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SOMETHING UNUSUAL HAPPENED in Virginia last month. The new attorney general, Jason S. Mi-
yares, fired the general counsels for the University of Virginia and George Mason University. Giv-
en that Miyares is a Republican, and that the two counsels are Democrats, and that one of them, 
Timothy J. Heaphy, is currently on leave from UVa to serve as top staff investigator for the House 
committee looking into the January 6, 2021, attack on the U.S. Capitol, the dismissals seemed sus-
picious. A spokeswoman for Miyares insisted the decision had nothing to do with the January 6 

investigation. Whatever the case, I was most struck by something else she said: 
“The attorney general wants the university counsel to return to giving legal ad-
vice based on law, and not the philosophy of a university.”

The philosophy of a university. With one unremarkable phrase, the attorney 
general’s spokeswoman established a jarring binary: You can adhere to the rule 
of law, you can follow the philosophy of a university, but you can’t do both. She 
didn’t elaborate, and I won’t speculate. 

The doings in Virginia brought to mind the reporting of my colleague Jack 
Stripling, who has since 2015 chronicled the impact of Donald J. Trump on 
higher ed. Trump’s presidency, Jack writes in this issue’s cover story, launched 
a “multipronged offensive against many of the values and systems that have 
come to define a comprehensive liberal-arts education in the United States.” 
A year after Trump left office, that offensive shows no sign of abating. Indeed, 

skepticism and even outright hostility toward higher ed are now mainstream. Colleges have be-
come an exceptionally attractive political target. 

That reality has among other things fueled a fresh wave of legislative incursions into the class-
room. More than 120 bills aimed at banning the teaching of certain ideas about race and American 
history have been proposed in statehouses over the past year, 38 of which target higher ed, according 
to a new analysis from PEN America. (Ten bills have become law in nine states; 88 bills are still alive.) 

What does this fraught moment mean for higher ed, especially in an election year? “The stage 
has been set for a renewal of the culture wars,” Jack writes, “with colleges once again at the center.”

 — evan goldstein, managing editor
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cost-effective decisions, but 
they must weigh their abili-
ty to know more about their 
students against potential pri-
vacy risks. Learn how to pro-
tect, analyze, and act on the 
information you have.

Engaging with students’ par-
ents has become a major 
challenge for many colleges. 
Parents increasingly see 
themselves as consumers, 
and question the value  
of a college education. Exam-
ine how colleges navigate 
the crucial parental/family 
relationship.

If Americans were already 
skeptical that higher educa-
tion was worth the expense, 
the financial toll of Covid-19 
has made college an even 
harder sell. For institutions 
to thrive, leaders must figure 
out ways to attract new stu-
dents and keep the ones they 
have enrolled.

‘The Philosophy of a University’

New from the Chronicle Store

To find these and other Chronicle products, go to Chronicle.com/browse.

C

CHRONICLE PHOTO

https://store.chronicle.com/?cid=CSCHEFY20PRINT
https://store.chronicle.com/?cid=CSCHEFY20PRINT


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


IN THE END, Edward J. Blum got what he 
wanted — another chance to take down 
race-conscious admissions programs.

Last month, the Supreme Court agreed to 
hear two cases brought by Students for Fair 
Admissions, known as SFFA, against Har-
vard University and the University of North 
Carolina at Chapel Hill. Blum, a conserva-
tive activist who leads the group, said in 
a written statement that he hoped the Su-
preme Court, which has consolidated the 
two cases, would use them “to begin the 
restoration of the colorblind legal covenant” 
by ending the consideration of race in ad-
missions at all public and private colleges in 
the land.

Blum has lost every legal battle in his 
most recent campaign against race-con-
scious admissions. But is he poised to win 
the war?

Yes, a slew of pundits have proclaimed. 
After all, conservative justices hold a 6-to-
3 advantage on the Supreme Court, which, 
it’s fair to assume, will look skeptically upon 
even the limited consideration of appli-
cants’ race in admissions.

But the end of race-conscious admis-
sions is not a foregone conclusion, Arthur L. 
Coleman, co-founder and managing part-
ner at EducationCounsel, told The Chroni-
cle. “People are once again saying, ‘The sky 
is falling.’ Stop. We don’t know yet,” he said. 
“I’m not about to predict with any degree of 
certainty that this is the death knell for the 
consideration of race in admissions.”

Many observers were certain that they 
heard the bells tolling nearly 20 years ago 
when the Supreme Court heard two legal 
challenges to race-conscious admissions 
policies at the University of Michigan at 
Ann Arbor. But then, in 2003, a 5-to-4 ma-
jority upheld the Michigan Law School’s 
narrowly tailored consideration of race, in 
Grutter v. Bollinger. The justices ruled that 
the law school’s individualized review of 
each applicant — in which race was one 
of many factors considered — furthered 
a compelling interest in attaining educa-
tional benefits resulting from a diverse 
student body.

Handicapping the odds that the 
Supreme Court will strike down 
race-conscious admissions pro-
grams is tricky. Sure, it’s a fact 
that Chief Justice John Roberts 
is no supporter of racial prefer-

ences. In a 2006 dissent in a 
voting- rights case, he wrote: 
“It is a sordid business, this 

divvying us up by race.” 
And in his 2007 ma-

jority opinion in a 
case concerning 
racial diversi-
ty in schools, he 
wrote: “The way 

to stop discrimi-
nation on the basis of 

race is to stop discriminating 
on the basis of race.”

But Roberts may still hes-
itate before letting the end 

of an established practice 
— one that has been re-
affirmed over and over 
again for 40 years — be a 

part of his legacy. He may worry about how 
partisan such a decision would appear, le-
gal scholars have said.

In the end, which way Roberts votes 
might not matter so much. After all, Jus-
tices Samuel A. Alito Jr. and Clarence Thom-
as have previously written critically of 
race-conscious policies, and the three jus-
tices appointed by President Donald Trump 
— Neil M. Gorsuch, Brett M. Kavanaugh, 
and Amy Coney Barrett — have tilted the 
court to the right.

Even if the justices do uphold the prece-
dent, they could impose further restrictions 
on admissions offices when it comes to con-
sidering race, Liliana M. Garces, a legal and 
education scholar at the University of Texas 
at Austin, said. They’ve done so before.

In the 1978 decision in Regents of the 
University of California v. Bakke, for exam-
ple, Garces noted Justice Lewis F. Powell 
changed the justification of race-conscious 
decisions “from this goal of addressing the 
past discrimination” to a more limited goal 
of creating “a diverse student body given 
the educational benefits.”

Already, cases like the ones against Har-
vard and UNC are having a chilling effect 
on admissions officials, said OiYan Poon, 
an associate professor affiliate in the School 
of Education at Colorado State University. 
Even though it’s still legal, Poon said, “re-
search has found that there has been a dras-
tic rollback, voluntarily, from considering 
race in any way, shape, or form.”

If the court were to ban or weaken 
race-conscious admissions policies out-
right, “it would really tie the hands of ad-
missions officers and fundamentally shift 
the college-access agenda,” said Angel B. 
Pérez, chief executive of the National Asso-
ciation for College Admission Counseling. 
And the effects, he said, would be felt well 
beyond admissions offices: “For many stu-
dents, the first time they encounter people 
of difference is college. If we made institu-
tions less diverse, we would be hindering 
that. I worry about what that would mean 
for the nation.”

FIRST READS
Legal battle  |  Endemic times?  |  Pervasive problems  |  Enrollment exodus

Legal battle

Race-Conscious Admissions Under Threat

— ERIC HOOVER AND NELL GLUCKMAN
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FIRST READS

IT IS A PARADOXICAL TIME in the arc of the 
Covid-19 pandemic. On the one hand, re-
cord numbers of people, including on col-
lege campuses, are still being infected. Hos-
pitals are once again overwhelmed. Death 
counts, too, are high nationwide.

On the other hand, many colleges have 
highly vaccinated populations. The risk that 
those people will become severely ill with 
Covid is lower, broadly speaking, than it 
was before the advent of vaccines.

That contradiction — alarming trans-
mission coupled with the relatively low 
health risks to many people — means a 
persistent moment of flux. On campuses, 
the tried and true best practices, including 
widespread testing, sudden pivots online, 
and strict on-campus quarantines, are in 
many cases proving either inadequate or 
inappropriate.

So what Covid policies should colleges 
be using right now? Experts interviewed 
by The Chronicle said it’s still worth work-
ing to prevent infections among students, 
though there may be new limits to what col-
leges can do. Most experts interviewed said 
a “new normal” — in which Covid-19 is en-
demic, infecting people at lower levels and 
with less-catastrophic results — is on the 
horizon.

Many colleges are bent on operating in 
person, sometimes with modifications 
like starting the term with a few weeks of 
remote classes. Colleges have cited men-
tal-health concerns in welcoming students 
back. Some colleges have already moved 
their policies away from aiming to pre-

vent every possible infection, and toward a 
more individualistic approach. In Florida, 
public universities legally cannot mandate 
masks or vaccination. Without those cam-
puswide tools, the onus for reducing cases 
shifts to people’s personal choices.

“There’s a point at which you have to un-
derstand the reality that you’re in,” said Don-
na J. Petersen, senior associate vice president 
of the University of South Florida Health and 
leader of the university’s Covid-19 task force. 
“Early on, the imperative was to protect the 
whole community, and so it was important 
to get every individual to understand their 
collective needs to contribute to that solu-
tion. Now we’re at the point where you can 
be vaccinated, you can be boosted, you can 
do all of these things … if you don’t do them, 
well, that’s your choice.”

In a world dominated by the Omi-
cron variant, some colleges with stricter 
Covid-prevention rules are finding their 
processes are breaking down, or about 
to. Clemson University is working to cre-
ate an online form that students could 
fill out to help automate contact tracing, 
in part because so many students have 
tested positive that it’s no longer feasi-
ble for tracers to conduct long interviews 
with all of them, said Lior Rennert, an as-

sistant professor 
of biostatis-

tics who 
leads the 

Covid-19 public-health response there.
Earlier in the pandemic, Duke Universi-

ty’s protocol for pooling several coronavi-
rus tests before analyzing them made it into 
the Centers for Disease Control and Preven-
tion’s own in-house journal as an example 
of an effective and cost-saving way to test 
everybody on a college campus. To figure 
out who’s infected, administrators must 
individually test only those few pools that 
turn up positive, which saves on the chemi-
cals used in testing.

But pooling stops working efficiently when 
around 5 percent of your samples are posi-
tive, said Thomas N. Denny, chief operating 
officer of the Duke Human Vaccine Institute 
and leader of the university’s testing effort. 
Duke is getting close to that moment. “We’re 
at a transition point here,” he said, “where we 
can no longer do true containment.”

It’s unsettling to think of colleges scal-
ing back on isolation, contact tracing, and 
widespread testing just as cases are reach-
ing historic highs. But that appears to be the 
reality that colleges, and the country, must 
accept until the current surge abates. What 
happens after that? Experts say Covid will 
eventually become endemic in the United 
States, which means that the virus will still 
circulate, but won’t cause the big surges and 
society-wide disruptions that have charac-
terized the past two years.

At that time, colleges might look fairly 
normal again. They won’t need to conduct 
surveillance testing. Denny said he guessed 
that, for a year or two, colleges might still en-
try-test their students, but won’t do regular 
surveillance testing with the goal of catching 
asymptomatic students who have the virus.

In that way, colleges may mostly catch 
Covid cases when students get sick 
enough to go to the student health cen-
ter, where they might be tested for an ar-
ray of illnesses, such as the flu and Covid. 
Student-health providers could follow 
the same processes they’ve developed for 
small outbreaks of infectious diseases, 
which include contact tracing. After all, 
college has always been a highly social, 
congregated place — ripe grounds for the 
germs that pass between people. “Student 
health has had to deal with this for a long 
time,” said Rebecca L. Smith, an associate 
professor of epidemiology at the Univer-
sity of Illinois at Urbana-Champaign who 
advises campus leaders on Covid said. 
“They know how.”

JOAN WONG  
FOR  THE CHRONICLE

— FRANCIE DIEP

Endemic times?

A Covid ‘New Normal’ Is Coming
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FIRST READS

ON THE HEELS of firing its president last 
month, the University of Michigan an-
nounced a $490-million settlement with 
more than a thousand people who said they 
had experienced sexual abuse by Robert E. 
Anderson, a university physician.

Anderson, who died in 2008, treated stu-
dents and athletes at the university from 
the late 1960s until 2003, and was accused 
by a former student of sexual misconduct 
in a 2018 letter to Michigan’s athletic direc-
tor. The university began an investigation 
in 2020 that concluded last year, finding 
Anderson had demonstrated a “pervasive, 
decades-long, destructive pattern of sexual 
misconduct.”

News of the agreement came days after 
Mark S. Schlissel was abruptly fired as pres-
ident because Michigan’s board found he 
had engaged in an “alleged sexual affair” 
with an unnamed female subordinate. A 
third-party investigation, the board wrote 
to Schlissel, “revealed that your interactions 
with the subordinate were inconsistent 
with promoting the dignity and reputation 
of the University of Michigan.”

Schlissel’s ouster made national head-
lines in part because of his role adjudi-
cating another sexual-misconduct scan-
dal, this one involving allegations against 
Michigan’s former provost, Martin Phil-
bert, whom Schlissel fired in March 2020. 
(Michigan settled with eight of Philbert’s 

accusers for $9.25 million in November 
2020.)

In Schlissel’s interactions with the fe-
male subordinate, some said, he had vi-
olated a policy that he helped enact last 
summer in response to the Philbert case, 
which states that a supervisor “may not, 
implicitly or explicitly, initiate or attempt 
to initiate” an intimate relationship with 
a subordinate. The regents’ swift action 
against him — just over a month after they 
received an anonymous complaint against 
Schlissel — turned heads, and Schlissel’s 
actions drew broader questions about the 
culture at one of the nation’s top-ranked 
public universities.

To fix these cultural problems, Michigan 
will first need to reckon with its current re-
ality, said Nithya Arun, president of Mich-
igan’s Central Student Government. “The 
Schlissel case exemplifies how deeply root-
ed the culture is. If the leader of the univer-
sity was himself engaged in behaviors that 
are within the borders of sexual miscon-
duct, then I think we really have to do some 
introspection as a university,” Arun said. 
“There’s only so much that students and or-
ganizers can do, because the real decisions 
are made at the administrative level.”

Arun and other student leaders are turn-
ing their focus to the search for Michigan’s 
next president. (Mary Sue Coleman, who 
was president before Schlissel, has taken 
over on an interim 

basis, but officials have said a permanent 
replacement could be named by this sum-
mer. The university did not make Coleman 
available for an interview.) The student gov-
ernment has already released a list of goals 
it believes the new president should pursue, 
and Arun said it will also lobby for consis-
tent student representation in the search 
process.

Rebuilding trust will need to be a ma-
jor focus for administrators, said Allen P. 
Liu, chair of the Faculty Senate at Michigan 
and an associate professor of mechanical 
and biomedical engineering. As it stands, 
Liu said, “maybe there’s not enough trust in 
the system that people don’t go forward. Or 
when they do go forward, they don’t have 
the right outcome.”

Schlissel’s impropriety doesn’t inspire 
confidence, either. “Of all people, he should 
know” about the boundaries surround-
ing supervisor-employee relationships, Liu 
said. Indeed, much has been made of the 
fact that Schlissel, who as president over-
saw the university’s response to the Philbert 
case, has now been felled by his own mis-
conduct-related scandal.

But to conflate Schlissel’s actions with 
those of Philbert and Anderson is a mis-
step, said Liu and Claire Hao, a senior at 
Michigan and the 2021 editor in chief of The 
Michigan Daily. “I think it’s wrong to group 
Schlissel’s, though inappropriate, seeming-
ly consensual relationship with a subordi-
nate, with the clear cases of sexual assault 
by Anderson, by Philbert, by all of these 
other professors,” Hao said. In an analysis 
of Schlissel’s firing and the larger problems 
looming at Michigan that she published last 
month, Hao listed seven faculty members 
(not including Philbert) who had been ac-
cused of sexual misconduct since she en-
rolled at Michigan in 2018.

That much of that faculty misconduct 
has come to light through the media, Hao 
said, “reflects a failure in the University of 
Michigan’s reporting systems, investigato-
ry systems, in educating its faculty and staff 
about appropriate conduct.” And though 
her former publication played a large role in 
exposing some of those misdeeds, Hao said, 
at some point the stories of faculty miscon-
duct no longer held the same sway over her. 
“At least for me, every single time another 
story broke, it wasn’t even the same sense 
of shock as before, which is really terrible 
to say.” — MEGAN ZAHNEIS

Pervasive problems

Questions of a Toxic Culture at Michigan 
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Former Michigan 
football players speak 
to reporters about the 
sexual-abuse scandal. 
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FIRST READS

NEW DATA from the National Stu-

dent Clearinghouse Research Center 

provides a somber final tally of total 

college enrollment in the fall of 2021: It 

dropped 2.7 percent from a year earlier, 

a decline of 476,100 students.

Undergraduate enrollment, which was 

down at every type of institution, slipped 

by 3.1 percent — or 465,318 students — 

from the fall of 2020. The total decline 

among undergraduates since the fall of 

2019 — just before the pandemic hit — 

was more than a million students.

As colleges navigate their second full 

academic year of the pandemic — with 

some pivoting to online instruction as 

cases of Covid’s Omicron variant rise — 

undergraduates are “continuing to sit 

out in droves,” said Doug Shapiro, the 

center’s executive director.

One somewhat bright spot appeared 

in the center’s new report: The data 

show that freshman enrollment stabi-

lized in the fall of 2021, increasing 0.4 

percent. Four-year private nonprofit 

colleges added 11,600 students to lead 

that increase.

But enrollment for that group of stu-

dents still didn’t come close to what it 

was before the pandemic. The fall-2021 

freshman class was 9.2 percent smaller 

— about 213,000 students — than it was 

in the fall of 2019. And as the blogger 

Phil Hill observed, three universities 

with huge online enrollments shifted 

the results for the whole sector.

Enrollment at community colleges, 

still the hardest-hit sector since the 

pandemic began, dropped 3.4 percent 

in the fall of 2021 from the same time in 

2020. Since 2019, community colleges 

have lost more than 700,000 students.

Data from the center also show that 

enrollment fell in each of the five largest 

undergraduate majors at four-year 

colleges: business, health, liberal arts, 

biology, and engineering. Liberal arts, 

down 7.6 percent, declined the most.
— AUDREY WILLIAMS JUNE

Source: National Student Clearinghouse Research Center

Enrollment exodus

Colleges Lost More Than 475,000 Students in Fall

Top Majors See Enrollment Drops 
Undergraduate majors in the liberal arts and sciences declined by about 79,000 students, fueling the sharpest percentage drop among 
the top five majors at four-year colleges. 

Major Fall 2021 enrollment % change from a year earlier

Business, management, marketing, and related support 1,513,307 – 3.6%

Health professions and related programs 1,063,304 – 4.8%

Liberal arts and sciences, general studies and humanities 964,427 – 7.6%

Biological and biomedical sciences 594,879 – 4.2%

Engineering 562,129 – 3.6%

Undergraduate Declines in Every Sector 
Four-year private for-profit colleges, whose undergraduate enrollment was up 6.4 percent in the fall of 2020, saw the steepest decline 
among all sectors in the fall of 2021. 

Stabilized Freshman Enrollment  
After a 9.5-percent decline in freshmen in the fall of 2020, enrollment of those students was up slightly, fueled by private four-year col-
leges.

Fall 2021, % change from a year earlier

Fall 2021, % change from a year earlier

Public 4-year
Private nonprofit 

4-year
Private for-profit 

4-year Public 2-year Overall

– 3.6%

– 2.2%

– 11.1%

– 3.4% – 3.1%

Public 4-year

Private nonprofit 
4-year

Private for-profit 
4-year

Public 2-year Overall– 0.5%

– 21.1%

2.9%

0.4% 0.4%
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One year on, colleges still face attacks  
the former president helped inspire.

IN TRUMP’S ANGRY TIDE

A 
COUPLE OF WEEKS after a mob of Donald J. Trump’s supporters 
stormed the nation’s Capitol, Cathy Cox, then dean of Mercer Uni-
versity’s law school, convened a group of students on a Zoom call for 
what she described as a real-world lesson in contract law.

At issue was a mock courtroom at the Georgia university named 
for L. Lin Wood Jr., an alumnus, donor, and ardent Trump supporter. On so-
cial media Wood had increasingly trafficked in political conspiracy theories, 

and he had been accused of inciting violence. 
Not long before the Zoom call, Wood had taken 
to Parler, the conservative platform, with what 
sounded like a call to execute the vice pres-

ident, Mike Pence. “Get the firing squads ready,” Wood wrote. “Pence 
goes FIRST.” (Parler removed the post, Mediaite reported, and Twitter per-

manently banned Wood after the Capitol riot. Wood said he had engaged in 
“rhetorical hyperbole” and does not believe in violence.)

Wood is a well-known defamation lawyer who represented Richard Jewell, 
the security guard wrongly accused of planting a pipe bomb at the 1996 At-
lanta Olympics. By the time of the Mercer dean’s Zoom call, however, Wood 
had become better known as something else: a chief propagator of Trump’s 
baseless claims that the 2020 presidential election was stolen.

BY JACK STRIPLING

DAVID PLUNKERT FOR THE CHRONICLE



Cox, a former Georgia secretary of state who is a Democrat, told the 
students on the Zoom call that she was worried about Wood’s mental 
health. “I’m no psychologist or psychiatrist,” she said, “but it is real-
ly troubling to me to see the significant sort of downturn.” Since the 
previous summer, Cox said, Wood’s Twitter account had gone “from 
the supercharged Trump supporter, to the angry Trump supporter, 
to the insane, to the violent tweets.”

None of that, though, changed a fundamental fact: When Wood, 
in 2016, committed to donating $1 million to the law school, Mercer 
agreed to put his name on a courtroom, the dean said. There was no 
stipulation in the gift contract, the dean explained, that said Wood’s 
name would remain on the courtroom “as long as we think you’re a 
reputable lawyer.”

The day before the Zoom call, Wood texted the dean. He was angry, 
Cox told the students, to learn that discussions were underway about 
taking his name off the courtroom. Then, something remarkable and 
extremely awkward happened on the call. Wood chimed in.

“I am on the call,” Wood revealed. “And I am embarrassed for the 
profession of law that you’re practicing right now.”

Calm in tone, Wood commanded the floor. He waxed between air-
ing his frustrations with the dean — “You have slandered me in this 
meeting,” he said — and offering up for her review a bevy of right-
wing conspiracies. Might I send you, Wood inquired, evidence re-
lated to Hillary Clinton “with respect to the adoption of children 
through Jeffrey Epstein”? (Baseless claims of a global pedophile ca-
bal are central to the QAnon conspiracy.)

Wood, who had recorded the call, later posted the audio on his 
Telegram page. In an accompanying post, Wood wrote, “These young 
students have been brainwashed. Academia has been corrupted by 
the Communist influence.”

Wood did not respond to an email or a voicemail left at his law of-
fice. Cox, who is now president of Georgia College, did not respond 
to an interview request. William D. Underwood, Mercer’s president, 
also declined an interview through a university spokesman, who 
said in an email, “We’re not making any public comments about the 
Lin Wood matter.”

In the days after the Capitol riot, Wood’s Zoom bomb at Mercer 
was an easy story to miss. With the fate of the Republic appearing to 
hang in the balance, the matter of the Lin Wood courtroom at a pri-
vate college in Georgia seemed of little consequence. But it pointed 
toward a larger issue with far-reaching implications for higher edu-
cation. The conspiratorial thinking at the core of Trump’s movement 
now permeates a segment of society that colleges and universities 
cannot avoid or ignore.

Over the course of Trump’s four years as president, colleges and 
universities were often on their heels. The president’s disdain for 
“elites,” his skepticism of science, his loathing of political correct-
ness, and his targeting of diversity and inclusion programs amount-
ed to a multipronged offensive against many of the values and 
systems that have come to define a comprehensive liberal-arts ed-
ucation in the United States. Few seemed to think those criticisms 
would fully recede after Trump left office, but the past year has 
shown that the defining features of “Trumpism” are now deeply ab-
sorbed into the politics surrounding higher education.

A slew of bills in state legislatures seek to ban the teaching of “di-
visive concepts” on matters of race. Idaho lawmakers, angered over 
social-justice programs at Boise State University, recently cut its bud-
get by $1.5 million as a penance. Last summer a controversy erupted 
over whether Nikole Hannah-Jones, lead author of “The 1619 Project” 
— one of Trump’s favored political targets — was worthy of tenure at 
the University of North Carolina at Chapel Hill. In Florida, conserva-
tive university board members and Gov. Ron DeSantis — a Repub-
lican who is widely viewed as Trump’s kindred spirit, if not his rival 
— have made plain that public-university presidents have no power 
to mandate masks or Covid-19 vaccinations, even as the universities’ 
own medical experts urge them to do so.

Whether they are inspired or emboldened by Trump, or merely of 
like mind, a host of lawmakers, trustees, and donors have proved in 
the last year to be effective and willing foot soldiers in a war that the 
former president so effectively waged on higher education. Different 
in tactics and scope, all of those efforts are predicated on the notion 
that colleges and universities are tools of liberal indoctrination that, 
at long last, must be reined in. While not new, this line of criticism 
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A mock courtroom in Mercer U.’s law school named for L. Lin Wood Jr. — an 
alumnus, donor, and ardent Trump supporter — became a real-world lesson in 
contract law after the January 6, 2021, Capitol riot.

C



has been infused with a take-no-prisoners style of politics that, a 
year ago, brought the country to the brink.

Colleges have always been subject to the nation’s shifting political 
tides. But professors, lawmakers, and policy experts see something 
different taking shape — an embrace in the political mainstream 
of what once might have been fringe positions. Colleges are con-
fronting what it means to exist in a post-Trump world, one in which 
the likes of Lin Wood stand just outside the gates, waiting to burst 
through the barrier like the Kool-Aid man.

