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Brief Summary

The Current Study (2014-2019)
The present study was conducted as part of the ongoing review of the status of women
at Brandon University (BU) by the Status of Women Review Committee (SWRC). It consisted of
two parts: Archival data and an electronic survey.
Archival data from the offices of Human Resources and the Vice-President Academic and
Provost, as well as hiring, promotion, tenure, BURC grants, and sabbatical Data Collection
Forms from the past five years, were analyzed in order to determine whether there are
inequities between female and male faculty members. The findings were then compared to
those of past Status of Women Review Committee studies (2014, 2009, and 2004) and the
national statistics report of the Canadian Association of University Teachers (CAUT, 2017)
to determine if BU is continuously achieving a more equitable workplace and how it
compares to other Canadian Universities.
Archival data were gathered on all 241 current members of Brandon University Faculty
Association (BUFA) (134 females; 107 males; 224 full-time members; 17 part-time
members; including PA, AA, and IA ranks; excluding sessional instructors).
The Status of Women Review Committee (SWRC) developed an electronic survey for
Brandon University Faculty Association (BUFA) members to complete between March and
May 2019. The survey assessed members’ perceptions of the working, research, and
teaching environments at BU, and men’s and women’s professional and educational goals,
unique challenges, and overall satisfaction at BU. Furthermore, participants had an
opportunity to discuss suggestions for the SWRC.
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A total of 89 BUFA members (66% female and 29% male, 5% Not Specified) completed
the survey.
Results of Archival Data
Gender Distribution
Over the last five years, there has been a small increase in the proportion of full-time
female faculty at BU. Women currently represent 53% of full-time faculty members,
whereas in 2014 they represented 49.8%. BU has shown a continuous, positive trend
towards a proportionate representation of women, although it appears the trend is
currently plateauing.
The Faculty of Health Studies is significantly female-dominated. Accordingly, it is important
to consider that the gender distribution within this faculty may strongly influence this
positive trend identified. When the Health Studies faculty members were excluded, women
represented only 45% of the full-time faculty members.
Education (52% female), and Student Services (85% female), faculties have improved with
respect to achieving a proportionate representation of women. However, women are still
significantly under-represented in the Science faculty (31% female) and over-represented
in the Health Studies faculty (96% female).
Male faculty members have significantly more years of service at BU than female faculty
members (15.50 years versus 12.12 years).
Women are significantly under-represented in higher academic ranks (e.g., female faculty
represent 28% of the Professor faculty), and over-represented in other ranks (e.g., female
faculty represent 83% of the Instructional Associate faculty). Furthermore, full-time women
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are under-represented in the high-end of the salary scale and significantly overrepresented in the low-end.
Salary
On average, when considering only the traditional academic ranks (Full Professor, Associate
Professor, Assistant Professor, and Lecturer), except for Assistant Professor rank, male
faculty members at BU earn slightly more than their female counterparts.
Female faculty earn an average of: 96 % of their male counterparts at the rank of Full
Professor/ PA IV; 95 % of their male counterparts at the rank of Associate Professor/ PA III/
CIS III; 96% of their male counterparts at the rank of Assistant Professor/ PA II/ AA II/ CIS II;
and 98% of their male counterparts at the rank of Lecturer/PA I/AA I/IA III/CIS I.
Appropriate t-tests for each category were conducted to assess if the differences in salary
by gender were significant, and the results revealed that females in the second category
(Associate Professor/ PA III/ CIS III) earn significantly less money than their male
counterparts.
No significant difference in salary by gender was found for the other academic rank levels
of PA, IA and AA.
Hiring Statistics
Over the last five years, more women have been hired than men (62% versus 38%) for fulltime faculty positions.
When the faculty of Health Studies is excluded, more women still have been hired than
women (57% versus 43%).
Males and females were similar with regard to their application success.
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Among the traditional academic ranks, significantly more newly-hired women held Masters
Degrees as their highest degree attained than men (31% women versus 7% men).
No statistically significant differences in highest degree attained at hire by gender are
found when Health Studies faculty members are excluded (e.g., 18% of women had
Masters Degrees versus 6% men).
Women are significantly more likely to be hired in the other academic ranks than men and
are less likely to be hired in the higher academic ranks than men.
Over the last five years, when considering only the traditional academic ranks, female
faculty members had a greater starting salary (full-time female = $79,825; full-time male
=$79,405).
No statistically significant differences in the starting salary by gender are found.
Gender, starting year and starting rank has not accounted for significant amounts of
variance in starting salary.
Promotions
Full-time female faculty members in traditional ranks were granted their first promotion in
more years of service than male (7.35 years versus 6.78 years), although the difference was
not statistically significant.
In other ranks, in particular Professional Associate (PA), females were granted their first
promotion in slightly fewer years of service than female (13.62 years versus 13.66 years)
Women were shown to have slightly fewer years of service than men in between their first
and second promotion (3.67 years versus 4 years).
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Over the last five years, men and women shared similar success rates in promotion
applications.
Type of Appointment
Significantly, a smaller percentage of female faculty members hold tenured positions than
male faculty members (45% of females versus 72% of males) and a greater percentage hold
continuing positions* than male (25% of females versus 7% of males).
When the faculty of Health Studies is excluded, these gender differences are no longer
statistically significant.
Female faculty members were significantly less likely to hold tenured positions in
comparison to male (43% of females versus 57% of males) and significantly more likely to
hold continuing* positions than male (79% of females versus 21% of males).
When the faculty of Health Studies is excluded, these gender differences are no longer
statistically significant.
*Continuing appointments can be proposed to only Instructional and Administrative Associates
(Collective Agreement, April 1, 2015, to March 31, 2019)

Tenure Applications
Men and women shared similar success rates in tenure applications.
Full-time men had fewer years of service before granted tenure (3.32 years) than women
(3.85 years), although this difference was not statistically significant.
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Other Questions of Equality for Faculty Members

Sabbatical Leave
Full-time men and women shared similar numbers of sabbaticals taken, numbers of years
before the first sabbatical, and success rates of sabbatical applications.

BURC Applications
Over the last five years, male and female faculty members have been awarded roughly
equal numbers of BURC grants and BURCs of equal grant value.
Overload
On average, 27.6% of full-time male faculty members and 72.4% of full-time female had
teaching overloads over the last five years.
Of these members, women have had an average overload of 4.57 credit hours and men
an average overload of 1.99 credit hours.
Statistically, significant gender differences were found with regard to overload.
When the faculty of Health Studies is excluded, these gender differences are no longer
statistically significant.
Survey Results
Working Environment
In general, females rated Mentor(s), and males rated their Dean, Professional Development
Accounts/ Professional Development Funds (PDA/PDF), and Colleagues as factors with very
positive impact on their working Environment at BU.
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Both female and male participants provided additional comments about negative factors
which were generally categorized into two main themes: Colleagues, and Lack of Faculty.
Female participants, in particular, suggested other factors that had negative impacts,
including Lack of Resources and Financial Support, Lack of Support and Respect from Dean
and Senior Administration, Gender Inequity at Work, Inefficient Human Resources, and
Inequitable Work Distribution, in the order of their frequency.
Participants provided suggestions to improve their working environment which were
conceptualized into four major themes in the order of their frequency; 1: Improvement at
Institutional level (Chair, Dean and Union), 2: Reduce Workload and Maintain Equitable
Work Distribution, 3: Establish Effective Conflict Resolution, and 4: Improve Resources.
Research Environment
Generally, males rated their Dean and PDA/PDF as factors with very positive impact on
their research environment at BU. Females did not rate any factors with very positive
impact, however, they rated Human Resources with a Somewhat Negative Impact.
Both female and male participants provided additional comments about negative factors,
which were generally categorized into one main theme: Lack of Support from the Research
Office, Dean and Senior Administration.
Female participants, in particular, suggested other factors with negative impacts, which
were Heavy Workload, Lack of Mentorship Programs, Unclear Research Expectations and
Culture, and Lack of PDA/PDF.
Participants provided suggestions to improve their research environment which were
conceptualized into six major themes in the order of their frequency; 1: Support from
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Research Office, Chair, and Dean, 2: Establishing Effective Conflict Resolution, 3: Reducing
Workload, 4: Supporting New Staff; 5: Having Mentorship Programs, and 6: Improving
Research Cultures by establishing efficient research strategies and policies.
Teaching Environment
Generally, males rated their Dean and Colleagues as factors having a very positive impact
on their teaching environment at BU. Females rated all the factors as having a Somewhat
Positive Impact.
Both females and males provided additional comments about negative factors, which were
generally categorized into two main themes: Lack of Resources and Financial Support, and
Heavy Workload.
Female participants, in particular, suggested other factors with negative impacts, which
were Lack of Communication between Colleagues, and Lack of Support from Chair and
Dean.
Participants provided suggestions to improve their research environment which were
conceptualized into five major themes in the order of their frequency; 1: Reduce High
Workload 2: Establish Better Physical Infrastructure, 3: Increase Resources, 4: Focus on
Quality Teaching, and 5: Enhance Student Services.
Professional and Educational Goals
To female participants, the top three most important goals were to Maintain My Research
Program; Create or Update Courses or Programs; and Publish More Papers.
To male participants, the top three most important goals were to Acquire Tenure, to
Establish a Credible Research Program, and to maintain my Research Program.
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Workload Distribution
A greater Percentage of female’s time was reported to be spent on Teaching than Males
(60% vs 46%).
A greater percentage of male’s time was reported to be spent on Service than females’
(27% vs 19%).
Excluding the faculty of Health Studies from the analysis did not significantly affect the
workload distribution by gender.

Unique Challenges
Unique challenges that participants discussed were often about Inequitable Workload
Distribution and lack of Work-Life Balance.
Overall Satisfaction
On a scale from being very unsatisfied (-2) to very satisfied (+2), on average, female
participants specified that their overall satisfaction at BU at was neutral. Male participants
were shown to be Somewhat Satisfied (+1).
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Introduction

One of the critical priorities at Brandon University is Gender Equity. Employment Equity
is defined as “Hiring the most suitably qualified applicant for any open position while ensuring a
fair and equitable hiring process and the qualifications required for each position for all persons
is taking place. The Parties agree to cooperate in the identification and removal of all barriers to
the recruitment, selection, hiring, retention, and promotion of the following groups: women,
Aboriginal peoples, persons with disabilities and visible minorities.” (University of Western
Ontario, 2010).
Despite improvements in higher education towards gender equity, women are still
greatly under-represented among tenured professors and within specific fields. Women
experience pay gaps and higher unemployment rates relative to their male colleagues (CAUT,
2017). In spite of long-lasting employment equity practices and policies authorized by federal
legislation (Balkin, 1996), the issue of diminishing these inequities still persists. Therefore,
monitoring of the status of women is important to ensure that it is continuously improving, and
awareness of the barriers that women encounter is crucial so that essential adjustments can be
made.
The Brandon University Status of Women Review Committee (SWRC) has been making
attempts to ensure that women’s experience at Brandon University (BU) is consistently
improving. The SWRC was established in February of 1988 by BU and the Brandon University
Faculty Association (BUFA) to ensure “equal opportunities for women in the University
community and, recognizing the systemic discrimination to which women have been subjected
in the past, the Parties are especially committed to improving the status of women in the

SWRC REPORT

16

University to achieve such equality” (Collective Agreement, April 22, 2015). The members of the
SWRC are devoted to establishing equity for all members of the University. To achieve this goal,
the Committee is in charge of monitoring the impact of actions taken to enhance the status of
women in the University and the community. Moreover, the Committee is responsible to
review the progress and execution of hiring goals essential for academic faculties/units. The
SWRC is also responsible for ongoing reviews to ensure there is no discrimination based on
gender in salaries, in the process of securing tenure and promotion, or in the granting of
sabbaticals and research grants.
Every five years, the Committee conducts a major review of the above-mentioned
issues. The Committee includes a comprehensive evaluation of the improvements being made
toward the objectives of Article 30 in the April 1, 2015 to March 31, 2019 Collective Agreement
within the report. The findings will then be shared with the BU community.
The findings of previous SWRC reports and this study are in line with the literature.
Higher education has always been male-dominated. Nevertheless, the percentage of female
faculty members has been shown to be consistently improving. In 2017, for instance, 39.5% of
all full-time university teachers in Canada were female (CAUT, 2017). Interestingly, between
1985 and 2005, male faculty declined by 9.8%, whereas female faculty increased by 129.8%
(CAUT, 2008c). Yet, recent data shows that women are still under-represented in particular
appointments, disciplines, and senior positions (CAUT, 2007; CAUT, 2008a; CAUT, 2011; CAUT,
2013, CAUT, 2017). Substantial improvements have been made over the past twenty years
towards gender equity with regard to granting tenured and tenure track appointments;
however female university faculty are still under-represented in such positions, which is a quite
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a major issue as academic tenure has been shown to be necessary for creating conditions that
allow for excellent teaching and research (CAUT, 2008c; CAUT, 2013, CAUT, 2017). Moreover,
previous reports have illustrated that female university faculty are mostly engaged in
education, humanities, and health, and are working less in science, engineering, physical and
life sciences, and technologies (CAUT, 2008a; CAUT, 2011; CAUT, 2013; CAUT, 2017).
Research has shown a persistent, although decreasing, pay gap in higher education
between men and women. The Canadian Association of University Teachers (2017) showed that
in 2016 there was a salary differential between female academic staff and male academic staff;
female Full Professors earned an average of 94.7% of their male counterparts, female Associate
Professors earned an average of 97% and female Assistant Professors earned an average of
96.5% of their male counterparts. Moreover, a greater number of women than men are
employed on a part-time or limited-term basis and without tenure. Ultimately, the first section
of this report that reviews the statistics, such as salary, hiring practices, tenure and promotions
of faculty at BU from 2014-2019 will enable the SWRC to ensure that progress continues to be
made at BU.
Furthermore, from the 2014 SWRC report, women’s situations at Brandon University
seemed to have been improving: the salary gap was narrowing, there were no differences in
the number of men and women who were awarded tenure, promotions, and grants, and there
were more females hired. There remained some concerns that women still seemed to
dominate the lower positions at the University. Overall, women at Brandon University were
content with their working environment, so even though there still needed to be an
improvement, the environment was lending itself to such improvements.
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The working climate at a university plays a vital role in the faculty member’s success in
academia. It can act as a double-edged sword as it can either positively or negatively influence
member’s job satisfaction and their career improvement. A study which evaluated women in
academic settings, in particular in science departments, suggested that one of the explanations
for women being under-represented is an academic culture that offers fewer opportunities,
inequity in leadership, and limited support, to women (Xu, 2008). The researcher specified that
women in academia tend to be dissatisfied because they are more likely to dominate the lower
ranks and non-tenure track positions; to have higher teaching workloads and less research
support, and to serve on more committees than their male counterparts. These issues at work
can be associated with more dissatisfaction, which may consequently lead to not improving in
work or eventually to leaving the work environment.
From the survey components of this review, the SWRC will be able to attain an
understanding of the BU working environment from the male and female faculty’s viewpoint,
and, from this data, determine if there are negative factors in the Working/Research/and
Teaching environment that may impede with females’ job success.
With this report, the SWRC wants to ensure that improvements are still being made at
BU and that there have been no regressions with gender equality. Furthermore, the Committee
is dedicated to ensuring that the environment at BU is still a desirable and productive
environment to boost women’s success.
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Part I: Archival Data
Method

Procedure and Population
With respect to investigating employment equity by gender at BU, data on all current*
BUFA members (N = 241; No. of females = 134; No. of males = 107) were collected from the
offices of Human Resources and the Vice-President Academic, regarding starting and current
salary, starting and current rank, starting step, age, years of service**, highest degree attained,
type of appointment, date of tenure, promotion history, sabbatical history, and other leave
history (e.g., maternity/ paternity, special). Some data were obtained electronically and some
manually. Data was also collected on BURC grants and terminations from the past five years
from the Human Resources and Vice-President Academic and Provost offices. Moreover, data
was gathered from hiring, tenure, promotion, BURC grants, and sabbatical Data Collection
Forms submitted to SWRC over the last five years. The present data were analyzed***
following collection and compared to the findings of past SWRC studies and the national
statistics report of Canadian Universities, which reflects the academic situation of Canadian
Universities in 2016-2017 (CAUT, 2017), where possible.

