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FROM THE EDITORS
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SO MUCH HAS CHANGED during the pandemic about how higher education recruits and hires peo-
ple that colleges are still coming to grips with the fallout. In today’s highly competitive job mar-
ket, institutions are not only hiring differently but also looking for different qualities in the peo-
ple they recruit.

In this week’s issue, our advice essays collectively send a message: Unconventional times re-
quire unconventional strategies.

Nathan O. Hatch, who stepped down in 2021 after 16 years as president of Wake Forest Universi-
ty, argues that the key to good presidential leadership is to hire people on your team who are bet-
ter than you are. Sound easy? In practice, it’s anything but.

As Hatch writes: “Most leaders … follow hiring conventions and seem con-
tent to fill senior positions with good, but not particularly transformative, lead-
ers.” Now, more than ever, he argues, “we need exceptional leaders — ones who 
break the mold.” He offers nine strategies to help achieve that goal.

At the same time, institutions are now looking for new qualities in potential 
hires. Robin Mamlet and Sheila Murphy, both search consultants, outline some 
of those new traits, including “an ability to work fast” (in contrast to academe’s 
cherished tradition of long deliberation) and “expertise in crisis management.”

Finally, on the faculty side of the house, the contraction of the tenure-track 
job market long predates the pandemic. But in his essay calling for a bill of 
rights for doctoral students on the job market, Rafael Walker, an assistant pro-
fessor of English at Baruch College of the City University of New York, notes: 
“Crisis warrants more care, not less.”

Too many graduate students, he writes, are having to hire career consultants and pay for guid-
ance that they should have received as part of graduate school. Walker issues a call for all tenure- 
track and tenured professors —  including those who aren’t graduate advisers and those who 
work at colleges that don’t even have doctoral programs — to bolster the profession by coming to 
the aid of new Ph.D.s.

We hope these essays will spark discussion on your campus about the complicated hiring chal-
lenges facing academe in the year ahead.   — DENISE K. MAGNER, SENIOR EDITOR
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SIXTEEN PRIVATE COLLEGES have participat-
ed in a “price-fixing cartel,” a new lawsuit 
alleges.

As The Wall Street Journal first report-
ed, Dartmouth College, the Massachu-
setts Institute of Technology, and Vander-
bilt University are among the prominent 
institutions accused of violating antitrust 
laws. How? By collaborating to determine 
admitted students’ financial-aid awards, 
according to the lawsuit, which was filed in 

federal court this month 
by lawyers representing five for-

mer students who attended some of the 
named colleges.

Here are three things to know about this 
latest challenge to the status quo in college 
admissions:

Whether the colleges are entirely “need 
blind” is a key question.

The lawsuit concerns the shared meth-
odology that some colleges use to calcu-
late applicants’ financial need. Federal law 
allows institutions to use a common set of 

standards for assessing families’ ability to 
pay — but only if those institutions bring 
in all of their admitted students on a “need 
blind” basis. That is, without considering 
their financial circumstances.

The plaintiffs contend that some of the 
colleges aren’t really need-blind, because 
they do, in some instances, consider a stu-
dent’s financial circumstances. Like, say, 
when they admit a super-wealthy donor’s 
kid for that reason alone. The colleges in 

question, the law-
suit alleges, work 
together in a way 
that’s “designed 

to reduce or elimi-
nate financial aid as a locus 

of competition, and that in fact has 
artificially inflated the net price of 

attendance for students receiv-
ing financial aid.”

The plaintiffs seek damages 
— and to prevent the colleges 
from collaborating. More 
than 170,000 former students 
who received financial aid 
from the institutions could 

be eligible to join the plain-
tiffs, the lawsuit says.

There’s some important his-
tory here.

Decades ago, officials at dozens of 
highly selective colleges met regularly to 
discuss financial-aid policies. The stated 
goal of the so-called Overlap Group was to 
ensure that applicants admitted to more 
than one of the institutions received simi-
lar institutional aid awards, allowing them 
to choose colleges based on factors oth-
er than cost. The collaboration was also 
meant to prevent bidding wars for stu-
dents.

But in 1991 the Justice Department filed 
a civil antitrust lawsuit against all eight Ivy 
League universities and MIT, alleging that 
officials at those institutions were violat-
ing federal laws by “conspiring to restrain 
price competition.” All the Ivies signed a 
consent decree that effectively ended the 

era of collaboration on financial-aid poli-
cies.

MIT, the lone university to fight the 
charges, negotiated a settlement that al-
lowed for some cooperation among institu-
tions that admit students without consid-
eration of financial need.

Today, officials at a handful of colleges 
making up the 568 Presidents Group 
meet regularly to discuss their aid meth-
odology. The group is named for Section 
568 of a federal law that permits need-
blind colleges to share information about 
their aid formulas, but bars them from 
discussing aid awarded to individual ap-
plicants.

Questions about the role that wealth 
plays in admissions aren’t going away.

Maybe this lawsuit will prevail, and 
maybe it won’t. But either way, the scru-
tiny of admissions practices that dispro-
portionately benefit affluent students isn’t 
about to subside.

The lawsuit alleges that nine of the in-
stitutions prioritize applicants who don’t 
need financial aid when deciding whom 
to admit from their waitlists. Notably, the 
plaintiffs also take aim at enrollment- 
management tactics, including econo-
metric modeling, designed to maximize 
net-tuition revenue.

“One of the key purposes of enrollment 
management is to limit the number of 
financial- aid-eligible applicants who are 
admitted to the institution to achieve fi-
nancial and budgetary objectives,” the 
lawsuit says. “The effect of these practic-
es is to disadvantage applicants based on 
their need for institutional financial aid.”

Plenty of enrollment managers would 
call that an unfair characterization of 
their work. Still, the role that wealth plays 
in many admissions outcomes, and how 
much it shapes various institutional prior-
ities, is undeniable. The extent to which in-
stitutional leaders can meaningfully reck-
on with that fact might well shape the next 
chapter of the profession. Either way, more 
lawsuits are coming.

FIRST READS

Antitrust accusations

Admissions Lawsuit Targets Top Colleges 

Antitrust accusations  |  Tenured and laid-off  |  Labor ‘lodestar’  |  Big scientific bucks

ISTOCK

— ERIC HOOVER

6 THE CHRONICLE  
OF HIGHER EDUCATION C



REBELS
MAKE IT

HAPPEN

There’s a lot more to sports 

than what happens on the field. 

The team behind the UNLV Sports

Research and Innovation Initiative 

knows that. They’re leveraging 

resources to advance the

science of performance and 

business of athletics. 

unlv.edu

https://www.unlv.edu/


FIRST READS

IN A RARE LEGAL VICTORY for tenured faculty 
members who are laid off, a state supreme 
court has awarded four professors their 
jobs back — a decision they say is a victo-
ry for the sanctity of tenure.

The College of Saint Rose, in Alba-
ny, N.Y., told the professors — all long-
time members of the music department 
— in December 2020 that they would be 
laid off one year later, along with about 
30 other tenured faculty members, as 
part of a cost-cutting plan that included 
eliminating 25 academic programs and 

$5.97 million in aca-
demic expenses. 

Those cuts were 
in part based 
on budget- 

reduction pro-

posals submitted by each department in 
the college.

But in terminating Yvonne Chavez Hans-
brough, Robert S. Hansbrough, Bruce C. 
Roter, and Sherwood W. Wise, Saint Rose 
violated its own faculty manual, Justice Pe-
ter A. Lynch of the Supreme Court for the 
County of Albany found in a ruling last 
month. The college had kept intact the jobs 
of less-senior faculty members in what the 
justice called a “select, narrow, and errone-
ous interpretation” of the faculty manual, 
seemingly “by design.”

Wise, the music department’s chair, had 
proposed more than $500,000 in cuts, ac-
cording to documents filed in the law-
suit. But a joint working group of faculty 
members and administrators reviewing 
the budget- reduction proposals ultimate-
ly adopted a different set of cuts — ones 
influenced, the lawsuit alleges, by a secret 
counter proposal Wise and the other plain-
tiffs knew nothing about.

The secret proposal, which was sub-
mitted several weeks past the deadline, 
came from a group of faculty members 
who taught in Saint Rose’s music-industry 

concentration. (Not an official program 
or major, the concentration focus-
es on commercial music production 
and management, while the depart-
ment’s other offerings are dedicat-
ed to performance and music edu-
cation.) According to the lawsuit, 
the music-industry faculty mem-
bers’ plan called for the entire mu-

sic program to be eliminated except 
for their concentration and its faculty 

members — the lawsuit’s plaintiffs not 
among them.

With one exception, none of the 
music- industry professors being kept on 
were as senior as any of the laid-off fac-

ulty members; the lawsuit argues that vi-
olated Saint Rose’s faculty manual, which 
requires the college to give preference to 
faculty members based first on tenure, 
then seniority, then rank.

There had long been friction between 
music-industry faculty members and the 
broader music department, Margaret T. 
McLane, the provost, wrote in an affida-
vit. “The curriculum in the three eliminat-
ed music programs has been criticized by 
certain current and former members of our 
campus community as being ‘too white,’” 
McLane wrote. “That is, the three eliminat-

ed music programs tend to focus on classi-
cal music, whereas the music-industry pro-
gram focuses on more contemporary, and 
more diverse, music genres.”

The suing professors take issue with 
those statements, especially coupled with 
statistical discrepancies they outlined in 
the lawsuit. Some of the enrollment and fi-
nancial data on which the cuts were based 
were inaccurate or outdated, they argued, 
and the music-education program that was 
designated for elimination was more prof-
itable than the music-industry concentra-
tion.

On those grounds and others, including a 
lack of due process, the plaintiffs and sever-
al colleagues appealed their terminations to 
an internal review committee, which ruled 
in their favor and recommended their re-
instatement. But Marcia J. White, then the 
college’s interim president, rejected the ap-
peal, prompting the four professors to take 
their case to court.

Achieving legal recourse in tenure- 
revocation cases is often an uphill battle, as 
the professors’ lawyer, Meredith Moriarty, 
acknowledged. “The standards are pretty 
high,” Moriarty, of the New York-based law 
firm Smith Hoke PLLC, told The Chroni-
cle. “A college does have a lot of freedom to 
conduct its affairs. However, it doesn’t have 
complete freedom, and it does have to fol-
low the faculty manual.”

The court concurred, with Justice Lynch 
writing that the college had not followed its 
faculty manual’s order of preference and 
that its “actions cannot stand!”

The four professors plan to return to 
teaching this spring, but their longer-term 
future is uncertain. White, now the presi-
dent, said in a message to the campus that 
Saint Rose would appeal the court’s deci-
sion, writing that “until the matter can be 
heard by the appellate court, the college 
will comply with the court’s decision in this 
employment matter.”

That the court’s ruling affirmed the con-
tractual nature of Saint Rose’s faculty man-
ual is significant, said Gregory F. Scholtz, 
director of the American Association of 
University Professors’ department of aca-
demic freedom, tenure, and governance. 
“It was heartening for us to see that the Su-
preme Court in New York said, ‘Yeah, facul-
ty handbooks do matter, and they should be 
followed not just by the faculty, but by the 
administration as well.’” — MEGAN ZAHNEIS

Tenured and laid-off

How 4 Professors Got Their Jobs Back 

8 THE CHRONICLE  
OF HIGHER EDUCATION C

PHOTO ILLUSTRATION  
BY THE CHRONICLE 

PAUL BUCKOWSKI,  
TIMES UNION

Left to right: 
Yvonne Chavez 

Hansbrough, 
Bruce C. Roter, 
and Robert S. 

Hansbrough



CREATIVITY

THRIVES
HERE.

Photo courtesy of VCUarts.
VCU is an equal opportunity/affirmative action institution.

Thousands of patents. $363 million  
in research funding. Top programs like 
VCU’s School of the Arts, Brandcenter 
and nursing. Our students invent new 
opportunities every day.

Check out how our creative  
talents spark change.

V I R G I N I A  C O M M O N W E A L T H  U N I V E R S I T Y

https://www.vcu.edu/


FIRST READS

STUDENT WORKERS at Columbia Universi-
ty voted this month to end their 10-week 
strike, after union organizers struck a ten-
tative agreement with university adminis-
trators. The walkout, which began on No-
vember 3, was the largest active strike in 
the United States at the time it ended.

The union’s 3,000 members — including 
graduate and undergraduate students, re-
search assistants, and graduate instructors 
of record — called for higher wages, more 
robust health coverage, and the right to 
third-party arbitration of harassment and 
discrimination complaints. The size of the 
strike meant that hundreds of undergradu-
ate classes were canceled for lack of a grad-
uate instructor.

The tentative agreement, according to a 
summary posted on Columbia’s website, 
would last four years, retroactive to August 
1, 2021, and include an immediate raise of 
at least $3,000 for all doctoral students on 
appointments, and a 16-percent pay in-
crease over four years for doctoral students 
on 12-month appointments. Stipends would 
increase by 3 percent each year.

The new agreement, if ratified by 
the union’s members, would 
also provide dental benefits 
for doctoral students and 

their dependents, and 
create support funds to 
aid students with out-of-
pocket medical expenses. 

Student workers would, 

under the agreement, be able to pursue ha-
rassment and discrimination complaints 
through neutral third-party arbitrators af-
ter investigation by Columbia’s Equal Op-
portunity and Affirmative Action Office.

Any student employee who performs in-
structional or research work at Columbia, 
as defined by a 2017 decision by the Nation-
al Labor Relations Board, would be recog-
nized as a union member, a classification 
that includes hourly workers.

The nearly two-month strike was the lon-
gest in higher education in more than a de-
cade, said William A. Herbert, executive di-
rector of the National Center for the Study 
of Collective Bargaining in Higher Educa-
tion and the Professions, at the City Uni-
versity of New York’s Hunter College. From 
2012 to 2018, the average faculty strike last-
ed just 2.9 days, Herbert and Jacob Apkari-
an found in a study published in 2020. From 
1966 to 1994, only six faculty strikes lasted 
more than 50 days. (The Columbia strike 
clocked in at 65 days.)

So why was the strike so long? Two key 
issues in the tentative agreement — union 
recognition and neutral arbitration of ha-

rassment and discrimination cases — 
were among the holdups. Ethan Jacobs, 

a doctoral student and member of the 
bargaining committee, called the ar-
bitration provision the “centerpiece” 
of negotiations. The group held out 

for the inclusion of hourly workers in 
the bargaining unit, too, rejecting an 

offer that met most of its other 
demands to do so.

The length of the strike was part of its 
power, Jacobs said. A shorter strike, or one 
with a planned end point, such as the three-
day strike Harvard graduate workers staged 
in the fall, is “OK if you want to get people 
to retweet things and make statements. But 
ultimately, it doesn’t really affect the bot-
tom line of the university,” he said. That un-
dergraduates weren’t able to get credit for 
courses they were paying to take, because 
they weren’t able to log enough hours in the 
classroom, constituted an increasing liabili-
ty for Columbia as the strike wore on.

Members of the union — Student Workers 
of Columbia, affiliated with the United Auto 
Workers — gathered for in-person and on-
line picketing throughout the strike, includ-
ing demonstrations that blocked campus 
entrances. Those actions escalated when 
Columbia administrators told workers, in 
a memo in early December, that only those 
who ceased striking would receive appoint-
ments for the spring. (Those who didn’t stop 
striking by December 10, the message said, 
would receive spring appointments only 
“if available.”) Many saw the memo as a 
threat to replace striking students with scab 
employees, and claimed that such a move 
would be illegal.

The strike made waves outside of higher 
education, too. In a letter in late December 
to Columbia’s president, Lee C. Bollinger, 
the State of New York’s comptroller urged 
him to reach an agreement with the stu-
dent workers, “for the good and welfare of 
all concerned, including the greater good 
of New York City.” Three U.S. representa-
tives did the same, writing to Bollinger that 
they “fully support good-faith bargaining 
from both principles to reach a fair agree-
ment.”

After the agreement was struck, the 
union entered a 15-day discussion period, 
to be followed by a weeklong ratification 
period. Results will be announced on Jan-
uary 28.

If the contract is ratified, it could be-
come a “lodestar” on which other aca-
demic unions base their own bargaining, 
Herbert, of Hunter College, said. It’s also 
more likely, he said, that a threatened 
strike elsewhere could lead to compro-
mises, “because now it’s not just a threat, 
but it’s a genuine threat, where there’s an 
example” of apparent resolution at Co-
lumbia for administrators at other col-
leges to consider.

C.S. MUNCY, REDUX

— MEGAN ZAHNEIS

Labor ‘lodestar’

Graduate Students’ 2-Month Strike Ends
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IN THE 2020 FISCAL YEAR, the Johns Hopkins University spent more on research 

and development than any other American higher-education institution, con-

cluding a decade during which research spending at the university grew by 

roughly $1 billion.

According to newly released data from the National Science Foundation, 

Hopkins — which has led the nation’s colleges and universities in research 

spending for more than 40 years — had research-and-development expendi-

tures of $3.1 billion. The figure includes $1.9 billion in funding for its Applied 

Physics Laboratory.

At all American colleges and universities, research-and-development spend-

ing totaled $86.4 billion in 2020 — up 3.3 percent from the prior fiscal year.

The increase is the lowest since the 2015 fiscal year, the foundation said in a 

report on its annual Higher Education Research and Development Survey, which 

is sponsored by the National Center for Science and Engineering Statistics.

The slowdown in the growth of research spending is attributed to the early 

months of the pandemic, which overlapped with the end of the 2020 fiscal 

year and spurred a disruption in research activity. In fact, data from the survey 

revealed that in June 2020 only about a third of colleges with research spend-

ing of at least $1 million could perform “all” or “almost all” of their research 

and development.

The largest share of research funding, 53 percent, came from the federal 

government. Federally supported research rose 3.7 percent, to $46.2 billion. 

The next greatest source of research funds for colleges, 25 percent, was from 

the institutions themselves and totaled $22 billion — an increase of 4 percent.

The foundation collected data from 915 institutions that award bache-

lor’s degrees or higher and that spent at least $150,000 in research-and- 

development funds in the 2019 fiscal year. Here’s a closer look at the data:
— AUDREY WILLIAMS JUNE

Note:  Johns Hopkins U. includes the Applied Physics Laboratory, with $1.9 billion in total R&D expenditures in FY 
2020. U. of Maryland includes expenditures for the Baltimore and College Park campuses.

Big scientific bucks

Where Research Spending Keeps Going Up

The $1 Billion-Plus Club
The 21 institutions that spent at least $1 billion on research accounted for a third of such 
spending in higher education in the 2020 fiscal year. 

Rank Institution 2020 FY

1. Johns Hopkins U. $3,110,494,000 

2. U. of Michigan at Ann Arbor $1,673,862,000 

3. U. of California at San Francisco $1,651,073,000 

4. U. of Pennsylvania $1,579,364,000 

5. U. of Washington $1,456,902,000 

6. U. of California at San Diego $1,403,735,000 

7. U. of California at Los Angeles $1,392,941,000 

8. U. of Wisconsin at Madison $1,363,931,000 

9. Harvard U. $1,239,983,000 

10. Stanford U. $1,203,950,000 

11. Duke U. $1,196,638,000

12. Cornell U. $1,190,063,000

13. U. of North Carolina at Chapel Hill $1,159,725,000

14. Texas A&M U. at College Station and Health  
  Science Center

$1,130,803,000

15. U. of Pittsburgh main campus $1,105,532,000

16. U. of Maryland $1,103,062,000

17. Yale U. $1,094,135,000

18. U. of Texas M. D. Anderson Cancer Center $1,051,297,000

19. Georgia Institute of Technology $1,048,988,000

20. U. of Minnesota-Twin Cities $1,042,382,000

21. Columbia U. $1,032,909,000

Research Spending Grew the Most in These Fields 
Of the 10 fields with the highest percentage change in research expenditures for the 2020 
fiscal year, four were in the social sciences or the arts.  

Academic field
FY 2019  

(in thousands)
FY 2020  

(in thousands) % change

Economics $459,822 $562,192 22.3%

Computer and information sciences $2,639,075 $2,923,149 10.8%

Aerospace, aeronautical, and astronautical  
  engineering

$1,170,169 $1,295,759 10.7%

Visual and performing arts $159,482 $171,605 7.6%

Social work $285,850 $307,145 7.4%

Social sciences (not classified elsewhere) $1,165,131 $1,248,796 7.2%

Natural resources and conservation $841,877 $900,697 7.0%

Mechanical engineering $1,705,716 $1,812,916 6.3%

Astronomy and astrophysics $735,006 $780,080 6.1%

Agricultural sciences $3,426,773 $3,626,162 5.8%

Fast-Growing Research Spending
These are the top 10 institutions that have more than doubled their research outlays since 
the 2010 fiscal year.  

Institution (rank)
FY 2010  

(in thousands)
FY 2020  

(in thousands) % change

Indiana U. at Bloomington (37) $177,520 $728,554 310.4%

George Mason U. (110) $84,120 $221,006 162.7%

New York U. (25) $365,944 $947,293 158.9%

Northeastern U. (121) $79,949 $200,068 150.2%

Georgia State U. (118) $81,015 $202,451 149.9%

Uniformed Services U. of the Health  
  Sciences (80)

$134,126 $324,510 141.9%

Temple U. (84) $124,528 $299,707 140.7%

U. of Virginia (44) $276,308 $652,002 136.0%

Florida International U. (106) $110,271 $236,842 114.8%

Harvard U. (9) $583,361 $1,239,983 112.6%

Note:  Data reflect institutions that had at least $200 million in research-and-development expenditures in 2020 and 
also reported data for 2010. Institutions whose research spending includes figures for entities that weren’t the 
same for both fiscal years are not included. 

Source: National Center for Science and Engineering Statistics, Higher Education Research and Development Survey, FY 2020
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NE MONDAY MORNING in the fall of 2020, Mackenzie Fierceton received an 
email asking her to meet with Beth Winkelstein, deputy provost of the Uni-
versity of Pennsylvania. That afternoon, she spoke via Zoom with Win-
kelstein and Jane Morris, executive director of the university’s Center for 
Undergraduate Research and Fellowships. “There are 

questions that now need to be answered,” Winkelstein informed 
her, according to Fierceton’s recollection. Who were her parents? 
Did her mother go to college? Was she given a car? Who was Darren? 
Would medical records show she had broken ribs? What about injuries to her face? The 
questions kept coming. At one point, Fierceton took a sip of water and began to cry.

She was an Ivy League student with an inspiring story.  
Then her university started investigating.

 BY TOM BARTLETT
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Throughout the conversation — Fierceton would later refer to it 
as an interrogation — the 23-year-old graduate student struggled to 
maintain her composure. Just a few days before, Fierceton had been 
selected as a Rhodes scholar, one of 32 scholars chosen from more 
than 2,300 applicants. She had graduated summa cum laude with 
a bachelor’s degree in political science and was close to complet-
ing her master’s in social work. Her background made these accom-
plishments all the more remarkable: Fierceton was a low-income, 
first-generation college student who had passed through the foster- 
care system and had written her capstone thesis on how foster kids 
often end up in prison. And now she was off to Oxford.

But after The Philadelphia Inquirer published an article about 
Fierceton, university officials received an anonymous email raising 
doubts about her biography. In reality, the email said, Fierceton had 
grown up in an affluent suburb of St. Louis with her mother, a radiol-
ogist, and had attended private schools. A similar email, sent to the 
Rhodes Trust, accused her of being “blatantly dishonest in the rep-
resentation of her childhood” and included photos from her high-
school yearbook of Fierceton skydiving, riding a horse, and whitewa-
ter rafting. The anonymous email led to the meeting with the deputy 
provost and would prompt two investigations, one by Rhodes and 
one by the university, that would result in further accusations of de-
ception. Much of that scrutiny focused on an essay in Fierceton’s un-

dergraduate application that detailed alleged abuse so severe that it 
landed her in a pediatric intensive-care unit.

