
REJECTED
These scholars were denied tenure.  

Could they move on?

March 18, 2022
$7.99

C

https://www.chronicle.com/


Passion for life,
meet money for life
Follow whatever calls you and leave your retirement to us. 
Guaranteed lifetime income means money when you need it, 
for however long you need it. Visit TIAA.org/NeverRunOut

Annuity contracts and certifi cates are issued by Teachers Insurance and Annuity Association of America (TIAA), New 
York, NY. Any guarantees under annuities issued by TIAA are subject to TIAA’s claims-paying ability. 1720338

https://www.tiaa.org/public/retire/financial-products/annuities/monthly-income-for-life


FIRST READS

Town-Gown Tangle
Berkeley predicted it would have to slash enrollment  
by thousands. Not so fast.  6

The Essay That Prompted a Revolt
Editors resigned from a law journal rather 
than be associated with an article on sex and language.  8

Defunding a Curriculum
Republican lawmakers target gender studies 
at the University of Wyoming.  10

An Increasingly Educated America
The share of adults who earned a bachelor’s degree  
or higher rose to 37.9 percent last year.  12

INSIGHT

The Great Pause
After so much pivoting, we need time to rethink our approach 
to higher ed on every level.
ADVICE  CATE DENIAL, CLARISSA SORENSEN-UNRUH,  
AND ELIZABETH A. LEHFELDT  40

The Peril of the Generic College
Many colleges try to look like everyone else  
when differentiation is the secret to success.
ADVICE  AARON BASKO  42

The Increasingly Authoritarian War on Tenure
Right-wing attacks on the professoriate are divorced  
from evidence.
THE REVIEW  JENNIFER RUTH  44

CAREERS

The Path to Full Professor
How to decide when (and whether) to seek promotion  
to the top faculty rank.
ADVICE  DANA S. DUNN AND JANE S. HALONEN  46

INDEX of jobs by category and region.  49

JOB LISTINGS  50

GAZETTE  54

chronicle.com   |   Volume 68, Number 14   |   March 18, 2022

Cover illustration by Harry Haysom for The Chronicle

Rejected
These scholars were denied tenure.  
Could they move on?
OYIN ADEDOYIN, SAHALIE DONALDSON,  
CHELSEA LONG, AND ABBI ROSS 

FEATURES

14

MARCH 18,  2022 3

Teaching a Sea of Students
Big classes have a bad reputation.  
Here’s how to make them better.
BECKIE SUPIANO

22
The Redemption  
of Frederick Shegog
What a six-time dropout learned about 
getting through college.
ERIC HOOVER

28 29,869 TOTAL 
POSITIONS 
ONLINE  
jobs.chronicle.com

THE CHRONICLE OF HIGHER EDUCATION (ISSN 0009-5982) IS PUBLISHED BIWEEKLY (EVERY OTHER WEEK) JANUARY THROUGH NOVEMBER AND MONTHLY IN DECEMBER, 25 TIMES A YEAR, AT 1255 TWENTY-THIRD STREET, N.W., WASHINGTON, D.C. 20037.  
SUBSCRIPTION RATE: $119.00 PER YEAR (DIGITAL) AND $139.00 PER YEAR (PRINT PLUS DIGITAL). PERIODICAL POSTAGE PAID AT WASHINGTON, D.C., AND AT ADDITIONAL MAILING OFFICES.

© 2022 THE CHRONICLE OF HIGHER EDUCATION INC. THE CHRONICLE OF HIGHER EDUCATION® IS A REGISTERED TRADEMARK OF THE CHRONICLE OF HIGHER EDUCATION INC.  
REGISTERED FOR GST AT THE CHRONICLE OF HIGHER EDUCATION INC. GST NO. R-129 572 8 30. POSTMASTER: SEND ADDRESS CHANGES TO THE CHRONICLE OF HIGHER EDUCATION, P.O. BOX 85, CONGERS, N.Y. 10920.   

THE CHRONICLE RESERVES THE RIGHT NOT TO ACCEPT AN ADVERTISER’S ORDER. ONLY PUBLICATION OF AN ADVERTISEMENT SHALL CONSTITUTE FINAL ACCEPTANCE OF THE ADVERTISER’S ORDER.



FROM THE EDITORS

4 THE CHRONICLE  
OF HIGHER EDUCATION 

“GOD AND GRIND.” That’s what Frederick Shegog says when people ask him how, after years of ad-
diction and homelessness, he managed to graduate from college when six previous attempts had 
ended with his dropping out. But religion and grit alone can’t explain Shegog’s achievement. His 
journey from eating out of trash bins to earning a 3.8 GPA and a spot in Omicron Delta Kappa, a 
national honor society, speaks to a larger truth: Behind almost every student who beats the odds 

is a network of mentors and supporters.
Higher education is awash in talk of student success. But we often discuss it in 

ways that are bloodless and abstract — procedural and tactical, not human and 
individual. In this issue, Eric Hoover tells a different kind of story about student 
success.

Shegog, 38, “lost his 20s in a blur of booze, rehab centers, shelters, psych wards, 
lost jobs, and bad relationships,” Eric writes. But he never lost his gift for forging 
and sustaining relationships. “Freddie’s Village,” Shegog calls them. There’s the 
girlfriend who believed in him when Shegog didn’t believe in himself, the teach-
er who first took him seriously as a writer and a public speaker, the counselor 
armed with advice and resources, and many others. They kept Shegog on track.

“Reinvention, redemption, rebirth. College promises disadvantaged students 
such things but offers them no guarantees,” Eric writes. “Why some succeed and 

others fail might seem like a question of who has the goods — intelligence, say, or grit — and who 
doesn’t. But that’s not the truth.”

The truth for Shegog, and for so many others, is that they have intelligence and grit. What they 
lack are connections, guides, and advocates — what economists call “social capital.” As Eric puts 
it: “How hard you try in college is important, but so, too, is who you know.”

 —EVAN GOLDSTEIN, MANAGING EDITOR
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THE WARNINGS were dire. Just weeks be-
fore letters of acceptance were scheduled 
to be mailed, the University of California at 
Berkeley would have to slash new enroll-
ments by one-third, or 3,050 seats it had 
planned to fill for the coming fall.

The flagship campus predicted a devas-
tating impact on hard-working students 
who had earned a place at Berkeley. Gov. 
Gavin Newsom of California warned on 
Twitter that “thousands of dreams will be 
dashed.”

Within days, just like fog over the Bay 
Area starting to lift, the numbers came into 

clearer focus. Berkeley would be able to ac-
cept nearly all of the California applicants 
it had planned to admit without running 
afoul of a court order to cap enrollment at 
2020-21 levels. But that order, which was up-
held by two appeals courts, would require 
some last-minute compromises that would 
be painful to swallow.

“Under our mitigation plan, we will offer 
admission to roughly the same number of 

new undergraduates as we had previously 
planned,” Olufemi Ogundele, associate vice 
chancellor for enrollment and dean of un-
dergraduate admission at Berkeley, wrote 
in an email to The Chronicle. “It is just that a 
subset will not be offered fall in-person en-
rollment but rather fall online enrollment 
or enrollment starting in January with the 
spring semester.”

So how did the headlines change so 
drastically?

First, the university’s predicted enrollment 
cut turned out to be an overestimate. Berkeley 

officials, who provided their initial pre-
dictions hours after the California 

Supreme Court had denied the 
university’s appeal and after it 

had been widely reported as in-
evitable that thousands of students 

would be turned away, said “careful 
analysis” of the data had led them 

to a different number. It was ac-
tually 2,629, not 3,050, under-

graduate on-campus seats 
that would have to be removed 

this fall.
Then, rather than slash the rough-

ly 2,600 seats, as it had announced 
it would have to do, the universi-
ty decided to offer about 1,000 stu-
dents the chance to attend Berke-
ley as long as their first semester 
was online. And 635 more — most-
ly transfer students — could enroll, 
but they would have to defer until 
next spring. Berkeley would whittle 
down in-person enrollment fur-
ther by clarifying the enrollment 
status of hundreds of students in 
off- campus programs and by en-

couraging students who are taking longer 
than usual to graduate to finish quickly. In 
the end, under a mitigation plan that contin-
ues to be fine-tuned, Berkeley would end up 
turning away only about 400 students it had 
planned to admit. Most of them would be 
graduate students in professional programs.

Four hundred is a far cry from 3,000. Still, 
the shift, for more than 1,500 undergrads, to-
ward an online fall semester or spring deferral 

will no doubt be disruptive and disappointing 
to those who would otherwise have been wel-
comed in person in the fall. March 24 is the 
deadline by which the university will be mail-
ing out letters telling students whether they 
were admitted in person for the fall, remote 
for the fall, or in person for January 2023.

The enrollment changes became inevitable 
when the state’s Supreme Court this month 
affirmed a lower court’s order that Berkeley 
freeze enrollment at 2020-21 levels, which 
were already low because of the Covid-19 
pandemic. The case stemmed from a lawsuit 
filed in 2019 by a group called Save Berke-
ley’s Neighborhoods. It argued that Berke-
ley hadn’t adequately considered how its en-
rollment growth in recent years had affected 
housing prices, traffic, crime, and noise in 
surrounding neighborhoods.

The group’s president, Phil Bokovoy, ac-
cused the university of exaggerating the 
impact of an enrollment cap by warning, 
until its estimates changed, that thousands 
would be turned away. The university knew 
that moving some students online or adopt-
ing other mitigation strategies were options, 
he said. “This wasn’t a light-bulb moment.”

Berkeley’s revised plan for the coming fall 
already makes in-state residents a priority; 
they are expected to make up about 90 per-
cent of on-campus freshmen. This year Cal-
ifornia residents compose 73 percent of the 
university’s total undergraduates.

“It was really important to us that we pri-
oritize California-resident students over 
those from outside of the state when it 
comes to offers for fall in-person admis-
sion,” Ogundele said. “We also have, for 
years, had a pledge to enroll one transfer 
student for every two freshman students, 
and we are committed to meeting that 
pledge for the fall in-person enrollment.”

The university is also keeping an expand-
ed waiting list in case a legislative solution is 
enacted before May 1. One bill supporters are 
trying to rush through would exempt hous-
ing developments at public universities from 
the kind of environmental-review process the 
Berkeley-neighborhood lawsuit is based on. 
 —KATHERINE MANGAN
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KATHLEEN STOCK’S ESSAY in the latest issue 
of Law and Contemporary Problems was 
controversial before she even wrote it. Last 
summer eight student editors resigned from 
the journal, which is published by Duke 
University’s law school, rather than be as-
sociated with the essay. The remaining 
student editors elected not to work on the 
issue in protest, and they voiced their ob-
jections in a note appended to the journal’s 
masthead. The proposed topic, along with 
Stock’s reputation, was enough to prompt a 
staff revolt.

The essay, titled “The Importance of Re-
ferring to Human Sex in Language,” is part 
of the journal’s “Sex in Law” special issue, 
which is dedicated to the “high-stakes, 
highly polarized” debate surrounding how 
sex is defined by courts and legislatures. In 
it, Stock, who until last fall was a professor 
of philosophy at the University of Sussex, 
in England, argues against what she calls 
“sex-denialism.” The core of her case is the 
following: “Though it is normally polite and 
desirable to observe the preferred descrip-
tors and pronouns of trans people in inter-
personal contexts, there are times when 
literal and accurate reference to actual sex 
is important.” Among the times she cites: 
medical settings, sports teams, and prisons. 
Stock insists that “the concept 
woman does vital cognitive 

work that simply could not be done were the 
concept changed to refer to gender identity 
or social role.”

It’s hard to imagine a more opportune — 
or a more fraught — cultural moment for a 
conversation about sex and the law. State 
legislatures around the country are consid-
ering, or have passed, bills related to trans-
gender participation in sports or to medical 
procedures for transgender youth. Mean-
while, Lia Thomas, a transgender woman 
on the women’s swim team at the Univer-
sity of Pennsylvania, has sparked a nation-
al debate about fairness and inclusion, and 
has placed the NCAA’s shifting policies un-
der intense scrutiny.

Dylan Jarrett believes that Stock’s argu-
ment is wrong, poorly argued, and dan-
gerous. Jarrett, a third-year law student at 
Duke, resigned as editor in chief of the jour-
nal last June because of Stock’s proposed 
essay (according to the note on the journal’s 
masthead, students do not select articles 
for special issues, though they are normal-
ly involved in editing and producing issues). 
In her resignation letter to the faculty edi-
torial board, Jarrett predicted that the es-
say would be a “direct attack on transgen-
der people and their identities.” Now that 
she’s read what Stock wrote, Jarrett says 

her fears have been confirmed. “I 
think it’s really clear that this 

is not scholarship — it’s transphobia,” she 
says. “It’s a bad article. It’s badly written. It’s 
badly argued. It’s embarrassing that Duke 
would publish something like this.”

Stock has been the subject of protests be-
fore, including close to home. She resigned 
from the University of Sussex last fall after 
some students there objected to her con-
tinued employment, hoisting banners with 
messages like “Stock Out” and “No Terfs 
on our Turf” (the acronym TERF stands for 
trans-exclusionary radical feminist and is 
generally considered derogatory). Stock has 
said she left her position after the police 
suggested that she would need bodyguards 
on campus and advised her to install secu-
rity cameras at her home. “This has been an 
absolutely horrible time for me and my fam-
ily,” she tweeted last October. “I’m putting it 
behind me now.”

In an email, Stock said her critics had of-
fered “unspecified claims about harm done 
by my conclusions” and encouraged those 
bothered by her essay to write a detailed re-
buttal.

Jarrett placed blame on Doriane Cole-
man, a law professor at Duke and the chair 
of the journal’s editorial board. She was the 
special editor, along with Kimberly Krawiec, 
a law professor at the University of Virgin-
ia, of the “Sex in Law” issue in which Stock’s 
essay appears. Coleman, a former compet-
itive track athlete, has become known for 
her scholarship on sex and sports. In a 2017 
essay, published in Law and Contemporary 
Problems, Coleman wrote that if compet-
itive sports are divided based on gender 
identity rather than biological sex, “female 
athletes would almost always lose to males 
and both sport and society would lose many 
of the practical and expressive benefits that 
inure from including and celebrating fe-
males in competitive sport.”

In an email, Coleman said she was reluc-
tant to respond to the criticisms from stu-
dents directed at her or Stock. “I don’t want 
to get into a fight with anyone about this,” 
she wrote, adding that her work “reflects my 
view that transgender women are who they 
say they are and should be treated in life 
and in law with the same care and respect 
as everyone else.”

The backlash to Stock’s essay wasn’t un-
expected. “In this suffocating context, I 
definitely count as a heretic,” Stock writes 
in a book she published last year. “And that 
suits me fine.”  — TOM BARTLETT

ILLUSTRATION BY THE CHRONICLE; PHOTO BY LOUISE HAYWOOD-SCHIEFER, REDUX
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LEGISLATION TO DEFUND gender and wom-
en’s studies at the University of Wyoming 
has stoked faculty fears about how far law-
makers will go to stop public colleges from 
teaching courses they don’t like.

The Wyoming Senate voted last month to 
pass a budget amendment that would pre-
vent the university from using state money 
for its gender and women’s studies program 
and courses, a move that would effective-
ly eliminate them. While a version of the 
amendment died in the state’s House and 
its future is unclear, the mere possibility of 
its passage has left some Wyoming profes-
sors shaken by what they see as an infringe-
ment on their academic freedom.

“This amendment is incredibly ideolog-
ical,” said Michelle Jarman, an associate 
professor of disability studies who serves as 
associate director of the gender and wom-
en’s studies program. “It’s basically saying 

that one person’s belief system should dic-
tate an entire university curriculum, and 
that is dangerous ground.”

Jarman and other faculty members have 
begun a letter-writing campaign to pres-
sure legislators not to pass the amendment. 
They also hope to start planning a march to 
Cheyenne, the state’s capital.

Edward Seidel, the university’s presi-
dent, and Kevin Carman, the provost, said 
in a statement that they disagreed with the 
Senate’s vote and would continue monitor-
ing the issue as the state-budget process 
moves forward.

The amendment’s Republican sponsor, 
Sen. Cheri Steinmetz, and other proponents 
believe the program perpetuates a progres-
sive agenda and is “training activists,” as 
Steinmetz said. Another supporter said gen-
der and women’s studies is “an extremely 
biased, ideologically driven program” with 

no “academic legitimacy.”
As a field, women’s and gender stud-

ies has activist roots. The discipline, 
born out of the civil-rights movement, 

centers critical thought and discus-
sion about gender dispar-
ities and discrimination. 
Gender studies has long 
been a political football for 
critics who claim that col-
leges are teaching subjects 
without academic merit.

But faculty members in 
the program argue that 
women’s and gender stud-

ies is an essential discipline 
— not only in and of itself, but because it in-

forms so many others.
Gender and women’s studies at Wyo-

ming is housed in the School of Culture, 
Gender, and Social Justice, which is part 

of the College of Arts and Sciences. Its af-
filiated scholars teach across multiple 

disciplines, including Native Ameri-
can and Indigenous studies, African 
American diaspora studies, Latinx 

studies, and American studies.
So a threat to the program could have 

wider implications. If the amendment went 
through, Jarman wondered, could those 
faculty members lose their positions, too?

“We have a long theoretical tradition 
that many other disciplines draw from — 
voices that have provided lenses that have 
allowed other fields to question their own 
biases,” Jarman said. “This is an attempt to 

erase very important work.”
The Senate’s amendment would block 

any “general funds, federal funds, or oth-
er funds” within the university for “gen-
der-studies courses, academic 8 programs, 
co-curricular programs, or extracurricular 
programs.”

Jacquelyn L. Bridgeman, a professor in 
Wyoming’s College of Law and director 
of the School of Culture, Gender, and So-
cial Justice, said she was troubled by how 
vaguely the amendment was written. In 
fact, she said, its language could apply to all 
academic and extracurricular programs.

“Gender studies touches almost every sin-
gle class taught at the university,” she said. 
“I teach employment law. Can I no longer 
teach sexual harassment or gender discrim-
ination in class? I teach family law. Can I no 
longer teach same-sex marriage? Anything 
having to do with the study or discussion of 
gender — does that fall under that law?”

That apparent breadth could raise a con-
stitutional issue, Bridgeman said, even 
though the Legislature has the authority to 
appropriate higher-education funding. She 
believes the legislation violates both the 
First and 14th Amendments.

Even if the amendment isn’t enacted into 
law, Sen. Chris Rothfuss, a Democrat, said 
that he was concerned about the precedent 
set by legislators seeking to block what the 
university can teach. If a law could defund 
gender studies, Rothfuss asked, what would 
stop legislators, in Wyoming or elsewhere, 
from banning any subject they dislike?

Rothfuss’s question is what worries Kris-
ten M. Barber, an associate professor of so-
ciology and former director of women’s and 
gender studies at Southern Illinois Universi-
ty at Carbondale.

“I’m scared that as history departments 
get cut, as gender studies and race stud-
ies and ethnic studies become underfund-
ed or under attack, we lose historical and 
current conversations about marginalized 
people and their experiences of the world,” 
Barber said.

Students often see themselves and their 
lived experiences in the classes, Barber said, 
giving the courses a natural appeal.

“The students who come through these 
classes, they’re not scared of what they’re 
going to be taught in gender-studies class-
es,” Barber said. “They’re not the ones mak-
ing these decisions.” 
 — CHELSEA LONG AND ABBI ROSS

Defunding a curriculum

‘Dangerous Ground’
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NEW DATA from the U.S. Census Bureau shows that the share of adults 25 

and up who earned a bachelor’s degree or higher rose to 37.9 percent last 

year.

That’s up 7.5 percentage points from 2011, when the share of adults in that 

age group with at least a bachelor’s degree was 30.4 percent.

The educational-attainment data, released last month, paints a picture of an 

increasingly educated America. For adults 25 and up, high-school completion 

rates were at 91.1 percent in 2021, up from 87.6 percent in 2011. And the share 

of adults 25 and older with associate degrees rose from 9.5 percent to 10.5 

percent between 2011 and 2021.

During the same time period, the number of people whose highest level of 

education was a master’s degree was up by 50.2 percent, while the number of 

doctorate-degree holders increased 54.5 percent.

The data also provides a look at adults that some colleges are focused on 

recruiting: people with some college under their belt, but no degree. In 2021, 

that group of about 33.5 million people made up nearly 15 percent of adults 25 

and up.

Learn more about the highest levels of education for adults 25 and up and 

the adults who “stopped out” on the path to earning a degree below:
— AUDREY WILLIAMS JUNE

Education attained

An Increasingly Educated America

The Highest Level of Education 
Nearly one out of four adults age 25 and older had a bachelor’s degree as their highest  
degree in 2021, up from 14.3 percent a decade ago. 

Less than a 
high-school 

diploma

Note:  In 2015, post-bachelor’s graduate student was no longer recorded. Data reflects the noninstitutionalized  
population, excluding members of the armed forces living in barracks.

High-school 
diploma/

GED

Some college, 
no degree

Associate 
degree

Bachelor’s 
degree

Graduate 
school, no 
master’s  
degree

Master’s/ 
professional/

doctorate  
degree

Some College, No Degree 
There were 33.5 million adults 25 and up who completed some college but didn’t earn a  
degree in 2021, down from 34.2 million in 2011. Most attended college for one or two years. 

Less than one 
year of college,  

no degree

Note:  Data reflects the noninstitutionalized population, excluding members of the armed forces living in barracks.

One year  
of college,  
no degree

Two years  
of college,  
no degree

Three years  
of college,  
no degree

Four or more 
years of college, 

no degree

Source: U.S. Census Bureau, Current Population Survey’s Annual Social and Economic Supplement 

More Americans With Bachelor’s Degrees or Higher 
The share of adults 25 and up from the following racial/ethnic groups who had earned  
at least a bachelor’s degree increased since 2011.

Non-Hispanic white

Note:  Data reflects the noninstitutionalized population, excluding members of the armed forces living in barracks.

Black Asian Hispanic

2011 2021

2011 2021 2011 2021

Top Occupations
Service jobs were the most common occupations for adults 25 and up with some college 
and no degree in 2021. The largest share of bachelor’s-degree holders held professional 
jobs.

Service Office and  
administrative

Management, 
business,  

and financial

Professional  
and related

Sales and related

Some college, no degree Bachelor’s degree

Note:  Data reflects employed, civilian members of the noninstitutionalized population. 
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Rutgers is adding to its world-renowned health care faculty

Champions for Health

Rutgers has brought together some of the finest minds in 

health care to confront humanity’s most urgent challenges.

These researchers are leading discoveries across the spectrum 

of human health, from genomic psychiatry to infertility and 

so much more, with results that will save lives. As one of 

America’s largest and most comprehensive university-based 

centers for health care, Rutgers is continually investing in itself 

to inspire innovation and enhance the quality of life for all.

This joining of minds is part of a relentless  

pursuit to advance the human condition.  

In the last five years, Rutgers has:

 • Grown its biomedical and health sciences  

research awards by nearly 80%

 • Set out to build New Jersey’s most comprehensive 

Academic Health System with its clinical partner 

RWJBarnabas Health

 • Established New Jersey’s first clinical and  

translational science hub, launching numerous  

clinical trials and aiding in leading-edge  

research on COVID-19

 • Led discoveries in areas like the microbiome, 

tuberculosis, and oncology

Nataki Douglas, M.D., Ph.D. 
Reproductive Endocrinology and Infer tility 

Rey Panettieri, M.D. 
Translational Science and Medicine  

Pingping Hou, Ph.D. 
Cell Therapy for Pancreatic Cancer 

Martin Blaser, M.D. 
Human Microbiome 

Carlos Pato, M.D., Ph.D. 
Genomic Psychiatry 

Samantha Bell, Ph.D. 
Tuberculosis

https://www.rutgers.edu/excellence
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These scholars were denied tenure.  
Could they move on?

“S
OME NEWS: YESTERDAY I learned that, by faculty vote, my bid for ten-
ure/promotion was not approved.” So began a tweet posted one 
evening last month by Michael W. Kraus, a social psychologist and 
— for now — an associate professor at Yale University.

“I feel many things,” he continued, “but not shame or regret. I am 
so proud of our work during our time at Yale, and angry that this version of 
that work will come to an end, this end.”

The statement reminded us how harsh that vote, which can upend — and 
even end — a scholar’s career, can feel to someone who’s spent more than 
a decade training and striving to succeed. Faculty members on the tenure 
track are the lucky ones, the minority who landed such jobs after laboring 
to earn their graduate degrees. But fortune is fickle. While Kraus told The 
Chronicle he was not ready to say more, five other scholars who’ve been de-
nied tenure talked to us about the surprise, the grief, and the aftermath.



A
LICE DAER had considered the income loss. She’d thought 
about what it might be like to say goodbye to her research 
and how she would miss her students. But Daer hadn’t pre-
pared for the way a single decision took away her very iden-
tity, the one she’d dedicated years to building.

“It’s real-
ly hard not to 
be Dr. Daer 
anymore,” she 
says. “There’s 
a prestige that 
comes with be-
ing a professor 
at an R1. That 
was really hard 
because all my 
friends were 
professors, and 
now I have lo-
cal friends who 
have no idea — 
and it’s weird 
because re-
spect is not au-
tomatic.”

It’s been sev-
en years since 

Daer learned she could no longer work at Arizona State University at 
Tempe.