*Effective June 1st, 2019.
**Years of service were calculated through subtracting the Termination date and Initial Hire
dates, as were available in Human Resources Office.
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*** Full- and part-time faculty members (N = 224 and N = 17) were analyzed separately
because prior research has shown that they are unique (Luna, 2006). Unless noted otherwise,
the results reflect pro-rated part-time and full-time faculty members.
Results: Descriptive Statistics
Gender Distribution
Since 2014, the proportion of women at BU has not significantly changed. At present,
women constitute 53% of the full-time faculty members, while they represented 50% in 2014,
and 46% in 2009. Moreover, 82% (or 14/17) of part-time faculty members are female. Also,
when considering both full- and part-time faculty members, the percentage of females is 55.1%,
which is slightly greater than the equivalent percentage in 2014 (51.3%). Figure 1 demonstrates
the trend of percentages of full-time female faculty during the last 25 years at BU. Throughout
those previous years, BU has demonstrated a constant and progressive trend towards an
equalized proportion of women and men; however, data reveals that the trend may now have
reached a plateau by 2019.
Comparing with the national statistics, the percentage of female faculty members at BU
is higher than average. Only taking the traditional academic ranks into account, Statistics
Canada (2017) reported, only 40% of all full-time university teachers were female.
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Figure 1. Percentages of full-time female faculty over the last 25 years.

The faculty of Health Studies is still largely female-oriented, which might be responsible
for the observed trend; when the Health Studies faculty was excluded, women constituted 45%
of the full-time faculty members, which is slightly higher than the previous report (41.2%).
Additionally, only considering traditional ranks (Full Professor, Associate Professor, Assistant
Professor, and Lecturer), women represent only 43%, which has slightly improved relative to
the previous report (39.6%).
Gender Distribution by Faculty
Table 1 represents the percentage of both full-time and part-time female faculty
members across different faculties at BU. The data suggest that similar to the previous 2014
report, there is still a remarkably unbalanced representation of each gender in the faculties
such that in particular, the percentage of women in Health Studies outnumbered the males’
counterparts and women were still under-represented in the Science faculty.
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To investigate if there are any statistically significant differences between gender and
Faculty, a chi-square analysis was performed and the results approved the previous statement
(χ 2 (11, N = 326) = 79.381, p = <.001)). However, compared to BU Goals, it seems that over the
last 5 years, in general, the faculties at BU have been successful in achieving equal gender
distributions, with the exception of Science and Health Studies.

1 Likelihood

ratio chi-square was reported as data did not meet the assumption of having at
least 80% of the cells with expected count over 5.
Table 1
Percentage of Women by Faculty
Faculty

2009

2014

2019

BU Goal

Arts

44%

47%

51%

44%

Education

39%

42%

51%

68%

Health Studies

86%

89%

94%

61%

Music

42%

47%

44%

44%

Science

30%

30%

31%

38%

Student Services*

63%

61%

77%

72%

Library *

63%

60%

75%

72%

0%

0%

0%

Athletics

Note. The BU goals reported here were established in 2009 by the SWRC and/or the faculty
itself; the Dean of Health Studies noted that the goal for the faculty is to achieve 39% males.
*Student Services and Library were combined in the 2009 report.
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Gender Distribution in Years of Service
Considering both full- and part-time members, the data demonstrated that the female
faculty members have been working at BU for an average of 12.12 years (SD =10.08), while
male faculty members have been working at BU for an average of 15.50 years (SD = 11.16).
Although it might seem like that there are not any significant differences between years of
service, a t-test showed that there was a significant difference in the years of service by gender
in favor of males (t (343) = -21.03, p < .001). This result was in line with the previous SWRC
reports.
Gender Distribution by Rank
Including both part-time and full-time faculty members, the data demonstrated that
although men outnumber women at the full professor level, there are equal proportions at the
lower ranks. Previous reports showed that, although improving, women are still underrepresented in the higher ranks of academic positions, and over-represented in the lower ranks
(refer to Table 2). The percentage of women in almost all academic levels remained roughly the
same, except for in the Associate Professor position which has remarkably increased relative to
the 2009-2014 report (48% versus 38%).
Compared to the national statistics, the proportion of women in the Full Professor,
Associate and Assistant levels at BU is equal and larger than the average of Canadian
Universities respectively. Chi-Square analysis showed that women are significantly underrepresented in the Professor rank and over-represented in the Instructional Associate level. ChiSquare (χ 2 (11, N = 326) = 33.66, p = <.001).
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Table 2
Percentage of Women by Rank
2009

2014

2019

National**

Professor

25%

32%

32%

28%

Associate Prof

37%

38%

48%

43%

Assist Prof

49%

63%

57%

49%

Lecturer*

100%

50%

50%

__

PA

46%

52%

63%

__

AA

33%

60%

59%

__

IA

77%

81%

86%

__

CIS

__

0%

0%

__

Vice-President

__

16%

0%

__

Note. *Less than 5 members with this rank. ** Source: Full-time Teaching Staff - University and
College Academic Staff System (FT-UCASS) - (2017/2018). 55% of female occupied levels below
assistant.

Gender Distribution by Salary Scale
Figure 2 demonstrates the noticeable impact of rank on the salary variation between
women and men faculty members (both full-time and part-time) when considering the
relationship between the distribution of different ranks and salary scale. A chi-square analysis
was conducted to evaluate if there are any statistically significant differences between the
salary scale and genders. As is obvious through the figure, the results suggested that similar to
the previous reports, the percentage of women out-numbered in the Lecturer/ PA I/ AAI/ IAIII/
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CIS I and IAII/ IAI categories, whereas men outnumbered in the Professor/PA IV category (χ 2
(11, N = 326) = 23.67, p = <.001).

100%
90%
80%
70%
60%
50%
40%
30%
20%
10%
0%

35%
48%

57%
88%
100%
Female

67%
52%

Male

43%
12%

Prof / PA IV Assoc / PA III Assist / PA II Lect / PA I /
/ CIS III
/ AA II / CIS AA I / IA III /
II/IA IV
CIS I

IA II / IAI

Salary scale

Figure 2. Current ratio of male and female faculty by salary scale.
*The floor salaries for the 1 April 2018 to 31 March 2019 for each of the salary scales are:
$ 121,752; $ 97,655; $ 74,670; $ 62,057; $ 56,088; $ 50,134. IA IV category was added to the
third category in the current Collective Agreement (2015).

Consistent with previous SWRC reports, in spite of a considerable increase in the
percentage of female faculty members in higher salary scales, in particular in the top three
categories, over the last 15 years, women are still over-occupied in the two lowest salary scale
categories (see Table 3).
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Table 3
Proportion of Women by Salary Scale in Prior SWRC Reports
Salary Scale

2004

2009

2014

Prof / PA IV

12%

26%

33%

Associate / PA III / CIS III

34%

36%

38%

Assist / PA II / AA II / CIS II/ IA IV

48%

46%

57%

Lect / PA I / AA I / IA III / CIS I

59%

72%

80%

IA II / IAI

75%

100%

100%

Salary
Table 4 demonstrates the average salary of full-time and part-time faculty members
(pro-rated) in traditional academic ranks. Appropriate t-tests for each rank were conducted to
assess if the differences in salary by gender were significant. The results revealed that there is a
statistically significant difference between the lower salaries of female faculty members in the
Associate Professor rank compared to their male counterparts (t (77) =-2.03, p <0.05).
Table 4
Average Annual Salary in Traditional Ranks by Gender
Ranks

Female

Male

Professor

$146,754 (N=19)

$150,092 (N=41)

Assoc. Prof.

$111,963 (N=39)

$117,620 (N=42)

Assist. Prof.

$91,494 (N=50)

$90,835 (N=37)

Lecturer

$70,626 (N=1)

$71,053 (N=1)
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Table 5 outlines the average annual salary of both full-time and part-time male and
female faculty members (pro-rated) in other academic ranks. Appropriate t-tests for each rank
were conducted to assess if the differences in salary by gender were significant, and the results
suggested that there is no significant difference in salary by gender at these ranks.
Table 5
Average Annual Salary in other Ranks by Gender
Ranks

Female

Male

PA IV

$134,688 (N=4)

$137,910 (N=1)

PA III

$107,780 (N=6)

$113,897 (N=6)

PA II

$82,024 (N=7)

$93,067 (N=10)

AA II

$84,052 (N=14)

$93,663 (N=11)

IA IV

$83,301 (N=10)

$87,699 (N=4)

IA III

$73,869 (N=15)

$75,767 (N=2)

As illustrated in Table 6, full-time and part-time female faculty in the first category (Full
Professor/ PA IV), earn an average of 96 % of their male counterparts. In the second category
(Associate Professor/ PA III/ CIS III) female faculty earn an average of 95 % of their male
counterparts. In the third category (Assistant Professor/ PA II/ AA II/ CIS II) earn 96% of their
male counterparts. In the fourth category (Lecturer/PA I/AA I/IA III/CIS I) earn an average of
98% of their male counterparts. Appropriate t-tests for each category were conducted to assess
if the differences in salary by gender were significant, and the results revealed that females in
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the second category ((Associate Professor/ PA III/ CIS III) significantly earn less money than their
males’ counterparts (t (91) = -2.17, p <0.05).
Table 6
Average Salaries by Gender and Salary Scale
Rank

Female

Male

National**

Professor, PA IV

$144,656

$149,802

$160,250*

Assoc. Prof., PA III, CIS III

$111,405

$116,940

$127,600*

Assist. Prof., PA II, AA II, CIS II, IA IV

$88,378

$91,479

$103,400*

Lecturer/PA I/AA I/IA III/CIS I

$72,574

$74,196

$98,275*

$69,630***

---

---

IA II, IA I

*Average salary for Professor, Associate and Assistant Professor, and Lecturer rank only
** According to CAUT (2017)
*** IA II rank only

Is There an Improvement Towards Equality in Rank and Salary?
Inequalities between men and women in rank and salary could be improved if the
following trends develop, as listed in the 2014 SWRC report:
1. Equal numbers of men and women are hired when the Health Studies faculty is excluded.
2. Equal numbers of newly-hired men and women have attained Doctorates.
3. Newly-hired men and women with equal qualifications and experience begin at
equivalent starting ranks, starting salaries, and salary scale.
4. Men and women apply for promotions after equivalent years of service and experience an
equal success rate.
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To investigate any cases of inequity at BU or to examine if BU is moving toward equity in a
positive manner, analyses with regard to the above trends were conducted.
Percentage of Women and Men Hired
Figure 3 demonstrates the trends of hiring policies at BU. The data suggest that over the
period of 25 years (compared to the previous SWRC reports) there has been a positive
tendency towards hiring more women than men. In particular, there has been a significant
difference between the proportion of women faculty members hired more than 25 years ago
and in the past 15 years (χ 2 (2, N = 223) = 10.22, p = .006).
However, during the last 10 years, BU has maintained a steady trend towards equity,
hiring 62% females and 38% males. More importantly, the results suggest, that BU has retained
its hiring ratio through keeping a constant proportion of hiring since 2014 and still hiring more
women than men.

100%
90%
80%

27%
42%
60%

70%

62%

60%
Females

50%
40%
30%

71%

Males

58%
40%

20%

38%

10%
0%
2000-2004

2004 to 2008

2009 to 2014

2014-2019

Year Hired

Figure 3. Trends in the newly-hired female and male faculty members.
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Since the Health Studies faculty is mainly female-dominated, this might have influenced
this observed trend. Therefore, the faculty of Health Studies was excluded and the results
demonstrated that over the last 5 years, when Health Studies faculty was excluded from the
analyses, 57% of hires were female, while 43% were male; which compared to the findings of
the 2014 report (47.4%, for female and 52.6% for male) suggests a positive hiring trend towards
equity. Figure 4 shows the trends in proportions of new-hires by gender, excluding Health
Studies faculty members. However, when the proportions of women across the time periods
were compared, no statistically significant differences were found, which indicates that the
faculty of Health Studies greatly contributes to the positive trend identified.

