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 This research study investigated the perceptions and experiences of the socialization 

processes among early career foreign national tenure-accruing faculty in a Research I University, 

using the grounded research design. The findings revealed that the foreign national faculty 

appeared to shoulder the triad of tenure track responsibilities i.e., teaching, research, and service 

amidst unclear and unspoken expectations. However, coming from different cultural back 

grounds, including collectivist cultures at times foreign national faculty needed more 

personalized attention than is usually offered in the individualistic culture of the U.S. While they 

focused on their accomplishments, some of the faculty members paid little attention to the socio-

cultural requirements of their spouses, and developed relationship concerns. Unspoken and 

vague expectations about research further complicated faculty work and impeded the adjustment 

process. Very little research presently exists in this area. Although this study fills that gap in 

literature, a more concerted and focused socialization process, with clearer departmental 

expectations, and thoughtful institutional support is likely to ensure that multicultural faculty 

experience more productive, and caring office and home environments. 
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CHAPTER 1 
INTRODUCTION 

 Tenure, according to Byrne (2006), is one of the four freedoms that a university possesses 

i.e., “to determine on academic grounds who may teach, what may be taught, how it shall be 

taught, and who may be admitted to study” (p. 181). Balogun & Sloan (2006) define tenure  

as the expectation of continued employment conferred on a faculty member working for a 
certain number of years on probationary status and is generally linked to academic 
freedom and property rights of the faculty member. It is an affirmation of potential and 
future promise of the faculty member to excel based on the evidence of past and current 
contributions to the institution and to the profession (p.135).  

 
A former chair of the American Philosophical Association Committee for the Defense of 

Professional Rights of Philosophers defined a fair tenure/promotion/retention decision as one 

that “reflects the actual accomplishments of an individual in relation to the expectations detailed 

in her [/his] contract, faculty handbook, and any existing interim review in the traditional areas 

of research, teaching, and service” (Higgins & Welsh, 2009, p. 177). 

 Assistant professors endure rigorous scrutiny for a period of six years, although some 

universities do not confer tenure and promotion for up to ten years. During this period their 

teaching, research and service is evaluated. Individuals who have met departmental, professional 

and university expectations achieve tenure and are promoted to the position of associate 

professor. Often, after another period of years of hard work, teaching excellence, and national or 

international recognition, individuals receive promotion to full professor. The struggles that 

many new professors experience during the pre-tenure years pay off once tenure is earned with 

the provision of job security, lifelong income, a guarantee of status, and the liberty to research 

controversial topics. After being tenured, only moral degradation, neglect of duties, or serious 

budgetary concerns can lead to the termination of this secure status (Fearn-Banks, 2004; Link et 

al., 2008; Youn & Price, 2009). In 1875, the President of Harvard University, Charles William 
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Elliot wrote that “permanence of tenure and security of income are essential to give dignity and 

independence to the teacher’s position” (Higgins & Welsh, 2009, p.180).  

 The pursuit of attaining tenure is often, however, fraught with difficulties. The literature 

is replete with reports that the pre-tenure faculty struggles are typified as coming to terms with 

faculty life in academia (Greene et al., 2008; Hamilton, 2005; Hill, 2004; Sorcinelli, 1994).  

Most new assistant professors feel isolated, detached and compelled to find their way in 

challenging situations on their own (Higgins & Welsh, 2009; Bradley, 2007). 

 According to Toews and Yazedjian (2007), “. . . academia is made up of research, 

teaching, and service…life is more difficult than most anticipate because the responsibilities are 

time-consuming, diverse, and conflicting” (p. 113). Despite the fact that Research I universities 

have more or less clear and apparent work expectations, new faculty (Greene et al., 2008) still 

need support to learn about the socialization, cultural norms, and ways of achieving the 

detailed/hidden expectations for efficient use of time and effort (Sternberg, 1997). As they 

transition from students to teachers, new faculty spend much time on teaching due to the 

teaching loads that they are initially assigned (Levine, 2007). To keep up with their teaching and 

research responsibilities they spend more time than the hours they are paid every week (Toews & 

Yazedjian, 2007). Most new faculty struggle to balance their work roles in Research I 

universities (Greene et al., 2008). The constant effort of juggling between responsibilities and 

attempting to do better can lead to fatigue and burnout, especially for education faculty, which 

also have a strong service culture (Gappa et al., 2007). New faculty must quickly adjust as they 

transition from the life of a graduate student to that of professor. They have to negotiate the 

social, emotional, cognitive, and cultural factors that impact their adjustment as they relocate and 
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enter this profession (Behar-Horenstein, 2010) before undertaking assignments in teaching, 

service, and graduate advising (Boice, 2000; Goldsmith et al., 2001; Toth, 1997). 

 Institutional support or the lack of it has been cited as one of the stressors new faculty 

members face during their pre-tenure years (Bradley, 2007; Greene et al., 2008; Lewallen et al., 

2003; McCormick & Barnes, 2008). Academic socialization, a “ritualized process that involves 

the transmission of the organizational culture” (Tierney & Benison, 1996 p. 36) can consist of 

institutional support that may help to ease the new faculty's transition into the academic 

environment. Similarly, mentoring, whereby a senior person in the organization takes upon 

himself/herself to nurture and guide the new faculty through the tenure process, can support new 

faculty (Bland et al., 2005; Santo et al., 2009).  Many researchers have suggested that mentor 

support is an aid to the new faculty that brings increased satisfaction, motivation and confidence 

in discharging the challenges associated with teaching, research and service responsibilities 

(Dreher & Ash, 1990; Greene et al., 2005; Lewallen et al., 2003; Price & Cotten, 2006; Santo et 

al., 2009). Mentoring is not only useful for the new faculty towards managing their duties and 

time better, it can also be a crucial support in circumventing or overcoming the various 

challenges they may face like gender, race, color, and cultural biases (Driggs et al., 2007). 

McCormick and Barnes (2008) suggest that good mentors are empathetic, patient, honest, and 

accessible, while good mentees are ambitious, open minded, humble, and appreciative. 

According to these researchers, the perfect match between such a mentor and mentee results in 

honest, trusting, and supporting relationships that facilitate professional growth and 

development. 

 Diversity is a hallmark of American colleges and universities. To meet the requirements 

of a globally interdependent world there is a consistent effort to encourage a free flow of ideas, 
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knowledge, and people by educational institutions (Mamiseishvili, 2007). Institutions choose 

between two strategies to reduce the cultural gap between teachers and students: (a) bring more 

teachers into the profession who are from culturally diverse communities and (b) try to develop 

the attitudes and multicultural knowledge base of predominantly White cohorts of pre-service 

teachers (Sleeter, 2001). It is no surprise therefore that there is a corresponding increase in the 

presence of foreign national faculty in American universities and other educational institutions. 

Manrique and Manrique (1999) state that international faculty is a “highly visible symbol of the 

changing face of the population in higher education (p. 103). Despite their growing numbers in 

higher education, very few studies have been carried out on their perceptions and experiences 

(Foote et al., 2008; Mamiseishvili, 2007). As a consequence foreign national faculty are not well 

aware of what to expect from the institutions that they join or what expectations these institutions 

may have of them. Additionally the foreign national faculty is largely ignorant of specific 

organizational policies, practices, and procedures employed in U.S. institutions. Any institutional 

support provided to them for bringing that clarity and socialization in service can therefore be of 

value to such faculty. This study plans to fill the gap in literature by concentrating on the 

perceptions and experiences of early career foreign national tenure-accruing faculty, using the 

grounded theory research design. 

Purpose of the Study 

The purpose of the study is to explore the perceptions and experiences of the socialization 

processes among early career foreign national tenure-accruing faculty in a Research I University 

located in the southeastern part of the U.S.  

Research Questions 

 1. How do early career foreign national tenure accruing faculty perceive the socialization 

processes in Res 1 universities: 
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A) What are early career foreign national tenure accruing faculty perceptions of the 

expectation of teaching? 

B) What are early career foreign national tenure accruing faculty perceptions of the 

expectation of research? 

C) What are early career foreign national tenure accruing faculty perceptions of the 

expectation of service? 

D) What are early career foreign national tenure accruing faculty perceptions of 

unspoken expectations? 

Definition of Terms 

Terms used in the study are defined below: 

• BLACK FACULTY. The term is used to represent African American faculty members. 

• EARLY CAREER PROFESSIONAL. Tenure track faculty prior to mid-point review. 

• FOREIGN NATIONAL. People from other nations, for whom U.S. is not where they hold 
citizenship. 

• MENTOR. A senior person in the organization who helps a new faculty in developing 
confidence, skill and specific strategies for success (Hardwick, 2005). 

• MENTEE. A new faculty member who is guided by a mentor. 

• MINORITY FACULTY. The term used when referring to underrepresented groups comprising 
African American, Asian Americans, and Latin Americans. 

• NEW FACULTY. Individuals hired into the academy prior to mid-point review.  

• PRE-TENURE FACULTY/ TENURE TRACK FACULTY. Refers to tenure-accruing assistant 
professors, who are working towards earning a lifetime appointment in the university 
setting (Balogun & Sloan, 2006). 

• PROMOTION. Advancement in academic rank from assistant to associate and from associate 
to full professor based on the context where it is used. 

• SOCIALIZATION. An organizational process that allows individuals to learn about the 
culture, practices, values, attributes, and expectations of the dominant culture. 
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• TENURE/TENURED. Refers to faculty member who have earned a lifetime professorial 
university appointment. 

• WHITE FACULTY. Includes individuals who are not part of Black/African American or other 
minority groups. 

Significance of Study 

 Most new faculty spend long working hours to manage their responsibilities, and while 

struggling through the process, lose work-life balance (Greene et al., 2008). Institutional support 

can assist them in making a successful transition by providing: clear expectations, a carefully 

worked out socialization program, and formal/informal mentorship to guide them through the 

tenure period. Not all institutions do so; it was therefore useful to learn from the early career 

foreign national faculty in this Research I University whether they receive any institutional 

support that they consider helpful towards bringing some equanimity in their work-life roles. 

Since most of the studies conducted on this topic have been quantitative and have used large 

sample sizes, the individual focus on faculty members may serve to illuminate new perspectives. 

Research I or Research Extensive institutions place a greater emphasis on research, while 

expecting effectiveness in teaching and service responsibilities, which can lead to a stressful 

work-life environment for new professors. The findings of this study may become useful in 

describing some of the mechanisms that Research I universities can provide faculty to address 

their work roles and responsibilities while maintaining healthier personal and family lives. The 

study will also inform the new faculty about the advantages of institutional support and may 

emphasize the utility of asking for such support. The suggestions or strategies that emerge from 

this study may guide the human resource management functions of these institutions to develop 

socialization processes that motivate new faculty towards achieving greater work-life balance, 

improved performance at work, and greater involvement at home. 
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Limitations 

 The sample size for this study is rather small since it seeks to explore the perceptions and 

experiences of only six early career foreign national faculty members from different departments 

of a large Southeast Research I University in the U.S. The findings will not be generalizable to 

other higher education institutions in the U.S. Moreover individuals may respond differently 

even to the same questions at different times, and/or may hesitate to divulge important 

information for multiple reasons, which may hinder fact finding. The quality and depth of the 

findings will be dependent on the participants' willingness to share relevant information and the 

researcher's skill as an interviewer. 
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CHAPTER 2 
REVIEW OF LITERATURE 

 This chapter provides a review of literature to give a background on how new faculty 

become enculturated into the profession and the academy. The search for relevant literature 

focused primarily on: a) the struggles that tenure-accruing faculty experience in managing their 

time as they undertake new roles in teaching, research, and service while tackling workload 

expectations, b) race, gender, and family status to see if they have a bearing on faculty workload, 

and time spent, c) factors like unspoken expectations, contradictions, and stressors to examine 

how they can influence new faculty’s progress towards achieving tenure and d) institutional 

support factors to see if they have a role to play in the socialization and adjustment of new 

faculty. An overview of the following topics – tenure expectations and workload, race, gender, 

family status, unspoken expectations, contradictions and stressors, and institutional support and 

strategies for success precede a discussion of the study's theoretical framework. 

Tenure Expectations and Workload 

Becoming Enculturated into the Academy 

 The initial years of assistant professors or a period of their pre-tenure career, is often 

fraught with stress and difficulties. Huge expectations are placed upon them to demonstrate 

quality performance in all domains, i.e., teaching, research, and service (Greene et al., 2008; 

Higgins & Welsh, 2009; McCormick & Barnes, 2008). The personal expectations of heralding 

on an idyllic life style are soon submerged as they come to terms with, at times, the confusing 

and conflicting expectations of the various stakeholders in higher education (Hamilton, 2005; 

Hill, 2004; Sorcinelli, 1994). Some of these early stressors may actually be the very result of the 

idealistic expectation that lures individuals into the prestigious profession of higher education. 

Fearn-Banks (2004) talks about people who leave high profile, high stake positions of the 
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corporate world to settle for a life of ease in academia, only to find that “it is no different from 

the cut-throat, back-stabbing executives making millions of dollars. Only there’s no millions” (p. 

2). 

 Individuals transitioning from student life to assistant professors are all too soon expected 

to figure out their role requirements as professionals, right from the very onset. What they need 

at that time is support from senior colleagues, their departments, and the institutions that they 

serve, not to mention family and friends. Most early professors, however, complain of a lonely 

unbalanced life, devoid of any close linkages inside or outside their institutions (Greene et al., 

2008). Although one would expect this situation to ease after the first year or two of service, 

research indicates that for the majority this stress increases from “33% for first year to 49% in 

year two and 71% in year five” (Greene et al., 2008, p. 40). 

 McCormick and Barnes (2008) call the shock and awe period covering the early days of 

the tenure track faculty as “the imposter syndrome”  and a time of great “emotional upheaval” (p. 

5). For them this changeover is quite stressful bringing conflicting expectations and social 

incarceration including detachment from family, friends, and support groups. Higgins and Welsh 

(2009) suggest that it is the burn out syndrome of the weekly commitment that faculty have to 

put in for the trilogy of research, teaching, and service to secure tenure. The stressors i.e., high 

job demands, low decision making control, and low social support stand out as hallmarks of 

faculty life in higher education (Bradley, 2007). 

Those who successfully achieve tenure see it as an opportunity to rebalance their work 

lives and enhance their teaching and research interests. Research suggests that there are many, 

however, who become cynical and are dissuaded from their departments, because of issues like 

recognition, respect or the other concerns they experienced prior to achieving tenure (Baker-
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Fletcher et al., 2005). Despite the terrible tenure stories and experiences, many support and honor 

the decision they made to become a tenure track faculty, especially in this sluggish, 

unpredictable and insecure job market situation (Zapp, 2007). 

Mid-point Review 

 The mid-point evaluation for newly appointed assistant professors takes place in the third 

year, whereas the decision for tenure and promotion is typically made in the sixth year. In their 

research covering junior and senior faculty experiences, Price and Cotten (2006) found that 

reappointment, though not clearly defined, was a relatively routine process declaring most 

faculty successful except for those receiving “disastrous teaching” (p. 8) records or student 

complaints. One respondent in their study explained it as, “Keep your nose clean. Don’t 

embarrass the department” (p. 8). Most other faculty members believed service to be an 

unimportant criterion for reappointment.  

Workload Expectations 

 Per the Carnegie classification, Research Extensive or Research I university faculty carry 

a 40% teaching, 40% research, and 20% service load (Greene et al., 2008). Based on this load, 

faculty are expected to teach a total of four courses (12 credit hours), produce two publications 

and provide 3 hours per week of service each year. Researchers found congruence in the work 

load and faculty expectations in Research Extensive universities.  

 Green (2008) observed that Research Extensive and Research Intensive universities, with 

doctoral degree programs held scholarship as the primary expectation, teaching as the second 

important consideration and service as tertiary for promotion and tenure decisions. In a study 

comprised of Deans of masters and doctoral degree level programs in social work, importance of 

the three work roles of teaching, scholarship, and service contributing towards tenure and 

promotion decisions was assessed. While ranking on the basis of the work role salience index, 
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44.3% (n = 27) supported scholarship salience, 31.1% (n = 19) reported teaching/scholarship 

salience, 8.2% (n = 5) mentioned teaching, and 16.4% (n = 10) identified work role equivalence. 

 For research universities the deciding factor for promotion and tenure is research. Most 

campuses emphasize rules like “publish or perish” (Li-Ping & Chamberlain, 2003, p. 105). This 

is demonstrated as excellent teachers are rated as ‘locals’ or ‘provincials’ and paid much less 

than the more illustrious ‘nationals’ and ‘internationals’ based on their research productivity (p. 

106). Remler and Pema (2009) found that research, both funded and non-funded, is increasingly 

becoming the criterion for faculty promotions and rewards, even for professional schools, such 

as business schools. Others criticize this trend, claiming that it results in the neglect of teaching 

and a disregard to the quality of students’ education (Price & Cotten, 2006; Youn & Price, 2009).  

How Professors Use Assigned Time 

 In a study of change over twenty years, Milem et al. (2000) talk about institutional 

isomorphism, implying that educational institutions tend to imitate others. This happened as 

other educational institutions emulate Research I institutions by requiring their faculty members 

to pursue higher amounts of scholarly/publication activity (Youn & Price, 2009). Remler and 

Pema (2009) believe that all institutions under the Carnegie classification system are following 

research universities since research drives prestige. They mentioned that a reduction in teaching 

loads has provided more discretionary time to faculty which is now being spent on research. 

They explain that this discretionary time seems to emanate from a reduced time in preparing, 

actual teaching, grading assignments, and meeting students. Discretional time spent on research 

has changed the academic reward structure to favor research over other faculty responsibilities. 

Milem et al. (2000) see this as the initiation of a homogenized or single reward structure that 

higher education is adopting and leading other institutions into also. Although they posit that 

department chairs value teaching, the actual pay, tenure, and promotion decisions are based 
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almost exclusively on research productivity, irrespective of institution types. According to the 

authors, while faculty have become more serious about teaching and research, they are less 

concerned about student advising. They see clear trends whereby the authorities in American 

higher education are consciously changing the way faculty spend time. 

  Studying different institutions, Bellas and Toutkoushian (1999) found the faculty at 

research universities spent the most time on research followed by the doctoral universities and 

other institutions in the Carnegie classification. They feel that the contradiction in higher 

education is that it emphasizes teaching but rewards research. Considering that faculty spend 

more time on research, at the expense of student advising, they believe that the reward structure 

in higher education prohibits student contact and its positive outcomes. 

 Link et al. (2008) found that “differing preferences, family responsibilities, and 

institutional biases may result in different time allocation paths by gender, and these outcomes 

may have implication for the likelihood of academic success” (p. 364). There are not many 

studies that reveal how individuals allocate time between competing activities like teaching, 

research, and service. Even if one may uphold the notion shared by some that in ideal situations 

individuals can integrate the three so that they complement and support each other, it still goes 

on to show that since time is finite or zero sum balance, allocating it for one activity will 

logically take it away from the other. 

 Using a sample of 1365 non-administrative scientists and engineers from 150 Carnegie 

Extensive Doctoral/Research Universities Link et al. (2008) studied how time was spent per 

week in terms of four activities i.e., teaching, research, grant writing, and service. The findings 

revealed that faculty on an average worked 54 hours per week, spending maximum time on 

research 19 hours (36%), then teaching 17 hours (32%), grant writing 4 hours (8%), and service 
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13 hours (24%). Milem et al. (2000) further stated that university faculty in sciences, engineering 

and social sciences devote about fifty percent less time on instructional activities as compared to 

their counterparts in other academic fields. Link et al. (2008) also found that non-tenured faculty 

members spent on average two and a half hours more i.e., a total of 56.01 hours per week as 

compared to tenured faculty, including associate faculty. Additionally, non-tenured faculty spent 

more time on research and grant writing and lesser hours on service compared to tenured faculty.  

Toews and Yazedjian (2007) also suggested that new faculty members spent more time 

than paid weekly hours in order to catch up with their responsibilities of teaching, research and 

service. The majority of the time was spent on teaching and research. Davis et al.’s (2006) study 

was conducted with the aim of providing some benchmark requirements to faculty for promotion 

and tenure. Their findings revealed that on average new faculty (assistant professors) counselor 

education programs spent 55.11% time on teaching, 26.26% on research and 18.23% on service. 

These respondents strongly supported Boyer’s (1990) model of scholarship i.e., “the scholarship 

of discovery (research), the scholarship of integration (practice), the scholarship of application 

(service), and the scholarship of teaching” (Wise et al., 2008, p. e-52). They opted for that in 

place of the traditional model of teaching, scholarship, and service receiving a mean score of 

3.64 out of a 4 point on a Likert scale. They also felt that the “publish or perish” phrase should 

accordingly be applied equally for the other two domains, i.e., “teach well or perish” and “serve 

well or perish” (Davis et al., 2006, p. 153).  

 Walker et al. (2008) and Davis et al. (2006) posit that despite the university mandates of 

balancing the three-fold mission of research, teaching and service, the real focus remains on 

research for promotion and tenure decisions in most educational institutions. Good teaching is 

expected but rarely privileged, so much so that research as the dominant model is even pulling 
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other faculty especially that of liberal arts into two directions of research and teaching 

simultaneously. Baker-Fletcher et al. (2005) use the example of the hourglass to explain the 

juggling between teaching and research. They illustrate that teaching is one side of the hourglass 

and research the other side. When you erect the hourglass the focus soon shifts all the way to the 

other side and vice versa, it is very difficult to balance the two sides concurrently. 

 Milem et al. (2000) mentioned that tenure track faculty relate to the teaching – research 

relationship in different ways. The faculty members differ in the way they view the two as 

complementary, unrelated/independent, or conflicting. It is therefore easy to determine that those 

relating to the first category will feel good about research alongside teaching whereas the rest 

would find the relationship as a strain/struggle during the tenure process. Bellas and 

Toutkoushian (1999) found teaching, service and research to be exclusive activities and those 

spending more time on teaching and service were not devoting as much time on research. Toews 

and Yazedjian (2007) agree that teaching and research are in conflict, but feel that providing time 

to both enables one to be a stronger faculty member. Research can help inform and enhance 

teaching, and the reverse may also be true. Teachers who were well grounded in research were 

confident, more credible, and had a greater chance of promoting critical thinking in classroom 

discussions. 

