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Abstract
The factors that influence success for African American faculty anchadrators at
Predominantly White Institutions (PWIs) have been scarcely researcheetesdarch
which has been conducted has consisted primarily of structured interviews and other
gualitative research methodologies (Alfred, 2001; Fenelon, 2003; Paitiu et. al, 2000;
Stanley, 2006; Turner, 2003). Four major themes have emerged from the literature
regarding the professional experiences of African American faauttyadministrators at
PWiIs: (1)Career Mentoring(2) Campus Climatg(3) Views of Diversityand (4)
Progress BarriersThis investigation explored these four themes more in depth and
identified other critical aspects of African American scholars’ pexfesl lives.
Furthermore, this research investigated the relationships between hoanAdmerican
faculty and administrators feel about their career mentoring, reldte tdimate at their
institution, and their reports of overall job satisfaction. This researchamaisicted in
two studies and utilized a sequential exploratory mixed methods strategywéres
2009; Morgan, 1998; Morse, 1991) in which the data obtain&tuicy lwas used to
support and/or confirm the appropriateness of the variables and the measuresddentifie
for use inStudy 2 Study lwas qualitative in nature and addressed the objective of further
exploring the four major themes identified in the literature. Results ofstenctured
qualitative interviews indicated that the four major themes were indeedtdalithe
experiences of African American scholars at PWIs as well as identified aitical
areas of importance for African American faculty and administraitioifsese institutions.

Results of quantitative statistical analyses conduct&dudy Z2ndicated that there was a



significant positive relationship between how individuals experience their campus
climate and their overall job satisfaction. Analysis of data also indicatethéra were
no significant differences between how African American faculty and Afidgaerican
administrators experience life at PWIs respectively. Results ahtlastigation suggest
that the overall job satisfaction of African American professionals at RWyslie in
how they experience the climate at their respective institutionddfarore, results
suggest that networking and career mentoring may play an integral roéeouerall

career success of African American scholars at PWIs.



African American Faculty and Administrator Success in the AcademyeeCllentoring

and Job Satisfaction at Predominantly White Institutions

Chapter |
Introduction

While the educational dynamics that African American college studentatface
Predominantly White Institutions (PWIs) have received significant aitemnt the
scholarly literature (Chavous et. al.; Cokely, 2002; Jackson & Neville, 1998; Neville,
Heppner, Ji & Thye, 2004; Reid & Radhakrishnan, 2003), analyses of the campus
climate, career mentoring and professional development needs of Africarcame
faculty and administrators needs greater consideration. Stanley (2006)addicstit is
extremely rare to find national research on academics of color at PVéts.dig to
Stanley, national studies regarding faculty and administrators of cadW st may be
lacking for several reasons: (1) academics of color represent awalfypgrcentage of
the overall full-time faculty at these institutions (15.4% for academicslof;&.2% in
the case of African American academics) (National Center for Hdocatatistics,
2006); (2) many academics of color refrain from participating in these studiassae
they feel that they are easily identifiable based on the aforementiondchamakrs; (3)
academics of color at PWIs were historically not viewed as an importargt ébc
research; and (4) many White scholars in the field do not believe that thixheisea
rigorous.

Turner, Gonzalez, and Wood (2008) thoroughly examined the extent of research

that had examined the status and experience of faculty of color in academia @ger the



year time period from 1988 to 2007. Turner et al. (2008) conducted a review and analysis
of 252 publications including journal articles, dissertations, books, reports and book
chapters. The researchers examined the publications while identifyindactoat were
found to have positively or negatively impact the workplace experiences ofyfatult
color from three contexts: (a) the departmental, (b) the institutional, arfee (cational,
with some factors crossing all contexts. Four themes emerging from thisinadysis of
literature that bridged both departmental and institutional contexts wee(ibgs of
isolation/marginalization, (2) lack of student/faculty diversity, (3) peeckhiring bias,
and (4) networking and professional development support. Within the national context,
main themes reported included the importance of enforcing affirmative aatvsn |
research outlets, and salary inequities. The researchers also found beweeal t
emerging across all three contexts including: (1) career barrier@suehure, (2)
mentorship, and (3) campus climate. After identifying themes from the 20 glear
literature examined the researchers offered recommendations not onlyHer fur
research. Recommendations that extend across all three contexts included: dingrovi
research support, (2) promoting mentoring programs, (3) promoting policies tafgivers
faculty, and (4) addressing the barrier of tenure/promotion.

Betts and colleagues (2009) conducted empirical research primatisirigaon
the need to increase diversity among college administrators. Thejnexaime statistics
of faculty and administrators at institutions as well as the shifting deplagrdynamics
within the U.S. population. The researchers cited the shift in U.S. demographicstand hig
percentage of current administrators who are approaching retiremenfasriary

reasons to take closer look at the higher education administrative landsceqreling to



the Council of Higher Education Accreditation (CHEA) there are 4,488 degnatingra
institutions in the U.S. with 4,005 being PWIs. Given that the overwhelming majority of
degree granting institutions in the U.S. are PWIs and current and shifting dgmogr
dynamics within the U.S., it is imperative that institutions begin to addres&é#uketo
increase diversity particularly within the administrative positions aeth@iversities.
According to the Chronicle of Higher Education (2008) 35% of all students enrolled in
higher education institutions are students of color, however only 22% of full dicaéyf
members are minority and only 19% of executive/administrative staffiaiity.

Research indicates that many students of color find that the presencaltyfdad
administrators of color as a leading factor in how these students view thd caemalis
climate relating to diversity at their respective institutions (Cqk292; Neville,

Heppner, Ji, & Thye, 2004). Therefore, if institutions are to truly be committed to
addressing diversity issues, attention should also be placed on the demographip make-
of the faculty and administration and not only the student body. Furthermore, the
American Council for Education (ACE, 2009) reported that African Americans only
constitute 6% of administrators designated with the title as Chief Acadgfficer

(CAO). Betts and colleagues suggest the need to make career paths to adrenistrat
positions more visible and accessible. The major recommendations offered in yhe stud
were for institutions to: (1) define visible career paths leading to senioniathative
positions; (2) provide ongoing professional development across all levels of
administration; (3) make an institutional commitment to succession planninghand (
overall commitment to increase diversity to reflect the demographic shifte 10.5.

population and the higher education student enrollment.



Although limited in quantity, the extant literature regarding African Acaer
faculty and administrators at PWIs has revealed pervasive common comcgmking
the following areas: campus life and climate; tenure and promotion; disciimninand
teaching and diversity (Aguirre, 2000; Alfred, 2001; Gregory, 2001; McGowan, 2000;
Opp & Gosetti, 2002 Ruffins, 1997). The first area of concern, campus life and climate,
refers to the extent to which African American faculty and administrateks fe
comfortable within the campus environment (i.e., formal and informal social culture,
policies, practices, etc.). Some research suggests that faculty obiteiofeel isolated
and marginalized at PWIs, and describe situations of having to operate in “two’worlds
e.g., having to navigate between satisfying aspects of their ethnic adturel as the
institutional culture (Aguirre, 2000; Alfred, 2001; Essien, 2003; Sadao, 2003; Turner,
2003). According to some researchers, faculty of color often experiencevortre
related stress than their White counterparts, with this stress more afignmddated to
their teaching, research, and mentoring responsibilities (Laden & Hag@®0; Turner
& Myers, 2000). Sadao (2003) noted that a significant proportion of faculty of color
develop effective coping strategies in response to the full range ofrdedleresent in
the campus environment. More research is needed in order to provide a comprehensive
understanding of the challenges imbedded in the academic environment and to identify
effective strategies for how to succeed personally and professiamalbte of obstacles.
Scholarly attention to this aspect of academia will make a significatilcution to the
higher education literature.

The second area of concern, tenure and promotion demands is a ubiquitous

example of a major stressor for faculty in general. However, it often looms egen la



for African American faculty. The rigorous evaluation and review processexiated
with achieving tenure and/or promotion is institution specific, but is generalgdizn
the combination of service, teaching, and research productivity. Other influeribes
review process that should not be understated include: prevailing campus perceptions
regarding what “type” of person warrants tenure (Fenelon, 2003), informal support
networks and institutional politics (Stanley & Lincoln, 2005), and systemic values
regarding what constitutes “important” scholarship (Blackburn et al., 1994 oRenel
2003). Many faculty of color conduct research concerning issues important to
communities of color, but research focusing on diversity and race-relatedigssites
devalued by institutions (Stanley, 2006). Thus, faculty of color may find themselves in a
predicament wherein they must consider conducting research in areas inhelgienet
not heavily vested in order to continue career advancement. Moreover, the fact that
African American faculty represent a very small percentage of thfaoulty at PWIs
may further complicate matters. Due to their underrepresented statysyay have
fewer opportunities to forge relationships with more senior and/or influentiabgoiés
who share their scholarly interests as well as demographic chatasteris

The third area of concern cited in the literature is the experience of negtabll
interactions and various forms of discrimination. The discrimination experiegced b
many faculty and administrators of color at PWIs extends beyond racisniueinc
interpersonal and institutional sexism, homophobia and xenophobia. For example, female
faculty of color have been described as having to contend with a “double bind syndrome”
because they have to deal with issues of gender as well as race (AlfredG28gdry,

2001; Opp & Gosetti, 2002; Turner, 2002). Turner (2002) found that many women



faculty of color feel as if they have to sacrifice their families andreonacademic
initiatives in order to avoid jeopardizing their careers. This is particulaypling given
the finding that many faculty of color consider it important to maintain tidsefo t
families and communities — even in the face of competing institutional corentgra
because these arenas often serve as effective support networks (Sadao, 2@03; Tur
2002). With respect to administrators of color at PWIs, Turner (2002) noted the need for
more research into their experiences - a task which is complicated facththat
administrators of color make up an even smaller percentage in the landscapersitynive
administrators than faculty of color do in the landscape of university faculty.

The quantity and content of literature related to the fourth area of concern,
teaching and diversity, is extremely thin with respect to the higher ealucantext.
The teaching literature related to African American faculty has pitynfacused on
those teaching in K-12 settings rather than in higher education setting®@o(z2000;
Stanley, 2006; Stanley et al, 2003). Butner, Burley, and Marbley (2000) reported that
many faculty of color feel that they have to deal with the “unexpected” moretibian t
White counterparts. By “unexpected” they refer to challenges to théwréyt negative
attitudes of students, having to speak out for their race, and having to addressatade-rel
issues when they occur on their campuses. Other researchers have supported these
findings, adding that faculty of color often report having to deal with complaints about
their teaching from senior faculty and administrators (Bower, 2002; McGowan, 2000;
Vargas, 2002). Faculty of color who have been given the charge of teaching doafrses t
deal with issues of diversity or who attempt to incorporate multicultural igsulesir

teaching curriculum face special challenges. It has been found that thésedtien



report receiving criticism and negative reactions from White students (BBumey, &
Marbley, 2000; Stanley et al., 2003; Vargas, 2000). University administrators of color
may also confront problems relating to diversity. Research indicateshhat etinority
administrators are frequently given the task of initiating multiculiarghtives and

programs on campus, and feel pressure to serve as unofficial “advisors” for many
students of color (Fenelon, 2003; Stanley 2006). These professionals often report feeling
unsupported by other administrators when attempting to incorporate diversitgmpeog

on campus.

Although each institution has its unique challenges and opportunities, some
research suggests that there are ways to navigate higher education emtgsonme
successfully. Research indicates that mentoring by senior academigedihs benefited
African American faculty and administrators (Stanley and Lincoln, 20081€r, 2003).
Unfortunately, many scholars of color report that they did not receive thistype
support. Stanley and Lincoln (2005) determined that the absence of mentoring contributes
to feelings of isolation, the intensity of work-related stress, lack of gsiieal
knowledge, career progression difficulties and an inability to mentor younger sobblar
color.

The goal of the present investigation was to identify particular chakesgd
obstacles faced by African American faculty and administrators as.FeMtrapolating
from findings and observations set forth in the research literature, the istedyigator
designated four major areas in which to focus the investigatio@aiEer Mentoring
(2) Campus Climate(3) Views of Diversityand (4)Progress BarriersThe

methodological approach utilized in the investigation combined qualitative baswel



guantitative analyses in order to contribute greater insights into the poofassi
development of African American scholars and educators. Issues addresseet incl
professional mentoring, satisfaction with campus/institutional environmelity &i

cope with progress barriers, and overall job satisfaction. It was expkatedlowing
African American faculty and administrators to share their expergewould not only
provide greater understanding of the obstacles faced, but would also help to identify
effective strategies for professional success in the academy. Inrdmtbeof these

goals, this research asked the following questions, and posited the following lsgsothe
Question 1How do African American faculty and administrators describe their

professional experiences at PWIs relating to areas regard)rngaféer Mentoring, (2)
Campus Climate, (3) Views of Diversity, and (4) Career ProgresseBsri

Question 2:1s there a significant relationship between job satisfaction and career
mentoring for African American faculty and administrators at PWIs?

Hypothesis 1it was hypothesized that those faculty and administrators who
report having a more positive mentoring relationship would report greateafjener
job satisfaction.

Question3: Is there a significant relationship between overall professional campus

environment and job satisfaction for African American faculty and adminisrator
PWiIs?

Hypothesis 2 It was hypothesized that those faculty and administrators who
report having a more positive and supportive professional campus/institutional
environment would report greater general job satisfaction.

Questiond: Are there significant differences in how African American faculty coegpar
to administrators evaluate career and campus experiences at PWIs?

Hypothesis 3 It is hypothesized that African American faculty and administrators

will not report significant differences in career and campus experi@ahéda/Is.
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Chapter lI
Literature Review
There have been few national studies conducted regarding the experiences of
African American faculty and administrators at PWIs, thus limitirgg@neralizability of
data and results. Though there has been a scarcity of research conductedaa,tthe a
themes that have emerged from the existing data seem to be quite consistalirigreve
concerns on the part of African American faculty and administrators inghe af
career mentoring, career advancement, career progress barrigrgs ciimate,
teaching, and views of diversity. (Stanley, 2006, Fenelon, 2003). Additional research is
needed in order to gain greater insight into the experiences of African Améaculty
and administrators at PWIs, and to generate recommendations for improving these
experiences. The present study was conducted to address this need.
Method for Literature Search
This study focused on the experiences of African American faculty and
administrators at PWIs with respect to the following four factorsCéleer Mentoring
(2) Campus Climate(3) Views of Diversityand (4)Progress BarriersThe literature
review for this study consisted of investigating and identifying releswaumirical articles,
reports, and books using the Psychinfo and ERIC database systems. Keywords for the
search included: faculty, minority, administrator, predominantly whit&utisin, higher
education, college, university, campus, mentor, mentoring, job satisfaction, measiure,
coping skills. Articles dating earlier than 1990 were not given consideration timéess

research was deemed to be specifically unique for purposes of this investigation.

11



Abstracts of articles were reviewed to determine relevance to the stedyidyg. After
reviewing the abstracts, articles were given a more in-depth revievetoniige specific
relevance to the study. A total of three books and 49 empirical articlesdeatdied as
having significant importance to the primary focus themes of this investigation.
Career Mentoring

A successful and fulfilling career in academia has often been linked to an
individual's experience with a mentor (Alfred, 2001; Berk, Berg, Mortimer, &dalt
Moss, & Yeo, 2005; Stanley, 2006). Jacobi (1991) outlined five elements in the
mentoring relationship which have been applied to several disciplines. According to
Jacobi, a mentoring relationship: (1) focuses on achievement or acquisition of
knowledge; (2) consists of three components (emotional/psychological suppott, dire
assistance with career/professional development, and role modeling);d@prscal,
with both mentor and mentee deriving emotional or tangible benefits; (4) involves dire
personal interaction; and (5) emphasizes the mentor’s greater expenéneace, and
achievement within a particular discipline or organization. Though this definition of the
mentoring relationship by Jacobi is well accepted, many have sought to gain @a more i
depth understanding of career mentoring in academia.

Berk, et al., (2005) sought to provide a deeper understanding of mentoring in
academia by addressing the lack of mentoring measures. The purpose of theuastud
to further define the construct of “mentorship,” as well as to develop genstiicments
used to measure the effectiveness of a faculty mentoring relationship.ddregsed
these issues by examining the Ad Hoc Faculty Mentoring Committee atldopkms

University School of Nursing. The Ad Hoc Faculty Mentoring Committeefamsed to

12



determine the extent to which mentoring impacts on one’s ability to gain promotion
through academic ranks. Berk and his colleagues defined mentoring thusly: “A
mentorship relationship is one that may vary along a continuum from informadtstrart
to formal/long-term in which faculty with useful experience, knowledge, skitid/or
wisdom offer advice, information, guidance, support, or opportunity to another faculty
member or student for that individual’s professional development (p.67).” This
definition will be used as the guiding definition of mentoring for the purpose of this
research. The Mentorship Effectiveness Scale developed by the Ad Hog Facult
Mentoring Committee was used as a measure of mentoring relationships insbarg pre
research investigation.

Though there is an overall lack of nationwide studies involving African American
faculty and administrators (Stanley, 2006), the vast majority of the resaaotting
African Americans in academia cite career mentoring as playingegral part in these
scholars’ success. Bowie (1995) reported that African American feamal#yf and
administrators often have many questions regarding the organizational statdtuir
institutions, and how to better understand the culture within respective depastments
schools, or divisions. He went on to further state that African American facultpengm
survival in academia depends on their ability to locate, interpret, and useatiorm
relevant to their careers. In the report, Bowie also added that in order tecutce
academia, faculty should attend to the characteristics and traditions oftthralcul
environment of the institution, in particular: (1) guidelines that affect faculty
productivity; (2) traditions regarding retention of minority faculty; ando@)jcies on

equality of access for faculty and rewarding minority faculty.
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In his report generalizing from the responses of African American feazudyf,
Bowie (1995) suggested one of the most effective ways for African Amesitentars to
gather the information critical to their success in academia is to develeptaring
relationship with an experienced faculty member. He indicated that ifitheosformal
mentoring system established at the institution or within the department, thencam Afr
American female faculty member should personally reach out to an exqastie
colleague in order to establish a mentoring relationship. Bowie also suggested tha
department chairperson may not always serve as the ideal mentor bbeause t
organizational distance between the department chairperson and the fassuligmns
often too great; mentors in closer relation to the faculty member may be bédter a
provide insight into unwritten and informal information beyond that found in the faculty
handbook. Bowie concluded that successful navigation of institutional environments can
be positively impacted by a mentoring relationship.

