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ABSTRACT 

This study focuses on Rice undergraduate student satisfaction in relation to faculty 

diversity at Rice. Specifically, we wanted to research the potential benefits and harms that the 

presence or absence of underrepresented minority (URM) faculty, both as teachers and as 

mentors, may have on underrepresented students. A survey and interviews were conducted on a 

voluntary basis in order to learn more about the undergraduate experience. Statistical analysis 

was completed across races/ethnicities, divisional departments, and by year at Rice. Overall, 

there was little statistical difference in satisfaction across divisional departments and between 

year classification at Rice; however, across racial/ethnic groups, there were many statistical 

implications. In short, the data shows that African American students are most likely to care the 

most about diversity within faculty and to be the least satisfied with current faculty diversity at 

Rice. Although the majority of students agreed that representation within faculty was important, 

many also felt that quality was a more important determinant for hiring faculty than racial 

diversity. Despite this, students still felt that Rice should have an active responsibility in 

increasing the diversity within the faculty.  

 

Introduction 

Our study focuses on Rice University and the representation of underrepresented 

minorities (URMs), African Americans, American Indians/Alaskan Natives, and Latinos, within 

faculty and the perception it creates within the student body (AAMC 2004). Before delving into 

the Rice context, we wanted to first look at the historical context within the research done in the 

United States. We also wanted to look at both the national statistics on underrepresentation of 

URMs as well as look further into Rice’s own history in consideration for representation of 
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URM faculty. The present situations concerning URM students and faculties at other universities 

around the nation are taken as case studies, analyzed, and compared to Rice’s situation. We also 

wanted to delve deeper into the potential benefits and harm that the presence or absence of URM 

faculty, both as teachers and as mentors, has on students. Unfortunately, there has not been much 

research on the inclusion or impact of URM faculty in the university setting because URMs have 

only been able to break into different spheres of academia in the past couple of decades. That 

being said, there is some existing research that can inform our project and methods. The lack of 

prominent scholarly articles that were directly pertinent to our research topic led us to utilize 

numerous news articles and a few relatable reports from other institutions that focused on the 

lack of minority professors.  

Our literature review purposefully excluded looking at community colleges and 

historically black colleges and universities (HBCUs). We chose not to look at community 

colleges because we felt the experiences these students had would be considerably different than 

the experiences of students at a four-year university. We excluded HBCUs because these 

colleges tend to hire more black faculty members compared to other universities which, we felt, 

would have skewed any data we found in the hiring of URM faculty (Slaughter, Ehrenberg, and 

Hanushek 2004). Because our study is focused on the student perspective, we chose to not 

directly explore the experiences and viewpoints of the administration and faculty members 

within Rice. Our literature review and our overall research project deliberately does not include 

Asians because, although Asians are a minority, they are not considered an URM (AAMC 2004). 

In general, our literature review painted a picture in which America as a country is 

continually becoming more diverse. This diversity is closer to becoming paralleled by the 

students in our classrooms within universities by strides made by university officials across the 
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nation. However, this advancement has not been  reflected within our nation’s academic 

faculties, which are still overwhelmingly white. In universities that had more diversity within 

their faculty, students were positively affected. Over the past few years, other universities have 

decided to cultivate multi-million dollar projects in order to increase the number of URMs within 

faculty. However, in that sense, Rice is lagging far behind. Throughout our literature 

review,   although we found little to no data concerning Latinos and Native Americans/Native 

Alaskans, we were able to find large amounts of data concerning African Americans/Blacks. 

Looking specifically within the Rice University context, during the 2016 Town Hall 

hosted by President Leebron, diversity in faculty was cited as “one of the most important issues 

being talked about in higher education today” (Leebron 2016). In recognizing the importance of 

this issue, Leebron said that the university would like to enhance recruitment efforts to increase 

faculty diversity in order to support student vibrancy and sense of community (Leebron 2016). 

As Leebron pointed out, the issue of underrepresentation of minority faculty is a problem 

that is far from being solved. "Taken together, African-Americans and persons of Hispanic origin 

represent only [eight] percent of full-time faculty nationwide, and while [five] percent are 

African-American, half of them work at historically black institutions” (Slaughter, Ehrenberg, 

and Hanushek 2004).  

Looking at the growth of these numbers through time shows a similar trend. The statistics 

surrounding the change of African American faculty from 1988 to 2010 show a very small 

increase. Between these periods, African American faculty only increased by 1.8% (U.S. 

Department of Education 2010). Similarly, the percentage of Hispanic faculty only increased by 

1.2% during this same time period (U.S. Department of Education 2010). While some minimal 

change has occurred in the overall employment of URM faculty, “the percentage of Black and 
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Hispanic faculty obtaining tenure and earning promotion to full professor has stayed relatively 

stagnant” (U.S. Department of Education 2010). Thus, the rates of URM faculty in academia 

have hardly changed throughout the over 20 years of time between 1988 and 2010.  

This is an unfortunate trend because URM faculty bring many benefits to the academy 

and provide valuable perspectives. URM faculty benefit the university by “bring[ing] intellectual 

and pedagogical diversity to the academy due to their unique and specific backgrounds that 

shape how they teach, what they study, and their ability to nurture and mentor the next 

generation of students” (Zambrana 2015). The effective recruitment and retention of diverse 

students is also affected by diversity within the faculty. URM faculty can serve as role models to 

URM undergraduate and graduate students and strengthen the idea of “inclusion” and not just 

“diversity” on campus (Zambrana 2015). Thus, with the help of a more diverse faculty, URMs 

are able to feel more “included, heard, and empowered” (Zambrana 2015). 

Rice has acknowledged this problem and has attempted to create some sort of change. 

Programs Rice has initiated include search committee training, future faculty workshops, 

creating a future faculty database, and hosting underrepresented faculty discussions (Office of 

Diversity and Inclusion 2013). These programs, however, have done little to change the dynamic 

of the Rice University campus. Hence, the continual need to reiterate the prioritization of 

increasing URM faculty at Rice. 

We find this issue of underrepresentation within the faculty to be important because it is 

an issue that personally impacts our lives every day. As students, we are personally invested in 

what we perceive to be a problem within our own university. We, as students, continually 

interact with our faculty because of how small the student to faculty ratio is here at Rice (Rice 

University 2016). As a result, we look up to our faculty members as more than teachers and 
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consider them to be mentors and role models. However, sometimes these role models do not 

reflect how we identify racially. We feel that having figures of authority that look like the URM 

student population has a positive impact within each URM student’s own  experience at the 

university and gives these students a sense of belonging and inclusion. Within Rice, at times, 

students can feel part of a diversity statistic that Rice uses to promote the reputation of the school 

rather than an integral part of the Rice community that has the full support of the university 

(Almond 2016). As a result, we, as a research group, aim to to show that there is a lack of URM 

faculty here at Rice and this underrepresentation has a negative impact on, not just minority 

students, but all students at Rice.  

Research History of URMs Within Academia  

One of the earlier sociological articles looking at minority faculty examines URM faculty 

in the Midwest from 1993 to 1995. In "Exploring Underrepresentation: The Case of Faculty of 

Color in the Midwest", Creswell et. al. (1999) starts with the basic premise that faculty of color 

are both underrepresented and treated unequally in academia. This paper does not include much 

about the impact of not having URM faculty on students, but it uses both quantitative and 

qualitative data to arrive at their findings which is what we are aiming to do with our research. 

The quantitative data it uses includes Equal Employment Opportunity Commission data which 

has statistics on what percentage of higher education faculty are considered to be “faculty of 

color” (Creswell et. al. 1999). This is the data we are hoping to receive from Rice so we can 

determine exactly how underrepresented URM faculty is at Rice. 

The study also uses a mix of surveys and interviews to gather qualitative data which is 

exactly what we are planning to do with students at Rice. The survey was sent out to “713 

nonprofit institutions of higher education” (Creswell et. al. 1999) with some basic questions such 
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as what is the size and type of the institution. It also included questions asking about the 

effectiveness of minority faculty programs and the problems encountered in hiring and retaining 

minority faculty. We are hoping to ask a mix of straightforward and more thought-provoking 

questions similar to this with the goal of identifying which types of students are actually 

responding to our survey as well as what they think about the issue as it presents itself at Rice. 

Finally, the study uses purposive sampling to gain access to interview participants which 

is a method we are currently considering (Creswell et. al. 1999). This method worked well for 

them because they were able to access faculty members of all underrepresented minorities. The 

most common sentiments among the faculty were that they felt they had little support and 

mentoring and that they needed to work harder than non-minority faculty members in their 

department to be recognized. Although these are sentiments of faculty in higher education, we 

expect to see similar feelings expressed by students at Rice who also have to deal with a lack of 

URMs around them. Overall, this study was very useful in helping us to establish a methodology 

that will hopefully lead to significant insights on how the lack of URM faculty affects Rice 

students. It also provided a real world example of how to analyze both quantitative and 

qualitative data on this topic. 

Alexander Astin’s (1993) article “Diversity and Multiculturalism on the Campus: How 

Are Students Affected?” is relevant to our topic because it discusses how diversity affects 

student bodies, but it only has a partial focus on how having diverse professors affects students. 

Nonetheless, it is helpful to review because Astin’s (1993) data includes questionnaires sent out 

to students about their experiences with diversity both at the faculty and at the student level. 

Astin (1993) chose to study three measures of diversity which he calls “Institutional Diversity 

Emphasis, Faculty Diversity Emphasis, and Student Diversity Experiences”. At the institutional 
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level, Astin (1993) measured how committed each of the participating schools was to increasing 

its minority faculty population, increasing its minority students, and creating a multicultural 

environment. The measure of Faculty Diversity Emphasis refers to how much each professor 

brought in diverse or multicultural material or opinions into their classes. Finally, Student 

Diversity Experiences were measured by how often students felt they were exposed to racial or 

ethnic issues either in class or at on campus events (Astin 1993). These measures all have some 

relevance to the methodology and content of our research. 

