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Graduate Student81% for Faculty, an@5% for Staff. The sample and population figures;

square analysésand response rates are presentéthinie 1

Table 1. Cal State East Bay Sample Demographics

Population Sample Response

Characteristic ~ Group N % n % rate
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X By gender identity\Women were overrepresented in the sample. Men were
underrepresented in the sample.
X By racial identity,Latinx, Asian Pacific Islander Desi Americ@hPIDA), andBlack
respondents were underrepresented in the sample. Rebpondents dolor and

Multiracial respondentg/ere overrepresented.

Following are the highlighted findings from the report. The findings in this summary are offered

in the order the questisrappeared in the survey. The numbering does not reflect a hierarchy as

DOO RI WKHVH DUH 3NH\" ILQGLQJV DQG RI HTXDO LPSRUWDRQHF
finding in the full narrative and hyperlinks are provided for ease of navigation sec¢hien of

the report that provides those details. The initial section offers areas of concern suggesting
opportunities for improvements. The second section offers areas of strength suggesting

sustaining efforts in these areas. Overall fith@ings both @rallel thefindings of other climate

studiesand the experiences of marginalizamhstituent groups offered in the literatdre.

Key Findings +Opportunities for Improvement
1. Members of several constituent groups indicated lower levels of comfort with &

campus, workplace, and classroom climate a£SUEB.
&OLPDWH LV GHILQHG DV 3WKH FXUUHQW DWWLWXGHV EI
HPSOR\HHVY DQG VWXGHQWY LQ DQ LOQVWLWXWLRQ" 5DQN
Marginalized, underrepresented, amdinderservedroups aCSUEBIndicated that they
were less comfortable with the climate of the campus and workplace than their majority
FRXQWHUSDUWY 6LJQLILFDQW GLIITHUHQFHY DOVR HPHUJ

their classrooms. Statisticglsignificant differences are provided on tbowing pages

3 Guiffrida et al.(2002); Harper & Hurtado (2007);afper & Quaye (2004); Hurtado & Ponjuan (2005); Rankin &
Reason (2005); Sears (2002); Settles et al. (2006); Silverschan2€08)); Yosso et al. (2009)
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Statistically Significant Findings forOverall Climateat CSUEB. Significant differences

emerged in the revievegardinghow comfortable all respondents were with the overall
climate atCSUERB
X By Gender Identity
o0 Women responden{@6%) and TransSpectrum respondents (9% less
comfortable with the overall campus climateCSUEBthanMen
respondent§33%) (. 71).
X By Position Status:
o Staff respondentsl (%) and Faculty respondents3fa)
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inadequate disability accommodations. One additional theme emerged from Graduate and
Undergraduate Student responses, their inability to make an informed decision about the campus

climate due to COVID

vii
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IDFXOW\YV SHUFHLYHG ODFN RI LQFOXVLRQ DQG VXSSRU\
H[SHULHQFHV RI 3 FKLOO\" GHSDUWPHQWDO FOLPDWHYV

Collectively, the results from this assessment parallel the findings of other climate
assessments of specifionstituent groups offered in the literature, where higher
percentages of members of historically underrepresented and underserved groups had
experienced various forms of exclusionary, intimidating, offensive, and/or hostile

conduct and discrimination thalid percentages of those in the majofiQverall, 14%

(n= 379 of respondents indicated that they personally experienced exclusionary,
intimidating, offensive, and/or hostile condattCSUEB in the past yegp. 95). One

third of these respondents indicated that they experienced the conduct five or more times

in the past yedp. 95).

Of these respondent®% noted that the conduct was based on their position status at
CSUEB, 25% indicated

viii
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X By Position Status

0 32% ofFaculty respondents a28% of Staff respondentseported
experiencing this conduct significantly mdahan Undergraduate Student
respondents (o) and Graduate Student responde®is)((p.97).

0 46% ofStaff respondents indicated thhe conduct was baseabst ofternon
their position status (|97).

0 32% of Faculty respondents indicated that the conduct was based most ofte
on their gender identitgp. 97).

0 24% of Student respondents indicated that the conduct was based most often
on their ethnicity(p. 97).

x By Racial Identity

0 25% of Other Respondents of Color, 18% of Multiracial respondents, and
17% of Black respondents, ahf@% of White respondentsported
experiencing this conduct significantly more than Latiespondent§9%) (p.

