34a. Importance or unimportance of policy to y

Appendix B: Survey instrument

5. Professional assistance in obtaining externally funded grants

our success:

5 3 1
Ver 4 Neither 2 Ver
. Y Important important nor Unimportant . Y
important f unimportant
unimportant
o o o o o
34b. Effectiveness or ineffectiveness of policy at your institution:
3
5 . 1 8 9
Very 4 . Nel_ther 2 ; Very Not offered at | don’t know/
; Effective effective nor Ineffective . b .
effective ; . Ineffective my institution Not applicable
ineffective
o o o o o o o
98 o Decline to answer [NO OTHER SELECTION VALID]
6. Professional assistance for improving teaching
34a. Importance or unimportance of policy to your success:
5 3 1
Ver 4 Neither 2 Ver
. y Important important nor Unimportant . Y
important ; unimportant
unimportant
o o o o o
34b. Effectiveness or ineffectiveness of policy at your institution:
3
5 . 1 8 9
Very 4 . Ne[ther 2 . Very Not offered at | don’t know/
’ Effective effective nor Ineffective . T .
effective ; . Ineffective my institution Not applicable
ineffective
o o o o o o o

98 o Decline to answer [NO OTHER SELECTION VALID]
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34a. Importance or unimportance of policy to \

Appendix B: Survey instrument

7. Travel funds to present papers or conduct research

our success:

5 3 1
Ver 4 Neither 2 Ver
. Y Important important nor Unimportant . Y
important f unimportant
unimportant
o o o o o
34b. Effectiveness or ineffectiveness of policy at your institution:
3
5 . 1 8 9
Very 4 . Nel_ther 2 ; Very Not offered at | don’t know/
; Effective effective nor Ineffective . b .
effective ; . Ineffective my institution Not applicable
ineffective
o o o o o o o
98 o Decline to answer [NO OTHER SELECTION VALID]
8. Paid or unpaid research leave
34a. Importance or unimportance of policy to your success:
5 3 1
Ver 4 Neither 2 Ver
. Y Important important nor Unimportant . Y
important ; unimportant
unimportant
o o o o o
34b. Effectiveness or ineffectiveness of policy at your institution:
3
5 . 1 8 9
Very 4 . Ne[ther 2 . Very Not offered at | don’t know/
’ Effective effective nor Ineffective . S .
effective ; . Ineffective my institution Not applicable
ineffective
o o o o o o o

98 o Decline to answer [NO OTHER SELECTION VALID]
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9. Paid or unpaid personal leave

34a. Importance or unimportance of policy to \

our success:

Appendix B: Survey instrument

5 3 1
Ver 4 Neither 2 Ver
. Y Important important nor Unimportant . Y
important f unimportant
unimportant
o o o o o
34b. Effectiveness or ineffectiveness of policy at your institution:
3
5 . 1 8 9
Very 4 . Nel_ther 2 ; Very Not offered at | don’t know/
; Effective effective nor Ineffective . b .
effective ; . Ineffective my institution Not applicable
ineffective
o o o o o o o
98 o Decline to answer [NO OTHER SELECTION VALID]
10. An upper limit on committee assignments for tenure-track faculty
34a. Importance or unimportance of policy to your success:
5 3 1
Ver 4 Neither 2 Ver
. Y Important important nor Unimportant . Y
important ; unimportant
unimportant
o o o o o
34b. Effectiveness or ineffectiveness of policy at your institution:
3
5 . 1 8 9
Very 4 . Ne[ther 2 . Very Not offered at | don’t know/
’ Effective effective nor Ineffective . S .
effective ; . Ineffective my institution Not applicable
ineffective
o o o o o o o

98 o Decline to answer [NO OTHER SELECTION VALID]
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34a. Importance or unimportance of policy to y

11. An upper limit on teaching obligations

our success:

Appendix B: Survey instrument

5 3 1
Ver 4 Neither 2 Ver
. Y Important important nor Unimportant . Y
important f unimportant
unimportant
o o o o o
34b. Effectiveness or ineffectiveness of policy at your institution:
3
5 . 1 8 9
Very 4 . Nel_ther 2 ; Very Not offered at | don’t know/
; Effective effective nor Ineffective . b .
effective ; . Ineffective my institution Not applicable
ineffective
o o o o o o o
98 o Decline to answer [NO OTHER SELECTION VALID]
12. Peer reviews of teaching or research/creative work
34a. Importance or unimportance of policy to your success:
5 3 1
Ver 4 Neither 2 Ver
. Y Important important nor Unimportant . Y
important ; unimportant
unimportant
o o o o o
34b. Effectiveness or ineffectiveness of policy at your institution:
3
5 . 1 8 9
Very 4 . Ne[ther 2 . Very Not offered at | don’t know/
’ Effective effective nor Ineffective . S .
effective ; . Ineffective my institution Not applicable
ineffective
o o o o o o o

98 o Decline to answer [NO OTHER SELECTION VALID]
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13. Childcare
34a. Importance or unimportance of policy to your success:
5 3 1
Ver 4 Neither 2 Ver
. Y Important important nor Unimportant . Y
important f unimportant
unimportant
o o o o o
34b. Effectiveness or ineffectiveness of policy at your institution:
3
5 ; 1 8 9
Very 4 . Nel_ther 2 ; Very Not offered at | don’t know/
; Effective effective nor Ineffective . S .
effective ; . Ineffective my institution Not applicable
ineffective
o o o o o o o
98 o Decline to answer [NO OTHER SELECTION VALID]
14. Financial assistance with housing
34a. Importance or unimportance of policy to your success:
5 3 1
Ver 4 Neither 2 Ver
. Y Important important nor Unimportant . Y
important ; unimportant
unimportant
o o o o o
34b. Effectiveness or ineffectiveness of policy at your institution:
3
5 ; 1 8 9
Very 4 . Ne[ther 2 . Very Not offered at | don’t know/
’ Effective effective nor Ineffective . s .
effective ; . Ineffective my institution Not applicable
ineffective
o o o o o o o

98 o Decline to answer [NO OTHER SELECTION VALID]
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34a. Importance or unimportance of policy to y

Appendix B: Survey instrument

15. Stop-the-clock for parental or other family reasons

our success:

5 3 1
Ver 4 Neither 2 Ver
. Y Important important nor Unimportant . Y
important f unimportant
unimportant
o o o o o
34b. Effectiveness or ineffectiveness of policy at your institution:
3
5 . 1 8 9
Very 4 . Nel_ther 2 ; Very Not offered at | don’t know/
; Effective effective nor Ineffective . b .
effective ; . Ineffective my institution Not applicable
ineffective
o o o o o o o
98 o Decline to answer [NO OTHER SELECTION VALID]
16. Spousal/partner hiring program
34a. Importance or unimportance of policy to your success:
5 3 1
Ver 4 Neither 2 Ver
. Y Important important nor Unimportant . Y
important ; unimportant
unimportant
o o o o o
34b. Effectiveness or ineffectiveness of policy at your institution:
3
5 . 1 8 9
Very 4 . Ne[ther 2 . Very Not offered at | don’t know/
’ Effective effective nor Ineffective . S .
effective ; . Ineffective my institution Not applicable
ineffective
o o o o o o o

98 o Decline to answer [NO OTHER SELECTION VALID]
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17. Elder care

34a. Importance or unimportance of policy to your success:

Appendix B: Survey instrument

5 3 1
Ver 4 Neither 2 Ver
. Y Important important nor Unimportant . Y
important f unimportant
unimportant
o o o o o
34b. Effectiveness or ineffectiveness of policy at your institution:
3
5 . 1 8 9
Very 4 . Nel_ther 2 ; Very Not offered at | don’t know/
; Effective effective nor Ineffective . b .
effective ; . Ineffective my institution Not applicable
ineffective
o o o o o o o
98 o Decline to answer [NO OTHER SELECTION VALID]
18. Tuition waivers (e.q., for child, spouse/partner)
34a. Importance or unimportance of policy to your success:
5 3 1
Ver 4 Neither 2 Ver
. Y Important important nor Unimportant . Y
important ; unimportant
unimportant
o o o o o
34b. Effectiveness or ineffectiveness of policy at your institution:
3
5 . 1 8 9
Very 4 . Ne[ther 2 . Very Not offered at | don’t know/
’ Effective effective nor Ineffective . S .
effective ; . Ineffective my institution Not applicable
ineffective
o o o o o o o

