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I. I.INTRODUCTION

In the Spring of 2023, the Physics Department at Vir-
ginia Tech (from now on, referred to as "Physics Depart-
ment”) charged an Ad-hoc committee with, ”creating,
conducting, and analyzing a survey” for its Physics grad-
uate students. The Ad-hoc committee’s charge was given
by the Physics Department Chair, the Physics Graduate
Program Director, and the Dean of the Graduate School;
and the committee itself consisted of five graduate stu-
dents, the chair of the department’s DEI committee, and
the Graduate School Ombudsperson. The survey was
developed from a myriad of external surveys throughout
North America.

The results were later shared with students in Fall 2023
in the form of an executive summary report [3] and with
faculty in the form of a presentation [2] with concerning
trends in the forms of racial /nationality, LGBTQ+, and
sexual /gender motivated mistreatment causing both aca-
demic and day-to-day effects for students. Overall, the
Physics Department’s response was encouraging and the
main recommendation to form a working group to con-
sider the policies, practices, and procedures contribut-
ing to mistreatment has been adopted. It will be imple-
mented in the coming academic year 2024-25.

Expanding on the Physics Department’s initial survey,
the Graduate and Professional Student Senate (GPSS),
conducted a similar climate and culture survey in six
additional departments: Sociology, English, Engineering
Education, Mechanical Engineering, Fish and Wildlife,
and Entomology. Note, originally BIT was also sur-
veyed but due to an extremely low response rate of N <
5, we exclude this department from the results and sub-
sequent analysis. Graduate students self-selected the de-
partments in an initial interest survey that the GPSS
sent out in the Fall of 2023. The goal was to determine
the more nuanced climate and culture within individ-
ual departments and the broader University so that the
GPSS and University can best help foster a community
of growth, compassion, and understanding.

Approximately, 624 graduate students were surveyed
with 240 completing the survey, yielding a completion
rate of more than 38%. Within each department, the
completion rate was near or greater than the completion
rate for the Graduate School Climate Survey of 2022 [1].
Moreover, the domestic to non-domestic student comple-
tion rate approximately agrees with the published de-

mographics for each department [6]. Note, our survey
had more gender demographic choices than the Gradu-
ate School so we cannot make a direct comparison there.

To analyze the survey, we broke the six departments’
aggregated data into six different filters, similar those
used in the Physics department for easier comparison, as
indicated below.

Gender and Sexuality Filters:

1. Heterosexual(Het)-Cisgender(Cis) Male:
Answered "male” for gender and ”heterosexual”
for sexuality.

2. Non-Heterosexual(Het): Did not answer ”het-
erosexual” for sexuality.

3. Non-Cisgender(Cis) Male:
”male” for gender.

Did not answer

Race Filters:

1. White Heterosexual(Het): Selected ”hetero-
sexual” for sexuality and answered only ”white”
for race.

2. Black Asian and Minority Ethnic (BAME):
Did not answer only ”white” for race [4].

3. BAME Non-Cisgender(Cis) Male: Did not
answer only "white” for race and did not answer
"male” for gender.

Each filter had at least 18% of the aggregated completed
respondents in it and is based on students’ self-reported
identity from the demographic section of the survey. Be-
cause there was a large difference between het-cis males
and non-het students when creating the racial filters we
use "white het” instead of just ”white.” Due to the large
difference between department demographics, we felt it
improper to use ”white het-cis male” to make a more di-
rect comparison due to the low N in some departments.

Before delving into the report, we would like to thank
everyone for keeping an open mind while reading the find-
ings. This survey is not intended to blame any one indi-
vidual, on the contrary, the report covers many systemic
issues within academia which can only be combated as
a community. We also recognize that many of the sub-
areas of concern may not meet the ”threshold” for certain



University policies to be applicable. The University poli-
cies should be the absolute bare minimum that we hold
our community to, the takeaway from this report is that
let’s do better. There are areas of mistreatment affect-
ing our graduate student community both academically
and in their day-to-day lives. That is what should mat-
ter. We can and should strive to be better and shift the
culture to be more empathetic, welcoming, and encour-
aging. We would also like to add the general disclaimer
that all those writing this report are full-time graduate
students. These surveys, analyzing the data, presenting
to the departments and University, and writing this re-
port took an incredible amount of time that we freely
volunteered and we are only human. We would appre-
ciate you all recognizing that this is in no way a formal
paper to submit to a journal but rather a quick snapshot
of our current community.