By measuring diversity on three different levels, Astin (1993) was able to ascertain 

exactly which environmental factors had an effect on students. One of these factors was the 

amount of diverse faculty at an institution. Unfortunately, we do not have the time or resources 

to poll as many people at as many different academic levels as was done in this study, but we are 

hoping our student responses will be thorough enough that we will be able to make a connection 

between the environmental factor of URM faculty at Rice and the effect it has on students. 

Crystal J. Collins and William Allan Kritsonis (2006) have also studied URM faculty. In 

their article, “National Viewpoint: The Importance of Hiring a Diverse Faculty,” it is noted that 

there is an increasing diversity of student bodies but there is no corresponding increase in faculty 

diversity (Collins and Kritsonis 2006), a scenario that is reflective of Rice’s current state. Collins 

and Kritsonis (2006) claim that diversity helps students by teaching them how to respect diverse 

viewpoints as well as by exposing them to new perspectives via their professors. The way they 

see it, our world is now “a world that is ethnically and racially diverse”, and, therefore, it is the 

job of educators to teach students how to live in this kind of world (Collins and Kritsonis 2006). 

This was very informative in providing a basis for why research on URM faculty is important. 
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That being said, their paper is more focused on the positive impact that existing faculty 

diversity has on students and how we can achieve this diversity, whereas we are more concerned 

with showing that a lack of URM faculty negatively affects students. The study mostly consists 

of laws concerning faculty diversification and what is and is not allowed legally. In addition, 

their work did not include research done specifically by them but rather drew on other articles for 

its facts, so we can’t gain any knowledge about potential methodologies or ways to approach this 

kind of research using this source (Collins and Kritsonis 2006). Overall, this article was helpful 

in revealing academia is aware of the problem at large but did not provide much insight on how 

to go about researching or gathering data on it. 

Comparative View of Other Universities to Rice 

Compared to other universities, Rice students have not yet actively protested the lack of 

URM representation within faculty; however, various student activists at other universities are 

demanding this representation and have gotten their various universities to invest millions of 

dollars to meet this demand (Flaherty 2015).  

At the University of Missouri, the student group Concerned Student 1950 issued a list of 

demands to the university in response to the lack of action and support from the administration in 

handling racism and discrimination on the campus (Pearson 2015). Aside from calling for the 

removal of Tim Wolfe as the University of Missouri System president, Concerned Student 1950 

also demanded the university increase the percentage of black faculty and staff members campus 

wide by 10 percent by the academic year of 2017-2018 (Concerned Student 1950 2016). It is 

worth noting that their list of demands specified for the increase of black faculty and not other 

URMs. 
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The University of Missouri was not the only institution to experience student protests and 

demands for change; rather, it ignited a slew of racial discrimination protests at colleges across 

the nation (Hartocollis and Bidgood 2015). At Yale University, a university Rice considers a 

peer institution, there was a situation in which a “white girls only” remark was said at an off-

campus fraternity party (Svrluga 2015) and students protested over Ericka Christakis’, a College 

Associate Master at one of Yale’s residential colleges, response to an email sent out to students 

regarding the cultural implications of Halloween costumes (Hudler 2015). The initial email sent 

to the entire undergraduate body originated from the Intercultural Affairs Council, a group of 

administrators at Yale from cultural centers and other campus organizations (Ye 2015). The 

email asked students to be cognizant about the cultural implications of their Halloween costumes 

and the potential of cultural appropriation and the dangers of misrepresenting cultures and 

perpetuating stereotypes (FIRE (1) 2015). In response to this email, Christakis sent out a 

different email sent to undergraduate students within her residential college in which she 

defended students’ rights to wear whatever they please because of freedom of speech. Her email 

compared adults choosing what to wear to children playing dress up and argued that a person’s 

imagination should be encouraged and not constricted (Ye 2015; FIRE (2) 2015). Many students 

felt Christakis’ email invalidated the voices of minority students on campus (Ye 2015) and, as a 

result, many student protests were spurred.  

In response to these student protests, Yale has announced a $50 million initiative to fund 

the hiring of faculty members from URMs (Flaherty 2015). Yale plans to initiate this plan over 

the course of five years and the initiative is being funded by the university’s own operating 

budget (Shick 2015). Yale is not the only ivy league university to have started million-dollar 

initiatives with aims of increasing diversity within faculty by hiring more URMs. Brown 
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University is planning on investing $100 million into its inclusion plan and has set a hard goal in 

doubling its percentage of URM faculty by 2025 (Friedersdorf 2015). 

Although these protests for better representation within faculty were sparked by the lack 

of administrative intervention regarding racially insensitive situations, it is important to note that 

Rice University is not immune to these same insensitivities. Just last year Brown College, a 

residential college at Rice, had a superlative for “Most likely to be a bitch ass nigga” for one of 

their College Nights (Carter 2015) and Will Rice College, another residential college, had a faux 

beer bike theme entitled, “Trayvon Martini: Shots ‘Til We’re Dead” (Younes, Liu, Han, and Wu 

2015). Rice also has a problem with its lack of representation of URM within faculty from our 

personal perspective. In the past, Rice had a program titled President’s Lecture Series of Diverse 

Scholars in which prominent figures within academia were invited to give lectures to students 

(Wright 2008). The lecture series specifically invited African-American, Hispanic, and Native 

American scholars who were born and raised in the United States and was originally started as a 

response to lack of URM representation within guest lectures. Fast forward to today, a group of 

students, called the Students of Color Collective, has been working with the administration to 

improve the experiences of URM students (Ligeralde and Alem 2016). They are currently 

working on long-term initiatives including increasing faculty and undergraduate diversity 

showing that both students and the administration are aware of the issue.  

The Impact and Positive Benefits of URM Faculty on Students 

A growing body of literature has sought to address the advantages that a diverse faculty 

might bring to the student body. As universities themselves have become more racially and 

ethnically diverse, institutions have fallen behind in diversifying their faculties to reflect the 

student body (Collins and Kritsonis 2006). This inaction is not without consequences. Minority 
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students may enter a higher education environment with inadequate academic preparation and 

academic resources to help them transition, as well as low expectations of success. These 

difficulties are generally compounded when minority students only encounter a few faculty 

members who look like them or have similar life experiences (Collins and Kritsonis 2006). 

Looking at the results of a survey of undergraduate and graduate students at colleges and 

universities throughout the United States provides a small glimpse into the positive effects that 

diversity imparts on the education of all students. Out of the minority respondents, 96% said that 

minority professors were positively impacting their education while 83% of non-minority 

respondents felt the same way (Black Issues 2003).   

One of the most prominent arguments in favor of diverse faculty is the positive impact it 

can have on the student body. By having a diverse faculty, students are exposed to differing 

perspectives and encouraged to think in different ways. For minority students, URM faculty 

members can act as role models that not only look like them, but also serve as symbols of 

excellence in academia. Hanushek (2004) proposes a sort of feedback system in which recruiting 

more minority faculty members would in turn lead to an increase in minority students receiving 

advanced degrees, thereby producing an expansion of minority faculty members (Slaughter, 

Ehrenberg, and Hanushek 2004). By investing in hiring URM faculty members, minority 

students will feel more invested and engaged in their education, thereby increasing the number of 

students graduating and earning degrees, ultimately giving them the opportunity to enter the 

exclusive world of academia.  

Although there seems to be a consensus on the positive benefits students reap with a 

diverse faculty, little research appears to address the specific negative psychological impact a 

lack of URM faculty has on minority students. Looking at what research does exist, there are 
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studies on the mental and physical well-being of African-American college students, their 

experiences of racism, and the concept of John Henryism. A recent study by McGee and Stoball 

(2015) examines the mental and physical toll that African-Americans endure as they seek to 

prove their “intellectual worth” in the face of explicit and other less obvious forms of racism 

(McGee and Stoball 2015; Camera 2015). John Henryism refers to “a coping strategy often 

adopted by high-achieving African-Americans, who may unconsciously (and increasingly 

consciously) sacrifice their personal relationships and health to pursue goals with a tenacity that 

can be medically and mentally deleterious” (McGee and Stoball 2015: 48). Coping with living in 

a society punctuated by white domination and privilege, a trend that only continues in higher 

education, inflicts costs on non-white individuals. Specifically, McGee notes alarming rates of 

anxiety, depression, suicidal thoughts, and extreme stress, as well as high blood pressure and 

heart disease among black college students (Camera 2015). Their study concluded that black 

college students’ mental health is being ignored as they are increasingly forced to rely on their 

own mental toughness and perseverance to succeed in predominantly white institutions and 

investments should be made in addressing these vulnerabilities to give them tools to heal and 

grow rather than just cope (McGee and Stoball 2015; Camera 2015).  

In the case where black students are attending predominantly white institutions (PWIs), 

many students report feeling as if white faculty, students, and staff did not view them as “full 

human beings with distinctive talents, virtues, interests, and problems” (Feagin, Vera, and Imani 

1996: 14). Combined with the pressure to succeed and maneuvering spaces where discriminatory 

acts and stereotyping are commonplace, black students are increasingly marginalized at 

universities. Another common experience is feeling intensely isolated, this idea of being the 

“only” in a program, classroom, etc. (Carter 2006), leaving students to balance the expectation to 
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represent their entire race while sacrificing social and personal interactions in order to stay afloat 

academically. While this research is highlighting a deeply concerning issue on the mental well-

being of minority students, it is limited in that it is only addressing African-Americans, leaving 

out the perspective of other URMs, including Hispanics and Native Americans. 

