
 

 

Dear President Tiefenthaler,  

 

The Diversity and Equity Advisory Board was tasked to develop recommendations for Faculty and Staff 

Retention and Thriving. We present the following Recommendations. 

 

DEAB Recommendations for Employee Retention and Thriving 

 

1. Enhance Exit Interviews for faculty and staff 
Enhance exit interviews to include independent interviewers 3-6 months after faculty and staff leave [outside 

firm or the Ombudsperson]. Separate from HR and the Dean’s Office  

Faculty retention:  

The College needs accurate data about faculty retention. Some of these data may well be readily available. 

However, we should implement a policy of exit interviews for all faculty leaving the College to determine more 

precisely just why individuals choose to leave. This will also help the institution determine the extent to which 

there may be special problems relating to the retention of diverse faculty. The interviews should be conducted 

independently from the academic department, and separately from interviews from the Dean’s Office and 

Human Resources.  

 Feedback possibly anonymous  

 Conducted by an independent person / agency  

 

2. Faculty Review Process (third year and tenure)  
The faculty personnel review process, at every level, should be made absolutely clear, and each stage of the 

process should be as transparent as possible. 

Department Chairs and Program Directors:  

Because they play such a central role in the faculty personnel review process, department chairs and program 

directors should be held responsible for doing as good a job as possible in this domain. To this end, chairs and 

directors should receive professional, serious and effective training in personnel matters. Chairs and directors 

should also receive compensation for their work that fully reflects the importance and challenges of this work: 

this may require additional blocks of release from teaching responsibilities and/or additional salary for the work 

of chairing and/or directorship.  

 Continue to refine and improve the process and clarity/transparency to the faculty  

 Enhance chair and program director training  

 

3. Enhance Professional Development for faculty and staff  
Faculty Scholarship and Teaching Support: 

The College should undertake a full review of institutional support for scholarship, creative, and teaching work 

across the disciplines. The goal of such a review would be finding a balance that is equitable and fair. Faculty in 

“well-endowed” departments, for example, should not thereby reap unfair rewards because of special 

possibilities for institutional support for scholarship, research and teaching.  



Professional Development  

a. We recommend that the college provide resources for groups of faculty, faculty and staff, and/or staff to 

attend a conference or workshop on a strategic topic for the college. The group will be provided the financial 

and time resources to attend and upon return would apply what they learned, and develop ideas and strategies 

for tackling the topic. The group would ‘learn’ together, ‘work’ together and create a ‘solution’ together. This 

approach to group professional development with a defined required outcome that supports a strategic priority 

of the college is a win-win for the group and college. It provides a professional development opportunity for the 

individual, and it builds community and collaboration across the college with cross-functional groups, faculty, 

and staff. In addition, a strategic priority is addressed. The strategic priority could be around diversity and 

inclusion, but would not be limited to those topics.  

b. We recommend creating a platform for faculty and staff to share the accomplishments with the broader 

community. Build on the success of the CC authors annual event, and create a place where faculty and staff 

could share their scholarship (links to articles, conference papers), presentations, art, multimedia, etc. This 

would allow the community to share individual accomplishments and allow the community to get to know 

itself.  

c. We recommend creating a post-tenure/mid-career leadership development program for faculty who are 

interested in academic administration. The program might include financial and human resources to attend a 

leadership development institute (HERI, Harvard, Center for Creative Leadership, etc.), time to shadow on-

campus leaders, a stipend for participating, books and other resources. The program could span one to two years 

and include a strategic project that the person works on during the program and that is a priority for the college.  

d. We recommend developing a network of coaches and mentors at the college who could be resources to 

faculty and staff who aspire to be leaders.  

e. We recommend developing templates for faculty and staff to use to develop individual professional 

development plans that would be shared with supervisors, coaches and mentors.  

 

Questions that arose on DEAB discussion regarding professional development:  

o When should/can faculty and staff be paid to participate in professional development?  

o What is or is not above and beyond someone’s job description that would signal compensation for doing the 

“extra” work or “extra” development? Where does service to the college fall in this question for both faculty 

and staff?  

 

These questions were of particular concern to staff, and may require revisiting staff job descriptions and the 

language “other duties as assigned” when determining stipend incentives for professional development. 

 

4. ID Program Faculty Review Committees   
Faculty hired into one of the ID programs need to have their personnel review committee established before the 

new hire arrives on campus. This does not always occur for new faculty hires in ID programs which results in 

confusion and uncertainty about the review process for these hires.  

 

5. Additional Course Relief for new tenure track faculty hires 
Give faculty in their first year one block of course release to sit in on one or more courses for the purpose of 

coming to understand the block plan from the inside and to meet with more senior faculty about issues relating 

to teaching. The DEAB recommends that the College provide one block course relief for first year faculty, with 

option to apply for an additional block of course relief for teaching development in second year. 

6. Faculty and Staff Searches  

Continued recruitment of faculty and staff with the goal of enhancing campus diversity and inclusion also fosters a 

diverse and inclusive environment for the retention and thriving of existing faculty and staff. 

We recommend further development of assessment tools and processes to evaluate Human Resources and Dean’s 

Office consultation on searches and the search process by the hiring department. Human Resources (for staff 

searches) and the Dean’s Office (for faculty searches) consult with search teams to make sure that team members are 

aware of fair and legal pre-employment questions that committees may ask and how best to learn about an 



applicant’s experience, knowledge, and abilities if such information is not self-evident. However, this collaboration 

and guidance may not occur consistently. We recommend that this process be consistently utilized and that there are 

mechanisms in place to ensure that all members of a search team receive diversity training and understand 

appropriate search processes and practices. Mechanisms should be developed to assess the effectiveness of the 

consultation.  

Enhance the search process for diversity and inclusion by: 

 Reviewing and revising questions asked during phone and on-campus interviews that are related to diversity 

and inclusion topics. Provide sample questions to search committees along with context as to why the 

questions are suggested and what types of responses to look for from interviewees  

 Reviewing and revising on-campus search experience  

 Providing search committee preparation for diversity and inclusion aspect of a search  

 Developing a mechanism to survey all candidates who apply for and are interviewed for positions and their 

experience with the college’s search processes; especially those who come to on-campus interviews [Metro 

State example]  

 