II. II. MAIN AREAS OF CONCERN

In the open-ended section of the survey students were
asked the following two questions:

1. If you have ever witnessed/experienced an in-
stance(s) of mistreatment or invalidation of identity
we would appreciate you taking the time to share.

2. Is there anything else you’d like to add or share?
This is your opportunity to do so.

Seven general themes emerged from student responses
which were coded as follows in descending order of fre-
quency: (1) racial and/or nationality motivated mistreat-
ment, (2) LGBTQ+ motivated mistreatment, (3) general
academic abuse and/or bullying, (4) ableism motivated
mistreatment, (5) sexual and/or gender-motivated mis-
treatment, (6) student perception of mistreatment not
being handled effectively, and (7) funding related con-
cerns. To preserve anonymity we will in general not give
direct quotes but instead explore each of the seven cat-
egories in terms of prevailing themes. In some instances
where it is non-identifying and especially poignant, we
may offer a brief quote indicated by parenthetical. Some
open-ended responses are further supported by mark all
that apply, multiple choice, and Likert-scale questions
which are referenced as appropriate.

A. Racial and/or Nationality Motivated
Mistreatment

We begin with racial and /or nationality motivated mis-
treatment which was present in all six departments
surveyed and additionally in Physics [3]. The general
themes this presented itself as are summarized below.

1. Misidentifying or Misaddressing Students:
Frequent reports of BAME students being improp-
erly addressed, being mistaken for other BAME

students repeatedly, having their names misspelled
on important documentation, or repeatedly mispro-
nounced.

2. General Insensitivity and Microaggressions:
Inappropriate and insensitive remarks about cul-
ture, nationality, or race. Physical or personal
boundaries encroached on, other general microag-
gressions. Feelings of being forced to act as a
spokesperson. Dismissal or undermining of stu-
dents’ lived experiences.

3. Different Treatment than White Peers: Re-
ports of being treated differently in the forms
of more frustration, condescension, belittling, in-
creased judgment, preferential treatment towards
white cis male peers, and lack of meeting etiquette
towards students who identify as BAME compared
to white peers.

4. General Racism: Reports of general racial dis-
crimination, general ignorance regarding race in a
variety of contexts, slurs, etc.

5. General Mistreatment of International Stu-
dents: Specifically targeting international stu-
dents as graduate research assistants to work longer
hours and preying on their vulnerability when they
first arrive here, feelings of exclusion, misrepresent-
ing payment, etc. There is also a sentiment of pref-
erential treatment towards some nationalities over
others.

The racial and nationality based mistreatment is further
evidenced in a ”mark all that apply” question where stu-
dents were asked if they had ever experienced any of the
following forms of racial or ethnically motivated mistreat-
ment, Fig. [I}
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e. None atall

f. Other

L

[l BAME Non-Cis

20 40 60 80
Percent of Respondents in Filter

o

FIG. 1: During your time at Virginia Tech, have you
experienced or witnessed any of the following forms of
racial or ethnically motivated mistreatment (mark all
that apply).

Racial insensitivity, which was clarified in the survey
as "someone shows a lack of tact or understanding to-
wards those of a different racial background”, is the
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most frequent form of racial mistreatment corroborat-
ing students’ written reports of incidents. Over 70%
of BAME non-cis males and over a third of
BAME students report experiencing or witness-
ing racial insensitivity. Additionally, >40% BAME
non-cis males report "experiencing or witnessing false
color blindness/invalidating of racial or ethnic identity.”
Nearly a third of BAME non-cis males are experiencing
racial hostility which we defined as ”someone expresses
jealousy or hostility surrounding the notion that people
of a certain race or ethnicity get unfair advantages and
benefits due to their race or ethnicity.” The percentages
above are a conservative estimate as the percentages for
all "mark all that apply” questions are computed by di-
viding the number of respondents who check off an item
by the total number of students in that demographic filter.
Since students are allowed to skip questions the percent-
ages may be slightly lower than in actuality.

