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EXECUTIVE SUMMARY

This report summarizes responses to 
the University of Chicago 2023 Campus 
Climate Survey fielded in May 2023 . 
The survey aimed to capture a snapshot 
of experiences and perceptions of 
the University community on a broad 
range of issues related to diversity and 
inclusion . Thirty percent of the University 
community responded, including 41%  
of academics, 21% of students, and 42% 
of staff .  

The survey was structured around 
understanding the University community’s 
(1) evaluation of the climate on multiple 
dimensions, (2) feelings of belonging, 
and (3) experiences of harassment . 
Respondents were also asked to identify 
their own demographic characteristics . 
The 2023 survey expanded on the 
variables of diversity and inclusion first 
queried in 2016, and the report makes 
comparisons to the 2016 responses 
where possible . 

1. Climate Evaluation. Respondents 
were asked to evaluate their perception 
of the climate overall on campus and 
in their local unit on a wide range of 
dimensions of potential discrimination 
or tolerance .

Respondents evaluated the climate 
in May 2023 as being less racist 
than respondents in 2016 . Black 
respondents tended to perceive 
the local and overall University 
climate as more racist than did 
other groups; this difference was 
especially acute when comparing 
the responses of academics .

Respondents evaluated the climate 
in May 2023 as being less sexist 
than respondents in 2016 . Female 
and non-binary respondents 
perceived the local and overall 
campus climate as more sexist than 
male respondents .

Respondents’ evaluation of 
tolerance of disability improved 
from 2016 to May 2023 . 
Respondents who reported having 
a disability evaluated the climate 
as less tolerant of people with 
disabilities than respondents 
without a reported disability .

Respondents overall evaluated 
the climate in May 2023 to be less 
homophobic than in 2016 . However, 
LGBQ+ academics perceived the 
climate as somewhat less tolerant  
in May 2023 than in 2016 . 

Respondents’ evaluation of 
tolerance of religion improved from 
2016 to May 2023 . Individuals who 
identify as members of a religious 
community viewed the climate as 
less tolerant of religious diversity 
than those identifying as atheist  
or agnostic .

Older respondents viewed the 
climate as more ageist than did 
younger respondents .

Respondents on the right of the 
political spectrum were less likely  
to evaluate the climate as tolerant 
of diverse political views than those 
on the left . 
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Non-US citizens viewed the climate 
as less tolerant of diverse national 
origins than respondents who 
only reported US citizenship . This 
difference is most pronounced 
among students .

Evaluation of campus climate 
varied as a function of respondents’ 
degree of socioeconomic 
advantage . Respondents with 
the most advantage viewed the 
climate as more tolerant of others’ 
socioeconomic backgrounds  
than those with less  
socioeconomic advantage .  

Non-binary and transgender 
respondents were less likely than 
cis male and female respondents 
to view the climate as tolerant of 
gender expression . 

2. Feelings of Belonging. Respondents 
were asked to evaluate their feelings 
of belonging .

Staff reported somewhat greater 
feelings of belonging than did 
academics and students . Across 
demographic categories, groups 
with less representation on campus 
were less likely to report feelings of 
belonging . For example, Black and 

Hispanic academics and students 
were less likely than White academics 
and students to feel that they belong 
on campus . Female academics 
expressed lower feelings of belonging 
than male academics .

3. Experiences of Harassment. 
Respondents were asked to 
indicate whether they observed or 
experienced various types of bias or 
harassment based on identity or other 
personal characteristics .  

Rates of reported experiences of bias 
and harassment in May 2023 were 
higher than in 2016 . Some subgroups 
of respondents reported more 
experiences of bias and harassment 
than others; this included Black 
respondents; LGBQ+, transgender, 
and non-binary respondents; and 
those with a disability . 

Finally, survey respondents were given 
an open-ended opportunity for further 
comments . Although a limited number 
of responses were given, the resulting 
qualitative data provide an additional 
lens by which the reader can gain an 
understanding of themes that the 
campus community cares about and 
potential areas for further exploration .  
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PREFACE

The University of Chicago Spring 2023 
Campus Climate Survey aimed to 
capture some of the experiences and 
perceptions of academics, students, 
and staff on a broad range of issues 
related to diversity and inclusion . 
The 2023 survey also built on the 
methodology of the Spring 2016 
Campus Climate Survey, which allows 
us to compare the results of the 2016 
survey to experiences and perceptions 
of campus climate in May 2023, when 
the latest data were collected . The 
2023 survey also provides a new 
baseline against which to measure 
future improvements . 

The survey results released in February 
2024 are intended to serve as a catalyst 
for discussion and input about new 
and continuing programs, policies, and 
activities designed to help strengthen 
diversity and inclusion at the University . 
In the coming months, the University will 
continue to review the results and engage 
in ongoing conversations across campus 
to gather additional information and 
inform new analysis about the current 
state of the campus climate . Information 
from all of these sources will be used to 
guide our diversity and inclusion efforts 
and improve the campus climate for all 
members of our community .

https://climatesurvey.uchicago.edu/spring-2016-survey-materials/ 
https://climatesurvey.uchicago.edu/spring-2016-survey-materials/ 
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SURVEY BACKGROUND

The 2023 Campus Climate Survey builds 
on methods developed and administered 
as part of the University’s 2016 Campus 
Climate Survey . The original 2016 survey 
methodology was developed with input 
from a steering committee composed 
of academics, students, and staff who 
sought broad engagement from the 
University community and provided 
ongoing feedback on the survey’s 
development and implementation . A 
working group on survey development 
with expertise in survey construction 
and deployment was convened to 
construct the survey instrument, with 
guidance from the steering committee . 
The working group also drew on findings 
from a review of several campus climate 
surveys developed by other institutions 
and national working groups that were 
designed to measure discrimination and 
harassment regarding race/ethnicity, 
gender identification, ability status, 
sexual orientation, and other attributes .

The 2016 survey included questions 
about perceptions of the climate at the 
University overall and in respondents’ 
local units regarding discrimination, 
classroom experience, and experiences 
in the workplace . It also included 
questions about feelings of belonging 
and discrimination, as well as about 
harassment either witnessed  
or experienced .

The 2023 survey instrument aimed 
to parallel and expand on the 2016 
instrument, with the goal of capturing 
the current climate state and, where 
possible, measuring changes in 

experiences and perceptions over 
time . It kept the core format and 
questions from the 2016 survey, while 
also expanding in several places to 
provide additional information about 
the landscape in 2023 . Given that 
this survey was conducted after the 
COVID-19 pandemic and subsequent 
changes in people’s patterns of work, 
new questions were added about 
people’s primary work mode (on-
campus, remote, or hybrid) . The 2023 
survey also included an expanded list 
of queried dimensions of discrimination . 
The 2016 survey included questions 
about perceptions and experiences 
of discrimination and overall campus 
climate related to gender, race, 
sexuality, religion, and disability 
status; the 2023 survey included these 
dimensions and also asked about 
people’s perceptions of climate and 
experiences of discrimination related 
to age, socioeconomic status, national 
origin, and political viewpoint . Several 
new questions were added exploring 
specific facets of belonging and 
inclusion, and several other questions 
were combined or shortened to limit the 
amount of time required to complete  
the survey . 