Initially, she hoped to switch to a non-tenure-track role on a differ-
ent ASU campus. But when she sat down with English-department 
leaders to discuss her options, Daer says, she was told that the sys-
tem had a rule that prevents professors who are denied tenure from 
working for the university again. (ASU’s current rule states that peo-
ple who are denied tenure “are not eligible for rehire in any capacity” 
without approval of the provost’s office.) The finality of the informa-
tion sent Daer into a “tailspin.”

“When you become an academic, you spend all of those years es-
sentially building your brand,” she says. “It’s like owning a small 
business, and your name is the name of the business.”

“You can feel bankrupt,” she continues. “Those who survive, I 
don’t think survive on their own and without resources.”

Daer notes that she was fortunate to have a spouse to lean on. She 
considered going back on the academic-job market but was reluc-
tant to move her family. She felt that the communication and men-
toring in her department were poor, particularly when relaying its 
decision to deny her tenure, and she feared facing the same prob-
lems at another college. In the end she decided to just start over.

She worked in content and digital marketing for a few years, then 
in 2018 started a consulting company for academic writing with the 
help of a former colleague who’d also been denied tenure. She’s also 
on retainer with the online-gaming company Twitch.

Daer says she’s been asked many times how she managed to start 
over. “Exercising that kind of humility is life-changingly difficult,” 
she says, so she tells those who come to her for advice to lean on as 
many support pillars as possible. She also advises moving — if that’s 
an option.

“It’s really, really hard to live next door to the university that took 
away my entire life,” says Daer, who stayed in Tempe. “It’s sort of 
like getting divorced, and then living across the street from your ex- 
husband or something, and everybody in the neighborhood loves 
him.”

 —SAHALIE DONALDSON
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ALICE DAER
Denied tenure at Arizona  
State University in 2015
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Alice Daer

W
HEN CONVERSATIONS about tenure denials made waves on 
academic Twitter last month, Charles A. Laughlin was 
reminded of the disorientation and confusion he felt at 
Yale University more than 15 years ago.

Laughlin had been hired as an assistant professor in 
1996, his first job out of his Ph.D. program at Columbia University, 
and was promoted to associate professor a few years later, when the 
department of East Asian languages and literatures renewed his con-
tract for a second time.

He was up for tenure during his ninth year — on the clock Yale 
used at the time — but did not think a decision had been made when 
he set up a general meeting with his department chair. There, he 
says, he was informed that the department had already looked over 
his file and decided to deny his bid, citing Laughlin’s unpublished 
second book as the official reason.

The news came as a shock.

While Laughlin understood that publishing a second book was a 
condition of tenure, he had assumed he’d be given flexibility, as he’d 
completed the manuscript and was already speaking with a pub-
lisher. He’d also 
been asked by 
department 
leaders to head a 
fellowship pro-
gram for stu-
dents study-
ing languages 
in East Asia and 
to serve as the 
department’s 
director of un-
dergraduate 
studies — so 
he’d thought he 
had good rela-
tionships with 
colleagues.

He doesn’t 
remember any 
conversations 
that indicated 

COURTESY OF CHARLES LAUGHLIN

Charles Laughlin

CHARLES A. LAUGHLIN
Denied tenure at Yale  
University in 2005



his case might not go through, he says. “It wasn’t like I dropped the 
ball on the 1-yard line either. Everything was in place.”

He says he was also told of factors — a lack of familiarity with his 
field, and some misunderstandings — that might have influenced 
the department’s decision.

“I believe in most cases that people sitting around the table are 
carefully reading the materials. But they can be so easily influenced 
by a letter here, a review here, a faculty member complaining there 
— these relatively small factors can have such a big impact,” Laugh-
lin says.

Yale has a reputation of not hiring internally for tenured positions. 
Laughlin recalls a faculty meeting when the provost appeared very 
proud to report that just one out of five tenured faculty members at 
the university had risen from within its ranks.

“You can almost say there was a culture of being psychologically 
prepared for being denied for tenure among junior faculty in the hu-
manities, at least that I knew at Yale,” Laughlin says.

He still thought about filing a grievance. In the end, he decided 
not to. He says he wouldn’t have wanted to continue working in a de-
partment with colleagues who were in favor of his leaving, nor did he 
want to burn bridges with the university and risk squandering other 
opportunities.

One opportunity arose a few weeks later, when Laughlin was asked 
to head one of the university’s study-abroad programs in Beijing. He 
promptly accepted. A few years later, the University of Virginia of-
fered him a tenured full professorship and endowed chair in East 
Asian studies. He’s been there ever since.

Laughlin knows he’s luckier than most people who’ve lost their 
tenure bids. Still, lingering questions about what happened and why 
have remained with him.

“It bugs me,” he says. “I work really hard to get along well with the 
people I work with and to do a good job in my groups. If there’s some-
thing that I don’t know about that I’m not doing right, it needs to be 
communicated to me.” —S.D.
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“It wasn’t like I dropped the ball on the 1-yard line either. 
Everything was in place.”

G
ILLIAN MARSHALL is what some might describe as an aca-
demic star. She attended the University of Washington at 
Seattle’s highly ranked graduate program in social work. 
She was mentored by researchers known nationally and 
internationally for their work on aging and mental health. 

Her first job after receiving her doctorate was at Case Western Re-

serve University — another top 10 school for social work.
When Marshall moved to the University of Washington at Tacoma, 

in 2015, she brought with her several hundred thousand dollars in 
grant funding, she says. Two years later, she had more than a million 
dollars in grants.

“I did everything, everything that I was supposed to do,” Marshall 
says.

But last spring the university rejected her tenure bid. The reason 
she was given: two years of poor teaching evaluations. Marshall — 
citing peer reports that called her teaching “exemplary,” “inclusive,” 
and “respectful” — says the decision was racism, pure and simple. 
She decided to sue.

“I trusted a system that said if you work hard and you pull your-
self up by your bootstraps, and you do what you’re supposed to do, 
that you will be rewarded in the end, and I was not,” she says.

GILLIAN MARSHALL
Denied tenure at the University  
of Washington at Tacoma in 2021



“max capacity.” 
When her baby 
was born, Co-
lombini hadn’t 
yet spent a full 
year at the insti-
tution, so wasn’t 
eligible for paid 
maternity leave.

“My years on 
the tenure track 
really overlaid 
with the tough-
est years of my 
family,” she 
says.

Her big-
gest challenge 
was the book 
she needed to 
produce, on 
the rhetoric of 
homeowner-
ship. She says the pressure was particularly intense because the 
university was striving to become a Research 1 institution in the 
Carnegie Classification (a status it has since gained). But as a junior 
faculty member, Colombini says, she did not feel supported.

What galls Marshall in particular is that teaching makes up 
just a small part of her responsibilities. That’s because under a 
prestigious Mentored Research Scientist Development Award 
from the National Institutes of Health, 75 percent of her time 
must be devoted to research. The poor evaluations came from 

the one course 
she had taught 
both of those 
years.

Through the 
lawsuit, Mar-
shall was able 
to get copies of 
outside evalu-
ators’ assess-
ments of her 
research. One 
wrote that 
the “quanti-
ty and quality 
of work place 
her in the top 
10-15% of as-
sistant profes-
sors in geron-
tology across 
the social and 
behavioral sci-

ences.” Another commented on her “impressive funding record” 
and presentations of her research at numerous conferences.

Leah Hollis, an associate professor in Morgan State Universi-
ty’s School of Education and Urban Studies, testified as an ex-
pert witness for Marshall that her treatment by the University of 
Washington constituted academic bullying.

“That’s exactly what happened,” Marshall says. “They were bul-
lying me to get out. They denied me tenure because I am a Black 
woman, and I am a successful Black woman.”

In its motion for summary judgment, the university said “racism 
had nothing to do” with the decision: “The court should not accept 
Dr. Marshall’s invitation simply to assume, as Dr. Marshall appar-
ently does, that every perceived workplace slight she claims she ex-
perienced is racially motivated or actionable.”

The court agreed, dismissing the lawsuit in November. But Mar-
shall has not given up: She has filed an appeal.

Marshall, who is still working at UW, says Black women in the 
academy face discrimination all the time, but not everyone has 
the stomach to fight it. “I think there is a real fear about speak-
ing up, because it’s like you then have a scarlet letter on your 
back,” she says. “It’s expensive to pursue this, it’s difficult, it’s 
taxing.”

She has a year to find another job, in a context that makes that 
psychologically difficult. “You’re working in an environment where 
people don’t support you and you still have to get up and do your 
job,” she says.

“I honestly believe if I was a white man,” she says, “I would 
have been tenured, no problem.” —ABBI ROSS

C
RYSTAL COLOMBINI was a new Ph.D. and already the mother of 
two children — a 2-year-old and a 4-year-old — when she 
joined the English department at the University of Texas at 
San Antonio, in 2012.

She felt lucky to get a job so quickly and even luckier to be 
on the tenure track.

But soon after she arrived at the university, she found out she was 
pregnant with her third child. She and her husband had needed fer-
tility treatment to have the first two, so she hadn’t even thought an-
other pregnancy was possible.

And while she was looking forward to the new baby, that made 
working toward tenure seem all the more daunting. Finishing her 
Ph.D. while taking care of two children had been hard enough.

“I knew I would struggle,” she says.
But she was determined. She longed for the freedom that tenure 

would provide, a status that would let her “intellectual development 
progress at its own rate.”

She says that, to keep up, she went past what she considered her 
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CRYSTAL COLOMBINI
Denied tenure at the University 
of Texas at San Antonio in 2019

COURTESY OF GILLIAN MARSHALL

Gillian Marshall

KRISTIN WERTHMAN

Crystal Colombini
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Despite all that, when it was time to go up for tenure, she felt as 
if she was emerging from her hardest years. She had made good 
friends and connections across the university, her momentum was 
building, she had projects in the pipeline that were getting accept-
ed. Her book wasn’t finished, but she had gotten “great preliminary 
feedback” on it from a publisher.

So when the department denied her tenure application because 
her book wasn’t far enough along, it was “devastating.” The decision 
gave her one year to find another job.

“It’s the thing you have nightmares about,” she says. “It’s not 
that I didn’t fear that that would happen, but I felt hopeful that 
I’d done a good job and that my colleagues would want to keep 
me.”

Colombini felt as if her department had decided ahead of time 
that she wouldn’t succeed. But with the positive feedback on her 
book pushing her forward, she decided to appeal. She was con-
vinced that if she could land a book contract, everything would be 
OK.

According to the university, “appeals should be made only in cas-
es where new, compelling information relevant to a promotion de-
cision has become available” since the completion of the review, 
like receiving competitive funding or a prestigious award.

The tenure denial plagued her with a sense of inadequacy. Still, 
she says, she worked 100-hour weeks on her appeal for nearly six 
months, barely seeing her family during that time.

She lost hope when she realized that her case was being consid-
ered by the same people who had seen it before.

“There was no mechanism for a different perspective on the situ-
ation,” she says. “It didn’t feel to me that by the time it went back for 
the appeal that there was any possibility that people would reverse 
a decision, no matter what.”

The appeal was denied “unceremoniously,” she says. At that 
point, she was “ready to let go.”

One of the hardest parts for her was breaking the news to her 
family. She knew her kids were happy in San Antonio, and her hus-
band had a good job.

And she felt alienated in the department. None of her senior col-
leagues spoke to her for months after the vote, she says, and they 
seemed to pretend they didn’t see her walking past them in the 
hallway. Colombini leaned on friends and colleagues who had 
helped her though the process, some of whom had written letters 
they said supported her tenure case.

She had moments of relief while teaching her students, but all 
other aspects of her department life were just “painful.”



In 2020 she found a job at Fordham University, where she was 
granted tenure upon hiring. Now she wants to be as open as possi-
ble about her experience and serve as a mentor to people who are 
going through the same thing.

“The experience,” she says, “is so lonely and it’s so disenfranchis-
ing that for me, if I share my experience and it makes somebody out 
there feel less alone, then I feel like I’m sort of doing my part as a 
citizen, as a mentor.” —OYIN ADEDOYIN
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L
EIGH GRUWELL, an associate professor of English at Auburn 
University, was denied tenure in 2020. After the years and 
money she spent on graduate school and the upheaval of 
moving her family and her partner to Auburn, she still finds 
it difficult to get over the feeling that her university betrayed 

her. “You invest so much into your career, into your institution, into 
your colleagues, and into your students.” Now, she says, she doesn’t 
identify as strongly as an academic. “It’s just my job.”

Gruwell recently shared her story on Twitter.
According to her department’s guidelines for tenure, Gruwell 

needed at least six published articles or a book under contract by 
the fall of 2020. By that spring, she had four published articles and 
a preliminary contract with Utah State University Press based on 
her book proposal. Gruwell says she was on track to get her book 
under official contract in the fall, but Covid-19 interrupted her tra-
jectory.

She sent her manuscript out for a second round of reviews in 
March 2020, but disruptions caused by the pandemic delayed that 
round, and ultimately the press assigned Gruwell an entirely new 
set of reviewers. That meant she had little chance of receiving a fi-
nal book contract by her department’s deadline.

At the time, Auburn faculty members in their first through fourth 
years at the university were eligible for Covid-related extensions on 
their tenure timelines. Gruwell was in her fifth year.

Auburn is unusual, though: Faculty members get two shots at 
tenure within seven years before they are terminated. By 2021, Gru-
well’s sixth year, she had received an official book contract. While 
she knew the university almost never reversed departmental deci-
sions, she decided to try again and was granted tenure without con-
tention.

Even so, Gru-
well struggles 
to sort through 
the emotions 
from that initial 
denial. “By the 
letter of the law, 
no, I didn’t feel 
like it was nec-
essarily unjust, 
but it felt un-
fair to not take 
into account the 
context of the 
pandemic,” she 
says.

Gruwell 
knows that 
her experience 
isn’t unique. 
“I don’t think 
this is about me 
personally, or 
about my school 
specifically,” she says. Rather, “… it points to larger failures that 
have always existed in academia and that have been amplified 
during the pandemic.” —CHELSEA LONG

COURTESY OF LEIGH GRUWELL

Leigh Gruwell

“ It points to larger failures 
that have always existed 
in academia and that have 
been amplified during the 
pandemic.”

LEIGH GRUWELL
Denied tenure at Auburn 
University in 2020
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Big classes have a bad reputation.  
Here’s how to make them better.

Teaching 
a Sea of 
Students
BY BECKIE SUPIANO
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T
HE PANDEMIC has created a huge demand for advice on good, 
evidence-supported teaching methods. But much of the con-
versation seems to presume professors are teaching perhaps 
dozens of students — when some are teaching hundreds.

Large courses come with inherent challenges. They’re of-
ten high-stakes introductory courses taken by novice students pur-
suing competitive majors, particularly in STEM fields. Bringing 
evidence- based strategies like active learning and inclusive teaching 
to large numbers of students requires real effort. Adding the kinds of 
flexible policies many experts have advocated these past two years 
can feel impossible.

That’s all been wearing on Jody Greene, associate vice provost for 
teaching and learning at the University of California at Santa Cruz. 
“The majority of students in STEM in public institutions in this 
country,” Greene says, “are being educated in large classes where the 
idea that you can take the test whenever you feel like it is not a reality. 
It’s not only unrealistic; it’s actually inhumane to the faculty member 
who is charged with teaching that class to act like, Well, you would 
just use ungrading if you were a better person.

“As always in higher ed,” she continues, “there are structural issues 
that are just being missed or glossed over in the current conversation.”

From the vantage point of a university, large-enrollment courses 
make sense. Lots of students need to take calculus and introductory 
chemistry; putting hundreds of them in the same room is an efficient 
way to meet high demand. For departments, large classes are a way 
to manage resources, making it possible to offer small, specialized 
upper-division courses.

But big classes have a bad reputation. Students might say they’re 
passive and impersonal. Professors might say teaching them is a 
heavy lift — and a thankless task. Anyone who cares about equity 

would be troubled by the demographic data showing which students 
tend to succeed in those courses and who is left behind.

Joe Cuseo, a professor emeritus of psychology at Marymount Cali-
fornia University, focused for much of his career on the first-year stu-
dent’s experience. He worried enough about the large, lecture-based 
courses to write a 2007 paper, “The Empirical Case Against Large 
Class Size: Adverse Effects on the Teaching, Learning, and Retention 
of First-Year Students,” that laid out evidence for students’ need to 
connect and the ineffectiveness of lecturing, among other things.

“It seemed like an ethical issue to me,” Cuseo says. “You herd these 
most-vulnerable, least-experienced students into the largest class-
es, taught by the least-experienced teachers, many of whom are TAs, 
as I was, ill-prepared to do it, and use that as a cash cow” to subsi-
dize upper-division and graduate courses. “It just didn’t seem right. 
It seemed to devalue undergraduates, particularly lower-division un-
dergraduates, and it seemed to devalue general education.”

It doesn’t have to be that way. And there are certainly cases where it 
isn’t. Dedicated instructors have worked for years to teach large class-
es in a way that’s active, engaging, and inclusive. Efforts are underway 
to improve foundational courses at colleges and in disciplines. But the 
fact remains: Many people are teaching hundreds of students, semes-
ter in and semester out, without much in the way of support.

F
EW PROFESSORS have decided that 300 students is the ideal size for 
their class, says Martha Oakley, associate vice provost for under-
graduate education and a professor of chemistry at Indiana Uni-
versity at Bloomington, where she’s taught general and organic 
chemistry to classes of hundreds. “That’s an institutional choice,” 

she says. A university that makes that choice, she adds, “has an obliga-
tion to provide instructors sufficient support to do so equitably.”

Responding to the increased national demand for veterinarians, animal specialists 
and skilled technicians, Rowan University is establishing the first school of 
veterinary medicine in New Jersey. Currently, there are only 33 veterinary  
schools in the nation.

With our partners, the school will have a full range of educational offerings—
from an associate’s degree to the Doctor of Veterinary Medicine—to shape  
the future of veterinary medicine and animal health care.

The State of New Jersey has committed $75 million to construct the school’s 
primary academic and clinical facility. Rowan University School of Veterinary 
Medicine plans to welcome its inaugural class of 60 students in fall 2025,  

pending approval from the American Veterinary Medical Association 
Council on Education.

We are proud to work toward joining the veterinary 
education community and to contribute to this  
vital and valued profession. 



When Greene talks about the challenge of teaching large STEM 
courses, she’s thinking of people like Alegra Eroy-Reveles. This past 
fall, Eroy-Reveles, a teaching assistant professor at Santa Cruz, rolled 
the two sections of introductory chemistry she was teaching into one 
online course, for a total of 670 students who watched recorded lec-
tures, supplemented with various forms of live support.

“The biggest challenge for me is communication,” Eroy- Reveles says. 
Six hundred and seventy students make for a crowded inbox. Eroy-Rev-
eles had help from TAs. Still, between the sheer volume of emails and 
her efforts to craft supportive, encouraging replies, she estimates she 
spent about seven hours a week that quarter responding to messages.

Eroy-Reveles has focused her career on teaching because she 
knows higher ed can do better by its students. She recalls being the 
only Latino or Latina and, sometimes, the only woman in her chem-
istry classes when she was in college. During a scholarship interview, 
she was questioned about her citizenship; she was once introduced 
as someone who brought the “spice” to class.

Those bad experiences fueled Eroy-Reveles’s determination to 
champion the students in her online course, to push to get them the 
support they need — like space to take quizzes in person, because 
doing so is associated with better performance.

It’s nice to be able to reach a lot of people with her evidence-based 
focus on supporting students. But it’s hard to have a personal con-
nection with more than a fraction of them. At a previous institution, 
with a class of about 150, Eroy-Reveles read all of her students’ work 
herself. She is still in touch with a first-generation, low-income stu-
dent from that class who didn’t have the highest grades but whose 
motivation shone through in an assigned reflection. He recently text-
ed to tell her of his acceptance at medical school.

Nowadays, Eroy-Reveles’s teaching assistants might mentor a stu-

dent in that way. But she doesn’t really get to. “This is the best that we 
can do with what we have,” she says.

“If someone asks me, Where do I get the best general-chemistry or 
organic-chemistry experience?,” Eroy-Reveles says, “I tell them, At 
the community college.”

C
LASS SIZE, of course, isn’t the only variable in class quality. It 
matters a lot who’s teaching, and how, and what kind of sup-
port that instructor has.

Some criticisms of large classes are basically criticisms of 
uninterrupted lecturing. But it’s possible to gather hundreds 

of students together and do something else. (And it’s possible to give 
uninterrupted lectures to a handful of students, too.)

Not every active-learning technique is well suited to a large course, 
says Sara Brownell, a biology professor at Arizona State University 
who both teaches large courses and studies how they’re taught. But 
some of them are. Polling the class works well with a large group, for 
instance, and students can easily turn to a neighbor to talk some-
thing over in a lecture hall.

Inclusive-teaching practices, too, might require adjustment in a 
large course. Many professors strive to learn students’ names. An 
informal poll of those interviewed for this article suggests they can 
learn about 100 per class. But what matters more than knowing stu-
dents’ names is using them. It works just fine to use name cards, 
Brownell says, or to simply read students’ names off of their work-
sheets while walking around the room.

Cuseo, who compiled the evidence against large classes, agrees 
that active-learning techniques can make those classes much more 
effective. In particular, he thinks professors who teach large num-
bers of students could build in exercises where the students quickly 
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work through a problem on their own, in writing, before discussing 
their response with a partner.

Cuseo still thinks first-year students need a level of connection 
with their instructor that’s hard to achieve in a huge class. One way 
to provide that: Make sure they have some kind of small seminar 
class in the mix, to give a model for what interacting more closely 
with a professor can look like, among other benefits.

It might be fine, in other words, for students to have some very 
large classes. But they shouldn’t have only very large classes, espe-
cially not at first. Colleges need to consider that balance, and from 
the perspective of individual students.

Some professors who teach hundreds of students see meaningful 
advantages to the format, despite its challenges. “There’s something 
about the magic that happens when you have a big classroom that’s 
working well; an outstanding instructor who loves teaching; and stu-
dents’ getting to interact with a lot of different kinds of students in a 
classroom space,” says Viji Sathy, associate dean of evaluation and 
assessment at the University of North Carolina at Chapel Hill, where 
she also teaches a large statistics course. “This is the place where you 
really mix it up. People are really forced to engage with people who 
are really potentially very different from them.”

At some colleges, growing numbers of large introductory cours-
es are taught by professors who work, as Sathy has, on a teaching 
track — distinct from but parallel to the tenure track. Such positions 
typically offer longer-term contracts, the possibility of promotion, 
and, eventually, a status more or less like tenure. Professors in those 
roles might redesign and lead difficult-to-teach courses, provide col-
leagues with professional development related to teaching, or con-
duct and publish research on teaching and learning.

There’s certainly a logic to putting professors whose whole profes-
sional focus is teaching in front of large numbers of early-career stu-
dents. But on many campuses, teaching tracks are fairly new, teach-
ing has long played second fiddle to research, and those professors 
may not receive much official or cultural support for their work.

N
O ONE can teach hundreds of students well entirely on their 
own. That means colleges have to spend some addition-
al money to make the system work well. But when they do, 
large classes can bring extra benefits to students and in-
structors alike.

“One of the great opportunities of large-course teaching is that it 
provides an opportunity to design and teach classes in multigenera-
tional teams,” says Tim McKay, associate dean of undergraduate ed-
ucation and a professor of physics, astronomy, and education at the 
University of Michigan at Ann Arbor.

A teaching team might mean co-instructors, but it also might mean 
a lead instructor who is joined by some combination of teaching assis-
tants, undergraduate teaching assistants, and staff members. Those 

people on the teaching team fill distinct roles — running discussion 
sections, perhaps helping with grading. They make possible more stu-
dent-instructor touch points, during class and outside of it. They can 
help a lead instructor understand if the material is landing with stu-
dents. All of that, of course, depends on a college paying and training 
sufficient numbers of instructional-team members.

Professors in STEM fields are more likely to be white and male 
than are their students. A teaching team is also an additional oppor-
tunity to bring in diversity, demonstrating that people of color and 
women are scientists, too, and giving students from different back-
grounds a greater likelihood of finding someone on the team who 
looks like them.

And ideally, any students helping to run a course as TAs are learn-
ing how to teach, too, from someone who’s really good at it. Then, 
when they go off and teach intro courses on some other campus, 
they’ll know how.

Much of the discussion of large classes focuses on the introductory 
ones, which play a crucial part in students’ trajectories. But students’ 
educations are broader than their majors, and large courses can offer 
advantages when it comes to general education.

Ed Prather certainly thinks so. After the financial crisis of 2008, 
the University of Arizona, where Prather is a professor of astronomy, 
wanted to experiment with courses that had very large enrollments 
and that would be conducted in a performing-arts theater. Prath-
er, who studies teaching in STEM, was invited to teach one, and he 
agreed, regarding it as a course-engineering challenge. He started 
teaching a general-education astronomy course to classes of about 
800 students.

Prather sees his course as a calling. Barely anyone taking it will go 
on to become an astronomer. For many students, it will be their very 
last science course. That means Prather is giving them their parting 
idea of what science is, and why it matters, and how they might relate 
to it for the rest of their lives as workers, parents, and citizens.