B. LGBTQ-+ Motivated Mistreatment

Similarly, we consider the free response write-ins from
five out of the six departments (note, Physics also
experienced forms of LGBTQ+ mistreatment) that indi-
cated LGBTQ+ motivated mistreatment and break them
down into two general themes.

1. Disregard/Disrespect of Identity: Question-
ing or de-legitimizing sexual or gender identity.
Across the board, there is a general disregard for
pronouns (even when repeatedly corrected and/or
pronouns prominently displayed). Repeated dead-
naming, biological essentialist comments, etc.

2. General Queerphobia: Reports of queer stu-
dents being treated rudely or labeled as ”difficult”
if they try to advocate for themselves. General
transphobia, homophobic jokes, students report-
ing feeling uncomfortable due to having to interact
with people with known transphobic beliefs, gen-
eral ostracizing, sexual orientation discrimination,
etc.

We also note that non-het students on average are sig-
nificantly more likely (~2-4 times) than het-cis
males to experience or witness mistreatment, Figs.

(1H2)-

C. General Academic Abuse and/or Bullying

There were four general themes from the open-ended
section for general/academic abuse and/or bullying that
were extremely concerning delineated below. Note, gen-
eral academic abuse and/or bullying appeared in two-
thirds of the departments surveyed.

1. Toxic Work Environment: Students report be-
ing afraid of their advisor and/or going into work

with it affecting their ”physical and mental health.”
Verbal abuse in the forms of being yelled at, be-
rated, gaslighted into working more hours, name-
calling, advisors "taking their anger out on their
students.” Emotional abuse, and driving students
to ”mental health crises.” Demeaning students’ re-
search topics and making condescending remarks
to students. Being retaliated against and/or shut
down when trying to bring up concerns to advisors.

2. Ignoring Safety Protocols (Unsafe Working
Environment): Clear Virginia Tech Environmen-
tal Health and Safety (EHS) and Virginia Occupa-
tional Safety and Health Administration (OSHA)
violations |5} [7].

3. Threatening Students Academically: Threat-
ening recommendation letters, graduation/defense,
termination, assistance, etc., in retaliation/to con-
trol students.

4. General Bullying/Abuse: Threatening students
not to report things, excessive work ours or ex-
cessive unwarranted criticism. Feeling uncomfort-
able discussing opinions in a variety of settings
(e.g. courses, research etc.) because of condescend-
ing comments and bullying. Students report seri-
ously considering transferring universities or quit-
ting their program because of the bullying and
avoiding certain places or people to avoid bullies.

While we offer quite a few direct quotes from vari-
ous departments for this category, however, we feel com-
pelled to share one more. A student wrote, ” The num-
ber of people I know in my program that have contem-
plated suicide over dealing with this program... it’s
just a matter of time if there aren’t severe changes in how
students are seen/valued/encouraged.” In 2022, Virginia
Tech was awarded the Higher Education Mental Health
Workforce Pilot grant [9] in an effort to expand our men-
tal health services which historically students have said
there is not enough access to. While we applaud efforts
to increase mental health services for the campus com-
munity, it makes sense that the University should also
equally prioritize and address the external stressors that
are avoidable and preventable causing part of the
mental health crisis.

D. Ableism Motivated Mistreatment

Again, in two-thirds of the departments surveyed, there
are explicit reports of ableism motivated mistreatment in
the following two forms.

1. Accommodation Related: Students feel like
their disability is never considered or accommo-
dated for without having to put in a lot of leg-
work themselves. There is perceived retaliation for



requesting accommodations. Students report hav-
ing their accommodations refused despite having
an official accommodation letter or being actively
discouraged to seek accommodations (violation of
the Americans with Disability Act [3]).

