How Perceptions of Faculty at WSU are Changing: Results from the 2012 All Faculty Survey

ADVANCE @

at WSU
ABSTRACT SAMPLE CHA RACTERISTICS Five reasons for improvement department/campus climate (from open-ended responses) Five challenges for improvement department/campus climate (from open-ended responses)

: : . _ : Female Faculty | Male Faculty Female Faculty | Male Faculty
In spring, 2012, an All Faculty Survey was conducted to assess faculty members’ The respondents were representative of the university population of faculty by age, 1. Increased numbers of women faculty 1. Leadership 1. Sexism or discrimination 1. Mentoring
perceptions of changes in opportunities for career advancement for faculty at the gender, race/ethnicity, and rank. Slightly more men participated in the survey (58%) than S I e 5 ot 3 E‘i‘?‘i%@%?iéﬁ;i%@ipé?cb;ems : E??S%EE:?E.?EE%péscb;ems
university. The main purposes of the All Faculty Survey were to obtain baseline women (42%), but that difference was not statistically significant. The distribution of el e bl o — ¢ L?fiﬁfii‘nec”éf‘o”’i’ﬁfg; | ¢ 'F?fgs“}ifi?nec”éf’o“’?ﬁiﬁ?g; |
estimates of gender differences among WSU faculty in perceptions of opportunity for respondents by rank shows that full professors had the highest participation rate (33%),
faculty’s career advancement, perceptions of change in these views, and factors followed by associate professors (30%) with assistant professors (21%), non-tenure track Five themes emerged from open-ended comments offered by 57 faculty respondents (in descending
affecting the changes. The inclusive nature of the survey makes it possible to analyze faculty and other faculty having the lowest participation rates (11% and 6% respectively). order of percent citing). With respect to gender for faculty overall, men cited leadership (36%), while
how faculty member characteristics and their location in the university, I.e., their women mentioned both leadership (33.3%) and an increase in the number of women faculty (33.3%)
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= as critical factors for improvement climate. More female faculty mentioned sexism or discrimination
= than any other factor as the reason for challenges for improvement climate.

department or college, may affect perceptions of opportunity, discrimination and other Cordor DU ‘ —
related issues. The analyses indicate that gender differences exist among WSU professor | professor | professor | 50 faculty B
faculty. Women are more likely than their male counterparts to assess the trend as
trending a little worse rather than better.
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Male 135 (71%) 94 (54%) 70 (58%) 26 (42%) 13 (41%) 338 (58%) | BN p = Responses to the items

shown below suggest that women faculty recognize and may experience more episodes of differential
treatment and Dblatant discrimination than male faculty. Women faculty also worry about the
consequences of speaking up about these issues. They also find it difficult to raise issues about
family-related obligations that affect work and career.

Female 56 (29%) 80 (46%) 50 (42%) 36 (58%) 19 (59%) 241 (42%)

579

Total 191 174 120 62 32 (100%)

Gender

Total 2 22 46 o1 128 150 37

Worse Women Facu |ty Better Better Men Facu |ty Worse

Male 1(50%) 14 (64%) 24 (52%) 32 (63%) 66 (52%) 86 (57%) 27(73%) - >

Faculty in my department/unit treat men and 8%

. 20% 43% 27% women faculty equally 60% 25% !

Female 1 (50%) 8 (360/0) 22 (480/0) 19 (370/0) 62 (48%) 64 (43%) 10(27%) Most faculty would be as comfortable with a female 79
19% 33% 40% department/unit head as with a male 66% 25% ‘

department/unit head

- 100% 80% 60% 40% 20% 0% 0% 20% 40% 60% 80% 100%

INTRODUCTION

59 Sexdiscrimination or harassmentisa problemin my 3%

Research indicates that “climate” plays an important role in people’s satisfaction,

