataset. 
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In the following figures the percentages of women or under-represented minorities among the 
ranks of tenured and tenure-eligible faculty are presented over the interval from 1993 through 
2007.  The data for Northwestern University are plotted against the mean percentages of 
women and URM faculty for the 61 IPEDS institutions.  In addition, boundaries one standard 
deviation above and one below the IPEDS mean are also displayed.  (Standard deviation (SD) 
is a measure of the dispersion in the percentages from the individual schools; if the data are 
distributed normally, approximately two-thirds of all values should be included within the bounds 
of –1 and +1 SD). 
 

  
 
As can be seen, percentages of women faculty increased from 1993 to 2007 among all 
institutions.  For tenured women, Northwestern ranked 39th among the 61 schools and 38th in 
2007.  Since the percentage of women among tenured faculty is lower at private than at public 
institutions (22.4% vs. 25.3%) in 2007, Northwestern ranked 13th among private institutions and 
7th among COFHE members in 1993, rising to 10th among privates and 4th among COFHE in 
2007.  Consequently, Northwestern ranked in the upper half of private institutions and upper 
quarter of COFHE schools in the percentage of women as tenured faculty. 
 
The percentage of women in tenure-eligible ranks rose slightly (from 33% to 38.5%) among all 
institutions over this period.  Among private schools the percentages of tenure-eligible women 
were slightly lower and increased from 30.2% to 37% in 2007.  By contrast, Northwestern’s 
fraction of tenure-eligible women rose only from 28.5% in 1993 to a peak of 33.6% in 2001 
before falling to 32.2% in 2007.  Consequently, NU lagged behind this cohort of private as well 
as public universities in the proportion of women in tenure-track junior faculty positions.  NU 
ranked 48th among all 61 institutions in 1993, but fell to 55th in 2007.  Among private universities 
Northwestern ranked 17th (11th among COFHE) in 1993 and fell to 24th (16th among COFHE) by 
2007.   These rankings place Northwestern near the bottom of public and private institutions for 
tenure-eligible women faculty in 2007.  Overall, however, the percentage of women on the 
tenure track at Northwestern (both tenured and tenure-eligible) increased from 17.7% in 1993 to 
25.7% in 2007 and NU’s ranking rose modestly from 47th to 42nd among all 61 schools (from 18th 
to 13th among private and from 12th to 8th among COFHE institutions). 
  
While the University’s overall improvement from 1993 to 2007, and ranking among peers 
appears acceptable, this perception is based primarily on the ranking of tenured women faculty.  
The disparity between the apparent progress of tenured women faculty and tenure-eligible 
women faculty points to a potential weakness in attracting and retaining tenure-eligible women 
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at Northwestern.  To stay competitive with its peers Northwestern must improve its efforts to 
recruit and retain women among its tenure-track junior faculty.  This means increasing the 
number of women in the recruitment pool, increasing the number of offers made to women, and 
ensuring that the acceptance yield, in fact, leads to greater number of tenure-eligible women on 
campus.  As cited in previous reports: a prior condition of making an appointment is the 
extension of an offer; and the rendering of an offer requires the identification of prospects in the 
course of vigorous, affirmative action searches.  The search process for women faculty requires 
reevaluation and renewed emphasis if Northwestern is to improve the distribution of men and 
women on campus in the years ahead. 
 
Potentially more troubling for the future is the recent decline in numbers of tenure-eligible 
women.  Just as the number of women identified during the search process must increase in 
order to improve the probability that women will be appointed to tenure-eligible positions, so too 
the number of tenure-eligible women must rise in order to expand the ranks of women among 
tenured faculty.  If greater attention is not devoted to recruitment and retention of female faculty 
members, Northwestern’s above-average rankings among private and COFHE schools in 
the proportion of tenured women may not be sustained. 
 
