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EXECUTIVE SUMMARY 
 
Funded by the National Science Foundation, the Earth Institute ADVANCE program at 
Columbia University seeks to increase the recruitment, retention, and advancement of women 
scientists at the University. As an Earth Institute program, ADVANCE targets scientists from 
multiple disciplines within the University. In order to identify specific areas in need of change 
and to establish a baseline against which to measure future progress, ADVANCE administered a 
work environment survey during the spring and summer of 2005 to men and women scientists at 
the following units:  
 

!  Lamont-Doherty Earth Observatory (LDEO)  
!  Center for International Earth Science Information Network (CIESIN) 
!  International Research Institute for Climate and Society (IRI) 
!  Fu Foundation School of Engineering and Applied Science 
!  Mailman School of Public Health 
!  Barnard College science departments 

 
This report outlines the findings of the survey of the work environment for research and 
instructional staff at the Lamont campus (LDEO, IRI, and CIESIN).1  The research staff is made 
up of Officers of Research in three University-wide ranks: Associate Research Scientist, 
Research Scientist, and Senior Research Scientist. In each rank an LDEO scientist may qualify to 
receive salary support from the Observatory's endowments, in which case the titles carry a 
Doherty prefix (e.g., Doherty Research Scientist).  Scientists who are Doherty Senior Research 
Scientists are eligible for appointment as Doherty Senior Scholars, the highest research staff 
distinction available at the Observatory.  Also included in the survey population in this report are 
staff associates2 and faculty (Officers of Instruction) in ColumbiaÕs Department of Earth and 
Environmental Sciences (DEES).  All DEES faculty have offices and appointments at LDEO.  
 
The overall demographics of the Lamont research population show a lack of critical mass of 
women. Approximately 17% of research scientists on the Lamont campus are women, and less 
than 5% of the DEES faculty members are women.  There are no women with the title of 
Doherty Senior Scholar or Associate Director.  
 
The survey results indicate relatively few gender differences in some aspects of the Lamont work 
environment.  Indicators associated with this assessment include: 
 

!  The survey respondents represent the diversity of the campus.  No single group 
dominated or was not represented in the survey sample. 

!  Regardless of gender, the high quality of the research staff can be inferred from the 
significant proportion of scientists who have been approached with outside offers.  

                                                
1 All three research units are housed at the Lamont campus. 
2 While some staff associates have substantially different job descriptions and qualifications than research scientists, the reported 
gender differences do not change significantly when staff associates are removed from the sample. 
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Women and men are equally likely to translate an outside offer into a promotion or pay 
raise. 

!  In general, there are no significant differences in the work activities in which scientists on 
campus are engaged.  Research-related activities comprise more than 2/3 of the total 
work effort of both men and women.  Men and women also report similar participation as 
members and chairs of institutional committees as well as similar levels of involvement 
in national or international committees.  

!  Responses to the open-ended questions indicate that both men and women find the 
Lamont environment to be intellectually stimulating. 

 
Although both men and women agree that the research environment can be inherently 
competitive and even confrontational, women respondents consistently reported experiencing a 
more difficult work environment than men.  Indicators associated with this assessment include: 
 

!  Women scientists report receiving less respect from colleagues and perceive departmental 
/ unit processes as less fair than their male colleagues. The most common negative 
response among women to an open-ended question about the work environment was the 
hierarchy between officers of instruction and officers of research. 

!  Women are more likely to report experiencing gender-related discrimination and 
adversity.  They are three times more likely than men to report hearing disparaging 
remarks about family responsibilities and gender.  Almost three out of every four women 
respondents from LDEO report that they have heard disparaging remarks about women.   

!  In general, men and women do not strongly believe that diversity is a goal of their 
department / unit. 

!  Over half of female respondents report that their family responsibilities have hindered 
their career advancement.  Women are twice as likely as men to report that they have 
missed opportunities to speak or attend conferences because of family responsibilities.  

 
 
For additional details on the survey and its findings, please see the enclosed report, 
recommendations, and appendices, which include a summary of the open-ended responses, scale 
construction, and the survey instrument. 
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Advance Baseline Questionnaire Design 

 
The Columbia University (CU) Work Environment Survey was designed as an online survey with five 
major sections: Professional Employment (encompassing current CU position, research, teaching, 
service and administrative activities), Work Environment (including work climate, career advisement, 
and institutional environment), Diversity Issues at CU (including gender and ethnic diversity and 
satisfaction with CU), Personal Life (including balancing personal and professional life, child care, 
elder care, and other concerns), and Demographics.  Respondents were also given the opportunity to 
respond to several Òopen-endedÓ questions (see Appendix A), soliciting their opinion about various 
aspects of work at Columbia.  A majority of the survey questions were borrowed or adapted from the 
University of Michigan Survey of Academic Climate and Activities3  and the Study of Faculty Worklife 
at the University of Wisconsin-Madison.4 Other questions were adapted from the Stanford Faculty 
Quality of Life Survey.5 
 
The ADVANCE evaluation committee worked with a Gender Studies Evaluation Committee and 
Advisory Group, comprised of members from various departments across the university, to advise on 
the content of the survey.6 The survey was pilot tested among this group and other ADVANCE 
committee members in December 2004 to evaluate how the survey flowed and to eliminate any 
confusing components of the survey. 
 
Following pilot testing and modifications, the ADVANCE evaluators worked with the Columbia 
Center for Education Research and Evaluation (CERE) to convert the survey to an online format. In 
mid-April, approximately 15 members of ADVANCE committees tested the online version of the 
survey and revisions were made to increase the user-friendliness of the survey. 
 
Due to the sensitivity of the data being collected, the ADVANCE evaluation team decided to conduct 
the CU Work Environment Survey anonymously. Participants logged in to the survey using their 
Columbia ID so that response rates could be tracked by school and reminders could be sent out.  
However, once participants submitted their survey, their ID was stripped from the dataset. 
 
Survey Administration 
 
An introductory letter describing the survey and alerting recipients to an upcoming instructional email was 
mailed to 731 eligible faculty and researchers during the week of May 9, 2005. The survey went online 

                                                
3 Developed by Blackburn, Robert T. and Hollenshead, Carol, University of Michigan, 1995 
4 Developed by Sheridan, J., Lottridge, S., Pribbenow, C.M., Benting, D., Handelsman, J., and Carnes, M., University of Wisconsin-
Madison, 2003 
5 Developed by Boland, Eavaan, McLaughlin, Milbrey, Spiegel, David, Stanford University, 2003. 
6 Members included: Geraldine Downey, Professor and Chair Psychology Department, Columbia University; Jean Howard, Vice 
Provost for Diversity Initiatives, Columbia University; Martha Howell, Miriam Champion Professor of History, Columbia 
University; Susan Sturm, George M. Jaffin Professor of Law and Social Responsibility, Columbia University; Barbara Woike, 
Associate Professor of Psychology, Barnard College; Alison Wylie, Professor of Women's Studies, Barnard College and Professor of 
Philosophy, Columbia University (no longer at Barnard / Columbia) 
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Friday, May 13. An email with a link to the survey was then sent out directly by a CERE programmer with 
a message from Robin Bell, ADVANCE PI. To boost participation, follow-up emails were sent from 
ADVANCE representatives and school administrators on May 24, June 6, and June 27 to individuals who 
had not yet completed and submitted the survey. The online survey was closed on June 30, 2005 after 
being up for approximately 6 weeks. On July 8, a final email was distributed to those individuals who had 
not completed the survey asking them to respond to a single survey question about why they had not 
completed the survey.  

 
Response Rates 
 
As shown in Table 1, the overall response rate of the survey was 50% (N=368).  Five percent of 
respondents (N=38) partially completed surveys, leaving a total of 330 submitting completed surveys.  
Response rates were higher among females (58%) than males (47%).  This holds for all schools except 
Barnard College, where men were as likely to respond as were women. Lamont campus staff returned 121 
questionnaires (110 completed and 11 partially completed surveys) for a 56% response rate, the highest of 
any unit participating in the survey.   Among Lamont campus staff, 59% of women and 55% of men 
submitted questionnaires.  The response rates are typical for online and mailed surveys.   
 
 Table 2 illustrates response rates at the Lamont Campus in comparison with those at other 
institutions.  The average response rate in these other institution, 53%, is very similar to the response rate at 
Lamont (56%).  To be sure, a higher response rate would have been desirable to strengthen our confidence 
in the representative nature of the sample.  It is not possible to deduce much about the direction of any of 
systematic bias. The few published studies that have assessed how sample response bias changes with 
increasing response rate have found few if any systematic changes when increasing sample rates from 50 to 
about 70 percent.  However it would be unreasonable to draw any firm conclusion to this survey because of 
the very different content and context of such studies.  The most reasonable stance is to underscore that we 
have no reason to believe that sample selection bias would greatly distort large gender differences reported 
in this report.  More importantly, this study is a rare effort to collect systematic data on the nature of work 
environment at Columbia. Although the findings in this report do not pretend to be definitive, they do offer 
one source of data to inform policy discussions. 
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Table 1: ADVANCE Work Environment Survey Response Rate 

 
Group 

 
Sample Size 

Response 
Rate 

Total Sample*  368 50% 

   Males 233 47% 

   Females 132 58% 

LDEO and DEES**  90 58% 

   Males 70 57% 

   Females 19 61% 

IRI & CIESIN***  31 53% 

   Males 19 50% 

   Females 11 55% 

Mailman School of Public Health 141 54% 

   Males 64 48% 

    Females 77 61% 

Fu Foundation School of Engineering and Applied Science 64 44% 

    Males 54 41% 

   Females 9 82% 

Barnard College science departments 30 45% 

   Males 19 45% 

   Females 11 44% 
*38 responded submitted partially completed interviews. Gender information was missing for three of 
the partially completed cases. 
**L amont Doherty Earth Observatory (LDEO) and Department of Earth and Environmental Sciences 
(DEES). Excludes IRI and CIESIN 
*** International Research Institute for Climate and Society (IRI) and Center for International Earth 
Science Information Network (CIESIN) 
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Table 2: Institutional Climate Survey Response Rates 
Institution Year Response Rate 

ADVANCE Institutions 
Lamont Campus, Columbia University 2005 55% 
   University of Michigan 1999 44% 
University of Rhode Island 2005 33% 
University of Texas at El Paso 2004 48% 
Utah State 2003 74% 
University of Wisconsin 2003 62% 

Other  Peer Institutions 
UC Berkeley 2004 60% 
MIT 2001 33% 
Princeton 2003 76% 
Stanford 2003 49% 
   
        Average response rate (excluding Lamont)  53% 
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Lamont Campus Survey Respondents 
 
Table 3 presents the distribution of survey respondents from the Lamont Campus by rank, age, length of 
employment at Columbia University, and presence of dependent children at home. 
 
