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ExecutiveȱSummaryȱ
ȱ
Thisȱreportȱpresentsȱfindingsȱfromȱaȱsurveyȱonȱacademicȱclimateȱissuesȱinȱ
Americanȱanthropologyȱdepartments.ȱȱItȱwasȱconductedȱbyȱtheȱCommitteeȱonȱtheȱ
StatusȱofȱWomenȱinȱAnthropology,ȱaȱcommitteeȱofȱtheȱAmericanȱ
AnthropologicalȱAssociationȱ(AAA).ȱȱWeȱhopeȱthatȱtheȱreportȱcanȱbeȱusedȱbyȱ
faculty,ȱdepartments,ȱuniversityȱadministrators,ȱandȱtheȱAAAȱasȱaȱguideȱtowardȱ
understandingȱcurrentȱacademicȱclimateȱissues,ȱandȱasȱaȱresourceȱforȱaddressingȱ
them.ȱ

AcademicȱClimate.ȱȱTheȱconceptȱofȱ“academicȱclimate”ȱemergedȱfromȱ
examinationsȱofȱgenderȱequityȱinȱuniversityȱcontexts.ȱȱAȱlargeȱnumberȱofȱsourcesȱ
indicateȱthatȱgenderȱequityȱhasȱnotȱbeenȱachievedȱinȱacademia.ȱȱAlthoughȱ“menȱ
andȱwomenȱmakeȱroughlyȱequalȱstartingȱsalariesȱatȱsimilarȱrank…ȱthereȱisȱ
greaterȱmovementȱofȱwomenȱthanȱmenȱintoȱpartȬtimeȱpositions;ȱadvancementȱisȱ
slowerȱforȱwomenȱthanȱforȱmen;ȱwomenȱearnȱlessȱmoneyȱthanȱmenȱexceptȱatȱ
entryȱlevel;ȱwomenȱareȱparticularlyȱunderrepresentedȱatȱtopȬtierȱinstitutions;ȱ
womenȱreceiveȱfewerȱnationalȱawardsȱandȱprizes”ȱ(Valianȱ2004).ȱȱAlthoughȱthereȱ
areȱmultipleȱexplanationsȱforȱsuchȱinequities,ȱtheyȱgenerallyȱfocusȱonȱissuesȱthatȱ
areȱlabeledȱ“academicȱclimate,”ȱsubtleȱpracticesȱandȱideologiesȱwhichȱ
cumulativelyȱ“communicateȱlackȱofȱconfidence,ȱlackȱofȱrecognitionȱandȱ
devaluation”ȱofȱwomenȱ(Prenticeȱ2000:196).ȱ

TheȱSurvey.ȱȱWeȱadministeredȱanȱonlineȱsurveyȱtoȱAAAȱfacultyȱmembersȱinȱ
2005Ȭ2006,ȱreceivingȱ943ȱresponses,ȱaboutȱ18%ȱofȱtheȱpotentialȱrespondents.ȱȱ70%ȱ
ofȱrespondentsȱwereȱfemaleȱandȱ30%ȱwereȱmale.ȱȱTheȱsurveyȱincludedȱfiftyȱ
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multipleȬchoiceȱandȱsixȱopenȬendedȱquestions.ȱȱAnalysisȱtookȱplaceȱ2006Ȭ2007,ȱ
andȱtheȱreportȱwasȱwrittenȱinȱearlyȱ2008.ȱ
Weȱshouldȱnoteȱthatȱsurveyȱrespondentsȱidentifiedȱotherȱfactorsȱthatȱinteractedȱ
withȱgenderȱtoȱcreateȱmoreȱcomplexȱpatternsȱofȱinequity,ȱincludingȱrace,ȱ
ethnicity,ȱsexualȱorientation,ȱage,ȱandȱnationalȱidentity.ȱȱWeȱincludedȱraceȱinȱourȱ
quantitativeȱanalysisȱofȱsurveyȱdata,ȱbutȱunfortunatelyȱlackedȱtheȱnumbersȱtoȱ
reachȱstatisticallyȱvalidȱconclusionsȱconcerningȱtheȱotherȱfactors.ȱȱ
Sinceȱweȱtendȱtoȱthinkȱofȱanthropologyȱasȱaȱdisciplineȱpopulatedȱbyȱfairlyȱ
progressiveȱpeople,ȱweȱwereȱsurprisedȱatȱtheȱextentȱofȱtheȱgenderȱinequitiesȱthatȱ
weȱuncovered.ȱȱItȱwasȱaȱreminderȱthatȱanthropologyȱdepartmentsȱareȱsituatedȱinȱ
theȱbroaderȱcontextȱofȱAmericanȱuniversitiesȱandȱindeedȱmainstreamȱAmericanȱ
culture.ȱȱTwoȱmainȱareasȱexploredȱbyȱtheȱsurveyȱwereȱworkȱenvironmentȱandȱ
workȬfamilyȱissues.ȱ
WorkȱEnvironment.ȱȱTheȱsurveyȱresultsȱindicatedȱthatȱoverall,ȱmenȱexperiencedȱ
theirȱworkȱenvironmentȱmoreȱpositivelyȱthanȱwomen.ȱȱAccordingȱtoȱourȱ
quantitativeȱanalysis,ȱmenȱfoundȱuniversityȱprogramsȱandȱpoliciesȱrelatedȱtoȱ
careerȱsuccessȱtoȱbeȱmuchȱclearerȱandȱmoreȱeffectiveȱthanȱwomenȱdid.ȱȱLikewise,ȱ
menȱfoundȱtheirȱdepartmentsȱtoȱbeȱmoreȱsupportive,ȱprovidingȱmoreȱhelpȱinȱ
areasȱsuchȱasȱgrantȱapplications,ȱcourseȱdesign,ȱandȱadvising.ȱȱMenȱwereȱalsoȱ
moreȱlikelyȱtoȱhaveȱpositiveȱexperiencesȱwithȱmentoringȱandȱcollegiality.ȱȱOurȱ
qualitativeȱfindingsȱhelpedȱinterpretȱtheseȱresults:ȱȱforȱinstance,ȱoneȱthemeȱthatȱ
emergedȱwasȱthatȱwomenȱwereȱsometimesȱfacedȱbyȱanȱimplicitȱ“women’sȱrole”ȱ
whichȱsaddledȱwomenȱwithȱadditionalȱduties,ȱparticularlyȱadministrativeȱtasksȱ
andȱstudentȱadvising.ȱȱFurthermore,ȱwomenȱindicatedȱthatȱtheirȱcontributionsȱ
wereȱsometimesȱnotȱrecognizedȱasȱeasilyȱasȱthoseȱofȱtheirȱmaleȱcolleagues.ȱȱAȱ
thirdȱthemeȱwasȱtheȱcontinuedȱstrengthȱofȱanȱ“oldȱboy’sȱnetwork.”ȱȱFinally,ȱtheȱ
openȬendedȱresponsesȱindicatedȱaȱcomplexȱrelationshipȱtoȱstudents.ȱȱWomen’sȱ
commentsȱwereȱmixed;ȱtheirȱpositiveȱcommentsȱaboutȱstudentȱrelationshipsȱ
focusedȱonȱtheirȱrapportȱwithȱstudents,ȱwhileȱnegativeȱresponsesȱincludedȱbeingȱ
expectedȱtoȱdoȱmoreȱservice,ȱbeingȱexpectedȱtoȱbeȱnicer,ȱandȱbeingȱevaluatedȱ
moreȱharshlyȱthanȱmenȱinȱcourseȱevaluations.ȱȱMen’sȱcommentsȱaboutȱstudentȱ
relationshipsȱwereȱalmostȱuniformlyȱpositive,ȱandȱfocusedȱonȱtheȱrespectȱtheyȱ
received.ȱȱȱ

WorkȬFamilyȱIssues.ȱȱWeȱfoundȱthatȱworkȬfamilyȱissuesȱhadȱdifferentȱeffectsȱ
onȱmen’sȱandȱwomen’sȱcareerȱtrajectories.ȱȱWomenȱappearedȱtoȱbeȱworkingȱaȱ
“secondȱshift”ȱofȱchildcareȱtoȱaȱgreaterȱextentȱthanȱmen,ȱandȱthisȱtendedȱtoȱslowȱ
theȱprogressȱofȱtheirȱcareersȱ(Hochschildȱ1989).ȱȱMoreȱwomenȱthanȱmenȱhadȱ
interruptedȱtheirȱcareers,ȱorȱanticipatedȱaȱcareerȱinterruption,ȱdueȱtoȱfamilialȱ
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obligations.ȱȱItȱisȱthusȱnotȱsurprisingȱthatȱwomenȱwereȱlessȱoftenȱmarriedȱthanȱ
men,ȱandȱhadȱfewerȱchildren,ȱsinceȱworkȱandȱfamilyȱresponsibilitiesȱseemedȱtoȱ
competeȱforȱtimeȱinȱwomen’sȱlivesȱinȱaȱwayȱthatȱwasȱdifferentȱfromȱtheȱ
experienceȱofȱmen.ȱȱIronically,ȱwomenȱreportedȱhavingȱgreaterȱchildcareȱ
responsibilitiesȱthanȱmen,ȱinȱspiteȱofȱtheirȱhavingȱfewerȱchildren.ȱ
OnȱtheȱPositiveȱSide.ȱȱAlthoughȱweȱuncoveredȱsignificantȱgenderȱinequalities,ȱ
theȱsurveyȱalsoȱrevealedȱtwoȱkindsȱofȱpositiveȱfindings.ȱȱFirstȱofȱall,ȱwomenȱ
respondentsȱidentifiedȱfourȱkindsȱofȱadvantagesȱthatȱtheyȱbelievedȱwomenȱ
sometimesȱheld:ȱȱeasierȱrapportȱduringȱfieldwork,ȱparticipationȱinȱinformalȱ
women’sȱsupportȱnetworks,ȱeasierȱaccessȱtoȱfeministȱtheory,ȱandȱbetterȱrapportȱ
withȱstudents.ȱȱSecondly,ȱbothȱwomenȱandȱmenȱwroteȱpassionatelyȱaboutȱhowȱ
deeplyȱtheyȱvaluedȱtheirȱjob,ȱandȱhowȱmeaningfulȱtheyȱfoundȱtheirȱworkȱlifeȱtoȱ
be,ȱinȱspiteȱofȱtheȱchallengesȱthatȱtheyȱfaced.ȱȱTheyȱhighlightedȱhowȱmuchȱtheyȱ
lovedȱanthropology,ȱtheirȱfreedomȱinȱconductingȱresearch,ȱandȱtheȱrewardsȱofȱ
teaching.ȱȱAsȱoneȱrespondentȱwrote,ȱ“IȱLOVEȱmyȱcareerȱandȱjob!...ȱIȱcan’tȱimagineȱ
aȱmoreȱrewardingȱandȱstimulatingȱlife!”ȱ

Recommendations.ȱȱTheȱAAAȱandȱCOSWAȱareȱnotȱbodiesȱthatȱenforceȱrulesȱ
overȱdepartments.ȱȱInstead,ȱtheirȱrolesȱareȱtoȱraiseȱawarenessȱandȱinspireȱlocalȱ
action.ȱȱȱWeȱthereforeȱpresentedȱrecommendationsȱinȱanȱadvisoryȱandȱ
educationalȱcapacity.ȱȱWeȱmadeȱrecommendationsȱinȱthreeȱareas:ȱȱgenderȱandȱ
raceȱdifferencesȱinȱappointmentȱstatus,ȱworkȱenvironment,ȱandȱworkȬfamilyȱ
issues.ȱȱȱForȱeachȱtopic,ȱweȱsuggestedȱactionsȱthatȱmightȱbeȱtakenȱbyȱtheȱ
AAA/COSWA,ȱandȱbyȱuniversities.ȱȱInȱconclusion,ȱweȱnotedȱthatȱatȱaȱgeneralȱ
level,ȱtheȱgenderȱinequitiesȱidentifiedȱinȱourȱsurveyȱwereȱnotȱuniqueȱtoȱtheȱ
universityȱcontext.ȱȱRather,ȱtheyȱreflectedȱtheȱwaysȱinȱwhichȱAmericanȱ
universitiesȱareȱembeddedȱinȱmainstreamȱAmericanȱcultureȱandȱpoliticalȱ
economy.ȱȱȱ
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1.ȱȱIntroductionȱ
ȱ
1.1.ȱȱUnderstandingȱAcademicȱClimateȱ

Thisȱreportȱpresentsȱfindingsȱfromȱaȱsurveyȱonȱacademicȱclimateȱissuesȱinȱ
Americanȱanthropologyȱdepartments.ȱȱItȱwasȱconductedȱbyȱtheȱCommitteeȱonȱtheȱ
StatusȱofȱWomenȱinȱAnthropologyȱ(COSWA),ȱaȱcommitteeȱofȱtheȱAmericanȱ
AnthropologicalȱAssociationȱ(AAA).ȱȱWe,ȱtheȱauthors,ȱhopeȱthatȱtheȱreportȱcanȱ
beȱusedȱbyȱfaculty,ȱdepartments,ȱuniversityȱadministrators,ȱandȱtheȱAAAȱasȱaȱ
guideȱtowardȱunderstandingȱcurrentȱacademicȱclimateȱissues,ȱandȱasȱaȱresourceȱ
forȱaddressingȱthem.ȱȱItȱisȱnotȱwithinȱtheȱCOSWA’sȱ(orȱtheȱAAA’s)ȱpurviewȱtoȱ
censureȱdepartments;ȱourȱroleȱisȱanȱadvisoryȱandȱeducationalȱoneȱ(COSWAȱisȱinȱ
theȱprocessȱofȱupdatingȱitsȱmissionȱstatementȱtoȱreflectȱthisȱrole).ȱȱ

Theȱconceptȱofȱ“academicȱclimate”ȱhasȱdevelopedȱoutȱofȱexaminationsȱofȱ
genderȱequityȱinȱuniversityȱcontexts.ȱȱAȱlargeȱnumberȱofȱsourcesȱindicateȱthatȱ
genderȱequityȱhasȱnotȱbeenȱachievedȱinȱacademiaȱ(e.g.ȱAllanȱ2003,ȱDragoȱetȱal.ȱ
2006,ȱKjeldalȱetȱal.ȱ2005,ȱNielsenȱetȱal.ȱ2005,ȱUmbachȱ2007).ȱȱAlthoughȱ“menȱandȱ
womenȱmakeȱroughlyȱequalȱstartingȱsalariesȱatȱsimilarȱrank…ȱthereȱisȱgreaterȱ
movementȱofȱwomenȱthanȱmenȱintoȱpartȬtimeȱpositions;ȱadvancementȱisȱslowerȱ
forȱwomenȱthanȱforȱmen;ȱwomenȱearnȱlessȱmoneyȱthanȱmenȱexceptȱatȱentryȱlevel;ȱ
womenȱareȱparticularlyȱunderrepresentedȱatȱtopȬtierȱinstitutions;ȱwomenȱreceiveȱ
fewerȱnationalȱawardsȱandȱprizes”ȱ(Valianȱ2004;ȱseeȱalsoȱValianȱ1998,ȱLongȱ2001,ȱ
NationalȱScienceȱFoundationȱ2000).ȱ

SuchȱaȱsignificantȱissueȱhasȱreceivedȱtheȱconcernedȱattentionȱofȱCOSWA.ȱȱ“Asȱ
aȱrecentȱAAAȱsurveyȱindicated,ȱemploymentȱofȱwomenȱatȱtheȱlevelȱofȱassistantȱ
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professorȱisȱnowȱapproximatelyȱequalȱtoȱthatȱofȱmen,ȱandȱproportionalȱtoȱtheȱ
representationȱofȱeachȱinȱtheȱavailableȱPhDȱpool.ȱAtȱtheȱsameȱtime,ȱhowever,ȱ
surveysȱshowȱthatȱgenderȱparityȱhasȱnotȱyetȱbeenȱattained.ȱDiscrepanciesȱstillȱ
existȱinȱsuchȱvariablesȱasȱrank,ȱlengthȱofȱtimeȱinȱrankȱ(i.e.,ȱspeedȱofȱpromotion),ȱ
citationȱpatternsȱandȱstandardȱmeasuresȱofȱ‘productivity’ȱ(e.g.,ȱpublicationȱ
rates)”ȱ(AmericanȱAnthropologicalȱAssociationȱ2008).ȱ

SinceȱthereȱhasȱbeenȱanȱincreaseȱinȱwomenȱreceivingȱPh.D.sȱinȱanthropologyȱ
overȱtime,ȱaȱcommonȱinitialȱreactionȱtoȱtheȱfactȱthatȱmenȱareȱoverrepresentedȱatȱ
associateȱandȱfullȱprofessorȱlevelsȱisȱthatȱthisȱinequityȱwillȱevenȱoutȱoverȱtime,ȱasȱ
womenȱascendȱtheȱranks.ȱȱHowever,ȱthisȱ“eveningȱout”ȱdoesȱnotȱappearȱtoȱbeȱ
generallyȱhappeningȱinȱacademia.ȱȱTheȱproblemȱisȱknownȱinȱtheȱacademicȱ
climateȱliteratureȱasȱtheȱ“leakyȱpipeline”ȱproblemȱ(Valianȱ2004:213,ȱBailynȱ
2003:149Ȭ150).ȱȱWomenȱdropȱoutȱofȱtheȱacademicȱcareerȱtrackȱatȱaȱhigherȱrateȱ
thanȱmen,ȱandȱtheirȱspeedȱofȱpromotionȱtendsȱtoȱbeȱslower.ȱȱConsequently,ȱtheyȱ
areȱnotȱreachingȱgenderȱequityȱwithȱmenȱoverȱtime.ȱ

Inȱourȱsurvey,ȱrespondentsȱwereȱaskedȱwhetherȱtheyȱperceivedȱthatȱtheirȱ
genderȱhadȱbeenȱaȱprofessionalȱhindrance.ȱȱNotȱsurprisingly,ȱfemalesȱwereȱmoreȱ
likelyȱthanȱmalesȱtoȱbelieveȱthatȱtheirȱgenderȱhadȱbeenȱaȱprofessionalȱhindrance,ȱ
asȱshownȱbyȱtheȱstatisticallyȱsignificantȱmoderateȱnegativeȱrelationshipȱbetweenȱ
beingȱmaleȱandȱbelievingȱthatȱgenderȱhadȱbeenȱaȱprofessionalȱhindranceȱ(gammaȱ
=ȱȬ.445,ȱpȱ<ȱ.001).ȱȱThisȱrelationshipȱwasȱfairlyȱconsistentȱacrossȱracialȱgroups.ȱȱ
Thereȱwasȱaȱmoderateȱnegativeȱrelationshipȱbetweenȱbeingȱmaleȱandȱbelievingȱ
thatȱgenderȱhadȱbeenȱaȱprofessionalȱhindranceȱthatȱwasȱstatisticallyȱsignificantȱ
amongȱbothȱwhitesȱ(gammaȱ=ȱȬ.435,ȱpȱ<ȱ.001)ȱandȱnonȬwhitesȱ(gammaȱ=ȱȬ.404,ȱpȱ=ȱ
.011).ȱȱFurtherȱsupportingȱtheȱconsistencyȱacrossȱracialȱgroups,ȱracialȱdifferencesȱ
wereȱveryȱweakȱandȱstatisticallyȱsignificantȱoverallȱ(gammaȱ=ȱ.059,ȱpȱ=ȱ.482),ȱbothȱ
amongȱfemalesȱ(gammaȱ=ȱ.067,ȱpȱ=ȱ.537),ȱandȱamongȱmalesȱ(gammaȱ=ȱȬ.029,ȱpȱ=ȱ
.845).ȱ

TheȱopenȬendedȱresponsesȱtoȱtheȱquestionȱofȱwhetherȱtheyȱperceivedȱthatȱ
theirȱgenderȱhadȱbeenȱaȱprofessionalȱhindranceȱoftenȱstatedȱtheȱgenderȱdifferenceȱ
quiteȱbluntly:ȱ

ȱ
“…AsȱaȱsingleȱwhiteȱmaleȱIȱhaveȱopportunitiesȱthatȱothersȱeitherȱdoȱnotȱhaveȱorȱcanȱ
notȱtakeȱadvantageȱof.”ȱ(Male,ȱWhite,ȱ40ȇs)ȱ
ȱ
“Iȱamȱaȱtall,ȱwhite,ȱmale.ȱȱIfȱanything,ȱIȱhaveȱbenefitedȱfromȱunequalȱtreatment.”ȱ
(Male,ȱWhite,ȱ60’s)ȱ
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“No.ȱIȱamȱaȱmanȱinȱanȱincreasinglyȱfeminizedȱprofession,ȱbutȱhaveȱexperiencedȱnotȱaȱ
whiffȱofȱdiscrimination.ȱȱI’mȱsureȱit’sȱstillȱaȱman’sȱworldȱinȱmanyȱways.”ȱ(Male,ȱ
White,ȱ50ȇs)ȱ

ȱ
“Yes,ȱasȱaȱsilverȱback,ȱwhiteȱmale,ȱIȱhaveȱhadȱallȱtheȱadvantagesȱandȱprivilegesȱtheȱ
societyȱcouldȱprovide.”ȱ(Male,ȱWhite,ȱ60ȇs,)ȱ

ȱ
“Obviously,ȱbeingȱaȱmanȱisȱeasierȱinȱtheȱacademy.”ȱ(Male,ȱWhite,ȱ30ȇs)ȱ

ȱ
“Beingȱaȱwomanȱinȱtheȱprofessionsȱisȱneverȱanȱadvantage!”ȱ(Female,ȱWhite,ȱ50ȇs)ȱ
ȱ
“No,ȱIȱcan’tȱseeȱanyȱadvantageȱtoȱbeingȱfemale.”ȱ(Female,ȱWhite,ȱ50ȇs)ȱ
ȱ
“You’veȱgotȱtoȱbeȱkidding.ȱIȱdon’tȱknowȱanyȱpositionȱinȱhigherȱeducationȱwhereȱbeingȱ
aȱwomanȱisȱanȱadvantageȱinȱadvancement.”ȱ(Female,ȱWhite,ȱ60ȇs)ȱ
ȱ
Suchȱindicationsȱofȱgenderȱinequityȱinviteȱaȱdeeperȱexaminationȱofȱtheȱ

possibleȱcausesȱofȱtheȱunequalȱexperiencesȱofȱwomenȱandȱmen.ȱȱTheȱgoalȱofȱ
COSWA’sȱsurveyȱonȱacademicȱclimateȱwasȱtoȱexploreȱtheȱmoreȱsubtleȱissuesȱthatȱ
mightȱcontributeȱtoȱtheȱeventualȱresultȱofȱtheȱmoreȱobviousȱinequitiesȱidentifiedȱ
above.ȱ

Theȱtermȱ“academicȱclimate”ȱevolvedȱfromȱtheȱconceptȱofȱ“chillyȱclimate,”ȱ
whichȱwasȱcoinedȱinȱ1982ȱbyȱHallȱandȱSandlerȱ“toȱcaptureȱtheȱcombinedȱeffectȱofȱ
aȱnumberȱofȱpracticesȱ–ȱeachȱofȱwhichȱisȱrelativelyȱinconsequentialȱorȱevenȱtrivialȱ
whenȱtakenȱaloneȱ–ȱwhichȱcumulativelyȱcommunicateȱlackȱofȱconfidence,ȱlackȱofȱ
recognitionȱandȱdevaluation,ȱandȱwhichȱresultȱinȱwomen’sȱmarginalization”ȱinȱ
academiaȱ(Prenticeȱ2000:196;ȱHallȱandȱSandlerȱ1982).ȱȱTheȱtermȱwasȱoriginallyȱ
appliedȱespeciallyȱtoȱtheȱexperienceȱofȱwomenȱstudentsȱinȱuniversities,ȱandȱwasȱ
subsequentlyȱextendedȱtoȱtheȱexperienceȱofȱwomenȱfacultyȱasȱwell.ȱȱTheȱexistenceȱ
ofȱaȱ“chillyȱclimate”ȱhasȱbeenȱchallenged;ȱsomeȱresearchersȱargue,ȱforȱinstance,ȱ
thatȱthereȱisȱ“noȱevidence…ȱthatȱwomenȱareȱcurrentlyȱsufferingȱfromȱaȱchillyȱ
classroomȱclimate”ȱ(DrewȱandȱWorkȱ1998:551Ȭ552).ȱ

However,ȱtheȱmajorityȱofȱtheȱliteratureȱsupportsȱtheȱexistenceȱofȱaȱchillyȱ
climateȱinȱacademia.ȱȱFurthermore,ȱtheȱconceptȱofȱ“academicȱclimate”ȱhasȱ
becomeȱaȱproductiveȱarenaȱforȱexploringȱpossibleȱreasonsȱforȱtheȱacademicȱ
genderȱinequitiesȱidentifiedȱabove.ȱȱȱSixȱcommonȱexplanationsȱfoundȱinȱtheȱ
literatureȱmayȱbeȱlabeledȱas:ȱȱgenderȱschemas,ȱmenȱasȱtheȱnorm,ȱaccumulativeȱ
disadvantage,ȱglassȱceiling,ȱsecondȱshift,ȱandȱoldȱboys’ȱnetwork.ȱȱTheseȱ
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explanationsȱareȱallȱpartial;ȱtheyȱoverlapȱandȱcomplementȱeachȱotherȱinȱvariousȱ
ways.ȱ

GenderȱSchemas.ȱȱValianȱhasȱdevelopedȱaȱcognitiveȱinterpretationȱofȱgenderȱ
inequities.ȱȱSheȱarguesȱthatȱweȱhaveȱdifferentȱunderstandingsȱofȱtheȱ
psychologicalȱtraitsȱofȱmenȱandȱwomen.ȱȱ“Weȱthinkȱofȱmalesȱasȱcapableȱofȱ
independentȱaction,ȱasȱorientedȱtoȱtheȱtaskȱatȱhand,ȱandȱasȱdoingȱthingsȱforȱaȱ
reason.ȱȱWeȱthinkȱofȱfemalesȱasȱnurturing,ȱexpressive,ȱandȱbehavingȱ
communally”ȱ(2004:208).ȱȱSuchȱgenderȱschemasȱshapeȱourȱtreatmentȱofȱfaculty.ȱȱ
Theyȱ“skewȱourȱperceptionsȱandȱevaluationsȱofȱmenȱandȱwomen,ȱcausingȱusȱtoȱ
overrateȱmenȱandȱunderrateȱwomen”ȱ(2004:208).ȱȱȱ

MenȱasȱtheȱNorm.ȱȱBailynȱaddsȱaȱconsiderationȱofȱinstitutionalȱideologiesȱandȱ
practices.ȱȱSheȱarguesȱthatȱ“theȱacademyȱisȱanchoredȱinȱassumptionsȱaboutȱ
competenceȱandȱsuccess…ȱconstructedȱaroundȱtheȱlifeȱexperiencesȱofȱmen,ȱandȱ
aroundȱaȱvisionȱofȱmasculinityȱasȱtheȱnormal,ȱuniversalȱrequirementȱofȱ
universityȱlife”ȱ(2003:143).ȱȱForȱinstance,ȱsheȱnotesȱtheȱexpectationȱforȱscientistsȱtoȱ
beȱassertiveȱandȱcompetitiveȱratherȱthanȱcollaborative;ȱandȱtheȱresultingȱdoubleȱ
bindȱforȱwomenȱwho,ȱifȱtheyȱareȱnotȱassertive,ȱdoȱnotȱgainȱrecognition,ȱyetȱifȱtheyȱ
areȱassertive,ȱareȱ“moreȱlikelyȱtoȱbeȱseenȱasȱdifficultȱandȱdisagreeable”ȱ(Georgiȱ
2000,ȱquotedȱinȱBailynȱ2003:143).ȱȱBailynȱfurtherȱpointsȱoutȱthatȱaȱcultureȱofȱ
competitionȱmayȱbeȱlessȱproductiveȱthanȱaȱcultureȱofȱcollaboration.ȱ

AccumulativeȱDisadvantage.ȱȱClarkȱandȱCorcoranȱ(1986)ȱpostulatedȱaȱ
snowballȱeffectȱinȱwhichȱthoseȱwhoȱstartȱtheirȱcareersȱwithȱcertainȱadvantagesȱ
moreȱeasilyȱaccumulateȱfurtherȱadvantages,ȱwhileȱthoseȱwhoȱstartȱtheirȱcareersȱ
withȱcertainȱdisadvantagesȱfindȱthoseȱaccumulatingȱasȱwell.ȱȱ“Ifȱwomenȱdoȱnotȱ
enrollȱinȱtheȱbestȱgraduateȱprograms,ȱdoȱnotȱreceiveȱparityȱinȱfinancialȱaid,ȱdoȱ
notȱbecomeȱprotégésȱofȱproductive,ȱestablishedȱacademicians,ȱdoȱnotȱhaveȱ
resourcesȱtoȱcarryȱoutȱtheirȱresearchȱandȱscholarlyȱwork,ȱdoȱnotȱpenetrateȱtheȱ
collegialȱnetworksȱwhereȱusefulȱadvice,ȱadvocacy,ȱandȱpatronageȱareȱdispensed,ȱ
andȱsoȱforth,ȱtheyȱmayȱbeginȱwithȱinitialȱdisadvantageȱandȱfindȱthatȱitȱgrowsȱ
withȱtime”ȱ(1986:24).ȱ

GlassȱCeiling.ȱȱBainȱandȱCummingsȱ(2000)ȱconductedȱaȱmacrostatisticalȱ
analysisȱofȱfacultyȱexperiencesȱinȱ10ȱcountries.ȱȱMenȱfaredȱconsistentlyȱbetterȱ
thanȱwomen;ȱ“womenȱconstitute[d]ȱoneȬthirdȱofȱallȱacademics,ȱbutȱamongȱfullȱ
professorsȱonlyȱoneȱofȱeveryȱ10ȱ[wa]sȱaȱwoman…ȱWithinȱanyȱacademicȱsystem,ȱ
theȱhigherȱtheȱprestigeȱofȱanȱinstitution,ȱtheȱlowerȱtheȱproportionȱofȱprofessorsȱ
whoȱ[we]reȱwomen”ȱ(2000:493,ȱ512;ȱGlazerȬRaymoȱ1999).ȱȱTheȱauthorsȱ
characterizedȱthisȱasȱaȱglassȱceiling,ȱandȱconsideredȱsocietal,ȱprofessionalȬ
organizational,ȱandȱinstitutionalȱexplanations.ȱȱInȱtheirȱanalysis,ȱtheȱprofessionalȬ
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organizationalȱfactorsȱheldȱtheȱmostȱexplanatoryȱpower.ȱȱBecauseȱwomenȱonȱ
averageȱtendedȱtoȱoccupyȱpositionsȱthatȱpermittedȱlessȱtimeȱforȱresearchȱ(i.e.ȱtheyȱ
workedȱinȱinstitutionsȱthatȱemphasizedȱteachingȱoverȱresearch;ȱorȱinȱadjunctȱorȱ
partȬtimeȱpositions),ȱtheyȱfacedȱmoreȱbarriersȱinȱrisingȱupȱtheȱprofessionalȱ
hierarchyȱthanȱmen.ȱ

SecondȱShift.ȱȱHochschildȱ(1989)ȱfirstȱlabeledȱtheȱtendencyȱforȱwomenȱinȱtwoȬ
careerȱcouplesȱtoȱdoȱmoreȱhouseworkȱandȱchildcareȱthanȱtheirȱhusbands.ȱȱInȱ
academia,ȱthisȱdoubleȱburdenȱonȱwomenȱisȱassociatedȱwithȱslowerȱcareerȱ
progressȱthanȱmenȱ(ClarkȱandȱCorcoranȱ1986,ȱConleyȱ2005,ȱDragoȱetȱal.ȱ2006).ȱȱ
Womenȱareȱalsoȱmoreȱlikelyȱtoȱexperienceȱcareerȱdisruptionȱthanȱmen,ȱgenerallyȱ
forȱfamilyȱreasons,ȱagainȱslowingȱtheirȱcareerȱprogressȱ(McElrathȱ1992,ȱReaganȱ
1975).ȱ

OldȱBoys’ȱNetwork.ȱȱThisȱconceptȱrefersȱtoȱtheȱtendencyȱforȱmenȱinȱpositionsȱ
ofȱpowerȱinȱtheȱworkplaceȱtoȱdevelopȱrelationshipsȱprimarilyȱwithȱotherȱmen.ȱȱ
Theseȱrelationshipsȱconferȱadvantagesȱinȱtermsȱofȱaccessȱtoȱresources,ȱfavorableȱ
performanceȱevaluations,ȱandȱpromotionȱwithinȱtheȱadministration.ȱȱTheȱ
phenomenonȱhasȱbeenȱwellȬdocumentedȱinȱaȱwideȱrangeȱofȱworkȱenvironments,ȱ
acrossȱaȱwideȱrangeȱofȱcountriesȱ(Wirthȱ2001).ȱȱItȱisȱmentionedȱinȱmanyȱaccountsȱ
ofȱtheȱacademicȱworkplace,ȱalthoughȱitȱdoesȱnotȱappearȱtoȱbeȱhighlyȱtheorizedȱ
(AAUWȱ2004,ȱBakerȱ1999,ȱFriendȱ1999).ȱȱTheȱphenomenonȱisȱsometimesȱframedȱ
asȱ“homosociability”ȱ(Fletcherȱetȱal.ȱ2007).ȱ

Inȱourȱsurvey,ȱweȱfoundȱsupportȱforȱallȱsixȱofȱtheȱaboveȱexplanations.ȱȱ
Chaptersȱ4Ȭ6ȱportrayȱfindingsȱinȱrelationȱtoȱtheseȱframeworks.ȱ
ȱ
1.2.ȱȱAppreciationsȱandȱAcknowledgementsȱȱ

Thisȱprojectȱwasȱcollectivelyȱcarriedȱoutȱbyȱaȱteamȱofȱelevenȱpeople:ȱȱfourȱ
facultyȱmembersȱofȱCOSWAȱandȱsevenȱgraduateȱstudentȱresearchȱassistants.ȱȱTheȱ
teamȱmembersȱwereȱspreadȱoutȱacrossȱfiveȱuniversities.ȱȱTheȱfacultyȱmembers,ȱ
whoȱwereȱallȱelectedȱtoȱCOSWA,ȱwere:ȱȱChristinaȱWassonȱ(UniversityȱofȱNorthȱ
Texas),ȱKeriȱBrondoȱ(initiallyȱatȱMichiganȱStateȱUniversity,ȱthenȱatȱUniversityȱofȱ
Memphis),ȱBarbaraȱLeMasterȱ(CaliforniaȱStateȱUniversity,ȱLongȱBeach),ȱandȱ
TrudyȱTurnerȱ(UniversityȱofȱWisconsin,ȱMilwaukee).ȱȱChristinaȱWassonȱledȱtheȱ
effort.ȱȱInȱaddition,ȱKathleenȱTerryȬSharp,ȱDirectorȱofȱAcademicȱRelationsȱofȱtheȱ
AAA,ȱworkedȱcloselyȱwithȱusȱthroughoutȱtheȱproject.ȱȱTheȱgroupȱworkedȱ
togetherȱoverȱaȱperiodȱofȱnearlyȱthreeȱyearsȱviaȱaȱseriesȱofȱemails,ȱ
teleconferences,ȱandȱmeetingsȱatȱconferences,ȱbuildingȱaȱstrongȱsenseȱofȱ
communityȱinȱtheȱprocess.ȱȱAsȱBeharȱnoted,ȱ“collaborativeȱworkȱhasȱalwaysȱbeenȱ
aȱkeyȱpartȱofȱfeministȱpractice”ȱ(Beharȱ1995:21,ȱWassonȱ2006).ȱ
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Asȱteamȱleader,ȱI,ȱChristinaȱWasson,ȱwouldȱlikeȱtoȱextendȱdeepȱappreciationȱ
toȱtheȱotherȱmembersȱofȱCOSWAȱwhoȱvolunteeredȱtoȱparticipateȱinȱthisȱeffort.ȱȱ
Forȱtheȱfacultyȱparticipants,ȱworkingȱonȱsuchȱaȱlargeȬscaleȱvolunteerȱ“service”ȱ
assignmentȱwasȱchallengingȱgivenȱthatȱtheyȱwereȱsimultaneouslyȱfacingȱotherȱ
workȱpressuresȱinȱtermsȱofȱresearchȱandȱadministration.ȱȱKeriȱBrondoȱmovedȱ
fromȱstudentȱstatus,ȱtoȱaȱnonȬtenureȱtrackȱroleȱatȱherȱalmaȱmater,ȱtoȱaȱtenureȬ
trackȱpositionȱatȱaȱdifferentȱuniversity.ȱȱBarbaraȱLeMasterȱwasȱaskedȱtoȱbecomeȱ
chairȱofȱbothȱtheȱanthropologyȱdepartmentȱandȱtheȱlinguisticsȱdepartmentȱatȱ
CSULB,ȱandȱacceptedȱtheȱformerȱrole.ȱȱTrudyȱTurnerȱbecameȱpresidentȬelectȱandȱ
thenȱpresidentȱofȱtheȱBiologicalȱAnthropologyȱSectionȱofȱtheȱAmericanȱ
AnthropologicalȱAssociation.ȱȱIȱadvancedȱfromȱassistantȱtoȱassociateȱprofessor.ȱȱIȱ
alsoȱwantȱtoȱthankȱBarbaraȱLeMasterȱandȱTrudyȱTurner,ȱseniorȱmembersȱofȱtheȱ
team,ȱforȱprovidingȱvaluableȱmentoringȱtoȱKeriȱBrondoȱandȱmyselfȱinȱwaysȱthatȱ
wentȱwellȱbeyondȱtheȱsurveyȱproject.ȱȱȱ

WeȱCOSWAȱmembersȱwouldȱallȱlikeȱtoȱexpressȱtremendousȱappreciationȱtoȱ
KathleenȱTerryȬSharpȱforȱherȱkeenȱinsightsȱandȱendlessȱpatience.ȱȱInȱherȱ
dedicationȱandȱcommittedȱparticipationȱinȱtheȱproject,ȱsheȱwasȱtrulyȱaȱmemberȱofȱ
ourȱteam.ȱ

Furthermore,ȱweȱcouldȱnotȱhaveȱaccomplishedȱtheȱanalysisȱwithoutȱtheȱ
assistanceȱofȱourȱresearchȱassistants.ȱȱTogetherȱtheyȱputȱhundredsȱofȱhoursȱintoȱ
thisȱproject,ȱandȱweȱareȱmostȱgratefulȱtoȱallȱofȱthemȱforȱparticipatingȱwithȱ
wonderfulȱenergyȱandȱthoughtfulness.ȱȱWeȱespeciallyȱwishȱtoȱacknowledgeȱtheȱ
workȱofȱMaiaȱCudhea,ȱwhoȱledȱtheȱquantitativeȱanalysis,ȱdevelopedȱtheȱ
appendices,ȱandȱhelpedȱeditȱtheȱchapters,ȱandȱKellyȱMoran,ȱwhoȱledȱtheȱ
qualitativeȱanalysis.ȱȱMaiaȱisȱaȱPh.D.ȱstudentȱinȱsociologyȱatȱtheȱUniversityȱofȱ
NorthȱTexasȱ(UNT).ȱȱKellyȱwasȱaȱmaster’sȱstudentȱinȱanthropologyȱatȱUNTȱwhenȱ
sheȱworkedȱonȱtheȱproject;ȱsheȱhasȱsinceȱgraduatedȱandȱisȱnowȱaȱResearchȱ
ScientistȱatȱPerceptiveȱSciences.ȱȱȱ

Inȱaddition,ȱweȱwouldȱlikeȱtoȱthankȱInezȱAdamsȱforȱleadingȱtheȱcodingȱofȱtheȱ
openȬendedȱquestions.ȱȱSheȱisȱaȱPh.D.ȱstudentȱatȱMichiganȱStateȱUniversityȱ
(MSU).ȱȱInȱaddition,ȱAndreaȱMcCoy,ȱMeganȱKo,ȱandȱMariaȱRavieleȱprovidedȱ
helpfulȱearlyȱworkȱonȱtheȱquantitativeȱanalysis.ȱȱAndreaȱwasȱaȱmaster’sȱstudentȱ
inȱanthropologyȱatȱUNT;ȱsheȱnowȱworksȱforȱeȬRewards,ȱInc.ȱȱMeganȱKoȱwasȱanȱ
undergraduateȱinȱanthropologyȱatȱUNT;ȱsheȱnowȱworksȱforȱJLȱMcGregorȱ&ȱ
Company.ȱȱMariaȱisȱaȱPh.D.ȱstudentȱinȱanthropologyȱatȱMSU.ȱȱFinally,ȱTomokoȱ
Matsumoto,ȱaȱmaster’sȱstudentȱinȱanthropologyȱatȱCaliforniaȱStateȱUniversity,ȱ
LongȱBeach,ȱcontributedȱaȱvaluableȱfirstȱdraftȱofȱtheȱopenȬendedȱquestionȱcodes.ȱȱȱ
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WeȱwouldȱalsoȱlikeȱtoȱthankȱCynthiaȱCready,ȱAssistantȱProfessorȱofȱSociologyȱ
atȱtheȱUniversityȱofȱNorthȱTexas,ȱforȱgenerouslyȱadvisingȱMaiaȱCudheaȱinȱtheȱ
quantitativeȱanalysis.ȱ

Finally,ȱweȱexpressȱourȱappreciationȱtoȱKeithȱOwensȱforȱdesigningȱtheȱ
formattingȱforȱthisȱreport.ȱȱHisȱeffortsȱgreatlyȱenhancedȱtheȱreport’sȱreadabilityȱ
andȱattractiveness.ȱȱKeithȱOwensȱisȱAssistantȱProfessorȱinȱCommunicationȱ
DesignȱatȱtheȱUniversityȱofȱNorthȱTexas.ȱ

Theȱworkȱofȱourȱresearchȱassistantsȱwasȱfinanciallyȱsupportedȱbyȱseveralȱ
sources,ȱwhichȱweȱgratefullyȱacknowledge.ȱȱWeȱreceivedȱsupportȱfromȱtheȱ
AmericanȱAnthropologicalȱAssociation;ȱtheȱDeanȱofȱtheȱCollegeȱofȱPublicȱAffairsȱ
andȱCommunityȱService,ȱUniversityȱofȱNorthȱTexas;ȱtheȱDeanȱofȱtheȱCollegeȱofȱ
SocialȱScience,ȱMichiganȱStateȱUniversity;ȱandȱtheȱDeanȱofȱtheȱCollegeȱofȱLiberalȱ
Arts,ȱCaliforniaȱStateȱUniversity,ȱLongȱBeach.ȱȱWithoutȱallȱofȱthisȱfinancialȱ
support,ȱtheȱanalysisȱofȱtheȱsurveyȱdataȱwouldȱnotȱhaveȱbeenȱpossible.ȱ

ȱ
1.3.ȱȱInvitationȱtoȱFurtherȱResearchȱ

Weȱareȱopenȱtoȱsharingȱourȱdataȱwithȱresearchersȱwhoȱwouldȱlikeȱtoȱconductȱ
furtherȱanalyses,ȱassumingȱthatȱscholarlyȱcriteriaȱrelatingȱtoȱconfidentialityȱandȱ
protectionȱofȱhumanȱsubjectsȱareȱmet.ȱȱPleaseȱcontactȱChristinaȱWassonȱifȱyouȱ
wishȱtoȱexploreȱthisȱpossibility,ȱatȱcwasson@unt.edu.ȱȱ

ȱ
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2.ȱȱMethodsȱ
ȱ
2.1.ȱȱDesignȱofȱSurveyȱ

TheȱdesignȱofȱtheȱCOSWAȱacademicȱclimateȱsurveyȱwasȱbasedȱonȱanȱ
academicȱclimateȱsurveyȱdevelopedȱbyȱtheȱAssociationȱforȱWomenȱinȱScienceȱ
(AWIS).ȱȱAWISȱkindlyȱgaveȱusȱpermissionȱtoȱuseȱtheirȱformat,ȱandȱweȱwouldȱlikeȱ
toȱexpressȱourȱappreciationȱtoȱthem.ȱȱHowever,ȱweȱmodifiedȱtheȱAWISȱsurveyȱinȱ
orderȱtoȱ1)ȱadaptȱitȱtoȱtheȱcontextȱofȱanthropologistsȱandȱ2)ȱgroupȱquestionsȱinȱaȱ
wayȱthatȱwouldȱhelpȱtheȱsurveyȱflowȱnaturallyȱfromȱtheȱpointȱofȱviewȱofȱ
respondents.ȱȱInȱtheȱlatterȱtaskȱweȱwereȱespeciallyȱassistedȱbyȱKathleenȱTerryȬ
Sharp,ȱDirectorȱofȱAcademicȱRelationsȱforȱtheȱAmericanȱAnthropologicalȱ
Association.ȱȱTheȱfinalȱversionȱofȱtheȱsurveyȱconsistedȱofȱ50ȱmultipleȬchoiceȱ
questionsȱandȱ6ȱopenȬendedȱquestions.ȱȱItȱwasȱorganizedȱaroundȱsixȱareasȱofȱ
facultyȱexperienceȱrelatedȱtoȱ“academicȱclimate”:ȱ
x Currentȱacademicȱappointmentȱ
x Workȱenvironmentȱ
x Careerȱhistoryȱ
x Futureȱcareerȱpathȱ
x Generalȱreflectionsȱ
x Demographicȱinformationȱ

Theȱsurveyȱtookȱaboutȱ15ȱminutesȱtoȱcomplete.ȱȱSeeȱAppendixȱAȱforȱaȱ
completeȱlistȱofȱsurveyȱquestions.ȱȱȱ
ȱ
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2.2.ȱȱAdministrationȱofȱSurveyȱ
Theȱsurveyȱwasȱadministeredȱonlineȱinȱlateȱfallȱ2005ȱandȱearlyȱspringȱ2006.ȱȱ

InvitationsȱwereȱemailedȱtoȱAAAȱmembers.ȱȱTheȱsurveyȱwasȱadministeredȱinȱtwoȱ
roundsȱ(seeȱFigureȱ2.1).ȱInȱRoundȱ1,ȱonlyȱAAAȱmembersȱwhoȱhadȱindicatedȱinȱ
theȱmembershipȱdatabaseȱthatȱtheyȱwereȱfacultyȱatȱuniversitiesȱreceivedȱtheȱ
invitationȱ(includingȱnonȬtenureȬtrack,ȱtenureȬtrack,ȱandȱtenuredȱfaculty).ȱȱ
However,ȱmanyȱAAAȱmembersȱhadȱnotȱindicatedȱtheirȱstatusȱinȱtheȱmembershipȱ
database.ȱȱTherefore,ȱtheȱinvitationȱwentȱoutȱtoȱonlyȱ1873ȱpeople,ȱofȱwhomȱ220ȱ
responded.ȱ

Becauseȱweȱwereȱnotȱsatisfiedȱwithȱtheȱnumberȱofȱrespondents,ȱweȱdecidedȱ
toȱrunȱtheȱsurveyȱagain.ȱȱTheȱsecondȱtime,ȱweȱemailedȱtheȱinvitationȱtoȱallȱAAAȱ
membersȱexceptȱthoseȱwhoȱhadȱindicatedȱthatȱtheyȱwereȱstudentsȱorȱpractitioners,ȱ
bringingȱtheȱgroupȱtoȱ5212.ȱȱFromȱthisȱgroup,ȱweȱreceivedȱaȱfurtherȱ723ȱ
responses.ȱȱInȱtotalȱthen,ȱweȱreceivedȱ943ȱresponses,ȱaboutȱ18%ȱofȱtheȱpotentialȱ
respondents.ȱ
ȱ
Figureȱ2.1.ȱȱAdministrationȱofȱSurvey.ȱ
ȱ DatesȱOpenȱ NumberȱWhoȱReceivedȱInvitationȱtoȱ

Participateȱ
Numberȱofȱ
Respondentsȱ

Roundȱ1ȱ 11/07/2005Ȭ11/25/2005ȱ 1873ȱ 220ȱ
Roundȱ2ȱ 3/2006Ȭ4/2006ȱ 5212ȱȱȱ 723ȱ
TOTALȱ ȱ 5212ȱ 943
ȱ

Byȱanȱunfortunateȱchance,ȱtheȱAAAȱchangedȱprovidersȱforȱitsȱonlineȱsurveysȱ
betweenȱRoundȱ1ȱandȱRoundȱ2ȱofȱtheȱsurvey.ȱȱThisȱmeantȱthatȱtheȱsurveyȱhadȱtoȱ
beȱcompletelyȱreconstructedȱforȱRoundȱ2.ȱȱInȱtheȱprocess,ȱcertainȱinconsistenciesȱ
wereȱintroducedȱbetweenȱtheȱtwoȱversions.ȱȱThisȱissueȱwillȱbeȱaddressedȱinȱtheȱ
bodyȱofȱtheȱreportȱwhereverȱitȱisȱrelevant.ȱ
ȱ
2.3.ȱȱQuantitativeȱAnalysisȱ

Theȱsurveyȱincludedȱfiftyȱquantitativeȱquestions,ȱandȱsixȱopenȬendedȱ
questionsȱwhichȱthroughȱcodingȱwereȱalsoȱmadeȱamenableȱtoȱquantitativeȱ
analysis.ȱȱResearchȱAssistantȱMaiaȱCudheaȱledȱtheȱquantitativeȱanalysisȱofȱtheȱ
survey,ȱstartingȱinȱSeptemberȱ2007.ȱȱSheȱisȱaȱPh.D.ȱstudentȱinȱsociologyȱatȱtheȱ
UniversityȱofȱNorthȱTexas.ȱȱInȱdevelopingȱherȱanalysis,ȱMaiaȱworkedȱcloselyȱwithȱ
CynthiaȱCready,ȱaȱprofessorȱinȱsociologyȱwithȱexpertiseȱinȱquantitativeȱmethods;ȱ
theirȱcollaborationȱwasȱformalizedȱasȱanȱindependentȱstudyȱcourseȱinȱfallȱ2007.ȱ



13ȱ
ȱ

Maiaȱgroupedȱtheȱquantitativeȱanalysisȱintoȱfiveȱthemesȱwhichȱcloselyȱ
followedȱtheȱorganizationȱofȱtheȱsurvey:ȱ

ȱ
DemographicsȱofȱtheȱSampleȱȱ
GenderȱandȱRaceȱDifferencesȱinȱAppointmentȱStatusȱ
WorkȱEnvironmentȱ
CareerȱHistoryȱandȱFutureȱExpectationsȱ
GeneralȱReflectionsȱandȱMiscellaneousȱ

ȱ
Theseȱthemesȱformedȱtheȱbasisȱforȱtheȱorganizationȱofȱthisȱreport.ȱ
ȱ
2.3.1.ȱȱQuantitativeȱCodingȱ

Theȱvastȱmajorityȱofȱitemsȱforȱtheȱbulkȱofȱthisȱsurveyȱwereȱcodedȱalmostȱ
exactlyȱasȱtheyȱappearedȱonȱtheȱoriginalȱinstrument.ȱȱForȱexample,ȱonȱtheȱfirstȱ
sectionȱitemȱaskingȱaboutȱwhetherȱtheȱrespondentȱconsidersȱthemselvesȱandȱ
appliedȱanthropologist,ȱresponsesȱwereȱsimplyȱcodedȱyesȱ=ȱ1,ȱnoȱ=ȱ0,ȱorȱmissing.ȱȱ
Onȱotherȱitems,ȱsmallȱchangesȱwereȱmadeȱinȱtheȱcodingȱtoȱbetterȱreflectȱtheȱgoalsȱ
ofȱanalysis.ȱȱForȱinstance,ȱtheȱitemȱaskingȱaboutȱdisciplineȱofȱprimaryȱdepartmentȱ
appointmentȱandȱtheȱitemȱaskingȱaboutȱjointȱappointmentsȱwereȱcombinedȱasȱaȱ
jointȱindicatorȱofȱhavingȱaȱlowerȬstatusȱappointment.ȱȱIfȱaȱrespondentȱansweredȱ
“yes”ȱtoȱhavingȱaȱjointȱappointmentȱORȱifȱtheyȱindicatedȱtheirȱprimaryȱ
departmentȱappointmentȱasȱoneȱotherȱthanȱanthropology,ȱtheyȱwereȱcodedȱasȱ
“extraȬanthropologicalȱappointment”ȱ=ȱ1;ȱthoseȱwhoȱdidȱnotȱwereȱcodedȱ0.ȱȱȱ

Completeȱandȱdetailedȱinformationȱonȱtheȱcodingȱandȱindividualȱfrequenciesȱ
ofȱeachȱitemȱcanȱbeȱfoundȱinȱtheȱsurveyȱcodebookȱ(AppendixȱB).ȱȱTheȱvariablesȱ
discussedȱinȱthisȱsectionȱareȱthoseȱthatȱwereȱconstructed,ȱalongȱwithȱtheȱmajorȱ
demographicȱvariables.ȱ

ȱ
WorkȱEnvironmentȱ

Thisȱanalysisȱusedȱfiveȱmainȱconstructedȱvariables,ȱallȱdesignedȱtoȱcaptureȱ
respondents’ȱimpressionsȱofȱtheirȱworkȱenvironmentȱ(seeȱSectionȱ5ȱforȱfindings).ȱȱ
Initially,ȱindividualȱitemsȱwereȱgroupedȱintoȱcategoriesȱbasedȱonȱtheirȱgroupingȱ
onȱtheȱsurveyȱinstrument.ȱȱAsȱtestsȱforȱindexȱreliabilityȱandȱinterȬitemȱcorrelationȱ
wereȱbegun,ȱitȱbecameȱincreasinglyȱclearȱthatȱthereȱwasȱmoreȱassociationȱacrossȱ
someȱofȱtheȱitemsȱthanȱwithinȱthem.ȱȱAsȱsuch,ȱnewȱgroupingsȱwereȱtestedȱtoȱseeȱ
whichȱvariablesȱwereȱbestȱcorrelated.ȱȱInȱtheȱend,ȱtheȱsubȬitemsȱwereȱgroupedȱ
accordingȱtoȱtwoȱkeyȱprinciples.ȱȱȱ

First,ȱsubȬitemsȱrelatingȱtoȱpolicyȱandȱprogramȱwereȱseparatedȱfromȱthoseȱ
relatingȱtoȱactualȱactivitiesȱandȱinteractions.ȱȱNext,ȱwithinȱtheȱpolicyȱandȱ
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programȱarea,ȱitemsȱwereȱfurtherȱsubdividedȱintoȱthoseȱwhichȱaddressedȱ
“traditionalȱequity”ȱareasȱofȱopportunityȱ(likeȱaffirmativeȱactionȱofficers,ȱchildȱ
care,ȱmedicalȱleave,ȱcareerȱopportunities,ȱetc.)ȱversusȱthoseȱwhichȱaddressedȱ
issuesȱofȱjobȱevaluationȱandȱpromotionȱ(likeȱserviceȱandȱteachingȱrequirements,ȱ
evaluationȱsystems,ȱetc.).ȱȱThoseȱsubȬitemsȱwhichȱdealtȱwithȱactualȱactivitiesȱandȱ
interactionsȱwereȱalsoȱdivided.ȱȱTheseȱitemsȱmoreȱcloselyȱcorrespondedȱwithȱtheȱ
orderingȱofȱquestionsȱonȱtheȱoriginalȱsurvey,ȱthisȱtimeȱintoȱthreeȱareas.ȱȱAllȱofȱtheȱ
subȬitemsȱonȱQB12ȱaskedȱtheȱrespondentȱaboutȱhowȱmuchȱjobȱsupportȱandȱ
trainingȱtheirȱdepartmentȱwasȱactivelyȱinvolvedȱinȱprovidingȱthemȱandȱtheseȱ
wereȱcombined.ȱȱTheȱremainingȱtwoȱindicesȱdealȱwithȱrespondents’ȱimpressionsȱ
ofȱinteractionsȱamongȱindividualsȱinȱtheirȱdepartment,ȱsplitȱbetweenȱjuniorȬ
seniorȱfacultyȱinteractionsȱ(itemȱQB15,ȱprimarilyȱmentoringȱactivities)ȱandȱtheȱ
levelȱofȱcollegialityȱinȱgeneralȱfacultyȱinteractionȱ(itemȱQB18).ȱ

Allȱfiveȱindicesȱwereȱtestedȱforȱreliability.ȱȱCompleteȱdetailsȱonȱtheȱreliabilityȱ
andȱdistributionȱofȱtheseȱindicesȱcanȱalsoȱbeȱfoundȱinȱtheȱcodebook.ȱȱTheȱcodingȱ
ofȱdemographicȱvariablesȱinȱtheȱfinalȱsectionȱisȱalsoȱworthyȱofȱdiscussionȱhere,ȱ
particularlyȱsinceȱtheseȱcanȱbeȱcontentiousȱamongȱscholars.ȱ

ȱ
Genderȱ

Asȱmuchȱasȱpossible,ȱtheȱcodingȱofȱtheȱvariablesȱstrivedȱtoȱcorrespondȱwithȱ
theirȱoriginalȱwordingȱandȱplacement.ȱȱHowever,ȱseveralȱsubstantialȱchangesȱdidȱ
becomeȱnecessary.ȱȱForȱinstance,ȱalthoughȱonȱitemȱQF46ȱ(askingȱforȱrespondent’sȱ
gender)ȱtheȱoptionȱ“other”ȱwasȱincluded,ȱresponsesȱofȱotherȱand/orȱmissingȱ
couldȱnotȱbeȱadequatelyȱanalyzedȱdueȱtoȱtheirȱinfrequencyȱ(thereȱwereȱonlyȱ1ȱ
“other”ȱandȱ5ȱ“missing”ȱrespondents).ȱȱAlthoughȱtheȱdesignersȱandȱanalyzersȱofȱ
thisȱsurveyȱareȱawareȱthat,ȱinȱreality,ȱneitherȱsexȱnorȱgenderȱisȱaȱtrulyȱ
dichotomousȱtrait,ȱtheȱpopulationȱofȱthisȱanalyticȱsampleȱpreventsȱaȱmoreȱopenȬ
endedȱanalysisȱofȱsexȱandȱgenderȱpossibilities.ȱȱȱ

ȱ
RaceȱandȱEthnicityȱ

ItemȱQF48,ȱtheȱitemȱaskingȱforȱraceȱidentity,ȱalsoȱrequiredȱaȱmoreȱconflatedȱ
approachȱthanȱideal.ȱȱSinceȱmoreȱthanȱ87%ȱofȱrespondentsȱeitherȱreportedȱtheirȱ
raceȱasȱwhiteȱorȱdeclinedȱtoȱanswer,ȱtheȱremainingȱpopulationȱofȱpeopleȱofȱcolorȱ
inȱtheȱsampleȱwasȱextremelyȱsmall.ȱȱForȱinstance,ȱoutȱofȱ943ȱrespondents,ȱonlyȱ15ȱ
identifiedȱasȱAfricanȬAmericanȱorȱblackȱ(andȱonlyȱ5ȱofȱthoseȱwereȱmales).ȱȱGivenȱ
suchȱsmallȱsamplesȱforȱmostȱracialȱgroups,ȱgroupȱbyȱgroupȱcomparisonȱwasȱnotȱ
reasonable.ȱȱAsȱsuch,ȱrespondentsȱwereȱcategorizedȱasȱwhiteȱorȱnonȬwhiteȱonȱtheȱ
“race”ȱvariable.ȱȱAlthoughȱthisȱcompressionȱalmostȱcertainlyȱhidesȱimportantȱ
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distinctionsȱamongȱtheȱraceȱgroups,ȱitȱcanȱstillȱhaveȱaȱgreatȱdealȱofȱvalueȱifȱweȱ
considerȱitȱdifferently.ȱȱItȱisȱsuggestedȱthatȱtheȱreaderȱapproachȱthisȱparticularȱ
operationalizationȱofȱraceȱnotȱasȱaȱmeasureȱofȱraceȱitself,ȱbutȱasȱaȱmeasureȱofȱ
whiteness,ȱorȱmoreȱimportantly,ȱwhiteȱprivilege.ȱȱȱ

Itȱshouldȱalsoȱbeȱnotedȱthatȱthisȱsampleȱhadȱanȱunusuallyȱhighȱpercentageȱ
(bothȱforȱtheȱpopulationȱinȱgeneralȱandȱforȱAAAȱmembers)ȱofȱbiȬȱandȱmultiȬȱ
racialȱrespondentsȱ(approximatelyȱ7%ȱofȱthoseȱansweringȱtheȱitem).ȱȱBecauseȱofȱ
this,ȱaȱraceȱvariableȱwhichȱcodedȱparticipantsȱasȱsingleȱorȱmultiȱracialȱwasȱ
initiallyȱusedȱalongsideȱtheȱoneȱdescribedȱabove.ȱȱHowever,ȱoverȱtheȱcourseȱofȱ
itemȱanalysis,ȱthisȱvariableȱconsistentlyȱfailedȱtoȱshowȱanyȱpatternedȱdifferenceȱ
betweenȱtheȱgroupsȱandȱitȱwasȱdropped.ȱȱȱȱ

Additionally,ȱvariationȱbasedȱonȱethnicityȱwasȱnotȱanalyzedȱbecauseȱtheȱnonȬ
responseȱrateȱforȱthisȱitemȱwasȱsoȱhighȱ(almostȱ1/3).ȱȱTheȱremainingȱquestions,ȱonȱ
age,ȱmaritalȱstatus,ȱnumber/ageȱofȱchildren,ȱandȱstatusȱasȱaȱcaregiverȱwereȱcodedȱ
asȱtheyȱappearedȱonȱtheȱsurveyȱitem.ȱȱMoreȱdetailsȱonȱotherȱindividualȱitems,ȱ
theirȱcodingȱandȱconstruction,ȱandȱtheirȱfrequenciesȱcanȱbeȱfoundȱinȱtheȱ
codebook.ȱ
ȱ
2.3.2.ȱȱQuantitativeȱAnalysisȱMethodsȱ

Itemȱanalysisȱwasȱveryȱcloselyȱcorrelatedȱwithȱtheȱconstructionȱofȱtheȱsurveyȱ
andȱitsȱsectionsȱ(withȱtheȱexceptionȱofȱtheȱfinalȱsectionȱonȱdemographics,ȱwhichȱ
wasȱcodedȱandȱanalyzedȱfirstȱforȱobviousȱreasons)ȱand,ȱforȱtheȱmostȱpart,ȱsimplyȱ
proceededȱthroughȱeachȱsectionȱitemȱbyȱitem.ȱȱIndividualȱitemsȱwereȱanalyzedȱ
primarilyȱusingȱcrosstabulationsȱwithȱbothȱraceȱandȱsexȱseparately,ȱasȱwellȱinȱ
combination,ȱandȱcalculationsȱofȱgammaȱ(theȱassociationȱbetweenȱtheȱitemȱinȱ
questionȱandȱraceȱand/orȱsex).ȱȱIndexȱvariables,ȱasȱwellȱasȱnumericȱvariablesȱ(likeȱ
numberȱofȱchildrenȱorȱyearsȱasȱaȱpostdoc),ȱwereȱanalyzedȱusingȱtwoȬtailedȱtȬtests.ȱȱ
Theseȱmeanȱcomparisonsȱwereȱalsoȱmadeȱonȱtheȱbasisȱofȱbothȱraceȱandȱsexȱ
groups,ȱbothȱaloneȱandȱinȱcombination.ȱȱAllȱcalculationsȱwereȱtestedȱforȱstatisticalȱ
significanceȱatȱtheȱalphaȱ=ȱ.05ȱlevel.ȱȱȱȱAllȱanalysisȱwasȱconductedȱusingȱSPSS,ȱ
versionȱ14.0.ȱȱȱ
ȱ
2.4.ȱȱQualitativeȱAnalysisȱ

TheȱsurveyȱincludedȱsixȱopenȬendedȱquestions.ȱȱResearchȱassistantsȱInezȱ
AdamsȱandȱKellyȱMoranȱdevelopedȱcodesȱtoȱanalyzeȱtheȱresponsesȱtoȱtheseȱ
questions,ȱinȱconsultationȱwithȱtheȱfacultyȱmembersȱonȱourȱteam.ȱȱWeȱdiscussedȱ
andȱfinalizedȱtheȱcodesȱviaȱaȱseriesȱofȱphoneȱcallsȱinȱearlyȱ2007.ȱȱInezȱenteredȱtheȱ
codesȱintoȱtheȱSPSSȱdatabase,ȱforȱquantitativeȱanalysis.ȱȱKellyȱcodedȱtheȱ
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responsesȱtoȱtheȱopenȬendedȱquestionsȱinȱAtlas.tiȱforȱqualitativeȱanalysis.ȱȱAtlas.tiȱ
isȱaȱqualitativeȱanalysisȱsoftwareȱprogram.ȱ

UsingȱAtlas.ti,ȱKellyȱanalyzedȱtheȱresponsesȱtoȱtheȱopenȬendedȱquestionsȱtoȱ
identifyȱpatterns.ȱȱSheȱgroupedȱtheȱqualitativeȱfindingsȱintoȱthirteenȱthemes,ȱ
mostȱofȱwhichȱcombinedȱseveralȱcodes.ȱȱHereȱareȱtheȱthemes,ȱwithȱtheȱrelevantȱ
codesȱlistedȱunderȱeach:ȱ

ȱ
“Student”ȱThemeȱ
y StuEvlWm:ȱStudentsȱevaluateȱwomenȱmoreȱharshlyȱthenȱmen.ȱȱ
y Students:ȱGenderȱfacilitatedȱprofessorȬstudentȱrelationships.ȱȱ
y StuNurtr:ȱStudentsȱexpectȱfemaleȱprofessorsȱtoȱbeȱnurturing.ȱȱ
y LsRspctS:ȱStudentsȱrespectȱfemaleȱprofessorsȱlessȱthenȱtheyȱdoȱmaleȱprofessors.ȱȱȱ
“ProfessionalȱGrowthȱHindered”ȱThemeȱ
y AsStudnt:ȱȱRespondentȱtalkedȱaboutȱfacingȱgenderȬrelatedȱchallengesȱwhileȱinȱgraduateȱschool.ȱȱȱ
y LssMentr:ȱȱWomenȱreceiveȱlessȱmentoringȱthanȱmenȱdo.ȱ
y SlowProm:ȱȱSlowerȱtoȱbeȱrecommendedȱforȱpromotionȱthanȱmaleȱcolleagues.ȱȱIncludesȱfemaleȱ
respondentsȱwhoȱtookȱlegalȱactionȱinȱorderȱtoȱgetȱpromotions.ȱ

y WmAcomp:ȱȱWomen’sȱaccomplishmentsȱnotȱseenȱasȱreadily;ȱtheyȱhaveȱtoȱworkȱharderȱandȱdoȱ
moreȱthanȱmenȱtoȱreceiveȱequalȱrecognition.ȱȱTranslatesȱtoȱtangibleȱaccomplishments,ȱsuchȱasȱ
thoseȱthatȱoneȱmightȱputȱonȱaȱCV.ȱȱ

“Women’sȱRole”ȱCodeȱ
y WmnRole:ȱRespondentȱtalkedȱaboutȱothers’ȱexpectationsȱofȱwomenȱandȱtheȱrolesȱthatȱtheyȱ
shouldȱplayȱ–ȱfamilial,ȱadministrative,ȱ…ȱȱ

“LackȱofȱRespectȱ&ȱNotȱTakenȱSeriously”ȱThemeȱ
y NotTknSer:ȱWomenȱnotȱtakenȱseriously,ȱforȱexampleȱasȱcolleaguesȱonȱcommittees.ȱȱRefersȱtoȱ
faceȬtoȬfaceȱinteractionsȱandȱgeneralȱrespect.ȱȱ

y LsRspctC:ȱMaleȱcolleaguesȱlackȱrespectȱforȱfemaleȱprofessorsȱasȱcomparedȱtoȱthatȱwhichȱthatȱ
haveȱforȱtheirȱmaleȱpeers.ȱȱTheyȱlackȱrespectȱforȱwomen’sȱacademicȱworkȱandȱtheirȱinteractionsȱ
withȱwomenȱareȱoftenȱdisrespectfulȱorȱdomineering.ȱȱ

y LsRspctS:ȱStudentsȱrespectȱfemaleȱprofessorsȱlessȱthanȱtheyȱdoȱmaleȱprofessors.ȱȱ
“BetterȱNow”ȱThemeȱ
y BetterNw:ȱRespondentȱisȱpleasedȱwithȱcurrentȱcareer/jobȱstatus,ȱbutȱhadȱfacedȱchallengesȱbeforeȱ
gettingȱtoȱcurrentȱplaceȱofȱcomfort.ȱIncludesȱpositiveȱreferencesȱtoȱtenure.ȱȱ

y BtrNwQ43:ȱRespondentȱisȱpleasedȱwithȱcurrentȱcareer/jobȱstatus,ȱbutȱfacedȱchallengesȱatȱearlierȱ
pointsȱinȱherȱcareer.ȱȱ

“Timeȱ&ȱFamily”ȱThemeȱ
y TimeCom:ȱOverwhelmingȱcommitmentȱand/orȱcan’tȱbalanceȱfamily.ȱȱ
y Caretkr:ȱInfantȱcare,ȱchildcare,ȱandȱeldercareȱresponsibilitiesȱanȱissueȱforȱsuccess/careerȱ
enjoyment.ȱȱ

y Family:ȱBeingȱmaleȱfreesȱanȱindividualȱfromȱfamilyȱobligations.ȱȱ
y FamilyCmt:ȱChildȱandȱotherȱfamilyȱresponsibilitiesȱthatȱfaculty,ȱparticularlyȱwomen,ȱhaveȱneedȱ
toȱbeȱtakenȱintoȱconsideration.ȱ
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ȱ
“Networksȱ&ȱSupportȱSystems”ȱThemeȱ
y OldBoys:ȱReferencesȱbyȱmaleȱorȱfemaleȱtoȱanȱOldȱBoys’ȱnetwork,ȱpatriarchy,ȱorȱsimilarȱterm.ȱȱ
y WmnInDis:ȱWomenȱinȱtheȱdiscipline.ȱȱRespondentȱmadeȱcommentsȱsuggestingȱthatȱwomenȱareȱ
welcomeȱandȱcomfortableȱinȱtheirȱprofessionalȱenvironmentsȱbecauseȱthereȱareȱmanyȱwomenȱ–ȱ
studentsȱandȱfacultyȱ–ȱthereȱȱ

y AdvNtwrk:ȱGenderȱhasȱbeenȱadvantageousȱbecauseȱrespondentȱhasȱbeenȱableȱtoȱformȱnetworksȱ
withȱsameȬgenderedȱpeers.ȱȱ

“SpecificȱWorkingȬrelatedȱAdvantages”ȱThemeȱ
y Research:ȱGenderȱprovidedȱadvantageȱwhileȱdoingȱfieldworkȱandȱresearchȱ(respect,ȱtrust,ȱ
rapport,ȱetc).ȱȱ

y Students:ȱRespondentȱbelievesȱthatȱhis/herȱgenderȱfacilitatesȱprofessorȬstudentȱrelationships.ȱȱ
*EndedȱupȱasȱaȱcatchȬallȱforȱprofȬstudentȱinteractions,ȱbothȱgoodȱandȱbad.ȱȱ

“ObviousȱBenefitȱorȱNot”ȱThemeȱ
y AdvImMale:ȱMaleȱrespondentsȱonlyȱ–ȱthinkȱthatȱtheyȱhaveȱhadȱadvantagesȱsimplyȱbecauseȱtheyȱ
areȱmale.ȱȱ

y NoAdvWmn:ȱThereȱisȱnoȱadvantageȱtoȱbeingȱaȱwoman.ȱOftenȱwrittenȱalmostȱasȱifȱitȱisȱobviousȱ
thatȱbeingȱaȱwomenȱinȱneverȱadvantageous.ȱȱ

y NoDiscrm:ȱMaleȱrespondentsȱwhoȱspecificallyȱstatedȱthatȱtheyȱwereȱnotȱdiscriminatedȱagainstȱ
becauseȱtheyȱareȱmale.ȱȱ

“Hiringȱ&ȱAffirmativeȱAction”ȱThemeȱ
y AffirAct:ȱSomeȱmenȱfeltȱtheyȱsufferedȱfromȱaffirmativeȱaction.ȱȱAlsoȱincludesȱquotesȱfromȱ
respondentsȱwhoȱdidȱnotȱuseȱtheȱtermȱ“affirmativeȱaction”ȱbutȱsaidȱtheyȱdidȱnotȱreceiveȱjobsȱ
becauseȱofȱquotasȱorȱbecauseȱaȱparticularȱinstitutionȱwantedȱaȱwomanȱinȱtheȱpositionȱtheyȱwereȱ
applyingȱfor.ȱȱȱ

y HireOnly:ȱRespondentȱbelievedȱthatȱgenderȱgrantedȱthemȱaccessȱtoȱaȱposition.ȱȱAppliesȱonlyȱtoȱ
entryȱintoȱanȱinstitution,ȱnotȱtoȱadvancement.ȱȱȱ

y GendPref:ȱCatchȬallȱforȱstatementsȱrelatedȱtoȱgenderȬrelatedȱpreferences.ȱȱIncludesȱspecificȱ
statementsȱaboutȱaffirmativeȱactionȱasȱwellȱasȱmoreȱambiguousȱstatements.ȱȱMayȱcomeȱfromȱ
maleȱorȱfemaleȱrespondentsȱandȱindicateȱdisadvantageȱorȱadvantage.ȱȱȱ

“DiscriminationȱBeyondȱGender”ȱThemeȱ
y Homoph:ȱFeltȱtheȱeffectsȱofȱhomophobia.ȱȱ
y Intersect:ȱIntersectionȱofȱgenderȱwithȱrace,ȱethnicity,ȱclass,ȱage,ȱand/orȱsexualȱorientation.ȱȱ
y DiscOthr:ȱCommentsȱthatȱreflectȱissuesȱofȱdiscriminationȱotherȱthanȱgenderȱ(e.g.ȱrace,ȱsexuality,ȱ
maritalȱstatus,ȱage,ȱprestige).ȱȱ

y OthDscrm:ȱIssues/incidentsȱofȱdiscriminationȱbasedȱonȱsexuality,ȱrace,ȱage,ȱetc.ȱȱ
CodesȱonȱProfessionalȱEnvironmentȱ
y AcadEnvi:ȱAcademicȱenvironmentȱisȱunpleasantȱ(workȱcritiqued,ȱrejected,ȱbadȱpolitics,ȱetc.).ȱ
IncludesȱbusinessȱmodelȱinȱacademiaȱȬȱunsatisfying,ȱproblematic,ȱhadȱchangedȱinȱaȱnegativeȱ
direction.ȱȱ

y InstEnvi:ȱRespondentȇsȱpersonalȱinstitutionȱ(University)ȱinȱunpleasant.ȱPerhapsȱwouldȱlikeȱtoȱ
stayȱinȱsameȱcareer,ȱbutȱwouldȱpreferȱtoȱbeȱatȱaȱdifferentȱinstitution.ȱȱ
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ȱ
“Lov”ȱCodesȱ(Respondentsȱwouldȱchooseȱtheirȱcareerȱpathȱagainȱbecauseȱtheyȱlovedȱsomeȱaspectȱofȱtheirȱwork)ȱ
y LovCreer:ȱPleasedȱwithȱcareer,ȱjob,ȱanthropology,ȱbutȱnotȱspecificȱaboutȱreasonsȱwhy.ȱThisȱcodeȱ
isȱmutuallyȱexclusive!ȱ

y LovFreed:ȱEnjoysȱtheȱindividualȱfreedomȱandȱintellectualȱfreedomȱaffordedȱbyȱacademia.ȱOftenȱ
mentionsȱ“flexibility.”ȱ

y LovTeach:ȱEnjoysȱteaching,ȱresearch,ȱbeingȱaȱscholar.ȱ
ȱ

InȱlateȱspringȬearlyȱsummerȱ2007,ȱKellyȱwroteȱaȱreportȱaboutȱeachȱofȱtheseȱ
themes;ȱherȱworkȱformsȱtheȱbasisȱforȱourȱqualitativeȱanalysisȱinȱtheȱbodyȱofȱtheȱ
report.ȱ

Weȱshouldȱnoteȱthatȱtheȱnumbersȱofȱresponsesȱformingȱaȱqualitativeȱthemeȱ
sometimesȱconstitutedȱaȱrelativelyȱsmallȱpercentageȱofȱtheȱtotalȱnumberȱofȱ
respondents,ȱdueȱtoȱtheȱlargeȱnumbersȱofȱthemesȱarticulatedȱinȱtheȱresponsesȱtoȱ
theȱopenȬendedȱquestions.ȱȱTherefore,ȱtheȱqualitativeȱthemesȱmustȱbeȱregardedȱasȱ
suggestiveȱratherȱthanȱconclusive.ȱ
ȱ
2.5.ȱȱWritingȱtheȱReportȱ

Theȱfacultyȱmembersȱofȱtheȱsurveyȱteamȱcollaboratedȱinȱwritingȱtheȱchaptersȱ
ofȱtheȱfinalȱreport.ȱȱWeȱbasedȱtheȱoverallȱreportȱstructureȱonȱtheȱquantitativeȱ
analysis,ȱwithȱeachȱquantitativeȱthemeȱbecomingȱaȱreportȱchapterȱ(seeȱFigureȱ
2.2.).ȱȱEachȱfacultyȱmemberȱundertookȱtoȱwriteȱoneȱtoȱthreeȱchapters.ȱȱTheirȱmainȱ
taskȱwasȱtoȱintegrateȱtheȱqualitativeȱanalysisȱwithȱtheȱquantitativeȱanalysis;ȱtheȱ
majorityȱofȱtheȱtextȱinȱtheȱbodyȱofȱtheȱreportȱisȱbasedȱonȱtheȱwritingsȱofȱMaiaȱ
CudheaȱforȱtheȱquantitativeȱandȱKellyȱMoranȱforȱtheȱqualitativeȱinterpretations.ȱȱ
Inȱsomeȱcases,ȱtheseȱtwoȱformsȱofȱdataȱilluminatedȱeachȱotherȱinȱinterestingȱ
ways.ȱȱInȱotherȱcases,ȱtheyȱaddressedȱdifferentȱissues.ȱȱAppendixȱDȱprovidesȱ
recommendationsȱforȱhowȱweȱcanȱbetterȱintegrateȱqualitativeȱandȱquantitativeȱ
surveyȱquestionsȱinȱfutureȱacademicȱclimateȱsurveys.ȱȱAlreadyȱnow,ȱhowever,ȱ
theȱfindingsȱinȱthisȱreportȱilluminateȱmanyȱimportantȱpatternsȱinȱtheȱchallengesȱ
facingȱanthropologyȱdepartmentsȱtoday.ȱȱ
ȱ
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Figureȱ2.2.ȱȱIntegrationȱofȱQuantitativeȱandȱQualitativeȱAnalyses.ȱ
ReportȱChapterȱ QuantitativeȱThemesȱ QualitativeȱThemesȱ
1ȱIntroductionȱ GeneralȱReflectionsȱandȱ

Miscellaneous
ObviousȱBenefitȱorȱNotȱ
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3.ȱȱDemographicsȱofȱtheȱSampleȱ
ȱ
3.1.ȱȱIntroductionȱ

Ofȱtheȱ943ȱrespondents,ȱ70%ȱwereȱfemaleȱandȱ30%ȱwereȱmale.ȱȱTheȱmedianȱ
ageȱofȱrespondentsȱwasȱ50.ȱȱMostȱofȱthoseȱwhoȱrespondedȱtoȱtheȱquestionȱaboutȱ
raceȱ(76.5%)ȱwereȱwhite.ȱThereȱwasȱanȱassociationȱbetweenȱbeingȱolderȱandȱmaleȱ
andȱbeingȱwhiteȱandȱolder.ȱȱȱ
ȱ
SourcesȱofȱDataȱ
SectionȱFȱofȱtheȱsurveyȱinstrument,ȱ“DemographicȱInformation,”ȱcontainedȱtheȱ
primaryȱtreatmentȱofȱthisȱsubject.ȱ
ȱ
3.2.ȱȱGenderȱandȱAgeȱ

