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Purpose

The California Site Sandia Women’s Committee (SWC) and Women’s Inreach Network of California (WINC) met in parallel with the New Mexico Sandia Women’s Action Network (SWAN) to brainstorm issues related to recruiting and retention of women, career development, and work/life balance.  The results will be shared with SWAN and used to prioritize activities across the networking groups.
The SWC-WINC group met for one hour and collectively offered a variety of thoughts and ideas.  Suggested actions are summarized below.

Suggested Actions for Recruiting and Retention
· Review data for retention of women vs. men; are there specific trends that need to be addressed?
· Improve the pipeline for recruiting of women through a more organized and coherent process (e.g., SEE program) and engaging women in recruiting efforts.  Women don’t purposely target women but they usually know more women and can take advantage of their networks.
· Create a mentoring program that is easy and that works.  Consider a formal award for mentors, so that mentors are motivated and recognized.  The mentorship program should be suitable to all employee levels, not “one size fits all.”

· Pay special attention to new staff, who are very easily ignored 
Suggested Actions for Career Development

· Informal connections are a large part of career development.  Create more opportunities for connecting / interacting not only with each other, but also with people who are different (gender, classification, job duties, etc.).
· Create an avenue for informal socializing, such as exercise, club events, after-work gathering.  Share gathering points where people can come together.
· Post events to website or bulletin board so that people can participate and get to know each other.
· Build community!

· Develop an “Effective Communication Strategies for Women” session, inviting successful women from SNL, LLNL, and other organizations to participate.  

· Invite a woman leader (such as Dona Crawford, Linda Petzold) to come talk to a small group in a more intimate setting so that there can be candid dialog on career development strategies.
Suggested Actions for Work/Life Balance

· It is a tremendous competitive advantage to feel you don’t have to work 80hr/week, travel every week, etc., in order to succeed.  We need to make this even stronger.

· Look for role models and talk with them about how they manage their careers as well as preserve work/life balance.

Related discussions focused on recruiting have also previously been held  by WINC.  Participants in recent discussions have included, in addition to some of those above, Diana Roe, Karen Scott, Michele Scanlon, Dawn Manley, Katherine Dunphy-Guzman, Pat Falcone, Debra Post, Sarah Willits, and Diane Pereira.  These discussions led to the following recommendations.
Suggested Actions for Recruiting

· Provide recruiters with feedback on their candidates – e.g. regarding their status.  Recruiters can provide huge leverage by helping to bring people in when an offer is made.  The current system does not use recruiters in this way, throwing away this leverage, which is particularly important for female and minority candidates.  

· Do a better job developing broader applicant pools.  The SEES candidate list this past year was particularly telling, including only 3 women  in a pool of 50 candidates.  The problem is presumably systemic, so addressing SEES is only a beginning.

· “Availability” data should reflect availability in subfields.  The current system lumps MTS, which combines e.g. biology (with 60% female Masters, 49% PhD) with Electrical Engineering (with much lower availability).  Disciplines should be treated separately to more realistically reflect the available pool of female candidates.
· Do a better job tracking recruiting, applications and interviews to look for trends – where are women being screened out?  

· Track and analyze statistics related to selection of candidates.  A recent informal study of a Sandia/CA internship program that seemed to be lacking enough female interns found women often had less glowing language in their recommendation letters, leading to fewer offers.  A more formal study of this issue around both interns and permanent hires should be considered.