As aforementioned, Turner and colleagues (2008) found career mentoring to be an
emerging theme of importance for the success of faculty of color in azadster
examining 20 years of publications (252) dated from 1988 to 2007, it was found that
“having mentors along their career path is a leading factor contributihg gréwth and
development of faculty of color” (p. 151). Their study identified 34 publications over that
time span to focus on career mentoring for faculty and administrators of color in
academia. Career mentoring was reported critical to the professieetdglment and
overall satisfactory experience for faculty of color across depatahénstitutional and

national contexts.

14



Sadao (2003) took a qualitative look into the experiences of “bicultural” faculty of
color at PWIs. The term “bicultural,” according to Sadao, refers to thé@ciaculty of
color often find themselves having to operate within two cultures: their ethnicecultur
where they were born and raised and the university culture where they seekirto obt
professional success. The researcher questioned 19 ethnic minority faculignsmam
the University of Hawaii at Manoa. The participants of the study represtge
following ethnic minority groups: Japanese, Chinese, Korean, Hawaiian, Filipino,
African American, Hispanic, Pacific Islander, and Native AmericahBnales and
females from each ethnic minority group were interviewed, with the exception of one
group which was described as “very underrepresented.” Fourteen of the respordents w
tenured, with all participants having received promotions while at the inmtitut

Sadao (2003) found that mentoring exerted an important influence on career
choice and professional growth. Though many of the faculty interviewed reported having
strong internal motivation for success, the influence of mentoring in theispranal
lives was evident. Thirteen of the respondents indicated that relationships develdped wit
more senior faculty members while participating in teaching, researclhraohahte
assistantships played major roles in both their career choice and theirsceeess.
Sixteen of the faculty members interviewed reported being “invited” and/oifisply
encouraged to pursue careers in academia. Continued mentoring relationshigtedere
as playing a major role in the faculty members’ career progression are$suthose
faculty members who had achieved tenure status indicated that having a mentor helped
them gain access to critical information about the tenure process. Funtaementors

served as “buffers” for campus environments which were not always supportive.

15



Alfred (2001) also examined the “bicultural” nature of professional lives for
faculty of color in the academy. The author questioned five tenured African America
female faculty members at a predominantly white major researchuimstitn the
Southwest. At the time of the study, these five women made up the total population of
tenured African American female faculty at the university. The semntstied interview
guide used in the study addressed the following issues: (a) early familnods on
career orientation and bicultural life structures; (b) community influencesdy
experiences of biculturalism; (c) schooling, career orientation, and bi¢@irariences;

(d) career orientation; and (e) institutional culture, bicultural experieaoeshe tenure
process.

The faculty interviewed in the Alfred (2001) study indicated that their knowledge
of academic culture and institutional expectations was extremelyisagrtifo their
career development and progression. The respondents stated that their knowledge of the
academic culture was enhanced primarily through teaching/researstamtships and
mentoring relationships. Positive mentoring relationships were seen as peitagulty
members a competitive advantage for developing the competency needed to $&fiducce
and meet the expectations of the academic culture. The faculty membenslaised
fewer feelings of alienation and a reduced sense of outsider status due to thatiafor
and support obtained through their mentoring relationships. The tenure process, though
acknowledged to be stressful, was viewed as more manageable and attainableedue to t
influence of mentors. Mentors encouraged the faculty members to be “better not just
equal (p.112)”, and to be “visible (p.112)” on campus as well as within the national

academic community. The consensus of the African American femaléyfpauticipants

16



was that mentoring has allowed them to better navigate and deal with the ghstacle
faced in the academy, such as non-supportive campus environments, discrimination, and
other progress barriers.

While investigating feelings of marginalization experienced by factitplor in
the academy, Turner (2003) noted that mentoring played a significant role imdbe ca
progression of those faculty and administrators surveyed. Using an extelesatarie
review, the researcher compiled responses from previous qualitative sthdibs w
focused on the experiences of both faculty and administrators of color at PWIsr Turne
concluded that mentoring served as a critical “intervention” in the careeepsoan of
minority faculty and administrators. Turner further found that many faotiitplor
ascribe much of their success in academia to mutually supportive relationghips w
faculty and academic administrators.

A key function of mentoring cited in the Turner (2003) article was to provide
scholars with the necessary information and resources needed for careeemeévanc
Faculty of color who maintained tenure-status at their respective instswmsidered
their mentoring experiences with other senior faculty members to hacdydingpacted
their achievement of tenure. Furthermore, faculty who had tried and failedito a
tenure at prior institutions attributed these failures to a lack of sufficiemtionney and
support. Another important function of mentoring mentioned by faculty members and
administrators was to lessen the feelings of isolation and alienation expdrignthem
at their respective institutions. Faculty and administrators who did not repactesuff

mentoring relationships were more likely to indicate negative reactions ewehna
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institutional environment, thereby further providing evidence of the signifroésthat
mentoring plays in the professional lives of faculty and administrators of color

Stanley (2006) also sought to gain greater insight into the experiencesltf fac
of color at PWIs. Using snowball sampling, the author recruited 27 contributoss d&
disciplines from several predominantly white institutions across the courmtty.niale
and female faculty members were interviewed and self identified dsaAf African
American, American Indian, Asian, Asian American, Black, Chamorro, Indiargidam
Jewish, Latino, Mexican American, Muslim, Native Pacific Islander, Buidan, and
South African. The researcher asked the respondents to reflect on two questidos (1)
would you describe your experiences teaching at a predominately Whitgtioistiand
(2) What recommendations would you offer to faculty of color and administrated bas
on these experiences?

Stanley (2006) used content and narrative analysis to analyze the pasicipant
responses to the aforementioned questions. The prominent themes that emerged from the
participants’ narratives were: teaching, mentoring, collegialityititye service, and
racism. Results did not vary on the basis of race, gender or ethnicity, Respdeddat
to view their mentors as having shaped them with respect to their roles assohtie
academy. In particular, positive mentoring relationships were deemed to baweatgul
professional development in areas such as teaching, research and leaderskyp. Fac
members who reported ineffective mentoring relationships attributed the poor
relationships to uninformed and/or uninterested mentors. This finding indicates that the
knowledge and motivation of the mentor is critical to the effectiveness of the mgntor

relationship.
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Stanley (2006) also investigated the impact of cross-race and same-race
mentoring relationships. Given the small percentages of faculty of coluYiat fany
report having difficulty finding mentors of the same race. Faculty who reported having
experienced cross-race mentoring stated that these relationships medreidieand
critical to their career development. Cross-race mentoring can providgyfatablor
with opportunities to access ‘majority only’ information at PWIs that might wiker
have been reserved for members of the majority ingroup.

Stanley (2006) concluded by asking participants to offer suggestions foy faicult
color, as well as institution administrators seeking to improve the recniiame
retention of faculty of color. Again, mentoring figured prominently in the parti¢ga
recommendations. It was suggested that faculty of color should engage inyaofarie
mentoring relationships both on and off campus, and should pursue cross-race mentoring
relationships in addition to same-race relationships. Other activities mezased for
faculty of color included networking, membership in national committees, réoavas,
and the pursuit of other leadership positions. From an institutional perspective,iamstitut
administrators were encouraged to reward senior faculty who are proven nieoroier
to promote continued positive mentoring relationships. Administrators were also
encouraged to engage in the practice of “cluster hiring” (i.e., hiring muléipiéty of
color at a time) in order to improve recruitment and retention of faculty of coldr, a
address the feelings of isolation and marginalization often faced by tice#tg fa

members at PWIs.
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Campus Climate

The literature indicates that the campus climate at PWIs encountefdddayn
American faculty and administrators is not always positive and/or supportikerT
(2002) defined campus climate as particular habits, decisions, practices areb polici
inherent to an institution.

Utilizing the interview responses of 64 women faculty and administrators of
color, Turner (2002) highlighted perceptions regarding campus climate. The following
common themes emerged from the qualitative study: (1) feeling isolated and under
respected; (2) salience of race over gender; (3) being underemployed anddbgruse
departments and/or institutions; (4) being torn between family, community, and caree
and (5) being challenged by students. Perceptions of racial and gendemiidgsited to
feelings of negative campus climate, particularly in the areas of reentitnetention,
and promotion of faculty of color. Many of the female scholars interviewed indicate
that they were the only minority person or minority female in their resjgecti
departments. Several participants emphasized that their resultant fe¢lisgation
were increased by the added pressure to perform at a high level. Such feelings of
isolation may result in a sense of not belonging similar to the “imposter phenomenon”
(Ewing, Richardson, James-Myers, & Russell, 1996) felt by many Africagridam
students at PWIs. Essein (2003) asserted that “an indispensable condition in this
environment is a climate of belonging to the academic community.” (p.68)nEsse
concluded that the desire for incorporation and “belonging” in the academic coiypmunit

is often not fulfilled for academics of color.
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Aside from feeling isolated, many participants in the Turner study feltibgt
were only hired because of the number of slots they fill rather than based on their
expertise in their respective fields. Turner noted that many institutiot tmgaximize
the federal slots filled with a particular hire, and offered this participardatnge as an
example:
“This one dean...was writing down all the federal slots that | would fit in asfar a
hiring...And he says, ‘Okay, you’re a woman, you're over fifty-five, you're an
American Indian,” and then he looks at me and grins. He said, ‘Do you have a
handicap?’...These schools have to fulfill these guidelines and in getting me they
can check a lot of boxes” (p.80)
Turner also discovered that participants who reported feeling as though their
professional responsibilities centered exclusively on diversity/mulii@linitiatives
were more likely to rate their campus climate poorly. Many stated thatetlie
overstretched by the responsibility to serve as the ethnic minority peesenmiversity
committees, boards, and supervising student organizations. Turner noted that issues such
as these often place women faculty of color in a ‘double-bind” because the leadership
roles that are offered to them increase their visibility at their régpeastitutions, but
are often not seen as scholarly, and are devalued with respect to promotion and tenure
opportunities. Though many of the female faculty interviewed acknowledged that they
are heavily invested in diversity issues, they expressed a desire to ekptme
opportunities independently rather than have it thrust upon them as a matter of
professional obligation.
Another contributor to negative campus climate reported by female faculty of

color was the experience of having their authority challenged by studentsr(TAQ02).

Such challenges functioned as emotional and mental stressors for these sabaley
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not only felt the need to struggle to gain respect from their colleagues, but@lso ha
work to gain respect in their classrooms. Several respondents reported being openly
challenged in class by White students. Some offered that White students had reeanplai
to department chairs about their classes and teaching styles. Respondentsahetexht
experiences created an extra strain that their White counterparts did nat fenee t

In an interview study involving tenured female faculty of color at PWIsgAlfr
(2001) uncovered feelings of marginalization. In order to function within margidalize
campus climates, Alfred noted that many faculty of color seek to find féates”.

These “safe places” often involved time with family or activitiedimithe community

such as church involvement. The female faculty members surveyed encouraged other
faculty of color at PWIs to view their marginalization as a privilege. &@ esmen
explained that in many instances they often felt empowered by beingtge/éreedom

to conduct scholarly work in their areas of interest. Furthermore, many welcbme

idea of being responsible for increasing multicultural awareness and givertsieir
respective departments and campus communities. Though this view is not universally
agreed upon, it does offer insight into how some faculty of color may engage in
reframing in order to effectively navigate their recurrently hostile enuents.

Sadao (2003) echoed the need for faculty and administrators of color to develop
effective coping skills in order to deal with the non-supportive and uncomfortable
institutional cultures they frequently face. Sadao added that gaining a firnstamdiang
of institutional expectations can assist faculty in navigating the instialtculture.

Alfred (2001) and Sadao (2003) suggest that faculty of color might also beoefit f

gaining a greater understanding of what it means to function in a bicultural worfd. Bot
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researchers point out that many successful faculty and administratotsrcdre well
versed in their ethnic cultures and in the culture of the academy — a facththates
their ability to function in both cultural domains.
Views of Diversity

A great deal of the literature reviewed indicates that faculty of colar téftd that
their views regarding issues of diversity are not in keeping with the culturalatdahair
respective institutions (Alfred, 2001; Essein, 2003; Fenelon, 2003; Sadao, 2003; Turner,
2002). The consensus in the literature is that many faculty of color face trenglallf
abandoning their interest in the area of diversity research in order to #restlikelihood
of career advancement. This is largely because research focusing orydivet's
multicultural issues has traditionally been undervalued by institutions, and is often not
rewarded with tenure. Administrators of color face similar struggles wgtraedo their
work to implement multicultural and diversity issues on campus — work which is
sometimes not welcomed or supported by their colleagues. Therefore, faculty a
administrators of color often have to balance the bicultural lifestyledd2001; Sadao,
2003) of being true to their own core values while also meeting the potentiallyctogfli
expectations of the academy. The stress of living this ‘double life’ often lepdot
work product because these scholars are faced with conducting reseaecs iwlagre
they hold less interest in order to make sure they do not find themselves in an
insubordinate position relating to what is seen as acceptable by their depadnuot
institutions.

Research has shown that faculty and administrators of color at P\V¥ds s

likely to be employed in tenure positions (Alfred, 2001; Essein, 2003; Fenelon, 2003)
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than their majority counterparts. Given the career security and sigicdéc¢hat obtaining
tenure provides, it is troubling that professionals of color do not seem to achieve this
status at the same rate as others. Furthermore, as previously stated; tases the
work that these professionals seek to do is seen as less scholarly and nottdwarde
response to the low overall number of faculty and administrators employed gt PWIs
many institutions have set forth initiatives to increase the numbers of academi
professionals of color on campuses (Betts et al., 2009; Sadao, 2003; Stanley, 2006).
These initiatives often include mandatory interviewing of ethnic minoritiesden
positions, and even the creation of positions and departments such as ‘Offices of Minority
Affairs’ or ‘Chief Diversity Officers’ in order to encourage professls of color to seek
employment with these institutions. However, these recruitment programstavithout
fault and criticism. Some see these programs’ sole purpose as merelginggrea
numbers-often in the short term. Therefore, institutions incorporating theseofypes
recruitment measures and initiatives are not seen as having a true cemnatm
improving and addressing the diversity issues on these campuses.

Stanley (2006) emphasized that institutional administrators should not focus
solely on recruitment programs, but should be sure to also devote resources towards the
retention of faculty of color. Retention is critical if an institution is going twen
positively in the direction of properly addressing the needs of faculty of. color
Furthermore, having a solid reputation of being able to successfully antivefiecetain
professionals of color on staff, serves as an illustration of true dedicatimeréasing
diversity at an institution. Stanley also suggests that such practiteave a direct

positive impact on the campus climate issues faced by many of theseipraisss
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Faculty and administrators of color who are able to explicitly see a damentito
addressing diversity issues in this manner are more likely to feel cobiéoatiathat
institution and experience the climate more positively (Sadao, 2003; and Stanely, 2006)
Stewart, Williamson and King (2008) found that ethnic minorities pursuing PhDs
and considering careers in academia often seek guidance from establisittgcbfa
color. Accordingly, efforts to retain faculty of color increase theilkald that future
ethnic minority scholars will seek employment at a particular instiiuBecause of the
small number of overall faculty of color at PWIs, large-scale retentiexisfing
minority faculty members is essential to spark continued interest inraapefessions
among future generations, so that the landscape of academia continues torheceme
inclusive. Therefore, these researchers suggest that mentoringviestiad in place in
graduate school programs in order to continue the promotion of careers in academia for
people of color.
Betts and colleagues (2009) argued that recruitment and retention efforts are
simply not enough, when trying to change the landscape of ethnic minority ppoédss
in academia. These researchers focused their attention on the need to theraasgber
of ethnic minorities in executive administrative positions at institutions. Inéhgpirical
study, the researchers note that with the growing number of individuals from tlge ‘bab
boomers’ generation approaching retirement, a great opportunity to fill ofidihgse
positions with qualified scholars of color has presented itself. According to a 208 re
by the Chronicle of Higher Education, only 19% of all executive/administrativeqoss
are held by professionals of color. Betts and colleagues emphasizeda iceiéid to

make career paths to these positions more accessible to scholars of coloredivhees
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offered the following recommendations based on the outcome of their study: (1) define
visible career paths leading to senior administrative positions; (2) provide ongoing
professional development across all levels of administration; (3) maketiautiorsal
commitment to succession planning; and (4) overall commitment to increasetyitcersi
reflect the demographic shifts in the U.S. population and the higher education student
enrollment.
Progress Barriers

The experience of progress barriers confronting African Americantysaodl
administrators at PWIs may be heavily influenced by other factors unastigmation in
the present study. Turner (2002) noted that negative campus climate is often considered
to be a primary contributor to career progress barriers — so much so that chmgigs c
and progress barriers are often discussed jointly in the literaturelaBmthere is often
substantial interrelatedness between progress barriers and diversityatypsswvailing
at an institution. For example, faculty research focusing on diversity anduttutat
issues has traditionally been undervalued by institutions, and is often not rewétded w
tenure. (Alfred, 2001; Essein, 2003; Fenelon, 2003; Sadao, 2003; Turner, 2002).
Administrators of color face similar struggles with regard to theikwmimplement
multicultural and diversity issues on campus — work which is sometimes not veelaom
supported by their colleagues. (Alfred, 2001; Essein, 2003; Fenelon, 2003; Sadao, 2003;
Turner, 2002).