More conversation, more research, and more efforts by institutions to address overt 

discrimination is needed, but we should also look into subtle manners in which minority students 

and faculty members are made to feel unwelcome within these institutions. Instead of 

expounding the benefits of better representation in faculty, we should seek to understand the 

negative impacts that a lack of URM faculty can have on all minority students in order to truly 

bring about institutional change.  

Influence of Mentoring Programs on URM P.h.D. Candidates 

One of the aspects which we decided to explore in our study was the impact of faculty 

mentoring programs on the progress of students, specifically minority students, and the possible 

effects that a lack of minority faculty within these mentoring groups would have on students. 

Since there was not a significant amount of literature on this topic, we decided to research 

programs that other schools had and analyze the impacts of these programs on the student bodies 

of the respective institutions.  

According to the Council of Graduate Schools, there is an “unacceptably low” rate of 

degree completion for doctoral students in general, and that the doctoral degree completion rate 

of URM students is even lower (Council of Graduate Students 2016). Several institutions of 

higher learning have tried to find a solution to this problem of the lack of Ph.D. candidates, and 

especially minority Ph.D. candidates, but the results thus far for several schools have only been 

incremental. Several of Rice’s peer institutions have tried to start funds or raise money to create 
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scholarships to incentivize  the pursuit of a Ph.D. degree and to start programs to help try and 

encourage enrollment in a Ph.D. program.  

However, the Council of Graduate Schools (2016) states that universities must take much 

more than simply “financial incentives” in order to motivate students to willingly take on all the 

challenges that come along with pursuing a doctoral degree. The most significant suggestions 

that we observed the Council of Graduate Students (2016) make in their article on these support 

systems are: A strong and present Graduate Student Association, Campus-wide speaker series 

that include leading scholars from various underrepresented groups, and retreats, workshops, and 

social events designed to address the needs of underrepresented minority groups across campus 

in a variety of different departments, in addition several other ideas to try and help increase and 

maintain the number of Ph.D. students in various institutions.  

One program currently being initiated by Stanford, UC Berkeley, UCLA and California 

Institute of Technology (Caltech) is the California Alliance for Graduate Education and the 

Professoriate (DeRuy 2014). The program is designed to encourage URMs to pursue Ph.D.’s and 

then take up positions as professors in these top universities to help reduce the lack of diversity 

in these institutions. The program also has a $2.2 million fund from the National Science 

Foundation. As of right now, these schools have about 10% of minority Ph.D. students and 4% 

of minority faculty. Clearly, these numbers are low, and do not accurately reflect the diversity of 

these institutions at the undergraduate level, the state of California, and even the diversity in 

America as a whole. However, there has been a slight increase in the number of Ph.D. 

candidates, and this program hopes to initiate programs to help spur the rise of minority Ph.D. 

candidates in a high profile setting.  
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In addition, Columbia University, another peer institution of Rice, has a specific 

undergraduate minority mentoring program known as the Mellon Mays Undergraduate 

Fellowship Program (MMUF). The mission statement of the MMUF states, “at the 

undergraduate level, the most prominent program is the Mellon Mays Undergraduate Fellowship 

Program, which has a number of participating institutions across the country. The program takes 

underrepresented minorities with an interest in pursuing a doctoral degree, and provides them 

with training, faculty mentoring, research opportunities, and stipends, while also helping with 

loans” (Columbia 2016). As a result of this specific goal to increase the amount of minority from 

an institutional and more active approach rather than simply just looking for current minority 

Ph.D. holders.  

Overall, much of the literature that we’ve found has explained that a contributing factor 

which leads to this low number of minority Ph.D. graduates is not only the lack of 

undergraduates applying for postgraduate programs, but also the lack of support systems to help 

keep these minority postgraduate students on track to graduate with a doctoral degree. This is the 

primary problem that the Council of Graduate Students was focusing on in their study, and even 

though it certainly helps to try and influence undergraduates to pursue postgraduate programs, it 

may not be enough if too many students choose not to continue pursuing these advanced degrees 

after starting graduate school. In another report published by the National Institute of Health, 

Whittaker, Montgomery and Acosta state that “diverse faculty members often contribute a 

disproportionate amount of effort to mentoring URM students and early career faculty” (King 

and Chepyator-Thomson 1996; Woods 2001; Zambrana et al. 2015). Without having as many 

minority faculty members to support and advocate for undergraduate minority students, there can 
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be a perceived lack of support for minority students on campus, which can lead to unsatisfied 

and neglected students on a college campus. 

Essentially, the literature which we discovered has shown that the implementation of 

mentorship programs and efforts beyond solely financial incentives is the best way to try and 

institute this much needed change in the demographics of colleges and universities in general. At 

the same time, these findings are especially applicable for Rice, since several of the suggestions 

made by the Council of Graduate Students are ideas and opportunities which the Rice 

administration can implement on campus. 

Conclusion  

 Throughout our literature review, we found that the proportion of URM faculty has 

increased by only a negligible amount. In addition to this, the proportion of URM faculty within 

the tenure track has remained stagnant within the past twenty years. We also found that the 

existing research focused mainly on the experiences of URM faculty and the impact of URM 

within faculty on other faculty members. Few studies focused solely on the impact of URM 

faculty on students. Research that does exist on minority college students mostly concerns 

African-Americans and reveals an alarming pattern of mental and physical degradation that is 

not being addressed. Representation within faculty has been proven to be beneficial by exposing 

students to various ideas and perspectives while also helping further develop critical thinking 

skills. Rice, in comparison to other universities throughout the nation, has not had a large outcry 

in demanding more representation within our faculty. Throughout the nation, various 

universities, including ivy league schools, have started million-dollar initiatives with the main 

goal of increasing representation within their faculty. While this issue is widely known by 

President Leebron, other faculty members, and students, Rice University has publicly done little 
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to nothing to obviously improve this situation. The mentorship programs that other institutions 

have implemented have focused on drawing in minority faculty but support programs do not 

exist for undergraduate students pursuing higher education. 

Throughout the literature review, common trends indicated that representation of URMs 

within faculty was low and the majority of research done focused solely on African Americans in 

both faculty and students. Little was found on Latino and Native Alaskan/Native American 

faculty members and students. Many universities have tried to implement a variety of methods in 

order to remedy this problem, including hosting workshops and investing money into diversity 

recruitment. However, there has been little change in the statistics of URM faculty over the past 

couple of decades.  

Although our group focused solely on the impact of representation of URMs within 

faculty on students, we found very little about this topic in the academic literature. This indicates 

that much more can be done in this field. More research can also be invested in looking into 

Latino and Native Alaskan/Native American representation in faculty and the impact it has on 

students. This concept can be further applied to cross-sectional research that considers both 

gender and race, such as looking at black women within faculty. In addition, more research can 

be done to look at other minority groups that are not considered URM, such as Asians. It is also 

important to remember not to homogenize people, such as Latinos and Asians, into these broad 

categories.  

Research into this issue is vital as our nation is becoming increasingly diverse. It is 

important for our future generations to be exposed to these various perspectives because these 

are the minds that will become the next leaders within our nation, whether that be through 

businesses, policy-making, or innovators. Houston is also one of the most diverse cities in the 
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nation. In order to become more integrated and a part of the Houston community, it is important 

to diversify our very own Rice community, especially our faculty. 

 

METHODOLOGY 

 

This research study plans to measure the representation of underrepresented minorities 

(URMs) within Rice faculty and the perception it creates within the student body. To do this, the 

research followed an exploratory approach. Thus, the study pursued both qualitative and 

quantitative data. The research design consists of anonymous survey questions, anonymous 

short-answer questions, and interviews. First, the research team created anonymous surveys 

(reproduced at the end of the research report). The survey was created in Google Forms and 

distributed via Facebook groups for each individual college and year classification, emails to 

cultural organizations, and emails to individual college list-servs. The survey as well included 

several short-answer questions and a question that allowed for individuals to sign up for 

interviews on a separate google form in order to keep the survey responses anonymous. The 

interviews were semi-structured. The research team created a general interview guideline to 

follow. The semi-structured style allowed for a more intimate and conversational interview 

which created a more comfortable environment for interviewees. Thus, our research took a 

mixed methods approach. Using a combination of quantitative and qualitative data, general 

conclusions could be drawn with the numerical responses. Qualitative responses helped to fill in 

the gaps and provide more insight into the quantitative conclusions.  

 The qualitative data that was gathered consisted of the free response questions within the 

survey and individual interviews. The free response questions focused on the student’s thought in 
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relation to Rice’s recent #1 ranking for race/class interactions, student opinion on race 

interactions in comparison to what is on paper, the perceived benefits of diverse faculty for 

students, and student awareness of administration action. In-depth interviews were carried out 

using an interview guide that the research team worked to create. These interviews were 

recorded, transcribed, and coded for recurring themes. The questions focused on the topics of 

student perceptions concerning Rice’s faculty, student experiences with Rice’s faculty, and to 

gain further perspective in the undergraduate experience at Rice in terms of URM faculty. 

 The quantitative data was collected using the initial survey questions. These survey 

questions focused on the topics of Rice faculty in general, within the classroom, classroom 

experiences, and outside of the classroom. Within these categories, we posed several 

statements. Respondents rated their level of agreement with the statement on a scale of 

“strongly disagree” to “strongly agree” In terms of statistical analysis, the process started out 

with the assignment of numeric values. The response of “strongly disagree” was assigned a 1. 

The response of “disagree” was assigned a 2 and so on. The numbers that were left after this 

conversion indicated magnitude of agreement with the given statement After this conversion, 

several different t-tests were run. The numeric values were used to analyze and compare the 

data through the categories of race, cultural organization involvement, year classification, and 

major division. 