 Table 3: Lamont Campus Survey Participant Character istics 

 LDEO &  DEES* Entire Lamont Campus 

Gender (N) Females (19) Males (70) Females (30) Males (89) 

Rank 
   Junior 
   Senior 
    

  
47% 
53% 

 
45% 
55% 

 
57% 
43% 

 
46% 
54% 

Age 
   Under 40 
   41-50 
   51-60 
   60+   

  
28% 
67% 
  5% 
  0% 

 
26% 
29% 
26% 
19% 

 
41% 
48% 
  7% 
  4% 

 
26% 
37% 
22% 
15% 

Length of CU Employment 
   5 or fewer years 
   6 to 10 years 
   11 to 20 years 
   21 or more years   

 
22% 
22% 
45% 
11% 

 
26% 
19% 
16% 
39% 

 
28% 
28% 
28% 
16% 

 
26% 
30% 
13% 
31% 

Care for Child under 18 
   Yes    

 
72% 

  
27% 

 
62% 

 
37% 

* Excludes CIESIN and IRI staff 
 G ender differences are statistically significant at p<.05  
 
Data are presented for Lamont Doherty Earth Observatory (LDEO) and the Department of Earth and 
Environmental Sciences (DEES) separately from data on the entire Lamont campus (LDEO, DEES, 
Center for International Earth Science Information Network [CIESIN] and the International Research 
Institute for Climate Prediction [IRI]).  Respondents from the Lamont campus are predominantly 
officers of research: only 17% report officer of instruction titles. Males and females in the sample show 
roughly the same distribution with respect to holding titles corresponding to junior or senior rank. 
Female survey respondents from Lamont tend to be younger than the male respondents and much less 
likely than men to have 21 or more years of employment at Columbia. Female respondents are 
significantly more likely to care for dependent children under 18. This gender difference remains, after 
statistical adjustment for the older age of the male respondents. 
 
 
 
Work Activities by Gender 
 
Respondents were asked to estimate the total numbers of hours they work per week, with responses 
coded as follows: 0, 1-10, 11-20, 21-30, 31-40, 41-50, 51-60, 61-70, 71-80, 81-90, 91-100, more than 
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100.  We converted these ranges to mid-points (e.g., 0, 5, 15É95, 105) in order to estimate the average 
number of hours worked.  In addition, they were asked to estimate the percentage of their work time that 
they devote to research, teaching, and committee work and administrative activities, by entering a value 
between 0 and 100% for each.  Respondents were also asked, ÒWhat percentage of your contract was 
covered this year by university funds?Ó They indicated a response by entering a value between 0 and 
100%.  Table 4 reports these data for respondents who work full-time (more than 30 hours/week). 
 
The survey also asked about committee work including the number served on in the current academic 
year and the number that the respondent chaired. In Table 5, we report the percentage of respondents 
who chaired one or more committees. Respondents were also asked whether they served on a series of 
different types of committees in the last three years. We grouped together Òcurriculum/ academic 
programsÓ and Ògraduate admissionsÓ as academic committees; and Òpost doc appointments,Ó Òfaculty/ 
department head search,Ó and Òappointments and promotionsÓ as appointments committees. ÒSteering or 
executive committeeÓ service is reported as well service on a Òdiversity committee.Ó 
 
Table 6 shows respondentsÕ evaluations of the reasonableness of their workload and their overall 
satisfaction with their jobs at Columbia.  After being asked to report on research, teaching and 
committee/administrative activities, respondents were asked ÒConsidering all of the above activities, 
how would you rate the reasonableness of your workload?Ó  Response categories ranged from Òmuch 
too lowÓ to Òmuch too high.Ó  In Table 6, these responses are coded so that those responding ÒhighÓ or 
Òmuch too highÓ are shown. Job satisfaction was assessed with one question: ÒHow satisfied are you, in 
general, with your job at CU?Ó  Responses range from 1 (very satisfied) to 4 (very dissatisfied).  The 
proportion reporting a high level of satisfaction is shown in Table 6. 
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Table 4: Work Activities by Gender 
Mean and Standard Deviation (SD) 

 LDEO &  DEES* Entire Lamont Campus 

  Females Males Females Males 

Number of hours worked/week  51.9 
(10.8)  

53.9 
(10.0) 

51.1 
(9.9) 

53.9 
(10.6) 

% effort devoted to research 71.9% 
(18.1) 

65.0% 
(27.0) 

70.9% 
(21.1) 

66.8% 
(27.0) 

% effort devoted to teaching 11.6%               
(12.9) 

16.0%               
(19.7) 

9.6%                 
(11.8) 

13.6%                 
(18.6) 

% effort devoted to committee & 
administrative work 

16.6% 
(14.3) 

18.9% 
(18.2) 

19.5% 
(19.9) 

19.6% 
(19.8) 

% of salary covered by CU 
  

31.5% 
(23.7) 

45.0% 
(32.0) 

31.0% 
(27.8) 

43.2% 
(33.3) 

*  Excludes CIESIN and IRI staff  
 
Work Activities.  As shown in Table 4, there are no significant differences in work activities by gender. 
The distribution of time among research, teaching, and committee/administrative work is similar, with 
women reporting a somewhat greater percentage of time on research and less time on teaching.  Overall, 
research-related activities occupy about two thirds of work effort for men and just over 70 percent for 
women.   
 
There is no significant gender difference in reports of percentage of salary covered by the university, 
although men average a somewhat higher percentage.  The relatively low  proportion of salary covered 
by the University and the high percentage of time devoted to research are consistent with the grant-
dependent nature of work at Lamont. 
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Div is ion of Work Effort for Females at the Lamont 
Campus

Teaching
9.6%

Committee & 
Administrative 

Work
19.5%

Research
70.9%

 

Division of Work Effort for Males at the Lamont Campus

Teaching, 
13.6%

Committee & 
Administrative 
Work, 19.6%

Research, 
66.8%
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Table 5: Committee Activities by Gender 

 LDEO &  DEES* Entire Lamont Campus 

  Females Males Females Males 

# of committees on in the last 
year (mean & SD) 

2.28                
(2.11) 

2.11             
(2.32) 

1.76               
(1.90) 

2.02               
(2.20) 

% chaired a committee in the 
last year 

33%                24%                24%                 25%                 

% served on an academic 
committee in last 3 years 

11%                  27%                21%                26%               

% served on an appointment or 
promotion committee in last 3 
years 

94%                 72%                 96%            81%              

% served on an executive or 
steering committee in the last 3 
years 

29%                23%                  21%              25%                

% served on a diversity 
committee in the last 3 years 

6%                  6%                  14%               6%                   

# of national and international 
groups served on in current 
academic year (mean & SD) 

 
.78                  
(1.11) 

 
1.02               
(1.13) 

 
.79                 
(1.11) 

 
1.04                
(1.15) 

*  Excludes CIESIN and IRI staff 
 
Women and men who responded to the survey each report membership in an average of two committees 
in the current academic year and they are equally likely to chair committees.  In the past three years, 
women and men report similar representation on committees focused on academic matters, 
appointments, executive/steering functions and diversity.  Male and female respondents report serving 
on an average of about one national or international group in the current academic year. 
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Table 6: Satisfaction with Work Activities by Gender 

 LDEO &  DEES* Entire Lamont Campus 

  Females Males Females Males 

% of respondents who say 
workload is high or much too 
high 

 
 
56%                  

 
 
74%                 

 
 
54%                  

 
 
67%                  

% of respondents very satisfied 
with their job  

 
28% 

 
21% 

 
32% 

 
30% 

*  Excludes CIESIN and IRI staff 
 
 
As shown in Table 6, a majority of respondents describe their workloads as either ÒhighÓ or Òmuch too 
high.Ó  Although close to 80% describe themselves as either ÒsomewhatÓ or Òvery satisfiedÓ with their 
jobs at Columbia, a minority (fewer than one in three) of respondents reports being very satisfied. 
 
