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ABSTRACT 

Women comprise, and are expected to do so increasingly, the 

numerical majority of college students (Chronicle, 2007; Hudson, Aquilino, & 

Kienzi, 2005; Schmidt, 2007; U.S. Department of Education, 2006).  Despite this, 

and despite passage of antidiscrimination laws, academia according to Aquirr 

(2000) can be, and often is, a òchilly and alienating [place] for women [and 

minorities]ó (p. 1).  

The purpose of this study was to e xplore and assess the culture and 

climate, specific to graduate studentsõ perceptions, related to harassment and 

discrimination in a particular college of education (COE). The study employed 

inclusive sampling, targeting all graduate students enrolled in C OE classes from 

fall 2000 to summer 2006. A population of 1644 graduate students was 

identified. Two hundred sixty -eight surveys were returned as undeliverable 

(population N=1376), 193 surveys were completed and returned (12% response 

rate).  

Survey findin gs revealed both positives and negatives associated with 

graduate student perceptions of harassment, discrimination , and COE 

culture/climate. Positives: The majority of respondents: (a) Did not perceive 

they had experienced harassment or discrimination whi le taking graduate 

classes in the COE; (b) Perceived the culture/climate within the COE to be 

positive in terms of diversity awareness and advocacy; and (c) Indicated they 

felt comfortable and/or confident enough to challenge those, including their 

professors, who engaged in inappropriate words or actions. Negatives: (a) 

Incidents of harassment and discrimination were evidenced, perpetrated most 

often by faculty and students, and occurring within COE classrooms; (b) Just a 

third of those indicating they had  experienced harassment/discrimination 

reported it, with virtually none telling a COE or University person/office of 

authority (i.e., the Affirmative Action Office or Human Resources); (c) 

Disparaging remarks in terms of race/ethnicity/color/national origi n, sex, and 

language/culture were the most frequently cited manifestation of 
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harassment/discrimination; and (d) Although the culture/climate within the 

COE was perceived as at least neutral if not positive in terms of diversity 

awareness, advocacy , and inc lusion, remarks  related to sexual orientation 

were less concretely perceived as evidence of harassment and discrimination, 

and were less likely to be challenged.  
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 INTRODUCTION  

In 1970, 42% of college undergraduates were female. By 2001 that 

percentage had risen to 56% (Hudson, Aquilino, & Kienzi, 2005), and by 2005, 

57.4% of all students enrolled in highe r education were female (Schmidt, 2007). 

In 1980 females received 55% of associateõs degrees and 50% of bachelorõs 

degrees. By 2001 these figures had increased to 60% and 57% respectively, and 

as of 2004 -2005, almost 60% of bachelorõs and masterõs degrees were awarded 

to women (Chronicle of Higher Education, 2007). Even at the doctoral level, 

although overall men earned 54.7% to womenõs 45.1% of doctorates in 2005, 

women earned more doctorates in Education, Humanities, Life Sciences, Social 

Sciences and Pro fessional Fields. Further, a report from the United States (U.S.) 

Department of Education (2006) predicts, òéfrom 2006 to 2015 womenõs 

enrollment is expected to continue growing at a 

faster rate than menõsó (p. v). As the above 

illustrates, women comprise,  and are expected to do 

so increasingly, the numerical majority of college 

students. Despite this, and despite passage of 

antidiscrimination laws, academia according to 

Aquirr (2000), can be and often is a òchilly and 

alienating [place] for women [and mino rities]ó (p. 1).  

Even as womenõs (and minoritiesõñalbeit to a lesser degree) enrollment 

numbers have increased, Granger (1993) reported, òDecision-makers in many 

institutions of higher education may pay lip service to affirmative action by 

developing syst ems [that], on the surface, [seem] to seek and welcome 

[I] was told in front of 

class that my  

background would 

hold me backé 

(disabled & Hispanic).  