R
YAN D. ENOS thought he could stop it. This can’t happen at 
Harvard, he told himself.

In the days after the Capitol riot, Enos, a professor of gov-
ernment, sent a letter to Lawrence S. Bacow, pleading with 
Harvard’s president to adopt “minimum standards” for 

those the university would permit within its ranks. Surely, Enos said, 
Harvard could draw the most basic of lines, barring from affiliation 
anyone who had aided in the storming of the Capitol.

“If we do not insist that those at Harvard do not try to overturn the 
free and fair votes of other citizens or that they would not encourage 
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“ The whole Make America Great 
Again theme is a culture-war theme. 
This is a very common theme, 
actually going back to Nixon, that 
the ’60s wrecked everything.”
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At his second inauguration, in 1973, Richard Nixon said, “At every turn we have been beset by those who find everything  
wrong with America and little that is right,” words that could just as easily have come from Donald Trump.



the violent overthrow of our own gov-
ernment, then we have no standards 
at all,” Enos wrote.

Days later, Harvard announced that 
Rep. Elise Stefanik, an alumna, would 
be removed from an advisory commit-
tee at its Institute of Politics because 
she had made baseless claims about 
voter fraud. Stefanik, who had refused 
when asked to step down voluntari-
ly, described the removal as a “badge 
of honor,” and used the moment to 
double down on a broader critique of 
higher education.

“The Ivory Tower’s march toward a 
monoculture of like-minded, intol-
erant liberal views demonstrates the 
sneering disdain for everyday Amer-
icans,” she said in a statement, “and 
will instill a culture of fear for stu-
dents who will understand that a con-
servative viewpoint will not be tolerat-
ed and will be silenced.”

Enos was gratified by Stefanik’s re-
moval, which he thinks his letter may 
have helped to prompt. But the profes-
sor and the congresswoman are un-
likely bedfellows in at least one respect: 
Both say that political imbalance in ac-
ademe is a problem. Long-term trust in 
higher education, Enos said, is threat-
ened by the dearth of conservatives in 
the professoriate and the perception 
that colleges are hostile to Republi-
cans. But that imbalance is even more 
difficult to change in the current politi-
cal environment, he said.

“The belief that the election of 2020 
was stolen and that these rioters were 
legitimate in what they did is becom-
ing very pervasive in the Republican 
Party,” Enos said. “So if I’m saying we 
should wall those people off, what I’m 
saying is that we’re going to wall off a 
really significant portion of people in 
the United States — essentially a real-
ly significant portion of conservative 
people. And that’s a real problem.”

Excising insurrectionists could be 
tricky business. Jonathan Zimmer-
man, a professor of the history of ed-
ucation at the University of Pennsyl-
vania, has argued that such purging 
calls to mind Cold War hysteria over 
Communism that imperiled academic 
freedom. “The real threat isn’t a horde 
of evil Trumpers clamoring at our 
gates,” he wrote for The Review. “It’s 
our quest to root out the enemies of 
democracy, which never ends well for 
the university.” (Responding to that 
criticism, Enos argued that fear of a 
slippery slope “does not mean we are 
paralyzed from doing what is right.”)

Views of Joe Biden’s legitimacy 
as president remain starkly divid-
ed along partisan lines. Just 27 per-
cent of Republicans say Biden was the 
rightful winner of the 2020 presiden-

tial election, compared with 94 per-
cent of Democrats, Bright Line Watch 
reported.

At the same time, people across the 
political spectrum are losing faith in 
higher education, but Republicans 
substantially more so than Demo-
crats. A survey by Gallup, released in 
2018, found that less than half of re-
spondents expressed a “great deal” or 
“quite a lot” of confidence in higher 

education. The gap between the major 
parties was 23 points, with just 39 per-
cent of Republicans expressing con-
fidence, compared with 62 percent of 
Democrats.

These forces — a polarized elec-
torate and eroding faith in high-
er education, particularly among 
conservatives — are converging in a 
powerful way that positions colleges 
as exceptionally appealing political 

targets. The stage has been set for 
a renewal of the culture wars, with 
colleges once again at the center.

B
EFORE TRUMP’S ELECTION, An-
drew Hartman, a history pro-
fessor at Illinois State Univer-
sity, had spent years thinking 
about the fractious debates 

that had dominated American  
politics between the 1960s and the 

1990s. When he finished writing A 
War for the Soul of America: A Histo-
ry of the Culture Wars, in 2014, Hart-
man had concluded that the culture 
wars that peaked in the ’80s and ’90s 
were no longer central to the nation’s 
political preoccupations. Americans 
still disagreed about hot-button is-
sues like abortion, evolution, and af-
firmative action, but Hartman  
theorized that two historic events 

had eclipsed those concerns: the ter-
rorist attacks of September 11, 2001, 
and the 2008 financial crisis. The na-
tion’s politics were not consumed, for 
example, as they had been in the late 
’80s with the fate of the Western can-
on at Stanford University.

But then Trump burst onto the 
scene in a bright, red MAGA hat.

“The whole Make America Great 
Again theme is a culture-war theme,” 

Hartman said in a recent interview. 
“This is a very common theme, actu-
ally going back to Nixon, that the ’60s 
wrecked everything. That’s really part 
of the Trump appeal and why that slo-
gan worked.”

In his book, Hartman credits the 
social movements of the 1960s, which 
took root on college campuses and 
gave birth to disciplines like Black 
studies and women’s studies, with 
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stoking fears among conservatives 
that the nation as they knew it was 
under threat. But the changes they 
feared, Hartman argues, had already 
come to pass. “They grew wary of ‘an 
assault on Western civilization’ only 
after the barbarians had crashed the 
gates,” Hartman writes. “The radical 
political mobilization of the ’60s — 
civil rights, Black and Chicano Power, 
feminism, gay liberation, the antiwar 

movement, the legal push for secular-
ization — destabilized the America 
that millions knew.”

Faced with that destabilization, 
conservatives attacked curricula that, 
in their view, overemphasized the 
shortcomings of the American exper-
iment and undervalued its successes. 
As Hartman notes in his book, Rich-
ard Nixon gave voice to that concern 
in his second inaugural address, on 

January 20, 1973. “Our children have 
been taught to be ashamed of their 
country, ashamed of their parents, 
ashamed of America’s record at home 
and its role in the world. At every turn 
we have been beset by those who find 
everything wrong with America and 
little that is right.”

Nixon’s words might just as easi-
ly have come from Trump himself, 
who, in 2020, issued a call for “patriot-

ic education.” In service of that goal, 
Trump created, by executive order, 
the 1776 Commission, an 18-member 
group led by Larry P. Arnn, president 
of Hillsdale College, a conservative 
Christian college in southern Michi-
gan. The commission’s subsequent re-
port was described in a White House 
news release as a “rebuttal of reckless 
‘re-education’ attempts that seek to 
reframe American history around the 

idea that the United States is not an 
exceptional country but an evil one.”

The commission created what 
might be viewed as a template for bat-
tles that have taken shape in the year 
since Trump left office. Its very name 
— the 1776 Commission — appears 
to be a direct response to The New 
York Times Magazine’s “1619 Project,” 
a multimedia series that explores the 
history of slavery and its legacy in the 

United States. The controversy sur-
rounding the project, which has been 
praised as an overdue historical cor-
rective and criticized for inaccuracies, 
has made Nikole Hannah-Jones, the 
project’s driving force, a frequent tar-
get of right-wing critics. It was against 
that backdrop that Hannah-Jones’s 
candidacy for tenure at Chapel Hill 
created a national firestorm.

Before Trump, it may have been dif-

ficult to envision so many Americans 
invested in the outcome of a single 
tenure decision. But it felt unsurpris-
ing and inevitable in his wake.

T
HE HANNAH-JONES CONTROVER-

SY was just one flashpoint in a 
continuing debate that Trump 
fueled as president, about how 
history and race should be dis-

cussed, from kindergarten through 
college. Trump intensified and fur-
ther politicized those arguments, not 
only with the 1776 Commission, but 
also with another executive order that 
he issued around the same time. The 
order, “Combating Race and Sex Ste-
reotyping,” prohibited federal-grant 
recipients from holding diversity 
training “rooted in the pernicious and 
false belief that America is an irre-
deemably racist and sexist country.”

As president, Biden swiftly dis-
banded the 1776 Commission and re-
voked the order on diversity training. 
But the spirit of Trump’s orders lives 
on in legislation that has been passed 
or is under consideration in states 
across the nation. A bill in Oklaho-
ma, for example, would forbid teach-
ing “components of the 1619 Project.” 
The legislation would also prohibit 
“any teaching that America has more 
culpability, in general, than other na-
tions for the institution of slavery; 
that one race is the unique oppressor 
in the institution of slavery; that an-
other race is the unique victim in the 
institution of slavery.”

Janai S. Nelson, incoming pres-
ident and director-counsel of the 
NAACP Legal Defense and Educa-
tional Fund, said she is troubled by 
moves to eradicate certain ideas 
and texts from the classroom, rather 
than encouraging students to engage 
with them analytically. “That is an 
erasure of history,” she said. “That’s 
an erasure of memory. And that is a 
recipe for national delusions.”

Jim Olsen, the state representa-
tive who introduced the Oklahoma 
bill, did not respond to an interview 
request. In December he told KOCO 
News 5, an ABC affiliate, that he want-
ed “to assure that our young people 
are taught our history, properly and in 
proper context.”

Under the Oklahoma legislation, 
colleges could lose up to 10 percent of 
their state dollars for failing to comply 
with its dictates. That sort of threat is 
reminiscent of what happened in Ida-
ho last year, when lawmakers cut Boi-
se State’s appropriations in response 
to social-justice programming they 
deemed problematic. Ostensibly, the 
cuts were a form of punishment, said 
Chris Mathias, a Democratic state 
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representative. In reality, though, lots of lawmakers, including 
Mathias, signed onto the cuts in recognition that, if they failed 
to do so, other work couldn’t get done, Mathias said. Right-wing 
critics had successfully “hijacked” the state’s agenda, Mathias 
said, making Idaho’s most pressing political issue the matter of 
political correctness at Boise State.

Mathias, a former Boise State administrator and Idaho’s only 
Black lawmaker, credits Trump in large part for inspiring law-
makers to take up wedge issues in higher education, likening the 
former president to a rocket booster that separates from a space 
shuttle in flight.

“He was that fuel tank that got us off from Cape Canaver-
al,” Mathias said. “But once you hit lower space, you don’t need 
Trump anymore. The ship can do what it was designed to do. 
And I think the ship was designed to attack any institution that 
doesn’t perpetuate ultraconservative narratives of American 
greatness.

“Look, I’m a military veteran, so I don’t take claims of indoc-
trination lightly,” Mathias continued. “I don’t want people be-
ing raised to hate America. But I’m also someone who realizes 
that the mythmaking of the far right about what makes Amer-
ica great is pretty limited in its understanding of how we got to 
where we are today and what it’s going to take moving forward.”

A
T HER HOME near Mercer University, Cathren Page can see 
a “Let’s Go Brandon” sign on her neighbor’s lawn. Page, 
a law professor at Mercer, isn’t sure whether the sign, 
which references an anti-Biden rallying cry, went up be-
fore or after she put a “Black Lives Matter” sign in her own 

yard.
“People who live in a city in a solid Blue State, they’re not  

confronted with these issues in their daily lives to the same extent,” 
Page said.

Driving through Georgia, she continued, “you see the big 
Trump billboards and the bumper stickers, and I would say it 
feels threatening.”

Page thinks a lot about Trump, and not just because she still sees 
his name on billboards in Georgia. Her scholarship focuses on “ap-
plied legal storytelling,” the study of how narratives — ethically or 
unethically — can be used to persuade. Trump, whom Page views 
as a master of plainspoken storytelling, has proved a rich text for the 
professor. His arguments are particularly seductive, she said, be-
cause they often suggest that scholars like Page overthink things. 
Trump’s appeal to gut-level common sense is tempting to embrace, 
Page said, because it means that doing the hard work of interrogating 
something like systemic racism isn’t necessary; instead, it’s probably 
bad for you.

“We professors come in, and we use big words and long sentenc-
es, and Trumpism has a solution for that. It makes us out like we’re 
a bunch of Charlie Brown teachers,” Page said, mimicking a car-
toonish “wah wah wah” voice. “If we teach nuances like systemic 
causation, before we get to the second sentence, Trumpism rolls its 
eyes and dismisses it as lacking common sense. It has an easy answer 
— a label that you can slap on things, like ‘Fake News’ — in order to 
dismiss without getting into the details or getting into a debate about 
what the actual facts are.”

The appeal of Trumpian logic, one that sees thorough analysis as 
potentially pernicious, has outlived his presidency, Page said, and 
professors are up against it every day. “He still has a base that ad-
heres to that paradigm,” Page said, “and it’s that paradigm that we’re 
at war with.”

Even in Trump’s absence from office, Page can’t let go of him as a 
subject worthy of scholarly attention. “It’s insidious, and I fear him,” 
she said. “And at the same time, and I think this encapsulates part of 
the problem, I’m fascinated with him.”

After the Capitol riot, Page was among more than 900 law profes-
sors to sign a letter calling for Trump’s immediate removal from of-
fice. Often against her own better judgment, she said, she speaks 
out on politically sensitive topics. But Page clammed up when asked 
about the Trump-infused controversy at her own law 
school. She could not talk about the courtroom named 
for Lin Wood at Mercer, she said, and she asked that 
The Chronicle “explicitly mention” that she had not 
done so.

Page would not elaborate on why she could not talk 
about the matter. Nor did a university spokesman re-
spond to an email asking if faculty members had been 
forbidden to discuss the courtroom. Whatever the rea-
son, it is glaringly clear that talking about the long tail 
of “Trumpism,” in relation to a specific campus issue 
or a specific donor, can be combustible.

Historians and old political hands tend to describe 
Trump along a continuum. The philosophies he es-
pouses, and the rhetorical tactics he employs, aren’t 
entirely new to domestic politics. But there is some-
thing enduring about Trump that has kept higher edu-
cation, in particular, on the defensive.

“I’m very careful about blaming Donald Trump,” 
said Terry W. Hartle, senior vice president for gov-
ernment relations and public affairs at the American 
Council on Education. “I think this started before him; 
it’s outlasting him.”

Less an everyday presence, but still looming large, 
Trump is a significant-enough figure to make people 
question whether he represents a return to something 
old or the birth of something new. Like the complex 
problems he might prefer to cut through, it turns out 
Trump is a bit of both.

Jack Stripling is a senior writer at The Chronicle, where he covers  
college leadership, particularly presidents and governing boards.

“ We professors come in, and we use 
big words and long sentences,  
and Trumpism has a solution  
for that. It makes us out like we’re  
a bunch of Charlie Brown teachers.”
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Once hailed as a visionary,  
Joe Tsien fell under  

federal investigation. 

He says he’s a victim of bias,  
but his story doesn’t add up.

BY DANIEL GOLDEN AND JEFF KAO

A Scientist
Without a Country 



O
N SEPTEMBER 9, 1999, David Letterman entertained millions of television viewers by riff-
ing on a scientific breakthrough that had made an obscure Princeton assistant profes-
sor famous overnight. The late-night host’s top-10 list of “Term Paper Topics Written by 
Genius Mice” — including “A Socio-
logical Study of Why Cats Suck” and 

“Outsmarting the Mousetrap: Just Take the 
Cheese Off Really, Really Fast” — saluted Joe Z. 
Tsien’s achievement in genetically engineering a 
mouse to learn faster and adapt better to chang-
ing conditions.

As the years passed, Tsien’s fame faded. Then, 
like hundreds of other scientists at U.S. univer-
sities, he found himself in the cross hairs of a 
federal crackdown on China’s theft of Ameri-
can research and expertise. His employer, the 
Medical College of Georgia at Augusta Univer-
sity, and the National Institutes of Health, one 
of his main funders, accused him of failing to 
disclose positions and funding in China, as well 
as his participation in China’s lucrative — and 
controversial — Thousand Talents recruitment 
program. The university removed his endowed 
chair, reassigned him to a smaller lab, and 
blocked him from sending his genetically modi-
fied mice to a professor in Shanghai who want-
ed to study them.

A naturalized U.S. citizen, the 59-year-old Tsien 
hasn’t been charged with any crime. But when 
he went to China to visit his ailing father in October 2019, FBI and Department of Homeland Security 
agents seized his laptop and two cellphones at Atlanta’s airport. Since his dean didn’t authorize the 
trip, the university stopped paying Tsien’s salary. He resigned the next month and sued the universi-
ty for employment discrimination. He hasn’t returned to the United States for fear of being arrested.
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After problems at Princeton and Boston U., Joe Tsien’s final stop in U.S. higher 
education was at the Medical College of Georgia, at Augusta U.



The federal purge has spurred criticism for ensnaring researchers 
who didn’t stray outside accepted practices and whose universities 
were or should have been aware of their foreign moonlighting. Tsien 
portrayed himself as one such casualty, and he emphatically denied 
allegations that he had misled his university and federal authorities. 
Although the Georgia university system said that it had disciplined 
him for “legitimate, nondiscriminatory, and nonretaliatory reasons,” 
he complained that he had been singled out because he is Chinese. 
His treatment by federal agents and the medical college, he wrote, 
“makes me appreciate much better what Jewish people had suffered 
and felt under Hitler’s Nazi rule.”

Tsien has attracted prominent sympathizers. “He is a terrific scien-
tist, extremely well trained and really creative,” said Thomas Südhof, 
a Nobel Prize-winning neuroscientist at Stanford who has known 
Tsien for 20 years. “I believe he is 100 percent honest. Sometimes he 
is a bit overenthusiastic, and that may have gotten him into trouble 
occasionally. But he would be unlikely to commit any kind of infrac-
tion of the standard practices of science.”

Augusta University records, Chinese media reports, and obscure 
filings tucked away in Chinese and American courts, plus conver-
sations with Tsien and his friends and colleagues in both countries, 
tell a more complicated story. They show that Tsien is far less a vic-
tim than he asserts, and that he concealed key aspects of his deal-
ings, including efforts to seek and commercialize Chinese patents for 
American- funded research.

The documents and Tsien’s associates depict him as an ambi-
tious outsider in both his native and adopted countries, part schem-
er and part dreamer. There was no indication that he was aiming to 
help China or its government at the expense of the United States. His 
goals appeared to be personal: to advance himself and his family.

Tsien’s career spanned the arc of American higher education’s re-
lationship with China. He flourished in an era when U.S. universities 
were eager to attract Chinese students and team up with Chinese in-
stitutions. The American institutions looked to professors educated 
in China, like Tsien, to guide them. But as the United States perceived 
China as a growing economic threat, what American academe had 
once celebrated as fruitful collaborations came to be condemned 
as “conflicts of commitment,” and Tsien’s penchant for skirting the 
rules and undermining his own prospects caught up with him.

Even before his downfall, his career was one of the more turbulent 
in the annals of neuroscience. Brilliant and charming, but quick to 
take offense and indifferent to other people’s opinions of his ideas, he 
tended to alienate the powerful scientists and administrators whom 
he most needed to cultivate. In the end, Tsien proved more adept at 
dealing with mice than men.

P
EOPLE WHO KNOW TSIEN say his difficulty in reading social sig-
nals may stem from a disrupted childhood. The Cultural 
Revolution, Mao Zedong’s brutal campaign to impose ideo-
logical purity, was the central event of Tsien’s youth. His 
family — his father was a clerk, his mother an accountant — 

was relocated from the city of Changzhou to a small village.
“Those of us who come from the Cultural Revolution, we don’t 

have political skill,” said one longtime friend who requested ano-
nymity. “Not only him, me too. There’s a lack of skill in dealing with 
complex human relationships.”

Still, Tsien made the best of his new surroundings. Roaming the 
countryside, “I became fascinated by how dragonflies can fly and 
suddenly stop in midair, or how ants navigate and search for food 
and then find their way home.”

His high school, run by a fabric factory primarily for employees’ 
children, was less than stellar, but he supplemented it with after- 
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school classes in mathematics and physics, and he passed the na-
tional college-entrance exam. As a sophomore biology major at East 
China Normal University, in Shanghai, he helped out in a neurophys-
iology lab. The “pop” of pigeons’ neurons firing in electrical pulses, 
converted to sound by an oscilloscope, “made me hooked to the mys-
tery of the brain.” After graduating, in 1984, he became a research 
assistant on a beer-fermentation project. “My daily duty was to inoc-
ulate yeasts in the evening and taste beers in the morning.” He took 
advantage of the nap time allotted for hangover recovery to study 
English and apply to American graduate schools.

He earned his Ph.D. from the University of Minnesota in 1990, fol-
lowed by postdoctoral study at Columbia under Eric Kandel, who 
would go on to win a Nobel Prize, and at the Massachusetts Institute 
of Technology under Susumu Tonegawa, who had already won one. 
He married another China-born researcher in 1987, and they had two 
sons before divorcing in 2011.

At Columbia and MIT, Tsien studied memory and learning by manip-
ulating genes in rodents’ brains. His first breakthrough came when he 
developed a method to delete a particular gene in a region of the brain 
that was vital to memory. Mice without the gene proved more forgetful.

Moving to Princeton as an assistant professor in 1997, Tsien took a 
different approach — zeroing in on a gene, called NR2B, that was be-
lieved to be related to memory and injecting it into mice. The result 
surpassed his expectations. In August 1999, he announced he had 
created a smarter mouse, which he nicknamed “Doogie,” after Doo-
gie Howser, the precocious hero of a television medical drama. His 
research made the cover of Time. The New York Times, ABC News, the 
BBC, and other media hailed his achievement, and the journal Sci-
ence chose it as one of the top 10 breakthroughs of 1999.

People in China noticed too. Tsien’s alma mater, East China Nor-
mal, awarded him $300,000 in 2001 for his “imaginative research 
on learning and memory” and for “promoting academic exchange 
and collaboration between ECNU and Princeton neurobiologists.” 
Tsien then collaborated on research at East China Normal, which 
reimbursed his travel expenses. In 2002 it supplied him with a 
1,200-square-foot apartment in Shanghai, according to filings in his 
divorce case. He stayed there when he was in Shanghai, and his par-
ents lived there. He also brought some of East China Normal’s faculty 
members and students to Princeton as visiting scholars.

Shirley M. Tilghman, then Princeton’s president, congratulated him 
on “this major recognition from your own university” and praised 
his work in a commencement address. Given Tilghman’s tributes and 
his high-profile publications in prestigious journals, he seemed like a 
shoo-in when he came up for tenure, in 2004. Instead, the confiden-
tial proceedings became contentious, according to faculty members 
who requested anonymity. Many colleagues in the molecular-biology 
department backed Tsien, but some complained that he had oversold 
his research findings or didn’t care enough about teaching. Tsien said 
he had received favorable evaluations from students.

Tsien believes that his mentors, Kandel and Tonegawa, whom 
Princeton would most likely have consulted, weighed in against him. 
Tonegawa had been upset that Tsien, who had begun genetically 
modifying mice at MIT, did not list him as a co-author on the “smart 
mouse” article. Also, against Tonegawa’s wishes, Tsien had taken 
transgenic mice from MIT to Princeton to launch his own lab.

“This project started while he was here,” Tonegawa told the New-
ark Star-Ledger in 1999. “MIT has at least partial ownership. What is 
made in the lab usually belongs in the lab. … I couldn’t say [Tsien] is 
one of the most collegial or cooperative persons.” When contacted, 
Tonegawa declined to comment. “Since Joe Tsien left my lab years 
ago, we have not been in touch at all,” he wrote.

Tsien said that Tonegawa didn’t deserve credit and was jealous of 



his acclaim. Kandel did not respond to requests for comment.
Two Princeton faculty members said they had heard that Kandel 

and Tonegawa opposed Tsien. “Joe seems to have a pattern of excep-
tionally good relationships with important people, and then having 
them end up feeling betrayed by him in some way,” one said.

Ultimately, Tsien was denied tenure. It was a devastating blow. “I 
have learned what it meant to be the victim of your own success,” he 
said. Years later in Georgia, nostalgic for the scene of his greatest tri-
umph, he would tie Princeton Tigers balloons to the cages of his ge-
netically altered mice.

T
HE SAME ACCOMPLISHMENTS that had seemed to assure Tsien’s 
future at Princeton made him a coveted free agent. David 
Farb, chairman of pharmacology at Boston University’s med-
ical school, lured him there with a professorship at a “very 
high” salary, a newly renovated lab, and at least $750,000 in 

research funding that had once been ticketed for Farb’s own work.
“I was in my glory,” Farb recalled. “Everyone said, ‘I can’t believe 

you recruited someone like Joe Tsien from Princeton.’”
Opinions shifted when Tsien began quarreling with medical- 

school administrators over how much of the cost of housing his 
mice should be borne by BU and how much by his NIH grants. Tsien 
heightened the tensions by accusing BU officials of discriminating 
against him because of his race, a claim that Farb didn’t believe: “I 
thought it was a cheap shot.”

The animal-experimentation committee criticized Tsien for leav-
ing mice too long in the lab rather than returning them to the vivar-
ium. “He was a big shot,” Farb said. “He felt like, ‘Why are they both-
ering me with this trivia?’” Farb advised Tsien to be more vigilant, 
and the pharmacology chair appointed a compliance officer to moni-
tor Tsien’s lab and expenditures.

“I felt very badly” about the conflicts, Farb said. “I thought he was a 
good faculty member. For myself personally, I was being demonized 
as this department chair who brought in somebody who was spend-
ing all this money. People who had been strong supporters of the re-
cruitment turned against it.”

Tsien said that his disagreements with the BU administration had 
been “minor,” and he didn’t recall the details. Regarding the mice, he 
said they had to be kept undisturbed in the neural-recording rooms for 
days to measure their long-term memory. The committee disrupted 
the experiments for several weeks, he said. “The event left a bad taste.”

Tsien’s frequent travels to Shanghai very likely magnified the re-
sentment. Many researchers in his lab came from China and were 
funded by its government. Farb wondered about the relationship, but 
he decided that on the whole it benefited the school.