100%
90%

24%

26%

80%

47%

70%

57%

60%

Females

50%
40%

76%

74%

Males

30%

53%

20%

43%

10%
0%
2000-2004

2004 to 2008

2009 to 2014

2014-2019

Year Hired

Figure 4. Trends in the proportion of newly-hired female and male faculty members excluding
health studies faculty members.
Table 7 recapitulates the numbers of BU applicants and hires across the previous 5
years. Comparable to the prior SWRC report in 2014, females have been hired more than
males. This result suggests that BU has been successful in hiring more female applicants,
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moving toward a balanced female representation at BU as previously recommended by the
SWRC.
Table 7
Number of Applicants and Hires by Faculty and Gender (2014-2019)
#of
Applications

Males

Females

Unknown
Gender

#Shortlisted

Gender of Hired

Arts

551

389

138

24

27F/35M

13F/10M

Education

201

116

85

N/A

23F/13M

9F/4M

Science

1074

401

160

513

38F/60M

17F/16M

Student Services

98

38

60

N/A

10F/8M

4F/1M

Health Studies

85

19

64

3

37F/9M

11F/1M

Library

4

1

3

N/A

2F/1M

1F

Music

10

8

2

N/A

1F/1M

1M

Total

2023

972

512

540

138F/127M

Faculty

55F/33M

Table 8 illustrates a summary of the success rate of applicants by faculty and gender.
Based on the table, on average, females are more successful than males with regard to their
applications (20% for females versus 4% for males). A t-test was performed to examine if this
difference is statistically significant and the results showed that there is a significant difference
in the success rate of application by gender (t (12) =2.43, p < .05). Compared to the previous
report (2009-2014), where they reported a similar application success rate for both genders,
the current result suggests that generally during the last five years, more women have been
successful in being hired. Moreover, similar to the 2009-2014 report, females are more
successful than males in being shortlisted (t (8) =3.379, p <0.01), (42% versus 35%).
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Table 8
Success Rate of Applicants by Faculty and Gender (2014 – 2019)
Faculty

Success Rate of Applicants

Success Rate of
Shortlisted
Female
Male

Female

Male

Arts

9%

3%

48%

29%

Education

11%

3%

39%

31%

Science

11%

4%

45%

27%

Student Services

7%

3%

40%

13%

Health Studies

17%

5%

30%

11%

Library

33%

0%

50%

__

Music

50%

13%

__

100%

Average

20%

4%

42%

35%

Highest Degree Attained
As a general rule, one of the main requirements for achieving high-rank positions for
faculty at BU is having a doctorate degree and therefore a higher salary. Based on the previous
SWRC reviews, women are conventionally over-represented in the IA, AA, and PA ranks, all of
which do not require a Ph.D. Considering only the traditional academic ranks (Full Professor,
Associate Professor, Assistant Professor, and Lecturer), a chi-square analysis showed that
females were significantly more likely to have a Master’s degree as their highest degree when
hired compared to males (χ 2 (3, N = 213) = 24.63, p < .005). (see Figure 5).
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Figure 5. Highest degree attained at hire by gender.
After excluding the faculty of Health Studies from the analysis, no statistically significant
differences in highest degree attained at hire by gender were found (χ 2 (2, N= 186) = 5.46, p =
.65). It seems that almost equal numbers of newly-hired men and women have attained
Doctorates and Masters Degrees (see Figure 6).

100%
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81%
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80%
70%
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18%

30%
20%
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Highest Degree Attained

Figure 6. Highest degree attained at hire by gender excluding health studies faculty members.
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Starting Rank
Eighty of the current number of 224 full-time faculty members have been hired in the
last 5 years. Similar to the 2014 SWRC report, current data showed that women were hired in
the lower ranks more often than men (see Table 9). A chi-square analysis was conducted and
found a slightly significant difference in rank at hire by gender (χ 2 (5, N= 75) = 11.518, p<0.05).

Table 9
Number of Hires at Rank by Gender of Current Full-Time Faculty (2014-2019)
Rank
Professor

Male
1

Female
1

Associate Prof

8

7

Assist Prof

22

27

Lecturer

1

1

PA III

1

0

AA II

3

1

PA I

0

0

IA III

1

9

IA II

0

0

CIS Coach III

1

0

AA I

0

0

PA II

1

4

IA IV

0

2

Note. Only ranks where there were hires are listed. Starting step not included for privacy
concerns and because data is incomplete.

According to the Selection Committee Data Collection Forms obtained for the last 5
years, in contrast to the prior report, there were not any significant differences in the likelihood
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of hiring male and female faculty members across any rank category (see Table 10). In 2014, it
was reported that men are significantly more likely to be hired at the Associate Professor rank
relative to their female counterpart (9 males vs 1 female); however, much less proportion of
males and females have been hired at this rank relative to the previous report and also the
difference is not significant (1 male vs 0 female). No significant differences were also found with
regard to the hiring numbers of both genders at Assistant Professor level position. The Chisquared analysis indicates no significant differences have been found between genders and
rank (χ 2(15, N= 82) = 24.90, p =0.01). However, in particular, women are still more likely to be
hired at other ranks (PA II, IA III, and AAI) relative to their male counterparts.
Table 10
Number of Hires at Rank by Gender from Selection Committee Forms (2015 – 2019) *
Rank
Associate Prof.

#of Males Hired
1

#of Females Hired
0

Assistant Prof.

28*

30

Lecturer

0

2

PA II

1

5

AA II

2

0

PA I

0

1

IA IV

0

1

IA III

1

5

IA II

0

2

IAI

0

1

AA I

0

3

Student Success Officer

0

1

There is an inconsistency between data gathered from HR and hiring data.
Note. 1 male applicant declined the offer, therefore was not included in the table.

*
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Starting Salary
Over the last 5 years, when considering only the traditional academic ranks (Full
Professor, Associate Professor, Assistant Professor, and Lecturer), the average starting salary of
male faculty who started their employment at BU is $79,405 (SD = $7,948), while the average
starting salary for females is $79,825 (SD = $8,716) *. A t-test was conducted to investigate if
statistically there is a significant difference in starting salary by gender, and the difference was
not found to be significant. In contrast to the 2014 report, over the last five years, female
faculty members have had slightly greater starting salary than males although the difference is
not statistically significant. This result is in contrast with the other previous SWRC reports that
found starting salary differences, indicating that BU has shown an improvement in displaying
gender equity with respect to starting salaries during the last five years.
A hierarchical linear regression analysis was performed to examine factors that predict
starting salary. The analysis was conducted so that the starting year, and starting salary scale
was entered on Step 1, and gender was entered on Step 2 after each variable alone was
examined for their influence on starting salary. The variables were entered in this way to
control for variables which should influence salary, and then to explore if gender could account
for any additional variance. The analysis revealed that all of the variables entered in Step 1 did
not account for significant amounts of variance in starting salary. Gender, in Step 2, also did not
account for a significant proportion of variance. In short, once starting year, and starting salary
scale were controlled for, there was no difference found in starting salary by gender.
*Data for 23 female and 11 male faculty members were excluded due to lack of information
about their starting salary.
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Promotions
On average, when only considering traditional ranks, women have been granted their
first promotion after 7.35 years (SD = 3.97), while men have been granted their first promotion
after 6.78 years (SD = 3.35). Although this seems to be a significant difference in the average
number of years by gender, a t-test was performed and the difference was not found to be
significant.
Considering the PA positions, women have been granted their first promotion after
13.62 years (SD = 5.13), while men have been granted their first promotion after 13.66 years
(SD = 5.82).
Moreover, a t-test was performed to assess the difference in the number of years
between first and second promotions by gender and no statistically significant differences were
found in the number of years of service between men and women between their first and
second promotions. In particular, on average, women were granted their second promotion
after 3.67 years, (SD = 1.89) and men were granted their second promotion after 4.00 years (SD
= 1.58). These results in support of women were found in the past reviews as well. It also can be
due to the fact that men are more likely to be promoted to a higher rank for their second
promotion relative to women who normally waited a longer period of time before their first
promotion.
Table 11 summarizes the promotion success rate by gender using the Promotion Data
Collection Forms. The results suggested that the success rate of promotion applications was
similar between the male and female faculty members at BU. Performing a Chi-square test, no
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significant differences between the genders with regard to promotion applications were
identified. Likewise, the 2014 SWRC report had found similar results.
Table 11
Success Rate of Promotion Applications by Gender (2015-2019)
Gender

Applied

Granted

Appealed
Approved

Denied

Denied

Total Success Rate

Female

41

36

1

2

2

90%

Male

35

31

2

1

2

94%

Is There a Trend Towards Equality in Rank and Salary?
With respect to investigating any cases of inequality or a positive improvement towards
equality at BU, the findings demonstrated that:
1. Similar to the 2014 report, more women have been hired than men over the last 5 years
(62% women versus 38% men). Interestingly, when Health Studies is excluded, more women
have still been hired than men (57% women versus 43% men).
2. In line with the 2014 report, more newly-hired women had Masters degrees as their highest
degree than men among the traditional academic ranks (40% women versus 20% men).
However, when Health Studies faculty members were excluded from the analysis, this
difference was no longer statistically significant (15% women versus 12% men).
3. Consistent with the previous SWRC reports, during the last 5 years more men have been
hired in the higher academic ranks and more women have been hired in the lower academic
ranks than men. Consequently, men are more represented in the highest salary scale and
women are greatly more represented in the lowest salary scales.
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4. On average, male faculty members had significantly higher starting salary than female faculty
members. However, when starting year, and starting rank, were accounted for, there was no
difference found in starting salary by gender.
5. Similar to the 2014 report, on average, men were granted their first promotions in fewer
years of service than women, but the difference was not found to be statistically significant.
However, women were shown to have fewer years of service than men in between their first
and second promotions.
Predicting Salary
In order to recognize factors that could predict current salary, and to discover if salary
still differed significantly by gender when other variables were accounted for, a linear
hierarchical regression analysis was conducted. With regard to predicting salary, years of
service, starting rank, and highest degree attended were entered in Step 1, and gender was
entered in Step 2 after each variable alone was examined for their impact on salary (see Table
12). The variables were entered in such a way to control for variables which could influence
salary, and then to investigate whether gender could account for any additional variance in the
salaries.
The regression analysis revealed that, in Step 1, only starting rank accounted for a
significant amount of variance in salary, and, in Step 2, gender also accounted for a variance.
The findings, therefore, demonstrated that after years of service, rank, and highest degree
attended were accounted for, there was a significant difference in salary by gender.
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Table 12
Hierarchical Regression Predicting Current Salary
R2
Step 1

Step 2

Years of Service

0.74

β

R2 change

F

P

-.862

0.747

172.044

0.35

Starting Rank

-.036

0.00

Highest Degree

.005

0.911

Years of Service

0.75

-.848

0.006

4.438

0.267

Starting Rank

-.042

0.000

Highest Degree

-.009

0.847

Gender

.083

0.037

Other Questions of Equity for Faculty Members
Type of Appointment
Figure 7 demonstrates a visual representation of the type of appointment by gender. As
can be seen through the figure, the differences in men and women, including both full-time and
part-time, with regard to their type of appointment is evident. In particular, a smaller
percentage of female faculty members possess tenured positions relative to male faculty
members (45% of females versus 72% of males). Moreover, a greater percentage of female
faculty members hold continuing positions than male (25% of females versus 7% of males). A
chi-square analysis revealed that these differences in type of appointment by gender were
significant (χ 2 (4, N = 239) = 24.930, p < .000).
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Figure 7. Type of appointment by gender.
*Amended appointments consisted of Reduced Regular Appointment, Reduced Teaching
Appointment, Full-time Teaching Appointment, Full-time Research (Collective AgreementArticle 7.12- April 1, 2015, to March 31, 2019).
Note. There were only 2 faculty members with Regular appointments.

Once the faculty of Health Studies members were excluded, these differences in the
type of appointment by gender were still statistically significant (χ 2(4, N= 195) = 10.712, p<
.05). Similar to the previous SWRC report, the results revealed that there were still fewer
women in tenured positions compared to men, although the difference was not as great in
comparison to when Health Studies faculty members were included (59% of females versus
71% of males) (see Figure 8). Interestingly, the difference by gender in continuing positions
almost disappeared (10% of females versus 8% of males). It can be concluded that over the last
5 years, many females in Health Studies are still not tenured and are in IA positions. Thus,
accordingly and not surprisingly, their highest degree attained is a Masters degree or less.
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Figure 8. Type of appointment by gender excluding health studies faculty members.
As is evident from Figure 9, consistent with the previous reports, female faculty
members are less likely to hold tenured positions in comparison to male (43% of females versus
57% of males) and more likely to hold Probationary (71% of female versus 29% of males) and
Continuing positions than male (79% of females versus 21% of males). Probationary includes
those on tenure track who have not yet attained tenure, so it is showing a positive movement.
A chi-square analysis revealed that these differences are significant (χ 2 (4, N= 239) =24.93, p
<001).
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Figure 9. The proportion of male and female faculty in appointment type.
Note. There were only 8 faculty members with Amended appointments.