 Terpstra and Honoree (2009) indicate that based on the type and size of institution, the 

emphasis on teaching and research varies. Some institutions lay importance on teaching, while 

others assign a greater significance to research. They stress that appropriating greater time and 

effort to teaching is a disservice to students. They observed that faculty who allocate equal 

importance to both teaching and research were the most satisfied and hence more motivated to 
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perform. Similarly institutions assigning an equal weight to the two functions were more 

appealing to faculty and well placed in recruiting and retaining good faculty members. 

 Levine (2007) concluded that heavy teaching loads provided less time for research. 

Making matters more difficult for new faculty members was the high number of advisees and the 

task of overseeing dissertations. His study revealed the irony of doing well in advising – those 

who were good advisers got more advisees, further complicating the situation for them as they 

struggled to find a balance between their commitment to teaching and their quest for research 

production. Gappa et al. (2007), referring to the strong service culture in the education faculty, 

pointed out that it makes their task even more daunting, driving them in all different directions. 

According to Santo et al. (2009), “school of education faculty must be ‘super-faculty members’ 

to not perish” and they may in fact be “perishing by publishing” (p. 119). This continuous, non-

stop juggling between activities, while aiming for perfectionism, may eventually lead to work 

fatigue, and reduction in motivation and productivity. In a recent study, 50% of new faculty from 

Research I institutions conveyed that balancing between research, teaching, and service was 

either non-existent or enormously difficult (Greene et al., 2008).  

 Most of the new faculty feel burnout by the time they reach the tenure stage. In a study 

surveying 15,000 faculty members from 89 colleges, it was discovered that job satisfaction for 

faculty is lowest in the 8th year of service, i.e. soon after attaining tenure. The study also revealed 

that faculty satisfaction increased towards the end of their careers (Santo et al., 2009). This is 

surprising considering the enthusiasm of faculty members at the time of appointment and the 

pursuit of tenure, which according to Balogun and Sloan (2006) is the “most cherished reward 

that is well sought-after within the ivory tower” (p. 134).  
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Teaching 

 Price and Cotten (2006) found teaching to be an important factor for appointment, 

although they did not think that one had to be an amazing teacher to secure tenure. Some of the 

respondents in Higgins and Welsh’s (2009) study expressed the importance of teaching by 

saying: “students can kill you but they can’t get you through” and that “[you will] never get 

tenure for being a good teacher, but you won’t get tenure without it” (p. 9). Toews and Yazedjian 

(2007) asserted that despite its unquestioned importance, teaching was an insufficient condition 

for securing tenure. 

 Teaching does not come naturally to everyone, and so the timelines for new faculty vary 

accordingly. Some approach their first day of class as a moment of terror; some revert to 

lecturing after failing to manage interactive sessions; and some incorporate extensive details for 

the fear of running out of material in the course of their lectures (Lang, 2005). Toews and 

Yazedjian (2007) suggest that new faculty may be better advised to start teaching by modeling 

successful teachers from their past studies, and relying on what they used in their classes. To 

manage time and this role activity better, they recommended that new faculty teach certain days 

of the week and leave full days for research. They also caution teachers not to spend too much or 

too little time for class preparation. As a yardstick they advise spending one and a half to three 

hours for one class hour. They felt that overlapping teaching with research work could make the 

new faculty more efficient.  

Research 

 Research productivity typically includes a number of publications in academic refereed 

journals, scholarly chapters and books. In addition conference presentations, grant applications, 

awards, and dollar amounts of grants are also taken into account (Santo et al., 2009). Higgins and 

Welsh (2009) found that there were different scholarly requirements for different fields. In the 
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natural and social sciences the refereed journal is the requirement; for scientific publication, it is 

the journal article; and for humanities it is the book. The authors also mentioned that for the 

library and information sciences (LIS) in the U.S. the favored scholarship include the number of 

yearly research grants, conference papers, or research rewards received.  

 Price and Cotten (2006) reported that junior faculty in research universities expect to 

publish six to twelve, mostly peer-reviewed publications. Self-authorship and author ordering for 

co-authored publications is given significant importance. DuPree et al. (2009) suggested 

checking the “impact factor” (p. 205), to evaluate the quality of scholarship. They explain that 

the impact factor relates to how often and widely a research article is cited elsewhere. Securing 

grants is expected of faculty. However, while grant awards can reduce the total number of 

publications expected, they do not replace this objective.  

 Since scholarly activity is a core requirement, new faculty could start by preparing their 

dissertation for publication. Some scholars recommend publishing the dissertations as a book or 

creating separate articles (Toews, & Yazedjian, 2007). As they mature in the art of writing for 

publication they can consider co-authorship and working with graduate assistants on new 

research projects. Another  preferred activity is preparing conference proposals. This allows the 

new faculty to share their work with peers and seniors, stimulating future research work and 

ideas. The authors also suggest that new faculty build collaborative relationships, combine 

different author expertise to add richness and depth to research production. Like other 

researchers, the authors suggest new faculty negotiate release time, block out dedicated research 

times each day into to-do lists, and break down events like “work on manuscript, [into smaller 

unit is such as] …write literature review; write methods section; run analysis; write results; and 
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so on” (p. 117). This allows building different timelines and reduces the monotony of working 

on one big task (Harvey & Thompson, 2009).  

 Santo et al. (2009) indicated several intrinsic and extrinsic factors that are influential in 

research productivity for faculty (p. 121). 

 The formation of research circles in campuses of higher education can also be helpful as 

they relieve the feelings of isolation and frustration, and help in fostering faculty collegiality and 

research. Bode (1999) argued that new faculty value collegiality even more than mentoring. 

Researchers found evidence that faculty members motivated for promotion and tenure show 

better research performance records than faculty members who struggle to focus in their initial 

period of tenure track appointment (Higgins & Welsh, 2009). Studies indicate that faculty with 

networks restricted to their division or school level are less productive than those having a wider 

network of colleagues pertaining to their field (Santo et al., 2009).  

Some university departments have tried to showcase their regional identity and localized 

appearance by becoming internationalized in their research, teaching, and service. Bogotch and 

Maslin-Ostrowski (2010) narrates the events of one university department that jumped the curve 

from local to international. Katz (2006) criticizes the approach: 

The orientation of the profession from teachers to researchers and from local 
communities to national and international ones has had serious practical 
consequences. Since we have so little loyalty to our particular universities, we are 
less likely to serve them well, either in the classroom or in the performance of other 
necessary functions” (p. 4). “We have become super-professionals, committed to 
our research disciplines and organizations rather than to local teaching institutions” 
(p. 1).  

As a consequence of this situation, he adds, “critics have long alleged that doctoral 

students know more and more about less and less…that is surely true, and not necessarily 

intellectually productive” (p. 5).  
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Service 

 Toews and Yazedjian (2007) contend that service obligations “are a distraction [between 

teaching and research], but would be sorely missed [if not provided]” (p. 114). They opine that 

service is not much of a consideration at the time of tenure decision. Concurring that viewpoint, 

Price and Cotten (2006) also found service to be the least important consideration for tenure 

decisions. However, they cautioned that too little or too much service could be a source of 

trouble for faculty members. One of their study participant reported that service shows a “fit in 

with your colleagues” (p. 10).  

 Toews and Yazedjian (2007) advise faculty to be efficient in time usage with students 

and only meet for appointments or during specified office hours. Although the authors do not 

favor the notion of spending long hours on service or chairing committees before tenure, they 

assert that service activities can develop useful rapport with students, assist in forming collegial 

relationships with other faculty members, and provide important information about the 

institution. They also advise integrating service with teaching and scholarship by serving as 

reviewer, to gain new ideas while helping their professional community. 

 In a three year long study formed to recond recently tenured professors’ perceptions of 

service requirements in major research universities, Neumann and Terosky (2007) found that “, 

faculty service was …broad ranging, eclectic, variable and thereby under defined; 
increasingly prominent …but underappreciated; [creating] tension between content [who 
gains – others, outwardly oriented], and context [type of activities professors perform in 
their service roles – how professors make sense of it] perspectives; seen as new work; 
overload, [and] self replication (pp. 282-283).  
 

To manage time between the triad of teaching, research, and service and to reduce stress levels, 

one respondent pointed out the necessity of setting specific times for each activity and sticking 

religiously to that plan. From the perspective of personal gain, service may appear useful and 

less stressful to new faculty, especially since it comes as part of the package.  



 

32 

Race, Gender, and Family Status 

Race and Gender Differences 

 Literature on minority faculty reveals barriers dealing with employment and retention. 

Apart from taking on the challenges of teaching and research, minority faculty members have to 

shoulder extra service responsibilities by addressing minority concerns and providing other 

student support to those from diverse environments. They also have to confront “marginality, 

otherness, living/navigating between two worlds and silent voices” (Stanley, 2006b, p. 3). Diggs 

et al. (2009) profess that “when differences are not equally valued, individuals and groups are 

marginalized” (p. 314). African American female faculty had to do more teaching, advising and 

committee work than their counterpart male and female White faculty had to produce. Stanley 

(2006a) called, being a woman and being a woman of color, a “Double-Bind Syndrome” (p. 

705), as women of color had to also frequently undergo gender marginalization in institutions.  

 In a study of 14,614 faculty members, Bellas and Toutkoushion (1999) found that men 

worked significantly greater number of hours as compared to women. Women spent 6% less 

time than men [on research] and published one-fifth less over a two year period of analysis. 

Women spent a significantly greater time in teaching than men and hence, needed more time in 

course preparation. Men devoted the time saved on teaching towards research. The authors felt 

that because women were scrutinized more than their male counterparts they were more self-

conscious, less confident of their work, as a result of which their productivity suffered.  

 The study also showed that women and minorities, including Afrian Amerian faculty, had 

to make greater effort to get published. Consequently they comparatively have less research 

output than their White counterparts. Whites and Asians worked the most number of hours as 

compared to other racial categories. Asians and Latinos also spent a larger proportion of their 

time on research compared to other racial categories and recorded the highest research 
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productivity. Black faculty spent less time on teaching as compared to Whites, although along 

with Latinos they spent a greater time on service due to the demands coming from Black 

students, administrators and community groups (Bellas and Toutkoushion, 1999). 

 Diggs et al. (2009) indicated scheduling overloads, disproportionate committee work 

(Baker-Fletcher et al., 2005; Toews & Yazidjians, 2007), denigration of research limited to racial 

and ethnic issues, and a lack of mentoring were the main barriers facing faculty of color. The 

authors discovered that women have fewer research publications in almost all science areas other 

than neurosciences, although they secured larger grants (Santo et al., 2009). Wolfinger et al. 

(2009) found women to have 21% fewer chances of getting tenured or promoted to full 

professor. 

 In a study of 24 tenure track faculty members from the School of Education of a mid-

western university (Santo et al., 2009).found no significant difference in productivity levels was 

discovered on the basis of rank, gender, or age. Productivity decreased as rank increased but this 

was assumed to be due to decreased faculty motivation after tenure. The study suggested a need 

for professional growth initiatives for senior faculty such as courses, workshops, conferences, 

and collaborative research with colleagues from the School of Education as well as outside. 

 Link et al. (2008) discovered that female faculty spent greater total time towards their 

work responsibilities than male faculty i.e., 55.02 hours compared to 53.83 hours each week. 

Women spent more time on teaching, grant writing and service and lesser time on research. 

Despite spending less overall time, men spent three hours a week more on research as compared 

to women. The authors concluded that during the tenure-accruing years, men spent 900 more 

hours per year than women on research. Men decreased their work on grant writing as they 

ascend in rank, unlike women. However, service for both increased with rank. Associate 
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professors devoted more time to teaching than assistant professors, and female full professors 

taught the least while doing maximum service. Although tenured professors spent less time on 

research, they maintained their research proficiency due to more refined research skills. They felt 

that tenure acted as a deterrent for faculty towards research productivity.  

 Lewallen et al. (2003) found that minority/immigrant faculty harbored a feeling of social 

isolation due to language and cultural barriers. They struggle in the face of publishing demands, 

review, tenure, and promotion more than White faculty. In addition, they have to spend greater 

amount of time on lecture preparation, paper grading, grant writing, and writing or reviewing 

manuscripts. 

 The 2005 Chronicle of Higher Education Almanac shows that culturally diverse 

individuals comprise 15% of all permanent faculty (Kuykendall, 2006). This small percentage 

places pressure on them to represent the departmental voice in all cases of diversity and serve as 

advisors for culturally diverse students. Moreover, some also require a greater amount of time on 

classroom preparation due to their language deficiencies. The opposing forces and pressures 

faced by these faculty limit time spent on research related activities. Additionally, they 

experience feelings of isolation with fewer mentoring relationships, causing severe stress and 

marginality (Hollenshead & Thomas, 2001). Despite these harsh conditions they still managed to 

spend as much time on research as White faculty, though spending more hours per week to 

balance their other role requirements. Kuykendall reported that minority and women faculty 

were discriminated five times more than their counterpart White faculty. Faculty of color spent 

less time, was on administrative tasks, supporting the notion that they do not possess leadership 

abilities. “Gender-blind and race-blind policies and practices assume that all individuals interpret 
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institutional life in the same way, ignoring the likelihood that the interpretations of women and 

minorities differ from those of White men” (Perna 2001, p.  563). 

Family Status 

 Married family members find that tenure track responsibilities compete and conflict with 

family obligations (Lang, 2005). They have to juggle the two roles at the expense of one or the 

other. Bellas and Toutkoushian (1999), however, found that married men worked more hours per 

week on research, and published more than unmarried men. They also found that married faculty 

involved themselves less in service. However, those with more dependents actually spent more 

time on service, although working fewer total hours per week.  Married faculty worked fewer 

total hours, taught less, but spent about the same hours allocated to other activities as non-

married faculty. Time allocation of faculty with children was found to be approximately the 

same as faculty who did not have any children (Link et al., 2008).  

Unspoken Expectations, Contradictions and Stressors 

Unspoken Expectations 

 Researchers suggest that expectations should be clearly defined to new faculty at the start 

of the tenure process (Toews & Yazedjian, 2007). However, studies reveal that they are not 

clearly articulated or predefined, forcing junior faculty grope around on the basis of their own 

assessments of institutional expectations. In the study conducted by Price and Cotten (2006) 

most junior faculty mentioned that the only time there was any reference of expectations was 

during their interview stage. They felt collegiality and collaboration was much less in reality than 

as expressed in the interview. Moreover, they found the evidence of significantly more service 

and student advising than mentioned in their interviews. The expectations for research 

productivity were also not clearly defined. 



 

36 

 Despite the clearly laid down expectations for the three domains of teaching, research and 

service in the research universities, there is significant confusion as to what really counts towards 

tenure. Respondents in Greene et al. (2008) study revealed that most institutions did not convey 

upfront what was valued more of the three towards the tenure decision. All of the respondents 

from only one Research I institution reported that research was valued more, while participants 

from the other Research I University indicated varied responses between the teaching and 

research emphasis. 

 Santo et al. (2009) found teacher educator scholars to be following the wrong line by 

focusing on professional practice since it is actually research productivity which is more often 

used as a gauge to determine faculty performance. In addition, they posit that since the education 

faculty spends so much time on teaching, finding sufficient time to generate good research is 

often difficult. Greene et al. (2008), commented that the number of publications in the research 

category merely shows the comparative side of things; however, there also are other important 

factors to be considered like authorship, and quality of journal, etc. While collaboration is 

encouraged, it is independent writing, which is in fact rewarded. Moreover, they felt that not 

being grounded in needed research and publishing skills thwarted most faculty members’ efforts 

toward research productivity. 

 Balogun and Sloan (2006) conducted a comparative study in which they “surveyed Deans 

of National League for Nursing-accredited programs and Deans of allied health programs 

belonging to the Association of Schools of Allied Health Professions” (p.  135). They discovered 

that as many as 75% of Deans, each from allied health and nursing, rated teaching as the main 

consideration in tenure decisions, while a mere 22% and 19% respectively rated research to be 

the main criterion. Only 1% and 4% sided with service to be the most important factor for tenure. 
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Contradictions and Stressors 

 Youn and Price (2009) found that a majority of faculty in research universities did not 

agree with the criteria whereby research and productivity is the primary consideration for tenure 

and promotion. Supporting the same, Boyer (1990) posit is that “almost all colleges pay lip 

service to the trilogy of teaching, research, and service, but when it comes to making judgment 

about professional performance, the three rarely are assigned equal merit” (p. 15). He stresses 

that invariably scholarly activity, i.e., research and publication, is more valued than teaching and 

service. Mignor (2000) echoes the same concerns, stressing that teaching and service in 

professions like nursing compete fairly with research in contributing to the discipline’s 

scholarship.  In reality, however, most faculty members have to give up teaching clinical courses 

in the face of the growing concern for research and publication requirements. 

 Wise et al. (2008) highlight the challenges and miseries of allied health faculty, who, 

while providing training for student health care practitioners, have to meet the other requirements 

of research, scholarship and service. Heavy teaching loads and service expectations make it 

difficult for some to meet their research requirements. Considering this daunting task that allied 

health faculty face, Wise et al. (2008) emphasize the incorporation of the Boyer’s (1990) model 

which defines scholarship across four categories i.e., research, teaching, practice, and service. 

The authors appeal to move away from the single narrow criteria of research for granting tenure 

and promotion and to devote equal emphasis on all the essential work requirements. The authors 

also emphasize Glassick’s (1997) standards for evaluating success, “1) clear goals, 2) adequate 

preparation, 3) appropriate methods, 4) significant results, 5) effective communication, and 6) 

reflective critique” (p. e-53).  

 In an article concerning the promotion requirements for clinical faculty in Research I 

Purdue University School of Nursing, Kirkpatrick et al. (2001) stated that the university as per 
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senate approval, could only have 5% of the entire faculty or 15% of faculty in any one school to 

be clinical faculty. The tenure or promotion requirement for the clinical faculty required them to 

focus predominantly on teaching. The definition of scholarship for clinical faculty based on 

acquisition of new knowledge was hence considered too narrow, and a potential barrier for 

promotion to the clinical track faculty concentrating on teaching. To resolve this quagmire, the 

school incorporated the four part model advocated by Boyer and Rice to the existing three part 

promotion criterion of research, teaching and service (Boyer, 1990; Rice, 1991). The Boyer and 

Rice model comprising scholarship of discovery, practice/application, integration, and teaching 

suited the clinical faculty since while targeting research and service, the model has a clear 

teaching emphasis as well. The same model has also been found useful for evaluation and 

scholarship (Eddy, 2007). 

 Researchers point out the contradiction of expectations in research universities where 

administrators and senior faculty emphasize teaching while rewarding research (Price & Cotten, 

2006; Youn & Price, 2009). Ironically, the opposite is true for teaching universities where 

research is promoted and yet teaching loads prohibit the same. The only uniformity they could 

find at two institutions was that service was not considered a significant requirement at either 

one (Price & Cotten, 2006). 

 According to Santo et al. (2009), “insufficient and unclear feedback on performance can 

lead to confusing tenure expectations, compounded by fear of changing evaluators” (119). Major 

stressors for new faculty are overwhelming workloads and unfamiliar university cultures. An 

apprehension that universities may be increasing requirements for tenure and promotion is also a 

constant source of stress for new faculty (Lewallen et al., 2003). 
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Institutional Support and Strategies for Success 

Institutional Support 

 Organizational support is an important aspect for university faculty, whether tenure-

accruing or tenured (Creamer, 1995; Santo et al., 2009). Identifying factors leading to successful 

research productivity, 19 tenured school of education faculty mentioned “personal qualities, 

graduate programs, organizational support, and participation in associations” (Creamer 1995, p. 

119). 

 In the study conducted by Greene et al. (2008), respondents (n = 96) indicated a varying 

degree of formal and informal support provided by their institutions; some even reported 

receiving virtually no support whatsoever. Fifty percent (n= 48) of the respondents mentioned 

having been assigned a formal mentor, of which only seventeen percent (n = 16) found the 

ensuing relationship to be useful. Most found the mentors to be either too busy, uninterested in 

the mentee’s research focus, or not keen to publish with them. Sixty three percent (n = 60) of the 

respondents reported that the best support they received was from colleagues, while eighteen 

percent (n =17) mentioned receiving “teaching support in the form of workshops, fewer class 

preps, course-release time and peer observation (p. 436).” Ten percent (n =10) of respondents 

conveyed that they did not receive any support or help that was useful.  

 Organizational characteristics providing “sufficient time, intrinsic motivation, formal 

mentorship, culture that values research, and a network of external colleagues are associated with 

greater research productivity” (Santo et al., 2009, p. 120).  However, Santo et al. (2009) reported 

only 15% of the respondents in their study received release time, essential for grant preparation, 

while below 50% received summer research stipends. McCormick and Barnes (2008) specify the 

characteristic of good mentors as empathetic, patient, honest, and accessible and for good 

mentees as ambitious, open minded, humble, and appreciative. According to them the perfect 
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match between such a mentor and mentee result in honest, trusting, and supporting relationships 

that facilitate professional growth and development. 

 Greene et al. (2008) indicated that the most needed support among faculty mentioned was 

for research (39%).  Respondents suggested support such as having a mentor, writing groups, 

travel money, grant funding, and research sharing with peers. “Other suggestions included: 

course-load reductions, an untenured faculty handbook, administrative support, workshops, clear 

expectations, and more communication” (p. 437). Santo et al. (2009) offers similar suggestions 

including by rank order, time i.e., support (release time) while acquiring new research skills, 

graduate assistant support, internal funding opportunities, reduced teaching load, statistical 

assistance, support group for research and writing, and faculty professional development. 

