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Figure I-4. Years it has taken current 
faculty to go from associate pro-
fessor to full professor, by gender 

The vertical axis represents the percentage 
within each gender, e.g. the percentage of 
women or men who took four years to change 
ranks. 

Figure I-3. Years it has taken current fac-
ulty to go from assistant profes-
sor to associate professor, by 
gender 
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between them and their extended family, and 
with the political atmosphere of their commu-
nity.  
 The study documents many aspects of 
work life at UAF that are perceived very 
positively by faculty members. Clearly, the 
university is a satisfying place to work for a 
majority of faculty. Even still, the study also 
reveals a number of issues that are problem-
atic, and a challenge lies ahead for the univer-
sity if we are to continue to attract and retain 
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METHODOLOGY OF THE STUDY 
 This report summarizes the results of the 
Study of Faculty Work Life at the University 
of Alaska Fairbanks. The study was spon-
sored by the Faculty Senate, conducted by the 
Faculty Senate Committee on the Status of 
Women (CSW), under the auspices of the 
Provost’s Office and the Governance Office. 
This report is based on
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data from this study document that men make 
up 59% of the faculty. The PAIR data notes 
that women make up 41% of the faculty, 
while this study reveals that women make up 
40%. In the present study, .7% of the respon-
dents in this study did not state their gender 
or identified as transgender. We believe this 
probably explains the less than one percent 
difference in the two datasets. 
 Second, in 2004, PAIR documented that 
70% of UAF faculty are tenured or tenure-
track2. Among the respondents for this study, 
73% report being tenured or tenure-track. The 
3% difference between the two figures may 
be explained by two factors: 1) 2.5% of the 
respondents of the study did not state whether 
they had experienced or expect to experience 
the tenure process, and thus were not in-
cluded in the analysis about tenure; 2) the 
PAIR data includes 595 faculty, while the 
population for the Faculty Work Life Study is 
599. 
 A third reason why we assume there to be 
no non-response bias is that the data from 
PAIR indicates that in 2004, 42% of UAF 
faculty were currently tenured3. Among the 
respondents for the Faculty Work Life Study, 
43% currently hold tenure, a percentage that 
closely corresponds to PAIR data. 
 Fourth, PAIR indicates that in 2004, 11% 
of UAF faculty were at the rural campuses4. 
Among the respondents for this study, nine 
percent say they are at a rural campus. The 
two percent difference can probably be ex-
plained by the fact that 33 respondents did 
not state their location. This is possibly be-
cause of worry that saying they are from a 
particular campus might identify them as in-
dividuals, thus breaching the confidentiality 
assured by the study. It is probable that this 
could explain the two percent difference be-

tween the PAIR data and the data from this 
study. 
 
A Note About the Data 
 Our overriding goal for this project is to 
collect and present information to the univer-
sity community that is easily understood, and 
thus highly usable. The analysis in this report 
is written so that people with only a lay un-
derstanding of statistics can find the informa-
tion usable. Most of the important data is pre-
sented in easy-to-read chart format. In most 
cases, we collapsed categories so as to sim-
plify analysis. For example, we typically col-
lapse categories such as “agree strongly” and 
“agree somewhat” into “agree”, or “very sat-
isfied” and “somewhat satisfied” into 
“satisfied” in order to make the analysis com-
prehendible to lay persons.  
 Members of the university community 
who are especially interested in more com-
plex statistical analysis are invited to examine 
the appendices. Much of the data will also be 
available online at a future date. Specific 

_____________________ 

1PAIR. 2004. http://www.uaf.edu/pair/2004/D4s04.html 
2PAIR. 2004. http://www.uaf.edu/pair/2004/D5s04.html 

3PAIR. 2004. http://www.uaf.edu/pair/2004/D5s04.html 
4PAIR. 2004. http://www.uaf.edu/pair/2004/D5204.html 

Figure 1.     Comparison between two data-
sets: PAIR and SFWL 

PAIR=UAF Planning, Analysis and Institutional 
Research; SFWL=Study of Faculty Work Life.  
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questions and comments may be addressed to 
the Committee on the Status of Women. 
 Unless otherwise noted, data that appears 
in this study is from the Faculty Work Life 
Study. 
 