Once the faculty of Health Studies faculty was excluded, these differences were still
found to be statistically significant (see Figure 10) (χ 2 (4, N= 195) = 10.712, p< .05). The
percentage of tenured positions held by females (38%) is still significantly less than that of
males (62%), however, those figures are reversed for Probationary appointments and excluding
the faculty of Health Studies led to an equal percentage of male and female holding continuing
positions (50% males and 50% female). Similar to the previous report, the result suggests that a
larger number of members in Health Studies are in the IA rank and therefore more likely to be
given Continuing appointments.
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Figure 10. The proportion of male and female faculty in appointment type excluding health
studies faculty members.
For comparison, the national statistics have reported that 37% of tenured positions
were held by women, 49% of leading to tenure were held by women, and 55% of other types of
positions were held by women (CAUT, 2017). Comparing the current BU statistics with these
national statistics, it looks like BU is doing fairly well with regard to the proportion of women in
tenured positions, with the exception of the proportion of women in tenure-track position at
BU, which is less than the national statistic and when compared with the previous SWRC report.
Success in Achieving Tenure
Table 13 recapitulates the tenure applications across the last 5 years. Based on the data
no statistically significant difference was identified between female and male faculty members
with regard to their success rate with tenure applications. This finding is in line with past SWRC
studies.
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Table 13
Success Rate of Tenure Applications by Gender (2015-2019)
Gender

Applied

Granted

Denied

Total Success
Rate

Female

23*

21

91%

Male

18

18

100%

Note. * There was information missing about the two other remaining female applications who
have NOT been granted Tenure appointments.
Years before Tenure
Only considering traditional ranks, the results demonstrated that male faculty members
have worked at BU for an average of 3.32 years before granted tenure (SD = 0.72), and female
faculty members have worked at BU for an average of 3.85 years before granted tenure (SD =
1.11). A t-test result suggested that there is no statistically significant difference in the average
amount of years worked before granted tenure by gender; with more years before tenure for
females relative to males.
It should be noted that three faculty members (two females in the faculty of Health
Studies and one in the Faculty of Arts), were excluded from the analysis since they were
considered outliers as they have been granted tenure after more than 10 years of service.
During 2014 to 2018, there had been three successful Tenure applications for faculty
members with PA III rank (females: N=2; males: N=1). On average, females obtained their
tenure after 16.48 years (SD=0.88), while one male obtained the PA III Tenure after 4.46 years.
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Sabbaticals
Table 14 demonstrates that like the previous reports, almost similar numbers of men
and women have applied for and were granted sabbaticals.
Table 14
Success Rate of Sabbatical Applications by Gender (2015-2019)
Gender

Applied

Granted

Denied

Total Success Rate

Female

37*

36

0

97%

Male

42

41

0

98%

Note. * There was information missing about the one remaining female application who was
NOT granted a Sabbatical.
Termination
Since January 31, 2014, there were 94 faculty members who terminated their
employment at BU (50% males; 50% females).
BURC Grants
As Table 15 demonstrates, 133 BURC grants have been awarded to BU faculty members
over the last five years. Male and female faculty members have experienced similar grant
success (males received 52% of the grants and females 48%). On average, males received
$4,739.99 (SD = $2,232.27; $ 500 – 7,500) and females received $4,861.00 (SD = $2,149.88; $
500-7,500). In general, females were awarded slightly higher values of grants than males,
however, no significant gender effects on the number and value of grants awarded were found.
In line with previous SWRC reports, these results are suggestive of gender equity in relation to
BURC grants. Relative to the previous report in 2014, there were 36 more grants awarded in
2014-2019 than 2009-2014. Moreover, similar to the findings of the 2009-2014 report, the
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value of BURC grants awarded has been greater in the past five years (average for 2009-2014
males = $3,626; the average for 2009-2014 females = $3,682.97). The total value of grants
awarded in 2014-2019 was $527,570.75 with $247,911.25 for females and $279,659.50 for
males.
Table 15
Number of BURC Grants by Year and Gender
Year

#of Males

#of Females

Total

2013-2014

10

10

20

2014-2015

13

8

21

2015-2016

11

13

24

2016-2017

11

10

21

2017-2018

12

10

22

2018-2019

12

13

25

Total

69

64

133

Table 16 outlines the number of BURC grant applications over the last five years. The
average success rate of BURC grant applications for male and female faculty members was
equitably similar and no statistically significant differences were found.
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Table 16
Success Rate of BURC Applications by Gender
Gender

Applied

Granted

Denied

Total Success
Rate

Female

102*

64

0

63%

Male

100**

69

1

69%

Note. * Out of a total of 102 female applicants who have NOT been granted BURC grants, there
was missing information about the status of the BURC grants for 38 applicants.
** Out of a total of 100 male applicants who have NOT been granted BURC grants, there was
missing information about the status of the BURC grants for 30 applicants.
Overload
The proportions of male and female faculty members with overload across the last five
years are illustrated in Figure 11. In contrast to the previous report in 2014, which reported
equal numbers of both genders with teaching overloads, over the last 5 years, generally,
women at BU have had more overload teaching than men. On average, 72.4% of female faculty
taught overload in the last 5 years, whereas 27.6% of male faculty have taught on overload.
With regard to the women’s percentage, this is much greater than in the 2014 SWRC report,
which reported an average of 30.4% for females, but slightly lower than average percentage of
males (29.6%). Furthermore, the findings of current data are in contrast to the 2009 SWRC
report where they indicated higher likeliness of men to have overload than their female
counterparts.
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Figure 11. Percentage of male and female faculty with overload.
Table 17 demonstrates the average number of overload credit hours by gender in the
last 5 years. The average overload credit hours for female faculty members have been 4.57 (SD
=1.54) and for male faculty members 1.99 (SD = 0.21).
A t-test was performed to evaluate if there is a significant difference in the average
overload by gender. The result suggested that female faculty members have significantly
greater teaching overload than their male counterparts (t (8) = 3.25, p < .05). Relative to the
previous 2014 SWRC report, the average workload has been increased for females whereas
decreased for males (2014: 3.77 for females 3.20 for males).
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Table 17
Average Overload Credit Hours
Academic Year
2014/15

2015/16

2016/17

2017/18

2018/19

Female

5.56

6.72

2.37

4.79

3.41

Male

1.72

2.31

2.16

1.91

1.85

Since the Health Studies faculty is fairly large and female-dominated it is important to
consider that it may strongly influence these identified differences in overload by gender. Over
the last 5 years, when Health Studies faculty members are excluded from the analyses, the
average overload credit hours for female faculty members have been 3.81(SD =1.53), and for
male faculty members was 2.06 (SD = 0.19). (Table 18)
A t-test was performed to evaluate if there is a significant difference in the average
overload by gender. The result suggested that there are no statistically significant differences
between workload averages after excluding the Health Studies faculty. Therefore, it can be
concluded that the faculty of Health Studies greatly contributes to the identified overload
differences by gender.
Table 18
Average Overload Credit Hours Excluding Health Studies Faculty Members
Academic Year
2014/15

2015/16

2016/17

2017/18

2018/19

Female

4.26

6.56

2.86

3.16

2.21

Male

1.76

2.31

2.16

1.91

1.85
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Part II: Survey
Method

Procedure
An electronic survey was developed by the SWRC consisting of 23 questions to assess
multiple domains related to equality at BU, including the working, research, and teaching
environments, goals, unique challenges, overall satisfaction, and future ideas for BU (see
Appendix A). Information about the survey and a link to the survey was emailed to 241 current
BUFA members, both part-time and full-time, on and off campus. Participation was voluntary,
and anonymity and confidentiality were assured. The survey was available for the members to
complete from April 10 to May 31, 2019. The survey examined equality from a more personal
approach, in comparison to the statistics in Section One of this report, in order to obtain a more
comprehensive understanding of women’s experiences at BU.
Participants Demographic Information
Of the 241 faculty at BU, a total of 89 participated in the survey (66% female and 29%
male, 5% not specified). Therefore, the overall response rate was 37%.
The greatest percentage of male participant’s age was above 60 (32%) (Figure 12). The
majority of female participants were aged 41-50 years (27%) (Figure 13).
Male participants were mostly from the Faculty of Arts (41%), whereas female
participants were more frequently from the Faculty of Health Studies (27%) (Figures 14, 15).
Most of the male respondents were from Associate Professor/ PA III/ CIS III category (Figure
16), and more than half of the female participants (51%) were from Assistant Professor/ PA II/

SWRC REPORT

52

AA II/ CIS II category (Figure 17). Finally, the majority of participants held tenured appointments
(females: 51%, males: 64%) (Figures 18 and 19).
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Figure 12. Percentage of total male participants by age.
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Figure 13. Percentage of total female participants by age.
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Figure 14. Percentage of total male participants by faculty.
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Figure 15. Percentage of total female participants by faculty.
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Figure 16. Percentage of total male participants by rank.
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Figure 17. Percentage of total female participants by rank.
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Figure 18. Percentage of total male participants by type of appointment
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Figure 19. Percentage of total female participants by type of appointment.
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Measures
Participants were asked to complete an online survey established by the SWRC, which
comprised of eight main questions, which will be discussed in more detail below.
Working, Research and Teaching Environment. The first three questions aimed at
assessing participants’ perception of positive and negative factors associated with their (a)
Working, (b) Research, and (c) Teaching Environment. The questionnaire asked Likert-scale,
forced-choice, and open-ended questions. In particular, participants used a 5-point gradient to
rate the significance of specific factors, including Human Resources, Dean, Chair, Mentor(s),
Colleagues, Salary, Training Opportunities, and PDF, affecting the environment, where (-2) =
Very Negative Impact, (-1) = Somewhat Negative Impact, (0) = Neutral, (1) = Somewhat Positive
Impact, and (2) = Very Positive Impact, for each type of environment. At the end of each
question, participants had an opportunity to make further comments on other contributing
factors, additional comments, and ideas for improvement in each environment.
Professional and Educational Goals. In the fourth question, Professional and
Educational Goals were evaluated by participants, rating on a 3-point gradient the importance
of specific goals for them, where (-1) = Very Not Important, (0) = Somewhat Important, and (1)
= Very Important. Taken from the 2009 and 2014 SWRC surveys, the goals participants rated
were to “Establish Credible Research Program”, “Maintain Research Program”, “Publish More
Papers”, “Further Develop My Teaching Skills”, “Create or Update Courses or Programs”,
“Pursue Professional Training”, “Acquire Promotion”, and “Acquire Tenure”. Participants also
had an opportunity to provide other contributing factors and additional comments about their
professional/educational goals.
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Work Distribution. The fifth question was aimed to assess participants’ Work
Distribution over the last 2 years where they could indicate the approximate percentage of time
they spent on teaching, research, and service;
Unique Challenges. Participants were asked to provide additional comments on their
Unique Challenges by means of an open-ended question.
Overall Satisfaction. Participants were asked to rate their overall satisfaction at BU on a
5-point gradient at, where (-2) = Very Dissatisfied, (-1) = Somewhat Dissatisfied, (0) = Neutral,
(1) = Somewhat Satisfied, and (2) = Very Satisfied.
Demographic Information. The last section asked about the participant’s Demographic
Information, which was important in assessing the equality of all members. Demographic
characteristics included: Gender, Age, Faculty/School/Department, Rank, and Type of
Appointment.
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Results
Working Environment

The first question posed in the survey asked, “How have the following factors (Human
Resource, Dean, Chair, Mentor(s), Colleagues, Salary, Training Opportunities, and PDF),
impacted your ability to be successful in your work? (Positive or negative impact)”.
Respondents rated the impact of mentioned factors on their working environment on a 5-point
scale, where Very Negative Impact = (-2), Somewhat Negative Impact = (-1), Neutral = (0),
Somewhat Positive Impact = (1), and Very Positive Impact = (2). Respondents were also given
an “Others” response option.
Table 19 demonstrates the factors with Somewhat Positive and Neutral impacts, in the
order of their frequency, based on participants’ responses on the survey. Using the weighted
average scores, Mentor(s) were rated as a Very Positive Factor by females. However, to males,
Dean, PDF, and Colleagues, in the order of their frequency, have Very Positive Impacts on their
work climate.
Some participants also listed other important factors such as the University Librarian;
Relationships with students and colleagues in other faculties and schools; Satellite campus;
Research facilitator; Colleagues from other post-secondary institutions; Senior Administration;
and Start-up grants. They also touched upon further negative factors affecting their working
environment including imbalanced working loads (high teaching loads and high research
expectation), ineffective management, central administration, lack of tech, sound engineer and
equipment manager, research office (difficulty in applying for funds, insufficient research
funding), and ineffective physical space.
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Table 19
Contributing Factors in the Working Environment
Females
Factors

Weighted SD*
Average

Males
Factors

Weighted
Average

SD

Very Positive Impact
Dean
PDF
Colleagues

1.43
1.23
1.09

0.75
0.75
1.02

Very Positive Impact
Mentor(s)

1.10

1.03

Somewhat Positive Impact
Colleagues
PDF
Training Opportunities
Salary
Chair
Dean

0.90
0.88
0.86
0.64
0.50
0.38

1.15
1.24
0.91
1.16
0.50
1.35

Somewhat Positive Impact
Chair
Mentor(s)
Salary
Training Opportunities

0.94
0.94
0.91
0.74

1.26
0.77
0.97
0.73

Human Resources

0.05

1.17

Human Resources

0.43

0.68

*Standard Deviation
Participants provided additional comments about other negative factors impacting their
working environment and offered relevant suggestions for improving their working condition.
Common Issues Identified by Both Genders
Both female and male participants expressed their concern with regard to some other
negative factors affecting their work environment, which were generally conceptualized into
two major themes (“Colleagues” and “Lack of Faculty”) in the order of the frequency.
Colleagues [Female (N=6), Male (N=2)]. First, participants frequently expressed a lack
of communication, support, respect, and teamwork amongst colleagues. A participant, for
instance, mentioned that “many colleagues do not make their homes in Brandon which makes
the others living in Brandon feel overloaded and unappreciated”. Similarly, another participant
had this to say: “senior colleagues block any efforts at reform of our programming and place
undue pressure on junior colleagues to adapt their workload around already established
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courses which have led to dramatically unequal workloads, with junior faculty taking on far
more teaching and prep work than their senior colleagues”. One other person complained
about the lack of responsibility taken by most people in the administration as well as faculty
colleagues, such that they only care about their own interests, not students’. Some other
participants expressed their concern with regard to some of their colleagues’ misbehaviors at
work. For instance, one person had this to say: “there are a couple of characters that have a
tendency to dominate conversations, treat others rudely, or derail the work of the
department”. Another one mentioned: “… some of my colleagues have consistently been
aggressive and exhibiting bullying behavior to the other members”; or another person said that
“some employees with a mental health problem can cause inordinate discord within a
department which are incredibly destructive both to faculty and students”.
Lack of Faculty [Female (N=1), Male (N=1)]. Another theme identified by the
respondents, as one of the factors causing stress in their workplace, was the lack of faculty. A
participant specified that concerns are about the overlying shortage of faculty which has
created stress and prevents them from taking on new initiatives. Another person commented:
“Our working environment is always short-staffed and very stressful.”
Female Faculty’s Specific Issues
Female respondents provided additional comments about other negative factors
impacting their working environment, which were conceptualized into five main themes (“Lack
of Resources and Financial Support”, “Dean and Senior Administration”, “Gender Inequality”,
“Human Resources”, and “Unequitable Work Distribution”) in the order of their frequency.