As a STEM-education researcher, Prather has demonstrated that 
his course helps shape students’ perspectives on science and society, 
among other outcomes. Science education matters, as the pandemic 
has made plain, and Prather knows what he’s doing is effective. So, to 
him, reaching a dozen students at a time is not enough. If your teach-
ing goal is to make a dent in how the public views your field, reaching 
hundreds of students at once is an advantage.

That’s the thing about large-enrollment classes: Anything that 
happens in them happens to a lot of students. A really great large 
course makes a big impact. But colleges should keep in  
mind that a not-so-great one does, too.

Beckie Supiano writes about teaching,  
learning, and the human interactions  
that shape them.

Students might say they’re passive  
and impersonal. Professors might say  
teaching them is a heavy lift  
— and a thankless task. But large  
classes can also bring  
big advantages.
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From ‘Quarterbacking’ to COVID-19, Case Western  
Reserve Steps Up Its Community Engagement

Always Learning

Days before breaking ground on a project to 
transform a Cleveland public housing complex, 
Mark Joseph was still encountering doubters.

“Every year, we hear about change that’s 
coming,” a resident told Joseph, a social work 
professor at Case Western Reserve University. 
“And every year, we have to wait.”

Her skepticism was more than understandable. 
Completed in 1940, Woodhill Homes includes 
nearly 500 units spread across several two-story 
red brick buildings. Few have showers, none 
have air conditioning, and much maintenance has 
been long deferred.

After years of planning, the city and county 
applied for a federal redevelopment grant 
in 2019—but failed to secure funding. Then 
Joseph added a new team member: Debbie 
Wilber, a civil engineer with a passion for 
inclusive communities. She soon became 
the “quarterback” for a second application, 
coordinating multiple public and private groups, 
documents, and deadlines.

Last May, federal housing officials announced 
a $35 million commitment to support the new 
proposal.

“For Case Western Reserve,” Wilber said, “it 
really aligns with our commitment to community 
engagement.”

COVID-19 CATALYZES ENGAGEMENT
As at many universities, Case Western 

Reserve’s community engagement includes 
mentoring and tutoring, medical and dental 
screenings for city children, and a host of other 
education, outreach and intervention efforts.

But when COVID-19 came to Northeast Ohio, 

the university’s community commitment shone in 
new ways:
• State health officials urged other communities 

to emulate medical school faculty member 
Heidi Gullett’s innovative approach to the 
county’s COVID-19 response;

• Cleveland Clinic and University Hospitals 
turned to the university’s Sears think[box] 
innovation center to rapidly create prototypes 
and equipment to 
provide greater 
protection to 
health care 
workers;

• More than 175 
medical students 
helped manage 
COVID-19 
hotlines at local 
hospitals, health 
clinics, and the 
county board of 
health; and

• More than 
100 university 
students volunteered to take on basic chores 
like grocery shopping and dog walking for 
health care workers logging endless shifts.
When vaccines began to become available, the 

campus again acted quickly, turning its varsity 
basketball court into a vaccine clinic for Cleveland 
residents. On the first day, health sciences faculty 
and qualified students administered nearly 550 
doses.

For staff member Megan Koeth, who had led 
much of the university’s COVID-19 response and 

coordinated the vaccine effort, the moment was 
overwhelming.

“It brought me to tears multiple times hearing 
people say they can’t wait to hug their children 
and their mothers,” Koeth said last spring. “It was 
a great opportunity to literally save lives.”

The university’s vaccine clinic continued to 
serve city residents over the spring and summer, 
eventually opening to the campus community 
as well as students from area high schools 
and colleges. When federal officials approved 
vaccines for those aged 5 to 11 late last fall, Case 
Western Reserve’s nursing and medical students 
brought vaccine clinics to Cleveland schools.

“Helping people in the community stay 
healthy,” said third-year medical student Elizabeth 
Jackson, “is what it’s all about.” 

LISTENING DRIVES ENGAGEMENT
Hearing people in the community is just as 

important—so much so that consultation is 
a key evaluation factor for the housing grant 
applications. Professor Joseph’s team had 
helped lead that process over the years, including 
through resident interviews and larger meetings.

“They were very, very sensitive to the 
community’s needs and hopes and aspirations 
throughout the entire process,” said Cleveland 
City Council President Blaine Griffin, whose ward 
includes the project.

Taryn Gress, part of Joseph’s team at Case 
Western Reserve’s Jack, Joseph and Morton 
Mandel School of Applied Social Sciences, 
conducted many of those interviews. They helped 
inform proposal elements including an early 
childhood learning center, health clinic, open 
spaces and affordable broadband.

“Everyone was on board with this project,” said 
Marilyn Burns, a Woodhill Homes resident and 
community advocate. “Case Western Reserve 
has been wonderful.”

Now that the project is funded, Gress continues 
to be involved to help ensure residents’ priorities 
proceed as proposed. These include access to 
healthier foods (including community gardens), 
employment opportunities and even guidance for 
those with entrepreneurial ambitions.

“It’s essentially a correcting of historical 
wrongs,” Gress said.

And so, moments before Professor Joseph 
joined elected officials, project partners and 
community residents in pressing shovels into 
the ground, he told the crowd about that resident 
weary of empty promises.

“Let this be a turning point,” he said, “from 
waiting to action. Let this be a turning point from 
isolation to connectedness… from stigma to 
respect…[and] from trauma to healing.”

“It brought me to 
tears multiple times 
hearing people say 

they can’t wait to hug 
their children and 

their mothers...it was 
a great opportunity to 

literally save lives.”

Indigo Bishop, formerly of the Cuyahoga Metropolitan Housing Authority; Marilyn Burns, a community leader known as the “Mayor of 
Woodhill;” and Taryn Gress, strategic director of CWRU’s National Initiative on Mixed-Income Communities (Photo by Matt Schiffler)
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What a six-time dropout learned about getting through college.

The 
Redemption 
of Frederick Shegog
BY ERIC HOOVER
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Freddie Shegog practices his speeches about his addiction  
and recovery, facing a wall in his basement. “The wall is blank, it’s not going to give  

you any reaction; that way I get out what I’m trying to say without worrying  
about the audience reaction, because the wall already gave me nothing,” he says. 



L
ATE ONE NIGHT in October, Frederick Shegog walked down to his 
unfinished basement. It was time to practice his speech.

The lean 38-year-old stood near the breaker box, shut his 
heavy-lidded eyes, and said a prayer. After some deep breaths, 
he started the timer on his phone. Then he filled the low-lit 

room with his voice.
“Thank you for allowing me to be here.”
Shegog imagined an audience before him, but there was just a wall 

covered in crinkly, white waterproof plastic. He rehearsed there of-
ten, rewinding the past.

“ … I remember thinking I wasn’t good enough. …”
Shegog had enrolled in college six times and dropped out six times. 

He was a Black man in a nation where nearly twice the share of white 
men as Black men have a bachelor’s degree. Now, on his seventh try, 
he was pushing closer to his diploma. Without it he couldn’t live the 
life he wanted. Without it he would keep carrying the shame of fail-
ure.

“… Everybody in this room has had some type of pain in their life. 
…”

It was after midnight. Shegog paced the concrete floor. Self-doubt 
had gripped him for years, but public speaking was helping him loos-

en that grip. Halfway through an anxious semester, he was struggling 
in Spanish 101, which he had to pass to graduate.

Something felt off as he worked through his speech. So he reset the 
timer and started again, summoning the spirit required to tell the 
story of how he had reclaimed his life. But anyone who listened would 
know something important: The story wasn’t his alone.

It began on a summer night in 2016 when he drank a bottle of vod-
ka and passed out in downtown Philadelphia. Sprawled on the pave-
ment, he was about as far away from college and its fabled rewards as 
a man could be: homeless, alone, and untethered from anyone who 
could help him.

Then a stranger appeared.

Y
OUNG FREDDIE SHEGOG wanted to be just like the man in the suit. 
The one he grew up watching on television from his puffy 
brown couch. Born in 1982, Shegog was a skinny, inquisi-
tive kid in a western Pennsylvania town who loved strawber-
ry Nesquik, video games, and jazz. The man on TV was Peter 

Jennings, anchor of ABC World News Tonight.
Shegog, who hoped to become a newscaster, idolized Jennings the 

way other kids idolized Michael Jordan. He saw the anchor as the em-
bodiment of what he hoped to be: confident, eloquent, knowledge-
able, professional. Someone who belonged in every room and wore 
tailored suits.

His parents divorced when he was a year old. His father moved 
away and wouldn’t see him again for almost two decades.

Growing up, Shegog was close with his mother, Joyce Barr. She ad-
mired her only child’s gentle spirit but worried about how he would 
fare in a not-so-gentle world. On weekends they watched football 
games together on TV, often eating her homemade baked chicken, 
greens, and cornbread. Sometimes she tickled him and called him 
“Freddie Betty.”

But they shared difficult moments, too. For years, Barr, who strug-

gled with mental-health problems, drank, and smoked weed. She 
quit both when he was 10. After completing an addiction-treatment 
program, she often took him to her Alcoholics Anonymous and Nar-
cotics Anonymous meetings. Before he ever solved an algebra prob-
lem, read The Autobiography of Malcolm X, or kissed a girl, he learned 
all about support groups.

Those meetings, in which résumés didn’t matter, shaped Shegog’s 
understanding of the world. He saw lawyers and homeless folks sit-
ting side by side. He heard people offer to take in a man who had lost 
his home, everything, to addiction. Though no support group was 
perfect, he saw that they could give people strength they might oth-
erwise lack.

Shegog himself would come to feel that strength when he was 12. 
After telling his mother’s boyfriend that he wanted to stab himself, he 
ended up in a psychiatric hospital. By then he was dealing with anx-
iety and ADHD, and had been getting high from an asthma inhaler 
since he was nine. During his week at the psychiatric hospital Shegog 
bonded with white kids from affluent families who shared his diag-
noses. They talked about the meds they were on, the stigma of mental 
illness. When his mother came to take him home, he cried because 
he wanted to stay.

Though Shegog had friends growing up, he didn’t fit in. Neigh-
borhood kids bullied him. In the locker room at basketball practice, 
teammates pelted him with shoes. At his mostly white high school, 
students stuffed him into a trash can. Though sometimes suicidal, 
he acted like everything was fine so as not to worry his mother. His 
grandfather, who helped raise him, would say, Don’t make her plate 
full.

Shegog supported her in his own way. Though living in Pittsburgh 
Steelers country, he declared his allegiance to the Green Bay Pack-
ers in 1996 after Brett Favre, the team’s star quarterback, announced 
that he was seeking treatment for addiction. Like Mom did, Shegog 
thought. He wore green and gold year-round as a tribute to her sobri-
ety.

Barr, who had a bachelor’s degree, expected Shegog to go to college. 
But money was tight: Sometimes he ate and she didn’t. A full-time so-
cial worker who later worked at a treatment center, she bought him 
Air Jordans and sent him to sports camps, with help from his uncles 
and grandfather. But there was no saving for college.

His high-school years didn’t put him on a postsecondary path. Fol-
lowing a rift with his mother, Shegog spent time in a psych unit be-
fore moving in with his aunt, who taught him how to share a home 
with a family, giving him some stability. Still, he graduated with no 
plan, convinced that he was stupid.

Shegog spent years playing video games and working low-paying 
jobs. Drinking and weed, once a weekend habit, became a regular 
thing. He lost his 20s in a blur of booze, rehab centers, shelters, psych 
wards, lost jobs, and bad relationships. He despaired when he saw the 
Packers on TV, thinking he would never have the means to attend a 
game at legendary Lambeau Field.

After splitting with a longtime girlfriend, he got sober and moved to 
Philadelphia in 2014. He lived at a Christian shelter and recovery cen-
ter, where he got a job sorting donated clothing the facility sold. He 
snagged designer blazers, Brooks Brothers shirts, and Gucci loafers. 
On Friday nights he dressed up and took the trolley downtown, with 
the Stylistics blasting in his headphones.

One night, Shegog called his mother from Center City. Though 
their relationship often frayed, it never broke. She worried about him, 
knowing how hard it was to shake addiction. Shegog was looking rich 
and feeling good that night, but she knew what was up. “You haven’t 
changed,” she said. “You’ve just got more stuff.”

She was right: After months of sobriety, Shegog was drinking again, 
not taking his meds. Because he had blown all his money on late 
nights at bars he couldn’t keep the apartment he briefly rented. He 
quit his job at the shelter, where he had been tutoring homeless men. 
For a while he lived with a woman he met in a psych ward, but after 
he failed to get another job she kicked him out.

Then, 14 years out of high school, he was homeless himself. He 
slept in an alley, panhandled at bus stops and outside the Ritz-Carl-
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The more we believe that a student’s  
success is theirs alone, the easier it is  
to believe that no one else is responsible  
for a student’s failure.



ton, sometimes taking enough cash into his palm for liquor and a 
burger. Some nights he climbed into dumpsters, looking for bread, 
anything filling. Opening trash bags, he felt like the lowest thing on 
earth, praying he could swallow and keep down what he found.

On June 22, 2016, Shegog drained a bottle of Vladimir vodka, hop-
ing to black out and not wake up. By the time he collapsed against an 
office building, he had lost his shoes. Late that night, a voice yanked 
him awake.

Sir!
He saw a Black man in running clothes, holding a pillow and a bot-

tle of water. Shegog told him to let him die. Then he heard the man 
say this: Brother, you ain’t dying today.

S
HEGOG DIDN’T GET the man’s name or ask why he had stopped 
to help a stranger. But he would often remember how they 
had prayed together before an ambulance took him to the 
emergency room. After a week at a psychiatric hospital, he 
checked into an addiction-treatment center in Bensalem, 

Pa., where he decided he was still alive for a reason. He just had to 
figure out what it was.

First he needed clothes. In the center’s basement he plucked do-
nated shirts and pants from bins. Then, while picking through a pile 
of stained underwear, he felt like he had hit a new low. He resolved 
to quit drinking and getting high for good. When he told his mother 
that, she said, I hope I don’t bury you.

Many days at the center were harrowing, but he took comfort from 
Susan Kaelin, a staffer who brought him Skittles, rubbed his back, 
and told him to get himself right so that he could help others. Their 
many deep conversations gave him hope, and he came to think of her 
as a kind of mother. One who saved his life.

After 78 days, Shegog, sober and determined, moved to a halfway 
house in Upper Darby, Pa., near Philadelphia. There he befriended 
an older man who gave him $20 for a haircut before he went to inter-
view for a job at Panera. He was hired.

For $9.25 an hour, Shegog, then 33, greeted customers, refilled cof-

fees, cleared trays, and wiped down tables. Working long shifts with 
teenagers five days a week was tough, but the job gave him a routine 
— and confidence. On the streets he had used his gift of gab to sur-
vive; at work, it helped him earn tips. And draw people to him.

People like Maryann Bruno and her cousin Mary Rose, who met at 
Panera once a month to catch up and crochet together. They were his 
first “Panera moms,” more than a dozen regular customers, all mid-
dle-aged women, most of them white, who became his friends and 
confidantes, often bringing him cakes and cookies. Bruno would ask 
Shegog how his mother was doing, and he would ask her the same. 
She made him a hat and scarf in Packers colors, and her cousin made 
him a matching blanket. He brought them Hallmark cards with 
notes he signed “Love, Freddie.”

Those relationships made him feel like someone again, helped him 
stay sober — he didn’t want to let them down.

One day Shegog met Kim Riley at an AA meeting. She was frank 
and down-to-earth, more than a year into her own recovery. When 
she heard him share with the group, he sounded angry but passion-
ate. His gale-force voice moved her. Later, she dropped off some 
homemade chili for him at the halfway house.

Riley — white, divorced, and much older — wasn’t seeking a rela-
tionship; neither was he. But they felt a connection. When he had to 
move to a shelter, in early 2017, she drove him there. Riley watched 
as the man behind the front desk was nasty to Shegog, who stayed 
calm. This guy is different, she thought.

Each week Shegog and Riley texted often and went to church to-
gether. Eventually, Riley asked him to move into her house, in Drex-
el Hill, a suburb of Philly. Shegog told her that though he loved her, 
it wouldn’t work: She was a homeowner with a college degree and 
a steady job as a clinical-appeals nurse. All he had were some trash 
bags full of clothes. “It’s not about what you have,” she told him. “It’s 
about who you are.”

That spring, Shegog moved in with Riley, who lived with two of her 
three grown children. He was attending AA meetings, taking meds, 
seeing a therapist. After a year of sobriety, he felt ready for college.
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Shegog (center) and a classmate, Bethany Swank, at West Chester University of Pennsylvania.



A bachelor’s degree, he believed, was his last shot at a better life. 
In his 20s he had enrolled at six different institutions, never lasting 
more than two semesters; drinking did him in each time. Without a 
degree, he feared he would end up managing a Panera, or working at 
a treatment center and boozing again.

So in the summer of 2017, Shegog, then 34, enrolled at the Marple 
campus of Delaware County Community College, or DCCC. He had 
secured federal aid and taken out loans. A state program covered the 
cost of books, supplies, and the bus pass he needed to get to and from 
the campus. And he enrolled in the federal Supplemental Nutrition 
Assistance Program. None of it guaranteed that things would turn 
out differently this time.

On orientation day, Riley packed Shegog’s lunch and wrote a note 
on the napkin: “I’m so proud of you.” Wearing a Packers hat, back-
pack, socks, and shoes, plus a Harriet Tubman T-shirt, he walked 
around introducing himself to students half his age, saying he was 
happy to be there and be sober.

After taking placement tests, Shegog learned that he had been as-
signed to remedial courses. Thinking that “remedial” meant “ad-
vanced,” he called his mother to celebrate. She told him what the 
word meant, but he didn’t believe it until a student in the cafeteria 
confirmed that remedial courses were the lowest level. College had a 
language of its own, and he didn’t know the words.

Dejected, he took the bus home. That night he cried and told Riley 
he was stupid: “I ain’t doing this. I quit.”

D
OUBT IS A VISE. Once it grips you, it’s hard to move. The doubt 
Shegog felt that night was the doubt many students felt all 
the time. Especially older students. Marginalized students. 
Students for whom college wasn’t a given. One bad day, one 
bad grade, can confirm a doubt that you can ever succeed. 

That you even belong in college.
If Shegog hadn’t been in a supportive relationship, his seventh try 

at college might have lasted a day. But Riley assured him that he was 
smarter than he thought. “Freddie, go to class,” she told him. So he did.

Days later, in English 025, a remedial course, Shegog got an assign-
ment: Write about an experience that shaped his identity. The paper 
would be graded on content alone. Freed from fretting over gram-
mar, Shegog described how he had gone from cleaning his Baptist 
church on weekends to doing things with men in alleys for money to 
buy alcohol.

The essay’s authenticity and vivid details impressed his instructor, 
Jamie Kelly-DiMeglio. One night she asked Shegog to stay after class. 
“There’s life in this paper,” she said. He shook with happiness, as if he 
had just broken through to a new existence.

Shegog sat with Kelly-DiMeglio after each class, listening to her 
feedback, refining his writing. Their chats often continued into the 
parking lot. He shared so much with her that one night she confided 
there was alcoholism in her family, too. She felt she owed him that, 
though her job didn’t require it.

Kelly-DiMeglio could see his determination. Each time she sug-
gested a resource, he pursued it. But she knew that determination got 
many students only so far if they lacked someone on campus to sup-
port them. She tried to be that someone for him; he took her interest 
as proof that he mattered.

Shegog sought other guides, too. As a member of DCCC’s state-fi-
nanced Act 101 program, which supports low-income and first-gen-
eration students, he was required to meet with Rose Kurtz six times a 
semester; he stopped by once a week. She was a counselor in Act 101 
whose job was to serve the whole student, connecting advisees with 
resources, such as child care and places to get meals, whatever they 
needed.

Early on, Kurtz, a licensed professional counselor, helped She-
gog understand that he couldn’t thrive in college if other aspects of 
his life were in disarray, advice he would later call essential. When 
he told Kurtz that Riley’s son and daughter were getting high in the 
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Kim Riley, Shegog’s fiancée, helps him straighten his tie as he tries on a new suit for the first time.



house they all shared, she told him to get his house in order or else he 
would struggle. So he and Riley laid down new house rules.

Kurtz warned Shegog that working too many hours at Panera 
would hinder his studies. “Your life is education now,” she told him. 
Though he resented the advice at first, he came to see the wisdom in 
it. He cut back on his hours, as well as on AA meetings, which he had 
been attending four nights a week. He threw himself into studying, 
reading the Bible, going to therapy, and meditating — a recovery rou-
tine on his own terms. His commitment inspired Riley to enroll in a 
master’s program in health-care administration.

Shegog could tell Kurtz cared about him. In her tiny office, they 
celebrated his triumphs, like making the President’s List, with all 
A’s, in his second semester, and joining Phi Theta Kappa, an honor 
society for students at two-year colleges. She encouraged him to get 
enough rest and eat right. Found him a new therapist, one for Riley, 
too. Coached him on engaging with professors. Showed him how to 
apply for testing accommodations through DCCC’s office of disabili-
ties. Helped him pick courses in which he was likely to succeed.

A foreign-language course was out of the question. Shegog, who 
had failed Spanish in high school, knew he would struggle to learn 
another tongue, and his GPA had to be stellar to get a full ride to a 
four-year college. But a worry burrowed into him: Could he even pass 
foreign-language courses down the line?

R
EINVENTION, REDEMPTION, REBIRTH. College promises disadvan-
taged students such things but offers them no guarantees. 
Why some succeed and others fail might seem like a ques-
tion of who has the goods — intelligence, say, or grit — and 
who doesn’t. But that’s not the truth.

Relationships, a form of what sociologists call social capital, also 
matter a great deal. A growing body of research illuminates the im-
portance of personal connections and networks, which are especial-
ly crucial for marginalized students, enabling those without finan-

cial resources and college know-how to benefit from people who 
have both. One recent study found that the components of grit did 
not predict first-generation students’ GPAs, though access to social 
capital with faculty and staff did. Another study traced the impor-
tance of existing and informal relationships among first-generation 
students seeking information and campus resources they needed to 
persist. Yes, how hard you try in college is important, but so, too, is 
who you know.

At DCCC, Shegog, intense and gregarious, created his own sup-
port group almost instinctively. Each week he pinballed around the 
campus, becoming well known for his high-beam smile and infec-
tious exuberance, for talking with students others ignored, for being 
a hugger who texted in all caps and seemed to speak in them, too.

The first person Shegog befriended at DCCC was Stephanie Mori-
arty, who worked in the campus-life office. He wandered in, looking 
lost and unsure in his green-and-yellow garb. Moriarty, a Wiscon-
sin native, was a Packers fan, too, and after they chatted a bit she told 
him, “Come on back any time.” He returned often to study in a comfy 
chair in the corner; she let him use the microwave in the staff lounge 
to warm up his leftovers. He called her his “Green Bay mom,” seeking 
her advice on neckties, relationships, and his future.

Though Shegog wasn’t sure what he wanted to do with his life, 
he knew he loved public speaking, how he could move a roomful of 
strangers with words, which Riley had seen many times. Not long af-
ter they met, Riley drove him to the treatment center in Bensalem 
where he had spent 78 days. There she heard him give his first speech 
outside of AA, a raw, thunderous riff on pain and recovery, which got 
a standing ovation and left some people in tears. Later, Riley told him 
she had felt God when he spoke.

After enrolling at DCCC, he kept speaking at rehab centers. At one 
talk, someone suggested that he start an LLC. Shegog had to Goo-
gle it: a limited-liability corporation. Could he really start a speaking 
business?

Shegog was weighing the idea in the summer of 2018 when he and 
Riley visited Washington, D.C., to celebrate the second anniversary 
of his sobriety. At the Martin Luther King Jr. Memorial, he stared up 
at the towering granite statue of MLK. “I’ve cut out the bullshit,” he 
said. “I’m going to do right.” Then he and Riley came up with a name 
for his company: The Message LLC.

Weeks later, a close friend of Shegog’s died of a drug overdose at 39. 
Shegog, who had been his AA sponsor, spoke at the funeral wearing a 
charcoal suit, the only one he owned. His neighbors had bought it for 
him weeks earlier — a gesture of support for his plan to start a speak-
ing business.

Shegog sometimes felt like getting loaded and smoking weed to 
dull the pain of losing his friend. Instead he lifted weights and de-
voured healthy food. Angry, he wanted to reach audiences beyond 
treatment centers, to tell college administrators how they could help 
students struggling with addiction.

That summer, Shegog attended a conference at Saint Joseph’s Uni-
versity. He met a writer there who connected him with an opin-
ion editor at The Philadelphia Inquirer who was seeking someone to 
write about collegiate recovery programs. He emailed the editor his 
essay on identity from English 025. With some coaching, Shegog did 
some research and turned parts of his first remedial-English paper 
into an op-ed.

In August, the Inquirer published Shegog’s piece, which ran with 
his photograph. In 548 words he described students in recovery as 
“seasoned souls” who are especially dedicated to their studies. All 
community colleges, he wrote, should have on-campus recovery pro-
grams to support them: “I hope that one day soon, students will not 
have to fight for addiction and recovery services but that they will be 
as common as finding the bookstore.”

Shegog’s phone blew up. DCCC’s president invited him in for a 
meeting. She connected him with the marketing department, which 
would publish a front-page magazine article about him. An official 
in the advancement office told him he was the face of the college. 
There’s life in this paper.