Seventyȱpercentȱ(70%)ȱofȱallȱrespondentsȱwereȱwomenȱ(Figureȱ3.1.).ȱȱMostȱ
respondentsȱrangedȱinȱageȱfromȱthirtyȱtoȱsixtyȱwithȱaȱmedianȱageȱofȱ
approximatelyȱ50ȱyearsȱ(Figureȱ3.2.).ȱAmongȱrespondentȱmen,ȱ58%ȱareȱoverȱtheȱ
ageȱofȱ50,ȱwhileȱamongȱwomen,ȱ46%ȱareȱoverȱtheȱageȱofȱ50ȱ(Figureȱ3.3.).ȱȱThereȱisȱ
anȱassociationȱamongȱtheȱcategoriesȱofȱwhite,ȱmaleȱandȱolder.ȱȱȱTheȱweak,ȱ
positiveȱassociationȱ(gammaȱ=ȱ.255,ȱp<.001,ȱN=934)ȱbetweenȱbeingȱaȱmanȱandȱ
beingȱolderȱisȱonlyȱsignificantȱforȱwhitesȱ(gammaȱ=ȱ.273,ȱp<.001).ȱHowever,ȱthisȱ
associationȱremainsȱwhenȱgenderȱisȱremoved,ȱsoȱthatȱthereȱisȱalsoȱaȱweakȱ
positiveȱassociationȱbetweenȱbeingȱwhiteȱandȱbeingȱolderȱ(gammaȱ=ȱ.160)ȱthatȱisȱ
statisticallyȱsignificantȱ(pȱ=ȱ.034).ȱȱȱ
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Figureȱ3.1.ȱGenderȱDistributionȱofȱtheȱSample.ȱȱ
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Figureȱ3.2.ȱAgeȱDistributionȱofȱtheȱSample.
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Figureȱ3.3.ȱAgeȱDistributionȱByȱGenderȱinȱtheȱSample.ȱ
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3.3.ȱȱRaceȱandȱEthnicityȱ

Inȱtheȱsurvey,ȱweȱusedȱtheȱracialȱandȱethnicȱcategoriesȱofȱtheȱ“Racialȱandȱ
EthnicȱClassificationsȱUsedȱinȱCensusȱ2000ȱandȱBeyond”ȱofȱtheȱU.S.ȱCensusȱ
Bureau.ȱȱRespondentsȱrespondȱtoȱtwoȱquestions:ȱ
ȱ
QF48.ȱȱRace:ȱ ȠȱWhiteȱaloneȱ ȱ ȠȱBlackȱorȱAfricanȱAmericanȱaloneȱȱ ȱ

ȠȱAmericanȱIndianȱandȱAlaskaȱNativeȱaloneȱ ȱ
ȠȱAsianȱaloneȱȱ ȱ ȠȱNativeȱHawaiianȱandȱotherȱPacificȱIslanderȱaloneȱȱ ȱ
ȠȱSomeȱotherȱraceȱaloneȱ ȠȱTwoȱorȱmoreȱracesȱ
ȠȱDeclineȱtoȱanswerȱȱ

ȱ
QF49.ȱȱEthnicȱGroup:ȱȱ ȠȱHispanicȱorȱLatinoȱȱ ȱȠȱNotȱHispanicȱorȱLatinoȱȱ
ȱ

Withȱregardȱtoȱrace,ȱmostȱrespondentsȱidentifiedȱthemselvesȱasȱwhiteȱ(76.5%)ȱ
(Figureȱ3.4.).ȱȱAmongȱmenȱwhoȱidentifiedȱtheirȱrace,ȱ82%ȱidentifiedȱasȱwhite,ȱ
whileȱamongȱwomen,ȱ87.3%ȱofȱthoseȱwhoȱidentifiedȱtheirȱraceȱidentifiedȱasȱ
white.ȱȱWithȱregardȱtoȱethnicity,ȱ64.9%ȱofȱrespondentsȱidentifiedȱasȱnonȬHispanicȱ
(Figureȱ3.5.).ȱȱHowever,ȱapproximatelyȱ30%ȱofȱrespondentsȱleftȱthisȱquestionȱ
blank.ȱ
ȱ
ȱ
ȱ
ȱ
ȱ
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ȱ
Figureȱ3.4.ȱRacialȱDistributionȱofȱtheȱSample.ȱȱ
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Figureȱ3.5.ȱHispanicȱorȱLatinoȱEthnicȱDistributionȱofȱtheȱSample.ȱ
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3.4.ȱȱSummaryȱ
Thisȱsampleȱisȱprimarilyȱ(70%)ȱfemale,ȱwhichȱdiffersȱfromȱtheȱAAAȱgenderȱ

distributionȱ(43%ȱfemales,ȱ54%ȱmalesȱaccordingȱtoȱaȱquestionȱregardingȱgenderȱ
inȱtheȱ2006ȱAAAȱSurveyȱofȱDepartments).ȱȱHowever,ȱamongȱtenureȱtrackȱfacultyȱ
59%ȱareȱfemaleȱwhileȱ37%ȱareȱmaleȱandȱamongȱallȱfacultyȱ(tenureȱtrackȱandȱ
tenured)ȱ52%ȱareȱfemaleȱandȱ46%ȱareȱmale.ȱItȱappearsȱthatȱtheȱhighȱpercentageȱofȱ
femalesȱrespondingȱtoȱthisȱsurveyȱreflectsȱsomeȱselfȬselectionȱbasedȱonȱinterestȱinȱ
participatingȱinȱaȱsurveyȱonȱtheȱstatusȱofȱwomenȱinȱanthropology.ȱȱTheȱracialȱ
distributionȱofȱtheȱsampleȱisȱsimilarȱtoȱtheȱbreakdownȱofȱAAAȱmembership,ȱwithȱ
aȱfewȱexceptions.ȱȱWhileȱourȱsampleȱisȱalmostȱ77%ȱwhite,ȱonlyȱaboutȱ67%ȱofȱ
AAAȱmembersȱreportedȱbeingȱwhiteȱaccordingȱtoȱtheȱ2006ȱAAAȱSurveyȱofȱ
Departments;ȱthisȱdifferenceȱisȱmostlyȱtheȱresultȱofȱAAAȱmembershipȱnumbersȱ
onlyȱreflectingȱnonȬHispanicȱwhites,ȱwhileȱourȱsampleȱdoesȱnotȱdistinguishȱinȱ
thisȱway.ȱȱMostȱgroupsȱofȱpeopleȱofȱcolor,ȱincludingȱBlacks/AfricanȬAmericans,ȱ
NativeȱAmerica/NativeȱAlaskan,ȱAsians,ȱandȱNativeȱHawaiian/PacificȱIslanderȱ
wereȱrepresentedȱinȱnumbersȱsimilarȱtoȱtheirȱproportionȱinȱAAAȱmembershipȱ
(althoughȱveryȱslightlyȱlowerȱinȱmostȱcases).ȱȱForȱtheȱquestionȱwhichȱaskedȱifȱ
individualsȱidentifiedȱasȱanotherȱsingleȱraceȱorȱtwoȱorȱmoreȱraces,ȱtheȱotherȱ
singleȱraceȱcategoryȱwasȱmuchȱsmallerȱ(aboutȱ½)ȱwhileȱtheȱtwoȱorȱmoreȱracesȱ
categoryȱwasȱmuchȱlargerȱ(aboutȱ2ȱtimes)ȱthanȱtheirȱrespectiveȱsizesȱinȱAAAȱ
membership.ȱȱTheȱpercentageȱofȱindividualsȱwhoȱdeclinedȱtoȱanswerȱthisȱ
questionȱ(aboutȱ11%)ȱwasȱalmostȱexactlyȱtheȱsameȱinȱtheȱsampleȱandȱinȱAAAȱ
membershipȱasȱaȱwhole.ȱ
ȱ
WhiteȱPrivilege 

Althoughȱtheȱsurvey’sȱracialȱdistributionȱreflectsȱtheȱAAAȱdistribution,ȱtheȱ
totalȱnumbersȱofȱrespondentsȱinȱeachȱsubȬgroupȱofȱpeopleȱofȱcolorȱwasȱextremelyȱ
low.ȱȱBecauseȱofȱthis,ȱracialȱcomparisonsȱareȱmadeȱthroughoutȱthisȱanalysisȱasȱ
white/nonȬwhite,ȱinȱorderȱtoȱavoidȱinferencesȱbasedȱonȱaȱsampleȱofȱpeopleȱofȱ
colorȱthatȱisȱsmall.ȱȱAlthoughȱthisȱprocedureȱmayȱundulyȱcollapseȱtheȱ
experiencesȱofȱpeopleȱofȱcolor,ȱitȱisȱnecessaryȱgivenȱtheȱlimitsȱofȱtheȱsample.ȱȱInȱ
addition,ȱweȱcanȱmitigateȱthisȱproblemȱbyȱconsideringȱtheȱraceȱvariableȱtoȱbeȱaȱ
measureȱofȱtheȱimpactȱofȱwhitenessȱorȱwhiteȱprivilege,ȱratherȱthanȱaȱmeasureȱofȱ
theȱimpactȱofȱraceȱinȱgeneral.ȱȱEthnicȱdifferencesȱwereȱnotȱcomparedȱdueȱtoȱtheȱ
largeȱpercentageȱ(aboutȱ1/3)ȱofȱtheȱsampleȱthatȱisȱmissingȱdataȱforȱthisȱvariable.ȱ

ȱ
ȱ
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4.ȱȱGenderȱandȱRaceȱDifferencesȱinȱAppointmentȱStatusȱ
ȱ
4.1.ȱȱIntroductionȱ

Mostȱrespondentsȱwereȱemployedȱinȱaȱuniversityȱorȱcollege.ȱȱOverȱ70%ȱofȱ
respondentsȱnotedȱthatȱtheyȱwereȱculturalȱanthropologists.ȱȱTwoȱthirdsȱofȱtheȱ
menȱandȱhalfȱofȱtheȱwomenȱwereȱtenured.ȱȱReportedȱconfidenceȱinȱreceivingȱ
tenureȱatȱone’sȱcurrentȱinstitutionȱvariedȱsignificantlyȱbyȱraceȱandȱgender.ȱȱInȱourȱ
qualitativeȱdata,ȱrespondentsȱindicatedȱthatȱinȱtheȱ1980sȱandȱ1990s,ȱwomenȱmightȱ
haveȱhadȱanȱadvantageȱinȱbeingȱhired,ȱbutȱnotȱinȱtheirȱsubsequentȱworkȱ
experiences.ȱȱNonȬwhiteȱwomenȱwereȱsignificantlyȱmoreȱlikelyȱtoȱexpectȱtoȱ
changeȱinstitutionsȱwithinȱtheȱnextȱfiveȱyears.ȱȱThereȱwasȱaȱpositiveȱassociationȱ
forȱmalesȱunderȱ50ȱtoȱhaveȱhigherȱstatusȱonȱtheȱtenureȱladderȱthanȱotherȱgroups.ȱȱ
Onȱmostȱmeasures,ȱbeingȱaȱwomanȱwasȱassociatedȱwithȱaȱhigherȱlikelihoodȱofȱ
havingȱaȱlowerȱstatusȱappointment.ȱȱHowever,ȱinȱallȱcases,ȱthisȱrelationshipȱwasȱ
modifiedȱbyȱrace.ȱȱNonȬwhiteȱwomenȱwereȱmoreȱlikelyȱtoȱhaveȱextraȬ
anthropologicalȱappointmentsȱandȱregardȱthemselvesȱasȱappliedȱanthropologists.ȱ
Inȱtermsȱofȱresearchȱspace,ȱthereȱwasȱaȱdecreasingȱperceptionȱofȱsufficientȱ
researchȱspaceȱsuchȱthatȱmen,ȱwhiteȱwomen,ȱandȱnonȬwhiteȱwomenȱreportedȱ
everȱreducedȱresearchȱspace.ȱȱȱ
ȱ
SourcesȱofȱDataȱ

SectionsȱAȱandȱDȱofȱtheȱsurveyȱinstrument,ȱ“YourȱCurrentȱAcademicȱ
Employment”ȱandȱ“YourȱFutureȱCareerȱPath,”ȱcontainedȱtheȱprimaryȱtreatmentȱ
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ofȱthisȱsubject.ȱȱInȱadditionȱtoȱtheȱquantitativeȱanalysisȱofȱtheseȱsurveyȱitems,ȱtheȱ
chapterȱalsoȱdrawsȱonȱtheȱqualitativeȱanalysisȱofȱtwoȱopenȬendedȱquestions:ȱ
x Doȱyouȱbelieveȱthatȱyourȱgenderȱhasȱhinderedȱyourȱprofessionalȱ

advancement?ȱȱ
x Doȱyouȱbelieveȱthatȱyourȱgenderȱhasȱprovidedȱyouȱwithȱanȱadvantageȱinȱ

yourȱprofessionalȱadvancement?ȱȱ
Theȱthemeȱofȱ“HiringȱandȱAffirmativeȱAction”ȱinȱourȱqualitativeȱanalysisȱ

helpsȱilluminateȱtheȱquantitativeȱfindings.ȱȱTheȱcommentsȱofȱ67ȱrespondentsȱ
wereȱcodedȱforȱthisȱtheme.ȱȱTheȱchapterȱalsoȱdrawsȱonȱaȱsmallȱpieceȱofȱtheȱ
“ProfessionalȱGrowthȱHindered”ȱtheme,ȱinȱsectionȱ4.5.ȱ
ȱ
ȱ4.2.ȱȱAcademicȱEmploymentȱ

Sinceȱtheȱsurveyȱwasȱpresentedȱtoȱrespondentsȱasȱaȱvehicleȱtoȱassessȱclimateȱ
issuesȱofȱanthropologistsȱinȱacademicȱsettings,ȱitȱisȱnotȱsurprisingȱthatȱtheȱ
overwhelminglyȱmajorityȱofȱrespondentsȱ(94.5%ȱofȱvalidȱresponses)ȱareȱcurrentlyȱ
employedȱatȱaȱuniversityȱorȱcollege.ȱȱDistributionȱofȱthisȱvariableȱdoesȱnotȱdifferȱ
considerablyȱ(0.4%ȱdifference)ȱbyȱgender,ȱandȱthisȱsmallȱdifferenceȱwasȱnotȱ
foundȱtoȱbeȱstatisticallyȱsignificantȱ(p=.790).ȱȱSimilarly,ȱdistributionȱofȱthisȱ
variableȱdoesȱnotȱdifferȱbyȱraceȱ(.4%ȱdifference),ȱandȱthisȱdifferenceȱwasȱnotȱ
statisticallyȱsignificantȱ(p=.797).ȱȱȱ
ȱ
4.3.ȱȱDistributionȱofȱtheȱFourȱFieldsȱ

Theȱmajorityȱofȱrespondentsȱ(667ȱrespondents,ȱ71.5%ȱofȱthoseȱresponding)ȱ
reportedȱtheirȱprimaryȱanthropologicalȱfieldȱtoȱbeȱcultural/socialȱanthropology.ȱȱ
Archaeologyȱwasȱtheȱnextȱmostȱcommonȱ(147ȱrespondents,ȱ15.8%),ȱfollowedȱbyȱ
biologicalȱanthropologyȱ(66,ȱ7.0%),ȱandȱthenȱbyȱlinguisticȱanthropologyȱ(53,ȱ
5.7%).ȱȱThisȱisȱsimilarȱtoȱrecentȱsurveyȱstatisticsȱcompiledȱbyȱtheȱAAA,ȱinȱwhichȱ
46%ȱofȱrespondentsȱidentifyȱasȱculturalȱanthropologists,ȱ26%ȱasȱarchaeologists,ȱ
14%ȱasȱphysicalȱanthropologistsȱandȱ4%ȱasȱlinguisticȱanthropologistsȱ(2006ȱAAAȱ
SurveyȱofȱDepartments).ȱȱ

Sinceȱsuchȱaȱlargeȱpercentageȱofȱtheȱsampleȱwasȱfromȱaȱsingleȱfield,ȱ
comparisonsȱbetweenȱfieldsȱwereȱunlikelyȱtoȱbeȱstatisticallyȱsignificantȱandȱwereȱ
notȱattempted.ȱȱTheȱonlyȱquestionȱwhereȱweȱattemptedȱcomparisonsȱbetweenȱ
fieldsȱwasȱinȱregardȱtoȱsufficientȱresearchȱspace.ȱȱSinceȱarchaeologistsȱandȱ
physicalȱanthropologistsȱoftenȱrequireȱlaboratoryȱspace,ȱtheȱsurveyȱteamȱfeltȱthatȱ
thereȱmightȱbeȱsignificantȱdifferencesȱinȱresponseȱtoȱthisȱquestion.ȱ
ȱ
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4.4.ȱȱPromotionȱandȱTenureȱStatusȱ
Forȱallȱrespondents,ȱregardlessȱofȱage,ȱfacultyȱrankȱandȱtenureȱstatusȱareȱ

associatedȱwithȱbothȱgenderȱandȱrace.ȱȱAlmostȱ2/3ȱ(66.4%)ȱofȱmaleȱfacultyȱ
respondentsȱareȱtenured,ȱwhileȱonlyȱaȱlittleȱmoreȱthanȱ½ȱ(50.5%)ȱofȱfemaleȱ
facultyȱareȱtenured.ȱȱBeingȱaȱmanȱhasȱaȱmoderatelyȱweakȱpositiveȱassociationȱ
(gammaȱ=ȱ.301)ȱwithȱaȱhigherȱpositionȱonȱtheȱtenureȬrankȱladder,ȱandȱthisȱvalueȱ
isȱstatisticallyȱsignificantȱ(p<.001).ȱȱWithȱregardȱtoȱrace,ȱthereȱisȱalsoȱaȱweakȱ
positiveȱassociationȱbetweenȱbeingȱwhiteȱandȱaȱhigherȱpositionȱonȱtheȱtenureȬ
rankȱladderȱ(gamma=.235),ȱandȱthisȱdifferenceȱisȱalsoȱstatisticallyȱsignificantȱ(pȱ
=.001).ȱȱWhenȱgenderȱandȱraceȱareȱcombined,ȱthisȱassociationȱrevealedȱaȱmoreȱ
complicatedȱpattern.ȱȱTheȱpositiveȱassociationȱbetweenȱbeingȱaȱmanȱandȱhavingȱaȱ
higherȱpositionȱinȱtenureȬrankȱwasȱonlyȱsignificantȱamongȱwhitesȱunderȱ50.ȱȱForȱ
thoseȱoverȱ50,ȱnotȱonlyȱwasȱtheȱrelationshipȱsignificantȱamongȱnonȬwhites,ȱitȱwasȱ
actuallyȱstrongerȱ(gamma=ȱ.556,ȱp=.005)ȱthanȱamongȱwhitesȱ(gamma=.31,ȱp=.002).ȱȱ
Inȱcontrast,ȱtheȱpositiveȱassociationȱbetweenȱbeingȱwhiteȱandȱhavingȱaȱhigherȱ
positionȱinȱtenureȬrankȱwasȱconsistentȱacrossȱgenderȱgroups.ȱȱAmongȱbothȱmenȱ
(gammaȱ=ȱ.273,ȱpȱ=ȱ.047)ȱandȱwomenȱ(gammaȱ=ȱ.268,ȱpȱ=ȱ.002),ȱthereȱwasȱaȱ
moderatelyȱweakȱpositiveȱassociationȱbetweenȱbeingȱwhiteȱandȱhavingȱaȱhigherȱ
positionȱinȱtenureȬrank,ȱbothȱofȱwhichȱareȱstatisticallyȱsignificant.ȱControllingȱforȱ
age,ȱthereȱisȱonlyȱanȱassociationȱwithȱwhitenessȱandȱhigherȱrankȱforȱmenȱunderȱ
50ȱ(gamma=.443,ȱp=.021)ȱandȱwomenȱoverȱ50ȱ(gamma=.381,ȱp=.012).ȱȱForȱmenȱ
overȱ50ȱandȱwomenȱunderȱ50,ȱwhitenessȱandȱrankȱareȱonlyȱweaklyȱassociatedȱ
andȱnotȱsignificant.ȱ
ȱ
4.5.ȱȱConfidenceȱinȱTenureȱȱ

Respondentsȱwereȱaskedȱtoȱrateȱtheirȱlevelȱofȱconfidenceȱinȱreceivingȱtenureȱ
atȱtheirȱcurrentȱinstitution.ȱȱ381ȱindividualsȱrespondedȱtoȱthisȱquestion;ȱ213ȱ
respondentsȱ(55.9%)ȱreportedȱfeelingȱ“veryȱconfident”ȱthatȱtheyȱwouldȱreceiveȱ
tenure,ȱ28ȱrespondentsȱ(33.7%)ȱwereȱ“somewhatȱconfident,”ȱ28ȱrespondentsȱ
(7.3%)ȱwereȱ“notȱconfident”ȱandȱ12ȱrespondentsȱ(3.1%)ȱansweredȱ“don’tȱknow”ȱ
toȱtheȱquestion.ȱȱȱ

Reportedȱconfidenceȱinȱreceivingȱtenureȱatȱone’sȱcurrentȱinstitutionȱvariedȱ
significantlyȱbyȱraceȱandȱgender.ȱOverall,ȱthereȱwasȱaȱmoderateȱpositiveȱ
associationȱ(gammaȱ=ȱ.571)ȱbetweenȱbeingȱaȱmanȱandȱreportingȱaȱhigherȱ
confidenceȱinȱreceivingȱtenure,ȱandȱthisȱdifferenceȱisȱstatisticallyȱsignificantȱ(pȱ
<.001).ȱȱThereȱwasȱnoȱstatisticallyȱsignificantȱdifferenceȱinȱreportedȱconfidenceȱinȱ
receivingȱtenureȱatȱtheȱrespondent’sȱcurrentȱinstitutionȱbyȱraceȱalone.ȱYetȱwithinȱ
racialȱgroups,ȱtheȱgenderedȱpatternȱwasȱconsistent,ȱwithȱwomenȱlessȱconfidentȱ
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thanȱmenȱthatȱtheyȱwouldȱreceiveȱtenure,ȱbutȱthereȱwasȱgreatȱvariationȱinȱtheȱ
strengthȱofȱrelationships.ȱȱAmongȱwhites,ȱthereȱwasȱaȱmoderateȱpositiveȱ
associationȱ(gammaȱ=ȱ.497)ȱbetweenȱbeingȱaȱmanȱandȱreportingȱhigherȱ
confidenceȱinȱreceivingȱtenure,ȱandȱthisȱdifferenceȱisȱstatisticallyȱsignificantȱ(pȱ
<.001).ȱȱȱ

However,ȱamongȱnonȬwhitesȱthisȱrelationshipȱwasȱmuchȱstronger,ȱwithȱaȱ
strongȱpositiveȱassociationȱ(gammaȱ.710)ȱbetweenȱbeingȱaȱmanȱandȱreportingȱaȱ
higherȱlevelȱofȱconfidenceȱinȱreceivingȱtenure,ȱandȱthisȱdifferenceȱisȱalsoȱ
statisticallyȱsignificantȱ(pȱȱ<.001).ȱOverall,ȱtheseȱrelationshipsȱsuggestȱthatȱnonȬ
whiteȱmenȱareȱtheȱmostȱconfidentȱinȱreceivingȱtenureȱatȱtheirȱcurrentȱinstitution,ȱ
followedȱbyȱwhiteȱmen,ȱandȱthenȱbyȱwomenȱofȱallȱraces.ȱ1ȱ

ȱ Theȱqualitativeȱanalysisȱoffersȱsomeȱinsightȱintoȱtheȱconfidenceȱlevelȱ
womenȱreportedȱregardingȱtenure.ȱTenȱrespondentsȱcommentedȱthatȱtenureȱandȱ
promotionȱwereȱmoreȱdifficultȱtoȱachieveȱforȱwomenȱthanȱforȱmen.ȱȱCommentsȱ
reflectedȱtheȱpresenceȱofȱaȱglassȱceilingȱandȱtheȱsenseȱthatȱwomenȱfeltȱthatȱ
despiteȱholdingȱequalȱqualificationsȱandȱaccomplishments,ȱtheyȱhaveȱprogressedȱ
muchȱmoreȱslowlyȱthanȱtheirȱmaleȱcolleagues.ȱȱTheȱfollowingȱquotationsȱ
illustrateȱthisȱpoint.ȱȱ
ȱ

“IȱfeelȱI’veȱhadȱtoȱbeȱtwiceȱasȱgoodȱtoȱcreateȱtheȱsameȱopportunitiesȱasȱmaleȱ
colleagues…I’veȱhadȱtoȱdoȱmoreȱworkȱtoȱgetȱtoȱtheȱsameȱplace.”ȱ(Female,ȱWhite,ȱ40ȇs)ȱ
ȱ
“AlthoughȱIȱamȱperceivedȱasȱsuccessful,ȱIȱhaveȱseenȱtheȱextraȱhurdlesȱputȱbeforeȱmeȱ
andȱrecognizeȱtheȱsubtleȱwaysȱinȱmyȱworkȱisȱnotȱcreditedȱbyȱmyȱcolleaguesȱforȱitsȱ
impactȱonȱtheȱdiscipline.”ȱ(Female,ȱWhite,ȱ60ȇs)ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ

ȱ
Twoȱrespondentsȱsharedȱthatȱtheyȱtookȱlegalȱactionȱwhenȱtheyȱwereȱmetȱwithȱ

resistanceȱtoȱpromotionȱ(bothȱwereȱFemale,ȱWhite,ȱ60ȇs).ȱȱYetȱ32ȱadditionalȱ
responsesȱmentionedȱthatȱwomenȱwereȱnotȱpromotedȱatȱtheȱsameȱrateȱasȱmenȱ
and/orȱtheirȱaccomplishmentsȱdidȱnotȱreceiveȱsimilarȱrecognition.ȱȱ
ȱ

ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
1ȱTheȱfindingȱthatȱnonȬwhiteȱmenȱareȱtheȱmostȱconfidentȱinȱreceivingȱtenureȱmayȱbeȱaȱreflectionȱofȱ
theȱunȬrepresentativeȬnessȱofȱtheȱsampleȱofȱpeopleȱofȱcolor,ȱparticularlyȱamongȱmen.ȱȱOfȱtheȱ43ȱ
maleȱrespondentsȱofȱcolor,ȱ23ȱwereȱmultiȬracial,ȱ9ȱAsian,ȱ6ȱblack/AfricanȬAmerican,ȱ4ȱ“other”ȱandȱ1ȱ
NativeȱAmerican/Alaskan.ȱȱThisȱisȱclearlyȱnotȱrepresentativeȱofȱmenȱofȱcolorȱinȱgeneralȱandȱmayȱ
particularlyȱunderrepresentȱthoseȱwhoȱexperienceȱtheȱmostȱracialȱdiscrimination.ȱ



29ȱ
ȱ

4.6.ȱȱQualitativeȱFindings:ȱȱGenderȱandȱHiringȱPracticesȱ
Althoughȱtheȱquantitativeȱresultsȱpresentedȱinȱthisȱsectionȱindicateȱthatȱmenȱ

oftenȱhaveȱanȱadvantageȱwithȱrespectȱtoȱtheirȱappointmentȱstatus,ȱaȱpossibleȱ
advantageȱforȱwomenȱinȱtheȱinitialȱhiringȱprocessȱwasȱreportedȱinȱresponsesȱtoȱ
theȱsurvey’sȱopenȱendedȱquestions.ȱȱSixtyȬsevenȱrespondentsȱdiscussedȱissuesȱ
relatedȱtoȱhiringȱandȱaffirmativeȱaction.ȱȱBothȱmenȱandȱwomenȱindicatedȱthatȱ
womenȱmightȱhaveȱanȱadvantageȱinȱhiring,ȱdueȱtoȱaffirmativeȱactionȱpoliciesȱandȱ
principlesȱinȱtheirȱinstitutionsȱandȱdepartments,ȱparticularlyȱinȱtheȱ1980sȱandȱ
1990s.ȱȱForȱinstance:ȱ
ȱ

“Malesȱofȱmyȱcohortȱhadȱlessȱopportunityȱforȱjobs,ȱalthoughȱitȱhasȱevenedȱoutȱinȱ
recentȱyears.ȱȱOtherwise,ȱnoȱ[myȱgenderȱhasȱnotȱhinderedȱadvancement].”ȱ(Male,ȱ
Declinedȱtoȱgiveȱrace,ȱ50ȇs)ȱ

ȱ
“IȱwasȱtoldȱseveralȱtimesȱthatȱifȱIȱhadȱbeenȱaȱwomanȱtheyȱwouldȱhaveȱhiredȱme.”ȱ
(Male,ȱWhite,ȱ60ȇs)ȱ
ȱ
“Beingȱaȱwhiteȱfemaleȱhasȱsomeȱadvantagesȱoverȱbeingȱaȱwhiteȱmaleȱinȱtermsȱofȱ
diversityȱconcernsȱofȱdepts.”ȱ(Female,ȱWhite,ȱ30ȇs)ȱ

ȱ
Someȱcommentsȱindicatedȱthatȱthisȱmightȱhaveȱchangedȱinȱtheȱnewȱmillennium:ȱ
ȱ

“WhenȱIȱwasȱhired,ȱmyȱdeptȱwasȱoverwhelminglyȱfemale,ȱandȱIȱmayȱhaveȱbeenȱhelpedȱ
byȱtheȱfactȱthatȱIȱwasȱmale.”ȱ(Male,ȱWhite,ȱ40ȇs)ȱ
ȱ
“Asȱtheȱacademyȱbecomesȱmoreȱandȱmoreȱfemaleȱdominated,ȱIȱfindȱthatȱIȱamȱmoreȱinȱ
demandȱasȱaȱmale.”ȱ(Male,ȱBiȱorȱMultiracial,ȱ50ȇs)ȱ

ȱ
Aȱnumberȱofȱcommentsȱbyȱwomenȱarguedȱthatȱalthoughȱtheyȱmightȱhaveȱ

hadȱanȱadvantageȱduringȱtheȱhiringȱprocess,ȱtheyȱfacedȱdisadvantagesȱ
subsequentlyȱinȱtheirȱworkȱenvironment.ȱȱForȱexample:ȱ
ȱ

“Genderȱmayȱ(Iȱstress,ȱmay)ȱhelpȱyouȱatȱtheȱstart,ȱbutȱnotȱafterward.”ȱ(Female,ȱ
White,ȱ50ȇs)ȱ
ȱ
“MyȱdepartmentȱhadȱnoȱwomenȱwhenȱIȱarrivedȱinȱ1987ȱandȱIȱthinkȱthatȱIȱmayȱhaveȱ
hadȱanȱadvantageȱinȱgettingȱtoȱtheȱshortȱlist,ȱbutȱbeyondȱthatȱIȱdon’tȱthinkȱmyȱgenderȱ
hasȱbeenȱanȱadvantage.”ȱ(Female,ȱWhite,ȱ50ȇs)ȱ
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ȱ
Genderȱissuesȱinȱtheȱworkȱenvironmentȱareȱexploredȱinȱtheȱfollowingȱsectionȱofȱ
theȱreport.ȱȱȱ
ȱ
4.7.ȱȱExpectationsȱforȱtheȱFutureȱ

Inȱadditionȱtoȱquestionsȱaboutȱconfidenceȱinȱtenure,ȱallȱrespondentsȱwereȱ
askedȱwhetherȱtheyȱexpectedȱtoȱcontinueȱinȱanȱacademicȱenvironmentȱforȱmoreȱ
thanȱtheȱnextȱfiveȱyears.ȱȱ86.7%ȱ(n=800)ȱrespondedȱthatȱtheyȱexpectedȱtoȱcontinueȱ
andȱ13.3%ȱ(n=123)ȱdidȱnot.ȱThereȱwereȱnoȱstatisticallyȱsignificantȱdifferencesȱinȱ
theȱrespondents’ȱreportedȱlikelihoodȱofȱcontinuingȱinȱacademiaȱforȱtheȱnextȱfiveȱ
yearsȱbyȱgender,ȱbyȱrace,ȱorȱbyȱgenderȱandȱrace.ȱȱOfȱtheȱ123ȱrespondentsȱwhoȱ
answeredȱthatȱtheyȱwouldȱnotȱbeȱinȱacademiaȱinȱfiveȱyears,ȱtheȱfollowingȱtableȱ
summarizesȱtheȱexplanationsȱrespondentsȱoffered,ȱwithȱretirementȱbeingȱtheȱ
mostȱcommonȱresponseȱ(n=74ȱorȱ60%ȱofȱrespondents).ȱȱ
ȱ
Figureȱ4.1.ȱȱReasonsȱforȱLeavingȱAcademiaȱwithinȱ5ȱYearsȱ(n=123).ȱ
Reasonȱ Countȱ Percentȱ
Retirementȱ 74ȱ 60.0%ȱ
Departmentȱ“politics”/academiaȱ“unhealthy”ȱ–ȱenvironmentalȱ
frustrationȱ

10ȱ 8.1%ȱ

Desirableȱposition/tenureȱnotȱavailableȱ 10ȱ 8.1%ȱ
Lowȱsalary/lackȱofȱfundingȱ 8ȱ 6.5%ȱ
Noȱreasonȱgivenȱ 5ȱ 4.1%ȱ
Offerȱoutsideȱacademiaȱmoreȱappealingȱ 5ȱ 4.1%ȱ
Family/personalȱ 5ȱ 4.1%ȱ
Conditionalȱno,ȱdependsȱonȱotherȱcircumstancesȱ 3ȱ 2.4%ȱ
Discriminationȱȱ 3ȱ 2.4%ȱ
TOTALȱ 123ȱ 100%
ȱ

Respondentsȱwereȱalsoȱaskedȱwhetherȱtheyȱexpectedȱtoȱstayȱatȱtheirȱcurrentȱ
institution,ȱandȱhereȱthereȱwereȱsignificantȱdifferences.ȱȱOverall,ȱmostȱ
respondentsȱ(68.1%ȱofȱtheȱ927ȱresponding)ȱreportedȱexpectingȱtoȱstay.ȱȱThereȱwasȱ
aȱweakȱpositiveȱassociationȱ(gammaȱ=ȱ.173)ȱbetweenȱbeingȱaȱmanȱandȱexpectingȱ
toȱstayȱatȱone’sȱcurrentȱinstitutionȱandȱthisȱdifferenceȱwasȱstatisticallyȱsignificantȱ
(pȱ=ȱ.024).ȱYetȱthisȱrelationshipȱdidȱnotȱcarryȱoverȱtoȱracialȱgroupings.ȱȱȱ

Theȱrelationshipȱbetweenȱgenderȱandȱexpectingȱtoȱstayȱatȱone’sȱcurrentȱ
institutionȱwasȱnotȱstatisticallyȱsignificantȱamongȱwhitesȱ(pȱ=ȱ.159)ȱorȱamongȱnonȬ
whitesȱ(p=.468).ȱȱ71.0%ȱofȱwhitesȱreportedȱthatȱtheyȱexpectedȱtoȱstayȱatȱtheirȱ
currentȱinstitution,ȱwhileȱonlyȱ55.5%ȱofȱnonȬwhitesȱreportedȱthatȱtheyȱexpectedȱ
toȱremainȱatȱtheirȱinstitution.ȱThisȱresultedȱinȱaȱmoderateȱpositiveȱrelationshipȱ
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(gammaȱ=ȱ.325)ȱbetweenȱbeingȱwhiteȱandȱexpectingȱtoȱstayȱatȱone’sȱcurrentȱ
institutionȱthatȱwasȱstatisticallyȱsignificantȱ(pȱ=.002).ȱȱȱ

Theȱrelationshipȱbetweenȱrace,ȱgenderȱandȱexpectationȱtoȱremainȱinȱone’sȱ
institutionȱbecomeȱevenȱclearerȱwhenȱweȱlookȱatȱraceȱandȱgenderȱcombined.ȱȱ
Whileȱthereȱwasȱnoȱstatisticallyȱsignificantȱracialȱdifferenceȱamongȱmenȱ(pȱ=.069),ȱ
amongȱwomenȱthereȱwasȱaȱmoderateȱpositiveȱassociationȱ(gammaȱ=ȱ.344)ȱ
betweenȱbeingȱwhiteȱandȱexpectingȱtoȱstayȱatȱtheirȱcurrentȱinstitutionȱandȱthisȱ
differenceȱwasȱstatisticallyȱsignificantȱ(pȱ=ȱ.007).ȱȱInȱsum,ȱtheseȱrelationshipsȱ
suggestȱthatȱwhileȱthereȱisȱnoȱstatisticallyȱsignificantȱdifferenceȱinȱtheȱexpectationȱ
ofȱstayingȱatȱtheȱcurrentȱinstitutionȱamongȱmenȱofȱallȱracesȱandȱwhiteȱwomen,ȱ
nonȬwhiteȱwomenȱareȱsignificantlyȱmoreȱlikelyȱtoȱexpectȱtoȱchangeȱinstitutions.ȱȱȱ
ȱ
4.8.ȱȱAppointmentsȱOutsideȱofȱAnthropologyȱDepartmentsȱ

Otherȱmeasuresȱofȱappointmentȱstatusȱalsoȱshowedȱsignificantȱdifferencesȱbyȱ
genderȱandȱrace.ȱȱ“ExtraȬanthropologicalȱappointments”ȱ(appointmentsȱoutsideȱ
anȱanthropologyȬdepartmentȬaloneȱorȱinȱmultipleȱdepartments)ȱrepresentȱaȱ
slightlyȱlargerȱpercentageȱofȱtheȱappointmentsȱheldȱbyȱwomenȱ(54.9%)ȱthanȱmenȱ
(50.2%),ȱbutȱthisȱdifferenceȱisȱnotȱstatisticallyȱsignificantȱ(p=.190).ȱȱSimilarly,ȱ
althoughȱthereȱwasȱaȱveryȱslightȱdifferenceȱamongȱtheȱpercentageȱofȱwhitesȱ
reportingȱextraȬanthropologicalȱappointmentsȱ(53.1%)ȱandȱnonȬwhitesȱ(58.0%),ȱ
thisȱdifferenceȱwasȱalsoȱnotȱstatisticallyȱsignificantȱ(p=.318).ȱȱHowever,ȱwhenȱraceȱ
andȱgenderȱareȱtakenȱintoȱaccountȱtogether,ȱoneȱsignificantȱrelationshipȱdoesȱ
appear.ȱȱThereȱisȱaȱmoderateȱnegativeȱrelationshipȱbetweenȱbeingȱaȱmanȱandȱ
havingȱanȱextraȬanthropologicalȱappointmentȱamongȱnonȬwhitesȱ(gammaȱ=ȱȬ.374,ȱ
pȱ=ȱ.043)ȱ
ȱ
4.9.ȱAppliedȱAnthropologistsȱ

Theȱmajorityȱ(68.6%ȱofȱthoseȱwhoȱanswered)ȱofȱrespondentsȱdoȱnotȱconsiderȱ
themselvesȱappliedȱanthropologists.ȱȱThisȱdifferenceȱisȱconsistentȱacrossȱgenderȱ
groups,ȱwithȱaroundȱoneȱthirdȱofȱbothȱmenȱ(30.4%)ȱandȱwomenȱ(31.9%)ȱ
consideringȱthemselvesȱappliedȱanthropologists.ȱȱThisȱisȱnotȱaȱsignificantȱ
difference.ȱȱHowever,ȱthereȱwasȱaȱconsiderableȱdifferenceȱbetweenȱtheȱ
percentageȱofȱwhitesȱ(28.6%)ȱconsideringȱthemselvesȱappliedȱanthropologistsȱ
andȱnonȬwhitesȱ(42.5%),ȱtranslatingȱintoȱaȱmoderatelyȱweakȱnegativeȱassociationȱ
betweenȱbeingȱwhiteȱandȱconsideringȱoneselfȱanȱappliedȱanthropologistȱ
(gamma=Ȭ.298)ȱandȱthisȱdifferenceȱwasȱstatisticallyȱsignificantȱ(pȱ=ȱ.005).ȱȱWhenȱ
bothȱraceȱandȱgenderȱareȱconsideredȱtogether,ȱtheȱdifferenceȱbecomesȱclearer.ȱ
ThereȱwereȱdifferencesȱbetweenȱwhitesȱandȱnonȬwhitesȱamongȱwomen.ȱȱAmongȱ
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women,ȱbeingȱwhiteȱisȱmoderatelyȱnegativelyȱassociatedȱ(gammaȱ=ȱȬ.337)ȱwithȱ
consideringȱoneselfȱanȱappliedȱanthropologistȱandȱthisȱdifferenceȱisȱstatisticallyȱ
significantȱ(pȱ=ȱ.010).ȱȱȱ
ȱ
4.10.ȱȱResearchȱSpaceȱ

Sufficientȱresearchȱspaceȱisȱanotherȱpotentialȱmeasureȱofȱappointmentȱstatus.ȱȱ
Amongȱallȱanthropologists,ȱthereȱwasȱaȱmoderatelyȱweakȱpositiveȱassociationȱ
betweenȱbeingȱmaleȱandȱreportingȱsufficientȱresearchȱspaceȱ(gamma=ȱ.215),ȱandȱ
thisȱassociationȱisȱstatisticallyȱsignificantȱ(pȱ<.001).ȱȱThereȱwasȱaȱsimilarȱ
statisticallyȱsignificantȱ(pȱ=ȱ.014)ȱrelationshipȱ(gammaȱ=ȱ.201)ȱbetweenȱbeingȱ
whiteȱandȱreportingȱsufficientȱresearchȱspace.ȱȱWhenȱraceȱandȱgenderȱwereȱ
factoredȱtogether,ȱaȱmoreȱcomplexȱpatternȱemerged.ȱȱThereȱwereȱmoderate,ȱ
positiveȱrelationshipsȱbetweenȱbeingȱmaleȱandȱreportingȱsufficientȱresearchȱspaceȱ
amongȱbothȱwhitesȱ(gammaȱ=ȱ.206,ȱpȱ=ȱ.002)ȱandȱnonȬwhitesȱ(gammaȱ=ȱ.300,ȱpȱ=ȱ
.041).ȱȱInȱaddition,ȱthereȱwasȱaȱmoderateȱpositiveȱrelationshipȱ(gammaȱ=ȱ.270)ȱ
betweenȱbeingȱwhiteȱandȱreportingȱsufficientȱresearchȱspaceȱamongȱwomenȱthatȱ
wasȱstatisticallyȱsignificantȱ(pȱ=ȱ.007).ȱȱRacialȱdifferencesȱamongȱmenȱwereȱnotȱ
statisticallyȱsignificant.ȱȱThusȱtheȱcombinationȱofȱraceȱandȱgenderȱappearsȱtoȱ
haveȱaȱgreaterȱnegativeȱinfluenceȱonȱspaceȱforȱnonȬwhiteȱfemales.ȱ

Thisȱitemȱwasȱalsoȱanalyzedȱforȱeachȱofȱtheȱfieldsȱofȱanthropologyȱ
independently.ȱȱȱResearchȱspaceȱinȱarcheologyȱandȱphysicalȱanthropologyȱmayȱ
beȱmoreȱlimitingȱthanȱitȱisȱforȱculturalȱanthropologists.ȱȱAmongȱarchaeologists,ȱ
thereȱwasȱaȱmoderatelyȱstrongȱpositiveȱrelationshipȱ(gammaȱ=ȱ.479)ȱbetweenȱ
beingȱwhiteȱandȱreportingȱmoreȱsufficientȱresearchȱspace;ȱthisȱdifferenceȱwasȱ
statisticallyȱsignificantȱ(pȱ=ȱ.033,ȱnȱ=131).ȱȱȱȱ

Althoughȱthisȱrelationshipȱwasȱsignificantȱacrossȱgenderȱgroups,ȱgammaȱ
valuesȱcalculatedȱwereȱveryȱsimilar.ȱȱTheȱlackȱofȱstatisticalȱsignificanceȱonȱthisȱ
itemȱisȱlikelyȱdueȱtoȱtheȱsmallȱsampleȱsizesȱofȱnonȬwhiteȱarchaeologists.ȱȱItȱisȱ
worthȱnotingȱthat,ȱregardlessȱofȱgender,ȱ8ȱofȱtheȱ10ȱnonȬwhiteȱrespondentsȱratedȱ
theirȱresearchȱspaceȱasȱ“insufficient”ȱorȱ“extremelyȱinsufficient”;ȱnoneȱofȱtheȱ10ȱ
ratedȱtheirȱspaceȱ“plentiful”ȱorȱ“inȱexcess.”ȱ

Amongȱbiologicalȱanthropologistsȱthereȱwasȱaȱmoderatelyȱweakȱnegativeȱ
associationȱbetweenȱbeingȱmaleȱandȱreportingȱsufficientȱresearchȱspaceȱ(gamma=ȱ
.237),ȱbutȱthisȱrelationshipȱwasȱnotȱstatisticallyȱsignificantȱ(pȱ=ȱ.236).ȱȱNoȱeffectiveȱ
comparisonsȱcouldȱbeȱmadeȱinȱtermsȱofȱraceȱorȱraceȱandȱgender,ȱsinceȱthereȱwereȱ
onlyȱ4ȱnonȬwhiteȱbiologicalȱanthropologistsȱinȱtheȱsample,ȱandȱonlyȱ1ȱofȱtheseȱ
wasȱmale.ȱȱAmongȱculturalȱanthropologists,ȱbothȱmalesȱandȱfemalesȱhaveȱaȱ
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positiveȱassociationȱwithȱsufficientȱresearchȱspace.ȱȱThisȱsameȱholdsȱtrueȱforȱ
comparisonsȱacrossȱraceȱcategories.ȱ
ȱ ȱ
4.11.ȱȱRelationshipsȱbetweenȱGenderȱandȱRaceȱ

Overall,ȱtheseȱmeasuresȱofȱtheȱrelativeȱrankȱandȱstandingȱofȱtheȱcurrentȱ
appointmentsȱofȱrespondentsȱshowȱsignificantȱdifferencesȱbyȱrace,ȱbyȱgender,ȱ
andȱinȱcombination.ȱȱOnȱmostȱmeasures,ȱbeingȱaȱwomanȱisȱassociatedȱwithȱaȱ
higherȱlikelihoodȱofȱhavingȱaȱlowerȱstatusȱappointment.ȱȱHowever,ȱinȱallȱcases,ȱ
thisȱrelationshipȱisȱmodifiedȱbyȱrace.ȱȱOnȱsomeȱmeasures,ȱlikeȱhavingȱanȱextraȬ
anthropologicalȱappointmentȱorȱconsideringȱoneselfȱanȱappliedȱanthropologist,ȱ
raceȱandȱgenderȱseemedȱonlyȱtoȱhaveȱanȱeffectȱinȱcombiningȱdisadvantage.ȱȱOnȱ
theseȱmeasures,ȱmenȱofȱallȱracesȱandȱwhiteȱwomenȱrespondedȱsimilarly,ȱbutȱnonȬ
whiteȱwomenȱwereȱsignificantlyȱmoreȱlikelyȱtoȱholdȱtheseȱlowerȱstatusȱpositions.ȱȱ
Onȱanotherȱmeasure,ȱpromotionȱandȱtenureȱstatus,ȱgenderȱdifferencesȱwereȱagainȱ
onlyȱsignificantȱinȱcombinationȱwithȱrace,ȱbutȱinȱaȱveryȱdifferentȱway.ȱȱOnȱthisȱ
measure,ȱgenderȱonlyȱmatteredȱforȱwhiteȱrespondents.ȱȱThisȱresultedȱinȱaȱ
hierarchyȱwhereȱwhiteȱmenȱheldȱtheȱhighestȱpositionsȱonȱtheȱtenureȬrankȱladder,ȱ
followedȱbyȱwhiteȱwomen,ȱthenȱbyȱnonȬwhitesȱofȱeitherȱgender.ȱȱȱAnotherȱsetȱofȱ
distinctȱrelationshipsȱwasȱapparentȱinȱexaminingȱresearchȱspace.ȱȱAmongȱallȱ
anthropologists,ȱthisȱmeasureȱindicatedȱthatȱraceȱandȱgenderȱwereȱagainȱworkingȱ
inȱaȱnewȱcombination,ȱthisȱtimeȱwithȱraceȱfactoringȱinȱsignificantly,ȱbutȱstillȱ
allowingȱtheȱgenderȱprivilegeȱtoȱworkȱfirstȱ(resultingȱinȱallȱmen,ȱfollowedȱbyȱ
whiteȱwomen,ȱthenȱnonȬwhiteȱwomenȱreportingȱdecreasingȱsufficiencyȱinȱtheirȱ
researchȱspace).ȱȱOnlyȱoneȱmeasureȱseemedȱtoȱchallengeȱtheȱnecessityȱofȱlookingȱ
atȱraceȬgenderȱeffectsȱtogether,ȱandȱthatȱwasȱresearchȱspaceȱexaminedȱsolelyȱ
amongȱarchaeologists.ȱȱAmongȱarchaeologists,ȱthereȱisȱaȱsimpleȱraceȱdifference,ȱ
withȱwhiteȱrespondentsȱofȱanyȱgenderȱreportingȱmoreȱsufficientȱresearchȱspaceȱ
thanȱnonȬwhiteȱrespondentsȱofȱanyȱgender.ȱȱAlso,ȱitȱshouldȱagainȱbeȱnotedȱthatȱ
theȱseemingȱsimplicityȱofȱthisȱrelationshipȱmayȱbeȱaȱresultȱofȱtheȱrelativelyȱsmallȱ
sampleȱ(10ȱrespondents)ȱofȱnonȬwhiteȱarchaeologists.ȱȱInȱgeneral,ȱtheseȱresultsȱ
confirmȱthatȱwhileȱwhitenessȱandȱmalenessȱareȱassociatedȱwithȱhigherȱstatusȱ
positionsȱforȱmostȱindividuals,ȱtheseȱprivilegesȱ(andȱtheirȱcorollaryȱ
disadvantages)ȱexistȱinȱdelicateȱandȱchangingȱtensionȱwithȱoneȱanother.ȱȱ
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5.ȱȱWorkȱEnvironmentȱȱ
ȱ
5.1.ȱȱIntroductionȱ

Theȱsurveyȱresultsȱindicateȱsignificantȱdifferencesȱbetweenȱwomenȱandȱmenȱ
inȱtheirȱlivedȱexperienceȱofȱtheirȱworkȱenvironment,ȱwithȱmenȱhavingȱmoreȱ
positiveȱexperiencesȱoverall.ȱȱAccordingȱtoȱourȱquantitativeȱanalysis,ȱmenȱfoundȱ
universityȱprogramsȱandȱpoliciesȱrelatedȱtoȱcareerȱsuccessȱtoȱbeȱmuchȱclearerȱandȱ
moreȱeffectiveȱthanȱwomenȱdid.ȱȱLikewise,ȱmenȱfoundȱtheirȱdepartmentsȱtoȱbeȱ
moreȱsupportive,ȱprovidingȱmoreȱhelpȱinȱareasȱsuchȱasȱgrantȱapplications,ȱcourseȱ
design,ȱandȱadvising.ȱȱMenȱwereȱalsoȱmoreȱlikelyȱtoȱhaveȱpositiveȱexperiencesȱinȱ
theȱareasȱofȱmentoringȱandȱcollegiality.ȱȱȱ

Ourȱqualitativeȱfindingsȱhelpedȱinterpretȱtheseȱresults.ȱȱOneȱthemeȱthatȱ
emergedȱwasȱthatȱwomenȱwereȱsometimesȱfacedȱbyȱanȱimplicitȱ“women’sȱrole”ȱ
whichȱsaddledȱwomenȱwithȱadditionalȱduties,ȱparticularlyȱadministrativeȱtasksȱ
andȱstudentȱadvising.ȱȱFurthermore,ȱwomenȱindicatedȱthatȱtheirȱcontributionsȱ
wereȱsometimesȱnotȱrecognizedȱasȱeasilyȱasȱthoseȱofȱtheirȱmaleȱcolleagues.ȱȱAȱ
thirdȱthemeȱwasȱtheȱcontinuedȱstrengthȱofȱanȱ“oldȱboy’sȱnetwork.”ȱȱFinally,ȱtheȱ
openȬendedȱresponsesȱindicatedȱaȱcomplexȱrelationshipȱtoȱstudents.ȱȱWomen’sȱ
commentsȱwereȱmixed;ȱtheirȱpositiveȱcommentsȱaboutȱstudentȱrelationshipsȱ
notedȱtheirȱrapport,ȱabilityȱtoȱconnectȱwithȱstudents,ȱandȱsoȱforth,ȱwhileȱtheirȱ
negativeȱresponsesȱincludedȱbeingȱexpectedȱtoȱdoȱmoreȱservice,ȱbeingȱexpectedȱ
toȱbeȱnicer,ȱandȱbeingȱevaluatedȱmoreȱharshlyȱthanȱmenȱinȱcourseȱevaluations.ȱȱ
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Men’sȱcommentsȱaboutȱstudentȱrelationshipsȱwereȱalmostȱuniformlyȱpositive,ȱ
andȱfocusedȱonȱtheȱrespectȱtheyȱreceived.ȱȱȱ

ȱ
SourcesȱofȱDataȱ

SectionȱBȱ“YourȱWorkȱEnvironment”ȱofȱtheȱsurveyȱinstrumentȱcontainedȱtheȱ
primaryȱtreatmentȱofȱthisȱsubject.ȱȱQuestionsȱinȱthisȱsectionȱaskedȱrespondentsȱtoȱ
assessȱaȱvarietyȱofȱpoliciesȱandȱpracticesȱinȱtheirȱdepartment.ȱȱTheseȱitemsȱwereȱ
groupedȱintoȱfiveȱindicesȱrepresentingȱdistinctȱareasȱofȱworkplaceȱexperiences:ȱ
jobȱopportunityȱandȱflexibilityȱpolicies,ȱjobȱevaluationȱandȱpromotionȱpolicies,ȱ
jobȱperformanceȱsupportȱactivities,ȱseniorȱfacultyȱmentoringȱactivities,ȱandȱ
facultyȱcollegiality.ȱȱForȱaȱcompleteȱdescriptionȱofȱindexȱconstructionȱandȱ
reliability,ȱpleaseȱseeȱChapterȱ2ȱonȱMethodsȱandȱAppendixȱBȱonȱtheȱSurveyȱ
Codebook.ȱȱDifferencesȱinȱmeanȱscoresȱonȱeachȱindexȱbyȱrace,ȱbyȱgender,ȱandȱbyȱ
bothȱinȱcombinationȱwereȱanalyzedȱusingȱtwoȬtailedȱtȱtests,ȱwithȱalphaȱ=ȱ.05.ȱ

Inȱadditionȱtoȱreportingȱonȱtheȱanalysisȱofȱtheseȱspecificȱsurveyȱitems,ȱthisȱ
chapterȱalsoȱdrawsȱonȱtheȱtextualȱanalysisȱofȱtheȱfollowingȱopenȬendedȱ
questions:ȱ
x Knowingȱwhatȱyouȱknowȱnow,ȱwouldȱyouȱstillȱchooseȱthisȱcareerȱpathȱforȱ

yourself?ȱ
x Doȱyouȱbelieveȱthatȱyourȱgenderȱhasȱhinderedȱyourȱprofessionalȱ

advancement?ȱ
x Doȱyouȱbelieveȱthatȱyourȱgenderȱhasȱprovidedȱyouȱwithȱanȱadvantageȱinȱ

yourȱprofessionalȱadvancement?ȱ
x PleaseȱcommentȱonȱanyȱotherȱgenderȬrelatedȱworkplaceȱissuesȱyouȱmayȱhaveȱ

experienced.ȱ
Sixȱthemesȱinȱourȱqualitativeȱanalysisȱwereȱofȱrelevanceȱtoȱtheȱdiscussionȱofȱ

careerȱpath:ȱȱ
x ProfessionalȱGrowthȱHinderedȱ(63ȱrespondents)ȱ
x Women’sȱRoleȱ(15ȱrespondents)ȱ
x LackȱofȱRespectȱ&ȱNotȱTakenȱSeriouslyȱ(49ȱrespondents)ȱ
x Networksȱ&ȱSupportȱSystemsȱ(65ȱrespondents)ȱ
x Studentȱ(48ȱrespondents)ȱ
x DiscriminationȱBeyondȱGenderȱ(40ȱrespondents)ȱ

ȱ
5.2.ȱȱInstitutionalȱPoliciesȱonȱCareerȱDevelopmentȱȱ

Womenȱandȱmenȱshowedȱsignificantȱdifferencesȱinȱtheirȱperceptionsȱofȱtheȱ
clarityȱandȱeffectivenessȱofȱuniversityȱprogramsȱandȱpoliciesȱrelatedȱtoȱcareerȱ
success.ȱȱToȱanalyzeȱrespondents’ȱevaluationsȱofȱsuchȱprogramsȱandȱpolicies,ȱ
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surveyȱitemsȱwereȱgroupedȱintoȱtwoȱdistinctȱpolicy/programȱareas:ȱȱthoseȱ
concerningȱtraditionalȱaffirmativeȱactionȱpolicies,ȱandȱthoseȱconcerningȱjobȱ
evaluationȱandȱpromotionȱpolicies.ȱȱȱ

Theȱtraditionalȱaffirmativeȱactionȱpoliciesȱthatȱrespondentsȱwereȱaskedȱaboutȱ
addressedȱissuesȱofȱjobȱopportunityȱandȱflexibility.ȱȱTheyȱincludedȱȱ
x Extendedȱtenureȱclockȱ
x Maternity/paternityȱleaveȱ
x Affirmativeȱactionȱofficerȱ
x Childȱcareȱ
x Dualȱcareerȱopportunitiesȱ
x Typesȱofȱappointmentsȱ

Forȱrespondents’ȱassessmentsȱofȱtheȱclarityȱandȱeffectivenessȱofȱsuchȱ
universityȱprogramsȱandȱpolicies,ȱracialȱdifferencesȱwereȱnotȱstatisticallyȱ
significant,ȱeitherȱoverallȱorȱwithinȱgenderȱgroups.ȱȱHowever,ȱgenderȱwasȱaȱ
significantȱfactor;ȱregardlessȱofȱrace,ȱmenȱhadȱaȱhigherȱmeanȱlevelȱofȱagreementȱ
(19.38)ȱthatȱtheirȱinstitution’sȱpoliciesȱaroundȱjobȱopportunityȱandȱflexibilityȱareȱ
clearȱandȱeffectiveȱthanȱwomenȱ(17.20),ȱaȱdifferenceȱthatȱwasȱstatisticallyȱ
significantȱ(pȱ<ȱ.001).ȱȱThisȱgenderedȱrelationshipȱwasȱalsoȱfairlyȱsimilarȱandȱ
statisticallyȱsignificantȱacrossȱracialȱgroups.ȱȱAmongȱbothȱwhitesȱandȱnonȬwhites,ȱ
menȱhadȱaȱhigherȱmeanȱlevelȱofȱagreementȱthanȱwomenȱthatȱtheirȱinstitution’sȱ
policiesȱaroundȱjobȱopportunityȱandȱflexibilityȱwereȱclearȱandȱeffective.ȱȱAmongȱ
nonȬwhitesȱtheȱmaleȬfemaleȱmeanȱdifferenceȱwasȱ3.78ȱ(pȱ=ȱ.002)ȱandȱamongȱ
whitesȱitȱwasȱ1.54ȱ(pȱ=ȱ.004),ȱbothȱofȱwhichȱareȱstatisticallyȱsignificant.ȱ

Theȱindexȱregardingȱjobȱevaluationȱandȱpromotionȱpoliciesȱincludedȱ
respondents’ȱassessmentsȱofȱtheȱfollowingȱitems:ȱ
x Promotionȱrequirementsȱ
x Criteriaȱforȱevaluationȱ
x Departmentalȱserviceȱrequirementsȱ
x Communityȱserviceȱrequirementsȱ
x Annualȱreviewȱprocessȱ

Whileȱthereȱwasȱagainȱnoȱstatisticallyȱsignificantȱassociationȱbyȱraceȱalone,ȱ
thereȱwasȱanȱoverallȱgenderȱrelationship.ȱȱMen,ȱregardlessȱofȱrace,ȱhadȱaȱhigherȱ
meanȱlevelȱofȱagreementȱ(17.40)ȱthatȱtheirȱuniversity’sȱpolicies/programsȱaroundȱ
promotion,ȱevaluation,ȱandȱrequirementsȱwereȱclearȱandȱeffectiveȱthanȱwomenȱofȱ
anyȱraceȱ(15.56),ȱaȱdifferenceȱthatȱisȱstatisticallyȱsignificantȱ(pȱ<ȱ.001).ȱȱThisȱgenderȱ
differenceȱdidȱremainȱstatisticallyȱsignificantȱamongȱbothȱwhitesȱandȱnonȬwhites,ȱ
butȱwasȱlargerȱamongȱnonȬwhitesȱ(4.05)ȱthanȱamongȱwhitesȱ(1.42).ȱȱWithinȱ
genderȱgroups,ȱthereȱwasȱnoȱstatisticallyȱsignificantȱdifferenceȱbetweenȱwhiteȱ
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andȱnonȬwhiteȱwomen,ȱbutȱamongȱmen,ȱwhitesȱhadȱaȱhigherȱmeanȱlevelȱofȱ
agreementȱthanȱnonȬwhitesȱ(whiteȬnonȬwhiteȱmeanȱdifferenceȱ=ȱ1.55)ȱthatȱtheirȱ
institution’sȱpolicies/programsȱaroundȱpromotion,ȱevaluation,ȱandȱrequirementsȱ
areȱclearȱandȱeffective,ȱaȱresultȱwhichȱwasȱstatisticallyȱsignificantȱ(pȱ=ȱ.030).ȱ

Collectively,ȱbothȱofȱtheȱindicesȱmeasuringȱperceptionsȱofȱclarityȱandȱefficacyȱ
ofȱinstitutionalȱpoliciesȱsuggestȱthat,ȱinȱgeneral,ȱmenȱtendȱtoȱperceiveȱsuchȱ
policiesȱasȱmoreȱclearȱandȱeffectiveȱthanȱwomen.ȱȱInȱtheȱ“traditionalȱaffirmativeȱ
action”ȱpolicyȱareas,ȱtheȱdifferenceȱseemsȱtoȱstopȱthere.ȱȱHowever,ȱinȱ
respondent’sȱevaluationȱofȱinstitutionalȱjobȱrequirements,ȱevaluation,ȱandȱ
promotionȱpolicies,ȱwhiteȱmenȱseemȱtoȱhaveȱanȱadditionalȱadvantageȱoverȱnonȬ
whiteȱmen,ȱwhileȱraceȱisȱnotȱaȱsignificantȱfactorȱamongȱwomen.ȱ

Inȱseekingȱtoȱunderstandȱwhyȱmenȱperceiveȱuniversityȱpoliciesȱconcerningȱ
careerȱsuccessȱtoȱbeȱsoȱmuchȱclearerȱthanȱwomen,ȱweȱturnȱtoȱtheȱresponsesȱtoȱtheȱ
openȬendedȱsurveyȱquestions.ȱȱTheyȱsuggestȱthatȱwomenȱmayȱexperienceȱmoreȱ
discrepanciesȱthanȱmenȱdoȱbetweenȱofficialȱpoliciesȱandȱimplicitȱexpectationsȱ
andȱevaluationȱpractices,ȱespeciallyȱinȱtheȱareasȱofȱserviceȱandȱmentoringȱ
students.ȱȱȱ

Fifteenȱrespondentsȱ(allȱwomen)ȱmentionedȱbeingȱfacedȱbyȱanȱimplicitȱ
“women’sȱrole”ȱatȱtheirȱworkplace,ȱwhichȱsaddledȱwomenȱwithȱadditionallyȱ
expectedȱworkplaceȱduties,ȱparticularlyȱrelatedȱtoȱadministrativeȱworkȱandȱ
studentȱadvisingȱandȱmentoring.ȱȱTheȱfollowingȱquotesȱareȱillustrative:ȱ

ȱ
“Asȱbothȱaȱgradȱstudentȱandȱnowȱaȱprof.ȱIȱhaveȱfoundȱthatȱIȱandȱotherȱ
femalesȱwereȱstillȱexpectedȱtoȱpickȱupȱslackȱinȱtimeȱconsumingȱ
administrativeȱtasks.”ȱ(Female,ȱWhite,ȱ40ȇs)ȱ
ȱ
“Weȱdoȱ‘women’sȱwork’ȱhelpingȱhundredsȱofȱwomenȱstudents,ȱsingleȱ
mothers,ȱetc.,ȱandȱthatȱtimeȱisȱneverȱrecognizedȱasȱuniversityȱservice.”ȱ
(Female,ȱWhite,ȱ60ȇs)ȱ
ȱ
“IȱwindȱupȱdoingȱmostȱofȱtheȱworkȱbecauseȱIȱamȱaȱwoman,ȱI’mȱexpectedȱtoȱ
pickȱupȱtheȱslackȱ(andȱtoȱbeȱfair,ȱIȱdo)”ȱ(Female,ȱWhite,ȱ30ȇs)ȱ
ȱ
“Womenȱfacultyȱroutinelyȱservedȱonȱoverȱ10ȱcommitteesȱatȱaȱtimeȱandȱtookȱcareȱofȱ
studentȱadvising...ȱ[whenȱtheȱwomenȱfacultyȱasȱaȱgroupȱrefusedȱallȱtheȱadvisingȱ
dutiesȱtheyȱwereȱassigned]ȱitȱwasȱgivenȱtoȱaȱgradȱstudentȱratherȱthanȱaȱmale”ȱ
(Female,ȱWhite,ȱ30ȇs)ȱ
ȱ ȱ
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“Deansȱandȱchairsȱstillȱdon’tȱknowȱtheȱdifferenceȱbetweenȱfemaleȱfacultyȱ
andȱsecretaries”ȱ(Female,ȱWhite,ȱ50ȇs)ȱ

ȱ
Furthermore,ȱwomenȱindicatedȱthatȱtheirȱcontributionsȱwereȱsometimesȱnotȱ
recognizedȱasȱeasilyȱasȱthoseȱofȱtheirȱmaleȱcolleagues.ȱ
ȱ

“Iȱdoȱsenseȱthatȱjuniorȱmaleȱcolleaguesȱofȱtheȱsameȱrankȱinȱmyȱdepartmentȱareȱmoreȱ
laudedȱandȱvisibleȱthanȱjuniorȱfemaleȱfaculty.”ȱȱ(Female,ȱWhite,ȱ30ȇs)ȱ
ȱ
“ItȱisȱstillȱnecessaryȱtoȱstrategizeȱifȱIȱwantȱtoȱbeȱlistenedȱto.ȱȱItȱisȱstillȱtooȱeasyȱtoȱ
dismissȱyoungȱwomenȱasȱsillyȱandȱinexperienced,ȱandȱoldȱonesȱasȱcrankyȱandȱoutȱofȱ
touch.”ȱ(Female,ȱWhite,ȱ60ȇs)ȱ
ȱ
“Theȱanointedȱonesȱinȱtheȱearlyȱyearsȱalwaysȱseemȱtoȱbeȱmen.ȱȱMenȱseemȱtoȱbeȱ
grantedȱmoreȱ(unconscious)ȱauthorityȱinȱtalks,ȱnegotiations,ȱetc.ȱbyȱtheȱaudience.”ȱȱ
(Female,ȱWhite,ȱ30ȇs)ȱȱ
ȱ
“Itȱisȱaȱman’sȱworld.ȱȱWomenȱareȱclearlyȱnotȱtakenȱseriouslyȱasȱscholars.”ȱȱ(Female,ȱ
White,ȱ30ȇs)ȱ

ȱ
ȱ“…IȱwasȱrequiredȱtoȱexplainȱwhatȱIȱdoȱmoreȱsoȱthenȱtheȱmenȱIȱworkȱwithȱ–ȱandȱ
womenȱareȱhiredȱinȱatȱlowerȱsalariesȱthenȱmenȱwithȱequalȱexperience.”ȱ(Female,ȱ
White,ȱ40ȇs)ȱ
ȱ
“IȱfeelȱthatȱIȱneedȱtoȱconstantlyȱproveȱmyȱworth.”ȱ(Female,ȱBiȱorȱMultiracial,ȱ30ȇs)ȱ
ȱ
“…Iȱhadȱtoȱbeȱreallyȱhardȱnosedȱaboutȱproclaimingȱmyȱvalueȱandȱcontributions.”ȱ
(Female,ȱWhite,ȱ50ȇs)ȱ

ȱ
Ifȱwomen’sȱcontributionsȱareȱsometimesȱnotȱasȱvisibleȱasȱthoseȱofȱtheirȱmaleȱ
colleagues,ȱitȱwouldȱmakeȱsenseȱthatȱtheyȱwouldȱexperienceȱmoreȱofȱaȱdisconnectȱ
betweenȱofficialȱcareerȬrelatedȱpoliciesȱandȱactualȱpractices.ȱ

Women’sȱsenseȱthatȱtheyȱwereȱexpectedȱtoȱenactȱaȱ“women’sȱrole,”ȱandȱtheirȱ
experienceȱofȱnotȱhavingȱcontributionsȱrecognizedȱasȱeasilyȱasȱmen,ȱbothȱsupportȱ
Valian’sȱexplanatoryȱframeworkȱofȱ“genderȱschemas”ȱasȱaȱsourceȱofȱacademicȱ
climateȱissuesȱ(Valianȱ1998,ȱ2004).ȱȱValianȱhasȱarguedȱthatȱstereotypedȱ
understandingsȱofȱmenȱandȱwomenȱinȱacademiaȱ“skewȱourȱperceptionsȱandȱ
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evaluationsȱofȱmenȱandȱwomen,ȱcausingȱusȱtoȱoverrateȱmenȱandȱunderrateȱ
women”ȱ(2004:208).ȱȱ
ȱ
5.3.ȱȱDepartmentalȱCareerȱSupportȱ

Nextȱweȱturnȱtoȱrespondents’ȱperceptionsȱofȱdepartmentȱactivitiesȱdesignedȱ
toȱsupportȱjobȱperformance.ȱȱTheȱactivitiesȱconsideredȱincluded:ȱ
x Identifyingȱgrantȱsourcesȱ
x Preparing/writingȱgrantsȱȱ
x ObtainingȱstartȬupȱfundsȱforȱequipmentȱandȱsuppliesȱȱ
x Obtainingȱconsultingȱcontractsȱȱ
x Organizingȱcoursesȱȱ
x Advisingȱstudentsȱȱ
x ObtainingȱTAs,ȱRAsȱȱ
x Obtainingȱsecretarialȱsupportȱȱ

Onȱthisȱtopic,ȱregardlessȱofȱrace,ȱmenȱhadȱaȱhigherȱmeanȱlevelȱofȱagreementȱ
(25.48)ȱthatȱtheirȱdepartmentȱwasȱactivelyȱinvolvedȱinȱworkȱsupportȱactivitiesȱ
thanȱwomenȱ(22.79),ȱaȱdifferenceȱthatȱwasȱstatisticallyȱsignificantȱ(pȱ<ȱ.001).ȱȱ
Similarȱtoȱtheȱpreviousȱindices,ȱtheȱmeanȱdifferenceȱbetweenȱwhitesȱandȱnonȬ
whitesȱwereȱnotȱstatisticallyȱsignificantȱasȱaȱwholeȱ(pȱ=ȱ.477)ȱorȱamongȱgenderȱ
groups.ȱȱTheȱoverallȱgenderȱdifferenceȱdidȱtranslateȱtoȱraceȱgroups,ȱwithȱwhiteȱ
menȱhavingȱaȱhigherȱmeanȱlevelȱofȱagreementȱ(25.98)ȱthatȱtheirȱdepartmentȱwasȱ
activelyȱinvolvedȱinȱworkȱsupportȱactivitiesȱthanȱwhiteȱwomenȱ(22.77),ȱaȱ
differenceȱthatȱwasȱstatisticallyȱsignificantȱ(pȱ<ȱ.001).ȱȱAlthoughȱtheȱgenderȱ
patternȱwasȱsimilarȱamongȱnonȬwhites,ȱwithȱnonȬwhiteȱmenȱhavingȱaȱhigherȱ
meanȱlevelȱofȱagreementȱ(24.52)ȱthatȱtheirȱdepartmentȱwasȱactivelyȱinvolvedȱinȱ
workȱsupportȱactivitiesȱthanȱnonȬwhiteȱwomenȱ(22.40),ȱthisȱdifferenceȱwasȱnotȱ
statisticallyȱsignificantȱ(pȱ=ȱ.102).ȱ

Theȱgenderȱinequitiesȱdescribedȱhereȱcanȱbeȱilluminatedȱbyȱtheȱexplanatoryȱ
frameworkȱofȱ“accumulativeȱdisadvantage”ȱforȱwomen.ȱȱClarkȱandȱCorcoranȱ
(1986)ȱarguedȱthatȱmanyȱsmallȱadvantagesȱaccrueȱtoȱmenȱinȱtheȱacademicȱ
workplaceȱthat,ȱoverȱtime,ȱresultȱinȱaȱsnowballȱeffectȱconcerningȱcareerȱsuccess.ȱȱ
Whileȱnoneȱofȱtheȱissuesȱinȱtheȱaboveȱlistȱisȱcriticalȱinȱitself,ȱreceivingȱmoreȱ
supportȱforȱallȱofȱtheseȱitemsȱcollectivelyȱcouldȱprovideȱaȱsignificantȱcareerȱ
advantageȱtoȱmen.ȱȱFurthermore,ȱsuccessȱbreedsȱsuccess;ȱtheȱabilityȱtoȱobtainȱRAsȱ
andȱstartȬupȱfundsȱenhancesȱtheȱlikelihoodȱofȱobtainingȱgrants,ȱforȱinstance.ȱȱ
Likewise,ȱreceivingȱfewerȱsuchȱresourcesȱinhibitsȱtheȱlikelihoodȱofȱcareerȱ
advancement.ȱȱ

ȱ
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5.4.ȱȱMentoringȱ
Respondentsȱwereȱalsoȱaskedȱtoȱassessȱtheȱextentȱtoȱwhichȱseniorȱfacultyȱ

mentorȱjuniorȱfacultyȱbyȱprovidingȱadviceȱandȱguidanceȱinȱaȱvarietyȱofȱareas,ȱ
including:ȱ
x Recommendingȱthemȱasȱinvitedȱspeakersȱ
x Recommendingȱthemȱforȱawardsȱȱ
x Grantȱopportunitiesȱ ȱ
x Promotionȱprocedures/policiesȱ ȱ
x Committeeȱserviceȱ ȱ
x Teachingȱrequirementsȱ ȱ

Onȱthisȱindex,ȱwithoutȱregardȱtoȱrace,ȱmenȱhadȱaȱhigherȱmeanȱlevelȱofȱ
agreementȱ(20.76)ȱthatȱtheirȱseniorȱfacultyȱengageȱinȱaȱvarietyȱofȱjuniorȱfacultyȱ
mentoringȱactivitiesȱthanȱwomenȱdidȱ(18.59)ȱandȱthisȱdifferenceȱwasȱsignificantȱ
(pȱ<ȱ.001).ȱȱAdditionally,ȱthereȱwasȱaȱrelationshipȱwithȱraceȱalone,ȱasȱwhitesȱhadȱaȱ
higherȱmeanȱlevelȱofȱagreementȱ(19.57)ȱthatȱtheirȱseniorȱfacultyȱengageȱinȱaȱ
varietyȱofȱjuniorȱfacultyȱmentoringȱactivitiesȱthanȱnonȬwhitesȱdidȱ(18.15),ȱalsoȱ
significantȱ(pȱ=ȱ.009).ȱȱȱ

Lookingȱatȱraceȱandȱgenderȱinȱcombination,ȱtheȱreasonsȱforȱthisȱdifferenceȱinȱ
magnitudeȱbecomeȱclearer.ȱȱTheȱgenderȱdifferenceȱremainedȱfairlyȱconsistentȱ
acrossȱracialȱgroups,ȱwithȱwhiteȱmenȱhavingȱaȱhigherȱmeanȱlevelȱofȱagreementȱ
(21.07)ȱthatȱtheirȱseniorȱfacultyȱengageȱinȱaȱvarietyȱofȱjuniorȱfacultyȱmentoringȱ
activitiesȱthanȱwhiteȱwomenȱdidȱ(18.96)ȱandȱnonȬwhiteȱmenȱhavingȱaȱhigherȱ
meanȱlevelȱofȱagreementȱ(19.81)ȱthatȱtheirȱseniorȱfacultyȱengageȱinȱaȱvarietyȱofȱ
juniorȱfacultyȱmentoringȱactivitiesȱthanȱnonȬwhiteȱwomenȱdidȱ(17.08);ȱbothȱ
differencesȱwhichȱwereȱsignificantȱ(pȱ<ȱ.001ȱforȱwhitesȱandȱpȱ=ȱ.010ȱforȱnonȬ
whites).ȱȱHowever,ȱwhenȱlookingȱatȱtheȱracialȱdifferencesȱwithinȱgenderȱgroups,ȱ
theȱresultsȱwereȱdifferent.ȱȱAlthoughȱamongȱwomen,ȱwhiteȱwomenȱhadȱaȱhigherȱ
meanȱlevelȱofȱagreementȱ(18.96)ȱthatȱtheirȱseniorȱfacultyȱengageȱinȱaȱvarietyȱofȱ
juniorȱfacultyȱmentoringȱactivitiesȱthanȱnonȬwhitesȱwomenȱdidȱ(17.08),ȱaȱ
differenceȱwhichȱwasȱstatisticallyȱsignificantȱ(pȱ=ȱ.005),ȱtheȱmeanȱdifferenceȱ
amongȱmen,ȱwhileȱlargerȱinȱmagnitude,ȱwasȱnotȱstatisticallyȱsignificantȱ(pȱ=ȱ.126).ȱȱ
Overall,ȱthisȱsuggestedȱthatȱwhileȱmenȱwereȱmoreȱlikelyȱtoȱreportȱmentoringȱ
experiencesȱthanȱwomenȱinȱgeneral,ȱwhiteȱwomenȱalsoȱexperiencedȱsomeȱ
advantageȱinȱthisȱareaȱrelativeȱtoȱnonȬwhiteȱwomen.ȱ

Mentoringȱwasȱalsoȱidentifiedȱasȱanȱissueȱforȱwomenȱinȱresponsesȱtoȱtheȱ
survey’sȱopenȬendedȱquestions.ȱȱTheȱfollowingȱquotesȱareȱillustrative:ȱ

ȱ
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“…IȱwasȱnotȱtreatedȱasȱpositivelyȱasȱmaleȱfacultyȱinȱanyȱjobsȱIȱeverȱhad.”ȱ(Female,ȱBiȱ
orȱMultiracial,ȱ50ȇs)ȱ
ȱ
“InȱthatȱmaleȱdominatedȱoldȬguardȱpoliticalȱclimateȱinȱmyȱdept.ȱwasȱisolatingȱandȱ
depressingȱwhileȱIȱwasȱtenureȬtrackȱ–ȱextremelyȱunsupportiveȱbothȱpracticallyȱandȱ
morally.”ȱ(Female,ȱWhite,ȱ40ȇs)ȱ
ȱ
“…theȱoldȱboysȱclubȱisȱstillȱthrivingȱinȱacademia…fromȱgraduateȱschoolȱtoȱ
conferencesȱandȱpublishingȱtoȱtheȱclassroom.”ȱ(Female,ȱWhite,ȱ50ȇs)ȱ

ȱ
Moreȱgenerally,ȱrespondents’ȱanswersȱtoȱtheȱopenȬendedȱquestionsȱrevealedȱ

aȱlongȬtermȱpatternȱofȱdiscouragementȱandȱdiscrimination,ȱstartingȱinȱcollegeȱ
andȱextendingȱtoȱgraduateȱschool.ȱȱ