Conclusion 
 A strength of this study is that it utilizes 
both qualitative and quantitative data. Re-
spondents were asked not only to mark boxes 
to indicate their response to questions, but 
they were also encouraged to write com-
ments. Respondents’ written comments ap-
pear in the appendices. Information with po-
tential to identify individual respondents has 
been deleted. 
 In the future, we expect to publish a series 
of recommendations based on the data con-
tained in this report. It is our hope that this 
study will create opportunities for members 
of the UAF community to come together to 
recommend ways to improve faculty work 
life.  
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PROFILE OF RESPONDENTS 
 There are 318 respondents included in this 
study. Respondents are employed as faculty 
by UAF, and exhibit a range in terms of rank, 
length of time employed at the university, 
and educational attainment. Demographic and 
other information is summarized here so as to 
present a brief profile of respondents. 
 Figure 2 illustrates the years during which 
respondents were hired. As the figure notes, 
42% of the respondents say they were hired 
during the current decade, the period repre-
sented by the years 2000-05. The second-
biggest group of faculty (33%) were hired in 
the last decade, during the 1990s. The third-
biggest group, those hired during the 1980s, 
represents about one fifth of the respondents 
(19%), while about 7% say they were hired 
during the 1970s. Less than one percent of 
the faculty who responded to the study say 
they were hired earlier than 1970. 
 Women make up about 40% of the respon-
dents, and men make up about 59%. Approxi-
mately one percent of respondents identify as 
transgender or did not state their gender on 

their questionnaire. 
 Most of those who participated in the 
study say they are US citizens (86%), while 
14% say they are not US citizens. The major-
ity identify as heterosexual (92%), though 7% 
identify as gay, lesbian, or bisexual. A major-
ity of faculty say they are married or have a 
domestic partner (80%). Ten percent are not 
married or partnered, and nine percent say 
they are divorced, widowed, or separated. 
 Participants were asked when they s 70.9(jor-)]TJ
T*
0.000c
-0.0002rtner (80%).
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faculty, between 15% and 19% say their 
mother has an advanced degree. But nearly 
double these percentages report that their fa-
ther has an advanced degree (30% of men, 
38% of women). There are clearly some in-
teresting effects that have to do with parent 
educational attainment and gender that might 



 10 

Final Report: Study of Faculty Work Life at the University of Alaska Fairbanks 

instructor

asst prof

assoc prof

prof

res asst prof

res assoc prof or 
prof

res assoc
other

DESCRIPTIVE REPORT 

Figure 5. First position at UAF 







 13 

Final Report: Study of Faculty Work Life at the University of Alaska Fairbanks 







 16 

Final Report: Study of Faculty Work Life at the University of Alaska Fairbanks 

39% of female respondents currently hold 
tenure. Several national studies document 
that women have a higher attrition rate at 
every step of the tenure process when com-
pared to women.  
 Some interesting gender differences ap-
peared in the study pertaining to respondents’ 
satisfaction with the tenure process, as shown 
in Figure 17. Women faculty who have ex-
perienced the tenure process felt more sup-
ported than men did on three specific aspects 
of the process: getting mentoring, help with 
improving their teaching, and receiving assis-
tance in achieving tenure/promotion. How-
ever, overall, men say they feel more sup-
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Figure 16. Percent who currently hold 
tenure, by gender 

Figure 17. Respondents’ satisfaction with aspects of the tenure/promotion process, by 
gender 
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ulty express about upgrades of their equip-
ment and travel funds from the university. 
Women express slightly less dissatisfaction 
than men on the issue of regular upgrades and 
travel funds, and slightly more dissatisfaction 
with the level of tteaching suport:the yregwcever. Ony mbout ua fourt
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Figure 21. Faculty who have ever served on departmental or unit committees, by gender 

motion committee, compared with only 19% 
of female respondents. Leadership on various 
committees, exhibited in Figure 22, also re-
veals marked gender patterns. Again, chairing 
promotion committees presents the most gen-
der difference. A fourth of the men surveyed 
have served as chair of a promotion commit-
tee (24%), while a scant 5% of women have 

chaired such a committee. An underlying 
cause of this gender disparity might be the 
fact that men currently are more likely than 
women to hold a rank above assistant profes-
sor, thus sharply limiting the percentage of 
women who can serve on promotion and ten-
ure committees.  
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Figure 22. Faculty who have ever chaired departmental or unit committees, by gender 
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Figure 23. Faculty who currently serve in selected leadership positions at UAF, by gen-

