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OVERVIEW AND PURPOSE 
Ivy Women in STEM (WiSTEM) is intended to investigate variances in hiring and advancement of 
female STEM full-time and adjunct faculty, and the causes of any variances between groups. The 
overarching goal of the IvyWiSTEM project is increase the hiring and advancement of female STEM 
faculty at Ivy Tech’s 30 degree granting locations throughout the state.  In order to accomplish this goal, 
the following five sub goals were carried out:  
 

• Goal 1: Collect and analyze institutional information to determine variances in recruitment, 
retention, and advancement of female STEM faculty at each of Ivy Tech’s 14 regional locations 

• Goal 2: Gather data and suggestions for institutional transformation strategies from external 
sources 

• Goal 3: Build institutional support by hosting faculty groups to gather input on strategies for  
• Goal 4: Develop an Institutional Transformation plan for Ivy Tech 

 
Approval for this study was granted by the Intuitional Review Board (IRB) at Ohio University and the 
President’s Office at Ivy Tech Community College. 
 
Ivy Tech Community College 
Since its inception in 1963, the structure of Ivy Tech Community College of Indiana (Ivy Tech) has 
significantly changed.  The College was founded as Indiana Vocational and Technical College. The 
Wabash Valley region was the first chartered region of the College, and 13 additional campuses 
throughout the state were formed.  The most pivotal change in the College’s history occurred in 1994. 
After 30 years of operating as individual campuses of Indiana Vocational and Technical College, the 
name was changed to Ivy Tech State College and the College received a single system-wide accreditation.  
A second pivotal change occurred in 2005 when Senate Enrolled Act 296 gave Ivy Tech sole 
responsibility for Indiana’s statewide community college system.  As a result of Ivy Tech’s expanded 
role, the College began operating as a single and uniformed coherent system in order to better serve 
students throughout Indiana more efficiently.  This transformation has increased the need which has 
increased the need for personnel, space, and financial resources.  
 
Today, Ivy Tech is Indiana’s largest postsecondary institution and the nation’s largest singly accredited 
community college system.  Ivy Tech is comprised of 14 regions throughout the state of Indiana 
including: Northwest, North Central, Northeast, Lafayette, Kokomo, East Central, Wabash Valley, 
Central Indiana, Richmond, Columbus, Southeast, Southern Indiana, Southwest and Bloomington.  
Within the 14 regions, the College is divided into 30 degree granting locations that serve nearly 200,000 
students per year.   
 
IVY TECH FACULTY SURVEY 
 
Survey Methods 
• A link to the Qualtrics survey was sent to 2,245 faculty at Ivy Tech through electronic mail on 

________________________ 
• __________ reminder emails were sent to faculty between _____________ and ______________ 
• The survey was active between 11/6/2013 and 12/2/2013. The overall survey response rate was 

62.2% (n=1,396). Approximately 37.8% of faculty chose not to participate in the survey.  
 
Characteristics of Faculty Respondents 
• A large majority of faculty respondents were reported White for race (90%, n=1256); the next largest 

population was Black or African American (5.9%, n=82). Combined, American Indian, Asian 
Hispanic and multiracial faculty represented only 4% of all respondents.  
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• Slightly over forty percent (40.6%) of respondents were faculty in a STEM field  
• A majority of respondents were women (60.8%)  
• Over seventy percent (74.9%) of respondents reported they have children  
• Faculty status: A large majority of respondents were first employed at Ivy Tech as an Adjunct 

Faculty (80.2%); 12.6% were first hired as Assistant Professor; 2.7% Associate professor; less than 
1% Professor (.9%).  

• Nearly sixty percent (59.6%) indicated they have been promoted since they began working at Ivy 
Tech; 38.9% indicated they had not been promoted; 1.5% of respondents did not provide a response 
for this question 

• Of respondents that indicated that they have been promoted, 1.1% moved from administrator to 
faculty; 14.9% moved from part-time to full-time faculty; and 14.2% moved into faculty leadership  

• The length of time spent at Ivy Tech ranged from less than one year to over 25 years. The majority of 
respondents have been at Ivy Tech between 1-5 years (41.5%). 10.8% have been at Ivy tech for less 
than 1 year; 24% between 6-10 years; 12.2% between 11-15 years; 5% between 16-20 years; 2.7% 
between 21-25 years and 3.8% more than 25 years. 

 
Overall Satisfaction  
In general, faculty members were more satisfied [includes slightly satisfied, moderately satisfied, very 
satisfied] (85%) than dissatisfied [includes very dissatisfied, moderately dissatisfied, slightly dissatisfied] 
(14%) 
• There was no significant difference in overall satisfaction between STEM and Non-STEM faculty. 

However, overall, there was a significant difference in overall satisfaction between female faculty (m 
= 5.01) and male faculty (m = 4.80) 

• Faculty employed at Ivy Tech less than a year, 21-25 years  and more than 21 years were slightly 
more satisfied than their peers (i.e., 1-5 years, 6-10 years, 11-15 years, 16-20 years) 

• Faculty that have not been promoted while at Ivy Tech indicated they are slightly more satisfied than 
those that have been promoted 

 
Considerations to leave 
• 45% of Adjunct Faculty reported they have never considered leaving, while 26.7% indicated they 

were slightly serious about leaving 
• 33.7% of Assistant Professors reported they have never considered leaving, while 30% indicated they 

were slightly serious about leaving 
• 35.1% of Associate Professors reported they have never considered leaving; an identical percentage 

also indicated they are slightly serious about leaving 
 
Reasons Why Respondents Applied to Ivy Tech 
• When asked to identify the reasons individuals applied for a faculty position at Ivy Tech, 91% of 

respondents indicated that they applied to Ivy Tech because they enjoy teaching; 82.8% they enjoy 
helping students; and 57% because of the flexibility working would provide. There were no 
significant differences between STEM and non-STEM faculty when examining reasons they applied  

 
Faculty Experiences (1.00 = strongly disagree, 6= strongly agree) 
Positive experiences 
• Faculty felt strongly that they are treated with respect by their students (5.41), department head or 

chair (5.39) and by colleagues (5.36). 
Negative experiences 
• Overall, a majority of faculty reported that they do not feel isolated at Ivy Tech (3.44), excluded from 

informal networks within their department (3.30), or feel isolated by their department (2.8). 
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Equity 
• Faculty indicated that they would be as comfortable with a female department head as a male 

department head (5.42), believed faculty are serious about treating male and female faculty equally 
(5.37) 

