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Status of Women 
Focus on Faculty and 
Staf f in STEMM 

!e Women’s Place, Ohio State’s women’s policy o"ce, tracks statistics about women at 
Ohio State in order to help the university community understand our successes in 
improving gender equity as well as to identify where signi#cant challenges remain. Tables 1 
through 3 in this report provide the university-wide statistics that we traditionally include 
(see earlier reports at womensplace.osu.edu under “publications”). In Table 1 (on facing 
page), we have broken out those administrators who have provost titles for the #rst time. 
Notable points about the change between 1999 and 2011 are listed below.

provosts. 

than at any other time in the 1999 to 2011 span. Nineteen percent of TIU heads are 
women. Again, this is better than in 1999 but lower than at any time since 2006. 

in Table 1. !ese status reports have traditionally reported data for all regular faculty. 
!e category “regular faculty” includes tenure-track, clinical-track, and research-track 

faculty). (See the “Data” tab on !e 
Women’s Place website for more 

over time and by individual 
department or college.)

improvement in the #gures for 
eminent scholars and endowed 

Twenty-two percent of named 
professorships are held by women, 
re$ecting the proportion of female 
full professors.

positions. However, the representation of women of color in both regular faculty ranks 

signi#cantly.

 1999 2011 Change in percentage

Board of Trustees 4/11 (36%) 3/19 (16%) -20%

Vice presidents and senior 2/10 (20%) 5/21 (24%) +4% 
   vice presidents

Senior administration 10/40 (25%) 31/62 (50%) +25% 
   (assistant and associate VP’s) 

Vice provosts* 5/7 (71%) 2/5  (40%)  -31%

Associate provosts 0/1 (0%) 2/5 (40%) +40%

Assistant provosts 0/1 (0%) 3/6 (50%) +50%

Non-faculty executive sta! 342/684 (50%) 1001/1580 (63%) +13% 
   (executive, administrative,  
   and managerial sta!)

Other professional sta! 4304/6662 (65%) 7870/11699  (67%) +2%

Deans (including regional 5/24 (21%) 5/23 (22%) +1% 
   campus and divisional deans,  
   the director of libraries, the  
   dean of graduate studies, and  
   the dean of undergraduate  
   education)

TIU heads 16/96 (17%) 21/111 (19%) +2%

Eminent scholars** 1/12 (8%) 2/23 (9%) +1%

Endowed chairs** 7/68 (10%) 14/113 (12%)  +2%

Named professors** 8/55 (15%) 17/76 (22%)  +7%

Regular faculty  848/3132 (27%) 1302/3811 (34%)  +7% 
   (tenure track, clinical track,  
   and research track faculty) 

   Full professors 149/1139 (13%) 285/1319 (22%)  +9%

   Associate professors 328/1087 (30%) 439/1188 (37%)  +7%

   Assistant professors 370/905 (41%) 578/1304 (44%)  +3%

*In the 2011 data, three white, male deans also hold vice provost positions but are not counted in the vice provost numbers     
 **Data are from 2001 and 2011; 1999 data are not available     
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Table 1 – Status of Women at The Ohio State University
Number of women to total number of positions in category, autumn 1999 to autumn 2011

Vision
!e Women’s Place embraces a vision of the university that supports all 
women to thrive, advance, and make their full contributions within an 

Mission

opportunities for women’s growth, leadership, and power in an inclusive, 
supportive, and safe university environment.

Table 3 – Women in Senior Staf f and Administrative Positions
(All !gures are absolute numbers except those for “executive, administrative, and managerial staff.” In that panel,  
1999 shows percentages, while 2011 shows absolute numbers with percentages in parentheses for comparison.)

