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1.0 Background

Numerous academic institutions have used climate surveys to measure employee perceptions of their
workplace and overall job satisfaction. They are important tools for organizations to understand their
employees' needs and concerns and to identify opportunities for improvement[1]. Colorado State University
(CSU) has been working to address issues of gender inequity and to improve diversity, equity, and inclusion (DEI)
among its faculty and staff for decades. Despite these efforts, women and people of color remain
underrepresented in CSU’s workforce[2].

CSU places a high priority on rectifying this issue, but efforts so far have been demonstrably ineffective,
particularly regarding recruitment and retention of faculty, staff, and students of color. Empirical research
indicates both faculty and staff play a significant role for people of color in creating an inclusive work and
learning environment, improving classroom engagement, and student success[3]. Increasing diversity among
faculty and staff has been shown to have significant positive implications for student academic performance,
retention, and academic outcomes. The benefits of having a diverse pool of employees on student success are
particularly pronounced for underrepresented racially minoritized (URM) students and those with marginalized
intersectional identities[4-6].

In response to CSU Commitment to Diversity, the university has conducted the Employee Climate Survey (ECS)

every two to three years since 2014. The purpose of the ECS was to assess employee experiences and
perceptions related to their department/unit, college/division, and the CSU work environment. The ECS serves
as a strategic tool to help us understand employee experiences, create data-informed initiatives, and
implement targeted interventions aimed at improving an inclusive workplace environment at CSU. In addition,
this work aligns with CSU Values and Principles of Community.

The 2021 ECS questionnaire focuses on organizational themes regarding culture, climate, leadership
accountability, communication, respect, favoritism, discriminatory attitudes, and other problematic behaviors
including sexual harassment, bullying, verbal abuse, and physical assault. The CSU overall 2021 ECS report and
specific college/division reports are posted online, please visit the Office for Inclusive Excellence (OIE),

Employee Climate Survey for detailed information.

Previous reporting provided results by gender identity, racially minoritized status, and employment type. This
supplemental report focuses on addressing CSU employee experiences at the intersection of gender and
race/ethnicity and expands the view beyond the binary categorizations of gender (men versus women) and
racially minoritized (minoritized versus non-minoritized status).

The ECS intersectional report acknowledges that employee experience can be influenced by social and
structural factors such as age, gender identity/sexual orientation, socioeconomic status, job title, religion,
political affiliation, racial/ethnic background, etc.[7]. The current report, however, focuses on addressing
employee experiences at the intersection of gender and race/ethnicity.


https://catalog.colostate.edu/general-catalog/welcome/mission-values/
https://catalog.colostate.edu/general-catalog/welcome/mission-values/
https://inclusiveexcellence.colostate.edu/resources/principles-of-community/
https://inclusiveexcellence.colostate.edu/data/employee-climate-survey/
https://inclusiveexcellence.colostate.edu/data/employee-climate-survey/

2.0 Methodology

2.1 Survey Design

The 2021 Employee Climate Survey is based on the survey developed in 2018 by the Assessment Group for
Diversity Issues, a CSU service committee housed in the Office for Inclusive Excellence (OIE). Since the survey
was designed for CSU’s internal improvement, items that inform initiatives, resources, policies, and needs were
prioritized. OIE enlisted the assistance of the Office of Institutional Research, Planning and Effectiveness
(IRP&E) to administer the survey on OIE’s behalf.

2.2 Participants Recruitment Procedures

All employees, excluding student workers, temporary workers, and graduate assistants at CSU, were eligible to
participate in the survey between October 19 and November 12, 2021. Email communications were sent to
eligible employees by the OIE Vice President and Associate Vice President, as well as college/division leadership
(e.g., vice president or dean). While each employee received a unique link, data were collected anonymously
(both online and paper) and no personally identifying attributes were recorded (e.g., email or IP address).

2.3 Data Collection

The Employee Climate Survey was administered using Qualtrics, a web-based survey platform, and was
available in English and Spanish. The 2021 survey instrument focused on organizational themes that assessed
culture, leadership accountability, respect, favoritism, communication, responsiveness to feedback and
performance review, discriminatory attitudes, and other potential problems (including bias, bullying, sexual
harassment, verbal abuse, and physical assault). Several divisions/colleges and departments/units opted to
include survey questions tailored to their employees.

