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Faculty Affairs Briefing 
 

BACKGROUND 
 
Outstanding faculty attract, educate, and inspire outstanding students; fuel innovation and 
entrepreneurship; and enhance the reputation and reach of the institution. As an R1 (Carnegie very 
high research activity) land grant university, OSU offers educational opportunities that are enriched 
by the research and scholarship endeavors of our faculty. The faculty are the intellectual architects 
of the curricula and provide the foundation for our research, creative work, innovation and 
engagement. 
 
As noted in Strategic Plan 4.0 (SP4.0), Oregon State is committed to continue attracting and 
supporting diverse, world-class faculty who are exceptional teachers and scholars. Fostering the 
development of all faculty and staff is fundamental to the university’s culture of belonging. Progress 
on many of the actions highlighted in SP4.0 hinges on the creativity and dedication of our academic 
and professional faculty, including our priority projects to expand pathways to an OSU credential, 
retool the OSU experience for the 21st century learner, and diversify our research portfolio. OSU 
faculty are foundational to our reputation for interdisciplinary research and engagement across the 
areas of environment, health and prosperity. 
  
This briefing provides an update on OSU’s ongoing efforts to build and support an outstanding 
faculty. Based on the commitments articulated in SP4.0, it describes faculty-based initiatives for 
FY2021 aimed at advancing excellence, diversity and inclusivity; building a cohort of innovative 
leaders; and addressing socioeconomic inequities and the immediate needs of rebounding and 
reinvesting post-COVID-19. The briefing concludes with faculty-focused opportunities and threats 
facing the institution. 
 
OFFICE OF FACULTY AFFAIRS 
 
The Office of Faculty Affairs (OFA), led by the Senior Vice Provost (SVP), provides oversight of the 
following functional areas: faculty and leadership development, onboarding, and mentorship 
(including programs like ADVANCE); university-level promotion and tenure; faculty recruitment, 
retention and advancement; academic policies and procedures; and academic labor relations and 
faculty personnel matters. Senior leaders reporting to the SVP include the University Librarian, 
Associate Vice Provost and Senior Director for Employee and Labor Relations, Associate Vice 
Provost for Faculty Development, Senior Advisor for Global Affairs, and Director for University 
Policies and Standards. 
 
OFA develops and provides guidance to the academic colleges and other units regarding the 
recruitment, retention and advancement of tenured/tenure-track faculty, fixed-term academic 
(teaching and research) faculty, and professional faculty. OFA works closely with the Research 
Office (RO), University Human Resources (UHR), the Office of Institutional Diversity (OID), and the 
Office of Equal Opportunity and Access (EOA) on these efforts. Examples of collaboration include 
the university’s talent management initiative, teaching workshops and curriculum design co-
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sponsored with the Center for Teaching and Learning (CTL); best practices for recruitment and 
retention of a more diverse academic and professional faculty in conjunction with the President and 
Provost’s Leadership Council for Equity, Inclusion and Social Justice (PPLC) and OID; and 
executive leadership onboarding with the President’s Office. 
 
ACADEMIC EMPLOYEE AND LABOR RELATIONS  
 
Academic Employee and Labor Relations (AELR) in OFA provides advice, guidance and direction 
to academic faculty, professional faculty, graduate assistants, supervisors, and administrators on a 
wide range of employee relations and labor relations matters. Starting in Fall 2019, OFA placed 
considerable focus on this area recognizing its centrality to the growth and mission of our institution 
and established a dedicated unit, AELR, to provide enhanced service to our academic units.  
 
Academic faculty were legally recognized as a unionized workforce in the summer of 2018. The 
University and the Union began negotiations on March 23, 2019 and bargained toward an inaugural 
contract that was fully executed on June 15, 2020. Through this effort, the parties were able to 
achieve a collective bargaining agreement that strikes a productive balance between providing 
employment assurances for academic faculty and giving the university the flexibility it needs to 
make strategic personnel decisions that build and support an exceptional faculty. The contract 
allows for actions in response to the university’s current financial “unknowns,” including the ability to 
implement a temporary salary reduction program and no guaranteed salary increases in future 
years of the contract. The university made a commitment to return to the bargaining table for a 
wage-only reopener, as the university’s longstanding commitment to offering competitive 
compensation and rewarding outstanding accomplishment remains. It is hoped financial certainty 
will increase in subsequent years. 
 
OFA is in the process of updating a number of guidelines, implementing new processes, and 
holding training sessions in an effort to educate the campus on the new terms and conditions of the 
collective bargaining agreement. The university and the academic faculty union will have time to 
further develop their shared understanding of the contract language over the next four academic 
years as this contract will not expire until June 30, 2024. 
 