Recommended Support 

 Greene et al. (2008) provided a model of comprehensive support for new faculty (Figure 

2-1). Their model identifies support mechanisms to ease the onset of this difficult balancing act 

for the new faculty/assistant professors, as they embark on their prestigious intellectual journey 

in higher education: 

Other researchers also recommended the following: 

1) Mentor support: Assigned mentors can reduce new faculty’s anxieties and apprehensions. 
Mentoring can manifest increased satisfaction, motivation and confidence in pursuing 
tenure (Dreher & Ash, 1990; Lewallen et al., 2003; Price & Cotten, 2006; Santo et al., 
2009). While formal mentoring relationships are essential, Price and Cotten (2006) also 
emphasize the importance of informal mentoring. For the faculty of color, both formal and 
informal mentoring can lead to greater retention of professors (Diggs et al., 2009). 

2) To foster research culture, faculty should be encouraged to set aside weekly uninterrupted 
research times. The same may be posted on their doors so that no one disturbs them. 
Universities can support faculty scholarship by providing maximum research related 
resources, i.e., links to journals, information on existing research programs, samples of 
research productivity, etc. Encouraging faculty to relate research with the courses they 
teach can lead to publications that may inform their teaching. Departments may create 
writing groups for sharing and provide statistical support. By publicizing institutional 
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support for research, and acknowledging good research, faculty are more likely to be 
motivated and successful in their scholarship (Santo et al., 2009). 

3) Limited responsibilities: Provide a reduced course load and limit service responsibilities, at 
least during the initial years of the tenure track period. To permit new faculty with some 
breathing space, they should be allowed to take stock of the challenges and requirements 
and develop in a less rushed and organized manner (Greene et al. 2008; Santo et al. 2009). 

4) Clear expectations: The most frustrating single factor affecting new faculty transition in 
academia is unclear or changing expectations. By providing a clear statement of 
expectations, followed-up and reviewed periodically, institutions can assist faculty in their 
quest for tenure (Greene et al. 2008; Price & Cotten, 2006; Santo et al. 2009; Youn & 
Price, 2009). 

5) Open communication and collegiality: Department chairs and senior faculty should 
maintain open channels of communication by organizing orientation meetings, personnel 
committee linkages, regular annual or biannual feedback meetings, and progress meetings 
towards tenure (Greene et al., 2008; Price & Cotten, 2006; Santo et al., 2009). 

6) Providing a seminar on college and university faculty: Price and Cotten (2006) suggest that 
graduate students should be well grounded on the role of the assistant professors in the 
final year of their studies. They feel that graduate schools can offer a seminar taught by 
senior professors who should guide graduating students on what to expect as a new faculty 
member and how to handle different roles, situations and individuals while “addressing 
other issues of pedagogy, classroom management, and other related items” (p. 14).  

 At the University of Florida, one professor, Dr. Behar-Horenstein in the College of 

Education started a similar course in Spring 2010 for graduate and doctoral students. The author 

was enrolled in the course. Important aspects like transitioning from student to professor, writing 

a statement of teaching philosophy, preparing a course syllabus, constructing a teaching 

portfolio, developing a research agenda, conducting professor interviews to gain insight in the 

profession, strategies for student engagement, and promoting critical thinking were among the 

course topics. 

Strategies for Success 

McCormick and Barnes (2008) advise that better time management can be introduced, 

and cautioned an over indulgence of teaching in comparison to the rest of the workload. New or 

pre-tenured faculty tend to devote proportionally more time to teaching, to seek immediate 
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gratification, at the expense of research. They suggest that faculty not spend more than two hours 

for every classroom hour taught. Regarding service, the faculty should serve on issues related to 

recruitment, admissions and curriculum in the first year and later expand to department level 

service in an attempt to build a reputation of a “good academic citizen” (p. 15). 

Harvey and Thompson (2009) feel that working more than sixty hours a week is not a 

choice and often necessary for new faculty as they prepare and teach new courses and develop a 

new research agenda. They suggest faculty to consider that good enough is often sufficient. 

Doing one’s best at all times adds to stress and lead others into holding high expectations, 

making it difficult to accomplish on a regular basis. 

Theoretical Framework 

 Considering that this study explores the perceptions and experiences of foreign nationals, 

it is grounded in multiculturalism. Multiculturalism as defined by Nemetz and Christensen 

(1996) is “an environment designed for a combination of several distinct cultures” (p. 438). They 

go on to add the dimension of “assimilation and acculturation” (p. 438) to the definition. In the 

U.S. and Canada most individuals relate to more than one cultural tradition and as such 

multiculturality is increasing at a rapid pace and is becoming more widespread than the mono-

cultural experience (Ivey et al., 2002). 

 An interplay of individualistic and collectivist cultures can help individuals understand 

cultural differences. Spring (2008) explains that for the individualistic cultures the individual is 

the focal point and such societies emphasize individual achievement and self direction. 

Collectivist societies stress “conformity to tradition and group values” (p. 7).  He provides a list 

of the ten most individualistic and ten most collectivist countries. In rank order, the U.S. tops the 

most individualistic nations followed by Australia, Denmark, Germany, Finland, Norway, Italy, 
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Austria, Hungary and South Africa. The top ten collectivist countries are headed by China 

followed by Columbia, Indonesia, Pakistan, Korea, Peru, Ghana, Nepal, Nigeria, and Tanzania.  

 According to Sue and Sue (2004), “biculturalism is best understood in the United States 

as the interaction between a dominant and non-dominant culture” (p. 160). A multicultural 

person, according to Nieto (2004) is one who “emphasizes pluralism”… “confronts [personal] 

racism and biases” and is willing to “see reality from a variety of perspectives” (p. 383-384). 

Hence by that definition a multicultural person who has had his early experiences in a collectivist 

culture can move on and see things differently from the perspective of those originating from 

individualistic cultures and vice versa. Such an individual can adjust and adapt to both cultures 

by smoothly moving from one to the other. Spring (2008) relates this to multicultural minds that 

are capable of frame switching. According to Fitzsimmons (2007), “bicultural frame switching 

refers to subconsciously switching between cultural frames that both reside within the individual. 

Neither frame is foreign or forced; they are both part of the self” (p. 162-163). A recent concept 

known as code switching on the other hand refers to a process of deliberately displaying 

culturally appropriate behavior within single individual episodes and relates somewhat to 

impression management (Molinsky, 2007). 

 Research suggests that language plays an important part in the employment process, and 

is a predictor for depression for those who do not get absorbed in the labor market in the early 

years of resettlement (Beiser & Hou, 2001). Spring (2008) posits that anyone growing up in a 

multicultural state like the U.S. can develop a bicultural or multicultural mind and frequently 

switch between two different cultural frames. While talking about gender he mentions that “for 

many immigrant women, the United States provides an opportunity for self-assertion and a break 

with former servile roles” (p. 186). He suggests that it takes a greater intellectual effort to 
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acculturate than to assimilate. He goes on to provide a five step process each for bicultural as 

well as assimilative development.  The interplay of different cultures and races bring forth racial 

discrimination that exists in educational as well as other institutions of society (Nieto, 2004). Sue 

and Sue (2004) present similar views in their discussion of the different racial/cultural identity 

development models, along with their various steps that exist in the U.S. such as: 1) The Black 

identity development model having pre-encounter, encounter, immersion-emersion, 

internalization, and internalization-commitment stages; 2) The Asian American identity 

development model with the ethnic awareness, White identification, awakening to social political 

consciousness, redirection, and incorporation stages; and 3) Latino/Hispanic American identity 

development with casual, cognitive, consequence, working through, and successful resolution 

stages. They do, however, add the disclaimer that it may be unwise to assume that all Blacks, 

Asians, Hispanics and American Indians are all intrinsically similar and will behave the same 

way. To conclude, they provide a broad conceptual framework for understanding the attitudes 

and behaviors of culturally different individuals in the form of a racial/cultural identity 

development model including five stages i.e., conformity, dissonance, resistance, introspection, 

and integrative awareness.  

 Discussing the topic of cultural competence Sue and Sue (2004) mention that a person 

who is a culturally competent helping professional is:  

1) “actively in the process of becoming aware of his or her own assumptions about 
human behavior, values, biases, preconceived notions, personal limitations, and so 
forth” … , 2) “actively attempts to understand the worldview of his or her culturally 
different client” … “assumptions about human behavior, biases and so on”, and 3) 
“in the process of actively developing and practicing appropriate, relevant, and 
sensitive interventional strategies and skill in working with his or her culturally 
different client” (p. 18). 

 A multidimensional model for developing cultural competence, offered by Sue (2001) 

clarifies this further. In the model she presents three dimensions, 1) group-specific worldview 
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covering race, gender, sexual orientation, physical ability, age in terms of multiracial groups 

such as European American, Native American, Latino American, Asian American, and African 

American; 2) components of cultural competence such as awareness of attitudes/beliefs, 

knowledge, and skills; and 3) foci of cultural competence including the individual, professional, 

organizational, and societal levels. Table 2-1, comprising definitions on multiculturism 

emanating from the theoretical framework/perspective, is provided at the end of the chapter. 

Summary  

 To many, the first several years of the professoriate herald the most stressful period in 

their lives. Some endure the challenges, while some seriously start to contemplate whether they 

need to continue leading this stressful life (Lang, 2005; Fearn-Banks, 2004). Institutional 

support, often seen as a function of human resources, therefore needs to be provided to new 

faculty to ease their transition into the profession. Department chair and senior faculty can assist 

new faculty by creating a helpful atmosphere which promotes positive outcomes for them as well 

as the entire department and organization. After receiving tenure, faculty may go on to become 

senior members of the department or even department Chair. Providing opportunities to settle 

them amicably may help faculty to become confident, motivated and productive, as well as 

creating a more collegial environment for mutual collaboration.
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Table 2-1.  Definitions based on theoretical framework/perspective 
MULTICULTURALISM (SPRING, 2008)  
An interplay of individualistic and collectivist cultures can help individuals understand cultural 
differences. 
 
MULTICULTURAL PERSON (NIETO, 2004)  
A multicultural person emphasizes pluralism…and can adjust and adapt to both cultures 
 
FRAME SWITCHING (FITZSIMMONS, 2007) 
Bicultural frame switching refers to subconsciously switching between cultural frames that both 
reside within the individual 
 
CODE SWITCHING (MOLINSKY, 2007) 
In linguistics, code switching is the concurrent use of more than one language, or language 
variety, in conversation 
 
ACCULTURATION/ASSIMILATION (SPRING, 2008) 
It takes a greater intellectual effort to acculturate than to assimilate. 
 
LANGUAGE AS A PREDICTOR FOR DEPRESSION AND UNEMPLOYMENT (BEISER & HOU, 2001). 
Language plays an important part in the employment process, and is a predictor for depression 
for those who do not get absorbed in the labor market in the early years of resettlement 
 
IMMIGRATION AND GENDER (SPRING, 2008) 
For many immigrant women, the United States provides an opportunity for self-assertion and a 
break from former servile roles 
 
RACIAL DISCRIMINATION (NIETO, 2004) 
The interplay of different cultures and races bring forth racial discrimination that exists in 
educational as well as other institutions of society (Nieto, 2004). 
 
CULTURALLY COMPETENT HELPING PROFESSIONAL (SUE & SUE, 2004) 
Presence of a culturally competent helping professional who is aware, actively attempts to 
understand the worldviews, and develops and practices appropriate, relevant, and sensitive 
interventional strategies for the culturally different client 
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CHAPTER 3 
RESEARCH METHODOLOGY 

 The purpose of this study was to explore the kind of institutional support that is being 

provided to early career foreign national tenure-accruing faculty in a Research I University 

located in the Southeastern part of U.S. A qualitative approach was used to collect and analyze 

data in this study. This chapter provides the rationale for using this approach, describes the 

study's epistemological and theoretical perspectives, researcher subjectivity, and provides an 

overview of the data collection and analysis methods used. 

Epistemology and Theoretical Perspective   

 Constructivism and interpretivism are the epistemological and theoretical frameworks 

employed in carrying out this research.  Constructivism, according to Crotty (1998), focuses 

“exclusively on the meaning-making activity of the individual mind” (p. 58), in terms of how 

individuals interact with objects in the world and make sense of them. This was chosen over 

constructionism which involves the “collective generation [and transmission] of meaning 

(Crotty, 1998, p. 58). Contrasting the two Crotty explains that “constructivism tends to resist the 

critical spirit, while constructionism tends to foster it” (p. 58). It was felt that the collective 

generation of meaning may bring to the fore impulses which may not entirely represent the 

accurate and inner thoughts of the participants of the study. Co-construction is therefore 

deliberately negated in an attempt to gain the essence of and to maintain the unique experiences 

of all participants. 

 The theoretical perspective is the philosophical link that supports and justifies the 

methodology used to conduct the research. The theoretical perspective employed for this study is 

interpretivism, which according to Hatch (2002) “attempts to understand and explain human and 

social reality” (p. 67).  The study explores how individuals relate to their socialization 
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experiences, and make sense of their work role responsibilities. According to O’Leary (2009), 

new faculty members struggle to bring a balance in their work and family lives, however there 

are also many who do so successfully.  

The Setting 

 The university from which the participants were selected is an elected member of the 

Association of American Universities (AAU). The AAU is an organization which consists of 

sixty-three American and Canadian research universities. Participants were selected from a large 

Southeastern Research I University of the U.S. 

Participants and Gaining Access 

 A total of six (three male and three female) early career foreign national tenure-accruing 

faculty members were selected to gain insight into the perceptions and experiences of their newly 

established roles (Table 4-3). There was considerable diversity in the group as none of them 

came from the same country. All the participants had initially come to the U.S. to do their 

Masters and PhD programs. Their ages ranged between 30 to 44 years, time spent in the U.S. 

was 7 to 10 years, and tenure track period varied from 2 months to a year and a half.  They were 

asked to choose their own pseudonyms; some did so while the others left it at the discretion of 

the researcher. Since any one department did not have many early career tenure-accruing 

professors at the time of the data collection of this study, deliberative (purposive/purposeful) 

sampling (Creswell, 2008; Oritz, 2003) was conducted to access the participants.  This type of 

sampling is useful when the researcher's objective is to access sites and participants that are 

“information rich” (Patton, 1990, p. 169). In order to access relevant participants, the researcher 

relied heavily on the support of his adviser and fellow graduate student. The researcher also did a 

thorough search locating probable or eligible assistant professors from the faculty directories of 
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different colleges and departments on the university website sending email requests along with a 

recruitment letter requesting participation. 

 To conduct the study and gain access to the participants, prior approval from the 

Institutional Review Board (IRB) was sought well. The researcher conducted four pilot 

interviews with tenure-accruing assistant professors of the same university and while they 

responded favorably to the participation email, they did not meet the selection criteria. However, 

they were requested to assist by joining in the pilot study, to which they kindly agreed. The 

purpose of conducting these pilot interviews was to ensure that the employed procedures were 

appropriate. Through theses interviews the researcher tried to emulate the main study protocol 

and test the utility of the interview questions as well as the responses that emanated as a 

consequence. The four foreign nationals who agreed to participate in these pilot interviews 

maintained the gender composition of the study in terms of having an equal number of male and 

female participants. Table 3-1 shows the country of origin of these faculty members and the 

reason that they were not eligible to participate in the study. 

Subjectivity 

 Researcher subjectivity is an important aspect of the research process. For quantitative 

researchers, their goal/aim is to be objective whereas qualitative researchers have opportunities 

to probe the research activity passionately and explore/follow-up on all the emerging nuances 

(Merriam, 1995). According to Merriam subjectivity relates to internal validity, since there are 

“fewer layers between the researcher and the phenomenon under investigation” (p. 55). 

Submerging or engaging closely with the participants in that aspect is therefore not totally 

undesirable, as long as the researcher employs and fulfills all other conditions of rigor, 

trustworthiness and dependability. Subjectivity, represents a connection between the researcher 

and the area that he or she is investigating. The researcher of this study was keen to learn the 
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rudiments of the tenure track position in academia, since he himself did not go through such a 

process. Owing to his length of service in practical management positions, he joined the teaching 

profession when he was hired in a local university as an associate professor. A year later he was 

promoted as the department chair of business administration. The position was not a tenure track 

appointment; he was not held accountable to specific roles in the triad of teaching, research and 

service. Although he did play his part in teaching and service, research however, was never a 

rigorous requirement. The researcher wanted to understand the roles and expectations of a tenure 

track professor and how individuals shoulder the different roles while balancing their work and 

personal lives. Another reason for conducting this study in a Research I university was to see 

how faculty perceived and pursued the rigors of research.  

 As an international student, the researcher can relate to the anxieties and stressors foreign 

nationals face, which as an insider, proved helpful in probing deeper and gaining insight into 

participant viewpoints. The researcher used his personal experience to expand on certain 

contexts for the benefit of the reader where participants touched on issues without elaborating on 

them, or avoided them altogether.  

Data Collection 

 The primary source of data collection used for this study was interviews and a survey. 

Generally speaking, interviews can be of two kinds, i.e., one-on-one interviews and focus group 

interviews (Glesne, 2006). The focus group interviews would not work well for this study since 

the idea was to capture unique personal experiences and perceptions of the participants, without 

hampering, aiding, or redirecting their thoughts through the co-construction process (Charmaz, 

2006; Glesne, 2006). Semi structured individual interviews, considered more appropriate for this 

study, were used in the data collection process. The semi structured interview guide provides 
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“considerable latitude” (p. 94) in probing more deeply into unique participant experiences and 

for capturing important details (Bogdan & Biklen, 1998).  

 Effort was made to maintain a nondirective approach to interviewing and to allow the 

participants to open up freely without feeling restricted and tied to a tight line of inquiry (Glesne, 

2006). Glesne also talks about the utility of patiently probing important themes. According to her 

the “interview is a ‘what-else’ and ‘tell-me-more’ endeavor” (p. 96), which eases the interviewee 

to elaborate on areas that he or she is sensitive to. The author stresses this point by saying that 

“rush and the world rushes with you” (p. 96), thereby denying the opportunity of deeper 

penetration on central issues. 

 The six participants were interviewed twice. Most of the interviews were conducted in 

the participants’ offices. Only one interview was carried out over lunch at a neighboring 

restaurant. The first set of interviews ranged between 45 to 60 minutes, while the following set of 

interviews varied between 25 to 50 minutes. All the interviews were audio-taped, after obtaining 

informed consent from the participants. During the interviews, field notes were taken to record 

important nuances as well as keeping the interviews on track (Poland, 1995). The interviews 

were transcribed verbatim to capture and explore the themes that emerged from rich thick data 

sources (Merriam, 1995). The researcher transcribed the interviews in order to compare them 

with his field notes and “learn things about the informants, the substance of the interview, and 

[researcher] as interviewer that will be missed in the transcript alone” (Hatch, 2002, p. 113). At 

the end of the first interview the participants were asked to complete a brief survey. Some of 

them chose to fill it out immediately while others brought it back on the day of the second 

interview.  
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Data Analysis 

 The data analysis methodology that drives this study is grounded theory. The “grounded 

theory uses the inductive approach (which relies on observations to develop understandings, 

processes, laws and protocols), and ultimately aims for construction of substantive and formal 

theory” (Grbich, 2007, p. 71). This methodology suits the study since the design of this research 

was to find information and themes emerging from the data generated through participant inputs. 

Grbich (2007) also supports the use of grounded theory for this study by saying that “the 

approach is best used for small scale environments and micro activity where little previous 

research has occurred” (p. 71).  

 The methodology combined pattern of Glaser’s 1992 and Strauss’s 1995 models (Grbich, 

2007). This form involves a constant comparison approach between words, lines, sections 

“incidents to incidents, and incidents to emerging concepts” (p. 72), which are useful in 

conceptualizing themes (Grbich, 2007). The axial coding approach based on the Strauss 1995 

model was used simultaneously whereby the categories emerging from open coding were 

grouped together, either under an in vivo caption or through self generated terminologies, 

representing them as core or axial codes.  

 Validity and reliability were crucial considerations while conducting this research. 

Golafshani (2003) posits that validity and reliability are predominantly rooted in the positivist 

perspective and their applicability needs to be redefined for the purpose of qualitative 

investigations. Hoepful (1997) discusses the same and provides comparatives to the terms 

employed under the conventional or quantitative approach as shown in table 3-2: 

 In order to ensure reliability i.e., dependability and consistency in this qualitative study, 

audit trail and peer examination strategies were employed Merriam, 1995). An audit trail was 

incorporated to describe in detail the various steps of data collection, coding and decision 



 

53 

making processes. To conduct peer examination, the researcher requested that research 

colleagues look at the data for confirming the plausibility of themes and findings (Merriam, 

1995). The fact that the participants of this study were selected from different university 

departments may enhance the dependability of findings (Merriam, 1995). 

 The use of member checks increased the internal validity of research (Merriam, 1995). At 

the end of the interviews, the participants were sent electronic transcripts for interviews so that 

they could read them and make track changes where appropriate. This helped ensure the 

accuracy of transcripts and themes that emerged from the data, and authenticated that the 

findings so that participant views were not misinterpreted. 

 External validity was enhanced by creating rich thick descriptions through detailed 

interviews and transcriptions for the reader to consider transferring findings to other locations 

matching the research institution (Merriam, 1995). According to Glesne (2006), “thick 

description …goes beyond the mere or bare reporting of an act (thin description), but describes 

and probes the intentions, motives, meanings, contexts, situations and circumstances of action” 

(p. 27). 

 The data compiled in the form of transcripts were first coded manually and then imported 

into the qualitative software program NVivo for an additional independent coding process. 

Considering that this data analysis was an individual effort, this two stage coding process 

provided the needed triangulation for the analysis. Comparing the manual and the electronic code 

generation and arriving at a consensus finalized the themes.  