Leadership 
 The study also inquired whether faculty 
currently serve in selected leadership posi-
tions at UAF. Figure 23 documents the re-
sults. The results are gendered in mixed, and 
quite interesting ways. Among the respon-
dents, women are much more likely currently 
to serve as a director of a center or institute 
(4% of men compared to 14% of women). 
Women are also more likely currently to 
serve on the Faculty Senate and related com-
mittees (30%) than are men (15%). Men and 
women are about equally as likely currently 
to serve as a program coordinator (25% for 
both), or department chair or head (15% of 
men, 13% of women). In contrast, men (49%) 
are much more likely currently to serve as a 
PI on a research grant than are women (28%) 
and somewhat more likely currently to serve 
on university-wide committees (44% of men, 
36% of women). So few respondents report 
currently serving as assistant or associate de-
partment chair or head, or as assistant or as-
sociate deans, that the reported gender differ-
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more likely to have served as the president of 
a professional organization compared to 
women (19%). A striking contrast to the 
trend of UAF male faculty having served in 
leadership roles more than women is found in 

the percentage of women who have served as 
the president of a service organization. While 
30% of female faculty have served in such a 
capacity, only 24% of male faculty have. The 
percentage of men and women who have 
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Figure 24. Faculty who have served in selected
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institute or a center. Approximately one third 
of men (33%) and women (30%) say they 
intend to pursue a formal leadership position. 
Those respondents who say they are inter-
ested in taking on a formal leadership role 
were also asked whether they perceive any 
barriers preventing them from taking on such 
a position. Figure 26 shows that their re-
sponses show a marked gender pattern. While 
60% of male faculty interested in formal 
leadership report that they perceive no barri-
ers to them doing so, only 39% of female fac-
ulty perceive no barriers.  
 
Respect accorded to faculty 
 At UAF, the vast majority of respondents 
believe they are treated with respect by their 
chair/coordinator, staff members, students, 
and colleagues in their primary department or 
unit. However, as Figure 27 displays, a par-
ticular gender pattern emerges when men and 
women faculty are asked to rate their agree-
ment about the respect accorded to them by 
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Figure 26. Faculty intending to take on for-
mal leadership and perceive no 
barriers to doing so, by gender 
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making. Contrast this with Figure 30, where 
comparatively few faculty of either gender 
feel like a full and equal participant in univer-
sity problem-solving and decision-making 
(men 33%, women 30%). Similarly, while 
just over half of men (52%) and less than half 
of women (47%) feel they have a voice in 
how departmental resources are allocated, 
only a minority of men (16%) or women 
(9%) feel they have a voice in how UAF re-
sources are allocated. Most male faculty 
(86%) and female faculty (76%) think that 
their departmental meetings allow for all par-
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ment among faculty that their departmental 
committee assignments are rotated in a fair 
manner (70% of men, 58% of women).  
 It is important to note that although men’s 
and women’s responses followed the same 
trend on all measures illustrated in Figures 29 
and 30, in that overall, a majority of faculty 
feel a sense of equitable participation and de-
cision-making power at the departmental 
level, but little at the university level, there is 
also a persistent gender gap. Women consis-
tently report feeling less like an equal and full 
participant than do men, and they feel they 
have less voice in resource allocation both at 
the departmental and university levels. Fe-

male faculty are less likely than men to be-
lieve they are involved in decision-making 
either at the departmental or the university 
level. Women faculty are less likely than men 
to report that departmental meetings allow for 
all participants to share their views.  
 
Satisfaction with UAF 
 The study asked its participants to describe 
their general sense of satisfaction with the 
University of Alaska Fairbanks. As Figures 
31 and 32 document, satisfaction trends 
among both male and female faculty exhibit 
similar trends, while also showing gender 
patterns that should be further examined. The 
vast majority of faculty report they are very 
satisfied or somewhat satisfied with their job. 
There are some potentia
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UAF Programs and Resources 
 The study asked respondents to evaluate 
programs instituted at UAF to improve fac-
ulty working environments. Figure 34 de-
scribes how aware faculty are of these pro-
grams. Faculty are most aware of sabbatical 
leave. Workshops for new faculty are the sec-
ond most commonly cited, followed by the 
equity in faculty salaries policy. Faculty are 
least aware of the Faculty Cross-Campus 
Collaboration Award. Faculty were asked to 
rate the  programs according to how valuable 
they are. Faculty say the sabbatical leave pro-
gram is the most valuable. This is followed 
by the mentoring program, equity in faculty 
salaries policy, and new faculty workshops.  
 On all 16 programs and resources, respon-
dents were asked whether the university is 
adequately implementing each. The resource 
or program that was cited most often as not 
being adequately implemented was the equity 
in faculty salaries policy. Conversely, there is 
widespread agreement among the study’s par-
ticipants that the university is adequately im-
plementing the sabbatical leave program and 
new faculty workshops.  
 
