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University of Washington 
Faculty Council on Women in Academia  

April 30, 2021 
11:00 a.m. – 12:30 p.m. 

Zoom 
 
Meeting Synopsis 
 

1. Call to order 
2. Review of the minutes from April 2, 2021 
3. FCR – Draft Letter to Provost (attached) 
4. Discussion item: Accounting for high-impact practices (attached) 
5. Request for partnership on UW childcare issues: School of Medicine Standing Committee on 

Women in Medicine and Science (attached) 
6. Update on Equity initiatives – Lauren Lichty 
7. Discussion: review of 2020-2021 FCWA work 
8. Good of the order 
9. Adjourn 

______________________________________________________________________________ 
 
1. Call to order  
 
The meeting was called to order at 11:05 a.m. 
 
2. Review of the minutes from April 2, 2021 
 
The minutes from April 2, 2021 were approved as written. 
 
3. FCR – Draft Letter to Provost (attached) 
 
The Faculty Council on Research provided a copy of their draft letter to the provost to review (Exhibit 1). 
Council members commented on the tri-campus relationship and highlighted the possible replication of 
efforts. They noted coordination, cooperation, and evaluation between stakeholders should be 
emphasized in a trauma-informed process. 
Discussions were planned for offline editing and comments for those not able to attend the meeting. 
 
4. Discussion item: Accounting for high-impact practices (attached) 
 
Members discussed an item brought from UW Bothell faculty regarding the inequalities exposed during 
COVID-19 (Exhibit 2). 
It was noted that additional information would need to be gathered from those specific faculty. The 
council mentioned concern in referencing the FCTL Class C resolution regarding the reconceptualization 
of merit to a Class A in the future and developing a multi-council supported letter to UW leadership. 
 
5. Request for partnership on UW childcare issues: School of Medicine Standing Committee on 

Women in Medicine and Science (attached) 
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A request from the School of Medicine Standing committee on Women in Medicine and Science 
(SCWIMS) was shared with the council (Exhibit 3) to petition UW leadership on the allocation of space 
and funding for caregiver resources. Members noted their interest in a tri-campus response and 
mentioned they will collect more information. 
 
6. Update on Equity initiatives – Lauren Lichty 
 
It was noted that members were collecting examples of equity offers during the pandemic on a google 
drive folder. 
 
7. Discussion: review of 2020-2021 FCWA work 
 
This item will be reviewed at a future meeting. 
 
8. Good of the order 
 
Nothing was stated. 
 
9. Adjourn 
 
The meeting was adjourned at 12:31p.m. 
_____________________________________________________________________________________ 
Minutes by Alexandra Portillo, xanport@uw.edu, council analyst 
 
Present: Faculty Code Section 21-61 A: Pamela Mitchell, Sun Oh Chung, Lauren Lichty, 

Elizabeth Umphress, Samantha Robinson, Ankur Suri 
Faculty Code Section 21-61 B: Andrea Joseph 

    
Absent: Faculty Code Section 21-61 A: Margo Bergman 

Faculty Code Section 21-61 B: Keiko Hill, Dani Smith, Clara Coyote 
 

Exhibits 
Exhibit 1 – Draft Letter to Provost Campus-Wide Support 2021_04_15 
Exhibit 2 – FCWA draft_Support for Highly Impacted Faculty 
Exhibit 3 – School of Medicine Standing Committee on Women in Medicine and Science 



Faculty Council on Research 

June 10, 2021 

 

 

Dear Provost Richards, 

Prompted by the University of Washington 2019 climate survey and by UW’s standard of 

excellence and core values, for the 2020-2021 academic year, the Faculty Council on Research 

(FCR) was charged with discussing a university-wide support program to address harassment and 

overall support needs of the UW tri-campus community. These efforts also have the support of the 

Faculty Council on Women in Academia and the Faculty Council on Multicultural Affairs. 

We have engaged in conversations with a number of campus offices, leaders, and stakeholders to 

solicit initial ideas and input, including the Office of the Ombud, the Office of the Title IX 

Coordinator, the Graduate School, the Office of Faculty Advancement, the University Diversity 

Officer, and the founder of the Allies Program in the UW School of Medicine. It is apparent that UW 

supports its students, faculty, and staff through a number of existing entities, programs, and 

services (see Appendix). Nonetheless, we believe that creation of a campus-wide support program 

that is contextualized to local units is both feasible and likely to improve the experience, retention, 

and success of UW students, staff, and faculty, in general, but especially, graduate students and 

postdoctoral trainees.  