Responses to open-ended questions about reasonableness of workload indicate that many respondents 
would prefer more ÒhardÓ money support.  Examples of these responses include: 
 

ÒI would prefer to spend less time writing proposals and more time actually doing the work.Ó 
 
ÒI'd like my salary to be hard, not soft money. Running around to get funds is counterproductive. 
In the current too competitive funding situation it also results in the overcommitment of 
researchers' time.Ó 
 
ÒMuch time and energy is spent on writing proposals as a soft money scientist at Lamont. It 
would be nice to have more institutional salary support so that more of my time and energy 
could be focused on what I am better at -- doing the scientific researchÓ 
 

Additional responses to this question are shown in Appendix A. 
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Gender and Mentoring 
 
Respondents were asked to report separately on how many male and female Òindividuals provide you 
with the types of career advice listedÓ (Serves as a model for my career; promotes my career through 
networking; advises about preparation for advancement; advises about getting my work published; 
advises about departmental politics; advises about obtaining resources I need; advocates for me; advises 
about balancing work and family).  They were asked to indicate a number for each, both inside 
Columbia and outside of Columbia. We determined the total number of male and female mentors by 
summing the number of mentors within and outside of Columbia.   
 

Table 7: Gender and Mentoring 
Mean and Standard Deviation (SD) 

 LDEO &  DEES* Entire Lamont Campus 

 Females Males Females Males 

Total # of mentors 3.61                  
(2.00) 

4.37                  
(2.04) 

3.57                 
(2.04) 

4.20                 
(4.0) 

# of male mentors 2.17 
(1.69) 

3.52 
(3.06) 

2.32 
(1.63) 

3.31 
(2.99) 

# of female mentors (% of mentors 
who are female) 

1.44 (40%) 
(1.46) 

.84 (19%) 
(1.43) 

1.28 (36%) 
(1.28) 

.88 (21%) 
(1.40) 

% who mentor one or more junior 
faculty/researcher    

78%                      63%                   66%                     67% 

# of male junior 
faculty/researchers that advise 

1.11                
(1.18) 

1.52                  
(2.03) 

.90                   
(1.14) 

1.52                 
(2.04) 

# of female junior 
faculty/researchers that advise 

1.50                  
(1.82) 

1.08                  
(1.58) 

1.21                  
(1.66) 

1.13                
(1.50) 

* Excludes CIESIN and IRI staff  
  p< .05 for LDEO and DEES, when CIESIN and IRI are excluded 
 
Mentoring.  While there are no significant gender differences in the total number of mentors by male 
and female respondents, on average, male respondents report more male mentors than do females.    
Approximately two-thirds or more of respondents report that they act as mentors for one or more junior 
faculty/researchers.   The levels of mentoring activities of male and female respondents are generally 
similar, with one significant difference: Women respondents at LDEO and DEES are more likely to 
report mentoring one or more junior faculty/researcher than are male respondents.  Although not 
statistically significant, there is a tendency for women and men to report both being advised by and 
advising their own gender.  
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Gender and Work Climate 
 
We inquired about various aspects of work climate, including respect from colleagues, scholarly 
integration, perceived fairness, and participation in decision-making (see Appendix B).  We measured 
respect from colleagues with 4 items (e.g., ÒI am treated with respect by colleaguesÓ; ÒI am treated with 
respect by my department/unit chairÓ).  Response choices were: never, infrequently, sometimes, 
frequently, all the time.  Internal consistency reliability (coefficient alpha) is .75.  We assessed the level 
of scholarly integration with a 5-item scale (alpha=.86).  Individuals were asked to indicate the 
frequency of their experiences with such situations as ÒI have opportunities to collaborate with 
colleaguesÓ and ÒcolleaguesÉs olicit my opinion about work-related matters.Ó Response options are as 
above.  Similarly, perceived fairness of departmental/unit processes was assessed by 4 items with the 
same range of responses.  Sample items are: ÒMy department/unit treats faculty/researchers in an even-
handed way;Ó Òmy department/unit effectively handles appeals and grievances.Ó Reliability of these four 
items is .91.  We also inquired about perceived involvement in the department/unitÕs decision-making 
process (alpha=.87).  Respondents were asked to rank their level of agreement with 4 statements by 
answering: Agree Strongly, Agree Somewhat, Disagree Somewhat, Disagree Strongly.  Examples of the 
statements are: ÒI have a voice in how resources are allocatedÓ; and Òmeetings allow for all participants 
to share their views.Ó  These items were recoded so that the scale had the same 1-5 range as the other 
climate scales.  All scales are scored so that high scores reflect positive evaluations of work climate. 
 

Table 8: Gender and Work Climate 
Mean and Standard Deviation (SD)  

(Scale: 1=low; 5=high) 

 LDEO &  DEES* Entire Lamont Campus 

 Females Males Females Males 

Perceived respect from 
colleagues   

3.88 
(.71) 

4.28 
(.55) 

4.00 
(.65) 

4.27 
(.57) 

Perceived level of 
scholarly integration  

3.56 
(.81) 

3.88 
(.65) 

3.61 
(.75) 

3.84 
(.68) 

Perceived fairness of 
departmental/unit 
processes   

2.91 
(.93) 

3.39 
(.80) 

3.02 
(.89) 

3.45 
(.84) 

Involvement in 
departmental/unit 
decision making 

2.89 
(1.02) 

3.23 
(1.01) 

2.91 
(1.05) 

3.31 
(1.06) 

*  Excludes CIESIN and IRI staff  
 G ender differences are statistically significant at p<.05  
             
  
Work Climate.  Women respondents consistently assess a poorer worker environment than men across 
all four scales, with gender differences reaching levels of significance for two out of the four scales 
(respect and fairness).   
 
Evaluations of work climate were also obtained through responses to open-ended questions about 
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positive and negative aspects of the current environment at Columbia.  The most frequently mentioned 
positive aspect was the stimulating intellectual environment. Typical responses were: 
 

ÒExciting environment for researchÓ 
 
ÒBroad vibrant intellectual communityÓ 

 
Colleagues and intellectual freedom were mentioned, as well, as positive aspects of work at Columbia.  
Examples of comments include: 
 

ÒDynamic and supportive colleagues conducting compelling scienceÓ 
 
ÒFreedom to pursue my research interestsÓ 

 
When asked to describe negative aspects of work environment at Columbia, respondents most frequently 
alluded to the distinction between teaching and research faculty.  This response was more frequently 
given by female scientists.  Illustrative responses include: 

 
ÒTwo-class structure, where faculty are superior to research scientistsÓ 

 
ÒIt's a cauldron, very competitive and very difficult for researchers to survive, easier for faculty 
(myself).Ó 

 
Further responses are shown in Appendix A. 
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Gender and Discrimination/Diversity 
 
Respondents were asked, ÒWithin your unit, how often in the last three years have you heard faculty 
members or staff make disparaging or other inappropriate remarks about faculty, students, or staff based 
on the characteristics listed below?Ó  Areas included were: research area, research approaches, gender, 
and family responsibilities. The range of responses included: Never, Once or twice, Once every month 
or two, Weekly or daily.  Responses were recoded and dichotomized to ÒNeverÓ and ÒOnce or more,Ó 
and percentage reporting the occurrence once or more is reported in Table 9.  
 
Respondents were also asked, ÒDo you feel that your career advancement has been helped or hindered 
because of any of the characteristics listed below?Ó  Areas included gender and family responsibilities.  
Response categories were: ÒHelped,Ó ÒHindered,Ó ÒHelped and Hindered,Ó Or ÒNeither.Ó We recoded 
these items to isolate instances where respondents felt that their career advancement was hindered and 
compared this response to the other 3 response categories. 
 
Scales for perceived gender diversity and department promotes gender diversity were made up of 3 
and 4 items, respectively. The perceived gender diversity scale consisted of items such as ÒToo few 
women hold tenured positions in my department/unitÓ (alpha=.84). The department promotes gender 
diversity scale included items such as ÒMy department/unit makes an effort to promote women into 
leadership positionsÓ (alpha=.85). Response options were: Agree Strongly, Agree Somewhat, Disagree 
Somewhat, Disagree Strongly, DonÕt Know. DonÕt know was recoded as a middle value and the 
responses for the perceived gender diversity scale were reverse-coded so that a high score indicates a 
higher level of agreement.  
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Table 9: Gender and Discr imination 
. 

 LDEO &  DEES* Entire Lamont Campus 

 Females Males Females Males 

% heard disparaging remarks 
about: 
          
         Research Area 
         Research Approaches   
 
         Gender   
         Family responsibilities   
  
         Sexual orientation 
         Physical appearance 
         Age 

 
 
 
61 %  
61 % 
 
67 %  
61 %  
  
19% 
39% 
33% 
 

 
 
 
62 %  
65 % 
 
24 %  
17 %  
  
7% 
20% 
30% 

 
  
 
54 %  
57 % 
 
52 %  
48 %  
  
16% 
33% 
30% 

 
 
 
56 %  
63 % 
 
20 %  
18 %  
  
5% 
18% 
25% 

% felt  career hindered because of: 
 
       Gender   
       Family responsibilities    
 
       Sexual orientation 
       Age 

 
 
33 %  
59 %  
 
6% 
19% 

 
 
06 %  
20 %  
 
2% 
10% 

 
 
29 %  
52 %  
 
4% 
12% 

 
 
06 %  
19 %  
 
1% 
9% 

* Excludes CIESIN and IRI staff  
 G ender differences are statistically significant at p<.05  
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Table 10: Gender Diversity 
Mean and Standard Deviation (SD) 

(Scale: 1=low; 5=high) 

 LDEO &  DEES* Entire Lamont Campus 

 Females Males Females Males 

Level of agreement that 
department/unit is gender diverse   

1.37 
(.48) 

1.73 
(.88) 

1.80 
(.97) 

2.10 
(1.17) 

Level of agreement that 
department/unit promotes gender 
diversity 

2.81 
(1.17)  

3.24 
(1.01) 

3.04 
(1.14) 

3.30 
(1.04) 

* Excludes CIESIN and IRI staff 
 G ender differences are statistically significant at p<.05  
 
Gender Discr imination/Diversity Women respondents are consistently more likely than men to report 
experiencing gender-related discrimination or adversity. Reports of hearing disparaging remarks about 
gender and family responsibilities are over three times more frequent among women. Two thirds of 
female respondents from LDEO and DEES indicate that they have heard disparaging remarks about 
women, a rate that exceeds comments about other areas (such as research areas and research approaches 
about which disparaging remarks are reported with equal frequency by women and men). On average, 
women are also more likely than men to report hearing disparaging remarks about sexual orientation, 
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physical appearance and age.  
 
