SUNY Cortland’s “Gender Climate”: Survey 2006

INTRODUCTION

General Information: The women( movement of thelate 19600and early 1970@ broughtinto focusa
number of seriousissues facing women in theworkforce. Amongthese concernswere child care, salary
inequity and the Qzhilly campusclimate for women.OTheattention generated resulted in a series of indgpendent
studies being conduded. Indeed, thirty-five naiona studies were completed between 1983and 1991alone
Since that time, maor organizationslike American Assodation of University Professors (AAUP), American
Assodation of University Women (AAUW), Assodation of American Colleges and Universities, American
Coundal on Eduction, and Nationd Counal for Research on Women have provided direction in themonitoring
of gende climate on college campuses.

As backgroundfor thefind report onthe 2006 SUNY Cortland CampusClimate Surveys, the Committee on the
Status and Education of Women reviewed a number of find reports from other colleges and universities,
induding University at Buffalo, University of Wisconsn-Madison, Penng/lvania State University, lowa State
University, and UCLA. Interestingly, a numbe of common recurring themes can befoundthroughaut all of
these reports, induding child care, salary disparities, consstent maternity leave policies, family leave policies,
dud career issues and women@ studies. SUNY Cortland is no exception. Ironically, many of these issues have
remained unresolved naion-widesince they were first identified over twenty years ago.

About This Survey: |nMarch 2006 the President@ Committee on the Status and Education of Women
(CSEW) at SUNY Cortland worked closely with the Ingitutiond Research and Assessment Office to administer
surveys of perceptionsof campusclimate with respect to gende and gende-related issues. The surveys were
administered to male and female faculty, professiond staff, classified staff, and students.

History: Theadministration of this survey represents the mog recent step in a project initiated in 198 by the
CSEW, then unde theleadership of Dr. Marilou Wright, which was intended to monitor the campus climate for
women over time.* Between 1989and 1991the CSEW conduded surveys of three groupsof women
(professiond staff/faculty, classified staff, and students), followed by an administration in 1991to mae faculty
and professiond staff. A summary report of all these data sets was published in Augug 1991, with akey
recommendaion to Do follow-up surveys to determine any changein the campusclimate for women.O

In Spring 1995the CSEW administered another survey to male and female employees and students to determine
wha changes may have occurred in the campusclimate since the administration of thefirst survey. A summary
report of all these data sets was published in May 1997. In 1999200Q another survey was administered to
male and female professiond staff/faculty, classified staff, and students, and results were published.

Current Instrument and Methodology: A number of changes have taken place ove timein theingrument
used by the CSEW to assess campusclimate. Mog significantly, for the 199900 administrationitems from the
earlier surveys were convated to a 5-point Likert scale for the purpo<e of enabling the committee to make finer
distinctionsamongrespongs. This change it wasfelt, provided better information overall and established an
excellent baselinefor collecting information and making comparisonsin thefuture. In addition, efforts were
madeto ask all employee groupsthe same questions (or modified to reflect ther different job situaiong, so tha
compaisonsacross employee groupswould be more straightforward. As another change because the survey
was administered to both males andfemalesin all respondent groups(and also because questionshad been

11t is appropriate to give credit for the term CGzampus climateOto Roberta M. Hall, who worked with the national Proj ect on the Status
and Education of Women for the Association of American Collegesin Washington D.C. Dr. Hall first used the term Gzampus
climateOto describe the conditions for women on college campuses in her 1982 publication Orhe Classroom Climate: A Chilly One
for Women.O



added over time to assess the campusclimate as related to sexud orientation), it did not seem appropriate to
present the 1999 2000survey as a Gampusclimate for womenOsurvey. Ingead, the committee indicated to
respondants that theingrument was intended to evaluate the campusclimate Qwith respect to gende and
gende-related issues.OThe same format and title were used to administer the 2006survey.

The 2006 professiond staff/faculty survey and the student survey were administered on-line Theclassified
staff survey was administered both on-lineand viahardcopy. It isimportant to note tha over theyears the
campusclimate survey has experienced declining respong rates for student respondents and male employees.
In the 2006survey administration, surveys were sent out electronically to al groups induding 852full-time
faculty, part-time faculty, and professiond staff, and 28 Management/Confidentia employees, and 374
classfied staff. Nearly 7300students received the electronic survey. Only 133 students respondel, of
approximately 7300. In addition, very few males respondel to any of thesurveys. Dueto inadequae nunbers
for student and male respondents, the current report provides datafrom only female faculty and staff
respondents. Neverthdess, theresults of the 2006survey represent a monitored longitudind comparative study
of the status of women on campus

PREVIOUS SURVEY FINDINGS

In order to maximize the value of the present longitudind approach, it is useful to briefly summarize some
oveall condusonsfromtheearlier administrations of the campusclimate survey. Inthe 1995repott, the
CSEW conduded that Qhe campusclimate for women has not changed markedlyOcompared to the earlier
survey. An especialy postive changenoted by the group,which undoubédly resulted inimproved perceptions
by faculty and staff, was related to the opaning of the College@ Child Care Center. Still, employees continued
in 1995to indicate tha family burdens could be eased even more by the provision of more flexible work
schedules. The 19992000survey revealed agrowing need, notjud for childcare, butfor elder care as well:
(First of all if there were to beaccommodationsi think it should apply notonly for children, but also for the
care of elderly paents.O

The CSEW aso nated inits 1995report that sexud harassment was a problem for aminority of women in the
three employee groups with roughly oneof three women (and an even smaller propation of men) reporting
persond experiencesin thisregard. Amongstudents, fewer than 10%reported experiencdng arangeof faculty
behavior deemed harassing, athoughthree students reported especialy invidiousbehavior. Six pe cent of
women students reported having experienced unwanted sexud attention from afaculty member. Overadl, both
male and femal e students seemed to recognize tha sexud harassment exists amongthar peers. Theresults of
the 19992000survey indicated that this perception had not changed significantly, nor had stepsto confront
sexud harassment. Asonefemale employee indcated, Or ou learn to keep quiet all thewhile youtolerate a
hodile environment. | condantly heard the phrase vomen bdongin the home barefoot and pregnant.O When
attempts were madeto physcally toudh me | spoke up and became thejoke of the office.O At thesame time,
only 18% of women faculty noted persond experience of any kind with sexud harassment, down from the 1995
survey.

With respect to employment condtions in 1995faculty, professionds, and classified staff indicated tha
standadsfor promotion, pay, and job peformance were not applied equdly, but there was disagreement as to
whether they should bein every case. Faculty and professiondsin particular seemed to recognize theneed for
different standadsand different salaries depending on the area of employment. For classified staff, women felt
much more strongly then men tha promotion standardswere not clearly established and tha standadswere
differently andimpropely applied. The 19932000 survey revealed that more faculty and staff bedieved tha
employment conditionsand salaries had improved and that promotion standadswere propely applied across-
the-boad. Professiond staff did notthink tha DSl standardswere differentially applied onthebasis of gende.
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Another cluger of findingswas in relation to thewomen@ studies program. Compared to the earlier survey,
both male and female respondents were more likely to recognize thevalue of this program for students.
Attitudes were less postive with respect to theissue of sexud orientation, with female respondents indicating
more than males tha the College should suppot gay and lesbian groups Overal, mog respondents perceived
theclimate for gays and lesbiansaas chillier than that for women. The19992000survey revealed tha a dight
improvement in the treatment of gays and lesbians had occurred since the 1995survey.

Findly, solid mgjorities of the employee groupsrecognized the need for more education aboutdiscrimination
agang women, especialy for students. The 1995student responses suppoted these findings with 80% of male
and female students bdieving tha male students regularly made sexist remarks and only 50% of femade
students bdieving that SUNY Cortland@male students treated women students with respect. The 1999-2000
survey echodl thecall for more diversity and gender issuestraining, paticularly for students, butalso for new
faculty and staff.

RESULTS OF THE 2006 SURVEY

Thefollowing sectionssummarize thefindingsfor the different femal e employee groups with special emphasis
on compaisonsto earlier administrationsof the survey.

Classified Staff: 374 surveyswere sent bath electronically and via hardcopy to members of the College®
classified staff, induding members of CSEA, Counal 82,NY SCOBA, and PEF. Overall, 76 surveys were
returned, for arespon rate of 20.32%.

Regarding promotion. Of classified staff responses, 22% bdieve tha the standadsfor promotion are
notclearly established in ther units; 36% do not believe the standadsfor promotion are fairly applied,
and 49% bdieve promotion standads are Gnore strictlyOapplied to both males and females. One
respondent stated: Q bdieve thecivil service advancement program, where to be promoted you need to
take atest, isnotafair and equitable way to advance. Job peformance and experience hold noweight
for consderation.O Another stated, (Btandardsfor promotionin NY S should nat beontests only. It
should bemore like the military, where there are four or five different categories that are taken into
consderation for promotion.O And OVhen you work yourself almogt to death it would benice to get a
promotion or aword of praise.0

In 1995, 66% of women reported that the standards for promotion were not evenly applied and 56%
indicated that standards were more rigorous for women. A total of 31% of men reported standards
for promotion were not evenly applied, but none indicated they believed promotion standards were
different for men and women. In 1999-2000, 11% of males and 15% of females indicated that
standards were more stringent for women. In addition, 53% of males and 31% of female respondents
thought standards for promotion were not evenly applied.

Regarding career and professional development. Sixteen pe cent of therespondents do not bdieve
thar unit makes a congiouseffort to indudewomen on committees, while 30% see women who serve
on committees as not receiving the same respect as themen who serve. Theissue of inflexible work
hours tha appeared in the 19992000survey did not show up in the 2006administration. Thisis most
likely dueto the new flex-time pdicy approved for employees that allows greater flexibility of time for
child care and classroom attendance.