OFA continues to focus on the development of the professional faculty workforce, offering support 
to employees and supervisors in day-to-day operations, strategic initiatives, and performance 
management. As the university’s second largest employment group, professional faculty are an 
important part of the institution. OFA is currently working together with the Faculty Senate to identify 
additional ways to further support professional faculty, including a review of the long-standing 
annual contract renewal process.  
 
Graduate Assistants at OSU are also a represented population and OFA led the bargaining efforts 
in reaching a successor agreement on July 7, 2020. This four-year agreement reaffirms the 
university’s commitment to established salary minimums, strong benefits, and providing an 
environment that confirms appropriate boundaries between the employment expectations of the 
Graduate Assistants and their academic pursuits as graduate students. 
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UNIVERSITY LIBRARIES 
 
Oregon State has libraries located in the center of the main campus in Corvallis (Valley Library), on 
the OSU-Cascades campus (OSU-Cascades Library), and at the Hatfield Marine Science Center in 
Newport (Marilyn Potts Guin Library). The Special Collections and Archives Research Center, a 
department within the Valley Library, maintains extensive records, manuscripts and photographs 
pertaining to the history of Oregon State as well as a number of archival and book collections, most 
of which focus on the history of 20th century science and technology. Collections include the well-
known Ava Helen and Linus Pauling Papers, the popular Oregon Hops and Brewing Archives, and 
the Oregon Multicultural and OSU Queer Archives. The University Librarian is responsible for all 
university libraries as well as the OSU Press, which publishes scholarly and general interest books 
in forestry, natural resources management, Oregon history, indigenous studies, Oregon politics, 
and other subjects involving Oregon. Many of the books have been award winners. 
 
The University Library Strategic Plan was updated in 2019 to ensure greater alignment with SP4.0. 
The plan focuses on emphasizing high quality services and expertise, building and strengthening 
relationships, rewarding experimentation and supporting continuous improvement, and practicing 
active and respectful stewardship. 
 
OSU FACULTY PROFILE  
 
Oregon State employs nearly 5,000 academic and professional faculty located throughout the state. 
The academic faculty include faculty of rank who are tenured or tenure-track as well as fixed term 
(non-tenured) teaching and research faculty. Academic faculty in tenured or tenure-track positions 
are defined as professorial faculty and include titles of Professor, Associate Professor, and 
Assistant Professor. 
 
Fixed term academic faculty members with significant responsibility for research are defined as 
Professors (Senior Research). Fixed term academic faculty members with significant responsibility 
for non-traditional education or community outcomes are defined as Professors of Practice. The 
clinical track classification is for faculty who are engaged almost entirely in clinical practice and 
teaching. Professors (Senior Research), Professors of Practice and Professors on the clinical track 
are ranked, non-tenured positions. 
 
Academic faculty in non-tenured, fixed-term positions also include titles of Instructor, Senior 
Instructor, Research Associate, Faculty Research Assistant, Senior Faculty Research Assistant, 
and Lecturer. 
 
Professional faculty include all non-classified employees who are working in an academic, student 
or other administrative support position with professional titles. Examples of professional faculty 
positions include academic advisors, student conduct officers, managers, directors and most other 
administrators. Most professional faculty have one-year contracts that may be renewed annually. 
 
 



Revised - ASC Agenda Item 4a 
  

October 14-16, 2020 Board of Trustees Meetings 
 

Academic Strategies Committee   Page 4 

For FY2020, the number of faculty in these respective groups are:  
• Academic faculty (2,527, ~50%) 

o Tenured/tenure-track faculty (906, ~19%) 
o Fixed-term faculty (1,621, ~34%)  

• Professional faculty (2,391, ~50%) 
 
Over the past five years, the proportion of academic to professional faculty has remained fairly 
constant with an approximately 50/50 split between academic and professional faculty (Figure 11). 
 
Figure 1: Faculty headcount by category, FY2020 
 

 
 

 
1 Data source, Figures 1, 2, 3, 7, 8, Table 1: Institutional Analytics & Research November 2019 snapshot based on 
current Banner status, faculty headcount; professional faculty includes administrators with full-time administrative 
appointments 
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The tenured and tenure-track faculty are distributed throughout 11 academic colleges, as well as 
libraries and other units2 (Figure 2). The distribution within each college by rank varies (Figure 3).  
 