Gender and family responsibilities are cited far more frequently by women as hindering their career 
advancement, with over half of female respondents indicating that their family responsibilities have 
hindered their advancement.  While male respondents are more likely than female respondents to agree 
that their unit/department is diverse with respect to gender, levels of agreement with these statements is 
generally low among both women and men.  There are small, but statistically nonsignificant gender 
differences in the beliefs that the department/unit promotes gender diversity.  The average scores on the 
latter scale (around 3) indicate that neither male nor female respondents believe strongly that their 
department/unit promotes gender diversity. 
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Gender and Balancing Personal and Professional Responsibilities 
 
Respondents were asked to indicate their level of agreement (Agree Strongly, Agree Somewhat, 
Disagree Somewhat, Disagree Strongly, or N/A) with the following statements: 
 

• I am usually satisfied with the way in which I balance my professional and personal life. 
• I have seriously considered  leaving CU in order to achieve better balance between work and 

personal life. 
• I often have to forgo professional activities because of personal responsibilities.  
• Personal responsibilities and commitments have slowed down my career progression. 
• My professional commitments have compromised my personal responsibilities and 

commitments.  
• I am viewed as less committed professionally because of personal commitments. 

 
These items were recoded (N/A responses were coded as missing data) and summed to form a scale of 
work-family balance (alpha=.75), with high scores indicating greater difficulty balancing work and 
personal life. 
 
Respondents were also asked to estimate, for the past year, the number of weeks they spent away from 
home on research/field related work and the number of professional meetings or conferences they 
attended requiring at least one overnight stay.  In addition, they were asked to indicate how many times 
in the past year they had to miss opportunities to speak at or attend important conferences because of 
family responsibilities.  We present responses to this question in two parts: first the percentage of 
respondents reporting that they missed any such opportunities and second, among those who missed any 
opportunity, the number of times this occurred. 
 
Respondents were also asked to rank their level of concern about a range of personal family issues (such 
as the timing of child bearing, securing reliable/flexible childcare, providing elder care).  Table 11 
reports the percentage of respondents who indicated that they are very or extremely concerned about 
each of these issues.  Finally, this table shows the percentage of respondents who report that they 
provide care for an aging parent or relative. 
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Table 11: Gender and Balancing Personal and Professional Responsibilities 

 LDEO &  DEES* Entire Lamont Campus 

 Females Males Females Males 

Level of difficulty in balancing 
professional and personal life     
(scale: 1=low, 5=high) 

4.31 
(0.88) 

3.50 
(1.16) 

4.12 
(0.96) 

3.34 
(1.19) 

% very or extremely concerned 
about meeting family 
responsibilities 

50% 
 

28% 
 

43% 
 

33% 
 

% very or extremely concerned 
about timing of child bearing 

22% 
 

10% 21% 11% 

% very or extremely concerned 
about securing reliable/flexible 
childcare 

22% 15% 29% 13% 

% very or extremely concerned 
about providing elder care 

22% 11% 14% 13% 

% who provide care for an 
aging parent or relative 

11% 
 

6% 
 

10% 
 

9% 
 

* Excludes CIESIN and IRI staff 
 G ender differences are statistically significant at p<.05  
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Table 12: Gender and Travel for Research/Conferences 

 LDEO &  DEES* Entire Lamont Campus 

 Females Males Females Males 

# of weeks away for research   
(mean and SD) 

3.73                
(3.51) 

4.76                
(3.47) 

3.03               
(3.11) 

4.52                  
(3.44) 

# of overnight conferences 
attended in last year (mean and 
SD) 

4.00  
(3.74) 

4.41 
(2.85) 

4.00 
(3.56) 

4.50 
(3.01) 

% who missed conferences 
because of family 
responsibilities   
 
     Among those who missed 
     conferences, # of  
     conferences missed  
     (mean and SD) 

50% 
 
 
 
3.00 
(1.73) 

18% 
 
 
 
2.64 
(1.57) 

41% 
 
 
 
3.42 
(1.73) 

19% 
 
 
 
2.60 
(1.35) 

* Excludes CIESIN and IRI staff 
 G ender differences are statistically significant at p<.05  
  G ender differences are statistically significant at p<.05 (results are stronger for the entire Lamont 
Campus) 
 
 
Balance personal and professional responsibilities.  As shown in Table 11, compared to male 
respondents, women express far more problems with respect to balance between professional 
responsibilities and personal life.  In general, female respondents are also more concerned about meeting 
family responsibilities, the timing of childbirth, securing reliable and flexible child care, and providing 
elder care.  There is no significant gender difference in reports of providing care for an elderly parent or 
relative. 
 
Table 12 presents information on conference and research travel.  On average, male respondents spend 
significantly more time away for research and report attending more conferences involving an overnight 
stay than do female respondents, although the latter difference is not statistically significant.  Over twice 
as many female as male respondents report that they have missed opportunities to speak at or attend 
conferences because of family responsibilities.  Among women and men who report missing such 
opportunities, the frequency of occurrence is somewhat greater for women than men, but the gender 
difference doesnÕt reach levels of statistical significance.   
 
Adjustment for age differences between males and females did not alter the patterns of significance 
reported for questions relating to family responsibilities. In an open-ended question, respondents were 
asked to suggest strategies that the university might adopt to Òhelp you better manage your work and 
personal/family responsibilities.Ó  This question elicited suggestions from about one-third of the 
respondents.  These suggestions centered on child care, leave, and opportunities to work part-time, and 
are illustrated by the following responses: 
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ÒService for providing reliable child-care when child is sick, or traveling. Secretarial support at 
work would help me spend more time at home. Paid vacation and sick leave would help me 
spend more time with my family.Ó 
 
ÒOpportunity for part time work and sabbatical for research scientists, equal benefits for senior 
researcher and faculty.Ó 
 

Additional responses to this question appear in Appendix A. 
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Gender and Outside Job Offers 
 
Respondents were asked to answer ÒYesÓ or ÒNoÓ to questions about whether they had ever sought an 
outside offer while at CU, been approached with an outside offer while at CU, received an outside offer, 
and if so had an outside offer ever resulted in a salary increase or promotion.  Data are presented on the 
percentage of respondents who ever sought or were approached with an outside offer.  Finally, the 
percentage of respondents who obtained a salary increase or promotion as a result of an outside offer is 
presented among respondents who had ever received such an offer. 
 

Table 13: Gender and Outside Job Offers 

 LDEO &  DEES* Entire Lamont Campus 

 Females Males Females Males 

% sought outside job offer 65% 53% 47% 47% 

% approached with outside offer    55% 78% 50% 73% 

If received outside offer: 
   % obtaining salary increase/promotion  

 
38% 

 
56% 

 
38% 

 
51% 

* Excludes CIESIN and IRI staff 
  G ender differences are statistically significant at p<.05 (statistical significance of results is stronger 
for the entire Lamont Campus) 
 
Gender and Job Offers.  Female and male respondents were equally likely to seek an outside job offer.  
However, males were significantly more likely than females to be approached with an outside offer.  
Males on average, were more likely to report obtaining an increase in salary or a promotion as a result of 
an outside offer, although this difference is not statistically significant. 
 
  

Gender and Outside Job Offers
Means with Upper 95% Confidence Intervals

0%

10%

20%

30%

40%

50%

60%

70%

80%

90%

Sought outside job offer Approached w ith outside
offer

Obtained salary
increase/promotion as result

of an outside offer

Females

Males

 



 

 29 

Conclusions 
 
 
Responses to the survey of researchers and faculty on the Lamont campus showed several areas of 
similarity between women and men and a number of differences.  Among the similarities is the 
distribution of work effort among research, teaching, and administrative/committee activities. Both 
women and men report spending most of their effort on research and a relatively small share to time on 
teaching and administration/committee work.  The genders resemble each other in committee 
involvement as well, with equal representation on committees focused on academic matters, 
appointments, executive/steering functions and diversity.  Moreover, women and men are equally likely 
to report having chaired a committee.  
 
Male and female respondents differ, however, in how they evaluate the work climate in their 
department/unit, with women perceiving that they get less respect from colleagues and that 
departmental/unit processes are less fair.  Qualitative information shows a strong sense of intellectual 
stimulation and academic freedom but also concerns about a Òtwo-class structure,Ó at Lamont, reflected 
in the distinctions between officers of research and officers of instruction. 
 
Female and male respondents equally describe having heard disparaging remarks about research areas 
and approaches.  Such remarks were reported by a majority of respondents.  Women, however, are far 
more likely to report having heard disparaging remarks about gender and family responsibilities.  In 
addition, more female than male respondents believe that their careers have been hindered by their 
family responsibilities or their gender.  While women are less likely to agree that their department/unit is 
diverse with respect to gender, women and men equally disagree that their department/unit promotes 
gender diversity. 
 