Balancing Personal and Professional Life 
 Nationally, the question of how universi-
ties can assist faculty in balancing their pro-
fessional responsibilities with their personal 

1. Sabbatical leave 
2. New faculty workshops 
3. Equity in faculty salaries policy 
4. Faculty development workshops 
5. Mentoring program 
6. Retention offers 
7. Split appointments 
8. Committee on the Status of Women 
9. Provost’s Leadership Institute 
10. Sexual harassment info sessions 
11. Women’s Center 
12. Suspension of the tenure clock 
13. Campus child care 
14. Women in science & engineering 

groups 
15. Department chair training 
16. Faculty Cross-Campus Collaboration 
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Figure 34. Faculty awareness of UAF pro-
grams and resources 
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Balancing work and home 
 Male faculty and female faculty differ in 
their perspectives on how satisfied they are 
with the balance they have between their pro-
fessional and personal lives. For example, as 
Figure 35 shows, more men (59%) than 
women (49%) say they are usually satisfied 
with the way their personal and professional 
lives are balanced. Female faculty are more 
likely to say they often must forgo profes-
sional activities because of their personal re-
sponsibilities (41% of women, 35% of men). 
Of the respondents, 42% of the women say 
they believe their personal responsibilities 
and commitments have slowed down their 
career progression, compared to 36% of the 
men. Perhaps most disturbingly, while nearly 
half of the men (47%) surveyed say they have 
seriously considered leaving UAF in order to 
achieve a better balance between their work 
and personal lives, 57% of women say they 
have seriously considered leaving for this 
reason. There is also a gender difference that 
surfaces in the question about whether the 
university supports faculty in their quest to 
balance their personal and professional lives, 
as Figure 36 shows. 

Children, child care, and other family issues 
 Just less than half of faculty say that while 
they have been at UAF, they either currently 
care for a dependent child, or that they have 
cared for a dependent child in the past. Figure 
37 shows there is little gender difference be-
tween faculty who say they have taken care 
of a dependent child while at UAF. Overall, 
54% of  faculty say they have 
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child care in a provider’s home. An interest-
ing aspect to point out in Figure 38 is the 
spread of the data over the seven options 
listed. Because faculty were able to check all 
of the options they have ever used, the data 
shows that searching for a viable solution to 
the issue of quality child care is an ongoing 
issue and that faculty typically use several 
options. Overall, the vast majority of faculty 
(between 82% and 88%) say they are satis-
fied with their present and current childcare 
arrangements, with women expressing some-

what higher satisfaction. 
 Figure 39 summarizes faculty beliefs 
about what types of child care should be a 
priority for the university. The question of 
how high a priority the university should 
make particular child care arrangements was 
asked of all faculty, not just those who have 
children. There are clear gender differences, 
with women consistently placing a higher 
priority on all types of childcare than men.  
 Gender also surfaces in the question of 
whether the university should place a priority 

Figure 38. Current and past child care arrangements among faculty 
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be a same-sex partner or an other sex partner, 
and also many who say they are divorced, 
widowed, or separated, or that they are not 
partnered/married. The tendency is for men to 
be more likely than women to be married, but 
women to be more likely to be in a domestic 
partnership, divorced, widowed, or separated, 
or to say they are not currently married or 
partnered than men are. The number of 
women and men who say they are married or 
partnered, but their spouse/partner lives else-
where, is similar. UAF faculty mirror na-
tional trends in academia, where over 75% of 
men faculty members are married, but just 
over half of women faculty are. 
 There are some employment issues  
unique to this university and to other univer-
sities that share the attributes of isolation, 
small population, vast distances, or extreme 
weather. Employment of spouse/partners is 
one of the issues that is especially pertinent to 
UAF, as there are comparatively few employ-
ers from which to choose. Figures 42 and 43 
compare male and female faculty members’ 
answers on questions related to 
spouse/partner employment. As Figure 42 
shows, over half of male faculty (56%) say 
their spouse/partner currently works full-