-Female Participant  
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women [and minorities], but really attempt to comply with federal regulations 

on paper onlyó (p. 121, 123). Too often the result is a potentially hostile and/or 

unsafe academic environment for female a nd minority faculty and students. 

Based on a 1996 report, The Chilly Climate: Subtle Ways in Which Women are 

Often Treated Differently at Work and in Classrooms , Sandler, Silverberg, and 

Hall (1996) and Sandler (1999) noted over 60 ways in which women were  

treated differently from men.  According to Sandler (1999) subtle ways the 

classroom climate differed for women included òbehaviors that communicate 

lower expectations for women,ó (Æ 4) and òignoring women while recognizing 

men, even when women clearly vo lunteer to participate by raising their handó 

(¶ 7).  

Morally, ethically , and legally, discrimination is wrong. Over the course of 

years, a variety of anti -discrimination laws have been enacted: the Equal Pay 

Act of 1963, Title II, Title VI and Title VII --of the Civil Rights Act of 1964, Executive 

Order 11246 (1965) and as amen ded Executive Order 11375 (1968) (i.e., 

Affirmative Action), the Age Discrimination Employment Act of 1967, Title IX of 

the Education Amendments (1972), the Rehabilitation Act of 1973, the 

Education for All Handicapped Children Act ñPublic Law 94 -142 (1976), the 

Pregnancy Discrimination Act (1978), the Age Discrimination in Employment 

Act as amended in 1978, the Americans with Disabilities Act (1990 and 1992), 

the Individuals with Disabilities Act (1990), and Executive Order 13160 (2000). 

The law generally, and these laws in particular, attempt to provide guidelines 

that regulate the boundaries of behavior, and thereby balance varied interests 

among individuals with differing priorities, values, and beliefs. Despite attempts 

to legislate appropriate behaviora l boundaries,  discrimination and sexual 

harassment are problems too often evidenced on campuses and in 
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classrooms. van Roosmalen and McDaniels (1998) suggested that many in 

positions of authority have either hoped these issues were no longer problems, 

or have waited silently for them to disappear.  

The literature on sexual harassment in academia suggests not only that 

harassment and discrimination persist, but, that too often students remain silent 

about their experiences. A report prepared for the American  Association of 

University Women (AAUW) by Hill and Silva (2005), stated that many students 

did not know who to tell, and/or were scared and embarrassed. According to 

this report, two -thirds of respondents experienced some form of sexual 

harassment, but le ss than 10% reported it to authorities. There are a variety of 

reasons that may be associated with non -reporting. These are: (a) uncertainty 

about whether they will be believed (Fitzgerald et al., 1988), (b) worry that the 

harasser will retaliate against t hem (Fitzgerald, Swan, & Fischer, 1995), (c) doubt 

that persons in positions of authority will take action to remedy the problem 

(Dziech & Weiner, 1990), and (d) feelings of shame or embarrassment (U.S. 

Department of Defense, 1994). Students also worry abo ut potential damage to 

their collegiate or professional reputations. These anxieties and fears, coupled 

with a lack of knowledge about reporting processes and/or university resources 

available for redress, result in a low number of reported cases (Reilly, Lott, & 

Gallogly, 1986).  (1)  

The purpose of this study was to explore and assess the culture and 

climate, specific to graduate studentsõ perceptions, related to harassment and 

discrimination within a particular college of education (COE). This research wa s 

and is important because: (a) it provided a safe avenue through which 

students could express issues and concerns, both positive and negative, 

regarding perceptions of culture and climate within their college; and (b) it has 
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the potential to become a mode l for broader university -wide inquiry regarding 

obstacles that impede a culture and climate that values and supports all 

students and their learning.  

  

  

 

 

 

 

 

 

 

 

  

 

 

é[A] particular faculty member made it a point to belittle me because of 

my athlete orientation. He wou ld make remarks like, ònot bad for a jock.ó 

He also made several remarks that questioned my intelligence. [He] even 

went out of his way to òcall me outó é he told members of my class it was 

òimpossibleó that I could do so welléand that I must have cheated. 

