DEI Subcommittee on Faculty Recruitment, Retention, and Development Meeting
October 7, 2024
 
MEETING ATTENDANCE
 
Participants: Kelly Campbell, Lori Caruthers Collins, Angela Horner, Jane Chin Davidson, Mark Fudge, Conrad Shayo, Robert Kyriakos Smith, and Ted Young

MEETING AGENDA
 
1) Announcements
The meeting began with the icebreaker question, “As a child what did you want to be when you grew up?” 
 
Conrad answered that he knew only that he didn’t want to be a teacher because his father was a teacher.  Later, he was pushed to go to Catholic school and was encouraged to become a Roman Catholic priest.  Thereafter, he wanted to be a manager.  However, the dean of Conrad’s school urged him to teach.  
 
Kelly grew up in a strict household where she was told that she was going to become a corporate lawyer, but what she really wanted to be was an astronaut.
 
For Jane, as a new immigrant to the United States, the way that she communicated was through drawing pictures.  Consequently, she thought that she was going to be an artist.
 
Initially, Ted wanted to do everything his father had done.  Then, as a teenager, he considered being an attorney.
 
Marc wanted to be a baseball player and, in the off season, an architect.
 
Bobby considered a career as a television writer. 
 
Lori wanted to be a teacher. 
 
After the childhood disappointment of learning that she couldn’t be a horse, Angela then set her sights on becoming a veterinarian.  Very briefly, a second career option was joining the border patrol, because they ride horses. 
 
At the conclusion of the icebreaker, Lori referred to the Community Agreements: “Together we know a lot,” “Take space, make space,” “Uphold commitments and participation,” “Talk in headlines,” “Listen to understand,” “Seek perspectives,” and “Create a ‘safe’ environment that fosters mutual respect.”
 
Lori then reminded us of an upcoming DEI event, a lecture on the Temecula Massacre: A Forgotten Battlefield Landscape of the Mexican-American War, which will be held in the Alumni Center on October 17th at 5:30pm.  The link to register is: https://csusb.az1.qualtrics.com/jfe/form/SV_4Tv2Px91Ik6wymG [emclick.imodules.com]
 
2) New Discussion:
In advance of the meeting, committee members were provided access to a Google Sheet of the DEI Board Subcommittee’s Goals and Budget for 24-25 AY.  We are charged with completing the form, including our measurements and targets, before it is due on October 15th. 
 
At the fall retreat, the subcommittee determined that we would tackle Goal 2 Faculty & Staff Success: “Attract and retain outstanding and dedicated staff and faculty by cultivating a safe environment where they thrive professionally and personally; in which their voices are represented; and which fosters impactful collaborative partners.”
 
Specifically, we were interested in goal 2.1 (4) “Create a more efficient and equitable hiring process.  Conduct information sessions for department chairs on ways to support DEI in their colleges”; goal 2.2 (2) “Promote a culture of respect and civility in which everyone’s contributions are valued”; and goal 2.3 (2) “Enhance professional development opportunities for faculty.”
 
*Concerning 2.2 (2), Ted and Kelly said that already in development is a university campaign regarding civility.  Therefore, we agreed that we can take that out as one of our goals. 
 
Also at the retreat we identified as a priority Goal 3 Diversity, Equity & Inclusion: “Advance environment where every member of the university plays an active role in diversity, equity, and inclusion excellence through engagement, empowerment, education, and accountability.”
 
Under Goal 3, what concerned us most was 3.1 (2) “Enhance equity and inclusion in our curricula including pedagogy and assessment”; 3.1 (4) “Establish DEI champions for each division and department”; and 3.2 (1) “Recognize and reward members of the university community who demonstrate a commitment to DEI.”
 
*We agreed to eliminate from our goals 3.2 (4), “Identify opportunities to increase a sense of belonging by creating intentional recognition and appreciation initiatives for university employees,” for this will likely be accomplished via other DEI subcommittees and initiatives. 
 
Concerning these goals, we have started to outline some strategies.  But we need to determine our intended outcomes, how we will measure them, and our needed funding. 
 
