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Executive Summary

Gonzaga University Campus Climate Committee was commissioned by the Office of the Academic Vice President, the Student Life Division, and the Office of Mission - Intercultural Relations to conduct an assessment of the campus climate with particular focus upon the attitudes, experiences, and behaviors of students, faculty, and staff. This effort is congruent with the university’s “Be Inspired” message and stated promise: “Gonzaga University challenges students through a personal learning experience that is grounded in our Jesuit, Catholic and humanistic identity. Within a caring community, Gonzaga inspires and transforms people to shape a better world through education, character, service and faith.”
This report represents the findings of the assessment of the staff. Students were surveyed in Fall 2008; faculty will be surveyed in Spring 2009. The staff survey was created based on the committee’s research of scholarly articles, the climate surveys of other universities, and in consultation with members of the Staff Assembly.  The final survey contained 80 questions and was sent to all Gonzaga staff (approximately 685 staff members from throughout the university). 250 completed surveys were returned, giving a response rate of 36 percent. The survey contained four different types of questions including Likert-type scales, yes or no questions, choice of options indicating where and with whom bias-related incidents occurred, and open-ended questions asking staff members to comment on their experiences. 

Unlike the findings of the student survey, the staff survey did not reveal statistically meaningful differences based on gender, race, or ethnicity.  The survey did however reveal statistically significant differences based on age and generation. Baby Boomers, those members of the staff born between 1946-1964, reported the highest number of age discrimination complaints.  Staff members belonging to Generation X, born between 1965 and 1975, reported the most trouble maintaining a balance between work and personal life.  Staff members of this generation are also the most likely to have significant pressures from their personal life, since they are most likely to be starting families at this time.  

The open-ended questions provided meaningful information. While there were many positive comments about working at GU, the comments also revealed a general feeling of distaste for the status quo level of respect for others at Gonzaga.  Responders mentioned feeling a lack of respect based on being female, being Catholic or Christian, on their age, and on their status as not being faculty.  Several mentioned a sense that Gonzaga was not fully committed to diversity issues.  Many also expressed a fear of reprisal for expressing negative views of Gonzaga.   

At Gonzaga University increasing diversity and affirming the value of human difference is a goal in our strategic plan. The Campus Climate & Assessment: Going Beyond the Survey program is a comprehensive effort to evaluate and change our university’s climate. The results of the survey will be made available to everyone on campus and will hopefully inform policy and programs to address academic, student life and mission-driven initiatives and services. 
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. The committee consists of the following members:

· Julia Esser, Student 

· Matt Lamsma, Associate Director of Housing-Residence Life 

· Sister Laura Michels, Coordinator of Liturgy, University Ministry

· Molly Pepper, Assistant Professor of Management

· Raymond F. Reyes, Associate Vice President for Mission, Intercultural Relations

· Linda Tredennick, Assistant Professor of English

· David Wirth, Student

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 staff. The survey was launched in Fall 2008. Students were surveyed in Spring 2008 and faculty will be surveyed in Spring 2009.

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.”

The next task for the committee was to create a survey that would capture the “attitudes, experiences, and behaviors” described in the definition. The survey creation process contained three steps: First, the committee compiled more than 500 survey questions from scholarly articles, the climate surveys of other universities, and recommendations of an assessment coordinating organization, Student Voice. Second, a subcommittee examined all the questions for face validity. Face validity measures whether questions “appear” to measure the dimension of interest. Third, the committee reduced the questions that were repetitious or measuring variables beyond the scope of the study (such as residence hall safety). 


The final student survey contained 176 questions. The staff survey was adapted from the student survey. Members of the campus climate committee met with members of the staff to discern which topics were of importance to staff members. The survey was reduced to 80 questions reflecting some duplication of the student survey (for comparison purposes) and some questions to address issues unique to the staff. 