• Overall, faculty disagreed that female faculty are less likely than their male counterparts to have 
influence in departmental politics and administration (2.16)  

 
Tables - Ivy Tech Faculty Survey 

 
Table 1: Faculty Satisfaction by Length of Time Employed (1.00 = very dissatisfied, 6= very 
satisfied)  
Length of Employment Overall Satisfaction 
 Mean (n) Std. Dev 
Less than 1 year 5.17 (145) 1.149 
1-5 years 4.90 (555) 1.314 
6-10 years 4.83 (322) 1.368 
11-15 years 4.87 (161) 1.338 
16-20 years 4.94 (66) 1.299 
21-25 years 5.33 (36) .862 
More than 25 years 5.18 (51) 1.144 
 
Table 2: Faculty Satisfaction by Promotion Status (1.00 = very dissatisfied, 6= very satisfied) 
Promotion Status   Overall Satisfaction 
 Mean (n) Std. Dev 
Never promoted 5.02 (830) 1.241 
Promoted 4.80 (541) 1.373 
 
Table 3: Years Employed and Promotion Status 
Years Employed Promotion Status Total 
 Never promoted Promoted  
Less than 1 year 139 6 145 
1-5 years 408 147 555 
6-10 years 148 172 320 
11-15 years 66 95 161 
16-20 years 29 38 67 
21-25 years 8 28 36 
More than 25 years 7 43 50 
Total 805 529 1,340 

 
Table 4: Promotion Status by Gender*STEM Status 
STEM Status Gender Promotion Status Total 

  Never Promoted (%) Promoted (%)  
Non-STEM Female 382 (58.4) 272 (41.5)  654 

 Male 172 (64.6) 94 (35.3) 266 
 Non-STEM Total 554 366 920 
STEM Female 110 (59.7) 74 (40.2) 184 

 Male 168 (61.9) 103 (38.0) 271 
 STEM Total 278 177 455 
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Table 3: Percentage of faculty that have considered leaving Ivy Tech (first faculty appointment 
rank) 
Faculty Rank Percentage 
Adjunct Faculty  

Never considered leaving 45.0 
Slightly seriously 26.7 
Moderately seriously 15.8 
Very seriously 12.5 

Assistant Professor  
Never considered leaving 33.7 
Slightly seriously 30.2 
Moderately seriously 20.9 
Very seriously 15.1 

Associate Professor  
Never considered leaving 35.1 
Slightly seriously 35.1 
Moderately seriously 18.9 
Very seriously 10.8 

Professor  
Never considered leaving 30.8 
Slightly seriously 30.8 
Moderately seriously 7.7 
Very seriously 30.8 

Rank not reported  
Never considered leaving 47.4 
Slightly seriously 31.6 
Moderately seriously 10.5 
Very seriously 10.5 

 
Table 4: Reason respondents applied for faculty position at Ivy Tech 
Survey Items Percentage (n)* 
1. Enjoy Teaching 91.0% (1,271) 
2. Enjoy Helping Students 82.8% (1,156) 
3. Flexibility 57.0% (796) 
4. To Be Involved With Community 24.5% (342) 
5. To Obtain Employee Benefits 14.1% (197) 
6. To Advance in Discipline 18.3% (256) 
7. To Advance in Administration Within Higher Education 10.0% (140) 
8. Other 10.0% (139) 
*Total percentages does not equal 100 
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Table 5: Reason respondents applied for faculty position at Ivy Tech by STEM Status 
Reason for applying Percentage of total within each 

status* 
Total 

Non-Stem (n) STEM (n) 
1. Enjoy teaching 90.1 (842)  92.9 (429) 1271 
2. Enjoy helping students 83.5 (780) 81.4 (376) 1156 
3. To advance in administration 

within higher education 
10.6 (99) 8.9 (41) 140 

4. Flexibility 60.0% (560) 51.1 (236) 796 
5. To be involved with community 25.6 (239) 22.3 (103) 342 
6. To obtain employee benefits 13.7% (128) 14.9 (69) 197 
7. Applied for other reasons 9.4 (88) 11.0 (51) 139 
*Percentages indicate percentage of all respondents by status (non-Stem, STEM) that indicated 
the provided was a reason for applying for a faculty position   
 
Table 6: Faculty Experiences: Positive Experiences (1 =strongly disagree, 6 = strongly agree) 
Survey Items Mean Std. Dev 
1. I am treated with respect by students. 5.41 0.867 
2. I am treated with respect by my department head or chair. 5.39 1.107 
3. I am treated with respect by colleagues. 5.36 0.992 
4. I am treated with respect by department staff. 5.3 1.149 
5. I feel I can voice my opinions openly in my department. 4.73 1.486 
6. Faculty meetings allow for all participants to share their views. 4.43 1.582 
7. Colleagues regularly solicit my opinion about work-related 

matters (such as teaching, research, and service). 
4.16 1.496 

8. Committee assignments are rotated fairly to allow for 
participation of all faculty. 

3.91 1.482 

9. I feel like a full and equal participant in the problem-solving and 
decision-making. 

3.48 1.54 

10. I have a voice in how resources are allocated within my 
department. 

3.2 1.757 

 
Table 7: Faculty Experiences: Negative Experiences (1 =strongly disagree, 6 = strongly agree) 
Survey Items Mean Std. Dev 
1. I do a great deal of teaching that is not formally recognized 

by my department. 
3.44 1.691 

2. I do a great deal of service that is not formally recognized 
by my department. 

3.3 1.595 

3. I feel isolated at Ivy Tech overall. 2.88 1.587 
4. I feel excluded from informal networks in my department. 2.73 1.561 
5. I feel isolated in my department. 2.49 1.545 
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Table 8: Faculty Experiences: Equity and Discrimination (1 =strongly disagree, 6 = strongly agree) 
Survey Items Mean Std. Dev 
1. Most faculty would be as comfortable with a female department 

head as a male department head. 
5.42 0.991 

2. Faculty are serious about treating male and female faculty equally. 5.37 1.068 
3. Female faculty are less likely than their male counterparts to have 

influence in departmental politics and administration. 
2.16 1.422 

4. Female faculty tend to get more feedback about their performance 
than male faculty do. 

2.14 1.26 

5. It is not uncommon for a female faculty member to present an idea 
and get no response, and then for a male faculty member to present 
the same idea and be acknowledged. 

2.05 1.382 

6. Male faculty are more likely than female faculty to be involved in 
informal social networks within the department. 

1.90 1.246 

7. Faculty don't often speak up when they see an instance of sex 
discrimination for fear that it will jeopardize their careers. 

