
Minutes* 
 

Faculty Consultative Committee 
Thursday, April 24, 2008 

1:15 – 3:00 
319 Coffman Union 

 
 
Present: Gary Balas (chair), Nancy Carpenter, Carol Chomsky, Shawn Curley, Dan Dahlberg, 

William Durfee, Marti Hope Gonzales, Michael Hancher, Emily Hoover, Jeff Kahn, 
Mary Jo Kane, Judith Martin, Nelson Rhodus, Martin Sampson, Geoffrey Sirc, Jennifer 
Windsor 

 
Absent: Barbara Elliott, Carolyn Hayes, Lois Heller, Becky Yust 
 
Guests:  Vice President Rusty Barceló 
  
Other: none 
 
[In these minutes:  (1) governance personnel matters; (2) policies from the Senate Research Committee; 
(3) discussion with Vice President Barceló] 
 
 
1. Governance Personnel Matters 
 
 Professor Balas convened the meeting at 1:15 and called for a ballot for the vice chair of the 
Committee for 2008-09.  Professor Durfee was elected. 
 
 The Committee agreed that Professors Goldstein and Hickman should be asked to continue to 
serve as Clerk and Parliamentarian of the Senate, respectively. 
 
 The Committee suggested the names of several faculty members who could be asked to serve on 
the Benefits Advisory Committee.  It was agreed that the Committee would consider next year its role in 
nominating faculty to serve on the Benefits Advisory Committee. 
 
2. Policies from the Senate Research Committee 
 
 The Committee next turned its attention to three policies brought from the Senate Research 
Committee for review by this Committee and for placement on the Faculty Senate docket:  "Patents and 
Commercialization of Intellectual Property,"  "Openness in Research," and "Academic Misconduct."  All 
three are administrative policies that implement Regents policies.  Professor Dahlberg reported that all 
three policies had been reviewed by the Senate Research Committee and, after some changes were made, 
it voted to endorse them.  Professor Gonzales asked if these policies came up for review as part of a 
normal cycle or if there were events that led to reviews; Professor Dahlberg said it was the former.  In the 
case of "Patents and Commercialization of Intellectual Property," Professor Balas pointed out, this is a 
new policy that resulted from dividing patents and copyright into two different policies.   
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 Committee members offered a number of questions and objections to the "Patents and 
Commercialization of Intellectual Property" policy. 
 
--  If the opening provisions of the policy quote the Regents policy, they should be identified as a direct 
quote.   
 
--  If the intent is to encourage patents and commercialization of intellectual property, it is discouraging to 
have the opening statement in the policy assert that "The University is the sole owner of all  
technology: . . . ." 
 
--  There are three documents that affect the faculty in this regard:  the Regents policy, this policy (which 
should refer to the Regents policy), and the associated procedures (which were not before the 
Committee).  This administrative policy does not need to repeat the Regents policy, or there should be 
language explaining how it implements the Regents policy in the "Reason for Policy" section of the 
document. 
 
--  There are a number of Senate policies and procedures that are being eliminated with this new policy; 
does this policy represent changes?  Are all the Senate documents no longer necessary?  The Senate 
documents should be reviewed to determine if the faculty agree they can be deleted.  (The Research 
Committee did not do so.) 
 
--  Can the administration simply adopt these policies?  Professor Balas said that the Committee had 
asked that the policies be on the University Senate docket for a vote.   
 
--  It is not comforting to note that the document proposes to eliminate Senate documents about awareness 
of policies because the issues are now addressed in Responsible Conduct of Research training and the 
new-faculty orientation. 
 
--  If a document is a Senate policy or procedure, the faculty retain some control over it; the Senate has no 
control over an administrative policy, and this policy proposes to eliminate a number of Senate policies 
and procedures.   
 
--  If there is a Senate document involved, it needs to be repealed.  The repeal motions should be on the 
docket the same time this policy is proposed for approval.  The Committee needs to better understand the 
role the Faculty Senate will play in these policies. 
 
--  The Committee is not ready to place on the docket a new policy in which the Senate gives up its entire 
role. 
 
--  The Senate needs to be involved in the definitions in the policy as well as in the process for resolving 
disputes. 
 
--  There is a question about software; this policy says the University owns all of it.  What about software 
a faculty member creates as part of research?  Software crosses the border between patent and copyright 
and the faculty need to be sure this policy is consistent with the Regents policy.   
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 Professor Dahlberg asked that Committee members send to Dr. Engstrand questions and said he 
would prepare a list of questions for the Senate Research Committee to consider.  The Committee agreed 
the items should not be on the docket.  [The Faculty Consultative Committee subsequently agreed that the 
policies should be on the University Senate docket for discussion and then vote in the fall.] 
 
