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https://www.mtu.edu/news/stories/2018/september/nsf-funds-program-to-recruit-and-keep-diverse-faculty.html
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AMP-UP

ADVANCE Adaptation: AMP-UP Continuous 
Improvement Process to Transform Institutional 

Practices and Culture
Adrienne Minerick, Sonia Goltz, Patricia Sotirin, Andrew Storer, 

Audrey Mayer

AMP-UP = Advanced Matrix Process for University Programs
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Individual differences are not always visible…

….and differences enhance quality/richness of outcomes1-3

1Forbes, June 2018; 2Saxena Procedia Economics 2014; 3Harvard 
Business Review 2017 
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No Diversity 
(within organization)

No Inclusion

Diversity,
Poor Inclusion

Diversity 
AND 

Inclusion

Diversity does not = Inclusion
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Diversity and Inclusion- Defined

• Diversity – Individual differences
• Race, ethnicity, gender, sexual orientation, socio-economic status, age, 

physical abilities, religious beliefs, political beliefs… etc.

• Inclusion – behaviors and mindset
• Promoting respect, belonging, leveraging the value and harnessing the 

power of diversity to the benefit of the organization 

N.B. → You can increase diversity, but without inclusion, it is not sustainable.
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Request (Step #1)

• Ask that the University Senate revisit inclusion of existing policies
• Diversity Council has been charged by the President to advise on these issues.  

Ask them to review policies with this lens.

• Ask that the University Senate form an Inclusion Committee to review 
new and revised policies with the inclusion lens.

• Example (if needed). When maternity/paternity leave is requested, 
tenure extension is automatic. People then have to opt out to reduce 
the stigma of exercising it.
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Back up Slides
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Initiatives at Michigan Tech Over Time

National Science Foundation awarded our team $1,000,000 over 3 years to 
increase retention of women & intersectional individuals
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Previous ADVANCE Efforts

• Increase at Assistant Level

• Promotions not increasing Associate & Full 
representation

→ Retention 
10

219 Men         65 Women

STEM Proportion in 2017
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At present growth rates, our student population will be 
50% women in 507 years and 14% Minority in 270 years. 

Female	=	24.3x	+	812

Male	=	17.8x	+	4429

Minority	=	8.7x	+	25
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At	Present	Growth	Rates,	Michigan	Tech's	Student	Population	will	
be	50%	women	in	507	Years	and	14%	Minority	in	270	years

Total	Students Female	students Male	Students Domestic	Minority	Students

2065				2115			2165			2215				2265				2315				2365			2415			2465			2515
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Total = 42.1x + 5241

Female = 24.3x + 812

Male = 17.8x + 4429

Minority = 8.7x + 25
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At present growth rates, our faculty population will be 50% 
women in 108 years

Total	=	3.76x	+	256

Female	=	2.6x	+	43

Male	=	1.16x	+	213
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Total	=	3.76x	+	256

Female	=	2.6x	+	43

Male	=	1.16x	+	213

0

50

100

150

200

250

300

350

400

2006

N
u

m
b

er
	o

f		
Fa

cu
lt

y

Total	Faculty Female	Faculty Male	Faculty Domestic	Minority	Faculty

2016				2026			2036			2046			2056			2066			2076			2086			2096			2106 2116
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Portrait 2045 with 40% women and >14% minority faculty is 
do-able!

14

Total = 3.76x + 256

Female = 2.6x + 43

Male = 1.16x + 213
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Retention
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Retention
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Retention - Women
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Retention - Men
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Mini-Retention Study* (Qualitative)
Primary Reasons for Leaving

• Experiences of sexism in the workplace

• Dual career challenges

• Lack of research support

• Not feeling a sense of belonging

• Assistant Professor tenure-track pressures

• Lack of internal mobility

Secondary Reasons for Leaving

• Lack of clarity in the interview process

• Dissatisfaction with Houghton

*Conducted by Center for Workforce Development, 
University of Washington
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ADVANCE Adaptations (2018-21)

20

1) Advanced Matrix Process for University Programs (AMP-UP)
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ADVANCE Adaptations (2018-21)

2. STRIDE faculty development programs (University of Michigan) 
• LAUNCH, LIFT, ongoing workshops/skits for education, publication of 

guides/materials.  

• Our Early Career Management Committees

3. Allies and Advocates program (North Dakota State University) 
• Restorative justice and broad engagement to change university culture

4. Department Enhancement Program (Iowa State University)
• Qualitative and quantitative professional development for chairs to respond 

to intersectional inequities and cultivate positive climates.

21
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Example AMP-UP Success: Partner Engagement
Community engagement during interview pilot 2016-2017

• 5 searches participated

• 13 individuals (2 internals) were invited to bring a guest with them on 
the interview → 7 brought guests (64%)

• 11 (85%) met with community engagement team

• 5 individuals hired, 4 had partner/spouses (80%)
• Our first choices accepted quickly!

• Pilot indicated there is a need and the community engagement pilot 
serviced that need.
• Optional pilot continues--> some departments resist expense, logistics

22



9 month span New Faculty/Teams Advocates

2015-2016* 9 18

2016 1 2

2016-2017 20 40

2017 3 6

2017-2018 15 31

Total 48 97

Early Career Management (ECM) Success



• Indicators of new faculty success include
• Proposal submissions

• Funding

• Publications

• Student progress

ECM Preliminary Results

1-3 years

0-2 years

2015-2016
(Fall 2015 start-
Jan 2017)

Time to submit 
first proposal 

(months)

Proposals 
submitted

Proposals 
Pending

Awards to Date

ECM New 
Faculty

2.6 3.9 1.6 1.2

New Faculty 3.99 1.65 0.55 0.70
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Present situation: Representation, Salary
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Present: Promotion, Retention, Leadership

• 4 of 7 deans are women, 2 of the 4 STEM deans are women
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http://www.mtu.edu/advance/
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http://www.mtu.edu/advance/