Mentoring activities, both in terms of having mentors and serving as a mentor, show points of 
similarities and differences as well.  While there are no significant gender differences in access to 
mentors, female respondents from LDEO and DEES are more likely to report mentoring a junior 
colleague than are male respondents.  There is also a nonsignificant tendency for staff to mentor junior 
colleagues of their own gender. 
 
Women describe more difficulty balancing work and personal life.  They are also more likely to have 
responsibility for young children than do their male colleagues.  Female respondents also are concerned 
about securing reliable/flexible childcare.  Family responsibilities are also cited as limiting participation 
in conferences by twice as many female as male respondents.  On average, men report being away more 
weeks for research than do women. 
 
Finally, women and men are equally likely to seek outside job offers and to translate job offers into a 
salary increase or promotion. However, significantly more male than female respondents report having 
been approached with a job offer. 
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1. Increase and the number of women hired and retained. The survey findings are indicative of the 
demographics of the LDEO scientific workforce.  Women are underrepresented on the faculty, and they 
are becoming underrepresented on the research staff.  Since 2000, the representation of women on the 
research staff dropped from 23% to 17%.  This is largely due to a significant decline in the 
representation of women on the junior staff, which declined from 42% to 15%.  The post-doctoral ranks 
have consistently surpassed 30% women; more effort is needed on the part of division leaders to recruit 
women from the post-doctoral pool into the research scientist track.  The lack of a critical mass affects 
many aspects of the work environment for underrepresented minorities, including job performance, 
satisfaction, and performance ratings.7   
 
2. Improve the status of officers of research relative to officers of instruction. On the LDEO 
campus, women are disproportionately represented on the research track.  As long as this track is 
considered Òsecond classÓ compared to the faculty track, the careers of women scientists on the LDEO 
campus will be hindered.  The ongoing effort by the Observatory to increase the financial and social 
status of officers of research relative to officers of instruction should be continued, and these efforts 
should supported by the central administration of the University. 
 
3. Increase the number of women in leadership roles.  The survey results indicate that w omen feel 
disconnected from major decision-making processes at LDEO.  Currently there are no women associate 
directors at LDEO.  
 
4. Create incentives for divisions / units to foster  a diverse work environment.   The survey results 
indicate that neither men nor women describe their division/unit as gender diverse. Divisions / units 
should be encouraged to evaluate their own recruitment and retention efforts, and they should be held 
accountable for setting goals and demonstrating progress over time. 
 
5.  Cultivate a family-fr iendly work environment.  There are a range of steps that could be taken to 
improve the institutional climate for scientists who are faced with the challenges of balancing work and 
family responsibilities: 

!  Increase awareness of stop-the-clock promotion policies. Anecdotal evidence suggests that 
many women on the research staff do not even know that a stop-the-clock policy exists.  The 
option of establishing automatic stop-the-clock extensions for men and women should be 
explored.8 

!  Provide research scientists part-time options with benefits.  While the University currently 
does not provide this option for research scientists, it should be viable as long as researchers are 
able to ensure their salary support through grant money or through institutional support.  
LDEOÕs peer institutions, including Woods Hole Oceanographic Institutions (WHOI) and Yale 
University, offer fringe benefits for part-time research scientists.  Ongoing efforts to lobby the 
University administration on this issue should continue. 

!  Institutionalize childcare support for women scientists while they attend professional 
meetings and conduct fieldwork.  The survey results indicate that women were twice as likely 

                                                
7 Women tend to be rated about a half a standard deviation below equally qualified men when they make up less than 20% of the group. 
See P.R. Sackett, C.L.Z. DuBois, and A.W. Noe, 1991, ÒTokenism in Performance Evaluation: The Effects of Work Group Representation 
on Male-Female and White-Black Differences in Performance Ratings,Ó Journal of Applied Psychology, 76, pp. 263-267. 
8 Princeton has implemented an automatic stop-the-clock policy for any faculty member (man or woman) that becomes a new parent. 
Administrators say the policy has been an effective way of removing the stigma of appearing unproductive / uninterested when requesting a 
stop-the-clock extension. See: Jaschik, S., ÒStopping the Clock Ð Without Asking,Ó Inside Higher Ed, August 16, 2005.  



 

 32 

as men to report missed conferences because of family responsibilities. ADVANCE offers 
financial support to women in these situations, but the support needs to be institutionalized.  The 
cost to the institution would be marginal.9  

 
6.  Create more incentives and accountability for mentoring.  Even though LDEO women are 
disproportionately represented on the research track, they are more likely than their male colleagues to 
mentor junior scientists.  Mentoring should be a criterion in performance reviews, and divisions should 
be held accountable for retaining and promoting junior scientists.  Performance reviews should be 
substantive.  Research scientists should receive recognition and departmental support for mentoring 
graduate students.  A mentoring fund, created within each division, would encourage the research staff 
to apply for funding to support formal and informal mentoring activities. 
 
7.  Improve the institutional climate by increasing awareness of implicit bias.  The DirectorÕs 
ÒScience of DiversityÓ lecture series should be expanded, and opportunities to disseminate the social 
science research on implicit bias should be identified.  Opportunities to explore this subject at the 
division level should be identified.  
 
 
 

 
 
 
 
 

                                                
9 Childcare support awards are usually relatively small (i.e., less than $500) and they are infrequent.  During 2005 ADVANCE distributed 
less than $1700 in childcare support awards. 
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APPENDIX A 
 

Open-ended Survey Responses 
 
Survey respondents were asked to answer a series of open-ended questions that were scattered 
throughout the various sections of the survey.  84 % (73) of Lamont Doherty researches responded to 
these questions.  
 
Following the section on professional employment, respondents were asked, ÒIf there are parts of your 
workload that you do not feel are reasonable, what changes would you like to see in your 
responsibilities?Ó 32 people responded with the most common answers categorized as Òamount of time 
spent on grant proposals.Ó Some examples include: 
 

ÒI would prefer to spend less time writing proposals and more time actually doing the work.Ó 
 

ÒWay too much grant writing.Ó 
 
ÒI would like a modicum of hard salary support to lighten the oppressive load involved in 
securing funding for my self, my peers and the institution.Ó 
 
ÒI'd like my salary to be hard, not soft money. Running around to get funds is counterproductive. 
In the current too competitive funding situation it also results in the overcommitment of 
researchers' time.Ó 

 
The second and third most common responses Òadministrative workloadÓ and Òmore time to devote to 
researchÓ sometimes overlapped with the first: 

 
ÒAdministration of grants- [I]  spend way too much time doing these activities that are 
supposedly done by Contracts and Grants etc.Ó 
 
ÒNeed more administrative support - spend do much time doing secretarial work.Ó 
 
ÒMuch time and energy is spent on writing proposals as a soft money scientist at Lamont. It 
would be nice to have more institutional salary support so that more of my time and energy 
could be focused on what I am better at -- doing the scientific researchÓ 

 
At the end of the survey section on work environment, respondents were asked to ÒUse a few words to 
describe the two most important positive aspects of the current CU environment for you?Ó 72 individuals 
responded. The most frequent response was Òcolleagues.Ó 
 

ÒDynamic and supportive colleagues conducting compelling scienceÓ 
 
ÒVery high quality of students and professional colleaguesÓ 

 
The second most frequent responses fell into the category Òstimulating intellectual environment.Ó This 
was also the most frequent response for female scientists. Responses included: 
 

ÒIntellectual stimulation from students and peersÓ 
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ÒExciting environment for researchÓ 
 
ÒBroad vibrant intellectual communityÓ 

 
The third most common category of responses related to academic freedom: 
 

ÒFreedom when, where and what I work on.Ó 
 
ÒFreedom to pursue my research interestsÓ 

 
Following this list of positive aspects, respondents were asked to ÒUse a few words to describe the two 
most important negative aspects of the current CU environment for you?Ó 73 individuals responded. The 
most common responses fell into the category Òfinancial and fundingÓ spanning a range of issues: 
 

ÒAs a soft money scientist the lack of long term job security is a major negative aspect of my 
positionÓ 
 
ÒConstant battle to raise salary and research fundsÓ 
 
ÒI'm underpaid by nearly 20% relative to peer institutions and am even 12% below CU average 
for my position, despite the fact that I contribute way above average to the research and 
education needs on my department.Ó 
 
ÒInadequate salary relative to the cost of living when compared to other institutions.Ó 

 
The second most common response was categorized as Òhierarchy between officers of instruction and 
officers of research.Ó This was also the most common response from female scientists. 
 