oductivity. engagement. and decision to remain at or leave a universitv or area of In 2012, the average faculty respondent at WSU in was 51 years old (S.D.=10.75). The _ % 10% department/unit 4%”"“_
gtud et %/r’leregisgno simple definition of organizational climate. A rece%/t survey of youngest faculty member who participated in the survey was 27 years old. The oldest _ BN oo icrimination esedon race/etmicy [ 12%_
. . . . . . instance of discrimination based on race/ethnicity
y, y p g . oo y WaS 86 years Old at the tlme Of Survey |mp|ementat|0n. Wlthln eaCh age group, more men |ti5ngtuncgmmgnfgrafemalefacultvmemhertg
4,500 tenure-track faculty at 51 colleges and universities found that faculty place great h o din th _ - 26% 1% presentanidea and getno response, but fora male 256 I0gyes _
. . . - - t an women partICIpate 1 t e Survey faculty member to present the same idea and get
value on departmental climate, culture, and collegiality and that these qualities are acknowledgement
critical to retention (Callister, 2006, Harper and Hurtado, 2007). For the purposes of RESULTS B o B oo wnenterscan G0 SO _
I " " " . Men faculty are more likely than women faculty to
thIS StUdy’ Cllmate IS deflned as. - 29% 23% 12% be invulv::ininformal so:;;Inetwurkswithir:r;e 2%11% 22% _
i i i i i i i - department/unit
omen faculty are less likely than their male
The current, common patterns of important dimensions of organizational life or its | . Interact | | - There is a - w T omen st sy o thirmle i gy _
members' perceptions of and attitudes toward them. considerable similarity in faculty answers to the 15 items, which concern various aspects politics and administration
. - - L - o of feeling respected. For example, the percent of faculty who believe the situation is as S P e Aok RO so 00
Organizational climate, therefore, is the individual’s perception of the organization’s ! ; . :
J P P g good as or better than three years ago ranges from 50% to 92% across the 15 items. On TR S 4 THEETEEEE ATHEEEITIETEE [ GEErEs

policies, practices, and procedures. Although such perceptions may or may not
accurately reflect climate, they are critically important because they shape individuals’
behavior at work and their feelings about the organization (Seibert et al., 2004). In

average, respondents are about twice as likely to think things were already good three

years ago or have gotten better than to think that things were bad or have gotten worse.
The item to which women and men responded most positively was: “l am treated with

addition, individuals within a work unit are thought to share perceptions of the climate " ) Woee | WomEh FEculy T Lelite Men Faculty Worse
Of the WOI'k Unlt (HU'IH, Fltzgerald, &. DraSQOW, 1996, Selbert et al, 2004) A SUbStantlaI reSpeCt by departmental Staff Nearly the Sl percent Of WOMEN and men (94/0 and | often have to forego personal activities because of
amount of research exists regarding the relationship between individual variables 92%, respectively). At the same time, male and female faculty express a similar degree of . 1 3% S professional responsibiltes. e - =% .
Including age, gender, and rank on perceptions of climate (Thoreson et al., 1990). We gegatltwty tc.),r) tzzeo/ltem,d |502/ave a v0|t(_:e Im hgwl resom;rcesf arel aIIocIated W'”"T‘ my . 16% 43% 30% I eel that | fit well into my department or unit 33% 43% 16% l
extend this line of research by gender-disaggregating from the 2012 All Faculty epartment, i (42% an oUY0, Tespective yr?' Ny -a_ e\I/v _em_a;_e-mae cc_)rr?parlsons | am able to navigate well unwritten/informal rules
Survey to understand how faculty university-wide feel about changes that occurred at regarding climate and interactions reaches statistical significance with women 1o 1% a8 650 concerning how e i to conduct onesefasa faculy (NGOG 52% 11% %

member

expressing more negative views (see items in bold).

