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PURPOSE

Embedded in the word “evaluation” is the word “value.”  What we value is what we evaluate. The mission statement and strategic plan of our university contain strongly worded declarations of how much the university values human differences and increasing diversity. If we truly value diversity on our campus, then it is essential, if not compulsory, that we evaluate our campus climate for diversity. The research described here comes from an assessment project to evaluate whether a gap exists between rhetoric and reality on our campus. 

At Gonzaga University, we think of diversity as an affirmation of our faith-inspired commitment to an inclusive community where human differences thrive in a working and learning environment characterized by mutual respect and the pursuit of social justice. In this context, race, gender, ethnicity, age, disability, social class, religion, sexual orientation, language, and other human differences are all seen as contributing to the richness and depth of our intellectual community life.  Our differences enrich us individually as human beings and collectively as a community striving to more completely actualize our university mission. 


Given this sense of what diversity means to our university community, our research question is: What is the state of diversity at GU?  To answer this question, we have undertaken a two-part effort called the Campus Climate & Assessment: Going Beyond the Survey program. This program is a collaborative partnership between the Office of the Academic Vice President, the Student Life Division, and the Office of Mission - Intercultural Relations. To carry out the process, the Campus Climate Committee was appointed by Sue Weitz, Vice President of Student Life; Stephen Freedman, Academic Vice President; and Father Pat Lee, Vice President of Mission

Step 1 of the process is to administer separate surveys to the students, faculty, and staff of the university to gauge campus climate in the places where we form and inform our students, i.e., the classroom (Academics), the residence halls (Student Life), and the sacred spaces (Faith and our other Mission Values). Step 2 of the process is the application of the survey results to improve the campus climate in all places.

The report that follows contains the results of the survey of the faculty. The staff were surveyed in Fall 2008. Students were surveyed in Spring 2008.

The Service of Faith & Promotion of Social Justice begins at home; in this case, we are beginning on our home campus.   The end goal of all of our research is to identify the unintentional systemic injustices on our campus and work to change them.  This is an on-going process at all Universities, and we believe our work provides an innovative model for approaching this important task. 

As a result of our efforts, policy makers and program directors will have empirical data to make information-based decisions addressing academic, student life and mission-driven iniatitives to staff which are logically aligned to desired outcomes.


METHOD

Survey development

The committee’s first task was to define the variable “campus climate.” Based on the definitions outlined in five scholarly articles (listed in Appendix A), the committee developed this definition:

“We at Gonzaga University, use the term “campus climate” to describe the cumulative and continuing perception of the extent to which students, faculty, and staff feel safe and valued. It includes attitudes, experiences, and behaviors, which affect the personal development of the campus community.”

Measures


The next task for the committee was to create a survey that would capture the “attitudes, experiences, and behaviors” described in the definition. 

Much of this work had already been done for the student and staff surveys. However, the faculty survey was much shorter than either the student or staff versions. Most of the items in the faculty survey were drawn directly from the student and staffs surveys but other items were added to reflect faculty roles and to reflect the mission of the university. 

The survey contained several different types of questions requiring different analysis, as described below. The types of questions were:

· Likert-style scales

· Yes or no questions

· Ranking questions

· Open-ended questions asking faculty to comment on their experiences 

Likert-type scales

Fair treatment for all: This scale asked if faculty perceived that “At GU, people are treated fairly regardless of their …” and then include protected dimensions such as race/ethnicity, gender, sexual orientation, etc.

Mission: A previous study of department-level support for mission-related activities (Pepper, Hazel, Tredennick, 2008) created and validated a measure of seven factors of Jesuit education. The authors identified the seven factors through research on the missions of Jesuit universities, readings such as “Characteristics of Jesuit Education,” and conversations with Jesuits. The seven factors included in the scale are Cura Personalis, Discernment, Jesuit-Lay Collaboration, Magis, Finding God in All Things, Women and Men for Others, and the Service of Faith and Promotion of Social Justice. The resulting scale contained 40 items but was shortened to 23 items for the purpose of this study. Cronbach’s alpha = 0.97. A sample item is “Faculty in my department is supported when they engage in the following Ignatian (Jesuit) practices: Developing personal relationships with students.”