Three respondents referred negaively to the GDld BoysOnetwork system for promotion. GAt thelevel of
Administrationit is very much a @oodold boyOhework. Too many highe level postionsare hdd by
men and thefew women in highea level postionsare not taken serioudy and are often left out of the
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loop. | don®know how you stop or changethe good old boyinsde netyvork.O And Ot saddensme to
see tha on a college campusthe goodole boy system is alive and well.O

In 1995, 68% of the women and 47% of the men responded there were obstacles to career
development for women at SUNY Cortland. 43% of women and 17% of men indicated it was more
difficult for women to meet their career goals at the College. This compares to 45% of women and
11% of men in 1999-2000 who felt that there were career obstacles for women. Thirty-nine per cent of
women and 7% of men believed that it is more difficult for women to meet their career goals at
Cortland.

Regarding campus climate. Thirty-six per cent of therespondants see women as receiving less respect
from students than men in the workplace, while 44% bdieve female supavisors meet more resistance to
thar authority than men in similar postionsof authority. A few comments from newcomersto the
College suggested tha the campuOgende climate was favorable, as demongrated in thefollowing
written by afemale employee: O could not comment on this section, because | have not heard or seen
ingances of it. | have foundCortland to bevery gende friendly.O Another female expressed a different
opinion: A bdieve theissues on campusare tha of @gendalissuesN not gender. What | have foundis
tha there is generally alack of respect. RESPECTE. There does seem to be a self centeredness
prevalent with both gendesN especialy in administration and academia. O

In addressing the College@ attempts to provide educationd forumsin this area, onefemale respondent
stated, Onvolve as many people who are willing to learn and get involved and have some meaningful
training.O On the other hand, another female respondant disagreed: Orhereason that | stated that
educationd programs regarding discrimination are not necessary is that | don® bdieve that you can
changesomeond3 bdiefs once they reach adulthood. A personthat is prejudiced or a person that
discriminaes will only bebitter abouthaving to attend a program and will only ®lay the gameQwhile
attending the program.O

In respon to questionsaboutchangesin SUNY Cortland® gende climate over theyears, 31%of
female employees reported this climate to be better, while 10% complained it had gotten worse.

In 1995, 46% of classified female workers indicated that they received less respect from students than
men compared to 35% of male workers. Further, in response to similar items not asked on the
present survey, around twice as many female respondents (i.e., 22%-25%) as male respondents
reported witnessing lack of respectful attention to women, women getting less credit for their ideas,
and frequent interruption of female workers by male workers. 37% of these female employees said
they had witnessed women being stereotyped across campus, compared to only 22% of the male
respondents. In 1999-2000, 11% of males and 26% of females perceived women workers as receiving
less respect.

Also in 1995, 47% of female classified staff and 39% of male classified staff indicated that co-workers
needed education about gender discrimination, while 57% and 44% of females and males respectively
thought students needed such education. 31% of female respondents and 28% of male respondents
said there was a need for more structured campus interactions between males and females to discuss
gender discrimination. In 1999-2000, 46% of the women and 31% of the men agreed that SUNY
Cortland students need diversity training. A total of 34% of females and 29% of males indicated a
need for more structured campus-wide discussion of gender discrimination.

Regarding accommodations. Overall, 40% of the respondents see a need for more structured
interaction among men and women regarding gender discrimingion. Significantly, 48% of the
respondents would suppot amore liberal parental leave program, while 45%are neutral on the subject.




A larger pacentage 58% bdievetha family obligationsshould be taken into accountwhen
scheduling work assignments. GFirst of al if there were to beaccommodations| think it should apply
notonly for children, butalso for the care of elderly parents. | have to say, as onewho does nothave
children, | get redl tired of bang theonestuck with al thework and phonebecause so and so is always
outwith her kids How fair isthat to the people who don®have children, especialy when it@ abused.O

Regarding sexual/affectional orientation. Fifty-two per cent of therespordents bdieve thereis
postive acceptance on campusfor gay men, lesbiansand bisexuals. Onefemale respondent stated, Q
feel tha gay/lesbian orientationis given preferential treatment on this campus | would like it to bea
nornrissue it shouldn®matter oneway or anotherE. | honestly feel that if | was single/divorced and gay
| would receive more respect and greater consgderationthan | dorightnow. And| think that should not
bethecase. How aboutlightening up on the same-sex issues and give thetraditiond families a break?0
Another classified staff worker wrote: (Eliminate all @ende and sexud orientatedCspecialties and
groupsfromthis campus Makeit truly @ende neutral Gingead of making straight malesGinto
oppressors O

In 1995, 20% of women and 44% of men felt the campus was intolerant of gays and lesbians. In
addition, a majority of women (79%) and men (65%) did not feel that the College should provide
institutional support for gay, lesbian, and bisexual groups. In 1999-2000, 14% of men and 23% of
women felt the campus was intolerant of gays and lesbians. Fifty-three per cent of men and 40% of
women felt that the College should not provide institutional support for organized gay, lesbian and
bisexual groups. In 1999-2000, 34% of the respondents (both male and female) believed the College
discriminated on the basis of sexual orientation.

Regarding sexual harassment. Of all theclassified staff respondents, 29% reported being aware of
faculty or staff who experienced sexud harassment by coworkers; 11% of therespondents reported
persondly experiendng sexua harassment by a supeavisor, and 42%took no action as arespong to the
inddent; 5% informed the Affirmative Action Officer, and 55% would report theinddentto a
supevisor. Onerespondet stated, Oreach supevisors how to respect ther employees, not just how to
do aperformance evaluation. Immediate termination for any kind of sexud harassment.O

Comments revealed respondents had had some very unpleasant experiencesin thisarea. A female
employee wrote, | did nottake any action because | feared repercussionsO And QWha goodis reporting
it if theonly result isridicule? If you say anything to anybodyand the perpetrator (supevisor) findsout
your lifeis made miserable. You are told Gtep out of line and youde goned

In 1995, 31% of women and 17% of men reported having personal experience with sexual
harassment. 59% of women and 39% of men were aware of someone else who had had such an
experience. 31% of the female classified staff said they would report future incidents to their
supervisor, while none of the male respondents said they would take such action. In 1999-2000, 16%
of females and 16% of males reported having personally experienced sexual harassment from a
supervisor.

In 1995, 10% of female classified staff and 22% of male classified staff responded they had been
denied opportunities due to affirmative action policies. In 1999-2000, 5% of females and 11% of
males reported that they had been denied opportunities due to affirmative action policies.

Teaching Faculty: 367 on-linesurveyswere sent to full- and part-time teaching faculty, induding librarians
Overdl, 76 faculty and librarian surveys were returned, for arespon rate of 20.7%.
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Regarding salary/promotion. Female faculty expressed concern tha ther willingness to volunteer
for committee work when males do not may be affecting thar pahway toward promotionand DSI. One
female faculty member stated, O think women in genera take on much more service on this campus
than men. Tha does impact research produdivity, DSI, etc. But women will step upwhen theneed is
there and nooneelse will doit. Mentendnotto. Work with male faculty onraising awareness of their
responsbility in nurturing the campuscommunityN it@& not jus aboutthar own work.O Thereremainsa
perception of salary inequity by gende, but perhgps not quite as strongas in previoussurveys.

Fifty-nineper cent of female faculty bdieve tha market demand for a paticular disciplineisa

legitimate factor in determining starting salaries. However, 51%of female faculty bdieve tha starting
salaries should be thesame for al disciplines. Slightly down from past survey findingsisthefact that
64% of female faculty indicated suppot for DSI salary set-asides for women and ethnic minarities. This
suppot is appreciably less (71%) than has been reported on past surveys, perhgpssuggesting tha the
College® DSI set-aside policies the past severa years may have narrowed the gende gap in saaries, or
at least reduced the perceptionsof such agagp. Forty per cent of female respondents report tha standards
for DSl arefairly and equitably applied within their department, compared to 28%who disagree.

With respect to perceptionsof promotion standads, few women faculty Bgenerally less than 10%--
bdieve these standadsare stricter for women or men, at either the department or al-collegelevel.
Fifty-six per cent of female faculty respondents bdieve promotion standadsare fairly and equitably
applied within their department or unit. Seventy-two per cent of female faculty agreed promotion
standadsdiffer widdy across departments and units. This particular result may beareflection of intra-
departmental writing and publishing requirements within specific disciplines. Althoughprevious
surveys have indicated recognition of promotion standadsvarying widdy amongdepatments, thereis
little perception tha they vary within departments onthe basis of gende.

In 1995, 49% of female respondents indicated market value should drive salaries compared to 67% of
men. 97% of women and 52% of men supported salary set-asides for women and ethnic minorities.
While an overwhelming majority of both males and females (86% and 95%, respectively) indicated
that standards for promotion varied widely across departments, few felt these standards were gender-
based. In 1999-2000, 71% of female faculty and 38% of male faculty supported salary set-asides for
women and minorities.

