“ After you recruit and get your ethnic individud or femae in then thereisno
support system to hep them survive. So, it's one thing to recruit but if you're redly
committed to diversity you have to have some mechanism to help them, to retain them”
(femde associate professor).

Faculty of color were quite articulate about the chalenges they face in trying to survive a
the inditution. They noted time and again how isolated and londly they fed asthe only person
of color in their department, program, or college.

“Moving here as anew person of color it isredly hard to develop a sense of
community. Asablack woman, | do fed more isolated because | don't even know where
the black people are’ (femade faculty of color).

“The other issue is advancement and professiond development among the faculty.
It's not just enough to have a minority faculty being hired but how about the efforts to
retain them in their role and providing opportunity to grow further” (mae faculty of
color).

“I’ve seen faculty of color come and maybe after 2 or 3 yearsleave. | notice who
goes to lunch with whom. The older established white faculty, you know, it's hard to
break into their little group. Y ou need some socid and persond interaction to survive.
Until you reach a critica point of enough faculty diversty you don't end up being
induded, you just fed kind of lost. We're dl supposed to be able to work in our little
areas and be salf-sufficient but life is't redly quite like that. 'Y ou need to be able to talk
to people about what you' re going through at your indtitution.”

Faculty Mentoring

Having afaculty mentor provided some new faculty with the support necessary to
successfully trangtion into the indtitutiondl system by helping faculty identify Srategiesfor
baancing their tripartite responsibilities of research, teaching, and service, including negotiation
of their promotion and tenure process. For those faculty who have not had a mentor, the path to
career success has been much more difficult. Thus, providing mentoring for new faculty seemsa
critical dement in faculty retention. On the other hand, senior leve faculty expressed that
continuing to have guidance and direction in balancing on€' s career is an important feature no
matter what your academic rank. Of course, it was noted by faculty that establishing a
supportive working relationship with a mentor is not dways an easy task to accomplish.
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“We had no mentoring. Noneat al. | wasgreen. | knew <0 little about how this
thing worked. | thought if | played well and taught well that that would be enough.
Nobody told me different until my seventh year when | dmost lost the job. | didn’'t even
hear the word mentoring around our building until afew yearsago” (mde full professor).

“I don’'t have amentor and that hasn’t been emphasized at dl. | think it's probably
agood idearthat | should have one. Right now | would say there is no mentoring
program” (mae assistant professor).

“As| moved into asenior role there are very few mentoring supports for what a
senior faculty person should do or how to do it or how to change direction from being the
racehorse to being supportive to others’ (female full professor).

“I’ve dways been told, you' re senior so you don’'t need mentoring. | tend not to
agree with that but | eventudly just let it pass because | found that | was considered
irritating by continuing to ask for mentoring.”

“In my college we were required to have amentor. At some point my chair said,
‘So and so isyour mentor.” | said, ‘ Excuse me, that's the person I’ d like the least. Could
we please change tha? The guy was a schmuck. It would have been awaste of my time.
| felt very uncomfortable because he had dready checked with this guy and so my
switching meant that everybody involved knew about it.”

In turn, providing mentorship for faculty of color is viewed as a necessary support for
retaining them at the indtitution especialy with respect to the promotion and tenure process.

“There are subtle things. Two people may have the same knowledge but they
organize the materids differently and that makes a difference. Faculty of color need to
be able to network. They need advice, what to prepare for and how” (male faculty of
color).

“In the search for federa grantsit’simportant to have atrack record and being
somebody with that track record can be quite daunting if you don't have strong
mentoring. | think women of color and other minorities do not get mentored in astyle
that is absolutely critical for being successful in science” (femde faculty).

| nstitutional L eadership
For the most part, leaders on campus were highly criticized by the faculty as creating
sgnificant impediments to faculty work life. A few leaders were singled out as especialy good
and effective, but the vast mgority of complaints faculty had about the indtitution were focused
on the power and decision making of department chairs, vice deans and deans, and other upper-
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level adminigrators. Faculty had multiple examples of leaders that were, in their words,
incompetent, abusive, double-dedling, poor managers, and power hungry. Faculty of color, in
particular, raised concern about relationships with leeders in the HERI survey.