Stanley (2006) found that racism and prejudices present major obstacles to career
progression for faculty of color at PWIs. The discrimination discussed in thewsasdy

not simply attributable to isolated individuals, but was deemed to reflettiimstal
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biases. Several faculty of color interviewed in the study described incideiats w
implicated underlying institutional policies and practices that disadvantageditased
on their race, nationality, gender, and/or sexual orientation. Many respondiethizt fe
institutional racism is often entrenched in an institution’s history, and ismsigsand
habitual. Stanley suggested that faculty of color at PWIs “expect” mis@iion as long
as the academic playing field remains unequal. She added that faculty ohcollor s
develop allies with White faculty members who share common views of divensity
social justice. Stanley further recommended that institution administsdtoutd require
all institutional leaders to receive sufficient training regarding dityeissues — training
that addresses identity development, critical race theory, levels and foomysression,
multicultural organizational development theory, the cycle of socializatioa redations
theory, and conflict management.

Essein (2003) used an extensive literature review to report on the visible and
invisible barriers faced by faculty of color at predominantly White ldvosls. The
author reviewed qualitative interview responses by law professors of cbich w
provided solid support for the argument that obstacles to the career progressiortyf facul
of color at PWIs do indeed exist. Accounts were presented by law professors of color
who recounted experiencing both visible and invisible barriers to career progress
Visible barriers included being directly told by senior faculty memizen®t pursue
tenure at an institution, receiving hate mail without administrative inteoreand also
being removed from leadership positions without sufficient cause or rationablavi

barriers faced by faculty of color involved being given “low-status” causaother
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progress barrier reported concerned the receipt of encouragement to serve dreesmm
and review boards that were ultimately “trivialized” at tenure reviene.ti
Summary

Research reflecting on the professional lives and opportunities of African
American faculty at PWIs is limited. Studies discussing African Ataeradministrators
at PWIs are even more rare. The present study will attempt to addresgapese the
literature by exploring the perceptions and experiences of African Ameacalty and
administrators at PWIs, particularly in the areas of: (1) career nmagit¢2) campus
climate; (3) views on diversity; and (4) progress barriers. Given th¢ semaéntage of
African American faculty and administrators at PWis (5.2%, NationaleC éor
Education Statistics, 2006), it is imperative to engage in research efforts ddsigne
make the experiences of these scholars more visible. This study will sthightight
such experiences in the hopes of providing a basis for identifying effectivegcopi
strategies that may benefit current and future academics of colorll as wWee academy

as a whole.
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Chapter lll
Method

The literature suggests that African American faculty and admimstrat PWIs
have pervasive, common concerns regarding campus life and climate, tenure and
promotion, discrimination, and teaching and diversity (Aguirre, 2000; Alfred, 2001;
Gregory, 2001; McGowan, 2000; Opp & Gosetti, 2002 Ruffins, 1997). This investigation
focused on the experiences of African American faculty and administedtB:/Is with
respect to the following issues: (1) career mentoring, (2) campus cli{Bpteews on
diversity, and (4) progress barriers. The research included two studies (otegigeali
and the other quantitative) in order to address the research questions. Prior to conducting
the investigation, IRB approval was received from the home institution of therprima
researcher.
Study 1
Participants

The purpose of th8tudy 1was to gain greater insight into the experiences of
African American faculty and administrators at PWIs relevant todhedforementioned
issues. The study employed a qualitative design. A sample of 8 Africancaméaculty
and administrators from five predominately white institutions (PWIs) in théewmst
region of the country comprised the sample. Both male and female participaats w
recruited for involvement with this study using convenient sampling. Eligitbdit
participation in this study required individuals to have earned an advanced degree (
Masters, Doctorate) prior to the time of completing the interview, and to hauafell-

employment status at their respective institutions. A minimum of five yéasademic
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service (not institution specific) was required for eligibility for mapation. For the
purposes of this study, participants self-identified as African Amerigdditional ethnic
identity characteristics were requested of each participant. Additenabgraphic
information was collected regarding participants’ educational and gmplt history
(See Appendix A, Demographic Questionnaire).

The patrticipants istudy lwere evenly distributed across gender, and all eight
were employed full-time at their institutions and had worked in academ&arhinimum
of five years. The extent of experience in academia ranged from$tgedd years. Five
of the participants reported serving in an administrative position, while threateulic
that their primary duties were faculty related. Five of the particsparte employed at
public institutions, and three were employed at private institutions. Five of the
participants reported having doctoral level degrees, while three indicated thatesian
degree was their highest degree earned. The divisions within the institutiere tivey
were employed were as follows: Academic Services administration; (n=3)
Diversity/Multicultural Affairs administration (n=2); Social Workcidty (n=2); and
Engineering faculty (n=1). Of the five administrator participantsetheported being
senior-level (tenured) and two reported being mid-level (not tenured). Of teddlordty
participants, two reported being tenured at the Associate Professor rank, aepartez
serving in a non-tenured Assistant Professor rank. Four of the individuals idditatte
they currently have primary career mentors while four of the professididat®t. Of the
four participants with primary mentors, two reported that their mentors asntyr
employed at the same institution. Seven of the participants indicated thattheytly

are involved more than one multiculturally related service to their regp@aimpus
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community (i.e. course taught, committee serve, etc.), while one participarnecno
involvement in service of that nature at the time of the interview.
Interview Procedure and Protocol

Participants were contacted via email and phone in order to request amaidesig
an interview time. Four key informants (Marshall, 1996) were identifieth&®ydasearcher
in an effort to generate a list of 25-30 potential interviewees, of which eagbtwged for
the final data analysis phase of the study. Interviews were semi-séaietod lasted
approximately 1 to 1 % hours in duration in order to maintain consistency with regard to
the type of interview data collected. The interview protocol included a set pifisiary
guestions and corresponding follow up questions to which each interviewee was required
to respond to in order for the interview to be considered complete and appropriate for
data analyses. All Interviews were audio-taped with the transcriptg bsed in order to
ensure accurate reporting and recording of data. The audio taped interviews were
transcribed and prepared for data analysis. A third-party auditor was useifiytthee
the transcripts used were accurate. The interview protocol questionselated to
career mentoring, campus climate, views on diversity, and progresssakdeording
to the literature these areas are of deep concern for African Améaimaty and
administrators (Turner et al., 2007). Outside of the four target researchpand@gpants
were asked to offer suggestions to other African American faculty anithigthators as

strategies for success in academia (see Appendix C to review Intétraeocol).
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Discovery Oriented Data Analyses

A discovery-oriented exploratory approach (Hill, 1990; Mahrer, 1988) was
utilized to examine the raw data and develop mutually exclusive categories for
understanding participant responses. It was anticipated that some ofntles tlikich
emerged from the data may parallel the four major themes referentediterature.
However, it was also anticipated that new themes affording greatghtmsnto the
professional experiences of African American career professionaksngat PWIs will
emerge from the data. The major themes identified are discussed leresults
section. The results from the qualitative research findings were usedrto arid refine
the quantitative investigation that compristddy 2of this investigation. Specifically,
the results oBtudy Iwere used to support and/or confirm the appropriateness of the
variables and the measures identified for use in the second study using theaequent
exploratory mixed methods strategy (Creswell, 2009; Morgan, 1998; Morse, 1991). This
strategy has been found to be effective in mixed methods research designs, where
guantitative research is used to provide further support for themes and ideas which
surface from a structured interview or other qualitative researchgjrat
Study 2

The second study was guantitative in methodology and was designed to
investigate the perceptions of African American career professionals adkcatPWIs
with regard to (1) career mentoring, (2) campus climate, (3) views on tyyersd (4)
progress barriers. As previously stated, additional supplemental demograpmaslata
obtained based on the salient themes identified in the qualitative analyses. Taesesda

collected in the form of additional questions being added to the demographic
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guestionnaire. These questions were Likert style questions and addressed iffexlident
themes of: (1) importance of networking to career progression, (2) equity versug/quant
in diversity, (3) importance of career mentoring on career progressiomhiigy as an
obstacle in career progression, and (5) comfort level within department versuk overa
institution. The updated demographic questionnaire can be found in Appendix B.

In addition to using the data obtained fr&tudy 1to identify supplementary
themes to address on the demographic questionnaire the findidgslinlwere also
used to validate and inform the direction of the quantitative measures (&tedy?2
The Mentoring Effectiveness Scale (MES; Johns Hopkins School of Nursing; 2005) was
used to assess how professionals view their mentoring experience. The Minnesot
Satisfaction Questionnaire (MSQ; Weiss, Dawis, England, & Lofquist, 196vis[Za
Lofquist, 1984) was utilized to assess the overall satisfaction each proféssiona
experienced with their current career position. Finally, the Profesdtouparience
Questionnaire (PEQ) was developed for the purpose of this investigation in order to
assess how professionals experience the overall “professional campus”cittleir
respective institutions.
Participants

One hundred and twenty-two full-time African American faculty and
administrators employed at PWIs successfully completed the onlveydor the
guantitative aspect of the investigation. National statistics indicatéthaverall
percentage of African American faculty and administrators employed bt iB\&mall
(5.2%) compared to the percentage of their White peers (78.2%) (National foenter

Education Statistics, 2006). Thus, in order to obtain a sample size to reach sufficient
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statistical power a snowball recruitment method was employed. Twentydodisi
known to the primary investigator were initially contacted and asked to centipéet
survey. Upon completion of the survey they were asked to forward the survey link to
other colleagues who met the participation criteria. Both male and fenmtatgppats
who self-identify as African American were recruited. Additional dgraphic
information was collected regarding their ethnic identity, educationa¢@upioyment
history (See Appendix A, Demographic Questionnaire). Eligibility for padicon in
this study required individuals to have earned an advanced degree (i.e. Masters,
Doctorate) by the time of completing the survey. A minimum of one year oéieed
service (not institution specific) was also required for eligibilitydarticipation.
Recruitment and Procedure

The 122 participants iStudy2 were recruited through a snowball (i.e.,
reputational) sampling method (Lincoln & Guba, 1985). Twenty African American
professionals who were known to the primary investigator, key informants and & subse
of the list of potential interviewees fro8tudy 1comprised the initial contacts for
recruiting participation. These individuals were asked to forward the@iéctink for
the study to other professionals who met criteria for participation whadnsstent with
the procedure of recruitment when using snowball sampling method. The study, which
was hosted through surveymonkey.com, introduced the study via a cover letter, provided
an electronic consent form which explained that participation was volumtdry a
anonymous, invited online participation and provided a debriefing statement. The cover
letter (Appendix D) also advised the reader of the benefits, risks, and prodesohesd

in participation, the voluntary nature of the study, and the freedom to withdraw at any
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time. Furthermore, participants were informed of the confidential natuhe study, and
that no identifying information would be requested from them. Information from each
participant was given a code number, and was not in any way linked to the respondent.
Online participants could withdraw at any time by closing their web broivdey did

not wish to complete the survey. After reading the cover letter, participargsrwéed

to complete the demographic questionnaire and quantitative measures. Follow up
reminders were sent to the initial twenty contacts in order to increasesfiense rate.
There was also an option to download, complete the packet and return it to the primary
investigator cash on delivery (COD). All respondents chose to complete thg surve
online, therefore there were no responses collected via paper packet completion.
Measures

Demographic questionnaird demographic questionnaire was developed for this
investigation and asked participants about their age, gender, level of educsrsnny
academia, if they have a mentor, if they currently serve as a mentoe status,
faculty/administrative position, major progress barriers and institutigpal(t.e. public
or private). The majority of this data was used for descriptive purposes.tAére were
five additional likert style questions that were added to the demographiconpueste
based on the themes identified in the qualitative interviews conducted in Study 1.

Job SatisfactionThe extent to which participants are satisfied with their job and
institution was measured using the Minnesota Satisfaction Questionnaire foghort
(MSQ); Weiss, Dawis, England, & Lofquist, 1967; Dawis & Lofquist, 1984). The MSQ is
based on the Minnesota Work Theory Adjustment (Dawis, England, & Lofquist, 1964)

which suggests that job satisfaction is heavily influenced by the interactionavkeris
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individual needs and her/his work environment. The MSQ-long form consists of 20
subscales each with five items. Each subscale measures a facet of jabtsatisfhich
includes: ability utilization, achievement, activity, advancement, autheghgol
policies and practices, compensation, coworkers, creativity, independenceyahaoeal
recognition, responsibility, security, social service, social status, ssiperfiuman
relations, supervision-technical, variety, and working conditions. The MSQ lis a se
report instrument that utilizes a 5-point Likert type scale Y&ry dissatisfiedo 5 =very
satisfied with possible total score of 100. For the purpose of this study and statistical
analysis purposes, the total possible score is 80 as the 5-point Likert thgoeaaga was
changed (0 wery dissatisfiedo 4 =very satisfiell The short form of the MSQ utilizes
the same 5-point Likert type scale as the long form, but has a total of 20 questons
each question reflecting one of the 20 job facets measured by the long form. The
responses on all 20 items of the MSQ-short form can be summed to produce a general
(global) job satisfaction score Results have consistently provided evidenoedatiog
excellent internal consistency for all scales (Dawis & Lofquist, 1984insen, 1990;
Welbourne, Eggerth, Hartley, Andrew & Sanchez, 2006). For example, Welbourne and
colleagues (2006) reported the reliability of the MSQ-short form to be .92, and &evins
(1990) reported the general job satisfaction reliability to be .97. For thsnpisdy a
Cronbach’s alpha of .91 was found for the MSQ indicating sound reliability for the
measure.

Mentoring.The Mentorship Effectiveness Scale (MES; Johns Hopkins School of
Nursing; 2005) was used to measure mentoring relationships of each participant. The

MES is a 12-item measure scored using a 7-point Likert scale (0 = gtohsadjree to 6
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= not applicable). Sample items include: “My mentor was accessible,” andréhyor

was helpful in offering direction and guidance on professional issues.” Highler tota
scores (maximum total score of 72) indicate more positive mentoring relagisnshie

MES was developed in an effort to provide a standardized measure of mentoring
relationships. Most data regarding mentoring relationships are obtained through
gualitative research methods (Berk, et al.,2005). The Cronbach’s alpha eagfficithe

MES in this study was found to be .99 providing evidence that the MES is a very reliable
measure of mentoring effectiveness.

Campus Climate and Engagemehtow faculty and administrators view their
campus environment was measured using the Professional Experience Questionnair
(PEQ); Beverly & Richardson 2010). The PEQ was adapted from the College Egperien
Questionnaire (Spivey & Richardson, 2003) and created for use in this study. The CEQ
was developed to assess feelings of cultural alienation among Blaclecsilbeignts who
attend PWIs. However, in this study, the PEQ will be used because the focus toidiis s
is on the experience of faculty and administrators, who research suggestspaagnce
feelings of marginality and alienation that parallel the aspects ofstndents experience
at PWis (Alfred, 2001; Stanley, 2006; Turner, 2002). The PEQ is a 21 item self report
that utilizes a 4-point Likert type scale (&trongly disagred¢o 3 =strongly agreg The
PEQ provides a total score which is intended to represent how an individual relates
overall to their institution. The CEQ consists of three subscales: (a) Utyversi
environment, (b) University connectedness, and (c) Feelings of alienation. THeepossi
total score range is from 0 to 63 with higher scores indicating more positiyeisam

environment. The PEQ utilized these same three subscales and institutestsemarg
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criteria. The “University Environment” (9 items) subscale examines hoghran
individual embraces and feels supported by their institution. The “University
Environment” subscale also examines how an individual feels their institution views
diversity. The “University Connectedness” (7 items) subscale medabterasmount of
involvement an individual has with their institution. The “Feelings of Alienatidn” (
items) subscale indicates the extent to which an individual feels aliemaisttaxized by
their institution. A reliability coefficient of .78 was reported by Spivey arah&idson
(2003) for the CEQ indicating sufficient reliability for this measure. Iltemthe CEQ
were found to be correlated with feelings of overall dissatisfaction withamaent
providing sufficient construct validity for the scale (Spivey & Richardson, 2003). A
follow-up study (Spivey, 2008) confirmed the reliability and validity of the tsoedes

of the CEQ by reporting cronbach alpha coefficients for the Alienation, Ceaunasds,
and Environment subscales as 78, .67, and .77 respectively with the total score alpha
coefficient as .78.

Validity and reliability analyses were conducted in order to assess psgtiom
properties of the PEQ in this study. Confirmatory factor analysis wasictattito
determine the scale structure of the PEQ. After conducting a confirnfatboy analysis
(CFA) it was determined that the data obtained was not a good fit for the proposed 3
factor (subscale) model of the, a separate exploratory factor an@y\) was
performed. Results of the EFA indicated that the items on the PEQ loaded on one factor
therefore eliminating the appropriateness of subscales. In order to conduE#thieeC
scoring of the PEQ was anchored to zero with the highest possible score bein@#8. Det

of both analyses are discussed further in the results. The reliabilitycoaeffior the
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total score of the PEQ after factor analyses was found to be .84 demonstffittrens
reliability for the measure.
Research Questions and Hypothesis

Research Question 1. How do African American faculty and administrators
describe their professional experiences at PWIs relating to areas regarding: @giCar
Mentoring, (2) Campus Climate, (3) Views on Diversity, and (4) Career Progress
Barriers? This question is multifaceted and was addressed through semi-structured
interviews. The data from the qualitative interviews was analyzed usiisg@ery
orientedexploratory approach (Hill, 1990; Mahrer, 1988). A team of 3 raters was utilized
to examine the raw data and develop mutually exclusive categories for undieigta
participant responses. It was anticipated that some of the themes whichewmulge
from the data may parallel the four major themes referenced in theulieereiowever, it
was also anticipated that new themes offering greater insights inpoafessional
experiences of African American career professionals working at Rkl emerge
from the data. All of the themes which surfaced from the data obtained are exptaine

detail in the results section.

Research Question 2. Is there a significant relationship between job satisfaction
and career mentoring for African American faculty and administrators at PVWs
standard linear regression analysis using the total score of the MES Kligikiss
School of Nursing, 2005) as the predictor variable and general job satisfaction as
measured by the MSQ-short form (Dawis & Lofquist, 1984; Weiss, Dawisakthg&
Lofquist, 1967) as the dependent variable was used to address this question. The outcome

of this analysis can be found explained in detail in the results section.
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Hypothesis H: It was hypothesized that those faculty and administrators who
reported having a more positive mentoring relationship on the MES (Johns Hopkins
School of Nursing, 2005) would report greater general job satisfaction as nidagtine
MSQ-short form (Dawis & Lofquist, 1984; Weiss, Dawis, England, & Lofquist, 1967).