Writing about personal trauma in your college application is com-
mon enough that there are guides on how to do it. In an op-ed pub-
lished last year by The New York Times, a high-school senior con-
fessed to mixed emotions about the pressure to “sell your pain” in 
your essay, as if suffering was somehow a prerequisite. While ad-
missions officers at highly selective institutions will insist that it’s 
not necessary to highlight the darkest aspects of your upbringing, 
the need to set yourself apart is real. In addition, those elite col-
leges, sensitive to the charge that they cater to the wealthy and well- 
connected, are eager to show that they’re transforming society rather 
than laundering its inequalities. They are always on the lookout for 
remarkable kids from less-fortunate circumstances.

That’s certainly the case at the University of Pennsylvania. Amy 
Gutmann, who became Penn’s president in 2004, was herself a 
first-generation, low-income student, and has made increasing the 
number of students from similar backgrounds a signature theme of 
her tenure. Under her leadership, her Penn bio says, the university has 
“more than doubled the number of students from first-generation, 
low-income, and middle-income families.” When Fierceton was se-
lected as a Rhodes scholar, the university put out a press release not-
ing that she was first-generation and low-income, and a former foster 
youth. “We are extremely proud of Penn’s newest Rhodes scholar,” 
Gutmann said at the time. “Mackenzie is so deserving of this presti-

gious opportunity to build upon her Penn education and experience.”
But university officials now wondered whether Fierceton really was 

deserving of that opportunity. Over the next few months, the univer-
sity would go to extraordinary lengths to verify her story — reaching 
out to dozens of people, including from her hometown, and scruti-
nizing what she had written about herself in several essays. That in-
vestigation would infuriate some Penn professors, who argue that 
the university was mistreating a young woman with a troubled past, 
and would lead to the withholding of her master’s degree. The stu-
dent who had been celebrated by the university as among its best 
and brightest would come to believe that the same university was in-
tent on taking away everything she had achieved.

M
ACKENZIE FIERCETON shined in high school. She won a lead-
ership award her senior year and was selected as student- 
body president. She was one B-plus in chemistry short 
of straight A’s. An athletic 5-foot-10, Fierceton made all- 
district on her varsity soccer team, played basketball, ran 

cross-country, and earned a third-degree black belt in taekwondo. A 
math teacher praised her “impressive depth of understanding,” and 
a history teacher marveled at how she had “excelled in all classes and 
all activities.” Fierceton attended Whitfield, a small private school 
in St. Louis that prides itself on cultivating “ethical, confident, suc-
cessful” students. The student-teacher ratio is eight to one, tuition a 
little under $30,000 a year, and the school boasts that 100 percent of 
its graduates are accepted into college. The postcard Whitfield sent 
out congratulating its 2016 class features a group photo of its seniors, 
with boys in matching ties, and girls, including Fierceton, in white 
dresses, each holding a single rose.

She lived with her mother in Chesterfield, a suburb west of St. Lou-
is, on a tree-lined cul-de-sac with large houses and well-groomed 
lawns. Her mother, Carrie Morrison, was director of breast imaging 
and mammography at a nearby hospital. Her parents divorced when 
she was in elementary school, and her relationship with her father 
was strained. She wrote in her college application that her “life was 
never a fairy tale” and hinted at years of alleged abuse. In 10th grade, 
she kept a diary for a couple of months in which she painted a dis-
turbing portrait of her home life. One section of the diary is 103 pages 
long, handwritten, with wavy lines separating each dated entry. She 
labeled it “Property Of Mackenzie C. Morrison,” her last name before 
she legally changed it to Fierceton during college. Once that note-
book was filled, she wrote another 42 pages on her laptop.

In those pages, which were later given to the police, she touched 
on the sort of everyday problems that occupy the thoughts of most 
high-school students, like “guy dilemas,” “stupid clique teenage girl 
drama,” and her soccer coaching yelling at her. She also got excit-
ed about a school project and a presentation that had gone well. But 
mostly it was about her mother. In the first entry, dated March 1, 
2014, she wrote: “I know this isn’t how relationships are supposed 
to work right?” She wrote that her mother screamed at her, belittled 
her, and made fun of her weight. She wrote that she was afraid of her 
mother’s boyfriend and that she and her mother argued about him. 
She wrote that “no matter how hard I try I can’t forget all of the terri-
ble things she’s said to me, or the awful things she’s done to me,” and 
that being in the house is “physically, mentally & emotionally lethal 
to me.”

She was torn about whether to tell anyone. She worried about “de-
stroying my mom’s whole world” if the authorities got involved. “Ar-
en’t your parents supposed to love you & protect you?” she wrote. “I 
think she loves me in her own way, it’s just a little messed up.” One 
page of the diary has a line drawn down the middle, with “Pros of 
telling” on one side and “Cons of telling” on the other. On the cons 
side are items like “could go into Foster Care,” “no college money, car, 
etc.,” and “no one could believe me. mom could convince everyone 
I’m crazy.” On the pros side, she wrote, “the truth is finally out, I don’t 

14 THE CHRONICLE  
OF HIGHER EDUCATION 

“ No matter how hard I try I can’t forget  
all of the terrible things she’s said to me,  
or the awful things she’s done to me.”

C



REBELS
MAKE IT

HAPPEN
UNLV is an Equal Opportunity/Affirmative Action educator and 
employer committed to achieving excellence through diversity.

We’re building teams of 
groundbreaking thinkers 
to solve some of the biggest problems 
facing our community and beyond by 
creating new ways of working together 
between disciplines. Will you be a part 
of it? We invite applications for scholars 
to join interdisciplinary research teams 
studying Sustainability in Arid Lands, 
Racial Equity and Social Justice,  
Aging and Health Disparities, Addiction, 
Ubiquitous Data, Entertainment and 
Media Research, and Neuroscience.

To learn more, visit  
unlv.edu/research/clusterhires
or unlv.edu/jobs.

https://www.unlv.edu/jobs
https://www.unlv.edu/research/clusterhires


have to lie or cover things up,” and “I get out of this dangerous house.”
Then something happened that would sever Fierceton’s relation-

ship with her mother. What exactly occurred on the night of Septem-
ber 22, 2014, remains in dispute despite a police investigation and a 
court hearing. There were no witnesses, other than Fierceton and her 
mother. Fierceton testified in a 2019 court hearing that her mother had 
pushed her down the stairs in their two-story house — about eight 
to 10 carpeted steps — during an argument about her mother’s boy-
friend. After she fell, Fierceton testified, her mother struck her multiple 
times in the face. The next thing she remembers, she said, is waking 
up in her bedroom. The following morning, Fierceton drove herself to 
school, collapsed in front of a teacher, and was taken to a hospital.

Her mother’s version of what happened, and of their relationship, is 
entirely different. Morrison testified that she and her daughter were 
“two peas in a pod” and did everything together. She also told the court 
that Fierceton was a difficult child, had long struggled with anxiety, 
and could be defiant. That night, according to Morrison, Fierceton had 
told her she had gum in her hair and asked for help getting it out. They 
were on the stairs, she said, and while Morrison was trying to remove 
the gum, Fierceton jerked her head back, went down two or three steps, 
and then sat. At the hearing, Morrison was asked whether she had ever 
hit Fierceton or pushed her down the stairs. “No,” she answered. (Mor-
rison, who declined an interview request, emailed the following state-
ment: “Mackenzie is deeply loved by her mom and family. Our greatest 
desire is that Mackenzie chooses to live a happy, healthy, honest, and 
productive life, using her extraordinary gifts for the highest good.”)

Fierceton made that night — or, more precisely, its aftermath 

— the focus of her Penn essay. Applicants are encouraged to write 
about an “accomplishment or event, formal or informal, that marked 
your transition from childhood to adulthood.” It’s hard to imagine a 
more dramatic, life-altering event than the one Fierceton recounts. 
Her 494-word essay opens with her lying in a hospital bed, a feed-
ing tube in her mouth, her “facial features so distorted and swollen 
that I cannot tell them apart.” Her “blonde hair is caked with dried 
blood.” Going to the bathroom requires an “army of nurses,” and 
there are “braces stabilizing most of my body.” She can’t smile, and 
only one eye will open. “Every single part of my broken body hurts,” 
she writes. She doesn’t describe the incident that caused these inju-
ries, but she does identify her alleged assailant. “The one who almost 
killed me,” she writes. “The one who is my mother. She broke me.”

F
IVE YEARS after submitting her application, Fierceton found her-
self defending that essay in a Zoom meeting with Beth Winkel-
stein, the deputy provost. According to a transcript Fierceton 
made of their conversation, Winkelstein, who is also a profes-
sor of bioengineering and studies bodily injury, asked wheth-

er her medical records would show that she had suffered broken ribs 
and facial injuries. Fierceton said yes. Winkelstein asked Fierce-
ton how she had gotten to school the next morning. “I don’t remem-
ber, but I was told I drove,” Fierceton said. Several times Winkelstein 
asked what had happened on the night she was injured. Through 
tears, Fierceton said finally: “My mom tried to kill me.”

Winkelstein also quizzed Fierceton about the personal statement 
she had submitted to Rhodes. After she was released from the hospi-
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tal, Fierceton was placed in foster care, where she stayed for nearly 
a year. When she turned 18, she officially exited the system but con-
tinued to live with one of her foster families during her senior year. 
Her Rhodes statement begins with her moving in with a new fami-
ly: “I drop the trash bag of donated clothes and sink to the floor,” she 
writes. Fierceton then shifts from her own struggle to the problems 
of four other foster kids she knows. She remembers sitting around a 
kitchen table with them, talking and laughing in better times. “Now, 
Chandra is institutionalized for the seventh time,” she writes. “Dar-
ren and Will are incarcerated. Casey is terminally ill.” She views her 
own fate as bound up with theirs: “Why does this keep happening to 
us? Why does no one care?”

Who are these people? Winkelstein wanted to know. “I don’t feel 
comfortable answering that,” Fierceton told her. She would say lat-
er that the names had been changed but that their stories are true. 
Fierceton didn’t want to violate their privacy, she said, by divulging 
their identities or by revealing how she knew them.

More questions followed, about her mother’s profession, her fami-
ly’s income, how many foster homes she’d lived in. Winkelstein asked 
about the trash bag filled with donated clothes. It seemed to Fierce-
ton as if everything she had written about herself was now under 
suspicion. (In a statement, the university said Fierceton’s transcript 
of the meeting contained “numerous omissions, distortions, and 
inaccuracies.” However, a Penn staff member who was also on the 
call, and helped create the transcript, said it is consistent with her 
memory of the conversation.) In a letter to Sara Bachman, the dean 
of the School of Social Policy and Practice, Fierceton would write of 

the “worthlessness, hopelessness, and shame” she had felt following 
the meeting with the deputy provost: “There have been days since 
Dr. Winkelstein’s interrogation where I wonder how to live in a world 
where survivors are treated this way.”

One week after that Zoom call, Winkelstein sent a letter to Eliza-
beth Kiss, chief executive of the Rhodes Trust, alerting her that al-
legations had been made regarding one of the organization’s newly 
selected scholars. The letter states that Fierceton had been raised in 
an upper-middle-class household and had attended a private high 
school. It also points out that her mother is a radiologist and that her 
grandfather was a college graduate as well. “We have concluded that 
there is a basis for serious concern and that further investigation 
by the Rhodes Committee may be appropriate,” Winkelstein wrote. 
She went on to say that it was “evident from multiple sources” that 
Fierceton had “constructed a narrative regarding her childhood.”

Rhodes did indeed conduct an investigation. According to a 15-
page report, completed last April, a committee at the trust had “re-
viewed extensive evidence gathered from confidential whistleblow-
ers,” along with information handed over by the university and 
from Fierceton herself. The report calls Fierceton a “gifted, driven, 
and charismatic young woman” but employs the adjective “can-
ny” to characterize how she presented herself as “someone who is 
first- generation, has been low-income throughout her life, and grew 
up in foster care.” The evidence the committee collected showed 
that Fierceton had, according to the report, “created and repeat-
edly shared false narratives about herself” and that her “misrepre-
sentations also served her interests as an applicant for competitive 
programs.” The report recommended rescinding her scholarship. 
Fierceton withdrew from the program instead.

The university followed with an investigation of its own. In Au-
gust, Penn’s Office of Student Conduct sent a 31-page report marked 
“confidential” to the university’s provost, Wendell Pritchett, detail-
ing its findings. The document is a more thorough examination of 
Fierceton’s background than the Rhodes report. Investigators inter-
viewed people connected to her abuse case and pored over her ap-
plications to the university, to Rhodes, and to scholarship programs, 
along with emails to administrators, legal records, and texts sent by 
Fierceton to the Inquirer reporter who wrote about her. The nearly 
15,000-word report examines those sources line by line. For instance, 
Fierceton wrote in her undergraduate application that by the time 
she was 6 years old she knew “all of the police officers in my county 
by first name” as a result, presumably, of problems at her home. In-
vestigators did confirm that Fierceton’s family had been visited by 
child-welfare officials when she was young. As for whether she knew 
all of the officers in the county by name, Fierceton granted that was a 
rhetorical flourish meant to emphasize her dire circumstances. She 
told the student-conduct office that she had been “extremely fearful 
of her biological family” and that this had “led her to be very focused 
on conveying the gravity of the situation.”

The university’s report devotes several pages to whether Fierce-
ton qualifies as a first-generation student. It zeroes in on a question 
in her master’s application: “Are you the first generation in your fam-
ily to attend college?” To that, she answered “yes.” A written section 
below offered space for more information about how being a “mem-
ber of a community that has been historically underrepresented in 
higher education” will help the applicant contribute to the program. 
In that space, Fierceton said she identifies as a “low-income, first- 
generation woman” and wrote that she believes that this has given 
her an “understanding of the unique barriers low-income females 
face in accessing higher education.” While she allowed that she “pos-
sesses several privileged identities,” she didn’t mention her mother’s 
career or the fact that, for the majority of her childhood, she would 
not have been considered low-income.

If “first generation” means the first in one’s family to attend college 
— the widely used, common-sense meaning — Fierceton’s answer 
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would be plainly false. But at Penn, it’s not that straightforward. The 
term is defined in multiple ways on the university’s website, encom-
passing a much broader array of students. The university’s organi-
zation for first- generation, low-income students includes as first- 
generation those who are the first in their families to “pursue higher 
education at an elite institution.” What “elite” means is up for de-
bate, but Fierceton’s parents were not Ivy League graduates. The cur-
rent website for Penn First Plus, the university’s “hub for efforts to 
make the campus more inclusive,” says that students qualify as first- 
generation if they “have a strained or limited relationship with the 
person(s) in your family who hold(s) a bachelors degree.” Fierceton’s 
relationship with her parents was more than strained at the time she 
applied to college, and she considered herself a family of one.

Fierceton has long identified as a member of the university’s 
first-generation, low-income community, often abbreviated as FGLI. 
Was she obligated to reveal how, in her mind, she had come to hold 
that designation? Fierceton concedes in a response to the universi-
ty that it “could have been helpful to have explained in the comment 
box below that my biological mother’s income and education pro-
vided, for some years, access to resources and knowledge that some 
FGLI students do not have.” But she believes her embrace of the term 
was warranted. “I identify as a FGLI student based on Penn’s own 
definitions of FGLI,” she explains.

In several instances, the university’s report contradicts the Rhodes 
investigation. Rhodes called Fierceton’s claim that her family’s income 
fell below a low-income threshold “highly misleading.” The universi-
ty’s report, however, “accepts that Mackenzie was independent and 
low-income” because she was not living with her mother when she ap-
plied to college and was supporting herself. Relatedly, Rhodes found 
that Fierceton had misrepresented herself as someone who “grew up 
poor,” even though that language was used by the Inquirer reporter 
and did not appear in a quote from Fierceton. The university’s inves-

tigators did not find “evidence that this clearly misleading statement 
can be attributed to specific actions by Mackenzie.”

The university and Rhodes reviewed medical records that Fierce-
ton provided. Rhodes concluded that Fierceton’s descriptions of her 
injuries in her undergraduate essay are “inconsistent with the hos-
pital records” and that there are no references in those records to 
“dried blood, distorted facial features, or cessation of breathing.” 
The university’s investigators didn’t offer an opinion on whether 
Fierceton had told the truth about how seriously she was hurt. As for 
whether Fierceton’s mother had abused her, neither investigation ar-
rived at a definitive judgment. “Either MF has fabricated this abuse 
by her mother, or her mother has lied about the terrible abuse inflict-
ed on MF,” the Rhodes report’s authors wrote, referring to Fierce-
ton by her initials. “In either case, it is a tragic story.” Penn’s student- 
conduct office similarly determined that it “could not make findings 
related to abuse that would be helpful.”

Still, Rhodes and Penn each concluded that Fierceton had not been 
fully honest about her background. The university’s more equivocal 
assessment said that her undergraduate record was “very impres-
sive” and that there was “no question she encountered personal, 
medical, and financial obstacles that make her accomplishments all 
the more exceptional.” Even so, it called her claim that she is first- 
generation on her master’s application “objectively inaccurate.” (In 
a recent statement, the university said that the question on the ap-
plication is “composed of ordinary words with everyday meanings, 
and it makes no reference to any term or definition appearing in any 
other publication.”) While acknowledging that “applications are not 
autobiographies,” the university found that Fierceton “may have cen-
tered certain aspects of her background to the exclusion of others — 
for reasons we are certain she feels are valid — in a way that creates a 
misimpression of that background.” Fierceton was supposed to grad-
uate with her master’s last May and, in fact, received an email from 
her department congratulating her on completing the program. The 
university, however, is withholding her degree, pending the final out-
come of its disciplinary process.

A
FTER Fierceton was hospitalized, her mother, Carrie Mor-
rison, was arrested and charged with two counts of felo-
ny child abuse or neglect and one count of misdemeanor 
assault. Those charges were later dropped, and her record 
was expunged. The assistant prosecuting attorney handling 

the case, Michael Hayes, says he felt ethically obligated to drop the 
charges. “My review of all of the available evidence did little to as-
suage certain doubts I had about the case,” Hayes wrote in a recent 
email. “The more I learned, the less certain I became about what re-
ally happened.” In 2019, Morrison successfully petitioned a St. Louis 
circuit court to have her name kept off the state’s child-abuse regis-
try. The judge, Kristine Allen Kerr, in a nine-page opinion, pointed 
to gaps in Fierceton’s memory and to other circumstances, like the 
lack of injuries to her back from the stairs incident. She wrote that 
Fierceton’s 22 days in the hospital went “well beyond what would be 
expected for treatment of the bruising she presented with.” Kerr also 
cited Fierceton’s “reporting of different facts in her college essay.” In 
her summary, the judge wrote that while it was possible that Morri-
son had caused her daughter’s injuries, “the court cannot make that 
finding by a preponderance of the evidence.”

The dropping of the charges, and the ruling in favor of her moth-
er, didn’t undermine the belief of some close to the case. Ken 
Chackes, a lawyer who has represented survivors of clergy abuse, 
represented Fierceton and wrote a letter of support last January. In 
the letter, he writes that he believes Fierceton’s account of her al-
leged abuse. When the admissions essay was read to him over the 
phone recently, Chackes didn’t think, based on his memory of the 
case, that what she wrote was false. He remembers seeing photos 
of her taken in the hospital and having conversations with those 
involved in the investigation. “I don’t hear anything in there that 
doesn’t sound consistent with what I knew,” he said.

Fierceton provided The Chronicle with more than a hundred doc-
uments to support her claims, including academic transcripts, med-
ical records, her applications to Penn and to Rhodes, and testimo-
nials from teachers, friends, lawyers, nurses, and a police detective. 
In addition, The Chronicle reviewed court transcripts and spoke to 
people in St. Louis involved in her case. Several key facts are not in 
dispute: Fierceton did officially spend nearly a year in foster care and 
then continued to live with one of her foster families (most children 
placed in foster care remain there for one to two years, making her 
experience, in that respect, typical). She did bounce between foster 
families. She did spend roughly three weeks in the hospital, includ-
ing in the pediatric intensive-care unit. She did tell the police and 
testify in court that her mother had abused her.

Other elements of her narrative are more difficult, if not impossible, 
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to fully pin down. The university’s student-conduct office obtained 
three versions of the personal statement she submitted to Rhodes, in-
cluding one she had used to apply for a scholarship. They’re largely 
identical, though in one version she says her foster friends referred to 
themselves as “the fab five” and in another she says it was “the fan-
tastic five.” Fierceton declined to reveal the real names of the four 
people to Rhodes or the university. When asked to provide proof of 
their existence to The Chronicle, Fierceton said that she had contact-
ed one of them but that the person was suffering from mental-health 
issues and couldn’t give an interview. She has lost contact with the 
others, she said, and believes one of them may have died.

Both the university and Rhodes expended considerable effort to 
investigate Fierceton’s claims, at times homing in on very specific de-
tails. The Rhodes report, for example, found no notes in her medi-
cal records indicating that Fierceton had blood in her hair when she 
arrived at the hospital, thus apparently refuting the assertion that 
her hair had been “caked with dried blood.” But one of the nurses 
assigned to Fierceton, Sherry McClain, remembers washing blood 
out of Fierceton’s hair while helping her shower. She also remembers 
helping Fierceton walk to the bathroom because she was weak. “She 
was physically hurt, but even more so was how in shock she was,” 
McClain said in a recent interview. “She was just this vacant, broken, 
empty child.” The two developed a friendship, and McClain bought 
her toiletries and clothes when she left the hospital. The details in 
the essay don’t strike McClain, who is listed as a nurse on Fierce-
ton’s medical records, as untruthful. “It could very well be more ex-
aggerated than it was, but the fact of the matter was it was legit, you 
know?” she said. “I would never go to bat for somebody who I thought 
was making something up.”

Yet if you’re searching for inconsistencies between what Fierceton 
wrote in her admissions essay and the records, you can find them. 
She wrote, for example, that the medical equipment in her room was 
there “to make sure I don’t stop breathing again.” There is no evi-
dence that Fierceton ever required resuscitation. She wrote that she 
had “braces stabilizing most of my body.” She had no broken bones, 
and it’s not clear why braces would have been required (photographs 
taken on her first day in the hospital show that she was placed in a 
neck brace initially, but her medical records say her neck had a “nor-
mal range of motion”). She was given a feeding tube, but her eat-
ing difficulties were listed as “behavioral.” According to her records, 
Fierceton did experience “seizure-like activity,” post-traumatic stress 
disorder, and post-concussion syndrome.

Read as journalism, her essay falls short. But what if it’s viewed as 
an impressionistic piece of writing — a poem, as she has called it? She 
does tell doctors that it hurts to breathe. Is it possible that she felt as 
if she had stopped breathing? The photographs taken in the hospital 
don’t confirm that her features were “distorted and swollen,” but her 
bottom lip is cut, and there does appear to be bruising around one eye; 
doctors noted swelling on her forehead. Could the more-negative ap-
praisal have been how it seemed to her in the moment? In other words, 
was this canny self-presentation meant to elicit sympathy, or was real-
ity being filtered through the feelings of a teenager in distress?

A
NNE NORTON believes the focus shouldn’t be on Fierceton’s 
injuries or the way she told her story, but rather on how she 
was treated by the university. Norton, a professor of politi-
cal science and comparative literature at Penn, argues that 
the university has caused Fierceton harm by dredging up 

her past and forcing her to expand on her alleged abuse. Fierceton 
took a class called “Forms of Resistance” from Norton in the spring 
of 2020. When the pandemic disrupted campus life, Norton contact-
ed all of her students to make sure they had somewhere to go and 
discovered that Fierceton had been bunking with friends. Norton in-
vited Fierceton to stay with her and her partner. (“I have a big house,” 
Norton says. “I offered her the third floor.”) As they became better 

acquainted, Norton learned about the abuse allegations and about 
the period of time she spent in foster care.

The professor has become one of Fierceton’s primary supporters, 
helping her organize her defense against charges from the university 
and Rhodes. Norton considers Winkelstein’s questioning of Fierce-
ton “profoundly inhumane.” She argues that the university has dis-
regarded its own disciplinary procedures and subjected Fierceton to 
a months-long inquiry that has led nowhere. “The worst you can say 
about her is that retrospectively she exaggerated her injuries,” Nor-
ton says. “Injuries that nevertheless kept her in the hospital for a long 
time and resulted in her being placed in foster care.” In a letter she 

wrote to Rhodes last January, Norton vouched for Fierceton’s integ-
rity. “Over the last year, I have come to know Mackenzie well, for the 
pandemic does not lend itself to concealment,” Norton wrote. “The 
idea that she has been dishonest about her experience of foster care 
or her economic status is not consistent with her character, nor is it in 
accord with the evidence.”

