
Minutes* 
 

Faculty Consultative Committee 
Thursday, October 15, 2009 

1:00 – 3:00 
238A Morrill Hall 

 
 
Present: Marti Hope Gonzales (chair), Nancy Carpenter, Carol Chomsky, Chris Cramer, Shawn 

Curley, Kathryn Hanna, Caroline Hayes, Emily Hoover, Russell Luepker, Jan 
McCulloch, Michael Oakes, Martin Sampson, Kate VandenBosch, Cathrine Wambach, 
Becky Yust 

 
Absent: Melissa Anderson, Janet Fitzakerley, Brian Isetts, Walt Jacobs, Jeff Kahn 
 
Guests: Vice President Carol Carrier, Mel Mitchell (Human Resources); President Robert 

Bruininks 
  
Other: Kathryn Stuckert (Office of the President) 
 
[In these minutes:  (1) succession planning; (2) faculty legislative liaison; (3) involvement of Senate 
committees in searches for central administrators; (4) discussion with President Bruininks; (5) recording 
classes; (6) end-of-year event in the new stadium] 
 
 
1. Succession Planning 
 
 Professor Gonzales convened the meeting at 1:00 and welcomed Vice President Carrier and Mr. 
Mitchell to the meeting to discuss succession planning.   
 
 Dr. Carrier said she could touch upon a couple of topics and would then welcome questions.  In 
terms of the presidential transition, she said she has been through several presidencies and the upcoming 
transition seems to her the most orderly she has seen.  The President is talking with each member of the 
leadership team to be sure he or she is ready, and he is assessing the "bench strength" of the 
administration, the senior officers in place during the transition.  It helps that there is more time during 
this transition, and people should feel comfortable that everyone is talking candidly about the upcoming 
change.   
 
 Professor Hoover asked about the timeline.  The last time this happened, she said, the process did 
not seem orderly.  Who is responsible for choosing the selection committee for the next president?  Vice 
President Brown's office will orchestrate the process, Dr. Carrier said.  There are a lot of options; if she 
should leave, for example, a new president might want to do Human Resources differently, so President 
Bruininks could appoint someone on an interim basis—or if it is clear there will not be major changes in 
an area, he would probably start a search.  Much of this will depend on the plans of the people in place.   
 
 Professor Chomsky said that her concerns are that given the economic circumstances, the 
University could be facing a difficult moment at the time a new president takes office.  That problem can't 
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be solved by the selection process, but the University needs to make the presidency as attractive a position 
as possible.  Because of the number of transitions that could happen, and the number of administrators 
that could leave, there is a degree of anxiety across the University that must also be addressed.  What is 
being thought of in that regard?  Professor Chomsky is stressing the importance of communication, Dr. 
Carrier responded, and she (Dr. Carrier) agreed.  The potential stress will be on working lives; a new 
president could decide to restructure A or B or C.  In operating areas, it is important that the University 
have plans and that people be direct about them, Dr. Carrier said, and they still need to be worked out.  It 
will be incumbent on people to be candid with the President about their plans. 
 
 How will the transition coincide with the biennial budget cycle and how will that affect the 
University, Professor VandenBosch inquired?  That is a good question that she is not the right one to 
answer, Dr. Carrier responded.  Professor Sampson asked whether the succession process was different 
because of the current external pressures on higher education.  There are a lot of things that feel urgent, 
Dr. Carrier said, and the institution may want someone who can hit the ground running; that may be a 
critical issue for the Board of Regents and a search-advisory committee to think about.   
 
 Does the Board typically use an outside consultant and has it decided on the search committee, 
Professor Hanna asked?  The Board runs the search, Dr. Carrier said, and will work through Vice 
President Brown's office to do so.  The Regents have used an outside consultant in the past. 
 
 Professor Yust commented that this is not the first time she has seen a presidential transition but 
said she cannot remember a time when there has been so much public discussion about a change of 
leadership.  This is something all universities are worried about; it is not possible to sustain an emergency 
forever--this may be the "new normal" and that is just the way things are now.   
 
 Professor Yust also asked about other transitions.  With no mandatory retirement, who knows 
who will go?  Some may want to stay, some may not.  Dr. Carrier said that is why the President is 
concerned about the bench strength, to be sure that the University gets done what it must on a day-to-day 
basis, and he also wants to move forward on the task force on financial planning, so he will be focused in 
what he does. 
 
 Dr. Carrier then reported that the administration is piloting a new program on succession 
planning.  She said she appreciates the fact that academic and administrative cultures are very different 
and wished to report the thinking that is taking place on the administrative sides.  The question is how 
best to situate the University so it is not in crisis and has developed people who have bench strength.  
There are some things being done on the administrative side; it might be worth asking if any of them 
would make sense on the academic side as well. 
 

