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The leading results produced by the Faculty Morale Survey of 2018 are as follows:
	Faculty satisfaction for overall conditions at MSU reports almost 4 out of 5 on the typical 5-point 	Likert scale. Almost 72% of respondents hold this opinion.
	Faculty are highly discouraged regarding pay issues.
	Faculty recommendations call for boosting various benefits.
	Faculty express satisfaction with most other aspects of campus life covered in this survey.
	The “neutral” response was substantial throughout the survey, which qualifies, to some extent, 	the results obtained.
The 2018 survey included 55 questions, excluding demographics.  For questions 1-6 232 faculty responses were counted (see remarks below).  The highest level of participation for the balance of the questions was 278 respondents. Overall, this is a better outcome than the 2016 survey, which had 68 questions, excluding demographics, and reported just 172 respondents. The 2018 survey was available from the middle of December 2018 to the end of the first week of classes in January 2019.
The 2018 survey was conducted through Qualtrics, a leading online survey platform, for the first time. The use of this platform simplified the distribution, collection, and reporting of the survey. However, when the survey went live, there was a mistake in the first section. The mistake was corrected within 20 minutes, but 41 out of the 278 respondents did not have access to all the response options in the first six questions. These 41 respondents had the option of leaving the question blank, and many of them chose to do that. The committee decided not to remove those respondents, and instead remove their responses for those first six questions, but include the rest of their feedback.  The committee plans to continue using this platform after ironing out issues of this type for the next (2020) version.
Survey questions were posed using a 5-point Likert scale.  The lower value of 1 signifies “strong disagreement” or “very dissatisfied,” depending on the question.  The highest value is 5, indicating the respondent “strongly agrees” or is “extremely satisfied.”  The values of 2 and 4 designate one step back from the extreme values of 1 and 5, respectively.  The value of 3 represents “neutral” or “no opinion.”
Recommendations from the Committee. Based on the results of the survey and upon written comments, the Faculty Concerns Committee makes the following recommendations.  Administrators must find ways to boost faculty salaries. Obvious notions include redirecting money allocated to administration and athletics. Written comments also urge reductions in the cost of health care and access to the recreational center.  Faculty also expressed a desire for increased tuition benefits both at Greenwood and across the university.
The committee also recommends that administrators do a better job of explaining and communicating revenues and expenses within the budget process. For example, it became apparent during committee deliberations that athletic program revenues are not well understood.  Once the discussion turned to health care plans, it was obvious that administrators had done a poor job of fully explaining the various plans and costs, even though during the spring semester of 2018 administrators had spent valuable time using e-mails and town hall meetings to cover this important issue. 
Recommendations to the Committee. Written comments urged the Faculty Concerns Committee to reduce the length of the Faculty Morale Survey, eliminate the use of double negatives in the text of the questions and eliminate typographical errors.  Faculty also expressed exasperation due to the fact that the results of this survey do not seem to have any positive impact. 


The results of the Faculty Morale Survey for 2018 are detailed in the following pages, as presented here:
	Questions 1-6		Direction of the university	3
	Questions 7-22		Facilities and programs		4
	Questions 23-31	University policies		5
	Questions 32-46	Teaching loads and policies	6
	Questions 47-55	Services or benefits		7
	Demographics						8
	Written Comments Summary				9
	Written Comments					10
Please note that the software program inserted question numbers different from those used in the survey as drafted in Word.  So, after questions 1-6, the question number used by the software is presented in parentheses. Also, in this group of questions, the selection “agree” was supposed to have been stated as “strongly agree.” This typographical error will be corrected in the future. It did not appear in subsequent question groups.

Questions 1-6. How strongly do you agree/disagree with the following statements regarding the direction by which the University is moving?
Questions No. 1 asks respondents to rate the overall level of job satisfaction.  As shown in Table 1, the mean Likert value is 3.94 for the 2018 survey, which is higher than results posted for 2016. Almost 72% of those who completed this question selected the response “moderately agree” or “agree” with the statement regarding overall job satisfaction.  An examination of results by faculty rank does not change the overall result reported in Table 1.
When the results for this question are disaggregated by college, it appears faculty respondents in the College of Humanities and Public Affairs (CHPA) are neutral at best, with respect to overall job satisfaction.  The result for CHPA is a mean Likert of 2.97. Faculty in other colleges report a mean Likert of 4.0 or above. The mean Likert values for Question 1 are reported by college in Table 13, which appears near the end of this report.
Table 1.-Job Satisfaction. 2008-2018.
	