Research Question B there a significant relationship between professional
campus climate and job satisfaction for African American faculty and administrators at
PWIs? Job satisfaction and professional campus climate were measured by the MSQ
short form (Dawis & Lofquist, 1984; Weiss, Dawis, England, & Lofquist, 1967) and the
PEQ (Beverly & Richardson, 2010), respectively. A standard linear regressilyses
was used to assess the predictive relationship between the total scoreEtherdjob
satisfaction. The outcome of these analyses can be found in the results section.

Hypothesis H: It was hypothesized that those faculty and administrators who
reported having a more favorable response to their campus/institutional envit@sme
measured by the total score of the PEQ would report higher overall job setmséect
measured by the MSQ-short form (Dawis & Lofquist, 1984; Weiss, DawisaBahg
Lofquist, 1967).

Research Question 4. Are there significant differences in how African American
faculty compared to administrators evaluate career and campus experiences at RWIs
Multiple Analysis of Variance (MANOVA) was used to compare the totadescof
African American faculty and administrators (as identified via the deapiic
guestionnaire) on the MSQ-short form (Dawis & Lofquist, 1984; Weiss, Dawis, rithgla

& Lofquist, 1967), MES (Johns Hopkins School of Nursing; 2005) and the PEQ to
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address this question. The outcome of these analyses can be found explained in detail in
the results section.

Hypothesis H: It was hypothesized that African American faculty and
administrators will not report significant differences in career and caeypesiences at
PWiIs.

Statistical Analyses

The data analysis in this study primarily focused on the four previously mantione
themes being investigated: (1) career mentoring, (2) campus climate, (fgsrog
barriers, and (4) views on diversity. As aforementioned, as additional retbeamss
emerged from the first study in this research, those themes were edaniwell.
Descriptive analyses were conducted in order to obtain means, standaredgsaat
bivariate associations between the primary measures of the study.

The discovery oriented exploratory approach (Hill, 1990; Mahrer, 1988) was
chosen to analyze the first research question because it allows qualitatite lokat
guantified by placing interview responses into rater agreed upon numericglrczde
Descriptive statistics were then derived from the numerical caésgoneated. In order to
address the second research question, a standard linear regression anaysjsloyesl.
This approach was chosen due to the linear direction of the question with one predictor
(career mentoring and one dependent variable (job satisfaction). The $ke@adcte
guestion was also addressed using a standard linear regression analysis due to the one
predictor variable (professional campus climate) and one dependent variable (job
satisfaction). The fourth research question was addressed using a N\ ANQIg

approach was chosen because the question requires the comparison of group dynamics
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(faculty versus administrators), which the MANOVA is best used to analygaesv/asing
three separate ANOVAs in order to lower the chance for Type | error.

In addition to the statistical measures used to answer the aforementioredhrese
guestions, a confirmatory factor analysis (CFA) was used to assess ¢hstagzalre of
the PEQ. The CFA was initially over other scale development analysesssingh a
exploratory factor analysis (EFA) due the fact that the PEQ was derorachh
established measure in the College Experience Questionnaire (CEQaspdoposed to
utilize the same three subscales used by the CEQ: (1) University Connssid@dhe
University Environment, and (3) Feelings of Alienation. Results of the CFAaitedic
that the model was not a good fit to the data and an EFA was conducted to determine the
underlying factor structure of the PEQ measure. The results of the Elcatedithat the
PEQ was a one factor model structure. These findings are further discugsad
“Results” section of this document.
Goodness-of-Fit Criteria

Several goodness-of-fit indices were used to evaluate model fit: theuzresq
statistic, goodness-of-fit index (GFI; Jéreskog & S6rbom, 1989), comparative fit inde
(CFI; Bentler, 1990), Tucker Lewis index (TLI; Bollen, 1990), and root-mean-square
error of approximation (RMSEA, Steiger, 1990). The chi-square statistisures the
absolute fit of the model to the data, although it is subject to sample size m#srBe
1990; Hu & Bentler, 1999); nonsignificant values indicate close fit to the dat&MHor
an absolute fit index assessing how well the model reproduces the sample da&, a valu
above .90 is considered to indicate an acceptable fit (Bentler & Bonett, 1980), and a value

above .95 is considered a good fit (Schumacker & Lomax, 2004) of the model to the data.
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The CFIl and TLI test the proportionate improvement in fit by comparing the taogkel
with a more restricted, nested baseline model; a value of .90 is acceptabler @entle
Bonett, 1980; Bollen, 1990; Hu & Bentler, 1999), a value of .95 indicates a good fit, and
a value at or close to 1.00 indicates an excellent fit (Browne & Cudeck, 1993). RMSEA
demonstrates a close fit of the model at a value at .05 and exact fit of the modsLat a
of .00; a value between .05 and .08 is also considered acceptable (Brown & Cudeck,
1993). For purposes of the present study, a final model was selected when the majority
three of the five — fit indices demonstrate an acceptable fit.
Missing Data

Prior to conducting the CFA a search for missing data and examination of
multivariate normality were conducted. Twelve participants had missiagataihe PEQ
which would not allow the CFA to be successfully completed. These participants were
removed thus producing a total N of 122 to be used in the analysis.
Normality of the Data.

The assumption of multivariate normality necessary for confirmatotgrfac
analysis was assessed via univariate and bivariate normality statistigariate
normality was examined via the symmetry and flatness (i.e., skewness tosiskuf
the distribution for the 21 PEQ items. Curran, West, and Finch (1996) suggest that
univariate normality is assumed if skewness values are not greater thiasoaute value
of 2 and kurtosis values are not greater than an absolute value of 7. Bivariate normality

was examined using scatterplots for each pair of the 21 items of the PEQ.
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Chapter IV

Results

As previously stated, the overall purpose of this research investigatido was
provide an in depth examination of the core factors that impact the professional
experiences of African American faculty and administrators at PWIs. Mrestigation
utilized a mixed-method approach (Creswell, 1990) in which the qualitative dataeobta
in Study Iwas used to inform the direction and focus of the quantitative rese&tidy

2. The results of both studies are presented in this section.

Study 1

The focus ofStudy 1was to gain greater insight into the professional experiences
of African American faculty and administrators employed at PWIs. Tynere
professionals were initially approached for potential participati@tudy 1 However,
the majority of the potential participants contacted were hesitant toiparéi due
primarily fear that they may be identified by other school administratbis was
consistent to the fears reported by Stanley (2006) as to why many AfricancAm
faculty and administrators choose not to participate in research regardirgigddcson
other similar variables. Eight professionals who met the criteria for inolugere
interviewed using a semi-structure protocol which facilitated inquiry oo ¢ontent
areas that had been identified as a result of reviewing the higher educatatuarkter
pertaining to leadership and diversity. The four major areas of concern fcarAfr

Americans employed in academia were:Qhyeer Mentoring(2) Campus Climatg3)
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Issues of Diversityand (4)Career ProgresgAguirre, 2000; Alfred, 2001; Stanley, 2006;
Turner, 2002; Turner et al., 2008). The data obtained from the semi-structured irgerview
were analyzed using a discovery-oriented-exploratory approach (Hill, 19890l

1988). This method of data analysis allows for primary categories and majostteebee
identified from the interviewees’ response to the interviewers inquirieg1-8apth

explanation of this process is provided below.

Demographic Statistics

The interview data of eight participants was selected for analyS#sdg 1 Each
participant identified as being African American or Black. The particgpaetre
recruited from five institutions in the northeastern region of the United STdtes
participants were evenly distributed across gender, and all eight wereyechfull-time
at their institutions and had worked in academia for a minimum of five yearsxim e
of experience in academia ranged from 5 years to 40 years. Five oftibgpaats
reported serving in an administrative position, while three indicated thaptireary
duties were faculty related. Five of the participants were employed at msiltutions,
and three were employed at private institutions. Five of the participantsechasting
doctoral level degrees, while three indicated that a masters degree whigtiest
degree earned. Details of the demographic characteristics of the eigtippats are

reported in Table 1.

Categorizing the Content of the Initial Interview
A discovery-oriented-exploratory approach (Hill, 1990; and Mahrer, 1988) was

used to analyze the data pertaining to the first research questionngetiemow African
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American professionals will describe their professional experiend¢®4/ks in relations

to: (1) Career Mentoring (2) Campus Climatg(3) Views on Diversityand (4)Progress
Barriers. Consistent with this approach, mutually exclusive categories were developed
for the experiences reported during the qualitative interview. Three vadegused to
analyze the responses. The first rater was the primary author of taecheSéhe other

two raters were pre-doctoral interns (one in counseling psychology, one aalclini
psychology) who were completing their internships at the same site asttbe ahe

raters separately examined the participants’ qualitative respanesgemi structured
interview protocol, and grouped the reported experiences independently into thematic
content categories. The categories were then combined to create rlistagtéhematic
categories. In instances where categories had similar contenptiesstithe raters
mutually agreed on a category name that encompassed the meaningroflére si
categories in question. A total of 18 thematic content categories weredcsganning

the four major content areas of: @areer Mentoring(2) Campus Climate3) Views of
Diversity,and (4)Career ProgressionThe raters then recoded the response content using
the master list of mutually agreed upon content categories. Tests of teterehability
produced a Kappa coefficient of .77, indicating significant reliability betwaters. A
listing of all categories in each major content area can be found in Table 2.

The “Career Mentoring” content area was analyzed based on responses to two
major questions: (1) “What does career mentoring mean to you?” and (2) “How does the
presence or absence of career mentors in your work environment influence how you
perceive your professional success?” The responses given wereeskpdacatour

categories using the aforementioned rating approach: (a) Importancsitofd>Career
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Mentoring Experience; (b) Negative or No Career Mentoring ExperiecicBlgntoring
Benefits to Career Progression; and (d) Importance of Being a Mentor. Thatdmm
of Positive Career Mentoring Experience” category consisted of regibaseescribed
mentoring experiences in which the respondent clearly emphasized thespofliience
mentoring has exerted on her or his cartlee “Negative or No Career Mentoring
Experience” category included responses from participants that ileditratances of
negative mentoring experiences, or how participants’ lack of mentors negativel
impacted their career development. The “Mentoring Benefits to CareeeBsagr’
category referred to the responses of participants which described howntiogimge
process provides particular and specific benefits to career progressiorimplogtance
of Being a Mentor” content category consisted of responserefteited respondents’
personal feelings regarding the importance of serving as a mentor to nthesslemia
A detailed definition of th€areer Mentoringcontent area and categories, along with

sample responses, can be found in Table 3.

The “Campus Climate” content area was analyzed based on responses to the
following two major questions: (1) “In general, how comfortable are you in your
department/unit and in the broader campus environment?” and (2) “In what ways, if any,
does your institution need to take steps toward making the environment more inclusive
and/or welcoming of individuals from diverse backgrounds?” The responses obtained
were separated into five content categories: (a) Importance of PosatwpuS Climate
Experience; (b) Impact of Negative Campus Climate Experiencenportance of
Positive Collegial Relationships and Networking; (d) Equity and Welcoming

Environment; and (e) Feeling More Comfortable Within Your Department Than the
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Overall Institution. The “Importance of Positive Campus Climate Experieategory
consisted of responses that illustrated feelings of comfort on campus, and did not
implicate feelings of being marginalized within the campus communégpénses in the
“Impact of Negative Campus Climate” referred to individuals who reported elotidea

part of the campus community, and who felt marginalized on their respective campuse
The “Importance of Positive Collegial Relationships and Networking'gcayeconsisted

of responses from professionals who emphasized the role that supportive colleagues and
networking relationships play in creating a comfortable working environrmetite

“Equity and Welcoming Environment” category, individuals provided responses that
emphasized how changes in the equity and/or fairness regarding carssrfacpeople

of color have had an impact on the overall campus climate at an institution. Fimally, t
“Feeling More Comfortable Within Your Department Than the Overall Ingtritt

category consisted of responses that illustrated stronger feelings @irtwitiiin one’s
department than the broader campus community for reasons such as the preseree of mor
faculty of color within a department, or the sense of having greater influetice thie
department than the campus as a whole. Further details of the categoriedwithin t

Campus Climateontent area can be found in Table 4.

The “Views on Diversity” content area categories were developed basthe
responses to the two questions: (1) “How does your ideal view of diversity conmiffare w
the existing view of your institution? How is it similar or different?” and‘[®) you
have suggestions for modifying existing and/or developing new diversitgtngs?”

The data obtained through the interview were separated into four categoriesheathi

Views of Diversitycontent area: (a) Equity over Quantity; (b) Personal Beliefs Shared by
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Institutions; (c) Incongruence Between Personal Beliefs anduitistits Beliefs; and (d)
Being a Change Agent Within Campus Community. The responses in the “Equity over
Quantity” category reflected respondents’ feelings toward diyeasiPWIs that focused
more on equitable treatment and hiring practices pertaining to persons ofatiodorthan
simply increasing overall numbers of minorities per se. Responses in theri&#ers
Beliefs Shared by Institution” category illustrated respondentstigdhtiat their

institutions’ views on diversity were congruent with their own personal vigwdat
diversity should be at a PWI in various instances. Responses in the “Incongruence
Between Personal Beliefs and Institution’s Beliefs” illustratespoadents’ feelings that
their institutions’ views on diversity did not match how they personally believedsdive

at a PWI should be. Finally, the “Being a Change Agent Within the Campus Coryimunit
category consisted of responses from professionals who verbalized wapeyHa e
attempted to be a change agent in terms of increasing diversity at sipeictree
institutions. Full descriptions of each category within\fhews of Diversitgontent area

and sample responses can be found in Table 5.

The “Progress Barriers” content area categories were developetdrmate
responses to the two questions: (1) “What professional goals would you like to
accomplish within the next five years?” and (2) “During your time at thigutish,
what types of work-related challenges have you experienced and how did you overcome
these challenges?” The interview responses given were separated ictidiyeries
using the aforementioned analytical process: (a) Satisfied With Curresgr@oals
Progression; (b) Not Satisfied With Current Career Progression; (c)temperof

Networking; (d) Presence of Institutional Barriers to Career Pragresad (e) Personal
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and Professional Goal Interaction. Responses in the “Satisfied with Cuaredr Goals
Progression” category reflected professioni@slings of being satisfied with their
current career stage while also making progress towards their eltian&ter goals. The
“Not Satisfied With Current Career Progression” category consistexspbnses that
illustrated participants’ frustration with their current career positioncatbgression.
Responses in the “Importance of Networking” reflected sentiments regardinpéow
presence of networking or the lack thereof has significantly impacted paoggession.
Responses that were categorized in the “Presence of Institutionar8tor{eareer
Progression” were associated with respondents identifying specifierisawitheir career
progression that they believed were driven by institutional policies and procedures.
Lastly, the “Personal and Professional Goals Interaction” categoristamhef responses
from participants that emphasized the importance of maintaining personahgeedd
as professional goals as a way of overcoming potential progress baurénsr Eetails
regarding the responses and categories iRtbgress Barriercontent area can be found
in Table 6.
Summary of Findings for Study 1

As previously stated the purposeSitidy lwas to qualitatively investigate and
gain greater insight into the professional experiences of African Aamefaculty and
administrators at PWIs as related to the four core areas of concerniedentthe higher
education literature: (Iareer Mentoring (2) Campus Climate(3) Issues of Diversity
and (4)Career Progresswere all explored and additional themes salient to the
experiences of these professionals were also identified. There werensestime

particular that were identified outside of the four aforementioned core afréacus: (1)
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importance of networking to career progression; (2) equity versus quantitensiti;
(3) importance of career mentoring on career progression; (4) ethnicityohstacle in
career progression; (5) comfort level within department versus overallifizstitand (6)
congruence of personal view of diversity with institutional viéaditionally,
information gathered iStudy lwas then used to inform and confirm the direction of

Study 2
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Study 2

The primary purpose of Study 2 was to quantitatively investigate theorelaip
between career mentoring, campus climate and the overall job satisfactifsicah A
American professionals at PWIs. The data obtained in Study 1 informed ttigodief
Study 2 in the following ways: (1) provided insights into the nature of additional
demographic data that would be important to collect and (2) provided support for the
assumption that the relationships between career mentoring, professional camgies
and job satisfaction would be important to investigate, utilizing the prior findings to
inform the direction of a quantitative investigation of similar issues.. Tlesthemes
identified inStudy Iresulted in the development of new and/or revised demographic
guestions. It was determined that the use of Likert type questioning and resporete f
would be best suited to collect data on the identified themes of: (1) importance of
networking to career progression; (2) equity versus quantity in diversigsisE3)
importance of career mentoring on career progression; (4) ethnicity astacl®bs
career progression; (5) comfort level within department versus overallifizstitand (6)
congruence of personal view of diversity with institutional view. Demographic weia f

participants included in Study 2 is presented below.

While there was a significant body of literature and assessment tools/frizim
to draw with regard to career mentoring and job satisfaction, there was a gap in the
literature with regard to a quantitative measure for assessing the calimpats for
African American professionals employed at PWIs. So in order to assegarthlde in

Study 2he Professional Experience Questionnaire (PEQ) was adapted for use with
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African American professionals working at PWIs. In order to determine the
appropriateness of this measure for use with the sample the psychometritgsaber
the measure had to be determined. In order to utilize the PEQ as a measuc&rthe fa
structure had to first be confirmed. The results of the factor analyseseaeaied in this
sectinon, followed by the results specific to Research Question 3. The results for

Research Questions 2 and 4 will also be discussed.