Survey administration


The survey was hosted on the SurveyMonkey website. The finished survey was sent to all Gonzaga staff via email the staff listserv. The email was sent by Joan Allbery, the Interim VP, Administration and Planning. The email read:

September 30, 2008

Dear Gonzaga staff,

As you may know, the University is conducting a survey of our students, staff, and faculty as part of a comprehensive effort to assess the “GU experience” and determine how campus climate impacts your work experiences. Granting us your gift of time and valuable input by participating in this survey will enable us to:

· Identify workplace, social-cultural and spiritual areas where GU can better serve all of our staff 

· Learn how best to sustain a safe, welcoming and supportive campus community for everyone 

· Learn from your experiences and perceptions how we can best live our Christian ideals as a Catholic, Jesuit, and Humanistic University 

The survey will take you about 10 minutes to complete. We ask that you complete the survey as soon as possible, but no later than October 14th. You can access the survey by clicking on the following link:

http://www.surveymonkey.com/s.aspx?sm=Z01BCmQBnQ760Wz2ZBff0Q_3d_3d
Upon your submission of the survey, you will have the opportunity to enter a drawing for one of five gift baskets full of wine, gourmet foods and other assorted goodies. Once compiled, survey results will be summarized and made available to the community.

Thank you for taking the time to complete this important survey. 

Sincerely,

-- Joan
Joan Allbery
Interim VP, Administration and Planning
A reminder email was sent one week later, again by Allbery:

October 7, 2008 

Dear Gonzaga Staff,

Time is running out! If you haven’t taken the opportunity to respond to the Staff Campus Climate Survey, I encourage you to do so over the next 3 days by clicking on the following link:

http://www.surveymonkey.com/s.aspx?sm=Z01BCmQBnQ760Wz2ZBff0Q_3d_3d
The survey will take you about 10 minutes to complete and will potentially help the University to shape policy and procedures or define what programs or services we need to support and deliver.

And don’t forget…upon completion of the survey you will be eligible to enter a drawing for one of five gift baskets full of wine, gourmet foods and other assorted goodies. 

Thank you!

-- Joan

Respondents

Almost 268 staff memeber responded to the survey. Several surveys were incomplete and the final sample size was 250. 

. 

Data Analysis


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

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

Likert-style scales contain response categories such as strongly disagree, disagree, agree, strongly agree. The response categories were weighted 1-6. Scores on several Likert-style questions were averaged to create a "scale" measure each variable of interest. For example, the variable "perceived personal importance of diversity" is a composite measure of four questions. Each respondent was assigned a score on the "perceived personal importance of diversity" that represents the average of the scores received on the four individual items. In the survey development stage, many Likert-style questions were adopted from other surveys or developed to measure "attitudes, experiences, and behaviors" around diversity and campus climate. For each aspect of campus climate measured in the survey, many questions were included in the survey. For example, several questions were developed to assess "perceived personal importance of diversity" as a submeasure of attitudes about diversity and campus climate. In the data analysis stage, the questions were examined to see if they consistently measured each aspect of diversity and campus climate. Exploratory factor analysis (principal components analysis with varimax rotation) was used to investigate the initial internal reliability of the questions. Factor analysis summarizes the information contained in a large number of questions into a smaller number of "factors" which represent the same underlying dimensions. For example, questions measuring attitudes toward diversity and campus climate were combined in a factor analysis. The number of factors in such a set of questions was determined by examining eigenvalues (over 1) and scree plots. Four questions measuring "perceived personal importance of diversity" is one factor that emerged from the questions measuring attitudes. Questions with loadings greater than .33 were accepted (.33 is a common cutoff point for social science research). Questions that did not load strongly on factors were dropped. Alpha (reliability) for all the scales reached the acceptable level of .70 or higher. The questions behind each scale are included in Appendix B.


Yes or no questions included questions such as “Have you ever experienced negative or insulting comments based on your gender?” These types of questions were asked around the dimensions of gender, race/ethnicity, sexual orientation, religion, socio-economic status. The sum of “yes” answers to these questions are tabulated.