-Female Participant  
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METHODOLOGY 

 Survey research was used to explore and assess graduate studentsõ 

perceptions of culture and climate related to discrimination and harassment 

within a COE. The selected college exists within a doctoral granting research 

university in the inter -mountain wes t of the United States. The study employed 

inclusive sampling to provide all potential respondents an opportunity to share 

their perspectives (Patten, 2001; Patton, 2002).  

Respondents and Sampling  

  The target population for the study included all graduate students 

enrolled in classes in the COE from fall 2000 to summer 2006. A population of 

1644 graduate students was identified using institutional 10 th day enrollment 

reports and annual graduate student graduation rates for the proscribed years. 

Bec ause of the importance of giving all students the opportunity to share their 

voice, the researchers conducted a census of the student population rather 

than relying on a sample of the population. Because of the nature of the 

information collected, a coding  system was used throughout all steps in the 

research process to maintain respondent confidentiality. To further assure 

confidentiality  a third party employee of the u niversityõs Office of Research 

opened returned envelopes, removed code numbers, and separ ated surveys 

and signed Informed Consent forms before data entry began.  

  Two hundred sixty -eight surveys were returned as undeliverable resulting 

in an actual research population of 1376 (N = 1376). One hundred and ninety -

three surveys (n = 193) were com pleted and returned, resulting in a 12% 

response rate for the census. Sixty -nine respondents (35.7%) contributed written 
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comments related to the studyõs goals. Respondents included numerous 

demographic groups: (a) student status demographics (i.e., domesti c and 

international students, masterõs and doctoral degree-seeking, full - and part -

time students, etc.); and (b) student personal demographics, including age, 

gender, sexual orientation, race/ethnicity, citizenship, disability, marriage , and 

family status.  Demographic data are displayed in the Appendix.  

Instrumentation  

Drawing on source material from a number of institutions of higher 

education, including the university wherein the research was conducted, as 

well as the researchersõ knowledge and expertise, a survey instrument was 

developed, piloted with domestic and international graduate students from 

another college, then distributed via mail as described above. (2) Along with a 

Likert-like scale, a modified semantic differential scale was used for data 

c ollection. The survey collected demographic data along with the questions 

designed to elicit perspectives on experiences related to harassment, 

discrimination, and diversity.  

Procedures  

 All graduate students enrolled (full - or part -time in credit bearing COE 

graduate courses) during the proscribed time period were mailed a letter 

explaining the purpose of the study and requesting their participation. A 

statement of Informed Consent, along with the survey instrument, was included 

in this mailing. Due to the  nature of the issues addressed the researchers 

declined to solicit survey responses from those who did not reply to the initial 

mailing. The decision not to contact non -respondents contributed to the 

somewhat low response rate, as did questionnaire length  and the nature of the 

issues addressed (Dillman, 2000).  
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Data were primarily quantitative, with some qualitative data derived 

from open -ended questions. Quantitative data were analyzed and reported 

descriptively. Qualitative data were analyzed for emergent  themes and used 

to further explicate the studyõs quantitative findings.  
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RESULTS AND DISCUSSION 

Demographics  

 Just over 60% of the respondents were female, with 32.6% reporting 

being male (some respondents declined to indicate sex, and one noted 

transgendered). Age ranges spanned from 20 -25 years to over 50 years, with 

the majority (just over 41%) indicating they were over 40 years of age. Ninety 

percent of respondents were U.S. citizens, who identified themselves as 

White/Caucasian (81.4%), English speaking (86%), heterosexual (83%), and 

married (74.6%) with one or more children (78.2%). These demographics were 

fa irly consistent with both the COE and broader university demographics (i.e., 

majority female, 35 -40 years of age), and indicate that the survey respondents, 

while somewhat more female dominated, were demographically 

representative of the college and univer sity graduate student populations.  

