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WHEN SEEKING A STATUS REPORT on the racial diversification of higher education, we find our-
selves reading two genres of story: the wide-lens and the close-up. The former often deals in sta-
tistics. What percentage of an entering class is nonwhite? What share of the tenured professori-
ate is Black? The latter is more intimate. Why was this Hispanic star professor not granted tenure? 
Why don’t Black students feel welcome seeking help in their campus advising office? Both por-
traits — the aggregate and the fine-grained — give us a sense of how well colleges are living up to 
their commitments to racial equity.

The story of Mark McPhail, told in this week’s issue (Page 12), fits both categories. McPhail, who 
was until recently one of the very few Black, tenured professors at Indiana University 
Northwest, made it a personal mission to study racial inclusion on the regional cam-
pus. What he saw wasn’t good. Black students made up only a fraction of the student 
body, even though surrounding Gary, Ind., is more than three-quarters Black. And 
the six-year graduation rate for Black students — hovering around 10 percent — was 
far below the rates for white and Hispanic students. McPhail spoke publicly about 
what he characterized as the university’s failings.

But McPhail also recalled experiencing discrimination that transcended percentag-
es. While he served in an administrative role, faculty members had gone over his head 
to complain about him. He was “quick to anger.” They were afraid of him. Ultimate-
ly, he resigned his position as executive vice chancellor for academic affairs but stayed 

on as a tenured professor. But last fall, administrators fired him for making vaguely defined threats. 
An internal review later found that administrators believed he had stated something to the effect of 
“the solution to racism is to kill all white people.” But as Oyin Adedoyin’s reporting shows, there is 
good reason to doubt that remark was ever uttered. McPhail’s colleagues have found administrators 
reacted too harshly, and the AAUP has pleaded with the leadership to reverse course.

McPhail’s plight is complicated, and a synopsis does it a disservice. But even complex tales can 
teach straightforward lessons. Here’s one: As colleges portray themselves as advocates for racial 
justice, stories like McPhail’s — which pop up year after year, decade after decade — stand as an 
awkward reminder of the work that remains unfinished.

Broken Promises

— ANDY THOMASON, ASSISTANT MANAGING EDITOR

To find these and other Chronicle products, go to Chronicle.com/browse.
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MANY FINANCIAL-AID OFFICES are under-
staffed and struggling to fill open positions, 
according to new survey results from the 
National Association of Student Financial 
Aid Administrators. The findings, released 
last month, echo a major concern within 
a profession that helps keep higher educa-
tion’s wheels turning: Leaner staffs with 
a long list of responsibilities are finding it 
more difficult to serve students while com-
plying with federal and state regulations.

For some financial-aid offices, the asso-
ciation wrote in a summary of its findings, 
“what was once a challenge — albeit a man-
ageable one — has become a crisis.”

Many colleges found it difficult to re-
cruit and retain qualified financial-aid staff 
members before Covid-19 hit. But the pan-
demic has exacerbated that difficulty, ac-
cording to the group, known as NASFAA. 
The organization, which first surveyed in-
stitutions in March 2022, found that half 
of the 518 respondents had operated at 75 
percent of their staffing capacity during the 
past two aid cycles. In a follow-up survey of 
those that didn’t respond the first time, 56 
percent of 507 financial-aid offices said that 

they were understaffed — and lacked the 
time to gather the information needed to 
complete the survey.

Turnover has been a headache in many 
fields during the Great Resignation. The 
three main reasons financial-aid officers re-
cently left their positions, the survey found, 
are: a higher salary or better benefits in an-
other position (69 percent), “no longer hav-
ing the desire to work in financial aid” (35 
percent), and moving to a different division 
at the same college (29 percent).

Many colleges reported challenges in fill-
ing those vacancies during the 2019-20 and 
2020-21 aid cycles. Among financial-aid of-
fices that lost at least one full-time staffer, 
nearly all respondents (84 percent) said it 
had been “very difficult” or “difficult” to fill 
vacant positions with qualified successors. 
Most (86 percent) said they had not received 
applications from enough qualified candi-
dates, and 67 percent said the salaries they 
offered were not competitive. Hiring delays, 
hiring freezes, and institutional budget cuts 
were factors, too.

Empty seats come with high stakes: Un-
derstaffing can jeopardize customer ser-
vice. Fifty-six percent of respondents said 
they were at least slightly concerned about 
their ability to adequately serve students, 
who often seek help with many tasks, such 

as completing the Free Application for 
Federal Student Aid, repaying their 

loans, and seeking loan forgive-
ness. “When there are staff-

ing shortages, among the 
first things that go out the 

door are student-serving 
activities,” said Karen 
McCarthy, the associ-
ation’s vice president 
for public policy and 
federal relations. “It’s 
‘We can’t do these 
FAFSA-completion 
nights anymore, be-
cause we just don’t 
have the time.’”

Students at col-
leges with under-

staffed offices might notice reduced hours 
for walk-ins and appointments — and 
longer processing times. Since the pan-
demic began, many financial-aid offices 
have seen a surge in requests for profes-
sional judgment, which is a time-con-
suming process. That’s just one task that 
might further tax an understaffed office. 
“In the past, once you turned in all your 
documents, you would get a decision in a 
week,” McCarthy said. “Now, maybe it’s 
three weeks.”

Financial-aid officers wear many hats. 
In addition to helping students and fami-
lies, they must ensure that their offices re-
main in compliance with numerous federal 
and state regulations. Failure to do so can 
result in severe consequences — including 
financial penalties — for their institutions. 
Scrutiny from the U.S. Department of Edu-
cation, as the association notes in its sum-
mary, is increasing.

Yet 39 percent of respondents said they 
lacked the staff and resources necessary to 
administer their aid programs in compli-
ance with those crucial requirements. And 
78 percent were at least slightly concerned 
about their college’s ability to meet those 
requirements in the future.

And their responsibilities keep growing. 
During the pandemic, for instance, finan-
cial-aid staffs have scrambled to deliver aid 
to students through the Higher Education 
Emergency Relief Fund. “It’s been the per-
fect storm,” McCarthy said. “With the Great 
Resignation affecting all employers, we’ve 
had to figure out how to administer multi-
ple pots of federal funds, and the rules kept 
changing. There was more money rolling 
in that colleges had to turn around, and 
our offices didn’t get additional staff to help 
with that.”

McCarthy said she hoped that the survey 
findings would help institutional leaders 
better understand long-simmering con-
cerns within the financial-aid field: “The 
reason we did this survey is that some of 
our members raised their hands and said, 
‘Hey, we’re really drowning right now. Is 
anyone else drowning?’”  — ERIC HOOVER
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FRIDAY AFTERNOONS OFF. Sending emails 
only during work hours. Safeguarding vaca-
tion time.

These are among the burnout-prevention 
and retention efforts Cornell University is 
testing on faculty and staff members this 
summer.

The policies will be in place for six weeks 
in June and July for benefits-eligible Cornell 
employees, and are intended to thank the 
university’s work force for its efforts during 
“a time of continued stress and strain,” as 
administrators put it in an email announc-
ing the program. It’s also, one expert said, 
part of a larger rethinking of work norms 
in academe, which have generally lagged 
behind workplace reforms in the broader 
economy.

“This has been a pretty remarkable 
couple of years, and we really wanted 
to acknowledge that,” said Mary George 
Opperman, vice president and chief hu-
man-resources officer at Cornell, noting 
that many Cornell employees have had 
to contend with Covid-related health and 
care-giving barriers, in addition to the 

changing nature of their work on a campus 
that has been operating through a pan-
demic. Some, she said, have also had to 
shoulder the workloads of departing  
colleagues, as Cornell faces faculty and  
staff turnover.

Along with decreeing that Friday after-
noons are off — or allowing those whose 
work doesn’t allow them to be offline to take 
equivalent time off — Cornell is hoping to 
foster a greater commitment to work-life 
balance. “Managers are encouraged to sup-
port their teams with uninterrupted vaca-
tion and personal time,” the email to faculty 
and staff members, signed by the president, 
the provost, and Opperman, read. “Email, 
instant messages, Zoom invitations and 
meetings can and should wait for employ-
ees’ return to work.”

Cornell administrators also want their 
employees to be more judicious about af-
ter-hours communication with colleagues. 
“Drafting an email, then waiting to send 
until the next business day, will go a long 
way to demonstrating respect for staff 
members’ personal time,” the message said.

Some units at Cornell are also consider-
ing not holding meetings on Fridays, the 

administrators’ email said. (A pilot pro-
gram at Washington State Universi-

ty, which began in February, also 
recommends against scheduling 

standing meetings on Fridays.)
Feedback has been positive 

so far, Opperman said, and 
while the policy is intended 
for this summer only, Cor-
nell will consider revisit-
ing it based on the results.

Other colleges have for 
years adopted less-for-
mal versions of the pol-
icy, like closing an hour 
early on Fridays, said 
Margaret W. Sallee, an 
associate professor of 
higher-education lead-
ership and policy at the 
University at Buffalo. And 
D’Youville College, also 

in Buffalo, N.Y., is piloting a four-day work 
week, wherein employees clock in for eight-
hour shifts rather than working 7.5 hours 
five days a week. But Sallee said she hasn’t 
seen an institutionwide policy like Cornell’s 
that grants all employees an afternoon off, 
without asking them to make up that time 
elsewhere.

That Cornell is a quasi-private institu-
tion might make such a change easier to 
carry out. Union contracts that stipulate 
how many hours constitute a work week 
could prevent some of its public counter-
parts from adopting “summer Fridays,” Sal-
lee said.

Taking Friday afternoons off may be the 
most concrete action from Cornell’s mes-
sage to faculty and staff members, but urg-
ing employees to reconsider practices like 
meetings and emails points to a broader 
purpose. For Sallee, it marks “a more ho-
listic, larger move toward, How do we help 
folks have slightly more-balanced lives, 
in terms of reclaiming some of their their 
personal time?” That question is especial-
ly salient in summer, when some higher-ed 
functions slow down, she said.

And it’s an important one to ask, espe-
cially as higher ed struggles with employee 
disillusionment, burnout, and turnover. At 
the beginning of the pandemic, Sallee said, 
institutions went into a sort of triage mode: 
“Everybody was so panicked about losing 
students, and asking faculty and staff to 
support students.”

But in the past year, she’s seen that focus 
shift. “Institutions are starting to notice 
how burned out their faculty and staff are, 
and realizing, just from a business perspec-
tive, that if they don’t pay attention to sup-
porting them, they’re going to leave,” she 
said. There’s some evidence that an exodus 
has already begun. For example, staff turn-
over at the University of North Carolina sys-
tem spiked between July 2021 and January 
2022 — it was 77 percent higher than in the 
same time frame last year — according to 
system data.

The measures Cornell proposed have  
all been adopted to some extent in the  
corporate world. “When we look at what  

industry is doing, we are losing people.  
It’s not enough to get Friday afternoons 
off in the summer,” Sallee said. “But  

it’s a needed move to try and begin to re-
tain the talent that is leaving higher  

ed in droves.”
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IT ALL STARTED when Mick Hashimoto ar-
rived at the University of California at Davis 
for freshman orientation and smelled cows.

Hailing from a bustling city just outside of 
Denver, Hashimoto remembers being imme-
diately struck by the strong stench rolling in 
from the UC-Davis Dairy, an on-campus an-
imal facility that houses around 300 cows.

But as the year went on, what started as  
a somewhat undesirable campus quirk 
shifted to a point of pride for Hashimoto. 
The connection between the cows and the 
university’s agricultural roots resonated 
with him.

“I decided, OK, well, it’s part of it,” 
Hashimoto said. “I think coming into ori-
entation, or just coming into the first week 
of school, you’re really next to the cow and 
you’re like, ‘Wow, this is the No. 1 agricul-
tural school.’ It makes me proud in the 
sense that this is what UC-Davis is known 
for, and it’s great to be No. 1 in something.”

That’s why Hashimoto, now a junior dou-
ble-majoring in economics and statistics, 
started a movement — or MOOvement, as 
he likes to say — to change the university’s 
mascot, from Gunrock the Mustang to Ag-
gie the Cow. He wants the campus commu-
nity to be proud of UC-Davis and its agri-
cultural origins, and he wants to galvanize 
school spirit.

UC-Davis’s student government held a 
referendum last month on the pos-
sibility of changing the mascot. 
Just 12 percent of the stu-
dent body voted, but the 
outcome was decisive: 
More than 70 percent of 
those who voted were 
pro-cow.

Any official 
change would 
have to be ap-
proved by the 
university’s ad-
ministration, the 
athletics depart-
ment, and the 
Cal Aggie Alum-
ni Association. 
That’s probably an 
uphill battle, giv-
en the financial costs 
of changing a logo and 
alumni affinity for  
the horse.

“We do love our cows on 

campus, but Gunrock the Mustang remains 
the UC-Davis mascot,” a university spokes-
person wrote in an email. “Any change 
would have to go through a process and 
then be approved by the alumni association 
and administration.”

Still, the widespread support for the Cow-
4Mascot campaign — pitting the horse, 
which some students see as elitist, against 
the cow, which they see as more represen-
tative of today’s diverse student body — is a 
telling demonstration of how students feel 
about institutional identity.

Campaign members argue that beyond 
serving as a better symbol for agriculture, a 
hard-working cow is more representative of 
today’s diverse student body than is an elite 
racehorse.

Gunrock, the current mascot, was named 
for a Thoroughbred racehorse born in Brit-
ain over 100 years ago. Gunrock was do-
nated to the Cavalry Remount Service and 
placed at the college, and eventually was 
bred with 476 mares “with the aim of im-
proving horse stocks” for both civilian and 
military use, according to the university. 
Students voted for the name and mustang 
mascot in the 1920s, and again in the early 
2000s. In 2003 the furry, blue Gunrock mas-
cot of today officially arrived on campus.

Frank Mitloehner, a professor and 
air-quality specialist in the university’s  
animal-science department, said he was 
surprised to learn the students’ proposal 
had gained so much support. But Mitloeh-
ner feels that embracing the cow would 
make sense from a historical perspective. 
And students’ enthusiasm for the change, 
he said, might say something about their 
values.

UC-Davis opened its doors in 1908 as 
a farm for the University of California at 
Berkeley. About 30 years later it was re-
named the College of Agriculture at Davis, 
and in 1959 it was officially designated as 
its own campus in the UC system. While 
the university now offers many majors be-
yond agriculture, Mitloehner said, the ani-
mal-science major is still one of the largest 
programs.

Most of Mitloehner’s students come from 
big cities. These students, he said, don’t 
have a connection to agriculture, but they 
do have an interest in food. They are grap-
pling with key societal questions: Where 
does food come from? How is it grown? 
What is its environmental impact? What 
about animal welfare?

“All these issues are so in the minds 
of these 20-year-olds,” Mitloehner said. 
“That’s one of the reasons they come to this 
campus.”

Students, he said, are having to think 
hard about how to feed a rapidly 

growing global population in a 
sustainable way that doesn’t 

destroy the planet. UC-Davis, 
he said, is often regarded as 

at the forefront of those 
issues and as “the nex-
us between agriculture 
productivity and sus-
tainability.”

“We are neither the 
one or the other, we 
are something that 
bridges these two ar-
eas,” Mitloehner said. 
“I’m very comfort-

able with that. I think 
that’s the place where I 

want to be, and that’s the 
place where many of our 

students want to be. This 
discussion about the mascot 

plays into that.”
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NEW DATA from the National Student Clearinghouse 

Research Center provide a final tally on enrollment 

for the spring of 2022 — and reveal a persistent trend: 

College attendance continues to decline.

Undergraduate enrollment fell 4.7 percent from 

a year earlier, a shortfall of more than 662,000 

students. Since the pandemic began, the under-

graduate student body has dropped by almost 1.4 

million students.

The worsening enrollment picture was unexpected, 

said Doug Shapiro, executive director of the research 

center, in a call to the media. “I thought we would 

start to see some of these declines begin to shrink 

a little bit this term,” he said, “particularly because I 

think there’s a general sense that we should be com-

ing out of the effects of the pandemic at this point.”

But also in play, he said, are students who increas-

ingly question the value of college, are wary about 

taking out student loans to pay for it, and who have 

options to join the labor market instead.

Overall postsecondary enrollment, at 16-million 

students, fell by 4.1 percent from a year earlier. One 

interesting contributor to that decline: a loss of 

graduate students — who had been a bright spot in 

enrollments throughout the first year of the pandem-

ic. Their numbers fell by about 1 percent in the spring 

of 2022, from a year earlier.

The data also reveal that the number of women 

enrolled in college fell at a higher rate than did the 

number of men in spring 2022, as compared with the 

year before.

One sliver of a silver lining: the 4.2-percent in-

crease in first-time students (a small group compared 

with the fall first-time cohort), which Shapiro pointed 

to as a possible sign of recovery. Nearly 340,000 

freshmen enrolled for the first time this spring (about 

one-fifth of the first-time students who enroll in a 

year, he said). Six out of 10 of them were starting at 

community colleges.

But the top-line numbers tell only part of the story. 

When broken down by race and ethnicity, the data 

show that some freshmen are still missing from the 

student body.

Whether the slight increase in first-time students 

this spring can be sustained is an important — and 

unresolved — question, Shapiro said: “It really 

remains to be seen whether this will translate to a 

larger freshman recovery in the fall.”
— AUDREY WILLIAMS JUNE

Note: First time enrollments, which increased by 13,700 students, are typically much smaller in the spring than in the fall. 

Source: National Student Clearinghouse Research Center

Deepening drop

Spring-2022 Enrollment Is Worse Than Expected
Undergraduate Numbers Fell the Most at Public Colleges  
Undergraduate enrollment fell in every sector but dropped most sharply at public colleges in the spring of 2022. 

Spring 2022, percentage change from a year earlier

A Drop in Women  
The drop in the number of female students enrolled in college was greater than the drop in men this spring, with their ab-
sence felt most at community colleges. 

Spring 2022, percentage change from a year earlier

Unequal Recovery Among Freshmen  
First-year student enrollment was up in the spring of 2022 among all racial and ethnic groups except for Black students, 
whose numbers have fallen throughout the pandemic.  

Spring 2022, percentage change from a year earlier
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O
NE SEPTEMBER DAY last year, Mark McPhail was 
lying in bed when he heard a knock at the 
door. He glanced out his bedroom window and 
sprang up at who he saw — two familiar faces 
and a third he didn’t recognize. They were po-

lice officers from the campus where he worked, Indiana 
University Northwest.

The officers handed him a letter. McPhail, a ten-
ured professor of communication, had been fired, ef-
fective immediately. He was barred from stepping on 
campus property, the letter said.

The officers asked McPhail to give them his work 
property. He invited them inside and went upstairs 
for his work computer and some books.

When they left, he started sobbing. 
The news was a shock, but it hadn’t come without warn-

ing. McPhail had spent the past month going back and 
forth with university administrators after they had re-
duced his salary and work load by 75 percent following a 
poor faculty review.

But his dismissal came with a surprising ra-
tionale: The professor had made “a threat of 
physical violence that we have no choice but 
to take quite seriously,” according to his ter-
mination letter.

McPhail was dumbfounded. What could 
they be referring to?

His firing has set some of his colleagues on 
edge. Objecting to what they see as a lack of 
due process, a faculty committee has con-
cluded that administrators acted too harsh-
ly. McPhail himself has filed a lawsuit against 
the institution, alleging administrators violat-
ed his due process and discriminated and re-
taliated against him. In the suit, which is now 
making its way to federal court, McPhail says 
he believes he was retaliated against for 
being outspoken about his views of the 
campus’s racial climate.

For McPhail, once a senior administra-
tor on the campus, the incident remind-
ed him of a sense he’s had throughout 
his tenure, that this campus is inhospi-
table to Black students and employees. 
With his firing, the campus lost one of 
very few Black full professors.

Even the allegation carried an echo 
of the past. It wasn’t the first time 
someone on the campus had painted 
him as an angry Black man.
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M
CPHAIL HAD DREAMT of becoming a college president. He had 
been a department chair at Miami University, in Ohio, and 
Southern Methodist University, and a dean at the Univer-
sity of Wisconsin at Whitewater.

At the beginning of his second year in the Wisconsin 
job, McPhail had a performance review in the provost’s office. “I’m 
not trying to get rid of you,” McPhail recalled the provost, Beverly 
Kopper, saying. “But you’re going to make a great college president 
one day, and I’m going to do everything I can to make that happen.” 
(Kopper didn’t respond to an interview request.)

Kopper sent him to the Harvard Graduate School of Education’s 
Institute for Management & Leadership in Education, where the uni-
versity brings together administrators from all over the country to 
discuss issues in higher education. He finished in 2013, and when 
an opportunity to work as an administrator at Indiana University 
Northwest arrived, he jumped at it.

This position would surely, he felt, keep him on the path to becom-
ing a president.

When McPhail interviewed for the position of executive vice 
chancellor for academic affairs at Indiana, William J. Lowe, 
the chancellor at the time, assured McPhail he would have the 
“authority and responsibility to run the academic programs,” 
McPhail recalled. In the news release announcing his hire, the 
university said McPhail “will serve as an active and substantive 
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contributor to the strategic direction of academic programs, con-
tinuous strengthening of academic excellence and effective day-
to-day operation of the IU Northwest campus, as well as the ad-
vancement of Indiana University.”

He saw a chance to make a difference. Among his goals was to help 
the campus increase its involvement in the surrounding majori-
ty-Black Gary community. But obstacles quickly sprang up.