	Question 1 for 2018 and Question 68 in prior surveys
Overall, I am satisfied being a Missouri State University faculty member.
Likert Scale: 1=Very Dissatisfied 2=Dissatisfied 3=Neutral 4=Satisfied 5= Very Satisfied

	
	2018
	2016
	2014
	2012
	2010
	2008

	Mean Likert
	3.94
	3.68
	4.00
	3.93
	3.52
	3.74

	N
	232
	172
	249
	278
	404
	419



Question 2 asked faculty to characterize transparency of governance at Missouri State University. Over 66% of faculty agreed with the statement that University policies, priorities and decisions are made in a fairly transparent manner.  The breakdown is 36.4% “moderately agreed,” while 29.8% “agreed” with the statement. Only 10% of respondents selected “neutral.” The Likert mean value was 3.65.
Important components of university expenditures are definitely not in line with faculty expectations. The majority of respondents disagreed with the statements that too little funds were allocated to administration and athletics. The data are shown in Table 2.
Table 2.-Missouri State Budget. Questions 3 and 5.
	Missouri State University spends too little of its budget upon
	Mean Likert
	Strongly Disagree
	Moderately Disagree
	Total

	3. Administration
	2.17
	35.5%
	24.7%
	60.2%

	5. Athletic Services
	1.82
	50.4%
	23.0%
	73.4%



However, faculty were divided in their regard for expenditures for support services.  Question 4 asked faculty if Missouri State University spends too little of its budget upon support services.  About 25% expressed disagreement, while 35% expressed agreement with the statement. The neutral designation was selected by 41% of respondents. The mean Likert value was 3.15.
The issue of faculty salaries drew a strong response. As shown in Table 3, almost 90% of faculty disagreed with the statement that salaries at MSU are on par with peer institutions. Given the salary compression and lack of substantial raises at MSU, it would be unhelpful to interpret the result as indicating that salaries are higher than peer institutions. Only 7% of respondents selected the neutral option.
Table 3.—Faculty Salaries. Question 6.
	Missouri State University salaries are equivalent those of peer institutions
	Mean Likert
	Strongly Disagree
	Moderately Disagree
	Total

	
	1.70
	53.2%
	32.3%
	85.5%





Questions 7-22.  How satisfied are you with the following University facilities and programs?

These are questions 7 through 22.  The raw values were produced with numbers 1-16, so these designations appear in parenthesis next to the question number where appropriate.
The results presented in Table 4 show that faculty are generally satisfied with classroom facilities, personal offices and the like.  The column to the far right in the table sums the values appearing in the two center columns. Neutral responses ranged from 13% to 56%.
Table 4.-Facility Satisfaction.
	
	Mean Likert
	Somewhat Satisfied
	Extremely Satisfied
	Total

	7. (1) Classroom
	3.67
	42.3%
	23.3%
	66.6%

	8. (2) Personal office
	3.66
	35.9%
	29.%
	65.2%

	9. (3) Computer Services
	4.16
	30.7%
	47.4%
	78.1%

	10. (4) Facility Management
	3.27
	33.8%
	16.9%
	50.7%

	11. (5) Custodial
	3.41
	36.8%
	20.6%
	57.4%

	12. (6) Personal and Building Security
	3.78
	37.7%
	29.5%
	67.2%

	13. (7) Administrative Support
	3.58
	34.4%
	26.7&
	61.1%

	14. (8) Library Holdings
	3.77
	42.2%
	26.7%
	68.9%

	15. (9) Library Support
	4.10
	37.9%
	39.8%
	77.7%

	16. (10) Distance Learning
	3.62
	32.5%
	19.3%
	51.8%

	17. (11) FCTL
	3.77
	33.6%
	29.1%
	62.7%



Question 18 (data set question No. 12) asked about faculty development through sabbaticals and educational leaves.  Over half the respondents (i.e. 53%), selected the “neutral” option.  Satisfaction and dissatisfaction were split broadly and resulted in small values (not shown). 

Results for Questions 19 through 22 are reported in Table 5.  With the exception of Question 21 (Office of Sponsored Research), the results show faculty are dissatisfied with travel reimbursements and research support.  So, travel reimbursement and research support are important areas for discussion and follow-up. The neutral selection ranged from 14% to 56%.

Table 5.-Faciliy Dissatisfaction or Indifferent.
	