1.79 1.271 

8. Sex discrimination or harassment is a problem in my department. 1.41 1.015 
 
IVY TECH SYSTEM TERMINATION DATA (2008-2011) 
 
Descriptives 
• A total of 1,009 faculty and administrators left Ivy Tech during the observed years. Of these, the 

largest percentage of employees left the system in 2010 (39%, n = 394).  
• Examining all years, a large majority of those that left Ivy Tech were Adjunct Faculty (91.4%, n = 

922). 92.8% (918) of Adjunct Faculty resigned 
• When considering faculty and administrators in STEM and Non-STEM fields, Resignation was found 

to be reason a majority of STEM (98.5%, n = 768) and Non-STEM (96.5%, n = 221) faculty left the 
system. Even when considering Race and Gender, Resignation was found to be the primary reason 
employees left Ivy Tech 

 
Tables – Ivy Tech System Termination Data 
Table 1: Termination by Year 
Year N Percentage 
2008 65 6.4 
2009 304 30.1 
2010 394 39.0 
2011 246 24.4 
Total 1,009 100 
 
Table 2: Faculty and Administrator Termination by Year and Field of Study 
Year of Termination Field of Study  

(%) 
 

 Non-STEM (%) STEM (%) Total 
2008 51 (78.4)  14 (21.5)  65  
2009 225 (74) 79 (25.9) 304 
2010 313 (79.4) 81 (20.5) 394  
2011 191 (77.6) 55 (22.3) 246  
Total 780 (77.3)  229 (22.6) 1,009 
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Table 3: Faculty and Administrator Termination by Race and Termination Reason 
Race Termination Reason 
 Retired* Didn't Return 

from Leave 
Resigned Total 

American Indian or Alaskan 
Native 

0 0 5 5 

Asian 0 0 15 15 
Black or African American 0 0 46 46 
Hispanic or Latino 0 0 21 21 
Multiracial 0 0 1 1 
White, Non-Hispanic 16 4 879 899 
Race not reported 0 0 22 22 
Total 16 4 989 1,009 
*Retired category includes all those who retired under 75 plan (8), retired with no college benefits (6) and 
retired under regular plan (2) 

 
Table 4: Faculty and Administrator Termination by Gender and Termination Reason 
Gender Termination Reason (% of gender)  
 Retired* Didn't Return 

from Leave 
Resigned Total 

Female 9 (1.6%) 2 (.35%) 546 (98%) 557 
Male 7 (1) 2 (.4) 443 (98) 452 
Total 16 4 989 1,009 
*Retired category includes all those who retired under 75 plan (8), retired with no college benefits (6) and 
retired under regular plan (2) 

 
IVY TECH SYSTEM DEMOGRAPHIC DATA (2009-2011) 
 
Tables - Ivy Tech System Demographic Data 
 
Table 1: Number of Faculty by Academic Year and STEM Status 
Academic Year STEM Status Total 
 Non-STEM STEM  
2009 3,688 1,162 4,850 
2010 4,171 1,231 5,402 
2011 4,263 1,245 5,508 
Total 12,122 3,638 15,760 
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Table 2: Number of Faculty by Academic Year and Race 
Race Academic Year Total 
 2009 2010 2011  
American Indian or Alaskan 
Native 

15 22 24 61 

Asian 93 96 100 289 
Black or African American 295 355 372 1,022 
Hispanic or Latino/a 92 107 104 303 
Multiracial 0 15 17 32 
White 4,348 4,684 4,888 13,920 
Other 5 0 0 5 
Native Hawaiian or Other Pacific 
Islander 

0 0 2 2 

Nonresident Alien 1 0 0 1 
Total 4,849 5,279 5,507 15,635 

 
Table 3: Number of Faculty by Academic Year and Gender 
Gender Academic Year  
 2009 2010 2011 Total 
Female 2,684 2,994 3,110 8,788 
Male 2,166 2,408 2,398 6,972 
Total 4,850 5,402 5,508 15,760 

 
Table 4: Number of Faculty by STEM Status*Race and Academic Year 
Status Race Academic Year Total 

  2009 2010 2011  
Non-STEM American Indian or Alaskan Native 9 15 16 40 

 Asian 64 67 69 200 
 Black or African American 247 304 316 867 
 Hispanic or Latino/a 72 83 78 233 
 Multiracial 0 10 12 22 
 White 3,290 3,592 3,769 10,651 
 Other 5 0 0 5 
 Native Hawaiian or Other Pacific 

Islander 
0 0 2 2 

 Non-STEM Total 3,687 4,071 4,262 12,020 
STEM American Indian or Alaskan Native 6 7 8 21 

 Asian 29 29 31 89 
 Black or African American 48 51 56 155 
 Hispanic or Latino/a 20 24 26 70 
 Multiracial 0 5 5 10 
 White 1,058 1,092 1,119 3,269 
 Nonresident Alien 1 0 0 1 
 STEM Total 1,162 1,208 1,245 3,615 
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Table 5: Number of Faculty by STEM Status*Race and Academic Year 
Status Gender Academic Year Total 

  2009 2010 2011  
Non-STEM Female 2,370 2,651 2,762 7,783 

 Male 1,318 1,520 1,501 4,339 
 Total 3,688 4,171 4,263 12,122 
STEM Female 314 343 348 1,005 

 Male 848 888 897 2,633 
 Total 1,162 1,231 1,245 3,638 
Total Female 2,684 2,994 3,110 8,788 

 Male 2,166 2,408 2,398 6,972 
 Total 4,850 5,402 5,508 15,760 

 
SURVEY OF STEM-RELATED ORGANIZATION PARTNERS 
 
Survey Methods 
• A total of fifty-eight (58) professional organizations partners were identified by the PIs at Ivy Tech 

Community College. A link to the Qualtrics survey was sent to the identified representative at each 
organization through electronic mail in January of 2015.  

• The survey was active between 1/16/2015 and 1/25/2015. The overall survey response rate was 
25.8% (n = 15). Thirteen (13) survey respondents completed the entire survey. 

 
Findings: Survey of stem-related organization Partners 
Characteristics of Professional Organization Partners 
• All respondents to the survey identified their gender as Female. 
• When asked what area or areas of STEM they represented, most identified “Life Sciences”. While 10 

respondents identified one area of STEM as primary, two indicated multiple areas.   
• When asked, how likely are you to teach a course in a STEM area for Ivy Tech if asked, three (3) 

responded unlikely or very unlikely, seven (7) responded somewhat likely or likely.  
 