Considering the vast variety of information which was found in the form of themes, codes 

and references; many of these were collapsed, expanded or coalesced as consistent with 

conducting qualitative reporting. Some of the themes retained their original headings while some 
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were merged and emanated in the form of axial codes. All themes or tree nodes receiving less 

than 3 sources were removed as being less representative of the participant pool. After a further 

investigation, relevant themes relating directly to the research questions were chosen in an 

attempt to narrow down the focus of analysis.  
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Table 3-1.  Pilot interviews (Tenure-accruing professors not meeting study eligibility criteria) 
# M/F Pseudonym  Native country Item not meeting eligibility criteria Department employed 

1 F Dr. Enid Kenya Was in the 5th year of tenure track Construction 
2 M Dr. Archer U.K. Teaching was not a tenure track responsibility Agriculture 
3 M Dr. Mangal India Teaching was not a tenure track responsibility Agriculture 
4 F Dr. Monayya Yugoslavia Completed mid-term review before the first interview Anthropology 
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Table 3-2.  Comparison of conventional and naturalistic terms for reliability and validity 
Conventional terms Naturalistic terms 
Internal validity Credibility 
External validity Transferability 
Reliability Dependability 
Objectivity Confirmability 
 



 

57 

CHAPTER 4 
RESEARCH FINDINGS 

This chapter will focus on the analysis of the themes and findings that emerged through 

the two stage interview process, supported by a brief survey that each interviewee was asked to 

complete between the two interviews. In the first interview as many as five themes and 32 tree 

nodes including 1343 references were generated by the six participants (Table 4-1). In the follow 

up interview with participants surfaced another nine themes and 20 tree nodes covering 537 

references (Table 4-2). Some of these themes were the same as those from the first interview. 

Probing deeper into the information received in the first interview helped to further develop these 

themes. Results of the participants' survey is presented in Table 4-4. 

Themes 

The organization of this chapter has been structured in harmony with the research 

questions framed in chapter one which are reproduced as follows: 

Research question 1. How do early career foreign national faculty perceive the socialization 

processes in Research I universities? 

 Research question 1A) What are early career foreign national faculty perceptions of the 

expectation of teaching? 

 Research question 1B) What are early career foreign national faculty perceptions of the 

expectation of research? 

 Research question 1C) What are early career foreign national faculty perceptions of the 

expectation of service? 

 Research question 1D) What are early career foreign national faculty perceptions of 

unspoken expectations? 
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 Selected thematic constructions relating to the above research prompts are: 1) choosing 

the professoriate; 2) selecting the Research I University; 3) socialization processes in the 

university, college, and department; 4) faculty socialization perceptions; 5) information and 

communication on teaching; 6) information and communication on research; 7) information and 

communication on service; 8) factors influencing time spent on teaching; 9) factors influencing 

time spent on research; 10) factors influencing time spent on service; 11) unspoken or unclear 

expectations; 12) stated policies and personal experiences, 13) faculty evaluations. 

In this chapter, first, the following themes (1-4) relating to the socialization processes in 

Research I universities are examined: 

1) choosing the professoriate 

 2) selecting the Research I University 

3) socialization processes in the university, college, and department 

4) faculty socialization perceptions; 

second, themes (5-10) addressing the perceptions of the expectation of teaching, research, 

and service are presented: 

5) information and communication on teaching  

6) information and communication on research 

7) information and communication on service 

8) factors influencing time spent on teaching  

9) factors influencing time spent on research  

10) factors influencing time spent on service 

and third, themes (11-13) relating to the perceptions of unspoken expectations are 

expressed: 
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 11) unspoken or unclear expectations 

12) stated policies and personal experiences 

13) faculty evaluations 

 Before examining the themes it would be useful to review the research participant 

profiles on Table 4-3 because aspects like gender; country of origin; length of time in the U.S.; 

and length of time spent in the tenure track position, can play a considerable part in the 

socialization process and may have a bearing on their perceptions and expectations. 

Research Question 1. How do early career foreign national faculty perceive the 
socialization processes in Research I universities? 

Choosing Professoriate 

 The researcher sought to understand why foreign nationals chose to take on the field of 

the professoriate, and for that matter in the U.S. Most of them were positive about the profession 

and for working on research. 

 Dr. Brazil mentioned that he did not come to the U.S. specifically to become a professor. 

The choice evolved while he was doing an externship at UC Davis in 2001 as a requirement for 

finishing veterinary school in Brazil. Working on research motivated him to pursue a career in 

academia. 

I came to the U.S. … and I started working on research and really fell in love with 
it. So after graduation I came back to the U.S. to do an internship and then I was 
accepted for residency and then did a masters, things sort of snowballed from my 
first experience here. So I realized that I wanted to stay in academia … .  

 Like Dr. Brazil, Dr. Choi came here only for her studies. However, finding that she liked 

the environment, she developed a longer term association with higher education. She declared 

that “once I started to study in the states, my aim changed to become a professor … I thought 

about (nothing) other than teaching … I now have a passion for teaching and I do love research”. 
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 For Dr. Hayek it was also research that motivated him to enter the professoriate. He 

conveyed his interest in aquaculture and fisheries and mentioned that even during his studies he 

was involved in a lot of research. He went on to say, “I have had success with publishing papers 

and doing research in aquaculture, national resource economics. So, it is definitely the way my 

career has been oriented from the beginning and I really enjoyed that a lot, i.e., the research 

component.” 

 Dr. Roy’s main motivation for completing a PhD was that she wanted an academic job in 

the U.S. because she liked teaching and this intellectual environment. She found taking such a 

position here to be more lucrative than back home. She never wanted to become a professor in 

India because the salaries were extremely low. She explained, “I just don’t like this profession so 

much that I can be that poor and be happy,” For Dr. Illa joining the profession was a bit of a 

surprise. She came here for her master’s degree, however, she mentioned, 

In my second year I started working on my research with my adviser, we just 
worked out so well, that I decided to stay for the PhD and work with her. I knew I 
liked research but I didn’t come into the profession as a teacher. Although when I 
started teaching I liked it a lot . . . and now I like teaching. 

 Dr. Peja was more certain as he said, “I love to teach and I love my research . . . . I knew 

I wanted to work in academia. I just didn’t know where.” 

It is clear that most of them liked the environment. After having braved the initial shock 

and awe of first coming to the U.S. as students, they wanted to carry on and settle into, still to 

many outsiders, the land of opportunities. At least three of the participants, from India, Korea, 

and Columbia indicated that they did not expect similar pay/growth opportunities on return to 

their countries. Moreover since most of them were in their 30’s, it would have meant a fresh start 

for them anywhere and the returns, both short and long term, may have appeared better for them 

in the U.S.  
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Selecting the Research I University 

 This second theme provides insight as to why the early career foreign nationals chose 

their current Research I University, and what determined this choice.  

 Dr. Brazil suggested that this was more of a career choice, to get into the tenure track 

profession. The tenure track position attracted him because he liked research. He said, 

After finishing my PhD in Cornell University, I took a position as a clinician at the 
Ohio state university … as an assistant professor but on non-tenure track, clinical 
track, and this position here opened . . . and things worked out . . .  . 

 Dr. Brazil was doing a lot of research during his PhD and that helped him make this 

decision as well. He already knew a faculty member here with whom he had collaborated. He 

liked the work, the climate, and the fact that this Research I University worked with a lot of 

dairies and well-bread cows.  

 Dr. Choi, explained that while she had applied to six universities, her present one was the 

first where she interviewed and got the job. 

When I came here for interview I had a very good impression from the department, 
other colleagues . . . it was most perfect for me at that moment. They needed 
someone to teach the carbohydrate metabolism and basically in this department 
they are majoring something else like a different nutrient [and] they needed 
someone who could really teach that. So it is really in my interest and their interest 
so . . .  . 

 It took a lot longer in the case of Dr. Hayek to find a university of his choice. He 

expounded, 

When I finished my PhD in University of Rhode Island, I applied for many jobs 
like this one here. There was no position here [but] there was one in Miami.  

Although he was offered the position in Miami, the university later cancelled it due to the 

economic crises.  

 Dr. Hayek later got a United Nations job in Rome. He worked there for a couple of years 

but kept applying for a position in a Research I University until he was hired here. He was the 
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only participant who elaborated on the factors that lead to his appointment at current university. 

He explained, 

The reason they made the offer to me to come here wasn’t so much for teaching. It 
was because I have capabilities to do research. Before my interview one of the 
papers from my dissertation was accepted in the best journal in our field. It is really 
tough to publish there, so when I applied here I [told them that] I submitted the 
paper to this journal. Then I came here for the interview and [told them] that the 
paper actually got accepted. They went like 'wow that’s perfect', and two days later 
I had the offer, and I know it was because of that paper. 

Dr. Roy explained this was her first interview and she was offered the position. 

I liked the department, I came here, I liked the people . . . it was too good an offer 
to pass up. It is a big Research I University and that already brings a lot of perks 
which a lot of people have to struggle for.  

 When Dr. Illa applied for a job she had two campus interviews and one offer for a post 

doc. Apart from her current university she received another offer from Syracuse University. She 

got the acceptance first from her present university. She mentioned that she liked it better, “the 

town is nicer here and it is closer to cities. I work in bilingualism, the department is nice, and it 

has a lot of participants here.” She concluded by saying that “the university is known to pay 

badly, to pay less than other universities, . . .  . Syracuse is a private university, pays well, but I 

like this department more and I thought the possibilities were better here.”  

 Dr. Peja applied in two places, worked as a professor for two years in Mexico for a center 

of research in mathematics. He and his wife did not like that environment. He explained, 

“Previously we had the experience of living six years in Idaho, it was very nice. We felt much 

better in an environment like that of a U.S. university which is more open and accommodating 

than the one in Mexico.” He mentioned that when the opportunity came, he applied for his 

present U.S. Research I University, and was very happy to receive an offer. Although he did not 

say this, it was clear that the preference for moving to a U.S. university would also include 

factors like security, so important for foreign nationals, as well as the cultural adjustment owing 
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to the diversity that is available and respected here.  

 Most participants talked about their passion for research. That is another reason why 

these faculty members had a preference of staying and working in U.S. research universities. 

Most of them mentioned that they did not have much of a research environment, or the kind of 

support available here, back in their countries.  

Socialization Process in the University, College, and Department 

 In this section participants’ conceptualization of socialization is discussed. They 

described socialization in a variety of ways, ranging from learning the ropes to getting along with 

the faculty. They were given a generalized definition of socialization (appendix B) so as to give 

them some idea without narrowing their stream of thought. They expressed their views on the 

socialization processes taking place in the university, college, and the department.  

University 

 The participants did not have much to share regarding university socialization. Some of 

them mentioned attending one orientation session. Most of them explained that this session dealt 

with insurance and policies regarding retirement among others. The views were mixed. For Dr. 

Illa it was focused mostly on university policies and regulations, she said, 

They give you a university orientation at the beginning of the first year but I 
couldn’t even attend the whole thing. They tell you about the policies, forms and 
the things that you have to do, things like sexual harassment training, privacy of 
student grades. I think more, like, to protect their backs legally, just to make sure 
and in a way make us more responsible, because we know, we read all the pages 
the first day, the first week we were here. And we signed that we learned all this, so 
it was more legal than actually practical for us. 

  She also mentioned about a party at the President’s house that surprisingly none of the 

others referred to. Dr. Choi found out about the university orientation after two weeks in the 

office and she said it was of no use by that time. She attended a teaching support workshop, 

which the others did not talk about. The others did not find the university orientation useful but 
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stated that it did provide an opportunity to meet the other new hires. Dr Roy said the only good 

thing about that session was that she made a wonderful friend there. Perhaps the nature of the 

orientation content, and a lack of ongoing formal opportunities limit the possibilities for making 

connections and networking socially.  

College 

 Dr. Brazil did not have much to offer about the College socialization. He could not 

differentiate between the two when he said,  

I don’t think we had anything at the college or university level yet. I don’t know 
what those would be, maybe the graduation, they’ll be at the college level and I’ll 
participate in that. But university level, maybe that’s university level. 
 

Dr. Choi said that she did not feel too comfortable going to any College meetings as she did 

not know anyone there. She received an invitation once or twice but did not attend. The 

researcher can relate to this. In the individualistic culture of the U.S. while there is general 

courtesy extended everywhere, one does not form linkages or alliances too easily. One has 

to be very social to do this, something most foreign nationals even if they are so in their own 

cultures, avoid being due to the uncertainty of responses. When the researcher joined the 

graduate school,he  used to look forward to meetings and receptions initially, but after not 

making any close or lasting acquaintances there,he eventually gave up.  

 Dr. Peja mentioned that the “Dean invited us all in the beginning of the semester of 

the academic year to a dinner and we had to introduce ourselves and he talked to us. We 

were like eight people or so and that was it.” Dr. Roy stated that although there were no 

formal meetings, technically you could have a lot of interaction at this level since they 

encouraged interdepartmental association. She mentioned, “I don’t have projects that are 

interdepartmental. I can see potentially that’s possible but I haven’t had any experience so 
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far, so I really don’t know people from other departments.” Dr. Hayek and Dr. Illa both were 

travelling and missed the only college meeting that they were invited to. 

Department 

 All the participants talked about departmental meetings, both formal and informal, 

not everyone however, showed the same passion towards their attendance though. Dr. Brazil 

expounded, “Well yeah the socialization depends. There are the departmental meetings 

which I never attend, cause usually I have a farm visit”. He mentioned that the departmental 

meetings are on Tuesdays and he was usually out working that day.  Even if he was not on a 

field visit, he still had work to do, “so I don’t take time to go to the department meeting and 

that doesn’t count for, you don’t earn points for being there at the meetings.” This two hour 

long meeting takes place once a month. Dr. Brazil obviously did not consider it important to 

attend as he said “two hours are too many . . .  . I can make better use of my time than being 

there .” He said he would attend if there was something important like taking a vote or 

something, not just structural issues. He thought he would participate more when he got 

involved in administration, and he was specifically needed to attend those meetings. He 

mentioned that there are end of the year parties, when someone retires or other gatherings 

and he tried to attend those. He also talked about the meetings specific to his service section 

comprising five faculty members, two residents and one intern. He did not look forward to 

attending those either, “yeah so we have a meeting every week just for our service area, 

every Friday morning, which I don’t find very useful, but I cannot run away, I have to attend 

those.” He found the meetings to be just too long. 

 Dr. Choi did not think too much of the department parties and mentioned that there 

were a “couple of department parties like Thanksgiving or Christmas or celebrating student 

achievements or something.” She mentioned that she had been with the department for five 
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months and she was hoping to have her first faculty meeting towards the end of the month. 

She thought this may become regular once they have their permanent department chair. She 

however was quite critical of how departments tried to orient their new faculty members, 

which she thought was totally different form Korea,  

I am from Korea, maybe it is more the Asian culture as for us when we have the 
new faculty member the department has a little party for the new people or it can be 
college or university based. Every semester or New Year the newly hired faculty 
has a meeting together and they give the information on what is important for them. 
I don’t see any of those specific meetings prepared in the United States, so that 
might be a little cultural difference. I am a foreign faculty, but any faculty once 
here would have struggled because you know the first day I was here I don’t know 
where should I park my car, and that information wasn’t there or where should I 
make a Gator 1. So yeah when new person comes whether the faculty, staff or any 
new students, I mean a proper orientation is needed. So if I started with miserable 
conditions, it takes a while to cover up. Like almost one month I struggled a lot to 
getting a proper documentation for the lab safety. I mean there is no certain packet 
that you need to do this, this and this and I googled everything, oh I need to do this 
and this, and the mentoring committees are formed later. I mean it has formed 
finally so if it had happened earlier they would have given better guidance. I would 
be faster, but you know. 

Korea is number five in the top collectivist nations. Dr. Choi obviously felt that more 

should have been done,to assist in adjusting to the U.S. university as the experiences from her 

country suggested. The warmth and affection in that culture makes you feel at home in a very 

short time. People are helpful, are more forthcoming with their help, and no one feels that to be a 

violation of space. In this culture one feels like doing things alone. People who have spent much 

of their time in the collectivist culture need a lot of time to come to terms with individualistic 

culture of the U.S.  

 She also mentioned that her department had two sections. She said, “I don’t know 

the food science people, I mean we are in the same building. I don’t know who’s who, so it 

is kind of sad.” 
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 Dr. Hayek mentioned attending one departmental party four months after he joined. 

The department had a formal meeting once a month, which the chair participated 

occasionally. He stated that, “once in a while I have lunch with the guys around.” He found 

his department chair to be very nice. Dr. Hayek had been having some family issues, and the 

department chair tried to comfort him by inviting him to his house for dinner. Dr. Hayek 

shared, 

People are very nice here . . . every time if I have problem, I would call anyone and 
they would help me at once with something, so I have no problems… it is just that 
everybody is so busy. I do talk to that girl in the next room, we don’t have lunch as 
often as we should but we are gonna do it more often later. 

Dr. Hayek mentioned that the department actually had a social committee. He said, 

Sometimes I go to their activities, sometimes I am really busy and I cannot. They 
do, like the Friday of every month they get together, the faculty. For instance the 
other day they had this NCAA basketball tournament. They got together on 
Monday like half an hour to talk about it. And I think that’s important, actually I 
think it is really good. 

 Dr. Illa mentioned that she met a lot of people right from the first week she was here. 

She had a meeting, first with the four people in her area in linguistics, and then with the 

people in the whole department. She mentioned, “we have faculty meetings every month and 

we had the department party at the beginning of the semester . . . and then when you are 

doing service in different committees you get to work closer with people in other areas.” 

Talking about the older faculty members she mentioned that they were very nice “I have 

gone to talk to them or for coffee and then they have good advice for me and they are very 

supportive.” She mentioned that every Friday at 5pm faculty and students met, talked, had 

beer and socialized. 

 Dr. Roy mentioned, “we have our department things, like we have this picnic coming 

up this Saturday and then they have the happy hour where you can go meet other faculty 
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once a month.” She also talked about the Christmas party last year, monthly faculty 

meetings, and her steering committee meeting. When asked if she was introduced to the 

people in the department when she joined, she shared “No I was not, I don’t know why our 

department doesn’t do it, but they don’t do it. But later on they did it for the other two 

people who came after me, over a cup of tea.” She mentioned that since there was a lot of 

female faculty in the department, she initiated the women’s lunch, which was going fine. 

She concluded, “So there are possibilities of interaction but you know it is still an 

individualistic approach, so I just think it is just the way the profession is. It is not really that 

easy.” 

Faculty Socialization Perceptions 

 All the early career foreign national faculty members involved in this research have 

lived in the U.S. between 7 to 11 years (Table 4-3). One can therefore expect them to have 

developed a deeper understanding and better response system to the socialization process. In 

the following section, the faculty members talk about their socialization or what their 

expectations are on how it will unfold or evolve over time. 

 Dr. Choi, having spent over ten years in the U.S. suggested that she knew what 

socializing was like here. However, it appeared that she encountered certain situations and 

became critical of particular types of interactions. She said, 

I have been here almost 10 years before I took this job, so I am pretty much 
familiar with the environment, like what does the party means and when Americans 
smile it is not exactly smile inside. Yeah I was smart enough to distinguish you 
know formal acting versus you know . . . .  

On joining the Research I University, she related the following experience comparing it to 

that of her home country Korea. There when a new hiring was made such as that of a new 

professor, a post doc or graduate, everything was ready and everyone was friendly to help 
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him or her become part of their faculty. In contrast she reported her experience, 

But when I first got here, no computer was ready and the door was locked and 
nobody was really, you know, whenever I asked they are friendly to guide me but it 
was not given as a package you should do this. I figured that out, oh, this is my 
survival game… . 

When asked, if after 10 years she was in a position to adjust to this culture, she mentioned, “well 

not completely . . . but at least I am not getting embarrassed or something yeah, I am getting used 

to it.” She shared how her husband could not completely settle in the U.S. despite the time spent 

here. His F2 visa did not allow him work options and he could do nothing but to look after the 

children and the house. She mentioned that it was not easy to even share her successes, like 

going on a conference or getting published, with him since those did not mean much to him and 

could only have aggravated his miseries.  

 While talking about gender and the professoriate, she thought it was quite equitable in the 

U.S. She stated,  

“In the Asian society, they still prefer the male over the female professor . . .  . Yes, I 
mean I think actually it is worse in Korea. I mean that’s one of the reasons I don’t want to 
go back to Korea.” 
 

 Dr. Hayek, explained that he was quite familiar with the American system because 

although he had been here only five months he had lived in the U.S. for 11 years as university 

student or as a research assistant. He mentioned that her spouse did not think of it that way and 

was not getting along well with the U.S. culture, customs, and environment at all. He mentioned 

that they were having regular disputes and thought that the marriage would not last very long 

since he could not leave the U.S. and his job, and she would not have any of it. It was clear that 

he was having serious concerns at home that did not provide enough chances for open 

socialization. He mentioned that he was from Columbia (the second most collectivist country 

according to Spring, 2008), where people have very strong, close ties and relationships, and his 
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wife was having problems accepting and getting along in the individualistic U.S. culture.  

 Dr. Roy did not think that there would have been any difference in socialization in a U.S. 

research institution irrespective of the cultural aspect. She was not certain what they could do to 

make it better, " . . . because even if I was not Indian, suppose I was American and I had moved 

here, I would have to go through the same thing right, I have no friends, I have to start.” She 

however, quickly added that it helped one to belong to her place of origin i.e., India, “ . . . it 

might be easier for me because I at least have the option of calling India club. I immediately 

would get to know so many people. Of course I never exercised that option but I have that 

option.” She thought that it related more with the amount of discretionary time that faculty 

members had than on culture,  

I am not sure if it has something to do with being from different culture . . . once you start 
working and especially if you are in academics it is harder to make friends or to 
assimilate because you know everybody does their own thing and time is a constraint. 

 
However she continued and began to explain the warmth and closeness of collectivist societies 

such as India in comparison with the individualistic U.S. society. 

