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Strategies for Retaining Faculty

e Create a retention and mentoring plan (See Appendix A) that outlines clear structure, concrete actions,
and comprehensive resources that the department and/or college will provide, including identification of
a lead mentor and/or mentoring team.

e Foster relationships between new faculty members and chairs outside of formal annual review meetings,
including regular meetings between chairs and faculty regarding progress towards promotion, workload
pathways, and other areas of professional progress.

® As the faculty member transitions into their faculty role, ensure that they are given information and
resources that facilitate successful onboarding, including information about family-friendly policies, dual-
career resources, relevant faculty affinity groups and listservs, as well as resources/benefits available to
caregivers.

o Create and sustain opportunities for faculty to build community, within the department and across the
campus, including ADVANCE Peer Networks, OFA faculty writing and workshop productivity groups,
graduate faculty mentoring circles at The Graduate School, learning communities in the Teaching and
Learning Transformation Center, the Black Faculty and Staff Association, the Latinx Employee Association,
the LGBTQ Equity Center, among others.

e Investin faculty professional development and success, including opportunities for department members
to share their work with departmental and field/discipline colleagues and participate in faculty coaching
and development programs (e.g., National Center for Faculty Diversity).

e Address faculty workload by ensuring that faculty members are able to align their time with their
research/scholarly priorities and receive credit for teaching and/or service efforts.

e Actively address climate and inclusivity, for instance, by ensuring different kinds of scholarly work is valued
and rewarded, bringing visibility to the research/scholarship of new and early-career faculty members,
and by engaging the full department in diversity, equity, and inclusion-related professional development
(e.g., Office of Diversity & Inclusion, Center for Leadership and Organizational Change, the ADVANCE
Program, CIRTL, TLTC).

Key Resources

Griffin, K., Bennett, J., & York, T. (2020). Leveraging Promising Practices: Improving the Recruitment, Hiring, and
Retention of Diverse & Inclusive Faculty. Aspire Alliance. https://osf.io/dg4rw/

Linderman, J. J., Settles, I. H., Rivas-Drake, D. & Saville, J. M. (2022, October). 10 strategies for retaining faculty of
color. University of Michigan ADVANCE Program.

Misra, J. (2019). Inclusive Departments: Best Practices. University of Massachusetts Amherst ADVANCE Program.
https://scholarworks.umass.edu/advance-it-tools/11/

University of Maryland. (2021). UMD Faculty Mentoring Guidance. https://faculty.umd.edu/main/leadership-
development/faculty-mentoring

Suggested Citation: Yu, W., Culpepper, D., & Steiner, L. (2023). Strategies and Resources for Faculty
Retention. UMD ADVANCE Program.


https://advance.umd.edu/node/230
https://advance.umd.edu/node/230
https://advance.umd.edu/peer-networks
https://faculty.umd.edu/main/leadership-development/faculty-development-initiatives-programs
https://tltc.umd.edu/instructors/learning-communities
https://bfsaumd.wordpress.com/
https://stamp.umd.edu/mica/student_involvement_areas/latinx_student_involvement/additional_resources/latinx_employee
https://lgbtq.umd.edu/
https://www.facultydiversity.org/institutions/university-of-maryland-college-park
https://www.acenet.edu/Documents/Equity-Minded-Faculty-Workloads.pdf
https://diversity.umd.edu/
https://cloc.umd.edu/
https://advance.umd.edu/
https://advance.umd.edu/
https://gradschool.umd.edu/cirtlatumd
https://tltc.umd.edu/
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Appendix A. Sample Retention and Mentoring Plan

Retention and Mentoring Plan for Dr. Smith, Assistant Professor

Summary. This faculty retention and mentoring plan outlines what department, college, and university
will provide to Dr. Smith to maximize the likelihood that she will thrive, succeed, and stay at the
University and identifies concrete actions department faculty members and leaders will take to a)
support Dr. Smith’s professional growth/development; b) help her understand the tenure and
promotion policies in the department, college, and university, and c) successfully navigate the tenure
and promotion process.

Mentoring. At Dr. Smith’s choice, the official mentor from the department will be Dr. Jones.

As a mentor, Dr. Jones will meet with Dr. Smith at least once a semester to discuss her scholarly
progress and development; and will ensure that her teaching/classroom performance is observed and
critiqued every semester (or at least for two courses per year). Dr. Jones may, if appropriate, direct her
to teaching programs or activities sponsored by the TLTC.

Dr. Jones will also help facilitate the creation of a mentoring team, whose members will provide specific
advice/mentoring in the domains of research/scholarship, teaching, and tenure and promotion. The
mentoring team will be composed of Dr. Right, a faculty member in the College of Science who shares
some research interests with Dr. Jones; Dr. Left, a faculty member in the College of Arts who is a well-
regarded teacher, and Dr. Middle, who was recently tenured/promoted in the College. Generally
speaking, members of the mentoring team will meet with Dr. Smith at least once a year and these
meetings will be initiated by Dr. Smith.