SWRC REPORT

61

Lack of Resources/ Financial Support (N=7). The first prevalent theme identified
throughout the additional comments was a lack of proper infrastructure and technology
support at the institutional level. Two female participants talked about the lack of service for
satellite campuses. One mentioned that: “very poor morale Satellite campus which is always on
the back burner and not treated the same”, and the other one said: “under-resourced in many
ways, however, this fosters an environment of working together to get things done”.
Moreover, some other relevant issues were identified, particularly in the School of
Music. First was the lack of technology and sound engineering as one person had this to say;
“No tech and sound engineer support and no equipment manager in the School of Music
creates a negative and stressful work environment impacting teaching courses, research, and
dissemination. It also creates a stressful environment for the Music Office staff who are
untrained about audio-recording equipment but still are the only ones who are trying to
manage the equipment for all the faculty and events. Teaching in rooms that are not equipped
with necessary audio and projection equipment and having to build and break down all
equipment for each class takes teaching and research time away from each class. I have
conducted research and performed in most universities in Canada and they all have the
necessary equipment in place and/or technical/sound engineers on staff…”
The second issue was related to the noise issue in the office which seemed to be distracting as
one said: “… there is a constant noise coming from the air vents. This loud noise is not in the
other offices on my floor. This constant noise makes it impossible to hear the quiet sounds on
the pianos and other instruments so everyone in my office has to play louder. This is daily stress
for my hearing and for teaching, research”.
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The last issue in the School of Music was associated with lack of PDF/PDA (N=2). As one
person said: “we are required to audition new BU students who send us large audio or video
files. I believe BU should provide us with a large file hosting service/storage that can allow us to
audition new students for BU without paying for it personally and also to send large files
securely to other research collaborators at other universities and countries”. With regard to
lack of PDA/PDF at BU, another female participant mentioned that “PDF is far too little and
does not support expectations of the job to disseminate”.
Dean and Senior Administration (N=5). Another major theme was associated with the
lack of collaboration, support and respect, and communication with the Dean and Senior
Administration. For instance, one female person discussed that due to the lack of effective
leadership and management skills by the Dean and Senior Administration, they feel like their
department is a very toxic work environment. The person continued: “the lack of responsibility
and accountability regarding decision-making processes and performance issues are truly
astounding”. In addition, one participant stated that the Dean does not communicate properly,
does not make eye contact with the faculty and does not consult with the members of the
faculty before making drastic changes to one's workload. Moreover, another participant
stated: “the workload of the Dean related to upper-level administration tasks detracts from the
ability of the Dean to provide leadership and support at a department level”. One individual
had also this to say: “our Dean is paternalistic, unreliable and inconsistent. It makes it an
unpredictable and frustrating place to work”. Some participants discussed the dysfunctionality
at the department level and above. As an illustration, one person mentioned: “the environment
and the faculty level and above has weakened over the last two years, that there is a little
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confidence in the current Acting President or Acting VP, and that since chair is voted in by
department, people who don't want to work hard to vote for someone who will let them get
away with not working hard”.
Gender Bias (N=4). The last but not least major concern discussed in the work
environment was gender biases and lack of respect in the workplace, which was specifically
identified by the female respondents. For instance, a female participant indicated: “The Dean is
often perceived to provide opportunities to the young male colleagues and female members of
the department get overlooked, regardless of being in the department longer and with more
experience”. Furthermore, another woman mentioned her frustration with being overlooked at
work as she said: “male colleagues more often get praised for their work in meetings”. In
addition, another respondent mentioned: “sometimes women are perceived to be treated with
less respect in conversations, and that they often do the majority of the service work within the
department and faculty.” In addition, another issue was disappointment with both the policies
and the culture at BU around workplace codes of conduct. One participant revealed her
experience of sexual harassment in the workplace and further expressed her frustration with
reporting the issue and the lack of an effective response. She articulated that “people tend to
not want to apply responsibility to the person who was harassing me and the response from
most was ‘oh that person is an idiot’ rather than seeing this behaviour as part of a historical
pattern (both for this person and as part of patriarchy) and as sanctionable”.
Human Resources (N=2). Two female participants commented on human resources
issues. One individual said: “there are not enough human resources to deliver program needs
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that allow work-life balance”. The other person commented: “HR does not have a negative
impact on myself but because of not acting promptly on a matter, it is impacting my program.”
Unequitable Work Distribution (N=1). The last issue identified in the work environment
was related to the heavy service commitments that are not equitably distributed among
faculty.
Issues Identified by Participants Who Did Not Specify Their Gender
In order to ensure all participants’ comments and concerns are addressed in this report,
the work related concerns of those participants who did not reveal their gender were also
considered and were listed as below:
• “VP of Finance.”
• “Research office is extremely difficult to work with and has directly impacted my ability
to apply for funding.”
Recommendations from Participants for Improving Working Environment
The respondents not only expressed their dissatisfaction, but they also offered
recommendations for how these problems could be addressed. The respondents were asked,
“What ideas do you have for improving the working environment in your unit at BU?”
Common Suggestions made by Both Genders
Female and male participants responded with providing some ideas to improve their
work environment, which were generally conceptualized into three major themes
(“Improvement at Institutional level (Chair, Dean and Union)”, and “Reduce Workload and
Maintain Equitable Work Distribution, “Establishing Effective Conflict Resolution”) in the order
of frequency.
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Functional Improvement at Institutional Level (Chair, Dean and Union) [Female
(N=13), Male (N=3)].
• “Everyone needs to be reminded of the BUFA CA "rules" and several lazy department
members need to be told to get their acts together and actually do work instead of
just talking about it. Also, need to improve communication between department
members.”
• “Possibly a retreat or something off campus where we can discuss ways to improve
the department for students and staff.”
• “Have regular department meetings.”
• “Should have an external review every 5 years for all departments, including HR,
Research Office, etc.”
• “A stronger union.”
• “More discussions as Department and less hall talks and decisions.”
• “Pay careful attention to selecting chairs of departments to ensure they have strong
leadership skills. “
• “Maintain transparency on BUFA and Employer sides and within each department
and faculty in regards to information, process, and procedures.”
• “The faculty might provide more equal opportunities for every department within it
sometimes there seems to be an imbalance.”
• “Performance Management processes for faculty members and the Dean.”
• “Supportive and active Dean.”
• “Put an end to bullying in the Faculty.”
• “Have a Dean that could intervene successfully to break old habits.”
• “Seek for a change and move beyond the "old boys club" and traditional way of
doing things and embrace change and perhaps even risk via the new dean.”
• “The new Dean should hold faculty accountable.”
• “Improve staff relationships and those should probably be fostered and
encouraged by the dean.”
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Reduce Workload and Maintain Work Distribution [Female (N=5), Male (N=2)].
• “Hire additional full-time faculty due to heavy workload.”
• “Distribute work and teaching load equally among the faculty.”
• “Have more faculty in our positions. It is difficult to meet all of the expectations of a
faculty position when enrollment keeps climbing.”
• “More attention should be paid to faculty that attempt to hold tenure track
positions while living away from Brandon which increases service demands on other
faculty and creates inequity in regards to workload.”
• “Establish policies which reflect a commitment to equity in ways that are actionable
(meaning consequences).”
• “Change labour policies with regard to protecting absentee colleagues who try to
live elsewhere and maintain a full-time job in Brandon.”
Establishing Effective Conflict Resolution [Female (N=5), Male (N=1)].
• “More nuanced and sophisticated conflict resolution procedures. Training in
identifying certain destructive personality traits.”
• “Establish better conflict resolution and communication.”
• “Establish powerful policies (sexual assault policy and the equity policies) to strongly
sanction the accused, to deal with workplace conflicts and to do justice to the
complainant.”
• “Need for professionalism even though there may be personality or issue conflicts.”
• “The member who is an issue should be held accountable for their actions.”
• “Unprofessional behaviour of faculty should be noted and dealt with.”

Female Faculty’s Specific Suggestions
Female respondents provided additional constructive suggestions to improve their
working environment, which were consolidated into one main theme (“Resources”).
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Resources (N=16).
Satellite Support.
•

“Include the satellite campus when food /drink is involved with meetings or
celebrations.”

•

“Reduce parking fee - $120/month presently. Satellite campus staff should be
encouraged, supported and paid to be involved with the main campus.
Example rental car/hotel should be paid for staff to participate in
celebrations or events at the main campus.”

Financial Support.
•

“More support (grant money) for trainees (HQPs) is urgently required.”

•

“More PDA (doubled for a start) to do research and to attend
conferences/presentations.”

•

“Make internal research funds more readily available.”

•

“More professional development funding.”

Technical Support.
•

“Expand options for zoom for all campus-wide activities.”

•

“Develop a sound engineer and audio tech support necessary for courses
and required recordings of all student concerts and faculty/professional
concerts.”

•

“Built-in projector, screen and stereo sound system to be installed in the
LWRH which would greatly improve the working environment as this is a
teaching and performance space for many courses and most student course
credit recitals and juries (exams).”

•

“Have tech support or a recording engineer.”

•

“Build inaccessible audio and projection equipment into the LWRH place in
our teaching and performance space, which can greatly improve the
working and research environment. It would take the stress away from the
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Music Office staff that do not have the knowledge or training to manage
the audio-video equipment.”
•

“Reduce noise in the office (Music Department).”

Mentorship.
•

“Establish mentoring systems. It would be helpful if established faculty
'take new people under their wing'.”

•

“More internal supports for mentorship, research mentorship, support,
etc.”

Other Suggestions.
• “More time and resources available for department level visioning and
development.”
•

“Use of TA to support heavy teaching loads.”

•

“Resolve some space issues.”

•

"Simple things like getting a poster hung on the wall seem to be very
problematic for us.”

Conclusion
To sum up, in the first question both male and female participants commonly rated five
factors including Mentor(s), Colleagues, PDF, Training Opportunities, Salary, and Chair, as
having Somewhat Positive Impacts on their work environment. Females, in particular,
commented on other negative factors influencing their working environment, such as Lack of
Communication, Support, Respect, And Teamwork Amongst Colleagues, Lack of Resources and
Financial Support, Dean and Senior Administration, Gender Inequality, Human Resources, and
Unequitable Work Distribution, in the order of their frequency.
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Female respondents frequently emphasized that through increasing resources (e.g.
Satellite, Financial, and Technical Supports as well as Mentorship System), enhancing
communication with chair and dean and stronger Union, reducing workload, and establishing
effective conflict resolution strategies, their working conditions would be improved.
Research Environment
The second question posed in the survey asked, “How have the following factors (Human
Resources, Dean, Chair, Mentor(s), Colleagues, Salary, Training Opportunities, and PDF),
impacted your ability to conduct research at BU? (Positive or negative impact)”. Respondents
rated the impact of specific factors on their research environment using a 5-point scale, where (2) = Very Negative Impact, (-1) = Somewhat Negative Impact, (0) = Neutral, (1) = Somewhat
Positive Impact, and (2) = Very Positive Impact. Respondents were also given an “Others”
response option.
Table 20 demonstrates the factors with Somewhat Positive and Neutral impacts, in the
order of their frequency, based on participants’ responses on the survey. Using the weighted
average scores, females did not rate any of the factors as Very Positive impact on their research
environment; however, to men, their Dean and PDF, in the order of their frequency, were
shown to have Very Positive Impact on their research environment. Moreover, in women’s
opinion, Human Resources was perceived as having a Very Negative Impact on their research
climate.
Some of the respondents made further suggestions about other positive factors, which
were the Research Facilitator and Research Advisor, University Librarians, and research training
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sessions. They frequently mentioned the importance of BURC funding and time available for
research.
Moreover, they frequently indicated high teaching workloads, followed by lack of
research support as negative factors impacting their Research Environment.
Table 20
Contributing Factors in the Research Environment
Females
Factors

Weighted
Average
Somewhat Positive Impact
Mentor(s)
1.00
Colleagues
0.70
Dean
0.68
PDF
0.56
Training Opportunities
0.40

SD

1.07
1.15
1.23
1.30
1.07

Salary

0.11

Chair

0.07

-0.04

Weighted
Average
Very Positive Impact
Dean
1.35
PDF
1.12

SD

0.70
0.85

Somewhat Positive Impact
Colleagues
0.88

1.05

1.21

Mentor(s)

0.79

0.89

1.23

Salary
Training Opportunities

0.75
0.36

0.93
0.63

Chair

0.31

1.37

Human Resources

0.13

0.51

Somewhat Negative Impact
Human Resources

Males
Factors

0.88

Common Issues Identified by Both Genders
Both female and male participants expressed their concern with regard to some
negative factors affecting their research environment, which were generally conceptualized
into one major theme (“Support from the Research Office Dean, and Senior Administration”) in
the order of the frequency.
Support from the Research Office, Dean, and Senior Administration [Female (N=3),
Male (N=2)]. Both female and male participants discussed the lack of support from the
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Research Office, Dean, and Senior Administration. As an illustration, one participant stated “we
need people in senior administration position to provide leadership. Our senior administration
sends signal after signal that it does not sufficiently value research”. Moreover, one participant
expressed his/her frustrations about the BUFA representative that they do not address their
concerns as they noted: “we need to get rid of incompetent persons in senior admin have who
have no research experience at all. Also, feel that BUFA does not take the concerns of research
active members very seriously”. The other person said: “Administrative support is wanting.”
Female Faculty’s Specific Issues
Female respondents provided additional comments about other negative factors
impacting their working environment, which were conceptualized into five main themes
(“Workload”,” Mentor”, “Unclear Research Expectation”,” Research Culture”, and “PDA/PDF”)
in the order of their frequency.
Workload (N=12). The heavy workload and unequal work distribution among faculty
were frequently discussed. As an illustration, one participant mentioned: “The workload is too
heavy and unevenly distributed among faculty.” Another participant had this to say: “Very
difficult to do the research you want with heavy teaching load at 18 credit units”. One
participant suggested that reducing the teaching load to a 15 credit hour workload would allow
more time/resources to conduct research and attend conferences, etc., while on the other side
another participant mentioned that: “Even at 15, it has been challenging at times because of
being asked to do overload”. Moreover, one person said: “I was on overload for my first 7
years. I could only manage enough research to secure tenure and that was brutal.” Moreover,
one person commented: “There appears to be a shifted emphasis occurring at BU in terms of
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research. However, teaching workload limits time/resources to conduct research, attend
conferences, etc. This, in turn, may affect competitiveness for national funding.” Furthermore,
the other respondent commented: “large workload and lack of protected time has the most
negative impact.”
Mentor (N=3). A few participants talked about the lack of mentorship in particular for
new staff at BU. For example, they pointed out that probably as a result of provincial budgetary
issues they have not found mentors at BU but from other institutions. One participant stated
“The research strategy stipulates research mentors, but I received no such mentorship upon
arrival. When I've spoken out about the needs of the faculty (especially junior faculty) on this
campus, I have not received as much support as I would hope. Instead, we are met with ’there's
no money’ for that type of responses.” Another individual stated that “new employees need
more mentorship and support”.
Unclear Research Expectation (N=2). Furthermore, a few participants mentioned that
expectations around research are not well defined at BU. For instance, one participant
mentioned that they have struggled to have their research agenda understood, or they have
had difficulty achieving an 'acceptable' level of research. Another respondent also explained
that while the climate at BU has changed to put more emphasis on research, the expectations
for teaching and service have not changed which have resulted in putting more weight on
research and less time for completing such research for tenure and promotion.
Research Culture (N=2). The lack of a research culture was also mentioned as a negative
factor in the research environment at BU. One person mentioned: “BU needs a clear strategic
research plan crafted by individuals who understand and care about academic research”.
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Related to this theme, another participant discussed that BU needs external relations putting
research news on social media.
PDA/PDF (N=2). Furthermore, a few respondents mentioned their concern about the
insufficient PD funds, and that research grants are extremely competitive and are not
supported by PDA.
Recommendations from Participants for Improving Research Environment
Once the respondents identified the inhibitors to an effective research environment, they
suggested some possible solutions to improve the research environment. The next question of
the survey asked, “What ideas do you have for improving the researching conditions at BU?”
Common Suggestions Made by Both Genders
Female and male participants suggested some ideas to improve their research
environment, which were generally conceptualized into three major themes (“Support from
Research Office, Chair, and Dean”, “Reduce Workload”, and “Support New Staff”) in the order
of the frequency.
Support from Research Office, Chair, and Dean [Female (N=8), Male (N=3)].
• “More support is needed for the research office.”
• “Scholarships and grants for supporting graduate students and undergraduate are
urgently required.”
• “Improve the function of research office; increase funding.”
• “Increase internal research funds amount and give a lump sum for 2 years like other
universities to ensure a strong foundation for the years to come and maximize
Faculty retention.”
• “Better staffed research office.”
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• “Have deans, VPs, and presidents who take research seriously and who are
researchers themselves.”
• “We need an AVP Research to provide leadership. Our senior administration sends
signal after signal that it does not sufficiently value research.”
• “Should have a dedicated VPR.”
• “A more comprehensive research office, staffed with those who have research
backgrounds.”
• “Need to put pressure on the administration to find adequate means to support
research (which would mean funding much more than is currently available), such as
fundraising.”
• “Need more infrastructure to help administer the grants financially, as this is
prohibitive for larger grants and detracts from the time for research.”
Reduce workload [Female (N=7), Male (N=2)].
• “Reduce teaching workload.”
• “Decrease all teaching to 15 credit hours with the opportunity to reduce to 12 if
spearheading a large research project.”
• “Fewer credit hours for professors.”
• “We need to figure out a reasonable workload calculation for research related
workload (like graduate students and honors students). We shouldn't be limited by
credit hours for student supervision that the member wants to take on (in overload if
needed) but the Dean won't or can't approve.”
• “If research is expected, then time should be provided for it as well.
• “It can be challenging with heavy teaching/service loads.”
• “Decrease credit units so we can actually DO the research. Inform people/staff of
their roles in the research process.”
• “Increase teaching reduction for research active members.”
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Support New Staff [Female (N=3), Male (N=1)]
•