Professional Organization Partners Survey Responses 
 
• Survey respondents were asked how favorably they view STEM programs and courses at Ivy Tech. A 

total of 11 respondents answered this specific question. Fifty-three (53) percent of respondents 
indicated that they hold a moderately or slightly favorable view of the programs or courses provided 
at Ivy Tech   

 

 
 

Very Favorable Moderately
Favorable

Slightly
Favorable Neutral Slightly

Unfavorable
Moderately
Unfavorably

Very
Unfavorably

Series1 0 4 4 3 3 0 0

0
2
4
6
8

How favorably do you view Ivy Tech STEM programs/courses?
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Written Feedback from Professional Organization Partners  
Respondents were asked to provide written responses to two questions: 1) What, in your opinion, are Ivy 
Tech’s most favorable traits; and 2) what, in your opinion, are areas that could benefit from improvement 
at Ivy Tech? Written responses from respondents have been provided below. 
 
1) What, in your opinion, are Ivy Tech’s most favorable traits? 

• cost 
• Sorry, I really am not familar with Ivy Tech's STEM programs 
• Proximity to working students who wish to continue to their education.  
• Affordable, open access 
• Willingness to work with students and desire to see them succeed. 
• The faculty seem to care about the students. 
• Low cost 
• Affordability and accessiblity 
• Warsaw, Indiana's Ivy Tech's othopedic facility is top-notch! 

 
2) What, in your opinion, are areas that could benefit from improvement at Ivy Tech? 
 

• I do not know enough about the programs 
• Improving the public perception of Ivy Tech as a valuable part of the community.  Many people 

seem unaware of the opportunities available at Ivy Tech. 
• Diversity of students in STEM areas, rigor of classes intended to transfer to 4 yr institution 
• Having more local control that meets the needs of the students it serves as each community has 

different approaches to education.  More cooperation between IvyTech staff and staff at local 
state universities when students wish to transfer to complete bachelor degrees. 

• More rigorous qualifications for faculty.  More rigorous learning objectives for students (listing 
topics on a syllabus is not enough).  

• Improvement in student skills after classes 
• Rigor 
• More communication about course/program offerings; partnerships with local schools at the 

elementary and middle school levels 
 
FOCUS GROUPS 
A total of four (4) focus groups were conducted with Ivy Tech female STEM faculty at the main and 
regional campuses between September (2014) and June (2015). Focus groups with female STEM faculty 
were held at Ivy Tech East Central/Ivy Tech Richmond (September 26), Ivy Tech Lafayette/Ivy Tech 
Kokomo (October 24), Ivy Tech Bloomington/Ivy Tech Southwest (November 7), and Ivy Tech 
Southeast (June 17).  Focus groups were led by a faculty member or administrators from Ivy Tech who is 
member of the WiSTEM research team. Each focus group was recorded by the focus group leader and 
transcribed by team members at Ohio University’s Center for Higher Education. Combined, more than 
nine (9) hours of recorded audio was collected. Audio files were later transcribed verbatim and analyzed 
by team members at Ohio University’s Center for Higher Education. The employed focus group protocol 
has been included as Appendix A.   
 
FOCUS GROUP SUMMARY AND FINDINGS 
The following section provides a summary and discussion of findings from the conducted focus groups 
with female faculty in STEM-related disciplines. Focus group participants held positions as adjunct or 
full-time faculty, or administrator with teaching responsibilities. Transcripts from focus groups were 
analyzed collectively in order to identify common themes and experiences across female faculty within 
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STEM disciplines within the IVY Tech system. It was found that female faculty at the different campuses 
shared several commons experiences and feelings concerning what led them to Ivy Tech, what factors and 
experiences have kept them at Ivy Tech, in addition to the complexities associated with their work, 
motivators and barriers that impact their productivity and satisfaction, and the culture and climate on their 
respective campus. Through analysis of transcript date several majors themes were identified. Though 
faculty shared common experiences, the impact of these experiences on their work, life, family, etc., 
varied across the studied campuses. Findings are presented without identifying a specific campus or 
region or the primary role the hold within their respective institution to protect the anonymity of 
participants. All statements made or experiences shared by participants are included to provide further 
insight and specific examples concerning the experiences of female faculty in STEM disciplines across 
the Ivy Tech system. The included examples are intended to provide greater insight and understanding 
globally, rather than from the context of a specific campus.    
 
Seven major themes were uncovered through analysis of the data collected during the focus groups. Each 
theme will be discussed in detail and examples from participants will be provided to support each theme. 
These major themes include:  
 

• Commitment  
• Professional development and Growth 
• Strongly encouraged, but not supported 
• Motivators 
• Ecological Variables Barriers 
• Advancement and promotion as benefit or penalty 

 
Major Themes 
The conducted faculty survey provided insight into some of the primary reasons female faculty within 
STEM-related areas sought out employment opportunities at Ivy Tech. As a reminder, most faculty 
indicated that they sought out employment because they enjoy teaching and helping students. Within the 
focus groups participants discussed in more specific detail their intentions to seek out employment at Ivy 
Tech, and how their feelings have or have not changed concerning their enjoyment of teaching and 
working with students. Within the survey few respondents indicated that they applied to Ivy Tech to 
advance in administration within higher education. Through focus groups with female faculty, greater 
insight is provided into why advancing in administration in higher education is not a primary reason for 
seeking employment or of major concerns once employed at Ivy Tech.    
 
Commitment  
Commitment was found to be a major theme within the focus groups. Commitment is described as those 
activities and actions by faculty that illustrate they are personally and/or professionally invested in their 
institution, students or the community college mission. This theme also includes faculty’s perception and 
interpretation of activities and actions by institutions and how these actions and activities convey the 
institution’s level of commitment, or lack of commitment, to faculty.  
 
“Second class citizens” 
When participants were asked the question, do you feel you are treated equally as your male counterparts, 
most agreed that they are treated as equals. However, when discussing their experiences, or the 
experiences of fellow female faculty within their departments, their stories provided a different story.  
 
One participant discussed an instance in which a female faculty was criticized for the time she spent on 
her work to earn a terminal degree. This is just one example of the mixed messages or macroaggressions 
female faculty receive from their colleagues at their institution. In this particular instance, a female 
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faculty was discouraged from pursuing an advanced degree because it interfered with the time she should 
be spending on her work. 
 

“I know of an employee, female employee, who was working on a terminal degree and was 
criticized for the time spent working on that degree because that degree is not essential, and 
you're already credentialed for the job. Spending the time when you should be spending the time 
doing tasks for the job.” 