The sample that was drawn from consisted of undergraduate students at Rice of all races. The 

survey yielded 119 survey responses and 6 interviewees. This amount of respondents, however, 

is only a small subsection of the Rice community which consists of almost 4,000 undergraduate 

students. 

The barriers that might have affected these results include researcher bias and self-selection 

bias. The research team perceived the lack of URM faculty to be a problem with negative 
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consequences. While this was a clear personal bias, all was done to ensure that the phrasing of 

individual questions would not project those views. Self-selection was another bias that affected 

the resulting data. There was a strong possibility that those who chose to answer the survey 

already had strong opinions on either end of the spectrum. Another barrier this research faced 

was lack of representation. The majority of respondents were Caucasian/White. It was difficult to 

reach out to and obtain responses from minority students. 
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RESULTS AND ANALYSIS 

 

QUALITATIVE DATA: 
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 Our primary source of qualitative responses from our research project participants was 

through interview question responses and open-ended question responses from the survey we 

administered. There were several main components of our research project regarding student 

opinion of faculty diversity on campus, and we organized these components into main questions 

to gather more information on this student perspective of faculty diversity. 

        When asked about Rice’s recent race/class interaction ranking in the Princeton Review, 

respondents had mixed reviews regarding the accuracy of the ranking. A few respondents had 

acknowledged that the residential college system at Rice was a determining factor in the 

interactions between races in both a negative and a positive way. For example, one student 

stated, “I think the residential college system really helps - you end up naturally mixed in with a 

lot of different people.”, whereas another student believed, “Many aspects of Rice's residential 

college system and social life seem to be geared more specifically to white students”. From the 

range of responses, it is evident that there is not a unanimous sentiment of high interaction 

between races and classes on campus. 

        Regarding the significance of representation within faculty on campus, there was a 

nearly unanimous response from respondents indicating that faculty representation is important. 

This indicates that many students believe that it is valuable to have faculty members of different 

backgrounds in the classroom, particularly to have a mentor or role model familiar with various 

cultural experiences. One student from an interview responded, “It would be helpful to have 

someone who is maybe Asian-American… If my professor was Asian-American, I would be able 

to ask her about a lot more and I would be able to ask her about tips on things that were 

culturally relevant... maybe not academically relevant but culturally very relevant.” This role 

model and mentor experience can be a crucial part of adjusting to a new college environment, 

and by having more mentors who have experienced similar challenges, students would be more 
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likely to overcome some of the similar challenges these diverse faculty members have also 

faced. 

        In terms of the impact of diverse faculty in the classroom, some students believed that 

by having a faculty member of color, the comfort and confidence level of the students within the 

classroom may be increased. One student from an interview believed, “It really helps 

marginalized students feel like they have a place, especially when they are often one of few in a 

classroom, when their professor looks like them or comes from the same background”. By 

having a role model of a similar background in the classroom, a more inviting and productive 

classroom space can be provided to students of color within the Rice community. With the 

absence of this role model, some students from marginalized groups may be more reticent 

when it comes to sharing different viewpoints from a different cultural perspective. 

        Lastly, there also appeared to be this disconnect between the actual administrative 

response to the low levels of minority faculty on campus and what the students believed was 

being done to rectify the problem. One student stated, ““I feel like the university does see that 

diverse representation is needed. However, I do not think they hire people with the intent to 

increase diversity. I feel that they value the research and teaching value the person has over 

diversity.”, indicating that the common student opinion felt by those who were aware of the issue 

was that the administration is not doing enough. However, Provost Miranda was quoted in a 

recent magazine stating, “Provost Miranda: “There is absolutely no doubt that there is 

excellence that they have brought to our university, that the pursuit of diversity on our faculty 

does not require us to forsake quality or to forsake excellence. It makes us stronger, makes us 

better and allows our institution to achieve more of its most aspirational goals.”, showing that the 

university does have a commitment to instituting more diversity within our faculty. 
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Respondents: By Race 

 

  

 

 

 

 

 

 

 

 

 

 

 

As you can see in the first graph, White, 
Asian, and Black students were 
overrepresented in our sample compared to the 
most recent Rice statistics (shown in the graph 
directly below). While White students make up 
37% of students at Rice, they made up 46.3% of 
our survey respondents. In our survey, the 
number of Black students who responded was 
almost double the overall Rice percentage, 
which is just 6%. Hispanic or Latinx students 
were slightly underrepresented but the 
difference was not very significant. It’s 
important to note that our breakdown by race 
also differs from Rice’s because this survey did 
not put international students into a separate 
category. Also, this survey did not include a 
biracial option, instead it allowed students to 
write in their race/ethnicity if they wanted to. 

 

Respondents: By Gender, College, and Year 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

As the chart on the top shows, females 
were overrepresented in our survey responses 
with about ⅔ of respondents identifying as 
female but only ⅓ as male. The middle chart 
shows that McMurtry and Lovett were slightly 
overrepresented but still close to response 
rates for other colleges. In terms of year at Rice, 
most of the respondents were sophomores 
(shown in purple) and juniors (shown in yellow). 
The lowest amount of responses came from 
seniors and fifth year students. This makes 
sense because fifth years are a very small 
portion of the overall student population. 
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Outside The Classroom 
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Specific questions from the Outside 
The Classroom section of our survey helped 
to further analyze how important diversity is 
to Rice students. The questions represented 
by the pie charts above represent the 
questions in our survey whose responses 
were found to have statistical significance 
when divided by race. The following 
conclusions were drawn through a process 
of running several t-tests between race 
group responses against both each other 
and the overall sample responses (which 
will now be referred to as the average Rice 
student). 

 

The first statement was: Growing up, 
I had teachers who I identified with 
racially/ethnically 

The two most common answers 
were agree or strongly agree. For this 
question, White students were likely to more 
strongly AGREE with the statement than 
Black students and the average student. 
Asian students were likely to more strongly 
DISAGREE with the statement than White, 
Hispanic, and the average student. 

 
The second statement was: Houston 
is more diverse than my hometown 

By far the most common answer to this 
statement was strongly agree. Asian 
students were likely to more strongly 
DISAGREE with the statement than White 
students and the average Rice student. 

 
We also asked about Rice being more 
racially/ethnically diverse than 
students’ hometowns 

Most agreed or strongly agreed; 
however, White students were more likely to 
strongly AGREE with this statement than 
Black students. 

 

Finally, in terms of representation, we 
asked if students thought Rice's 
racial/ethnic diversity was 
representative of the diversity in the 
United States 

Close to half of students disagreed with 
this statement. Statistically significant 
differences were that Hispanic students 
were more likely to strongly DISAGREE with 
the statement than Asian students, White 
students, and the average Rice student. 
Black students were likely to more strongly 
DISAGREE with the statement than White 
students. 

 

Our last statement directly asked 
students to rank how important 
Rice's racial/ethnic diversity is to 
them. 

Over 80% of survey respondents 
answered either agree or strongly agree 
which you can see from the green and 
purple slices of the last pie chart. For this 
statement, Black students were likely to 
more strongly AGREE than White students. 
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Outside The Classroom: The Important 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 
Out of the previous set of questions, we 

have pulled out the question “Rice’s 
racial/ethnic diversity is representative of 
the diversity in the United States” and have 
broken it down by race. As previously 
stated, the conclusions drawn in relation to 
this question are that: 
 

• Hispanic students were likely to 
more strongly DISAGREE with the 
statement than Asian, White, and 
the average Rice student. 
 

• Black students were also likely to 
more strongly DISAGREE with the 
statement than White students. 
 

• In terms of overall responses which 
can be seen on the left, 42.9% of the 
respondents disagreed with the 
statement. 
 

• This is an overwhelmingly high 
statistic in itself, but if we look at the 
Hispanic subset of respondents we 
see an even higher 58.8% of 
students disagreed with the 
statement. 
 

• Not only that, but Hispanic 
respondents did not respond 
anything higher than neutral. This is 
a characteristic shared by Black 
student respondents. In comparing 
the breakdown by Race across the 
board, it is clear to see that Hispanic 
students are more likely to perceive 
that the diversity at Rice is not 
representative of the diversity in the 
United States. 

 

 

 

  



29 
 

Outside The Classroom: The Important 

 

 

 

 

 

 

 

 

 

 

 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
Out of the previous set of questions, we 

have also pulled out the question “Rice's 
racial/ethnic diversity is important to me” 
and have broken it down by race. As 
previously stated, the conclusion drawn in 
relation to this question is that: 

 
• Black students were likely to more 

strongly AGREE with the statement 
than White students. 
 

• The percentage of all students 
strongly agreeing with this statement 
is 40.3%. 
 

• But in looking at the Black student 
subset of the data, we see that 
62.5% of respondents strongly 
agreed with the statement, over 20% 
higher than percentages within the 
overall data. 

• In contrast, Caucasian students only 
reported 31.6% of responses as 
strongly agree. While this is true, 
their “agree” response rate was at a 
higher percentage than both the 
overall data and the Black student 
subest. Thus, when taking into 
account all of the responses and the 
magnitude of agreement within each 
group, you can see that Black 
students were statistically likely to 
agree more strongly with the 
statement than White students. 
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Rice Faculty In General 

 

 

 

 

 

 

 

 

 

 

 
 

 

 

Specific questions taken from the 

“Rice faculty in general” section of our 

survey helped us to analyze student 

satisfaction with faculty representation. The 

questions represented by the pie charts on 

the screen represent the questions in our 

survey whose responses were found to 

have statistical significance when divided by 

race. The following conclusions were drawn 

through a processes of several t-tests 

between race group responses against both 

each other and all of the sample responses. 