Regarding career and professional development. Significantly more womenN 55% (up from 479%)
perceive it to be more difficult for women than men to meet career gods at Cortland. Thirty-five per
cent of females agree tha there are obgacles to women(@ professiond development at SUNY Cortland
(upfrom 31% in 199-2000, and 22% of women agree tha there are more professiond development
oppotunities available to men than women at the College. Once again arespondent requested that the
Drescher Awardsbemade available to all nontenured faculty, notjus to minority and women faculty.
Interestingly, compared to past surveys, there were very few explicit comments Bpostive or negdive --
related to career and professiond development oppotunities. In paticular, there were no comments
made by these faculty expressing the viewpoint tha these oppotunities are more restricted for women
as aresult of child care responsbilities. This changemay reflect thefact tha the College@ Child Care
Center isnow completely opeationd and has been expandad to accommodate more children at different
ages. In addition, the Child Care Center is dueto undego furthe expanson when it is moved to the
new School of Education Building in 2008. Female respondents expressed concernsregarding family
careissuestha indudecare for eldely parents. Asonerespondant stated, QUntil child care and elder
care become male issues too, | feel tha we may nat see the changes we need in becoming more family
friendly to al employees.O
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Another issueraised istha of dud-career couples. As onefaculty member reported, O find that the
spouses of female faculty are more likely to have full-time careers than the spouses of male faculty. The
spouses of male faculty tend to have pat-time jobs This meanstha the married male faculty get more
suppot from home, and have more time for thar careers than married female faculty do. Thus married
men can advance at SUNY Cortland faster than their married, female colleagues. | bdieve this needsto
be addressed as awork-load issue, because the Gvork-loadCof faculty for advancement is greater than
onecan accomplish in the40-hourwork week. Thus outsidetime is used for writing papers, doing
research, etc. Since married, male faculty have more outside time than married, female faculty, men can
advance faster.O

Single female respondents al so expressed concern regarding the lack of suppot for their group. Q think
it isimportant to ask questionsaboutcampusclimate for snglewomen. There areissuesfor single
people on this campusthat make the climate unamfortable. O Another reported, OQre resented being
asked/expected to do extras (weekend open houses, etc.) because 1@n a single woman without @pousil
obligationgaccommodaionsfor kids| could acceptN | Qe been aworking single paent). | was
actudly told that certain male colleagues weren®asked because they Qvere usudly doing something®
with spouses on theweekend. Those issues and assumptionsneed to be chdlenged, perhagpshby
reminding supevisors tha it@ aform of discrimination.O

Another respondent lamented thelack of female role modds in administration. Q findit troubling that
S0 many senior administrators are white men. We are lacking female role modds.O

In 1995, 81% of female faculty and 22% of male faculty respondents agreed that it was more difficult
for women than men to meet their career goals at the College. In 1999-2000, 47% of women and 14%
of men agreed that it is more difficult for women than men to meet their career goals at Cortland.

Regarding campus climate. Female respondents agreed that harassment is a significant issueon
campus First, 56% of female respondents bdieve tha harassment of students by faculty occurs on this
campus and 66% of female respondents report harassment of faculty by students onthis campus A
total of 41% of female respondants report harassment of employees by supevisors on this campus
compared to 9% who disagree. Second, 70% of female respondentsin 2006bdieve thereis aneed for
more education of colleagues aboutdiscriminaion agang women, and 87% of female respondents
bdieve thereisaneed for more education of our students aboutdiscriminaion agang women,
compared to 75%in 19992000. Fifty-onepe cent of female respondents bdieve thereisaneed for
more structured interaction amongmen and women on campusto discuss gende discriminaion. This
comparesto 40%in 19992000

Othe comments revealed a widerangeof opinions butfor the mod part, female respondents bdieve
tha the campusclimate has improved slightly since thelast survey. Twenty-five pe cent of female
respondents rate the campusclimate as it relates to gende better now than when they first arrived. This
isthe same percentage tha was reported in 19992000. A total of 67% of female respondents report
feeling valued by ther department or unit.

While onerespondent bdieved the present survey to be Omplying discriminaion againg women,O
another indicated that Orhe climate on the Cortland campusis very hogile to strongwomen. In order
for thdr voices to beheard, women have to talk in sweet voices.O The same respondeant objected to
activities spon®red by the Women@ Initiatives Committee, declaring the recent wellness series to be
frivolousand Qargdy soda.O Anather respondent encouraged greater collaboration among CSEW,
Women@ I nitiatives Committee and the Provod@ Task Force Research Project for Academic
Restructuring, possibly forming an advisory group
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With respect to theperceived need for eductionin this area, female faculty still tend to bdieve tha
students have a greater need to be educated aboutgende discriminaion than ther colleagues. A tota of
78% of female respondents report tha, in general, women faculty and professiond staff meet more
resistance to authority than men in the classroom compared to 58%in 19992000. Onefemale faculty
member obsrved: My persond experience corroborates the fact that power relationsin the classroom
are determined in pat by the gende of theteacher vs. those of thestudentsE. | hopethis survey will
provide some goodindghton gende issues on campus and | hopetha we can have forums between
students and faculty aboutthese issues.O Another respondent reported that CBtudents are likely to be
frivoloudy aggressive toward females, and the deans should recognize this.O As observed by one
female faculty member, Orhere@ a culture of misogyny tha needsto bechdlenged, especialy aswe
educate so many would-be professiondsE. Rather than additiond course requirements, | would like to
see amore naural integration of gende issues into discussionsstudents might have in other forums,
from COR 101to dorm discussions or maybe specia events.

Findly, in estimating changes in the College@ gende climate over time, only 25% of women faculty
bdieve this climate for women is significantly better now than it was in years past.

In 1995, 68% of faculty respondents indicated they believed female faculty received more resistance to
authority than men compared to 38% of male respondents. Further, in response to similar items not
asked on the present survey, around four times as many female respondents (i.e., 42%-44%) as male
respondents reported witnessing lack of respectful attention to women, women getting less credit for
their ideas, and frequent interruption of female workers by male workers. 44% of these female
Sfaculty said they had witnessed women being stereotyped across campus, compared to only 22% of the
male respondents. In 1999-2000, 58% of females and 36% of males agreed that women faculty meet
more resistance to authority than men faculty.

Also in 1995, 89% of female faculty and 58% of male faculty indicated that co-workers needed
education about gender discrimination, while 97% and 76 % of females and males respectively
thought students needed such education. 64% of female respondents and 26% of male respondents
said there was a need for more structured campus interactions between males and females to discuss
gender discrimination. In 1999-2000, 25% of males and 40% of females favored more structured
interaction among colleagues to discuss gender discrimination.

Regarding accommodations. Overall, there seemsto be stronggeneralized advocacy for policies and
procedures tha suppot what onemightterm Gamily issues.O Specifically, 79% of femalesindicate
family obligaionsshould betaken into accountin developing work schedules, upfrom 74% In
addition, 872 women favor amore libera maternd leave policy at the College and 71% of females
favor amorelibera paernd leave policy. Seventy-two per cent of female respondents bdieve thar
department or unit provides a suppottive climate for employees with family obligaions

In 1995, 83% of female faculty respondents and 65% of male faculty respondents supported more
liberal parental leave, 49% of women and 50% of men supported shared tenure arrangements for
couples, and 59% of females and males favored more flexible working hours in developing work
schedules. In 1999-2000, 68% of women and 64% of men favored a more liberal maternity leave
policy. Similarly, 72% of female respondents supported shared tenure for couples compared to 49%
of males. Eighty-seven per cent of females and 74% of males favored more flexible working hours.

Regarding sexual/affectional orientation. Fifty per cent of female respondents agree tha thereis
postive acceptance on campusfor gays and lesbians and 71%of female respondents disagree that the
Collegediscriminaes on the basis of sexud orientation, compared to 53%in 19992000. Twenty-nine
per cent of female respondants agree that the College provides adequée inditutiond suppot for




organized gay, lesbian and bisexud groups and 43% agree that the College should provide more
ingitutiond suppot for organized gay, lesbian and bisexud groups compared to 51% in 1999200Q
Thirteen per cent of female respondants bdieve the College should not provide suppot for organized
gay, lesbian and bisexud groups Onerespondent noted, Q bdieve oneof thebiggest problemsis
homophobg, paticularly down thehill. 1t has and will continueto push new faculty to leave. Our
biggest minority isthe LGBT popuktion, 1in 10. We need to focus more on making those faculty, staff
and students feel safe and comfortable.O Another respondent urged, CExplicitly recognize (as this
guestionnare does not) legitimate differences of moral and religiouscon<ience regarding
homosexudity and bisexudity; ethically, oneis obliged to respect persons not their sexud behavior.O

In 1995, 44% of female faculty respondents indicated the campus climate was intolerant of gays and
lesbians compared to 30% of male faculty. 68% of females said the College should provide
institutional support for gays and lesbians compared to 37% of male faculty, while 18% of females
and 59% of males said the College should not provide such support. In 1999-2000, 46% of males and
44% of females agreed that there is positive acceptance of gays and lesbians on campus. Half of all
male and female faculty believed that the College should provide institutional support for gays and
lesbians.

Regarding sexual harassment. Significantly fewer women faculty note pesond experience of any
kind with sexud harassment than in previoussurveys, with 6% indicating they had experienced
harassment persondly from a supevisor and 10%indicating they had had such an experience with a
colleague Seven pe cent report pasondly experiendng sexud harassment from a student. The
respongs to thesurvey did notrevea the percentage who reported ingances of sexud harassment or if
they would do so in thefuture. A total of 32% of female respondents report beng pasondly aware of
students who have experienced sexud harassment by faculty/staff, and 24% report bang persondly
aware of faculty/staff who have experienced harassment by other faculty or staff.