About one-fourth of dl faculty of color are not stisfied with their relationships with
adminigrators (see Table 1-44).

Nearly 60% of white faculty fed satisfied or very satisfied with their rdaionships with
adminigrators (see Table 1-44).

At times during the focus and discusson groups, the individual leaders themselves were
blamed for their behavior, while at others, the system was blamed for providing little training,
support, or intervention.

“For years we had a chair who was loved dearly, but he never managed to put
thingsinto the catadlogue. He was redlly screwing the students because he was
incompetent. So, they make uswork harder because of their incompetence and this has a
direct impact on the sudents’ (femae full professor).

“The Peter Principle operates excessvely. People are dways hired into positions
where they are totaly inept. We tend in the sciences to hire people who have a very
active and vigorous research program that iswell supported. It's not doing them afavor
because there' s an implicit assumption that because they’ re great researchers they’ll be
great adminigtrators and it Smply does't hold water. So we end up putting peoplein
positions because of a curriculum vita, which isn't reflective of their ability to work with
people’ (male associate professor).

“My department head is not agood manager. He'll take the path of least
resstance. If you redly go in and ssomp your feet about something and raise holy hell
then you'll get some action. He prefersto avoid conflict. Our dean is not a good
manager. He's off promating himsdf” (femae faculty).

“One of the problems with our dean isthat | think he’ s afraid to ask for anything
because he thinks that will show he doesn’'t know how to control the college.”

“Not everybody is meant to be an adminigtrator. If you're going to put somebody
as a department head they ought to be helped. Like, excuse me, you need to have your
people skills enhanced, or, if you haven't gone through hiring someone, then you need to
learn how to do it. We spend so much timein committees, wouldn't it be nice if we
successfully taught people how to conduct meetings?’
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Expanding who takes on the role of leadership in the ingtitution was presented as a
chdlenge due to inadequate supports and a system that emphasizes hierarchy and authority over
shared governance and collaboration. Without dramatic changes, the “ color and gender of

power” islikely to remain the same.

“Department chairs are not appreciated. They’re certainly not compensated at our
college for anything thet they do. Their work isridiculous. Their loads areridiculous.
They end up doing dl kinds of busy work. There' s no time for leadership or thinking
about where a department ought to go. | have refused to take on that role because | think
it savery destructive place to be. Department chairs and administrators can only give
faculty support if they fed supported themselves’ (female faculty of color).

“Out of dl the departments [in this college], there are no women heads. The
distribution of women and minorities across the campusis limited as you go up the ranks.
That’s an increasing problem and concern. That affects who' s invited into the
conversation and who makes these very key decisons’ (femde faculty).

“There are equity issues in my profession between men and women. Itisafemde
dominated profession but men are the directors. Men are the folks that have a quicker
rise to the top and don't suffer glass ceilings. 1t redlly does happen” (mde faculty).

“The dean doesn’t know how to deal with women who are strong. He has lost
every female chair that he ever had.”

The seemingly arbitrary use of power by leaders and mysterious decision making
processes that deny faculty information and grievance recourse produced anger and tearsin the
interviews and discussons with faculty. The discretion of leaders as to whether or not to

implement campus programs and policies was epecialy taxing for women.

“If the department chair hates your guts, no matter what you do you are dead
mest. Y ou can use that asadirect quote. They're very powerful. They're dictators.”

“It' spunitive. It's painful and it’s hoarding of knowledge. 1t's hoarding of
information and maybe you' Il get thisinformation or maybe they won't giveit to
you’ (female faculty of color).

“Thereisthe perception that alot of decision-making goes on behind closed
doors. You don't know why the decisons came out that way or why people were hired
or not hired. Soit leavesthisair of distrugt, uncertainty, akind of mysery, you're
skeptical” (female associate professor).
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“Deans and directors and the full professors are male. There are very few fulll
professors thet are femade. So while Pete Likins can comein and have a perfectly good
atitude and an expectation that thingswill change, | fed that it’ sthismiddle
management group that won't and don't have to change” (femde faculty).