The Office of the Provost’s Diversity & 
Inclusion team guided the development 
and implementation of the 2023 
Campus Climate Survey with support 
from the Office of Institutional Analysis 
and input from the Climate Survey 
Advisory Committee composed of 
faculty, students, and staff . (See 
membership list in Appendix 4 .)
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THE 2023 CAMPUS CLIMATE SURVEY

The 2023 survey included the following 
sections, presented here in abridged 
format . For more information, see the  
full survey instrument available here .

1. Climate Evaluation. This section 
asked respondents to evaluate 
overall campus climate and local unit 
climate, in response to a range of 
potential dimensions of discrimination 
or tolerance .

2. Feelings of Belonging. This section 
asked respondents to evaluate a  
series of statements about their 
feelings of belonging .

3. Experiences of Harassment. This 
section asked respondents to indicate 
whether they personally experienced, 
witnessed, or both witnessed and 
experienced various types of bias  
or harassment, and whether that bias  
or harassment happened because  
of their or someone else’s identity  
or other personal characteristics .  

https://d3qi0qp55mx5f5.cloudfront.net/diversityandinclusion/i/basic_pages/Climate_Survey_2023_-_Main_Instrument.pdf?mtime=1707336584
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RESPONDENTS

In May 2023, the survey was sent 
via email invitation to the University 
community of 29,084 individuals: 4,038 
academics (tenure track and non–tenure 
track academics and postdoctoral 
researchers), 16,360 students, and 8,686 
staff . The overall response rate was 30% 
University-wide (8,682 respondents) . The 
response rate varied across subgroups: 
41% of academics, 21% of students, and 
42% of staff responded . The overall 
participation rate was nearly identical to 
the overall participation rate in 2016, but 
the response rate of academics and staff 
in 2023 was higher than in 2016, and the 
response rate of students was lower than 
in 2016 . The report provides responses 
broken down by student, academic, and 
staff subgroups .

In addition, all respondents were asked 
to report on their own demographic 
variables . The demographic variables 
queried are shown below in Table A .

The report also provides responses 
broken down by these categories . See 
Appendices 1 and 2 for the full list of 
demographic variables queried, the 
selection options provided, and further 
detail on the coding scheme used . 

Tables 2 .1 and 3 .1 in Appendix 1 further 
depict detailed breakdowns of the 
overall response rates in 2023 as a 
percent of the general population and 
by these categories . The response rates 
by demographic groups generally mirror 
those in the broader population .

Table A: Demographic Variables Queried

Survey Demographic Variables

Race/ethnicity

Sexual orientation

Political ideology

Socioeconomic status

Gender identification

Age

Religious identity

Language spoken

Ability status

Transgender identification

National origin
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LIMITATIONS

The number of responses to the survey 
overall (as well as for most subgroups) 
was high enough to permit analysis 
across a range of diversity, inclusion, 
and belonging measures . That said, 
it is important to note that, given the 
limited response rates, the responses of 
those participating in the survey may 
not be representative of the University 
population . Those who chose to respond 
to the survey may differ in systematic 
ways from the University population 
as whole (as well as non-respondents 
in particular) . With the limitation of a 
self-selected sample, it is important to 
note that the survey cannot capture the 
prevalence of particular experiences, 
attitudes, or beliefs across the whole 
community . Rather, the survey provides 
important information about experiences 
over time and areas for focus and  
further analysis .

This analysis considers the campus 
climate for individuals overall, but also 
explores the different experiences 
of individuals from minority or 
underrepresented groups . (It is worth 
noting the same individual may occupy 
a minority status with respect to one 
characteristic, but a majority status with 

respect to a different characteristic .) Of 
course, there are multiple dimensions of 
diversity, not all of which are captured in 
the survey, nor can the limited questions 
fully capture multifaceted dimensions of 
discrimination and harassment . 

In comparing the 2023 Campus Climate 
Survey results to those from 2016, it is 
also important to be sensitive to changes 
in the global, national, and institutional 
landscape that have shaped the context 
in which individuals responded to this 
survey . There has been substantial work 
in the University’s schools, divisions, 
and administrative units in response to 
the 2016 survey, but it is beyond the 
scope of this analysis to draw causal 
connections between specific programs 
and changes in survey responses . 
Interpretation of the 2023 results should 
also be made in light of the fact that 
they were collected in May and therefore 
do not capture any potential changes in 
campus climate since then .

Finally, the analysis contained in this 
report should be considered a starting 
point . University leadership looks 
forward to discussion of the results and 
opportunities for further analysis .
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THE DATA

This report’s analysis of the survey 
responses is structured around the three 
major areas of the survey: (1) Climate 
Evaluation, (2) Feelings of Belonging, 
and (3) Experiences of Harassment . In 
each area, the report summarizes overall 
data, compares results to 2016 where 
possible, and breaks responses down by 
student/academic/staff subgroups and 
key demographic variables .

1. CLIMATE EVALUATION

Respondents were asked, based on 
their experiences and observations, to 
evaluate the overall and local climate on 
a range of dimensions . Each dimension 
was assessed on an anchored 1–5 scale, 
with 1 representing an intolerant climate 

and 5 representing a tolerant climate, as 
shown below in Figure A .

All charts below combine responses to 
the anchored 5-point scale questions . 
For ease of exposition, responses have 
been grouped into intolerant (1–2), 
neutral (3), and tolerant (4–5) .

In each chart, responses to the question 
about climate at the local unit (“local” 
climate) are shown first, in the upper 
of the two grouped bars, followed by 
responses regarding the overall campus 
climate (“overall” climate) . 

The report begins with dimensions that 
were queried in both 2016 and 2023 
(Figure 1) before turning to questions 
added in 2023 .1

Figure A

1 For comparison to 2016 results, this analysis weights responses in 2023 to conform to the population distribution across academics/students/staff 
from 2016 . This results in increasing the weight on student responses, as they made up a larger share of the responses in 2016 than in 2023 . In general, 
weighting the 2023 responses in this way makes the overall responses slightly more negative than if they were unweighted, because student responses 
to common questions are generally more negative than those of academics and staff . 
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Figure 1: All Respondents’ Responses for Dimensions Queried in Both 2016 and 2023

There are slight overall improvements 
from 2016 to 2023 in terms of the 
percentage of the population that 
evaluates the local and overall climate as 
being tolerant . Additional detail on the 
2016 survey can be found in the 2016 
Campus Climate Survey Report .

The subsequent sections of this report 
go into much more detail about the 

results of each dimension queried in 
2023 . Some populations of respondents 
perceived a more tolerant climate in 2023 
than in 2016, and the improvement is 
greatest among those populations who 
were more likely to perceive an intolerant 
environment in 2016 . While this suggests 
a positive trend, more work is needed to 
continue to build a tolerant climate in the 
University and across groups .

https://bpb-us-w2.wpmucdn.com/voices.uchicago.edu/dist/6/294/files/2016/09/UCM300717.ClimateSurveyReport.v4.111716-zl5tj8.pdf
https://bpb-us-w2.wpmucdn.com/voices.uchicago.edu/dist/6/294/files/2016/09/UCM300717.ClimateSurveyReport.v4.111716-zl5tj8.pdf
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Dimensions Queried in Both 2016 and 2023 (2023 Responses)

1.a. Evaluation of Racism

The charts below combine responses 
to the anchored 5-point scale questions 
on racism ranging from “racist” (1) to 
“non-racist” (5) . As noted previously, 
responses have been grouped into racist 
(1–2), neutral (3), and non-racist (4–5) .