Lowe didn’t appear willing to give McPhail the authority he was 
promised. For instance, McPhail and Lowe disagreed on how to man-
age the School of Education. McPhail recalled that the interim dean 
there was overcommitted, straining the management of the school. 
So McPhail asked him to resign and picked another interim dean. 
That change “improved things,” he recalled.

But Lowe had another vision for the school. McPhail said that, at 
one point, Lowe wanted to turn it into a department only to realize 
he couldn’t when McPhail outlined the policies that he needed to go 
through beforehand. To McPhail, these breaches showed a lack of 
transparency and recognition of procedures.

Lowe had a reputation as a “consummate micromanager,” said 
Charles J. Hobson, a business-administration professor who was re-
cruited by McPhail to be an interim dean of the School of Education 
and considers him a friend. 

“Any and all decisions had to be approved by him, even if they were 
in Mark’s area of responsibility,” he said. “If Mark did something 

and did not have approval from the chancellor ahead of time, he got 
called in on the carpet.”

Hobson recalls that he told McPhail many times, “I don’t know how 
you work for a man like that. I couldn’t.”

Lowe, who still works at IU Northwest as a history professor, didn’t 
respond to The Chronicle’s requests for comment.

McPhail had had enough. After six months, he submitted a letter 
of resignation. But Lowe wouldn’t accept it. Instead, the chancellor 
urged him to stay in the position, telling him that he would have the 
authority he desired to run the academic programs.

But similar difficulties persisted. One episode, which McPhail 
later recounted in an affirmative-action complaint, stood out. In 
late April 2016, McPhail met with Mark Hoyert, the dean of the 
College of Arts and Sciences. McPhail told Hoyert that his job per-
formance hadn’t been meeting his expectations and that he would 
consider “initiating an internal search” to replace the dean if he 
didn’t step it up.

During that first meeting, McPhail expressed concern to Hoyert 
about two faculty members. One of them had failed to carry out 
his responsibilities as the head of a faculty committee, McPhail 
said, while another had said that “the faculty had the right to 
make up their own rules” about who got to sit on promotion and 
tenure committees, according to McPhail’s complaint. That con-
tradicted a directive of Michael McRobbie, who became president 
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2015 AUGUST 1: Mark McPhail begins 
his role as executive vice chan-
cellor for academic affairs at 
Indiana University Northwest.

2016 MAY 9: McPhail resigns from 
his administrative position 
“in light of the concerns that 
both you and the faculty have 
regarding my ability to pro-
vide leadership to Academic 
Affairs,” he wrote to William 
Lowe, then the chancellor.

JUNE 6: McPhail files a formal 
complaint alleging a hostile 
work environment “character-
ized by intimidation and retalia-
tion” against him. 

2018 APRIL 18: McPhail helps orga-
nize a diversity forum on how 
the university can better engage 
with the Black community, fea-
turing a panel of lawmakers and 
a presentation from McPhail.

2019 APRIL 23: McPhail is tapped 
to write a book on the history 
of diversity and inclusion at 
Indiana University.

2020 AUGUST 1: McPhail returns to 
the Northwest campus to re-
sume his teaching as a tenured 
professor of communications.

JULY 1: McPhail receives a 
poor faculty evaluation report 
from David Klamen, dean of the 
School of the Arts. The report 
says students are “avoiding en-
rolling” in McPhail’s classes due 
to his “reputation as a teacher,” 
among other things. McPhail 
disputed the evaluation’s claims 
in a written response.

AUGUST 12: Klamen writes to 
McPhail that he is displeased 
with his response to the evalua-
tion and recommends his salary 
and teaching responsibilities 
be reduced by 75 percent. The 
next day, McPhail’s successor 
as executive vice president 
for academic affairs, Vicki 
Román-Lagunas, accepts the 
recommendation.

SEPTEMBER 14: McPhail’s em-
ployment is terminated. Accord-
ing to a letter from Román-La-
gunas, McPhail made “a threat 
of physical violence” on multiple 
occasions that was interfering 
with “the ability of others on the 
IUN campus to fulfill their job 
responsibilities.” 

2022 JANUARY 28: Chancellor Ken 
Iwama rejects McPhail’s appeal 
of the 75-percent reduction of 
his salary. 

APRIL 18: McPhail files a 
lawsuit against Northwest 
administrators alleging that 
they violated his contract by 
not following its own policies, 
violated his free-speech and 
due-process rights, and en-
gaged in racial discrimination.

APRIL 20: The Faculty Board of 
Review sides with McPhail in 
his appeal over his dismissal. 
The group found that sus-
pension and a temporary ban 
from campus would have been 
effective means of protecting 
the campus community from 
any alleged threats.
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of IU in 2007, who wanted to standardize rules for who got to sit 
on those committees.

McPhail wanted the dean “to address my concerns as part of his 
managerial responsibilities,” McPhail wrote in the document. Hoyert 
did not respond to The Chronicle’s request for comment.

But the next day, two administrators approached McPhail saying 
Hoyert told them that McPhail had fired him. At a meeting later that 
day, McPhail was told that several people were afraid of him and felt 
intimidated by him.

The next month, McPhail met with Lowe. The chancellor said he 
had heard similar complaints from faculty members about McPhail, 
and that he had received visits from several of them expressing con-
cern about McPhail’s conduct in meetings.

“[Lowe] stated that these individuals had alleged, among oth-
er things, that I had created a climate of ‘discomfort,’ that they were 
‘afraid to discuss’ their concerns with me, that I ‘did not listen,’ that 

I ‘jumped to conclusions,’ was ‘im-
patient,’ was ‘quick to anger,’ and 
that I was ‘heavy handed,’” McPhail 
wrote in his complaint.

McPhail was baffled. In the 
world of academe, where deference 
reigns, maybe what he character-
ized as his style of direct communi-
cation had ruffled feathers. He apol-
ogized to Lowe but said he sensed 
something rotten on the North-
west campus. The university’s re-
cruitment and retention efforts, he 
wrote, “were being hampered by a 
climate of hostility toward African 
Americans on the IUN campus, and 

that while this was not a justification for my conduct, that the per-
ception regarding my behavior may have been motivated by my pub-
lic statements regarding the existence of such a climate.”

Shortly after that, McPhail decided to resign. This time, Lowe ac-
cepted it. Shortly after that, McPhail moved into his role as a tenured 
professor of communications.

The next month, he filed his complaint to the university’s Office 
of Affirmative Action & Employment Practices, alleging that he had 
faced “salary inequities and a pattern of racial hostility” at the uni-
versity. According to the university’s policy, when a discrimination 
complaint is filed, the standard practice is to conduct an investiga-
tion and provide a resolution. McPhail says his sister attended a me-
diation with IUN administrators on his behalf, but, unsatisfied with 
the result of the meeting, he passed the complaint on to the federal 
Equal Employment Opportunity Commission’s Indianapolis District 
Office. That body, he says, claimed to have conducted an investiga-
tion, but McPhail says when he asked for a copy of the investigation, 
he never received one. The Chronicle asked the Indianapolis District 
Office to see a copy of the investigation but was told that because dis-
crimination charges are confidential, the office couldn’t confirm or 
deny anything about the case.

In a letter to the Indianapolis office, the university denied 
McPhail’s claims. “The University conducted a thorough investiga-
tion of this complaint and found no evidence of racial discrimina-
tion or a hostile work environment,” the letter read. The university 
described Lowe’s remarks to McPhail as “constructive criticism” and 
said one of his duties was to maintain a positive relationship with 
the faculty. To the charge of “salary inequities,” the university said 
McPhail’s starting salary was only $6,000 less than that of his prede-
cessor, who had been more qualified for the role.

McPhail’s stint as an administrator had ended in disappointment, 
and everybody knew it. When an administrator departs at North-
west, they get a farewell celebration in their honor, Hobson said. In 

McPhail’s case, however, no administrators arranged it. So Hobson 
hosted a get-together at a local restaurant as a going-away function 
for McPhail, extending select invitations to people who he knew liked 
and supported McPhail.

“He was not embraced, unfortunately, by the larger campus,” Hob-
son said. “I liked him. He’s a friend. I liked working for him, and it has 
crushed me to see what has happened to him.”

N
OW A PROFESSOR, McPhail focused much of his work on the 
study of racism and examining Black-student success.

As an administrator, he had served as the university’s 
appointee on the Gary Commission on the Social Status 
of Black Males, a group that studies the social conditions 

of the city’s Black male population. He continued doing similar 
work, appointed by the president of the Urban League of North-
west Indiana, researching Black college students in the city. And 
he saw troubling signs.

But the student experience at IU Northwest, a commuter campus, 
can be hard to assess. There are no residence halls, so students usu-
ally just stop by, go to their classes, and leave. Similarly, faculty mem-
bers generally have a two-day-per-week teaching schedule and typi-
cally are not on campus the days they’re not teaching.

Yet according to a campus-climate survey of employees from 2013, 
30 out of 70 respondents felt like they observed favoritism toward 
one or more individuals in their unit because of their race/ethnicity. 
Nineteen out of 46 said they felt isolated or unwelcome at IU North-
west because of their race/ethnicity. Sixteen out of 48 respondents 
said they experienced discrimination on campus because of their 
race/ethnicity.

That’s a small sample size. But during his time on campus, 
McPhail heard from other Black faculty members who were having 
similar experiences and expressing the same concerns.

In an email to McPhail in his first year at IUN, Rochelle Brock, a 
Black woman who had formerly served as the executive director of 
the Urban Teacher Education Program at IU Northwest, described 
her last four years at the institution as “extremely stressful and dis-
appointing.” She added that the administration disrespected Black 
students, faculty, and staff. She said she experienced hostility from 
other faculty members and, over her eight years at Indiana, had wit-
nessed Black colleagues “forced into retirement, overlooked for ten-
ure and/or promotion, unfairly dismissed and their knowledge and 
expertise ignored.”

Her experience there made it “emotionally necessary to look for 
other employment.” After she left IU Northwest, she became a facul-
ty member at the University of North Carolina at Greensboro. Brock 
passed away in 2020 following a multiyear battle with cancer.

Hobson, who is white, says that while he hasn’t seen evidence of ra-
cial discrimination on campus in the 41 years that he has been there, 
he has heard from Black faculty members that they experienced mi-
croaggressions. McPhail once told his friend that he had experienced 
more microaggressions on Northwest’s campus than at any other in-
stitution he had worked in before.

The university has acknowledged room for improvement. In 2018, 
McPhail helped organize a public event in the university library to 
discuss how IU Northwest could do a better job reaching, retaining, 
and graduating more minority students. The event featured a pan-
el of lawmakers and a presentation by McPhail. During the event, 
Suzanne Green, an administrator in the School of Public and En-
vironmental Affairs, told lawmakers she had seen a drop in Black 
students in recent years. One community member told the panel, 
“I talk to so many kids, they don’t feel like they are welcome on this 
campus.”

The six-year graduation rate for Black students at IU Northwest has 
hovered around 10 percent in recent years, according to federal data 
— well below the state’s rate of 34 percent, as of 2018, for Black stu-
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dents. The overall six-year graduation rate at Northwest is 32 percent, 
according to federal data.

Following the forum, Lowe released a statement saying IU lead-
ership was familiar with the data for degree completion for Black 
students at IU Northwest and that administrators were working to 
improve it, according to Gary 411 Weekly News. Lowe attributed the 
campus’s decline in population to the state’s decline in high-school 

graduation. “After high school, 
many college-eligible students who 
are African American have high fi-
nancial need and, because of the 
abundance of jobs, choose to go to 
work.”

“There are fewer African Amer-
ican students enrolled, but their 
numbers are still proportionate to 
the African American population 
of the region,” Lowe said, according 
to 411 Weekly News. The chancellor 
added that the application rates and 
acceptances for Black students had 
also increased over the past several 
years.

But McPhail wasn’t buying it.
“It’s not what the data shows you,” 

McPhail said. “The data shows you that you’re doing nothing.”
The Chronicle sought interviews with administrators about the cli-

mate for Black students and employees at Northwest, as well as about 
McPhail’s case. The university declined those interviews. Chuck Car-
ney, a university spokesperson, noted that last fall, Pamela Whit-
ten, IU’s president, announced a $30-million initiative to increase 
the diversity of the faculty across all IU campuses as part of a series 
of initiatives for IU’s antiracist agenda. He added that recently, IU 
Northwest became the first and only comprehensive, public high-
er-education institution in the state to be recognized as a Hispan-
ic-serving institution by the U.S. Department of Education. The cam-
pus has also added a faculty liaison whose role is to help faculty of 
color strengthen their sense of belonging at IU.

A
FTER THE EVENT, McPhail was approached by a Bloomington 
administrator who invited him to write a book about the 
history of people of color at the university system. McPhail 
moved to Bloomington for a few years to work on the book, 
which remains unfinished.

By the time the professor returned to Gary in the fall of 2020, 
Covid-19 had completely changed teaching.

A faculty evaluation dated July 2021 paints an unflattering por-
trait of McPhail’s return to the classroom. Over half of his students 
in the two fall courses he taught had gotten F’s, D’s, or withdrew, 
according to the evaluation, far higher than the rest of his depart-
ment. In the spring, that rate ticked up even further. But the alleged 
shortcomings didn’t stop there. “It has been reported that students 
are avoiding enrolling in Dr. McPhail’s classes due to his reputa-
tion as a teacher,” the document said, reporting class sizes as low 
as five students. His student evaluations were largely critical, and 
he had apparently conducted two of his spring classes online when 
they were supposed to be in person. Finally, McPhail had apparent-
ly not contacted the only two students enrolled in a high-school du-
al-credit course, leaving them confused and forced to leave his sec-
tion of the class.

McPhail says his evaluation wasn’t comprehensive. When he re-
turned, he had trouble getting his class assignments from David 
Klamen, his dean. (Klamen didn’t respond to a request for comment.)

It was March 2020 and McPhail was growing frustrated. He had al-
ready contacted his department twice to inquire about his teaching 

assignments for the fall and had gotten no response, according to an 
email correspondence with Vicki Román-Lagunas, who succeeded 
McPhail as executive vice chancellor for academic affairs.

She apologized for the delay. “This Covid 19, as you can imagine, 
has created havoc for Indiana University,” Román-Lagunas said to 
McPhail via email. “We are doing our best to manage new decisions 
every day.”

Two months later, McPhail was following up again. He said he still 
hadn’t received any further information regarding the classes he 
would be teaching in August. He even tried, to no avail, to transfer to 
the Bloomington campus. By late June, McPhail’s requests had finally 
been brought to Klamen’s attention, but he didn’t get his class assign-
ments until July.

“They never actually told me my teaching assignment; they just as-
signed me courses,” McPhail told The Chronicle.

At the time, he reached out to a colleague at IU Bloomington to 
double check whether what he was experiencing was out of the norm.

Carolyn Calloway-Thomas, a professor and chair of Department of 
African American and African Diaspora Studies at IU Bloomington, 
replied that what McPhail was experiencing was strange. “At IUB, the 
‘best practice’ is for chairs and deans to consult with faculty mem-
bers regarding their course portfolios. Occasionally, a wayward chair 
will assign faculty classes without consulting with ones who will 
teach them, but this is a rare bird, indeed,” she replied.

Still, McPhail went on to teach his classes, some completely online 
and others hybrid. He admitted that teaching courses over Zoom was 
tough. Some students were simply not showing up to class, and those 
who did kept their cameras off and remained on mute. “I was strug-
gling like everybody else was with Covid and just trying to do the best 
I could to get my students educated,” he said.

When he received the evaluation, which also rated his service as 
inadequate, McPhail took issue. In a written response, he disputed its 
claims. How could he be blamed for poor grades? “I cannot in good 
conscience give students passing grades who have not completed as-
signments correctly or submitted required work,” he wrote. As for the 
classes he’d held online, he said he requested the proper approvals, 
but receiving no response, decided with his students to conduct the 
instruction online. He said the claim that he’d never contacted two 
students was incorrect. According to his records, there had only been 
one student enrolled in that course, and she completed it with a B 
grade. And McPhail disputed the notion that his service was subpar; 
in fact, he’d only been offered one service opportunity in 2020-21, 
he wrote, “but was told that someone else has been assigned the ap-
pointment when I agreed to serve.”

But the dean wasn’t buying it. Klamen criticized McPhail’s re-
sponse — most notably, the professor’s claim that his students 
earned their bad grades. “I find it inappropriate that you attempt to 
shift blame to students for your own professional shortcomings.” Not 
only was it distressing to the dean, but he viewed it as a violation of 
the university’s Code of Academic Ethics. In light of that, he said, he 
was recommending that McPhail’s teaching duties be removed and 
that he only be paid for research — just 25 percent of his current sal-
ary. (The professor’s evaluation acknowledged that his research ac-
tivity was good. He had published one book chapter and one journal 
article during the year, which was “a respectable research record for a 
senior faculty member.”)

Román-Lagunas, the executive vice chancellor for academic af-
fairs, agreed, and broke the news to the professor in August.

The news came as a shock to McPhail. Widely adopted standards 
from the American Association of University Professors state that dis-
ciplinary action like a suspension only be carried out after a faculty 
committee has had the chance to review the matter. Indeed, the cam-
pus has a post-tenure review process that would do just that.

McPhail sought advice and assistance from the AAUP. In August, 
the organization wrote to the campus chancellor, Ken Iwama, on 

“ It’s not what the data 
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McPhail’s behalf requesting that he be “afforded an adjudicative 
hearing of record before an elected faculty committee in which the 
administration would have the burden of demonstrating adequate 
cause for suspension.” But they heard no response.

Román-Lagunas did present McPhail with the opportunity to ap-
peal the suspension to the Faculty Board of Review, which he did.

Had the process continued like this, McPhail might still have his 
job. That’s not what happened. Distressed, McPhail placed a call to 
his friend, Hobson.

O
N THAT SEPTEMBER PHONE CALL, McPhail shared his disappoint-
ment with his suspension. Once the professor had been at 
the helm of the university’s academic enterprise. Now he 
was being sanctioned by it. As the two talked, the conversa-
tion drifted towards McPhail’s feelings about systemic rac-

ism in the U.S.
At some point he uttered a fateful remark: “if the Indigenous people 

had killed all the early white settlers, racism would not have estab-
lished itself in the Americas,” a faculty review later found.

McPhail elaborated on what he meant in an interview. “I was basi-
cally talking about the fact that when colonists came here, they made 
agreements with the Native Americans, and then they betrayed those 
agreements,” he recalled. “If Native Americans had been less wel-
coming of the settlers and colonists, then we probably wouldn’t be in 
the situation we’re in today.”

McPhail was discussing history, comparing what had happened 
to the Native Americans with what he believed was the culture at IU. 
“It’s a culture that’s built around broken promises, broken treaties,” 
he said. The comparison may seem strained, but the professor saw 
parallels. When he first arrived at IU, McPhail says, he was promised 
the authority and responsibility to run the campus’s academic pro-
grams. But that’s not what happened. “Everything that the university 
provided me in terms of the position indicated that that would be the 
case,” he said. “It was not the case.”

He was confiding in a friend. He wasn’t expressing anger, and 
he wasn’t making any threats, Hobson recalled. Following their 
conversation, Hobson contacted Cynthia Roberts, the dean of the 
School of Business and Economics, in hopes that she could con-
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nect him with university administrators to speak on McPhail’s be-
half.

Hobson didn’t think that McPhail was violent, but worried that 
his fragile emotional state may result in “harm to self or others,” ac-
cording to Roberts’s recounting to faculty members considering 
McPhail’s case. Roberts herself didn’t feel threatened when she spoke 
with Hobson about what McPhail said. But she told the faculty board, 
according to its report, that “McPhail had said that the solution to 
racism is to kill all white people.” Roberts didn’t respond to The 
Chronicle’s request for comment.

McPhail and Hobson, the only two people on the call, reject 
Roberts’s characterization of their conversation. A brief, if jarring, 
historical aside had morphed into something much more sinister 
and inflammatory.

That’s how administrators viewed it. They considered McPhail a 
threat, and sent news of his termination to his house with three po-
lice officers. McPhail had made a threat of violence “on more than 
one occasion,” the letter said, and it didn’t matter whether it was “ex-

press or implied”; it merited his firing.
The only avenues left to the profes-

sor were the appeals processes. He 
had already appealed his suspension; 
now he appealed his firing.

The Faculty Board of Review, in 
considering the appeal of his suspen-
sion, found that the administration 
had improperly used the Code of Aca-
demic Ethics instead of the post-ten-
ure review process to deal with 
McPhail’s behavior. It recommended 
his reinstatement.

Months later, the same board took 
up the matter of his firing, assessing 
the validity of his alleged threats and 
whether IU Northwest followed prop-
er dismissal procedures. They found 
last month that McPhail’s allegedly 
threatening remarks “probably went 
near the topic of killing white people 

or killing all white people” and warranted an investigation. But the 
decision to fire McPhail was “not warranted by our campus’s policies 
and procedures,” according to a letter from the board to Román-La-
gunas.

Klamen told faculty-board members, according to the report, that 
he had been warned to “take precautions against possible violence 
by McPhail” by Bala Arshanapalli, the associate executive vice chan-
cellor in the office of academic affairs, and an IU attorney. Arshana-
palli didn’t respond to The Chronicle’s request for comment.

But Klamen’s interpretation of the events didn’t exactly align with 
what Arshanapalli told board members. While Arshanapalli did de-
scribe McPhail as upset, frustrated, and angry during the course of 
a call between them following his salary and teaching reduction, he 
also said McPhail “didn’t say anything inappropriate” and “did not 
make any threats against Klamen or anyone else.” The report also re-
stated Hobson’s claim that McPhail made no threats.