2. General Discrimination: Reports of general
stigma around mental health, and asking for ac-
commodations.

E. Sexual and/or Gender Motivated Mistreatment

In half the departments the GPSS surveyed four gen-
eral themes of sexual or gender motivated mistreatment
emerged, listed below. Sexual/gender based mistreatment
also present in the Physics Department.

1. Bullying: Students report being treated ex-
tremely harshly because of their gender, told they
don’t belong, and being demeaned when they try
to call out the behavior with the perpetrators dou-
bling down. Additionally, students report having
lies/rumors spread about them making them feel
targeted because of their gender. Slurs, being yelled
at, called names (e.g. stupid), etc. Some report that
the bullying has caused women to leave the program.

2. Inappropriate Jokes, Comments, etc.: Fre-
quent inappropriate sexual comments, suggestions,
lewd material, jokes, etc. that have no place in the
workplace. Reports of the sexual harassment train-
ing being laughed about and not taken seriously.

3. Sexual Harassment: Frequent reports of ver-
bal sexual harassment. Other reports of physical
boundaries violated/inappropriate conduct. Clear
Title IX wviolations.

4. Uncomfortable Working Conditions: This
cannot be expanded upon, but the general sen-
timent expressed is feeling unsafe/uncomfortable
within their working environment because of an in-
dividual(s).

These themes from the open-ended section are fur-
ther supported by the data shown in Fig. [2| where stu-
dents were asked to "mark all that apply” for any of the
following gender or sexually motivated based mistreat-
ment. Of the six departments surveyed, nearly 60% of
non-cis males and >50% non-het students report
either experiencing or witnessing ”being condescended,
insulted, or overly questioned.” As a conservative esti-
mate, this is an unacceptable percentage of our gradu-
ate student population experiencing or witnessing gen-
der/sexually motivated mistreatment. Moreover, nearly
40% of BAME non-cis males, over one-third of
non-cis males, and almost a third of non-het stu-
dents report experiencing or witnessing ”sexually based
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remarks or jokes that made you (or another) uncomfort-
able.” What these groups are experiencing or witness-
ing is consistently in stark contrast with what het-cis
males report, with ~ 10% reporting item (a) and less
than 20% reporting (c), meaning that het-cis males
are more than two times less likely to experience
or witness sexual/gender mistreatment than non-
het, non-cis males, and BAME non-cis males.

a. Sexually based remarks or jokes that B Het Cis-Male
made you (or another) uncomfortable. Non-Het
Non-Cis Male
b. You or another person’s personal or W White Het
physical boundaries encroached on. M BAME

¢. Being condescended, insulted, or
overly questioned.

d. Opportunities to network were falsely
advertised.

e. Noneatall

f. Other
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Male
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FIG. 2: During your time at Virginia Tech, have you
experienced or witnessed any of the following forms of
sexually or gender-motivated mistreatment (mark all
that apply).

The same trend continues as we look into the more se-
vere item, ”you or another person’s personal or physical
boundaries encroached on.” Here nearly 30% of non-
het, non-cis males, and BAME non-cis males re-
port experiencing or witnessing this. While again < 10%
of het-cis males reported this. We emphasize this to
reinforce the idea that students belonging to different
demographics may have a different perception and or ex-
perience than those of other demographics, as is the case
here. Consistently we see some of the highest reporting
rates amongst non-het, non-cis male, and BAME non-cis
male and the lowest reporting rates in het-cis males for
both racial/ethnically motivated mistreatment and gen-
der/sexually motivated mistreatment.

F. Student Perception of Mistreatment Not Being
Handled Effectively

Again, half of the departments the GPSS surveyed in-
dicated the above perception explicitly in the open-ended
section. The subsection title already encompasses the
general theme expressed by students. There are myr-
iad instances across departments of students reporting
things to department leadership (often with written ev-
idence) and either (a) being refused to be heard out or
(b) nothing being done to the perpetrator despite clear
violations of University policies. There is a perception
that departments and the University do not take care
of their graduate students if something happens to the
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Had difficulty attending classes/meetings.