  Race/Ethnicity
Autumn 1999

% of all women in category
Autumn 2011 

absolute number of women
Senior vice presidents Black 0 1

Asian Am. 0 0
Hispanic 0 0

Am. Indian 0 0
White 0 0

Vice presidents Black 0 1
Asian Am. 0 0
Hispanic 0 0

Am. Indian 0 0
White 0 3

Associate vice 
presidents

Black 0 0
Asian Am. 0 0
Hispanic 0 0

Am. Indian 0 0
White 0 13

Assistant vice presidents Black 0 3
Asian Am. 0 1
Hispanic 0 1

Am. Indian 0 0
2 or more races Not available 0

White 0 13
Vice provosts Black Not available 1

Asian Am. Not available 0
Hispanic Not available 0

Am. Indian Not available 0
White Not available 1

Associate provosts Black Not available 0
Asian Am. Not available 0
Hispanic Not available 0

Am. Indian Not available 0
White Not available 2

Assistant provosts Black Not available 1
Asian Am. Not available 0
Hispanic Not available 1

Am. Indian Not available 0
2 or more races Not available 0

White Not available 2
Non-faculty executive 
sta! (executive, 
administrative, and 
managerial sta!)

Black 5.3% 70 (7.0%)
Asian Am. 4.7% 18 (1.8%)
Hispanic 1.9% 12 (1.2%)

Am. Indian 0.2% 3 (.3%)
2 or more races Not available 4 (.3%)

White Not available 870 (86.9%)

Table 2 – Women of Color Faculty Profile
(includes tenure-track, clinical-track, and research-track faculty)

 
Autumn 1999

(% of total faculty)
Autumn 2011

(% of total faculty) Change in Percentage
Black 46 (1.5%) 66 (1.73%) +0.23
Asian American 44 (1.4%) 159 (4.18%) +2.78
Hispanic 9 (.3%) 42 (1.10%) +0.8
American Indian 3 (.1%) 3 (.08%) -0.02
2 or more races Not available 6 (.16%) Not available
Total 102 (3.3%) 276 (7.24%) +3.94
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 “In my !rst faculty position, I was the only female faculty member in 
the basic sciences. As a consequence, I was asked to do a huge 

amount of service activities, and it took me awhile to learn to say no.” 
Tina Henkin

  (continued)

need more men in order to diversify.  

!e university-wide proportion of women in tenure-track faculty positions is 32 percent. 
!is proportion is particularly important as research indicates that stereotypes about a 

Achieving this minimum in individual units as well as within the university as a whole is 
an important step toward creating an equitable climate for women. 

As an underrepresented group 

(including medicine), women, 
and especially those also from 
other underrepresented groups, 
face some unique challenges. 
Underlying cultural assumptions, 
such as attitudes about pro"ciency in the "eld, and implicit biases leading to fewer award nominations 

STEMM Initiatives for Faculty

 
nine co-PIs (see ceos.osu.edu). !e team works to increase the 
recruitment, retention, and advancement of diverse women 
faculty in its target units by addressing entrenched cultural 
barriers to equity for women and members of historically 

increase the recruitment and retention of women and to help 
women advance and thrive at Ohio State. Its research evaluates 

representatives from !e Women’s Place, focuses on moving 

tenure-track faculty. He also announced that the university’s 
strategic plan will include a focus on three discovery themes: 
health and wellness, food production and security, and energy 

 
of a university that supports all women to thrive, advance, and make their full contributions.  

 
All of Ohio State will bene"t from successes in this area.

Women Faculty and Staff in STEMM
!ere are many highly talented and very successful women, both 

would like them to be. Over the coming year, !e Women’s Place 
will highlight many of these women on our website and in our 

about these outstanding women. In this status report we launch our 

selected to represent some of the diversity in disciplines, 
interests, and skills of this group. 

Faculty and Administration
Dr. Joan Herbers is a professor of evolution, ecology, and organismal biology, 

fact that I can interact with colleagues across the university and learn new areas 
so readily.” She notes that she and her husband handled dual-career challenges 
by splitting an academic position at the beginning of their careers, an option 
available at Ohio State.