time, while less than half (47%) say their 
spouse/partner’s preferred employment is to 
work full-time. A comparison with Figure 43 
reveals an interesting feature of the data: 
women faculty say their spouse/partners’ pre-
ferred full-time employment status (75%) and 
current full-time employment status (73%) 
more closely match than male faculty’s do. 
Also, more of the spouse/partners of women 
faculty currently work or prefer to work full-
time than men’s do. One-third (33%) of men 
say their spouse/partner prefers to work part-
time, while just 13% of women say their 
spouse/partner prefers part-time employment. 
Approximately one-fourth of men say their 
spouse/partner is not currently employed, but 
only nine percent of women say the same.  
 Gay, lesbian, and bisexual (GLB) faculty 
report higher levels of agreement between 
their spouse/partner’s current employment 
status and preferred employment status than 
do faculty who identify as heterosexual. 
Among GLB faculty, 64% say their 
spouse/partner works full time and 64% re-
port that this is their spouse/partner’s pre-
ferred employment status. The same is true 
for GLB faculty whose spouse/partner works 
part-time or is retired.  
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 The study asked respondents to say 
whether their spouse/partner currently works 
at UAF, and also if the respondent was hired 
as a “trailing spouse.” Among heterosexual 
faculty, over one-fourth (28%) say their 
spouse/partner works for the university. A 
nearly identical percentage of GLB faculty 
(27%)  reports the same. Five percent of the 
heterosexual faculty members say they were 
hired as a “trailing spouse,” but none of the 
GLB faculty say this. 
 Figure 44 explores three issues about fac-

ulty spouse/partners’ job opportunities. 
Women (74%) are more likely than men 
(60%) to say their spouse/partner is satisfied 
with their current job opportunities. A male 
faculty member (69%) is more likely to say 
that they are both staying because of his job 
than a female faculty member (58%). A man 
is also more likely to report that his 
spouse/partner has left their community with-
out him in order to enhance employment op-
portunities (men 15%, women 10%). 
 Figure 45 shows that a disturbing number 
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of faculty and their spouse/partners have seri-
ously considered leaving UAF in order to en-
hance the career opportunities for their 
spouse/partners. Nearly a fourth of men 
(23%) say their spouse/partner has seriously 
considered leaving their community to en-
hance the career oppor
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jobs. For example, it becomes apparent that 
women (53%) feel more job-related stress 
than men (42%). Women (58%) also feel 
more job-related fatigue than men (42%). 
Women feel more depressed (16%) and nerv-
ous (21%) in relation to their job than men 
feel depressed (9%) or nervous (13%). Men 
and women tend to feel short-tempered or 
affected by SAD in relation to their jobs at 
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Women at UAF 
 Figures 51 through 54 illustrate faculty 
responses to questions specific to their de-
partments. One of the most often-heard ques-
tions pertaining to women in academia is the 
question of whether there are “enough.” Fig-
ure 51 documents that a majority of faculty 
think that yes, there are enough women in 
their department. Significantly more women 
(73%) than men (59%) say that there are 
enough women faculty in their department. 
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Figure 51. Are there enough women in 
your department? 

Figure 52. How is the climate for women 
faculty in your department? 
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Similarly, more women (68%) than men 
(58%) say there are enough women leaders in 
their department. Figure 52 notes that most 
faculty think that the climate for women is 
good in their department, although more men 
(90%) than women (81%) think so. About 
half of women and men believe their depart-
ment has identified ways to enhance the de-
partmental climate for women, and that their 
department has actively taken steps to en-
hance the climate for women.  
 On the issue of recruitment of women, 