Progress in recruiting under-represented minorities is more apparent than that for women.  For 
tenured faculty, Northwestern ranked 28th among the 61 IPEDS schools (Appendix I) in 1993 
and 27th in 2007.  As with women, percentages of URM among tenured faculty are lower at 
private than at public universities (5.0% vs. 6.0% in 2007).  Following a slight decline in the mid-
1990’s, the percentage of tenured URM faculty has nearly doubled from 3.0% in 1997 to 5.7% in 
2007.  Although this increase raised the University’s ranking among all schools only slightly in 
2007 above that in 1993, the ranking had fallen as low as 48th in 1997.  In comparison to private 
institutions, Northwestern’s rankings rose from 20th to 9th among private and from 14th to 5th 
among COFHE institutions.  While the percentage of URM in tenure-eligible ranks rose slightly 
(from 7.0% to 8.7%) among all institutions over this period, Northwestern’s proportion of tenure-
eligible URM also doubled from 4.6% in 1993 and 4.4% in 2001 to 9.1% in 2007.  Consequently, 
NU moved into the upper half of this cohort of public and private universities in the proportion of 
URM in junior faculty tenure-track positions.  NU ranked 46th among the 61 institutions (7th 
among privates and 11th among COFHE) in 1993, and rose to 25th (7th among privates and 5th 
among COFHE) in 2007. 
 

  
Figures for underrepresented minorities include only U.S. citizens and permanent residents. 
URM faculty include only African-American, Hispanic and Native American, but not Asian-American, faculty. 
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Overall, the percentage of URM on the tenure-track at Northwestern (sum of tenured and 
tenure-eligible faculty) nearly doubled from 3.9% in 1993 to 6.7% in 2007 and NU’s ranking rose 
from 38th to 24th among all 61 schools (from 12th to 7th among the 28 private institutions and from 
9th to 4th among COFHE schools).  Thus, while the proportion of under-represented minorities 
on the tenure-track at NU remains just under 10%, NU has made substantial progress over the 
past few years and now ranks in the upper half of major public and private institutions, in the 
upper quarter of private schools alone and in the upper third of COFHE institutions in the 
proportion of URM faculty on the tenure track. 
 
Progress in Individual Schools 
 
A more in-depth look at trends in faculty diversity at Northwestern is provided by data from the 
individual schools since the year 2000 or 2001, as shown in the following figures.  During this 
period the percentage of tenure track women rose from 21.7% to 25.9% for the University as a 
whole, led by increases in the Law School, the Bienen School of Music and WCAS.  Several 
schools, however, registered a relative decrease in women faculty, including Medill, Kellogg and 
MEAS.  Similarly, the percentage of URM faculty rose from 4.2% to 7.0% for the University as a 
whole, led by substantial increases in Medill, School of Communication, SESP and WCAS, 
while Kellogg and Feinberg noted little or no change.  Thus, efforts to diversify the tenure track 
faculty at Northwestern over the past seven or eight years have met with differing success in the 
various schools. 
 
 

  
 

 
 
Progress at the Graduate School Level 
 
A key factor to raising the number of women and underrepresented minorities on the University 
faculty is a sustained focus on the size of the pool of women and URM students in Ph.D.-
training programs.  From the outset, the Faculty Diversity Committee recognized that the 
University is challenged in its efforts to diversify its faculty by the limited – often severely limited 
– availability of female and/or minority trainees in various disciplines.  It follows then that 
enhanced efforts on the part of Ph.D.-granting institutions to increase women and under-
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represented minorities in their programs should enhance the likelihood of their eventual entry 
into the U.S. professoriate.  Even as the overall number of URM Ph.D.’s is growing slowly 
nationally, various URM groups retain strong attractions to specific disciplines.  Data from the 
U.S. Government’s annual Survey of Earned Doctorates in 2005 show that two-thirds of all 
Ph.D.’s awarded to Asian-Americans were in life and physical sciences or engineering; by 
contrast, two-thirds of Ph.D.’s awarded to African-Americans and nearly sixty percent of those 
conferred on Hispanics were in the humanities, social sciences, or education.  Consequently, 
Asian-Americans are not considered to be under-represented in the sciences and mathematics, 
in contrast to African-American and Hispanic who are.  Thus, differing attractiveness of various 
disciplines to minority groups compounds the difficulty of increasing representation of under-
represented minorities on the faculties of various schools at Northwestern. 
 