98 o Decline to answer [NO OTHER SELECTION VALID]
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19. Modified duties for parental or other family reasons (e.g., course release)

34a. Importance or unimportance of policy to \

our success:

5 3 1
Ver 4 Neither 2 Ver
. Y Important important nor Unimportant . Y
important f unimportant
unimportant
o o o o o
34b. Effectiveness or ineffectiveness of policy at your institution:
3
5 . 1 8 9
Very 4 . Nel_ther 2 ; Very Not offered at | don’t know/
; Effective effective nor Ineffective . b .
effective ; . Ineffective my institution Not applicable
ineffective
o o o o o o o
98 o Decline to answer [NO OTHER SELECTION VALID]
20. Part-time tenure-track position
34a. Importance or unimportance of policy to your success:
5 3 1
Ver 4 Neither 2 Ver
. Y Important important nor Unimportant . Y
important ; unimportant
unimportant
o o o o o
34b. Effectiveness or ineffectiveness of policy at your institution:
3
5 . 1 8 9
Very 4 . Ne[ther 2 . Very Not offered at | don’t know/
’ Effective effective nor Ineffective . S .
effective ; . Ineffective my institution Not applicable
ineffective
o o o o o o o

98 o Decline to answer [NO OTHER SELECTION VALID]

B-20




Please indicate your level of a

reement or disagreement with the following statements:

Appendix B: Survey instrument

9
Not
applicable/ |
don’t know

5
Strongly
agree

4
Somewhat
agree

3
Neither
agree nor
disagree

2

Somewhat
disagree

1
Strongly
disagree

98
Decline to
answer

35a. My institution
does what it can to

make having
children and the
tenure-track
compatible.

35b. My institution
does what it can to

make raising
children and the
tenure-track
compatible.

35c. My
departmental
colleagues do
what they can to
make having
children and the
tenure-track
compatible.

35d. My
departmental
colleagues do
what they can to
make raising
children and the
tenure-track
compatible.

35e. My
colleagues are
respectful of my
efforts to balance
work and home
responsibilities.

36. How satisfied or dissatisfied are you with

our compensation (that is, your salary and benefits)?

9
Not applicable/ |
don’t know

5
Very
Satisfied

4
Satisfied

3
Neither satisfied
nor dissatisfied

2
Dissatisfied

1
Very
dissatisfied

98
Decline to
answer

o

o

o

o

(¢]

37. How satisfied or dissatisfied are you with the balance between your professional time and your
personal or family time?

9
Not applicable/ |
don’t know

5
Very
Satisfied

4
Satisfied

3
Neither satisfied
nor dissatisfied

2
Dissatisfied

1
Very
dissatisfied

98
Decline to
answer

(0]

(0]

(0]

(0]

(o]
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V. Climate, Culture and Collegiality

This set of questions addresses the climate, culture and collegiality of your workplace.

Appendix B: Survey instrument

Please indicate your level of satisfaction or dissatisfaction with the following aspects of your

workplace:

9
Not
applicable/ |
don’t know

5
Very
Satisfied

4
Satisfied

3
Neither
satisfied nor
dissatisfied

2
Dissatisfied

1
Very
dissatisfied

98
Decline to
answer

38a. The fairness
with which your
immediate
supervisor
evaluates your
work

38b. The interest
tenured faculty
take in your
professional
development

38c. Your

opportunities to
collaborate with
tenured faculty

38d. The value
faculty in your
department place
on your work

39a. The amount
of professional
interaction you
have with tenured
faculty in your
department

39b. The amount
of personal
interaction you
have with tenured
faculty in your
department

39c. The amount
of professional
interaction you
have with pre-
tenure faculty in
your department

39d. The amount
of personal
interaction you
have with pre-
tenure faculty in
your department
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[CONTINUE ON SAME PAGE AS PREVIOUS]

Appendix B: Survey instrument

9
Not
applicable/ |
don’t know

5
Very
Satisfied

4
Satisfied

3
Neither
satisfied nor
dissatisfied

2
Dissatisfied

1
Very
dissatisfied

98
Decline to
answer

40. How well you
“fit” (e.g., your
sense of
belonging, your
comfort level) in
your department

41. The
intellectual vitality
of the tenured
faculty in your
department

41a. The
intellectual vitality
of pre-tenure
faculty in your
department

41b.
Opportunities for
participation,
appropriate to
your rank, in the
governance of
your institution

IF VERSION = COLLEGE, SKIP TO 42

41c.
Opportunities for
participation,
appropriate to
your rank, in the
governance of
your department

Please indicate your level of a

reement or disagreement with the following statement:

9
Not
applicable/ |
don’t know

5
Strongly
agree

4
Somewhat
agree

3
Neither
agree nor
disagree

2
Somewhat
disagree

1
Strongly
disagree

98
Decline to
answer

42. On the whole,
my institution is
collegial.

(¢]
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VI. GLOBAL SATISFACTION

Appendix B: Survey instrument

Finally, we ask you to make some overall assessments about your department and your

institution as a place to work.

44a. Please check the two (and only two) best aspects about working at your institution.

1. Quality of colleagues

2. Support of colleagues

3. Opportunities to collaborate with colleagues
4. Quality of graduate students

5. Quality of undergraduate students

6. Quality of facilities

7. Support for research/creative work (e.g., leave)
8. Support for teaching

9. Support for professional development

10. Assistance for grant proposals

11. Childcare policies/practices

12. Availability/quality of childcare facilities

13. Spousal/partner hiring program

14. Compensation

15. Geographic location

16. Diversity

17.

18.

19.

20.

21

22.

24.

25.

26.

27.

28.

94.

95.

99.

98.

Presence of others like me.
My sense of “fit” here.
Protections from service/assignments

Commute

. Cost of living

Research/creative work requirements for tenure

. Teaching load

Tenure requirements in general
Tenure criteria clarity

Tenure process clarity
Manageable pressure to perform

Academic freedom

Other (Please specify

[TEXT- REQUIRED if checking “Other”]

[TEXT- REQUIRED if checking “Other”]

Other (Please specify

There are no positive aspects.

Decline to answer
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44b. Please check the two (and only two) worst aspects about working at your institution.

1.

2.

6.

7.

Quality of colleagues

Support of colleagues

. Opportunities to collaborate with colleagues
. Quality of graduate students

. Quality of undergraduate students

Quality of facilities

Lack of support for research/creative work (e.g.,

leave)

8.

9.

Lack of support for teaching

Lack of support for professional development

10. Lack of assistance for grant proposals

11. Childcare policies/practices (or lack thereof)

12 Availability/quality of childcare facilities

13. Spousal/partner hiring program (or lack thereof)

14. Compensation

15. Geographic location

16. Lack of diversity

17.

18.

19.

20.

21.

22.

23.

24.

25.

26.

27.

28.

94.

95.

98.

99.

Absence of others like me.

My lack of “fit” here.

Too much service / too many assignments
Commute

Cost of living

Research/creative work requirements for tenure
Teaching load

Tenure requirements in general

Tenure criteria clarity

Tenure process clarity

Unrelenting pressure to perform

Academic freedom

Other (Please specify) [TexT- REQUIRED if checking “Other’]

[TEXT- REQUIRED if checking “Other”]

Other (Please specify

There are no negative aspects.

Decline to answer
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45a. All things considered, how satisfied or dissatisfied are you with your department as a place to work?
9 5 4 3 2 1 98
Not applicable/ | Very e Neither satisfied . - Very Decline to
don’t know Satisfied Satisfied nor dissatisfied Dissatisfied dissatisfied answer
o o o o o o o

45b. All things considered, how satisfied or dissatisfied are you with your institution as a place to work?