ÒDiscrimination between research and teaching faculty - there is simply no justification for 
this.Ó 
 
ÒTwo-class structure, where faculty are superior to research scientistsÓ 
 
ÒLDEO scientists are 2nd-class citizen[s]  within larger CU campusÓ 

 
ÒThe arrogant and irreverent attitude of the faculty (and Columbia hierarchy) towards research 
officers of CU. The failure to appreciate, respect, and reward loyalty (all other factors being 
equal, like quality of research) - a person's worth seems to be solely measured by how much 
other universities seeks that person.Ó 
 
Òlack of security for officers of researchÓ 

 
ÒIt's a cauldron, very competitive and very difficult for researchers to survive, easier for faculty 
(myself).Ó 
 
ÒLack of respect from the University for Officers of Research (e.g., salary is not comparable to 
faculty at the same level; comparable access to and cost of Columbia housing as faculty at the 
same level)Ó 
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Finally, respondents were asked, ÒWhat University-sponsored remedies or strategies would you suggest 
to help you better manage your work and personal/family responsibilities?Ó 29 individuals responded. 
The most frequent suggestion referred to child care, leave, and opportunities to work part-time, 
sometimes echoing earlier challenges faced by officers of research: 
 

ÒThe university should actively support parents of young children by allowing for some 
combination of: 'stopping the clock' on tenure and promotions; permitting parents to work part-
time; allowing for time spent in child-care when evaluating performance; etc. Extended leave 
should be available for child or elder or sick care. Supervisors (i.e.: NOT just the HR folks) 
should be trained in such policies and senior staff or supervisors who do not accommodate 
parenting or family care in their groups should be called to task for violating important 
university policies.Ó 
 
ÒI think childcare should be subsidized by the university. When your whole salary goes towards 
childcare costs, one feels less motivated to keep working than when getting some $$$ for one's 
work. It would be so helpful if the university could provide sick care for children at a subsidized 
cost. The university should also allow for more flexible career paths for women. With difficult 
pregnancies, small children with health problems, elder care responsibilities require slower 
promotion clocks including the possibility to work part-time.Ó 
 
ÒService for providing reliable child-care when child is sick, or traveling. Secretarial support at 
work would help me spend more time at home. Paid vacation and sick leave would help me 
spend more time with my family.Ó 
 
ÒOpportunity for part time work and sabbatical for research scientists, equal benefits for senior 
researcher and facultyÓ 
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APPENDIX B  
 

Scale Construction 
 
Scholarly integration, Alpha= .86 

• I have opportunities to collaborate with colleagues. 
• I feel excluded from an informal network in my department/unit.(R) 
• Colleagues in my department/unit solicit my opinion about work-related matters (such as 

teaching, research, and service). 
• Colleagues doubt my judgment on matters in which I have expertise.(R) 
• My suggestions or comments are paid little attention or ignored.(R) 

 
Range of responses (1-5): 1=Never, 2=Infrequently, 3=Sometimes, 4=Frequently, 5=All the time 
 
Fairness, Alpha= .91 

• My department/unit encourages and empowers faculty/researchers. 
• My department/unit treats faculty/researchers in an even-handed way. 
• My department/unit effectively handles appeals and grievances. 
• My department/unit creates a cooperative and supportive environment. 

 
Range of responses (1-5): 1=Never, 2=Infrequently, 3=Sometimes, 4=Frequently, 5=All the time 
 
 
Respect, Alpha= .75 

• I am treated with respect by colleagues 
• I am inappropriately interrupted or cut off in meetings or discussions.(R) 
• I am treated with respect by my department/unit chair. 
• Others make condescending, derogatory, or patronizing remarks about my professional 

competence.(R) 
 
Range of responses (1-5): 1=Never, 2=Infrequently, 3=Sometimes, 4=Frequently, 5=All the time 
 
 
Decision-making, Alpha= .8809(males),.8216 (females) 

• I feel like a full and equal participant in the problem-solving and decision-making. 
• I have a voice in how resources are allocated. 
• Meetings allow for all participants to share their views. 
• Committee assignments are rotated fairly to allow for participation of all faculty/researchers. 

 
Range of responses(1-4, converted to 5): 4=Agree Strongly, 3=Agree Somewhat, 2=Disagree 
Somewhat, 1=Disagree Strongly 
 
 
 
 
 
Perceived Gender Diversity Scale, Alpha=.84 

• There are too few women faculty in my department/unit.(R) 
• There are too few women researchers in my department/unit.(R) 
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• Too few women hold tenured positions in my department/unit.(R) 
 
Range of responses(1-5): 5=Agree Strongly, 4=Agree Somewhat, 2=Disagree Somewhat, 1=Disagree 
Strongly, 3=DonÕt Know 
 
 
Department Promotes Gender Diversity Scale, Alpha=.85 

• My department/unit actively recruits women faculty. 
• My department/unit actively recruits women researchers. 
• My department/unit takes steps to enhance the climate for women. 
• My department/unit makes an effort to promote women into leadership positions. 

 
Range of responses(1-5): 5=Agree Strongly, 4=Agree Somewhat, 2=Disagree Somewhat, 1=Disagree 
Strongly, 3=DonÕt Know 
 
Balance between Work and Family, Alpha=.76 

• I am usually satisfied with the way in which I balance my professional and personal life (R). 
• I have seriously considered leaving CU in order to achieve better balance between work and 

personal life 
• I often have to forgo professional activities because of personal responsibilities 
• Personal responsibilities and commitments have slowed down my career progression 
• My professional commitments have compromised my personal responsibilities and commitments 
• I am viewed as less committed professionally because of personal commitments 

 
Range of response (1-4): 4=Agree Strongly, 3=Agree Somewhat, 2=Disagree Somewhat, 1=Disagree 
Strongly 
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APPENDIX C 
 

Survey Instrument 
 
 
 
 
 

 
 
 

COLUMBIA UNIVERSITY  
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Adapted from University of Michigan and University of Wisconsin ADVANCE surveys 

 
*Please note that in all questions ÒCUÓ refers to Columbia University and Barnard College*  

 
I . PROFESSIONAL EMPLOYMENT 
 
IA. Current CU position: 
IA1. Title of current CU appointment   

Offi cer of Instruction Ð DROP DOWN Ð Instructor, Assistant 
Professor, Associate Professor, Professor, Assistant Professor of Clinical 
(dept.), Associate Professor of Clinical (dept.), Professor of Clinical 
(dept.), Visiting Professor, Visiting Associate Professor, Visiting 
Assistant Professor, Clinical Professor of (dept.), Associate 
Clinical Professor of (dept.), Assistant Clinical Professor of (dept.), 
Senior Lecturer, Lecturer, Associate, Assistant, Special lecturer 

     Offi cer of Research Ð DROP DOWN - Associate Research  
     Scientist, Senior Research Scientist, Research Scientist, Post-Doc, Senior  
     Research Scholar, Staff Associate, Senior Staff Associate 
 
IA2. In what department or research unit is your primary appointment? DROP-DOWN MENU 

Earth Institute: Center for Economy, Environment & Society (CEES); Center for International 
Earth Science Information Network (CIESIN); Goddard Institute for Space Studies (GISS); the 
International Research Institute (IRI) for Climate Prediction; Lamont-Doherty Earth Observatory 
(LDEO); Other 
 
Barnard College: Anthropology, Astronomy and Physics, Biology, Chemistry, Economics, 
Environmental Science, Mathematics, Political Science, Psychology, Sociology 
 
Graduate School of Ar ts and Sciences: Anthropology, Astronomy, Biology, Chemistry, 
Earth & Environmental Science, Ecology, Evolution & Environmental Biology, Economics, 
International Affairs, Mathematics, Physics, Political Science, Psychology, Sociology, Statistics  
 
School of Engineer ing and Applied Science: Applied Physics & Mathematics, Biomedical 
Engineering, Chemical Engineering, Civil Engineering, Computer Science, Earth & 
Environmental Engineering, Electrical Engineering, Industrial Engineering & Operations 
Research, Mechanical Engineering 
 
Mailman School of Public Health:  Biostatistics, Environmental Health Sciences, 
Epidemiology, Health Policy & Management, Population & Family Health, Sociomedical 
Sciences 

 
IA3. How would you classify the primary field of your CU appointment?   
 Social Science 
 Geoscience 
 Bioscience  
 Math & Physical Sciences 
 Engineering 
 Public Health 
 Medicine 
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 Humanities 
 Other 
 
IA4. Which of the following fields outside of your primary appointment does your research have an impact on? 

Social Science 
 Geoscience 
 Bioscience  
 Math & Physical Sciences 
 Engineering 
 Public Health 
 Medicine 
 Humanities 
 Other 
 
IB. CU Employment Activities Ð It  may be useful to have your CV out to complete this section, however if it is not 
available make your best effort to answer the questions. 
 

IB1. Research  
IB1a. Currently, how many internally or externally funded grants are you PI or Co-PI on? ____ internally funded 
                ____externally funded 
   IB1a1.  How many other internally or externally funded grants do you work on?  ____ internally funded 
                ____externally funded 
IB1b. In a typical year, how many grant proposals do you prepare? ____ 
 
IB1c. For the current fi scal year, which category best describes the total amount of your external grant support 
(direct and indirect)?   

$0 Ð 20K    $20,001 Ð 100K    $100,001 Ð $500K    $500,001 Ð $1million    more than $1million 
 
IB1d. In the last year, how many weeks were you away from home on research/field related work? ____ 
 
IB1e. In the last year, how many professional meetings or conferences did you attend that involved at least one 
overnight stay? ____ 
 
IB2. Teaching 
IB2a. Indicate your teaching responsibilities for the current academic year.  
 Number of courses in which you are the sole instructor ____ 
 Number of courses you co-teach as co-instructor____ 

Total number of undergraduate students in your courses ____ 
Total number of graduate students in your courses ____ 

 
IB2b. In the past 3 years, how many new courses have you prepared? ____ 

IC3b1. Of these, how many did you propose? ____ 
IC3b2. How many were you asked or required to develop? ____ 

 
IB2c. How many doctoral committees do you currently sit on? ____ 
IB2d. How many doctoral theses/dissertations do you currently supervise? ____ 
IB2e. How many masters essays do you currently supervise? ____ 
IB2f. How many undergraduate research projects or senior theses do you currently supervise? ____ 
 
IB2g. In addition to the students you listed in questions IB2c-IB2f, how many of each of the following types of 
individuals do you currently advise on academic, professional, and/or personal matters?  