“We talked about how positive the president was but | fed that abig blockagein
many collegesisthe deans or assistant or associate deans. | don't fed that they’re very
accountable. You fed like you have no recourse because you can't fight those deans.
The upper adminigtrators, the vice-presidents will say it isup to the deans. So you start
wondering who makes the decisonsin the universty” (femae faculty).

Accountability and | ntervention

Faculty were grestly concerned that campus leaders who continue to be problematic for

the indtitution are not removed. Faculty were especiadly distraught by the dissonance they

perceived coming from the upper administrator who claims to take faculty concerns serioudy

and yet dlows some leaders to remain in their positions at the indtitution. This Situation can
detrimentaly and substantialy impact the career success of faculty.

“Some adminigtrators and deans are eva uated and have gotten very undesirable
feedback from faculty but the university has retained them and they continue to work in
the indtitution when they have extremely low ratings. | think that creates red problems
for faculty advancement” (mde faculty of color).

“Even when they're horrible you can't get rid of them. They’re not fire-able’
(female associate professor).

“There has not been achair in our department for longer than two years so you
can imagine what it's like to go through the tenure process. Two of these people were
recruited nationally and resigned under protest because they could not work with our
dean” (femae faculty).

“Every place | go across the univergity, we' re not quite the laughing stock but
everybody’ s saying, ‘so how'syour dean? It just amazes me that this should have been
dlowed to continue. The university adminigtration has to assume responghility for
what's happening in this college.”

“People file harassment complaints againgt somebody and the next thing they
know that person that was charged is appointed to be the chair of the committee that
writes the harassment guidelines for the college. It's going to take more than just bringing
in new attitudes. 1t's going to be gppointing the right people. It's going to be putting
people on notice that they’ re going to be scrutinized for their behavior regarding these
issues and following through on that.”
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Faculty fet that many of the issues being discussed in the Millennium Project have been
addressed over the years by various faculty committees but have never been implemented. Still
others fdt that the leadership and administration were more likely to be resstant to change than

to condder innovation.

“I think that one of the impediments for meis al the task forces I’ ve been on.
Then years later somebody says, ‘why don't we learn about this? Well, hdll, we learned
about it about 10 years ago and nobody paid any attention toit. It'son a shelf
somewhere. What happened to that? Why did | spend time doing that? That’s one of the
things that has hindered my feding better about this place” (mae full professor).

“I hear alot of ‘no’s. | don't hear alot of people saying, ‘oh, hereé'san idea, let's
exploreit. Let’s see what we can do with it Rather, thefirgt thing | generdly hear is, ‘no
you can't do that'” (femde faculty of color).

“| fed likethisinditution is just one big dysfunctiond family. The deansand
directors are dysfunctiona children. If thiswere my dysfunctiond child, I'd get this
child hdp. | would be saying, I’m going to give you some boundaries and if you ingst on
regularly crossing these boundaries then you' re going to lose your job because it’s not to
be tolerated” (female associate professor).

“Thisfatigue factor setsin and when the Stuation doesn't get any better and
you've been complaining and complaining and complaining, then you look like the one
that’ s the problem.”

“The university investigated the complaints but the response was, well, your
management is incompetent and they do bad things but they do it to both the men and
women and therefore it’ s not a gender issue that we can take any action on. The findings
miss the boat that this type of behavior could have a disparate impact on the people who
are functioning as tokens in their organization.”

Faculty Governance

One grategy for rectifying faculty concerns about inditutiona leadership isto more fully
involve them in decisonmaking processes. Unfortunately, faculty stated that compared to other
indtitutions, they do not believe that there is true faculty governance on the campus. To some
femde faculty, the discretion of leaders to abide by faculty governance rules and procedures

seemed incongruent depending on the gender-related nature of the issue.
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“Thisis not aplace that has faculty governance. They don’t ask faculty opinion
on anything. We don’'t have avoice. Boy, that never happened at [previous inditution].
The dean was the chair of the faculty, not somebody who could make decisions on their
own” (femde faculty).