Belief in the Mission: A three-item scale measured faculty perceptions of their own involvement in the mission of the university. Cronbach’s alpha = 0.75 A sample item is “I live the mission statement of Gonzaga.”
Campus Policies: A three-item measure of whether the policies of the university support diversity and mission was developed for the staff survey through a series of consultations with staff members. The intent of this scale is to measure how the university policies (what’s written in the handbooks and other guides and manuals) support diversity. The original scale used in the staff survey was adopted verbatim for the faculty survey. Cronbach’s alpha = 0.90. A sample item is “The policies of GU's administration are consistent with the university’s mission.

Conversations and Interactions: A four-item measure of the frequency of university members conversations and interactions with diverse others and on campus was developed in consultation with staff members. For the faculty survey, several items were added to reflect the teaching, research, and service roles of faculty members. The resulting scale contained seven items. Cronbach’s alpha = 0.88  Sample items are “At GU, I have performed service activities dealing with diversity.” and “At GU, I have participated in diversity-related activities.”
Meaningful Institutional Support: A three-item measure of perceptions of how much the university administration supports initiatives related to diversity and is interested in issues of diversity was developed in consultation with staff members. For the faculty survey, several items were added to reflect the teaching, research, and service roles of faculty members. The resulting scale contained eight items. Cronbach’s Alpha = 0.95. Sample items are “GU supports faculty participation in diversity initiatives related to teaching” and “The top administration at GU is interested in diversity issues.”

Campus Supportiveness for Diversity: A three-item measure of how well the campus supports diversity through activities, services and visible signs was adopted for the student survey and used on both the staff and faculty surveys. Cronbach’s alpha = 0.88. A sample item is “There is a sufficient amount of multicultural activities held on campus.

Yes-No questions

Faculty were asked the following yes or no questions:

· Has GU ever EXCEEDED the obligation(s) you felt were promised to you in respect to diversity and/or Goal 4 of the strategic plan (to increase diversity and affirm the value of human difference)?

· Has GU ever FAILED to meet the obligation(s) you felt were promised to you in respect to diversity and/or Goal 4 of the strategic plan (to increase diversity and affirm the value of human difference)?

In addition, faculty were asked to respond yes, no, or maybe to questions about whether they would make certain decisions. These decisions included:

· If you had to do it over again, would you make the decision to work at GU?

· Would you recommend working at GU to a respected colleague?

· Would you recommend attending GU to any prospective student?

· Would you recommend attending GU to a prospective student from an under-represented group?

Ranking Questions

Faculty respondents were asked to rank several diversity issues from most problematic on campus to least problematic. The issues were race/ethnicity, gender, sexual orientation, disability, religion, and age.

Open-ended questions

Open-ended questions asking faculty members to comment on their experiences will be read and content coded by two coders who will work independently from each other and later compare their answers to resolve any discrepancies. 

SURVEY ADMINISTRATION


The survey was hosted on the SurveyMonkey website. The finished survey was sent to all Gonzaga faculty via email the faculty listserv. The email was sent by Earl Martin, the Acting Academic Vice President. A reminder email was sent one week later, again by Martin.

Respondents

Almost 219 faculty members responded to the survey. Several surveys were incomplete and the final sample size was 196 for a 49 percent response rate.

Notes and Caveats

Differences between groups: Conventional statistical methods were used to determine if observed differences between groups were statistically significant. While generally this determines that the differences between groups are greater than we would expect to find by chance, there still is a small likelihood that the differences described here did occur by chance. 

Number of respondents: The number of respondents varies in the different categories examined because some respondents did not answer all the questions.