Dr. Carrier introduced Mr. Mitchell, Director of Organizational Effectiveness, who distributed 
copies of a handout with information on succession planning.  Dr. Carrier commented that one question 
addresses obstacles to deliberate succession planning at the University; there are cultural norms that 
require doing things in a certain way, and ways of doing things that may need to change if the process is 
to be more deliberate.  Mr. Mitchell commented that it might be an uphill battle; he said he asked a group 
of high level leaders to list the challenges and the opportunities, and there were more challenges than 
opportunities.  The biggest question is "what kind of succession management is appropriate for the 
University?"  Are there places in the institution where it should even be done? 
 



Faculty Consultative Committee 
Thursday, October 15, 2009 
 
 

3

 Professor VandenBosch noted that one of the slides was headed "Vice President and Chancellor 
Competency Model."  Should this kind of planning also take place at the collegiate level?   It should, she 
said, at the decanal and department-head levels.  It is likely there will be fewer external searches at the 
department-head level, and the thinking behind this kind of planning could aid development of leaders 
from within.  Mr. Mitchell's expertise could be a great resource.   
 
 Dr. Carrier reported that last spring she and Mr. Mitchell interviewed the vice presidents and 
chancellors, many of whom are doing many things to develop people in their units; they have not 
necessarily said a lot about it because they have not been asked to share their activities.  People are 
concerned that the jobs in higher education are getting tougher, so there may be a smaller pool of 
candidates willing to take them on.  That has led them to believe the University needs to be more 
deliberate in developing future leaders.  Mr. Mitchell commented that there has been discussion about the 
president and the vice presidents but not enough about the ripple effects of changes in those offices on the 
people below them.  He said that he thinks of succession management in a systemic way, but the 
University does not have a systemic approach; it has many bits and pieces of such management.  It is part 
of the larger system of Human Resources.  Including ripples in St. Paul, Rochester, and Morris, Professor 
Carpenter asked? 
 
 Professor Hanna asked how the University might take advantage of academic expertise on the 
campus—there is a considerable expertise in both Education and Human Development as well as the 
Carlson School of Management.  Colleagues there could help develop leadership skills.  Dr. Carrier 
concurred and said faculty members might contribute to discussions about design of the programs as well 
as give talks as part of the programs.   
 
 Professor Sampson said there are two ingredients that need to be part of the discussion.  One, can 
the University keep outstanding people it has recruited?  This is an institution that has done magic with 
limited resources; if it loses its outstanding people because other institutions recruit them away or because 
they have impossible jobs, the game is lost.  Two, what incentives and expectations will younger faculty 
have about becoming involved in the university? 
 
 Dr. Carrier said she has asked her Big Ten colleagues what they are doing; they, like the 
University, have approached succession planning on a piecemeal basis and have not tried to tie it together 
in a deliberate way.  The subject, however, is a timely one for this university.   
 
 Dr. Carrier then noted that they have developed a set of competencies and attributes for vice 
presidents and chancellors at the University of Minnesota.  When the institution looks to fill a position at 
this level, it has identified essential skill sets and core competencies.  Mr. Mitchell reviewed the 
competency model, which has four "super factors," eleven competencies and behavioral descriptors for 
each competency. 
 
Strategic Leadership 
--  shapes strategic focus 
--  demonstrates financial acumen 
--  ensures alignment 
 
Results Leadership 
--  ensures execution 
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--  leads change 
 
People Leadership 
--  communicates effectively and listens 
--  influences and inspires 
--  builds relationships and fosters collaboration 
--  builds talent 
 
Personal Leadership 
--  establishes trust 
--  demonstrates emotional acuity. 
 
These competencies should anchor hiring and how leaders are assessed, Dr. Carrier commented, as well 
as guide development activities created to help leaders become stronger.  The University developed these 
itself, rather than purchasing something off the shelf.  When people are being considered for leadership 
positions, these are things the University should want to know, Mr. Mitchell said. 
 
 Mr. Mitchell again emphasized that succession management is part of the larger human-resources 
system.   
 
 They have also developed a 360-degree survey tool, and each vice president is going through the 
process, with respondents from all over the institution.  They then work with a coach on development.  
The process adds integrity when leaders ask those at lower levels to do the same thing.  These reviews can 
be used to identify who might be in the succession queue when the organization is hiring.  Search 
committees can look at these competencies, Dr. Carrier said, and might be concerned if a candidate were 
strong in the first two but weak in the third and fourth.   
 