Rogers Smith also thinks Penn has failed Fierceton. Smith, a pro-
fessor of political science, didn’t know Fierceton before her case was 
brought to his attention by Norton. He wrote in a recent email that 
the university had “treated her brutally, with a harsh, invasive inter-
rogation followed by bullying and threats and a contrived process 
that included an unjustly withheld degree.” Smith said that the let-
ter sent by Winkelstein to Rhodes should have included responses 
from Fierceton herself, not just a summary of what she had said in 
the Zoom meeting. What’s more, he contends, dual reviews, one by 
the student-conduct office and one by the School of Social Policy and 
Practice, have created administrative confusion and hindered her 
ability to appeal. Smith, who is a former associate dean of the social 
sciences, called the whole thing “Kafkaesque.”

So what should the university have done? While Smith and Nor-
ton object to how Penn handled the situation, neither argues that the 
university should have ignored the anonymous email. Had Penn of-
ficials done that, they could have been accused of covering up for a 
student the university’s president had publicly commended. And, as 
it turned out, Rhodes officials received a version of the anonymous 
email shortly afterward, which would have probably triggered an in-
vestigation regardless. In a statement, Penn insisted it had a respon-
sibility to investigate once Fierceton’s credibility had been chal-
lenged.

“Truthfulness is essential to academic integrity at Penn as well as 
a core selection criterion for the Rhodes Trust,” the statement said. 
“When Penn becomes aware of information questioning a candi-
date’s purported background and qualifications, Penn has a duty to 
determine if that information is material and, if so, to report such in-
formation to Rhodes so that it can determine if there are grounds for 
reconsidering the award.” (Penn officials involved in Fierceton’s case, 
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including Winkelstein, either declined or did not respond to inter-
view requests.)

The Rhodes Trust would not comment directly on Fierceton’s case, 
other than to confirm that she had withdrawn from the program. 
“Rhodes Scholars are selected on the basis of a powerful set of core 
criteria which include ‘truth … devotion to duty, sympathy for and 
protection of the weak,’” it said in a statement. “We strive constant-
ly to ensure that the Trust’s policies and procedures uphold our core 
values and the fairness of our processes.”

Fierceton filed a lawsuit against the university a few days before 
Christmas, accusing Penn of conducting a “sham investigation.” At 
the heart of the complaint, which also names three administrators as 
defendants, are her claims that the university withheld her master’s 
degree without justification and also wrote a “secret letter” to Rhodes 
intended to discredit her. But it goes beyond that. The complaint ac-
cuses Wendy White, Penn’s general counsel, of saying she would 
“come after” Fierceton’s master’s degree and her already-awarded un-
dergraduate degree if she did not withdraw from the Rhodes program. 
The complaint also alleges that White threatened to send Fierceton to 
“‘federal prison’ for fraud with regard to her Pell Grants.”

The most surprising section of the complaint suggests that the uni-
versity’s investigation was carried out in retaliation for Fierceton’s 
involvement in a different matter. In 2018, Cameron Driver, a gradu-
ate student in the School of Social Policy and Practice, died after suf-
fering cardiac arrest during a class. His estate is suing the university, 
arguing that the basement classroom he was in at the time isn’t suffi-
ciently accessible to emergency personnel (Penn has denied any neg-
ligence in that case). Fierceton says she suffered a seizure in the same 
building in early 2020 and later complained to administrators about 
similar access problems.

How exactly the two issues are connected isn’t spelled out in the 
complaint, nor is there any sign in their reports that investigators for 
Rhodes or the student-conduct office were aware of the other lawsuit. 
In Penn’s answer to Fierceton’s complaint, filed this month, the uni-
versity denies retaliating against her. Penn also denies that White, 
the general counsel, threatened her, though the university acknowl-
edges that White discussed with Fierceton’s lawyer “the extent of 
Fierceton’s misrepresentations and the potential consequences.” 
In addition, the university argues that Winkelstein’s questioning of 
Fierceton was not “aggressive, improper, relentless, or in violation of 
Penn’s policies.” Penn’s legal filing includes stronger language than 
either the Rhodes or the student-conduct-office report when it comes 
to Fierceton’s descriptions of her background, characterizing her 
narrative as “replete with falsities, including but not limited to a ficti-
tious account of abuse by her mother.”

T
ALK TO ADMISSIONS OFFICERS, and you’ll hear stories of students 
bending the truth in their applications. Usually such em-
bellishments are fairly pedestrian, like saying you founded 
a physics club even though the school already had one. In a 
recent interview, an admissions officer at an Ivy League uni-

versity said that if there are red flags, a call might be made to a high-
school counselor to compare notes. Once in a while, admissions offi-
cers will run into a genuine hoax. In 2009, Harvard University found 
that one of its students had faked much of his academic record, in-
cluding his transcript and test scores; his deception went undiscov-
ered until he applied for a Rhodes scholarship as a senior. A decade 
later, the Varsity Blues scandal showed the absurd lengths some 
wealthy parents are willing to go to ensure their children get into the 
college of their dreams.

Fierceton’s story doesn’t fit that mold. No one questions her aca-
demic bona fides, and she didn’t slip into college by pretending to 
be an athlete. At issue is whether, in the course of telling her life sto-
ry, she sought to make her experience appear worse than it really 
was in order to gain an advantage. In a recent interview over Zoom, 

Fierceton says she’s had a lot of time to think about what, if anything, 
she would have done differently. Sometimes she finds herself wish-
ing that she could go back in time and not apply to Penn in the first 
place. As for whether she would alter her essays, perhaps removing or 
tweaking some of the phrases that the university and Rhodes ques-
tioned, she’s reflected on that too. “Where I’ve landed is that I have a 
right to write about my experiences as I experienced them,” she says. 
“Period.” In an email to the student-conduct office, she insists that 
the emphasis of her undergraduate essay was not on the severity of 
her injuries but rather on how “gratitude helped heal and radically 
transform” her: “I did not think, ‘If I write about how bad my abuse 
was, they’ll feel sorry and let me in.’”

Fierceton wipes away tears from the corners of her eyes. She’s 
wearing a necklace with the word “fierce” engraved on a charm; a 
friend gave it to her shortly before she adopted it as part of her new 
surname. The constant back and forth with the university has taken 
a toll, she says, making it hard to sleep or to concentrate on her aca-
demic work. Fierceton was admitted to a doctoral program at Oxford 
despite losing her Rhodes scholarship and despite not yet having re-
ceived her master’s. She’s studying the foster-care-to-prison pipeline, 
just as she originally planned. Fierceton knows that by sharing her 
essays, transcripts, medical records — even her diary — she is invit-

ing additional scrutiny. And she’s aware that filing a lawsuit against 
the university, rather than reaching an agreement behind closed 
doors, will prolong the conflict she’s been mired in for more than a 
year. But she sees what happened to her as part of a larger conver-
sation about how survivors of abuse get silenced. “Sharing my story 
and sharing my truth,” she says. “That’s how I feel like change and 
accountability can happen.”

The student-conduct office recently recommended issuing Fierce-
ton’s degree, but imposing a retroactive suspension — essentially a 
note in her academic file indicating that she had been disciplined. 
She would also be required to write a letter of apology. Fierceton 
doesn’t think she deserves a black mark on her record, and she be-
lieves it’s the university that needs to apologize. “It’s horrible to be 
disbelieved over and over and over again by the people with the most 
power in the institution,” Fierceton says. “Being told that you are 
wrong about the experience you know, 100 percent for fact, and that 
you spent the majority of your childhood saying wasn’t happening 
because you felt so ashamed and worthless … and then to finally be 
able to tell the truth — to have that thrown back in your face has felt 
like the most severe kind of gaslighting that is possible.” Asked what 
Penn should have done when it received an anonymous email accus-
ing her of fabricating her life story, Fierceton has a ready answer: “Be-
lieved me.”

Tom Bartlett is a senior writer who covers science and ideas.
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There’s a whole literature on what works.  
But it’s not making its way into the classroom. 

Why the Science  
of Teaching  

Is Often Ignored 
 BY BETH McMURTRIE 

A 
COUPLE OF YEARS AGO, five faculty members at Harvard University published an in-
triguing study. They had run an experiment in an introductory undergraduate 
physics course to figure out why active learning, a form of teaching that has had 
measurable success, often dies a slow death in the classroom.

The authors compared the effects of a traditional lecture with the effects of active 
learning, in which students solve problems in small groups. They found — to little surprise 
— that when students were taught in an active format they performed better on tests. Then 
the scholars made another, more striking, discovery: Students felt as if they were learning 
more when they sat through a lecture. In other words, though they were very engaged by the 
talk, it didn’t actually help them understand physics better.

Academic Twitter praised the study for its clever design and for the way it resonated with 
professors who had struggled with active learning. But even as it was lauded in some quar-
ters, the study was picked apart in others. It measured the effects of single lessons, some 
complained. Could you really conclude, others asked, that one test was a true measure of 
learning? The experiment said nothing about long-term retention, still other critics pointed 
out. Would those differences in scores still be apparent months later?

That mixed reaction illuminates a central paradox in higher education. Scholarship on 
teaching and learning has grown exponentially over the decades, encompassing thousands 
of experiments, stacks of books and journal articles, and major initiatives to bring the sci-
ence of learning into the classroom. Yet many faculty members are untouched by this work, 
unsure how to apply it to their teaching, or skeptical of its value.



To be sure, many instructors have participated in workshops run 
by their campus teaching centers. And some evidence- based teach-
ing practices, such as peer learning or the use of clickers to keep stu-
dents engaged in the classroom, are far more prevalent than they 
were a generation ago. But faculty developers, education researchers, 
and learning scientists say they often feel as if they are speaking to a 
select audience: namely, one another, or the same subset of profes-
sors eager to try new practices. And what does get through to many 
faculty members and students is often garbled, or just one piece of 
the puzzle.

So what’s going on? Some of the bottlenecks are a product of the 
structures and systems of higher education, in which faculty mem-
bers are given few incentives for, if not actively discouraged from, 
improving their teaching. They care about their students, but they 
don’t have the time, understanding, or motivation to make their 
courses better. And if habits and preconceived notions about teach-
ing remain unchallenged, say teaching experts, there’s little reason 
to change.

But it’s more complicated than that. Much of the research on 
teaching and learning is done on a small scale, perhaps in a single 
classroom or a lab-based experiment. How it might apply in different 
contexts, with different groups of students, isn’t always clear. Does 
the success of group work in an introductory physics course, for in-
stance, say anything about how to run a Shakespeare seminar? Stu-
dents, after all, are not interchangeable variables, and classrooms are 
not laboratories.

That confusion and discomfort are also partly a natural conse-
quence of the relative youth of the field. It’s messy and not very defin-
itive. Classroom experiments may be flawed.

Yet, teaching reformers argue, the dangers of ignoring the expand-
ing body of knowledge about teaching and learning are ever more 
apparent. Traditional teaching may have sufficed when college cam-
puses were more ivory tower than lifeboat, educating future genera-
tions of scholars and other elites rather than trying to lift up a diverse 
group of students and prepare them for an increasingly complex 
world.

As colleges enroll students from a wider range of backgrounds, 
they are seeing firsthand the unintended consequences of meth-
ods such as high-stakes testing, rigid course structures, and lecture- 
based courses. Such traditional approaches to teaching, reformers 
argue, disproportionately set up students from disadvantaged back-
grounds to flounder or fail. Active learning and other evidence-based 
practices, such as building more small assignments, or scaffolding, 
into the syllabus, have been shown to close those performance gaps 
and help all students succeed.

The problems go beyond ones of equity. Research has shown that 
in fields like STEM, traditional teaching can be ineffective at helping 
students understand complex concepts and develop problem-solving 
skills. Struggling students often decide early on that science and en-
gineering are not for them.

In fact, one of the inspirations for the Harvard study was earlier 
work by Carl Wieman, a Nobel Prize-winning physicist and evan-
gelist for active learning, who has long advocated for programs that 
help transform science education. His former student Louis Deslau-
riers, now director of science teaching and learning in Harvard’s 
Faculty of Arts and Sciences, and an author of the study, wrote a 
high-profile active-learning study with Wieman 10 years ago. Yet, as 
he and the other physics instructors noted in their introduction to 
the 2019 study, most STEM instructors continue to use traditional 
teaching methods in large introductory courses.

Why? One reason, Deslauriers says, is that they have trouble imag-
ining why new techniques are necessary. Whenever he would try to 
talk to his colleagues about what the research on teaching showed, 
“it would always come down to, Hey, when I was a student, tradition-
al lecturing worked for me.”

P
ART OF THE UNCERTAINTY about research on teaching and learn-
ing stems from how it is defined. What is it, exactly? Lab ex-
periments on how the brain works? Studies of student behav-
ior? Experiments with teaching styles and course structure? 
Or perhaps a more philosophical analysis of what it means to 

become an expert in a discipline or a new way of thinking? The an-
swer, in short, is all of the above.

To education researchers the terms “science of learning” and 
“scholarship of teaching” mean two different things. The latter term 
was popularized by Ernest L. Boyer in his influential 1990 book, 
Scholarship Reconsidered: Priorities of the Professoriate. Boyer, who 
was president of the Carnegie Foundation for the Advancement of 
Teaching, argued that teaching, carefully considered, is a form of 
scholarship and should be recognized as such.

Boyer’s call to elevate the value of teaching helped open the flood-
gates for faculty members to begin examining their work in the class-
room, says Regan A.R. Gurung, associate vice provost and execu-
tive director of the Center for Teaching and Learning at Oregon State 
University. Early scholarship was typically descriptive, focusing on 
what professors had learned over time about their experiences as 
teachers.

Since then, scholarship on teaching and learning, or SoTL as it is 
commonly called, has become more sophisticated, complete with 
controls, statistical analyses, and quantitative measures of learning, 
says Gurung, who has written extensively about the evolution of the 
field. A subset, mostly found in STEM, is known as discipline-based 
education research, and focuses on the challenges of teaching, say, 
certain chemistry or physics concepts. Many disciplines now publish 
journals related to teaching in which such studies appear. And more 
colleges are giving grants and other support to faculty members who 
want to do research on their own teaching.

In recent years, a new strand of research has focused on analytics 
— mining the data that can be found in learning-management sys-
tems and institutional research offices to ask very specific questions, 
such as: How does the amount of time a student spends watching 
video lessons or doing online reading correlate to grades? One of the 
potential benefits of this form of research is that it can be scaled up, 
looking at large numbers of courses in an institution, or longitudi-
nally, to see how students’ performance in a prerequisite affects their 
ability to succeed in a more advanced course.

The “science of learning,” by contrast, most often describes the 
work of researchers in fields like cognitive psychology and neurolo-
gy who run lab- or classroom-based experiments on how the brain 
works, and how that relates to learning.

Some of the earliest, and most familiar, research of this kind in-
volves motivation and memory. Many studies have shown, for ex-
ample, that people remember things longer if they space out their 
learning sessions and test themselves at regular intervals rather than 
cramming the night before a test. Another common finding is that 
people make stronger connections among concepts if they review 
earlier ideas as they learn new ones instead of learning in discrete 
segments.

In 2014 the book Make It Stick: The Science of Successful Learning 
was published, eventually selling more than 600,000 copies. Mark 
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McDaniel, one of its authors and director of the Center for Integra-
tive Research on Cognition, Learning, and Education at Washington 
University in St. Louis, credits the book’s appeal to how it translated 
experimental research into classroom practices, something that was 
lacking in the scholarship at that time.

Since then, research on learning has branched out to include the 
study of how emotion and environment can affect a person’s ability 
to learn. As colleges grapple with how to raise retention and gradua-
tion rates among struggling students, researchers have homed in on 
questions like: How does a student’s self-efficacy or sense of belong-
ing correlate with academic success? How can you foster curiosity in 
your classroom? How does trauma affect the brain and the ability to 
learn?

Books such as The Spark of Learning: Energizing the College Class-
room With the Science of Emotion, by Sarah Rose Cavanagh, and How 
Humans Learn: The Science and Stories Behind Effective College Teach-
ing, by Joshua R. Eyler, embody this trend.

Many professors are open to using evidence-based teaching prac-
tices, notes Eyler, director of faculty development at the Universi-
ty of Mississippi, but would benefit from understanding the science 
behind them. What, for example, makes peer learning an effective 
technique? What do cognitive science, evolutionary biology, and 
neuroscience tell us about how traits such as curiosity and authen-
ticity increase a person’s ability to learn?

G
IVEN all these strands of research and scholarship on teach-
ing and learning, it’s not surprising that your average pro-
fessor might feel intrigued yet overwhelmed. Much like 
trying to evaluate studies of diet, nutrition, and exercise, 
faculty members can struggle to determine what research 

is relevant for them.
Some of what works depends on a scholar’s discipline and teaching 

demands. What’s needed to engage a student in an introductory sci-
ence course is different from what makes a history seminar run well. 
But there are also profound differences of opinion over some funda-
mental questions. Among them: What constitutes good evidence? 
How do you define learning?

Cavanagh, the author of The Spark of Learning and an associate 
professor of practice in psychology at Simmons University, in Boston, 
recalls an incident from a workshop about her research. She usual-
ly finds a receptive audience, often with STEM professors who may 
be interested in her scholarship. In this instance she was talking to a 
group of humanities professors participating in a yearlong examina-
tion of the social and emotional aspects of learning. She had begun 
talking about how, if learning is the retention and retrieval of infor-
mation and the development of new skills, then emotion may be the 
best route through which to engage students.

One of the professors interrupted her: Learning, he said bluntly, is 
not the same as remembering. Realizing the humanities professors 
might be operating within a completely different frame, Cavanagh 
moved the conversation toward a broader discussion of the role of 
emotion in learning.

The divide often comes down to this question: Can you measure 
learning? If you don’t believe you can, in a quantitative way, Cava-
nagh says, “then you’re never going to believe a research study that 
shows pedagogical technique XYZ boosted exam scores.”

While describing the divide as a disciplinary one would oversim-
plify it, many humanities professors would argue that learning is a 
process of transformation. They are happy to study their teaching, 
but their scholarship is more reflective than quantitative. And they 
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challenge their peers to take a deeper, more nuanced, look at what’s 
happening in and around college classrooms.

This “methodological saber rattling,” Gurung says, is tough. “So 
many of us will scoff, and rightly so, about a 30-person study that 
has not been replicated. And a lot of folks in the humanities will say: 
‘What’s all this replication stuff? Let’s examine my group of 30 stu-
dents.’ There’s a lot of power in that.”

Robin DeRosa, director of the Open Teaching and Learning Col-
laborative at Plymouth State University, in New Hampshire, sug-
gests two other reasons that some faculty members may be skeptical 
of studies that rely on measurement. One is the underlying assump-
tion that only what can be measured is relevant. Yes, collecting data 
is important and valuable. “But anyone who works in education with 
actual humans knows that data only tell small glimpses of the sto-
ry,” she says. “A metric cannot tell you if a student’s mom died while 
she was taking an English course, or whether they are on the [autism] 
spectrum.”

Professors may also be skeptical of the messaging that comes with 
some of this research, particularly if it’s used to support a single tool 
or strategy. “Because higher education is in crisis now, we’re very 
solutions oriented, we’re very data driven,” DeRosa notes. That can 
cause college leaders to think that one initiative or approach can 
help fix a big institutional problem, such as a 45-percent graduation 
rate. “That’s a really naïve way to think about teaching. And it also 
does damage to the faculty.”

Disagreement exists even among scholars who focus on more 
quantitative research. Can a study of a single intervention in a single 
course, for example, say much of anything? Maybe not to anyone ex-
cept instructors who teach similar courses. Are all the controls set up 
correctly? It’s hard to know, if you haven’t been trained in education 
research.

One reason the physics instructors at Harvard pursued their study, 
in fact, was that they were troubled by the lack of quality controls 
in much of the work that came before them. That continues to be a 
challenge. “When I do research, I get super-excited by the titles of 
papers, but when I click on them and start reading the abstract, it’s 
such a narrow, specific context, and they don’t control for anything,” 
says Kelly Miller, an associate senior lecturer in applied physics. “It 
doesn’t really shed any light on the actual issues. I would say the vast 
majority of studies are like that.”

Some researchers are advocating more rigor in the training of 
faculty members who want to do this work in their classrooms, and 
in the design of teaching experiments. One of the more recent in-
novations is a project called Many Classes, which involves a net-
work of faculty members studying the same teaching challenges. 
It is a model that could represent the future of certain types of ed-
ucation research, says Ben Motz, who runs the project and directs 
the eLearning Research and Practice Lab at Indiana University at 
Bloomington.

The Many Classes project recruits instructors across a variety of 
institutions and in different disciplines to test out an intervention, 
giving researchers a large and diverse sample. Its first study asked a 
common question: Does it matter when you give students feedback 
on their work? It found no difference in student performance be-
tween those who had received immediate feedback from instructors 
and those for whom it was delayed.

Faculty developers, whose job it is to translate education research 
for their colleagues in the classroom, say that it often takes years and 
myriad experiments to draw broad lessons. That can make the re-
search tricky to communicate.
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“It’s hard for faculty to understand sometimes that the science of 
teaching and learning is built on lots and lots of smaller studies that 
give us this broader picture,” says Lindsay Wheeler, assistant director 
of STEM-education initiatives at the University of Virginia’s teaching 
center, who has studied what prevents faculty members from chang-
ing how they teach.

Active learning broke through the noise thanks to a 2014 meta- 
analysis of 225 studies of STEM courses. It found that active learning 
increased grades and reduced failure rates, compared with lecture- 
style teaching.

It’s easy to dismiss any one study, in other words. But collectively 
many point to a cohesive set of practices that improve learning.

A
NOTHER PROBLEM hamstrings the classroom adoption of re-
search on teaching. What feels right to students — and some 
professors — is not necessarily what serves them best. Ac-
tive learning, as demonstrated by the Harvard study, is one 
such example. In their analysis, the researchers suggest that 

faculty members explain in advance to students why strategies such 
as group work will help them understand the material better, even if 
it sometimes feels far more difficult and less satisfying. That may in-
crease students’ willingness to try new things.

Anne Cleary, a psychology professor at Colorado State Universi-
ty at Fort Collins who studies human memory, says there’s a term for 
those kinds of learning strategies: desirable difficulties. They require 
a lot of effort by the student, but they’re necessary for learning that 
sticks. Yet how do you get students to break bad habits?

“I can still remember having this list of vocabulary words as a kid 
and sitting at my parents’ dining-room table and repeating them 
over and over,” she says. “Now I know it’s one of the least-effective 
strategies for learning. But when I ask students every semester how 
many think it’s useful and how many do that, a large number raise 
their hands.”

Cleary is among those professors trying to tackle that challenge 
with strategic interventions. Through an elective called “The Science 
of Learning” she hopes that if students read the research on mem-
ory and learning, they will adopt better strategies. Those desirable 
difficulties include strategies like testing yourself regularly on what 
you’ve learned, rather than reading the same passage over and over 
with a highlighter in hand.

“What we’re teaching people doesn’t feel good,” Cleary admits. 
And the techniques require continual practice to be effective. “It’s a 
horrible sales pitch.”

Cleary also helps other faculty members figure out how to incorpo-
rate those strategies into their teaching. Students tend not to like, say, 
weekly quizzes. And professors often don’t want to stop in the middle 
of a lecture to ask students to jot down what they’ve learned so far. 
It makes Cleary uncomfortable, too. “It feels like I’m not doing any-
thing. I’m just standing there,” she says. ”I should be cramming more 
content into my lecture.”

P
LACE all of those disagreements, uncertainties, and challeng-
es within the structures and systems of higher education, 
and it becomes even clearer why research on teaching and 
learning has made limited inroads into the classroom.