ȱ
“Inȱcollege…Iȱwasȱaccusedȱofȱcheatingȱinȱclass…theȱprofessorȱdidn’tȱthinkȱaȱgirlȱ
couldȱdoȱsoȱwell.”ȱ(Female,ȱWhite,ȱ60ȇs)ȱ
ȱ
“…Asȱanȱundergraduate,ȱIȱwasȱtoldȱthatȱwomenȱdidn’tȱgoȱtoȱgraduateȱschoolȱinȱ
anthropologyȱ(byȱtheȱchairȱofȱtheȱdept).”ȱ(Female,ȱWhite,ȱ50ȇs)ȱ
ȱ
“AsȱanȱundergradȱIȱwasȱdiscouragedȱfromȱfieldȱworkȱasȱbeingȱaȱman’sȱprovince.”ȱ
(Female,ȱWhite,ȱ50ȇs)ȱ ȱ
ȱ
“Inȱgraduateȱschoolȱitȱwasȱhardȱforȱfacultyȱtoȱtakeȱwomenȱseriously,ȱwhichȱwasȱ
damagingȱtoȱmyȱmorale,ȱconfidence,ȱandȱproductivity.”ȱ(Female,ȱWhite,ȱ50ȇs)ȱ
ȱ
“Iȱwasȱnotȱgivenȱtheȱsameȱmentoringȱasȱmaleȱgraduateȱstudents,ȱandȱIȱwasȱnotȱ
treatedȱasȱpositivelyȱasȱmaleȱfacultyȱinȱanyȱjobsȱIȱeverȱhad.”ȱ(Female,ȱBiȱorȱ
Multiracial,ȱ50ȇs)ȱ
ȱ
“AsȱaȱgraduateȱstudentȱIȱgotȱlessȱsupportȱandȱrecognitionȱthanȱmaleȱstudentsȱofȱ
equalȱtalent.”ȱ(Female,ȱWhite,ȱ30ȇs)ȱ
ȱ
“Itȱisȱclearȱthatȱinȱgraduateȱschoolȱmaleȱstudentsȱhadȱmoreȱinformalȱinteractionȱwithȱ
faculty,ȱbothȱmaleȱandȱfemale.”ȱȱ(Female,ȱWhite,ȱ40ȇs)ȱ
ȱ
“…inȱgraduateȱschool,ȱIȱthinkȱmenȱwereȱmentoredȱinȱdifferentȱwaysȱthanȱwomen;ȱ
theyȱwereȱmoreȱlikelyȱtoȱpublishȱwithȱprofessorsȱforȱexample.”ȱ(Male,ȱWhite,ȱ40ȇs)ȱ
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ȱ
“…Inȱgraduateȱschool,ȱIȱthoughtȱthereȱwasȱaȱdiscouragingȱclimateȱofȱexpectationsȱ
thatȱwomenȱwouldȱnotȱexcel,ȱwouldȱbeȱmoreȱlikelyȱtoȱslowȱdownȱdueȱtoȱfamilyȱandȱ
otherȱlifeȱissues,ȱetc.”ȱ(Female,ȱWhite,ȱ40ȇs)ȱ
ȱ
Theseȱquotationsȱsuggestȱaȱpatternȱthatȱbeginsȱearlyȱinȱone’sȱtraining,ȱandȱ

oneȱthatȱhasȱcontinuedȱthroughȱseveralȱgenerationsȱofȱscholars.ȱȱBeginningȱinȱ
undergraduateȱstudies,ȱwomenȱareȱsentȱsignalsȱthatȱtheyȱwillȱnotȱsucceedȱasȱ
anthropologists.ȱȱSomeȱareȱhardȱcues:ȱ“Iȱwasȱaccusedȱofȱcheating…,”ȱ“Iȱwasȱtoldȱ
womenȱdidn’tȱgoȱtoȱgraduateȱschool…”ȱorȱ“…fieldworkȱ[is]ȱaȱman’sȱprovince.”ȱȱOtherȱ
signalsȱareȱmoreȱsubtle,ȱyetȱpervasive,ȱqualitiesȱofȱtheȱacademicȱworkȱclimate.ȱȱ
Theseȱareȱreflectedȱinȱrespondentȱcommentsȱaboutȱtheȱgraduateȱstudyȱ
environmentȱandȱexperiencesȱwithȱfacultyȱmentorsȱ–ȱ“…Iȱthoughtȱthereȱwasȱaȱ
discouragingȱclimate…”;ȱ“menȱwereȱmentoredȱinȱdifferentȱways…”;ȱ“…maleȱstudentsȱ
hadȱmoreȱinformalȱinteraction…”;ȱand,ȱ“...Iȱwasȱnotȱtreatedȱasȱpositivelyȱasȱmaleȱ
faculty…”ȱȱȱThereȱwereȱ37ȱinstancesȱwhereȱrespondentsȱmentionedȱlackȱofȱ
mentoringȱforȱfemaleȱanthropologists.ȱȱ26ȱrespondentsȱspecificallyȱnotedȱaȱlackȱofȱ
mentoringȱandȱguidanceȱwhileȱinȱgraduateȱschool,ȱandȱ11ȱspokeȱofȱtheȱlackȱofȱ
mentoringȱinȱgeneral.ȱȱ

Theseȱissuesȱwithȱregardȱtoȱmentoringȱagainȱrelateȱtoȱtheȱ“accumulativeȱ
disadvantage”ȱtheoryȱpresentedȱinȱsectionȱ5.3.ȱȱInȱaddition,ȱtheyȱreflectȱtheȱ
continuingȱexistenceȱofȱanȱ“oldȱboy’sȱnetwork,”ȱwhichȱisȱexploredȱmoreȱdeeplyȱ
inȱtheȱfollowingȱsection.ȱ
ȱ
5.5.ȱȱCollegialityȱ

Theȱfifthȱaspectȱofȱworkȱenvironmentȱthatȱweȱexaminedȱwasȱcollegiality.ȱȱ
Thisȱtopicȱincludedȱquestionsȱaboutȱwhetherȱfellowȱfaculty:ȱ
x Areȱfriendlyȱ ȱ
x Areȱeasyȱtoȱdiscussȱideasȱwithȱ
x Respectȱyourȱopinionsȱ
x Valueȱyouȱasȱanȱindividualȱ
x Areȱtooȱcompetitiveȱȱ
x Haveȱgivenȱyouȱhelpfulȱcounsel/positiveȱsuggestionsȱ
x Treatȱyouȱasȱaȱcolleagueȱ

Weȱfoundȱanȱoverallȱgenderȱdifferenceȱinȱresponsesȱtoȱtheseȱquestions,ȱwithȱ
menȱhavingȱaȱhigherȱmeanȱlevelȱofȱagreementȱ(28.15)ȱthatȱtheirȱfellowȱfacultyȱareȱ
collegialȱthanȱwomenȱ(26.81),ȱaȱdifferenceȱthatȱwasȱsignificantȱ(pȱ=ȱ.003).ȱȱRacialȱ
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differencesȱaloneȱwereȱbothȱsmallerȱinȱmagnitudeȱandȱnotȱstatisticallyȱsignificantȱ
(pȱ=ȱ.082).ȱ

Onceȱagain,ȱtheseȱrelationshipsȱmakeȱmoreȱsenseȱonceȱraceȱandȱgenderȱareȱ
examinedȱinȱcombination.ȱȱWhileȱamongȱwomen,ȱwhiteȱwomenȱhadȱaȱhigherȱ
meanȱlevelȱofȱagreementȱ(27.25)ȱthatȱtheirȱfellowȱfacultyȱareȱcollegialȱwithȱthemȱ
thanȱnonȬwhiteȱwomenȱ(24.95),ȱaȱdifferenceȱthatȱwasȱstatisticallyȱsignificantȱ(pȱ=ȱ
.003),ȱracialȱdifferencesȱamongȱmenȱwereȱnotȱstatisticallyȱsignificantȱ(pȱ=ȱ.363).ȱȱ
Similarly,ȱamongȱnonȬwhites,ȱmenȱhadȱaȱhigherȱmeanȱlevelȱofȱagreementȱ(29.00)ȱ
thatȱtheirȱfellowȱfacultyȱareȱcollegialȱwithȱthemȱthanȱnonȬwhiteȱwomenȱ(24.97),ȱaȱ
differenceȱthatȱwasȱstatisticallyȱsignificantȱ(pȱ=ȱ.001),ȱwhileȱgenderȱdifferencesȱ
amongȱwhitesȱwereȱnotȱstatisticallyȱsignificantȱ(pȱ=ȱ.066).ȱȱThisȱsuggestedȱanȱ
overallȱpatternȱsimilarȱtoȱthatȱofȱmentoring,ȱthatȱwhileȱmenȱwereȱmoreȱlikelyȱtoȱ
reportȱmentoringȱexperiencesȱthatȱwomenȱinȱgeneral,ȱwhiteȱwomenȱalsoȱ
experiencedȱsomeȱadvantageȱinȱthisȱareaȱrelativeȱtoȱnonȬwhiteȱwomen.ȱ

ResponsesȱtoȱopenȬendedȱquestionsȱilluminatedȱtheȱchallengesȱwomenȱfaceȱ
inȱtheȱareaȱofȱcollegiality.ȱȱOneȱthemeȱthatȱemergedȱinȱourȱanalysisȱwasȱthatȱofȱ
theȱcontinuedȱstrengthȱofȱanȱ“oldȱboy’sȱnetwork,”ȱwhichȱcouldȱleadȱtoȱaȱsenseȱofȱ
malesȱasȱtheȱpoliticalȱinsidersȱwhileȱfemalesȱwereȱtheȱoutsidersȱ(n=26).ȱȱȱThisȱ
themeȱisȱoftenȱnotedȱinȱstudiesȱofȱgenderȱequityȱinȱacademiaȱasȱwellȱasȱotherȱ
workplacesȱ(AAUWȱ2004,ȱFletcherȱetȱal.ȱ2007,ȱWirthȱ2001).ȱ

ȱ
“theȱoldȱboysȱclubȱisȱthrivingȱinȱacademia…fromȱgraduateȱschoolȱtoȱconferencesȱandȱ
publishingȱtoȱtheȱclassroom.”ȱ(Female,ȱWhite,ȱ50ȇs)ȱ

ȱ
“InȱthatȱmaleȱdominatedȱoldȬguardȱpoliticalȱclimateȱinȱmyȱdept.ȱwasȱisolatingȱandȱ
depressingȱwhileȱIȱwasȱtenureȬtrackȱ–ȱextremelyȱunsupportiveȱbothȱpracticallyȱandȱ
morally.”ȱ(Female,ȱWhite,ȱ40ȇs)ȱ

ȱ
“Womenȱareȱnotȱencouragedȱtoȱbeȱprehistoricȱarchaeologists.ȱȱGoodȱoldȱboyȱnetworkȱ
existsȱandȱassertiveȱwomenȱhaveȱaȱdifficultȱtime.ȱȱColleaguesȱhaveȱbeenȱthreatenedȱbyȱ
myȱproductivity.”ȱ(Female,ȱWhite,ȱ40ȇs)ȱ
ȱ
“I’mȱaȱmaleȱ–ȱit’sȱstillȱaȱpatriarchy.”ȱ(Male,ȱWhite,ȱ40’s)ȱȱ
ȱ
“Yes;ȱatȱvariousȱpointsȱbeingȱinȱtheȱmaleȱ‘club’ȱhasȱmadeȱthingsȱeasier.”ȱ(Male,ȱ
White,ȱ50’s)ȱ
ȱ
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“Yes,ȱdevelopingȱmaleȱbondsȱhasȱbeenȱadvantageousȱwithȱsomeȱmales,ȱwhoȱareȱmoreȱ
oftenȱinȱpositionsȱofȱpowerȱorȱwithȱaccessȱtoȱresources.”ȱ(Male,ȱWhite,ȱ30’s)ȱ
ȱ
AnotherȱthemeȱinȱtheȱopenȬendedȱquestionsȱwasȱthatȱwomenȱsometimesȱ

facedȱaȱlackȱofȱrespect.ȱȱSpecificȱconcernsȱrangedȱfromȱsubtleȱdifferencesȱinȱ
respectȱtoȱexplicitȱharassmentȱandȱdiscrimination.ȱȱTheȱfollowingȱquotesȱareȱ
illustrative:ȱ

ȱ
“Iȱthinkȱthatȱourȱprofessionȱstillȱhasȱaȱproblemȱtakingȱyoungȱwomenȱ
seriously.”ȱ(Female,ȱWhite,ȱ20ȇs)ȱ
ȱ
“Menȱstillȱdoȱnotȱlistenȱtoȱwomen.ȱȱIfȱoneȱisȱoutspokenȱasȱaȱfemale,ȱoneȱisȱ
lessȱlikelyȱtoȱgetȱ‘perks’ȱorȱadvancement.”ȱ(Female,ȱWhite,ȱ50ȇs)ȱ
ȱ
“Difficultȱinȱserviceȱcommitteesȱwithȱsilverbackȱmalesȱwhoȱdoȱnotȱrespectȱ
womenȱandȱtheirȱopinions.”ȱ(Female,ȱWhite,ȱ30ȇs)ȱ
ȱ
“Asȱaȱwoman,ȱmyȱintellectualȱcontributionsȱhaveȱnotȱbeenȱtakenȱseriouslyȱ
orȱIȱhaveȱbeenȱovertlyȱsexualizedȱbyȱmen.”ȱ(Female,ȱBiȱorȱMultiracial,ȱ30ȇs)ȱ
ȱ
“Administratorsȱatȱmyȱinstitutionȱstillȱofferȱaȱchillyȱclimateȱtoȱassertiveȱ
women.”ȱ(Female,ȱWhite,ȱ60ȇs)ȱ
ȱ
Theȱlackȱofȱrespectȱthatȱwomenȱsaidȱtheyȱfacedȱagainȱrevealsȱtheȱ“genderȱ

schemas”ȱframeworkȱdescribedȱinȱsectionȱ5.2.ȱȱFurthermore,ȱitȱalsoȱsupportsȱtheȱ
“menȱasȱtheȱnorm”ȱframeworkȱdevelopedȱbyȱBailynȱ(2003).ȱȱBailynȱaddedȱaȱ
considerationȱofȱinstitutionalȱideologiesȱandȱpracticesȱtoȱtheȱ“genderȱschemas”ȱ
framework.ȱȱSheȱarguedȱthatȱ“theȱacademyȱisȱanchoredȱin…ȱaȱvisionȱofȱ
masculinityȱasȱtheȱnormal,ȱuniversalȱrequirementȱofȱuniversityȱlife”ȱ(2003:143).ȱȱ
Thisȱcanȱleadȱtoȱaȱlackȱofȱrespectȱforȱwomenȱwhenȱtheyȱtakeȱonȱrolesȱandȱ
behaviorsȱstereotypicallyȱassociatedȱwithȱmen,ȱsuchȱasȱspeakingȱassertively.ȱ

ȱ
5.6.ȱȱInteractionsȱwithȱStudentsȱ

Aȱfinalȱdimensionȱofȱtheȱworkȱenvironmentȱthatȱrelatesȱtoȱacademicȱclimateȱisȱ
facultyȱmembers’ȱinteractionsȱwithȱstudents.ȱȱAnalysisȱofȱresponsesȱtoȱtheȱopenȬ
endedȱquestionsȱrevealedȱthatȱthisȱwasȱaȱmajorȱtheme,ȱgeneratingȱ50ȱquotationsȱ
fromȱ48ȱrespondents.ȱȱAlthoughȱwomen’sȱcommentsȱonȱthisȱsubjectȱexpressedȱ
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bothȱpositiveȱandȱnegativeȱgenderȱexperiences,ȱmenȱwereȱalmostȱuniversallyȱ
positive.ȱȱȱ

Nineteenȱofȱtheȱcommentsȱmadeȱaboutȱstudentsȱwereȱpositive.ȱȱPositiveȱ
commentsȱmadeȱbyȱwomenȱusuallyȱnotedȱrapport,ȱabilityȱtoȱconnectȱwithȱ
students,ȱabilityȱtoȱrelateȱonȱaȱpersonalȱlevel,ȱstrategiesȱforȱinteraction,ȱbeingȱseenȱ
asȱtakingȱanȱinterestȱinȱstudents’ȱlives,ȱorȱevenȱbeingȱvaluedȱasȱoneȱofȱtheȱfewȱ
womenȱprofessorsȱinȱtheȱdepartment.ȱȱForȱexample:ȱ
ȱ

“Iȱamȱmuchȱmoreȱinȱtuneȱwithȱourȱstudents”ȱ(Female,ȱWhite,ȱ40ȇs).ȱȱȱ
ȱ
Men’sȱpositiveȱresponsesȱoftenȱbroughtȱupȱdeference,ȱbeingȱtakenȱmoreȱ
seriously,ȱlessȱhassling,ȱandȱmoreȱrespect.ȱForȱexample:ȱ
ȱ

“atȱtimesȱIȱhaveȱbeenȱtakenȱmoreȱseriously...evenȱbyȱundergrads”ȱ(Male,ȱWhite,ȱ
60ȇs).ȱȱ

ȱ
TwentyȬnineȱresponsesȱwereȱnegative.ȱȱTheȱsingleȱinstanceȱofȱaȱman’sȱnegativeȱ
responseȱnotedȱthatȱstudentsȱmayȱdislikeȱhimȱbecauseȱheȱdidȱnotȱȱ
ȱ

“fitȱtheȱsecondaryȱschoolȱmouldȱofȱaȱcompassionate,ȱmotherlyȱnurturer”ȱ(Male,ȱ
White,ȱ30ȇs).ȱ

ȱ
Theȱwomen’sȱnegativeȱresponsesȱwereȱextremelyȱvaried.ȱTheyȱincludedȱfeelingȱ
lessȱrespectedȱinȱtheȱclassroom,ȱbeingȱexpectedȱtoȱdoȱmoreȱservice,ȱbeingȱ
expectedȱtoȱgiveȱmoreȱtime,ȱbeingȱexpectedȱtoȱbeȱnicer,ȱbeingȱseenȱasȱlessȱ
competentȱthanȱmaleȱprofessors,ȱandȱbeingȱevaluatedȱmoreȱharshlyȱorȱbyȱstricterȱ
termsȱthanȱmen.ȱȱȱ
ȱ

ȱ“studentsȱscrutinizeȱfemaleȱprofessorsȱandȱdemandȱgreaterȱcompetencyȱandȱ
emotionalȱsupport”ȱ(Femaleȱ,ȱWhite,ȱ40ȇs).ȱ
ȱ
ȱ“Womenȱatȱmyȱcurrentȱinstitutionȱareȱexpectedȱtoȱbeȱmaternalȱandȱnurturingȱwithȱ
students,ȱwhileȱmenȱgetȱtoȱbeȱrigorousȱandȱdemanding.ȱȱWomenȱgetȱblastedȱbyȱ
studentsȱandȱadministrators”ȱ(Female,ȱWhite,ȱ40ȇs).ȱ

ȱ
Theȱinterestingȱoverlapȱinȱwhatȱwomenȱnotedȱasȱnegativeȱ(e.g.ȱlessȱrespect),ȱ

andȱmenȱnotedȱasȱpositiveȱ(e.g.ȱmoreȱrespect)ȱsuggestsȱthatȱbothȱgendersȱhaveȱaȱ
similarȱunderstandingȱaboutȱwhatȱhappensȱinȱaȱclassroomȱregardingȱgenderedȱ
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interactions.ȱSixȱwomenȱparticipantsȱspecificallyȱnotedȱwhatȱtheyȱfeltȱasȱaȱbiasȱ
againstȱthemȱinȱformalȱstudentȱevaluations.ȱȱ

Unfortunatelyȱweȱdidȱnotȱincludeȱquestionsȱspecificallyȱtargetedȱatȱstudentȱ
interactionsȱinȱtheȱsurveyȱinstrument.ȱȱFutureȱiterationsȱofȱthisȱsurveyȱmustȱtakeȱ
careȱtoȱincludeȱfacultyȬstudentȱinteractionsȱasȱaȱuniqueȱdimensionȱofȱtheȱ
universityȱexperience.ȱȱServiceȱonȱgraduateȱstudentȱcommittees,ȱstudentȱ
advising,ȱandȱgeneralȱstudentȱinteractionsȱshouldȱoccupyȱaȱprominentȱplaceȱinȱ
anyȱanalysisȱofȱgenderedȱworkȱenvironments.ȱ

ȱ
5.7.ȱȱDiscriminationȱBeyondȱGenderȱȱȱ

Overall,ȱthereȱareȱdistinctȱsimilaritiesȱandȱdifferencesȱinȱtheȱrelationshipsȱ
amongȱgenderȱandȱraceȱinȱourȱquantitativeȱanalysis.ȱȱAȱgenderedȱpatternȱinȱ
workplaceȱperceptionsȱdoesȱremainȱsomewhatȱconsistentȱacrossȱallȱmeasures,ȱ
withȱmenȱbeingȱmoreȱlikelyȱtoȱperceiveȱtheirȱdepartment’sȱpoliciesȱandȱprogramsȱ
asȱclearȱandȱeffective,ȱmoreȱlikelyȱtoȱperceiveȱtheirȱdepartmentsȱandȱseniorȱ
facultyȱasȱactuallyȱinvolvedȱinȱsupportingȱtheirȱworkȱandȱmentoringȱthem,ȱandȱ
moreȱlikelyȱtoȱperceiveȱtheirȱfellowȱfacultyȱasȱcollegial.ȱȱWhileȱtheȱrelationshipȱ
betweenȱgenderȱandȱraceȱchangedȱacrossȱtheseȱmeasures,ȱraceȱwasȱneverȱableȱtoȱ
“trump”ȱmaleȱprivilegeȱandȱracialȱadvantagesȱorȱdisadvantagesȱinȱtheseȱ
variablesȱwereȱconsistentlyȱsecondaryȱtoȱgender.ȱȱHowever,ȱthereȱdoesȱseemȱtoȱ
beȱaȱdistinctȱshiftȱinȱtheȱeffectsȱofȱraceȱwhenȱweȱtransitionȱfromȱtalkingȱaboutȱ
policyȱandȱprogramȱtoȱactualȱinteractionsȱandȱactivities.ȱȱWhenȱexaminingȱ
perceptionsȱofȱpolicyȱandȱprogramming,ȱraceȱisȱonlyȱaȱsignificantȱfactorȱinȱ
moderatingȱmaleȱprivilege,ȱbutȱdoesȱnotȱseemȱtoȱsignificantlyȱimpactȱtheȱ
experiencesȱofȱwomenȱwhoȱdoȱnotȱreceiveȱgenderȱprivilege.ȱȱWhenȱexaminingȱ
perceptionsȱofȱactualȱinteractions,ȱraceȱisȱonlyȱaȱsignificantȱfactorȱamongȱwomenȱ
whoȱareȱalreadyȱexperiencingȱaȱgenderȱdisadvantage,ȱbutȱdoesȱnotȱseemȱtoȱ
significantlyȱimpactȱtheȱeffectȱofȱmaleȱprivilege.ȱȱThisȱconsistencyȱsuggestsȱaȱshiftȱ
betweenȱpolicyȱandȱactualȱhumanȱinteractions.ȱȱȱ

Furthermore,ȱthisȱpatternȱhighlightsȱtheȱimportanceȱofȱconsideringȱgenderȱ
alongȱwithȱaȱvarietyȱofȱotherȱimportantȱdimensionsȱofȱidentity,ȱincludingȱrace,ȱ
ethnicity,ȱnationalȱorigin,ȱsexualȱorientation,ȱandȱage.ȱȱAsȱdescribedȱinȱchapterȱ2,ȱ
weȱunfortunatelyȱdidȱnotȱhaveȱsufficientȱdataȱtoȱtestȱfactorsȱotherȱthanȱraceȱinȱ
ourȱquantitativeȱanalysis.ȱȱHowever,ȱsignificantȱsupportȱforȱtheȱvalueȱofȱmultiȬ
dimensionalȱanalysisȱwasȱfoundȱinȱtheȱtextualȱanalysisȱofȱresponsesȱtoȱtheȱopenȬ
endedȱquestionsȱaskingȱaboutȱgenderȱasȱaȱhindrance,ȱaboutȱasȱanȱadvantage,ȱandȱ
aboutȱotherȱgenderȬrelatedȱexperiences.ȱȱ50ȱrespondentsȱidentifiedȱgenderedȱ
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experiencesȱasȱbeingȱconnectedȱtoȱotherȱdimensionsȱofȱidentity.ȱȱTheȱfollowingȱ
examplesȱareȱillustrative:ȱȱ

ȱ
ȱ“…Iȱthinkȱthatȱrace,ȱclass,ȱandȱchoiceȱofȱresearchȱchoicesȱhaveȱallȱhelpedȱ
toȱghettoizeȱme…”ȱ(Female,ȱBlackȱorȱAfricanȬAmerican,ȱ40ȇs)ȱ
ȱ
“Itȱ[is]ȱaȱdoubleȱhindranceȱbeingȱaȱminorityȱwoman.”ȱ(Female,ȱAsian,ȱ50ȇs)ȱ
ȱ
“Anȱagingȱwomanȱprofessorȱgetsȱlittleȱrespectȱfromȱtheȱadministration.”ȱ
(Female,ȱWhite,ȱ60ȇs)ȱ
ȱ
“Notȱgenderȱ[asȱaȱhindrance],ȱbutȱsexualȱorientationȱandȱforeignȱoriginȱandȱ
upbringing.”ȱ(Male,ȱWhite,ȱ40ȇs)ȱ
ȱ
“…raceȱmoreȱthanȱgenderȱ[hasȱhinderedȱmyȱadvancement].ȱȱPeopleȱviewȱ
researchȱbyȱaȱminorityȱonȱminoritiesȱasȱtooȱcloseȱtoȱtheȱresearch.”ȱ(Female,ȱBlackȱorȱ
AfricanȬAmerican,ȱ50ȇs)ȱ
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6.ȱȱWorkȬFamilyȱIssuesȱ
ȱ
6.1.ȱȱIntroductionȱȱȱȱ

ThisȱsectionȱreportsȱonȱworkȬfamilyȱissuesȱinȱrelationȱtoȱcareerȱtrajectories,ȱ
andȱhowȱtheseȱdifferȱforȱwomenȱandȱmen.ȱȱToȱunderstandȱtheȱdifferences,ȱweȱ
exploredȱpastȱandȱanticipatedȱcareerȱinterruptions,ȱandȱtheȱchallengesȱofȱcareȬ
givingȱforȱchildrenȱandȱothersȱwhileȱinȱanȱacademicȱcareer.ȱȱWeȱfoundȱaȱ
statisticallyȱsignificantȱrelationshipȱbetweenȱgenderȱandȱreasonsȱforȱcareerȱ
interruptions,ȱwithȱmoreȱwomenȱthanȱmenȱhavingȱinterruptedȱtheirȱcareersȱorȱ
anticipatingȱaȱcareerȱinterruptionȱdueȱtoȱfamilialȱobligations.ȱChildbirthȱandȱcareȬ
givingȱwereȱfrequentlyȱmentionedȱasȱhindrancesȱtoȱprofessionalȱadvancementȱforȱ
women.ȱȱRespondentsȱclaimedȱthatȱtheȱtimeȱcommitmentȱinvolvedȱinȱbalancingȱ
workȱandȱfamilyȱresponsibilities,ȱcoupledȱwithȱaȱlackȱofȱinstitutionalȱrecognitionȱ
forȱworkȬfamilyȱissues,ȱdisadvantagedȱwomen,ȱbutȱnotȱmen.ȱȱTheȱsectionȱ
concludesȱwithȱanȱexaminationȱofȱgenderedȱdifferencesȱinȱmaritalȱstatus,ȱ
numbersȱofȱchildrenȱandȱcaregivingȱroles.ȱȱWhileȱwomenȱareȱlessȱoftenȱmarriedȱ
thanȱmen,ȱandȱhaveȱfewerȱchildren,ȱtheyȱnonethelessȱhaveȱgreaterȱchildcareȱ
responsibilitiesȱthanȱmen.ȱ

TheȱsurveyȱresultsȱareȱilluminatedȱbyȱtheȱtheoriesȱsummarizedȱinȱChapterȱ1ȱ
asȱ“SecondȱShift”ȱandȱ“MenȱasȱtheȱNorm.”ȱȱPerhapsȱtheȱmostȱpervasiveȱfindingȱ
regardingȱworkȬfamilyȱissuesȱisȱtheȱtendencyȱforȱwomenȱtoȱbeȱprimaryȱ
caregiversȱforȱchildren,ȱcreatingȱaȱdoubleȱburdenȱforȱthemȱwhichȱslowsȱtheirȱ
careerȱprogression.ȱȱThisȱrelatesȱtoȱtheȱideologyȱofȱ“MenȱasȱtheȱNorm,”ȱinȱthatȱ
traditionalȱnotionsȱofȱwhatȱitȱmeansȱtoȱbeȱaȱprofessorȱincludeȱassumptionsȱaboutȱ
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theȱmaleȱgenderȱofȱtheȱprofessor,ȱandȱhisȱreducedȱparticipationȱinȱchildcareȱandȱ
householdȱresponsibilitiesȱbyȱcomparisonȱtoȱhisȱwife,ȱdisadvantagingȱwomenȱ
professorsȱwhoȱdoȱnotȱmatchȱtheȱideologicalȱnorm.ȱȱȱ
ȱ
SourcesȱofȱDataȱ

QuantitativeȱfindingsȱinȱthisȱsectionȱareȱbasedȱonȱsectionsȱCȱandȱFȱofȱtheȱ
surveyȱinstrumentȱ(seeȱAppendixȱA).ȱȱSectionȱCȱcollectedȱdataȱonȱdatesȱandȱagesȱ
forȱobtainingȱdegrees;ȱwhetherȱindividualsȱtookȱtimeȱoffȱbetweenȱearningȱ
degrees,ȱandȱwhy;ȱandȱwhetherȱrespondentsȱheldȱaȱpostȬdoctoralȱpositionȱbeforeȱ
takingȱaȱtenureȬtrackȱjob.ȱȱMostȱyes/noȱquestionsȱwereȱfollowedȱwithȱspaceȱ
allowingȱforȱexplanation.ȱȱExplanationsȱwereȱcategorizedȱandȱstatisticallyȱ
analyzedȱalongȱwithȱtheȱclosedȱsurveyȱquestions.ȱȱSectionȱFȱcollectedȱ
demographicȱinformationȱincludingȱmaritalȱstatus,ȱnumberȱofȱchildren,ȱandȱ
primaryȱcaregiver.ȱȱInȱaddition,ȱthisȱchapterȱalsoȱdrawsȱonȱtextualȱanalysisȱofȱtheȱ
followingȱopenȬendedȱquestions:ȱȱ
x Knowingȱwhatȱyouȱknowȱnow,ȱwouldȱyouȱstillȱchooseȱthisȱcareerȱpathȱforȱ

yourself?ȱȱ
x Doȱyouȱbelieveȱthatȱyourȱgenderȱhasȱhinderedȱyourȱprofessionalȱ

advancement?ȱȱ
x Doȱyouȱbelieveȱthatȱyourȱgenderȱhasȱprovidedȱyouȱwithȱanȱadvantageȱinȱ

yourȱprofessionalȱadvancement?ȱȱ
x PleaseȱcommentȱonȱanyȱotherȱgenderȬrelatedȱworkplaceȱissuesȱyouȱmayȱhaveȱ

experienced.ȱȱ
WeȱcombinedȱquantitativeȱanalysisȱwithȱtheȱTimeȱandȱFamilyȱthemeȱfromȱ

ourȱqualitativeȱanalysis.ȱȱTheȱTimeȱandȱFamilyȱthemeȱsuggestsȱthatȱtheȱtimeȱ
commitmentȱassociatedȱwithȱacademicȱworkȱinhibitsȱone’sȱabilityȱtoȱeffectivelyȱ
manageȱcaretakingȱresponsibilities,ȱparticularlyȱforȱwomen,ȱandȱthatȱthisȱ
dilemmaȱisȱnotȱfullyȱappreciatedȱbyȱadministration.ȱȱ156ȱrespondentsȱwereȱcodedȱ
forȱtheȱTimeȱandȱFamilyȱtheme.ȱ
ȱ
6.2.ȱȱCareerȱInterruptionsȱPriorȱtoȱSurveyȱ ȱ

Surveyȱrespondentsȱwereȱaskedȱifȱthereȱhadȱeverȱbeenȱanȱinterruptionȱ(longerȱ
thanȱaȱvacation)ȱinȱtheirȱacademicȱcareerȱsinceȱreceivingȱtheirȱPhD.ȱȱ235ȱ(25.46%)ȱ
ofȱtheȱ923ȱrespondentsȱtoȱthisȱquestionȱhadȱexperiencedȱaȱcareerȱinterruption.ȱȱ
Forȱ55.36%ȱofȱrespondentsȱ(n=129),ȱtheirȱcareerȱinterruptionȱwasȱbetweenȱ
completingȱtheirȱgraduateȱdegreeȱandȱstartingȱwork.ȱȱ44.64%ȱofȱrespondentsȱ
(n=104)ȱhadȱtheirȱcareersȱinterruptedȱafterȱbeginningȱtheirȱfirstȱpostȬgraduateȱ
position.ȱȱInterruptionsȱwereȱtypicallyȱbetweenȱoneȱandȱtwoȱyearsȱ(meanȱ=ȱ2.76;ȱ
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medianȱ=ȱ2;ȱmodeȱ=ȱ1),ȱalthoughȱtheȱrangeȱofȱtimeȱoffȱreportedȱwasȱoneȱmonthȱtoȱ
17ȱyears.ȱȱȱ

Statisticallyȱsignificantȱrelationshipsȱwereȱnotȱfoundȱbetweenȱgenderȱandȱ
careerȱinterruptionȱorȱforȱraceȱandȱcareerȱinterruption;ȱonlyȱweakȱnegativeȱ
associationsȱwereȱfoundȱforȱboth.ȱȱAlthoughȱfewerȱmenȱthanȱwomenȱ(40.8%ȱofȱ
menȱandȱ44.1%ȱofȱwomen)ȱandȱmoreȱpeopleȱofȱcolorȱthanȱwhitesȱ(45.0%ȱofȱnonȬ
whitesȱandȱ42.4%ȱofȱwhites)ȱexperiencedȱaȱcareerȱinterruptionȱsinceȱtheȱ
beginningȱtheirȱgraduateȱprogram,ȱneitherȱdifferenceȱwasȱstatisticallyȱsignificantȱ
(pȱ=ȱ.350ȱforȱsexȱandȱpȱ=ȱ.602ȱforȱrace).ȱȱFurthermore,ȱanalysisȱofȱraceȱandȱgenderȱ
variablesȱinȱcombinationȱwereȱnotȱstatisticallyȱsignificant,ȱincludingȱgenderȱ
differencesȱamongȱwhitesȱ(pȱ=ȱ.906),ȱracialȱdifferencesȱamongȱmenȱ(pȱ=ȱ.327),ȱ
racialȱdifferencesȱamongȱwomenȱ(pȱ=ȱ.148),ȱandȱgenderȱdifferencesȱamongȱnonȬ
whitesȱ(pȱ=ȱ.077).ȱȱ

Whileȱthereȱwereȱnoȱsignificantȱdifferencesȱbyȱraceȱorȱgenderȱinȱtermsȱofȱtheȱ
likelihoodȱofȱhavingȱhadȱaȱcareerȱinterruption,ȱreasonsȱforȱcareerȱinterruptionsȱ
didȱshowȱsignificantȱdifferences.ȱTheȱresponsesȱtoȱtheȱopenȬendedȱquestionȱ
concerningȱreason(s)ȱforȱpostȬPhDȱcareerȱinterruptionsȱwereȱsortedȱintoȱtenȱ
categories:ȱ1)ȱjobȱmarket/jobȱsearch;ȱ2)ȱworkȱinȱanotherȱfield;ȱ3)ȱpostȬdoctoralȱ
position;ȱ4)ȱdiscrimination/harassment;ȱ5)ȱotherȱworkȱrelated;ȱ6)ȱcombinationȱofȱ
workȱandȱfamily;ȱ7)ȱchildcareȱandȱotherȱcaretaking;ȱ8)ȱspouseȱtailing;ȱ9)ȱotherȱ
family;ȱandȱ10)ȱotherȱ(personal,ȱmedical,ȱvisaȱstatus).ȱȱTheseȱcategoriesȱwereȱthenȱ
collapsedȱforȱanalysisȱintoȱ“familyȱrelated”ȱreasonsȱorȱ“workȱrelated”ȱreasons.ȱȱ
140ȱofȱtheȱ229ȱrespondentsȱ(61.11%)ȱinterruptedȱtheirȱcareerȱforȱworkȱrelatedȱ
reasonsȱandȱ69ȱrespondentsȱ(30.13%)ȱdidȱsoȱforȱfamilyȱreasons.ȱȱFigureȱ6.1.ȱ
summarizesȱtheȱcodingȱcategories,ȱcounts,ȱandȱpercentagesȱbyȱgender.ȱȱ
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Figureȱ6.1.ȱȱȱGenderȱDistributionȱofȱReasonsȱforȱCareerȱInterruptions.ȱȱ
ReasonȱforȱInterruptionȱ Menȱ(count)ȱ Womenȱ(count)ȱ
Jobȱmarket/jobȱsearchȱ 51.85%ȱ(28)ȱ 32.00%ȱ(56)ȱ
Workȱinȱanotherȱfieldȱ 24.07%ȱ(13)ȱ 14.29%ȱ(25)ȱ
PostȬdoctoralȱpositionȱ 1.85%ȱ(1)ȱ 2.86%ȱ(5)ȱ
Discrimination/harassmentȱ 0.00%ȱ(0)ȱ 2.86%ȱ(5)ȱ
Otherȱworkȱrelatedȱ 3.70%ȱ(2)ȱ 2.86%ȱ(5)ȱ
Subtotalȱ–ȱworkȱrelatedȱreasons 81.48%ȱ(44)ȱ 54.87%ȱ(96)
Childcareȱandȱotherȱcaretakingȱ 7.41%ȱ(4)ȱ 22.86%ȱ(40)ȱ
Spouseȱtailingȱ 3.70%ȱ(2)ȱ 9.14%ȱ(16)ȱ
Otherȱfamilyȱ 0.00%ȱ(0)ȱ 4.00%ȱ(7)ȱ
Subtotalȱ–ȱfamilyȱrelatedȱreasons 11.11%ȱ(6)ȱ 36.00%ȱ(63)
Otherȱ(personal,ȱmedical,ȱvisaȱstatus)ȱ 7.41%ȱ(4)ȱ 9.14%ȱ(16)ȱ
TOTALȱ 100.0%ȱ(54)ȱ 100.1%*ȱ(175)

*Totalȱnotȱequalȱtoȱ100%ȱdueȱtoȱroundingȱ
ȱ ȱ

Ourȱanalysisȱfoundȱaȱstatisticallyȱsignificantȱrelationshipȱ(pȱ<ȱ.001)ȱbetweenȱ
genderȱandȱreasonsȱforȱinterruptions,ȱwithȱ39.6%ȱofȱwomenȱ(n=159)ȱasȱcomparedȱ
toȱ12.0%ȱofȱmenȱ(n=50)ȱreportingȱaȱcareerȱinterruptionȱdueȱtoȱfamilyȱreasons.ȱȱ
Thisȱresultedȱinȱaȱmoderatelyȱstrongȱnegativeȱassociationȱ(gammaȱ=ȱȬ.656)ȱ
betweenȱbeingȱaȱmanȱandȱhavingȱhadȱaȱfamilyȬrelatedȱcareerȱinterruption,ȱaȱ
differenceȱthatȱwasȱstatisticallyȱsignificantȱ(pȱ<ȱ.001).ȱȱȱ

Whileȱweȱdidȱnotȱfindȱaȱstatisticallyȱsignificantȱrelationshipȱbetweenȱraceȱandȱ
reasonsȱforȱcareerȱinterruptionsȱ(pȱ=ȱ.198),ȱcombiningȱraceȱandȱgenderȱproducedȱaȱ
significantȱrelationship.ȱAmongȱwhitesȱthereȱwasȱmoderatelyȱstrongȱnegativeȱ
associationȱ(gammaȱ=ȱȬ.688)ȱbetweenȱbeingȱaȱmanȱandȱhavingȱhadȱaȱfamilyȬ
relatedȱcareerȱinterruption,ȱaȱdifferenceȱthatȱwasȱstatisticallyȱsignificantȱ(pȱ<ȱ.001),ȱ
meaningȱfewerȱwhiteȱmenȱinterruptedȱtheirȱcareerȱthanȱwhiteȱwomen.ȱȱAmongȱ
women,ȱtheȱrelationshipȱbetweenȱraceȱandȱreasonsȱforȱcareerȱinterruptionȱwasȱ
notȱstatisticallyȱsignificantȱ(pȱ=ȱ.198).ȱȱȱȱ

TheȱsmallȱnumberȱofȱnonȬwhiteȱmenȱwhoȱhadȱcareerȱinterruptionsȱ(n=5)ȱ
createdȱproblemsȱforȱinterpretationȱofȱtheȱrelationshipȱbetweenȱraceȱandȱgenderȱ
amongȱnonȬwhitesȱandȱmen.ȱȱNoneȱofȱtheȱmenȱofȱcolorȱreportedȱfamilyȬrelatedȱ
careerȱinterruptions;ȱtherefore,ȱtheseȱassociationsȱgeneratedȱaȱgammaȱvalueȱofȱ
1.00,ȱindicatingȱperfectȱassociation.ȱȱAlthoughȱthisȱdidȱresultȱinȱaȱstatisticallyȱ
significantȱresultȱamongȱnonȬwhitesȱ(pȱ=ȱ.030)ȱandȱaȱstatisticallyȱinsignificantȱoneȱ
amongȱmenȱ(pȱ=ȱ.704),ȱneitherȱresultȱcanȱbeȱvestedȱwithȱmuchȱconfidenceȱfromȱ
suchȱaȱsmallȱcomparisonȱsample.ȱ
ȱ
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6.3.ȱȱAnticipatedȱCareerȱInterruptionsȱ
Anticipationȱofȱfutureȱcareerȱinterruptionsȱwasȱuncommonȱamongȱsurveyȱ

respondents,ȱwithȱaȱmajorityȱ(88.2%)ȱofȱrespondentsȱ(n=886)ȱnotȱanticipatingȱaȱ
futureȱcareerȱinterruption.ȱȱHowever,ȱthereȱwasȱsignificantȱgenderȱvariation;ȱ
almostȱtwiceȱasȱmanyȱwomenȱasȱmenȱreportedȱanticipatingȱaȱfutureȱcareerȱ
interruptionȱ(16.3%ȱofȱwomenȱversusȱ7.0%ȱofȱmen).ȱȱThisȱresultedȱinȱaȱmoderateȱ
negativeȱrelationshipȱ(gammaȱ=ȱȬ.420)ȱbetweenȱbeingȱaȱmanȱandȱanticipatingȱaȱ
futureȱinterruptionȱandȱthisȱdifferenceȱwasȱstatisticallyȱsignificantȱ(pȱ<.001).ȱȱ
Whileȱracialȱdifferencesȱwereȱnotȱstatisticallyȱsignificantȱeitherȱoverallȱorȱamongȱ
genderȱgroups,ȱtheȱaboveȱgenderȱdifferencesȱtranslatedȱconsistentlyȱacrossȱracialȱ
groups.ȱȱ15.6%ȱofȱwhiteȱwomenȱversusȱ6.7%ȱofȱwhiteȱmenȱreportedȱanticipatingȱaȱ
futureȱcareerȱinterruption.ȱȱAmongȱwhites,ȱweȱfoundȱaȱmoderateȱnegativeȱ
relationshipȱ(gammaȱ=ȱȬ.385)ȱbetweenȱbeingȱaȱmanȱandȱanticipatingȱaȱfutureȱ
interruptionȱandȱthisȱdifferenceȱwasȱstatisticallyȱsignificantȱ(pȱ<.001).ȱȱAȱsimilarȱ
patternȱwasȱfoundȱamongȱnonȬwhitesȱ(19.2%ȱofȱnonȬwhiteȱwomenȱversusȱ9.5%ȱofȱ
nonȬwhiteȱmenȱanticipatedȱaȱfutureȱcareerȱinterruption,ȱgammaȱ=ȱȬ.385),ȱbutȱthisȱ
relationshipȱwasȱnotȱstatisticallyȱsignificantȱ(pȱ=ȱ.136).ȱȱȱ

Theȱexplanationsȱofferedȱbyȱtheȱ120ȱrespondentsȱ(15.7%)ȱwhoȱexpectȱanȱ
interruptionȱinȱtheirȱcareerȱwereȱsortedȱintoȱ6ȱcategories:ȱ1)ȱfamily/childȱcare;ȱ2)ȱ
retirement/sabbatical;ȱ3)ȱlackȱofȱemployment/tenure/funding/contract;ȱ4)ȱhealth;ȱ
5)ȱpursuingȱotherȱeducational,ȱresearch,ȱorȱwritingȱopportunities;ȱ6)ȱother.ȱȱTableȱ
6.2ȱsummarizesȱtheseȱresponsesȱandȱtheirȱcounts.ȱȱ
ȱ
Figureȱ6.2.ȱȱGenderȱDistributionȱofȱReasonsȱforȱAnticipatedȱCareerȱInterruption.ȱ
ReasonȱforȱInterruptionȱ Menȱ(count)ȱ Womenȱ(count)ȱ
Family/childȱcareȱ 5.55%ȱ(1)ȱ 52.94%ȱ(54)ȱ
Retirement/sabbaticalȱ 50.00%ȱ(9)ȱ 11.76%ȱ(12)ȱ
Lackȱofȱemployment/tenure/funding/ȱcontractȱ 22.22%ȱ(4)ȱ 20.59%ȱ(21)ȱ
Healthȱ 0.00%ȱ(0)ȱ 3.92%ȱ(4)ȱ
Pursuingȱotherȱeducational,ȱresearchȱorȱwritingȱ
opportunitiesȱ

16.67%ȱ(3)ȱ 6.86%ȱ(7)ȱ

Otherȱ 5.55%ȱȱ(1)ȱ 3.92%ȱ(4)ȱ
TOTALȱ 99.99%*ȱ(18)ȱ 99.99%*ȱ(102)

*Totalȱnotȱequalȱtoȱ100%ȱdueȱtoȱroundingȱ
ȱ ȱ

Nearlyȱhalfȱ(45.8%)ȱanticipateȱthatȱfamilialȱresponsibilitiesȱwillȱcreateȱaȱpauseȱ
inȱtheirȱcareer,ȱfollowedȱbyȱunemploymentȱ(25%),ȱretirementȱorȱsabbaticalȱ(21%),ȱ
theȱpursuitȱofȱotherȱscholarlyȱopportunitiesȱ(10%),ȱandȱhealthȱissuesȱ(4%).ȱȱ
Notably,ȱallȱbutȱoneȱofȱtheȱ55ȱrespondentsȱwhoȱanticipateȱaȱfutureȱcareerȱ
interruptionȱdueȱtoȱfamilialȱresponsibilitiesȱareȱwomen.ȱȱ
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ȱ
6.4.ȱȱCareȬgivingȱandȱCareerȱProgressionȱȱ

ChildbirthȱandȱcareȬgivingȱ(forȱchildrenȱandȱotherȱfamilyȱmembers)ȱwereȱ
mentionedȱinȱdirectȱresponseȱtoȱquestionsȱaboutȱpastȱandȱanticipatedȱcareerȱ
interruptions,ȱasȱwellȱasȱonȱnumerousȱoccasionsȱ(n=181ȱinstancesȱbyȱ156ȱ
respondents)ȱinȱresponseȱtoȱtheȱfourȱopenȬendedȱquestionsȱaboutȱgenderȱandȱ
professionalȱadvancement.ȱȱParentingȱwasȱoftenȱcitedȱasȱhavingȱslowedȱdownȱanȱ
individual’sȱacademicȱand/orȱprofessionalȱprogress.ȱȱFemaleȱrespondentsȱinȱ
particularȱfeltȱtheirȱcareersȱwereȱorȱwouldȱbeȱstuntedȱbyȱhavingȱchildren,ȱ
predictingȱthatȱ“whenȱIȱchooseȱtoȱhaveȱchildren,ȱIȱthinkȱitȱwillȱhaveȱaȱmajorȱeffectȱonȱmyȱ
career”ȱ(Female,ȱWhite,ȱ30ȇs),ȱorȱnotingȱthatȱbecomingȱaȱmotherȱhasȱplacedȱthemȱ
onȱ“aȱslower,ȱlessȱhighȱpoweredȱcareerȱpath”ȱ(Female,ȱWhite,ȱ40ȇs).ȱȱWhileȱparentingȱ
responsibilitiesȱwereȱcitedȱbyȱbothȱmalesȱandȱfemalesȱasȱsomethingȱthatȱalwaysȱ
workedȱagainstȱwomen,ȱforȱmen,ȱparentingȱwasȱnotȱconsideredȱaȱbarrierȱtoȱcareerȱ
advancement,ȱbutȱrather,ȱitȱwasȱsuggestedȱtoȱbeȱsomethingȱthatȱcouldȱworkȱforȱ
men,ȱwithȱcolleaguesȱawardingȱ“brownieȱpoints”ȱforȱmanagingȱtoȱfulfillȱȱfamilialȱ
responsibilitiesȱonȱtopȱofȱworkȱobligations.ȱȱTheȱfollowingȱquotationsȱareȱ
illustrative.ȱȱ
ȱ

“Iȱwasȱnotȱableȱtoȱbeginȱcollegeȱuntilȱageȱ27,ȱandȱitȱtookȱmeȱ10ȱyearsȱtoȱcompleteȱmyȱ
undergradȱdegree,ȱdueȱtoȱparentingȱresponsibilities.ȱȱMyȱsons’ȱfatherȱwasȱnotȱ
restrictedȱinȱthisȱway.”ȱ(Female,ȱWhite,ȱ50ȇs)ȱ
ȱ ȱ
“Iȱhadȱtoȱholdȱtheȱfamilyȱtogetherȱasȱmyȱhusbandȱwasȱgoingȱthoughȱhisȱcareerȱ(books,ȱ
conferences,ȱetc)ȱandȱneverȱhadȱtheȱtimeȱtoȱwriteȱandȱpublishȱasȱmuchȱasȱIȱwantedȱ
to.”ȱ(Female,ȱWhite,ȱ40ȇs)ȱ
ȱ
“…havingȱsmallȱchildrenȱhasȱhinderedȱmyȱadvancementȱȬȬȱbutȱnotȱmyȱhusbandȇs!”ȱ
(Female,ȱWhite,ȱ30ȇs)ȱ
ȱȱ
“AfterȱIȱmarriedȱIȱmadeȱaȱpurposefulȱdecisionȱNOTȱtoȱhaveȱchildrenȱsinceȱIȱknewȱ
havingȱaȱfamilyȱwouldȱdisadvantageȱmyȱcareerȱopportunities.ȱȱFemaleȱfacultyȱshouldȱ
notȱhaveȱtoȱmakeȱchoicesȱsuchȱasȱthis.”ȱ(Female,ȱWhite,ȱ60ȇs)ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
“I’mȱtakenȱmoreȱseriouslyȱthenȱsomeȱfemaleȱcolleagues,ȱand,ȱthoughȱIȱcarryȱmyȱshareȱ
ofȱdomesticȱresponsibilities,ȱI’mȱnotȱexpectedȱtoȱpullȱaȱsecondȱshift.”ȱ(Male,ȱWhite,ȱ
50ȇs)ȱȱȱȱȱ
ȱ
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“Asȱaȱmale,ȱIȱgetȱ‘extraȱcredit’ȱforȱanyȱchildcareȱIȱdo,ȱwithȱfewȱpenaltiesȱbasedȱonȱtheȱ
choicesȱIȱmake.”ȱ(Male,ȱWhite,ȱ30ȇs)ȱȱ

ȱ ȱ
Inȱgeneral,ȱmaleȱandȱfemaleȱrespondentsȱreportedȱfeelingȱthatȱmotherhoodȱ

andȱcareȬgivingȱwereȱnotȱvaluedȱasȱlegitimateȱtimeȱinvestments,ȱandȱthatȱtheȱ
workloadȱassociatedȱwithȱacademiaȱwasȱtooȱheavyȱandȱdidȱnotȱallowȱforȱ
sufficientȱ“familyȱtime.”ȱȱTheȱeffectȱonȱwomenȱinȱparticularȱwasȱlinkedȱtoȱ
expectationsȱaboutȱmaleȱandȱfemaleȱresponsibilitiesȱwithinȱtheȱhousehold.ȱ
ȱ

“…parentingȱfallsȱmoreȱheavilyȱonȱmeȱthenȱonȱmyȱchild’sȱfather.”ȱ(Female,ȱWhite,ȱ
40ȇs)ȱȱ
ȱ
“…houseworkȱfallsȱonȱmeȱratherȱthenȱmyȱspouse.”ȱ(Female,ȱWhite,ȱ40ȇs)ȱȱ

ȱ
ItȱbearsȱrepeatingȱthatȱtheseȱquotationsȱareȱpulledȱfromȱopenȬendedȱgeneralȱ

reflectionȱquestions,ȱandȱareȱnotȱnecessarilyȱrepresentativeȱofȱtheȱsampleȱ
population.ȱȱTheȱsurveyȱinstrumentȱdidȱnotȱincludeȱspecificȱquestionsȱaboutȱ
workȱandȱfamilyȱthatȱcouldȱbeȱanalyzedȱbyȱgenderȱandȱotherȱdemographics.ȱȱ
Thatȱsaid,ȱitȱremainsȱofȱinterestȱthatȱcommentsȱsurroundingȱworkȱandȱfamilyȱ
constraintsȱandȱexpectationsȱaboutȱworkingȱwomen’sȱrolesȱwithinȱfamiliesȱandȱ
householdsȱappearedȱinȱ156ȱresponses,ȱespeciallyȱgivenȱtheȱfactȱthatȱfewerȱ
femaleȱthanȱmaleȱsurveyȱrespondentsȱwereȱparentsȱthemselvesȱ(55.8%ȱofȱwomenȱ
versusȱ74.6%ȱofȱmen).ȱȱYet,ȱwomenȱwereȱnotȱtheȱonlyȱrespondentsȱwhoȱfeltȱ
discriminationȱfromȱcolleaguesȱforȱtheirȱchoicesȱtoȱparent;ȱfourȱmaleȱrespondentsȱ
suggestedȱtheyȱdidȱasȱwell,ȱsuchȱasȱthisȱmaleȱrespondentȱwhoȱstated,ȱ“Iȱhaveȱbeenȱ
aȱVERYȱinvolvedȱfatherȱtoȱmyȱtwoȱchildren,ȱsoȱmuchȱsoȱthatȱIȱhaveȱbeenȱwarnedȱagainstȱ
itȱbyȱmaleȱcolleagues”ȱ(Male,ȱDeclinedȱtoȱgiveȱrace,ȱ50ȇs).ȱ

Asȱtheȱaboveȱquotationsȱillustrate,ȱmanyȱrespondents,ȱandȱwomenȱinȱ
particular,ȱexpressedȱaȱsenseȱthatȱitȱisȱdifficultȱtoȱadvanceȱinȱacademiaȱifȱoneȱ
choosesȱtoȱbecomeȱaȱparent.ȱCommentsȱsuggestȱthatȱoneȱfactorȱcontributingȱtoȱ
parentingȱchoicesȱisȱtheȱtensionȱthatȱarisesȱinȱdecisionȬmakingȱregardingȱtimeȱ
commitments,ȱasȱparentȱacademicsȱworkȱtoȱachieveȱaȱworkȬlifeȱbalance.ȱȱ
Respondentȱcommentsȱdescribeȱtheȱdifficultiesȱacademicsȱ–ȱwhoseȱworkȱ“neverȱ
ends”ȱ–ȱfaceȱinȱattemptingȱtoȱachieveȱaȱworkȬlifeȱbalance:ȱȱ
ȱ

“…achievingȱfullȱacademicȱsuccessȱlimitsȱtimeȱandȱenjoymentȱforȱmyȱfamily”ȱ
(Female,ȱWhite,ȱ30ȇs).ȱ
ȱ
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“Theȱjobȱneverȱends.ȱȱItȱcomesȱhomeȱwithȱme,ȱitȱlivesȱwithȱmeȱonȱweekends.ȱȱIȱamȱ
alwaysȱguiltyȱ–ȱnotȱenoughȱfocusȱandȱtimeȱforȱmyȱwork,ȱandȱalsoȱnotȱenoughȱtimeȱ
andȱfocusȱforȱmyȱfamily.”ȱ(Female,ȱWhite,ȱ50ȇs).ȱȱȱ

ȱ
Aȱlayerȱaboveȱtheȱpersonalȱguiltȱthatȱmostȱworkingȱparentsȱstruggleȱwithȱisȱaȱ

workplaceȱclimateȱthatȱsendsȱsignalsȱ(verbalȱandȱotherwise)ȱthatȱtheȱchoiceȱtoȱ
engageȱinȱparentingȱactivitiesȱinȱlieuȱofȱworkȱtasksȱsuggestsȱthatȱanȱindividualȱisȱ
notȱaȱseriousȱscholar.ȱSomeȱfemaleȱrespondentsȱexplicitlyȱstatedȱthatȱgenderȱ
disadvantagesȱdidȱnotȱappearȱuntilȱtheyȱbecameȱmothers.ȱȱImportantly,ȱ
discriminationȱwasȱnotȱreportedȱasȱsolelyȱmaleȬperpetuated.ȱȱInȱfact,ȱsomeȱ
respondents,ȱsuchȱasȱtheȱfollowing,ȱclaimedȱthatȱdiscriminationȱbyȱwomenȱ
againstȱwomenȱwhoȱchoseȱtoȱbecomeȱmothersȱwasȱatȱtimesȱmoreȱcallous.ȱȱ
ȱ ȱ

“…interestinglyȱtheȱmostȱelitistȱandȱnonȬunderstandingȱseniorȱfacultyȱmembersȱareȱ
womenȱwhoȱofferȱlittleȱtoȱnoȱsympathyȱforȱmyȱownȱobligationsȱasȱaȱmotherȱandȱ
caretakerȱforȱaȱparent.”ȱ(Female,ȱDeclinedȱtoȱgiveȱrace,ȱ30ȇs)ȱ

ȱ
Finally,ȱtheȱquotationsȱofferedȱatȱtheȱstartȱofȱthisȱsectionȱsuggestȱaȱmoreȱ

systemicȱissue,ȱwhichȱisȱoneȱareaȱourȱdisciplineȱ(andȱtheȱacademyȱinȱgeneral)ȱ
couldȱaddress:ȱȱtheȱtenureȱtrackȱgenerallyȱoverlapsȱwithȱwomen’sȱchildbearingȱ
years,ȱandȱinstitutionalȱsupportȱisȱoftenȱabsentȱorȱlacking.ȱȱNotȱallȱinstitutionsȱ
offerȱmaternityȱleave,ȱfewȱofferȱonȬcampusȱchildcareȱandȱaccommodationsȱforȱ
breastfeedingȱmothers,ȱandȱteachingȱschedulesȱcanȱconflictȱwithȱavailableȱ
daycare.ȱȱȱ
ȱ

“Myȱcolleaguesȱhaveȱalwaysȱtriedȱtoȱbeȱfair,ȱandȱforȱtheȱmostȱpart,ȱtheyȱhaveȱ
succeeded.ȱȱTheȱproblemsȱareȱinȱtheȱsystemȱȬȱandȱIȱdonȇtȱknowȱthatȱacademiaȱcanȱ
change.ȱȱBottomȱline,ȱhaveȱkidsȱȬȱwhetherȱinȱ1980ȇsȱorȱ2005ȱȬȱandȱyouȱcompromiseȱ
yourȱtime…”ȱȱ(Female,ȱWhite,ȱ50ȇs)ȱ
ȱ
“No.ȱWomenȱareȱrespectedȱinȱmyȱdepartment,ȱbutȱthereȱisȱlittleȱunderstandingȱeitherȱ
inȱdeptȱorȱcollegeȱorȱuniv[ersity]ȱforȱfamilyȱneeds.ȱSocietyȱstillȱplacesȱburdenȱonȱ
womenȱforȱbabies,ȱandȱthereȇsȱnoȱaccomod[ations].”ȱȱ(Female,ȱWhite,ȱ30ȇs)ȱ
ȱ
“HadȱIȱknownȱchildcareȱisȱsoȱprecariousȱIȱwouldȱhaveȱeitherȱnotȱhadȱkidsȱorȱnotȱ
chosenȱthisȱcareer.”ȱ(Female,ȱAsian,ȱ40ȇs)ȱ

ȱ
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6.5.ȱȱGenderȱDifferencesȱinȱMaritalȱStatus,ȱChildren,ȱandȱCaregivingȱ
Theȱchallengesȱforȱwomenȱdescribedȱinȱtheȱpreviousȱsectionsȱappearedȱtoȱ

resultȱinȱdifferentȱpatternsȱforȱmenȱandȱwomenȱregardingȱmarriage,ȱnumberȱofȱ
children,ȱandȱchildcare.ȱȱSeveralȱdemographicȱdifferencesȱrelatingȱtoȱworkȬfamilyȱ
issuesȱappearedȱinȱtheȱsurveyȱresults.ȱȱMoreȱmenȱthanȱwomenȱhadȱspousesȱorȱ
partnersȱ(87.8%ȱvs.ȱ70.8%),ȱmoreȱmenȱthanȱwomenȱhadȱchildrenȱ(74.6%ȱvs.ȱ
55.8%),ȱandȱwomenȱhadȱaȱlowerȱmeanȱnumberȱofȱchildren.ȱȱAtȱtheȱsameȱtime,ȱ
evenȱthoughȱwomenȱwereȱlessȱlikelyȱtoȱhaveȱchildrenȱunderȱ18,ȱtheyȱwereȱmoreȱ
likelyȱtoȱreportȱbeingȱtheȱprimaryȱcaregiverȱofȱchildrenȱunderȱ18.ȱȱȱ

ȱ
6.5.1.ȱȱMaritalȱStatusȱandȱChildrenȱ

Withȱregardȱtoȱmaritalȱstatus,ȱ73.1%ȱofȱrespondentsȱindicatedȱthatȱtheyȱhadȱaȱ
spouseȱorȱdomesticȱpartner.ȱHowever,ȱwhenȱthisȱisȱbrokenȱdownȱbyȱgender,ȱaȱ
significantȱdifferenceȱisȱfound.ȱȱOnlyȱ70.8%ȱofȱwomenȱareȱpartnered,ȱwhileȱ87.8%ȱȱ
ofȱmenȱareȱ(p<.001,ȱn=908).ȱȱThereȱisȱaȱweaker,ȱthoughȱnotȱsignificantȱrelationshipȱ
betweenȱbeingȱwhiteȱandȱpartnered.ȱTheȱnegativeȱrelationshipsȱbetweenȱbeingȱaȱ
womanȱandȱbeingȱpartneredȱisȱstrongerȱforȱnonȬwhitesȱ(gamma=ȱȬ.488,ȱpȱ=ȱ.012,ȱ
n=111)ȱthanȱforȱwhitesȱgammaȱ=ȱ.465,ȱpȱ<ȱ.001,ȱn=704),ȱalthoughȱitȱremainsȱsimilarȱ
andȱsignificantȱacrossȱallȱracesȱ(Figureȱ6.3).ȱȱȱ
ȱ
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Figureȱ6.3.ȱȱDistributionȱofȱMaritalȱStatusȱbyȱGenderȱandȱRace.ȱȱ

WhiteȱMenȇsȱȱ
MaritalȱStatus

12.0%

88.0%

Single

Married/Domestic
Partner

NonȬWhiteȱMenȇsȱ
MaritalȱStatus

19.0%

81.0%

Single

Married/Domestic
Partner

ȱ

WhiteȱWomenȇsȱ
MaritalȱStatus

27.2%

72.8%

Single

Married/Domestic
Partner

NonȬWhiteȱWomenȇsȱ
MaritalȱStatus

40.6%

59.4%

Single

Married/Domestic
Partner

Overall,ȱ60.9%ȱofȱrespondentsȱreportedȱhavingȱchildrenȱofȱanyȱage,ȱwithȱ1.12ȱ
asȱtheȱmeanȱnumberȱofȱchildrenȱ(medianȱ=ȱ1).ȱȱOnlyȱ55.8%ȱ(367)ȱofȱwomenȱhaveȱ
children,ȱwhileȱ74.6%ȱ(206)ȱofȱmenȱdoȱ(Figureȱ6.4).ȱȱThereȱisȱaȱpositiveȱ
relationshipȱ(gammaȱ=ȱ.400)ȱbetweenȱbeingȱaȱmanȱandȱhavingȱchildren,ȱthatȱisȱ
statisticallyȱsignificantȱ(pȱ<ȱ.001,ȱNȱ=ȱ934).ȱȱAlthoughȱthisȱrelationshipȱexistsȱacrossȱ
racesȱitȱisȱstrongerȱamongȱnonȬwhites.ȱThereȱisȱaȱsignificantȱrelationshipȱbetweenȱ
raceȱandȱhavingȱchildrenȱforȱwomen.ȱȱWomenȱalsoȱhaveȱaȱlowerȱmeanȱnumberȱofȱ
childrenȱ(.95)ȱthanȱdoȱmenȱ(1.54),ȱaȱdifferenceȱwhichȱisȱstatisticallyȱsignificantȱ(pȱ=ȱ
<.001,ȱ2ȱtailedȱtȬtest).ȱȱThisȱrelationshipȱisȱconsistentȱandȱstatisticallyȱsignificantȱ
acrossȱracialȱgroups,ȱalthoughȱtheȱgenderȱmeanȱdifferenceȱamongȱnonȬwhitesȱisȱ
largerȱ(.71ȱchildrenȱlessȱforȱwomen,ȱpȱ=ȱ.001,ȱ2ȱtailedȱtȬtest)ȱthanȱitȱisȱamongȱ
whitesȱ(.55ȱchildrenȱlessȱforȱwomen,ȱpȱ<ȱ.001,ȱ2ȱtailedȱtȬtest).ȱȱConsideringȱraceȱ
alone,ȱnonȬwhitesȱhaveȱaȱlowerȱmeanȱnumberȱofȱchildrenȱ(.92)ȱthanȱdoȱwhitesȱ
(1.14),ȱaȱdifferenceȱwhichȱisȱstatisticallyȱsignificantȱ(pȱ=ȱ.049,ȱ2ȱtailedȱtȬtest).ȱȱ
However,ȱthisȱracialȱdifferenceȱisȱonlyȱsignificantȱamongȱwomen,ȱwhereȱnonȬ
whiteȱwomenȱhaveȱaȱlowerȱmeanȱnumberȱofȱchildrenȱ(.67)ȱthanȱdoȱwhiteȱwomenȱ
(.99),ȱaȱdifferenceȱwhichȱisȱstatisticallyȱsignificantȱ(pȱ=ȱ.013,ȱ2ȱtailedȱtȬtest). 
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Figureȱ6.4.ȱȱDistributionȱofȱChildrenȱByȱGenderȱandȱRace.
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6.5.2.ȱȱCaregivingȱforȱChildrenȱunderȱ18ȱȱ

Sinceȱaȱnotableȱpercentageȱofȱtheȱsampleȱwasȱnearingȱretirementȱandȱhadȱ
adultȱchildren,ȱcomparisonsȱofȱhavingȱchildrenȱandȱcaretakingȱresponsibilitiesȱ
wasȱconductedȱonlyȱforȱthoseȱrespondentsȱwhoȱreportedȱhavingȱchildrenȱunderȱ
18ȱ(nȱ=ȱ361).ȱ

Moreȱmenȱthanȱwomenȱhaveȱchildrenȱunderȱ18ȱinȱthisȱsampleȱ(43%ȱversusȱ
36%)ȱ(Figureȱ6.5).ȱȱThereȱisȱaȱweakȱpositiveȱrelationshipȱbetweenȱbeingȱmaleȱandȱ
havingȱchildrenȱunderȱ18ȱ(gammaȱ=ȱ.148)ȱthatȱisȱstatisticallyȱsignificantȱ(pȱ=ȱ.044).ȱȱȱ
ȱ
ȱ
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Figureȱ6.5.ȱDistributionȱofȱChildrenȱunderȱ18ȱbyȱGender.ȱ
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ȱHowever,ȱgenderȱaloneȱdoesȱnotȱtellȱtheȱwholeȱstory.ȱȱȱAmongȱwhites,ȱmenȱ
areȱonlyȱslightlyȱmoreȱlikelyȱtoȱhaveȱchildrenȱunderȱ18ȱ(43.9%ȱversusȱ38.0%),ȱaȱ
differenceȱthatȱisȱnotȱstatisticallyȱsignificant.ȱȱHowever,ȱamongȱnonȬwhites,ȱmenȱ
areȱmuchȱmoreȱlikelyȱtoȱhaveȱchildrenȱunderȱ18ȱthanȱwomenȱ(41.9%ȱversusȱ
22.4%).ȱȱThisȱisȱaȱmoderateȱpositiveȱrelationshipȱ(gammaȱ=ȱ.438)ȱbetweenȱbeingȱ
maleȱandȱhavingȱkidsȱunderȱ18ȱamongȱnonȬwhitesȱthatȱisȱstatisticallyȱsignificantȱ
(pȱ=ȱ.027)ȱ(Figureȱ6.6).ȱ
ȱ
Figureȱ6.6.ȱDistributionȱofȱChildrenȱunderȱ18ȱbyȱGenderȱandȱRace.ȱ
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Ofȱthoseȱrespondentsȱwhoȱhaveȱchildrenȱunderȱ18,ȱwomenȱwereȱmuchȱmoreȱ
likelyȱthanȱmenȱtoȱreportȱbeingȱtheȱprimaryȱcaregiverȱforȱchildrenȱ(83.8%ȱversusȱ
62.5%)ȱ(Figureȱ6.7).ȱȱThisȱwasȱaȱmoderateȱnegativeȱrelationshipȱ(gammaȱ=ȱȬ.511)ȱ
betweenȱbeingȱmaleȱandȱreportingȱprimaryȱcaregivingȱresponsibilitiesȱamongȱ
thoseȱwithȱchildrenȱunderȱ18ȱthatȱisȱstatisticallyȱsignificantȱ(pȱ<.001).ȱ

ȱ
Figureȱ6.7.ȱDistributionȱofȱPrimaryȱCaretakingȱResponsibilitiesȱbyȱGenderȱamongȱ
RespondentsȱwithȱChildrenȱunderȱ18ȱ
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Onceȱraceȱisȱinsertedȱintoȱtheȱpicture,ȱtheȱdisparityȱinȱbeingȱaȱprimaryȱ

caretakerȱbetweenȱmenȱandȱwomenȱwithȱchildrenȱunderȱ18ȱremainsȱapparentȱ
(Figureȱ6.8).ȱȱAmongȱthoseȱwithȱchildrenȱunderȱ18,ȱnonȬwhiteȱwomenȱareȱtheȱ
mostȱlikelyȱtoȱreportȱbeingȱprimaryȱcaregiversȱ(94.1%),ȱfollowedȱbyȱwhiteȱwomenȱ
(82.2%),ȱthenȱnonȬwhiteȱmenȱ(72.2%),ȱandȱfinallyȱbyȱwhiteȱmenȱ(59.3%).ȱȱAmongȱ
whites,ȱthisȱwasȱconsistentȱwithȱtheȱoverallȱgenderȱrelationshipȱdescribedȱabove.ȱȱ
Thereȱwasȱaȱmoderateȱnegativeȱrelationshipȱ(gammaȱ=ȱȬ.520)ȱbetweenȱbeingȱmaleȱ
andȱreportingȱbeingȱaȱprimaryȱcaregiverȱamongȱwhitesȱthatȱisȱstatisticallyȱ
significantȱ(pȱ<ȱ.001).ȱȱAmongȱnonȬwhites,ȱtheȱnegativeȱrelationshipȱbetweenȱ
beingȱmaleȱandȱreportingȱbeingȱaȱprimaryȱcaregiverȱwasȱevenȱstrongerȱ(gammaȱ=ȱ
Ȭ.720),ȱbutȱnotȱstatisticallyȱsignificantȱ(pȱ=ȱ.068)ȱlikelyȱdueȱtoȱtheȱextremelyȱsmallȱ
sampleȱofȱnonȬwhitesȱwithȱchildrenȱunderȱ18ȱ(n=35).ȱ
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Figureȱ6.8.ȱDistributionȱofȱPrimaryȱCaretakingȱResponsibilitiesȱbyȱGenderȱandȱ
RaceȱamongȱRespondentsȱwithȱChildrenȱunderȱ18.ȱ
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7.ȱȱAdvantagesȱofȱBeingȱaȱWomanȱ
ȱ
7.1.ȱȱIntroductionȱ

Althoughȱtheȱquantitativeȱanalysisȱofȱsurveyȱquestionsȱprimarilyȱhighlightedȱ
waysȱinȱwhichȱwomenȱwereȱdisadvantagedȱinȱcomparisonȱtoȱmen,ȱtheȱopenȬ
endedȱsurveyȱquestionsȱallowedȱrespondentsȱtoȱhighlightȱpositiveȱaspectsȱofȱ
theirȱworkȱlife.ȱȱThisȱchapterȱandȱtheȱnextȱpresentȱtheseȱmoreȱpositiveȱaspects,ȱ
basedȱonȱtextualȱanalysisȱofȱresponsesȱtoȱopenȬendedȱquestions.ȱȱThisȱchapterȱ
highlightsȱtheȱadvantagesȱofȱbeingȱaȱwoman.ȱȱChapterȱ8ȱhighlightsȱjobȱ
satisfactionȱinȱgeneral.ȱ

Weȱfoundȱfourȱmainȱtopicsȱinȱsurveyȱresponsesȱthatȱaddressedȱtheȱ
advantagesȱofȱbeingȱaȱwoman.ȱȱTheseȱtopicsȱwere:ȱ

x Women’sȱadvantagesȱinȱconductingȱfieldworkȱ
x Women’sȱsupportȱnetworksȱ
x Feministȱtheoryȱ
x Rapportȱwithȱstudentsȱ

ȱ
SourcesȱofȱDataȱ

ThisȱchapterȱdrawsȱonȱtheȱtextualȱanalysisȱofȱtheȱfollowingȱopenȬendedȱ
question:ȱȱ“Doȱyouȱbelieveȱthatȱyourȱgenderȱhasȱprovidedȱyouȱwithȱanȱadvantageȱ
inȱyourȱprofessionalȱadvancement?”ȱȱTwoȱthemesȱinȱourȱqualitativeȱanalysisȱ
wereȱofȱrelevanceȱtoȱthisȱchapterȱ:ȱȱ
x SpecificȱWorkingȬrelatedȱAdvantagesȱ(64ȱrespondents)ȱ
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x Networksȱ&ȱSupportȱSystemsȱ(65ȱrespondents)ȱ
Sinceȱtheȱnumbersȱassociatedȱwithȱspecificȱtopicsȱwithinȱtheseȱbroaderȱ

themesȱareȱratherȱsmall,ȱandȱsinceȱtheȱtopicsȱwereȱnotȱaddressedȱbyȱquantitativeȱ
questions,ȱweȱcautionȱthatȱtheȱfindingsȱinȱthisȱchapterȱshouldȱbeȱregardedȱasȱ
suggestiveȱratherȱthanȱconclusive.ȱ
ȱ
7.2.ȱȱWomen’sȱAdvantagesȱinȱConductingȱFieldworkȱ

Respondentsȱnotedȱseveralȱadvantagesȱforȱwomenȱduringȱfieldwork.ȱȱFirstȱofȱ
all,ȱsomeȱstatedȱthatȱtheyȱfoundȱwomenȱresearchersȱtoȱbeȱperceivedȱasȱlessȱ
threateningȱthanȱmen.ȱȱOneȱsaidȱherȱnonȬthreateningȱgenderȱwasȱhelpfulȱinȱherȱ
workȱwithȱaȱspecificȱpatriarchalȱcultureȱgroupȱ(Female,ȱBiȱorȱMultiracial,ȱ60ȇs).ȱȱ
Othersȱsaid:ȱ
ȱ

“Itȱhelpedȱwithȱmyȱresearchȱ–ȱIȱthinkȱpeopleȱareȱlessȱthreatenedȱbyȱwomenȱandȱfeelȱ
freerȱtoȱtalkȱtoȱthem.”ȱ(Female,ȱWhite,ȱ50ȇs)ȱ
ȱȱ
“…myȱgenderȱhelpedȱpeopleȱexperienceȱmeȱasȱnonȬthreatening,ȱcompanionable,ȱetc.ȱ
inȱtheȱfield.”ȱ(Female,ȱWhite,ȱ40ȇs)ȱ

ȱ
Relatedȱtoȱthisȱwasȱtheȱideaȱofȱtrust.ȱ

ȱ
“Yes,ȱinȱfieldworkȱIȱthinkȱIȱsometimesȱhaveȱanȱeasierȱtimeȱgettingȱpeopleȱtoȱtrustȱmeȱ
andȱitȱcanȱmakeȱsomeȱcircumstancesȱeasier.”ȱ(Female,ȱWhite,ȱ30ȇs)ȱ

ȱ
Otherȱrespondentsȱarguedȱthatȱmotherhoodȱinȱparticularȱcouldȱbeȱanȱ

advantageȱduringȱfieldwork.ȱȱWhileȱchapterȱ6ȱhighlightedȱtheȱchallengesȱforȱ
womenȱbroughtȱaboutȱbyȱcaretakingȱresponsibilities,ȱsomeȱwomenȱfoundȱtheirȱ
statusȱasȱaȱmotherȱtoȱbeȱhelpfulȱinȱestablishingȱrapportȱwithȱaȱlocalȱcommunityȱ
duringȱfieldwork:ȱ
ȱ

“Itȱwasȱadvantageousȱbeingȱaȱwomanȱwithȱ2ȱyoungȱkidsȱinȱtheȱfield.”ȱ(Female,ȱBiȱorȱ
Multiracial,ȱ50ȇs)ȱ
ȱ ȱ
“Inȱresearchȱ[havingȱchildren]ȱhasȱbeenȱadvantageousȱasȱIȱworkȱwithȱwomenȱandȱ
familiesȱmostȱoften.”ȱ(Female,ȱDeclinedȱtoȱgiveȱrace,ȱ50ȇs)ȱ

ȱ ȱ
Thisȱfindingȱhasȱalsoȱbeenȱnotedȱinȱpublicationsȱbyȱwomenȱanthropologistsȱ

(Butlerȱ2006,ȱSachsȱ2006).ȱȱForȱinstance,ȱSachsȱwrote:ȱ
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Havingȱbabiesȱwhileȱdoingȱfieldworkȱwasȱaȱfabulousȱexperience.ȱȱTheȱpeopleȱ
inȱtheȱcommunityȱwhereȱIȱlivedȱandȱdidȱresearchȱ–ȱaȱtinyȱunincorporatedȱ
townȱthatȱhadȱonceȱbeenȱaȱcoalȱminingȱcompanyȱtownȱ–ȱwereȱ50ȱyearsȱolderȱ
thanȱI.ȱȱItȱwasȱlikeȱhavingȱtenȱsetsȱofȱgrandparents,ȱallȱofȱwhomȱwelcomedȱ
myȱchildrenȱasȱtheyȱnursed,ȱcrawled,ȱgiggled,ȱorȱcriedȱduringȱourȱinterviewsȱ
andȱconversations.ȱȱTheirȱeasyȱapproachȱtoȱtheȱpresenceȱofȱbabiesȱinȱtheirȱ
worldȱprovidedȱanȱintegratedȱsenseȱofȱbeingȱaȱmotherȱandȱanȱanthropologistȱ
(2006:154Ȭ155).ȱ

ȱ
Someȱwomenȱrespondentsȱelaboratedȱthatȱwhileȱtheirȱgenderȱassistedȱthemȱ

duringȱfieldwork,ȱtheyȱdidȱnotȱfindȱtheirȱgenderȱtoȱbeȱanȱadvantageȱinȱtheȱ
academicȱworkplaceȱperȱse.ȱ
ȱ

“WithȱtheȱexceptionȱofȱaccessȱtoȱinformantsȱasȱaȱwomenȱandȱdoingȱgoodȱresearchȱIȱ
didȱnotȱhaveȱanyȱadvantageȱofȱbeingȱaȱwomanȱasȱaȱcategory.”ȱ(Female,ȱBiȱorȱ
Multiracial,ȱ40ȇs)ȱ
ȱ
“WhileȱIȱhaveȱbeenȱableȱtoȱtakeȱadvantageȱofȱmyȱprivilegedȱpositionȱasȱanȱAmericanȱ
womanȱonȱsomeȱrareȱoccasionsȱduringȱfieldȱworkȱinȱLatinȱAmerica,ȱIȱdoȱnotȱthinkȱitȱ
isȱhelpfulȱinȱtheȱUSȱacademy.”ȱ(Female,ȱWhite,ȱ50ȇs)ȱ
ȱ
“Itȱhasȱhelpedȱinȱestablishingȱrapportȱinȱresearchȱsituations,ȱbutȱnotȱreallyȱinȱ
professionalȱadvancement.”ȱ(Female,ȱWhite,ȱ50ȇs)ȱ