9 5 4 3 5 1 98
Not applicable/ | Very Satisfied Neither satisfied Dissatisfied Very Decline to
don’t know Satisfied nor dissatisfied dissatisfied answer
o o o o o o o

46a. Who serves as the chief academic officer at your institution?
(An institution’s ‘chief academic officer’ typically reports to the President or Chancellor and oversees all
educational affairs and activities, including research and academic personnel.)

5
6
4
3
2
1
9
9

o President
o Chancellor

o Vice President for Academic Affairs
o Academic Dean

o Provost

o Other (Please specify):

o | don’t know.

8 o Decline to answer

[CONTINUE]
[CONTINUE]
[CONTINUE]
[CONTINUE]
[CONTINUE]
[CONTINUE]
[SKIP TO Q47]
[SKIP TO Q47]

Please indicate your level of agreement or disagreement with the following statement:

46b. The person who serves as the chief academic officer at my institution seems to care about the
quality of life for pre-tenure faculty.

9 5 4 3 2 1 98
Not applicable/ | Somewhat Neither agree Somewhat Strongly Decline to
b Strongly agree - . .
don’t know agree nor disagree disagree disagree answer
o o o o o o o

47. Assuming you achieve tenure, how long do you plan to remain at your institution?
o For the rest of my career
o For the foreseeable future

4

3
2
1
9
9

o For no more than 5 years after earning tenure
o | haven’t thought that far ahead

o Not applicable

8 o Decline to answer

[SKIP TO Q48]
[SKIP TO Q48]
[CONTINUE TO Q47b]
[SKIP TO Q48]
[SKIP TO Q48]
[SKIP TO Q48]

47b. Why do you plan to remain at your institution for no more than five years after earning tenure?
o Prefer to work at another academic institution
o Prefer to work in private industry

1
2
3
4

98 o Decline to answer

o Prefer to work in government

o Other (Please explain:)

[TEXT- REQUIRED if checking “Other”]
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Please indicate your level of agreement or disagreement with the following statement:

48. If | could do it over, | would again choose to work at this institution.

9 5 4 3 2 1 98
Not applicable/ | Somewhat Neither agree Somewhat Strongly Decline to
\ Strongly agree : . .
don’t know agree nor disagree disagree disagree answer
o o o o o o o

49. If a candidate for a tenure-track (pre-tenure) faculty position asked you about your department as a
place to work, would you:

2 o Strongly recommend your department as a place to work

1 o Recommend your department with reservations

0 o Not recommend your department as a place to work

98 o Decline to answer

50. How do you rate your institution as a place for tenure-track (pre-tenure) faculty to work?
o Great

o Good

o So-so

o Bad

o Awful

_~NWr~O

51. Please use the space below to tell us the number one thing that you, personally, feel your institution
could do to improve the workplace.

[TEXT- REQUIRED]

o Decline to answer
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The Collaborative on Academic Careers in Higher Education
APPENDIX C. SUGGESTIONS FOR ACTION

COACHE member colleges and universities have found various ways—many proven, others novel—to get
the most out of their investments in the Collaborative. Based on their experiences, we have compiled the
following example actions for your consideration as you prepare your institution’s response to the COACHE
survey.

Dissemination of Results

*  Share your COACHE highlights with all or some combination of the following groups:
- Pre-tenure faculty, tenured faculty, and the faculty senate
- Deans and department chairs
- Senior administrators in academic affairs, human resources, institutional research
- President/Chancellor and Board of Trustees/Regents
- Search committees

- Other campus-wide committees (e.g., Promotion & Tenure, Status of Women, Diversity)
- Grant-seekers (e.g., NSF ADVANCE)

* Hold workshops and forums with these constituents, together or apart, to discuss possible actions in
response to your COACHE findings. (COACHE staff are available to facilitate such events.) For
example, pre-tenure faculty could meet as a group, with no others present, to address major findings and
to recommend changes in policy and practice.

*  Ask questions to organize and catalyze the conversations around COACHE. For example:
- What confirmed (or defied) conventional wisdom?
- What are the surprises? Disparities? Lessons? Implications?
- Do the experiences of pre-tenure faculty here differ materially from their counterparts at peer
institutions? By benchmark? If you have these data, by gender, race/ethnicity, or academic area?
- If we were going to take two or three actions to demonstrate that faculty contributions to this
survey made a difference, what would we do?

* Identify aspects of the report that could be used to bolster recruitment of new faculty.

* Disclose some or all of your results on your web site. Many colleges and universities have found this to be
an appropriate way to highlight institutional strengths, and demonstrate their commitment to improving
quality in those areas of concern.

*  Organize a meeting and debriefing among the academic leaders of the peer institutions that you have
selected. Discuss best practices and common problems.

*  Most importantly, follow through on the plans that result from these activities. Hold administrators and
committees accountable to measurable outcomes, such as improved recruiting or retention metrics or
improved ratings on various COACHE themes.




Appendix C: Suggestions for action

Tenure Clarity

Start early

Transparency of expectations begins in the interview process and ought to be reinforced throughout
the tenure track.

Emphasize that your institution hires pre-tenure faculty because you believe they will succeed in
getting to tenure.

(45 . . . . »
Suggest to new faculty: “The minute you leave faculty orientation, start your dossier.

Draft a “statement of mutual expectations” with each faculty member by no later than the end of the
first year.

Provide workshops for pre-tenure faculty

Engage

Organize periodic workshops for tenure-track faculty hosted by the provost to provide an in-depth
explanation of the institution’s tenure process and criteria. Invite deans and current and former chairs
of the Tenure & Promotion Committees. Follow the meeting with break-out sessions led by
experienced tenured faculty from different academic disciplines, who have served on the appointment
and promotions advisory board or committee, and who are equipped to give their pre-tenure
colleagues advice about how to navigate the process. One institution runs a program called “Survive
and Thrive in (our institution’s) Tenure System,” which walks participants through the process and
suggests ways to track and document their accomplishments. The morning concludes with an hour
during which assistant professors ask questions and raise concerns with a panel of chairs and tenured

faculty.
Host smaller workshops on guidelines for drafting CVs and promotion and tenure dossiers.

Host workshops on matters of relevance and anxiety to faculty, e.g., Achieving Tenure, Getting
Grants, Starting a Lab, Giving Feedback to Students, Time Management, When and How to Ask for
Help/Mentoring.

leadership

Suggest that chairs invite their pre-tenure faculty to lunch individually or together to informal
brown-bag lunches to create open forums where they are encouraged to ask questions regarding the
tenure process.

Ask questions of your chairs and faculty to determine whether your departments (and/or institution)
are primarily oral cultures or written ones. If the former, challenge them to become the latter.

Have the chair of the Tenure and Promotions Committee meet with pre-tenure faculty at the
beginning of the tenure review year.

Require a “pattern of administration” for new deans and chairs: a detailed plan for approaching their
new roles. A “POA” contains teaching, research, and service expectations for all faculty in the
department or school. It also details a process for buying out teaching, for equitable assignment of

C-2



Appendix C: Suggestions for action

classes and service, and for identifying constituents on various committees (e.g., curriculum
committee).

At regular intervals, conduct an “academic program review” for each department: a self-study
financed by the college to bring in five eminent scholars in the field to review the program. Not a
judgment, but a process by which the members of the department can clarify their department’s
identity and together establish goals for the long-term. Make it completely transparent and data-
driven, and include the provost, vice/associate provosts, dean, undergraduate dean. The process will
include a thorough examination of the “pattern of administration,” and is one way that ineffective
chairs are identified in as impersonal a way as possible.

Provide chairs with examples of “good” (explicit) and “bad” (vague) annual review letters, and with
lists of common problems.

Organize a task force to improve the institution’s tenure process. Consider recognizing service to
community, leadership of programs that enhance diversity and training of faculty, as well as
innovations that improve access and equity in the academy.

Be explicit

Require departments to distribute explicit policy/guidelines for tenuring faculty, particularly for those
with joint appointments.

Pair your university-wide policy (developed by the Provost’s Office) with secondary policies that
explain the tenure expectations at each of the schools within the institution.