This report has been developed to describe in an accessible format the work undertaken by the Campus Climate Committee so far and communicate the preliminary results of the survey to the Gonzaga community.
Glossary of Terms

AHANA = African-American, Hispanic, Asian, and Native American

GLBT = Gay, Lesbian, Bisexual, and Transsexual

Generation 
Birth Years

Traditionalists
1900-1945

Baby Boomers
1946-1964

Generation X
1965-1975

Generation Y
1976-1995

Who Responded

Gender


Female
74

Male
105




Race


White
147

AHANA
27




Disability


Have disability
8

No Disability
167




Age


Generation Y
8

Generation X
59

Baby Boom Generation
45

Traditionalist Generation (>65)
66




Sexual Orientation


GLBT
11

Heterosexual
167




Religion


Catholic
65

Non-Catholic
99




Tenure at university


Tenured
91

Tenure track
55

Fixed Term
19

Lecturer/Senior Lecturer
13




College/School


No College/School indicated
21

College of Arts and Sciences
98

School of Business
29

School of Education
15

School of Engineering and Applied Science
11

School of Professional Studies
17

Foley Library
7




Time at GU


Less than 1 to 5 years
63

6 to 10 years
40

11-15 years
16

16-20 years
24

20 plus years
37




At GU, people are treated fairly regardless of their...


Strongly Agree
Agree
Somewhat

Agree
Somewhat Disagree
Disagree
Strongly Disagree

Race/ethnicity
24.3%
35.4%
23.3%
7.4%
6.3%
3.2%

Gender
22.4%
34.4%
17.7%
10.9%
10.4%
4.2%

Sexual Orientation
16.3%
15.1%
24.4%
22.1%
14.0%
8.1%

Gender expression/gender identity
17.8%
17.2%
23.6%
22.9%
10.8%
7.6%

Disability
26.6%
38.0%
19.6%
9.2%
5.4%
1.1%

Religion
24.2%
41.1%
17.9%
10.0%
5.3%
1.6%

Age
25.8%
42.5%
20.4%
5.4%
5.4%
0.5%

Faculty status
19.3%
31.3%
22.4%
12.5%
7.8%
6.8%

Staff status
17.9%
27.2%
21.4%
16.8%
11.6%
5.2%

Student status
26.6%
46.2%
19.5%
4.1%
1.8%
1.8%

Rank
17.3%
36.9%
23.5%
11.7%
4.5%
6.1%

Length of service at GU
18.5%
42.9%
17.9%
10.9%
5.4%
4.3%

Non-Christian status
24.0%
36.0%
22.3%
8.0%
6.9%
2.9%

Please rank the following diversity issues on the GU campus with (1) being most problematic of these issues and (6) being least problematic of these issues


1 

Most Problematic
2
3
4
5
6

Least Problematic

Race/ethnicity
25.0%
28.5%
20.9%
9.9%
8.1%
7.6%

Gender
9.7%
16.4%
32.1%
18.8%
10.3%
12.7%

Sexual Orientation
46.2%
27.2%
13.0%
10.7%
1.2%
1.8%

Disability
6.1%
12.1%
14.5%
29.7%
22.4%
15.2%

Religion
8.1%
9.9%
14.0%
21.5%
31.4%
15.1%

Age
2.9%
6.9%
7.5%
11.0%
27.2%
44.5%

If you had to do it over again, would you make the decision to work at GU?

Yes
84.0%

No
3.2%

Maybe
12.8%

Would you recommend working at GU to a respected colleague?

Yes
73.3%

No
4.8%

Maybe
21.9%

Would you recommend attending GU to any prospective student?

Yes
72.6%

No
2.7%

Maybe
24.7%

Would you recommend attending GU to a prospective student from an under-represented group?

Yes
59.6%

No
6.9%

Maybe
33.5%

Campus Climate


Strongly Agree
Agree
Somewhat Agree
Somewhat Disagree
Disagree
Strongly Disagree

I believe the current campus climate at GU is open and accepting of diversity.
14.5%
31.7%
32.3%
10.8%
7.0%
3.8%

Campus Climate


Getting Significantly Better
Getting Better
Staying the Same
Getting Worse
Getting Significantly Worse

I believe the current campus climate for diversity is:
12.1%
55.5%
28.9%
3.5%
0%

Mean Scores for Each Scale

Mission: A 23-item measure of department-level support for mission-related activities. The seven factors included in the scale are Cura Personalis, Discernment, Jesuit-Lay Collaboration, Magis, Finding God in All Things, Women and Men for Others, and the Service of Faith and Promotion of Social Justice. Cronbach’s alpha = 0.97. A sample item is “Faculty in my department is supported when they engage in the following Ignatian (Jesuit) practices: Developing personal relationships with students.”