____ Undergraduates   ____ Medical students   ____ Residents/fellows 
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____ MasterÕs students  ____ Post-docs    ____ Junior faculty/ research scientists 
____ Doctoral students 

 
IB3. Service/Administrative Activities 
 
IB3a. WeÕre interested in knowing your level of involvement in committee work at CU over the past 3 years. For 
each of the following committees, specify your participation by checking the appropriate box.  
Please check all that apply for each committee <Built in pattern: if yes serve É  then did you chair?> 
  

Department/Unit 
level 

 
School, EI, or 

University level 
Curriculum/ academic programs   
Graduate admissions   
Post Doc appointments   
Faculty/ department head search   
Appointments and promotions   
Steering or executive committee   
IRB   
Diversity/Equity Committee   
Other   
 
IB3b. In this current academic year, how many committees do you serve on? ____ 

IC4b1. How many do you chair? ____ 
 
IB3c. Are you currently, or have you ever been chair of your department/unit? Yes, currently 
          Yes, in the past 
          Never 
 
IB3d. Do you currently, or have you ever had administrative responsibilities such as being vice-president, dean, 
deputy chair; center/lab/institute/program director or administrator?    Yes     
                Yes, in the past 
         Never  
 
IB3e. Please check which, if any, of the following national or international activities you have been engaged in 
within the past 3 years. Please list the number of times you have served on each type of committee listed.  
<Built in pattern: if yes serve É  then did you chair?> 
  

National 
 
International  

Professional/scientifi c organizations   
Government agency, foundation, or other funding organization 
grant review 

  

Editorial board   
Institute of Medicine/National Academy of Science/ National 
Academy of Engineering panel or committee 

  

Governmental agency advisory committees   
Corporate/foundation committees/board membership   
Nongovernmental Organizations   
 
IB3f. In this current academic year,  

How many national or international groups do you serve on? ____ 
How many do you chair? ____ 
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IB3g. Separately for the academic year and summer, please estimate the percentage of your work time that you 
devote to:  
 September Ð May June Ð August 
Research activities   
Teaching activities   
Committee work and administrative activities   
Clinical activities   
 100% 100% 
 
IB3h. Overall, how many hours a week do you devote to all of the above activities? ____  
 
IB3i. Considering all of the above activities, how would you rate the reasonableness of your workload? 
 

Much too low Low  About right  High  Much too high NA 
 
IC. If  there are parts of your workload that you do not feel are reasonable, what changes would you like to see in 
your responsibilities? 
___________________________________________________________________________________________
___________________________________________________________________________________________ 
 
I I . WORK ENVI RONMENT 
 
I IA. Work Environment 
 
IIA1. How frequently does your department/unit formally review your job performance?  

At least once a year  Once every 2-3 years      Less than once every 3 years Never 
 
IIA2. How clear are your department/unitÕs criteria for job promotion? 

Very clear Fairly clear Somewhat clear    Only a little clear    Not at all clear 
 
IIA3. Have you received a written copy of these criteria? Yes No   
 
IIA4. Please indicate how often you feel or experience the following within your department/unit at CU?  

 
Click one number on a scale of 1 to 5 for each 
statement. 

Never 
1 

Infrequently 
2 

Sometimes 
3 

Frequently 
4 

All the 
time 

5 

a. I  am treated with respect by colleagues. 1 2 3 4 5 

b. I have opportunities to collaborate with 
colleagues. 1 2 3 4 5 

c. I am inappropriately interrupted or cut off  in 
meetings or discussions. 

1 2 3 4 5 

d. I am treated with respect by my department/unit 
chair. 

1 2 3 4 5 

e. I feel excluded from an informal network in my 
department/unit. 

1 2 3 4 5 

f. Others make condescending, derogatory, or 
patronizing remarks about my professional 
competence. 

1 2 3 4 5 

g. Colleagues in my department/unit solicit my 
opinion about work-related matters (such as 
teaching, research, and service). 

1 2 3 4 5 

h. Colleagues doubt my judgment on matters in 1 2 3 4 5 
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Click one number on a scale of 1 to 5 for each 
statement. 

Never 
1 

Infrequently 
2 

Sometimes 
3 

Frequently 
4 

All the 
time 

5 
which I have expertise. 
i. My suggestions or comments are paid little 
attention or ignored.  

1 2 3 4 5 

j. I feel that my colleagues value my research, 
leadership, and scholarship. I am recognized for my 
expertise 

1 2 3 4 5 

k. I do a great deal of work that is not formally 
recognized by my department/unit. 

1 2 3 4 5 

l. I feel isolated in my department/unit. 1 2 3 4 5 
m. My department/unit encourages and empowers 
faculty/researchers. 1 2 3 4 5 

n. My department/unit treats faculty/researchers in 
an even-handed way. 

1 2 3 4 5 

o. My department/unit effectively handles appeals 
and grievances. 

1 2 3 4 5 

p. My department/unit creates a cooperative and 
supportive environment. 

1 2 3 4 5 

 
If your responsibilities include teaching and/or advising, please answer the following: (If not, skip to IIA5) 

q. I am valued as a teacher and advisor by my 
students. 1 2 3 4 5 N/A 

r. I am valued for my teaching and advising by 
members of my unit/department. 

1 2 3 4 5 N/A 

 
IIA5. How much do you agree or disagree with the following statements about the decision-making process 
within your department/unit? <No a/b for department chairs> 

 

Circle one number on a scale of 1 to 4 for each statement. 

Agree 
Strongly 

1 

Agree 
Somewhat 

2 

Disagree 
Somewhat 

3 

Disagree 
Strongly 

4 

a. I  feel like a full and equal participant in the problem-
solving and decision-making. 

1 2 3 4 

b. I have a voice in how resources are allocated. 1 2 3 4 
c. Meetings allow for all participants to share their views. 1 2 3 4 
d. Committee assignments are rotated fairly to allow for 

participation of all faculty/researchers. 
1 2 3 4 

 
I IB. Career Advisement  
 
IIB1. In the chart below please indicate if there is anyone either inside or outside CU who provides you with the 
types of career advisement listed below.  
 
 Inside Columbia Outside Columbia 

a. Serves as a model for my career   
b. Promotes my career through networking   
c. Advises about preparation for advancement (e.g. 
promotion/tenure, leadership positions) 

  

d. Advises about getting my work published   
e. Advises about departmental politics   
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f. Advises about obtaining resources I need   
g. Advocates for me   
h. Advises about balancing work and family   

 
IIB2. How many male individuals provide you with the types of career advice listed above?  
____ Inside CU  ____Outside CU 
 
IIB3. How many female individuals provide you with the types of career advice listed above?  
____ Inside CU  ____Outside CU 
 
IIB4. Do you give career advisement similar to the types listed above to junior faculty/researchers? 

Yes No "  skip to IID1 
 IIIC4a. If  yes, how many junior faculty/researchers do you currently advise? ____male 
____female 
 
I IC. Institutional Environment  
 
IIC1. In the past three years do you know of colleagues, staff or students who have been sexually harassed 
at CU? 

No Yes, one Yes, more than one 
 
IIC2. Within your unit, how often in the last three years have you heard faculty members or staff make 
disparaging or other inappropriate remarks about faculty, students, or staff based on the characteristics 
listed below? 
 Never Once or twice Once every 

month or two 
Weekly or daily 

Race/ethnicity     
Gender     
Sexual orientation     
Physical appearance     
Disability     
Age     
Family responsibilities     
Research area     
Research approaches (theoretical 
or methodological orientation) 

    

 

IIC3. Do you feel that your career advancement has been helped or hindered because of any of the 
characteristics listed below?  
 

 Helped Hindered Helped  and 
Hindered 

Neither 

Race/ethnicity 
 

   

Gender     
Sexual Orientation     
Age     
Family responsibilities     
 
IIC4. Are there any other factors you would like to raise that have served as facilitators or barriers to your 
career advancement? 
_____________________________________________________________________________________
_____________________________________________________________________________________ 
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I I I . DIVERSITY ISSUES AT CU 
 
III A. With respect to the recruitment of, institutional environment for, and leadership of women faculty, 
how much would you agree or disagree with the following statements about your primary 
department/unit?  

 
Circle one number on a scale of 1 to 4. 

Agree 
Strongly 

1 

Agree 
Somewhat 

2 

Disagree 
Somewhat 

3 

Disagree 
Strongly 

4 

DonÕt  
Know 

a. There are too few women faculty in my 
department/unit. 1 2 3 4 DK 

b. There are too few women researchers in my 
department/unit. 

1 2 3 4 DK 

c. Too few women hold tenured positions in my 
department/unit. 1 2 3 4 DK 

d. My department/unit actively recruits women faculty.  1 2 3 4 DK 
e. My department/unit actively recruits women 

researchers.  1 2 3 4 DK 

f. My department/unit takes steps to enhance the climate 
for women. 

1 2 3 4 DK 

g. My department/unit makes an effort to promote 
women into leadership positions. 1 2 3 4 DK 

 
IIIB . With respect to the recruitment of, climate for, and leadership of faculty of color, how much would 
you agree or disagree with the following statements about your primary department/unit?  

 
Circle one number on a scale of 1 to 4. 

Agree 
Strongly 

1 

Agree 
Somewhat 

2 

Disagree 
Somewhat 

3 

Disagree 
Strongly 

4 

DonÕt  
Know 

a. There are too few faculty of color in my department/unit. 1 2 3 4 DK 
b. There are too few researchers of color in my 
department/unit. 

1 2 3 4 DK 

c. Too few people of color hold tenured positions in my 
department/unit. 