(a)
Had difficulty concentrating on course-
related tasks.

Had to withdraw from a course or take an
incomplete.
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FIG. 3: Students were asked to "mark all that apply” if
ways, (a) academically, (b) in their day-to-day lives.

advisor midway through their PhD. General perception
amongst students is that the University and departments
try to cover grievances up to save face. These feelings are
further expanded upon in Section [[V]

G. Funding Related Concerns

A large source of stress for some departments seems
to be a lack of guaranteed multi-year funding and sup-
port if an advisor leaves mid-degree. The effects of this
unsurprisingly seem to be particularly exacerbated for
international students.

IIT. III. EFFECTS OF MISTREATMENT

A. A. Academic Effects

Students were asked if they experienced mistreat-
ment if it had ever affected them in any of the fol-
lowing ways academically indicated in Fig. (a).
Non-het/non-cis male/BAME non-cis males report
the most frequent academic effects due to mistreat-
ment with it affecting their attendance to classes
or meetings (30%/~30%/~30%), concentration on
course-related tasks (40%/~40%/>30%), and caus-
ing them to seriously consider leaving the program
(>33%/>30%/>33%). Once again, this is completely
dissimilar to what het-cis males are reporting with ~5%
having difficulty attending classes or meetings, ~ 10%
difficulty concentrating on courses, and ~ 10% seriously
considering leaving the program. Thus, these minority
demographics are feeling the academic effects of mistreat-
ment 3-6 times more frequently than het-cis males in
many instances putting them at a direct disadvantage
compared to their het-cis male peers. It is also signif-
icant to point out that since this is a ”"mark all that
apply” question students could be experiencing multi-
faceted academic effects severely affecting their experi-

Changed offices or considered changing
offices.

Avoided departmental or professional events.

Changed daily routine to avoid certain people
or places.

Felt uncomfortable voicing your opinion or
thoughts.

Did not affect at all.

Other
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Percent of Respondents in Filter

mistreatment has every affected them any of the following

ence here at Tech. Likewise, on average BAME students’
responses typically lay between het-cis males and non-
het students. Interestingly, non-zero effects also exist in
the other categories with students in all demographics
revealing they had difficulty completing research duties
(~25%).

B. B. Day-to-Day Effects

Similarly, students were asked if they experienced mis-
treatment if it had ever affected them in any of the follow-
ing ways in their day-to-day lives, Fig. b). Again, non-
het/non-cis males/BAME non-cis males report the most
frequent effects with (35%/>33%/~30%) avoiding de-
partmental or professional events, (35%/>33%/>33%)
changing their daily routine to avoid certain people or
places, and (~ 50%/~ 50%/>40%) feeling uncomfort-
able voicing their opinions or thoughts. Again, this is
contrasted with het-cis males with <10% avoiding de-
partmental and professional events, ~ 10% changing their
daily routine, and >20% feeling uncomfortable voicing
their opinions or thoughts. BAME students typically
experience day-to-day effects somewhere between het-cis
males and non-het students with percentages at (>15%,
~20%, ~33%) respectively.

IV. 1IV. REPORTING AND STUDENT

PERCEPTION
A. Reporting and Barriers to Report

Given the extensive various forms of mistreatment
from the open-ended sections and the subsequent effects
they inflict on students in their academic and day-to-day
lives, Fig. 3| we were curious about what percentage of
students report mistreatment they experience or witness.
To this end, students were asked if they reported, did not
report, or reported some instances but not others, Fig.
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a). No demographic filters are applied for this ques-
tion. Only ~15% of students report mistreatment they
witness or experience. With over 60% never report-
ing. This is a similar trend to what is also observed in
Physics. Notably, ~20% of students indicate that they
reported some instances but not others, further suggest-
ing the mistreatment being experienced or witnessed is
not an isolated incident but part of a wider trend.
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FIG. 5: (a) ”If you ever witnessed/experienced an
instance(s) of mistreatment or invalidation of identity,
please indicate whether or not you reported it to the
appropriate channels” (b) ”Briefly share why you chose
to report or not to report.”