Commentsrevea awiderangeof experiences with sexud harassment on the part of respondents. Some
feel that there has been some progress made regarding the reparting process. Q bdieve we have
empowered people to take actionN nowit is ther responsbility to do s0.0 Several respondaents called
for greater accounisbility onthe part of those who engagein harassment and sexud harassment: QNith
regardsto harassment (sexud or otherwise) there should be more seriousconsquence for those who are
known offende's, and these actionsshould be consgdered when faculty/administration/staff are up for
renewal or tenure. The only way people will stop committing harassment isif they knowthere are very
seriousconsquences.O And CCreate a no-tolerance policy when it comes to harassment and bullying,
All colleagues should be accorded the same level of respect.O

In 1995, 70% of women faculty and 48% of men faculty were aware of colleagues or students who
had experienced sexual harassment, with 45% of females and 24% of males saying that students had
reported sexual harassment to them. 37% of female and 7% of male faculty reported being the
victims of sexual harassment themselves, most frequently from a colleague. In response to questions
regarding likely actions if confronted by future incidents reported to them, 68% of females said they
would report the incident to an appropriate college authority, compared to 51% of males. 43% of the
male respondents said they would talk to an accused colleague informally in such a case, compared to
27% of female respondents. 5% of female faculty and 6% of male faculty said they would do nothing.
In 1999-2000, 18% of females indicated that they had experienced harassment from a supervisor, and
14% indicated that they had experienced harassment from a colleague. Only 18% of females would
report a future incident to Affirmative Action, and only 36% would encourage a victim/colleagues to
do so.
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Regarding affirmative action and women’s studies. Compared to previousyears, there were fewer
comments related to affirmative action. A total of 9% of female respondents bdieve they have been
denied oppotunities because of affirmative action, compared to 10%in 19992000and 11% in 1997.
Interestingly, respondents had mixed views of awomen(@ studies program. One advocated for afull
women@ studies major, while another respondel, GCondder gende studies rather than women@
studies. Indudemen in thesolution, notjus the problem.O And another: Frame @ende issuesO
assumption into a human oneN we should nat assume tha theideology of the oppressed spesks for all
women and al men for that matter. By creating a politically correct congdruct of @enderGand linking it
only to thefemale experience denies tha experience of all humanswhich has led to pgorative views
towards men and cultivates a @ulture of victim hood@vhich in itself is destructive and only divides. It
appears tha theissue of @endeCet this campusis only informed by oneside of theissue and denies
those voices and thoughs of women who do nat step in time with the @rogressiveQline O

In respons to questionsassessing the perceived vaue of the College® women(@ studies program, 63%
of female faculty indicate tha this program improves the campusclimate for women. Eighty-two per
cent of women faculty agree tha the women@ studies program is valuable for students. Forty-eight per
cent of female respondents agree women@ studies is a field respected for its academic legitimacy,
compared to 39%in 19992000and 44% in 1997.

In 1995, 11% of female faculty and 23% of male faculty indicated they had been denied opportunities
as a result of affirmative action policies. Eighty per cent of female respondents and 50% of male
respondents said the women’s studies program improved the campus climate for women, with 97%
and 66% of females and males respectively indicating the program was valuable for students. 54% of
the female faculty said that women’s studies lacks academic respect, compared to 69% of the males.
In 1999-2000, 58% of male and female faculty indicated that the women’s studies program improves
the campus climate for women. Seventy-eight per cent of women agreed that the women’s studies
program is valuable for students, compared to 60% of men. Thirty-nine per cent of women and 29%
of men faculty believed women’s studies is respected for its academic legitimacy.

Professional Staff: 135surveyswere sent to full- and pat-time professiond staff membes. Overall, 36
surveys were returned, for arespons rate of 26.7%.

Regarding salary/promotion. A total of 27 2% of female professionds responding bdieve thar
starting salary is highe than or equd to the starting salaries of comparable men, while 17 5% bdieve
thar starting salary to belower than tha of comparable men. Theseresponses are dightly highe than
theprevioussurvey. Consstent with earlier surveys, female professionds were significantly more likely
to suppot DSl salary set-asides for women and ethnic minorities, 60%. Aswas the case with faculty,
however, this suppot has gradudly lessened compared to that reported on past surveys, agan
suggesting that the College@ recent DS set-aside policies have either narrowed thegende gapin
salaries or at least the perceptionsof thisgap. There was little evidence tha female faculty think DSI
standadsare differentially applied onthe basis of gender, at either thedepartment or highe
administrative levels. Overall, written comments showed general dissatisfaction with the DSI process.
Thisisaclear indication that, despite unsuccessful attempts, the President@ two DS task forces should
continuethar effortsto revise the DSI system that is currently in place.

Theeislittle evidence that these professionds bdieve promotion standadsare highe for women or
men, at either theunit or theall-collegelevel. Variablestha may contribute to the overall absence of
significant resultsin this areaindudethefact tha there are fewer professionds and the fact tha many
job descriptionsfor professionds are unique As such, professionds may not find thetypes of questions
asked in the campus climate survey useful to thar situaions
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In 1995 88% of males and 55 % of females felt that market demand should play a role in
determining starting salaries. Also, 82% of women and 44% of males endorsed the concept of DSI
set-asides for women and ethnic minorities. In 1999-2000, 72% of males and 43% of females believed
that market demand should play a role in determining starting salaries. In addition, 76% of females
supported salary set-asides for women and ethnic minorities, compared to 34% of men.

Regarding career and professional development. Thesurvey revealstha female professonds have
the perceptiontha it is more difficult for women than men to meet career gods at the College, with

57 8% of thefemales agreeing with this statement. Over athird of female respondents agree tha there
are obgaclesto professiond development for women at SUNY Cortland (35.9%) and that there are more
professiond development oppotunities available to men than women (18.5%), up dightly fromthe
199-2000campusclimate survey administration.

Aswith thefaculty surveys, there were very few explicit comments B postive or negaive -- related to
career and professiond development oppatunities by these professiond staff members.

In 1995, 66% of female professionals and 14% of male professionals agreed that it was more difficult
for women than men to meet their career goals at the College. In 1999-2000, 47% of female
professionals and 7% of males agreed that it was more difficult for women than men to meet their
career goals at SUNY Cortland.

Regarding campus climate. Female professonds report ther perceptionsof differential treatment
received by male and female professionds across campus with 48.4% of females indicating tha women
receive less favorable treatment from students. A total of 48.9% of females agree tha female
professionds meet more resistance to authority than thar male counterparts. Both responss are up
dightly fromthe 19992000campusclimate survey administration. Sightly less than hdf, 48.9% of
femal e professionds indicate they receive the same respect and attention from colleagues on committees
as do men.

In evaluaing theneed for educionin this area, professonds tend to bdieve students have a greater
need to be educated aboutgende discriminaionthan ther colleagues. Specifically, 79.3% of women
agree students should be educated in thisregard while 47 8% of women agree tha colleagues would
bendit fromthis kind of education. Thedeclining percentage of the latter may reflect agrowing
awareness campus-wide viaworkshopsand other educationd oppotunities for colleagues. At thesame
time, females express a growing need for more structured interaction between men and women to
discuss gende discriminaion (64.8%). Comments revealed genera suppot for varioustraining efforts
to assist in creating amore conduadve gende climate at the College especialy sexud harassment
training.

With respect to changes in the College@ gende climate over time, aboutonequarter of female
professionds (23.9%) bdieve the climate for women is significantly better now than it was in years past.
A tota of 69.3% bdieve the campusclimate is about thesame. Very few respondents (6.8%) bdieve
the campusclimate is significantly worse in thisregard than it used to be

In 1995, 61% of female professionals responding indicated they believed females received more
resistance to authority than men compared to 41% of male respondents. Further, in response to
similar items not asked on the present survey, females consistently agreed more strongly than males
that they had witnessed lack of respectful attention to women, that women received less credit for
their ideas, and that males frequently interrupted female workers. 43% of these female professionals
said they had witnessed women being stereotyped across campus, compared to only 33% of the male
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respondents. In 1999-2000, 46% of females and 34% of males indicated they believed females
received more resistance to authority than males.

Also in 1995, 84% of female professionals and 63% of male staff indicated that co-workers needed
education about gender discrimination, while 88% and 87% of females and males respectively
thought students needed such education. Sixty per cent of female respondents and 38% of male
respondents said there was a need for more structured campus interactions between males and
females to discuss gender discrimination. In 1999-2000, 76% of women and 55% of men agreed
students should receive greater education in gender discrimination, and 68% of women and 28% of
men agreed colleagues also need this type of training.

Regarding accommodations. A mgjority of femae professiond staff members express suppot for
policies and procedures that promote Gamily issues.O Specifically, 79.1% of femalesindicate that
family obligaionsshould betaken into accountin developing work schedules, and 78% of women favor
more liberal maternd and paernd leave policies at the College

In 1995, 87% of female professionals responding and 73 % of males supported more liberal parental
leave and 80% of females and 78% of males favored more flexible working hours in developing work
schedules. In 1999-2000, 70% of women and 62% of men favored more liberal parental leave, and

96% of women and 79% of men favored more flexible work hours.

Regarding sexual/affectional orientation. Female professonds bdieve there is postive acceptance
for gays and lesbiansonthe SUNY Cortland campus(56.5%), down dightly fromthe 19932000
campusclimate survey administration. A total of 30.3% of female professionds bdieve the College
provides sufficient suppot campuswidefor gays and lesbians and 34.1% of female staff bdieve the
College should provide more inditutiond suppot for gays and lesbians while 69.7% disagreed with this
statement. Narrative comments indicate general acceptance for gays and lesbiansand tha sexud
orientation should notbe afactor in the professond working environment.

In 1995, 62% of female professionals indicated the campus climate was moderately or very accepting
of gays and lesbians compared to 65% of male professionals. A total of 69% of females said the
College should provide institutional support for gays and lesbians compared to 59% of male
professionals, while 26% and 44% of females and males respectively said the College should not
provide such support. In 1999-2000, 62% of males and 64% of females felt there is positive
acceptance for gays and lesbians on the SUNY Cortland campus. In addition, 46% of females and
31% of male professionals believe the College should provide institutional support for gays and
lesbians.

