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Executive Summary 

Hanover College administered the HEDS Diversity and Equity Campus Climate Survey during Fall 2021. Email invitations 
with personalized links were sent to all undergraduate students, faculty, staff, and administrators. Response rates 
decreased slightly from the survey’s 2018 administration but remained on par with the response rates of other 
baccalaureate liberal arts institutions (BLAIs). 

Key Findings 

• Hanover made some positive gains from 2018 to 2021. 
o Satisfaction with the campus climate for diversity and equity showed a modest increase (3.32 vs. 3.42) 

and scored on par with other BLAIs. 
o Perceptions of institutional support for diversity and equity increased overall (3.03 vs. 3.21) and scored 

on par with other BLAIs. 
o Student scores were higher than those of employees. 

• However, experiences differ significantly by group. 
o Compared to their majority group peers, both employees and students in historically marginalized 

groups at Hanover College report less satisfaction with the campus climate and perceive less 
institutional support for diversity and equity. 

o However, the scores of students in historically marginalized groups compare favorably to their 
counterparts at other BLAIs while among employees these scores tend to compare less favorably. 

• The reported rate of disparaging remarks is on par with 2018 levels and with other BLAIs.  
o The top three sources of remarks were: students, local community, and faculty. 
o The three most common targets of disparaging remarks were: political affiliation/viewpoint, 

gender/gender identity, and sexual orientation. 
o Students from historically marginalized groups reported hearing more remarks than their peers. 

• Over a quarter of respondents (27%) reported experiencing discrimination or harassment while at Hanover. This 
result is on par with other BLAIs (24%) and a slight increase from Hanover’s 2018 survey (23%). 

o Among students who experienced discrimination/harassment, 88% reported it had occurred during the 
past year and only 24% reported the event. 

o The most common sources of discrimination/harassment were students, faculty, and the local 
community. 

o The most common forms of harassment were derogatory remarks, being stared at, and being 
deliberately ignored, isolated, left out, or excluded. 

• Approximately 2/3 of respondents (64%) reported being comfortable sharing their views about diversity on 
campus. This is a slight decrease from 2018 (71%).  

Further Data and Report Limitations 

The official HEDS comparison report is publicly available on the Diversity, Equity, and Inclusion page on the Hanover 
website. It provides more detail about Hanover’s responses, as well as comparisons to other institutions. Anyone 
wishing to dive more deeply into specific items, comparisons, or the survey itself will find the HEDS comparison report 
invaluable. 

When comparisons to other institutions are made within this written report, they focus on comparing Hanover to other 
baccalaureate liberal arts institutions (BLAIs). This keeps the report focused on those institutions that are most like 
Hanover, both in terms of demographics and campus size. In the HEDS comparison report, it is possible to compare 
Hanover’s results to the full sample of participating institutions (i.e., BLAIs, 4-year private, 4-year public, and 2-year 
public). In general, Hanover compares less positively to this full sample, and is less diverse, particularly with regard to 

https://www.hanover.edu/studentlife/diversity-equity-inclusion/strategicplan/
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racial and/or ethnic identities. While comparison to the full sample is valuable, BLAIs more closely match the realities of 
Hanover’s current demographics, campus size, and mission focus. 
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HEDS Diversity and Equity Campus Climate Survey: Full Report 

Hanover College administered the HEDS Diversity and Equity Campus Climate Survey from October 13, 2021, until 
November 19, 2021. The survey took approximately 15 minutes to complete. Survey invitations were sent to all 
undergraduate students, faculty, staff, and administrators, and those who completed the survey had the choice of 
entering a drawing for a gift card. Despite the incentive, response rates declined slightly from the previous 
administration of this survey in 2018, most steeply among employees: 

 2018 2021 
Undergraduate Students 22% 20% 
Faculty 66% 58% 
Staff/Administration 49% 34% 

 

Following the survey, HEDS provided the raw, anonymized data to Hanover in addition to a comparison report, which 
can be found on the Diversity, Equity, and Inclusion page of the Hanover website. This comparison report summarizes 
the data from over 100,000 respondents across the 185 institutions that have administered this survey from 2018 to 
2022 (the full list of years and participating institutions can be found on the “Technical Information” tab of the 
comparison report). All institutions are classified by type, and this report focuses on Hanover’s comparison to the other 
45 Baccalaureate Liberal Arts Institutions (BLAIs) that participated during this period. For information regarding the 
comparison of Hanover to the full sample (BLAIs, 4-year private, 4-year public, and 2-year public), please refer to the 
comparison report. 