 

 

 

 

 

 

I am satisfied with racial/ethnic 
representation within the faculty 

Black students are statistically likely 

to disagree more strongly than Asians, 

Whites, Hispanics, and the average Rice 

students 

 

Racial/ethnic faculty representation 
at Rice can be improved 

Black students are statistically likely 

to agree more strongly than Asians, Whites, 

and the average rice student 

 

Diverse faculty bring different 
perspectives to the classroom 

Black students are statistically likely 

to agree more strongly than Whites and the 

average Rice student (thus their responses 

are only negligibly different from those of 

Asian and Hispanic Students) 

 

It is important for me to have strong 
faculty/student relationships 

Asian students are statistically likely 

to agree more strongly than White students 
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Rice Faculty In General: The Interesting 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Out of the previous set of questions, we 

have pulled out the statement “I am satisfied 

with racial/ethnic representation within the 

faculty” and have broken it down by race. 

As previously stated, the conclusion drawn 

in relation to this question is that:  

• Black students are statistically 
likely to disagree more strongly 
than Asians, Whites, Hispanics, 
and the average Rice student.  

• In looking at the separate pie charts, 

we can see that, in the case of the 

overall responses, 28.6% of 

students responded with “disagree”. 

Looking at the Black student 

subsect, we can see that 50% of 

students responded with “disagree”. 

There as well were NO responses 

corresponding to “strongly agree”. 

The subsect of Hispanic students 

shared this characteristic.  

• Again, in looking at the overall 

responses, we can see that 10.9% 

of students responded with “strongly 

disagree”. Responses from black 

students yielded a “strongly 

disagree” response of almost triple 

that rate at 31.3%. Thus, with a 

grand total of 81.3% of black student 

respondents answering disagree 

and strongly disagree, the statistical 

difference is substantively upheld. 
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Classroom Experiences 

 

 

 

 

 

 

 

 

 

 

 

 

 
 
 
Specific questions taken from the 

“Classroom Experiences” section of our 
survey helped us to analyze the impact that 
faculty diversity has on students. The 
questions represented by the pie charts on 
the screen represent the questions in our 
survey whose responses were found to 
have statistical significance when divided by 
race. The following conclusions were drawn 
through a processes of several t-tests 
between race group responses against both 
each other and the overall sample 
responses. 
 
 

 
 
 
 

 
I often feel like the only person that is 
representative of my race/ethnicity in 
the classroom 

Black students are likely to more 
strongly agree with the statement than 
Asian, White, Hispanic, and the average 
student  

White students are likely to more 
strongly DISAGREE with the statement than 
Hispanics and the average Rice student. 
 
I feel like I am held to the same 
standard as my fellow peers 

Black students are likely to more 
strongly disagree with the statement than 
White and Hispanic students. 
 
I feel like I am held to a lower 
standard than my fellow peers 

Black students are likely to more 
strongly agree with the statement than 
White students 
 
I feel like I am held to a higher 
standard than my fellow peers 
 

Black students are likely to more 
strongly AGREE with the statement 
than White, Hispanic, and the average 
Student. 

Asian students are likely to more 
strongly agree with the statement than 
White and Hispanic students. 

Hispanics are likely to more strongly 
DISAGREE with the statement than the 
average student. 
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Classroom Experiences: The Interesting 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Out of the previous set of questions, we 

have pulled out the question “Racial/ethnic 

faculty representation within my major 

department can be improved” because of the 

implications that its responses might hold. In 

answering this question, students help to 

identify whether or not they perceive that 

there is improvement that can be made by 

the administration in terms of Rice faculty 

Representation. To do this, we have broken 

the question responses down by race. As 

previously stated, the conclusion drawn in 

relation to this question is that: 

• Black students are statistically likely 
to agree more strongly with the 
statement than Asians, Whites, 
Hispanics, and the average rice 
student.  

• In looking at the separate pie charts, we 

can see that, in the case of the overall 

responses, 53.8% of respondents 

replied with “agree” while 23.5% 

responded with “strongly agree”. This 

leaves the other 22.7% responses 

between the range of Strongly disagree 

and neutral. The black student subsect, 

in comparison, contains 100% of its 

response within the categories of agree 

and strongly agree, the only category to 

not yield any responses below agree. 

More specifically, 56.4% of students 

answered agree while 43.8% answered 

strongly agree. Thus, our conclusion as 

well holds substantive significance.  
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Classroom Experiences: The Interesting 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

As stated before the statistical conclusion was 

that: 

 

• Black students are likely to more 

strongly agree with the statement than 

Asian, White, Hispanic, and the 

average student 

• White students are likely to more 

strongly DISAGREE with the statement 

than Hispanics and the average Rice 

student 

• Looking broadly, we can see that over 

half of respondents disagreed with this 

statement, but if we look further into 

the breakdown by race. We can see 

that 17.9% of Asian students either 

agreed or disagreed with this 

statement. 82.5% of White students 

either disagreed or strongly disagreed. 

23.6% of Hispanic students either 

agreed or strongly agreed with this 

statement. 

• For Asian and white students, a 

majority of respondents disagreed with 

this statement while almost a majority 

of Hispanic students disagreed. On the 

other hand, black respondents did not 

answer below neutral. 94.8% of black 

students either agreed or strongly 

agreed with this statement.  
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Within The Classroom 

 

 

 

 

 

 

 

 

 

 

 

 

 

Specific questions taken from the 

“Within Classroom” section of our survey 

helped us to analyze the possibility for and 

the perception of administrative action. The 

questions represented by the pie charts on 

the screen represent the questions in our 

survey whose responses were found to 

have statistical significance when divided by 

race. The following conclusions were drawn 

through a process of several t-tests 

between race group responses against both 

each other and the overall sample 

responses (referred to as the average rice 

student in our conclusions). 

 

 
 
 

 
Within my major department, I am 
satisfied with the racial/ethnic 
makeup of the faculty 

Black students are statistically likely 
to disagree more strongly than Asians, 
Whites, Hispanics, and the average rice 
student 
 
Racial/ethnic faculty representation 
within my major department can be 
improved 

Black students are statistically likely 
to agree more strongly than Asians, Whites, 
Hispanics, and the average rice student 
 
Outside of my major courses, I have 
had professors that I racially or 
ethnically identify with 

White students are more likely to 
more strongly agree with the statement than 
Black, Asian, Hispanic, and the average 
Rice student. Black students are more likely 
to more strongly disagree with the 
statement than the average Rice student 
 
Within my major courses, I have had 
professors that I racially or ethnically 
identify with 

White students are more likely to 
more strongly AGREE with the statement 
than Black, Asian, Hispanic, and the 
average Rice student. 

Black students are likely to more 
strongly DISAGREE with the statement than 
white students and the average Rice 
student. 
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Within The Classroom: The Interesting 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Out of the previous set of questions, 
we have pulled out the question 
“Racial/ethnic faculty representation within 
my major department can be improved” 
because of the implications that its 
responses might hold. In answering this 
question, students help to identify 
whether or not they perceive that there 
is improvement that can be made by the 
administration in terms of Rice faculty 
Representation. To do this, we have 
broken the question responses down by 
race. As previously stated, the 
conclusion drawn in relation to this 
question is that: 
 

• Black students are statistically 
likely to agree more strongly with 
the statement than Asians, 
Whites, Hispanics, and the 
average rice student.  
 

• In looking at the separate pie charts, 
we can see that, in the case of the 
overall responses, 53.8% of 
respondents replied with “agree” 
while 23.5% responded with 
“strongly agree”. This leaves the 
other 22.7% responses between the 
range of Strongly disagree and 
neutral. The black student subsect, 
in comparison, contains 100% of its 
response within the categories of 
agree and strongly agree, the only 
category to not yield any responses 
below agree. More specifically, 
56.4% of students answered agree 
while 43.8% answered strongly 
agree. Thus, our conclusion as well 
holds substantive significance. 
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CONCLUSION 
 
This study concluded that there was no statistical significance across year 

classification, major division, and cultural organization membership. This indicated 

that our sample was random enough to be generalized since the variation between 

responses in accordance to year classification and major division was statistically 

negligible. More important conclusions found that Asian/Pacific Islanders tended to 

not have as strong opinions compared to URM student responses. Most 

importantly, the most significant implications were found when comparing 

responses in terms of race. Our research concluded that African American students 

are the least satisfied at Rice University in terms of faculty diversity. They are as well 

more likely to hold faculty representation with greater importance than white 

students, Asian students, and when compared to the entirety of the collected data. 

The research team recommendation for future research includes 

encompassing a larger sample size, looking more significantly at Latinx students at 

Rice, and considering the representation of faculty in terms of gender. A lot more 

can be done when considering the intersection of both race and gender. 
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Faculty Representation 
The purpose of this survey is to learn about the undergraduate experience at Rice in relation to racial 
and ethnic representation within our faculty. All responses will be recorded anonymously. At the end of 
the survey, there is an option to participate in an inperson interview with the purpose of gaining 
further insight into the undergraduate experience. The survey should take about 10 minutes to 
complete. 

* Required 

Demographics 

1. Year * 
If you are a transfer student, foreign exchange student, or international student, please indicate so 
in the "other" option in addition to selecting your year. Check all that apply. 

 Freshman 

 Sophomore 

 Junior 

 Senior 

 Other:  

2. Residential College * Mark only one oval. 

 Baker 

 Brown 

 Duncan 

 Hanszen 

 Jones 

 Lovett 

 Martel 

 McMurtry 

 Sid Richardson 

 Wiess 

 Will Rice 
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3. Major Department * 
If you have more than one major, for the purpose 
of this survey, please only choose one department. 
If you wish, you may retake the survey with the 
other department you are a part of. 