ȱ
However,ȱasȱoneȱrespondentȱpointedȱout,ȱtheȱabilityȱtoȱaccomplishȱhighȬ

qualityȱresearchȱisȱcloselyȱrelatedȱtoȱtheȱabilityȱtoȱsucceedȱinȱtheȱacademicȱ
workplace:ȱ
ȱ

“…myȱgenderȱhasȱhelpedȱinȱmyȱresearch,ȱandȱmyȱresearchȱisȱkeyȱtoȱmyȱprofessionalȱ
advancement.”ȱ(Female,ȱWhite,ȱ40ȇs)ȱ

ȱ
7.3.ȱȱWomen’sȱSupportȱNetworksȱ

Anotherȱadvantageȱnotedȱbyȱsomeȱwomenȱrespondentsȱwasȱtheirȱ
participationȱinȱinformalȱwomen’sȱnetworks,ȱwhichȱsupportedȱthemȱandȱ
enhancedȱtheirȱworkȱexperience.ȱ
ȱ
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“atȱmyȱinstitutionȱfemaleȱfacultyȱtendsȱtoȱsupportȱoneȱanotherȱandȱformȱrelationshipsȱ
thatȱtheȱmenȱdon’tȱseemȱtoȱdo.”ȱ(Female,ȱWhite,ȱ50ȇs)ȱ
ȱ ȱ
“Ableȱtoȱconnectȱwith…ȱsomeȱofȱtheȱfemaleȱfaculty.ȱȱFeministȱscholarshipȱlinksȱmanyȱ
womenȱonȱcampus.”ȱ(Female,ȱWhite,ȱ30ȇs)ȱ
ȱ
“[Myȱgenderȱhas]ȱprobablyȱmadeȱitȱmoreȱenjoyable,ȱbecauseȱofȱwomen’sȱnetworks.”ȱ
(Female,ȱWhite,ȱ40ȇs)ȱȱ

ȱ
Someȱofȱtheȱrespondentsȱwhoȱwroteȱaboutȱtheseȱsupportȱnetworksȱnotedȱthatȱ

theȱdepartmentsȱinȱwhichȱtheyȱspentȱtimeȱhadȱaȱmajorityȱofȱwomen:ȱ
ȱ

“Givenȱthatȱallȱmyȱprofsȱinȱgradȱschoolȱwereȱfemaleȱandȱthatȱtheȱmajorityȱofȱmyȱ
departmentȱcolleaguesȱareȱfemale,ȱthere’sȱaȱsenseȱofȱcollaborationȱandȱsupportȱthatȱ
mightȱotherwiseȱnotȱbeȱasȱstrong.”ȱ(Female,ȱWhite,ȱ40ȇs)ȱ
ȱ
“Nowȱyesȱ[myȱgenderȱhasȱprovidedȱanȱadvantage]ȱbecauseȱthereȱareȱmanyȱwomenȱ
bothȱasȱstudentsȱandȱfaculty.”ȱ(Female,ȱWhite,ȱ50ȇs)ȱȱ

ȱ
7.4.ȱȱFeministȱTheoryȱȱ

Feministȱanthropologyȱwasȱalsoȱnotedȱasȱanȱ“asset”ȱbyȱsomeȱwomen.ȱȱȱ
ȱ

“Assetsȱincludeȱhavingȱprivilegedȱaccessȱtoȱsomeȱkeyȱintellectualȱtrendsȱofȱtheȱlastȱ
20thȱcenturyȱ(e.g.ȱfeministȱtheory,ȱwomen’sȱlives).”ȱ(Female,ȱWhite,ȱ30ȇs)ȱ
ȱ
“Yesȱ[myȱgenderȱprovidesȱmeȱwithȱanȱadvantage],ȱinȱthatȱIȱhaveȱbeenȱopenȱtoȱcriticalȱ
andȱfeministȱapproachesȱthatȱhaveȱpermittedȱmeȱtoȱdoȱmoreȱcreativeȱandȱinterestingȱ
anthropologicalȱwork.”ȱ(Female,ȱWhite,ȱ60ȇs)ȱ

ȱ
“NotȱmyȱgenderȱasȱsuchȱbutȱIȱdoȱthinkȱmyȱfeministȱworkȱmadeȱmeȱfamousȱatȱanȱearlyȱ
age.”ȱ(Female,ȱWhite,ȱ60ȇs)ȱ
ȱ
Inȱtheory,ȱofȱcourse,ȱmenȱcouldȱutilizeȱfeministȱtheoryȱasȱwell.ȱȱHowever,ȱasȱ

thisȱrespondentȱpointedȱout:ȱ
ȱ
“Iȱprobablyȱwouldn’tȱhaveȱdiscoveredȱfeministȱanthropologyȱifȱIȱweren’tȱaȱwoman”ȱ
(Female,ȱWhite,ȱ60ȇs)ȱ
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8.ȱȱOverallȱSatisfactionȱwithȱJobȱ
ȱ
8.1.ȱȱIntroductionȱ

Thisȱchapter,ȱlikeȱtheȱpreviousȱone,ȱpresentsȱprimarilyȱpositiveȱaspectsȱaboutȱ
theirȱworkȱlifeȱthatȱrespondentsȱarticulatedȱinȱtheirȱresponsesȱtoȱopenȬendedȱ
surveyȱquestions.ȱȱHereȱweȱfocusȱonȱoverallȱjobȱsatisfaction.ȱȱRegardlessȱofȱtheȱ
challengesȱtheyȱfaced,ȱmanyȱrespondentsȱwroteȱpassionateȱcommentsȱaboutȱhowȱ
deeplyȱtheyȱvaluedȱtheirȱjob,ȱandȱhowȱmeaningfulȱtheyȱfoundȱtheirȱworkȱlivesȱtoȱ
be.ȱȱAtȱtheȱsameȱtime,ȱweȱdoȱnotȱintendȱtoȱputȱforwardȱaȱPanglossianȱviewȱthatȱ
thisȱisȱtheȱbestȱofȱallȱpossibleȱworlds;ȱrespondentsȱalsoȱraisedȱconcernsȱaboutȱ
academia.ȱȱInȱtheȱoneȱquantitativeȱsurveyȱquestionȱexaminedȱhere,ȱtheȱmajorityȱ
ofȱrespondentsȱsaidȱthatȱtheyȱwouldȱchooseȱtheȱsameȱcareerȱpathȱagain;ȱhowever,ȱ
nonwhiteȱwomenȱwereȱsignificantlyȱlessȱlikelyȱthanȱwhiteȱwomenȱorȱmenȱtoȱsayȱ
so.ȱ

ȱ
SourcesȱofȱDataȱ

Weȱfirstȱpresentȱtheȱquantitativeȱanalysisȱofȱyes/noȱresponsesȱtoȱtheȱquestion,ȱ
“Knowingȱwhatȱyouȱknowȱnow,ȱwouldȱyouȱstillȱchooseȱthisȱcareerȱpathȱforȱ
yourself?”ȱȱThenȱweȱpresentȱtheȱqualitativeȱanalysisȱofȱopenȬendedȱresponsesȱtoȱ
thisȱsameȱquestion.ȱȱWeȱdescribeȱthreeȱthemes:ȱȱrespondentsȱwhoȱloveȱtheirȱ
work;ȱwomenȱrespondentsȱwhoȱsayȱtheirȱsituationȱhasȱimprovedȱoverȱtime;ȱandȱ
critiquesȱofȱacademia.ȱȱTheȱsecondȱthemeȱalsoȱincludesȱanalysisȱofȱresponsesȱtoȱ
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theȱquestion,ȱ“Doȱyouȱbelieveȱthatȱyourȱgenderȱhasȱhinderedȱyourȱprofessionalȱ
advancement?”ȱ

Inȱourȱoriginalȱqualitativeȱanalysis,ȱtheseȱthreeȱthemesȱwereȱlabeledȱasȱ
follows:ȱȱ
x “Lov”ȱCodesȱ(302ȱrespondents)ȱ
x BetterȱNowȱ(32ȱrespondents)ȱ
x CodesȱonȱProfessionalȱEnvironmentȱ(95ȱrespondents)ȱ

ȱ
8.2.ȱȱTheyȱWouldȱDoȱItȱAgainȱ

Respondentsȱwereȱasked,ȱknowingȱwhatȱtheyȱknowȱnow,ȱwhetherȱtheyȱ
wouldȱstillȱchooseȱthisȱcareerȱpath.ȱȱInȱourȱquantitativeȱanalysis,ȱtheȱmajorityȱofȱ
respondentsȱ(77.8%ȱofȱthoseȱrespondingȱtoȱthisȱitem)ȱindicatedȱthatȱtheyȱwouldȱ
makeȱtheȱsameȱcareerȱpathȱchoice.ȱȱ(Becauseȱversionȱ2ȱofȱtheȱsurveyȱdidȱnotȱ
includeȱyes/noȱboxesȱforȱtheȱrespondents,ȱ62ȱresponsesȱhadȱtoȱbeȱeliminatedȱasȱ
theyȱwereȱnotȱclearlyȱclassifiableȱasȱyesȱorȱnoȱresponses,ȱinȱadditionȱtoȱtheȱ49ȱ
respondentsȱwhoȱdidȱnotȱanswerȱthisȱitem.)ȱ

Forȱthisȱquestion,ȱbothȱoverallȱracialȱandȱgenderȱdifferencesȱwereȱstatisticallyȱ
significant.ȱȱBeingȱmaleȱwasȱmoderatelyȱweaklyȱpositivelyȱassociatedȱ(gammaȱ=ȱ
.249)ȱwithȱreportingȱchoosingȱthisȱcareerȱpathȱagainȱandȱthisȱdifferenceȱwasȱ
statisticallyȱsignificantȱ(pȱ=ȱ.034).ȱȱBeingȱwhiteȱwasȱmoderatelyȱpositivelyȱ
associatedȱ(gammaȱ=ȱ.448)ȱwithȱreportingȱchoosingȱthisȱcareerȱpathȱagainȱandȱ
thisȱdifferenceȱwasȱalsoȱstatisticallyȱsignificantȱ(pȱ=ȱ.005).ȱȱLookingȱatȱraceȱandȱ
genderȱdifferencesȱinȱcombination,ȱtheȱinterrelatedȱimpactsȱofȱraceȱandȱgenderȱ
differenceȱbecomesȱclearȱagain.ȱȱAmongȱwhites,ȱthereȱisȱnoȱstatisticallyȱ
significantȱsexȱdifferenceȱbetweenȱmenȱandȱwomenȱ(pȱ=ȱ.211);ȱbutȱamongȱnonȬ
whites,ȱbeingȱmaleȱisȱmoderatelyȱpositivelyȱassociatedȱ(gammaȱ=ȱ.4843)ȱwithȱ
choosingȱthisȱcareerȱpathȱagainȱandȱthisȱdifferenceȱwasȱstatisticallyȱsignificantȱ(pȱ
=ȱ.044).ȱȱSimilarly,ȱamongȱmenȱthereȱisȱnoȱstatisticallyȱsignificantȱracialȱdifferenceȱ
(pȱ=ȱ.467);ȱbutȱamongȱwomen,ȱbeingȱwhiteȱisȱmoderatelyȱpositivelyȱassociatedȱ
(gammaȱ=ȱ.530)ȱwithȱchoosingȱthisȱcareerȱpathȱagainȱandȱthisȱdifferenceȱwasȱ
statisticallyȱsignificantȱ(pȱ=ȱ.004).ȱȱOverall,ȱthereȱisȱnoȱsignificantȱvariationȱamongȱ
menȱofȱanyȱraceȱandȱwhiteȱwomen,ȱbutȱnonȬwhiteȱwomenȱareȱsignificantlyȱ
disadvantaged.ȱ
ȱ
8.3.ȱȱTheyȱLoveȱTheirȱWorkȱ

InȱtheȱopenȬendedȱresponsesȱtoȱtheȱquestionȱofȱwhetherȱtheyȱwouldȱchooseȱ
theȱsameȱcareerȱpathȱagain,ȱaboutȱaȱthirdȱofȱrespondentsȱ(302)ȱexpressedȱstrongȱ
positiveȱfeelingsȱaboutȱtheirȱworkȱlife.ȱȱTheȱtopicsȱtheyȱhighlightedȱincludedȱtheirȱ
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careerȱinȱgeneral;ȱtheȱfreedomsȱassociatedȱwithȱtheirȱjobs;ȱresearchȱandȱteaching;ȱ
doingȱintellectualȱwork;ȱmentoring;ȱandȱwritingȱpublications.ȱ
ȱ
8.3.1.ȱȱTheyȱLoveȱTheirȱCareerȱ

Theȱ58ȱresponsesȱinȱthisȱcategoryȱwereȱmostlyȱgeneralȱstatementsȱlikeȱ“Iȱloveȱ
whatȱI’mȱdoing”ȱorȱ“Iȱenjoyȱmyȱworkȱimmensely.”ȱȱTheȱwordȱ“anthropology,”ȱorȱ
“anthropologist,”ȱwasȱusedȱtoȱreferȱtoȱwhatȱitȱwasȱthatȱaȱrespondentȱfoundȱ
fulfillingȱinȱ17ȱinstances.ȱȱHereȱareȱsomeȱinterestingȱandȱpassionateȱexamples:ȱ
ȱ

“Anthropologyȱisȱmyȱidentity,ȱmyȱreligion,ȱmyȱspectacularȱhappiness…”ȱ(Female,ȱ
White,ȱ60ȇs)ȱ
ȱ
“…Anthroȱisȱtheȱbestȱyouȱcanȱdoȱoutȱofȱbed.”ȱ(Male,ȱDeclinedȱtoȱgiveȱrace,ȱ50ȇs)ȱ
ȱ
“IȱthinkȱLeviȬStraussȱwasȱright:ȱyouȱareȱalmostȱbornȱlikingȱanthropologyȱorȱnot…”ȱ
(Female,ȱWhite,ȱ50ȇs)ȱ

ȱ
Justȱbecauseȱaȱrespondentȱlovedȱanthropologyȱhowever,ȱdidȱnotȱmeanȱtheyȱ

wereȱhappyȱwithȱtheirȱoverallȱcareerȱpathȱorȱhowȱitȱendedȱup.ȱ
ȱ

“Iȱloveȱanthropology,ȱbutȱIȱamȱabsolutelyȱdisillusionedȱbyȱtheȱtreatmentȱIȱhaveȱ
receivedȱhere.”ȱ(Female,ȱBiȱorȱMultiracial,ȱ40ȇs)ȱ

ȱ
8.3.2.ȱȱTheyȱLoveȱtheȱFreedomȱ

Severalȱdifferentȱtypesȱofȱfreedomsȱwereȱnotedȱinȱ54ȱresponses,ȱincludingȱ
intellectualȱfreedom,ȱpersonalȱfreedom,ȱindividualȱfreedom,ȱschedulingȱ
freedom/flexibility,ȱfreedomȱtoȱchooseȱresearchȱtopics,ȱacademicȱfreedom,ȱandȱ
justȱgeneralȱfreedom.ȱȱAutonomyȱandȱindependenceȱwereȱbothȱnotedȱseveralȱ
times.ȱȱIntellectualȱstimulationȱandȱtheȱabilityȱtoȱpursueȱengagingȱresearchȱ
interestsȱwereȱalsoȱnotedȱfrequently.ȱȱOtherȱtypesȱofȱcommentsȱincludedȱinȱthisȱ
codeȱwere:ȱ
ȱ

“…Iȱlikeȱhavingȱcontrolȱoverȱmyȱownȱresearchȱagenda…”ȱ(Male,ȱWhite,ȱ50ȇs)ȱȱ
ȱ
“…IȱfeelȱIȱhaveȱaȱlotȱofȱfreedomȱinȱmyȱeveryȱdayȱmanagementȱandȱitȱisȱtheȱonlyȱwayȱIȱ
canȱworkȱonȱtheȱissuesȱthatȱareȱimportantȱtoȱme.”ȱ(Female,ȱWhite,ȱ30ȇs)ȱȱ
ȱ
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“…Overall,ȱdoingȱanthropologyȱinȱaȱuniversityȱsettingȱhasȱbeenȱincrediblyȱ
rewarding.ȱDespiteȱvariousȱpitfalls,ȱoneȱhasȱanȱincredibleȱsenseȱofȱownershipȱofȱone’sȱ
timeȱandȱenergy.”ȱ(Male,ȱBiȱorȱMultiracial,ȱ60’s)ȱ

ȱ
8.3.3.ȱȱTheyȱLoveȱResearchȱandȱTeachingȱȱ

Thereȱwereȱ110ȱreferencesȱtoȱresearchȱandȱ129ȱtoȱteaching.ȱȱResearchȱandȱ
teachingȱwereȱoftenȱlinked.ȱȱTheyȱoverlappedȱ71ȱtimes,ȱbyȱ13ȱmaleȱandȱ58ȱfemaleȱ
respondents.ȱ
ȱ

“…ThereȱisȱnothingȱmoreȱrewardingȱthanȱteachingȱandȱresearchȱȬȬȱbothȱareȱhighlyȱ
meaningfulȱactivitiesȱthatȱgiveȱbackȱtoȱtheȱcommunity...”ȱ(Male,ȱWhite,ȱ40ȇs)ȱ
ȱ
“ThereȱisȱnothingȱelseȱthatȱIȱwouldȱratherȱdoȱinȱmyȱlifeȱthanȱteachȱandȱengageȱinȱ
research.”ȱ(Female,ȱWhite,ȱ40ȇs)ȱ

ȱ
Inȱaddition,ȱthereȱwereȱ39ȱcommentsȱonȱresearchȱthatȱdidȱnotȱmentionȱ

teaching,ȱincludedȱ6ȱbyȱmen.ȱȱEvenȱhere,ȱseveralȱincludedȱcommentsȱaboutȱ
enjoyingȱworkingȱwithȱstudentsȱorȱactingȱasȱaȱmentor.ȱȱForȱsomeȱtheȱenjoymentȱ
fromȱresearchȱwasȱenoughȱtoȱmakeȱtheȱjobȱworthwhile,ȱwhileȱforȱothersȱitȱwasȱ
maybeȱnotȱenough.ȱ
ȱ

“Absolutely!!ȱIȱLOVEȱmyȱcareerȱandȱjob!ȱIȱamȱinȱhigherȱadminȱandȱrarelyȱteach,ȱbutȱ
Iȱhaveȱtimeȱforȱresearchȱandȱworkingȱwithȱgraduateȱstudents.ȱIȱcanȇtȱimagineȱaȱmoreȱ
rewardingȱandȱstimulatingȱlife!”ȱ(Female,ȱWhite,ȱ50ȇs)ȱ
ȱ
“Yes,ȱIȱenjoyȱmyȱresearchȱandȱfieldȱwork.ȱItȱisȱoneȱofȱtheȱmostȱsatisfyingȱpartsȱofȱmyȱ
life.”ȱ(Female,ȱWhite,ȱ60ȇs)ȱ
ȱ
“yesȱ[Iȱwouldȱchoseȱthisȱcareerȱpathȱagain],ȱIȱloveȱtheȱworkingȱwithȱstudentsȱandȱ
research.ȱTheȱrestȱofȱtheȱjobȱ(dealingȱwithȱadministrationȱandȱotherȱanthropologists)ȱ
isȱjustȱanȱunrewardingȱpain.”ȱ(Male,ȱWhite,ȱ40ȇs)ȱ

ȱ
Thereȱwereȱalsoȱ58ȱcommentsȱthatȱonlyȱmentionedȱteaching,ȱnotȱresearch,ȱ

includingȱ17ȱbyȱmen.ȱȱTwoȱthingsȱwhichȱstoodȱoutȱamongȱtheseȱrespondentsȱ
wereȱtheirȱexpressedȱloveȱofȱanthropology/academia,ȱandȱtheirȱappreciationȱforȱ
theȱflexibilityȱaffordedȱbyȱteaching.ȱȱȱȱ
ȱ
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“IȱenjoyȱteachingȱandȱIȱenjoyȱthinkingȱaboutȱculture.ȱȱDespiteȱtheȱhardships,ȱIȱgetȱtoȱ
beȱmyȱownȱbossȱmoreȱorȱlessȱandȱIȱhaveȱaȱgreatȱdealȱofȱflexibilityȱhere.”ȱ(Male,ȱAsian,ȱ
40ȇs)ȱ
ȱ
ȱ“Yes!ȱIȱloveȱteaching,ȱIȱloveȱhelpingȱgraduateȱstudentsȱandȱundergraduates.ȱItȇsȱaȱ
veryȱfulfillingȱlifeȬȬwhatȱcouldȱbeȱbetterȱthanȱthinkingȱandȱtalkingȱaboutȱ
anthropologyȱallȱtheȱtime?”ȱ(Female,ȱWhite,ȱ50ȇs)ȱ
ȱ
“YES!!!!ȱIȱloveȱtheȱteaching,ȱandȱmyȱstudents,ȱandȱIȱloveȱtheȱopportunityȱtoȱworkȱ
fromȱhomeȱseveralȱdaysȱaȱweek,ȱpursuingȱmyȱownȱprojects.ȱIȱworkedȱoutsideȱacademeȱ
andȱknowȱhowȱvaluableȱtheseȱare.”ȱ(Female,ȱWhite,ȱ30ȇs)ȱ

ȱ
8.3.4.ȱȱTheyȱLoveȱDoingȱIntellectualȱWorkȱ

Thereȱwereȱ36ȱcommentsȱthatȱdescribedȱaȱloveȱofȱacademia,ȱbeingȱaȱscholar,ȱ
andȱdoingȱintellectualȱwork,ȱwithȱ8ȱmaleȱandȱ28ȱfemaleȱrespondents.ȱȱȱȱȱ
ȱ

“…IȱloveȱtheȱfactȱthatȱIȱcanȱgetȱpaidȱforȱdoingȱintellectualȱwork.”ȱ(Female,ȱWhite,ȱ
60ȇs)ȱ
ȱ
“Academiaȱisȱaȱgoodȱplaceȱforȱmeȱbecauseȱofȱtheȱintellectualȱstimulationȱandȱ
opportunitiesȱforȱresearchȱandȱwriting.”ȱ(Female,ȱWhite,ȱ60ȇs)ȱ
ȱ
“Beingȱanȱacademicȱisȱstillȱaȱgreatȱprivilege.ȱAtȱleastȱsomeȱofȱtheȱtimeȱoneȱgetsȱtoȱdoȱ
oneȇsȱownȱresearchȱandȱoneȱisȱstillȱinȱanȱenvironmentȱofȱcontinualȱlearning,ȱthroughȱ
teaching.”ȱ(Female,ȱWhite,ȱ50ȇs)ȱ

ȱ
8.3.5.ȱȱTheyȱLoveȱMentoringȱ

Theȱ41ȱrespondentsȱwhoȱwroteȱpositivelyȱaboutȱtheirȱinteractionȱwithȱ
studentsȱoftenȱcommentedȱonȱtheȱenjoymentȱtheyȱreceivedȱfromȱpassingȱ
informationȱonȱtoȱandȱinfluencingȱtheȱlivesȱofȱtheȱnextȱgeneration.ȱOnlyȱ1ȱofȱtheȱ7ȱ
maleȱcommentsȱinȱthisȱareaȱfellȱinȱlineȱwithȱtheseȱtypesȱofȱnurturingȱcomments.ȱȱ
Theȱotherȱ6ȱwereȱlessȱspecificȱaboutȱwhyȱtheyȱlikeȱworkingȱwithȱstudents.ȱȱThreeȱ
ofȱthemȱnotedȱthatȱtheyȱlikedȱbeingȱableȱtoȱworkȱwithȱ“goodȱstudents.”ȱȱȱ
ȱ

“Yes,ȱbecauseȱIȱloveȱinteractingȱwithȱstudentsȱandȱinfluencingȱtheȱpathsȱofȱthoseȱIȱ
teach.”ȱ(Male,ȱBiȱorȱMultiracial,ȱ50ȇs)ȱ
ȱȱ
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“Yes.ȱIȱloveȱteachingȱandȱmentoringȱstudentsȱintoȱresearchers.ȱMyȱresearchȱisȱalsoȱ
excitingȱandȱgratifying.”ȱ(Female,ȱBiȱorȱMultiracial,ȱ40ȇs)ȱ
ȱ
“Yes.ȱIȱenjoyȱteachingȱ(predominantly)ȱfirstȱgenerationȱcollegeȱstudentsȱtoȱviewȱtheȱ
worldȱfromȱanȱanthropologicalȱperspective.”ȱ(Female,ȱWhite,ȱ40ȇs)ȱ

ȱ
8.3.6.ȱȱTheyȱLoveȱWritingȱPublicationsȱ

Amongȱtheȱ23ȱcommentsȱaboutȱenjoyingȱwritingȱandȱpublishing,ȱonlyȱ3ȱwereȱ
maleȱandȱallȱofȱthoseȱwereȱveryȱgeneral.ȱȱSeveralȱofȱtheȱfemaleȱresponsesȱ
mentionedȱcontributingȱtoȱaȱwiderȱ(public)ȱunderstandingȱofȱanthropologicalȱ
issues.ȱȱOneȱdidȱ“wonderȱaboutȱtheȱoverallȱ‘usefulness’”ȱofȱherȱwork.ȱȱOtherȱ
femaleȱresponsesȱwereȱmoreȱgeneral.ȱ

ȱ
“Yes.ȱItȇsȱaȱwonderfulȱjobȱthatȱgivesȱmeȱtheȱopportunityȱtoȱthinkȱandȱwriteȱaboutȱ
whatȱinterestsȱme,ȱtravel,ȱandȱworkȱwithȱgoodȱstudents.”ȱ(Male,ȱWhite,ȱ40ȇs)ȱ
ȱ
“Whatȱbetterȱwayȱtoȱcontributeȱtoȱsocietyȱthanȱeducateȱothersȱandȱwriteȱmonographsȱ
basedȱonȱresearchȱthatȱmayȱbeȱusedȱinȱCongressionalȱhearingsȱorȱcourtroomȱ
proceedings?”ȱ(Female,ȱBiȱorȱMultiracial,ȱ40ȇs)ȱ
ȱ
ȱ“ItȱappearsȱtoȱbeȱsomethingȱIȱknowȱhowȱtoȱdoȱwell,ȱIȱgainȱsatisfactionȱfromȱwritingȱ
andȱfromȱmentoring;ȱIȱdoȱwonderȱaboutȱtheȱoverallȱȈusefulnessȈȱofȱmyȱlineȱofȱworkȱinȱ
societyȱatȱlargeȱoccasionally.”ȱ(Female,ȱWhite,ȱ40ȇs)ȱ

ȱ
8.4.ȱȱThingsȱareȱBetterȱNowȱ

Anotherȱthemeȱthatȱemergedȱinȱourȱqualitativeȱanalysis,ȱspecificallyȱinȱ
relationȱtoȱwomen,ȱwasȱtheȱwayȱinȱwhichȱtheȱchallengesȱofȱbeingȱaȱwomanȱcouldȱ
diminishȱoverȱtheȱcourseȱofȱaȱcareer.ȱȱThirtyȱwomenȱnotedȱaȱtrajectoryȱinȱtheirȱ
workȱlives,ȱfromȱaȱdifficultȱearlyȱstageȱtoȱaȱmoreȱsatisfyingȱcurrentȱlevel.ȱȱToȱ
summarize:ȱ
ȱ

“Iȱloveȱmyȱposition.ȱȱItȱtookȱsomeȱworkȱtoȱgetȱhere,ȱbutȱitȱwasȱworthȱit.”ȱ(Female,ȱ
White,ȱ40ȇs)ȱ

ȱ
Threeȱmainȱfactorsȱwereȱidentifiedȱasȱproducingȱthisȱimprovementȱoverȱtime:ȱȱ

tenure,ȱsurvivingȱacademicȱpolitics,ȱandȱtheȱwomen’sȱmovement.ȱ
ȱ
ȱ
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8.4.1.ȱȱTenureȱ
Notȱsurprisingly,ȱforȱmanyȱrespondentsȱcomfortȱcameȱwithȱtenure.ȱ

ȱ
“It’sȱeasierȱforȱmeȱtoȱsayȱyesȱ[Iȱwouldȱchooseȱthisȱcareerȱpathȱagain]ȱnowȱthatȱIȱ
managedȱtoȱgetȱtenureȱwhileȱstillȱhavingȱtwoȱchildren,ȱbutȱearlierȱI’mȱnotȱsureȱIȱ
wouldȱhaveȱsaidȱyes!”ȱ(Female,ȱWhite,ȱ40ȇs)ȱ
ȱȱ
“…noȱrealȱbossȱbreathingȱdownȱmyȱneck,ȱpostȱtenureȱanyway.”ȱ(Female,ȱWhite,ȱ
50ȇs)ȱ

ȱ ȱ
Sometimesȱjustȱbeingȱonȱtheȱtenureȱtrackȱwasȱaȱcomfort.ȱ

ȱ
“Probablyȱsoȱ[Iȱwouldȱchooseȱthisȱpathȱagain].ȱȱButȱforȱaȱnumberȱofȱyearsȱIȱwasȱ
uncertainȱasȱtoȱwhetherȱorȱnotȱIȱwouldȱgetȱaȱtenureȱtrackȱposition,ȱandȱthoseȱyearsȱ
wereȱveryȱdifficultȱones.”ȱȱ(Female,ȱWhite,ȱ50ȇs)ȱ

ȱ
8.4.2.ȱȱSurvivingȱAcademicȱPoliticsȱ

Sometimesȱdepartmentalȱorȱuniversityȱpoliticsȱwereȱcitedȱasȱearlyȱbarriersȱtoȱ
satisfaction.ȱ
ȱ

“OverallȱIȱendedȱupȱsuccessfulȱinȱspiteȱofȱsomeȱperiodsȱofȱpoorȱjobȱmarketsȱandȱinterȬ
facultyȱwarfareȱhere.”ȱ(Female,ȱWhite,ȱ50ȇs)ȱ
ȱ
“Theȱfirstȱyearsȱwereȱdifficult…sinceȱtheȱdepartmentȱwasȱfactionalized.”ȱ(Female,ȱ
White,ȱ50ȇs)ȱ

ȱ
8.4.3.ȱȱTheȱWomen’sȱMovementȱ

Theȱwomen’sȱmovementȱwasȱalludedȱtoȱseveralȱtimesȱasȱaȱfactorȱinȱhavingȱaȱ
betterȱsituationȱnow.ȱSomeȱofȱtheseȱearlyȱissuesȱthatȱimprovedȱoverȱtimeȱ
includedȱunequalȱpay,ȱchillyȱclimate,ȱandȱglassȱceilingȱissues.ȱȱAȱnumberȱofȱ
respondentsȱspokeȱaboutȱhowȱassertingȱtheirȱrightsȱeventuallyȱhelpedȱmakeȱtheirȱ
careerȱsituationȱbetter.ȱȱ
ȱ

“…hadȱtoȱfightȱinȱgraduateȱschoolȱtoȱsurviveȱandȱbeȱtakenȱseriously.ȱTheȱemergingȱ
women’sȱmovementȱsavedȱmeȱthere,ȱasȱwellȱasȱwomenȱstudies.”ȱ(Female,ȱWhite,ȱ60ȇs)ȱ
ȱ
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“Myȱsalaryȱwasȱveryȱlowȱforȱmanyȱyearsȱdueȱtoȱbeingȱinȱaȱpoorlyȱadministratedȱ
femaleȱunitȱinȱaȱmaleȱdominatedȱCollege.ȱȱTheȱsituationȱisȱnowȱexcellentȱforȱnewȱ
femaleȱhires.ȱȱIȱraisedȱaȱbigȱfussȱtoȱchange.”ȱ(Female,ȱWhite,ȱ60ȇs)ȱ ȱ
ȱ
“Notȱnowȱ[genderȱisn’tȱaȱhindrance]ȱ–ȱIȱamȱhappyȱwithȱmyȱsituation.ȱȱButȱforȱaȱlongȱ
timeȱatȱanotherȱinstitutionȱIȱknewȱIȱwasȱfallingȱbehindȱinȱsalary,ȱacademicȱtitle,ȱandȱ
accessȱtoȱtheȱbestȱgraduateȱstudents.”ȱ(Female,ȱWhite,ȱ60ȇs)ȱ

ȱ
8.5.ȱȱCritiquesȱofȱtheȱAcademicȱWorkplaceȱ

Whileȱmanyȱrespondentsȱexpressedȱpositiveȱfeelingsȱaboutȱtheirȱwork,ȱquiteȱ
aȱfewȱ(95)ȱalsoȱcritiquedȱaspectsȱofȱacademiaȱinȱgeneralȱorȱtheirȱuniversityȱ
environmentȱinȱparticular.ȱȱȱ

Withȱregardȱtoȱacademiaȱinȱgeneral,ȱrespondentsȱarguedȱthatȱanthropologyȱ
wasȱchangingȱforȱtheȱworse,ȱthatȱuniversityȱlifeȱwasȱdeteriorating,ȱandȱthatȱ
universitiesȱwereȱadoptingȱaȱbusinessȱmodel,ȱwhichȱwasȱperceivedȱnegatively.ȱȱ
Theyȱcriticizedȱtheȱpettyȱpolitics,ȱtheȱextensiveȱneedȱtoȱengageȱinȱpoliticsȱinȱorderȱ
toȱbeȱeffective,ȱtheȱlackȱofȱteamwork,ȱandȱtheȱdifficultȱjobȱmarket.ȱȱSomeȱalsoȱ
expressedȱdisappointmentȱthatȱtheirȱjobsȱwereȱlessȱorientedȱtowardȱpromotingȱ
socialȱchangeȱthanȱtheyȱhadȱexpected.ȱȱHereȱareȱsomeȱrepresentativeȱquotes:ȱ
ȱ

“Anthropologyȱhasȱchangedȱcompletely,ȱandȱnowȱrepresentsȱsomeȱkindȱofȱextendedȱ
politicalȱcommentaryȱonȱrace,ȱclass,ȱandȱgender…”ȱ(Male,ȱWhite,ȱ40ȇs)ȱ
ȱ
“…IȱwouldȱnotȱgoȱintoȱtheȱAcademyȱnow.ȱȱMostȱcollegesȱandȱuniversitiesȱareȱgoingȱ
toȱbecomeȱinstitutionsȱIȱamȱnotȱgoingȱtoȱwantȱtoȱhaveȱmuchȱtoȱdoȱwith.”ȱ(Male,ȱ
White,ȱ60ȇs)ȱ
ȱ
“Noȱ[Iȱwouldȱnotȱchooseȱthisȱpathȱagain].ȱTheȱnatureȱofȱwhatȱitȱmeansȱtoȱbeȱaȱ
universityȱprofessorȱseemsȱtoȱhaveȱchangedȱoverȱtheȱyears.ȱȱTooȱmuchȱofȱaȱbusinessȱ
model.”ȱ(Female,ȱDeclinedȱtoȱgiveȱrace,ȱ50ȇs)ȱ
ȱ
ȱ“…UnderestimatedȱtheȱamountȱofȱpettyȱpoliticsȱIȱwouldȱencounter.”ȱ(Male,ȱBlackȱorȱ
AfricanȬAmerican,ȱ30ȇs)ȱȱ
ȱ
“…wouldȱpreferȱtoȱworkȱinȱmoreȱteamȱenvironment;ȱacademiaȱisȱtooȱsolitary…”ȱ
(Female,ȱWhite,ȱ30ȇs)ȱ
ȱ
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“…Beingȱinȱanȱemployers’ȱmarketȱisȱawful.ȱȱThisȱleadsȱtoȱmuchȱpressureȱonȱ
employees,ȱtoȱacceptȱlessȱthanȱadequateȱworkȱconditionsȱandȱpay.ȱȱIȱloveȱwhatȱIȱdoȱbutȱ
deeplyȱregretȱtheȱcareerȱchoice.”ȱ(Female,ȱWhite,ȱ30ȇs)ȱȱ
ȱ
“Notȱsureȱ[ifȱIȱwouldȱchooseȱthisȱcareerȱpathȱagain].ȱIȱwentȱintoȱacademicsȱbecauseȱofȱ
theȱdesireȱtoȱdoȱresearchȱtoȱeffectȱchange.ȱȱHowever,ȱIȱfindȱthatȱacademicȱinstitutionsȱ
mainlyȱconcernedȱwithȱmaintainingȱtheȱstatusȱquoȱandȱjobȱsecurity.”ȱ(Female,ȱBiȱorȱ
Multiracial,ȱ50ȇs)ȱȱ

ȱ
Withȱregardȱtoȱtheirȱparticularȱuniversityȱenvironment,ȱrespondentsȱ

expressedȱconcernȱaboutȱtheȱlowȱstatusȱofȱanthropologyȱatȱtheirȱuniversity,ȱandȱ
notedȱunpleasantȱinteractionsȱwithȱcolleaguesȱandȱadministrators.ȱȱSomeȱwishedȱ
toȱbeȱatȱaȱsmallerȱinstitution,ȱforȱgreaterȱcollegiality,ȱorȱatȱaȱbiggerȱinstitution,ȱforȱ
betterȱresearcherȱsupport.ȱȱHereȱareȱsomeȱrepresentativeȱquotes:ȱ
ȱ

ȱ“Anthropologyȱisȱoftenȱmarginalizedȱonȱourȱcampus.”ȱ(Female,ȱWhite,ȱ50ȇs)ȱȱ
ȱ
“…Iȱcareȱpassionatelyȱforȱanthropology.ȱȱIȱwishȱitȱhadȱgreaterȱstatusȱandȱimpactȱatȱ
myȱuniversity.”ȱ(Female,ȱDeclinedȱtoȱgiveȱrace,ȱ60ȇs)ȱ
ȱ
“Notȱinȱmyȱinstitutionȱ[Iȱwouldȱnotȱchooseȱtheȱsameȱcareerȱpath]ȱȬȱȱtooȱmuchȱracistȱ
andȱantiȱthoseȱwhoȱcameȱfromȱoutȱofȱstate.”ȱ(Female,ȱWhite,ȱ40ȇs)ȱ
ȱ
“…Myȱexperienceȱwithȱadministratorsȱandȱsomeȱcolleaguesȱmakesȱmeȱill.ȱȱColleaguesȱ
whoȱareȱmean,ȱignorant,ȱandȱpowerȬseekingȱhaveȱruinedȱtheȱprofession.”ȱ(Male,ȱ
White,ȱ60ȇs)ȱ
ȱ
ȱ“IȱwouldȱstillȱchooseȱanȱacademicȱcareerȱpathȱbutȱIȱwouldȱhaveȱchosenȱtoȱseekȱoutȱ
employmentȱatȱaȱsmallerȱinstitutionȱwithȱmoreȱbalancedȱfacultyȱsupportȱ–ȱnotȱjustȱ
financialȱsupport.”ȱ(Female,ȱWhite,ȱ40ȇs)ȱ
ȱ
“…Myȱgoalsȱareȱinȱresearch,ȱbutȱafterȱyearsȱofȱhardȱwork,ȱIȱhaveȱhitȱtheȱglassȱceilingȱ
andȱamȱsociallyȱandȱintellectuallyȱisolatedȱatȱaȱsmallȱcollegeȱwithȱlittleȱprospectȱofȱ
careerȱadvancement.”ȱ(Female,ȱWhite,ȱ40ȇs)ȱ

ȱ
ȱ
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Recommendationsȱ

ȱ
Inȱthisȱfinalȱchapter,ȱweȱofferȱrecommendationsȱforȱaddressingȱkeyȱformsȱofȱ
genderȱinequityȱinȱtheȱexperienceȱofȱfacultyȱmembersȱinȱAmericanȱanthropologyȱ
departments,ȱbasedȱonȱinsightsȱfromȱourȱsurvey.ȱȱOurȱrecommendationsȱreflectȱ
findingsȱpresentedȱinȱchaptersȱ4Ȭ6,ȱwhichȱhighlightedȱinequitiesȱin:ȱ
x Genderȱandȱraceȱdifferencesȱinȱappointmentȱstatusȱ(chapterȱ4)ȱ
x Workȱenvironmentȱ(chapterȱ5)ȱ
x WorkȬfamilyȱissuesȱ(chapterȱ6).ȱ
TheȱAAAȱandȱCOSWAȱareȱnotȱbodiesȱthatȱenforceȱrulesȱoverȱdepartments.ȱȱ
Instead,ȱtheirȱrolesȱareȱtoȱraiseȱawarenessȱandȱinspireȱlocalȱaction.ȱȱȱWeȱthereforeȱ
presentȱtheseȱrecommendationsȱinȱanȱadvisoryȱandȱeducationalȱcapacity,ȱinȱ
accordanceȱwithȱtheȱmissionsȱofȱtheȱAAAȱandȱCOSWA.ȱȱTheȱsurveyȱrespondents’ȱ
commentsȱlistedȱinȱAppendixȱC,ȱsectionsȱ3ȱandȱ7,ȱhighlightȱtheȱvalueȱthatȱ
documentingȱandȱpublicizingȱtheseȱissuesȱcanȱplayȱinȱsupportingȱlocalȱchangeȱ
processes.ȱȱOtherȱcommentsȱthatȱrelateȱtoȱpossibleȱAAAȱactionsȱappearȱinȱ
AppendixȱC,ȱsectionsȱ5,ȱ8,ȱ9,ȱ13,ȱ15,ȱandȱ16.ȱȱOfȱparticularȱinterestȱisȱtheȱrepeatedȱ
suggestionȱinȱsectionȱ15ȱthatȱtheȱAAAȱcouldȱpartnerȱwithȱtheȱAAUP.ȱ
Weȱwereȱsurprisedȱatȱtheȱextentȱofȱtheȱgenderȱinequitiesȱweȱuncovered,ȱbecauseȱ
mostȱanthropologistsȱlikeȱtoȱthinkȱofȱthemselvesȱasȱpoliticallyȱprogressive.ȱȱ
However,ȱweȱmustȱrecognizeȱthatȱanthropologyȱdepartmentsȱareȱembeddedȱ
withinȱtheȱbroaderȱcontextȱofȱAmericanȱuniversities,ȱworkplaceȱnorms,ȱandȱ
indeedȱmainstreamȱAmericanȱculture.ȱȱOurȱrecommendationsȱthereforeȱdoȱnotȱ
targetȱanthropologyȱdepartmentsȱinȱisolationȱfromȱtheirȱcontext.ȱȱForȱpracticalȱ
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purposes,ȱweȱhaveȱorganizedȱourȱrecommendationsȱintoȱactionsȱthatȱcouldȱbeȱ
takenȱbyȱ1)ȱtheȱAAA/COSWAȱandȱ2)ȱuniversities.ȱ
ȱInȱadditionȱtoȱtheȱrecommendationsȱpresentedȱhere,ȱweȱalsoȱsuggestȱcarefulȱ
perusalȱofȱAppendixȱC,ȱwhichȱlistsȱallȱsurveyȱrespondents’ȱrepliesȱtoȱtheȱ
question,ȱ“HowȱcanȱtheȱAAAȱpromoteȱequitableȱandȱcollegialȱworkingȱ
conditions?“ȱȱTheirȱresponsesȱareȱgroupedȱintoȱthemes.ȱȱHowever,ȱAppendixȱCȱ
onlyȱdocumentsȱresponsesȱtoȱthatȱoneȱquestion,ȱwhileȱtheȱpresentȱchapterȱoffersȱ
recommendationsȱbasedȱonȱourȱanalysisȱofȱaȱmuchȱbroaderȱsetȱofȱsurveyȱ
questions.ȱȱFurthermore,ȱsomeȱofȱtheȱsuggestionsȱinȱAppendixȱCȱgoȱbeyondȱtheȱ
purviewȱofȱtheȱAAA’sȱmission,ȱwithȱrespectȱtoȱtheȱactionsȱthatȱrespondentsȱwishȱ
theȱAAAȱtoȱtake.ȱ
ȱ
9.1.ȱȱGenderȱandȱRaceȱDifferencesȱinȱAppointmentȱStatusȱ

SeeȱalsoȱAppendixȱC,ȱsectionsȱ3ȱandȱ12,ȱforȱsuggestionsȱfromȱsurveyȱ
respondents.ȱ

ȱ
RecommendationsȱforȱAAA/COSWAȱ

TheȱAAAȱcouldȱbringȱattentionȱtoȱgenderȱandȱraceȱinequitiesȱinȱappointmentȱ
statusȱbyȱregularlyȱtrackingȱandȱpublicizingȱitemsȱsuchȱasȱtheȱfollowing:ȱ
x Statisticsȱonȱtheȱcompositionȱofȱdepartmentsȱbyȱgender,ȱraceȱandȱstatusȱ
x GenderȱandȱraceȱdifferencesȱinȱtimeȱfromȱPh.D.ȱtoȱtenureȬtrackȱjobȱ
x Genderȱandȱraceȱdifferencesȱinȱtimeȱtoȱtenureȱ
x Genderȱandȱraceȱdifferencesȱinȱtimeȱfromȱtenureȱtoȱpromotionȱtoȱfullȱ

professorȱ
x Genderȱandȱraceȱdifferencesȱinȱtenureȱsuccessȱratesȱ
x GenderȱandȱraceȱdifferencesȱinȱdropȬoutȱratesȱbeforeȱandȱafterȱtenureȱ
x Genderȱandȱraceȱdifferencesȱinȱsalaryȱ

TheȱAAAȱhasȱalreadyȱtrackedȱsomeȱofȱtheseȱissuesȱinȱtheȱpast.ȱȱAlso,ȱweȱ
wouldȱencourageȱtheȱAAAȱandȱCOSWAȱtoȱexamineȱtheȱcomplexȱintersectionsȱ
betweenȱgenderȱandȱaȱvarietyȱofȱotherȱfactorsȱinȱtheȱfuture,ȱincludingȱnotȱonlyȱ
raceȱbutȱalsoȱethnicity,ȱage,ȱsexualȱorientation,ȱandȱsoȱforth.ȱȱInȱthisȱsurvey,ȱweȱ
wereȱunfortunatelyȱonlyȱableȱtoȱconductȱquantitativeȱanalysesȱofȱrace,ȱdueȱtoȱtheȱ
limitedȱnumberȱofȱresponses.ȱ

Inȱaddition,ȱCOSWAȱcouldȱconductȱanȱacademicȱclimateȱsurveyȱforȱstudents,ȱ
whichȱwouldȱaddressȱissuesȱinȱgraduateȱschoolȱrelatingȱtoȱ“accumulativeȱ
disadvantage”ȱ(ClarkȱandȱCorcoranȱ1986),ȱandȱaȱpossibleȱtendencyȱtoȱtrackȱ
womenȱintoȱpositionsȱwhereȱtheyȱhaveȱgreaterȱteachingȱresponsibilitiesȱwhileȱ
encouragingȱmenȱtoȱmoveȱintoȱpositionsȱwithȱgreaterȱresearchȱresponsibilities.ȱȱ
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Thisȱlatterȱphenomenonȱwasȱnotȱaddressedȱbyȱtheȱpresentȱsurvey,ȱbutȱitȱhasȱbeenȱ
identifiedȱinȱotherȱresearchȱonȱglassȱceilingȱissuesȱinȱacademia,ȱandȱwouldȱbeȱ
interestingȱtoȱexploreȱforȱanthropologyȱ(e.g.ȱBainȱandȱCummingsȱ2000).ȱ

ȱ
RecommendationsȱforȱUniversitiesȱ

Universitiesȱcouldȱalsoȱtrackȱandȱpublicizeȱmanyȱofȱtheȱissuesȱlistedȱabove,ȱ
suchȱas:ȱ
x Statisticsȱonȱtheȱcompositionȱofȱdepartmentsȱbyȱgender,ȱraceȱandȱstatusȱ
x Genderȱandȱraceȱdifferencesȱinȱtimeȱtoȱtenureȱ
x Genderȱandȱraceȱdifferencesȱinȱtimeȱfromȱtenureȱtoȱpromotionȱtoȱfullȱ

professorȱ
x Genderȱandȱraceȱdifferencesȱinȱtenureȱsuccessȱratesȱ
x GenderȱandȱraceȱdifferencesȱinȱdropȬoutȱratesȱbeforeȱandȱafterȱtenureȱ
x Genderȱandȱraceȱdifferencesȱinȱsalaryȱ
x Genderȱandȱraceȱdifferencesȱinȱallocationȱofȱresearchȱspaceȱȱ

Furthermore,ȱuniversitiesȱcouldȱcreateȱrewardȱsystemsȱforȱdepartmentsȱtoȱ
improveȱtheirȱperformanceȱinȱallȱofȱtheseȱareas.ȱȱValianȱrecommendsȱthatȱaȱ
“department’sȱequityȱstatusȱcanȱthenȱbeȱusedȱasȱaȱcriterionȱforȱallottingȱspaceȱandȱ
resourcesȱtoȱdepartmentsȱandȱasȱaȱcriterionȱforȱgivingȱdepartmentsȱpermissionȱtoȱ
searchȱforȱnewȱhires”ȱ(2004:217).ȱ
ȱ
9.2.ȱȱWorkȱEnvironmentȱ

SeeȱalsoȱAppendixȱC,ȱsectionȱ11,ȱforȱsuggestionsȱfromȱsurveyȱrespondents.ȱ
ȱ
RecommendationsȱforȱAAA/COSWAȱ

TheȱAAAȱorȱCOSWAȱcouldȱsurveyȱuniversityȱpoliciesȱrelatingȱtoȱworkȱ
environmentȱissuesȱtoȱidentifyȱandȱpublicizeȱbestȱpractices.ȱ

TheȱAAAȱorȱCOSWAȱcouldȱalsoȱofferȱworkshopsȱonȱcareerȱdevelopmentȱatȱ
theȱAAAȱannualȱmeetings,ȱaddressingȱtheȱcontradictionsȱbetweenȱformalȱpoliciesȱ
andȱinformalȱdemands,ȱwhichȱwomenȱespeciallyȱface.ȱ

TheȱAAAȱorȱCOSWAȱcouldȱcreateȱspacesȱinȱwhichȱmentoringȱandȱ
networkingȱamongȱwomenȱcouldȱtakeȱplace,ȱincludingȱresearchȱcollaborations;ȱ
seeȱAppendixȱC,ȱsectionȱ10ȱforȱmoreȱdetailedȱideas.ȱ
ȱ
RecommendationsȱforȱUniversitiesȱ
Ourȱfindingsȱindicateȱthatȱformalȱpoliciesȱrelatedȱtoȱcareerȱsuccessȱwereȱgenerallyȱ
inȱplaceȱatȱtheȱuniversitiesȱofȱourȱrespondents.ȱȱChallengesȱwereȱmoreȱlikelyȱtoȱ
existȱinȱtheȱinformalȱpracticesȱandȱnormsȱthatȱguidedȱaȱdepartment’sȱtreatmentȱofȱ
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facultyȱmembers.ȱȱTheȱ“traditionalȱemphasis…ȱonȱformalȱpoliciesȱandȱ
proceduresȱtoȱbringȱaboutȱgenderȱequityȱinȱacademiaȱneedsȱtoȱbeȱaccompaniedȱ
byȱculturalȱchangeȱprogramsȱthatȱmakeȱexplicitȱandȱchallengeȱbehavioursȱthatȱ
reproduceȱandȱreinforce”ȱgenderȱinequityȱ(Kjeldalȱetȱal.ȱ2005:41).ȱȱTheȱinformalȱ
practicesȱandȱnormsȱtoȱbeȱaddressedȱbyȱaȱcultureȱchangeȱprocessȱmightȱinclude:ȱ
x Anȱimplicitȱ“women’sȱrole”,ȱwhichȱsaddledȱwomenȱwithȱadditionalȱdutiesȱ

suchȱasȱadministrativeȱworkȱandȱmentoringȱstudentsȱ
x Women’sȱcontributionsȱnotȱbeingȱrecognizedȱasȱeasilyȱasȱthoseȱofȱtheirȱmaleȱ

colleaguesȱ
x Womenȱobtainingȱlessȱmentoringȱthanȱmenȱ
x Womenȱexperiencingȱlessȱcollegialityȱthanȱmenȱ
x Theȱcontinuedȱstrengthȱofȱanȱoldȱboy’sȱnetworkȱ
x Womenȱfacingȱaȱlackȱofȱrespectȱorȱnotȱbeingȱtakenȱseriouslyȱdueȱtoȱtheirȱ

genderȱ
Valianȱprovidesȱaȱnumberȱofȱspecificȱrecommendationsȱforȱinitiatingȱcultureȱ
changeȱatȱtheȱuniversityȱlevelȱ(2004).ȱȱHerȱmostȱimportantȱrecommendationsȱareȱ
toȱcreateȱaȱsystemȱofȱaccountability,ȱandȱforȱtheȱuniversity’sȱleadershipȱtoȱ
activelyȱguideȱtheȱchangeȱprocessȱandȱmodelȱtheirȱsupportȱforȱit.ȱȱOtherȱkeyȱ
pointsȱare:ȱ
x “AcceptȱtheȱfactȱthatȱthereȱareȱnoȱoneȬtimeȱfixes.ȱȱEquityȱrequiresȱconsistentȱ

andȱconstantȱeffort.ȱ
x Takeȱanȱexperimentalȱapproach,ȱinȱwhichȱfailureȱleadsȱtoȱredesign.ȱȱ

RelativelyȱlittleȱisȱknownȱatȱpresentȱaboutȱhowȱtoȱfineȬtuneȱequityȱefforts.ȱ
x Treatȱequityȱasȱaȱsubjectȱmatter.ȱȱEquityȱisȱnotȱaȱmatterȱofȱtryingȱeverything,ȱ

butȱofȱtryingȱstrategiesȱthatȱareȱmotivatedȱbyȱtheoryȱandȱpastȱdata.ȱ
x Makeȱasȱmanyȱproceduresȱasȱpossibleȱaȱmatterȱofȱroutine.ȱȱIfȱaȱroutineȱtellsȱ

peopleȱwhatȱtoȱdo,ȱtheirȱunwittingȱbiasesȱhaveȱlessȱroomȱtoȱtakeȱover”ȱ
(Valianȱ2004:216).ȱ

ȱ
9.3.ȱȱWorkȬFamilyȱIssuesȱ

SeeȱalsoȱAppendixȱC,ȱsectionsȱ2,ȱforȱsuggestionsȱfromȱsurveyȱrespondents.ȱ
ȱ
RecommendationsȱforȱAAA/COSWAȱ

TheȱAAAȱorȱCOSWAȱcouldȱinventoryȱinstitutionalȱpoliciesȱandȱuniversityȱ
accommodationsȱtoȱidentifyȱandȱpublicizeȱbestȱpracticesȱforȱworkȬfamilyȱissues.ȱ

TheȱAAAȱorȱCOSWAȱcouldȱofferȱworkshopsȱatȱtheȱAAAȱannualȱmeetingsȱonȱ
balancingȱworkȱandȱfamilyȱresponsibilities.ȱ
ȱ
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RecommendationsȱforȱUniversitiesȱ
FormalȱpoliciesȱandȱstructuresȱthatȱadequatelyȱsupportȱworkȬfamilyȱneedsȱ

wereȱoftenȱlackingȱatȱuniversitiesȱofȱourȱrespondents.ȱȱForȱinstance,ȱinstitutionsȱ
mightȱnotȱofferȱmaternityȱleave,ȱtheyȱmightȱfailȱtoȱhaveȱonȬcampusȱchildcareȱandȱ
accommodationsȱforȱbreastfeedingȱmothers;ȱandȱtheyȱmightȱassignȱteachingȱ
schedulesȱthatȱconflictȱwithȱavailableȱdaycare.ȱȱUniversitiesȱwithȱanyȱofȱtheseȱ
problemsȱcouldȱproductivelyȱcreateȱstructuresȱtoȱaddressȱthem.ȱ

Furthermore,ȱuniversitiesȱcouldȱdevelopȱpoliciesȱtoȱaddressȱtheȱconsequencesȱ
ofȱtheȱoverlapȱbetweenȱmanyȱwomenȱfacultyȱmembers’ȱchildbearingȱyearsȱandȱ
theirȱtenureȬtrackȱyears,ȱsuchȱasȱanȱextendedȱtenureȱclock.ȱȱTheyȱmightȱalsoȱ
examineȱandȱaddressȱtheȱhiddenȱculturalȱassumptionsȱrelatedȱtoȱworkȬfamilyȱ
issues.ȱȱForȱinstance,ȱtheȱtenureȱtrackȱsystemȱisȱimplicitlyȱandȱhistoricallyȱbasedȱ
onȱaȱtraditionalȱman’sȱcareerȱtrajectory,ȱinȱwhichȱheȱisȱsupportedȱbyȱaȱwifeȱwhoȱ
actsȱasȱprimaryȱcaretakerȱforȱtheȱchildrenȱ(Bailynȱ2003).ȱ

ȱ
9.4.ȱȱTheȱContextȱofȱMainstreamȱAmericanȱCultureȱ

Manyȱofȱtheȱgenderȱinequitiesȱidentifiedȱinȱourȱsurveyȱareȱnotȱparticularȱtoȱ
theȱuniversityȱcontext.ȱȱRather,ȱtheyȱreflectȱtheȱwaysȱinȱwhichȱAmericanȱ
universitiesȱareȱembeddedȱinȱmainstreamȱAmericanȱcultureȱandȱpoliticalȱ
economy.ȱȱForȱinstance,ȱtheȱphenomenonȱofȱwomenȱworkingȱaȱ“secondȱshift”ȱofȱ
childcareȱisȱhardlyȱlimitedȱtoȱacademiaȱ(Hochschildȱ1989).ȱȱOneȱcouldȱargueȱthatȱ
ultimately,ȱfurtherȱchangeȱmustȱoccurȱinȱourȱsocietyȱatȱlargeȱbeforeȱweȱcanȱ
achieveȱmajorȱstridesȱtowardȱgenderȱequityȱinȱtheȱuniversityȱsetting.ȱ
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AppendixȱAȱ
SurveyȱInstrumentȱ

ȱ
ACADEMICȱCLIMATEȱSURVEYȱ
AmericanȱAnthropologicalȱAssociationȱ

CommitteeȱonȱtheȱStatusȱofȱWomenȱinȱAnthropologyȱ(COSWA)ȱ
ȱ
COSWAȱisȱcommittedȱtoȱequalȱopportunityȱinȱanthropology.ȱȱTheȱpurposeȱofȱthisȱsurveyȱisȱtoȱ
assessȱtheȱworkȱclimateȱthatȱfullȬtimeȱfacultyȱexperienceȱinȱuniversityȱsettings.ȱȱFutureȱAAAȱ
surveysȱareȱplannedȱtoȱaddressȱtheȱeducationalȱclimateȱforȱstudents,ȱandȱtheȱworkȱclimateȱforȱ
practitionersȱandȱpartȬtimeȱlecturers.ȱȱȱ
ȱ
ThisȱsurveyȱwasȱfirstȱadministeredȱinȱNovemberȱ2005.ȱȱIfȱyouȱalreadyȱcompletedȱtheȱsurvey,ȱ
pleaseȱexitȱnow.ȱ
ȱ
IfȱyouȱareȱaȱfullȬtimeȱfacultyȱmemberȱatȱaȱuniversityȱ–ȱwhetherȱnonȬtenureȱtrack,ȱtenureȬtrack,ȱ
orȱtenuredȱ–ȱweȱwouldȱgreatlyȱappreciateȱyourȱcompletingȱthisȱsurvey!ȱ
ȱ
Ifȱyouȱareȱaȱstudent,ȱpractitioner,ȱorȱnotȱteachingȱfullȬtimeȱinȱoneȱinstitution,ȱpleaseȱexitȱnow.ȱ
ȱȱ
Theȱsurveyȱwillȱtakeȱaboutȱ15ȱminutesȱtoȱcomplete.ȱ
ȱ

A.ȱYourȱCurrentȱAcademicȱAppointmentȱ
ȱ

QA1.ȱWhereȱemployed:ȱ ȠȱȱUniversity/collegeȱȱȱ ȠȱCommunityȱcollegeȱ

ȱ ȱ ȱ ȠȱȱMedicalȱschoolȱ ȱ ȠȱOther:ȱ____________________ȱ
ȱ
QA2.ȱȱȱWhatȱtypeȱofȱappointmentȱdoȱyouȱhold?ȱȱ

ȠȱNonȬtenureȬtrackȱprofessor/lecturerȱȱ

ȠȱTenureȬtrackȱassistantȱprofessorȱ
ȠȱAssociateȱprofessorȱwithȱtenureȱ

ȠȱFullȱprofessorȱwithȱtenureȱ

ȠȱOther:ȱ______________________________ȱ ȱ
ȱ
QA3.ȱȱInȱwhatȱdepartmentȱisȱyourȱ(primary)ȱappointment?ȱ_______________ȱ
ȱ
QA4.ȱȱȱDoȱyouȱhaveȱaȱjointȱappointment?ȱȱ ȱ ȱ

ȠȱNoȱȱ ȠȱYesȱȱIfȱyes,ȱinȱwhatȱdepartmentȱisȱyourȱsecondȱappointment?_________________ȱ



85ȱ
ȱ

ȱ

ȱ
QA5.ȱȱȱFieldȱofȱanthropology:ȱȱȱ

Rankȱyourȱprimaryȱfieldȱ1,ȱandȱifȱapplicableȱyourȱsecondaryȱfieldȱ2ȱ(B).ȱ
__Cultural/socialȱanthropologyȱ
__Biologicalȱanthropologyȱ ȱ ȱ
__Archaeologyȱ
__Linguisticȱanthropologyȱ

ȱ

QA6.ȱȱDoȱyouȱconsiderȱyourselfȱanȱappliedȱanthropologist?ȱȱ ȠȱYesȱȱȱ ȠȱNoȱ
ȱ
QA7.ȱȱOnȱhowȱmanyȱdepartmentalȱcommitteesȱdoȱyouȱserve?ȱ_____ȱ
ȱ
QA8.ȱȱOnȱhowȱmanyȱcollege/universityȱcommitteesȱdoȱyouȱserve?ȱ_____ȱ

ȱ
QA9.ȱȱHowȱwouldȱyouȱrankȱyourȱstandingȱ(asȱreflectedȱinȱprofessionalȱaccomplishments,ȱ

grantsȱobtained,ȱpublications,ȱetc.)ȱcomparedȱtoȱotherȱfacultyȱinȱyourȱdepartment?ȱ

ȠȱTopȱ10%ȱȱȱȱȠȱTopȱ25%ȱȱȱȠȱAboutȱaverageȱȱȱȠȱBelowȱaverageȱȱȱȠȱDon’tȱknowȱ
ȱ
ȱ

B.ȱYourȱWorkȱEnvironmentȱ
ȱ
QB10.ȱȱYourȱinstitutionȱhasȱCLEARLYȱstated,ȱwidelyȱdisseminated,ȱandȱeffectiveȱpoliciesȱinȱtheȱfollowingȱ

areas:ȱ
ȱAgreeȱStronglyȱȱ ȱ ȱ ȱ DisagreeȱStronglyȱȱȱȱȱ ȱȱȱȱȱ

ȱȱȱȱ ȱ ȱ ȱ ȱ ȱȱȱȱ1ȱ ȱȱȱ2ȱ ȱȱ3ȱ ȱȱ4ȱ ȱȱ5ȱ
ȱȱȱȱȱȱ(A)ȱTypesȱofȱappointmentsȱ ȱ ȱȱȱȱȱȠȱȱȱȱ ȱȱȱȠȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱȱȱȱȱȱȠȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ

ȱȱȱȱȱȱ(B)ȱPromotionȱrequirementsȱ ȱ ȱȱȱȱȱȠȱȱȱȱ ȱȱȱȠȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱȱȱȱȱȱȠȱȱȱ
ȱȱȱȱȱȱ(C)ȱCriteriaȱforȱevaluationȱȱ ȱ ȱȱȱȱȱȠȱȱȱȱ ȱȱȱȠȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱȱȱȱȱȱȠȱȱȱ
ȱȱȱȱȱȱ(D)ȱDepartmentalȱserviceȱrequirementsȱȱȱȱȱȱȱȱȱȠȱȱȱȱ ȱȱȱȠȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱȱȱȱȱȱȠȱȱȱ
ȱȱȱȱȱȱ(E)ȱCommunityȱserviceȱrequirementsȱ ȱȱȱȱȱȠȱȱȱȱ ȱȱȱȠȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱȱȱȱȱȱȠȱȱȱ
ȱȱȱȱȱȱ(F)ȱExtendedȱtenureȱclockȱȱ ȱ ȱȱȱȱȱȠȱȱȱȱ ȱȱȱȠȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱȱȱȱȱȱȠȱȱȱ
ȱȱȱȱȱȱ(G)ȱMaternity/parentalȱleaveȱ ȱ ȱȱȱȱȠȱȱȱȱ ȱȱȱȠȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱȱȱȱȱȱȠȱȱȱ
ȱ
QB11.ȱȱTheȱfollowingȱprogramsȱatȱyourȱinstitutionȱareȱveryȱeffective:ȱ

AgreeȱStronglyȱȱȱ ȱ DisagreeȱStronglyȱȱȱȱȱ Don’tȱKnowȱ/Noȱpolicyȱ
ȱȱȱȱȱ ȱ ȱ ȱ ȱ ȱȱȱȱ1ȱ ȱȱȱ2ȱ ȱȱȱȱ3ȱ ȱȱȱȱȱȱȱ4ȱ ȱȱȱȱȱȱȱȱȱ5ȱ ȱ ȱ ȱȱȱȱ6ȱ
ȱȱȱȱȱȱ(A)ȱAnnualȱreviewȱprocessȱ ȱȱȱȱȱȠȱȱȱȱ ȱȱȱȠȱȱȱȱȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱȱȱȱȱȱȱȱȱȱȠȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱ
ȱȱȱȱȱȱ(B)ȱFormalȱmentoringȱprogramȱ ȱȱȱȱȱȠȱȱȱȱ ȱȱȱȠȱȱȱȱȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱȱȱȱȱȱȱȱȱȱȠȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱ
ȱȱȱȱȱȱ(C)ȱOmbudspersonȱ ȱ ȱȱȱȱȱȠȱȱȱȱ ȱȱȱȠȱȱȱȱȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱȱȱȱȱȱȱȱȱȱȠȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱ
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ȱȱȱȱȱȱ(D)ȱAffirmativeȱactionȱofficerȱ ȱȱȱȱȱȠȱȱȱȱ ȱȱȱȠȱȱȱȱȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱȱȱȱȱȱȱȱȱȱȠȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱ
ȱȱȱȱȱȱ(E)ȱChildȱcareȱ ȱ ȱ ȱȱȱȱȱȠȱȱȱȱ ȱȱȱȠȱȱȱȱ ȱȱȱȱȱȱȠȱȱȱȱȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȠȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱȱȱȱȱȱ(F)ȱDualȱcareerȱopportunitiesȱ ȱȱȱȱȱȠȱȱȱȱ ȱȱȱȠȱȱȱȱȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱȱȱȱȱȱȱȱȱȱȠȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱ
ȱ
ȱ
QB12.ȱȱYourȱdepartmentȱisȱactivelyȱinvolvedȱinȱpromotingȱtheȱcareersȱofȱitsȱfacultyȱwithȱ

supportȱandȱguidanceȱin:ȱȱ
AgreeȱStronglyȱȱȱ ȱ ȱ DisagreeȱStronglyȱȱȱȱȱ ȱȱȱȱȱ

ȱȱȱȱ ȱ ȱ ȱ ȱ ȱȱȱȱ1ȱ ȱȱȱ2ȱ ȱȱ3ȱ ȱȱ4ȱ ȱȱ5ȱ
ȱȱȱȱȱȱ(A)ȱIdentifyingȱgrantȱsourcesȱ ȱȱȱȱȱȱȠȱȱȱȱ ȱȱȱȠȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱȱȱȱȱȱȠȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ

ȱȱȱȱȱȱ(B)ȱPreparing/writingȱgrantsȱ ȱȱȱȱȱȱȠȱȱȱȱ ȱȱȱȠȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱȱȱȱȱȱȠȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ

ȱȱȱȱȱȱ(C)ȱObtainingȱstartȱupȱfundsȱforȱ ȱȱȱȱȱȱȠȱȱȱȱ ȱȱȱȠȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱȱȱȱȱȱȠȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ equipmentȱandȱsuppliesȱ
ȱȱȱȱȱȱ(D)ȱObtainingȱconsultingȱcontractsȱȱȱȱȠȱȱȱȱ ȱȱȱȠȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱȱȱȱȱȱȠȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ

ȱȱȱȱȱȱ(E)ȱOrganizingȱcoursesȱ ȱ ȱȱȱȱȱȱȠȱȱȱȱ ȱȱȱȠȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱȱȱȱȱȱȠȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ

ȱȱȱȱȱȱ(F)ȱAdvisingȱstudentsȱȱ ȱ ȱȱȱȱȱȱȠȱȱȱȱ ȱȱȱȠȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱȱȱȱȱȱȠȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ

ȱȱȱȱȱȱ(G)ȱObtainingȱTAs,ȱRAsȱ ȱ ȱȱȱȱȱȱȠȱȱȱȱ ȱȱȱȠȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱȱȱȱȱȱȠȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ

(H)ȱObtainingȱsecretarialȱsupportȱȱȱȱȱȱȠȱȱȱȱ ȱȱȱȠȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱȱȱȱȱȱȱȱȠȱȱȱȱȱȱȱȱȱȠȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
QB13.ȱȱSchoolȱorȱuniversityȱsocialȱactivitiesȱsuchȱasȱluncheonsȱorȱreceptionsȱareȱavailableȱto:ȱ
ȠȱȱȱEveryoneȱȱȱȱ
ȠȱȱȱAllȱfacultyȱȱȱȱ
ȠȱȱȱTenuredȱfacultyȱȱȱȱ

ȱȱ
QB14.ȱȱHowȱfrequentlyȱareȱsuchȱactivitiesȱavailable?ȱȱȱȱȱȱȱȱ
ȠȱȱȱWeeklyȱȱȱȱ

ȠȱȱȱMonthlyȱȱȱȱ

ȠȱȱȱOccasionallyȱȱȱȱ
ȠȱȱȱNeverȱȱȱȱ

ȱ
QB15.ȱȱSeniorȱfacultyȱmentorȱjuniorȱfacultyȱby:ȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱ

AgreeȱStronglyȱȱ ȱ ȱ DisagreeȱStronglyȱȱȱȱȱ ȱȱȱȱȱ

ȱȱȱȱ(A)Recommendingȱthemȱasȱinvitedȱspeakersȱ ȱȱȱȱȱȱȱ Ƞȱ1ȱȱ Ƞȱ2ȱȱ ȱȠȱ3ȱȱ Ƞȱ4ȱȱ ȱȱȱȠȱ5ȱ
ȱȱȱȱ(B)ȱRecommendingȱthemȱforȱawardsȱ ȱ ȱȱȱȱȱȱ Ƞȱ1ȱȱ Ƞȱ2ȱȱ ȱȠȱ3ȱȱ Ƞȱ4ȱȱ ȱȱȱȠȱ5ȱȱȱȱȱȱ
ȱ
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QB15.ȱȱSeniorȱfacultyȱmentorȱjuniorȱfacultyȱbyȱprovidingȱadviceȱandȱguidanceȱon:ȱ
AgreeȱStronglyȱȱ ȱ ȱ DisagreeȱStronglyȱȱȱȱȱ ȱȱȱȱȱ

ȱȱȱȱ(C)ȱGrantȱopportunitiesȱ ȱȱȱȱȱȱ ȱ ȱ ȱ Ƞȱ1ȱȱ Ƞȱ2ȱȱ ȱȠȱ3ȱȱ Ƞȱ4ȱȱ ȱȱȱȠȱ5ȱ
ȱȱȱȱ(D)ȱPromotionȱprocedures/policiesȱȱ ȱ ȱȱȱȱȱȱȱ Ƞȱ1ȱȱ Ƞȱ2ȱȱ ȱȠȱ3ȱȱ Ƞȱ4ȱȱ ȱȱȱȠȱ5ȱ
ȱȱȱȱ(E)ȱCommitteeȱserviceȱ ȱ ȱ ȱ ȱȱȱȱ Ƞȱ1ȱȱ Ƞȱ2ȱȱ ȱȠȱ3ȱȱ Ƞȱ4ȱȱ ȱȱȱȠȱ5ȱȱȱȱȱȱȱȱȱ
ȱȱȱȱ(F)ȱTeachingȱrequirementsȱ ȱ ȱ ȱ ȱȱȱȱȱȱ Ƞȱ1ȱȱ Ƞȱ2ȱȱ ȱȠȱ3ȱȱ Ƞȱ4ȱȱ ȱȱȱȠȱ5ȱȱȱȱȱȱ
ȱȱȱȱȱ
QB17.ȱȱOtherȱfacultyȱinȱtheȱdepartment:ȱȱ

AgreeȱStronglyȱȱ ȱ ȱ DisagreeȱStronglyȱȱȱȱȱ ȱȱȱȱȱ

ȱȱȱȱ(A)ȱAreȱfriendlyȱ ȱ ȱȱȱȱȱȱ ȱ ȱ ȱ Ƞȱ1ȱȱ Ƞȱ2ȱȱ ȱȠȱ3ȱȱ Ƞȱ4ȱȱ ȱȱȱȠȱ5ȱ
ȱȱȱȱ(B)ȱAreȱeasyȱtoȱdiscussȱideasȱwithȱȱȱ ȱ ȱȱȱȱȱȱȱ Ƞȱ1ȱȱ Ƞȱ2ȱȱ ȱȠȱ3ȱȱ Ƞȱ4ȱȱ ȱȱȱȠȱ5ȱ
ȱȱȱȱ(C)ȱRespectȱyourȱopinionsȱ ȱ ȱ ȱ ȱȱȱȱ Ƞȱ1ȱȱ Ƞȱ2ȱȱ ȱȠȱ3ȱȱ Ƞȱ4ȱȱ ȱȱȱȠȱ5ȱȱȱȱȱȱȱȱȱ
ȱȱȱȱ(D)ȱValueȱyouȱasȱanȱindividualȱ ȱ ȱ ȱȱȱȱȱȱ Ƞȱ1ȱȱ Ƞȱ2ȱȱ ȱȠȱ3ȱȱ Ƞȱ4ȱȱ ȱȱȱȠȱ5ȱȱȱȱȱȱ
ȱȱȱȱ(E)ȱAreȱtooȱcompetitiveȱȱ ȱ ȱȱȱȱȱȱ ȱ ȱ Ƞȱ1ȱȱ Ƞȱ2ȱȱ ȱȠȱ3ȱȱ Ƞȱ4ȱȱ ȱȱȱȠȱ5ȱ
ȱȱȱȱ(F)ȱHaveȱgivenȱyouȱhelpfulȱcounsel/positiveȱsuggestionsȱȱȠȱ1ȱȱ Ƞȱ2ȱȱ ȱȠȱ3ȱȱ Ƞȱ4ȱȱ ȱȱȱȠȱ5ȱ
ȱȱȱȱ(G)ȱTreatȱyouȱasȱaȱcolleagueȱ ȱ ȱ ȱ Ƞȱ1ȱȱ Ƞȱ2ȱȱ ȱȠȱ3ȱȱ Ƞȱ4ȱȱ ȱȱȱȠȱ5ȱȱȱȱȱȱȱȱȱ
ȱ
QB18.ȱȱWouldȱyouȱsayȱtheȱspaceȱallottedȱtoȱyouȱforȱresearchȱȱis:ȱȱ

ȠȱInȱexcessȱȱȠȱPlentifulȱȱȱȠȱSufficientȱȱȱȱȠȱInsufficientȱȱȱȠȱExtremelyȱinsufficientȱȱ ȠȱN/Aȱ
ȱ

ȱ
C.ȱYourȱCareerȱHistoryȱ
ȱ
QC19.ȱȱWhatȱyearȱdidȱyouȱobtainȱyourȱB.A.?ȱȱ______ȱ
ȱ
QC20.ȱȱWhatȱyearȱdidȱyouȱobtainȱyourȱPh.D.?ȱȱ______ȱ
ȱ
QC21.ȱȱWhatȱwasȱyourȱageȱatȱtheȱtimeȱyouȱobtainedȱyourȱPh.D.?________ȱ
ȱ
QC22.ȱȱInȱwhatȱdisciplineȱdidȱyouȱreceiveȱtheȱPh.D.?ȱȱ

ȠȱAnthropologyȱ
ȠȱOtherȱȱ ȱ ȱ ȱ ȱ ȱ ȱ

ȱ
QC23.ȱȱIfȱyouȱdidȱnotȱstartȱtheȱgraduateȱprogramȱthatȱpreparedȱyouȱforȱyourȱcurrentȱpositionȱ
immediatelyȱafterȱyourȱB.A.,ȱpleaseȱindicateȱhowȱmanyȱyearsȱpassedȱbeforeȱyouȱstartedȱit:ȱȱ
______ȱ
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ȱ
QC24.ȱȱIfȱyouȱtookȱtimeȱoffȱfromȱyourȱstudiesȱduringȱyourȱgraduateȱprogram,ȱpleaseȱindicateȱ
howȱmanyȱyearsȱinȱtotal:ȱȱ______ȱ
ȱ
QC25.ȱHasȱthereȱbeenȱanȱinterruptionȱ(longerȱthanȱaȱvacation)ȱinȱyourȱacademicȱcareerȱsinceȱ

youȱreceivedȱyourȱPh.D.?ȱȱ ȱȠȱYesȱȱ ȠȱNoȱ ȱ ȱ
ȱ

QC26.ȱȱIfȱYes,ȱwhen?ȱȱȱ

ȠȱBetweenȱcompletingȱgraduateȱdegreeȱandȱstartingȱworkȱ

ȠȱSinceȱstartingȱworkȱforȱtheȱfirstȱtimeȱ
ȱ
QC27.ȱȱIfȱYes,ȱhowȱlongȱwasȱtheȱinterruption?ȱ_________ȱȱȱ
ȱ
QC28.ȱȱIfȱYes,ȱwhatȱwereȱtheȱreason(s)ȱforȱtheȱinterruption:ȱ______________________________ȱ
ȱ
QC29.ȱȱWhatȱyearȱdidȱyouȱobtainȱyourȱfirstȱfullȬtimeȱacademicȱjobȱ(eitherȱtenureȬtrackȱorȱ
nonȬtenureȱtrack)?ȱȱ______ȱ
ȱ
QC30.ȱȱDidȱyouȱcompleteȱoneȱorȱmoreȱpostȬdocsȱbeforeȱobtainingȱthisȱappointment?ȱȱȱ

ȠȱYesȱȱȠȱNoȱ
QC30BȱIfȱyes,ȱhowȱmany?ȱ______ȱ

ȱ
QC31.ȱȱHowȱmanyȱyearsȱtotalȱdidȱyouȱspendȱasȱaȱpostȬdoc?ȱ______ȱ
ȱ
ȱ

D.ȱȱYourȱFutureȱCareerȱPathȱ
ȱ
QD32.ȱȱIfȱyouȱareȱinȱaȱtenureȬtrackȱposition,ȱhowȱconfidentȱdoȱyouȱfeelȱaboutȱreceivingȱ
tenureȱatȱthisȱinstitution:ȱ

ȠȱVeryȱconfidentȱȱȠȱSomewhatȱconfidentȱȱ ȠȱNotȱconfidentȱȱ ȠȱDon’tȱknowȱ
ȱ

QD33.ȱȱDoȱyouȱexpectȱtoȱcontinueȱinȱanȱacademicȱenvironmentȱforȱmoreȱthanȱtheȱnextȱfiveȱ
years?ȱ

ȠȱYesȱȱȠȱNoȱ
ȱ

QD33Q.ȱȱIfȱno,ȱwhyȱnot?ȱ______________________________ȱ
ȱ

QD34.ȱȱDoȱyouȱexpectȱtoȱstayȱatȱyourȱcurrentȱinstitution?ȱȱȠȱYesȱȱȱ ȠȱNoȱȱȱ
(Ifȱyes,ȱhaveȱsurveyȱskipȱtoȱquestionȱ8)ȱ

ȱ
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QD35.ȱȱIfȱyouȱexpectȱtoȱleaveȱyourȱcurrentȱinstitution,ȱdoȱyouȱexpectȱtoȱmoveȱto:ȱ

