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ADVANCE WORK ENVIRONMENT SURVEY REPORT

EXECUTIVE SUMMARY

Fundaed by the Nationd Science Founddion, the Earth Inditute ADVANCE program at
Columbia University seeks to increase the recruitment, retention, and advancement of women
scientists at the University. As an Earth Inditute program, ADVANCE targes scientists from
multiple disciplines within the University. In order to identify specific areas in need of change
and to establish a baseline againg which to measure future progress, ADVANCE administered a
work environment survey during the spring and summer of 2005to men and women scientists at
thefollowing units:

I Lamont-Doherty Earth Observatory (LDEO)

I Centerfor Intermational Earth Science Information Network (CIESIN)

I Intermational Resarch Institute for Climate and Scciety (IRI)

I FuFoundation School of Engineering and Applied Science

I MailmanSchool of Public Health

I Barrard Cadllege sciencedepartmerts

This report outlines the findings of the survey of the work environment for research and
ingructiond staff at the Lamont campus(LDEO, IRI, and CIESIN).! Theresearch 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 qudify to
receive salary suppot from the Observatory's endowments, in which case the titles carry a
Dohaty prefix (e.g., Dohaty Research Scientist). Scientists who are Dohaty Senior Research
Scientists are eligible for appointment as Dohety Senior Scholars, the highest research staff
distinction available at the Observatory. Also induded in the survey popuktionin thisreport are
staff assodates” and faculty (Officers of Ingruction) in Columbia@® Depatment of Earth and
Environmental Sciences (DEES). All DEES faculty have offices and appointments at LDEO.

The overall demographics of the Lamont research popuktion 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. Thee are no women with the title of
Dohety Senior Scholar or Assodate Director.

Thesurvey resultsindicate relatively few gende differences in some aspects of the Lamontwork
environment. Indicators assodated with this assessment indude

I Thesurvey respondants represent the diversity of thecampus No single group
domnaed or was not represented in the survey sample.

I Regadless of gende, thehigh qudity of theresearch staff can beinferred fromthe
significant proportion of scientists who have been approached with outside offers.

! All three research units are housed at the L amont 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 equdly likely to trandate an outside offer into a promotion or pay
raise.

In generdl, there are no significant differences in the work activities in which scientists on
campusare engaged. Research-related activities comprise more than 2/3 of thetotal

work effort of both men and women. Men and women also report smilar participaion as
members and chars of ingitutiond committees aswell as similar levels of involvement
in naiond or internaiond committees.

Responses to the open-endad questionsindicate that both men and women find the
Lamont environment to beintellectudly stimulating.

Although both men and women agree tha the research environment can be inhaently
compditive and even confrorntationd, women respondents consstently reported experiencing a
more difficult work environment than men. Indicators assodated with this assessment indude

Women scientists report receiving less respect from colleagues and perceive departmental
/ unit processes as lessfair than ther male colleagues. The mos common negaive
responge amongwomen to an open-endeal question aboutthe work environment was the
hierarchy between officers of ingruction and officers of research.

Women are more likely to report experiendng gender-related discrimination and
adversity. They arethree times more likely than men to report hearing disparaging
remarks aboutfamily responsbilities and gendea. Almog three out of every four women
respondeants from LDEO repotrt tha they have heard disparaging remarks aboutwomen.
In general, men and women do notstrongly bdieve tha diversity isagod of thar
depatment/ unit.

Over hdf of female respondents report that thar family responsbilities have hindered
thar career advancement. Women are twice as likely as men to report tha they have
missed oppotunities to speak or attend conferences because of family responsbilities.

For additiond details onthesurvey anditsfindings, please see theendosed repott,
recommendaions and appendices, which indudea summary of the open-ended responses, scale
condruction, and thesurvey ingrument.
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Advance Basaline Questionnare Design

The Columbia University (CU) Work Environment Survey was designed as an online survey with five
major sections Professond Employment (encompassing current CU position, research, teaching,
service and administrative activities), Work Environment (induding work climate, career advisement,
and inditutiond environment), Diversity Issues a CU (induding gende and ethnic diversity and
satisfaction with CU), Persond Life (induding bdandng persond and professiond life, child care,
elder care, and other conaerng), and Demographics. Respondents were also given the oppatunity to
respond to several pear-endedOquestions (see Appendix A), soliciting ther opinion about various
aspects of work at Columbia. A maority of the survey questionswere borrowed or adgpted from the
University of Michigan Suwvey of Academic Climate and Activities® and the Sudy of Faculty Worklife
at the University of Wisconsn-Madison? Other questions were adapted from the Stanford Faculty
Quality of Life Suney.”

The ADVANCE evauaion committee worked with a Gendea Studies Evaluaion Committee and
Advisory Group, comprised of members from variousdepatments across the university, to advise on
the content of the survey.® The survey was pilot tested among this group and other ADVANCE
committee members in December 2004 to evaluae how the survey flowed and to eliminae any
confusng components of the survey.

Following pilot testing and modifications the ADVANCE evaluaors worked with the Columbia
Center for Education Research and Evaluaion (CERE) to convet the survey to an online format. In
mid-April, approximately 15 membes of ADVANCE committees tested the online version of the
survey and revisonswere madeto increase the user-friendliness of the survey.

Dueto the sengitivity of the data being collected, the ADVANCE evauation team decided to condud
the CU Work Environment Survey anonymoudly. Participants logged in to the survey using their
Columbia ID so tha response rates coud be tracked by school and reminders coud be sent out.
However, once participants submitted thdr survey, thar 1D was stripped from the dataset.

Survey Administration

An introdudory letter describing the survey and derting recipients to an upcoming ingtructiond email was
mailed to 731 dligible faculty and researchers during the week of May 9, 2005. The survey went online

s 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, McL aughlin, 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 alink 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, June6, and June 27 to indviduas who
had not yet completed and submitted the survey. The online survey was closed on June 30, 200 after
beng up for approximately 6 weeks. On July 8, afind email was distributed to those indviduals who had
not completed the survey asking them to respond to a single survey question abou why they had not
completed the survey.

Response Rates

As shown in Table 1, the overdl respon® rate of the survey was 50% (N=368). Five pecent of
respondents (N=38) patially completed surveys, leaving a tota of 330 submtting completed surveys.
Respong rates were highe among females (58%) than males (47%). This holds for al schools except
Barnard College, where men were as likely to respondas were women. Lamont campusstaff returned 121
guestionnares (110 completed and 11 patially completed surveys) for a 56% respon rate, the highest of
any unit paticipding in the survey. Among Lamont campus staff, 59% of women and 55% of men
submitted questionnares. Therespon rates are typical for onlineand mailed surveys.

Table 2 illugrates response rates at the Lamont Campus in compaison with thos at other
ingitutions Theaveragerespon rate in these other ingditution, 53%, is very similar to therespon® rate at
Lamont (56%). To besure, a highe respon rate would have been desirable to strengthen our confidence
in the representative naure of the sample. It is not possible to deduce much aboutthe direction of any of
systematic bias. The few published studies tha have assessed how sample respon® bias changes with
increasing respong rate have foundfew if any systematic changes when inareasing sample rates from 50 to
about70 percent. However it would be unreasonable to draw any firm condusonto this survey because of
thevery different content and context of such studies. The mos reasonéable stance is to undescore tha we
have no reason to believe tha sample selection bias would greatly distort large gende differences reported
in thisreport. More importantly, this study is arare effort to collect systematic data on the nature of work
environment at Columbia. Althoughthefindingsin thisreport do not pretend to be definitive, they do offer
onesource of datato inform pdicy discussions



Table 1: ADVANCE Work Environment Survey Response Rate

Response
Group Sample Size 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 Founddion 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 respondal submitted partially completed interviews. Gende information was missing for three of
thepatially completed cases.

**_amont Dohety Earth Observatory (LDEO) and Department of Earth and Environmental Sciences
(DEES). Excludes IRI and CIESIN

*** Internaiond Research Ingitute for Climate and Sodety (IRI) and Center for Internationd Earth
Science Information Network (CIESIN)



Table 2: Institutional Climate Survey Response Rates

Institution | Year | Response Rate
ADVANCE Institutions
Lamont Canmpus Colunbia University 2005 55%
University of Michigan 1999 44%
University of Rhodeldand 2005 33%
University of Texas at El Paso 2004 48%
Utah State 2003 74%
University of Wisconsn 2003 62%
Other Peer Ingtitutions
UC Berkeley 2004 60%
MIT 2001 33%
Princeton 2003 76%
Stanford 2003 49%
Averagerespone rate (excluding Lamont) 53%




Lamont Campus Survey Respondents

Table 3 presents thedistribution of survey respondents from the Lamont Campusby rank, age, length of
employment at Columbia University, and presence of dependent children at home.

