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I. Executive Summary 

A. Mission of Task Force 

To study and define the requirements for a faculty culture that will support the strategic goal of transforming 
the University of Minnesota into a top three public research university.  

B. Task Force Deliverables1 

1. Recommendations regarding faculty recruitment, hiring, review, mentoring, promotion, reward, and 
retention, in light of the University’s goal of becoming one of the top three public research 
universities in the world.   

2. Recommendations regarding whether present hiring, tenure, promotion, and post-tenure review 
standards are written, communicated, and implemented across departments and colleges in a way that 
promotes the University’s goal of becoming one of the top three public research universities in the 
world.   

3. Recommendations regarding how we create a faculty culture that provides incentives, appropriate 
recognition, and rewards for intra- and inter-disciplinary collaboration.  

4. Identification of intellectual, information, or physical infrastructure issues that would better promote a 
culture of academic excellence and achievement.  

5. Recommendations regarding how we create a faculty culture that promotes active public engagement.  

6. Recommendations regarding enhancement of a culture of intellectual engagement, ambition, 
achievement, collegiality, improved curriculum integration, and excellence in teaching.  

7. Recommendations regarding enhancing the external perception of the University faculty, including 
international and national awards for faculty.  

8. Recommendations regarding the high number of associate professors who do not achieve full 
professor status.  

C. Faculty Task Force Membership 

Jeffrey P. Kahn, Task Force Co-Chair 
Director and Professor, Center for Bioethics  

Kirt H. Wilson, Task Force Co-Chair 
DGS and Associate Professor, Communication Studies  

Macaran Baird 
Head and Professor, Department of Family Medicine, Medical School  

Adriane Baylis 
Graduate Student, Speech-Language-Hearing Sciences  

Renee Cheng 
Head and Associate Professor, Department of Architecture 

                                                
1 Appendix A provides an index that links our deliverables to our recommendations. 
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Wei-Shou Hu 
Professor, Chemical Engineering / Math Sciences  
Fred Morrison 
Professor, Law  
Anne Pusey 
Professor, Ecology, Evolution & Behavior  
Fritz Schwaller 
Vice Chancellor and Professor, Academic Administration, University of Minnesota, Morris  
Connie Wanberg 
Professor, Industrial Relations Center  
Staff: Karen Zentner Bacig, Office of the Senior Vice President for Academic Affairs and Provost 

D. The Assumptions, Purpose, and Methods of our Task Force 

Our task force was asked to examine the University of Minnesota’s “faculty culture” as it relates to the 
institution’s goal of becoming a top three public research institution. The members of our task force accepted 
this responsibility with the belief that faculty are not “‘human capital’ to be ‘defined, directed, and deployed 
with originality and attention to institutional mission’” (Nelson, 1999) but are the core of the academic 
enterprise of any university. We feel that the best way to enhance the role of faculty at the University of 
Minnesota is to participate in the strategic initiative process, to consider and uphold the institution’s best 
faculty-led traditions, and to consider thoughtfully how faculty might advance the University’s reputation. 
Many characteristics of our current culture support our aspirations. Most certainly the University of 
Minnesota has a strong record of fulfilling its mission, vision, and campus specific charges. At the same time, 
this report contends that aspects of our faculty culture must evolve if we want to enhance our comparative 
position in quantitative measures such as federal funding (see Mulcahy, 2005; Morrison, 2005) but also, and 
perhaps more importantly, in the qualitative judgment of our national and international colleagues. Faculty 
must lead the next phase of development at the University of Minnesota. 
The task force’s methodology included a review of University of Minnesota surveys and extant data, over 50 
focus group meetings and interviews including multiple sessions on each campus, two public town-hall 
meetings, a web survey emailed to all faculty, and 23 meetings of the full task force over the course of seven 
months (for details about our consultation activities and the documents we reviewed see Appendices B, C, 
and D). In addition, the task force investigated the policies and best practices of our peer and aspirational 
institutions, particularly the University of Michigan and the University of California, Berkeley (for details of 
our work-plan and schedule see Appendix D). 
 