In each case, responses to the question 

about climate at the local unit (“local” 
climate) are shown first, in the upper 
of the two grouped bars, followed 
by responses regarding the overall 
campus climate (“overall” climate) . 
Responses are grouped by the reported 
race of respondents . See Appendix 2  
for more detail .

Figure 2: Racism
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Figure 2: Racism

In general, respondents in 2023 viewed 
the climate as being less “racist” than 
did respondents in 2016 . The percentage 
of respondents indicating the climate 
to be racist went from 21% in 2016 to 
16% in 2023 . However, 37% of Black 
students and 45% of Black academics 
who responded to the survey in 2023 
reported a racist climate . The magnitude 
in change in perception of racism 
between 2016 and 2023 was most visible 
for non-White students . Respondents 
also tended to rate their local unit climate 
in slightly more positive terms (i .e ., as less 

racist) than the overall climate .

Yet, Black respondents tended to 
evaluate the local and overall University 
climate as more racist than did other 
groups; this difference is especially acute 
when comparing the responses among 
academics . For instance, only 38% and 
24% of Black academics evaluated their 
local and overall campus climate as non-
racist, and 34%/45% evaluated it as racist . 
Furthermore, only 36% of Black students 
evaluated the overall climate as non-
racist, and 37% evaluated it as racist .
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1.b. Evaluation of Sexism

The charts below combine responses 
to the anchored 5-point scale questions 
on sexism ranging from “sexist” (1) to 
“non-sexist” (5) . Responses have been 
grouped into sexist (1–2), neutral (3), and 
non-sexist (4–5) .

In each case, responses to the question 
about climate at the local unit (“local” 

climate) are shown first, in the upper 
of the two grouped bars, followed 
by responses regarding the overall 
campus climate (“overall” climate) . 
Respondents are grouped based on 
self-identified gender . See Appendix 
2 for a full description of participants’ 
demographic responses .

Figure 3: Sexism
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Figure 3: Sexism

More respondents in 2023 than in 
2016 evaluated the climate to be “non-
sexist .” This holds true for women 
as well as men, across all three key 
subgroups (students, academics, staff) . 
Responses indicating perception of an 
overall sexist climate went from 21% 
in 2016 to 14% in 2023 . Perceptions of 
sexism improved since 2016 the most 
for female academics and students and 
non-binary individuals, but these groups 
nonetheless perceived the most sexism 
on campus . In general, female and non-
binary respondents tended to perceive 
the local and overall campus climate as 
more sexist than did male respondents . 
Respondents also tended to rate their 
local unit’s climate in slightly more positive 
terms (i .e ., as less sexist) than their 
perception of the overall campus climate .

1.c. Evaluation of Tolerance of People 
with Disabilities

The charts below combine responses 
to the anchored 5-point scale 
questions ranging from “intolerant 
of people with disabilities” (1) to 
“tolerant of people with disabilities” 
(5) . Responses have been grouped 
into intolerant (1–2), neutral (3), and 
tolerant (4–5) .

Responses to the question about climate 
at the local unit (“local” climate) are 
shown first, in the upper of the two 
grouped bars, followed by responses 
regarding the overall campus climate 
(“overall” climate) . Respondents are 
grouped based on self-identified 
disability status .
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Figure 4: Tolerance of People with Disabilities

Respondents’ perception of tolerance  
of disability improved from 2016 to 
2023, though this change was more 
noticeable when evaluating the overall 
climate rather than the local climate . 
Nonetheless, respondents who reported 

having any disability reported the climate 
to be much less tolerant of people with 
disabilities than did respondents without 
a reported disability . This discrepancy is 
especially apparent among academics 
and students .
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1.d. Evaluation of Homophobia 

The charts below combine responses 
to the anchored 5-point scale questions 
ranging from “homophobic” (1) to “non-
homophobic” (5) . Responses have been 
grouped into intolerant (1–2), neutral (3), 
and tolerant (4–5) .

Responses to the question about climate 
at the local unit (“local” climate) are 
shown first, in the upper of the two 
grouped bars, followed by responses 

regarding the overall campus climate 
(“overall” climate) . Respondents are 
grouped by their self-reported sexual 
orientation . This report uses the 
term “LGBQ+,” which includes those 
who selected any sexual orientation 
other than “straight .” This does not 
include trans identity, which is queried 
separately . See Appendix 2 for a full 
description of demographic variables .

Figure 5: Homophobia
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Respondents in 2023 generally viewed 
the climate to be less homophobic 
than in 2016, with these improvements 
especially visible among LGBQ+ 
respondents . The one exception 
is among LGBQ+ academics, who 
perceived the climate as somewhat less 
tolerant in 2023 than in 2016 . 

Respondents who identify as LGBQ+ 
perceived the climate as more 
homophobic than those who identify 
as straight . This tendency is strongest 
among academics and students .

1.e. Evaluation of Tolerance of  
Religious Identity

The charts below combine responses 
to the anchored 5-point scale questions 
ranging from “religiously intolerant” (1) 
to “religiously tolerant” (5) . Responses 
have been grouped into intolerant (1–2), 
neutral (3), and tolerant (4–5) .

Responses to the question about climate 
at the local unit (“local” climate) are 
shown first, in the upper of the two 
grouped bars, followed by responses 
regarding the overall campus climate 
(“overall” climate) . Respondents are 
grouped based on self-identified 
religious identity (with “unmapped” 
referring to those who did not respond) .
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Figure 6: Tolerance of Religious Identity
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Figure 6: Tolerance of Religious Identity
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Respondents self-identifying as 
members of a religious community 
viewed the climate as somewhat less 
tolerant of religious diversity than did 
those identifying as atheist or agnostic . 
The group reporting the most negative 
climate for religious tolerance was 
Muslim academics, followed closely 
by Jewish students . The breakdown 
of climate based on religion was not 
covered in detail in the 2016 report, 
but it is possible to make comparisons 
based on retained de-identified data . 
The perception of religious tolerance has 
improved in virtually all subgroups, with 
the largest improvement being observed 
among Muslim students .

Dimensions Queried for the First Time 
in 2023

In addition to the dimensions detailed 
above, questions were added to the 
2023 survey to assess the climate along 

other dimensions of diversity, which are 
covered on the following pages . Those 
dimensions were: age, socioeconomic 
status, political views, national origin, 
and gender identity expression .

1.f. Evaluation of Ageism

The charts on the following pages 
combine responses to the anchored 
5-point scale questions on ageism ranging 
from “ageist” (1) to “non-ageist” (5) . 
Responses have been grouped into ageist 
(1–2), neutral (3), and non-ageist (4–5) .

In each case, responses to the question 
about climate at the local unit (“local” 
climate) are shown first, in the upper 
of the two grouped bars, followed by 
responses regarding the overall campus 
climate (“overall” climate) . Respondents 
are grouped based on self-identified 
age . The groups were defined as 18 to 
23 (youngest), 24 to 35, 36 to 50, and 
51 and above (oldest) . 
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Figure 7: Ageism
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Figure 7: Ageism

In general, older respondents viewed the 
climate as more ageist than did younger 
respondents . Local climate was also 
perceived as somewhat less ageist than 
the overall climate .