Northwestern’s doctoral programs must play their part in increasing the pool of graduate 
students entering academe.  While previous reports assessed progress at the graduate school 
level, this report takes a closer look at the enrollment cycle since 2000 to review the 
achievements and challenges of increasing the pool of female and URM Ph.D. recipients. 
 
In order for Northwestern to increase the pool of female and URM Ph.D. graduates, it must 
focus on its applicant pool, its enrollees, and ultimately its success in graduating doctoral 
students.  From 2000 to 2008, success in these three areas has been mixed.  Applications, 
acceptances, first-time admissions and Ph.D.’s awarded to female students have increased in 
parallel with those of male students.  Women have been awarded 42% of Northwestern’s 
Ph.D.’s over the past eight years and men 58%, a disparity that has been relatively consistent 
throughout this period.  The fraction of Ph.D.’s awarded to women by Northwestern, however, 
lags behind the national average of approximately 50%. 
 
Over this same period (2000-08), African-American and Hispanic applications to and 
acceptances by Northwestern’s Ph.D. programs have also increased.  African-Americans 
comprise 6% of the acceptances among U.S. citizens and 6-7% of first-time enrollees, 
percentages that have remained relatively constant over this period.  Although the proportion of 
applications submitted from Hispanics has consistently been 4-5% of all U.S. applications to 
Northwestern, the proportion admitted has nearly doubled (from 4.2% to 7.5%) and the 
proportion of first-time enrollees has increased from 3.4% to 7.7% since 2000.  In contrast to 
this apparent success on entry, African-American and Hispanic Ph.D. awardees declined in both 
absolute and relative terms over this 8-year period.  Data presented in the figures (below)  
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compare the number and percentage of African-American and Hispanic Ph.D. recipients with 
the national average for these subgroups, as listed in the Survey of Earned Doctorates. 
 
The number of African-American Ph.D. recipients dropped from 16 in 2000 (7.1% of all Ph.D.’s 
granted to U.S. citizens and permanent residents by Northwestern) to 11 (5.5%) in 2007.  Since 
the percentage of African-American Ph.D. graduates nationwide remained steady through 2006 
(the latest year for which figures are available), the proportion of Northwestern Ph.D.’s awarded 
to African-Americans has fallen steadily since 2000 and was below the national average in 
2006.  The changes since 2000 are even more striking for Hispanic students, from 9 Ph.D.’s 
awarded in 2000 to none in 2007.  In comparison, over the time period through 2006, the 
national percentage increased by one percentage point.  Consequently, as depicted below, 
Ph.D’s awarded by Northwestern to URM graduate students declined by approximately 40% 
since 2000.  (One caveat in this analysis is that the number of students choosing not to declare 
their ethnicity more than doubled over this same interval.  From 7-8 students in 2000-01 and 
2001-02, the number of students of “unknown” ethnicity rose to 18-19 in 2006-07 and 2007-08.  
The decline in Northwestern Ph.D.’s awarded to URM students, therefore, will be overstated if 
any of the “unknown” students are under-represented minorities.) 
 

 
 
It is possible, even likely, that these declines are only temporary, and will reverse once the 
expansion in minority enrollment, especially among Hispanics, in our graduate programs is 
reflected in graduation rates.  Nonetheless, since the proportion of Northwestern Ph.D.’s 
awarded to minority candidates is currently well below national means, greater attention need 
be paid to the mentoring of current students to ensure ultimate graduation, as well as to 
maintenance of the successful efforts at recruitment and enrollment.  Nevertheless, 
Northwestern in recent years has initiated new programs aimed at improving representation of 
women and minorities among undergraduates, graduate students, and junior faculty, some of 
which are described below. 
 
Recruitment and “Pipeline” Initiatives 
 
Various programs to increase diversity within the graduate student population have been 
introduced over the past few years, several of which have been mentioned in previous reports 
from this committee.  While not yet reflected in increasing numbers of Ph.D.’s awarded to 
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women and minority candidates, the growing number of these projects (listed in the table on the 
following page) is a source of cautious optimism for the future. 
 