Open-ended questions asking staff 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. 

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 Transexual

Generation 
Birth Years

Traditionalists
1900-1945

Baby Boomers
1946-1964

Generation X
1965-1975

Generation Y
1976-1995

Who Responded
Gender


Sexual orientation


Female
186

GLBT
6

Male
80

Heterosexual
259







Race


Religion


AHANA
23

Catholic
111

White
241

Non-Catholic
150







Disabilities


Tenure at university


Have a disability
11

8 years or less at university
132

No disability
254

More than 8 years at university
121







Age


Timecard color


Generation Y
50

Peach
141

Generation X
57

Blue
85

Baby Boom Generation
150

White
36

Traditionalist Generation (>65)
6




Position


VP, director, supervisor, or manager
108

Non-manager (individual contributor)
158




Department


Administration and Planning
71

Academics
64

Finance
13

Student Life
40

University Relations
25

President, Corporate Counsel, Mission, and/or Chancellor
9

Other
45

Overall Results

GU Policies and Environment


Perceptions that campus environment support diversity 
4.20

Perceptions that GU policies support diversity
4.60




Personal Importance of Diversity and Diverse Interactions


Perceived personal importance of diversity
5.34

Perceptions of interactions on campus
3.48




Support and Acceptance


Perceptions that GU supports diversity
4.32

Perceptions that GU environment supports staff
4.29

Rating non-diversity workplace factors
4.54

Perceived personal acceptance at GU
4.83

Attitude toward Treatment based on Diversity Dimensions 

Here’s how the staff responded to the question “At GU, people are treated fairly regardless of their…” The question was asked on a scale of 1-6 with 1 = strongly disagree and 6 = strongly agree. The mean is the average of all answers on the item, the median is the middle number when all the answers are put in order, and the mode is the most frequently given answer.
Dimension
Mean
Median
Mode

Non-faculty status
3.69
4
5

Job status
3.79
4
5

Lack of authority 
3.88
4
5

Level of education
3.97
4
5

Blue collar status
4.03
4
5

Sexual orientation
4.05
4
5

Gender expression/gender identity
4.10
4
5

Smoking
4.20
5
5

Skill level
4.22
4
5

Length of service at GU
4.28
5
5

Socioeconomic status
4.29
5
5

Personal style of dress
4.33
5
5

Gender
4.37
5
5

Alcohol consumption
4.44
5
5

Non-student status
4.45
5
5

Athleticism/exercise habits
4.46
5
5

Race/ethnicity
4.49
5
5

White collar status
4.53
5
5

Non-Christian status
4.55
5
5

Religion
4.60
5
5

Age
4.62
5
5

Disability
4.63
5
5

Veteran status
4.75
5
5

Negative Experiences based on Diversity Dimensions
Staff answered the following questions 10 times based on gender, race, disability, age, sexual orientation, religion, gender expression/identity, job status, non-faculty status, and non-student status.