Dr. Mary Juhas is a clinical associate professor in materials science and 

where she advocated for all underrepresented groups in the engineering 
disciplines including women, ethnic minorities, and persons with disabilities. 

directorate for engineering as the director of diversity and outreach and is also a 

Faculty
Dr. Maria Miriti works in the area of plant community ecology and is an associate professor  
of evolution, ecology, and organismal biology. She is currently studying the 
population and community dynamics of desert plant communities in 

distribution of resources and the distinct responses of neighboring individuals 
to the spatial characteristics of their environment.” Dr. Miriti is a member of 

including only 19 representatives chosen from disciplines supported by the 
 

(nceas.ucsb.edu/sab/current) 

Dr. Claudia Turro, professor in the chemistry department, is an accomplished 

2011 Fellow of the American Association for the Advancement of Science. Her 

contributes to her success, she says, “!e true inspiration comes from the 

think scienti"cally and to creatively seek solutions to questions of signi"cant importance,  
such as human health and renewable energy.”

During the 2011-12 academic year, two Ohio State women scientists were elected to the 
National Academy of Sciences, Dr. Yasuko Rikihisa and Dr. Tina Henkin.

Dr. Yasuko Rikihisa is a professor of veterinary biosciences and does research in 
host cell receptors and signal transduction of ehrlichiae. !ese bacteria cannot 
live outside other cells and can cause fatal illnesses in animals and people. She 
has been inspired in her career by “great research progress and accomplishments 
by other scientists in the biomedical "eld,” and she cites curiosity and 

a career in biosciences. For her, Ohio State’s infrastructure and support for biomedical research 
are key advantages to being here.

Dr. Tina Henkin

the mechanisms through which cells sense changes in their environment and 

(teaching, research, administration), while maintaining family life.” 
Nevertheless, she has been successful and attributes this to “mentors and colleagues over the 
years who value my work, and have supported me in many ways” and her “willingness to take 
chances and follow up on ideas that lead us away from what others in the "eld are doing.”

Staf f
Phoebe Kim

take things apart, and work with computers since grade school.” She especially 
appreciates the great people who surround her at Ohio State and says that they 

solution” since “people are inclined to stick to what they already are familiar with.”  

Dr. Gail M. Whitelaw

advances in technology and hearing science and learning about genetic 

wanted to change lives with her work. She admires and respects her students 
and colleagues, but is most inspired by “our patients and their families.”

Nita Williams

that her mother died of colon 
cancer at a young age and she 

wanted to be a "re"ghter, there were no other 
options in my mind.” She appreciates the vast 
number of cancer researchers at Ohio State who 
collaborate toward the same ultimate goal. Her 

 
a mentor and "nd one early...don’t count on  
your course work alone!”

Pamela !ompson-Cook is a systems developer in University Advancement. 

“student hat” and values the constantly changing nature of the IT "eld. “In 

learn,” she says. She credits her success to her interest in learning new skills 
and learning from her coworkers.

Conclusion
Watch our website and events for more pro"les of Ohio State’s outstanding women scientists, 
engineers, mathematicians, doctors, and other technical specialists. !e university boasts 

!is increased diversity will improve scienti"c discovery, problem solving, and knowledge in 
addition to creating a more inclusive 

university but all who are touched by the 

particular importance in the issue of gender imbalances. Figure 1 indicates that seven 

and Sciences) fall below the university-wide average for percentage of women tenure-track 

universities do not have medical colleges). !e 13 

Advice for young women in STEMM !elds:
“Ask for what you want and need to be successful. 

Don’t hide your light under a bushel.”
Joan Herbers

womensplace.osu.edu

“I have had the opportunity  
to work for some wonderful 
mentors and have learned  

so much from them.”
Nita Williams

Figure 1 – Percentage of Female Tenure-Track Faculty by Unit
          (mostly colleges and divisions), 2011
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 “In my !rst faculty position, I was the only female faculty member in 
the basic sciences. As a consequence, I was asked to do a huge 

amount of service activities, and it took me awhile to learn to say no.” 
Tina Henkin

  (continued)

need more men in order to diversify.  

!e university-wide proportion of women in tenure-track faculty positions is 32 percent. 
!is proportion is particularly important as research indicates that stereotypes about a 

Achieving this minimum in individual units as well as within the university as a whole is 
an important step toward creating an equitable climate for women. 

