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1. Introduction  
Murray State University (MSU) provides a 
unique opportunity to examine how structural 
and cultural differences associated with a 
historically rural agrarian area may impact the 
recruitment, retention and promotion of 
women faculty in STEM (Science, Technology, 
Engineering and Mathematics) and SBES 
(Social, Behavioral and Economic Sciences) 
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2. ADVANCE Climate Survey 
With a view to assessing the workplace climate at Murray State five years after 
the 2017 survey, the MSU ADVANCE team conducted a climate survey in 
February 20
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4. Results 
 A.  Sources of Stress 

The graphic below indicates the percentage of faculty who responded that a particular source of stress produced “some” 
or “a great deal” of stress. We note that, in general, a higher percentage of women identified these as sources of stress. 
 

 

 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



6 

 
 

Top Five Sources of Stress for STEM Women 

• Household Responsibilities 

• Salary 

• Meeting day-to-day work expectations 

• Successful Academic Career 

• Personal life/work interference 

 

There were notable differences between STEM women and 
STEM men in many of the items that they rated as sources of 
some/a great deal of stress. In particular, 98% of STEM women 
worried about household responsibilities, versus 68
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C. Balance 

a. Family/Household Responsibilities 
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 E.  Mentoring & Networking 

The largest percentage of STEM women (44%) reported spending less time mentoring other faculty while the largest 
percentage of STEM men (45%) reported spending the same time mentoring. There were larger differences reported 
regarding networking with colleagues.  “Networking opportunities w/colleagues” as it relates to stress in the work 
environment was reported as “none to very little” stress by STEM women at 55%, while STEM men reported it at 71%.  
Overall, 46% of women and 34% of men noted networking as climate-related stress. 
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Mentoring is regarded as important by a majority of both men and women with several noted benefits. Equally high 
percentages of STEM women and men (87% and 88%) rated mentoring as important for learning sources of 
information/resources at MSU. On the other hand, women and men differed in the rated importance of mentoring for 
learning department/unit/college politics (important for 87% of STEM women/63% of STEM men) and improving teaching 
or managing students (87% of STEM women/51% STEM men). Improving research/scholarly work was noted as an 
important outcome of mentoring with a difference of 90% vs. 78% for non-STEM women v. men. Moving into leadership 
positions using mentoring and networking saw a 10% difference between STEM women and men (78% vs. 68%).  The 
importance of mentoring for developing informal professional networks was ranked similarly by all groups (71%-82%). The 
value of mentoring for providing social support was ranked as important by 82% of STEM women and 71% of STEM men. 
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Most faculty serve as informal mentors on campus. Only 35% of STEM women and 45% of STEM men reported not serving 
as a mentor in some capacity. Those percentages fell to 29% and 17% for non-STEM women/men. A far larger number of 
faculty reported being mentored by another faculty member, 63% for STEM women and 45% for STEM men. Regarding the 
mentoring process, in the STEM areas, many reported choosing their mentors (58% women/42% men).  80-89% of the 
respondents indicated mentoring was helpful. 

STEM women reported being sought out for advice by 2.11 faculty in their department and 2.86 faculty outside their 
department per semester. STEM men reported lower numbers. STEM men appear to have more intellectual discussions 
with colleagues in their departments (3.65/semester vs 2.86/semester for STEM women).  

 F.  Tenure & Promotion 

Regarding the tenure process in their department, STEM women expressed less satisfaction than their male STEM 
counterparts. Compared to men, STEM women were less confident that they were held to the same tenure standards as 
others at their level in the areas of research (53% of STEM women agreed they were held to the same standards vs. 70% of 
STEM men who agreed), teaching (55% women vs. 68% men), and service (55% women vs. 71% men). STEM women were 
also less likely to perceive that they had received feedback on their progress toward tenure (63%) than STEM men (88%), 
although this had improved substantially since the 2017 survey.  In 2022, only 40% of STEM women agreed that tenure 
decision criteria in their department were applied equally to female and male faculty compared to 90% agreement among 
STEM men. Not only were STEM women less likely to agree with the characterizations of the process compared to STEM 
men, they were also more likely to indicate a neutral (neither agree nor disagree) response compared to STEM men, which 
may indicate less confidence in the process or a greater reluctance to express their honest feelings (including 
dissatisfaction). 
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Regarding the promotion process in their department, STEM women were generally less likely than STEM men to feel that 
they were held to the same promotion standards as others at their level in the areas of research (50% of women vs. 85% of 
men). The attitudes were more similar for teaching (75% of women vs. 69% of men), and service (60% of women vs. 69% 
of men). STEM women were less likely (70%) than STEM men (88%) to agree that they understood the criteria for 
achieving promotion and were less likely than men to perceive that they had received feedback on their progress toward 
promotion (50% of women vs. 85% of men). STEM women (45%) were substantially less likely than STEM men (77%) to 
agree that promotion decision criteria in their departments were applied to female and male faculty in the same way.   