One of the first of these programs, established in 2003 with funding from NIGMS, was the 
collaboration between Chicago State University and Northwestern University (referred to as the 
Bridge program) that was designed to facilitate the transition of undergraduate students from 
diverse academic and socio-economic backgrounds into Ph.D. graduate studies in the Life 
Sciences at first-tier Ph.D.-granting institutions such as Northwestern.  As Dr. Dubocovich, who 
has been P.I. of this program at Northwestern since its inception, is leaving the University this 
fall (2008), Dr. Kathleen Rundell will be serving as interim program director until a permanent 
replacement can be identified. 
 

Project Title Principal Investigator Notes 
 
FUNDED PROJECTS 

  

Chicago State-Northwestern MS-Ph.D. Bridge to the 
Future 

Margarita Dubocovich > 
Kathleen Rundell 

CLIMB Program 
 

Mentoring For Success: Developing Fundamental Skills 
For Biomedical Research (under IMSD RFA) 

Margarita Dubocovich > 
Rick McGee 

CLIMB Program 
 

 IMSD-Stimulated Institutional Transformation 
 Toward Increasing Student Diversity 

Rick McGee Supplement to 
IMSD 

Midwest Crossroads AGEP Program (AGEP 
STEM/SBES) 

Larry Henschen  

Research on Interventions that Promote Research 
Careers 

Rick McGee Focus on URM 

Mellon Mays Undergraduate Fellowship Eugene Lowe, Jr. Humanities 
 
SUBMITTED PROPOSALS 

  

Pivotal Career Decisions Guiding Potential Women 
Science Faculty (submitted October, 2008) 

Rick McGee Focus on women 

Institutional Research and Career Development Award Larry Henschen Post-doctoral 
support 

 
PLANNED RESUBMISSIONS 

  

NINDS Diversity Research Education Grants in 
Neuroscience (resubmission in preparation) 

Rick McGee Joint project of 
NU, UIC, U of C 

ADVANCE – Institutional Transformation Katherine Faber  
 
AGEP = Alliance for Graduate Education and the Professoriate 
CHESS = Communications, Humanities, Economics, Social & Behavioral Sciences Diversity Committee 
CLIMB = Collaborative Learning and Integrated Mentoring in the Biosciences 
GLASS = Great Lakes Alliance for the Social Sciences 
IMSD = Initiative for Maximizing Student Diversity 
IRACDA = Institutional Research and Career Development Award 
SBES = Social, Behavioral, and Economic Sciences 
SECMA = Science & Engineering Committee on Multicultural Affairs 
STEM = Science, Technology, Engineering and Math 
 
Two years ago, Dr. Dubocovich secured additional funding in response to a request from 
NIGMS for proposals under the Initiative for Maximizing Student Diversity (IMSD).  This 
program, entitled “Mentoring for Success: Developing Fundamental Skills For Biomedical 
Research”, provided the basis (along with the “Bridge to the Future”) for the CLIMB program 
(Collaborative Learning and Integrated Mentoring in the Biosciences).  This program serves as 
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an administrative umbrella under which the Bridge and IMSD are integrated along with 
institutional funding to provide support currently for 16 CLIMB Scholars in the biological 
sciences.  Dr. Rick McGee will take over leadership of this program on Dr. Dubocovich’s 
departure.  A supplement to the IMSD project has recently been funded to study the impact of 
the IMSD on Northwestern and the views of the faculty and administrators on diversity and non-
traditional criteria for identifying successful students. 
 
In 2004, Northwestern University joined with Purdue University, as the lead institution, and 
Indiana University to form the Midwest Crossroads AGEP Program for STEM fields focusing on 
recruitment, retention, and enrichment activities.  This was followed in 2005 with the creation of 
an AGEP SBES alliance known as GLASS.  Along with Northwestern, other GLASS universities 
include the University of Chicago, the University of Wisconsin-Madison, the University of Illinois 
- Urbana-Champaign, Ohio State University, Pennsylvania State University, and Temple 
University.  Dr. Larry Henschen serves as P.I. of this program. 
 
Dr. Henschen has also recently submitted an application for an Institutional Research and 
Career Development Award (IRACDA) from the NIH.  If funded, this program will provide 
support for post-doctoral trainees who are willing to devote 25% of their time during the 3-year 
award to teaching in a minority-serving institution. Northwestern’s partner in this application is 
Northeastern Illinois University. 
 
