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Executive Summary 

Background: 
While the topic of diversity, equity, and inclusion (DEI) isn’t new, 2020 was a wake-up 
call for institutions to reexamine their DEI initiatives. In taking the first step towards 
establishing the baseline of the CUNY SPS community’s understanding of DEI at the 
School, the CIED proposed a campus climate survey that would yield an understanding 
of the school’s current culture and climate.  

This is the first time that students, faculty, and staff participated in a survey on their 
perspective on diversity, equity and inclusion at CUNY SPS.  The analysis and report 
provide a comprehensive knowledge of the school’s perceptions and needs, as related 
to DEI. 

As the leadership reviews the key findings of this report, we expect the focus areas will 
be further delineated as a basis for building out the broader goals and actions for the 
DEI work at the school.  

CUNY SPS is committed to taking on this challenge by embedding DEI in the student, 
faculty and staff experience through innovative and robust programs, initiatives, and 
activities.  

Introduction: 
 
Bradley Consulting & Training (Bradley Consulting) is a training and consulting firm that 
provides human resources best practices, professional development and DEI consulting 
services to government agencies, non-profits, colleges, and universities. 
 

In November 2020, Bradley Consulting was selected by CUNY SPS to perform a 
Campus Climate Survey. 
 

The team consisted of the following members, 
 

1. Bradley Consulting & Training - Gregory Bradley as Project Lead – Provided 
overall direction and responsibility for project budget and deliverables. 
  

2. Knowledge Architects - Sheila Jordan as the assessment lead.  Providing 
evaluation results of the data collected during the project. 
 

3. Higher Education Data Sharing Consortium – HEDS- developed, customized, 
and distributed the 2020-2021 diversity and equity campus climate survey in 
conjunction with the Bradley Consulting and Knowledge Architect’s team. 
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Project Purpose 

The Committee on Institutional Equity and Diversity (CIED) of SPS was charged with 
understanding and assessing the current culture and environment. 
 

The CIED wanted to administer a campus climate survey and needs assessment for 
faculty, staff, and students to establish a baseline of employee and student 
understanding and experiences on racial equity and inclusion. 
 

The analysis will be used to understand their current position relative to campus 
perceptions and assist in developing DEI programs and activities the CIED can use in 
increasing diversity efforts within CUNY to create an environment of equity and 
inclusion. 
 
The project scope of work consisted of executing the following, 
 

(a) Conduct a series of listening sessions with faculty, staff, and students  
(b) Assist with the customization of the survey instrument in coordination with HEDS 
(c) Pilot test the survey instrument before distribution 
(d) Administration of the survey instrument  
(e) Data analysis, and compilation of student and faculty perceptions in the following 
      areas: 

x Engagement 
x Inclusion 
x Working environment  
x Communications 
x Bias  
x Leadership commitment to DEI 
x DEI Program and Policy compliance 

 
(f) Final Report outlining a list of recommendations to be used for near term initiatives 
and long-term strategies towards progress of a more inclusive and equitable community 
at SPS. 

Campus Assessment Structure and Process  

Research has found that there is no single method for assessing climate that works 
across all institutions.  Rather, the use of a variety of mixed methods to assess climate 
has worked best.  For CUNY SPS we used both quantitative and qualitative methods 
including, 

x Using a nationally recognized survey instrument  
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x Facilitation of 20 (1 to 2 hr.) listening sessions segmented by students, 
faculty, leadership, and administration  

x AA and DEI policy documents reviews  
x demographic data review  
x DEI program implementation and adherence review 

The Listening Sessions: 

A series of online listening sessions were held with faculty, staff, and administration.  A 
total of twenty (20) sessions were scheduled, approximately half of them were joined by 
at least 1 participant. 
 
The sessions ran from Monday March 22, 2021, through Tuesday, April 20, 2021. A 
total of 88 participants attended. 
 
Total Participation by group: 
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The Survey Instrument: 

For this engagement we used the HEDS Diversity and Equity Campus Climate Survey. 
 
The HEDS Diversity and Equity Campus Climate Survey asks students, faculty, staff, 
and administrators about their: 

x perceptions of their institution’s climate, 
x perceptions of how their institution supports diversity and equity, and 
x experiences with discrimination and harassment at their institution. 

 

Institutions can use information from this survey to develop a better understanding of 
the extent to which their campus climate supports diversity and equity, and to inform 
and improve support, policies, and practices at their institution related to diversity and 
equity, including those to prevent or respond to discrimination and harassment. 
 
The survey has been used by public and private institutions, from community colleges to 
research universities, and is designed to be administered to everyone in the campus 
community – undergraduate students, advanced degree students, faculty, staff, and 
administrators. The survey usually takes 15-20 minutes to complete, and participants’ 
responses are anonymous. 
 
Anonymity  
The survey asks many demographic questions to develop a better sense of diversity at 
your institution. However, responses are anonymous. Personal information, including 
name, email address, student or employee identification number, and IP address, is 
excluded from the data you receive.  
 
They also remove some variables and/or combine response options into broader 
categories to maintain the anonymity of respondents. Open-ended text responses are 
reviewed and the names of anyone who identifies themselves or is accused of 
discrimination and/or harassment is removed, and the reviewed open-ended text 
responses are sent in a separate file. The data file that is returned to us does not 
include any institution-provided personal information such as race/ethnicity, gender, 
academic classification, employee type, or campus ID number. 
 
HEDS Diversity and Equity Campus Climate Survey Comparison Report 
HEDS also used its extensive database of colleges and universities’ statistical data to 
provide CUNY SPS with a comparative analysis of how your college performed against 
other college institutions of similar size, and demographics. 
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This report consists of a series of worksheets in which the survey data is summarized 
from different perspectives and with different levels of granularity. Worksheets 1–5 
provide an overview of the survey results. We suggest looking at Worksheets 1–5 to get 
a sense of overall trends. Worksheets 6–9 focus on four key indicators–two that 
represent views on the campus climate for diversity and equity and two that focus on 
negative experiences related to diversity and equity. Throughout the report, 
comparisons of different groups on your campus are highlighted, and these 
comparisons get more detailed in later worksheets.  
 
These comparisons focus on results by people's role on campus as well as the following 
demographic categories: race/ethnicity, gender, sexual orientation, religious affiliation, 
political affiliation, and disability status. 
 
Survey Report Results 
For this engagement we received the following data results: 
 

1. SPSS and Microsoft Excel files with your institution’s survey data.  
2. Reports that compare your institution’s results to those of all other participating 

institutions on all survey questions and indicators.  
3. A compilation of open-ended survey responses.  
4. An online report which gives a real-time summary of responses to some of the 

survey questions. 
5. Report comparing group responses of CUNY SPS to responses of those same 

groups at other institutions. 
 
Distribution Procedure 
The survey was administered online using Qualtrics survey software and all responses 
were completely anonymous. Each participant received an invitation email containing a 
personalized link to the survey. This method was chosen to ensure that only SPS 
faculty, staff, and students could participate. 6 email reminders were sent out to each 
group over the course of the distribution period.  Additionally, to show support from the 
SPS administration, Dean Mogulescu emailed a support letter citing the importance of 
participation to the campus community prior to the administration period. 
 
Limitations 
Several limitations could have impacted the low participation and ultimately the results. 
Not all university members use or have access to computers on a consistent basis, 
potentially impacting the ability for some individuals to participate.  Additionally, with the 
large number of students primarily matriculating off campus, their exposure to campus 
and campus issues is unknown.  Many of them do not check or use their SPS email 
regularly which also contributed to the overall low response rate.  
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Response Rates 
With the above methodology in place, our goal was to include all SPS faculty, staff, and 
students to maximize a high response rate.   
The survey was emailed to 6,074 members of the SPS community.  158 responded 
resulting in an overall response rate of 2.6%.   (Our data supports the conclusion that 
CUNY’s response rate matches those of other institutions of similar size, and 
demographics with a majority off-campus population). 
 