“People gtill get tenured and promoted over the summer when nobody’ s here.
Mostly mae adminigtrators make the decisons under the guise that thisisaStuation in
which they have to hire these people or promote them and give them the money because
they’ ve been given another job offer. There'sno faculty input” (femde faculty).

“Deans have incredible power. They have direct budget lines so the provost can
make them make the difficult decisons. The Board of Regents is saying we want more
faculty governance but the way their policy iswritten it gives the power to the old line,
authoritarian, adminigtrative white male sysem. The Board of Regent’ s policy and the
faculty handbook are vague® (femde faculty).

“I come from a culture where democracy is not dways the priority so when |
came here | thought | came to ademocratic country. But | find that thereis nothing as
undemocretic asthis university. People tell you one thing and do another. Everything is
spelled out in the books and yet the administration does exactly what they want” (female
faculty of color).

“We asked a question about a decision that’ s been made at the dean’slevel. Now
it's seen as insubordination and the department will be punished.”
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“In sdlecting anew hire or the chair, you vote. What was the vote for? The dean
chose the one with the lesser vote. That happened in trying to find anew faculty. The
recommendation was awoman and they invited the other person who wasaman” (femae
associ ate professor).

Work Lifelssues

Time M anagement/L ife Balance

The idea of “equa pay for equa work” isawidey accepted principle of fairness.
Numerous universty sdf-studies suggest that for equal work, femde faculty members are
underpaid. One of the common criticisms to these congstent findingsis that the workload is
different. The 1998-99 HERI survey offers a unique opportunity to test the difference in gender
workload, because measurements are made on a comprehensive set of possible activitiesfor a
faculty member. In afirg approximation (T-Test), the sample average workload differenceis
used to compare the two groups. But a difference observed between the two groups may be due
to some other sources of variation such as rank or discipline, because the nature of the activities
in the different groups raises different expectations. As a conseguence, the second order
gpproximation (Factorid ANOVA) analysis controls for these other variables. The prospect of
the conclusions being confounded by another variable in the HERI dataisreduced. The
following analys's condtitutes a good testimony of why we should control for variables with a
confounding potentid.

On average, male faculty members report working about 2.5 more hours than their female
counterparts. Thisdifferenceis satigticaly sgnificant (p =.04). (seetablel-1)

When rank and discipline differences between the two groups are taken into account, the
male faculty’ s reported 2.5 extrawork hours above, is reduced to 1.5 hours, which is no
longer gatidticaly sgnificant (p = .13).
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In other words, when rank and discipline are controlled, mae and femde faculty report
working about the same number of hours each week but how these hours are distributed
differ dramatically when examining ingruction, adminigtration, research, and consulting.
Ingtructional Hours: The 1/2 of an hour of additiona instruction that femaes report
vanishes when adjustments for rank and discipline are made. (As highlighted earlier,
however, teaching load dataindicate that overall women faculty have a heavier regular
and independent study load—see Table 3-9.)

Research and Creative Activities. The overal average 3 hours (p = .00) of extrawork
reported by amae faculty when compared to afemde faculty, isadatidicdly sgnificant
difference. Thisdifferenceisreduced to 2.6 hours and remains saigticaly sgnificant (p
=.02), when adjusted for rank and discipline varigbles. This gap congtitutesthe main
source of gender difference with respect to work load.

Consulting and Public Service: The rather narrow and non-sgnificant 2 of an extra
hour more work reported by males is enhanced to agtatigticaly sgnificant full hour (p =
.02) when controlled for rank and discipline.

Number of Publications: Male faculty members as compared to female report
producing more publications within the last two years (p = .00). However, when
controlling for rank, discipline, and hours of research, publications for femae faculty
dightly jumps ahead by a gatigticadly nortsignificant of .16 more publications within the
two years.

The andysisindicates that mae faculty report working 7/10th of an hour more than
femde counterpartsin an outside freelance capacity, and 4 hours less per week in
household duties.