 
4 Race/Ethnicity * 

Please select all that you identify as. If you feel none of the categories apply to you, please 
writein your own racial/ethnic identification. Check all that apply. 

 Caucasian/White 

 African American/Black 

 Asian/Pacific Islander 

 Hispanic/Latinx 

 Native American/Native Alaskan 

 Other:  

5. Are you involved in any cultural 
organizations? 
If so, which ones? 

 

6. Religious Affiliation * Mark only one 
oval. 

 Agnosticism 

 Atheism 

 Buddhism 

 Christianity 

 Hinduism 

 Islam 

 Jainism 

 Judaism 

 Sikhism 

 Other 
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 None 

 Prefer not to answer 

7. Gender Identity * 

 

Experiences with Faculty 
Please indicate if you agree or disagree with the following statements based on your experience at Rice. 
8 Rice Faculty in General * Mark only one oval per row. 

 

9. Within Classrooms * 
**  Please also answer the multiple choice question. 
Mark only one oval per row. 

Strongly 
disagree Disagree Neutral Agree Strongly 

agree 
Prefer not to 

answer 
I am satisfied with 
racial/ethnic representation 
within the faculty. 
Racial/ethnic faculty 
representation is important 
to me. 
Racial/ethnic faculty 
representation at Rice can 
be improved. 
Diverse faculty bring 
different perspectives to 
the classroom. 
It is important for me to 
have strong faculty/student 
relationships. 
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10. **My mentor is someone who I racially/ethnically identify with. * Mark only one oval. 

 Yes 

 No 

 I do not have a mentor. 

11 Classroom Experiences * 
Mark only one oval per row. 

Strongly 
disagree Disagree Neutral Agree Strongly 

agree 
Prefer not to 

answer 
I feel comfortable 
approaching my professors 
to ask for help and advice. 
I have a faculty member 
that I consider my 
mentor.** 
Within my major 
department, I am satisfied 
with the racial/ethnic 
makeup of the faculty. 
Racial/ethnic faculty 
representation within my 
major department can be 
improved. 
Outside of my major 
courses, I have had 
professors that I racially or 
ethnically identify with. 
Within my major courses, I 
have had professors that I 
racially or ethnically 
identify with. 
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Mark only one oval per row. 

 

Strongly 
disagree Disagree Neutral Agree Strongly 

agree 
Prefer not to 

answer 
I often feel like the only 
person that is 
representative of my 
race/ethnicity in the 
classroom. 
I value having different 
cultural perspectives in the 
classroom. 
I feel comfortable 
answering the professor's 
questions in class. 
I feel like I am held to the 
same standard as my 
fellow peers. 
I feel like I am held to a 
lower standard than my 
fellow peers. 
I feel like I am held to a 
higher standard than my 
fellow peers. 

12 .  Outside of the Classroom  * 

Strongly 
disagree Disagree Neutral Agree Strongly 

agree 
Prefer not to 

answer 
My hometown is 
racially/ethnically diverse. 
Growing up, I had teachers 
who I identified with 
racially/ethnically. 
Houston is more diverse 
than my hometown. 
Rice is more 
racially/ethnically diverse 
than my hometown. 
Rice's racial/ethnic 
diversity was a factor in me 
choosing the school. 
Rice's racial/ethnic 
diversity is representative 
of the diversity in the 
United States. 
Rice's racial/ethnic faculty 
diversity is representative 
of diversity in the United 
States. 
Rice's racial/ethnic 
diversity is important to 
me. 
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The following short answers are an opportunity for us to receive student opinions outside of scheduling 
an interview. If you prefer not to answer any of the following questions please write in "N/A". 

13 Rice was recently ranked #1 for race/class interactions by the Princeton Review. In your opinion, do 
you feel that Rice's race/class interaction reflects this ranking? Please elaborate in 34 sentences. * 
(http://www.princetonreview.com/collegerankings?rankings=lotsraceclassinteraction 
; http://news.rice.edu/2016/08/29/ricerankedno1forhappieststudentsandlotsofraceclassint
eraction/) 
  

 
  

  

 

14. In your opinion, do you feel that faculty diversity can benefit students at universities? Why? Please 
elaborate in 23 sentences. * 
  

  

 
  

15. In your opinion, do you feel that the administration is taking steps to increase representation within 
the faculty? Please elaborate in 23 sentences. * 
  

 
  

  

 

InPerson Interview 
If you are interested in participating in an inperson interview, please follow the link below to schedule a 
time. The interviews will be kept anonymous and allows YOU the opportunity to express your opinion 
completely unfiltered. The purpose of this inperson interview is to learn more about undergraduate 
experiences on a deeper level that a survey cannot offer. The interviews will be no longer than 15 
minutes and will be conducted on a oneonone basis. We hope to present our findings to the 
administration with the intention of creating change within the current Rice system. 



49 
 

16. I would like to participate in the interview. * Mark 
only one oval. 

 YES, https://goo.gl/forms/5YSYDpPMA3Fza4An2  

No, but good luck on the research project! 

 

Powered by 
 

 

 
 

*each quesiton is rated on a scale from 1  5 in which 1 denotes strong 
disagreement and 5 denotes strong agreement 

    **5th years are only tested 
against the overall average 
due to lack of data (only two 
respondents) 

        
 AVERAGE FRESHMEN SOPHOMORES JUNIORS SENIORS **5TH 

YEARS  
RICE FACULTY IN GENERAL        

I am satisfied with racial/ethnic representation within the 
faculty 2.822033898 3.192307692 2.694444444 2.59375 2.954545455 2.5 

Relationship b/w Freshmen V 
Junior: P=0.027849182 **Juniors 
are likely to more strongly disagree 
with the statement than Freshmen 

Racial/ethnic faculty representation is important to me 3.889830508 3.88 4.054054054 3.875 3.590909091 4.5 Differences are not statistically significant 
Racial/ethnic faculty representation at Rice can be improved 4.210084034 4.076923077 4.351351351 4.3125 4.045454545 3.5 Differences are not statistically significant 

Diverse faculty bring different perspectives to the classroom 4.516949153 4.8 4.567567568 4.5625 4.090909091 4 

Relationship b/w Freshmen V Senior: 
P=0.016128277 
Relationsihp b/w Freshmen V ALL: 
P=0.0127777823 
Relationship b/w 5th Yrs. V ALL: 
P=0.0000000002826681479 
**Freshmen are likely to more 
strongly agree with the 
statement than Seniors and the 
average Rice student Fifth years 
are likely to more strongly 
disagree with the statement than 
the average student 

It is important for me to have strong faculty/student 
relationships 

4.457627119 4.576923077 4.567567568 4.25 4.428571429 4.5 Differences are not statistically significant 

        
WITHIN THE CLASSROOM        

I feel comfortable approaching my professors to ask for help 
and advice 3.806722689 3.961538462 3.702702703 3.71875 4 3 

Relationship b/w 5th yrs. V ALL: 
P=2.80776456375E15 
**5th yrs. are likely to more strongly 
disagree with the statement 

I have a faculty member that I consider my mentor 2.756302521 2.307692308 2.783783784 2.875 3.090909091 2.5 

Relationship b/w Freshmen V Junior: P= 
0.0392691158709766 
Relationsihp b/w Freshmen V Senior: 
P=0.02960916813972 
Relationship b/w Freshmen V ALL: 
P=0.0118322191735781 **Freshmen are 
likely to more strongly disagree with the 
statement than Juniors, Seniors, and the 
average Rice student 

Within my major department, I am satisfied with the 
racial/ethnic makeup of the faculty 

2.793103448 2.88 2.837837838 2.677419355 2.761904762 3 Differences are not statistically significant 
Racial/ethnic faculty representation within my major 
department can be improved 

3.957264957 3.76 3.972972973 4.125 3.952380952 3.5 Differences are not statistically significant 

Outside of my major courses, I have had professors that I 
racially or ethnically identify with 3.405172414 3.04 3.243243243 3.65625 3.85 2.5 

Relationship b/w Freshmen V Seniors: 
P=0.04111502403039 
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**Freshmen are likely to more strongly 
disagree with the statement 

Within my major courses, I have had professors that I racially or 
ethnically identify with 

3.017391304 2.833333333 2.72972973 3.28125 3.35 3 Differences are not statistically significant 
My mentor is someone who I racially/ethnically identify with:        

TOTAL COUNT: Yes 20 0 8 7 5 0  
No 25 3 8 6 8 0  

I do not have a mentor. 74 23 21 19 9 2  
        
CLASSROOM EXPERIENCES        
I often feel like the only person that is representative 
of my race/ethnicity in the classroom 

2.322033898 2.269230769 2.486486486 2.15625 2.380952381 2 Differences are not statistically significant 

I value having different cultural perspectives in the 
classroom 

4.598290598 4.72 4.756756757 4.5625 4.238095238 4.5 Differences are not statistically significant 

I feel comfortable answering the professor's questions 
in class 

3.663865546 3.961538462 3.486486486 3.59375 3.772727273 3 Differences are not statistically significant 

I feel like I am held to the same standard as my fellow 
peers 4.127118644 4.230769231 4.324324324 4.125 3.666666667 4 

Relationsihp b/w Freshmen V Senior: 
P=0.03833289 
Relationship b/w Senior V 
Sophomore: P=0.01500004 
**Seniors are likely to more strongly 
disagree with the statement than 
Freshmen and Sophomores 

I feel like I am held to a lower standard than my fellow 
peers 

1.74789916 1.730769231 1.702702703 1.71875 1.818181818 2.5 Differences are not statistically significant 

I feel like I am held to a higher standard than my 
fellow peers 2.110169492 2.076923077 1.945945946 2 2.571428571 2.5 

Relationship b/w Senior V 
Soph.: 
P=0.0439792361620653 
**Sophomores are likely to 
more strongly disagree with 
the statement than Seniors 