“I’d see the papers published and try to figure out, ‘Is this a 
pharmacology- department publication?’” Farb said. “Is it the Shang-
hai institute” at East China Normal where Tsien helped train faculty 
members? “I didn’t know. Are they the same mice? Nobody was real-
ly asking at the time. Maybe they were totally separate. It was a Wild 
West. I was looking at it as a good thing. Joe is giving us a bridge to a 
big lab in China. Talented people are coming to the department on 
their own money. Who was I to raise questions? What am I going to 
say but: ‘Congratulations, Joe, you’re a great hire. You have four big 
NIH grants’? I liked him. Some people didn’t.”

F
OUNDED IN 1828, the Medical College of Georgia is part of the 
state-university system and one of the nation’s oldest and larg-
est medical schools. It capitalized on Tsien’s discontent, re-
cruiting him to Augusta in 2007. Tsien received a $250,000 
salary, a $2.5-million startup fund for his research, and up to 

$300,000 a year to cover the cost of 1,100 to 1,200 mouse cages. The 

key draw was a $10-million commitment from the Georgia Research 
Alliance, a nonprofit created by state leaders to lift the economy 
through scientific discovery. It paid for a $3.6-million lab designed to 
monitor brain activity in mice, including eight recording rooms.

Tsien was named one of the research alliance’s eminent schol-
ars and was appointed co-director of a new Brain and Behavior 
Discovery Institute at the Medical College of Georgia. He was giv-
en funding to hire three junior and three senior faculty members. 
His office adjoining the lab was cluttered with books, awards, and 
mementos, including a cage containing a battery-powered, furry 
mouse with blinking red eyes — an allusion to the discovery that 
had made him famous.

The Georgia Research Alliance’s support also included $1 million 
to develop a colony of transgenic rhesus monkeys in China. Tsien 
planned to replicate his experiments on intelligence and memory 
with monkeys, which are closer to human beings in evolutionary 
terms than mice are. But it was hard to obtain approval in the Unit-
ed States to genetically alter primates, and monkeys were cheaper 
in China. So he planned to inject genes into monkeys at the Banna 
Primate Model Animal Center, in the Xishuangbanna prefecture of 
Yunnan province in southwest China. He would then ship half of 
the monkeys to Georgia, where the alliance had allotted $500,000 
for a second colony, for more experiments. He described the Banna 
center as an important research institute with roots dating to the 
early 1980s.

The medical college backed the international project. “We believe 
that his efforts in China will prove to be mutually beneficial,” the col-
lege’s then dean, Douglas Miller, wrote to the National Natural Sci-
ence Foundation of China in 2010. “Therefore we endorse, with great 
enthusiasm, Dr. Tsien’s collaborative research projects” at Banna.

Tsien’s China connections aided other professors at the med-
ical college. Two colleagues had shown that curcumin, a yellow 
substance in curry powder, could help in treating cerebral hemor-
rhages. But there was a practical barrier; curcumin wasn’t easily 
absorbed in the stomach. “You have to eat a lot of curry to get the 
benefit,” one of the scientists said. Tsien put them in touch with re-
searchers at East China Normal, who manufactured more-soluble 
curcumin compounds. East China Normal and Augusta jointly pat-
ented the discovery.

The university’s then president, Ricardo Azziz, valued Tsien’s net-
work in China. Like many presidents at the time, Azziz was eager to 
increase his university’s visibility and attract international students 
by gaining a foothold there. He approached Tsien, described the goal 
of building a globally competitive university, and urged him to help. 
Tsien began reaching out to colleagues in China, paving the way for 
Azziz to meet them.

In the next few years, Tsien accompanied Azziz on three trips to 
China. He gave “very clear advice about what would benefit our in-
stitution,” Azziz recalled. “He kept the interests of our university 
as his focus.” Tsien acted as interpreter and cultural guide, making 
sure that the president didn’t commit any faux pas. At his suggestion, 
Azziz brought gifts for their hosts, such as coffee mugs or hats with 
the university’s logo — but not clocks, which in China are considered 
bad luck. Since Azziz found the expensive chopsticks supplied at for-
mal dinners too slippery, Tsien began carrying a pair of cheap, dis-
posable chopsticks in his pocket. When he thought no one was look-
ing, he would swap them in for Azziz.

The chopsticks diplomacy paid off. A partnership with the Shang-
hai University of Traditional Chinese Medicine led to the 2014 open-
ing of a Confucius Institute on the Augusta campus. Partly funded 
and staffed by China, the institute not only taught acupuncture and 
other techniques, but it also offered instruction in martial arts and 
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Chinese music, and sponsored events for the Mid-Autumn Festival.
Concentrating on his brain research, and without expertise in 

Chinese medicine, Tsien had no desire to be the institute’s founding 
director. But Azziz couldn’t find anyone else, and Tsien reluctantly 
accepted the position. His second wife, whom he had met while she 
was a grants coordinator at East China Normal, became the insti-
tute’s global-affairs coordinator. In addition, Augusta and East China 
Normal signed a five-year “friendship and cooperation” agreement 
in 2016, envisioning student and teacher exchanges, joint confer-
ences, and cultural events.

T
SIEN’S TALENTS also impressed the U.S. Army. John Parmen-
tola, the Army’s director of research and laboratory manage-
ment from 2001 to 2009, was seeking to expand its neurosci-
ence research. After reading Tsien’s July 2007 cover article in 
Scientific American, “The Memory Code,” Parmentola invited 

him to speak at an Army science conference. Tsien then appeared 
in a video funded by Parmentola’s office, “The Science of Victory,” 
about the importance of research to the military. The relationship 
led to the Pentagon’s funding research by Tsien about how blast in-
juries and post-traumatic stress disorder affect the brain.

“He’s clearly a gifted and talented individual, and that should 
really be the focus of who he is and why his work is so import-
ant,” Parmentola said.

In his Georgia office, Tsien proudly displayed a coin 
Parmentola had given him, which commemorated his 
speech at the Army conference. Even on his visits to 
China, Tsien couldn’t hide his affection for his adopt-
ed country. To the apparent dismay of Chinese offi-
cials, he rhapsodized about American freedoms, 
especially the rights to vote and to own a gun. 
Tsien had collected a dozen guns — hand-
guns, pistols, shotguns, and an antique So-
viet rifle — and he liked to shoot at a range 
on weekends.

“You don’t ever have to worry about 
the government coming after you,” Tsien 
would tell the Chinese administrators.

The Chinese “were getting uptight,” said 
Shawn Vincent, a former vice president for 
partnerships at the university’s affiliated 
health system, with whom Tsien also went to 
China. “You could see the government people look 
at each other. … Their eyes all got big. I just thought he couldn’t nec-
essarily read the room.” When Vincent warned him to be careful, 
Tsien laughed it off.

D
ESPITE HIS CONTRIBUTIONS as a China liaison, Tsien’s status 
at the medical college depended on his research. Unfortu-
nately, one of his big projects — the monkey colonies — was 
misfiring, in both China and the United States. Several Ban-
na researchers he had trained left for a neuroscience insti-

tute in Shanghai. The Georgia facility needed more funding, but the 
economic downturn and increasing animal-rights protests against 
monkey research doomed it.

At the same time, his scientific curiosity was leading him deep-
er into the mysteries of the mind. His attention shifted from the 
genetic experiments that had made his reputation to the basic de-
sign underlying intelligence and memory. His recordings of elec-
trical impulses in mouse brains stimulated by various traumatic 
events showed patterns of activity among groups of neurons, which 
he called “cliques.” One day in 2014, he had an epiphany: A simple 

mathematical equation could describe how the cliques organized 
themselves into the building blocks of brain computation — and 
ultimately explain how the brain generates abstract concepts and 
knowledge. The implications of what he called the “Theory of Con-
nectivity” bowled him over.

Staking his career on this sweeping theory, though, was a con-
siderable risk. It was outside his specialty and hard to prove. Sure 
enough, top journals such as Nature, Science, and Cell rejected his 
manuscripts, although they were ultimately published in other re-
spected peer-reviewed journals.

His pivot from practice to theory affected his research funding, 
much to the university’s consternation. His grants dropped from 
$1,657,981 in 2009 to $536,350 in 2017, according to the universi-
ty. “Joe had a lot of grant dollars at one point,” Vincent said. “Some 
of those were starting to go away. I do remember … whispers” and 
words of caution from colleagues. “If you want to be safe, you stay 

within the guardrails.”
Tsien was vulnerable for another reason. Although he 

stepped down as soon as a successor was found, his 
brief time running the Confucius Institute on cam-

pus was unlikely to endear him to the U.S. gov-
ernment. The institutes were starting to 

draw criticism as outlets of Chinese- 
government propaganda or poten-

tial listening posts for spies.
Augusta’s institute 

sparked immediate 
pushback from 

officials at nearby Fort Gordon, which was 
becoming a nerve center for U.S. intelligence. The National Se-
curity Agency had a major operation there, and in December 
2013 the U.S. Army Cyber Command named Fort Gordon as its 
new headquarters.

“We got pressure from friends at Fort Gordon who were concerned 
about our growing ties with China,” recalled Azziz, who resigned in 
2015. “I explained this was a cultural thing.”

The university couldn’t afford to alienate Fort Gordon officials. Its 
9,600 students include about 285 veterans and active-duty service 
members whose tuition is subsidized by the U.S. government, and its 
Office of Military and Veteran Services helps them adjust to college. 
Its fast-growing master’s program in intelligence and security stud-
ies benefits from its proximity to the NSA and Cyber Command.

Fort Gordon’s dismay was echoed nationwide as attitudes toward 
China shifted. The number of Confucius Institutes in the United 
States has plummeted from more than 100 in 2017 to about 30, ac-
cording to the National Association of Scholars. Augusta’s shut down 
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in 2019. As for the friendship agreement with East China Normal, 
nothing came of it, and it was not renewed.

As the relationship between Beijing and Washington grew increas-
ingly tense, federal agencies that funded research began scrutiniz-
ing applicants with ties to China. The NIH, which had long encour-
aged collaborations with China, learned from the FBI in 2016 that 
an Asian faculty member at the University of Texas M.D. Anderson 
Cancer Center, in Houston, had broken the rules by showing federal 
grant proposals he was reviewing to other researchers. The NIH ex-
amined grant applications and found that some researchers it fund-
ed weren’t disclosing dual appointments at Chinese universities. In 
August 2018, Francis S. Collins, who was director of the NIH, wrote 
to universities and academic medical centers, cautioning them that 
grant applicants and awardees “must disclose support coming from 
foreign governments or other foreign entities.” Augusta University, 
which relied on the NIH for 60 percent of its research funding from 
2016 through 2021, had to pay attention.

I
N MARCH 2018, the dean of the medical college, David Hess, told 
Tsien that the Department of Homeland Security had been ask-
ing about his frequent travel to China. Hess officially eliminated 
Tsien’s brain-research institute, which the university had stopped 
funding in 2013, and laid off his administrative assistant.

The following February, Tsien was called into Hess’s office. The 
dean read aloud a letter to Tsien from the university’s vice president 
for human resources. “Recently it has come to our attention that you 
appear to currently hold two employment positions in China that 
create the potential for conflicts of interest,” the letter stated. The 
university was launching an “immediate investigation.” While it 
was undertaken, the university banned him from business travel or 
working off campus.

Hess also instructed Tsien to fill out the university’s required an-
nual conflict-of-interest form. In his more than a decade at the med-
ical college, Tsien had never completed the form, which asked about 
outside income, activities, and business ownership. And, apparent-
ly, no supervisor had reminded him to. Hess said that oversight of 
the forms was divided among several offices, and that most faculty 
members filled them out.

“If I go 80 miles per hour on the highway and no one catches me, 
I’m still breaking the law,” Hess said.

Tsien said that he hadn’t received the conflict-of-interest forms. Nu-
merous articles in the Chinese media about him cited affiliations that 
— if accurate — most likely should have been disclosed on university 
forms. One said that he was a Thousand Talents Program expert and a 
funded professor at East China Normal University, and that a team led 
by Tsien had developed a drug-screening device that was recognized 
by the Chinese Ministry of Public Security and displayed at the Inter-
pol General Assembly held in Beijing in September 2017. In 2018, Tsien 
was described as a director of a neuroscience research center in Xi’an.

A
S THE GEORGIA UNIVERSITY’S INVESTIGATION of Tsien’s connec-
tions to China ramped up, other scientists’ careers were also 
being derailed. Since November 2018, when the U.S. attor-
ney general Jeff Sessions announced a “China Initiative” to 
combat economic espionage, the Department of Justice has 

criminally charged at least 25 researchers who were not employed by 
industry. Most of them worked at universities and allegedly commit-
ted fraud or made false statements in connection with unreported 
income or affiliations in China.

Some of the cases have fallen apart, spurring criticism that they 
amounted to racial profiling. In July the Biden administration 
dropped charges against five visiting researchers who had been 

accused of hiding ties to China’s military. After the trial of An-
ming Hu, a former University of Tennessee at Knoxville nanotech-
nology professor accused of hiding his part-time teaching posi-
tion in Beijing from NASA, ended in a hung jury, the Department 
of Justice sought a retrial. In September, a federal district-court 
judge acquitted him. Judge Thomas A. Varlan ruled that Hu had 
not intended to deceive NASA, which is restricted by Congress 
from funding collaborations with China, and that there was “no 
evidence that NASA did not receive exactly the type of research 
that it bargained for.” The university then offered to rehire him.

In another setback for the China Initiative, federal prosecutors this 
month dropped charges against Gang Chen, an engineering profes-
sor at MIT who had been accused of concealing ties to the Chinese 
government and its talent-recruitment programs. The Justice De-
partment did achieve a notable triumph in December, when a federal 
jury convicted Charles M. Lieber, a former chair of Harvard’s chemis-
try department, of lying about his participation in the Thousand Tal-
ents Program. Lieber’s lawyers have said he plans to appeal.

While the criminal cases have attracted the bulk of media atten-
tion, actions by federal agencies that fund academic research, and 
by universities themselves, have affected far more professors. In 
April 2021, Michael Lauer, the NIH’s deputy director of extramural 
research, told Congress that more than 100 scientists had been re-
moved from the “NIH ecosystem.”

By November the NIH had expressed concern to institutions about 
228 scientists with possible problems related to foreign interference. 
Of them, 191, or 84 percent, were found to be linked to a “serious viola-
tion.” More than 60 percent, a total of 141, were excluded from receiv-
ing NIH grants, including 90 who were fired or quit their jobs. Only 11, 
or 5 percent, were cleared. More than three-fourths of the 228 scien-
tists identified themselves as Asian, and China was the “country of 
concern” in 210 cases, or 92 percent. Almost half of the cases originat-
ed with the NIH, universities self-disclosed nearly 30 percent, and the 
rest were referred by the Department of Justice or the FBI.

Lauer said that the NIH does not discriminate against research-
ers of Chinese descent. Most of the NIH’s cases involve scientists 
born in China, he said, because China’s aggressive brain-gain pro-
grams such as Thousand Talents offer expatriates generous sti-
pends, cutting- edge labs, and other incentives for full-time or part-
time work at Chinese universities.

Thousand Talents contracts give a Chinese university “at least 
some rights” to inventions developed in the United States, and they 
may also require participating scientists to keep their work in Chi-
na secret, according to a 2019 report by the U.S. Senate Permanent 
Subcommittee on Investigations. Of the 228 scientists identified by 
the NIH, 124, or 54 percent, allegedly did not disclose funding from 
talent programs.

Despite pushback from Asian American-rights groups and some 
universities, Lauer expects the focus on China-related conflicts of 
interest to continue. “There was no change going from Obama to 
Trump, and we aren’t seeing any change from Trump to Biden,” he 
said. Both parties in Congress, he said, have encouraged the NIH to 
be aggressive. Proposed legislation would restrict federal-grant re-
cipients from participating in Chinese talent-recruitment programs.

Lauer declined to discuss specific professors. Still, he acknowl-
edged that many of them had come to the NIH’s attention because, 
far from concealing their Chinese backing, they credited it in their 
published articles. “It’s actually in their scientific papers, but their 
[U.S.] universities didn’t notice it,” he said.

Lauer insisted that the NIH still encourages international partner-
ships. But “there’s a difference between collaboration and decep-
tion,” he said.
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S
OME CHINA-BORN PROFESSORS don’t trust the NIH to recognize 
that difference. One morning last October in the halls of the 
Medical College of Georgia, a scientist from China lamented 
the crackdown. “Nothing we can do,” she sighed. “Nothing 
we can do. I’m a very conservative person. I follow the rules. I 

do not have any collaboration in China.”
She said she still had Chinese researchers in her lab — for now. 

“Everyone is scared. The U.S. is no lon-
ger welcoming them.” If they go else-
where, she said, American science 
would suffer. “Most Chinese students 
work very hard. No matter how good your 
ideas are, you need good people.”

Faculty opinion was divided about Tsien. 
“What happened to Joe was awful, and it 
speaks to the climate here,” one said. “If they 
can squeeze someone of his stature out, what 
would they do to me?” Another said that Tsien had 
doomed himself by denouncing the investigation 
and “throwing bombs” at administrators.

Tsien wasn’t the only neuroscientist at the medi-
cal college with ties to China. Professor Darrell Brann 
agreed to participate in a Chinese recruitment program, 
the Hebei Foreign Experts Hundred Talents Plan, as a vis-
iting professor at the North China University of Science and 
Technology, for about $70,000, according to Chinese media re-
ports. Brann reported receiving $36,500 from North China in 
2017 and 2018 on his Augusta conflict-of-interest form.

Tsien’s lawsuit cited the university’s failure to investigate Brann, 
who is white, for joining the talents program as evidence of anti- 
Asian discrimination against Tsien. “Dr. Brann was not the subject 
of a conflict-of-interest investigation because such investigation was 
not warranted,” the university responded in a filing.

Brann declined to comment, but a person close to him described 
what had happened. A postdoctoral researcher in Brann’s lab at Au-
gusta had connected Brann with a former mentor at North China. 
Brann then became associated with North China, which eventual-
ly asked him to run a major lab. Uncomfortable with this larger role, 
Brann ended the relationship before receiving the entire $70,000.

Oil paintings of the deans of the medical college dating to the 
long-bearded Lewis Ford, who later served as a surgeon in the Con-
federate Army, lined the hallway to Hess’s office. Hess, a defendant in 
Tsien’s lawsuit, declined to talk about him or the case. Still, he sup-
ported Brann. “I’m sure he followed the rules,” the dean said.

Hess acknowledged that the NIH’s attitude toward collaborations 
with China had changed, and that the college’s success is tied to 
NIH funding: “If those grants are taken away … we have to make it 
up.” But that very reliance, he said, ensures that the college doesn’t 
discriminate against researchers of Chinese descent, because they 
bring in a third of the school’s NIH money.

“There’s no discrimination against our Chinese American sci-
entists, I assure you,” Hess said. “We’d be crazy to. They’re super- 
productive.”

A
S THE ALLEGATIONS against him accumulated, Tsien swatted 
them away, denying that he had taken any undisclosed in-
come from China. The affiliations uncovered by university 
investigators, he insisted, were unpaid, were speculation by 
Chinese media, or were partnerships under his internation-

al Brain Decoding Project — another of his big ideas. As for Thou-
sand Talents membership, he acknowledged the title but not the 
money. “I did not take personal financial support or talent research 

funding from it,” he told Augusta. A university in Yunnan, he said, 
applied to Thousand Talents on his behalf around 2011, offering him 
a three-month visiting professorship. He declined the position and 
arranged for the funds to go to the Banna institute.

Those defenses were effective. In its final report on his case, in De-
cember 2019, a month after Tsien resigned, Augusta conceded that it 
couldn’t substantiate that he had accepted money from China. And 

while it contended that 
his frequent travel to China — 
12 trips totaling 228 days from July 1, 
2016, to January 31, 2019 — had affected his 
research funding and productivity, it acknowledged 
that the medical college had approved his absences.

The case against him came down to six patents in China on 
which Tsien was listed as an inventor under his Chinese name, Zhuo 
Qian. The patent applications were filed without Augusta’s approval 
between 2011 and 2015. Reviews by the university’s Office of Innova-
tion Commercialization and by an outside patent lawyer it had con-
sulted found that the patents were “identical to or derivative from” 
Tsien’s research at Augusta and that it was likely that he had “partic-
ipated in the filing of the Chinese patents and provided the informa-
tion necessary.” And since Augusta, as his employer, owned or co-
owned the research, and the university had not been told about the 
Chinese patents, his actions allegedly constituted theft of intellectu-
al property. If he had not quit, the report concluded, he would have 
been fired.

The patents related to a technique of measuring and imaging 
changes in heart and respiration rates remotely, without attaching 
sensors. Meng Li and Fang Zhao, two researchers in Tsien’s lab, de-
veloped the technique under his guidance, with funding from the 
Georgia Research Alliance, as part of his effort to determine how long 
mice remember traumatic events such as falling or being shaken in 
a jar. The technique was patented in the United States, with Tsien, 
Meng Li, Fang Zhao, and Yi Qian, director of the Banna Biomedical 
Research Institute, listed as inventors. Augusta University and the 
Banna institute co-own that patent.

The Chinese patents did not mention the medical college. All six 
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were co-owned by the Banna Dadu Yunhai Intelligent Technology 
Development Company. The Banna Biomedical Research Institute 
shared five. So did the Shanghai Institute of Criminal Science and 
Technology, which took an interest in the research because technolo-
gy that can identify variability in physiological rates could be use-
ful for improving lie detectors.

Like Tsien, Fang Zhao was listed as an inventor on 
all six Chinese patents. Her husband, Meng 
Li, was listed on five. By 2019, when the 
university was investigating 
Tsien, they had left his lab 
and were work-

ing at Harvard Universi-
ty. One day, two FBI agents knocked on the 
door of their apartment in Cambridge, Mass., and inter-
viewed them for 45 minutes, mostly about Tsien. The agents politely 
asked about his travel to China, focusing on the patents. Did he apply 
for them? Had he commercialized them? Was Zhuo Qian his Chinese 
name? “We answered all the questions we know,” Fang wrote in an 
email. “However, this incident made us feel uncomfortable.”

The U.S. Department of Justice declined to comment on Tsien, say-
ing that it does not discuss active investigations, or confirm or deny 
whether there is an investigation.

T
SIEN said that he wasn’t involved in seeking the China pat-
ents. In a carefully phrased response to Augusta, he wrote 
that the Chinese institutions had sought the patents “based 
on their own work and resources. … I was not officially ap-
proached for any written consent or given an opportunity to 

read their applications before they filed the patents.”
His co-inventors had done most of the research in China or on 

their own time, he wrote, and his contribution had been limited to 
“some nonessential, generic comments to them.”

If he had participated in filing the patents, he said, he would nev-
er have used his Chinese name, which was legally invalid because 
he had changed it to Joseph Z. Tsien when he became a U.S. citizen. 
He suggested that the other inventors had included him on the pat-
ents out of gratitude for “getting them acquainted with each other at 
social gatherings in China,” or because of his luster as a scientist. He 
also shared a “declaration letter” from the law firm in China that had 
handled the patent applications, attesting that “we received no doc-
ument signed by Joseph Tsien or Qian Zhuo.”

In recent years, more than twice as many patent applications 

have been filed in China as in the United States. From the local lev-
el up, the government in China has often rewarded applicants with 
subsidies or job promotions. It seemed possible that such incen-

tives had prompted Banna or the co-inventors to apply without 
Tsien’s knowledge.

But an obscure paragraph in Tsien’s own answers to the uni-
versity undermined his defense. He wrote that one of the other 
inventors, Yi Qian, was his sister, and that she, his mother, and 
his mother-in-law were all partners in Dadu, along with Meng 
Li and Fang Zhao. The company, Tsien wrote, “manages or-
ganic tea farms and offers tea, traditional Chinese medicine 
products, health/wellness, and cosmetic products,” raising 
the question of why it would co-own patents related to re-
search on heart rates.

While Tsien had mentioned to a reporter that he had a 
sister, he hadn’t said that they worked together or shared 
a patent. “My sister mostly lives with my parents in Yun-
nan province, where weather is … more suitable for elder-
ly, and she also manages her organic tea farm there,” he 
had written months before. Now he added that she was 
trained in mechanical engineering and “helped us to ex-
pand the remote measurements” beyond mice to fish, 
pigs, elephants, and newborn Chinese babies. (His sister 
did not respond to a request for comment.) The ethics 
board at the Banna Biomedical Research Institute ap-
proved the measurements of infants, which were taken 
by videocamera.

Tsien’s disclosure that his sister and mother had 
stakes in a company that co-owned his Chinese patents 

appeared to be at odds with another response he had giv-
en to the university. Its conflict-of-interest form, which Hess 

had ordered Tsien to fill out in 2019, asked whether any imme-
diate family member was a full or partial owner of a business re-

lated to his “Institutional Responsibilities.” Tsien checked “no.”

O
NE of Tsien’s co-inventors contradicted his account. Fang 
Zhao said in response to emailed questions that Tsien not 
only knew about the patent applications but also initiat-
ed them. He “asked me to prepare the technique reports for 
him when I worked in his lab,” she wrote. She said that Tsien 

had asked his sister to apply for the patents. As for Tsien’s Chinese 
name on the patents, Fang Zhao said he always uses it in China.

She and Meng Li “have no idea that he has not reported these Chi-
nese patents to Augusta University,” Fang Zhao wrote. “Joe told us 
this is normal academic-cooperation activity which is allowed by 
Augusta University.”

Fang Zhao also described the Banna institute as a private orga-
nization run by Tsien, his sister, and his mother. That raised ques-
tions about Tsien’s relationship to the Thousand Talents Program. 
Tsien had said that he declined the Thousand Talents funding and 
arranged for it to go to Banna instead. But if Banna was controlled by 
his family, it seemed possible that he or his family had benefited di-
rectly or indirectly from the money.