Survey items used a five-point Likert scale, (1 = Strongly Disagree, 2 = Disagree, 3 = Neither Agree nor Disagree,
4 = Agree, 5 = Strongly Agree). On many of the survey items, respondents could choose a non-evaluative
response such as "don't know," "NA" or "prefer not to disclose". These responses, along with missing data, have
been excluded from the current analyses. The comparisons by gender identity are based on the proportion of
respondents who "strongly agree" or "agree" with each item and statistically significant differences (p < 0.05)
between subgroup members are noted within tables in the reports. This intersectional report considers
employee experiences by three categories of gender: men, women, and trans, nonbinary, or nonconforming
(T/NB/NC) for five racial and ethnic groups: White Americans, Asian Americans, Hispanic/Latinx Americans,
Black/African Americans, Native Americans/Alaska Native/First Nations, and Hawaiian/Pacific Islander
Americans. As employees may have identified with more than one race or ethnicity, their perspectives were
reflected in each of the categories they selected on the survey questionnaire.

2.4 Data Analysis

Data were analyzed using SPSS statistical software. Data analyses were conducted at the descriptive and
bivariate levels. Binary and categorical variables were presented as absolute counts and percentages.
Differences in demographic characteristics by gender, race/ethnicity, and employee type were assessed using
Pearson’s chi-squared test of significance and were considered statistically significant when p < 0.05.



For the 2021 ECS, weighted data were used for analysis and reporting of results. Due to some discrepancies
between the survey sample and the target population, the data were weighted (using the SPSS rake procedure)
by gender, racially minoritized status, and/or employment type within each division/college. Therefore, all
sample sizes presented in this report are weighted to represent the total number of employees (i.e., the CSU
population) ensuring all identities are simultaneously reported while maintaining confidentiality. The totals
representing the population are abbreviated to "Pop" in most tables; percentages and proportions of
respondents providing a given response are abbreviated to "Pct". Detailed information on sample weighting
procedures can be found on the campus-wide ECS and/or college/division reports[8].

An overall index score representing the average percent agree across organizational themes (e.g., Work
Culture) appears within each table. For example, the Work Culture theme captured 13 individual survey items.
If an employee selected "agree" or "strongly agree" to 9 out of the 13 items, their Work Culture index score
would equal 69%. An employee must have answered all survey items within a theme for an index score to be
calculated. An overall index score represents the average of the individual index scores for all employees
included in the group or category. Since 2021 was the first year that weighted data were used in the analysis
and reporting of the ECS, for comparison purposes, results from the 2018 ECS were also weighted in the 2021
report.

3.0 Survey Results

3.1 Participants’ Demographic Characteristics

A total of 3,457 employees completed the survey, providing an overall response rate of 44%. Nearly all ECS
were completed online and in English. Nine surveys were completed in Spanish and 135 were completed via
hard copy. The survey response rates ranged from 37% for faculty to 46% among state classified employees.
The 2021 CSU overall response rate was 44%, which was lower than the 2018 response rate of 59% and higher
than both the 2016 (30%) and 2014 (26%) climate survey administrations (Figure 1).

Figure 1: Participants response rates by employee type at CSU
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3.2 Participants by Gender

Most of the employees who participated in the survey were women at 52%, followed by men at 45%.
Individuals who identified as transgender, non-binary, or nonconforming (T/NB/NC) were underrepresented in
the survey, as only 3% of participants were in this group for CSU overall.

T/NB/NC
3%

u Men
= Women

u T/NB/NC

Out of the women participants, 86% were White Americans, followed by Hispanic/Latinx Americans at 9%, Asian
Americans at 3%, Black/African and Native Americans at 2%, and lastly Native Hawaiian/Pacific Islander
Americans at 0.1%.

Women by Race/Ethnicity
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Similar proportions were observed when looking at gender categories by race/ethnicity, with most of the
participants being White men at 84%.

Men by Race/Ethnicity

Native American, 1%
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However, out of all T/NB/NC participants, 82% of them were White Americans, 17% Hispanic/Latinx Americans,
8% Black/African Americans, 5% Native Americans, 3% Asian Americans, and 1% Hawaiian/Pacific Islander
Americans.