Sample Demographics 

A detailed breakdown of the sample’s demographic characteristics can be found on Tab 13 (“Info About Respondents”) 
in the HEDS comparison report. Below are some key points: 

• Race/Ethnicity 
o Students1: 17% Students of Color, 76% White 
o Faculty: 9% People of Color, 91% White 
o Staff/Administration: 12% People of Color, 88% White 

• In the student sample, 10% of respondents identified as non-binary, 9% identified as transgender, and 42% 
identified as LGBQ+.  

o These percentages are an increase from 2018 (2%, 4%, and 27%, respectively), and these percentages 
are also greater than those at other participating baccalaureate liberal arts institutions (4%, 3%, and 
31%, respectively). 

o It may be that these groups are overrepresented in the sample, but the relatively large number of 
responses provide robust information about the campus experience of these historically marginalized 
groups. 

• The student sample had roughly equal representation among classes: First year (23.6%), Sophomore (22.1%), 
Junior (24.6%), Senior (26.1%), Other status (0.5%). 

• First generation college students were 17% of the student sample. 

  
 

 

 
1 Percentages do not total 100% because they do not include international students (7%). 

https://www.hanover.edu/studentlife/diversity-equity-inclusion/strategicplan/
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Campus Climate 

Participants responded to four items2 regarding the campus climate for diversity and equity on a 1 (Very dissatisfied) to 
5 (Very satisfied) scale. Scores on these four items are averaged to create a campus climate indicator score. 

Indicator Variable: Campus Climate 

• For the overall indicator variable, Hanover showed modest gains vs. 2018 scores across campus groups. 
o For students, the average score had a small positive advantage compared to students at other 

baccalaureate institutions.  
o Faculty and Staff/Administrators performed on par with peers from BLAIs. 

• Results differed by demographic group 
o Cisgender students, particularly men, scored higher than similar students at liberal arts institutions. 

However, non-binary and/or transgender students reported less satisfaction than their peers at other 
institutions (2.78 vs. 2.99). 

o White students reported the highest levels of satisfaction (M = 3.64) while Hispanic/Latino students 
reported the lowest (M = 2.55) among racial groups. As a group, students of color reported a 
significantly lower level of satisfaction (M = 2.98) than white students (M = 3.64, p < .001).  

o The satisfaction of white employees (M = 3.35) was lower than that of employees at similar institutions; 
however, the satisfaction of African American/Black employees was higher (M = 3.75) than their white 
colleagues.3 

o Both heterosexual and LGBQ+ students reported slightly higher satisfaction levels than their peers at 
similar institutions; however, the satisfaction level of LGBQ+ students at Hanover (M = 3.28) is 
significantly lower than their heterosexual peers’ (M = 3.70, p = .002). 

o LGBQ+ employees reported notably lower levels of satisfaction (M = 2.88) than employees at similar 
institutions (M = 3.22) while heterosexual employees’ satisfaction levels were on par with other 
institutions. 
 It is notable that satisfaction among LGBQ+ employees is lower than satisfaction among LGBQ+ 

students. 

Item Specific Insights 

% Reporting "Very satisfied" or "Generally 
satisfied"  

  
HC 

Students 
BLAI 

Students 
HC 

Faculty 
BLAI 

Faculty 
HC 

Staff/Admin 
BLAI 

Staff/Admin 
Overall campus climate 68% 64% 58% 60% 65% 70% 
The campus experience/environment regarding 
diversity at Hanover 52% 46% 32% 44% 46% 56% 
The extent to which you experience a sense of 
belonging or community at Hanover 67% 63% 65% 65% 67% 69% 
The extent to which you feel all community 
members experience a sense of belonging or 
community at Hanover 53% 39% 25% 31% 37% 42% 

*BLAI = Baccalaureate Liberal Arts Institutions 

• As a group, Hanover students were more positive than other baccalaureate liberal arts students on all four 
items, whereas faculty and staff/administration scored lower or on par with their peers at similar institutions. 