Chinese records and media coverage showed that the three Ban-
na organizations had all been established around the same time and 
were all connected to Tsien and his family. Dadu started in 2010 with 
about $700,000 in seed money. There was also the Banna Primate 
Model Animal Center, which opened in 2008 with about $1.5 million 
in capital, contrary to Tsien’s description of it as a 40-year-old organi-
zation. The primate center, which owned a 20-percent stake in Dadu, 
appeared to be a precursor to the Biomedical Research Institute, 
which started in 2010 with more than $2 million.
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A lawsuit in China alleged that the Banna entities were tightly in-
tertwined — and linked to Tsien. A construction company sued Dadu, 
the biomedical institute, Tsien (by his Chinese name, notably), and 
his sister for nonpayment of roughly $800,000 of a $2.2-million con-
tract. According to the lawsuit, the personnel and finances of Dadu 
and the institute were commingled, and Tsien was the “actual control-
ler and investor.” Citing a lack of funds, the defendants had requested 
more time to settle their account, but they had still not paid in full. The 
case’s status or outcome was not clear because in 2019 a local judge 
moved it to another court, whose records were unavailable.

Tsien’s efforts to profit from the patents went beyond Banna. At a 
December 2018 meeting, he and his sister proposed establishing a 
“Brain Science and Artificial Intelligence Research Center” in Yuxi, a 
city of 2.6 million people in Yunnan, about five hours’ drive from Xi-
shuangbanna. The center’s products would include a remote drug- 
screening device covered by one of the six Chinese patents. Notes from 
the meeting on the Yuxi government’s website identified Tsien, again 
by his Chinese name, as dean of the Banna Biomedical Research Insti-
tute and his sister as its vice president. The Yuxi government agreed to 
embark on the project, with Tsien’s sister as a deputy team leader.

T
SIEN spun these new revelations as best he could. While ac-
knowledging that he had not always told the full story, he 
continued to distance himself from the Banna companies 
and the Chinese patents that they co-owned.

For example, he said that Dadu had been “established by 
a few of my relatives” but that he did not “provide the money.” His 
sister, he said, had worked for the China Resources Group, a state-
owned conglomerate, and then as an entrepreneur before manag-
ing the tea farm, and she had gotten rich enough to help found Dadu. 
“My family was poor when I was in high school or college,” he said. 
“Now everybody seems to be much better.”

The primate center’s origins did trace back to the early 1980s, he 
said, but the state government had planned to close it and devel-
op the real estate. “There was this very chaotic moment. I wanted 
to continue the primate research.” The center was reborn with his 
Georgia Research Alliance grant and local government money. The 
government then expanded it into the biomedical institute, which he 
described as a nonprofit organization with both public and private 
funding. He had donated the Thousand Talents stipend for construc-
tion of new buildings, such as a conference hall and a cafeteria, and 
didn’t personally profit, he said.

He denied the construction company’s contention that Dadu and 
the institute had commingled funds and that he controlled both en-
tities. “They put my name in because they think I’m American, I have 
money.” The company hadn’t been fully paid because it had “jacked 
up the price,” but the court had rejected the exorbitant sum, and the 
case was close to being settled.

Tsien acknowledged that the lawsuit and other documents in Chi-
na, like the patents, referred to him by his Chinese name. “Every-
body in China uses my Chinese name,” he said. “I stopped trying to 
correct them.”

He said he was aware that Meng Li and Fang Zhao wanted to ap-
ply for the patents. He had cautioned them that they had to abide by 
Augusta’s policies and that the work couldn’t be done in his lab, he 
said. “I told them, ‘You need to draw a line here.’” They followed his 
advice, he said. Once the Chinese patents came under scrutiny, Zhao 
and Li, as partners in Dadu, “may have unfortunately tried to shift 
blame,” Tsien said. Zhao did not respond to a request for comment.

He said he didn’t remember if he had instructed his sister to file the 
patent applications. Then he added, “It was a combination.”

Tsien maintained that he had no desire to commercialize the pat-

ents. Asked about the proposed Yuxi research center that would de-
velop the drug-screening invention, he sighed. “If that qualifies as my 
effort to commercialize, then yes, OK, I did try to commercialize,” he 
said. Although Yuxi was “a natural” location because drug addiction 
was rampant there, the center has not materialized, he said.

T
SIEN lives with his younger son and his sister’s children in 
a tree-lined Shanghai neighborhood in the apartment that 
East China Normal provided for him almost 20 years ago. 
His younger son works at a product-design company, and his 
niece works at a media-production company. His nephew 

goes to a better middle school than those available in Yunnan, where 
Tsien’s sister, Yi Qian, lives. The apartment’s other occupants are two 
German shepherds named Max and Duke.

He hasn’t seen his wife or their young daughter for more than two 
years. Because he had expected to be gone only a month — he had 
bought a round-trip ticket — they stayed behind in Georgia. He said 
he talks with them daily by WeChat. “Sometimes, I play silly with my 
daughter, such as posing as an elephant wearing a cowboy hat.” He 
speaks a couple of times a week with his older son, a graduate stu-
dent in computer science in the United States.

His reluctance to go back jeopardized his lawsuit in federal district 
court in Augusta. The university contended that it should be able to 
take his deposition in person, though remote depositions have be-
come more common in the Covid-19 era. A magistrate judge ruled on 
November 12 that “evading arrest is not a legitimate basis for seeking 
relief” and that Tsien had to appear in person to be deposed.

Marooned in China, Tsien has had time to reflect on his rise and 
fall in the United States.

“America is like a treasured rain forest in which reside all sorts 
of creatures,” he said. “One just needs to deal with a few mosqui-
toes and possibly snakes along the way to enjoy and appreciate its 
majestic beauty.”

Surprisingly, despite his many past affiliations with Chinese uni-
versities and institutes, Tsien is no longer working in higher educa-
tion. “I did get many invitations to give seminars but tend to decline 
most because I prefer to draw a line between my previous academic 
life and my current one, which gives a strange feeling that one may 
live twice,” he said.

Instead, he’s chief scientist at an artificial-intelligence startup in 
Shanghai, where he’s building a self-driving car operated by an al-
gorithm and hardware inspired by brain computation. By creating a 
smarter car, as he created a smarter mouse, he hopes to vindicate his 
Theory of Connectivity about the basis of human intelligence.

His departure from academe, though, may not be entirely by 
choice. One close friend said that Tsien, when he was riding high 
at Princeton, lorded his renown over Chinese researchers of lesser 
stature. Now the scientists who resented his condescension are in 
power at Chinese universities, and they have no desire to resusci-
tate Tsien’s career.

“He burned bridges in both countries,” his friend said. “To me, it’s 
a tragedy.” 

Daniel Golden is a senior editor at ProPublica. He is the author of 
Spy Schools: How the CIA, FBI, and Foreign Intelligence Secret-
ly Exploit America’s Universities (Henry Holt, 2017) and The Price 
of Admission: How America’s Ruling Class Buys Its Way Into Elite 
Colleges — and Who Gets Left Outside the Gates (Crown, 2006). 
Jeff Kao is a computational journalist at ProPublica who uses data 
science to cover technology.

This article was co-published with ProPublica.
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North Carolina’s radical  
college-affordability program  
saved one floundering university  
and helped two others grow. 

Will it last?

L
ESS THAN FIVE YEARS AGO, Elizabeth City State Uni-
versity was underwater.

The chancellor’s office had leaks in the roof — 
the result of years of deferred maintenance and 
hurricane damage. Trash cans caught the drip-

ping water when it rained. In front of the administration 
building, a swamplike field of retained water and dis-
eased trees greeted students near 
the main campus entrance.

With enrollment down 59 per-
cent, the 130-year-old historically 
Black university was on the verge of collapse. The insti-
tution saw four chancellors, two of them interim, in four 
years, amid a series of campus scandals that had wrecked 
morale. At one point, state leaders even considered clos-
ing the university for good.

It would take something unorthodox to save the insti-
tution: a first-of-its-kind college-affordability program 
called NC Promise.

 BY SARAH BROWN

Model or Fluke?



While costs are topping $75,000 a year at some universities, NC 
Promise lowers tuition to $500 per semester for in-state students and 
$2,500 for out-of-state students at three campuses in the University 
of North Carolina system. There’s no income limit, means testing, or 
any other red tape. The eye-catching price tag applies to any student 

enrolling at Elizabeth City State, the University of North Carolina at 
Pembroke, and Western Carolina University.

Normally cost-averse politicians are ponying up tens of millions of 
dollars — $66 million this year and $82.5 million next year — to pay 
for the program. “It’s sort of Bernie Sanders’s ideas brought to you by 
conservative Republicans,” said Steve Long, a former member of the 
governing board that oversees the system’s 17 institutions.

This investment in the state’s public colleges stands in striking 
contrast to other prominent statewide fights. NC Promise came from 
the same lawmakers who’ve been feuding with the UNC system for 
years — over what to do with Confederate monuments, how to han-
dle Covid-19 prevention measures, and whether to grant tenure to 
Nikole Hannah-Jones, the journalist who covers civil rights and ra-
cial justice.

When Republicans first proposed NC Promise, in 2016, it drew 
skepticism from the left. Two higher-ed researchers wrote that it 
“looks more like political posturing cloaked in the veil of access and 
affordability.” The Rev. William Barber, then head of North Carolina’s 
NAACP chapter, called the program “trickery” that could “drain and 
bankrupt” the universities. Fierce backlash led two HBCUs — Fay-
etteville State and Winston-Salem State Universities — to ask to be 
removed from the program.

Today, however, it’s hard to find much opposition to NC Promise. 
Enrollment is up at the three founding universities, including a near-
ly 50-percent jump at ECSU, and Fayetteville State will join the pro-
gram this fall. Campus leaders are profusely thanking the same Re-
publicans who were once accused of having ulterior motives.

Proponents say the economics are simple: The legislature has in-
vested in some of the state’s universities with room to grow, and they 
have done just that. Perhaps it’s a model for uplifting regional public 
colleges.
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But questions remain. During the pandemic, enrollment at the 
NC Promise institutions has plateaued. The low tuition is clear-
ly attracting transfer students but appears less effective at winning 
over first-year students. It’s too early to tell if the program is making 
the impact its founders intended: lowering student debt, increasing 
graduation rates, and spurring local economic growth.

The biggest question of all is whether it will end up outgrowing 
politicians’ willingness to pay for it.

T
HE FIRST THING that students and alumni say about Elizabeth 
City State University is that it’s a family. Classes are small, 
and faculty and staff members care.

But ECSU has always had challenges, like a lack of fund-
ing. Fewer than 30 percent of students graduate in four years; 

40 percent graduate in six years. And it feels far away. The rural, 100-
acre main campus, dotted with mostly red-brick buildings, is a mile 
and a half from downtown Elizabeth City, and the commercial fast-
food strip is more than two miles away.

What’s more, ECSU is in one of the most geographically isolated 
regions of the state. People typically don’t stumble upon ECSU by ac-
cident; some might forget it’s there. Only one small newspaper regu-
larly covers the town.

In the early 2000s, the university was doing OK. Enrollment was 
growing, reaching a high of 3,300 students in 2010. At one point, the 
dorms ran out of room.

Then came blow after blow: recession-related budget cuts, tighter 
minimum admission standards across the UNC system, and leader-
ship failures.

In 2013, Elizabeth City’s police department found that campus 
law enforcement had failed to investigate more than 100 crime re-
ports dating back to 2007, including 18 sexual-assault reports. The 
State Bureau of Investigation got involved, and the university’s 
chancellor resigned. A consultant’s review concluded that ECSU 
was out of compliance with the Clery Act, the federal campus-safe-
ty law.

Three years later, an audit commissioned by the UNC system 
found that ECSU officials were enrolling students who didn’t meet 
admission standards and doling out financial aid to students who 
didn’t qualify, in an apparent desperate attempt to stem enrollment 
losses. The findings led ECSU’s accreditor to send the university a 
formal public warning — which threatened the university’s access to 
federal financial aid.

As ECSU’s student body shrank — by hundreds of students each 
year — so did its budget. The number of full-time instructional facul-
ty members fell 40 percent between 2011 and 2016.

By the fall of 2016, ECSU enrolled just 1,357 students.
When Republicans assumed control of the North Carolina legisla-

ture, in the first half of the 2010s, they slashed higher-ed funding. But 
as the state recovered from recession-era budgets, Jim Blaine, former 
chief of staff for the state Senate’s top Republican, Phil Berger, said 
that Berger wanted to invest in the UNC system.

A few members of the UNC system’s board and state lawmakers 
were discussing what to do about Elizabeth City State and sever-
al other minority-serving institutions, given their declining enroll-
ments and low graduation rates, Blaine said. Campus closure was 
quickly nixed as a tenable option, he said.

In late 2015, Blaine’s wife whisked him away to Aruba, his first 
vacation in years. But they weren’t seated together on the plane 
ride there. So he had four hours of uninterrupted time to pore over 
spreadsheets and think about how Republicans could make their 
mark on higher ed.

Blaine said that Berger wanted to put the brakes on tuition increas-
es. He knew that North Carolina had an unusual state constitutional 
provision that required higher education to be as free “as practica-
ble.” He knew that university leaders wanted to increase degree at-

tainment and encourage more out-of-state students to come to North 
Carolina for college and stay after graduation.

He concluded that a state tuition subsidy for universities with 
room to grow — ECSU chief among them — wouldn’t cost the legisla-
ture that much. But it could go a long way.

A
S A FIRST-DOLLAR PROGRAM, where the state’s investment kicks 
in before federal aid and other sources of financial assis-
tance, NC Promise stands out. Several college-affordabili-
ty experts also said North Carolina is the one state program 
they’re aware of that applies to only a few hand-picked uni-

versities.
Nationwide, Promise programs are designed to increase col-

lege-going and make it more affordable, but they vary widely. The 
state-funded Tennessee Promise targets community colleges, as 

many legislative investments do. The donor-funded Kalamazoo 
Promise, in Michigan, targets one specific city and low-income 
school district and gives its students a scholarship to cover tuition 
and fees at public and eligible private universities in Michigan.

Some programs have income thresholds or requirements that stu-
dents maintain certain grades. NC Promise is striking in its simplici-
ty: low tuition, for everyone.

Of course, low tuition alone wouldn’t reverse ECSU’s troubles. The 
campus also had to be the sort of place that students would want to 
come to, said Karrie G. Dixon, who became chancellor in 2018.

“If I’m trying to sell this institution to a prospective family,” Dixon 
said, “if they came into my office and saw that I was catching water 
in trash cans in my office, what would they think about the campus?” 
So she set out to make some cosmetic fixes.

Early in her tenure, several buildings got exterior touch-ups. Flow-
ers were planted, and the grass was cut. The swamp in front of the 
administration building became a usable field for recreation and 
events.

Aviation science, the university’s marquee academic program, was 
moved from a gray, drab building with narrow windows to a glassy, 
modern facility that stands out on the western edge of campus, 
dubbed the STEM Complex. Soon, thanks to state funding, aviation 
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science will have its own brand-new building to house its simulation 
labs and other training spaces for aspiring pilots, air-traffic control 
officers, and drone operators.

The carpet in the chancellor’s office suite used to be green, Dix-
on said, and some of the walls were pink. Now the whole admin-
istration building is decked out in blue and white, the university’s 
colors. A tall blue banner flashing $500 and $2,500 price tags greets 
visitors as they walk in: “Have you heard about North Carolina 
Promise?”

To really take advantage of NC Promise, the university also needed 
to have an enrollment strategy. Cognizant that the number of high-
school graduates in the immediate region was declining, ECSU staff 
fanned out farther across the state, hoping to draw more students 
from as far away as Charlotte, a five-hour drive.

“The $500 tuition may not mean as much to incoming first-time 
freshmen,” Dixon said. “But it means a lot to their parents.” Residential 
students are still on the hook for fees, room, and board, but Pell Grants 
and other financial aid can cover much of that cost, Dixon said.

The university also tried to market heavily to adult learners, vet-
erans, and, above all, transfer students. Early on, Dixon traveled to 
seven nearby community colleges. The effort resulted in revamped 
transfer agreements, which enabled students to more easily come 
to the university after receiving their associate degrees. Students 
who commute to campus or take online classes only have to pay for 
the sharply discounted tuition and two mandatory fees.

Every ECSU student interviewed on campus on a recent morn-
ing knew about NC Promise, though many out-of-state students had 
only learned about it when they got to campus. It wasn’t a chief deci-
sion-making factor for Marqkieta Augustine, a first-year student from 
Louisiana who came to ECSU to study aviation. Though it was a plus: 
“You’re telling me the tuition is $2,000? Great!”

But for Charity Bond, NC Promise was the draw. Bond, a transfer 
student majoring in social work, learned about the program while 
earning her associate degree at Richard Bland College, a two-year in-
stitution in Virginia. “That’s why I commute so far,” said Bond, who 
lives in Williamston, N.C., about an hour’s drive away.

Within a year of NC Promise’s low tuition’s taking effect, ECSU’s 
enrollment was up nearly 20 percent.

In an interview, Dixon described NC Promise as a game changer. 
But Dixon herself was a game changer, too — especially at a universi-
ty where faculty and staff members had become accustomed to see-
ing chancellors quickly walk out the door.

Dixon was clear and straightforward, warm but not emotive, as 
she explained why she took on the difficult task of leading ECSU. She 
talked matter of factly about doing what needed to be done. “It was a 
call to duty,” she said. She had spent a decade at the UNC system as 
a top academic and student-affairs official, and she knew what was 
going on at ECSU. She said that Margaret Spellings, then the system’s 
president, told her: “I need your help.”

“No one wants to see any of our UNC institutions fail,” Dixon said.
Dixon said she’s excited to continue proving to the state legisla-

ture how well NC Promise is working, and how good an investment 
ECSU is.

With a $140-million windfall approved in the new two-year state 
budget, ECSU is getting the kind of money that makes some people 
on campus wonder: Is this real?

P
HIL BERGER visited ECSU in the spring of 2021. As North Caro-
lina’s state Senate president walked around the campus, he 
asked himself: Would I feel comfortable leaving my kids here 
for their college experience?

“The answer was no,” Berger said. The facilities weren’t 
up to par because of “what we felt was neglect over the years” at the 
state’s HBCUs, he said. That’s why the legislature, full of one-time 
money from federal Covid-relief legislation, invested so much in 
 ECSU’s infrastructure in the latest budget.

But Berger is proud of how much good NC Promise has already 
done. He noted that the program also froze all UNC-system stu-
dents’ tuition at the same level for four years, and created a new 
merit scholarship for North Carolina A&T State University and 
North Carolina Central University, two other HBCUs. “It’s been one 
of the better policy decisions that we have made over the past 10 
years,” he said. He’s effusive in his praise for Dixon’s leadership at 
ECSU: “She has been exactly the right person in the right place at 
the right time.”

The legislature chose ECSU; UNC-Pembroke, a historically Native 
American institution; and Western Carolina, a far-flung campus in 
the Great Smoky Mountains, for NC Promise based largely on their 
location in economically depressed areas. The northeast region, 
where ECSU is located, has struggled for a long time, Berger said, 
and yet it’s next to the fast-growing Virginia Beach. How could North 
Carolina reap those benefits?

“One of the things that is needed is an attractive, competitive uni-
versity,” Berger said, and NC Promise’s $2,500 out-of-state tuition is a 
bargain.

Notably absent from interviews with university leaders and Repub-
lican lawmakers was any mention of recent culture-war fights, like 
the one involving Hannah-Jones, the Pulitzer Prize-winning jour-
nalist and author of “The 1619 Project.” Conservative backlash to 
UNC-Chapel Hill’s attempt to hire Hannah-Jones last year led to a 
national uproar over academic freedom and race.

The contrast isn’t lost on university officials who argue that initia-
tives like NC Promise are much more influential than headline-grab-
bing political disputes.

“It’s been at times frustrating for leadership in the state that the 
good work that’s being done to maintain and enhance — and in 
some cases, dramatically enhance — affordability just seems to not 
register,” said Andrew Kelly, vice president for strategy and policy at 
the UNC system.

Initially, many people weren’t sure what to think about NC Prom-
ise — especially at the HBCUs, where leaders feared that they were 
going to lose all of their tuition revenue and face a financial crisis.

It was “some of the most contentious legislation I worked with in 
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“ For a school like  
UNC-Pembroke,  
it allows us to have 
more diversity.”

—  Robin G. Cummings,  
Chancellor, UNC-Pembroke



my 14 years in the Senate,” said Tom Apodaca, formerly one of North 
Carolina’s most powerful state senators, who retired from the state 
Senate in 2016. “I got more calls on NC Promise than on abortion.”

When Apodaca sat down with the state’s Legislative Black Caucus 
to talk about NC Promise, he faced vitriol, he said. As he recalled it, 
one caucus member came to his rescue and implored her colleagues: 
“This is not racist.”

Fayetteville State, Apodaca said, was the loudest opponent. In an 
email interview, James Anderson, the university’s chancellor at the 
time, disputed that he was ever opposed to the idea of NC Promise. 
He was frustrated that lawmakers didn’t include him or other HBCU 
chancellors in early discussions, when the program was supposed to 
target the HBCUs. Alumni were asking questions, and he didn’t have 
answers, he said.

Anderson also wanted a guarantee that the legislature would re-
place Fayetteville State’s lost revenue, which wasn’t initially in the 
bill, he said. Apodaca said that he talked to several chancellors short-
ly after the bill was drafted, and that the final legislation addressed 
Anderson’s concerns.

Darrell T. Allison, Fayetteville State’s current chancellor — a for-
mer member of the UNC system’s governing board who was hired in 
a cloud of controversy last year — declined an interview request for 
this article. Fayetteville State will join NC Promise starting this fall.

Many HBCU leaders and advocates feared that Republican law-
makers were trying to erase the identities of historically Black col-
leges like ECSU, said Zack Hawkins, a 2001 ECSU graduate who now 
serves in the state House of Representatives. “That was loud and 
clear — that if you take such a heavy hand, it can’t be for a good rea-
son,” Hawkins, a Democrat, said.

ECSU’s enrollment had been about 80-percent Black until 2010. 
The share of white and Hispanic students has gradually increased 
since then, and the student body is now two-thirds Black. But since 
NC Promise took effect, the share of Black students at ECSU has held 
steady.

Hawkins and Anderson now support the program. “I am glad to 
see that the NC Promise schools are thriving,” Anderson said. He 
added: “I hope other states adopt such a successful model and in-
clude the potentially affected schools in the early discussions.”

The initial skepticism of NC Promise was rooted in uncertainty, 
current university leaders said, and the fact that no one had seen a 
program like it. Administrators were wondering, for instance, wheth-
er $500 tuition would cheapen degrees.

Those concerns have dissipated. “When you put students first, 
people come together,” said Kelli R. Brown, chancellor of Western 
Carolina. “You’ve gotta give North Carolina and the General Assem-
bly credit,” Brown said, “for really thinking out of the box.”

A
MID THE ENTHUSIASM about NC Promise, there’s an underlying 
tension: the program’s cost, which will top $80 million next 
year and have to keep growing as enrollment grows. That’s 
bigger than most other state investments in college afford-
ability, experts said.

The NC Promise universities are even more reliant on state fund-
ing coming through, which can create anxiety when budget impass-
es inevitably occur. And lawmakers often stress that current legisla-
tures can’t bind future ones.

Berger’s office said there was no sunset date and that NC Prom-
ise is included in the state’s base budget, so it would take a legislative 
vote to remove it.

Berger has money on his mind, though. He said state lawmak-
ers may consider an enrollment cap in the future. In other words, he 
said: “What’s the maximum number of students that we would want 
to be at a particular campus?”

“We don’t want to have a situation where the financial require-
ments of keeping a campus in Promise gets to the point where there’s 

even the temptation or the need for us to make a change that would 
eliminate or stop the program,” Berger said.

Still, Berger was strongly opposed to placing income limits on 
which students and families could take advantage of the low tuition. 
“The reason this program has been so successful is because it’s not 
like ordinary government means-tested programs,” he said. “If we go 
down that road, we will have lost, in my opinion, kind of the magic of 
what makes this work.”

Robin G. Cummings, chancellor of UNC at Pembroke, said he be-
lieves the state’s NC Promise investment will be sustained for at least 
the next five to 10 years.

Cummings said he’s surprised that the low tuition is available even 
to international students, who effectively receive a $40,000 scholar-
ship. But UNC-Pembroke is embracing it. The university is also try-
ing to enroll students from 50 to 100 different Native American tribes. 
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Growth in Transfer Students
NC Promise’s lower tuition led to a spike in the number of students transferring from community colleges 
and four-year institutions to the program’s three universities.
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How Low Tuition Affected Enrollment
In the fall of 2018, NC Promise cut tuition to $500 for in-state students and $2,500 for out-of-state students 
at three of North Carolina’s public universities. All three institutions immediately saw big jumps in enroll-
ment, though the pandemic has stunted that growth. Fall headcount numbers:

Source: Fact Book, Elizabeth City State University by the Numbers, University of North Carolina at Pembroke 
 enrollment reports, Western Carolina University Student Enrollment Report
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“For a school like UNC-Pembroke, it allows us to have even more di-
versity,” Cummings said.

Like ECSU, UNC-Pembroke got an unprecedented investment in 
the latest state budget. But Cummings said he’s trying to be realistic 
about the future.

“Senator Berger gets upset if I say: Senator, when will NC Promise go 
away? Well, what makes you think it’s going to go away?” Cummings 
said. “But I know that Senator Berger one day won’t be in the office.”

Another pressing question, with Fayetteville State joining this fall, 
is how much more NC Promise will grow. Deanna Ballard, a Republi-
can senator from western North Carolina, wasn’t sure how much the 
program would expand. “Part of its uniqueness is that it’s pretty tai-
lored to a limited number of universities,” she said.

But Cummings said he’s heard rumblings about expanding the 
low tuition to much of the UNC system. Apodaca said that oth-
er UNC-system campuses are asking to join, though he declined to 
name which ones. Currently, just 12 percent of the system’s under-
graduates are covered by NC Promise.

T
HE FUTURE OF NC PROMISE will depend on evidence that the pro-
gram is working. That’s what Daniel Klasik, an assistant pro-
fessor of education at UNC-Chapel Hill, is trying to evaluate. 
Klasik is one of several Chapel Hill researchers partnering 
with the UNC system to examine NC Promise’s outcomes.