The faculty board found that no charges for making threats were 
ever filed to the police against McPhail. And, according to the group, 
suspension and a temporary ban from campus would have been ef-
fective means of protecting the campus community.

“Immediate dismissal was not the only protective option avail-
able in the circumstances,” they wrote in their decision letter. 
“The Dismissal Procedures contemplate suspension, not imme-
diate dismissal, as the protective option of choice.” They also 
said that because McPhail had been immediately dismissed and 
barred from calling anyone at IU, he wasn’t granted any opportu-

nity to defend himself properly against any of the accusations be-
ing made against him.

The board recommended that McPhail be reinstated, that his sal-
ary be restored, and that he be given back pay. The group seemed to 
acknowledge that the relationship between McPhail and the campus 
may be strained beyond repair, but said the university should “reach 
a settlement” with McPhail to formalize his departure.

The AAUP has also petitioned the university on McPhail’s behalf. 
Mark Criley, a senior program officer, wrote in April to Iwama, the 
chancellor, protesting a lack of due process. Giving McPhail the op-
portunity to file “a post-dismissal appeal of a unilateral administra-
tive action” was “not an acceptable substitute for a prior dismissal 
hearing at which the administration must offer specific charges and 
must bear the burden of demonstrating that the charges are true and 
that they warrant dismissal,” he wrote. “It is essential that the Indi-
ana University Northwest administration provide its faculty this in-
dispensable safeguard of academic freedom: failure to do so effec-
tively renders tenure all but meaningless at the university. This is a 
matter of grave concern to our association.”

In a more recent letter, Criley told Iwama that the organization 
would consider launching an investigation of the firing “unless the 
next several weeks bring either a satisfactory response to the con-
cerns we have raised or news of a suitable resolution.”

A university spokesperson told The Chronicle that Iwama couldn’t 
comment on the ongoing case. The university has already rejected 
McPhail’s appeal of his suspension. In a January letter to McPhail, 
Iwama said administrators acted correctly in dismissing him under 
the Code of Academic Ethics rather than the post-tenure review pro-
cess, which would afford McPhail more protections. Why? He had 
chosen not to remedy his “longstanding” deficiencies, the chancellor 
wrote, and that choice was a violation of the code.

McPhail’s appeal of his firing is still pending.
The situation has climbed the rungs of university leadership. In 

an August letter to Whitten, the system president, a faculty mem-
ber aware of McPhail’s story voiced concern that the way IU North-
west’s leadership has handled McPhail will reflect poorly on the in-
stitution.

“My fear is that if this case is not resolved in an amicable and just 
manner, it will not only bring mental anguish to Dr. McPhail, but 
also damage the precious image and reputation of Indiana Universi-
ty, and at a crucial moment, when the university is most attentive to 
civic sensibilities and human flourishing,” wrote Calloway-Thomas, 
the Bloomington professor McPhail contacted about his fall course 
schedule.

McPhail hasn’t waited for administrators to reverse course. In 
April, he filed a lawsuit against the university, alleging that adminis-
trators violated his contract by not following its own policies, violat-
ed his free-speech and due-process rights, and engaged in racial dis-
crimination.

McPhail’s case has also attracted attention from the Foundation 
for Individual Rights in Education, which argued that the “threat of 
violence” IU Northwest administrators used to justify McPhail’s ter-
mination is protected under the First Amendment.

“Rhetorical hyperbole, or even the endorsement of violence, does 
not exclude a particular statement from constitutional protection,” 
FIRE said in a statement.

McPhail’s fate has been sobering. His friend Hobson had always 
imagined that McPhail was just passing through IU, a pit stop during 
what he saw as a long and fruitful career.

“I assumed he’d be with us for a couple of years and then go on to 
be a chancellor at a bigger school or potentially a president at a small-
er school,” Hobson said. “Now his career is in ruins.” 

Oyin Adedoyin is a staff reporter at The Chronicle. Follow her on  
Twitter @Oyin_Adedoyin_.
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A brief, if jarring, 
historical aside 
had morphed into 
something much 
more sinister and 
inflammatory.



As Florida International University celebrates its 50th anniversary, we are 
proud to recognize the College of Business for being a national driver in  

student success, research excellence, and innovation. 

The College of Business, with almost 10,000 talented students and  
65,000 alumni, is one of the nation’s leading business schools.

FIU is proud to announce the appointment of William G. Hardin, III, 
Ph.D, FRICS as Dean and Ryder Eminent Scholar Chair of Florida 
International University’s College of Business.  He previously 
served as Associate Dean of the Alvah H. Chapman, Jr., Graduate 
School of Business, and Founding Director and Research Fellow in 
the Tibor and Sheila Hollo School of Real Estate.

Over the course of a stellar 20-year academic career, Hardin 
has authored or co-authored 70 papers on topics including 
commercial real estate investment, foreclosures, corporate 

governance, residential real estate, and REIT financial structure. He is co-editor of the Journal of Real Estate 
Research. In 2018, Hardin received the Ricardo Medal awarded by the American Real Estate Society, its highest 
recognition of scholarship, which recognizes important research in real estate over at least two decades.

 To learn more visit  
business.fiu.edu

https://business.fiu.edu/
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What should we make of students at elite colleges  
lamenting their oppression? 

When Privileged 
Students Protest 

BY EBOO PATEL

I 
HEARD ABOUT THE PROTEST a day before arriving on campus. A group called the Di-
aspora Coalition at Sarah Lawrence College, an elite liberal-arts school about an 
hour’s drive north of Manhattan, had put out a list of demands online and an-
nounced that they were going to occupy a campus building.

I had been invited to campus by President Cristle Collins Judd as part of a series 
called “Differences in Dialogue.” The plan was to explore the 
challenges and opportunities of living in a diverse democracy, 
when diversity means both the differences you like and the dif-
ferences you don’t like. My interlocutors were the Washington 
University in St. Louis political philosopher and law professor 
John Inazu, and Nancy Cantor, the president of Rutgers University at Newark and an 
alumna of Sarah Lawrence. Both are friends and colleagues. John is probably a click or 
two more conservative than me, and Nancy maybe a click or two more liberal, but we 
all view the racism and conspiracy theories of the current Republican Party as anath-
ema.

I’ve been to many campuses where protests had made national news (Yale, Prince-
ton, Swarthmore, Oberlin, Amherst, maybe a dozen or so more), but I have never actu-
ally been in the middle of one myself, at least not since my own undergraduate days at 
the University of Illinois at Urbana-Champaign. So I approached with a sense of curi-
osity.
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The event was well attended. There were Sarah Lawrence board 
members, people from the local community, students, and facul-
ty members all streaming into the auditorium. A handful of friend-
ly student activists stood outside the doors handing out copies of the 
Diaspora Coalition’s manifesto. I saw many more heading upstairs to 
fill the balcony area of the theater. It all felt very neighborly.

As our conversation on stage unfolded, I was struck by a story John 
Inazu told about his father, who had died only a few weeks earlier 
after a long battle with cancer. John’s father had been born in Man-
zanar, one of the 10 camps where Japanese Americans were incarcer-
ated during World War II. His parents were prevented from holding 
him as a baby. John shared this detail in a steady, even voice, his 
tone sharpening our sense of the tragedy and injustice he 
described.

Somehow, John’s father went on to become the 
kind of American patriot who joins the military 
and remains committed to it for the rest of his 
life. John’s brother is a cop. John himself is mil-
itary, and even worked for a time at the Pen-
tagon. While he was in graduate school, he 
took classes with the theologian Stanley Hau-
erwas, who asked how a Christian like John 
could reconcile his faith — which Hauerwas 
believed ought to commit him to pacifism — 
with involvement with the American military. 
It was a lot for John to consider. When he tried 
to talk it over with his father, it became clear 
that it was not a conversation his father was in-
terested in having. For him — this man who 
had been born in an incarceration camp set up 
by the United States Army — military service 
was a high ideal.

The story reminded me how unwise it is to 
guess at people’s views based on their identities 
or experiences. I had hoped that we could discuss 
this complexity with the audience during the 
question-and answer period.

But right as that part of the program began, 
there was a rustle in the balcony and a dis-
cernible shift in mood. Sixty students stood up 
as a collective, raised their fists in the air, and 
declared that they were taking over the space. 
One by one, they began reading statements of 
protest from their smartphones. Each state-
ment followed the same formula. A typical one 
went like this: “As a person who 
benefits from white privilege but 
is oppressed by heteronorma-
tivity, I call out Sarah Lawrence 
College for further oppressing its 
already marginalized students 
and call on President Cristle Col-
lins Judd and the college to im-
mediately agree to all demands 
issued in our manifesto.”

Eight students read state-
ments, many of which began 
with a ritual confession of white 
privilege (a pattern which served 
to underscore the fact that most 
of the speakers were white). Af-
ter each statement, the students 
chanted, “No justice, no peace,” 
waving their fists in the air.

About half the students di-
rected insults at Judd, whom 

some called, with a sneer, “Cristle.” After they spoke, Judd stood 
and said, in a sharply contrasting tone of earnest politeness, some-
thing to the effect of: “We hear you. Thank you for making your 
views known. I have met with you before and will meet with you 
again to discuss your demands. Now can we allow members of the 
audience who have questions of our panel to ask them?” She was 
met with jeers.

The night closed with a spokesperson of the Diaspora Coalition de-
manding of the panelists on stage that we immediately go on record 
in support of their manifesto. A dozen cellphones were up, recording 
the moment. John, Nancy, and I somehow managed to communicate 

that we appreciated the students’ energy and 
resolve but hadn’t studied the manifesto 

enough to sign on.
The next morning, a colleague and I 
were scheduled to meet with a small-
er group of faculty members, admin-
istrators, and students. The driver 
who picked us up from the hotel to 
take us to the meeting joked with 
us, “Did you know the students are 
asking for free detergent? Why can’t 

they be like the rest of us and just 
handwash their clothes with regular 

soap when they run out?”
“But what do I know,” she continued. “I’m 

just an hourly employee with a high-school edu-
cation. These Sarah Lawrence kids are going to run 

the world. In fact, they already do.” I couldn’t tell if it 
was bitterness or irony in her voice. I’m pretty sure it 
wasn’t pride.

It occurred to me that the Sarah Lawrence student 
protesters had quite naturally assumed the position of 

the weaker party vis-à-vis the college’s administrators. 
But from the van driver’s perspective, by going public in 

a self-righteous way, the students had widened their 
audience to individuals who had a very different 
understanding of what constituted identity privi-
lege and who held it.

To the high-school-educated, hourly employee 
that drove Sarah Lawrence students and visitors 
around, it was the college students she chauffeured 
around campus, regardless of race, gender or sexu-
ality, who had quite a bit of power.

Yet of all the forms of privilege named the previ-
ous night (heteronormativity, 
cis-genderism, white privilege), 
access to education did not 
come up. None of the speak-
ers mentioned their identities 
as Sarah Lawrence students, 
though that particular identity 
is likely to play a very significant 
role in their lives.

In his book Our Kids: The 
American Dream in Crisis, the 
political scientist Robert Put-
nam observes that the Ameri-
can socioeconomic order can 
be neatly divided into three cat-
egories. Those who have a high-
school education or less occu-
py the lower third; those with 
some college the middle third; 
and those who have completed 
college the upper third. A host 
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Imagine what it’s like  
to be the high-school-
educated, hourly employee, 
ferrying around Sarah 
Lawrence students as they 
discuss their oppression  
in the back of your van. 
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This content was paid for and created by Iowa State 
University. The editorial staff of The Chronicle had no role in 
its preparation.

At Iowa State, innovation isn’t 
a buzzword. It’s a way of life.

Step onto Iowa State’s campus and you’ll feel 
it. You’ll experience it. You’ll be surrounded 
by it. It’s a culture centered on innovation and 
entrepreneurship. One that places an emphasis 
on interdisciplinary collaboration. Why? Because 
we know that’s how the best ideas are born.

And we even have a name for it: Innovate at 
Iowa State.

Here, we’ve constructed a state-of-the-art 
building dedicated to fostering collaboration. 
We’ve created an academic network designed 
to connect students to innovation and 
entrepreneurship opportunities in six of our 
colleges. Add in a center focused on providing 
programs and competitions to bring out the 
entrepreneur in every student—it’s easy to 
see that, at Iowa State, we’re serious about 
innovation.

It also has people wondering…what will we 
think of next?

INTERDISCIPLINARY COLLABORATION 
HAS AN $84 MILLION HOME

We call it the Student Innovation Center and 
it’s 140,000 square feet of pure innovation magic. 
It’s where you’ll find students from all disciplines 
working, learning, and being inspired by each 
other day and night. Featuring makerspaces with 
the latest technology, the center is open to every 
major and also offers innovative programming 
like Flagship Fridays where industry profession-
als connect with students by sharing personal 
stories and perspectives. These innovation pro-
grams have garnered nearly 18,300 registered 
student participants.

At the Student Innovation Center, students get 
hands-on experience in immersive production 
processes while developing skills that help 
them bring their ideas to life. From the Culinary 
Creation Lab test kitchens and the Digital Media 

Production Studio to the 3D Printing Shop and the 
Dynamometer (Engine) Testing Room, our one-of-
a-kind Student Innovation Center is truly a sight to 
be seen.

HOW STUDENTS START WHATEVER  
THEY WANT

It’s one thing to say you’re dedicated to helping 
every student develop an innovative mindset. It’s 
another thing to build an entire network dedicated 
to it. That’s where our Start Something network 
comes in.

With academic opportunities including project-
oriented courses, student incubators, product 
development assistance, internships with startups, 
and more, this network spans six Iowa State 
colleges, providing support that encourages 
student creativity and innovation. And it’s just 
another way Iowa State students can tailor their 
education to fit their unique interests—whether 
they want to begin their own business, market their 
product, or lead a team of thinkers.

With Start Something, students are able to, well, 
start anything they want.

BRINGING OUT THE INNER 
ENTREPRENEUR IN OUR STUDENTS

Opened in 1996, our ISU Pappajohn Center for 
Entrepreneurship has been preparing Iowa State 
students with entrepreneurial skillsets for years. 
This is where students can participate in program 
after innovative program like our ISU Startup 
Factory that’s helped jumpstart more than 120 
new companies over the past four years. They can 
also take part in competitions like our College-by-
College Pitch Off to hone their presentation skills 
while getting the opportunity to win funding for 
their projects.

As a resource for all majors who have an 
idea they want to explore or create a venture 

of their own, our Pappajohn Center is where 
entrepreneurship comes to life.

GIVING STUDENTS HANDS-ON 
EXPERIENCE TO SOLVE REAL-WORLD 
PROBLEMS

Inviting students to get their hands dirty with 
real-world challenges is just another way we’re 
preparing student innovators to change the world. 
Because we don’t think research is reserved for 
just professional researchers. In fact, 60 Iowa 
State undergraduates from 28 different academic 
programs were chosen in 2021 to share their 
research as part of the National Conference on 
Undergraduate Research.

We’re also helping student innovators become 
entrepreneurs through the National Science 
Foundation (NSF) Innovation Corps (I-Corps) 
program. The I-Corps site is where Iowa State 
undergraduate, graduate, and postdoctoral 
students learn how to explore the commercial 
potential of their research and technology, thereby 
increasing the impact it can make.

Whether it’s creating one of the most advanced 
battery research programs on the planet or 
developing revolutionary nanovaccines, our 
researchers and students are facing 21st century 
challenges head-on to create a safer, healthier 
world. And they couldn’t be more passionate 
about it.

INNOVATION DESERVES TO BE 
CELEBRATED

By now it should be clear that at Iowa State, 
we are dedicated to student innovation and 
collaboration. So it only makes sense that we 
celebrate it. For five days straight every April, 
our IGNITE Innovation Showcase highlights the 
collaborations, inventions, and opportunities 
happening on campus.

It also features creative keynote speakers 
from across the country sharing their stories 
and processes. From innovators like Louis Carr 
of BET Networks to entrepreneurs like Tan Le, 
cofounder of EMOTIV—this event brings together 
brilliant minds in the form of a public innovation 
celebration that anyone can attend.

Because we’ve learned when ideas are shared, 
we all benefit.

ALWAYS LOOKING TO THE FUTURE
Ever since our founding in 1858, Iowa State 

has been known for leading the way in innova-
tion—and that’s never going to change. With our 
Innovate at Iowa State culture, we’re doubling 
down on providing students opportunities to 
transform into the innovators they want to be. So 
the world gets the visionaries it needs to propel it 
toward a brighter future.  

As for what we’ll think of next when it comes to 
innovation, only time will tell.

Student puts innovative technology to use at Iowa State’s Additive Manufacturing Lab
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of other quality-of-life indicators — occupation, income, health, so-
cial status, self-identity — are quite straightforwardly predicted by 
level of education.

These findings include people with any kind of college degree. If 
you attend a name-brand selective institution, your chances of suc-
cess in the knowledge economy are significantly higher than those 
of the student who attends a local commuter college. Consider this: 
There are something like 2,500 four-year residential nonprofit insti-
tutions of higher education in the United States. These institutions 
are what most people reading this publication normally think of as 
“college.” If you attend a top-250 institution, you are in the top 10 
percent; if you attend a top-25 institution, well, you are surely smart 
enough to do the math in your head. If the selectivity of these schools 
maps on in any way to success in the current economy, you have just 
positioned yourself in the upper reaches of the top third of American 
society.

If you are at an elite college like Sarah Lawrence, you probably 
know this, which is why you (or your parents) went to the trouble of 
positioning yourself to be admitted to such an institution in the first 
place.

If money is half of the social identity known as class, the other half 
is prestige. And this is where attending an elite college makes an un-
ambiguous difference.

In a recent book called The Tyranny of Merit, the political philos-
opher Michael Sandel argues, “Elites have so valorized a college de-
gree — both as an avenue for advancement and as the basis for social 
esteem — that they have difficulty understanding the hubris a meri-
tocracy can generate.”

Sandel discusses a study in which social psychologists surveyed 
college graduates across both the United States and Europe, ask-
ing them how they felt about a range of disfavored groups, includ-
ing obese people, gay people, and ethnic and religious minorities. 
Across nations, college-educated people ranked those who are 
poorly educated as the group they liked the least. Moreover, while 
people reported some embarrassment at their other prejudices, 
they were proud of the fact that they looked down upon the poor-
ly educated. After all, if you graduated from college, you’ve merited 
your good life. If you haven’t, you deserve your fate. This logic is one 
instance of what Sandel describes as the “weaponization” of college 
degrees.

“Higher education,” he writes, “has become a sorting machine that 
promises mobility on the basis of merit but entrenches privilege and 
promotes attitudes toward success corrosive of the commonality 
democracy requires.” That is an academic description of a dynamic 
that, for our driver, occasioned visceral anger. Imagine what it’s like 
to be the high-school-educated, hourly employee, ferrying around 
Sarah Lawrence students as they discuss their oppression in the back 
of your van.

P
RESIDENT JUDD met us at the door for a chat before the morn-
ing session began. I asked her if she’d been disturbed by 
the behavior of the students the night before. Not especial-
ly, she replied. Sarah Lawrence was an activist campus, and 
she was proud of that. The only thing that frustrated her was 

that some of the students had spurned her offer to take part in bud-
get conversations. “I don’t disagree with many of their demands,” 
she said to me. “But meeting all of them would cost millions and 
millions of dollars. I want them to be part of the process of how a col-
lege raises and apportions its funds. That’s a learning opportunity 
for them.”

The most strident student activists didn’t see it that way. Judd re-
called that they had said it it was their responsibility to make de-
mands and her responsibility to make budgets. That attitude con-
cerned her. She wanted Sarah Lawrence graduates to go into the 
world with high ideals and the capacity to put those ideals into prac-
tice.

I had a sense that moment of just how hard it is to be a college pres-
ident these days. You want to support your student’s lofty principles 
and their right to protest, but also help them be constructive and 
pragmatic. It’s a tight needle to thread.

The morning meeting was characterized by the kind of conversa-
tion I associate with an excellent liberal-arts seminar — searching 
and civil, motivated by a desire to understand, not to condemn. Judd 
attended, as did several faculty members and a handful of the stu-
dents who had protested the night before.

One of them was a Muslim international student from South 
Asia, a region whose culture and religions I know something about. 
She had joined the protest but had not been one of the speakers. I 
asked her if she felt represented by the Diaspora Coalition, both in 
substance and style. Somewhat, she said, but not fully. I wondered 
whether it was part of her cultural identity to sneeringly call edu-
cational leaders by their first names. Her response went something 
like this: “That would never happen where I come from, and I don’t 
like when it happens now,” she told me. And then, as if she under-
stood exactly the point I was getting at, she said: “In the name of 
supporting minority identities, I have been part of things that vio-
late my own identity, including rudeness to teachers and other edu-
cational leaders.”

I asked why students sign on to the coalition’s manifesto if they 
don’t feel properly represented. There was a strong culture of talking 
about minority identities on campus, she said, but only in ways that 
emphasized one’s marginalization. And there was a palpable fear 
of breaking the mold. If you questioned the paradigm of “minori-
ty identity means being hopelessly oppressed,” or spoke of your own 
particular minority identity as an asset or a privilege, you risked be-
ing “Sarah Lawrenced” — the particular form of cancellation that ex-
isted in the student culture on that campus.