1.g. Evaluation of Tolerance of Diverse 
Political Views

The charts below combine responses 
to the anchored 5-point scale questions 
ranging from “intolerant of diverse 
political views” (1) to “tolerant of diverse 
political views” (5) . Responses have been 
grouped into intolerant (1–2), neutral (3), 
and tolerant (4–5) .

Responses to the question about 

climate at the local unit (“local” 
climate) are shown first, in the upper 
of the two grouped bars, followed 
by responses regarding the overall 
campus climate (“overall” climate) . 
Based on their response to an open-
ended question about their political 
outlook, respondents were manually 
coded as having identified with left-of-
center political views, centrist-to-right 
political views, or “unmapped” views 
(those giving uncategorized or no 
responses) . This open-ended question 
had a lower response rate (compared to 
those questions with a checkbox); thus, 
centrist and right responses are grouped 
together to permit sufficient power for 
analysis . See Appendix 2 for more detail 
on participants’ responses . 
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Figure 8: Tolerance of Diverse Political Views

A difference is observed on perception 
of the tolerance of campus climate as 
a function of political viewpoint . Those 

reporting left-leaning views are more 
likely to perceive the climate as tolerant 
of diverse political views .
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1.h. Evaluation of Tolerance  
of National Origin

The charts below combine responses 
to the anchored 5-point scale questions 
ranging from “intolerant of diverse 
national origins” (1) to “tolerant of 
diverse national origins” (5) . Responses 
have been grouped into intolerant (1–2), 
neutral (3), and tolerant (4–5) .

Responses to the question about climate 

at the local unit (“local” climate) are 
shown first, in the upper of the two 
grouped bars, followed by responses 
regarding the overall campus climate 
(“overall” climate) . Respondents were 
categorized based on their response to 
the question regarding their citizenship 
into one of “US citizen only,” “US dual 
citizen,” and “non-US citizen .”

Figure 9: Tolerance of National Origin
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Figure 9: Tolerance of National Origin

In general, non-US citizens, and to 
a smaller extent US dual citizens, 
reported a perception of slightly less 
tolerance of diverse national origins 
than respondents who only reported 
US citizenship . This difference is most 
pronounced among students .

1.i. Evaluation of Tolerance of 
Socioeconomic Status

The charts below combine responses 
to the anchored 5-point scale questions 
ranging from “intolerant of others’ 
socioeconomic backgrounds” (1) to 
“tolerant of others’ socioeconomic 
backgrounds” (5) . Responses have been 

grouped into intolerant (1–2), neutral (3), 
and tolerant (4–5) .

Responses to the question about climate 
at the local unit (“local” climate) are 
shown first, in the upper of the two 
grouped bars, followed by responses 
regarding the overall campus climate 
(“overall” climate) . Respondents are 
segmented in five groups according to 
their responses about family income 
and level of parents’ education . Group 
1 represents those with the least 
socioeconomic advantage and group 
5 represents those with the greatest 
socioeconomic advantage . See 
Appendix 2 for more details on the 
levels of grouping .
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Figure 10: Tolerance of Socioeconomic Status
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Figure 10: Tolerance of Socioeconomic Status

Perception of campus climate varied 
as a function of respondents’ degree 
of socioeconomic advantage . Twenty-
five percent of those with the least 
socioeconomic advantage viewed the 
University as a whole as intolerant of 
others’ socioeconomic backgrounds . 

Those with the most advantage (group 
5) generally viewed the climate as 
tolerant, but between 18% and 25% of 
respondents of all other socioeconomic 
backgrounds viewed the University as 
intolerant of socioeconomic diversity .
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1.j. Evaluation of Tolerance of  
Gender Expression

The charts below combine responses 
to the anchored 5-point scale questions 
ranging from “intolerant of gender 
expression” (1) to “tolerant of gender 
expression” (5) . Responses have been 
grouped into intolerant (1–2), neutral (3), 
and tolerant (4–5) .

Responses to the question about climate 
at the local unit (“local” climate) are 
shown first, in the upper of the two 

grouped bars, followed by responses 
regarding the overall campus climate 
(“overall” climate) . For this question, 
we group participants by their reported 
gender identity and include a gender 
grouping of individuals who identify 
as trans . Male and female groups are 
labeled as “cis man” and “cis woman” 
to emphasize that these individuals do 
not identify as trans . See Appendix 2 
for full details .

Figure 11: Tolerance of Gender Expression
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Figure 11: Tolerance of Gender Expression

Overall, non-binary and trans 
respondents were less likely than 
cis male and female respondents to 
view the climate as tolerant of gender 
expression . Cis women also viewed the 
climate as less tolerant than cis men .  
The local or unit climate was consistently 
perceived as more tolerant than the 
University climate .

The response breakdowns of academics, 
students, and staff are similar . As the 
numbers of non-binary and trans 
individuals are relatively small (and too 
small to show figures for academics), 
differences among the subgroups in these 
populations should be interpreted with 
caution, but staff responses are slightly 
more positive than student responses .
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2. FEELINGS OF BELONGING

This section asked respondents to 
evaluate a series of statements about their 
feelings of belonging . Respondents were 
asked to respond to each statement on a 
4-point scale, with each response option 
labeled as follows: (1) strongly disagree, 
(2) disagree, (3) agree, (4) strongly agree . 
Respondents also had the option to select 
“no answer .” Initial queried items are 
shown below in Figure B .

Additional questions included those about 
feeling isolated on campus (ranging from 
“all of the time” to “never”), having a 
mentor, and feeling valued and respected 

in classroom, research, and workplace 
settings . Because responses to these 
additional questions generally follow 
similar patterns (in terms of overall 
trends of feelings of belonging and 
differences between subpopulations), 
responses to these additional detailed 
questions are not shown here . 

For ease of exposition, we collapsed 
responses into a general category of 
“agree” versus “disagree” for each item 
queried . Table 1 .1 details responses to 
feelings of belonging for all respondents 
by subgroup and demographic category .

Figure B

Belong I feel that I belong at this university . 

Welcome I feel welcomed at this university . 

Valued I feel valued at this university . 

Peers I have access to a supportive community of peers .

Respect [Students/academics/staff members] at the University treat each other 
with respect .

Dialogue Members of the University community engage in civil and respectful  
dialogue with one another on difficult topics . 