Regarding sexual harassment. Of those professonds responding, 16% of thefemales indicate they
have personaly experienced harassment from a supavisor and 13.3% ind cate they have had such an
experience with a colleague down significantly from the 1999 2000campusclimate survey
administration. Twenty-nineper cent of thoe women who have had such an experience report taking
no action, and 29% of thewomen having such an experience say they dedlt with it by speaking
informally to the offende.

In 1995, 73% of female professionals and 63% of male professionals were aware of colleagues or
students who had experienced sexual harassment, with 52% of females and 29% of males saying that
students had reported sexual harassment to them. Thirty-four per cent of female and 29% of male
professionals reported being the victims of sexual harassment themselves, most frequently from a
colleague. In 1999-2000, 16% of females and 7% of males indicated they had experienced harassment
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personally from a supervisor. Twenty-nine per cent of women and 62% of men reported taking no
action.

Regarding women’s studies. |n assessing thevaue of the College@® women(@ studies program, female
professionds agree that the women@ studies program is valueble for students (77 2%) and that this
program improves the campusclimate for women (554%). Narrative comments reflect atendency
toward gende studies rather than women(@ studies.

In 1995, 13% of female and 33% of male professionals indicated they had been denied opportunities
as a result of affirmative action policies. Sixty-two per cent of female respondents and 64% of male
respondents said the women’s studies program improved the campus climate for women, with 94%
and 80% of females and males respectively indicating the program was valuable for students. In
1999-2000, 18% of males and 12% of females reported having been denied opportunities due to
affirmative action. Eighty-six per cent of females and 54% of males feel that the women’s studies
program is valuable for students.

CONCLUSIONS

Comparisons Across Time: Thedifferent respone methodobgy (i.e., theuse of aLikert scale for only the
secondtime) employed in the present survey compared to mos past administrationsmakes it difficult to
compare findingsdirectly acrosstime. Secondly, thelow campuswiderespon rate, especially among males,
further complicates the ability to make valid comparisons Neverthdess, some condusonsare evident. First,
theoveal results generally reinforce a mgor conduson reached in 1997and reaffirmed in 200Q Over the past
fifteen years or more, in spite of variousefforts and initiatives to improve the status and education of women at
SUNY Cortland, the campusclimate has not changed markedly in thisregard. This conduson correspondsto
respondantsOgenera feeling that conditionsfor women on campusare basically thesame asin thepast. This
does not mean that women@ postion at Cortland can necessarily be labded (hadOor Qyood G- only that
perceptionsof it have not shifted in significant ways across the boad.

Some changes are appaent, mog of which are postive in nature. For males and females across all employee
groupsthe propation of respondents indicating that promotion standads are not gende equitable decreased
from 1995to the present survey. Some of the narrative comments reflect a perception tha gende issues are
less of aconcaern than they were inthepast. The percentage of respondents feeling that there was less respect
for women on campushas fluctuated over survey administrationsand hasinareased dightly as of the present
survey administration. At the same time, however, reported inddents of sexud harassment have decreased.
Thislast finding mightbein part attributable to sexud harassment workshopstha are regularly conducted on
campus. In addition, fewer female respondents ind cated a need for more flexible time at work, mog likely
reflecting therecent changein flex-time policy at the College

Overdl, the present survey suggests tha the gende gap in perceptionsas noted in previoussurveysis
narrowing somewhd.

Comparisons Across Schools: Thecreation of athird school, the School of Education, in 2003 has enabled
the CSEW Committee to better identify areas across campusin which concernshave been reported. A sample
of faculty survey questionsasked in 19932000and again in 2006reveals tha mog responses have remained
unchanged:

Faculty Campus Climate Survey, Fall 1999
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Significant Differences Between Faculty in School of Arts and Sciences and in School of Professional

Studies’
Mean Mean Response
Question Response — — Comments
Arts and Professional
Sciences Studies
(n=94) (n=61)

11. The standards for promotion are
clearly established in my department 245 321 More negdive respones b
or unit. PS
12. Promotion standards are fairly
and equitably applied within my 242 297 More negdive respones b
department or unit. PS
17.Promotion standads at evaluation
levels abovemy depatment or unit are 3.20 353 More negdive responesb
more stringently applied to women. A&S
20. Criteriafor discretionay saary
increases (DS) are clearly established 2.80 343 More negdive respones b
in my department or unit. PS
21. Standadsfor DSl arefairly and
equitably applied within my department. 2.73 3.35 More negdive respones b

PS
29. My department or unit
discriminaes on thebasis of sexud 433 3.90 More negaive respones b
orientation. PS
37. Some sodal interactionsin my
department or unit are closed to women. 418 3.82 More negdive respones b

PS
56. Sexud harassment of employees by
supeavisors occurs on this campus 2.60 3.02 More negdive responesb

A&S
57. Sexud harassment is amuch more
seriousproblem for female students 181 217 More negdive responesb

than male students on this campus

A&S

2 Most questions were answered on 1-5 scale, with lower numbers reflecting stronger agreement with statement.




Faculty Campus Climate Survey, 2006
Significant Differences Between Faculty in School of Arts and Sciences, School of Professional Studies,
and School of Education’
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Mean Mean Mean
Question Response — Response — | Response — Comments
Arts and Professional
Sciences Studies Education
(n=29) (n=17) (n=19)

19. Promotion standards at

evauaion levels abovemy 2.76* 247 2.05* Arts and Sciences faculty

department or unit are more agree more strongly with this

stringently applied to women. statement than Education
faculty.

21. Standadsfor promotion

should be exactly thesamein 2.27* 3.18* 2.76 Professiond Studies faculty

al departments and units agree more strongly with this

across the College statement than Arts and
Sciences faculty.

24.1n my expeience, women

serving on department or 3.90 371 2.74% Arts and Sciences and

College-wide committees Professiond Studies faculty

receive the same respect and agree more strongly with this

attention as men. statement than Education
faculty.

55. Women@ Studiesis a

field respected for its 3.83* 3.18 3.05* Arts and Sciences faculty

academic legitimacy. agree more strongly with this
statement than Education
faculty.

58. Sexud harassment of

students by faculty occurson 3.66* 3.35 3.16* Arts and Sciences faculty

this campus

agree more strongly with this
statement than Education
faculty.

% Mog questionswere answered on 1-5 scale. Higher numbers reflect stronge agreement with statement.

* Significant difference p <.05

*2This groupwas significantly different (p <.05) from both other groupswhich were notsignificantly different

from each othe.

Comparisons Among Employee Groups: Overdl, thethree employee groupssurveyed in this study
demondrate more similarities than differences in thar gendea-related attitudes. Femalesin all three groupsare
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more likely to agree there are obgacles to women(@ career/professiond development at the College and more
oppotunities for men, and tha they receive less favorable treatment from students. They also agree tha SUNY
Cortland students as well as colleagues would benefit from more discussionsaboutgende discrimination, and
tha there is aneed for more structured interaction between men and women to discuss gende discrimination.
Similarly, female faculty, professiond staff, and classified staff agree tha women receive less respect and
attention from colleagues on committees than men.

With respect to sexud harassment, the percentage of females reporting harassment by a supevisor was nearly
the same across all three groups(i.e., 16-18%). Inall three groups females were more likely to encouragea
victim of sexud harassment to report theinddent to the Affirmative Action Officer. Inthe2006survey, fewer
females across all three groupsreported having been denied oppotunities dueto affirmative action.

Suppot for thewomen@® studies program still exists, and femalesin al of these groupsstill valuewomen®@ N
studies as alegitimate curriculum. As of this survey, there appears to be an evolution of suppot from women@@
studies toward a more comprehensve gende studies program.

Campus Climate Issues Nation-wide. An examinaion of campusclimate reports from other campuses reveals
tha the SUNY Cortland CampusClimate Survey results parallel those acrossthenaion. Salary and promotion,
family conaernsand diversity continueto be highlighted and are issues tha should continueto be monitored.

SUNY CORTLAND RECOMMENDATIONS
On thebasis of itsfindings the CSEW recommends thefollowing actions

1. TheCSEW should condud¢ asimilar survey of faculty, professond staff, classified staff, and students
within the next five years.

2. TheCSEW should administer a more focused survey to faculty, professiond, and classified females thet
attemptsto identify the specific factors that accourt for femal esOdissati sfaction with conditionsfor women
at SUNY Cortland.

3. TheCollege should continueinitiatives intended to educate the campusN induding all employees and
students-- aboutsexud harassment.

4. Human Resources should collect information on a systematic basis regarding promotionsand salary
increases for male and female faculty, professond staff, and classified staff (notinduding negotiated raises
resulting from collective barganing) and puldish each year an aggregae report for each group.

5. Each vice president should deermineduring 200607 an appropriate methodfor monitoring career and
professiond development oppotunitiesin hig’her unit (for faculty, professonds, and classified staff) and
provideareport onan annud basis summarizing these oppotunities and the numbe of men and women
who bendfited from them.

6. Student Affairs and the Advisement and Trangtion Office should develop a diversity and gende issues
training program for incoming students.

7. Diversity and gende issues training should be aregular component of new faculty and staff orientation.

8. Human Resources should publicize more widdy stepsto take to report harassment or sexud harassment.
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9. ThePresident® Cabinet should determine those areas of the Collegein which leadership development for
women is lacking, and develop a plan for providing leadership development oppotunities where
appropriate.