        
OUTSIDE OF CLASSROOM        
My hometown is racially/ethnically diverse 3.222222222 3.346153846 3.166666667 3.0625 3.428571429 3 Differences are not statistically significant 
Growing up, I had teachers who I identified with 
racially/ethnically 

3.5 3.538461538 3.189189189 3.65625 3.761904762 3.5 Differences are not statistically significant 

Houston is more diverse than my hometown 4.017241379 3.68 4.027777778 4.1875 4.095238095 4.5 Differences are not statistically significant 
Rice is more racially/ethnically diverse than my 
hometown 

3.794871795 3.961538462 3.694444444 4 3.428571429 4 Differences are not statistically significant 

       Relationship b/w 
Freshman V Senior.: 
P=0.049217032 **Seniors 
are likely to more strongly 
disagree with the 
statement than Freshmen 

Rice's racial/ethnic diversity was a factor in me 
choosing the school 

3.210084034 3.423076923 3.324324324 3.28125 2.636363636 3.5  

 

Rice's racial/ethnic diversity is representative of the 
diversity in the United States 2.516949153 2.576923077 2.540540541 2.387096774 2.636363636 2 

Relationship b/w 5th Yrs. V 
ALL: P=0.0000001133 **5th 
years are likely to more 
strongly disagree with the 
statement than the average 
Rice student 

Rice's racial/ethnic faculty diversity is representative of 
diversity in the United States 2.152542373 2.576923077 1.945945946 2 2.272727273 1.5 

Relationship b/w Freshmen V Junior: 
P=0.023658774 
Relationsihp b/w Freshmen V Sophomore: 
P=0.00515 
Relationship b/w Freshmen 
V ALL: P=0.03757757 
**Freshmen are likely to 
more strongly agree with 
the statement than Juniors, 
Sophomores, and the 
average Rice student 

Rice's racial/ethnic diversity is important to me 4.177966102 4.307692308 4.27027027 4.3125 3.666666667 4 Differences are not statistically significant 
TOTAL: 119 26 37 32 22 2  
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Rice's racial/ethnic diversity is representative of the 
diversity in the United States 2.516949153 3.071428571 2.4375 2.422535211 

** P-value for relationship b/w D1 and D2 is 
P=0.0098866;  
Therefore, there is a statistically significant 
difference b/w the two ;  
P-value between D1 AND D3 is P=0.0042139;  
Therefore there is a statistically significant 
difference b/w the two 
P-value for 
relationship b/w 
D1 and ALL  is 
P=0.0085859688;  
** Essentially, the magnitude of the D1 
response is significantly  
greater than both the D2 and 
the D3 response **There is a 
statistical significance b/w 
the two; D1 response is in 
stronger agreement 

Rice's racial/ethnic faculty diversity is representative of 
diversity in the United States 

2.152542373 2.285714286 1.96875 2.197183099 Differences are not statistically significant 

Rice's racial/ethnic diversity is important to me 4.177966102 4.285714286 4.34375 4.084507042 Differences are not statistically significant 
TOTAL RESPONSES:  14 32 72  
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*each quesiton is rated on a scale from 1  5 in which 1 denotes strong 
disagreement and 5 denotes strong agreement    

     
CULTURAL GROUP PARTICIPATION AVERAGE CULTURAL 

GROUP 
NO 
CULTURAL 
GROUP 

 

     
RICE FACULTY IN GENERAL     
I am satisfied with racial/ethnic representation within the faculty 2.822033898 2.607843137 2.985074627 Differences are not statistically significant 

Racial/ethnic faculty representation is important to me 3.889830508 4.153846154 3.681818182 

Relationship between students in 
Cultural groups and students that are 
not in cultural groups: 
P=0.00750463039678216 
**Students in Cultural groups are likely to more 
strongly AGREE with the statement than those who 
aren't 

Racial/ethnic faculty representation at Rice can be improved 4.210084034 4.288461538 4.149253731 Differences are not statistically significant 
Diverse faculty bring different perspectives to the classroom 4.516949153 4.596153846 4.454545455 Differences are not statistically significant 
It is important for me to have strong faculty/student relationships 4.457627119 4.538461538 4.393939394 Differences are not statistically significant 

     
WITHIN THE CLASSROOM     
I feel comfortable approaching my professors to ask for help and 
advice 

3.806722689 3.634615385 3.940298507 Differences are not statistically significant 

I have a faculty member that I consider my mentor 2.756302521 2.538461538 2.925373134 Differences are not statistically significant 
Within my major department, I am satisfied with the racial/ethnic 
makeup of the faculty 

2.793103448 2.549019608 2.984615385 Differences are not statistically significant 

Racial/ethnic faculty representation within my major department 
can be improved 

3.957264957 4.019230769 3.907692308 Differences are not statistically significant 

Outside of my major courses, I have had professors that I racially or 
ethnically identify with 3.405172414 3 3.723076923 

Relationship between students in 
Cultural groups and students that are 
not in cultural groups: 
P=0.00492900639902332 
**Students in Cultural groups are likely to more 
strongly DISAGREE with the statemenet than those who 
aren't 

Within my major courses, I have had professors that I racially or 
ethnically identify with 3.017391304 2.450980392 3.46875 

Relationship between students in 
Cultural groups and students that are 
not in cultural groups: 
P=0.0000337763 
Relationship b/w students in Cultural groups and the average 
Rice student: P=0.00947719194 
Relationship between Students NOT in cultural orgs and the 
average  
Rice student: P=0.02770472 
**Students in Cultural groups are likely to more 
strongly DISAGREE with the statement than those who 
aren't 
Students in Cultural orgs are likely to more strongly DISAGREE 
with the statement than the average Rice student 
Students NOT in cultural orgs are likely to more strongly 
AGREE with the statement than the average Rice 
student 

My mentor is someone who I racially/ethnically identify with:     
TOTAL COUNT: Yes 20 7 13  

No 25 11 14  
I do not have a mentor. 74 34 40  
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CLASSROOM EXPERIENCES     

I often feel like the only person that is representative of 
my race/ethnicity in the classroom 2.322033898 2.865384615 1.893939394 

Relationship between students in 
Cultural groups and students that are 
not in cultural groups: 
P=0.000158874129624369 
Relationship b/w students in Cultural groups and the average 
Rice student: 
P=0.0233672948639378 
Relationship between Students in cultural orgs and the 
average  
Rice student: P=0.00947719194 
Relationship between Students NOT in cultural orgs and the 
average  
Rice student: P=0.030295596702606 
**Students in Cultural groups are likely to more 
strongly AGREE with the statement than those who 
aren't 
Students in Cultural orgs are likely to more strongly AGREE 
with the statement than the average Rice student 
Students NOT in cultural orgs are likely to more strongly 
DISAGREE with the statement than the average Rice 
student 

I value having different cultural perspectives in the 
classroom 

4.598290598 4.666666667 4.545454545 Differences are not statistically significant 

I feel comfortable answering the professor's questions in 
class 

3.663865546 3.576923077 3.731343284 Differences are not statistically significant 

 
I feel like I am held to the same standard as my fellow 
peers 

4.127118644 4.019230769 4.212121212 Differences are not statistically significant 

I feel like I am held to a lower standard than my fellow 
peers 1.74789916 1.942307692 1.597014925 

Relationship between students in 
Cultural groups and students that are 
not in cultural groups: 
P=0.003729145745 
**Students in Cultural groups are likely to more 
strongly AGREE with the statemenet than those who 
aren't 

I feel like I am held to a higher standard than my fellow 
peers 2.110169492 2.346153846 1.924242424 

Relationship between students in 
Cultural groups and students that are 
not in cultural groups: 
P=0.0224931432 
**Students in Cultural groups are likely to more 
strongly AGREE with the statemenet than those who 
aren't 

     
OUTSIDE OF CLASSROOM     
My hometown is racially/ethnically diverse 3.222222222 3.288461538 3.169230769 Differences are not statistically significant 

Growing up, I had teachers who I identified with 
racially/ethnically 3.5 2.846153846 4.015151515 

Relationship between students in 
Cultural groups and students that are 
not in cultural groups: 
P=0.0000150489771676841 
Relationship b/w students in Cultural groups and the average 
Rice student: P=0.0109003992587418 
Relationship between Students NOT in cultural orgs and the 
average  
Rice student: P=0.00867538904570307 
**Students in Cultural groups are likely to more 
strongly DISAGREE with the statement than those who 
aren't 
Students in Cultural orgs are likely to more strongly DISAGREE 
with the statement than the average Rice student 
Students NOT in cultural orgs are likely to more strongly 
AGREE with the statement than the average Rice 
student 

Houston is more diverse than my hometown 4.017241379 3.807692308 4.1875 Differences are not statistically significant 
Rice is more racially/ethnically diverse than my 
hometown 

3.794871795 3.653846154 3.907692308 Differences are not statistically significant 
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Rice's racial/ethnic diversity was a factor in me choosing 
the school 

3.210084034 3.230769231 3.194029851 Differences are not statistically significant 

Rice's racial/ethnic diversity is representative of the 
diversity in the United States 

2.516949153 2.346153846 2.651515152 Differences are not statistically significant 

Rice's racial/ethnic faculty diversity is representative of 
diversity in the United States 

2.152542373 2.019607843 2.253731343 Differences are not statistically significant 

Rice's racial/ethnic diversity is important to me 4.177966102 4.294117647 4.089552239 Differences are not statistically significant 

     
TOTAL RESPONSES: 119 52 67  

 
*each quesiton is rated on a scale from 1  5 in which 1 denotes 
strong disagreement and 5 denotes strong agreement      