	Mean Likert
	Extremely Dissatisfied
	Dissatisfied
	Total

	19. (13) Reimbursement for attending conventions
	2.81
	22.1%
	24%
	46.1%

	20. (14) Support for research
	2.77
	18.2%
	26%
	44.2%

	21. (15) Office of Sponsored Research
	3.14
	5.6%
	11.3%
	16.9%

	22. (16) Travel reimbursement procedures
	2.80
	19.2%
	23.3%
	42.5%




Questions 23-31. How satisfied are you with University policies?

Except for two questions which are covered in a subsequent paragraph, faculty expressed satisfaction for university policies, as shown in Table 6.  Neutral response ranged from 17% to 38%.

Table 6.—Faculty Satisfaction with University Policies. Excluding Two Questions Regarding Money.
	
	Mean Likert
	Somewhat Satisfied
	Extremely Satisfied
	Total

	23. (1)  Degree to which the administration follows written University policies
	3.47
	32.2%
	18.6%
	50.8%

	24. (2) The manner in which policies are made for your school or college.
	3.20
	33.3%
	11.9%
	45.2%

	27. (5) The manner in which procedures by which department policies are made.
	3.37
	34.4%
	18.5%
	52.9%

	28. (6) The quality of performance feedback provided by the department head during scheduled performance reviews.
	3.66
	26.7%
	36.4%
	63.1%

	29. (7) Extent to which promotion and tenure criteria are defined and made known.
	3.86
	34.2%
	34.6%
	68.8%

	30. (8) Procedures by which promotion and tenure decisions are made.
	3.60
	30.2%
	27.9%
	58.1%

	31. (9) Extent of feedback regarding reasons for promotion and tenure decisions.
	3.62
	27.9%
	26.7%
	54.6%




Allocation of money is a contentious issue.  Questions 25 and 26 cover this issue:  Here are the questions:

	25. (3) The manner in which discretionary monies are used for equity.
	26. (4) The manner in which discretionary monies are used to reward merit.

Combining the selection of “extremely dissatisfied” with the selection of “dissatisfied,” brings the total to 41% of respondents indicating a level of dissatisfaction with the use of discretionary monies for equity adjustments to faculty salary, which is the subject of question No.25.The mean Likert value was 2.63 for Question 25.

For question No. 26, which covers a related issue, 51% of faculty respondents registered dissatisfaction, where the selections for “extremely dissatisfied” and “dissatisfied” are combined. The neutral response for these two questions averaged 35%.  The mean Likert value for this question was 2.34.



Questions 32-46. How satisfied are you with the value of the following services?

As shown in Table 7, perhaps the most prominent result of the survey is evidence of faculty discouragement with regard to compensation.  About 77% of faculty respondents indicated that salary prospects look dim. The neutral response was just 11%. Almost half indicated that pay for per-course faculty is too low.  Results for other questions listed in Table 7 show dissatisfaction with related issues.  Neutral selections for these questions averaged around 40%.

Table 7.—Faculty Discouragement Regarding Compensation.
	
	Mean Likert
	Strongly Disagree
	Moderately Disagree
	Total

	32. (1)  Prospects for salary increases look good
	1.87
	49.8%
	27.4%
	77.2%

	42. (11) Rate of pay for summer teaching (2.5 percent per hour) is adequate
	2.79
	15.5%
	22.5%
	38%

	44. (13) Compensation for per-course faculty is appropriate. 
	2.42
	26.1%
	23.3%
	49.4%

	45. (14) Faculty who teach an overload receive consistent compensation.
	2.50
	25.5%
	18%
	43.5%

	46. (15) Compensation for additional teaching responsibilities (e.g., GEP, Honors College) encourages participation.
	2.66
	19.9%
	21.9%
	41.8%



Table 8 results indicate faculty agreement with respect to the appropriate class size, teaching load, alignment of course topic with faculty skill or interest and the like. With respect to Questions 35 and 36, note that the neutral response was very low.
Table 8.—Faculty Agree Teaching Load and Committee Assignments Appropriate.
	