Given the previous findings, it is clear that there are competing demands for dl faculty
time. Badancing them creates consderable stress for most faculty. In addition, HERI results
show:

22% of male full professors indicated that time pressures are “not at al” a source of

stress, as compared to 1.7% of femae full professors (see Table I-50).
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Women faculty report more extendve sress than do mae faculty dueto lack of timeto
accomplish al their respongbilities and tasks (see Table 1-50). Thisfinding holds true
even after accounting for whether or not faculty have children and controlling for self-
reported number of hours worked.

In order to meet their respongibilities, faculty stated that they frequently give up time
with family and children, lack socid connections with friends, are prevented from pursuing
hobbies and outside interests, and on occasion suffer hedlth problems due to succumbing to the
congtant performance pressures. Professondly, the Situation meant thet faculty rardly felt they
could give their fullest to any particular task or project, including teaching. So, while their own
expectations were high for excellence, the day-to-day redities of making choices for where to
put time and energy limited their ability to dways produce qudity results.

“I’'m concerned about the younger faculty and | look at that aso from a
perspective asif | had my career to do over again, would | have survived?’ (male full
professor).

“My own stress is caused from baancing teaching, writing, graduate studies, and
family requirements. There never seems to be enough time to do them dl right!”

”| have worked an average of probably seventy-five hours aweek, for the
mgority of the time, and the only time | take vacation is when they tdl me I’m going to
loseit” (femae assistant professor).

“When | have afree two hours between classes | can choose between updating
lecture notes for the upcoming class, reading the latest journa article, writing a handout
for sudents, analyzing data from some research project, or revising an article I'm
preparing for publication. Too often the students suffers.”

“I fed quilty dl thetime. You fed guilty you're not writing enough papers, and

then you fed guilty you're not giving enough time to the students in your teaching and

you fed guilty you're not giving time to your children whichthey need. So, | think I'm

congtantly struggling with the guilty feding. Always|’m doing thebest | cando but it's

dill fedsnot enough” (femde faculty of color).

Evidently, the time demands of on-going responsibilities often preclude opportunities for
advancing new initiatives. More than once, faculty noted that they are so busy “trying to keep
thelr heads above water” that attending to issues of diversity or multiculturaism was near to

impossible
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“Everybody istrying to juggle so many bals and keep everything together. There
isno interest in diversty because of that. They might be interested if they were calm and
able to survive themsdves and didn’t have these other overwheming problems. Thereis
no interest in mentoring. Thereis no interest in sharing resources with anyone who
doesn’'t have something to offer you back. If | let you use my equipment what equipment
have you got that | can use? If | let you use my contacts what contacts do you have that |
can use? | think it'sredly important for us to look at the whole perspective and try to see
what isredigtic in terms of what we can get people to do to support us when they’re so
busy trying to support and survive themselves’ (faculty of color).

“Noontime discussions and those sort of enriching, enhancing things get chucked
out because you have to give a class tomorrow and you have to turn in your grants or you
have to get your paper done or whatever. It's those kinds of things that are good for your
soul and make you a better professona. Unfortunately, they rank red low on the bottom
of theligt” (femde faculty).

“There is dways a push to Start new initiatives and there isn’t support to even
continue things that are your everyday job. It's ways a struggle to keep up. I'mtired
right now. | used to be very, very active on campus. |’'ve had to stop because | fed eaten

up.”

Some faculty mentioned their inability to be effective role modes to graduate students
with respect to balancing teaching with the other demands of faculty life

“I’ve had graduate students who say | don’t want to go into academia because |
can see how crazy you are and | don’t want to be like that? 1t's very difficult to work in
these conditions and then encourage others here that thisisagood career” (femdefull
professor).

Many more women than male faculty addressed the additiona demands of trying to
ba ance faculty responghilities with individua responghilities. As men spoke they tended to
primarily focus on their campus lives. For women, the essence of their lives and careers seemed
to ebb and flow more fluidly between the indtitutiona and persond rems. Thus, the dynamic
interaction of these worlds depended on female faculty’ s ability to balance the multiple
responghilities of home life with their individud motivations and gods for professiona success.
Women did not necessarily grieve the sacrifices that they had to make to do this, but they did
take verbaly to task individuas and/or indtitutiond policies that seemed intent on inhibiting ther
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endeavors and ambitions. On the other hand, femade faculty did query why it seems that women

are usudly the ones to have to make the difficult choices between family and career.