Unlike in the U.S. where you can only call one or two, even in serious emergencies, 
in India you have a whole bunch. Even if there is somebody you don’t know very 
well, you can call them and they’ll actually come. I guess you do feel lonely 
because you are used to, you know, certain kinds of friends and this life is pretty 
lonely. 

 In terms of teaching she thought that networking and connections were easier to make in 

the case of American faculty. They can connect with students faster because they have the same 

cultural context. She found that they shared the same stories and humor, which can make 

teaching and learning so much fun. In her opinion it is harder to create the same connections with 

students otherwise. 

 While talking about socialization as a faculty, Dr. Illa mentioned that Americans used 

family as an excuse for work and lately she had started using similar communications to avoid 
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work-related events. “. . . I am learning you know, if professors can’t go to dinner because they 

have children, you know I can’t go to dinner because I have friends, gym, or other social 

commitments.” 

 Dr. Brazil felt quite comfortable with the socialization in his Research I University. He 

said, “There’s a lot of interaction between students and colleagues . . .  of course it makes it 

easier if, you know, if you can understand the culture in seniors and all that. It is not strictly 

work, you have friendship as well . . .  .” 

 Dr. Peja felt that people were friendlier in the U.S. compared to the university that he was 

part of in Mexico. He thought that he was better off here due to the larger Chilean community. 

Both Dr. Illa and Dr. Roy hinted that there was not much encouragement from the senior 

management for faculty members to interact. One may wonder whether the reason was to 

provide more time to the faculty to tackle their multifaceted responsibilities, or was it in support 

of the university’s sexual harassment and other policies. 

 It is apparent that most participants talked about socialization in general terms rather than 

with respect to their responsibilities in the university. The majority showed their satisfaction, 

although the researcher could tell that they did not compare it favorably to the socialization that 

they could expect in their home environments. Another reason may be that with the passage of 

time spent in the U.S. these participants had grown used to the comparatively less hospitable 

environment, thus they began to have lower expectations, and feel more accepting.  

Research Question 1A. What are early career foreign national faculty perceptions of the 
expectation of teaching? 

 All of the faculty members included in this study were recently inducted in 

academia. They appeared confident at performing their responsibilities relating to teaching 

and research. This was determined through the responses that participants gave on the brief 
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survey instrument which was provided to them to complete between interview 1 and 2 

(Table 4-4). Other information i.e., time allocated to the responsibilities of teaching, 

research, and service, as well as the type, length, frequency, and prep time required per class 

taught was also revealed in their survey responses. 

Information and Communication on Teaching 

 Most of the faculty members mentioned that the information and communication on 

teaching was very clear, and there was no confusion as to what and how much one had to 

teach. Dr. Brazil said, “Well teaching is a small component for now. The department pretty 

much tells you what you are gonna be doing, so it is mostly clinical and service component.” 

He further mentioned that the head of his department told him that he does not want him 

coordinating any courses. He also explained that he participated in three courses in addition 

to all of the invited lectures that were expected, usually every month, and that he 

participated in the courses that he had expertise on. 

 Dr. Choi mentioned that she is responsible for “40% teaching and 60% research”, 

however she was a little bemused with those percentages. She said that they remained the 

same, i.e., whether she was teaching two classes or three or doing more or less research. 

When asked if there was any specific guidance that she was getting on teaching, she 

explained that “I think it is based on what I want and thus I heard there is pretty much 

freedom on what I want to do in class. Even if there is a previous format, I don’t need to 

exactly follow what they did before.” 

 While talking about teaching information, Dr. Hayek, mentioned that this was his 

first semester and for now he was doing around 98% teaching and 2% service. He had the 

expectation that this actually was going to change. He was hoping that by Fall it will change 
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to 85% teaching, 5% service, and 10% research. He had consulted with the department chair 

and had received his consent to increase his work on research and gradually reduce the 

teaching component. He mentioned that “this first year is a transition year, I am teaching 

now some undergrad classes but I have to be teaching masters level class and some PhD 

classes.” He was teaching two new classes for this first semester but the expectation was that 

he would continue to repeat the same classes at least for the foreseeable future. 

 Dr. Illa explained that her teaching load of two courses a semester had remained 

unchanged since she joined the department a year and a half ago and did not expect that to 

change soon. She said, “the expectation is to teach two courses a semester and so long as my 

evaluations are good enough, I am fine with teaching.” She was getting good guidance on 

teaching from the department chair and another colleague. She also mentioned that she was 

being observed by this colleague once a semester, and was receiving feedback on things 

such as making sure that all students were engaged in the class activities rather than having 

only a few participate.  

 Dr. Roy mentioned, “about teaching they are very clear, they told me what course I 

had to teach, what is my course load, what it will be in first two years and it was clear to me 

from the beginning.” When asked if this load will change with time, she explained, “For 

most people it only increases, unless you become full professor then you are in a position to 

say no.” 

Factors Influencing Time Spent on Teaching 

 According to Dr. Brazil, the department decided the time allocation for his teaching. 

He stated that while there was some wiggle room in establishing time allocations, however, 

“. . . you can’t come to teach and decide to do research, or you can’t come to research and 

decide to just teach or just do clinics.” When asked if he needed more time in the beginning 
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for preparing new courses etc. he expounded, “No for me, my time budget follows strictly, 

and I don’t have a big teaching component.” 

 Dr. Choi was about to start her teaching in the ensuing semester. Although she was 

fortunate to get the syllabus and course packet from a previous faculty member, she dreaded 

the experience. Dr. Choi mentioned that she would be spending a lot of time in preparation 

since everything would be fresh for her. She expected that she would be putting in at least 

10 hours, for teaching a three hour class. She hoped the time spent in preparation would 

decrease with practice, and for repeat future courses. 

 Dr. Hayek said that the class size can play a part in the time spent for grading exams 

and assignments. Although he thought that part of those responsibilities would be covered 

by the teaching assistants, he still felt that it was a lot of work. He revealed, “Sometimes I 

have to spend some weekends you know just grading, even though I have some help and 

assistance but we have to divide everything.” He is teaching two courses. For one course he 

has to prepare five hours for a 50 minute class since it is new for him. The other one which 

is a 95 minute class needs four hours of his time. He has five 50 minute classes and two 95 

minute classes, and as such he feels that all of his time is currently going into teaching. He 

maintains that in the tenure track there are other things that are going on and one has to 

allocate for those too. He talked about this transition,  

In January I was a little bit overwhelmed like it was like oh my God the classes and 
I didn’t have experience teaching classes but over time I am feeling better now. So, 
in addition to the classes and for things that I have to do here, and I have a 
conference today at one, because we have to make a decision. So it is things like 
that that always keep me busy and typically over the weekends. It is getting better 
overtime, but I have to do their [students’] homework or prepare for one class or 
read those papers for the competition. There is always something going on . . . like 
I have this invitation Friday next week like a teacher appreciation dinner of one 
sorority. 
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 Dr. Illa mentioned that there is a constant pressure on teaching in the early days of 

the tenure track position,  

So normally there are deadlines, you know when you are teaching, you have to 
teach so you have to have the class ready. For grading you get a little more time . . . 
I devote a lot of time for teaching. This semester I am teaching two undergrad 
classes, but they are both new, so I have to create all the Power Points, exams 
everything, it takes me a lot of time to create those Power Points but I hope I get to 
teach the class again and then all that will be done. 

She laughed as she said that there has to be a time when they would not be able to give her a 

class that she had not taught before. She was in fact really looking forward to teaching in 

Summer when she will have a repeat class and that will allow her to devote more time to 

research. She mentioned that it was taking her three to four hours to prepare for just one 

class and she was teaching six classes a week. She did not think that her teaching 

requirements would be reduced at least in the next two years.  

 Dr. Peja mentioned that the time for teaching depended very much for him on the 

kind of topic he was teaching.  In Statistics there are variable preparation times, “there are 

some harder topics than others, and that determines how much time I would spend on 

teaching.” 

 Dr. Roy mentioned that, “when I am teaching, more emphasis and more time is spent 

on teaching, but when I am not teaching my entire focus is on research.” For her it is very 

important that she tries to give equal time to both areas. She wants to devote time to research 

even when she is overburdened with teaching. She thinks that if she lets research slip away 

in the initial years, she will not be able to catch up with the tenure requirements later. What 

she is finding daunting is class sizes of around 120 students. She mentioned that she used to 

get exhausted preparing for her classes in the first semester. She is feeling a lot better 

teaching the same course a second time around to a class of a similar size. “I am not that 
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much nervous anymore because I have all the material, I know it really well, so that could be 

it.” She is hoping to start teaching graduate classes soon which will mean teaching small 

class sizes of 15 to 20 students. 

 It was surprising to note that despite having very strong accents some of the 

participants mentioned that they did not have any problems in classes, and that students did 

not take up any language issues with them. Only Dr. Roy from India mentioned that some 

students found her accent difficult to pick at times. However, she dismissed it as a practical 

joke. She added that “I know Indians speak English well. They have a very different accent, 

but I speak quite clearly, and students should not have any problem understanding me”. The 

researcher could understand her speech well enough being another Asian himself however, 

he found her accent to be quite strong and a little over-powering for non-Asians students to 

comprehend easily.  

Research Question 1B. What are early career foreign national faculty perceptions of the 
expectation of research? 

Information and Communication on Research 

 According to Dr. Brazil despite the time allocation fixed by the department, “You 

have some wiggle room to decide where do you want to focus more . . .  ." However, he 

pointed out that there is an expectation that you do some research. In regards to 

collaboration on research he mentioned, “I know everybody and these faculty are very active 

faculty, they want to be involved in writing proposals and grants, they want to collaborate 

and that’s really priceless.” 

 Dr. Choi indicated that she was receiving pressure to get an NIH RO-1 grant. She 

explained that "RO-1 grant is like almost $250,000 per year for 5 years, it is a really big 

grant. Not right away but before I get tenure I need to get the RO-1 to secure my tenure.” 
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 Dr. Hayek opined that although he was doing virtually 100% teaching for now, he 

would gradually tilt his efforts towards research work. The department actually needed to 

increase the number of publications per year and he saw himself as the one to shoulder that 

responsibility. He thought the onus was on him since he was hired based on the number of 

publications he had at the time of appointment. He was certain that Summer onwards he will 

be doing full time research. He went on to say, “Actually we have clear expectations, I have 

the file somewhere like I am supposed to get three publications per year, something like 

that.” He was hoping that if he could achieve that mark, teaching would reduce to just two 

courses during Fall semester which would fulfill his total teaching commitment for the 

whole year. 

 Dr. Illa thought that the research expectations were a little vague, “they don’t tell you 

how many, they never give you a number or they don’t tell you what journals count more.” 

She went on to say, “people are like . . . get two top journal publications . . .  ." She 

continued, "is that enough or if they are not top journals how many of, you know, average 

journal publications do you need to count as one, but nobody gives you a clear number.” She 

expounded that with time she is realizing the importance of doing things that count towards 

tenure,  

We are organizing a conference and I am so happy because that’s [going to] count. 
Before I didn’t use to think, normally I will think this is a project, and you don’t 
think in advance how many papers are [going to] come out of it . . .  ." 

In her second year Dr. Illa was realizing that she needed to start thinking more practically 

about choosing projects that would come out sooner over the projects that she might find 

more interesting to do. She mentioned that this "is a little sad for me. I prefer just doing 

for the value of the research, but in a way you are pushed towards being productive." 

 She mentioned that this fear of what counts or not, is too confusing and adds to the 
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stress of an early career faculty member. She elaborated and described how she went to a 

much pursued conference in her field where the entry is very tough but the proceedings are 

not peer reviewed. Referring to a journal she pointed out, "it is good to publish there so that 

the other people that are important in the field get to know your work, but at the same time 

my department would think that publication in this [journal] doesn’t count for anything." 

She felt that other departments have more people that give them feedback on their papers 

and she did not have anyone. “Last year I applied for a grant and I sent it to my mentor but 

he simply said he could not really give comments, without assigning a reason.” 

 Dr. Roy mentioned that while research comprised 40% of her efforts, she spent equal 

time on both teaching and research since she thought both were equally important. She 

further conveyed that her department expectation was very precise as it anticipated 10 

articles by the time a professor went up for tenure. ". . . if you don’t have them you are not 

gonna get tenure, that’s what is communicated.” She mentioned that this expectation was 

now clearer to her than it was in the beginning because it was like “what if you publish in 

higher quality journals . . . now apparently I realized that it really doesn’t matter, they just 

need the numbers. So, that understanding took about a year and a half to get through to me.” 

Factors Influencing Time Spent on Research 

 Dr. Brazil mentioned how he allocated his time for teaching, research, and service, 

“for me my time budget follows strictly.” He is expected to put in 50% of his time on 

research and diligently tries to do that. He thinks he is in a fine shape by collaborating with 

his seniors and mentors, and is right on track writing for journals, and grants. It is clear that 

he is very organized and uses time efficiently. He mentioned that he wakes up every day at 6 

am and if he needs to start early to do service or start a project he has no problems with 
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waking up earlier. He puts in the required hours in the office but leaves at 5pm sharp to 

spend time with family. 

 For Dr. Choi who recently joined the department, it has taken a couple of months to 

put things on track. She has now set up her research unit after getting the research assistants 

that she wanted in her lab. She is responsible for research equivalent to 60% of her time. She 

feels that although there is no clear way to judge what determines 60%, the mere fact that 

she has a high expectation in research will guide her in spending a lot of time in research 

once she develops a fair competence in teaching. 

 In the first interview, Dr. Hayek reported that he was almost spending his total time 

on teaching; however he is very conscious of his responsibility to the department in taking a 

lead on research publications. He maintains that he will make it a point to utilize Summer 

semesters exclusively for research and is trying to make his chair accept his request to work 

next Spring also fully on research. He seems desperate to make up for lost time. 

 Dr. Illa mentioned that deadlines determine the amount of time she spends on 

research or teaching. She thought that the problem with research was that “you normally 

don’t have so many deadlines unless it is a conference. You do not have a deadline for 

writing a paper for a journal. That is why sometimes it gets pushed to second in priority.” 

Like Dr. Hayek, she also finds Summer to be a good time to catch up on research. She 

mentioned, “During the year I collect data, I work with students, we go to conferences and 

try to create new material. I think the bulk of the writing happens in Summer, that’s when it 

is easier to write.” Once she gets the writing part done, the deadlines of editing and getting it 

published take over for her. She figures opting for qualitative research also makes it takes 

longer to publish because she has to think about what she wants to do and how, get IRB 
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approval, recruit participants, collect and analyze the data. She stated that, "Writing the 

paper in the end is the easy part, the least painful of the steps.” 

 Dr. Peja mentioned, “I try to set apart one and a half day of the week exclusively for 

research. He showed similar intentions for Summer as some of the other faculty,  

I am going to dedicate it [Summer] exclusively for research. I wouldn’t be doing 
anything else, not even teaching. I have this in the package that they give you like a 
start up grant money package. I have put money aside for myself there so I don’t 
have to teach, and so I can work entirely and exclusively on research. 

 Dr. Roy mentioned that when she is teaching she invests more time on teaching but 

when she is not teaching, her entire focus is on research, for her research is not something 

that you can ever put aside. 

Research Question 1C. What are early career foreign national faculty perceptions of the 
expectation of service? 

Information and Communication on Service 

 The service component for Dr. Brazil stands at 45%. Dr Brazil explained that he 

goes out to the farms and provides service to the dairy clients. Service for him therefore has 

a different connotation, whereby rather than within the department, he has to provide it to 

external users. He explained that he has to go out and do research, ". . . what I learn in that 

research, I go and prepare like short courses for producers or employees, so that I can 

transfer that knowledge and I have to do that as well.” While there is a fixed allocation of 

time for service, what he does in service is not tightly controlled. He can choose his own 

service program as long as he is facilitating the companies and employees in his main field 

of dairy. 

 Dr. Choi has not completed the first six months on the job. Since she has not had any 

departmental communication about, she does not know what to expect in service. She stated 
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that, “. . .  presently [I] don’t have any dedicated time to serve . . . so currently I don’t know 

about service much.” 

 Dr. Hayek also is more or less at the same period into the profession as Dr. Choi but 

he started with a small service component. He mentioned that the service expectation is in 

the range of 5% for now. He is certain this will change, although until Fall this year it will 

stay the same. He is currently shouldering service responsibilities by serving on the graduate 

student committee, and a search committee. 

 Now in her second year, Dr. Illa seemed very clear about her service responsibilities, 

although she is also doing just 5% of service. Talking about what she expected in the future 

she mentioned presently she is on a few committees and expects to be on more, ". . . as time 

passes by, so, and I will be doing more service. Hopefully they hire more people, but if they 

don’t hire anybody else soon, this is gonna be it.” 

 Dr. Roy said that she does not have any service requirements at this point although in 

the previous semester she took nine applicants shortlisted by the search committee to lunch 

and dinner engagements. Talking about service she did not think sitting on dissertation 

committees was service, she said, “I don’t think so, I am not sure but I don’t think so. That’s 

what you are expected to as a faculty.” She then described what she thought service for her 

was, 

… you have to serve in committees for the department, . . . committees for 
research, teachings, so that’s part of service and then sometimes you have these 
new faculty positions open up and they interview people so you have to take them 
out for lunch, dinner, pick them up drop them off, so that is service. 

 Dr. Peja thought that it was too early for him to form an opinion about service since up 

until now he has been kept out of it. He quipped, “I have spent so little time at the UF that it will 

be difficult for me to offer any judgment on how good or bad service has that been so far.” 
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Factors Influencing Time Spent on Service 

 Dr. Brazil described his service responsibilities as holding clinics and short courses 

for dairy animals and farmers. Because he devotes 45% of his time to service,  he goes ". . . 

out at least 2 days a week to provide service to the clients. So usually Mondays and 

Tuesdays I am out and do this clinical work, look at sick animals . . ." and treat them.  In 

addition the short presentations that he prepares for farmers emanates from the research 

work that he was does. He mentioned service would start, “very early in the morning, some 

days we leave at 5 some days 6. It would depend on what you have to do but usually early.” 

 Dr Hayek fulfills his commitment to service by reviewing the students’ applications 

who apply for the university’s Masters and PhD program, and by working with the search 

committee. He also mentioned another kind of service - reviewing papers for peer reviewed 

journal papers and attending conferences, He concluded that “There is one thing here and 

there that you do for service in your department.” 

 Dr. Illa mentioned that she was in the search committee for new hires. She was also 

asked to work with the admission committee. Since she is not formally on that committee, 

and thinks that it is unfair since her effort and time, does not even get recognize and goes 

unmentioned in her annual evaluations. She feels that the time spent with the admissions 

committee is a lot more time consuming than the search committee “because we’ve got 

more applications for grad[uate] school than for the job . . .  .” She talked about this with 

someone in another department and was told to somehow put it down to reflect in her 

activities report. 

 Dr. Peja and Dr. Roy stated that it was early time for them in the tenure appointment 

and as such they are not required to provide much service to the department. Dr. Peja 

mentioned that,  
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You are expected to provide some service to the department but for the first one or 
two years they try to give [you] less of it so that you can just focus on your 
teaching and research, . . . once your years here increase then people get more and 
more involved, you know, with service . . .  . 

Research Question 1D. What are early career foreign national faculty perceptions of 
unspoken expectations? 

Unspoken or Unclear Expectations 

 For Dr. Brazil the expectations are not very well defined. He expounded, 

It is all almost unspoken . . ..  . It is all unspoken expectations and that works at 
little bit in the university’s advantage because always when you don’t know what 
is expected of you most people will do extra, will do more, . . . . They all do the 
same; they work all the time because you don’t know what the expectations are, 
and who is going to evaluate you . . ..Probably it wouldn’t be very difficult to 
have more set guidelines or you know to evaluate the faculty but almost 
everywhere it is like this . . .  . 

 When it was mentioned that there were those percentages assigned by the department 

and that they pretty much determine what faculty should be focusing on, he remarked, 

Unspoken, all unspoken, you have your percentages, but of clinical work, but 
what is 45% what do you have to do, how do you count that, is it the number of 
cases that you see, is it the number of hours that you spend, . . . is it your income, 
all question marks. So all you do is, the best you can, and you hope for the best. 
But more or less you know if you are doing well or not. 

 Dr. Choi mentioned that she knew what was expected of her and she did not think 

any of it was unspoken, however she hinted the same as Dr. Brazil. She said, “Yeah, but 

how can you judge, I mean if I ask for one more class to teach, it is still going to be same 

40-60% officially." She pointed out that an official percentage doesn’t mean exactly 

devoting 40 or 60% time for teaching or research.  She described expectations that were not 

in writing such as obtaining an RO-1 grant, which she is required to pursue.. 

 Dr. Hayek had no issues regarding the expectations. He stated,  

I will say they are really clear, we have documents . . . it is a written document 
which says that. it is not [going to] work too much this first year but definitely 
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2nd or 3rd year yeah that’s [going to] apply. Actually everything is written, so 
nothing hidden, yeah.”  

When asked if he had any issues with the expectations in the three areas of research, 

teaching, and service, “Yeah I am okay and after a few weeks I feel good here, it is 

okay.” Dr. Illa was not totally satisfied with the expectations and how they were 

evaluated, she mentioned, “for teaching they tell you but you have to keep good 

evaluations, nobody says how good but it is expected that it is higher than the college 

average and maybe the department mean.” She then talked about some of the 

expectations that she felt were unexpected, “the expectations, see they expect a book, but 

this is an unspoken expectation I think.” She further went on to say that although research 

is expected to be pursued by faculty, yet. 

Nobody tells you, . . . there are some journals that are better than others, and those 
would count more, but they don’t give you how many. People are like so if you 
get two top journal publications, is that enough or if they are not top journals how 
many of, you know, average journal publications do you need to count, but 
nobody gives you a clear number. 