N
Mean
Std. Deviation
Minimum
Maximum

185
4.70
0.95
1.00
6.00

Belief in the Mission: A three-item scale measured faculty perceptions of their own involvement in the mission of the university. Cronbach’s alpha = 0.75 A sample item is “I live the mission statement of Gonzaga.”

N
Mean
Std. Deviation
Minimum
Maximum

183
5.37
0.55
3.33
6.00

Campus Policies: A three-item measure of whether the policies of the university support diversity and mission. Cronbach’s alpha = 0.90. A sample item is “The policies of GU's administration are consistent with the university’s mission.

N
Mean
Std. Deviation
Minimum
Maximum

179
4.64
0.81
2.00
6.00

Conversations and Interactions: A seven-item measure of the frequency of university members conversations and interactions with diverse others and on campus, including the teaching, research, and service roles of faculty members. Cronbach’s alpha = 0.88  Sample items are “At GU, I have performed service activities dealing with diversity.” and “At GU, I have participated in diversity-related activities.”

N
Mean
Std. Deviation
Minimum
Maximum

183
3.60
1.20
1.00
6.00

Meaningful Institutional Support: A eight-item measure of perceptions of how much the university administration supports initiatives related to diversity and is interested in issues of diversity, including the teaching, research, and service roles of faculty members. Cronbach’s Alpha = 0.95. Sample items are “GU supports faculty participation in diversity initiatives related to teaching” and “The top administration at GU is interested in diversity issues.”

N
Mean
Std. Deviation
Minimum
Maximum

193
4.34
1.05
1.86
6.00

Campus Supportiveness for Diversity: A three-item measure of how well the campus supports diversity through activities, services and visible signs. Cronbach’s alpha = 0.88. A sample item is “There is a sufficient amount of multicultural activities held on campus.

N
Mean
Std. Deviation
Minimum
Maximum

193
4.11
1.19
1.00
6.00

MISSION

Faculty in my department are supported when they engage in Jesuit educational practices.

Time at GU
N
Mean
S.D.

Less than 1 to 5 years
60
4.98
0.79

6 to 10 years
40
4.72
0.89

11-15 years
16
4.48
0.90

16-20 years
24
4.61
0.83

20 plus years
35
4.59
1.16

Total
175
4.75
0.92

 Department
N
Mean
S.D.

No College/School indicated
12
3.81
1.21

College of Arts and Sciences
95
4.62
0.92

School of Business
28
4.92
0.85

School of Education
15
4.74
0.76

School of Engineering and Applied Science
11
4.47
1.37

School of Professional Studies
17
5.37
0.45

Foley Library
7
5.06
0.52

Total
185
4.70
0.95

 
N
Mean
S.D.

Tenured
89
4.61
0.95

Not Tenured
84
4.98
0.67

Total
173
4.79
0.85

 
N
Mean
S.D.

White
143
4.81
0.85

AHANA
27
4.78
0.90

Total
170
4.80
0.85

 
N
Mean
S.D.

Female
71
4.87
0.85

Male
103
4.72
0.87

Total
174
4.78
0.86

 
N
Mean
S.D.

Generations X andY
64
5.04
0.60

Baby Boomers and Traditionalists
110
4.63
0.96

Total
174
4.78
0.87

BELIEF IN MISSION

I believe in and live the mission of the university.

Time at GU
N
Mean
S.D.

Less than 1 to 5 years
60
5.36
0.53

6 to 10 years
39
5.37
0.56

11-15 years
16
5.49
0.42

16-20 years
24
5.24
0.62

20 plus years
35
5.55
0.43

Total
174
5.40
0.53

 Department
N
Mean
S.D.