“Our medtings typicdly start around sx and finish around seven. The response
when | said something was, *Wdll, you don’t have to show up but if you don't show up
we will talk about you.” So, I’'m watching the clock and I’ m redlly wanting to go home.
Thefact is as different people get up and leave, they are the ones who are talked abouit.
It sredly terrible. They ether get assgned to some task that they may not want or they
get abused and talked about such as questioning why are they in this department at al”
(female assigtant professor).

“Many of us have parenta responsibilities. We have spousa responsibilities. We
may have parents that we have to take care of. We have the heavier load of students
because it' s hard for usto say no because we remember what it was like. We have the
same pressures to publish, to serve on committees. No wonder there is no room for usto
provide time and energy for additiond leadership’ (femade faculty of color).

“To get to be an associate professor with tenure you are so worn down that you
need at least ayear to regroup and then you make the choice. Will | continue to work a
this pace for the next 8 years or 6 years to become afull professor or will | take some
time to reflect on what I've done, to look at qudity of life indicators? | had to say my
daughter’ s life and my sanity are worth more than my promotion to full professor. I've
aways been agood teacher and I’ ve always had an excdllent servicerecord. It'sjust that
my research record has dropped because | made the decision that I’m not going to
sacrifice mysdlf and my family to get to the next level” (femde associate professor).

Male faculty were just as likely to mention the balancing demands of teaching, research
and sarvice, but far less likely to directly address what this meant to their homelife. In doing o,
it appeared that awife or partner must be managing the household.

“The chair proceeded to tell me that when he was an associate professor he
worked sixty to ninety hoursaweek. | sad, ‘Wow, it would be niceto have awife’ He
sad, ‘Fifty hours aweek doesn't cut it (femade faculty).

“I have young kids and there are probably two to three days aweek where | leave
before they get up and | get back after they’ ve gone to bed” (male assistant professor).

“All the mae faculty usualy are here five days aweek, ten hours aday and most
arein here a least one day on the weekend” (male assistant professor).

Campus Climate
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In addition to what has been articulated earlier in this document, faculty perspectives on
campus climate took avariety of forms. Within the interviews, focus groups, and discussion
groups, faculty shared their sentiments about the trestment and acceptance of various individuas
and groups as apart of the campus community; they made specific comments about the physica
nature of the campus, they told heart- breaking stories of experiences of discrimination both overt
and subtle; they sngled-out examples of leadership and policies that create a negative work
environment; and they expressed their blief in the critica historica juncture in which the
indtitution is poised to ether truly improve itsdf or face a new millennium as adigointed and
disconnected learning community.

In the following section, nine specific agpects of campus climate will be examined that
characterize the inditution and that emerged directly from the faculty dislogues. perspectives on
the environment; incivility, animosity, and humiliation; the physicd environment; multiculturd
and diversity issues; isolation and stress; competition; buying into competition; replicating
traditional gender roles; and empowerment issues.

It should be kept in mind that campus climate is not just about “warm and fuzzy” or
“hurt” fedings. Instead, it isthe lived experiences of faculty lives, whichin turns, impacts the
academic excdlence pursuits of the entire indtitutional community.

Per spectives on the Environment

Faculty were asked to rank on the HERI survey avariety of statements about ingtitutional
and individud priorities. These items were analyzed to investigate for significant differences
across gender and race/ethnicity.

Over 80 percent of the entire faculty believe that enhancing the indtitution’ s national

imageis of ahigh or highest inditutiona priority (see Appendix H).

Over three-fourths of the faculty fed that increesing or maintaining inditutiona prestige

isahigh or highest inditutiona priority (See Appendix H).

About hdf of femde faculty congder it avery important or essentid priority torasea

family, but over 70% of mae faculty share this priority (see Table I-36).