In addition, other department faculty who participate in research/scholarly associations may inform Dr.
Smith of appropriate venues within these associations for her work, or of opportunities to obtain
research grants and awards from these associations. Also, department faculty who attend the same
conferences as Dr. Smith, such as Dr. Green and Dr. Red, will offer to introduce them to colleagues from
other universities who share their interests and might serve as future readers or evaluators/reviewers of
their work. Finally, each year the College has an ADVANCE Professor, who may be able to serve as a kind
outside mentor to Dr. Smith (introduction will be facilitated by Dr. Jones).

Research/scholarly support. The department will provide Dr. Smith with $3,000 annually for work-
related travel for the first three years of her appointment, as well as suitable office space and
equipment to accommodate her research activities. (This money does not roll over.) The university will
provide $25,000 that can be used for additional research travel/conference expenses, for research
assistants, additional equipment, computing services, etc.

The College also hosts several opportunities for new faculty members to share their research at the
college level. The department, in consultation with Dr. Smith, will advocate for Dr. Smith to be featured
in the College TED Talks and the Red Lecture Series.

Summer support. Dr. Smith will also get one month of support for summer 2024 and one month of
support in summer 2025, calculated using the University formula, based on salary.



QERSIT}'

@& ADVANCE PROGRAM

L5 FOR INCLUSIVE EXCELLENCE

IRy LN

Workload. To facilitate her research, the department/University will reduce Dr. Smith’s teaching load to
2-1 (or 1-2) in the first year of her tenure-track appointment and 2-2 in the second year. One of the
courses in AY22-24 can be "bought out" at the rate of 25 percent of her salary if sufficient research
money is acquired. Moreover, although the University has a workload policy of five three-hour course
equivalents per year for regular faculty, this may be reduced for Dr. Smith, as it is for other faculty who
are active in research and involved with student research advising. In addition, Dr. Smith will only be
required to serve on two committees in the first three years of her probationary period, and these
committees will be of her choosing. These releases will be scheduled in consultation with the
Department Chair and Dean.

Community and Resources. Building community is an important goal of the department and the college.
The department strives to build community during regular department meetings and annual social
gatherings, such as the annual faculty retreat.

Dr. Smith is encouraged to participate in Office of Faculty Affairs events/workshops/panel discussions
that provide advice regarding tenure, promotion, and career development strategies. She is also
encouraged to connect to other services on campus offering training in time management, effective
communication, teaching, mentoring students, grant-writing and maintaining well-being. Dr. Smith is
invited to join peer network groups offered by the ADVANCE program and other faculty learning
communities on campus (e.g., the TLTC) to gain career development resources, navigation strategies,
and enhance her network with colleagues outside of the department/college.

Work Documents and Onboarding. The College will provide Dr. Smith with a faculty handbook that
synthesizes relevant policies, faculty development resources, and opportunities for new tenure-track
faculty at the departmental, college, and campus levels. Between the time of hire and the start date, the
College will assign an “onboarding advisor” who checks in with Dr. Smith, connects her to relevant
faculty affinity groups/listservs, and provides her with information about work family, caregiver policies
and dual-career resources. Depending on the timing of her arrival to the area, her schedule, and that of
her mentor, Dr. Jones will arrange to introduce Dr. Smith to people both within the College community
and on campus, including faculty colleagues, administrative staff, and students.Dr. Smith is encouraged
to attend the campus orientation/onboarding, to hear about the resources, including social ones,
available and/or of interest to him.

Ensuring a welcoming climate. The department has recently undertaken several actions pertaining to
the climate. Our DElI committee meets regularly and provides at least 3 department-wide professional
development opportunities per year; recent topics include Equitable and Effective Mentoring in
partnership with the Graduate School and Inclusive Hiring from the ADVANCE Program. The department
also recently revised and updated its DEI strategic plan, which includes goals pertaining to DEl-related
change for undergraduate and graduate students, faculty, and staff.

Dr. Smith is encouraged to share her thoughts and concerns on these issues with the Dean’s Office,
Faculty Advisory Committee chair, ADVANCE professor, and/or the Diversity and Inclusion Program
Coordinator, and to consult on possible solutions—to the extent that she feels comfortable and is able
to do so without feeling pressured or overburdened.
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1. Baker, B., & DiPiro, J. T. (2019). Evaluation of a structured onboarding process and tool
for faculty members in a school of pharmacy. American Journal of pharmaceutical
education, 83(6). Link

2. Bennett, J., Lattuca, L., Redd, K., & York, T. (2020). Strengthening Pathways to Faculty
Careers in STEM: Recommendations for Systemic Change to Support Underrepresented
Groups. Lessons from the APLU INCLUDES Project. Association of Public and Land-grant
Universities. Link

3. Bittner, N. P., & O'connor, M. (2012). Focus on retention: Identifying barriers to nurse
faculty satisfaction. Nursing Education Perspectives, 33(4), 251-254. Link
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retention. Community College Journal of Research & Practice, 28(7), 593-607. Link