 

In 2017, 53% of STEM women and 77% of STEM men agreed that tenure criteria were applied equally, while 70% of STEM 
women and 81% of STEM men felt that promotion criteria were applied equally. The substantial decrease in the 
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perception of equity amongst women and the increase amongst men suggests that women view equity in the tenure and 
promotion process as a problem. 

a.  Relief, tenure clock 

When asked if they had ever negotiated arrangements with their department to help balance work and family life, 29% of 
STEM women and men responded that they had worked out informal arrangements with their department chair. Among 
those reporting informal arrangements, 73% of STEM women and 100% of STEM men reported their department chair 
was supportive of those arrangements. In terms of making formal arrangements for relief from teaching or other 
workload duties for personal reasons, 27% of STEM women and 17% of STEM men reported that they had made such 
formal arrangements. Among those reporting formal arrangements, 60% of STEM women and 100% of STEM men 
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Top Five Reasons to Leave MSU for STEM Women 

• Increase salary 

• Enhance career in other ways 

• Pursue a nonacademic job 

• Reduce stress 

• Find a more supportive work environment 

 

We note that salary and the reduction of stress were more substantial issues for women than men (89% vs. 79% for salary; 
62% vs 37% for stress), suggesting that women feel less content than their male colleagues. Furthermore, the 
improvement of employment prospects for a spouse/partner was a lesser 
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6.  Recommendations 
 

1. Improve perception that work/life balance is a priority at Murray State. 

2. Further develop faculty support network by institutionalizing the ADVANCE Mentoring Circles and other 
activities. 

3. Continue to provide opportunities for leadership development in women faculty. 

4. Revise/extend how service is counted in annual evaluation forms and T & P process. 

5. Increase salaries to be comparable to peer institutions and establish mechanisms for annual increases.  

6. Continue bias training and increase clarity in tenure & promotion processes. 

7. Continue to improve recruitment activities for greater faculty diversity. 

8. Increase exposure to policies about the extension of the probationary period (see Faculty Handbook). 
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Continue to Survey 
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Not applicable do/did not want to have children 
 
[DEPTFAMILYSUPPORT] Please indicate the degree to which you agree or disagree with each of the following statements about your 
department/unit’s support of family obligations: 
Stro ngly Disagre e   So me what Disagre e   Ne utral  So me what Agre e   Stro ngly Agre e  
  

a. Most faculty in my department/unit are supportive of colleagues who want to balance their personal and career lives.  
b. It is difficult for faculty in my department/unit to adjust their work schedules to care for children or other dependents.  
c. Department/unit meetings frequently occur outside of the regular 8:00 am-4:30 pm workday.  
d. The chair/director is supportive of family leave.  

 
Mentoring & Networking 
The next several questions are about formal and informal mentoring as it exists at MSU and your beliefs about mentoring. 
Mentoring is not just for new or junior faculty; it can be useful throughout someone's career. 
 
[MENTORIMPORT] How important is mentoring for each of the following areas? 
No t at all impo rtant    Le ss impo rtant    Impo rtant  Ve ry Impo rtant 
 

a. To learn how things are done at MSU (e.g., where to go for various types of information, the types of resources available, 
etc.) 

b. 
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[SRI Note: If RESETCLOCK answered 'No', display WANTRESETCLOCK] 
[WANTRESETCLOCK] Did you ever want to extend or reset your tenure clock but did not? 