While about one-third to one-hdf of al faculty do not consder it a priority to influence

the political structure, influencing socid vaues is much more important to them (see

Tables|-25 & 1-27).
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About 50% of women faculty and approximately one-fourth of men faculty fed that it is
an essentid or very important persond priority to influence socid vaues (see Table -
27).

More than three-fourths of respondents indicated that they were satisfied or very stisfied
with their autonomy and independence (see Table 1-41).

Faculty of color are less satisfied with the autonomy and independence of their pogtion
than are their white colleagues (see Table 1-41).

Women are more likely than mento think it isimportant to obtain recognition from their
colleagues (see Table -34).

Faculty of color are lesslikely than their white counterparts to be satisfied or very
satisfied with the competency of their colleagues (see Table 1-43).

Satisfaction with professona relationships seems to decrease as faculty of color move up
in the academic ranks where over 15% of faculty of color who are full professors are not
satisfied with their collegid reaionships (see Table 1-42).

During discussions with faculty, they showed concern about the lack of community and
esprit de corps on the campus. There was common agreed that a negetive work environment
impacts al members of theindtitution. Indeed, the faculty described a pervasive negdtive
attitude on campus as an inditutiona crisis. Given that faculty pointed to a sense of collegid
community as one of the primary factors that supports their work at the indtitution, their disiress
over the fragmentation of community seems avery red threat to facuty productivity and
retention.

“We don't have a sense of overall purpose other than to know that we should do
our job aswell aswe can. There' sno esprit. If you called agenerd faculty meeting of
the university, nobody would come.  It' s the culture of the university” (mae associate
professor).

“Y ou have aticking time bomb, as far as I’ m concerned, with regard to
maintaining ared soirit of caring at thisinditution. | have spent time investing in the
indtitution. I’'m proudto bea U of A. Soit hurtslike hell to see what we're doing to
oursalves now” (mae full professor).

“I think the climate of the university needs to be more humanitarian and to
encourage people to collaborate and be more productive. | realy don't see it happening
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anytime soon because whenever money istight people do not think of others, they think
of themsdlves’ (femde faculty of color).

“I find it very difficult to tel young women that thisis a place they should come
be employed and fed like they would have a chance for success’ (femae associate
professor).

“The crigsin my opinion is not that | am not rewarded but the crissto meisthe
future’ (male associate professor).

Incivility, Animosity and Humiliation

An overarching theme that was raised by the faculty was the seeming acceptance and
toleration of behavior that most people would deem lewd, obnoxious, caustic, and just plain
mean. Many faculty complained that hogtile individuas usualy got whet they wanted. Rather
than being ogiracized from the group for their lack of collaboration and community spirit, they
were more likely to be rewarded for being aggressvely sdf-centered. Faculty asked the question
of themselves, “isthisthe kind of role-modeling we want to provide to sudents?’

“Ironicaly, bad teachers and hostile individuals are rewarded. They are kept
away from teaching, from students, and no one wants them on a committeg’ (female
associate professor).
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“I amtired and sck to death of the internal bickering that goes on and the
jealousies. Y ou can have alittle issue come up on email and you'll get 45 pages of
people responding. To me, people are way too petty. In the overadl picture of life what
difference does it make?’

“Who wants to go to work everyday with people who are so angry and explosive
and display that dl thetime. Y et, those are the people who get the ear of everyone.
Thelr anger is aweapon that they use to frighten everybody and then we're dl engaged in
keeping that angry person quiet” (femae faculty).

“There has been and il continues the ability for somebody who isabully, not a
good negotiator but a bully, to get their way because the university backs off and is
scared. Men tend to bully more than women. They tend to carry out threats more even if
they’re cutting off their nose to spite thelr face they will file alawsuit much fagter.

So that makes it harder for women” (female full professor).

“I have heard around campus that people fed bullied by their supervisors. This

may be more of a saff issue than afaculty issue but it creates the dlimate. If we don’t
address it then we' ve created a climate in which bullying is okay” (femde faculty).

Physical Environment

Another finding that emerged from the data were faculty concerns about the physica
environment of the campus including building congtruction.