The overall response rate by group, 
 
 
 
 
 
 
 
 
 
 
 
 
 
Report Methodology: 
For this report we structured our work across three groups of documentation and data:  
1) survey results (HEDS as well our own analyses performed on the raw data), 2) 
Listening session data, and 3) policy reviews. In each section, we provide a brief review 
of the methodology that we used to assess and then triangulate each of the three 
groups listed above. We then organized our results around four specific areas of  
need….as the themes emerged. These themes were: 
 

x Leadership’s commitment to diversity 
x Top-down and bottom-up communications throughout CUNY 
x Problems concerning trust with leadership 
x Evaluation of level of engagement in diversity and inclusion activities  

 
In this report, we provide detailed assessments of strengths and weaknesses within 
each of these themes, and finally, we end the report with a set of 10 recommendations 
(labeled as “calls to action”) in the conclusion.  
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Please note we have included an Appendix containing 6 tables and 5 figures that 
provide greater detail regarding our analyses used to support the components of the 
report listed above 
 

Report Findings: 

From the survey and qualitative data analysis, which included both the listening 
sessions and open-ended survey responses, we observed several emerging and 
consistent themes across those who participated  
(Refer to Table 1 for quotes and emerging themes per listening session and Table 2 for open-
ended responses broken down by role, gender identity, and race/ethnicity).  
 
Raw quantitative data from the HEDS survey was also analyzed by a statistician to 
evaluate perceptions and experiences of the diversity and inclusion climate at this 
institution (see Table 4 for an outline of participant demographics). Finally, a review of 
CUNY’s policy documents and their compliance were reviewed.  
 
We triangulated information gathered from qualitative data, quantitative data, and policy 
documents to focus on four specific areas of need regarding CUNY’s diversity and 
inclusion initiatives: 

1. Increase Leadership’s Commitment to Diversity 

Findings from Listening Sessions 
Across the series of listening sessions, it was apparent that participants desired 
leadership to take a deeper dive into diversity and inclusion efforts. During the 
administrative directors’ session, it was noted that leadership assumes they “get a pass” 
because the student body is diverse, although many of the leaders are White men. In 
addition, participants mentioned that when they were hired on, it was a bit jarring to 
them that their leadership was all White. In this regard, many participants mentioned the 
hope that diversity will be strongly considered when leadership positions open soon. 
Other conversations entailed the notion that leaders need to make sure they hire more 
people in paid positions to help with DEI efforts, because this is not just a part-time job 
and committee membership is not factored into other workload. One participant noted,  
 

“I think there’s this gap between intention and impact, I think there 
is a genuine intention to know how to address many of these issues. 
But there’s a certain amount of feet dragging, we often go around 
and come back to the same points. It’s quite hard to initiate 
progressive action.”  
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In the same realm, participants were upset that CUNY has the data to assess and act; 
however, they do not believe leadership has taken advantage of this and they doubt that 
impact will be made. 
 

“I want to know, what is the senior leadership’s commitment with 
the data they receive? And what are the steps because you don't 
have to wait to know that this group feels marginalized. What are 
you planning to do? If you see there’s a preponderance of 
evidence that suggests that women are not being treated equally, 
how are you holding people accountable?” 

 
Findings from Open-Ended Survey Responses 
When respondents were asked about their perception of the diversity at CUNY, many of 
them said that they thought leadership’s attempt at diversity initiatives were a start, but 
current efforts were not strong enough. Again, it was mentioned that hiring practices 
should better reflect diversity. There were also requests that leadership avoids 
addressing diversity problems in a uniform initiative to the entire institution, because 
there are different issues to address for different members (i.e., students, faculty, 
admin). Finally, there were suggestions that supervisor’s complete cultural competency 
training to show their commitment to diversity while holding leadership responsibilities.  

 
“Well-intentioned, but not always successful/shallow 
comprehension of diversity.” 
 
“Dig deeper. Surveys are narrow/don't offer people the opportunity 
to express themselves. The word choices in questions on these 
surveys are mediocre at best and make a lot of assumptions. It 
would be better to spend time within and really witness interactions 
to understand how to build community.” 
 
“This survey should not be grouping students with faculty/staff. We 
are treated differently and play different roles. Remember the 
student is the consumer, we are not.” 
 

‘‘Cultural competency training for supervisors when managing 
assistants” 
 
“I feel that CUNY SPS is a place where I can openly express my 
views and feelings. While there are still some spaces where this still 
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feels risky, overall, I do feel that CUNY SPS is genuinely and actively 
working to create an environment of inclusivity.” 
 
“I feel that the mission of SPS supports community and 
diversity at the same time but hiring practices don't always align 
with the mission.” 

 
Findings from Quantitative Survey Responses 
On average, diversity climate satisfaction averages were lower for respondents who 
were people of color, women, or non-binary. Our analysis found that the degree to 
which participants had agreement about CUNY’s institutional support for diversity and 
inclusion had a positive and significant association with their DEI climate satisfaction, r = 
0.832, p < 0.001, 95% CI [0.777, 0.874].  
 
In other words, higher climate satisfaction is related to perceptions of institutional 
support for diversity and inclusion at CUNY. We suggest leadership can improve these 
numbers by showing greater commitment to diversity and inclusion and thus providing 
more support for underrepresented employees. 

 
Findings from Policy Document Analysis  
While the school’s affirmative action, EO & ND, and ADA-504 (Reasonable 
Accommodation & Academic Adjustment) policies include strong equal opportunity / 
non- discrimination statements, and a strong letter of endorsement of diversity from 
Dean John Mogulescu, documents like these can often appear to be more required than 
truly embraced. DEI efforts are often plagued by gaps between “espoused values” and 
“practiced values.”  
 
There doesn’t appear to be much more documentation beyond these documents to 
present evidence of a true commitment to DEI on the part of leadership. However, the 
establishment of both a Chief Diversity Officer position (currently held by Sahana 
Gupta) and a Committee on Institutional Equity and Diversity (CIED) Initiatives does 
suggest commitment on the part of leadership. Providing continued support and 
transparency around the work of these entities will be crucial for managing perceptions 
of leadership support for DEI at CUNY. 
 

2. Improve top-down and bottom-up communications throughout CUNY  

Findings from Listening Sessions 
Clear communication was a top request for improvement across the board. During the 
cabinet listening session, it was mentioned that silence from leadership is translated as 
obscurity. Instead of assuming that no news means no need for communication, all 
parties should be consistent with updates to avoid feelings of being out of the loop. 
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Even if the news is “no news” employees want to hear it. Administrative and academic 
directors also discussed that hierarchies on the academic side tend to lead to 
miscommunication due to siloed workflows. The word “silo” was used numerous times 
(in reference to communication and the physical building (e.g., 10th floor), and many 
were on board to change this perception. There is a desire to change the culture that 
sporadic, lost emails count as communication between silos. 
 
On the topic of hiring leadership positions, participants in each session stated they want 
the search to be transparent and to emphasize DEI efforts. Beyond hiring new 
leadership, participants also ask for there to be more structure and openness 
surrounding hiring for internal promotions. Participants were frustrated claiming that 
conversations surrounding DEI and selection repeatedly happen on hiring committees, 
but nothing seems to happen beyond conversation. To remedy these complaints, a 
clear communication channel to across all departments is needed before, during, and 
after selection processes. 

 
Findings from Open-Ended Survey Responses 
Respondents were asked what one change they would make to improve the sense of 
community at CUNY, and their responses support the comments made in the listening 
sessions. Employees want more transparent and clear communication coming from all 
leadership, departments, and roles (e.g., administrative, faculty, directors). 
 

“I want transparency in how senior management decisions is 
 made.”  

 
‘‘I would change the way decisions are made for the 
university.  There is no inclusion of the faculty or lower 
administration.” 
 
“Increased communication re: all campus activities.” 

 
Findings from Quantitative Survey Responses 

After analyzing the quantitative data from the HEDS survey, we found further 
evidence that employees desire clear communication guidelines. More specifically, the 
survey asked participants about the degree to which they had agreement about there 
being clarity in the processes concerning reporting discriminatory instances at CUNY. 
Reporting clarity had a positive and significant association with their DEI climate 
satisfaction. In other words, higher climate satisfaction is related to having a clear 
understanding of how to report discrimination and harassment at CUNY, r = 0.446, p 
<0.001, 95% CI [0.3122, 0.563]. 
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Findings from Policy Document Analysis  
The creation of the Committee on Institutional Equity and Diversity (CIED) Initiatives can 
play a major role in facilitating upward and downward feedback. The campus climate 
survey and needs assessment work are two important tools for providing upward 
feedback. The communications (e.g., website, event calendar) and learning programs 
(e.g., modules) are important mechanisms for providing downward feedback. Thus, 
there is an infrastructure in place to be able to support upward and downward 
communications about DEI efforts within the school. 
 