1 2 3 4 DK 

d. My department/unit actively recruits faculty of color.  1 2 3 4 DK 
e. My department/unit actively recruits researchers of color. 1 2 3 4 DK 
f. My department/unit takes steps to enhance the climate for 

faculty/researchers of color. 
1 2 3 4 DK 

g. My department/unit makes an effort to promote 
faculty/researchers of color into leadership positions. 1 2 3 4 DK 

 
IV. Satisfaction with CU 
We would like to know how you feel about CU in general. 
 
IVA1. How satisfied are you, in general, with your job at CU? Please circle one number on a scale of 1 to 
4. 
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Very Satisfied 
1 

Somewhat Satisfied 
2 

Somewhat Dissatisfied 
3 

Very Dissatisfied 
4 

 
IVA2. How satisfied are you, in general, with the way your career has progressed at CU? 
 
Very Satisfied 

1 
Somewhat Satisfied 

2 
Somewhat Dissatisfied 

3 
Very Dissatisfied 

4 
 
IVA3. How satisfied are you, in general, with your salary relative to your peers at CU? 
 
Very Satisfied 

1 
Somewhat Satisfied 

2 
Somewhat Dissatisfied 

3 
Very Dissatisfied 

4 
 
IVA4a. Use a few words to describe the two most important positive aspects of the current CU 
environment for you? 
1. Most important? 
___________________________________________________________________________ 
2. Second most important? 
_____________________________________________________________________ 
 
IVA4b. Use a few words to describe the two most important negative aspects of the current CU 
environment for you? 
1. Most important? 
___________________________________________________________________________ 
2. Second most important? 
_____________________________________________________________________ 
 
V. PERSONAL LI FE 
 
VA. Balancing Personal and Professional Life 
We would like to know to what extent faculty/researchers at CU are able to balance their professional and 
personal lives.  
VA1. Please indicate how much you agree or disagree with the following statements about balancing your 
personal and professional lives. 

Click one number on a scale of 1 to 4. Click NA if the 
statement does not apply to you. 

Agree 
Strongly 

1 

Agree 
Somewhat 

2 

Disagree 
Somewhat 

3 

Disagree 
Strongly 

4 
NA 

a. I am usually satisfied with the way in which I balance my 
professional and personal life. 

1 2 3 4 NA 

b. I have seriously considered leaving CU in order to 
achieve better balance between work and personal life. 

1 2 3 4 NA 

c. I often have to forgo professional activities because of 
personal responsibilities. 

1 2 3 4 NA 

d. Personal responsibilities and commitments have slowed 
down my career progression. 1 2 3 4 NA 

e. My professional commitments have compromised my 
personal responsibilities and commitments.  

1 2 3 4 NA 

f. I am viewed as less committed professionally because of 
personal commitments. 1 2 3 4 NA 
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VA2. At this point, how concerned are you with the fol lowing issues? 
 Not at all 

concerned 
Somewhat 
concerned 

Concerned Very 
concerned 

Extremely 
concerned 

NA 

a. Timing of child bearing       
b. Infertility       
c. Securing reliable and 
flexible childcare 

      

d. Providing elder care       
e. Meeting family 
responsibilities 

      

f. Finding a spouse/partner       
 

VA3. Do you currently care for dependent children under the age of 18? 
 
# a. Yes   # b. No   Go to Question VA10 

 

VA4. How many dependant children in the following age groups are currently living at home? 
____ 0-5  ____ 6-10 ____ 11-14 ____ 15-18 

 
VA5. Do you currently use, or need, any day care services or programs to care for a dependent child? 
 
 # a. Yes   # b. No   Go to Question VA10. 
 
VA6. Which of the following childcare arrangements do you have?  Check all that apply 
 

! a. CU childcare center  # e. Family members (spouse/partner, grandparent, yourself, etc.)  

! b. Non-university childcare center # f. After-school care 

! c. Childcare in the provider's home # g. Child takes care of self  

! d. In-home provider (nanny/babysitter in 

your home) 

# h. Other (please specify):___________________________ 

 
VA7. Overall, how satisfied are you with these arrangements? 
Very Satisfied 

1 
Somewhat Satisfied 

2 
Somewhat Dissatisfied 

3 
Very Dissatisfied 

4 
 
VA8. How much of a need do you currently have for the following childcare services?  

 
Click one number on a scale of 1 to 4. 

High Need 
1 

Moderate 
Need 

2 

Low Need 
3 

No Need 
4 
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Click one number on a scale of 1 to 4. 

High Need 
1 

Moderate 
Need 

2 

Low Need 
3 

No Need 
4 

a. Availability of campus childcare 1 2 3 4 
b. Availability of campus infant/toddler care 1 2 3 4 
c. Flexible/ad-hoc child childcare when your child is sick or 
your usual childcare arrangements do not work  

1 2 3 4 

d. Childcare when you are away at conferences, 
special events, or doing fieldwork 

1 2 3 4 

 
VA9. In the past year how many times have you missed opportunities to speak at or attend important 
conferences because of family responsibilities? ____ 
 
VA10. Are you currently providing care for an aging parent or relative? 
 
 # a. Yes   # b. No   Go to Question VB1.  
 
 
VA11. How much time on average do you spend caring for an aging parent or relative per week? Check 
one. 
 

# a.  5 hours or less a 
week 

# b. 6-10 hours a 
week 

# c. 11-20 hours a 
week 

# d. 21-30 hours a 
week 

# e. More than 30 hours a 
week 

 
VA12. What University-sponsored remedies or strategies would you suggest to help you better manage 
your work and personal/family responsibilities? 
_____________________________________________________________________________________
_____________________________________________________________________________________ 
 
VB. Tenure and Promotion 
  
VB1. Do you have tenure? Yes  No 

VB1a. If  yes, year tenured:________________ 
 VB1b. If no, will you be eligible for tenure?  Yes  No "  Skip to VB4 
 
If you are tenured or eligible for tenure: 

VB2.Is it possible to stop or extend the promotion or tenure clock in your unit(s)/department(s)?  
Yes   No  I donÕt know 

 
 VB3. How would you rate your chances for getting tenure? 
 Excellent             Very Good             Good             Fair            Poor 
VB4. Do you have a nine-month or twelve-month contract? Nine-month  Twelve-
month 
 
VB5. What percentage of your contract was covered this year by university funds? ____ 
 
VB6. Have you ever sought an outside offer while at CU?    Yes  No 
           Have you ever been approached with an outside offer while at CU?  Yes No 
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           Have you ever received an outside off er?    Yes No "  Skip to VC1. 
If yes, has an outside off er ever resulted in a salary increase/promotion?    Yes 

 No 
 
VC. Personal Life 
 
VC1. Do you have a spouse or partner? Yes  No 
(If no, please go to question VIA) 
 
VC1a. What is your spouseÕs/partnerÕs highest degree? 

High school diploma      BA/BS     MA/MS     Professional degree     Doctoral degree 
 
VC1b. What, if any, is your spouseÕs/partnerÕs employment or career field? Academia    Other 
 
VC1c. What is your spouseÕs/partnerÕs employment status?    

Full time  Part time  Self-employed Not employed 
 
VC1d. What is your spouseÕs/partnerÕs preferred employment status at this time?   

Full time Part time Self-employed  Not employed 
 
VC1e. If your spouse/partner is employed at CU, what type of appointment does he or she have? Check 
all that apply.  

Not employed at CU 
faculty member     administrative/professional staff   offi ce or support staff 
primary research appointment   technical      health field 
post-doctoral or fellowship    librarian/curator     other, 

specify__________ 
 
VC1f. Have you ever sought help from CU in attempting to find appropriate employment for your spouse 
or partner?   Yes  No "  skip to VC2 

 
VC1f1. If yes, how satisfied were you with CUÕs help in locating appropriate opportunities for 
your spouse or partner? Click the appropriate number. 
Very dissatisfied   1  2  3  4  5  Very satisfied 

 
VC2. Have you ever considered leaving CU:  

to improve career opportunities for your spouse/partner?  Yes  No 
because of housing issues?     Yes  No 
because of schooling issues for your children?   Yes  No 

 
VI . DEMOGRAPHI CS 
 
VIA. Age: (years) ____ 
VIB. Sex:  Male Female  
VIC. US citizen?  Yes No 
 
VID. Racial/Ethnic Identifi cation (Check one):  
___Afri can American  
___Asian American 
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___Euro American 
___Latina/o or Hispanic American 
___Native American/American Indian 
___Mixed (pleased describe): 
___Other (please describe): 
 
VIE. What is your highest degree? ____ 
VIF. Year of highest degree: ____ 
 
VIG. What year was your fi rst appointment to CU after you finished your doctorate? ____ 
 
VIH. When were you promoted or hired into your current job title?  ____ 
 
VII. If  your current position is not your fi rst CU position, what was the title of 1st CU post-doctoral 
appointment?   

DROP DOWN Ð  
Offi cer of Instruction ÐInstructor, Assistant Professor, Associate 
Professor, Professor, Assistant Professor of Clinical (dept.), 
Associate Professor of Clinical (dept.), Professor of Clinical 
(dept.), Visiting Professor, Visiting Associate Professor, 
Visiting Assistant Professor, Clinical Professor of (dept.), 
Associate Clinical Professor of (dept.), Assistant Clinical 
Professor of (dept.), Senior Lecturer, Lecturer, Associate, 
Assistant, Special lecturer 
Offi cer of Research ÐAssociate Research Scientist, Senior 
Research Scientist, Research Scientist, Post-Doc, Staff 
Associate, Senior Staff Associate 

 
VIJ. Do you have academic or administrative duties in more than one department/unit at CU? 
 Yes  No " You are finished 
 
VIJa. On balance, do these duties help or hinder your research or scholarly responsibilities? 
 Help  Hinder Help and Hinder Neither 
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