After the op-ed, a technical school in New Jersey invited him to 
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speak. When asked about his fee, he was flummoxed: “You’d pay me 
for that?” In the end, the school didn’t pay him for the talk, or reim-
burse him for the $200 he spent on Uber rides. But it did provide free 
food and coffee. From Panera.

Knowing he had much to learn about the speaking business, She-
gog got to know Brieanne Rogers, then assistant director of campus 
life at DCCC, who booked speakers. She helped him draft his first 
contract and establish a speaking fee. She advised him on negoti-
ating effectively and explained why he needed an elevator pitch. 
Though he was her elder, he called her his big sister.

One Sunday morning while Riley was making pancakes, Shegog 
pulled up the completed online form required to establish an LLC 
in Pennsylvania. As soon as he hit Enter, his business would become 
real. Did he really want to relive the worst of his past again and again 
for money?

“I can’t do this,” he told Riley.
She told him it would be wrong not to share his gift: “Stop fearing 

it. Let’s go!”
He pressed Enter.

S
HEGOG HAD TALENT and a box of new business cards. But he 
lacked something critical, in college as in life — contacts.

Kurtz, the Act 101 counselor, knew that students often 
don’t succeed unless they feel connected to someone on 
their campus, and she wanted Shegog to have a positive 

male role model. So one day she walked him over to the office of Ken-
drick M. Mickens, director of student outreach and support.

Mickens, a Black man from North Philadelphia, remembered what it 
was like to be an undergraduate in need of guidance. In the late 1980s, 
when he was attending the predominantly white West Chester Uni-
versity of Pennsylvania, two administrators saw promise in him that 
he hadn’t seen, inviting him to join committees and speak at campus 
events. And as a result, he would say later, he “just blossomed.”

At DCCC, Mickens tried to help others blossom, too. So after 
Shegog described his hopes of building his speaking business, 
Mickens wanted to get him on a stage. He called a contact who 
was organizing a student-leadership conference sponsored by the 
Pennsylvania Black Conference on Higher Education. He asked 
if a student could present there; yes, he was told, if the proposal 
looked good enough.

Shegog submitted a proposal for a session, which a conference or-
ganizer helped him refine. He lacked a curriculum vitae — required 
of presenters — so he typed up his achievements: the Inquirer op-ed, 
employee of the month at Panera. Though he used a large font, the 
text barely filled a half-page.

His proposal was accepted, but then the event’s organizers wa-
vered. One called Mickens to say they typically didn’t have present-
ers who were still students. Mickens went to bat for Shegog, telling 
the organizers that he deserved a chance: You accepted his proposal.  
I don’t see what the problem is.

That did the trick. In October 2018, Shegog went to Harrisburg, 
Pa., and led a workshop (“Creating Healthy Lifestyles for Students 
in Recovery”). At the conference, Shegog met a student leader from 
Clarion University of Pennsylvania. The connection led to his first 
paid keynote speech the following winter. Riley came, and so did his 
mother. Afterward she proudly waved his $1,200 check in the air.

Shegog had always wanted to feel like he belonged in every room, 
but often he didn’t. In March 2019, he walked into an education 
conference in Philadelphia attended by administrators and facul-
ty, knowing that he would be the only person there without even a 
bachelor’s degree. In the hotel lounge, with trays of hors d’oeuvres 
circling, people seemed to be speaking another language, discuss-
ing books he hadn’t read, articles they had published in journals he 
couldn’t afford.

Feeling dumb, Shegog called Kurtz and told her he didn’t belong 
there. She told him to walk into his session with his head up and 
speak from his heart. He tried. But during his talk he botched a sta-
tistic. Nothing flowed. Afterward, he felt terrible, sure that he had 
bombed on his biggest stage yet.

M
AYBE IT WAS LUCK. For years, Shegog had met exactly who 
he needed in pivotal moments, and it happened again at 
the conference in Philadelphia. Just when his confidence 
was shot, a sincere woman in stylish glasses walked up, 
thanked him for sharing his story, and said she would love 

for him to speak at her campus.
Thank you, Jesus, he thought.
Her name was Christine Morris. A few months earlier she had been 

an adjunct faculty member at nearby Montgomery County Commu-
nity College, or MCCC, when one of her students had a mental-health 
crisis in her class. That week a diligent student who had been excel-
ling in her course died from an overdose. Shaken, Morris asked her-
self: What are our students going through? What don’t I know?

Weeks later, she switched jobs, becoming coordinator of Act 101 at 
MCCC, the same program Shegog belonged to on his campus. After 
meeting at the conference in Philadelphia, he and Morris emailed of-
ten. He helped her better understand students’ challenges just as she 
was learning to help them cope day-to-day with problems that she 
previously hadn’t thought much about.

One day Morris called Shegog for advice on how to approach a 
conversation with a student who seemed to have a substance-abuse 
problem. Shegog advised her to start by saying that she cared about 
her.

Getting to know Morris helped Shegog, who, at her invitation, 
would give a handful of paid speeches at MCCC and join the college’s 
Act 101 board. But their friendship was a two-way street. Getting to 
know Shegog had changed her, deepening her understanding of pov-
erty and homelessness, how easy it was to fall into both, because of 
addiction, mental illness, the lack of a safety net. “I wasn’t born to be 
homeless,” he often said. It was something that happened to him.

Shegog told Morris how much small kindnesses mattered to people 
who have nothing. He recalled how a woman working at a downtown 
Dunkin’ Donuts in 2016 would place boxes of unsold doughnuts on 
top of a Dumpster instead of inside of it, so homeless people could 
get to them easily. He had often filled his belly with those doughnuts.

Several months after meeting Shegog, Morris had dinner at 
a restaurant in Philadelphia. Driving home by herself, she was 
stopped at a red light when a young man holding a sign asking for 
food walked by her car. In the past she would’ve sat still and stared 
straight ahead. But just then Morris thought of Shegog. She rolled 
down her window, greeted the stranger, looked him in the eye, and 
handed him her box of leftovers. She saw how grateful he was. And 
she thought, That easily could’ve been one of my students.

S
HEGOG GRADUATED from DCCC in the spring of 2020 with an 
associate degree in communication arts and a 3.7 GPA. He 
received an award the college gives annually to a student ex-
emplifying the Optimist Creed (“To be so strong that noth-
ing can disturb your peace of mind./To talk health, happi-

ness, and prosperity to every person you meet …”).
He decided to enroll at West Chester University, which gave him 

a full-tuition scholarship and a spot in the honors college. Still, he 
was anxious about transitioning to a four-year campus during Covid. 
His professor for “Communication, Literacy, & Inquiry” found ways 
to foster connections among her students during a virtual semester. 
Elizabeth A. Munz, an associate professor of communication and 
media, started each class by asking students how they were doing, 
what they were up to, a relatively small gesture that Shegog loved. 
Those 10 minutes, she believed, helped instill a sense of community.

Munz also adopted a new practice that fall: asking a handful of 
students to stick around after each class for an informal chat. Some-
times they disclosed financial hardships and other personal chal-
lenges that helped her understand what they were going through. 
Shegog often wondered why all professors didn’t do the same thing. 
He would later describe the importance of those interactions in 
a speech at West Chester. “Do you know how far it goes,” he said, 
“when you know that the person teaching you, cares about you?”

Improving pedagogy. Increasing retention. It all boiled down, he 
believed, to caring.
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Shegog’s first semester at West Chester was tough. He took Span-
ish 101 because the university requires students seeking a bachelor 
of arts to pass two semesters of a language besides English. For him, 
this was a burden: He struggled to absorb new words, sounds, and 
sentence structures over Zoom. Many nights he stayed up late study-
ing, eating dinner after midnight. But the lessons didn’t connect in 
his head. Struggling to grasp elementary Spanish sank his confi-
dence. It made him angry, gave him stomachaches.

Knowing he had to maintain a high GPA for his scholarship, he 
withdrew from the class.

Sometimes Shegog felt ambivalent about higher education and its 
many requirements. He wanted a bachelor’s degree badly, but he was 
frustrated by how much stock people put in academic credentials. He 
winced when professors insisted that students call them “Dr.” Some 
conferences, he learned, wouldn’t invite speakers who lacked a mas-
ter’s degree. At one conference he attended, a professor asked where 
he had earned his bachelor’s degree. When he said he didn’t have one 
yet, she asked, “What are you doing here?”

He was there because he had fought through what many schol-
ars had merely studied. He was there because he had survived a 
substance-abuse epidemic that he believed many college officials 
ignored. In 2019, about one in seven young adults in the country 
needed treatment for substance use, according to one estimate. Ap-
proximately 600,000 college students, other research has found, de-
scribe themselves as in recovery from an alcohol and/or other drug-
use disorder.

Shegog’s professional ambitions had entwined with his academic 
goals. He kept studying hard, knowing that straight A’s led to scholar-
ships (he had racked up more than a dozen), and scholarships led to 
dinners. Dinners helped him meet people, increasing his chances of 
speaking at events. All of that, he believed, helped him stay healthy: 
If he drank again, he would drop out of college, and a business built 
on sobriety would fold.

With just an associate degree, Shegog believed that his greatest 
assets were his voice and his story. Kelly-DiMeglio, his English pro-
fessor at DCCC, had shown him that he could take the shame he felt 
about the past and reshape it. So he refined his speeches in the cold, 
musty basement, timing himself.

He liked rehearsing in the uncomfortable space, standing under a 
low ceiling, shouting, crying, and cussing while composing passages 
in his head. The plain white wall gave him nothing, helping him fig-
ure out what he wanted to say without worrying about an audience’s 
reaction.

Shegog called public speaking “a bittersweet joy.” He decided early 
on that he would frankly describe some of his most difficult experi-
ences, as hard as it was. Because those experiences had shaped him. 
Because they revealed truths about addiction.

The story of a once-homeless guy who made it to college and saw 
all his problems vanish while sauntering to prosperity? That wasn’t 
his story. Success didn’t heal wounds; A’s and B’s didn’t erase trau-
ma. He still felt the pain he felt when a white woman spat on him as 
he was begging for change — “Get a job, nigger,” she said. But that 
pain was a gift: Whenever he thought about having just one drink, he 
summoned the memory, which extinguished all temptation.

While earning credits toward a communication-studies degree, 
Shegog was learning how to be a part of a family. He and Riley made 
plans to get married, and over the years he’s bonded with her daugh-
ter, Megan, whom he calls Mego. She was 20 when his op-ed was 
published in the Inquirer. Staring at the newspaper in his hands, she 
exclaimed, “That’s dope.”

Her words kept him going when he felt stuck in between two 
worlds. Last summer, Shegog flew south on Louisiana State Univer-
sity’s dime after the Shreveport campus had invited him to speak 
at freshman convocation. He felt like a king driving a rented Chevy 
Spark with the window down, knowing he was about to give two 
paid speeches. But a few days later he was clearing customers’ trays 
at Panera, a job he kept, in part, to continue receiving state-provided 
health insurance covering the costs of meds and weekly therapy es-
sential to his recovery.

Shegog had climbed high up into a new life, but he still felt close to the bot-
tom.

L
AST FALL, as a senior, Shegog registered for 18 credits, including his first 
graduate-level course. He believed he could manage the heavy load be-
cause he knew that college is a system one could learn to navigate if not 
master.

When he got a D on his first test in a biology course at DCCC, he befriend-
ed a high-achieving classmate, partnered with her in groups, and often picked 
her brain. He finished with an A in the course.

Before each semester, Shegog emailed his professors to introduce himself, de-
scribing his “hunger to learn,” asking if there were any additional readings he 
could do. He stopped by their office hours even if he didn’t need help. He often 
went to the tutoring center to get feedback on drafts of papers. In class, he no-
ticed who was taking notes and asking questions, and then traded phone num-
bers with them. He finished homework assignments in advance.

Though Shegog had liked most of his professors at West Chester, at 38 he often 
felt out of place among younger students, most of whom were white. Many were 
living at home, experiencing their first breakups. He sometimes smelled weed on 
his classmates’ clothes, and heard professors joke with students about partying 
hard. He often held his tongue during his “Drugs and Society” class, where home-
work felt like reading about his life. One day a classmate posed a question: Was al-
coholism a choice? Yes, another student said, a choice to drink instead of working 
hard. Finally, Shegog raised his hand and explained that alcoholism is a disease.

West Chester, though, had helped him raise his game and ambitions. He want-
ed to get a master’s degree, then a doctorate, because he wanted to get into rooms 
where policy making happens, to advocate for low-income and underrepresented 
families, people afflicted with addiction. And he wanted to expand his business 
and earning potential.

But Shegog still had to earn six foreign-language credits. Last fall, he took an-
other virtual Spanish 101 course. Once again he struggled. Once again he with-
drew.

O
N A WEDNESDAY MORNING in October, Shegog donned a black suit and put 
in his Packers cuff links. Soon he would give a talk at MCCC’s Blue Bell 
campus.

His speeches often turned strangers into friends, and evidence of that 
fact hung on his living-room wall: It was a wooden sign emblazoned 

with “The Message LLC,” a homemade gift from a student at Kutztown University 
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of Pennsylvania who had heard him give a virtual speech last winter. 
After reaching out online, she confided that she was depressed and 
struggling with an eating disorder. She also told him that she had a 
high GPA — a reminder that the standard gauges of How Students 
Are Doing reveal only so much.

Shegog straightened his tie while stepping around his burly mutt 
named Gemma. He called upstairs to Riley: “We ready?”

Inside their black Nissan Rogue, the couple held hands and prayed. 
Later, while driving up I-476 North, Shegog riffed on one of his major 
concerns: College officials who underestimated the prevalence of addic-

tion. He described a recent chat with an administrator at a nearby pri-
vate college who insisted that his campus didn’t have a substance-abuse 
problem. “That,” Shegog said, shaking his head, “is deee-niii-alll.”

After pulling into a parking lot at MCCC, Shegog took a picture of 
the “Reserved” sign on the orange cone marking his spot. Inside the 
airy Health Sciences Center, he greeted strangers in his usual way: 
“God is good! Woke up breathing!” He scanned the podium and rows 
of empty chairs in an open area by the gym: At 9:47, hardly anyone 
was there. Fidgeting, he joked with Riley about giving his speech to 
just one student.

But a few dozen people showed up, and his friend Christine Morris, 
MCCC’s Act 101 coordinator, warmly introduced him. Leaving the 
podium to stand in the audience, he fist-bumped late-arriving stu-
dents. “How y’all doing? Come on in. Bless you.”

These days Shegog felt powerful when he spoke, the way he had 
felt in high school when, after years of being bullied, he first strapped 
on quad drums and marched with the marching band. At MCCC, his 
voice snapped a few spectators’ heads back. He got loud, then spoke 
softly, scowling and smiling and looking students in the eye.

Shegog, who has bipolar disorder, described his routine for stay-
ing healthy, the importance of the Zoloft tablet he takes each day. It 
was his way of confronting the stigma associated with mental-health 
challenges. He related his story to what students might be dealing 
with. “If there’s one thing about all of us that connects us, we’ve all 
been through pain of some sort.”

Whether the pain related to alcoholism, depression, or Covid, he 
told them, they could confront it, carry on, thrive. “There are plac-
es that will help you — tap into ’em. You have no shame, and there is 
nothing to be afraid of. You’re human.”

Shegog riffed on the importance of connection in college, urg-
ing students to stop being in awe of their professors and get to know 
them. He urged professors to do the same, and to share potential op-
portunities, such as conferences, with their students.

Though Shegog had some well-worn lines (“Health is wealth”; 
“You’re not a mistake”), he wasn’t a typical motivational speaker. He 
was an entertainer, a self-deprecating storyteller, a fire hose of emo-
tion. Though much older than most of the students, he was one of 
them, with a take-home test for COMM 215 due that night.

For 45 minutes, no one — not the young woman in the pink fuzzy 
slippers, or her friend in the leopard-print mask, or the young man in 
the 76ers hoodie — glanced at their phone. “You’re somebody,” She-
gog said. “What you’ve been through matters.”

Afterward, nearly a dozen students lined up to chat with Shegog, 
exchange contact info, and pose for selfies. A young woman with long 
red hair clasped both of his hands and prayed with him. A graying 
woman just out of prison asked for advice. A baby-faced young man 

with a heavy backpack sought tips on breaking free from bad influ-
ences.

After chatting for a while, they shook hands. “Let me know,” She-
gog said, “if you need a recommendation letter, OK?”

I
N HIS SPEECHES, Shegog always posed a question: How did he go 
from living on the streets to succeeding in college? After a pause 
comes a three-beat answer: “God and grind!”

It was a daily grind. Studying hard was just one part. Recov-
ery was forever. It required obedience, his mother had told him. 

He remained devoted to therapy, journaling, meditating, yoga, and 
meds. Each day he popped an elderberry tablet, too.

But as good as “God and grind” sounded, faith and determination 
didn’t explain it all. His ever-growing cast of mentors and supporters, 
which he called his “Freddie Village,” helped him navigate college, 
buoying him when doubt struck, and calling him out when he need-
ed it. Many students lacked a village, which was why he offered to 
write a recommendation for the young man at MCCC. It was why he 
mentored a handful of younger students. Go to professors’ office hours, 
he told them. Get to know three administrators each semester — they 
hold keys to opportunities.

Students in recovery, Shegog wrote in his Inquirer op-ed, “tend to 
look up to the people others look down on, because they know pain 
and struggle.” His mentees included a young man from a wealthy 
family attending Rosemont College, and a formerly homeless man 
who enrolled at Pennsylvania State University at Brandywine after 
serving time in prison. They had grappled with addiction, psycho-
logical problems, self-doubt, or loneliness — something. Shegog be-
lieved breaking bread with his mentees was an important way of 
showing them love, so he treated them to meals at his favorite Italian 
place.

He often checked in with Jaron Felder, a senior at West Chester 
whom he had met when they were both students at DCCC. They talk-
ed about their experiences as Black men on a predominantly white 
campus. The friendship had helped Felder stay grounded, hopeful, 
motivated. Having guides who can share their perspectives on life 
was crucial, he had learned: When weighing tough questions, you 
needed thoughts in your head besides your own. And you needed 
better advice than “Listen to your heart,” because, as Felder put it, 
“your heart can be deceptive.”

As Shegog mentored others this fall, he leaned on guides of his 
own, including Sara Goldrick-Rab, a professor of sociology and 
medicine at Temple University. They had met when she spoke at 
DCCC in 2019, asking professors in the audience what they would 
do if a student had missed three straight classes: Email them the at-
tendance policy, or ask them if they were OK? When Goldrick-Rab 
said they should do the latter, Shegog felt like she was a kindred 
spirit. After her talk, he put a hand on her shoulder and introduced 
himself.

Goldrick-Rab, president and founder of the Hope Center for Col-
lege, Community, and Justice, helped start #RealCollege, a national 
movement to support students’ basic needs, such as affordable food, 
housing, and transportation. She believes many professors and ad-
ministrators have a lot of power — resources, social networks — that 
they could share with students but often don’t.

So when Shegog asked her for mentorship, she obliged. Before 
long he was in Houston moderating a session at a national confer-
ence sponsored by the Hope Center. Goldrick-Rab walked around 
with him, introducing him to many people. Months later, he ap-
plied for a spot on the center’s Student Leadership Advisory Coun-
cil and got one. The group was full of students whose challeng-
es reminded him of his own. They often shared advice, as well as 
their own networks, with each other. Last March, Shegog spoke at a 
#Real College webinar, after which speaking invitations poured into 
his website.

This fall, Shegog gave a speech at the National Institute for Staff 
and Organizational Development’s virtual conference, which had 
invited Goldrick-Rab to speak in 2020. The organization, which sup-
ports community and technical colleges, told him that it had never 
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had a student give a keynote, but that a speaker of his caliber war-
ranted an invitation.

That night Shegog and Riley went out to dinner, where he clinked 
his fruit-juice mocktail against her Shirley Temple. By then he was 
thinking ahead to November 21, a day he had long looked forward to, 
a day when he would feel that he truly belonged in higher ed. Or so he 
thought.

O
N THAT DAY, Shegog and Riley drove to West Chester’s campus 
for an induction ceremony. He was about to join the univer-
sity’s chapter of Omicron Delta Kappa, a national honor so-
ciety founded in 1914 that lists U.S. presidents, members of 
Congress, and prominent scholars among its members. Stu-

dents must demonstrate on-campus leadership and rank in the top 
third of their class to be considered.

Shegog had a heavy heart that afternoon. Riley had learned that 
her 29-year-old niece had just died from a drug overdose. A few weeks 
earlier, Shegog had spoken at the funeral of a friend’s teenage daugh-
ter who had died from the same cause. Both losses reminded him 
why it was crucial to speak about the ravages of addiction.

Inside the Philips Autograph Library, Shegog surveyed the Goth-
ic windows, wood-paneled walls, and glassed-in bookshelves — 
a sanctum built for an exclusive ceremony. He wore the tailored 
brown-plaid suit he had bought just before his 39th birthday two 
weeks earlier. “Nice suit,” said a young woman who was also being 
inducted that afternoon. She asked him if he worked for the univer-
sity.

After taking a seat in the second row, Shegog saw maybe 60 people 
in the room but not one Black face. Once again he felt uncomfortable, 
out of place. The room was whisper-quiet and dark; the mood, seri-
ous. Like a mob induction, he thought.

Kevin W. Dean, director of the honors college, stood at a lectern. He 
told the audience that there were 14,000 students on the campus but 
just 22 were about to join Omicron Delta Kappa. After he called the 
first inductee’s name, she walked up to a table topped with a vase of 
flowers, signed her name in a book, and then faced the audience as 
Dean rattled off her many achievements.

Shegog realized that the ceremony he had long anticipated would 
mostly involve each inductee’s CV being read aloud. This is crazy, he 
thought as tallies of community-service hours and leadership posi-
tions kept coming.

Still, when his name was about to be called, happiness overcame 
him. Five-and-half years ago, he was lying on a sidewalk hoping to 
die; now he was sitting in a gorgeous room under a ceiling of ornate 
molding. “Look how far we’ve come,” he texted Riley, seated nearby. 
All his life he had thought he wasn’t smart enough. But the truth had 
sunk in: He was intelligent, a worthy student with a 3.8 GPA.

“Frederick Shegog … summa cum laude.”
After the ceremony, Shegog posed for photos with two guests: 

Kurtz, the counselor from DCCC who still guided him, and Rogers, 
who had helped him start his business. He carried home a certificate. 
“In recognition of conspicuous attainments,” it said. His name was 
printed in bold script.

But that certificate obscured a truth, just like all the documents 
conferred upon students do: No one succeeds alone.

C
OLLEGE DIPLOMAS. Academic awards. Certificates of member-
ship and distinction. They all express a specific understand-
ing of achievement, embodying the ways we honor the indi-
vidual relentlessly. One name in bold.

But imagine if the official documents commemorating 
success in college included other names, too. The names of peo-

https://webster.edu/about/innovative-global-diverse.php


ple who had done something to help 
that student succeed, who had gone 
out of their way. Mothers and fathers. 
Grandparents and guardians. Signif-
icant others and friends. Professors 
and staff members and tutors and 
ministers and mentors of all kinds. 
The cast would vary from student to 
student.

In a world with such a tradition, 
Shegog’s Omicron Delta Kappa cer-
tificate would’ve been imprinted 
with dozens of names. Kim Riley’s. 
His mother’s. The names of all the 
members of his Freddie Village. And 
wouldn’t it have also included the 
names, in fine print, of policy mak-
ers behind the state-financed stu-
dent-support programs that had en-
abled him to afford college, giving 
him a chance to meet so many helpful 
people? People without whom, he was 
certain, he wouldn’t have made it, no 
matter how hard he tried? He had per-
sisted, in part, because many faculty 
and staff members had done their jobs 
well, and, often, much more than re-
quired.

Pull yourself up by your bootstraps. 
Roll up your sleeves. Buckle down, kid. 
Shegog had heard all those maxims, 
rooted so deeply in American mythol-
ogy that one could mistake them for 
practical advice. But experience had 
taught him that those adages were 
empty.

They were also dangerous: The 
more we believe that a student’s suc-
cess is theirs alone, the easier it is to 
believe that no one else is responsible 
for a student’s failure.

Talent was good to have, but She-
gog had learned that someone had 
to show you how to use it. Applying 
for scholarships was important, but 
someone had to tell you about them 
first. Knocking on doors? Impossi-
ble if you didn’t know the doors were 
even there.

Success, in college and in life, had 
a shape. It was a circle, the wider and 
more devoted to you, the better. He 
understood that many privileged stu-
dents arrived at college with a cir-
cle around them; he had to build his 
own.

Shegog left the ceremony wonder-
ing how many talented students who 
looked like him ended up failing just 
because they lacked the supporters 
they needed. Though grateful to be-
long to Omicron Delta Kappa, he went 
home feeling conflicted. He tucked 
the certificate under some books and 
forgot it.

A week later, Shegog walked into a 
venue he once thought he would nev-
er see: Lambeau Field. Wearing the 
hat and scarf one of his Panera moms 

made for him years ago, he cheered 
the Packers to victory. The tickets were 
a gift from his Green Bay mom.

In December, Shegog got his fall 
grades: All A’s. He was on track to 
graduate in May, when Riley would get 
her master’s degree. And he planned 
to start a master’s program in public 
administration at West Chester this 
fall.