Negative 

Experience 

based on:
1

yes

answer
2

yes answers
3

yes answers
4

yes answers
5

yes answers
6

yes answers
7

yes answers
8

All yes answers

Gender
19
7
8
7
4
3
1
1

Race
3
1
4
0
1
3
0
0

Disability
2
0
1
0
1
0
0
0

Religion
9
3
6
2
3
1
0
0

Age
17
8
8
7
6
3
1
1

Sexual orientation
2
0
0
1
3
0
1
0

Gender expression/identity
3
0
0
0
1
0
0
0

Job Status
24
14
10
11
5
7
4
3

Non-faculty status
29
12
19
11
13
6
2
2

Non-student status
3
3
1
1
1
0
0
0

Age Discrimination by Generation


Generation Y
Generation X
Baby Boomers

Negative or insulting comments 
9
4
7

Mistreatment 
7
2
3

Prejudice 
9
4
7

Felt isolated or unwelcome 
4
4
6

Offensive language or humor 
5
4
7

Not being taken seriously 
18
10
9

Discouragement in pursuing my career goals 
4
4
10

Limitations on career advancement 
2
1
7

Total
58
33
56

Age


Generation Y
50

Generation X
57

Baby Boom Generation
150

Traditionalist Generation (>65)
6

There were no yes answers on these questions by the Traditionalist Generation


Gender
Race /ethnicity
Disability
Religion
Age
Sexual orientation
Gender expression/ identity
Job status
Non-faculty status
Non-student status
Total

Negative or insulting comments 
15
5
0
8
11
4
2
18
29
2
94

Mistreatment 
11
3
1
5
8
4
0
13
15
2
62

Prejudice 
10
4
0
4
10
4
1
17
20
1
71

Felt isolated or unwelcome 
8
1
0
8
8
4
1
16
17
1
64

Offensive language or humor 
5
4
1
4
9
4
1
8
5
1
42

Not being taken seriously 
23
3
1
2
20
0
0
29
34
2
114

Discouragement in pursuing my career goals 
5
1
1
0
9
1
1
12
13
0
43

Limitations on career advancement 
3
1
1
0
4
1
0
16
14
1
41

Total
80
22
5
31
79
22
6
129
147
10
531

Work-Life Balance

Work-family conflict is a form of conflict for individuals in which the pressures from the work and family domains are mutually incompatible in some respect. Studies have found that work-family conflict is multidimenstional: work interferes with family (WIF) and family interferes with work (FIW). Studies have found significant relationships between work-family conflict and important outcomes, such as job satisfaction and family satisfaction as well as physical and psychological health outcomes such as depression, hypertension, and heavy alcohol consumption.

Here are the results of the staff’s answers to the questions about work-life balance. The scale was 1-6 with higher numbers indicating more conflict (actual questions are available in the Appendix):


Work-life balance
WIF
FIW

Overall
2.85
3.22
2.47







Work-life balance
WIF
FIW

Other Generations
2.83
3.23
2.42

Generation X
2.95
3.20
2.69







Work-life balance
WIF
FIW

Generation Y
2.89
3.25
2.53

Generation X
2.95
3.20
2.69

Baby Boomers
2.81
3.24
2.38

Traditionalists
2.77
2.93
2.60

Differences in Time Card Color

Negative experiences on diversity dimensions




Peach
Blue
White

Gender
92
36
8

Race /ethnicity
31
9
0

Disability
6
3
1

Religion
34
25
3

Age
74
49
25

Sexual orientation
10
13
5

Gender expression/ identity
3
4
1

Job status
102
79
58

Non-faculty status
170
72
35

Non-student status
11
3
7

Total
533
293
143

Timecard color


Peach
141

Blue
85

White
36

Trends from Open-Ended Questions

Respondents were given several opportunities to write comments. What follows here is a quantitative description of how often common themes were mentioned and representative comments from each of the themes.

While there were many positive comments about working at GU, the comments also revealed a general feeling of distaste for the status quo level of respect for others at Gonzaga. Two coders read through the comments, identifying the following 10 areas to be mentioned most often.  The following table contains the counts of how many times staff mentioned the following issues in negative context. 

Gender discrimination/female
54

Gender discrimination/male
11

Education-level discrimination
8

Other types of discrimination
41

HR issues
15

Lack of respect from faculty or for not being faculty
14

Lack of respect from supervisors
13

Fear of retaliation
10

Lack of respect for Catholicism/Christianity
10

Goal 4/Diversity at GU is only talk
15

Gender discrimination/female

The highest number of negative comments revolved around the issue of gender discrimination against women.  While experiences of overt sexism or discrimination were rare, many people reported sensing a culture which seemed to privilege men, usually cloaked in the language of conservative, Catholic, or family values.  For example:  

The Good Old Boys network still seems alive and well at this university. Men seem to be more easily promoted than women. We should conduct a study to see if this is the case and if there is gender equity for pay and promotions among our staff and faculty.