I have visited something like 150 campuses over the last 10 years, 
and I can confidently report that most days at most colleges are good 
days. Most days at Sarah Lawrence are also, I’m sure, good days. The 
campus has wonderful educators and energetic students. I just hap-
pened to experience the buffet of activist excess in a concentrated 
period of time on that particular campus. I’d certainly been witness 
to parts of the whole in other places. I have been a part of several dis-
cussions where a handful of strident activists effectively silenced a 
variety of voices in the name of promoting diversity. More than one 
student of color has quietly observed to me that, in the name of pro-
moting minority identities, they have had to suppress part of their 
own.

This should concern us. A college ought to be a place where indi-
viduals can share half-formed thoughts, precisely so those thoughts 
can be fully baked by a community of learners in common pursuit of 
the truth.

I
N HIS WONDERFUL BOOK College: What It Was, Is, and Should Be, An-
drew Delbanco, a professor of American studies at Columbia Uni-
versity, remarks that on any list of America’s great contributions 
to human civilization — jazz, baseball, the Constitution — our 
four-year residential colleges and universities would rank near 

the top.
We Americans ask a lot of our colleges. They define what makes an 

educated person, and they do their best to raise a generation of stu-
dents up to that standard. They create knowledge, help set the na-
tion’s priorities, and serve as mini civil societies. They are models for 
diverse democracy.

At their best, our higher-ed institutions help young people 
explore the nuances of individual identity while also building 
bridges across groups. Consider this: Over half of the private col-
leges in the United States were started by religious communities, 
and remarkably few restrict admission to their own group. This 
is an astonishing feature of American society. Institutions creat-
ed to form people within one tradition now commonly serve as 
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platforms that bring together and advance people from a range of 
traditions.

The Catholic philosopher Alasdair MacIntyre says that “a central 
purpose of higher education” is “to initiate students into conflict.” 
A diverse democracy will inevitably have countless legitimate con-
flicts. Precisely for this reason, civic spaces that specialize in teach-
ing people how to engage in such conflicts through language and 
politics rather than violence are essential. Those who learn these 
skills are well-positioned to become a society’s leaders. “Only from 
the university,” MacIntyre says, “can the wider society learn how to 
conduct its own debates, practical or theoretical, in a rationally de-
fensible way.”

It is precisely because the underlying structure of the institution 
is so strong and stable that it can hold together such a wide array of 
identities and such radically divergent views. It is no wonder that 
John Courtney Murray, the great Jesuit philosopher, viewed uni-
versities as a symbol of the kind of political community required to 
hold together the diverse groups and divergent views that make up a 
healthy pluralistic society. It is in the university, Murray argued, that 
creeds can war intelligibly.

Colleges are a place of awakenings. And they are places that build 
the foundation for awakenings to come. I wonder how those students 
at Sarah Lawrence will remember that Differences in Dialogue event. 
Perhaps the story of John Inazu’s father, a man born in a prison who 
later became a fervent supporter of the United States military, will 
have stayed with them. Perhaps they will turn it over in their minds 
and think to themselves, “People are not like Russian nesting dolls 
— an outer doll of physical appearance encapsulating predictable in-

ner dolls of experiences, politics, aesthetics, and so on. Instead, peo-
ple are endlessly complex and fascinating. You can never tell simply 
from someone’s group identity how they will experience the world, or 
know from their experience what conclusions they will draw.”

All of this reminds me of my own journey from strident activist to 
institution builder. As an undergraduate, I was the student who be-
rated the provost about the budget, shouted down speakers I dis-
agreed with, and harassed fellow students whose views I didn’t like. 
I am grateful now for all of the staff, faculty, and administrators who 
gently guided me toward an activism of the outstretched hand rath-
er than the raised fist. I scoffed when they spoke to me, but the seeds 
were planted.

Perhaps some of the student activists I encountered at Sarah Law-
rence College will go on to build institutions of their own. Perhaps 
they will look to hire a truly diverse staff — Catholics and atheists, 
Democrats and Republicans, high-school graduates and members of 
the educational elite — and find ways to appreciate all of their identi-
ties. Perhaps they will say that the first time they considered the im-
portance of budgets was when the president of their alma mater in-
vited them to discuss how their values might be reflected in the key 
operating document of the institution. Perhaps they will speak of that 
discussion fondly, forgetting entirely how they spurned the invitation 
when it was first offered. 

Eboo Patel is founder and president of Interfaith America (formerly  
Interfaith Youth Core). This essay is adapted from his new book,  
We Need to Build: Field Notes for Diverse Democracy, published  
by Beacon Press.
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What’s Behind the Surge in 
No-Confidence Votes?

A
NYONE FOLLOWING HIGHER-EDUCATION NEWS 
in recent months has probably noticed a 
lot of votes of no confidence.

Faculty Senate bodies at three cam-
puses in the University of Maine system 

voted no confidence in the system chancellor, 
Dannel P. Malloy. Faculty members at Piedmont 
University, in Georgia, and Sonoma State Uni-
versity, in California, cast no-confidence votes in 
their presidents. So did members of the Academic 
Senate at California State University at Los Ange-
les. At the University of Illinois at Springfield, the 
provost was the subject of a vote of no confidence. 
And at Henderson State University, in Arkansas, 
the Faculty Senate’s no-confidence vote in the 
chancellor requested his “immediate dismissal.”

In 2021, at least 24 institutions saw no-confi-
dence votes in their leaders. That may seem like 
small potatoes, given the thousands of high-
er-education institutions operating in the United 
States. But according to data reviewed and com-
piled by The Chronicle, that’s the highest number 
in recent history. Seven years out of the last eight 
have seen the highest number of no-confidence 
votes recorded.

Claiming its origins in the British Parliament, 
the no-confidence vote has become a mechanism 

for faculty bodies to express their dissatisfaction 
with the people who run their institutions — and, 
increasingly, with things that aren’t people at all. 
How effective are such votes? What do they say 
about the state of the faculty? And what do they 
really signify?

A common assumption about the apparent rise 
of the no-confidence vote is that it’s just another 
example of a restive — or overly reactive — facul-
ty, says William G. Tierney, a university professor 
emeritus at the University of Southern Califor-
nia and founding director of its Pullias Center for 
Higher Education.

“People always say the faculty are always up-
set, and I think that’s true; the faculty are al-
ways upset,” Tierney says. “But today it’s much 
more difficult.”

The conditions that tend to spark a vote of no 
confidence, Tierney says, are more prevalent 
now than they were 30 years ago. Particularly in 
the pandemic era, when budget troubles have 
led to salary freezes, layoffs, and restructuring 
and retrenchment, faculty members have had 
more reason to lose faith in their leaders. “I’m 
not necessarily blaming presidents,” Tierney 
added. “I’m just saying that’s the environment 
we exist in today.”

A potent and once-rare  
statement of dissent  
becomes more common.



Evidence also suggests that the duration of a college presidency 
has in recent years become markedly shorter. According to 2017 data 
from the American Council on Education, which produces its Amer-
ican College President Study every five years, college presidents had 
served in their current positions for 6.5 years on average, down from 
seven years in 2011 and 8.5 in 2006.

“These aren’t the giants of the past who ran our nation’s universi-
ties for decades at a time,” says Sean A. McKinniss, a consultant and 
graduate of the Ph.D. program in higher education and student af-
fairs at Ohio State University whose data was the basis for The Chron-
icle’s analysis. Greater turnover, he says, tends to create something of 
a leadership vacuum; leaders who don’t stay in their posts long term 
may have less opportunity to build trust with the faculty or to embed 
themselves in an institution’s culture.

In fact, some leaders may start on the job with little knowledge of 
the inner workings of academe because they’ve come from the worlds 
of business or politics, or they have a track record of raising money 
or cutting expenses. Those presidents might feel like they’re playing 
catch-up, as compared with their colleagues who’ve spent their en-
tire careers in the academy. And — fairly or not — when considering a 
no-confidence vote, academic lifers might be less inclined to give an 

outsider the benefit of the doubt than they would one of their own.
How a president was selected may matter, too. Less faculty input in 

presidential-search processes can engender votes of no confidence in 
a president’s performance down the road, says Mark Criley, a senior 
program officer in the American Association of University Professors’ 
Department of Academic Freedom, Tenure, and Governance.

In a 2021 AAUP shared-governance survey, 7.4 percent of 396 re-
spondents said a vote of no confidence had been taken in an ad-
ministrator at their institution in the last three years. While the as-
sociation doesn’t have historical data with which to compare, that 
number strikes Criley as significant. “It seems like a lot of institu-
tions to me,” he says. But, he added, the number stands to reason, 
particularly amid the pandemic. “This is a watershed moment for 
governance,” he says, and in such a climate, no-confidence votes 
might proliferate.

With uncertainty on the rise, along with threats to faculty power 
and jobs, “really the only arrow you have in your quiver is no confi-
dence,” Tierney says. “When you don’t have trust, we then rely on for-
malities, and votes of no confidence are the ultimate formality.”

D
O NO-CONFIDENCE votes accomplish anything? About 51 per-
cent of the time, a president who has been on the receiving 
end of one winds up leaving office within a year, according 
to a Chronicle analysis of more than 235 no-confidence votes 
dating from 1989 to the present.

“If a faculty’s goal is to oust a leader, those are impressive odds,” 
says McKinniss, whose database is based on a tally of votes that were 
covered in the press. But those departures are rarely linked — pub-
licly, at least — to the no-confidence votes. “We always joke that they 
always use human-resources language: leaving ‘to pursue other in-
terests’ or ‘to be with family’ or ‘for personal health’ and so forth,” 
McKinniss says. “But the fact is that they’re gone after a vote.”

If no-confidence votes have become more common in the last de-
cade, say McKinniss and Mae Kuykendall, a law professor at Mich-
igan State University with whom he is writing a book about the 
phenomenon, it’s not because faculty members have become more 
willing to hold the votes. It’s that they more often feel driven to do so.

“The fact is,” Kuykendall says, “faculty members are risk-averse, 
and it takes a lot to get them to do something like this.”

A lot, she adds, over time. No-confidence votes often aren’t pred-
icated on a single bad action by a leader, but instead are a result of 
faculty dissatisfaction that’s festered for months or years. The rea-
sons cited for the votes, she and McKinniss note, fall into general cat-
egories, among them financial mismanagement, a president’s failure 
to participate in shared governance, and interpersonal friction.

On a deeper level, no-confidence votes reflect a failure of shared 
governance at institutions of all types, say Criley and Tierney.

“Everybody would agree that that votes of no confidence are a last re-
sort,” Criley says. “In order to know that the faculty has no confidence 
in the president, you would expect the faculty to have done all that they 
can to try to make the situation work and to try to conduct the business 
of the university through its normal shared-governance structures.”

No-confidence votes may be more likely to be employed at small-
er institutions that aren’t as well endowed, McKinniss says, but there 
are also plenty of cases at higher-profile institutions. Take, for exam-
ple, the Harvard University Faculty of Arts and Sciences’ 2006 vote 
of no confidence in the institution’s then-president, Lawrence H. 
Summers. “I think that was, for many institutions, the green light to 
say, ‘All right, if they can do it at Harvard, well, surely we could do it 
here,’” McKinniss says.

And so, the no-confidence vote remains a potent statement of dis-
sent, and one university leaders fear. Even if they weather the vote 
and stay at their institution — a significantly easier task if they have 
the support of the board of trustees — they’re often forced to oper-
ate in damage-control mode, says LaWanda W.M. Ward, an assistant 
professor of higher education at Pennsylvania State University.
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Recent Departures
Since 2019, the votes of no confidence below resulted in the departure of the executive  
who was the subject of the vote.
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More Votes of No Confidence Over Time
Seven of the eight most recent full years have seen the most votes of no confidence on record.

Source: Sean McKinniss, The Chronicle

 2000 ’01 ’02 ’03 ’04 ’05 ’06 ’07 ’08 ’09 ’10 ’11 ’12 ’13 ’14 ’15 ’16 ’17 ’18 ’19 ’20 ’21

2019
Capital University (Ohio)

Connecticut State Colleges 
and Universities  

Henderson State  
University (Ark.)

University of Alaska at  
Anchorage  

University of Tulsa (Okla.)

2020
Canisius College 
(N.Y.)

Eastern Washington  
University  

Governors State  
University (Ill.)

Guilford College (N.C.)

Ohio University  

Sul Ross State  
University (Tex.)

Vermont State  
Colleges

Western University (Calif.)

2021
Haskell Indian Nations  
University (Kan.)

Oregon State  
University

Source: Sean McKinniss, The Chronicle
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This content was paid for and created by Florida Atlantic 
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Student Success for All  
How Florida Atlantic University Used Big Data to Double 
Graduation Rates while Eliminating Equity Gaps

At a time when many universities are 
struggling to close completion gaps between 
underrepresented students and their overall 
student bodies, Florida Atlantic University 
achieved the nation’s fastest jump in 
graduation rates while eliminating these 
gaps. In fact, students who identify as Black/
African American or Hispanic/Latinx, and 
those who are Pell eligible, outpace the 
overall university rates. 

Founded on the principle that higher 
education should be available to everyone, 
Florida Atlantic — one of the nation’s most 
diverse public institutions — specializes in 
lifting up traditionally underserved students. 
Its demographics mirror the diverse state it 
serves: 29% of undergraduates identify as 
Hispanic/Latinx and 20% identify as Black/
African American. At the same time, 41% 
of undergraduates and their families have 
incomes below the threshold necessary to 
receive a Pell grant.

CATALYSTS FOR CHANGE 
For many years, Florida Atlantic viewed 

itself as the local school where any student 
could have a fair shot at earning a bachelor’s 
degree. However, upon deep self-reflection, 
it was discovered that the university was 
failing to deliver on its promise of an 
excellent educational experience. Students 
entered unprepared for university-level 
studies and navigated several barriers 
without support or clear expectations 
for timely graduation. Often, they would 
persist for a semester or two before they 
experienced academic failure or dropped 
out due to lack of a path to complete 
their degrees — while still accumulating 
debt. Much of the problem resulted from 
institutional silos and lack of a unified 
strategy. From recruitment to academic 

programs, there were limited expectations 
for personnel to focus on student success. 

In 2014, Florida’s State University System 
introduced its performance-based funding 
model — the results of which are tied to 
financial rewards or penalties. That year, 
FAU failed to retain more than a third of all 
full-time, first-time-in-college students with 
at least a 2.0 GPA — and only 19% of these 
students graduated in four years. As a result, 
the state withheld funding from the institution 
and required successful implementation of 
an improvement plan to restore those funds.

BREAKING DOWN BARRIERS
Newly appointed president John Kelly 

made it clear through the strategic planning 
process that the university would improve its 
ranking. An overarching goal emerged: break 
down organizational barriers so that first-
year students could progress toward timely 
completion of their degrees. 

To break through these barriers, FAU 
launched team-based analytics, which 
relies on a cross-functional team made 
of various divisions and units that do not 
traditionally interact or engage in student 
success conversations. Silos are traversed 
by the group coming together to triage 
intractable conflicts. Areas challenge 
one another in a constructive and critical 
sense. With executive-level buy-in and 
representatives from across the organization 
engaged in open, data-fueled dialogues, 
barriers to student progression can be 
resolved quickly.

INSTITUTIONALIZING CHANGE
To institutionalize these changes, FAU 

created a Student Success Analytics 
Workgroup, comprised of C-level executive 
decision makers, financial aid officers, 

analysts, programmers and statisticians. 
Meeting weekly, the group rejected the 
standard approach of static reporting and 
sluggish tiered review processes, instead 
opting for regular problem-defining sessions, 
live data visualizations, and immediate policy 
or programmatic decision making. 

Multiple tools were implemented, such 
as predictive analytics modules, which 
include scoring for the likelihood of students 
to persist into the next term, assessment 
tools to measure the impact of various 
interventions on the predicted success of 
participants versus non-participants, and 
academic advising data dashboards to 
inform conversations with students. The 
approach pairs analytical tools with the 
correct teams that can use them to quickly 
make changes.

KEEPING STUDENTS ON TRACK
Interventions typically occur in the form of 

1) policy changes that promote progression 
and degree completion, 2) curricular 
revisions in order to attend to a bottleneck 
of enrollments at the upper-division level, 
or 3) financial assistance interventions to 
steer resources to students who would most 
benefit from the dollars. 

Before team-based analytics, it was 
projected that any future increases in rates 
of retention and timely graduation would be 
modest and lagging. Thanks to the analytics-
driven interventions, Florida Atlantic jumped 
from a 65.9% retention rate to 81% — the 
second biggest improvement in the state 
system over six years. Its four-year graduation 
rate jumped from 19% to 47.5% — the highest 
increase over any six years by any public 
institution in recent history.

EQUITABLE OUTCOMES
Not only did Florida Atlantic more than 

double its graduation rate with the team-
based analytics initiative — it did so without 
gaps for students on the basis of race, 
ethnicity, or income. Team-based analytics 
enabled the modeling of the disparate 
impacts of interventions, which allowed 
the university to focus on becoming more 
diversified. It is now designated as a Hispanic 
Serving Institution and regularly ranks in the 
Top 50 nationally for ethnic diversity by U.S. 
News & World Report. 

Team-based analytics is a permanent 
fixture at Florida Atlantic, and the backbone 
for its sustained allocations in the state’s 
performance-based funding model. Florida 
Atlantic was a finalist for the APLU Degree 
Completion Award and received national 
media attention for its success in using team-
based analytics to reduce dropouts. For more 
information, visit fau.edu/success.
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Develop the strategies and skills needed to be an effective 
leader. The Chronicle, Dever Justice LLC, and Ithaka S+R have 
partnered to conduct a professional-development series to help 
department chairs overcome the challenges of the role and 
create a strategic vision for individual and departmental growth.

In our interactive virtual workshop and seminars, you will:

•  Engage with fellow chairs and participate in peer-to-peer
problem solving.

•  Create a forward-looking development plan, tailored to the
needs of your department.

•  Benefit from deep audience involvement and learn from
expert speakers.

Register now. Space is limited. 

Chronicle.com/professionaldevelopment

The Chronicle’s Strategic-Leadership 
Program for Department Chairs
Big-picture thinking

UPCOMING 
PROGRAM 
AUG. 2-19

Discounted rates and custom programming available for groups of 10 or more department chairs. 
Contact workshops@chronicle.com to learn more.

mailto:workshops@chronicle.com
https://www.chronicle.com/professional-development


“Once that conversation starts about you, instead of taking care of 
the business of the institution, now you’re working really hard to ad-
dress the concerns of the faculty,” Ward says, “and also being hopeful 
that the board of trustees is not on board with the faculty, because 
then you likely know your time is coming close to an end.”

They might produce public-relations headaches in the short term, 
but no-confidence votes also mark a permanent blemish on an ad-
ministrator’s record. Those seeking employment at another institu-
tion can expect to field questions from a hiring committee about why 
their constituents were moved to make such a statement of dissat-
isfaction. Malloy, of the University of Maine, recently said he would 
require candidates for president and provost positions to declare 
whether they’d ever been the subject of a no-confidence vote.

Malloy also gave a sense of the weight such votes can carry for 
those on the receiving end of them. He said in a statement that he 
was sorry his actions and decisions had prompted the votes to be 
passed, adding, “I take this as a matter of immediate urgency.”

I
N RECENT MONTHS, a new kind of no-confidence vote has made head-
lines. Instead of focusing on a single administrator, faculty bodies 
have passed votes against entire administrations, boards of trust-
ees, restructuring plans, budget cuts, curricula, presidential can-
didates and searches, and institutions’ handling of Covid-19.
While no-confidence votes don’t have any binding power, they 

could easily become “part of the legal narrative” in the Covid era, 
says Ward, who is also a lawyer. Imagine a faculty member whose 
institution required her to teach face to face and who was denied 
an exemption. “After I’ve exhausted all the university policies 
and procedures and I file a lawsuit, definitely part of my narra-
tive would be: ‘There’s a vote of no confidence about this admin-
istration’s handling of Covid-19. My situation is just one of many,’” 
Ward says.

Votes with more-abstract subjects may have surfaced on occa-
sion before 2020, but they’re largely a product of the Covid-19 era, 
Ward says. Even though votes of no confidence are traditionally tak-
en against a person, the use of the term in atypical contexts makes 
a certain amount of sense, Ward says, because it’s a familiar phrase 
that carries a negative connotation and sense of solemnity. It’s also 
likely to get media attention, and during the pandemic, no-confi-
dence votes in Covid-mitigation efforts helped draw atten-
tion to concerns about students’ and faculty and staff 
members’ health and safety.

But attention alone shouldn’t be the goal, says 
Kuykendall: “It might kick off some public discourse, 
but I can’t see it as having the clout that a vote of no 
confidence directed at a problematic person has.” 
Prompting conversation should be the goal of such 
efforts, she says; replacing an entire administration, 
board, or policy isn’t realistic.

She and McKinniss believe that the institution of the no-confi-
dence vote hasn’t lost any of its power in recent years. But if these 
more-abstract votes continue, and broaden even further in scope, 
they might.

“It’s one thing to hold a no-confidence vote against a president or a 
dean or a provost and so forth. But if faculty start holding these votes 
against boards or policies or things like that, I wonder if that route 
might create more doubt and skepticism,” McKinniss says, before 
conjuring a (mostly) facetious potential next step. “What if we have a 
no-confidence vote in the parking arrangements, or a no-confidence 
vote in the quality of food in the cafeteria?”

I
F NO-CONFIDENCE VOTES are suffering from mission creep, that may 
be because there isn’t much of a process for passing one. No-
where in Robert’s Rules of Order, the playbook by which faculty 
bodies operate, are no-confidence votes mentioned. The AAUP 
doesn’t have explicit standards on them, Criley says; nor, as far as 

he knows, have any higher-education institutions established poli-
cies on no-confidence votes in their own regulations.