99).

o Inthe survey, race and ethnicity weambined. However, subsequent
analyses yielded statistically significant differences by racial identity for the
percentage of respondents who stated thgeriene ofexclusionary,
intimidating, offensive, and/or hostile conduct was based onrtaal
identity (p. 998).

f 53% of Black respondents compared with of White respondents
indicated that the conduct was based on ttaeial identty (p. 98).

f 30% of APIDA respondents compared witko of White respondents
indicated that the conduct was based on tiaeial identity(p. 98).

f 28% of Multiracial respondents compared witho of White respondents
indicated that the conduct was based on ttaeial identity(p. 98).

f 21% of Latinx respondents compared wi% of White respondents

indicated that the conduct was based on tiaeial identity(p. 98).
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Qualitative analysis revealed tf@lowing themes related to experiences of exclusionary,
intimidating, offensive, and/or hostile conduéar complete information on these themes and

corresponding quotes, see paf@2115in the full report.

X Nonereporting due to a fear of repercussions (e.g., retaliation, loss of
employment, receipt of a lower grade) véeasommon theme across all faculty,
staff, and student respondents{f{3).

X Unaware of process/resources where such conduct could be reported at CSUEB
(p. 114).

X Lack of trust in the CSUEB leadership to do anything to change the reported
behavior(p. 113).

x Facultyand Staffrespondents shared various accosntggesting that the
institutional response to their reports was inadegfpall14).

X Microaggressive behaviors experienced on campusL&p.

OLFURDJJUHVVLYH EHKDYLRUV ZHUH DG @®@UIHY VHG RXV

X

3. Sizeable percentages of Faculty respondents, Staff respondents, and Student
respondents seriously considered leavingSUEB.
Campus climate research has demonstrated the effects of campus climate onrfdculty a
student retentiof Research specific to student experiences has found siease of
belonging is integral to student persistence and retetft@aralleling such scholarship,
noteworthy percentages of respondents indicated that they seriously considered leaving
CSUEBwWithin the past year.

9 Blumenfeld et al(2016); Gardner (2013); Garvey & Rankin (2018hnson et al. (2014); Kutscher & Tuckwiller
(2019); Lawrence et al. (2014); Pascale (2018); Ruud €Gil8); Strayhorn (2013); Walpole et al. (2014)

10Booker (2016); Galia & Garza (2016); Hausmann et al. (2007)
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UndergraduateStudent Respondents
X 20% of Undergraduate Student respondents seriously considered |ESUHEB
(p- 241). Undergraduate students offered several reasons why they seriously
considered leaving CSUEB. Thap five reasons follow.
o Personal reasor{s.g., mental health, family emergencies and/or obligations

(34%) (p. 242.
Lack of a sense of belonging@SUEB (33%)p. 242).
Lack of social life at CSUEB (31%jp. 242).
Wanted to transfer to another institution (314)242).
Financial reasons (30%y). 242).

o O O O

X Subsequent analyseonducted on the selected demographic variables yielded the
following:
o By Transfer Status
f FirstYearStudent responden80%) seriously considered leaving the
institution significantly more often thafransfer Studemespondents
(14%) (p. 2412).
Graduate Student Respondent
x 12% of Graduate Student respondents seriously considered leaving GSUEB
241). Graduate students offered several reasons why they Slgramnsidered
leaving CSUEB. The top 5 reasons follow.
o Personal reasor{s.g., mental health, family emergencies and/or obligations
(36%) (p. 243).
Campus climate not welcoming (36%%) 243).
Lack of a sense of belonging (26%p) 243.
Financial reasons (21%). 243.

Move to a virtual environment due to shelter in place order (Zp%2%3).

O O O o

Xi
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X Subsequent analyses conducted on the selected demographic variables yielded the
following:
0 By Sexual Identity
f QueerspectrumGraduateStudent respondenf$9%) seriosly considered
leaving the institution significantly more often thideterosexuaGraduate
Student respondents0%) (pp. 241-242).
Qualitative analysis revealed the following themes relateStt@lentUHVSRQGHQWVY UHDVR
seriously considering leavif@SUEB Lack of faculty supportmoving to fulttime online
instruction financial challenges, family challenges, lack of a sense of gelgnandack of
institutional supportor complete information on these themes and corresponding quotes, see

page244-247in thefull report.

Faculty Respondents

X 52% of Faculty respondents seriously considered lea®BYEB(p. 202).
Faculty offered several reasons why they seriously considered leaving CSUEB.

Xil
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positive views of theirexpd LHQFHV WKDQ GLG WKHLU SHHUV IURP 3P
Examples of findings are presented below. A complete overview of significant
differences is provided on pag222 235 of the full report.

