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Abstract 

Despite an emphasis on diversifying the professoriate, higher education has failed to make significant 

progress in recruiting and retaining diverse faculty in the academy. Literature points to issues of campus 

climate, discrimination, and workplace stress as common reasons for diverse faculty to leave their 

positions. Using the College + University Teaching Environment framework, Quare Theory, critical 

methodological philosophies, and a large-scale multi-institution quantitative dataset, this study 

examines affective components of a faculty environment for queer faculty, faculty of color, and queer 

faculty of color. Results indicate strong relationships between perceptions of support, sense of 

belonging, mental health, and stress with faculty persistence in their role as well as additional stress for 

LGBQ+ faculty of color. 

 Keywords: faculty, stress, LGBQ+, queer, race  
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Faculty Feelings Matter: Environmental Experiences of Queer Faculty of Color 

Higher education has placed increasing importance on employing a diverse faculty. Despite this 

enhanced emphasis there has been a lack of progress in recruiting and retaining diverse faculty in the 

academy (Griffin, 2020; Turner et al., 2008), with stories of diverse faculty leaving their institutions and 

the professoriate due to attacks on their identities (Hatch et al., 2022). Recent higher education faculty 

research identified poor campus climates and instances of discrimination, tokenism, and workplace 

stress as commonplace for faculty with marginalized identities, including women faculty (Casad et al., 

2021), faculty of color (Guillaume & Apodaca, 2022; Kelly et al., 2017), and LGBTQ+ faculty (Bilimoria & 

Stewart, 2009; Ralston et al., 2017). Even less is known about the experiences and needs of faculty who 

live at the intersections of these identities, such as queer and trans faculty of color. The purpose of this 

study is to assess teaching environment perceptions for queer faculty, faculty of color, and queer faculty 

of color. 

Before proceeding, we would like to briefly address the language we use. LGBQ+ is an acronym 

comprised of the following sexual identities: lesbian, gay, bisexual, and queer or questioning. The plus 

(+) references other marginalized sexual identities not represented by the LGBQ acronym.  We would 

also like to make a special note about trans faculty. Although we include trans faculty in our analyses, 

we did not want to conflate issues of sexual identity and gender identity in our analyses and so focus 

exclusively on sexual orientation in our models, hence our use of LGBQ+ as an identifying acronym. We 

looked to the theoretical work of Johnson (2001) to guide our epistemological understanding of faculty 

of color and therefore define race as an identity which is socially constructed, constantly evolving, and 

contextually bound. Although the survey instrument involved in this research uses fixed categories for 

racial identity, we recognize that this language might not reflect how an individual participant might 

discuss their identity. The implications of these choices are described in the limitations section of this 
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paper. We do, however, honor the language and acronyms employed by the sources cited where 

appropriate to ensure accurate communication of the identities being referenced by that research. 

Purpose 

Although limited qualitative research has addressed the experiences of queer faculty of color 

(Aguilar & Johnson, 2017; Means et al., 2017; Mobley et al., 2020; Stewart, 2015), there is a need for a 

larger-scale quantitative assessment of the teaching environments for this population. Prior quantitative 

studies have focused on campus climates for LGBQ+ faculty, while also considering racial identity 

(Garvey & Rankin, 2018), but we are not aware of a study that highlights the unique affective 

experiences of queer faculty of color. Research is needed to understand if and how postsecondary 

institutions are fostering a positive teaching environment for queer faculty of color. Drawing on critical 

quantitative, intersectional, and person-centered methodological philosophies (Covarrubias et al., 2021; 

Malcom-Piqueux, 2015), we use a variety of techniques to explore the following questions: 

1. How do LGBQ+ faculty experience the affective component of their teaching environment? 

2. How do faculty of color experience the affective component of their teaching environment? 

3. How do LGBQ+ faculty of color experience the affective component of their teaching 

environment? 

4. How do these faculty’s experiences with the affective component of their teaching environment 

relate to their likelihood to leave their institution, the professoriate, or academia altogether? 

Literature Review 

Due to intersecting systems of marginalization and oppression, LGBQ+ faculty of color face 

several challenges and barriers to success in higher education. There currently exists a significant lack of 

diversity and representation on many campuses (Turner et al., 1999; Turner et al., 2008). Additionally, 

representation varies greatly based on academic discipline. LGBQ+ faculty are overrepresented in the 



FACULTY FEELINGS MATTER  5 

arts, humanities, social sciences, communications, media, and public relations fields and are 

simultaneously underrepresented in business, physical sciences, mathematics, computer science, 

engineering, health professions, and education (BrckaLorenz et al., 2019). Research also shows that 

LGBQ+ faculty are overrepresented in Assistant Professor and Associate Professor ranks and 

underrepresented in Full Professor ranks, highlighting the ways that LGBQ+ faculty may face obstacles 

impeding on their success in rising the ranks in academia (BrckaLorenz et al., 2019). 

This lack of representation often results in many faculty who hold marginalized identities to 

experience tokenism of their identities and skillsets (Bilimoria & Stewart, 2009; Turner et al., 2008). 