	Mean Likert
	Moderately Agree
	Strongly Agree
	Total

	33. (2) Class sizes for the courses I teach are conducive to student learning.
	3.21
	28.7%
	19.7%
	48.4%

	34. (3) My teaching load is acceptable.
	3.58
	30.6%
	29.5%
	60.1%

	35. (4) Assignment of classes are well-aligned with my interests and background.
	4.22
	31.3%
	51.7%
	83%

	36. (5) Assignment of courses is done with enough advance notice to prepare for each course.
	4.17
	27%
	52.5%
	79.5%

	40. (9) Committee assignments and duties are reasonable
	3.50
	40%
	19.7%
	59.7%

	41. (10) Academic advisement load is reasonable
	3.41
	30.1%
	19.3%
	49.4%



The results for other questions in this group vary considerably and are at times influenced by large portion of neutral selections. The results are summarized here:
	37. (6) My department has an adequate number of ranked faculty for the current number of 	students. Nearly half of the respondents (48.7%) felt this statement was not true. Mean Likert	 	=2.78.

	38. (7) Number of unranked faculty (e.g., instructor and clinical faculty) is appropriate for my 		academic program. 42.4% agreed! Mean Likert=3.12.

	39. (8) Use of per-course or unranked faculty in my department is appropriate. 38% disagree and 	36% agree. Mean Likert=2.98

	43. (12) Allocation of summer teaching is adequate 41% AGREED 33% neutral. Mean Likert=3.21

Questions 47-55. How satisfied are you with the value of the following services?
As shown in Table 9, faculty report satisfaction with the benefits listed, The combined values for “somewhat” and “extremely” satisfied are generally in the range of 50% to 60%. Although the level of satisfaction with leave benefits was just 42%, over 44% of respondents selected the middle or “neutral” opinion.

Table 9.—Faculty Satisfied with Benefits
	
	Mean Likert
	Somewhat Satisfied
	Extremely Satisfied
	Total

	47. (1) Life Insurance Program
	3.66
	43.8%
	17.9%
	61.7%

	48. (2) Medical Health Benefits
	3.27
	40.5%
	16.2%
	56.7%

	49. (3) Dental Benefits
	3.30
	42.8%
	13.5%
	56.3%

	50. (4) Vision Benefits
	3.23
	36.8%
	10.5%
	47.3%

	51. (5) Leave Benefits
	3.35
	29.3%
	12.7%
	42%

	52. (6) Educational Benefits Employees: Greenwood, MSU
	3.46
	28.9%
	21.5%
	50.4%

	53. (7) Retirement programs
	3.46
	34%
	16%
	50%

	54. (8) Services at Magers Health & Wellness Center
	4.08
	39%
	40%
	79%

	55. (9) Recreational service, facilities for faculty
	1.49
	26%
	24.1%
	50.1%




Although the main body of this report concludes here, other data appear elsewhere.  For example, demographics of the respondents are broken down by rank and college and appear on the following pages.  The mean Likert value for Question No. 1 Job Satisfaction is disaggregated by college on the following page.  Written comments are also summarized further below.
The actual survey results, overall and by rank and college, will be posted in pdf format on the faculty senate website.







Demographics of Respondents
The breakdown of respondents by rank and by college appears in Tables 10 and 11, below.
Table 10.--Respondents by Rank. N = 246.  Other = 0.
	
	Percent
	Count

	Tenured
	52%
	128

	Tenure track
	28.5%
	70

	Clinical
	4.5%
	11

	Instructor
	15%
	37

	Other
	0
	0

	
	                     Total  246



Table 11.--Respondents by College.  No response from Graduate College
	
	%
	Count

	College of Arts and Letters
	23.4%
	57

	College of Business
	11.5%
	28

	College of Education
	13.5%
	33

	College of Health and Human Services
	23.4%
	57

	College of Humanities and Public Affairs
	12%
	30

	College of Natural and Applied Sciences
	13%
	32

	College of Agriculture
	0.4%
	1

	Library Services
	2.4%
	6

	
	                   Total   244



Table 12.—Job Satisfaction 2018. Mean Liker Value by College
	Question 1 for 2018: Overall, I am satisfied being a Missouri State University faculty member.
Likert Scale: 1=Strongly Disagree 2=Moderately Disagree 3=Neutral 4=Moderately Agree 5= Agree