Since his arrival at Northwestern from the NIH in 2007, Dr. McGee has secured funding to 
assess research career decision-making among minority graduate students in a project entitled 
“Research on Interventions that Promote Research Careers”.  Although the NIH and NIGMS 
have committed considerable funding to promote diversity among biomedical scientists, little 
progress has been made nationwide.  This project represents an attempt to accumulate 
quantitative information regarding the relative importance of various factors leading minority 
students to abandon pursuit of academic careers and to propose short- and longer-term 
interventions to counter these adverse influences.  Dr. McGee has recently submitted a new 
proposal to examine career choices made by female graduate students as well.  These projects 
offer the possibility that new initiatives may be introduced at Northwestern, as well as at other 
schools, to take advantage of this new information. 
 
Earlier this year under the leadership of Eugene Lowe, Jr., Northwestern University was 
awarded a Mellon Mays Undergraduate Fellowship.  The fundamental objective of MMUF is to 
increase the number of minority students, and others with a demonstrated commitment to 
eradicating racial disparities, who will pursue Ph.D.’s in core fields in the arts and sciences.  The 
program aims to reduce gradually the serious under-representation of individuals from certain 
minority groups within these disciplines, as well as to address the attendant educational 
consequences of these disparities.  Although undergraduate students will be chosen for this 
award, funding will continue throughout their graduate study and the pre-tenure period following 
initial faculty appointment. 
 
In addition to these programs that were successful in obtaining extramural support, two other 
proposals received favorable reviews, but fell short of securing funding.  Dr. Rick McGee, in 
collaboration with neuroscientists both here and at the University of Illinois- Chicago and the 
University of Chicago, applied for a Diversity Research Education Grant in Neuroscience in 
response to a request from NINDS.  Also, Dr. Katherine Faber in the McCormick School of 
Engineering and Applied Sciences submitted a proposal to NSF for an ADVANCE Institutional 
Transformation Award.  The former was designed to increase minority student representation in 
graduate neuroscience training programs, while the latter focused on promoting women’s entry 
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into STEM fields.  In both cases, reviewers encouraged the investigators to revise their 
proposals and resubmit them. 
 
Fund for Faculty Diversity   
 
In its initial report, the Faculty Diversity Committee announced the University’s decision to set 
aside funds to support initiatives to increase the numbers of minorities and women on the 
Northwestern tenure and tenure-track faculty in disciplines where they are currently 
underrepresented.  The Committee invited administrators and faculty members to propose 
appropriate uses for these resources.  Since that invitation was issued, a number of proposals 
have been received and funded each year. 
 
A number of new proposals were approved during the past academic year.  The proposals 
came from three schools (the Bienen School of Music, the Feinberg School of Medicine, and the 
Weinberg College of Arts and Sciences).  In addition to these new commitments, continuing 
support was provided for multi-year initiatives approved in previous years (and described in 
previous Committee reports).  In all cases of new projects, the Fund for Faculty Diversity 
provided supplemental funding for projects supported by the school and/or department.  The 
proposals approved during the past year included: 
 

• Research funding support for an African-American faculty member 
• Funding to assist in the recruitment of an African-American faculty member 
• Funding to assist in the recruitment of an Asian-American faculty member 
• Funding to assist in the recruitment of an Hispanic faculty member 
• Support for start-up funds used to assist in the recruitment of an African-American 

faculty member 
 

Since the Fund was created, over $700,000 has been provided to help attract and retain faculty 
members whose presence contributed to the diversity of our faculty.  Additional commitments to 
promote faculty diversity based upon the Fund total more than $350,000.  Although these past 
expenditures and future commitments exhaust the monies initially designated for the Fund for 
Faculty Diversity, the Committee continues to invite proposals for projects that hold promise in 
helping the University meet its goal of diversifying the faculty.  Such requests will be evaluated 
for funding on a case-by-case basis; meritorious proposals will be supported from the Provost’s 
Office as funds permit. 
 
Funding from the Faculty Diversity Fund has generally been provided on a co-venture basis; 
that is, departments and/or schools invest in an initiative along with the Fund.  Proposals are 
received throughout the year and should be sent to the Provost <nu-
provost@northwestern.edu>. 
 