3. Discussion with Vice President Barceló 
 
 Professor Balas now welcomed Vice President Barceló to the meeting and noted that he had 
provided her with a number of questions about her office. 
  
 Vice President Barceló said she was glad to join the Committee and that the discussion was 
overdue.  She began by noting that her office, Vice President and Vice Provost for Equity & Diversity, 
was established when she arrived at the University the second time, so it is less than two years old and 
they are still working out the organizational details.  She has system-wide responsibility but does not have 
line responsibility for the coordinate campuses; her offices and staff are on the Twin Cities campus and 
she reports to the President.  The units that report to her include Disabilities Services, the Office for 
University Women, Multicultural Center for Academic Excellence (MCAE), Equal Opportunity and 
Affirmative Action Office, and the GLBT Programs Office.  Dr. Barceló touched on a number of issues in 
her talk. 
 
--  They are conducting a review of the offices that deliver services; they are interested in enhancing 
service delivery and being a broader resource for the University community, and are also working with 
the chancellors of the coordinate campuses to provide service to those campuses as well.   
 
--  Who sets the goals for her office?  She sets goals through conversations with the President and Provost 
with input from faculty, staff, and students and they are reassessed every year.  In addition to considering 
numeric goals, the office assesses other aspects such as climate.  How will she know when her office has 
succeeded?  When people stop asking questions about diversity and equity, as they are less concerned 
about climate when their needs are being met.  She has lunches all during the year, including with faculty 
once per month, to learn from them and to explain what her office is doing.  The faculty at those lunches 
do not always speak only to faculty issues; they often discuss student and staff issues and climate, and she 
finds the comments very helpful. 
 
--  Last January she also assumed responsibility for spousal hiring and bridge program initiatives. 
 
--  Issues of evaluation and accountability are critical.  Diversity goals across the country have often failed 
because people tend to see them as temporary.  Diversity is not just metrics that stop at the front door; 
there has to be attention to what happens afterwards as well; the University needs to think beyond access 
and graduation when it comes to metrics and evaluation.  It needs to develop metrics about what happens 
in between, from the curriculum to support programs to climate, and so on.  Efforts are made, but in fits 
and starts, and the activities are not coordinated in a sustained way.  She does have the responsibility to 
set goals, however, and the President holds her accountable.  She is reviewed every five years, as are all 
vice presidents, but is only at the end of her second year in office.  She said she will welcome a review.   
The Board of Regents will play a critical role in evaluating the area of diversity, she said, and there is also 
informal evaluation by constituents.  She sees the latter as a part of her job, part of how she communicates 
and listens.  She is not evaluated solely with respect to the University, she added, but also on how the 
community perceives how the University is doing.  She said she met with different communities across 
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the state when she took the job and was dismayed to learn that the communities had misperceptions about 
the University.  That is turning around, she said, but the situation is not perfect. 
 
--  There are climate issues that need to be addressed for women and minority faculty, as well as disabled 
and GLBT individuals.  She has met with faculty and heard about the issues.  She said she is aware there 
is concern that there is no bridge program for recruiting women faculty, particularly those in the sciences; 
there is also concern about faculty who leave Minnesota, and on that point she suggested the Committee 
talk with Vice Provost Carney.  There are similar concerns with respect to faculty of color.  She is open to 
a discussion about a bridge program for women in the sciences but more importantly one must look at 
what is going on in the units once women faculty are recruited because retention of a diverse faculty is 
just as important as recruiting them. 
 
 Professor Kane asked about bridge funding and if women leave the University in higher numbers 
than men in the same disciplines.  The numbers are comparable, Dr. Barceló said, but it may be they leave 
for different reasons.  If an outstanding person is identified and the chair requests support from the dean, 
the bridge funding for faculty of color provides 100% of salary the first year, 75% the second year, and 
50% the third year, and after that the college is expected to absorb the salary.  They have studied the 
retention rate for faculty of color hired with bridge funding and are pleased with what they have learned; 
although there is limited money available for bridge funding, she is pleased with what the office has been 
able to do.   
 
 Professor Balas asked, apropos the climate issue and bridge funding, why they do not hire several 
faculty of color in one area, rather than just one or two people, and jump-start the process of addressing 
climate.  They have been trying to address the issue that way, Dr. Barceló responded, and if one college 
wanted to make multiple hires in an area, it would seriously compromise the funding available for other 
colleges. 
 