Tenured and tenure-track faculty members are under tre-
mendous pressure to manage multiple responsibilities, including 
research in their own fields and service work, leaving little time to 
catch up on the latest study on, say, peer learning.

Contingent instructors, many of whom are in charge of large 
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introductory courses that are ex-
tremely challenging to teach, are 
not compensated for the addition-
al time it would take to sort through 
much of the research on those 
courses. Even committing to some-
thing more than a single workshop 
can seem like too heavy a burden.

Gurung, a professor of psycholo-
gy, has been tracking academics’ at-
titudes toward research on teach-
ing and learning through the years. 
Surveys from 2008 and 2017, he says, 
demonstrate a growing interest across 
disciplines in conducting this kind of 
scholarship, with faculty members in 
psychology leading the way. But many 
professors still report a lack of institu-
tional support for the work.

Higher education also creates few 

incentives for faculty members to ex-
plore scholarship on teaching and 
learning. Tenure and promotion poli-
cies rarely reward, or even recognize, 
the hidden work it takes to improve 
one’s teaching. Departments routine-
ly rely on students’ course evaluations 
without looking at how much time 
a faculty member might spend try-
ing out new teaching strategies, tak-
ing workshops through the campus 
teaching center, or reading the latest 
education research in their discipline.

Given the de-emphasis on profes-
sional development, says E. Shelley 
Reid, director of the Stearns Center 
for Teaching and Learning at George 
Mason University, in Virginia, it’s no 
wonder that few professors want to 
take risks with their teaching. “It’s 
not like doing research in the lab, and 

there are three or four people, and 
you’re expecting things to fail,” Reid 
says. “It’s a public performance every 
night: ‘We’ve got this Broadway show. 
Should we tinker with it, mid-run? 
No.’”

Mix those structural challenges 
into the broader culture of academe, 
where a stellar record of research is 
often held in higher regard than a rep-

utation for excellent teaching, and 
it’s easy to see why so many profes-
sors are unaware of the scholarship on 
teaching.

As early as graduate school, the 
message is clear. Most Ph.D. programs 
devote nearly all of their time training 
students to do research, the implica-
tion being that disciplinary expertise 
is all that’s needed to be effective in 
the classroom.

“Being a good teacher isn’t re-
warded in the academy,” says Lind-
say Masland, an associate professor 
of psychology at Appalachian State 
University, in North Carolina. “Why 
would they know about this research? 
Why should they?”

Academics who might want to study 
their own teaching could also feel dis-
couraged from doing so. Masland re-

calls how people in graduate school 
reacted when she said she was inter-
ested in the scholarship of teaching: “I 
got the feedback, You’re too smart for 
that.” So she pursued a minor in sta-
tistics, she says, “to make myself seem 
more serious. I wouldn’t have admit-
ted that at the time, but I did. And it 
helped open doors.”

Masland, who spends about half her 
time doing faculty-development work 

through the campus teaching center, 
continues to bump up against those 
biases. She considers them the legacy 
of an era when teaching was consid-
ered women’s work, while universities 
were the purview of men. “The acad-
emy is a place where you’re expected 
to perform intellectualism,” she notes. 
“And your value depends on how bad-
ass you can be intellectually. Teaching 

excellence doesn’t feel very rock-star, 
for whatever reason.”

I
N 2012 the National Research Coun-
cil published an influential report 
urging more scholars to get involved 
in research on teaching within their 
disciplines, and describing how such 

research could help meet fundamen-
tal challenges in science and engineer-
ing education, such as improving stu-
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dents’ conceptual understanding and 
problem- solving abilities.

While discipline-based education 
research, or DBER, has steadily grown, 
integrating it into departmental work 
has remained a challenge, researchers 
say. Oftentimes no one in a depart-
ment is trained to understand that 
research, as it draws on other fields, 
such as psychology and anthropology.

Short of creating new hiring lines 
for faculty members trained in DBER, 
some institutions say the solution is 
to offer support for professors to study 
and use such research. At Miami Uni-
versity of Ohio, Ellen J. Yezierski, di-
rector of the Center for Teaching Ex-
cellence, created a program called 
DBER Associates to do just that. Pro-
fessors in the same discipline dive into 
education research with the aim of 

bringing more evidence-based teach-
ing practices into the classroom.

“That transition to practice has to 
happen,” she says. “We can blame the 
practitioners, or we can suck it up and 
make it more translatable to them.”

Yezierski has brought two cohorts 
into the program at Miami, each tack-
ling a teaching challenge of common 
concern. Physics-department faculty 

members, for example, are rethinking 
an introductory course, which may 
require stripping out some content 
in order to zoom in on core concepts. 
“They’re very much having to put a 
puzzle together that maybe hasn’t 
been solved for their course,” she says. 
But they are digging into the research 
on how others have measured learn-
ing of physics concepts, and which 
concepts are most important to learn.

Washington University is support-
ing randomized teaching experiments 
through its Center for Integrative Re-
search on Cognition, Learning, and 
Education, which embeds education 
specialists into departments. “It’s not 
speedy,” says McDaniel, who directs 
the program, noting that one depart-
ment spent several years studying the 
impact of active learning. “It’s a slow 

process.” But, he says, it’s a model that 
other universities could adopt. “In-
structors sometimes feel like they’re 
out there on their own,” he says. This 
program changes that dynamic.

The University of Michigan at Ann 
Arbor’s Foundational Course Initia-
tive tackles the problem of implemen-
tation on a broader scale. Experts in 
the campus’s Center for Research on 
Learning and Teaching work with de-

partments to restructure courses to 
be more engaging, reduce achieve-
ment gaps among different groups 
of students, and develop students’ 
critical-thinking skills. The work on 
any one course stretches over sever-
al years and involves dozens of people 
and reams of analysis.

“If institutions are interested in pro-
moting change, it can’t all be left to in-
structors’ doing their best,” says Matt 
Kaplan, executive director of the cen-
ter. “Especially if it involves so many 
pieces, as a large course does.”

What might persuade more facul-
ty members to dive into the research 
on teaching and learning? Teaching 
experts say that professors often act 
when they feel a gulf between what 
they’re doing and what they want to 
achieve in the classroom. The pan-
demic and related social-justice move-
ments of the last couple of years have 
led many to re-examine their teach-
ing, because the effect of students’ 
emotional states and living condi-
tions on their ability to learn became 
so clear.

Studies have also shown that fac-
ulty members are more likely to try 
evidence- based teaching practices 
if they feel they have supportive col-
leagues and departments. Faculty 
learning communities can be particu-
larly helpful, teaching experts say, be-
cause instructors meet regularly over 
a series of months to tackle complex 
challenges, often by exploring the re-
search and experimenting with small 
changes in their teaching.

Reforming teaching evaluations so 
that they reflect the hard work of read-
ing and reflecting on teaching scholar-
ship is also a critical lever for change. 
At Appalachian State, Masland has 
worked with faculty members to cre-
ate a rubric listing specific teaching 
behaviors, such as inclusive teaching, 
that have been backed up by research, 
as a motivator to try new things. “We 
footnoted every behavior with a se-
ries of citations. There’s a hyperlink to 
every study,” she says. “That changed 
people’s attitudes.”

Deslauriers, of Harvard, thinks the 
evidence will ultimately win out. “At 
the end of the day, faculty really care 
about teaching and learning,” he says. 
And when they become aware that 
their preconceived notions may be 
wrong, “all of a sudden these obstacles 
— and I’m exaggerating a bit — kind of 
fall by the wayside.”

Beth McMurtrie is a senior writer for 
The Chronicle, where she writes about 
the future of learning and technology’s 
influence on teaching.
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A growing list of job demands is changing how leaders are hired.

Who Wants to Be a College President?
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Who Wants to Be a College President?



W
HEN Charles Ambrose was interviewing for his third 
college- president job last year, it felt different.

Ambrose, who became chancellor of Henderson State 
University, in Arkansas, two months ago, had left high-
er education in 2018 to lead a nonprofit group, after two 

stints as a university leader. But he returned to a search process so 
different, he felt as if he was experiencing it for the first time.

“It’s not the same job they would have hired me for in 2018,” Am-
brose said.

The past few years have brought a growing list of challenges for 
even the wealthiest and most selective institutions: a pandemic, a 
widespread political backlash, enrollment declines, and the public’s 
questions about the value of college. At some colleges, choosing a 
new president could be an existential decision.

“Even at very established institutions, the stakes are higher,” said 
Robin Mamlet, a senior partner with the search firm WittKieffer.

As a result, some boards have changed their search criteria. To-
day they’re often looking for someone tolerant of risk who is willing 
to push through major changes. At the same time, board members, 
who typically come to their jobs with business experience and politi-
cal ties, may also feel as if they’re better equipped to pick a president 
without input from faculty, staff, and students.

Candidates for president, too, are becoming pickier about the 
kinds of colleges they want to work at, said several new campus lead-
ers, by requiring a clear picture of the institution’s finances and the 
board’s expectations.

“In a moment where the landscape is shifting, I wanted to be at an 
institution where the board had its eyes wide open with respect to 
the challenges,” said Susan Wente, who became president of Wake 
Forest University in July 2021.

D
ESPITE THE CHALLENGES, there is no shortage of people who are 
interested in becoming a college president, said Mamlet.

“Presidents have to be able to weave and dodge,” she said. 
“It’s certainly a more challenging job, but it attracts people 
for whom that is exciting.”

Kyle Farmbry, who took office as president of Guilford College, in 
North Carolina, on January 1, said the growing financial and polit-
ical pressures on higher education require new leaders to be more 
strategic than in the past, and to have an entrepreneurial mind-set.

At the same time, he said, “you have to be someone who believes in 
the value of higher education. That’s not going to change because of 
a crisis.”

For Ambrose, the goals of reviving the rural campus of Henderson 
State, in Arkadelphia, and improving the learning experience there 
were part of the new job’s allure.

Seeing colleagues manage through the worst of the pandemic 
also made Ambrose feel as if he should still be trying to contribute 
through service.

“I was in awe of what leaders were doing for their communities,” he 

said, “and moved by what students were having to experience, and I 
felt a little guilty sitting on the sidelines.”

Last year, significantly more college presidents resigned than in 
2020, with some acknowledging the myriad pressures and crises that 
had led to their decisions.

“The past two years have been a challenging and intense journey,” 
said Steven C. Currall in July, announcing his resignation after two 
years as president of the University of South Florida. “The intensity of 
the past two years has put a strain on my health and my family.”

According to Chronicle data, 107 presidents announced their resig-
nations in 2021. That’s far more than the roughly 80 presidents who 
announced their resignations in 2020, but fewer than the 123 an-
nouncements in 2019. The data include only the retirements and res-
ignations that appeared in The Chronicle’s Gazette section. The fig-
ures exclude presidents who were forced to resign, left under a cloud 
of controversy, or cited health concerns in stepping down.

The higher-education practice at WittKiefer started a record num-
ber of searches in each month from July through October last year 
(not all of them for presidents), Mamlet said, and hired 18 new staff 
members to manage the increased workload.

A
S THE STAKES for colleges have risen, governing 
boards are also trying to avoid any surprises that 
might end a leader’s tenure prematurely. An offer 
to become president now often includes the re-
quirement to submit to a full physical examina-

tion. (A board cannot withdraw an offer based on the re-
sults of such an assessment, said Mamlet.)

Sally Mason, a consultant with the Association of Gov-
erning Boards of Universities and Colleges’ search group 
and former president of the University of Iowa, said that 

from a board’s perspective, it is “investing a lot in this person and 
would like to know that they’re physically fit.”

Wente, who was provost and interim chancellor at Vanderbilt Uni-
versity before her appointment at Wake Forest, said she and oth-
er leadership candidates had been asked to submit to psychological 
testing. That has included consultations with a mental-health pro-
fessional who can evaluate traits like leadership style and ability to 
build relationships, she said.

The results are shared only with the head of the search committee, 
Wente said. The process can be intimidating, but she 
has used the results to try to improve her own leader-
ship, she said.

Candidates, too, are asking harder questions of 
search committees and governing boards. Mason said 
candidates are now more interested in the financial sit-

“ The past two years have been a 
challenging and intense journey.”
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uation of the college, so that they’re not surprised when they start a 
new job.

If a college relies heavily on tuition dollars “and enrollments are 
plummeting, and you don’t ask about changing the budget model, 
you’re going to be in a world of pain,” Mason said.

Potential presidents are also looking at the culture and climate of 
the institution, including whether the board is functional, Mason said.

Wente, the first woman to serve as Wake Forest’s president, said 
she wanted to make sure board members were unified in purpose 
and vision, and had a realistic view of the institution’s future. She 
also considered the search process itself, including how transparent 
it was and how faculty and student input was received, she said.

In addition, Wente said, she decided to consider offers of employ-
ment only from institutions that reflected her own values, and where 
she wouldn’t be viewed as a token of diversity.

W
HAT does all that mean for the faculty, staff, and students 
at an institution with a new president, or in a search?

Kevin R. McClure, an associate professor of higher ed-
ucation at the University of North Carolina at Wilming-
ton, said the growing list of requirements to fill the top 

job may make it harder to find a good match between what the board 
wants and what a candidate can actually deliver.

In addition, he said, the increased vetting by both boards and  
candidates is a sign that the room for error in leadership is shrinking.

“There may not have been as much vetting in the past because we 
gave leaders more leeway to learn on the job,” McClure said. “The re-
ality is that boards aren’t now giving that space, and campus constit-
uencies aren’t, either.”

Most troubling, McClure said, is that as 
the skill set for a president shifts from an 
academic leader to a business executive, 
the search process could become even 
less transparent than it already is. Boards, 
often composed of people with busi-
ness backgrounds and political connec-
tions, may rely on their own experience in 
choosing a leader who has similar skills 
and experiences, he said, while shutting 
out faculty members  
with expertise in education and research.

David Maxwell, a senior fellow and 
consultant with the Association of Gov-
erning Boards and a former president of 
Drake University, said boards had learned 
during the pandemic that they would 
draw a backlash for making decisions 
without involving a wide range of constit-
uents. Similarly, criteria for a leadership 
search should be a culmination of conver-
sations with campus stakeholders, Max-
well said.

“A crisis is a lousy time to find out your 
governance structure isn’t working.” 

Eric Kelderman covers issues of power, poli-
tics, and purse strings in higher education. You can find him on Twitter 
@etkeld. Audrey Williams June contributed to this article.
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HURRICANES are blowing over Amer-
ican universities — blustery winds of 
ideological disagreement, political 
distrust, and lots of anger over racial 
injustice and the marginalization of 
subordinated groups, all fueled and 
fed by social media. Under such in-
tense pressure, senior administrators 
are making mistakes.

One such storm touched down re-
cently at Yale Law School. Trent Col-
bert, a second-year law student, sent 
an invitation to classmates announc-
ing a “trap house” party cosponsored 
by the Native American Law Students 
Association and the Federalist Society 
to celebrate Constitution Day. Some 
found the email — with its use of the 
phrase “trap house,” its mention that 

Popeyes’ chicken would be served, 
and its reference to the conservative 
Federalist Society — racist and offen-
sive. Students complained, and ad-
ministrators responded by privately 
pressuring Colbert to apologize and 
publicly condemning his email as rac-
ist. The administrators were in turn 
condemned for their response — their 
conduct labeled cowardly, incompe-
tent, deplorable.

Yale is not unique. Storms have 
touched down in recent years at the 
University of Southern California’s 
Marshall School of Business, George-
town Law, University of Illinois at Chi-
cago School of Law, and the Universi-
ty of Michigan at Ann Arbor, to name 
just a few. The fact patterns are simi-
lar. Something happens — in class, on 
a final exam, or outside of class — that 
students find racist or otherwise of-
fensive. Students protest — they de-
mand statements of condemnation, 
swift action and public accountabil-
ity. Administrators respond — they 
condemn, they punish, they disavow 
— and they do so quickly. Administra-

tors are then pilloried — for overreach, 
for trampling academic freedom, for 
moving too quickly, for getting the 
facts wrong.

AS A FORMER DEAN of Northwestern 
Pritzker School of Law, I understand 

well the pressure that deans and other 
senior administrators are under. They 
are neither incompetent nor dumb. 
They are instead caught in power-
ful crosswinds that make it likely that 
even the best administrators — per-

haps especially the best administra-
tors — will make bad decisions. Here 
is why.

First, most administrators care 
deeply about their students. All the 
administrators I have known over the 
years have taken on their roles be-

cause they care deeply about students 
and student success.

This means that when students ex-
perience pain in the classroom, or in 
their school more generally, admin-
istrators care and want to help. So 

when students say they are hurt — 
perhaps by the use of a redacted but 
identifiable racial epithet in a fact 
pattern about race discrimination 
in a law-school exam — administra-
tors may feel pulled to try to mitigate 
their discomfort. This at times risks 

not only academic freedom for col-
leagues but important learning for 
students.

Second, many administrators be-
lieve they have much to learn from 
students. Particularly over the last 
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two years, administrators of my de-
mographic — white and middle-aged 
and representing a large percentage 
of administrators — worry a lot about 
what they are missing when it comes 
to race.

Many believe in unconscious bias. 
Many believe in — and in my case re-
search — systemic discrimination. 
Many know that students of color ex-
perience the world in a way that is dif-
ferent from how they do.

So when students express that 
classrooms are racist, administra-
tors may respond by requiring train-
ings — trainings that often tell fac-
ulty members how to think, not just 
how to act, and trainings that often 
increase rather than decrease uncon-
scious bias.

Most administrators like to bring 

people together and build commu-
nity. The administrators I know 
are not faculty extremists, they are 
coalition builders. They believe in 
sharing ideas and finding common 
ground. So when students report 
they have been insulted by faculty 
members or other students, many 
administrators apologize and ask 
others to apologize in order to re-
build community. This is regard-
less of whether the “offenders” have 
transgressed any actual policy or 
rule.

Lastly, many administrators — and 
hopefully all of them — are proud of 
their institutions. They are cheerlead-
ers for their campus’s accomplish-
ments and guardians of its reputa-
tion. So when students threaten to “go 
to the press” if their demands are not 

met, administrators may give in, and 
give in quickly — even if they believe 
the best response is slower and more 
deliberative action.

Professors teach students to em-
brace complexity, to “lean in” to am-
biguity, to frame opposing view-
points in the strongest possible 
terms. No issues are more complex 
and nuanced than those related to 
race, gender, equity, and social jus-
tice. Reasonable people can and will 
disagree about what is discriminato-
ry, racist, misogynistic, or transpho-
bic. Yet, particularly on these issues, 
administrators are being pushed to 
deny complexity, to ignore ambigui-
ty and to denigrate opposing view-
points. They must resist. Not only are 
individual reputations at stake, so is 
the education of our students.

Kimberly A. 
Yuracko
is a professor of law at North-
western Pritzker School of Law. 
From 2018 to 2020 she served 
as dean of the law school. 
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IN THE SUMMER of 2020, in the midst 
of the developing pandemic, I wrote 
an article for The Chronicle on “How 
University Finances Work in a Cri-
sis.” In it, I laid out the financial 
playbook institutions were using 
to adapt to the pandemic, includ-
ing pessimistic actions like reduc-
ing travel and other discretionary 
expenditures; drawing down unre-
stricted reserve accounts, includ-
ing unrestricted endowment funds; 
borrowing money; and, ultimate-
ly, reducing the numbers of person-
nel. Those were unpleasant options. 
On a more optimistic note, I invoked 
some conventional wisdom: En-
rollment levels generally increase 
as economic conditions decrease, 
which helps stabilize tuition reve-
nue.

While the Omicron variant is a 
real threat to normalcy, colleges 
and universities have been slowly 
but surely emerging from the acute 
stage of the pandemic. Progressive-
ly more students, faculty, and staff 
members have been vaccinated 
against the coronavirus. In- person 
classes and other campus activities 
are generally resuming (may this 
month be only a brief interruption 
of that trend). Various levers are be-
ing pulled to restore college financ-
es to something resembling nor-
malcy.

The early days of the pandemic 
saw an infusion of federal support 
for higher ed. The March 2020 Cares 

Act helped provide nearly $12.6 bil-
lion to institutions: half directly for 
students and half for colleges and 
universities. The student compo-
nent helped primarily lower-income 
students pay their campus expens-
es. The college component direct-
ly helped institutions recover costs 
incurred adapting to the pandem-
ic: personal protective equipment, 
costs of online- course preparation, 
lost revenue from auxiliary cam-
pus services due to fewer students 

(dorms, dining services, bookstores, 
parking, child-care centers, etc.). 
The Cares Act required colleges that 
accepted funds to continue paying 
employees and contractors to the 
“greatest extent practicable based on 
the unique financial circumstances 
of each institution.” In short, it bol-
stered college finances, but for only a 
limited period.

Despite that relief, my pessimis-
tic projections proved true for most 
institutions. Travel expenditures 
were reduced, hiring was frozen, 
retirement- plan contributions were 
suspended, and personnel were fur-
loughed across the academy.

My more-optimistic projection (in-
creased enrollment) proved wrong. 
According to the National Student 
Clearinghouse Research Center, un-
dergraduate enrollments nationwide 
dropped 7.8 percent during the two-
year pandemic period from the fall of 
2019 to the fall of 2021. Many institu-
tions recorded precipitous drops in 
undergraduate enrollment.

Community colleges were partic-

ularly hard hit, losing 15 percent of 
their students in the past two years. 
When, for instance, the enrollment 
at Arizona’s Maricopa County Com-
munity College District dropped 15 
percent from the fall of 2019 to the 
fall of 2020, its operating budget fell 
by 3 percent.

For other institutions, the pan-
demic amplified existing enrollment 
declines. Beloit College, a private 
liberal- arts college in Wisconsin, has 
had financial difficulties due to fall-
ing enrollment for several years, but 
the pandemic made a bad situation 
worse — its enrollments dropped at 
an even faster rate. For a few, the fi-
nancial woes brought on by the pan-
demic were insurmountable, forcing 

closure or merger with a more-viable 
institution. Mills College, for exam-
ple, ceased independent operations 
and merged with Northeastern Uni-
versity.

Another sign of the tough times: 
Financially driven mergers occurred 
often enough to warrant an instruc-

tive “how to do it” webinar on the 
topic from the Association of Gov-
erning Boards of Universities and 
Colleges.

The pandemic’s negative impact 
on enrollment was not ubiquitous, 
however. Enrollments at elite uni-
versities, such as Harvard and Stan-
ford, held steady during the height of 
the pandemic. Several of the more- 
prestigious state flagship campuses, 

As the pandemic evolves, college finances  
will gradually return to normal. The definition  
of “normal,” however, remains elusive.
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such as the University of Michigan 
at Ann Arbor and the University of 
Wisconsin at Madison, drew record 
freshman-class enrollments. Amid 
the adversity caused by the pandem-
ic, in that sense, the rich simply got 
richer.

THE COVID CRISIS is not yet over, of 
course, and new variants continue to 
appear. Omicron has tempered hopes 
for a quick end to the pandemic in 
the new year. Likewise, the financial 
impact of the crisis is not yet over — 
and indeed, there has been little relief 
for many colleges and universities. 
As we move further into 2022, they 
aim to re-establish pre-pandemic en-
rollment levels to raise tuition and 
auxiliary- services revenues. They 
seek to restart suspended operations, 
reinstate furloughed employees, and 
return to on-campus instruction in a 
changed reality.

For many — perhaps most — col-
leges, re-establishing pre- pandemic 
enrollment levels is the primary 
challenge. Working with commercial 
enrollment-marketing firms, several 
have started aggressive campaigns 
to recruit new students as well as 
to retain those already enrolled. 
Community colleges, such as Palm 
Beach State College, in Florida, have 
stepped up conventional strategies 
by reaching out more quickly to pro-
spective students. Others, such as 
Wallace State Community College, 
in Alabama, have opened new sat-
ellite campuses or learning centers, 
hoping to attract students in new 
markets. Nationwide, more than 300 
colleges extended admissions dead-
lines in 2020, hoping to give students 
more time to decide on their enroll-
ment plans.