ȠȱAnotherȱacademicȱinstitutionȱȠȱTheȱprivateȱsectorȱȱȠȱTheȱpublicȱsectorȱȠȱOtherȱ_______ȱ
ȱ

QD36.ȱȱIfȱyouȱexpectȱtoȱleaveȱyourȱcurrentȱinstitution,ȱwhenȱdoȱyouȱexpectȱtoȱmakeȱthisȱ
move?ȱ

ȠȱWithinȱ5ȱyearsȱȠȱMoreȱthanȱ5ȱyearsȱfromȱnowȱȱ
ȱ
QD37.ȱIfȱyouȱexpectȱtoȱleaveȱyourȱcurrentȱinstitution,ȱtheȱfollowingȱfactorsȱwillȱbeȱimportantȱ

inȱyourȱdecision:ȱ
AgreeȱStronglyȱȱ ȱ ȱ DisagreeȱStronglyȱȱȱȱȱ ȱȱȱȱȱ

ȱȱȱȱ(A)ȱJobȱofferȱfromȱmoreȱprestigiousȱinstitutionȱ ȱȱȱȱȱȱȱ Ƞȱ1ȱȱ Ƞȱ2ȱȱ ȱȠȱ3ȱȱ Ƞȱ4ȱȱ ȱȱȱȠȱ5ȱ
ȱ *thisȱitemȱONLYȱinȱVersionȱ2ȱ

ȱȱȱȱ(B)ȱSalaryȱconsiderationsȱ ȱ ȱ ȱ ȱ Ƞȱ1ȱȱ Ƞȱ2ȱȱ ȱȠȱ3ȱȱ Ƞȱ4ȱȱ ȱȱȱȠȱ5ȱ
ȱ *thisȱitemȱmovedȱfromȱ5thȱinȱlistȱonȱVersionȱ1ȱtoȱ2ndȱonȱlistȱonȱVersionȱ2ȱ

ȱȱȱȱ(C)ȱIncreasesȱinȱhouseholdȱresponsibilitiesȱȱȱ ȱ Ƞȱ1ȱȱ Ƞȱ2ȱȱ ȱȠȱ3ȱȱ Ƞȱ4ȱȱ ȱȱȱȠȱ5ȱ
ȱȱȱȱ(D)ȱIncreasesȱinȱchild/parentalȱcareȱresponsibilitiesȱȱȱȱȱȱȱ Ƞȱ1ȱȱ Ƞȱ2ȱȱ ȱȠȱ3ȱȱ Ƞȱ4ȱȱ ȱȱȱȠȱ5ȱ
ȱȱȱȱ(E)ȱChangesȱinȱjobȱopportunitiesȱforȱspouse/partnerȱȱȱȱ Ƞȱ1ȱȱ Ƞȱ2ȱȱ ȱȠȱ3ȱȱ Ƞȱ4ȱȱ ȱȱȱȠȱ5ȱȱȱȱȱȱȱȱȱ
ȱȱȱȱ(F)ȱInstanceȱofȱdiscriminationȱinȱtheȱworkplaceȱ ȱȱȱȱȱȱ Ƞȱ1ȱȱ Ƞȱ2ȱȱ ȱȠȱ3ȱȱ Ƞȱ4ȱȱ ȱȱȱȠȱ5ȱȱȱȱȱȱ
ȱȱȱȱ(G)ȱHeavyȱteachingȱdemandsȱ ȱ ȱ ȱȱȱȱȱȱȱ Ƞȱ1ȱȱ Ƞȱ2ȱȱ ȱȠȱ3ȱȱ Ƞȱ4ȱȱ ȱȱȱȠȱ5ȱ
ȱȱȱȱ(H)ȱOtherȱtimeȱpressuresȱ ȱ ȱ ȱȱȱȱ ȱ Ƞȱ1ȱȱ Ƞȱ2ȱȱ ȱȠȱ3ȱȱ Ƞȱ4ȱȱ ȱȱȱȠȱ5ȱȱȱȱȱȱȱȱȱ
ȱȱȱȱ(I)ȱIsolation/lackȱofȱdepartmentalȱsupportȱȱ ȱȱȱȱȱȱ Ƞȱ1ȱȱ Ƞȱ2ȱȱ ȱȠȱ3ȱȱ Ƞȱ4ȱȱ ȱȱȱȠȱ5ȱȱȱȱȱȱ
ȱȱȱȱOtherȱ__________________________ȱ ȱ ȱȱȱȱȱȱ Ƞȱ1ȱȱ Ƞȱ2ȱȱ ȱȠȱ3ȱȱ Ƞȱ4ȱȱ ȱȱȱȠȱ5ȱȱȱȱȱȱ

ȱ
QD38A.ȱȱDoȱyouȱanticipateȱanȱinterruptionȱ(longerȱthanȱyourȱvacation)ȱinȱyourȱacademicȱ

careerȱinȱtheȱfuture?ȱȱ ȠȱYesȱ ȱ ȠȱNoȱ ȱ
ȱ
QD38B.ȱȱIfȱYes,ȱwhen?ȱ____________________________________________ȱ
ȱ
QD39.ȱȱIfȱYes,ȱwhatȱreason(s)ȱdoȱyouȱanticipateȱforȱtheȱinterruption:ȱ
__________________________________________ȱ
ȱ
ȱ

E.ȱGeneralȱReflectionsȱ
ȱ

QE39.ȱȱTheȱlastȱtimeȱyouȱfeltȱdiscouragedȱinȱyourȱpositionȱasȱaȱfacultyȱmember,ȱwhatȱwereȱ
theȱmajorȱ(*“major”ȱdeletedȱinȱVersionȱ2)ȱreasonsȱforȱfeelingȱthatȱway?ȱ(Checkȱallȱthatȱapply)ȱȱ
ȠȱResearchȱnotȱgoingȱwellȱȱ ȱ ȠȱInteractionȱwithȱotherȱfacultyȱȱ ȱ
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ȠȱClimateȱinȱtheȱdepartmentȱ ȱ ȠȱRelationshipȱwithȱstudentsȱȱȱ

ȠȱLongȬtermȱcareerȱopportunitiesȱȱ ȠȱInteractionȱwithȱadministrationȱ

ȠȱPersonalȱlifeȱ ȱ ȱ ȱ ȠȱSchedulingȱconflictsȱ
ȠȱOtherȱ___________________ȱ
ȱ

QE40.ȱIfȱyouȱhadȱtoȱcomeȱupȱwithȱoneȱorȱtwoȱchangesȱthatȱcouldȱimproveȱyourȱenvironmentȱ
asȱaȱfacultyȱmember,ȱwhatȱwouldȱtheyȱbe?ȱ
_________________________________________________________________ȱ
__________________________________________________________________ȱ
ȱ

QE41.ȱKnowingȱwhatȱyouȱknowȱnow,ȱwouldȱyouȱstillȱchooseȱthisȱcareerȱpathȱforȱyourself?ȱȱ

ȠȱYesȱ ȱ ȠȱNoȱ ȱ*CheckboxesȱnotȱincludedȱinȱVersionȱ2ȱ
ȱ
Pleaseȱexplainȱyourȱresponse____________________________________________ȱ
___________________________________________________________________ȱ

ȱ
QE42.ȱȱDoȱyouȱbelieveȱthatȱyourȱgenderȱhasȱhinderedȱyourȱprofessionalȱadvancement?ȱȱ

ȠȱYesȱ ȱ ȠȱNoȱ *CheckboxesȱnotȱincludedȱinȱVersionȱ2ȱ ȱȱ
Pleaseȱexplainȱyourȱresponse.ȱ___________________________________________ȱ
____________________________________________________________________ȱ

ȱ
QE43.ȱȱDoȱyouȱbelieveȱthatȱyourȱgenderȱhasȱprovidedȱyouȱwithȱanȱadvantageȱinȱyourȱ

professionalȱadvancement?ȱȱ

ȠȱYesȱ ȱ ȠȱNoȱ*CheckboxesȱnotȱincludedȱinȱVersionȱ2ȱ
Pleaseȱexplainȱyourȱresponse.ȱ___________________________________________ȱ
____________________________________________________________________ȱ

ȱ
QE44.ȱȱHowȱcanȱtheȱAAAȱpromoteȱequitableȱandȱcollegialȱworkingȱconditions?ȱȱ

____________________________________________________________________ȱ
____________________________________________________________________ȱ

ȱ
QE45.ȱȱȱIfȱyouȱhaveȱanyȱcommentsȱorȱsuggestionsȱonȱtheȱformȱorȱcontentȱofȱtheȱsurvey,ȱpleaseȱ

writeȱthemȱbelow.ȱȱ
____________________________________________________________________ȱ
____________________________________________________________________ȱ
____________________________________________________________________ȱ
ȱ
ȱ
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F.ȱȱDemographicȱInformationȱ
ȱ

QF46.ȱGender:ȱȱȱ ȠȱȱFemaleȱ ȱ ȠȱMaleȱ ȱ ȠȱOtherȱ
ȱ

QF47.ȱAge:ȱ Ƞȱ20Ȭ29ȱ Ƞȱ30Ȭ39ȱ Ƞȱ40Ȭ49ȱ Ƞȱ50Ȭ59ȱ Ƞȱ60Ȭ69ȱ ȱ

ȱ Ƞȱ70Ȭ79ȱȱ Ƞȱ80+ȱ
ȱ

QF48.ȱȱRace*:ȱ ȠȱWhiteȱaloneȱȱ ȠȱBlackȱorȱAfricanȱAmericanȱaloneȱȱ ȱ

ȠȱAmericanȱIndianȱandȱAlaskaȱNativeȱaloneȱ ȱ

ȠȱAsianȱaloneȱȱ ȠȱNativeȱHawaiianȱandȱotherȱPacificȱIslanderȱaloneȱ

ȱ ȠȱSomeȱotherȱraceȱaloneȱ ȠȱTwoȱorȱmoreȱracesȱ

ȠȱDeclineȱtoȱanswerȱ*ThisȱoptionȱonlyȱinȱVersionȱ2ȱȱ
ȱ

QF49.ȱȱEthnicȱGroup*:ȱȱ ȠȱHispanicȱorȱLatinoȱȱȱȠȱNotȱHispanicȱorȱLatinoȱȱ
ȱ
*ȱRaceȱandȱethnicȱgroupȱcategoriesȱtakenȱfromȱtheȱ“RacialȱandȱEthnicȱClassificationsȱUsedȱinȱCensusȱ
2000ȱandȱBeyond”ȱofȱtheȱU.S.ȱCensusȱBureau)ȱ
(putȱthisȱatȱtheȱbottomȱofȱtheȱscreenȱwhereȱquestionsȱ3ȱandȱ4ȱappear)ȱ
ȱ

QF50.ȱSpouse/domesticȱpartner:ȱȠȱSingleȱ ȠȱSpouse/domesticȱpartnerȱ ȠȱOtherȱ
ȱ

QF51.ȱDoȱyouȱhaveȱchildren:ȱȱ ȠȱNoȱȱ ȱ ȠȱYesȱȱȱ ȱ
ȱ

QF51A.ȱȱIfȱyes,ȱwhatȱisȱtheȱageȱofȱeachȱchild?ȱȱȱ 1)ȱ_____ȱȱ2)ȱ____ȱȱ3)ȱ____ȱȱ4)ȱ____ȱ
5)ȱ______ȱȱ6)ȱ______ȱȱ7)ȱ______ȱȱ8)ȱ______ȱ

ȱ

QF52.ȱAreȱyouȱtheȱprimaryȱcaregiverȱfor:ȱȱ ȠȱChildrenȱȱ ȠȱParentsȱȱ ȠȱOtherȱindividual(s)ȱ
ȱ (checkȱallȱthatȱapply)ȱ
ȱ
QF53.ȱIfȱyouȱhaveȱaȱspouse/domesticȱpartner,ȱisȱthatȱpersonȱemployedȱin:ȱ

ȠȱAȱtenureȬtrackȱpositionȱatȱtheȱsameȱinstitutionȱasȱyouȱ

ȠȱAȱtenureȬtrackȱpositionȱatȱanȱinstitutionȱwithinȱ50ȱmilesȱofȱyourȱinstitutionȱ

ȠȱAȱtenureȬtrackȱpositionȱatȱanȱinstitutionȱmoreȱthanȱ50ȱmilesȱfromȱyourȱinstitutionȱ

ȠȱAȱtenuredȱpositionȱatȱtheȱsameȱinstitutionȱasȱyouȱ

ȠȱAȱtenuredȱpositionȱatȱanȱinstitutionȱwithinȱ50ȱmilesȱofȱyourȱinstitutionȱ
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ȠȱAȱtenuredȱpositionȱatȱanȱinstitutionȱmoreȱthanȱ50ȱmilesȱfromȱyourȱinstitutionȱ

ȠȱAȱnonȬtenureȬtrackȱpositionȱ
ȠȱTheȱprivateȱsectorȱ
ȠȱTheȱnonprofitȱorȱpublicȱsectorȱ
ȠȱOtherȱȱ ȱ ȱ ȱ ȱ ȱ ȱ

ȠȱNotȱemployedȱ
ȱ
ȱ
Thankȱyouȱveryȱmuchȱforȱyourȱparticipation!ȱȱTheȱresultsȱofȱthisȱsurveyȱwillȱbeȱpresentedȱatȱaȱ
COSWAȱworkshopȱatȱtheȱ2005ȱAAAȱmeeting,ȱandȱdisseminatedȱasȱwidelyȱasȱpossibleȱ
throughȱotherȱmeansȱasȱwell.ȱ
ȱ
IfȱyouȱareȱinterestedȱinȱprovidingȱtheȱCommitteeȱonȱtheȱStatusȱofȱWomenȱinȱAnthropologyȱ
withȱadditionalȱinformation,ȱpleaseȱcontactȱTrudyȱTurnerȱatȱtrudy@uwm.eduȱ.ȱ
ȱ
ThisȱisȱaȱmodifiedȱversionȱofȱaȱsurveyȱdesignedȱbyȱtheȱAssociationȱforȱWomenȱinȱScienceȱ
(AWIS).ȱȱWeȱwouldȱlikeȱtoȱthankȱAWISȱforȱpermissionȱtoȱuseȱtheirȱquestions.ȱ
ȱ
ȱ
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AppendixȱBȱ
SurveyȱCodebookȱandȱVariableȱFrequencyȱDistributionȱ

ȱ
IDNUMBERȱ
ȱ UniqueȱrespondentȱIDȱnumberȱ
ȱ
VERSIONȱ
ȱ 220ȱ Versionȱ1ȱ(1)ȱ
ȱ 723ȱ Versionȱ2ȱ(2)ȱ
ȱ

SectionȱA.ȱYourȱCurrentȱAcademicȱAppointmentȱ
ȱ
QA1ȱ
1.ȱWhereȱemployed:ȱ ȱ

892ȱ University/collegeȱ(1)ȱ
24ȱ Communityȱcollegeȱ(2)ȱ
15ȱ Medicalȱschoolȱ[orȱchiropracticȱuniversity]ȱ(3)ȱ
10ȱ Otherȱ[government,ȱindustry,ȱresearch,ȱmuseum]ȱ(4)ȱ
2ȱ Missingȱ(.)ȱ

ȱ
QA2ȱ
2.ȱȱȱWhatȱtypeȱofȱappointmentȱdoȱyouȱhold?ȱȱȱ

9ȱ [Postdoc/substitute/visting]ȱ(0)ȱ
112ȱ NonȬtenureȬtrackȱprofessor/lecturerȱ[orȱequivalent]ȱ(1)ȱ
277ȱ TenureȬtrackȱassistantȱprofessorȱ[orȱequivalent]ȱ(2)ȱ
208ȱ Associateȱprofessorȱwithȱtenureȱ[orȱequivalent]ȱ(3)ȱ
311ȱ Fullȱprofessorȱwithȱtenureȱ[orȱequivalent]ȱ(4)ȱ
26ȱ Otherȱ[orȱmissing]ȱ(.)ȱ

ȱ
QA2Bȱ
Appointmentȱcodedȱasȱtenuredȱorȱnotȱ
ȱ 398ȱ Tenuredȱ(1)ȱ
ȱ 519ȱ Notȱtenuredȱ(0)ȱ
ȱ 26ȱ Missingȱ(.)ȱ
ȱ
QA3ȱ
3.ȱȱInȱwhatȱdepartmentȱisȱyourȱ(primary)ȱappointment?ȱ_______________ȱ

511ȱ Anthropologyȱaloneȱ(1)ȱ
101ȱ Anthropology/sociologyȱjointȱdepartmentȱ(2)ȱ
14ȱ Sociologyȱaloneȱ(3)ȱ
19ȱ Gender/women’sȱstudiesȱ(4)ȱ
36ȱ Anthropologyȱwithȱothersȱ(geography,ȱhistory,ȱetc.)ȱ(5)ȱ
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28ȱ Education/educationalȱadministrationȱ(6)ȱ
41ȱ Socialȱsciencesȱ(7)ȱ
22ȱ Language/linguisticsȱ(8)ȱ
8ȱ Fineȱarts/aestheticsȱ(9)ȱ
17ȱ Area/ethnicȱstudiesȱ(10)ȱ
3ȱ Archaeologyȱ(11)ȱ
52ȱ Otherȱsocialȱsciencesȱ(12)ȱ
34ȱ Nursing/publicȱhealthȱ(13)ȱ
11ȱ Natural/environmentalȱsciencesȱ(14)ȱ
15ȱ Humanitiesȱ(15)ȱ
26ȱ Otherȱ(16)ȱ
5ȱ Missingȱ(.)ȱ
ȱ

QA4ȱ
4.ȱȱȱDoȱyouȱhaveȱaȱjointȱappointment?ȱ

780ȱ Noȱ(0)ȱ
149ȱ Yesȱ(1)ȱ
14ȱ Missingȱ(.)ȱ

ȱ
Ifȱyes,ȱinȱwhatȱdepartmentȱisȱyourȱsecondȱappointment?_________________ȱ
(SeeȱQuestion3:ȱfullȱresponsesȱleftȱinȱoriginalȱform)ȱ
ȱ
QA4Bȱ
“ExtraȬanthropological”ȱappointments:ȱ“yes”ȱtoȱjointȱappointment,ȱorȱprimaryȱappointmentȱ
reportedȱinȱnonȬanthropologyȬaloneȱdepartment.ȱ
ȱ 433ȱ Noȱ(0)ȱ
ȱ 500ȱ Yesȱ(1)ȱ
ȱ 10ȱ Missingȱ(.)ȱ
ȱ
QA5ȱ(primaryȱfield)ȱ
5.ȱȱȱFieldȱofȱanthropology:ȱȱRankȱyourȱprimaryȱfieldȱ1,ȱandȱifȱapplicableȱyourȱsecondaryȱfieldȱ2.ȱ

ȱ
667ȱ Cultural/socialȱanthropologyȱ(1)ȱ
66ȱ Biologicalȱanthropologyȱ(2)ȱ
147ȱ Archaeologyȱ(3)ȱ
53ȱ Linguisticȱanthropologyȱ(4)ȱ
10ȱ Missingȱ(.)ȱ

ȱ
QA5Bȱ(secondaryȱfield)ȱ

94ȱ Cultural/socialȱanthropologyȱ(1)ȱ
57ȱ Biologicalȱanthropologyȱ(2)ȱ
49ȱ Archaeologyȱ(3)ȱ
60ȱ Linguisticȱanthropologyȱ(4)ȱ
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683ȱ Missingȱ(.)ȱ
ȱ
QA5Cȱ(subȬfieldsȱgrouped)ȱ

720 ȱCulturalȱorȱlinguisticȱanthropologistȱ(0)ȱ
213ȱ Biologicalȱanthropologistȱorȱarchaeologistȱ(1)ȱ
10ȱ Missingȱ(.)ȱ
ȱ

QA6ȱ
6.ȱȱDoȱyouȱconsiderȱyourselfȱanȱappliedȱanthropologist?ȱ
ȱȱ 293ȱ Yesȱ(1)ȱ
ȱȱ 639ȱ Noȱ(0)ȱ
ȱ 11ȱ Missingȱ(.)ȱ
ȱ
QA7ȱ
7.ȱȱOnȱhowȱmanyȱdepartmentalȱcommitteesȱdoȱyouȱserve?ȱ____ȱ

ObservedȱRange:ȱ15ȱ
Meanȱ=ȱ2.41ȱ
Medianȱ=ȱ2ȱ
Modeȱ=ȱ2ȱ

ȱ
33ȱ
222ȱ
236ȱ
184ȱ
80ȱ
37ȱ
13ȱ
5ȱ
1ȱ
4ȱ
4ȱ
2ȱ
122ȱ

ȱ

0ȱ
1ȱ
2ȱ
3ȱ
4ȱ
5ȱ
6ȱ
7ȱ
8ȱ
9ȱ
10ȱ
15ȱ
Missingȱ(.)ȱ

QA8ȱ
8. Onȱhowȱmanyȱcollege/universityȱcommitteesȱdoȱyouȱserve?ȱ_____ȱ

ObservedȱRange:ȱ10ȱ
Meanȱ=ȱ2.33ȱ
Medianȱ=ȱ2ȱ
Modeȱ=ȱ1ȱ

ȱ
46ȱ
254ȱ

222ȱ
144ȱ
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74ȱ
52ȱ
17ȱ
7ȱ
6ȱ
2ȱ
2ȱ
117ȱ
0ȱ
1ȱ

2ȱ
3ȱ
4ȱ
5ȱ
6ȱ
7ȱ
8ȱ
9ȱ
10ȱ
Missingȱ(.)ȱ

ȱ
QA9ȱ
9.ȱȱHowȱwouldȱyouȱrankȱyourȱstandingȱ(asȱreflectedȱinȱprofessionalȱaccomplishments,ȱ

grantsȱobtained,ȱpublications,ȱetc.)ȱcomparedȱtoȱotherȱfacultyȱinȱyourȱdepartment?ȱ
ȱ ȱ ȱ

329ȱ ȱ Topȱ10%ȱ(4)ȱȱȱȱ
251ȱ ȱ Topȱ25%ȱ(3)ȱ
234ȱ ȱ Aboutȱaverageȱ(2)ȱ
63ȱ ȱ Belowȱaverageȱ(1)ȱ
60ȱ ȱ Don’tȱknowȱ(0)ȱ
6ȱ ȱ Missingȱ(.)ȱ

ȱ

B.ȱYourȱWorkȱEnvironmentȱ
ȱ
QB10ȱ
1.ȱȱYourȱinstitutionȱhasȱCLEARLYȱstated,ȱwidelyȱdisseminated,ȱandȱeffectiveȱpoliciesȱinȱ

theȱfollowingȱareas:ȱ
ȱ
QB10AȱȬȱTypesȱofȱappointmentsȱ
ȱ 33ȱ Disagreeȱstronglyȱ(1)ȱ
ȱ 103ȱ Disagreeȱ(2)ȱ
ȱ 149ȱ Neutralȱ(3)ȱ
ȱ 361ȱ Agreeȱ(4)ȱ
ȱ 285ȱ Agreeȱstronglyȱ(5)ȱ
ȱ 12ȱ Missingȱ(.)ȱ
 
QB10BȱȬȱPromotionȱrequirementsȱ ȱ

60ȱ Disagreeȱstronglyȱ(1)ȱ
ȱ 153ȱ Disagreeȱ(2)ȱ
ȱ 161ȱ Neutralȱ(3)ȱ
ȱ 371ȱ Agreeȱ(4)ȱ
ȱ 188ȱ Agreeȱstronglyȱ(5)ȱ
ȱ 10ȱ Missingȱ(.)ȱ
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ȱ
QB10CȱȬȱCriteriaȱforȱevaluationȱȱ ȱ ȱȱȱȱȱȱ

59ȱ Disagreeȱstronglyȱ(1)ȱ
ȱ 171ȱ Disagreeȱ(2)ȱ
ȱ 188ȱ Neutralȱ(3)ȱ
ȱ 350ȱ Agreeȱ(4)ȱ
ȱ 165ȱ Agreeȱstronglyȱ(5)ȱ
ȱ 10ȱ Missingȱ(.)ȱ
ȱ
QB10DȱȬȱDepartmentalȱserviceȱrequirementsȱ ȱȱȱȱ

63ȱ Disagreeȱstronglyȱ(1)ȱ
ȱ 227ȱ Disagreeȱ(2)ȱ
ȱ 294ȱ Neutralȱ(3)ȱ
ȱ 261ȱ Agreeȱ(4)ȱ
ȱ 85ȱ Agreeȱstronglyȱ(5)ȱ
ȱ 13ȱ Missingȱ(.)ȱ
ȱ
QB10EȱȬȱCommunityȱserviceȱrequirementsȱ

122ȱ Disagreeȱstronglyȱ(1)ȱ
ȱ 270ȱ Disagreeȱ(2)ȱ
ȱ 312ȱ Neutralȱ(3)ȱ
ȱ 169ȱ Agreeȱ(4)ȱ
ȱ 57ȱ Agreeȱstronglyȱ(5)ȱ
ȱ 13ȱ Missingȱ(.)ȱ
ȱ  ȱȱȱȱ
QB10FȱȬȱExtendedȱtenureȱclockȱ ȱ ȱȱȱȱȱȱ

121ȱ Disagreeȱstronglyȱ(1)ȱ
ȱ 222ȱ Disagreeȱ(2)ȱ
ȱ 284ȱ Neutralȱ(3)ȱ
ȱ 194ȱ Agreeȱ(4)ȱ
ȱ 101ȱ Agreeȱstronglyȱ(5)ȱ
ȱ 21ȱ Missingȱ(.)ȱ
ȱ
QB10GȱȬȱMaternity/parentalȱleaveȱ ȱ ȱȱȱȱȱȱ

107ȱ Disagreeȱstronglyȱ(1)ȱ
ȱ 181ȱ Disagreeȱ(2)ȱ
ȱ 211ȱ Neutralȱ(3)ȱ
ȱ 253ȱ Agreeȱ(4)ȱ
ȱ 173ȱ Agreeȱstronglyȱ(5)ȱ
ȱ 18ȱ Missingȱ(.)ȱ
ȱ
QB11  
2.ȱȱTheȱfollowingȱprogramsȱatȱyourȱinstitutionȱareȱveryȱeffective:ȱ
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ȱ
QB11AȱȬȱAnnualȱreviewȱprocessȱ

74ȱ Disagreeȱstronglyȱ(1)ȱ
ȱ 152ȱ Disagreeȱ(2)ȱ
ȱ 195ȱ Neutralȱ(3)ȱ
ȱ 346ȱ Agreeȱ(4)ȱ
ȱ 109ȱ Agreeȱstronglyȱ(5)ȱ
ȱ 61ȱ Don’tȱknow/noȱpolicyȱ(9)ȱ
ȱ 6ȱ Missingȱ(.)ȱ
ȱ
QB11BȱȬȱFormalȱmentoringȱprogramȱȱ

171ȱ Disagreeȱstronglyȱ(1)ȱ
ȱ 244ȱ Disagreeȱ(2)ȱ
ȱ 206ȱ Neutralȱ(3)ȱ
ȱ 149ȱ Agreeȱ(4)ȱ
ȱ 44ȱ Agreeȱstronglyȱ(5)ȱ
ȱ 122ȱ Don’tȱknow/noȱpolicyȱ(9)ȱ
ȱ 7ȱ Missingȱ(.)ȱ
ȱ
QB11CȱȬȱOmbudspersonȱȱ

112ȱ Disagreeȱstronglyȱ(1)ȱ
ȱ 136ȱ Disagreeȱ(2)ȱ
ȱ 200ȱ Neutralȱ(3)ȱ
ȱ 72ȱ Agreeȱ(4)ȱ
ȱ 37ȱ Agreeȱstronglyȱ(5)ȱ
ȱ 377ȱ Don’tȱknow/noȱpolicyȱ(9)ȱ
ȱ 9ȱ Missingȱ(.)ȱ
ȱ
QB11DȱȬȱAffirmativeȱactionȱofficerȱȱ

97ȱ Disagreeȱstronglyȱ(1)ȱ
ȱ 133ȱ Disagreeȱ(2)ȱ
ȱ 243ȱ Neutralȱ(3)ȱ
ȱ 161ȱ Agreeȱ(4)ȱ
ȱ 66ȱ Agreeȱstronglyȱ(5)ȱ
ȱ 236ȱ Don’tȱknow/noȱpolicyȱ(9)ȱ
ȱ 7ȱ Missingȱ(.)ȱ
 
QB11EȱȬȱChildȱcareȱȱ

234ȱ Disagreeȱstronglyȱ(1)ȱ
ȱ 169ȱ Disagreeȱ(2)ȱ
ȱ 145ȱ Neutralȱ(3)ȱ
ȱ 104ȱ Agreeȱ(4)ȱ
ȱ 39ȱ Agreeȱstronglyȱ(5)ȱ
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ȱ 246ȱ Don’tȱknow/noȱpolicyȱ(9)ȱ
ȱ 6ȱ Missingȱ(.)ȱ
ȱ
QB11FȱȬȱDualȱcareerȱopportunitiesȱȱ

200ȱ Disagreeȱstronglyȱ(1)ȱ
ȱ 168ȱ Disagreeȱ(2)ȱ
ȱ 152ȱ Neutralȱ(3)ȱ
ȱ 111ȱ Agreeȱ(4)ȱ
ȱ 50ȱ Agreeȱstronglyȱ(5)ȱ
ȱ 254ȱ Don’tȱknow/noȱpolicyȱ(9)ȱ
ȱ 8ȱ Missingȱ(.)ȱ
ȱ
IndiciesȱofȱagreementȱwithȱprogramȱandȱpolicyȱclarityȱandȱefficacyȱfromȱQB10ȱ&ȱQB11ȱ
ȱ
PPOPPFLEXȱ

Indexȱofȱlevelȱofȱagreementȱwithȱclarityȱandȱefficacyȱofȱdepartmentȱpoliciesȱandȱ
programsȱaroundȱjobȱopportunityȱandȱflexibilityȱ(traditionalȱaffirmativeȱaction/accessȱ
programs).ȱȱIncludesȱQB10A,ȱQB10F,ȱQB10G,ȱQB11D,ȱQB11E,ȱandȱQB11F.ȱȱȱ

Observedȱrangeȱ=ȱ24ȱ(possibleȱscoresȱ6ȱthroughȱ30)ȱ
Cronbach’sȱalphaȱ=ȱ.760ȱ
Meanȱ=ȱ17.98ȱ
Medianȱ=ȱ18ȱ
Modeȱ=ȱ19ȱ
StdȱDeviationȱ=ȱ4.87ȱ
4ȱ
2ȱ
5ȱ
11ȱ
16ȱ
13ȱ
22ȱ
27ȱ
24ȱ
33ȱ
42ȱ
34ȱ
38ȱ
46ȱ
36ȱ
37ȱ
36ȱ
19ȱ
22ȱ

18ȱ
11ȱ
7ȱ
4ȱ
4ȱ
4ȱ
428ȱ
6ȱ
7ȱ
8ȱ
9ȱ
10ȱ
11ȱ
12ȱ
13ȱ
14ȱ
15ȱ
16ȱ
17ȱ
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18ȱ
19ȱ
20ȱ
21ȱ
22ȱ
23ȱ
24

25ȱ
26ȱ
27ȱ
28ȱ
29ȱ
30ȱ
Missingȱ(.)

ȱ
PPEVALȱ

Indexȱofȱlevelȱofȱagreementȱwithȱclarityȱandȱefficacyȱofȱdepartmentȱpoliciesȱandȱprogramsȱ
aroundȱpromotionȱandȱevaluationȱrequirementsȱandȱcriteria.ȱȱIncludesȱQB10B,ȱQB10C,ȱQB10D,ȱ
QB10E,ȱandȱQB11A.ȱȱȱ

Observedȱrangeȱ=ȱ20ȱ(possibleȱscoresȱ5ȱthroughȱ25)ȱ
Cronbach’sȱalphaȱ=ȱ.874ȱ
Meanȱ=ȱ16.13ȱ
Medianȱ=ȱ17ȱ
Modeȱ=ȱ18ȱ
StdȱDeviationȱ=ȱ4.46ȱ
13ȱ 5ȱ
8ȱ 6ȱ
13ȱ 7ȱ
19ȱ 8ȱ
22ȱ 9ȱ
33ȱ 10ȱ
27ȱ 11ȱ
45ȱ 12ȱ
53ȱ 13ȱ
58ȱ 14ȱ
61ȱ 15ȱ
70ȱ 16ȱ
87ȱ 17ȱ
91ȱ 18ȱ
66ȱ 19ȱ
71ȱ 20ȱ
48ȱ 21ȱ
27ȱ 22ȱ
12ȱ 23ȱ
17ȱ 24ȱ
26ȱ 25ȱ
76ȱ Missing(.)ȱ
ȱ
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QB12ȱ
3.ȱȱYourȱdepartmentȱisȱactivelyȱinvolvedȱinȱpromotingȱtheȱcareersȱofȱitsȱfacultyȱwithȱsupportȱandȱ

guidanceȱin:ȱȱ
ȱ
QB12AȱȬȱIdentifyingȱgrantȱsourcesȱ

118ȱ Disagreeȱstronglyȱ(1)ȱ
ȱ 222ȱ Disagreeȱ(2)ȱ
ȱ 236ȱ Neutralȱ(3)ȱ
ȱ 270ȱ Agreeȱ(4)ȱ
ȱ 86ȱ Agreeȱstronglyȱ(5)ȱ
ȱ 11ȱ Missingȱ(.)ȱ
ȱ ȱ ȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
QB12BȱȬȱPreparing/writingȱgrantsȱȱ

113ȱ Disagreeȱstronglyȱ(1)ȱ
ȱ 191ȱ Disagreeȱ(2)ȱ
ȱ 209ȱ Neutralȱ(3)ȱ
ȱ 152ȱ Agreeȱ(4)ȱ
ȱ 47ȱ Agreeȱstronglyȱ(5)ȱ
ȱ 231ȱ Missingȱ(.)ȱ
 ȱȱ
QB12CȱȬȱObtainingȱstartȱupȱfundsȱforȱequipmentȱandȱsuppliesȱȱ

110ȱ Disagreeȱstronglyȱ(1)ȱ
ȱ 197ȱ Disagreeȱ(2)ȱ
ȱ 203ȱ Neutralȱ(3)ȱ
ȱ 304ȱ Agreeȱ(4)ȱ
ȱ 118ȱ Agreeȱstronglyȱ(5)ȱ
ȱ 11ȱ Missingȱ(.)ȱ
 ȱ
QB12DȱȬȱObtainingȱconsultingȱcontractsȱȱ

185ȱ Disagreeȱstronglyȱ(1)ȱ
ȱ 270ȱ Disagreeȱ(2)ȱ
ȱ 300ȱ Neutralȱ(3)ȱ
ȱ 96ȱ Agreeȱ(4)ȱ
ȱ 75ȱ Agreeȱstronglyȱ(5)ȱ
ȱ 17ȱ Missingȱ(.)ȱ
 ȱ
QB12EȱȬȱOrganizingȱcoursesȱȱ

75ȱ Disagreeȱstronglyȱ(1)ȱ
ȱ 217ȱ Disagreeȱ(2)ȱ
ȱ 256ȱ Neutralȱ(3)ȱ
ȱ 299ȱ Agreeȱ(4)ȱ
ȱ 85ȱ Agreeȱstronglyȱ(5)ȱ
ȱ 11ȱ Missingȱ(.)ȱ
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QB12FȱȬȱAdvisingȱstudentsȱȱ

84ȱ Disagreeȱstronglyȱ(1)ȱ
ȱ 178ȱ Disagreeȱ(2)ȱ
ȱ 212ȱ Neutralȱ(3)ȱ
ȱ 340ȱ Agreeȱ(4)ȱ
ȱ 118ȱ Agreeȱstronglyȱ(5)ȱ
ȱ 11ȱ Missingȱ(.)ȱ
ȱȱ  ȱ
QB12GȱȬȱObtainingȱTAs,ȱRAsȱȱ

160ȱ Disagreeȱstronglyȱ(1)ȱ
ȱ 170ȱ Disagreeȱ(2)ȱ
ȱ 251ȱ Neutralȱ(3)ȱ
ȱ 233ȱ Agreeȱ(4)ȱ
ȱ 112ȱ Agreeȱstronglyȱ(5)ȱ
ȱ 17ȱ Missingȱ(.)ȱ
 ȱ
QB12HȱȬȱObtainingȱsecretarialȱsupportȱȱ

127ȱ Disagreeȱstronglyȱ(1)ȱ
ȱ 197ȱ Disagreeȱ(2)ȱ
ȱ 236ȱ Neutralȱ(3)ȱ
ȱ 268ȱ Agreeȱ(4)ȱ
ȱ 104ȱ Agreeȱstronglyȱ(5)ȱ
ȱ 11ȱ Missingȱ(.)ȱ

ȱ
Indexȱofȱagreementȱwithȱactiveȱinvolvementȱofȱdepartmentȱinȱjobȱsupportȱ(QB12)ȱ
DEPTACTȱ

Indexȱofȱlevelȱofȱagreementȱwithȱactiveȱinvolvementȱofȱdepartmentȱinȱsupportingȱjobȱperformance.ȱȱ
IncludesȱallȱitemsȱonȱQB12.ȱȱȱ

Observedȱrangeȱ=ȱ32ȱ(possibleȱscoresȱ8ȱthroughȱ40)ȱ
Cronbach’sȱalphaȱ=ȱ.834ȱ
Meanȱ=ȱ23.65ȱ
Medianȱ=ȱ24ȱ
Modeȱ=ȱ24ȱ
StdȱDeviationȱ=ȱ6.18ȱ
7ȱ 8ȱ
6ȱ 9ȱ
4ȱ 10ȱ
5ȱ 11ȱ
10ȱ 12ȱ
10ȱ 13ȱ
13ȱ 14ȱ
20ȱ 15ȱ
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21ȱ 16ȱ
25ȱ 17ȱ
27ȱ 18ȱ
20ȱ 19ȱ
34ȱ 20ȱ
32ȱ 21ȱ
41ȱ 22ȱ
35ȱ 23ȱ
59ȱ 24ȱ
43ȱ 25ȱ
36ȱ 26ȱ
44ȱ 27ȱ
48ȱ 28ȱ
35ȱ 29ȱ
24ȱ 30ȱ
34ȱ 31ȱ
16ȱ 32ȱ
12ȱ 33ȱ
9ȱ 34ȱ
6ȱ 35ȱ
5ȱ 36ȱ
3ȱ 37ȱ
2ȱ 38ȱ
1ȱ 39ȱ
3ȱ 40ȱ
253ȱ Missing(.)ȱ

ȱ
QB13ȱ
4.ȱȱSchoolȱorȱuniversityȱsocialȱactivitiesȱsuchȱasȱluncheonsȱorȱreceptionsȱareȱavailableȱto:ȱ

579ȱ Everyoneȱ(1)ȱ
224ȱ Allȱfacultyȱ(2)ȱ
22ȱ Tenuredȱfacultyȱ(3)ȱ
48ȱ Missingȱ(.)ȱ

ȱ
QB14ȱ
5.ȱȱHowȱfrequentlyȱareȱsuchȱactivitiesȱavailable?ȱȱȱȱȱȱȱȱ

17ȱ Neverȱ(1)ȱ
535ȱ Occasionallyȱ(2)ȱ
194ȱ Monthlyȱ(3)ȱ
164ȱ Weeklyȱ(4)ȱ
33ȱ Missingȱ(.)ȱ

ȱ
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QB15ȱ
6.ȱȱSeniorȱfacultyȱmentorȱjuniorȱfacultyȱby:ȱȱ
ȱ
QB15Aȱȱȱȱȱȱȱȱȱȱȱȱ
ȱȱȱȱRecommendingȱthemȱasȱinvitedȱspeakersȱ ȱ

175ȱ Disagreeȱstronglyȱ(1)ȱ
ȱ 236ȱ Disagreeȱ(2)ȱ
ȱ 283ȱ Neutralȱ(3)ȱ
ȱ 193ȱ Agreeȱ(4)ȱ
ȱ 36ȱ Agreeȱstronglyȱ(5)ȱ
ȱ 20ȱ Missingȱ(.)ȱ
 ȱ
QB15Bȱȱ ȱȱȱȱȱȱȱ ȱ
ȱȱȱȱRecommendingȱthemȱforȱawardsȱ ȱ

164ȱ Disagreeȱstronglyȱ(1)ȱ
ȱ 203ȱ Disagreeȱ(2)ȱ
ȱ 282ȱ Neutralȱ(3)ȱ
ȱ 220ȱ Agreeȱ(4)ȱ
ȱ 58ȱ Agreeȱstronglyȱ(5)ȱ
ȱ 16ȱ Missingȱ(.)ȱ
ȱ
7.ȱȱSeniorȱfacultyȱmentorȱjuniorȱfacultyȱbyȱprovidingȱadviceȱandȱguidanceȱon:ȱ
ȱ
QB15Cȱ
ȱȱȱȱGrantȱopportunitiesȱ ȱ

130ȱ Disagreeȱstronglyȱ(1)ȱ
ȱ 187ȱ Disagreeȱ(2)ȱ
ȱ 239ȱ Neutralȱ(3)ȱ
ȱ 288ȱ Agreeȱ(4)ȱ
ȱ 88ȱ Agreeȱstronglyȱ(5)ȱ
ȱ 11ȱ Missingȱ(.)ȱ
QB15Dȱ ȱ ȱȱȱȱȱȱ ȱ ȱ ȱ ȱ
ȱȱȱȱPromotionȱprocedures/policiesȱ ȱ

63ȱ Disagreeȱstronglyȱ(1)ȱ
ȱ 82ȱ Disagreeȱ(2)ȱ
ȱ 132ȱ Neutralȱ(3)ȱ
ȱ 432ȱ Agreeȱ(4)ȱ
ȱ 221ȱ Agreeȱstronglyȱ(5)ȱ
ȱ 13ȱ Missingȱ(.)ȱ
ȱ
QB15Eȱȱ ȱ ȱ ȱȱȱȱȱȱȱ ȱ
ȱȱȱȱCommitteeȱserviceȱ ȱ

64ȱ Disagreeȱstronglyȱ(1)ȱ
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ȱ 103ȱ Disagreeȱ(2)ȱ
ȱ 216ȱ Neutralȱ(3)ȱ
ȱ 402ȱ Agreeȱ(4)ȱ
ȱ 147ȱ Agreeȱstronglyȱ(5)ȱ
ȱ 11ȱ Missingȱ(.)ȱ
 ȱ
QB15Fȱȱ ȱ ȱ ȱ ȱȱȱȱ ȱȱ
ȱȱȱȱTeachingȱrequirementsȱ ȱ

55ȱ Disagreeȱstronglyȱ(1)ȱ
ȱ 96ȱ Disagreeȱ(2)ȱ
ȱ 173ȱ Neutralȱ(3)ȱ
ȱ 417ȱ Agreeȱ(4)ȱ
ȱ 192ȱ Agreeȱstronglyȱ(5)ȱ
ȱ 10ȱ Missingȱ(.)ȱ
ȱ
ȱIndexȱofȱagreementȱwithȱwhetherȱseniorȱfacultyȱmentorȱjuniorȱfacultyȱinȱvarietyȱofȱareasȱ
MENTACTȱ
Indexȱofȱlevelȱofȱagreementȱwithȱseniorȱfacultyȱmentoringȱactivity.ȱȱIncludesȱallȱitemsȱonȱ
QB15/16.ȱȱȱ

Observedȱrangeȱ=ȱ24ȱ(possibleȱscoresȱ6ȱtoȱ30)ȱ
Cronbach’sȱalphaȱ=ȱ.892ȱ
Meanȱ=ȱ19.26ȱ
Medianȱ=ȱ20ȱ
Modeȱ=ȱ22ȱ
StdȱDeviationȱ=ȱ5.49ȱ
36ȱ 6ȱ
5ȱ 7ȱ
9ȱ 8ȱ
9ȱ 9ȱ
17ȱ 10ȱ
18ȱ 11ȱ
24ȱ 12ȱ
24ȱ 13ȱ
36ȱ 14ȱ
34ȱ 15ȱ
39ȱ 16ȱ
38ȱ 17ȱ
66ȱ 18ȱ
55ȱ 19ȱ
78ȱ 20ȱ
75ȱ 21ȱ
96ȱ 22ȱ
58ȱ 23ȱ
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62ȱ 24ȱ
39ȱ 25ȱ
36ȱ 26ȱ
22ȱ 27ȱ
23ȱ 28ȱ
10ȱ 29ȱ
10ȱ 30ȱ
24ȱ Missingȱ(.)ȱ

ȱ
QB17ȱȱȱȱȱ
8.ȱȱOtherȱfacultyȱinȱtheȱdepartment:ȱȱ
ȱ
QB17Aȱ
ȱȱȱȱAreȱfriendlyȱȱ

25ȱ Disagreeȱstronglyȱ(1)ȱ
ȱ 46ȱ Disagreeȱ(2)ȱ
ȱ 105ȱ Neutralȱ(3)ȱ
ȱ 372ȱ Agreeȱ(4)ȱ
ȱ 384ȱ Agreeȱstronglyȱ(5)ȱ
ȱ 11ȱ Missingȱ(.)ȱ
 ȱ
QB17Bȱȱ ȱ ȱȱȱȱȱȱ ȱ ȱ ȱ ȱ
ȱȱȱȱAreȱeasyȱtoȱdiscussȱideasȱwithȱ

36ȱ Disagreeȱstronglyȱ(1)ȱ
ȱ 101ȱ Disagreeȱ(2)ȱ
ȱ 160ȱ Neutralȱ(3)ȱ
ȱ 327ȱ Agreeȱ(4)ȱ
ȱ 307ȱ Agreeȱstronglyȱ(5)ȱ
ȱ 12ȱ Missingȱ(.)ȱ
 ȱ
QB17Cȱȱ ȱ ȱ ȱȱȱȱȱȱȱ ȱ
ȱȱȱȱRespectȱyourȱopinionsȱ ȱ ȱ ȱ ȱȱȱȱ ȱȱ

36ȱ Disagreeȱstronglyȱ(1)ȱ
ȱ 64ȱ Disagreeȱ(2)ȱ
ȱ 141ȱ Neutralȱ(3)ȱ
ȱ 362ȱ Agreeȱ(4)ȱ
ȱ 328ȱ Agreeȱstronglyȱ(5)ȱ
ȱ 12ȱ Missingȱ(.)ȱ
 ȱ
QB17Dȱ
ȱȱȱȱValueȱyouȱasȱanȱindividualȱȱ ȱ

35ȱ Disagreeȱstronglyȱ(1)ȱ
ȱ 65ȱ Disagreeȱ(2)ȱ
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ȱ 158ȱ Neutralȱ(3)ȱ
ȱ 326ȱ Agreeȱ(4)ȱ
ȱ 347ȱ Agreeȱstronglyȱ(5)ȱ
ȱ 12ȱ Missingȱ(.)ȱ
 ȱȱȱȱȱ ȱȱ
QB17Eȱ
ȱȱȱȱAreȱtooȱcompetitiveȱȱ

(forȱthisȱitemȱtheȱagree/disagreeȱscaleȱwasȱreversed,ȱsoȱthatȱ“positive”ȱresponsesȬȱi.e.ȱNOTȱ“tooȱ
competitive”Ȭȱȱwouldȱstillȱresultȱinȱhigherȱscoresȱandȱ“negative”ȱresponsesȬȱi.e.ȱ“tooȱcompetitive”Ȭȱȱ
wouldȱcreateȱaȱlowerȱscore)ȱ

158ȱ Disagreeȱstronglyȱ(5)ȱ
ȱ 359ȱ Disagreeȱ(4)ȱ
ȱ 279ȱ Neutralȱ(3)ȱ
ȱ 90ȱ Agreeȱ(2)ȱ
ȱ 44ȱ Agreeȱstronglyȱ(1)ȱ
ȱ 13ȱ Missingȱ(.)ȱ
 ȱ ȱȱȱȱȱȱ ȱ ȱ ȱ
QB17Fȱ
ȱȱȱȱHaveȱgivenȱyouȱhelpfulȱcounsel/positiveȱsuggestionsȱȱȱȱȱȱ

47ȱ Disagreeȱstronglyȱ(1)ȱ
ȱ 92ȱ Disagreeȱ(2)ȱ
ȱ 162ȱ Neutralȱ(3)ȱ
ȱ 398ȱ Agreeȱ(4)ȱ
ȱ 231ȱ Agreeȱstronglyȱ(5)ȱ
ȱ 13ȱ Missingȱ(.)ȱ
 ȱ
QB17Gȱ
ȱȱȱȱTreatȱyouȱasȱaȱcolleagueȱ ȱ

30ȱ Disagreeȱstronglyȱ(1)ȱ
ȱ 55ȱ Disagreeȱ(2)ȱ
ȱ 99ȱ Neutralȱ(3)ȱ
ȱ 330ȱ Agreeȱ(4)ȱ
ȱ 414ȱ Agreeȱstronglyȱ(5)ȱ
ȱ 15ȱ Missingȱ(.)ȱ
ȱ
Indexȱofȱagreementȱwithȱfacultyȱcollegialityȱinȱvarietyȱofȱareasȱ
FACTCOLLȱ
Indexȱofȱlevelȱofȱagreementȱwithȱfacultyȱcollegiality.ȱȱIncludesȱallȱitemsȱonȱQB17.ȱȱȱ

Observedȱrangeȱ=ȱ28ȱ(possibleȱscoresȱ7ȱthroughȱ35)ȱ
Cronbach’sȱalphaȱ=ȱ.930ȱ
Meanȱ=ȱ27.22ȱ
Medianȱ=ȱ28ȱ
Modeȱ=ȱ28ȱ
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StdȱDeviationȱ=ȱ6.19ȱ
ȱ
QB18ȱ

9.ȱȱWouldȱyouȱsayȱtheȱspaceȱallottedȱtoȱyouȱforȱresearchȱȱis:ȱȱ
144ȱ Extremelyȱinsufficientȱ(1)ȱ
242ȱ Insufficientȱ(2)ȱ
387ȱ Sufficientȱ(3)ȱ
98ȱ Plentifulȱ(4)ȱ
2ȱ Inȱexcessȱ(5)ȱ
61ȱ Notȱapplicableȱ(9)ȱ
9ȱ Missingȱ(.)ȱ

ȱ

C.ȱYourȱCareerȱHistoryȱ
ȱ
QC19ȱ
1.ȱȱWhatȱyearȱdidȱyouȱobtainȱyourȱB.A.?ȱȱ______ȱ
Leftȱasȱyear,ȱfourȱdigitȱformatȱ

ObservedȱRange:ȱ49ȱyearsȱ(1950ȱtoȱ1999)ȱ
Meanȱ=ȱ1979ȱ
Medianȱ=ȱ1980ȱ
Modeȱ=ȱ1983ȱ
StdȱDeviationȱ=ȱ10.24ȱ

ȱ
QC20ȱ
2.ȱȱWhatȱyearȱdidȱyouȱobtainȱyourȱPh.D.?ȱȱ______ȱ
Leftȱasȱyear,ȱfourȱdigitȱformatȱ

ObservedȱRange:ȱ50ȱyearsȱ(1956ȱtoȱ2006)ȱ
Meanȱ=ȱ1990ȱ
Medianȱ=ȱ1993ȱ
Modeȱ=ȱ2001ȱ
StdȱDeviationȱ=ȱ10.89ȱ

ȱ
QC21ȱ
3.ȱȱWhatȱwasȱyourȱageȱatȱtheȱtimeȱyouȱobtainedȱyourȱPh.D.?________ȱ
Leftȱasȱageȱinȱyearsȱ

ObservedȱRange:ȱ37ȱyearsȱ(23ȱtoȱ60)ȱ
Meanȱ=ȱ33.89ȱ
Medianȱ=ȱ33ȱ
Modeȱ=ȱ32ȱȱ
StdȱDeviationȱ=ȱ5.86ȱ

ȱ
QC22ȱ
4.ȱȱInȱwhatȱdisciplineȱdidȱyouȱreceiveȱtheȱPh.D.?ȱȱ



ȱ

ȱ

109

814ȱ Anthropologyȱ(1)ȱ
103ȱ Otherȱ(0)ȱ
26ȱ Missingȱ(.)ȱ ȱ ȱ ȱ ȱ ȱ ȱ

 
 
QC23ȱ
5.ȱȱIfȱyouȱdidȱnotȱstartȱtheȱgraduateȱprogramȱthatȱpreparedȱyouȱforȱyourȱcurrentȱpositionȱ
immediatelyȱafterȱyourȱB.A.,ȱpleaseȱindicateȱhowȱmanyȱyearsȱpassedȱbeforeȱyouȱstartedȱit:ȱ
LeftȱasȱyearsȱoffȱafterȱB.A.ȱbeforeȱbeginningȱgraduateȱprogramȱ

ObservedȱRange:ȱ28ȱyearsȱ(1ȱtoȱ29)ȱ
Meanȱ=ȱ4.90ȱ
Medianȱ=ȱ3ȱ
Modeȱ=ȱ1ȱ
StdȱDeviationȱ=ȱ4.71ȱ

ȱ
QC24ȱ
6.ȱȱIfȱyouȱtookȱtimeȱoffȱfromȱyourȱstudiesȱduringȱyourȱgraduateȱprogram,ȱpleaseȱindicateȱhowȱ
manyȱyearsȱinȱtotal:ȱȱ______ȱ
Leftȱasȱyearsȱoffȱduringȱgraduateȱprogramȱ

ObservedȱRange:ȱ23ȱyearsȱ(1ȱtoȱ24)ȱ
Meanȱ=ȱ3.38ȱ
Medianȱ=ȱ2ȱ
Modeȱ=ȱ1ȱ
StdȱDeviationȱ=ȱ3.62ȱ

ȱ
QC25ȱ
7.ȱHasȱthereȱbeenȱanȱinterruptionȱ(longerȱthanȱaȱvacation)ȱinȱyourȱacademicȱcareerȱsinceȱyouȱ

receivedȱyourȱPh.D.?ȱȱ ȱȱ
235ȱ Yesȱ(1)ȱ
688ȱ Noȱ (0)ȱ ȱ
22ȱ Missingȱ(.)ȱ

ȱ
QC26 ȱ
8.ȱȱIfȱYes,ȱwhen?ȱȱ ȱ

129ȱ Betweenȱcompletingȱgraduateȱdegreeȱandȱstartingȱworkȱ(1)ȱ
104ȱ Sinceȱstartingȱworkȱforȱtheȱfirstȱtimeȱ(2)ȱ
710ȱ Missingȱ(.)ȱ

ȱ
QC27 ȱ
9.ȱȱIfȱYes,ȱhowȱlongȱwasȱtheȱinterruption?ȱ_________ȱȱȱ
Leftȱasȱlengthȱofȱinterruptionȱinȱyearsȱ

ObservedȱRange:ȱ16.88ȱyearsȱ(.12ȱtoȱ17)ȱ
Meanȱ=ȱ2.76ȱ
Medianȱ=ȱ2ȱ
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Modeȱ=ȱ1ȱ
StdȱDeviationȱ=ȱ2.90ȱ

ȱ
QC28 ȱ
10.ȱȱIfȱYes,ȱwhatȱwereȱtheȱreason(s)ȱforȱtheȱinterruption:ȱ___________ȱ
ExplanationsȱofferedȱinȱQC28ȱwereȱsortedȱintoȱ9ȱcategories:ȱ

84ȱ Jobȱmarket/jobȱsearchȱ(0)ȱ
38ȱ Workȱinȱotherȱfieldȱ(1)ȱ
6ȱ Postdocȱ(2)ȱ
5ȱ Discrimination/harassmentȱ(3)ȱ
7ȱ Otherȱworkȱrelatedȱ(4)ȱ
8ȱ Combinationȱofȱworkȱandȱfamilyȱ(5)ȱ
44ȱ Childcareȱandȱotherȱcaretakingȱ(6)ȱ
18ȱ Spouseȱtailingȱ(7)ȱ ȱ
7ȱ Otherȱfamilyȱ(8)ȱ ȱ
12ȱ Otherȱ(personal,ȱmedical,ȱvisaȱstatus)ȱ(9)ȱ
714ȱ Missingȱ(.)ȱ

 ȱ
QC28Bȱ
Explanationsȱwereȱalsoȱcodedȱaccordingȱtoȱwhetherȱtheyȱwereȱfamilyȱrelatedȱorȱworkȱrelated.ȱ
ȱ 69ȱ Familyȱrelatedȱ(1)ȱ
ȱ 140ȱ Workȱrelatedȱ(0)ȱ
ȱ 734ȱ Missingȱ(.)ȱ
ȱ
ANYȱINTȱ
Anyȱinterruptionsȱinȱcareerȱsinceȱbeginningȱgraduateȱprogramȱ(QC24>0ȱorȱQC25=1)ȱ
ȱ 404ȱ Yesȱ(1)ȱ
ȱ 539ȱ Noȱ(0)ȱ
ȱ
QC29ȱ
11.ȱȱWhatȱyearȱdidȱyouȱobtainȱyourȱfirstȱfullȬtimeȱacademicȱjobȱ(eitherȱtenureȬtrackȱorȱnonȬ
tenureȱtrack)?ȱȱ______ȱ
Leftȱasȱyear,ȱfourȱdigitȱformatȱ

ObservedȱRange:ȱ65ȱyearsȱ(1941ȱtoȱ2006)ȱ
Meanȱ=ȱ1990ȱ
Medianȱ=ȱ1994ȱ
Modeȱ=ȱ2003ȱ
StdȱDeviationȱ=ȱ11.78ȱ

ȱ
QC29Bȱ
Calculatedȱdifferenceȱb/wȱQC20ȱ(yearȱreceivingȱPhD)ȱ&ȱQC29ȱ(yearȱfirstȱFTȱacademicȱjob)ȱforȱ
possibleȱuseȱinȱregression.ȱ

Approximatelyȱ21%ȱnegativeȱvaluesȱ
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ȱ
QC30 ȱ
12.ȱȱDidȱyouȱcompleteȱoneȱorȱmoreȱpostȬdocsȱbeforeȱobtainingȱthisȱappointment?ȱȱȱ

189ȱ Yesȱ(1)ȱ
725ȱ Noȱ(0)ȱ
29ȱ Missingȱ(.)ȱ

ȱ
QC30Bȱ
Ifȱyes,ȱhowȱmany?ȱ______ȱ
Leftȱasȱnumericȱresponseȱ

ObservedȱRange:ȱ2ȱ(1ȱtoȱ3)ȱ
Meanȱ=ȱ1.22ȱ
Medianȱ=ȱ1ȱ
Modeȱ=ȱ1ȱ
StdȱDeviationȱ=ȱ.48ȱ
ȱ

QC31ȱ
13. HowȱmanyȱyearsȱtotalȱdidȱyouȱspendȱasȱaȱpostȬdoc?ȱ______ȱ

Leftȱasȱnumberȱofȱyearsȱasȱpostdocȱ
ObservedȱRange:8ȱ(1ȱtoȱ9)ȱ
Meanȱ=ȱ2.00ȱ
Medianȱ=ȱ2ȱ
Modeȱ=ȱ2ȱ
StdȱDeviationȱ=ȱ1.07ȱ
ȱ

**Note:ȱManyȱrespondents’ȱanswersȱtoȱQC30,ȱQC30B,ȱandȱQC31ȱwereȱinconsistent.ȱȱNeedȱtoȱexploreȱ
thatȱmaybeȱ“postdoc”ȱdoesn’tȱmeanȱtheȱsameȱthingȱacrossȱuniversities,ȱorȱperhapsȱ“complete”ȱpostdocȱhasȱ
differingȱmeaning.ȱ
 ȱ

D.ȱȱYourȱFutureȱCareerȱPathȱ
ȱ
QD32ȱ
1. IfȱyouȱareȱinȱaȱtenureȬtrackȱposition,ȱhowȱconfidentȱdoȱyouȱfeelȱaboutȱreceivingȱtenureȱatȱ

thisȱinstitution:ȱ
213ȱ Veryȱconfidentȱ(2)ȱ
128ȱ Somewhatȱconfidentȱ(1)ȱ
28ȱ Notȱconfidentȱ(0)ȱ
12ȱ Don’tȱknowȱ(9)ȱ
562ȱ Missingȱ(.)ȱ
ȱ

QD33ȱ
2.ȱȱDoȱyouȱexpectȱtoȱcontinueȱinȱanȱacademicȱenvironmentȱforȱmoreȱthanȱtheȱnextȱfiveȱyears?ȱ

800ȱ Yesȱ(1)ȱ
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123ȱ Noȱ(0)ȱ
20ȱ Missingȱ(.)ȱ
ȱ

QD33Qȱ
3.ȱȱIfȱno,ȱwhyȱnot?ȱ______________________________ȱ
ȱ 131ȱ AnyȱresponseȱtoȱQD33ȱ(1)ȱ
ȱ 812ȱ NoȱresponseȱtoȱQD33ȱ(0)ȱ
ȱ
(13ȱrespondentsȱgeneratedȱadditionalȱexplanationȱdespiteȱansweringȱ“yes”ȱtoȱitemȱQD33;ȱtheseȱwereȱ
countedȱasȱresponsesȱtoȱthisȱitem.ȱȱ5ȱrespondentsȱusedȱthisȱquestionȱtoȱcommentȱonȱQD32ȱorȱtheȱsurveyȱinȱ
general.ȱȱTheseȱresponsesȱwereȱcountedȱasȱ“noȱresponse”ȱtoȱthisȱitem,ȱbutȱwereȱcountedȱasȱresponsesȱandȱ
analyzedȱunderȱitemȱQE45ȱaskingȱforȱfeedbackȱonȱsurveyȱinȱtheȱquantitativeȱanalysisȱofȱwhoȱgeneratedȱ
qualitativeȱresponses.)ȱȱȱȱ
ȱ
QD33NOȱ
Ofȱtheȱ123ȱrespondentsȱwhoȱansweredȱ“no”ȱtoȱQD33ȱ(123),ȱexplanationsȱofferedȱinȱQD33Qȱwereȱ
sortedȱintoȱ9ȱcategories:ȱ

74ȱ Retirementȱ(1)ȱ
5ȱ Noȱreasonȱgivenȱ(2)ȱ
10ȱ Desirableȱposition/tenureȱnotȱavailableȱ(3)ȱ
8ȱ Lowȱsalary/lackȱofȱfundingȱ(4)ȱ
3ȱ Discriminationȱ(5)ȱ
10ȱ Departmentȱ“politics”/academiaȱ“unhealthy”Ȭenvironmentalȱfrustrationȱ

(6)ȱ
5ȱ Offerȱoutsideȱacademiaȱmoreȱappealingȱ(7)ȱ
3ȱ Conditionalȱno,ȱdependsȱonȱotherȱcircumstancesȱ(8)ȱ
5ȱ Family/personalȱ(9)ȱ

ȱ
QD33NO2ȱ
Sameȱquestionȱasȱabove,ȱbutȱresponsesȱcodedȱasȱeitherȱ“retirement”ȱ(1)ȱorȱ“otherȱ(2)ȱȱ
ȱ
QD34ȱ
4.ȱȱDoȱyouȱexpectȱtoȱstayȱatȱyourȱcurrentȱinstitution?ȱ
ȱȱ 631ȱ Yesȱ(1)ȱ
ȱ 296ȱ Noȱȱ(0)ȱ

ȱ 16ȱ Missingȱ(.)ȱ
ȱ
**Onȱtheseȱnextȱitemsȱ(QD35ȬQD37),ȱmanyȱpeopleȱ(>50)ȱansweredȱtheseȱquestionsȱevenȱifȱtheyȱansweredȱ
“no”ȱtoȱ#34.ȱȱTheyȱmayȱhaveȱbeenȱansweringȱrelativeȱtoȱaȱ“no”ȱanswerȱonȱQD33,ȱbutȱseemsȱ
presumptuousȱtoȱassume…ȱ
ȱ
QD35ȱ
5.ȱȱIfȱyouȱexpectȱtoȱleaveȱyourȱcurrentȱinstitution,ȱdoȱyouȱexpectȱtoȱmoveȱto:ȱ

269ȱ Anotherȱacademicȱinstitutionȱ(1)ȱ
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17ȱ Theȱprivateȱsectorȱ(2)ȱ
7ȱ Theȱpublicȱsectorȱ(3)ȱ
59ȱ Otherȱ(4)ȱ
591ȱ Missingȱ(.)ȱ

 
QD36ȱ
6.ȱȱIfȱyouȱexpectȱtoȱleaveȱyourȱcurrentȱinstitution,ȱwhenȱdoȱyouȱexpectȱtoȱmakeȱthisȱmove?ȱ

298ȱ Withinȱ5ȱyearsȱ(1)ȱ
95ȱ Moreȱthanȱ5ȱyearsȱfromȱnowȱ(0)ȱ
550ȱ Missingȱ(.)ȱ

 ȱ
QD37ȱ(AȬJ)ȱ*Notȱcurrentlyȱcoded*ȱ
7.ȱIfȱyouȱexpectȱtoȱleaveȱyourȱcurrentȱinstitution,ȱtheȱfollowingȱfactorsȱwillȱbeȱimportantȱinȱyourȱ

decision:ȱ
AgreeȱStronglyȱȱ ȱ ȱ DisagreeȱStronglyȱȱȱȱȱ ȱȱȱȱȱ

ȱȱȱȱJobȱofferȱfromȱmoreȱprestigiousȱinstitutionȱ ȱȱȱȱȱȱȱ Ƞȱ1ȱȱ Ƞȱ2ȱȱ ȱȠȱ3ȱȱ Ƞȱ4ȱȱ ȱȱȱȠȱ5ȱ
ȱȱȱȱSalaryȱconsiderationsȱ ȱ ȱ ȱ ȱ Ƞȱ1ȱȱ Ƞȱ2ȱȱ ȱȠȱ3ȱȱ Ƞȱ4ȱȱ ȱȱȱȠȱ5ȱ
ȱȱȱȱIncreasesȱinȱhouseholdȱresponsibilitiesȱȱȱ ȱ ȱ Ƞȱ1ȱȱ Ƞȱ2ȱȱ ȱȠȱ3ȱȱ Ƞȱ4ȱȱ ȱȱȱȠȱ5ȱ
ȱȱȱȱIncreasesȱinȱchild/parentalȱcareȱresponsibilitiesȱ ȱȱȱȱȱȱȱ Ƞȱ1ȱȱ Ƞȱ2ȱȱ ȱȠȱ3ȱȱ Ƞȱ4ȱȱ ȱȱȱȠȱ5ȱ
ȱȱȱȱChangesȱinȱjobȱopportunitiesȱforȱspouse/partnerȱ ȱȱȱȱ Ƞȱ1ȱȱ Ƞȱ2ȱȱ ȱȠȱ3ȱȱ Ƞȱ4ȱȱ ȱȱȱȠȱ5ȱȱȱȱȱȱȱȱȱ
ȱȱȱȱInstanceȱofȱdiscriminationȱinȱtheȱworkplaceȱ ȱȱȱȱȱȱ Ƞȱ1ȱȱ Ƞȱ2ȱȱ ȱȠȱ3ȱȱ Ƞȱ4ȱȱ ȱȱȱȠȱ5ȱȱȱȱȱȱ
ȱȱȱȱHeavyȱteachingȱdemandsȱ ȱ ȱ ȱ ȱȱȱȱȱȱȱ Ƞȱ1ȱȱ Ƞȱ2ȱȱ ȱȠȱ3ȱȱ Ƞȱ4ȱȱ ȱȱȱȠȱ5ȱ
ȱȱȱȱOtherȱtimeȱpressuresȱ ȱ ȱ ȱȱȱȱ ȱ Ƞȱ1ȱȱ Ƞȱ2ȱȱ ȱȠȱ3ȱȱ Ƞȱ4ȱȱ ȱȱȱȠȱ5ȱȱȱȱȱȱȱȱȱ
ȱȱȱȱIsolation/lackȱofȱdepartmentalȱsupportȱ ȱ ȱȱȱȱȱȱ Ƞȱ1ȱȱ Ƞȱ2ȱȱ ȱȠȱ3ȱȱ Ƞȱ4ȱȱ ȱȱȱȠȱ5ȱȱȱȱȱȱ
ȱȱȱȱOtherȱ__________________________ȱ ȱ ȱȱȱȱȱȱ Ƞȱ1ȱȱ Ƞȱ2ȱȱ ȱȠȱ3ȱȱ Ƞȱ4ȱȱ ȱȱȱȠȱ5ȱȱȱȱȱȱ
*V2ȱonly*ȱOfferȱfromȱmoreȱprestigiousȱinstitutionȱ ȱ Ƞȱ1ȱȱ Ƞȱ2ȱȱ ȱȠȱ3ȱȱ Ƞȱ4ȱȱ ȱȱȱȠȱ5ȱ
ȱ
QD38ȱ
8.ȱDoȱyouȱanticipateȱanȱinterruptionȱ(longerȱthanȱyourȱvacation)ȱinȱyourȱacademicȱcareerȱinȱtheȱ

future?ȱ
ȱ ȱ 120ȱȱȱȱȱȱ Yesȱ(1)ȱ

766ȱȱȱȱȱȱ Noȱ(0)ȱ
57ȱ Missingȱ(.)ȱ

ȱ
QD38WHENQȱ

IfȱYes,ȱwhen?ȱ________________________ȱ
Allȱresponsesȱleftȱinȱoriginalȱform.ȱ
ȱ
QD38WHYȱ
9. IfȱYes,ȱwhatȱreason(s)ȱdoȱyouȱanticipateȱforȱtheȱinterruption:____________________ȱ
Ofȱtheȱ120ȱrespondentsȱwhoȱansweredȱ“yes”ȱtoȱQD38,ȱexplanationsȱofferedȱinȱtheȱfollowȬupȱ
questionsȱwereȱsortedȱintoȱ6ȱcategories:ȱ
ȱ 55ȱ Family/childȱcareȱ(1)ȱ
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ȱ 21ȱ Retirement/sabbaticalȱ(2)ȱ
ȱ 25ȱ Lackȱofȱemployment/tenure/funding/contractȱ(3)ȱ
ȱ 4ȱ Healthȱ(4)ȱ
ȱ 10ȱ Pursuingȱotherȱeducational,ȱresearch,ȱorȱwritingȱopportunitiesȱ(5)ȱ
ȱ 5ȱ Otherȱ(6)ȱ
ȱ
QD38FMWKȱ
Reasonsȱaboveȱsortedȱintoȱfamilyȱ(1)ȱandȱworkȱ(0).ȱȱȱ

Healthȱ&ȱOtherȱcodedȱasȱ“other/missing”ȱ(.).ȱ
ȱ
QD38FMWK2ȱ
Reasonsȱaboveȱsortedȱintoȱfamilyȱ(1)ȱandȱworkȱ(0).ȱȱȱ

Health,ȱOther,ȱ&ȱRetirementȱcodedȱasȱ“other/missing”ȱ(.).ȱ
ȱ

E.ȱGeneralȱReflectionsȱ
ȱ
QE39ȱ*Notȱcurrentlyȱcoded*ȱ
ȱ
1.ȱȱTheȱlastȱtimeȱyouȱfeltȱdiscouragedȱinȱyourȱpositionȱasȱaȱfacultyȱmember,ȱwhatȱwereȱtheȱmajorȱ

reasonsȱforȱfeelingȱthatȱway?ȱ(Checkȱallȱthatȱapply)ȱȱ
ȠȱResearchȱnotȱgoingȱwellȱȱ ȱ ȱ

ȠȱInteractionȱwithȱotherȱfacultyȱȱ ȱ

ȠȱClimateȱinȱtheȱdepartmentȱ ȱ ȱ

ȠȱRelationshipȱwithȱstudentsȱȱȱ

ȠȱLongȬtermȱcareerȱopportunitiesȱȱ ȱ

ȠȱInteractionȱwithȱadministrationȱ

ȠȱPersonalȱlifeȱ ȱ ȱ ȱ ȱ

ȠȱSchedulingȱconflictsȱ
ȠȱOtherȱ___________________ȱ

ȱ
QE40ORIGȱ
2.ȱIfȱyouȱhadȱtoȱcomeȱupȱwithȱoneȱorȱtwoȱchangesȱthatȱcouldȱimproveȱyourȱenvironmentȱasȱaȱ

facultyȱmember,ȱwhatȱwouldȱtheyȱbe?ȱ______________________________ȱ
Responsesȱleftȱinȱoriginalȱformȱ

ȱ
QE40Qȱ
AnyȱresponseȱgivenȱforȱQE40?ȱ
ȱ 861ȱ Yesȱ(1)ȱ
ȱ 82ȱ Noȱ(0)ȱ
ȱ



ȱ

ȱ

115

1ȱrespondentȱusedȱthisȱquestionȱtoȱcommentȱonȱQB12ȱquestions.ȱȱThisȱresponseȱwasȱcountedȱasȱ“noȱresponse”ȱtoȱthisȱ
item,ȱbutȱwasȱcountedȱasȱresponsesȱandȱanalyzedȱunderȱitemȱQE45ȱaskingȱforȱfeedbackȱonȱsurveyȱinȱtheȱquantitativeȱ
analysisȱofȱwhoȱgeneratedȱqualitativeȱresponses.ȱȱ2ȱotherȱrespondentsȱdistinguishedȱinȱtheirȱcommentsȱbetweenȱtheirȱ
answersȱtoȱthisȱitem,ȱandȱtheirȱcommentsȱonȱtheȱsurvey.ȱȱTheseȱwereȱcountedȱandȱanalyzedȱseparatelyȱinȱeachȱitem.ȱȱ
Thisȱsameȱapproachȱwasȱusedȱinȱcodingȱandȱcategorizingȱallȱqualitativeȱresponseȱquestions.ȱ
ȱ
QE40CATȱ
Suggestionsȱcategorizedȱaccordingȱtoȱfollowingȱcategoriesȱ(responsesȱwereȱcodedȱforȱallȱreasonsȱthatȱ
applied,ȱmanyȱrespondentsȱgenerateȱmultipleȱcodes):ȱ
ȱ
ȱ Timeȱ
ȱ ȱ Moreȱtimeȱandȱsupportȱ(nonȬmonetary,ȱincludingȱleave)ȱforȱresearchȱ(3)ȱ
ȱ ȱ More/betterȱtimeȱforȱfamilyȱ(includingȱchildȱcareȱ&ȱleave)ȱ(7)ȱ
ȱ ȱ Otherȱmoreȱtimeȱ(sabbatical,ȱvacation,ȱnonȬspecific)ȱ(23)ȱ
ȱ ȱ

Workloadȱ
ȱ ȱ Reduceȱadministrativeȱworkȱ(5)ȱ
ȱ ȱ Reduceȱteachingȱloadȱ(9)ȱ
ȱ ȱ Reduceȱserviceȱrequirementsȱ(14)ȱ

Otherȱlessȱworkȱ(flexibility,ȱnonȬspecific,ȱlessȱemails,ȱetc.)ȱ(24)ȱ
Redistributeȱworkloadȱ(31)ȱ
ȱ

ȱ Spaceȱ
Improvedȱphysicalȱspaceȱ(windows,ȱbiggerȱspace,ȱstableȱoffice,ȱetc.)ȱ(10)ȱ
ȱ

Personnelȱ
Removeȱspecificȱpersonȱ(1)ȱ
Spousalȱhiringȱ(positiveȱandȱnegative)ȱ(8)ȱ
New/changedȱadministratorsȱ(12)ȱ
ȱ

ȱ Structure/policiesȱ
ȱ ȱ Changeȱstructureȱ(unions,ȱorganizationȱhierarchy,ȱevaluations,ȱetc.)ȱ(11)ȱ
ȱ ȱ AvailabilityȱofȱtenureȬtrackȱpositionsȱ(15)ȱ
ȱ ȱ Smallerȱclassesȱ(18)ȱ
ȱ
ȱ InterpersonalȱInteractionsȱ
ȱ ȱ Increasedȱacademic/intellectualȱcollaborationȱ(2)ȱ
ȱ ȱ Increasedȱcollegialityȱopportunitiesȱtoȱcasuallyȱinteractȱ(4)ȱ
ȱ ȱ Moreȱmentoring/adviceȱ(13)ȱ
ȱ ȱ Stoppingȱracism/sexism/discriminationȱ(16)ȱ
ȱ ȱ “Respect”ȱacrossȱdepartments,ȱdisciplines,ȱ“4ȱAnthȱareas”,ȱetc.ȱ(22)ȱ
ȱ
ȱ Resourcesȱ
ȱ ȱ Increaseȱcompensationȱ(salaryȱ&ȱbenefits)ȱ(6)ȱ
ȱ ȱ Moreȱfacultyȱ(inȱAnthropology,ȱorȱinȱ“myȱarea”)ȱ(17)ȱ ȱ ȱ

Increasedȱgrantȱsupport,ȱstability,ȱ&ȱflexibilityȱ(25)ȱ
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ȱ ȱ Increasedȱstudentȱ(especiallyȱgraduate)ȱsupportȱ(28)ȱ
ȱ ȱ Moreȱdept/univȱresourcesȱ(general,ȱincludesȱprofessionalȱdevelopment)ȱ(29)ȱ
ȱ
ȱ Otherȱ
ȱ ȱ Don’tȱknow,ȱcan’tȱthinkȱofȱany,ȱsatisfiedȱ(19)ȱ
ȱ ȱ Moreȱ“academic/intellectual”ȱenvironmentȱ(20)ȱ
ȱ ȱ Betterȱstudentsȱ(21)ȱ
ȱ ȱ Otherȱ(“recognition/appreciation”,ȱprestige,ȱethics,ȱcurriculum,ȱetc.)ȱ(30)ȱ
ȱ
**Eachȱofȱtheseȱcodesȱwasȱthenȱtranslatedȱintoȱanȱindividualȱvariable,ȱforȱwhichȱeachȱrespondentȱreceivedȱaȱ
codeȱofȱ1ȱifȱtheyȱmadeȱaȱsuggestionȱforȱimprovementȱinȱthisȱareaȱofȱworkȱenvironmentȱandȱcodedȱ0ȱifȱtheyȱ
didȱnot.ȱȱSeeȱQE40ȱvariablesȱbelow:ȱ
**EachȱofȱtheȱQE40CATȱcodesȱwasȱthenȱtranslatedȱintoȱanȱindividualȱvariable,ȱforȱwhichȱeachȱrespondentȱ
receivedȱaȱcodeȱofȱ1ȱifȱtheyȱmadeȱaȱsuggestionȱforȱimprovementȱinȱthisȱareaȱofȱworkȱenvironmentȱandȱ
codedȱ0ȱifȱtheyȱdidȱnot.ȱȱSeeȱQE40ȱvariablesȱbelow:ȱ
ȱ
QE40TIMEȱȱ
ȱ 205ȱ Suggestionȱforȱimprovementȱinȱthisȱareaȱ(1)ȱ
ȱ 655ȱ Noȱsuggestionȱforȱimprovementȱinȱthisȱareaȱ(0)ȱ
ȱ 82ȱ Noȱresponseȱforȱthisȱitemȱ(.)ȱ
ȱ
QE40WORKȱȱ

242ȱ Suggestionȱforȱimprovementȱinȱthisȱareaȱ(1)ȱ
ȱ 618ȱ Noȱsuggestionȱforȱimprovementȱinȱthisȱareaȱ(0)ȱ
ȱ 82ȱ Noȱresponseȱforȱthisȱitemȱ(.)ȱ
ȱ
QE40SPACEȱȱ

35ȱ Suggestionȱforȱimprovementȱinȱthisȱareaȱ(1)ȱ
ȱ 825ȱ Noȱsuggestionȱforȱimprovementȱinȱthisȱareaȱ(0)ȱ
ȱ 82ȱ Noȱresponseȱforȱthisȱitemȱ(.)ȱ
ȱ
QE40PEEPSȱȱ

170ȱ Suggestionȱforȱimprovementȱinȱthisȱareaȱ(1)ȱ
ȱ 690ȱ Noȱsuggestionȱforȱimprovementȱinȱthisȱareaȱ(0)ȱ
ȱ 82ȱ Noȱresponseȱforȱthisȱitemȱ(.)ȱ
ȱ
QE40STRUCȱȱ

115ȱ Suggestionȱforȱimprovementȱinȱthisȱareaȱ(1)ȱ
ȱ 745ȱ Noȱsuggestionȱforȱimprovementȱinȱthisȱareaȱ(0)ȱ
ȱ 82ȱ Noȱresponseȱforȱthisȱitemȱ(.)ȱ
ȱ
QE40INTRȱȱ