Figure 2: Percentage of tenured and tenure-track faculty by college/unit, FY2020 (N=906)3 
 

 

 
2 Abbreviations for the colleges and other units, include: College of Agricultural Sciences (CAS) College of Earth, Ocean, 
and Atmospheric Sciences (CEOAS), College of Liberal Arts (CLA), College of Business (CoB), College of Engineering (CoE), 
College of Education (CoEd), College of Forestry (CoF), College of Pharmacy (CoP), College of Science (CoS), College of 
Public Health and Human Sciences (CPHHS), College of Veterinary Medicine (CVM), Other (Libraries, Research Centers 
and Institutes)  
3 Figures 2, 7, Table 1: Other (Libraries, Research Centers and Institutes) includes faculty with split appointments who 
have a tenure home in a college, as well as tenured and tenure-track University Librarians  
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Figure 3: Percentage of tenured and tenure- track faculty by rank and college, FY2020 

 
We expect that many academic colleges will experience substantial turnover in tenured/tenure track 
faculty from retirements over the next decade (Figure 4). This presents an opportunity to attract and 
advance a more diverse faculty, as well as a challenge to maintain continuity of research and 
educational programs. With such anticipated turnover and the changing landscape for the 
professoriate in the twenty-first century, developing more intentional and robust recruitment and 
advancement processes is ever more critical. 
 
Figure 4: Age-distribution of tenured and tenure-track faculty by academic college4 

 
4 Data source, Figure 4: Institutional Research November 2017 2019, faculty headcount 
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TRENDS IN DIVERSITY AND ADVANCEMENT 
 
The rates of new hires of tenure-track faculty by gender over the past seven years are shown in 
Figure 5 below. 
 
Figure 5: Tenured and Tenure-track faculty new hires by gender 2013-20195,6 

 
Hiring rates for female faculty have seen an upward trend since 2013 and 2014, peaking in 2016. 
There is continued need to be diligent and intentional in seeking greater gender diversity particularly 
in science, technology, engineering and math (STEM) disciplines which translates into a greater 
gender diversity among academic faculty.  
 
Over the past seven years, there have been modest gains in the percentages of women in the 
academic ranks (Figure 6). Since 2016, the percentage of women on the tenure track has been 
steadily increasing, reaching 42% of the faculty in that group in FY2019.  
 
Figure 6: Percentage female faculty, tenured, tenure-track and fixed term 2013-20197 

 
5 Data source, Figure 5: Human Resources; faculty hired during calendar year  
6 Non-binary gender data was not collected prior to 2018 and is not included in Figure 8 to protect privacy 
7 Data source, Figure 6: IPEDS, November 2018 full-time instructional staff in tenured, on tenure-track, and annual 
contract categories 
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An important national concern is the low numbers of women faculty in STEM disciplines. The 
numbers and percentages of tenured/tenure-track women in the STEM colleges are shown in Table 
1 (yellow shaded) and Figure 7. The distribution of these faculty by rank is shown in Figure 8.  

 
Table 1: Tenured and tenure-track faculty by college/unit, FY2020 1,3,8 

 
College Total Number of Women Percent Women 
Agricultural Sciences* 174 52 30% 
Business 41 14 34% 
Earth, Ocean, and Atmospheric Sciences* 70 18 26% 
Education  14 12 86% 
Engineering* 169 40 24% 
Forestry* 45 9 20% 
Liberal Arts 137 65 48% 
Pharmacy 21 6 29% 
Public Health and Human Sciences 74 38 51% 
Science* 102 37 36% 
Veterinary Medicine 28 15 54% 
Other (Libraries, Research Programs) 31 20 65% 
*STEM Colleges Subtotal 560 156 28% 
TOTAL 906 326 36% 

 
Figure 7: Tenured and Tenure-track faculty  
by college/unit and gender1,9 

  Figure 8: Tenured and Tenure-track  
  faculty by rank and gender1,3,6 

 

 
8 Table 1, Figure 7: Faculty in Pharmacy and Vet Med are not reflected in the STEM data presented. While these are 
often considered to be STEM faculty in practical terms, they are not defined as STEM disciplines by the federal 
government.  
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The racial and ethnic diversity profile for the faculty is shown in Table 2 and Figure 9. While we 
have comparatively few faculty of color, the diversity is highest among the more junior (on tenure-
track) cohort. The percentages of Black/African American and American Indian/Alaska 
Native/Native Hawaiian/Other Pacific Islander faculty remain very low. 
  
