The Collaborative on Academic Careers in Higher Education

www.coache.gse.harvard.edu









The Collaborative on Academic Careers in Higher Education









The Collaborative on Academic Careers in Higher Education

Looking at the Disciplinary Analysis within your report will help you understand whether your social
scientists need more teaching support than your physical scientists, for example. Look at the results
by tenure status to ensure that your non-tenure-track faculty feel included in decision making. If you

opted to receive unit-level data, consider some of the additional variables in your population file and
survey responses that might inform practice. For example, we collect data about faculty marital and
family status. Are faculty with children more likely to report concerns about balancing work and their
personal lives? Are mothers more concerned about tenure and promotion?

Ultimately, partners with a COACHE report may use it to identify their institutions’ “pre-existing
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Considerations for utilizing COACHE data as a
tool for exploring issues of equity and diversity

As a trending item on Twitter, #BlackinThelvory highlighted the experiences of faculty of color as they
navigate the academic workplace. The Faculty Job Satisfaction Survey has been collecting and
curating stories like these for nearly two decades and, in that time, we have seen a variety of
institutional responses—including no response at all. Each response needs to take into consideration
the campus climate, leadership styles, resources, and most importantly, the wellbeing of the faculty
who trusted you by completing the COACHE survey. All of these factors mean that there is no one-
size-fits-all approach.

Analytic considerations

Let the disaggregation tell the story

Your CAO Report provides two important layers of analysis for nearly all the Likert scale items in the
survey. The dashboards compare your faculty of color to faculty of color at other institutions and
then, in the same display, compare your faculty of color to white faculty at your institution.

In the first comparison, you can learn whether the experiences of your faculty of color are better or
worse than the experiences of faculty of color elsewhere. This is particularly important when you see
differences between the overall results and the results for faculty of color. What does it say about
your results when you are generally performing well on a benchmark, but your faculty of color have a
very different experience? Posing this type of question to your faculty may help reveal the details
about where inequities lie.

The means and frequency tables provide more detailed analysis by race/ethnicity. For example, the
survey asks faculty whether they agree that their departmental colleagues are committed to
supporting and promoting diversity and inclusion. Looking at the data collected this year, we see that
that 78 percent of faculty agree with that statement and 12 percent disagree. Yet, when we examine
just Black and African American faculty responses, we see that 63 percent agree and 26 percent
disagree. Even if you consider the overall data—just 12 percent disagreeing!'—to be an indicator of
success, the disaggregation tells us that Black and African American faculty feel quite differently
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Read the open text comments, but be thoughtful about dissemination

Some of the most powerful insights in the CAO Report come from the open-text responses to the
question, “What is the one thing your institution can do to improve the workplace for faculty?” The
report allows you to filter the comments by thematic codes so that you can drill down into issues of
diversity and culture. As part of your first pass through the report, take the time to read the
comments. The quantitative section of the report tells you where subsets of faculty are more and
less satisfied. The open-text responses tell you how that satisfaction or dissatisfaction manifests
itself every day.

Before sharing these comments, however, discuss the risks and implications for faculty of color.
Might the sharing of an open-text response put undue attention on some faculty of color? Depending
on the nature of the comments, you may decide to make an additional round of redactions or not to
share some comments beyond your team. Seek counsel by engaging your chief diversity officer, your
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the work and may convey the message that diversity work is only for and about faculty of color. It is,
of course, the majority’s responsibility to do the work of change.

For additional thoughts on this topic, please review Giving Voice to Underrepresented Faculty.
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