Table 3: Lamont Campus Survey Participant Characeristics

LDEO & DEES* Entire Lamont Campus

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

Junior 47% 45% 57% 46%

Senior 53% 55% 43% 54%
Age

Unde 40 28% 26% 41% 26%

41-50 67% 29% 48% 37%

51-60 5% 26% 7% 22%

60+ 0% 19% 4% 15%
Length of CU Employment

5 or fewer years 22% 26% 28% 26%

6 to 10years 22% 19% 28% 30%

11to 20years 45% 16% 28% 13%

21 or more years 11% 39% 16% 31%
Carefor Child unde 18

Yes 72% 27% 62% 37%

* Excludes CIESIN and IRI staff
G ende differences are statistically significant at p<.05

Data are presented for Lamont Dohaty Earth Observatory (LDEO) and the Department of Earth and
Environmental Sciences (DEES) separately from data on the entire Lamont campus (LDEO, DEES,
Center for Internaiond Earth Science Information Network [CIESIN] and the Internationd Research
Inditute for Climate Prediction [IRI]). Respondents from the Lamont campus are predomnantly
officers of research: only 17%report officer of ingruction titles. Maes 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 younge 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 dgpendent children unde 18. This gende difference remains after
statistical adjugment for the older age of the male respondents.

Work Activities by Gendea

Respondants were asked to estimate the total nunbers of hours they work per week, with responses
codd 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, 15E95, 105)in order to estimate the average
number of hours worked. In addition, they were asked to estimate the percentage of thar work time tha
they devote to research, teaching, and committee work and administrative activities, by entering a value
between 0 and 100%for each. Respondants were also asked, ONha percentage of your contract was
covered this year by university fund€OThey indicated a respon by entering a value between 0 and
100% Table 4 reparts these daafor respondents who work full-time (more than 30 hours/week).

The survey aso asked about committee work including the number served on in the current academic
year and the nunmber tha the respondeant chared. In Table 5, we repart the percentage of respondents
who chared oneor more committees. Respondents were also asked whether they served on a series of
different types of committees in the last three years. We groupeal together Qurriculuny academic
programsOand @raduae admissiongDas academic committees; and (pog doc appointments,OGaculty/
department head search,Oand Gappointments and promotloni)as appointments committees. CBteering or
executive committeeOservice is reported as well service on a Qliversity committee.O

Table 6 shows respondetsOevaluaions of the reasonaleness of ther workload and ther overall
satisfaction with ther jobs at Columbia. After bang asked to report on research, teaching and
committee/administrative activities, respondants were asked GConsidering all of the above activities,
how would you rate the reasonableness of your workload?0 Respons categories rangad from Gnuch
too lowOto Gnuch too high.O In Table 6, these responses are coded so tha those responding highOor
Qnuch too highQere shown. Job satisfaction was assessed with onequestion: How satisfied are you, in
general, with your job at CU?0 Respongs range from 1 (very satisfied) to 4 (very dissatisfied). The
propottionreporting a highlevel of satisfactionisshown in Table 6.
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Table4: Work Activitiesby Gender
Mean and Standad Deviation (SD)

LDEO & DEES* Entire Lamont Campus
Females Males Females Males
Number of hours worked/week 519 539 511 539
(108) (100) (9.9) (106)
% effort devoted to research 719% 65.0% 709% 66.8%
(181) (27.0) (211) (27.0)
% effort devoted to teaching 116% 16.0% 9.6% 136%
(129) (19.7) (118) (186)
% effort devoted to committee & | 16.6% 189% 195% 196%
administrative work (143) (182) (199) (198)
% of salary covered by CU 315% 450% 31.0% 432%
(23.7) (320) (278) (333)

* Excludes CIESIN and IRI staff

Work Activities. Asshown in Table 4, there are no significant differencesin 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 jus over 70 percent for

women.

There is no significant gende difference in reports of percentage of salary covered by the university,
athoughmen average a somewha higha pecentage Therelatively low propottion of salary covered
by the University and the high percentage of time devoted to research are congstent with the grant-
dependent naure of work at Lamont

12



Division of Work Effort for Females at the Lamont
Campus

committee &
Administrative
Work
19.5%

Division of Work Effort for Males at the Lamont Campus

Administrative
Work, 19.6%
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Table5: Committee Activities by Gender

LDEO & DEES*

Entire Lamont Campus

Females Males Females Males
# of committeesonin thelast 2.28 211 1.76 2.02
year (mean & SD) (2.11) (2.32) (2.90) (2.20)
% chared acommittee in the 33% 24% 24% 25%
last year
% served on an academic 11% 27% 21% 26%
committeein last 3 years
% served on an appointmentor | 94% 72% 96% 81%
promotion committeein last 3
years
% served on an executive or 29% 23% 21% 25%
steering committee in thelast 3
years
% served on adiversity 6% 6% 14% 6%
committee in thelast 3 years
# of naiond and internaiond
groupsserved onin current .78 1.02 .79 1.04
academic year (mean & SD) (1.11) (1.13) (1.11) (1.15)

* Excludes CIESIN and IRI staff

Women and men who respondel to the survey each report membership in an average of two committees
in the current academic year and they are equdly likely to char committees. In the past three years,
women and men report similar representation on committees focused on academic matters,
appointments, executive/steering fundions and diversity. Mae and female respondents report serving
on an average of aboutonenaiond or internaiond groupin thecurrent academic year.

14



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 ther job 28% 21% 32% 30%

* Excludes CIESIN and IRI staff

As shown in Table 6, a majority of respondents describe their workloads as either highOor Gnuch too
high.O Althoughclose to 80% describe themselves as either GomewhaOor Qrery satisfiedOwith ther
jobsat Columbia, aminority (fewer than onein three) of respondents reports being very satisfied.

Responses to open-ended questions about reasonableness of workload indicate tha many responcents
would prefer more hardOmoney suppot. Examples of these responsgsindude

QA would prefer to spend less time writing proposals and more time actually doing the work.O
Q'd like my salary to be hard, not soft money. Runmning aroundto get fundsis counterprodudive.
In the current too conpetitive fundng situationit also results in the overcommitment of
researchers time.O

OMuch time andenergy is spent on writing proposals asa soft money scientist at Lanort. It
would benice to have more inditutiond salary suppott so that more of my time andenergy
could befocused onwhat| ambetter at -- doing the scientific researchO

Additiond responsto this question are shown in Appendix A.
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Gendea and Mentoring

Respondants were asked to report separately on how many male and female Gndividuds provide you
with the types of career advice listedO(Serves as a modd for my career; promotes my career through
networking; advises about preparation for advancement; advises about getting my work published;
advises aboutdepartmental politics; advises about obtaining resources | need; advocates for me; advises
about bdanang work and family). They were asked to indicate a nunmber for each, both insde
Columbia and outside of Columbia. We deermined the total number of male and femae mentors by
summing the nunmber of mentors within and outside of Columbia

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

LDEO & DEES* Entire Lamont Campus
Females Males Females Males
Total # of mentors 3.61 437 357 4.20
(2.00) (2.04) (2.04) (4.0)
# of male mentors 217 352 2.32 3.31
(1.69) (3.06) (1.63) (2.99)
# of female mentors (% of mentors | 1.44 (40%) .84 (1%%) 1.28 (36%) .88 (21%)
who are female) (1.46) (143) (1.28) (1.40)
% who mentor oneor more junior | 78% 63% 66% 67%
faculty/researcher
# of male junior 111 152 .90 152
faculty/researchers tha advise (1.18) (2.03) (1.14) (2.04)
# of female junior 150 1.08 121 113
faculty/researchers tha advise (1.82) (1.58) (1.66) (1.50)

* Excludes CIESIN and IRI staff

p< .05for LDEO and DEES, when CIESIN andIRI are excluded

Mentoring. While there are no significant gende differences in the total nunmber of mentors by male
and femae respondents, on average male respondents report more male mentors than do females.
Approximately two-thirds or more of respondents report tha they act as mentors for oneor 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 bang advised by and
advising their own gende.
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Gendea and Work Climate

