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Faculty Work-Life Survey Data Report  
Faculty Recruitment Issues 

One of the primary goals of AdvanceVT is to increase the representation of women and minority faculty at all 
ranks in the sciences and engineering.  Responses to the AdvanceVT Faculty Work-Life Survey, distributed to all 
research and teaching faculty in early spring 2005, included questions about the importance of recruiting women 
and minorities to faculty positions, the effectiveness of recruiting practices, and the contribution of spousal hiring 
to recruitment.  There was also a behavioral measure as respondents who had served on a search committee in 
the last two years indicated if they had engaged in practices that are associated with diversifying the faculty. 

Survey Demographics 

Importance of Recruiting Women and Minorities by Gender 

There is a sizable gap be-
tween tenured and tenure 
track men and women 
about the importance given 
to the recruitment of a more 
diverse workforce and the 
current reality of diversity 
recruitment. As has been 
found on other national 
studies of faculty, women 
were significantly more 
likely than men to agree 
that recruiting of women 
and minorities should be a 
top priority.  Similarly, fe-
male respondents were 
less likely than male re-
spondents to agree with the 
assertion that recruitment 
of women and minorities is 
a top priority at Virginia 
Tech (see Figure 1).  

Figure 1: The percentage of tenured and tenure track males and  
females who strongly or somewhat agreed that the recruitment of 
women and minority faculty IS and SHOULD BE a top priority at  
Virginia Tech.  
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Responses to the AdvanceVT Faculty Work-Life Survey were received from 1,209 teaching and research faculty. 
This is a 59.8% response rate.  Respondents are representative of the population of teaching and research faculty 
at Virginia Tech*: 
• 32% female (n=388) and 68% male (n=821) 
• 67% tenured or tenure track (n=816)* and 32% non-tenure track (n=393) 
• Most (93%, n=1129) are from the Blacksburg campus. 
• 86% Caucasian (n=1043), 9% Asian/Pacific Islander (n=106), 2% Black (n=28), 2% Hispanic  
      (n=29), 1% other (n=3) 
• From each college: Agriculture & Life Sciences (n=205), Architecture & Urban Studies (n=66), Business 

(n=63), Engineering (n=206), Liberal Arts & Human Sciences (n=274), Natural Resources (n=70), Science 
(n=181), Veterinary Medicine (n=61), and Administrative/Other (n=83) 
 
See the AdvanceVT website (www.advance.vt.edu) for breakdown of the gender of respondents by college. 
 
*A majority of the data used in this report focuses on tenured and tenure track faculty respondents (n=816). Differences discussed in this 
report are statistically significant unless otherwise indicated.  
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“It did help (my decision to accept a posi-
tion at Virginia Tech) that there are two 
other women in my department. That 
played a big role actually, because at the 
other schools I interviewed at, I would’ve 
been the first and only woman.”  

Female, Engineering, 
 New Faculty Interviews, Fall 2004 

Not surprisingly, there is a greater concern about the recruitment 
of women and minorities among faculty in the colleges of science 
and engineering where the representation of women on the fac-
ulty, as in the disciplines, has historically been low.  Ninety percent 
of tenured and tenure track women in the College of Science and 
the College of Engineering agreed that the recruitment of women 
and minority faculty should be a top priority at Virginia Tech. 
Women respondents from these two colleges ranked significantly 
higher on this item than all other colleges at Virginia Tech.   

Effectiveness of Recruiting by College 

Figure 2: Percentage of tenured and tenure track faculty who strongly or somewhat agreed that the 
process for hiring new faculty is managed effectively in their department, by college.* (n=779) 

Search Committee Practices 
Sixty-eight percent of tenured or tenure track respondents reported they have served as a member of a search 
committee for a faculty or administrative position at some point during the last two years (n=546). Slightly less 
than half of the faculty members responding who had served on a search committee in the last two years had 
completed one or more of the activities that have been found to enhance diversity.  The table below shows what 
percentage of the faculty respondents who had served on a search committee in the last two years had engaged 
in activities associated with diversifying the faculty: 

Contacted a colleague outside of Virginia Tech asking for nominations 89% n=403 

Contacted a colleague outside of Virginia Tech for help identifying women and minority  
candidates 

55% n=249 

Identified a woman or minority candidate to apply for the position at a conference or in 
another professional setting 

47% n=213 

Encouraged a woman or minority candidate to apply 47% n=306 
Invited a woman or minority candidate to give a talk as a pre-recruitment effort 23% n=104 

Asked to meet women or minority doctoral students or postdocs when visiting other 
campuses 