No, never wanted to extend/reset my tenure clock. 
Yes, I wanted to extend/reset my clock, but there were not policies in place that allowed me to do so. 
Yes, I wanted to extend/reset my clock, and there WERE policies in place that allowed me to do so, but I chose not to anyhow. 

[WANTRESETCLOCK_EXPLAIN] Please explain why you chose not to reset your tenure clock: 
 
[RESETCONSEQUENCE] Do you think there would be any consequences to faculty who extend or reset their tenure-clock?  
No  Yes  (If ‘yes” Please explain: ___).  
 
 [SRI Note: If TENURE answered  [1] or [2], show TENQUESTIONS below.] 
[TENQUESTIONS ] Please indicate your level of agreement with the following statements regarding the tenure process in your 
department/unit at MSU: 
Stro ngly Disagre e   So me what Disagre e   Ne utral  So me what Agre e   Stro ngly Agre e   
 

a. Requirements for tenure are/were reasonable. 
b. I am/was held to the same research standard as others in my department/unit at my level. 
c. I am/was held to the same teaching standard as others in my department/unit at my level. 
d. I am/was held to the same service standard as others in my department/unit at my level. 
e. I understand/understood the criteria for achieving tenure. 
f. I receive/received feedback on my progress toward tenure. 
g. Tenure decisions in my department/unit are based primarily on excellence in teaching, research, and service rather than on 

politics, relationships or demographics. 
h. When it comes to tenure decisions in my department/unit, criteria are applied to women faculty in the same way as to men 

faculty. 
 
[PROMO] Have you ever been promoted in rank at MSU? 

No; my position is not eligible for promotion 
No, I’m not yet eligible for promotion 
No, my application(s) was/were denied 
Yes 

  
[SRI Note: If PROMO answered [4] then display RANKYEAR below] 
[RANKYEAR] To what rank(s) were you promoted and in what year(s)? 1 = SrLe c 2 = AsstPro f  3 = Asso cPro f  4 = Pro f 
 [RANK1] Rank:  [YEAR1] Year: 
 [RANK2] Rank:  [YEAR2] Year: 
 [RANK3] Rank:  [YEAR3] Year: 
 [RANK4] Rank:  [YEAR4] Year: 
 [RANK5] Rank:  [YEAR5] Year: 
[SRI Note: If PROMO answered [3] then display PROMODENY below] 
 
[PROMODENY] What rank was denied? Please briefly explain what happened. 
 
[SRI Note: 
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[EXPERIENCE] How many years of experience did you have in an academic or industrial/business setting prior to coming to MSU? 
 
[DEGREE] What is your highest degree? 
 
[DEGREEYEAR] In what year did you receive your highest degree? 
  
[RANKYEARS] How many years have you held your current rank? 

5 years or less 
6-10 years 
11-15 years 
16-20 years 
Over 20 years 
 

[LEADERSHIP] Please indicate whether you have ever held (currently or in the past) any of the following positions while at MSU 
(check all that apply): 
 
MSU le ade rship po sitio ns (including inte rim po sitio ns) 

a. Department Chair or Program Director 
b. Institute/Center Director 
c. Associate/Assistant Dean 
d. Dean 
e. Chair of a major MSU university committee 
f. Graduate Program Coordinator 
g. Endowed Chair 

Othe r le ade rship po sitio ns  
a. Elected to high level leadership in professional association or organization 
b. Contributing Editor or Advising Editor of a professional journal 
c. Member of a National Academy (of Science, Engineering, or Medicine) 
d. Fellow of another national academic or research society 

 

Demographic variables imported from MSU HR Database 

 
STEM/SBES (based on department/unit) 0 = No   1 = Ye s 
Title/Rank 
Age 
Gender 
Race/Ethnicity  
Hire Date 
 
  



27 

 


	1. Introduction
	2. ADVANCE Climate Survey
	1.
	3. Characteristics of Participantss
	Distribution of Sample Compared to Original Population

	1.
	4. Results
	A.  Sources of Stress
	Top Five Sources of Stress for STEM Women
	B.  Workload
	C. Balance
	D. Climate
	E.  Mentoring & Networking
	F.  Tenure & Promotion
	G.  Retention

	5. What has changed between 2017 and 2022?
	6.  Recommendations
	Appendix