11/10/06
11/28/06
12/20/06
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CSEW CAMPUS CLIMATE SURVEY RESULTS
COMPARISONS FOR 19912006

FEMALE FACULTY

Issue 1991 1997 2000 2006

Salary -52% market value | -49% market value -46% market value -58.5% market value
should drive should drive salaries should drive salaries should drive salaries
saaries overal, few perceived -19% starting salary (Q1y)
- 50% starting differences on basis of higher than/equal to -51% starting salaries
sdary lessthan gender comparable men (with comparable
comparable male -97% support salary set | -17% starting salary experience) should be the
saaries asides for women and lower than those of samefor al disciplines
- 40% DSl ethnic minorities comparable men compared (Q12)
standards not fairly -71% support salary - 64.2% support salary
applied set-asides for women set-asides for women and

and ethnic minorities ethic minorities (Q27)
Promotion - fewer than 20% - 95% promotion -5% promotion -72.2% promotion

dissatisfied with
application of
tenure status

standards vary widely
across departments
-70% standards
shouldn® be same
across departments

standards more strict
for men (dept)

-6% standards more
strict for women (dept)
- 3% promotion
standards more strict
for men (College)
-12% standards more
strict for women

(College)

standards vary widely
across departments (Q20)
-55.8% standards
shouldn® be same across
departments (Q21)
-48.2% promotion
standards are fairly and
equitably applied at
evaluation levels about
department or unit (Q17)
-1.9% & 0% promotion
standards more strict for
men (dept) (Q15& 30)
-18.8 & 11.1% standards
more strict for women
(dept) (Q16 & 29)

-0% promotion standards
more strict for men
(College) (Q18)

-9.5% & 7.6% standards
more strict for women
(College) (Q19 & 32)
%48.2% criteriafor DS
increases are not clearly
established in department
or unit (Q25)

%39.6% standards for
DSl arefairly and
equitably applied within
my department (Q26)
-86.8% endorse president
setting aside a portion of
DSl for adjustment to
sdariesfor inequality
(Q28)

%11.1% standards for
DSl within my
department or unit are
more strictly applied to
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women (Q29)

%0% standards for DSI
within my department or
unit are more strictly
applied to women (Q30)
%9.5 standards for DS
arefairly and equitably
applied at evaluation
levels about my
department or unit (Q31)
%7.6% standards for DSI
at evaluation levels above
my department or unit are
more strictly applied to
women (Q32)

Perception of
Treatment

- 37% reported lack
of respectful
attention

--32% reported
lack of credit for
ideas

-34% reported
frequent
interruption by
males

-36% reported
being stereotyped

-68% more resistance
to authority because of
being female

-44% reported lack of
respectful attention
-42% reported lack of
credit for ideas

-42% reported frequent
interruption by males
-44% reported being
stereotyped

- 58% more resistance
to authority because of
being female

-46% women receive
same attention and
respect as men on
committees

-50% students treat
male and female faculty
different

-77.8% more resistance to
authority because of

being female (Q41)
-47.2% women receive
same attention and
respect as men in
committees (Q24)

-64.8% students treat
male and female faculty
differently (Q39)

-50.9% more structured
interaction among men &
women on campus
concerning gender
discrimination (Q41)
-62.3% department or unit
makes an effort to include
women on committees
(Q22)

%56.6% department or
unit makes efforts to
include men on
committees (Q23)

%50% overall acceptance
for gay men, lesbians, and
bisexuals (Q34)

%3.8% department or unit
discriminates on basis of
sexua orientation (Q35)
%1.9% College
discriminates on the basis
of sexual orientation
(Q36)

%28.8% College provides
adequate support for
organized gay, leshian,
and bisexua groups
(Q38)

%18.9% some social
interactions in my
department or unit are
closed to women (Q49)
%22.2% opportunities for
professional development
are more available to men

(Q50)
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Sexud -53% campus -44% campus intolerant | -44% agree thereis -50% agree thereis
i i intolerant of of gavs/leshians positive acceptancefor | positive acceptance for
Orientation gays/lesbians -6§?col lege should gays/lesbians (31% gay</lesbians (Q34)
-Majority believe provide institutional disagree) -42.6% College should
sexual orientation support for -51% College should provide institutional
doesn@ enter into gays/lesbians provide institutional support for gays/lesbians
work-related -18% College should support for (Q38)
decisions and that not provide institutional | 9ay</lesbians -13% College should not
College shouldn® | support for -22% College should provide institutional
provide gays/lesbians not provide institutional | support for gays/lesbians
institutional support for (Q38)
support for gays/lesbians
gays/lesbians
Women@ -78% WomenG -80% Women@ Studies | -589 Women@ Studies | -63% WomenG Studies
Studies Studies Program program improves program improves program improves climate
Valuable to climate for women climate for women for women (Q53)
College -97% program is -78% program is -81.5% program is
valuable for students valuable for students valuable for students
-44% WomenG Studies | -3996 Women@ Studies | (Q54)
is respected for its respected for its -48.2% Women@ Studies
academic legitimacy academic | egitimacy respected for its academic
integrity (Q55)
Family - Overwhelming -83% favor more libera | -74% Family -79.2% Family
support for parental leave obligations should be obligations should be
accommodating -49% support shared taken into account in taken into account in
family duties tenure for couples scheduling scheduling (Q44)
through -59% favor more -68% favor more liberal | -87% favor more liberal
scheduling, etc flexible hours maternal leave (71% parental leave (Q42)
favor parental leave)
-72% support shared
tenure for couples
-87% favor more
flexible hours
Professiond -60% dissatisfied, -81% more difficult for | -31% obstacle to -35.2% obstacles to
Development find obstaclesin women to meet career development for development for women
way goals than men women (Q48)
-27% more professiona | -22.2% more professional
development development
opportunities available | opportunities available to
to men (1%-more men (Q50)

available to women)
-47% more difficult for
women to meet career
goals than men

3.7% more opportunities
available to women (Q51)
-54.7% more difficult for
women to meet career
goals than men (Q52)
-71.7% department/unit
provides supportive
climate for employees
w/family obligations
(Q45)

-66% feel valued by
department (Q46)
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Sexud - 36% had personal | -37% had personal -18% had previous -69.8% need more
Harassment experience (mostly | €xperience experience (from education of colleagues
verbal remarks) 70% aware of colleague | supervisor) about discrimination
- Majority unlikely | OF stuplent who had -14%.had personal against women (Q56)
to report incident experienced experience (from -87% need more
-45% student had colleague) education of students
reported directly -12% spoke informally | about discrimination
-68% would report to person, 62% took no | against women (Q57)
known incident to action -44.5% sexual harassment
authority -In case of future of students by faculty
-27% would talk to incident, 18% would (Q58)
colleagueinformally if | inform affirmative -37.0% sexual harassment
has been accused of action officer, 36% of faculty by students
sexua harassment would encourage victim | (Q59)
-5% would do nothing | to do so -28.3% sexual harassment
if aware of incident of employees by
supervisors (Q60)
-64.8% sexual harassment
more serious problem for
female students than
males (Q61)
-32% personally aware of
students who have
experienced sexual
harassment by other
faculty/staff (Q62)
-24% personally aware of
faculty/staff who have
experienced sexual
harassment by other
faculty/staff (Q64)
--Action Taken
Question Missing
Has Campus -64% better - 64% better -25% climateis -24.5% climateis
Changed in recognition of recognition of women | Significantly better significantly better
|6H 5 years,) women as as professionds -2%C||mate IS -75% climateis
’ professionals -68% better significantly worse significantly worse
-64% better consciousness among -70% climate is about -67.9% climate i's about
consciousness colleagues of the same the same (Q84)
among colleagues | discriminatory behavior
of discriminatory -59% women more
behavior aware of right to
-79% women more | professional treatment
aware of right to
professional
treatment
Need for -90% agree thereis | -89% issuch aneed for | - 55 is such aneed -69.8% is such aneed for
Education aneed colleagues for colleagues colleagues (Q56)
AboutGende | -52% would -97% issuch aneed for | -7504is such aneed for | -87%is such aneed for
S participate in students students students (Q57)
Di scriminaion Womené group to -55% would partICI pate -40% is a need for more -50.9% is aneed for more

discuss gender
discrimination

in womenG group to
discuss gender
discrimination

-64% is need for more
structured interaction
between men and
women to discuss
gender discrimination

structured interaction
between men and
women to discuss
gender discrimination

structured interaction
between men and women
to discuss gender
discrimination (Q41)

22



23

Affirmative -11% have been denied | -10% have denied -9.31% have denied
Action opportunity due to opportunity due to opportunity due to
affirmative action affirmative action affirmative action (Q47)

NEW ITEM

FOR 2006:

Harassment -55.6% Harassment of

(not of sexud students by faculty occurs
a on this campus (Q71)

hature) -66.1% Harassment of

faculty by students occurs
on this campus (Q72)
-40.7% Harassment of
employees by supervisors
occurs on this campus
(Q73)

43.4% Personally aware
of faculty/staff who have
experienced harassment
by other faculty or staff
(Q77)

-40.7% Personally
experienced harassment
from a colleague (Q80)
-30.2% Personally
experienced harassment
from a supervisor (Q81)
-36.5% Personally
experienced harassment
from a student (Q83)
--Action Taken Question
Missing.

State University of New York College at Cortland
Campus Climate Survey - Faculty and Professional Staff
Spring 2006
This survey is being conducted by the President®@ Committee on the Status and Education of Women in an effort
to assess the campus climate with respect to gender and gender-related issues. Please take the time to fill out
this survey no later than March 1, 2006. The survey is both confidential and anonymous, so please do not
include your name on the survey.

Note: Whenever the term "department" is used, please substitute the term "unit" or "office" if you are a librarian or a
member of the professional or management staff.