We inquired about various aspects of work climate, induding respect from colleagues, scholarly
integration, perceived fairness, and paticipaion in decison-making (see Appendix B). We measured
respect from colleagues with 4 items (e.g., Q am treated with respect by colleaguesQ QO am treated with
respect by my depatment/unit charQ). Respong choices were: never, infrequently, sometimes,
frequently, all thetime. Internd congstency reliability (coeficient aphg is.75. We assessed the level
of scholarly integration with a 5-item scale (alpha=.86). Individuds were asked to indicate the
frequency of thdr experiences with such situaions as O have oppotunities to collaborate with
colleaguesOand QolleaguesEs olicit my opinion about work-related matters.OResponse optionsare as
above Similarly, perceived fairness of departmental/unit processes was assessed by 4 items with the
same rangeof responses. Sample items are: My department/unit treats faculty/researchers in an even-
handed way;OQny department/unit effectively handles appeals and grievances.ORdliability of these four
items is .91. We aso inquired about perceived involvement in the depatment/unit@ decision-making
process (alpha=.87). Respondents were asked to rank thar level of agreement with 4 statements by
ansvering: Agree Strongly, Agree Somewha, Disagree Somewhat, Disagree Strongly. Examples of the
statements are: Q have a voice in how resources are allocated® and Qneetings allow for all participants
to share their views.O These items were recodal so that the scale had the same 1-5 range as the other
climate scales. All scales are scored so tha high scores reflect postive evaluaionsof work climate.

Table 8: Gender and Work Climate
Mean and Standad Deviation (SD)
(Scale: 1=low; 5=high)

LDEO & DEES* Entire Lamont Campus

Females Males Females Males
Perceived respect from 3.88 428 4.00 4.27
colleagues (.71) (.55) (.65) (.57)
Perceived level of 3.56 3.88 3.61 3.84
scholarly integration (.81) (.65) (.75) (.68)
Perceived fairness of 291 3.39 3.02 345
depatmental/unit (.93) (.80) (.89) (.84)
processes
Involvement in 2.89 3.23 291 3.31
departmental/unit (12.02) (12.01) (1.05) (1.06)
decision making

* Excludes CIESIN and IRI staff
G ende differences are statistically significant at p<.05

Work Climate. Women respondats consstently assess a poorer worker environment than men across
al four scales, with gende differences reaching levels of significance for two out of the four scales
(respect and fairness).

Evaluaions of work climate were also obtained through responsgs to open-ended questions about

17



postive and negaive aspects of the current environment at Columbia. The mog frequently mentioned
postive aspect was the stimulating intellectud environment. Typical responss were:

CExciting environment for researchO
CBroad vibrantintellectual communityO

Colleagues and intellectud freedomwere mentioned, as well, as postive aspects of work at Columbia.
Examples of commentsindude

CDynarric and suppottive colleagues conduding conpeling scienceO

CFreedomto pursue my research interestsO
When asked to describe negdive aspects of work environment at Columbia, respondents mog frequently
alludd to the distinction between teaching and research faculty. This respone was more frequently
given by female scientists. Illudrative respongsindude

OTwo-class structure, where faculty are supaior to research scientistsO

At'sa cauldron, very conpetitive and very difficult for researchersto survive, easer for faculty
(myself).O

Further respongs are shown in Appendix A.

18



Gender and Work Climate

Means with Upper 95% Confidence Intervals

Perceived respect Perceived level of

from colleagues

scholarly
integration

Involvement in
departmental/unit
decision making

Perceived fairness
of dept/unit
processes

o Females
m Males
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Gendea and DiscriminaionDiversity

Respondents were asked, QVithin your unit, how often in the last three years have you heard faculty
members or staff make disparaging or other ingopropriate remarks aboutfaculty, students, or staff based
on the characteristics listed bdow?O Areas induded were: research area, research approaches, gender,
and family responsbilities. The range of responss induded: Never, Once or twice, Once every month
or two, Weekly or daly. Responss were recoded and dichotomized to ONeverOand GDnce or more,O
and percentage reporting the occurrence once or more is reported in Table 9.

Respondants were also asked, Do you feel that your career advancement has been hdped or hindered
because of any of the characteristics listed bdow?0 Areas induded gendea and family responsbilities.
Respons categories were: (Helped, OMHindered, OHelped and Hindaed,OOr Neither.OWe recoded
these items to isolate ingances where respondents felt tha ther career advancement was hindeaed and
compared thisrespong to the other 3 respon® categories.

Scales for perceived gender diversity and department promotes gender diversity were made up of 3
and 4 items, respectively. The perceived genda diversity scale condsted of items such as Oroo few
women hold tenured postionsin my department/unitO (alphas.84). The depatment promotes gende
diversity scale induded items such as My department/unit makes an effort to promote women into
leadership postiong(apha=.85). Respon® optionswere: Agree Strongly, Agree Somewhat, Disagree
Somewhat, Disagree Strongly, Don® Know. Don® know was recoded as a middle value and the
respongs for the percelved gendea diversity scale were reverse-codal so tha a high score indicates a
highe level of agreement.
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Table 9: Gender and Discrimination

LDEO & DEES* Entire Lamont Campus
Females Males Females Males
% heard disparaging remarks
about
Research Area 61% 62% 54% 56 %
Research Approaches 61% 65 % 57% 63%
Gende 67 % 24% 52% 20%
Family responsbilities 61% 17% 48 % 18%
Sexud orientation 19% 7% 16% 5%
Phydca appearance 39% 20% 33% 18%
Age 33% 30% 30% 25%
% felt career hindaed because of:
Gendea 33% 06 % 29% 06 %
Family responsbilities 59% 20% 52% 19%
Sexud orientation 6% 2% 4% 1%
Age 19% 10% 12% 9%

* Excludes CIESIN and IRI staff

G ende differences are satistically significant at p<.05

90% +
80%

Remarks AboutE
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Percent of Respondents Who Felt Career Was
Hindered Because of Gender or Family
Responsibilities
Means with Upper 95% Confidence Intervals

80% -
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0% _ @ Females

(o]

m Males
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0% a % T r‘—ﬁ
Gender Family Sexual Age
responsibilities orientation

Table 10: Gender Diversity
Mean and Standad Deviation (SD)
(Scale: 1=low; 5=high)

LDEO & DEES* Entire Lamont Campus

Females Males Females Males
Level of agreement tha 1.37 1.73 1.80 2.10
depatment/unit is gende diverse (.48) (.88) (.97) (2.17)
Level of agreement tha 281 3.24 3.04 3.30
department/unit promotes gende (2.17) (1.01) (1.14) (1.04)
diversity

* Excludes CIESIN and IRI staff
G ende differences are statistically significant at p<.05

Gender Discrimination/Diversity Women respondents are consistently more likely than men to report
expeiendng genda-related discriminaion or adversity. Reports of hearing disparaging remarks about
gende and family responsbilities are over three times more frequent among women. Two thirds of
female respondents from LDEO and DEES indicate tha they have heard disparaging remarks about
women, a rate that exceeds comments aboutother areas (such as research areas and research approaches
about which disparaging remarks are reported with equd frequency by women and men). On average,
women are aso more likely than men to report hearing disparaging remarks about sexud orientation,
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physcal appearance and age

Gende and family responsbilities are cited far more frequently by women as hindeing thar career
advancement, with over hdf of female responcents indicating tha ther family responsbilities have
hindered thar advancement. While male respondents are more likely than female respondents to agree
tha ther unit/department is diverse with respect to gende, levels of agreement with these statementsis
genegadly low among both women and men. There are small, but statistically nonsgnificant gender
differencesin the bdiefs tha the depatment/unit promotes gende diversity. The average scores on the
latter scale (around 3) indicate tha ndather male nor female respondents bdieve strongly tha ther
department/unit promotes gende diversity.
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Gendea and Balandng Persond and Professiond Responsbilities

Respondants were asked to indicate thar level of agreement (Agree Strongly, Agree Somewhat,
Disagree Somewha, Disagree Strongly, or N/A) with thefollowing statements:

* | amuwdly satisfied with theway in which | baance my professiond and persond life.

* | have serioudy conddered leaving CU in order to achieve better baance between work and
persond life.

* | often haveto forgo professiond activities because of persond responsbilities.

* Persond responsbilities and commitments have slowed down my career progression.

* My professond commitments have compromised my persond responshilities and
commitments.

* | amviewed asless committed professiondly because of persond commitments.

These items were recoded (N/A respongs were codad as missing daa) and summed to form a scale of
work-family bdance (alphas.75), with high scores indicating greater difficulty badandng work and
persond life.