 
Another participant was much more direct in her observation of the current situation. Others also 
expressed similar sentiments to those presented below concerning the family leave process for faculty, 
requirements to be on campus five days a week, and lack of control over teaching their teaching 
schedules. This lack of control over not being able to work “4-10s” (four ten-hour days) instead of five 
eight-hour days was seen as difficult for many female faculty with families and dependents. One 
participant noted,   
  

 …if you are woman and you have a family your family time is not valued. You are punished if 
you have young children. You are punished if you attend family events, or school events. That 
your schedule should not be flexible to do those things that your job is number one, and your 
family is number two. To be better at my job my family should be number one. I think that 
expectations and workload is one of the reasons why my husband and I have put off having a 
family for a little while, because I could not be successful at doing my job and that [having a 
family] at the same time. I have a colleague…that has left Ivy Tech because the workload, and 
having small children, and trying to actually develop herself was too much. I know another 
colleague that left this region, and went to another region and in that region her children were 
valued, her professional development was valued. I feel like I have to rationalize [to my 
department] why I am taking an hour away to go watch them do that. I should be in my office, I 
should be doing this. I should be doing that. So, having a family and being here doesn't work. I 
don't feel like men have that same expectation. I don't think there is that same pressure.  

 
An adjunct faculty shared a similar story and experience. She notes:  
  

I believe we are losing very talented people. There is not sustainable reimbursement capabilities 
now that we have cut our hours to bare minimum. We all have to have another means of 
employment. If another opportunity comes along we have to jump on it, so you lose quality 
classroom experience, and the idea that there has been some longevity. Some people are familiar 
with the system, but, I really don't think that specifically when so many hours are being taught by 
female employees, and that employee pool is not valued. We as females are not valued at all. I 
don't know if it is just that fact that the adjunct instructor aren't valued, or if it is females, we are 
second class citizens, so…our concerns are deemed as being emotional when in fact they are very 
solid based. That is an ever present elephant in the room.  

 
Institutional commitment to faculty: You are replaceable 
 
Faculty also shared feelings concerning the institutions commitment to them as faculty. One particular 
faculty member described how the experiences of a valued colleague changed her view of the institution’s 
commitment to quality faculty.  
  

I learned, we all learned how undervalued we are when probably our most outstanding instructor 
was offered a full-time position at another institution. She was going to take a partial contract 
there [at her new institution] so she could fulfill the semester obligations [at her current 
institution]. She felt compelled to the mission here and she helped us all feel that way. No matter 
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how horrible the salaries are for us, or things we didn't have, or the fact that my paycheck 
basically got cut in half because of the affordable healthcare act. Whatever that horrible stuff 
was, we still felt the mission until they basically, the administration said, nope, good-bye, out the 
door, take your crap and leave. In about 36 hours she had gone from being about our strongest 
person to don't let the door hit you on the way out. That message resonates in my head every time 
I walk in the building. They basically just said, you don't want to play with us, get the hell out, 
and that really crushed any morale that we had in our department. Everything else we have had, 
process wise, about communication, or anything else. That message was probably the most 
demoralizing thing I've had happen. It was very significant. I don't know if it happened because 
she was female. I don't know. I’ve never had anything like that happen here, and it was very 
disappointing.  

 
Professional Development and Growth 
This theme captures faculty’s shared experiences concerning the gap between their desire for professional 
growth and development and the availability of options to participate in professional development 
activities within their institution, regionally or nationally. Faculty further expressed the gap between their 
expectations for critical, continuous and timely feedback concerning the work they do in general, and 
teaching more specifically, in order to be better at what they do, and the reality of the situation concerning 
critical, continuous and timely feedback from institutional leaders.  
 
Both full-time and adjunct faculty expressed the need and desire for feedback from superiors concerning 
their performance. However, many shared that annual feedback was not being provided. One faculty 
noted: 

I used to get great feedback from my previous supervisor, phenomenal evaluations, with areas I 
could work on, things I need to do. It was a collaborative process and they were on a yearly 
basis. I had one review in five years now that has been formally done. One that was not really 
collaborative, it was not good feedback, it was mainly I got to get this done, you are doing a 
great job, keep at it. I don't know what I am doing wrong, or what I am doing great. How can I 
continue [to] better myself? 

 
Another participant shared her experience with a previous evaluation. She noted that not only was the 
evaluation not constructive, but much of the discussion of your performance centered on her personality, 
not her work.  
 

The criticism I received was not constructive, nor was it related to my work. It was related to 
my personality. It was not related to my work. My work was not evaluated, my personality was 
evaluated. Whereas previously, my prior supervisor evaluated my work and nothing about my 
personality was addressed. I got more feedback....now I don't know if I am on the right track. I 
am doing what I need to be doing. If I should step up, or...I need the feedback. 

 
Another participant shared a similar experience: 
 

I see that there are differences in how males are evaluated and perceived and given responsibility 
versus females. Not on the fair end of the female population. That has been my personal 
experience. I don't believe all of my colleges have had the same experience and perception. So, I 
don't know why they haven't seen that. I have, I have seen that males are not held to the same 
level of accountability. I find that frustrating.  

 
Though the preceding statements are just excerpts of stories shared by two faculty, these stories embody a 
persistent theme found throughout the focus groups – there is a need for feedback, but critical and timely 
feedback is not being provided.     
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Strongly encouraged, but not Supported 
Full-time faculty expressed concerns during focus groups that many activities they are involved in are 
encouraged, implied or will be used to evaluate their performance by their institution – such as scholarly 
or professional development activities - but the support needed to carry out these activities is not being 
provided. Specifically, this theme captures those shared experiences concerning expectations and 
obligations, perceived and actual, and level of support related to these activities provided by supervisors 
and the institution. 
 
Full-time faculty discussed the desire to be involved in research activities as a way to increase their own 
knowledge and development in their specialized areas, as well as discussed the benefits of these activities 
on student learning.  
 

I have looked for scholarly activities and they actually have not been supported and actually 
discouraged because I have administrative duties and that should take precedence over my time. 
But, in [my] own personal professional development, moving from assistant professor to 
associate professor, the one glaring thing that the individual that I worked with as a 
mentor…brought to my attention is that I did not have a scholarly professional activity portion of 
my personal professional development. So, the fact that it is not encouraged, it is discouraged it 
is not something that I have had the opportunity to do, but know that I need to do. I'm gonna have 
to carve out time out of my personal time to make that happen. I won't be able to do it otherwise. 
 

Another participant noted, “If you want to continue your own professional development it has to be on 
your own time. If it is going to take away from any assigned task, from classroom time, administrative 
duty. It is completely discouraged. It is not supported.” 
 