That means that the process of taking up a no-confidence vote is, 
largely, reinvented each time it happens. “A lot of people are just kind 
of making it up, for better and for worse,” says Demetri L. Morgan, an 
assistant professor of higher education at Loyola University Chicago.

That includes Morgan and his own faculty colleagues. In 2017, ten-
ure-track faculty members in Loyola Chicago’s School of Education 
passed no-confidence votes in their dean and associate dean. Mor-
gan, then in his first year at Loyola, remembers researching the his-
tory and procedure of no-confidence votes as his colleagues consid-
ered bringing theirs. He found little scholarly literature to refer to, 
and no centralized database of no-confidence votes and their effi-
cacy. Instead, he tried to “piece together an overarching narrative” 
from blogs and local newspaper coverage.

That informal study left many questions for Morgan and his 
school. Who would be allowed to participate in the vote? To whom 
would the results be delivered? (Because the main Loyola vote was 
taken against the dean of the education school, it wasn’t forward-
ed to the Board of Trustees, as a vote against a universitywide lead-

er might be, but instead to the provost, who had 
hired the dean.) How could those who were voting best 

cite as their criteria the dean’s handling of academic matters — 
which is the faculty’s domain — and not make ad hominem asser-
tions about her leadership style or personality?

Ultimately, the education dean was reassigned. By that measure, 
one might consider the no-confidence vote to have been successful. 
But five years on, the problems that drove the vote still haven’t been 
fixed. “We’re no better for it, process- and policy-wise,” Morgan says. 
Not only that, but the vote sowed discord in the school. Several facul-
ty members left in the aftermath, and a host of interpersonal issues 
remained. Morgan thinks that result isn’t unique to this institution, 
either. “I would suspect the reason we see this sort of never-ending 
wheel is because we’re not actually fixing the issues,” he says. “We’re 
just swapping people.”

In such cases, he says, a no-confidence vote is the least of the insti-
tution’s worries. It’s the systemic breakdowns that led to a vote in the 
first place.

Megan Zahneis, a staff reporter for The Chronicle, writes about re-
search universities and workplace issues.

JUNE 10,  2022          33

The no-confidence vote  
remains a potent statement  
of dissent, and one university  
leaders fear. 
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Colleges Are Missing the Point of College
Too many students are alienated from their institutions. Here’s what to do about it.

A LACK OF ENGAGEMENT among col-
lege students has been widely report-
ed. Professors readily offer anecdotes 
of students missing classes, turning 
in papers late, and dropping out en-
tirely. Naturally, much of this, of late, 
has been attributed to the pandem-
ic — a cascade of 
catastrophes, to 
paraphrase one 
faculty member’s 
remarks to The 
Chronicle, that 
encompass phys-
ical, emotional, and social challenges. 
The narrative has stuck, and adminis-
trators and faculty members are start-
ing to give advice about how to solve 
the “student-disengagement crisis.”

While it’s possible that today’s stu-

dents seem more disconnected than 
ever before, the lack of student engage-
ment is a longstanding issue — a con-
temporary form of the “anomie” Émile 
Durkheim detailed well over a centu-
ry ago. At the heart of the disengage-
ment is a lack of belonging, one amply 

documented by 
Maslow’s hierar-
chy of needs, Roy 
Baumeister and 
Mark Leary’s “The 
Need to Belong,” 
and by the higher 

ed-focused research of Jennifer Case 
and Anthony Jack, among others.

On the surface, the pandemic seems 
the sole explanation for the apathy 
and emptiness felt among college stu-
dents in 2022, but this would be to 

deny historical precedent. Distressed 
and dissatisfied young people have re-
peatedly separated themselves from 
mainstream society — whether it be 
the “uncommitted” youth of the 1950s 
or the “young radicals” of the 1960s 
and 1970s. Disengagement is not going 
to evaporate as we get back to “nor-
mal” on campus, whatever that might 
entail. Anomie among college stu-
dents is not new — and it’s not just fo-
cused on academics.

Just before the pandemic, the two of 
us completed a major study. Over five 
years, we interviewed more than 2,000 
people across 10 campuses: 1,000 stu-
dents, 500 faculty members and ad-
ministrators, and 500 parents, trust-
ees, young alums, and job recruiters. 
In our comprehensive, pre-pandemic 

study, fully one-third of college stu-
dents expressed alienation. Further, 
students reported not just a lack of en-
gagement with academics, but also 
feelings of alienation from their peers 
and their colleges. Importantly, we 
did not ask students directly about 
whether they felt a sense of belonging 
or alienation, rather they shared these 
feelings in response to open-ended 
questions about their goals for college, 
their experiences in the classroom 
and on campus, and their perspec-
tives on higher ed in general.

What leads to students feeling so 
disconnected from college, and how 
could such feelings be so widespread?

In our 1,000 hour-long conversa-
tions with students, we found that 
nearly half of them miss the point of 

INSIGHT
Deeply disengaged  |  Awakened workers  |  Defending diversity 
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college. They don’t see value in what 
they are learning, nor do they under-
stand why they take classes in differ-
ent fields or read books that do not 
seem directly related to their major. 
They approach college with a “trans-
actional” view — their overarching 
goal is to build a résumé with stellar 
grades, which they believe will help 
them secure a job post-college. Many 
see nothing wrong with using any 
means necessary to achieve the de-
sired résumé, and most acknowledge 
that cheating is prevalent on campus. 
In short, they are more concerned 
with the pursuit of earning than the 
process of learning.

This is not to say that the current 
state of affairs is students’ fault. Mes-
sages from secondary schools (and 
from family members) have helped 
form their narrow view of college. 
Their high-school experiences pre-
pared them to get into college, but 
did little, it seems, to educate them 
about the purpose of college. As a re-
sult, most college students don’t ap-
preciate the expertise of their faculty, 
nor value what these scholars do, nor 
understand what they are generally 
not prepared to do (for instance, why 
faculty members might not feel com-
fortable in the role of therapist or life 
coach). Students often feel that pro-
fessors aren’t available to meet their 
needs. And yet those same professors 
report that students rarely come to of-
fice hours or take them up on offers to 
meet for coffee or lunch.

THE STATE OF AFFAIRS is sobering, and 
colleges themselves must share the 
blame. In an apparent effort to attract 
and please future customers, admis-
sions tours and information sessions 
are filled with information about din-
ing halls, recreation centers, comfort-
able dormitories, as well as intern-
ships or junior years off campus. From 
one’s first encounter — and continu-
ing throughout the course of one’s 
college experience and even in mag-
azines directed toward alums — min-
imal attention is given to the intellec-
tual mission of college.

Perhaps unsurprisingly, we find that 
students become more disenchanted 
with their college experience over time. 
In comparing 500 first-year students to 

500 graduating students, more grad-
uating students expressed feelings of 
alienation than did first-year students.

An example: Reflecting on her col-
lege experience (in 2015), a graduating 
student at a highly selective school de-
scribed her apathy to us:

“I’m just here for college because I 
thought that was something that you 
had to do … Now I’m just sort of sul-
lenly sulking my way through and, 
like, hating it, and hating myself, hat-
ing anyone around me … That’s, like, 
not the way it should be … If you are 
going in with th[ose] kind of inten-
tions … it’s bad for you, and it’s bad 
for everyone else around you.”

This deep-rooted alienation will 
not be easy to repair. But in our view, 
colleges can significantly enhance 
the prospects of belonging by pro-
mulgating a single, primary purpose 
of college — that it is a place to focus 
on learning and transforming one’s 
mind. Students need to be “onboard-
ed” to this mission by faculty mem-
bers, administrators, and staff mem-
bers who model, support, and believe 
in it. Common experiences like core 
academic courses or service activities 
should help diverse groups of students 
forge connections with each other — 
and in doing so, reinforce the intellec-
tual mission. If an institution wants to 
include a second mission — for exam-
ple, a focus on religion, civic partic-
ipation, or entrepreneurship — that 
ancillary mission needs to be careful-
ly “intertwined” in class and across 
the campus with the primary intellec-
tual mission.

To be sure, some of the advice of-
fered by other higher ed-watchers 
may help: rewarding students for par-
ticipation in class discussion; easing 
up on grading policies; offering other 
benefits to get students to come and 
remain more regularly on campus 
(food pantries, mental-health ser-
vices, or perhaps even free parking). 
But these are only temporary fixes. 
In order to dissolve longstanding stu-
dent alienation, colleges need to re-
flect on and embody their central ed-
ucational missions; they should use 
all means possible to help students 
connect with that mission, believe in 
it, embody it, and gain from it over the 
course of a lifetime.

Howard Gardner
is a research professor at the 
Harvard Graduate School of Ed-
ucation. He is the co-author of 
The Real World of College: What 
Higher Education Is and What It 
Can Be (MIT Press).

Wendy Fischman
is a project director at the Har-
vard Graduate School of Edu-
cation and the co-author of The 
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IN MARCH 2020, Chris Smalls orga-
nized a walkout at the Amazon ware-
house on Staten Island, N.Y., where he 
worked. The lack of safety measures 
as his co-workers fell ill with Covid 
sparked the protest, which ultimately 
cost him his job. But the circumstanc-
es that turned that spark into some-
thing much bigger — a successful 
grass-roots campaign culminating in 
the first union in Amazon’s history — 
had been present for much longer. Be-
cause a fire needs more than a spark; it 
also needs fuel.

The fuel came 
from years of 
incredibly dif-
ficult working 
conditions. On 
a recent pod-
cast, Smalls described the physical 
toll of working in a warehouse: con-
stant bending and lifting, stifling 
heat from conveyor belts, and de-
manding productivity quotas. Work-
ers clocked 12-hour days on top of 
long commutes. He talked about ap-
plying for a salaried job 49 times and 
watching white co-workers, includ-
ing people he had trained, get pro-
moted over him. Let’s just say there 

was plenty of dry kindling when Am-
azon told workers to keep fulfilling 
orders even as, in Smalls’s telling, 
“the virus was in the building.”

For the college leaders reading this 
essay and wondering what it has to 
do with higher education, my mes-
sage is simple: The pandemic alone 
didn’t cause the low morale and turn-
over you might be seeing among your 
faculty and staff members just as the 
lack of personal protective equipment 
didn’t solely give rise to the Amazon 

Labor Union. 
Yes, today’s 
workers are 
re-evaluating 
their workplac-
es, seeking reas-
signment within 

their institutions, and in some cases 
resigning from jobs altogether. But 
they are doing so for many of the same 
reasons they did 20 years ago — poor 
working conditions.

I’ve spent the past few years writ-
ing and speaking about all things 
Great Resignation in higher educa-
tion. I’ve interviewed faculty and 
staff members in a range of posi-
tions, from residence-hall direc-

tors to chancellors, at all types of 
institutions. Countless people have 
emailed and messaged me about 
their experiences. And I’ve read a 
lot. When I reflect on the stories I’ve 
heard and research I’ve read about 
burnout, demoralization, and disen-
gagement, I see organizational prob-
lems that require organizational 
solutions. And if these problems pre-
date the pandemic, they aren’t likely 
to disappear when case counts drop.

Let’s start with burnout. The World 
Health Organization, known as 
WHO, defines burnout as a syndrome 
resulting from chronic workplace 
stress. Although it is identified and 
measured using individual charac-
teristics like exhaustion, cynicism to-
ward work, and reduced professional 
efficacy, WHO makes clear that burn-
out is an occupational phenomenon. 
Unlike mental-health issues that can 
crop up anywhere, burnout is dis-
cussed by WHO only in the context 
of working within organizations. A 
Gallup survey of 7,500 workers found 
that the top five causes of burnout 
were unfair treatment at work, un-
manageable workloads, lack of role 
clarity, lack of communication and 

support from managers, and unrea-
sonable time pressures. So burnout 
isn’t just about people struggling to 
cope with stress; it’s about people 
struggling in workplaces where stress 
never subsides.

With demoralization, we similar-
ly see workers fighting forces out-
side their control. Doris Santoro has 
researched demoralization among 
elementary- and secondary-school 
teachers for over a decade, describing 
it as occurring when “the conditions 
of teaching change so dramatically 
that moral rewards, previously avail-
able in ever-challenging work, are 
now inaccessible.” Demoralization 
happens when teachers feel that poli-
cies and practices prevent them from 
upholding the values that brought 
them to the profession. In the context 
of academic libraries, Kaetrena Da-
vis Kendrick has found low morale to 
be an experience stemming from re-
peated, protracted workplace abuse 
and neglect.

In my own interviews on morale, 
higher-education workers have talk-
ed about leaders who aren’t listening, 
low compensation, and understaffing. 
When faculty and staff members saw 
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their expertise disregarded, when they 
were asked to make accommodations 
for students but saw their own re-
quests rejected, and when they saw in-
vestment in productivity-tracking sys-
tems but not mental-health resources, 
they might have asked: Is this a place 
where I can do good work? Is this a 
place that cares about me?

Disengagement is inextricably 
linked to the workplace — after all, 
you have to disengage from some-
thing. And helping people re-engage 
often depends on organizational 
culture. Researchers conceptualize 
disengagement as distancing your-
self cognitively, emotionally, and 

even physically from work. One way 
disengagement differs from burn-
out and demoralization is that it can 
actually be healthy. As Brad Shuck, 
a professor of human and organiza-
tional development at the University 
of Louisville, told me, “Engagement 
isn’t a boundless reservoir from 
which we can just draw all the time. 
But instead we go through these nat-
ural ebbs and flows, and those cycles 
are healthy because they allow us to 
heal and to rest and to reflect.” Shuck 
explained that engagement at work 
is a product of healthy organization-
al culture, but it also requires that 
workers feel included.

One theory posits that disengage-
ment is about whether conditions are 
in place for you to feel as if you can 
invest fully in the work. These con-
ditions include whether the work is 
meaningful, whether employees feel 
safe and can bring their true selves 
to work, and whether there are suf-
ficient resources. Faculty and staff 
members stop investing if they aren’t 
invested in.

SO BURNOUT, demoralization, and dis-
engagement aren’t really about indi-
viduals waking up one day and feel-
ing depleted or as if their professional 
values are being thwarted. They are 
outcomes from individuals interact-
ing with our organizations and expe-
riencing unfair treatment, excessive 
workloads, chronic stress, inadequate 
resources, and threats to physical and 

social safety. For this reason, I’ve ad-
vised college leaders to think beyond 
self-care, wellness weeks, and tokens 
of appreciation. I’m not here to argue 
against taking a walk or giving out 
free coffee, but neither of those strate-
gies rises to the level of organization-
al change necessary to make a dent in 
the underlying causes driving people 
to quit.

I’ve also heard college leaders ac-
knowledge that the past two years 
have been difficult, and praise faculty 
and staff members for their hard work 
and resilience. Although I value that 
recognition, many people would say 
it’s been a tough two decades. I start-

ed my first full-time job in higher ed-
ucation at the height of a recession, in 
2009, and quickly learned the mean-
ing of the word “furlough.” Well before 
the pandemic, scholars were writ-
ing about the travails of Black facul-
ty members navigating white spac-
es. Years before we were talking about 
Covid, researchers were chronicling 
the challenges of academic mothers. 
In the years leading up the pandemic, 
I saw colleagues experiencing so much 
work-related stress that their bodies 
were breaking down.

To be clear, the pandemic created 
a unique set of challenges. Few of us 
in higher education were prepared to 
teach, house, and feed students in the 
presence of a deadly virus. Remem-
ber the plexiglass? But the pandem-
ic largely dialed up existing stress-
ors — or, as one interviewee told me, 
it “shined a light on existing cracks in 
the foundation.” I like to think of that 
light as a heightened level of aware-
ness among higher-education work-
ers. More of us experienced burnout, 
and our understanding of it has in-
creased. We are less willing to blame 
ourselves for an inability to cope or 
rise above obstacles. Simply put, we 
see our workplaces differently, and 
our tolerance of poor working condi-
tions has evaporated.

When I’ve shared these ideas with 
audiences, some people have pushed 
back. Were things before the pan-
demic really so bad? They weren’t 
bad for everyone. As a matter of fact, 

I’ve had a pretty good experience 
in my job, but that’s not particular-
ly newsworthy as a white, cisgender 
man in a tenured faculty position. It 
doesn’t take much searching to real-
ize that things were far from peachy 
for many others working in higher 
education. I think about administra-
tive assistants working complex jobs 
and long hours for $30,000 a year. I 
think about faculty and staff mem-
bers with disabilities and chronic 
illnesses who were passed over for 
promotions because they couldn’t be 
constantly available. I think about 
the many staff members who have 
contacted me but want to remain 
anonymous out of a fear of reprisal. 
If you were thriving in higher edu-
cation before the pandemic, count 
yourself lucky. Then start looking 
beyond your own experience.

College leaders can chalk up the 
Great Resignation and its various 
manifestations to the pandemic — 
they can choose to see only the spark, 
not the fuel. Doing so would mean not 
only subscribing to magical think-
ing, but also failing to address the real 
causes of employees’ dissatisfaction. 
And the organizational consequenc-
es of inaction will be more dire: more 
conflict and mistakes, searches with-
out deep pools of applicants, searches 
that don’t end with a hire, abnormal-
ly high turnover rates, interim titles 
all over the organizational chart. Not 
to mention all the ripple effects of this 
organizational turbulence.

And if leaders don’t pursue organi-
zational changes, I fully expect high-
er-education workers to turn to col-
lective action, just as Chris Smalls did. 
Unionization efforts are increasing 
across the country as workers grow 
impatient with poor working condi-
tions. Many faculty members have 
said that this past spring was their 
hardest semester yet, even if many 
college leaders believe we have “re-
turned to normal.” Here’s the thing: 
Normal wasn’t working for a lot of 
people in higher education. Now that 
the supports, flexibility, and grace that 
were put in place during the pandem-
ic have started to dwindle, faculty and 
staff members are left with the same 
old organizations, plus the cumulative 
effects of the past two years.

If after the masks came off and the 
temperature checks stopped, Amazon 
sent workers right back into the same 
warehouses, would we wonder why 
they’re organizing? 

Kevin R. McClure
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We see our workplaces differently, and our 
tolerance of poor working conditions has 
evaporated.
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MORE AND MORE UNIVERSITIES ask or re-
quire faculty to describe their contri-
butions to diversity, equity, and inclu-
sion when they apply for jobs, tenure, 
or advancement. All 10 campuses of 
the University of California, where I 
work, now ask for diversity statements, 
and the University of Illinois made 
headlines this spring when it adopted 
a similar rule. As the mandates mul-
tiply, critics allege that they are a bad 
idea or, even worse, unconstitutional.

I’ll leave it to others to decide 
whether diversity statements are ef-
fective at promoting a more diverse 
faculty or a more equitable and inclu-
sive learning environment. But as a 
law professor and former chair of the 
University of California’s systemwide 
academic freedom committee, I can 
say this: Mandatory diversity state-
ments are constitutional — at least if 
they are done the right way.

To understand how to do it right, it 
helps to understand exactly what crit-
ics say universities are doing wrong. 
The most common criticisms are dis-
tinctly legal, even if they have been 
litigated here, on Twitter, and in fac-
ulty meetings rather than in court, at 
least so far. Critics claim that at public 

colleges, judging faculty and faculty 
applicants’ commitments to diversi-
ty constitutes unconstitutional view-
point discrimination, in violation of 
the First Amendment. Mandating di-
versity-contribution statements, they 
say, violates academic freedom, pro-
tected both constitutionally and con-
tractually at most colleges. And bas-
ing jobs, tenure, and advancement on 
statements like these imposes a po-
litical litmus test akin to the loyalty 
oaths the Supreme Court struck down 
during the Cold War.

These are serious charges. As I de-
scribe at much greater length else-
where, each involves its own compli-
cated, surprisingly unsettled area of 
legal doctrine. But each charge also 
has something important to teach 
university faculty and administrators 

about how to frame and evaluate di-
versity statements in ways that don’t 
violate the law, or the academic free-
dom on which a university’s mission 
depends.

Viewpoint Discrimination
Critics often say that public uni-

versities, bound as they are by the 
First Amendment, can’t discriminate 
against students and employees based 
on their viewpoints. This just isn’t 
true. Like most professors, I engaged 
in rampant viewpoint discrimination 
when I graded my student’s exams re-
cently. (For example, if a First Amend-
ment student expressed the view that 
viewpoint discrimination is always 
unconstitutional at public universi-
ties, I would lower their grade.) Hir-
ing and tenure review both require 
judgments by applicants’ disciplinary 
peers about the quality of the conclu-
sions reached in their scholarly work. 
And surely when a university hires 
someone to run an asylum clinic, or 
to direct its program on entrepreneur-
ship, it can reject an immigration re-
strictionist for the former search, but 
not the latter, and favor someone who 
is pro-capitalism for the latter search, 
though not the former.

Robert Post, the First Amendment 
scholar and former dean of Yale Law 
School, has explained what’s real-
ly going on here. Imagine, he says, a 

chemistry department that hands out 
research grants only to students who 
oppose abortion. “Although we might 
be tempted to say … that the depart-
ment’s criteria for awarding grants are 
outrageously viewpoint discrimina-
tory, what we would actually mean is 
that the criteria are completely irrele-
vant to any legitimate educational ob-
jective of the department.”