Transgender/nonbinary/nonconforming by
Race/Ethnicity
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3.3 Participants by Racially Minoritized Status

When looking at diversity and employee representation among participants, we found that nearly 80% of the
2021 ECS participants were non-racially minoritized employees and about 17% were racially-minoritized
employees. Among racially minoritized employees for CSU overall, the majority of survey participants were
Hispanic/Latinx Americans (8.5%), followed by Asian Americans (4.4%), Black/African Americans (2.1%), Native
Americans (1.5%), and lastly Native Hawaiian/Pacific Islander Americans at 0.2%.

2021 ECS Participants Overall

HispaniciLatinx American 606 (8.5%)

Non-Racially Minoritized
Employees 5,702 (79.6%)

Native American 108 (1.5%)
Black/African American 151 (2.1%)

Native Hawaiian/Pac.Islander 13

(0.2%)

In addition, survey participation varied significantly by employee type. White American faculty and
administrative professionals had the highest representation at 79%, followed by Asian Americans and
Hispanic/Latinx employees at approximately 5%, Black/African Americans at 1.4%, and Native Americans and
Native Hawaiian/Pacific Islander Americans with the lowest representation of less than 1%.



Faculty Participants

Hispanic/Latinx American

92 (5.1%)

Native American 12 (0.7%)

Non-Racially

Minoritized Faculty
1,417 (79%)

Black/African American 25 (1.4%)

Native HawaiianiPac.
Islander 0

Admin Professional Participants

HispaniciLatinx American 266 (5.1%)

Non-Racially

Minoritized Staff
2,881 (79%)

Native American 46 (0.7%)

BlackiAfrican American 86 (1.4%)

Similar proportions among state classified employees, with most of the survey participants being White
Americans at 80%.



State Classified Participants

Hispanic/Latinx American

154 (11%)

Non-Racially Minoritized

Staff 1,152 (80%)

Native American 42 (2.9%)

BlackiAfrican American
28 (1.9%)

Native American/ Pac.Islander 3

3.4 Participants Responses by Organizational Themes

Figure 2 shows overall results per organizational theme for all CSU employees. While most of the employees on
campus agreed with the thematic assessment around work culture and respect at 62%, average agreements
around college/division and department/unit leadership accountability were particularly low (less than 50%).
This means that less than half of the participants agreed or strongly agreed that leadership adequately
addresses inappropriate behavior, holds employees accountable, acts honestly and ethically, and addresses
issues of inequity.

Figure 2: Participants Responses by Organizational Themes

62% 62%
58%
55%
49%
40%
28%
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Climate Leadarship Leadership
Accountability Accountability
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However, women and T/NB/NC employees were disproportionately impacted, as they reported lowest
agreements for college/division leadership accountability (39% and 34%, respectively) and highest rates for
favoritism among T/NB/NC participants at 32%.

CSU Overall by Gender and Race/Ethnicity
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3.4.1 CSU Overall Work Culture by Gender and Race/Ethnicity
The organizational theme of Work Culture assessed employee perceptions regarding their work environment.
Participants reflected on the following statements about their department/unit, college/division, and CSU work
culture:
e My department/unit promotes a work environment where all employees feel included.
e My department/unit treats all employees equitably.
e My department/unit is open and transparent in communication.
e My department/unit values employee input in major department/unit decisions.
My department/unit promotes respect for cultural differences.
My department/unit understands the value of diversity.
My department/unit communicates the importance of valuing diversity.
| feel valued as an employee.
| feel a strong sense of belonging to CSU.
| feel a strong sense of belonging to my division/college.
| feel a strong sense of belonging to my department/unit.
| would recommend CSU as a place of employment.
| would recommend my department/unit as a place of employment.

Approximately 6 in 10 men and women participants rated CSU Overall Work Culture favorably compared to 5 in
10 T/NB/NC employees. Average agreements were highest among Asian Americans across all gender identities
and lowest among Hispanic/Latinx Americans. Native American men and Native Hawaiian/Pacific Islander
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T/NB/NC were particularly impacted as they reported the lowest rates for this theme (43% and 38%,
respectively).

Percentage Average Agreements

Work Culture by Gender and Race/Ethnicity
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3.4.2 CSU Climate by Gender and Race/Ethnicity
For this organizational theme, participants were asked to reflect on the following statements about their

department/unit, college/division, and CSU Climate:

Recruits’ employees from a diverse set of backgrounds.

Improves the campus climate for all employees.

Retains diverse employees.