Use explicit language in the faculty handbook regarding the criteria for evaluation. For example, one
university handbook states that “teaching excellence is the sine qua non for retention and
advancement,” and that “nothing can extenuate poor teaching.” This handbook specifies five essential
elements of effective teaching, five for scholarship, and eight for service.

Provide a web site with policies, time lines, flow charts, coversheets, and checklists. Include, visible to
all faculty, guidelines for faculty, deans, chairs, the tenure & promotion committee, and search
committees. However, always beware of too much information—periodically compile, compress, and
synthesize.

Keep a “core dossier” maintained by the provost’s office. It should be a shared template outlining
what will be measured. If collegiality, for example, is important to your institution’s mission, it would
be in the core dossier. Allow for minor local variations according to discipline—but this document is
where the institutional priorities for tenure are codified.

Provide each faculty member access to his/her electronic dossier as an “organic,” evolving document.

Conduct performance reviews

Have consistent, thorough performance reviews against specific criteria during pre-tenure faculty
members’ second, fourth, and sixth years and abbreviated reviews in years three and five. For all
reviews, provide written summaries.
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Nature of the Work: Research and Teaching

Provide orientation and workshops
*  Consider making your new faculty orientation program a three day event. Use the first day to focus
on introducing new faculty to the structure and functions of the university, the second day to offer
sessions on teaching and learning, and the third day to discuss research and scholarship.

*  Host seminars on lab management for all tenure-track faculty who need it. New faculty will be more
effective teachers and researchers if they receive training on how to manage their labs.

Foster a supportive culture for excellence in research
* Invite accomplished scholars in the specialty area of a pre-tenure faculty member to spend a day or
two on campus to discuss his or her research and give feedback.

* Provide annual grant-writing workshops and encourage departments to hold more localized grant-
writing study sessions. One institution calls its grant-writing workshop “Principal Investigator 101”
and targets post-doctoral students and pre-tenure faculty.

*  Send regular emails that outline available grants and provide information on how to apply for them.
These are more effective when they are sent from the chair or dean.

*  Encourage new faculty to apply for awards, RFDPs, and grants. Offer to read manuscripts and research
proposals. Petition publishers and presses on behalf of their work.

Foster a supportive culture for excellence in teaching
*  Create a “Center for Teaching and Learning” to help faculty improve their instructional skills. Some
institutions use interactive theatre to portray the complexities and challenges of academic situations.
Faculty can either be actors or members of the audience. Following each sketch the audience can ask
questions of the actors. A professional facilitator guides the discussion providing expertise and
research-based information in the process.

* Assist new faculty with core courses by sharing course notes. Also, help new faculty by reviewing
their exams for the appropriate level of difficulty.

e Offer to observe a class, or two (outside of any sort of formal review process) to give feedback and tips
to new faculty.

e Allow new faculty to observe one of your classes and discuss pedagogy options and choices.
Provide monetary support
*  Assess the research and teaching assistance provided by graduate students. Increase funding in this

area if necessary.

e Create a “Faculty Travel Fund” to encourage travel for professional and scholarly purposes by
members of the faculty who have no other source of funds. Full-time, voting members of the faculty




Appendix C: Suggestions for action

are eligible each fiscal year for reimbursement from this Fund for one trip related to professorial
activities.

If feasible, grant an annual stipend of several thousand dollars to faculty to spend at their discretion
in support of their research programs.

Offer your faculty “Say Yes” funds (e.g., small sums of money raised through outside donors) which
allows chairs to support pre-tenure colleagues’ professional development and research needs.

Be transparent

Encourage chairs to hold discussions with all faculty around how teaching assignments are made.
Keep it transparent and equitable (load/level).

Use explicit language regarding the expected teaching load of pre-tenure faculty. At one institution,
the Provost’s Office provided a clear upper limit on teaching by publishing a range in their faculty
handbook.

Be explicit and tell faculty when they should hold off on developing new courses and to focus on
research.

Other ideas

Consider permitting pre-tenure faculty to take a full-year sabbatical leave at half pay or a semester at

full pay.

Create an “Excellence in Diversity Fellows Program” that offers minority tenure-track faculty support
for teaching, research and publishing, and networking opportunities.

Foster a commitment to interdisciplinary research through cross-departmental faculty seminars and
working groups that provide opportunities for faculty to collaborate on research projects.

Appoint ad hoc advisory committees to meet every six months with pre-tenure faculty. Each
committee should have two tenured faculty members, one to focus on teaching and the other on
research.

Consider scaling back the teaching load of pre-tenure faculty during their first year. Some
institutions offer one semester free of teaching while others offer two.
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Work/Family Integration

Flexible work arrangements and scheduling

Create a “flexible work arrangements policy” or “workload relief plan” that helps pre-tenure faculty
when confronted with family-related issues such as an ill child, parent, or spouse/partner, to scale
back (instead of taking full, unpaid leave) for a semester. Renewal should be allowed for up to three
years but only when it does not infringe on the department’s ability to carry out its mission.

Consider changing the time of regular departmental meetings if they are conducted later in the day.
Faculty with children appreciate late-afternoon flexibility with their schedules.

Stop-the-clock and parental leave

Make your stop-the-clock policy automatic for birth mothers and primary caregivers. Paid parental
leave should also be automatic upon notification of the birth or adoption of a child. Streamline stop-
the-clock and parental leave policies so that they complement each other and reduce paperwork.

Implement a “Parental Leave Policy” that provides funding for up to 12 weeks of leave for new
mothers and four weeks for new fathers and adoptive parents.

Expand your stop-the-clock policy to include eldercare or other dependent care responsibilities.
Use explicit language regarding your stop-the-clock and personal leave policies.
Reinforce with oral and written communication that, other things being equal, time spent on a

personal leave of absence, of any duration, shall not affect an individual's promotion, tenure status, or

eligibility for sabbatical leave.

Spousal/Partner hiring

Consider spousal hiring arrangements with local institutions. These mutually beneficial
collaborations help faculty and institutions negotiate dual-career challenges.

Consider subscribing to your regional chapter of the Higher Education Recruitment Consortium
(HERC), an organization that provides resources to assist the spouses and partners of faculty in
finding local employment and information on opportunities for dual-career academics, thus aiding in
its member institutions’ ability to recruit and retain faculty.

Childcare/Eldercare

Assess the effectiveness of your childcare offerings by surveying faculty with children under the age of
10. You may also hire an outside consultant to assess the childcare needs of faculty, staff, and
students, and develop ways in which your institution might respond to those needs.

Implement an emergency back-up childcare program that provides last-minute assistance for faculty
who need it. “Parents in a Pinch” is an example that offers early evening babysitters for up to three
children at a time in campus offices and classrooms.
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Create a web site dedicated specifically to childcare and eldercare needs. This can be a useful space to
grow parent and babysitter networks, recommend care providers, and disseminate important contact
information.

If you do not provide it already, consider offering on-campus childcare. If this is not feasible, contact
local providers and secure additional childcare slots for your faculty.

Institute a subsidy grant program to assist faculty with the costs of childcare. For example, one
institution grants $5,000 a year to qualified faculty with children under 10 years of age.

Offer dependent-care funding for faculty that are traveling for work and either need to arrange local
care for their dependents or take dependents with them. Institutions typically offer qualifying faculty
$500 to $1,000 annually.

Assist faculty that adopt a child by implementing an adoption reimbursement program. For
example, one institution provides a maximum of $10,000 per a year for up to two adoptions for
faculty who adopt children under the age of 18. Qualifying expenses include adoption agency fees,
court fees, medical fees for the child (not covered by insurance), immigration fees, and temporary
foster care charges provided before the child is brought home.

Other ideas

Conduct workshops for department chairs that develop a better understanding of faculty member
work/family issues and encourage more consistent policy implementation.

Publish a family-oriented brochure outlining the programs, policies, and resources that your
institution offers to support faculty who balance the demands of academe and family life.

Initiate a tuition grant program that helps faculty pay for their child’s undergraduate college
education. For example, one institution offers to pay the lesser amount between half of their current
tuition or the cost of attendance at another institution.