Colleges and universities must 
also restore suspended contribu-
tions to employees’ retirement ac-
counts. As economic conditions im-
prove, some colleges are providing 
partial restoration of the suspend-
ed contributions. Duke University, 
for example, suspended its contri-
butions for one year but then, after 
the one year, resumed contributions 
with six months of retroactive pay-
ments, thus reducing the suspen-
sion to six months. Nonetheless, the 
momentum is building at Duke and 
other colleges for full restoration.

And then there’s the endow-
ment. Projections were totally cock-
eyed during the last year and a half. 

Tracking the overall stock market, 
college endowments’ market values 
dropped steeply at the outset of the 
pandemic, portending catastrophic 
losses, then roared back, resulting in 
sizable gains in market value by the 
end of the 2021 fiscal year. The na-
tional median return was 27 percent 
in that fiscal year, up from median 
returns of 6 and 2.6 percent in the 
2019 and 2020 fiscal years, respec-
tively. Last year’s uniquely large re-
turns triggered predictable calls for 
increased spending on college ac-
tivities affected by pandemic- driven 
budget cuts.

Unfortunately, the large increase 
in 2021 doesn’t translate into equal-
ly large increases in unrestricted 
operating income for most colleges 
because they base their endowment 
payout on three- to five-year rolling 
averages of endowment market val-
ue. So, using the national data, the 
three-year average in the 2021 fiscal 
year was 11.9 percent; the three-year 
rolling average value over the past 10 
years was 8.1 percent. Thus, the 2021 
fiscal year was, indeed, a good year, 
and the expected payout (which 
hasn’t been set yet by many colleges) 
may be larger than in most years. 
Still, it won’t be as large as many on-
lookers hope.

As the pandemic evolves, college 
finances will gradually return to nor-
mal. The definition of “normal,” how-
ever, remains elusive. As variants 
come and go, the economy swings 
up and down. Government programs 
such as the recent trillion-dollar in-
frastructure package add opportu-
nities in the job market, potentially 
further decreasing enrollments, es-
pecially at the hardest-hit communi-
ty colleges.

On a positive note, international- 
student enrollment, which dropped 
sharply during the 2000 and 2021 
academic years, shows signs of re-
bounding. In a nationwide survey, 
colleges reported a 68-percent in-
crease in new international-student 
enrollments in the fall of 2021 com-
pared with the fall of 2020.

Based on the ups and downs of this 
past year, any projections for the next 
year are iffy. As we get further and 
further away from the pandemic’s ar-
rival, such variability is increasing-
ly a part of what we consider normal. 
While that is often difficult to accept, 
colleges and universities are learning 
to live with it.

Dean O. Smith
is a professor emeritus at the 
University of Hawaii.
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THE TITLE OF A NEW BOOK by Roosevelt 
Montás — Rescuing Socrates: How the 
Great Books Changed My Life and Why 
They Matter for a New Generation — 
pretty much speaks for itself. Montás, 
for a decade the director of the Center 
for the Core Curriculum at Columbia, 
weaves a compelling personal nar-
rative together with a forceful argu-
ment that reading classic texts, even 
those originating in predominantly 
white, Eurocentric cultures, is an im-
portant opportunity for underserved 
students of color to transform them-
selves and transform the inequitable 
social structures within which they 
are embedded. To deny those stu-
dents encounters with the texts that 
are the pillars of Western thought is to 
deny them the ability to reshape the 
way all of us think. “Far from being a 

pointless indulgence for the elite,” he 
writes, “liberal education is, in fact, 
the most powerful tool we have to 
subvert the hierarchies of social priv-
ilege that keep those who are down, 
down.”

Louis Menand, the Anne T. and 
Robert M. Bass Professor of English at 
Harvard, is having none of it. In a New 
Yorker review of Rescuing Socrates, and 
of Arnold Weinstein’s only vaguely sim-
ilar The Lives of Literature: Reading, 
Teaching, Knowing, Menand dismiss-
es the notion that “great books” cours-
es are either distinctively important or 
frequently transformative for the stu-
dents who experience them. He con-
trasts the generalist model represent-
ed by such courses with the specialist 
model that forms the structure of the 
modern research university and, while 
not dismissing generalists altogeth-
er, clearly favors the specialists. While 
some students “are happy to read Dan-
te in translation and without a schol-
arly apparatus,” this is no adequate 
substitute for engaging with the Inferno 
“when you have a whole department 
of Italian-literature scholars on your 
faculty.” (Harvard and Columbia hap-
pen to have such departments. Most 

colleges and universities, of course, do 
not.)

The differences between the per-
spectives of Montás and Menand, how-
ever, run far deeper than their con-
trasting views of the Columbia core 
curriculum, and these deeper differ-
ences are what make this exchange 
between two inhabitants of the most 
rarefied stratum of higher education 
both interesting and important. Their 
argument, really, is about the purpose 
of reading and studying literature, and 
by extension about the purpose of the 
humanities in the academy. Montás’s 
view points to a future in which the ac-
ademic study of subjects like literature, 
philosophy, and classics has a place in 
the modern university; Menand’s car-

ries us further along the path to oblivi-
on upon which those disciplines seem 
already to have started.

Menand’s fundamental critique of 
Montás and Weinstein, and of the be-
liefs they represent, is captured in sev-
eral passages that have been rattling 
around in my head like a song that has 
become an earworm. Here is the first:

“The idea that students develop a 
greater capacity for empathy by reading 
books in literature classes about peo-
ple who never existed than they can by 
taking classes in fields that study actual 
human behavior does not make a lot of 
sense.”

Had this statement been uttered or 
written by a member of the state Leg-
islature in Florida or by a fellow at the 

American Enterprise Institute, it would 
barely have caught my attention. It 
was, however, written by a professor 
of English at Harvard whose job it is 
to teach and write about “people who 
never existed.” In that context it is an 
eye-catcher. Menand seems to be say-
ing that it “does not make a lot of sense” 
to presume that students can develop a 
greater capacity for empathy — or, one 
assumes, a greater capacity for traits 
like, say, tolerance, resilience, and 
courage — by studying make-believe 
people than by studying actual peo-
ple. If a “greater capacity for empathy” 
is your goal, why bother with King Lear 
when you can spend some time with 
your grandfather? Why read Crime 
and Punishment when you can sit in 
a courtroom? Why read Beloved when 
you can take a course on the history of 
slavery in the United States?

This is the kind of stuff that gets En-
glish departments defunded.

Whether reading literature cultivates 
empathy has been a subject of much 
study and debate over many centuries, 
but this much seems incontrovertible: 
Such reading enables us to see things 
of meaning and importance that we 
miss in the world around us and for a 
time to experience that world from a 
perspective other than our own. One 
of the purposes of studying literature is 
to tease out and explore how this hap-
pens. Here is Robert Browning, in the 
dramatic monologue “Fra Lippo Lippi”:

we’re made so that we love
First when we see them painted, 

things we have passed
Perhaps a hundred times nor cared 

to see;
And so they are better, painted —  

better to us,
Which is the same thing. Art was  

given for that;
Or Pablo Picasso: “Art is a lie that 

makes us realize truth.”
Or Anaïs Nin: “It is the function of art 

to renew our perception. What we are 
familiar with we cease to see. The writ-
er shakes up the familiar scene, and 
as if by magic, we see a new meaning 
in it.”

Artists and literary theorists from 
the Romantic poets to the Russian for-
malists have expressed similar ideas, 
captured sometimes by the term de-
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familiarization: the belief that art can 
make the familiar strange and there-
by allow us to see and understand the 
quotidian world in new and deeper 
ways. What happens in a psychology 
or sociology course is something quite 
different: not a making of the famil-
iar strange, but a rendering of the fa-
miliar more comprehensible through 
scientific methodology. Both forms 
of understanding are important, but 
the existence of the latter does not, 
as Menand suggests, render the for-
mer irrelevant or senseless. Studying 
Maslow’s hierarchy of human needs 
does not lessen the value of or substi-
tute for reading Dostoevsky.

Earworm No. 2: In the view of 
Montás and Weinstein, Menand writes,

the instructor’s job is not to give the 
students a more informed understand-
ing of the texts, or to train them in meth-
ods of interpretation, which is what 
would happen in a typical literature- or 
philosophy-department course. The in-
structor’s job is to help the students re-
late the texts to their own lives. For peo-
ple like Montás and Weinstein, it is also 
to personify what a life shaped by read-
ing books like these can be.

To say that Menand is dismissive of 
this view is something of an under-
statement. “What qualifies a man like 
Arnold Weinstein,” he writes, “who has 
spent his entire adult life in the litera-
ture departments of Ivy League univer-
sities, to guide 18-year-olds in rumina-
tions on the state of their souls and the 
nature of the good life?”

Menand is setting up a transparently 
false alternative. Teachers of literature 
need not choose between training stu-
dents in methods of interpretation or 
helping them relate texts to their own 
lives. The good ones do both, and in 
fact it is hard to see how one could help 
students relate literary texts to their 
lives without also guiding them toward 

“a more informed understanding” of 
those texts. The study of literature is, 
or should be, rooted in careful atten-
tion to the text; that attention can lead 
many places, including to a fuller un-
derstanding of the self.

Montás understands that the over-
whelming majority of college students 
in the world are not situated within 

the Ivy League and are not sitting in 
a literature classroom chiefly to learn 
methods of interpretation or critical 
theory. They are there — in steadily 
decreasing numbers — either because 
they are compelled by some distribu-
tion requirement or, yes, because they 
want to encounter what Nin calls “new 
meaning” and wrestle with the big, ex-
istential questions that Menand sim-
ply dismisses as “ineffable.” Students 
from underserved populations, Montás 
finds, “do not take [serious contempla-
tion of existential issues] … to be the 
exclusive privilege of the social elite. In 

fact, they find in it a vision of dignity 
and excellence that is not constrained 
by material limitations.”

Earworm No. 3:
The university is a secular institution, 

and scientific research — more broadly, 
the production of new knowledge — is 
what it was designed for …. Humanists 
cannot win a war against science. They 
should not be fighting a war against sci-
ence. They should be defending their role 
in the knowledge business, not standing 
aloof in the name of unspecified and un-
specifiable higher things.

Humanists, that is, are not engaged 
in exploring concepts that lie beyond 
the parameters of science. They are, 
rather, in “the knowledge business,” 
though it is difficult to see what the sci-
entifically valuable products of that 
business happen to be. Judged by this 
standard, it becomes much more im-
portant for a professor of English to 

publish an article on some previously 
unnoted linguistic pattern in Dickens 
than to help an undergraduate relate to 
and learn from the personal struggles 
of Pip or David Copperfield. The first is 
knowledge production, though of less 
than obvious value; the second is cer-
tainly not. (The first will also help you 
get tenure at a research university; the 
second most definitely will not.)

And, finally, Earworm No. 4:
Reading Weinstein and Montás, you 

might conclude that English professors, 
having spent their entire lives reading 
and discussing works of literature, must 
be the wisest and most humane people 
on earth. Take my word for it, we are not.

I do take his word for it. (Having 
been chair of an English department 
for five years, I really take his word for 
it.) But Menand is missing the point. 
Montás does not claim that reading 
Plato or Augustine makes you better 
or wiser than other people; he claims 
that it might make you more aware of 
your own nature than you were before 
and better equipped to understand 
your struggles and aspirations within 
the broad context of what others have 
thought and felt — that it provides you 
with a sense of “self-worth and self-re-
spect.” Perhaps it will make you better 
and wiser. There are no guarantees, 
but there is hope, which is why we keep 
teaching these books to young peo-
ple who will never publish an article in 
Studies in Philology.

IN SUM: Montás believes that engag-
ing with important and complex texts 
can expose us to ideas to which we do 
not typically pay attention in daily life; 
that those texts can inspire personal 
growth and transformation; and that 
the humanities constitute an approach 
to the world that is in many ways obsti-
nately unscientific. This leads not to a 
belief in one’s wisdom or virtue but to 
questions like the following: “To what 
extent do my material advantages, my 
professional accomplishments, my so-
cial privileges depend on the exploita-
tion, marginalization, and exclusion 
of others? … To what degree do I live a 
compromised life?” This seems much 
closer to a sense of humility than to a 
sense of superiority.

Menand argues that people who 
“never existed” are less likely to in-
struct us than those who did, that 
engaging with literature is not about 
personal transformation or growth 
but about learning methods of inter-
pretation, and that humanists are, or 

should be, in the business of “knowl-
edge production”: all of which inspires 
the following question. Why “study” 
literature at all if it has less value than 
studying people who actually exist-
ed, if it doesn’t carry the potential 
for personal transformation, and if it 
doesn’t offer an essential alternative 
to a world shaped by scientifically ver-
ifiable expertise? The answer, prob-
ably, is that one should not bother. 
By all means, read a novel or attend a 
play, but don’t spend time in an En-
glish course unless you have the rath-
er quixotic dream of becoming an En-
glish professor.

The reality, of course, is that most 
people teaching the humanities in 
American higher education are out 
of necessity closer to Montás’s model 
than to Menand’s. Most are forced by 
staffing levels and the nature of their 
institutions to be generalists; most 
are teaching students less interested 
in methods of interpretation than in 
drawing personal meaning from their 
education; most have little time to be in 
the business of knowledge production. 
But the diminution of the importance 
of that work and of its transformative 
potential is dangerous coming from an 
influential voice in an influential pub-
lication: not dangerous to places like 
Harvard or Columbia, where there will 
always be departments filled with spe-
cialists, but to the many colleges and 
universities whose humanities facul-
ty members face regular challenges to 
their relevance.

In the end Menand’s essay, witty 
and well written, is deeply dispiriting: 
It acknowledges the shrinking role of 
the humanities within the university, 
the broken system of graduate train-
ing, the absence of traditional academ-
ic jobs, and — well, the best I can say 
is that it shrugs. “An academic disci-
pline is a big ship to turn around, espe-
cially when it is taking on water.” Fair 
enough. Montás’s approach — to move 
the humanities away from hyperspe-
cialization and critical theory, and to-
ward a meaningful encounter with a 
new, very different generation of stu-
dents — might be idealistic, but it re-
flects, I believe, the sort of idealism that 
drew most teachers of the humanities 
to their disciplines in the first place. It 
is an attempt to begin turning the ship 
around before it sinks.

The good news: Those legislators 
across the country who are ready to do 
away with the humanities are not the 
target market of The New Yorker.

Brian Rosenberg
is president emeritus of  
Macalester College and  
president in residence of  
the Harvard Graduate School  
of Education. 
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AS A UNIVERSITY PRESIDENT for 16 years and a provost 
for nine, I witnessed time and again how the right 
leader can animate an academic program, finan-
cial office, athletics department, or medical center. 
In fact, I have never seen significant progress made 
in any part of a campus without a transformative 
leader. As the retired CEO and writer Lawrence A. 
Bossidy once said, “At the end of 
the day, you bet on people, not on 
strategies.”

Yet you need strategies to find 
those talented senior administra-
tors. I have long thought that hiring people better 
than myself was the key to good presidential lead-
ership. But the task is anything but routine — it re-
quires a lot of creative and unconventional strate-
gies. Here are some that I’ve seen work:

n  Modify the position. What if the right senior 
leader comes along, but the person doesn’t quite 
fit the position you’ve advertised? Rather than 
lose the leader, alter the position to match the 
candidate.

n  Give it everything you’ve got. Sometimes finding 
the best talent means going beyond what search 
committees or search firms can do and throw-
ing yourself and all your energies into recruit-
ing. That may mean extensive travel, going the 
second mile to find spousal employment, and 
brainstorming how the candidate might fit into 
a new community. In one instance, we spent a 
weekend persuading a candidate’s teenage chil-
dren to make a move.

n  Pay attention to their dreams. Allow candidates 
to think expansively about the promise of a new 
role. Understand their hopes and dreams — and 
how they might be frustrated in their current po-
sitions. (And of course, once they’re hired, give 
them the appropriate autonomy and money to 
achieve their goals.)

n  Break the conventions of the hiring process. 
That’s particularly the case when your top candi-
date is in a high-profile position on another cam-
pus. In several cases, I had to persuade a search 
committee to “act sequentially” — meaning pur-

sue a top candidate without requiring that per-
son to “stand” publicly with other finalists, in 
order to protect the favored candidate’s confi-
dentiality. The very best leaders most often will 
not publicly compete for a given position, which 
can only damage them if they are not selected. 
Sometimes as provost and president, I also had 

to debate long and hard (in one case, 
well past midnight!) with search 
committees to find agreement on 
the best candidate. Part of an execu-
tive’s role is to educate faculty com-

mittees on what it takes to be an effective leader. 
It is not the same as being the most highly ac-
claimed scholar or teacher.

n  Hire for talent’s sake. Sometimes you just see 
such talent that you commit to hiring peo-
ple without a clear sense of exactly what they 
might do.

n  Build long-term relationships. The best net-
working and recruiting happens over time. In 
one hire, I knew the top candidate for more 
than a decade before the right position came 
along.

n  Be purposeful about diversity. At a time when 
competition for talented women and people of 
color has never been greater, active pursuit of 
talent is essential. All of the strategies I’ve listed 
here are especially important when diversifying 
the leadership of your institution.

n  Develop in-house expertise. The search for tal-
ented leadership also means being an active tal-
ent developer on your own campus. Sometimes 
that means removing barriers that thwart the 
potential of an emerging leader. Pay attention if 
internal leaders come to you angry about a lack 
of respect and resources in their department or 
office. They may well be right and, in helping you 
fix the inequity, can show themselves to be lead-
ers worth promoting internally.

n  Empower faculty dreams. Sometimes the 
dreams of individual faculty members with bold 
ideas for new programs can become institution-
ally transformative. Take a chance on their vi-
sion. People with a passion for their field, and the 

How to Hire Leaders Better Than Yourself 
A former university president on the art of recruiting senior administrators.

Nathan O. Hatch
stepped down in 2021 after 16 
years as president of Wake For-
est University. He was a provost 
for nine years at the University 
of Notre Dame. 
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drive to build a pool of similar academic talent, 
will end up benefiting the entire institution.

The trouble is, most leaders — despite what they 
profess — do not strive to hire people better than 
themselves. Instead they follow hiring conventions 
and seem content to fill senior positions with good, 
but not particularly transformative, leaders. In one 
unfortunate case I recall, a struggling vice president 
refused the advice of his peers to hire a splendid can-
didate who would have been a perfect complement 
to his own gifts. Within a year, that vice president 
had been forced out.

Why do leaders fail to follow through on the 
promise of hiring superb talent? I see four distinct 
reasons.

The fear of talent. Some senior administrators are 
threatened by a top recruit’s talent, and surmise, 
without ever admitting it, that their own leadership 
would be jeopardized. That is possibly the most un-
derstandable reason, since bringing a major plan-
et into any solar system affects all the gravitational 
forces. Yet my own experience is that leaders who are 
willing to surround themselves with talent — partic-
ularly when it complements their own gifts — actu-
ally enhance their own leadership potential.

Individual overconfidence. This is the reverse 
situation: Some leaders are so confident in their 
abilities that they think their own force field can 
power the entire organization. They don’t need to 

be surrounded by other strong and independent 
leaders — just people willing to carry out the ener-
gy directed their way. A top-down approach can be 
effective in the short run but fails to work in large 
and complex organizations, which flourish when 
leadership comes not just from the CEO’s office but 
from multiple points across the campus. Surround-
ing yourself with talent takes a blend of self-con-
fidence and humility, knowing where your own 
strengths lie and where you need help. It requires a 
commitment to distributive authority.

Institutional inertia. A third reason for conven-
tional hiring is implicit trust in the misguided no-
tion that institutions are self-generating and succeed 
by their own momentum. Some of this belief stems 
from a lack of understanding of how organizations 
advance. They are not static — they are formed by 
people, some of whom make a huge difference in 
how the organization prospers. In addition, some 
administrators rely on conventional hiring because 
they don’t have firsthand experience of what inspira-
tional leadership is or can do. They assume that the 
natural momentum of an organization is all that is 
needed. They have never witnessed the uplift that a 
gifted leader can offer.

Faith in the search process itself. A final rea-
son that a quest for talent often falls short is that we 
place too much trust in the search process itself. Ev-
ery college or university has established appropri-
ate rules and conventions for hiring: Engage a search 

consultant, write position descriptions, place ad-
vertisements, organize committees, review applica-
tions, schedule interviews. Great faith comes to be 
placed in the process itself: Follow the plan, and the 
right leader will emerge.

Searches do carry their own relentless momen-
tum. No one — committee chair, committee mem-
bers, search consultants — desires anything but a 
successful conclusion after all the effort that has 
been invested. No one wants the stigma of a “failed 
search.” And would a second round go any better?

Yet reflecting on my own experience, I wish at 
times that I’d had the courage at the end of the 
process to admit: We simply have not found the 
right leader.

Leadership in higher education today has never 
been more challenging. This volatility stems from a 
variety of sources: severe financial strains, compli-
cated issues of faculty governance, racial tension, 
debates about free speech and inclusion, compet-
itive enrollment pressures, and a social-media en-
vironment in which any incident can explode into 
a public-relations firestorm. All of those pressures 
have been compounded by the Covid-19 crisis and 
its aftermath.

We need exceptional leaders — ones who break 
the mold — to face the storms that are buffeting 
higher education today. Finding tomorrow’s leaders 
will require today’s presidents and provosts to hire 
people more gifted than themselves. 
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FOUR YEARS AGO, we wrote an essay for The Chronicle 
on six essential qualities to look for in a college pres-
ident. They were characteristics — such as a sense 
of emotional intelligence and an appetite for data 
and analysis — that search committees had iden-
tified time and again. As executive-search consul-
tants with many presidential recruitments under our 
belts, we think those six qualities are as relevant as 
ever, but they are no longer enough.

Much has changed during the past few years, of 
course. In rethinking this topic and consulting with 
colleagues as well as sitting pres-
idents, we have identified a set of 
additional qualities that every cam-
pus chief executive should possess. 
What follows are seven intercon-
nected traits essential to success in the top job on 
any campus.

No. 1: An ability to lead in this era of intense so-
cial activism. Even before the murder of George 
Floyd, the political tenor on college campuses was 
changing. Conversations between presidents and 
students, in particular, were increasingly strained 
and discordant. In the aftermath of Floyd’s murder, 
it became even more essential for leaders to be adept 
at encouraging civil discourse — especially regard-
ing concerns about systemic racism or about cam-
pus buildings, statues, and monuments that memo-
rialize now-controversial figures.

In every presidential recruitment we do now, the 
institution puts a premium on candidates with a 
proven ability to:

n  Lead “across difference.”
n  Take a clear and principled stand on questions of 

deep moral complexity.
n  Spur action and results.

No. 2: Expertise in crisis management. The pan-
demic has ended business as usual across higher ed-

ucation. Faculty and staff members 
are burned out, and many institu-
tions are experiencing staff short-
ages. The Great Resignation is very 
real on some campuses. Students 

are under duress and at risk, especially with regard 
to their mental health.

The pandemic has brought many institutions to 
a point of crisis. For others, this moment is less ex-
istential but no less crucial. Search committees are 
keenly aware that this is a defining moment from 
which their institution will emerge either stronger or 
… not. They seek leaders who can truly empathize, 
who not only care deeply about the people in the or-
ganization but can adeptly respond to their needs.

No. 3: Strong advocacy of a college education. Is 
the degree worth it? The realities of our post-Covid 
world have sparked renewed questions about the 

7 (More) Qualities to Seek in a College President
What search committees want in a chief executive right now.

Sheila Murphy
is a search consultant in the edu-
cation practice of the executive- 
search firm WittKieffer.
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value of the traditional, four-year campus experi-
ence. A pervasive idea among more and more par-
ents: If a student can find a good job out of high 
school, can’t that substitute for a bachelor’s degree? 
(“Why can’t my kids go to work at GM or Google, and 
get a vocational education there?”) Indeed, a recent 
Georgetown University study found that the pay gap 
is narrowing between college graduates and the pool 
of people who either are high-school graduates or 
have only limited higher education.