Post is right, and the implications 
for the debate over diversity state-
ments are profound. Critics need to 
do more than point out that faculty 
are potentially getting judged on their 
viewpoints. What matters constitu-
tionally is whether the views being 
judged are relevant to the position in 
question. One consequence: Prompts 
and rubrics that look for the same 
kinds of contributions to diversity no 
matter the job or discipline are less 
likely to be constitutional than those 
better tailored to the position at issue.

Once job-relevance rather than 
viewpoint neutrality is seen as the key 
to constitutionality, the real questions 
boil down to two. What counts as rele-
vant? And who gets to decide?

All too often, critics of diversity 
statements just beg the first of these 
questions, assuming rather than argu-
ing that DEI contributions are not part 
of the job description for most aca-
demics. When commentators say that 
diversity contributions have, as Brian 

Leiter has put it, “little or no relation-
ship to a faculty member’s pedagog-
ical and scholarly duties,” are not (in 
the words of Daniel Ortner from the 
Pacific Legal Foundation) part of aca-
demics’ “ability to contribute to their 
field,” or that they drag in consider-
ations “other than merit” — the title 
of a recent American Enterprise Insti-
tute report on DEI statements — crit-
ics are simply stipulating that it’s not 
part of my job as a professor at a pub-
lic university to ensure, for example, 
that a diverse set of students flourish 
in my classroom. And yet my univer-
sity sees this as part of its “core mis-
sion” — something “integral to [its] 
achievement of excellence.” So who 
is to decide what my pedagogical and 
scholarly duties include, what counts 
as a contribution to my field, or what 
constitutes academic merit?

Academic Freedom
If you take academic freedom seri-

ously, there can be just one answer to 
those questions: Academic excellence, 
both pedagogical and scholarly, with-
in a given field can be defined only by 
experts within that discipline, not by 
administrators, donors, legislators, 
or the general public. This is the core 
meaning of academic freedom.

This insight complements the ear-
lier point about viewpoint neutrali-
ty. Academics at state-run institutions 
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don’t have the right to be free from 
having their viewpoints judged; what 
academic freedom gives is a right to 
be judged solely by their disciplinary 
peers, based on criteria experts within 
the discipline conscientiously judge to 
be relevant to the job.

So when critics call mandated di-
versity statements “an affront to ac-
ademic freedom,” their accusations 
hit their target if and only if some-
one other than disciplinary experts 
are setting the terms by which faculty 
members are judged. For example, if 
the rubrics used to evaluate diversity 
statements are imposed by adminis-
trators top-down and university-wide, 
academic-freedom worries are going 
to compound the potential viewpoint 
discrimination concerns that arise 
when evaluative criteria aren’t tai-
lored to the job at hand.

Note, though, that the academ-
ic-freedom threat here comes from 
administrators imposing rubrics for 
judging diversity statements — not 
from diversity statement require-
ments themselves. The distinction be-
tween mandated and voluntary diver-
sity statements is largely a distraction 
if contributions to diversity are treated 
as a positive factor in an application 
regardless. What difference is there 
between a faculty member who de-
clines to submit an optional DEI state-
ment and one who writes “No contri-
butions to diversity during this review 
period” on their mandatory state-
ment? In either case, the faculty mem-

ber won’t get whatever recognition or 
reward their contributions to diversity 
would have received.

But what about the potential for hir-
ing and tenure committees to reward 
only those who think like them, lock-
ing in their favored viewpoints and 
creating echo chambers? Even the fear 
of such judgments might inhibit fac-
ulty members from challenging pre-
vailing beliefs in their departments. 
Surely academic freedom would then 
suffer.

I grant all of that. But these are dan-
gers endemic to any system that relies 

on peer review, where bias or lazi-
ness or self-interest can cloud evalu-
ators’ judgments and lead to unjust 
exclusions and stifling orthodoxy. As 
female and minority faculty mem-
bers, and those with boundary-shift-
ing research agendas can tell you, 
this isn’t anything unique to diversi-
ty statements. These are dangers that 
have long corrupted the evaluation 
of teaching and scholarship as well. 
They are the potential downsides of 
academic freedom’s reliance on peer 
review — the worst of systems, except 
for all the others.

The point here is that the dangers 
raised by critics of diversity state-
ments are really the dangers and 
downsides of academic freedom. Di-
versity statements are no different 
than teaching and research state-
ments in this regard. The latter, too, 
are mandated from above, yet we 
seldom hear complaints about com-
pelled speech. Teaching and research 
reports get judged, yet viewpoint dis-
crimination is seldom alleged, aside 
from cases where clearly irrelevant 
considerations were brought to bear. 
And these mandated reports lead to 
greater rewards for some faculty rath-
er than others, yet academic freedom 
is rarely said to be violated — or when 
it is, we have protections in place to 
deal with those cases.

Political Tests and Loyalty Oaths
Some will resist this analogy be-

tween diversity statements and state-

ments reporting research or teaching 
achievements. For nowhere in the lat-
ter are faculty expected to swear alle-
giance to a particular political creed, 
as critics believe they must do when 
universities ask about faculty’s com-
mitment to diversity.

Treating mandated diversity state-
ments as something akin to the an-
ti-communist loyalty oaths of the Cold 
War era stings — especially at a place 
like the University of California, where 
nearly half of the midcentury firings 
of communist professors occurred. 
Loyalty oaths were eventually struck 

down for imposing guilt by associa-
tion, judging people by the company 
they keep — their party membership 
— rather than their individual actions.

Instead of debating whether man-
dated diversity statements require 
something akin to a loyalty oath, we 
can simply ensure that they don’t. 
This is fairly easily done: Universities 
just need to ask faculty and faculty 
candidates about what they have done 
or plan to do, not what they believe, 
when it comes to advancing diversity, 
equity, and inclusion in their field.

Focusing on actions rather than 
beliefs has several advantages. First, 
it’s harder to fake. Anyone can write 
about their commitment to diversi-
ty in the abstract, and job candidates 
from better resourced schools will 
get better support about how to do so. 
Less coachable are statements about 
what someone has done to reach a 
diverse set of students through their 
teaching or mentorship; to make their 
reading lists or class examples and as-
signments more inclusive; or to take 
on research projects or service com-
mitments that make their school, 
field, or community more equitable.

Second, demanding a report about 
actions helps prevent diversity state-
ments from becoming backhanded 
ways of taking racial or other pro-
scribed identity characteristics into 
account in hiring. To be sure, faculty 
from underrepresented groups may 
have much to say about how their ex-
periences have informed the work 
they have taken to promote DEI, but 
their group membership in itself is not 
what gets rewarded — something that 
would often be illegal under nondis-
crimination laws.

Third and finally, focusing on ac-
tions rather than beliefs allows faculty 
the space to express dissenting views 
about their school’s DEI commitments 
somewhere outside the diversity state-
ments. Whether in faculty meetings, 
shared university governance, or in 
op-eds or on social media, faculty can 
dissent without hypocrisy, as their 
diversity statements will not have re-
quired them to express any contradic-
tory views.

Here diversity statements once 
again prove analogous to research 
and teaching statements. After all, 
faculty can and often do report their 
stellar teaching evaluations, curric-
ular innovations, and other teaching 
achievements even if they happen to 
believe that their university plac-

es too much emphasis on teaching, 
perhaps at the expense of research. 
Nothing in an action-focused teach-
ing statement precludes a faculty 
member from arguing elsewhere that 
teaching loads should be reduced, or 
that student evaluations of teaching 
are an affront to academic freedom. 
Similarly, when diversity statements 
focus on actions and plans rather 
than beliefs, nothing prevents faculty 
from arguing that those actions and 
plans are a distraction from (what 
should be) their real job.

THE MORE diversity statements are 
like the kinds of teaching and research 
statements faculty are already accus-
tomed to providing, the less contro-
versial they should be. But this means 
that universities need to frame and 
evaluate diversity statements in ways 
that parallel their framing and evalu-
ation of teaching and research state-
ments.

Just last month, the faculty senate at 
the University of California released 
revised systemwide recommendations 
on the use of DEI statements, which 
advise exactly this. (I was on the com-
mittee that began the re-drafting pro-
cess.) Hopefully UC’s many critics will 
take note. The revised recommenda-
tions were produced by three facul-
ty committees along with a group of 
administrators. So at UC, not only are 
diversity-statement mandates com-
ing from faculty members (contrary 
to what most critics assume), the new 
recommendations also make clear 
that it is the faculty’s responsibility to 
develop the criteria for judging those 
statements, to tailor them by field, and 
to ensure that they focus on actions 
rather than beliefs.

If colleagues follow these recom-
mendations, our use of diversity state-
ments should be on constitutionally 
solid ground. 

Brian Soucek
is a professor of law at the  
University of California at Davis. 

Universities need to ask faculty and faculty 
candidates about what they have done or plan 
to do, not what they believe, when it comes to 
advancing diversity, equity, and inclusion.
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CAREERS

IT IS LATE FALL 2019, and I’m nervously pacing Termi-
nal H at Chicago’s O’Hare airport. Crosswinds have 
delayed my connecting flight to an airport inter-
view for a first-round shot at a college presidency two 
states away. While my 50-minute, in-person meet-
up with the search committee is not scheduled until 
the next morning, a canceled flight could mean that 
I miss my time slot and lose not only yet another day 
of work at my home campus but also my best oppor-
tunity to impress a potential new employer.

Fast-forward through 26 months of Covid. Airport 
interviews? Who does those anymore? The question 
now is: Should we ever 
return to hours of trav-
el time, overnights at 
hotels, and multiple 
meal expenses — all 
for a 50-minute, first-look, in-person interview?

I started the pandemic as a college president and 
am now a search consultant for leadership positions 
in academe. As a candidate, a client, and a consul-
tant, I have seen all the effort and resources that it 
takes to put together a set of in-person, first-round 
interviews for an executive search:

n  Rent a hotel conference space for two full days in 
a city with a hub airport, oftentimes a couple of 
hours from a rural campus.

n  Figure out how to coordinate the schedules of 
a handful of busy (and volunteer) trustees fly-
ing in (more than likely on their own dime), so 
that they can overnight at a past-its-prime hotel 
with a group of faculty and staff representatives 
pressed into two full days of service away from 
their core work responsibilities.

n  Fly in first-round candidates (up to 12 or so) at 
great expense and pay for them to overnight 
at the same hotel. They are prisoners of their 
rooms, avoiding uncomfortable encounters in 
hotel hallways or elevators with the competing 
candidates. They, too, spend two days away from 
work and home — all so the hiring committee 
can see a candidate’s body language for an hour 
or less in person. While there is some benefit to 
the camaraderie-building that takes place at 

The Airport Interview Is Dead 
The multiday, in-person parades of initial candidates for leadership posts are over.
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the restaurant lounge over hotel chicken Caesar 
salads, most of the search-committee members 
will head off to their rooms to catch up on email 
and to say goodnight to their kids so they can be 
up at dawn to nab a granola-laden parfait before 
they start meeting candidates in back-to-back 
presentations.

n  Pay a search firm to guide the agenda and keep 
the committee on track. (The consultants also 
take notes and escort candidates to and from 
their appointments. The focus of those two days 
at the airport hotel is entirely on a single client in 
need of the consultants’ undivided attention. Ef-
ficient, it is not.)

As higher education continues to adapt to this new 
hybrid world of “in person when we can but online if 
it is more convenient and efficient,” it’s clear that the 
time-consuming and often mentally exhausting hir-
ing process for leadership positions has been perma-
nently transformed for candidates, search-commit-
tee members, and consultants.

The first-round interview at an airport hotel is a 
victim of the pandemic, and it seems unlikely that 
it will ever come back for most executive searches. 
Search-committee members can meet candidates 
via Zoom and other videoconferencing technologies 
that were, of course, available before March 2020 but 

that most everyone now knows how to use. Search 
consultants can get back precious hours that were 
lost to travel, candidate logistics, and worrying over 
undelivered lunch platters.

The result is reclaimed hours for candidates and 
search-committee members, too. But the benefits 
of virtual, first-round interviews are not just what is 
gained in efficiency.

Search committees now have an obligation to 
see how candidates present themselves online. In 
virtual interviews, committees can assess wheth-
er or not a potential new dean, provost, or president 
comes across the screen as genuine and knowl-
edgeable. And on the technical front, search com-
mittees can see whether or not candidates can get 
their own lighting, backdrop, and camera adjust-
ment right. That may be a factor in which candi-
dates move to the next round because, in 2022, 
would-be academic administrators whose work 
involves communicating with alumni, faculty and 
staff members, students, and parents had better be 
adept and self-sufficient on the small screen as well 
as in person.

Of course this shift to virtual first-round inter-
views is not all good news:

n  Because candidates now need to commit to 
only a short video call, some are less invested in 

Zach P. Messitte
is a former president of Ripon 
College and now an executive 
director in the education and so-
cial-impact practice at Russell 
Reynolds Associates, a search 
firm. 

Explore the Store
No matter your area of expertise or where you are in your 
career, the right information is critical to succeeding in 
a rapidly changing world. Visit the Chronicle Store to 
get more of the essential tools, data, and insights 
you need to make the best decisions for your 
students, your institution, and your career. 

Chronicle.com/TheStore  
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seeing a search process to the end. I am hearing 
at least anecdotal evidence that more candi-
dates are dropping out of their own accord after 
the first round of Zoom interviews.

n  At least some of the long-term, creative payoffs of 
bringing together diverse campus stakeholders 
over a shared common goal — finding the best 
candidate — are lost in the limits of Zoom col-
laboration. Members of a search committee get 
less of the knowledge benefits that accrue from 
in-person crosstalk. Sitting together around a 
conference table at the beginning of a search 
can lead to future collaborations and benefits 
that go beyond the hunt for a new president, pro-
vost, or dean.

n   A lot of personal bonding — between search 
consultants, new academic leaders, and long-
term board members — used to happen during 
the breaks in the action of in-person, first-round 
interviews. That bonding doesn’t occur as much 
or as naturally in Zoom interviews.

The airport interview may still be used on occa-
sion — perhaps by institutions that want to be cagey 

about someone on the candidate list. Or perhaps an 
in-person sitdown may be useful if there are a lot of 
high-quality candidates and the search committee 
wants to get a better feel for them at an early stage of 
the hiring process. And there are still a few tradition-
alist holdouts who find value in being in the same 
room as candidates from the get-go.

Beyond initial interviews, it’s unclear how much 
of the rest of the search process will stay online. In 
recent months, colleges and universities looking to 
hire search firms for an executive hire have started 
meeting in person again. Likewise, freed from Covid 
restrictions, search committees are (gingerly) com-
ing together in person for second-round interviews 
and later stages of the hiring process.

But the days when it was routine to organize a 
multiday, in-person parade of initial candidates 
— picked straight from their CVs and cover letters 
— are over. Those who care about finding the best 
candidates to lead our academic institutions can be 
thankful for the streamlined and improved process, 
and grateful for the days, hours, and minutes re-
turned to them to focus on their students and the fu-
ture of their institutions. 
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Towson University (www.towson.edu) was founded in 1866, is recognized by U. S. News & World Report as 
one of the top public universities in the Northeast and Mid-Atlantic regions, is Baltimore’s largest university, 
and is the largest public, comprehensive institution in the University of Maryland System. TU enrolls over 
19,000 undergraduates and over 3,000 graduate students across six academic colleges (business, education, 
fine arts, health professions, liberal arts, science & mathematics), has almost 900 full-time faculty, and offers 
more than 65 Bachelor’s, 45 Master’s, and 5 Doctoral programs. Our centrally located campus sits on 330 
rolling green acres and is 10 miles north of Baltimore, 45 miles north of Washington, D.C., and 95 miles south 
of Philadelphia.

ALBERT S. COOK LIBRARY
Assistant University Archivist Librarian 

Towson University’s Albert S. Cook Library seeks a dynamic and innovative individual to serve as the Assistant 
University Archivist Librarian. Towson University places a high priority on the importance of diversity, equity, 
and inclusion. Candidates will be expected to explain how they have been and could be involved in advancing 
this campus goal. This position is a 12-month faculty status position available in Fall 2022. Required: Master’s 
degree from an ALA-accredited library school or equivalent accredited degree and a commitment to diversity, 
equity, and inclusion are required. Ability to assume a variety of responsibilities related to archival material 
in all formats, including selection, appraisal, arrangement and description, preservation, and access and 
outreach.  Demonstrated work or school experience with basic preservation and conservation standards for 
archival and manuscript collections. Demonstrated knowledge of current national data content and structure 
standards related to the archival control of collection materials. Ability to assist with disaster recovery 
efforts. Demonstrated knowledge of archival and library software applications. Strong, positive interpersonal 
and collaborative skills; ability to work in a team environment. Excellent oral, written and interpersonal 
communication skills. Demonstrated initiative and ability to work independently and collaboratively on a 
variety of projects simultaneously. Demonstrated excellent organizational, analytical, time management, and 
project management skills. Ability to work flexibly and creatively in a changing and fast-paced environment 
with a diverse population. Demonstrated ability to meet the University’s criteria for promotion and permanent 
status of library faculty. Ability to work with a diverse population. Commitment to continued growth in areas of 
responsibility. Reporting to the Assistant University Librarian for Special Collections and University Archives, 
the Assistant University Archivist plays a key and collaborative role in building, stewarding, supporting 
research and teaching, and promoting use and engagement with university records documenting the history of 
Towson University across the diverse voices and experiences of students, faculty, and staff past and present. 
The Assistant University Archivist manages the routine transfer, accessioning, arrangement, description, and 
preservation of University records of all formats. Uses appropriate best practices and strategies to ensure 
the accessibility, preservation, discovery, and use of university records and the collective memory of the 
institution. Prepares finding aids, descriptive metadata, and research guides according to relevant professional 
standards and established local practice through the use of ArchivesSpace, Quartex, LibGuides, and related 
software. Assists in the preservation assessment and management of collections and in the selection of 
materials for conservation treatment. Contributes to the unit’s reference, outreach, and instruction. Completes 
special projects as assigned. Participates in library assessment initiatives.  This position is a 12-month faculty 
status position. Librarians are expected to progress successfully along the promotion and permanent status 
track and participate fully as members of the library faculty. Rank is determined by qualifications at time of 
appointment. Review of applications begins immediately and continues until the position is filled. LIB-3561 

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

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

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

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

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

Metadata Librarian
ASU Library seeks a dynamic Metadata Librarian to enhance access and discovery to the Library’s digital collections and specialized 
resources. Reporting to the Head of Acquisitions and Metadata Services, the incumbent works collaboratively with staff in 
Community-Driven Archives, Labriola National American Indian Data Center, rare books and manuscripts, repository services, 
and other stakeholders within and outside the Library to develop workflows and coordinate metadata projects for a variety of Library 
and University resources. In addition to metadata creation, remediation and maintenance responsibilities, the Metadata Librarian 
provides training to unit and other Library staff, participates in professional contribution and service activities, and maintains a 
high-level working knowledge of national and international theory and practice pertaining to metadata management and resource 
description. This is an excellent growth opportunity for an early career librarian who enjoys a team-based approach to user services 
and applying contemporary metadata standards and practices to ASU Library’s unique collections.  

A center of energy, imagination and innovation, the ASU Library is home to eight library facilities across four ASU campus locations 
– providing students and faculty access to millions of information resources, world-class collections, outstanding study spaces, 
advanced data centers and a suite of makerspaces. Serving as a critical gateway to ASU’s research and knowledge enterprise, the ASU 
Library works to collaborate, educate and innovate across disciplines, communities and technologies, while leveraging key research, 
learning and engagement opportunities that are unique to ASU. A strong supporter of student success and a critical partner in 
realizing the New American University mission of access, excellence and impact, the ASU Library is a space of potentiality, out of 
which many futures can be built and of which none are excluded. More information about the library can be found at lib.asu.edu. 

QUALIFICATIONS:

Required:

• Master’s degree in library and/or information science from an American Library Association accredited program or 
equivalent advanced degree.

• A statement in your cover letter addressing how your past and/or potential contributions to social justice, diversity, equity, 
and/or inclusion will advance ASU Library’s commitment to inclusive excellence.   

Preferred:

• Cataloging and/or metadata experience.
• Experience with RDA, AACR2, MARC, LCSH, LC Classification, MODS, EAD, Dublin Core, DCRM(B), DACS, and/or 

CCO.
• Experience with Open Refine, MARC Edit and/or other metadata management utilities.
• Knowledge of emerging practices related to linked data, RDF, and/or BIBFRAME.
• Experience with transformation tools and scripting languages such as Python, XSLT, and/or XML, etc.
• Experience in remediating, migrating, and/or transforming metadata.
• Knowledge of authority control processes and NACO.
• Experience with OCLC or a similar utility and its practice.
• Training experience.
• Supervisory and/or management experience.
• Reading knowledge of one or more languages other than English.

Salary and Rank: This is a continuing track Academic Professional position; Assistant/Associate Librarian and salary dependent 
upon experience.
 
Application Procedures: This is a paperless search; only electronic materials will be accepted. To apply, please submit 
electronically to http://apply.interfolio.com/107470 the following:  A cover letter, comprehensive vita or resume, and names, 
addresses, phone numbers and email addresses of 3 recent professional references. No paper applications, faxes or emails will be 
accepted.

The applicant’s last name should appear in each uploaded file name. Questions about the position should be directed to the search 
committee chair at:  Daniel.Jergovic@asu.edu. Application deadline is July 15, 2022.  Applications will continue to be accepted on 
a rolling basis for a reserve pool.   Applications in the reserve pool may then be reviewed in the order in which they were received 
until position is filled. 