But then, just before Christmas, his 

plans seemed to unravel. Because of 
Spanish.

W
HEN SHEGOG WITHDREW 
from Spanish 101 last 
fall, he planned to stay 
on track to graduate from 
West Chester in May by 

taking an accelerated Spanish 101 
course over winter break, when he 
would have no other classes to juggle. 

But when he finally sat down and ex-
amined the schedule, he saw that the 
class would meet Monday through 
Friday, three-and-a-half hours a 
night.

No way, he thought.
The fall semester had drained him. 

He needed time with Riley, time for 
himself. He feared the toll that the 
course would take while he was try-
ing to be a supportive husband, son, 

and mentor. Riley’s daughter, Megan, 
almost a year into recovery, often 
sought his advice. What if she called 
when he was in class? He weighed 
his commitment to his own recov-
ery, too. “Every day I wake up, I got 
one job — stay healthy,” he said in his 
speech at MCCC. “There ain’t no days 
off.”

But if he didn’t pass Spanish 101 
this winter, he couldn’t take Spanish 

102 this spring — and couldn’t finish 
his bachelor’s degree in May. Wary 
of an accelerated summer course, 
he would have to take Spanish 102 
next fall, which would mean delaying 
graduate school. At 39, he already saw 
himself as behind in life.

Shegog felt embarrassed, like 
he had screwed up. Years ago he 
would’ve doused his frustration with 
brandy and weed; that night he ate 

some ice cream. His Freddie Village 
rallied around him. Bonnie Kaplan, a 
retired school teacher and one of his 
Panera moms, texted support: “You 
should never be embarrassed when 
you make choices that are necessary 
for your well-being. … You are loved, 
and I remain proud of you. The only 
Spanish you need right now is no 
problemo.”

Later, Shegog learned that he 

38 THE CHRONICLE  
OF HIGHER EDUCATION C

Advertisement



could still participate in commence-
ment with his foreign-language re-
quirement as yet unfulfilled. But he 
hated the thought of walking across 
the stage with a worry looming over 
him: Could he even pass Spanish 
102?

Shegog wasn’t sure. Slogging 
through Spanish 101 this winter, he 
found it draining to keep up, relying 
on a tutor, on Riley, and on prayer to 

stay above a C. So at the beginning of 
the semester he emailed several pro-
fessors, asking for help.

In February, Shegog met with his 
new academic adviser, the chair of 
the communication and media de-
partment, who told him something 
that no one else, including his previ-
ous adviser, had ever mentioned: Stu-
dents could request permission to use 
a “non-approved course” to fulfill a 

graduation requirement, an academ-
ic swap that the university sometimes 
allows due to extenuating circum-
stances. It was a way to meet students 
where they’re at while maintaining 
the integrity of a requirement.

But a student could only make such 
a request if they knew about the pro-
cess, which is mentioned but not fully 
explained in the university’s 2021-22 
catalog. The required form was on-

line, in a place Shegog hadn’t known 
to look. To him, it felt hidden.

Shegog emailed Israel Sanz-Sán-
chez, assistant chair of the depart-
ment of languages and culture, ex-
plaining how despite his high GPA he 
had struggled to pass Spanish cours-
es. The foreign-language require-
ment, Shegog wrote, was “causing a 
heavy burden that can delay my edu-
cational journey.”

To fulfill West Chester’s language 
and culture requirement, Shegog 
had to pass two language courses 
and three related culture courses. He 
asked if he could substitute an addi-
tional culture course, which he would 
take this summer, for Spanish 102.

A few days later, Shegog met with 
Sanz-Sánchez, a professor of lan-
guages, to make his case. He had pre-
pared as if he were about to negotiate 

a speaking contract. He wasn’t trying 
to be lazy, he told the professor, but 
Spanish 102 was an obstacle standing 
between him and his goals.

Sanz-Sánchez, who had exam-
ined Shegog’s record, could see that 
he was a dedicated student who had 
tried to fulfill the requirement in the 
usual way. The professor understood 
that providing a different way to meet 
that requirement would benefit him. 

So he told Shegog he would support 
his official request for a course sub-
stitution, which he later forwarded 
to an associate provost for academ-
ic affairs, who would either approve 
or deny it. Not all requests, Shegog 
knew, were successful.

The requirement that had long 
vexed him existed for a reason: Pro-
ficiency in other languages and cul-
tures is widely considered an im-
portant aspect of an undergraduate 
education. But Shegog believed he 
deserved a ticket out of Spanish 102. 
He had challenges other students 
lacked. And one could say he had 
mastered many languages. The lan-
guage of college, for one. The lan-
guages of recovery and poverty, of re-
sourcefulness and connectedness.

While waiting for an answer, She-
gog reflected on his college experi-
ence. He felt the truth in something 
W.E.B. Du Bois wrote in 1903: “Edu-
cation must not simply teach work 
— it must teach Life.” Those words 
had moved Shegog when he stum-
bled upon them in 2018. He came to 
college seeking a new life, and many 
people he met there showed him how 
to live it. College gave him a vast net-
work and made him think hard about 
what one person owes another, even 
a stranger.

Being a student had given him a 
reason to stay healthy, helped him 
thrive in a loving relationship and be 
the kind of father he hadn’t known 
himself. Megan, who wasn’t in touch 
with her biological father, calls She-
gog “Dad”; this fall she gave him a 
small plaque that said, “You may not 
have given me life, but you sure have 
made my life better.” Inspired by his 
success, she was making a second go 
at college, enrolling at DCCC.

Shegog had received several 
awards, but none meant as much as 
his mother’s praise. She had told him 
she was proud of who he had become, 
grateful that he was a family man: 
“You have broken a cycle.”

After 10 days of waiting, Shegog got 
an email: His request to substitute 
another course for Spanish 102 had 
been approved. He whooped trium-
phantly. “I got it! I got it! I got it!” For 
years he felt like he had been carrying 
a sledgehammer over his shoulder, 
and just like that, it vanished.

That night he texted the latest to 
many members of his Freddie Village. 
One by one they texted back to cele-
brate his good news.

It was theirs, too. 

Eric Hoover writes about the challeng-
es of getting to, and through, college.  
Follow him on Twitter @erichoov.

MARCH 18,  2022          39

EXCEPTIONAL STUDENTS. 
EXCEPTIONAL OUTCOMES.
In the midst of a global pandemic, more than 97% of Stevens’ Class of 2021 graduates 

achieved their desired post-graduate outcomes. With an average starting salary of 

$75,400 and pursuing graduate study at prestigious universities such as Columbia, 

Princeton and MIT, the value of a Stevens education is evident.

Internships, research, co-op and entrepreneurial activities – combined with a 

technology-infused curriculum – contribute to these stellar outcomes for Stevens’ 

diverse and academically-talented students. These students will power the 

workforce of the future and solve the problems of tomorrow.

Our graduates are our future!

See the Success   
stevens.edu/exceptional

https://rise.stevens.edu/student-success/


40 THE CHRONICLE  
OF HIGHER EDUCATION 

What Follows the Great Pivot? The Great Pause

THIS SEMESTER, as the Omicron wave 
crashed across the country, campus 
administrators once more asked fac-
ulty and staff members to shift our 
teaching practices at a moment’s no-
tice. Yet again we resorted to “lifeboat 
learning” — teaching all or some stu-
dents remotely and adapting to rapid-
ly changing circumstances.

After almost two years of educators 
repeatedly responding to the pan-
demic with creativity, inventiveness, 
and dogged determination, one thing 
is clear: This is unsustainable.

Higher education has expended 
vast reserves of energy on planning 
for the pandemic to end. Despite the 
fact that it hasn’t, many institutions 
have nevertheless assured their cam-
puses that an end to Covid is immi-
nent and have strived to go “back to 
normal” as soon as possible. This has 
flown in the face of the evidence of 

our minds, eyes, and bodies. Faculty 
and staff members are exhausted. We 
have tried to think our way past the 
cognitive load of living through this 
moment and instead have grasped the 
limits of what willpower can do.

Enough. The pandemic is not a blip, 
nor should we treat it 
as such. We are living 
through an era that de-
mands we rethink our 
approach to higher ed-
ucation on every level, 
creating a more humane and flexible 
system in its place.

The promise of higher education 
lies in crafting a space in which all of 
us — administrators, faculty and staff 
members, and students — nurture 
and encourage thinking and growth. 
Yet we have run so frenetically toward 
the perceived end of the pandemic 
that few people have had the chance 

to think and assess the seismic shifts 
taking place and the rifts and inequi-
ties the pandemic has laid bare.

Some will say that we don’t have 
time to stop and think — that the re-
lentless requirements of enrollment, 
tuition, retention, and graduation 

metrics make carving 
out such time impossi-
ble. But not carving out 
that time is equally un-
sustainable. Without 
time to breathe, assess, 

and chart a new path, higher educa-
tion risks collapse in many places, 
hollowed out from within by the dis-
illusionment, burnout, and departure 
of dedicated faculty and staff profes-
sionals.

In what follows, we offer a series of 
suggestions for how to collectively 
create the time and space we need to 
re-envision the invitation and prom-

ise of higher education. Between the 
three of us, we work at a communi-
ty college, a private liberal-arts col-
lege, and a regional public university. 
We’ve crafted these ideas so they can 
be adapted to the specific situations 
facing different types of institutions. 
Our experiences of higher education 
are varied, but we share a vision for a 
more generative professional life.

Pause in your classroom. If we’re 
going to seriously rethink our teach-
ing, learning, and curricula, we are 
going to need to hear from the ben-
eficiaries of our efforts: students. We 
need to capture what they are think-
ing about the content we share, but 
also the means by which we share it.

Which teaching practices — es-
pecially from the past two years — 
help them and which don’t? Collect-
ing this information can be as simple 
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as taking five minutes at the begin-
ning or end of class to ask students to 
free-write critically about a particu-
lar teaching technique, about a mile-
stone assignment, or about an entire 
semester.

Pausing class to ask, “What learning 
strategy worked best for you today?” 
will allow us all a moment to breathe, 
will generate useful information for 
instructors at all levels, and will en-
courage students to assess their own 
approach to learning.

Pause in your department. Every-
one has been so busy pivoting for two 
years — learning how to make the 
most of technology and teaching in-
novations that a great many faculty 
members were wary of, pre-Covid — 
we haven’t had time to stop and think 
about what it all means and where we 
go next.

Start small. Instead of two-hour 
workshops, offer faculty and staff 
development in a series of five- to 
15-minute sessions. Take a biweekly 
pause to check in with one another as 
a department, deal with a single issue, 
and generate food for thought beyond 
the confines of that meeting.

But it doesn’t end there. Across aca-
deme we need opportunities for sus-
tained reflection. That could come in 
many forms:

n  Give faculty members release 
time from teaching to read, de-
bate, and strategize about the ac-
ademic enterprise.

n  Offer sabbaticals and leaves fo-
cused not just on research but on 
teaching, service, outreach, and 
planning.

n  Ease the regular service work-
load expected of faculty and staff 
members to allow them time for 
this reflection and study of their 
institution’s and profession’s fu-
ture.

n  Create working groups for staff 
members who work in similar ar-
eas (such as advising), providing 
them with an opportunity to re-
flect, share ideas, and design ini-
tiatives that might cut across in-
dividual units.

We need time to read. The cogni-

tive load of the pandemic, with its at-
tendant stresses in our work and non-
work lives, has made the simple act 
of reading a considerable challenge 
for many faculty and staff members. 
Being able to make reading a priority 
— to immerse ourselves in the latest 
works in our scholarly and profes-
sional fields — would have a pro-
found effect on our ability to rejuve-
nate our research and development 
agendas.

We need retreats, and it is vital that 
they pull together everyone who con-
tributes to the educational mission of 
each institution. Not only would such 
retreats create problem-solving spac-
es, they would send the clear mes-
sage that everyone’s input is valued 
in charting a path through this era of 
change.

These retreats could be as simple 
as a shared day of reflection for the 
entire campus. That means paying 
hourly workers and adjunct facul-
ty members to attend. It means tak-
ing child care and elder care into ac-
count. It means closing our offices for 
the day — and not expecting everyone 
to participate on a weekend.

Of course creating this time and 
space for reflection requires freeing 
up people’s time. The solution to fac-
ulty and staff burnout is not to add 
“institutional self-analysis” to their 
already long list of duties. Depart-
ments and other campus offices need 
to make room in people’s schedules 
for this “Great Pause” and strip away 
other work projects that, however 
worthy, may not be a critical part of 
their department’s mission. The solu-
tion to faculty and staff burnout is not 
“do this, too,” but rather, “let’s make 
some tough but deliberate decisions 
about how we can create opportuni-
ties for this reflection.”

Pause as an institution. We need 
to rethink our destinations. Instead 
of pushing so hard to “get things 
back to normal,” we need to ac-
knowledge how the last two years 
have changed us and make the goal 
a transformed higher education. 
Employing some of the strategies 
proposed here that are centered on 
what academe does best — reading, 
thinking, writing, debate — would 
certainly provide the rest and reju-
venation that we all crave.

And with that rest will come the 
necessary new energy to answer 
broad and expansive questions rath-
er than ones that are last minute and 
constrained:

n  What have we learned in the past 
two years that will not only help 
us meet the continuing demands 
of the pandemic, but that will sus-
tain us in our work and lives go-
ing forward?

n  What does the invitation to join in 
the work of higher education real-
ly mean?

n  What is the promise of higher ed-
ucation for everyone who partic-
ipates?

Giving all of us a chance to weigh 
in will result in a system in which we 
are better prepared to trust, respect, 
and value one another. Once we have 
afforded each other the opportunities 
outlined here, we will better under-
stand each other’s needs and goals. 
We will be better equipped to do 
the work that awaits us — not when 
things get “back to normal,” but im-
mediately, coming together to define 
the next chapter of higher education.

All of these ideas require support 
from the highest levels of every in-
stitution. Departments and offices 

need to be empowered to take some 
of the steps we propose. Administra-
tors need to make choices about how 
to allot their own time and energies 
and move away from simply pushing 
more work down to faculty and staff 
members in the form of new impera-
tives. Administrators must model that 
time and space are not just necessary 
but vital to the enterprise of educa-
tion, and that deep thinking is critical 
to our ability to adapt.

The Great Pause is not an end to 
things, but rather a beginning. High-
er ed is known for endless discussion 
— but let’s commit time and resourc-
es to actual action on the other side 
of this timeout. Let’s make part of our 
conversations about how to actually 
spark lasting change, and then com-
mit the time, energy, and resources to 
make it happen. 
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WHY does higher education have 
so much trouble with differentiation 
— that is, with spelling out precisely 
what makes a college unique? It seems 
that trying to be all things to all peo-
ple is our fatal flaw. And everyone sees 
it but us.

When families hear us saying that 
what makes our institution special is 
“a sense of community, small classes, 
and great faculty members who care,” 
they hear the voice of Charlie Brown’s 
teacher saying, “Wah wah wah wah 
wah …” They sense inauthenticity 
when we say that all of our programs 
are equally strong and will lead to job 
opportunities. They know life doesn’t 
work that way.

A recent conversation drove this 
point home. I was speaking with Bill 
Fahrner, president of Credo, a higher- 
education consulting firm. “It is so re-
warding to assist colleges with the re-
ally biggest questions of mission and 
strategy,” he told me. “But the biggest 
challenge is helping them embrace 
differentiation.” I knew instantly what 
he meant. In my 25 years in enroll-
ment management, I’ve run into that 
very issue at every institution that I 
have either worked at or advised.

Differentiation is the secret sauce of 
success for institutions. In the current 
higher-education landscape, most 
colleges seek the safety of trying to 
look like everyone else. We conform 
to the image of the category in which 
we have been labeled, or we reach up-
ward to try to be like the institutions 
we envy. Public flagships want to be 
like the Ivies. Public regionals want 
to be like flagships. Private regionals 
want to be like national liberal-arts 
colleges. What if we had the confi-
dence to be ourselves, but the best ver-
sion of ourselves?

One of the most powerful concepts 
in enrollment is that of leverage — the 
idea that a small amount of energy, 
applied in a strategic way, can have a 
disproportionately large outcome. We 
leverage financial aid to attract the 
largest possible number of students 
with the most efficient use of limited 
dollars. We leverage alumni and par-
ent volunteers to help us reach a larger 
pool of students. We leverage data to 
show us how students should be pri-

oritized within our outreach efforts in 
order to bring the best result.

But the ultimate leverage is differen-
tiation. When you differentiate as an 
institution, instead of having to chase 
students, students come to you, and so 
do dollars and prestige.

Higher education tends to get lost in 
the morass of the word 
“branding,” which has 
a lot of baggage around 
it. We get caught up in 
tag lines, color palettes, 
and elevator speeches. 
Those are important, but branding as a 
concept often does not engage the aca-
demic areas of our institutions, nor is it 
easy for frontline staff members to use 
in everyday ways. The best way to dif-
ferentiate is to discover a compelling 
story that is true to your institution but 
also makes sense to the market.

Think of differentiation as a large 
umbrella narrative — the story under 
which all the substories of your college 

or university can thrive and find shel-
ter. Academic programs can differ-
entiate themselves and become more 
attractive to students when aligned 
under this umbrella. Staff members 
find purpose and serve students better 
when this narrative is woven into their 
daily work. The college then invites 

all prospective students 
to bring their individu-
al story under this um-
brella and share in the 
institution’s larger nar-
rative.

The most-successful differentiation 
often comes out of an institution’s his-
tory. Fifteen years ago, I worked for a 
college that was on a list of the coun-
try’s top 50 liberal-arts colleges. It was 
an amazing place that prided itself on 
the rigor of the education it provid-
ed for students, but I could never fig-
ure out why it would not embrace its 
unique history. It had been founded 
more than 200 years earlier as one of 

the first inland colleges, to meet the 
needs of a young nation for leaders — 
especially doctors, lawyers, and clergy 
members. Its clear message was “lib-
eral arts equals leadership.” For de-
cades, it fulfilled that mission admi-
rably, drawing students from across 
the country and sending them to the 
best medical schools, law schools, and 
seminaries. The success of its gradu-
ates was jaw-dropping.

But something changed. With the 
start of the rankings culture, this col-
lege found itself sitting toward the 
bottom of the list of the best liberal- 
arts colleges. Looking to climb the 
rankings, the college began to de- 
emphasize the preprofessional pro-
grams that had fueled its success and 
to pitch itself as an all-around “great” 
liberal-arts college. With that shift, 
it lost its edge. Instead of becoming a 
household name for something high-
ly valued, it has remained in basically 
the same position in the rankings and 
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has struggled to attract enrollment. 
Instead of playing its own game, it 
bought into the myth that there is only 
one vision of “greatness,” which is be-
ing equally good at everything.

Sometimes, an institution’s distinc-
tion is less about a long history, and 
more about how it has evolved to meet 
a need. I recently completed a consult-
ing project for a relatively young uni-
versity in the Midwest. It’s doing great 
work for adult students, recent immi-

grants, and students from many eth-
nic and socioeconomic backgrounds. 
People on the campus are living di-
versity, true diversity, but they are not 
boldly talking about it. They are too 
close to their own experience to see 
what is clearly visible to outsiders, and 
even to their current students.

In a focus group, one student in an 
immigrant family said, “I love this 
university. It represents America to 
me in how it embraces everyone. It 
meets students where they are and 
helps them achieve their dreams.” No 
marketing office could write a better 
narrative than that. If this universi-
ty chooses, it could become the face 
of true diversity in its region, and 
attract students from even further 
away who identify with its message 
and values.

Perhaps part of the reason why 
higher education drops the ball so 
often on differentiation is that the 
concept always attracts its share of 
critics. Some are very practical think-
ers, who don’t realize how import-
ant identifying with a narrative is for 
most people. They often think that 
enrollment success will come from 
adding as many programs as possible 
or building better buildings than ev-
eryone else. Those are very expensive 
approaches.

Other differentiation skeptics are 
just strongly averse to risk, and see 
any attempt to specialize as limiting 
and potentially dangerous.

But I think most of the resistance 
stems from discomfort with the idea 
that an overarching, specific narra-
tive would spotlight some areas of 
the campus at the expense of others. 

Those critics fear that their discipline 
or program would be less important 
and less influential in this equation. 
Aligning with an overall story threat-
ens their independence and makes 
them beholden to others.

Imagine two large outdoor par-
ty tents. The first is set up with ev-
ery pole four feet tall. The second 
has three 12-foot poles in the mid-
dle, surrounded by four-foot poles on 
the sides. Which would you choose to 

have your party in? The first tent keeps 
everyone equal, but it also keeps ev-
eryone from standing up. The second 
raises the roof to accommodate great-
ness and invite others to stand up and 
achieve. Which one would attract oth-
ers to the party?

All of an institution’s programs ben-
efit when it achieves visible greatness 
in a certain area. I think of this as the 
Johns Hopkins principle. That univer-
sity is renowned the world over for its 
medical programs. Because of that, it 
has no burden of proof to convince us 
that its programs in, say, psychology 
or political science are also excellent. 
Its differentiation creates an overflow 
of greatness to other areas.

In fact, it is the vulnerable programs 
that gain the most from an institu-
tion’s commitment to differentiating. 
Most nursing programs could stand 
on their own without an overarching 
university narrative because the de-
mand for nurses is so great. But why 
would I choose a nursing program 
four states away from me when the of-
ferings in my home state look basical-
ly the same? I might make that choice, 
however, if I knew that the nursing 
program four states away was ori-
ented to help me explore a value that 
was important to me — for example, 
if it was known for its commitment to 
overseas experiences.

Likewise, I might be attracted to a 
history program at a university with 
a strong reputation for preparing stu-
dents for professional schools or a so-
ciology program at a college that was 
famous for its work on diversity.

Many colleges struggle to discov-
er their differentiators, but they are 

there. Review your history. Ask your 
students. Look for what symbols your 
campus holds dear. That symbol can 
be something as simple as a popu-
lar spot on the campus. My current 
university is a good example of this. 
If you have traveled to Virginia, you 
have probably seen the large “LOVE” 
signs scattered around the state in 
places that invite a photo opportuni-
ty. We have one right in the middle of 
the University of Lynchburg’s cam-
pus, decorated in the university’s col-
ors. All of our tours stop so that we can 
take pictures of prospective students 
and their families at the sign.

At other places, that sign might be 
perceived as a gimmick, but it is actu-
ally a really good match for our histo-
ry. We were founded by a branch of the 
Christian Church that focused on ser-
vice to the community and breaking 
down the barriers between denomi-
nations. Although the church is not as 
central to the university’s identity as 
it once was, its values have remained. 
Service is a huge part of what we teach 
students to do. The university focus-
es on expanding the classroom to the 
campus, the community, the natural 
beauty of central Virginia, and a world 

that needs a lot of love. It seems only 
appropriate that the LOVE sign would 
act like a beating heart at the center of 
our campus.

That is what families are seeking 
— authenticity. They are attracted to 
institutions that stand for something. 
They are waiting for someone to have 
the courage and self-confidence to 
say, “This is who we are and what we 
do, and we believe that there are stu-
dents all across the country who share 
our values. We invite them to join us 
in the story we are writing.”

Aaron Basko
is associate vice president for 
enrollment management at the 
University of Lynchburg, in Vir-
ginia. 

BUILDING A  
RESILIENT WORLD.

Florida International University is located in Miami, a city on the 
forefront of combating the impact of climate change. Faculty in the 
Steven J. Green School of International & Public Affairs have been 
awarded $4.63 million by The Andrew W. Mellon Foundation to help 
vulnerable communities prepare for and recover from disasters.

The Commons for Justice project will allow FIU researchers to study 
and address racial and ethnic disparities and identify potential 
solutions so that all communities survive.

In research awards for environmental resilience in the past 10 years

$4OOM

Learn more at
go.fiu.edu/resilient

Families seek authenticity. They are drawn  
to colleges that stand for something and that  
say, “This is who we are and what we do.”

If you want to find true success in 
recruitment, enrollment, and reten-
tion, plant your flag clearly and let  

the world come to 
you. 

https://news.fiu.edu/2022/fiu-receives-12.8-million-nsf-grant-to-design-an-extreme-wind,-surge-and-wave-testing-facility
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IN 2015, I asked a history professor at 
a prominent university in Shanghai 
what happens if graduate students 
in China want to study the Cultur-
al Revolution. They don’t get fund-
ing, he said flatly, and they won’t get 
a job. Clear and simple. In the United 
States, politicians have to work a lit-
tle harder when they want to con-
trol what professors research and 
teach. Unlike in the People’s Repub-
lic of China, politicians in the Unit-
ed States have to loop their efforts 
through invocations of “the people.” 
We saw this in action recently, when 
Lt. Gov. Dan Patrick of Texas held a 
news conference. He promised to end 
tenure because he was enraged that 
the Faculty Council of the University 
of Texas at Austin had passed a res-
olution a few days earlier defending 
faculty members’ academic freedom 
to teach gender justice and critical 
race theory.