Conclusions 
 
Data collected over the last two decades from Northwestern and its peer institutions illustrate 
the progress being made toward greater representation of women and minorities among tenure-
line faculty.  While the University has achieved some success in increasing diversity, the task 
remains unfinished.  The number of women in tenure-track positions has increased steadily 
since 1993, though closer analysis reveals that the apparent progress achieved by women 
appointed to tenured faculty positions is not paralleled by commensurate expansion of female 
appointments in junior faculty positions.  Although numerous factors may contribute to this 
disparity, continuation of such trends may undermine further efforts to increase the appointment 
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of women in tenured faculty positions.  Representation of African-Americans and Hispanics, 
though not that of Native-Americans, has increased among both tenured and tenure-eligible 
faculty ranks.  Moreover, the changes noted at Northwestern compare favorably with those 
reported from other public and private universities.  Since evidence of progress in faculty 
diversity is not uniform throughout Northwestern, there is clearly both need and room for further 
improvement. 
 
As a Ph.D.-granting university Northwestern contributes to the national pool of faculty 
candidates for itself and other institutions.  While the changes in women entering and 
graduating from Northwestern’s Ph.D. programs since 2000 have paralleled those for men, the 
fraction of Ph.D.’s awarded to women (42%) is still below the national average (50%).  For 
under-represented minorities, the results are of potential concern.  On the one hand, the 
number of applications and acceptances of URM students has increased, but at the same time 
the number of Ph.D.’s awarded has fallen by more than 50%.  Since it takes 5-6 years, on 
average, to complete a Ph.D. program, it is probably too early to expect the increase in entry of 
URM students to be reflected in improved graduation rates.  Nonetheless, the decline in Ph.D.’s 
awarded to URM students, against the backdrop of a rising graduation rate among URM Ph.D. 
students nationwide, merits further and sustained attention.  Fortunately, a variety of programs 
targeted at URM graduate students has been established at Northwestern over the past few 
years, and these hold promise for increasing selection of academic careers by female and URM 
students.  Further efforts are required to ensure that these recently-established programs yield 
the expected improvement in graduation rates and in student selection of academic and 
research careers for which they were developed. 
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Appendix I 
 

SCHOOLS REPRESENTED IN IPEDS DATA 
 

INSTITUTION NAME PRIVATE COFHE 
 
Brandeis University *  
Brown University * * 
California Institute of Technology *  
Carnegie Mellon University *  
Case Western Reserve University *  
Columbia University in the City of New York * * 
Cornell University * * 
Dartmouth College * * 
Duke University * * 
Emory University *  
Georgetown University * * 
Harvard University * * 
Indiana University-Bloomington   
Iowa State University   
Johns Hopkins University * * 
Massachusetts Institute of Technology * * 
Michigan State University   
New York University *  
Northwestern University * * 
Ohio State University-Main Campus   
Pennsylvania State University-Main Campus   
Princeton University * * 
Purdue University-Main Campus   
Rice University * * 
Stanford University * * 
Stony Brook University   
SUNY at Buffalo   
Syracuse University *  
Texas A & M University   
The University of Texas at Austin   
Tulane University of Louisiana *  
University of Arizona   
University of California-Berkeley   
University of California-Davis   
University of California-Irvine   
University of California-Los Angeles   
University of California-San Diego   
University of California-Santa Barbara   
University of Chicago * * 
University of Colorado at Boulder   
University of Florida   
University of Illinois at Urbana-Champaign   
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University of Iowa   
University of Kansas   
University of Maryland-College Park   
University of Michigan-Ann Arbor   
University of Minnesota-Twin Cities   
University of Missouri-Columbia   
University of Nebraska-Lincoln   
University of North Carolina at Chapel Hill   
University of Oregon   
University of Pennsylvania * * 
University of Pittsburgh-Pittsburgh Campus   
University of Rochester * * 
University of Southern California *  
University of Virginia-Main Campus   
University of Washington-Seattle Campus   
University of Wisconsin-Madison   
Vanderbilt University *  
Washington University in St Louis * * 
Yale University * * 

 
 
 