Tokenism can have severe impacts on an individual’s wellbeing as well as their career-longevity (Settles 

et al., 2022). People may feel lonely and isolated, which can lead to a decreased level of psychological 

safety (Niemann, 2011). To make matters worse, research has shown that LGBQ+ faculty and faculty of 

color often experience microaggressions, microinvalidations, and microinsults, which can all additionally 

negatively affect a person’s mental health and wellbeing (Beagan et al., 2021; Boustani & Taylor, 2020; 

Orelus, 2020; Pittman et al., 2012). These experiences are often exacerbated for faculty of color working 

at predominantly white institutions, where racism may be heightened. 

As faculty who hold marginalized identities navigate hostile campus climates, many feel that 

they do not belong in those environments because of their continued marginalization and devaluation 

(Settles et al., 2019). In addition to a lack of a sense of belonging on the interpersonal level, many 

women and faculty of color also experience a devaluation of their scholarship (Settles et al., 2022). This 

devaluation occurs when universities push neoliberal demands for meritorious scholarship while also 

arguing that subjective scholarship (often found in the arts and humanities) is biased and therefore, less 

rigorous and legitimate (Gonzalez & Núñez, 2014; Griffin et al., 2013). These experiences can directly 

contribute to faculty electing to leave their institution or academia entirely (Garvey & Rankin, 2018; 

Hatch et al., 2022; Settles et al., 2022).  
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To persist in racist and cisheteronormative academic environments, many LGBQ+ faculty of 

color feel they need to hide or suppress aspects of their identities. For example, Means et al. (2017) 

found that Black queer men in doctoral programs were often expected to perform Blackness, 

masculinity, and queerness in ways that could pass as straight. Mobley et al., (2020) later echoed these 

findings in their autoethnographic study of the pedagogical experiences of Black queer men in faculty 

positions. Choosing to conceal aspects of one’s identity reflects a survival mechanism that many 

individuals deploy to more easily navigate and advance through hiring, tenure, and promotion processes 

in oppressive environments. This concealment feeds directly into the systematization of respectability 

politics, which often police expression of identity both overtly and covertly within higher education 

spaces (Davies & Neustifter, 2021). 

In addition to diminishing the public performance or visibility of their identities, many LGBQ+ 

faculty of color spend a disproportionate amount of time teaching (BrckaLorenz et al., 2019; Pittman, 

2010) or taking on added service responsibilities, such as serving as mentors or advisors to LGBQ+ 

students of color (Guillaume & Apodaca, 2022). These added responsibilities highlight an affective sense 

of duty to support marginalized communities even though this additional labor often can have a 

negative impact on one’s tenure and promotion aspirations, where research is more highly weighted. 

Theoretical and Conceptual Framing 

We employed the College + University Teaching Environment (CUTE) Framework (BrckaLorenz, 

2021) and Quare Theory (Johnson, 2001) as conceptual lenses to guide this research. The CUTE 

Framework serves as a guide to understanding and improving the teaching environments for faculty in 

postsecondary education. The framework consists of four components that exist within a positive 

institutional climate for diversity: (1) teaching processes and policies, (2) people, including supervisors, 

colleagues, and general community, (3) resources and support structures, and (4) affective components 
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(BrckaLorenz, 2021). While each of these components is necessary to develop inclusive and equitable 

environments for faculty, our study focuses on the affective elements of the CUTE framework. 

The CUTE Framework asserts that faculty well-being is dependent on emotional health; 

consequently, the affective measurement of the framework is concerned with faculty perceptions of 

respect, sense of belonging, stress, and motivation (BrckaLorenz, 2021). Feelings of belonging, 

acceptance, and appreciation can increase retention rates and decrease work-related stress for faculty 

holding marginalized identities (Torres, n.d.). Conversely, instances of discrimination, harassment, and 

microaggressions can lead to negative teaching environments, loss of motivation, and trauma (Eduful, 

2021; Martinez et al., 2017). These harmful experiences are exacerbated for faculty with intersecting 

minoritized identities, resulting in poor emotional well-being for queer faculty of color (Aguilar & Moon 

Johnson, 2017). In this study, we conceptualize the affective component of a faculty member’s teaching 

environment as being made up of perceptions of an institution’s support for diversity, faculty sense of 

belonging, impact of mental health on faculty work, and both work-related and personal-related stress 

as measured on an instrument created from the CUTE Framework. 

Johnson (2001) advanced Quare Theory as a reconceptualization of queer theory which centers 

the lived experiences of LGBT people of color. In his 2001 article, Johnson argued that queer theory, 

mostly commonly used in feminist scholarship, has failed to acknowledge the contributions of non-white 

LGBT people and that similarly, Black studies has failed to acknowledge the experiences of LGBT people 

(Mobley et al., 2020). To address these gaps in the framing of scholarship, Johnson proposed Quare 

theory as a framework, which accounts for the ways racism, classism, transphobia, and homophobia 

intersect and impact LGBT people of color. Quare Theory highlights the theoretical and material 

importance of identity and community to LGBT persons of color. Our study seeks to acknowledge the 

intersecting identities of queer faculty of color and assess how these intersections shape material 

realities in academia. 
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Both the CUTE Framework and Quare Theory shaped our examination of the affective 

experiences of queer faculty of color. These frameworks allowed us to examine our data with an 

understanding that the statistics represent real, lived experiences of LGBQ+ faculty of color and that the 

results reflect individual feelings as impacted by systems of oppression. In particular, the CUTE 

Framework provided us with a way to measure and consider affect and Quare theory offered us a lens 

to understanding the material impacts of oppression on the affective components of LGBQ+ faculty of 

color. By focusing on materiality, Quare theory also shaped our consideration of the implications of our 

study. 