Figure 53. Recruitment: “My department 
has…” 
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Figure 54. Leadership: “My department 
has…” 
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Figure 53 shows that faculty opinion is some-
what mixed. While 58% of men think that 
their department has identified ways to re-
cruit women faculty, only half of the women 
(50%) think this to be true. Nearly three-
quarters of men (72%) think that their depart-
ment has actively recruited women, but less 
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 Faculty here report significant levels of 
sexual harassment during the last five years at 
UAF, as Figure 62 documents. As detailed 
earlier, women at UAF are more often targets 
of sexual harassment during the past five 
years than men are. Although most men and 
women have not experienced sexual harass-
ment in the past five years, six percent of 
men and a shocking 22% of women say they 
have. While none of the men surveyed say 
they have experienced sexual harassment at a 
chronic level, five percent say it has hap-
pened to them once or twice during the last 
five years, and one percent report it having 
happened three to five times. Among all re-
spondents, 12% of women say they have 
been sexually harassed once or twice during 
the last five years, and six percent say they 
have experienced the problem of sexual har-
assment three to five times in the last five 
years. Four percent report sexual harassment 
being a chronic problem with which they 
must contend as faculty members. 
 Figure 63 shows that men and women dif-
fer in their opinion about the seriousness of 
the problem of sexual harassment at UAF. 
More men than women believe that the issue 

is taken seriously at the university. Compara-
bly, more women than men believe that sex-
ual harassment is a big problem at UAF. Fig-
ure 64 also documents an interesting gender 
difference related to sexual harassment. 
While more women than men say they know 
the steps to take to deal with sexual harass-
ment, less women than men say that that 
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process is effective. 
 Having discovered that sexual harassment 
is considered to be a problem by many at the 
university, the study asked respondents to 
identify the relationship with those who sexu-
ally harasses them. Figure 65 details the rela-
tionships, showing marked gender patterns. 
Most of the perpetrators of sexual harassment 
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Figure 66. Faculty satisfaction with community issues, by gender 

for cultural events (women 75%, men 74%). 
About three-quarters of women (74%) also 
say they are satisfied with the opportunities 
for after-work activities, while men express 
somewhat less satisfaction with the possibili-
ties for after-work activities (68%). Over 
two-thirds of men and women (69% for both) 
say they are satisfied with the opportunities 
their community offers for the development 
of friendships and other peer relations.  
 Men (69%) express more satisfaction than 
women (59%) about the availability of goods 
and services, and about shopping opportuni-
ties in their community (women 58%, men 
68%). Well over half of both women 62%) 
and men (60%) say they are satisfied with the 
remote location of their community. 
 Just a third of faculty say they are satisfied 
with the political atmosphere of their commu-
nity. In fact, 65% of men and 67% of women 
say they are dissatisfied with this aspect of 
their community. Faculty express the most 
dissatisfaction with the distance their commu-
nity is from their extended family members, 
although for one-fifth of women and men fac-

ulty, the distance from family is satisfying.  
Eighty percent of men and 78% of women 
are dissatisfied with the distance, while 20% 
of men and 22% of women are satisfied by 
the distance from their extended family.  
 On most measures, faculty are satisfied 
with community life, and with the unique op-
portunities Alaska communities offer. Those 
aspects of our communities that are most 
highly ranked—outdoor activities, opportuni-
ties for friendships, after-work activities and 
cultural events—should be highlighted and 
emphasized. 
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CONCLUSION 
 This report documents many of the won-
derful aspects of faculty work life here at the 
University of Alaska Fairbanks (UAF). As 
was discussed, the majority of faculty express 
satisfaction about many parts of their jobs. 
Clearly, the unique location and focus of 
UAF make the university especially attractive 
to many who make their home here as faculty 
members. As a university community, we 
should emphasize the good things that make 
working here a joy so as to continue to attract 
and to retain our valuable colleagues. 
 UAF has made great strides in increasing 
opportunities for women faculty, as seen in 
the fact that women now represent about half 
of the percentage of new faculty hired in the 
current decade. However, women faculty 
continue to lag behind men in key ways. It is 
incumbent upon the university community 
proactively to address some of the challenges 
preventing women faculty from achieving 
their potential to the same degree as men. 
Similarly, the study documents challenges 
that must also be overcome so that faculty of 
color also experience equality of opportunity 
and achievement while faculty members at 
UAF. 
 The Faculty Senate Committee on the 
Status of Women plans to invite various con-
stituencies at UAF to engage in dialogue 
about the issues raised in this report. It is our 
hope that together, the UAF community can 
create viable and innovative solutions to the 
challenges documented by this report. We 
also hope to create ways to expand those as-
pects of faculty work life that respondents 
describe as particularly satisfying and enjoy-
able.  
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