What does that mean for today’s presidents? They 
must be skilled advocates of their missions and of 
the long-view benefits of a college degree. Theirs 
must be a highly public, countervailing voice that 
meaningfully influences both the local and nation-
al conversations. Today’s presidents must inspire in 
this era of trying circumstances.

No. 4: An optimistic, opportunistic view of part-
nerships. In the past, when campus leaders  talked 
about strategic alliances, they mostly focused on 
mitigating some mutual weakness — for instance, 
three struggling institutions in the same city that 
join forces to share resources and cut costs. The 
framing for that kind of partnership is that “we’re all 
in trouble, and we need to do something to eliminate 
redundancies.”

Today’s savvy presidents, however, seize on part-
nerships in the spirit of entrepreneurialism and 
“coopetition.” Their framing is that “we’re in a posi-
tion of strength and could become even stronger if 
we engaged with our fellow institutions differently.” 
This new model is not about overcoming constraints, 
making course corrections, or plugging holes. It is 
about expansiveness and aspiration — doing some-
thing collectively that a single institution can’t do 
well on its own.

No. 5: A nuanced understanding of how to defend 
freedom of speech and ideas. Academe’s reputa-
tion as a marketplace of ideas — where freedom of 
expression is valued and protected — has been in-
creasingly challenged of late. Activists on the politi-
cal left argue that a college or university should not 
spend money or give voice or visibility to speakers 
whose ideas they deem abhorrent and antithetical, 
especially to such deeply held values as diversity and 
inclusivity. Campus speech is also under attack from 
the right, with a number of states imposing what the 
organization PEN America describes as “educational 
gag orders” intended to “chill academic and educa-
tional discussions and impose government dictates 
on teaching and learning.” Meanwhile, when an in-
stitution rejects or disinvites guest speakers whose 
messages are said to promulgate hate and violence, 
or to hurt and devalue certain groups, activists on 
the political right rush to label it as a devotee of “can-
cel culture.”

Those often-reductive arguments make front-page 
news and are one of the most complex issues facing 
campus leaders today. Presidents give one another 
knowing glances if they have weathered such storms 

and spent large sums of college money shoring up 
security.

This is lose-lose territory for a president, and a 
symbol of how fractured community life has be-
come. More than ever, search committees value job 
candidates who have shown they know how to tread 
carefully among conflicting perspectives on all sides 
of an issue while remaining effective advocates for 
the open discourse that is the lifeblood of academe.

No. 6: Skill at diplomacy. Fissures between trust-
ees and faculty members have multiplied as both 
sides strive for what each sees as in the best interest 
of the institution. Many trustees (rightly so) believe 
we are in an unprecedented era that requires agili-
ty and quick, decisive action, while faculty members 
(rightly so) hold firm to the principles of shared gov-
ernance, believing that additional perspectives and 
input lead to better outcomes, and asserting their 
right to weigh in on matters of institutional import.

A sobering statistic: Faculty participation on 
presidential- search committees has dropped recent-
ly for the first time in a century. As a result, presi-
dents must negotiate a fine line, engaging with two 
parties that often are at cross-purposes and mistrust 
each other.

No. 7: An ability to work fast. Higher education 
has to shift gears more rapidly than it used to. While 
academic tradition favors discourse, deliberation, 
and inclusiveness, presidents today must make more 
decisions in less time.

We see that playing out in presidential searches: 
More and more committees are looking for candi-
dates who move quickly and intentionally toward 
achieving concrete goals. In today’s fast-paced and 
highly dynamic environment, pace matters. Some 
academics might label this “speedism” — the idea 
that faster is smarter and better — but, like it or not, 
it is a tangible reality of today’s higher- education 
leadership that has crept in from the corporate 
world.

Presidential candidates must check an inordinate 
number of boxes in order to show they are qualified 
and capable of leading an institution through com-
plex and nuanced times. There are inherent contra-
dictions in the must-have lists that search commit-
tees grapple with every day:

n  The faculty wants a scholar.
n  The board wants a money-raising entrepreneur.
n  Students want an uncompromising advocate of 

diversity and inclusion.
n  Lawmakers want reassurance that political cor-

rectness will not rule the day.

On our increasingly polarized campuses — as al-
ways, reflective of the state of society — candidates 
for presidential roles walk a very narrow path. They 
should prepare for discord, anticipate pushback and 
resistance, and, above all, recognize the noble call-
ing that is higher-education leadership. 

Presidential candidates  
must check many  
mutually contradictory  
boxes to show they are  
qualified and capable.

CAREERS



JANUARY 21,  2022 45

I SPENT much of a recent Monday afternoon editing 
the application materials of a very dear friend who is 
on the academic job market this year. I was happy to 
help, but as I pored over his documents — rewriting 
sentences and highlighting passages that required 
his attention — I was dogged by a question: “Why ar-
en’t his advisers doing this?”

While editing his cover letter, I ran across a pe-
culiarity so striking that I was moved to ask, “Who 
told you to do this?” He revealed that he was fol-
lowing the advice of a well-known — and pricey — 
academic- job consultant he had hired. That did it. 
No longer could tact suppress that dogging question. 
When I inquired about his advisers’ role in his job 
search, it became clear that they had left him to fend 
for himself — not that they were 
unwilling to help (well, one was), 
but that they had long ceased to be 
proactive in guiding him through 
the labyrinth that we euphemisti-
cally refer to as the “job season.”

My friend finished his Ph.D. a few 
years ago at a prestigious research 
university, in one of its crown-jew-
el programs. His dissertation com-
mittee comprises well-connected, 
tenured academics. How, I won-
dered, could such established pro-
fessors justify abandoning their 
student, who had been doing ev-
erything right — publishing in es-

teemed journals, securing competitive fellowships, 
continuing to make admirable progress on not one 
but two pathbreaking book projects? Where the hell 
were they on this Monday afternoon? I had to curb 
the urge to send each of them an ex-
coriating email for what they had 
done to — and failed to do for — 
someone I love.

Listening to the stories of aca-
demics on Twitter — some now se-
curely employed, others not — showed me that my 
friend’s predicament was all too common. I joined 
that site only two years ago, and therefore had been 
operating, during the half-dozen years since I left 
grad school, under the assumption that everyone in 

a doctoral program had the level, if 
not the quality, of mentorship that 
I had enjoyed at the University of 
Pennsylvania.

In other words, while I knew that 
some academics were better at ad-
vising than others — just as some 
are more skilled at research or 
teaching than others — I assumed 
that all had the same sense of what 
they were supposed to do for their 
students on the job market.

My dissertation committee had 
four members: from Penn, Nan-
cy Bentley, Wendy Steiner, and 
the late, great Amy Kaplan; and, 

from Indiana University at Bloomington, Jennifer 
Fleissner (I name them by way of thanks). All four 
read absolutely every document that I was forced 
to draft for my job applications and commented 

with care, grace, and subtlety. They 
coached me through each of the 
five years I spent in search of a ten-
ure-track job.

I’m constitutionally uncomfort-
able asking people for things, but, 

through their mentorship, I felt delightfully com-
pelled to keep them involved in the process. Once, 
when I fretted about putting Nancy through yet an-
other search, she replied matter- of-factly: “We’re in 
this together. I’m not ready to quit until you are.” 
She even made sure that I was reimbursed for inter-
view costs well after I had graduated. And when — 
in what I had decided would be my final year on the 
tenure-track market — I ran two sets of searches 
(one academic, one not), all four of my advisers took 
reference calls from nonacademic employers. All 
four were unequivocally supportive of my decision 
not to devote my life to the pursuit of the academ-
ic white whale (which, happily, I caught that same 
year, with only minimal dismemberment).

I work at a college rather than a research univer-
sity, and while I’m expected to publish significantly, 
my duties do not include training and advising grad-
uate students. So, for a while, they were not on my 
radar. However, after realizing that many advisers 
are not tending to their students at anywhere near 

Graduate Students Hiring Career Consultants? 
Why we need a bill of rights on what professors must do for their advisees on the job market.

Rafael Walker
is an assistant professor of Eng
lish at Baruch College of the 
City University of New York. He 
is on Twitter @raf_walk.
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the level at which mine tended to me, I’ve been re-
flecting more and more on the implications of their 
neglect as their students navigate a treacherous mar-
ket. Beyond just getting angry — and I am angry — I 
have come to understand this as a problem for all of 
us. Simply put, there is no future for the profession 
if doctoral students do not succeed on the academic 
job market.

Certainly, the lack of full-time faculty openings is 
a greater problem than inadequate advising. But cri-
sis warrants more care, not less. The withering of job 
offerings at colleges and universities makes it all the 
more important for advisers to be hands-on in their 
students’ searches. At the very least, faculty mem-
bers owe students the mentoring necessary to en-
sure that they have their best shots at the positions 
that do exist.

I wish all the career consultants well, but no doc-
toral student should have to pay for their services. 
Because those services are supposed to be part and 
parcel of what we all paid for in graduate school. 
Plenty of new Ph.D.s, not having experienced good 
mentoring themselves, may not understand their ad-
vising obligations to their own students. And if the 
horror stories I’ve been hearing are true, some sea-

soned academics may have similar advising blind 
spots.

For those reasons, academe needs a bill of rights 
for graduate students who elect to pursue research 
and teaching jobs in higher education. To spark that 
discussion, here is my list of things that every cur-
rent and future graduate-student adviser should be 
expected to do:

1. Meet early on with graduate students both to 
learn their career goals (the type of job and institu-
tion they prefer) and to discuss how to help position 
them to attain those goals.

2. Read and comment on every document required 
for your students’ job applications.

3. Ask for lists of all jobs they are planning to apply 
for (including links to the job ads), and encourage 
them to send you updated lists as they apply for ad-
ditional openings.

4. Contact any friendly acquaintances at institu-
tions on those lists, and talk up your students.

5. Arrange mock job interviews and job talks for 
your students.

6. Meet with students about any coming inter-
views and campus visits.

7. Advise on negotiation strategies for any offers 
they may receive. Should no offers materialize, help 
students form plans to support themselves over the 
next year, whether by academic options or other-
wise.

8. Repeat Steps 1 through 7 for as long as your 
students remain motivated about faculty-job 
searches.

Although, as I have mentioned, I don’t work at a 
research university, this issue concerns me because 
I regard the cultivation of graduate students as a 
village- wide affair. No, those of us at institutions 
without graduate students have no formal obligation 
to help them through the job market, but I do think 
we’d be a stronger profession with all hands on deck. 
I have been moved by the many faculty members at 
undergraduate institutions who have volunteered 
enthusiastically to read materials for, and offer ad-
vice to, job seekers free of charge, and I hope to see 
more do the same.

It’s a hard time to be a graduate student. Just think 
what a difference it would make to this struggling 
generation of emerging scholars if their advisers 
would advise. 
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Learn more about current opportunities at  
https://www.ohio.edu/em-careers

Join OHIO University’s
Growing Enrollment Management Team!

A four-time HEED award winner, voted 
the #1 college town, with a commitment 
to data-driven and competetive salaries 
and a focus on flexibility for employees, 
OHIO is right for you whether you’re just 
starting out or a seasoned professional!

Entry and Leadership Positions 
Available in: 
• Undergraduate Admissions
• Registrar  
• Financial Aid  
• Analytics  
• Diversity & Inclusion

Join OHIO University’s

Learn more about current opportunities at  
https://www.ohio.edu/em-careers

Entry and Leadership Positions 
Available in:

Executive Director for the Center for  
Socioeconomic Mobility through Education

The University of North Texas at Dallas is conducting a national search for the inaugural 
Executive Director for the Center for Socioeconomic Mobility through Education. The Search 
Committee invites letters of nomination or expressions of interest, which may be submitted to 

the Office of the Provost at Provost@untdallas.edu.

Review of materials will begin on January 7, 2022 and will continue until the position is filled. 
For a complete position description and to submit an application (with attached letter of 

interest, full CV, and contact information for at least five (5) references), please visit the UNT 
Dallas career portal at: https://jobs.untsystem.edu/postings/51565

Laila Mertz, Executive Assistant
Provost@untdallas.edu

(972) 338-1602

The University of North Texas at Dallas is an Equal Opportunity, Affirmative Action Institution 
Women and Minorities are encouraged to apply.

Chief Officer for Culture, 
Belonging, and Community 

Building
Position Accountabilities and Essential Functions

The successful candidate must demonstrate experience, skills, and commitment to fostering an environment 
of belonging, diversity, equity and inclusion. 

Reporting directly to the President, the Chief Officer for Culture, Belonging, and Community Building will 
play a pivotal role in situating Delta College as a national leader in using education as a means to transform 
social and systemic inequities. In conjunction with the President, the Cabinet, and the community at large, 
the COCBC will develop a Center for Action in Equity and Belonging that will support and document 
strategic and tactical initiatives toward transformational change with Belonging, Equity, Diversity and 
Inclusion at its center.

The COCBC will also be charged with establishing and maintaining strong relationships with community 
leaders and members. The purpose of these relationships will be to support Delta’s mission, it’s students and 
employees – as the College implements its strong agenda in eradicating opportunity gaps for all students and 
establishing a culture of belonging for all of the communities that Delta College has and serves.

Delta College has already established that Belonging, Equity, Diversity and Inclusion will be the center of 
its vision for the future. The COCBC will assist in ensuring the alignment of initiatives and build a sense 
of shared accountability to this work – empowering others to implement meaningful and impactful change 
while fostering a culture of trust, transparency, and openness.

Required Qualifications
• At least five years experience of progressively transformational supervisory leadership and program 

building, particularly with initiatives that promote belonging, equity, diversity and inclusivity.
• Advanced degree (master’s or doctorate/terminal) in public administration, human resource 

management, sociology, social anthropology, psychology, higher education, social work, or other 
related field; strong commitment to the liberal arts and public higher education.

• Firm theoretical understanding of the intersectional nature of identity and demonstrated application 
of this knowledge based on past, present and future outcomes.

• Exceptionally strong interpersonal communication and conflict-resolution skills, ability to 
empathetically listen, build consensus, and reconcile competing interests among diverse stakeholders.

• Sophisticated perspective toward organizational change, and a proven ability to foster relationships 
across campus and communicate with different audiences.

• Demonstrated familiarity with the culture of higher education, including the understanding of shared 
governance and an in-depth knowledge of policy and legal/compliance issues (affirmative action, 
ADA, equal opportunity, discrimination and harassment).

Special Instructions to Applicants
Complete an online application and attach a cover letter with position title, resume, statement on philosophy/
ideology of Belonging Equity, Diversity and Inclusion in Community Colleges, three current names of 
professional references, copies of transcripts (official transcripts required upon hire) and/or certifications 
and licenses.R
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PRESIDENT
President Lesley M. Hallick, who has provided Pacific University with exemplary leadership 
for the past 12 years, has announced her intention to retire at the end of the current academic 
year. Hence, the Board of Trustees has announced a nationwide search to recruit a successor 
who can further build on the many accomplishments and positive trajectory the University has 
enjoyed over the past decade.

Founded in 1849, Pacific University is a diverse learning community offering a unique 
combination of nationally recognized undergraduate, graduate and professional programs in 
the arts and sciences, education, business, optometry and the health professions. With two 
primary campuses in Oregon’s Willamette Valley, Pacific melds the close, nurturing learning 
environment of a small liberal arts college with the rigorous scholarship of a premier institution. 
The University enrolls approximately 3,850 students who build deep personal relationships 
with friends, mentors, faculty members, and academic and career counselors.

Pacific is the No. 1 private research institution in the Pacific Northwest and among the top 
on the West Coast. Students have unparalleled access to high-tech equipment, cutting-edge 
discoveries, and expert faculty members. Undergraduate and graduate students conduct, 
publish and present research across disciplines.

The University seeks a caring, visionary leader who is dedicated to students and committed 
to diversity, equity and inclusion. It is expected that the next President will have impeccable 
character, outstanding communication skills, financial acumen and the ability to make friends 
and raise funds for the University. The best candidates are strategic and possess a deep 
understanding of the challenges facing higher education. The University seeks a leader who 
is inspirational, collaborative, energetic, and approachable. (A more complete ‘Leadership 
Statement’ will soon be available at www.pacificu.edu.)

While applications and nominations will be accepted until a new President is selected, we 
encourage interested parties to submit their application materials – a letter of interest and 
current resume – electronically to our consultant at the address below by February 28th to 
receive optimal consideration.

Pacific University President Search
c/o R. William Funk & Associates

2911 Turtle Creek Boulevard, Suite 300
Dallas, Texas 75219

Email: krisha.creal@rwilliamfunk.com

It is the policy of Pacific University not to discriminate on the basis of race, color, national 
or ethnic origin, ancestry, age, religion or religious creed, disability, sex or gender, gender 
identity and/or expression, sexual orientation, military, veteran or Vietnam Era status, or 

any other protected classification recognized by applicable law.

https://www.ohio.edu/em-careers
mailto:Provost@untdallas.edu
https://jobs.untsystem.edu/postings/51565
mailto:Provost@untdallas.edu
http://www.pacificu.edu
mailto:krisha.creal@rwilliamfunk.com
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Myron and Margaret Winegarden Endowed Professor of 
 Innovation and Technology   

University of Michigan - Flint
In August 2021, the College of Innovation & Technology (CIT) at the University of Michigan-Flint (https://www.umflint.edu/
cit/) welcomed its first cohort of students. The CIT is a bold concept - it will drive innovation in every sphere of the University 
while preparing students for promising careers in manufacturing, healthcare, cybersecurity, artificial intelligence, and many 
other drivers of the 21st century economy. Located in downtown Flint, the birthplace of General Motors, the CIT has received 
strong endorsement from industry and continues its development through authentic industry partnerships. Moving with speed 
and intentionality, over the next few years the CIT will hire approximately 20 faculty at all ranks. These founding faculty will 
have a rare opportunity: to work closely with industry and faculty from the five other schools and colleges at UM-Flint to create 
an entire new college from the ground up. Untethered to legacy programs and practices, the founding faculty can unleash their 
creative capacities and innovate. This is an opportunity like no other today in higher education.

The College of Innovation & Technology seeks to become a national leader in technology education and research and invites 
candidates to submit materials for Myron and Margaret Winegarden Endowed Professor of Innovation and Technology. Through 
this endowed professorship, CIT seeks to attract an exceptional talent in one or more areas of focus — digital manufacturing, 
information technology, biotechnology, cybersecurity, AI, robotics, energy and sustainability. Candidates must have a vision 
for developing national recognition for CIT and it is essential that they possess the knowledge, drive, and innovative spirit to 
collaborate and create new degree programs, certificates, and new credentials for graduates to enter the workplace of the future. 
Innovative programs, pedagogy, and spirit will set the CIT on a trajectory to be recognized as one of the best in the country.

Successful candidates will have a research and teaching record befitting an appointment as an endowed professor. Candidates 
must have a demonstrated ability to secure external funds and work collaboratively with industry partners. Experience in 
leading academic program development and commitment to diversity, equity and inclusion are expected. An earned doctorate 
in technology or closely related field in engineering or computer science is required.

Candidate packages must include: (a) cover letter, (b) curriculum vitae, (c) teaching statement, (d) research statement and copies 
of three publications, (e) diversity statement, (f) complete contact information of at least four professional references. Review of 
materials will commence immediately. Applications will continue to be accepted until the position is filled. Tenure is contingent 
upon the University of Michigan Board of Regents approval.

The University of Michigan-Flint is a regional public university and one of the three campuses of the University of Michigan. 
Located in downtown Flint, a rapidly redeveloping urban setting, the College of Innovation & Technology will be experiencing 
significant growth and is well positioned to expand and serve a diverse population of students from the area and beyond.

The University of Michigan-Flint is a non-discriminatory, Equal Opportunity/Affirmative Action employer. Women and 
minorities are encouraged to apply. Applicants must be eligible to work in the United States.

To apply, applicants can submit their materials via Interfolio at https://apply.interfolio.com/94633.

9 th
MOST IMPACTFUL 
MEDICAL SCHOOL 
IN PRIMARY CARE*

2 CAMPUS 
LOCATIONS:
KANSAS CITY
JOPLIN

#1 PRODUCER 
OF PHYSICIANS 
FOR THE STATE 
OF MISSOURI

*Kansas City University ranks 9th in national impact with 40.5% of  physician graduates practicing direct patient care in primary care fields according to a study by the Robert Graham Center of  the 
American Academy of  Family Physicians and the Fitzhugh Mullan Institute at George Washington University published Nov. 19, 2021 in the Journal of  the American Medical Association Health Forum.

When you join KCU, you become part of a tight-
knit, progressive and inclusive community 
working together to make a difference through 
the education of future health professionals. 

KCU is growing and career opportunities are 
available often – including within our new 
College of Dental Medicine, opening on our 
Joplin campus soon. 

Our University’s strength is rooted in the faculty, 
staff and students who never stop improving the 
well-being of  the communities we serve. To join us 
and make KCU even stronger, visit:   

KANSASCITY.EDU/JOBS
Current available faculty positions include:
LEADERSHIP: DEPARTMENT CHAIRS

ANATOMY & PATHOLOGY
CLINICAL: PRIMARY CARE & OMM

CLUSTER HIRE: 
DIVERSITY, 

EQUITY, AND 
INCLUSIVITY

To further advance our commitment to diversity, equity, and inclusivity (a key component of our strategic 
plan), Western Colorado University is excited to announce a DEI Cluster Hire for faculty across a wide range 
of academic areas: Business, Communication Arts, Education, Creative Writing, and Mathematics. Consonant 
with the cluster hire theme, we hope to attract a diverse group of new colleagues who are committed to 
inclusive curricula/teaching, equity-minded student mentorship, community-engagement for social justice, 
collaboration on relevant interdisciplinary initiatives, and cultivating intercultural competencies requisite 
for meaningful citizenship in an increasingly complex, pluralistic society. To support and sustain these 
commitments, applicants demonstrating a record of significant engagement with issues of social, economic, 
racial, and/or gender justice and equity in their work will be given preference.

BUSINESS
Full-time, 12-month Lecturer position in the Outdoor Industry M.B.A program to support our Service Track. This 
faculty position may work remotely (with mandatory intermittent travel) or on our campus in Gunnison, Colorado.

COMMUNICATION ARTS
Full-time, nine-month, tenure-track Assistant Professor of Communication Arts, in the area of Strategic 
Communication. Teaching responsibilities include courses at all levels in Communication Arts, in particular 
strategic communication courses like public relations, campaign design, media effects, social media, intercultural 
communication, and communication theory.  

EDUCATION
Full time, nine-month, tenure-track Assistant Professor of Education with a focus on teaching English learners 
(EL) and Culturally and Linguistically Diverse (CLD) learners.  The successful candidate will teach four graduate-
level courses per semester (with released time based on administrative and discipline responsibilities). Additionally, 
faculty roles include creating online coursework in EL/CLD, supervising students in clinical teaching residencies, 
and collaborating with education faculty members in relation to EL/CLD issues and shared governance. 

GRADUATE PROGRAM IN CREATIVE WRITING
Full-time, 12-month, non-tenure-track Lecturer position in screenwriting. The successful applicant will also serve 
as Director of the Screenwriting Concentration.  The Graduate Program in Creative Writing is a low-residency 
program that offers both M.A. and M.F.A degrees in Creative Writing with concentrations in Genre Fiction, Nature 
Writing, Poetry, and Screenwriting, as well as a M.A concentration in Publishing. With the exception of the annual 
summer residency, all courses and events are delivered online, using Zoom and Canvas, and most faculty work 
remotely.

MATHEMATICS
Full-time, nine-month, non-tenure-track Lecturer position in Mathematics for the 2022-2023 academic year 
(with strong possibility of renewal). Teaching responsibilities are 15 credits per semester including lower-division 
undergraduate Mathematics with the possibility of upper-division Mathematics and undergraduate research 
mentoring. 

For complete job announcements, visit www.western.edu/jobs
Western Colorado University is an affirmative action/equal opportunity employer.

https://www.umflint.edu/cit/
https://www.umflint.edu/cit/
https://apply.interfolio.com/94633
http://www.western.edu/jobs
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Investing in
Full-Time Faculty

Saint Xavier University, Chicago's first Catholic university, is 
investing in mission-focused, student-centered faculty to 

contribute to our work of educating students for competence, 
character and career success. 