Table 2: Percent of tenured, tenure-track, and fixed-term faculty by race/ethnicity11 

 

Race/ethnicity Tenured On Tenure Track Annual Contract 
Native Hawaiian/Other Pacific Islander 0.2% 0.0% 0.4% 
American Indian/Alaska Native 0.3% 0.4% 0.8% 
Black/African American  1.0% 1.1% 1.0% 
Two or more races 1.0% 1.1% 2.3% 
International  1.6% 17.6% 4.1% 
Unknown 4.8% 16.1% 4.7% 
Hispanic/Latino  6.1% 3.3% 5.4% 
Asian 13.4% 8.4% 3.9% 
White 71.7% 52.0% 77.4% 

 
Figure 9: Non-white tenured, tenure-track, fixed-term faculty by race/ethnicity9 

 
 

 
9 Data source, Table 2, Figure 9: IPEDS November 2018 full-time instructional staff; categories as defined by US Dept of 
Education 
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AWARDS AND ENDOWED POSITIONS 
 
Faculty excellence is reflected through both internal and external recognition. OSU faculty have 
been awarded many highly competitive awards (Table 3). Notable are the National Science 
Foundation (NSF) CAREER awards, which provide evidence of the quality of our junior faculty, and 
the Fulbright Awards and American Association for the Advancement of Science (AAAS) Fellow 
membership for more senior faculty. Fulbright Awards recognize international scholarship and 
opportunities to engage with academics and professionals worldwide. The AAAS Fellowship is an 
honor accorded to distinguished persons who are members of the Association. Fellows are elected 
annually by the AAAS Council for "efforts on behalf of the advancement of science or its 
applications [which] are scientifically or socially distinguished." 
 
Table 3: Highly prestigious awards 2010-2020 
 

Award # Awards 
2010-2020 

National Science Foundation CAREER 39 
Fulbright 37 
American Association for the Advancement of Science (AAAS) Fellow 17 
Guggenheim  2 
MacArthur 1 
National Academy of Engineering 2 
Sloan Research Fellow 1 

 
Another form of faculty recognition and financial support comes in the form of endowments from the 
OSU Foundation. Endowed positions honor and support faculty who are nationally known as 
scholars, educators, researchers, and leaders in their fields. Currently over 100 OSU faculty 
members are supported by endowed funds. 
 
RETENTION AND ADVANCEMENT 
 
Tenure-track faculty receive periodic annual reviews, a mid-term review, and a review at the end of 
the probationary period (i.e., the period in which the faculty member must either be granted tenure 
or be given a letter of non-renewal). The primary intent of the mid-term review is to evaluate 
progress toward indefinite tenure so that timely guidance can be extended to the faculty member. 
Under extenuating circumstances, a faculty member can request that the probationary period (or 
“tenure clock”) be extended. For example, a one-year extension is granted for leave taken under 
the Family Medical Leave Act that extends for three months or more. A COVID-19 tenure clock 
extension has also been implemented to address immediate and longer-term disruptions in 
teaching and research.  
 
The multi-layer review process of a faculty member’s promotion and tenure (P&T) case is usually 
done during the final year of the probationary period and is initiated by the unit. Reviews conducted 
prior to the final year of the probationary period are at the discretion of the faculty member and if 

https://www.osufoundation.org/s/359/foundation/index.aspx?sid=359&gid=34&pgid=5096
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supported by the unit leader. Dossiers are assembled by the candidate with assistance from the 
supervisor. The dossier is sent out for external evaluation by six to eight outside leaders in the field. 
These evaluations are incorporated into the dossier. Independent internal reviews are conducted by 
the department/school P&T committee, the department/school head, the college P&T committee 
and the dean. Once these reviews are completed, the dossier is forwarded to the University P&T 
Committee, chaired by the SVP, for review. The University P&T Committee makes a 
recommendation to the Provost and Executive Vice President, who makes the final decision. 
Faculty not approved for promotion or tenure by the Provost may appeal to the President. 
Extenuating circumstances, procedural irregularities that were not considered by the Provost, and 
factual errors in the evaluations are grounds for appeal. Faculty may also grieve the denial of 
promotion or tenure to either the Faculty Senate Grievance Committee or through the grievance 
process in the UAOSU collective bargaining agreement. 
 
Instructor, Courtesy Faculty, and Faculty Research Assistant promotions go through a similar 
process, but the final decision is made by the dean rather than the Provost. 
 
While the number of cases reviewed for promotion and/or indefinite tenure vary per year, the 
average total number of cases reviewed annually over the past five years is 130. Since 2015, 277 
dossiers have been reviewed by the University P&T committee for indefinite tenure. Of these cases, 
9 faculty have been denied indefinite tenure at the university level.  
 