I was asked to wear a skirt to a meeting with a Vice President because of my gender and this individual's belief that women in the workplace should not wear pant suits.

A supervisor commented on my salary and the fact that I didn't need an increase in salary, like a male co-worker, since my husband had a good job.

Gender discrimination/male

There were some negative comments about gender discrimination against men.  Again, these comments rarely featured overt instances of sexism, but instead seemed to come from a discomfort with a predominantly female work environment.  For example:  

Yes as a male working in a female dominated office.  I am also frequently asked to move heavy items, despite the job qualifications requiring every person in this office being required to lift 50lbs.

Yes, I am a man and there are mostly women working here. This happens everyday, I embrace it and judge them right back.

Just women getting together and whispering from time to time.

Lack of respect from faculty or for not being faculty

One of the general findings of the survey is that staff feels that they are treated with less respect than faculty.  This perception was represented with some energy in the open-ended comments.  For example:  

At times, there is an air that faculty are superior than staff/administrators.

There is a cultural gap between faculty and non-faculty at any institution of higher education.  At GU; however, it seems to be more pronounced.  Non-faculty are many times assumed to perform duties that disadvantage them when working in collaborative, faculty/non-faculty environments.  For example, when serving on committees with faculty, it is assumed that the staff member will take minutes, or fetch paperwork, or get coffee, etc. This places the staff member in a position where they cannot fully participate in discussions as they are distracted by "busywork."  Another example is a lack of patience by many faculty members for staff who must follow University policy and procedure.  This may call for adherence to deadlines and places staff in a position of "policing" faculty performance.  Many times I have witnessed situations like this turning negative.  The faculty member feels pressured and controlled, but the staff member is just trying to do their job.

Faculty seems to look down their nose at anyone who is "staff", are rude, disrespectful and have a "better than thou" attitude.  If it wasn't for the staff at the university that work endlessly 24/7, faculty wouldn't get very far.  Just because there are additional letters behind that last name, doesn't make them better than the rest of us.

I feel by creating "Faculty Benefits" greater than "Staff Benefits" Gonzaga makes a campus wide statement about the division between Faculty and Staff.

I do not feel like I have a voice in decisions made on campus.  Staff are often not given a choice in matters--e.g. pay for performance.  Faculty refused to accept; staff had no choice.

Education-level discrimination

In keeping with our findings that many staff employees felt that they were treated with less respect than faculty, many responders indicated that they felt marginalized or disrespected because of their education level.  These comments seem to stem from specific and overt incidents, as well as from more general perceptions.  For example: 

I have been told that people who do not have a PhD should not be allowed to voice opinions - this came from a director of a department

Some believe if you don't have above a masters you are uneducated

Lack of respect from supervisors

Several comments dealt with a sense that supervisors did not respect their staff employees, and that staff employees did not feel as if they had a say in their job or in the University as a whole.  Perhaps most troubling are those comments which express reluctance to offer feedback based on a fear of retaliation.  We have included a number of these comments:  

I have experienced condescending behavior in front of others based upon my lack of experience and expertise in a particular field from my direct supervisor.

I work for someone that has no supervisory skills. She is constantly pitting her staff against one another and manages thru chaos. She allows two people in ourt office to bully the others and does nothing when they yell and behave badly.

Supervisors should be held more accountable for possessing and demonstrating leadership skills; bullies should not be allowed.

Describing the incidents doesn't do any good because it is usually from someone in an administrative position and NOTHING will be done to change the situation.

No thank you. There have been enough reprisals taken out on people for expressing their thoughts on a subject.

Even writing this leads me to worry about my job security since it will be obvious who I am to anyone reading the whole survey.