3. Address problems concerning trust with leadership  

Findings from Listening Sessions 
Multiple participants in each listening session made a comment about not trusting 
leadership and perceptions of a climate that supports bullying, harassment, and sexism. 
More specifically, SPS has a culture of bullying coming from high-ranking people. 
Although reported, they are not condemned, and this creates fear amongst high 
performing employees. In addition, sexism is apparent and discouraging (e.g., women 
state they are constantly interrupted by male leadership). There is also perceived 
sexism in wage gaps and promotions. Female employees state they are getting paid 
less than their male counterparts, and it has taken significant push back for salary 
adjustments.  
 
Finally, there were concerning comments about sexual harassment and that new 
employees are warned to avoid being alone with certain leaders in SPS. It is important 
to mention that bullying seemed to be predominantly top-down and not lateral. In the 
academic directors’ listening session, all participants agreed that they were incredibly 
grateful for the support and comradery they felt across their departments. The group 
emphasized these relations were some of the only sources of support they felt at SPS. 

 
“…I feel like the workload, sometimes it's disproportionate on the 
shoulders of women” 
 
“The excuse, ‘we would rather hire minorities, but we can’t find 
women’ or ‘we can’t keep them because they are so talented’ is low 
hanging fruit. If they are really going to move the marker, they need 
to have equitable environments that people who currently have a 
seat at the table feel included and can promote other minorities to 
join them.”  

 
Findings from Open-Ended Survey Responses 
When respondents were asked what they would change to improve a sense of 
community, an overwhelming number of participants showed their discontentment with 
an environment that supports bullying.  
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“A sense of community is contingent on appearing non-
threatening to people in power and the people in power come 
from dominant social groups.” 

 
“We have a culture of intimidation and bullying at the school, 
that has been tacitly condoned and even enabled by the 
school's leadership, and we need clear, transparent processes 
to address this issue.” 

“The community is so overworked, disregarded, sabotaged, and 
poorly managed that people are frequently left feeling insecure 
and anxious and act out at colleagues creating an environment 
of bullying and disrespect.” 

 
“A sense of community is weak or nonexistent. I have strong, 
positive working relationships with a number of individual 
colleagues, but do not feel a broader sense of community at 
SPS and in fact far more often have experienced the opposite 
sensation of exclusion, alienation, and hostility from others 
including members of the senior leadership.” 

 
“People in leadership roles across SPS need to take a good, hard 
look at their biases and their behaviors, and actually listen -- but 
there is a strong "culture of silence" and fear of losing one's job 
if one speaks out, so management doesn't hear these voices. I 
don't know what could change this, because management sticks 
together in not holding each other accountable.” 

 
Findings from Quantitative Survey Responses 
The survey also explored the frequency, location, source, and forms of discrimination 
and harassment at this institution (see Table 6). It appears that 9% of respondents have 
experienced discrimination or harassment, and of those who reported that, about half of 
them indicated it occurred in the last year. Like what we evaluated in the listening 
sessions, the physical structure of workspaces resulted to almost half of these 
discriminatory acts occurring in either a conference room or departmental, faculty, or 
staff member’s office. Administrators were an overwhelming majority of the source of 
discriminatory behaviors. 57% of discrimination and harassment were in the form of 
being ignored, followed by 43% being derogatory written comments. 
 
There were also significant mean differences between men (M = 3.879) and women (M 
= 3.465) on how they perceive CUNY to be supportive of diversity and inclusion efforts, t 
= 2.246, df = 55.69, p = 0.029. This supports our assessment of qualitative data in 
which multiple women claimed they felt discriminated against. 
 
The frequency to which participants heard negative remarks about different groups of 
people had a negative and significant association with their DEI climate satisfaction, r = 
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-0.424, p <0.001, 95% CI [-0.544, -0.288]. In other words, frequently hearing negative 
remarks about different groups of people on campus was related to lower levels of DEI 
climate satisfaction. Finally, see Figures 1 and 2 for frequency of how often respondents 
interact with others who are different than them and how comfortable they are with 
groups they do not identify with. 
Findings from Policy Document Analysis  
The Committee on Institutional Equity and Diversity (CIED) Initiatives has the capacity 
to host forums in which issues of trust could be addressed. Like the Race and Vaccine 
Skepticism Panel Discussion that was held on April 7, 2021(and was positively 
received by attendees), the CIED might consider sponsoring events in which trust of 
leadership is the focus.  
 

4. Evaluate and encourage engagement in diversity and inclusion activities  

Findings from Listening Sessions 
There was consensus amongst all listening sessions that there needs to be a sense of 
community at CUNY around current events and social justice movements to effectuate 
change. It is agreed upon that leadership needs to not only be heavily involved in DEI 
efforts, but they also needed to be cheerleaders of these efforts to encourage all 
employees and students to get involved. Participants also stated that leadership needs 
to be the proudest and leading the fight for DEI efforts by being transparent and putting 
in the most work. On another note, multiple listening sessions brought up that there is 
an issue with not addressing disabilities in diversity efforts (i.e., diversity has not 
extended to students and staff who have disabilities). There was dissatisfaction with the 
conversations surround disability inclusion taking far too long (e.g., closed caption 
option). Finally, the cabinet listening session also mentioned that these conversations 
need to be deeper and complex (e.g., beyond training videos). It appears that 
employees are tired of circling back to the same conversations without seeing impact. 
They want more than a training video, and they expect there to be considerable thought 
going into future DEI efforts. 
 

“I don't believe in training just to be checking a box.” 
 
“They’ll do a workshop on it or something like that, as 
opposed to really thinking about kind of deep structural 
changes.”  

 
Findings from Open-Ended Survey Responses 
Responses to the open-ended survey responses echoed the sentiment in the listening 
sessions. During this data analysis, it was evident that employees want to get involved 
but they either don’t know how or do not have the time to participate because they are 
overworked. The lack of disability awareness is brought up again in these responses. 
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“There is a culture of overwork at SPS.  We are a small 
college with a lot that needs to be done. I would be able to 
better engage with community activities if I were not stretched 
so thin at times.” 
“More events that mix staff and faculty outside of the office 

   setting.” 
 

“Encourage more interdepartmental interactions especially 
between PEWL and academic side.” 

 
“I find that CUNY SPS lacks culturally specific clubs and 
programming. I tend to find that CUNY SPS lacks diversity 
within the faculty that work within the Disability Services 
department.” 

 
Findings from Quantitative Survey Responses 
Looking at proportions of responses to questions concerning engagement in diversity-
related activities (See Table 5), it became evident that individuals who engaged in 
diversity-related activities (e.g., community service, discussions around racial/ethnic 
issues) were highly impacted and more likely to support that cause after participating. 
Further, about half of respondents didn’t participate in each diversity-related activity, but 
of the half that did, the overwhelming majority indicated their support for DEI increased 
afterwards.  

 
Interestingly, aligned with what we assessed in the qualitative data, over half of the 
respondents had not engaged in a disability-oriented diversity activity, but this topic had 
one of the highest percentages of individuals reporting that their support for DEI 
increased after attending. This supports our qualitative assessment that employees 
want more disability awareness when having DEI conversations.  
 
There were significant mean differences between respondents who identified as White 
only (M= 4.859) compared to all respondents who did not identify as only White (M = 
4.634) on the extent that they agree that diversity on campus improves experiences and 
interactions within the classroom, the workplace, and the overall community), t = -2.331, 
df = 131.59, p = 0.021.  

 
Findings from Policy Document Analysis  
Both the School’s affirmative action plan and the work of the Committee on Institutional 
Equity and Diversity (CIED) Initiatives detail several intended diversity and inclusion 
activities. Moreover, the CIED appears to have built a mechanism for communicating 
and creating awareness about those activities. This appears to be a strong mechanism 
for being able to facilitate a deeper as well as broader level of engagement from the 
participants in the school.  
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Conclusion 

After aggregating our findings across all data, we provide a list of ten calls to action.  