Angela proposed that our subcommittee focus on faculty retention and development, since the university’s current budget deficit means that there are only three faculty searches this year and there might not be any next year.  Lori agreed and noted that we will take the recently collected Higher Education Research Institute (HERI) data when it is given to us in October and use that as a springboard for discussion groups with BIPOC faculty to talk about retention before anyone leaves.  Angela thinks that professional development is what significantly helps retention, particularly with junior faculty who are already shortchanged when it comes to compensation.  First- to third-year faculty who might not have access to as many resources as their more senior colleagues really need extra support to ensure that they can attend conferences within their respective fields.  Marc mentioned that we could highlight those who are attending conferences tied to DEI outcomes, which could receive special consideration.  One thing that might be helpful would be if faculty who had applied unsuccessfully for professional development funds elsewhere could be prioritized for this funding.  Kelly mentioned that, currently, some Colleges are able to provide funding while others aren’t in a position to.  Kelly argued that the faculty who apply should be presenters at conferences, not just participating as attendees.  We should also ask them what the topic (abstract) of their presentation is and if they are involving any students. 
 
Additionally, Marc acknowledged the added pressure that pre-tenure faculty feel when their teaching load is scaled up to four courses per semester.  Kelly would like an analysis of how institutions where the course-load is three-three manage their budgets.  Angela explained that the course load at CSUSB is not equal from College to College: some are, in practice, three-three while others are four-four.  Jane mentioned that her department has lost junior faculty because of the teaching intensity of the four-four course load here.  To the question “What would help?,” Angela suggested a course release that was not periodic.  When you know a course release is coming, you can plan your entire academic year around it.  The irregularity of course release is unhelpful.  Ensuring that faculty across the board can have course releases would be an investment in providing faculty with the resources to support their work.  Kelly mentioned that faculty who prioritize research often need to acquire external grants.  This prompted Lori to wonder whether our subcommittee could apply for external grants to obtain money that we could then award internally.  The consensus was that we should address how much the course-load is affecting recruitment and retention.
 
Below is the progress we have made in completing the Google Sheet thus far:
 
2.1 (4): Which specific strategy or strategies does this align with?  Create a more efficient and equitable hiring process.  And conduct information sessions for department chairs on ways to support DEI in their college.
 
2.2 (2): Which specific strategy or strategies does this align with?  Promote a culture of respect and civility in which everyone’s contributions are valued.
 
2.3 (2): Which specific strategy or strategies does this align with?  Enhance professional development opportunities for faculty.  What are the intended outcomes of this undertaking?  Support more conference attendance and other professional development for early, pre-tenure faculty (who should be presenters); support RPT.  How will we measure the effectiveness of this undertaking at the end of the academic year?  Via the collections of an abstract or conference program.  How much funding are we requesting from the DEI Board to carry out this plan?  $5k or five faculty in total or as needed up to $1k.  (Team: Kelly, Angela)
 
3.1 (2): Which specific strategy or strategies does this align with?  Enhance equity and inclusion in our curricula including pedagogy and assessments.  What are the intended outcomes of this undertaking?  Scaffold DEI informed pedagogical practices in assessment such as classroom visits.  How will we measure the effectiveness of this undertaking at the end of the academic year?  Changes to RPT.  (Team: Angela, Marc, Bobby, Ted)
 
3.1 (4): Which specific strategy or strategies does this align with?  Establish DEI champions for each division and department.  (Team: Conrad)
 
3.2 (1): Which specific strategy or strategies does this align with?  Recognize and reward members of the university community who demonstrate a commitment to DEI.  What are the intended outcomes of this undertaking?  This recognition would be in addition to the DEI Presidential Award.  We would also investigate grant funding sources for supporting DEI faculty course releases.  How much funding are we requesting from the DEI Board to carry out this plan?  $5k for consulting/grant writing.  (Team: Marc, Lori)
 
3) Action Items
Before our next meeting, Marc will investigate some external grant sources for supporting DEI faculty, Kelly will draft a Qualtrics survey for our professional development award, and Ted will update the Chair of Chairs meeting about the $1500 DEI Award for Faculty. 
 
Our next meeting is scheduled for October 28, 2024 from 3:15-4:00 pm.  The Zoom meeting link is: https://csusb.zoom.us/j/9095374336
 
 