Help to facilitate faculty home ownership by offering/building on-campus housing available for
purchase.
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Climate, Culture and Collegiality

Foster collaboration

Consider distributing career development awards that tenure-track faculty can use to build bridges
with mentors at other institutions and to start collaborative projects with tenured faculty elsewhere.

Hold colloquia that allow faculty to share their research with departmental colleagues, other
interested faculty, and graduate students.

Provide opportunities for faculty to collaborate on research projects by offering cross-departmental
faculty seminars and working groups.

Offer to share your equipment and supplies with faculty who may benefit from having access to
them.

Pair each new faculty member with a tenured colleague to team-teach a course during their first year
on campus.

Form a “WAG” or “Writing Accountability Group” made of pre-tenure and tenured faculty who set
deadlines for each other and review each other’s work.

Foster networking, community, and mentoring

Foster networking and community

Organize a “Pre-Tenure Faculty Caucus” to provide pre-tenure faculty with the opportunity to
network with tenured faculty.

Organize departmental faculty retreats where pre-tenure faculty introduce themselves and their work
to the entire department. These offsite retreats help build a sense of intellectual and social
community.

Create a “New Faculty Institute” where pre-tenure faculty meet six to seven times during the first
academic year to address different issues and topics (such as annual performance evaluations,
promotion and tenure, etc.). The Institute provides new faculty with opportunities to learn from
tenured faculty and to network with one another during the course of the academic year.

Expand the number of social gatherings that you offer for new faculty by encouraging collaborative
ventures between the Office of Faculty Development and academic departments. These events give
new and early career faculty the opportunity to meet new colleagues, network, and explore the
campus. One institution created an event called “Third Thursdays for Faculty.” On the third
Thursday of every month, pre-tenure and tenured faculty from various disciplines meet in a social
setting on campus.

Foster mentoring

Consider forming a group-based mentoring program. For example, one institution calls their
program "Parallel Paths" and has volunteer mentors meet with groups of pre-tenure faculty once a
month to explore and discuss a variety of faculty issues.
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*  Promote high quality mentoring with an “Excellence in Mentoring” award of $5,000 annually as an
incentive. Such awards can bring faculty mentors public recognition and peer acknowledgment.

* Match pre-tenure faculty who want a mentor with volunteer tenured faculty outside of their
department. One institution calls these tenured faculty “culture mentors” because they allow pre-
tenure faculty to engage in safe and open dialogue regarding departmental norms.

Encourage dialogue and candor
*  Create “open forum” discussions where pre-tenure faculty are encouraged to ask questions regarding
institutional policy and practice. At one institution, department chairs invite pre-tenure faculty to
“open forum” lunches both individually and as a group.

* Foster a culture of informal mentoring where tenure-track faculty feel comfortable approaching a
tenured colleague or department chair with questions about the tenure process, for help with a grant
proposal, or for advice on where to publish.

*  Schedule monthly brown-bag lunches where a tenure-track faculty member is encouraged to present
his or her current research to departmental colleagues.

*  Encourage pre-tenure faculty to form an “Untenured Faculty Organization” or “UFO” which brings
early-career faculty together from across campus to share experiences and discuss issues.

Focus on climate and diversity

*  Conduct a campus climate survey across the institution as a follow-up to the sentiments expressed by
pre-tenure faculty in the COACHE data.

* Create a “Faculty Development and Diversity Fund” where departments apply for the funding of
programs that demonstrably advance diversity.

* Promote awareness of gender issues by centralizing resources and offering programs through a
“Women’s Center.” One institution states that their Women’s Center “is committed to creating a
welcoming environment that encourages diversity of perspective, experience, and values.” These
centers create a more inclusive and appreciative culture by supporting female contributions that
“challenge, motivate, and inspire.”

* Distribute explicit materials in support of faculty diversity on campus. For example, one institution
created “Building on Excellence: Guide to Recruiting and Retaining an Excellent and Diverse
Faculty.” Encourage your deans to hold their department chairs accountable by requesting an annual
report of actions taken to improve faculty diversity and evaluating how well the chairs are meeting
certain diversity objectives during performance reviews.

*  Offer post-doctoral programs for minority and female academics as a means of addressing the lack of
women and under-represented minority faculty in certain fields.
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Build a culture of support

Challenge your department chairs and tenured faculty to stop by the offices of pre-tenure faculty to
chat with them in a personal, face-to-face manner.

Emphasize that hiring a pre-tenure faculty member is an investment of departmental resources and
that for the health and wellbeing of the department, everyone has a stake in that person’s success.

Encourage each department to create a list of the 10 practices everyone must abide by. When
tenured faculty engage in behaviors that are inconsistent with departmental principles, pre-tenure
faculty can challenge and identify them without risking their chances for promotion and tenure.
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The Collaborative on Academic Careers in Higher Education
APPENDIX D: RESULTS OF CUSTOM QUESTIONS

The University of North Carolina System requested that we append to the core COACHE survey some open-
ended questions of its own design. Following are the comments provided by respondents at your institution.

11. What are the top two factors that positively affect your ability to effectively carry out your
responsibilities at the university?

1 - Support of senior faculty (in my department and others) 2 - University Research Computing Cluster
1 - Teaching load 2 - support staff at all levels
1) collegial atmosphere in the department = 2) good balance between teaching and research activities

1) The support from one of my colleagues - who reads all of my stuff and gives excellent feedback. 2) The
fact that I am competent and will work as hard as I need to get the job done.

1) trust in the upper administration 2) confidence in the State to continue to support education

1. Excellent department colleagues. Very supportive. I have received excellent informal mentoring. 2. The
family leave program at my institution is excellent. It is a real selling point of the institution.

1. class scheduling 2. great colleagues
1. Good guidance towards research grant proposals. 2. Great students that appear eager to learn.

1. Having senior faculty to collaborate with. 2. Being on hard money (no expectation to cover salary with
research dollars)

1. My efforts and achievement are evaluated fairly and correctly. 2. Those achievement can be reflected to my

salary.

1. Relative freedom to teach in ways I feel are appropriate. 2. Summer off, as it is the only time I am able to
do any substantive Research

1. teaching-load is reasonable

1. Very achievable requirements for promotion and tenure. 2. Very approachable and helpful colleagues and
administration in general.

a) my efforts are recognized b) I am not overworked
academic freedom

Academic freedom Appropriate value placed on teaching and research



Results of custom questions

academic freedom, positive atmosphere

Adequate time available; adequate support resources for research activities.

administrative support colleague support

autonomy good students

Collaboration with both junior and senior faculty Commitment to collegiality

colleagues

Colleagues and students

Colleagues, reasonable teaching load

Colleagues. Research leave.

collegiality of department and open communication with chair

Complete academic freedom, good financial support for equipment and travel.

Course Load Research support (software and equipment)

Course reduction and university funding resources.

course release and funding for research

easy communication and collaboration with faculty across campus, collegiality at all levels of the university
effective admin.

Facilities Students

Family leave policy. Openness to spousal hiring (though a formal policy needs to be instituted).

Flexibility to work off campus. Ability to teach courses I've taught in the past to reduce the amount of prep
time.

flexible schedule limited number of committees

flexible schedule and working from home

focused time to plan and build consensus with colleagues
Freedom Collaboration

freedom in the classroom; freedom to collaborate with colleagues in and out of my department
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Freedom to choose how I teach my classes. Pre-tenure colleagues in my department.
Freedom to decide what to do, support from dept

Freedom to teach and research in ways that fit me Reasonable course loads
Freedom, collaboration/openness of colleagues

Good working climate with diverse populations in both faculty and students.  Ability to determine my own
research agenda.

graduate student financial support

Great department office coordinator, great TA, great library, great MBA office (sorry that's 4!)
help on solve two-body problem

Helpful family leave policy.  Support (funding and leave) for research.

I believe I have an equitable salary (as compared with similar institutions) and there is a very strong sense of
community among most of the faculty in my department.