--  Climate issues can arise unintentionally, Dr. Barceló related.  In some cases a department may not be 
consistent in its appraisal of the work of a probationary woman faculty member; in others, a department 
or college may inadvertently not provide the same information to everyone (for example, when 
information is spread in informal conversations around the water fountain rather than through more 
regularized communication).  Things happen that are not intentional, but there are also things that happen 
that are, which is a more difficult problem.  Or, as another example, a probationary woman faculty 
member may be hired on the basis of research for which she is known, and later may be told that that 
work is not highly valued—a case both of misrepresentation and climate.   
 
--  Dr. Barceló said she did not want departments to see bridge funding as the ONLY way to bring in 
faculty of color, and hopes applicants of color would be considered in the regular search.  She thought 
departments could use bridge funding as a way to get two faculty for the price of one and do not hire the 
faculty of color as part of the regular search.  Professor Balas said that as a department head, he 
anticipates all faculty they hire will be around long after any bridge funding has run out and will 
contribute to the scholarship and teaching in the department.  Professor Kane agreed but said that if bridge 
funding for faculty of color is used, some faculty may wonder  if that means that a salary line will be 
"taken away" to pick up the appointment.  Unfortunately, they may think that this is an add-on hire rather 
than a hire that strengthens the academic core.  Professor Balas said that every faculty member brought 
into a department does not "cost" a line—they are faculty members who contribute to the department.  Dr. 
Barceló allowed that some departments may not see things the same way Professor Balas does.  
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 Professor Hancher inquired if faculty hired on bridge funds succeed—do they stay?  They do, Dr. 
Barceló said.  Then why are not a lot more soft funds brought to the initiative, he asked?  If the program 
works so well, why not put in more money?  The Provost has added $300,000 to the available funds, Dr. 
Barceló said.  This is a big priority that has not received the attention it should, Professor Balas said. 
 
 Professor Chomsky recalled that this Committee and the Women's Faculty Cabinet have talked 
about spousal hires and problems with the process.  It is not just about dollars; it is also about 
relationships across departments, which are issues for her office, she told Dr. Barceló.  The conversations 
between departments and colleges around spousal hires would be improved if facilitated by central 
administration, which knows more of the history of spousal hiring in the various academic units and can 
bring a longer-range and broader perspective to the discussion, as well as an understanding of the varying 
appointments processes and cultures in the various units.  Also, providing funds on a first-come, first-
served basis does not equal target-of-opportunity hiring.  Dr. Barceló said they try to turn requests around 
within a week or two.  Also, deans are working across colleges and helping each other with spousal hires.  
The problem is making sure there is enough money for target-of-opportunity spousal hiring (which pays 
100% of salary the first year and 50% the second.   
 

With respect to the atmosphere/climate/water-fountain problem, Professor Sampson said that the 
University has addressed recruiting issues and has tried to bolster the fairness of evaluation mechanisms, 
and maybe doing those things are the first 20% of the solution.  If so, what does the next 80% look like, 
especially for folks who feel they are not part of the problem?   That will involve educating those 
participate in the process, Dr. Barceló said, and her office is hiring someone to work with departments on 
climate issues. 
 

Professor Kahn commented that examples of climate issues Dr. Barceló had mentioned were 
compelling but suggested that when a climate is bad, it is bad for everyone in a department; it rains on 
everyone.  This is a University-wide issue and the question is how to raise it to the proper level of 
attention.  Dr. Barceló agreed and said conversations need to take place.  She now participates in the 
compact reviews for all colleges but also needs a discussion with chairs.   
 
--  There were already a lot of excellent ideas regarding diversity on campus before she arrived; what is 
missing is an in-depth system-wide vision statement, which her office is now drafting.  As the document 
is developed, there will be meetings with chancellors, deans, and department heads to discuss strategies 
specific to their campus, college, and department that will aid them in the implementation of the vision.  
The vision statement will focus on recruitment, promotion, tenure, retention, and K-12 issues. 
 
-- Faculty diversity will not happen if one looks to the pipeline as it currently exists.  The numbers of 
Chicanos and Native Americans in Ph.D. programs is vanishingly small and the numbers of African-
Americans only somewhat better.  The University needs to get to the students in the K-12 system; no one 
is talking to students about being a faculty member.  There was a remarkable sesquicentennial 
presentation recently about the changing face of Minnesota.  Every county is becoming more diverse and 
the average age of people of color is under 25—but 60% of the children of color are dropping out of 
school in some areas.  Who will come to the University in 12-15 years?   
 