Positionality 

 For the purposes of this paper, it is crucial that we name the fact that all the authors identify as 

white, which influenced how we approached this study and analyzed the data. Ideologically, we are 

committed to interrogating systems of racial oppression and white supremacy in higher education, 

within ourselves, and in society at large. In that respect, we engaged collectively in conversations about 

how our relationship to whiteness similarly coincides with our relationship to the racially minoritized 

identities included in our study. We thought critically about the language that the survey used as well as 

the language that we chose to employ while writing this paper. Although we recognize that there is 

often no ‘right’ or ‘perfect’ way to study identity, we embrace the queerness of identity categorizations. 

In other words, while we present one narrative in this paper using the language of the survey we used, 

we also acknowledge that the participants’ lives (and indeed, our own lives) may transcend conventional 

categorizations of sexuality and race. 

 For example, I (Steven) identify as a queer Jew. Although I acknowledge the ways I experience 

white privilege, I also recognize the ways in which Jewish identity has been racialized in the history and 

context of the United States. My expanded understandings of race and sexual orientation within my 
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own identities aided me in understanding the complexities of experiences one might have while holding 

multiple marginalized identities. In working on this study, my identities have contributed to my ability to 

understand some aspects of the experiences of LGBQ+ faculty of color and have perhaps restricted my 

ability to understand the fullness of their experiences. 

I (Ella) undertake this research as a queer, nonbinary, white individual. My identities shaped 

every step of the research process from conceptualization to analysis, making objectivity an 

impossibility. As such, I continuously reflected on how my biases and experiences might be manifesting 

within my approach to this research. My privileged white identity limited my ability to wholly 

understand the stories shared by the LGBQ+ faculty of color through the CUTE survey. Moreover, while I 

identify as queer, I recognize that this shared identity with some of our respondents does not equate to 

a shared experience. 

As a mentor for graduate students with a vast array of identities, I (Allison) continually question 

how my identities relate or not to the people we study together. I identify with “it’s complicated” 

queerness, so I know first-hand that any labels we use in research are inadequate. But by continuing to 

look within our collected labels, to embrace the diversity in the data, to explore the many ways in which 

people identify, I hope to do better for everyone to see themselves in higher education research. I feel 

burdened by the limitations of my quantitative tools—I want to tell stories without treating people like a 

series of numerical labels. I have the great privilege and honor to work with data people took the time 

to provide, and I try my best to push the boundaries of those tools, to see beyond the typical uses and 

reliance on statistical asterisks, to tell stories of students and faculty who feel unseen by the academy 

and institutional averages. 
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All three of us engaged in continual conversations about how our sexual and racial identities 

showed up in our study. Additionally, we reflected on the role quantitative research has played in telling 

the stories of people of color. 

Methods 

Data 

 The data for this study come from the 2021 administration of the College + University Teaching 

Environment (CUTE) survey. This national assessment of faculty teaching environments, needs, and 

supports was created to assess faculty perceptions of their experiences with the five core components 

of the College + University Teaching Environment Framework (BrckaLorenz, 2021; Figure 1). The survey 

instrument measures faculty perceptions of their institution’s climate for diversity; their views of their 

institution’s processes and policies; their relationships with colleagues, leaders, and students; their 

access to support and resources; and affective components such as sense of belonging and stress. 

Institutions elect to participate in a CUTE administration, and they can select the faculty they would like 

to be surveyed. In the fall semester of 2021, twenty institutions participated, resulting in 4,068 faculty 

respondents. Although institutions were primarily four-year baccalaureate-granting institutions in the 

United States, a two-year and a Canadian institution also participated. 

Measures 

 Two critical measures in this study are faculty’s identification of their race/ethnicity and their 

sexual orientation. Faculty responded to the question How would you describe yourself? (Select all that 

apply.) and had the following options: American Indian or Alaska Native, Asian, Black or African 

American, Hispanic or Latina/o/x, Middle Eastern or North African, Native Hawaiian or other Pacific 

Islander, White, Another race or ethnicity, and I prefer not to respond. We considered the respondent to 

be a faculty member of color if they selected any response other than White only or I prefer not to 
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respond. For sexual orientation, faculty responded to the question Which of the following best describes 

your sexual orientation? and had the following options: Straight (heterosexual), Bisexual, Gay, Lesbian, 

Queer, Questioning or unsure, Another sexual orientation, please specify:, and I prefer not to respond. 

We considered the respondent to be LGBQ+ if they selected any response other than Straight 

(heterosexual) or I prefer not to respond. 

 Five scales and one index comprise the outcome measures in this study (Table 1). The first scale, 

Supportive Environment, measures faculty perceptions of how much their institution provides support 

for a variety of forms of diversity (racial or ethnic identification, sexual orientation, etc.) The second 

scale, Sense of Belonging, measures faculty agreement with their feelings of safety, comfort being 

themselves, perceived value, and feeling like part of the community in both their department and at 

their institution. The third scale, Mental Health, measures faculty perceptions of how much their overall 

levels of stress, depression, or anxiety have interfered with their ability to succeed as a faculty member. 