Given that this is the first institution-wide DEI effort for CUNY SPS the action items 
listed below is presented in a way to allow you to “hear” the voice of your community.  

These action items were either directly suggested by respondents or were derived from 
an overall assessment by a member of the consulting team. 
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Recommendations 
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# Recommendation Examples 

1 Provide leadership, including managers and supervisors training on 
topics that include, but are not limited to, managing a diverse 
workforce, and leading a multi-cultural and multi-generational 
workforce. 

2 Communication strategies may include but are not limited to developing 
a communication plan that embeds DEI in its messaging and evaluates 
the currency and impact of all electronic communication including 
emails and website. 

3 To prioritize diversity and inclusion, SPS may create opportunities to 
celebrate diversity and inclusion through programs and events for 
students, faculty, and staff.  This may include providing internal and 
external resources for engagement and participation, e.g., DEI Speaker 
Series, DEI specific celebratory events and programs.  

4 No example needed 

 

5 Embedding DEI in the CUNY SPS Strategic Plan, and ensuring the 
engagement of students, faculty, and staff in developing and 
establishing DEI goals and assessing outcomes.  Review policies and 
plans to ensure that recruitment and retention of students and 
employees, and professional development and career advancement is 
DEI focused. 

 

6 Systematic communication providing transparency of policy and 
process in recruitment, hiring and diversity data by Human Resources 
and the Office of the Chief Diversity Officer.  

 

  



Ϯ1 

CUNY SPS Qualitative Report Results 

Table 1. Emerging Themes and Quotations from Listening Sessions 

Consolidated and summarized to protect confidentiality of responses 

Key Area Emerging Themes Notable Quotes 

Leadership x Diversity within leadership does not mirror the diversity within the student body.

x There should be more people of color in higher positions at SPS.

x Senior leadership should show a commitment to the DE&I work.

x Individuals noted experience of toxic relationships where diversity is not respected and there�
is no equity and inclusion.  Common issues cited

• Ageism

• Sexism

• Bullying

x Senior leadership and supervisors often seeP to deflect criticism.

x Leadership must be responsible and accountable for DE&I in academic and administrative�
areas.

x There should be equity in leadership through acknowledgement of individual roles and space�
to participate and be heard.

“…I feel like the workload, 
sometimes - it's 
disproportionate        
on the shoulders of women” 

I want to know how they’re going 
to tie this into something that 
they’re held accountable for”  



Ϯ2 

Key Area Emerging Themes Notable Quotes 

Communications 
x There needs to be a sense of community at CUNY SPS around current events and social

justice movements.

x Silence from leadership in times of current events and social climate is perceived as a
negative.

x Consistent communication from leadership is critical in times of crisis.

x Hierarchies tend to lead to siloed workflows and lack of information and miscommunication.

x Only some select part-time faculty are invited to faculty meetings.  Adjuncts do not have input 
into academic programming / changes.

x Employees have to think carefully of the power dynamics before providing feedback.

x There is not a lot of interaction with other students.

x With most of the SPS programs being online, more emphasis needs to be placed on creating
space for students to communicate with one another to encourage more engagement,
interaction and support among the student population.

“I think there’s this gap between 
intention and impact, I think 
there is a genuine intention to 
know how to address many of 
these issues. But there’s a 
certain amount of feet dragging, 
we often go around and come 
back to the same points. It’s 
quite hard to initiate progressive 
action.” 



Ϯ3 

Key Area Emerging Themes Notable Quotes 

Diversity x They (leadership) has the data, but no action is being taken because it is not a business
imperative.

x We (students) do not engage in any real-world conversations, as our program is online.
Many of my professors do not include DEI issues in our curriculum.

x We cannot look at DEI on a surface level.  SPS is in one of the most diverse markets, but
they do not have any programs on diversity.

 “I want to know, what is the 
senior leadership’s commitment             
with the data they receive? And 
what are the steps because you 
don't have to wait to know that this 
group feels marginalized. What are 
you planning to do? If you see 
there’s a preponderance of 
evidence that suggests that women 
are not being treated equally, how 
are you holding people 
accountable?” 

Key Area Emerging Themes Notable Quotes 

��Ombudsperson 
Office x There are no mechanisms for filing informal complaints.

x I do not feel comfortable voicing my opinions and concerns for fear of retaliation.

x SPS is not always a safe space.
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Key Area Emerging Themes Notable Quotes 

SPS Diversity 
Efforts 

x We need more concrete activities at SPS to reinforce diversity.

x Students should be given an opportunity to share their concerns on diversity issue.

x (YHQ�WKRXJK the student body is mostly minorities, and mid-level staff positions are diverse 
�LQ�JHQGHU�DQG�UDFH��DV�VXSSRUWHG�E\�GDWD�, the overall inclusive diversity of students, faculty 
and staff are often not�given primary interest and attention��H�J���GLVDELOLW\��/*%74,���YHWHUDQ�
VWDWXV��HWF���

x Diversity should be embedded in the curriculum and real efforts should be made to diversify�
the programs and curriculum.

x Focus must be made on physical and technological accessibility for all, with particular�
emphasis on the needs of students, faculty and staff with disabilities.

x Too much expectation on specific individuals to commit time and effort to DEI work.

x DEI work cannot be done by volunteers alone.

“I don't believe in training just to     
be checking a box.” 
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Key Area Emerging Themes Notable Quotes 

Hiring Practices 
x There needs to be more structure and transparency surrounding hiring, retention and career

advancement in terms of all criteria in diversity, equity and inclusivity, particularly for
leadership positions.

x Conversation on DEI and selection of minority repeatedly happens in search committees but it
remains limited to conversation.

x DEI in employee data and practices should be transparent, including for those with disabilities.

x Ensure gender equity in compensation.  There is a perception of inequity in wages and
promotions.

x Concerted effort to include adjuncts in the SPS community, beginning with equitable and
inclusive hiring practices, diversity, communication, opportunities for professional
development, and more engagement with the SPS community.

The excuse, ‘we would rather hire 
minorities, but we can’t find 
women’ or ‘we can’t keep them 
because they are so talented’ is low 
hanging fruit. If they are really 
going to move the marker, they 
need to have equitable 
environments that people who 
currently have a seat at the table 
feel included and can promote 
other minorities to join them.” 
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Table 2.  Quantitative Results from HEDS Survey                                  Open-Ended Responses and Climate Satisfaction by Demographic Group 

Role Gender 
Identity  

Race/ 
Ethnicity  

Diversity 
Climate 

Satisfaction 
(Mean) 

“What one word or sentence would you 
use to describe the sense of community 

you feel at CUNY SPS? ” 

‘What one change would you make to enhance 
the sense of community at CUNY SPS?” 

Faculty  
(n =40) 

Male 
(n = 8) 

U.S. POC/ 
International 

(n =1) 
2.0 ‘Belonging’ NA 

U.S. White 
(n = 6) 4.5 

‘Connected at a distance’  
 
‘Disengaged’ 
 
‘Professional’ 
 
‘Collaborative’ 
 
‘Family’ 
 
‘I feel part of an excellent, collaborative 
community.’ 

‘Physical meetings post pandemic’ 
 
‘Return to some in-person meetings.’ 
 
‘Let things breathe and be authentic.’ 
 
‘I wish that the SPS-wide meetings took place 
between noon-2pm or after 5pm. My other work 
prevents me from attending meetings outside of 
noon-2pm (lunch time) or before 5pm.’ 

Not disclosed 
(n = 1) 5 ‘Inclusion’ ‘More support’ 

Female 
(n = 30) 

U.S. POC/ 
International 

(n = 14) 
4.3 

‘Performative. Everything is about 
appearing to support diversity and equity, 
and saying the words, but there's no 
substance and actions say the opposite.’ 
 