 Professor Luepker said he understood how these competencies could be useful in the hiring 
process and in enhancing the skills of those in position, but what about when they encounter people who 
do not have the skills.  Are they removed?  They are not, Mr. Mitchell said; this is a developmental 
process, in that it identifies leadership expectations—what is expected and what must be shored up.  
Development comes first; removal from the job is last.   
 
 Professor Hayes asked what "demonstrates emotional acuity" means.  Almost everyone 
interviewed talked about this, Mr. Mitchell said; in a leadership position, one must read people and also 
be aware of their own emotions and reactions.   
 
 How self-aware are these individuals, Professor VandenBosch asked?  If they are not, that speaks 
to the importance of the 360-degree survey—but that is not always available as a tool during a search.  
Mr. Mitchell said that was a good point; he noted that all his prior experience, before coming to the 
University, was in the corporate world, where there is a saying that the higher up one goes, the more 
immune one is to feedback.  That same phenomenon manifests itself in the University as well, to some 
extent:  it is less likely people will be candid with you when you control their job.  So people have blind 
spots.  In addition, he said, the skills that got people to their current position may not sustain them in that 
position, and they may need to jettison some of the skills that got them there.   
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 Professor Carpenter asked how the 360-degree reviews are going.  Dr. Carrier noted that a 
number of the members of this Committee have participated in such reviews of deans.  For the vice 
presidents and chancellors, the group will be kept smaller and select, but they will receive a higher 
response rate.  Are there plans to take this idea beyond the central executives, Professor Carpenter 
inquired?  Mr. Mitchell said the 360-degree review is a development tool and they are working on 
identifying the competencies for assistant and associate vice presidents; they are trying to determine 
whether those positions have a different set of competencies.  Once appropriate competencies are 
identified, they will do 360-degree reviews for those people as well in order to provide developmental 
support. 
 
 How do they know these are the right competencies, Professor Oakes asked?  The people 
providing the information may not be doing a good job.  They interviewed a lot of different people, Mr. 
Mitchell said, and they are also working with PDI, an outside personnel group.  But they are not talking to 
universities that Minnesota aspires to be like, Professor Oakes observed.  They did interview a lot of 
people across the institution, Dr. Carrier said, and have developed a set of competencies for deans.  Who 
should comment on them?  Faculty?  The people to whom they report?  The question is whether data are 
being collected or whether the process is circular, Professor Oakes responded.  Mr. Mitchell reported that 
they have looked at UC Berkeley to see what they use; they can be found at 
http://thecareerplace.berkeley.edu/leader.htm#model 
 
 Are these universal competencies, Professor McCulloch asked?  They are not, Mr. Mitchell said.  
Some are unique to the vice presidents and chancellors, such as assuring alignment.  But there may be a 
set of core competencies.  So the discussion now is about succession planning at the highest levels, 
Professor McCulloch observed.  Dr. Carrier said she was not sure this process made as much sense for 
academic administration.   
 
 Professor Yust observed that the institution likes its leaders to be academics, but they are 
originally hired as assistant professors, who must be focused on their field in order to be promoted and 
obtain tenure.  How do they make the transition from their work being “all about me” to being all about 
us?  That is the trick, Dr. Carrier agreed:  how to develop faculty skills so they can become academic 
leaders.  That is the only portion of the job they do not cover, Mr. Mitchell added:   how they became 
scholars.   
 
 Professor Sampson said it would be useful to look at the public universities from which the 
private research universities have recruited presidents.  What are those public institutions doing right?   
 
 Dr. Carrier thanked the Committee members for their comments and asked that they send her any 
comments.  The process is at its beginning, she said, and they want it to grow in a way that works for the 
University.  Professor Gonzales thanked Dr. Carrier and Mr. Mitchell for their report. 
 
 This discussion, Professor Hayes remarked, raises the question about whether the University is 
growing leaders within the institution.  And how it can get people to serve as department heads/chairs, 
Professor McCulloch added.  The culture has changed, Professor Gonzales observed, so it is not easy to 
recruit leaders.   
 
2. Faculty Legislative Liaison 
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 Committee members discussed candidates for the legislative liaison position.   
 
3. Protocol for Involvement of Senate Committees in Searches for Central Administrators 
 
 Professor Chomsky provided copies of an edited version of the protocol on the involvement of 
Senate committees in searches for central administrators.  She explained that there were very few changes 
of any substance and the changes reflect what the Committee agreed on at its last meeting.   
 
 The Committee agreed that the protocol should retain the same focus:  on Senate committees.  It 
thus does not encompass CAPA and the Civil Service Committee, but they should be notified of the 
changes being proposed.   
  
 The Committee agreed that Professor Gonzales should next forward the draft to the President for 
comment before bringing it to the Senate for action. 
 