Demographic Statistics

One hundred and twenty-four African American professionals completed the
online research study that examined the following: job satisfaction,as megpshee b
(MSQ-Short Form; Weiss, Dawis, England, & Lofquist, 1967; Dawis & Lofquist, 1984)
career mentoring experience, as assessed by the (MES; Johns Hopkins School of
Nursing; 2005) and responses to questions about the campus climate at theiveespec
institutions (PEQ revised for the purpose of this investigation),. The mapbtite
respondents reported having doctoral level degrees (n = 94; 77%) with most of the
remaining respondents reporting masters degrees as their highesbfeadlicational
attainment (n = 28; 23%). Two individuals reported having bachelors degrees only, and
their data was excluded from the study due to the requirement that all patticipthe
study have advanced degrees, resulting in an oweElL22 eligible participants. Of the
122 participants, 38 % (n=46) were male and 62% (n=76) were female. The range of ag
of respondents was fairly evenly distributed across six age-group catemgitinidse
highest age representation being those who endorsed age range 50 and over (n = 35,

28%). The other age-group category statistics were as follows: “24 to 29” (n = 13, 11%);
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“30 to 34" (n = 20, 16%); “35 to 39" (n = 16, 13%); “40 to 44” (n = 21, 17%); and “45 to

49” (n = 23, 19%).

The majority of the participants (n = 73, 60%) reported being employed at public
institutions, while the remaining participants endorsed being employed\attgir
institutions (n = 49, 40%). The reported years of professional academic experienc
ranged from five to fortyM = 15.47). The number of years of employment at

participants’ present institution ranged from one to thirty-81x=(9.92).

Fifty-eight (48% of totaN) respondents identified themselves as being employed
primarily in an administrative role at their respective institutionsh@$¢ who identified
as administrators, 48% (n = 28) indicated that they were in a “mid-levefhedrative
position, 26% (n = 15) indicated that they were in a “senior-level” administrative
position, and 26% (n = 15) indicated that they were in an “entry-level” admirustrati
position. The greatest percentage of administrators were employed in “azadem
college/school” divisions (n = 21; 36%), followed by “student affairs” (n = 17; 29%),
“academic affairs” (n = 13; 22%), “admissions” (n = 2; 3%); “alumni relatigns- 1;
2%), “human resources” (n = 1; 2%), and “other” (n = 4; 7%) . Of the 58 administrators,
40 responded to the item assessing “tenure” status. Twenty-three profassidicated
that they did not currently have tenure, while seventeen individuals indicated that the
did.

Fifty-two (43%) of the participants indicated that their primary academic position
was that of a faculty member. Of those, the largest group (n = 23; 44%) indicated that
they were at the “associate professor” rank, followed by “assistanspoofdn = 16;

31%), “full professor” (n = 6; 12%), “professor of practice” (n = 4; 8%), and “diimer
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3; 6%). The largest group of the faculty participants served in “social scignce<0;

39%) followed by “other” (n = 13; 25%), “humanities” (n = 12; 23%), “natural sciences”
(n = 3; 6%), “engineering” (n = 2; 4%) and “mathematics” (n = 1; 2%). The iyagdr

the faculty participants reported having “tenure” status (n = 30; 57%), witlertrening
participants not having yet obtained tenure (n = 22; 43%). Demographic cidbsti

Study 2are further detailed in Table 1.

Additional Demographic Data Identified in Study 1

As previously stated, a sequential mixed-method research design (Creswell, 2009)
was utilized in this investigation in which themes identifie&tndy lwere used to
validate and confirm the direction and information gatherestuly 2 The themes
identified inStudy Iwere: (1) importance of networking to career progression, (2) equity
versus quantity in diversity, (3) importance of career mentoring on careeegsiug, (4)
ethnicity as an obstacle in career progression, and (5) comfort level withitndepia
versus overall institution. An overwhelming majority of the participants (n = 115) 94%
indicated that networking played a significant role in their career psigresVhen
asked about their thoughts regarding the “equity versus quantity” debate, thigynodjor
the participants (n = 113; 93%) agreed that simply increasing numbers is not aammpor
to improving diversity as the equity in fairness of access to positions for peoplernf ¢
Career mentoring was also viewed as playing a significant role in the tyajotfie
participants’ career progression (n = 92; 75%). The participants’ thoughtdinggtre
role their ethnicity played in their career progression and obstacles theeYalcad were
fairly evenly distributed with the greater majority of the individuals aggewith this

sentiment (n = 48; 36%). However, several individuals were “neutral” regarding the
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matter (n = 40; 33%), while others disagreed with the idea that ethnicity played a
significant role in their career obstacles (n = 34; 28%). Lastly, the nyagdrihe
participants agreed with the idea of feeling more comfortable in thprctge academic
departments than the overall campus community (n = 65; 53%), while others either
disagreed with this sentiment (n = 29; 24%) or were undecided (n = 28; 23%). Lastly,
individuals were asked if they felt their personal views of what diversity dhookk like

at a PWI was in line with the views of their respective institutions. A lgmgep of the
participants believed that their views were not the same as those of theatines
institutions (n = 53; 43%) while others endorsed a “neutral” rating (n = 40; 33%), and a
number of participants felt that their views were in line with their res@eictstitutions

(n = 29; 24%). These findings are expounded upon in further detail Digbession

section of this investigation.

Summary of Means of MSQ, MES, and PEQ.

A summary of the means and standard deviations of the total scores on the PEQ,
MSQ and MES can be found in Table 9. The descriptive analyses of that data indicated
that on average, participants felt moderately satisfied with their currertajols based
on the mean score on the MSI@ £ 40.43). On average, most participants maintained
positive feelings toward their career mentoring experiences as me:agutee MES
= 64.55). With respect to campus climate, the descriptive analyses of the dzdteohdi
that the participants had a moderately high mean score on theMPEQ7{.57), meaning

that overall they had a positive professional experience at their regpiastitutions.
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Relationship Between Mentoring and Job Satisfaction

Research Question 2 investigated whether a significant relationshigdexis
between mentoring effectiveness and overall job satisfaction. In ordembinexiis
relationship, a standard linear regression was conducted using the total scotd ®Qthe
as the dependent variable and the total score of the MES as the independent variable.
Results of the analyses indicated that the regression model was notagn{f¢l, 120)
=.580), p>.05 and accounted for less than 1% of the variance (r2 = .005). Further details

of these results can be found in Table 10.

Psychometric Properties for PEQ

Prior to addressing Research Question 3, which examined the relationship
between professional experience and job satisfaction, an examination of unasadgiate
multivariate normality of the data is presented. Next, results of the cordmnfattor
analysis (CFA) and Exploratory Factor Analysis (EFA) for the PEQlisrrissed. After
confirming the factor structure for the PEQ); focus was shifted to the segremalysis

regarding the second research question

Normality of the Data for PEQ

Both the symmetry and the flatness of the distribution were within acceptable
limits (i.e. no greater than the absolute values of 2 and 7, respectively; Curran et al
1996) for each of the 21 PEQ items (skewness range = -.723 to B97058; kurtosis
range = -1.395 to 3.708E=.117). Each pair of the 21 items was plotted in a scatterplot,

and the relatively elliptical scatter of the data in the plots provided ewdenbivariate
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normality (Stevens, 2002). Based on the univariate and bivariate normality of the PEQ,
the assumption of multivariate normality necessary for confirmatotgrfanalysis was

assumed to have been satisfied.

Confirmatory Factor Analysis for PEQ

The PEQ was initially derived using the same three factor model and subscales
used in theCollege Experience Questionnail@EQ); Spivey & Richardson, 2007). Thus,
a three factor PEQ model was initially proposed using three subscalesti&jdity
Environment (UE); (2) University Connectedness (UC); and (3) Universignation
(UA). A confirmatory factor analysis (CFA) was performed in order terdene the
underlying factor structure of the PEQ. Guadagnoli and Velecir (1988) sugges
minimumN of 100 to 200 observations/participants in order to conduct a statistically
significant CFA. The totaN of 122 for this research investigation close to the lower limit
of the suggested minimum requirement, and thus must be noted. The fit of the proposed
three factor PEQ model using maximum likelihood estimation was not an acedptabl
v?2(187,N = 122) = 591.824p <.001,CFI = .480,TLI = .416,RMSEA= .134. However,
all the indicators had significant loadings<.001) on the latent factor to which they
were assigned except for scale items 5 (.193), 20 (.981), and 14 (.746) respentively. |
order to make the model admissible, the variance was constrained to O forttbestaia
between University Environment (UE) and University Connectedness (UC). &aimsjr
this covariance resulted in an admissible model. Because the model was not atgood fit

the data, an exploratory factor analysis (EFA) was conducted to examine thgingder
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factor structure of the PEQ measure. An illustration of the final CFA maadbe found

in Figure 1.

Exploratory Factor Analysis for PEQ

An exploratory factor analysis (EFA) utilizing principal axis éaaxtraction and
Promax rotation was used to discover the underlying structure of the PEQ items and to
determine the factors appropriate for analysis. Oblique rotation was useddeaapus
climate and alienation constructs are likely to be significantly coecklad he analyses
yielded six factors with eigenvalues greater than 1.0, which together exipéirgo of
the variance. The six factor solution was then compared to a five factor solution which
explained 58.9% of the variance. Subsequent to conducting the scree test (Catell, 1966)
and examining the factor pattern and factor structure matrices, it wasthete that 18
items of the 21 items of the PEQ loaded on one factor. Therefore, it was determined that
it was most appropriate to have a 1-factor model for the PEQ measure. The salient
loading factors can be found in Table 7 and the descriptive statistics of the PEQ can be

found in Table 8.

Reliability and Validity of PEQ

The PEQ was developed for purpose of this study as a way to examine how
African American professionals at PWIs experience the professiamglusaclimate at
their respective institutions. Because this is a new measure, it wasantgorexamine
the psychometric properties of this scale. The PEQ was found to be a reliableene

with a Cronbach’s alpha of .84. The PEQ was also strongly corretate®®) to the
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MSQ which also measures aspects of how individuals experience their envireamment
relation to their overall job satisfaction, thus suggesting solid construct vdtditye

measure.

Relationship Between Professional Experience and Job Satisfaction

Research Question 3 investigated whether a significant relationshigdexis
between professional experience and overall job satisfaction. In order tmesxtars
relationship, a standard linear regression analysis was conducted usingl teotetaf
the MSQ as the dependent variable and the total score of the PEQ as the independent
variable. Results of the analysis indicate the regression model was aighifq1, 120)
p<.001 and accounted for 51% of the variance (r2 = .515). Further examination of the
analysis indicated that there was a significant positive predictiveorethip between
professional experience and overall job satisfacfion (717) p<.001. See Table 10 for

further details of these results.

Differences Between Faculty and Administrators

Research Question 4 investigated whether there are significaneldésr
between how African American faculty and administrators view their ovefall |
satisfaction, professional experience, and mentoring effectiveness. tnmek@amine
these possible between group differences, a multivariate analysis of garianc
(MANOVA) was used. As previously stated, the decision was made to use the
MANOVA in order to reduce the likelihood of Type | error. Results of the MANOVA

indicated that there were no significant differences in how faculty and adrators

60



(Pillai’'s Trace = .856F = 5.922 df = (2, 120)p > .05) responded to questions on the

MSQ, MES, and PEQ respectively.

Additional Statistical Analyses

In addition to conducting the necessary statistical analyses to investigate th
research questions of this investigation, additional analyses were conduatddrito
further expound upon the data collecte®tndy 2and to identify potential trends in the
data. Statistical analyses were conducted to determine if there nyedédfarences based

upon: (1) gender, (2) type of institution, and (3) years of academic experience.

Gender Differences

The Study 2data set was analyzed to explore to explore if there were any
differences in the responses to the PEQ, MSQ, and MES based on gender, so as to
suggest that male and female academic professionals tend to have difpezi@nees at
PWiIs. Results of the ANOVA indicated that there were no significant diffesenc
between male and female professionals with regard to how they experiencartipisc
climate (F(1, 120) = .920 p>.05), their overall job satisfaction (F(1, 120) = .987 p>.05),
and their experiences with career mentoring (F(1, 120) = 1.067 p>.05). The full oésults

this analysis can be found in Table 13.

Public Versus Private Institutions

TheStudy 2data set was also analyzed to determine if the type of institution at

which professionals were employed played a role in their experiences.sReéshk
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ANOVA indicated that there was a significant difference between thbheemerked at
“private” institutions versus those who were employed at “public” institutiomslation

to their overall job satisfaction (F (1, 120) = 3.018 p<.05). Follow-up regression analysis
indicated that type of institution was not a significant predictor of job satwia@(1,

120) = .098) p>.05 and accounted for less than 1% of the variance (r2 = .001). This result
indicates that a strong correlation exists between type of institutiomlsatsfaction;
however, the type of institution is not a predictor of overall job satisfaction. Type of
institution was found to have no influence on neither participants’ experientes wit

Career Mentoringas measured by the MES (F (1, 120) = 2.264 p>.05) nor how they
experience their campus climate (F (1, 120) = 1.157 p>.05). Complete resulteof thes

analyses can be found in Tables 14 and 15.

To further test the possible relationship between type of institution and qubrall
satisfaction, a multiple linear regression analysis was performed psifggsional
campus environment (PEQ), mentoring (MES), years of academic expeaaddgpe
of institutions (public versus private) as predictor variables. The results @gtession
model were found to be significant (F(3,118) = 44.930) p<.01 and accounted for 55% of
the variance (r? = .551). Further analysis of the results indicated that though thle overa
model was significant, the relationship between type of institution and job dabisfac
was not § = .003) p>.05. The only significant relationship with job satisfaction was
found with professional campus environmght(.726) p<.01. These results are
consistent with findings presented previously in this write-up which suggestediaeposi

predictor relationship existing between professional campus environment and job
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satisfaction. Full detail of the results of the multiple regression analysibe found in

Table 16.

Years of Academic Experience

The premise that the number of years spent working in academic settings may
possibly impact on how professionals respond to questions of mentoring, job satisfaction,
and campus climate was also examined. Results of the ANOVA indicated tieaivre
no significant differences found in the scores on the MES (F(32, 89) = 1.422 p>.05); the
MSQ (F(32, 89) = .927 p>.05); and the PEQ (F(32, 89) = .1.052 p>.05) based on years of

employment in academia. These results are presented in detail in Table 15.

In order to further test the impact of number of years of employment inma@ade
on overall job satisfaction (as measured by the MSQ), a multiple linearsiegress
performed using years of employment, overall professional campus expgiREQ),
type of institution (public versus private), and mentoring (MES) as predictablesi
Results of the analysis indicated that the regression model was sign(fa@, 118) =
44.930) p<.01 and accounted for 55% of the variance (r2 = .551). Further analysis of the
model revealed that only professional campus experience (PEQ) had @angnifi
relationship § = .726) p<.01 with job satisfaction (MSQ) which is consistent with
findings previously presented in this write up. Results of the multiple regressigsisina

can be found in Table 16.
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Summary of Findings for Study 2

As previously stated, the data obtaine&indy 1was used to inform the direction
of data collection fo6tudy 2n the following ways: (1) provided insights into the nature
of additional demographic data that would be important to collect and (2) provided
support for the assumption that the relationships between career mentoringjqrafess
campus climate and job satisfaction would be important to investigate. The additiona
salient themes identified from the qualitative interviews conduct&tuicy lwere: (1)
importance of networking to career progression, (2) equity versus quantity isitfiver
(3) importance of career mentoring on career progression, (4) ethniciyoastacle in
career progression, and (5) comfort level within department versus oveigltiost
These themes were also shown to be prominent in the experiences of the professionals
who participated irfstudy 2There was no significant relationship found between how a
professional rates her or his career mentoring experience and thedtixesjuod
satisfaction. However, how one experiences her or his professional environraent wa
found to play a significant role in overall job satisfaction. No between groupeshifes
were found regarding the measured variables for faculty versus admangstreor were
there significant differences based on gender or the number of years employed i
academia. The results of additional statistical analyses suggestedatadioaship may
exist between the type of institution (public vs. private) at which one is empaoygked
their overall job satisfaction. However, further analysis indicated that thouging st
correlation may exist between the type of institution at which one is empaogketheir

overall job satisfaction, this is not a predictive relationship.

64



Chapter V

Discussion

Research has suggested that there are many challenges and conedriog fac
African American professionals in academia (Alfred, 2001; Fenelon, 2003; Gregory,
2001; Opp & Gosetti, 2002; Stanley, 2006; Turner, 2002). Four major themes of concern
have emerged from the relatively sparse research that has been condunseareat (1)
the impact of career mentoring; (2) campus climate; (3) issues with ilstaldiversity;
and (4) career progression barriers particularly as it relategitaAfAmericans.
Primarily, research in this area has been qualitative in nature consisstrgctured and
semi-structured interviews (Stanley, 2006; Turner, et al., 2008). The purpose of the
current research was to further examine the four aforementioned majosticem&ied
from previous literature as well as identify any other salient themescurnent
investigation is of a mixed method design (Creswell, 2009) in which the qualitative a
guantitative data was collected to expand the understanding of the professional
experiences of African American professionals at PWIs in relation totingfimary
areas of concern identified in the literature: Chreer Mentoring(2) Campus Climate,
(3) Views on Diversityand (4)Career Progress Barrierslhe findings of this

investigation will now be discussed pertaining to the guiding research questions.

Research Questiolr How do African American faculty and administrators

describe their professional experiences at PWIs relating to agzading: (1) Career
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Mentoring, (2) Campus Climate, (3) Views on Diversity, and (4) Career Rogre

Barriers?

The primary focus obtudy lwas to addresResearch Questionds providing an
in depth exploration of the professional experiences of African American facudty
administrators at PWIs in the areas of ChAreer Mentoring(2) Campus Climatg3)
Views on Diversityand (4)Career Progress Barrierthrough qualitative interviewing. In
addition to gathering information as to how professionals relate to these fauraresgs
of concern, it was expected that additional themes would emerge from the datadbtai
through the interviews. Some of the primary themes that arose from the queatitzt
were: (1) the importance of networking, (2) personal views of diversity ln@oggruent
with institutional views of diversity, (3) importance of equity when addressing
institutional diversity issues, and (4) the idea of feeling more comforatiim one’s
department than within the institutional as a whole. These themes were furtyeednal
in Study 2as they were assessed on the demographic questionnaire with Likert-style
guestions. A full list of themes identified from the qualitative interviewshbsafound in

Tables 2 through 6.