Opinions I feel comfortable voicing my true opinions on controversial topics  
without fear of being unfairly judged .
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Table 1.1: Responses about Feelings of Belonging

Belong Welcome Valued Peers Respect Dialogue Opinions
Agree Disagree Agree Di sagree Agree Disagree Agree Di sagree Agree Disa gree Agree Disagree Agree Disagree 

All 86% 14% 87% 13% 75% 25% 86% 14% 86% 14% 83% 17% 63% 37% 

Academics 86% 14% 85% 15% 74% 26% 82% 18% 81% 19% 82% 18% 58% 42% 

St aff 89% 11% 90% 10% 77% 23% 86% 14% 87% 13% 86% 14 % 65% 35% 

St udents 84% 16% 85% 15% 74% 26% 86% 14% 88% 12% 80% 20% 62% 38% 

Female 86% 14% 87% 13% 74% 26% 86% 14% BS% 15% 83% 17% 63% 37% 

Male 90% 10% 90% 10% 81% 19% 87% 13% 89% 11% 85% 15% 66% 34% 

Nonbinary 67% 33% 69% 31% 56% 44% 73% 27% 76% 24% 72% 28% 51% 49% 

Asian 87% 13% 89% 11 % 78% 22% 88% 12% 88% 12% 83% 17% 63% 37% 

Black 83% 17% 84% 16% 71% 29% 83% 17% 79% 21% 80% 20% 60% 40% 

Hispanic 81% 19% 83% 17% 72% 28% 84% 16% 84% 16% 82% 18% 62% 38% 

White 88% 12% 88% 12% 75% 25% 86% 14% 86% 14% 83% 17% 62% 38% 

Two or more 81% 19% 84 % 17% 70% 30% 85% 15% 85% 15% 81% 19% 61% 39% 

LGBQ+ 78% 22% 81% 19% 65% 35% 82% 18% 83% 17% 78% 22% 59% 41% 

Straight 89% 11% 90% 10% 79% 21% 88% 12% 88% 12% 85% 15% 65% 35% 

Any disabi lity 79% 21% 80% 20% 64% 36% 79% 21% 81% 19% 76% 24% 53% 47% 

No disabi lity 89% 11% 89% 11% 79% 21% 88% 12% 88% 12% 85% 15% 66% 34% 

Staff reported somewhat greater feelings 
of belonging than do academics and 
students . Looking across demographic 
categories, groups with less representation 
on campus were less likely to report 
feelings of belonging . Tables 2 .1 and 3 .1 
in Appendix 1 provide further breakdowns 
by demographics and categories .  

Across all subgroups, respondents were 
least likely to agree with the statement, 
“I feel comfortable voicing my true 
opinions on controversial topics without 
fear of being unfairly judged .”

Black and Hispanic academic and 
student respondents were less likely 
than White academics and students 
to feel that they “belong” on campus . 
Similarly, Black academics and students 
were less likely to agree that people 
“treat each other with respect” and 

“engage in civil and respectful dialogue” 
than White academics and students . 
Multiracial academics also indicated 
disagreement with feeling valued and 
with the sentiment that academics at this 
university treat one another with respect .

Female academics expressed lower 
feelings of belonging than male 
academics . Non-binary students and 
staff had comparably negative responses 
to these questions, particularly the 
statements about having access to a 
supportive community of peers (for 
staff respondents) and statements 
about feeling valued or like they belong . 
Individuals identifying as LGBQ+, or as 
having a disability, had noticeably more 
responses indicating a lower feeling of 
belonging . As a reminder, the definitions 
of gender and sexual orientation 
categories are found in Appendix 2 .
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3. EXPERIENCES OF HARASSMENT

Respondents were asked whether they 
“personally experienced,” “witnessed,” 
or “both witnessed and experienced” 
various types of bias or harassment . 
For this report, we focused on the 
personal experiences; in general, the 
same patterns as described here are 
observed in the “witnessed” responses 
(although more respondents witnessed 
bias or harassment than experienced it 
personally) . We queried respondents’ 

experiences of (1) general bias or 
harassment, (2) online harassment, 
(3) physical harassment, and (4) non-
physical bullying or verbal abuse . 

First, we analyzed the proportion of 
respondents who indicated experiencing 
bias or harassment . Figure 12 .1 shows 
rates of reported experiences of bias  
and harassment in 2016 (upper bars  
in each pair) and 2023 (lower bars) .

Figure 12.1: Responses About Experiences of Harassment
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Overall, rates of reported experiences 
of bias and discrimination in 2023 were 
higher than in 2016 . In 2016, 16% of 
respondents indicated experiencing at 
least one instance of general bias related 
to discrimination or harassment (which 
does not include physical harassment or 
online harassment, which were assessed 
separately), compared to 27% in 2023 . 
At the same time, it is worth noting that 
changes in the wording and structure of 
these questions between the two surveys 
make direct comparison between the 
results more difficult .2

The proportion of respondents reporting 
online harassment (e .g ., embarrassed/
humiliated, threatened, bullied) 
increased slightly (from 4% to 5%) .  

The proportion of respondents reporting 
physical harassment (e .g ., threats 
of physical violence, actual physical 
violence, or property damage) increased 
from 2% to 3% . We also included a new 
item of experiencing bullying and verbal 
abuse that was not assessed in 2016; 6% 
of respondents in 2023 experienced this .

We next show the proportion of 2023 
respondents in various demographic 
categories who experienced bias and the 
extent to which the bias was attributed 
to that dimension of diversity (e .g ., 
if a member of a certain racial group 
reported experiencing bias, whether the 
bias was perceived as being due to race 
or to other factors) .  

Figure 13.1:  Percent Experiencing Bias and/or Harassment Broken Down by Race/Ethnicity

2 In particular, in the 2023 survey, respondents were first asked whether they experienced bias or harassment, and those responding “yes” were asked
on what dimensions of diversity the incidents occurred, allowing for open-ended responses . In 2016, respondents were presented with a fixed set of 
options . The mix of respondents in 2023 was also weighted in this report to match that in 2016 .
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Figure 13.2: Percent Experiencing Bias and/or Harassment Broken Down by Gender Identity and Expression 

Figure 13.3: Percent Experiencing Bias and/or Harassment Broken Down by Disability Status

Figure 13.4: Percent Experiencing Bias and/or Harassment Broken Down by Sexual Orientation
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Black respondents were the most 
likely racial/ethnic group to indicate 
that they personally experienced bias 
(35% of respondents) and also the 
most likely to indicate that this bias 
was due to their race/ethnicity (20% 
of total Black respondents, or nearly 
60% of respondents who indicated an 
experience of bias and/or harassment 
attributed that bias experience to their 
race/ethnicity) . 

LGBQ+ respondents were significantly 
more likely to report experiencing 
bias than did straight respondents 
(39% versus 22%) . Fifty-one percent 
of individuals identifying as trans 
reported an experience of bias, and 
these individuals were the most likely to 
indicate that experienced bias was due 
to this aspect of their identity (37% of 
trans individuals, or 73% of those who 
indicated experiencing bias) . Non-binary 
respondents were also likely to report 
experiencing bias (56% of non-binary 
individuals) . Finally, respondents with a 
disability were also more likely to report 
experiences of bias than those without a 
disability (39% versus 21%) .

Consequences of Discrimination 
and Harassment

Discrimination can have meaningful 
consequences for individuals and 
communities in many ways, some of 
which were explored in the survey .  

Among students who experienced 
discrimination and/or harassment, 19% 
considered transferring to another 
university, while 24% considered 
dropping out of their academic program, 
compared to 5% and 6% of students 
who experienced no discrimination/
harassment . Among academics and 

staff who reported experiences with 
discrimination and/or harassment, 
59% considered applying for another 
job within the University, while 56% 
considered quitting their position, 
compared to 14% and 12% of employees 
who experienced no discrimination/
harassment . Each additional experience 
of bias increases the likelihood of 
considering the actions in question . 