‘Work in progress’ 
 
‘Conscious efforts to create a sense of 
community’ 
 
‘I feel too overworked to have a sense of 
community’ 

‘Trust. (There's no trust of 
management/administration)’ 
 
‘Cultural pedagogy’ 
 
‘Hire more faculty and staff’ 
 
‘Hire more Diverse educators’ 
 
‘Collaborative interdisciplinary projects’ 
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Role Gender 
Identity  

Race/ 
Ethnicity  

Diversity 
Climate 

Satisfaction 
(Mean) 

“What one word or sentence would you 
use to describe the sense of community 

you feel at CUNY SPS? ” 

‘What one change would you make to enhance 
the sense of community at CUNY SPS?” 

 
‘It is difficult for me to judge because I 
teach online’ 
 
‘Very Inclusive and Respectful 
Environment’ 
 
‘Comfortable’ 
 
‘CUNY SPS acknowledges and works 
hard at diversity and equity’ 
‘Inclusion’ 
 
‘Inclusive’ 
 
‘Inclusive and embracing’ 
 
‘My perception is that SPS has been very 
welcoming to me and others from all walks 
of life and continues to want to promote an 
inclusive campus and workplace for all.’ 
 
‘Unity’ 
 
‘Welcoming’ 

‘Faculty virtual events with other 
programs/depts.’ 
 
‘Nicer security’ 
 
‘No changes’ 
 
‘Doing a wonderful job’ 
 
‘Continue to try to attract people of color, people 
with disabilities to leadership roles.’ 
 
‘Discussion groups’ 

U.S. White 
(n = 16) 4.1 

‘Weak or nonexistent. I have strong, 
positive working relationships with a 
number of individual colleagues, but do 
not feel a broader sense of community at 
SPS and in fact far more often have 
experienced the opposite sensation of 
exclusion, alienation, and hostility from 

‘The creation of community norms that all 
members of the school would have to abide by, 
and clear consequences for individuals who 
violate those norms by treating others with 
disrespect. We have a culture of intimidation and 
bullying at the school, that has been tacitly 
condoned and even enabled by the school's 
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Role Gender 
Identity  

Race/ 
Ethnicity  

Diversity 
Climate 

Satisfaction 
(Mean) 

“What one word or sentence would you 
use to describe the sense of community 

you feel at CUNY SPS? ” 

‘What one change would you make to enhance 
the sense of community at CUNY SPS?” 

others including members of the senior 
leadership.’ 
 
‘There is so much lack of respect for 
differences bubbling beneath the surface 
"veneer" of the community at SPS -- and it 
is not ok to say that you are not ok.’ 
 
‘I feel that I have a good relationship with 
my colleagues at all levels and value their 
contribution; I worry that I'm not as 
sensitive to diversity issues other than 
disability as I need to be.’ 
 
‘As an online instructor I feel a sense of 
community with the people that I have the 
opportunity to interact with.’ 
 
‘Divided’ 
 
‘I teach online, so it is a bit difficult to feel 
a sense of community.’ 
 
‘Safe’ 
 
‘SPS is still trying to figure out what 
community is in the online environment - 
sometimes successfully; sometimes not so 
much’ 
 
‘Diverse’ 
 
‘Even though the pandemic forced 
geographical isolation, communication by 

leadership, and we need clear, transparent 
processes to address this issue.’ 
 
‘People in leadership roles across SPS need to 
take a good, hard look at their biases and their 
behaviors, and actually listen -- but there is a 
strong "culture of silence" and fear of losing one's 
job if one speaks out, so management doesn't hear 
these voices. I don't know what could change this, 
because management sticks together in not 
holding each other accountable.’ 
 
‘I think surfacing these issues, so we all are more 
comfortable discussing them together to increase 
our sense of community is a good thing.  This 
needs to be an ongoing process.  Diversity tends 
to be concentrated in upper administration and 
lower management at SPS.’ 
 
‘No recommendations at this time.’ 
 
‘Include breakout rooms after Town Halls.’ 
 
‘Realize that our student population are busy 
working people.’ 
 
‘There is a culture of overwork at SPS.  We are a 
small college with a lot that needs to be done.  I 
would be able to better engage with community 
activities if I were not stretched so thin at times.’ 
 
‘For some of us, the stresses of the pandemic have 
NOT lessened, so outreach and support would 
really help.’ 
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Role Gender 
Identity  

Race/ 
Ethnicity  

Diversity 
Climate 

Satisfaction 
(Mean) 

“What one word or sentence would you 
use to describe the sense of community 

you feel at CUNY SPS? ” 

‘What one change would you make to enhance 
the sense of community at CUNY SPS?” 

CUNY email and the escalated contact 
within my online courses has helped to 
maintain a sense of community for my 
students and myself.’ 
 
‘I teach strictly online, but I still feel 
connected and a sense of community 
working for SPS.  I have taught online at 
other schools and felt a strong sense of the 
opposite.  CUNY SPS has got it right!’ 
 
‘SPS has a very strong sense of 
community’ 
 
‘The community at SPS is open and 
friendly and welcomes everyone’ 
 
‘Welcoming’ 

 
‘When the pandemic is over...more face-to-face 
activities for online instructors (lectures, meet and 
greets, etc.).’ 
 
‘There is no change at this time.’ 

Nonbinary/ 
Did not 
disclose 
(n = 2) 

U.S. POC/ 
International 

(n = 1) 
1.0 

‘Contingent on appearing non-threatening 
to people in power and the people in power 
come from dominant social groups’ 

‘Giving more adjunct faculty full-time 
appointments so they can make living while at 
SPS, particularly Black, Indigenous, and other 
faculty of color’ 

U.S. White 
(n = 1) 2.0 ‘Conditional’ 

‘Plenty of marginalized faculty members, but we 
are treated as disposable, as adjuncts without 
respect from within SPS or fair pay. Equity in the 
workplace would do a lot.’ 

Staff/ 
Admin 
(n = 90) 

Male 
(n = 19) 

U.S. POC/ 
International 

(n = 9) 
3.55 

‘Myopic’ 
 
‘Friendly community!’  
 

‘This is a petty hierarchical culture where, where 
the administration feigns being clueless and 
constantly surprised at staff and faculty 
dissatisfaction and morale, if at all brought to their 
attention. The community is so overworked, 
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Role Gender 
Identity  

Race/ 
Ethnicity  

Diversity 
Climate 

Satisfaction 
(Mean) 

“What one word or sentence would you 
use to describe the sense of community 

you feel at CUNY SPS? ” 

‘What one change would you make to enhance 
the sense of community at CUNY SPS?” 

‘I have always felt as an important and 
welcomed member of the CUNY SPS 
community’ 
 
‘Compartmentalized…’ 
 
‘Home’ 
 
‘Included’ 
 
‘Safe’ 
 
‘Unified’ 
 
‘Welcoming’ 

disregarded, sabotaged, and poorly managed that 
people are frequently left feeling insecure and 
anxious and act out at colleagues creating an 
environment of bullying and disrespect. I would 
recommend at least striving for a culture of 
respect, a culture that isn't in a constant state of 
frenzy and chaos, a culture where people can be 
themselves and do their best meaningful work.’ 
 
‘Everyone is in one building’ 
 
‘Make building community more possible by 
critically evaluating and addressing the enormous 
workloads carried by most staff.’ 
 
‘Transparency in how senior management 
decisions is made.’ 
 
‘Greater opportunity to interact with people from 
other departments.’ 
 
‘More events that mix staff and faculty outside of 
the office setting.’ 

U.S. White 
(n = 10) 

3.7 

‘A bit fractured’ 
 
‘Everyone is out for themselves’ 
 
‘Siloed’ 
 
‘Bending towards justice’ 
 
‘Evolving as the institution grows’ 
 

‘Enhanced Staff/Faculty Supports (So those 
students can be served better).’ 
 
‘Ongoing professional development’ 
 
‘Encourage more interdepartmental interactions 
especially between PEWL and academic side.’ 
 
‘Talk together about it more’ 
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Role Gender 
Identity  

Race/ 
Ethnicity  

Diversity 
Climate 

Satisfaction 
(Mean) 

“What one word or sentence would you 
use to describe the sense of community 

you feel at CUNY SPS? ” 

‘What one change would you make to enhance 
the sense of community at CUNY SPS?” 