X By Gender Identity

o A significantly highe percentage dflen Studentespondentsl(7%) than
WomenStudent respondent$3) felt that faculty prejudged their abilities
based on theperception of their identity/backgrouipl. 232).

X By Income Status

0 A significantlyhigherpercentage afow-Income Student respondeniS$o
thanNot-Low-Income Studemntespondentsl(3’o) felt thatstaff prejudged
their abilities based on their perception of their identity/backgr@priziz3).

X By Position Status

o Graduate StudemespondentsA(l%) felt significantly more valued by other
students in their learning environméhan Undergraduate Student
respondents3(1%) (p. 226).

0 18% of Graduate Studergspondentand 13% of Undergraduate Student
respondents fethat faculty prejudged their abilitiémsed on their
perception of their identity/backgrouigol. 232).

x By Racial Identity

0 21% of White Student respondent&)% of Other Studets of Color, 17% of
Multiracial Student respondents{% of Black Student respondents, and
16% ofLatinx Student responderit thatfaculty prejudged their abilities
based on their perception of their identity/backgro{(m@32).

0 OtherStudentf Color (23%), APIDAStudent responden{$6%), and
Latinx Student responden($6%)felt that staffprejudged theiabilities
based on their perception of their identity/backgrosigdificant more than
White Student responden®%) (p. 233.

Xiv
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Following is a summary potential challenges for Staff respondents based on higher
percentages of respondents agreeing to therstats.

XVi
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x 38%of Tenured and Tenw®rack Faculty respondentslt that tenure
standards/promotion standards were applied equally to faculty in their

schools/divisios (p.160).

Xvil
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Qualitative analysis revealeshetheme forall Faculty respondent§aculty respondents shared
that current compensation packages were not competitive and made lihegBayt Area a
challengeFor complete information onititheme and corresponding quotes, peges 173-174

in thefull report

7. 'LIIHUHQFHV HPHUJHG LQ 6@rceiged Adabethid B Bee€GHQW V |
How students perceive their academic success often contributes to their decision to
persist in higher education. The survey included a series of questions to determine student
perceptbn of their academic success. The analyses revealed significant differences that
are summarized here.

X Undergraduate Students
o By Racial Identity
Latinx, APIDA, Other Respondents of Color, and Multiracial Undergraduate
Student respondents had higRerceivel Academic Successores did than
Black Undergraduate Student respondéni15).
0 By Generational Status
FirstGeneration Undergraduate Student respondeuitsigherPerceived
Academic Successoreghan NotFirstGeneration Undergraduate Student
respondents (217).
o By Gender Identity
WomenUndergraduate Student respondents had higaereived Academic
Successcores than did Trarspectrum Undergraduate Student respondents
(p. 214).
x Graduate Students
o0 By Income Status
Not-Low-Income Graduate Student respondents had higdeeived
Academic Successores than Lovincome Graduate Student respondé€pts
217).
Qualitative analysis revealed the following themesStudentespondentsnadequate academic

advising, COVID19 challenges, mental health issues, online learning challenges, work/school

Xvili
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9. A sizeable percentage of Student respondents experienced financial hardship,
including housing and/or food insecurity, while attendingCSUEB.
On the survey, 3o of Student respondents indicated they experienced financial hardship
while attendingCSUEB(p. 59).

X 56% of Undergraduate Student respondents experienced financial hgpiship
59).
X 41% of Graduate Student respondents experienced financial ha(olsbtip

Students indicated they experienced financial hardship in the following(pré&s.
X 66% had difficulty affording tuition
X 65% had difficulty purchasing books/course materials
X 42% had difficulty affording housing
X 36% had difficulty affording food
X 31% had difficulty affording parking.
X 24% haddifficulty affording health care
x 23% had difficulty affording technology (e.qg., laptop, wireless)

10.Respondents held divergent opinions about the degree to whi€idSUEB does, and
should, promotecertain initiatives that would positively influence campus tmate.
The survey asked Faculty, Staff, and Student respondents to indicate if they believed
certain initiatives currently were availableGSUEBand the degree to which they
thought that those initiativegould positively influence campus climatexanples of
overall findings for Faculty respondents, Staff respondents, and Student respondents are
presented belowkor each result, the majority of respondents felt that adding the
initiative would positively influence the campus climadecomplete overvier of

findings related to institutional actions is provided on p&ps271of the full report.

XX
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Examples of Findings for FacultyRespondents

X

55%of Faculty respondents thought tltatnprehensive diversity, equity, and
inclusivity professional developmewts availableand45% of Faculty
respondents thought that symtofessional development wast availablgp.

