
Impact of the Campus Climate on Faculty

The research literature supports that the campus climate influences the levels to which faculty
members thrive, particularly faculty of color and other historically excluded community
members.1 It is well known that disciplines across higher education struggle to retain faculty of
color2. Substantive research has illuminated that the experiences of faculty of color may
contribute to their leaving predominantly white institutions and sometimes the academy
altogether.

A negative campus climate can manifest in:

• Lack of retention of Faculty of Color3

• Lack of retention of women in STEM fields
• Lack of a clear and fair promotion and tenure processes4

While the perception of a non-supportive environment can have negative effects on faculty
members, faculty members who judge their campus climate more positively are more likely to
feel personally supported and perceive their work unit as more supportive.5 Here you will find
robust research that explains why climate assessments are an important opportunity to engage,
learn and act to further enhance the community experience for faculty members.

Influence of Microaggressions

Research supports the relationships between workplace discrimination and negative job and
career attitudes, and how workplace encounters with bias negatively influence health and
well-being.6 Faculty of color often report experiencing a hostile climate in their departments,
colleges, and institutions more broadly than White faculty. Other research demonstrates that
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faculty of color experience racially-charged climates and racism in their workplace.7 These
environments can be described as “‘chilly’ campus climates, social isolation, research
censorship, ineffective mentoring, and high service expectations.”8

In addition, faculty of color frequently experience racial microaggressions and racial
stereotyping within the academy.9 In one
study, research found that women, Black,
and Latino/a/e faculty members report
discrimination in the workplace as a
significant stressor.10 In fact, Black,
Latino/a/e, and Asian faculty report higher
levels of stress, discrimination, unpaid
labor, and dissatisfaction with coworkers
compared to White faculty.11

Research also underscores the relationship between hostile workplace climates and
subsequent productivity.12 As an example, faculty who feel more supported and like their
identities are respected are more likely to mentor students and participate in professional
development activities.13

Impact on Retention

One of the biggest outcomes for an institution of a perceived negative campus climate is the
struggle to retain faculty of color. The negative campus climate stems from several common
themes: a lack of recognition, the hostile climate discussed above, a lack of network or
community, and racialized tenure and promotion processes.

Faculty of color are often placed in a precarious position of hypervisibility/invisibility.14 These
faculty report experiencing being hypervisible when it comes to diversity-related work, including
being tokenized in marketing campaigns, on diversity committees, and/or when the
university/college is trying to look diverse. Yet, these same faculty experience feeling invisible in
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core faculty work, and particularly in research. This dichotomy shows up when faculty of color
are recognized for their “diversity,” but not recognized for their work in research and teaching.15

This invisibility also contributes to a lack of network or community for faculty members of color.
The tokenizing faculty of color is exacerbated when there is a dearth of faculty of color. This
dearth, as well as lacking a space or even the possibility to connect with other faculty of color, is
often the reason cited for leaving their institutions.16

In addition, research has shown that faculty of color experience a disproportionate amount of
stress and anxiety related to tenure and promotion processes at predominantly white
institutions.17 Faculty of color also describe their tenure and promotion processes to be
racialized, particularly related to myths of meritocracy and race evasiveness.18
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