No College/School indicated
11
4.88
0.72

College of Arts and Sciences
94
5.37
0.54

School of Business
28
5.36
0.57

School of Education
15
5.47
0.41

School of Engineering and Applied Science
11
5.61
0.42

School of Professional Studies
17
5.51
0.52

Foley Library
7
5.43
0.37

Total
183
5.37
0.55

 
N
Mean
S.D.

Tenured
90
5.43
0.51

Not Tenured
84
5.35
0.55

Total
174
5.39
0.53

 
N
Mean
S.D.

White
145
5.37
0.53

AHANA
27
5.54
0.55

Total
172
5.40
0.53

 
N
Mean
S.D.

Female
71
5.37
0.58

Male
103
5.40
0.50

Total
174
5.39
0.53

 
N
Mean
S.D.

Generations X andY
64
5.34
0.54

Baby Boomers and Traditionalists
109
5.42
0.52

Total
173
5.39
0.53

CAMPUS POLICIES

Campus policies support diversity.

Time at GU
N
Mean
S.D.

Less than 1 to 5 years
58
4.77
0.88

6 to 10 years
38
4.59
0.58

11-15 years
16
4.69
0.99

16-20 years
23
4.46
0.53

20 plus years
35
4.67
0.85

Total
170
4.66
0.78

 Department
N
Mean
S.D.

No College/School indicated
12
4.08
1.05

College of Arts and Sciences
89
4.53
0.71

School of Business
28
5.04
0.78

School of Education
15
4.71
0.70

School of Engineering and Applied Science
11
4.92
0.77

School of Professional Studies
17
4.79
1.05

Foley Library
7
4.38
0.45

Total
179
4.64
0.81

 
N
Mean
S.D.

Tenured
89
4.54
0.78

Not Tenured
80
4.77
0.81

Total
169
4.65
0.80

 
N
Mean
S.D.

White
140
4.61
0.78

AHANA
27
4.94
0.87

Total
167
4.67
0.80

 
N
Mean
S.D.

Female
66
4.51
0.80

Male
103
4.74
0.79

Total
169
4.65
0.80

 
N
Mean
S.D.

Generations X andY
60
4.68
0.79

Baby Boomers and Traditionalists
108
4.66
0.77

Total
168
4.67
0.78

CONVERSATIONS AND INTERACTIONS

I have had serious conversations and interactions on this campus with others who are different than me.

Time at GU
N
Mean
S.D.

Less than 1 to 5 years
60
3.68
1.35

6 to 10 years
40
3.64
1.07

11-15 years
16
3.15
1.32

16-20 years
24
3.69
1.31

20 plus years
34
3.49
1.06

Total
174
3.59
1.22

 Department
N
Mean
S.D.

No College/School indicated
12
4.01
0.77

College of Arts and Sciences
95
3.74
1.24

School of Business
26
3.08
1.12

School of Education
15
4.39
0.72

School of Engineering and Applied Science
11
2.25
0.93

School of Professional Studies
17
3.91
0.94

Foley Library
7
2.52
0.69

Total
183
3.60
1.20

 
N
Mean
S.D.

Tenured
89
3.48
1.11

Not Tenured
84
3.71
1.29

Total
173
3.59
1.20

 
N
Mean
S.D.

White
142
3.58
1.20

AHANA
27
3.63
1.21

Total
169
3.59
1.20

 
N
Mean
S.D.

Female
72
3.73
1.22

Male
101
3.51
1.19

Total
173
3.60
1.20

 
N
Mean
S.D.

Generations X andY
64
3.73
1.28

Baby Boomers and Traditionalists
108
3.52
1.16

Total
172
3.60
1.21

MEANINGFUL INSTITUTIONAL SUPPORT

The administration of the university does a good job supporting diversity

Time at GU
N
Mean
S.D.

Less than 1 to 5 years
61
4.43
1.04

6 to 10 years
40
4.30
0.99

11-15 years
16
4.18
1.04

16-20 years
23
4.24
0.83

20 plus years
36
4.39
1.13

Total
176
4.34
1.02

 Department
N
Mean
S.D.