 
2 For items, see Q1 on the “Survey Instrument” tab of the comparison report. 
3 It should be noted this sample (N = 5) was small. 
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o It is promising that 2/3 of respondents reported satisfaction with experiencing a sense of 
belonging/community at Hanover. However, the averages on this measure do differ by group (see 
Appendix A), with those from groups that have historically been marginalized scoring lower. 

o Faculty and students diverge sharply in their views on the final item. Faculty are likely more sensitive to 
the negative experiences of marginalized groups, and this lower score reflects that awareness. 
 This point is supported by the fact that the score on this item is lower for students from 

marginalized groups (see Appendix A). 
• For students, these scores have either improved or stayed level with 2018 results. 

Institutional Support for Diversity 

Participants responded to four items4 regarding institutional support for diversity and equity on a 1 (Strongly disagree) 
to 5 (Strongly agree) scale. Scores on these four items were averaged to create an institutional support for diversity 
indicator score. 

Indicator Variable: Institutional Support 

• For the indicator variable, Hanover had a modest improvement from 2018 (M = 3.01) to 2021 (M = 3.21), and its 
2021 score is on par with other baccalaureate liberal arts institutions (M = 3.18). 

o The largest improvements were reported among faculty and students (both, +0.23). 
o The average student score compared favorably to similar institutions, while the faculty score was on par, 

and the staff/administration score lagged. 
• Results differed by demographic group. 

o White students reported more agreement that the institution supports diversity and inclusion than 
students of color. 

o Among employees, African American/Black employees (N = 5) reported higher levels of agreement 
compared to White colleagues. 

o Among students, cisgender men (M = 3.55) reported higher levels of agreement than cisgender women 
(M = 3.24); however, non-binary and/or transgender students reported significantly lower levels of 
agreement (M = 2.75). All three groups compared favorably to their peers at similar institutions. 

o Both heterosexual (M = 3.48) and LGBQ+ students (M = 3.01) reported higher levels of agreement than 
peers at similar institutions, but the mean of Hanover LGBQ+ students was significantly lower than their 
heterosexual peers. 

 

 

 

 

 

 

 

Item Specific Insights 

 
4 For items, see Q2 on the “Survey Instrument” tab of the comparison report. 
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% Reporting "Very satisfied" or "Generally 
satisfied"  

  
HC 

Students 
BLAI 

Students 
HC 

Faculty 
BLAI 

Faculty 
HC 

Staff/Admin 
BLAI 

Staff/Admin 
The campus environment is free from tensions 
related to individual or group differences. 43% 31% 12% 18% 9% 24% 
Recruitment of historically marginalized 
students, faculty, and staff is an institutional 
priority. 49% 45% 46% 60% 57% 61% 
Retention of historically marginalized students, 
faculty, and staff is an institutional priority. 48% 40% 53% 47% 48% 52% 
Senior leadership demonstrates a commitment 
to diversity and equity on this campus. 55% 47% 54% 57% 52% 63% 

 

• Overall, Hanover students compare favorably with students at similar institutions on all the individual items. 
However, these scores do vary significantly by group (see Appendix B), with members of historically 
marginalized groups reporting less agreement than their peers. 

o Both faculty and staff/administration report being less satisfied than students. 
• One notable point of difference between the students and employees is on the item related to the campus 

environment being “free from tensions related to individual or group differences.” As a group, Hanover students 
reported significantly more agreement with this statement compared to students at similar schools. However, 
the scores for both faculty and staff/administration are much lower than the student score. 

o One explanation for this finding is that it is driven by white and/or heterosexual students on campus.  
 White students reported significantly more agreement (M = 3.10) than students of color (M = 

2.52, p < .01).  
 Similarly, heterosexual students reported more agreement (M = 3.21) than LGBQ+ students (M = 