Among those who reported at least 
one experience of discrimination 
and/or harassment, 53% considered 
not recommending the University 
to prospective members of our 
community, compared to 14% of 
those reporting no experiences of 
discrimination or harassment .

Notes on the Impact of COVID-19 on 
Climate

Respondents were also asked to what 
extent the COVID-19 pandemic had 
changed their experience of climate 
at the University of Chicago . They 
responded on a 5-point scale as follows:

Figure C:

38% Not at all

20% 
To a small extent 

25% Somwhat

10% To 
a large 
extent

7% 
To a great 

extent 
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In total, more than 1,200 respondents 
provided further comments, which were 
coded and tallied . Respondents whose 
experiences were impacted by COVID-19 
were most likely to cite the following:

Social isolation, including difficulty 
creating/maintaining social 
connections (26% of comments) 
and isolation or silos between units/
departments (an additional 9%)

Positive changes observed because 
of the University’s pandemic 
response (10%)
Negative effects on academic quality 
and learning experience (9%)

Finally, it is worth noting that more than 
90% of academics and students indicated 
that they are now working and attending 
class in person mostly or fully, as did a 
majority (59%) of staff .
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OPEN-ENDED COMMENTS

Survey respondents were provided 
an open-ended comment box asking, 
“Do you have any additional comments 
related to the campus climate in general, 
including topics not covered in this 
survey?” 

Of the 8,682 survey respondents, 1,270 
wrote in substantive comments or 
feedback (this excludes any responses 
such as “nothing” or “NA”) . This 
represents 14 .6% of survey respondents 
and 4 .4% of the overall campus 
population . Given the limited sample 
size, these comments may not be 
representative of overall views . At the 
same time, qualitative data provide an 
important additional lens by which the 
reader can gain an understanding of 
themes that the campus community 
cares about and potential areas for 
further exploration .  

Categories were created manually 
based on the responses provided 
and comments were grouped into 
interrelated themes . Given that individual 
comments could touch on multiple 
themes, individual comments were 
categorized in up to three different areas 
as appropriate .

Work Experience or Conditions

Thirty-five percent of comments 
mentioned work experience or 
conditions, including the need for 
improved treatment and/or support of 
staff, issues related to promotion and 
career progression, negative effects 
of hierarchy and status differences, 
and comments about the specific 
details of (mostly local) work culture . 

These comments are more frequent 
among academics and especially staff, 
compared to students, but issues of 
graduate student compensation and 
work culture (e .g ., competitiveness) also 
arose with students . In general, women 
and individuals with disabilities were 
more likely than others to mention  
work experience or conditions in  
their comments .

Example responses about work 
experience or conditions:

“… there are still faculty that disrespect 
staff, and it doesn’t  
matter who the staff person is.”

“I think the work environment …  
in some parts of the University has 
degraded due to implementation  
of remote work, and relatively low  
in-person workforces.”

“Staff are the most ignored population 
on campus.”

“The University needs to reconsider the 
level of support/recognition given to 
non-tenure faculty.”

Comments about Bias or Discrimination 

Twenty-five percent of comments 
mentioned some form of bias directly . 
Within these comments, the most 
frequently mentioned types of bias 
were based on sex (or gender) and 
race, but in general the comments were 
fairly evenly spread across different 
dimensions of diversity . The qualitative 
data reveal that some demographic 
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groups mentioned topics specifically 
affecting that group more often than 
others . For instance, female academics 
were significantly more likely to mention 
bias based on sexism than were female 
staff or students . In contrast, Black and 
Hispanic staff and students were more 
likely to mention bias based on racism 
than were Black and Hispanic academics .

Example responses about bias:

“In general, sexism is often pervasive 
and not taken seriously.”

“There is also a bias [in regard to 
promotions] against those from less 
privileged socio-economic backgrounds.”

“… I feel like due to my race, I’ve  
been held back from growing in  
my current role …”

D&I-Related Topics

Fifteen percent of comments referenced 
diversity and inclusion (D&I) activity 
more generally . There were a wide range 
of perceptions around D&I and the 
University’s role in it . Some members of 
the community expressed satisfaction 
with the level of D&I awareness and 
training . Others noted that there may 
be room for improvement, but felt 
that the University is as good or better 
than other universities or workplaces 
in terms of how D&I is considered and 
implemented . Others believed that D&I is 
over-emphasized, is insufficient, or isn’t 
focused on the “right” areas .

There were some clear differences 
between subgroups on this topic:

Male academics were more likely to 
make comments suggesting that there 

is too much D&I activity, or to express 
concerns about the consideration of 
diversity in hiring decisions .
Across all subgroups, Black 
respondents were more likely 
to mention a lack of diversity or 
representation at the University .

Examples of comments on D&I- 
related topics:

“I believe the University is setting 
unattainable and inappropriate 
expectations [re: diversity] … We 
should perhaps be doing less, and 
doing it more thoughtfully.”

“We need … to begin discussing the 
complexity of issues that are reflective 
of the multi-cultural identities that 
exist on campus.”  

Issues Related to the Reporting of Bias, 
Harassment, and Assault

Thirteen percent of comments related 
to issues around the reporting of bias . 
These comments included questions 
about the reporting process and 
difficulty in reporting bias . Women 
were more likely than men to make 
comments in this area . Students were 
the predominant group to mention 
that they, or someone they knew, had 
experienced issues related to reporting 
an incident of bias .

Example comments about reporting bias:

“It’s important for the University to 
respond to incidents students report 
instead of just staying quiet.”

“The University has often swept such 
reports under the rug both in the past 
and in the present.”
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Free Speech and Academic Freedom

Thirteen percent of comments focused 
on issues related to free speech and 
academic freedom . This category 
of comments was more frequent 
for academics and students (16% of 
comments by these groups) than 
staff (8% of comments) . This included 
mention of intolerance of political beliefs, 
a concern for insufficient protection of 
speech, or self-censorship as a problem, 
as well as issues of freedom of speech 
being used as a protection for hate 
speech or inconsistent application of 
free speech principles .

Example comments on free speech and 
academic freedom:

“… more conservative/traditional 
views are generally dismissed and 
degraded, thus leading me to feel 
uncomfortable to voice opinions  
on controversial subjects.”

“I think the University’s “commitment 
to free speech and expression” is 
often viewed and used as an excuse 
by people to act in bad faith and say 
some truly terrible things without fear 
of consequence.”

Human Resources Policies, 
Compensation, and Benefits

Eleven percent of comments focused on 
issues with hiring processes, disparities 
in pay or benefits, resources for families 
such as leave policies, or discrimination 
based on family status . These comments 
mostly came from academics and staff . 
Within those groups, female academics 
were more likely to make comments in 
this category than male academics .

Example comments about human 
resources (HR) policies, compensation, 
and benefits:

“Unfair compensation and unequal 
work opportunities.”

“Have heard a lot of negativity against 
parental leave—if the policy is in place, 
leadership cannot be biased against 
the policy and make those taking 
advantage of that time feel bad for 
doing so …”

Policing, Safety, and  
Surrounding Communities

Four percent of comments focused on 
concerns about personal safety, issues 
regarding campus connections with the 
surrounding community, and concerns 
about the University of Chicago Police 
Department or police profiling . Women 
were more likely than men to express 
concerns about personal safety . There 
were also several comments from 
respondents identifying as trans 
regarding negative experiences with 
police or profiling .