No College/School indicated
20
4.05
1.45

College of Arts and Sciences
96
4.27
1.02

School of Business
28
4.72
0.78

School of Education
15
4.08
1.02

School of Engineering and Applied Science
11
5.03
0.83

School of Professional Studies
17
4.37
1.12

Foley Library
6
4.16
0.82

Total
193
4.34
1.05

 
N
Mean
S.D.

Tenured
90
4.18
0.99

Not Tenured
84
4.49
1.04

Total
174
4.33
1.02

 
N
Mean
S.D.

White
143
4.28
1.03

AHANA
27
4.51
0.98

Total
170
4.31
1.02

 
N
Mean
S.D.

Female
72
4.22
1.03

Male
103
4.40
1.00

Total
175
4.33
1.02

 
N
Mean
S.D.

Generations X andY
65
4.30
1.00

Baby Boomers and Traditionalists
109
4.39
1.00

Total
174
4.35
1.00

CAMPUS SUPPORTIVENESS FOR DIVERSITY

There are multicultural events on campus.

Time at GU
N
Mean
S.D.

Less than 1 to 5 years
62
4.21
1.25

6 to 10 years
40
4.07
1.02

11-15 years
16
3.85
1.28

16-20 years
23
4.04
0.98

20 plus years
36
4.16
1.29

Total
177
4.11
1.17

 Department
N
Mean
S.D.

No College/School indicated
19
3.61
1.53

College of Arts and Sciences
96
4.06
1.18

School of Business
29
4.45
1.00

School of Education
15
4.08
1.01

School of Engineering and Applied Science
11
4.67
1.14

School of Professional Studies
17
4.10
1.29

Foley Library
6
3.97
0.80

Total
193
4.11
1.19

 
N
Mean
S.D.

Tenured
90
4.00
1.15

Not Tenured
85
4.21
1.20

Total
175
4.10
1.17

 
N
Mean
S.D.

White
144
4.03
1.17

AHANA
27
4.37
1.18

Total
171
4.08
1.17

 
N
Mean
S.D.

Female
72
3.91
1.23

Male
104
4.24
1.12

Total
176
4.10
1.17

 
N
Mean
S.D.

Generations X andY
66
4.03
1.17

Baby Boomers and Traditionalists
109
4.21
1.12

Total
175
4.14
1.14

Results of Open-Ended Questions

It is, of course, difficult to quantify data from open-ended questions.  Of the 139 responses to the open ended questions (excluding the answers to the question “What topics would you like to see researched in the Spring Student Survey), nine were positive, seventeen were neutral, and seven were specifically about the survey itself.  The remaining 106 were in some way critical of the University.  There were some significant trends among these critical responses that are worth highlighting.

1) Many responders voiced their perception that it is difficult to have a strong political or ideological position or to engage in an ideological debate.  Interestingly, responders said that it was difficult to be either conservative or liberal in the climate of this campus.  As one responder said, “There is very little diversity with respect to opinion.  Only ‘politically correct’ views are tolerated.”  Another responder countered, “There have been numerous instances in which the university’s leaders have shown intolerance and disrespect for alternative views, and have employed their interpretation of what it means to be a ‘Catholic’ university to marginalize and silence critics.”  One responder summed up this issue, saying “we spend too much tome worrying about biological diversity and too little time welcoming intellectual diversity.”