Since 1984, the Office of the Provost has maintained a faculty diversity initiative. Since 2011, a 
spousal (dual career) initiative associated with new academic faculty hires has been in place. Both 
provide supplemental funds for a limited duration to colleges and units to support recruitment and 
diversity. The faculty diversity initiative has assisted in 18 hires over the past 10 years. In 2019, 10 
out of 21 dual career hires supported a female “leading hire,” many positioned in the STEM 
disciplines. Feedback regarding the dual career hiring program suggests that it has made a 
tremendous difference in attracting tenure-line faculty to Corvallis who might otherwise seek 
employment at institutions with greater opportunities for professional employment for faculty 
partners.  
 
Most colleges and academic research units have diversity plans that demonstrate the value of and 
commitment to diversity and inclusivity in their recruitment and hiring decisions. Mentorship and 
advancement are critical component of diversity plans and OFA will continue to support and 
enhance innovative efforts in the academic units. Our membership in the National Center for 
Faculty Diversity and Development (NCFDD) is available to all academic faculty. The OFA offers 
matching support to colleges to enroll junior faculty in NCFDD faculty success programs. OFA is 
partnering with the PPLC and OID to support their strategic plan goal to improve retention, 
advancement and tenure rates of employees from underrepresented communities.  

Progress in diversifying academic faculty has been slow within certain colleges, while others have 
had more success. Since 2014, the number of women among the College of Engineering’s tenured 
or tenure-track faculty has more than doubled. According to the American Society for Engineering 
Education, the College ranks second nationally among land-grant universities for percentage of 
tenured or tenure-track faculty who are women and third among the nation’s public R1 institutions.  

https://facultyaffairs.oregonstate.edu/national-center-faculty-development-and-diversity-membership
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SP4.0 calls for the development of a comprehensive talent management system as one of the 20 
priority actions. OFA, UHR, and OID are collaborating on the creation of OSU’s Talent Management 
Initiative. This initiative provides the framework to efficiently and effectively improve success to 
attract, develop and retain the diverse and talented workforce needed for a comprehensive land 
grant university. In spite of current budgetary constraints, the university is committed to prioritizing 
investments in our faculty and in key vital areas. The talent management system is critical to the 
success of these commitments as well as our commitment to a culture of belonging and personal 
growth.  
 
COVID-19 IMPACTS AND ACCOMMODATIONS 
 
Faculty work has been impacted in a variety of ways including moving classes to remote delivery, 
limited access to labs and research facilities, travel restrictions, and overall disruptions to research 
and outreach programs. These disruptions have been magnified by the increased personal 
demands on faculty outside of the academy.  

Given the extended duration of the COVID-19 pandemic and its impact on academic productivity, 
efforts to address disruptions and increased gendered disparities are prioritized. Those disruptions 
may have particularly significant implications for those faculty working toward tenure and promotion 
within a specified and mandatory time period. In Spring, after consulting with Faculty Senate 
Executive Committee and college leadership, the university approved a one-year COVID-19 
extension of probationary periods for all eligible tenure-track faculty who request that extension. In 
addition, in response to the rapid transition to remote teaching, the inclusion of student teaching 
evaluations (eSET scores) in annual reviews and promotion and tenure dossiers for all courses 
taught during the spring 2020 term is optional. This accommodation has been extended given the 
continued reliance on remote delivery for a major share of fall 2020 term courses.  

OSU will continue to explore other accommodations and adjustments to support faculty including 
enhanced workforce flexibility, guidance and awareness to leadership and review committees 
regarding the differential impacts of the pandemic on faculty and staff, and inclusion of pandemic-
related context statements in annual reviews and dossiers. 

 
SPECIAL INITIATIVES AND PROJECTS FOR FY21 
 
The Office of the Provost is continuing to prioritize the four special initiatives and projects identified 
in FY2020 that address strategic actions that are called out in SP4.0, including the commitment to 
attract and retain a diverse, world-class faculty and to support and mentor mid-level and senior 
academic leadership. In the past year, these initiatives have taken on added relevance due to the 
pandemic, and for a university committed to social justice and enhanced faculty and student 
diversity.  

 

https://fa.oregonstate.edu/talent-management-initiative
https://fa.oregonstate.edu/talent-management-initiative
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1. Create a commission on the 21st century professoriate.  
 