Respondents were also asked to estimate, for the past year, the number of weeks they spent away from
home on researchffield related work and the numbe of professond meetings or conferences they
attended requiring at least oneovernight stay. In addition, they were asked to indicate how many times
in the past year they had to miss oppotunities to spesk at or attend important conferences because of
family responsbilities. We present respons to this question in two parts: first the percentage of
respondents reporting tha they missed any such oppottunities and second, amongthose who missed any
oppotunity, the number of times this occurred.

Respondants were a'so asked to rank ther level of concern aboutarangeof persond 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 tha they are very or extremely concerned about
each of these issues. Findly, this table shows the percentage of respondents who report tha 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 inbdandng | 4.31 3.50 412 3.34
professond and persond life (0.88) (1.16) (0.96) (1.19)
(scale: 1=low, 5=high)
% very or extremely concerned | 50% 28% 43% 33%
aboutmeeting family
responsbilities
% very or extremely concerned | 22% 10% 21% 11%
abouttiming of child bearing
% very or extremely concerned | 22% 15% 29% 13%
aboutsecuring reliable/flexible
childcare
% very or extremely concerned | 22% 11% 14% 13%
aboutproviding elder care
% who provide carefor an 11% 6% 10% 9%

aging parent or relative

* Excludes CIESIN and IRI staff

G ende differences are statistically significant at p<.05
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Table 12: Gender and Travd for Research/Conferences

LDEO & DEES* Entire Lamont Campus
Females Males Females Males
# of weeks away for research 3.73 476 3.03 452
(mean and SD) (351) (3.47) (3.11) (3.44)
# of overnight conferences 4.00 441 4.00 450
attended in last year (mean and | (3.74) (2.85) (3.56) (3.01)
SD)
% who missed conferences 50% 18% 41% 19%
because of family
responsbilities
Amongthose who missed 3.00 2.64 342 2.60
conferences, # of (1.73) (1.57) (1.73) (1.35)
conferences missed
(mean and SD)

* Excludes CIESIN and IRI staff

G ende differences are statistically significant at p<.05

G ende differences are statistically significant at p<.05 (results are stronge for the entire Lamont
Campug

Balance personal and professional responsbilities. As shown in Table 11, compaed to male
respondents, women express far more problems with respect to bdance between professond
responsbilities and persond life. In genera, femade respondents are also more concerned about meeting
family responsbilities, the timing of childbirth, securing reliable and flexible child care, and providing
elder care. Thereisno significant gende 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, althoughthelatter difference is not statistically significant. Over twice
as many femae as male respondants report tha they have missed oppotunities to spesk at or attend
conferences because of family responsbilities. Among women and men who report missing such
oppotunities, the frequency of occurrence is somewhat greater for women than men, but the gende
difference doesn@reach levels of statistical significance.

Adjugment for age differences beween males and females did not alter the paterns of significance
reported for questionsrelating to family responsbilities. In an open-ended question, respondents were
asked to suggest strategies tha the university might adopt to Ghdp you better manage your work and
persond/family responsbilitiesO This question elicited suggestions from about onethird of the
respondents. These suggestions centered on child care, leave, and oppotunities to work part-time, and
areilludrated by thefollowing responss:
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OSevice for providing reliable child-care when child is sick, or traveling. Seeretarial suppat at
work would help me spend more time at hone. Paid vacation and sick leave would help me
spend more time with my famly.O

QOpportunity for part ti me work and sabbatcal for research scientists, equal benefits for senior
researcher andfaculty.O

Additiond respons to this question appear in Appendix A.

Gender & Travel for Research/Conferences
Means with Upper 95% Confidence Intervals

o Females

m Males
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Gendea and Outside Job Offers

Respondents were asked to answer O esOor ONoOto questions about whether they had ever souglt 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 asalary inarease or promotion. Data are presented on the
percentage of respondeats who ever sought or were approached with an outsde offer. Findly, the
percentage of respondets who obtained a salary increase or promotion as a result of an outside offer is
presented among respondeants who had ever received such an offer.

Table 13: Gender and Outside Job Offers

LDEO & DEES* Entire Lamont Campus
Females | Males Females Males
% soughtoutsidejob 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 ende differences are statistically significant at p<.05 (statistical significance of resultsis stronge
for theentire Lamont Campusg

Gender and Job Offers. Female and male respondents were equally likely to seek an outsidejob 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 aresult of
an outside offer, althoughthis difference is not statistically significant.

Gender and Outside Job Offers

Means with Upper 95% Confidence Intervals

90% -
80% T +
70% —
60% il
50%
40%
30%
20%
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o Females
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Sought outside job offer Approached w ith outside Obtained salary
offer increase/promotion as result
of an outside offer
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Conclugons

Responges to the survey of researchers and faculty on the Lamont campus showed several areas of
similarity beween women and men and a number of differences. Among the similarities is the
distributon of work effort among research, teaching, and administrative/committee activities. Both
women and men report spending mog of thar effort onresearch and a relatively small share to time on
teaching and administration/committee work. The gendes resemble each othe in committee
involvement as well, with equd representation on committees focused on academic matters,
appointments, executive/steering fundionsand diversity. Moreover, women and men are equdly likely
to report having chared a committee.

Mae and femae respondents differ, however, in how they evaluae the work climate in ther
depatment/unit, with women perceiving tha they ge less respect from colleagues and tha
depatmental/unit processes are less fair. Quditative information shows a strong sense of intellectud
stimulation and academic freedom but also concerns abouta Qwo-class structure,Oat Lamont, reflected
in the distinctionsbetween officers of research and officers of ingruction.

Female and male respondents equdly describe having heard disparaging remarks about research areas
and approaches. Such remarks were reported by a mgjority of respondents. Women, however, are far
more likely to report having heard disparaging remarks about genda and family responsbilities. In
addition, more female than male respondents bdieve tha ther careers have been hindaed by thar
family responsbilities or thar genda. While women are less likely to agree that their department/unit is
diverse with respect to gende, women and men equdly disagree tha ther department/unit promotes
gende 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 gende differences in access to
mentors, female respondents from LDEO and DEES are more likely to report mentoring a junior
colleaguethan are male respondents. There is also a nonsgnificant tendency for staff to mentor junior
colleagues of their own gende.

Women describe more difficulty bdandang work and persond life. They are also more likely to have
responsbility for youngchildren than do thar male colleagues. Female respondents also are concerned
aboutsecuring reliable/flexible childcare. Family responsbilities are also cited as limiting participaion
in conferences by twice as many female as male respondents. On average, men report beng away more
weeks for research than dowomen.

Findly, women and men are equdly likely to seek outside job offers and to trandate job offersinto a

salary inarease or promotion. However, significantly more male than female respondents report having
been approached with ajob offer.
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1. Increase and the number of women hired and retained. The survey findingsare indicative of the
demographics of the LDEO scientific workforce. Women are underepresented on the faculty, and they
are becoming underepresented on the research staff. Since 2000, the representation of women on the
research staff dropped from 23% to 17% This is largdy due to a significant decline in the
representation of women on the junior staff, which declined from 42%to 15%. Thepog-dodora ranks
have congstently surpassed 30% women; more effort is needed on the part of division leaders to recruit
women from the pog-dodora poolinto the research scientist track. Thelack of a critical mass affects
many aspects of the work environment for underrepresented minorities, induding job performance,
satisfaction, and performance ratings’

2. Improve the status of officers of research relative to officers of instruction. On the LDEO
campus women are dispropottionaely represented on the research track. As long as this track is
congdered Gecond classOcompared to the faculty track, the careers of women scientists on the LDEO
campuswill be hindeaed. The ongong effort by the Observatory to increase the finanda and sodad
status of officers of research relative to officers of ingruction should be continued, and these efforts
should suppoted by the central administration of the University.

3. Increase the number of women in leadership roles. The survey results indicate tha w omen feel
disconnected from major decision-making processes at LDEO. Currently there are no women associate
directors at LDEO.

4. Create incentives for divisons/ unitsto foser a diverse work environment. The survey results
indicate tha nethe men nor women describe thar divison/unit as gende diverse. Divisions/ units
should be encouraged to evauate ther own recruitment and retention efforts, and they should be held
accountble for setting gods and demondrating progress over time.