Career Mentoring Findings

The data obtained through the semi-structured interviews was consistent with the
findings of previous literature that career mentoring plays an integral rdle oateer
progression of African American academics (Alfred, 2001; Berk, et al., 20838t
2006). Seven out of the eight professionals interviewed in Study 1 responded that

mentoring significantly benefited their career progression. One jpanticinsisted that
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mentoring has benefited her in many ways, adding that before she had a mentor, she
struggled with grant writing and therefore, had difficulty obtaining fundamndnér
research. She elaborated by saying “l would get grants back and figlléstaand
wonder if | would be able to keep my job because | couldn’t get research funding.”
Furthermore, six out of the eight respondents stated that a positive mentoringreogeri
is important to career success. Three of the participants added that it waamtjoor

them to serve as career mentors for others.

Building on the information gathered in the qualitative interviewStuy 1,
career mentoring was further assessesturtly 2of this investigation on the demographic
guestionnaire. Though 58 % (n = 71) of the participants reported to not currently have a
primary mentor, 70% (n = 85) responded that they either “agree” or “strongly agtiee
the statement “Career mentoring has played a significant role in my paogeession.”
Given the wide range of age and career stage of all participants in dascleghis is
further support for the assertion that career mentoring plays a major calesar
development and progression of African American academic professionals. Though some
of the respondents may be in more senior stages of their careers, it is tleartpa
scholars view mentoring as a key component of career success. Furthermooé {16&%
participants reported to currently serve as mentors for other professiboalproviding
further indication of the impact that mentoring has played on their own carekesas t

scholars have committed to mentoring others.

Another interesting component of the career mentoring issue is the bicattural

cross cultural mentoring relationships. Given the aforementioned low percehtage
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African Americans professionals in academia, many find it a challgngiastablish
mentoring relationships with professionals of the same ethnicity. Researshdven that
these relationships have been found to be beneficial for the professionals who engage in
them (Alfred, 2001; Sadao, 2003; & Stanley, 2006). This trend was also seen in the
present research as 37% (19 out of 51) of those participa®tsdy 2vho reported to

have primary mentors indicated having primary mentors of other ethnicitiesidy 5

three out of the eight scholars interviewed stated that they had primary snantor

different races and found these relationships to be quite significant to thessuc

professionally.

Stanley (2006) and others (Alfred, 2001; Sadao, 2003; & Turner, 2003) found that
one key way mentoring impacts career progression is by helping those new to an
environment and academia learn how to navigate the landscape. The outcomes of the
present research investigation support these previous findingsidg 1 seven out of
the eight professionals interviewed stated that they used their memnldahignships to
help them understand how to navigate the terrain of their respective institutivall as
the overall scope of academia. There are many aspects of working profgsgiona
academia that can be difficult to fully grasp and understand without having someone to
serve as a guide. Several respondents indicated that their mentors have helped the
identify members of their department and campus community who they should consider
“allies” and those who may not assist in their career progress. Thesgfimtovide

further indication of the importance of engaging in career mentoringpredaips.
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Campus Climat&indings

The comfort level African American scholars feel at their respeatstitutions
has also been identified as a key area of concern through past research 280de
Essein, 2003; Sadao, 2003; & Turner, 2002). Campus climate has been identified as
pertaining to the practices, policies, decisions, and habits inherent to a particula
institution (Turner, 2002). The findings of the present research indicate that campus
climate indeed is a key component to how African American academicstoethesr
professional experience. Six out of the eight professionals interviewed cefiatét is
important to have “positive” campus climate experiences, while six of eggmeents

also reported having had negative experiences at their respective ingitution

Turner (2002; 2003) suggested that a major contributor to how an individual
experiences their campus climate is the relationships that he or she hatheiith
professionals at their respective institution. This assertion was also gherfimdings of
the present research as seven of the respondents stated that a critical component of
encouraging and supportive campus climate is positive collegial
relationships/networking. These relationships often serve as buffers to tharsesne
difficult climate and terrain faced by scholars. Similar to the “allidshtified by
mentors, having a strong networking system serves many benefits iftan®merican
professionals. One professional who was interviewektudy lindicated that
networking helped him obtain his “Assistant Dean” position. He added that he has

maintained his position even though he does not have a doctorate degree, and feels that
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this is largely due to the relationships that he as developed within the campus ctymmuni

over the years at his institution.

Having a positive campus climate is particularly important for AfricareAcan
professionals at PWIs, given the feelings of isolation and marginalizationfatied by
many scholars at these institutions (Alfred, 2001; Turner, 2002). Those interviewed in
Study lof this present investigation echoed this sentiment. Furthermore, several of the
respondents iStudy lindicated that they feel decidedly more comfortable within their
own departments than the institution as a whole due to the feelings of isolation
experienced at their respective institutions. Individuals reporting torferd comfortable
in their academic departments than the institution as a whole, is not all too shocking
given the close working environments often found within academic departments. One i
less likely to feel as an “imposter” (Ewing, et al., 1996) when singled out in a group of
few versus a group of many. Also, the role of faculty members are often depiattyn
specific, and therefore, they have less interaction with the largdufiwsti In contrast,
administrators often are forced to deal more with the institutional policieshasdrd
solace within the departments (i.e. Student Affairs, Academic Affairsd&esl
Services, etc.) in which they find themselves having influence. One admaoristra
interviewed inStudy 1 said that “I'm definitely more comfortable within my department
because | have a say in my department,” and added “my voice becomes veryitnmall
the campus as a whole.” The underlying key to promoting a positive campus ciimate i
the sense of community. Professionals typically feel more apart of awelgesup

within the smaller subset of a department rather than the institution atTaegefore, if
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institutions are to thoroughly address the issue of improving the overall climate on the

respective campuses, the idea of building a sense of community must be fystbiexdex

Views of Diversity Findings

The way institutions address issues relating to diversity on campus is another
major area of concern identified in the literature (Alfred, 2001; Essein, 2003pkenel
2003; Sadao, 2003; Turner, 2002). African American professionals often find themselves
in the difficult position of realizing that their respective employerg nw share the
same viewpoint as they do as to what diversity should look like at a PWI. A primary
source of difference is the perceived notion that many institutions do not seem concerned
with recruitment and retention of African American faculty and adminisgd&tanley,
2006). Furthermore, many feel that there is a severe lack of equity in redghedtype of
positions these scholars are given when compared to positions held by other

professionals.

The findings in the present research investigation firmly support the previous
research regarding the importance of issues of diversity on campuses ¢anAfri
American professionals. Four themes emerged from the qualitativeemennStudy 1
of this investigation regarding “Views on Diversity;” (1) Equity Over Qtitg, (2)
Importance of Beliefs Being Shared by Institution, (3) Incongruence BatRersonal
Beliefs and Institutional Beliefs, and (4) Being a Change AgerttiW@ampus
Community. The first theme “Equity Over Quantity,” was endorsed by sinfabe
eight respondents. This pertained to the notion that many African American moé&ssi

at PWIs feel that institutions often view the idea of increasing diversitampus as a
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mere numbers issue instead of focusing on the equity of positions. Furthermore,
institutions are perceived to not pay enough attention to the idea of retention é@anAfri
American professionals. This idea of equity being an important issue was astiessed
on the demographic questionnairesafidy 2 When asked about the issue of equity in
diversity, 92% (strongly agreed or agreed, n = 112) of the total 122 respondent®hdica
that equity was more important to improving diversity than merely increasimipers.
These findings provided further evidence that this is indeed an important topiedolst

to be addressed at these institutions.

Another emerging theme from the current investigation regarding thercivieigh
theme of “Views of Diversity” is that of “Incongruence Between Persoei¢f8 and
Institutional Beliefs.” This particular theme was endorsed by seven ofghe ei
individuals interviewed, and gained further suppo®indy 2with 43% (n = 52) of the
respondents indicating that they felt that their beliefs of what diversiiyld look like at
a PWI was inconsistent with the views of their respective institutions. fthidyercent
of the respondents endorsed a “neutral” rating to this question with only twenty-two
percent of the respondents stating that they felt that their views wereteongigh those
of their respective institutions. These findings further indicate that P¥¢ld to begin to
pay closer attention to addressing issues regarding equity discrepamnicoesgoly
among tenured faculty and senior level administrative positions when working tas@cre
diversity on campus instead of focusing primarily of increasing the overall muhbe
African American professionals on campus. Betts and colleagues (2009)yrecentl
addressed this issue as they suggested that institutions start to offer mgeamdri

development programs for professionals of color in order to demonstrate a true
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commitment to diversity. The findings of the present research offer aedew support
to this assertion and diversity issues at PWIs seem to be quite important to tHe overa

experience of African American professionals at these institutions.

Progress Barriers Findings

The last major theme from the literature relates to the careeepsogarriers
faced by many African American scholars. The primary causes of gaoggession
barriers cited in the literature are: (1) tenure/promotion issues, (2)ndisation against
diversity work, and (3) navigating the political landscape of institutions€é|f2001;
Essein, 2003; Fenelon, 2003; Sadao, 2003; Turner, 2002). The main themes that emerged
from the present research in regard to progress barriers were: (1) impartanc
networking, (2) institutional barriers to career progression, and (3) importaheging

personal goals along with professional goals.

The main institutional barriers reported in the present research were:
tenure/promotion policies and perceived devaluing of diversity research arsl Qfue
the 104 individuals who filled out the optional portion of the demographic questionnaire
pertaining to career progress obstacles, 36% (n = 35) reported their bstpwie being
lack of commitment to diversity initiatives and research by their regpanstitutions,
while 32% (n = 33) indicated that tenure/promotional and institutional
policies/procedures as being a major barrier for them. In order to combat acohoser
obstacles to career progression, the professionals interviewed in thiggavest

overwhelmingly suggested that networking is the key.
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The “importance of networking” theme was endorsed by all eight of the
professionals interviewed. To further assess the importance of networking toroweyc
career progress barriers, participants in the quantitative aspect es#a@ah were asked
to rate the importance of networking to their success. Of the 122 respondents 90% (n =
110) indicated that networking played a significant role in their career psogne¥he
literature suggests that campus climate and progress barrierseargoftly discussed
due to the overlapping nature of issues, and due to the idea that many issues that
contribute to negative campus climate also serve as career progress i&tanley,

2006; Turner, 2002; Turner, et al, 2008). The findings of the present study further support
these notions, and suggest that networking and other collegial professional telagions
such as mentoring play in a critical role in the career progression and adeahoém

African American faculty and administrators at PWiIs.

Research Question 2s there a significant relationship between mentoring and
job satisfaction for African American faculty and administrators atd?WI
Hypothesis 1 It was hypothesized that those faculty and administrators
who report having a more positive mentoring relationship would report
greater general job satisfaction.
The data obtained indicated that there was not a significant relationship between
mentoring and job satisfaction for African American professionals at P\WéseT
findings did not support the hypothesis that African American faculty and admiarst
who reported more positive mentoring relationships would have higher overall job

satisfaction. Several facets of the Minnesota Satisfaction Questionrshicet form

(MSQ; Weiss, Dawis, England, & Lofquist, 1967; Dawis & Lofquist, 1984) which was
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used to assess “job satisfaction” relate to how much an individual feels they have
influence and control over their work within their surroundings. Furthermore, many of
these scholars see themselves as change agents at their respectitienssitd thus,

are satisfied with their role and present job descriptions. Another contribatitog fo

this result was the number of professionals who reported to not currently having a
primary mentor (58% of respondents3tudy 2. Though over half of the participants
indicated that they do not currently have mentors, on average the majority of respondents

indicated that they are currently satisfied with their job.

Research Question & there a significant relationship between job satisfaction
and campus climate for African American faculty and administratd?$\ds?

Hypothesis 2:1t was hypothesized that those faculty and administrators
who report having a more favorable response to their campus/institutional
environment would report higher overall job satisfaction.

The data obtained indicated that significant positive relationship existsdretwe
how African American professionals in academia experience the clonatesir
respective institutions and their overall job satisfaction. These findings supgort t
hypothesis that those professionals that reported more favorable and positivenerper
at their respective institutions, have higher overall job satisfaction. Whendudisiare
more comfortable within their working environment, they often feel more satisfi
overall with their work. Furthermore, many African American professionasademia
work diligently to change the surroundings and climate on their respective campuse
thus enhancing the idea of job satisfaction when they find themselves sucdedhiag

endeavor.
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In order to assess feelings towards campus climate, the ProfessionatBogeri
Questionnaire (PEQ) was created. The PEQ was initially based on the College
Experience Questionnaire (CEQ; Spivey & Richardson, 2003) which was created to
assess feelings of alienation and overall campus climate issues f@anAfmeerican
college students at PWIs. Research has suggested that African Ameoiessipnals in
academia have similar experiences as students of the same ethnicégl,(A001,;
Stanley, 2006; Turner, 2002). Based on this research, the PEQ was derived using the base
principles and three subscales of the CEQ. However, results of the initiahtatofy
factor analysis (CFA) indicated that the model was not a good fit for the de¢a G
these results, a follow-up exploratory factor analysis (EFA) was pexthrirom which
an entirely new scale structure was determined in which the scal®éovas ®© be a one-

factor model.

It is suggested that the CFA was not confirmed due to the change in questions as
well as the change in population. Academic professionals often see themselvasges
agents at their institutions (Stanley, 2006), which is a role students do not yyp&s=ll
themselves. Data obtained in the present research support the idea that many
professionals do indeed take on this role. Professionals, particularly adnonsstnatve
a greater deal of influence on their campus climate rather than students, tting erea
need to assess how they experience their professional campus climatiéareatdi
manner than how campus climate is assessed for students. Therefore, theview€dis

and accepted as a completely separate measure from the CEQ.
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Research Question 4Are there significant differences in how African American
faculty compared to administrators evaluate career and campus expeaieRtéls?
Hypothesis 3 It is hypothesized that African American faculty and
administrators will not report significant differences in careercamipus
experiences at PWIs.

The data obtained indicated that no significant differences exist betweearAfri
American faculty and administrators in regard to how they evaluate trezalb
professional experiences including: campus climate, career mentoect\vefhess, and
job satisfaction. These findings fully support the hypothesis that no significant
differences would be found between groups. These findings are also in line witlothos
previous research which suggests that both groups share similar chaledgesmcerns
at PWIs (Aguirre, 2000; Alfred, 2001; Gregory, 2001; McGowan, 2000; Opp & Gosetti,
2002 Ruffins, 1997; Stanley, 2006; Turner, 2002, 2003). Therefore, any initiatives set

forth to address these common concerns should be done with both groups.

Additional Findings

Along with examining if there were any differences between the overall
professional experiences based on faculty or administrative position, geneleratiés
were also examined. Results of statistical analysis indicated thawikes no significant
differences on how professionals experience career mentoring, campus,cintatheir
overall job satisfaction based on their gender. Another factor that did not plapact i
on how individuals rated these three factors was years of academiergpelhough
the years of experience of the sampl&indy 2ranged from five years to forty years, the

number of years a person has spent employed in academic settings had narsignific
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impact on their overall professional experience as measured in this intrestifaese
findings provide support for the idea that many of the challenges facedibgiAfr
American professionals in academia are persistent throughout theioyeanployment

and longevity does not allow scholars to fully escape these concerns.

The impact that the type of institution (public versus private) that one is erdploye
has on her or his experience was also investigated. Though results did not indicate that
the type of institution had any significant predictive influence on how one erpesie
career mentoring or their campus climate, institutional type was foundecahstrong
correlation with overall job satisfaction. Individuals at public institutions respbimde
ways that indicated a more positive experience at their respectitatioss than those
at private institutions. A possible explanation for this is that public institutioes tike
a harder stance on pushing diversity initiatives. Some have argued that this is dtee more
the fact that these institutions need these initiatives in order to receivadyfénelon,
2003; Sadao, 2003; Stanley, 2006; and Turner, 2002). Since many federal and other
funding sources require that these diversity initiatives be in place, publictiosist
often seem more welcoming to scholars of color and thus may impact their @ierall
satisfaction. Another possible factor influencing this finding is the overalinsinative
and governing structure of public institutions versus private institutions. Thoughetie n
to firmly understand institutional policies and procedures exists at both types of
institutions, professionals at public institutions have been found to rate the process of
gaining this understanding easier than their counterparts employed a¢ prstatitions

(Fenelon, 2003; Sadao, 2003; Turner, 2002).
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Limitations

Though a significant relationship was found between campus climate and job
satisfaction, and the PEQ was found to be a reliable measure, this researchttsoubt w
limitations. One limitation to the research is that the sample size (N = haagh of
sufficient power, does not lend to generalizability of the results. A larggsleaize
would also allow for a stronger assessment as to the psychometric propetiee® Bl
particularly with the factor analyses. Also, more sophisticated statiatialyses can be
performed on a larger sample size, thus increasing the likelihood of obtaining more

generalizable results.

Another limitation to the research was the snowball recruitment method. Given
the nature of the recruitment process, it is impossible to accurately track allhgata
was obtained. Furthermore, a snowball recruitment method limits the &bidigsure
even distribution across demographics. Another drawback to this recruitment psocess
the likelihood that many professionals forwarded the survey to other colleagaes
shared similar feelings and beliefs, thus also impacting the difficultgrierglize the

results obtained in the investigation.

In addition to the recruitment method, another area of improvement for future
research would be to better account for the dual responsibilities (both faculty and
administrative) that many professionals maintain at institutionsr&eseholars
responded to the researcher via email with comments as to how to improve the study in
this manner. Going forward, it would be greatly beneficial to the resultepaate

category was provided so that professionals could indicate their dual rolesdtbjgli
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Implications

In spite of the limitations to the current research investigation, thesesealt
encouraging. The individuals in the both aspects of the present research atieestig
responded in manners that offer support of the four major themes identified in the
literature as to playing critical roles in the professional lives of Afri@merican faculty
and administrators: (Jareer Mentoring (2) Campus Climate(3) Views of Diversity
and (4)Career Progress BarrierfAlfred, 2001; Essein, 2003; Fenelon, 2003; Gregory,
2001; McGowan, 2000; Opp & Gosetti, 2002; Sadao, 2003; Stanley, 2006; Turner, 2002,
2003; Turner, et al., 2009). The findings of this present research offered firm evidence
support addressing these issues. Furthermore, the current investigatiopduilhis
foundation. Turner and colleagues’ (2008) review of publications on the topic of African
American professionals in academia spanning the past 20 years found that the
overwhelming majority of the empirical studies conducted were qualiiativature. The
present research utilized a mixed methods approach in which the qualitative dakadobtai
was used to inform the direction of the quantitative aspect of the investigation.akhés w
novel concept in regard to examining a new way to investigate this important topic.
Therefore, this research can serve as a spring board to future reschehegults

illustrate that it is possible to collect data in this area both qualitagwelyquantitatively.