2.76, p < .01). 
o Furthermore, it makes sense that both faculty and staff/administration may be more sensitive to 

tensions on campus due to their roles. Students experiencing difficulties or frustration may reach out to 
faculty or mention incidents during class discussions. Staff/administration may also be more aware due 
to student contact and because some are privy to reports related to discrimination and/or harassment. 

o In all likelihood, the truth likely lies somewhere in the middle, with the tension level being higher than 
that reported students generally, but less dire than the level reported by employees.  
 There are undoubtedly tensions between different groups, and it stands to reason that 

members of historically marginalized groups are more aware of, and more likely to experience, 
these tensions. Their experiences should not be masked by the rosier picture portrayed by other 
students.  

 It is also likely that self-selection and the natural human negativity bias produce a situation 
where employees are more likely to hear, notice, and remember, negative instances and 
anecdotes about tensions than positive interactions.  

 

 

 

Disparaging Remarks 
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All respondents were asked to rate how frequently they had heard disparaging remarks about ten different, generalized 
groups (e.g., “People from a particular religious background,” and “People of a particular sexual orientation”) on a scale 
from 1 (Never) to 5 (Very often). Note: People were not asked if these remarks were aimed at them, personally. Rather, 
the measure is intended to assess the frequency of such remarks, even if the respondent was not the target. 
Additionally, the lowest possible score on this measure is “1,” which would correspond to “Never.” 

• Overall, Hanover performed on par with similar institutions and with its own 2018 results with an average 
across remarks of 2.19 (which corresponds closely to “2 – Rarely” on the response scale). 

o Students heard disparaging remarks more frequently (M = 2.28) than faculty (M = 2.03) or 
staff/administrators (M = 2.06). 

• Students from historically marginalized groups reported hearing disparaging remarks more frequently than their 
peers.  

o Students of color reported hearing disparaging remarks more frequently (M = 2.67) compared to white 
students (M = 2.22, p = .02). White students at Hanover did report hearing more disparaging remarks 
than white students at similar institutions. 

o LGBQ+ students (M = 2.45) heard disparaging remarks more frequently than heterosexual students (M = 
2.17, p = .05). 

o Non-binary and/or transgender students reported hearing significantly more disparaging remarks (M = 
2.79) than cisgender men (M = 2.02, p = .006) and more than cisgender women (M = 2.30, p = n.s.). 

• The top three sources of remarks were: students, local community, and faculty. 
• The three most common targets of disparaging remarks were: political affiliation/viewpoint, gender/gender 

identity, and sexual orientation. These varied only slightly by campus role: 

 

  Students Faculty Staff/Admin 
1 Political affiliation Political affiliation Political affiliation 

2 
Gender/Gender 

identity Age/Generation Racial/Ethnic identity 

3 Sexual orientation 
Gender/Gender 

identity Sexual orientation 
 

o All groups report most frequently hearing insensitive or disparaging remarks about people with a 
particular political affiliation or viewpoint, suggesting that such comments are relatively common across 
campus. The scores for this did not differ significantly between those who self-identified as conservative 
(M = 3.28) or liberal (M = 3.30); however middle-of-the-road respondents were a bit lower (M = 2.78). 
These results suggest that the campus largely reflects the political polarization seen at the national level. 

Discrimination and Harassment 

• Over a quarter (27%) of respondents reported experiencing discrimination or harassment on campus, at an off-
campus residence, or at an off-campus program/event affiliated with Hanover. This percentage is on par with 
similar institutions (24%), and Hanover’s 2018 results (27%). 

o Students: 26% experienced, with 88% of those students experiencing it in the last year 
o Faculty: 22% experienced, with 18% of those faculty experiencing it in the last year 
o Staff/Admin: 26% experienced, with 18% (N = 3) experiencing it in the last year 
o These values suggest discrimination/harassment continue to be ongoing issues for students, while 

recent experiences of it are less common among faculty and staff (though still present).   
• The most common sources of discrimination/harassment were students, faculty, and the local community. 
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• Among students, students of color reported more experience with discrimination/harassment compared to 
white students. 