Faculty shared several experiences of tasks and duties that are placed on them to complete, but the 
resources or support need to complete these tasks are not available. In one particular case, a faculty 
discussed how during one of her annual meetings with her supervisor that she was instructed that she 
needed to use more technology in the classroom. Though she found the feedback helpful, she struggled to 
meet this expectation because her classroom spaces did not support the use of technology. She shared the 
following example:   
 

For the most part they [my annual evaluations] were constructive. However, one of the things 
was to use more technology in the classroom, and that is difficult thing to do when the technology 
is not available. I have been trying to use more technology, but if I am teaching in a room where I 
can’t even access the internet because of some of these inner rooms. That has been frustrating for 
me. I want to use technology. I have to download everything and make it into a file and just bring 
in a flash drive to do it because I can't access the internet in the classroom.  

 
Motivators: Sources of Encouragement and Support 
Faculty discussed their experiences concerning sources of encouragement and support for faculty. These 
experiences included formal and informal mentors, connection to institution and students. These 
relationships serve as motivators for faculty to feel desired, needed and valued. 
 
Mentors 
Faculty who participated in the focus groups found mentors, both formal mentors identified through 
institutionally sponsored programs, as well as informal mentors either selected on their own or sought out 
by a senior member of the faculty on their campus, to be valuable to their career and success. Many of the 
mentor-mentee relationships that participants discussed occurred before faculty joined Ivy Tech, others 
were developed during the early years of their tenure. Faculty also mentioned that due to early struggles 
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they experienced as a new faulty they have taken it upon themselves to mentor junior faculty within their 
department.    
 
One participant noted: 
 

I don't know how I would have gone forward without my previous chair just electing to mentor 
me as a young female faculty. Honestly, without her I don't know if I would have gone forward, or 
gotten the extra education, or have been able to think about those things. If it hadn't come from 
her, what I mean is, it would have come from any place else.  

 
Recognition and Acknowledgement 
Faculty discussed throughout the focus groups that being recognized and appreciated for their work by 
their supervisor and institution is a major motivator. Collectively they discussed that their pay does not 
come close to compensating them for the all the hours they devote to their teaching and all the other tasks 
such as advising, tutoring, committee work, etc. However, being formally recognized and acknowledged 
for their work is often payment enough. One faculty mentioned that receiving recognition through title 
change from assistant to associate was important to her. This recognition made her feel valued. Several 
others throughout the focus groups expressed similar sentiments. She stated, “one of the things personally 
that has helped maintain my passion for the mission with ivy tech is the opportunity we have had to have 
an associate professorship as an adjunct or part time. That has been a carrot. You can have a little bit of 
recognition for going above and beyond…”   
 
Hygiene Factors 
Captured in this theme are those shared experiences among female faculty that illustrate the sources of 
discontent and frustration, causes of held feelings concerning work situation and thoughts of leaving the 
institution and or profession.  
 
Quality of life 
Experiences and activities associated with faculty’s ability to maintain a balanced life were found to 
impact faculty’s personal well-being. 
 

My satisfaction level is both low because what is asked of me at work interferes with my personal 
life or interferes with my ability to have time with my family, or spend time with my family, to 
have an equal work life balance. The increases my dissatisfaction.  
 

Faculty discussed throughout the focus groups the difficulties they have had balancing all of their 
responsibilities, but also maintaining a quality life. Several participants told stories of how frustrating it 
has been when there is not a support structure in place to support female faculty. These experiences have 
been labeled hygiene factors because they are often the source of discontent and frustration. Within the 
following, another faculty discussed, in great detail, how her supervisor supported her in seeking a 
balanced life between her work and family responsibilities. Her story illustrates a theme presented 
throughout the focus groups of the importance of creating a supportive environment for female faculty 
 

I like my job. I think that the reason that I can say that is because of the flexibility. I too am a 
mom and being a mom is always going to be my first job, it'll always be my first responsibility. 
Obviously, there is times when I have to come to work and I can't be a mom but that is always 
going to take priority over my job, and that comes with decreased pay. How I do that is I draw 
lines that students know that I am not available on the weekend, they know if they email me on a 
Friday night that I will get to it on a Monday. I used to be accessible to our students and when I 
started drawing those lines they really grasped it. It is one of those things that has made me a 
healthier employee is that when I leave, I leave. I let myself kind of compartmentalize that so that 
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I can have time away. I think that then when I am here I am much more efficient. I do that highest 
importance and the highest urgency items first and I have to prioritize it that way. I am more 
efficient because I draw those lines. Then if there is something that I am not passionate about or I 
don't think is going to impact our students than I say no thanks. If I think it is something that can 
really impact our students in a positive way then I am going to jump on board with that. I feel like 
that is kind of something that has increased my satisfaction. To kind of double that we have had a 
lot of change in supervisors and I was very skeptical every time we get a new supervisor. Oh, 
what is it going to be this time? What’s going to be the personality differences, what is their 
expectation going to be? My supervisor really supports us. He sees things in a very logical way 
because he comes from industry and not from academia… he is also very supportive of family life 
and he sees it that you know, it is Friday evening and I’ll take care of it, or when a big project 
comes in this isn't your responsibility, this is my responsibility. I really, really respect that. It 
hasn't always been that way and I don't think everyone is in that situation.  
 

Workload 
Another related topic within the theme of hygiene factors was workload. Throughout all focus groups 
faculty mentioned that they are overwhelmed by their increasing workload, which has in turn led to their 
dissatisfaction with their job. One participant noted,  
 

Less satisfied than I have ever been mainly because the workload has almost quadrupled in the 
past 3 or 4 years, if not 5 years. Lack of a pay increase for the last 8 years. I have not gotten a 
raise in the past 8 years. I am being asked to do more and more and my students are suffering so 
the people...where I really need to be, the people who really need to be impacted by me are 
suffering because of everything that is being asked at higher levels. Right now I am not satisfied, I 
am the least satisfied I have ever been in my 13 years here at Ivy Tech. 

 
Another participant noted:  

 
My satisfaction level is both low because what is asked of me at work interferes with my personal 
life or interferes with my ability to have time with my family, or spend time with my family, to 
have an equal work life balance. The increases my dissatisfaction.  