253).

43%of Faculty respondents thought that supervisory training for faculty was
available and57% of Faculty respondents thought that it was not availgble
253).

53% of Faculty respondents thought toolkits for faculty to create an inclusive
classroom environment were availagklded 47% thought that these toolkits were
not availablgp. 253).

56% of Faculty respondents thought that mentorship for new faculty was
available and44% thought it washot availablgp. 254).

54% of Faculty respondents thought that a fair process to resolve conflicts was

available and46% thought that such a process was not aviailg 254).

Examples of Findings for Staff Respondents

X

57% of Staff respondents thought titaversity, equity, and inclusivity
workshops/professial development opportunitiésr staffwereavailable at
CSUEB,and43% thought thathey werenot availablgp. 258).

30%of Staff respondents thought that mentorship for new staff was avadable
70% thought that staff mentorship was not availgpl59).

53%of Staff respondents thought thdatersity, equity, and inclusivityelated
professional experiences included as one of the criteria for hiring ohstaff
available and47% thought that it was not availab{p. 260).

53%of Staff respondents thought that career development opportunities for staff
were availableand47% thoughtthat they were not availab(p. 260).

Examples of Findings for Student Respondents

X

91%of Student respondents thought that diversity and equity traioirsjudents
was available aCSUEB,and9% thought that it was not availalfje.

XXi
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X 79% of Student respondents thought tharacesgo address student cqhaints
of bias by faculty/staff in learning environments (e.g., classrooms, labs) was
available and21% (thought that such@rocessvas not availablép. 265).

X 78%of Student respondents thought that opportunities for -@alésral dialogue
between studentgereavailable and22% thought that thesepportunitiesvere
not availablgp. 266).

X 76%of Student respondents thought thendatory class for all students focusing
on social justice issuegas availableand24% thought thathis classvas not
available(p. 265).

X 79%of Student respondents thought that effective faculty mentorship of students

was available and1% thaught that it was not availab(p. 266).
Key Findings *Areas of Strength

1. The survey suggested high levels of general comfort with the climate @GSUEB.
&OLPDWH LV GHILQHG DV 3WKH FXUUHQW DWWLWXGHYV

XXil

Et



Rankin & Associates Consultin
CampusClimate Assessment Project
CSUEBEXxecutive Summary



Rankin & Associates Consultin
CampusClimate Assessment Project



Rankin & Associates Consultin
CampusClimate Assessment Project
CSUEBEXxecutive SummanAugust 2021
X 76% of Faculty respondents felt valued by their department/program(ghair
175).

X 65% of Faculty respondents felt valued by other CSUEB fagolty/75).

6LIQLILFDQW GLIIHUHQFHV LQ )DFXOW\ UHVSRPGHQWVY ¢
faculty status (Tenured Tendf@ack or NonTenureTrack),gender identity, racial

identity, sexual identity, and years of employmenf &tJEBare available opagesl60-

167in the full report. Areas for enhancement related to faculty work are also presented in
WKH 32SSRUWXQLWLHV | RfxthisRIBAURMHPHQW ™~ VHFWLRQ

4. Staff respondents generally expressedogitive views about some aspects of their
staff work.
X 76% ofStaff respondents felt valued by coworkers in their depart(peh82).
X 74%of Staff respondentilt that their supervisors provided adequate support for
them to manage workfe balance(p. 184).
X 72% of Staff respondents feliey were given a reasonable time framwimch to
complete assigned responsibilities 199).

X 72% of Staff respondents felt valued by theipervisors/manage(g. 199).

6LIJQLILFDQW GLIIHUHQFHV LQ 6WDII UHV SRi@ESth®WV Y SHU
status (Exempt Staff or NeBxempt Staff), gender identity, racial identisexual

identity, years of employmenand commuting distan@e available opagesl79-201in

the full report. Areas for enhancement related to staff work are also presented in the
32SSRUWXQLWLHV IRU pPtBI{JRMMENHQW ™ VHFWLRQ

Concluson

CSUEBYY FOLPDWH DVVHVVPHQW UHSRUW SURYLGHVY EDVHOLQH
university, and address€SUEBYVY PLVVLRQ DQG JRDOV 7KH UHVXOWYV VXJ
and staff generally are comfortable with the overall climat@SWEB and in some regards, they

hold positive views about their academic and/or work experien€eSWWEB However, positive