UT-Austin’s resolution is one of 
more than 20 that have passed at in-
stitutions across the country in re-
sponse to the laws and pending bills 
censoring what and how we teach 

in the classroom. Seven resolutions 
were passed at public flagships. Many 
of them, including the one passed 
in Texas, are drawn from a template 
provided by the African American 
Policy Forum, while others, such as 
the one passed at the University of 
Alabama, were drafted from scratch. 
The resolutions affirm the long-es-
tablished pre-
rogative of fac-
ulty members, 
as the experts 
in their fields, to 
determine the 
curriculum. “We 
must collectively demonstrate that 
the faculty are organized on our own 
campuses across the country to fight 
back,” the UCLA law professors Kim-
berlé Crenshaw and Devon Carba-
do and three others wrote in an open 
letter encouraging faculty members 
to bring resolutions to their senate 
floors.

I wouldn’t be surprised if Dan Pat-
rick is highly popular in Texas. It’s 
easy to rally people behind you when 
you feed them propaganda. It’s easy 

to work people up by suggesting that 
their (white) college-age offspring are 
routinely denounced by their (Black) 
professors as being inherently rac-
ist. Politicians don’t need evidence 
for their claims; they just need one or 
two opportunistic activists spreading 
misinformation through social media. 
They then simply gesture at the debris 

floating at the 
top of the medi-
asphere in lieu of 
real evidence.

That feedback 
loop is famil-
iar: Consider 

how the partisan activist Christo-
pher F. Rufo’s prolific falsehoods be-
came evidence in a formal opinion by 
Montana’s attorney general. In Texas 
the loop took all of two days after the 
resolution passed. A finance profes-
sor who attended the council meeting 
only for the period when the resolu-
tion was on the floor gave a prepared 
speech chock-full of basic misunder-
standings about both critical race 
theory and the role of faculty resolu-
tions. He then tweeted a clip of him-

self, thus disregarding the faculty 
member who had patiently explained 
his misunderstandings. Claiming 
that the finance professor’s tweet had 
gone viral, Fox News called further 
attention to it. Dan Patrick now had 
all the evidence he apparently felt he 
needed.

In his news conference, Patrick 
lauded the finance professor and 
blamed a “small minority” for the 
resolution. In fact, it was proposed 
with the full support of the academic- 
freedom committee, and with the 
endorsement of three other stand-
ing committees. Each committee 
had held its own discussion of the 
proposal weeks and, in some cases, 
months earlier. When council mem-
bers voted, the tally was 41 in favor 
and 5 against, with three abstentions. 
Patrick also trotted out that time- 
honored McCarthyite trick of inten-
tionally conflating issues involving 
race with communism by claiming 
that the faculty members in favor 
of the resolution were “looney” (sic) 
Marxists. In fact, they are neurosci-
entists, biologists, historians, art his-
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Lt. Gov. Dan Patrick of Texas
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The Increasingly Authoritarian War on Tenure 
Right-wing attacks on the professoriate are divorced from evidence.
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torians, and so forth. The available 
evidence suggests that they are not 
loony nor, for that matter, Marxist.

WHETHER we teach critical race theo-
ry or not, faculty members across the 
country know that none of us walk 
into classrooms and call white people 
oppressors and Black people victims. 
That’s not how teaching works. If we 
assign something by Richard Delga-
do or Gloria Ladson-Billings, we don’t 
instruct our students to sign their 
names in blood at the top. We ask, 
“What do you think?” It is, of course, 
profoundly insulting to Delgado and 
Ladson-Billings, and all of us who 
teach their work, to suggest the goal 
of this scholarship is to indoctrinate. 
But those insults are not really di-
rected at us. They are naked attempts 
to manipulate the public. They are 
about elections. The morning of the 
day Patrick gave his news conference, 
The Texas Tribune published an arti-
cle deeply embarrassing to him about 
his “behind-the-scenes maneuvering 
this election cycle” to undermine oth-
er members of his party. By the after-
noon, the Tribune had released a story 
about Patrick’s war on tenure, burying 
the earlier one. That is exactly what 
Patrick intended. That is precisely 
how the phrase “critical race theory” 
operates in some right-wing circles: It 
is an empty, scary phrase to throw at 
people to distract and outrage them.

Academic freedom is not free 
speech. Politicians can make de-
monstrably wrong, irresponsible, 
and race-baiting claims; responsi-
ble professors cannot. Academics 
also have First Amendment rights in 
other aspects of our lives, but we are 
held to the standards of our profes-
sion when we make claims in peer- 
reviewed journals or submit our work 
to promotion- and-tenure commit-
tees. Through those processes, soci-
ety comes into possession of a body of 
work that has been vetted by experts 
and that cannot be reduced to mere 
opinion or hearsay. Academics provide 
a democratic society with what the law 
professor and former Yale Law dean 
Robert Post calls “democratic com-
petence.” And this — academic free-
dom — is what distinguishes colleges 
in democratic states from those in 
authoritarian and totalitarian states, 
where one political group has the abil-
ity to control knowledge. Despite all 
its old Cold War fear- mongering and 
all its empty talk of freedom, the Re-
publican Party now harbors a sizable 
contingent of politicians who are in-
creasingly willing to use authoritarian 
tactics to get what they want.

Democratic societies build in pro-
tections for faculty members so that 
we are not at the whims of whichev-
er party is currently in power. When 
Patrick threatens tenure, he threat-
ens those protections. With tenure, if 
we research climate change, we can 
do so throughout our careers, not in 
fits and starts every other four years. 
If we study the history of this country, 
we can produce and disseminate our 
findings even if a powerful politician 
considers them insufficiently patriot-
ic. But now powerful politicians are 
taking direct aim at academic free-
dom. Losing it would mean the parti-
san political control of knowledge — 
which is precisely what partisans like 
Patrick are after. 

Jennifer Ruth
is a professor of film studies at 
Portland State University and 
the author, with Michael Bérubé, 
of It’s Not Free Speech: Race,  
Democracy, and the Future of  
Academic Freedom (Johns  
Hopkins University Press, 2022). 
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CAREERS

ACADEME HAS many rites of passage. 
Among the most prestigious — and 
treacherous — is applying for promo-
tion to full professor. If you apply early 
and succeed, you are a “star” scholar, 
but if you fail, you may be tagged as 
arrogant or, worse, as headed for the 
deadwood pool.

Ascending to the full-professor rank 
usually entails a decent pay increase 

and may involve some sort of public 
celebration. Some institutions sponsor 
lectures that showcase the achieve-
ments of the newly senior scholars. 
Generally speaking, most full profes-
sors reach this rank when they are in 
their mid- to late 40s.

In a faculty career, the stakes are 
clearly highest for the tenure decision, 
given that a no vote usually means, 
at a minimum, that you will have to 
vacate your position. The stakes are 
more complicated, yet still signifi-
cant, for promotion to the top rank, 
and we’ll be exploring them in a se-
ries of columns. These two significant 
milestones in a faculty career differ in 
many ways:

n  Whereas a favorable tenure vote 
signifies that the institution views 
you as a “keeper,” promotion to 
full professor signifies that you 
have amassed a record of exem-
plary teaching, influential schol-
arship, and effective service. Ul-
timately, granting full-professor 
status boils down to whether the 
profile of the applicant demon-
strates a level of distinction that 

The Path to Full Professor
How to decide when (and whether) to seek promotion to the top faculty rank.
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reflects positively on the institu-
tion — not just a keeper, but a lu-
minary among equals.

n  When you accept an assistant pro-
fessorship, it comes with a specific 
decision point — a set date (usu-
ally six to seven years after hiring) 
by which you must seek tenure. By 
contrast, the decision about when 
to “go up” for full professor tends 
to be more loose. Many candi-
dates elect to pursue the full rank 
as soon as they have achieved the 
minimum time required to make 
the case. Typically, it’s five years 
after earning tenure. Of course, it 
isn’t just about spending a certain 
number of years at the associate 
level. Rather, it’s: Have you used 
your time wisely to create a dis-
tinguished track record? You can 
choose a more leisurely pace and 
delay your application until your 
portfolio clearly establishes that 
you have met the criteria.

n  The tenure process requires an 
up-or-down decision along with 
an exit strategy if the decision is 
unfavorable. By contrast, if your 
bid for full professors fails, you 
aren’t shown the door. You often 
may reapply for promotion when 
you can make a stronger case.

Early-career scholars often com-
plain about the vagaries and secrecy 
of the tenure process. Unfortunately, 
on some campuses the promotion to 
full professor is just as opaque. Sure, 
at some institutions, the process and 
qualifications for promotion to full 
professor are clear: Reviewers may 

examine the candidate’s annual per-
formance ratings, and guidelines may 
specify publication targets and evi-
dence necessary to establish schol-
arly influence. Procedures may even 
articulate who should and should not 
write letters of support. However, at 
other places, the promotion process is 
shrouded in mystery.

In such cases, the decision of when 
to go up may require strategy. For ex-
ample, we know of colleagues who 
watch and wait for the right mix of col-
leagues to be elected or appointed to 
the campus’s tenure-and-promotion 
committee before they decide to wade 
into what may be murky waters.

How should you determine if you 
are ready to take the plunge?

Understand both the written and 
the unwritten rules. Your institu-
tion’s faculty handbook should out-
line what sort of professional portfo-
lio you need to apply for promotion. 
But unwritten rules often govern 
what you should have accomplished 
on the campus before you assemble 
your official portfolio. Some insti-
tutions want their senior professors 
to have headed key committees or 
served on high-profile searches for 
deans, provosts, or even presidents. 
Others want to be sure you are col-
legial — and recognized as such by 
your peers. Arguably the most im-
portant indicator tends to be a corpus 
of research that demonstrates valu-
able scholarly contributions.

Look at recent models. Who on 
your campus was promoted to the top 
faculty rank within, say, the past five 
years? How do you and your creden-

Dana S. Dunn
is a professor of psychology  
and chair of the psychology  
department at Moravian  
University. 

Jane S. Halonen
is a professor of psychology  
and former dean of arts  
and sciences at the University  
of West Florida. 

CALL FOR PAPERS
ANTI-FASCISM IN THE 21ST CENTURY
Wednesday and Thursday, November 2 and 3, 2022
Hofstra University, Hempstead, New York

On October 28, 1922, armed fascists converged on Rome and paved the way for the establishment of a 
dictatorship led by Benito Mussolini, which would dominate Italy for the next 20 years. The March on Rome 
marked the birth of an Italian fascist regime and laid the foundation for the spread of fascist ideology around 
the world. From the beginning, Italian fascism generated resistance. As fascist ideology developed into a global 
phenomenon, so too did anti-fascism. The initial phase of the conflict between fascist and anti-fascist forces 
climaxed in World War II with the defeat of Italian fascism, German Nazism, and Japanese militarism. Although 
defeated militarily in 1945, global fascism continued to find expression during the decades that followed. 

As recent events have shown, fascist ideology and its attendant components — opposition to 
working-class movements, hyper-nationalism, anti-democracy, white supremacy, and xenophobia — 
remain a threat to democratic institutions and practices worldwide. As in the past, the rise of fascism 
has been met with anti-fascist opposition.

To coincide with the centennial of the March on Rome, we will hold a two-day interdisciplinary conference, 
Anti-fascism in the 21st Century. The purpose of this conference is not to retell stories of past anti-fascist 
movements, but to consider anti-fascism as a contemporary global movement with myriad forms and 
to explore the challenges of organizing against fascism for a new generation.

We encourage participation by activists, educators, and artists, as well as scholars. Nontraditional 
(i.e., nonacademic) panels and presentations in a variety of formats are welcome and encouraged. 

We invite proposals on topics including but not limited to the following:
• Strategies and tactics for mobilizing and 
   organizing against fascism 
• Anti-fascism in the classroom
• Anti-fascist rhetoric
• Anti-fascist literature (books, graphic novels, etc.)
• The arts (music, dance, theater) and anti-fascism
• Global anti-fascist solidarity
The official language of the conference is English. All presentations should last no longer than 20 minutes, 
including audio and visual illustrations.

DEADLINE FOR SUBMISSIONS: 
Please submit a summary of presentation (up to 500 words) along with a 
brief narrative biography to hofculctr@hofstra.edu by April 15, 2022. 

Please note: Funds are not available for travel, accommodations, or meals. 
Local hotels will offer discounted rates to conference participants. 

Send inquiries to the conference organizers: 

Anti-fascism in the 21st Century will be coordinated by the 
Hofstra Cultural Center
127 Hofstra University
Hempstead, NY 11549-1270
516-463-5669
hofculctr@hofstra.edu

• Social media and anti-fascist activism
• Anti-fascism and the question of violence
• Anti-fascism and the struggle against neoliberalism
• Working-class anti-fascism
• Historical memory and contemporary anti-fascism
• Struggles over fascist and anti-fascist monuments 
   and memorials

Mary Anne Trasciatti                  Fraser Ottanelli
Professor of Writing Studies and Rhetoric and       Professor of History 
Director of Labor Studies                   University of South Florida
Hofstra University                   ottanelli@usf.edu
mary.anne.trasciatti@hofstra.edu

Keynote Speakers:
ADOLPH LEONARD REED JR.
Professor Emeritus of Political Science, 
University of Pennsylvania

ERIC GOBETTI
Independent Scholar, 
Turin, Italy
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tials stack up, compared with recent 
cases? Find peers who successfully 
navigated the process, and ask them 
to share their portfolios. Try (quietly) 
to find out whose bid for promotion 
fell short and why — those colleagues 
can serve as both guides and caution-
ary tales.

Seek advice in your department. 
Ask your chair and other senior col-
leagues privately if they think you are 
ready to make the move, which is a 
good way to discern if the department 
will support your goal. If their reaction 
is lukewarm, you’re unlikely to find 
stronger support from other review-
ers at the college or university level. 
In sizing up your chances, be sure to 
gather feedback from not just close 
colleagues but those whom you sus-
pect may oppose your promotion.

Take a critical look at your schol-
arly output. Has your production of 
worthwhile scholarship been con-
sistent or sporadic? Have you carved 
out a clear research program in your 
field? Who uses and cites your work? 
Use impact statistics (we’re both in 
psychology, and the h-index and i10- 
index are popular in our field) to bol-
ster your case. In some disciplines, 
success may depend on evidence of 
external research grants or publica-

tion of a book, monograph, or mini-
mum number of articles, or both.

Make the best case for the quali-
ty of your teaching. Incorporate in-
stitutional values in your self-eval-
uation: If assessment, high-impact 
practices, inclusive teaching, or criti-
cal thinking rate highly with your ad-
ministration or have a central role in 
campus mission statements, reflect 
those priorities in your application. 
If your student evaluations are con-
sistently high, punctuated by teach-
ing awards and nominations, you 
can easily make a persuasive case. 
However, consider other indicators of 
quality: Can students’ narrative com-
ments affirm your profound effect on 
their learning? Do enrollments show 
robust interest in your courses? What 
evidence can you offer that you con-
tinuously try to improve your teach-
ing? What efforts have you made to 
be inclusive and to support student 
success?

Pursue a thoughtful service agen-
da. The importance of service in 
promotion decisions will vary from 
campus to campus. In research-in-
tensive settings, service may take a 
back seat to scholarship and grant 
production. At small, teaching-ori-
ented colleges with an all-hands-on-
deck philosophy, service takes on far 

greater significance. For promotion 
to full professor, you typically need 
to demonstrate effective leadership, 
whether the service transpires on 
or off the campus. The most effec-
tive strategy: Select service duties 
that inspire your passion, and make 
a long-term, high-energy investment 
in them. Scattershot service will not 
make the case that your leadership is 
worthy of promotion. Choose campus 
projects that will allow you to estab-
lish a good reputation among those 
who may be in a position to review 
your application. Be careful not to 
accept so many service requests that 
you compromise how much time you 
can devote to research and teaching, 
which, after all, will be deemed more 
important in this decision. Consider 
submitting letters of recommenda-
tion from colleagues who can attest 
to your abilities in this area, whether 
your service was on campus, in pro-
fessional organizations, or in town. 
Such letters may serve as persuasive 
evidence of your commitment and 
leadership skills.

Avoid the collegiality off-ramp. 
Many institutions incorporate a 
trump card in this process, denying 
promotion if your personality or be-
havior is somehow problematic. A rep-
utation for bullying, disrespectful be-

havior, questionable ethics, and wild 
disorganization or unreliability that 
generates additional work for others 
are among the characteristics that can 
derail your application.

Developing a persuasive portfo-
lio is hard work. Can you set aside the 
time needed to generate the evidence 
that supports your claim for distinc-
tion? If you don’t have the time right 
now, it’s better to wait than to submit 
a sloppy application. If you are ready 
to pull together your case, scrupulous-
ly follow whatever official guidance is 
available. Some reviewers are sticklers 
for detail and look for any opportuni-
ty to render a negative vote. Avoid get-
ting rejected because you didn’t follow 
instructions.

If you apply (or reapply) and receive 
the desired promotion to full profes-
sor, pop open the champagne and 
celebrate. Just remember that return-
ing Roman conquerors were remind-
ed during their parades that “all glory 
is fleeting.” And so it is: Your research, 
teaching, and service commitments 
will all be there waiting for you on 
Monday morning. However, if you are 
unsuccessful, future installments of 
this series will provide some insight 
into negative promotion decisions and 
advice about how to recover. 
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The Leo Baeck Institute–New York|Berlin (LBI) invites nominations and applications for the position 
of Executive Director.

LBI is an archive and research library focused on the history of German-speaking Jewry. Its extensive 
collections, 80,000-volume library, and art holdings represent the most significant repository of 
primary source material and scholarship on Jewish life in Central Europe before the Holocaust. 
These materials reflect the Institute’s core mission to preserve the documents, books, art, objects, 
and ephemera that record the history of German-speaking Jewry. The organization prides itself 
on adapting, expanding, and seizing opportunities as they arise. Most notably, LBI is now digital, 
with nearly four million pages of documents from its collections (from rare renaissance books to 
the personal correspondence of luminaries and ordinary people alike to community histories and 
official documents) accessible in digital form. This digitization allows for the broad dissemination of 
information to scholars and the general population. While support of scholarship remains a critical 
part of LBI’s mission, the Institute is eagerly expanding into the realm of public history, focusing on 
bringing its holdings closer to a wider, non-academic audience. 

Based in New York and a founding partner of the Center for Jewish History, LBI also has an office and 
staff in Berlin. The next Executive Director will oversee a team of 20 and a $3 million budget and will 
build upon the success of Dr. William H. Weitzer. They will also deepen LBI’s commitment to engaging 
the public in history and reinforcing LBI’s role as a transatlantic connector and a repository for 
memory that links the past to the present and Jews and others to the once-vibrant culture of German-
speaking Jewry. Ideal candidates will be passionate about LBI’s mission, bring a deep understanding 
of German-Jewish history, possess highly effective communication skills, inspire creativity amongst 
staff, and demonstrate financial and fundraising savvy. They will bring strong leadership skills, 
strategic thinking, and innovation. Familiarity with the German language is desirable.

For best consideration, please send all nominations and applications to:

Shelly Weiss Storbeck,
Global Education Practice Lead
and Managing Director
Anne Koellhoffer, Senior Associate
LBIExecutiveDirector@storbecksearch.com 

For more information, please visit the Leo Baeck Institute’s home page at lbi.org.  

The Leo Baeck Institute provides equal employment opportunities to all employees and applicants for 
employment and prohibits discrimination and harassment of any type without regard to race, color, 

religion, age, sex, national origin, disability status, genetics, protected veteran status, sexual orientation, 
gender identity or expression, or any other characteristic protected by federal, state, or local laws.

EXECUTIVE
DIRECTOR PRESIDENT

Dean College seeks a mission-driven, entrepreneurial leader who will be able to advance innovation, while 
embracing the rich heritage and values of the institution and continuing the spirit of community and family 
that abounds at Dean College. Dean provides a highly supportive academic and student-life environment 
where students thrive on engagement and exceptional teaching. This community-wide commitment of 
always going the extra mile for students is known as The Dean Difference. 

Situated in Franklin, Massachusetts, Dean is a private, residential New England college grounded in a culture 
and tradition that all students deserve the opportunity to discover and exceed their greatest aspirations. 
A personal and transformative community since 1865, Dean tirelessly inspires our students to unimagined 
heights through personalized support and integrated delivery of academic, co-curricular and experiential 
learning. Recognized as a Top Regional College by U.S. News and World Report for eleven consecutive years 
and named a College of Distinction for five consecutive years, Dean serves approximately 1,200 full-time 
students and 400 part-time students and offers more than 50 combined bachelor's and associate degree 
programs, as well as a robust schedule of continuing studies, EMTS and certificate programs.

The President is the Chief Executive Officer of the College and is responsible for working with the Board of 
Trustees and the Senior Management Team to set the strategic goals and objectives for the College. Dean is 
seeking a President who can provide strategic leadership; relate well to students, faculty, staff, alumni and 
families; is comfortable in the role of friendraiser and fundraiser; understands the higher education landscape; 
and is able to help develop programs that are responsive to the needs of the market. The President must be 
capable of transitioning the College to its next phase of academic excellence and relevancy in a continuously 
and rapidly evolving market for higher education. The Dean Community will continue to look to the President 
for empowerment, collaboration, and visionary leadership to take advantage of opportunities to strengthen 
the institution and position it for long-term success. It is expected that the new President will foster and 
promote a strong sense of community on campus and within the local community.

The ideal candidate should possess a terminal degree or similar significant high-level experience in industry, 
government or military; leadership experience in a Higher Education (preferred), other non-profit or for-profit 
organization; superior communication skills; willingness to be a presence on campus, including residing in 
the Dean College President’s House; commitment to ensuring that diversity, equity, inclusion, and antiracism 
are woven into the operating norms of the Dean Community; and attributes including, but not limited to, 
integrity, honesty, enthusiasm, sense of humor, resilience, and a strong work ethic.

How to Apply
Greenwood/Asher & Associates, LLC is assisting Dean College in this search. Applications and nominations 
are now being accepted. Confidential inquiries, nominations and application materials should be directed to 
Greenwood/Asher & Associates. For a full application package, please submit a cover letter, CV and list of five 
references. Submission of application materials as PDF attachments is strongly encouraged. The search will be 
conducted with a commitment of confidentiality for candidates until finalists are selected. Initial screening of 
applications will begin immediately and will continue until an appointment is made.

Please direct inquiries, nominations and application materials to:
Lauren McCaghren, Senior Executive Search Consultant

E-mail: laurenmccaghren@greenwoodsearch.com

Dean College encourages applications from candidates who are committed to fostering a diverse and 
inclusive academic community. Dean College is an Equal Opportunity Employer and does not discriminate 
on the basis of race, color, religion, sex, gender identity, sexual orientation, pregnancy, status as a parent, 
national origin, age, disability (physical or mental), family medical history or genetic information, political 

affiliation, military service, or other protected classifications.

The material presented in this leadership profile should be relied on for informational purposes only. This 
material has been copied, compiled, or quoted in part from Dean College documents and personal interviews 

and is believed to be reliable. While every effort has been made to ensure the accuracy of this information, 
the original source documents and factual situations govern.

 

President 

 

Dean College seeks a mission-driven, entrepreneurial leader who will be able to advance 
innovation, while embracing the rich heritage and values of the institution and continuing the 
spirit of community and family that abounds at Dean College. Dean provides a highly supportive 
academic and student-life environment where students thrive on engagement and exceptional 
teaching. This community-wide commitment of always going the extra mile for students is 
known as The Dean Difference.  

Situated in Franklin, Massachusetts, Dean is a private, residential New England college 
grounded in a culture and tradition that all students deserve the opportunity to discover and 
exceed their greatest aspirations. A personal and transformative community since 1865, Dean 
tirelessly inspires our students to unimagined heights through personalized support and 
integrated delivery of academic, co-curricular and experiential learning. Recognized as a Top 
Regional College by U.S. News and World Report for eleven consecutive years and named a 
College of Distinction for five consecutive years, Dean serves approximately 1,200 full-time 
students and 400 part-time students and offers more than 50 combined bachelor's and 
associate degree programs, as well as a robust schedule of continuing studies, EMTS and 
certificate programs. 