208ȱ Suggestionȱforȱimprovementȱinȱthisȱareaȱ(1)ȱ
ȱ 652ȱ Noȱsuggestionȱforȱimprovementȱinȱthisȱareaȱ(0)ȱ
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ȱ 82ȱ Noȱresponseȱforȱthisȱitemȱ(.)ȱ
ȱ
QE40RESȱȱ

211ȱ Suggestionȱforȱimprovementȱinȱthisȱareaȱ(1)ȱ
ȱ 649ȱ Noȱsuggestionȱforȱimprovementȱinȱthisȱareaȱ(0)ȱ
ȱ 82ȱ Noȱresponseȱforȱthisȱitemȱ(.)ȱ
ȱ
QE40OTHȱȱ

133ȱ Suggestionȱforȱimprovementȱinȱthisȱareaȱ(1)ȱ
ȱ 727ȱ Noȱsuggestionȱforȱimprovementȱinȱthisȱareaȱ(0)ȱ
ȱ 82ȱ Noȱresponseȱforȱthisȱitemȱ(.)ȱ
ȱ
QE41ȱ
3.ȱKnowingȱwhatȱyouȱknowȱnow,ȱwouldȱyouȱstillȱchooseȱthisȱcareerȱpathȱforȱyourself?ȱȱ

98ȱ Noȱ(0)ȱ
734ȱ Yesȱ(1)ȱ
62ȱ Unsure/Otherȱ(3)ȱ
49ȱ Missingȱ(.)ȱ

ȱ
*BecauseȱVersionȱ2ȱofȱthisȱsurveyȱdidȱnotȱincludeȱtheȱyes/noȱcheckȱboxes,ȱresponsesȱforȱtheȱbulkȱofȱ
respondentsȱhadȱtoȱbeȱcategorizedȱasȱyes/noȱafterȱtheȱfact.ȱȱResponsesȱwhichȱstatedȱ“yes”ȱorȱ“no”ȱwereȱ
categorizedȱasȱsuchȱ(evenȱifȱtheyȱindicatedȱthatȱtheyȱwouldȱmakeȱsomeȱchangesȱorȱkeepȱsomeȱchoices,ȱinȱ
addition).ȱȱResponsesȱwhichȱindicatedȱ“probably”ȱorȱ“likely”ȱyes/noȱwereȱcategorizedȱasȱyes/no;ȱbutȱ
responsesȱwhichȱindicatedȱ“maybe”ȱyes/noȱwereȱcategorizedȱasȱunsure/other.ȱ
 ȱ
QE41Bȱ
3.ȱKnowingȱwhatȱyouȱknowȱnow,ȱwouldȱyouȱstillȱchooseȱthisȱcareerȱpathȱforȱyourself?ȱȱ

*Yes/Noȱonly;ȱ“unsure/other”ȱcodedȱasȱmissingȱ
98ȱ Noȱ(0)ȱ
734ȱ Yesȱ(1)ȱ
111ȱ Missingȱ(.)ȱ

ȱ
QE41Qȱ
Pleaseȱexplainȱyourȱresponse____________________________ȱ

Anyȱexplanationȱgivenȱ(beyondȱyes/no/unsure;ȱi.e.ȱ>1ȱwordȱresponses)?ȱ
ȱ 704ȱ Yesȱ(1)ȱ
ȱ 239ȱ Noȱ(0)ȱ
ȱ
QE41ORIGȱ
Qualitativeȱresponsesȱinȱoriginalȱformȱ
ȱ
QE42ȱ
4.ȱȱDoȱyouȱbelieveȱthatȱyourȱgenderȱhasȱhinderedȱyourȱprofessionalȱadvancement?ȱȱ
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477ȱ Yesȱ(1)ȱ
345ȱ Noȱ(0)ȱ
76ȱ Yesȱ&ȱNo/Otherȱ(3)ȱ
45ȱ Missingȱ(.)ȱ

ȱ
*BecauseȱVersionȱ2ȱofȱthisȱsurveyȱdidȱnotȱincludeȱtheȱyes/noȱcheckȱboxes,ȱresponsesȱforȱtheȱbulkȱofȱ
respondentsȱhadȱtoȱbeȱcategorizedȱasȱyes/noȱafterȱtheȱfact.ȱȱResponsesȱwhichȱstatedȱ“yes”ȱorȱ“no”ȱwereȱ
categorizedȱasȱsuchȱ(evenȱifȱtheyȱindicatedȱthisȱwasȱonlyȱ“sometimes”ȱorȱ“partially”ȱtrueȱorȱtrueȱ“onlyȱ
in”ȱcertainȱsituations).ȱȱResponsesȱwhichȱindicatedȱ“probably”ȱorȱ“likely”ȱyes/noȱwereȱcategorizedȱasȱ
yes/no;ȱbutȱresponsesȱwhichȱindicatedȱ“maybe”,ȱ“perhaps”,ȱȱȱorȱ“possibly”ȱyes/noȱwereȱcategorizedȱasȱ
unsure.ȱ
ȱ
QE42Bȱ
Sameȱquestion,ȱbutȱonlyȱcountingȱclearȱ“yes”ȱandȱ“no”ȱresponses;ȱmixedȱresponsesȱcountedȱasȱ
missing.ȱ
ȱ
QE42Qȱ
Pleaseȱexplainȱyourȱresponse.ȱ_______________________________ȱ

Anyȱexplanationȱgivenȱ(beyondȱyes/no/unsure;ȱi.e.ȱ>1ȱwordȱresponses)?ȱ
656ȱ Yesȱ(1)ȱ
287ȱ Noȱ(0)ȱ

ȱ
QE42ORIGȱ

Pleaseȱexplainȱyourȱresponse.ȱ_______________________________ȱ
Responsesȱleftȱinȱoriginalȱformȱ
ȱ
QE43ȱ
5.ȱȱDoȱyouȱbelieveȱthatȱyourȱgenderȱhasȱprovidedȱyouȱwithȱanȱadvantageȱinȱyourȱprofessionalȱ

advancement?ȱȱ
590ȱ Yesȱ(1)ȱ
213ȱ Noȱ(0)ȱ
60ȱ Unsure/Otherȱ(3)ȱ
80ȱ Missingȱ(.)ȱ

ȱ
*BecauseȱVersionȱ2ȱofȱthisȱsurveyȱdidȱnotȱincludeȱtheȱyes/noȱcheckȱboxes,ȱresponsesȱforȱtheȱbulkȱofȱ
respondentsȱhadȱtoȱbeȱcategorizedȱasȱyes/noȱafterȱtheȱfact.ȱȱResponsesȱwhichȱstatedȱ“yes”ȱorȱ“no”ȱwereȱ
categorizedȱasȱsuchȱ(evenȱifȱtheyȱindicatedȱthisȱwasȱonlyȱ“sometimes”ȱorȱ“partially”ȱtrueȱorȱtrueȱ“onlyȱ
in”ȱcertainȱsituations).ȱȱResponsesȱwhichȱindicatedȱ“probably”ȱorȱ“likely”ȱyes/noȱwereȱcategorizedȱasȱ
yes/no;ȱbutȱresponsesȱwhichȱindicatedȱ“maybe”,ȱ“perhaps”,ȱȱȱorȱ“possibly”ȱyes/noȱwereȱcategorizedȱasȱ
unsure.ȱ
ȱ
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QE43Bȱ
Sameȱquestion,ȱbutȱonlyȱcountingȱclearȱ“yes”ȱandȱ“no”ȱresponses;ȱmixedȱresponsesȱcountedȱasȱ
missing.ȱ
ȱ
QE43Qȱȱ
Pleaseȱexplainȱyourȱresponse.ȱ___________________________________________ȱ

Anyȱexplanationȱgivenȱ(beyondȱyes/no/unsure;ȱi.e.ȱ>1ȱwordȱresponses)?ȱ
440ȱ Yesȱ(1)ȱ
503ȱ Noȱ(0)ȱ
ȱ

QE43ORIGȱ
Pleaseȱexplainȱyourȱresponse.ȱ_______________________________ȱ

Responsesȱleftȱinȱoriginalȱformȱ
ȱ
QE44Qȱ
6.ȱȱHowȱcanȱtheȱAAAȱpromoteȱequitableȱandȱcollegialȱworkingȱconditions?ȱ
ȱ Anyȱresponseȱgivenȱ
ȱ 693ȱ Yesȱ(1)ȱ
ȱ 250ȱ Noȱ(0)ȱ
ȱ
QE44EXPȱ
Sameȱquestion,ȱbutȱresponseȱtypeȱcategorizedȱas:ȱ
ȱ 250ȱ Noȱresponseȱgivenȱ(0)ȱ
ȱ 536ȱ SuggestionȱgivenȱforȱAAAȱ(1)ȱ
ȱ 17ȱ AAAȱdoingȱallȱtheyȱcan,ȱsuggestionȱforȱothersȱtoȱimproveȱ(3)ȱ
ȱ 95ȱ Don’tȱknow/noȱideasȱȱ(4)ȱ
ȱ 43ȱ AAAȱcan’tȱorȱshouldn’tȱ(5)ȱ
ȱ 2ȱ Otherȱ(6)ȱ
ȱ
QE44ORIGȱ
Sameȱquestion,ȱbutȱresponsesȱleftȱinȱoriginalȱformȱ
ȱ
QE45Qȱ
7.ȱȱȱIfȱyouȱhaveȱanyȱcommentsȱorȱsuggestionsȱonȱtheȱformȱorȱcontentȱofȱtheȱsurvey,ȱpleaseȱwriteȱ

themȱbelow.ȱȱ
ȱ Anyȱresponseȱgivenȱ
ȱ ȱ 246ȱ Yesȱ(1)ȱ
ȱ ȱ 697ȱ Noȱ(0)ȱ
ȱ
QE45ORIGȱ
Sameȱquestion,ȱbutȱresponsesȱleftȱinȱoriginalȱformȱ
ȱ
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NUMQUALRESPȱ
Totalȱnumberȱofȱqualitativeȱresponsesȱgeneratedȱbyȱrespondent.ȱ

ObservedȱRange:ȱ7ȱ(0ȱtoȱ7)ȱ
Meanȱ=ȱ3.96ȱ
Medianȱ=ȱ4ȱ
Modeȱ=ȱ5ȱ
StdȱDeviationȱ=ȱ1.62ȱ

 ȱ

F.ȱȱDemographicȱInformationȱ
ȱ
QF46ȱ
1.ȱGender:ȱ

660ȱ Femaleȱ(0)ȱ
277ȱ Maleȱ(1)ȱ
1ȱ Otherȱ(3)ȱ
5ȱ Missingȱ(.)ȱ

ȱ
ȱ
QF47ȱ
2.ȱAge:ȱȱ ȱ

7ȱ 20Ȭ29ȱ(1)ȱ
214ȱ 30Ȭ39ȱ(2)ȱ
249ȱ 40Ȭ49ȱ(3)ȱ
308ȱ 50Ȭ59ȱ(4)ȱ
151ȱ 60Ȭ69ȱ(5)ȱ
6ȱ 70Ȭ79ȱ(6)ȱ
1ȱ 80+ȱ(7)ȱ
7ȱ Missingȱ(.)ȱ

ȱ
QF47Bȱ
Ageȱcodedȱasȱunder/overȱ50ȱ
ȱ 470ȱ <ȱ50ȱyearsȱoldȱ(0)ȱ
ȱ 466ȱ ǃȱ50ȱyearsȱoldȱ(1)ȱ
ȱ 7ȱ Missingȱ(.)ȱ
ȱ ȱ
QF48ȱ
3.ȱȱRace*:ȱ
*ȱRaceȱandȱethnicȱgroupȱcategoriesȱtakenȱfromȱtheȱ“RacialȱandȱEthnicȱClassificationsȱUsedȱinȱCensusȱ
2000ȱandȱBeyond”ȱofȱtheȱU.S.ȱCensusȱBureau)ȱ

721ȱ Whiteȱaloneȱ(1)ȱ
15ȱ BlackȱorȱAfricanȱAmericanȱaloneȱ(2)ȱ ȱ
5ȱ AmericanȱIndianȱandȱAlaskaȱNativeȱaloneȱ(3)ȱ
27ȱ Asianȱaloneȱ(4)ȱ
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2ȱ NativeȱHawaiianȱandȱotherȱPacificȱIslanderȱaloneȱ(5)ȱ
16ȱ Someȱotherȱraceȱaloneȱ(6)ȱ
55ȱ Twoȱorȱmoreȱracesȱ(7)ȱ
89ȱ Declineȱtoȱanswerȱ(8)ȱ
13ȱ Missingȱ(.)ȱ

ȱ
QF48Bȱ
(RaceȱasȱWhiteȱvs.ȱnonȬWhite)ȱ
ȱ 721ȱ Whiteȱ(1)ȱ
ȱ 120ȱ NonȬWhiteȱ(0)ȱ
ȱ 102ȱ Missingȱ(.)ȱ
ȱ
QF48Cȱ
(Raceȱasȱsingleȱraceȱvs.ȱmultiȬracial)ȱ
ȱ 786ȱ Singleȱraceȱ(0)ȱ
ȱ 55ȱ MultiȬracialȱ(1)ȱ
ȱ 102ȱ Missingȱ(.)ȱ
ȱ
QF49ȱ
4.ȱȱEthnicȱGroup*:ȱ
*ȱRaceȱandȱethnicȱgroupȱcategoriesȱtakenȱfromȱtheȱ“RacialȱandȱEthnicȱClassificationsȱUsedȱinȱCensusȱ
2000ȱandȱBeyond”ȱofȱtheȱU.S.ȱCensusȱBureau)ȱ

46ȱ HispanicȱorȱLatinoȱ(1)ȱ
612ȱ NotȱHispanicȱorȱLatinoȱ(0)ȱ
285ȱ Missingȱ(.)ȱ

ȱ
QF50ȱ
5.ȱSpouse/domesticȱpartner:ȱȱ

220ȱ Singleȱ(1)ȱ
689ȱ Spouse/domesticȱpartnerȱ(2)ȱ
21ȱ Otherȱ(3)ȱ
13ȱ Missingȱ(.)ȱ

ȱ
QF51ȱ
6.ȱDoȱyouȱhaveȱchildren:ȱ

362ȱ Noȱ(0)ȱ
574ȱ Yesȱ(1)ȱ
7ȱ Missingȱ(.)ȱȱ ȱ ȱ

ȱ
7.ȱȱIfȱyes,ȱwhatȱisȱtheȱageȱofȱeachȱchild?ȱȱȱ 1)ȱ______ȱȱ2)ȱ______ȱȱ3)ȱ______ȱȱ4)ȱ______ȱ

5)ȱ______ȱȱ6)ȱ______ȱȱ7)ȱ______ȱȱ8)ȱ______ȱ
ȱ
(Responsesȱleftȱinȱoriginalȱform.ȱȱItemsȱ5411,ȱ5422,ȱ5433,ȱ5444,ȱ5455,ȱ5466,ȱ5477,ȱ&ȱ5488)ȱ
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ȱ
QF51Bȱ
#ȱofȱchildren,ȱleftȱasȱnumeralȱ

ObservedȱRange:ȱ9ȱ(0ȱtoȱ9)ȱ
Meanȱ=ȱ1.12ȱ
Medianȱ=ȱ1ȱ
Modeȱ=ȱ0ȱ
StdȱDeviationȱ=ȱ1.15ȱ

 
QF52ȱ

8.ȱAreȱyouȱtheȱprimaryȱcaregiverȱfor:ȱȱ ȠȱChildrenȱȱ ȠȱParentsȱȱ ȠȱOtherȱindividual(s)ȱ
ȱ (checkȱallȱthatȱapply)ȱ
Anyȱcategory(ies)ȱselectedȱ
ȱ 360ȱ Yesȱ(1)ȱ
ȱ 583ȱ Noȱ(0)ȱ
ȱ
QF52Aȱ
Primaryȱcaregiverȱforȱchildrenȱ
ȱ 309ȱ Yesȱ(1)ȱ
ȱ 634ȱ Noȱ(0)ȱ
ȱ
QF52Bȱ
Primaryȱcaregiverȱforȱparentsȱ
ȱ 54ȱ Yesȱ(1)ȱ
ȱ 889ȱ Noȱ(0)ȱ
ȱ
QF52Cȱ
Primaryȱcaregiverȱforȱotherȱindividualsȱ
ȱ 32ȱ Yesȱ(1)ȱ
ȱ 911ȱ Noȱ(0)ȱ
ȱ
QF53ȱ
NOTȱCODEDȱ
9.ȱIfȱyouȱhaveȱaȱspouse/domesticȱpartner,ȱisȱthatȱpersonȱemployedȱin:ȱ

ȠȱAȱtenureȬtrackȱpositionȱatȱtheȱsameȱinstitutionȱasȱyouȱ

ȠȱAȱtenureȬtrackȱpositionȱatȱanȱinstitutionȱwithinȱ50ȱmilesȱofȱyourȱinstitutionȱ

ȠȱAȱtenureȬtrackȱpositionȱatȱanȱinstitutionȱmoreȱthanȱ50ȱmilesȱfromȱyourȱinstitutionȱ

ȠȱAȱtenuredȱpositionȱatȱtheȱsameȱinstitutionȱasȱyouȱ

ȠȱAȱtenuredȱpositionȱatȱanȱinstitutionȱwithinȱ50ȱmilesȱofȱyourȱinstitutionȱ

ȠȱAȱtenuredȱpositionȱatȱanȱinstitutionȱmoreȱthanȱ50ȱmilesȱfromȱyourȱinstitutionȱ
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ȠȱAȱnonȬtenureȬtrackȱpositionȱ
ȠȱTheȱprivateȱsectorȱ
ȠȱTheȱnonprofitȱorȱpublicȱsectorȱ
ȠȱOtherȱȱ ȱ ȱ ȱ ȱ ȱ ȱ

ȠȱNotȱemployedȱ
ȱ
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AppendixȱC:ȱȱRespondents’ȱSuggestionsȱforȱImprovingȱAcademicȱClimateȱ
ȱ

Thisȱappendixȱcontainsȱaȱcompleteȱlistingȱofȱallȱcommentsȱmadeȱbyȱ
respondentsȱinȱansweringȱtheȱquestion,ȱ“HowȱcanȱtheȱAAAȱpromoteȱequitableȱ
andȱcollegialȱworkingȱconditions?”ȱȱResponsesȱwereȱgroupedȱaccordingȱtoȱtheirȱ
substantiveȱsuggestionsȱandȱcountsȱareȱincludedȱforȱeachȱcategory.ȱȱBecauseȱ
manyȱrespondentsȱincludedȱmultipleȱsuggestionsȱinȱtheirȱresponsesȱandȱtheseȱ
suggestionsȱwereȱgroupedȱseparatelyȱaccordingȱtoȱtheirȱsubstance,ȱtheȱtotalȱofȱ
countsȱforȱeachȱsuggestionȱtypeȱgreatlyȱexceedsȱtheȱtotalȱnumberȱofȱindividualȱ
responsesȱtoȱthisȱquestion.ȱȱTheȱresponseȱcategoriesȱareȱorganizedȱfromȱmostȱtoȱ
leastȱfrequentȱresponses,ȱfollowedȱbyȱaȱfinalȱcategoryȱofȱresponsesȱwhichȱdidȱnotȱ
readilyȱfitȱintoȱanyȱofȱtheȱthematicȱcategoriesȱidentifiedȱinȱotherȱrespondents’ȱ
suggestions.ȱ

PleaseȱnoteȱthatȱnotȱallȱofȱtheseȱsuggestionsȱfallȱwithinȱtheȱAAA’sȱpurview.ȱȱ
Forȱinstance,ȱtheȱAAAȱdoesȱnotȱcensureȱdepartments.ȱȱInstead,ȱtheȱAAAȱplaysȱanȱ
advisoryȱandȱeducationalȱroleȱtoȱdepartments.ȱ
ȱ
1.ȱȱ“Don’tȱKnow”ȱ

Thisȱcategoryȱwasȱtheȱmostȱfrequentȱresponse,ȱandȱincludesȱresponsesȱwhichȱ
doȱnotȱappearȱtoȱanswerȱtheȱitemȱ(suchȱasȱ“yes”).ȱȱAlthoughȱthisȱanswerȱmayȱnotȱ
beȱparticularlyȱhelpfulȱinȱtermsȱofȱmakingȱchanges,ȱtheȱspecificȱwordingsȱofȱeachȱ
responseȱandȱtheirȱassociationȱwithȱrespondentsȱmayȱbeȱilluminatingȱforȱsomeȱ
andȱareȱthusȱincluded.ȱ(95ȱresponses)ȱ
ȱ
“…”ȱ(1ȱresponse)ȱ
“?”ȱ(10ȱresponses)ȱ
“Atȱthisȱpoint,ȱIȇmȱnotȱsure.”ȱ(1ȱresponse)ȱ
“Beatsȱme.”ȱ(1ȱresponse)ȱ
“Don’tȱknow.”ȱ(18ȱresponses)ȱ ȱȱȱȱȱȱȱ
“donȇtȱknowȱexactly”ȱ(1ȱresponse)ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱ
“DonȇtȱknowȱȬȱbutȱsomehowȱweȱmustȱeliminateȱallȱformsȱofȱdiscrimination.”ȱ(1ȱ
response)ȱ
“Doȱnotȱknow”ȱȱȱ(1ȱresponse)ȱ
“Godȱknows.”ȱ(1ȱresponse)ȱ
“Goodȱquestion.”ȱ(1ȱresponse)ȱ
“Goodȱquestion;ȱwishȱIȱhadȱaȱsuggestionȱforȱyou.”ȱ(1ȱresponse)ȱ
“Iȇdȱloveȱtoȱhearȱideasȱaboutȱthis,ȱbecauseȱIȱdonȇtȱknow!”ȱ(1ȱresponse)ȱ
“Iȇllȱhaveȱtoȱmullȱthisȱoneȱover.”ȱ(1ȱresponse)ȱ
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“Iȇmȱnotȱsure.”ȱ(3ȱresponses)ȱ
“IȇmȱnotȱsureȱȬȱaȱlotȱofȱtheȱissuesȱIȱfaceȱareȱstructuralȱatȱtheȱuniversityȱlevel”ȱ(1ȱ
response)ȱ
“IȱamȱuncertainȱwhatȱtheȱAAAȱcanȱdoȱtoȱinfluenceȱuniversityȱpolicies”ȱ(1ȱresponse)ȱ
“Iȱcanȇtȱimagine.”ȱ(1ȱresponse)ȱ
“Iȱcannotȱthinkȱofȱanything.”ȱ(1ȱresponse)ȱ
“Iȱdonȇtȱknow”ȱ(9ȱresponses)ȱ
“Iȱdoȱnotȱknow,ȱasȱIȱworkȱoutsideȱofȱtheȱUS.”ȱ(1ȱresponse)ȱ
“Iȱdonȇtȱknowȱhowȱanthropologyȱdepartmentsȱhandleȱgenderȱequity,ȱsoȱIȱcanȇtȱanswerȱ
this.”ȱ(1ȱresponse)ȱ
”Iȱdonȇtȱknowȱhowȱthatȱwouldȱwork.”ȱ(1ȱresponse)ȱ
“IȱdonȇtȱknowȱȬȱitȱmightȱjustȱchangeȱwithȱtheȱgenerations.ȱTheȱmenȱmyȱageȱareȱhopeless.”ȱ
(1ȱresponse)ȱ
“Iȱhaveȱnoȱidea.”ȱ(2ȱresponses)ȱ
“Iȱhaveȱnoȱidea,ȱbutȱIȱhopeȱyouȱcan!”ȱ(1ȱresponse)ȱ
“Iȱhonestlyȱdoȱnotȱknow.”ȱ(1ȱresponse)ȱ
“Iȱsurelyȱdonȇtȱknow.”ȱ(1ȱresponse)ȱ
“IȱwishȱIȱknew.”ȱ(2ȱresponses)ȱ
“noȱcomment”ȱ(1ȱresponse)ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“Noȱidea.”ȱȱȱ(4ȱresponses)ȱ
“noȱrecommendation”ȱ(1ȱresponse)ȱ
“Noȱsuggestionsȱcomeȱtoȱmind”ȱ(1ȱresponse)ȱ
“None”ȱ(1ȱresponse)ȱȱȱȱ
“Notȱatȱall”ȱ(1ȱresponse)ȱ
“Notȱreally.”ȱ(1ȱresponse1)ȱ
“Notȱsure”ȱ(13ȱresponses)ȱ
“notȱsureȱIȱhaveȱideasȱrightȱnow”ȱ(1ȱresponse)ȱ
“Uncertain.”ȱ(1ȱresponse)ȱ
“Willȱneedȱtoȱthinkȱaboutȱit”ȱȱȱ(1ȱresponse)ȱ
“WishȱIȱknew”ȱ(1ȱresponse)ȱ
“WishȱIȱknewȱ...ȱwishȱIȱknewȱ25ȱyearsȱago.”ȱ(1ȱresponse)ȱ ȱȱȱȱ
“X”ȱ(1ȱresponse)ȱ
“Yes.”ȱ(1ȱresponse)ȱ
ȱ
2.ȱȱ“AnthropologistsȱAreȱPeopleȱToo!”ȱ

Thisȱcategoryȱrepresentedȱtheȱlargestȱgroupȱofȱresponsesȱwhichȱindicatedȱanȱ
ideaȱorȱsuggestion.ȱȱResponsesȱincludeȱtheȱneedȱforȱrealisticȱexpectationsȱaboutȱ
timeȱandȱworkloadȱandȱfamilyȬfriendlyȱworkȬlifeȱbalance.ȱ(80ȱresponses)ȱ
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ȱ
“AAAȱcanȱhelpȱbyȱcontinuingȱtoȱpromoteȱequityȱinȱhiringȱandȱpayȱandȱinȱshowingȱtheȱ
difficultyȱofȱfindingȱtwoȬspouseȱandȱtrailingȱspouseȱpositions.ȱEncouragingȱdeptsȱtoȱ
TALKȱamongȱthemselves.”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“AAAȱcanȱencourageȱuniversitiesȱtoȱbetterȱcoordinateȱtenureȱdemandsȱandȱmotherhoodȱ
byȱmakingȱstrongerȱfamilyȱleaveȱpoliciesȱthatȱwouldȱnotȱaffectȱtenureȱdecisions.”ȱ(Female,ȱ
White,ȱ30’s)ȱ
ȱȱȱȱȱȱȱȱȱȱ
“Activelyȱsupportȱfacultyȱwhoȱareȱworkingȱtoȱgetȱdomesticȱpartnerȱbenefitsȱatȱtheirȱ
institutions.”ȱ(Female,ȱWhite,ȱ30’s)ȱ
ȱ
“Advocateȱreasonable,ȱworkableȱchildcareȱatȱallȱworkplacesȱ(allȱday,ȱeveryȱday,ȱlowȱcost,ȱ
flexibleȱtimes).ȱCostȱofȱhealthcareȱbasedȱonȱsalary;ȱadvocateȱCUPAȱsalaries.”ȱ(Female,ȱ
White,ȱ60’s)ȱ ȱȱ
ȱ
“Betterȱpayȱforȱjuniorȱfacultyȱsoȱthatȱyouȱcanȱactuallyȱsurviveȱoffȱofȱanȱacademicȱsalary.ȱ
Changingȱworkȱhoursȱsoȱthatȱdepartmentalȱseminars,ȱetc.ȱdoȱnotȱtakeȱplaceȱinȱtheȱ
eveningsȱ(childcare).”ȱ(Female,ȱWhite,ȱ30’s)ȱ
ȱ
“Byȱpromotingȱchangesȱinȱtheȱtenureȱsystemȱthatȱdoȱnotȱpenalizeȱfacultyȱ(menȱandȱ
women)ȱwhoȱchooseȱtoȱhaveȱbalancedȱpersonalȱandȱcareerȱlives.ȱTheȱacademyȱisȱaȱjobȱnotȱ
theȱpriesthood.”ȱ(Female,ȱWhite,ȱ40’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱ
“ByȱpromotingȱaȱbioȬculturalȱapproachȱtoȱtheȱworldȱwhichȱincludesȱanȱexpectationȱthatȱ
everyoneȱwillȱnurtureȱmembersȱofȱsubsequentȱgenerationsȱwhetherȱchildren,ȱstudents,ȱorȱ
juniorȱcolleagues.”ȱ(Female,ȱWhite,ȱ60’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱ
“CampaignȱwithȱuniversitiesȱforȱchildȬfriendlyȱemploymentȱpolicies,ȱincludingȱgenerousȱ
maternityȱANDȱpaternityȱleave,ȱplusȱuniversityȬsponsoredȱandȱsubsidizedȱchildcareȱ
whichȱisȱofȱtheȱhighestȱquality”ȱ(Male,ȱWhite,ȱ30’s)ȱ ȱ
ȱ
“commitmentȱtoȱdoingȱsomethingȱaboutȱtheȱtragedyȱofȱthwartedȱcareersȱifȱtwoȬcareerȱ
couples.ȱDayȱcareȱandȱtenureȱclockȱpoli”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱ
“Continueȱtoȱpushȱforȱchildcare,ȱdomesticȱpartnerȱbenefits,ȱetc.”ȱ(Female,ȱWhite,ȱ30’s)ȱ
ȱ
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“Cultureȱofȱcompetitiveȱnetworkingȱandȱhighȱworkȱhoursȱprecludesȱallȱbutȱthoseȱwhoȱcanȱ
affordȱnanniesȱorȱhaveȱstayȱatȱhomeȱpartners.ȱSmallȱcollegesȱandȱstateȱemployersȱdonȇtȱ
payȱenoughȱforȱliveȱinȱhelp”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱ
“Dealȱwithȱissueȱofȱfemaleȱprofessorsȱwithȱchildren.”ȱ(Female,ȱWhite,ȱ30’s)ȱ ȱ
ȱ
“Developȱaȱwayȱtoȱsupportȱdualȱcareerȱhiresȱoutsideȱofȱtheȱfewȱuniversitiesȱthatȱpermitȱ
it.”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱȱȱ
“DoȱeverythingȱpossibleȱtoȱencourageȱdepartmentsȱtoȱbeȱmoreȱopenȱtoȱdualȬcareerȱ
couples.ȱMoreȱmentoringȱmerelyȱpromotesȱwomenȱasȱcaretakersȱandȱinȱneedȱofȱ
handholding.”ȱ(Female,ȱDeclinedȱtoȱgiveȱrace,ȱ30’s)ȱ
ȱȱȱ
“Examineȱifȱhiringȱtrailingȱspousesȱisȱreallyȱallȱthatȱgoodȱanȱideaȱ(myȱdeptȱhasȱ3ȱmarriedȱ
couples!).”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱ
“Encourageȱdepartmentsȱandȱuniversitiesȱtoȱprovideȱmoreȱsupportȱandȱtenureȱflexibilityȱ
forȱwomenȱwhoȱwishȱtoȱhaveȱaȱfamilyȱandȱchildrenȱinȱadditionȱtoȱaȱcareer.”ȱ(Female,ȱ
White,ȱ40’s)ȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱȱ
“EncourageȱandȱsupportȱfamilyȬfriendlyȱemployersȱandȱadvocateȱforȱimprovedȱchildcareȱ
arrangementsȬȬworkȱtoȱundermineȱtheȱperceptionȱofȱȈmommyȬtrackȈȱasȱaȱbadȱthing!”ȱ
(Male,ȱWhite,ȱ30’s)ȱ ȱȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“EncourageȱallȱuniversitiesȱtoȱgrantȱFEMAȱ[sicȱFMLA]ȱleavesȱtoȱfacultyȱ(bothȱsexes)ȱ
withȱnewȱchildren.”ȱ(Male,ȱWhite,ȱ50’s)ȱȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“EncourageȱemployersȱtoȱprovideȱfullȱmaternityȱandȱchildȬcareȱbenefits.ȱEncourageȱ
universitiesȱnotȱtoȱdiscriminateȱbasedȱonȱdecisionsȱinȱtheseȱrealms.ȱAlsoȱencourageȱ
facultyȱtoȱmakeȱgoodȱchoices.”ȱ(Male,ȱWhite,ȱ30’s)ȱ
ȱ
“Encourageȱonȱsiteȱchildȱcareȱfacilitiesȱonȱcollegeȱcampuses.”ȱ(Female,ȱWhite,ȱ40’s)ȱ ȱ
ȱ
“Encourageȱinstitutionsȱtoȱstopȱtheȱtenureȱclockȱforȱpregnancy”ȱ(Female,ȱWhite,ȱAgeȱ
missing)ȱ
ȱ
“Encourageȱflexibilityȱinȱcareerȱtimetablesȱsoȱthatȱtimeȱoffȱisȱmoreȱeasilyȱavailable.”ȱ
(Female,ȱWhite,ȱ50’s)ȱ
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ȱ
“Encourage/lobbyȱinstitutionsȱforȱchildȱcareȱandȱflexibilityȱforȱfamilyȱissues.”ȱ(Female,ȱ
White,ȱ50’s)ȱ
ȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“Encourageȱuniversitiesȱthatȱdoȱnotȱhaveȱmaternityȱleaveȱtoȱimplementȱit.ȱȱEncourageȱ
childȱcareȱsupport.”ȱ(Female,ȱWhite,ȱ30’s)ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“Figureȱoutȱanȱequitableȱdisciplinaryȱstandardȱforȱtwoȱthings:ȱ1)ȱm/paternityȱleaveȱ&ȱ
tenureȱtrackȱexpectationsȱ2)ȱm/paternityȱissuesȱinȱchildcareȱofȱinfantsȱandȱnonȬschoolȱageȱ
kidsȱ&ȱTTȱexpectations.”ȱ(Female,ȱWhite,ȱ30’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“familyȱissuesȱandȱtheȱtenureȱclockȱareȱstillȱaȱproblemȱforȱwomen.”ȱ(Male,ȱWhite,ȱ30’s)ȱ
ȱ
“Findingȱwaysȱtoȱhelpȱinstitutionsȱsupportȱwomenȱwhoȱchooseȱtoȱhaveȱchildrenȱearlyȱinȱ
theirȱcareers.”ȱ(Female,ȱWhite,ȱ50’s)ȱ ȱ
ȱ
“Firstȱandȱmostȱurgently,ȱbyȱcontributingȱourȱprofessionalȱcloutȱandȱanthropologicalȱ
perspectivesȱtoȱdemandsȱforȱbetterȱandȱmoreȱaffordableȱearlyȱchildhoodȱcare/supportȬȬ
withoutȱit,ȱmanyȱwomenȇsȱcareersȱareȱderailed,ȱorȱatȱleastȱslowedȱ(withȱmeasurableȱeff”ȱ
(Female,ȱWhite,ȱ30’s)ȱ ȱ
ȱ
“Generousȱfamilyȱleaveȱneedsȱtoȱbeȱapprovedȱacrossȱuniversitiesȱandȱdepartments”ȱ
(Female,ȱWhite,ȱ40’s)ȱ ȱ
ȱ
“HelpȱseniorȱAAAȱmembersȱrealizeȱtheȱimportanceȱofȱspousalȱaccommodationsȱforȱ
healthyȱacademicȱwork.ȱChairsȱshouldȱbeȱmadeȱawareȱofȱtheȱcostsȱofȱcrappyȱ
accommodations.ȱPushȱsomeȱmodelȱpolicies.”ȱ(Male,ȱDeclinedȱtoȱgiveȱrace,ȱ30’s)ȱ ȱ
ȱ
“helpingȱuniversitiesȱworkȱtowardsȱbetterȱparentalȱleaveȱpolicies.”ȱ(Female,ȱWhite,ȱ40’s)ȱ ȱ
ȱ
“IȇmȱnotȱsureȱthatȱtheȱAAAȱcanȱhaveȱmuchȱaffectȱonȱtheȱprimaryȱissueȱIȱsee:ȱclarityȱinȱ
jobȱexpectationsȱandȱoverallȱreductionȱinȱtheȱmanyȱresponsibilitiesȱthatȱacademicsȱareȱ
expectedȱtoȱuphold.”ȱ(Male,ȱWhite,ȱ30’s)ȱ
ȱ
“Iȱthinkȱcollegesȱandȱuniversitiesȱneedȱtoȱcreateȱmoreȱwelcomingȱenvironmentsȱforȱ
studentsȱwithȱchildrenȱ(whoȱare,ȱofȱcourse,ȱvirtuallyȱallȱwomen!).”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱȱȱȱȱ
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“Iȱthinkȱtheȱchallengesȱthatȱfacultyȱfaceȱcombiningȱhome/workȱissuesȱneedsȱtoȱbeȱ
discussedȱwidely.ȱAȱlotȱofȱmenȱstillȱdoȱnotȱunderstandȱtheȱwaysȱthatȱfacultyȱȬȬȱusuallyȱ
women,ȱbutȱnotȱalwaysȬȬȱhaveȱtoȱconstantlyȱnegotiateȱandȱjuggleȱfamilyȱduties.ȱInstitut”ȱ
(Female,ȱWhite,ȱ30’s)ȱ ȱ
ȱ
“Iȱthinkȱtheȱprofessionȱdoesȱfairlyȱwell.ȱȱHowever,ȱtheȱoneȱissueȱwhereȱIȱfeelȱthatȱtheȱ
professionȱandȱuniversitiesȱcouldȱdoȱaȱbetterȱjobȱisȱinȱallowingȱwomenȱandȱmenȱwhoȱhaveȱ
aȱcentralȱresponsibilityȱinȱchildȱrearingȱtoȱbeȱgivenȱaȱsomewhatȱmoreȱrelaxedȱpr”ȱ(Male,ȱ
Singleȱotherȱrace,ȱ50’s)ȱ ȱ
ȱ
“IȱwishȱIȱknew.ȱSomehowȱsmallerȱliberalȱartsȱcollegesȱhaveȱtoȱbeȱpersuadedȱthatȱheavyȱ
teachingȱloadsȱoftenȱresultȱinȱlessȱthanȱtopȬknotchȱteaching.”ȱ(Female,ȱWhite,ȱ50’s)ȱ ȱ
ȱ
“KeepȱemphasizingȱtheȱunequalȱburdensȱthatȱchildcareȱplacesȱonȱwomenȬȬȬnotȱjustȱinȱ
termsȱofȱtenure,ȱbutȱinȱlongȬtermȱadvancementȱbecauseȱitȱreducesȱtheȱabilityȱtoȱconductȱ
fieldȱresearchȱandȱwrite.”ȱ(Female,ȱWhite,ȱ30’s)ȱ ȱ
ȱ
“makeȱmaternityȱleaveȱpoliciesȱandȱtenureȱclockȱextensionsȱaȱpriority”ȱ(Female,ȱAsian,ȱ
30’s)ȱ ȱ
ȱ
“Makeȱsureȱmemberȱinstitutionsȱprovideȱadequateȱsupportȱtoȱindividualsȱwithȱchildrenȱ
andȱorȱspouse/partnerȱissues.ȱȱEspeciallyȱnotȱloadȱwomenȱupȱwithȱadminȱresponsibilitiesȱ
justȱbecauseȱthereȱareȱfewȱfemaleȱfacesȱaround.”ȱ(Male,ȱWhite,ȱ50’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱ
“makeȱsureȱallȱcollege/universitiesȱhaveȱpaidȱmaternityȱleaves,ȱstopȱtheȱtenureȱclockȱ
duringȱthoseȱtimes,ȱconsiderȱpartȬtimeȱtenureȱtrackȱappts.ȱforȱwomenȱw/ȱsmallȱchildren,ȱ
promoteȱdualȱcareerȱcouples”ȱ(Female,ȱWhite,ȱ40’s)ȱ
ȱ
“moreȱdiscussionȱaboutȱhavingȱchildren,ȱchildȱcare,ȱetc.ȱMyȱcurrentȱinstitutionȱisȱ
MUCHȱmoreȱsupportiveȱofȱthisȱthanȱtheȱfirstȱone,ȱwhichȱhadȱnoȱpolicyȱforȱchildbirthȱ
leave,ȱetc.ȱMyȱinstitutionȱhasȱchildbirthȱle”ȱ(Female,ȱWhite,ȱ30’s)ȱ
ȱ
“Moreȱflexibleȱschedulingȱofȱclassȱloadȱtoȱaccommodateȱchildȱrearing,ȱhealthȱissues,ȱandȱ
commuting.”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱ
“Moreȱopennessȱaboutȱworkloadȱatȱdifferentȱinstitutionsȱwouldȱbeȱveryȱvaluable.”ȱ
(Female,ȱWhite,ȱ30’s)ȱ
ȱȱȱȱȱ
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“NoteȱthatȱsomeȱfamilyȱissuesȱareȱnoȱlongerȱgenderȱspecificȱȬȱdependentȱcare,ȱdualȱ
careers.”ȱ(Male,ȱWhite,ȱ40’s)ȱ
ȱ
ȱ“Onȱcampusȱinfantȱcareȱandȱgreaterȱencouragementȱofȱspousalȱaccommodationȱandȱ
hiring.”ȱ(Female,ȱWhite,ȱ30’s)ȱ
ȱ
“Openȱdiscussionsȱaboutȱrealisticȱrequirementsȱforȱallȱfacultyȱtenure.ȱMoreȱ
discussion/pressureȱonȱinstitutionsȱaboutȱchildȱandȱparentȬcareȱissues.”ȱ(Female,ȱWhite,ȱ
30’s)ȱ
ȱ
“Policyȱpapersȱorȱsuggestionsȱregardingȱworkloadȱforȱpeopleȱwithȱchildren,ȱchildcare,ȱandȱ
salaryȱequityȱthatȱareȱdistributedȱtoȱallȱmajorȱuniversitiesȱandȱcolleges.”ȱ(Female,ȱWhite,ȱ
30’s)ȱ ȱ
ȱ
“Promoteȱchildȱcare,ȱfamilyȱleave,ȱ&ȱpartnerȱbenefit”ȱ(Female,ȱWhite,ȱ30’s)ȱ
ȱ
“Promoteȱdualȱcareerȱopportunities,ȱparentalȱleave,ȱextendingȱtheȱtenureȱclock,ȱflexibleȱ
tenureȱtimes”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱ
“promoteȱspousalȱhireȱpossibilitiesȱforȱcollegesȱandȱuniversities”ȱ(Male,ȱAsian,ȱ40’s)ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“promoteȱspousalȱaccommodationsȱinȱanthroȱȬȬȱsoȱmanyȱofȱusȱareȱmarriedȱtoȱotherȱ
anthros”ȱ(Male,ȱWhite,ȱ30’s)ȱ ȱ
ȱ
“promoteȱyearȬlongȱmaternityȱANDȱpaternityȱleave,ȱcitingȱcrossȬculturalȱresearchȱinȱ
supportȱofȱthis.”ȱ(Female,ȱWhite,ȱ40’s)ȱ
ȱ
“Publicizeȱissuesȱofȱparentalȱworkȱ/ȱfamilyȱbalance,ȱandȱencourageȱdepartmentsȱtoȱpushȱ
forȱparentalȱleaveȱatȱuniversities.”ȱ(Female,ȱWhite,ȱ40’s)ȱ
ȱ
“pushȱforȱradicalȱoverhaulȱofȱfamilyȱleaveȱpoliciesȱsoȱthatȱweȱcanȱaffordȱtoȱtakeȱleaves.ȱ
pushȱforȱbasicȱsalaryȱcostȱofȱlivingȱincreasesȱthatȱareȱnotȱdependentȱonȱwhatȱtheȱmarketȱ
willȱpayȱout.”ȱ(Female,ȱWhite,ȱ30’s)ȱ
ȱ
“pushȱforȱpoliciesȱtoȱaddȱtimeȱtoȱtenureȱclockȱforȱfacultyȱwithȱyoungȱchildren”ȱ(Female,ȱ
White,ȱ30’s)ȱ
ȱ
“Pushȱforȱmeaningful,ȱtenured,ȱpartȬtimeȱpositions.”ȱ(Female,ȱWhite,ȱ50’s)ȱ
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ȱ
“PushȱforȱlongȱtermȱcontractsȱandȱlecturerȱrecognitionȱasȱmoreȱthanȱȈtempsȈȱthroughȱ
grantȱopportunitiesȱespeciallyȱforȱnonȬtenureȱtrackȱworkingȱanthropologists.”ȱ(Female,ȱ
White,ȱ30’s)ȱ
ȱ
“Pushȱforȱequalȱaccessȱtoȱmaternityȱandȱpaternityȱleave,ȱonȬcampusȱchildȱcare,ȱandȱ
stoppingȱtheȱtenureȱclockȱforȱnewȱparents.”ȱ(Female,ȱWhite,ȱ20’s)ȱ ȱ
ȱ
“pushȱforȱchildȱcareȱonȱcampusȱandȱlongerȱtenureȱclocksȱforȱparents”ȱ(Female,ȱBiȱorȱ
Multiracial,ȱ30’s)ȱ
ȱ
“Pushȱforȱtheȱgreaterȱflexibilityȱinȱpursuingȱtenureȱthatȱisȱnowȱbeingȱdiscussedȱinȱtheȱ
ChronicleȱofȱHigherȱEdȱandȱelsewhere.ȱȱPushȱforȱgreaterȱflexibilityȱinȱcombiningȱraisingȱaȱ
familyȱandȱpursuingȱanȱacademicȱtenured/tenureȱtrackȱposition.ȱȱInformȱwomen”ȱ
(Female,ȱWhite,ȱ40’s)ȱ ȱ
ȱ
“Supportȱtheȱcreationȱofȱexplicitȱpoliciesȱonȱspousalȱhires.ȱSupportȱtheȱdevelopmentȱofȱ
explicitȱmaternityȱleaveȱandȱchildȱcareȱcollegeȱȬȱespeciallyȱatȱsmallerȱinstitutions,ȱwhereȱ
administrationsȱdeludeȱthemselvesȱthatȱtheseȱthingsȱcanȱbeȱhandledȱinformally.”ȱ(Male,ȱ
White,ȱ40’s)ȱ
ȱ
“Supportȱflexibilityȱinȱtimeȱinȱgraduateȱschoolȱandȱtimeȱtoȱtenureȱforȱbothȱmenȱandȱ
women,ȱsupportȱpaternityȱasȱwellȱasȱmaternityȱleaves”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱ
“Supportȱpostdocsȱandȱwritingȱgrantsȱthatȱdoȱnotȱrequireȱresidency,ȱhelpingȱpeopleȱliveȱ
whereverȱtheyȱneedȱtoȱbeȱwhileȱonȱleave.”ȱ(Female,ȱWhite,ȱ30’s)ȱ
ȱ
“Supportȱprogressiveȱfamilyȱleaveȱpolicies,ȱpartȱtimeȱtenureȱtrackȱoptions,ȱstopȬclocks,ȱ
andȱplentifulȱhighȱqualityȱchildcareȱoptions.”ȱ(Female,ȱWhite,ȱ30’s)ȱ
ȱ
“takingȱaȱstrongerȱstanceȱonȱmaternalȱleaveȱpolicy,ȱstoppingȱtenureȱclock,ȱbetterȱpartȱ
timeȱconditions,ȱequalȱpayȱforȱequalȱworkȱ(adjunctsȱmayȱbeȱpaidȱhalfȱwhatȱtenureȱtrackȱ
offersȱbutȱworkȱasȱhard)”ȱ(Female,ȱWhite,ȱ40’s)ȱ
ȱ
“tenureȱclocks,ȱworkȬlifeȱissues,ȱtimeȱforȱleaves”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱ
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“TheȱAAAȱcanȱlobbyȱuniversitiesȱtoȱprovideȱadequateȱchildȱcareȱandȱflexibleȱteachingȱ
schedulesȱtoȱaccommodateȱobligationsȱ(includingȱchildcareȱorȱelderȱcareȱthatȱpreventsȱ
teachingȱatȱnight).”ȱ(Female,ȱWhite,ȱ30’s)ȱ
ȱ
“TheȱAAAȱmightȱconsiderȱofferingȱscholarshipsȱforȱworkingȱparents,ȱbecauseȱIȱbelieveȱ
thatȱraisingȱchildren,ȱmoreȱthanȱissuesȱofȱgenderȱdiscrimination,ȱareȱcriticalȱforȱmostȱofȱ
myȱcolleagues.”ȱ(Female,ȱMissingȱrace,ȱ30’s)ȱ
ȱ
“Theȱissueȱofȱchildȱcareȱandȱhomeȱresponsibilitiesȱfallingȱmoreȱheavilyȱonȱwomenȱcouldȱbeȱ
addressed.”ȱ(Female,ȱWhite,ȱ40’s)ȱ
ȱ
“Theȱmaternityȱissueȱthingȱisȱcriticalȱforȱjuniorȱfaculty,ȱespȱsinceȱitȱtakesȱsoȱlongȱtoȱgetȱ
thruȱgradȱschoolȱthatȱIȱamȱsureȱIȱamȱnotȱaloneȱinȱneedingȱadjustmentȱtoȱtenureȱclockȱorȱ
otherȱpolicies”ȱ(Female,ȱWhite,ȱ30’s)ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“Theȱprimaryȱblockȱtoȱwomenȇsȱadvancement,ȱIȱthink,ȱisȱtheȱeverȬincreasingȱproductivityȱ
demanded.ȱItȇsȱincreasinglyȱdifficultȱtoȱcombineȱfamilyȱandȱwork,ȱwhichȱaffectsȱwomenȱ
moreȱthanȱmen.”ȱ(Female,ȱWhite,ȱ60’s)ȱ
ȱ
“Theȱproblemȱisȱthatȱweȱareȱallȱidealistȱaboutȱmenȱsharingȱchildraisingȱwork,ȱbutȱitȱisnȇtȱ
happening.ȱAlso,ȱtotallyȱinadequateȱallowancesȱforȱbreastfeedingȱareȱmade.”ȱ(Male,ȱ
Declinedȱtoȱgiveȱrace,ȱ60’s)ȱ
ȱ
“Theȱtenureȱsystemȱneedsȱtoȱbeȱoverhauledȱb/cȱmanyȱwomenȱwillȱwantȱtoȱstartȱhavingȱ
childrenȱatȱexactlyȱtheȱsameȱmomentȱwhenȱtheyȱareȱsupposedȱtoȱbeȱmostȱproductiveȱinȱ
theirȱprofessionalȱlives.”ȱ(Female,ȱWhite,ȱ30’s)ȱ
ȱ
“Tooȱmanyȱprofessionalȱwomen,ȱincludingȱacademicsȱ&ȱanthropologists,ȱstillȱseeȱworkȱ
versusȱfamilyȱasȱeitherȬor,ȱandȱjumpȱshipȱ(ifȱfinanciallyȱableȱto)ȱwhenȱchildrenȱcomeȱ
along.ȱAAAȱmustȱchallengeȱthis.”ȱ(Female,ȱWhite,ȱ40’s)ȱ
ȱ
“tryȱtoȱencourageȱcollegesȱandȱuniversitiesȱtoȱreduceȱtheirȱ4ȱcourseȱperȱsemesterȱcourseȱ
loads”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱ
“Understandȱthatȱthereȱisȱmoreȱthanȱoneȱwayȱtoȱhaveȱaȱcareerȱpathȱandȱbeȱaȱsuccessfulȱ
anthropologist.ȱDareȱtoȱinnovateȱandȱtalkȱaboutȱtheseȱsalientȱissuesȱratherȱthanȱ
constantlyȱreinforcingȱstatusȱquo.”ȱ(Female,ȱWhite,ȱ30’s)ȱ
ȱ
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“unsure,ȱotherȱthanȱlobbyingȱforȱreductionȱinȱclassȱsizeȱatȱourȱlargeȱ2Ȭyearȱcollegeȱ
systems.”ȱ(Male,ȱWhite,ȱ60’s)ȱ
ȱ
“workȱforȱchangeȱinȱstructureȱofȱacademicȱcareerȱtrack.ȱȱWomenȱmustȱoftenȱlaunchȱ
careersȱandȱfamiliesȱatȱtheȱsameȱtime.ȱDualȱcareerȱissuesȱareȱcrucialȱhereȱtoo.ȱSpearheadȱ
effortsȱtoȱunionizeȱfaculty.”ȱ(Female,ȱOtherȱsingleȱrace,ȱ40’s)ȱ
ȱ
“Workingȱtoȱcreateȱdialogueȱaboutȱtheȱescalatingȱtenureȱexpectationsȱandȱhowȱthoseȱ
intersectȱwithȱotherȱlifeȱdemandsȱsoȱthatȱaȱoneȬsizeȬfitsȬallȱtenureȱclockȱdoesnȇtȱworkȱforȱ
manyȱpeople.”ȱȱȱ(Female,ȱWhite,ȱ30’s)ȱ
ȱ
“WorkȱonȱpromotingȱflexȬtimeȱandȱspousalȱhiresȱtoȱsupportȱacademicȱcouples.”ȱȱ(Male,ȱ
White,ȱ40’s)ȱ
ȱ
3.ȱȱ“GetȱItȱinȱWriting!”ȱ

Thisȱcategoryȱofȱresponsesȱcameȱinȱaȱcloseȱsecondȱforȱfrequencyȱwithȱtheȱ
categoryȱabove.ȱȱResponsesȱincludeȱtheȱneedȱforȱfurtherȱdocumentationȱandȱ
studyȱofȱcontinuingȱgenderȱ(andȱother)ȱdiscriminationȱandȱinequity.ȱ(74ȱ
responses)ȱ
ȱ
“aaaȱcanȱpromoteȱorȱhireȱsomeoneȱtoȱwriteȱanȱethnographyȱaboutȱwhatȱgenderȱrelationsȱ
inȱacademia.”ȱ(Female,ȱBiȱorȱMultiracial,ȱ50’s)ȱ ȱ
ȱ
“Analyzeȱtheȱstarȱsystemȱinȱitselfȱandȱasȱaȱmasculinistȱphenomenonȱanthropologically!”ȱ
(Female,ȱWhite,ȱ40’s)ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
“Byȱcontinuingȱtoȱcollectȱthisȱsortȱofȱinformationȱandȱmakingȱitȱavailableȱtoȱdeansȱandȱ
chairs.”ȱ(Female,ȱWhite,ȱ30’s)ȱ
ȱ
“ByȱprovidingȱaȱcrossȬinstitutionalȱcomparisonȱofȱbenefitsȱlikeȱflexibleȱdaycareȱandȱ
extendedȱtenureȱclocks,ȱasȱwellȱasȱshowingȱ*howȱmanyȱfacultyȱactuallyȱutilizeȱthem*.”ȱ
(Female,ȱWhite,ȱ30’s)ȱ
ȱ
“byȱpublicizingȱtheȱresultsȱofȱsurveysȱlikeȱthis”ȱ(Male,ȱWhite,ȱ60’s)ȱ
ȱ
“Byȱpublishingȱfiguresȱonȱsalaryȱbyȱgenderȱandȱrankȱforȱdepartmentsȱthroughoutȱtheȱ
country.”ȱ(Male,ȱWhite,ȱ60’s)ȱ
ȱ
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“Byȱpublishingȱsalaryȱdataȱofȱmenȱversusȱwomenȱacrossȱallȱranks,ȱespeciallyȱinȱaȱsurveyȱ
thatȱincludesȱthingsȱsuchȱasȱnumberȱofȱpublicationsȱandȱnumberȱofȱexternalȱgrantsȱ
(otherwiseȱtheȱmenȱjustȱsayȱthatȱwomenȱmustȱbeȱperformingȱatȱaȱlowerȱlevel).ȱAnd,ȱasȱI”ȱ
(Female,ȱWhite,ȱ50’s)ȱ ȱȱȱ
ȱ
“Byȱreportingȱtheȱstatisticsȱacrossȱdepartments.”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱ
“collectȱ&ȱpublishȱstatsȱonȱsalaries,ȱpositions,ȱrank,ȱetcȱbyȱtypeȱofȱinstit/dept/genderȱkeepȱ
askingȱtheseȱsurveyȱQȇsȱandȱfollowingȱupȱtoȱunderstandȱhowȱgenderȱaffectsȱfacultyȱinȱ
anthro,ȱtoȱkeepȱissue”ȱ(Female,ȱWhite,ȱ30’s)ȱ
ȱ
“Collectȱthisȱsortȱofȱinfo”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱ
“Collectingȱdataȱlikeȱthisȱandȱthenȱdisseminatingȱresultsȱwidely,ȱincludingȱtoȱthoseȱofȱusȱ
toȱparticipatedȱinȱtheȱsurvey.”ȱ(Female,ȱWhite,ȱ40’s)ȱȱȱ
ȱ
“Conductȱandȱpublishȱresearchȱaboutȱgenderȱissuesȱinȱhigherȱeducation.”ȱ(Female,ȱ
Declinedȱtoȱgiveȱrace,ȱ50’s)ȱ
ȱ
“conductȱstudiesȱofȱsalaryȱbyȱgender,ȱethnicityȱandȱyearsȱofȱservice”ȱ(Female,ȱWhite,ȱ
60’s)ȱȱȱ
ȱ
“continuingȱtoȱexposeȱandȱanalyzeȱproblemsȱofȱinequity”ȱ(Female,ȱWhite,ȱ50’s)ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱȱȱȱȱ
“Continueȱtoȱactivelyȱpublishȱinformationȱaboutȱtheȱcareerȱpathsȱofȱmenȱandȱwomenȱ
(salaries,ȱhiring,ȱcompletionȱofȱdegrees).”ȱ(Female,ȱWhite,ȱ30’s)ȱ ȱȱȱȱ
ȱ
“Continueȱtoȱcollectȱdataȱaboutȱandȱemphasizeȱtheȱimportanceȱofȱgenderȱinȱourȱtraining,ȱ
workplace,ȱandȱprofessionalȱassociation.ȱConsiderȱhowȱclassȱandȱelitismȱcanȱblockȱ
professionalȱadvancement.”ȱ(Male,ȱWhite,ȱ40’s)ȱ
ȱ
“continueȱresearchȱonȱworkplaceȱconditions”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱ
“Continueȱsurveysȱofȱwomenȱlikeȱthisȱoneȱandȱdisseminateȱthemȱwidely.”ȱ(Female,ȱ
White,ȱ50’s)ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“Continueȱtoȱsupportȱresearchȱshowingȱwomenȇsȱexperiencesȱinȱtheȱacademicȱ
workplace.”ȱ(Female,ȱWhite,ȱ30’s)ȱ ȱ
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ȱȱȱȱȱȱȱȱȱȱ
“Convinceȱmaleȱfacultyȱthatȱgenderȱequityȱdoesȱnotȱexistȱyet.ȱTheȱfacultyȱinȱmyȱ
departmentȱdonȇtȱgetȱit.”ȱ(Female,ȱWhite,ȱ30’s)ȱȱȱȱȱȱȱ
ȱ
“Coordinateȱourȱethnographicȱexpertiseȱtoȱmapȱandȱpublicizeȱtheȱmechanismsȱthatȱ
promoteȱandȱdetractȱfromȱtheseȱgoals.”ȱ(Female,ȱWhite,ȱ40’s)ȱȱȱȱȱ
ȱ
“dataȱonȱtypeȱofȱinstitutionȱthatȱareȱgenderȱequitable.”ȱ(Female,ȱAsian,ȱ40’s)ȱ ȱ
ȱ
“Disseminateȱmoreȱprofessionalȱstatisticsȱtheȱwayȱtheȱhistoryȱassociationȱdoesȱtoȱallowȱ
greaterȱcomparison.”ȱ(Male,ȱWhite,ȱ40’s)ȱ
ȱ
“documentȱtheȱinequities.ȱȱPublicizeȱtheȱresults.”ȱ(Female,ȱWhite,ȱ40’s)ȱ
ȱȱ
“Giveȱwomenȱandȱmenȱaccurateȱinformationȱonȱworkingȱconditionsȱinȱtheȱfieldȱandȱinȱtheȱ
university.”ȱ(Male,ȱBiȱorȱMultiracial,ȱ60’s)ȱȱ
ȱ
“Iȱamȱnotȱsure,ȱmaybeȱmakeȱtheȱresultsȱofȱthisȱsurveyȱavailableȱtoȱallȱinstitutions.”ȱ
(Female,ȱWhite,ȱ30’s)ȱ
ȱ
“Iȱsupposeȱtheseȱsurveysȱareȱaȱwayȱtoȱstart,ȱyouȱgetȱfeedbackȱfromȱtheȱbase.”ȱ(Male,ȱ
White,ȱ40’s)ȱ
ȱ
“IȱthinkȱthatȱtheȱmostȱimportantȱthingȱthatȱAAAȱcanȱdoȱisȱdocumentȱandȱpublicizeȱ
instancesȱofȱinequitableȱconditions,ȱsoȱthatȱtheseȱthingsȱareȱnotȱrenderedȱinvisible.”ȱ
(Female,ȱWhite,ȱ40’s)ȱ ȱ
ȱ
“Investigateȱworkingȱconditionsȱandȱmakeȱavailableȱtheȱfindingsȱtoȱadministrators,ȱ
facultyȱsenates,ȱandȱprofessors.”ȱ(Female,ȱBlackȱorȱAfricanȬAmerican,ȱ50’s)ȱ ȱ
ȱȱȱ
“ItȱstartsȱinȱgraduateȱschoolȱandȱIȱstrongly,ȱstronglyȱurgeȱyouȱtoȱorganizeȱaȱȱselfȬstudyȱ
byȱanthropologyȱdepartmentsȱofȱhowȱtheyȱprotectȱtheirȱU.S.ȱminorityȱdoctoralȱstudentsȱ
fromȱracismȱ(andȱsexism)ȱbyȱwhiteȱfaculty,ȱparticularlyȱthoseȱwhoȱteachȱinȱbiolo”ȱ(Male,ȱ
Asian,ȱ50’s)ȱ ȱ
ȱ
“Keepȱgettingȱandȱdisseminatingȱgoodȱdata”ȱ(Male,ȱWhite,ȱ40’s)ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱ
ȱ
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“Keepȱonȱspeakingȱtruth,ȱbeingȱcurious,ȱraisingȱquestions,ȱseekingȱinformation.”ȱ(Male,ȱ
White,ȱ60’s)ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
ȱ“Keepȱtakingȱstockȱofȱstatistics.”ȱ(Female,ȱWhite,ȱ40’s)ȱ ȱ
ȱ
“Keepȱtellingȱmenȱthatȱharassmentȱandȱseductionȱareȱcompletelyȱunacceptable.ȱAndȱ
neitherȱtrophiesȱnorȱfunny.”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱȱȱȱ
“Keepȱtheȱfactsȱandȱdataȱofȱdiscriminationȱoutȱthere.ȱDonȇtȱletȱchillyȱclimatesȱbecomeȱ
ȈwomenȇsȈȱorȱȈminorityȈȱissues.”ȱ(Female,ȱWhite,ȱ40’s)ȱ
ȱ
“makeȱsalariesȱmoreȱvisible”ȱ(Female,ȱBiȱorȱMultiracial,ȱ30’s)ȱ
ȱ
“Moreȱresearchȱshouldȱbeȱdoneȱtoȱdemonstrateȱthatȱthisȱstillsȱexistsȱwithinȱacademiaȱandȱ
withinȱinstitutions.”ȱ(Female,ȱBiȱorȱMultiracial,ȱ20’s)ȱ
ȱ
“PerhapsȱbroadȱFGDs,ȱsurveys,ȱetc.ȱthatȱhighlightȱgend”ȱ(Female,ȱWhite,ȱ30’s)ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱ
ȱ
“Perhapsȱbyȱsolicitingȱmoreȱopenȱendedȱandȱflexibleȱquestionsȱinȱyourȱsurvey?!!ȱTheȱ
assumptionȱthatȱyouȱhaveȱaȱfullyȱemployedȱsurveyȱpopulationȱmakesȱmyȱeyesȱpopȱout.”ȱ
(Female,ȱWhite,ȱ40’s)ȱ
ȱ
“PerhapsȱdiscussȱcasesȱinvolvingȱgenderȱdiscriminationȱmoreȱoftenȱinȱtheȱAAAȱ
newsletter.”ȱ(Female,ȱWhite,ȱ40’s)ȱ
ȱ
“perhapsȱdoingȱanthropologicalȱstudiesȱofȱworkingȱconditionsȱandȱpublicizingȱtheȱ
results”ȱ(Female,ȱWhite,ȱ30’s)ȱ ȱ
ȱ
“Pleaseȱshowȱusȱtheȱresultȱofȱthisȱsurvey.ȱItȱwillȱhelpȱusȱunderstandȱtheȱgeneralȱtendencyȱ
ofȱtheȱworkingȱconditionsȱandȱourȱsituation.”ȱ(Male,ȱAsian,ȱ60’s)ȱȱȱȱ
ȱ
“Promoteȱandȱpublishȱmoreȱresearchȱonȱsubtleȱeffectsȱofȱgenderȱdiscriminationȱinȱ
academicȱandȱappliedȱsettings.”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱȱȱ
“provideȱinfoȱtoȱallȱdeptȱchairsȱonȱgenderȱinequities.”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱ
“Provideȱratingsȱofȱequitableȱandȱcollegialȱworkingȱconditionsȱbyȱinstitution.”ȱ(Male,ȱ
White,ȱ30’s)ȱ



ȱ

ȱ

137

ȱ
“Providingȱinformationȱtoȱinstitutionsȱonȱsalaryȱequity,ȱrankȱequity,ȱetc.ȱwithȱwhichȱtoȱ
changeȱtheȱsystem.”ȱ(Male,ȱWhite,ȱ50’s)ȱ
ȱ
“Publicizeȱinequityȱissues”ȱ(Female,ȱDeclinedȱtoȱgiveȱrace,ȱ40’s)ȱ
ȱ
“Publishȱaȱlistȱofȱcommonlyȱfeltȱdiscriminations,ȱsuchȱasȱwomenȱcolleaguesȱbeingȱheldȱtoȱ
higherȱstandardsȱinȱtenureȱandȱawardȱdecisions.ȱResearchȱandȱpublishȱskewingȱofȱ
universi”ȱ(Female,ȱWhite,ȱ60’s)ȱ
ȱ
“Publishȱ(andȱadvertise)ȱdataȱrelevantȱtoȱthisȱcause.ȱȱOnȱsalaries,ȱonȱteachingȱevals,ȱetc.ȱȱ
Iȇveȱalsoȱheardȱthatȱwomenȇsȱsalariesȱareȱlowerȱlargelyȱdueȱtoȱfailureȱtoȱnegotiate.ȱȱIȱneedȱ
toȱhaveȱclearerȱsalaryȱdataȱavailableȱtoȱmeȱsoȱthatȱIȱcanȱbestȱnegotia”ȱ(Female,ȱWhite,ȱ
30’s)ȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
“publishȱdataȱonȱpay,ȱtenureȱforȱcomparison”ȱ(Female,ȱBiȱorȱMultiracial,ȱ30’s)ȱ
ȱȱȱȱ
“publishȱpapersȱonȱhowȱdiscriminationȱworks”ȱ(Female,ȱWhite,ȱ60’s)ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“Publishȱtheȱresultsȱofȱsurveysȱonȱgenderȱdataȱinȱhiringȱinȱtypesȱofȱschools,ȱinȱranksȱ
(visiting,ȱpartȬtime,ȱasst,ȱassoc,ȱprof),ȱandȱsalaryȱbasedȱonȱtheseȱcategoriesȱandȱgender.”ȱ
(Female,ȱWhite,ȱ50’s)ȱ
ȱ
“publishȱupȱtoȱdateȱdataȱonȱsalariesȱbrokenȱdownȱbyȱinstitutionȱtypeȱandȱgenderȱsoȱthatȱ
weȱcanȱuseȱitȱinȱourȱargumentsȱwithȱdeansȱandȱothersȱforȱsalaryȱadjustmentsȱbasedȱonȱ
equityȱconsiderations”ȱ(Male,ȱWhite,ȱ30’s)ȱ ȱ
ȱ
“Publishȱwidelyȱtheȱresultsȱofȱthisȱsurveyȱandȱothersȱofȱsimilarȱcontent.”ȱ(Female,ȱWhite,ȱ
60’s)ȱ ȱ
ȱ
“Publishingȱclear,ȱsubstantialȱanalysesȱofȱgenderȱandȱracialȱȈequityȈȱissuesȱ(probablyȱ
fundingȱtheȱresearchȱasȱwell)”ȱ(Male,ȱWhite,ȱ60’s)ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ“Rateȱdepartmentsȱsoȱthatȱapplicantsȱcanȱbeȱbetterȱinformedȱofȱconditions.”ȱ(Female,ȱ
Declinedȱtoȱgiveȱrace,ȱ40’s)ȱ
ȱ
“Publishȱsurveyȱresults.ȱPerhapsȱanȱexposéȱinȱANȱaboutȱtheȱbrutalityȱofȱtheȱmarket,ȱ
gender,ȱetcȱbasedȱonȱinterviewsȱwithȱscholars.”ȱ(Female,ȱWhite,ȱ30’s)ȱ
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ȱ
“Research,ȱcarefully,ȱandȱpublication.ȱAAAȱforums.”ȱ(Male,ȱWhite,ȱ40’s)ȱ ȱ
ȱ
“Reviveȱaffirmativeȱactionȱandȱreportingȱfromȱdepartmentsȱonȱtheirȱsearches.ȱInȱotherȱ
words,ȱdoȱwhatȱusedȱtoȱbeȱrequiredȱofȱallȱschoolsȬȬandȱdoȱitȱforȱraceȱandȱethnicityȱasȱwellȱ
asȱgender.”ȱ(Female,ȱWhite,ȱ60’s)ȱ
ȱ
“Sexismȱisȱnotȱdead.ȱAAAȱhasȱnotȱdoneȱanythingȱinȱaȱlongȱtimeȱtoȱpromoteȱbetterȱ
workingȱconditionsȱforȱwomen,ȱonceȱweȱhaveȱjobs.ȱFacultyȱstillȱneedȱtoȱbeȱeducatedȱaboutȱ
discriminationȱofȱallȱforms.”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱ
“Simplyȱbyȱkeepingȱupȱawareness,ȱperhapsȱfeaturingȱsignalȱcasesȱofȱsex/raceȱ
discriminationȱorȱharassmentȱinȱtheȱAAAȱnewsletter.”ȱ(Male,ȱWhite,ȱ40’s)ȱ ȱ
ȱ
“surveysȱsuchȱasȱthis?”ȱ(Male,ȱWhite,ȱ50’s)ȱ
ȱ
“Surveys”ȱ(Female,ȱWhite,ȱ40’s)ȱ
ȱ
“Takeȱaȱrandomȱselectionȱofȱfacultyȱmembersȱandȱprofileȱthemȱ(evenȱifȱanonymously)ȱ
aboutȱtheirȱachievements,ȱprofessionalȱadvancements,ȱsalaryȱetc.ȱKnowingȱwhatȱisȱbeingȱ
givenȱtoȱallȱpromotesȱequity.”ȱ(Female,ȱWhite,ȱ50’s)ȱȱ
ȱ
“regularȱsurveysȱofȱconditionsȱsuchȱasȱthisȱ(whichȱoughtȱbeȱappreciatedȱasȱaȱformȱofȱ
anthroȱresearchȱonȱuni.ȱculture)”ȱ(Male,ȱWhite,ȱ50’s)ȱ ȱ
ȱ
“Theȱbestȱhelpȱiȱcanȱthinkȱofȱisȱbyȱprovidingȱaccurateȱdataȱonȱjobȱconditions.”ȱ(Male,ȱ
White,ȱ60’s)ȱ
ȱȱȱȱ
“TheȱmostȱimportantȱserviceȱofȱtheȱAAAȱisȱtoȱproduceȱannualȱstatisticsȱonȱtheȱpoolȱofȱ
availableȱPhDsȱbyȱgenderȱandȱsubfieldȱasȱwellȱasȱdataȱonȱemployment.ȱThisȱneedsȱtoȱbeȱ
doneȱyearly.”ȱ(Male,ȱWhite,ȱ30’s)ȱ
ȱȱȱ
“ThisȱkindȱofȱsurveyȱhelpsȱȬȱitȱasksȱtheȱrightȱquestions.”ȱ(Male,ȱWhite,ȱ40’s)ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“Thisȱkindȱofȱresearchȱshouldȱbeȱusefulȱinȱidentifyingȱgenderȱdifferencesȱamongȱfaculty.”ȱ
(Female,ȱWhite,ȱ40’s)ȱ
ȱȱȱȱȱȱ
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“Trackȱhowȱmanyȱmenȱandȱwomenȱareȱinȱwhatȱpositionsȱatȱvariousȱinstitutions.”ȱ
(Female,ȱWhite,ȱ40’s)ȱ
ȱ
“unsureȱbutȱsurveysȱlikeȱthisȱcanȱdocumentȱworkingȱconditionsȱwhichȱisȱfirstȱstepȱinȱ
promotingȱmoreȱequityȱinȱtheȱacademicȱworkplace.”ȱ(Female,ȱWhite,ȱ40’s)ȱ
ȱ
“WeȱjustȱneedȱtoȱstayȱonȱtopȱofȱȈchillyȱclimateȈȱissuesȱandȱnotȱthinkȱthatȱeverythingȱhasȱ
beenȱsettled.ȱPartsȱofȱacademeȱareȱstillȱunfriendly;ȱeternalȱvigilance!”ȱ(Female,ȱWhite,ȱ
50’s)ȱ
ȱȱȱ
“whyȱnotȱtryȱethnographyȱratherȱthanȱsurveys?”ȱ(Male,ȱWhite,ȱ60’s)ȱ ȱ
ȱ
“Whiteȱ[sic:ȱwrite]ȱpaper/statementȱonȱgenderȱandȱworkplace;ȱsendȱthisȱtoȱtheȱchronicleȱofȱ
higherȱed”ȱ(Female,ȱWhite,ȱ30’s)ȱ
ȱ
4.ȱȱ“ShowȱMeȱtheȱWay”ȱ