18

XXV
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experiences and perspectives are not consistent &&8hdSBconstituent groups. For example,
Faculty respondents, Staff respondents, and Student respondents associated with historically
underserved social/community/affinity groups (e.g., People of Getamen low-income

students) were less comfortable with the climat@St/EB Members of groups that are
minoritized atCSUEBalso indicated specific challenges related to the campus climate, and
noteworthy percentages of survey respondents had seriouslylered leaving SUEB

While the findings presented in the report may guide decisiaking regarding policies and
practices aCSUER it is important to note that the cultural fabric of any institution and unique
DVSHFWYV RI HDFK FDP S ¥ fakerHi@@oYchrisiReQaidd @Wwn BeXibérating
additional action items based on these findings. The climate assessment findings provide the
CSUEBcommunity with an opportunity to build upon its strengths and to develop a deeper
awareness of the challengasead CSUEB with support from senior administrators and
collaborative leadership, is in a prime position to actualize its commitment to promote an
inclusive campus and to institute organizational structures that respond to the needs of its

dynamic campsl community.

It is imperative that the voices of those who experience the most oppression and exclusion at
CSUEBare placed at the centerauftion items and decisions in order to move the institution
forward. ReseaffF K GHPRQVWUDWHYV W Kiy\ inStfutibKOHgNeér EdRdatiorG L Y H
is important not only for improving the economic and educational opportunities for
underrepresented students, but &sdhe social, academic, and societal benefits that diversity
presents for all students andmmmunities. Diverse learning environments help students sharpen
their critical thinking and analytical skills; prepare students to succeed in an increasingly diverse
and interconnected world; break down stereotypes and reduce bias; and enable schblbls to ful
WKHLU UROH LQ RSHQLQJ GRRUV IRU VWXGHQWY RI DOO EDF!
2016, p. 5)Everyone benefits from a more inclusive campus. To create a more inclusive campus
environmentCSUEBIs required to acknowledge areas of oppotiuand take responsibilitipr
restoring, rebuilding, and implementing action that prioritizes those most negatively impacted in

the current structure.

XXVi
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Variable Recodes by Selected Demographic Characteristics

Racial Identity*

Variable name

Identities from survey responses

APIDA Asian/Asian American/Pacific Islander/South Asian
Black Black/African/African American

Latinx Hispanic/Latinx/Chicanx

White White/European American

Biracial/Multiracial

Respondents who identified as more than one racial identity

Other Respondents of Color

Alaskan Native/American Indian/Native American/Indigenous/ Middle
Eastern/Native Hawaiian

Gender Identity

Men Men

Women Women

Transspectrum Genderqueer/Nonbinary/Transgender
Sexual ldentity

Heterosexual Heterosexual

Queer Spectrum

Asexual/Bisexual/Gay/Lesbian/Pansexual/Queer/Questioning

Generational Status

First-generation

No high school/Some high school/Completed High School/ GED/Some
College/Business/Technical Certificate/Associates degree

Not-first-generation

%DFKHORUTY GHJUHH 6RPH JUDGXDWH VFKH
degree/Doctoralegree/Professional degree

Income Status

Low-income

$29,999 and below/$30,06849,999/$50,00%69,999

Not-low-income

$70,000 and above

Religious/Spiritual Identity**

Christian Affiliation

African Methodist Episcopal/African Methodist Episcopal Zion/ Assembly
God/Baptist/Catholic or Roman Catholic/Christian Methodist
Episcopal/Christian Orthodox/Christian Reformed Church (CRC)/Church
Christ/Church of God in Christ/Episcopalian/ EvamngglGreek Orthodox/
-HKRYDKTTV :LWQHVYV /I XWKHUDQ OHQQRQLW
Christian/ Oriental Orthodox (e.g., Coptic, Eritrean,
Armenian)/Pentecostal/Presbyterian/ Protestant /Protestant Reformed C
(PR)/Quaker/Reformed Church of Ameri¢dGA)/ Russian
Orthodox/Seventh Day Adventist/The Church of Jesus Christ of Lddter
Saints/United Church of Christ/United Methodist

Additional Affiliation

%DKDYL %XGGKLVW &RQIXFLDQLVW '"UXLG +
American Traditional Practd@ner or Ceremonial/Pagan/
Rastafarian/Scientologist/Secular Humanist/Shinto/Sikh/Taoist/
Tenrikyo/Unitarian Universalist/Wiccan

No Affiliation

Agnostic, Atheist, No affiliation, Spiritual but no religious affiliation

Multiple Affiliations

Respondents who identified as more than one religious/spiritual affiliatio

Years of Employment

XXVil
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