 Relative to program -specific alignment, most respondents were not 

currently COE graduate students (64%), were graduates of the COE graduate 

program within which they took classes (57%) (46 doctoral students, 18 

educatio n specialist students, 77 masterõs students, 6 dual degree program 

students [i.e., masters, education specialist, doctorate combinations], and 46 

no responses), and were not members of a COE cohort program. Also, similar 

to broader university graduate stud ent demographics, the majority (61%) 

indicated they were or had been part -time graduate students. See Tables 1a 

and 1b in the Appendix.  
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Harassment  

 Harassment was defined as uninvited and unwelcome verbal or physical 

conduct, comment or display, that dem eans, belittles, intimidates or humiliates 

a person or group (Alexander & Alexander, 2001; Carpenter, 2000; Dziech & 

Weiner, 1990; Fitzgerald et al., 1988; Hill & Silva, 2005; Sadker & Sadker, 1994; 

Sandler, 1999; Sandler et al., 1996; Reilly et al., 1986;  U.S. Department of 

Defense, 1994; van Roosmalen & McDaniels, 1998). Perceptions of harassment 

were queried relative to whether COE students who had taken graduate 

classes (hereafter referred to as students) believed they had experienced 

and/or witnessed h arassment, the type and form of harassment, location of 

occurrence, and whether the harassment was reported, and to whom.   

 

Figure 1: Harassment Experiences  
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Of the 193 respondents, 26 (13.5%) indicated they believed they had 

experienced harassment in the COE. Similarly, 24 respondents (12.4%) 

indicated the harassment interfered with their ability to learn, 23 (11.9%) stated 

witnessing harassment interfered wit h their ability to learn, and 31 (16.1%) 

believed that the harassment they witnessed interfered with another studentõs 

ability to learn. See Figure 1 above and Table 2 in the Appendix. In absolute 

terms these numbers may be relatively small, however,  viewe d in terms of 

broader student population numbers, a campus graduate student population 

of 2000 students would translate to nearly 300 students experiencing 

harassment, and among a general student body of 14,000 students, these 

numbers could translate to ne arly 2000 students experiencing harassment.  

In terms of type of harassment, the majority of respondents noted òno 

responseó to this query. However, among those who reported experiencing 

harassment, findings revealed that: (a) student harassment by faculty  occurred 

most frequently in terms of race/ethnicity/color/national origin, sex , and 

language/culture; (b) student harassment by staff/administration, while 

reported as less frequent than harassment by faculty, was similarly 

concentrated in these three cat egories; and (c) student on student 

harassment was most frequently reported in terms of race/ethnicity/color/ 

national origin, religion , and language/culture. Incidents of harassment were 

elaborated on by some respondents through written responses to open -ended 

questions. Five students reported first -hand accounts of harassment on the part 

of faculty. Three others reported observing facult y harassment of other 

students.  See Figures 2, 3, and 4 below and Table 3 in the Appendix.  
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Figure 2: Type of Harassment (Faculty)  

 

Figure 3: Type of Harassment (Staff/Administration)  
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Figure 4: Type of Harassment (Students)  

Beyond identifying frequenc y of incident occurrence, survey responses 

revealed faculty harassment based on sex out -numbered harassment reported 

as perpetrated by staff/administration and students combined; while reports of 

harassment of students by students on the basis of race were  nearly as high as 

those for faculty. Only veteran status resulted in zero reports across all three 

groups. Reports of harassment on the basis of religion occurred with limited 

frequency (3 = faculty; 1 = staff/administrative; 4 = students).  Overall, whil e 

again, relatively low in terms of absolute numbers, these findings indicate that 

harassment experiences were evidenced.  

These findings were consistent with Hill and Silvaõs 2005 AAUW report, 

Drawing the Line: Sexual Harassment on Campus.  In their study,  7% of the 

students reported being harassed by faculty. Also consistent were findings that 
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harassment by staff/administration occurred less frequently than by faculty 

and/or other students.  

