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NSF Project  

Reporting Format 
 

Year 6 Annual Report 
 
 
 

This document has been developed to provide Principal Investigators (PIs), co-PIs, and 
research organizations with: 

• A listing of the questions that will be asked in the new NSF project reporting format;  
• Assistance in planning for the submission of the report; and  
• A tool to help PIs collaborate with other contributors in answering these questions, if 

needed.   
 

The project reporting service on Research.gov and the associated help documentation provides 
more detailed instructions and contextual assistance. 

 
 
 

Note: NSF project reports are not cumulative and should always be prepared for the specific project 
reporting period only.
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Accomplishments  
 

You have the option of selecting “nothing to report” in this section.   
 
What are the major goals of the project? (8000 characters) 

The overarching goal of FIU ADVANCE is to develop institutional structures, processes, and 
climate that build an affirming and fair workplace for women and underrepresented groups at 
Florida International University. Four main objectives guide FIU ADVANCE’s efforts to 
accomplish this goal: 

1. Attract, recruit, retain, and promote more women STEM faculty, particularly 
underrepresented minority (URM) women, to provide more congruence with the 
demographics of the FIU student body. 

2. Educate faculty about gender-by-ethnic biases and microclimates that affect the 
advancement of women. 

3. Move faculty from insight to action to promote gender equity using the Bystander 
Intervention Program, an evidence-based intervention program. 

4. Develop the Advance Florida Network for women STEM faculty and postdoctoral 
fellows from FIU, University of Central Florida (UCF), and University of South Florida 
(USF). 

What was accomplished under these goals (you must provide information for at least one of the 
4 categories below)?  
Major Activities (8000 characters):  

1. U ADVANCE’s first goal is to increase the number of tenure-line women in STEM. From 
the baseline year (2015) to the present, the percentage of women in STEM increased from 
18% to 20%. The percentage of women in STEM has been at 20% for the past four years. For 
STEM women of color (WOC), the percentage increased from 1.5% to 2.5%.  However, 
during 2021-2022, five STEM women took other jobs and left FIU as of fall 2023, including 
three Black women. For Social and Behavioral Sciences (SBS) , the percentage of women 
has remained at 38% for the duration of the IT grant. The number of WOC in SBS has 
remained at 8 since 2016. See Appendix A: 2022 NSF Toolkit, Tables 1 & 6. 
 
The non-retirement attrition of women in STEM is now a new concern. One woman in 
STEM reported that she was leaving FIU due to House Bill 7, recently passed by the Florida 
legislature, that makes it illegal for faculty to discuss with their classes many aspects of the 
history of racism in the U.S.  

 
2. FIU ADVANCE’s initiatives are intended to create a peer-based faculty social system that 

acts proactively to enhance a culture of inclusion for all faculty at FIU as well as to advance 
women and underrepresented minority faculty, particularly within STEM and the Social and 
Behavior Sciences (SBS). Our activities fall within four main categories: 
1. Behavioral Intervention Projects 
2. Recruitment and Advancement 
3. Policies/Procedures Review and Improvements 
4. ADVANCE Florida Network 
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2.1 Behavioral Intervention Project and Social Science Study 2 (SSS#2): Bystander 

Leadership Program (formerly Deep Change Program) 
 
The Bystander Leadership Program (BLP) is the signature program of FIU ADVANCE’s new 
initiatives. It was designed as an educational, interactive, behavioral skills training program for 
faculty. It was developed, pilot tested and conducted as both a research project (Years 2-3) and 
as an educational program for STEM and Social and Behavioral Science (SBS) faculty (Years 
2-5).  
 
Bystander is intended to move faculty participants from “insight” to “action” to address observed 
or anticipated instances of gender and race bias and discrimination among faculty. The program 
raises awareness about the interplay between power, privilege, and bias often experienced by 
women and minorities. It also provides practice in using a toolkit of intervention responses and 
actions in response to situations of bias. The program is intended to develop a social system at 
FIU that supports and institutionalizes positive change among faculty in three key areas: 

1. Demonstrating greater appreciation for diversity and a reduction in prejudicial attitudes 
2. Greater knowledge of and confidence in using prosocial intervention skills and strategies 
3. Increasing diversity-affirming behaviors 

 
 

SIGNIFICANT RESULTS OF BYSTANDER INTERVENTION (SSS#2) 
As of May 2022, 419 unique faculty (207 women and 212 men) and 14 guests from other 
universities participated in one of 27 workshops and pilots offered since 2017. 
419 is the unique number as some people came more than one time and it also includes 44 people 
that only participated in the 3 pilots. Without them the unique number of bystanders is 375 (177 
women and 198 men) who participated in 24 workshops since 2018. 
An additional 74 faculty participated in the comparison group for the research study.  
 
Two Bystander follow-up booster sessions also were offered, with 144 attending.  
 
Preliminary results comparing a pre-test with the results from a three-month follow-up survey 
indicated the Bystander group showed significant changes compared to the comparison group in 
terms of self-reported items including: See Slides 1 & 2 below. Awareness of subtle 
gender/ethnicity bias in one’s environment, Awareness of gender/ethnicity bias in one’s 
discipline, Confidence in being able to enact gender/ethnic equity interventions and Engaging in 
such actions on a regular basis.  
Extensive comments in response to open-ended questions included on the three-month follow-up 
survey also show a positive effect:  
“I think ALL faculty would really benefit from this kind of training program to help them 
understand various biases.” 
“More than one person [in my department] has participated in the bystander training program 
which I believe has led to a very responsibly written diversity plan.” 

Deleted:  study. 

Deleted:  
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Slide 1. Bias awareness scores and intervention self-efficacy for comparison and intervention 
group at pre-test and three month post-text.  