15% n=68 
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The majority of tenured and tenure track respondents (81%) reported that the process used to hire faculty at Vir-
ginia Tech is conducted fairly. Significantly more men (83%) than women (76%) agreed that the hiring process is 
conducted fairly. About two-thirds of respondents, overall, agreed that the process of hiring new faculty was man-
aged effectively in their department (see Figure 2).  A majority (83%) of tenured and tenure track faculty agreed 
that they felt they have a voice in the hiring of new faculty in their departments.                                                                
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*Differences are not statistically significant. 
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Spousal Hiring 
While spousal or partner hiring is an issue that affects both men and women, it has particularly strong implications 
for the recruiting of women in science and engineering. Faculty women are significantly less likely than faculty 
men to be married, but those who are married are significantly more likely to have a spouse or partner working 
full-time, including in an academic position.  National data indicate that 35% of men and 45% of women faculty 

members have a spouse or partner who is also an academic (Astin and Milem, 
1997).  Women with doctorates in science and engineering are twice as likely as 
men with the same credential to have a spouse or partner whose job requires techni-
cal expertise in engineering, computer science, math, or natural science (NSF, 
2002).  Another Advance institution, Georgia Tech, found that faculty women in com-
puting, engineering, and liberal arts (44%) were almost three times more likely than 
male faculty (15%) to have a spouse or partner who is a college or university profes-
sor.      
     Most tenured and tenure track respondents had a favorable view of spousal hiring 
in general. Seventy-six percent agreed that policies that facilitate the hiring of faculty 
spouses/partners strengthen the success of the university’s efforts to recruit the most 
highly qualified faculty.  Over half of tenured or tenure track faculty (60%) reported 
not being satisfied with assistance offered by Virginia Tech in finding employment for 

the spouses/partners of its faculty members.  Significantly more women (71%) than men (57%) agreed that there 
should be an office at Virginia Tech to assist with spousal/partner hiring.   
     For many faculty members, employment opportunities for a spouse or partner are critical to retention.  Findings 
from exit interviews done by the Virginia Tech Survey Research Center indicate that 24% of 402 faculty inter-
viewed after they left Virginia Tech stated that the insufficient opportunities for a spouse or partner was one rea-
son for their departure.  Similarly, on the Faculty Work-Life Survey, of those with a spouse or partner, 51% of fe-
male and 41% of male faculty agreed somewhat or strongly with the statement: “I have considered leaving Virginia 
Tech to improve the employment opportunities of my spouse or partner.”  Such findings highlight the critical role of 
dual career hires on faculty recruitment and retention. 
   

Figure 3: Percentage of tenured and tenure track respondents who strongly or somewhat agreed 
that policies that facilitate the hiring of faculty spouses/partners strengthen the success of the 
university’s efforts to recruit the most highly qualified faculty, by college. (n=701) 
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“I have friends who have 
felt really alienated and 
second class who were part 
of spousal hires at other 
universities and neither one 
of us feel like that here.”  

  Female, Science,  
 Dual Career Hire  

  Interviews, Fall 2004  
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Cluster Hiring 

Cluster hiring involves creating new positions that 
cross departments and disciplines. Only a little more 
than half of the tenured and tenure track faculty re-
spondents responded to survey questions concern-
ing cluster hiring.  In addition, many of those that 
responded often selected “not familiar with cluster 
hiring.” These factors suggest that many respon-
dents were unfamiliar with cluster hiring and its po-
tential benefits to diversity.  
     Of those who responded to the questions about 
cluster hiring, support was mixed.  Only about one-
third of the respondents agreed that cluster hiring 
would strengthen Virginia Tech’s status as a re-
search institution.  Twenty percent felt that it would 
hinder the achievement of that goal. 
     The majority of those responding did not per-
ceive that cluster hiring would contribute to diversity: 
43% felt that cluster hiring would have no effect on 
the increase of Virginia Tech’s diversity, 13% felt it 
would strengthen, 14% felt it would hinder, and 30% 
were not familiar with cluster hiring or did not know if 
it will have an effect on diversity (see Figure 4). Findings underscore the need for more communication about 
the purpose and benefits of cluster hiring.   

Figure 4: Tenured and tenure track faculty  
opinions on the effect of cluster hiring on  
increasing diversity at Virginia Tech. (n=486) 

Summary and Recommendations 

• There is relatively strong support from faculty members, particularly women, for the importance of recruiting 
more women and minorities to the faculty. Disseminating information about the gender and racial composi-
tion of recent hires by college will help to communicate the university’s commitment to diversifying the fac-
ulty. 

• The majority of respondents expressed support for the creation of a dual-career office.  A director for a 
dual-career office at Virginia Tech was recently hired.  