For each numbered item, please fill in an answer to the best of your ability. There is also space provided at the end of the
survey so that you can provide comments. If for any reason you are unable to answer a particular item, please leave that
item blank.

DEMOGRAPHIC INFORMATION
For each of the following items, mark the answer that best describes you:

1. Your gender: A. Female B. Male

2. Your employment group: A. Arts and Sciences Faculty B. Professional Studies Faculty C. Education
Faculty D. Professional Staff Member E. Library Faculty = F. Management/Confidential

3. Your employment status: A. Full-time B. Part-time
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4. Total number of years employed at SUNY Cortland: A. Lessthan 5years B. 6to 10 years C. 11
to 15 years D. 16 to 20 years E. More than 20 years

5. Do you have children? Yes No

6. If you have children, in what age groups do they fall? (Mark as many as apply.)
A. 1to 5years B. 6 to 10 years C. 11to 15 years D. 16 to 20 years

E. Older than 20 years
SURVEY QUESTIONS

7. To the best of your knowledge, how did your starting salary compare to the starting salary of individuals of the
opposite sex hired at the same time in your department?

My salary was greater than those salaries

My salary was equal to those salaries

My salary was lower than those salaries

Not applicable - no faculty of the opposite sex was hired at the same time

ocow»

8. To the best of your knowledge, how did your starting salary compare to the starting salary of individuals of the
same sex hired at the same time in your department?
A. My salary was greater than those salaries
B. My salary was equal to those salaries
C. My salary was lower than those salaries
D. Not applicable - no faculty of the same sex was hired at the same time

9. If you identified salary differences in #6 or #7, can they be explained in terms of educational attainment,
experience or rank?
Yes No
10. To the best of your knowledge, how do salaries in your discipline compare to salaries in other disciplines or units

at Cortland?

A. Salaries are greater in my discipline or unit

B. Salaries are the same in my discipline or unit as in others
C. Salaries are lower in my discipline or unit

Please indicate the extent to which you personally agree or disagree with the statement.

11. arket demandOfor a particular discipline is a legitimate factor in determining starting salaries.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

12. Starting salaries (with comparable previous experience) should be the same for all disciplines.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

13. The standards for promotion are clearly established in my department or unit.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

14. Promotion standards are fairly and equitably applied within my department or unit.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

15. Promotion standards within my department or unit are more strictly applied to men.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

16. Promotion standards within my department or unit are more strictly applied to women.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

17. Promotion standards are fairly and equitably applied at evaluation levels above my department or unit.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree



18.

19.

20.

21.

22.

23.

24.

25.

26.

27.

28.

29.

30.

31.

32.

33.

34.

35.

36.

Promotion standards at evaluation levels above my department or unit are more strictly applied to men.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

Promotion standards at evaluation levels above my department or unit are more strictly applied to women.

A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

Standards for promotion differ widely across departments and units of the College.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

Standards for promotion should be exactly the same in all departments and units across the College.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

My department or unit makes a conscious effort to include women on committees.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

My department or unit makes a conscious effort to include men on committees.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

In my experience, women serving on department or College-wide committees receive the same respect and

attention as men.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

Criteria for discretionary salary increases (DSI) are clearly established in my department or unit.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

Standards for DSI are fairly and equitably applied within my department.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

| would endorse the President's setting aside a portion of DSI monies for adjustment to the salaries of women and

minorities.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

I would endorse the President® setting aside a portion of DSI monies for adjustments to salaries for inequity.

A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

Standards for DSI within my department or unit are more strictly applied to women.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

Standards for DSI within my department or unit are more strictly applied to men.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

Standards for DSI are fairly and equitably applied at evaluation levels above my department or unit.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

Standards for DSI at evaluation levels above my department or unit are more strictly applied to women.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

Standards for DSI at evaluation levels above my department or unit are more strictly applied to men.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

Overall, there is positive acceptance at SUNY Cortland for gay men, lesbians, and bisexuals.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

My department or unit discriminates on the basis of sexual orientation.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

The College discriminates on the basis of sexual orientation.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree



37.

38.

39.

40.

41.

42.

43.

44.

45.

46.

47.

48.

49.

50.

51.

52.

53.
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The College provides adequate institutional support for organized gay, lesbian, and bisexual groups.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

The College should provide more institutional support for organized gay, lesbian, and bisexual groups.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

Students treat male and female faculty and professionals differently on the basis of gender within the classroom
or in other work-related interactions.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

In general, women faculty and professional staff meet more resistance to their authority than men do in classroom
or workplace management.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

There is a need for more structured interaction among men and women on campus concerning gender
discrimination.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

| would support a more liberal parental leave program offered by the College.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

Which of the following employment accommodations to ease family burdens would you support? (Mark as many
as apply.) A. Shared tenured appointments for couples  B. Tenure for part-time positions C.
More flexible hours for professional staff

| believe that family obligations should be taken into consideration in scheduling teaching or work assignments.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

| believe that my department or unit provides a supportive climate for employees with family obligations.
A. Strongly Agree B. Agree  C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

I feel valued by my department or unit.
A. Strongly Agree B. Agree C. Neither Agree or Disagree  D. Disagree E. Strongly Disagree
| believe | have been denied opportunities because of affirmative action.

A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

There are obstacles to professional development for women at SUNY Cortland.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

Some social interactions in my department or unit are closed to women.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

Opportunities for professional development are more available to men.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

Opportunities for professional development are more available to women.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

It is more difficult for a woman to reach her career goals at Cortland than it is for a male in a comparable position.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

Having a Women's Studies program improves the climate for women on this campus.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree
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54. Having a Women's Studies program is valuable for our students.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

55. Women's Studies is a field respected for its academic legitimacy.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

56. There is a need for more education of colleagues about discrimination against women.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

57. There is a need for more education of our students about discrimination against women.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

For each of the following items, please mark the answer that best describes your experiences or opinions.

For purposes of this survey, sexual harassment is defined broadly as Qerbal or physical conduct of a sexual nature,
imposed on the basis of sex,0and it is assumed that the victims are female and the perpetrators are male. If the sexual
harassment you refer to is either harassment of a male by a female or same-sex harassment, please note that fact on the
comments page.

58. Sexual harassment of students by faculty occurs on this campus.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

59. Sexual harassment of faculty by students occurs on this campus.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

60. Sexual harassment of employees by supervisors occurs on this campus.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

61. Sexual harassment is a much more serious problem for female students than male students on this campus.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

62. Are you personally aware of students who have experienced sexual harassment by faculty/staff?
A. Yes B. No

63. If your answer to #62 was yes, which of the following actions did you take?

Informed the Affirmative Action Officer

Informed the faculty/staff member® supervisor

Spoke informally to the faculty/staff member

Encouraged the student to inform the Affirmative Action Officer or other administrator
| took no action

moow»

64. Are you personally aware of faculty/staff who have experienced sexual harassment by other faculty or staff?
A. Yes B. No

65. If your answer to #64 was yes, which of the following actions did you take?
A. Informed the Affirmative Action Officer
B. Informed the supervisor of the faculty/staff member who committed the harassment
C. Spoke informally to the faculty/staff member who committed the harassment
D. Encouraged the victim to inform the Affirmative Action Officer or other administrator
E. |took no action

66. Which of the following actions would you take in the future if you observed a colleague sexually harassing a
student or colleague?
A. Inform the Affirmative Action Officer
B. Inform the supervisor of the person who committed the harassment
C. Speak informally to the colleague who committed the harassment
D. Encourage the victim to inform the Affirmative Action Officer or other administrator
E. | would take no action

67. Have you personally experienced sexual harassment from a colleague?
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A. Yes B. No

68. Have you personally experienced sexual harassment from a supervisor?
A. Yes B. No

69. If you answered yes to #67 or #68, which of the following best describes your response to the incident(s)?
A. linformed the Affirmative Action Officer
B. linformed the supervisor of the person who committed the harassment
C. | spoke informally to the person who committed the harassment
D. | informed my supervisor
E. |took no action

70. Have you personally experienced sexual harassment from a student?
A. Yes B. No

For the purposes of this survey, harassment is defined broadly as Qerbal or physical conduct not of a sexual nature,
intended to alarm, bully, intimidate and/or threaten.O For purposes of this survey, it is assumed that the victims are
female and the perpetrators are male. If the harassment you refer to is either harassment of a male by a female or same-
sex harassment, please note that fact on the comments page.

71. Harassment of students by faculty occurs on this campus.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

72. Harassment of faculty by students occurs on this campus.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

73. Harassment of employees by supervisors occurs on this campus.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

74. Harassment is a much more serious problem for female students than male students on this campus.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

75. Are you personally aware of students who have experienced harassment by faculty/staff?
A. Yes B. No

76. If your answer to #75 was yes, which of the following actions did you take?

Informed the Affirmative Action Officer

Informed the faculty/staff member® supervisor

Spoke informally to the faculty/staff member

Encouraged the student to inform the Affirmative Action Officer or other administrator
| took no action

moow»

77. Are you personally aware of faculty/staff who have experienced harassment by other faculty or staff?
A. Yes B. No

78. If your answer to #77 was yes, which of the following actions did you take?

Informed the Affirmative Action Officer

Informed the supervisor of the faculty/staff member who committed the harassment
Spoke informally to the faculty/staff member who committed the harassment
Encouraged the victim to inform the Affirmative Action Officer or other administrator
| took no action

moow»

79. Which of the following actions would you take in the future if you observed a colleague harassing a student or
colleague?

Inform the Affirmative Action Officer

Inform the supervisor of the person who committed the harassment

Speak informally to the colleague who committed the harassment

Encourage the victim to inform the Affirmative Action Officer or other administrator

| would take no action

moow>



80.