	CHPA
	CHHS
	CNAS
	COAL
	COB
	COE
	LIB

	2.97
	4.07
	4.03
	4.36
	4.07
	4.00
	4.50












Written Comments Summary

Table 13.--Written Comments by Category
	Salaries
	26

	Benefits
	10

	Other 
	17

	Teaching: course work, facilities, etc.
	6

	Expressions of contentment
	5

	West Plaines
	2

	Total
	66



Featured written comments are presented below.  Demographics appear in a subsequent section.
Salaries
	Load is too much to allow time for research. Heath insurance worse than I've had in the US. As 	an MSU faculty I ear 25% less than my peers in the Midwest and 35% than my peers in east and 	west coasts (not R1).
	Wages are compressed. There is little incentive to keep producing.
	The School of Nursing is a volatile environment. Workload is not equitable, and most staff and 	faculty are grossly underpaid and overloaded.
Benefits
	Foster Rec oddly discourages faculty use by those with families -- very different approach than 	taken at supportive institutions.
Other
	The University needs to do a better job and understanding various department needs instead of 	putting everyone in the same box. Not all degrees and programs function in the same as 	student/faculty ratios, as well as workload. PTR is inconsistent across departments.
Teaching
	We need to revisit the academic integrity policy. Where I taught before, the policy was 1st 	offence: permanent probation. 2d Offence: expulsion. It worked very well.
Expression of Contentment
	If you're asking about general satisfaction, I feel very supported, especially by my department 	head and colleagues.
West Plains
	Recent workload changes have dramatically decreased faculty morale on the West Plains 	campus.