The fourth scale, Work-Related Stress, measures how much a variety of work elements (teaching 

responsibilities, relationships with colleagues, etc.) have been a source of stress. The fifth scale, Personal 

Stress, measures how much a variety of personal elements (household or care giving responsibilities, 

personal finances, etc.) have been a source of stress. The index of interest is an additive combination of 

how often faculty have seriously considered leaving their institution, the professoriate, or academia. 

Respondents 

This study uses the data from 4,068 respondents, but our focus is on the 294 LGBQ+ faculty and 

674 faculty of color, 76 of whom identify as both LGBQ+ and faculty of color. Although we include 

descriptives of respondents in Table 2, we additionally include χ2 tests and adjusted standardized 

residuals to understand the representativity of LGBQ+ faculty, faculty of color, and LGBQ+ faculty of 

color across disciplinary areas and academic roles and positions (see Table 3) to create a more robust 
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picture of respondents in this study. We considered standardized residuals greater than 2 or less than -2 

to be notable differences (Agresti & Finley, 2009). LGBQ+ faculty were more likely to be in Arts & 

Humanities, Social Sciences, and Social Service Professions and were less likely to be in Business or 

Health Professions. They were more likely to be at the Instructor rank and not on the tenure track and 

less likely to be tenured or ranked at full Professor. Faculty of color were more likely to be in Business, in 

adjunct positions, not in administrative positions, at the Assistant Professor rank and at institutions 

without a tenure system or on the tenure track. Faculty of color were less likely to be in Arts & 

Humanities and Health Professions and in positions not on the tenure track. LGBQ+ faculty of color were 

more likely to be in Arts & Humanities, in adjunct positions, and not on the tenure track. These faculty 

were less likely to be in Health Professions and to be tenured. 

Analyses 

 We will answer research questions with a series of regression equations. The dependent 

variables for the first three research questions, exploring the affective experiences of LGBQ+ faculty, 

faculty of color, and LGBQ+ faculty of color, will be affective outcomes of the CUTE framework 

(supportive environment for diversity, sense of belonging in the institution and department, impact of 

mental health on faculty success, sources of work-related stress, and sources of personal stress). Find 

descriptives of these measures, as well as item components, in Table 1. Models will first focus on 

differences in faculty experiences within racial/ethnic identities and within sexual orientations 

separately. Next, models will combine these two aspects of identity, and a final model will include an 

interaction term to understand the additional unique experiences of LGBQ+ faculty of color. To answer 

the final research question, an index of faculty members’ likelihood to leave their institution, the 

professoriate, or academia will serve as the dependent variable with the previous affective outcomes 

serving as independent variables of interest. Additional Pearson’s r correlations will show relationships 

between the previous scale outcomes and faculty likelihood to leave without controlling for the 
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variation in race/ethnicity or sexual orientation of faculty. In all regression models, we standardized 

continuous variables so that unstandardized coefficients can be interpreted as effect sizes, and we effect 

coded multi-categorical demographic variables so that coefficients can be compared to the average 

score for faculty in the model as opposed to an arbitrary reference group. See table 4 for details.  

Limitations 

 A quantitative approach requires that we attempt to pack complicated social identities into 

categorial boxes that are incapable of accurately expressing the fluidity and depth of identity expression. 

Sexual orientation and race and ethnicity are socially constructed and therefore context-dependent and 

multi-faceted. The survey instrument uses language to describe these aspects of identity that might not 

be the same as how an individual respondent would describe their identity or how we would prefer to 

discuss identity, such as our preference to use Latine. Our sample included 76 LGBQ+ faculty of color, a 

relatively small sample size that serves as a second limitation. Although we view this data as brief 

listening session with 76 faculty members, we understand that one of the powers of quantitative data 

involves the ability to generalize and make broad predictions. We do not claim such abilities and urge 

readers to generalize the experiences of these faculty with caution. Some subpopulations of the faculty 

in this study, American Indian or Alaska Native, Middle Eastern or North African, and Native Hawaiian or 

Pacific Islander faculty are relatively small, and their results should be handled with care similarly. A 

third limitation relates to the frequent conflation of sexual and gender identities in research, practice, 

and programming in higher education. Although the CUTE survey collects information on identification 

of nonbinary gender identities, we did not focus on that information in this study. We recognize that 

conversations about queerness in higher education often extends to the larger LGBTQ+ community, and 

we wanted to be clear that our focus was on faculty sexual orientation, but this means our results do 

not account for the nuances in environments that faculty with nonbinary or differing gender identities 

experience. Finally, it is important to note that the institutions that administered the CUTE survey 
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elected to do so; these institutions may have substantially different environments than institutions that 

would not choose to participate in a survey like CUTE.  

Results 

LGBQ+ Faculty Affect 

LGBQ+ faculty that identified as queer felt that their institution provided a less supportive 

environment for diversity than the average perception of their peers (B = .39). Queer-identifying faculty 

additionally felt less sense of belonging (B = .34) than their colleagues. Faculty identifying as gay (B = .26) 

or lesbian (B = .34) however, felt a greater sense of belonging than their peers on average. LGBQ+ 

faculty identifying as gay (B = -.36) or lesbian (B = -.32) felt less strongly that mental health has 

interfered with their ability to succeed as faculty than the average perception of faculty overall. Faculty 

identifying as bisexual (B = .26), queer (B = .35), or other LGBQ+ sexual orientations (asexual, pansexual, 

etc.) (B = .45) felt more strongly that mental health issues have interfered with their ability to succeed as 

faculty than the average perception of their peers. Faculty identifying as gay (B = -.32) felt less strongly 

about work-related stress as their peers, and faculty identifying as queer (B = .30) felt a stronger sense 

of work-related stress than their colleagues on average. Faculty identifying as gay (B = -.32) felt less 

strongly about personal sources of stress compared to the average perception of faculty overall whereas 

faculty identifying as queer (B = .30) felt more strongly about such sources of stress.  