As an underrepresented group 

(including medicine), women, 
and especially those also from 
other underrepresented groups, 
face some unique challenges. 
Underlying cultural assumptions, 
such as attitudes about pro"ciency in the "eld, and implicit biases leading to fewer award nominations 

STEMM Initiatives for Faculty

 
nine co-PIs (see ceos.osu.edu). !e team works to increase the 
recruitment, retention, and advancement of diverse women 
faculty in its target units by addressing entrenched cultural 
barriers to equity for women and members of historically 

increase the recruitment and retention of women and to help 
women advance and thrive at Ohio State. Its research evaluates 

representatives from !e Women’s Place, focuses on moving 

tenure-track faculty. He also announced that the university’s 
strategic plan will include a focus on three discovery themes: 
health and wellness, food production and security, and energy 

 
of a university that supports all women to thrive, advance, and make their full contributions.  

 
All of Ohio State will bene"t from successes in this area.

Women Faculty and Staff in STEMM
!ere are many highly talented and very successful women, both 

would like them to be. Over the coming year, !e Women’s Place 
will highlight many of these women on our website and in our 

about these outstanding women. In this status report we launch our 

selected to represent some of the diversity in disciplines, 
interests, and skills of this group. 

Faculty and Administration
Dr. Joan Herbers is a professor of evolution, ecology, and organismal biology, 

fact that I can interact with colleagues across the university and learn new areas 
so readily.” She notes that she and her husband handled dual-career challenges 
by splitting an academic position at the beginning of their careers, an option 
available at Ohio State.

Dr. Mary Juhas is a clinical associate professor in materials science and 

where she advocated for all underrepresented groups in the engineering 
disciplines including women, ethnic minorities, and persons with disabilities. 

directorate for engineering as the director of diversity and outreach and is also a 

Faculty
Dr. Maria Miriti works in the area of plant community ecology and is an associate professor  
of evolution, ecology, and organismal biology. She is currently studying the 
population and community dynamics of desert plant communities in 

distribution of resources and the distinct responses of neighboring individuals 
to the spatial characteristics of their environment.” Dr. Miriti is a member of 

including only 19 representatives chosen from disciplines supported by the 
 

(nceas.ucsb.edu/sab/current) 

Dr. Claudia Turro, professor in the chemistry department, is an accomplished 

2011 Fellow of the American Association for the Advancement of Science. Her 

contributes to her success, she says, “!e true inspiration comes from the 

think scienti"cally and to creatively seek solutions to questions of signi"cant importance,  
such as human health and renewable energy.”

During the 2011-12 academic year, two Ohio State women scientists were elected to the 
National Academy of Sciences, Dr. Yasuko Rikihisa and Dr. Tina Henkin.

Dr. Yasuko Rikihisa is a professor of veterinary biosciences and does research in 
host cell receptors and signal transduction of ehrlichiae. !ese bacteria cannot 
live outside other cells and can cause fatal illnesses in animals and people. She 
has been inspired in her career by “great research progress and accomplishments 
by other scientists in the biomedical "eld,” and she cites curiosity and 

a career in biosciences. For her, Ohio State’s infrastructure and support for biomedical research 
are key advantages to being here.

Dr. Tina Henkin

the mechanisms through which cells sense changes in their environment and 

(teaching, research, administration), while maintaining family life.” 
Nevertheless, she has been successful and attributes this to “mentors and colleagues over the 
years who value my work, and have supported me in many ways” and her “willingness to take 
chances and follow up on ideas that lead us away from what others in the "eld are doing.”

Staf f
Phoebe Kim

take things apart, and work with computers since grade school.” She especially 
appreciates the great people who surround her at Ohio State and says that they 

solution” since “people are inclined to stick to what they already are familiar with.”  

Dr. Gail M. Whitelaw

advances in technology and hearing science and learning about genetic 

wanted to change lives with her work. She admires and respects her students 
and colleagues, but is most inspired by “our patients and their families.”

Nita Williams

that her mother died of colon 
cancer at a young age and she 

wanted to be a "re"ghter, there were no other 
options in my mind.” She appreciates the vast 
number of cancer researchers at Ohio State who 
collaborate toward the same ultimate goal. Her 

 
a mentor and "nd one early...don’t count on  
your course work alone!”