‘I feel there is a good sense of community 
at SPS, but it is still a work in progress.’ 
 
‘SPS makes efforts to be inclusive and 
community driven, but I do not actively 
seek out a sense of community in my 
workplace.’ 
 
‘Well-intentioned, but not always 
successful/shallow comprehension of 
diversity.’ 
 
‘Inviting’ 
 
‘Possibility. CUNY SPS is a relatively 
young school, so there is a rare opportunity 
here to discuss issues of equity and 
diversity that may be more difficult at a 
more established, institutionally 
entrenched school.’ 

‘Establish structured weekly or monthly hours for 
community engagement.’ 
 
‘Need to diversify the top leadership of the 
school.’ 
 
‘I do not seek community in my workplace, but I 
would like SPS to have a strong, actionable 
commitment to an equitable workplace.’ 
 
‘Digging deeper. Surveys are narrow/don't offer 
people the opportunity to express themselves. The 
word choices in questions on these surveys are 
mediocre at best and make a lot of assumptions. It 
would be better to spend time within and really 
witness interactions to understand how to build 
community.’ 
 
‘I don't feel the need for a change.’ 
 
‘Have more happy hours/socializing events.’ 

Female 
(n = 71) 

U.S. POC/ 
International 

(n = 44) 
3.7 

‘Absent’ 
 
‘Actions speak louder than words, and 
what they do, is not consistent with what 
they say.’ 
 
‘Biased’ 
 
‘Developing’ 
 
‘Disconnected’ 
 

‘Further working with the CIED committee to 
promote and host various programs that relate to 
equity, diversity, and inclusion.’ 
 
‘Working as a team, instead of as a military 
organization, where people pull rank every time 
someone disagrees, without even listening or 
considering the facts’ 
 
‘Expand leadership to include individuals who are 
committed to increasing equity, diversity and 
inclusion.’ 
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Role Gender 
Identity  

Race/ 
Ethnicity  

Diversity 
Climate 

Satisfaction 
(Mean) 

“What one word or sentence would you 
use to describe the sense of community 

you feel at CUNY SPS? ” 

‘What one change would you make to enhance 
the sense of community at CUNY SPS?” 

‘Distant’ 
 
‘Expanding’ 
 
‘Fake’ 
 
‘Friendly’ 
 
‘I am a new employee and cannot 
comment yet on the cultural climate of 
CUNY SPS. In general, everyone has been 
welcoming and supportive since I started. 
However, since I have not met anyone in 
person it is impossible to reflect on the 
sense of community, especially in the 
context of diversity and equity.’ 
 
‘I do not feel any sense of community at 
SPS except in the first 5 months of the 
pandemic.’ 
 
‘I only feel it with a few people’ 
 
‘Only with a few people’ 
 
‘I think the community needs a foundation 
of one-to-one contact and as a staff 
member who began during the pandemic 
and works on a small team, I do not have 
this sense of community.’ 
 
‘It could be better’ 
 
‘Nonexistent’ 

 
‘Looking outside of the executive leadership team 
to help build the community for skilled staff and 
faculty that offer a diverse background in 
education, experience, and knowledge. Training 
for executive leadership on equity and diversity, 
in addition directors who lead each department.’ 
 
‘Eliminated the little groups’ 
 
‘More transparency of what other folks is doing in 
relation to their job duties, and how this can help 
other folks be more efficient at their 
responsibilities.’ 
 
‘Require leadership training for those who 
supervise so they can better consider their staff's 
needs and identify solutions.’ 
 
‘Cultural competency training for supervisors 
when managing assistants’ 
 
‘More diverse leaders’ 
 
‘Bring diversity to upper tier of the administration 
as in gender, academic background, credentials 
and ethnicity (too many "white, middle-aged 
women " injecting themselves, manipulating and 
controlling processes at all levels without a clear 
understanding of the processes or knowledge to 
being with; throwing their weight around, creating 
division, unhealthy competitiveness among staff 
and peers, and advancing those who are part of 
their click. Hoping these concerns change the 
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Role Gender 
Identity  

Race/ 
Ethnicity  

Diversity 
Climate 

Satisfaction 
(Mean) 

“What one word or sentence would you 
use to describe the sense of community 

you feel at CUNY SPS? ” 

‘What one change would you make to enhance 
the sense of community at CUNY SPS?” 

 
‘Silos’ 
 
‘Siloed’ 
 
‘You do not necessarily "see" our 
community especially when our students 
and faculty are online.’ 
 
‘A work in progress’ 
 
‘Acceptance’ 
 
‘Before Covid, the environment at PEWL 
was very diverse across the board. It was 
clear that diversity was not lip 
service.  However, when discussing 
socioeconomic diversity, the issue is 
limited when it comes to decision-making. 
Top-down hierarchy is a synonym for 
exclusion.’ 
 
‘Community within silos’ 
 
‘Comradery’ 
 
‘Family’ 
 
‘I feel blessed to be a part of this 
community, but I can sense that others do 
not feel the same, and that saddens me.’ 
 
‘Occasional’ 
 

toxic culture that remains at SPS especially on the 
10th floor. There is air of superiority, arrogance, 
and brown-nosing practice.  Equity to recognize 
people for their work and not because of who they 
work for. *Someone suggested (via suggestion 
box) having a monthly Recognition/Shout Out 
publicly sent about individual for a job well done. 
(Personally, it should be for someone going above 
and beyond.) I am sure the suggestion came from 
the right place and with good intentions. 
However, my instinct said the click would hijack 
it. And they did. Sad. Or was it suggested by the 
click to highlight themselves? Who knows? 
Also, this survey should not be grouping students 
with faculty/staff. We are treated differently and 
play different roles. Remember the student is the 
consumer, we are not.’ 
 
‘Frankly, I am tired of talking about it. I think if 
the upper administration were diverse, the overall 
culture would change. I do not feel much 
community outside of the circle of people I work 
with directly. It is probably a result of the culture 
of silos more than a diversity issue.’ 
 
‘Provide more opportunities for one-to-one or 
small group engagement rather than large forums 
like the town halls which seem to be the main 
instrument that SPS uses for building 
community.’ 
 
‘Once we're back on campus, lunch with 
leadership. I think many people don't know the 
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Role Gender 
Identity  

Race/ 
Ethnicity  

Diversity 
Climate 

Satisfaction 
(Mean) 

“What one word or sentence would you 
use to describe the sense of community 

you feel at CUNY SPS? ” 

‘What one change would you make to enhance 
the sense of community at CUNY SPS?” 

‘So far, the staff is engaged with each 
other.’ 
 
‘Supportive’ 
 
‘There is a great effort in different 
activities to increase community 
engagement. However, I don't think staff 
are connected to these activities. You see 
the same people participating at all these 
events. There is really a disconnect 
between staff that work even in the same 
department or same floor. I really can't 
pinpoint what the problem is. I just feel 
this way.’ 
 
‘Collegial’ 
 
‘Diverse. I experience more diversity at 
CUNY SPS (age, race, sexual orientation, 
etc.) than I do in my personal life.’ 
 
‘Family’ 
 
‘Family and friends, it is truly such a 
positive environment.’ 
 
‘I am an immigrant myself; English is not 
my first language, and I was lucky to get a 
work visa that allowed me to stay in the 
country and work at the organization I 
admire so much. CUNY is my home, and I 
am 100% committed to what the institution 
stands for.’ 

SPS leadership at all and they don't know the 
people who work for them.’ 
 
‘Improve communications and more 
transparency.’ 
 
‘Cross-functional teams’ 
 
‘Ensure that everyone has the opportunity to 
engage in all activities and events at SPS and 
make decisions made by senior leadership more 
transparent.’ 
 
‘Respect and acknowledgement of other political 
affiliations.’ 
 
‘More individuals that look like me in positions of 
leadership.’ 
 
‘Community activities’ 
 
‘I would change the way decisions are made for 
the university.  There is no inclusion of the faculty 
or lower administration.’ 
 
‘View school as one entity, rather than academic, 
non-academic, etc.’ 
 
‘Greater diversity in leadership and 
communication.’ 
 