Creates a supportive environment for employees from diverse backgrounds.
Encourages discussions related to diversity.

Provides employees with a positive work experience.

Climate has become consistently more inclusive of all employees.

Over half of employees who identified as men (57%) and women (56%) felt positively about their work
environment at CSU (54%). Only 47% of T/NB/NC employees agreed with the current CSU climate. Average
agreements were highest among Asian Americans (62%-70%) across genders and lowest among Black/African
Americans (31%-47%), followed by Hispanic/Latinx Americans (38%-50%), and Native Americans (37%-54%).
T/NB/NC employees were disproportionately impacted as they reported the lowest rates in nearly all
racial/ethnic backgrounds, except for Native American and Asian American employees.

12



Percentage Average Agreements

CSU Climate by Gender and Race/Ethnicity
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3.4.3 College/Division Leadership Accountability by Gender and Race/Ethnicity
The organizational theme of Leadership Accountability assessed employee perceptions and opinions regarding

accountability in their department/unit, college/division, and CSU. Participants reflected on the following

statements regarding their agreement about leadership accountability:

Leadership adequately addresses inappropriate behavior.

Leadership holds employees accountable for inappropriate behavior.

Leadership holds employees accountable for poor performance in the workplace.
Leadership acts ethically and honestly in the workplace.

Leadership addresses issues of inequity.

Leadership holds all employees to the same standards.

College/division leadership accountability was perceived less favorably by all employees, with reported average

agreements ranging between 34%-45% among all gender identities. Women reported less desirable rates as

they had the lowest average agreements regardless of racial/ethnic background. The disparities in participants’

perceptions regarding leadership accountability were much more pronounced (less than 40%) for

Hispanic/Latinx women, followed by Black/African women, Native Americans women, and Native

Hawaiian/Pacific Islander women.

13



College/Division Leadership Accountability by Gender and Race/Ethnicity
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3.4.4 College/Division Communications by Gender and Race/Ethnicity
For this organizational theme, participants were asked to reflect on Communications strategies in the
university, division or college, and the department or unit. Employees were asked to provide responses to the
following statements under this theme:

e Communications are effective.

e Communications are timely.

e Communications are relevant.

e Communications are informative.

e Communications are motivating.

e Communications are honest.

e Communications are accessible.

Three in five women employees felt positively about the college/division communications compared to nearly
half men employees (56%) and T/NB/NC employees (50%). Native American men, Black/African American
women, Hispanic/Latinx American T/NB/NC, Native Hawaiian/Pacific Islander women and T/NB/NC, as well as
White American T/NB/NC employees were disproportionately impacted as they reported the lowest average
agreements (less than 50%) regarding communications in their colleges/divisions.

14



College/Division Communications by Gender and Race/Ethnicity
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3.4.5 Respect by Gender and Race/Ethnicity

The organizational theme of Respect assessed employee perceptions of respect at the department/unit or
college/division levels. Employees reflected on six aspects of Respect, which included the following statements:

My department/unit is treated with respect by other units within my college/division.
My college/division is treated with respect by CSU.

The people | interact with treat each other with respect.

There is respect for religious differences in my department/unit.

There is respect for liberal perspectives in my department/unit.

There is respect for conservative perspectives in my department/unit.

Among all CSU employees, approximately 2 in 3 employees reported desirable average agreements regarding
perceptions about respect in their work environment. Rates were highest among Asian American employees
who were also men or T/NB/NC as well as Black T/NB/NC employees, with at least 7 in 10 feeling that there is
respect in their department/unit, college/division, and on campus. Native American men were
disproportionately impacted as they reported the lowest average agreements at 40%.

15



College/Division Respect by Gender and Race/Ethnicity
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3.4.6 Favoritism by Gender and Race/Ethnicity
The organizational theme of Favoritism assessed employee perceptions regarding recognition, resource
allocation, and professional development in their department/unit. Participants reflected on the following
statements under this theme:
Favoritism plays a role in who gets:
e Recognized within my department/unit.
Resources in my department/unit.
Professional development opportunities.
e Promoted in my department/unit.
e Hired in my department/unit.

In terms of the comparison, the optimal goal is to have zero average agreements regarding favoritism. Prompts
around favoritism reflect how employees feel or think about their work environment in relation to resource
allocation, career development opportunities, and hiring and promotion procedures/practices. When this rate is
high, it is often indicative of employees’ negative perceptions regarding inequitable distribution and access to
resources as well as career development opportunities in their work environment.