 Dr. Peja sounded fairly satisfied with the expectations saying, “As far as the 

unspoken expectations, one of the things that I am very happy about, they have stated very 

clearly about the expectations and they also tell you a bunch of other tricks and also in such 

a way that I feel there’s no unspoken expectation, at least so far.” When asked if that was 

true for teaching, research, and service, he said, “right, whatever . . . Yeah I know very 

clearly what am I expected to do”. When asked if the expectations were in writing, he 

explained, “as a matter of fact, yes, but also there have been some verbal communications so 

the guiding principles of the department are written in a big manual stating who we are, 

what we want, and what are we expecting from each other and the characteristics of the 

biology department in the university.”.  
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 Dr. Roy joked when asked about any unspoken expectations by saying, “Not really, I 

mean I don’t understand them if they are expecting something.” She talked at length about 

how she was taking a lot of short-listed search committee candidates for lunches and 

dinners,  

“If you are in an academic department you see these things coming . . . you have to 
do them and I didn’t mind doing them it is just that I mind doing them so many 
times . . . but it is ok, it is like in the beginning you don’t want to say . . . too 
much.”  

She thought it was annoying because there were so many people that she had to do this for 

in one semester and she got worried that it will be a never ending stream, but it got better 

after that. Other than this unexpected unspoken exercise, she said, “I just don’t think that 

there was anything that was not clear . . .  . I guess they could have been clearer about the 

research expectation but you know that’s ok.” Later she stated that even that aspect has 

become less ambiguous overtime in her job, and declared, “it seems that if you have 10 

articles then you have tenure.”  

Stated Policies & Personal Experiences 

 Dr. Brazil seemed to be the most candid and frank in his views regarding stated 

policies. When asked to share about the difference between stated policies around tenure and 

his experiences, he expressed that, 

There’s no stated policy so you are in this business and you have to work, you find 
your way. You don’t find your way; we have to fire you to get somebody else who 
can find their way. That’s the policy and I am fine with that. 

He stressed that the individual's personality, their people skills and networking played a 

great part in the kind of experience that one will have. He went on to say,  

A person could have very different experience from mine and . . . it could be more 
difficult. The better you know your network before you start on tenure the better it 
is. The more people you know, more people you can collaborate with, the easier it 
is [going to] be. And in my place, if they had hired somebody else who did not 
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know the same people that I knew, then the same environment would have been a 
lot harder for that person. 

When asked if he would have wanted to have anything differently, he mentioned that things 

were okay, 

No, yeah I am quite comfortable. There are challenges of course but normal 
challenges, day to day things . . .  . The head of the department is very supportive, 
the other faculty members are very supportive, we have a good group, very good 
group, can’t complain at all. 

 Dr. Choi stated that she was too recently hired to be aware of any differences in 

theory and practice yet. She did say that faculty, before doing anything, should weigh 

everything in terms of it is importance towards tenure and promotion so that there are no 

surprises towards the final evaluation stage. She mentioned that, “one of my committee just 

got tenure and he sent me the package he submitted so that I can use it as a sort of template, 

so that was good. I don’t think I am mistreated because I am a foreigner at least in the 

department.” 

 Dr. Hayek also could not put a finger on any differences between stated policies and 

experiences since he is also very new in the tenure track experience. His response was, 

“Yeah I think it is pretty good.  I think it is alright.” He, however, revealed that two faculty 

members in his department who reached the tenure stage were not approved. He thought that 

both of them looked extremely polished and promising. Although he obviously did not know 

the reasons why they were not accepted, he believed that one was denied tenure because he 

was pure and not an applied economist and the other published fewer papers than expected, 

although they were in really top journals. He wondered if, “there was kind of a 

misunderstanding between the expectations of the school, the college and an interpretation 

about what they should have been doing here . . . but it was a kind of a shock for everyone 

here.”  
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 Dr. Illa did not seem too excited about the comparison at this stage, she said, “I have 

the information I guess which is too boring for me at this point but it is just how the tenure 

process works and all that. So I really need to read those bylaws.” She also was not totally 

satisfied with her pace in terms of the tenure process for now as she said, “I am not sure they 

evaluate you taking into account all the teaching you do and for research, it is always scary 

because I don’t think I have enough time to devote to research.” 

 Dr. Roy was also unsure about the stated policies. She mentioned that “if you think 

about it they can’t really have a stated policy, because if you don’t get tenure you can sue 

them.”  She thought that the policy was deliberately “a little murky.” However, she seemed 

quite certain that having articles by the tenure timeline would make a strong case. She added 

the disclaimer by saying, “after that I don’t know, you might do something wrong, still not 

get tenure, but from your side you are safe then.” 

Faculty Evaluations 

 The faculty members were asked about faculty evaluation meetings. Dr. Brazil 

mentioned, “You are evaluated, you have an annual evaluation that you sit down with the 

head of the department, and then you have a tri-annual evaluation and you better be doing 

good by then, otherwise you don’t have much time left He expressed that, not all 

departments or universities have the annual meetings. Some places just have the tri-annual 

meetings, which make it very difficult to catch up. He thought the annual meetings were 

helpful. Responding to the question if he knew who would be part of the tri-annual 

evaluation he said, 

They put a committee together and it is subjective . . . unless the university really 
decides to take the human factor out and say that’s what the person has to do, it is 
impossible.  



 

88 

He mentioned that the mentor would not be part of that meeting, as he would be biased, but 

he could write helpful recommendation letters. 

 Since Dr. Choi and Dr. Hayek were only in their positions for about six months or 

so, they did not know much about the annual evaluation and what it entailed. According to 

Dr. Hayek, 

See I’ll have my first evaluation probably and actually I know that yesterday the 
chair of the department was actually meeting different faculty members here. I 
think he does that once a year . . .  performance review . . . . So actually we talked 
yesterday but I am still like 6 months only 5 months so we just talk about classes, 
what I am [going to] do in Fall . . .  . 

Dr. Illa, declared that,  

When they do your assignment report, they count your percentage based on how 
many students you have in how many classes and other things like being on a 
committee for a PhD, and they basically calculate all that and the committees you 
are in and the rest is the time you are supposed to be doing research. 

She explained that this process was not fair since there are many other things that go 

unaccounted. Right now she is being made to work with the admission committee, though 

she is not formally on that committee. Her effort and time, which is a lot, does not even get 

recognized and goes unmentioned in her annual evaluations. She further expressed, 

They basically calculate the committees that you are in. And like I am working 
with the admission committee and since I am not [officially] on the committee 
itself my work doesn’t count. There are committees that take longer, there are 
classes that take longer, but they count [the] same. All the extra work you do 
doesn’t go anywhere. The number of students you have on classes, that doesn’t 
seem to matter. My teaching is supposed to be 55% of the time and during the 
semester I think it is . . . more. So it doesn’t reflect that. I guess that’s what they are 
trying to tell me, but if I don’t overdo it, I get bad evaluations. 

 Dr. Peja had his evaluation close to the second interview. He mentioned that the 

meeting went well and nothing unexpected was discussed. He said that he had met with the 

chair a couple of times since being hired and received her advice on a few things.  
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Summary 

 In this chapter, the themes relating to the research questions posed in the first chapter 

of this study were presented. The themes described for research question 1 (How do early 

career foreign national faculty perceive the socialization processes in Research I 

Universities?) were: choosing the professoriate,selecting this Research I University, 

socialization processes in the university, college, and department and faculty socialization 

perceptions. 

The themes described for research question 1A (What are early career foreign national 

faculty perceptions of the expectation of teaching?) were: information and communication on 

teaching, factors influencing time spent on teaching   

The themes described for research question 1B. (What are early career foreign national 

faculty perceptions of the expectation of research?) were: information and communication on 

research and factors influencing time spent on research. 

The themes described for research question 1C (What are early career foreign national faculty 

perceptions of the expectation of service?) included: information and communication on service 

and factors influencing time spent on service.  

The themes described for research question 1D (What are early career foreign national 

faculty perceptions of unspoken expectations?) included: unspoken or unclear expectations, 

stated policies and personal experiences, and faculty evaluations. 
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Table 4-1.  Interview one findings 

 

Themes     Tree Nodes /  
 
                                         References 

Sources 

6 

References 

1343 

Brazil 

27/165 

Choi 

32/211 

Hayek 

26/257 

Illa 

30/205 

Peja 

26/194 

Roy 

31/311 

Socialization as faculty:         
• Choosing academia 6 19 2 5 4 2 2 4 
• Interaction as faculty 5 30 - 3 10 1 7 9 
• Mentoring relationship 6 38 10 5 3 5 4 11 
• Opting for a research university 6 39 4 6 7 6 5 11 
• Spouse - Family adjustment 5 118 21 21 38 - 29 9 
• Transition 6 52 3 16 1 21 3 8 

o Research 4 19 - 4 1 10 4 - 
• Info and comm. on 

research 
6 56 9 6 4 22 7 8 

• Research support 5 8 1 1 - 1 3 2 
o Service 5 25 4 1 - 11 1 8 

• Info and comm. on service 6 47 16 2 4 8 2 15 
o Teaching experience 6 99 3 4 25 16 12 39 

• Info and comm. on 
teaching 

6 46 7 4 9 10 5 11 

• Language concerns 6 21 3 4 5 6 1 2 
• Teaching support 4 29 - 1 - 3 5 20 

Socialization as student         
• Acculturation as student 4 27 6 - 14 1 - 6 
• Adviser support as student 3 21 - - 16 4 1 - 
• Language concern as student 5 28 9 7 8 2 - 2 
• Research as student 3 9 - - 5 3 - 1 
• Teaching experience as student 4 21 1 2 - 17 - 1 
• Coping mechanism as student 5 19 - 3 8 2 5 1 
• Coping mechanism as faculty 6 62 8 12 6 6 18 12 
• Coping mechanism as spouse 3 30 - 4 13 - 13 - 
• Balance: work – personal - family 6 52 10 12 5 6 17 2 
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Table 4-1.  Continued 

 
 
 
 

Themes     Tree Nodes /  
 
                                         References 

Sources 

6 

References 

1343 

Brazil 

27/165 

Choi 

32/211 

Hayek 

26/257 

Illa 

30/205 

Peja 

26/194 

Roy 

31/311 

• Cultural differences as faculty 4 23 1 11 - 3 - 8 
• Cultural differences as family 3 18 5 2 13 - - - 
• Cultural difference as student 4 62 - 10 21 14 - 17 

o Challenges faced in U.S. 4 49 1 29 - 8 11 - 
Factors favoring acculturation in U.S. 5 74 15 7 23 - 17 12 
Gender equity as student and faculty 4 16 2 5 1 - - 8 
Socialization processes         

• Socialization as student 6 52 11 2 8 5 6 20 
• Socialization as faculty 6 60 4 11 3 6 8 28 

o Department 6 37 4 8 2 4 6 13 
o College 3 3 1 - - 1 - 1 
o University 3 3 - 1 - 1 - 1 
o General 4 29 4 2 - - 2 21 
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Table 4-2.  Interview two findings      
Themes     Tree Nodes /  
 
                                         References 

Sources 

6 

References 

537 

Brazil 

20/99 

Choi 

21/83 

Hayek 

15797 

Illa 

18/108 

Peja 

12/37 

Roy 

17/113 

Time management 3 13 7 1 - 5 - - 
• Teaching 6 59 6 8 17 11 4 13 
• Research 6 37 2 3 5 14 4 9 
• Service 6 26 2 2 4 10 2 6 

Department socialization 6 93 18 12 18 12 4 29 
College socialization 5 15 1 6 - 1 4 3 
University socialization 5 20 1 8 1 2 - 8 
Unclear/unspoken expectations 6 45 12 4 5 8 6 10 
Institutional policies and faculty experiences 6 24 4 3 8 4 2 3 
Information and communication:         

•  related to service 5 24 5 3 4 7 - 5 
•  related to research 5 29 5 5 5 10 - 4 
• related to teaching 5 27 6 6 7 5 - 3 

Annual evaluation – Midterm - Tenure 5 21 8 1 1 8 3 - 
Prior Interview Probes         

• As student         
o Academic adjustment as student 3 11 2 - - - 3 6 
o Adviser support as student 4 11 3 2 - - 1 5 
o Language concern as student 3 8 - 4 2 - 2 - 

• Spouse - family adjustment 5 18 5 2 8 - 2 1 
• Teaching support 5 13 1 5 3 3 - 1 
• Socialization as faculty 3 7 - 2 - 1 - 4 
• Research support 4 10 2 3 3 2 - - 
• Connection with bigger family back 

home 
• Mentoring relationship as faculty 
• Individual’s personality 

 

3 
 
3 
3 

6 
 

11 
9 

- 
 
7 
2 

2 
 
1 
- 

2 
 
- 
4 

2 
 
3 
- 

- 
 
- 
- 

- 
 
- 
3 

94 
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Table 4-3.  Research participant profile (As of Jan/Feb, 2011) 
# M/F Pseudonym 

for study  
Native country Time spent 

in U.S. 
Time spent 
as tenure-
accruing 
faculty 

1 M Dr. Brazil Brazil 9.5 years 2 months on 
H1visa (on F1 
visa since 
October 2010) 

2 F Dr. Choi South Korea 10 years 2 months 
3 M Dr. Hayek Colombia 11 years 3 months 
4 F Dr. Illa Spain 7.5 years 1.5 years 
5 M Dr. Peja Guatemala 7 years 6 months 
6 F Dr. Roy India 9.5 years 1.5 years 
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Table 4-4.  Survey questions and responses 
Pseudonym Are you able to 

perform your 
responsibilities 
well as they 
relate to teaching 

Are you able to 
perform your 
responsibilities 
well as they relate 
to research? 

Are you able to 
perform your 
responsibilities 
well as they relate 
to service? 

What percentage 
(100%) of your 
time do you spend 
on:  
 

What classes 
do you teach?  
 

How 
long are 
your 
classes? 
 

What is 
the 
frequency 
of your 
classes? 

How much 
time do you 
need to 
prepare for 
each class? 

Dr. Hayek Strongly agree Neutral 
No research for 
now. Too much 
emphasis on 
teaching for now 

Disagree 
Not much time 
for it 

Teaching 98% 
Research 0% 
Service 2% 
Only 3 months no 
research and little 
service for now 

Intl. 
humanitarian 
assistance and 
development 
policy 

50 
minutes 
and 95 
minutes 

Five 50 
minute 
classes 
and two 
95 minute 
classes  

5 hours for 
one and 4 
hours for the 
second 

Dr. Choi Agree Strongly agree Agree 
Although no 
service for now 

Teaching 40% 
Research 60% 
No service yet in 
first year 

Lipid & 
carbohydrate 
metabolism 

3 hours Twice a 
week 

10 hours per 
class 

Dr. Illa Agree Agree Neutral Teaching 70% 
Research 25% 
Service 5% 

Spanish  50 
minutes 

3 periods 
a week 

3-4 hours for 
each class 
hour of a 
new course 
 

Dr. Peja Strongly agree Strongly agree Neutral 
I have not 
performed any 
service yet 

Teaching 50% 
Research 50% 
No service is 
required for first 
year 

Stats for 
biological 
sciences 

50 
minutes 
each.  
Two 
periods 
per 
session 
 

Twice a 
week 

A lot 

Dr. Brazil  Strongly agree Strongly agree Strongly agree Teaching 5% 
Research 25% 
Extension 25% 
Service 45% 

Grad classes 
in Vet science 

One hour 
each 

Once a 
week 

2 hours each 

Dr. Roy Strongly agree Agree Strongly agree Teaching 55% 
Research 40% 
Service 5% 

Undergrad 
economics 

 50 
minutes 
and  100 
minutes 

4 days a 
week 

3-4 hours for 
new subjects        
1-2 for old 
subjects 
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CHAPTER 5 
DISCUSSION 

 The purpose of the study was to explore the perceptions and experiences of the 

socialization processes among early career foreign national tenure-accruing faculty in a Research 

I University. The open, frank exchanges that these faculty members shared with the researcher, 

as another foreign national, unearthed certain admissions and findings which may not have come 

out otherwise.  This chapter will discuss some of the prominent findings of the study and make 

connections with the literature review. The chapter begins with an overview of the significant 

themes in light of the research questions, and sub-questions, implications theory and practice, 

recommendations for future research, and concluding thoughts. 

Research Question 1: How do early career foreign national faculty perceive the 
socialization processes in Research I universities?  

 Enculturation into the U.S. and the Academy 

 As a foreign national, the researcher can relate closely with those who come for their 

graduate studies in the U.S.. When international students come here as students, they generally 

take a while to get used to the customs, traditions, culture, and study habits that the U.S. 

environment has to offer. According to Terano (2007) international students do so to satisfy their 

social and cultural needs and to strengthen supportive environment, retention, and success. As 

Pederson (1991) puts it, “these rules have been learned over a lifetime by locals. International 

students provide an example of a population that must learn a wide range of culturally defined 

and typically unfamiliar roles in a short time under conditions of considerable stress” (p. 12). 

Many, especially from collectivist cultures, find it difficult to come to terms with these sudden 

changes, since they virtually know no one here, have no family connections and cannot call on 

friends or relatives for help (Lee & Rice, 2007; Pederson, 1991; Sumer et al., 2008). Whether 

they come as singles, couples, or families, there are multifaceted challenges that they face. As 
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Nieto (2004) puts it, “culture is integral to the learning process, but it may affect each individual 

differently” (p. 148). The more the cultural contrast of the students’ home country to that of the 

U.S. environment, the more complex, anxious, and time consuming the adjustment process for 

individuals turn out to be (Fritz et al., 2004; Pederson, 1991; Sumer et al, 2008). One of the 

participants mentioned that those who come to the U.S. for studies are not ordinary individuals 

but select top students of their countries. There may be some truth in that although critics 

according to Pederson (1991) refute this claim saying that international students get selected for 

higher studies abroad more on the basis of family connections rather than better qualifications. 

All the participants of this study came to the U.S. as graduate students and have done well to 

secure faculty positions in a Research I University. Having braved the challenges at the student 

level they now feel better placed in a more familiar environment, and have the support or 

comfort of knowing so many international or local friends and connections here. Pederson relates 

this as a “U-shaped curve” (p. 16) whereby the students come full of excitement, experience 

cultural shock, develop feelings of despair and dejection, and then recover and get acculturated 

overtime. He also mentioned the “W curve” (p. 17) whereby the same individuals meet a reverse 

culture shock returning to their home countries and then do not experience the same trauma on 

re-entry to the U.S. as professors which they felt as students. 

 Most of the participants in this study wanted to join academia as tenure track faculty 

members. One of them in fact received an offer for a non-tenure assistant professor position but 

opted out of it to take a tenure-accruing job. Similarly most of the participants showed their 

keenness for research and wanted to be part of a large Research I University. One participant 

took the position in her current research extensive university despite knowing that this institution 

had a reputation for its poor salary structure as compared to other public and private universities. 
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For entry level positions, financial incentives are usually one of the key motivations, and to 

forego those considerations for the nature, type of job, or the institution demonstrates special 

interest, or that other factors were more important. In this case the individual opted for a 

university which provided her greater research opportunities in her area of interest i.e. language 

studies. 

 Literature provides abundant evidence that the tenure period for new faculty members is 

fraught with stress and difficulties. Many of these writers also engage in a fair deal of dialogue 

about the expectations early career faculty members face for providing quality performance in all 

three functions of teaching, research, and service irrespective whether they are in predominantly 

teaching or research institutions (Greene et al., 2008; Higgins & Welsh, 2009; McCormick & 

Barnes, 2008). Not much however is known about the perceptions and experiences of early 

career foreign national tenure accruing faculty (Foote et al., 2008; Mamiseishvili, 2007).  The 

interviews with the research participants did not reveal any serious concerns as mentioned above. 

For all of them, it was a deliberate choice to work in academia and while most participants talked 

about their passion for research, some also expressed their liking for teaching. It is therefore an 

important finding to know how early career foreign national faculty, who choose the profession 

deliberately, and are passionate about academia, relate to the enculturation process.  

 Race, Gender and Language 

 None of the study participants reported that race or gender played any factor either when 

they first came to the U.S. and joined universities as students, or now that they have started 

working in a Research I University. Dr. Illa thought that students seemed more respectful to male 

professors. She felt students were taking more liberties with her and asking frank questions. 

Later she added that she had a good rapport with students and it was all in good fun and humor. 

Perhaps this may have more to do with the professor’s personality and approachability, than 



 

98 

something identifying with gender. Dr. Choi mentioned that gender equality was one issue that 

had attracted her to stay in the U.S. She also did not think that there was any reason for her to 

feel mistreated because she was a foreign national faculty. Dr. Roy had similar feelings and felt 

good going on walks or buying groceries alone which she said was not easy back home. These 

views held by three foreign born early career tenure-accruing females from three different 

countries may not appear very pronounced but in the absence of literature in this area stand out 

as a finding.  

 The researcher would tend to agree with their opinions on gender. Both participants from 

Asia belonged to the male dominated environment where females have an unequal status. 

Females coming from those areas experience a great deal of freedom and a feeling of equality as 

they move to the U.S. The researcher’s wife and two daughters have held similar views and do 

not want to go back to their country solely for that reason.  

 Race however does play a big part in the adjustment, and the transition becomes harder 

with age. The researcher could see this happening as his kids took very little time to develop very 

strong relationships in their schools and neighborhood, while he and his wife needed a lot of time 

to form only a few. All the participants of this study felt quite acculturated in the U.S. 

environment. They now were now making friends with local Americans. However, all of them 

mentioned forming larger alliances with people from their country who were in the U.S. They 

were going to their country every year, or every other year, depending on their ticket fares, and 

maintaining daily interactions with their bigger families via phone or Skype.  None of them 

talked about any insecurity or safety issues on the basis of their race, which they greatly 

appreciated as a special feature of the U.S.  
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 Language, culture, and identity are said to go hand in hand (Blomquist (2009), and it 

seems that in a monolingual country like U.S., a reasonable command over the English 

language is very important (Pederson, 1991, Sumer et al., 2008). While talking about 

language concerns, Dr. Roy mentioned that being from India she did not have any problems 

socializing in the U.S., however she said that people from some of the other Asian countries 

like China, Korea for example, had real issues dealing with this barrier, and to counter this 

tended to huddle together with people of their own countries. Dr. Choi from Korea, appeared 

to fall in that category, and seemed a little aloof and isolated. Referring to college level 

meetings she mentioned feeling awkward. She shared that she felt more comfortable in 

research based conferences or something similar, but did not like attending social events. All 

of the other faculty members, despite very strong accents, appeared confident about their 

English speaking skills.  