2) Many responders expressed concern about the connection, assumed by the survey writers, between diversity and the university mission.  Some responders felt that the university’s Catholic mission precludes excessive attention to diversity: “Ignatius of Loyola did not found the Society of Jesus, nor did the Society begin its educational mission, in order to promote diversity.  As Ignatius says in the First Principle and Foundation of the Spiritual Exercises, ‘Man is created to praise, reverence, and serve God our Lord, and by this means to save his soul.’ The human end is therefore essentially spiritual, and not in a vague sense, but in a specifically Christian theist sense.  While Gonzaga must respect the plurality of views held by its students, it should not be apologetic about the essentially Christian theistic conception of hits mission, and should not substitute vague platitudes about diversity for that mission.”  Another responder sees a connection between the mission and diversity, but believes we need to live that connection more fully:  “GU has admirable aspirations, and even the language of the Mission Statement as it is could be construed as supportive of diversity. . . . If all of our rhetoric about diversity is actually what the institution believes, then diversity of thought, opinion, etc. should be accepted. . . . I do have hope for GU, and I do want to help make this a place that is far removed from labels such as ‘intolerant’ or ‘too comfortable.’  We need more dialogue – community dialogue – about diversity issues.  We need this for the sake of supporting our Mission but also, on a more practical level, because our graduates will be working in the global community.”

3) Many responders felt that the single most important diversity issue facing Gonzaga was the homogeneity of the school, including the student body, the faculty, and the Board of Trustees:  “We have an overwhelmingly white group of students who attend GU.  This year’s freshman class is a step in the right direction with respect to diversity – looking out at them during academic convocation was a different picture than in years past”; “while I am extremely concerned about the lack of ehnic/racial diversity on campus, I think it is likely that the university needs to have a significantly more diverse faculty and staff before it is likely to succeed to broadly diversifying”;  “Diversity is a joke at the levels of trustee and faculty.  Walk through the main building and look at the photos of the trustees.  What do you see?  Walk into classrooms and look at the front of the class.  What do you see?  Not diversity – at least in terms of under-represented minorities.”  One responder went so far as to say that “Gonzaga has been resolutely committed to homogeneity, and has thus displayed resistance to, and sometimes contempt for, differences.”

4) Many responders perceive a gap between the rhetoric and action surrounding diversity and campus climate issues:  “Gonzaga does not walk the talk – lots of words but no action” says one responder; another concurs, saying “POLICIES may support diversity and affirm human difference, but PRACTICE is another thing altogether.  We don’t always practice what we preach.”  Another responder elaborated:  “I have felt that the administration until recently had mouthed the words for diversity and had positive written policies for diversity, but it has seemed that is was done to meet federal guidelines and to be politically correct, rather than because it was the right thing to do.”

5) When faculty responders mentioned specific issues that needed to be addressed, they most often mentioned LGBTQ issues and gender-related issues.  As one responder said, “Students on this campus still experience significant harassment related to their sexual orientation, gender, and race.  These students are not adequately protected (personal safety regarding sexual and other forms of assault), they do not feel able to openly express and discuss their experiences and points of view in many classes or in campus discussions.  There is increased concern expressed about these issues, but there continues to be a lack of genuine support through policies and through funding and public support of programs that promote diversity (Women’s Studies, the LGBT club, the Justice Committee, Unity House, etc.)” The lack of a consistent family leave policy, and disability issues were other topics raised by multiple responders.

Appendix A

Other definitions of campus climate

1.
Campus climate is defined as the cumulative attitudes, behaviors, and standards of employees and students concerning access for, inclusion of, and level of respect for individual and group needs, abilities, and potential.

Rankin, S.R. (2005). Campus climates for sexual minorities. New Directions for Student Services, 17-23.




2.
The campus climate has been defined as the current perceptions, attitudes, and expectations that define the institution and its members. These common attitudes and perceptions have been conceptualized as malleable and distinguishable from the stable norms and beliefs that may constitute an organizational culture.

Peterson, M.W., and M.G. Spencer. (1990) Understanding Academic Culture and Climate. In "Assessing Academic Climates and Cultures," edited by W.G. Tierney. New Directions for Institutional Research No. 68. San Francisco: Jossey-Bass. 




3.
Campus climate is the quality of the experiences that students have on campus.

Hamilton, K. (2006, June) Toxic Campus Climates. Diverse: Issues in Higher Education, 23(8), 32-35.