 
 
 
 SLIDE 2. Engaging in action scores for comparison and intervention group at pre-test and three 
month post-test.  
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In our grant proposal, we hypothesized that if 40% of faulty within a department participated in 
the Bystander workshop, there would be a significant positive effect on departmental climate.  
Our results did not support this hypothesis.  Instead, the effect of training on departmental 
climate was significant only for departments that had 60% or more of faculty participate. See 
Slide 3 below.  
 
SLIDE 3. Impact of percentage of departmental faculty participation on departmental climate 
and policies.  
 

 
 
ACCOLADES 
 
• The FIU ADVANCE Bystander Leadership Program was named the winner of the 2020 

Council for Advancement and Support of Education Platinum Award in the category of Best 
Practices in Diversity Programming. Bystander has also drawn attention from other 
ADVANCE programs and universities.  

 
• FIU ADVANCE also received a 2021 award of $50,000 from the National Institutes of 

Health for Effective Approaches to Fostering Faculty Gender Diversity, Inclusion and 
Equity.  

 
• A manuscript describing the development and implementation of the Bystander Leadership 

Program has been published by the Oregon State University ADVANCE journal for the 20th 
anniversary of ADVANCE issue. See Appendix B: ADVANCE Journal publication.  

 
• The Harvard COACHE faculty satisfaction survey people gave us a “shout-out” in their 

national newsletter: https://coache.gse.harvard.edu/blog/florida-international-university-
develops-award-winning-bystander-intervention#.YuwgF8cSMCc.linkedin 
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2.2 Policies and Procedures Review (3 levels: DEI Plans, Policy Actions, and Salary Equity) 
 

2.2.A. College and Departmental Diversity, Equity, and Inclusion (DEI) Plans 
 

The diversity and inclusion plans are guided by two key goals: (1) to increase the 
representation of faculty from historically underrepresented groups (URGs), such as women 
in STEM and African-American and Hispanic-American faculty in all fields; and (2)to 
enhance the institutional climate to attract and retain women and underrepresented groups at 
the faculty and doctoral student level. Deans and Chairs will be accountable for meeting 
planned goals. 
Deans from six of eleven Colleges and the 48 departments within those colleges have DEI 
plans, including the Colleges of Communication, Architecture + the Arts; Arts, Sciences, & 
Education; Engineering & Computing; Business; International and Public Affairs; Libraries, 
and Public Health and Social Work. Certain aspects of FIU ADVANCE were required to be 
in departmental plans, including participation in the Bystander Leadership Program, 
STRIDE hiring workshops, and the Diversity Advocate Program. Departments also may 
choose from among 60 DEI actions and metrics provided by AWED. (See Appendix C for 
DEI actions and metrics.) 
During 2021-2022, Year 6 of the DEI project, departments revised and tracked their goals 
and submitted reports that will be reviewed by AWED and returned with suggestions for 
2022-2023. 
 

SIGNIFICANT RESULTS OF DEI PLANS 
 
• Four of eleven Deans have a College DEI plan in place.  
• A total of 48 departments in six colleges have DEI plans. Annual reports for 2021-2022 have 

been requested from 46 departments (reports are due mid-July).  
• Deans from the remaining colleges that do not have DEI plans will be asked to develop those 

during 2022-2023. Those colleges include Medicine, Nursing and Health Sciences, Public 
Health and Social Work, Law, and Hospitality. 

• This project is in the early stages and the data have not been aggregated yet, but based on 
individual meetings with most departmental chairs, the project is being taken seriously by 
the majority of chairs and departments. 

• The ARC Equity in STEM group asked to make our Departmental DEI metrics available on 
its website and we agreed to that.  

 
 
2.2. B. New Policy and Procedures Actions  

 
• Due to procedural violations occurring during the tenure and promotion process, 

Academic Affairs has revised the Tenure & Promotion Manual to require that all 
members of College-level T&P committees and all Chairs and Deans attend a 
STRIDE for Tenure and Promotion workshop beginning in Fall 2020. 171 faculty 
attended in the first year. During 2021-2022, another 64 attended.  This program was 
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featured in the Chronicle of Higher Education report on Diversifying your Campus: 
key Insights and models for change (2020), p. 87-88: Fighting bias in the tenure 
process.  

 
2.2.C. Salary Equity Program 

 
• AWED made 10 salary equity adjustments (value = $100,000) in fall 2022, including 

adjustments for women and under-represented minority faculty.  
• To date, 82 salary adjustments have been made. 

 
3. Social Science Study 1 (SSS#1): Microclimate Project 
 

The Microclimate Project is designed as both an ADVANCE project and as a research 
project to explore the complexity of how a multiethnic cultural climate within FIU 
STEM departments affects the recruitment and advancement of women in STEM, 
particularly Hispanic-American and African-American women faculty.  
 
The term “microclimate” refers to local social climates within a department that may 
differ from the larger organizational climate. The Microclimate project studies the 
faculty dynamics within FIU’s STEM departments to achieve two aims: 
1. To explore the intersection of ethnic/race/national origin biases and the role they play 

in creating departmental microclimates that affect power, status and decision-making.  
2. To understand the impact of departmental microclimates for advancing women in 

STEM, particularly underrepresented minority women (URMs). 
 
A webinar based on these data was offered at the 2022 Bowling Green State 
University ADVANCE Conference and the 2022 ARC/ADVANCE conference in 
DC: Rose, S.M. & Farhangi, Sanaz. (May 2022; June 2022)).  Intersectionality, 
international faculty, and inclusive excellence.  
 