Given the abundance of students not reporting, we
also asked why or why not they chose to report, Fig.

b), chose the instances where students did not report
and coded their responses into six general themes. Fear
of retaliation, not believing anything meaningful would
be done if they reported it, and being asked not to re-
port/didn’t feel it was their place to report were some of
the three most frequent themes. It is imperative to high-
light that no one stated that not knowing where to
report prevented them. This was also the case in the
Physics department. So in surveying 290 students, not a
single student who responded indicated that not knowing
where to report was a barrier. We urge the University to
take note of this, simply providing flow charts on where
to report is not going to make students experiencing or
witnessing mistreatment more likely to report until we
address the root of the issues (i.e. the fear of retaliation,
not believing anything meaningful will be done).

B. Comfort Reporting to Different Avenues

With the primary barriers preventing reporting identi-
fied in the previous section, and noting that over 60% of
students never report, we now consider the different com-
fort levels for students reporting to various University
and departmental avenues. A Likert scale from ”Strongly
Disagree” (-2) to ”Strongly Agree” (+2) is used to rank
student agreement with the following question, "If I were
to experience or witness mistreatment I would feel com-
fortable reporting the situation to...” (a) the Office of
Title IX, (b) the Office of the Graduate Ombudsperson,
(c) any other graduate student, (d) my advisor, (e) the
majority of professors of courses I am(was) enrolled in,
and (f) department leadership. The results are shown
in Fig. [ with the solid black line at zero indicating a
”?Neutral” response and dotted dashed lines at + 0.5 to
indicate what we define as a "neutral region.” The goal
for these Likert scale questions is not a Gaussian distri-
bution centered on neutral. Instead, ideally, student re-
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sponses should be skewed more strongly towards ” Agree”
(+1) and ”Strongly Agree” (+2).

For each of the avenues, there is a rather large standard
deviation across the six departments for het-cis males
which we attribute to the variance in department demo-
graphics and historical culture as we surveyed students
from a wide range of fields, i.e. Engineering to Human-
ities. The large standard deviation for white-het could
again be due in part to the previously mentioned rea-
son, in addition to the fact that it intersects with non-cis
males who typically respond differently than white-het
individuals. Similar explanations can be used to explain
the larger standard deviation for BAME students. It is
worth noting that non-het, non-cis males, and BAME
non-cis males tended to have the lowest standard devia-
tion for comfort reporting across departments and that
these are also the students on average most likely to ex-
perience or witness mistreatment.

For graduate students’ comfort reporting to University
avenues in Fig. a—b), we see that the students most
likely to experience or witness mistreatment and experi-
ence the effects of it (non-het, non-cis males, BAME non-
cis males) are primarily neutral towards University re-
porting avenues. BAME students on average feel slightly
more positively but are still in the neutral region zone.
With het-cis males and white het students feeling the
most comfortable on average but experience a large vari-
ance across departments.

Students in all demographics on average felt most com-
fortable out of all the departmental avenues reporting
to their advisors, which shows that despite the concern-
ing trends in mistreatment there are students who have
trusting relationships with their advisors. However, it
is important to note the large error bars indicating this
varies largely depending on the department. Even so,
none of the demographics on average fell below neutral
within one standard deviation. Similarly, reporting to
any graduate students tended to be neutral to positive,
with BAME non-cis males reporting the lowest average

comfort at neutral. As it gets to the majority of pro-
fessors we see an overall neutral trend with it tipping
downwards when reporting to departmental leadership,
especially for non-het, non-cis males, and BAME non-cis
males.