• Nearly 2/3 (63%) of non-binary and/or transgender students experienced discrimination/harassment. 
• LGBQ+ students experienced more discrimination/harassment (33%) compared with their heterosexual peers 

(21%). 
o This difference was also observed among employees, with 40% of LGBQ+ employees experiencing 

harassment compared to 20% of heterosexual employees. 
• People who reported experiencing discrimination/harassment were asked how often it was directed at different 

aspects of their identity. The most common three for each group are listed below: 

 Students Faculty Staff/Administrators 
First  Gender/Gender 

Identity 
Gender/Gender 

Identity 
Gender/Gender 

Identity 
Second Physical 

Appearance 
Political 

affiliation/views 
Political 

affiliation/views 
Third Political 

affiliation/views 
Age/Generation Age/Generation 

 
• Individuals who reported experiencing discrimination/harassment in the past year were asked a follow-up 

question regarding the form. Because the number of employees reporting having experienced 
discrimination/harassment in the past year was very low (N = 6), these results focus on the larger student 
sample (N = 45). Respondents could choose all that applied. 

o Most common forms of harassment: Derogatory remarks (58%), Stared at (56%), Deliberately ignored, 
isolated, left out, or excluded (51%)5   

o 33% reported being intimidated/bullied, 27% reported fearing for physical safety, and 9% reported 
being threatened with physical violence 

o Locations of discrimination/harassment: campus housing/residences (61%), classroom (41%), dining hall, 
recreational space, or athletic facility (41%) 

o Most commonly from other students (84%), followed by faculty (31%), and local community (24%) 
• Only 24% of the students experiencing discrimination/harassment in the past year reported it to campus 

officials. None of the employees did so. 
o This low report rate may be due to a lack of both familiarity with and trust in the reporting process. Only 

2/3 of the full student sample (66%) indicated agreement with the statement that they would know how 
to report an incident of discrimination/harassment if they witnessed one. Only 37% agreed that the 
process for investigations were clear. (Employee ratings for these items were higher.) 
 Open-ended responses from those who did not report also suggested a lack of trust in the 

system. Several students reported they believed Title IX did not handle discrimination incidents 
well, that their report would not be taken seriously, or that the system had not worked in the 
past and they did not trust it to work for them. 

o Another reason for this low report rate is because of the form many of the incidents took. While being 
stared at is obviously uncomfortable and even painful for an individual, it is a behavior that may be 
harder to report because of its nature. This is also supported by the open-ended responses from those 
who chose not to report. 

Other Findings of Importance 

 
5 Percentages are based only on students who experienced discrimination/harassment during the past year (N = 45), not the entire 
student sample. 
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• Colleges may invest in several types of activities to help increase support for diversity and equity. At Hanover, 
the activities that the highest proportion of respondents (N = 336) indicated “greatly increased” their support of 
diversity and equity were:  

o Participated in discussions, training, or activities on racial/ethnic issues (36%) 
o Participated in discussions, training, or activities on sexual orientation issues (35%) 
o Participated in discussions, training, or activities on gender issues and/or gender identity issues (34%) 
o However, it must be noted that  

• All campus groups report having a high level of comfort interacting with people from a variety of groups 
different than their own (e.g., “People from a socioeconomic background other than your own,” or “People who 
have a racial and/or ethnic identity other than your own”), with the percentage reporting they felt “very 
comfortable” ranging from 72% to 88% across items. There was a single exception: “interacting with people who 
hold a political affiliation, philosophy, or view that differs from you.” 

o For all campus groups, the percentage of people reporting feeling they would feel “very comfortable” 
interacting with a person with a different political affiliation was 44% (students: 45%, employees: 40%).  
 Both liberal students and employees reported lower levels of comfort engaging with those with 

different political believes compared to conservatives. However, middle-of-the road individuals 
reported the highest levels of comfort (though still not on par with other items). 

o This result, coupled with the fact that political affiliation was the most commonly reported target of 
derogatory remarks, indicates the campus is not immune from the political polarization of the rest of 
the country. Facilitating discussions on this topic may be able to help lower other tensions that are 
experienced on campus. 

o It should be noted that the reported comfort levels interacting with all other groups was very high, 
which seems at odds with the reports of campus tension between groups. At least two potential 
explanations exist for this disparity: 
 Interactions do not feel equally comfortable for all participants. For example, a white student 

interacting with a student of color may feel comfortable while the student of color may not, for 
any number of reasons.  