“One of the main concerns is the lack of support available for faculty, particularly
those new to BU. Things like applying for BURC or SSHRC grants, submitting to
BUREC, hiring transcriptionists, or hiring research assistants are left up to faculty to
figure out. If the university wants to support faculty research, more support in
these areas would definitely have an impact.”

•

“Provide some acceptable guidelines around teaching release-times if one is a PI or
co-PI on research projects. Provide some acceptable guidelines on research startup funds for new faculty.”

•

“Provide an actual start-up fund for new faculty. Have a formal mentor process for
new faculty.”
•

“Make the research process more clear and supported for new faculty.”

Female Faculty’s Specific Suggestions
Female respondents provided additional constructive suggestions to improve their
research environment, which were conceptualized into three main themes (“Mentorship”,
“Improve Research Culture “, and “Establish Clear Research Expectation”) in the order of their
frequency.
Mentorship (N=4).
• “Creating stronger mentorship linkages.”
• “In need of experienced researchers to guide new researchers. I have heard my
colleagues report that it is the ‘blind leading the blind’.”
• “A formal mentorship program. Some training physically at the satellite campus.”
• “Have leadership luncheons or mentorship between faculty and high-profile people
in the community or upper administration, to create opportunities for faculty to
learn and develop professionally, and opportunities for upper admin to see what
we do in terms of research.”
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Improve Research Culture (N=4).
• “BU needs to get on social media like twitter etc. and get our research news out to
prospective students and to the community. Efforts like the Research Connections
newsletter seem ineffective. A clear research vision should be put forth in the new
strategic research plan, and the vision needs to be followed through, not simply
written down and forgotten about; there needs to be congruence between this
vision and the actions of upper administration.”
• “The culture of BU surrounding research has not been consistent in my
experience. While some recognize that we only improve things by representing our
research interests and creating demand for support, others seem less supportive of
new ideas.”
• “Establish policies and research strategies that better reflect the research at BU
and more money to support faculty doing research.”
• “Give some official recognition that research comes in many different forms. It
seems that only the big research grant type gets any attention.”
Establish Clear Research Expectation (N=2).
• “The university needs to be sure to provide what is expected by national funding
bodies with regards to equity and workspace.”
• “Need to understand the strength that we have in our small size and capitalize on
that rather than trying to set expectations and policies that are reflective of much
larger institutions.”
Other Suggestions.
• “Department level visioning of research agenda could result in a greater impact on
the development of research and the contribution to the field.”
• “Need Ph.D. programs and MA programs that are funded and full time so we can
attract grad students to work in our research.”
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Conclusion
In a nutshell, in the second question, both male and female respondents commonly
rated four factors including Mentor(s), Colleagues, Dean, and PDF to have Somewhat Positive
Impact on their research environments.
Females, in particular, commented on negative factors influencing their research
environment, such as lack of support from the research office, dean, and senior administration,
heavy workload, lack of mentorship, unclear research expectation and culture, and insufficient
PDA/PDF. Moreover, they correspondingly made constructive suggestions, such as receiving
more support from research office, chair, and dean, establishing effective conflict resolution,
reducing workloads, as well as, holding formal mentorship programs and enhancing research
culture through social network and novel strategic research plans, would benefit their research
conditions at BU.
Teaching Environment
The third question presented in the survey asked, “How have the following factors
(Human Resources, Dean, Chair, Mentor(s), Colleagues, Salary, Training Opportunities, and PDF)
impacted your ability to teach at BU? (Positive or negative impact)”. Respondents rated the
impact of specific factors on their teaching environment using a 5-point scale, where (-2) = Very
Negative Impact, (-1) = Somewhat Negative Impact, (0) = Neutral, (1) = Somewhat Positive
Impact, and (2) = Very Positive Impact. Respondents were also given an “Others” response
option.
Table 21 demonstrates the factors with Somewhat Positive and Neutral impacts, in the
order of their frequency, based on participants’ responses on the survey. Using the weighted
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average scores, females did not rate any of the factors as Very Positive impact on their teaching
environment; while, to men, their Dean and Colleagues, in the order of their frequency, were
shown to have Very Positive Impact on their teaching environment.
A few respondents also mentioned other factors including the University Librarian and
The Centre for Teaching, Learning, and Technology (CTLT).
Additional negative factors suggested by the participants were Technology issues
(Moodle, WordPress support, projectors, computers) followed by an insufficient number of
faculties, “Abuse of academic freedom” and “Mismatch between course offerings and faculty's
topics”.
Table 21
Contributing Factors in the Teaching Environment
Female
Factors

Weighted
Average
Somewhat Positive Impact
Colleagues
0.82
PDF
0.79
Mentor(s)
0.72
Training
0.69
Opportunities
Chair
0.41
Salary
0.33
Dean
0.18
Human Resources

0.30

SD

Male
Factors

Weighted
Average

Very Positive Impact
1.13 Dean
0.99 Colleagues
1.10
1.05 Somewhat Positive Impact
1.27 Mentor(s)
1.15 PDF
0.19 Chair
0.75 Salary
Training Opportunities
Human Resources

SD

1.10
1.05

0.64
0.80

1.00
0.89
0.83
0.65
0.53

0.57
0.83
1.29

0.11

0.47

0.73
0.51
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Common Issues Identified by Both Genders
Both female and male participants expressed their concern with regard to some
negative factors affecting their teaching environment, which were generally conceptualized
into two major themes (“Lack of Resources and Financial Support” and “Workload”) in the
order of the frequency.
Lack of Resources and Financial Support [Female (N=6), Male (N=2)]. Some
respondents had concerns about the lack of space, equipment, and technical supports (n=4). As
one participant said: “lack of space and technical equipment (new computers, projectors, etc.)
is frustrating. Designing facilities for ’PowerPoint presenter teachers alone is frustrating”.
Another person stated: “class sizes are somewhat large.” The other person had this to say:
“some rooms need new computers, projectors, tables, etc.” Moreover, another person
suggested that some more (expensive) equipment would be nice.
Some other participants also discussed the lack of teaching resources at BU (N=2). As an
illustration, one person mentioned that there are not enough resources to be effective teachers
and that it would be good to have a teaching conference/professional development workshop
geared toward Science. Moreover, one participant said: “Too much focus on teaching. Not
enough resources to be effective teachers.”
A few participants expressed their concern about the lack of funds to support their
teaching environment (N=2). One person stated that “One of the struggles I have on campus is
finding funding and students to train as markers and research assistants”. Another respondent
said: “we need funding for teaching assistants for classes that are larger”.
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Workload [Female (N=5), Male (N=1)]. Participants made additional comments on the
inequitable workload between departments and faculties, as well as their heavy teaching loads,
describing them as too demanding to attend professional development sessions and interfering
with research. For example, one participant mentioned that: “teaching is 95% of my job. I really
appreciate the sessions that are offered by the CTLT but can't get to many of them due to
teaching load and schedule. I have taught overload every year”. The other person had this to
say: “The course load is unreasonable. Also, the workload is not equitable between
departments and faculties.” Two participants claimed that “the teaching workload is too heavy
and interferes with research”. Another person specified that there is too much teaching which
has to make it difficult to deliver quality courses.
Female Faculty’s Specific Issues
Female respondents provided additional comments about other negative factors
impacting their teaching environment, which were conceptualized into two main themes (Lack
of communication between colleagues and lack of support from chair and dean) in the order of
their frequency.
Lack of Communication between Colleagues (N=4). Some participants expressed their
concern about the inefficient and inconsistent teaching strategies and standards used by their
colleagues. For example, one participant stated that “Ineffective and destructive teaching
methods used by my colleagues have negatively impacted my experience”. Another participant
suggested that “There seems to be an openness to different teaching styles and approaches at
BU and people are willing to share their strategies but at some time especially for 1st and 2nd
years students, attendance can be low which can be frustrating when there does not seem to

SWRC REPORT

81

be that buy-in to attend”. Another participant stated, that “the teaching environment has
become volatile and I am not certain that there is any way to improve this as it is speaking to
the level of preparation students come to BU with”. Moreover, the lack of constructive
communication between colleagues has been discussed, as one participant stated “many
people come and teach their classes and then leave and work at home. I would like to see more
people available on campus to create relationships and to provide an environment where we
can support each other”.
Lack of Support from Chair and Dean (N=2). Participants also often discussed that there
is a lack of respect, communication, and support between students, chair, dean, and colleagues.
For example, one participant stated that “students have reported that they feel bullied by
professors and some IAs. When coached to go to the chair, students said the chair is part of the
problem and they are too scared to go to the Dean. This makes for a difficult teaching
environment knowing that students are facing negative learning environments outside of
learning space.” Another individual discussed her frustration with lack of collaboration with the
Dean, as stated: “Teaching constitutes the majority of my work. I really appreciate the sessions
that are offered by the CTLT but can't get to many of them due to teaching load and scheduling.
I have taught overload every year since I arrived. I started in winter and I asked the Dean if I
could start four months later in order to have an orientation and get organized but …the Dean
refused stating that it was unfortunate that my start date was in winter rather than summer as
then I would have had a month of lead time.”
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Recommendations from Participants for Improving Teaching Environment
Once the respondents identified the inhibitors to an effective teaching environment, they
suggested some possible solutions to improve the teaching environment. The next question of
the survey asked, “What ideas do you have for improving the researching conditions at BU?”
Common Suggestions Made by Both Genders
Female and male participants suggested some ideas to improve their teaching
environment, which was generally conceptualized into two major themes (“Reduce workload”
and, “Better Infrastructure”) in the order of the frequency.
Reduce Workload [Female (N=4), Male (N=3)].
• “Decrease the teaching load to allow room for a research program.”
• “Lower workload demands to allow for professional development, teaching, service
and research balance.”
• “Reducing teaching load of 12 credit hours/ year for those who are actively
conducting research.”
• “Have fewer sessions on improving teaching. I am always overloaded on my
workload and cannot attend any. Just too busy.”
• “Make sure that new or pre-tenured Faculty do not teach more than 4 or 5 new
courses (or new preparations) in the first five years at BU.”
• “Hire more faculty to reduce the reliance on sessional faculty teaching in core and
clinical courses. (female N= (1), male(N=2))”
Better Infrastructure [Female (N=3), Male (N=1)].
• “Classrooms are mostly a complete disaster. Everything in the classrooms (and labs)
need to be improved.”
• “Need a new science building.”
• “More modern equipped classrooms, more gallery system classrooms.”
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• “Modernize classrooms (with wheely chairs, tables that aren't bolted to the
ground).”
Female Faculty’s Specific Suggestions
Female respondents provided additional constructive suggestions to improve their
teaching environment, which were conceptualized into three main themes (“Resources”,
“Focus on Quality Teaching “, and “Student Services”) in the order of their frequency.
Resources (N=7).
• “Have some more 'involved/comprehensive' teacher training (i.e., basic principles
and emerging pedagogy trends).”
• “The 22 min/"short burst" training idea is good for putting forward quick tips but
more comprehensive training would be appreciated.”
• “Attend annual teaching conferences.”
• “More supports for writing and language skills at BU in particular for international
students without appropriate (and well deserved!) resources in place. In addition to
assistance with writing, they need assistance with resettlement, managing personal
and family issues, finances, etc. the same applies to some of our Indigenous
students. If we take care of their basic needs, then the teaching/learning
environment would be improved.”
• “Continued support for the teaching and learning center.”
• “Satellite campus should be given more opportunities to attend teaching events at
the main campus. Travel should be covered for this.”
• “Rather than do capital requests in Feb. when we know how much money we have
available, build a smaller amount in the budget so we can plan and purchase
earlier, rather than a mad dash in March before year end.”
Focus on Quality Teaching (N=3).
• “Develop a better evaluation of the teaching process. Place greater emphasis on
teaching quality in tenure and promotion decisions.”
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• “Implement Performance Management processes with under-performing faculty
members.”
• “Make entrance level criteria more competitive.”
Student Services (N=3).
• “Allow opportunity for students to make formal complaints in a manner where they
feel safe coming forward.”
• “Better mechanisms for getting student feedback, more opportunities to have peer
feedback.”
• “Offer a variety of courses so that students can take courses that are more relevant
to their majors.”
Other Suggestions.
• “Have graduate programs started with more opportunities to train students.”
• “Hire an Assistant Dean that can deal with interpersonal conflict in the Health
Studies Faculty.”
Conclusion
To conclude, in the third question both male and female respondents commonly rated
three factors including Colleagues, PDF, Mentor(s), and Training Opportunities to have
Somewhat Positive Impact on their teaching environments.
Females, specifically, commented on further negative factors influencing their teaching
environments, such as lack of resources and financial support, high and unequitable workload,
lack of communication between colleagues and lack of support from chair and dean. Moreover,
they suggested that reducing workload, establishing better physical infrastructure, providing
more resources such as teaching workshops, conferences, and training, and financial support
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for the satellite campus, as well as putting more emphasis on quality teaching and on improving
student support, would enhance the teaching environment at BU.
Professional and Educational Goals
The fourth question asked participants to rate the importance of specific professional
and educational goals that were proposed in the 2009 and 2014 SWRC reports. These goals
included: Establish Credible Research Program, Maintain Research Program, Publish More
Papers, Further Develop My Teaching Skills, Create or Update Courses or Programs, Pursue
Professional Training, Acquire Promotion and Acquire Tenure. Participants were asked to use a
three-point scale, with (-1) = Not Important, (0) = Somewhat Important, and (1) = Very
Important.
Table 22 demonstrates the Professional and Educational Goals rated by the participants
in the order of their frequency. Using the weighted average scores, females rated “Maintain My
Research Program”, “Create or Update Courses or Programs”, and “Publish More Papers” as
their top three Very Important professional goals. Males, on the other hand, rated “Acquire
Tenure”, “Establish Credible Research Program”, and “Maintain My Research Program” as their
top three Very Important professional and educational goals. To both genders, “Pursue Further
Academic Credentials” was perceived as a Somewhat Important goal.
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Table 22
Professional and Educational Goals in the Order of Their Frequency
Females
Goals