7. Dunham-Taylor, J., Lynn, C. W., Moore, P., McDaniel, S., & Walker, J. K. (2008). What
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mentoring. Journal of professional nursing, 24(6), 337-346. Link

8. Fries-Britt, S., & Snider, J. (2015). Mentoring outside the line: The importance of
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https://www.ajpe.org/content/ajpe/83/6/7100.full.pdf
https://files.eric.ed.gov/fulltext/ED617033.pdf
https://pubmed.ncbi.nlm.nih.gov/22916629/
https://link.springer.com/content/pdf/10.1007/s10961-006-7208-y.pdf
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC2569724/pdf/jnma00196-0037.pdf
https://files.eric.ed.gov/fulltext/ED471151.pdf
https://www.sciencedirect.com/science/article/pii/S8755722307002475
https://onlinelibrary.wiley.com/doi/pdf/10.1002/he.20137
https://journals.sagepub.com/doi/pdf/10.1177/016146811711900604
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14. Rahim, M. A, Civelek, I., & Liang, F. H. (2015). A model of department chairs' social
intelligence and faculty members' turnover intention. Intelligence, 53, 65-71. Link

15. Rodgers, C., & Skelton, J. (2014). Professional Development and Mentoring in Support of
Teacher Retention. Journal on School Educational Technology, 9(3), 1-11. Link

16. Rosser, V. J. (2004). Faculty members' intentions to leave: A national study on their
worklife and satisfaction. Research in higher education, 285-309. Link

17. Sorcinelli, M. D. (1994). Effective approaches to new faculty development. Journal of
Counseling & Development, 72(5), 474-479. Link

18. Sorcinelli, M. D., & Yun, J. (2007). From mentor to mentoring networks: Mentoring in
the new academy. Change: The Magazine of Higher Learning, 39(6), 58-61. Link

19. Thompson, C. Q. (2008). Recruitment, retention, and mentoring faculty of color: The
chronicle continues. New directions for higher education, 143, 47-54. Link

20. Wunsch, M. A., & Johnsrud, L. K. (1992). Breaking barriers: Mentoring junior faculty
women for professional development and retention. To improve the academy, 11(1),
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https://www.clutejournals.com/index.php/JDM/article/download/5004/5095
https://www.tandfonline.com/doi/abs/10.1080/19407882.2017.1280055?journalCode=uwhe20
https://onlinelibrary.wiley.com/doi/full/10.1002/tia2.20034
https://link.springer.com/content/pdf/10.1007/s10755-005-3297-z.pdf
https://www.sciencedirect.com/science/article/pii/S0160289615001257
https://files.eric.ed.gov/fulltext/EJ1097716.pdf
https://www.jstor.org/stable/pdf/40197294.pdf
https://psycnet.apa.org/record/1995-15130-001
https://www.researchgate.net/profile/Mary-Sorcinelli/publication/241737533_From_Mentor_to_Mentoring_Networks_Mentoring_in_the_New_Academy/links/54d2b7490cf25017918051ad/From-Mentor-to-Mentoring-Networks-Mentoring-in-the-New-Academy.pdf
https://onlinelibrary.wiley.com/doi/pdf/10.1002/he.312
https://digitalcommons.unl.edu/cgi/viewcontent.cgi?article=1268&context=podimproveacad
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Key Institutional Guides on Retention

e University of Massachusetts Amherst, ADVANCE (2019). Mentoring Plan Template.
https://scholarworks.umass.edu/cgi/viewcontent.cgi?article=1008&context=advance-it-
tools&_gl=1*30rncu*_ga*MTkONzMzNzE20C4xNjczMzY4MDcx* _ga_21RLSOL7EB*MTY3
NzI10DQ40C42LjEuMTY3NzI10DUOOS4wWLJAUMA..& ga=2.69944016.1787009690.1677
258488-1947337168.1673368071

e |owa State University. (2018). Guidelines for Faculty Retention.
https://www.provost.iastate.edu/sites/default/files/wdclientcss/Faculty/Work-
Life/Faculty%20Retention%20Guidelines%20September%202018%20(002).pdf

e University of Delaware. (2020). Best Practices For Faculty Retention And Development.
https://bpb-us-w2.wpmucdn.com/sites.udel.edu/dist/2/11245/files/2021/01/20.06.23-
UD-ADVANCE-Institute-Retention-Manual.pdf

e Cornell University. Good Practices for Retention of Faculty. https://bpb-us-
el.wpmucdn.com/blogs.cornell.edu/dist/8/6767/files/2017/09/Good-practices-for-
retention-of-faculty-23f7bdr.pdf

e University of Arizona (n.d.) Faculty Retention Recommendations.
https://facultyaffairs.arizona.edu/faculty-resources/retention

e University of San Diego. (2012). Faculty Recruitment and Retention Toolkit.
https://www.sandiego.edu/provost/documents/faculty-recruit-toolkit.pdf

e University of Washington, ADVANCE. (2018). Faculty Retention & Work/life.
https://advance.washington.edu/resource-admin/file/KGRb462eBL