I had a man in my department verbally attack me in a dept. meeting. My director explained that he was frustrated - I was never apologized to and nothing more was said. This behavior is enabled and seems almost encouraged. We can not go to HR because there is no confidentiality.

Age Discrimination

Interestingly, the reports of age discrimination in the comments seemed to be primarily against younger staff members or due to youth, rather than due to advanced age.  

It is the general opinion that since I am not married/have kids, that it is ok to have me work more than others in my department.

I've been told by a Director that the reason people of my age are hired into the jobs we are is because we are unmarried and young, so we can be worked to the bone.  This was NOT from my Director supervisor at all, who, when I shared the comment with him, said that he was appalled at that statement and couldn't agree with it less.

Lack of respect for Catholicism/Christianity

In the open-ended questions from the student survey, students expressed concern about the role of Christianity and Catholicism on campus from both the “too Catholic” and the “not Catholic enough” perspective.  In the staff survey, all concerns about the role of religion felt that Catholicism and Christianity were not an important enough part of the University environment. 

As a staff member, I have heard several negative comments about Catholics, the Pope, Christianity and even Father Spitzer. Although this mostly comes from faculty, there have been incidents of staff doing this as well.  In particular, during the sex abuse scandal, Jokes about pedophile priests became relatively common.

We continually pride ourselves on being  a "Jesuit, Catholic, and Humanistic" University, but in many cases we are only Humanistic. As one priest on campus put it to me that "Catholicism, it seems, at Gonzaga, is merely tolerated". As a Catholic I often feel as if those who are not catholic have no care or respect for the organization that is hosting the university. I do realize that there are a lot of non-catholics and non-Christians who work at Gonzaga, but many show not just apathy, but distaste for Catholicism.

While I understand that this is a Catholic University, and has to answer to the Pope, as a Protestant I feel left out when everything "closes" for special masses.  I would love to attend (and have been given permission by my boss), but as I am left out of the liturgy of the eucharist, do not attend, and feel left out entirely as my co-workers blithely leave for an hour or more expecting me to "hold down the fort".  Does every faith related celebration have to include mass?

Goal 4/Diversity at GU is only talk

Finally, and most directly related to this survey, staff employers frequently expressed a concern that Goal 4 of the strategic plan, and diversity in general, receives only lip service from Gonzaga, without a meaningful commitment to increasing diversity.  

I feel as though GU promotes diversity only to look good, rather than actually living it. We have very little support for non traditional students.

I don't see new or improved process or procedure to increase diversity candidates in our hiring process. There is a group on campus called IMPACT that represents faculty and staff of color. The group was formed by faculty and staff who felt a gap of support for members and diversity issues.  The group has been on campus for three years and has very little support financially, socially and spiritually from Fr. Spitzer.  With money and support IMPACT group could really help Gonzaga meet Goal 4.

Due to the climate at GU they have a hard time keeping people of color.  GU tends to look the other way when it comes to keeping people of color regardless of the years of service.

The university does not commit to unglamorous or costly changes that would increase diversity and does not train faculty especially in how to teach students in a way that retains diversity.

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

Yes
198

No
6

Maybe 
37

 Would you recommend working at GU to a family member? 

Yes
169

No
20

Maybe 
51

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)? 

Yes
50

No
179

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)? (please circle one)

Yes
40

No
181

Conclusions and Call for Recommendations

The Campus Climate Committee would like to invite the campus community to respond to the results of the staff survey. Please send questions and comments to any member of the committee. Email addresses are:

· Matt Lamsma: lamsma@gonzaga.edu
· Molly Pepper: pepper@jepson.gonzaga.edu
· Raymond Reyes: reyes@gonzaga.edu
· Linda Tredennick: tredennick@gonzaga.edu
If you would prefer to mail in questions and comments, please send them to Molly Pepper, Box 9, Spokane, WA 99258-0009.

The committee will compile the results of staff follow up to the survey and provide them in the conclusion and recommendations of this report.