The President is the Chief Executive Officer of the College and is responsible for working with 
the Board of Trustees and the Senior Management Team to set the strategic goals and 
objectives for the College. Dean is seeking a President who can provide strategic leadership; 
relate well to students, faculty, staff, alumni and families; is comfortable in the role of friendraiser 
and fundraiser; understands the higher education landscape; and is able to help develop 
programs that are responsive to the needs of the market. The President must be capable of 
transitioning the College to its next phase of academic excellence and relevancy in a 
continuously and rapidly evolving market for higher education. The Dean Community will 
continue to look to the President for empowerment, collaboration, and visionary leadership to 
take advantage of opportunities to strengthen the institution and position it for long-term 
success. It is expected that the new President will foster and promote a strong sense of 
community on campus and within the local community. 
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DEAN
The College of Charleston announces a nationwide search to recruit a

new Dean for the School of Business.
It is no longer business as usual in the growing and vibrant city of Charleston! International 
corporations such as Boeing, Volvo, and Mercedes Benz have established a major presence in 
the area along with BMW and Michelin in upstate South Carolina. Charleston provides a living 
laboratory of exploration for its students as it boasts one of the largest and busiest ports on the 
East Coast, and the overall business climate in the city and state is one of the most attractive 
in the country, with a booming technology corridor. In addition, the city continues to be one 
of the most popular tourist destinations in the world, supporting a vibrant hospitality industry. 
The school offers a global perspective of business and a true appreciation for relationships. The 
School embeds personal responsibility into its students, helping them find their confidence to lead 
from a place of purpose and vision. It is an academic philosophy that develops business leaders 
focused on positive impact while making profits.
The School of Business is AACSB-accredited and offers ten undergraduate majors, an honors 
program, several interdisciplinary minors, an M.S. in Accountancy and a nationally-ranked one 
year MBA. Approximately 3,000 undergraduate and graduate students are enrolled in majors or 
programs within the business school including our international students who attend from countries 
including China, Germany, France, and Brazil. The Business Research Guide ranks the School 
of Business as number 15 among the top 30 prominent business schools for global business and 
study abroad programs. This recognition is made possible through the dedication of our faculty in 
advancing global learning and leading study abroad programs to places such as Honduras, Hong 
Kong, Brazil, and China. 
The Dean is the chief academic and administrative officer of the School of Business and reports 
directly to the Provost. We are seeking a Dean who will be a visionary leader, enthusiastic 
fundraiser, and dedicated to the success of students and faculty. The ideal candidate will have 
an outstanding record of scholarly research, extensive experience in academic administration at 
the undergraduate and graduate levels, demonstrated effectiveness in advancing diversity, equity 
and inclusion, and understand the demands of preparing students to live and work in times of 
unprecedented complexity, interdependence, disruption and change. The best candidates will be 
able to cultivate and take advantage of the strong relationships with the business community and 
work with an engaged Board of Governors to further the School’s mission. Every member of this 
board participates directly with the students in the classroom, as mentors and coaches as well as by 
providing internships and employment. (A more complete ‘Leadership Statement’ is available at 
https://sb.cofc.edu/about-the-school/dean-search.php).
Founded in 1770 and located in the heart of historic Charleston, South Carolina, the College of 
Charleston is one of the oldest universities in the nation and among the nation’s top universities for 
quality education and student life. Its beautiful and historic campus, combined with contemporary 
facilities, cutting-edge programs, and excellent faculty, attracts students from across the U.S. and 
around the world.
Over 9,500 undergraduates and approximately 1,000 graduate students at the College enjoy 
a small college feel blended with the advantages and diversity of a mid-sized, urban university. 
Students work closely with a committed faculty made up of more than 500 distinguished teacher-
scholars. The city of Charleston – world-renowned for its history, architecture, culture and coastal 
environment – serves as a living laboratory for research and creative inquiry in the sciences, 
mathematics, technology, and teaching. 
While applications and nominations will be accepted until a new Dean is selected, interested 
parties are encouraged to submit their materials to our consultant at the address below by  
April 1st to receive optimal consideration. Application materials should include a current resume/
cv and a letter of interest.

College of Charleston Dean of Business Search
R. William Funk & Associates

2911 Turtle Creek Boulevard, Suite 300
Dallas, Texas 75219

Email: krisha.creal@rwilliamfunk.com
Fax: 214-523-9067

The College of Charleston is an Affirmative Action/Equal Opportunity employer and does 
not discriminate against any individual or group on the basis of gender, sexual orientation, 
gender identity or expression, age, race, color, religion, national origin, veteran status, 

genetic information, or disability.

Towson University (www.towson.edu) was founded in 1866, is recognized by U. S. News & 
World Report as one of the top public universities in the Northeast and Mid-Atlantic regions, is 
Baltimore’s largest university, and is the largest public, comprehensive institution in the University 
of Maryland System. TU enrolls over 19,000 undergraduates and over 3,000 graduate students 
across six academic colleges (business, education, fine arts, health professions, liberal arts, science 
& mathematics), has almost 900 full-time faculty, and offers more than 65 Bachelor’s, 45 Master’s, 
and 5 Doctoral programs. Our centrally located campus sits on 330 rolling green acres and is 10 
miles north of Baltimore, 45 miles north of Washington, D.C., and 95 miles south of Philadelphia.

COLLEGE OF FINE ARTS AND COMMUNICATION
Department of Theatre Arts
Assistant Professor, Theatre Arts
Tenure-track, 9-month Assistant Professor in the Department of Theatre Arts beginning August 
2022. This new faculty member will specialize in Black performance and creative practice. MFA 
or Ph.D. in Theatre or related field. A demonstrated record of successful teaching. A record of 
successful directing/theatre making. Candidates should show the potential for ongoing creative 
or scholarly work. The successful candidate will bring experience in directing and other forms of 
theatre making. Additional specialization in outreach to the community and educating teaching 
artists is preferred. Candidate with a demonstrated record of successful college-level teaching 
and whose work demonstrates a commitment to issues of social justice and diversity, equity, and 
inclusion in theatre are particularly encouraged to apply. Faculty are assigned an instructional 
workload of six (6) course units per academic year for the first year. Beginning in the second year, 
the workload is the standard instructional workload of seven (7) course units per academic year. 
Directing a mainstage production for the department counts as teaching one course. In addition to 
new courses the candidate will develop, a successful candidate will demonstrate the ability to teach 
the existing African American Theatre course and should be able to teach some of the following 
existing undergraduate and graduate courses: Community Outreach in Theatre, Towson Theatre 
Infusion (field experience for teaching artists), Performance and Society, graduate Final Project 
supervision, Directing 1, Script Analysis. Regularly directing in the Theatre Arts Department’s 
mainstage season is required. An active and sustained program of producing and disseminating 
creative activity/scholarship is required. Student advising, and service to the department, college, 
university, and the community/profession are also expected. Review of applications begins 
immediately and continues until the position is filled. COFAC-3549

For detailed information on this position, please visit: 
http://www.towson.edu/provost/prospective/openpositions.html

A Criminal Background Investigation is required for the hired candidate and the results may impact 
employment.

The safety of our students, faculty, staff, and neighbors has been our top priority and the focus of 
every one of our decisions since the earliest days of the COVID-19 pandemic. The University System 
of Maryland (USM) has recently determined that mandating a COVID vaccine for all faculty, staff, 
and students at all schools in the USM is both a reasonable and necessary means of protecting our 
health and safety. As s prospective hire at TU, proof of your full COVID-19 vaccination must be 
demonstrated before you begin employment with the University.

Please be sure to visit the Applicant Data Form (https://www.towson.edu/inclusionequity/diversity/
employment/data.html) to complete a voluntary on-line applicant data form. The information you 
provide will inform the university’s affirmative action plan and is for statistical-related purposes only. 
The information will not be used for any other purpose.

Towson University is an equal opportunity/affirmative action employer and has a strong institutional 
commitment to diversity, as detailed in A More Inclusive TU: Advancing Equity and Diversity 
(2020 – 25). TU is a national leader in inclusive excellence, the only institution in Maryland with 
zero achievement gap, and 68% growth in minority enrollment over the past 5 years.  We encourage 
application from a variety of (dis)abilities, cultural, ethnic, race, sex, gender identity/expression, 
national origin, age, veteran status, color, religious, socio-economic, sexual orientation and belief 
backgrounds. 

The smart ones. The inspired ones. The ones who not 
only pursue knowledge, but are compelled to share it. 
Passionate about their fields and higher education, our 
readers are employees who will help advance your mission.

Find the brightest talent, only at The Chronicle.

The best 
candidates 
are the  
informed ones.
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Georgia State University’s Department of Counseling 
and Psychological Services seeks candidates for the position 

of Clinical Assistant Professor in School Counseling 
(Log #23-064). �is full-time position is expected 

to begin August 15, 2022.

Learn more about the position and how to apply:
https://education.gsu.edu/facultypositions

Georgia State University is an equal opportunity employer 
and does not discriminate against applicants due to race, 
ethnicity, gender, veteran status, or on the basis of disability 
or any other federal, state or local protected class.

 

The Marketing Department in the Darla Moore School of Business at 
the University of South Carolina is seeking a high-potential member 
who aspires to excellence in research and teaching. The Department 
invites applications for a tenure track Assistant Professor position 
beginning August 16, 2022. Teaching loads and summer support 
are competitive with other top-level marketing positions. All faculty 
searches are subject to the availability of funding. 
 
The position requires a PhD in marketing or a closely related field by 
the start date of employment (ABDs considered), plus the potential 
for publishing in top-tier marketing journals and excellence in 
teaching. Applicants with research/teaching interests in marketing 
strategy and who are ready to teach core marketing management 
class to MBAs are especially encouraged to apply. 
 
Application Process: To be considered in our initial review, 
candidates must submit applications at USCJobs http://uscjobs.
sc.edu/FAC00037PO22 to include vitae, samples of research, 
evidence of teaching potential/record, and three (3) letters of 
recommendation.
 
The University of South Carolina does not discriminate in 
educational or employment opportunities on the basis of race, 
sex, gender, gender identity, transgender, age, color, religion, 
national origin, disability, sexual orientation, genetics, protected 
veteran status, pregnancy, childbirth or related medical 
conditions.

Department of Marketing
Tenure Track Assistant/Associate Professor

Drake University Positions for Fall 2022: Review of applications 
will begin soon and will continue until positions are filled. To 
learn more about Drake University and these opportunities, 
please visit https://drake.edu/hr . Drake is an equal-opportunity 
employer (EEO). 
 
College of Arts & Sciences
History: Visiting Assistant Professor, Ph.D. preferred, ABD 
considered, FT. 
Music Education: Visiting Assistant Professor, PhD required, FT.
Sociology: Study of Culture and Society, Assistant Professor, PhD 
or ABD in sociology, FT, TT.
 
College of Business & Public Administration
Actuarial Science & Risk Management: Assistant Professor of 
Practice, PhD or MS pursuing actuarial credentials, FT, NTT, CT.
 
College of Pharmacy and Health Sciences
Occupational Therapy Doctorate Program: Assistant, Associate 
or Professor and Academic Fieldwork Coordinator, doctorate 
degree required (PhD, EdD, ScD, or post-professional OTD 
preferred; entry level OTD with experience considered). Must be 
an NBCOT certified, FT, TT or NTT.
Occupational Therapy Doctorate Program: Assistant, Associate 
or Professor (Research Coordinator), doctorate degree (PhD, 
EdD, ScD, or post-professional OTD) required, FT, TT or NTT.
Pharmacy Program: Assistant, Associate or Professor (Residency 
Program Director), PharmD required, FT, TT.

Positions for  
Fall 2022

Associate Professor in Real Estate

The Finance and Economics Department of Rutgers Business School 
– Newark and New Brunswick, Rutgers, The State University of New 
Jersey, is seeking a full-time faculty member at the rank of untenured 
associate professor, subject to funding availability. 

Requirements
Candidates must have a Ph.D. in finance or economics, should have 
a track record of publications in top-tier finance and economics 
journals, and have demonstrated effective teaching at the university 
level. 

Responsibilities
The successful candidate must be able to teach Real Estate Finance, 
Real Estate Capital Markets, Mortgage-Backed Securities and Real 
Estate Economics at the undergraduate and graduate levels.  We 
are looking for a candidate who will integrate our existing research 
strength in real estate with cutting-edge socially engaged research in 
the area of climate change.  

Applicants who seek more information about this position should 
contact Morris Davis, the Director of the Center for Real Estate 
Studies, at mdavis@business.rutgers.edu.  

The Finance and Economics Department has 45 full-time faculty 
members. Rutgers Business School offers BS, MBA, Master of 
Quantitative Finance, Master in Financial Analysis and Ph.D. 
programs that include finance and applied economics concentrations. 
The Department houses the Whitcomb Center for Research in 
Financial Services and the Center for Real Estate. 

For more information regarding the faculty and academic programs, 
please go to http://www.business.rutgers.edu/finance-economics/.

Please submit your application (cover letter, three names of your 
letter writers, research paper[s], and CV) electronically at  
https://jobs.rutgers.edu/postings/156289 by April 18, 2022. The 
search, however, will continue until the position is filled.

COVID-19 Immunization Requirement
Rutgers University requires all new employees to provide proof that 
they are fully vaccinated and have received a booster (where eligible) 
against COVID-19 prior to commencement of employment, unless 
the University has granted the employee a medical or religious 
exemption. Employees who are not eligible for a booster at the time 
of an offer of employment provide proof they have received a booster 
upon eligibility and upload proof of same. Based on current guidance, 
individuals are considered fully vaccinated against COVID-19 
two weeks after receiving the final dose of a vaccine approved or 
authorized for emergency use in the United States or a vaccine that 
has been listed for emergency use by the World Health Organization. 
Eligibility for a booster against COVID-19 varies and is explained on 
the University’s website located at https://coronavirus.rutgers.edu/
covid-19-vaccine. Failure to provide proof of primary vaccination and 
booster will result in rescission of a candidate’s offer of employment 
or disciplinary action up to and including termination.

It is university policy to provide equal employment opportunity to 
all its employees and applicants for employment regardless of their 

race, creed, color, national origin, age, ancestry, nationality, marital 
or domestic partnership or civil union status, sex, pregnancy, gender 
identity or expression, disability status, liability for military service, 
protected veteran status, affectional or sexual orientation, atypical 
cellular or blood trait, genetic information (including the refusal to 
submit to genetic testing), or any other category protected by law. 
As an institution, we value diversity of background and opinion, 

and prohibit discrimination or harassment on the basis of any 
legally protected class in the areas of hiring, recruitment, promotion, 

transfer, demotion, training, compensation, pay, fringe benefits, layoff, 
termination or any other terms and conditions of employment. For 

additional information please see the Non-Discrimination Statement.
http://uhr.rutgers.edu/non-discrimination-statement

JOIN MIAMI’S R1 PUBLIC  
RESEARCH UNIVERSITY
Florida International University (FIU) is a Carnegie 
R1 research university focused on making a real 
impact in research and teaching. We are defined 
by our proven student success techniques, 
groundbreaking research and high social mobility 
that uplifts students and accelerates their success. 
FIU is the #1 institution in the U.S. awarding 
bachelor’s degrees to minorities.  

With more than $246M in research expenditures 
in 2021, FIU is a research leader in environmental 
resilience, extreme event mitigation, tropical 
biodiversity, childhood mental health, cybersecurity 
and Latin American studies, among others. FIU 
has been designated the University of Distinction  
in Environmental Resilience by the Florida Board  
of Governors. 

Open positions include: 

• Chair, Department of Civil and Environmental 
Engineering (Job ID: 526353) 

• Open Rank Posting for the Center of Translational 
Science (Job ID: 523684)

• Tenure/Tenure-Track faculty position in Neural 
Engineering/Neurorehabilitation (Job ID: 523425)

For additional positions,  
please visit go.fiu.edu/join

FIU is a member of the State University System of Florida and an Equal 
Opportunity, Equal Access, Affirmative Action Employer. All qualified 
applicants will receive consideration for employment without regard to race, 
color, religion, sex, sexual orientation, gender identity, national origin, disability 
or protected veteran status. 

ACCOUNTING

Assistant Professor, 
Accounting and Taxation
Fordham University
The Gabelli School of Business 
at Fordham University seeks an 
Assistant Professor, Accounting & 
Taxation to teach undergraduate 
and graduate courses in Account-
ing and related areas; conduct 
research; and provide service to 
university through active partic-
ipation in faculty and commit-
tee work. Requires a Ph.D. in 
Accounting or related; record of 
excellence in academic scholar-
ship, research, and other scholar-
ly activities; strong commitment 
to research and teaching. Please 
send CV to: Attention Position 
SD5409461, The Office of Faculty 
Personnel, Office of the Provost, 
Cunniffe House 232, Fordham 
University, 441 E. Fordham Road, 
Bronx, NY 10458 or via email to 

avpaa@fordham.edu, Attention 
Position SD5409461. Fordham 
University is an independent, 
Catholic university in the Jesuit 
tradition and welcomes applica-
tions from men and women of all 
backgrounds. Fordham Universi-
ty is an Affirmative Action/Equal 
Opportunity Employer.

AVIATION

Faculty Specialist I/II - 
Aviation
Western Michigan University
o Job Title: Faculty Specialist I/
II - Aviation o Work Address: 
College of Aviation, 237 Helmer 
Rd N., Battle Creek, MI 49037 
o Education Req: Bachelor De-
gree from an accredited insti-
tution. o Exp. Req: 6 months of 
experience in the aviation field. 
FAA commercial pilot or airline 
transport pilot certificate with air-
plane SEL, MEL and Instrument 

ratings. First or second class FAA 
medical certificate with at least 
second class privileges. Unexpired 
FAA Flight Instructor certificate 
with airplane single-engine and 
instrument ratings. o Job Duties: 
Serve as a full-time flight instruc-
tor, providing flight, simulation, 
and ground instruction to as-
signed/scheduled aviation flight 
students. Assist with the training, 
standardization and mentoring of 
assigned temporary flight instruc-
tors. Assist the assigned Chief 
Flight Instructor as needed/di-
rected. Assist the Student Progress 
Specialist in monitoring student 
progress. Maintain accurate, time-
ly records/reports regarding stu-
dent progress. Support the diverse 
curricula by maintaining the ap-
propriate qualifications, proficien-
cies, and certificates to comply 
with governmental, organizational 
and accreditation requirements. 
Other duties as assigned.

BUSINESS

Assistant Professor (tenure-
track)
University of Southern California
Assistant Professor University of 
Southern California The Marshall 
School of Business invites appli-
cations for an Assistant Professor 
(tenure-track) position, teach-
ing undergraduate and graduate 
courses. The position is based in 
Los Angeles, CA. Ph.D. required. 
To apply, please email a letter of 
interest, CV, and three referenc-
es to Steve Adcook at humanre-
sources@marshall.usc.edu. USC 
is an equal opportunity employer 
that actively seeks diversity in the 
workplace.

http://uscjobs
https://education.gsu.edu/facultypositions
https://drake.edu/hr
mailto:mdavis@business.rutgers.edu
http://www.business.rutgers.edu/finance-economics/
https://jobs.rutgers.edu/postings/156289
https://coronavirus.rutgers.edu/
http://uhr.rutgers.edu/non-discrimination-statement
mailto:avpaa@fordham.edu
mailto:humanre-sources@marshall.usc.edu
mailto:humanre-sources@marshall.usc.edu
https://hr.fiu.edu/careers/
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CAREER SKILLS

Assistant Director, Career 
Counseling
University of California at Berkeley
Assistant Director, Career Coun-
seling. Lecture and present to stu-
dents regarding career coaching 
and counseling, counsel students 
on career skills and options. De-
velop experiential educational 
strategies for student career suc-
cess. Master’s Higher Education. 
Interested persons should send 
a cover letter and CV to: Larry 
Jackson, Career Center, Universi-
ty of California Berkeley, Berke-
ley, CA 94720.

CHEMICAL 
ENGINEERING

Assistant Professor of 
Chemical Engineering
University of Maine
The Department of Chemical and 
Biomedical Engineering at the 
University of Maine invites ap-
plications for Assistant Professor 
in Chemical Engineering (ten-
ure-track) as part of a cluster hire 
focussed on Green Engineering 
and Materials (GEM), led by the 
Advanced Structures and Com-
posites Center (ASCC). At this 
time the UMaine College of En-
gineering is extensively expanding 
both facilities and programming.   
Applicants must have earned a 
Ph.D. (or equivalent) in Chemical 
Engineering or a closely related 
field, such as Polymer Science & 
Engineering, by the date of hire. 
CBE (http://www.umaine.edu/
chb/) has 17 faculty and offers 
ABET accredited B.S. degrees and 
also M.S. and Ph.D. degrees in 
Chemical Engineering.   Applica-
tions should be submitted to the 
Department of Human Resources 
via https://umaine.hiretouch.com. 
This link has the full job descrip-
tion for this position under job 
id #73292. Review of applications 
will begin March 1. The expected 
start date is August 29, 2022. In-
quires about this position may be 
sent to search committee chair: 
Peter.vanWalsum@maine.edu.   As 
a former NSF ADVANCE insti-
tution, the University of Maine 
is committed to diversity in our 
workforce and to dual-career cou-
ples. It is our intention to create 
an evnironment that is inclusive 
of all individuals.

FINANCE

Assistant Professor
Fordham University
The Gabelli School of Business 
at Fordham University seeks an 
Assistant Professor, Finance to 
teach undergraduate and gradu-
ate courses in Finance and related 
areas; conduct research; and pro-
vide service to university through 
active participation in faculty 
and committee work. Requires a 
Ph.D. in Finance or related; re-
cord of excellence in academic 
scholarship, research, and other 
scholarly activities; strong com-
mitment to research and teach-
ing. Please send CV to: Attention 
Position XZ5409452, The Office 
of Faculty Personnel, Office of 
the Provost, Cunniffe House 232, 
Fordham University, 441 E. Ford-
ham Road, Bronx, NY 10458 or 
via email to avpaa@fordham.edu, 
Attention Position XZ5409452. 
Fordham University is an inde-
pendent, Catholic university in 
the Jesuit tradition and welcomes 
applications from men and women 
of all backgrounds. Fordham Uni-
versity is an Affirmative Action/
Equal Opportunity Employer.

IMMUNOLOGY AND 
EPIDEMIOLOGY

Clinical Diagnostician
University of California, Davis
Clinical Diagnostician with an 
emphasis in Immunology and/
or Epidemiology in the Califor-
nia Animal Health & Food Safety 
Laboratory System (CAHFS) and 
appropriate academic department, 
University of California, Davis. 
The successful candidate will be 
in residence at the CAHFS labo-
ratory on the UC Davis campus. 
Salary dependent on qualifications 

and experience.  Diagnostic Ser-
vice: The incumbent will serve 
as the CAHFS’ Systemwide Im-
munology Section Leader for its 
four laboratories and will func-
tion as the head and case coordi-
nator of the Davis Immunology/
Epidemiology section. They will 
interact with all CAHFS laborato-
ries regarding immunology test-
ing; provide guidance to technical 
staff and expert advice to clients 
on sampling as well as interpreta-
tion of diagnostic test results. The 
incumbent will serve as a liaison 
with U.S. Department of Agricul-
ture, California Department of 
Food and Agriculture, other gov-
ernment agencies as well as the 
SVM, to support CAHFS’ grant 
and contractual obligations. The 
incumbent will engage in the de-
velopment, application, and as-
sessment of immunologic methods 
used in disease/pathogen inves-
tigations and population health. 
This includes coordination of 
disease investigations, developing 
risk assessment, and cost-effective 
diagnostic methods and strategies. 
Research: Creative use of diag-
nostic case material and develop-
ment of innovative approaches in 
diagnostic clinical immunology or 
epidemiology resulting in peer-re-
viewed publications is essential. 
Depending on experience in ep-
idemiology, the incumbent will 
expand CAHFS epidemiology ser-
vices to include real-time visual-
ization of diseases and syndromes 
identified at CAHFS. Teaching: 
The incumbent will participate 
in the training of DVM, MPVM, 
PhD or other students in the 
School of Veterinary Medicine. 
Service: University and public 
service through committee work, 
participation in professional or-
ganizations, continuing education 
and other appropriate means is 
required.  DVM with advanced 
training (PhD or equivalent) in 
immunology or epidemiology re-
quired. At least two years’ demon-
strated experience in veterinary 
diagnostic clinical immunology 
or epidemiology required for the 
incumbent to effectively serve the 
food animal and equine industries 
to diagnose the complex nature 
of diseases, pathogens, and their 
interactions in animal popula-
tions. Knowledge of immunology 
and immunologic assays required. 
Board certification or eligibility 
by the American College of Vet-
erinary Microbiology, American 
College of Veterinary Preven-
tive Medicine or equivalent pre-
ferred. The successful candidate 
must have: i) excellent interper-
sonal and communication skills 
to effectively communicate with 
veterinarians, producers, govern-
ment agencies and other clients ; 
ii) client-focused, service-orient-
ed approach to diagnostics; iii) 
demonstrated ability to work with 
others in a collegial team atmo-
sphere, and iv) demonstrated (or 
potential) accomplishment in ar-
eas contributing to diversity and 
inclusion. UC Davis is committed 
to supporting a diverse communi-
ty of scholars with an emphasis on 
recruiting faculty who will con-
tribute substantively to diversity.  
To receive fullest consideration, 
applications must be received by 
April 15, 2022; position is open 
until filled. Interested applicants 
should submit 1) a letter of intent 
outlining special interest in the 
position, overall related qualifica-
tions and experiences pertinent to 
the position, and career goals; 2) 
curriculum vitae; 3) a statement 
summarizing experience and pro-
fessional contributions in the area 
of diversity and inclusion; and 4) 
the names and addresses of five 
professional references. Applica-
tion material is to be submitted 
by using the University’s online 
submission program at https://re-
cruit.ucdavis.edu/apply/JPF04742  
The University of California, 
Davis is an affirmative action/
equal opportunity employer with 
a strong institutional commitment 
to the achievement of diversity 
among its faculty and staff. UC 
Davis supports family-friendly re-
cruitments: http://academicaffairs.
ucdavis.edu/programs/work-life/
index.html

MARKETING

Assistant Professor
Fordham University
The Gabelli School of Business 
at Fordham University seeks an 
Assistant Professor, Marketing to 
teach undergraduate and gradu-
ate courses in Marketing; conduct 
research; and provide service to 
university through active partic-
ipation in faculty and commit-
tee work. Requires a Ph.D. in 
Marketing or related; record of 
excellence in academic scholar-
ship, research, and other scholar-
ly activities; strong commitment 
to research and teaching. Please 
send CV to: Attention Position 
HRK5807887, The Office of Fac-
ulty Personnel, Office of the Pro-
vost, Cunniffe House 232, Ford-
ham University, 441 E. Fordham 
Road, Bronx, NY 10458 or via 
email to: avpaa@fordham.edu, At-
tention Position HRK5807887. 
Fordham University is an inde-
pendent, Catholic university in 
the Jesuit tradition and welcomes 
applications from men and women 
of all backgrounds. Fordham Uni-
versity is an Affirmative Action/
Equal Opportunity Employer.