 
One participant, a single female associate faculty provided this response when asked about her 
satisfaction with her work: “I am on the cusp…between satisfied and dissatisfied”. Her dissatisfaction, 
she continues, is a product of limited encouragement or feedback from supervisors and the ever increasing 
workload. She continues discussing the impact this lack of feedback and encouragement, increasing 
expectations and workload, and her own desire have had on her well-being. She stated, “my personal 
health is starting to take a toll because I do not. I am sacrificing and I am not taking care of myself 
properly and I don't feel like I am giving the opportunity to make that choice for myself, that would work, 
this is what is expected of you and there is not, there is no way you can say no. So...I am just trying to 
make it happen as best I can.” 
 
Barriers 
The theme barriers encompasses policies, practices or other aspects of institutional culture which prohibit 
or impede faculty from satisfactorily completing their duties or grow personally or professionally. 
Additionally, this theme captures knowledge, and how information is shared, concerning resource 
availability or how to request additional resources 
 
Communication  
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Most discussions concerning barriers were centered on communication. Examples of communication as a 
barrier included the perceived feelings associated with flow of information to faculty and the avenues in 
which information is shared.  
 
Overall, faculty expressed that many times they do not have a clear understanding of the correct protocol 
to access resources on their campus, specifically resources devoted to professional development. Within 
the focus groups knowledge and understanding of how to access resources for professional development 
did vary. However, most faculty expressed frustration with how information is communicated to faculty 
concerning the process for getting approval and paying for professional development opportunities.  
  
One participant shared a story concerning her desire to participate in a training over the summer, but 
chose not to pursue this opportunity for fear that she would need to use her own funds to attend the event.  
 

I didn't realize…I had an opportunity to [attend] a training. That is two classes I am not there, 
but I didn't realize all you have to do to even get approved, to get a purchase order for like a fee 
and all of these other things. I was up to the last day before the weekend I was supposed to leave 
to get approval. It would have cost $1000, and I said I am not spending $1000 of my money to go 
away for the week. Normally, we never really talked much about that process or procedure, I 
assumed if my boss told me  we could go, I assumed after I got back that I can expense report and 
it would be taken care of and I didn't realize until like real soon before, oh no you have to have 
an approval before you go. There was a lot of red tape…  

 
Looking within: Hiring practices – internal vs external 
Throughout conversations with faculty, the topic of hiring practices, or the perceived process for hiring 
new faculty was discussed. A few faculty shared stories of being provided an opportunity to obtain a full-
time position after serving as an adjunct. However, the common theme was that the institution does not 
value internal hires or promoting qualified adjuncts that perform well and are interested in full-time work. 
One participant stated:  
 
 My supervisor fought for a full time position for me. It has been extremely beneficial and very 
 appreciated. I think that we do not do enough of that, to promote people within up. This college, 
 especially in this region has a tendency to look outside our own adjunct pool to fill full-time 
 positions which is extremely frustrating to me. We have great people in the classroom, we have 
 great people doing great things. Yet, administration above hiring committees decide to go outside 
 to promote. I benefited from staying within our own resources and I want to keep doing that, but 
 we are not doing that.  
 
Another participant added to the discussion detailing thoughts on the value of hiring from within and the 
difficulties that prohibit internal hires to being considered. She stated:  
  
 I have sat on hiring committee, and there have been valuable adjuncts who we have sent forward. 
 But, the decision is not to hire the adjunct goes beyond the hiring committee. Somewhere 
 decisions have been made that we are going to value someone that is outside the system over 
 someone that is in the system, which does a disservice to our students. When you have someone 
 that is in the system who already knows some of the processes, knows how to use the technology, 
 knows the students. It is much better for the students than if you pull someone from outside that 
 doesn't have to learn all of that, and get caught up to speed. 
 
 
 
Advancement and Promotion: Benefit or penalty? 
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Within this theme the feelings and perceptions associated with opportunities for faculty advancement and 
promotion are discussed. Factors that faculty discussed which encourage or discourage them from seeking 
promotion are also discussed. Many focus group participants also shared stories that they were not 
necessarily searching for a promotion, but rather, forced into a new role due to a lack of other available 
personnel fill the position.  
 

I got promoted from full time adjunct to department chair, not by choice. It was either you take 
this on or you lose your job. The reorganization of our department was you either become an 
assistant department chair or we will find someone else. So, I did not have a choice to remain 
full-time faculty. It was a promotion by keep your job or not. Forced promotion, yes. I don't mind 
that role sometimes. The other promotions were again, self-sought out. Going from instructor to 
assistant professor to associate professor, but with that there was no recognition. There was 
nothing by my own department saying you put in a lot of time, my portfolio to go from one to 
another was huge and took me a tremendous amount of time and I got a $1000 promotion. No 
one else recognized it, nothing else happened. 

 
When faculty discussed reasons for not seeking promotion from adjunct to full-time faculty, or from full-
time to a leadership position, they often discussed the workload as the determining factor.  
 
 I would say that right now I am satisfied. I do not have a title other than assistant professor, so I 
 don't have extra responsibilities like department chair or assistant department chair or anything 
 like that. I have kind of been asked to apply to those positions before but I have seen the 
 workload that other people have at that level, so I have been reluctant to apply for them because 
 as somebody who is teaching classes, I have a few other duties besides that but it is not near the 
 level of workload. I am satisfied with that. I do not think I would be satisfied if I took more of a 
 leadership role. …I would be interested if the workload did not increase so dramatically without 
 any additional pay. Because the workload is so much more when there is advancement. I am not 
 willing to do that.  
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APPENDIX A 
FOCUS GROUP PROTOCOL 
 
Pre-Interview Process 
1) Staff should arrive 10 minute before the assigned appointment time 
2) Greet participants and thank them for coming to the focus group 
3) Give participants a copy of the IRB consent form and have them read and sign the form 
4) Ask participants if they have any question about the consent form 
5) It is encouraged that small snacks and drinks be provided to participants. At this time a few minutes 

would be made available for participants to grab a small bite to eat before starting the focus group.  
6) Focus groups should last 50-90 minutes in length.  
 
Interview Process 
1) If available, have participants sit around a table or in a circle.  
2) Place digital recorder on table, between the facilitator and participants. MAKE SURE the digital 

recorder is recording once you have completed the pre interview process.  
3) Introduce yourself to the participants and tell them your affiliation with this project. Also introduce 

anyone else in the room that is associated with the project and their role with the study.  
4) Note taker should sit outside of the circle. Note taker should make note of anything that takes place 

during the focus group that cannot be captured with a digital recorder (e.g., someone leaves the focus 
early, body language, if one participant is not participating, etc.).  