Written Comments –Redacted for Various Reasons
All instructors/professors are suffering from the low salary.
We should be able to accumulate free MSU credits for ourselves or family -- seems a minimum after sub-par raises and benefits for so long.
We need to revisit the academic integrity policy. Where I taught before, the policy was 1st offence: permanent probation. 2d Offence: expulsion. It worked very well.
Load is too much to allow time for research. Heath insurance worse than I've had in the US. As an MSU faculty I ear 25% less than my peers in the mid west and 35% than my peers in east and west coasts (not R1)
Need more parking for faculty. If you made lot 37 blue parking for faculty, then faculty could have more designated spaces. Could also make more on parking passes for faculty.
Per course pay is exploitatively low.
We need more parking for faculty and students!!!!!!
This is the greatest job I have ever had. I love it!
College leadership is excellent. Departmental leadership is poor.
It would be nice to use FRC for free as a full-time employee
Consider offering faculty free memberships to the rec center. These small things do a lot for moral and may decrease health costs
I hope you understand that if people are dissatisfied with something, it's not clear if they want more of it or less of it based on your survey.
My biggest current source of stress is that facilities/maintenance in the building that has my office, research lab, and a classroom that I teach in every semester is about the worst you can imagine. The building (KGSX) has too many issues to count, and the MSU maintenance employees seem to do the absolute minimum to help (including, for example, replacing fans in the wrong direction in fume hoods, "repairing" things in the ceiling without covering sensitive equipment and samples to protect them from falling debris, and painting over wet, moldy ceiling tiles). The entire place is a health hazard and has been so for years with very little getting done about it.
Faculty salaries need attention. Saying we've fallen behind would be a misstatement as we've never caught up.
Faculty [with] multiple children at Greenwood should be allowed to use all of their allocated credit hours, not just half of them. Would encourage retention at Greenwood, and contribute to retention of faculty at MSU. the schools in Springfield are moderate at best, and the benefits as applicable to Greenwood are not very family/faculty friendly, especially as compared to other institutions that host lab schools.
The use of per course faculty appears to be getting excessive. More effective teaching could be accomplished via full time faculty appointments.
Because of when I was hired, my salary is low using CUPA. Want to leave as soon as fully vested.
I miss the response option "cannot respond"
I think the university is well and honestly administered
In regards to conference reimbursement, our department does not reimburse for meals. It would be a great benefit if faculty received a discount for the CDC.
Good grief. You need to look at the research on negatively worded items. DON'T USE THEM. Those items that ask "The Univer spends too little money. . ." are horrible. Negatively worded items are not necessary. That's research from the 60s. Also, this questionnaire is way too long.
Nothing additional to add except I am in my first year at MSU and don't have a lot of experience yet with many of these items.
Foster Rec oddly discourages faculty use by those with families -- very different approach than taken at supportive institutions.
The university continues to emphasize "credit hour production" over learning; the extremely high minimum enrollments hinder learning in the humanities and make it hard for smaller departments to offer a range of upper-level courses.
If we want tenure track faculty to succeed, they need adequate space, facilities, and resources. They do NOT have that.
Work loads are unequal and little oversight or correction is given to this inequality in my department.
My FML was a nightmare. Our HR personnel made it terrible and I had to use all of my *only recently awarded* sick leave after being told by HR I would receive a semester of paid leave.
Compensation for overloads, equity pay, merit pay, honors course pay, etc. extra pay, are non-existent in my department. Is anyone getting these?? If so, why do some department/college faculty get this and not others? And why are award amounts now only bonuses and not permanent additions to salary?
Every year we face one or more crises threatening the elimination of our program. The administration gives no hint of support, and indeed, to all appearances makes matters worse. The stress this induces is untenable.
Faculty Salaries are falling behind peer institutions. We can't find anyone qualified for what we are willinv to pay.
Travel reimbursement is out of touch with the reality of our job and is an incredible burden for those of us that travel or engage in experiential learning for our students. needs major work.
compensation and expense reimbursement in the study away program are abhorrent.
Administration's disregard for the policies and promises made for paying $55 per student for teaching online is reprehensible and feels like we've been lied to and hoodwinked.
I appreciate being asked for these responses, but I have never seen any outcomes or actions from this. Transparency with this process would be nice.
Recent workload changes have dramatically decreased faculty morale on the West Plains campus.
Faculty having to pay for the Health Center is silly. Pay is woefully below comparable institutions.
Wages are compressed. There is little incentive to keep producing.
If a policy indicates a clear progression of action, that progression should be followed.
The School of Nursing is a volatile environment. Workload is not equitable, and most staff and faculty are grossly underpaid and overloaded.
Why do we even bother with this survey anymore? The admin never does anything about the conditions here. You're basically wasting our time.
MSU is so far behind the curve of national salaries!
The University needs to do a better job and understanding various department needs instead of putting everyone in the same box. Not all degrees and programs function in the same as student/faculty ratios, as well as workload. PTR is inconsistent across departments.
Is there any way to get a real health insurance that's not made up just for us, like United Healthcare or the other national ones? Can some infertility issues be covered like basic ultrasounds and lab tests?
I have no knowledge of some things; there should be a button to choose that option, rather than "neutral."
The major things that would make me leave my job are a lack of raises and the medicial insurance. I carry the insurance for my family and the cost increase this year makes it almost impossible to live off of this salary.
Faculty salary increases are a low priority at this university. Everything else, including the huge amounts we pay to fund a truly terrible football program, take precedence over the key reason we have a university -- the faculty.
This university gives lip service to shared governance. Faculty input is solicited but not used.
Raises should be by $$ and not %, otherwise more senior personnel, no matter how shitty, get larger raises
There's really nothing that can be done to drastically improve faculty morale that either doesn't cost a ton of money (which we will never have) or that isn't already done, in my opinion. Funding is going to be the only way that faculty morale can drastically improve. That said, I'm alright with working here. It may not be as good as some places, but it's better than others. There's enough to like to make me want to stay, but it's very frustrating to see so much marching in place, and so many cans kicked down the road year after year.
In general? Survey development - this question is confusing - comment on what? If you're asking about general satisfaction, I feel very supported, especially by my department head and colleagues.
teaching loads are not equitable across faculty in our department
Faculty are underpaid relative to peer institutions.
Craig Hall is long overdue for renovation.
Inequity ofsalary among colleges is a major problem. If tow separate programs have been identified as destination programs, why is one paying its approximately faculty 30-40K more per year than another.
Teaching loads need to be evaluated better by dept heads. There are some faculty that teach well below their required amounts, yet may make more money that others.
I wish there was financial support for pursuing one's PhD. I wish our building was MUCH cleaner (it's embarrassingly dirty). I wish the faculty discount at the Bookstore was higher. HOwever, I love my job.
Fee credit wavier should not carry an age restriction for dependents, this is not a benefit to faculty who have older children
Why notmake recreational/exercise more available to faculty given the health benefits and the self-insured nature of our health plan? Also the barriers/redundancy in SOFAC are so cumbersome that student organizations may be discouraged from being involved.
I checked "neutral" to the question about department head because he just started and has not done any annual reviews. However, I thing he is excellent and look forward to continuing to work with him.
I'm very concerned about the secretive and heavy-handed way that the new workload policy was forced upon MSU - West Plains faculty and the misleading comments from administrators in the News-Leader regarding that process. The Administration's behavior has damaged campus morale and instituted a permanent atmosphere of distrust.
The university needs to put its money where its mouth is. It cannot say from one side that it values faculty, while from the other is holds out on salary increases.
I don't believe instructors receive adequate compensation.
Faculty salaries are a disgrace. Faculty is not valued at this institution.
We MUST increase salaries in order to keep quality Asst. Professors here
I wish Administration would pay attention to negative reviews of deans/department heads and do something about them!
I only answered neutral on the previous points because I haven't had experience with them.
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