Faculty of Color Affect 

Latine faculty (B = .37) generally felt their institution provided a more supportive environment 

for forms of diversity than the average perception of faculty. American Indian or Alaska Native, Native 

Hawaiian or other Pacific Islander, and Middle Eastern or North African (B = .21) faculty felt their 

institution provided a less supportive environment for diversity than the average perception of faculty. 

Latine faculty (B = .27) additionally felt a stronger sense of belonging than their colleagues on average. 
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Black or African American faculty (B = -.17) felt less strongly that mental health issues have interfered 

with their ability to succeed and less strongly (B = -.22) about work-related stress. We didn’t find any 

differences by racial ethnic identification in faculty feelings about personal stress. 

LGBQ+ Faculty of Color Affect 

Overall, we found that perceptions of institutional support for diversity varied more within the 

experiences of faculty of color than within LGBQ+ faculty. Issues with the impact of mental health, work-

related, and personal stress varied more within subgroups of LGBQ+ faculty than within faculty of color. 

When looking at the unique variation of LGBQ+ faculty of color, we found that LGBQ+ faculty of color 

felt a notable amount of additional work-related (B = .29) personal stress (B = .37) than their faculty 

peers. 

Likelihood to Leave 

We found strong relationships between the affective components measured here and faculty 

members’ likelihood to leave their institution, the professoriate, or academia. Faculty who felt their 

institution was more supportive of diversity (B = -.38; r = -.39, p < .001) or felt a greater sense of 

belonging (B = -.54; r = -.54, p < .001) felt less strongly about leaving their position. Faculty who felt their 

mental health negatively impacted their work (B = .46; r = .47, p < .001) or felt greater work-related (B = 

.41; r = .42, p < .001) or personal-related stress (B = .38; r = .39, p < .001), felt more strongly about 

leaving their position. 

Asian faculty (B = -.20) and Latine faculty (B = -.25) both thought about leaving their institution, 

the professoriate, or academia less often than the average of their peers. Faculty identifying as gay (B = -

.28) or lesbian (B = -.31) also thought about leaving less often than their colleagues. Faculty identifying 

as queer (B = .26) or other smaller subpopulations of identity (B = .48) seriously thought about leaving 
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more often than average. LGBQ+ faculty of color had an additional (B = .29) increase in how often they 

thought about leaving than their colleagues. 

Discussion 

Our results indicate differences in how LGBQ+ faculty, faculty of color, and LGBQ+ faculty of 

color experience the affective components of their teaching environments. These differences present 

important questions higher education institutions must address if they hope to establish inclusive and 

equitable environments for the diverse faculty they aim to employ. We turned to the CUTE framework 

to guide us in seeking practical ways that institutions could work towards creating more inclusive and 

supportive work environments for diverse faculty. As queer researchers, we wanted to look into the 

experiences of our LGBQ+ colleagues. Quare theory urged us to additionally consider the ways that 

racism and homophobia in higher education overlap and influence the experiences of LGBQ+ faculty of 

color. 

Overall, sense of belonging, perceptions of the impacts of mental health, personal and work-

related stress, as well as serious thoughts about leaving their institution or academia were more varied 

when looking within identities grouped under the LGBQ+ umbrella than under the faculty of color 

designation. There were, however, some consistent patterns. Gay and Lesbian identifying faculty felt a 

greater than average sense of belonging, less impact of mental health issues on their faculty success, 

and less work-related and personal stress which helps to make sense of the fact that they also thought 

less about leaving. Some may view this as slightly contrary to evidence in the literature that LGBQ+ 

faculty find higher education to be unwelcoming (e.g., Blumenfeld et al., 2016; Orlov & Allen, 2014; 

Patridge et al., 2014), but we would argue that researchers need to continue looking within the varied 

experiences of faculty, disaggregating whenever possible, and collecting better information related to 

faculty identity. Slightly more congruent with previous research, we found that faculty identifying as 
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queer or faculty identifying with smaller, lesser recognized sexual identities (asexual, demisexual, 

pansexual, etc.) perceived a less supportive environment for diversity, a lesser sense of belonging, 

greater impact of mental health issues on their success, and greater personal and work-related stresses. 

It is no surprise then that these faculty also think more frequently about leaving than their peers.  

 We also found mixed results within faculty of color with some results that are contrary to what 

we see in the literature and current events (Guillaume & Apodaca, 2022; Hatch et al., 2022; Kelly et al., 

2017). Black or African American faculty indicated fewer issues with mental health impacting their 

faculty success and less work-related stress. This could be another piece of evidence suggesting that 

Black faculty experiences with oppression and adversity can lead to resilience and fortitude (Bonner & 

Thomas, 2001; Griffin, 2016; Louis et al., 2016). Latine faculty’s view that their institution supported 

diversity as well as their stronger sense of belonging could explain why they were more likely to persist 

than their colleagues. This result could also align with findings from the literature that Latinx faculty may 

not feel that their institutions meet their needs for community, so they step in to fill that need for 

community themselves in their classrooms and through mentoring relationships (Garcia-Louis & 

Mateos-Campos, 2022; Gomez, 2018). We additionally found that Asian faculty, in general, are more 

likely to persist, similar to Jayakumar et al. (2009) who found that Asian faculty persistence was not 

strongly negatively related to hostile racial climates or job satisfaction as it was for Black or Latino/a 

faculty. 