“It' sinteresting how Speedway [Boulevard] isadivider on campus. Speedway
could be acanyon or ariver given the amount of activity or collaboration that does not
cross that boundary” (mae faculty of color).

Previous research studies and literature has indicated that persor+ environment
interactions are grestly impacted by the physica structure of the inditution. This proposition
tends to ring true for faculty a the University of Arizorna. They were significantly distressed by
how the physical climate effects sudent learning and campus members overdl well-being. As
might be expected, faculty with disabilities were acutely aware of any physica access
chdlenges.
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“My concern isfor the organic whole. What the construction does to the day.
The poor students. Oh my God, the poor students. Just the noise. Thereisno logic to
having this building going up and that going up, al a the sametime. Thisused to bea
very beautiful campus, very tranquil and calm during the day. There should have been a
srategy about timing these things. How can you have a congenid climate? Where was
faculty input?” (femae faculty of color).

“Somebody did not anticipate that the renovation was going to create more access
issues for the dissbled” (made faculty with disability).

“The Integrative Learning Center decisons with regard to accessbility for
disabled students, faculty and staff seem to beignored. One of the focal points of the
building is a set of sairsthat will architecturdly talk about community and building
community, however the stairs are unable to be accessed by those who are in whedchairs
or differently-abled in other ways.”

“One of the things that has been difficult isthat thisisthe third time I’m moving
sance I’ ve been here. That's been apain in the bum. So I’ ve had to go to three [abs while
they’ re tearing gpart another one. Recently they tried relocating me and some other
people into the basement of the building but when they planned out the congtruction of
the laboratories they didn’t put in any money for furniture’ (mae assistant professor).

“There are impediments physcaly, like parking isan issue. Directions, maps,
sgns, things like that are barriers to the genera public and to a new employee.”

Faculty highlighted the inherent contradiction of garnering new resources for the
indtitution for buildings while continuing to dlow sdaries to be well below the nationd average.
One faculty member felt that the sdary inequities on campus could be easily reconciled if only

the resources were focused on people rather than congtruction.

“So much money goesto that building and you're worrying if you'll bein anyway
compensated. The cost of the sink in that building would equaize compensation for
faculty.”

“The univergty has an ‘edifice complex. We rewilling to have lots of money

put into structures but rarely do we put money into personnel where it really needsto go”
(femdefaculty).
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Faculty also complained about waking (or wheding--in the case of whed chairs)
long distances between their offices and their classrooms and the lack of accessible office, lab,
and sudio space. All these factors seem to affect the development of alearning community on

campus.

“There are departments where ten and twelve faculty arein different spots. How
do you build collegid relationships?’ (male assstant professor).

“One of the biggest problems that we have as a department is that we' re spread
out over the entire campus. We were just talking about this that it would be niceif we
werein asomewhat contiguous pace. It's like someone said, | can't bump into you in
the halway if we don't have ahdlway.”

“I think it's even more difficult for the sudents than it isfor the professors. The
student offices are in three or four different buildings, so you don’t have any common
place for the sudentsto interact. Higher, formdized intellectud levels are stymied when
thereis not additiona informd interaction. That's where red knowledge production
comesfrom” (mde faculty).

Multicultural and Diversity | ssues

In some parts of the indtitution it appears that there is direct resistance to diversity and
even adenid of any sort of conflict related to diversity issues. The HERI findings show:

Both genders do not believe that thereisalot of racia conflict on campus, but they differ
sharply in the degree of their bdliefs. Thisfinding is most apparent for full professors,
where 74.5% disagree strongly (see Table1-9).

Faculty of color are sgnificantly more likely than white faculty to agree that there are
racid tensons. However, the primary difference seemsto exist within the full professor
rank where over two-thirds of white faculty strongly disagree that thereisalot of racia
conflict (see Table 1-10).

About one-fifth of al faculty of color believe that creating a multicultura environment

on campusisalow ingitutiond priority (see Table1-23).

Two-thirds of femae faculty, compared to less than haf of mde faculty, consder hdping
others and promoting racid understanding an essentid or very important priority (see
Tablel-28 & 1-30).
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