Pamela !ompson-Cook is a systems developer in University Advancement. 

“student hat” and values the constantly changing nature of the IT "eld. “In 

learn,” she says. She credits her success to her interest in learning new skills 
and learning from her coworkers.

Conclusion
Watch our website and events for more pro"les of Ohio State’s outstanding women scientists, 
engineers, mathematicians, doctors, and other technical specialists. !e university boasts 

!is increased diversity will improve scienti"c discovery, problem solving, and knowledge in 
addition to creating a more inclusive 

university but all who are touched by the 

particular importance in the issue of gender imbalances. Figure 1 indicates that seven 

and Sciences) fall below the university-wide average for percentage of women tenure-track 

universities do not have medical colleges). !e 13 

Advice for young women in STEMM !elds:
“Ask for what you want and need to be successful. 

Don’t hide your light under a bushel.”
Joan Herbers

womensplace.osu.edu

“I have had the opportunity  
to work for some wonderful 
mentors and have learned  

so much from them.”
Nita Williams

Figure 1 – Percentage of Female Tenure-Track Faculty by Unit
          (mostly colleges and divisions), 2011
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crit icaldif ference.osu.edu   Cont inued on inside

Status of Women 
Focus on Faculty and 
Staf f in STEMM 

!e Women’s Place, Ohio State’s women’s policy o"ce, tracks statistics about women at 
Ohio State in order to help the university community understand our successes in 
improving gender equity as well as to identify where signi#cant challenges remain. Tables 1 
through 3 in this report provide the university-wide statistics that we traditionally include 
(see earlier reports at womensplace.osu.edu under “publications”). In Table 1 (on facing 
page), we have broken out those administrators who have provost titles for the #rst time. 
Notable points about the change between 1999 and 2011 are listed below.

provosts. 

than at any other time in the 1999 to 2011 span. Nineteen percent of TIU heads are 
women. Again, this is better than in 1999 but lower than at any time since 2006. 

in Table 1. !ese status reports have traditionally reported data for all regular faculty. 
!e category “regular faculty” includes tenure-track, clinical-track, and research-track 

faculty). (See the “Data” tab on !e 
Women’s Place website for more 

over time and by individual 
department or college.)

improvement in the #gures for 
eminent scholars and endowed 

Twenty-two percent of named 
professorships are held by women, 
re$ecting the proportion of female 
full professors.

positions. However, the representation of women of color in both regular faculty ranks 

signi#cantly.

 1999 2011 Change in percentage

Board of Trustees 4/11 (36%) 3/19 (16%) -20%

Vice presidents and senior 2/10 (20%) 5/21 (24%) +4% 
   vice presidents

Senior administration 10/40 (25%) 31/62 (50%) +25% 
   (assistant and associate VP’s) 

Vice provosts* 5/7 (71%) 2/5  (40%)  -31%

Associate provosts 0/1 (0%) 2/5 (40%) +40%

Assistant provosts 0/1 (0%) 3/6 (50%) +50%

Non-faculty executive sta! 342/684 (50%) 1001/1580 (63%) +13% 
   (executive, administrative,  
   and managerial sta!)

Other professional sta! 4304/6662 (65%) 7870/11699  (67%) +2%

Deans (including regional 5/24 (21%) 5/23 (22%) +1% 
   campus and divisional deans,  
   the director of libraries, the  
   dean of graduate studies, and  
   the dean of undergraduate  
   education)

TIU heads 16/96 (17%) 21/111 (19%) +2%

Eminent scholars** 1/12 (8%) 2/23 (9%) +1%

Endowed chairs** 7/68 (10%) 14/113 (12%)  +2%

Named professors** 8/55 (15%) 17/76 (22%)  +7%

Regular faculty  848/3132 (27%) 1302/3811 (34%)  +7% 
   (tenure track, clinical track,  
   and research track faculty) 