MATHEMATICS

Assistant Professor
Fordham University
The Department of Mathematics 
at Fordham University seeks an 
Assistant Professor, Mathemat-
ics to teach undergraduate and 
graduate courses in Mathematics; 
conduct research; and provide 
service to university through ac-
tive participation in faculty and 
committee work. Requires a Ph.D. 
in Mathematics or related; re-
cord of excellence in academic 
scholarship, research, and other 
scholarly activities; strong com-
mitment to research and teach-
ing. Please send CV to: Attention 
Position TB5807901, The Office 
of Faculty Personnel, Office of 
the Provost, Cunniffe House 232, 
Fordham University, 441 E. Ford-
ham Road, Bronx, NY 10458 or 
via email to avpaa@fordham.edu, 
Attention Position TB5807901. 
Fordham University is an inde-
pendent, Catholic university in 
the Jesuit tradition and welcomes 
applications from men and women 
of all backgrounds. Fordham Uni-
versity is an Affirmative Action/
Equal Opportunity Employer.

MECHANICAL 
ENGINEERING

Assistant Professor of 
Mechanical Engineering
Wayne State University
Wayne State University has an 
available position of Assistant 
Professor in Detroit, MI. Position 
requires a Doctor of Philosophy 
(Ph.D.) degree in Mechanical En-
gineering. Position also requires: 
1) Ph.D. dissertation in soft ro-
botics. Job duties: Teach gradu-
ate & undergraduate university 
courses in mechanical engineer-
ing including: Statics (ME 2410); 
Elementary Mechanics of Mate-
rials (ME 2420); Manufacturing 
Processes I (ME 3450); Design 
of Machine Elements (ME 4150); 
Mechanical Engineering Design 
II (ME 4500); Computer-Aided 
Mechanical Design (ME 5580); 
Fracture Mechanics in Engineer-
ing Design (ME 5620); & Special 
Topics: Soft robotics (ME 5995). 
Advise students. Establish a new 
research track in soft robotics. 
Conduct research in soft robotics 
& humanoid robotics. Publish re-
sults of research in peer-reviewed 
journals & present results at in-
ternational conferences. Qualified 
candidates should apply through 
the WSU Online Hiring System 
for posting # 046223 at https://
jobs.wayne.edu.

NANOTECHNOLOGY

Associate Director of 
Cleanroom Operations
University of Illinois at Urbana-
Champaign
Associate Director of Cleanroom 
Operations Holonyak Micro and 
Nanotechnology Laboratory The 
Grainger College of Engineer-

ing University of Illinois Urba-
na-Champaign The Grainger 
College of Engineering seeks 
an Associate Director of Clean-
room Operations for the Holon-
yak Micro and Nanotechnology 
Laboratory (HMNTL), one of 
the country’s largest and most 
sophisticated university facilities 
for conducting photonics, micro-
electronics, biotechnology, and 
nanotechnology research. This 
position will report to the Direc-
tor and manage multiple laborato-
ry environments within HMNTL 
for operation/maintenance of re-
search equipment, development/
implementation of safety policies, 
and management of a budget for 
equipment and supplies to main-
tain ongoing laboratory opera-
tions. This position will also be 
responsible for providing students 
and faculty with process support, 
student/staff training, and serve 
on various committees to further 
the research activities of the unit. 
Please visit http://jobs.illinois.
edu to view the complete position 
announcement and application 
instructions. The closing date for 
this position is April 18, 2022. 
The U of I is an EEO Employer/
Vet/Disabled http://go.illinois.
edu/EEO that participates in the 
federal e-Verify program and par-
ticipates in a background check 
program focused on prior crimi-
nal or sexual misconduct history.” 
The University of Illinois must 
also comply with applicable fed-
eral export control laws and reg-
ulations and, as such, reserves the 
right to employ restricted party 
screening procedures for appli-
cants. University of Illinois facul-
ty, staff and students are required 
to be fully vaccinated against 
COVID-19. If you are not able to 
receive the vaccine for medical or 
religious reasons, you may seek 
approval for an exemption in ac-
cordance with applicable Univer-
sity processes.

OPTOMETRY

Associate Professor of 
Optometry
Pacific University
Pacific University Forest Grove, 
OR. Associate Professor of Op-
tometry Duties: Teach courses in 
the classroom, clinics, and labo-
ratories to the university’s Op-
tometry students within Pacific 
University’s College of Optome-
try (PUCO). Teach didactic (class-
room) classes and clinical edu-
cation programs that will reflect 
the Optometry program’s needs 
and mission of developing highly 
competent practitioners, optomet-
ric leaders, and vision scientists. 
Teach courses in the Fall, Spring, 
and Summer semesters, engage in 
research and scholarship activi-
ties, advise students, and partici-
pate fully in community and cam-
pus life. Important functions as 
Associate Professor of Optometry 
within PUCO include: TEACH-
ING: o Ensure quality of didactic 
and clinical education; o Present 
evidence that students have met 
course objectives and have learned 
the material; o Stay current in the 
field and incorporate new peda-
gogies, as appropriate; o Engage 
in developing curriculum that not 
only includes knowledge at the 
forefront of discovery, but also 
integrates that knowledge across 
disciplines and applies that knowl-
edge to worthy issues and ques-
tions; o Deliver activities directly 
related to teaching, such as advis-
ing, course development and revi-
sion, syllabus preparation, tutorial 
assistance, mentoring, evidence 
of keeping current in the subjects 
taught, and adopting effective 
teaching strategies; and o Demon-
strate teaching effectiveness via 
review processes. SCHOLAR-
SHIP: o Produce scholarly or 
creative work; o Provide concrete 
evidence regarding the ways in 
which research, scholarship, and 
creative engagement have con-
tributed to teaching and profes-
sional growth; and o Produce 
quality work that has been pre-
sented to external peer audiences 
in at least one of the Boyer cate-
gories (Discovery of knowledge; 
Integration of knowledge; Appli-
cation of knowledge; or, Trans-
formation of knowledge through 
teaching). SERVICE: o Engage in 

quality service; at any given time, 
that service could occur inside or 
outside the university or both; o 
Utilize expertise as a professional 
and as an educator in service to 
the profession, to the university, 
to the college, and to the larger 
community; and o Participate in 
standing committees of the Col-
lege of Optometry as well as those 
within the University.  CLINIC: o 
Provide clinical education to im-
prove students’ proficiency in op-
tometric testing and management 
techniques;  o Approve and sign 
patient records, prescriptions, and 
referrals; and o Respond to pa-
tient concerns within clinical ser-
vice. The position is an 11-month 
full-time, tenure track academic 
position at the Associate Professor 
level. Requirements: A minimum 
of a Doctor of Optometry degree 
from an ACOE accredited institu-
tion is required. Eligible for licen-
sure with diagnostic, therapeutic 
topical and non-topical phar-
maceutical agents as permissible 
under Oregon law and eligible 
for credentialing and privileging 
in compliance with PUCO stan-
dards (Requirement met through: 
o Evidence of receipt of an OD 
degree from accredited optom-
etry school in the U.S.; and o 
Passing all three steps of NBEO 
board exams 4 years of experience 
as professor (at any rank) from 
an accredited optometry institu-
tion, acting as clinical preceptor 
to teach students in broad-scope 
optometric clinical care, and as 
classroom didactic teacher in top-
ics related to vision science. All 
education, training, and experi-
ence may be gained concurrently. 
Applicants must be U.S. workers 
(includes U.S. citizens, perma-
nent residents, foreign nationals 
granted temporary residence un-
der one of the 1986 legalization 
programs, refugees, and asylees).  
Candidates should submit the fol-
lowing: o A letter of application  
o Comprehensive curriculum vi-
tae o Three professional refer-
ences  Please apply to this link: 
https://www.paycomonline.net/
v4/ats/web.php/jobs/ViewJobDe-
tails?job=27705&clientkey=ABF-
DAFED645B6920CFDB8559C-
078F8A5

PEDIATRICS

Pediatric Nephrologist 
Faculty Position
University of Oklahoma Health 
Sciences Center
The School of Community Med-
icine, Department of Pediatrics 
is seeking faculty candidates. The 
School of Community Medicine 
is a regional campus of the Uni-
versity of Oklahoma, College of 
Medicine, in partnership with the 
University of Tulsa, offering qual-
ity medical education in Tulsa. 
Seven residency programs and six 
subspecialty fellowship programs 
are offered, and OU Health Phy-
sicians provides a full range of 
care for both inpatient and outpa-
tient settings. You can read more 
about the School of Community 
Medicine at: http://www.ou.edu/
content/tulsa/community_med-
icine.html.   We are currently 
looking for candidates in the fol-
lowing area(s): Pediatric Nephrol-
ogy, Pediatric Infectious Disease. 
Primary responsibilities will in-
clude patient care, resident and 
student teaching, and participa-
tion in scholarly activities. A com-
petitive salary and an excellent 
benefits package are offered.  Ap-
plicants must hold an MD, DO, or 
equivalent degree, a graduate of 
an ACGME residency or fellow-
ship, American Board Certified or 
Board Eligible in Pediatrics and 
appropriate subspecialty, able to 
obtain Oklahoma licensure, and 
eligible for credentialing under 
OU Health Physicians as well 
as area medical facilities.  Tulsa 
is situated in northeast Oklaho-
ma, a beautiful region of the state 
known as Green Country. The 
metropolitan area boasts a low 
cost of living as well as a lively 
music scene, world-renowned art 
museums, ballet, outstanding en-
tertainment venues. Tulsa is also 
home to USA Today’s Best City 
Park, a unique recreation area 
known as the Gathering Place, 
located along the Arkansas River. 
Interested applicants should apply 

online at: http://apply.interfolio.
com/101166  The University of 
Oklahoma is an Equal Opportuni-
ty Employer, http://www.ou.edu/
eoo/ . The University of Oklaho-
ma Health Sciences Center seeks 
to recruit and retain a diverse 
community of medical profes-
sionals and scholars. We seek a 
community with a wide range of 
perspectives and experiences, we 
provide equal employment op-
portunities to qualified applicants 
without regard to race, color, re-
ligion, political beliefs, national 
origin, age (40 or older), sex (see 
Sexual Misconduct, Discrimina-
tion policy) sexual orientation, ge-
netic information, gender identity, 
gender expression, disability, or 
veteran status.

POLITICAL SCIENCE

Assistant Professor
Fordham University
The Department of Political Sci-
ence at Fordham University seeks 
an Assistant Professor, Political 
Science to teach undergraduate 
and graduate courses in Political 
Science and International Poli-
tics; conduct research; and pro-
vide service to university through 
active participation in faculty and 
committee work. Requires a Ph.D. 
in Political Science or related; 
record of excellence in academic 
scholarship, research, and other 
scholarly activities; strong com-
mitment to research and teach-
ing. Please send CV to: Attention 
Position WA5733403, The Office 
of Faculty Personnel, Office of 
the Provost, Cunniffe House 232, 
Fordham University, 441 E. Ford-
ham Road, Bronx, NY 10458 or 
via email to avpaa@fordham.edu, 
Attention Position WA5733403. 
Fordham University is an inde-
pendent, Catholic university in 
the Jesuit tradition and welcomes 
applications from men and women 
of all backgrounds. Fordham Uni-
versity is an Affirmative Action/
Equal Opportunity Employer.

SLAVIC LANGUAGES

Assistant Professor
Yale University
Assistant Professor  The Depart-
ment of Slavic Languages and 
Literatures at Yale University 
invites applications for a ten-
ure-track faculty position of As-
sistant Professor. Responsibilities 
include teaching four courses per 
academic year and service to the 
Department. The appointee must 
hold a PhD or equivalent degree 
in Slavic languages and literatures 
or another related field by the 
time of appointment. We invite 
applications from qualified schol-
ars from around the world. Ap-
plications should be forwarded to 
Cheryl Morrison at cheryl.mor-
rison@yale.edu for consideration 
and must include a cover letter 
detailing research and teaching 
interests, current CV, writing 
sample of no more than 25 pages 
prepared for anonymous review, 
and three letters of recommenda-
tion from outside of Yale. Review 
of applications will begin immedi-
ately. Yale University is an Affir-
mative Action/Equal Opportunity 
employer. Yale values diversity 
among its students, staff and fac-
ulty and strongly welcomes appli-
cations from women, persons with 
disabilities, protected veterans and 
underrepresented minorities.

http://www.umaine.edu/chb/
http://www.umaine.edu/chb/
https://umaine.hiretouch.com
mailto:Peter.vanWalsum@maine.edu
mailto:avpaa@fordham.edu
https://re-cruit.ucdavis.edu/apply/JPF04742
https://re-cruit.ucdavis.edu/apply/JPF04742
https://re-cruit.ucdavis.edu/apply/JPF04742
http://academicaffairs
mailto:avpaa@fordham.edu
mailto:avpaa@fordham.edu
https://jobs.wayne.edu
https://jobs.wayne.edu
http://jobs.illinois
http://go.illinois
https://www.paycomonline.net/
http://www.ou.edu/
http://apply.interfolio
http://www.ou.edu/
mailto:avpaa@fordham.edu
mailto:cheryl.mor-rison@yale.edu
mailto:cheryl.mor-rison@yale.edu
mailto:cheryl.mor-rison@yale.edu
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GAZETTE

La Jerne Terry Cornish, interim president of Ithaca Col-
lege since August 2021, has been named to the post 
permanently.

LaTonia Collins Smith, interim president of  
Harris-Stowe State University since June 2021,  
has been named to the post permanently.  
She is the first Black woman to serve as president.

Dennis Shields, chancellor of the University of  
Wisconsin at Platteville, has been named president of 
the Southern University System and chancellor  
of Southern University and A&M College. He will  
succeed Ray L. Belton, who will retire in June.

New Chief Executives

Chief executives (continued)

APPOINTMENTS
David Bergh, interim president of Ca-

zenovia College since January, has 
been named to the post permanently.

James Burkee, vice president for 
strategic initiatives at the College 
of Mount Saint Vincent, has been 
named president of Avila University.

George A. Burnett, executive vice 
chairman of Academic Partnerships, 
has been named president of the Uni-
versity of Phoenix. He will suceed Pe-
ter Cohen, who will step down and 
become president emeritus.

Sandra Cassady, vice president for 
strategic initiatives and dean of the 

College of Health and Human Ser-
vices at St. Ambrose University, in 
Iowa, has been named president of 
Rockhurst University, in Missouri.

David Cook, vice chancellor for public 
affairs and economic development 
at the University of Kansas, has been 
named president of North Dakota 
State University. He will replace Dean 
Bresciani, who plans to step down.

John E. Jones III, interim president 

of Dickinson College since June 2021, 
has been named to the post perma-
nently.

JuliAnn Mazachek,  
vice president for aca-
demic affairs and chief 
academic officer at 
Washburn University, 
has been named the  
sole finalist for the pres-
idency of Midwestern 

State University.
Shari McMahan, provost and vice 

president for academic affairs at Cal-
ifornia State University at San Ber-
nardino, has been named president of 
Eastern Washington University.

Gregory Miller, provost at Malone Uni-
versity, in Ohio, has been named pres-
ident. He will succeed David King, 
who plans to retire.

Pat Pitney, interim president of the 
University of Alaska system since Au-
gust 2020, has been named to the po-
sition permanently.

Sonya Stephen, president of Mount 
Holyoke College, will become pres-
ident of the American University of 
Paris in August.

Steve K. Stoute, vice president and 
chief of staff at DePaul University, has 
been named president of Canisius 
College, in Buffalo. He will be the first 
person of color to lead the college.

Julie Sullivan, president of the Univer-
sity of St. Thomas, in Minnesota, has 

been named president of Santa Clara 
University. She will be the first wom-
an and first lay person to lead the uni-
versity.

Melissa Taverner, who has served as 
interim president of Lyon College 
since Joseph King’s resignation in Au-
gust 2021, has been named president 
of the college.

Donald Taylor, president of Cabrini 
University, in Pennsylvania, has been 
named president of the University of 
Detroit Mercy.

Cathy Young, senior vice president of 
Berklee College of Music and execu-
tive director of Boston Conservatory 
at Berklee, has been named president 
of Moore College of Art and Design, in 
Philadelphia.

RESIGNATIONS
Bryan Reece, chancellor of the Contra 

Costa Community College District 
since 2020, has resigned after being 
placed on administrative leave.

RETIREMENTS
Patrice Caldwell, president of Eastern 

New Mexico University, plans to retire 
on July 1.

Chris Markwood, president of Columbus 
State University since 2015, plans to 
retire on June 30. John Fuchko III, vice 
chancellor for organizational effective-
ness at the University System of Geor-
gia, will serve as interim president.

Chief academic officers

APPOINTMENTS
Cynthia Barnhart, a professor of engi-

neering and operation research in the 
Sloan School of Management at the 
Massachusetts Institute of Technolo-
gy, has been named provost.

Christopher Alan Bracey, who has 
served as interim provost and exec-
utive vice president for academic af-
fairs at George Washington University 
since June 2021, has been named to 
the position permanently.

Vini Nathan, dean and chair in the 
College of Architecture, Design, and 
Construction at Auburn Universi-
ty, has been named interim provost 
and vice president for academic af-
fairs.

Other top administrators

APPOINTMENTS
Lissy Garrison, assistant 
vice chancellor for de-
velopment at the Univer-
sity of Denver, has been 
named vice chancellor 
for advancement at the 
University of North Car-
olina School of the Arts.
Gail C. Glover, direc-

tor of marketing, social media, and 
communications at Dutchess Com-
munity College, in New York, has 
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been named the first vice president 
for strategic communications at 
Hartwick College.

Lorraine Goffe, vice president and 
chief human-resources officer at 
Pennsylvania State University, has 
been named vice president for hu-
man resources and chief human-re-
source officer at Northwestern Uni-
versity.

Heather Harbach, vice president for 
student development at Edgewood 
College, in Wisconsin, has been 
named vice president for student life 
at the University of Northern Iowa.

Krishauna Hines-Gaither, interim vice 
president for diversity, equity, and in-
clusion and the director of the Inter-
cultural Engagement Center at Guil-
ford College, has been named the 
first vice president for equity, diversi-
ty, and justice at Mount Saint Mary’s 
University, in Los Angeles.

Mark Hussey, president of Texas A&M 
University at Kingsville, has been 
named acting vice chancellor and 
dean of agriculture and life sciences 
at Texas A&M University at College 
Station.

Donald (DJ) Mitchell Jr., chief diversi-
ty, equity, and inclusion officer at Bel-
larmine University, has been named 
the first vice president for diversity, eq-
uity, and inclusion at Molloy College.

Cheryl Nuñez, vice president for equity 
and inclusion at Olympic College, has 
been named vice president for equity, 
inclusion, and diversity at the College 
of Wooster.

Marciano Perez Jr., acting vice presi-
dent for student services and dean of 
student affairs at San Diego City Col-
lege, has been named vice president 
for student services.

Alberto Ramos, a former director of di-
versity, equity, and inclusion at Ridge-
water College, in Minnesota, has been 
named the first chief diversity officer 
and director of diversity, equity, and 
social justice at Plymouth State Uni-
versity.

Jason Safran, interim chief invest-
ment officer at Texas Christian Uni-
versity since August 2021, has been 
named to the post permanently.

Lauri Strimkovsky, vice president for 
finance and administration at John 
Carroll University, has been named 
vice president for finance and ad-
ministration at Albertus Magnus 
College.

Julie Suderman, senior vice president 
and chief financial officer for the Big 
Ten Conference, has been named vice 
president for business and finance 
and chief financial officer at Elmhurst 
University.

Nefertiti Walker, vice chancellor for 
diversity, equity, and inclusion at the 
University of Massachusetts at Am-
herst, has been named presidential 
adviser for equity and inclusion.

RETIREMENTS
Susan J. Stocker, dean and chief ad-

ministrative officer at Kent State Uni-
versity at Ashtabula, plans to retire at 
the end of the academic year.

Deans

APPOINTMENTS
Stuart Benkert, head of the depart-

ment of performing arts at the Uni-
versity of Tennessee at Chattanooga, 
has been named the inaugural dean 
of undergraduate studies and student 
success at Colorado State University 
at Pueblo.

Tamara Floyd Smith, associate pro-
vost at Tuskegee University, has been 
named dean of the Leonard C. Nelson 
College of Engineering and Sciences 
at West Virginia University Institute 
of Technology.

Charles Moses, dean of the School of 
Management at the University of San 
Francisco, has been named dean of 
the Eberhardt School of Business at 
University of the Pacific.

Annette L. Ranft, dean 
of the Harbert College of 
Business at Auburn Uni-
versity, has been named 
dean of the School of 
Business at Wake Forest 
University.
Sudha Setty, dean of 

the Western New England University 
School of Law, has been named dean 
of the City University of New York 
School of Law.

Anthony Varona, who was fired as 
dean of the University of Miami 
School of Law last year, has been 
named dean of the Seattle University 
School of Law.

RESIGNATIONS
Richard Hansen, dean of Auburn Uni-

versity’s Harrison School of Pharma-

cy, has resigned after a Title IX inves-
tigation found that he had violated 
the university’s Policy Against Ha-
rassment and Discrimination.

Other administrators

APPOINTMENTS
Daniel Pascoe Aguilar, associate pro-

vost for Immersive Learning and Ca-
reer Design at Drew University, has 
been named founding director of the 
Center for Social Justice and chief di-
versity officer at Excelsior College.

Kim Harmon, inspector general for the 
Tennessee Department of Finance 
and Administration’s Office of In-
spector General Division, has been 
named director of the Naifeh Center 
for Effective Leadership in the Uni-
versity of Tennessee Institute for Pub-
lic Service.

Rajesh Khanna, associate director of 
the University of Arizona’s Health 
Sciences Comprehensive Pain and 
Addiction Center, has been named di-
rector of New York University’s Pain 
Research Center.

Emily Morton-Owens, acting associate 
university librarian for IT at the Uni-
versity of Pennsylvania Libraries, has 
been named associate vice provost for 
technology and digital initiatives at 
Penn Libraries.

Elaine L. Westbrooks, vice provost 
and university librarian at the Univer-
sity of North Carolina at Chapel Hill, 
has been named the Carl A. Kroch 
University Librarian at Cornell Uni-
versity.

RETIREMENTS
Maurice Apprey, associate vice presi-

dent for student affairs, dean of Afri-
can American Affairs, and a professor 

of psychiatry at the University of Vir-
ginia, plans to retire in June.

Everette Fortner, associate vice pres-
ident for student affairs, career, and 
professional development at the Uni-
versity of Virginia, plans to retire in 
June.

Deaths
Valerie Boyd, a writing professor at the 

University of Georgia and biogapher 
of Zora Neale Hurston, died of cancer 
on February 12. She was 58.

Michael Buschmann, chair of the de-
partment of bioengineering at George 
Mason University, died on March 2 
after being stabbed. His son has been 
charged with second-degree murder.

Paul Farmer, a professor of global 
health and social medicine at Har-
vard University, died on February 
21. He was 62. Farmer co-founded 
Partners in Health, and his work in 
global public health gained reknown 
with the publication of Tracy Kidder’s 
Mountains Beyond Mountains: The 
Quest of Dr. Paul Farmer, a Man Who 
Would Cure the World (2003).

Todd Gitlin, a professor of journalism 
and sociology at Columbia University 
and author of multiple books includ-
ing The Sixties: Years of Hope, Days of 
Rage (1987), died on February 5. He 
was 79.

Yale Kamisar, a professor emeritus 
of law at the University of Michigan 
at Ann Arbor, died on January 30. 
He was 92. Kamisar’s work laid the 
groundwork for the Supreme Court’s 
1966 Miranda decision.

Thomas J. Reeves, who served as 
president of Hastings College from 
1985 to 1995, died on February 5. He 
was 86.  — COMPILED BY JULIA PIPER
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As a national public research university, 
The University of Toledo and its faculty 
believe challenges fuel our success and 
drive us to innovate new ideas. We are 
always asking “what if?” and inspiring 
our students to do the same. 

Immunologist Ritu Chakravarti, 
Ph.D., is developing a protein-
based rheumatoid arthritis vaccine 
after identifying a protein thought 
to prevent the autoimmune 
disease actually caused early 
onset.

New research showing how 
sperm evolved to move better 
by Tomer Avidor-Reiss, Ph.D., 
a reproductive cell biologist, 
advances his discovery of a second 
centriole and opens avenues to 
address male infertility.

A single medication that could 
both normalize glucose levels 
and improve bone mass could be 
possible leveraging the protein 
called PPAR-gamma, according to 
molecular biologist Beata Lecka-
Czernik, Ph.D.

Using CAR T cell therapy to stop 
an immune response rather than 
supercharge one, endocrinologist 
Juan Jaume, M.D., is looking to 
reprogram cells in patients with 
Type 1 diabetes and restore the 
body’s ability to make insulin.

Visit utoledo.edu to learn more about how 
UToledo is fulfilling our mission to improve 
the human condition. 
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