Hill and Silvaõs 2005 study went on to note that sexual harassment 

experiences were not only òwidespread among 

college students across the countryó (p. 2), but 

that ò[m]ore than one-third of college students 

do not tell anyone about their experiences with 

sexual harassmentó (p. 4). In this study, just over 

a third of those indicating they had 

experienced harassment said they reported it. 

Although the numbers do not match up (9 of 26 

respondents indicated they told someone of 

the harassment, yet to whom reported ranged 

from zero to 16), amon g those who reported 

harassment ðtold someone, most told a family 

member, friend or fellow student. Five 

respondents indicated they reported 

harassment to a COE faculty member, four said 

they told a COE administrator, none repor ted 

anything to the University Human Resources 

department, and only one said they reported 

harassment to the University Affirmative Action office. See Figures 5 and 6 below 

and Table 4 in the Appendix. These data were consistent with the low incidence 

of harassment reporting noted more broadly in the literature (AAUW, 2005; 

Fitzgerald et al., 1988; Fitzgerald et al., 1995), and suggest the need for 

While I did not 

personally experience 

harassment from COE 

Admi n/Staff, 2 different 

women confided in me 

about sexual 

harassment & bullying 

from a male COE 

admin/staff that they 

each experienced. It 

should be noted these 

2 women did not know 

each other & were not 

enrolled in the same 

coursesé 

-Female Participant  
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awareness information and/or training regarding available harassment reporting 

avenues/offices.  

 

Figures 5 & 6: Harassment Reporting  

  



 
 

 

 Lessons Learned  

G r a d u a t e  S t u d e n t  P e r c e p t i o n s  o f  C O E  C u l t u r e  &  C l i m a t e   
 

Page 17 

 Data detailing the form and frequency of harassment indicated that oral 

remarks, occurring within COE classrooms, followed by oral remarks occurring in 

COE offices were the most frequent form and location of harassment reported. 

Further, insensitive or disparaging remarks from faculty were reported as 

occurring more than twice as often about women 

as about men, or any other group (i.e., 

race/ethnicity, sexual orientation, disability, and 

language/culture). See Figures 7 and 8 , and Tables 

5 and 6 in the Appendix. At first blush, these data 

seem contrary to those reported above regarding 

harassment type. However, rather than being 

contrary, these findings may indicate that despite 

the harassment definition used in this study and 

stated on the survey instrument, respondents may 

not necessarily have viewed insensitive or 

disparaging remarks as a form of harassment, which 

could explain the lower incidence of harassment 

type identified and reported in the survey as opposed to the inci dence of 

remarks.  

Again, the 2005 AAUW report on sexual harassment by Hill and Silva 

revealed similar findings, citing the top reason for not reporting harassment as 

students not thinking it was a serious problem, or labeling it (incidents) as ònot a 

big dealó (p. 4). The incidenc e of insensitive or disparaging remarks about 

women occurred with the highest frequency across all groups (faculty, 

staff/administration and students),  with remarks from students reported with the 

highest frequency of occurrence.   

I was in the graduate 

program several years 

ago and that is when 

discriminatory 

comments were made 

against women in 

administration. This 

attitude convinced me 

not to finish my masterõs 

program at that timeé 

-Female Participant  
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Figure 7: Form of Hara ssment 
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Figure 8: Site of Harassment   

Although these data imply a relatively low incidence of harassment within 

the COE, harassment incidents were evidenced. Harassment, in the form of oral 

remarks, noted in terms of insensitive or disparaging comments, particularly by 

faculty and students, within COE classrooms, appear to be an area in need of 

redress.  

Discrimination  

 For the purpose of this study, discrimina tion was defined as unfair or 

unequal treatment or consideration of a person or group (i.e., prejudicial bias) 

on the basis of race, ethnicity, color, national origin, exceptionalities in 

education, disability, age , sex/gender, sexual orientation, religion , socio -

economic status (SES), veteran status, language or culture (Alexander & 
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Alexander, 2001; Carpenter, 2000; Cheney & Pemberton, 2002; Freire, 1998).  