 Professor Hancher asked about K-12 programs.  Dr. Barceló said that Kent Pekel is heading up a 
new initiative to link the programs on the Twin Cities campus that work with K-12 schools.  There are a 
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lot of programs that are not connected.  Her office is seeking a $2.5-million grant to work in Minneapolis 
schools.  The University needs to be very thoughtful in how it works with the schools so that it is seen as 
a collaboration and the schools are an equal partner. 
 
 Professor Balas asked how her office advertises the availability of bridge funding to help increase 
diversity.  Few department heads in his college are aware of the funds.  There was limited advertising 
before she arrived, Dr. Barceló said she has now provided information to deans and department heads.  
Even though there may not be adequate funds, Professor Balas said, it would send a message to the 
Provost if he were overwhelmed with requests.  Dr. Barceló said some units may be hesitant because they 
do not want to give up a faculty line or because they are unsure they would have the ability to support the 
position after the three years of bridge funding runs out.   Professor Windsor agreed it is important to get 
the word out:  if departments do a search, they go to college and/or university websites for guidance; 
could there be links there to the bridge funding opportunities?  Dr. Barceló said that was an excellent idea. 
 
 Professor Rhodus commented that even if a college does not use the funding for the right reason, 
just having it available will get it going in the right direction.   
 
 On the issue of changing culture, Professor Chomsky reported that the Women's Faculty Cabinet 
has discussed the Advance Grant, a federal grant for which the University has applied, to provide funding 
to address gender issues in STEM fields.  The Cabinet has proposed to the Provost that even if the 
University does not receive the money, the Provost should fund a smaller pilot program in which a team 
of trained faculty will work with departments on issues related to gender (and interested in diversity) and 
focused on climate change.  For departments that participate, there would be additional funds made 
available.  The Provost has indicated support for this effort, but no decision has yet been made about level 
of funding.  It may be that the departments that do not need help will say they are happy to participate—
and those that need help will not, Professor Hoover surmised.   
 
 Professor Durfee said he sensed that the University community is interested in and engaged in 
diversity.  Would deans and department heads talk with her even if she didn't have funds available?  Dr. 
Barceló thought they would; she said that some colleges have done very well without bridge funds and 
believe they would have discussed issues with her without the funding carrot.  Some may be only looking 
for the additional funds, but even those conversations give her the opportunity to raise other questions 
about mentoring and so on.  It is not easy work, and some may react with a "here she comes again," but 
she continues to make the effort because she knows that many of the colleges will listen.  It may be that in 
some cases department chairs struggle with a dean who is not supportive, in which case she will talk with 
the dean without compromising the chairs.  She also hears from non-diverse faculty about concerns they 
have about their department.   
  
--  There is a big push for public engagement but she is aware that there are departments with faculty 
doing extensive public-engagement work where the work may not be counted for tenure, especially in 
some of the health-related fields.   
 
--  The  campus recently adopted new liberal-education requirements.  There is a growing body of 
research on diversity that needs to be made available to committees like the Council on Liberal 
Education.  This is a research university and it should use the results of research.   
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 Professor Dahlberg suggested that bad things can happen to people that are not necessarily 
prejudicial; he said he believes that they occur more often because of lousy practices in colleges and 
departments.  Outstanding departments often have the best mentoring and nurturing programs—they do 
not let young faculty sink or swim.  There is a broader context and the base could be built more strongly.  
Dr. Barceló said she agreed in part, and that much is not intentional and that people are not usually mean-
spirited.  But there are still instances of clear discriminatory treatment, and those need to be addressed. 
 
 Professor Gonzales said she was glad to learn about the success of programs designed to help 
mentor new faculty and students.  She added, however, that such a personal individual faculty investment 
in mentoring at the service of maintaining diversity is not without its cost.  All faculty are plenty smart, 
and for everyone, there are still only 24 hours in a day, so such investment of time and energy too often 
comes at a cost; when one is investing time in these good causes, he or she is not doing other things more 
highly valued by the institution.   Too often, those who work formally or informally to support diversity 
are "punished" when it comes to merit raises, heavily based as they are on research productivity, and 
secondarily on teaching.  Dr. Barceló said she has spoken with the Provost about this; it is something the 
University must be proactive about. 
 
--  Departments will get different perspectives and questions when they are more diverse. 
 
 Professor Balas thanked Dr. Barceló for joining the meeting and adjourned it at 3:00. 
 
      -- Gary Engstrand 
 
University of Minnesota 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 