• The significant number of faculty respondents indicating that they have seriously considered relocating to 
improve the employment opportunities for a spouse or partner underscores the importance of extending 
services of a dual-career office to current faculty.   

• Sharing NSF data about the demographic characteristics of new doctoral recipients is one way to alert 
search committee members of the significance of the dual-career issue in science and engineering. 

• Only a small percentage of respondents reported being involved in some pre-recruitment activities that 
have been found to contribute to diversity on other campuses. These include inviting potential candidates to 
campus before an official search is underway.  This is an area where departments can partner with Ad-
vanceVT.  

For more information about this survey of or other data obtained through assessment projects at  
AdvanceVT, please visit our website: www.advance.vt.edu 

Strengthen, 
n=61
13%

No Effect, 
n=211
43%

Not Sure/Not 
Familiar, 
n=145 
30%

Hinder, n=69
14%



<<
  /ASCII85EncodePages false
  /AllowTransparency false
  /AutoPositionEPSFiles true
  /AutoRotatePages /None
  /Binding /Left
  /CalGrayProfile (Dot Gain 20%)
  /CalRGBProfile (sRGB IEC61966-2.1)
  /CalCMYKProfile (U.S. Web Coated \050SWOP\051 v2)
  /sRGBProfile (sRGB IEC61966-2.1)
  /CannotEmbedFontPolicy /Error
  /CompatibilityLevel 1.4
  /CompressObjects /Tags
  /CompressPages true
  /ConvertImagesToIndexed true
  /PassThroughJPEGImages true
  /CreateJDFFile false
  /CreateJobTicket false
  /DefaultRenderingIntent /Default
  /DetectBlends true
  /DetectCurves 0.0000
  /ColorConversionStrategy /CMYK
  /DoThumbnails false
  /EmbedAllFonts true
  /EmbedOpenType false
  /ParseICCProfilesInComments true
  /EmbedJobOptions true
  /DSCReportingLevel 0
  /EmitDSCWarnings false
  /EndPage -1
  /ImageMemory 1048576
  /LockDistillerParams false
  /MaxSubsetPct 100
  /Optimize true
  /OPM 1
  /ParseDSCComments true
  /ParseDSCCommentsForDocInfo true
  /PreserveCopyPage true
  /PreserveDICMYKValues true
  /PreserveEPSInfo true
  /PreserveFlatness true
  /PreserveHalftoneInfo false
  /PreserveOPIComments true
  /PreserveOverprintSettings true
  /StartPage 1
  /SubsetFonts true
  /TransferFunctionInfo /Apply
  /UCRandBGInfo /Preserve
  /UsePrologue false
  /ColorSettingsFile ()
  /AlwaysEmbed [ true
  ]
  /NeverEmbed [ true
  ]
  /AntiAliasColorImages false
  /CropColorImages true
  /ColorImageMinResolution 300
  /ColorImageMinResolutionPolicy /OK
  /DownsampleColorImages true
  /ColorImageDownsampleType /Bicubic
  /ColorImageResolution 300
  /ColorImageDepth -1
  /ColorImageMinDownsampleDepth 1
  /ColorImageDownsampleThreshold 1.50000
  /EncodeColorImages true
  /ColorImageFilter /DCTEncode
  /AutoFilterColorImages true
  /ColorImageAutoFilterStrategy /JPEG
  /ColorACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /ColorImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000ColorACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000ColorImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasGrayImages false
  /CropGrayImages true
  /GrayImageMinResolution 300
  /GrayImageMinResolutionPolicy /OK
  /DownsampleGrayImages true
  /GrayImageDownsampleType /Bicubic
  /GrayImageResolution 300
  /GrayImageDepth -1
  /GrayImageMinDownsampleDepth 2
  /GrayImageDownsampleThreshold 1.50000
  /EncodeGrayImages true
  /GrayImageFilter /DCTEncode
  /AutoFilterGrayImages true
  /GrayImageAutoFilterStrategy /JPEG
  /GrayACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /GrayImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000GrayACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000GrayImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasMonoImages false
  /CropMonoImages true
  /MonoImageMinResolution 1200
  /MonoImageMinResolutionPolicy /OK
  /DownsampleMonoImages true
  /MonoImageDownsampleType /Bicubic
  /MonoImageResolution 1200
  /MonoImageDepth -1
  /MonoImageDownsampleThreshold 1.50000
  /EncodeMonoImages true
  /MonoImageFilter /CCITTFaxEncode
  /MonoImageDict <<
    /K -1
  >>
  /AllowPSXObjects false
  /CheckCompliance [
    /None
  ]
  /PDFX1aCheck false
  /PDFX3Check false
  /PDFXCompliantPDFOnly false
  /PDFXNoTrimBoxError true
  /PDFXTrimBoxToMediaBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXSetBleedBoxToMediaBox true
  /PDFXBleedBoxToTrimBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXOutputIntentProfile ()
  /PDFXOutputConditionIdentifier ()
  /PDFXOutputCondition ()
  /PDFXRegistryName ()
  /PDFXTrapped /False