We write to request that serious consideration be given to the creation of a campus-wide support 

program, beginning with a focus on graduate students and postdoctoral trainees. 

The primary objectives will be to: 

(1) Undertake a needs assessment, with an emphasis on ways that graduate students and 

postdoctoral trainees can both be supported within their local units and more readily 

connected to UW-wide resources as they navigate barriers to success, resolve conflicts, 

and develop in their academic careers; 

(2) Produce a plan with an accompanying timeline and resources, including ongoing training 

and support to mentors, to implement a campus-wide support program that is fully 

integrated with existing UW entities and systems; and 

(3) Utilize an efficient hub-and-spoke model for shared resources, while also allowing for 

tailored interactions. The hub would administer centralized training on how to provide high-

quality support, along with access to information and resources for mentors. The spokes 

would be comprised of a combination of existing campus entities and activities (see 

Appendix), as well as mentors situated within their unique academic contexts (i.e., units) 

providing individualized support. 

Based on our conversations with UW entities and leaders related to this topic, we further suggest 

the following. 

(a) The individuals charged with producing the plan should be diverse in terms of 

represented units, areas of expertise, and background, including and especially giving voice to 
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people of color, underrepresented minorities, women, graduate students, and postdoctoral 

trainees. In addition, UW experts in this area who would be ideal to engage in future discussions 

and efforts, include, for example: UW Ombuds, the University Diversity Officer, the Title IX 

coordinator, the ADA Coordinator, an Undergraduate Research Program representative, 

representation from the Graduate School, Graduate and Professional Student Senate (GPSS) 

representatives or liaisons, and UW Postdoctoral Association representatives or liaisons. Indeed, 

many of these individuals have agreed to contribute to future conversations. 

(b) Careful attention should be paid to clarifying gaps in support and where this campus-

wide support program meets a need. Along with this should come specification of what purposes 

the campus-wide support program would not serve, because certain goals are already met by 

existing UW entities (e.g., Office of the Ombud, SafeCampus). Critically, planning and 

implementation must be done in collaboration with UW systems and units, such that a campus-

wide support program is intentionally placed and does not detract or compete with existing UW 

entities, systems, and processes. Further, it is necessary to provide clear and open communication 

about the relationship between the campus-wide support program and existing UW services, 

especially to the graduate students and postdoctoral trainees who will receive support and to the 

individuals (mentors) providing the support. Ensuring coherence, building trust, and cooperation 

are critical to avoiding harm. 

(c) A program with both peer-to-peer supports within units and faculty-to-graduate 

student/postdoctoral trainee supports within units should be considered. Successful programs at 

UW and successful campus-wide initiatives at other institutions should be examined as models. 

(d) Although focusing on graduate students and postdoctoral trainees, consider phased 

programming to support staff, undergraduate students, and eventually faculty, as well.  

(e) Campus-wide, quantifiable recognition should be given to the mentors who provide 

support to program participants. These individuals should also receive ongoing guidance and 

support, extending beyond their initial training. 

(f) The program should be named in a way that reflects the role of the mentors providing 

support as advocates and in a way that is welcoming, noting that the term “ally” can come with a 

passive connotation in the realm of racial justice. 

We are more than willing to be involved in any way that would facilitate progress, including by 

providing a representative for a task force or committee, coordinating across relevant parties, or 

contributing to ideas for producing and implementing a plan.  

We appreciate your time and look forward to your reply. 

Sincerely, 

Sara Kover and Ben Marwick 

Co-Chairs, UW Faculty Council on Research, 2020-2021 
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Appendix: Examples of Existing Components of UW Support 

Office of the Ombud 

Title IX 

SafeCampus 

OMAD Student Services 

UW Human Resources 

UWPD Victim Advocacy 

The University Complaint Investigation and Resolution Office (UCIRO) 

Husky Health & Well-being 

School of Medicine Allies Program 

Student Care Team  

Undergraduate Research Program (e.g., activities for graduate students and postdocs who mentor 

undergraduates) 

Center for Teaching and Learning Faculty Fellows 

Graduate School Lunch-and-Learn mentorship training (in development) 
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Dear Dr. Ana Mari Cauce, President of the University of Washington, and Dr. Mark Richard, 

Provost and Executive Vice President for Academic Affairs 

 

 

The COVID-19 pandemic, ongoing racial injustice, and economic crises over the last 16 months 

have caused significant suffering among our staff and colleagues. It is well-documented that the 

impact of these crises is disproportionately carried based on demographic status (e.g., caregiver 

status, race, ethnicity, disability status, gender identity).  Unfortunately, individuals from 

marginalized backgrounds were the most vulnerable prior to these crises, and the unrelenting 

challenges faced during these crises lead to lower productivity, burnout, and potentially leaving 

our institution.  