Our findings make a significant contribution towards understanding the impact of 
inclusive excellence training on international faculty’s awareness of gender and racial 
equity in academe. In fact, the Bystander workshop had a significant impact on 
international faculty’s awareness of bias and willingness to take action to reduce bias. 
See SLIDE 4 below.  
 
SLIDE 4. Pre- and post-test change in mean awareness of gender and race bias for 
foreign-born versus U. S. born faculty. 
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ADVANCE	Florida	Network	4.	
4.	(AFN):	PROJECT	COMPLETED 
 
AFN provides mentoring, networking, collaboration, and professional opportunities to tenured 
and tenure-track STEM women faculty and STEM women postdoctoral fellows among the 
three urban public research universities that comprise the Florida Consortium of Metropolitan 
Research Universities: Florida International University (FIU), University of Central Florida 
(UCF), and University of South Florida (USF). The goal of the AFN is to encourage 
collaboration and the sharing of information and resources in the areas of recruitment, 
promotion, retention, and leadership for women.  
 
The program was discontinued when COVID started in 2020; also UCF declined to participate 
any longer once they had a change of Provosts in 2020.  
• The total number of participants since the program’s start in 2016 is 41. 
• The program was put on hiatus during Year 5, due to the pandemic’s travel restrictions. 

The table below provides the number of awardees for the previous year. 
  
                 Table 1. AFN-WISS awardees listed by rank from Year 1 to Year 4 
 

  T/TT Post-Doctoral Fellow Total  

FIU 12 5 17  

UCF 9 5 14  

USF 7 3 10  

TOTAL 28 13 41  

 
Specific Objectives (8000 characters):  

 
1. AWED Theater 

 
The Interactive Theater Project (ITP)/AWED Theater is an integral part of FIU 
ADVANCE’s aim to develop an affirming and respectful approach to education around 
sensitive topics such as ethnic and gender biases. Interactive Theater has been 
incorporated into the design of the proposed Bystander Intervention Project.  
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2. Recruitment and Advancement 
 

3. A. Strategies and Tactics for Recruiting to Improve Diversity and Excellence (STRIDE) 
Committee 

 
To recruit, retain and promote more women and minority faculty at FIU, this year 
STRIDE offered several levels of STRIDE workshops to address the issue of gender and 
race bias in evaluations:  

 
• STRIDE for hiring/faculty recruitment workshop: provide background 

information and concrete advice about practices that make searches more 
successful (in producing diverse candidate pools and hiring candidates). 

• STRIDE Diversity Advocate workshop: This project was initiated as a pilot 
project during 2018-2019  and is now a permanent feature of AWED search 
committee training, beginning Fall 2020. One member of each search committee 
will be recommended by AWED to attend this advanced recruitment workshop. 
DAs must first have attended the STRIDE Hiring workshop.  

• STRIDE Tenure and Promotion Workshop: New requirement that begin in Fall 
2020 and is now part of the Tenure and Promotion guidelines. All College Tenure 
and Promotion Committee members, Department Chairs, and Deans must attend 
the T&P workshop in 2020-2021 and once every five years. New committee 
members, department chairs and deans should attend in their first year of 
appointment. 

• STRIDE Hiring Leaders Workshop: (Dean and above). Required for all upper-
administration search committee members. 

 
3. B. Leadership Programs for Faculty and Chairs 

 
          3.B.1 Faculty Programs 

FIU ADVANCE’s main vehicle for leadership training for women is the FIU annual 
Women Faculty Leadership Institute (WFLI) that has been successfully offering 
leadership training, faculty development, and networking opportunities to women 
faculty since 2011. The Institute is focused on skills training, networking, and 
identifying strategies to improve FIU’s institutional climate.  
 
WFLI was not held in Spring 2022. A number of departments were holding retreats 
on the day the WFLI traditionally was scheduled, which would have greatly reduced 
attendance. Additionally, attendance at zoom events had been declining dramatically, 
but faculty also still were declining to attend events in person. Basically, we did not 
plan the event due to what we attributed to “covid fatigue.”  
 

3.B.2. AWED Faculty Fellows Program and Senior Personnel Leadership 
 

The Faculty Fellows Program was launched in fall 2017. Provost Kenneth G. Furton has 
committed ongoing institutional support for the Office to Advance Women, Equity & 

Deleted: ,
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Diversity (AWED) for this program. Eleven faculty members served as AWED Faculty 
Fellows to contribute to ADVANCE projects and receive administrative experience and 
mentorship, including: 

1. Isaac Burt, Associate Professor, Counseling, Recreation and School Psychology 
2. Xuan Jiang, Faculty Administrator and Assistant Director, Center for Excellence 

in Writing 
3. Jason Liu, Eminent Scholar, School of Computing and Information Sciences 
4. Rene Price, Professor, Earth and Environment; Center for Aquatic Chemistry and 

the Environment 
5. Sharan Ramaswamy, Associate Professor, Biomedical Engineering/Biomedical 

Sciences Institute 
6. Eloisa Rodriguez-Dod, Associate Dean for Academic Affairs; Professor, Law 

(also an Equity Advisor) 
7. Caroline Simpson, Professor, Physics (also an Equity Advisor) 
8. Debra VanderMeer, Knight Ridder Center Research Fellow; Professor, 

Department of Information Systems and Business Analytics (also an Equity 
Advisor) 

9. Maria Elena Villar, Associate Professor, Communication; Co-Director, Steven 
Cruz Institute for Media, Science Technology (also an Equity Advisor) 

An additional four faculty serve as Senior Personnel on the ADVANCE grant and 
participate on the STRIDE and/or Bystander Facilitation teams.  
10. Stephen Charman, Associate Professor, Psychology 
11. Lei Guo, Associate Professor, Physics 
12. Pete Markowitz, Professor, Physics 
13. Kirsten Wood, Associate Professor, History, AWED Associate Director 
14. Michael Yawney, Associate Professor, Theatre 