5) Begin by stating the date, time and location of the focus group.  
6) While the recorder is recording, ask participants to verbally provide permission to record the focus 

group (“Do you give permission to us to record our discussion today”?). It is important that 
participants know you are recording the interview 

7) Ask participants to introduce themselves - first name only (spell their name) and their position with 
IVY Tech. Remind participants that their name will not be included when discussing findings from 
study. You can also ask participants to identify a pseudonym for us to use when referring to their 
experiences in our study. It is a good practice to ask participants to state their name (or their selected 
pseudonym) before they respond to questions. This will to keep comments organized during 
transcription. 

8) Begin the focus group with reading the purpose statement from the IRB. This gives participants a 
general overview of the meeting. 

 
Focus Group Questions 
1) Remind participants that all of their responses will be anonymous. We want them to feel safe to share 

their experiences openly.  
2) Begin asking the Icebreaker question. This sets the tone as a relaxed interview. You want the 

interview to flow like a natural conversation. Try not to read directly from the sheet - maintain eye 
contact as much as possible. 

3)  It is important that you try to pace your conversation so that you have enough time to complete the 
interview protocol 

4) Please provide opportunities for participants to elaborate, but also keep them on topic (this is not an 
easy task) 

5) Keep in mind that we are mostly interested in learning about their experiences as female faculty in 
STEM fields.  

6) We DO NOT want this to become a “gripe” session about all the things that are wrong. Focus more 
on their experiences and how these experiences have impacted their time as a faculty member at IVY 
Tech.  

7) Avoid using jargon or acronyms, or other technical terms that may confuse participants.  
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8) Avoid reading directly from the script – make this time a conversation between you and the 
participants, where you are trying to collect information and stories, rather than interrogate 
participants. 

9) Use simple follow up questions (i.e. probes) to get more information.  A probe is a technique that 
increases our understanding of the nuances of their response. We want to encourage participants to 
share their thoughts! (For example, can you provide a little more information about how that 
experience impacted your teaching? Impacted your ability to access information?)  

 
Post-interview process 
1. Thank participants for coming to the focus group 
2. Ask participants if they have any additional questions about the study 
3. Turn recorder off 
4. As soon as possible, upload digital audio file to a safe location.  
 
INTERVIEW PROTOCOL: IVY TECH FACULTY FOCUS GROUP 
Icebreaker Questions:  
First I’d like to ask you some basic informational questions about the group (The purpose of 
icebreaker questions is to get the group comfortable, acquainted with one another and talking before 
asking the questions of most concern. Do not feel that you need to ask each these questions. Feel free to 
adjust questions as needed.)   
1. What made you excited about the opportunity to work at Ivy Tech  
2. How long have you been employed at Ivy Tech? 
3. What is the department/division of your current appointment? 
4. What is your employment status (full-time or part-time) and academic title or rank?  
5. Do you currently work at more than one institution? 
At this time I’d like to ask you questions about your experiences at Ivy Tech.   
1. How would you describe your level of satisfaction with your position at IVY Tech?  

a. PROBE:  What’s so great about working here? 
b. PROBE: What specific factors have led to your level of satisfaction/dissatisfaction? 
c. Probe: Can you provide a specific example in which you left you satisfied /dissatisfied?  

2. What aspects of your job have been particularly beneficial in helping you succeed at Ivy Tech?  
a. PROBE:  Can you discuss an instance or a person that has been extremely helpful? 

3. Have you encountered any obstacles that have impacted your success?  
a. PROBE: Can you describe these obstacles? 
b. PROBE: What has helped you overcome these obstacles?  

4. Have you identified a mentor(s) in your department or within the institution that have been 
helpful to your career?  
a. PROBE: If yes, how do you believe you have benefitted from this relationship? 
b. PROBE: How did you identify this person? 
c. PROBE: What kinds of things have they done for you? 
d. PROBE: Do you think it’s important to have a mentor? 

5. Do you serve as a mentor to anyone in your department or within your institution? 
a. PROBE: If yes, how do you believe you have benefitted from this relationship? 

 
I’d like to talk more with you about the work environment at Ivy Tech.  
  
1. How much control do you have over which courses you teach?  

a. PROBE: How much control do you have over when you teach? 
b. PROBE: Do you believe you should have more control over which courses you teach?  
c. PROBE: In a regular year, how many classes do you teach (per semester/quarter)?   
d. PROBE: Typically, how many new course preps are you required to complete each year? 
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2. In addition to teaching, what other tasks do you have at your institution?  
a. PROBE: Do you feel obligated or pressured to head or participate in extra tasks for your 

department/institution? 
b. PROBE: Do you believe male faculty feel the same pressure in your department to participate 

in extra tasks for your department/institution?   
c. PROBE: Approximately how many hours per week do you spend on these tasks? 

3. Have you been given opportunities to engage in scholarly activities (broadly defined to include 
research and scholarly activity)?   

a. PROBE: How important is this to you?    
b. PROBE: Do you feel you have support from your department/ colleagues/ institution to 

pursue scholarly activities? 
4. Have you been given opportunities to engage in professional development opportunities? 

a. PROBE: How important is this to you? 
b. PROBE: Do you feel you have support from your department/colleagues/institution to pursue 

scholarly activities? 
5. Have you be given opportunities to engage in leadership?   

a. PROBE: How is this important to you?  
b. PROBE: Does Ivy Tech have formal programs for advancing leadership?   
c. PROBE: Have you taken part in any of these programs?   
d. PROBE: Do you know anyone that has? 

6.   Do you feel female faculty in your department are treated fairly?  
a. PROBE: How many women colleagues do you have in your division/department? 
b. Can you elaborate? Provide any examples of how female faculty are treated fairly/unfairly?         

Tell me about your annual evaluation procedure   
1. Do you participate in an annual review process? 

a. PROBE: In your opinion, is the review process a fair process?  
b. PROBE: Do you feel that it is transparent? 
c. PROBE: What type of feedback have you received during your review process? 

2. Have you been promoted since you have been employed at Ivy Tech? 
a. PROBE: Are you interested in being promoted? 
b. PROBE: have you received feedback about why you have not been promoted? 
c. PROBE: How do you receive information about opportunities for promotion in your 

department? 
We are almost finished, but before we stop I’d like to ask you about how you see your future. 

1. Do you feel your work and experiences at Ivy Tech will prepare you to accomplish future goals 
(5 to 10 years down the road)?  

a. PROBE: What kinds of things do you think it will take to get there?  Is this the career you 
envisioned for yourself? 

2. Is there anything you would like to add about your experiences at IVY Tech?  Or is there 
something that you think I should have asked about your experiences I did not ask?  
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