In the past, a low teaching load and research leave -- both of these are being taken away as of next year in my
department and college.

informal/formal mentoring by colleagues reasonable teaching load

input from other recently tenured faculty input from colleagues with tenure track positions at other
universities

Low Teaching load (2/2) and office space

Motivation, hard work

My Dean and my own perseverance

my past experiences

Nice colleagues and environment

positive interactions with students support from fellow junior colleagues

Quality of colleagues & availability of funds to support my graduate students and undergraduate researchers
reasonable teaching load academic freedom

Reassignment of duties Reasonable service requirements

reduced teaching load, small internal grants
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Relatively light teaching load.  Good startup package.

Research: The center to which I belong has good equipment and good faculty. Department and College have
good collegial atmosphere.

Sense of empowerment to define my own courses and my own research agenda. Sense of opportunity for
program-building, in many spheres.

Support for student assistant in research facility support for research
support from colleagues support from chair and dean

Support from colleagues and collaborative chances

support from department and colleagues;

Support from department chair. Support from mentor.

Support from mentors outside my department. Support from IT

support from the department chair support from colleagues

support of colleagues and administration, collegiality of entire department
support outside the department

Supportive colleagues and faculty members outside my dept.

Supportive colleagues here and elsewhere  Good electronic access to library, university information, network
drives, etc.

teaching load  flexible class scheduling

Teaching load Equipment resources are reasonable (but could be better)
teaching load and achievable tenure requirements

Teaching load, and extramural funding .

The quality of my colleagues.

The support of my department.

The support/resources for research and funding activities.

Time and support (see below)

time to conduct research, research resources- graduate assistants, equipment
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time, space, and resources.

We have a small and very supportive faculty - we all cover for each other in teaching, research and extra
activities like committees. There is a strong understanding that what goes around comes around.

12. What are the top two factors that negatively affect your ability to effectively carry out your
responsibilities at the university?

1 - Lack of graduate degree in my area of expertise 2 - Lack of staff/computing resources/support

1 - time required for preparing new courses 2 - recharge policies for using instrumentation in other
departments

1) a large part of our student population seems to be her 'to get a degree' and not to obtain an education  2)
The university is probably growing too fast.

1) Lack of clear expectations 2) No support from graduate assistants. Either they have teaching
responsibilities or they are never available (we only have 4 for a department of 25+)

1) many of my colleagues in my department do not understand research and don't understand what I do 2)
students (undergrad and grad) are, on average, pretty weak

1) The current poor funding climate 2) Difficulties due to #1

1. The major advising program places stress on 'good' advisors and the burden is unequally shared. 2. Travel
funds, for presentation at academic conferences, is inadequate.

1. I have an underlying concern that I don't spend enough time at home with my family. 2. I am making
glacially slow progress in the development of my laboratory facilities.

1. inadequate resources, 2. lack of childcare

1. Lack of TA support for my large undergraduate class (need graders so I can write better exams and assign
meaningful homework). 2. My library doesn't have electronic access to most of the journals that I absolutely
require for my research.

1. lack of teaching assistant support 2. large classes

1. teaching load is too heavy 2. no 'credit' for chairing thesis and dissertation committees - this can become
overwhelming

1. The top does not care and recognize my achievement and performance. 2. The top ignores my

performance. NOT NOW!

1. There is implicit pressure to perform as a 'Research 1' level researcher (even though our university's status is
not yet Research 1), but the structural support to make this possible is not present. Art studio faculty are not
provided with studios/laboratories in which to conduct our research, nor do we have any form of research
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assistants. [ feel certain no Biologist (for example) at my institution would be expected to conduct their
research without a laboratory and probably laboratory assistants, and in this case, faculty in the studio arts
work at an enormous disadvantage in terms of both facility and work-load expectations, when compared with
many other departments in the institution. 2. In fact, an unreasonable expectation of work-load my first
two years has made it very, very difficult for me to research effectively. Speaking only of my own experience,
my first year of duty was characterized by a full 3/2 teaching load (the 3 course being my very first semester
with no accommodation for adjustment to a new workplace), with substantial committee responsibilities
(departmental, search, etc.). As well, it was necessary to rebuild a decrepit teaching studio with very little
physical or monetary support, and I found this to be extraordinary, that a new faculty with research
expectations has to build cabinets, fix plumbing leaks, repair machinery, requisition and manage inventory,
and in general be a custodian as well as teacher/researcher. I had one course release in my second year, but the
'release’ was consumed with extra administrative duties, hence it was in fact no release at all. These are the
less visible but still consequential obstacles I faced as a new faculty in Studio Art, particularly in my studio
discipline, and as I have told my Chair, I think the expectations were and continue to be unfair in comparison
to some of my departmental colleagues, and are absolutely unfair and unbalanced as compared to other
faculty in other departments in the university.

1.Frustration at having 3 different department chairs in the past 3 years, each with different priorities and
performance review criteria. 2. Not being able to use travel funds to attend the conferences you feel are most
important to your success, and instead having conferences you can attend being prioritized by your dept.
chair.

a) Constant new course preparation b) Level of preparation of some graduate students
Balance between research/scholarship and teaching and service.

content of courses I am required to teach

Department Administration Senior Faculty

Department chair, excessive number of faculty meetings, service requirements
Departmental quibbling and politics

Different interest groups don't have a good sense of what others have asked one to do - their requests may be
reasonable and important but simply more than one can manage. A central system for keeping track of
general obligations might help keep this part fair and reasonable. I'm good at saying 'no' but it is sometimes
clear that this leaves a bad odor behind, which a non-tenured person cannort afford.

Frivolous email and advising responsibilities that do not reinforce research activities.
Funding for program and events is unclear. Confusing accounts payable guidelines.
graduate assistant support for research and teaching

heavy teaching load and too much services
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High expectations for research, teaching, community outreach, and service. Low salary and expensive
health coverage for spouse and dependents.

high teaching load (though I realize it is a standard requirement here)
Higher teaching load (3-2 or 3-3) as of next year and no promise of research leave after tenure.

I have significant family care responsibilities and my time to work outside of M-F 9-5 is quite limited. I find
it impossible to work enough hours to ever feel on-top of my teaching, research, and service responsibilities.
All of your colleagues seem to be working evenings and weekends, and it is very hard to keep up with them in
terms of productivity when I can only work 50 hours a week or less. ~ The teaching load (particularly with
respect to lab classes) is high relative to the research expectations for tenure.

Inability to attract good graduate students because UNC Charlotte doesn't have a strong research reputation.
Too much service work in my young department/college.

just can't think of any

Lack of administrative post-award support & lack of understanding of grant-supported research, placing it in
a service category rather than a research category

Lack of broad understanding of individual faculty research field. Lack of professional mentoring program
lack of childcare facility

Lack of colleagues with similar interests/ isolation from working with others Lack of resources

Lack of good students

Lack of graduate assistants even though I teach close to 100 students per semester ~ Overburdened by service
commitments at dept, college level

Lack of intellectual curiosity, interest, and energy in my department. Excessive service demands.
lack of professional staff in research centers

Lack of quality in undergraduate students. Lack of will to increase admission standards, course requirements,
and graduation parameters for our students. We're not doing the best we could do if we were permitted to

have high standards.

lack of quality mentoring - not many senior faculty in my area, challenge in getting quality students
Lack of research support and lack of senior faculty able to provide mentoring related to research
lack of return of overhead on research projects attitudes of Sr. faculty members toward Jr. faculty

Lack of security. Lack of competent administrative support.
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lack of support for fundamental/remedial quantitative training for students tenured faculty that have been
here for 10+ years are unfamiliar with current requirements for publishing and successful grant applications

lack of support from department colleagues

Lack of technical ability in most students, overall low standards
Large class size

Long surveys

My chair is not in my field and manages things in a manner that is counter-productive to my research. My
teaching load has been extremely heavy (over 300 students per semester without a T.A.)

my own time management skills,

no research support at all, such as research leaves an impersonal institution which fails to recognize faculty
and staff contributions

-no studio space in which to do creative research.
none

None.

not enough time in the day to plan, teach, serve on master's committees, write, read, research, provide service
to schools not enough personal time

Number of unneeded and ineffectual meetings Very poor mentor the effects of which I had to overcome on
my own

overly heavy teaching load and workload/personal time imbalance

Passive aggressive behavior detrimental to growth by those in control of building facilities

poor quality of graduate students to assist in research; teaching load too high

Pre-conceived attitudes of other faculty that are unfamiliar with my field. No scheduled sabbatical
quality of grad students lack of responsive and qualified administrative staff

Service demands during my 3-course load semesters generally force me to postpone any serious research and
there is entirely inadequate space for many of the classes in our department.