C. Student Perception on University and

Department Structures

In addition to reporting we were also interested in stu-
dents’ perception on preventative measures such as:

e The University has physical structures in place that
reduce friction for my or others’ identity and/or
disability (e.g. gender-neutral bathrooms, braille
signage, etc.), Fig. @(a).

e My Department has physical structures in place
that reduce friction for my or others’ identity
and/or disability (e.g. gender-neutral bathrooms,
braille signage, etc.), Fig. [6]c).

e The Department takes effective measures to pre-
vent mistreatment, Fig. [6]e).

Having physical structures to reduce friction is a low-risk
and high-reward opportunity for the University and its
departments to make a more comfortable and equitable
environment for the entire community. Currently, we are
not taking advantage of this opportunity, as seen in Fig.
@(a,c,e) where the majority of students mostly likely to
experience and be affected by mistreatment score the low-
est on the Likert scale in the neutral to disagree region.

Consistent trends for all the demographics are again
observed when considering students’ opinions on whether
or not mistreatment is taken seriously, Fig. @(f), or their
agreement that the University or their department would
handle cases of mistreatment effectively if reported, Fig.
@(b,d). Again the students mostly likely to experience ef-
fects from mistreatment have the least faith it would be



handled effectively or taken seriously. Overall though, it
is important to note that the other demographics at the
department level are in the neutral-agree region. Not one
demographic of student expressed full agreement on aver-
age with the belief that mistreatment would be handled
effectively if reported.

V. GENERAL STUDENT THOUGHTS

As promised, despite the various forms of mistreatment
that the GPSS survey revealed we also see a few positive
items. To begin, we see in Fig. [7] that overall students
are in agreement, to strong agreement that (a) their work
here is meaningful to them, (b) they are satisfied with
their progress, (c) they feel they have opportunities to
contribute professionally in ways that are meaningful to
them, and (d) they feel supported by their advisor (or
temporary advisor). In particular, we no longer observe
the large discrepancy between the non-het, non-cis male,
and BAME non-cis male demographics compared to het
cis males. Instead, we see an overall uniform agreement
between the demographics implying that despite any mis-
treatment students are experiencing that is affecting their
day-to-day lives and academics, they want to be here.
Students find meaning in their research and are making
progress in their program that they find satisfactory.

100 — .
| am satisfied with my (b)
progress in the program

| feel that my Work in the '(a)
program is meaningful to me
80 |

60 - Ml Het Cis-Male
Non-Het

Non-Cis Male
W White Het
M BAME

20 | [l BAME Non-Cis
Male

40|

0
100

Percent of Respondents in Filter

Ifeeilhaveoﬁponunitiésto "(0) | feel supported by my advisor (d)
contribute professionally in (or temporary advisor)
80 ways that | value
60
40
20
0
Strongly pisagree Neutral Strongly ~ Strongly pisagree Neutral Strongly
Disagree Agree  Disagree Agree

FIG. 7: Aggregated data for Likert scale questions
asking agreement with the following statements (a) I
feel that my work in the program is meaningful to me,
(b) T am satisfied with my progress in the program, (c)
I feel I have opportunities to contribute professionally in
ways that I value, and (d) I feel supported by my
advisor (or temporary advisor).

VI. CONCLUSION

There are clear systemic instances of mistreatment
across the university, with underrepresented minority
students experiencing or witnessing it to a greater ex-
tent. Non-het, non-cis males, and BAME non-cis males
report experiencing or witnessing mistreatment at rates
several times that of het-cis males. These students also
bear the burden of experiencing the majority of the aca-
demic and day-to-day effects. Despite this mistreatment,
we see that on average all students feel their research and
progress here are satisfying. Students want to be here,
however, we need to lower the barriers affecting our stu-
dents to keep them here and keep them healthy. While
there is no one quick solution to fix these issues, other
Universities have shown that it is possible to monitor
these behaviors more closely to create a more welcoming
space for all.

From the results and feedback of the students who took
the survey, we strongly recommend that we look into our
policies, practices, and procedures, surrounding miscon-
duct and what we can do to help lower the rates of mis-
treatment. And that we create a support transitional
fund for students experiencing advisor displacement or
are in a toxic environment.
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