 
3.B.3. Mentor Professorships: PROJECT COMPLETED 

 
The Mentor Professorship (DMP) program is a special initiative launched in 2017-2018 
to recruit excellent research scientists with a history and commitment to the mentorship 
of women students and students from domestic URM populations. The original 
commitment made when the IT was awarded was for FIU to hire 4 STEM women, two 
in the sciences, and two in engineering. These four Mentor Professor hires have been 
completed. The final person was hired in 202-2022, Anamika Prasad, Associate 
Professor, Biomedical Engineering. See Table below.The program was expanded in 
2020-2021 to add 7 faculty positions for the recruitment of Black faculty, discipline-
open. Two faculty were hired from this fund, Barker and Dewsbury (below).  
 
STEM Mentor Professors Hired 
 
 Rank Department 
Svetlana Roudenko Professor Mathematics 
Hakima Bessiah Professor Mathematics 
Daniela Radu Associate Professor Mechanical and Materials 

Engineering 
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Deidra Hodges Associate Professor Electrical and Computer 
Engineering (now also 
Chair)  

Anamika Prasad Associate Professor Biomedical Engineering 
 
Black Mentor Professors Hired 
Bryan Dewsbury Associate 

Professor 
Biology Mentor Professor 

Program 
Kirsten Edwards Associate 

Professor 
Education Policy 
Studies 

Mentor Professor 
Program  

Brian Barker Teaching Assistant 
Professor 

Hospitality Privately funded 

Deidra Hodges Associate 
Professor 

Electrical and 
Computer 
Engineering 

Funded as part of 
IT commitment 

  
 
The new FIU leadership (president and Provost) discontinued this program and have not 
indicated if they will honor the commitment of the previous President and Provost to 
provide the remaining five faculty positions 
 
This program was suspended in 2022 due to budget shortfalls. It is doubtful that it will 
be restored because the president and Provost that funded the program have been 
replaced.  

 
     3.B.4.  Departmental Chairs 
 

• Chairs’ Leadership Retreat. The fourth annual Departmental Chairs’ Retreat was held 
in August 2021 and addressed topics such as improving departmental climate, faculty 
equity, conflict resolution, leadership strategies, and faculty governance structures. 
Dr. Suzanna Rose presented at the Retreat and discussed Diversity and Inclusion 
challenges, followed by interactive sessions of case studies derived from interviews 
with FIU faculty that were conducted as part of FIU’s NSF ADVANCE grant. 

• Chairs’ Mentor Program (CMP). The CMP continued under the supervision of Prof. 
Heather Russell, the newly appointed Vice Provost for Faculty Leadership and 
Success (i.e., faculty personnel). This program pairs new chairs with more 
experienced chairs to provide advice and support. 

• Chairs’ Leadership Workshops. Begun in 2019, topics include faculty grievances, 
faculty governance/bylaws, tenure & promotion guidelines, Title IX, and hiring 
processes.  

 
4. Faculty Mentor Program 
 

The FIU Faculty Mentor Program (FMP) is in its eleventh successful year. The program 
is offered to all faculty ranks, including tenure-line, research, clinical, and instructors. 
FMP includes one-on-one mentoring, mentor training, networking events, and structured 

Deleted:  



p.	12	
	

	
Note: Please do not upload this document to Research.gov in order to meet your reporting requirement. You are required to enter text in the text boxes available online. 

	

skills-training presentations related to enhancing faculty productivity. Overall, the FMP 
has offered deep learning and mentoring opportunities to more than 600 unique 
participants. For 2021-2022, there were 70 mentee-mentor pairs (N=140 faculty).  
 
Some mentee-mentor matches have been productive in terms of interdisciplinary 
collaborations.  For instance, one mentee published a paper with her mentor. The next 
year, she was a mentor and published a paper with her mentee.   
This past year, 18 Associate Professors received mentoring, of which eleven were 
women, and four of these eleven women work in STEM or SBS fields. In addition, 
AWED has co-sponsored several events targeting Associate Professors, such as How to 
Boost your Professional Visibility; Innovation: The Bridge from Research to 
Entrepreneurship; and It's Not All Startups: Three Paths to Commercializing your 
Research. 

 
    5.  CASE Distinguished Postdoctoral Program 
 

This is a program that arose from the CASE Diversity and Inclusion Plan, with the first 
cohort of three starting in 2018. Caroline Simpson, CASE Equity Advisor, chaired the 
selection committee starting in 2019, which consisted of one or two faculty from each 
CASE department. Because these positions are funded by the university and not by grants, 
the postdoc has a faculty mentor but is free to conduct their own research and to apply for 
grants as PI. The program is intended to attract women and URGs and provide a “path to 
the professoriate.” If the fellows are successful during their appointment at FIU, and 
funding is available they will be offered a tenure-earning position..  

 
Significant Results (8000 characters):  

1. Behavioral Intervention/AWED Theater Results 
AWED Theater is a FIU-branded theater unit under the direction of Creative Director Jeffrey 
Steiger, who also has written the original scripts for AWED Theater as part of his commitment to 
FIU ADVANCE. The productions may be scheduled by other universities and professional 
associations.  
 

• AWED Theater performed two Bystander Booster Sessions for Bystander alumni, 
featuring “On the Line,” a live, streaming performance and workshop that interactively 
engaged participants on ways they could mitigate bias and promote equity in tenure and 
promotion practices. 