 

As noted in the rationale for the Class C Legislation Concerning Equity for Caregivers at UW: 

“Our institution actively recruited the best and the brightest. Without strong and immediate action, 

our institution could see the reversal of hard-fought gains in representation. All faculty at UW, no 

matter their gender, race, or caregiving status, deserve equitable access to support and 

accommodation to ensure people can stay in their careers, especially during this crisis. Equity 

requires us to re-examine how we define contribution and productivity, and how we distribute 

labor, seen and unseen. With meaningful commitment, UW may yet retain its best and brightest.” 

We stand by these assertions and again ask leadership to take strong and immediate action to 

help retain and support its most impacted populations.  

 

Supporting our most vulnerable and those staff and faculty who assist these populations is the 

right thing to do, is in alignment with the mission and vision of the University, and it is also the 

most economically advantageous next step. Research indicates that burnout or emotional 

exhaustion is a significant predictor of turnover (Wright & Cropanzano, 1998).  Estimates suggest 

that it costs an organization 6-9 months of an employee’s salary to replace them (SHRM, 2019), 

and those costs likely only increase when considering individuals from diverse backgrounds.  

 

We were happy to see the leadership make rapid moves in response to the Class C Legislation. 

We are eager to see you make an enduring shift that transforms the ways our institution invests 

in our faculty. 

 

Specifically, we request leadership to: 

● Provide substantial permanent funding for grants to be allocated to affected instructors 

and staff across our three campuses for: 

○ one quarter recovery sabbaticals (and commensurate relief relevant to staff 

positions) 

○ teaching buy-out to allow faculty to restart and renew their research programs. 

○ and/or support service/research 

Providing permanent funding and ensuring that those who are most in need are awarded 

grants will help retain those who are most impacted by these ongoing crises and address 

continued social injustice. Current retention practices require people to obtain competitive 

Commented [1]: How do these examples help staff? 
Forgive me for not knowing if staff have sabbaticals... 

Commented [2]: Could add something like "and 
commensurate relief relevant to staff positions" 

Commented [3]: I'm not 100% clear on what we are 
actually asking for here? (additional pay for particularly 
taxing service loads? What would that be? Perhaps 
some sort of bonus to staff advisers who are bearing 
some of the load from students in crisis? 
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offers, thereby requiring added labor of applying, burdening other institutions, and 

positioning our colleagues as already having one foot out the door. These grants are 

intended to enhance equity and be proactive retention efforts to increase commitment and 

engagement with the University.  

● Mandate explicit guidance be shared with employees regarding the operationalization of 

long term “maximum flexibility” to adjust performance expectations. Publicly shared shifts 

in performance expectations and having those shifts explicitly operationalized in reviews 

would ensure that those most impacted are likely to be given the space to recover (e.g., 

Lepine et al., 2005).  

● Publicize data to the UW Community showing statistics for salient outcomes (e.g., pay, 

promotion, performance evaluations, teaching evaluations, service obligations) for 

demographic groups who are disproportionately impacted during this crisis (e.g., COVID 

caregiver status, race/ethnicity, gender, and disability status). Research suggests that 

including objective factors such as analyzing salient outcomes by demographic group 

membership can help to correct for decision errors due to implicit bias (Banaji, Bazerman, 

& Chugh, 2003). In addition, pay disparity based on demographic group membership 

decreases when organizations are required to disclose outcome disparities (Bennedsen, 

Simintzi, Tsoutsoura, & Wolfenzon, 2019). These data will provide important information 

regarding if our equity goals are being translated into meaningful outcomes for affected 

employees. 

 

We emphasize that this investment in our faculty and staff is necessary across all three campuses. 

Our campuses provide support differentially to marginalized groups (e.g., with Bothell and 

Tacoma Black student populations being double and triple the fraction on the Seattle campus); 

our institutional support should respond to those differences. 

 

We invite and request a candid conversation to discuss the options and the actions the 

administration is prepared to take to defend the well-being of those most affected within our 

community. In addition to the discussion, we request a letter of response to summarize the 

planned actions of the administration that the Faculty Council on Women in Academia (Gender, 

Equity, and Justice) can include in our annual report. 
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Dr. Margo Bergman                                                                                                                                    
Chair, Faculty Council on Women in Academia 
University of Washington 

  

Dear Dr. Bergman and FCWA members, 

We are writing on behalf of the UW School of Medicine, Standing Committee on Women in Medicine and 
Science (SCWIMS) to solicit your support and partnership for petitioning the UW Office of the President to act 
on the inadequate state of UW childcare resources.  