5. Cultivate a family-friendly work environment. Thee are a range of stepsthat could be taken to
improvetheingitutiond climate for scientists who are faced with the chdlenges of bdancing work and
family responsbilities:

I Increase awareness of stop-the-clock promotion policies. Anecdotal evidence suggests tha
many women on the research staff do not even know tha a stop-the-clock policy exists. The
option 01:3 establishing automatic stop-the-clock extensons for men and women should be
explored.

I 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 enaure thar salary suppot through grant money or through ingitutiond suppot.
LDEOG peer inditutions induding WoodsHole Oceanographic Ingitutions (WHOI) and Yae
University, offer fringe benefits for part-time research scientists. Ongoing efforts to lobby the
University administration onthisissue should contnue

I Ingtitutionalize childcare support for women scientists while they attend professional
meetingsand conduct fieldwork. The survey results indicate that women were twice as likely

! 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. Nog, 1991, Orokenism in Performance Evaluation: The Effects of Work Group Representation
on Mae-Female and White-Black Differences in Performance Ratings,OJournal of Applied Psychology, 76, pp. 263-267.

8 Princeton hasimplemented 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., GBtopping the Clock BWithout Asking,Olnside Higher Ed, August 16, 2005.
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as men to report missed conferences because of family responsbilitiess. ADVANCE offers
finanda suppot to women in these sSituations butthe suppot needsto beinditutiondized. The
cog to theinditution would bemargind .’

6. Create more incentives and accountability for mentoring. Even though LDEO women are
dispropottionaely 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 divisionsshould
be hdd accountble for retaining and promoting junior scientists. Performance reviews should be
subgantive. Research scientists should receive recognition and departmental suppot for mentoring
graduae students. A mentoring fund created within each division, would encourage the research staff
to apply for funding to suppot formal and informa mentoring activities.

7. Improve the ingtitutional climate by increasng awareness of implicit bias The Director®
Cscience of DiversityOlecture series should be expanded, and oppotunities to disseminate the social
science research on implicit bias should be identified. Oppottunities to explore this subject at the
divisionlevel should beidentified.

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

Open-endad Survey Responss

Survey respondents were asked to ansver a series of open-endad questionstha were scattered
throughoutthevarioussectionsof thesurvey. 84 % (73) of Lamont Dohe'ty researches respondel to
these questions
Following the section on professiond employment, respondents were asked, Of there are parts of your
workload thet you do notfeel are reasoneble, what changes would you like to see in your
responsbilities?032 people respondel with the most common answers categorized as Gmountof time
spent on grant proposls.OSome examples indude
A would prefer to spend less time writing proposals and more time actually doing the work.O
OWay too much grantwriting.O

A would like a modicumof hard salary suppott to lighten theoppressive loadinvolved in
securing funding for my self, my peers andtheinditution.O

Q'd like my salary to be hard, not soft money. Running aroundto get fundsis counterprodudive.
In the current too competitive fundng situationit also results in the overconmitment of
researchers time.O

The secondand third most common responses Gadministrative workloadGand Gnore time to devote to
researchOsometimes overlapped with thefirst:

QAdministration of grants- [I] spend way too mud1 time doing these activities thatare
suppogdly doneby Contracts and Grants etc.O

ONeed more administrative suppott - spend do much time doing secretarial work.O
OMuch time andenergy is spent on writing proposals asa soft money scientist at Lanort. It
would benice to have more inditutional salary suppott so that more of my time andenergy
could befocused onwhatl ambetter at -- doing the scientific researchO
At theend of thesurvey section onwork environment, respondents were asked to QJse afew wordsto
describethetwo most important postive aspects of the current CU environment for youO72individuals
respondel. Themod frequent response was (zolleagues.O
CDynaric and suppottive colleagues conduding conpeling scienceO

OVery high quality of students and professional colleaguesO

The second mog frequent responss fell into the category Gtimulating intellectua environment.OThis
was aso themod frequent respon for female scientists. Responses induded:

QAntellectual stimulation from students and peersO

34



CExciting environment for researchO

CBroad vibrantintellectual communityO
Thethird mog common category of responss related to academic freedom

CFreedomwhen, where andwhat | work on.O

CFreedomto pursue my research interestsO
Following this list of postive aspects, respondents were asked to QJse afew wordsto describethetwo
mog important negative aspects of the current CU environment for you73individuds respondel. The

mos common respongs fell into the category Ginandal and fundingQspanning arangeof issues:

QAsa soft money scientist thelack of longtermjob security is a major negative agpect of my
postionO

QCondant battle to raise salary andresearch fund<

A'mundepaid by nearly 20%relative to peer ingditutionsand ameven 12% bdow CU average
for my postion, despite thefact that| contribute way abowe averageto theresearch and
eduction needson my department.O

Qnadeyuatk salary relative to the cog of living when conmpared to other ingitutionsO

The secondmos common respons was categorized as (hierarchy between officers of ingruction and
officers of research.OThis was also the mos common response from female scientists.

CDiscrimination between research andteaching faculty - there is simply nojudification for
this.O

OTwo-class structure, where faculty are supaior to research scientistsO

CQLDEO scientists are 2nd-class citizen[s] within larger CU campug)
Orhearrogantandirreverent attitudeof the faculty (and Colurrbia hierarchy) towardsresearch
officers of CU. Thefailure to appreciate, respect, andreward loyalty (all other factorsbeng
equal, like qualty of research) - a person’s worth seems to be solely measured by howmuch
other universities seeks that person.O

Qack of security for officers of researchO

At'sa cauldron, very conpetitive and very difficult for researchersto survive, easer for faculty
(myself).O

QLadk of respect fromthe University for Officers of Research (e.g., salary is not comparable to

faculty at thesame level; comparable access to and cogt of Columbia housng asfaculty atthe
sane level)O
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Findly, respondents were asked, QVha University-sponred remedies or strategies would you suggest
to hdp you better manage your work and persond/family responsbilities?029 individuds respondel.
Themod frequent suggestion referred to child care, leave, and oppotunities to work part-time,
sometimes echoing earlier chdlenges faced by officers of research:

Orheuniversity should actively suppott parents of youngchildren by allowing for some
combination of: 'stopping theclock' 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. Supevisors (i.e.: NOT jug the HR folks)
should betrained in such policies andsenior staff or supevisors who do notaccommodate
parenting or family care in thar groupsshould becalled to task for violating important
university policies.O

A think childcare should be subsdized by the university. When your whole salary goes towards
childcare cods, onefeels less motivated to keep working thanwhen getting some $$$for onés
work. It would be so hdpful if theuniversity could provide sick care for children at a subsdized
cog. Theuniversity should also allow for more flexible career pathsfor women. With difficult
pregnanges, small children with health problems, elder care responsbilities require slower
promotion clocks induding the possibility to work part-time.O

OSevice for providing reliable child-care when child is sick, or traveling. Seeretarial suppott at
work would help me spend more time at hone. Paid vacation andsick leave would help me
spend more time with my famly.O

QOpportunity for part time work and sabbatcal for research scientists, equal benefits for senior
researcher andfacultyO
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APPENDIX B

Scale Condruction

Scholarlylntegratlon Alpha= .86
| have oppotunities to collaborate with colleagues.
* | fedl excluded froman informal nework in my department/unit.(R)
* Colleaguesin my depatment/unit solicit my opinion aboutwork-related matters (such as
teaching, research, and service).
* Colleagues doubtmy judgment on mattersin which | have expetise.(R)
* My suggestionsor comments are pad little attention or ignaed.(R)

Rangeof respongs (1-5): 1=Never, 2=Infrequently, 3=Sometimes, 4=Frequently, 5=All thetime

Fairness, Alpha= .91
* My depatment/unit encourages and empowers faculty/researchers.
* My depatment/unit treats faculty/researchersin an even-handed way.
* My depatment/unit effectively handles appedals and grievances.
* My depatment/unit creates a coopeative and suppotive environment.

Rangeof respongs (1-5): 1=Never, 2=Infrequently, 3=Sometimes, 4=Frequently, 5=All thetime

Respect, Alpha= .75
* | am treated with respect by colleagues
* | amingppropriately interrupted or cut off in meetingsor discussions(R)
* | am treated with respect by my department/unit chair.
* Otheas make condescending, derogéaory, or paronizing remarks aboutmy professiond
compeence.(R)

Rangeof respongs (1-5): 1=Never, 2=Infrequently, 3=Sometimes, 4=Frequently, 5=All thetime

Decison-making, Alpha= .8809males),.8216(females)
* | fedl likeafull and equd participant in the problem-solving and decision-making.
* | haveavoicein howresources are allocated.
* Meetingsalow for al paticipants to share thar views.
* Committee assignments are rotated fairly to allow for participation of all faculty/researchers.