 Considering that English was the participants’ second language and the fact that they 

had strong accents, the researcher could see them having language issues in classes. Apart 

from Dr Brazil, who seemed to have a good command over the English language, all others 

would have struggled in classes and outside. Dr. Roy appeared quite fluent but did not have 

a very clear accent. The case of Dr. Illa was different since she was teaching Spanish. The 

other three participants had spent only a few months each in the professoriate and perhaps 

did not have many students confronting them over their language issues yet. It was either 

that, or the fact that they are so young in the profession that they lacked the confidence to 

share and admit it with the researcher. It can, however, be said that while language is a very 

important factor for foreign faculty, the participants of this study did not reveal that as a 

concern. 
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 Family Concerns 

 Indirectly related to their socialization processes were family concerns. Literature reveals 

that spouses / legal dependents of international students, especially those having F2 visa status, 

“are prohibited from engaging in educational and professional endeavors during their sojourn 

…and experience social isolation, economic challenges, and emotional struggles” (Teshome & 

Osei-Kofi, 2011, p. 1). The international students who go on to join professoriate continue to 

have similar anxieties, in addition to those connected with their work activities. Solem and Foote 

(2006) highlight early career faculty apprehensions regarding “productivity and attitudes 

including inefficient time management, lack of collegiality, and difficulty balancing work and 

family life” (p. 202).  

 Just as literature points out, two of the faculty members of this study also reported serious 

family concerns. Both their spouses were having adjustment problems, which had a lot to do 

with language and cultural issues as well as relating to the tenure track or socialization processes 

of the participants. Dr. Choi had a difficult family life in the U.S. since her husband, belonging to 

a male dominated society, became domesticated after moving here. Ten years is a long time to 

carry that bone of contention.  She is hoping to get an H1 visa now that she is a full time 

employee, which will allow her husband to either take up catering business or open a Korean 

restaurant of his own. She is expecting that this will improve their relationship, which up until 

now seemed like a daily struggle.  

 Dr. Hayek on the other hand got married shortly before getting this faculty position and 

expressed that his spouse was not getting along well with the U.S. culture, language, and ways of 

life. He indicated that she did not want to live here and knowing that he would not leave the U.S. 

or his job, did not want to continue the relationship. Dr. Hayek claims that he tried what he could 

but expects that they will be divorced before the Summer semester is over. He mentioned that his 
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tenure duties might also have contributed as a factor since he could not give much time in her 

adjustment. He shared that his chair once invited him over to his house for dinner mostly to talk 

to him about his home situation. This indicates that the he took the chair into confidence, and 

although he did not report to that effect, his home or personal life was actually affecting work 

and office life. Both Dr. Choi and Dr. Hayek are from extremely collectivist cultures. Based on 

Spring’s (2008) listing Korea is the fifth most collectivist country and Columbia the second. The 

researcher is from the fourth most collectivist culture himself and hence can imagine the issues 

the spouses would have had to face after moving to the U.S. Dr. Choi’s husband belonging to a 

male dominated environment and ran a restaurant in Korea, has been relegated to a dependent 

status for the last ten years. A person who was running the house and having a lot of prestige 

may have lost a significant amount of respect even from his own family and that is very hard to 

accept. Dr. Hayek’s spouse, who had a degree in psychology, would have felt lonely coming to 

the U.S., having no immediate friends and connections, and a husband completely dedicated to 

the professoriate. One would have thought that Dr. Hayek who shared similar issues while doing 

his masters from a total black institution, might have done better to make the transition easier for 

his spouse. He, however, was of the opinion that he coped with his transition himself, and 

expected that his wife also needed to give herself time to manage on her own; something he 

shared he learnt from the American way of life. Perhaps he has acculturated too well into the 

U.S. culture. 

 Dr. Brazil and Dr. Peja both were married when they moved to the U.S. as students. Both 

of them reported that despite the number of years they had lived in the U.S., their wives’ could 

not speak English and were now attending English classes. Both wives spent a lot of time at 

home as housewives raising their children although they had a lot of friends from their home 



 

102 

community.  One was a physiotherapist and the other an architect before they married. The 

participants informed that their spouses neither pursued studies nor work in their fields after 

coming to the U.S. It however appears strange that despite being reasonably educated they did 

not even learn the English language up till now, and accepted a domesticated life.  

 Dr. Roy and Dr. Illa did not have those family issues to report. Dr. Roy’s husband had 

just finished his PhD in another state and was in the process of applying for positions in different 

U.S. universities. She mentioned feeling lonely at times, but thinks they will continue to have a 

long distance relationship. Dr. Illa, the only faculty member to be still single, relies on the gym 

to get some relief from her work commitments.  

 The family characteristics suggest a self-centered approach among the married 

participants. They did not seem to be perturbed by the fact that their spouses were not having a 

good time in the U.S. Although they may be bothered by these family concerns, however, none 

of them reported work or any job related responsibilities affected as a consequence. None of the 

married faculty members mentioned any adjustment issues among their children. The children 

were either very young when they came to the U.S. or were born here and perhaps adapted rather 

quickly into the U.S. culture. 

 Institutional Socialization 

 As far as the university or college socialization goes, none of the participants had many 

favorable comments. The socialization opportunities were either very limited or ill-tailored to the 

specific needs of the foreign national faculty. However, they mentioned receiving reasonable 

socialization effort from their departments and support on performance related areas from others 

in the department including the chair, mentors, senior faculty, and peers. While the other 

participants appeared satisfied Dr. Choi criticized the departmental efforts towards faculty 

settlement and socialization. She reflected that the first month and a half she spent in the 
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university may have been productive had the department been following a proper structured 

program to welcome and settle new faculty. She expounded that owing to the diversity and 

expectations that foreign faculty have, some, especially from collectivist cultures, may need 

more attention and support than others. Hence, a closer rapport needs to be made to know where, 

what, and how help is sought.  

 Two participants mentioned that departments noted caution on making extended 

socialization, suggesting that departments develop their own programs to meet those needs.  

 Departmental Support 

 Most of the participants reported receiving teaching and research support from seniors or 

other faculty members in the department. Teaching support included gaining access to previous 

course faculty teaching materials and syllabi, guidance on teaching, peer reviews and 

observations. Research support included collaborations with senior faculty or research ideas 

conceived during discussions with them. Service guidance, although not really required by some, 

came from observing senior faculty perform in departmental committees and student advisement. 

Referring to the departmental input of their present university to Green et al. (2008) findings on 

institutional support, one can see some useful peer/colleagues’ assistance that the participants 

reported both for teaching and research. In addition, although most of them did not have assigned 

mentors yet, subject to their brief stay in the university, they did expect to have one, or more in 

the form of a mentoring committee, to provide guidance in future. While one participant was 

refused direction by one senior faculty in her grant writing initiative, this was only an exception 

and not the norm.  
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Research Question 1A) What are early career foreign national faculty perceptions of the 
expectation of teaching in Research I Universities?  

 All the participants appeared confident about their ability to teach. When asked this 

question through the brief survey instrument, four chose strongly agree and two chose agree 

(Table 4-4). According to Green et al. (2008) Research I University workload is generally 

allocated at 40% teaching. However, in case of the participants only one person mentioned that 

allocation. Two of the others showed high percentages of 98% and 70% while the other two 

mentioned 55% and 50%. The only other participant had a small teaching component and taught 

just 5% of the time. Most of the participants mentioned having to spend the majority of their time 

on teaching. Some indicated that it was at times more than the percentages that they had 

indicated. The average time spent on teaching came to 53% close to the 55.11% mark as studied 

by Davis et al. (2006). However, it can be argued that the average would have been significantly 

higher than what the literature shows had the one participant in this study not been hired on such 

a small teaching component. Owing to the small sample size, the percentages are easily affected 

by extreme values.  

 Most of the faculty members felt that the expectations of teaching were very clear and 

communicated well in advance to provide adequate preparatory time to make course folder, 

power point slides, and class activities. Most faculty members also mentioned receiving good 

support from other faculty members towards course material preparation, and on receiving 

teaching advice or feedback through peer observations. The faculty reported having a fair deal of 

freedom in terms of how they teach in class, and even if there was a previous teaching format, 

they were not forced to follow that. Considering the little time most faculty members had spent 

in academia they were mostly teaching new courses. Most of them therefore mentioned that they 

needed excessive preparation time (Lang, 2008; Toews & Yazedjian, 2007) of three to four hours 
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or more for every hour of teaching time for new courses. However, they held expectations that 

they would be teaching at least some of the courses that they had already taught which for them 

meant reduced prep time requirement. Two of them hinted  that class size was one factor related 

towards time allocation as a hundred plus class size meant developing varied class activities and 

requiring longer grading time. Two of them mentioned that preparation time differed on the basis 

of difficulty level of the class topics also. Some expected to be teaching graduate classes soon, 

which meant smaller class sizes and reduced preparation time.  

Research Question 1B) What are early career foreign national faculty perceptions of the 
expectation of research in Research I Universities?  

 The participants’ survey responses also revealed their satisfaction about their research 

responsibilities (Table 4-4), and indicated an allocation between 25% to 60%  an average of 

37.5%. This average is very close to the general allocation of 40% for Research I Universities 

(Green et al., 2008). One of the participants was hardly involved in any research. Just like 

teaching, the averages here also were affected by one poor response and would have been much 

higher otherwise. However, the average was still significantly higher than 26.26%, which the 

literature on tenure-accruing faculty suggests (Davis et al., 2006).   

 Similar to the literature (Greene et al., 2008), most of the faculty members expressed that 

subject to their employment in a Research I University they knew that research was valued more 

and they had to do well both in terms of time spent and publications. Knowing the pressure, 

however, their time allocation for now does not permit this in the wake of excessive time they 

are devoting to teaching. Most of them expected the time spent on research to go up as their 

length of time increased in the institution.  

 Some mentioned that they needed more information on the number of articles they were 

expected to publish per year or during their tenure track period, as well as the names of the 
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preferred journals to pursue for publications. For some, both the numbers of publications and 

type of journals appeared important while others felt that merely the numbers were sufficient to 

achieve tenure. Some were also confused on how the time percentages for both research and 

teaching were determined and evaluated, since an additional class or more/less work on research 

did not have any effect on them. One participant mentioned that she was refused feedback on a 

grant paper by her mentor and felt that people in the other departments were more approachable. 

Another felt that once the research focus was determined, one could do any research within that 

orbit, without any institutional interference. For Dr. Choi however, there was the pressure to 

secure the NIH RO-1 grant, but then she had already agreed to pursue that in the selection 

interview. Half the participants thought that the Summer semester provided a better opportunity 

of catching up with research as they deliberately kept little or no teaching assignments during 

those months. Only one participant as per the recommendation of Santo et al. (2009) reported 

setting aside uninterrupted time and was utilizing one and a half day per week for research. 

Research Question 1C) What are early career foreign national faculty perceptions of the 
expectation of service in Research I Universities?  

 Two of the participants in this study did not have any service requirement, while three 

just had 5%, 5%, and 2% service assigned. Only one had a large percentage of 45%, however, 

service for him also included clinical work and short workshops for the dairy companies and 

their employees. The other two participants were providing service by working on the admission 

and search committees in their respective departments.  Despite the high involvement of one 

participant in service the average came to 9.50%, which is much lower than the general 

percentage of 18.23% (Davis et al., 2006) or for the allocation relating to Research I University 

faculty of 20% (Green et al., 2008). The lower service involvement may be due to the fact that 

four of the participants had been in their appointments for less than six months while the other 
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two had spent a year and a half in academia. Most of the participants expected that their service 

component would go up with time.  

 The fact that the work expectations for the participants varied from what the literature 

revealed may be due to the discipline of the faculty member and that they are new to the 

profession. Often, in the first two years of their initial contract, faculty are expected to spend 

more time on research and teaching, while their service roles are diminished (Behar-Horenstein, 

Zafar, & Roberts, in press; Lang, 2008, Terpstra & Honoree, 2009). Most of the participants 

expected that research and service would increase overtime, while teaching would maintain its 

current momentum. None of the participants felt that the allocations were unreasonable. This can 

either be due to the fact that they are comfortable with their roles and as such do not have many 

issues/complaints, or they are being allowed an opportunity by their departments to get settled in 

their new professions, without overwhelming them right at the very onset. 

 All faculty members in concert with the literature reported spending more than the 

assigned 40 hours per week working towards their job responsibilities (Link et al., 2008). Most 

were regularly taking work home and working on the weekends. Dr. Brazil was the only 

exception. He reported that he gets up every morning at 6:00am if not sooner, works hard during 

the day, and leaves the office for home at 5pm sharp. If there was unfinished work, he would 

catch up with that the next day. If it was urgent he would work either late at night or early 

morning without taking time away from family. This therefore is another finding that work can 

be done, there are ways of making the tenure-accruing stage more organized and practical; and 

some can do it better than the others (O’Leary, 2009). 
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Research Question 1D) What are early career foreign national faculty perceptions of 
unspoken expectations in Research I Universities?  

 The participants had mixed views to offer about unspoken expectations. Some found the 

expectations to be confusing and conflicting (Hamilton, 2005; Hill, 2004; Sorcinelli, 1994). Dr. 

Brazil reported that the expectations were all unspoken and deliberately kept vague so that the 

faculty members could try to outdo each other and go over and beyond what was required. There 

was one participant who mentioned the requirement for publication of a book that to her was an 

unspoken expectation. Similarly another participant indicated the requirement of obtaining an 

RO-1 award which was not given anywhere in writing. Some thought that the expectations were 

pretty well laid out and given to them in writing.  

 Study participants seemed quite clear about teaching. They were assigned classes well 

ahead of the respective semesters allowing them sufficient time to prepare their syllabi and 

teaching materials. Assistance was also provided in making those folders, as well as extending 

feedback through class observations, rendering guidance where necessary. Research was 

however an area where there was significant confusion. Faculty did not have clear numbers in 

terms of the articles to be published per year. Often they were unclear about which journals to 

pursue or which journal was more preferred. One confided about her unfamiliarity with grant 

processing and appeared in need of help. 

 Some found the percentages to be confusing and contradicting since more classes or large 

or small class sizes would not have any influence on them. Participants felt that the percentage 

allocation of time for both teaching and research was confusing, contradicting, and not clearly 

quantifiable. They thought that doing more research work, increasing course offerings/class sizes 

or spending more time on teaching did not have any effect on percentages. 



 

109 

 Faculty members did not think about or know much of stated policies. According to Dr. 

Brazil policies simply were not stated, and the expectations were all unspoken. He went on to say 

that personality types, people skills, and networking helped socialization and faculty 

connections. He pointed that that the differences among individual characteristics determined 

whether the environment would be challenging for a person or provide opportunities for growth.  

Dr. Hayek shared the shocking news that two faculty members from his department were denied 

tenure when other faculty felt they were ready for it. This incident emphasized that there was 

always the possibility of a misunderstanding between expectations and faculty interpretations. 

 None of the participants had any shocking discoveries to relate from faculty evaluations. 

Dr. Illa, however, did feel that she was doing more service than was accounted for in the 

evaluations. She also thought that her teaching percentage of 55% did not come close to 

reflecting the amount of teaching she was actually doing during the semester. 

 A comparison of findings for tenure accruing foreign and non-foreign nationals is 

presented in Table 5-1. The graphical representation of the grounded theory model of tenure-

accruing foreign national faculty socialization processes is given in Figure 5-1.  

Implications for Theory 

 The participants of this study mentioned that they did not have any language concerns, 

and that students did not have any difficulty understanding them. Despite one particpant 

mentioning that students came to her regarding comprehension issues, she felt certain that they 

were not serious about it. All the others had strong accents as well, and the researcher could see 

them struggling with the language, fluency, and expression. Dr. Brazil’s speech was clearer than 

the others and yet he too had an accent which local students may find disconcerting. While the 

purpose of this study was not to focus on language proficiency and accents of the participants, it 
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appeared that language may impact the quality of instruction foreign nationals provide in class 

(Pearson et al., 2006). Not many foreign nationals know they have an accent till they are told that 

they do. Some realize it but do not know that their speech is difficult to understand. Everyone 

has an accent and what appears the norm in one geographical location may not be so in another. 

This is further exacerbated across borders. Further research is required to explore how language 

and linguistic proficiency affects student comprehension. Language was also found to be a 

concern for most of the spouses of married participants. Language, unemployment, and 

depression seemed to play a factor in their marital relationships (Beiser & Hou, 2001). 

 The three female participants in this study talked about a feeling of self worth and 

equality after coming into the U.S. (Spring, 2008). Two females from India and Korea found the 

change to be much more significant than the third participant from Italy. None of the male 

participants found gender to be a factor in the U.S. They voiced the perception that greater 

equality prevails in the U.S. between the two genders than what they had experienced in their 

home cultures. They may have had new experiences like cooking or helping with house chores 

here, more so than they were used to in their own countries. However, since they had their 

spouses with them, who were mainly domesticated, it was not clear if that was so. A greater 

probing into this area may have revealed more information and may be the focus of another 

study.  

 Race was another aspect which the participants did not emphasize. While Nieto (2004) 

talks about the existence of racial discrimination both in the educational as well as other societal 

institutions, none of the participants felt race to have played any factor during their first entry 

into the U.S. as students or their movement to a Research I University as faculty. The researcher 

found race to be a topic in the U.S. that people do not feel comfortable talking about. His 



 

111 

experiences suggest that those coming from collectivist cultures seem totally lost in an alien 

territory devoid of the close relationships and connections that they thrive on. Though one adapts 

to an environment with time, every time one makes a move to another place one expects the 

same treatment one would get in one’s own country. One participant shared a similar experience 

of her first day in professoriate. This is another area which needs further exploration. 

 The greatest contrast from literature found in this study was that despite participants were 

mostly fresh hires they did not seem too overwhelmed with the responsibilities of the 

professoriate (Greene et al., 2008; Hamilton, 2005; Hill, 2004; Sorcinelli, 1994). While they 

mentioned having to spend a lot of time on teaching they did not reveal being beleaguered by it. 

This may either be owing to the support provided by other faculty members, which participants 

acknowledged for teaching, or to the resoluteness of the foreign nationals who feel ready for any 

challenge after braving the entry level tests and tribulations when they first came to the U.S. as 

students (Pederson, 1991). Another possibility can be that the early career foreign nationals do 

not want to share this with another for the fear of appearing incapable of shouldering their 

responsibilities. This remains another area where more research is required. 

 Table 5-2 lists some of the key points of the theoretical framework discussed in Chapter 

2, the findings of this study. and whether the results confirmed or refuted the theoretical 

perspectives. 

Implications for Practice 

 The findings of this study suggest many ways how educational institutions can make 

things better for their new faculty members. Recommendations are suggested in terms of 1) 

institutional socialization, 2) departmental support, 3) foreign national faculty. 
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Institutional Socialization 

 Some participants of this study made references to university, college, and departmental 

socialization effort. As per the participants’ responses, the university and colleges need to do 

more than just an isolated orientation or a one-time reception. Organizational writers such as 

Bolman and Deal (2008) suggest that employees want to have a strong sense of belongingness 

with institutions. The ways they are taken into an organization remain part of their memories 

forever. It should, therefore, be done in a befitting manner. Universities should provide faculty 

members with more opportunities to come together and feel proud of joining an organization that 

cares for its employees. Colleges also need to do more, and should engage faculty of different 

departments with each other through collaboration, scholastic pursuits, and recreational 

activities. 

 Based on the study findings, a well-organized departmental orientation seems to be 

something that all faculty members should go through. It should be elaborate and include all the 

important details that faculty may need to get started. While it should advise on the basics like 

dependents’ health insurance as a component package for foreign nationals, it should also dwell 

on H1 visa related issues, accommodation, and information on other faculty members/people 

from their home countries. Creating activities, and a spouse group for the faculty members’ 

significant others may be another way that foreign national faculty can settle down faster in a 

new environment.  

Departmental Support 

 Most faculty indicated that meeting the chair usually happened on yearly evaluations 

apart from the first meeting that they had at the time of joining the department. This practice may 

work well with those from the U.S., subject to the individualistic and independent character of 

the people in this country; however, foreign nationals may want a closer linkage for direction, 
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guidance, and connectivity. The department chair, mentor assigned, or senior faculty members 

should create a close, regular dialogue with the faculty on issues of settlement into the new 

location, adjustment into the department, and understanding the departmental expectations. For 

many participants this was their first job experience in the U.S. Therefore it would be reasonable 

for them to expect information on things like the organizational code of conduct and other job 

related requirements. Some of the participants mentioned receiving information on the 

institutions sexual harassment policy, however, knowledge of other information relating to the 

organizational culture may be just as important. 

 Most of the participants mentioned that they were treated equally as local faculty 

members. Equal at times is not equitable (Nieto, 2004). While it is good to know that there is no 

discrimination, foreign faculty, even those who acculturate well in this system, may need some 

closer guidance or counseling from senior faculty or department chair in order to be able to deal 

with departmental requirements better. There is growing talk about encouraging multiculturalism 

(Ivey et al., 2002; Molinsky, 2007; Nieto, 2004; Sleeter, 2001; Spring, 2008; Sue, 2001; Sue & 

Sue, 2004) and it will be appropriate that non-nationals may be recognized as having specific 

cultural requirements and be dealt with differently from the local faculty. More than 50% foreign 

students come from Asia (Pederson, 1991) i.e. countries which are far more collectivist than the 

U.S. the most individualistic country in the world (Spring, 2006). These faculty members go past 

their initial cultural shock on entry into the U.S. as students as they find others from their 

countries or from other collectivist nations. They find a bit of a cultural shock again when they 

join an institution for work (Pederson, 1991). In the U.S. environment foreign faculty members 

may not be fortunate to have others who are open enough to form close bonds. As was found 

from this study, some foreign nationals while adjusting to their official work requirements start 



 

114 

developing family/spouse concerns. They may need guidance or counseling on creating a 

balance between work, self, and family time. The onus lies on the department chair, mentor, 

senior faculty or some other culturally competent helping professional who can provide good 

timely sensitive intervention strategies to early career foreign national faculty in nurturing 

relationships, both at home and in the organization. This can take the form of faculty retreats, 

home luncheons or dinners, potluck parties, picnics, or short trips to local attractions including 

family members. 