Applications are being accepted for full-time faculty in the 
following high-growth academic areas: 

Saint Xavier University is an Equal Opportunity Employer. SXU encourages 
individuals with a wide variety of backgrounds and experiences to apply.

Business Management
Exercise Science

Nursing
Education

Computer Science
Art

Biology
Communication

Communication Sciences
and Disorders
Psychology

Criminal Justice

APPLY ONLINE
www.sxu.edu, 

keyword: Employment

Thriving Research and Graduate Programs

Established Partnerships with Industry and Government

☑
☑

With over 195 tenured/tenure-track faculty, and 17 multidisciplinary research 
centers and institutes, and funding by eight federal agencies, Northeastern’s 
College of Engineering is in a period of dynamic growth. Our emphasis on 
interdisciplinary, transformative research—tied to Northeastern’s unique 
history of industry collaboration through the university’s signature cooperative 
education program—enables partnerships with academic institutions, medical 
research centers, and companies near our centrally located Boston campus and 
around the globe.

Learn more and apply at coe.northeastern.edu/faculty-hiring

Consideration will be given to candidates at the assistant, associate, and full 
professor levels; successful applicants will be expected to lead internationally 
recognized research programs aligned with one or more interdisciplinary 
research themes. We are also seeking to recruit and support a broadly diverse 
community of faculty and staff, and strive to foster an inclusive culture built 
on respect that affirms inter-group relations and builds cohesion. Applicants 
will be asked to submit a diversity statement discussing how they view their 
contributions to sustainment and improvement of diversity in the college and 
community at large.

Northeastern University is an equal opportunity employer, seeking to recruit and support a broadly 
diverse community of faculty and staff.  Northeastern values and celebrates diversity in all its forms 
and strives to foster an inclusive culture built on respect that affirms inter-group relations and 
builds cohesion. All qualified applicants are encouraged to apply and will receive consideration 
for employment without regard to race, religion, color, national origin, age, sex, sexual orientation, 
disability status, or any other  characteristic protected by applicable law.

To learn more about Northeastern University’s commitment and support of diversity and inclusion,                                                                         
please see northeastern.edu/diversity.

http://www.sxu.edu
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Term Faculty (Non-Tenure Track)  
Nursing/MENP (21-22)

The School of Nursing at DePaul University seeks to fill one full-
time, non-tenure track position at the rank of Instructor/Professional 
Lecturer.  This position provides a 12-month appointment for the 
FY21-22 fiscal year, with starting date of March 1, 2022.

DePaul University is committed to recruiting diverse faculty to 
complement the diversity of its student body and Chicago area 
communities.

Responsibilities will include providing didactic and clinical 
instruction to nursing students in the Master’s Entry into Nursing 
Practice program. 

Apply: https://apply.interfolio.com/100565

DePaul University is an Equal Opportunity / Affirmative Action employer.

Post-Doctoral Humanities Fellowships in 
Comparative Race and Ethnicity Studies (22-23)
DePaul University’s Social Transformation Research Collaborative 
(STRC) invites applications for two, two-year Post-Doctoral 
Humanities Fellowships in Comparative Race and Ethnicity Studies, 
to begin July 2022.

DePaul University is committed to recruiting diverse faculty to 
complement the diversity of its student body and Chicago area 
communities.

One of the Fellows will be housed within African and Black Diaspora 
Studies and the other in Latin American and Latino Studies. Each 
Fellow will teach three courses in the humanities per year (one per 10 
week quarter), cross-listed as appropriate.

Apply: https://apply.interfolio.com/100395 

DePaul University is an Equal Opportunity / Affirmative Action employer.

Term Faculty (Non-Tenure Track)  
School of Computing - Computer Science

The School of Computing at DePaul University invites applications 
for a full-time non-tenure-track faculty position at the rank of 
Instructor. The faculty appointment is with full benefits and 
renewable contingent upon satisfactory performance. 

DePaul University is committed to recruiting diverse faculty to 
complement the diversity of its student body and Chicago area 
communities.

DePaul’s School of Computing offers a broad range of degree 
programs including Computer Science, Artificial Intelligence, 
Game Development, Human-Computer Interaction, Cyber-Physical 
Systems Engineering, Information Security, Data Science, Software 
Engineering. 

Apply: https://apply.interfolio.com/89003

DePaul University is an Equal Opportunity / Affirmative Action employer.

Founded in 1852, Wartburg College is a selective liberal arts  
college internationally recognized for its community  
engagement and academic excellence. 

Located in Waverly, Iowa, Wartburg is an extraordinary “gigabit” community of 
more than 10,000 residents in the Cedar Valley metro near Waterloo and Cedar 
Falls, with an abundance of cultural, musical, and recreational opportunities.  
Major Midwest metropolitan areas within driving distance include Des Moines, 
Iowa (2.5 hours); Madison, Wis. (3.5 hours); Rochester, Minn. (2 hours); Chicago  
(5 hours); and Omaha, Neb. (4 hours). 

Wartburg College faculty are dedicated to challenging and nurturing  
students for lives of leadership and service as a spirited expression of 
their faith and learning. 

Wartburg is a Lutheran (ELCA) institution of higher learning. The residential  
118-acre campus is home to 1,543 students from 36 U.S. states and 56 countries. 
The College is ecumenical, open, and affirming, honoring its Christian intellectual 
heritage while welcoming and reflecting a variety of traditions within its  
community. The College values human differences; works to sustain a culture  
that reflects the contributions, interests, and perspectives of diverse groups; and  
delivers educational programming to meet the needs of diverse audiences. 

The College is characterized by rigorous academic expectations within an  
environment of strong personal support. Vocation – discovering and claiming  
one’s calling – lives at the heart of a Wartburg education, and its students are 
uniquely equipped to explore how their passions intersect with the needs of  
their community and the world. 

Explore Wartburg faculty positions at www.wartburg.edu/hr

Assistant Professor of Biology
Assistant Professor of Business Administration (Marketing)
Assistant Professor of Education (ESL, Literacy, Language Arts)
Assistant Professor of Education (PE)
Assistant Professor of Spanish
Assistant/Associate Professor of Music (Director of Bands)

The Department of Biochemistry at the University of Nebraska-Lincoln (UNL) invites applications for a 
tenure-track nine-month appointment (academic year) faculty position at the rank of Assistant Professor. The 
position is part of a strategic growth plan by the Nebraska Center for Integrated Biomolecular Communication 
(CIBC), which is an NIH-funded Center of Biomedical Research Excellence (CoBRE) at UNL. Applicants are 
sought who will develop a vigorous, internationally recognized research program in the area of structural 
biology with a focus on using cryo-electron microscopy (cryo-EM) to study macromolecular complexes 
relevant to human health. UNL has recently established a state-of-the-art facility for cryo-EM in the Nebraska 
Center for Biotechnology. The cryo-EM facility will house a Thermo Scientific Glacios 200 keV Cryo TEM 
equipped with a Falcon 4i direct electron detector camera, a Selectris zero-loss energy filter, and capability 
for micro-electron diffraction of crystalline samples. The instrument is scheduled for delivery in late 2022 
and will be supported by the hiring of a Cryo-EM Core Director. This new cryo-EM facility will complement 
existing strengths in X-ray crystallography, biophysics, and computation at UNL.  

Required qualifications include a Ph.D. or equivalent degree in biochemistry, biophysics, chemistry, or allied 
field; two or more years of postdoctoral experience; and a strong record of original research as evidenced 
by peer-reviewed publications. Preferred qualifications include experience in grant writing, teaching in 
biochemistry or related fields, and mentoring students; excellent communication skills; expertise in cryo-
EM; and demonstrated potential for collaborative research. The successful candidate will establish an 
externally supported, internationally recognized research program in structural biology using state-of-the-art 
technologies including cryo-EM. The incumbent will also provide expertise to the educational mission of the 
Department of Biochemistry and the College of Agricultural Sciences and Natural Resources by contributing 
to the teaching of undergraduate and graduate courses in biochemistry. 

The university offers a highly collaborative environment to develop biomedically-focused research programs 
with affiliated resources provided by the University Research Centers (Center for Integrated Biomolecular 
Communication, Redox Biology Center, Center for Plant Science Innovation, Center for Virology, and 
Center for the Prevention of Obesity and Disease), Holland Computing Center, the Quantitative Life 
Sciences Initiative, the NIH-funded Molecular Mechanisms of Disease graduate training program, Nebraska 
Innovation Campus, and the University of Nebraska Medical Center. The University Research Centers support 
cutting-edge biophysical, biochemical, and structural biology approaches, including regular access to the 
new cryo-EM facility in the Nebraska Center for Biotechnology. Research facilities also support multiple-
omics, bioinformatics, supercomputing, flow cytometry, confocal microscopy, TEM, SEM, and metabolic 
engineering. A competitive start-up package and appropriate laboratory and office space will be offered.  

Recognizing that diversity within a context of inclusivity enhances creativity, innovation, impact, and a sense 
of belonging, the Institute of Agriculture and Natural Resources and the Department of Biochemistry are 
committed to creating learning, research, and work environments that are inclusive of all forms of human 
diversity. We actively encourage applications from individuals from underrepresented groups.

Review of applications will begin February 15, 2022 and continue until the position is filled or the search is 
closed. To view all of the requirements and to apply, go to https://employment.unl.edu, requisition F_210230. 
Click “Apply to this Job” and complete the information form. Attach: 1) a letter of interest that describes 
your qualifications for the job and anticipated contributions, 2) Curriculum Vitae, 3) succinct statement 
of your planned research program, 4) statement of philosophy and approach to teaching, and 5) statement 
of diversity and your experience contributing to inclusive environments in which every person and every 
interaction matters (two page maximum; see https://ianr.unl.edu/tips-writing-about-commitment-to-deib 
for guidance in writing this statement). Please combine the research, teaching, and diversity statements into a 
single document. Applicants must arrange for three confidential letters of reference to be sent directly to the 
search committee via email to biochemistrysearch@unl.edu or via mail to: Search Committee, Department 
of Biochemistry, University of Nebraska, N200 Beadle Center, Lincoln, NE 68588-0664 USA. To learn more 
about the University of Nebraska-Lincoln, the Department of Biochemistry and the Nebraska Center for 
Integrated Biomolecular Communication, visit https://biochem.unl.edu and https://ncibc.unl.edu/. 

As an EO/AA employer, qualified applicants are considered for employment without regard to race, color, 
ethnicity, national origin, sex, pregnancy, sexual orientation, gender identity, religion, disability, age, genetic 
information, veteran status, marital status, and/or political affiliation. See https://www.unl.edu/equity/
notice-nondiscrimination. 

ASSISTANT PROFESSOR IN STRUCTURAL BIOLOGY-CRYO EM 
 UNIVERSITY OF NEBRASKA-LINCOLN  

DEPARTMENT OF BIOCHEMISTRY

https://apply.interfolio.com/100565
https://apply.interfolio.com/100395
https://apply.interfolio.com/89003
http://www.wartburg.edu/hr
https://employment.unl.edu
https://ianr.unl.edu/tips-writing-about-commitment-to-deib
mailto:biochemistrysearch@unl.edu
https://biochem.unl.edu
https://ncibc.unl.edu/
https://www.unl.edu/equity/
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LSC-University Park
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Faculty, Chemistry 35627
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Faculty, Art 35713
Faculty, Business Computer 35965 
 Information Systems
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Apply at:

https://apptrkr.com/2747305

We are proud to offer a variety of job
opportunites, great employee benefits,
professional growth, and an inclusive
Work environment.

Now hiring Assistant Professors in these disciplines:
• Anthropology
• Applied Accounting
• Art
• Astronomy
• Biology
• Counselor (2 vacancies)
• Diagnostic Ultrasound
• Early Childhood Education
• Environmental Science
• English as a Second Language

• Geography
• Health and Physical Education
• Marketing
• Math (2 vacancies)
• Nursing (2 vacancies)
• Philosophy
• Physics
• Political Science
• Undergraduate Research
Librarian

Bellevue College does not discriminate on the basis of race, color, national origin,
language, ethnicity, religion, veteran status, sex, sexual orientation, including
gender identity or expression, disability, or age in its programs and activities.
Please see policy 4150 at bellevuecollege.edu/policies/.
The following people have been designated to handle inquiries regarding
non-discrimination policies: Title IX Coordinator, 425-564-2641, Office C227,
and EEOC/504 Compliance Officer, 425-564-2178, Office R130.

Digital Archivist

Under the direction of the Archivist of the Senator John S. McCain Papers, this position leads the planning,  
management, description, reformatting, and preservation program for the Senator John S. McCain Papers digital 
content within the context of the entire collection and the collections at ASU in alignment  with University 
technology standards and security requirements. This position provides expertise in the handling of unique digital 
records, including digital forensics work and preservation activities. The Digital Archivist works with the Digital 
Preservation Officer and other key Library personnel to develop metrics for ongoing assessment of the preservation 
program regarding this collection, and gathers data, performs gap analyses, and creates reports for Library leadership 
and project stakeholders. The Digital Archivist provides excellent communication and organization in addition to 
working across departments and with a variety of stakeholders. The Digital Archivist will be an experienced archivist, 
with strong technical skills and understanding of current preservation standards, tools, and best practices;  metadata 
encoding standards; content management systems; and other relevant standards.   We encourage applicants to apply 
who would enhance the inclusiveness and diversity of the ASU Library.

This is a temporary grant funded position with grant funding ending on September 30, 2024.

The ASU Library is a center of energy, imagination, and innovation with nine library facilities across four ASU 
campus locations. We provide students and faculty access to millions of information resources, world-class 
collections, outstanding study spaces, advanced data centers, and a suite of makerspaces and creative services. ASU 
Library strongly supports student success and is a critical partner in realizing the New American University’s mission 
of access, excellence, and impact. Success at ASU is measured not by whom we exclude, but rather by whom we 
include and how they succeed.

QUALIFICATIONS:
Required:

• MLS/MLIS/MA from an ALA-accredited program; 
• Minimum two years experience with digital preservation lifecycle planning and implementation in a library 

or archives setting;
• Demonstrated knowledge of archival content management systems and related tools, standards for archival 

description, digital preservation principles, and digital forensics techniques.
• A statement in your cover letter addressing how your past and/or potential contributions to social justice, 

diversity, equity, and/or inclusion will advance ASU Library’s commitment to inclusive excellence.
Preferred:

• 2-3 years experience with digital asset management systems and archival systems and tool sets;
• 2-3 years experience with digital forensic tools and processes;
• Experience working with vendors to complete digital collections projects.
• Excellent interpersonal skills and ability to work independently and as part of a team.

Salary and Rank: This is a Fixed Term, Year to Year, Academic Professional position; Assistant/Associate Archivist 
and salary dependent upon experience.

Application Procedures: This is a paperless search; only electronic materials will be accepted. To apply, please 
submit electronically to the following http://apply.interfolio.com/101108:  A cover letter, comprehensive vita 
or resume, names, addresses, phone numbers and email addresses of 3 recent professional references.  No paper 
applications, faxes or emails will be accepted.
 
The applicant’s last name should appear in each uploaded file name. Questions about the position should be directed 
to the search committee chair at:  Claudia.Willett@asu.edu.  Application deadline is February 24, 2022.  Applications 
will continue to be accepted on a rolling basis for a reserve pool.   Applications in the reserve pool may then be 
reviewed in the order in which they were received until position is filled. 

Other Information: Hiring is contingent upon eligibility to work in the United States.  For more information 
regarding ASU, visit our website: www.asu.edu. For more information about the Phoenix metropolitan area, please 
visit www.visitarizona.com.

Equal Employment Opportunity Statement
A background check is required for employment.  Arizona State University is a VEVRAA Federal Contractor and an 
Equal Opportunity/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, protected 
veteran status, or any other basis protected by law.
(See https://www.asu.edu/aad/manuals/acd/acd401.html and https://www.asu.edu/titleIX/.)
 
Notice of Availability of the ASU Annual Security and Fire Safety Report
In compliance with federal law, ASU prepares an annual report on campus security and fire safety programs and 
resources.  ASU’s Annual Security and Fire Safety Report is available online at https://www.asu.edu/police/PDFs/
ASU-Clery-Report.pdf  You may request a hard copy of the report by contacting the ASU Police Department at 
480-965-3456.

COVID-19 Vaccination - Arizona State University is a federal contractor and subject to federal regulations 
which may require you to produce a record of a COVID-19 vaccination.  For questions about medical or religious 
accommodations, please visit the Office of Diversity, Equity and Inclusion’s webpage.
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AFRICAN HISTORY

Assistant Professor in 
African History
Yale University
Assistant Professor in African His-
tory sought by Yale University 
Department of History. The suc-
cessful candidate will be expected 
to research and teach courses in 
post-colonial Sub-Saharan African 
history, excluding South Africa. 
We welcome applications from 
historians who already hold teach-
ing positions, as well as recent 
PhDs and those who expect their 
PhD by the time of appointment. 
Submit cover letter, C.V., state-
ment of research, and recommen-
dation letters to Yale University 
Department of History, atten-
tion Dana Lee, 320 York Street, 
New Haven CT, 06511 or dana.
lee@yale.edu. Yale University is 
an Affirmative Action/Equal Op-
portunity employer. Yale values 
diversity among its students, staff, 
and faculty and strongly welcomes 
applications from women, per-
sons with disabilities, protected 
veterans, and underrepresented 
minorities.

BUSINESS

Assistant Professor
University of Southern Mississippi
Assistant Professor. Teach interna-
tional business and related cours-
es, advise students, maintain an 
active research agenda, and per-
form faculty service. ABD or Ph.D 
in Business or closely related field. 
Interested persons should send a 
CV and cover letter to: subrina.
cooper@usm.edu or Subrina Coo-
per, Office of the General Coun-
sel, The University of Southern 
Mississippi, 118 College Drive, 
Ste 5079, Hattiesburg, MS 39406. 
The University of Southern Mis-
sissippi is an EEO/AAE employer.

COMPUTER SCIENCE

Tenure-Track Faculty Position 
in Computer Science
Reed College
The Department of Computer 
Science at Reed College invites 
applications for an open rank ten-
ure-track faculty position begin-
ning in the fall of 2022. Applicants 
should have a Ph.D. in computer 
science or a closely related field 
by the time of the appointment 

and should be committed to excel-
lence in undergraduate teaching 
and in research. The successful 
applicant will teach in the core 
computer science curriculum at all 
levels, will develop one or more 
courses in the applicant’s area(s) 
of expertise, and will work to 
foster a welcoming and engaged 
community. They will maintain an 
active research program, ideally 
providing opportunities for stu-
dent involvement, and they will 
advise several year-long senior 
thesis projects. Applicants from 
all areas of computer science are 
encouraged to apply.  Reed is a 
distinguished liberal arts college 
that offers a demanding academic 
program to approximately 1400 
bright and dedicated undergrad-
uate students. Reed believes that 
this requires a faculty that is ac-
tively engaged in cutting-edge re-
search and provides the resources 
necessary to enable that research. 
The college believes that cultural 
diversity is essential to the excel-
lence of our academic program 
(see https://www.reed.edu/diver-
sity/). Applicants to the position 
are encouraged to contact Adam 
Groce (agroce@reed.edu), the 
chair of the search committee, for 
further details about the position 

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 
dedicated 
ones.

https://apptrkr.com/2747305
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2022 Virginia and Derrick Sherman Emerging Scholar Lecture
Call for Applications

“Empires and their Subjects”

 University of North Carolina W
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ging Scholar
’s theme. 
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The centerpiece of the scholar’

 

 effectiveness in speaking before a diverse audience. The scholar
The lectureship will take place on the UNCW campus October

 Ms. Meaghan Wright at wrightm@uncw.edu.  

April 1
interviews between April 25 and May 9, 2022.

University of North Carolina Wilmington
Twenty-first Annual Sherman Emerging Scholar Lecture

Call for Applications
UNC Wilmington is an EEO/AA institution.

2022 Virginia and Derrick Sherman Emerging 
Scholar Lecture 

Call for Applications

“Empires and their Subjects”

The Department of History at the University of North Carolina 
Wilmington solicits applications for the 2022 Virginia and Derrick 
Sherman Emerging Scholar Lecture. We invite proposals that engage 
with the theme of “Empires and their Subjects.” Possible topics may 
address, but are not limited to, the rise and fall of empires, borders, 
migration, culture, politics, and war. Submissions may concern any 
time period or geographic region. 

The Sherman Emerging Scholar Lecture provides a forum for an 
outstanding untenured scholar to offer their perspective on a selected 
topic related to this year’s theme. The Sherman Scholar will meet 
with undergraduate and graduate students, share their expertise 
with faculty members in history and related fields, and be available 
to the local media. The centerpiece of the scholar’s visit will be the 
presentation of a major public address, which the university will 
subsequently publish. 

Applicants will be evaluated on the basis of scholarly accomplishment, 
relevance of the proposed talk to the year’s theme, and evidence of 
effectiveness in speaking before a diverse audience. The scholar will 
receive an honorarium of $6,000. The lectureship will take place on 
the UNCW campus October 18-20, 2022.  

Applicants should submit a letter of interest with the title and brief 
description of the lecture they propose to deliver, current C.V., the 
names and email addresses of three references, and a recent scholarly 
publication. Materials should be sent electronically to Ms. Meaghan 
Wright at wrightm@uncw.edu.  

The deadline for submission is April 11, 2022. Finalists must be 
available for Zoom interviews between April 25 and May 9, 2022.

University of North Carolina Wilmington
Twenty-first Annual Sherman Emerging Scholar Lecture
Call for Applications
UNC Wilmington is an EEO/AA institution.

misconduct history.” The Uni-
versity of Illinois must also com-
ply with applicable federal export 
control laws and regulations and, 
as such, reserves the right to em-
ploy restricted party screening 
procedures for applicants. Uni-
versity of Illinois faculty, 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 accordance 
with applicable University pro-
cesses.

Research Engineer
University of Illinois Urbana-
Champaign
Research Engineer Holonyak Mi-
cro and Nanotechnology Labo-
ratory The Grainger College of 
Engineering University of Illinois 
Urbana-Champaign The Holon-
yak Micro and Nanotechnology 
Laboratory at The Grainger Col-
lege of Engineering seeks appli-
cants for the position of Research 
Engineer. Reporting to the Prin-
cipal Research Engineer, this po-
sition will support research activ-
ities through user training, equip-
ment calibration and maintenance, 
research processes verification, 
and laboratory testing to promote 
research activities related to semi-
conductor device fabrication and 
processes. Please visit http://jobs.
illinois.edu to view the complete 
position announcement and appli-
cation instructions. The closing 
date for this position is February 
21, 2022. The U of I is an EEO 
Employer/Vet/Disabled http://
go.illinois.edu/EEO that partici-
pates in the federal e-Verify pro-
gram and participates in a back-
ground check program focused 
on prior criminal or sexual mis-
conduct history.” The University 
of Illinois must also comply with 
applicable federal export control 
laws and regulations and, as such, 
reserves the right to employ re-
stricted party screening proce-
dures for applicants. University of 
Illinois faculty, staff and students 
are required to be fully vaccinat-
ed against COVID-19. If you are 
not able to receive the vaccine for 
medical or religious reasons, you 
may seek approval for an exemp-
tion in accordance with applicable 
University processes.

FINANCE

Assistant Professor of 
Finance (North Andover, MA)
Merrimack College
Assistant Prof of Finance (North 
Andover, MA), Tenure-track; 
Teach courses re finance; Coun-
sel & assist students in the dept; 
Substantial involvement in schol-
arly activities & college service. 
REQS: Doctorate in Bus Ad-
min or Finance, or any foreign 
equivalencies; Exp (which may 
be concurrent and gained during 
educational studies) must incl: 
5 semesters teaching as Primary 
Instructor courses regarding fi-
nance; 10 semesters teaching (as 
TA or RA) courses re finance; 
Authorship of publication in rele-
vant journals or books re finance; 
Research paper presentations in 
finance. APPLY TO: Rebecca 
Chimwanda, Assistant Director, 
Comp & HRIS, Merrimack Col-
lege, 315 Turnpike St., North An-
dover, MA 01845.