       
RACE AVERAGE BLACK ASIAN WHITE HISPANIC  
       
RICE FACULTY IN GENERAL       

I am satisfied with racial/ethnic representation within 
the faculty 2.7890625 1.9375 3.076923077 2.839285714 2.764705882 

P-value for Black V Asian: P=0.00019035 
P-value for Black V White: P=0.00125552 
P-value for Black V Hispanic: P=0.01405080 
P-value for 
Black V ALL: 
P=0.00144785 
** Black 
students are 
statistically 
likely to 
disagree more 
strongly than 
Asians, Whites,  
Hispanics, and the average Rice students 

Racial/ethnic faculty representation is important to me 3.921259843 4.25 4.026315789 3.857142857 3.588235294 Differences are not statistically significant 

Racial/ethnic faculty representation at Rice can be 
improved 4.23255814 4.6875 4.025641026 4.228070175 4.294117647 

P-value for Black V Asian: P=0.0003125798 
P-value for Black V White: P=0.00751592 
P-value for Black V ALL: P=.00293256 
** Black students 
are statistically 
likely to agree 
more strongly than 
Asians, Whites, 
and the average 
rice student 

Diverse faculty bring different perspectives to the 
classroom 4.543307087 4.8125 4.552631579 4.464285714 4.529411765 

P-value for Black V White: P=0.025962 
P-value for Black V ALL: P=0.032425575 
** Black students are 
statistically likely to 
agree more strongly 
than Whites and the 
average Rice student 

It is important for me to have strong faculty/student 
relationships 4.4765625 4.5 4.666666667 4.392857143 4.294117647 

P-value for Asian V White: P=0.0232478 
** Asian students 
are statistically 
likely to agree more 
strongly than White 
students 

       
WITHIN THE CLASSROOM       
I feel comfortable approaching my professors to ask for 
help and advice 

3.744186047 3.6875 3.820512821 3.789473684 3.470588235 Differences are not statistically significant 

I have a faculty member that I consider my mentor 2.744186047 2.8125 2.615384615 2.789473684 2.823529412 Differences are not statistically significant 
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Within my major department, I am satisfied with the 
racial/ethnic makeup of the faculty 2.803149606 2.066666667 2.948717949 2.910714286 2.764705882 

P-value for Black V Asian: P=0.000630098 
P-value for Black V White: P=0.0007384 
P-value for Black V Hispanic: P=0.015324 
P-value for 
Black V ALL: 
P=0.00144309 
** Black 
students are 
statistically 
likely to 
disagree more strongly than 
Asians, Whites, Hispanics, and the 
average rice student 

      P-value for Black V Asian: P=0.00476627 
P-value for Black V White: P=0.0040065 
P-value for Black V Hispanic: P=0.026514469 
P-value for 
Black V ALL: 
P=0.0041179 
** Black 
students are 
statistically 
likely to 
agree more strongly than 
Asians, Whites, Hispanics, and 
the average rice student 

Racial/ethnic faculty representation within my major 
department can be improved 

3.976377953 4.4375 3.921052632 3.912280702 3.875  
 

Outside of my major courses, I have had professors that I 
racially or ethnically identify with 3.293650794 2.375 2.918918919 3.857142857 3.117647059 

P-value for Black V White: P=0.001547 
P-value for Asian V White: P=0.0006051 
P-value for White V Hispanic: P=0.0546567 
P-value for Black V ALL: P=0.0314472 
P-value for White V ALL: P=0.005173 
**White students are more 
likely to more strongly agree 
with the statement than Black, 
Asian, Hispanic, and the average 
Rice student. 
Black students are more likely to 
more strongly disagree with the 
statement than the average Rice 
student 

Within my major courses, I have had professors that I racially 
or ethnically identify with 2.936 1.625 2.513513514 3.763636364 2.411764706 

P-value for Black V Asian: P=0.000497389 
P-value for Black V White: P=7.906383E-13 
P-value for Asian V White: P=0.0000015 
P-value for White V Hispanic: 
P=0.0001130756 
P-value for Black V ALL: 
P=0.000000073526968 
P-value for White V ALL: 
P=0.0000634145225485 
**White students are more likely to more 
strongly AGREE with the statement than 
Black, Asian, Hispanic, and the average 
Rice student. Black students are likely to 
more strongly DISAGREE with the 
statement than white students and the 
average Rice student 

My mentor is someone who I racially/ethnically identify with:       
TOTAL COUNT: Yes 5 3 3 13 1  

No 7 5 9 8 6  
I do not have a mentor. 20.25 8 27 36 10  

       
CLASSROOM EXPERIENCES       
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I often feel like the only person that is representative of 
my race/ethnicity in the classroom 2.3671875 4.3125 2.263157895 1.807017544 2.647058824 

P-value for Black V Asian: 
P=2.83386020060552E-11 
P-value for Black V White: 
P=1.28704079010798E-15 
P-value for Black V Hispanic: 
P=0.000066390513543 
P-value for White V Hispanic: 
P=0.0230730741524007 
P-value for Black V ALL: 
P=2.17046043228238E-12 
P-value for White V ALL: 
P=0.00605191579849136 
**Black students are likely to more strongly 
agree with the statement than Asian, White, 
Hispanic, and the average student 
White students are likely to more strongly 
DISAGREE with the statement than 
Hispanics and the average Rice student 

I value having different cultural perspectives in the 
classroom 

4.606299213 4.625 4.621621622 4.596491228 4.588235294 Differences are not statistically significant 

I feel comfortable answering the professor's questions in 
class 3.643410853 3.5 3.743589744 3.824561404 2.941176471 

P-value for Asian V Hispanic: P=0.031196492 
P-value for White V Hispanic: 
P=0.0156455246 
P-value for Hispanic V ALL: 
P=0.044958138459 
**Hispanic students are likely to 
more strongly DISAGREE with 
the statement than Asian, White, 
and the average student 

I feel like I am held to the same standard as my fellow 
peers 4.109375 3.5625 4.078947368 4.210526316 4.352941176 

P-value for Black V White: P=0.029548882 
P-value for Black V Hispanic: P=0.02004078 
**Black students are likely to 
more strongly disagree with 
the statement than White and 
Hispanic students 

      P-value for Black V White: 
P=0.028111926896 
**Black students are likely to more strongly 
agree with 
the statement than White students 

I feel like I am held to a lower standard than my fellow 
peers 

1.76744186 2.125 1.794871795 1.666666667 1.705882353  

 

I feel like I am held to a higher standard than my fellow 
peers 2.125 2.75 2.461538462 1.875 1.588235294 

P-value for Black V White: 
P=0.0063332136 
P-value for Black V Hispanic: 
P=0.00145484 
P-value for Asian V White: 
P=0.0045074778 
P-value for Asian V 
Hispanic: 
P=0.001473815 P-
value for Black V 
ALL: 
P=0.038339569 
P-value for Hispanic V ALL: P=0.01845568 
**Black students are likely 
to more strongly agree 
with the statement than 
White, Hispanic, and the 
average student 
Asian students are 
likely to more 
strongly agree with 
the statement than 
White and Hispanic 
students Hispanics 
are likely to more 
strongly DISAGREE 
with the statement 
than the average 
student 

       
OUTSIDE OF CLASSROOM       
My hometown is racially/ethnically diverse 3.142857143 3.3125 3.324324324 3.035714286 2.941176471 Differences are not statistically significant 
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Growing up, I had teachers who I identified with 
racially/ethnically 3.4296875 2.875 2.657894737 4 3.764705882 

P-value for Black V White: 
P=0.0164017904977483 
P-value for Asian V White: 
P=0.00000677145088586365 
P-value for Asian V Hispanic: 
P=0.008574076265892 
P-value for Asian V ALL: 
P=0.00367992361155268 
P-value for White V ALL: 
P=0.00817816421567512 
**White students are likely to more 
strongly agree with the statement than 
Black and the average student 
Asian students are likely to more 
strongly DISAGREE with the statement 
than white, Hispanic, and the average 
student 

Houston is more diverse than my hometown 4.04 4.133333333 3.631578947 4.218181818 4.294117647 

P-value for Asian V White: 
P=0.00999567507 
P-value for Asian V ALL: P=0.04845478 
**Asian students are likely to 
more strongly DISAGREE with 
the statement than White and 
the average Rice student 

Rice is more racially/ethnically diverse than my 
hometown 3.833333333 3 3.815789474 4.109090909 3.764705882 

P-value for Black V White: 
P=0.02145211539 
**White students are 
likely to more strongly 
agree with the statement 
than Black students 

Rice's racial/ethnic diversity was a factor in me 
choosing the school 

3.294573643 2.8125 3.230769231 3.473684211 3.294117647 Differences are not statistically significant 

Rice's racial/ethnic diversity is representative of the 
diversity in the United States 2.5 2.125 2.538461538 2.714285714 2.058823529 

P-value for Black V White: 
P=0.0217200752 
P-value for Asian V Hispanic: 
P=0.041505054 
P-value for White V Hispanic: 
P=0.003295315 
P-value for Hispanic V ALL: P=0.0222752 
**Hispanic students are likely to 
more strongly DISAGREE with the 
statement than Asian, 
White, and the average Rice student 
Black students are likely to more 
strongly disagree with the statement 
than white students 

Rice's racial/ethnic faculty diversity is representative of 
diversity in the United States 

2.15503876 1.8125 2.358974359 2.140350877 2.058823529 Differences are not statistically significant 

Rice's racial/ethnic diversity is important to me 4.203125 4.5625 4.157894737 4.122807018 4.235294118 

P-value for Black V White: 
P=0.02968501494 
**Black students are likely to more 
strongly agree with 
the statement than White students 

       
TOTAL RESPONSES: 129 16 39 57 17  
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