Rangeof respones(1-4, conveated to 5): 4=Agree Strongly, 3=Agree Somewhat, 2=Disagree
Somewha, 1=Disagree Strongly

Perceived Gender Diversity Scale, Alpha=.84
* There aretoo few women faculty in my department/unit.(R)
* Theearetoofew women researchersin my department/unit.(R)



* Toofew women hold tenured postionsin my depatment/unit.(R)

Rangeof responses(1-5): 5=Agree Strongly, 4=Agree Somewhat, 2=Disagree Somewha, 1=Disagree
Strongly, 3=Don®Know

Department Promotes Gender Diversity Scale, Alpha=.85
* My depatment/unit actively recruits women faculty.
* My depatment/unit actively recruits women researchers.
* My depatment/unit takes stepsto enhance the climate for women.
* My depatment/unit makes an effort to promote women into leadership postions

Rangeof responses(1-5): 5=Agree Strongly, 4=Agree Somewha, 2=Disagree Somewha, 1=Disagree
Strongly, 3=Don®Know

Balance between Work and Family, Alpha=.76
* | amusdly satisfied with theway in which | bdance my professond and persond life (R).
* | have serioudy condgdered leaving CU in order to achieve better bdance between work and
persond life
* | often haveto forgo professiond activities because of persond responsbilities
* Persond responsbilities and commitments have Slowed down my career progression
* | am viewed as less committed professiondly because of persond commitments

Rangeof respon® (1-4): 4=Agree Strongly, 3=Agree Somewha, 2=Disagree Somewhat, 1=Disagree
Strongly

My professiond commitments have compromised my persond responsbilities and commitments
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APPENDIX C

Survey |ndrument

CoLUMBIA UNIVERSITY
WORK ENVIRONMENT SURVEY

ADV/\NCE

AT THE EARTH INSTITUTE AT COLUMBIA UNIVERSITY
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Adgpted from University of Michigan and University of Wisconsn ADVANCE surveys

*Please note that in all questions OQJOrefersto Columbia University and Barnard College*
|. PROFESSIONAL EMPLOYMENT

I A. Current CU position:

IA1. Title of current CU appointmert
[]Officerof Instruction DDROP DOWN D Instructor, Assistant
Professor, Associate Professor, Professor, Assistant Professor of Clinical
(dept.), Associate Prafessor of Clinical (dept.), Professor of Clinical
(dept.), Visiting Professor, Visiting Assodate Professor, Visiting
Assistant Professor, Clinical Professor of (dept.), Assodate
Clinical Professor of (dept.), Assistant Clinical Professor of (dept.),
Senior Lecturer, Lecturer, Assodate, Assistant, Special lecturer
[ ]Officerof ReearchDbDROP DOWN - Associate Resarch
Scientist, Senior Reseach Scientist, Resach Scientist, Post-Doc, Senor
Resach Sclolar, Staff Associate, Senor Staff Associate

IA2. In wha department or research unit is your primary appointment? DROP-DOWN MENU
Earth Institute: Center for Econony, Environment & Sodety (CEES); Center for Internaiond
Earth Science Information Network (CIESIN); Goddad Ingitute for Space Studies (GISS); the
Internationd Research Inditute (IRI) for Climate Prediction; LamontDoheaty Earth Observatory
(LDEO); Other

Barnard College Anthropology, Astronony and Physcs, Biology, Chemistry, Economics,
Environmental Science, Mathematics, Political Science, Psychology, Sodology

Graduate School of Artsand Sciences.  Anthropology, Astronony, Biology, Chemistry,
Earth & Environmental Science, Ecology, Evolution & Environmental Biology, Econonics,
Internaiond Affairs, Mathematics, Physcs, Political Science, Psychology, Sodology, Statistics

School of Engineering and Applied Science: Applied Phydcs & Mathematics, Biomedical
Engineering, Chemical Engineering, Civil Engineering, Computer Science, Earth &
Environmental Engineering, Electrical Engineering, Indugrial Engineering & Operations
Research, Mechanical Engineering

Mailman School of Public Health: Biodgatistics, Environmental Health Sciences,
Epidemiology, Hedlth Policy & Management, Population & Family Health, Soaomedical
Sciences

IA3. How would you classify the primary field of your CU appointment?
[ ]Sccial Science
[ ]Gecscience
[ |Bioscience
[ IMath & Physical Scierces
[|Engineering
[ ]Pwlic Heakh
[ IMedicine
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[ JHumarities
[ ]other

IA4. Which of the following fi elds outside of your primary appointmert doesyour resarchhave animpacton?
[ ]Sccial Science
[ ]Gecscience
[ |Bioscience
[ IMath & Physical Scierces
[|Engineering
[ ]Pwlic Heakh
[ IMedicine
[ JHumarities
[ ]other

IB. CU Employment Activitiesblt may be useful to haveyour CV out to complete this secion, howeverif it is not

available make your beg effort to answer the quegions.

IB1. Research
IBla. Currertly, how mary interrally or externally fundedgrarts areyou Plor Co-Plon? __ internally funded
____exterrally funded
IBlal How mary otherinternally or extermally fundedgrants do you work on? _ internally funded

exterrally funded

IB1b. In atypical year, how mary grarnt proposals do you prepare?

IB1c. For the current fiscal year, which category beg describesthe total amaunt of your external grart support
(directand indirec))?
[ 1$0D20K [ ]$20,001 D100K [ ]$100,001 D$500K [ ]$500,001 B$imillion [ Jmore than$imillion

IB1d. In the lag yea, how mary weeks wereyou away from home on researchfield related work?

IBle. In thelad year, how mary professional meetngs or conferencesdid you atterd thatinvolvedat|eas one
overnght stay?

IB2. Teaching

IB2a. Indicate your teaching regponsibilitiesfor the current academic year.
Number of coursesin which you arethe soleinstructor
Number of coursesyou co-teachasco-instructor
Total number of undergraduate studertsin your courses
Total number of graduate studentsin your courses_

IB2b. In the past 3 years, how mary new courseshave you prepared?
IC3bl. Of these, how many did you propose?
IC3b2. How mary wereyou askedor requiredto develop?

IB2c. How mary doctoral committeesdo you currertly siton?

IB2d. How mary doctoral theseddissertations do you currertly supervise?

IB2e. How many magersessays do you currerntly supervise?

IB2f. How mary undergaduate resach project or senior thesesdo you currertly supervise?

IB2g. In addition to the studernts you listedin quegions IB2c-1B2f, how mary of eachof the following typesof
individuals do you currertly advise on acacmic, professional, and/or personal maters?
Undergraduates Medical students Resdents/fellows
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MagerOstuderts Post-docs Junior facuty/ resarchsciertists
Doctoral studernts

I B3. Sewvice/Administrative Activities
IB3a. WeOrénteresedin knowing your level of involvemert in committeework at CU over the past 3 yea's. 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 yesserve E thendid you chair?>

Departmert/Unit Schooal, El, or
level Universty level

Curriculum/ acadgemic programs

Graduate admissions

Past Doc appointmerts

Facuty/ department head search

Appointmerts and promations

Steering or executive committee

IRB

Diverdty/Equity Committee

Other

IB3b. In this current academic year, how mary committeesdo you serve on?
IC4b1. How mary do you chair?

IB3c. Areyou currertly, or have you ever beenchair of your departmert/unit?  [_]Yes currertly
[ lYes inthe pag
[ INever

IB3d. Do you currertly, or have you ever had administrative reponsibilitiessuch asbeing vice-presdent, dean
deputy chair; certerlabfinstitute/programdirector or administrator? [lYes

[ lYes inthe pag

[ INever

IB3e. Pleag checkwhich, if any, of the following national or international activitiesyou have beenengagedin
within the pag 3 yeas. Plea list the number of timesyou have servedon eachtype of committeelisted
<Built in pattern: if yesserve E thendid you chair?>

National International

Prdfessional/scientifi c organzatons

Governmert agency, foundation, or other funding organization
grart review

Editorial board

Institute of Medicine/National Academy of Science/ National
Academy of Engineerng panel or committee

Governmertal agerncy advisory committees

Corporateffoundation committeegboard membership

Nongovernmertal Organizations

IB3f. In thiscurren academic year,
How many national or interrational groups do you serve on?
How marny do you chair?
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IB3g. Separatly for the academic year and summer, plea® edimate the percertage of your work timethat you

devote to:
Segember bMay June B August
Resach actvities
Teaching activities
Committeework and administrative activities
Clinical acivities
100% 100%

IB3h. Overall, how mary hours a weekdo you devote to all of the above activities?