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

Equal Employment Opportunity Statement
A background check is required for employment.  Arizona State University is a VEVRAA Federal Contractor and an Equal 
Opportunity/Affirmative Action Employer. All qualified applicants will receive consideration for employment without regard to 
race, color, religion, sex, sexual orientation, gender identity, national origin, disability, protected veteran status, or any other basis 
protected by law.

(See https://www.asu.edu/aad/manuals/acd/acd401.html and https://www.asu.edu/titleIX/.)
 
In compliance with federal law, ASU prepares an annual report on campus security and fire safety programs and resources.  ASU’s 
Annual Security and Fire Safety Report is available online at https://www.asu.edu/police/PDFs/ASU-Clery-Report.pdf  You may 
request a hard copy of the report by contacting the ASU Police Department at 480-965-3456

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

http://www.towson.edu
http://www.towson.edu/provost/prospective/openpositions.html
https://www.towson.edu/inclusionequity/diversity/employment/data.html
https://www.towson.edu/inclusionequity/diversity/employment/data.html
http://apply.interfolio.com/107470
mailto:Daniel.Jergovic@asu.edu
http://www.asu.edu
http://www.visitarizona.com
https://www.asu.edu/aad/manuals/acd/acd401.html
https://www.asu.edu/titleIX/
https://www.asu.edu/police/PDFs/ASU-Clery-Report.pdf
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Performing Arts Librarian
ASU Library seeks a Performing Arts Librarian to develop, manage, and promote ASU Library’s performing arts collections 
that serve the School of Music, Dance, and Theatre; the Sidney Poitier New American Film School; and ASU’s diverse 
communities of researchers, students, educators, and performing arts scholars. Reporting to the Head of Open Collections 
Curation and Access, the Performing Arts Librarian proactively partners with faculty to develop opportunities for the 
diverse community of scholars and learners at ASU to engage with the collections in traditional and creative ways. This 
includes instruction, reading and reference services, community programs, and other creative engagement activities. The 
Performing Arts Librarian develops relationships with key stakeholders and donors to help support the library’s capacity 
to maintain and enhance access to these rich and varied collections, from costumes to playbills. Most notably, the Child 
Drama collection, which documents the international history of theater for youth and theater education, is the world’s 
largest such archival repository, containing thousands of works dating back to the 16th century. 

The Performing Arts Librarian develops the collections to enhance the diversity, gender representation, and range of the 
collections, observing professional best practices and alignments with the priorities of ASU Library. To achieve these 
objectives, the Performing Arts Librarian works collaboratively in teams across Library units with colleagues working 
in areas, including: musicology, archival processing, preservation and digitization, repository services, acquisitions and 
metadata, research data services, library analytics, geospatial services, the Community-Driven Archives team, and the 
Labriola National American Indian Data Center team. 

A center of energy, imagination and innovation, the ASU Library is home to eight library facilities across four ASU 
campus locations – providing students and faculty access to millions of information resources, world-class collections, 
outstanding study spaces, advanced data centers and a suite of makerspaces. Serving as a critical gateway to ASU’s research 
and knowledge enterprise, the ASU Library works to collaborate, educate and innovate across disciplines, communities 
and technologies, while leveraging key research, learning and engagement opportunities that are unique to ASU. A strong 
supporter of student success and a critical partner in realizing the New American University mission of access, excellence 
and impact, the ASU Library is a space of potentiality, out of which many futures can be built and of which none are 
excluded. More information about the library can be found at lib.asu.edu. 

QUALIFICATIONS:

Required:

• Master’s degree in library and/or information science from an American Library Association accredited program.
• Bachelors or Master’s degree in studio arts, theater, film, or dance.
• A statement in your cover letter addressing how your past and/or potential contributions to social justice, diversity, 

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

Preferred:

• 1-3 years of experience working in an academic, public, or tribal library or archives
• Demonstrated experience teaching with special collections and specialized reference sources in the performing 

arts.
• Experience with the acquisition of out-of-print, unique, or archival materials.
• Knowledge of nationally-accepted standards for archival processing including Describing Archives: A Content 

Standard (DACS) and EAD.
• Demonstrated knowledge of theater education, particularly theater for youth.
• Cultural fluency skills to engage and support researchers of varied and diverse backgrounds and cultures.
• Excellent communication and interpersonal skills, both oral and written.

Salary and Rank: This is a continuing track Academic Professional position; Assistant/Associate Librarian and salary 
dependent upon experience.
 
Application Procedures: This is a paperless search; only electronic materials will be accepted. To apply, please submit 
electronically to http://apply.interfolio.com/107471 the following: A cover letter, comprehensive vita or resume, and 
names, addresses, phone numbers and email addresses of 3 recent professional references. No paper applications, faxes or 
emails will be accepted.

The applicant’s last name should appear in each uploaded file name. Questions about the position should be directed to the 
search committee chair at: Nancy.Godoy@asu.edu. Application deadline is July 15, 2022. Applications will continue to be 
accepted on a rolling basis for a reserve pool. Applications in the reserve pool may then be reviewed in the order in which 
they were received until position is filled. 

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

Equal Employment Opportunity Statement
A background check is required for employment.  Arizona State University is a VEVRAA Federal Contractor and an Equal 
Opportunity/Affirmative Action Employer. All qualified applicants will receive consideration for employment without 
regard to race, color, religion, sex, sexual orientation, gender identity, national origin, disability, protected veteran status, 
or any other basis protected by law.

(See https://www.asu.edu/aad/manuals/acd/acd401.html and https://www.asu.edu/titleIX/.)

In compliance with federal law, ASU prepares an annual report on campus security and fire safety programs and resources. 
ASU’s Annual Security and Fire Safety Report is available online at https://www.asu.edu/police/PDFs/ASU-Clery-Report.
pdf You may request a hard copy of the report by contacting the ASU Police Department at 480-965-3456

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

Term Faculty (NTT) Director of Clinical Ed.  
(DCE) Speech Language Path. (22-23)

DePaul University’s department of Speech Language Pathology 
Program invites applications from qualified candidates for a Term 
Faculty (NTT) Dir. Of Clinical Ed. (DCE) – Speech Lang. Path. (22-
23) starting July 1, 2022. 

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

The College of Science and Health is the third largest college at 
DePaul, enrolling over 3,000 students. The college includes programs 
in the natural and health sciences, including nursing.

Apply: https://apply.interfolio.com/106993

DePaul University is an Equal Opportunity / Affirmative Action employer.

ANTHROPOLOGY

Assistant Professor
University of California Santa Cruz
Assistant Professor. Teach Anthro-
pology and related courses, advise 
students, maintain an active re-
search agenda, and perform fac-
ulty service. Ph.D Anthropology 
or closely related field. Interested 
persons should send cover letter 
and CV to: Fred Deakin, Depart-
ment of Anthropology, University 
of California Santa Cruz, Santa 
Cruz, CA 95064 or to fdeakin@
ucsc.edu.

BLACK STUDIES

Assistant Professor
Portland State University
Assistant Professor. Teach Black 
Studies and related courses, advise 
students, maintain an active re-
search agenda, and perform faculty 
service. Ph.D or ABD Black Stud-

ies, History, or related field. Inter-
ested persons should send CV and 
cover letter to: Dr. Ethan John-
son, Department of Black Studies, 
Portland State University, Port-
land, OR 97201, or to ejohnson@
pdx.edu.

CLASSICS

Associate Professor
University of Kentucky
The position is with the Univer-
sity of Kentucky’s Department of 
Modern and Classical Languages, 
Literatures & Cultures in Lexing-
ton, KY. This is a full-time ten-
ure-track faculty position with 
an appointment of 45% teaching, 
45% research, and 10% service. 
Job responsibilities include teach-
ing undergraduate and graduate 
level primarily in Classics. Ph.D. in 
Classics (or closely related field). 
The position will be filled at the 
Associate Professor level. Salary, 
fringe benefits, and initial operat-

ing support are competitive with 
other leading land-grant universi-
ties. CVs can be sent via email to 
Department Chair, Jeffrey Peters 
at jnp@uky.edu. The University of 
Kentucky is an Equal Opportunity 
Employer and encourages appli-
cations from veterans, individuals 
with disabilities, women, African 
Americans, and all minorities.

COMPUTER SCIENCE

Instructor
Southern Arkansas University Tech
Instructor. Teach computer sci-
ence, cybersecurity and relat-
ed courses, advise students, and 
perform faculty service. Master’s 
Computer and Information Sci-
ences, Computer Science, or close-
ly related field. Interested persons 
should send cover letter and CV 
to: dbeasley@sautech.edu or Deb-
bie Beasley, Southern Arkansas 
University Tech, POB 3499, Cam-
den, AR 71711.

ELECTRICAL 
ENGINEERING

Assistant Professor
Seattle Pacific University
Assistant Professor. Teach courses 
in electrical engineering, advise 
students, maintain an active re-
search agenda, and perform fac-
ulty service. Ph.D or ABD Elec-
trical Engineering or closely re-
lated field. Must align with SPU’s 
Christian Statement of Faith. 
Interested persons should send a 
cover letter, one-page Statement 
of Christian Faith, and CV to: 
Melani Plett, Chair and Professor 
of Electrical Engineering, Seat-
tle Pacific University, 3307 Third 
Avenue West, Suite 307, Seattle, 
WA 98119.

ENGINEERING

Assistant Professor
Seattle Pacific University
Assistant Professor. Teach courses 
in electrical and computer engi-
neering, advise students, main-
tain an active research agenda, 
and perform faculty service. Ph.D 
or ABD Electrical and Comput-
er Engineering or closely relat-
ed field. Must align with SPU’s 
Christian Statement of Faith. 
Interested persons should send a 
cover letter, one-page Statement 
of Christian Faith, and CV to: 
Melani Plett, Chair and Professor 
of Electrical Engineering, Seat-
tle Pacific University, 3307 Third 
Avenue West, Suite 307, Seattle, 
WA 98119.

Visiting Assistant Professor 
of Systems Engineering
Texas A&M International University
The School of Engineering at 
Texas A&M International Uni-
versity invites applications for a 
one-year Visiting Assistant Pro-
fessor of Systems Engineering po-
sition for the 2022-2023 academic 
year. The candidate will primar-
ily teach courses in the Systems 
Engineering program. The pro-
gram is looking for candidates 
who have a robust commitment 
to hands-on undergraduate engi-
neering education.  The Systems 
Engineering program, established 
in 2009 and ABET-accredited, is 
a transdisciplinary program that 
emphasizes versatility. Students 
in the program take courses in 
industrial engineering, electrical 
engineering, computer engineer-
ing, and mechanical engineering. 
Systems engineering and Senior 
Design courses serve as culminat-
ing points for this diverse course-

work in which students seek to 
integrate the knowledge they ac-
quired in designing and executing 
engineered solutions to modern 
complex problems. Senior Design 
projects in the past have been in 
diverse areas, including but not 
limited to, space mining and ex-
ploration, unmanned aerial and 
ground vehicles, Formula 1 cars, 
image analysis and computer vi-
sion, machine learning, intelligent 
systems, wearable devices, soft 
robotics, nanotechnology, opti-
mization and continuous process 
improvement, and simulation and 
analysis of complex systems.  Re-
quired Qualifications:  Success-
ful candidates must have a Ph.D. 
Degree in Systems Engineering, 
Industrial Engineering, Engineer-
ing Management, or a closely re-
lated discipline. Applicants close 
to finishing a Ph.D. will be con-
sidered if their degree completion 
is prior to the start of the 2022-
2023 academic year.   Successful 
candidates must be able to teach 
industrial & systems engineering 
and engineering management top-
ics such as Operations Research, 
Engineering Modeling and De-
sign, Facilities Design and Logis-
tics, Systems Simulation, Project 
Management, Advanced Engi-
neering Statistics, and lower-level 
general engineering courses. Suc-
cessful candidates will participate 
in ABET accreditation activities 
such as assessment and evaluation 
of student outcomes. The sys-
tems engineering program has a 
strong tradition in senior design 
and teams of its students regular-
ly participate and win accolades 
at competitions. Successful can-
didates are expected to maintain 
this strong tradition by possessing 
the ability to effectively mentor 
and advise students working on 
senior design projects and under-
graduate research activities. They 
must have the ability to conceive 
cutting-edge senior design proj-
ects, solicit projects from industry 
and other partners, and cultivate a 
research-oriented culture among 
its students.   TAMIU is a grow-
ing university of over 8,000 stu-
dents located in Laredo, Texas, 
a vibrant bi-lingual, bi-cultural 
city with a population of about 
260,000 on the U.S./Mexico bor-
der. For more information, visit 
www.tamiu.edu. TAMIU offers 
competitive salaries (commensu-
rate with experience and rank) and 
a benefits package covering health 
insurance, retirement benefits, 
and paid parental leave. Financial 
support for professional develop-
ment opportunities, such as at-
tending academic conferences, is 
also provided. Moving expenses 

are covered by the university.   In 
addition to Systems Engineer-
ing, the School of Engineering 
offers two other undergraduate 
programs in Computer Engineer-
ing and Petroleum Engineering. 
There is also a Pre-Engineering 
program that is a bridge for trans-
fer to other institutions. Alum-
ni of the School of Engineering 
have excellent job placement in a 
wide range of settings, including 
Fortune 500 companies and var-
ious business enterprises, as well 
as prestigious federal, state, and 
local government agencies. Some 
companies and organizations that 
have hired our graduates in re-
cent years include Lockheed Mar-
tin, Boeing, Northrop Grumman, 
General Motors, IBM, Microsoft, 
UPS, USAA, Goldman Sachs, JP 
Morgan and Chase, NASA, the 
U.S. Department of Defense, the 
Texas Department of Transpor-
tation, the City of Laredo, Med-
line Industries, and Prolamsa Inc. 
Furthermore, the School of Engi-
neering has graduates who joined 
prestigious graduate programs 
at other institutions in Texas and 
the nation such as Texas A&M 
University - College Station and 
the University of Texas at Austin.  
The completed employment ap-
plication must include: (1) a letter 
of interest that addresses the can-
didate’s qualifications for the posi-
tion, including his teaching inter-
ests, experience, and philosophy, 
and his vision for senior design 
projects; (2) Curriculum vitae; (3) 
Unofficial academic transcripts; 
and (4) The names and contact 
information of three professional 
references. Applications must be 
submitted online at https://em-
ployment.tamiu.edu.  For more 
information, you can contact Dr. 
Kenneth Tobin, Search Commit-
tee Chair, via email at ktobin@ta-
miu.edu or via phone at 956-326-
2417.   Initial review of applica-
tions will begin on June 17, 2022. 
The application will remain open 
until the position is filled.  TA-
MIU Ias An EO / AA / Veterans 
/ Disability Employer Applicants 
are subject to a criminal history 
investigation and employment is 
contingent on the results of the 
criminal history investigation.

INFORMATICS

Lecturer, Health Informatics
Indiana University-Purdue 
University Indianapolis
Lecturer Faculty Position in 
Health Informatics  The Depart-
ment of BioHealth Informatics, 
Indiana University School of In-
formatics and Computing (SoIC) 

http://apply.interfolio.com/107471
mailto:Nancy.Godoy@asu.edu
http://www.asu.edu
http://www.visitarizona
https://www.asu.edu/aad/manuals/acd/acd401.html
https://www.asu.edu/titleIX/
https://www.asu.edu/police/PDFs/ASU-Clery-Report
https://apply.interfolio.com/106993
mailto:jnp@uky.edu
mailto:dbeasley@sautech.edu
http://www.tamiu.edu
https://em-ployment.tamiu.edu
https://em-ployment.tamiu.edu
https://em-ployment.tamiu.edu
mailto:ktobin@ta-miu.edu
mailto:ktobin@ta-miu.edu
mailto:ktobin@ta-miu.edu
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Saginaw Valley State University is a comprehensive university 
with more than 100 programs of study for its nearly 8,000 students. 
Located on a suburban campus in Michigan’s Great Lakes Bay 
Region, SVSU is committed to a supportive and empowering 
environment for students, faculty and staff. For six consecutive 
years, SVSU has been recognized as a “Great College to Work For” 
(2016-2021).

SVSU emphasizes undergraduate teaching and learning, and 
community-based research. SVSU earned the Community 
Engagement classification from the Carnegie Foundation for the 
Advancement of Teaching, a distinction achieved by only 7 percent 
of U.S. colleges and universities. By their senior year, 84 percent 
of students have engaged with community employers and agencies 
in internships, field placements or some other component of their 
academic preparation. 

SVSU is establishing itself as a leader in STEAM education for the 
Great Lakes Bay Region, partnering with businesses, foundations and 
school districts to improve students’ performance in math, science 
and the arts at the middle school, high school and university levels. 

More than 70 percent of SVSU freshmen live on campus in student 
housing that has been rated No. 1 among public universities in 
the U.S. (2018-2021). SVSU fields 19 varsity sports at the NCAA 
Division II level. The average class size is 23 students. For more 
information, please visit our websit, http://www.svsu.edu.

COLLEGE OF EDUCATION
Assistant Professor of Education – Elementary Literacy 

COLLEGE OF HEALTH & HUMAN SERVICES
Assistant Professor of Nursing (One-Year, Temporary)

All full-time faculty at SVSU are required to teach 12 credit 
hours per semester.  Spring/Summer courses may be available.  

Salaries are competitive and commensurate with qualifications and 
experience.  Screening of applicants will begin immediately and 
continue until positions are filled.  SVSU offers an excellent benefits 
package and retirement program.  For further information about 
these positions and to apply, please visit jobs.svsu.edu.  Interested 
applicants MUST apply online at jobs.svsu.edu.

Saginaw Valley State University is an EO/AA employer.
Women and minorities are encouraged to apply.

Assistant Professor of Professional Practice in 
Finance and Economics

The Finance and Economics Department of the Rutgers Business School at 
Newark and New Brunswick, Rutgers University, is seeking a full-time faculty 
member at the rank of Assistant Professor of Professional Practice, subject to 
funding availability. This is not a tenure track position.

Requirements
Candidates must have a Ph.D. in finance, economics, mathematics, statistics, or 
operations research.  Additionally, the candidate should have a track record of 
research. The successful candidate has experience teaching quantitative courses 
at both a graduate and undergraduate level.  

Responsibilities
The applicant will be expected to teach Econometrics, Numerical Analysis, 
and Risk Management in a master-level financial engineering program.   
Additionally, the candidate should be able to teach finance courses such as 
Derivatives and Fixed Income to undergraduates and graduate students.  

Applicants seeking more information about this position should 
contact Ivan Brick, the Finance and Economics Department chair, at  
ibrick@business.rutgers.edu .  The Finance and Economics Department has 
45 full-time faculty members. Rutgers Business School offers BS, MBA, Master 
of Quantitative Finance, Master in Financial Analysis and Ph.D. programs 
that include finance and applied economics concentrations. The Department 
houses the Whitcomb Center for Research in Financial Services and the Center 
for Real Estate. 

Please submit your application (cover letter, three names of your letter writers, research 
paper[s], and CV) electronically at https://jobs.rutgers.edu/postings/164813 by July 
10, 2022.

Affirmative Action/Equal Employment Opportunity Statement

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

national origin, age, ancestry, nationality, marital or domestic partnership 
or civil union status, sex, pregnancy, gender identity or expression, disability 

status, liability for military service, protected veteran status, affectional or sexual 
orientation, atypical cellular or blood trait, genetic information (including the 

refusal to submit to genetic testing), or any other category protected by law. 
As an institution, we value diversity of background and opinion, and prohibit 

discrimination or harassment on the basis of any legally protected class in 
the areas of hiring, recruitment, promotion, transfer, demotion, training, 

compensation, pay, fringe benefits, layoff, termination or any other terms and 
conditions of employment. For additional information please see the Non-

Discrimination Statement at the following web address:
http://uhr.rutgers.edu/non-discrimination-statement

Assistant/Associate Professor of Marketing

The University of Chicago Booth School of Business is seeking to 
appoint outstanding scholars  to tenure-track positions in Marketing 
beginning in the 2023-24 academic year. We are seeking  the best 
possible candidates without regard to subfield of specialization. 
Applications are  invited from individuals who have earned a PhD 
(or equivalent) or expect to receive a doctorate  in the near future.  

Members of our faculty are expected to conduct original research 
of exceptionally high quality,  to teach effectively, and to participate 
in and contribute to the academic environment. Junior  candidates 
will be judged on potential, and we will rely heavily on the advice 
of established  scholars.  

Each candidate should submit a curriculum vitae, job market paper, 
and at least two letters of  reference from scholars qualified and 
willing to evaluate the candidate's ability, training, and  potential 
for research and teaching. Applications will be accepted online at  
https://apply.interfolio.com/107140. 

We will begin formally reviewing applications on July 22, 2022 and 
strongly encourage you to  complete your application by then. We 
will continue to accept applications until April 1, 2023. 

We seek a diverse pool of applicants who wish to join an 
academic community that places the  highest value on rigorous 
inquiry and encourages diverse perspectives, experiences, groups 
of  individuals, and ideas to inform and stimulate intellectual 
challenge, engagement, and  exchange. The University’s Statements 
on Diversity are at https://provost.uchicago.edu/statements-
diversity. 

The University of Chicago is an Affirmative Action/Equal 
Opportunity/Disabled/Veterans  Employer and does not discriminate 
on the basis of race, color, religion, sex, sexual orientation,  gender 
identity, national or ethnic origin, age, status as an individual with 
a disability, protected  veteran status, genetic information, or other 
protected classes under the law. For additional  information please see 
the University's Notice of Nondiscrimination https://www.uchicago.
edu/about/non_discrimination_statement/). 