 We hope that our results help the academy to see LGBQ+ faculty of color, a frequently unseen 

subset of faculty (Means et al., 2017; Mobley et al., 2020). Although these faculty did not have a unique 

additional impact on their perceptions of their institution’s support for diversity, their sense of 

belonging, or how their mental health has impacted their faculty success, they clearly experienced 

greater levels of work-related and personal stress. Given expectations to act in certain ways, conceal 

aspects of their identity, and overperform in their teaching and service responsibilities (BrckaLorenz et 
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al., 2019; Guillaume & Apodaca, 2022; Means et al., 2017; Mobley et al., 2020; Pittman, 2010) this is not 

a surprise. These faculty face a considerable amount of pressure just in trying to live their authentic 

lives. Given that we know the representation of racial and sexual identities varies between academic 

disciplines (BrckaLorenz et al., 2019; Fox Tree & Vaid, 2021), future research should additionally explore 

LGBQ+ faculty’s likelihood to persist or leave in relation to their academic discipline. 

 For institutions interested in creating more supportive environments for diverse faculty, they 

could start by checking in with how their faculty are feeling especially because when asked why they 

considered leaving, a large majority of faculty report that feeling a lack of respect or sense of belonging 

is a key reason (BrckaLorenz & Chamis, 2023). Exploring the affective components of the CUTE 

framework with faculty could point to practical and meaningful ways to drastically improve the 

experiences of diverse faculty (BrckaLorenz et al., 2021). We found strong relationships between all the 

affective components of their teaching environment and their likelihood to persist or leave. For the 

faculty in this study, faculty who felt their institution was more supportive of diversity or felt a greater 

sense of belonging felt notably less often about leaving their position. Faculty who felt their mental 

health was negatively impacting their ability to succeed in their work or felt greater work-related or 

personal stress felt notably more often about leaving their position.  
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Table 1. Scale Descriptives and Component Items for Outcome Variables 

  Count Range Mean St. Dev. Cronbach’s α ICC 

Supportive Environment 3,027 0-4 2.6 .83 .92 .084 
 How much does your institution provide a supportive environment for the following forms of diversity? 

Response options: Very much (4), Quite a bit (3), Some (2), Very little (1), Not at all (0) 
a. Age 
b. Country of citizenship 
c. Disability or impairment 
d. Economic status or class 
e. Gender identity 
f. Political views  
g. Racial or ethnic identification 
h. Religious or spiritual views 
i. Sexual orientation 

Sense of Belonging 2,915 1-6 4.6 1.11 .92 .051 
 How much do you agree or disagree with the following statements? 

Response options: Strongly agree, Agree, Slightly agree, Slightly disagree, Disagree, Strongly disagree 
a. I feel physically safe at this institution. 
b. I feel comfortable being myself at this institution. 
c. I feel valued by this institution. 
d. I feel like part of the community at this institution. 
e. I feel comfortable being myself in my department. 
f. I feel valued in my department. 
g. I feel like part of the community in my department. 

Mental Health 2,926 0-4 1.7 1.12 .89 .028 
 In preparing for this term or semester, how much have the following interfered with your ability to succeed as a 

faculty member? 
Response options: Very much, Quite a bit, Some, Very little, Not at all 
a. Your overall level of stress 
b. Your overall feelings of depression 
c. Your overall feelings of anxiety 

Work-Related Stress 2,925 0-4 1.7 .85 .77 .042 
 In preparing for this term or semester, how much have the following been a source of stress for you? 

Response options: Very much, Quite a bit, Some, Very little, Not at all 
a. Your teaching responsibilities 
b. Your research responsibilities 
c. Your service responsibilities 
d. Relationships with colleagues 
e. Relationships with students 
f. Time management 

Personal Stress 2,923 0-4 1.6 .94 .81 .007 
 23. In preparing for this term or semester, how much have the following been a source of stress for you? 

Response options: Very much, Quite a bit, Some, Very little, Not at all 
g. Household or care giving responsibilities 
h. Your personal finances 
i. Your physical health  
j. Sleeping well 
k. Intimate relationships 

Likelihood to leave 2,893 0-12 4.25 3.20 .88 .023 
 25a. During your faculty career, how often have you seriously considered the following? 