One of the strategic actions for SP4.0 is to continue attracting and supporting a diverse, world-class 
faculty. Lower enrollment numbers, stagnant public funding, increased competition for research 
grants, increased administrative demands associated with federal regulations and a shift in student 
body demographics are nationwide trends pressuring many colleges and their faculty. The 
disruptions of the past months give added dimensions and urgency to these conversations. The 
Commission will be charged by the Provost to characterize core competencies and skills for the 
professoriate that will leverage our strengths and commitment to inclusive excellence, explore the 
suitability of the institutions and processes for recruitment and advancement of a changing 
professoriate with changing expectations and needs, and address the critical role of the 
professoriate in shaping curriculum and partnerships to support the workforce of the future. The 
Commission will be selected from a cross-section of the institution’s faculty and leadership and will 
reflect the R1 public land grant teaching, research and outreach missions. Engagement will be 
ongoing through a series of conversations and reports throughout the year.  

Progress: COVID-19 has delayed these efforts and also added urgency due to the pivotal changes 
that have occurred within the workplace and the positive and negative disruptions experienced by 
our professoriate. The Commission will be identified and charged by the end of fall term 2020. The 
initial work of the Commission will be completed and reported out to the Provost by the end of fall 
term 2021. 
 
2. Review the university’s recruitment strategy and hiring procedures to enhance diversity 

across all disciplines and for women in the STEM fields. 
 
Despite decades of efforts and programs designed to increase racial, ethnic and gender diversity 
among the faculty, like most universities, OSU has made too little progress. African American, 
Hispanic and Native American tenure-track faculty numbers have remained stagnant, and growth of 
women in STEM colleges has been mixed. This second initiative, led by the OFA in collaboration 
with UHR and OID, addresses faculty diversity and explores best practices for ensuring a more 
inclusive talent pool for new hires within signature areas and in STEM disciplines.  
 
In response to the budgetary disruption caused by the ongoing pandemic, the university instituted a 
hiring freeze in April 2020. Exceptions require unit approval (dean or VP), followed by approval from 
the Provost and the Vice President for Finance and Administration. While this has been a 
challenge, it has also offered the opportunity for units to reexamine faculty needs and diversity 
goals. 
 
Progress: The university has increased focus on assessing and strengthening the internal 
infrastructure for recruiting and advancing diverse faculty and launched targeted recruitment efforts. 
The launch of the talent management initiative discussed earlier is a major advance in our 
processes and infrastructure that draws from best practices for seeking a diverse applicant pool and 
strategic proactive recruitment. Key components to enhance the diversity of talent pools include 
upstream recruitment, cluster hires of teams dedicated to further diversify and mentor diverse 
students and faculty, connections with post-doc opportunities, search committee preparation, 
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candidate evaluation alternatives and pre-tenure-track appointments. Our current recruitment 
strategies at the college and unit levels are under review for unintended biases and limitations of 
talent pools. This effort is being undertaken in conjunction with the OID and the recommendations 
put forth by the PPLC. 

In addition, this initiative will assess the outcomes and impact of two long-standing programs in the 
Office of the Provost: the dual career/spousal accommodation program and the tenured faculty 
diversity initiative. Discussions have centered on development of a faculty hiring initiative that 
supports the priorities of SP4.0. Actions and priorities on this initiative will be informed by the 
findings of the Commission on the 21st Century Professoriate as well as the efforts in OID and the 
work of the PPLC. 
 
In 2019, Oregon State participated in the Southern Regional Education Board (SREB) Institute for 
Teaching and Mentoring, a conference that has become the largest annual gathering of minority 
doctoral scholars in the country. The Institute gives the issue of faculty diversity a national focus 
and provides minority scholars with the strategies necessary to survive the rigors of graduate 
school, earn the doctoral degree and succeed as members of the professoriate. The Institute was of 
value for Oregon State as an opportunity to speak to and recruit Black scholars across the STEM 
disciplines. OSU will again have a presence at the Institute in April 2021 and will continue these 
important networking opportunities as part of an overall strategy to recruit, as well as highlight the 
accomplishments of Black OSU PhD students. 

OFA has begun development of a minority post doc program and a faculty excellence initiative. 
Both are priority efforts for AY 2020-21. 

3. Assess and revise, as appropriate, standards and procedures governing faculty 
promotion, tenure, and professional development.  
 