IB3i. Considering all of the above activities how would you rate the rea®nabeness of your workload?

[ IMuchtoo low [ JLow []About right

[ IHigh

[ IMuchtoo high

L INA

IC. If thereare parts of your workloadthat you do not feelare reamnalle, what changeswould you liketo seein

your regponsibilities?

I1.WORK ENVIRONMENT

I1TA. Work Environment

IIA1. How frequently doesyour departmert/unit formally review your job performarce?

[ |Atleag onceayear [ |Onceevery2-3years

I1A2. How clear areyour departmert/unitOsriteria for job promotion?
[ IVeryclear [ |Faily clear [ ]Somewhatclear [ ]Only alittieclear [ |Not atall clear

I1A3. Have you received a writtencopy of these criteria?[_|Yes [ _|No

[ |Lessthanonceevery 3 years

[ INever

Il A4. Plea® indicate how oftenyou feel or experiencethe following within your departmert/unit at CU?

: All the

Click one number on a scale of 1to 5 for each Ne‘l/er Infreqzuently Somznmes Freqiently time
statenert. S)
a. | amtreated with respect by colleagues. 1 2 3 4 5
b. I have opportunitiesto collaborate with 1 5 3 4 5
cdleagies
c. | am inappropriately interruptedor cut off in

. : 1 2 3 4 5
meetngs or discussions.
gh; if:\m treated with repectby my departmert/unit 1 > 3 4 5
e.| feelexcludedfrom aninformal network in my

: 1 2 3 4 5

departmert/unit.
f. Others make condescerding, deragatory, or
patronizing remarks about my professional 1 2 3 4 5
competerce.
g. Calleagiesin my department/unit solicit my
opinion about work-related maters(such as 1 2 3 4 5
teaching, reeach, and service).
h. Cdlleagiesdoubt my judgmert on mattersin 1 2 3 4 5
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All the

Click one number on a scale of 1to 5 for each Ne‘l/er Infreqzuently Somznmes Freqmiently time
statenrert. S)
which | have expertise.
i. My suggesgions or commerts arepaid little 1 5 3 4 5
attertion or ignored
j. | feelthat my colleagiesvalue my resach,
leacership, and scholarship. | amrecognizedfor my 1 2 3 4 5
expertise
k. | do agreatdealof work thatis not formally 1 5 3 5
recognizedby my departmert/unit.

I. | feelisolatedin my departmert/unit. 1 2 3 5
m. My departmert/unit encouragesand emppwers 1 > 3 5
facuty/resarchers
n. My departmert/unit treas facuty/reseachersin 1 > 3 4 5
aneven-handed way.
0. My departmert/unit effectively handlesappeak 1 > 3 4 5
and grievarces
p. My departmert/unit createsa cooperative and 1 5 3 4 5
supportive ervironmert.

If your regponsibilitiesinclude teaching and/or advising, pleag arswer the following: (If not, skip to Il A5)
g. | am valuedasateacher and advisor by my 1 5 3 4 5 N/A
studerts.
r. | am valuedfor my teaching and advising by 1 5 3 4 5 N/A

membersof my unit/deparimert.

IIA5. How much do you agreeor disagree with the following statemerts about the decision-making proces

within your department/unit? <No a/b for departmert chairs>

Agree Agree Disagree  Disagree
Strongly Somewhat  Somewhat  Strongly
Circle one number on a scale of 1to 4 for each satement. 1 2 3 4
a.| fedl like a full and equal participant in the problem- 1 2 3 4
solving and decision-making.
b. | have avoicein how resourcesare allocaed 1 2 3 4
c. Meetings allow for all participarts to share their views. 1 2 3 4
d. Committeeassignmerts arerotated fairly to allow for
L 1 2 3 4
participation of all facdty/resaichers

[1B. Career Advisement

IIB1. In the chartbelow pleassindicat if thereis anyone eitherinside or outside CU who providesyou with the

typesof caree advisemert listed below.

Inside Coumbia

Outside Columbia

a. Senesasamodel for my career

b. Promotesmy careerthrough networking

c. Advisesabout preparation for advancemert (e.g.
promation/terure, leackrship positions)

d. Advisesahout getting my work published

e. Advisesabout departmental politics
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f. Advisesabout obtaining reourcesl need

g. Advocatkesfor me

h. Advisesabout balancing work and famiy

1IB2. How many male individuals provide you with the typesof caree advicelistedabove?
Inside CU Outside CU

1IB3. How many female individuals provide you with the typesof careeradvicelistedabove?
Inside CU Outside CU

1IB4. Do you give career advisemert similar to the types listed above to junior facuty/resaichers?
[lYes [JNo" skiptollD1
llIC4a.If yes how mary junior facdty/researchersdo you currerntly advise? male
femak

I1C. Institutional Environment

[IC1. In the pad threeyearsdo you know of colleagies staff or studernts who have beensexually harased
atCU?
[[INo [JYesone [ _]Yes morethanone

[IC2. Within your unit, how oftenin the lag three yearshave you heardfaculty memters or staff make
disparagng or other inappropriate remarks about faculty, studerts, or staff based on the characteristics
listed below?

Never Once or twice Onceevery WeeHy or daily
month or two

Raa/ethnicity

Gender

Sexual orientation

Physical appeararce

Disahility

Age

Famiy regonsibilities

Resach area

Resach approaches(thearetical
or methodol ogical oriertation)

IIC3. Do you feel that your careeradvancement hasbeen helped or hinderedbecatse of ary of the
characteristicslisted below?

Helped Hindered | Helped ard Neither
Hindered

Raa/ethnicity

Gerder

Sexal Orientation
Age

Famiy regponsibilities

[IC4. Arethere ary other factors you would like to raise that have servedasfacilitators or barriersto your
career advarncemert?
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[11. DIVERSITY ISSUES AT CU

Il A. With regpectto the recruitmert of, institutional environmert for, and leadership of womenfaculty,

how much would you agreeor disagree with the following statemeris about your primary

departmenrt/unit?

Agree Agree Disagee Disagee Don®t
Circle one number on a scale of 1 to 4. Strongly Somewhat Somewhat Strongly
Know
1 2 3 4
a. There aretoo few womenfacuty in my
departmert/unit. 1 2 : 4 DK
b. Thereare to_o few womenresearchersin my 1 5 3 4 DK
departmert/unit.
c. Too few women hold tenured positionsin my 1 5 3 DK
departmert/unit.
d. My departmert/unit actively recruts womenfacuty. 1 2 3 DK
e. My departmert/unit acively reauits women 1 > 3 DK
researchers
f. My departmert/unit takessteps to erhancethe climate 1 5 3 4 DK
for women
g. My departmert/unit makesan effort to promote
. . L 1 2 3 4 DK
womeninto leadership positions.
[1IB . With regectto the recrutmernt of, climate for, and leadership of faculty of color, how much would
you agreeor disageewith the following statemerts about your primary departmert/unit?
Agree Agree Disagee Disagee Don®t
Circle one number on a scale of 1 to 4. Strongly Samewhat Samewhat Strongly
1 5 3 4 Know
a. There aretoo few facuty of coor in my department/unit. 1 2 3 4 DK
b. Thereare to_o few researchersof color in my 1 5 3 4 DK
departmert/unit.
c. Too few pec_ple of color hold terured positionsin my 1 5 3 4 DK
departmert/unit.
d. My departmert/unit actively recruts facuty of color. 1 2 3 4 DK
e. My departmenrt/unit acively reauits resachers of color. 1 2 3 4 DK
f. My departmert/unit takessteps to erhancethe climate for
1 2 3 4 DK
facuty/resarchersof color.
g. My departmert/unit makesan effort to promote 1 5 3 4 DK
facuty/resarchersof caor into leadership positions.

V. Satisfaction with CU

We would like to know how you feelabout CU in gereral.

IV AL. How satisfiedare you, in general, with your job at CU? Please circle one number on a scale of 1 to

4,
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Very Saisfied Saomewhat Satisfied
1 2

Somewhat Dissati sfied

3

Very Dissatisfied

4

IV A2. How satisfiedare you, in general, with the way your careerhasprogressedat CU?

Very Saisfied Somewhat Satisfied
1 2

IV A3. How satisfiedare you, in general, with your salary relative to your peersat CU?