Performances for 2021-2022 included: 

• External Performances 
• Penn State Brandywine - August 16, 2021 
• University of Iowa - September 2021 
• UMass Amherst, Bystander – September 13, 2021 
• UMass Amherst, On the Line – September 14, 2021 
• UMass Amherst – March 2022 
• University of Washington Tacoma - May 20, 2022 
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• Internal Performance 
• Bystander October 10-11, 2021 
• Bystander February 3-4, 2022 
• Bystander March 10-11, 2022 
• Sexual Harassment Skit May 4, 2022 
• MARC*U Star May 6, 2022 

  
Performances for 2022-2023 

• External Performances 
• Georgia Southern University – Sept 2022 
• SUNY Albany Oct 2022 

• Internal Performance 
• Bystander Sept 15-16 
• Bystander Oct 13-14 

 
2. ADVANCE Florida Network  

 
Since its inception, participants continue to display overall positive feedback and satisfaction for 
the AFN-WISS program: all found the visits to the other institutions to be very useful and 
reported being very satisfied with the AFN-WISS program overall (M=7.0, 7-point scale, 7= 
very satisfied). 
 
Postdoctoral fellows especially appreciated the AFN format, which is similar to a faculty 
interview, thus providing participants with  the experience of doing a  mock faculty interview. 
This was very helpful preparation for those seeking faculty positions. UCF, however, declined to 
participate during the COVID era and the program was suspended.  
 
3. Recruitment and Advancement Results 

3. A STRIDE (Strategies and Tactics for Recruiting to Improve Diversity and Excellence 
(STRIDE) Committee) 

 
3.A. STRIDE Hiring Workshops. There have been over 459 unique participants to date, with 413 
faculty members participating in 2021-2022. STRIDE workshops were extremely well received by 
attendees with 87% of participants rating them as effective in helping them understand the benefits 
of having a diverse faculty, the role of stereotypes in career advancement, and in finding solutions 
for these issues.  
 
3.B. The Diversity Advocate Program. A total of 140 DAs have been trained thus far with 127 
serving in that role on a search committee. Beginning in 2019, each tenure-track faculty Search 
and Screen Committee (SSC) in the Colleges of Arts, Sciences, and Education (CASE), the School 
for International and Public Affairs (SIPA), and the College of Engineering and Computing (CEC) 
was required to have one member trained as a DA. In 2021, the requirement was expanded to 
include all faculty searches in all Colleges at FIU.  
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3.C. STRIDE T&P Workshop. All members of College T&P committees, Chairs, and Deans 
were required to attend the T&P workshop in 2020-2021 and once every five years. This new 
requirement began in Fall 2020; it is now part of the Tenure and Promotion guidelines. 
 
3.D. Leadership Programs for Faculty and Chairs 
 
3.D.1. Women Faculty Leadership Institute 
 

Last year’s WFLI was held as a webinar due to the coronavirus outbreak. As noted in section  
3.B.1, the event was not held in 2021-2022 due to an expected decline in participation.  
 
3.D.2.  AWED Faculty Fellows and Senior Personnel 

 
Several of the faculty that have served as Faculty Fellows in AWED have assumed other 
leadership positions as well in addition to continuing to work with AWED or moved onto new 
roles. For example: 

• Isaac Burt, Caroline Simpson, and Kirsten Wood are all AWED Associate Directors. 
Pete Markowitz is now Associate Dean of the Honor’s College. Carleen Vincent-
Robinson is Associate Dean for Diversity for the College of International and Public 
Affairs. Jan Tutu is Associate Dean for Diversity for the College of Law.  

 
 
3.D.3. Departmental Chairs 
 
The September 2022 Chairs’ Leadership Retreat was attended by 48 Chairs and Directors. 
Content addressed how chairs should handle COVID-related issues in faculty evaluations.  

 
These activities with Chairs have helped to identify problems and enabled AWED and other 
Academic Affairs offices to institute new policies or provide training to address them. 

 
 
3.D.5. Faculty Mentor Program 
 
FMP currently serves faculty in all colleges, with 186 faculty participating as mentors and 
mentees in 2020-2021. The joint Academic Affairs/United Faculty of Florida 2022 Tenure & 
Promotion Workshop had over 100 attendees. Additional events were held on topics including 
commercializing research, intellectual property, identifying, countering and eliminating 
microaggressions in higher research, mentoring graduate students, and summer research. 

 
3.D.6. CASE Distinguished Post Doctoral Program 

 
To date, there have been four cohorts for a total of thirteen postdoctoral scholars. So far, one has 
transitioned into a tenure-track faculty in Biology at FIU, three have obtained faculty positions 
elsewhere, one has a position outside of academia, and the rest continue in postdoctoral positions 
at FIU or other research institutions or centers. Most are from underrepresented groups including 
women. 
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Key outcomes or other achievements (8000 characters):  

1. Faculty Mentoring 
In a 2020 Harvard COACHE survey, mentoring was one of FIU’s areas of strengths, 
meaning FIU scored in the top 30% of the cohort (110 partners) and scored first or 
second among a selected group of five comparison institutions. Since the program began 
in 2011-2012, faculty satisfaction with mentoring at FIU increased substantially and has 
exceeded that of peer cohorts on the last three Harvard COACHE surveys (2014, 2017, 
2020). 

2. Distinguished Postdoctoral Program 
Two Hispanic men in STEM have been hired in Biological Sciences under this program. 
Both have been publishing and are successful in getting grants.  

3. Florida Academy of Arts & Sciences 
Co-PI and Dean Mike Heithaus was successful at getting the Florida Academy of Arts & 
Sciences to institute a nominating committee that he chaired to nominate more women 
and URM scientists to the Academy. This resulted in a cohort of women being admitted. 
From FIU, Angela Laird and Yuk Ching Tse Dinh are two of the STEM women who 
were admitted. 