So far, Klasik said, NC Promise has not led to an increase in first-
year enrollment at the three founding universities. But it has led to a 
significant jump in transfer students. “It seems like they’re opening 
an attractive and affordable path to a four-year degree for students 
who started at community colleges,” he said.

And even though first-year enrollment didn’t change much, the 
composition of those students might have changed, Klasik said. He’s 
curious whether NC Promise is leading to growth in Pell-eligible stu-
dents or students from different geographic regions, for instance. 
While most students attend college close to home, he’s wondering 
whether lower tuition is prompting students to go to colleges that are 
farther away.

“When you change tuition so dramatically for a certain subset of 
colleges, that changes students’ thinking about how they decide where 
they want to enroll,” Klasik said. Making tuition cheaper will probably 
encourage students to move toward those campuses. 
But how will that affect the state’s other universities and 
community colleges?

One concern is that the NC Promise campuses could 
draw in all of the existing transfer students, instead of 
encouraging more students over all to go to college.

Research has shown that other Promise programs 
have encouraged more students to go to college and 
increased completion rates. Tennessee Promise has 
helped increase the number of students who file a fed-
eral student-aid application, even if they don’t all go to 
college right away. The UNC system is looking at wheth-
er student debt is declining, as well as whether students 
drawn by NC Promise actually complete their degrees.

While the jury is still out on its long-term success, 
there’s no question that the program — along with 
ambitious leadership — has worked wonders for Eliza-
beth City State University.

Jimmy Chambers, ECSU’s student-body president, 
was won over by NC Promise. Chambers, who’s from 
the Charlotte area, transferred in early 2019. Tuition 
and fees for one semester at his former institution, 
Chowan University, cost $13,000. At ECSU, his entire 
degree won’t even cost that much.

Chambers hoped that other students would see how 
ECSU could work for them, too. “It’s a huge hidden 
gem,” he said, “that sometimes people overlook.”

Sarah Brown covers campus culture, including Title IX, 
race and diversity, and student mental health.

This story was jointly reported and edited by The Chronicle and  
The Assembly. Kyle Villemain contributed reporting. 

KATE MEDLEY

A banner advertising the institution’s price tag under NC Promise greets visitors at ECSU’s administrative building.
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The Great Faculty Disengagement 
Faculty members aren’t leaving in droves, but they are increasingly pulling away.

AS MANY OBSERVERS have pointed out, 
the “Great Resignation” doesn’t per-
fectly capture what’s happening in 
the U.S. labor market. Data suggest 
many people, especially those with 
jobs in fields like hospitality, aren’t 
quitting the work force but rather 
jumping to better opportunities.

In much the same way, the Great 
Resignation doesn’t perfectly capture 
what’s happening on college campus-
es. Faculty members, as unhappy as 
many of them are, are largely staying 
put. What has 
changed is how 
they approach 
their jobs.

Certainly 
some academ-
ics will leave, 
including those retiring earlier than 
planned (either by choice or with the 
strong encouragement of their insti-
tutions) and contingent faculty mem-
bers — for whom a difficult job has 
become even less tenable. Graduate 
students, too, might take an early exit 
and choose not to pursue academic 
jobs because of what they have expe-
rienced and what they have seen their 
faculty mentors endure.

And of course, some faculty mem-
bers, in pursuing new opportunities, 
will move to new institutions or even 
translate their expertise into jobs in 
the private sector or consulting. As 
several people told us in response to 
a discussion we had on Twitter about 
how the Great Resignation is play-
ing out on college campuses, res-
ignations are happening, and we 
shouldn’t ignore that.

Nevertheless, most faculty mem-
bers aren’t making big job moves. For 
them, the Great Resignation looks 
different. We would describe it as dis-
engagement. They are withdrawing 
from certain aspects of the job or, on 
a more emotional level, from the in-
stitution itself. Faculty members are 
not walking away in droves, but they 
are waving goodbye to norms and 
systems that prevailed in the past. 

They are still teaching their cours-
es, supporting students, and trying 
to keep up with basic tasks. But con-
nections to the institution have been 
frayed. The work is getting done, but 
there isn’t much spark to it.

In response to our Twitter thread, 
people said they were doing what 
they must, but nothing extra. They 
said they used to be a “rah-rah team 
player,” but not anymore. They used 
to feel strong ties to their institution, 
but they have since felt so underval-

ued that they’re 
cutting back. 
One response 
that especially 
stood out to us: 
“Faculty might 
not be quitting, 

but they’ve left the building — some-
times departure is a state of mind.”

It’s important to note that disen-
gagement doesn’t suggest laziness or 
that faculty members are necessari-
ly shirking their core responsibilities. 
We know — on a deep, personal lev-
el — that many faculty members are 
working very hard. Doing the bare 
minimum in a pandemic is some-
times a herculean effort. In some 
ways, disengaging is a perfectly ra-
tional response if your employer sig-
nals through their words and actions 
that your engagement isn’t welcome. 
Many faculty members are being 
asked to do their jobs in a way that 
puts their safety at risk, and when 
they raise concerns, they are ignored 
and invalidated. It’s hard to bounce 
back from that.

AS WE THINK about the causes of dis-
engagement, there’s no denying that 
institutional management of the pan-
demic and poor communication are 
front and center. People respond-
ed to our thread with unmistakable 
fury and a palpable sense of betray-
al over how decisions were made and 
how faculty and staff members have 
been treated as a result of those de-
cisions. And we’ve been involved in 
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enough university governance over 
the years to understand that there’s 
always some slow-simmering con-
flict between the faculty and admin-
istration. It’s inevitable and probably 
healthy in small doses. But the anger 
and subsequent turning away from 
institutions we’ve observed? This 
feels more like a rolling boil.

That said, many people also read-
ily acknowledged that there were 

problems before the pandemic and 
confounding factors at play. States 
have cut funding to public higher 
education, while salaries for facul-
ty and staff members have stagnat-
ed. Diversity, equity, and inclusion 
efforts have often failed to meaning-
fully improve the lived experiences 
and career opportunities of scholars 
of color. Legislatures have target-
ed higher education as a front line 
in the culture wars, turning govern-
ing boards into political spoils and 
legitimate scholarship into punish-
able crimes. And so we don’t lay the 
blame entirely at the feet of college 
leaders, whose morale also matters 
as they navigate incredibly difficult 
conditions.

But research in human-resource 
management tells us that people 
need to feel safe, valued, and con-
fident that they have the resources 
needed to do their jobs. And while 
those needs have always existed, the 
pandemic has brought new light to 
the extent to which our employers 
have failed to deliver. In many ways 
institutions have neglected to create 
conditions for people to flourish.

We also don’t discount the possi-
bility that all of us are just sick and 
tired of, well, everything. After years 
of pandemic living and working, we 
may be desperate for change — some-
thing new, something fresh. Disen-
gagement is perhaps the pinnacle of 
feeling stuck in a bad rerun.

On the one hand, disengaging 

might be what the faculty needs right 
now as a self-preservation strategy. 
Moreover, we must recognize that 
work in which many faculty mem-
bers have traditionally been asked to 
engage was frequently excessive and 
undercompensated. Women, people 
of color, and contingent faculty mem-
bers have all had their labor exploit-
ed, and we can’t argue with anyone in 
these groups who are re-evaluating 

what they are willing to give. What 
looks like disengagement might sim-
ply amount to doing our best in the 
face of constant disruptions or rene-
gotiating the norms, if not the terms, 
of employment.

But what’s good for us individual-
ly may not be good for the collective. 
After all, we still very much need fac-
ulty serving on hiring committees, ap-
proving curricula, designing new pro-
grams, and reviewing tenure criteria 
— to name just a few of the processes 
that depend on them. Now more than 
ever, we need faculty leaders will-
ing to use tenure protections to ask 
hard questions and push back against 
bad policies, which makes this kind 
of mass malaise dangerous to shared 
governance. It’s not ideal if pulling 
away means more work falling on the 
plates of people who don’t feel they 
have the luxury of withdrawing.

There could also be organizational 
ramifications if a significant share of 
employees disengage. There could be 
less creativity, less risk-taking. Fac-
ulty members may feel disinclined 
to pursue big and bold projects; they 
may look askance at leadership roles. 
Students could certainly feel the ef-
fects, especially as they have come to 
rely on faculty members for emotion-
al support to continue their studies. 
All these lofty — and important — 
goals that institutions have around 
retention, completion, and sponsored 
research could suffer.

At the same time, the achievement 

of those institutional goals may have 
all along been premised on bad em-
ployment practices and exploited 
labor. And so faculty members re-
fusing, as their power allows, to go 
the extra mile may be an important 
wake-up call for institutions. It may 
compel college leaders to reconsider 
whether their aspirations are feasi-
ble without first critically assessing 
workloads and making necessary in-
vestments.

GIVEN THAT the causes of disengage-
ment run deep, there are no quick 
fixes. Some faculty members may 
never see their institutions in the 
same light. And some faculty will, 
understandably, not look to college 
leaders for solutions and instead will 
pursue other routes to improving the 
academic workplace, such as collec-
tive organizing. Still, the feedback we 
received suggests that there are some 
options college leaders could consid-
er to reduce the effects of disengage-
ment.

For starters, we should acknowl-
edge that there’s a real problem here, 
then dedicate resources to under-
standing it. We have no idea how 
widespread disengagement is, and 
there’s value in institutions getting a 
handle on how their employees are 
feeling. We think of this as an exer-
cise in bearing witness to what we’ve 
experienced so we can learn and heal 
from it. This is especially important, 
given that campuses can have short 
memories, welcoming new batches of 
students each year.

The good news is that colleges are 
full of very smart people who know 
how to conduct research. College 
leaders could buy out the time of 
some faculty members or offer team-
based grants to study the issue and 
present findings to campus. If college 
leaders go down this path, it’s vital 
that they act on the recommenda-
tions, even if it’s just a pilot program. 
There is nothing worse for faculty 
morale than organizing a task force 
whose work gets ignored.

Ultimately, re-engaging faculty 
will require rebuilding relationships, 
and the foundation of that project is 
trust. Making a concerted effort to 
invest in shared-governance struc-

tures and processes can go a long 
way toward repairing broken rela-
tionships between the faculty and 
administration. And when the next 
crisis pops up, that investment can 
really pay off.

Our big fear is that college leaders 
won’t do anything. We get the sense 
that some leaders think that if we can 
just get on the “other side” of the pan-
demic, things will magically improve. 
Like we’ll flip the switch back on and 
the faculty will reanimate. Going si-
lent on this issue right now severely 
underestimates its magnitude.

The pandemic will eventually tran-
sition into something else, but its ef-
fects will linger. For how long and 
with what consequences depends 
on what college leaders decide to do 
right now. 

Connections to the institution have been  
frayed. The work is getting done,  
but there isn’t much spark to it. 
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“Outside are the dogs.” Revelation 
22:15

ON TUESDAYS, Thursdays, and Fri-
days, at around 7:30 a.m., I leave my 
two-bedroom apartment in Venice, 
Calif., wearing a sweatsuit, a beanie, 
and Blundstones. Upon entering my 
car, I loop the most important item 
of the morning around my waist: a 
belt to which I will attach five to six 
dogs on leashes. The first dog to join 
is usually Gus, my 8-year-old labra-
doodle, who loves being in the out-
doors. Soon, though, Gus and I are 
driving around the west side of Los 
Angeles to pick up a few more four-
legged friends — usually Dennis, 
Milo, Harry, Helen, and Grover.* We 
hike from about 9 to 10 a.m., and then 
I drive the pups home. By noon, I am 
in a tweed jacket, working away at my 
second job, as a professor of New Tes-
tament studies.

I am a full-time assistant professor 
and part-time dog carer. I take dogs 
out in the mornings and afternoons, 
and even host them overnight when 
needed. I teach, attend meetings, and 
conduct research at all hours in be-
tween. The reason for this is twofold: 

(1) I love dogs; they help me stay pres-
ent and grounded. But more so: (2) I 
cannot afford to live near my campus, 
which lies just east of the Pacific, with-
out the extra income.

Still, I know I’ve been lucky. In the 
spring of 2020, I had two tenure-track 
job offers — the jackpot, I know — 
from opposite coasts. One offer was 
from Colby Col-
lege, in Maine; 
the other from 
Loyola Mary-
mount Univer-
sity, in Los An-
geles. The former came with more 
benefits and a higher paycheck. The 
latter came with a city. And the sun.

Don’t get me wrong; the financial 
package from Loyola wasn’t bad. It just 
wasn’t great — not, at least, when con-
sidering the cost of living in Los Ange-
les. Everything is expensive: Car regis-
tration, car insurance, even groceries 
outrank the national average. Hous-
ing, especially, is a nightmare. A quick 
look at available spaces on Zillow will 
give you an idea of the options, which 
are either grim or prohibitively expen-
sive. The median home price in Los 
Angeles County is roughly $800,000. 

On the west side, that might get you a 
small condo. But probably not.

According to Chronicle data, the 
average assistant professor at Loyola 
Marymount makes around $82,000 
per year, but that varies by field; theol-
ogy is among the lowest-compensat-
ed disciplines in academe. My yearly 
salary is $78,000. California state taxes 

are among the 
highest in the 
nation. While I 
knew what my 
salary would 
be, I wasn’t pre-

pared for the amount taken out each 
month, so much so that I have emailed 
HR twice to make sure I was taking 
home the right amount.

The move to Los Angeles alone was 
hellaciously expensive — even with-
out a professional moving compa-
ny. Rent was the main shock, though, 
even to someone who had lived on a 
New Jersey train line into Manhat-
tan. Luckily, I moved with a partner, 
so the rent has not been entirely on 
my shoulders. Still, she’s an aspiring 
comedian — feel free to do the math 
— so we have been relying primarily 
upon my wages.

Of course, I could live on the east 
side and commute an hour to work 
(as some of my colleagues do). And 
yes, I could move into a smaller space. 
But I don’t want to. I get research 
done because I have a home office. I 
take part in life on campus because 
I live close by. I spent eight years as 
a graduate student and three years 
as a contingent faculty member (one 
year in Ohio, two years in Maine, and 
that’s not counting the three years 
of adjunct work I did while complet-
ing my doctorate — teaching at three 
different universities, in two differ-
ent states, often for less than $2,500 a 
course). I went through all that to one 
day experience the benefits of finally 
— and miraculously — getting on the 
tenure track.

The way to make it work, though, is 
by walking dogs.

When I taught as a visiting assistant 
professor at Oberlin College, in 2017-
18, I made $50,500. At Colby, where I 
also was a visiting assistant profes-
sor, I made a little less than I do now, 
but it went further. Everything was 
more affordable, from rent to restau-
rants to Gus’s health insurance. I was 
even able to travel every few weeks 
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to Chicago to visit my partner. Be-
cause I wasn’t hustling to make ends 
meet — and because I was working in 
a healthy department, with research 
support, a lower teaching load, and 
minimal service obligations — my 
portfolio blossomed.

Now I am tenure track at Loyola 
Marymount, where I have retirement 
benefits (hallelujah) and job security. 
Although students aren’t exactly lin-
ing up to major in theological studies, 
the Jesuit school will probably not be 
tossing our department to the curb, at 

least not any time soon, and certainly 
not tossing out texts like the New Tes-
tament. The key for me, of course, is 
not to be fired; writing this essay with-
out tenure, some might say, is already 
a taking a risk.

But for me, teaching the New Tes-
tament is also a risk. I’m Jewish. And 
lesbian. That’s a combination I have 
yet to find elsewhere in my field (if this 
is also you, please send me an email; 
let’s be friends).

I suppose I hold a similar place — 
always just slightly on the outside — 
at LMU. In addition to being a lesbi-
an Jew who teaches Christ-centered 
sources at a Jesuit university, I walk 
a path with the dogs that happens to 
be just outside the main campus en-
trance: Bluffs Creek Trail.

At first, I thought this was advan-
tageous — cute, even. I’d show up 
in the morning with my pups and in 
the afternoon with my books. Maybe 
I’d even turn into that cool profes-
sor with all the dogs — the one that 
students can chat with about biblical 
literature in an unconventional out-
door dog-friendly office hour. That 
didn’t happen. Instead, the security 
guards at the university’s entrance 
continually ask to see my ID. At least 
it functioned as a punch card to get 
me free parking (yes, I have to pay 
for campus parking).

SUCH ARE the little indignities of 
“making it” to the tenure track in 
the humanities. There are others, 
of course. The performance anxi-
ety. The fear of overstepping before 

tenure. The student debt that never 
seems to go away — even after ten-
ure. Indeed, I was so quick to assume 
that academic job security means 
economic security. It doesn’t. At least, 
not anymore. I’m not sure how the 
idea that academe still works like this 
has been so easily reinforced. The 
high cost of tuition, some of which, 
aspiring academics reasonably as-
sume, must flow to professors? The 
idealization of education, and with it 
the false assumption that higher ed-
ucation translates neatly into higher 

wages? Maybe it’s the contrast with 
the adjunct struggle: If you’re earn-
ing just a few thousand dollars per 
course (if that), it’s easy to see the 
tenure track as the promised land. I 
know I did.

Regardless, salaries in the human-
ities are often unable to match the 
cost of living in expensive cities — 
unless one is independently wealthy 
or partners with someone who is. 
Housing costs are rising across the 
country; academic salaries, by con-
trast, aren’t even keeping pace with 
inflation. Paired with booming in-
flation and, in my case at least, high 
state taxes, there are few dollars left 
for anything beyond rent.

So I walk dogs. And the truth of the 
matter is, I make more money walk-
ing them than I do being a professor, 
at least at the hourly rate. On aver-
age, I put in 10 hours a week walking, 
hiking, and running with dogs. I also 
house overnight, on average, one dog 
per day. This work nets me rough-
ly $2,500 a month. Whenever I’m ex-
hausted — or whenever I look up at 
my college campus from the trail and 
wish I were there reading or writing 
or teaching a class — I tell myself that 
I am affording my life here by doing 
this walk.

Again: I am one of the lucky ones. 
My income as well as my benefits will 
most likely always be greater than 
what the many adjuncts, non-tenure-
track instructors, and graduate stu-
dents around me receive. The median 
salary in LA is roughly $68,000. LMU 
offers me more than that, and will 

continue to raise my salary. The uni-
versity also offers summer teaching 
options, rental assistance during the 
first three years of teaching (which I 
receive), and even home-buying loans, 
if needed.

And the other truth is: I love the 
dogs. And they love me. At least, I like 
to think so. They certainly remember 
who I am at every pickup. Not once 
have they asked me to show my ID; 
the way they run to my car at pickup 
tells me that they wouldn’t ask even if 
they had the verbal capacity to do so. 
And while they may not have much of 
a response to any of my biblical liter-
ary musings, they still wag their tails 
whenever I talk to them.

In a roundabout way, this all brings 
me back to what I teach. Readers of 
the New Testament so quickly as-
sume that Revelation’s promised land 
— named the “New Jerusalem” in the 
text — must be wonderful. But if you 
read Chapter 22 closely, you’ll no-
tice that dogs are left out. This can be 

a hard realization for those who love 
their canine companions. The tenure 
track, of course, is not a New Jerusa-
lem. It is not a promised land. But at 
least I know I’m OK spending the time 
outside — outside with the dogs.

* Besides Gus, all dog names have 
been changed to preserve their  
anonymity. 

Sarah Emanuel
is an assistant professor of New 
Testament studies at Loyola 
Marymount University. 

If you’re earning just a few thousand dollars per 
course, it’s easy to see the tenure track as the 
promised land.
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ANTI-FASCISM IN THE 21ST CENTURY
Wednesday and Thursday, November 2 and 3, 2022
Hofstra University, Hempstead, New York
On October 28, 1922, armed fascists converged on Rome and paved the way for the establishment of a 
dictatorship led by Benito Mussolini, which would dominate Italy for the next 20 years. The March on Rome 
marked the birth of an Italian fascist regime and laid the foundation for the spread of fascist ideology around 
the world. From the beginning, Italian fascism generated resistance. As fascist ideology developed into a global 
phenomenon, so too did anti-fascism. The initial phase of the conflict between fascist and anti-fascist forces 
climaxed in World War II with the defeat of Italian fascism, German Nazism, and Japanese militarism. Although 
defeated militarily in 1945, global fascism continued to find expression during the decades that followed. 

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

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

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

We invite proposals on topics including but not limited to the following:
• Strategies and tactics for mobilizing and 
   organizing against fascism 
• Anti-fascism in the classroom
• Anti-fascist rhetoric
• Anti-fascist literature (books, graphic novels, etc.)
• The arts (music, dance, theater) and anti-fascism
• Global anti-fascist solidarity

The official language of the conference is English. All presentations should last no longer than 20 minutes, 
including audio and visual illustrations.

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

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

Send inquiries to the conference organizers: 

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

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

Mary Anne Trasciatti    Fraser Ottanelli
Professor of Writing Studies and Rhetoric and  Professor of History 
Director of Labor Studies         University of South Florida
Hofstra University    ottanelli@usf.edu
mary.anne.trasciatti@hofstra.edu
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ENROLLMENT MANAGEMENT is no easy 
business. Consider this comment I 
heard recently from someone with 
decades in the profession: “At the last 
national conference I attended, I was 
sitting around with a group of senior 
people. As we were swapping stories 
and lies, we suddenly realized that ev-
ery one of us had been fired by at least 
one institution. This job is not for the 
faint of heart.”

Most colleges live or die on tuition 
revenue. Their financial strategy is 
still circa 1960: Raise tuition a bit, and 
enroll a few more students. But that 
strategy has come under 
increased pressure. Even 
before the disruptions of 
Covid, the whole field was 
bracing for the “demo-
graphic cliff” set to strike in 
the middle of this decade. Given that 
students have more choices than ever, 
thanks to online and for-profit edu-
cation, public sentiment has turned 
against a four-year degree as the only 
path to a good future. No wonder that, 
beginning around 2018, surveys of 
college presidents noted enrollment as 
the top “up at night” issue.

Onto this stage walks the enroll-
ment manager — a misunderstood 
figure who falls somewhere between 
the jolly, bow-tie-wearing dean of 
admission and the number-crunch-
ing institutional researcher. Your job 
as enrollment manager is not just to 
enroll more students than last year, 
but also to make sure they are bet-
ter in every measurable way and 
want to pay more for their education-
al experience. You do so by leading a 
largely underpaid labor force of in-
experienced college graduates, who 
travel around to events that everyone 
knows are mostly ineffective.

Today’s enrollment manager — 
typically the job title is “vice presi-
dent,” but that may be preceded by 
“associate” or “assistant” — needs to 
be able to:

n  Inspire audiences like a profes-
sional speaker.

n  Negotiate with CFOs on finan-
cial-aid policy.

n  Mobilize a vast array of professors 
and coaches.

n  Predict future trends.
n  Recruit a new class (no matter 

what PR nightmares the institu-
tion might create).

Most of all, enrollment manag-
ers must live in denial of the fact that 
their future largely depends upon the 
whims of 18-year-olds, who seldom 
check their email and don’t set up 
their voicemail.

Is it any wonder that good enroll-
ment managers are so hard to find?

Most come to the profession from a 
background entirely in admissions or 

in financial aid. Very few 
sources of formal train-
ing are available to 
enrollment manag-
ers, which means 
we learn by doing. 

Consequently, we become ad-
ept at either technical analysis 
or leading by instinct, but usually not 
both. The work is so specialized that 
almost no one on the campus under-
stands what we really do — yet the 
sales aspect of the job seems familiar 
enough that others think they can do 
it. Innovation is required — yet taking 
risks can have serious consequences. 
All of which helps explain why good 
enrollment managers are scarce.

The Great Resignation has hit 
higher education hard, but the 
lack of enrollment leadership 
goes beyond that. When I start-
ed in this field, 25 years ago, the 
adage was “three years or 30” 
— meaning most people would 
leave the field after just a few 
years of road-warrior work. Across 
the five institutions at which I have 
worked, I could count on one hand, 
with fingers left over, how many of 
my colleagues continued on to se-
nior enrollment positions. Some 
have stayed in higher education, but 
they have either moved to other ad-
ministrative roles or crossed over 
to work for consulting and ed-tech 
companies.

I don’t blame them, and have con-
sidered those moves myself. At least 
in those fields, you finish projects and 
have down seasons. In enrollment, 
the cycles never stop, so there is no 
end point and no such thing as an 

off-season.
“The truth is that the tools enroll-

ment officers are given to do their 
work are deeply flawed,” says Angel B. 
Pérez, chief executive of the Nation-
al Association for College Admission 
Counseling. “You can’t bring in a more 
diverse class without increased finan-
cial aid, and institutions never receive 
enough state and federal funds to of-
fer enough. The more financial aid 
you offer, the less tuition you take in. 

Until we tackle the issue of higher-ed-
ucation finance, the pressures of fi-
nancial sustainability will always win 
over the desire to uphold institutional 
mission and values.”

OK, so those are the downsides. But 
you can learn to find success in enroll-
ment management and, as tough as it 
is, even learn to like it. And you won’t 
be alone: Across the country, you will 
find plenty of others facing the same 
pressures. I have been fortunate to 
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have had some terrific mentors in the 
field, so for those considering this ca-
reer path, I offer some of the wisdom 
they have taught me.

You need a safety net. As an enroll-
ment manager, you know the impor-
tance of building relationships, but 
you have probably focused your ef-
forts on customers (students and fam-
ilies) or those who influence them 
(school counselors). It is just as im-
portant to surround yourself with 
people who will help you succeed.

Because enrollment is such a com-
petitive business, it can be very isolat-
ing. You don’t have the natural sense 
of open collaboration of many areas of 
higher education. That makes it even 
more critical to build professional re-

lationships. As I found out in a recent 
job transition, a network makes all 
the difference. You need mentors with 
more experience than you, other en-
rollment managers with whom you 
can compare notes, and two or three 
key consultants or vendors whom you 
really trust.

People in your network will give 
you perspective — when you are hav-
ing a bad year of results and need 
help figuring out why, when you’re in 
the wrong place and need help find-
ing a better fit, or when you just want 
to commiserate about how hard this 
work is. You will need to be there for 
them as well.