Thisȱcategoryȱincludesȱresponsesȱwhichȱexpressȱaȱdesireȱforȱspecific,ȱpolicyȱ
andȱleadershipȱorientedȱresources.ȱȱSomeȱexamplesȱincludeȱuniformȱdisciplinaryȱ
standards,ȱsampleȱpolicies,ȱspecificȱtrainings/workshops,ȱandȱbestȱpracticesȱ
distributedȱbyȱtheȱAAA.ȱ(59ȱresponses)ȱ
ȱ
“AAAȱcanȱencourageȱinstitutionsȱtoȱfollowȱguidelinesȱforȱtransparencyȱinȱexpectationsȱ
forȱtenureȱandȱpromot.ȱandȱtrackȱgenderȱinȱtenureȱandȱpromotion.”ȱ(Female,ȱWhite,ȱ30’s)ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
“AAAȱcanȱmakeȱuniversitiesȱaccountable.ȱItȱcanȱprovideȱaȱsetȱofȱcriteriaȱforȱdepartmentsȱ
toȱfollowȱandȱsupportȱitsȱmembersȱwhenȱissuesȱcomeȱup.”ȱ(Female,ȱOtherȱsingleȱrace,ȱ
30’s)ȱ
ȱ
“Anthropologistsȱareȱnotȱusuallyȱtheȱproblemȱ(exceptȱolderȱmaleȱcolleaguesȱwhoȱthinkȱ
theyȇreȱfeminists);ȱmaybeȱAAAȱcouldȱprovideȱsomeȱsuggestionsȱforȱNONȬanthropologicalȱ
administrators.”ȱ(Female,ȱMissingȱrace,ȱ40’s)ȱ
ȱ
“Byȱcontestingȱauditȱpracticesȱandȱunfairȱpromotionȱandȱtenureȱprocedures.”ȱ(Female,ȱ
Declinedȱtoȱgiveȱrace,ȱ50’s)ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
“Byȱengagingȱinȱaȱdiscussionȱonȱperformanceȱstandardsȱwhichȱareȱoutdated.”ȱ(Female,ȱ
White,ȱ50’s)ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
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“Byȱexplicitȱpublicationsȱandȱdiscussionsȱaboutȱhowȱdepartmentsȱshouldȱbeȱrun;ȱ
decisionȬmakingȱprotocols,ȱetc.”ȱ(Female,ȱOtherȱsingleȱrace,ȱMissingȱage)ȱ
ȱ
“Byȱpromotingȱsomeȱsortȱofȱsetȱofȱguidelinesȱorȱrulesȱforȱsearchȱcommitteesȱtoȱkeepȱinȱ
mindȱwhenȱhiringȱforȱnewȱpositions.”ȱ(Male,ȱOtherȱsingleȱrace,ȱ30’s)ȱ
ȱ
“castingȱaȱlightȱonȱactualȱpractices”ȱ(Male,ȱWhite,ȱ60’s)ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
“Clearȱpoliciesȱtoȱshareȱwithȱallȱinstitutions”ȱ(Female,ȱWhite,ȱ40’s)ȱ
ȱ
“clearlyȱdefiningȱwhatȱitȱseesȱasȱminimalȱtimeȱforȱresearch,ȱteaching,ȱandȱserviceȱwork,ȱsoȱ
thatȱinstitutionsȱcanȱbeȱchallengedȱwhenȱtheyȱexceedȱthose.”ȱ(Male,ȱBiȱorȱMultiracial,ȱ
30’s)ȱ ȱ
ȱ
“compriseȱaȱcodeȱofȱethicsȱforȱtheȱtreatmentȱofȱjuniorȱfaculty,ȱnoȱscreaming,ȱbullying,ȱ
physicalȱorȱsexualȱabuse,ȱnoȱserviceȱburdensȱthatȱputȱthemȱinȱconflictȱwithȱseniorȱfacultyȱ
andȱadministration”ȱ(Female,ȱWhite,ȱ30’s)ȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
“continueȱtoȱdevelopȱandȱdisseminateȱpolicyȱpertainingȱtoȱthisȱissue”ȱ(Female,ȱWhite,ȱ
30’s)ȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
“createȱrecommendationsȱforȱuniversitiesȱandȱotherȱinstitutions?”ȱ(Female,ȱWhite,ȱ30’s)ȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
“DevelopȱanȱevidenceȬbasedȱpractice,ȱstrategy,ȱorȱdeviceȱthatȱdampensȱegotism”ȱ(Male,ȱ
White,ȱ50’s)ȱ ȱ
ȱ
“DevelopȱȈanthropologyȈȱstandardȱsalaryȱandȱT&Pȱguidelinesȱthatȱinstitutionsȱcouldȱ
reference.”ȱ(Female,ȱWhite,ȱ40’s)ȱ
ȱ
ȱ“DevelopȱguidelinesȱȬȱwhichȱweȱcanȱshareȱwithȱourȱadministrationȱ(particularly).ȱManyȱ
smallerȱuniversityȱadministratorsȱareȱfailedȱacademicsȱandȱjustȱhaveȱnoȱidea.”ȱ(Female,ȱ
Declinedȱtoȱgiveȱrace,ȱ60’s)ȱ
ȱ
“Developingȱpolicyȱtemplatesȱthatȱnewerȱuniversitiesȱcanȱuse,ȱregardingȱgraduateȱ
studentȱpolicies,ȱresearchȱpolicies,ȱetc.”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱ
“Disseminateȱinformationȱaboutȱissuesȱsuchȱasȱmentoringȱjuniorȱfacultyȱandȱdevelopingȱ
effectiveȱwaysȱofȱsupportingȱtheirȱresearchȱandȱwriting.”ȱ(Female,ȱWhite,ȱ40’s)ȱ ȱ
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ȱ
“Educateȱadministratorsȱonȱinstitutionalȱpatternsȱofȱdiscrimination.”ȱ(Female,ȱWhite,ȱ
50’s)ȱ ȱȱȱ
ȱ
“Enactȱguidelines/codeȱofȱethicsȱforȱacademicȱdepartments”ȱ(Male,ȱWhite,ȱ30’s)ȱ
ȱ
“exposeȱinequalities;ȱprovideȱinformationȱonȱhowȱtoȱsolveȱthese”ȱ(Female,ȱWhite,ȱ50’s)ȱ ȱ
ȱ
“Genderȱsensitivityȱ&ȱconflictȱresolutionȱtrainingȱforȱall”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱ
“hardȱtoȱsay;ȱitȇsȱusuallyȱupȱtoȱtheȱindividualȱinstitutionsȱandȱdepartments.ȱPerhapsȱ
someȱmodelsȱforȱmentoring.”ȱ(Female,ȱWhite,ȱ60’s)ȱ
ȱ
“Iȱcanȱbenefitȱfromȱanyȱsuggestionsȱonȱhowȱtoȱmaximizeȱacademicȱachievementȱandȱbeȱofȱ
serviceȱtoȱothersȱatȱtheȱsameȱtime.ȱEvenȱsomethingȱsimpleȱlikeȱaȱweeklyȱscheduleȱofȱ
someoneȱwhoȱhasȱfiguredȱitȱout”ȱ(Female,ȱBiȱorȱMultiracial,ȱ60’s)ȱ
ȱ
“Iȱcanȱuseȱresourcesȱthatȱrelateȱtoȱbenchmarksȱandȱexpectationsȱinȱotherȱsmallȱcolleges.”ȱ
(Female,ȱWhite,ȱ50’s)ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“Iȱdonȇtȱknow.ȱMaybeȱfeatureȱarticlesȱaboutȱsomeȱofȱtheȱbetterȱdepartments?”ȱ(Female,ȱ
White,ȱ30’s)ȱ ȱ
ȱ
“IȱthinkȱAAAȱshouldȱadvocateȱbestȱpracticesȱinȱtheȱworkplace.ȱȱȱTheȱmuseumȱassociationȱ
doesȱthisȱthroughȱaȱseriesȱofȱlegalȱandȱhumanȱresourcesȱworkshops,ȱasȱwellȱasȱworkshopsȱ
onȱgovernanceȱthatȱhelpȱmuseumȱprofessionalsȱdealȱwithȱnonȬprofitȱbroadsȱandȱthei”ȱ
(Female,ȱBiȱorȱMultiracial,ȱ50’s)ȱȱ
ȱ
“Iȱthinkȱdepartmentalȱchairsȱcouldȱbeȱinvolvedȱinȱworkshopsȱatȱtheȱannualȱmeetingsȱthatȱ
aimedȱatȱthisȱtopic.ȱChairsȱareȱveryȱimportantȱinȱsettingȱtheȱtone.ȱIȱamȱalsoȱresearchingȱ
thisȱtopicȱnowȱforȱNSF!”ȱ(Female,ȱWhite,ȱ60’s)ȱ
ȱ
“Inȱprovidingȱguidelinesȱinȱwhatȱtoȱlookȱforȱanȱacademicȱmentor.ȱAlso,ȱasȱIȱjuniorȱfacultyȱ
memberȱIȱthinkȱitȱwouldȱbeȱhelpfulȱtoȱgetȱguidanceȱinȱapplyingȱforȱlargeȱresearchȱgrants.”ȱ
(Female,ȱWhite,ȱ40’s)ȱ
ȱ
“IssuingȱanȱupȬtoȬdateȱstatementȱaboutȱwhatȱtheȱAAAȱseesȱasȱequitableȱandȱcollegialȱ
workingȱconditionsȱwouldȱbeȱveryȱhelpful.ȱȱGreaterȱspecificityȱ(i.e.ȱnamingȱorȱdescribingȱ
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ȈgoodȈȱandȱȈbadȈȱsituations/behavior)ȱisȱextremelyȱhelpfulȱtoȱjuniorȱfaculty.”ȱ(Female,ȱ
White,ȱ30’s)ȱ ȱȱȱ
ȱ
“ItȱwouldȱbeȱgreatȱifȱCOSWAȱcouldȱexertȱoversightȱandȱpeerȱpressure,ȱnotȱjustȱcensure,ȱ
byȱsurveyingȱdepartmentsȱonȱhiring,ȱpromotion,ȱandȱfamilyȱbenefitȱhistories”ȱ(Female,ȱ
White,ȱ50’s)ȱ
ȱ
“Keepȱprovidingȱinformationȱofȱgenderȱissuesȱtoȱdepartments;ȱprovidingȱaȱcurriculumȱ
thatȱcouldȱbeȱusedȱinȱaȱproseminarȱforȱgraduateȱstudentsȱenteringȱtheȱfield.”ȱ(Male,ȱ
Declinedȱtoȱgiveȱrace,ȱ50’s)ȱ
ȱ
“listȱofȱrecommendations”ȱ(Female,ȱWhite,ȱ40’s)ȱ
ȱ
“Makeȱusȱawareȱofȱsituationsȱandȱissuesȱofȱwomenȱinȱacademiaȱsoȱweȱcanȱlearnȱfromȱ
them;ȱpromoteȱopportunitiesȱforȱcontinuingȱeducation,ȱworkshops,ȱetc.,ȱand.”ȱ(Female,ȱBiȱ
orȱMultiracial,ȱ30’s)ȱ ȱȱȱȱȱȱȱȱȱ
ȱ
“maybeȱpublicizingȱbestȱpractices?”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱ
“Offerȱeducationȱonȱmentoringȱandȱadministeringȱotherȱfacultyȱmembers.”ȱ(Female,ȱ
White,ȱ60’s)ȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
“Perhapsȱbyȱofferingȱworkshopsȱledȱbyȱseniorȱfacultyȱtoȱjuniorȱfacultyȱandȱgradȱstudentsȱ
aboutȱtheȱchallengesȱnewȱprofessionalsȱwillȱface,ȱandȱstrategiesȱforȱdealingȱwithȱthoseȱ
challenges.”ȱ(Male,ȱWhite,ȱ50’s)ȱ
ȱ
“Promoteȱtransparentȱstandardsȱofȱpromotionȱandȱmeritȱandȱaccountability.ȱNoȱsecrecy.”ȱ
(Female,ȱWhite,ȱ60’s)ȱ
ȱ
“ProvideȱȈbestȱpracticesȈȱpolicyȱforȱuniversityȱdayȱcare?”ȱ(Female,ȱWhite,ȱ60’s)ȱ
ȱ
“Provideȱfacultyȱwithȱlistsȱofȱwhatȱtheyȱshouldȱbeȱexpectedȱtoȱdoȱasȱpartȱofȱtheȱconditionsȱ
ofȱemployment.ȱMaybeȱanȱinformationȱsessionȱeachȱyearȱforȱsensitivityȱtrainingȱforȱ
chairs.”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱ
“Provideȱguidelinesȱforȱtenureȱandȱpromotion”ȱ(Female,ȱWhite,ȱ30’s)ȱ
ȱ
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“provideȱmodels/examplesȱofȱhowȱotherȱinstitutionsȱhaveȱsuccessfullyȱcreatedȱ
sociology/anthropologyȱdepartmentsȱthatȱdoesnȇtȱprivilegeȱtheȱsociologists”ȱ(Female,ȱ
White,ȱ40’s)ȱ
ȱ
“providingȱaȱforumȱforȱpeopleȱtoȱshareȱideasȱandȱexperiences”ȱ(Female,ȱWhite,ȱ50’s)ȱ ȱ
ȱ
“publishȱonȱhowȱdepts.ȱworkȱthatȱhaveȱcollegialȱworkingȱconditions.”ȱ(Female,ȱWhite,ȱ
60’s)ȱ
ȱ
“Recommendȱaȱsalaryȱscaleȱbyȱrankȱforȱclusteringsȱofȱpeerȱinstitutionsȱandȱcriteriaȱ
correlatedȱwithȱthem”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱ
“strategicȱideasȱaboutȱissuesȱlikeȱnegotiationȱforȱsalaryȱandȱresearchȱsupport,ȱetc.ȱwouldȱ
beȱhelpful.”ȱ(Female,ȱWhite,ȱ60’s)ȱ ȱ
ȱ
“SendȱoutȱguidelinesȱforȱcomportmentȱtoȱallȱmembersȱofȱtheȱAAA,ȱespeciallyȱdeptȱchairsȱ
andȱaskȱthemȱtoȱintroduceȱcodesȱofȱproperȱconductȱatȱdeptȱmeetings.”ȱ(Female,ȱWhite,ȱ
40’s)ȱ
ȱ
“SharingȱȈbestȱpracticesȈȱinȱstemmingȱorȱilluminatingȱsexismȱinȱtheȱacademy.”ȱ(Female,ȱ
White,ȱ50’s)ȱ ȱ
ȱ
“STANDARDȱPOLICIESȱFORȱANNUALȱEVALUATION,ȱFACULTYȱ
MENTORING”ȱ(Female,ȱDeclinedȱtoȱgiveȱrace,ȱ30’s)ȱ ȱ
ȱ
“Teachȱwomenȱtheȱskillsȱtheyȱneed....supervisingȱstaff,ȱconflictȱresolution....”ȱ(Female,ȱ
White,ȱ50’s)ȱ ȱ
ȱ
“TheȱAAAȱmightȱinvestigateȱ(orȱcompare)ȱhowȱuniversitiesȱdealȱwithȱtrailingȱspouseȱ
issues,ȱandȱotherȱȈpermanentȱresidentsȈȱwhoȱareȱnotȱtenureȬtrack.”ȱ(Female,ȱWhite,ȱ40’s)ȱ
ȱ
“Theȱbiggestȱthingȱisȱpushingȱforȱclearȱstandardsȱforȱevaluationȱofȱacademicȱwork.ȱInȱmyȱ
opinionȱmanyȱofȱtheȱwomenȱinȱmyȱdepartmentȱhaveȱachievedȱconsiderablyȱmoreȱthanȱtheȱ
men,ȱyetȱthisȱisȱnotȱrecognizedȱpublicly.”ȱ(Male,ȱBlackȱorȱAfricanȬAmerican,ȱ30’s)ȱ
ȱ
ȱ“trainingȱsessionsȱtoȱfacultyȱonȱinstitutionalȱpoliciesȱandȱevaluationȱproceduresȱthatȱtakeȱ
intoȱconsiderationȱgender.”ȱ(Female,ȱMissingȱrace,ȱ30’s)ȱȱ
ȱ
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“Workshops”ȱ(Female,ȱWhite,ȱ40’s)ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱ
“workshopsȱatȱAAAȇsȱaboutȱwhatȱtoȱexpectȱandȱhowȱwomenȱsurviveȱinȱacademiaȱforȱ
juniorȱfaculty/instructorsȱ(andȱevenȱseniorȱgraduateȱstudents)ȱgivenȱbyȱseniorȱwomenȱ
anthropologists”ȱ(Female,ȱWhite,ȱ30’s)ȱ
ȱ
“Workshopsȱforȱdepartmentȱchairs?”ȱ(Female,ȱWhite,ȱ30’s)ȱ
ȱ
“WorkshopsȱforȱgraduateȱstudentsȱaboutȱtheȱrealitiesȱofȱgenderedȬrelationshipsȱinȱtheȱ
worldȱofȱwork,ȱbothȱinsideȱandȱoutsideȱofȱacademia.ȱWorkshopsȱforȱdeptȱchairsȱonȱ
improvingȱworkplaceȱclimate.”ȱ(Female,ȱWhite,ȱ50’s)ȱ ȱ
ȱ
“Workshopsȱonȱgenderȱconsiderations/relationsȱinȱtheȱhiringȱprocess.”ȱ(Female,ȱWhite,ȱ
30’s)ȱ ȱ
ȱ
“Workshopsȱonȱgenderȱdynamicsȱinȱclassroomsȱheadedȱbyȱfemaleȱfacultyȱwouldȱbeȱmostȱ
helpful.”ȱ(Female,ȱWhite,ȱ30’s)ȱ
ȱ
5.ȱȱ“PeopleȱWhoȱLiveȱinȱGlassȱHouses”ȱ

ThisȱcategoryȱincludesȱresponsesȱwhichȱexpressedȱaȱneedȱforȱAAAȱtoȱchangeȱ
itselfȱfirst.ȱȱSampleȱchangesȱmayȱbeȱtoȱAAȱconferences,ȱstaff,ȱpolicies,ȱorȱ
procedures.ȱ(54ȱresponses)ȱ
ȱ
ȱ“AlsoȱAAAȱcanȱpromoteȱwomenȱinȱtheȱprofessionȱthroughȱaffirmativeȱactionȱpoliciesȱinȱ
termsȱofȱprofessionalȱconferenceȱpres”ȱ(Female,ȱWhite,ȱ40’s)ȱ ȱ
ȱ
“Assistȱinȱpullingȱwomenȱintoȱcommittees,ȱintoȱnetworkedȱsubgroups.ȱOneȱwayȱwouldȱ
beȱforȱmoreȱofȱtheȱsubȬorganizationsȱofȱAAAȱtoȱformȱnewsgroupsȱforȱallȱmembers.”ȱ
(Female,ȱWhite,ȱ60’s)ȱ ȱ
ȱ
“Byȱabandoningȱitsȱcurrentȱpolicies.ȱTheȱAAAȱhasȱbecomeȱaȱpoliticalȱasȱmuchȱasȱanȱ
academicȱenterprise,ȱandȱthatȱitȱrefusesȱtoȱrecognizeȱthisȱdevelopmentȱisȱquiteȱ
discouraging.”ȱ(Male,ȱWhite,ȱ60’s)ȱ
ȱ
“Byȱexampleȱandȱincorporatingȱsomeȱofȱtheȱaboveȱconcernsȱinȱyourȱprinciplesȱofȱethics,ȱasȱ
isȱdoneȱwithȱotherȱorganizations,ȱsuchȱasȱtheȱAIAȱ(archaeological.org),ȱwhereȱtreatmentȱ
ofȱcolleaguesȱisȱinclude”ȱ(Female,ȱWhite,ȱ60’s)ȱ
ȱ
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“ByȱfollowingȱnonȬdiscriminatoryȱpoliciesȱinȱitsȱownȱhiringȱpractices”ȱ(Male,ȱAsian,ȱ
30’s)ȱ
ȱ
“ByȱimprovingȱtheȱstructureȱandȱorganizationalȱleadershipȱofȱAAA.ȱBeforeȱtheȱAAAȱcanȱ
improveȱtheȱworkingȱconditionsȱelsewhere,ȱitȱneedsȱtoȱdoȱaȱbetterȱjobȱwithinȱitsȱownȱ
organization.”ȱ(Male,ȱWhite,ȱ40’s)ȱ ȱ
ȱ
“Byȱincludingȱmoreȱsessionsȱinȱtheȱgeneralȱmeetingsȱaimedȱatȱwomenȇsȱstudies/genderȱ
studies.”ȱ(Female,ȱWhite,ȱ30’s)ȱ
ȱ
“byȱmaintainingȱequalityȱwithinȱtheȱinstitution”ȱ(Female,ȱBiȱorȱMultiracial,ȱ50’s)ȱ
ȱ
“Byȱmodelingȱit.”ȱ(Female,ȱDeclinedȱtoȱgiveȱrace,ȱ50’s)ȱ
ȱȱȱȱȱȱ
“Byȱnotȱchargingȱsuchȱhighȱfeesȱforȱeverything.”ȱ(Female,ȱWhite,ȱ30’s)ȱȱȱȱ
ȱ
“Byȱsettingȱtheȱexampleȱwhenȱdealingȱwithȱissuesȱsuchȱasȱlabourȱdisputesȱatȱhotels.”ȱ
(Female,ȱWhite,ȱ20’s)ȱ
ȱ
“ByȱtheȱconstructiveȱpresenceȱofȱwomenȱinȱAAAȱpositionsȱandȱactivities.”ȱ(Female,ȱ
White,ȱ50’s)ȱ
ȱ
“Byȱworkingȱharderȱtoȱbe,ȱinfrastructurallyȱandȱpractically,ȱmoreȱinternationalȱinȱscopeȱ
andȱfunctioning.”ȱ(Female,ȱWhite,ȱ40’s)ȱ
ȱ
“ByȱworkingȱtoȱgetȱwomenȱinȱmoreȱpowerȱpositionsȱȬȱeditorsȱofȱtopȱjournals...”ȱ(Female,ȱ
White,ȱ40’s)ȱ ȱ
ȱ
“continueȱadvancingȱwomenȱintoȱrolesȱofȱpowerȱandȱinfluence”ȱ(Female,ȱWhite,ȱ30’s)ȱ ȱȱȱ
ȱ
“Continueȱtoȱexpectȱthatȱwomen,ȱstudents,ȱforeigners,ȱetc.ȱwillȱtakeȱleadershipȱroles.ȱIȱ
noticedȱonȱtheȱballotȱthatȱIȱcouldnȇtȱjustȱȈvoteȱforȱtheȱwomanȈȱȬȱandȱnoȱoneȱcouldȱdoȱtheȱ
reverse.ȱVeryȱslick.”ȱ(Female,ȱWhite,ȱ40’s)ȱ
ȱ
“Citationsȱareȱstillȱaȱmajorȱwayȱinȱwhichȱwomenȇsȱresearchȱcanȱbeȱbarredȱfromȱhavingȱaȱ
significantȱimpactȱinȱtheȱdiscipline.ȱContinueȱtoȱmonitorȱtheȱgenderȬspecificȱcitationȱdataȱ
inȱAAAȱpublications.”ȱ(Female,ȱWhite,ȱ40’s)ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
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“COSWAȱandȱrelatedȱcommitteesȱworkingȱwith,ȱespecially,ȱtheȱofficeȱthatȱworksȱwithȱ
departmentsȱandȱinstitutions”ȱ(Male,ȱDeclinedȱtoȱgiveȱrace,ȱ60’s)ȱ
ȱ
“CraftȱaȱAAAȱpolicyȱstatementȱ(aȱlaȱtheȱAAUP)ȱsupportingȱcivility,ȱcollegialityȱandȱ
equity.”ȱ(Male,ȱWhite,ȱ40’s)ȱ
ȱ
“cutȱtheȱsingleȱmomsȱsomeȱslackȱonȱtheȱskyrocketingȱmembershipȱfees!”ȱ(Female,ȱ
AmericanȱIndianȱorȱNativeȱAlaskan,ȱ40’s)ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“DiscontinueȱtheȱElȬDoradoȬTaskȬForceȱtypeȱwitchȱhuntsȱandȱdonȇtȱmakeȱnarrow,ȱbiasedȱ
peopleȱlikeȱtheȱTedlocksȱorȱSusmanȱAAȱEditor.”ȱ(Male,ȱWhite,ȱ70’s)ȱ
ȱ
“Discourageȱsexism,ȱracism,ȱandȱelitismȱinȱtheȱAAA.”ȱ(Female,ȱWhite,ȱ60’s)ȱ
ȱ
“doȱaȱbetterȱjobȱofȱorganizingȱassociationȱmeetingsȱandȱhandlingȱconcernsȱofȱtheȱ
membership”ȱ(Male,ȱWhite,ȱ50’s)ȱ
ȱ
“DonȇtȱdistractȱeveryoneȱwithȱtonsȱofȱsurveysȱandȱnavelȱgazingȱaboutȱtheȱAAA.”ȱ(Male,ȱ
White,ȱ30’s)ȱ
ȱ
“EncourageȱrespectȱbyȱnotȱdecliningȱarticlesȱthatȱȈtrashȈȱthoseȱofȱdifferingȱviews.ȱȱWeȱ
canȱoftenȱlearnȱfromȱthoseȱwhoȱseemȱtoȱbeȱquiteȱdifferent.ȱRespectfulȱdisagreementȱshouldȱ
beȱencouraged.”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱ
“Findȱwayȱtoȱcreateȱconferenceȱpanelsȱthatȱdoȱnotȱrelyȱonȱnetworksȱofȱfriends.ȱMakeȱaȱ
prominent,ȱeasyȱtoȱuseȱspaceȱonȱtheȱwebsiteȱtoȱpostȱpanelȱannouncements.ȱShouldȱnotȱbeȱ
byȱsection.”ȱ(Female,ȱWhite,ȱ40’s)ȱ
ȱ
“IȱdidȱtryȱtoȱrequestȱsomeȱinformationȱfromȱAAAȱregardingȱloadsȱlastȱyearȱbutȱreceivedȱ
noȱresponseȱtoȱmyȱeȬmailȱqueries.”ȱ(Male,ȱBiȱorȱMultiracial,ȱ60’s)ȱ
ȱ
“iȱdonȇtȱknow.ȱȱitȱmayȱbeȱaȱgenerationalȱthing.ȱȱbutȱelectingȱwomenȱtoȱofficeȱandȱhavingȱ
themȱspeakȱforȱtheȱdisciplineȱisȱtheȱbestȱthingȱiȱcanȱthinkȱofȱforȱnow.”ȱ(Female,ȱWhite,ȱ
50’s)ȱ
ȱ
“Increaseȱtheȱnumberȱofȱwomenȱinȱhighȱstatusȱpositions.”ȱ(Female,ȱWhite,ȱ30’s)ȱ
ȱ
“Insureȱabilityȱtoȱparticipateȱinȱmeetingsȱforȱworkingȱparents.”ȱ(Female,ȱWhite,ȱ30’s)ȱ
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ȱ
“Itȱhasȱbecomeȱquiteȱtheȱcorporateȱmodel.ȱItȱreinforcesȱtheȱsameȱstarȱsystemȱandȱtheȱsameȱ
ideas.ȱItȱneedsȱtoȱseriouslyȱchallengeȱitselfȱandȱitsȱownȱhierarchicalȱstructure”ȱ(Female,ȱ
Otherȱsingleȱrace,ȱ30’s)ȱ
ȱ
“Itȱhasȱnotȱdoneȱmuchȱsoȱfar”ȱ(Male,ȱWhite,ȱ50’s)ȱ
ȱ
“Letȇsȱreduceȱtheȱelitismȱinȱtheȱfield,ȱwhetherȱmaleȱorȱfemale.ȱWhatȱaȱhypocriticalȱbunchȱ
ofȱpseudoȬegalitarians.ȱLetȇsȱstartȱbyȱgettingȱridȱofȱspecialȱpresidentialȱandȱotherȱinvitedȱ
panelsȱatȱAAAs.”ȱ(Male,ȱWhite,ȱ40’s)ȱ
ȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“lowerȱfeesȱhaveȱmoreȱvarietyȱinȱprogramȱformatȱatȱtheȱannualȱmeeting”ȱ(Female,ȱWhite,ȱ
50’s)ȱ ȱ
ȱ
“Lowerȱyourȱfeesȱsoȱthatȱweȱhaveȱmoreȱmoneyȱforȱtravelȱandȱresearch“ȱ(Otherȱgender,ȱBiȱ
orȱMultiracial,ȱ50’s)ȱȱȱȱ
ȱȱȱȱȱȱȱȱȱȱȱ
“Notȱbeingȱinȱanȱanthropologyȱdepartment,ȱIȱamȱnotȱsureȱifȱIȱcanȱanswerȱthat.ȱButȱ
makingȱopportunitiesȱforȱwomenȱtoȱtakeȱleadershipȱroles,ȱbeȱspeakersȱandȱreceiveȱawardsȱ
wouldȱbeȱadvantageous.”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱ
“NotȱsureȱȬȬAAAȱcanȱbeȱaȱmoreȱequitableȱinstitution,ȱmoreȱopen.ȱlessȱpolitical.”ȱ(Female,ȱ
White,ȱ50’s)ȱ ȱȱȱȱȱ
ȱ
“OrganizeȱpanelsȱatȱtheȱAAAȱmeetingsȱonȱtheseȱissues”ȱ(Female,ȱWhite,ȱ50’s)ȱ ȱ
ȱ
“PossiblyȱdevelopȱaȱcolumnȱinȱtheȱAnthropologyȱnewsletterȱthatȱaddressesȱprofessionalȱ
issuesȱrelatedȱtoȱgenderȱandȱethnicity.”ȱ(Female,ȱWhite,ȱ40’s)ȱ ȱ
ȱ
“Postȱclearȱpolicyȱstatementsȱonȱwebsiteȱandȱallȱofficialȱpublications.ȱImproveȱaccessȱtoȱ
panelȱparticipationȱatȱannualȱmeetings.”ȱ(Female,ȱWhite,ȱ50’s)ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
“Promoteȱgoodȱcandidatesȱforȱadministrativeȱposts.”ȱ(Female,ȱWhite,ȱ50’s)ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
“PromoteȱmoreȱwomenȱandȱpeopleȱofȱcolorȱtoȱallȱAAAȱpositions”ȱ(Female,ȱWhite,ȱ50’s)ȱ ȱ
ȱ
“RecruitȱwomenȱtoȱkeyȱAAAȱadministrativeȱandȱdecisionȬmakingȱpositions.”ȱ(Female,ȱ
White,ȱ30’s)ȱȱȱȱȱȱȱȱȱȱȱȱ
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ȱ
“reduceȱfeesȱofȱallȱsortsȱforȱstudentsȱandȱyoungerȱfaculty”ȱ(Male,ȱWhite,ȱ70’s)ȱ ȱȱȱ
ȱ
“ReduceȱratesȱofȱAAAȱmembershipȱandȱconferences!!!!!”ȱ(Female,ȱWhite,ȱ30’s)ȱ ȱȱȱȱȱȱȱȱ
ȱ
“Revampȱannualȱmeetingsȱtoȱvalue,ȱshowcaseȱmanyȱwaysȱofȱbeingȱanȱanthropologist.ȱ
Donȇtȱrelegateȱteachingȱtoȱcommunityȱcolleges;ȱplaceȱcivicȱengagementȱonȱagenda;ȱ
analyzeȱstructuresȱofȱacademia.”ȱ(Female,ȱWhite,ȱ50’s)ȱȱ
ȱ
“Stateȱpositionȱonȱfamilyȱleaveȱpoliciesȱandȱacquireȱdataȱfromȱdifferentȱuniversitiesȱtoȱ
backȱupȱposition,ȱwhichȱweȱthenȱcanȱtakeȱbackȱtoȱourȱhomeȱinstitutions.ȱȱMakeȱsureȱ
annualȱmeetingȱhotelsȱandȱfacilitiesȱareȱfamilyȱfriendly.”ȱ(Female,ȱWhite,ȱ30’s)ȱȱȱȱ
ȱ
“stop:ȱ1ȬAAAȱelitistȱhypocrisy”ȱ(Female,ȱDeclinedȱtoȱgiveȱrace,ȱ60’s)ȱ
ȱ
“stronglyȱpromoteȱnonȬsexistȱlanguageȱpoliciesȱinȱitsȱpublications”ȱ(Female,ȱBiȱorȱ
Multiracial,ȱ50’s)ȱ
ȱ
“SupportȱgraduateȱstudentȱresearchȱandȱencourageȱtheirȱparticipationȱatȱAAAȱ
meetings.”ȱ(Female,ȱWhite,ȱ50’s)ȱ ȱ
ȱ
“TheȱAAA,ȱespeciallyȱorganizationsȱlikeȱCOSWA,ȱalreadyȱdoesȱaȱlotȱinȱtermsȱofȱgender.ȱ
Economicsȱandȱrace/ethnicityȱareȱaȱbiggerȱconcern.ȱItȱshouldȱstartȱbyȱmakingȱmeetingȱ
attendanceȱlessȱexpensive.”ȱ(Female,ȱDeclinedȱtoȱgiveȱrace,ȱ30’s)ȱ ȱ
ȱ
“TheȱAAAȱshouldȱhaveȱaȱcommitteeȱonȱprofessionalismȱandȱprofessionalȱstandardȱdealingȱ
withȱissuesȱlikeȱwhatȱisȱtheȱminimalȱrequirementȱtoȱteachȱanthropology,ȱminimalȱ
requirementsȱtoȱbeȱinȱdifferentȱranks”ȱ(Male,ȱAsian,ȱ60’s)ȱ ȱ
ȱ
“ThereȱisȱnoȱexcuseȱforȱAfAȱnotȱhavingȱaȱjournalȱinȱwhichȱweȱcanȱpublishȱarticles,ȱwhichȱ
wouldȱhelpȱusȱgetȱtenure.ȱȱWriteȱmoreȱarticlesȱforȱtheȱAnthroȱNews,ȱwebȱsite,ȱetc.ȱtalkingȱ
aboutȱtheseȱproblemsȱandȱremindȱseniorȱmembersȱwhoȱhaveȱcontrolȱoverȱtenure”ȱ(Female,ȱ
White,ȱ50’s)ȱ ȱ
ȱ
“Workȱwithȱjournalȱeditorȱtoȱdemandȱmoreȱequitableȱtreatmentȱofȱwomenȱ
anthropologists.”ȱ(Female,ȱWhite,ȱ50’s)ȱ ȱȱȱ
ȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
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6.ȱȱ“You’reȱNoȱGood”ȱ
Thisȱcategoryȱincludesȱresponsesȱwhichȱindicateȱthatȱtheȱrespondentȱdoesȱnotȱ

believeȱthatȱAAAȱisȱtheȱmostȱappropriateȱorȱeffectiveȱbodyȱtoȱpromoteȱthis.ȱȱ
ResponsesȱincludeȱbothȱthoseȱwhichȱpredictȱtheȱAAAȱhavingȱnoȱimpact/powerȱinȱ
thisȱrealmȱandȱthoseȱwhichȱassertȱthatȱtheȱAAAȱcouldȱactuallyȱdoȱdamageȱinȱthisȱ
area.ȱ(52ȱresponses)ȱ
ȱ ȱ
“canȇt”ȱ(Male,ȱWhite,ȱ60’s)ȱ
ȱ
“DamnedȱifȱIȱknow.ȱAAAȱcantȱinfluenceȱunivȱadmins”ȱ(Male,ȱOtherȱsingleȱrace,ȱ50’s)ȱ ȱ
ȱ
“Haveȱnoȱclue.ȱAllȱmyȱcircumstances,ȱgoodȱandȱbad,ȱfeelȱveryȱlocalȱandȱinȱnoȱwayȱrelatedȱ
toȱwhatȱAAAȱdoes.ȱCanȇtȱsayȱAAAȱhasȱeverȱhelpedȱorȱguidedȱmeȱinȱallȱtheȱdecadesȱIȇve”ȱ
(Female,ȱDeclinedȱtoȱgiveȱrace,ȱ60’s)ȱ
ȱ
“Iȇmȱnotȱsureȱitȱcan.”ȱ(Female,ȱWhite,ȱ60’s)ȱ
ȱ
“Iȇmȱnotȱsureȱitȱcan,ȱsinceȱtheseȱareȱveryȱspecificȱtoȱtheȱworkplaceȱandȱindividualȱ
environment.”ȱ(Female,ȱWhite,ȱ40’s)ȱ
ȱ
“Iȇmȱnotȱsureȱthatȱitȱcanȱdoȱveryȱmuchȱgivenȱourȱpresentȱnationalȱgovernment”ȱ(Male,ȱ
White,ȱ60’s)ȱ
ȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱ
“IȇmȱnotȱsureȱthatȱAAAȱcanȱdoȱanythingȱdirectly.ȱTheȱplaceȱofȱemploymentȱdeterminesȱ
thisȱenvironmentȱtoȱaȱgreatȱdegree.”ȱ(Male,ȱWhite,ȱ50’s)ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“Iȇmȱnotȱsureȱitȱcan.ȱThatȱisȱupȱtoȱfacultyȱandȱtheirȱcollectiveȱstruggleȱatȱeachȱ
institution.”ȱ(Male,ȱWhite,ȱ60’s)ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
“IȇmȱnotȱsureȱwhatȱtheȱAAAȱcanȱdo.”ȱ(Female,ȱWhite,ȱ50’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“Iȇmȱnotȱsureȱthereȱisȱmuchȱaȱnationalȱorganizationȱcanȱdo”ȱȱȱ(Female,ȱWhite,ȱ40’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“IȇmȱnotȱsureȱthatȱthisȱisȱAAAȇsȱjob”ȱ(Female,ȱWhite,ȱ20’s)ȱ
ȱ
“Iȇmȱnotȱsure,ȱsinceȱthisȱisȱanȱinstitutionalȱissueȱandȱAAAȱhasȱlittleȱinfluenceȱoverȱ
individualȱinstitutions”ȱ(Female,ȱWhite,ȱ40’s)ȱ
ȱ
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“Itȇsȱhardȱtoȱdoȱwithȱsuchȱaȱdiverseȱfieldȱandȱsoȱmanyȱindividualists.”ȱ(Female,ȱWhite,ȱ
60’s)ȱ ȱ
ȱ
“Iȱamȱnotȱsure.ȱPeopleȱinȱmyȱexperienceȱdoȱnotȱlistenȱtoȱwhatȱtheȱAAAȱhasȱtoȱsayȱonȱ
issuesȱofȱethics,ȱworkȱconditions,ȱetc.ȱ“ȱ(Female,ȱWhite,ȱ40’s)ȱ
ȱ
“Iȱreallyȱdonȇtȱknow.ȱItȱseemsȱtoȱmeȱthatȱtheȱproblemsȱinȱmyȱownȱdepartmentȱareȱmostlyȱ
basedȱinȱindividualȱbadȱorȱirritatingȱbehaviorȱandȱyouȱcanȇtȱpoliceȱorȱcontrolȱthatȱfromȱ
theȱAAA.”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱ
“Iȱdoȱnotȱknow.ȱIȱdonȇtȱsuspectȱtheȱorganizationȱhasȱmuchȱpower.”ȱ(Male,ȱWhite,ȱ40’s)ȱ
ȱ
“Iȱdonȇtȱknowȱthatȱitȱcan.ȱTheseȱconditionsȱhaveȱmoreȱtoȱdoȱwithȱstateȱandȱlocalȱfactorsȱ
thanȱwithȱfactorsȱthatȱcanȱbeȱaffectedȱbyȱaȱprofessionalȱorganization.”ȱ(Female,ȱWhite,ȱ
40’s)ȱ
ȱ
“IȱdonȇtȱknowȱwithȱrespectȱtoȱwhereȱIȱwork.ȱItsȱaȱcultureȱimperviousȱtoȱanyȱ
organization.”ȱ(Female,ȱWhite,ȱ60’s)ȱ ȱ
ȱȱȱȱȱȱȱȱ
“Iȱdonȇtȱthinkȱyouȱcan.ȱTheȱproblemsȱIȱdealȱwithȱhaveȱtoȱdoȱwithȱperceivedȱpowerȱofȱ
individualsȬȱitȇsȱnotȱsomethingȱaȱprofessionalȱorganizationȱcouldȱaddress”ȱ(Female,ȱ
White,ȱ50’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“Iȱdonȇtȱthinkȱyouȱcan.ȱItȇsȱmoreȱofȱaȱmatterȱforȱourȱfacultyȱassociations.ȱPerhapsȱallȱyouȱ
canȱdoȱisȱbuildȱanȱawarenessȱofȱourȱworkingȱconditions.”ȱ(Female,ȱWhite,ȱ40’s)ȱ ȱ
ȱ
“IȱdonȇtȱthinkȱtheȱAAAȱshouldȱbeȱpromotingȱequitableȱandȱcollegialȱworkingȱconditions.”ȱ
(Male,ȱWhite,ȱ50’s)ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“Iȱdonȇtȱthinkȱthatȱitȱcanȱasȱtheseȱareȱaȱfunctionȱofȱlocalȱpoliticsȱandȱpersonalitiesȱmoreȱ
thanȱanythingȱelse.”ȱ(Male,ȱWhite,ȱ50’s)ȱ
ȱ ȱȱȱȱ
“IȱdoubtȱthatȱAAAȱcouldȱhaveȱanyȱparticularȱimpactȱonȱtheȱlocalȱcollege.”ȱ(Male,ȱ
Declinedȱtoȱgiveȱrace,ȱ60’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“IȱdontȱthinkȱAAAȱhasȱtheȱpowerȱtoȱdoȱmuch.”ȱ(Male,ȱWhite,ȱ50’s)ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
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“Iȱdontȱknowȱasȱitȱcan.ȱItȱisȱnotȱanȱaccreditingȱorȱlicensingȱagencyȱandȱBoardsȱofȱ
TrusteesȱorȱevenȱdepartmentȱheadsȱandȱdeansȱdoȱnotȱanswerȱtoȱtheȱAAA.”ȱ(Male,ȱWhite,ȱ
60’s)ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“IȱdoubtȱthatȱtheȱAAAȱwouldȱhaveȱmuchȱimpactȱonȱtheȱinstitutionalȱstructureȱofȱ
universities,ȱespeciallyȱinȱtheȱcurrentȱȈeconomicȱdownsizingȈȱandȱcultureȱofȱ
consumptionȱthatȱpervadesȱsuchȱinstitutions.”ȱ(Female,ȱWhite,ȱ40’s)ȱ
ȱȱȱȱȱ
“Iȱhaveȱnoȱidea.ȱIȱamȱaȱCanadianȱandȱseeȱwhatȱtheȱAAAȱdoesȱasȱcontributingȱlittleȱtoȱmyȱ
professionalȱlife.”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱ
“Inȱaȱdepartmentȱthatȱisȱprimarilyȱnotedȱforȱitsȱphysicalȱanthropologyȱoverȱcultural,ȱthereȱ
areȱfewȱmembersȱofȱmyȱdepartmentȱwhoȱareȱmembersȱofȱtheȱAAA,ȱsoȱIȱamȱnotȱsureȱthatȱ
inȱmyȱcase,ȱthereȱwouldȱbeȱanythingȱAAAȱcouldȱdoȱtoȱimpactȱthisȱdepartment,ȱbutȱI”ȱ
(Female,ȱWhite,ȱ40’s)ȱ ȱ
ȱȱȱȱȱȱȱ
“Itȱcanȇt.”ȱ(Female,ȱBlackȱorȱAfricanȬAmerican,ȱ40’s),ȱ(Female,ȱWhite,ȱ50’s),ȱ(Female,ȱ
Declinedȱtoȱgiveȱrace,ȱ30’s)ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“Itȱcanȇt,ȱandȱprobablyȱshouldnȇtȱtry.”ȱ(Male,ȱWhite,ȱ40’s)ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱ
ȱ
ȱ“Itȱcannot.”ȱ(Male,ȱWhite,ȱ50’s),ȱ(Female,ȱDeclinedȱtoȱgiveȱrace,ȱ40’s),ȱ(Male,ȱWhite,ȱ
60’s)ȱ
ȱȱ
“itȱreallyȱcannot;ȱthatȱisȱupȱtoȱtheȱindividualȱinstitutions.ȱtheȱAAAȱreallyȱhasȱveryȱlittleȱ
influence.”ȱ(Male,ȱMissingȱrace,ȱ50’s)ȱ ȱ
ȱȱȱȱ
“N/AȱOurȱinstitutionalȱissuesȱareȱbudgetary,ȱnotȱissuesȱofȱdiscrimination.”ȱ(Female,ȱ
Declinedȱtoȱgiveȱrace,ȱ50’s)ȱ ȱ
ȱȱȱȱ
“nobodyȱcanȱinȱtodayȇsȱpoliticalȱclimate”ȱ(Female,ȱWhite,ȱ60’s)ȱ ȱ
ȱ
“notȱsureȱwhatȱAAAȱcanȱdoȱonȱthisȱfront”ȱ(Female,ȱWhite,ȱ40’s)ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“Notȱsureȱtheyȱcanȱasȱaȱȇremoteȇȱorganizationȱattemptingȱtoȱinfluenceȱlocalȱ
departments/institutions.”ȱ(Male,ȱWhite,ȱ40’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“NotȱsureȱtheȱAAAȱcanȱinfluenceȱsuchȱlocalȱsituations.”ȱ(Male,ȱBiȱorȱMultiracial,ȱ50’s)ȱ ȱ
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ȱ
“ShouldȱthisȱbeȱtheȱjobȱofȱtheȱAAA?”ȱ(Male,ȱWhite,ȱ60’s)ȱ
ȱ
“SinceȱIȱamȱnotȱinȱanȱAnthropologyȱdepartment,ȱthereȱisȱnotȱanythingȱAAAȱcouldȱdo.”ȱ
(Female,ȱWhite,ȱ50’s)ȱ ȱ
ȱȱȱȱ
“somehowȱIȱdonȇtȱthinkȱthisȱisȱsomethingȱthatȱcanȱbeȱdoneȱatȱtheȱlevelȱofȱtheȱAAA.”ȱ
(Female,ȱDeclinedȱtoȱgiveȱrace,ȱ60’s)ȱ
ȱ
“thatȱisȱbeyondȱtheȱAAAȇsȱcontrol”ȱȱ(Female,ȱWhite,ȱ30’s)ȱ ȱ
ȱȱȱȱ
“TheȱAAAȱhasȱveryȱlimitedȱpower.ȱȱItȇsȱdoneȱwellȱtoȱensureȱthatȱbothȱwomenȱandȱmenȱ
haveȱaccessȱtoȱprominentȱpositionsȱandȱshouldȱcontinueȱtoȱdoȱso.ȱȱIȱcouldȱdoȱmoreȱtoȱ
encourageȱresearchȱonȱgenderȱinȱtheȱacademyȱandȱtoȱpublicizeȱcasesȱofȱabuseȱorȱequityȱfa”ȱȱȱ
(Female,ȱWhite,ȱ60’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱ
“TheȱAAAȱhasȱhadȱveryȱlittleȱimpactȱonȱmyȱinstitution’sȱconsciousnessȱasȱitȱisȱnotȱaȱ
traditionalȱuniversityȱenvironmentȱorȱstructure”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱ
“TheȱAAAȱprobablyȱwouldȱmakeȱthingsȱworseȱ(viz.ȱtheȱYanomamiȱbrouhaha)…ȱperhapsȱ
behindȱtheȱscenesȱeffortsȱareȱmoreȱeffectiveȱin”ȱ(Male,ȱWhite,ȱ50’s)ȱ
ȱ
“Thereȱisȱaȱminimumȱthatȱ3Aȱcanȱdoȱbeyondȱencouragingȱgenderȱeducationȱasȱcentralȱtoȱ
theȱanthropologicalȱenterprise.”ȱ(Male,ȱWhite,ȱ40’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱ
“Theseȱshouldȱbeȱpromotedȱbyȱtheȱuniversities.”ȱ(Male,ȱWhite,ȱ40’s)ȱ ȱ
ȱ
“Whateverȱitȱcanȱdo,ȱitȱcannotȱaffectȱtheȱconditionsȱofȱmembersȱwhoȱteachȱabroad,ȱasȱIȱ
do.”ȱ(Male,ȱWhite,ȱ50’s)ȱ
ȱ
“youȱcanȱprovideȱthatȱonlyȱforȱtheȱAAAȱstaff;ȱyouȱcanȱonlyȱmakeȱrecommendationsȱtoȱ
universities”ȱ(Female,ȱWhite,ȱ40’s)ȱ
ȱ ȱ
7.ȱȱ“TellȱItȱSister”ȱ

Thisȱcategoryȱincludesȱresponsesȱthatȱsuggestȱgeneral,ȱnonȬspecificȱ
awarenessȱraisingȱandȱeducation.ȱȱThisȱcategoryȱalsoȱincludesȱresponsesȱwhichȱ
expressedȱaȱdesireȱtoȱrespondȱtoȱ“backlash”ȱandȱproveȱdiscriminationȱstillȱexists,ȱ
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butȱinȱaȱmuchȱmoreȱgeneralȱandȱnonȬresearch/dataȱspecificȱwayȱthanȱinȱtheȱ
categoryȱonȱresearchȱandȱdocumentation.ȱ(50ȱresponses)ȱ
ȱ
“Aȱworkingȱpaperȱthatȱwouldȱbeȱdistributedȱtoȱadministratorsȱwhoȱareȱsometimesȱ
clueless.”ȱ(Female,ȱWhite,ȱ50’s)ȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
“Asȱanthropologistsȱweȱareȱbeholdenȱtoȱunderstandȱdiscriminationȱandȱgenderȱinȱ
discrimination.ȱWeȱneedȱmuchȱmoreȱfrankȱdialogueȱaboutȱthisȱinȱaȱclimateȱofȱinquiryȱasȱ
wellȱasȱaction”ȱ(Male,ȱWhite,ȱ50’s)ȱ ȱ
ȱ
“Awarenessȱraising”ȱ(Female,ȱWhite,ȱ60’s)ȱ
ȱ
“Byȱcontinuingȱattentionȱtoȱgenderȱissues.ȱȱGenderȱisȱnotȱaȱmajorȱinstitutionȱatȱmyȱ
currentȱjob,ȱbutȱitȱwasȱatȱmyȱgraduateȱinstitution.’ȱ(Female,ȱWhite,ȱ30’s)ȱȱȱȱȱ
ȱ
“Byȱcontinuingȱtoȱencourageȱdepartmentsȱtoȱtakeȱthisȱissuesȱseriously.ȱIȱthinkȱtheȱAAAȱ
hasȱdoneȱquiteȱaȱgoodȱjobȱonȱthisȱissueȱinȱtheȱpast.”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱ
“Byȱencouragingȱawarenessȱofȱsuchȱissues”ȱ(Male,ȱWhite,ȱ50’s)ȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
“Byȱmakingȱpublicȱissuesȱofȱdiscriminationȱ(byȱgender,ȱnationality,ȱrace)ȱinȱtheȱ
workplace.’ȱ(Female,ȱWhite,ȱ50’s)ȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
“Byȱraisingȱawarenessȱandȱsensitivity.”ȱ(Male,ȱWhite,ȱ60’s)ȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
“ByȱspeakingȱoutȱwhenȱpublicȱvoicesȱareȱraisedȱagainstȱthemȱȬȱresistingȱtheȱbacklash.”ȱ
(Female,ȱWhite,ȱ60’s)ȱ
ȱ
“Celebrateȱtheȱdiverseȱachievementsȱofȱwomenȱinȱprintȱandȱonline.”ȱ(Female,ȱWhite,ȱ
60’s)ȱ
ȱ
“Challengeȱtheȱmenȱandȱwomenȱofȱanthropologyȱtoȱrecogniseȱandȱnotȱjudgeȱtheȱdifferenceȱ
inȱgenderȱworldȱviews.ȱWeȱseemȱtoȱthinkȱweȱareȱaboveȱsuchȱdifferences,ȱandȱweȱareȱnot.’ȱ
(Female,ȱWhite,ȱ60’s)ȱ ȱ
ȱ
“Communication,ȱwhichȱalreadyȱisȱgood.”ȱ(Female,ȱWhite,ȱ70’s)ȱ
ȱ
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“Concentrateȱonȱgettingȱcampusȱadministrationȱtoȱpayȱattentionȱtoȱdiversityȱissues.”ȱ
(Female,ȱWhite,ȱ60’s)ȱ
ȱ
“Continueȱtoȱdiscussȱgenderȱasȱanȱissue.”ȱ(Female,ȱBlackȱorȱAfricanȬAmerican,ȱ30’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“Continueȱtoȱdrawȱattentionȱandȱsupportȱvariousȱkindsȱofȱwork/familyȱbalanceȱprogramsȱ
andȱpushingȱforȱdiversityȱinȱtheȱacademicȱworkplacesȱandȱofȱcourseȱminorityȱfellowships,ȱ
etc.”ȱ(Male,ȱWhite,ȱ60’s)ȱ ȱ
ȱ
“Continueȱtoȱhighlightȱthatȱseniorȱcolleaguesȱneedȱtoȱdoȱtheȱkindsȱofȱwatchingȱoutȱforȱ
juniorȱcolleaguesȱthatȱyouȱlistedȱearlierȱinȱthisȱlist.”ȱ(Female,ȱWhite,ȱ50’s)ȱ ȱ
ȱ
“Continueȱtoȱmakeȱwomenȇsȱissuesȱaȱtopicȱofȱdiscussion/investigation.ȱSupportȱstoppingȱ
theȱtenureȱclock,ȱandȱequitableȱhiringȱpolicies.”ȱ(Female,ȱWhite,ȱ60’s)ȱ ȱ
ȱ
“ContinueȱtoȱsqueakȱtheȱwheelȬȬitȱisȱupȱtoȱindividualsȱtoȱensureȱthatȱcommitteesȱonȱ
whichȱweȱserveȱareȱgenderȬblindȱorȱaffirmativelyȱactive”ȱ(Male,ȱWhite,ȱ60’s)ȱ ȱ
ȱ
“CONTINUEȱTOȱTAKEȱAȱSTANDȱONȱGENDERȱISSUES.”ȱ(Female,ȱBiȱorȱ
Multiracial,ȱ50’s)ȱ ȱ
ȱ
“ContinuousȱawarenessȬraisingȱandȱpromotingȱpublicationȱopportunitiesȱforȱwomen”ȱ
(Female,ȱWhite,ȱ50’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“DebateȱWorkingȱonȱinstitutionalȱactions”ȱ(Female,ȱOtherȱsingleȱrace,ȱ30’s)ȱ
ȱ
“Discussingȱitȱinȱpublicationsȱandȱmeetings.ȱHaveȱaȱcommitteeȱaboutȱit.”ȱ(Female,ȱ
White,ȱ40’s)ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
“Education.”ȱ(Female,ȱAsian,ȱ30’s)ȱ ȱ
ȱ
“educationȱandȱinvestigation”ȱ(Female,ȱWhite,ȱ50’s)ȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
“Educationȱandȱsharingȱinformationȱbetweenȱindividualsȱandȱdepartments”ȱ(Male,ȱ
White,ȱ50’s)ȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“EducationȱbeyondȱAAA/anthro/humanitiesȱdepartments...e.g.,ȱuniversityȱ
administration.”ȱ(Female,ȱWhite,ȱ40’s)ȱ ȱ
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ȱ
“Educateȱcollegeȱadministratorsȱ(andȱnonȬcollegialȱsociologists!)??”ȱ(Male,ȱDeclinedȱtoȱ
giveȱrace,ȱ50’s)ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
“exposeȱtheȱpathologiesȱthrivingȱinȱlargeȱbureaucraciesȱandȱsmallȱgroups,ȱandȱdiscussȱ
whetherȱthereȱareȱbetterȱtactics/strategiesȱthanȱignoringȱboth!”ȱ(Female,ȱDeclinedȱtoȱgiveȱ
race,ȱ70’s)ȱ ȱȱȱ
ȱ
“Haveȱforaȱtoȱdiscussȱsuchȱissuesȱasȱexpectationsȱforȱtenure,ȱmentoring,ȱchildcare,ȱfamilyȱ
leave,ȱetc.”ȱ(Female,ȱAsian,ȱ30’s)ȱ
ȱȱȱȱȱ
“Haveȱsomeȱarticlesȱinȱtheȱnewsletterȱdirectedȱtoȱnewȱfaculty.”ȱ(Female,ȱWhite,ȱ40’s)ȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
“HavingȱdisciplineȬwideȱdiscussionsȱaboutȱtheȱpoliticsȱofȱraceȱandȱgenderȱwithinȱtheȱ
academia.ȱWhatȱisȱexpectedȱofȱwhom.ȱWhyȱdoȱcertainȱpeopleȱgetȱtoȱteachȱcertainȱkindsȱofȱ
coursesȱetc.”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱ
“HighlightȱcontinuingȱgenderȱdiscriminationȬcurrentȱbacklashȱ(e.g.ȱgenderȬbiasedȱ
languageȱȬtitlesȱinȱmajorȱAnthropologyȱpublicationsȱ{ȈmanȈ].ȱSensitizeȱgenderȬȱobliviousȱ
maleȬcolleaguesȱ(allȱcolors!!)”ȱ(Female,ȱWhite,ȱ60’s)ȱ
ȱ
“IȇmȱnotȱsureȬȬhavenȇtȱgivenȱitȱmuchȱthought.ȱCertainlyȱraisingȱawareness”ȱ(Female,ȱ
White,ȱ50’s)ȱ
ȱ
“Iȱsupposeȱbyȱcontinuallyȱkeepingȱtheȱissueȱonȱtheȱdisciplineȇsȱagendaȱ(byȱwritingȱpiecesȱ
forȱtheȱAN,ȱorganizingȱpanelsȱorȱworkshopsȱatȱtheȱAAA,ȱetc.).”ȱ(Female,ȱWhite,ȱ50’s)ȱ ȱ
ȱ
“Increaseȱtheȱnationalȱdiscussionȱonȱequality,ȱtheȱimportanceȱofȱcollegialȱdepartmentȱ
conditions,ȱtheȱneedȱforȱsignificantȱandȱmeaningfulȱmentoring,ȱetc.ȱVisibilityȱofȱtheseȱ
issuesȱwillȱhelp.”ȱ(Female,ȱWhite,ȱ30’s)ȱ
ȱ
“informȱmeȱaboutȱnationalȱissuesȱandȱtrends;ȱinformȱmeȱaboutȱrights;ȱpublicȱeducationȱ
“(Male,ȱWhite,ȱ50’s)ȱ
ȱ
ȱ“Justȱkeepȱraisingȱconsciousnessȱthroughȱofficialȱstatementsȱandȱsurveysȱandȱ
investigationsȱofȱinstitutions.ȱProblemsȱneedȱtoȱbeȱcommunicatedȱtoȱcollegeȱ
administratorsȱdirectlyȱfromȱtheȱAAA.”ȱ(Female,ȱWhite,ȱ50’s)ȱ ȱȱȱȱȱȱ
ȱ
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“Justȱkeepingȱitȱoutȱfrontȱasȱimportant.”ȱ(Female,ȱBlackȱorȱAfricanȬAmerican,ȱ50’s)ȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
“makingȱuniversityȱadministratorsȱawareȱofȱwhatȱtheyȇreȱdoing...makingȱfemaleȱfacultyȱ
takeȱaȱleadershipȱroleȱinȱthisȱendeavor.”ȱ(Female,ȱOtherȱsingleȱrace,ȱ40’s)ȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
“moreȱeducationȱforȱjuniorȱfacultyȱthroughȱAAA”ȱ(Female,ȱWhite,ȱ40’s)ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
“Moreȱopenȱdiscussionȱwithȱseniorȱfaculty/departmentȱadministratorsȱaboutȱserviceȱ
expectations,ȱtoȱraiseȱawarenessȱofȱpotentialȱculturalȱbiasȱtowardsȱyoungerȱwomenȱonȱ
thisȱcount.”ȱ(Female,ȱWhite,ȱ30’s)ȱ
ȱ
“Noȱidea.ȱJustȱkeepȱhammering,ȱmakingȱnoise.ȱIȱforȱoneȱtryȱtoȱneverȱletȱgo,ȱandȱpassȱonȱ
thatȱattitudeȱtoȱmyȱstudents.”ȱ(Female,ȱWhite,ȱ50’s)ȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
“Offeringȱaȱpublicȱspaceȱforȱdiscussionȱofȱgenderȱdiscriminationȱcasesȱinȱaȱwayȱthatȱdoesȱ
notȱjeopardizeȱnonȬtenuredȱfaculty”ȱ(Female,ȱDeclinedȱtoȱgiveȱrace,ȱ40’s)ȱ
ȱ
“Somehowȱgetȱacrossȱtheȱideaȱthatȱmenȱareȱnotȱbetterȱthanȱwomen.”ȱ(Female,ȱWhite,ȱ
60’s)ȱ
ȱ
“Raiseȱconsciousnessȱamongȱmaleȱfaculty.”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱ
“RegularȱcolumnsȱaboutȱȈchillyȱclimateȈȱissuesȱinȱNewsletter”ȱ(Female,ȱWhite,ȱ60’s)ȱ
ȱ
“talkȱaboutȱgender,ȱethnicityȱANDȱCLASSȱeducateȱonȱsubtleȱformsȱofȱdiscriminationȱ/ȱ
marginalization”ȱ(Female,ȱWhite,ȱ30’s)ȱ
ȱ
“Throughȱeducationȱconcerningȱchillyȱclimateȱissues”ȱ(Female,ȱWhite,ȱ40’s)ȱ ȱ
ȱ
“Throughȱitsȱethicsȱcolumns”ȱ(Male,ȱWhite,ȱ50’s)ȱ ȱ
ȱ
“Tryȱtoȱpromoteȱdiscussionȱaboutȱwhyȱallȱofȱaȱsuddenȱpeopleȱareȱwhiningȱthatȱboysȱmustȱ
beȱdoingȱpoorlyȱbecauseȱweȱhaveȱȈfeminizedȈȱeducation!!!”ȱ(Female,ȱWhite,ȱ60’s)ȱȱ
ȱ
8.ȱȱ“StopȱtheȱMadness!”ȱ

ThisȱcategoryȱincludesȱresponsesȱthatȱindicateȱaȱdesireȱforȱAAAȱtoȱtakeȱaȱ
moreȱprominentȱroleȱinȱconfrontingȱproblemȱsituationsȱ(suchȱasȱlegalȱadvocacy).ȱȱ
Thisȱcategoryȱalsoȱincludesȱresponsesȱwhichȱindicateȱaȱdesireȱforȱsupportȱinȱ
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publicizingȱandȱcombatingȱinequitableȱpoliciesȱandȱinstitutionsȱonȱaȱlargeȱscale,ȱ
suchȱasȱinstitutionalȱrating,ȱaccreditation,ȱorȱcensure.ȱ(47ȱresponses)ȱ

ȱ
“AAAȱcanȱserveȱasȱanȱadvocateȱorȱȈfriendȱofȱtheȱcourtȈȱinȱcasesȱofȱdispute.”ȱ(Female,ȱ
Declinedȱtoȱgiveȱrace,ȱ50’s)ȱ
ȱ
“activeȱsupportȱforȱegregiousȱcases”ȱ(Female,ȱWhite,ȱ40’s)ȱ
ȱ
“Addressȱinequitiesȱwhereverȱtheyȱoccurȱinȱacademics.”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱ
“Alsoȱtrackȱinstitutionsȱthatȱareȱwomenȱfriendly.”ȱ(Female,ȱWhite,ȱ30’s)ȱ
ȱ
“AsȱbeforeȱwhenȱAAAȱcensuredȱdepartments,ȱtheȱactionȱmadeȱcolleaguesȱunableȱtoȱ
ignoreȱorȱdenyȱproblemsȱdueȱtoȱoutsiderȱcommentary.ȱthisȱshouldȱbeȱdoneȱinȱourȱcase”ȱ
(Female,ȱDeclinedȱtoȱgiveȱrace,ȱ60’s)ȱ ȱȱȱȱȱ
ȱ
“byȱblacklistingȱdepartmentsȱpublicallyȱwhoȱallowȱwomenȱtoȱbeȱtorturedȱinȱtheirȱworkȱ
environments.ȱhavingȱaȱlegalȱfundȱtoȱhelpȱwomenȱsueȱindividualsȱandȱinstitutions”ȱ
(Female,ȱDeclinedȱtoȱgiveȱrace,ȱ40’s)ȱ
ȱ
“byȱhighlightingȱdepartmentsȱandȱschoolsȱthatȱseemȱtoȱhaveȱsystematicȱdifficultiesȱinȱthisȱ
area”ȱ(Male,ȱWhite,ȱ60’s)ȱ
ȱ
“Byȱinvestigatingȱallegationsȱofȱunequityȱandȱcensuringȱinȱaȱpublicȱwayȱ(i.e.ȱinȱtheȱAN)ȱ
thoseȱinstitutionsȱthatȱhaveȱbeenȱfoundȱtoȱbeȱculpable.”ȱ(Male,ȱWhite,ȱ30’s)ȱ
ȱ
“ByȱȈoutingȈȱinstitutionsȱandȱdepartmentsȱlikeȱmineȱinȱaȱveryȱpublicȱway....adminȱhatesȱ
badȱpress”ȱ(Female,ȱWhite,ȱ40’s)ȱ
ȱ
“Byȱrespondingȱpromptlyȱtoȱcomplaintsȱofȱdiscriminationȱandȱinequity”ȱ(Male,ȱWhite,ȱ
60’s)ȱ
ȱ
“Byȱthreateningȱtoȱdiscloseȱthoseȱdepartmentsȱinȱwhichȱcomplaintsȱand/orȱdifficultiesȱ
becomeȱfrequent.”ȱ(Male,ȱWhite,ȱ30’s)ȱ
ȱ
“CensorȱoutȬofȬcontrolȱdepartments,ȱtakeȱseriouslyȱcomplaints,ȱinvestigateȱthem,ȱgetȱridȱ
ofȱdistinctionsȱlikeȱȈborderlineȱracismȱorȱsexism.ȈȱJustȱlikeȱyouȱcannotȱbeȱaȱlittleȱbitȱ
pregnant,ȱyouȱcannotȱbeȱaȱlittleȱbitȱracistȱorȱsexist.”ȱ(Female,ȱBiȱorȱMultiracial,ȱ40’s)ȱ
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ȱ
“Censureȱsexistȱinst”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱ
“censuringȱdepartmentsȱthatȱdoȱnotȱcomplyȱremainsȱaȱstrongȱtool.”ȱ(Female,ȱWhite,ȱ60’s)ȱ
ȱ
ȱ“CompeteȱinȱtheȱȈaccreditationȈȱorȱcertificationȱmarkets.ȱOtherȱsocialȱsciencesȱoftenȱgainȱ
resources,ȱvisibility,ȱandȱstatusȱoverȱanthropologyȱbasedȱonȱourȱlackȱofȱwillingnessȱtoȱ
judgeȱourȱownȱprograms.”ȱ(Male,ȱWhite,ȱ60’s)ȱ ȱ
ȱ
“createȱombudspersonȱtoȱhearȱcomplaintsȱandȱactȱasȱmediator”ȱ(Male,ȱWhite,ȱ60’s)ȱ
ȱ
“creatingȱaȱlistȱofȱunhealthyȱenvironments”ȱ(Female,ȱBiȱorȱMultiracial,ȱ50’s)ȱ
ȱ
“DoȱcensuredȱinstitutionsȱappearȱinȱtheȱAAAȱguideȱasȱsuch?ȱAsȱforȱhelpingȱdailyȱfacultyȱ
experiences,ȱitȇsȱhardȱtoȱhaveȱaȱvisionȱforȱaȱnatȇlȱorganizationȱwithȱnoȱpowerȱtoȱ
materiallyȱsanctionȱoffenders.”ȱ(Female,ȱWhite,ȱ30’s)ȱ
ȱ
“EnactȱaȱwayȱforȱtheȱAAAȱtoȱcensureȱdepartmentsȱlikeȱmineȱthatȱareȱsoȱunethicalȱandȱ
discriminatory.”ȱ(Female,ȱDeclinedȱtoȱgiveȱrace,ȱ40’s)ȱ
ȱ
“Establishȱaȱlegalȱaidȱfundȱtoȱhelpȱbringȱactionȱinȱfavorȱofȱaggrievedȱfemales.”ȱ(Female,ȱ
White,ȱ60’s)ȱ ȱ
ȱ
“Establishȱaȱmechanismȱtoȱsupportȱjuniorȱfacultyȱwhenȱtheyȱareȱmistreated.ȱIȱhadȱaȱlegalȱ
case,ȱbutȱitȱwasȱtooȱcostlyȱtoȱpursue.ȱThereȱshouldȱbeȱsomeȱotherȱalternative.ȱPerhapsȱanȱ
ombudsperson?”ȱ(Female,ȱAmericanȱIndianȱorȱNativeȱAlaskan,ȱ40’s)ȱ
ȱ
“establishingȱlegalȱsystemȱwithinȱtheȱorganizationȱforȱconsultationȱwithȱvariousȱcasesȱ
andȱadvising”ȱ(Female,ȱAsian,ȱ60’s)ȱ ȱȱȱ
ȱ
“Fireȱsexistȱindividualsȱandȱcensorȱinstitutionsȱthatȱhaveȱunderȱaȱ15%ȱcompositionȱofȱ
femaleȱfaculty.”ȱ(Female,ȱAsian,ȱ30’s)ȱ
ȱ
“Giveȱusȱbackingȱwhenȱweȱneedȱit.ȱForȱexample,ȱifȱIȱhadȱyourȱbackingȱonȱtheȱproblemȱofȱaȱ
personȱtryingȱtoȱforceȱmyȱuniversityȱtoȱhireȱherȱoutsideȱofȱnormalȱhiringȱproceduresȱandȱ
practices,ȱIȱcouldȱhaveȱstoppedȱtheȱbehaviour.ȱIfȱsuccessful,ȱthisȱcaseȱwillȱa”ȱ(Female,ȱBiȱ
orȱMultiracial,ȱ60’s)ȱ ȱ
ȱ
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“Hardȱtoȱseeȱhowȱitȱcanȱinfluenceȱdepartmentȱorȱuniversityȱinternalȱworkings,ȱotherȱtoȱ
censureȱcasesȱofȱshownȱabuse”ȱ(Female,ȱBiȱorȱMultiracial,ȱ50’s)ȱ
ȱ
“IȇmȱnotȱcertainȱtheȱAAAȱcanȱbeȱeffectiveȱwithoutȱsomeȱformȱofȱaccreditationȱmechanism.ȱȱ
Otherwise,ȱacademicȱdepartments,ȱandȱtheȱinstitutionsȱinȱwhichȱtheyȱreside,ȱwillȱmostȱ
oftenȱcontinueȱtoȱoperateȱinȱaȱbusinessȱasȱusualȱmode.ȱȱAAAȱcanȱcertainlyȱprovide”ȱ
(Male,ȱWhite,ȱ50’s)ȱ
ȱ
“Iȱdonȇtȱknow.ȱFranklyȱIȱthinkȱthisȱisȱmainlyȱaȱmatterȱofȱlocalȱuniversitiesȱcomplyingȱ
withȱtheȱlaw.ȱIȱthinkȱcensureȱofȱdepartmentsȱthatȱhaveȱhostileȱworkȱenvironmentsȱisȱstillȱ
aȱgoodȱidea.”ȱ(Male,ȱBiȱorȱMultiracial,ȱ60’s)ȱ
ȱ
“ifȱthereȱareȱnoticeableȱpatternsȱinȱdiscrimination,ȱcensureȱthoseȱplaces.”ȱ(Female,ȱWhite,ȱ
50’s)ȱȱȱȱȱ
ȱ
“investigateȱandȱcensureȱschoolsȱwhichȱtreatȱfacultyȱunfairly.”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱ
“investigateȱandȱpublicizeȱbothȱegregiousȱeventsȱandȱothersȱinȱwhichȱgoodȱcollaborationȱ
hasȱbeenȱbeneficial.”ȱ(Male,ȱWhite,ȱ50’s)ȱȱ
ȱ
“Investigateȱdepartmentsȱwhenȱcomplaintsȱareȱreceived.”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱ
“Keepȱcensoringȱinstitutionsȱwhoȱareȱnotȱhiringȱandȱpromotingȱwomen.”ȱ(Female,ȱ
White,ȱ60’s)ȱ
ȱ
“keepȱCOSWAȱactiveȱsanctionȱdepartmentsȱthatȱhaveȱdiscriminatoryȱhiringȱpoliciesȱ
sanctionȱdepartmentsȱthatȱhouseȱprovenȱsexualȱharassers”ȱ(Female,ȱWhite,ȱ40’s)ȱ
ȱ
“keepȱferretingȱoutȱinstancesȱofȱblatantȱandȱsubtleȱgenderȱbias.ȱIȱseeȱaȱbigȱbacklashȱnow,ȱ
evenȱinȱschoolsȱofȱeducation,ȱwhichȱisȱwhereȱIȱamȱteaching.”ȱ(Female,ȱWhite,ȱ60’s)ȱ
ȱ
“KeepȱupȱwithȱtheȱcensureȱprocessȱȱIȱamȱluckyȱIȱwishȱmoreȱofȱmyȱcolleaguesȱwereȱasȱluckyȱ
asȱIȱam”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱ
“Moreȱpressureȱonȱinhospitableȱdepartments.ȱNeedsȱtoȱworkȱwithȱAAUPȱonȱthis.”ȱ
(Female,ȱAsian,ȱ30’s)ȱ ȱ
ȱ
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“moreȱreviewȱofȱcollegesȱandȱanthropologyȱdepartmentsȱwhereȱmembersȱhaveȱfeltȱlackȱofȱ
support”ȱ(Female,ȱBiȱorȱMultiracial,ȱ50’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“Moreȱsupportȱinȱchallengingȱtenureȱdecisions”ȱ(Female,ȱWhite,ȱ50’s)ȱ ȱȱȱ
ȱ
“OneȱwayȱtheȱAAAȱcanȱbeȱeffectiveȱisȱtoȱtakeȱaȱstandȱagainstȱmaleȱfacultyȱbeingȱinvolvedȱ
sexuallyȱwithȱfemaleȱstudents.ȱItȱwasȱaȱproblemȱinȱtheȱȇ80sȱandȱstillȱisȱatȱsomeȱ
institutions.”ȱ(Female,ȱWhite,ȱ40’s)ȱ
ȱ
“Probablyȱnotȱmuchȱitȱcanȱdoȱotherȱthanȱendorseȱfairȱpracticesȱresolutionsȱandȱsupportȱ
individualsȱwhoȱareȱgettingȱshafted.”ȱ(Male,ȱDeclinedȱtoȱgiveȱrace,ȱ60’s)ȱ
ȱ ȱȱȱ
“Provideȱadvocatesȱforȱjuniorȱfacultyȱtoȱaskȱquestionsȱaboutȱtenureȱ(contentȱandȱ
procedures).ȱProvideȱlegalȱassistanceȱtoȱwomenȱwhoȱneedȱinformation.”ȱ(Female,ȱWhite,ȱ
30’s)ȱ
ȱ
“Provideȱlinksȱtoȱsitesȱthatȱprovideȱadviceȱforȱthoseȱwhoȱfeelȱtheyȱareȱbeingȱbulliedȱorȱ
harassed.”ȱ(Female,ȱWhite,ȱ50’s)ȱȱ
ȱ
“SETȱUPȱAȱȈRATEȱMYȱDEPARTMENT.COMȈȱLIKEȱȇRATEȱMYȱPROFESSORSȇ”ȱ
(Female,ȱDeclinedȱtoȱgiveȱrace,ȱ40’s)ȱ
ȱ
“Somehowȱtheyȱwouldȱneedȱtoȱimposeȱsomethingȱmaybeȱsanctionsȱonȱdepartmentsȱthatȱ
areȱnotȱequitable.ȱIȱdonȇtȱknowȱhowȱtheyȱwouldȱdoȱthatȱthough.”ȱ(Female,Blackȱorȱ
AfricanȬAmerican,ȱ50’s)ȱ ȱ
ȱ
“TheȱAAAȱcouldȱaccreditȱspecificȱprogramsȱlikeȱprofessionalȱassociationsȱdoȱinȱotherȱ
disciplinesȱ(Business,ȱPsychology)”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱ
“Tryȱtoȱsponsorȱprogramsȱtoȱraiseȱawarenessȱandȱprovideȱsupportȱforȱcolleaguesȱinȱtheseȱ
situations.”ȱ(Female,ȱWhite,ȱ30’s)ȱ
ȱ
“workȱwithȱtheȱAAUPȱtoȱcensureȱschoolsȱthatȱdoȱnotȱenforceȱequitableȱandȱcollegialȱ
workingȱconditions”ȱ(Male,ȱDeclinedȱtoȱgiveȱrace,ȱ30’s)ȱ
ȱ
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9.ȱȱ“FreeȱToȱBeȱMe”ȱ
Thisȱcategoryȱincludesȱresponsesȱwhichȱargueȱforȱincreasedȱrecognitionȱandȱ

supportȱofȱalternativeȱcareerȱpaths,ȱdifferingȱtheoreticalȱorȱparadigmaticȱ
perspectives,ȱandȱneglectedȱcoursesȱofȱstudy.ȱ(45ȱresponses)ȱ
ȱ
“AȱcriticalȱissueȱwithȱtheȱAAAȱtodayȱisȱtheȱneedȱnotȱtoȱprivilegeȱsubareasȱorȱtopicsȱthatȱ
areȱȈgenderȱdominantȈȱtowardȱoneȱgenderȱorȱanother.”ȱ(Male,ȱDeclinedȱtoȱgiveȱrace,ȱ
50’s)ȱ
ȱ
“AddressȱtheȱstatusȱandȱtreatmentȱofȱnonȬtenureȱandȱadjunctȱteachers.”ȱ(Female,ȱWhite,ȱ
40’s)ȱ ȱ
ȱ
“Byȱdecolonisingȱtheȱdisciplineȱinȱitsȱperspectiveȱthatȱcontinuesȱ(sadly)ȱtoȱseeȱȇtheȱfieldȇȱ
andȱȇrealȱanthropologyȇȱasȱsomethingȱthatȱmustȱfocusȱonȱtheȱworldȱoutsideȱtheȱ
metropolis.ȱȱAndȱbyȱcirculatingȱmaterialsȱandȱexamplesȱwhereȱdepartmentsȱandȱinstitutȈȱ
(Male,ȱBiȱorȱMultiracial,ȱ50’s)ȱ
ȱ
“ByȱrecognizingȱthoseȱofȱusȱwhoȱdoȱnotȱhaveȱaȱPhD,ȱbutȱwhoȱstillȱworkȱasȱ
anthropologists.ȱȱByȱrecognizingȱcommunityȱcolleges.ȱȱByȱrecognizingȱclassȱissues.”ȱ
(Female,ȱWhite,ȱ30’s)ȱ ȱȱȱȱ
ȱ
“ByȱurgingȱsubdisciplinesȱthatȱareȱstillȱmaleȬoriented,ȱlikeȱarchaeology,ȱtoȱbeȱlessȱ
dismissiveȱofȱfemales.”ȱ(Female,ȱWhite,ȱ60’s)ȱ ȱȱȱȱȱ
ȱ
“Continueȱtoȱaddress,ȱinȱAN,ȱperhapsȱinȱpanels,ȱtheȱlackȱofȱunderstandingȱacrossȱ
subfields”ȱ(Female,ȱWhite,ȱ40’s)ȱ
ȱ
“Continueȱtoȱpublishȱstatisticsȱonȱtheȱdifferingȱcareerȱpathsȱofȱmenȱandȱwomen.”ȱ
(Female,ȱWhite,ȱ50’s)ȱ ȱ
ȱ
“Doȱevenȱmoreȱtoȱpromoteȱtheȱworkȱofȱminoritizedȱscholarsȱinȱtheȱdiscipline,ȱitȱisȱnotȱjustȱ
aboutȱbeingȱaȱwoman,ȱbutȱbeingȱwomenȱofȱaȱcertainȱclassȱandȱraceȱthatȱmayȱhinderȱ
advancement.”ȱ(Female,ȱAmericanȱIndianȱorȱNativeȱAlaskan,ȱ30’s)ȱ ȱ
ȱ
“DonȇtȱmakeȱtheȱassumptionȱthatȱallȱanthropologistsȱhaveȱPhDȇs.ȱAcknowledgeȱandȱ
involveȱanthropologistsȱworkingȱinȱaȱvarietyȱofȱacademicȱandȱnonȬacademicȱsettingsȱ
particularlyȱmedicine/healthȱcare.”ȱ(Female,ȱDeclinedȱtoȱgiveȱrace,ȱ50’s)ȱ ȱ
ȱ
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“EncourageȱrapprochementȱbetweenȱscientistsȱandȱpoliticalȱactivistsȱinȱtheȱAssociation.”ȱ
(Male,ȱWhite,ȱ60’s)ȱ ȱȱȱ
ȱ
“ForȱthoseȱofȱusȱinȱnonȬtenureȱtrackȱpositions,ȱexpansionȱofȱresearchȱcareerȱsupportsȱ
wouldȱbeȱmostȱbeneficial.ȱOurȱworkingȱconditionsȱareȱdependentȱuponȱtheȱdurabilityȱofȱ
ourȱstatus.”ȱ(Male,ȱWhite,ȱ50’s)ȱȱ
ȱ
“Fourȱfieldȱanthropologyȱcanȱresultȱinȱaȱgenderedȱdivisionȱofȱlaborȱinȱacademicȱ
departments.ȱGenderedȱbehaviorȱandȱmaleȱbiasȱisȱoftenȱexcusedȱunderȱtheȱguiseȱofȱ
ȈnaturalȈȱsubfieldȱdifferences.”ȱ(Female,ȱWhite,ȱ40’s)ȱ ȱȱȱ
ȱ
“Givingȱmoreȱsupportȱtoȱappliedȱanthropologists”ȱ(Male,ȱWhite,ȱ60’s)ȱ ȱ
ȱ
“Helpȱusȱbetterȱunderstandȱalternativeȱmaleȱandȱfemaleȱcareerȱpaths.”ȱ(Male,ȱWhite,ȱ
50’s)ȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
“Iȇmȱnotȱsureȱwhenȱthereȱareȱsuchȱhugeȱinstitutionalȱfactorsȱatȱplay,ȱalthoughȱperhapsȱ
pushingȱaȱmoreȱintegratedȱapproachȱtoȱanthropologyȱasȱaȱwholeȱratherȱthanȱmyriadȱ
subdivisions.”ȱ(Male,ȱWhite,ȱ40’s)ȱ ȱ
ȱ
“Iȱdonȇtȱknow.ȱȱIȱdoȱknowȱthatȱtheȱbalanceȱbetweenȱteachingȱandȱgrantȬdrivenȱresearchȱinȱ
universitiesȱisȱgoingȱtoȱbeȱanȱimportantȱissue.ȱIȱhateȱtoȱseeȱaȱsecondȱclassȱofȱprofessorsȱ
createdȱthatȱdoesȱteachingȱonlyȱandȱisȱpopulatedȱprimarilyȱbyȱtrailingȱspouse”ȱ(Female,ȱ
White,ȱ40’s)ȱ
ȱ
“IȱthinkȱtheȱAAAȱshouldȱincludeȱmoreȱvoicesȱfromȱȈlessȱprivilegedȈȱcollegesȱsuchȱasȱstateȱ
collegesȱandȱcommunityȱcolleges.”ȱ(Female,ȱAsian,ȱ30’s)ȱ
ȱ
“Iȱthinkȱtheȱproblemȱisȱlessȱgenderȱthanȱclassȱrelated,ȱi.e.,ȱacademicȱclassesȱofȱhavesȱandȱ
haveȱnots,ȱtheȱadjunctsȱbeingȱtheȱhaveȱnots.ȱSadly,ȱthoseȱwhoȱputȱupȱwithȱadjunctingȱareȱ
usuallyȱreallyȱgoodȱandȱimpassionedȱteachersȱwhoȇdȱsettleȱforȱaȱlousyȱsalary”ȱ(Female,ȱ
White,ȱ40’s)ȱ ȱȱȱȱȱȱȱ
ȱ
“IȱthinkȱtheȱrangeȱofȱactivitiesȱthatȱAAAȱoffersȱhelpsȱpromoteȱandȱshowsȱtheȱvalueȱofȱ
differentȱtypesȱofȱanthroȱworkȱandȱanthroȱprojects.ȱȱPerhapsȱstressingȱmoreȱtheȱ
interdisciplinaryȱnatureȱofȱanthropologyȱwouldȱbeȱoneȱarea.ȱȱWhatȱdisciplineȱotherȱthanȱ
an”ȱ(Female,ȱWhite,ȱ50’s)ȱ ȱ
ȱ
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“ItȱcanȱconfrontȱtheȱinterpersonalȱandȱinterȬparadigmaticȱsquabblingȱheadȱonȱȬȬȱwritingȱ
aboutȱit,ȱtalkingȱaboutȱitȱandȱtryingȱȱinsteadȱtoȱencourageȱourȱcollectiveȱquest.”ȱ(Female,ȱ
White,ȱ60’s)ȱ
ȱ
“Letȱcollegesȱknowȱthatȱanthropologyȱisȱmoreȱthanȱarchaeology.”ȱ(Male,ȱDeclinedȱtoȱgiveȱ
race,ȱ50’s)ȱ ȱ
ȱ
“MoreȱattentionȱandȱsupportȱtoȱthoseȱofȱusȱinȱtheȱnoȬmanȇsȱlandȱbetweenȱPh.D.ȱandȱ
tenureȬtrackȱjobsȱwhoȱmayȱorȱmayȱnotȱhaveȱaȱsecureȱrelationshipȱwithȱaȱuniversity.ȱIȱfeelȱ
likeȱIȱdonȇtȱreallyȱbelongȱinȱAAAȱbecauseȱIȱdonȇtȱhaveȱaȱȈrealȈȱuniversityȱaffiliati”ȱ
(Female,ȱWhite,ȱ30’s)ȱ
ȱ
“Moreȱprogramsȱandȱrecognitionȱofȱcommunityȱcollegeȱprofessorsȱandȱtheȱroleȱtheyȱplayȱ
inȱpreparingȱstudentsȱforȱtheȱuniversity.”ȱ(Male,ȱWhite,ȱ40’s)ȱ ȱȱȱȱȱ
ȱ
“MoreȱrecognitionȱofȱtheȱneedȱofȱnonȬtenureȱtrackȱfacultyȱ(notȱmyȱsituation,ȱbutȱthatȱofȱ
manyȱcolleaguesȱandȱofȱmyȱhusband),ȱseriousȱattentionȱtoȱcontinuingȱracismȱandȱsexismȱ
inȱtheȱprofession”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱ
“noȱmoreȱadvocacyȱofȱoneȱtheoreticalȱorientationȱatȱtheȱexpenseȱofȱothers”ȱ(Male,ȱ
Declinedȱtoȱgiveȱrace,ȱ70’s)ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
“Prioritizeȱtheȱnarrativesȱofȱwomen”ȱ(Female,ȱBiȱorȱMultiracial,ȱ30’s)ȱ ȱ
ȱȱȱ
“Probablyȱbyȱmovingȱawayȱfromȱbeingȱaȱbigȱdefenderȱofȱtheȱ4ȱfieldȱapproachȱtoȱ
anthropology,ȱwhichȱhasȱbeenȱbanefulȱtoȱeveryȱdepartmentȱIȇveȱeverȱbeenȱin.ȱȱEmphasizeȱ
autonomy.”ȱ(Male,ȱWhite,ȱ40’s)ȱȱȱȱȱȱȱȱȱ
ȱ
“promoteȱawarenessȱofȱproblemȱofȱadjunctȱfacultyȱw/oȱbenefitsȱtakingȱupȱteachingȱ
responsibilitiesȱthroughoutȱcountryȱ(doesnȇtȱaffectȱmeȱdirectly),ȱpromoteȱmoreȱsupportiveȱ
peerȱreviewȱratherȱthanȱattacksȱandȱturfȱwars”ȱ(Female,ȱWhite,ȱ30’s)ȱ
ȱ
“PromoteȱnonȬacademicȱcareerȱpathsȱforȱgraduateȱstudents,ȱgivenȱtheȱacademicȱjobȱ
market.”ȱ(Male,ȱAsian,ȱ30’s)ȱ
ȱ
“protectingȱtheȱrightsȱofȱnonȱtenuredȱandȱolderȱanthropologists”ȱ(Female,ȱWhite,ȱ50’s)ȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
“provideȱandȱencourageȱmoreȱsupportȱ(andȱesteem)ȱforȱnonȱPh.Ds”ȱ(Female,ȱWhite,ȱ50’s)ȱ
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ȱ
“Reachȱoutȱtoȱanthrosȱworkingȱinȱotherȱkindsȱofȱdepartmentsȱasȱwellȱasȱoutsideȱtheȱ
academy.ȱKeepȱworkingȱagainstȱsexismȱinȱevaluatingȱCVsȱinȱsearches,ȱinȱevaluatingȱ
merits,ȱpromotions,ȱ&ȱtenure.”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱ
“recognizeȱaȱrareȱcreatureȱlikeȱanthropologistsȱwhoȱstudyȱthemselves.”ȱ(Female,ȱAsian,ȱ
30’s)ȱȱȱȱȱȱȱ
ȱ
“Recognizeȱdifferencesȱandȱworkȱtowardsȱpromotingȱbalancesȱinȱdepartments.”ȱ(Female,ȱ
Declinedȱtoȱgiveȱrace,ȱ60’s)ȱȱȱȱȱȱȱȱ
ȱ
“RecognizedȱthatȱthereȱisȱanȱadvancedȱdegreeȱbetweenȱtheȱB.A.ȱandȱPh.D.”ȱ(Female,ȱ
White,ȱ40’s)ȱ
ȱȱȱȱ
“remindȱmembersȱofȱanthroȱdepartmentsȱthatȱtheirȱreachingȱoutȱtoȱanthropologistsȱinȱ
otherȱareasȱmightȱbeȱaȱlifeȬline!”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱ
“ShowȱmoreȱinterestȱinȱtheȱnonȬtenureȱtrackȱfacultyȱwhoȱareȱnowȱtheȱmostȱprevalentȱ
academicȱemployeesȱinȱmostȱuniversities.”ȱ(Male,ȱWhite,ȱ50’s)ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
“showcaseȱmanyȱwaysȱofȱbeingȱanȱanthropologist.ȱDonȇtȱrelegateȱteachingȱtoȱcommunityȱ
colleges”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱ
“SomehowȱmanageȱtoȱreȬincorporateȱarchaeologyȱandȱphysicalȱanthropology.ȱRightȱnowȱ
AAAȱisȱprimarilyȱforȱsocioȬculturalȱanthropology.”ȱ(Male,ȱWhite,ȱ60’s)ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
“startȱadvocatingȱforȱthoseȱwhoȱareȱprofessionallyȱvulnerableȱinȱtheȱacademyȱȬȱnonȬtenureȱ
track,ȱtemporary,ȱandȱadjunctȱprofessors.”ȱ(Female,ȱWhite,ȱ30’s)ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
“StopȱmarginalizingȱtheȱAFA”ȱ(Female,ȱWhite,ȱ30’s)ȱ ȱ
ȱ
“supportȱfacultyȱinȱsmallȱdepartmentsȱwithȱprimaryȱteachingȱassignments”ȱ(Female,ȱ
White,ȱ50’s)ȱ
ȱ
“TheȱAAAȱneedsȱtoȱputȱpressureȱonȱALLȱanthropologistsȱtoȱbeȱawareȱofȱTONSȱmoreȱ
issues.ȱButȱrealistically,ȱtheȱAAAȱisȱmainlyȱconcernedȱwithȱSocioȬCut.ȱanthȱnotȱtheȱotherȱ
disciplines.”ȱ(Female,ȱDeclinedȱtoȱgiveȱrace,ȱ30’s)ȱȱȱȱȱȱȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
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“ThisȱisȱhardȱtoȱsayȱsinceȱIȱdoȱnotȱserveȱinȱpersonȱinȱaȱUSȱanthropologicalȱ
establishment.”ȱ(Male,ȱWhite,ȱ60’s)ȱ
ȱ
“Valuingȱofȱmuseumȱworkȱandȱotherȱappliedȱanthropology.ȱMyȱadministrativeȱandȱgrantȱ
writingȱexperienceȱandȱtheȱresearchȱIȱdidȱonȱmuseumȱexhibitionsȱshouldȱnotȱbeȱworthȱlessȱ
thanȱaȱrecentȱdissertation.”ȱ(Female,ȱWhite,ȱ50’s)ȱ ȱ
ȱ
10.ȱȱ“SupportȱYourȱTroops”ȱ