 Campus members want to appear socially desirable and/or accepting and thus report higher 
levels of comfort than they actually feel or have experienced.  

Conclusions 

While Hanover has made progress since this survey was first fielded in 2018, there remains significant work to be done. 
Members of Hanover’s community who belong to historically marginalized groups continue to experience more 
derogatory remarks and discrimination/harassment than their peers, even if they believe the campus may be more 
invested in diversity and equity than in 2018. 

A point that was not emphasized directly in this survey, but that emerged in the open-ended responses, was a 
frustration with Title IX and/or how sexual assaults, harassment, and discrimination are dealt with. A number of 
respondents felt the process was either biased or that it lacked transparency. 

Another theme that emerged in open-ended responses was that Hanover talks the talk about diversity and inclusion but 
does not yet walk the walk. For example, Hanoverians mentioned the campus emphasizing diversity only to arrive and 
discover the reality was quite different. Several members, particularly students, felt as though they weren’t being 
listened to and that diversity initiatives were more performative than serious. Similarly, some members reported feeling 
as though there were many separate groups on campus, with little interaction between them. 

Tensions between groups on campus exist, including between historically marginalized groups. Trainings appear to be 
beneficial for increasing support for diversity and equity but are not enough. Hanover’s small community, and the high 
levels of belonging reported by its members, are a strength that can be leveraged. Community members have no choice 
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but to interact, and facilitating interactions across groups, particularly when both an overarching identity (e.g., Hanover 
students) and a shared goal are present, may help to ease tensions, facilitate relationships, and build both trust and 
understanding. 

It is also important to remember that behind these averages, there are individuals. Qualitative responses show that 
within groups, including historically marginalized groups, there is a great variability in experience. Continuing to explore 
these different experiences—the positive and the negative—is an important way to understand how to work toward 
Hanover being a place where everyone can feel they belong.  
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Appendix A: Details Regarding Student Responses on Campus Climate Items 

On the following charts, * denotes a statistically significant difference between the group averages 

 

Figure 1: Campus Climate Indicator and Individual Item Scores: Comparison of White Students and Students of Color 
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Figure 2: Campus Climate Indicator and Individual Item Scores: Comparison of Heterosexual and LGBQ+ Students 
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Appendix B: Details Regarding Student Responses on Institutional Support Items 

On the following charts, * denotes a statistically significant difference between the group averages 

 

 

Figure 3: Institutional Support Indicator and Individual Item Scores: Comparison of White Students and Students of Color 
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Figure 4: Institutional Support Indicator and Individual Item Scores: Comparison of Heterosexual and LGBQ+ Students 
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Appendix C: Additional Charts 

 

 

 

 

 

 

 

1.00 1.50 2.00 2.50 3.00 3.50 4.00 4.50 5.00

People who have a particular racial and/or ethnic identity

People of a particular sexual orientation

People of a particular gender or gender identity

People from a particular socioeconomic background

People from a particular religious background

People with a particular disability

People who are immigrants

People with a particular political affiliation/view

People of a particular age or generation

People for whom English is not their native language

How Often Have You Heard an Insensitive or Disparaging Remark About?

Undergraduate (N = 196) Faculty (N = 58) Staff/Admin (N = 85)
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1.00 1.50 2.00 2.50 3.00 3.50 4.00 4.50 5.00

Because of my racial and/or ethnic identity

Because of my sexual orientation

Because of my gender or gender identity

Because of my socioeconomic background

Because of my religious background

Because of my disability

Because I am an immigrant

Because of my particular political affiliation/view

Because of my age or generation

Because of my physical appearance

Because of some other aspect of my identity

How Often Have You Been Discriminated Against or Harrassed for the Following Reasons? 

Undergraduate (N = 51) Faculty (N = 16) Staff/Admin (N = 23)