We recently had the opportunity to learn more about your work through the Faculty Senate discussions as 
well as looking at your published annual reports. We are delighted that your council is actively involved in a 
similar push to convince the administration to act on the caregiver crises facing parents at UW. 

We would greatly welcome partnership of our committees on this matter. Summarized below are our efforts 
towards addressing the childcare crisis. 

In December 2020, the SCWIMS submitted a report to Dr. Paul Ramsey, Dean of the School of Medicine, 
calling for urgent action to expand childcare resources. The report (attached) is the culmination of a year-
long review (pre-COVID) of the current literature on the topic and a delineation of existing local resources 
and our pressing childcare needs. In summary, our committee found that: 

1) employer-supported childcare proximal to the place of work provides substantive and 
demonstrative value to faculty,  

2) there is a wide gap between the needs of UW SOM faculty and available resources for childcare 
support, and  

3) this crisis in childcare has been severely exacerbated by COVID-19. 

We strongly stated that, inadequate childcare is a significant barrier to academic and clinical achievement for 
UW physicians and scientists. The current UW-supported childcare resources are profoundly limited. There 
are currently 1115 children on the waitlist for UW childcare centers, with typical wait times averaging 3 years. 
We identified several additional urgent issues that are detailed in the report. While the report focused on the 
unique needs of the faculty, it also acknowledged that our students, trainees and staff are often economically 
more vulnerable, and that there is a severe need for robust and affordable childcare for this group as well. 

Based on this report, the SOM Dean, informed us that he would be forming a committee to further explore 
the issue and propose next steps. Unfortunately, we were notified in February 2021 by the Dean’s Office that 
the SOM ad hoc committee to look into childcare recommendations will not be formed, and instead, our 
report would be considered by a university wide committee, Committee on Work Life (COWL), that directly 
reports to UW Vice President of HR. 

We were further advised to meet with the Director of COWL, Kathleen Farrell, to learn more about the 
charge and goals of COWL. We met with Kathleen Farrell on 03/25/2021 and the notes from this meeting 
(attached with this email).  
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Based on the deliberations of SCWIMS after this meeting this meeting with COWL, we arrived at the following 
conclusions: 

A.    The structure, composition and timeline of COWL are not adequate to meet the goals of our 
recommendations.  

B.    An independent collaborative SOM/University committee that is exclusively charged with working on 
childcare solutions should be formed 

Perhaps, most importantly, we learnt that The Office of the President, Ana Mari Cauce, has declined to 
provide additional funding or space for childcare resources. In absence of funds or space, the formation of 
COWL or any other committee for that matter will not be consequential, and in fact is a disservice to faculty 
and trainees who volunteer their time and efforts for such committees. The frequently stated commitment of 
the Office of the President and the Deans of our Colleges towards equity, inclusion and employee welfare is 
quite frankly hollow, if there is a blanket refusal to dedicate funds to this long-standing issue. 

The last new daycare center built for the university was Portage Bay Daycare, Seattle Montlake campus in 
2016. According to news reports, this cost $4.6 million.  While this is a substantial investment, it is not a large 
sum when compared to the overall University revenue and budget. Also, stated in this news report from 2016 
was a commitment of the University to double the day care capacity for kids in the next 5 -8 years. This 
clearly has not happened. 

Investing in new child care centers is needed to address this longstanding insufficiency and support women 
faculty and trainees at the University of Washington. This is an important issue for gender equity.  

We look forward to joining forces with the FCWA to work on caregiver resources and petition the Office of 
the President to allocate space and funding for caregiver resources.  

We would welcome a conversation about this pressing topic and look forward to hearing from you. 

Sincerely, 

Michelle T. Cabrera, MD 

Chair, Dean’s Standing Committee on Women in Medicine and Science 

Associate Professor of Ophthalmology 

University of Washington 

mimi.cabrera@seattlechildrens.org 

  

Smita Yadav, Ph.D. 

Member, Dean’s Standing Committee on Women in Medicine and Science 
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Assistant Professor, Department of Pharmacology 

Institute of Stem Cell and Regenerative Medicine 

University of Washington, Seattle 

smitay@uw.edu 
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