  /Description <<
    /CHS <FEFF4f7f75288fd94e9b8bbe5b9a521b5efa7684002000410064006f006200650020005000440046002065876863900275284e8e9ad88d2891cf76845370524d53705237300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c676562535f00521b5efa768400200050004400460020658768633002>
    /CHT <FEFF4f7f752890194e9b8a2d7f6e5efa7acb7684002000410064006f006200650020005000440046002065874ef69069752865bc9ad854c18cea76845370524d5370523786557406300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c4f86958b555f5df25efa7acb76840020005000440046002065874ef63002>
    /DAN <>
    /DEU <>
    /ESP <>
    /FRA <>
    /ITA <>
    /JPN <FEFF9ad854c18cea306a30d730ea30d730ec30b951fa529b7528002000410064006f0062006500200050004400460020658766f8306e4f5c6210306b4f7f75283057307e305930023053306e8a2d5b9a30674f5c62103055308c305f0020005000440046002030d530a130a430eb306f3001004100630072006f0062006100740020304a30883073002000410064006f00620065002000520065006100640065007200200035002e003000204ee5964d3067958b304f30533068304c3067304d307e305930023053306e8a2d5b9a306b306f30d530a930f330c8306e57cb30818fbc307f304c5fc59808306730593002>
    /KOR <FEFFc7740020c124c815c7440020c0acc6a9d558c5ec0020ace0d488c9c80020c2dcd5d80020c778c1c4c5d00020ac00c7a50020c801d569d55c002000410064006f0062006500200050004400460020bb38c11cb97c0020c791c131d569b2c8b2e4002e0020c774b807ac8c0020c791c131b41c00200050004400460020bb38c11cb2940020004100630072006f0062006100740020bc0f002000410064006f00620065002000520065006100640065007200200035002e00300020c774c0c1c5d0c11c0020c5f40020c2180020c788c2b5b2c8b2e4002e>
    /NLD (Gebruik deze instellingen om Adobe PDF-documenten te maken die zijn geoptimaliseerd voor prepress-afdrukken van hoge kwaliteit. De gemaakte PDF-documenten kunnen worden geopend met Acrobat en Adobe Reader 5.0 en hoger.)
    /NOR <>
    /PTB <>
    /SUO <>
    /SVE <>
    /ENU (Use these settings to create Adobe PDF documents best suited for high-quality prepress printing.  Created PDF documents can be opened with Acrobat and Adobe Reader 5.0 and later.)
  >>
  /Namespace [
    (Adobe)
    (Common)
    (1.0)
  ]
  /OtherNamespaces [
    <<
      /AsReaderSpreads false
      /CropImagesToFrames true
      /ErrorControl /WarnAndContinue
      /FlattenerIgnoreSpreadOverrides false
      /IncludeGuidesGrids false
      /IncludeNonPrinting false
      /IncludeSlug false
      /Namespace [
        (Adobe)
        (InDesign)
        (4.0)
      ]
      /OmitPlacedBitmaps false
      /OmitPlacedEPS false
      /OmitPlacedPDF false
      /SimulateOverprint /Legacy
    >>
    <<
      /AddBleedMarks false
      /AddColorBars false
      /AddCropMarks false
      /AddPageInfo false
      /AddRegMarks false
      /ConvertColors /ConvertToCMYK
      /DestinationProfileName ()
      /DestinationProfileSelector /DocumentCMYK
      /Downsample16BitImages true
      /FlattenerPreset <<
        /PresetSelector /MediumResolution
      >>
      /FormElements false
      /GenerateStructure false
      /IncludeBookmarks false
      /IncludeHyperlinks false
      /IncludeInteractive false
      /IncludeLayers false
      /IncludeProfiles false
      /MultimediaHandling /UseObjectSettings
      /Namespace [
        (Adobe)
        (CreativeSuite)
        (2.0)
      ]
      /PDFXOutputIntentProfileSelector /DocumentCMYK
      /PreserveEditing true
      /UntaggedCMYKHandling /LeaveUntagged
      /UntaggedRGBHandling /UseDocumentProfile
      /UseDocumentBleed false
    >>
  ]
>> setdistillerparams
<<
  /HWResolution [2400 2400]
  /PageSize [612.000 792.000]
>> setpagedevice