Critical to the retention, promotion and advancement of a more diverse faculty are the institution’s 
processes and procedures around promotion, tenure and professional development. This initiative 
establishes a process to systematically review the advancement guidelines, standards and 
procedures at the college and university levels for alignment with the university’s strategic goals. 
Two primary areas of focus have emerged for FY21: a review of P&T guidelines for unintended 
biases that may inhibit the quest for a more diverse, world-class faculty and enhancement of the 
guidelines to acknowledge and value faculty innovation and entrepreneurship (I&E). OFA has 
charged an innovation and entrepreneurship P&T review committee to undertake an assessment 
and provide recommendations that address changes to the guidelines and incentive structures at 
the college and unit levels, and within the Research Office. A key outcome is to develop best 
practices and a road map to augment the P&T guidelines.  
 
Progress: While progress has been slowed by COVID-related disruptions and the bandwidth of 
faculty and leadership, there are some tangible results. The OFA has charged an innovation and 
entrepreneurship P&T review committee to undertake an assessment and provide 
recommendations that address changes to the guidelines and incentive structures at the college 
and unit levels. In September 2020, OSU hosted an NSF-supported summit, "Innovation and 
Entrepreneurship: A Seismic Shift in Promotion and Tenure" at which a coalition of 65 universities 
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unanimously approved of a set of recommendations. The recommendations highlight the value and 
inclusion of innovation and entrepreneurial achievements as additional components in P&T 
decisions for higher education nationally. Focus now turns to developing best practices and a road 
map to augment P&T guidelines at research universities. 
 
Dr. Kendra Sharp, who serves as Senior Advisor for Global Affairs on a part-time basis, was 
appointed in a part-time role as Associate Vice Provost for Faculty Development. This recent 
addition is providing needed bandwidth to measure differing outcomes regarding recruitment and 
advancement and create stronger mentoring networks and communities of practice. The trainings, 
workshops and mentoring efforts scheduled during FY21 are reflective of these efforts. Through the 
ADVANCE program and the internal collaborations with OID and Faculty Senate, OFA has 
prioritized efforts to understand and address potential biases in promotional practices.  
 
OFA continues to develop, update, and implement policies, procedures and infrastructure with the 
objective of creating the foundation to support and foster a highly productive, diverse, and 
internationally recognized faculty. Building community among all ranks of faculty and staff on all 
campuses and locations, increasing accountability and measurable progress in diversifying OSU’s 
faculty, and retaining highly-valued faculty are benchmarks we are tracking. The creation of AELR 
also gives us the bandwidth to monitor progress and work with leadership to enable these 
improvements. 

 
4. Create the Academic Leadership Academy and advance faculty development efforts. 
 
At the start of FY2019, the Office of the Provost began prioritizing leadership development and 
mentoring efforts for senior and mid-level leaders and sharing information on best practices for 
leadership training and executive onboarding. This took the form of an Academic Leadership 
Academy (ALA) as the university’s signature leadership training and mentorship program designed 
for mid-level leadership. It has the following goals: to create well-organized leadership training and 
development workshops and programs for new academic leaders; to provide continuing education 
for current leaders; and to develop the pipeline of academic leaders. The responsibility for the ALA 
resides with the SVP and has the direct involvement and support of the Provost and senior 
leadership. This effort draws upon the leadership workshops and trainings that have been part of 
the Office of the Provost since 2010.  

 
Progress: The annual Academic Leadership Summit held at the start of each academic year 
provides networking opportunities for leadership at all levels in the university. The Provost Fellows 
program is designed to address critical strategic initiatives at the university level and develop 
leadership skills for tenured faculty. An advisory council will be charged to provide input into the 
structure, content and outcomes of the ALA. OID and RO serve as key partners in developing 
curriculum and workshops for inclusive leadership programs and supporting and championing 
underrepresented faculty as they prepare for leadership at the senior levels of the institution.  
 
The OSU ADVANCE program is part of a national platform for fostering a more diverse leadership 
culture. The SVP provides leadership for the OSU ADVANCE program, which was launched with 
funding from the NSF and has transitioned to the Office of the Provost. The program serves as a 

https://facultyaffairs.oregonstate.edu/sites/facultyaffairs.oregonstate.edu/files/faculty_development_event_calendar_9_22_20.pdf
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catalyst to explore structural inequities at OSU and to break down barriers to the advancement of 
women and people of color. The annual summer seminar, which was canceled due to COVID-19, 
will be refreshed and updated for a 2021 launch. Other seminars and mentoring events will be 
brought under the ADVANCE umbrella as the demands for university-wide discussions of social 
justice, inclusivity and inequities are supported. 
  