81.

82.

83.

84.

Have you personally experienced harassment from a colleague?
A. Yes B. No

Have you personally experienced harassment from a supervisor?
A. Yes B. No

If you answered yes to #80 or #81, which of the following best describes your response to the incident(s)?
A. linformed the Affirmative Action Officer

B. linformed the supervisor of the person who committed the harassment

C. | spoke informally to the person who committed the harassment

D. | informed my supervisor

E. |took no action

Have you personally experienced harassment from a student?
A. Yes B. No

How would you rate the campus climate as it relates to gender now compared to when you first arrived?
A. The climate now is significantly better

B. The climate now is significantly worse

C. The climate now is about the same

Comments

Please use this space to elaborate on any answers you provided in the survey.

What suggestions do you have for improving the campus climate with respect to gender and gender-related issues?

29
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State University of New York College at Cortland
Campus Climate Survey - Classified Staff
Spring 2006

This survey is being conducted by the President®@ Committee on the Status and Education of Women in an effort
to assess the campus climate with respect to gender and gender-related issues. Please take the time to fill out
this survey by no later than March 1, 2006. The survey is confidential and anonymous, so please do not include
your name on the survey. The survey is available in both on-line and hardcopy format. If you are completing the
hardcopy version, please fill out using a #2 pencil.

The term @lassified staffOincludes employees represented by CSEA, Council 82, and PEF. This questionnaire is
addressed to men and women within this broad definition.

For each numbered item, please fill in an answer to the best of your ability. There is also space provided at the end of the
survey so that you can provide comments. Answer the following items based upon your experience at SUNY Cortland. If
for any reason you are unable to answer a particular item, please leave that item blank.
DEMOGRAPHIC INFORMATION

For each of the following items, mark the answer that best describes you:
1. Your gender: A. Female B. Male
2. The union which represents you:

A. CSEA-OSU (operational service unit)B. CSEA-ASU (administrative services unit) C. Council 82 (security

supervisors unit) D. Council 82 (security services unit) E. PEF

3. Your employment status:  A. Full-time B. Part-time

4. Total number of years employed at SUNY Cortland: A. Less than 5years B. 6to 10 years C. 11to 15
years D. 16 to 20 years E. More than 20 years

5. If you have children, in what age groups do they fall? (Mark as many as apply.)
A. 1to 5years B. 6 to 10 years C. 11to 15 years D. 16 to 20 years E.
Older than 20 years

SURVEY QUESTIONS
For each of the following items, please indicate the extent to which you agree or disagree with the statement.
6. The standards for promotion are clearly established in my unit.

A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

7. Promotion standards are fairly and equitably applied within my unit.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

8. Promotion standards within my department or unit are more strictly applied to men.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

9. Promotion standards within my department or unit are more strictly applied to women.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

10. Standards for promotion differ widely across units of the College.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

11. Standards for promotion should be exactly the same in all units across the College.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree



12.

13.

14.

15.

16.

17.

18.

19.

20.

21.

22.

23.

24.

25.

26.

27.

28.

29.

30.

My unit makes a conscious attempt to include women on committees.

A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

Overall, there is positive acceptance at SUNY Cortland for gay men, lesbians, and bisexuals.

A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

My unit discriminates on the basis of sexual orientation.

A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

The College discriminates on the basis of sexual orientation.

A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

The College should provide institutional support for organized gay, lesbian, and bisexual groups.

A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree
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In my experience, women serving on unit or College-wide committees receive the same respect and attention as men.

In work-related interactions with employees, students treat male and female employees differently on the basis of

gender.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

In general, women employees receive less respect from students than men do in the workplace.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

In general, women supervisors meet more resistance to their authority than men in similar positions.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

There is a need for more structured interaction among men and women on campus concerning gender
discrimination.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

| would support a more liberal parental leave program offered by the College.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

| believe | have been denied opportunities because of affirmative action.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

Standards for alternative work schedules are more strictly applied to women.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

Standards for alternative work schedules are more strictly applied to men.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

Some social interactions in my unit are closed to women.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

| believe that family obligations should be taken into consideration in scheduling work assignments.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

Standards for alternative work schedules are fairly and equitably applied in my unit.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

| believe my unit provides a supportive climate for employees with family obligations.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

| feel valued by my unit.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree



31.

32.

33.

34.

35.

36.
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There are obstacles to career development for women at SUNY Cortland.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

Opportunities for career development are more available to men.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

Opportunities for career development are more available to women.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

It is more difficult for a woman to reach her career goals at Cortland than it is for a male in a comparable position.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

There is a need for more education of co-workers about discrimination against women.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

There is a need for more education of our students about discrimination against women.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

For each of the following items, please mark the answer that best describes your experiences or opinions.

For purposes of this survey, sexual harassment is defined broadly as Qerbal or physical conduct of a sexual nature,
imposed on the basis of sex,0and it is assumed that the victims are female and the perpetrators are male. If the sexual
harassment you refer to is either harassment of a male by a female or same-sex harassment, please note that fact on the
comments page.

37.

38.

39.

40.

41.

42.

43.

44.

45.

Sexual harassment of students by faculty occurs on this campus.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

Sexual harassment of students by staff occurs on this campus.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

Sexual harassment of faculty by students occurs on this campus.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

Sexual harassment of employees by supervisors occurs on this campus.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

Sexual harassment is a much more serious problem for female students than male students on this campus.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

Are you personally aware of students who have experienced sexual harassment by faculty/staff?
A. Yes B. No

If your answer to #42 was yes, which of the following actions did you take?

Informed the Affirmative Action Officer

Informed the faculty/staff member® supervisor

Spoke informally to the faculty/staff member

Encouraged the student to inform the Affirmative Action Officer or other administrator
| took no action

moow>»

Are you personally aware of faculty/staff who have experienced sexual harassment by other faculty or staff?
A. Yes B. No

If your answer to #44 was yes, which of the following actions did you take?

Informed the Affirmative Action Officer

Informed the supervisor of the faculty/staff member who committed the harassment
Spoke informally to the faculty/staff member who committed the harassment
Encouraged the victim to inform the Affirmative Action Officer or other administrator
| took no action

moow>



46. Which of the following actions would you take in the future if you observed a colleague sexually harassing a
student or colleague?

Inform the Affirmative Action Officer

Inform the supervisor of the person who committed the harassment

Speak informally to the colleague who committed the harassment

Encourage the victim to inform the Affirmative Action Officer or other administrator

| would take no action

moow»

47. Have you personally experienced sexual harassment from a colleague?
A. Yes B. No

48. Have you personally experienced sexual harassment from a supervisor?
A. Yes B. No

49. If you answered yes to #47 or #48, which of the following best describes your response to the incident(s)?
| informed the Affirmative Action Officer

| informed the supervisor of the person who committed the harassment

| spoke informally to the person who committed the harassment

| informed my supervisor

| took no action

moow»

50. Have you personally experienced sexual harassment from a student?
A. Yes B. No

For purposes of this survey, harassment is defined broadly as Qerbal or physical conduct, not of a sexual nature,
intended to alarm, bully, intimidate and/or threatenO It is assumed that the victims are female and the perpetrators are
male. If the harassment you refer to is either harassment of a male by a female or same-sex harassment, please note
that fact on the comments page.

51. Harassment of students by faculty occurs on this campus.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

52. Harassment of students by staff occurs on this campus.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

53. Harassment of faculty by students occurs on this campus.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

54. Harassment of employees by supervisors occurs on this campus.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

55. Harassment is a much more serious problem for female students than male students on this campus.
A. Strongly Agree B. Agree C. Neither Agree or Disagree D. Disagree E. Strongly Disagree

56. Are you personally aware of students who have experienced harassment by faculty/staff?
A. Yes B. No

57. If your answer to #56 was yes, which of the following actions did you take?

Informed the Affirmative Action Officer

Informed the faculty/staff member® supervisor

Spoke informally to the faculty/staff member

Encouraged the student to inform the Affirmative Action Officer or other administrator
| took no action

moow»

58. Are you personally aware of faculty/staff who have experienced harassment by other faculty or staff?
A. Yes B. No



59.

60.

61.

62.

63.

64.

65.

29

If your answer to #58 was yes, which of the following actions did you take?

Informed the Affirmative Action Officer

Informed the supervisor of the faculty/staff member who committed the harassment
Spoke informally to the faculty/staff member who committed the harassment
Encouraged the victim to inform the Affirmative Action Officer or other administrator
| took no action

moow»

Which of the following actions would you take in the future if you observed a colleague harassing a student or
colleague?

Inform the Affirmative Action Officer

Inform the supervisor of the person who committed the harassment

Speak informally to the colleague who committed the harassment

Encourage the victim to inform the Affirmative Action Officer or other administrator

| would take no action

moow»

Have you personally experienced harassment from a colleague?
A. Yes B. No

Have you personally experienced harassment from a supervisor?
A. Yes B. No

If you answered yes to #61 or #62, which of the following best describes your response to the incident(s)?
A. linformed the Affirmative Action Officer

B. linformed the supervisor of the person who committed the harassment

C. | spoke informally to the person who committed the harassment

D. | informed my supervisor

E. |took no action

Have you personally experienced harassment from a student?
A. Yes B. No

If you have been at SUNY Cortland for five or more years, how would you rate the campus climate as it relates to
gender now compared to when you first arrived?
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A. The climate now is significantly better
B. The climate now is significantly worse
C. The climate now is about the same

Comments

Please use this space to elaborate on any answers you provided in the survey.

What suggestions do you have for improving the campus climate with respect to gender and gender-
related issues?
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