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Introduction—Our design of the process, itself, was an attempt to model 

“serving together as colleagues”—


A research team that was:


-cross-disciplinary


-male & female


-egalitarian & complementarian
1) When should you consider conducting this kind of study?


Bad Reason:


-To push an agenda



>Note:  there can be conflicting emotions, including anger, surrounding gender 


issues.  In planning for a study of this nature, aim for a balanced, rational tone in 


all of your proceedings and reports allowing the data to speak for itself as 



opposed to hidden (or not-so-hidden) agendas.


Good Reasons:


*-To raise awareness


*-To give women a voice


*-When you have the support of administration


>administration willing to encourage full participation by all faculty  (permitting 


research team to draw on the authority of the administrative office where 



needed in cover letters, etc.)



>administration offering budget support (release time for research team, clerical 


and statistical support, survey incentives)


-When you sense inequities in hiring, retention, and advancement


-When female faculty express a diffused sense of feeling less valued and respected than 
their male colleagues.
2) How to prepare:


Selecting Advisory Committee Members


-Reflective of diverse positions


*-Include a representative from any potentially divisive faction on campus


-Keep administration in the loop


*-Select members with some familiarity with gender issues/research



>eliminates need to spend time educating committee members and frees time 


to move ahead with research task


Advisory Committee Tasks

-Review the instrument (before submitting to local PHRRC)


-Review the report (before disseminating)



*>check for tone



*>check for clarity




—terms used in one discipline may be used differently in another (i.e., the 



term “conservative”)


Survey Design

-Conduct literature review of gender climate studies

-Select the constructs & focus areas


*-Consider a quantitative & qualitative combination (quantitative data tends to 
“convince” while qualitative data brings the statistics “alive” by connecting the numbers 
to the stories and comments of “real” people)

*-Consider advantages & disadvantages of one-on-one interviews vs. focus groups
3) Distinctives:

*-In addition to more general climate study constructs, are there any nuances connected to this issue that might be at work on your campus?

-Theological component

4) Disseminating Results

-Send full report (with Executive Summary included) to key administrative personnel

-Arrange for opportunity to share results with the university Board

-Request time for a presentation to full-faculty audience

-Solicit questions after presentation


>oral


>written

*-Begin developing a FAQ document


>this was critical in bringing clarity to the faculty in understanding and interpreting 
the results—as questions came in, they were added to the continually evolving 
FAQ document

-Meet with Deans/Dept. Chairs (distribute & discuss Executive Summary)

*-Visit school meetings (distribute Executive Summary)

-Make full report available to any interested faculty member


>transparency demonstrates that there were no intentional hidden agendas

5) Outcomes


-Action Steps



>female faculty initiatives



•monthly networking




•promotion/tenure work group




•reading groups




•professional development retreat


*>task force


*-Raised Awareness


*-Empowered Female Faculty


-Opened Door for Training Opportunities


-Resource:  “A Modest Manifesto for Shattering the Glass Ceiling” by D. E. 
Meyerson & J. K. Fletcher (Harvard Business Review, January-February 2000, pp. 
126–136)



>true transformation of the organization vs. just working to integrate 


female faculty into the male faculty culture