Average agreements regarding favoritism were particularly high among: Native American men, Black/African
American women, Hispanic/Latinx employees regardless of gender identity, Native Hawaiian/Pacific Islander
women and T/NB/NC employees as well as White T/NB/NC employees, with rates higher than 30%. This means
that at least 1 in 3 employees agreed or strongly agreed that favoritism plays a role in who gets resources and
opportunities for professional development in their department or unit.

16



Favoritism by Gender and Race/Ethnicity
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4.0 Discriminatory Attitudes at CSU by Gender and Race/Ethnicity

In an effort to provide context and understanding regarding observed disparities in reported organizational
themes, survey participants were asked to indicate their thoughts and observations regarding discriminatory
attitudes in their work environment. In general, employees reported relatively high proportions of
discriminatory attitudes at CSU, college/division, and department/unit. Average agreements were particularly
high for discriminatory attitudes related to job title/employment/socioeconomic status, gender identity/sexual
orientation, and nationality/race/color/ethnic origin. T/NB/NC employees were particularly impacted as they
reported the highest rates in all categories of discriminatory attitudes.

CSU Overall Reported Discriminatory Attitudes

Nationality/Ethnic Origin/Color/Race 15

Religion Vet Status/Political Affiliation 16%
u Men
Marital & Parental Status 34 9% - Women
uT/NB/NC

o
Gender Identity/Sexual Orientation _

Socioeconomic Status/Job Title/Employment

Age/Physical Appearance
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4.1 Age-related Discriminatory Attitudes by Gender and Race/Ethnicity

Additionally, results showed extremely high average agreements regarding discriminatory attitudes related to
age among women and T/NB/NC employees. Rates were particularly high for Native Hawaiian/Pacific Islander
women (75%), Native American men (35%), Hispanic/Latinx T/NB/NC (35%), Asian American T/NB/NC (28%),
and White American/NB/NC (27%). However, Black/African American were disproportionately impacted as
they reported particularly high average agreements for this theme regardless of gender identity (men=30%,
women=23%, and T/NB/NC=61%).

Age-related Discriminatory Attitudes by Gender and Race/Ethnicity

Mative HawaiianfPac.Islander 75%

Hispanic/Latinx American “ 19% _
Asian American n 18% _
CSU Owverall 10% 13% _

H Men Women B T/NB/NC

4.2 Gender/Sexual Orientation Discriminatory Attitudes by Gender and Race/Ethnicity

Similarly, participants reported extremely high average agreements regarding discriminatory attitudes related to
gender identity/sexual orientation. The rates were highest among T/NB/NC employees regardless of race/ethnic
backgrounds. Average agreements ranged from 28% for Asian Americans (lowest) to 100% for Native
Hawaiian/Pacific Islander employees. However, Black/African American, Hispanic/Latinx American, Native
American, and Native Hawaiian/Pacific Islander employees were disproportionately impacted as they reported
significantly higher rates across all gender identities.

18
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4.3 Marital Status-related Discriminatory Attitudes by Gender and Race/Ethnicity

The results showed higher average agreements regarding discriminatory attitudes related to marital status
among T/NB/NC employees across racial/ethnic backgrounds. The disparities in reported rates were much more
pronounced for Native American men (25%), Asian American T/NB/NC (28%), and Native Hawaiian/Pacific
Islander T/NB/NC employees (100%) as they had the highest rates for this theme.

Marital Status-related Discriminatory Attitudes by Gender and Race/Ethnicity
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4.4 Political Affiliation/Veteran Status/Religion-related Discriminatory Attitudes by Gender and

Race/Ethnicity

Similarly, we found significantly higher average agreements regarding discriminatory attitudes related to
political affiliation, veteran status, and religion among T/NB/NC employees in nearly all racial/ethnic
backgrounds, except for Native Americans. The disparities in reported rates were much more pronounced for
Native Hawaiian women and T/NB/NC, Hispanic/Latinx men and T/NB/NC, Native American men and women,
and Black/African American women and T/NB/NC employees as they had the highest rates for this theme.