4. ADVANCE Florida Network  
Since its inception, participants continue to display overall positive feedback and satisfaction 
for the AFN-WISS program: all found the visits to the other institutions to be very useful and 
reported being very satisfied with the AFN-WISS program overall (M=7.0, 7-point scale, 7= 
very satisfied). 

Postdoctoral fellows especially appreciated the AFN format, which is similar to a faculty 
interview, thus providing participants with a type of mock faculty interview. This was very 
helpful preparation for those seeking faculty positions. UCF, however, declined to participate 
during the COVID era and the program was suspended.  

 
 

What opportunities for training and professional development has the project provided? (8000 
characters) 

1. STRIDE Committee -- provides faculty with the opportunity to become institutional experts on 
unconscious bias and diversity issues. See also the earlier section on AWED Faculty Fellows 
Program and Senior Personnel. 

2. STRIDE Workshops – educates individual faculty in best hiring practices; encourages all 
faculty to take a leadership role to achieve inclusive excellence.  

3. Diversity Advocate Program – provides further guidance for faculty members in search and 
screen recruitment efforts and evaluation best practices.   

4. Bystander Committee – provides faculty facilitators with in-depth knowledge of and 
experience with behavioral change training.  

5. Bystander Leadership Program (BLP) – About 362 faculty participated in the workshops so 
far and have practiced concrete methods of intervening in instances of gender or racial bias 
and to increase inclusiveness of women and URM faculty.  

6. FIU Women Faculty Leadership Institute (WFLI) - The annual Women Faculty Leadership 
Institute has been successfully offering leadership training, faculty development, and 
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networking opportunities to women faculty since 2011. WFLI is focused on skills training, 
networking, and identifying strategies to improve FIU’s institutional climate. 

7. Chairs’ Leadership Retreat - The 1-2 day retreat addresses topics such as improving 
departmental climate, faculty equity, conflict resolution, leadership strategies, and faculty 
governance structures. 

8. AWED Faculty Fellows Program - The Faculty Fellows Program was launched in 2017-
2018. Faculty members fill half-time positions with AWED, where they contribute to 
ADVANCE/AWED projects and receive administrative experience and mentorship. 

9. Faculty Mentor Program (FMP). FMP serves all faculty in all colleges, with 138 faculty 
participating in 2021-2022. FMP offerings include mentoring events, workshops, and talks 
on topics such as grant writing, publishing, and mentoring diverse students. 

10. Publication opportunities – the Project has led to several peer-reviewed publications and 
numerous national conference presentations. All members are invited to examine various 
data seta and present findings.  

 
How have the results been disseminated to communities of interest? (8000 characters) 

Since the first year of FIU ADVANCE, we have promoted grant activities widely in a variety of 
print and electronic modes, and through direct engagement with FIU leadership. These 
communication efforts have reached diverse audiences at FIU, universities throughout Florida, 
other ADVANCE institutions, and the broader scientific community. 
 
The PI, Co-PIs, and Project Team have continued to engage in numerous communication and 
dissemination activities, including 
 
• Articles about faculty or ADVANCE projects were written for AWED news. 
• AWED/FIU ADVANCE received an $50,000 prize award from the National Institutes of 

Health for  
• Suzanna Rose was was interviewed and received a Diverse Voices award from   the South 

Florida Business Journal (June 2022).  
•  
 
5. Recruitment and Advancement 

4. A STRIDE (Strategies and Tactics for Recruiting to Improve Diversity and Excellence 
(STRIDE) Committee) 

 
STRIDE Hiring Workshops. There have been over 459 unique participants to date, with 413 
faculty members participating in 2020-2021. STRIDE workshops were extremely well received by 
attendees with 87% of participants rating them as effective in helping them understand the benefits 
of having a diverse faculty, the role of stereotypes in career advancement, and in finding solutions 
for these issues.  
 
The Diversity Advocate Program. The Diversity Advocate (DA) Program completed its fourth 
year and is now well established within the university. This program requires that every search 
committee includes one member trained as a DA. There are currently 225 unique faculty trained as 
DAs, including 69 DAs trained this past year. Many people (94 overall) took the DA workshop 
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voluntarily, while the remaining 134 were required to take the training because they served as a 
DA on a search committee since the program began in 2018. There were 87 faculty search 
committees in the past year, each of which had a certified DA.. There are many benefits of the DA 
program. One is the additional training the DAs receive. This training addresses how to recruit 
using direct and personal contact, best practices in evaluating diverse applicant pools, and how to 
oversee the search process to provide equitable experiences among applicants.  
 

Focus Groups. At the conclusion of the year, focus group research was conducted with 11 DAs 
from STEM and SBS departments. The focus groups revealed DAs self-report various levels of 
success with their work as DAs. Some of the challenges faced included other committee 
members being resistant to the efforts to create a fair and unbiased search. However, more 
common examples of struggles faced by DAs were from university policies and procedures. The 
first issue shared related to the difficulty of getting searches to start in a timely fashion. The 
second issue frequently discussed was administrators' expectation that new hires must have 
transferable external funding.   

Focus group findings. From the focus groups, there were two success stories where DAs 
intervened to advocate for a woman science candidate who was ultimately hired for the position. 
In the first example, the search committee discussed the candidate's "simple language" used 
during her research presentation. The DA explained to the committee that the candidate chose 
this language to make the talk accessible to a broad audience, not because the candidate did not 
have the technical language available to discuss the research. In the second example, the DA 
described the committee challenging many aspects of a woman candidate's file. The DA 
explained, "I did all my homework, and I knew all the answers to the issues that people were 
raising." As a result of being well prepared, the DA used evidence from the file to counter some 
of the false ideas that other committee members were suggesting.    