OTHER INITIATIVES UNDERWAY 
 
The university is engaged with the National Academies’ Action Collaborative for Preventing Sexual 
Harassment which will resume activities this fall. The purpose of the Action Collaborative is to bring 
together leaders from academic institutions to work toward targeted, collective action on addressing 
and preventing sexual harassment. Leadership for our institution in this collaborative is shared 
among the SVP, Director of EOA, Vice President for Research, and the Dean of the College of 
Earth, Ocean, and Atmospheric Sciences.  
 
OFA continues to integrate, streamline, and track targets and progress for strategic initiatives in the 
Provost Office’s portfolio that relate to university-wide investments and priorities. Focus areas for 
this year include the SP4.0 implementation plan, metrics and assessment and its relationship to 
accreditation core themes and indicators of achievement; and OSU-Cascades and Portland 
synergies for expanding degree, credit and non-credit opportunities. 
 
OPPORTUNITIES AND THREATS 
 
OPPORTUNITY: Use the experiences and outcomes over the past several months to inform and 
shape ways that technology, virtualization and flexible work environments can positively impact how 
OSU operates, recruits and supports junior and diverse faculty and utilizes campus infrastructure. 

Strategies/Actions  
• Build upon the institution’s agility and recent experience with remote teaching technologies 

to support a culture which equitably navigates uncertainty and change 
• Extend the robust, positive collaborations among leadership and faculty experienced during 

the pandemic to address other changes including curriculum innovations, workforce 
flexibility and faculty advancement 

• Use the evidence on disproportionate impacts and racial injustices nationwide to prioritize 
areas for investment that address economic and social barriers  

• Review changes and adjustments to academic practices initiated during the pandemic to 
support faculty productivity and excellence 

 
OPPORTUNITY: Create more transparency around employment opportunities and resources for 
faculty.  

Strategies/Actions  
• Clearly articulate promotion timeframes for all academic faculty 
• Increase accessibility to resources through a dedicated website offering guidance on 

competitive offers, performance management, and salary minimums 
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• Offer university-wide trainings to educate groups on new terms and conditions of the 
collective bargaining agreement for academic faculty 

• Continue efforts to build relationship with our shared governance partners in the Faculty 
Senate 

 
OPPORTUNITY: To provide anywhere, anytime access to information for all users that capitalizes 
on advances in digital technologies to curate, preserve and efficiently share scholarly content.  

 
Strategies/Actions 

• Prioritize adoption of technology-based user-focused services to navigate complex 
information landscapes and reduce competency barriers  

• Optimize investments in offsite storage and digital print collections to increase the 
collaborative learning spaces within the current footprint of Valley and Guin Libraries 

• Build an inclusive organizational culture by recruiting and advancing OSULP faculty and 
staff with technical and cultural competencies and commitments to innovation, diversity and 
equity  

 
THREAT: Erosion in society of understanding and appreciation of the complementary link between 
research and teaching. 

Strategies/Actions  
• Develop compelling and uniquely OSU narratives for how we achieve distinction in teaching 

through integration with research and engagement. 
• Ensure a broad cross-section of students have access to research opportunities as 

complements to their course-based learning. 
 

THREAT: Increasing competition for diverse, world-class faculty. 

Strategies/Actions 
• Create a compelling case(s) for “why OSU” and feature on social media and other media 

outlets 
• Explore options to enhance support for startup funds for STEM faculty 
• In collaboration with the newly appointed Director of Talent Acquisition, develop aggressive 

recruitment and hiring strategies and practices including upstream recruitment (pipeline 
development and networking with Southern Regional Education Board (SREB)/Institute for 
Teaching and Mentoring)  

• Review and expand existing hiring initiatives to support a more comprehensive investment 
in exceptional faculty  

• Explore options to increase support for post docs and visiting international faculty  
• Allow greater flexibility for existing OSU workforce and incorporate positive components of 

the COVID-19 experience with remote working and technology 
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THREAT: Increasing demands on faculty time, magnified by COVID-19, that are external and 
internal to the University’s influence and control. 

Strategies/Actions:  
• Design and implement policies and procedures that explicitly account for the 

unprecedented changes that have occurred in professional and personal time demands in 
the past year 

• In collaboration with the Office of Audit, Risk and Compliance, address the ever-increasing 
compliance burdens faculty now have to manage in addition to conducting the research, 
managing staff and mentoring students 

• Assess needs and develop a plan to enhance faculty wellness. Concerted efforts are 
needed around wellness promotion and programs that ultimately impact the 
success/retention of faculty and the students they serve 

• Invest in communities of practice, faculty success programs and time management 
webinars and workshops for junior and mid-level faculty 