‘I think it is important to create time for people to 
engage by hiring more.’ 
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Role Gender 
Identity  

Race/ 
Ethnicity  

Diversity 
Climate 

Satisfaction 
(Mean) 

“What one word or sentence would you 
use to describe the sense of community 

you feel at CUNY SPS? ” 

‘What one change would you make to enhance 
the sense of community at CUNY SPS?” 

 
‘I feel that CUNY SPS is a place where I 
can openly express my views and feelings. 
While there are still some spaces where 
this still feels risky, overall, I do feel that 
CUNY SPS is genuinely and actively 
working to create an environment of 
inclusivity.’ 
 
‘I love our community; I think we're doing 
great and very avant-garde when talking 
about inclusion.’ 
 
‘Powerful’ 
 
‘SPS staff work like a basketball team. 
Excellent leadership and partnership.’ 
 
‘Strong sense of community within our 
suite’ 
 
‘Unity’ 
 
‘Welcoming’ 

‘Have more communication between 
teams/"levels" of seniority. More open and 
transparent communications.’ 
 
‘Raise awareness through more discussions. I feel 
when some statements are made, those making the 
statements are unaware their statements are 
offensive. Some are so accustomed to being able 
to say what they want, when they want, that they 
don't give a second thought to how it may be 
perceived by their audience.’ 
 
‘Communication’ 
 
‘Increased communication re: all campus 
activities.’ 
 
‘I think SPS' 'sense of community ' is ingrained 
into the people that work here. There is always a 
sense of urgency and not much "human" 
connections. I'm not sure that there is much that 
can be done. Perhaps the change needs to come 
from the upper manager.’ 
 
‘I'm really not sure. I think SPS already offers lots 
of different types of activities for social 
interaction.’ 
 
‘More inclusiveness tools for those with 
disabilities.’ 
 
‘I would like more opportunities to collaborate 
with other departments.’ 
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Role Gender 
Identity  

Race/ 
Ethnicity  

Diversity 
Climate 

Satisfaction 
(Mean) 

“What one word or sentence would you 
use to describe the sense of community 

you feel at CUNY SPS? ” 

‘What one change would you make to enhance 
the sense of community at CUNY SPS?” 

‘Support our leadership in having our colleagues 
sharing work related activities and projects. This 
could enhance exchange and knowledge.’ 
 
‘Add office and officer for international (f-1) 
students, plus office and officer for international 
scholars/faculty (j-1).’ 

U.S. White 
(n = 25) 3.7 

‘Fracturing’ 
 
‘Disjointed.  I have a strong bond and 
connection with my immediate team and 
unit and a handful of others at SPS with 
whom I regularly work or have been at the 
school as long as I have, but beyond that it 
feels like a disconnect.’ 
 
‘I feel both a sense of community among 
some and deep divisions among others.’ 
 
‘Not deeply connected, but I do feel 
supported during hardship.’ 
 
‘Siloed, small groups vs school-wide 
community’ 
 
‘There are sub communities that are 
healthy.  I feel that there is no school-wide 
community that is healthy with an ethos 
that everyone needs to take responsibility 
for a common culture.’ 
 
‘Warm and welcoming community that 
assumes I must feel the same way about 

‘Strive for equity in workload, job titles, and pay’ 
 
‘There should be a way to co-mingle the "10th 
floor" with the rest of the organization.  There is a 
top-down structure, and it creates a stratification 
in some ways.’ 
 
‘Equity in workload and pay.’ 
 
‘Space for people to be more personable; people 
are very private about who they are outside of 
work.’ 
 
‘Mentoring’ 
 
‘The learning series from CIED is game-
changing.  Invest in more training and 
discussions, make it mandatory for all staff, not 
optional.’ 
 
‘One change is not enough and so this question 
feels more of a band-aid approach.’ 
 
‘Open up the offices for those who want to 
return.’ 
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Role Gender 
Identity  

Race/ 
Ethnicity  

Diversity 
Climate 

Satisfaction 
(Mean) 

“What one word or sentence would you 
use to describe the sense of community 

you feel at CUNY SPS? ” 

‘What one change would you make to enhance 
the sense of community at CUNY SPS?” 

political issues, which leads me to keep my 
mouth shut whenever it comes up.’ 
 
‘All views are welcome and respected, 
with the understanding that reasonable 
people may differ in their opinions and 
attitudes.’ 
 
‘At SPS I have experienced supportive 
colleagues, strong friendships, and have 
found people have good intentions.’ 
 
‘Considering that I have been working 
only remotely at CUNY SPS I would say 
that the sense of community is basically 
limited to a half dozen colleagues with 
whom I work regularly.’ 
 
‘Generally, very positive - people seem 
really dedicated to building an inclusive 
community at CUNY SPS.’ 
 
‘I definitely have a sense of community 
with the people I work with most closely.’ 
 
‘I feel that the mission of SPS supports 
community and diversity at the same time 
but hiring practices don't always align with 
the mission.’ 
 
‘Improving’ 
 
‘SPS does better than many places but has 
some big blind spots.’ 

‘More collaborative online spaces’ 
 
‘It’s a great culture.’ 
 
‘We need better communication.’ 
 
‘More opportunities to interact, particularly in 
person (events, parties, etc.) so we can get to 
know each other better!’ 
 
‘Staying engaged in this process and creating a 
culture of care.’ 
 
‘Would like there to be clear policies that protect 
dedicated long-term employees from being 
overlooked in tenure & promotion, both faculty 
and staff.’ 
 
‘More support for faculty’ 
 
‘Monitor workload so that minority employees 
aren't doing more than straight white women.’ 
 
‘The School's Committee on Institutional Equity 
and Diversity (CIED) has become a useful and 
much needed venue for raising DEI issues and 
offering training, discussion forums, books, etc. 
about DEI. However, we need to make sure that it 
includes and offers opportunity for reflection on 
multiple types of equity and inclusion -- across 
race, religion, disability, sexual orientation, etc. 
statuses -- to be truly inclusive and not too 
narrowly focused on any one of these areas. It is 
also largely a volunteer group and would be 
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Role Gender 
Identity  

Race/ 
Ethnicity  

Diversity 
Climate 

Satisfaction 
(Mean) 

“What one word or sentence would you 
use to describe the sense of community 

you feel at CUNY SPS? ” 

‘What one change would you make to enhance 
the sense of community at CUNY SPS?” 

 
‘The environment is very respectful of 
others and their differences, though it is 
sometimes slow to react to issues that are 
raised by different units and staff.’ 
 
‘Trying to improve’ 
 
‘Family’ 
 
‘Friendly and kind’ 
‘Supportive’ 
 
‘Very engaging and welcoming’ 

helpful if a staff person or two could be hired to 
be committed to this work vs. relying on staff who 
have other full-time jobs and responsibilities.’ 
 
‘More easily digestible central communications 
about important events in the life of the 
community (maybe made at community meetings 
instead of in emails)’ 
 
‘More support/ training for adjunct faculty.’ 
 
‘More racial and ethnic diversity among senior 
leadership at SPS.’ 

Not disclosed 
(n = 2) 3.0 ‘I feel connected yet disconnected at the 

same time from the community.’ 

‘More respect, less passive aggressive narcissistic 
manipulative behavior’ 
 
‘Making some events mandatory for all to attend. 
Especially now in a remote working 
environment.’ 

Grad/ 
Undergrad 

Students 
(n = 8))  

Male 
(n = 2) 

U.S. POC/ 
International 

(n = 1) 
5.0 ‘Integrated silos’ ‘Platforms for students to engage in apart from 

individual courses’ 

U.S. White 
(n = 1) 5.0 ‘Diverse but somewhat disconnected’  

Female 
(n = 5) 

U.S. POC/ 
International 

(n = 4) 
4.0 

‘Isolation. With an online program, I find 
it difficult to form supportive and 
meaningful relationships with my peers. 
As an out of state student, I am ineligible 
to receive CUNY SPS Counselling 

‘Create more program specific clubs or groups 
that students can have a 'face to face' element of 
getting to know each other even if it means 
virtually. I find that CUNY SPS lacks culturally 
specific clubs and programming. I tend to find 
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Role Gender 
Identity  

Race/ 
Ethnicity  

Diversity 
Climate 

Satisfaction 
(Mean) 

“What one word or sentence would you 
use to describe the sense of community 

you feel at CUNY SPS? ” 

‘What one change would you make to enhance 
the sense of community at CUNY SPS?” 