Students who have no value for complex diversity-related issues I teach them, since they are not yet
sophisticated in their thinking to appreciate the content.

Support to go after large scale projects, paperwork
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teaching demands, lack of research support

Teaching load Lack of a good library

teaching load, lack of other faculty to do research with

teaching load; negative moral and attitudes within my department
Terrible post-grant support. Lack of facilities, equipment.

the amount and quality of facilities, and collaboration opportunities

The desire to conduct practical research, classroom-based research to influence practice and get this research
into the hands of real teachers and not just fellow academics who may or may not read the journals.  The
restrictive definition of research-based articles as having a methodology and data analysis 'sections' in the
article. Teachers are not the ones reading the academic journals thus this work has NO impact on them. My
goal is to impact teaching and student learning in K-12 classrooms and publishing in academic journals does
not help me to reach that goal.

The lack of formal system or infrastructure for support on family issues or other support issues. The
inconsistency in policy between university and department requirements.

Three courses is too high a teaching load for pre-tenure.  Lack of resources to support research agenda.
time pressure/competing demands; increasing class sizes and administrative duties

Time to spend in service is not clearly defined.  Expectation to meet research, teaching and service goals
regardless of how much time (hours) it takes. Those of us with a family and household to manage can't invest
over 50 hours per week to the job.

Too many Departmental committees and new preps each semester or year
Too many mandatory meetings
too many responsibilities that often conflict with each other

Too many responsibilities with no time to write/research.  High expectations to perform with little support
to achieve goals (reduced teaching loads, more grad assistant support, etc.) It is impossible to do everything
and do it well without adequate support.

Too many service responsibilities.

Unhelpful departmental office staff. =~ Mediocre library (a problem offset in part by outstanding interlibrary

loan services).
university funding infrastructure, poor annual review process that is not linked to merit pay opportunities

work-family balance
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13. What are the two professional activities that your department values mosz in terms of rewards
and recognition?

1 - External funding 2 - Teaching awards

1 - publications 2 - participation in scholarly organizations

1) External funding 2) External funding

1) teaching and caring for students  2) doing good research (not necessarily being coupled to publications)
1. Research, publication, grantsmanship 2. Research, publication, grantsmanship.

1. Exhibitions are valued. Regrettably, exhibitions seem more important in terms of recognition than actual
'research’, if one is to measure the expectation for 'original research’ against the actual support of time and
resources available for this 'original research'. I would like very much to conduct original research, but there
is the over-riding concern that the time necessary to develop peer review evaluations for these new directions
will result in poor evaluation of peer review activity. I hope that makes sense. 2. Teaching, though perhaps
most accurately, maintaining student numbers in courses.

1. Grant funding 2. Publications

1. publishing 2. obtaining grants

1. Receiving grants 2. Scholarship awards (for best paper, that sort of things)
1. research 2. teaching

a) Research b) Teaching

Academic publications Presentation of research at conferences.
Attendance at national conference. Professional awards.
Cronyism Maintaining the Status Quo

Don't know

empirical articles in high impact journals conference participation
external funding and good publications

external funds

external grants journal publications

funded grants and publications
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Funded research; other awards

funding publications

funding and publishing

Funding, publications

Funding, publications

Getting federal grants funded

Grants & IEEE/ACM publications
Grants and grants

Grants and publications

Grants and publications

Grants, research related honors/awards.
grants, teaching

high quality paper publications, obtaining grants
High quality research and teaching

I do not know

I don't know

In terms of merit and promotion, publishing articles and books. But these are regarded with little interest in
the day to day. Second would be receiving external grants.

Leadership opportunities Funded research

NSF CAREER awards

number of peer-review journal articles quality of peer-review journal articles

peer reviewed publications student responses to universal questions on end of course evaluations
peer teaching evaluations, manuscripts published

peer-review publications, research presentations

Peer-reviewed publications. Research fellowships.
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presentations at national and international conferences publishing
professional service; professional awards

publication

Publication Performance

publication, teaching, and service

publications

Publications Grant money

Publications (number) and presentations

publications and awarding of research grants

Publications and grants

publications and publications with tenured faculties. It seems to use a binary system that counts the results
while the cutoff value appea+DW497rs to be unclear and varies by persons. Would like to suggest a more
comprehensive evaluation system that adds different weights to different types of contributions, which can be
more easily quantified and less possibly subject to bias or manipulation.

publications and quality teaching

publications in peer-reviewed journals, funding

Publications, Teaching Awards

publications; awards

published articles and grants

publishing

publishing receiving grant funding

Publishing Scholarly conference papers

Publishing (books, articles, textbooks...in that order) and getting grants
Publishing books and articles. Teaching new courses.

Publishing in journals and obtaining funding that drives that research. Attracting good graduate students is a
very close third.

publishing quantitative articles; working in schools
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Publishing. Community service that is high profile.

Publishing/ editing books awards for building construction
quantity of published papers; service to the department

receive the NSF CAREER award

research research

research teaching

Research achievements and excellent teaching

Research and grants

research and publications

research and research grants

Research and Teaching

Research grants Publication

Research output

Research, teaching

research/grants/publications

scholarship

scholarship and teaching

securing external funding publishing in high-profile journals

Size of grant awards Quality of journals that papers are published in
Solo museum exhibitions (studio faculty) and book publications (art history faculty).

Supporting the work required by revisioning and other department-wide projects. ~ Successful teaching with
satisfied students who know they are learning.

teaching and academic research
teaching and research

Teaching and research.
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teaching and scholarship

teaching, peer-reviewed article publications

The largest spectacle was made of the two 'NSF Career award' winners and the departmental funding awards.
Traditional, empirical research publications, and Outstand teaching (awards in that area).

Unknown - the rewards and recognitions follow no discernable pattern over time or year to year

wow, I am not sure... I would guess publications and grants

14. What are the two professional activities that your department values Jeast in terms of rewards
and recognition?

1 - Advising of students 2 - Committee work

1. Student advising. 2. University and college service.

1. chairing thesis/dissertation committees 2. working with community
1. community service, 2. university service

1. Experimental research that is risky is not really supported. "Tried and True' methods of production and
exhibition are more easily understood and rewarded, hence experimentation and pushing boundaries is
substantially more risky and less likely to occur. 2. Infrastructure support has been woeful in my particular
case, and improvements which have been accomplished came at great cost to my professional research,
teaching satisfaction, and inevitably my personal life. All told, the inattention to real and tangible
infrastructure needs, necessitating an extraordinary expenditure of my own resources as 'repairman’, have
made my first two years at UNC Charlotte rather unsatisfying in the overall scope of my life experience.

1. service to the college 2. service to the university

1. Service. 2. Effective mentoring of student researchers.

applied community service

Challenging students to think in majors courses Community involvement
collaborating with variety of faculty, advising Master's students

Committee service and grant writing

community collaboration applied writing/publications

Community service; mentoring students

conference papers
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conference presentations, non-peer reviewed publications

Conference presentations?

Departmental and college service. Professional service.

Designing new courses and teaching (low faculty-student ratio)

do not know

don't know

Efforts on grants, mentoring/advising students/ or teaching somehow by pre-tenure faculties.
efforts to change expectations toward students

Hard to say... problem anything that combines teaching and research, unfortunately, and service-exhibitions
(like faculty shows).

I do not know
I don't know

I don't know

I don't think any of our activities are not valued, but teaching, mentoring and giving seminars outside of the
department (other than at major conferences) are not particularly rewarded or recognized - these are treated as
necessary background. Not a good answer, sorry.

I never hear about publications and only rarely about service activities.

Improving existing courses. Advising graduate students.