Perceptions of discrimination were queried relative to whether students believed 

they had experienced  discrimination, the type and form of discrimination, 

location of occurrence, and whether the discrimination was reported, and to 

whom. When asked if they had experienced discrimination, as defined in this 

study, by faculty, staff/administration or student s, 27 (14.0%) responded òyes,ó 

153 (79.3%) responded òno,ó and 13 (6.7%) did not respond. In terms of absolute 

numbers, the incidence of occurrence reported was relatively low and similar to 

that noted for harassment (Harassment data: Yes: 26 (13.5%), No: 162 (83.9%) 

and No Response: 5 (2.6%) respectively).  

 

Figure 9: Discrimination Experiences & Reporting  
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In terms of type of discrimination, like harassment, most respondents did not 

report the occurrence of discrimination. See Figure 9 above and Figures  10, 11, 

and 12 below. However, among those who did, faculty were reported as the 

most frequent sources of discrimination, with sex, religion , and race/ethnicity/ 

color/national origin noted with the highest frequencies of occurrence.  

  

 Figure 10: Type of Discrimination (Faculty)  

Staff/administration and student sources of discrimination were reported with 

less frequency across all categories than discrimination by faculty.  
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Figure 11: Type of Discrimination (Staff/Administration)   

  

Figure 12: Type of Discrimination (Students)  
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 The qualitative data supported these findings. Respondents wrote about 

their experiences of discrimination based on religion (5), gender (3) , and 

ableness/ability (2).  

Interestingly, 

when queried  in 

separate example -

based questions as 

to whether they 

believed they had 

òébeen judged on 

the basis of [their] gender,ó 36 (18.7%) said òyes,ó 17 (8.8%) believed they had 

been òésingled out in class to speak on behalf of [their] gender,ó 10 believed 

they had experienced òédiscrimination based on [their] gender,ó and 6 

believed they had òéexperienced sexual harassment.ó These numbers, while 

similar to those reported earlier, were somewhat higher. Likewise, a higher 

number of respondents indicated they belie ved they had òébeen judged on 

the basis of [their] race/ethnicityó 24 (12.4%), òébeen singled out in class to 

speak on behalf of [their] race/ethnicityó 15 (7.8%), and òéexperienced 

discrimination based on [their] race/ethnicityó 11 (5.7%), and    òéexperienced 

sexual discriminationó 15 (7.8%). These follow-up queries further support and 

validate the study findings in terms of student perceptions regarding 

occurrences and experiences of harassment and discrimination.  

Like the findings reported for harassme nt, few respondents indicated they 

reported discrimination. Among those who did, most reported it to a family 

member, a friend , and/or a fellow student. Only one instance of reporting to the 

University Affirmative Action office was noted, and zero reports to the University 

Some classroom conversations with disabled people have 

raised concerns about the attitudes and adequacy of 

services for the disabled. Certain practices seem to want 

to òweed outó people of lesser ability. Is that a valid goal 

for a college of education?  

-Female Participant  
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Human Resources department occurred.  And, again, similar to the findings 

reported regarding harassment, respondents indicated oral remarks, followed 

by grading and denial of services/support were the most frequent forms of 

discrimination  experienced. Consistent with the most frequently cited source 

and form of discrimination, respondents indicated discrimination occurred most 

often within COE classrooms and offices. Discrimination data appear in Figures 

13, 14, and 15, and Tables 7, 8 , an d 9 in the Appendix.  