 
 
 
STRIDE T&P Workshop. All members of College T&P committees, Chairs, and Deans were 
required to attend the T&P workshop in 2020-2021 and once every five years. This new 
requirement began in Fall 2020; it is now part of the Tenure and Promotion guidelines. 
 
3.B. Leadership Programs for Faculty and Chairs 
 
Reported in previous sections. 

 
Key outcomes or other achievements (8000 characters):  

 
Social Media 
• A LinkedIn page was created for the Office to Advance Women, Equity & Diversity. 
• The AWED Twitter page averaged 15 thousand impressions a month, and an engagement 

rate of 1.2%. According to 2018 industry benchmarks, the median Twitter engagement rate 
across every industry is .046%. 

 
A full list of communication and dissemination activities is attached in AppendixE: 2022 
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Communication and Dissemination Activities. 
 
In addition to the above communication activities, we have focused our dissemination efforts on 
engaging university leadership in the FIU ADVANCE goals and initiatives. By engaging these 
stakeholders at FIU, we can increase knowledge of and commitment to FIU ADVANCE. 

• The External Advisory Board met via video conference call in April 2021. The Board is 
comprised of six representatives from other institutions that have had ADVANCE grants 
and/or implemented programs with similar goals.  

• The Internal Advisory Board met in Spring 2022.and members were very concerned 
about the continued support and sustainability of AWED/ADVANCE given the 
transitions at the higher administrative level (interim President and Provost).    

• We have continued to educate the Deans’ Advisory Council, the Chairs Advisory Council 
(all FIU department chairs), Bystander Intervention Program facilitators, and STRIDE 
members on all grant activities.  

 
Internal Evaluation 
The internal Evaluator comducted two focus groups with Diversity Advocates and reported that a 
number of Diversity Advocates commented that their departments are experiencing a climate 
change due to AWED training workshops and noted that “As more and more faculty participate 
in multiple AWED-led programs, there is a likelihood of a shift in how people advocate for 
diversity and inclusion at the university.” See Appendix E: Internal Evaluation 2020-2022.  
 
External Evaluation 
We deferred the Year 6 external evaluation in favor of having a Year 7 summative evaluation 
done by Mariko.   

 
What do you plan to do during the next reporting period to accomplish the goals? (8000 
characters) 
 

• Analyze data and publish results of Bystander Leadership Program 
• Continue working with Deans and department chairs on their Diversity, Equity, and Inclusion 

plans 
• Recruit and train more College equity advisors 

NOTE: You may upload PDF files with images, tables, charts, or other graphics in support of the 
Accomplishments section. You may upload up to 4 PDF files with a maximum file size of 5 MB each. 

 
 
Products 
  
You have the option of selecting “nothing to report” in this section.  There are no limitations to the 
number of entries you submit and you can also pull information directly from Thomson Search when 
using the online tool on Research.gov. 

Within the Products section, you can list any products resulting from your project during the 
specified reporting period, such as:  
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Journals:  
Fernandez, S. B.; Clarke, R., Sheehan, D. M., Trepka, Mary Jo MD, MSPH; Rose, Suzanna M. 
PhD Perceptual Facilitators for and Barriers to Career Progression, Academic Medicine: 
December 22, 2020 - Volume Publish Ahead of Print - Issue -doi: 
10.1097/ACM.0000000000003902 
Under review; 
 
 Rose,S.M., Wood, K., & Farhangi, S. (2022). Motivating bystander intervention to reduce bias in 
faculty interactions. ADVANCE Journal, 3(1), pp. 1-36. https://doi.org/10.5399/osu/ 
ADVJRNL.3.1.12See Appendix B: ADVANCE Journal publication.  

Books:  
Book Chapters:  
Thesis/Dissertations:  
Conference Papers and Presentations:  
King, B., Farhangi, S., Rose, S. (June 2022). You've Implemented STRIDE: Now What? Presentation 
for the 2022 ARC/WEPAN Equity in STEM Community Convening. 

 
Rose, S.M., Farhangi, S. (June 2022). Intersectionality, International Faculty and Inclusive Excellence. 
Presentation for the 2022 ARC/WEPAN Equity in STEM Community Convening. 
 
Silva-Cruz, C., Torres, C. (June 2022). Building Brand Equity Through Communications and 
Administration. Presentation for the 2022 ARC/WEPAN Equity in STEM Community Convening.  
 
Simpson, C. (June 2022).  Institutionalizing College Equity Advisors. Presentation for the 2022 
ARC/WEPAN Equity in STEM Community Convening.  

 
Simpson, C. (June 2022).  Annual Departmental DEI Reports: Holding Chairs Accountable. Poster for 
the 2022 ARC/WEPAN Equity in STEM Community Convening. 

 

 
Rose, S.M., Farhangi, S., Liu, Jason, Ramaswamy, Sharan. (May 2021).  Intersectionality, 
international faculty and inclusive excellence. Presentation for Women in Engineering ProActive 
Network (WEPAN), webinar. 
https://www.wepan.org/page/IntersectionalityInternationalFacultyandInclusiveExcellence 

 
Rose, S.M. (March 2021). FIU ADVANCE Institutional Transformation. National Science Foundation 
A20th anniversary ADVANCE Series: Systemic changes in Minority-Serving Institutions. 
https://players.brightcove.net/679256133001/NkgrDczuol_default/index.html?videoId=624971989800
1   
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Other Publications:  
 

Technologies or Techniques:  
Patents:  
Inventions:  
Licenses:  
Websites: advance.fiu.edu/; twitter.com/@fiuawed; ; https://www.linkedin.com/fiuawed; 
facebook.com/fiuawedoffice 
 
Other Products: COVID webinar (https://youtu.be/fOPsj9hmha0) 

 
NOTE: You may upload PDF files with images, tables, charts, or other graphics in support of the 
Products section. You may upload up to 4 PDF files with a maximum file size of 5 MB each. 