No one can do everything well. Cer-
tain institutions seem to believe they 
can hire an enrollment manager who 
excels at every skill necessary in the 
field. We should all work to disabuse 
them of such an unrealistic expecta-
tion that sets everyone up for failure. 
You have gaps in your learning and 
things that just don’t come naturally 
to you. Recognizing that is important. 
On some aspects of the job, you can 
fake it until you make it, but don’t wait 
until you crash the ship to admit you 
need help.

Identify the areas where you need 
to surround yourself with other great 
people. I have an amazing consul-
tant who helps me with financial-aid 
leveraging, and does it better than 

I ever could. I outsource my search 
purchases with another good part-
ner because it is painstaking work 
and easy to make a mistake. Recog-
nizing your weaknesses allows you 
to focus on your strengths and have 
the most impact.

Choose your boss wisely. No one 
affects your potential success as 
much as the person to whom you 
report. Whether that is a president, 
a provost, or a vice president mat-
ters less than your relationship with 
that person.

Chances are, no one on the cam-
pus fully understands what you do. 
That’s OK, but if people don’t trust 
you to do it, you are sunk. Look for a 
boss who communicates openly with 

you and, if necessary, is willing to go 
to bat for you. Most administrative 
offices are internal-facing. They have 
the luxury of playing campus poli-
tics. Enrollment is external-facing. 
Get too distracted by some internal 
flap, and it will be very hard for you 
to succeed externally.

I have had several really good bosses. 
They are probably what kept me in the 
profession. What they have shared is a 
certain humility and positivity. They 
have been willing to listen and learn 
from me, even as I was listening and 
learning from them. They are interest-
ed in helping people succeed, and they 
care more about the quality of an idea 
than where it came from. If you don’t 
find those qualities in your potential 
boss — no matter how good the job 
looks — run in the other direction.

Seek out new ways of doing things. 
The market is constantly shifting, 
with changes in technology, best prac-
tices, and student preferences. If you 
have only ever used one system, it is 
easy to keep doing the same thing 
and not adapt. I have been fortunate 
to work at five very different institu-
tions — public and private, religious 
and secular. Breadth of experience 
is a critical source of innovation. It 
helps you to consider a wider variety 
of strategies and to panic less when 
something goes wrong.

New enrollment managers, and 

those being groomed for that role, 
need to see how things are done else-
where. Spend a week or two shadow-
ing a colleague on another campus. 
Serve as part of a consulting team on 
a review project. Create an enroll-
ment-management exchange with 
another institution.

Conferences alone are not going to 
cut it. You need to actually get under 
the hood and see how totally different 
strategies can be just as valid as your 
own. The more you know, the more 
your campus will benefit.

Find your why. I took a circuitous 
route to get to the enrollment field. 
But I’ve realized that, in all my choic-
es, I have been seeking more or less 
the same thing: Sure, I want me and 
my institution to succeed, but I’ve 
also realized that it is deeply import-
ant to me to bring out the best in a 
team and be part of a team that brings 
out the best in me. I still keep track of 
tour guides whom I mentored almost 
20 years ago, and I find joy in helping 
people step up into roles they don’t 
think they can do.

As my friend and colleague Monica 
Moody Moore, vice president for en-
rollment marketing at Trinity Wash-
ington University, puts it: “The ad-
missions professional needs to ‘know 
thyself’ — what is their ‘why’ for the 
role and how their skills map to the 
work and intended results. Become 
a guru on something that moves the 
needle. Follow the data, but know 
what motivates the soul.”

Finding a campus culture with val-
ues that resonate with you can make 
all the difference between loving this 
work and dreading Monday morn-
ings.

In the near future, the demand for 
skilled enrollment managers is likely 
to continue to far outpace the supply. 
In fact, the imbalance is likely to get 
worse, as institutions face increased 
financial pressure from a shrinking 
student market. On the one hand, the 
stakes will be very high for enrollment 
managers. On the other hand, good 
professionals will find lots of oppor-
tunities if you know your craft and 
are able to demonstrate results. Those 
skills will be in great demand.

In the meantime, it falls to all of 
us in the field to help new and future 
leaders be ready. We must be willing 
to mentor, train, and share. We must 
be ready to discuss the challenges, the 
reasons we do this work, and the ways 
we can do it better. 

Aaron Basko
is assistant vice president for 
enrollment management at the 
University of Lynchburg, in  
Virginia. 

In the near future, the demand for skilled 
enrollment managers is likely to continue to  
far outpace the supply. 
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CAREERS

“THERE’S A MOM on the phone for you” is not a sen-
tence most college administrators or professors are 
usually eager to hear. We get immediate visions of 
“helicopter” or “lawnmower” parents swooping in 
to “fix” their progeny’s latest complaint. A decade 
ago, I heard the term “B-52” used to describe parents 
who escalate relatively minor matters to the level of 
carpet-bombing threats (e.g., “I’m going to get you 
fired for the C you gave my son.”). It’s no wonder that 
a commonplace of campus culture has been that 
parents should be neither seen nor heard, except on 
move-in day or at commencement.

But times and the world have changed. As a mod-
ern campus leader, especially if there is an out-
ward-facing component to your role — such as chair 
or dean — you should appreciate that:

n  For parents, their child’s college education is 
their most valued and worried-about invest-
ment.

n  Today’s college students are connected to par-
ents much more than were previous generations. 
So while college should be a maturation agent, 
we cannot expect modern parents to just “drop 
off” their kids, as ours did.

n  Student success in recent years has been threat-
ened by a pandemic and its attendant financial 
and mental-health crises. We can’t ignore the 
families in helping the students.

n  Parents play a vital role in recruiting and retain-
ing college students — and that role may be even 
more influential among various communities 
of race, ethnicity, class, nationality, wealth, and 
even region.

n  Parental fears for their children’s future — and 
commensurate concerns about safety, engage-
ment, grades, and employability — are wholly 
reasonable.

n  Many parents are unaware of how the academic 
system works and so may be forgiven for not pur-
suing the correct channels for resolving a ques-
tion or dispute.

In these unsettling times, we must seize the ini-
tiative and work with parents — not keep them at 

Why You Should Meet the Parents 
The days of keeping families at arm’s length and resenting their ‘interference’ are over.
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arm’s length or resent their “interference.” So here 
are some best practices for engaging parents to ev-
eryone’s benefit:

Offer compelling answers to the “why college 
matters” and “why choose our institution/major” 
questions. The GI Bill helped my father to become 
the first in his family to go to college. At that time, a 
college degree did not really need to 
be “sold” to boomers yearning for 
better lives after the traumas of the 
Great Depression and World War II. 
“Going to college” was seen as the 
pathway to middle-class prosperity encapsulated in 
the American dream.

By contrast, in a trend that accelerated in 2008 and 
is now, well, endemic, parents ask us directly:

n  If I give you my daughter and lots of money, what 
will be the outcome? Will she end up in my base-
ment with tons of debt and no prospects?

n  Why should she go to your university instead of 
the 10 others making similar pitches and offering 
comparable scholarships?

n  What is the value of your major to her welfare 
and security?

As an administrator, part of your job now is to be 
able to explain — clearly and carefully, with data if 
necessary — why parents should trust you with the 
future of their child.

Here’s how we’ve tried to make that case in the 
communications college that I oversee: First, we’ve 
explicitly sought to reassure parents and students 
that we are going to empower the latter and leverage 
them for life and career success. Our unofficial slo-
gan, trite as it may seem to faculty ears, makes sense 
to our intended audience: “We will teach your child 
the latest and the greatest, the tried and the true.” 
We pledge to update the curriculum regularly and 
prepare students to understand and thrive in the 
constantly changing world of media technologies, 
techniques, and tactics, as well as industries and po-
sitions. Our basic marketing and branding strategy 
is to promise students and parents a safe, life-long 
return on their investment.

In sum, begin your relationship with potential 
students and their families with a detailed, evi-
dence-based case that your value is real and that 
they can trust you.

Aggressively preach to families in middle and 
secondary schools. A fundamental lesson of brand 
marketing: It’s not enough to have a persuasive mes-
sage that appeals to a target audience — you must 
also creatively, authentically, and repeatedly deliver 
it to them by all means necessary, physical and digi-
tal. What that means in practice:

n  Create many kinds of digital materials, from 

websites to social-media offerings to pithy info-
graphics, and get them in front of high schoolers 
(and now, increasingly, middle schoolers), guid-
ance counselors, principals, teachers, and, yes, 
extended family members.

n  Don’t rely on just digital marketing. Make your 
case face to face (safety protocols permitting), 
working with your campus recruiting and ad-

missions staff members. Build re-
lationships with high schools and 
visit with delegations of administra-
tors, staff and faculty members, and 
local alumni. Hold workshops, re-

ceptions, and small get-togethers. At my institu-
tion, we do so in English and in Spanish because 
of the regions from which we mostly recruit.

n  When families visit your campus, offer them 
more than just a tour. Make sure they meet staff 
and faculty members relevant to the student’s in-
terests.

n  Offer peer-to-peer marketing: A 17-year-old 
wants to get the scoop from a 19-year-old. So 
arrange for high-school visitors to get personal 
tours and testimonials from your current under-
graduates, preferably those in a “student ambas-
sador” program of your own creation and design.

Take nothing for granted. In every venue and set-
ting, show and tell why you are a good selection and 
a mutual fit.

Encourage “preproblem” contact. If your only 
interaction with a student’s family is when there is 
trouble (real or perceived), then you have not estab-
lished a supportive, trusting relationship. Great mar-
keting is not about selling your goods as much as 
identifying which needs in an audience you can ful-
fill. Students are looking for the “right” campus and 
major for them. Their success (academically, men-
tally, socially) is an ongoing project.

As administrators we work hard to retain students, 
with increasingly elaborate software tracking and 
expert support personnel. But often our systems — 
while they deal with the financial, emotional, and 
academic sides of a student’s situation — ignore the 
all-important family dimension.

If you are recruiting the family and not just the 
student, you should be retaining the family and not 
just the student. Here are some useful tactics to that 
end:

n  Most institutions have a parents’ association, 
and it’s usually willing to work with different ac-
ademic departments and colleges. Seek out that 
group’s help whenever your unit is planning a 
meeting, social-media campaign, or even a tail-
gate with families.

n  Some majors have created parents’ councils or 
advisory groups. Listening to their questions, 
concerns, and expectations can help you serve 

ADVICE

David D.  
Perlmutter
is a professor and dean  
of the College of Media & 
Communication at Texas Tech 
University. He writes the Admin 
101 column for The Chronicle. 
His book on promotion and ten-
ure was published by Harvard 
University Press in 2010. 
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students better. In turn, you can provide infor-
mation and practical help, like simple study tips, 
to make both the student’s and the instructor’s 
life easier.

n  Engage parents outside of bureaucratic chan-
nels. Have some administrators, faculty mem-
bers, and undergraduate representatives monitor 
parent groups on Facebook and other social me-
dia, and Reddit pages associated with your cam-
pus. Jump in and offer advice, get into conversa-
tions, and distribute information. The message 
you want to send is “we can help students suc-
ceed while spurring their maturity through the 
college experience.”

Aid such a process rather than leave it to chance. 
By building a bridge of trust to parents, when a con-
cern does arise, the goodwill you’ve established will 
make it easier to resolve the problem and head off es-
calation.

What to do when an outraged parent calls. As a 
dean, 95 percent of my interactions with parents 
have been positive. They need information, clarifi-
cation, help, advice. And we provide it — within the 
limits of Ferpa.

Then there’s the other 5 percent.
Almost always, a negative interaction has gone 

sour before I talk to the parents. They are unhappy, 
even furious, about something that happened (or al-
legedly happened) to their child and want immediate 
action — often the specific action they have already 
formulated in their minds.

As an administrator, I follow a best-practices 
script:

n  Ascertain the facts of the issue, as the parents 
see it. Even if something doesn’t sound right or 
if they are asking for an impossibility, don’t ren-
der an opinion too quickly. Hear them out. Make 
sure they know that someone is appreciating 
their concerns.

n  Conduct your own investigation. Unless it’s an 
actual emergency, politely say some version of, 
“Thank you for bringing this to my attention. 
Let me look into it, and I will get back to you as 
soon as possible.” Sometimes resolution comes 
quickly: The parent says his son is failing a class 
because of “only a few absences,” but the atten-
dance records show the young man missed three 
weeks of class. Other times you have to dig deep.

n  Explore scenarios for a solution. Obviously, 
there are cases where you have to tell a parent, 
“I think there may be some miscommunication. 
Cody never attended the following sessions of 
class. … ” Other times, working with the instruc-

tor and with staff members, you can work with 
the instructor to find a pathway to resolution: 
“Cody can still manage the B he needs for his 
scholarship if he completes all the extra-credit 
assignments and gets an A on his final.”

Please note: It is not your job to “fix” anything and 
everything. Some academic holes are too hard to dig 
out of. But many problems that families (parents, 
guardians, students) confront can be resolved. I have 
gotten calls about missing commencement because 
of not having enough money for a gown, or about not 
graduating on time because a certain class was not 
offered, or about needing a campus job to pay the 
rent. In all of those cases, someone at your institu-
tion can at least attempt to help. Your two goals are 
to try, and to never lose your cool.

As a parent and an educator, I feel college is the 
transition zone between the home and an increas-
ingly scary and ruthless world. Yes, some kids grow 
up sheltered from harsh reality and others have 
childhoods already full of challenges, including ill-
ness, poverty, and abuse. We owe them all a passage 
to mental and professional readiness for the future.

Their progression to responsible adulthood will 
take time. But it will happen more smoothly if we 
collaborate with their families to produce resilient, 
competent, career-ready citizens of the republic. 
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PROVOST AND 
SENIOR VICE PRESIDENT

The University of South Alabama (USA) announces a nationwide search to select an innovative 
and accomplished leader to serve as the Provost and Senior Vice President for Academic 
Affairs. USA is an academic community that supports and challenges its members to become 
engaged citizens of the Gulf Coast region and the world. Founded in 1963 in the beautiful and 
diverse Gulf Coast city of Mobile, the University is seeking a Provost who will collaborate with 
the University’s new President to further its positive trajectory and commitment to excellence 
in teaching, research, service, and healthcare.

Reporting to the President, the Provost is the chief academic officer of the University and is 
responsible for oversight of eight schools and colleges and a comprehensive range of campus-
wide support services including Student Access and Success, the Registrar, the University 
Libraries, the Office of Institutional Research, the Innovation in Learning Center, Health 
Simulation, and Enrollment Management. The Provost is responsible for programs, policies, 
budgets, and planning in the areas mentioned above and is charged with managing faculty 
recruitment and development as well as promotion and tenure. The Provost also works closely 
with the Vice President for Medical Affairs/Dean of the College of Medicine to coordinate 
efforts related to the preparation of health care professionals.

USA is seeking candidates who possess: an earned doctoral degree as well as a record 
of distinguished teaching, research and scholarship with credentials commensurate with 
appointment as full professor with tenure; progressively responsible administrative experience, 
including experience as a dean or a position of comparable responsibility at an institution of 
similar size and complexity; a talent for innovation; a philosophy that fully embraces diversity 
and global communication among students and faculty; effective communication skills, a
collaborative leadership style, and a reputation as a team-builder with the vision to move an 
institution forward within its defined mission; the confidence to make strategic decisions in a 
fast-paced, dynamic academic setting; versatile problem-solving talents, and the ability to be 
creative and proactive in budget planning.

While applications and nominations will be accepted until a new Provost is selected, interested 
applicants are encouraged to submit their materials to our consulting firm at the address below 
by March 15, 2022, to ensure optimal consideration. Candidate materials should include a letter 
of interest and current resume. Please address materials to:

USA Provost Search
R. William Funk & Associates

2911 Turtle Creek Boulevard - Suite 300
Dallas, Texas 75219

Email: krisha.creal@rwilliamfunk.com

The University of South Alabama is an EO/AA employer and does not discriminate on the 
basis of race, color, national origin, sex, pregnancy, sexual orientation, gender identity and 
gender expression, religion, age, genetic information, disability, or protected veteran status.

The Kentucky Community and Technical College System (KCTCS) seeks a transparent, honest, humble, strategic, innovative, forward thinker, charismatic and visionary leader to serve as the 
President/CEO of Maysville Community and Technical College in Maysville, KY. This leader will be responsible for achieving the student success, workforce readiness and strategic goals needed for MCTC to 
be the first-choice higher education institution for area students. This position will build upon and create partnerships with other higher education institutions, employers and the community. 

THE SYSTEM AND THE COLLEGE 
KCTCS, the largest provider of post-secondary education and workforce training in Kentucky, is a statewide community college system with 16 colleges and more than 70 campuses across the Commonwealth. 
Maysville Community and Technical College (MCTC) is one of the 16 colleges. MCTC enrolls 4,189 students on an annual basis, has 4 campuses (1 in Maysville; 3 in adjacent counties) and serves workforce clients 
with customized instructional programs. 

THE POSITION 
KCTCS and the Board of Directors of Maysville Community and Technical College (MCTC) seek a visionary educator with an outstanding record of strong leadership, educational accomplishments and an 
ability to foster internal and external partnerships. The College President reports directly to the KCTCS President. The President works closely with the MCTC Board of Directors and Foundation Board 
comprised of a well-connected and engaged group of community leaders seeking to further MCTC as the top-in-the-country performing institution in student performance and community engagement. The 
President is responsible for all aspects of the College’s operation throughout the service area and represents the college at the local and state levels.  The President should have a proven track record of 
interacting positively and professionally with all faculty and an understanding and appreciation of a faculty promotion and tenure process.  

OUR MISSION 
Maysville Community and Technical College (MCTC) challenges learners to accomplish their educational, career, and personal development goals. 
Goals of the College: 

1. Provide arts and science courses and associate degrees for transfer to baccalaureate institutions.
2. Offer technical degrees, diplomas, certificates, and courses for employment and career advancement.
3. Provide transitional and adult education offerings. 
4. Deliver workforce training and services to support individual, community, and economic development. 
5. Provide academic and student support to enhance student learning.

Maysville Community and Technical College, a member of the Kentucky Community and Technical College System, is a public two-year degree granting institution responding to and serving the needs of 
communities in the northeastern Kentucky region.  

OUR VISION 
Maysville Community and Technical College inspires lifelong learning and transforms our region through excellent education.  

OUR VALUES 
Achievement 
We believe in the potential of each learner. We value intellectual, professional, and personal development of students, faculty, and staff. We provide flexible and accessible educational opportunities.  
Collaboration 
We commit to identifying and meeting the needs of our students and communities. We support cultural and academic diversity. We value effective, inclusive communication.  
Integrity 
We hold to high standards of behavior. We believe in treating each other with respect. We work to create an ethical learning environment.  

IDEAL CHARACTERISTICS        
•Student focused with a strong commitment to recruitment, retention & achievement •Effective communicator, including outstanding public speaking skills
•Highly visible, approachable on campus & engaged in all communities served by MCTC •Reach diverse populations & fosters equity & inclusion
•Strong management skills & confident decision maker •Strong & successful financial background with a thorough understanding of the budgeting process
•Team player •Aware of & responsive to the workforce needs throughout the community 
•Enthusiasm & passion for community colleges  •Visionary 
•Team & relationship builder  •Engaging

 •Transparent •Business Minded 
• Develop & strengthen community-wide & higher education partnerships •Strong & proven fundraising & “friend-raising” abilities 

 •Understand & strengthen MCTC’s role within the community, its partners & business & industry       •Entrepreneurial 
•Understand & appreciate the culture of the area • Strategic risk taker 
•Values MCTC’s history & will continue the College’s record of excellence •Crisis management experience
•Dynamic recruiter & promoter of MCTC  •Nimble

•Expand online offerings 
REQUIRED QUALIFICATIONS 

1. An earned Doctorate from an accredited college or university 
2. Progressive leadership experience with 3 – 5 years senior-level executive experience in higher education, with preference given to community or technical college experience 
3. An approachable person of high integrity and energy, with a track record of building successful teams, inside and outside the organization. 

PREFERRED QUALIFICATIONS 
1. President with CEO experience
2. Classroom teaching experience

APPLICATION PROCESS 
Applicants will submit for review the following: 

1 A current vita with cover letter addressing characteristics and qualifications; and 
2 A list of five professional references, including names and telephone numbers (both home and business). 
3. All application materials must be received by 5:00 PM EST on February 21, 2022. 

The review of applications will begin February 22, 2022.  
*Please Note:  All semi-finalists will be required to submit a 10-minute video presentation. 

All nominations and applications should be submitted electronically to: MaysvillePresidentialSearch@kctcs.edu 

For more information regarding this position, please visit the Maysville Presidential Search webpage at https://maysville.kctcs.edu/presidential-search/ 
If you have any questions or suggestions, or would like to make a confidential inquiry please contact our Association of Community College Trustees (ACCT) Search Consultant: 

Julie Golder, J.D., Vice President of Search Services, jgolder@acct.org, 202-775-4466 (office) or 202-384-5816 (mobile) 
The Kentucky Community and Technical College System is an equal educational and employment opportunity institution and does not discriminate on the basis of; race, religion, color, sex, national origin, age, disability, 

family medical history, or genetic information. Further, we vigilantly prevent discrimination based on sexual orientation, parental status, marital status, political affiliation, military service, or any other non-merit based factor. 
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 and applications should be submitted electronically to: 

For more information regarding this position, please visit the Maysville Presidential Search webpage at 
estions or suggestions, or would like to make a confidential inquiry please contact our Association of Community College Trus

Julie Golder, J.D., Vice President of Search Services, jgolder@acct.org, 202-775-4466 (office) or 202-384-5816 (mobile) 
The Kentucky Community and Technical College System is an equal educational and employment opportunity institution and does not discriminate on the basis of; race, religion, color, sex, national origin, age, disability, 

family medical history, or genetic information. Further, we vigilantly prevent discrimination based on sexual orientation, parental status, marital status, political affiliation, military service, or any other non-merit based factor. 

The Kentucky Community and Technical College System (KCTCS) seeks a transparent, honest, humble, 
strategic, innovative, forward thinker, charismatic and visionary leader to serve as the  President/CEO of 
Maysville Community and Technical College in Maysville, KY. This leader will be responsible for achieving 
the student success, workforce readiness and strategic goals needed for MCTC to  be the first-choice higher 
education institution for area students. This position will build upon and create partnerships with other higher 
education institutions, employers and the community. 

THE SYSTEM AND THE COLLEGE 
KCTCS, the largest provider of post-secondary education and workforce training in Kentucky, is a statewide 
community college system with 16 colleges and more than 70 campuses across the Commonwealth.  Maysville 
Community and Technical College (MCTC) is one of the 16 colleges. MCTC enrolls 4,189 students on an annual 
basis, has 4 campuses (1 in Maysville; 3 in adjacent counties) and serves workforce clients  with customized 
instructional programs. 

THE POSITION 
KCTCS and the Board of Directors of Maysville Community and Technical College (MCTC) seek a visionary 
educator with an outstanding record of strong leadership, educational accomplishments and an  ability to foster 
internal and external partnerships. The College President reports directly to the KCTCS President. The President 
works closely with the MCTC Board of Directors and Foundation Board  comprised of a well-connected and 
engaged group of community leaders seeking to further MCTC as the top-in-the-country performing institution 
in student performance and community engagement. The  President is responsible for all aspects of the College’s 
operation throughout the service area and represents the college at the local and state levels. The President should 
have a proven track record of  interacting positively and professionally with all faculty and an understanding and 
appreciation of a faculty promotion and tenure process.
  
OUR MISSION  
Maysville Community and Technical College (MCTC) challenges learners to accomplish their educational, 
career, and personal development goals.  
Goals of the College:  
1. Provide arts and science courses and associate degrees for transfer to baccalaureate institutions. 
2. Offer technical degrees, diplomas, certificates, and courses for employment and career advancement. 
3. Provide transitional and adult education offerings. 
4. Deliver workforce training and services to support individual, community, and economic development.  
5. Provide academic and student support to enhance student learning. 
Maysville Community and Technical College, a member of the Kentucky Community and Technical College 
System, is a public two-year degree granting institution responding to and serving the needs of  communities in 
the northeastern Kentucky region.  

OUR VISION 
Maysville Community and Technical College inspires lifelong learning and transforms our region through 
excellent education.  

OUR VALUES 
Achievement 
We believe in the potential of each learner. We value intellectual, professional, and personal development of 
students, faculty, and staff. We provide flexible and accessible educational opportunities.   
Collaboration 
We commit to identifying and meeting the needs of our students and communities. We support cultural and 
academic diversity. We value effective, inclusive communication.   
Integrity 
We hold to high standards of behavior. We believe in treating each other with respect. We work to create an 
ethical learning environment.  

IDEAL CHARACTERISTICS  
• Student focused with a strong commitment to recruitment, retention & achievement 
• Effective communicator, including outstanding public speaking skills 
• Highly visible, approachable on campus & engaged in all communities served by MCTC 
• Reach diverse populations & fosters equity & inclusion Strong management skills & confident decision 

maker 
• Strong & successful financial background with a thorough understanding of the budgeting process 
• Team player 
• Aware of & responsive to the workforce needs throughout the community 
• Enthusiasm & passion for community colleges 
• Visionary 
• Team & relationship builder 
• Engaging 
• Transparent 
• Business Minded 
• Develop & strengthen community-wide & higher education partnerships 
• Strong & proven fundraising & “friend-raising” abilities 
• Understand & strengthen MCTC’s role within the community, its partners & business & industry 
• Entrepreneurial 
• Understand & appreciate the culture of the area 
• Strategic risk taker 
• Values MCTC’s history & will continue the College’s record of excellence 
• Crisis management experience 
• Dynamic recruiter & promoter of MCTC 
• Nimble 
• Expand online offerings 

REQUIRED QUALIFICATIONS 
1. An earned Doctorate from an accredited college or university  
2. Progressive leadership experience with 3 – 5 years senior-level executive experience in higher education, 

with preference given to community or technical college experience 
3. An approachable person of high integrity and energy, with a track record of building successful teams, 

inside and outside the organization. 