Response options: Very often, Often, Sometimes, Rarely, Never  
a. Leaving your institution  
b. Leaving the professoriate  
c. Leaving academia 
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Table 2. Counts and Column Percentages of Respondents by Sexual Orientation and Racial/Ethnic Identification 

 

LGBQ+ Not LGBQ+ FoC Not FoC LGBQ+ and FoC Total 

n Col% Col% n Col% Col% n Col% Col% 

Disciplinary Area  
Arts & Humanities 106 36.1 22.6 140 20.8 24.8 28 36.8 24.1 
Bio Sci, Agric, & Nat Rsrcs 12 4.1 5.4 33 4.9 5.3 5 6.6 5.2 
Business 10 3.4 10.1 80 11.9 8.6 3 3.9 9.4 
Comm, Media, & PR 8 2.7 3.0 23 3.4 2.8 1 1.3 3.0 
Education 19 6.5 9.2 68 10.1 8.5 7 9.2 8.9 
Engineering 9 3.1 3.7 33 4.9 3.4 2 2.6 3.6 
Health Professions 27 9.2 15.9 74 11.0 16.9 3 3.9 15.2 
Phys Sci, Math, & CS 27 9.2 9.4 70 10.4 8.8 11 14.5 9.4 
Social Sciences 49 16.7 12.2 86 12.8 12.7 9 11.8 12.6 
Social Service Professions 16 5.4 2.5 25 3.7 2.6 3 3.9 2.8 
Other disciplines 11 3.7 6.1 40 6.0 5.7 4 5.3 5.8 

Adjunct Status  
Not an adjunct position 217 74.3 78.2 478 71.7 79.1 50 67.6 77.8 
Adjunct position 75 25.7 21.8 189 28.3 20.9 24 32.4 22.2 

Administrative Position  
No administrative position 219 75.0 75.0 514 78.0 73.6 61 83.6 75.0 
Holds an admin position 73 25.0 25.0 145 22.0 26.4 12 16.4 25.0 

Academic Rank 
  
  
  
  
  

Professor 37 12.6 25.3 154 23.1 24.2 13 17.1 24.1 
Associate Professor 63 21.5 24.4 143 21.4 24.5 11 14.5 24.1 
Assistant Professor 51 17.4 16.2 124 18.6 15.1 14 18.4 16.3 
Instructor 66 22.5 15.6 109 16.3 16.8 16 21.1 16.3 
Lecturer 26 8.9 9.5 53 7.9 10.5 6 7.9 9.5 
Other academic ranks 50 17.1 8.9 85 12.7 9.0 16 21.1 9.7 

Tenure Status  
No tenure system 7 2.4 3.8 48 7.2 2.5 2 2.7 3.7 
Not on tenure track 160 55.2 41.4 268 40.4 45.3 43 58.1 42.8 
On tenure track 36 12.4 12.4 96 14.5 11.0 10 13.5 12.4 
Tenured 87 30.0 42.4 251 37.9 41.2 19 25.7 41.1 

Gender Identity  
Man 113 38.3 41.9 295 43.8 43.0 39 51.3 41.5 
Woman 150 50.8 53.2 359 53.3 55.0 28 36.8 52.9 
Another gender identity 22 7.5 < 1 7 1.0 < 1 7 9.2 < 1 
I prefer not to respond 10 3.4 5.0 12 1.8 1.3 2 2.6 4.8 

Racial/Ethnic Identification  
Am Indian or AK Native 1 < 1 < 1 6 < 1 < 1 1 1.3 < 1 
Asian 11 3.7 4.7 130 19.3 --  11 14.5 4.6 
Black or African Am 12 4.1 7.0 189 28.0 --  12 15.8 6.7 
Hispanic or Latina/o/x 31 10.5 6.0 184 27.3 --  31 40.8 6.5 
Mid Eastern or N African 1 < 1 1.1 30 4.5 --  1 1.3 1.1 
Native HI or other PI 0 -- < 1 1 < 1 --  0 -- < 1 
White 215 73.1 69.2 -- -- 100.0 -- -- 69.7 
Another race or ethnicity 7 2.4 < 1 32 4.7 --  7 9.2 1.1 
Multiracial 13 4.4 3.5 102 15.1 --  13 17.1 3.6 
I prefer not to respond 3 1.0 7.2 --  -- --  -- --  6.4 

Sexual Orientation 
 Straight (heterosexual) 2 < 1 90.8 549 82.2 85.2 1 1.3 81.5 

Bisexual 88 29.8 --  26 3.9 3.1 26 34.2 3.0 
Gay 77 26.1 --  24 3.6 2.7 24 31.6 2.7 
Lesbian 42 14.2 --  3 < 1 1.9 3 3.9 1.5 
Queer 59 20.0 --  12 1.8 2.4 12 15.8 2.1 
Questioning or unsure 10 3.4 --  4 < 1 < 1 4 5.3 < 1 
Another orientation 14 4.7 --  4 < 1 < 1 4 5.3 < 1 
I prefer not to respond 3 1.0 9.2 46 6.9 3.9 2 2.6 8.3 

Note: FoC represents Faculty of Color 
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Table 3. Row Percentages, Adjusted Standardized Residuals, and χ2 Statistics for Respondents by Sexual Orientation and 
Racial/Ethnic Identification 

 

LGBQ+ FoC LGBQ+ and FoC 

Row % ASR 
n (df) 
χ2 sig. Row % ASR 

n (df) 
χ2 sig. Row % ASR 

n (df) 
χ2 sig. 