4. Discussion with President Bruininks 
 
 Professor Gonzales now welcomed the President to the meeting.  The discussion touched on a 
number of topics: 
 
--  the capital request 
--  financial issues, system tensions, and leveraging strengths 
--  progress-to-degree and graduation issues (e.g., curriculum) 
--  the need for data-driven analyses to improve outcomes and drive down costs 
--  the need to ensure that current efforts in recruitment and retention are sustained 
--  the need to tap the faculty to engage in some of the analyses, especially for any future covenant with 
the state (with an understanding that there is wide variation across colleges so that any analyses at the 
University level will miss much) 
--  the need to evaluate decisions and whether they achieved what was intended 
 
 The President noted a draft letter to a steering committee to continue the work of the financial-
futures task force and to ensure that the decisions to be made in coming months support the University's 
strategic plan, aspirations, and long-term best interests.  The group will meet regularly and charter 
priorities for future action.  Small groups would work up options and bring them back to the steering 
committee and through various governance committees.  Some efforts are already underway, such as 
restructuring the Academic Health Center and the work of the two committees dealing with graduate 
education.  There also needs to be a review of centers that are receiving substantial internal support; it is 
reasonable to check on whether the University is receiving value for money after a number of years of 
internal support. 
 
 Professor Chomsky commented that this approach is a good way to approach the basic financial 
health of a large institution, but has there been thinking about fast action needed to confront what the 
University will soon face?  Can the institution do something drastic without panicking?  Can it look at 
what other institutions are doing?  Will something come out of this process?  Those both inside and 
outside the University need to know.  President Bruininks said the story will be rolled out and part of it 
already has been (e.g., the University has frozen compensation and cancelled capital projects).  Other 
institutions in some cases are doing things he believes are less effective for the University of Minnesota, 



Faculty Consultative Committee 
Thursday, October 15, 2009 
 
 

7

such as imposing furloughs.  The University faces a difficult situation but it is not going to panic.  If 
institutions like Minnesota panic and stop investing, they will be in worse shape in 2015 and beyond.  He 
said he would like this Committee to take the long-term view, consider systemic issues, and have a data-
focused conversation about what the University should look like in the future. 
 
 Professor Gonzales thanked the President for joining the meeting. 
 
5. Recording Classes 
 
 Committee members had, in a series of email messages prior to the meeting, expressed 
considerable alarm after learning that one of the colleges had recorded classes without the knowledge or 
consent of the faculty members involved and made the recording available (to whom was not clear).  It 
was agreed that the Committee needed to have more information about what actually occurred and then 
Professors Gonzales and Oakes should convey it to the appropriate administrative officer.  Committee 
members expressed a variety of views about what had purportedly occurred.   
 
--  It was bad management. 
 
--  This is not a major policy issue for the Committee. 
 
--  The reason the University set up the contact point for copyright issues is because so many questions 
arise in the context of employee-employer relations; this incident can be used as a cautionary moment 
because of the ripples it could cause. 
 
--  People surely are aware of unease about intellectual property in some parts of the University and a 
concern that the administration will "take stuff"; it is surprising that a college would do exactly what the 
faculty feared it would do. 
 
--  There should be a statement from this Committee about what happened and what logic was used to 
justify it. 
 
--  The appropriate governing body in the unit should be asked to inquire and then inform this Committee 
what it found; what is learned could be useful to the rest of the University.   
 
--  How broadly available were the materials to be?  The class?  The college?  The public?  An instructor 
needs to know that before he or she will decide to put a lecture online. 
 
 Professor Gonzales promised to follow up. 
 
6. End-of-the-Year Event in the Stadium 
 
 Professor Gonzales reported that one topic that has bubbled up from various conversations is the 
possible use of the new football stadium for an end-of-the-year celebratory event.  It would NOT be a 
boring three-hour graduation ceremony that included calling out names, but a fun event to attract students, 
their friends, and families, a kind of celebratory bookend to the freshman convocation that marks the start 
of students' time here.  In fact, it's possible that such a celebration fondly remembered would go some 
way toward maintaining connections with alumni, who might be more motivated to contribute financially 
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to the University after they graduate.  Professors Gonzales and Oakes will meet in the coming week with 
Mr. Rinehart (Vice Provost for Student Affairs) and Vickie Courtney of the Senate Office to explore 
some possibilities.   Coaches and faculty chairs of athletic committees are also interested in exploring 
such an academic use for TCF stadium, Professor Gonzales said, and it will be a topic of discussion in a 
meeting with coaches in November. 
 
 Professor Gonzales adjourned the meeting at 3:40. 
 
      -- Gary Engstrand 
 
University of Minnesota 