Weighted
Average

Very Important
1. Maintain My Research Program
1. 2. Create or Update Courses or
Programs

0.80
0.68

2. 3. Publish More Papers

0.68

3. 4. Establish a Credible Research
Program

0.67

5. Further Develop My Teaching
Skills
6. Acquire Promotion

0.57

7. Acquire Tenure
3. 8.Pursue Professional Training

Weighted SD
Average

Very Important
0.461. 1. Acquire Tenure
0.51 2. Establish Credible
Research Program

0.71
0.65

0.48
0.67

0.52 3. Maintain My Research
Program
0.572. 4. Acquire Promotion

0.55

0.60

0.53

0.74

0.53

0.51

0.52

0.60

0.44

0.54 5. Further Develop My
Teaching Skills
0.76 6. Create or Update Courses
or Programs
0.85

0.37

0.714. 7. Publish More Papers

0.50

0.68

-0.28

0.67

-0.69

0.60

0.45

Somewhat Important
9. Pursue Further Academic
Credentials

SD

Males
Goals

Somewhat Important
-0.09

0.89 8. Pursue Professional
Training
9. Pursue Further
Academic Credentials

5.

Participants were given an opportunity to make suggestions and they proposed some
other goals, which are listed below:
• “Have an impact in community development work in the associated research area”
• “Have an impact on student achievement and career development at BU”
• “Train more HQP, publish in better journals”
• “Have high educational standards”
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• “Establish research collaborations with other Canadian and International researchers
and universities”
• “Develop a personal learning plan and get the resources, Curricular and Program
Planning.”

Goals Identified by Females
Female participants made further comments about their professional and educational
goals, which were generally conceptualized into two major themes (“Research” and “Teaching”)
in the order of their frequency.
Research (N=7). Some participants suggested that conducting and maintaining their own
research program is considered as one of their main professional goals (N=5). One person
stated: “Research is one of my main goals, I see this as a priority”. Two other respondents
expressed their concern about maintaining their research programs due to a lack of grants and
resources. As a participant mentioned: “I have established a research program with funding. I
worry very much about being able to maintain it given the lack of resources at Brandon for
research particularly in the research office e.g., we need more resources around ethics (sample
consent forms, etc.), around financial management and efficient invoicing for grant holders,
around research officers who can direct our applications, etc.” Similarly, another person said:
“My grant money is the main limiting factor. Competitive federal grant competitions, the low
success rate, low provincial and university grants to support research, yet translational research
needs constant money support is my main problem. There is no grant support for a graduate
student at BU, if this continues then soon we are going to fail to have a sustainable graduate
program at BU”.
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Teaching (N=2). Two other participants expressed their interest in both teaching and
research. One person said: “Trying to have both high teaching and research goals is not easy!”
The other one stated: “Wish to do meaningful things in teaching and research, not things that
just look good on paper.”
Miscellaneous Goals
Participants also mentioned other different educational and professional goals, which
are listed below:
• “Enhancing educational standards worthy of a university degree i.e. articulate
students who can think critically and write competently would be beneficial” (N=1)
• “I would like to pursue a Masters degree but the pay at BU is so low and the cost is
far too high for me.” (N=1)
• “The acquisition of tenure and promotion is not only the most important goal for me
as a faculty member, but it is also the most stressful aspect of my job.” (N=1)
• “I am always looking to learn new things and improve my skills and knowledge base.
Brandon University provides many great opportunities to do so!” (N=1)
• “I aim to build connections across the country in my areas of research and teaching.”
(N=1)
Conclusion
In the fourth question, both male and female respondents commonly rated two goals
including: “Maintain My Research Program”, and “Establish Credible Research Program” as the
Very Important Professional and Educational Goals.
Females, specifically, rated “Create or Update Courses or Programs”, “Publish More
Papers”, and “Further Develop My Teaching Skills” as their Very Important Goals. Female
participants made further comments about their professional and educational goals, which
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were generally conceptualized into two major categories, one of which was conducting and
maintaining their own research program and the other one was teaching.
Work Distribution
The fifth question asked participants: “Please indicate the approximate percentages of
time you feel you have spent on each of the categories (e.g., Teaching, Research, and Service)
over the past two years.” Figure 14 demonstrates the approximate percentages of time both
female and male faculty members believe they have spent on each of the categories. Generally,
both female and male faculty members reported spending more time on Teaching and less time
on Service. In particular, a greater percentage of female faculty members’ time was dedicated
to Teaching than male’s (60% versus 46%). A t-test result also confirmed that this difference
was statistically significant (t (39) = -3.02, p <0.01). Moreover, a greater percentage of male’s
time involves doing service relative to their female counterparts (27% versus 19%). A t-test was
performed and the result also showed that this difference was slightly significant (t (22) =2.11, p
<0.05). Females were slightly less engaged with Research than their male counterparts. This
difference was not statistically significant.
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Figure 20. Self-reported work distribution by gender.
After excluding the faculty of Health Studies from the analysis, surprisingly it did not
significantly affect the workload distribution.
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Figure 21. Self-reported work distribution by gender excluding health studies faculty members.
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Unique Challenges

In the next question, the participants were asked to answer an open-ended question:
“Do you feel your situation is unique, causing you challenges different from and greater than
those of your colleagues?”
Common Challenges Identified by Both Genders
Both female and male participants commented on the unique challenges they have
experienced at work, which were generally conceptualized into two major themes (“High
Workload” and “Lack of Support from Senior Colleagues”) in the order of the frequency.
High Workload (N=14) [Female (N=11), Male (N=3)]. Participants frequently talked
about the uneven distribution of workloads between faculty members and high workloads.
Unequitable Work Distribution/ Work-Life Imbalance [Female (N=8), Male (N=2)].
• “I teach a first-year course that has 120 first-year students in it. It is heavy with
writing assignments, marking and student meetings. Moreover, last year I taught
in all 3 terms while other faculty members generally get a term off. I spent my
summer doing course prep and trying to write for publication.”
• “There is great inequity in services contributions at this university. Some people
do a whole lot, others do nothing and look down upon those who do -- but then
get angry when they run into difficulty with tenure, promotion, etc.... There needs
to be some mechanism to ensure a more equitable sharing of service
responsibilities. Service needs to matter.”
• “I am a clinician. The CA puts no caps on my schedule, yet I am required to do
research and develop programming with no time. When I designate time in my
schedule for research I am expected to see students if they have urgent issuesthey will even seek me out in the library or wherever. I am expected to NOT to
work off-campus and keep regular hours all 12 months.”
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• “Too many lazy people around who don't do any service, leaving other people
with an inequitable distribution of service. E.g., faculty members who leave BU on
the day of their last exam and return from summer vacation on the 1st day of
classes (i.e., 4-month vacation) should not be allowed to do that – as their work
that must be done over the summer then needs to be completed by someone
else.”
• “I feel that I am called upon to do more teaching and more service to support
the programs and the faculty. I am always disappointed about how this interferes
with my research but I know that we need people to do those tasks for the
organization to be successful. I wish there was more recognition or
acknowledgment for those of us who always agree to help.”
• “I run larger, more (in number) and thus more time-consuming research grants
than my colleagues involving a lot of travel and need this to be taken into
account in terms of teaching load and supports.”
• “As part of a service unit; difficult to consistently find time to do research and/or
make programming changes (i.e. introduce new programs, program evaluation,
etc.)”
•

“I probably spend 80% time on teaching, 40% on research (evenings and
weekends), and service at 30% (fit in my day at the expense of something else)
because there are not enough faculty serving on Department committees, so I
often fill this gap because I am asked. This is not fair, just because I am a faculty
member who is present on campus and engaged, why am I ‘punished’ with
having to serve on numerous commitments over-and-above what others are
contributing? The work-life balance is extremely negative at the expense of my
personal and professional life.”

•

“Many of the research supports are located on the Brandon Campus. People
are very helpful by phone but sometimes you just need face-to-face support or
education. I work on the satellite campus and because of teaching load, it is
difficult to get to the main campus during the fall and winter terms. Sometimes I
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feel like I'm constantly juggling many demands and pressures and then I don't
feel like I'm doing anything well. I always feel like I'm working more than a 40hour work week. Because I care deeply I do invest in community service both in
and outside the university -realistically I'm probably doing more than 25% of my
time on research.”

• “Heavy involvement with the faculty association and being half owner of a small
business. Whereas others are completely outside my control - having my parent
live with me because they have dementia and Alzheimer’s. Obviously, all these
things can be stress-inducing during your day-to-day life both within and
outside the workplace.”
• “Too much teaching - so that it is difficult to be able to deliver quality teaching.
Not enough research emphasis - research is actually discouraged at BU.”

Challenges Related to Work Environment for PAs.
• “As full faculty members, we have expectations for research and service, and
many of us are the sole providers of the resource we offer to students. Students
EXPECT us to be available to them, and sometimes we are unable because of the
volume of students we are seeing... I know that I spend a significant amount of
my own time doing research because there is simply not enough time in my
workday schedule to accomplish my goals. Unlike other faculty members, our
schedules are not very flexible. We are on campus, usually, Monday to Friday,
8:30-4:30, and also at special events. We are generally only away during
vacation days, or on scheduled (5 days per year) research days. We also deal
one-on-one with many high-needs students, so compassion fatigue and burnout
are risks.”
• “Our research time is difficult to fit into our schedules. Also, student
demand/need for appointments increases with each year without additional
PA's to assist with the workload and without protected research time.”
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Lack of Support from Senior Colleagues [Female (N=1), Male (N=1)].
• “I'm hoping to speak on behalf of junior colleagues to say that research support is
the main issue. Additionally, being a young, untenured, queer woman, the culture of
tolerance around inappropriate workplace behavior needs to change. Also, a culture
of support from senior faculty that includes mentorship behaviour around teaching,
service, and research would need to change to adequately support junior
colleagues.”
• “I work in a department that consistently requires new faculty to bear an undue
burden of the teaching load. Senior colleagues do little to no new course
preparation, and relatively little service, and therefore concentrate on their
research, while, in effect, depriving others of that time.”

Moreover, one female participant expressed her concern with regard to her unstable work
condition. She mentioned that “My work at the university is entirely contract-based, so it can
vary from year to year and does not allow me to access any benefits or participate on
committees or in certain activities. Our goal is to move toward something more stable, but it
has been a long and slow process.” Additionally, one male participant explained his unique
challenge was lack of support as a graduate student supervisor, which was something that he
had to deal with more than his colleagues. Although he was satisfied with his supportive
colleagues, he felt that might be an issue in the future if his research program grows. Lastly, a
participant who did not reveal his/her gender specified his/her unique situation by talking
about lack of communication and support from BUFA members, as he/she mentioned: “I am
the only person in my category at this university and this poses challenges as my professional
needs are more unique than the majority of BUFA members and thus I feel I may not have all of
my concerns or accomplishments reflected in all instances.”
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Conclusion
In summation, in the sixth question participants commented on the unique challenges
they have experienced at work, which were generally categorized into two major themes
(Heavy Workload and Lack of Support from Senior Colleagues) in the order of the frequency.
Generally, they expressed their concerns with regard to inequitable work distribution
and Work-life imbalance, as well as lack of time and unreasonable expectations for research
and service, in particular for PAs. Moreover, another issue that arose was the lack of support
from senior faculty to their junior colleagues that includes mentorship around teaching, service,
and research.
Overall Satisfaction at Brandon University
In the seventh question, the participants were asked to rate their overall satisfaction
with their experience working at BU on a 5-point gradient from (1) very unsatisfied to (5) very
satisfied. On average, female participants rated their overall satisfaction at BU as Neutral
(weighted average = 3.57). Whereas, male participants rated their overall satisfaction as
somewhat satisfied (weighted average = 4). Participants then were asked to answer the openended question: “What ideas do you have for improving your overall satisfaction with working
at BU?”
Common Suggestions made by Both Genders
Both female and male participants provided suggestions for promoting their satisfaction
at BU which were generally conceptualized into four major themes (“Workload”, “Chair, Dean,
and Senior Administration”, “Resources”, and “Hiring More Faculty”) in the order of the
frequency.
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Workload (N=12) [Female (N=11), Male (N=1)].
Workload Reduction.
•

“Less teaching and more research”

• “A decrease in workload would facilitate me reaching my research goals”
• “Reduce teaching workload (15 CH or less) that gives the opportunity to
engage in meaningful research.”
• “We need less teaching.” (N=2)
• “If research is truly an increased goal at BU, then more time needs to be
available for research.”
• “12 credit units as teaching load rather than 18 (15 will be a start if BUFA is
successful).”