Job seekers in need of a reasonable accommodation to complete 
the application process should call 773-834-3988 or email 
equalopportunity@uchicago.edu with their request.

at IUPUI, invites applicants for 
a Lecturer appointment in the 
Health Informatics Program. Ex-
ceptional instructors are being 
sought to join our fast-growing 
department.   The responsibilities 
of the position include teaching in 
the Health Informatics Program, 
developing courses for the tradi-
tional classroom setting, comput-
er labs, and for online education; 
help setting program goals, de-
veloping and continually updat-
ing the curriculum and training 
activities; contributing to the re-
cruitment and marketing of the 
program; interviewing, evaluating 
and advising students; engaging 
in scholarly activity; serving as a 
member of the school and depart-
mental committees; maintaining 
current knowledge in the field 
through active participation in 
professional organizations, collab-
oration, practice and research; and 
serving on professional commit-
tees. The appointment can begin 
as early as August 1, 2022 on the 
IUPUI campus but will remain 
open until filled.  Requirements 
for this appointment include a 
Ph.D. or M.D. degree, prefera-
bly in Health or Biomedical In-
formatics or a related field or a 
master’s degree (MS/MPH/MBA) 
with 10+ years of experience in 
Health Informatics. The Lecturer 
is expected to cover major areas of 
the AMIA 2017 core competencies 
of Health Informatics Education 
that lie in the intersection of (1) 
Health Information Science and 
Technology; (2) Human Factors 
and Socio-technical systems; and 
(3) Social and Behavioral Aspects 
of Health.  As the state’s premier 
urban research institution, IU-
PUI is committed to being a wel-
coming campus community that 
reflects and enacts the values of 
diversity, equity, and inclusion 
that inform academic excellence. 
We seek candidates who will not 
only enhance our representation-
al diversity but whose research, 
teaching, and community en-
gagement efforts contribute to 
diverse, equitable, and inclusive 
learning and working environ-

ments for our students, staff, and 
faculty. IUPUI condemns racism 
in all its forms and has taken an 
anti-racist stance that moves be-
yond mere statements to inter-
rogating its policies, procedures, 
and practices. We hope to identify 
individuals who will assist in our 
mission to dismantle racism so 
that everyone has the opportunity 
to succeed at IUPUI.  IU offers 
an exciting track for advancement 
for non-tenure track faculty de-
voted to teaching: Lecturer fac-
ulty who meet school and campus 
criteria may apply for promotion 
to Senior Lecturer and even, ul-
timately, Professor of Teaching. 
See the school’s criteria here and 
the IUPUI Faculty Guide for 
more information. Promotion re-
quires documented evidence that 
the candidate has met IUPUI, 
school and departmental stan-
dards.Indiana University offers 
a competitive and wide-ranging 
array of benefits to full time fac-
ulty, including health, dental and 
life insurance, retirement contri-
bution and tuition assistance. An 
overview of these is available at 
https://hr.iu.edu/benefits/neweeo/
prof-index.html.   For addition-
al information about the Indiana 
University School of Informatics 
and Computing, including de-
grees, course descriptions, plans 
of study and faculty research, 
please see soic.iupui.edu.  Fos-
tering an inclusive environment 
makes us stronger. The IU School 
of Informatics and Computing at 
IUPUI draws on the strengths of 
a diverse community of students, 
faculty and staff to enrich the ed-
ucational experience, broaden 
participation in computing, and 
meet the needs of emerging tech-
nology. The SoIC is committed to 
actively recruiting and retaining 
students, faculty and staff from all 
backgrounds and cultures to join 
the next generation of innovators. 
We welcome what every individ-
ual brings to our learning envi-
ronment—socially, geographically, 
and in thought and experience.   
Review of applications will begin 
immediately, however, the posi-

tion will remain open until filled. 
Questions pertaining to this posi-
tion may be directed to the Pro-
gram Director, Dr. Saptarshi Pur-
kayastha (saptpurk@iupui.edu).

LABORATORY

Laboratory Educator
Spelman College
Laboratory Educator (Spelman 
College - Atlanta, GA) Mult pos 
avail. Collaborate in developing 
& implementing laboratory com-
ponents of Biology courses. Teach 
laboratory sections & maintain & 
equip the labs. F/T. Apply w/ re-
sume to staffjobs@spelman.edu. 
Ref. JobID: 5587294.

MATHEMATICS

Lecturer
Indiana University Bloomington
The Department of Mathematics 
at Indiana University in Bloom-
ington, Indiana is seeking candi-
dates for a lecturer position. Du-
ties include teaching in-person 
and online undergraduate and 
graduate courses in mathemat-
ics including, but not limited to, 
algebra, precalculus, and trigo-
nometry, along with providing 
service to the Department and 
the University. Position requires a 
Master’s degree in Mathematical 
Science or a closely related field.  
Interested candidates should send 
a letter of interest and curricu-
lum vitae to: cldcolli@indiana.edu. 
Questions regarding the position 
or application process can also be 
directed to cldcolli@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 or identity, na-
tional origin, disability status or 
protected veteran status.

MUSIC

Assistant Professor
Southeastern Louisiana University
Assistant Professor. Teach violin 
and other music courses, advise 
students, maintain an active re-
search agenda, and perform fac-
ulty service. Doctor of Musical 
Arts required. Interested persons 
should send a cover letter and CV 
to jwright@southeastern.edu or 
Jeffrey Wright, Southeastern Lou-
isiana University, Department of 
Music, SLU 10815, Hammond, 
LA 70402.

PSYCHIATRY

Worchester Recovery  Center 
and Hospital
Assistant Professor of Psychiatry
Assistant Professor of Psychiatry 
Position available in Worcester, 
MA. Teach courses in Forensic 
psychiatry in the classroom and 
onsite to medical students, psy-
chiatry trainees, post-docs, and 
residents. Provide forensic psychi-
atry care to patients at Worcester 
Recovery Center and Hospital 
(WRCH). Willingness to travel 
within Worcester, MA required. 
Requires: MD or foreign equiv-
alent, BE/BC (Board Eligible or 
Board Certified) in Psychiatry, 
and 1 year of fellowship training 
in Forensics. Willingness to travel 
within Worcester, MA required. 
Direct applications to UMMS-
jobs@umassmed.edu. The Uni-
versity of Massachusetts Chan 
Medical School is an Affirmative 
Action/Equal Opportunity Em-
ployer. Women and members of 
minority groups are encouraged 
to apply.

SPANISH

Senior Lecturer in Spanish
Massachusetts Institute of Technology
The Massachusetts Institute of 
Technology, in Cambridge, Mas-
sachusetts, Global Languages unit, 
invites applications for one full-

time position as a Senior Lecturer 
in Spanish. This is a five-year ap-
pointment beginning July 1, 2023, 
with the possibility of indefinite 
renewals based on favorable per-
formance reviews. This position 
includes full benefits.   The Senior 
Lecturer in Spanish will oversee 
the design and implementation of 
the Spanish language curriculum 
with consideration of MIT stu-
dent demand and interest; teach 
five Spanish language classes an-
nually, including from beginner to 
advanced levels; advise students; 
mentor lecturers; conduct pro-
grammatic administration and 
service; work collaboratively with 
senior lecturers in other languag-
es in the program; and carry out 
and disseminate pedagogical re-
search.  Minimum qualifications 
are:   o Ph.D. in Spanish, Spanish 
language pedagogy, second lan-
guage acquisition, linguistics, or 
a related field; o Superior level 
of language proficiency in Span-
ish and English, according to the 
ACTFL Proficiency Guidelines; 
o At least five years of post-de-
gree (Ph.D.) experience teaching 
Spanish language at an institution 
of higher education, including at 
least three years in a North Amer-
ican institution;  o At least two 
years of post-degree (Ph.D.) ex-
perience designing curricula and 
developing pedagogical materials; 
o At least two years of program-
matic administration experience;  
o A record of scholarly publica-
tion demonstrating pedagogical 
interests; and o Demonstrated en-
gagement in the field of Spanish 
language pedagogy.   Applicants 
should submit a letter of applica-
tion, CV clearly showing requi-
site qualifications, a statement of 
teaching philosophy (maximum 
500 words), example of pedagog-
ical materials development (no 
more than 25 pages), sample pub-
lication (no more than 35 pages), 
two examples of syllabi of classes 
taught, and arrange for three let-
ters of recommendation to be sub-
mitted upon request. All materials 
must be received no later than 
September 1, 2022. Candidates 

selected for an interview will be 
requested to submit a 20-minute 
recorded teaching demonstration. 
All materials should be submitted 
digitally to Academic Jobs Online 
at the following website: https://
academicjobsonline.org/ajo/
jobs/21836  Any questions should 
be directed to languages-search@
mit.edu.  MIT is an equal employ-
ment opportunity employer. All 
qualified applicants will receive 
consideration for employment 
and will not be discriminated 
against on the basis of race, col-
or, sex, sexual orientation, gender 
identity, religion, disability, age, 
genetic information, veteran sta-
tus, ancestry, or national or ethnic 
origin. MIT’s nondiscrimination 
policy can be found here: https://
bit.ly/3GlgI6E  For public health 
reasons, MIT requires COVID-19 
vaccination for all MIT employees 
who work in the United States. 
New employees must be up to 
date with their vaccinations be-
fore their date of hire; if not el-
igible for the booster at date of 
hire, they must receive the boost-
er within 2 weeks after becoming 
eligible. Individuals may request 
exemption from the vaccine re-
quirement for medical or religious 
reasons. Learn more: https://bit.
ly/39Vh08g

STATISTICS

Assistant Teaching Professor
University of California, Santa Cruz
Assistant Teaching Professor. 
Teach Statistics and related cours-
es, advise students, maintain an 
active research agenda, and per-
form faculty service. Ph.D Statis-
tics or closely related area. Inter-
ested persons should send cover 
letter and CV to: Robert Lund, 
Department of Statistics, Univer-
sity of California, Santa Cruz, CA 
95064, or to rolund@ucsc.edu.

http://www.svsu.edu
mailto:ibrick@business.rutgers.edu
https://jobs.rutgers.edu/postings/164813
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https://apply.interfolio.com/107140
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https://provost.uchicago.edu/statements-diversity.The
https://provost.uchicago.edu/statements-diversity.The
https://www.uchicago
mailto:equalopportunity@uchicago.edu
https://hr.iu.edu/benefits/neweeo/
mailto:saptpurk@iupui.edu
mailto:staffjobs@spelman.edu
mailto:cldcolli@indiana.edu
mailto:cldcolli@indiana.edu
mailto:jwright@southeastern.edu
mailto:UMMS-jobs@umassmed.edu
mailto:UMMS-jobs@umassmed.edu
https://academicjobsonline.org/ajo/
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https://bit.ly/3GlgI6E
https://bit
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GAZETTE

Rochelle Ford, dean of the School of Communications 
at Elon University, in North Carolina, has been named 
president of Dillard University, in Louisiana.

Jennifer L. Mnookin, a professor and dean of the School 
of Law at the University of California at Los Angeles, 
has been named chancellor of the University of  
Wisconsin at Madison. She will succeed Rebecca 
Blank, who has been named president of Northwestern 
University.

Aswani Volety, provost and vice president for academic 
affairs at Elon University, has been named chancellor 
of the University of North Carolina at Wilmington.  
He will succeed Jose Sartarelli, who will retire in June.

New Chief Executives

Chief executives (continued)

APPOINTMENTS
Meaghan Blight, vice president for 

university growth and chief of staff at 
Huron University College, in Canada, 
has been named president of Wesley-
an College, in Georgia.

Samuel Dosumu, executive dean of 
Pueblo Community College’s South-
west campus, has been named chan-
cellor of the University of New Mexi-
co-Valencia branch campus.

Jacqueline (Jackie) Edmondson, 
chancellor and chief academic of-
ficer at Pennsylvania State Univer-
sity-Greater Allegheny, has been 
named president of the University of 
Southern Maine.

Victoria N. Folse, director and chair 
of the School of Nursing and Health 
Sciences and executive director of 
counseling and health services at Il-
linois Wesleyan University, has been 
named president of Ripon College, in 
Wisconsin.

Janet L. Gooch, executive vice presi-
dent for academic affairs and provost 
of Truman State University, has been 
named chancellor of the University of 
Illinois at Springfield.

Ashanti Hands, vice president for stu-
dent services at San Diego Mesa Col-
lege, has been named president.

Christian Hardigree, dean of the 
School of Hospitality at Metropolitan 

State University of Denver, has been 
named regional chancellor of the St. 
Petersburg campus of the University 
of South Florida.

Mike Hobbs, vice president for student 
affairs and athletics director at Jeffer-
son State Community College, in Al-
abama, has been named president of 
Georgia Highlands College.

Lovell Pugh-Bassett, vice president 
for institutional effectiveness, ad-
vancement, and strategic initiatives at 
Camden County College, in New Jer-
sey, has been named president of the 
college.

Liz Russell, vice president for academ-
ic affairs at Eastern Maine Communi-
ty College, has been named president.

Jerry Wallace, president of the Hast-
ings Campus of Nebraska Central 
Community College, has been named 
president of Danville Community 
College, in Virginia.

RESIGNATIONS
Shouan Pan, chancellor of the Seattle 

Colleges system, plans to step down 
in August.

RETIREMENTS
W. Ellis Arnold III, president of Hendrix 

College, in Arkansas, plans to retire in 
June 2023.

Kevin E. Drumm, president of the State 
University of New York’s Broome 
Community College, plans to retire in 
July 2023.

Stephen Percy, president since 2014 of 
Portland State University, in Oregon, 
plans to retire at the end of the 2022-
23 academic year.

Christine J. Sobek, president since 
2001 of Waubonsee Community Col-
lege, in Illinois, plans to retire in Jan-
uary 2023.

David Yager, president of the Universi-
ty of the Arts in Philadelphia, plans to 
retire in June 2023.

Chief academic officers

APPOINTMENTS
Anne D’Alleva, dean 
of the School of Fine 
Arts at the University of 
Connecticut, has been 
named interim provost 
and executive vice pres-
ident for academic af-
fairs.

Roy Haggerty, dean of the College of 
Science and a professor of environ-
mental geology at Oregon State Uni-
versity, has been named executive 
vice president and provost of Louisi-
ana State University at Baton Rouge.

Hanchen Huang, dean of the College 

of Engineering at the University of 
North Texas, has been named provost 
and vice chancellor for academic af-
fairs at the University of Massachu-
setts at Dartmouth.

Andrea Kent, interim provost and ex-
ecutive vice president of the Universi-
ty of South Alabama, has been named 
to the post permanently.

Ashwani Monga, provost and execu-
tive vice chancellor at Rutgers Univer-
sity at Newark, has been named chief 
academic officer and executive vice 
chancellor for academic affairs at the 
University System of Georgia.

Manoochehr Zoghi, dean of the Col-
lege of Engineering, Technology, and 
Computer Science at Purdue Univer-
sity at Fort Wayne, has been named 
provost and vice president for aca-
demic affairs at Western Illinois Uni-
versity.

Other top administrators

APPOINTMENTS
Fran’Cee Brown-McClure, a former 

vice president for student affairs and 
dean of students at Union College, in 
New York, has been named vice pres-
ident for student affairs at Jackson 
State University, in Mississippi.

Robert E. Clay, executive director of 
the Center for Student Engagement 
and Intercultural Programs at Gover-
nors State University, has been named 
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chief equity and inclusion officer and 
assistant to the president for commu-
nity engagement at Luther College, in 
Iowa.

Rob Cramer, interim vice chancellor 
for finance and administration at the 
University of Wisconsin at Madison, 
has been named to the post perma-
nently.

Dan Layzell, vice president, chief op-
erating officer, and chief financial of-
ficer at Cornell College, in Iowa, has 
been named vice chancellor for fi-
nance and operations at Appalachian 
State University, in North Carolina.

Jamie Parson, interim chief diversity 
officer at Appalachian State Universi-
ty, in North Carolina, has been named 
to the post permanently.

RESIGNATIONS
Walter D. Givhan, senior vice chancel-

lor for advancement and economic 
development since 2014 at Troy Uni-
versity, in Alabama, will step down in 
July.

Joe Shields, vice president for re-
search and creative activity and dean 
of the Graduate College at Ohio Uni-
versity, plans to step down in June to 
become director of the Large Binocu-
lar Telescope Observatory at the Uni-
versity of Arizona.

Deans

APPOINTMENTS
A. Alonso Aguirre, a professor and 

chair of the department of environ-
mental science and policy at George 
Mason University, in Virginia, has 
been named dean of the Warner Col-
lege of Natural Resources at Colorado 
State University at Fort Collins.

Scott Beaulier, dean of the College of 
Business at North Dakota State Uni-
versity, has been named dean of the 
College of Business at the University 
of Wyoming.

Jason R. Carter, vice president for re-
search, economic development, and 
graduate education at Montana State 
University at Bozeman, has been 
named dean of the Robbins College of 
Health and Human Sciences at Baylor 
University, in Texas.

Jelani Cobb, a professor of journal-
ism and director of the Ira A. Lipman 
Center for Journalism and Civil and 
Human Rights at Columbia Universi-
ty, has been named dean of Columbia 
Journalism School.

Ana M. Franco-Watkins, interim dean 
of the College of Liberal Arts at Au-
burn University, in Alabama, has 
been named dean of the College of 
Arts and Sciences at the University of 
Kentucky.

Kenneth Fridley, senior associate dean 
of administration in the College of 
Engineering at the University of Ala-
bama at Tuscaloosa, has been named 
dean of the Batten College of Engi-
neering and Technology at Old Do-
minion University, in Virginia.

Kimberly Griffin, a fac-
ulty member in the de-
partment of counseling, 
higher education, and 
special education, and 
associate dean of grad-
uate studies and faculty 
affairs in the College of 

Education, at the University of Mary-
land at College Park, has been named 
dean of the college.

Donna L. Hayward, associate dean of 
libraries at the University of Michigan 
at Ann Arbor, has been named inter-
im university librarian and dean of 
libraries.

Andrea Hickerson, a professor and di-
rector of the School of Journalism and 
Mass Communications at the Univer-
sity of South Carolina at Columbia, 
has been named dean of the School 
of Journalism and New Media at the 
University of Mississippi.

Patrick M. Lloyd, dean of the College 
of Dentistry at Ohio State University, 
has been named dean of the School 
of Dental Medicine at the State Uni-
versity of New York’s Stony Brook Uni-
versity.

Joanne Moore, associate professor 
and chair of the producing depart-
ment in the School of Filmmaking 
at the University of North Carolina 
School of the Arts, has been named 
dean of the School of Film and Televi-
sion at Loyola Marymount University, 
in California.

Amy Murtha, a professor and chair of 
the department of obstetrics, gyne-
cology, and reproductive services at 
the University of California at San 
Francisco, has been named dean of 
the Robert Wood Johnson Medical 
School at Rutgers University at New 
Brunswick.

Melissa J. Perry, a professor and chair 
of the department of environmental 
and occupational health in the Milk-
en School of Public Health at George 
Washington University, has been 
named dean of the College of Health 
and Human Services at George Ma-
son University, in Virginia.

Andrea L. Welker, associate dean of 
academic affairs in the College of En-
gineering at Villanova University, in 
Pennsylvania, has been named dean 
of the School of Engineering at the 
College of New Jersey.

James W.C. White, act-
ing dean and professor 
in the College of Arts and 
Sciences at the Universi-
ty of Colorado at Boulder, 
has been named dean of 
the College of Arts and 
Sciences at the Universi-

ty of North Carolina at Chapel Hill.

RESIGNATIONS
Tim de Noble, dean of the College of 

Architecture, Planning, and Design 
at Kansas State University since 2009, 
plans to step down in June 2023.

Other administrators

APPOINTMENTS
Kelley Bishop, director of the Univer-

sity Career Center and the President’s 
Promise Program at the University of 
Maryland at College Park, has been 
named associate vice provost for uni-
versity career services in the Division 
of Enrollment and Student Success at 
George Washington University.

Catherine Chan, executive director of 
the Office of Research and Sponsored 
Programs at the University of Wiscon-
sin and chief institutional-research 

officer at the University of Wisconsin 
at Eau Claire, has been named as-
sistant vice provost for high-impact 
practices in the Division of Diversi-
ty, Equity, and Educational Achieve-
ment at the University of Wisconsin at 
Madison.

Raul Leon, interim department chair 
and a professor of higher education 
and student affairs at Eastern Michi-
gan University, has been named assis-
tant vice provost for student engage-
ment and scholarship programs in 
the Division of Diversity, Equity, and 
Educational Achievement at the Uni-
versity of Wisconsin at Madison.

Deaths
Ronald Jack Jaszczak, a professor 

emeritus of radiology, biomedical 
engineering, and medical physics at 
Duke University, died on March 17. 
He was 79.

Simeon G. Margolis, a retired pro-
fessor of medicine, endocrinology, 
and biological chemistry at the Johns 
Hopkins University School of Medi-
cine, died on May 16. He was 91.

John Phillips Moore Jr., a member of 
the business faculty at Towson Uni-
versity, died on May 14. He was 88.

Kwaku Ohene-Frempong, an expert in 
sickle-cell disease, died on May 7. He 
was 76. As an associate professor of 
pediatrics at Tulane University, He es-
tablished the Tulane Sickle Cell Cen-
ter of Southern Louisiana. He worked 
at Children’s Hospital of Philadelphia, 
an affiliate of the University of Penn-
sylvania, for 30 years.

Karl S. Pister, who served as chancel-
lor of the University of California at 
Santa Cruz from 1991 to 1996, died on 
May 14. He was 96.
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