
Faculty Exit survey or Interview 
NOTE

This is a concept paper.

Information in this Paper is presented to stimulate a conversation with Faculty and administrators that results in the development of an Exit Interview Protocol that meets the needs of LMU faculty.

Purpose


American colleges and universities have recently realized the value of collecting data, through Exit Interviews to (1) increase faculty retention and (2) improve working conditions (Cornell University, 2000; Dowell, 2000; University of California, Irvine, 2006; University of Colorado at Boulder, 2005; University of Minnesota; University of New Mexico Health Sciences Center; University of Wisconsin, 2000; Penn State University, 2007; The University of Texas, 2007).  There are three reasons why faculty retention should be seen as having broad implications for colleges and universities: (1) turnover is expensive, including both tangible and intangible costs, with estimates of the costs of turnover ranging from 50% - 200% of a faculty’s annual salary, (2) excessive faculty turnover is often cited as a key barrier to creating an inclusive campus climate and achieving inclusive excellence, and (3) turnover reduces the productivity of an entire department, particularly as a result of uncompensated workloads, the stress and tension caused by turnover, and as a result, a decline in faculty morale (Gray, 2007). Exit Interviews provide campus communities with information that can be used to improve faculty retention rates and make colleges and universities a welcoming place for all.
The Exit Interview is a means of determining the reasons why a departing faculty has decided to leave the institution (Gray, 2007, p. 1). Exit interviews help college and universities: (1) gather and collect data in a structured manner, (2) aggregate the results for the institution as a whole, (3) analyze the findings to identify consistent trends, patterns, and themes, and (4) use the results to determine and implement strategies to increase retention and reduce turnover (Dorst, O’Brien and March, 1987).  

The Exit Interview provides faculty with an opportunity to express their reasons for leaving a college or university.  It identifies consistent trends, patterns and themes, as well as what attitudes faculty hold about their positions and the administration (Cornell University, 2000; Mc Dowell, 2000; University of California, Irvine, 2006; University of Colorado at Boulder, 2005; University of Minnesota; University of New Mexico Health Sciences Center; University of Wisconsin, 2000; Penn State University, 2007; The University of Texas, 2007). According to McDowell, the goal of the Exit Interview is to “create a sense of closure for the interviewee, to request and obtain valid feedback about the organization, and to facilitate the transition for both employee and organization” (2000, p.4). The objective for this protocol is to introduce guiding principles and methodology that may be considered during the process of developing an Exit Interview at Loyola Marymount University. 
Guiding Principles 
1. All exiting faculty will be invited to provide feedback about their experiences as a faculty member through the Exit Interview Process. This includes faculty who leave because of: 
· Retirement

· Tenure denial

· Compensation

· Relocation

· Health reasons

· Counseled out

· More attractive position elsewhere

· Other reasons

     2. 
The Exit Interview Survey will be available on-line and on paper. 

      3.   A faculty member will not be invited to participate in the Exit Interview Process 

until they submit a Resignation Letter to their Dean.

    4.
Five days after a faculty submits a Resignation Letter to their Dean, and prior to the 


faculty’s departure, an EIO will contact him/her regarding his/her willingness to participate 


in the on-line or the paper form of the Exit Interview.

   5.    The Executive Vice President and CAO will designate four Post-Tenure Faculty from 

across  the University as Exit Interview Officers (EIO). Diversity  will be considered when 
            selecting an EIO.
        6.  Each EIO will serve a two-year term, and receive an annual stipend.  
        7.
  The EIO will use a standardized script to guide the conversation when contacting exiting 
     faculty regarding their decision to leave the university. For example, the script may 
      include the following language:


“If you have decided to leave LMU, we would like to know why.  We 


are always sorry to lose a colleague. The faculty and administrators 

at LMU would like to see if there are practices, policies, things we do 

or things we do not do that have contributed to your decision to leave 

the university” (University of Colorado at Bounder, 2006).

8.   Data collected through the Exit Interviews are confidential and not included in a 

faculty member’s personnel file, and are used only for improving the working 

environment at LMU.
9.  The data collected will reveal both why a faculty member is leaving and what aspects of 
     the working environment helped/hindered performance.

10. The Vice President for Intercultural Affairs will issue a report on the number of faculty

     participating in the Exit Interview for that academic year. 

11.  Due to the small size of the LMU faculty, Exit Interview data will be analyzed

      every three years.  

12. At the end of every third year, the Vice President for Intercultural Affairs will 
       Assume responsibility for analyzing the data to identify trends,  strengths, and weaknesses 
       in LMU policies, procedures, and other aspects of the work environment. 

12. The Vice President for Intercultural Affairs will issue a report on the results of the

Exit Interview Survey to the University community .  

Methods 
Procedure 

The Faculty Exit Interview Protocol will be developed by drawing upon items and content provided by LMU faculty during Lunch-time Focus Group Meetings and exit interviews that have been used successfully at other colleges and universities. 
Measures 
I.
University and College Practices

· Opportunities to participate in University Governance

· Opportunities to participate in College Governance

· Validity of LMU’s faculty Performance Evaluation

· Clarity of Performance Review Process

· Rewards for Research

· Rewards for Teaching
· Rewards for Service
· LMU’s Commitment to a Faculty’s Field of Study

· Formal Recognition (such as University and College awards)

II.
Departmental Life

· Opportunities to participate in Departmental Governance

· Balanced Overall Workload Assignments in the Department
· Department Climate
· Mentoring for Pre-Tenure Faculty 

· An Academically Strong Department (re: disciplinary peers)

· Adequate Performance Feedback

· Opportunities to Communicate with Department Leadership

· Informal Recognition by Colleagues for Good Work
III.
Individual Considerations

· Course teaching assignments

· Advising assignments

· Internal service assignments

· Professional autonomy (courses, research projects, service)

· Internal money to initiate research activities

· Flexibility to engage in consulting

· Salary increases that relate fairly to performance

· Level of annual salary

· Employee benefits

· Equity (ethnic, gender, age, disability, sexual orientation)
IV.
Support Services and Resources

· Professional development support (such as funds for conferences)

· University services to support instructional development

· University services to support grants and contracts

· Adequate time for research

· Quality of library facilities

· Quality of computing facilities

· Quality of other facilities (parking, offices, classrooms, etc.)
V.
Local Community Life

· Social opportunities in the local community

· Availability of cultural events

· Quality of the local school system

· Recreational opportunities

· Availability of child care

· Health care

· A diverse population

· Appreciation of ethnic and cultural diversity

· Spousal employment opportunities
VI.
Demographic Information
· College
· Rank

· Years at LMU

· Gender

· Ethnicity

· Primary reason for leaving LMU

· Retirement

· Tenure Denial

· Compensation

· Relocation

· Health Reasons

· Counseled Out

· More Attractive Position Elsewhere
· Other
PAGE  
8
Robinson-Armstrong    Exit Interviews  
9/10/2008         