Political Affiliation/Vet Status/Religion-related Discriminatory Attitudes by Gender and
Race/Ethnicity
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4.5 Socio-economic/Job Title/Employment Status-related Discriminatory Attitudes by Gender
and Race/Ethnicity

Results showed high average agreements regarding discriminatory attitudes related to job title, employment,
and socioeconomic status. The rates were the highest among women and T/NB/NC employees regardless of
race/ethnic backgrounds, ranging from 28% to 100% among T/NB/NC employees and 31% to 75% among
women. Among men, Black/African American employees were disproportionately impacted as they reported
the highest rates at 40%. Asian American men had the lowest average agreements for this this theme at 15%.
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4.6 Nationality/Ethnic Origin/Color/Race-related Discriminatory Attitudes by Gender and
Race/Ethnicity

Survey participants reported extremely high average agreements regarding discriminatory attitudes related to
nationality, race, ethnic origin, and color. The rates were the highest among T/NB/NC employees regardless of
race/ethnic backgrounds, ranging from 29% for Native Americans to 61% for Black/African American employees.
However, Black/African American, Hispanic/Latinx American, Native American, and Native Hawaiian/Pacific
Islander employees were disproportionately impacted as they reported particularly high rates across all gender
identities. Among women, Native American (75%), Black/African American (50%), Native Hawaiian/Pacific
Islander (36%), Hispanic/Latinx American (27%) and Native American (25%) women were significantly impacted
as they reported extremely high average agreements for this theme.
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Nationality/Ethnic Origin/Color/Race-related Discriminatory Attitudes by Gender and
Race/Ethnicity
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5.0 Sexual Harassment and other Problematic Behaviors at CSU

Participants reported less desirable results regarding harassment and other problematic behaviors, with
increased average agreements in reported themes regarding bias, bullying/physical assault/verbal abuse,
sexual harassment/misconduct, and verbal abuse in their department/unit, college/division, and at CSU. The

rates were higher regarding bias (19%) and bullying/physical assault/verbal abuse at CSU and department/unit

levels (12%-14%, respectively).
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={—Bias ={—Bullying/physical assault/verbal abuse Sexual harassment/misconduct
19%

20% 19%

14%

12% /.
10%
10%

=
o
=

Participants Average Agreements

]
®

0%

CSU Overall College/Division Department/Unit

5.1 Bias by Race/Ethnicity

Native Hawaiian/Pacific Islander (40% to 61%) and Native American (28% to 40%) employees were
disproportionately impacted by problematic behaviors related to bias across all three levels of assessment
(department/unit, college/division, and CSU). Black/African American employees reported significantly high
average agreements (29% to 44%) in their college/division and at CSU, while Hispanic/Latinx American
employees had the highest rates at the department/unit level and at CSU. Both White American (14%-18%) and
Asian American employees had the lowest rates in this theme.
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5.2 Bullying/Physical Assault/Verbal Abuse by Race/Ethnicity

Similar trends were observed regarding problematic behaviors related to bullying/physical assault/verbal abuse,
with both Native Americans and Native Hawaiian/Pacific Islander Americans reporting the highest rates for this
theme. Black/African American employees reported particularly high average agreements (19% to 23%) in their
college/division and at CSU, while Hispanic/Latinx American employees had significantly high rates at the
department/unit, college/division, and CSU levels. Asian American employees reported high average
agreements (17%) at CSU.
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30%
25%
i
2
g
E 20%
< /\
5 15%
a
i
2 10% |
o
a2
2
£
£ 5% |
o M
ative
Native Asian Black/African | Hispanic/Latin n White
€SU Overall American American American X American Hawaiian/Pac.| American
slander
——C5U Overall 12% 26% 17% 23% 18% 21% 11%
== College/Division 10% 18% 9% 6% 17% 21% 9%
=dr~Department fUnit 14% 26% 10% 19% 18% 0% 13%

5.3 Sexual and Misconduct Harassment by Race/Ethnicity

Similarly, participants reported extremely high average agreements regarding problematic behaviors related to
sexual harassment/misconduct at CSU. The rates were highest among Native Hawaiian/Pacific Islander
Americans (38%), followed by Black/African Americans (28%), Hispanic/Latinx Americans (16%), Native
Americans (15%), and Asian Americans (11%). White Americans reported the lowest rates at 9%.
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6.0 Discussion

Despite decades of programming to improve DEI efforts, underrepresentation of women, LGBTQIA, as well as
staff and faculty of color continues to be a significant challenge at CSU. In this report we present results from
the 2021 Employee Climate Survey which was conducted to assess employee perceptions and observations
regarding the CSU work environment. Approximately 44% of CSU staff and faculty participated in the survey,
with a majority of the participants being individuals who identified as women and White American. Queer
(T/NB/NC) and racially-minoritized employees were underrepresented as only 3% and 16% (respectively)
participated in the survey. While the response rates were comparable to online climate surveys in other
academic institutions in the U.S, higher response rates are always encouraged as they can help improve data
reliability and accuracy and are reflective of positive employee engagement[9].

