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oncerns over faculty retention int
ant of institutional resources.

e faculty turnover produces costs to an |

lative for increases In faculty salaries:

nd retaining the best and brightest faculty &
niversities must compete with universi
les must be competitive if we are ¢
1d retain top-notch faculty ar
, IHL Board Preside




over ranges from 2% to 10% per yea

ductivity costs associated with faculty turnc

and minority faculty more likely to leave a In

08).

es more likely to leave their institution than
arts (Rosser, 2004).

age, and salary significantly predict fac
hen & Goodall, 2014).

Ifferences In retention by ger
lations. (Kaminski &




and faculty resignation fro

e, focusing In particular on ¢
g gender, race and broad discipl
les.

t in developing institutional poli
at aim to retain faculty me




oint In thelr career do facu

erns of turnover differ between m

S and across race/ethnic groups?

2r factors are significantly re




agement information system annually collec
salary, tenure status, academic rank, discipline
aphics of all instructional faculty.

Interest
y resignation (not intent to resign)

g

f resignation is right censored if faculty were stil
ersity by the end of the 7-year study period

> first hired

faculty hired from July 1,



= Female = White = Black = Other ©21-30 =31 0

luster Retained Over 7 Years

Variable Mean SD

Monthly Salary $6,256 | $1,741




2s and survival plots to explore
resignation in general, by gender
stitution type, and discipline group:

tepwise regression model to identify

Icantly related to hazard of faculty
ation.

ression aims to estimate the haze
commodate both discrete a
measures of event time




Years After Hire Total Resigned Hazard Rate

Expected Cum Prob

Overall

Time to Turnover  3.23

occur within 4 years of bein
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Gender Std. Error
Male

Female

Std. Error
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Regression Standardized Residual Regression Standardized Residual

Age Group Std. Error Institution Group Std. Error
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e Education discipline category
t model outputs.







egressiot
N T T

Block 1: 224971 7.614
Block 2: 221.992 10.455 015
Block 3: 220.914 11.748 019

Coefficient (b) “ﬂ 95% C.I

Block 1:  Race(2): Black 1.073 2924 .5 999 - 8.565
Race(1): White -.7150 472 544 168 163 -1.371

Block 2:  Race(2): Black 1.199 3317/ 556 .031 1.116-9.860
Race(1): White -.986 373 565 .081 123 -1.129
Institution Group 907 2477 487 .062 954 - 6.433

Block 3:  Race(2): Black 1.031 2804 5/5 .073 908 - 8.660
Race(1): White -.948 388  .562 .092 129 -1.167
Institution Group 681 1.975 535 .204 .692 - 5.638
Monthly Salary .000 1.00 .000 .306 999 - 1.000




s1Ion model.

Ine, black faculty members have &
3.32 times higher than white fac
vhen also factoring in the Ir




ot account for voluntary vs involun
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not available for faculty origin

on variation within discipline clusters
1t for Institution of highest degree e
Ime varying factors such as
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