 

 

Figure 13: Discrimination Reporting  
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Figure 14: Form of Discrimination  
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Figure 15: Site of Discrimination  

Diversity 

 For the purpose of this study, diversity was defined to include, but was not 

limited to, race, ethnicity, color, national origin, exceptionalities in education, 

disability, age, sex/gender, sexual orientation, religion, socio -economic status 

(SES), geographic area, veteran status, language , and culture. Diversity 

perceptions were queried relative to  perceptions of diversity awareness and 

advocacy, inclusiveness, general COE culture/climate, as well as 

culture/climate specific to diversity, and student perceptions of empowerment; 

all of which tie in, and are critical to establishing and maintaining sa fe and 

inclusive learning environments (Banning, 2003; Kess, 2003; Palmer, 1998). Further, 
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in a 2000 study of the impact of diversity in college classrooms, Alger et al. (2000) 

reported positive outcomes for students, including empowerment and a greater 

sense of satisfaction about the quality of education received. Faculty 

interviewed by Maruyama and Moreno (2000) agreed that students benefited 

from learning in diverse classroom settings and that diversity helps all students 

achieve a quality education. The y concluded that diversity is not only desirable 

but beneficial for students, faculty, staff, and the overall campus community.  

Relative to diversity 

perceptions, 70% of respondents 

agreed or strongly agreed that the 

COE leadership, from the 

department chair to the deansõ 

level fostered diversity awareness 

and advocacy. Likewise, just over 

73% indicated the COE graduate 

curriculum (as they experienced it) 

adequately included and 

represented the contributions of 

people from under -represented 

groups, and, over 80% believed the 

classroom climate was welcoming for students from under -represented groups.  

These data were supported by wri tten comments from 18 respondents. In 

particular, student comments noted the visible leadership on this topic offered 

by the current Dean (2) and a female Educational Leadership faculty member 

(2). Likewise, comments pointed to a positive perspective towar d the entire 

faculty and its commitment to diversity. òThe faculty seem to have an area of 

I feel that the environment in the 

COE is very comfortable, however, 

not challenging studentsõ 

understanding of ethnic & cul tural 

diversity. It could afford to give a 

broader world picture in order to 

provide students with a resource to 

understand why things are occurring 

in our world & how to better address 

them in their future work.  

-Male Participant  
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expertise that fosters diversity awarenessó and  òIn all of my experiences as a 

grad student I have been pleased with the appreciation that has been shown for 

individ ual studentsó were illustrative of these sentiments.  

A closer look at the COE teaching and learning environment (i.e., COE 

faculty/students and classrooms) revealed that although the majority of 

responses supported the general notion of a COE culture/climate of inclusion, a 

noticeable percentage of responses flagged concerns in this area. When asked 

whether they had taken a course in which the faculty member demonstrated a 

commitment to inclusiveness almost  a quarter of the respondents replied 

sometimes or never. Approximately a third noted deficiencies in terms of faculty 

clearly explaining academic vocabulary to òéensure it is understood by non-

native speakersó and providing òéadditional help for students who may have 

language or other learning needs.ó  

Overall, when students were asked to 

rate the COE culture/climate as they had 

experienced it (scale: 1 = low to 4 = high), 

ranging from hostile to friendly, most found 

it to be friendly (M = 3.0, SD = 1.2) and non -

racist (M = 3.0, SD = 1.3). Means were 

slightly to somewhat more neutral in terms 

of perceptions of reserved/communicative  

(M = 2.7, SD = 1.2), indifferent/concerned 

(M = 2.6, SD = 1.2), disrespectful/respectful 

(M = 2.9, SD = 1.2), uncoop erative/  

cooperative (M = 2.7, SD = 1.2), non -com petitive/competitive (M = 2.5, SD  = 1.2), 

inaccessibl e/ accessible for persons with disabilities (M = 2.8, SD= 1.3), sexist/non -

I have been discouraged in my 

graduate work at [the] COE. One 

professor does not provide 

feedback, will not respond to emails, 

and belittles me in class in front of my 

peers. Although I feel I can do well 

with other instructors, this professor 

provides a climate that feels hostileé 

-Female Participant  
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sexist (M = 2.9, SD = 1.3), and homophobic/non -homophobic (M = 2.8, SD = 1.3).  

Figures 16 and 17 display  these data.  

 

Figure 16: Student Perceptions ñCOE Culture/Climate  