HISTORY

Assistant Professor
Yale University
Assistant Professor Yale Universi-
ty’s Department of History seeks 
an Assistant Professor in the his-
tory of the Japanese colonial em-
pire. The successful candidate will 
be expected to teach courses on 
the history of the Japanese em-
pire and conduct research in the 
field. Submit cover letter and C.V. 
to Yale University Department 
of History, attention Dana Lee, 
320 York Street, New Haven CT, 
06511 or dana.lee@yale.edu. Yale 
University is an Affirmative Ac-
tion/Equal Opportunity employ-
er. Yale values diversity among 
its students, staff, and faculty and 
strongly welcomes applications 
from women, persons with dis-

abilities, protected veterans, and 
underrepresented minorities.

MUSIC

Assistant/Associate 
Professor of Oboe
Michigan State University
Music: Full-time, tenure system 
Assistant/Associate Professor of 
Oboe beginning Fall 2022 at the 
Michigan State University Col-
lege of Music. Qualifications: 
Earned master’s degree and/or 
commensurate performance ex-
perience at the professional level; 
evidence of successful recruiting 
and studio teaching at the uni-
versity level desirable; significant 
orchestral, chamber, and solo ex-
perience desirable; ability to work 
effectively with colleagues across 
disciplines. To apply, please visit: 
careers.msu.edu and select posting 
#754802. Applications will be re-
viewed continuously beginning on 
February 4, 2022 and will be ac-
cepted until the position is filled. 
For more information about the 
College, please visit music.msu.
edu. MSU is an affirmative ac-
tion, equal opportunity employer, 
committed to achieving excellence 
through cultural diversity. The 
university actively encourages ap-
plications and/or nominations of 
women, persons of color, veterans, 
and persons with disabilities and 
individuals from other underrep-
resented groups that can diversify 
the impact of data analytics across 
the university mission.

PLANETARY AND 
COMPUTER SCIENCES

Faculty Position
Massachusetts Institute of Technology
The Department of Earth, Atmo-
spheric and Planetary Sciences 
(EAPS) and the MIT Schwarzman 
College of Computing (SCC) at 
the Massachusetts Institute of 
Technology (MIT) in Cambridge, 
Massachusetts invite applications 
for a faculty position in the broad 
area of “Health of the planet.” We 
seek candidates who study and un-
derstand processes that affect the 
Earth and its habitability using 
or developing innovative compu-
tational and/or inference meth-
ods. Areas of interest in Earth, 
atmospheric and oceanic science 
include, but are not limited to, 
climate, the environment, and 
natural hazards. Our intent is to 
hire at the tenure-track assistant 
professor level, but more senior 
appointments may be considered 
in special cases, commensurate 
with experience. Faculty duties 
include conducting original schol-
arly research and teaching and 
mentoring at the graduate and 
undergraduate levels. Candidates 
should be capable of instructing 
in EAPS core educational and 
SCC-relevant curricula.  EAPS 
is an academic community of ap-
proximately 40 faculty, 100 re-
search staff (including postdocs), 
and 180 students, who study inte-
grated aspects of Earth and plan-
etary sciences, including through 
partnership with the MIT-WHOI 
Joint Program. The successful 
candidate would have a shared ap-
pointment in both EAPS and also 
the Schwarzman College of Com-
puting, in either the Department 
of Electrical Engineering and 
Computer Science (EECS) or the 
Institute for Data, Systems, and 
Society (IDSS). Together with the 
Schwarzman College of Comput-
ing, we are committed to academ-
ic excellence and to fostering an 
equitable and inclusive environ-
ment and increasing diversity in 
our faculty. We seek outstanding 
scientists who have the potential 
for innovation and leadership in 
research, bring strong commit-
ment to teaching and mentoring 
undergraduate and graduate stu-
dents, and share the Principles of 
our Community: https://eapsweb.
mit.edu/about/code-conduct  A 
complete application includes a 
(1) cover letter, (2) Curriculum 
Vitae, (3) 1-3 page summary of 
current and future research direc-
tions, (4) 1-3 page statement de-
scribing teaching and mentoring 
experience and/or future plans, 
including a statement about the 
applicant’s experience with and 
future commitments toward ef-

forts which support diversity, eq-
uity, and belonging, approaches 
to fostering an inclusive environ-
ment, including but not limited 
to teaching, mentoring and af-
firming diverse viewpoints, and 
(5) three letters of recommenda-
tion.   A Ph.D. in Earth, Atmo-
spheric and Planetary Sciences, 
Computer Science, or a similar 
discipline is required by the start 
of employment. Applications are 
being accepted at Academic Jobs 
Online: https://academicjobson-
line.org/ajo/jobs/20816  MIT is 
an equal employment opportunity 
employer. All qualified applicants 
will receive consideration for 
employment and will not be dis-
criminated against on the basis of 
race, color, sex, sexual orientation, 
gender identity, religion, disabil-
ity, age, genetic information, vet-
eran status, ancestry, or national 
or ethnic origin. MIT’s full poli-
cy on Nondiscrimination can be 
found here: https://referencepubs.
mit.edu/what-we-do/nondiscrim-
ination-policy.  Review of appli-
cations will begin on January 31, 
2022.  Search Contact: Ms. Karen 
Fosher, HR Administrator, EAPS, 
54-924 Massachusetts Institute 
of Technology, 77 Massachusetts 
Avenue, Cambridge, MA 02139-
4307, email: kfosher@mit.edu

PUBLIC 
ADMINISTRATION

Assistant Professor of Public 
Administration
California State University, 
Dominguez Hills
Assistant Professor of Public Ad-
ministration starting Fall 2022. 
PhD in Public Administration, ex-
perience teaching public adminis-
tration/ policy courses, a record of 
research in public administration/ 
policy, and experience teaching 
students and working with col-
leagues from diverse backgrounds 
required. For full consideration 
apply by Feb. 14, 2022: https://
www.csudh.edu/hr/career-oppor-
tunities/

PUBLIC HEALTH

Associate Director, Deans 
Initiatives and Special 
Projects
Brown University
Work closely w/ Dean & sr. team 
on high-level research, project 
mgmt., operations & implemen-
tation. Support Deans leadership 
team w/ executive & project sup-
port for DTD special initiatives & 
ensure execution. Min. reqs: Mas-
ters in Public Health or closely 
rel. field & 2 yrs. exp. coordinat-
ing public health research initia-
tives, projects, operations, & me-
dia rollout. Experience pre or post 
degree accepted. Special reqs: 
Any dem. working knowledge of: 
public health awareness advocacy 
campaigns, data analysis & policy 
development, use of software sur-
vey instruments. Qualified appli-
cants e-mail resumes to sphhr@
brown.edu w/ ref. to Job Code: 
BUMI21.

SOCIOLOGY

Associate Senior Lecturer in 
Sociology
Harvard University, Faculty of Arts 
& Sciences
Harvard University Faculty of 
Arts and Sciences Department of 
Sociology Cambridge, MA  Posi-
tion Description: The Associate 
Senior Lecturer (ASL) teaches 
foundational courses for the Har-
vard University Sociology De-
partment. The ASL also assists 
the Director of Undergraduate 
Studies in advising and supporting 
sociology undergraduates as they 
choose their course of study, con-
duct independent or collaborative 
research, engage the community, 
and prepare for post-graduate op-
portunities. The ideal candidate 
will have at least three years of 
relevant experience, strong teach-
ing evaluations, and an excellent 
publication record. We are par-
ticularly interested in candidates 
with expertise in the fields of hu-
manitarianism, refugees and im-
migration, morality, ethnic identi-
ties, and nonprofit organizations.   

Basic Qualifications: Doctorate 
or terminal degree in Sociolo-
gy or related discipline required 
by the time the appointment be-
gins (anticipated start date July 
1, 2022).   Additional Qualifica-
tions: Demonstrated excellence 
in, enthusiasm for, and commit-
ment to undergraduate teaching. 
Relevant advising experience. A 
broad understanding of the dis-
cipline of sociology, including its 
methods, subfields, and theoret-
ical orientations. This position 
requires excellent organizational, 
interpersonal, and communica-
tion skills.   Special Instructions: 
Please submit the following ma-
terials through the ARIeS portal 
(https://academicpositions.har-
vard.edu/postings/10962). Ap-
plications must be submitted no 
later than February 10, 2022  (1) a 
cover letter describing your rele-
vant experience (including teach-
ing, advising, and research expe-
rience) (2) a curriculum vitae or 
resume  (3) a research statement  
(4) a teaching/advising statement 
that describes the candidate’s phi-
losophy and practices related to 
undergraduate teaching and ad-
vising (5) a statement expanding 
on the candidate’s innovation in 
pedagogy and high-impact con-
tributions to the academic com-
munity in areas such as, but not 
limited to, course development, 
curriculum development, pro-
gram development, advising and 
mentoring, and administration (6) 
a statement describing efforts to 
encourage diversity, inclusion, and 
belonging, including past, current, 
and anticipated future contribu-
tions in these areas (7) teaching 
and advising materials (including 
a teaching chart listing courses in 
reverse chronological order, rep-
resentative course syllabi, a list of 
undergraduate students for whom 
the candidate has primary advis-
ing responsibility, and evidence 
of teaching effectiveness, such 
as teaching awards and teaching 
evaluations). (Note: In the teach-
ing chart, please indicate which, if 
any, courses were taught remotely, 
whether partially or in full, due to 
the COVID-19 pandemic.) (8) the 
names and contact information of 
at least three references. We will 
only contact the references of in-
dividuals who advance to the short 
list among our pool of applicants.   
Harvard is an equal opportunity 
employer and all qualified appli-
cants will receive consideration 
for employment without regard 
to race, color, sex, gender iden-
tity, sexual orientation, religion, 
creed, national origin, ancestry, 
age, protected veteran status, dis-
ability, genetic information, mili-
tary service, pregnancy and preg-
nancy-related conditions, or other 
protected status.  Contact Infor-
mation: Jocelyn Viterna, Director 
of Undergraduate Studies, jviter-
na@wjh.harvard.edu

and the college’s computer science 
program. Information about the 
position is also posted at https://
www.reed.edu/computer-sci-
ence/faculty-search.html.  Ap-
plication Instructions Applicants 
should submit their applications 
electronically through the Inter-
folio at http://apply.interfolio.
com/100862 and should include 
a cover letter, curriculum vitae, 
teaching statement, research state-
ment, diversity statement, and 
three letters of recommendation. 
The cover letter should address 
how the applicant’s teaching and 
scholarship would contribute to 
Reed’s small, selective undergrad-
uate environment. The diversity 
statement should address how the 
applicant can further the diversi-
ty and inclusivity of the comput-
er science program.  Applications 
submitted by January 31, 2022 
are guaranteed full consideration, 
although review of applications 
will continue until the position is 
filled. An Equal Opportunity Em-
ployer, Reed values diversity and 
encourages applications from un-
derrepresented groups.

DESIGN

Assistant Professor - Design 
Lab
University of California, San Diego
The Design Lab at UC San Di-
ego (http://designlab.ucsd.edu) 
seeks candidates for tenure-track 
Assistant Professor faculty posi-
tions across multiple disciplines 
to begin July 1, 2022.  We foster 
research and practice that centers 
people and communities in de-
signing interdisciplinary solutions 
to complex, socio-technical prob-
lems. We especially seek scholars 
who engage major societal issues 
at the intersections of Blackness, 
Indigeneity, race, migration, gen-
der, sexuality, disability, class and 
other manifestations of power 
and difference.  For the 2021-
2022 hiring cycle, the Design Lab 
is partnering with the following 

units: Communication, Computer 
Science and Engineering, Electri-
cal and Computer Engineering, 
Music, NanoEngineering, Public 
Health and Human Longevity, 
and Urban Studies and Planning.  
This position requires teaching 
of university students.  Candi-
dates must have a PhD degree 
(or equivalent) or advancement 
to candidacy in the fields of De-
sign, Communication, Comput-
er Science, Engineering, Music, 
Public Health, Urban Planning, 
or another Design related field at 
the time of application.  For more 
information and to apply online: 
https://apol-recruit.ucsd.edu/
JPF03086

ENGINEERING

Cleanroom Engineer
University of Illinois Urbana-
Champaign
Cleanroom Engineer Holonyak 
Micro and Nanotechnology Lab-
oratory The Grainger College of 
Engineering University of Illinois 
Urbana-Champaign The Holon-
yak Micro and Nanotechnology 
Laboratory at The Grainger Col-
lege of Engineering seeks appli-
cants for the position of Clean-
room Engineer. Reporting to the 
Principal Research Engineer, this 
position will support semiconduc-
tor and nanotechnology research 
activities through user training, 
equipment calibration and main-
tenance, research processes ver-
ification, laboratory testing and 
metrology of semiconductor sam-
ples, and cleanroom specimen 
statistical verification. Please visit 
http://jobs.illinois.edu to view the 
complete position announcement 
and application instructions. The 
closing date for this position is 
February 21, 2022. The U of I is 
an EEO Employer/Vet/Disabled 
http://go.illinois.edu/EEO that 
participates in the federal e-Ver-
ify program and participates in a 
background check program fo-
cused on prior criminal or sexual 
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GAZETTE

Teik C. Lim, interim president of the University of  
Texas at Arlington, will become president of the  
New Jersey Institute of Technology on July 1. He will 
succeed Joel S. Bloom.

Michael J. Reed, vice president for academic affairs 
and provost of the Pennsylvania College of Technolo-
gy, has been named its next president. He will succeed 
Davie Jane Gilmour, who has served as president since 
1989, on July 1.

Crystal Williams, vice president and associate provost 
for community and inclusion, has been named  
president of Rhode Island School of Design. She will  
replace Dave Proulx, who has served as interim presi-
dent since Rosanne Somerson’s retirement in June.

New Chief Executives

Chief executives (continued)

APPOINTMENTS
Rosemary Allen, provost and dean at 

Georgetown College, in Kentucky, has 
been named the college’s first female 
president.

David Balkin, chancellor of the South 
Bend-Elkhart campus of Ivy Tech 
Community College, in Indiana, has 
been named president of Erie Com-
munity College, part of the State 
University of New York system. He 
will take office on February 1, suc-
ceeding William Reuter, interim 
president.

Nancy Niemi, provost 
and vice president for 
academic affairs at the 
University of Mary-
land-Eastern Shore, has 
been named president 
of Framingham State 
University, in Massachu-

setts. She will succeed F. Javier Ceval-
los, who is retiring.

Pamela Ralston, executive vice pres-
ident for educational programs at 
Santa Barbara City College, has been 
named president of Santiago Canyon 
College, in California.

Deborah Stanley, president of the State 
University of New York at Oswego, has 
been named interim chancellor of the 
State University of New York system 
after Jim Malatras resigned.

John Teevan, an adjunct professor 

at Grace College & Seminary, was 
named interim president of the col-
lege after Bill Katip retired earlier 
than planned.

Jermaine Williams, president of Nas-
sau Community College, in New York, 
has been named president of Mont-
gomery College, in Maryland. He suc-
ceeds DeRionne Pollard, now pres-
ident of Nevada State College, and 
Charlene Dukes, who served as inter-
im president.

RESIGNATIONS
Mark Erickson, president of 

Northampton Community College, in 
Pennsylvania, plans to step down this 
summer after 10 years in the role.

W. Kent Fuchs, president of the Uni-
versity of Florida since 2015, plans to 
step down within the next year.

Mathew B. Johnson, president of Al-
bion College, in Michigan, has re-
signed after months of controversy.

Lisa Larson, president of Eastern 
Maine Community College, stepped 
down to lead the Community College 
Growth Engine Fund Initiative at Ed-
ucation Design Lab, in Washington, 
D.C.

Cecilia M. McCormick, president of 

Elizabethtown College, in Pennsylva-
nia, has resigned after less than three 
years in office.

Frank Sanchez, president of Rhode Is-
land College since 2016, plans to step 
down in July.

Tommy Thompson, interim president 
of the University of Wisconsin system, 
plans to resign in March.

RETIREMENTS
David Wright, president of Indiana 

Wesleyan University since 2013, plans 
to retire at the end of the academic 
year.

Chief academic officers

APPOINTMENTS
Michael Avaltroni, dean of the School 

of Pharmacy and Health Sciences at 
Fairleigh Dickinson University, in 
New Jersey, has been named provost 
and senior vice president for academ-
ic affairs.

Donna Bradley, vice president for aca-
demic affairs at Lincoln College, has 
been named provost.

David S. Figlio, dean of the School of 
Education and Social Policy at North-
western University, in Illinois, will 
become provost at the University of 
Rochester on July 1.

Karen Gaines, dean of the College of 
Arts and Sciences at Embry-Riddle 
Aeronautical University, has been 

named provost and dean of the facul-
ty at Norwich University.

Junius Gonzales, provost and vice 
president for academic affairs at the 
New York Institute of Technology, will 
become provost and senior vice presi-
dent for academic affairs at Montclair 
State University on March 7.

Pardis Mahdavi, dean of social scienc-
es in the College of Liberal Arts and 
Sciences at Arizona State University, 
has been named provost and execu-
tive vice president at the University of 
Montana at Missoula.

Gregory N. Mandel, interim provost at 
Temple University since August 2021, 
has been named senior vice president 
and provost.

Rahul Shrivastav, vice president for in-
struction at the University of Georgia, 
will become executive vice president 
and provost at Indiana University at 
Bloomington on February 15.

Martell Teasley, dean of the College of 
Social Work at the University of Utah, 
has been named interim senior vice 
president for academic affairs.

Other top administrators

APPOINTMENTS
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-
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source officer at Northwestern Uni-
versity.

Terry Hogan, a dean of students emer-
itus at Ohio University and former 
vice president for student affairs at 
the University of Northern Iowa, has 
been named interim vice president 
for student affairs at Ohio University.

Chris Howard, president of Robert Mor-
ris University, in Pennsylvania, will 
become executive vice president and 
chief operating officer of the ASU En-
terprise at Arizona State University in 
February.

Sharon Perry-Fantini, vice provost for 
equity, access, and opportunity and 
Title IX coordinator at Tiffin Universi-
ty, in Ohio, has been named vice pres-
ident for diversity, equity, and inclu-
sion at Iowa State University.

Amy Shoemaker, deputy university 
counsel and associate athletic direc-
tor for administration at the Universi-
ty of Louisville, has been named vice 
president and general counsel at Mi-
ami University, in Ohio.

Shelton Walker, chief of staff and as-
sociate vice president for strategic 
initiatives at University of the Arts 
in Philadelphia, has been named 
chief of staff and vice president for 
strategic initiatives at Bennington 
College.

RETIREMENTS
Kyle Cavanaugh, vice president for 

administration at Duke University, 
plans to retire on September 30.

Carlos Hernandez, chief financial offi-
cer and senior vice president for oper-
ations at Sam Houston State Univer-
sity, will retire at the end of the aca-
demic year.

Deans

APPOINTMENTS
Alena Allen, associate 
dean for research and 
faculty development and 
professor of law at the 
University of Arkansas 
at Fayetteville, has been 
named interim dean of 
the School of Law.

Kathryn Drager, associate dean of re-
search and graduate education in the 
College of Health and Human Devel-
opment at Pennsylvania State Uni-
versity at University Park, has been 
named interim dean of the Graduate 
School and vice provost for Graduate 
Education.

M. Daniele Fallin, chair of the depart-
ment of mental health in the Johns 
Hopkins Bloomberg School of Pub-
lic Health and director of the Wendy 
Klag Center for Autism and Develop-
mental Disabilities at the Johns Hop-
kins University, has been named dean 
of the Rollins School of Public Health 
at Emory University.

Philip Hong, a professor and associate 
dean of research at Loyola University 
in Chicago, will become dean of the 

School of Social Work at the Universi-
ty of Georgia.

Emily Janoski-Haehlen, associate 
dean of academic affairs and law 
technology programs in the School 
of Law at the University of Akron, has 
been named dean of the school.

Jennifer Jewell, a professor and di-
rector of the School of Social Work 
at Salisbury University, will become 
dean of the School of Humanities, 
Arts, and Social Sciences at Columbia 
College, in Missouri, on July 1.

Hollis Robbins, dean of the School of 
Arts and Humanities at Sonoma State 
University, will become dean of the 
College of Humanities at the Univer-
sity of Utah on July 1.

Clark Stanford, dean of the College of 
Dentistry at the University of Illinois at 
Chicago, has been named dean of the 
College of Dentistry and Dental Clin-
ics at the University of Iowa. He will 
succeed David Johnsen, who stepped 
down last summer, on April 1.

Roberta Waite, a professor of nursing 
and executive director of the Stephen 
and Sandra Sheller 11th Street Family 
Health Services at Drexel Universi-
ty, will become dean of the School of 
Nursing at Georgetown University on 
July 1.

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.

Toya Corbett, assistant vice president 
for student affairs at the University 

of North Carolina System Office, has 
been named associate vice president 
for strategic initiatives at the Univer-
sity of Virginia.

Natara Gray, director of 
undergraduate admis-
sions and diversity out-
reach at Eastern Naza-
rene College, has been 
named assistant dean 
of admissions, diversity, 
and inclusion recruit-

ment at Berklee College of Music.
Josh Grossman, director of media re-

lations at Syracuse University, has 
been named executive director of me-
dia relations and university spokes-
person at George Washington Uni-
versity.

James D. Hogan, vice president for 
advancement at Mitchell Communi-
ty College, has been named assistant 
vice chancellor for engagement at 
Western Carolina University.

Chaitra Powell, African American col-
lections and outreach archivist at the 
university libraries at the University 
of North Carolina at Chapel Hill, has 
been named curator of the Southern 
Historical Collection at the Wilson 
Special Collections Library.

Demetrius D. Smith, special assistant 
to the vice chancellor for equity, di-
versity, inclusion and student affairs 
at the University of Wisconsin at Eau 
Claire, has been named associate vice 
president for student affairs at the 
University of Georgia.

Faculty

APPOINTMENTS
The Rev. Calvin O. Butts III, a former 

president of the State University of 
New York at Old Westbury, has been 

named a visiting professor in the Ed-
ucational Leadership, Administration 
and Policy Division at Fordham Uni-
versity’s Graduate School of Educa-
tion.

Cynthia Osborne, an associate profes-
sor at the LBJ School of Public Affairs 
at the University of Texas at Austin, 
has been named a professor of early 
childhood education and public pol-
icy in the Peabody College of Educa-
tion at Vanderbilt University.

Deaths
Natalie Datlof, former executive direc-

tor of Hofstra University’s Cultural 
Center, died on December 12.

Russell Klyver Hobbie, a professor 
emeritus of physics at the University 
of Minnesota-Twin Cities, died on De-
cember 16. He was 87.

Nancy K. Klein, a professor emerita of 
education at Cleveland State Univer-
sity, died on December 11. She was 82.

John D. Manley, a Title IX pioneer 
and the first administrator of health, 
physical education, recreation, and 
athletics at what is now the Commu-
nity College of Baltimore County Ca-
tonsville, died on December 14. He 
was 94.

Julius S. Scott, a faculty member in 
the College of Literature, Science, and 
the Arts at the University of Michigan 
and author of The Common Wind: Af-
ro-American Currents in the Age of the 
Haitian Revolution (2018), died on De-
cember 6. He was 66.

E.O. Wilson, a professor emeritus at 
Harvard University who won two Pu-
litzer Prizes for his writing on the evo-
lution of behavior, died on December 
26. He was 92.
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Emerging needs require visionary professionals who are able  
to develop novel solutions. RIT alumna Allison Ritter leveraged  
her education in media arts and technology and theatre arts to 
create the position of Creative Director at IBM’s X-Force Command,  
where she runs realistic simulations to help clients respond to  
cybersecurity threats.

Cybercriminals won’t know what hit ’em.
Rochester Institute of Technology
rit.edu/futurefocused

future-focused.
We’re on to something

 RIT’s multidisciplinary education is tomorrow’s career advantage.
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