Equal Work Distribution.
• “Ensure that service and teaching loads are equally distributed throughout
departments.”
• “Deal with the inequities -- at least when it comes to sharing the burden of
service. Inequities in teaching loads (the faculty member with 100 students a
term vs the one with 10 students) is also an issue, but I don't see a solution for
that.”
• “Too many people do not want to be on campus and too many are in the job
market. Members are allowed to get away with not working and that put
pressures on those who do want to do a good job and are left covering. It is
the administration's job to ensure the fair and equitable distribution of work
and that is not happening.”
• “Equity in terms of workload needs to be examined.”
• “More equity is required.”
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Chair, Dean, and Senior Administration (N= 9) [Female (N=7), Male (N=2)]).
• “Get rid of bullying by the chair and racist views toward students.”
• “I would like to have my personal goals and visions for my career listened to and
perhaps have some of my ideas supported. I want my Dean to know me. I want
more collegial relationships.”
• “Better leadership and management at the Dean level.” (N=2)
• “We would benefit from a stronger admin assistant. Our current admin is not
helpful and usually diverts her work to others.”
• “New Administration and effective leadership.”
• “Hire Assistant Dean.”
• “We have seen a retreat to the bad old ways of internal hiring, lack of openness,
deteriorating morale, and weak leadership.”
• “We need a vastly improved senior administration that can provide a positive
direction for BU. We need to seek to re-establish genuinely collegial governance
models rather than the insular decision-making based on bad process that happens
currently.”
Resources (N=6) [Female (N=5), Male (N=1)].
• “Environment. The main thing would be upgrading the science facilities and the old
outdated space.”
• “There should be more comprehensive teacher training. Also, there should be more
(standard) research start-up funds to allow for the hiring of research assistants,
and training in how to manage personnel, budgets, etc. using the BU system.”
• “More support for writing grant applications and leadership workshops.”
• “Work together with my colleagues to request necessary tech and audio
engineering equipment, services, and support.”
• “Formal mentorship for new professors.” (N=2)

SWRC REPORT

98

Hire Faculty Members (N=4) [Female (N=1), Male (N=3)].
•

“My faculty has a high number of instructional associates compared to academic
faculty members. This situation creates a lot of tension.”

•

“Hire more faculty (one tenure track and 2 IAS for Health Sciences Department).”

•

“The biggest thing is to add more faculty positions to take some of the load for
service off and make it easier to pursue scholarship activities.”

•

“Trying to replace faculty members should not be as hard as it is. The first 3 years I
spent here we spent 100s of hours in department meetings and writing letters
trying to get a faculty member replaced. I understand justifying a new position, but
to replace a core member of the department is absurd.”

•

“Enforce the BUFA CA. Get rid of old deadwood faculty.”

Female Faculty’s Specific Suggestions
Female respondents provided additional suggestions to improve overall satisfaction at
BU, which were conceptualized into two main themes (“Supportive Environment” and “Increase
PDA/PDF”) in the order of their frequency.
Supportive environment (N=5).
• “Support, guidance, encouragement.”
• “Basically, policies, culture of support, and research support.” (N=2)
• “We need more support overall for research. We also need a more supportive
environment toward faculty as people.”
• “More support in all aspects of the job and more opportunity to succeed.”
• “Support and implement recommendations from TRC.”
Increase PDF/PDA (N=3).
• “An increase in PD funds.” (N=2)
• “Research funding for new faculty.”
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Issues Identified by Participants Who Did Not Specify Their Gender
Those participants who did not reveal their gender also provided additional suggestions
to improve overall satisfaction at BU which are listed as below:
• “New ERP system required ASAP.”
• “Stronger commitment to private fundraising to meet budgetary limitations in my
area.”
Correlational Analyses
Correlational analyses were implemented to determine if there were any associations
between factors contributing to the working, research, and teaching environment and overall
satisfaction at BU. The results indicated that in the working environment, the more female
participants perceived Colleagues, Chair, Training Opportunity, Mentor(s), Human Resources,
Dean, and Salary as positive factors, the more likely they reported increased satisfaction at BU
(r= .68, .49, r= .38, r = .36, r=.36, r=.35, r= .28 respectively) *.
The results also showed that in the research environment, the more female participants
perceived Chair, Dean, Colleagues, and Salary, as positive factors, the more satisfied they were
at BU (r = .58, r= .52, r= .40, r=.36 respectively) *.
In the teaching environment, the more female participants perceived Colleagues,
Human Resources, Dean, and Salary as Important Positive factors, the more likely they reported
increased satisfaction at BU (r= .69, r= .44, r= .42, r= .39 respectively) *.
Additionally, other correlational analyses were performed to examine if there were any
relationships between professional and education goals rated by females and their satisfaction
at BU. The results showed that the more participants perceived “Acquire Tenure” as their
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important goal, the more likely they reported decreased satisfaction at BU (r= -.37*). This
suggests that female participants may experience stress in pre-tenure years.
*p < .05
Conclusion
In the last question, the participants were asked to rate their overall satisfaction with
their experience working at BU. On average, female participants rated their overall satisfaction
at BU as Neutral. While it seems that males are more satisfied than females, as they rated their
overall satisfaction as Somewhat Satisfied. Female participants, in particular, suggested that
through reducing workload, enhancing efficient communication with chair, dean, and senior
administration, offering higher salary and opportunities for promotions and career
development, higher satisfaction can be achieved. The correlational analysis also statistically
confirmed female’s suggestions correspondingly.
Correlational analysis showed that in the working environment, the more female
participants perceived Colleagues, and Chair, Training Opportunity, mentor(s), Human
Resources, Dean, and Salary as positive factors, the more likely they reported increased
satisfaction at BU. Moreover, in the research environment, the more female participants
perceived Chair, Dean, Colleagues, and Salary, as positive factors, the more satisfied they were
at BU. In the teaching environment, the more female participants perceived Colleagues, Human
Resources, Dean, and Salary as Important Positive factors, the more likely they reported
increased satisfaction. Finally, the more female participants perceived “Acquire Tenure” as their
important goal, the more likely they reported decreased satisfaction at BU.
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Recommendations by CAUT 2017 With Regards to Women’s Human Right to Equity*
“The Canadian Association of University Teachers is dedicated to acquiring equity for
women in Canadian post-secondary institutions, reducing the current socio-economic and
professional disparities between women and men.
Active measures should be taken to:
1. Ensure that the rights of all women in the academic community are respected and
promoted, particularly those of Aboriginal women, women with disabilities, lesbian,
bisexual, trans, queer or 2-spirited women and racialized women;
2. Encourage equitable participation of women in all academic disciplines through
equitable hiring, tenure, compensation, regularization, and promotion practices;
3. Rectify the current imbalance between men and women in senior administrative
posts;
4. Address the over-representation of women in precarious positions;
5. Encourage and value, teaching and mentorship, research and scholarly work, and
service to the institution and broader community by women and about issues of
concern to women;
6. Maintain an equity office, staffed by qualified personnel with the resources and
authority to enforce equity policies and programs;
7. Conduct regular pay equity reviews and redress unfair anomalies;
8. Guarantee pension equity;
9. Recognize that women have disproportionate responsibility for family care, and
develop family-friendly policies, including those affecting recruitment, hiring,
retention; and,
10. Ensure access to affordable and convenient childcare on or near campus.”
Approved by Council, November 2018.
*Directly adapted from CAUT 2017 website
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Discussion

The purpose of this survey was to examine women’s experiences at BU from a more
personal approach in order to gain a greater understanding of their experiences at BU. It
allowed for the identification of informal inequalities and it raised awareness about barriers
women face at BU.
In summary, the descriptive statistics showed that, to females, in general, Mentor(s),
Colleagues, and PDF were positive factors in the environment at BU. Male participants, on
average, rated Dean, PDF, and Colleagues as the factors with positive impact.
Participants made additional comments about negative factors in the working, research,
and teaching environments at BU and suggestions provided for improving these environments
were conceptualized into major themes. These themes were consistent across each
environment and included, most notably, a demanding workload, negative relations with the
administration and union, lack of sufficient resources, and negative collegial relations. It is clear
that major changes are required at BU to enhance these environments. Besides, it seems likely
that due to the fact that there were similar issues recognized in the SWRC study in 2014 and
2009, the present results might suggest that such concerns have not been efficiently resolved
(e.g., demanding workload, negative collegial relations). Thus, it is crucial that they are
addressed since the current findings have shown that they are not resolving or disappearing on
their own.
The top three goals that female participants rated as most important were to Maintain
My Research Program, Create or Update Courses or Programs, and Publish More Papers. Males
rated Acquire Tenure, Establish a Credible Research Program, and Maintain My Research
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Program as their most important goals. Unique challenges participants often discussed were
related to heavy workload and work-life Imbalances. Overall satisfaction at BU for females was
shown to be neutral and was somewhat positive for males. Moreover, the correlational
analyses suggested that the more female participants perceived Acquire Tenure as important,
the less their reported satisfaction at BU. These findings were also supported by participants’
additional comments. Moreover, the correlational analysis showed that in the working
environment, there is a positive correlation between female’s satisfaction and the factors:
Colleagues and Chair. In the research environment, there was found to be a significant positive
correlation between overall satisfaction and factors: Chair, Dean, Colleagues, and Salary.
Finally, there was a positive association between factors: Colleagues, Human Resources, Dean,
and Salary and overall satisfaction in the teaching environment.
Generally, many female participants’ comments suggest that heavy workload and lack of
mentorship are amongst the main issues specified by faculty members at BU that may need to
be taken into careful consideration. Related to such comments, Barrett and Barrett (2011) and
Acker (2014) implied the lack of resources and great demands for women in senior ranks. As an
illustration, several researchers have pointed out the vital role of mentoring with regard to job
satisfaction, career development and academic productivity, enhanced empowerment, job
retention, grant income, promotion rate, and self-confidence about their academic competence
(Cross et al., 2019; Kim and Kang, 2019; Morley, 2013). Unfortunately, in spite of the
advantages of mentors for both the universities and the mentees, there is still a lack of
mentoring (Gardiner et al., 2007). The current report also showed that participants discussed
their need for mentors and research has shown that mentorship programs are very valuable for
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universities. SRWC does have a list of female faculty members who have agreed to mentor new
female faculty, however, their services are rarely utilized. This issue will need to be explored
further to determine the reasons for this disconnect, between the expressed need for
mentoring and the low numbers of members accessing the service.
Conclusion
This review of the status of women has revealed some positive trends toward gender
equity. Overall, the proportion of women in the faculty ranks as well as the representation of
women at BU has improved. Moreover, women and men secure promotions, tenure,
sabbaticals, and BURC grants with a similar success rate at BU. These outcomes are certainly
promising, and yet it is vital that the Status of Women Review Committee keeps a close eye on
these positive trends and continue performing periodic reviews of the status of women at BU
for monitoring women’s constant improvement.
Unfortunately, this review has also shown a number of constant gender differences and
obstacles to women’s career success at BU. As an illustration, females are still underrepresented in specific fields such as Science and ranks such as Full Professor. The findings also
demonstrated that, over the last five years, the faculty of Health Studies is still greatly femaledominated, and the majority of its members are at an instructional associate level with
continuing appointments. All of which makes the Health Sciences faculty distinctive in relative
to other faculties. Moreover, some female members are waiting longer than males to apply for
promotions. Periodic research by the SWRC is thus essential to reveal some of the reasons
behind these continuing inequities and to guide the university toward resolving them.
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It should be noted that there have been a number of limitations with regard to the
archival data part of the report. To begin with, at the Human Resources Office, some data could
not be found electronically and therefore was obtained manually, which may influence the
data’s accuracy (e.g., years of service, highest degree attained, overload credit hours, starting
salary). Furthermore, previous SWRC reports did not clearly explain how years of service for
faculty members were calculated when members had two different start dates or when
members completed terms or other positions before their current positions. Moreover, in some
cases there were inconsistencies between data gathered from Human Resources and hiring
data gathered from the office of president vice-president and faculties, which can affect the
accuracy of data. Additionally, previous SWRC studies did not constantly specify if they
considered all faculty members or only full-time faculty members. Moreover, not all Data
Collection Forms were complete. Finally, sessional faculty members over the last five years
were not studied. Since data would have to be collected manually, it was feared it might not be
accurate.
The findings of the second part of the report provided more in-depth information on
Brandon University’s working environment. Generally speaking, while there have been some
improvements in some of the formal inequalities such as gender pay gap, or rate of hiring,
informal inequities such as lack of teamwork, support, and respect still persisted. In this report,
a number of constant negative impeding factors to women’s career success at BU were
recognized (e.g., lack of support at institutional levels, lack of resources and funds). The
respondents, correspondingly, made several suggestions for improvement in their Work,
Research, and Teaching environment. With regard to the workload distribution, the data
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showed interesting results with regards to men reporting that they dedicate more of their time
to service than females. Although the difference was slightly significant it can be due to the
nature of the survey which is a self-report and therefore different perceptions of males for
service might explain the results.
In terms of the overall satisfaction at BU, data showed that women are generally less
satisfied with their jobs than their male counterparts.
The mission of eliminating obstructions to creating a positive work environment and
women’s job improvement rests on various shoulders. It is upon BU and BUFA to take the
concerns and suggestions made for improvement into account and to make sure that concrete
and practical actions are taken to resolve them, as this can lead to institutional success in many
ways. As an illustration, improving the environment at BU would promote faculty member’
work, teaching, and research, as well as students’ experiences. All faculty members are
responsible for creating a positive and collegial working environment free of harassment,
discrimination, and misbehaviors. It is also upon administrators of all levels to create this same
environment via the unbiased and fair treatment of faculty members and effective conflict
management. Moreover, women are also responsible for their own improvement at BU by
applying for grants and promotions, to name a few.
The current report provided comprehensive findings in gender equity at BU from both
an objective approach through archival data, and a subjective approach via survey. Using these
two methods reinforced the report and allowed a more profound understanding of women’s
experiences at BU compared to if merely one of the approaches were used. In conclusion,
although BU is succeeding towards gender equity, the findings of the survey show that
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regardless of the statistics, women at BU are still challenged by several obstacles regarding
their employment. It is important that BU take the necessary steps to identify negative factors
mentioned in this report in order to improve faculty members’ performance and accordingly to
enhance the institution’s success and efficiency.
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