   Full professors 149/1139 (13%) 285/1319 (22%)  +9%

   Associate professors 328/1087 (30%) 439/1188 (37%)  +7%

   Assistant professors 370/905 (41%) 578/1304 (44%)  +3%

*In the 2011 data, three white, male deans also hold vice provost positions but are not counted in the vice provost numbers     
 **Data are from 2001 and 2011; 1999 data are not available     

womensplace.osu.eduwomensplace.osu.edu

The Women’s Place (TWP)
Strategic Goals

innovative strategies for individuals  
and university units seeking to make 
constructive change.  

 
for women in, and aspiring to be in, 
leadership roles. 

and between, women.

progress of women.

retention, and advancement of women 

 

professional development opportunities 
for women. 

Guiding Principles

environment for all people.

with and is ampli#ed by other oppressions.

women need to be freed from the 
constraints of stereotypes.

to enable individual women to cope with 
issues that they currently face.

across campus. It does not solve problems 
for units, but rather works with them  
to identify and remove barriers  
to the recruitment, retention, and 
advancement of women.

 
to identify issues and recommend 
intervention when needed.

decision making that serve as a model to 
other units on campus; these approaches 

respectful ways of working together  
that foster true dialogue and mutual 
understanding.

units to seek resources for identifying 
problems and #nding constructive 
solutions.

by the past.

womensplace.osu.edu

Hazel Morrow-Jones
Associate Provost for  
   Women’s Policy Initiatives
Director, !e Women’s Place

Table 1 – Status of Women at The Ohio State University
Number of women to total number of positions in category, autumn 1999 to autumn 2011

Vision
!e Women’s Place embraces a vision of the university that supports all 
women to thrive, advance, and make their full contributions within an 

Mission

opportunities for women’s growth, leadership, and power in an inclusive, 
supportive, and safe university environment.

Table 3 – Women in Senior Staf f and Administrative Positions
(All !gures are absolute numbers except those for “executive, administrative, and managerial staff.” In that panel,  
1999 shows percentages, while 2011 shows absolute numbers with percentages in parentheses for comparison.)

  Race/Ethnicity
Autumn 1999

% of all women in category
Autumn 2011 

absolute number of women
Senior vice presidents Black 0 1

Asian Am. 0 0
Hispanic 0 0

Am. Indian 0 0
White 0 0

Vice presidents Black 0 1
Asian Am. 0 0
Hispanic 0 0

Am. Indian 0 0
White 0 3

Associate vice 
presidents

Black 0 0
Asian Am. 0 0
Hispanic 0 0

Am. Indian 0 0
White 0 13

Assistant vice presidents Black 0 3
Asian Am. 0 1
Hispanic 0 1

Am. Indian 0 0
2 or more races Not available 0

White 0 13
Vice provosts Black Not available 1

Asian Am. Not available 0
Hispanic Not available 0

Am. Indian Not available 0
White Not available 1

Associate provosts Black Not available 0
Asian Am. Not available 0
Hispanic Not available 0

Am. Indian Not available 0
White Not available 2

Assistant provosts Black Not available 1
Asian Am. Not available 0
Hispanic Not available 1

Am. Indian Not available 0
2 or more races Not available 0

White Not available 2
Non-faculty executive 
sta! (executive, 
administrative, and 
managerial sta!)

Black 5.3% 70 (7.0%)
Asian Am. 4.7% 18 (1.8%)
Hispanic 1.9% 12 (1.2%)

Am. Indian 0.2% 3 (.3%)
2 or more races Not available 4 (.3%)

White Not available 870 (86.9%)

Table 2 – Women of Color Faculty Profile
(includes tenure-track, clinical-track, and research-track faculty)

 
Autumn 1999

(% of total faculty)
Autumn 2011

(% of total faculty) Change in Percentage
Black 46 (1.5%) 66 (1.73%) +0.23
Asian American 44 (1.4%) 159 (4.18%) +2.78
Hispanic 9 (.3%) 42 (1.10%) +0.8
American Indian 3 (.1%) 3 (.08%) -0.02
2 or more races Not available 6 (.16%) Not available
Total 102 (3.3%) 276 (7.24%) +3.94
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