E. Summary 

This report identifies four values that must shape faculty culture to reach our goal of becoming a top three 
public research university: excellence, collaboration, academic citizenship, and leadership. These values, 
which exist in some measure throughout the University system, provide the foundation for our 
recommendations.  
The task force makes 36 specific recommendations. These recommendations address recruitment, hiring and 
retention; faculty review, tenure, and promotion; better family friendly benefits; research support; 
collaboration and intellectual exchange; public engagement; and peer recognition. Each recommendation is 
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important, but we wish to highlight the following here: The University must commit substantial new funds to 
support faculty compensation and to provide additional family friendly benefits (Recommendations 1 and 2). 
The University must invest strategically in resources, people, and systems that support faculty scholarship 
(Recommendations 18 and 23). The University should redraft significant portions of the tenure code and alter 
current processes and reward systems so that they coincide with its stated goals and values (Recommendation 
5, 6 and 8). The University must create effective systems that foster inter-disciplinary and collaborative 
research and teaching (Recommendations 14-17). The University must creatively explore new ways to 
enhance the intellectual climate on campus (Recommendations 25 and 26). 
Leadership and active citizenship are the keys to transforming faculty culture at the University of Minnesota. 
Individual faculty, students, support staff, department heads and chairs, deans, and senior administrators must 
take responsibility for the University’s objectives and all have roles in our efforts. Through sustained and 
reflective action, the University can continue to serve the state of Minnesota as it improves its influence on 
the nation and the world. 

F. Themes Outside the Scope of this Report  

Not only is faculty culture an extensive subject but also the eight deliverables and system wide charge of this 
task force expanded our possible inquiry to include almost any faculty issue. Of necessity, the task force 
limited the scope of its analysis, and it limited further its recommendations. Several boundaries are worth 
mentioning. Multiple campus visits and the 2005 Pulse survey report confirm that the perceptions of faculty 
differ on each campus (see Appendix E); nevertheless, time and space do not permit distinct 
recommendations for each campus. We did not visit the University of Minnesota, Rochester, given its very 
early stage of development. Although some departments use the term “junior faculty” to refer to teaching 
assistants, this report will not address directly the concerns of the graduate student population. Furthermore, 
the task force did investigate the unique challenges faced by Academic Professional and Administrative 
professionals doing faculty-like work, but it decided that addressing those experiences through distinct 
recommendations is beyond the scope of its work. We believe that an extensive analysis of the duties and 
experiences of Academic Professional and Administrative professionals is warranted.  

The task force chose to follow a work plan determined largely by the specific deliverables it received. We 
focused on University-wide faculty issues; consequently, we did not address concerns related to two sub-
categories of faculty: clinical faculty as well as so-called community faculty, groups that deserve serious 
attention especially by the collegiate units in which these appointments are employed (see the preliminary 
reports of the Clinical Sciences Enterprise Task Force and the AHC Task Force on Health Professional 
Workforce). We limited our comparative analyses to institutions within the United States. The variations that 
exist among international systems of education, the challenges inherent to the study of such institutions, and 
the already ambitious work plan of this task force prohibited a meaningful study of non-domestic public 
universities. Finally, the members of the task force agree with the authors of the Lighthouse Report (2004) 
that education is an essential “public good” provided by the University; nevertheless, the educational culture 
of our institution is not the explicit focus of our report except where it pertains to the research theme of our 
charge. 

II. Introduction: The Faculty Culture 

Excellent universities have leaders who communicate clear goals, the resources necessary to achieve those 
goals, individual faculty who share and pursue those goals, and institutional practices that make the goals 
possible (Bland, Weber-Main, Lund, Finstad, 2005). Culture is the glue that holds these various elements 
together; it connects leaders to individuals, faculty to the institution, resources to established practices. By 
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culture we mean the conditions or human environment cultivated by faculty that shape and motivate their 
behavior. Culture is constituted by beliefs, values, attitudes, and norms, but, simultaneously, it is embedded 
in a lived history.  

A major research institution like the University of Minnesota is not a single culture but a complex system of 
cultures. This complexity is inherent and represents both a strength and a challenge. The faculty of a major 
research university view themselves and their relationship to the institution in startlingly diverse ways. This 
diversity is represented not only in labels like researcher, educator, and administrator but also in dynamic 
relational patterns that range from the faculty member as an independent contractor and disciplinary 
specialist to the faculty member as a vested citizen and symbol of the institution. Major research universities 
sustain habits and values that seem to conflict, e.g., collaboration and independent scholarship, basic and 
applied research, academic freedom and collective responsibility, community outreach and solitary 
reflection. Although these conflicts must be addressed, they should not be resolved into single expressions of 
common belief or value. Individually and collectively, these and other values constitute the faculty culture of 
a major research university.  
The Faculty Culture Task Force began its work plan by considering the Strategic Positioning Report and its 
supporting documents approved by the University of Minnesota’s Board of Regents. Of particular interest to 
our task force were the recommendations in President Bruinink’s report titled Transforming the University of 
Minnesota (May 6, 2005) and the report of the Strategic Positioning Work Group titled The University of 
Minnesota: Advancing the Public Good – Securing the University’s Leadership Position in the 21st Century 
(February 2005). Taken together these documents establish a collection of interdependent values, beliefs, and 
principles that celebrate both the historic strengths and future transformation of the University. In particular, 
the Faculty Culture Task Force embraced the following formal objectives as the framework for its analysis.  