Participants  
 
There are no limits on the number of participants you list for this section; however, you must list 
participants who have worked one person month or more for the project reporting period. You have 
the option of selecting “nothing to report” in this section. For Research Experience for Undergraduates 
(REU) sites and supplements, specific questions will be listed in this section. The online service will 
also ask for additional information on participants such as:  
      

• What individuals have worked on the project? 
• What organizations have been involved as partners? 
• Have other collaborators or contacts been involved? 

 
 
 
What individuals have worked on the project?   
 
Name  Most Senior Project Role  Nearest Person Month 

Worked 
Will be listed in research.gov   
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What other organizations have been involved as partners? 
The online service will also ask you for additional information such as:       

• Type of Partner Organization 
• Name 
• Location 
• Partner’s contribution to the project (2000 characters) 

 
 
University of South Florida 
4202 E Fowler Ave 
Tampa, FL 33620 
Member of the Advance Florida Network (AFN) 
 
Have other collaborators or contacts been involved? (2000 characters)   Yes    No  

The external evaluator, Mariko Chang, has been involved in developing the evaluation 
plan since the grant start date.  
 
Theater Consultant Jeffrey Steiger and Creative Director for AWED Theater has been 
working closely with the Bystander team to develop theater performances that can be 
used in the workshop and has presented them to other universities and professional 
organizations.  
 

Impacts  
You have the option of selecting “nothing to report” in this section.  (8000 characters each) 

What is the impact on the development of the principal discipline(s) of the project?  
Social Science Study #1, the Microclimate Project, will contribute to the disciplines of 
psychology and women's studies through its exploration of the intersectionalities of 
foreign-born men STEM faculty and how the men's ethnic, racial and nationality-based 
gender stereotypes might create unique barriers for women of color in STEM.  
 
Social Science Study #2, the Bystander Leadership findings will contribute to the 
disciplines of psychology and women's studies, as well as to STEM education and 
ADVANCE programs, by exploring the effects of a novel approach on bias-reducing 
behaviors in STEM and SBS departments.  
 

What is the impact on other disciplines?  
Nothing to report. 

 
What is the impact on the development of human resources?  
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Workshops, educational programs, and climate surveys are expected to result in a "warmer" 
institutional climate for women and minority faculty. 
 

What is the impact on physical resources that form infrastructure?  

Since January 2017, the Office to Advance Women, Equity & Diversity team has been located in 
a suite of offices in the main administration building. The suite is more than 1900 square feet in 
total and includes a large reception area, six individual offices, research area, 258 square-foot 
conference room, and space for additional employee or intern workstations. Two Smart TVs (65” 
and 60”) were installed for presentations.  

In addition to providing workspace for the AWED staff team and interns, the suite serves as a 
collaborative meeting space and work area for faculty, STRIDE, mentors and mentees, writing 
groups, and the committees and boards that guide ADVANCE activities. 

 
What is the impact on institutional resources that form infrastructure?  

The Office to Advance Women, Equity & Diversity (AWED) was established in 2016 by 
Provost Kenneth G. Furton to achieve and sustain faculty equity and diversity as an essential 
element of FIU's academic excellence. The Office is led by Associate Provost Suzanna Rose. 
AWED develops and manages a wide range of programs to promote faculty equity and diversity 
at FIU, including workshops and trainings to improve faculty hiring and promotion processes, 
faculty mentoring, and interdisciplinary networking. AWED also engages in strategic planning 
for salary equity, policy analysis and development, and other initiatives to support faculty 
diversity and improve institutional climate. AWED works with Academic Affairs, Center for the 
Advancement of Teaching, and the College of Architecture and the Arts to develop and sustain 
ADVANCE activities. 
Equity Advisors 
The creation of the position of Equity Advisors in three Colleges appears to be the most effective  
mechanism to institutionalize ADVANCE programs and initiatives at the College level. The goal 
is to have an EA appointed in each College in the near future. The EA position serves as a bridge 
between AWED and the Deans’ offices by serving on the STRIDE and/or Bystander 
Committees, and performing DEI work within the colleges, such as implementing and evaluating 
DEI plans at both the College and departmental level.  

 
What is the impact on information resources that form infrastructure?  

Nothing to report. 
 

What is the impact on technology transfer?  
Nothing to report. 
 

What is the impact on society beyond science and technology? 
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Nothing to report. 
 

Changes / Problems 
 
If not previously reported in writing to the agency through other mechanisms, provide the following 
additional information or state, "Nothing to Report", if applicable. (8000 characters each) 

 
Changes in approach and reason for change:  

 
 

Actual or Anticipated problems or delays and actions or plans to resolve them: 
Nothing to report. 
 

Changes that have a significant impact on expenditures:  
Nothing to report. 
 
 

Significant changes in use or care of human subjects:  
Nothing to report. 
 
 

Significant changes in use or care of vertebrate animals:  
Nothing to report. 
 
 

Significant changes in use or care of biohazards:  
Nothing to report. 

Special Requirements  

This report section is only available when Special Requirements are specifically noted in the 
solicitation and approved by the Office of Management and Budget. (8000 characters) 

 
NOTE: You may upload PDF files in support of the Special Requirements section. You may upload 
PDF files with a maximum file size of 10 MB each. There is no limit to the number of files uploaded.  