Very Saisfied Saomewhat Satisfied
1 2

Somewhat Dissati sfied

3

Somewhat Dissati sfied

3

Very Dissatisfied

4

Very Dissatisfied

4

IV Ada. Use afew words to describe the two most importart positive agpect of the currert CU

ernvironmert for you?
1. Most important?

2. Secand most important?

IVA4b. Use afew words to describe the two most importarnt negative apect of the currert CU

ernvironmert for you?
1. Most important?

2. Secand most important?

V. PERSONAL LIFE

VA. Balandng Persond and Professiond Life

We would like to know to what extert faculty/researchersat CU areald e to balance their professional and

personal lives

VA1. Plea indicat how much you agreeor disagree with the following statemerts about balancing your

personal and professional lives

Click one number on a scale of 1 to 4. Click NAif the Agree Agree Disagee Disagee
statenent doesnot apply to you. Strongly Samewhat Samewhat Strongly | NA
1 2 3 4
a.l am usually satisfiedwith the way in which | balance my
. . 1 2 3 4 NA
professional and personal life.
b. | have seriously consideredleaving CU in order to 1 5 3 4 NA
achewe better balance betweenwork and personal life.
c. | oftenhave to fo_rgo_ profesg onal activitiesbecatse of 1 5 3 4 NA
personal regonsibilities
d. Personal regponsibilitiesand commitmerts have slowed
. 1 2 3 4 NA
down my careerprogression.
e. My professional commitmerts have compromised my
S . 1 2 3 4 NA
personal regponsibilitiesand commitmerts.
f. | am viewedasless committed professionally becatse of 1 5 3 4 NA

personal commitmerts.
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VAZ2. At this point, how concerned areyou with the following issues?

Not atall | Somewhat Concerred Very Extremely

NA
concerred | concerred concerred | concerred

a. Timing of child bearing

b. Infertility

c. Secuing reliabe and
flexible childcare

d. Providing elder care

e. Meeting family
regonsibilities

f. Finding a spouse/partner

VAS. Do you currently care for dgpendent children under the ageof 187?

#a Yes #b.No —» Go to Quedion VA10

VA4. How many dependant children in the following agegroupsare currently living at home?
0-5 6-10 11-14 1518

VAS. Do you currently use, or need, any day careservicesor programsto care for a deperdent child?
#a Yes #b.No —p Go to Quedion VA10.

VAG. Wh*:h of the following childcarearangemerts do you have? Chedk all that apply

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

! b. Non-university childcare center # 1. After-school care

! c. Childcarein the provide's home # g. Child takescare of self

# h. Other (plea® specffy):

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

your home)

VA7. Overall, how satisfiedare you with these arrangemerts?
Very Saisfied Saomewhat Satisfied Samewhat Dissatisfied Very Dissatisfied
1 2 3 4

VA8. How much of aneeddo you currertly have for the following childcareservices?

High Need Moderate Low Need No Need

Click one number on a scale of 1 to 4. 1 Need 3 4
2
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High Need Moderate Low Need No Need

Click one number on a scale of 1 to 4. 1 Need 3 4
2

a.Availahility of campus childcare 1 2 3 4

b. Availahlity of campus infart/toddler care 1 2 3 4

c. Flexible/ad-hoc child childcarewhenyour child is sick or 1 5 3

your usual childcare arrangemerts do not work

d. Childcare when you are away at conferences, 1 2 3 4

special events, or doing fieldwork

VAQ9. In the pag yearhow mary timeshave you missed opportunitiesto speakat or attend importart
confererceshecaise of family reonsibilities?

VA10. Areyou currertly providing care for anagng parert or relative?

#aYes —» #Db.No Go to Question VB1.

v

VA11l. How much time on average do you spend caring for anagng parert or relative per week? Chedk
one.

# a 5hoursorlesa # b. 6-10 hours a # c. 11-20 hours a # d. 21-30 hours a # e. More than 30 hours a
week week week week week

VA12. What Univerdty-sponsoredremedesor strategeswould you sugged to help you better marage
your work and persnal/family regonsibilities?

VB. Tenure and Promotion

VB1. Do you have terure? [ ]Yes [ INo
VBla.If yes yea terured
VB1b. If no, will you be eligible for terure? [ ]Yes [ INo" SkiptoVB4

If you areteruredor eligible for terure:
VB2.Is it possible to stop or extend the promotion or tenure clock in your unit(s)/departmert(s)?
[ lYes [ INo [_]I donOknow

VB3. How would you rate your chancesfor getting tenure?

[ ]Excellent [ IVery Good [ ]Good [ ]Fair [ ]Poor
VB4. Do you have a nine-month or twelve-month contract? [ INine-month [ ]JTwelve-
month

VB5. What percertage of your contractwascoveredthis yearby universty funds?

VB6. Have you ever sought an outside offer while at CU? [ JYes [ JNo
Have you ever beenapproached with anoutside offer while at CU? [ JYes [ JNo
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Have you ever received anoutside offer? [ JYes [ JNo" Ski ptoVCLl
If yes hasanoutside off er ever realltedin a salary increag/fpromotion? [lyes

[ INo
VC. Personal Life

VC1. Do you have a spouse or pariner? [JYes []No
(If no, please go to quedion VIA)

VCla. Whatis your spouseOparnerOsighed degree?
[ IHigh school diploma [IBA/BS [ IMA/MS [ |Prdessionaldegee [ |Doctoral degee

VC1b. What, if ary, is your spouseOparnerOsmgoymert or caree field? [_JAcademia [ |Other

VClc. Whatis your spouseOpartnerOsmploymert status?
CJFul time [JParttime [_]Sef-emdoyed [JNot employed

VC1d. Whatis your spouseOpartnerOgr eferred employmert status at this time?
CJFul time JParttime[_|Sef-emdoyed [JNot emdoyed

V Cle. If your spouse/partner is employedat CU, what type of appointmert doeshe or she have? Chedk

all that apply.

[INot emdoyedatCU

[ Ifacuty member [ Jadministrative/professional staff []offi ce or support staff
[ lprimary researchappointmert [techical [Iheathfield
[post-doctoral or fellowship Ollibrarian/curator [lother,

specify

V C1f. Have you ever sought help from CU in atemping to find appropriate employmert for your spouse
or partner? [JYes [INo" skiptoVC2

VCIfl. If yes how satisfiedwereyou with CUOselp in locaing appropriate opportunitiesfor
your spouse or partner?Click the appropriate number.
Very dissatisfied 1 2 3 4 5 Very satisfied

VC2. Have you ever considered|eaving CU:
to improve careeropportunitiesfor your spouse/partner? []Yes [INo
because of housing issues? [1Yes [INo
because of schooling issuesfor your children? [1Yes [INo

VI. DEMOGRAPHICS

VIA. Age: (yearg
VIB. Sex [IMale [JFemak
VIC. UScitizer? [JYes[INo

VID. Recial/Ethnic Idertificaion (Checkone):
____AfricanAmerican
____AsianAmerican
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Euro American

___lLatina/o or Hispanic American
____Native AmericarfAmericanindian
___Mixed(pleasdderibe):

___ Other (plea de<ribe):

VIE. Whatisyour highed degree?
VIF. Yearof highed degee:

VIG. What year wasyour first appointmert to CU after you finishedyour doctorate?

VIH. Whenwereyou promotedor hiredinto your current job title?

VII. If your currert position is not your first CU position, what wasthe title of 1¥ CU post-doctoral

appointmert?

DROP DOWN D

Officerof Instruction Binstructor, Assistan Professor, Associate
Prdfessor, Prafessor, Assistant Professor of Clinical (dept.),
Associate Professor of Clinical (dept.), Prdfessor of Clinical
(dep.), Visiting Professor, Visiting Assodate Professor,
Visiting Assistant Professor, Clinical Professor of (dept.),
Assodate Clinical Professor of (dept.), Assistant Clinical
Professor of (dept.), Senior Lecturer, Lecturer, Assodate,
Assistant, Special lecturer

Officerof RessarchbAssociate RessarchSciertist, Serior
Resach Scientist, ResarchScientist, Post-Doc, Staff
Associate, Senor Staff Associate

V1J. Do you have academic or administrative dutiesin more thanone departmert/unit at CU?

[ ]Yes

[ INo" You arefinished

VIJa. On balance, do these dutieshelp or hinder your researchor scholarly regonsibilities?

[ IHelp

[ |Help and Hinder ~ [_INeither
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