Industry and student collaboration

interdisciplinary research outreach work

Most rewards are for tenured faculty. There is no teaching recognition for pre-tenure faculty.
None

Not sure

Not sure what the question refers to. Can't think of any professional activity my department doesn't value at
least some.

Practical work in K-12 classrooms that may not lead to published research-based articles in academic journals.
Presentations at local, state and regional conferences. (Travel funding is very limited such that one national
conference seems to be the limit.)
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presenting at local conferences service to schools

Pro-bono service as opposed to paid service.  The recognition that not all courses are of equal value in terms
of their challenges when teaching, thereby attracting worse student evaluations.

Professional Accomplishment Service

professional discourse especially if it includes disagreement with majority opinion; teaching lab sections of
classes

professional service community outreach

publications in obscure journals teaching (to a certain degree)
publishing qualitative articles; good teaching

quality teaching

Service

Service

Service

Service

Service

Service

Service

Service

service (but not to an extreme deficit)

service (maybe also teaching)

Service and teaching.

service on professional national and state organizations
service- to college, university and community

Service to the community and technology/software development.
service to the profession/community mentorship

Service to the university and community
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service, external activities

service, student teaching evaluations

serving on conference program committees, recruiting
Some Service activities

Teaching

Teaching Mentoring of students

teaching service recognition

Teaching Service to the community

teaching & committee work

teaching and department service

Teaching and service

teaching effectiveness and grant/contracts

teaching, service

Teaching. Interactions with students.
Thesis/dissertation mentoring and non-peer-reviewed publishing

time spent tutoring students (who should have taken remedial classes to get up to speed) to carry out the
homework  they value publishing, but the added work for publishing in very competitive journals is not
more valued than less competitive journal (they appear to prefer volume over quality)

Unsure

women faculty, conference presentations

15. Briefly describe one issue relating to your faculty life that was not sufficiently covered in this
survey.

Absentee leadership at the departmental level
administrative/compliance requirements (paperwork, reporting, etc)

Because my institution is the only major research university in the metropolitan area, faculty lack easy access
to the sort of helpful disciplinary seminars or workshops, drawing faculty from multiple institutions, that exist
in many other metropolitan areas. I think these are important resources that are worth asking about.
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Can't think of any
Can't think of anything
can't think of one right now

Childcare issues (including the fact that my husband could not move here until he found a job which took
over a year) affected me very severely when I first arrived here but now my children are old enough that is not
an issue any longer.

Course assignments

Departmental angst - how a dysfunctional department and/or bad mentoring by senior faculty can negatively
impact junior faculty

Departmental stability. I have had five chairs in three years.

Despite my complaints, I enjoy working in this department and University very much. My colleagues are a
pleasure to work with and be around in general, I can pursue my own research to a degree that I am very
happy with, and the requirements for tenure match my own goals for work and life.

dishonesty by the department/college when being hired
Diversity: people from different backgrounds.
expectations to publish are up there with major universities while there is not nearly as much support.

Facilities for teaching can (in some disciplines) greatly affect quality of life/work. It is amazingly frustrating to
teach a class where facilities are so subpar that the key issues cannot be adequately addressed. I realize this is a
perennial problem, but at a certain point, creative problem solving must either be embraced by administration
or courses should simply not be offered.

Faculty salaries were not covered in the institution-specific survey. The salaries we are able to offer faculty to
recruit and retain are not nationally competitive while at the same time we are trying to become a nationally-
recognized institution.

fairness
fostering the importance of attending to issues of diversity

graduate versus undergraduate teaching is different, the survey should have considered the different level of
support required from a department or administration to create successful and competitive graduate students

I can't think of one here

I enjoy working at this institution.
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I feel in my ability to chart my own destiny as a researcher. In the truest sense, many aspects of academic
freedom and real support for research are rather circumscribed, and I had not expected this from an
institution that promotes itself as a major research institution.

I think it has a comprehensive coverage of various issues in faculty life. I hope this will help in making
significant and effective improvement in the near future. Thank you.

I think the survey has been very comprehensive.

I wish that the university were more connected to the real K-12 classrooms and that our work directly
impacted the lives of teachers and students. And I wish that there was more of a sense of community to our
work. I wish that we were partners with K-12 in providing the best for our schools.

I would like more attention to the issue of spousal hiring. I would like the university to offer an array of
possibilities and not assume that all spouses require a full-time tenure-track position. In some cases, a part-
time or non-tenure-track academic position could be desirable - in my case, a half-time lecturer position for
my spouse would actually be preferable.

In sum, there are high expectations and standards (which is essential and valued by junior faculty). However,
with the current teaching load and 'other' essential responsibilities required of junior faculty, it is very difficult
to maintain scholarly productivity. In addition, there is lack of support for women with families. Child care
on campus would greatly improve the stress for female faculty members with young children. The balance of
work and family is hard to achieve without some institutional support.

Inconsistent standards--the unpredictable way that university 'standards’ change in such a short time and
change multiple times. The tenure standards for scholarly productivity mentioned at time of hire have
doubled since then (less than 4 years ago). Next year higher teaching loads will occur with no extra pay and
no reduction of productivity standards.

issues related to partner benefits for domestic partners

Junior faculty should be helped more with setting their research agenda.
Level or agreement of criteria to be a tenure faculty.

no support for dual career academic couples

None

None, but I have to leave to pick up my kids!

not happy with tenured faculty who do not want to use technology in their classes and teach the students how
to use technology in their teaching. they need to keep up with the times and no one can force them to do it.
this is not fair to our students.

nothing

Nothing I can think of.
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Office space

Promotion of healthy lifestyle (such as partial support of gym membership) is increasingly important and one
area where this university has little concrete support to offer. There are some clever ways to get people to use
memberships and to make them easy to commute to.

racism and lack of diversity in the work environment
Recruitment of graduate students

Security.

Service to the profession

Significant salary compression issues and lack of recognition for certain kinds of academic works, including
book-writing.

Spousal hiring practices for non-PhD spouses. Access to the university career center would make a big
difference.

The attitude of individual faculty towards their goals in teaching and research.

The Compression issue. We have a new dean and a new chair, and the job market in my field has become
very competitive and lucrative. Junior faculty who have been hired after me are making between $10,000 to
$30,000 more than me. And they have negotiated lower teaching loads and limited numbers of preps. While
the chair, dean, and my director admit this is a problem, I have be told explicitly 'the only solution' here is for
me to 'go on the job market and get an offer so the dean can match it." This is just crazy, given the amount of
time/effort it takes to be on the job market, not to mention the impact this type of behavior has on your
reputation as scholar (he/she came here trolling for an offer).

the department politics of transitioning from a teaching-intensive to a research I school

The existence of two distinct groups-- senior faculty and the verge of retirement and junior faculty just
beginning their careers--creates a small problem with open communication. As a junior faculty, I will hesitate
to say what I really think, as it is not truly valued as much as might be claimed.

The impact of overbearing senior faculty members on untenured faculty members by verbal assaults and other
resentful behavior.

The relationship between senior faculty and junior faculty at an institution that is heading toward a stronger
research oriented university.

The undergrad students are not particularly competent or motivated, and it's unclear how to handle problem
undergrads.

There is insufficient assistance with grant writing and grant administration processes. The process of getting
grant funding would be helped greatly if there were research specialists who filled out the myriad additional
forms in grant proposals. The process of carrying out funded research would be far easier if the Research
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Office and the Accounting offices were more helpful to the principal investigators (e.g., notify PI about
budget problems, advocate for them with funding agencies, work on the 'same team' rather than at cross
purposes).

Things have changed rapidly at this university in the last few years as we move toward Research 1 status. It is
difficult to meet new, higher standards for scholarship and research without senior faculty, enough faculty,
sufficient travel dollars, etc. Performance at a higher level is expected but not all the resources are in place.

Universities often hire administrators who have been academics. Some are very good, but others need
management training.

visa and green card application for non-US faculty

whether research expectations (and by association tenure) are congruent with resources available at this
institution

Work with graduate students

workload is sufficiently heavy that there is inadequate opportunities for personal/social life. No time for
friends, and as a single person, no time to entertain the possibility of 'dating'
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