PREFERRED QUALIFICATIONS 
1. President with CEO experience 
2. Classroom teaching experience 

APPLICATION PROCESS 
Applicants will submit for review the following: 

1. A current vita with cover letter addressing characteristics and qualifications; and 
2. A list of five professional references, including names and telephone numbers (both home and business
3. All application materials must be received by 5:00 PM EST on February 21, 2022.  

The review of applications will begin February 22, 2022.  
*Please Note: All semi-finalists will be required to submit a 10-minute video presentation.  

All nominations and applications should be submitted electronically to: 
MaysvillePresidentialSearch@kctcs.edu 

For more information regarding this position, please visit the Maysville Presidential Search webpage at 
https://maysville.kctcs.edu/presidential-search/ If you have any questions or suggestions, or would like to 

make a confidential inquiry please contact our Association of Community College Trustees (ACCT) Search 
Consultant: Julie Golder, J.D., Vice President of Search Services, jgolder@acct.org, 202-775-4466 (office) or 

202-384-5816 (mobile) 

The Kentucky Community and Technical College System is an equal educational and employment opportunity 
institution and does not discriminate on the basis of; race, religion, color, sex, national origin, age, disability, 

family medical history, or genetic information. Further, we vigilantly prevent discrimination based on sexual 
orientation, parental status, marital status, political affiliation, military service, or any other non-merit based factor.

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.
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Department of Family and Consumer Sciences
Posting number: 0605982

Western Michigan University has an available position of Assistant 
Professor in Kalamazoo, MI. Position requires a Doctor of 
Philosophy (Ph.D.) degree in Fashion Merchandising or Human 
Sciences. Position also requires: 1) Ph.D. dissertation in retail 
fashion merchandising. Job duties: Teach graduate & undergraduate 
courses in Fashion Merchandising & Design including Fashion/
Retail Buying (FCS 2260); Entrepreneurship in FCS (FCS 3300); 
Product Development (FCS 4220); Merchandising Seminar (FCS 
4300); & Global Aspects of Fashion (FCS 5440).  Advise students.  
Conduct research in Retail Fashion Merchandising & actively pursue 
external funding. Participate in curriculum development & program 
evaluation.  Publish results of research in peer-reviewed journals & 
present results of research at national & international conferences. 
Qualified candidates should apply online at http://www.wmich.
edu/hr/jobs. Only applications submitted through this site will be 
considered. Position is currently open & will remain open until filled. 
WMU is classified by the Carnegie Foundation for the Advancement 
of Teaching as a “higher research” university. 

WMU is an Equal Opportunity/Affirmative Action Employer. 
Minorities, women, protected veterans, individuals with disabilities 
& all other qualified individuals are encouraged to apply. 

The Faculty of Arts and Sciences at Harvard University is pleased 
to announce that the College Fellows Program is now accepting 
applications for the 2022-23 academic year. This program identifies 
exceptional scholars who have recently completed their doctoral 
work and have demonstrated excellence in teaching. College Fellows 
teach within an area of specialization while given ample time to 
pursue their own research. The program provides College Fellows 
with mentoring on both pedagogy and career development. College 
Fellows are full-fledged members of the Harvard community.

College Fellowships are one-year positions with the possibility of 
renewal for one additional year. In 2022, they are expected to begin 
in August. College Fellows will receive a salary plus benefits.

Candidates are required to have a Ph.D. or an equivalent terminal 
degree by the expected start date. The program is limited to applicants 
who have received their Ph.D. no earlier than 2018.

To see the list of areas of specialization and to apply, please visit 
http://facultyresources.fas.harvard.edu/college-fellows-program. 
The deadlines for applications and letters of reference may vary.

Harvard is an equal opportunity employer and all qualified applicants 
will receive consideration for employment without regard to race, 
color, religion, sex, national origin, disability status, protected veteran 
status, gender identity, sexual orientation, pregnancy and pregnancy-
related conditions or any other characteristic protected by law.

College Fellows
Harvard University, Faculty of Arts and Sciences

Director, Cornell Energy Systems Institute
Effective January 1, 2022, all new Cornell hires, regardless of role and work location, must be fully 
vaccinated and present proof of an FDA- or WHO- authorized or approved COVID-19 vaccination 
or have a university-approved disability/medical or religious exemption. Failure to demonstrate 
compliance with this requirement prior to the first day of work will result in the delay of employment 
with Cornell and may result in the offer of employment being rescinded.

Cornell University embraces diversity and seeks candidates who will contribute to a climate that 
supports students, faculty, and staff of all identities and backgrounds. We strongly encourage 
individuals from underrepresented and/or marginalized identities to apply.

The College of Engineering, Cornell University, Ithaca Campus, invites applications for the Croll 
Professorship and Director of the Cornell Energy Systems Institute (CESI) from distinguished 
scholars with a vision for transforming global energy systems. The CESI is the College of Engineering 
nexus for energy systems and technology research across disciplines. The College of Engineering at 
Cornell University is a premier institution of applied science and technology research and education, 
including in several areas of energy-related research and development. The successful applicant is 
expected to be a distinguished leader with a strong record of research and a compelling vision for 
the CESI as a world-class center for energy innovation. In addition to all CESI research facilities, the 
successful candidate can expect to benefit from the use of such Cornell research facilities as CHESS 
(Cornell High Energy Synchrotron Source), CCMR (Cornell Center for Materials Research)  and CNF 
(Cornell Nanofabrication Facility) and from collaboration with many faculty experts in such areas as 
Advanced Manufacturing (“3D Printing”) and advanced electromagnetics (metamaterials) and the 
Lab of Plasma Studies (LPS). In addition, the new Director will benefit from an existing partnership 
with Cornell Atkinson Center for Sustainability, the Cornell hub for broadly interdisciplinary research 
in sustainability (atkinson.cornell.edu). The successful candidate can expect a competitive level of 
support for the growth and development of the CESI. For additional information about the position, 
please contact CESI_search@cornell.edu 

The successful candidate will have a Ph.D. in a relevant energy-related field and an outstanding record 
of research, education, and service as appropriate to a Full Professor appointment in a relevant home 
department at Cornell. Experimentalists, theorists and computationalists are all welcome to apply. 
A broad background is desirable, including experience with areas of sustainable energy generation, 
conversion, storage, transmission/distribution, and/or recovery systems. Doctorates can be in 
chemical and biomolecular engineering, electrical engineering, applied physics, materials science 
and engineering, mechanical engineering, or another technical field that is consistent with a tenured 
appointment in a College of Engineering department at Cornell. 

There is an expectation that the successful applicant will be willing and able to teach courses in the 
College and will have demonstrated promise for excellence in the classroom. Candidates with an 
established record of raising funds for interdisciplinary center-scale initiatives, and with an interest in 
advancing outreach efforts to industry and foundations to enable research, teaching, and service are of 
particular interest. Salary and rank will be commensurate with qualifications and experience. 

The College of Engineering is especially interested in qualified candidates who can contribute, through 
their research, teaching and/or service, to the diversity of the academic community and to creating a 
climate that attracts students of all races, genders and nationalities. 

To apply: Application materials must be submitted by March 15, 2022 at 
https://academicjobsonline.org/ajo/jobs/20942.

Interested applicants should visit and submit a curriculum vitae, a research statement, a teaching 
statement, a statement on outreach, diversity, inclusion, and leadership, and complete contact 
information for at least 3 references. Applications will be accepted until the position is filled. 

For more information regarding the Statement of Contribution to Diversity, Equity, and Inclusion, please 
visit: https://facultydevelopment.cornell.edu/department-resources/recruitment/contribution-
to-diversity/
Diversity and Inclusion are a part of Cornell University’s heritage. We are a recognized employer and 
educator valuing AA/EEO, Protected Veterans and Individuals with Disabilities. We also recognize a 
lawful preference in employment practices for Native Americans living on or near Indian reservations. 
Cornell University is an innovative Ivy League university and a great place to work. Our inclusive 
community of scholars, students, and staff impart an uncommon sense of larger purpose, and 
contribute creative ideas to further the university’s mission of teaching, discovery, and engagement.

Founded in 1819, the University of Cincinnati embarks upon its third century – 
building on the past and defining the future by leading urban, public universities 
into a new era of innovation and impact through its strategic direction, Next 
Lives Here. Underscoring the power of creativity, ingenuity, invention and 
inclusion, what’s Next will accelerate our unrivaled momentum, evidenced by 
eight straight years of record enrollment and rankings that include placement 
among America’s top 100 public universities by U.S. News & World Report. Home 
to a diverse student body of nearly 47,000 and more than 4,200 distinguished 
faculty, the university combines its Research 1 (Very High Research Activity) 
Carnegie Classification with a physical setting that The New York Times recently 
acclaimed as “the most ambitious campus design program in the country". 

Job Overview 
Provide oversight to the collection (metering) of energy use information, analysis 
of energy usage across campus and in plant facilities, communication of energy 
usage, energy efficiency, energy services, and Utilities billing processes. 

Essential Functions 
Provide oversight to the production, distribution, and transmission of reliable 
electricity, steam, and chilled water to over one hundred campus and hospital 
area buildings supported by the University of Cincinnati Utilities Department. 
Perform ongoing evaluation of production and maintenance activities to insure 
cost effective modes of operation in the supply of energy. 
Teach courses on topics related to enhancing the technical skills of engineers 
through the application of effective managerial principles including but not 
limited to: Energy, Energy Management, Engineering Management, Project 
Management, Situational Leadership, Task & Motivation Relationship, Quality, 
and Effective Communication, as dictated by the College of Engineering and 
Applied Science (CEAS). Leverage relationships with CEAS faculty to develop 
tools, programs, and services to monitor, analyze, project, and communicate 
energy usage, efficiency, and savings throughout campus. Leverage experience 
working with external organizations to advance the interests of the university. 
Support the overall university and department goals of ensuring safe, reliable, 
environmentally compliant, and regulatory compliant operations. 
Monitor and analyze energy production and consumption data from internal 
plants and the more than one hundred campus and area hospital buildings. 
Develop, recommend, and implement technical design or process changes to 
improve efficiency, quality, or performance of equipment and processes. Work 
with building personnel and other internal support groups to identify energy 
savings opportunities; make recommendations to achieve greater energy efficient 
operations throughout campus.  Utilize developed campus and organizational 
relationships to work closely with building management personnel to 
communicate, analyze, and explain in detail their energy usage trends, impacts, 
and costs.  Develop internal and external billing for each building based on 
identified consumption of each energy. Utilize existing relationships with 
University personnel, department, and student organizations to identify energy 
cost saving initiatives aimed at reduction of overall energy costs. 
Produce technical reports for management and other groups such as the EPA, 
PUCO, PJM, Duke, and DOE. Evaluate construction design information such as 
detail and assembly drawings, design calculations, system layouts and sketches, 
or specifications. 
Develop procedures to ensure reliability and contingency plans for emergency 
operations. Perform related duties based on departmental need. 

Required Education 
Bachelor’s Degree in Chemical/Mechanical Engineering. 

Required Experience 
Four (4) years of experience working in roles similar to those that are integrated 
with University of Cincinnati administration groups and personnel. 

Physical Requirements/Work Environment
Sitting - Often 
Repetitive hand motion (such as typing) - Often 
Hearing, listening - Often 
Talking - Often 
Standing - Often 
Walking - Often 
Bending - Often 
Stooping - Often 
Climbing stairs/ladders - Often 
Kneeling, squatting - Seldom 
Crouching - Seldom 
Crawling - Seldom 
Reaching overhead - Seldom 
Pulling, pushing - Seldom 
Lifting - up to 20 pounds - Often 
Lifting - up to 50 pounds - Seldom 
Outdoor Environment: Employees work outdoors and may not be protected 
from weather conditions. Noise: There is sufficient noise to cause you to shout 
in order to be heard above the noise level. Hazards: Includes a variety of physical 
conditions, such as proximity to moving mechanical parts of machinery or tools 
used to perform work, moving vehicles, electrical current, working on scaffolding 
and high places, or exposure to chemicals. 
Oils: There is air or skin exposure to POLS (Petroleum, Oil and Lubricants) 
or other cutting fluids. Atmospheric Conditions: Conditions that affect the 
respiratory system, such as fumes, odors, dusts, mists, gases, or poor ventilation. 
Close Quarters: Employees are frequently required to work in crawl spaces, 
shafts, manholes, sewage and water line pipes, and other areas that could cause 
claustrophobia. 

Compensation and Benefits 
UC offers a wide array of complementary and affordable benefit options, to meet 
the financial, educational, health, and wellness needs of you and your family. 
Eligibility varies by position and FTE. 
Competitive salary range dependent on the candidate's experience. 
Comprehensive insurance plans including medical, dental, vision, and 
prescription coverage. Flexible spending accounts and an award-winning 
employee wellness program, plus an employee assistance program. 
Financial security via our life and long-term disability insurance, accident and 
illness insurance, and retirement savings plans. 
Generous paid time off work options including vacation, sick leave, annual 
holidays, and winter season days in addition to paid parental leave. 
Tuition remission is available for employees and their eligible dependents. 
Enjoy discounts for on and off-campus activities and services. 

The University of Cincinnati, as a multi-national and culturally diverse university, 
is committed to providing an inclusive, equitable and diverse place of learning and 
employment. As part of a complete job application you will be asked to include a 
Contribution to Diversity and Inclusion statement. 

As a UC employee, and an employee of an Ohio public institution, if hired you 
will not contribute to the federal Social Security system, other than contributions 
to Medicare. Instead, UC employees have the option to contribute to a state 
retirement plan (OPERS, STRS) or an alternative retirement plan (ARP). 

The University of Cincinnati is an Affirmative Action / Equal Opportunity 
Employer / Minority / Female / Disability / Veteran. 

Applicants should submit their materials electronically at jobs.uc.edu, 
Requisition # 77441

Utility Energy Metering Engineer
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HOBART AND
WILLIAM SMITH COLLEGES

Hobart and William Smith Colleges seeks to fill the following tenure-
track line to begin Fall 2022 or January 2023. The teaching load is 
five courses per year.  

Assistant Professor of Religious Studies 
(Human Rights, Genocide, and Social Justice)  

For a Full job posting and to apply, visit 
http://www.hws.edu/offices/hr/employment/index.aspx. 

Hobart and William Smith Colleges are a highly selective, private, 
residential liberal arts institution located in a small diverse city in the 
Finger Lakes region of New York. The Colleges offer a rigorous curriculum 
with creative and extensive programs of international study and public 
service at the core of the mission. Hobart and William Smith Colleges strives 
for full inclusion of diverse communities. We are committed to attracting 
and supporting faculty that fully represent the racial, ethnic, and cultural 
diversity of the nation. The Colleges do not discriminate on the basis of 
race, color, religion, sex, marital status, national origin, age, disability, 
veteran’s status, sexual orientation, gender identity and expression or any 
other protected status. EOE.   

Assistant Professor (Tenure Track) 
Game Design (22-23)

The Game Design program in the School of Design within the College 
of Computing and Digital  Media at DePaul invites applicants for a 
tenure track position at the rank of Assistant Professor to  begin in 
September 2022.

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

Candidates must have a terminal degree, such as an MFA or 
equivalent, in game design, interactive arts, entertainment, computer 
science or a related field.

Apply: https://apply.interfolio.com/92007

DePaul University is an Equal Opportunity / Affirmative Action employer.

Assistant Professor  
Pediatric Pulmonology 

The Department of Pediatrics is seeking a Pediatric Pulmonologist for 
a fulltime Assistant Professor at the Robert C. Byrd Health Sciences 
Center, West Virginia University, Charleston Division located in the 
capital city of Charleston, WV. Job duties include: provide clinical 
care and teach medical students and residents in the area of pediatric 
pulmonology; scholarly activities are highly encouraged. 

Job Requirements by the time of appointment: 
• MD, DO degree or foreign equivalent degree from an 

accredited program 
• Board Certified or Board Eligible in Pediatric Pulmonology 
• Possess aptitude and passion for educating residents and 

medical students 
• Willingness to participate in appropriate academic, clinical 

research or other scholarly activity as may be required of 
clinical faculty 

• Eligible for WV Medical License

To apply, send your CV to carol.wamsley@camc.org

West Virginia University is proud to be an Equal Opportunity 
employer, and is the recipient of an NSF ADVANCE award for 
gender equity. The University values diversity among its faculty, staff, 
and students, and invites applications from all qualified applicants 
regardless of race, ethnicity, color, religion, gender identity, sexual 
orientation, age, nationality, genetics, disability, or Veteran status.

Open Full-Time Faculty Positions
College of Management, College of Sciences, School of Urban 
Education, College of Nursing and Health Sciences, College of Liberal 
Arts, College of Individualized Studies and College of Community 
Studies and Public Affairs

Metropolitan State University, a member of the Minnesota State, is a 
public, urban university located in the Twin Cities Metropolitan area. 
The University provides an excellent, inclusive and engaging education 
to eliminate educational opportunity gaps and lead the Twin Cities 
community to a prosperous and equitable future.  Recognized as a 
Minority Serving Institution, its employees serve approximately 10,200 
students, two-thirds of whom are from communities of color or American 
Indian nations, are first in their family to attend college or are eligible for 
Pell grants.  Metropolitan State is recognized by CollegeNet as a leading 
higher education promoter of social mobility for students (Ranked #39 out 
of 1449). The university is a four-time recipient of the Insight into Diversity 
Higher Education Excellence in Diversity (HEED) Award. Metropolitan 
State offers programs leading to baccalaureate, masters, and doctoral 
degrees.  We provide accessible, high quality liberal arts, professional and 
graduate education with continued emphasis on marginalized groups, 
including adult learners. Recognized in 2008 and 2014 by the Carnegie 
Foundation for Community Engagement and named to the President’s 
Higher Education Community Service Honor Roll, the university is 
committed to academic excellence and community engagement through 
curriculum, teaching scholarship and services designed to support an 
urban mission. As a member of Minnesota State Colleges and Universities 
System, Metropolitan State University is actively working to achieve the 
Equity 2030 goal of the system, with initiatives to advance equity and 
close disparities among student groups that focus on academic programs, 
policies and procedures, and effective student support.

Visit our web site at http://www.metrostate.edu

Salary is commensurate with education and experience, and is determined 
by the salary placement process as outlined in the Inter Faculty 
Organization (IFO) Master Agreement.

* Employment for this position is covered by the collective bargaining 
agreement for the Inter Faculty Organization which can be found at:
For the most current information on the IFO, go to www.ifo.org 

To apply, go to https://metrostate.peopleadmin.com 

EEO/AA 
The University provides reasonable accommodations to qualified 
individuals with disabilities upon request.

Department of Sport and Recreation Management 
Assistant Professor of Instruction

The Department of Sport and Recreation Management at the School of 
Sport, Tourism and Hospitality Management (STHM) invites applications 
for a non-tenure track Assistant Professor of Instruction faculty position. 
The start date for the position is July 1, 2022, and the successful candidate 
will have earned a PhD in Sport Management or related field or foreign 
equivalent by September 1, 2022 is preferred. There are no requirements 
for research activities for this position but having publications and current 
research projects are considered desirable and those who have a degree and 
equivalent industry experience may be considered.

The successful candidate will contribute to the department primarily 
through teaching, with the possibility of teaching courses in Sport Finance 
and Budgeting, Sport Economics, Sport Marketing, Esports, and Sport 
Analytics. Candidates are not expected to teach in all these areas but 
should have expertise to teach at least several of these courses. This position 
carries an expectation of excellent teaching, and the successful candidate 
will be expected to contribute to the department through service, which 
will include developing curricula, serving on committees and/or advising 
student organizations. The position supports critical initiatives of STHM’s 
2025 Strategic Plan related to Transformational Education and Inclusive 
Culture. Salary will be commensurate with qualifications and experience.

At the Department of Sport and Recreation, we know that real-world 
experience paired with sport- industry business skills give our alumni a 
competitive advantage. As the leading provider of sport management 
talent in the Philadelphia area, we are dedicated to evolving our programs 
to provide innovative coursework that prepares our students to lead the 
industry and experiential learning opportunities that prepare them to hit 
the ground running after graduation. Our undergraduate and graduate 
programs offer an innovative curriculum taught by faculty at the forefront 
of sport industry research and experience so you can start immediately 
making an impact in the exciting sport industry. Beyond the classroom, 
our school provides students with the resources and path to succeed 
through our industry-specific Center for Industry Engagement and 
school-specific Center for Student Services. For more information about 
the department, college and university, please visit https://sthm.temple.
edu/sport-and-recreation-management/.

Applicants should submit the following:
• a cover letter indicating interest and relevant professional and 

academic background,
• a statement of teaching interests and philosophy,
• a statement which includes your values related to diversity, your 

experiences working with diverse populations, and your future 
plans related to inclusivity,

• curriculum vitae,
• a list of courses you are qualified to teach, and student evaluations 

of recent courses taught, and names and contact information for 
three references.

A review of applications will begin on March 1, 2022, and will continue 
until the position is filled. Candidates should submit their application 
materials as a single PDF document to (srmjobs@temple.edu).

Any questions concerning this faculty search should be directed to: Dr 
Elizabeth Taylor, Search Committee Chair (elizabeth.taylor@temple.
edu).

The Temple University community at large includes over 40,000 students 
in the region and at several international campuses. Temple is classified 
as an R1 Carnegie Research University: highest research activity. Temple 
University is an equal opportunity, equal access affirmative action employer, 
committed to achieving a diverse community. COVID-19 vaccinations are 
required for employment at Temple University, unless granted a religious 
or medical exemption (see www.temple.edu/coronavirus).

Temple University is an equal employment opportunity and affirmative 
action employer committed to student, faculty and staff diversity, equity, 
and inclusion. Women and minorities are strongly encouraged to apply. 
Additional information is available from the university, college and 
department websites at https://sthm.temple.edu/.

Temple University's Annual Security and Fire Safety Report contains 
statistics, policies, and procedures related to campus safety and can be found 
at: https://safety.temple.edu/reports-logs/annual-security-report. You 
may request a copy of the report by calling Temple University’s Campus Safety 
Services at 215-204-7900.

Assistant/Associate Professor Position in  
International Business

The Department of Management and Global Business at Rutgers 
Business School – Newark and New Brunswick invites applications for 
a tenure track position at the rank of Assistant or Associate Professor in 
International Business starting in September 2022. We seek advanced 
junior candidates/senior level scholars with an established research 
record to conduct research and teach courses in International Business, 
Strategic Management, and related areas at undergraduate, MBA 
and/or doctoral levels on both the Newark and the New Brunswick 
campuses.  

The Department of Management and Global Business has world-
renowned faculty with specialties in International Business; Strategy; 
the Management of Innovation, Technology, and Knowledge; 
Entrepreneurship; Ethics and Organizational Behavior.  International 
Business faculty members include John Cantwell, Farok Contractor, 
Ajai Gaur, Mitchell Koza, Markus Taussig, Joydeep Chatterjee and 
Pallavi Shukla.  Other faculty members working in the IB/Strategy 
interface include Chao Chen, Petra Christmann, Michelle Gittelman, 
Doug Miller and Anastasia Bailey. Our group also works with a 
talented group of PhD students and hosts visiting scholars from 
around the world. 

Rutgers Business School is part of Rutgers, The State University of 
New Jersey.  Rutgers Business School is located in the New York City 
metropolitan area and spans campuses in Newark and New Brunswick.  
Rutgers Business School is recognized as one of the top three public 
business schools among Big Ten business schools and is the highest-
ranked public business school in the Northeast U.S. Faculty members 
are expected to teach on both Newark and New Brunswick campuses 
and are assigned an office on either campus depending on the 
department’s teaching or other needs. 

Requirements:
Candidates must have an active research program in international 
business or strategic management areas (preference given to those 
with demonstrated success publishing in top-tier journals in the field 
and/or in related disciplines); who have the potential to be excellent in 
teaching undergraduate and MBA level courses; who are interested in 
supervising and working with doctoral students; and who are willing to 
engage in service activities.  Applicants should have a doctoral degree 
granted or nearly completed (i.e., ABD).   

Responsibilities: 
Participate actively in research, teach undergraduate and MBA level 
courses, supervise and work with doctoral students, and engage in 
service activities as required by the department and/or the school.
 
Rutgers University has a strong institutional commitment to 
the principle of diversity. In that spirit, we are particularly 
interested in receiving applications from a broad spectrum of 
individuals, including women and underrepresented groups. 
Interested candidates should submit their application online at  
https://jobs.rutgers.edu/postings/153154
   
Application materials include a letter of application, a CV, a brief 
statement of research and teaching interests, copies of recent 
articles, three letters of recommendation, and evidence of teaching 
effectiveness.  Please follow the directions on this website for the 
submission of three letters of reference.  Review of applications 
will begin immediately, and applications will be accepted until 
the position is filled.  Inquiries about this position should be 
directed to the International Business Search Committee at  
mgb_tt_position@business.rutgers.edu 
 
Rutgers, The State University of New Jersey, is an Equal Opportunity/
Affirmative Action Employer. Qualified applicants will be considered 
for employment without regard to race, creed, color, religion, sex, sexual 
orientation, gender identity or expression, national origin, disability 
status, genetic information, protected veteran status, military status or 
any other category protected by law. As an institution, we value diversity 
of background and opinion, and prohibit discrimination or harassment 
on the basis of any legally protected class in the areas of hiring, 
recruitment, promotion, transfer, demotion, training, compensation, pay, 
fringe benefits, layoff, termination or any other terms and conditions of 
employment. 
For additional information please see the Non-Discrimination 
Statement at the following web address: 
http://uhr.rutgers.edu/non-discrimination-statement
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Build an academic career in beautiful Charlottesville, Virginia. 
If teaching is your passion, not just a career, PVCC is the place for you.