WSU between 2009 and 2012 across various dimensions of organizational climate | have to work harder than my colleagues, in order to
: : : : : T4 : : 29% 30% 256 be perceived asaleg\;{timategschc;lar Lo Lent Line
Including collegiality, workplace climate, opportunities for promotion, and leadership. . Women Faculty s o Men Faculty . | e m—E——
— > - 28% 33% 18% of departmental/unit colleagues for fear it might [ 12% 26% 30% -
RESEARCH OBJ ECTIVES -8% 65% 15% | am treated with respect by colleagues 19% 65% 6%. affect my reputation or advancement
Institutional inflexibility and climate have slowed my
. - . . - . - 7% 683% 139% I am treated with ::T‘sapilregtrl:‘\;:: department/unit >4% . — . - 37% 22% 14% career progress 15% 22% 27% -
To assess how climate and interactions with colleagues in one’s primary | am comfortable in raising personal and family
d ep artment/unit chan g ed between 2009 and 2012 i% 81% 12% |am treated with respect by departmental staff 16% 76% 3I - 33% 42% 9% respﬂnsibilitieswhen;:_hezl_ulingdermrtmentalfunit 18% 49% 19% .
onligations
_ - - e c 19z 199y !feel like a full and equal participant in the problem- (UG8 e oo, - - 599 3% 0% | often have to forego professional activities (e.g., 11% 579 21%
To assess faculty’s perceptions of how opportunities for faculty at WSU changed solving and decision-making in my department : ° e i o ;
between 2009 and 2013 - 17% 579% 11% FaCUImeEtingsa"t‘::i?\:i:::;gamcmamstoShare 15% 67% ?%- - 27% 36% 29 Persone;llizzdogsc:gjlr:tiﬂii?:gfececr:n;:w;iggigts have 11% 299 28% -
. . Colleagues regularly solicit my opinion about work-
How the changes differ, if at all, for male and female faculty B 1a% 64% 1% retated matcers(uch astenching research and ({4596 68% 1% B8 o s e a0 e ow am e w100
M ETH OD S 22% 51% 9% | feelisolated in my department 7% 63% Strongly agree Moderately agree Moderately disagree M Strongly disagree
21% 56% 9% | feel that colleagues value my research 15% 60%
An AII FaCUIty Survey WaS Implemented In Aprll and Ma.y, 2012, by the WSU SOCIaI and 1% 549 99, Ifeelthatlcanvoci’:;i:::rnt::::ionsopenlvinmv 14% 63%
Economic Sciences Research Center. The questionnaire consisted of 64 separate CONCLUSION
c c 5 o | feel excluded from informal networks in m
guestions. However, each respondent was asked to respond to up to 227 individual L > e department T o3 _ » N _ _ )
items. The population for the study was described as the Washington State University " " e —— o Our analysis elicited a strongly positive assessment of the climate at WSU from 2009 to 2012 with 57% to
faculty from which a random sample of 1,167 faculty was selected. The survey v 92% describing the situation as good or better than three years ago. Large percentages of both male and
introduction indicated that participation was voluntary and that all data collected B oo = B cnmicedty mydeparmene | — female faculty felt that the climate had stayed the same or gotten better during that period. However, it is
would be maintained as confidential. Each respondent was informed about the N oo - B 1doagreatdeal of servicethat is not formally  JiJ co% also clear that male faculty are considerably more positive in their assessment of climate, interaction,
- recognized by my department . c . c c 5
. . Committee assignments are rotated fairly so that . . . .
Survey averaged about 50 mlnutes to Complete- The Survey began on March 26 2012 - e >8% 2% faculty participate about equally e 65% Compared tO abOUt half that many (8%) women. Slmllarly, female faCUIty are Sllghtly more Ilkely (17% for
. . . 0 a great deal of teachin at is not forma 0 I I I
and continued through May 29, 2012. Of the 1,167 faculty members invited to e o 63% g ! doaereatdeal ofteaching thatis not formally g 70% women compared to 11% for men) to see things as having gone from bad to worse in the last three years.
participate, 451 completed and 177 partially completed the survey for a response rate i ew @ 4w s G 0% 20w  ao%  oo%  so%  100% Although the current analysis conveys a consistent pattern ot differences that is common across Issue
of 53.9%. Retter now than three years ago No change(as good as three years ago) areas, it provides little insight into potential explanations for the more negative assessments reported by

No change(as bad as three years ago) B Worse now than three years ago women faCUIty. This is a queStion that reqUireS more detailed analySiS of the survey data.