The Mission of the University of Minnesota is to advance learning and the search for truth; to share 
knowledge through education for a diverse community; to apply knowledge to benefit Minnesota, the 
United States and the world. 

The Vision of the University is to improve the human condition through the advancement of knowledge.  
The Goal of the University is to become one of the top three public research universities in the world.  

The Charge of each University of Minnesota campus is to create and sustain a culture of excellence 
according to its unique mission, while simultaneously contributing to the University’s common mission, 
vision, and goal (Defining the Public Good, 2005).  

Our task force is pleased to report that the University of Minnesota has a strong record of fulfilling its 
mission, vision, and campus specific charges. We are a strong faculty of 511 assistant professors, 640 
associate professors, and 1,226 full professors (2005 data; see Appendix F). Both the Pulse Survey and our 
investigation indicate that many faculty report high employment satisfaction (see Appendices E and G). 
Individuals identify the institution’s strong research focus, extraordinary colleagues, increasingly diverse 
faculty, a collaborative environment, supportive staff, excellent graduate students, and improved 
infrastructure as reasons for pride (see Appendices G and H). This record of accomplishment is not a 
justification for complacency but an incentive for further action. The Board of Regents has approved a bold 
new goal for the University, and it is up to us to determine whether and how this goal will be accomplished. 
Indeed, the future success of this institution will be possible only if and when the University community—
students, faculty, staff, and administrators—as well as state leaders and the people of Minnesota understand 
and support through action each of the institution’s objectives. Not every member of the faculty across every 
campus will contribute in the same way; nevertheless, each must contribute in a manner that advances the 
objectives embodied in our common Mission, Vision, Goal, and Charge. The challenge that faces the 
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University generally and the faculty specifically is how to create cultures of excellence that properly balance 
the University’s aspirations and responsibilities.  
We believe that four values must guide the transformation of faculty culture at the University of Minnesota.  

Excellence – the faculty culture at a top three public research university must define excellence in a manner 
that is recognized not only within the institution but also among the scholars that constitute its peers.

2
 We 

believe that although academic excellence may look different from discipline to discipline, it always involves 
intellectual curiosity, engaged teaching, innovation, visible and influential research of the highest quality, and 
intellectual risks. At the University of Minnesota, we recognize that excellence is simultaneously selective in 
its focus and inclusive of diversity. Furthermore, excellence necessitates regular reviews and strategic 
investments in those programs and practices that advance the institution’s objectives. 

Collaboration—the faculty culture at a top three public research university must draw on the strength of its 
diverse faculty by fostering and encouraging collaborations that make the whole greater than its parts. We 
believe that at the University of Minnesota collaboration requires commitments to collegiality, intellectually 
challenging environments, professional relationships based on mutual respect and friendship, supportive 
administration, and policies that facilitate cross-disciplinary and collaborative efforts. 
Academic Citizenship—the faculty culture at a top three public research university must sustain a citizenship 
that links the individual careers and reputation of faculty to the University’s evolution and reputation. We 
believe that true faculty citizenship values engagement, stewardship, academic freedom, responsibility, 
ownership, and accountability. At the University of Minnesota faculty status comes with many privileges but 
also with significant responsibilities including the need to engage colleagues within and across the university 
system, participation in the institution’s governance, and service to the communities that the University 
serves.  

Leadership—the faculty culture at a top three public research university must have strong and effective 
leadership at all levels. We believe that strong leadership includes clear and consistent explanations of the 
University’s values and objectives, a commitment to pursue the institution’s vision and goals, the consistent 
application of policies that reflect the University’s rhetoric, and the will to make hard choices when 
necessary. At the University of Minnesota, leadership is the responsibility of senior faculty, department 
chairs and heads, deans, senior administrators, the President, and the Board of Regents. 

If we are to meet our common objectives, we must engage one another despite differences in geographic 
location, professional responsibility, and daily experience. The strategic positioning initiative includes a great 
many people beyond just tenured and tenure-track faculty. Our inquiry illustrates that faculty culture is 
created and sustained by many individuals, some of whose roles are not defined through the tenure code. 
Professional and Administrative staff perform some of the faculty roles of research, teaching, and service. 
Many faculty who spend significant amounts of time in administration do not stop teaching or working on 
research and scholarship. Support personnel from individual departments to Sponsored Programs 
Administration (SPA) shape faculty culture in significant ways. This report uses the term “faculty” to mean 
tenure-track, tenured, and P&A personnel who perform research and teaching, but it also recognizes that 
every member of the University, from the students to the regents, contributes to faculty culture. We have 
organized our recommendations under major themes since many of them relate to more than one 
“deliverable.” 

                                                
2 The Metrics and Measurement Task Force has identified 20 peer institutions to be used for comparative analysis. A list of these 

institutions is available on page 4 of their progress report (2006). 