Piedmont Virginia Community College (PVCC) is a comprehensive, public, Associate degree-
granting institution located in Charlottesville, Virginia. PVCC is known throughout the community 
and the Virginia Community College System for its exceptional faculty and staff, the quality of its 
programs and services, and the success of its students. College transfer and workforce development 
are the core of the college’s mission. Challenging coursework and a full range of support services 
in developmental education, general education, community service, and lifelong learning are 
provided to support and enhance the mission and prepare students for success in life. PVCC employs 
faculty who demonstrate their commitment to this mission by providing challenging, engaging, and 
meaningful instruction in and outside the classroom.
We welcome, encourage and support diversity of our students, faculty and staff members and seek to 
attract and retain individuals who reflect our diverse community.
PVCC invites applications for the following full-time teaching faculty, administrative faculty, and 
staff positions:

Teaching Faculty-9 months
English

Computer Science/Information Systems Technology
Nursing (RN and LPN)

Teaching Faculty-12 months
Medical Laboratory Technology-Program Director

Administrative Faculty
Director of Information Technology

Director of Student Accessibility and Accommodations

Staff Positions
Student Success Advisor

The searches will remain open until the positions are filled. For all positions, to be considered for the 
initial screening, candidates should submit application materials by February 7, 2022..

9-Month Teaching faculty positions start August 16, 2022.
12-Month Teaching faculty, administrative faculty, and staff positions start 

July 1, 2022 or earlier.    
Detailed job description and application procedures are available at: 

 http://www.pvcc.edu/human_resources/employment/
Piedmont Virginia Community College is an Equal Opportunity, 

Affirmative Action Employer and actively seeks applications from 
women and minority candidates.

ACCOUNTING

Associate Professor
Jackson State University
Teach accounting and related 
courses, advise students, main-
tain an active research agenda, 
and perform faculty service. Ph.D 
Accounting or related field. In-
terested persons should send a 
cover letter and CV to: Dr. Fi-
delis Ikem, College of Business, 
Jackson State University, 1400 JR 
Lynch Street, Jackson, MS 39217, 
or fidelis.ikem@jsums.edu.

CHEMISTRY

Assistant Professor of 
Chemistry
Seattle Pacific University
Assistant Professor of Chemis-
try. Teach courses in chemistry, 
advise students, maintain an ac-
tive research agenda, and perform 
faculty service. Ph.D. in Chem-
istry. Interested persons should 
send a cover letter and CV to: 
Becky Tindall, Interim Director 
of Human Resources, Seattle Pa-
cific University, 3307 Third Ave-
nue West, Suite 302, Seattle, WA 
98119 within 30 days.

COMMUNICATION

Assistant Professor - 
Communication in Joplin, 
Missouri
Missouri Southern State University
Job Duties: Teach New Media 
Technology, Intercultural Com-
munication, Research Methods in 
Communication, Active Listen-
ing and Strategic Negotiations, 
as well as develop new courses. 
Requires PhD in Communication 
or related field preferred. ABD 
considered. Demonstrated com-
mitment to teaching excellence 
and advising at the undergraduate 
level. Preference given to appli-
cants with teaching or research 
in New Media Technology and 
Conflict Management and ability/
qualifications to teach Active Lis-
tening and Strategic Negotiations.   

Screening of applications will be-
gin immediately and will continue 
until the position is filled. Appli-
cants should provide a detailed 
letter of application, curriculum 
vitae, copies of undergraduate and 
graduate transcripts, as well as the 
names and contact information 
of three professional referenc-
es. Submit documents by visiting 
www.mssu.edu/jobs. Employment 
is contingent upon a background 
check.

COMPUTER 
ENGINEERING

Assistant Professor of 
Computer Engineering 
(Prescott, AZ)
Embry-Riddle Aeronautical 
University
Teach classes; advise students; 
provide service to academic de-
partment, university and commu-
nity. Requires: Ph.D. in Comput-
er Engineering. Send resume to: 
Embry-Riddle Aeronautical Uni-
versity, Attn: Sidney Shaffer, Em-
ployee Relations and Staffing Spe-
cialist - HR, 1 Aerospace Blvd., 
Daytona Beach, FL 32114.

COMPUTER SCIENCE

Assistant Professor
Louisiana State University 
Shreveport
Assistant Professor. Teach com-
puter science and related courses, 
advise students, maintain an active 
research agenda, and perform fac-
ulty service. ABD or Ph.D Com-
puter Science. Interested persons 
should send CV and cover letter 
to: Dr. Richard Watson, Depart-
ment of Computer Science, Loui-
siana State University Shreveport, 
One University Place, Shreveport, 
LA 71115.

Assistant Professor
Maharishi University of 
Management
Assistant Professor — Teach un-

dergraduate and graduate cours-
es in computer science including 
Fundamental Programing Practic-
es, Modern Programming Prac-
tices, and Algorithms, in addition 
to other courses as assigned by 
the department chair.  Must have 
a Master’s degree in Computer 
Science or a related degree, and 
be willing to work in an active 
department.  Contact Sule Ak-
tar, Office of the Dean of Faculty, 
Maharishi International Univer-
sity, 1000 North Fourth Street, 
Fairfield, Iowa 52557

COUNSELING

Assistant Professor of 
Counseling
University of Montevallo
The Department of Health and 
Human Sciences invites applica-
tions for a 9-month tenure-track, 
Assistant Professor in Counsel-
ing beginning August 2022. This 
is a full-time, tenure track po-
sition. Responsibilities include 
teaching graduate level courses 
in core courses required for the 
accreditation, courses related to 
Clinical Mental Health counsel-
ing, and topics as needed by the 
Program. Candidates should have 
an express focus area of Clinical 
Mental Health counseling, pro-
vide academic advising; teach and 
supervise directed graduate stu-
dent practicum and internship ex-
periences; serve on committees; 
establish an independent line of 
research and publish in scholarly 
journals; seek and secure exter-
nal funding to support scholarly 
activity; be active in professional 
societies; actively recruit gradu-
ate students to the department; 
and provide service to the depart-
ment, college, university, com-
munity, and profession. Review 
of applicants will begin immedi-
ately and continue until the posi-
tion is filled.  The University of 
Montevallo’s Master’s Degree in 
Counseling positions candidates 
for a successful career in the fol-
lowing degree tracks: Clinical 
Mental Health, Couples and Fam-
ily, and School Counseling. All 

tracks are certified by the presti-
gious Council for Accreditation of 
Counseling Related Educational 
Programs (CACREP). Success-
ful completion of the counseling 
core courses meets the academic 
requirements for the LPC creden-
tial in Alabama.  The Department 
of Health and Human Sciences 
is housed within the College of 
Education and Human Develop-
ment at the University of Mon-
tevallo. The University of Mon-
tevallo is Alabama’s only public 
liberal arts institution. Located 
approximately 30 miles South of 
Birmingham, Alabama, the Uni-
versity of Montevallo (UM) serves 
approximately 2,600 students an-
nually. Montevallo offers under-
graduate and graduate programs 
across the Colleges of Arts and 
Sciences, Business, Education and 
Human Development, and Fine 
Arts. The UM College of Edu-
cation and Human Development 
currently supports approximate-
ly 425 undergraduate and 300 
graduate students. Composed of 
two departments with 28 fulltime 
faculty, the College offers bach-
elors, masters, and educational 
specialist degrees. Learn more 
about the CEHD at https://mon-
tevallo.edu/academics/colleges/
college-of-education/.   Minimum 
Qualifications: o The preferred 
candidate will have an earned 
doctorate in Counselor Educa-
tion from a CACREP accredited 
doctoral program. o Licensed (or 
Associate Licensed Counselor 
[ALC] or Licensed Profession-
al Counselor [LPC] or licensed 
as a Licensed Marriage & Family 
Therapist [LMFT] or MFT-Asso-
ciate) license eligible and attained 
within 12 months of hire) as a 
professional counselor in the state 
of Alabama  o Demonstrated ex-
perience having provided clinical 
experience to client populations.  
Preferred Qualifications: o Prior 
university level teaching experi-
ence.  o Professional identity as a 
Counselor Educator o Affiliation 
with and membership in relevant 
professional counseling associa-
tions (e.g., ACA, ACES, AMHCA, 
AAMFT, IAMFC, etc.) o Com-
mitment to integrating culturally 
competent, evidence-based peda-
gogic strategies and clinical prac-
tices.   Review of applicants will 
begin immediately and continue 
until the position is filled. Addi-
tional information and application 
guidelines are available at https://
jobs.montevall.edu.

ELECTRONIC MUSIC

Assistant Professor
Indiana University
The Indiana University Jacobs 
School of Music in Bloomington, 
Indiana invites applications for an 
Assistant Professor position. Du-
ties include teaching courses in 
the composition of electroacous-
tic music for undergraduate and 
graduate students; assisting the 
director of the Center for Elec-
tronic and Computer Music in 
planning and producing concerts, 
as well as maintaining the studios; 
providing guidance for composi-
tion students, faculty, and Jacobs 
School of Music ensembles uti-
lizing electronics and computer 
music on recitals and concerts; 
and maintaining an active career 
as a composer and performer of 
electroacoustic music. Position 
requires a Master’s Degree in 
Music as well as a record of na-
tional and international appear-
ances as composer and performer 
at peer-reviewed electroacoustic 
music conferences and festivals. 
Experience teaching undergrad-
uate and graduate students the 
following subjects: electroacous-
tic music composition and sound 
design, digital audio workstation 
software, and interactive com-
puter media languages (including 
Max) is required, as well as expe-
rience organizing and producing 
electroacoustic concerts.  Inter-
ested candidates should send a 
letter of interest and curriculum 
vitae to: ceciflem@indiana.edu. 
Questions regarding the position 
or application process can also be 
directed to ceciflem@indiana.edu.  
Indiana University is an equal em-
ployment and affirmative action 
employer and a provider of ADA 
services. All qualified applicants 

will receive consideration for em-
ployment without regard to age, 
ethnicity, color, race, religion, sex, 
sexual orientation, gender identity 
or expression, genetic informa-
tion, marital status, national ori-
gin, disability status or protected 
veteran status.

ENGINEERING

Assistant Professor of 
Aerospace Engineering 
(Prescott, AZ)
Embry-Riddle Aeronautical 
University
Teach classes; advise students; 
provide service to academic 
department, university and 
community. Requires: Ph.D. 
in Aerospace Engineering. 
Send resume to: Embry-Riddle 
Aeronautical University, Attn: 
Sidney Shaffer, Employee 
Relations and Staffing Specialist 
- HR, 1 Aerospace Blvd., Daytona 
Beach, FL 32114. 

Assistant Professor, 
Chemical Engineering
Rochester Institute of Technology
Assistant Professor, Rochester 
Institute of Technology (RIT), 
Rochester, New York. Teach grad-
uate and undergraduate courses 
in Chemical Engineering in the 
Kate Gleason College of Engi-
neering, establish externally fund-
ed research program, disseminate 
research with RIT students, pro-
vide service activities to the de-
partment, college, and university. 
Ph.D. in Chemical Engineering 
required. Send CV to Steven J. 
Weinstein, Rochester Institute 
of Technology, Institute Hall 
(Building 73), Room 73-2107, 160 
Lomb Memorial Drive, Rochester, 
NY 14623-5604.

Assistant Professor
University of Nevada, Las Vegas
Teach construction, construction 
management, and related courses, 
advise students, maintain an ac-
tive research agenda, and perform 
faculty service. Ph.D Architectural 
and Urban Systems Engineering 
or related field. Interested persons 
should send a cover letter and CV 
to: Dr. Sajjad Ahmad, Department 
of Civil and Environmental En-
gineering and Construction, Uni-
versity of Nevada, Las Vegas, 4505 
S. Maryland Pkwy, Las Vegas, NV 
89154, or sajjad.ahmad@unlv.edu.

MULTIPLE

Tenure Track Assistant 
Professor Positions
California State University-
Sacramento
Sacramento State is seeking ap-
plicants for tenure track Assistant 
Professor positions in the follow-
ing areas: *Philosophy  *Geron-
tology *Geology *Mathematics 
Sacramento State is an equal op-
portunity and affirmative action 
employer. The California State 
University requires a satisfacto-
ry background check, including 
criminal.  For additional infor-
mation and to apply: https://csus.
peopleadmin.com

PLANT SCIENCES

Assistant Professor 
(Kimberly, ID)
University of Idaho
Teach extension programs and en-
gage in research, both relating to 
cropping systems and weed man-
agement. Ph.D Plant Sciences or 
closely related field. Interested 
persons should send a cover letter 
and CV to: Dr. Juliet Marshall, 
Department of Plant Sciences, 
University of Idaho, Moscow, ID 
83844, or jmarshall@uidaho.edu.

RADIOLOGY

Cardiothoracic Radiologist
Indiana University School of 
Medicine
The Indiana University School 
of Medicine is seeking candidates 
for an assistant professor position 
in cardiothoracic imaging. Duties 
include interpreting diagnostic 
imaging exams with emphasis on 
cardiothoracic pathology; per-
forming interventional radiologic 

procedures with an emphasis on 
thoracic pathology; participat-
ing in research with an emphasis 
on cardiothoracic pathologies; 
teaching medical students, radiol-
ogy residents, and cardiothoracic 
imaging fellows; and attending 
national and regional association 
meetings and participating in 
section and departmental confer-
ences.   Position requires an M.D. 
or D.O. with cardiothoracic imag-
ing fellowship training. Position 
also requires an Indiana medical 
license and must be Board Eligi-
ble or Board Certified in Radiol-
ogy prior to start date.  Interested 
candidates should send a letter of 
interest and curriculum vitae to: 
carewing@iupui.edu. Questions 
regarding the position or applica-
tion process can also be directed 
to carewing@iupui.edu.   Indi-
ana University is an equal em-
ployment and affirmative action 
employer and a provider of ADA 
services. All qualified applicants 
will receive consideration for em-
ployment without regard to age, 
ethnicity, color, race, religion, sex, 
sexual orientation, gender identity 
or expression, genetic informa-
tion, marital status, national ori-
gin, disability status or protected 
veteran status.

STUDENT EQUITY

Associate Dean of Student 
Equity and Special Programs
Cuesta College
Cuesta College is pleased to an-
nounce the recruitment for a new 
Associate Dean of Student Equity 
and Special Programs. The in-
cumbent will provide leadership 
in the management and adminis-
tration of the Student Equity and 
Achievement (SEA) Program and 
the Student Equity Plan, Guid-
ed Pathways other special pro-
grams related to student equity, 
and activities and equity-focused 
professional development. The 
Associate Dean will collaborate 
with the Vice President of Stu-
dent Success and Support Pro-
grams, deans, faculty, and staff to 
ensure equitable academic sup-
port for students and to facilitate 
evidence-based success strategies 
and services. The responsibilities 
of the Associate Dean extend to 
all sites and modalities including 
liaising with community organiza-
tions and agencies. Successful can-
didates will show their ability to 
provide leadership for programs 
that advance equitable outcomes 
for students, technical expertise 
related to student equity, thor-
ough knowledge of regulations 
and guidelines, leadership in the 
creation and expansion of academ-
ic support programs, and assess-
ment of needs and development 
of long-range plans. The full job 
posting and online application 
can be found at https://apptrkr.
com/2777525
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GAZETTE

Sarah Bolton, president of the College of Wooster, has 
been named president of Whitman College. She will 
succeed Kathleen Murray, who will retire in July.

M. Elizabeth Magill, executive vice president and pro-
vost of the University of Virginia, has been named 
president of the University of Pennsylvania.

Jay O. Rothman, chairman and chief executive of the 
law firm Foley & Lardner, in Milwaukee, has been 
named president of the University of Wisconsin sys-
tem. He will succeed Tommy Thompson, who has 
served as interim president since July 2020.

New Chief Executives

Chief executives (continued)

APPOINTMENTS
Michael Amiridis, chancellor of the 

University of Illinois at Chicago, has 
been named president of the Univer-
sity of South Carolina. He will suc-
ceed Harris Pastides, who has served 
as interim president since May 2021.

Jennifer Evans-Cowley, provost and 
vice president for academic affairs 
at the University of North Texas, has 
been named the sole finalist to be 
president of the University of Texas at 
Arlington.

Patricia A. Pfeiffer, interim president 
of Wayne Community College, in 
North Carolina, has been named to 
the post permanently.

Katricia Pierson, president of East 
Central University, in Oklahoma, has 
been named president of Crowder 
College.

Eric Pryor, president of the Harlem 
School of the Arts, has been named 
president of the Pennsylvania Acade-
my of the Fine Arts.

Paul Sacaridiz, executive director of 
the Haystack Mountain School of 
Crafts, has been named director of 
the Cranbrook Academy of Art.

DEPARTURES
Andrew Agwunobi, interim president 

of the University of Connecticut and 
chief executive of UConn Health, will 

step down and join the private-sec-
tor health-care company Humana. 
He became interim president in July 
2021 after Thomas C. Katsouleas re-
signed.

Lori J. Bechtel-Wherry, president and 
dean of Pennsylvania State University 
at Altoona since 2005, plans to retire 
at the end of the year.

Rodney Bennett, president of the Uni-
versity of Southern Mississippi since 
2013, plans to step down next year.

Colette Pierce Burnette, president of 
Huston-Tillotson University, plans to 
retire on June 30. 

Phil Hanlon, president of Dartmouth 
College since 2013, plans to step down 
in June 2023.

Larry Keen, president of Fayetteville 
Technical Community College, in 
North Carolina, plans to retire.

Mark Rosenberg, president of Florida 
International University since 2009, 
has resigned. Kenneth Jessel, senior 
vice president for finance and admin-
istration and chief financial officer, 
has been named interim president.

Mark S. Schlissel, president of the 
University of Michigan at Ann Ar-
bor, was fired by the Board of Regents 
after an investigation into his rela-
tionship with a subordinate. Mary 
Sue Coleman, president emerita and 
Schlissel’s predecessor, has been 
named interim president.

Kelle Stephens, president of Dix-

ie Technical College, in Utah, since 
2012, plans to retire in April.

Chief academic officers

APPOINTMENTS
Katherine Ankerson, dean of the Col-

lege of Architecture at the Universi-
ty of Nebraska at Lincoln, has been 
named executive vice chancellor for 
academic affairs.

Ian Baucom, dean of the College and 
Graduate School of Arts and Scienc-
es at the University of Virginia, has 
been named executive vice president 
and provost, succeeding M. Elizabeth 
Magill, who has been named presi-
dent of the University of Pennsylva-
nia.

George Justice, a professor of English 
and former dean of the College of 
Liberal Arts and Sciences at Arizona 
State University, has been named pro-
vost and executive vice president for 
academic affairs at the University of 
Tulsa.

Beronda L. Montgom-
ery, assistant vice pres-
ident for research and 
innovation at Michigan 
State University, has 
been named vice pres-
ident for academic af-
fairs and dean of Grin-
nell College.

Jonathan Sands Wise, associate pro-
vost and dean of graduate and new 

programs and interim vice presi-
dent for enrollment management at 
Georgetown College, in Kentucky, has 
been named provost and executive 
vice president. He succeeds Rosemary 
Allen, who became the college’s first 
female president.

Danielle Wozniak, vice provost and 
dean of the Wurzweiler School of So-
cial Work at Yeshiva University, has 
been named provost and vice presi-
dent for academic affairs at the Uni-
versity of New Haven.

Other top administrators

APPOINTMENTS
Michael Alford, chief executive of 

Seminole Boosters Inc., has been 
named vice president and director of 
athletics at Florida State University.

Lisa Blazer, associate 
vice president for under-
graduate recruitment 
and outreach at Texas 
A&M University at Col-
lege Station, has been 
named vice president for 
enrollment management 

at Webster University.
Akirah J. Bradley-Armstrong, vice 

chancellor for student affairs at the 
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University of Colorado at Boulder, has 
been named vice chancellor for stu-
dent affairs and success at the Univer-
sity of California at Santa Cruz.

Brig. Gen. Diane Dunn (ret.), assistant 
adjutant general of the Maine Army 
National Guard, has been named se-
nior adviser to the president for spe-
cial initiatives at the University of 
Maine at Orono.

Lissy Garrison, assistant vice chancel-
lor for development at the University 
of Denver, has been named vice chan-
cellor for advancement at the Univer-
sity of North Carolina School of the 
Arts.

Daisy Halvorson, vice president for fi-
nance and administration at Presen-
tation College, has been named vice 
president for finance and adminis-
tration at Marian University, in Wis-
consin.

Kaitlin Passafaro, for-
mer City of Boston direc-
tor of intergovernmen-
tal relations, has been 
named vice president for 
community and govern-
ment relations at Berklee 
College of Music.

Emma Wolfe, chief of staff and deputy 
mayor for administration under the 
former New York mayor Bill de Blasio, 
has been named the first senior ad-
viser to the president for external rela-
tions and leadership development at 
Barnard College.

Robert Wrubel, a former chief innova-
tion officer and executive vice presi-
dent at the Apollo Education Group, 
has been named chief innovation and 
partnerships officer at DeVry Univer-
sity.

RESIGNATIONS
Lianne Sullivan-Crowley, vice presi-

dent for human resources at Prince-
ton University, plans to step down at 
the end of this academic year.

RETIREMENTS
Kenneth Clapp, chaplain and senior 

vice president at Catawba College, 
plans to retire this summer.

Deans

APPOINTMENTS
Sulin Ba, a professor and chair in in-

formation technology at the Univer-
sity of Connecticut, has been named 
dean of the Driehaus College of Busi-
ness at DePaul University.

Naomi E. Boyd, associate dean of in-
novation, outreach, and engagement, 
and professor and department chair, 
in the John Chambers College of Busi-
ness and Economics at West Virginia 
University, has been named dean of 
the Virginia Commonwealth Univer-
sity School of Business.

Lonnie T. Brown Jr., a professor and 
former associate dean of academ-
ic affairs at the University of Geor-
gia School of Law, has been named 

dean of the University of Tennessee at 
Knoxville College of Law.

Jefferson Campbell, a professor of 
bassoon and chair of the department 
of music at the University of Minneso-
ta-Twin Cities, has been named dean 
of the College of Arts and Media at 
Central Michigan University.

D. Antonio Cantu, associate dean and 
director of the department of educa-
tion, counseling, and leadership at 
Bradley University, has been named 
dean of the College of Health, Educa-
tion, and Human Sciences at the Uni-
versity of Arkansas at Fort Smith.

Brian V. Carolan, dean of graduate 
studies at Sacred Heart University, has 
been named dean of the School for 
Graduate Studies at the State Universi-
ty of New York Empire State College.

Jennifer Jones Cavenaugh, dean of 
the faculty at Rollins College, will be-
come dean of the School of Arts and 
Sciences at the University of Rich-
mond on July 1.

Lyndon F. Cooper, associate dean of 
research and head of the department 
of oral biology in the College of Den-
tistry at the University of Illinois at 
Chicago, will become dean of the 
School of Dentistry at Virginia Com-
monwealth University on April 18.

Tejal Desai, a professor and former 
longtime chair of the department of 
bioengineering and therapeutic sci-
ences at the University of California at 
San Francisco, has been named dean 
of the School of Engineering at Brown 
University.

Soumitra Dutta, a professor of man-
agement and founding dean of the 
Cornell S.C. Johnson College of Busi-
ness at Cornell University, will be-
come dean of the Saïd Business 
School of the University of Oxford.

Jonathon Halbesleben, dean of the 
College of Continuing Studies at the 
University of Alabama at Tuscaloo-
sa, has been named dean of the Car-
los Alvarez College of Business at the 
University of Texas at San Antonio.

Robert J. Nemer, chief marketing of-
ficer for MAI Capital Management in 
Cleveland, has been named dean of 
the College of Business at the Univer-
sity of Akron.

Brian Primack, dean of the College of 
Education and Health Professions at 
the University of Arkansas at Fayette-
ville, will become dean of the College 
of Public Health and Human Sciences 
at Oregon State University on June 30.

Damon Yarnell, associate provost and 
executive director of the Advising, In-
ternships, and Career Center at Dick-
inson College, has been named dean 
of student and global advancement at 
Colby College.

Other administrators

APPOINTMENTS
David Carlisle, assistant chief of the 

department of public safety at the 
University of Southern California, has 
been named interim chief. He will 
take office after John Thomas retires.

Lorenzo Cremaschi, a professor of me-
chanical engineering at Auburn Uni-
versity, has been named director of 
undergraduate research.

RESIGNATIONS
Todd Graham, head football coach at 

the University of Hawaii, has resigned.
Deaths
William R. Butler, the first vice presi-

dent for student affairs at the Univer-
sity of Miami, died on December 30. 
He was 95.

Robert E. Coon, vice president emer-
itus for student affairs at the State 
University of New York College at 
Fredonia, died on December 15. He 
was 94.

Lisa Goddard, former director of the 
International Research Institute for 
Climate and Society at Columbia Uni-
versity, died on January 13. She was 
55.

Christine Grant, the first director of 
women’s athletics at the University of 
Iowa, died on December 31. She was 
85.

Hans Mark, chancellor emeritus of the 
University of Texas System, died on 
December 18. He was 92.

Sara McLanahan, a professor of sociol-
ogy who taught at the University of 
Wisconsin at Madison and Princeton 
University, died on December 31. She 
was 81. McLanahan is best known for 
the Fragile Families and Child Well-
being Study, co-founded with Irwin 
Garfinkel and Ron Mincy.

Deborah Nickerson, a professor of ge-
nome sciences at the University of 
Washington, died on December 24. 
She was 67.

Jonathan D. Spence, a professor 
emeritus of history at Yale University 
who wrote multiple books on China, 
died on December 25. He was 85.

Ronald Weinstein, former head of the 
pathology department in the College 
of Medicine at the University of Arizo-
na, died on December 3. He was 83.

Charles Vert Willie, a former vice pres-
ident for student affairs at Syracuse 
University, died on January 11. He was 
94. After leaving Syracuse, Willie was 
a professor of education and urban 
studies at Harvard University’s Grad-
uate School of Education.
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TRANSFORMING THE FUTURE.

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

With our partners, the school will have a full range  
of educational offerings—from an associate’s degree to 
the Doctor of Veterinary Medicine—to shape the future 

of veterinary medicine and animal health care.

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

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

School of 
Veterinary Medicine

ROWAN.EDU/SVM

RISING TO MEET A NEED.

Opening 2025
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