We found significant variations in reported average agreements across all organizational themes. Results
showed substantial disparities in employee perceptions and experiences at the intersection of gender identity
and race/ethnicity. While a majority of the survey participants agreed or strongly agreed with the statements
on organizational themes, average agreements regarding college/division and department/unit leadership
accountability were particularly low. This means employees were less likely to feel that leadership adequately
address inappropriate behavior, hold employees accountable, act ethically, and address issues of inequity in
their department/unit, college/division, and at CSU.

Negative perceptions and observations regarding campus climate and culture were also compounded by
several socio-demographic characteristics such as: age, gender, sexual orientation, marital status, political
affiliation, veteran status, religion, job title, employment status, socioeconomic status, nationality, color, race,
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and ethnic origin. Employees with intersectional gender and racial identities were disproportionately impacted,
as they reported the lowest average agreements across organizational themes and were more likely to report
increased rates regarding issues related to favoritism, discriminatory attitudes, sexual harassment/misconduct,
and other problematic behaviors (e.g., bias, bullying, verbal abuse, and physical assault).

Native Hawaiian/Pacific Islander American, Native American, Black/African American, and Hispanic/Latinx
American employees were more likely to report unfavorable experiences regarding the culture and climate in
their department/unit, college/division, and at CSU. White American and Asian American employees generally
had favorable rates in nearly all organizational themes. However, regardless of racial background, women and
T/NB/NC employees were more likely to report negative experiences and perceptions related to their
department/unit, college/division, and the CSU work environment. Findings from the 2021 employee climate
survey are consistent with previous reports assessing faculty experiences on campus which documented
numerous gender inequities particularly regarding inadequate leadership accountability, issues with bias,
sexism, favoritism, and inequitable departmental policies and procedures[10]. These findings are consistent
with reports that have documented employee experiences regarding campus climate and culture in
predominantly White institutions in the U.S[11,12].

Among studies investigating the impact of unhealthy or nonconductive work environments, negative campus
culture and climate were significantly associated with poor employee engagement, reduced job satisfaction,
and increased stress and mental/emotional/physical exhaustion. All of which may lead to poor health among
employees, reduced work productivity, and reduced quality of life. Evidence-based research indicates that:
frequent experiences of bias and microaggressions, racial discrimination and harassment, inequitable access to
resources and training opportunities, workload and pay inequities, hostile climate/toxic work culture and its
negative impact on health and well-being, not feeling respected and valued as well as lack of support from
supervisor/ leadership/management have been associated with reduced work productivity, poor employee
retention, as well as increased faculty and staff turnover. All of which have been shown to disproportionately
impact employees of color, women, LGBTQ+ individuals, and those with low socioeconomic
backgrounds[11,13-16].

6.1 Implications for Practice

Limited inclusivity and underrepresentation of employees from diverse backgrounds has been associated with
negative employee retention and academic outcomes. The impact is particularly pronounced for faculty and
staff from historically marginalized populations. Fostering a campus climate that promotes faculty, staff, and
student success is crucial to fulfilling CSU’s mission to create an inclusive work or learning environment that
supports a diverse campus community. CSU employees play an integral role in transforming this espoused
mission into action as they develop and implement policies, practices, and procedures that influence student
success outcomes. Leadership within schools, departments/units, and colleges/divisions, are needed to inspire
and motivate later resistant employees and keep sympathetic employees motivated to keep working on
creating an inclusive campus climate and work culture, with the ultimate goal of a full, multi-cultural, bias-free
campus environment. Deans, division heads, chairs, and directors/supervisors across multiple structures and
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institutional levels are urged to review their units' strengths and weaknesses and explore equitable strategies

to improve employee climate at CSU, particularly for people of color and those with marginalized intersectional

identities.
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