4.
Culture has been defined as the ‘‘collective, mutually shaping patterns of norms,

values, practices, beliefs and assumptions that guide the behavior of individuals and groups in an institution of higher education and provide a frame of reference within which to interpret the meaning of events and actions on and off campus’’ (Kuh & Whitt, 1988, p. 13). If culture is an enduring quality, climate may be described as the current manifestation of that culture. Examining the culture and climate of an institution at a particular point in time provides information about the style and effectiveness of the leader and the effectiveness of the organization itself.

Sullivan, L.G., Reichard, D.L., Shumate, D. (2005). Using Campus Climate Surveys to Foster Participatory Governance . Community College Journal of Research and Practice, 29(6) 427-443.




5.
Four-part framework of an institution’s diversity climate:

· historical legacy of inclusions or exclusion of various racial or ethnic groups

· structural diversity (i.e., the numerical and proportional representation of diverse groups on campus)

· psychological climate (i.e., perceptions, attitudes, and beliefs about diversity)

· behavioral climate (i.e., how different racial and ethnic groups interact on campus). 

Hurtado, S., Milem, J. F., Clayton-Pedersen, A. R., and Allen, W. (1998). Enhancing campus climates for racial/ethnic diversity: Educational policy and practice. The Review of Higher Education 21(3): 279-302.

APPENDIX B

MISSION

Faculty in my department is supported when they engage in the following Ignatian (Jesuit) practices:

1. Collaborating with colleagues.

2. Developing personal relationships with colleagues.

3. Developing personal relationships with the students.

4. Meeting the out-of-classroom needs of the students.

5. Meeting the in-classroom needs of the students.

6. Appreciating the uniqueness of others' ideas.

7. Seeking to promote the greater good.

8. Seeking to understand others.

9. Taking time to reflect, ponder, meditate or pray (privately or otherwise).

10. Trying to find the good in all conversations.

11. Seeking to find the good intention in other's actions.

12. Sharing common goals with the university's Jesuit community.

13. Holding similar beliefs about education as the Jesuit community.

14. Collaborating with the Jesuit community.

15. Seeking excellence in students' work.

16. Seeking excellence in their work.

17. Setting high standards.

18. Researching, teaching and/or performing service pertaining to injustices as they relate to their field.

19. Researching, teaching and/or performing service on issues such as poverty, privilege, war, hunger, oppression or discrimination.

20. Teaching and/or discussing perspectives other than that of the dominant American culture.

21. Preparing students for active participation in the community.

22. Taking responsibility for the community in which they live.

23. Volunteering in the community (for a church/synagogue/mosque, hospital, school, community center, or recreation program).

BELIEF IN MISSION

1. I live the mission statement of Gonzaga.

2. I believe in the mission of this university.

3. I understand the mission of this university.

CAMPUS POLICIES

1. GU's campus policies support equality and diversity.

2. The policies of GU's administration are consistent with the university’s mission.

3. GU’s goals for equality and diversity are backed by campus policies.

CONVERSATIONS AND INTERACTIONS

1. I have had serious conversations on this campus with others whose religious beliefs, political opinions, or personal values are very different from mine.

2. At GU, I have participated in racial/ethnic activities, clubs, or programs.

3. At GU, I have participated in diversity-related activities.

4. At GU, I have conducted research dealing with diversity.

5. At GU, I have participated in professional development dealing with diversity.

6. At GU, I have taught classes dealing with diversity.

7. At GU, I have performed service activities dealing with diversity.

MEANINGFUL INSTITUTIONAL SUPPORT

1. The top administration at GU is interested in diversity issues.

2. GU does a good job of addressing multicultural issues.

3. GU’s campus policies support equality and diversity.

4. GU supports faculty participation in diversity initiatives related to teaching.

5. GU supports faculty participation in diversity initiatives related to research.

6. GU supports faculty participation in diversity initiatives related to professional development.

7. GU supports faculty participation in diversity initiatives related to service activities.

8. GU supports faculty participation in racial/ethnic activities, clubs, or programs.

CAMPUS SUPPORTIVENESS FOR DIVERSITY

1. There is a sufficient amount of multicultural activities held on campus.

2. There are a sufficient number of support services related to the issues of diversity on campus.

3. There are visible signs of support for diversity on campus.
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