Example comments about policing, 
safety, and surrounding communities:

“Citywide the university could do a 
much better and much louder job of 
being a good neighbor to surrounding 
communities, including sharing 
resources, amenities, and facilities.”

“it seems like safety from crime was 
not included in this survey. i know 
several students that were mugged 
this year on the Hyde Park streets.”
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Positive Comments about Climate

Positive comments about climate made 
up about 10% of all comments provided . 
In general, groups with a more negative 
experience of climate overall were 
less likely to make these comments, 
although this does not hold for race/
ethnicity groups, where Black, Hispanic, 
and Asian respondents were about as 
likely, or slightly more likely, than White 
respondents to make positive comments .

Example positive comments climate:

“I believe that, overall, while I have 
witnessed some incidents, campus 
climate is generally pretty healthy  
and positive. The vast, vast majority 
are extremely tolerant, accepting, and 
overall kind people, but there [are] a 
couple outlying cases.”

“The University generally does a 
reasonable job of promoting DEIB, 
given the various tensions that 
make it difficult to do so in today’s 
polarized society.”

Comments Regarding the Survey Itself

Approximately 11% of responses 
mentioned the survey itself, with the 
majority of comments focused on 
question areas or topics that could 
be added or improved in the future . A 
smaller proportion of survey-related 
comments centered on how/if the results 
will be used, while a handful of people 
gave positive feedback on the survey .
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APPENDICES

APPENDIX 1

Appendix 1, Table 2 .1 depicts a detailed breakdown of the overall response rates 
as a percent of the general population in 2023 (and as compared to 2016), broken 
down by students, academics, and staff . The lower portion of this table also includes 
information from 2023 on participation across academic units at the University 
(collapsing across students, academics, and staff) .

Table 2.1: 2016 and 2023 Populations and Response Rates

Category Pop 2016 N 2016 Rate 2016 Pop 2023 N 2023 Rate 2023

Total 25,594 7,416 29% 29,084 8,682 30% 

Stud ents 14,658 3,847 26% 16,360 3,375 21% 

Academ ics 3,315 912 28% 4,038 1,655 41% 

St aff 7,621 2,657 35% 8,686 3,652 42% 

Co ll ege 6,914 1,278 18% 

BSD 5,531 1,683 30% 

HUM 1,127 390 35% 

PSD 2,645 790 30% 

SS D 1,567 512 33% 

Booth 3,800 908 24% 

Div inity 290 112 39% 

Law 918 261 28% 

PME 493 212 43% 

Harri s 1,378 512 37% 

Crown 600 250 42% 

A ll other 3,821 1,681 44% 
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Table 3 .1 depicts the overall response rates as a percent of the general population  
in 2023 (and as compared to 2016), broken down by respondent race/ethnicity  
and gender identity, and comparing a group’s degree of representation in the  
survey respondents and in the general population at each time point . The survey 
response rates in terms of respondent demographics generally mirror those in the 
broader population .

Table 3.1: Response Rates by Main Respondent Type, Race/Ethnicity, and Gender

Category Students Academics Staff 

Race/ethnicity Population Response Population Response Population Response 

Asian 15% 10% 14% 11% 10% 8% 

Black 5% 4% 4% 4% 18% 18% 

Hispanic 10% 10% 3% 3% 9% 9% 

Internatio nal 29% 33% 17% 17% 6% 5% 

Nati ve American or Pacific Islander <1% <1% <1% <1% <1% <1% 

Multiracial 4% 4% 1% 2% 2% 2% 

W hite 32% 35% 54% 58% 50% 55% 

Unknown 4% 3% 7% 6% 4% 3% 

Gender 

Female 45% 49% 39% 43% 61% 65% 

Male 53% 50% 61% 57% 38% 34% 

Other/unknown 1% 2% 1% 1% 1% 1% 
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APPENDIX 2

Appendix 2 provides further detail on 
the demographic variables queried, 
the selection options provided, and the 
coding scheme used . Respondents are 
grouped only when sufficient numbers 
of respondents selected membership in 
a particular group, to ensure that all data 
is de-identified .

Race/Ethnicity. For race/ethnicity 
groupings, the report follows the federal 
definition, meaning that respondents are 
categorized as follows:

If they indicated they are Hispanic, 
they are categorized as such 
(excluding other groupings below) .
If they selected more than one race, 
they are categorized as “two or more .”
If they selected exactly one race, they 
are categorized as that race .
If they selected no race and did 
not respond to the citizenship 
or Hispanic questions, they are 
categorized as “unknown .”

Gender Identification. For both sex 
and gender, the report uses multiple 
groupings depending on the specific 
question being analyzed . In general, 
the terms “woman/female” and “man/
male” are used interchangeably . These 
terms identify respondents who selected 
that option and no others (exactly one 
response) in the question about gender .

The first grouping uses three categories: 
“male,” “female,” and a third, “non-
binary,” which includes respondents 
who chose one of the other responses 
or selected multiple responses to the 
gender question . Respondents who did 

not answer the gender question at all are 
generally excluded from analysis (though 
they are included for completeness in 
the demographic table) . Note that the 
question on whether the respondent 
identifies as trans does not factor into 
this first breakdown .

A second breakdown adds a fourth 
category: “trans .” Respondents who 
identified as trans (which was a separate 
question to gender) are counted as such 
in this second grouping . The remaining 
male and female groups are then 
labeled as “cis male” and “cis female” to 
emphasize that these respondents did 
not identify as trans .

Ability Status. Respondents were asked 
to report on whether they have any of a 
list of stated disabilities . They were also 
given the opportunity to select “other” 
to identify a different disability .  

Sexual Orientation. For sexual 
orientation, in this report there is one 
grouping with two categories: “straight,” 
which includes only those people who 
identified as straight or heterosexual, 
and “LGBQ+,” which includes those who 
selected any other sexual orientation . 
The chosen terminology reflects the fact 
that the second category does not make 
use of the question on trans identity, 
which is instead reflected in the previous 
definition of gender identity .

Age. Respondents were segmented 
according to their self-reported age .  
The groups were defined as 18 to 23 
(lowest), 24 to 35, 36 to 50, and 51  
and above (highest) .  
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Political Ideology. Respondents were 
asked to give an open-ended response 
to how they describe their political 
outlook . Responses were manually 
categorized as politically left, centrist, 
or right based on their content . Most 
participants used language to clearly 
identify themselves on a “left–right” axis . 
Individuals were categorized as centrist 
if they said so explicitly (e .g ., “moderate 
views”) or if they expressed mixed views 
(e .g ., “socially left, economically right .”) . 
This was an open-ended response 
question (rather than a checkbox), and 
response rates were lower than on other 
demographic questions, which did not 
require an open-ended response . A 
majority of codable responses were left 
of center; thus, to have sufficient groups 
for analysis, the report collapses across 
“center” and “right” respondents as 
differentiated from “left” respondents . 
The report also includes a category for 
“unmapped” responses (those giving 
uncategorized or no responses) . 