ThisȱcategoryȱincludesȱresponsesȱwhichȱcallȱforȱtheȱAAAȱtoȱprovideȱmoreȱ
opportunitiesȱforȱcollegialȱnetworkingȱ(includingȱcollaboration)ȱandȱmentoringȱ
programs/networks.ȱ(39ȱresponses)ȱ
ȱ
“Aȱmentoringȱorganizationȱwouldȱbeȱusefulȱforȱpeopleȱwhoȱdonȇtȱgetȱmuchȱmentoringȱatȱ
theirȱownȱinstitution.”ȱ(Female,ȱWhite,ȱ30’s)ȱ
ȱ
“aȱprizeȱforȱoutstandingȱmentoringȱofȱwomen.”ȱ(Female,ȱWhite,ȱ30’s)ȱ ȱ
ȱ
“Betterȱmentoring.ȱȱItȇsȱsuchȱaȱcompetitiveȱfieldȱthatȱitȱisȱdifficultȱtoȱaskȱforȱhelpȱorȱadviceȱ
withoutȱappearingȱweakȱorȱstupid.”ȱ(Female,ȱBiȱorȱMultiracial,ȱ40’s)ȱ ȱ
ȱ
“ȬȱByȱprovidingȱaȱmentoringȱnetworkȱforȱjuniorȱfaculty,ȱespeciallyȱforȱminoritizedȱ
populationsȱȬȱByȱprovidingȱmoreȱopportunitiesȱforȱcollaborativeȱinterdisciplinaryȱwork”ȱ
(Female,ȱBiȱorȱMultiracial,ȱ30’s)ȱȱȱȱȱȱȱ
ȱ
“Continueȱtoȱpromoteȱnetworkingȱopportunitiesȱforȱwomen.”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱ
“Createȱinformalȱnetworkȱofȱjr.ȱfacultyȬȬȱcanȱaskȱforȱadvice,ȱparticularlyȱpeopleȱwhoȱwereȱ
notȱworkingȱinȱtheȱsameȱinstitutionȱasȱmyself.”ȱ(Female,ȱAsian,ȱ40’s)ȱ
ȱ
“Encourageȱinteractionȱamongȱmembersȱofȱdepartments”ȱ(Female,ȱWhite,ȱ50’s)ȱ ȱ
ȱȱ
“encouragingȱmentoringȱofȱyoungerȱfaculty”ȱ(Female,ȱWhite,ȱ60’s)ȱ ȱ
ȱ
“encouragingȱmentoringȱprograms.”ȱ(Female,ȱWhite,ȱ40’s)ȱ
ȱ
“Establishingȱaȱmentorȱprogramȱforȱfemaleȱprofessionals.ȱAssigningȱseniorȱfacultyȱ
membersȱtoȱindividualsȱtoȱprovideȱonlineȱsupportȱandȱguidanceȱonȱgrantȱwriting,ȱ
publishing,ȱandȱdailyȱworkȱissues.”ȱ(Female,ȱNativeȱHawaiianȱorȱPacificȱIslander,ȱ30’s)ȱ ȱ
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ȱȱȱȱ
“fosterȱcollaborativeȱwork”ȱ(Female,ȱBlackȱorȱAfricanȬAmerican,ȱ50’s)ȱ
ȱ
“Haveȱlotsȱofȱchancesȱforȱolderȱprofessionalsȱtoȱtalkȱtoȱandȱmentorȱyoungerȱones”ȱ
(Female,ȱWhite,ȱ40’s)ȱ
ȱ
“helpȱwomenȱestablishȱsupportȱgroupsȱatȱtheirȱownȱuniversitiesȬȱespeciallyȱaroundȱ
tenure,ȱwork/familyȱissues,ȱworkingȱtowardsȱgoodȱmaternityȱleaveȱpolicies,ȱpartnerȱ
hiringȱpolicies;ȱsomethingȱneedsȱtoȱbeȱdoneȱaboutȱmakingȱpartȬtimeȱsalariesȱhiringȱandȱ
get”ȱ(Female,ȱWhite,ȱ60’s)ȱ ȱ
ȱ
“Iȱdoȱnotȱknow...ȱmayȱmoreȱnetworking”ȱ(Female,ȱOtherȱsingleȱrace,ȱ30’s)ȱ
ȱ
“Iȱhaveȱnoȱidea...ȱsoȱmuchȱofȱitȱisȱjustȱaȱreflectionȱofȱtheȱgenderȱinequityȱinȱsocietyȱȬȱ
mentoringȱandȱsupportȱservicesȱforȱwomenȱinȱacademia.”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱ
“Iȱthinkȱaȱpublicationȱforȱyoungerȱfaculty/graduateȱstudentsȱasȱwellȱasȱnetworkingȱ
workshopsȱonȱequityȱissuesȱthatȱwouldȱhelpȱwomenȱfeelȱlessȱisolated.”ȱ(Female,ȱWhite,ȱ
30’s)ȱ ȱ
ȱ
ȱ“IȱwishȱIȱknewȱtheȱanswerȱtoȱthisȱone.ȱȱIȱusedȱtoȱfeelȱhorribleȱandȱlonelyȱatȱtheȱAAAȱ
meetingsȱasȱanȱolderȱwomanȱstudentȱnewȱtoȱanthropology,ȱbutȱsinceȱIȇveȱbecomeȱaȱ
professorȱIȱfindȱtheȱAAAsȱfriendlier.ȱȱWhyȱdonȇtȱweȱhaveȱanȱAAAȱȈdatingȱserviceȈȱ
(homoȱand”ȱ(Female,ȱWhite,ȱ60’s)ȱ ȱ ȱ
ȱ
“Inȱanȱivyȱinstitutionȱlikeȱmineȱitȱisȱnotȱatȱallȱclearȱhowȱoutsideȱagenciesȱcanȱhaveȱanyȱ
impactȱatȱall.ȱTheȱkeyȱissueȱisȱcrossȬdepartmentalȱalliancesȱamongȱfeministȱfaculty.”ȱ
(Female,ȱWhite,ȱ50’s)ȱ ȱȱ
ȱ
“itȱcanȱcreateȱaȱmentorshipȱgroup.”ȱ(Female,ȱOtherȱsingleȱrace,ȱ30’s)ȱ
ȱ
ȱ“Mentoring,ȱmentoring,ȱmentoringȱ(mainlyȱchairsȱandȱseniorȱpeopleȱhaveȱtoȱgetȱ
involved)”ȱ(Female,ȱWhite,ȱ40’s)ȱ ȱ
ȱ
“Mentoring,ȱnetworking,ȱtrainingȱforȱleadership.”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“mentoringȱtoȱjuniorȱfacultyȱisȱessentialȱȬȱtheyȱdonȇtȱalwaysȱgetȱitȱatȱtheirȱhomeȱ
institutions”ȱ(Female,ȱWhite,ȱ40’s)ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱ
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ȱ
“Mentorȱyoungȱwomenȱasȱmuchȱasȱpossible.”ȱ(Female,ȱWhite,ȱ60’s)ȱ
ȱȱȱȱ
“mentorȱjuniorȱwomenȱtoȱstopȱmakingȱnice,ȱplayingȱtheȱeternalȱpeacemaker,ȱvolunteeringȱ
forȱeveryȱdamnȱcommittee,ȱandȱunderminingȱtheirȱownȱvoicesȱwithȱunȬassertiveȱspeechȱ
andȱbodyȱlangȱinȱmeetings.”ȱ(Female,ȱWhite,ȱ40’s)ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱ
ȱ
“Mentorȱandȱdevelopȱyoungȱwomen,ȱparticularlyȱwomenȱofȱcolor,ȱintoȱtheȱacademy.ȱSeeȱ
whatȱtheȱCAEȱwithinȱAAAȱisȱdoingȱinȱthisȱareaȱrightȱnow.”ȱ(Female,ȱWhite,ȱ60’s)ȱ
ȱ
“moreȱeffectiveȱmentoringȱforȱgraduateȱstudents.”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱ
“Moreȱmentoringȱprogramsȱforȱyoungȱwomen”ȱ(Female,ȱWhite,ȱ30’s)ȱ ȱ
ȱ
“moreȱworkshopsȱforȱnewȱfacultyȱmembersȱatȱAAAs,ȱmentoringȱofȱyoungȱfacultyȱwhoȱ
mayȱnotȱunderstandȱhowȱtheȱgamesȱareȱplayed.”ȱ(Female,ȱDeclinedȱtoȱgiveȱrace,ȱ40’s)ȱ
ȱ
“networkingȱlunches/roundtables.”ȱ(Female,ȱWhite,ȱ40’s)ȱ
ȱ
“NotȱsureȬȱtrainingȱseniorȱcolleaguesȱhowȱtoȱhaveȱbetterȱsocialȱskillsȱ(e.g.ȱinviteȱnewȱ
facultyȱtoȱlunchȱorȱcoffeeȱATȱLEASTȱONCE.”ȱ(Female,ȱNativeȱHawaiianȱorȱPacificȱ
Islander,ȱ30’s)ȱ
ȱ
“Opportunitiesȱforȱcollaborativeȱresearchȱprojects”ȱ(Female,ȱWhite,ȱ50’s)ȱȱ
ȱ
“promoteȱcollaborativeȱprojectsȱ(asȱopposedȱtoȱtraditionalȱindividualȱrewardȱsystem)”ȱ
(Female,ȱWhite,ȱ50’s)ȱ
ȱ
“Promoteȱmentoring.”ȱ(Female,ȱWhite,ȱ60’s)ȱ
ȱ
“Provideȱaȱforumȱforȱwomenȇsȱnetworkingȱoutsideȱofȱmeetings.”ȱ(Female,ȱWhite,ȱ40’s)ȱ
ȱ
“Provideȱdepartmentsȱandȱotherȱprofessionalȱsocietiesȱwithȱgoodȱmodelsȱforȱmentoringȱ
juniorȱfaculty.”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱ
“Provideȱmentoring,ȱpromoteȱawarenessȱofȱbothȱsubtleȱandȱnotȱsoȱsubtleȱgenderȱ
inequities.ȱEstablishȱopportunitiesȱforȱnetworking.”ȱ(Female,ȱAsian,ȱ30’s)ȱ
ȱ
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“providingȱspecificȱsuggestionsȱonȱhowȱtoȱmentor;ȱimproveȱcommunication”ȱ(Female,ȱ
White,ȱ40’s)ȱ
ȱ
“promoteȱmentoring!”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱ
“Throughȱsupportiveȱnetworks,ȱmaybeȱmentorshipȱetc.”ȱ(Female,ȱDeclinedȱtoȱgiveȱrace,ȱ
50’s)ȱ ȱ
ȱ
11.ȱȱ“CultureȱShock”ȱ

ThisȱcategoryȱincludesȱresponsesȱthatȱaskȱAAAȱtoȱtakeȱanȱactiveȱroleȱinȱ
modifyingȱtheȱcultureȱofȱanthropologists.ȱȱThisȱcategoryȱalsoȱincludesȱresponsesȱ
whichȱindicateȱaȱneedȱforȱchangesȱinȱindividualȱanthropologist’sȱbeliefs,ȱvalues,ȱ
attitudes,ȱandȱbehavior.ȱ(32ȱresponses)ȱ
ȱ
“AAAȱcouldȱunderlineȱforȱourȱmenȱ*and*ȱwomenȱcolleaguesȱtheȱdifficultiesȱfacedȱbyȱ
womenȱandȱaskȱforȱelasticityȱinȱtheȱlightȱofȱexcellenceȱandȱbrilliance.”ȱ(Female,ȱWhite,ȱ
40’s)ȱ
ȱ
“Anthropologyȱdepartmentsȱareȱoftenȱdysfunctionalȱandȱunhappyȱsettings;ȱtheȱȈcultureȈȱ
needsȱtoȱbeȱimprovedȱsomehow”ȱ(Female,ȱWhite,ȱ40’s)ȱ
ȱ
“Beatsȱme.ȱIȱthinkȱtheȱgenerationȱwithȱthatȱresistsȱcollegialityȱwithȱwomenȱisȱretiringȱ
soon.”ȱ(Female,ȱWhite,ȱ40’s)ȱ ȱȱȱȱȱȱȱ
ȱ
“Beingȱmoreȱcarefulȱwithȱaffirmativeȱactionȱissues,ȱandȱcombatingȱtheȱyouȱmustȱbeȱaȱ
memberȱofȱtheȱgroupȱtoȱstudyȱitȱapproachȱofȱsome.”ȱ(Male,ȱWhite,ȱ50’s)ȱ ȱ
ȱ
“Betterȱtheȱvocabularyȱforȱsuccessfulȱnarrativesȱforȱall!”ȱ(Male,ȱWhite,ȱ40’s)ȱ ȱȱȱ
ȱ
“Byȱgenuinelyȱsupportingȱfreedomȱofȱexpressionȱandȱopportunityȱindependentȱofȱraceȱ
andȱgender;ȱbyȱpromotingȱintellectualȱdiversityȱasȱopposedȱtoȱdiversityȱofȱskinȱcolorȱandȱ
gender.”ȱ(Missingȱgender,ȱMissingȱrace,ȱMissingȱage)ȱ ȱȱȱ
ȱ
“Byȱincreasingȱunderstandingȱofȱtheȱcultureȱofȱcommunities.ȱSomeȱacademicȱ
communities,ȱsuchȱasȱmine,ȱareȱgenerallyȱcollegialȱandȱequitable,ȱothersȱareȱnot.ȱWeȱ
shouldȱstudyȱtheȱconditionsȱresponsible”ȱ(Female,ȱWhite,ȱ60’s)ȱ ȱȱȱ
ȱ
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“Emphasizeȱthatȱfeminismȱrequiresȱfriendlyȱcooperation,ȱcommunication,ȱnotȱbackȬ
stabbingȱrivalry.”ȱ(Female,ȱWhite,ȱ50’s)ȱȱȱȱ
ȱ
“EncourageȱmoreȱwomenȱtoȱenterȱRȬ1ȇsȱtoȱchangeȱtheȱclimateȱbyȱprese”ȱ(Female,ȱWhite,ȱ
30’s)ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
“Forȱwhom?ȱForȱtheȱmembers?ȱIȱdoȱnotȱknowȱtheȱinternalȱworkingsȱofȱAAAȱtoȱanswerȱ
thisȱbutȱaȱgoodȱstartȱwouldȱbeȱbyȱpayingȱattentionȱtoȱtheȱwayȱinȱwhichȱpatronȱclientȱ
relationsȱthatȱdetermineȱinclusionȱandȱexclusionȱatȱmanyȱlevels.ȱThinkȱanthropologicallyȱ
a”ȱ(Female,ȱBiȱorȱMultiracial,ȱ40’s)ȱ ȱ
ȱ
“Goodȱquestion.ȱȱReframingȱtheȱworkplace,ȱnotȱonlyȱinȱacademiaȱbutȱinȱAmericanȱlifeȱ
generally,ȱshowȱbeȱaȱfeministȱpriority.”ȱ(Female,ȱWhite,ȱ50’s)ȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ ȱȱȱȱȱȱȱ
“Helpȱseniorȱfacultyȱtoȱworkȱthroughȱtheirȱ(oftenȱyearsȱof)ȱdifferences,ȱandȱprovideȱ
genuineȱsocialȱopportunitiesȱforȱtheȱdepartmentȱasȱaȱwholeȬȬincludingȱnewȱfaculty.ȱȱRightȱ
nowȱweȱareȱallȱforcedȱtoȱkindȱofȱfendȱforȱourselvesȱinȱclimatesȱwhichȱmayȱnotȱbe”ȱ(Female,ȱ
White,ȱ30’s)ȱ ȱȱȱ
ȱ
“higherȱdegreesȱofȱprofessionalismȱandȱlessȱȈentitlementȈȱfeelingsȱamongstȱfaculty,ȱ
especiallyȱyoungerȱones.”ȱ(Male,ȱWhite,ȱ50’s)ȱ ȱ
ȱ
“Iȱthinkȱthatȱitȱhasȱtoȱcomeȱfromȱtheȱindividualȱfacultyȱmembersȱthemselves.ȱTheȱacademyȱ
drawsȱpreciousȱfewȱwhoȱcareȱaboutȱthis,ȱinsecurityȱreignsȱsupreme,ȱleadingȱtoȱcorrosiveȱ
politicsȱandȱpositioning”ȱ(Female,ȱWhite,ȱ30’s)ȱ ȱ
ȱ
“inȱtheȱprofession,ȱlessȱstridency,ȱnameȱcalling,ȱacrimony,ȱmoralisticȱposturing’ȱ(Male,ȱ
White,ȱ60’s)ȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
“letȱoldȱwhiteȱmenȱdieȱoff.”ȱ(Female,ȱWhite,ȱ50’s)ȱȱȱȱȱ
ȱ
“limitȱcompetitiveȱnatureȱbetweenȱandȱamongȱwomenȱofȱcolorȱfaculty/gradȱstudents”ȱ
(Female,ȱBiȱorȱMultiracial,ȱ30’s)ȱȱȱ
ȱ
“Makeȱanȱeffortȱtoȱencourageȱmoreȱmenȱtoȱgetȱintoȱanthropology.ȱTheȱȈfeminizationȈȱofȱ
ourȱdisciplineȱcouldȱbecomeȱmoreȱproblematicȱ(unfortunately).”ȱ(Female,ȱWhite,ȱ50’s)ȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ



ȱ

ȱ

170

“Makeȱsureȱsexismȱendsȱfromȱallȱperspectives.ȱMakeȱsureȱthatȱthereȱisȱaȱclimateȱofȱ
toleranceȱandȱdifference.”ȱ(Male,ȱWhite,ȱ60’s)ȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
“Promoteȱgoodȱwork.ȱPromoteȱindividualsȱwhoȱareȱequitableȱandȱcreateȱcollegialȱworkingȱ
conditions.”ȱ(Male,ȱWhite,ȱ40’s)ȱȱȱ
ȱ
“Promoteȱnonȱgenderedȱpointsȱofȱviewsȱandȱposition.ȱGender,ȱraceȱetcȱshouldȱnotȱbeȱaȱ
considerationȱinȱappointmentsȱandȱpromotions.”ȱ(Male,ȱAmericanȱIndianȱorȱNativeȱ
Alaskan,ȱ50’s)ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“Promoteȱpeopleȱasȱpeopleȱnotȱasȱsex/genderȱindividuals.”ȱ(Female,ȱDeclinedȱtoȱgiveȱrace,ȱ
40’s)ȱȱȱȱȱȱȱ
ȱ
“Resistȱaȱclimateȱthatȱviewsȱyoungerȱ(especiallyȱtenureȬtrackȱandȱuntenured)ȱfemaleȱ
academicsȱasȱȇshortȱskirtsȇȱinȱdepartments:ȱtheseȱpeopleȱneedȱtoȱbeȱtreatedȱprofessionally,ȱ
butȱtooȱoftenȱtheyȇreȱpatronized.”ȱ(Male,ȱWhite,ȱ40’s)ȱ ȱ
ȱ
“retrainȱtheȱoldȱboyȇsȱclub”ȱ(Female,ȱDeclinedȱtoȱgiveȱrace,ȱ30’s)ȱ
ȱ
“TakeȱarrogantȱwhiteȱmenȱlessȱseriouslyȱinȱtheirȱinflatedȱselfȬpromotion.’ȱ(Female,ȱWhite,ȱ
50’s)ȱ
ȱ
“Thereȱshouldȱbeȱemphasisȱonȱcollegiality,ȱunderstandingȱofȱtheȱvalueȱofȱcollaborativeȱ
work,ȱandȱaȱclearȱandȱopenȱcommitmentȱtoȱidealsȱofȱaȱqualityȱlifeȱmeasurableȱbeyondȱ
refereedȱpublications.”ȱ(Female,ȱDeclinedȱtoȱgiveȱrace,ȱ30’s)ȱ ȱȱȱȱ
ȱ
“Thisȱisȱdifficultȱbecauseȱmuchȱofȱtheȱgenderȱorȱracialȱdiscriminationȱthatȱtakesȱplaceȱisȱ
goingȱonȱatȱtheȱlevelȱofȱtheȱindividualȱinȱinterpersonalȱrelationshipsȱorȱinȱclosedȱdoorȱ
facultyȱmeetings.”ȱ(Female,ȱWhite,ȱ30’s)ȱ
ȱ
“toȱbeȱlessȱpoliticallyȱcorrect”ȱ(Male,ȱWhite,ȱ50’s)ȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
“Tryȱtoȱstopȱtheȱinfightingȱinȱdepartments.”ȱ(Female,ȱWhite,ȱ50’s)ȱ ȱȱȱȱȱ
ȱ
“Trainȱacademicsȱtoȱbeȱprofessionalȱandȱbusinessȱlikeȱinȱtheirȱinteractionsȱwithȱothersȱ
andȱinstillȱaȱsenseȱofȱresponsibilityȱtoȱtheȱpeopleȱwhoȱpayȱtheȱbills.ȱAcademicȱelitismȱhasȱ
noȱplaceȱinȱtheȱuniv”ȱ(Male,ȱDeclinedȱtoȱgiveȱrace,ȱ60’s)ȱ ȱȱȱȱȱȱ
ȱ
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“Whatȱcanȱyouȱdoȱtoȱstopȱunethicalȱcreepsȱwhoȱareȱinȱourȱprofessionȱandȱwhoȱlikeȱtoȱplayȱ
powerȱgamesȱwithȱȇlittleȱgirlsȇȱ(ourȱyoungȱundergrads)??ȱHellȱevenȱmyȱuniversityȱ
canȇt/wonȇtȱstopȱit...canȱyou?!”ȱ(Female,ȱWhite,ȱ40’s)ȱ ȱ
ȱ
“workȱtoȱdiminishȱtheȱcultureȱofȱmoralisticȱcarpingȱandȱjudgementalismȱthatȱhasȱbecomeȱ
importantȱinȱourȱprofessionȱduringȱtheȱpastȱcoupleȱofȱdecadesȱorȱso”ȱ(Male,ȱWhite,ȱ60’s)ȱ
ȱ
12.ȱȱ“Tricky,ȱTricky,ȱTenureȱSystem…”ȱ

Thisȱcategoryȱincludesȱresponsesȱwhichȱidentifyȱtheȱdisparityȱbetweenȱ
tenuredȱ(andȱtenureȬtrack)ȱfacultyȱandȱnonȬtenuredȱ(andȱadjunct)ȱfacultyȱasȱaȱ
mainȱsourceȱofȱproblems.ȱȱThisȱcategoryȱalsoȱincludesȱresponsesȱwhichȱfocusȱonȱ
professionalȱpromotionȱandȱdevelopment”ȱ(12ȱresponses)ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“Dealȱwithȱtheȱ2ȱtierȱsystemȱthatȱallowsȱtenureȱtrackȱfacultyȱtoȱsucceedȱonȱtheȱbacksȱandȱ
lowȱwagesȱofȱadjunctȱfacultyȱandȱlecturers”ȱ(Female,ȱWhite,ȱ50’s)ȱȱȱ
ȱ
“Encourageȱgreaterȱpromotionȱofȱwomenȱtoȱveryȱseniorȱpositions.”ȱ(Female,ȱWhite,ȱ40’s)ȱ
ȱ
“Encourageȱmoreȱfullȱjobsȱwithȱbenefitsȱandȱlessȱpartȱtimeȱoutsourcing.”ȱ(Female,ȱWhite,ȱ
50’s)ȱ ȱ
ȱ
“Fightȱforȱuseȱofȱfullȱtimeȱfacultyȱinsteadȱofȱmanyȱtemporaries.”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱ
“Fightȱtheȱmovementȱtowardsȱtemps,ȱadjuncts,ȱandȱnonȬtenureȬtrackȱpositionsȱamongȱallȱ
universities.”ȱ(Male,ȱWhite,ȱ40’s)ȱ ȱȱȱ
ȱ
“ForceȱemployersȱtoȱopenȱprocessȱȬȱonȱtenure,ȱhiringȱetc.”ȱ(Male,ȱAsian,ȱ40’s)ȱ
ȱ
“IȱthinkȱtheȱmainȱissueȱisȱpartȬtimeȱemploymentȱthatȱexploitsȱtheȱlaborȱmarketȱinȱ
academiaȱand,ȱIȱsuspect,ȱimpactsȱprimarilyȱwomen.”ȱ(Male,ȱBiȱorȱMultiracial,ȱ60’s)ȱ
ȱ
“Oneȱthingȱtoȱdoȱisȱalsoȱworkȱveryȱhardȱonȱtheȱproblemsȱofȱcontingentȱfacultyȱandȱ
trailingȱspouses.ȱȱTrailingȱspousesȱareȱmoreȱoftenȱtrailingȱwives.ȱȱIȇdȱbeȱinterestedȱinȱ
encouragingȱsharedȱtenureȱlines,ȱreducingȱtheȱnumberȱofȱadjuncts,ȱwhoȱstillȱskewȱstro”ȱ
(Female,ȱWhite,ȱ50’s)ȱ ȱȱȱȱȱȱ
ȱ
“professionalȱdevelopment”ȱ(Male,ȱWhite,ȱ50’s)ȱ
ȱ
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“WithȱAAUP,ȱsupportȱfullȬtimeȱtenureȱtrackȱappointmentsȱinsteadȱofȱadjunctȱ
positions?”ȱ(Female,ȱWhite,ȱ60’s)ȱ ȱȱȱȱȱȱ
ȱ
“Workȱagainstȱtrendȱtoȱfewerȱtenureȱtrackȱlines”ȱ(Female,ȱOtherȱsingleȱrace,ȱ40’s)ȱ
ȱ
“Workȱtoȱincreaseȱtheȱnumberȱofȱacademicȱjobs,ȱandȱtoȱpromoteȱtheȱvalueȱofȱanthropologyȱ
outsideȱofȱacademia.ȱMoreȱjobsȱwillȱmeanȱbetterȱworkingȱconditionsȱforȱmenȱandȱ
women.”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱȱȱȱȱȱȱȱȱ
13.ȱȱ“PutȱYourȱMoneyȱWhereȱYourȱMouthȱIs”ȱ

Thisȱcategoryȱincludesȱresponsesȱwhichȱexpressȱaȱneedȱforȱgreaterȱfundingȱ
availability,ȱsupport,ȱandȱguidance.ȱ(12ȱresponses)ȱ
ȱ
“byȱtryingȱtoȱmakeȱfundingȱavailableȱforȱWRITINGȱwhichȱdoesȱnotȱrequireȱyouȱtoȱgoȱ
anywhereȬȬthisȱaffectsȱmothersȱofȱschoolȱagedȱchildrenȱinȱparticular,ȱalthoughȱitȱalsoȱ
affectsȱfathers”ȱ(Female,ȱWhite,ȱ40’s)ȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
“Campaignȱforȱbetterȱfundingȱopportunitiesȱforȱjuniorȱfaculty.”ȱ(Female,ȱWhite,ȱ30’s)ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
“campaigningȱforȱequalȱpayȱforȱequalȱwork.ȱWhyȱareȱanthropologistsȇȱsalariesȱlowerȱthanȱ
thoseȱofȱallȱotherȱsocialȱsciences?ȱWeȱworryȱaboutȱhotelȱworkers,ȱbutȱwhoȱwillȱspeakȱupȱ
forȱus?”(Female,ȱDeclinedȱtoȱgiveȱrace,ȱ40’s)ȱ
ȱ
“DevelopingȱaȱfundingȱpoolȱforȱNorthȱAmericanȱresearchȱwouldȱprovideȱanȱoutletȱforȱ
doingȱethnographicȱworkȱinȱtheȱUSȱthatȱisȱoftenȱmoreȱreadilyȱpossibleȱwhenȱparentingȱ
children.”(Female,ȱWhite,ȱ30’s)ȱ
ȱ
“Ensureȱthatȱstartingȱsalariesȱareȱequitable”ȱ(Female,ȱWhite,ȱ40’s)ȱ ȱ
ȱ
“Helpȱwithȱaccessȱtoȱgrants,ȱespeciallyȱforȱpeopleȱatȱsmallȱliberalȱartsȱcollegesȱwithoutȱ
gradȱprograms.”ȱ(Female,ȱWhite,ȱ40’s)ȱ ȱȱȱȱȱȱȱȱ
ȱ
“Helpingȱtoȱlocateȱfundingȱopportunitiesȱforȱresearch.”ȱ(Female,ȱWhite,ȱ50’s)ȱ ȱȱȱ
ȱ
“makeȱitȱeasierȱforȱpeopleȱtoȱgetȱsupportȱforȱresearchȱandȱteaching!”ȱ(Male,ȱWhite,ȱ30’s)ȱ
ȱ
“needȱforȱmoreȱgrantsȱfundingȱtheȱworkȱofȱanthropology”ȱ(Female,ȱDeclinedȱtoȱgiveȱrace,ȱ
60’s)ȱ
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ȱ
“provideȱmoreȱinformationȱonȱgrants”ȱ(Female,ȱBlackȱorȱAfricanȬAmerican,ȱ50’s)ȱ
ȱ
“SUBVENTIONSȱFORȱPUBLICATIONS.”ȱ(Female,ȱDeclinedȱtoȱgiveȱrace,ȱ40’s)ȱ
ȱ
”Supportȱwomenȇsȱscholarship,ȱmakeȱresearchȱandȱcurriculumȱdevelopmentȱfundingȱ
available.”ȱ(Female,ȱWhite,ȱ40’s)ȱ
ȱ
14.ȱȱ“TheȱKidsȱAreȱAlright”ȱ

ThisȱcategoryȱincludesȱresponsesȱwhichȱstateȱthatȱAAAȱisȱalreadyȱdoingȱaȱ
greatȱjobȱandȱshouldȱcontinueȱitsȱworkȱalongȱtheȱsameȱlines.ȱ(12ȱresponses)ȱ
ȱ
ȱ“doȱwhatȱyouȱareȱdoingȱnowȱbutȱmoreȱso”ȱ(Female,ȱWhite,ȱ60’s)ȱȱ
ȱ
“Doingȱfineȱasȱitȱis.”ȱ(Female,ȱDeclinedȱtoȱgiveȱrace,ȱ40’s)ȱ
ȱ
“Iȱthinkȱitȱisȱdoingȱitsȱbestȱnow.”ȱ(Female,ȱBiȱorȱMultiracial,ȱ40’s)ȱ ȱ
ȱ
“IȱthinkȱtheȱAAAȱdoesȱaȱgoodȱjobȱalready”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱ
“Iȱthinkȱyouȱareȱdoingȱallȱyouȱcan.”ȱ(Female,ȱWhite,ȱ50’s)ȱȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ“Iȱthinkȱworkingȱconditionsȱareȱequitableȱandȱcollegial.”ȱ(Female,ȱWhite,ȱ40’s)ȱ
ȱ
“itȇsȱdoingȱaȱgoodȱjob”ȱ(Female,ȱWhite,ȱ40’s)ȱ ȱ
ȱ
“Itȱalreadyȱisȱdoingȱaȱgoodȱjobȱonȱthisȱtopic”ȱ(Male,ȱWhite,ȱ50’s)ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱȱ
“Itȱalreadyȱdoesȱtoȱtheȱbestȱofȱmyȱknowledge”ȱ(Male,ȱWhite,ȱ50’s)ȱ ȱ
ȱȱȱȱȱ
“keepȱdoingȱwhatȱyouȱdo”ȱ(Male,ȱWhite,ȱ60’s)ȱ
ȱ
“Payȱscalesȱmayȱstillȱbeȱoff,ȱbutȱthisȱcomesȱfromȱadministration,ȱnotȱanthropologyȱ
departments.ȱIȱhaveȱnotȱfeltȱgenderȱinequityȱinȱmyȱexperience.”ȱ(Female,ȱWhite,ȱ40’s)ȱ
ȱ
“Youȱareȱdoingȱfine,ȱIȱbelieve.”ȱ(Male,ȱWhite,ȱ50’s)ȱ
ȱ
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15.ȱȱ“JoinȱtheȱParty”ȱ
ThisȱcategoryȱincludesȱresponsesȱthatȱindicateȱAAAȱneedsȱtoȱnetworkȱwithȱ

otherȱorganizationsȱthatȱareȱalreadyȱdoingȱthisȱworkȱeffectively.ȱ(11ȱresponses)ȱ
ȱ
“ActivitiesȱofȱAFAȱandȱSOLGAȱareȱhelpfulȱandȱshouldȱbeȱsupportedȱbyȱAAA.”ȱ(Female,ȱ
White,ȱ60’s)ȱ ȱ
ȱ
“Byȱworkingȱcollaborativelyȱwithȱotherȱprofessionalȱassociationsȱtoȱcreateȱpoliciesȱthatȱ
willȱbeȱconduciveȱtoȱwomenȇsȱcareerȱadvancement,ȱincludingȱchildȱcareȱandȱparentalȱ
leaveȱpolicies.ȱ“(Female,ȱBiȱorȱMultiracial,ȱ40’s)ȱ ȱ
ȱ
“Joinȱwithȱotherȱorgs.ȱtoȱputȱpressureȱonȱcollegesȱandȱunivsȱtoȱcreateȱmoreȱflexibleȱ
opportunitiesȱforȱwomen,ȱparentsȱofȱallȱgendersȱandȱsexualities,ȱandȱdualȱcareerȱcouples.ȱ
Fromȱtenureȱevalsȱtoȱhires”ȱ(Male,ȱDeclinedȱtoȱgiveȱrace,ȱ30’s)ȱ ȱ
ȱ
“Otherȱanthropologistsȱarenȇtȱtheȱproblem.ȱVoiceȱmoreȱsupportȱforȱAAUP?”ȱ(Male,ȱBiȱorȱ
Multiracial,ȱ40’s)ȱ
ȱȱ
“Otherȱorganizationsȱdoȱthisȱquiteȱwell.ȱPerhapsȱtheȱAAAȱshouldȱworkȱmoreȱdirectlyȱ
withȱthemȱasȱitȱcontinuesȱtoȱresearchȱandȱpublishȱaboutȱtheȱcareersȱofȱwomenȱ
anthropologists.”ȱ(Female,ȱWhite,ȱ30’s)ȱ ȱ
ȱ
“supportȱinitiativesȱalongȱtheseȱlinesȱaimedȱbroadlyȱatȱacademia;ȱanthropologyȱisȱnotȱinȱ
anyȱspecialȱcircumstanceȱonȱtheseȱissues”ȱ(Male,ȱDeclinedȱtoȱgiveȱrace,ȱ40’s)ȱ
ȱ
“theȱAAAȱshouldȱworkȱwithȱtheȱAAUPȱtoȱensureȱthatȱacademicȱfreedomȱisȱprotectedȱforȱ
scholarsȱworkingȱinȱtheȱfieldȱofȱMiddleȱEasternȱStudies.”ȱ(Female,ȱWhite,ȱ40’s)ȱ ȱ
ȱ
“TheȱAAUPȱhasȱaȱgoodȱhandleȱonȱtheȱissuesȱforȱwork/lifeȱconflictȱforȱwomenȱandȱwhatȱ
goodȱpoliciesȱlookȱlike.ȱPartneringȱwithȱthemȱseemsȱaȱgoodȱplan.”ȱ(Female,ȱWhite,ȱ40’s)ȱ ȱȱȱ
ȱ
“WorkȱcloselyȱwithȱAAUPȱandȱotherȱprofessionalȱorganizationsȱtoȱdevelopȱeffectiveȱ
standards.”ȱ(Male,ȱDeclinedȱtoȱgiveȱrace,ȱ40’s)ȱ ȱ
ȱ
“Workȱwithȱotherȱprofessionalȱassociationsȱtoȱadvocateȱforȱgraduateȱfundingȱonȱaȱparȱ
withȱhardȱsciences,ȱforȱpayȱandȱbenefitsȱthatȱsupportȱcollegeȱinstructorsȱatȱleastȱasȱfullyȱ
asȱKȬ12ȱinstructors.”ȱ(Female,ȱDeclinedȱtoȱgiveȱrace,ȱ50’s)ȱ
ȱ
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“workingȱwithȱtheȱAAUPȱtoȱcensureȱuniversitiesȱthatȱdoȱnotȱhaveȱorȱpromoteȱequitableȱ
andȱcollegialȱworkingȱconditions”ȱ(Male,ȱBiȱorȱMultiracial,ȱ30’s)ȱȱ
ȱ
16.ȱȱ“OldiesȱbutȱGoodies”ȱ

Thisȱcategoryȱincludesȱresponsesȱwhichȱindicateȱaȱneedȱforȱrenewedȱ
emphasisȱonȱtraditionalȱremediesȱforȱinequity,ȱsuchȱasȱfeministȱtheoryȱandȱ
unions.ȱ(11ȱresponses)ȱ
ȱ
“byȱencouragingȱmoreȱparticipationȱinȱtheȱfeministȱsubȬsection.”ȱ(Female,ȱWhite,ȱ40’s)ȱ ȱ
ȱ
“Facultyȱunionsȱprovideȱtheȱmostȱdirectȱandȱrelevantȱsupport.”ȱ(Male,ȱBiȱorȱMultiracial,ȱ
60’s)ȱ
ȱ ȱ
“Helpȱfacultyȱtoȱunionize.”ȱ(Female,ȱWhite,ȱ40’s)ȱ
ȱ
“IȱdonȇtȱknowȱthatȱtheȱAAAȱcanȱdoȱthisȬȬunlessȱyouȱfacilitateȱunionizingȱsomehow.”ȱ
(Female,ȱWhite,ȱ30’s)ȱ ȱ
ȱ
“keepȱpushingȱgoodȱfeministȱanthropology”ȱ(Male,ȱWhite,ȱ40’s)ȱ ȱ
ȱ
“Placeȱmoreȱemphasisȱon,ȱandȱintegrate,ȱfeministȱvaluesȱinȱaȱvarietyȱofȱways.”ȱ(Female,ȱ
White,ȱ50’s)ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ“SINGLEȱACADEMICȱUNIONȱFORȱALLȱUSAȱANTHROȱDEPTS.”ȱ(Female,ȱ
Declinedȱtoȱgiveȱrace,ȱ40’s)ȱ
ȱ
“SlowȱtheȱproductionȱofȱPh.Ds.ȱTheȱAMAȱ(medicine)ȱdoesȱthis.”ȱ(Female,ȱWhite,ȱ30’s)ȱ ȱ
ȱ
“Spearheadȱeffortsȱtoȱunionizeȱfaculty”ȱ(Female,ȱOtherȱsingleȱrace,ȱ40’s)ȱ
ȱ
“Supportȱgraduateȱstudentȱunions.”ȱ(Male,ȱWhite,ȱ40’s)ȱȱȱ
ȱ
“UnsureȱȬȬȱcollegesȱmaintainȱtheirȱdistance.ȱPerhapsȱsupportȱteacherȱunionsȱȬȱoursȱwasȱ
bustedȱlongȱago.”ȱ(Male,ȱWhite,ȱ40’s)ȱ ȱ
ȱ
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17.ȱȱ“ChangeȱtheȱWorld”ȱ
ThisȱcategoryȱincludesȱresponsesȱwhichȱindicateȱthatȱAAAȱneedsȱtoȱworkȱ

towardsȱchangingȱtheȱentireȱworldȱratherȱthanȱtheȱintraȬdisciplinaryȱworld.ȱ(7ȱ
responses)ȱ

ȱ
“AAAȱcanȱdoȱmoreȱtoȱadvanceȱandȱpublicizeȱanthropology.ȱWeȱneedȱtoȱmakeȱ
anthropologyȱaȱviableȱcareerȱchoiceȱeconomically.ȱWeȱneedȱtoȱincreaseȱtenureȬtrackȱ
positions.”ȱ(Female,ȱBiȱorȱMultiracial,ȱ50’s)ȱ ȱȱȱȱȱ
ȱ
“continueȱsupportingȱlegislationȱthatȱprovidesȱsanctionsȱforȱinfractionsȱandȱpositivelyȱ
promotesȱgenderȱequality”ȱ(Female,ȱWhite,ȱ50’s)ȱȱȱ
ȱ
“Gee,ȱIȱdonȇtȱknow.ȱChangeȱtheȱentireȱworld?ȱThereȱareȱmanyȱmanyȱproblems:ȱ
contingentȱfaculty,ȱbiasȱagainstȱteachingȱinsts.,ȱtheȱpressureȱtoȱmarket,ȱcompetitionȱ
betweenȱcolleagues,ȱwhatȱcanȱyouȱdo?”ȱ(Female,ȱWhite,ȱ50’s)ȱ ȱ
ȱ
“Myȱuniversityȱpresident,ȱcollegeȱdeanȱandȱdepartmentȱchairȱallȱareȱwomen,ȱandȱtheȱ
studentȱbodyȱisȱ60%ȱwomen.ȱPromoteȱmoreȬequitableȱeducationȱatȱtheȱKȬ12ȱlevel.”ȱ
(Male,ȱWhite,ȱ60’s)ȱȱȱȱ
ȱ
“pressureȱonȱstateȱgovtsȱtoȱincreaseȱstateȱuniversityȱbudgeting”ȱ(Male,ȱDeclinedȱtoȱgiveȱ
race,ȱ40’s)ȱ
ȱ
“TakeȱaȱstanceȱopposingȱtheȱCIA.”ȱ(Female,ȱAsian,ȱ50’s)ȱ
ȱ
“workȱforȱsocialȱchangeȱinȱtheȱUS;ȱsupportȱequityȱforȱwomen;ȱteachȱwomenȱtoȱbeȱ
assertiveȱandȱtoȱmarryȱaȱfeminist/supportiveȱman,ȱetc.ȱetc.”ȱ(Female,ȱWhite,ȱ60’s)ȱ
ȱ
18.ȱȱ“Potpourri”ȱ

Thisȱfinalȱcategoryȱincludesȱallȱofȱtheȱremainingȱresponsesȱwhichȱcouldȱnotȱ
beȱreadilyȱcategorizedȱwithȱmoreȱthanȱoneȱorȱtwoȱotherȱresponses.ȱȱȱȱȱȱȱȱȱ
ȱ
“Thereȱshouldȱbeȱanȱopenȱdiscussionȱaboutȱtheȱethicsȱofȱtheȱacademicȱexploitationȱofȱgradsȱ
andȱpostȬgradsȱwithȱuncertainȱjobȱprospects.ȱWeȱprideȱourselvesȱonȱourȱpoliticsȱbutȱturnȱ
aȱblindȱeyeȱonȱthis.”ȱ(Female,ȱWhite,ȱ30’s)ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
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“TheȱAAAȱcanȱonlyȱdoȱthisȱbyȱworkingȱatȱtheȱlevelȱofȱdeans,ȱprovosts,ȱviceȬpresidents,ȱ
etc.ȱDoingȱitȱthroughȱindividualȱdepartmentsȱorȱpeopleȱisȱaȱwasteȱofȱtime.”ȱ(Female,ȱ
White,ȱ50’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“TheȱAAAȱcanȱadmitȱthatȱCOSWAȱshouldȱbeȱdisbandedȱandȱfocusȱonȱeffortsȱtoȱmaintainȱ
reasonableȱgenderȱbalanceȱinȱtheȱprofession,ȱespeciallyȱculturalȱanthropology.”ȱ(Male,ȱ
Missingȱrace,ȱ50’s)ȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱ
ȱ
“Takingȱaȱstrongerȱleadȱinȱworkingȱwithȱacademicȱinstitutions,ȱnotȱjustȱanthropologyȱ
departments,ȱinȱfosteringȱthatȱkindȱofȱenvironment.ȱThisȱshouldȱbeȱapplied,ȱtoo,ȱtoȱ
practitionerȱanthropologists.”ȱ(Female,ȱWhite,ȱ60’s)ȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱ
“supportingȱtheȱdemandsȱforȱsameȬsexȱpartnerȱbenefitsȱatȱallȱacademicȱinstitutions.ȱȱByȱ
beingȱmoreȱactivelyȱengagedȱinȱtheȱpoliticsȱandȱworkingsȱofȱanthropologyȱdepartmentsȱ
nationȬwi”ȱ(Male,ȱAsian,ȱ30’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“Supportȱgenderȱequityȱinȱhiringȱandȱpromotion.ȱȱSupportȱandȱeducateȱonȱdiversityȱinȱ
facultyȱappointmentsȱandȱstudentȱbody.”ȱ(Female,ȱWhite,ȱ50’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“stop:ȱ1ȬAAAȱelitistȱhypocrisyȱ2Ȭpromotingȱ+ȱhiringȱonlyȱyoungȱwomenȱ3Ȭspoilingȱ
womenȱmarriedȱtoȱotherȱfacultyȱmembersȱ4Ȭdominationȱofȱtheȱoldȱtenuredȱfacultyȱhagsȱ5Ȭ
rewardingȱdepartmentsȇȱsexismȱNOTE:ȱalsoȱonȱ33ȱandȱ44,ȱsurveyȱdoesȱnotȱreflectȱrealityȱ
ofȱhugeȱgapȱbwȱmarr/unmarrȱwomen,ȱnonȱfacȱwomenȱȈnotȱspoiledȈȱ(Female,ȱDeclinedȱtoȱ
giveȱrace,ȱ60’s)ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“Startȱwithȱgraduateȱschoolȱexperiences.”ȱ(Female,ȱDeclinedȱtoȱgiveȱrace,ȱ40’s)ȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“Standȱagainstȱinflatedȱtenureȱrequirementsȱandȱbiasȱinȱserviceȱandȱteachingȱ
expectations.ȱDiscourageȱdepartmentalȱsplitsȱȬȱwomenȱendȱupȱbeingȱbullied.”ȱ(Female,ȱ
White,ȱ50’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“SquashȱpostȬmodernismȱandȱsupportȱscientificȱanthropology”ȱ(Male,ȱBiȱorȱMultiracial,ȱ
50’s)ȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
“Sendȱquestionnairesȱtoȱadministratorsȱwithȱpower,ȱnotȱtoȱfaculty.ȱSanctionȱthemȱinȱtheȱ
newsletterȱifȱtheyȱdonȇtȱcomply.ȱLetȱthemȱknowȱthatȱaȱprofessionalȱorganizationȱisȱ
looking.”ȱ(Male,ȱBiȱorȱMultiracial,ȱ60’s)ȱȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
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“encourageȱcitationȱofȱfemaleȬauthoredȱworksȱprovidedȱtheȱqualityȱofȱtheȱresearchȱisȱhigh”ȱ
(Female,ȱDeclinedȱtoȱgiveȱrace,ȱ30’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“recognizeȱthatȱtheȱgenderȱinequitiesȱofȱtheȱpastȱareȱaȱthingȱofȱtheȱpast.”ȱ(Male,ȱWhite,ȱ
40’s)ȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
“Promoteȱtheȱhiringȱofȱreturningȱadults,ȱespeciallyȱwomen.”ȱ(Female,ȱWhite,ȱ50’s)ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱ
ȱ
“QUITȱTHEȱEMPHASISȱONȱHIRINGȱCUTEȱYOUNGȱTHINGSȱQUITȱ
PRETENDINGȱTHATȱWOMENȱHELPȱWOMENȱSTOPȱREWARDINGȱ
DEPARTMENTSȱTHATȱONLYȱHIREȱYOUNGȱFACULTYȱSTOPȱPRETENDINGȱ
THATȱWOMENȱHELPȱWOMENȱ“ȱ(Female,ȱDeclinedȱtoȱgiveȱrace,ȱ60’s)ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“Publicȱrecognitionȱofȱscholarlyȱcontributionsȱfromȱoutsideȱanȱindividualȇsȱinstitutionȱ
areȱveryȱimportant;ȱAAAȱandȱitsȱsectionsȱdoȱaȱveryȱgoodȱjobȱatȱthisȱalready,ȱbutȱperhapsȱ
moreȱcouldȱbeȱdone.”ȱ(Female,ȱWhite,ȱ50’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“Provideȱfundsȱtoȱsupportȱwomenȱfacultyȱwhoȱhaveȱfamiliesȱatȱtheȱsameȱtimeȱtheyȱareȱ
tryingȱtoȱgetȱtenure;ȱencourageȱinstitutionsȱtoȱsupportȱbetterȱpoliciesȱforȱjuniorȱwomenȱ
faculty;ȱencourageȱdiscussionȱaboutȱhowȱfacultyȱwithȱstayȬhomeȱspousesȱmayȱbeȱmoreȱp”ȱ
(Female,ȱWhite,ȱ40’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
Provideȱaȱcontextȱinȱwhichȱfacultyȱandȱstudentsȱcanȱlearnȱaboutȱtheirȱrightsȱandȱ
responsibilities.ȱForȱgradȱstudents,ȱprovideȱaȱreferenceȱpointȱforȱcollegialityȱoutsideȱtheirȱ
department.”ȱ(Female,ȱWhite,ȱ40’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱ
“promotingȱtheȱhiringȱofȱwomenȱwhoȱareȱjustȱdoneȱwithȱtheirȱphds”,ȱ(Male,ȱWhite,ȱ30’s)ȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
“Promoteȱwomenȱinȱleadershipȱpositions’ȱ(Female,ȱBlackȱorȱAfricanȬAmerican,ȱ30’s)ȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
“AntiȬracistȱwork.”ȱ(Female,ȱWhite,ȱ60’s)ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“NotȱsureȱifȱtheȱAAAȱcanȱsubvertȱengrainedȱsexism,ȱbutȱitȱcanȱtryȱorȱcontinueȱtoȱ
institutionallyȱnudgeȱdepartments”ȱ(Female,ȱBlackȱorȱAfricanȬAmerican,ȱ50’s)ȱ ȱȱ
ȱ
“makeȱanthroȱasȱprestigiousȱhereȱasȱinȱotherȱcountries.ȱunderstandingȱtheȱconceptȱofȱ
cultureȱandȱethnocentrism;ȱconceptsȱofȱJeffreyȱFish”ȱ(Female,ȱDeclinedȱtoȱgiveȱrace,ȱ60’s)ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ



ȱ

ȱ
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“Moreȱinformationȱprovidedȱtoȱmembershipȱonȱhowȱtoȱdealȱwithȱgenderȱinequityȱissues”ȱ
(Female,ȱWhite,ȱ40’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“Moreȱguidance;ȱperhapsȱsomeȱsessionsȱatȱAAAȱmeetingsȱonȱprofessionalȱadvancementȱ
forȱwomen;ȱalsoȱaȱwebsiteȱwhereȱpeopleȱcanȱexchangeȱsyllabiȱandȱtalkȱaboutȱteaching”ȱ
(Female,ȱWhite,ȱ40’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“MoreȱactiveȱoutreachȱtoȱdepartmentȱchairsȱandȱtoȱDeans.ȱȱIfȱtheȱdeansȱknowȱsomeoneȱ
outsideȱisȱwatching,ȱtheyȱmightȱpayȱmoreȱattentionȱtoȱtheȱjobȱtheȱdept.ȱisȱdoing.”ȱ(Male,ȱ
Asian,ȱ40’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“Makeȱthisȱfieldȱaȱplayer.ȱDonȇtȱbemoanȱthatȱnoȱoneȱmakesȱuseȱofȱanthro.ȱknowledgeȬ
makeȱitȱaccessibleȱandȱadvertizeȱitsȱuses.ȱTheȱprosperityȱofȱtheȱfieldȱpromotesȱtheȱ
generosityȱofȱtheȱindividual.”ȱ(Female,ȱDeclinedȱtoȱgiveȱrace,ȱ50’s)ȱ
ȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“Makeȱseniorȱfacultyȱwhoȱareȱrunningȱdepartmentsȱandȱadministrationsȱunderstandȱthatȱ
itȱisȱaȱwasteȱofȱsocialȱresourcesȱandȱtheirȱownȱgraduateȱed.ȱtoȱletȱpeopleȱlikeȱmyselfȱgetȱ
pushedȱoutȱofȱhigherȱed.”ȱ(Female,ȱWhite,ȱ30’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“Lookȱatȱtheȱabuseȱofȱspousalȱhiring;ȱinȱmyȱoldȱDept.ȱtheȱjokeȱwasȱȈifȱyouȇreȱnotȱsleepingȱ
withȱanȱanthropologist,ȱforgetȱit!Ȉȱreadȱanthropologistȱ=ȱmaleȱandȱsleepingȱasȱ
heterosexual”ȱ(Female,ȱMissingȱrace,ȱ40’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“LobbyȱUniversitiesȱtoȱencourageȱmoreȱmenȱtoȱlearnȱandȱtakeȱonȱadministrativeȱdutiesȱ
andȱtoȱsupportȱspousesȱifȱtheyȱwantȱtoȱretainȱfaculty.”ȱ(Female,ȱWhite,ȱ40’s)ȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ
ȱ“Justȱkeepȱonȱworkingȱatȱit.ȱTheȱdisciplineȱisȱrapidlyȱbecomeȱȈfeminizedȈȱifȱthatȱisȱoneȱ
concern.ȱCollegialityȱisȱanȱissueȱinȱallȱacademicȱenvironmentsȱIȱsee.ȱMaybeȱmoreȱ
emphasisȱthere.”ȱ(Male,ȱDeclinedȱtoȱgiveȱrace,ȱ60’s)ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“ItȱwouldȱhelpȱmeȱtoȱhaveȱsomeȱAAAȱguidanceȱre:ȱlearningȱgoalsȱ&ȱoutcomesȱforȱ
teachingȱundergraduateȱanthropology.ȱColleaguesȱinȱsociologyȱseemȱtoȱhaveȱquiteȱaȱbitȱofȱ
informationȱtoȱworkȱwith.”ȱ(Female,ȱWhite,ȱ30’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“Issueȱstrongȱpolicyȱstatementsȱonȱfairȱandȱequitableȱworkingȱconditions,ȱincludingȱ
allowingȱforȱTIMEȱtoȱconductȱresearch.”ȱ(Female,ȱWhite,ȱ50’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱ
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“Investigateȱtheȱideaȱthatȱwomenȱandȱmenȱareȱnotȱequallyȱableȱtoȱfulfillȱtenureȱ
requirementsȱbecauseȱofȱwomenȇsȱchild/homeȱresponsibilitiesȱ(buildȱawareness)”ȱ(Female,ȱ
White,ȱ50’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱ
“insistȱonȱitsȱownȱaffirmativeȱactionȱprogramsȱforȱrace/ethnicityȱandȱgenderȱforȱmemberȱ
departments”ȱ(Female,ȱWhite,ȱ60’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“InsistȱAAUPȱguidelinesȱreȱhiringȱproceduresȱbeȱfollowed.ȱInsistȱthatȱfemalesȱbeȱpaidȱ
equallyȱforȱequalȱworkȬAtȱbothȱinstitutionsȱatȱwhichȱIȇveȱworked,ȱwomenȱfacultyȱareȱpaidȱ
lessȱthanȱmaleȱpeers.”ȱ(Female,ȱWhite,ȱ40’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“Informalȱgatherings”ȱ(Female,ȱWhite,ȱ60’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱ
“IȱwouldȱaskȱthatȱpeopleȱthinkȱveryȱcarefullyȱaboutȱdualȬcareerȱandȱfamilyȱsupportȱ
programsȱinȱuniversities.ȱȱTheyȱmayȱbeȱveryȱpositiveȱforȱpeopleȱinȱcouplesȱorȱwithȱ
children,ȱbutȱtheyȱmayȱimposeȱburdensȱonȱdepartments/programs,ȱandȱtheyȱmayȱimposeȱ
burdens”ȱ(Female,ȱWhite,ȱ50’s)ȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“Iȱthinkȱthatȱitȱisȱaȱmistakeȱtoȱaddressȱgenderȱequityȱwithoutȱconsideringȱethnicȱ
background.ȱMyȱexperienceȱasȱaȱMexicanȬAmericanȱfemaleȱisȱmuchȱdifferentȱfromȱEuroȬ
andȱAfȬAmȱfemaleȱcolleagues.”ȱ(Female,ȱDeclinedȱtoȱgiveȱrace,ȱ50’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“IȱguessȱIȱlookȱtoȱuniversities,ȱnotȱprofessionalȱorganizations,ȱforȱthatȬȬbutȱforȱsureȱtheȱ
AAAȱcanȱmonitorȱdata,ȱtrackȱcrises,ȱissueȱstatements,ȱetc.”ȱ(Male,ȱWhite,ȱ40’s)ȱ
ȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“Iȱfeelȱthatȱtheȱsystemȱisȱimprovingȱinȱgeneralȱbutȱfeelȱthatȱwomenȱhaveȱtoȱworkȱharderȱ
andȱgetȱlessȱcreditȱthanȱmenȱforȱsimilarȱtasks”ȱ(Female,ȱWhite,ȱ30’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“IȱamȱnotȱsureȱtheȱAAAȱisȱinȱaȱpositionȱtoȱinterveneȱinȱtheȱworkingȱconditionsȱofȱotherȱ
institutions.ȱȱTheȱAAAȱcouldȱpublishȱneutralȱreportsȱonȱgrievanceȱproceedingsȱthatȱhaveȱ
beenȱundertakenȱtoȱaddressȱproblemsȱinȱUniversities,ȱasȱaȱwayȱtoȱairȱtheȱissues.”ȱ(Male,ȱ
White,ȱ30’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“IȱamȱnotȱsureȱthatȱAAAȱcanȱhaveȱmuchȱeffect.ȱUniversityȇsȱareȱprettyȱwellȱsetȱupȱtoȱ
identifyȱandȱrespondȱtoȱunequitableȱconditions.ȱAcademicȱadvancementȱpromotesȱ
individualsȱwhoȱareȱnotȱveryȱcollegial”ȱ(Male,ȱWhite,ȱ50’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“Iȱamȱfortunateȱtoȱbeȱinȱaȱveryȱequitablyȱrunȱdepartment.”ȱ(Female,ȱWhite,ȱ40’s)ȱ ȱ
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ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱ
“IȇmȱnotȱsureȱhowȱtheȱAAAȱcanȱdoȱthis,ȱiȱthinkȱitȱisȱmoreȱupȱtoȱtheȱworkplace.ȱȱTheȱ
annualȱmeetingȱdoesȱprovideȱaȱforumȱforȱdiscussionȱthatȱpeopleȱmayȱnotȱhaveȱinȱtheirȱ
dept.ȱdueȱtoȱotherȱfacultyȇsȱinterestsȱetc.”ȱȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱ
“Howȱcanȱanyoneȱorȱanyȱgroupȱpromoteȱcollegiality?ȱEquitableȱtreatmentȱcanȱbeȱ
monitoredȱandȱincludingȱleadingȱwomenȱinȱAAAȱleadershipȱrolesȱisȱaȱgoodȱwayȱtoȱ
ȈmodelȈȱequityȱinȱachievement.”ȱ(Female,ȱWhite,ȱ40’s)ȱ ȱ
ȱ
ȱ“HelpȱwomenȱandȱmembersȱofȱminoritiesȱstartȱandȱfinishȱPhDsȱinȱAnthropologyȱatȱgoodȱ
departments.”ȱ(Male,ȱWhite,ȱ30’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“Helpȱmeȱfigureȱoutȱhowȱtoȱgetȱmyȱworkȱpublished.”ȱ(Female,ȱWhite,ȱ40’s)ȱ ȱ
ȱȱ
“Hardȱtoȱsay.ȱPerhapsȱbyȱpromotingȱtheȱideaȱthatȱwomenȱcanȱalsoȱbeȱinȱleadershipȱ
positions”ȱ(Female,ȱWhite,ȱ60’s)ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“FocusȱonȱtheȱcoreȱvaluesȱandȱlessonsȱofȱAnthropology.”ȱ(Male,ȱOtherȱsingleȱrace,ȱ60’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“Facilitateȱdiscussionsȱonȱthisȱtopicȱwithȱyoungȱprofessionalsȱwhoȱareȱbeginningȱtheirȱ
careers;ȱlobbyȱhigherȱedȱorganizationsȱtoȱexamineȱandȱmodifyȱtheirȱpoliciesȱasȱneededȱtoȱ
supportȱgenderȱequityȱinȱtheȱworkplaceȱthroughȱpolicyȱchangeȱ(partȬtimeȱtenureȱpo”ȱ
(Female,ȱWhite,ȱ60’s)ȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“Encouragingȱmoreȱwomenȱtoȱgoȱintoȱacademia,ȱtoȱserveȱonȱimportantȱcommitteesȱandȱtoȱ
takeȱanȱactiveȱroleȱinȱUniversityȱpolitics.”ȱ(Female,ȱWhite,ȱ50’s)ȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“Encourageȱfacultyȱtoȱtrainȱgradȱstudentsȱinȱtheȱissuesȱofȱcontemporaryȱcollegesȱandȱ
universities.ȱReinȱinȱintoleranceȱforȱdifferentȱtheoreticalȱapproaches.ȱThatȱcanȱmakeȱ
academicȱlifeȱugly.”ȱ(Male,ȱWhite,ȱ60’s)ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“Encourageȱdepartmentsȱtoȱmentorȱtheirȱstudentsȱratherȱthanȱadmittingȱlotsȱofȱstudentsȱ
andȱlettingȱthemȱfendȱforȱthemselves.ȱThereȱareȱtooȱmanyȱPhDȇsȱandȱnotȱenoughȱjobsȱandȱ
thisȱcreatesȱaȱproblem.”ȱ(Female,ȱBiȱorȱMultiracial,ȱ40’s)ȱȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“Emphasizeȱdiversityȱinȱfaculty,ȱstudentȱandȱappliedȱprofessionalȱrecruitmentȱandȱ
supportȱadvancement.”ȱ(Female,ȱWhite,ȱ60’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
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“Emphasizeȱcharacterȱoverȱpoliticsȱandȱgender.”ȱ(Male,ȱBiȱorȱMultiracial,ȱ50’s)ȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“createȱsomethingȱlikeȱbaseballȇsȱorȱfootballȇsȱsystemȱofȱrestrictingȱhowȱandȱwhenȱpeopleȱ
canȱmove.ȱitȱmakesȱpeopleȱveryȱcompetitive,ȱunrooted,ȱandȱuncommittedȱtoȱpeopleȱotherȱ
thanȱthemselves.”ȱ(Male,ȱWhite,ȱ30’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“...ȱaddressȱtheȱissueȱofȱinequitiesȱinȱserviceȱloadsȱforȱseniorȱwomen.ȱInviteȱguestȱ
columns,ȱconveneȱpanels,ȱetc.”ȱ(Female,ȱWhite,ȱ40’s)ȱ
ȱ
“Byȱseriousȱconversationȱonȱwhatȱcollegialityȱis.”ȱ(Female,ȱWhite,ȱ60’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“Otherwiseȱbyȱjustȱbeingȱbenevolentȱandȱwatchful.”ȱ(Male,ȱWhite,ȱ60’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“Byȱplacingȱwomenȱinȱpositionsȱofȱpowerȱandȱencouragingȱgenderȱrelatedȱwork.”ȱ
(Female,ȱWhite,ȱ50’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“byȱpayingȱmoreȱattentionȱtoȱtheȱproblemsȱofȱyoungȱfacultyȱespeciallyȱfromȱminorities”ȱ
(Male,ȱBiȱorȱMultiracial,ȱ60’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱ
“byȱhelpingȱgraduateȱtrainingȱfunctionȱmoreȱeffectivelyȱasȱaȱmodelȱforȱfutureȱ
employment”ȱ(Male,ȱWhite,ȱ30’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
ȱ“Byȱdevelopingȱaȱgreaterȱunderstandingȱofȱtheȱcomplexitiesȱofȱgenderȱ&ȱsexȱasȱtheyȱ
intersectȱwithȱotherȱdimensionsȱofȱidentityȱ&ȱsubjectivity”ȱ(Male,ȱWhite,ȱ40’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“Byȱcontinuingȱtoȱfosterȱaȱclimateȱofȱequality.”ȱ(Male,ȱWhite,ȱ40’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“Byȱaskingȱitsȱmembershipȱwhetherȱthatȱshouldȱbeȱoneȱofȱitsȱprimaryȱgoals.”ȱ(Male,ȱ
White,ȱ60’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“Beginȱwithȱgraduateȱprograms.ȱUrgeȱthemȱtoȱtailorȱtheȱnumberȱofȱPhDsȱtheyȱawardȱtoȱ
theȱdemandsȱofȱtheȱjobȱmarket.”ȱ(Male,ȱWhite,ȱ50’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“BecauseȱIȱamȱtheȱonlyȱAnthropologistȱandȱtheȱonlyȱSociologistȱonȱCampusȱIȱgetȱalongȱ
wellȱwithȱallȱmembersȱofȱbothȱtheȱAnthropologyȱandȱSociologyȱDepartments.”ȱ(Male,ȱ
Declinedȱtoȱgiveȱrace,ȱ60’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
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“Beȱmoreȱvocalȱaboutȱprotectingȱtheȱneedsȱofȱjuniorȱfaculty,ȱespeciallyȱwomenȱwhoȱchooseȱ
toȱbecomeȱmothers.”ȱ(Female,ȱWhite,ȱ30’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“AlthoughȱIȱhavenȇtȱexperiencedȱthisȱmyself,ȱIȱknowȱmanyȱwomenȱjuniorȱfacultyȱfeelȱthatȱ
theyȱtakeȱonȱmoreȱthanȱtheirȱshareȱofȱdepartmentalȱandȱinstitutionalȱserviceȱ
responsibilities.”ȱ(Female,ȱWhite,ȱ30’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“advocatingȱforȱitȱatȱinstitutionsȱonȱbehalfȱofȱmembers”ȱ(Male,ȱBlackȱorȱAfricanȬ
American,ȱ30’s)ȱȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“advocacy”ȱ(Male,ȱBiȱorȱMultiracial,ȱ30’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“AdviceȱandȱadvocacyȱtoȱpartȱtimersȱAdviceȱtoȱthoseȱseekingȱpromotionȱAdviceȱtoȱthoseȱ
seekingȱadministrativeȱappointments”ȱ(Female,ȱWhite,ȱ50’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“Activeȱsupportȱforȱfeministȱanthropologyȱthroughȱprovisionȱofȱguidance,ȱinstitutionalȱ
watchȬdogs,ȱgrants,ȱorȱanyȱotherȱsupportȱforȱwomenȱscholars.ȱThisȱossifiedȱsystemȱ
changesȱbutȱslowly.”ȱ(Male,ȱWhite,ȱ50’s)ȱ ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“AAAȱhasȱnoȱenforcementȱpower,ȱsoȱsuasionȱisȱtheȱonlyȱwayȱ(andȱitȱhasȱitsȱlimits).ȱMoreȱ
programsȱandȱattentionȱtoȱsubtleȱeffectsȱofȱoldȱboysȱnetworkȱforȱdeptȱchairs/othersȱinȱ
administration.”ȱ(Female,ȱWhite,ȱ50’s)ȱ
ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ
“AAAȱhasȱlittleȱinputȱonȱspecificȱissuesȱthatȱweȱfaceȱinȱworkingȱatȱaȱparticularȱcollege.ȱ
AAA,ȱcanȱprovideȱusȱwithȱeducationalȱopportunitiesȱandȱworkshops.”ȱ(Female,ȱAsian,ȱ
50’s)ȱ ȱ
ȱ
“?ȱContinueȱtoȱbeȱreflexive,ȱandȱtruthfulȬȬavoidȱtheȱPC.”ȱ(Male,ȱWhite,ȱ50’s)ȱ ȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱȱ

ȱ
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AppendixȱD:ȱȱRecommendationsȱforȱDesignȱofȱFutureȱCOSWAȱAcademicȱ
ClimateȱSurveysȱ
ȱ

ThisȱappendixȱoffersȱrecommendationsȱfromȱleadȱquantitativeȱanalystȱMaiaȱ
Cudheaȱforȱfutureȱiterationsȱofȱtheȱsurvey.ȱȱTheȱrecommendationsȱareȱpartlyȱ
basedȱonȱherȱownȱexpertise,ȱandȱpartlyȱbasedȱonȱaȱcarefulȱperusalȱofȱ
respondents’ȱanswersȱtoȱitemȱQE45ȱ(“Ifȱyouȱhaveȱanyȱcommentsȱorȱsuggestionsȱ
onȱtheȱformȱorȱcontentȱofȱtheȱsurvey,ȱpleaseȱwriteȱthemȱbelow”).ȱȱ
ȱ
1.ȱȱKeepȱDoingȱanȱAcademicȱClimateȱSurvey!ȱ
Manyȱsurveyȱrespondentsȱhighlightedȱtheȱimportanceȱofȱtrackingȱthisȱkindȱofȱ
information,ȱandȱexpressedȱappreciationȱtoȱCOSWA/AAAȱforȱconductingȱtheȱ
survey.ȱ
ȱ
2.ȱȱInstrumentȱContentȱ
Utilizeȱtheȱresultsȱ(particularlyȱqualitativeȱresponses)ȱofȱthisȱiterationȱofȱtheȱ
surveyȱtoȱexpandȱtheȱtopicsȱcoveredȱonȱfutureȱsurveys.ȱȱInȱparticular,ȱaddȱ
questionsȱabout:ȱ
x Typesȱandȱamountsȱofȱdepartmentalȱserviceȱ
x Interactionsȱwithȱstudentsȱ
x WorkȬfamilyȱconflictsȱ
x Changesȱinȱexperienceȱofȱacademicȱclimateȱoverȱtheȱcourseȱofȱaȱcareerȱ
x Historicalȱchangesȱinȱexperienceȱofȱacademicȱclimate,ȱacrossȱgenerations.ȱ

ȱ
Expandȱtheȱanalysisȱofȱgenderȱinȱrelationȱtoȱotherȱdimensionsȱofȱidentityȱandȱ
privilege.ȱȱAlthoughȱthisȱanalysisȱincludesȱraceȱandȱgender,ȱfutureȱsurveysȱcouldȱ
alsoȱtakeȱintoȱaccountȱsexuality,ȱforeignȱorigin,ȱclass,ȱage,ȱandȱotherȱsalientȱsocialȱ
identities.ȱ
ȱ
Redesignȱtheȱinstrumentȱtoȱ“feel”ȱmoreȱlikeȱanȱinterview.ȱȱConversationalȱ
wordingȱcanȱhelpȱtoȱaccomplishȱthis.ȱȱȱ
ȱ
Provideȱmoreȱexplanationȱforȱtheȱdesignȱofȱquestionsȱaboutȱrespondentsȇȱraceȱ
andȱethnicity.ȱ
ȱ
3.ȱȱMethodologicalȱIssuesȱ
First,ȱitȱwouldȱbeȱbestȱtoȱuseȱrandomizedȱsampling.ȱȱȱInȱtheȱfirstȱversionȱofȱtheȱ
survey,ȱweȱsentȱanȱemailȱtoȱallȱfacultyȱmembersȱofȱAAAȱinȱorderȱtoȱensureȱthatȱ
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weȱwouldȱgetȱasȱmanyȱresponsesȱasȱpossibleȱ–ȱinȱotherȱwords,ȱweȱusedȱaȱ
convenienceȱsample.ȱȱHowever,ȱtheȱgeneralizabilityȱofȱtheȱresultsȱofȱaȱ
convenienceȱsampleȱisȱalwaysȱtenuous,ȱsinceȱpeopleȱwithȱstrongȱviewsȱonȱtheȱ
subjectȱareȱmoreȱlikelyȱtoȱcompleteȱtheȱsurvey.ȱȱȱȱ
ȱ
UsingȱaȱrandomȱsampleȱfromȱwithinȱtheȱAAAȱfacultyȱmemberȱpopulationȱwouldȱ
requireȱsomeȱmoreȱworkȱinȱorderȱtoȱencourageȱaȱhighȱresponseȱrate.ȱȱChosenȱ
respondentsȱcouldȱbeȱsentȱaȱpersonalizedȱmessageȱexplainingȱtheȱrationaleȱforȱaȱ
randomȱsampleȱandȱhighlightingȱtheirȱimportantȱroleȱinȱtheȱsurveyȱprocess.ȱȱȱȱ
ȱ
Secondly,ȱitȱwouldȱbeȱbestȱtoȱdesignȱtheȱsurveyȱwithȱtheȱparticipationȱofȱtheȱ
personȱwhoȱwillȱbeȱdoingȱtheȱquantitativeȱanalysis;ȱthisȱwillȱhelpȱtoȱheadȱoffȱ
manyȱissuesȱbeforeȱtheyȱbecomeȱproblems.ȱ

ȱ
4.ȱȱInstrumentȱDeliveryȱ
Enableȱautomaticȱskippingȱofȱirrelevantȱquestionsȱ(basedȱonȱpriorȱresponses).ȱ
ȱ
Developȱaȱmoreȱefficientȱandȱmoreȱflexibleȱwayȱofȱtakingȱaȱcompleteȱcareerȱ
historyȱthroughȱclosedȬendedȱquestions.ȱȱThisȱwas,ȱbyȱfar,ȱtheȱmostȱfrequentȱ
issueȱhighlightedȱbyȱrespondentsȱwhoȱfeltȱmarginalizedȱbyȱthisȱflawȱandȱfeltȱthatȱ
itȱdemonstratedȱbias.ȱ
ȱ
Ensureȱthatȱrespondentsȱcanȱsaveȱresponsesȱtoȱreturnȱatȱaȱlaterȱtime.ȱȱThisȱchangeȱ
willȱalsoȱhelpȱtoȱalleviateȱconcernsȱaboutȱtheȱtimeȱrequiredȱtoȱcompleteȱtheȱ
survey.ȱȱȱ
ȱ
Ensureȱthatȱtheȱintroductionȱtoȱtheȱsurveyȱspecifiesȱrespondentȱconfidentiality,ȱ
surveyȱpurposes,ȱandȱ(approximate)ȱexpectedȱdateȱandȱdestinationȱofȱresults.ȱȱȱ
ȱ
Createȱanȱinterfaceȱwhichȱallowsȱrespondentsȱtoȱ“qualify”ȱanswersȱtoȱquestionsȱ
thatȱtheyȱdoȱnotȱfindȱapplicableȱorȱcomplete.ȱȱThisȱcouldȱbeȱaccomplishedȱbyȱ
includingȱaȱ(short,ȱperhapsȱ100Ȭ150ȱcharacter)ȱtextȱboxȱonȱeveryȱclosedȬendedȱ
question.ȱȱThisȱwillȱhelpȱtoȱmakeȱtheȱsurveyȱfeelȱmoreȱlikeȱanȱinterview,ȱandȱ
alleviateȱtheȱfrustrationsȱthatȱsometimesȱresultȱfromȱclosedȬendedȱsurveyȱ
questions.ȱȱȱ
ȱ
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DoubleȬcheckȱtheȱlengthȱofȱresponsesȱpermittedȱforȱallȱopenȬendedȱquestions.ȱȱ
Manyȱsurveyȱprogramsȱautomaticallyȱlimitȱresponsesȱtoȱ200ȱcharactersȱorȱso.ȱȱ
Theȱlimitȱcanȱusuallyȱbeȱexpandedȱifȱyouȱknowȱtoȱlookȱforȱthatȱsetting.ȱȱȱ

ȱ
ȱ
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