Questions comprising each scale

Perceptions that the GU campus environment supports diversity  (act1-3)

Scale was 1-6 with 1=strongly disagree and 6=strongly agree.

There is a sufficient number of multicultural activities held on campus

There is a sufficient number of support services related to the issues of diversity on campus

There are visible signs of support for diversity on campus

Perceptions that GU policies support diversity (rules1-4)

Scale was 1-6 with 1=never and 6=very often

I believe GU's campus policies support equality and diversity

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

GU's mission statement is lived each day on campus

GU’s goals for equality and diversity are backed by campus policies
Perceived personal importance of diversity

Scale was 1-6 with 1=not at all important and 6=very important.

I think it is important to learn about social groups that are different from my own

It is important to me that there is a sense of community on campus

It is important to me that the campus environment is tolerant of diversity
Perceptions of interactions on campus (inter1-4)

Scale was 1-6 with 1=never and 6=very often.
My social interactions on this campus are largely confined to others of my own race/ethnicity

I have serious conversations on this campus with others of a different race or ethnicity than my own

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

At GU I have participated in racial/ethnic activities, clubs, or programs
Perceptions that GU supports diversity

Scale was 1-6 with 1=strongly disagree and 6=strongly agree.

GU has done a good job of providing programs and activities that promote multicultural understanding

The top administration at GU appears to me to be interested in diversity issues

GU does a good job of addressing multicultural issues

I believe GU’s campus policies support equality and diversity
Perceptions that the GU campus environment supports staff

Scale was 1-6 with 1=strongly disagree and 6=strongly agree.

GU provides support for me to succeed professionally

GU provides support to help me cope with non-work related responsibilities

GU provides support to help me thrive socially

I believe the current campus climate at GU is open and accepting of diversity

I believe GU provides an environment where people are free to give their ideas, opinions, or beliefs

GU’s workplace promotes a sense of belonging for all members of the University community

Rating supportiveness on non-diversity workplace factors

Question requested rating of departmental supportiveness on scale of 1-6 with 1=very poorly and 6=very well.

Being team oriented

Sharing information freely

Being people oriented

Collaboration
Perceived personal acceptance at GU

Scale was 1-6 with 1=strongly disagree and 6=strongly agree.
I can really be myself at GU

I feel that my colleagues at GU accept me for who I am

I feel like I belong in the GU campus community

I believe my values and the values of GU are similar
Work-Family Conflict

Scale was 1-6 with 1=never and 6=very often.
My work interferes with my family

When I get home from work, I am often too frazzled to participate in family activities/responsibilities

I am often so emotionally drained when I get home from work that it prevents me from contributing to my family

Due to all the pressures at work, sometimes when I come home I am too stressed to do the things I enjoy
My family interferes with my work

Tension and anxiety from my non-work life often extend into my job

Because I am often stressed from my family responsibilities, I have a hard time concentrating on my work

Due to stress at home, I am often preoccupied with family matters at work
Sum of negative experiences

Respondents were asked if they had ever had any of the following negative experiences based on their gender, race/ethnicity, disability, religion, age, sexual orientation, gender expression-identity, job status,  non-faculty status and non-student status Lowest possible score is 0, highest is 80.

· Negative or insulting comments

· Mistreatment (stalking, speech, etc.)

· Prejudice

· Feeling isolated or unwelcome

· Offensive language or humor

· Not being taken seriously

· Discouragement in pursuing your career goals

· Limitations on career advancement
From the Survey





Please indicate if you have experienced any of the following because of your gender [race, disability, religion, age sexual orientation, gender expression/identity, job status, non-faculty status, non-student status]:





Negative or insulting comments				yes	no


Mistreatment						yes	no


Prejudice						yes	no


Feeling isolated or unwelcome				yes	no


Offensive language or humor				yes	no


Not being taken seriously				yes	no


Discouragement in pursuing your career goals		yes	no


Limitation on career advancement			yes	no


 

