Religious Identity. Respondents were 
asked to give an open-ended response 
to how they describe their religious 
identity . These responses were coded; 
the categories used in the analysis reflect 
religious identities with a sufficient 
number of responses . This was an 
open-ended response question (rather 
than a checkbox), and response rates 
were lower than on other demographic 
questions that did not require an open-
ended response . Thus, the report also 
includes a category for individuals who 
provided no response (“unmapped”) .

National Origin. Respondents were 
asked to indicate whether they had US 
citizenship (only), dual citizenship, or 
non-US citizenship .

Socioeconomic Status. The report uses 
five groupings based on responses to 
questions about family income and 
parent education . We assigned a score 
of 1 to 5 to both questions (low income 
to high income, and neither parent 
with a college degree to at least one 
parent with a postgraduate degree, i .e ., 
beyond a bachelor’s degree) and then 
summed these two scales to produce 
the final grouping . Respondents are 
segmented in five groups according 
to their responses to the demographic 
questions about family income and level 
of parent education, selecting categories 
that led to groupings large enough to 
permit analysis . The group with the least 
socioeconomic advantage (group 1) is 
defined as having neither parent with at 
least a bachelor’s degree and a family 
income of less than $100,000, while 
the group with the most advantage 
(group 5) has at least one parent with an 
advanced degree and a family income 
of at least $400,000 . A respondent in 
the middle overall could either score in 
the middle of both scales, or high on one 
and low on the other .

Identity as Transgender. Respondents 
were asked, “Do you identify as 
transgender or a member of the trans 
community?” They were asked to select 
among “yes,” “no,” “questioning,” and 
“prefer not to answer .” See the previous 
definition of gender identity, which 
explains how this question factored into 
respondent categorization for analysis .



THE UNIVERSITY OF CHICAGO46 SPRING 2023 CAMPUS CLIMATE SURVEY

APPENDIX 3 

This section includes detailed “belonging” tables broken down by academics, staff, 
and students . 

Table 4.1: Academics

Table 4.2: Staff

Belong Welcome Valued Peers Respect Dialogue Opinions
Agree Disagree Agree Disagree Agree Disagree Agree Disagree Agree Disagree Agree Disagree Agree Disagree 

All 86% 14% 85% 15% 74% 26% 82% 18% 81% 19% 82% 18% 58% 42% 

Female 82% 18% 81% 19% 66% 34% 79% 21 % 77% 23% 78% 22% 57% 43% 

Male 90% 10% 90% 10% 83% 17% 87% 13% 87% 13% 86% 14% 64% 36% 

Nonbinary 56% 44% 61% 39% 56% 44% 65% 35% 39% 61% 71% 29% 41% 59% 

Asian 87% 13% 86% 14% 72% 28% 84% 16% 80% 20% 80% 20% 54% 46% 

Black 76% 24% 88% 13% 72% 28% 78% 22% 71% 29% 61% 39% 53% 47% 

Hispanic 76% 24% 80% 20% 66% 34% 74% 26% 82% 18% 79% 21% 55% 45% 

White 87% 13% 84% 16% 74% 26% 82% 18% 87% 19% 82% 18% 57% 43% 

Two or more 83% 17% 75% 25% 63% 38% 83% 17% 67% 39% 71% 29% 50% 50% 

LGBQ+ 75% 25% 75% 25% 67% 33% 75% 25% 69% 31% 78% 22% 59% 41% 

Straight 88% 12% 88% 12% 77% 23% 84% 16% 85% 15% 83% 17% 61% 39% 

Any disabi lity 75% 25% 74% 26% 62% 38% 72% 28% 72% 28% 71% 29% 43% 57% 

No disabi lity 88% 12% 87% 13% 77% 23% 84% 16% 83% 17% 84% 16% 62% 38% 

Belong Welcome Valued Peers Respect Dialogue Opinions
Agree Disagree Agree Disagree Agree Disagree Agree Disagree Agree Disagree Agree Disagree Agree Disagree 

All 89% 11% 90% 10% 77% 23% 86% 14% 87% 13% 86% 14% 65% 35% 

Female 89% 11% 91% 9% 77% 23% 88% 12% 87% 13% 87% 13% 65% 35% 

Male 90% 10% 90% 10% 79% 21% 86% 14% 89% 11% 87% 13% 69% 31% 

Nonbinary 72% 28% 76% 24% 66% 34% 69% 31% 84% 16% 75% 25% 54% 46% 

Asian 91% 9% 92% 8% 82% 18% 89% 11% 91% 9% 90% 10% 69% 37% 

Black 88% 12% 88% 12% 74% 26% 85% 15% 80% 20% 83% 17% 63% 37% 

Hispanic 86% 14% 88% 12% 76% 24% 85% 15% 84% 76% 87% 13% 67% 33% 

White 90% 10% 91% 9% 78% 22% 87% 13% 88% 12% 86% 14% 65% 35% 

Two or more 81% 19% 88% 12% 69% 31% 84% 16% 89% 11% 83% 17% 51% 49% 

LGBQ+ 87% 19% 84% 16% 68% 32% 82% 18% 85% 15% 82% 18% 60% 40% 

St raight 91% 9% 92% 8% 79% 21% 88% 12% 88% 12% 87% 13% 67% 33% 

Any disabi lity 83% 17% 85% 15% 69% 31% 81% 19% 83% 17% 80% 20% 54% 46% 

No disabi lity 91% 9% 92% 8% 80% 20% 88% 12% 88% 12% 88% 12% 69% 31% 
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Table 4.3: Students

Belong Welcome Valued Peers Respect Dialogue Opinions
Agree Disagree Agree Disagree Agree Disagree Agree Disagree Agree Disagree Agree Disagree Agree Disagree 

All 84% 16% 85% 15% 74% 26% 86% 14% 88% 12% 80% 20% 62% 38% 

Female 81% 19% 84% 16% 71% 29% 87% 13% 87% 13% 80% 20% 63% 37% 

Male 89% 11% 89% 11% 81% 19% 88% 12% 90% 10% 83% 17% 64% 36% 

Non binary 67% 33% 67% 33% 51% 49% 77% 23% 78% 22% 71% 29% 51% 49% 

Asian 84% 16% 88% 12% 78% 22% 88% 12% 90% 10% 78% 22% 62% 38% 

Black 66% 34% 67% 33% 54% 46% 76% 24% 74% 26% 73% 27% 50% 50% 

Hispanic 77% 23% 79% 21% 69% 31% 86% 14% 84% 16% 78% 22% 57% 43% 

White 86% 14% 84% 16% 71% 29% 88% 12% 87% 13% 78% 22% 61% 39% 

Two or more 81% 19% 83% 17% 71% 29% 86% 14% 87% 13% 82% 18% 70% 30% 

LGBQ+ 77% 23% 80% 20% 63% 37% 83% 17% 84% 16% 75% 25% 58% 42% 

Straight 88% 12% 88% 12% 80% 20% 89% 11% 90% 10% 83% 17% 64% 36% 

Any disability 76% 24% 76% 24% 58% 42% 80% 20% 82% 18% 73% 27% 55% 45% 

No disability 87% 13% 88% 12% 80% 20% 89% 11% 90% 10% 83% 17% 65% 35% 
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