The unique mixed method designed also helped strengthen the recommendations
for professionals and institutions. One major recommendation is the establishment of
mentoring relationships. Professionals are encouraged to seek out more sedsmaes] sc

in order to gain essential assistance in learning how to navigate the ofteultdiffi
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landscape of academia. Institutions are implored to take a more proactive hpribec
professional development of faculty and administrators of color. Institutioesatso
begin to take the stance that increasing diversity on a campus meansdegirezore
than merely increasing the overall number of professionals of color employeiaBet
colleagues (2009) suggested that institutions have a grand opportunity to address
diversity particularly with the generation of “baby boomers” retiring in upcoyeags.
The researchers recommend that institutions also use this time as a ddness dhe
issue of equity by establishing pipeline and professional development prograns éor
senior level and executive administrative positions. The findings of the presestate
investigation also indicate that equity is a very important issue for AfAcaerican

scholars.

The present research sought to shed more light on the experiences and challenges
faced by African American faculty and administrators at PWIs. Additipraimajor
goal of the investigation was to offer a new method of investigating these. iBauber
research is definitely needed in this area as it is imperative to thesottegh current
and future African American professionals in academia. However, it is letlileatthis
research investigation can serve as a launching pad for not only future reseaatdg but
may serve as a catalyst to begin to change the landscape of acadexmiador

American professionals.
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Table 1

Demographic Statistics for Study 1 and Study 2

Characteristics N % Mean SD

Study 1 8

Gender
Female 4 50
Male 50

N

Age Range
(24-29)
(30-34)
(35-39)
(40-44)
(45-49)
(50+)

POPFRLPMNMNEFRO

Highest Degree Earned
Doctoral
Masters

w O1

Institution Type
Public
Private

w O1

Years of Experience
In Academia 15 22.455
At Current Institution
Outside Academia 5 3.425
Admin
Entry-Level
Mid-Level
Senior-Level
Tenured

ww™

Division
Academic Services 3
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Diversity/Multicult.

Faculty
Assistant Prof.
Associate Prof.
Tenured

2

NN
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Table 1 —continued

Characteristics % Mean SD
Department
Engineering 1
Social Work 2
Participate in Multicult. Act. 7
Current Mentor 4
Length of Relationship 15 years 4.389
Same Institution 2
Study 2
Gender
Female 76 62%
Male 46 38%
Age Range
(24-29) 13 11%
(30-34) 20 16%
(35-39) 16 13%
(40-44) 21 17%
(45-49) 23 19%
(50+) 35 28%
Highest Degree Earned
Doctoral 94 7%
Masters 28 23%
Institution Type
Public 73 60%
Private 49 40%
Admin 58
Entry-Level 15 26%
Mid-Level 28 48%
Senior-Level 15 26%
Tenured 40
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Table 1 —continued

Characteristics N % M SD
Division
Academic Affairs 13 22%
Student Affairs 17 29%
Admissions 2 3%
Alumni Relations 1 2%
Computing Serv.
Human Resources 1 2%
Academic/College 21 36%
Other 4 7%
Faculty 52
Full 6 12%
Assistant Prof. 16 31%
Associate Prof. 23 44%
Prof. of Practice 4 8%
Other 3 6%
Tenured 30 57%
Department
Social Sciences 20 39%
Humanities 12 23%
Mathematics 1 2%
Natural Sciences 3 6%
Engineering 2 4%
Other 13 25%
Years of Experience
In Academia 15.47 10.02
At Current Institution 9.92 7.77
Outside Academia 7.45 4.37
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Table 1 —continued

Characteristics N % SD
Participate in Mult. Activities
Teaching Courses 22
Conducting Workshops 40
Committee Service 60
Chair of Committee 18
Work With Students 82
Coord. Campus Initiatives 32
Current Mentor 51
Length of Relationship 17.36 8.75
Same Institution 30
Mentoring Others 79
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Table 2

Content Categories

Career Mentoring

Campus Climate

Views on Diversity  ProgressrBarrie

Importance of
Positive Career
Mentoring
Experience

6 of 8 respondents
endorsed

Negative or No
Career Mentoring
Experience

4 of 8 respondents
endorsed

Mentoring Benefits
Career Progress

7 of 8 respondents
endorsed

Importance of
Being a Mentor

3 of 8 respondents
endorsed

Importance of
Positive Campus
Climate Experience
6 of 8 respondents
endorsed

Negative Campus
Climate Experience
6 of 8 respondents
endorsed

Importance of
Positive Collegial
Relationships and
Networking

7 of 8 respondents
endorsed

Equity and
Welcoming
Environment

6 of 8 respondents
endorsed

Feeling More
Comfortable Within
Your Department
Than the Overall
Institution

5 of 8 respondents
endorsed

Equity Over
Quantity

6 of 8 respondents
endorsed

Personal Beliefs
Shared by
Institution

5 of 8 respondents
endorsed

Incongruence
Between Personal
Beliefs and
Institution’s Beliefs
7 of 8 respondents
endorsed

Being Change
Agent Within
Campus Comunity
6 of 8 respondents
endorsed

92

Satisfied With
Career Goals
Progression

5 of 8 respondents
endorsed

Not Satisfied With
Current Career
Progression

3 of 8 respondents
endorsed

Importance of
Networking

8 of 8 respondents
endorsed

Presence of
Institutional
Barriers to Career
Progression

4 of 8 respondents
endorsed

Personal and
Professional Goals
Interaction

5 of 8 respondents
endorsed



Table 3

Content Categories Defined With Sample Responses (Career Mentoring)

Content Category Definition Sample Response Sample Response

Importance of Positive CareeResponses in this category “I've had mentors throughout “I so believe that mentoring

Mentoring Experience illustrated instances of my entire career and have s critical to success. | have
mentoring experiences in found this experience to be had mentors guide me from
which the respondent made aone in which | would not what to study to grad school
clear distinction as to the have been able to navigate to what type of position
positive influence mentoring my career without.” whether it be academic or non
has made on their career. academic to take and even

what institutions to look at.”

Negative or No Career Responses in this category “So when | got there, | didn’t “Well...early on | don’t

Mentoring Experience illustrated instances of realize how much | needed athink, | mean I didn’t use
negative mentoring mentor because | had not  mentors effectively. | mean
experiences or how the lack worked in academia before. there were times that | could
of having a mentor negativelyHowever, it was very have used someone to help
impacted their career apparent because there wereme along the way. | don’t
development. certain skill sets that | did notbelieve that | truly ‘got it’ as

have. | had no experience they say soon enough.”
writing grants. So after | sent

out my first proposal one

reviewer wrote “this person

needs to learn how to write a

grant.” Go figure, | had never

written a grant proposal

before.”
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Table 3 -continued

Content Category

Definition Sample Response Sample Response

Mentoring Benefits Career
Progress

Importance of Being a
Mentor

Responses in this category “Of course one of the most In all honesty, it was then that

illustrate how the mentoring important aspects of | started to really use a
provides particular and longevity is networking. Itis mentor. This man helped me
specific benefits to career  important to build those formulate a plan of exit and
progression relationships, mentor transition. That’s how | got to

relationships if you will, that where | am today.
will help you in your career
progress.”

Responses in this category “I currently serve as a mentorl’ve even started to mentor

reflected respondents’ for about 3 individuals. I try young professionals,

personal feelings regarding to be open. Sometimes we particularly women of color

the importance of serving as anay have very hard and fast to help them realize that if

mentor to others in academiaideas of what someone’s they have an interest in
career should look like. I try academia there is a place for
to be very unbiased and try tahem here. So not only do |
listen to my mentees as they still use mentors, I try to
discuss their challenges with mentor others as well.
decision making.”
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Table 4

Content Categories Defined and Sample Responses (Campus Climate)

Content Category Definition Sample Response Sample Response
Importance of Positive Responses in this category “For me, I'm in a unique “The landscape has changed,
Campus Climate Experience reflected feelings of overall situation because I'm almost and | believe that is partly

positive campus climate supposed to be different. due to, in a big way, to
experiences, including, With that | don't feel like having a female president
feelings of comfort on people view me as a misfit. | who is serious about
campus, no feelings of being don’t know, | just haven’t diversity. She realizes that it
marginalized within the experienced discomfort.” goes beyond just recruiting
campus community. students and faculty, you

have to keep us here.”

Impact of Negative Campus Responses in this category “It's hard because culturally “You know what it’s like to

Climate Experience reflected negative experienceg’s different. I'm 30 be told over and over again,
within the work environment, something years old and I'm wait til next year? | mean its
including feelings of starting to realize people like very demeaning if | can be
marginalization, feelings of to work with who they go to honest, very demeaning to be
not being apart of the lunch with. Oftentimes the  devalued and treated that
community. people | choose to socialize way. | know you probably

with are not the people | workdon’t want to hear me
with.” complain about all of that, but

that situation has played a
huge, | mean significant role
in my development.”
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Table 4 - continued

Content Category

Definition

Sample Response Sample Response

Importance of Positive
Collegial Relationships and
Networking

Equity and Welcoming
Environment

Responses in this category
emphasized the important
role networking and

“If you ask it like that, then I “She (executive
guess I'd say definitely more administrator) wants to do
comfortable within my something about it. And

supportive colleagues play indepartment, however, havinggiven my role here is dealing

creating a comfortable
working environment.

Responses in this category

said that, for the most part | with diversity initiatives,

feel comfortable here. As |  specifically recruitment and

said, having the president as eetention, that is a great

supporter helps with that resource to have because she

tremendously, you know.”  does believe in this work. We
all need advocates, and here
that is more important than
maybe other places.”

“I mean let’s just look at the “That’s just the nature of how

emphasized how changes in number of tenured faculty of things go. | believe there are
the equity regarding positionscolor that are not in the quite of few things that can

held by people of color
impact the overall campus
climate.

African American Studies be changed here. | mean let’'s
Program. Those numbers  just look at the number of
have to change. Even with théenured faculty of color that
selectivity of the university  are not in the African

when it comes to admissions American Studies Program.
standards, the percentage of Those numbers have to
students of color can grow. | change.”

mean that’s a start”
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Table 4 - continued

Content Category

Definition Sample Response Sample Response

Feeling More Comfortable
Within Your Department
Than the Overall Institution

Responses in this category “I have very little influence  “If you ask it like that, then |
reflected respondents feeling with faculty and faculty guess I'd say definitely more
more comfortable within their decisions. So a very long comfortable within my
department than the broader winded response is that my department, however, having
campus community. Reasonscomfort level is much higher said that, for the most part |
given included, being around within my department than  feel comfortable here.”

more people of color within  within the broader campus

their department, and feeling community.”

as if one had more influence

within their department than

the broader campus

community.
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Table 5

Content Categories Defined and Sample Responses (Views of Diversity)

Content Category

Definition

Sample Response Sample Response

Equity Over Quantity

Personal Beliefs Shared by
Institution

Responses in this category
reflected respondents’
feelings toward diversity at
PWIs focused more on
equitable treatment,
recruitment and hiring
practices of persons of color
(both student and faculty)

“Equity at a predominantly  “So I'm saying all of that to

white institution, for me, say, that’s an example of it
would start with the needing to go beyond
demographics. Who's here? recruitment and the key is

Is there an equitable really retention. That goes for

representation of students  faculty, staff, and students. If
here that reflects ... here at athese PWIs as we're calling
place that’'s ninety percent  them are to really show

rather than simply increasing [State] people, reflects the  diversity, it even have go

overall numbers.

Responses in this category
reflected respondents’

feelings that their institutions’

views on diversity were
congruent with their own
personal views of what
diversity should be at a PWI.

population of the State of beyond that, we need equity
[State]? Quite frankly, the as well.”

institution doesn’t do a great

job of that.”

“What excites me is that “Overall though | feel

we’re starting to empower  supported and | believe some
people to say this is not the of my views are shared by the
(institution name) that | want. institution. Hopefully, some

| am so delighted when | see of the old diehards among the
white students stand up for trustees and what not will
things that not right or what either get the idea or it just
may not pertain to them and means it will take more
having the support of the time.”

institution.”
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Table 5 — continued

Content Category

Definition Sample Response Sample Response

Incongruence Between
Personal Beliefs and
Institution’s Beliefs

Being Change Agent Within
Campus Community

Responses in this category “And there are people in this “It differs. It just differs. It
reflected respondents’ university that still think that, differs. They’re not there ye
feelings that their institutions’even though there are lots of They’re not there yet, no. It's
views on diversity did not people of color here who are still a matter of ... if you're
match how they personally not [Organization Name]. still talking about the
believe diversity at a PWI  And that’s true too ... But,  percentages of ethnic groups
should be. what do you ... | don't see ... | mean the government

them doing anything for ...  requires that, but, uh, that you

for students. They're more scstill look upon ...”

in to creating this

homogenous man. And I'm

not, you know, | don’t know

that that person exists.”

Responses within this “I've served on committees “I mean, | must say that I'm
category reflected and in focus groups regardingalso in diversity so | feel very
respondents verbalizing wayshow to attract more students welcomed. | mean I'm in
that they have attempted to bef color. The progam that |  charge of many of the

a change agent in terms of run is an initiative within initiatives that are being put
increasing diversity at their itself because we serve out there, so | feel very
institutions. Examples students from welcomed.”

included, committee work, underrepresented
seminars taught, alternative populations.”
learning experiences created

for students.

100



Table 6

Content Categories Defined and Sample Responses (Progress Barriers)

Content Category

Definition

Sample Response Sample Response

Satisfied With Current CareerResponses in this category
reflected respondents’
feelings of being satisfied

Goals Progression

“... a group of colleagues that'Professionally, I'm apart of
| went to school with on the a change process that’s taking
undergrad level, who have place, and that what | like to

with their current career stageachieved a measure of do. Whether it's researching

while also make progress

success and are like-minded better ways to change or

towards their ultimate career that we would create our ownimplementing change, that’s

goals.

university or secondary what I'm into. So
school setting, and, um ...  professionally, this is a great
with a very humanistic, opportunity for me you

holistic atmosphere where |  know.”
would be on the admin end of

it, taking what | have learned

here and building on it. But

in an ideal world that's where

| would be, building on what

I've accomplished here.”
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Table 6 — continued

Content Category

Definition Sample Response

Sample Response

Not Satisfied With Current
Career Progression.

Importance of Networking

Responses in this category “I feel like | have outgrown
reflected respondents’ this mid-level position. |
feelings of being stagnant anavould like to have a position
dissatisfied with current that deals more with policy
career progression and and less programmatic.”
position.

Responses in this category
reflected how critical to have the right people on
networking and having the your side. That’'s where
right alignments can assist in networking and mentoring
overcoming career barriers, come in as well. If you're
particularly those that are
institutionally driven. like that, and you will
definitely face them. You
have to align yourself with

the right people.”

102

“...but I think if I had known

| would have forced myself to
get into any kind of doctorate
program, whether it's
education, social work ...
because | see now people
need that support, particularly
at an institution like
[Institution], where your
colleagues have doctorates
even at the administrative
level.”

“You need to have, you have “That’s what your resume is

for ... pick up the phone,
there’s that informal network
that goes on, someone knows
someone ... that's right ... So

going to overcome challengesietworking is key, and is

very, very important. If

you've been here, let’'s say

for ten years and people don't
know who you are in your
area, then that says something
about you, okay.”



Table 6 — continued

Content Category

Definition

Sample Response Sample Response

Presence of Institutional
Barriers to Career
Progression

Personal and Professional
Goals Interaction

Responses in this category
reflected respondents’
experiences of career

“Challenges ... I think for “Working with the old regime
me, when you do diversity  and mindset. Definitely,
work, you can often get people around here have been

progression obstacles faced atigeon-holed. So | think in  doing things a certain way for

their respective institutions.

Responses in this category
reflected respondents’
assertion that it is critical to

my case, there’s multiple years, they don'’t like change.
dimensions. One, as an They resist it as much and as
African American male, you hard as they can.”

get pigeon-holed by people’s

assumptions about who you

are, and what you're

interested in. Two,

professionally, | do diversity

work for a living in a larger

educational context.”