Disciplinary Area  
Arts & Humanities 15.6 5.1 2,834(10) 

58.6*** 
22.4 -2.1 2,628(10) 

29.7** 
4.1 2.6 18.1(10) 

 Bio Sci, Agric, & Nat Rsrcs 8.1 -.9 24.3 -.4 3.4 .5 
Business 3.8 -3.7 32.3 2.5 1.1 -1.7 
Comm, Media, & PR 9.5 -.3 29.9 .9 1.2 -.9 
Education 7.5 -1.5 28.9 1.2 2.8 .1 
Engineering 8.7 -.6 33.3 1.8 1.9 -.5 
Health Professions 6.3 -3.1 18.3 -3.7 0.7 -2.8 
Phys Sci, Math, & CS 10.1 -.1 28.8 1.2 4.1 1.5 
Social Sciences 13.7 2.2 25.7 .1 2.5 -.2 
Social Service Professions 20.3 2.9 33.3 1.6 3.8 .6 
Other disciplines 6.7 -1.6 26.5 .3 2.4 -.2 

Adjunct Status  
Not an adjunct position 9.8 -1.5 2,838(1) 

 
23.6 -3.9 2,627(1) 

15.6*** 
2.3 -2.1 2,835(1) 

4.6* Adjunct position 11.9 1.5 31.6 3.9 3.8 2.1 
Administrative Position  

No administrative position 10.4 0 2,804(1) 
 

26.5 2.3 2,596(1) 
5.1* 

2.9 1.7 2,801(1) 
 Holds an admin position 10.4 0 22.1 -2.3 1.7 -1.7 

Academic Rank 
  
  
  
  
  

Professor 5.4 -4.8 2,830(5) 
44.7*** 

24.6 -.6 2,622(5) 
16.6** 

1.9 -1.4 2,827(5) 
16.6** Associate Professor 9.2 -1.1 23.0 -1.6 1.6 -2.0 

Assistant Professor 11.0 .5 29.6 2.1 3.0 .5 
Instructor 14.3 3.1 24.9 -.3 3.5 1.1 
Lecturer 9.7 -.4 20.5 -2.0 2.2 -.5 
Other academic ranks 18.1 4.5 32.7 2.8 5.9 3.4 

Tenure Status  
No tenure system 6.8 -1.2 2,819(3) 

22.5*** 
49.5 5.5 2,607(3) 

38.6*** 
1.9 -.4 2,816(3) 

8.8* Not on tenure track 13.2 4.5 23.3 -2.2 3.6 2.7 
On tenure track 10.3 0 31.0 2.4 2.9 .3 
Tenured 7.5 -4.1 23.9 -1.5 1.6 -2.7 

Notes: ASR stands for Adjusted Standardized Residual. FoC represents Faculty of Color 
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Table 4. Statistically Significant (p < .05) Regression Coefficients 

 Racial/Ethnic Identification Sexual Orientation Interaction 

Dependent 
Variables Asian Black Latine White 

Multi-
racial Race+ 

Race 
PNR Straight Bisexual Gay Lesbian Queer SO+ 

SO 
PNR 

LGBQ+ 
*Color 

Supportive 
Environment 

  .37 -.11  -.24 -.37 -- -- -- -- -- -- -- -- 
-- -- -- -- -- -- -- .30    -.39   -- 

  .37 -.13  -.22 -.28 .30    -.40   -- 
  .37 -.13  -.21 -.29 .29    -.39    

                
Sense of 
Belonging 

  .27    -.43 -- -- -- -- -- -- -- -- 
-- -- -- -- -- -- -- .25  .27 .39 -.33  -.24 -- 

  .25    -.29 .24  .23 .38 -.35   -- 
  .27    -.31 .21  .26 .34 -.34    

                
Mental Health  -.21      -- -- -- -- -- -- -- -- 

-- -- -- -- -- -- -- -.28 .28 -.33 -.32 .37 .44 -.15 -- 
 -.18      -.28 .28 -.32 -.34 .36 .49 -.19 -- 
 -.17  .08    -.23 .26 -.36 -.32 .35 .45   

                
Work-Related 
Stress 

 -.26     .20 -- -- -- -- -- -- -- -- 
-- -- -- -- -- -- -- -.18  -.27 -.27  .43  -- 

 -.23     .17 -.18  -.26 -.29  .52  -- 
 -.22     .19 -.14  -.30   .48  .29 

                
Personal Stress        -- -- -- -- -- -- -- -- 

-- -- -- -- -- -- -- -.23  -.28  .31   -- 
       -.22  -.28  .32   -- 
       -.16  -.32  .30   .37 

                
Likelihood to 
Leave 

-.21  -.22    .27 -- -- -- -- -- -- -- -- 
-- -- -- -- -- -- -- -.26  -.26 -.33 .27 .44  -- 

-.19  -.23    .22 -.27  -.24 -.34 .27 .53  -- 
-.20  -.25    .24 -.22  -.28 -.31 .26 .48  .29 

 

Notes: Race+ indicates faculty who identified with another racial/ethnic identification than those listed on the survey as well as the smaller subpopulations of American 
Indian or Alaska Native, Middle Eastern or North African, and Native Hawaiian or other Pacific Islander; Race PNR represents faculty who preferred to not respond with an 
identity on the racial/ethnic identification question. SO+ indicates faculty who identified with another sexual orientation than those listed on the survey; SO PNR indicates 
faculty who preferred to not respond with an identity on the sexual orientation question. LGBQ+*Color indicated faculty who identified as both LGBQ+ and as a faculty 
member of color. We only display statistically significant (p < .05) results here. In all models, we standardized continuous outcome variables so that unstandardized 
coefficients can be interpreted as effect sizes, and we effect coded multi-categorical demographic variables so that coefficients can be compared to the average score for 
faculty in the model as opposed to an arbitrary reference group. 
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Figure 1. College + University Teaching Environment Framework 

 

 