Services or even bursaries from the Bursar 
office. I find the few clubs that I have 
joined at CUNY SPS lack diversity and 
representation of students that look like 
me.’ 
 
‘Belonging is one word I'd chose but also, 
it's a very supportive environment’ 
 
‘Inclusive’ 
 
‘Although I am enroute to complete my 
degree, I am contemplating achieving 
another. I feel comfortable in CUNY 
because I belong here.’ 

that CUNY SPS lacks diversity within the faculty 
that work within the Disability Services 
department. CUNY SPS needs to do more to 
create a sense of student community as most 
students like myself are forced to find 
communities of their own which is difficult to do 
in an online setting. To be honest, while I do 
complete the discussion board posts each week for 
my classes, I feel detached from my peers as I 
don't have any way of "really" getting to know 
them other than reading their posts. I wish there 
was more informal programming so I can get to 
chat with them more.’ 
 
‘More peer-to-peer conversations and panels 
should take place across disciplines and fields. I 
volunteer myself to host a podcast backed by 
CUNY SPS that aims to do such.’ 
 
‘I would love for it to become more visible. I 
believe it isn't as recognizable as many of the 
other CUNY schools and it is unfortunate.’ 

U.S. White 
(n = 1) 5.0 ‘It has given me the opportunity to grow in 

my career.’ 
 

Nonbinary/ 
Did not 
disclose 
(n =1) 

U.S. White 
(n = 1) 4.0 ‘Involved’ ‘More engagement opportunities’ 
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Table 3. Calls to Action  
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Recommendations: 
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HEDS Quantitative Data Summary 

 

Table 4. Demographics of HEDS Survey Respondents 

Demographic Variable n 
 

Gender  
     Male   33 
     Female 121 
Age  
     Younger than 25    2 
     25-34  27 
     35-44  47 
     45-54  37 
     55-64  24 
     65 or older  18 
Tenure  
     Less than 1 year  23 
     1-4 years  54 
     5-9 years  37 
     10 or more years  28 
Employee Status  
     Full-time 101 
     Part-time   42 
Race/Ethnicity  
     Identifies only White   71 
     Does not identify White   82 
Citizenship  
     U.S. Citizen 150 
     Not a U.S. Citizen     7 
Sexual Orientation  
     Identifies as heterosexual 124 
     Does not identify as heterosexual   29 
Military  
     I am currently serving 0 
     I am no longer serving 5 
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Table 5. DEI Activity Results 
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Table 6. Discrimination/Harassment Reports at CUNY 

 
  

Discrimination/Harassment Reports                                        
 
 
Have you ever been discriminated against or harassed on this institution 
campus, at an off-campus residence, or at an off-campus program/event 
affiliated with this institution? 

Percent 

     Yes 8.9 
     No 82.9 
     Unsure 8.2 
Did any of these incidents of discrimination or harassment at this 
institution occur in the last year? 

 

     Yes 50.0 
     No 50.0 
Did incidents of discrimination or harassment occur in the following 
locations? (Select all that apply) 

 

     In a departmental office or conference room 28.6 
     In an individual faculty or staff member's office 14.3 
     At a program/event affiliated with or sponsored by this institution 14.3 
     Via the internet or social media 57.1 
Was the source of the discrimination/harassment a member of the 
following groups? 

 

     Students 14.3 
     Faculty 28.6 
     Staff 14.3 
     Admin 85.7 
What forms of discrimination/harassment have you experienced in past 
year? 

 

     Ignored 57.1 
     Derogatory written comments 42.9 
     Derogatory remarks 28.6 
     Derogatory/unsolicited emails 28.6 
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     Intimidated/bullied 57.1 
  

 

Figure 1 (a- k). Interactions with Groups Other Than Those One Identifies With 
 
Figure 1a 

 
 
 
 
Figure 1b 
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Figure 1c 

 
 
Figure 1d 
 
Figure 1d 
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Figure 1e 
 
Figure 1e 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 1f 
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Figure 1g 

 
 
 
 
Figure 1h 
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Figure 1i 

 
 
 
 
 
Figure 1j 
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Figure 1k 
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Figure 2 (a-k). Comfortability with Groups Other Than Those One Identifies With 
 
Figure 2a 
 

 
 
 
Figure 2b 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 2c 
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Figure 2c 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 2d 
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Figure 2e 
 
 

 
 
Figure 2f 
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Figure 2g 
 
 

 
 
 
 
 
Figure 2h 
 
 
 
 
 
 
 
 
 
 
 
 
 



55 
 

 

Figure 2i 
 

 
 
 
Figure 2j 
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Figure 2k 
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Figure 3 (a-n). HEDS Survey Summary Report 

Figure 3a 
Campus Climate for Diversity and Equity 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
Figure 3b 
Institutional Support for Diversity and Equity 
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Figure 3c 
Perspective on Diversity 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 3d 
Comfort Sharing Views 
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Figure 3e 
Insensitive/Disparaging Remarks 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 3f 
Insensitive/Disparaging Remarks  
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Figure 3g 
Source of Insensitive/Disparaging Remarks 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 3h 
Process for Reporting Discrimination/Harassment 
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Figure 3i 
Experiences with Discrimination/Harassment 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 3j 
Experiences with Discrimination/Harassment 
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Figure 3k 
Discrimination/Harassment in Past Year 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 3l  
Form of Discrimination/Harassment 
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Figure 3m 
Source of Discrimination/Harassment 
 

 
 
 
 
Figure 3n 
Discrimination/Harassment Reports 
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Figure 4 (a-d): - Diversity Comparison Summary Reports 

 
Figure 4a:  Campus Climate for Diversity and Equity Comparison 
 
The graphs below present results from key questions on the climate for and 
views on diversity and equity at your campus. The first graph focuses on overall 
campus climate, people's sense of belonging to the community. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
This graph presents data from Question 5, "To what extent do you agree that diversity on 
campus improves experiences and interactions within the classroom, the workplace, and the 
overall community?" and Question 6, "Overall, how comfortable would you be sharing your 
views on diversity and equity at this institution?" 
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Figure 4b:  Insensitive or Disparaging Remarks Comparison 
 
In the below, we show results related to hearing insensitive or disparaging remarks. In our 
analyses, we've found that having these experiences influences all of the measures of 
campus climate we reviewed on the previous worksheet of this report. Specifically, the more 
often people (a) hear insensitive or disparaging remarks about people's identity or (b) 
experience discrimination or harassment: 
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Figure 4c:  Possible Areas of Concern within your Institution 
 
In this worksheet, we identify instances in which there are substantial differences among 
groups on campus in their experiences of: 
 

1. Campus Climate for Diversity and Equity 
2. Institutional Support for Diversity and Equity 
3. Hearing insensitive or disparaging remarks 
4. Experiencing discrimination or harassment 

 
In the table below, we only note instances in which there were substantial differences in our comparisons. 
 

 
  

staff/administrators faculty

individuals with no religious affiliation
Christians, individuals with religious identities outside of 
Christianity

liberal individuals conservative individuals

staff/administrators faculty

women (cisgender) men (cisgender)

individuals with no religious affiliation Christians

liberal individuals middle-of-the-road individuals, conservative individuals

LGBQ+ individuals heterosexual individuals

individuals with no religious affiliation
Christians, individuals with religious identities outside of 
Christianity

liberal individuals middle-of-the-road individuals, conservative individuals

middle-of-the-road individuals conservative individuals

individuals with a long-term disability individuals without a disability

Discrimination or Harassment

Negative Experiences at CUNY School of Professional Studies

Insensitive or Disparaging Remarks

Climate & Support at CUNY School of Professional Studies

Campus Climate for Diversity and Equity

Institutional Support for Diversity and Equity

no substantial
differences in 

hearing insenstive or 
disparaging remarks

experienced 
substantially more
discrimination or
harassment than

perceive 
substantially less

institutional support
than

have substantially
less positive views of
campus climate than
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Figure 5: HEDS- CUNY Campus Climate Survey 
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