“Hmmm, well personally, I'm “I'd say personally, my
close to home. I'm close to family has begun to deal
my husband, | can eat lunch better with the stress because

have both personal as well asvith him somedays and that'sa lot of it isn’t there. So all in

professional aspiration as
they progress through
academia.

important to me. | can pick upall, umm I'd say there is not
my kids. Professionally, I'm as much stress and strain as
apart of a change process there had been and because of
that’s taking place, and that where | am professionally
what | like to do. It's now, you know, things should
important for me to be hopefully, you know because
making progress in both my you can never say for sure,
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personal and professional  things will be ok.”
life.”
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Table 7

Factor Structure Loadings for the Rotated Factors of the PEQ

Abbreviated Iltems

1 2 3 4 5 6

1. | feel fully entitled 464 145 -255 -195  .309 -.162

2. Institution consistent with 604 407 293 -.098 153 214
expectations

3. ldon'tregret my decisionto @23 152 -119 -287 190  -.058
join this institution

4. |feel socially and -633 328 119 128 018 .030
professionally alienated

5. I believe institution hired me 157  .117 -219 610 .253 299
based on academic credentials

6. | feel racially isolated 593 445 037 282 019  -014

7. Institution provides me with 457  _3094 206 -043 -.180 143
necessary social outlets

8. | believe that there are enough 595 _ 402 188 017 .183 -027
resources to deal with cultural
issue

9. Institution provides what is 441 408 161 -.067  .160 142
necessary to be successful
professionally

10. Sufficient minority faculty 504 -437 368  .180  .036 010
and administrators

11.1 would recommend this 603  .404 289 169 .151  -.051
institution

12.1 represent the type of 453  -012 -289 032 065  -012.
faculty/administrator the
institution is proud

13.Sometimes things make me . 405 .044 278 189 074  -326
feel inadequate professionally

14.1f | feel professionally 262 -437 -407 008 -.066 175
inadequate it has nothing to
do with race

15.My racial group is sufficiently 397  .277 208 175 -113  -145
represented

16.Universityadministration 637 -.098 -.004 100 -.069 -.197
responds to the diversity |
represent

17.The faculty treat me the same 4g4 229  -080 274  -159 003
as they treat other colleagues

18.1 feel comfortable expressing 435 404  -.028 044 -273 126

19.1 do not feel marginalized 667 259 -203 112 -433  -.140

6 Factor Loadings
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Table 7 —continued

20.1 am consulted primarily on -016  .054
multicultural issues

21. | have full access to resources .496  .219

Cronbach’s alpha .84

.309

-.141

-.259

.084

.243

-.012

223

-.161
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Table 8

Descriptive Statistics for PEQ Items (N = 122)
ltem Minimum Maximum M SD Skewness

Statistic SE

PEQ1 0 3.00 2.377 .647 -.739 219

PEQ2 0 3.00 2.525 .646  -1.405 219
PEQ3 0 3.00 2.393 .650 -.605 219
PEQ4 0 3.00 1.790 .658 -.273 219
PEQ5 0 3.00 1.893 .665 -.049 219
PEQG6 0 3.00 1.500 744 -.163 219
PEQ7 0 3.00 1.164 .697 -.064 219
PEQS 0 3.00 1.230 .758 -.397 219
PEQ9 0 3.00 2.123 734 -.580 219
PEQ10 0 3.00 918 .624 .265 219
PEQ11 0 3.00 2.221 .649 -.620 219
PEQ 12 0 3.00 2.262 511 -.310 219
PEQ13 0 3.00 1.850 .676 -.302 219
PEQ14 0 3.00 1.590 .701 AT7 219
PEQ15 0 3.00 .13 .662 739 219
PEQ16 0 3.00 1.426 .703 -.386 219
PEQ17 0 3.00 1.844 .561 -.894 219
PEQ18 0 3.00 2.156 A72 - 715 219
PEQ19 0 3.00 1.910 .704 -.594 219
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Table 8 —continued

Item Minimum Maximum M SD Skewness
Statistic SE
PEQZ20 0 3.00 1.508 .785 -.181 219
PEQ 21 0 3.00 2.180 .863 -1.302 219
PEQTotal 9.00 58.00 37.574 7.134 -.442 219
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Table 9

Summary of Descriptive Statistics of PEQ, MSQ, MES and Other Variables (N = 122)

Measure/Variable Minimum Maximum M

PEQ 9.00 58.00 37.574 7.134
MSQ 21.00 78.00 40.434 10.980
MES 0 72.00 35.213 33.225
Years of exp. 5 40.00 15.470 10.021
Yrs. at current inst. 1 36.00 9.920 7.767
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Table 10

Results of Standard Linear Regression Analysis of MSQ with PEQ and MES as
Predictors (N = 122)

Variable B SEB B p
Constant 81.923 3.743

PEQ 1.104 .098 A17 .000*
R? =.515

Constant 41.242 1.454

MES -.023 .030 -.069 448
R2 =.005

Notes:(* = p <.05)
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Table 11

Results of Multivariate Tests of Position Type Differences MANOVA(N¥F

Intercept Value F p
Pillai’'s Trace .856 5.922 .248
Wilks’ Lamda 144 5.922 248
Roy’s Largest Root 5.922 5.922 .248

Notes:(ps>.05)
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Table 12

Results of Gender Differences ANOVA(N = 122)

Gender n PEQ MSQ MES
Male 46

M 37.913 39.978 38.217
SD 6.921 10.590 34.067
Female

M 76 37.368 40.711 33.395
SD 7.297 11.270 32.799
F .920 .987 1.067

Notes:(ps>.05)
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Table 13

Results of Type of Institution Differences ANOVA(N = 122)

Institution Type

n PEQ MSQ MES

Public 73 36.411 41.712 37.082

M

SD 7.114 11.951 33.163
Private 49

M 39.313 38.688 33.104
SD 6.947 9.168 33.479
F 1.157* 3.018 2.264

Notes:(* = p <.05)
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Table 14

Results of Regression Analysis of MSQ with Type of Institution as Predictor (N = 122)

Variable B SE B B p
Constant 41.652 4.009

Type of Institution -.461 1.471 -.029 754
Notes: R=.001
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Table 15

Results of Years of Experience Differences ANOVA(N = 122)

Variable PEQ MSQ MES
Years Of Experience
M 37.640 40.114 34.772
SD 7.127 11.058 33.245
F 1.052 .927 1.422
Note: ps>05
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Table 16

Results of Multiple Regression Analysis of MSQ with PEQ, MES, Type of Institution, and
Years of Experience as Predictors (N = 122)

Variable SEB B t p

PEQ 100 726 11.319 .000**
MES .023 -.114 -1.667 .098
Institution Type 1.458 .003 .042 147
Years in Academia .076 -.094 -1.372 173
r=.551

Notes:(** = p <.01)
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Figure 1

Confirmatory Factor Analysis Model of PEQ
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Appendix A

Demographic Questionnaire

Gender. Male

Female
Race/Ethnicity:
Age range (check one)(24 — 29)
(30-34)_
(35-39)_
(40 — 44)
(45-49)_

(50 and over)

Highest degree earnedBachelors
Masters
Doctorate
Other (please specify)

Type of institution currently employed: Public
Private

Number of years at current institution:
Number of years working professionally in academia
Number of years working outside of academia:

Current academic position (please check one):

Administration: Department:

Entry level Student Affairs
Mid-level Academic Affairs
Senior Admissions

Alumni Relations
Computing Services
Employment

Other (please specify)
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Faculty: Department: Tenure status:

Assistant Social Sciences
Associate Humanities

Full Mathematics
Professor of Practice Natural Sciences
Other (please specify) Engineering

Interdisciplinary
Other (please specify)

Number of courses taught on average during academic year (if applicable):

Types of multicultural initiatives involved with on campus (please cick all that
apply):
Courses Taught_
Workshops Conducted
Committee Service
Other (please specify)

Do you have a primary career mentor:Yes
No

If so, does this person work at your current institution:Yes
No

Race/Ethnicity of primary mentor:

Position/Title of mentor:

How long have you had this mentor?

Do you have other individuals who have served as significant career mentds you
professionally: Yes
No

If so, do these persons work at your current institution:Yes
No
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Race/Ethnicity of other mentors:
1.
2.
3.

Five-Year career goals:

Ten-Year career goals:

Brief example of obstacle faced while pursuing career goals:
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Appendix B

Additional Likert Style Questions Added to Demographic Questionnairgtiamty 2

1. Networking has played a significant role in my career progression.
Strongly Agree Agree Neutral Disagree Strongly Disagree

2. Equity in faculty and administrative positions at PWIs is more important faisdive
than simply increasing the number ethnic minorities who work at an institution.

Strongly Agree Agree Neutral Disagree Strongly Disagree

3. Most obstacles that | have faced to my career progression at my institutidvekave
due to my ethnic background.

Strongly Agree Agree Neutral Disagree Strongly Disagree

4. | feel more comfortable within my academic department than the overglusam
community.

Strongly Agree Agree Neutral Disagree Strongly Disagree
5. Career mentoring has played a significant role in my career progression.
Strongly Agree Agree Neutral Disagree Strongly Disagree

6. | feel that my view of diversity is consistent wit the overall insonai view of
diversity.

Strongly Agree Agree Neutral Disagree Strongly Disagree

If you disagree or strongly disagree, please pmwaidbrief example of how your view of diversity
differs from your institution’s view.
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Appendix C

Interview Protocol — Study 1

Dear Participant:

The purpose of this interview is to explore the opportunities and challenges tlcanAfri
American faculty and administrators encounter when pursuing senior levebpositi
Predominantly White Institutions (PWIs). The interview questions will regeou to
examine and to share your personal experiences regarding career rgeptogress
barriers, campus climate, and views on diversity. The information collect@ctiis
interview will provide insights and recommendations for prospective minoritytyeaod
administrators as well as for institutions seeking to recruit and retaa pmefessionals.
Thank you for your willingness to participate.

Lead in question: Could you please describe your experience working in acduesnia t
far?

Interview Questions
Career Mentoring

1. At this point in your career, how important is mentoring? What are the qualities
that make the mentoring relationship beneficial?

2. How does the presence or absence of career mentors in your work environment
influence how you perceive your professional success?

3. Please rate the quality of the career mentoring you receive in yolkr w

environment.

1 2 3 4 5
Excellent Very Good Neutral Bad Very Bad

Campus Climate

1. In general, how comfortable are you in your department/unit and in the broader
campus environment? What factors make you feel this way?

2. In what ways does the department/unit and broader campus environment help you
meet your personal and professional goals? In this context
e Say more about your personal identity and goals? (prompt if needed)

e Say more about your professional identity and goals? (prompt if needed)
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3. In what ways, if any, does your institution need to take steps toward making the
environment more inclusive and/or welcoming of individuals from diverse
backgrounds? Specifically, African American faculty/staff.

4. Please rate how helpful your work environment is in supporting your professional

development.

1 2 3 4 5
Very Somewhat Neutral Somewhat Very
Helpful Helpful Unhelpful Unhelpful

Progress Barriers

1. What professional goals would you like to accomplish within the next five years?
Do you feel that you are making satisfactory progress? Why or why not?

2. During your time at this institution, what types of work-related chadleriave
you experienced? How did you overcome these challenges?

3. Based on your experiences, do you have any advice or suggestions for African
American professionals who are new to academia at PWIs?

4. Please rate how frequently you encounter barriers that impede yowssowosd

progress.

1 2 3 4 5
Very Somewhat Neutral Somewhat Very
Frequently Frequently Infrequently  Infrequently

Views of Diversity

1. In an ideal campus environment, what do you think diversity should mean at a
PWI?

2. How does your ideal view of diversity compare with the existing view of your
institution? How is it similar or different?

3. During your time at your current institution, what are the primary diversity

initiatives? How did they impact you? How have you been involved?
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4. Do you have suggestions for modifying existing and/or developing new diversity
initiatives? (note whether the response is specific to students, facultgredédr

senior leadership)?

5. Please rate how your campus diversity initiatives create a positive work
environment for you.

1 2 3 4 5
Very Somewhat Neutral Somewhat Very
Helpful Helpful Unhelpful Unhelpful
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Appendix D
Professional Experience Questionnaire (PEQ)
Listed below are a number of statements concerning institutionaddeltttudes. Rate each item
as it pertains to you personally. Base your ratings on how you feel most of éh&sethe

following scale to rate each item : Strongly Disagree (SDyafee (D); Agree (A) ; Strongly
Agree (SA)

1. | feel fully entitled to all of the resources available at thsstution. SD D A SA

2. 1 don't regret my decision to join the faculty/administration at SD D A SA
this institution.

3. This institution is consistent with my academic/professional 8D A SA
expectations.

4, | feel socially and professionally alienated at this institution. ED A SA

5. | believe that this institution hired me based on my academic SD D A SA
credentials not my race or other characteristics.

6. | feel racially isolated here. SD D A SA
7. This institution provides me with the necessary social outlets. D B A SA

8. | believe that there are enough resources on campus to help dealwith SD D A SA
any racial or cultural issues a faculty/administrator may.have

9. This institution is providing me with what is necessary to be SD AD SA
successful professionally.

10. There are sufficient minority faculty and administrators to serveSD D A SA
people of color at this institution.

11. I would recommend this institution to other prospective faculty SD D A SA
and administrators.

12. I represent the type of administrator/faculty member the institutSD D A SA
is proud to have as part of its campus community.

13. Sometimes things at this institution make me feel inadequate DA SA
professionally.

14. When or if | feel professionally inadequate, it has nothing to do SD D A SA
with race.

15. My racial group is sufficiently represented among faculty and SD D SA
administrators at this institution.
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16.

17.

18.

19.

20.

21.

Appendix D —continued

Professional Experience Questionnaire (PEQ)

The University Administration responds to the diversity | reptes&® D A SA

In general, the faculty treat me the same as they treat other BEDA SA
colleagues.

| feel comfortable expressing my opinion even if it's a minority SOD D A SA
perspective.

| do not feel like a marginalized member of the campus community. SD D A SA

Primarily, | am consulted on multicultural and diversity issuesfor SD D SA
the campus community.

| have full access to all the resources available at thisifizst. SD D A SA
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Appendix E

Minnesota Satisfaction Questionnaire-Short form (MSQ); WeissjH&mgland, & Lofquist,
1967; Dawis & Lofquist, 1984)

Ask yourself: Howsatisfiedam | with this aspect of my job?
Very Sat. means | am very satisfied with this aspect of my job.
Sat.means | am satisfied with this aspect of my job.
N. means | can’t decide whether | am satisfied or not with this aspeut .
Dissat.means | am dissatisfied with this aspect of my job.
Very Dissat. Means | am very dissatisfied with this aspect of my job.

On my present job, this is how | feel Very Dissat. N. Sat. Very
about... Dissat. Sat.
1. Being able to keep busy all the time.

2. The chance to work alone on the job.

3. The chance to different things from time
to time.

4. The chance to be “somebody” in the
community

5. The way my boss handles his/her
workers.

6. The competence of my supervisor in
making decisions.

7. Being able to do things that don't go
against my conscience.

8. The way my job provides for steady
employment.

9. The chance to do things for other people.
10. The chance to tell other people what to
do.

11. The chance to do something that makes
use of my abilities.

12. The way company/institutional policies
are put into practice.

13. My pay and the amount of work | do.
14. The chances for advancement on this
job.

15. The freedom to use my own judgment.
16. The chance to try my own methods of
doing the job.

17. The working conditions.

18. The way my co-workers get along with
each other.

19. The praise | get for doing a good job.
20. The feeling of accomplishment | get
from the job.
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Appendix F

Mentoring Effectiveness Scale (Johns Hopkins School of Nursing, 2005)

Directions: Indicate the extent to which you agree or disagree with edement listed below

where applicable.

SD = Strongly Disagree
D = Disagree

SLD = Slightly Disagree
SLA = Slightly Agree

A = Agree

SA = Strongly Agree
NA = Not Applicable

SD
1. My mentor was accessible

2. My mentor demonstrated professional
integrity.

3. My mentor demonstrated content expertise
in my area of need.

4. My mentor was approachable.

5. My mentor was supportive and
encouraging.

6. My mentor provided constructive and
useful critiques of my work.

7. My mentor motivated me to improve my
work product.

8. My mentor was helpful in providing
direction and guidance on professional issues
(e.g. networking).

9. My mentor answered my questions
satisfactorily (e.g., timely response, clear,
comprehensive).

10. My mentor acknowledged my
contributions appropriately (e.g., committee
contributions, awards).

11. My mentor suggested appropriate
resources (e.g., experts, electronic contacts,
source materials).

12. My mentor challenged me to extend my
abilities (e.g., risk taking, try a new
professionally activity)
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knowledge, awareness, and skills to increase tegehid counseling student’s
multicultural competence. Maintaining grade bodisisting with design of final
and grading of presentations and papers. Coursg|igred for all College of
Education graduate students.

1/2007 — 5/2007 Teaching Assistaritehigh University - Counseling Psychology Program
Graduate Course Diversity & Multicultural Perspectives
Professor. Arpana Inman, Ph.D.
Duties: Created and presented lectures on gender, gajamedisexual,
transgender, and social class issues. Facilitatitees related to raising
knowledge, awareness, and skills to increase tegehid counseling student’s
multicultural competence. Maintained grade bookistisd with design of final
and grading of presentations and papers. Coursg|igred for all College of
Education graduate students.

8/2005 — 12/2005 Teaching Assistant Lehigh University — Counseling Psychology Program

Graduate Course: Career Counseling (online course)
Professor: Tina Richardson, Ph.D.
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Duties: Created and presented lectures on Genograms. Maoatiee
discussion board and course content, assistedsigrdeg and grading exams,
and helped facilitate class discussions. Courseqgisired for all masters and
doctoral level counseling psychology students.

8/2005 — 8/2008 APAGS Campus Representative — Lehigh University

11/2005 & 5/2006 Stress Free Zone — Rutgers University
Chapter- Participated in the formation of local chapteluding drafting
bylaws. Elected as inaugural recorder/correspondesdited and maintained
website for local chapter, managed membership daggtattended bimonthly
meetings and ensured the keeping of accurate nsinagsisted in the creation of
thelnspirational Women in Psychology Lecture Series.

5/2006 Allyn & Bacon - Reviewed new edition of textbook on supervision of
psychotherapy
6/2007 — 5/2009 Rutgers University School of Arts & Sciences Educ@nal Opportunity

Fund Assessment Committe®utgers University

8/2005 — 1/2006 Executive Board Member -Students of Color CoalitionLehigh University

2006 APA Division 17 — Supervision Interest Sectiont€anding Student Poster

e American Psychological Association, Student Affiia
o Division 17, Counseling Psycholo@ectionsPositive Psychology and Ethnic and Racial
Diversity

Dr. Tina Q. Richardson

Program Coordinator

Department of Counseling and Human Services
Lehigh University

111 Research Drive

Bethlehem, PA 18015

Phone: 610-758-3269

Email: tqrOo@lehigh.edu
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Dr. Christine Adkins-Hutchinson

Staff Psychologist — Coordinator of Group and Multiural Counseling
Rutgers University

Hurtado Health Center

11 Bishop Place

New Brunswick, NJ 08901

Phone: 732-932-7884

Email: cadhutch@rci.rutgers.edu

Dr. Sheila Gaffin

Training Director

Girard Medical Center
801 W. Girard Ave.
Philadelphia, PA 19122
Phone: 215-787-2393
Email: sgaffin@nphs.com

Dr. Marijo Lucas

Supervising Psychologist

Girard Medical Center

801 W. Girard Ave.

Philadelphia, PA 19122

Phone: 215-787-4360

Email: MarijoLucasPhD @verizon.net
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