 Since multiculturalism is encouraged in U.S. educational institutions (Sleeter, 2001), it is 

expected that proper departmental support to the foreign national faculty would mean providing 

them essential culturally competent guidance on adjustment issues, both as individuals and 

families for settling in the U.S. The researcher tried to find if there were people in education and 

leadership who specialized in multicultural education. Only one could be found, namely Dr. 

Christine Clark Professor of Curriculum and Instruction, Senior Scholar in Multicultural 

Education, and Founding Vice President for Diversity and Inclusion at the University of Nevada, 

Las Vegas. In part, her agenda focuses on white antiracist identity development and multicultural 

teacher education preparation, and multicultural curriculum transformation in P-12 and higher 

education across disciplines. She specializes in critical multicultural, bilingual education as a tool 

for disarming violence in schools and communities. To provide guidance to foreign nationals 

who join academia, there will need to be more individuals who specialize in multiculturalism.

 Although some faculty members stated that they were given expectations in writing, it 

was obvious that they did not have a clear understanding in terms of numbers for articles or 

research guidelines over preferred journal publications. Others denied receiving any stated 

policies or clear directions. It is surprising that in an institution where students are taught about 
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life issues, making priorities, managing time through assignment time logs, that faculty are not 

provided clear directions. More so when the guidance needed is on research, and the institution 

happens to be a Research I University. Even if the idea is to keep people guessing and aiming for 

higher productivity, it may still be useful to at least give them the minimum cut off levels, and 

the kind of journals that the department prefers or gives higher scores on publications. All the 

participants mentioned receiving quality support from their advisers while they studied in grad 

schools. This not only helped them deal with the move to a new culture better but also allowed 

them to come to terms with their study requirements. Many participants mentioned doing well in 

research work because of the support that they received from their advisers. It is the kind of 

support that the early career foreign national faculty needs from their assigned mentors or 

mentoring committees, and a good start can be the harbinger of a great career ahead.  

Foreign National Faculty 

 The literature suggests that married faculty find it difficult to balance work and family 

responsibilities; either one flourishing, at the expense of the other (Bellas & Toutkoushian, 1999; 

Lang, 2005). The study revealed similar findings. Family-work balance was not evidenced for 

many of the participants. 

  All faculty members were found to be doing well in their new institutions and meeting 

their tenure track requirements. They expressed dedication and commitment in meeting 

professional requirements. While they seemed focused with their job responsibilities and 

appeared confident of making it to the tenure stage, they did not seem to be looking after the 

needs of their spouses too well. Although there is very little literature available examining the 

marital relationships of foreign nationals who come to work or study (Chang, 2004), the findings 

from a survey by a large university in Texas (Yi et al., 2003) revealed “relationship with 

romantic partner was listed as one of the top three concerns for international graduate students” 



 

116 

(Bigler, 2007). All five married participants reported having relationship issues. Spouses of three 

participants know very little English and are housewives/husband. One participant is about to 

experience a divorce. The only other married participant is contemplating a long distance 

relationship with her spouse. 

 It is clear that the family lives of the participants are in disarray. In an attempt to do well 

with their education and professional lives they have put home life on the back burner or at least 

have relegated the priorities of their spouses. Although some of the Asian and other developing 

nations have male dominated cultures, however, to have this situation in an equal opportunity 

culture of the U.S. appears a little out of place, especially for academics such as the tenure-

accruing faculty. Since the participants appear to have acculturated in the environment, it makes 

sense that they start shouldering more responsibilities in the home front, enabling their partners 

to experience study, work related opportunities, or a better home environment. 

 While faculty members should be cognizant of their responsibilities, the institutions may 

also take steps to educate these faculty members in terms of time and priority management and 

on how to create a balance between work, home, and leisure. This will not only make these 

faculty members’ home lives better but will also ensure a greater productivity for the institution 

and the scholarly community at large, since satisfied workers are productive workers (Ropella, 

2008). 

Recommendations for Future Study 

In view of the fact that not many studies have been conducted on foreign national tenure-

accruing professors, it may be useful to conduct a more extensive study allowing patterns of 

consistency to emerge from other Research I Universities. Similarly it may be useful to compare 

or contrast findings of this study with studies conducted on the early career foreign national 

tenure-accruing faculty of other educational institutions within the Carnegie Classification.  
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This study revealed an existence of family/spousal concerns for the early career foreign 

national faculty members. While there are some studies on the conditions of the spouses of 

international students who come to the U.S. (Bigler, 2007), not much has been explored over the 

experiences of those spouses who continue to stay in the U.S. after their partners prolong their 

sojourns by joining the professoriate. It will be interesting to see if their lives undergo any 

changes just as this study promised for one who was expecting to start a job or business once his 

wife secured the H1 visa. 

Gender did not emerge strongly in this study as far as the tenure accruing faculty was 

concerned. Another study could explore whether gender of faculty spouses display different 

growth patterns once the faculty members acquire tenure and stay beyond. Literature reveals that 

spouses of international students generally lead a frustrating time in the U.S. (Teshome & Osei-

Kofi, 2011). It will, therefore, be useful to see if gender plays any significant part in their 

adjustment into the U.S. as they continue to live here over an extended period of time. 

Some of the participants described the differences they experienced from the 

individualistic cultural expectations of U.S. in contrast to the collectivist cultures that they come 

from. A study comprising an even number of participants belonging to the two culture types may 

highlight different or similar experiences that they develop overtime and can provide future 

implications for study.  

As the literature reveals mentoring can play a big part in making the new faculty aware of 

their responsibilities and prepare them better as they join the professoriate (Driggs et al., 2007; 

McCormick & Barnes, 2008). Most of the participants in this study had spent very little time in a 

Research I University and, hence, did not have much mentoring experiences to share. One 

faculty confided that she did not receive any feedback from her mentor on the grant proposal that 
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she had specifically presented to him for that purpose. Although mentoring should come in early, 

another study conducted in Research I Universities that focuses on mentoring and targets tenure 

accruing faculty who are into the profession for at least one year, may produce different findings.  

Conclusion 

As evident from this study, graduate students are attracted to the possibility of starting on 

the tenure track academic career in a large Research I University. The findings from this study 

do give strength to the fact that early career foreign national faculty can shoulder their 

responsibilities well if proper nurturing, guidance and timely support is provided to them. While 

the departmental chairs and senior faculty members of this study provided that and made the 

process less daunting for the participants, a consistent, structured and well planned socialization 

process at university, college, and department levels can provide a welcoming impact, help ease 

the faculty in the new environment, and give them an accelerated start where they can focus on 

the task ahead.     

 In order to enable the early career foreign national tenure accruing faculty to discharge 

their duties confidently it will be helpful if institutions can provide clear verbal/written 

expectations in the three areas of teaching, research, and service for achieving tenure. While this 

will remove much of the confusion and save time spent on unnecessary activities, it will allow 

the faculty to concentrate their energies on institutional priorities thereby increasing their 

chances of earning tenure.  

 While there will be inherent diversity considering that the foreign national faculty will be 

coming from different countries and cultures, each university should employ the services of a 

culturally competent helping professional, comprising either a senior faculty or a hired specialist. 

This will not only provide necessary counseling to the incoming faculty on life/work balance, but 

will also guide the local staff towards better adaptations with international faculty. Short courses, 
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discussions, or awareness sessions on the commonalities or clashes existing between the 

collectivist and individual cultures may be a starting point on forging a buildup of a fruitful long 

term relationship of the early career foreign national faculty with their colleagues, and 

institutions. 
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Figure 5-1.  Zafar’s model of tenure-accruing foreign national faculty socialization processes  
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Table 5-1.  Comparison of findings for tenure-accruing foreign and non-foreign nationals 
# Key Points Foreign 

nationals 
Non-foreign 
nationals 

1. Faculty members overwhelmed with huge 
expectations in the initial years of professoriate 
(Greene et al., 2008; Higgins & Welsh, 2009; 
McCormick & Barnes, 2008). 

No Yes 

2. Early period fraught with stress and difficulties 
(Greene et al., 2008; Higgins & Welsh, 2009; 
McCormick & Barnes, 2008). 

No Yes 

3. Conflicting/confusing, unclear expectations 
((Hamilton, 2005; Hill, 2004; Price & Cotton, 2006; 
Sorcinelli, 1994). 

Yes Yes 

4. Workload expectations for teaching, research, & 
service for Research I / other universities respectively 
(Greene et al., 2008 / Davis et al., 2006). 

53%, 
37.5%, 
9.5% 
 

40% / 55%. 
40% / 26%, 
20% / 18% 

5. Work well over 40 hours a week and also over the 
weekends (Link et al., 2008; Toews & Yazedjian, 
2007). 

Yes Yes 

6. Heavy teaching load provide less time for research 
(Levine, 2007; Milem et al., 2000; Walker et al., 
2008). 

Yes Yes 

7. Teaching important but research necessary to secure 
tenure (Price & Cotton, 2006; Toews & Yazedjian, 
2007). 

Yes Yes 

8. Six to twelve journal articles required, mostly peer 
reviewed, for tenure in research universities (Price & 
Cotton, 2006). 

Unclear Yes 

9. Barriers to employment and retention of minority 
faculty (Stanley, 2006; Diggs et al., 2009). 

No Yes 

10.  Gender discrimination (Bellas & Toutkoushion, 1999; 
Wolfinger et al., 2009). 

No Yes 

11. Feeling of social isolation due to language and 
cultural barriers (Lewallen et al. (2003). 

Only one 
reported, 
although it is 
apparent for 
spouses 

Yes 

12. Assigned mentors (Greene et al., 2008). 33% 50% 

13. Married faculty find it difficult to balance work and 
family responsibilities (Bellas & Toutkoushian, 1999; 
Lang, 2005) 

Yes Yes 
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Table 5-2.  Findings of the Study Based on Theoretical Framework/Perspective 
Key points of Theory Findings Theory confirmed  

or refuted 
Multiculturalism (Spring, 
2008)  
 
An interplay of individualistic 
and collectivist cultures can 
help individuals understand 
cultural differences. 
 

 
 
 
All the participants, based on 
their stay in the U.S., 
expressed awareness and 
understanding of the cultural 
differences that existed 
between their culture and that 
of the U.S. 
 

 
 
 
Confirmed 
 

Multicultural person (Nieto, 
2004)  
 
A multicultural person 
emphasizes pluralism…and 
can adjust and adapt to both 
cultures 
 

 
 
 
Other than one participant 
from Korea, all the others 
seemed quite open minded and 
felt at home with the interplay 
of different cultures 
 

 
 
 
Confirmed 
 

Frame switching 
(Fitzsimmons, 2007) 
 
Bicultural frame switching 
refers to subconsciously 
switching between cultural 
frames that both reside within 
the individual 
 

 
 
 
Apart from the Korean 
participant none of the others 
mentioned any problems 
mixing up and attending 
meetings or parties whether in 
their own culture or that of 
their school’s 
 

 
 
 
Confirmed 

 

Code switching (Molinsky, 
2007) 
 
In linguistics, code switching 
is the concurrent use of more 
than one language, or 
language variety, in 
conversation 
 

 
 
 
Most of the participants knew 
two or more languages, and 
the researcher heard at least 
three of the participants taking 
phone calls during interviews 
and using English expressions 
while using their own 
languages  
 

 
 
 
Confirmed 
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Table 5-2.  Continued 
Key points of Theory Findings Theory confirmed  

or refuted 
Acculturation/assimilation 
(Spring, 2008) 
 
It takes a greater intellectual 
effort to acculturate than to 
assimilate. 
 

 
 
 
The participants, subject to 
their intellectual growth 
during their studies and 
professional experience, 
appear to have acculturated 
well in the U.S. environment 
where as their spouses who 
have not interacted with the 
American culture have neither 
acculturated nor assimilated 
 

 
 
 
Confirmed 
 

Language as a predictor for 
depression and unemployment 
(Beiser & Hou, 2001). 
 
Language plays an important 
part in the employment 
process, and is a predictor for 
depression for those who do 
not get absorbed in the labor 
market in the early years of 
resettlement 
 

 
 
 
 
Language and unemployment 
caused depression in terms of 
a divorce possibility for one 
participant. It was also an 
apparent cause of discord for 
another. Two other spouses 
were still struggling with 
language and were leading a 
domesticated life. 
 

 
 
 
 
Confirmed 
 

Immigration and gender 
(Spring, 2008) 
 
For many immigrant women, 
the United States provides an 
opportunity for self-assertion 
and a break from former 
servile roles 
 

 
 
 
This feeling of equality and 
self worth was expressed by 
all the three female 
participants of the study.  
 

 
 
 
Confirmed 
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Table 5-2.  Continued 
Key points of Theory Findings Theory confirmed  

or refuted 
Racial discrimination (Nieto, 
2004) 
 
The interplay of different 
cultures and races bring forth 
racial discrimination that 
exists in educational as well as 
other institutions of society 
(Nieto, 2004). 
 

 
 
 
None of the participants 
mentioned any kind of racial 
discrimination they 
experienced during their 
studies or while working in 
the Research I University. 
 

 
 
 
Refuted 
 

Culturally competent helping 
professional (Sue & Sue, 
2004) 
 
Presence of a culturally 
competent helping 
professional who is aware, 
actively attempts to 
understand the worldviews, 
and develops and practices 
appropriate, relevant, and 
sensitive interventional 
strategies for the culturally 
different client 

 
 
 
 
None of the participants 
indicated an on 
campus/departmental presence 
of such an individual who 
could facilitate and address 
their cultural problems and 
needs 

 
 
 
 
Refuted 
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APPENDIX A 
UFIRB 02 – SOCIAL & BEHAVIORAL RESEARCH 

UFIRB 02 – SOCIAL & BEHAVIORAL RESEARCH 
Protocol Submission 

Title of Protocol:  Perceptions and experiences of the socialization processes among early career 
foreign national tenure-accruing faculty in a Research I University. 

Principal Investigator:  Mueen Aizaz Zafar 

 

UFID #: 8232-5331 

 

Degree / Title: Ph.D Student / Grad Assistant 

 
Department:  Educational Administration & 
Policy 

Mailing Address:    
2901 SW 13th street, Apt 246, 
Gainesville, FL 32608 

Email Address & Telephone Number:    

mueenaz@ufl.edu / 352-682-3128(cell) 

Supervisor: 
Dr. Linda S. Behar-Horenstein 
 

UFID#: 
2100-4150 

Degree / Title: Ph.D / Distinguished Professor 
 
 
Department: Educational Administration & 
Policy 
 

Mailing Address: PO Box 117046,Gainesville, FL 
32611 
 
Email Address & Telephone Number: 
"Dr. Linda Behar-Horenstein" 
<lsbhoren@ufl.edu> 
352-273-4330  

Date of Proposed Research: 
 
January 5, 2011- January 4, 2012 
 
Source of Funding (A copy of the grant proposal must be submitted with this protocol if funding is involved): 
NIL 
Scientific Purpose of the Study: 
The purpose of this study will be to explore: “The perceptions and experiences of the 
socialization processes among the early career foreign national tenure accruing faculty in a 
Research I university located in the southeastern part of the U.S.” 
 
Describe the Research Methodology in Non-Technical Language:  (Explain what will be done with or to the 
research participant.) 
Six first year tenure track faculty members will be individually interviewed to gain insight into 
their perceptions and experiences as new professors. Participants will be recruited through 
deliberative (purposive/purposeful) sampling, and personal contact. The interviews will be 
conducted in the participant’s offices, department conference rooms, or other mutually agreed 
upon locations. All the interviews will be audio recorded and transcribed. Participants will 
have the opportunity to express their experiences relating to the socialization processes in their 
department/university. They will also have the opportunity to discuss anything else related to 
their experiences related to their job responsibilities. 

mailto:mueenaz@ufl.edu�
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Describe Potential Benefits and Anticipated Risks: (If risk of physical, psychological or economic harm may 
be involved, describe the steps taken to protect participant.) 

There are no significant anticipated risks involved in this study. Potentially the procedure puts 
non-tenured faculty at risk if they were to say anything negative about their university. 
However, to thwart that risk special effort will be made to omit references such as name, 
department, and university from all recordings and field notes. Participants who wish to 
withdraw from this study may do so at any time. Benefits may include possible 
suggestions/findings evolving out of the research which may be useful for higher education 
institutions in improving necessary socialization processes for early career foreign national 
tenure track faculty members. The findings may also provide direction to other early career 
foreign national faculty on the utility of socialization processes and the need to seek necessary 
support from their own institutions. Data obtained from this study will be properly secured by 
the researcher and destroyed upon completion of the study. 

Describe How Participant(s) Will Be Recruited, the Number and AGE of the Participants, and Proposed 
Compensation: 

6 adults (3 male and 3 female)  participants (25 years and older) will be recruited using 
deliberative sampling based on the following criteria:  

1. Foreign national faculty members 

2. Tenure track faculty members serving in Research I universities 

3. Faculty members who are in early career tenure accruing stage (0 – 3 years), 
performing the roles of teaching, research, and service 

4. Have been in the U.S. for at least three years 

5. May have come from other universities or are a direct hire in their current universities 

Participants will be recruited from different departments of the University of Florida on the 
basis of referrals and will be invited to the study through direct contact / emails. 

There is no compensation for participation in this study. 

Describe the Informed Consent Process.  Include a Copy of the Informed Consent Document: 

Once approval for this IRB is received the researcher will contact participants using 
deliberative sampling. The researcher will meet the participants prior to beginning the study 
and explain the purpose of the study, their role in the study and the use of the consent form. 
The participants will then be invited to participate in the study. A copy of the consent form 
will be provided to the participants prior to the interviews and a signed copy will be obtained 
by the researcher. 

Principal Investigator’s Signature: 

 

Supervisor Signature: 

 

Department Chair/Center Director Signature: 

 

 

Date: 
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APPENDIX B 
INFORMED CONSENT 

Protocol Title: Perceptions and experiences of the socialization processes among early career 
foreign national tenure accruing faculty in a Research I University. 

Please read this consent document carefully before deciding to participate in this study. 

Purpose of the research study:  

The purpose of this study will be to explore: “The perceptions and experiences of the socialization 
processes among the early career foreign national tenure accruing faculty in a Research I 
University located in the southeastern part of the U.S.” 
 
What you will be asked to do in the study:  
I request permission to interview you to gain an understanding of your perceptions and experiences 
about the socialization processes provided to you by your department/university. The first 
interview will be followed up by a shorter second interview to verify interpretations / seek 
clarifications or probe for more information on specific issues. There will also be a short survey 
which will be given to you at the end of the first interview. 

With your permission, the interviews will be recorded, and field notes will be taken during the 
interview session.  Only the researcher will have access to these field notes and audio tapes, and 
they will be destroyed after the study is completed.   

Time required:  

First interview:  Between 45 - 60 minutes of your time will be required. 
Short survey:  About 10 -15 minutes of your time will be required 
Follow-up interview:  Between 30 - 60 minutes of your time will be required. 
 
Risks and Benefits:  

Potentially the procedure puts non-tenured faculty at risk if they were to say anything negative 
about their university. However, to thwart that risk special effort will be made to omit all 
references such as name, department, and university from  recordings and field notes. Benefits may 
include possible suggestions/findings evolving out of the research which may be useful for higher 
education institutions in improving necessary socialization processes for early career foreign 
national tenure track faculty members. The findings may also provide direction to other early 
career foreign national faculty on the utility of socialization processes and the need to seek 
necessary support from their own institutions. 

Compensation:  

There is no financial compensation for your participation.  
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Confidentiality:  

Your identity will be kept confidential to the extent provided by law. You will be assigned a 
pseudonym. The list connecting your name to this pseudonym will be kept confidential by the 
researcher. When the study is completed and the data have been analyzed, the list will be 
destroyed. Your real name will not be used in any report. The final results will be presented as part 
of a PhD dissertation and in educational journals and magazines for possible publication. 

Voluntary participation:  

Your participation in this study is completely voluntary.  There is no penalty for not participating. 
Moreover refusal to participate will not affect standing at the university. 

Right to withdraw from the study:  

You have the right to withdraw from the study at anytime without consequence. You do not have 
to answer any question you do not want to answer. 

Whom to contact if you have questions about the study:  

Mueen Aizaz Zafar, College of Education, Higher Education Administration, Norman Hall, 
University of Florida, Gainesville, Fl. mueenaz@ufl.edu 

Home address in the United States:  

2901 SW 13th Street, Apt 246, Gainesville, FL 32608.     Phone# 352-682-3128 

Whom to contact about your rights as a research participant in the study:  

UFIRB02 Office, Box 112250, University of Florida, Gainesville, FL 32611-2250; phone 392-
0433.  

Agreement:  

I have read the procedure described above. I voluntarily agree to participate in the procedure and I 
have received a copy of this description. 

Participant: _______________________________________Date: __________________ 

Interviewer: _______________________________________Date: __________________ 

mailto:mueenaz@ufl.edu�
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APPENDIX C 
INTERVIEW 1 PROTOCOL 

1. What made you come into the professoriate? 

2. What brought you to this university? 

3. What kinds of experiences did you have before coming to this university? 

4. What significant experiences have you had as you transitioned into a tenure 

accruing position in this university? 

5. It has been stated that certain situations impact professor’s experiences such as 

culture, language, family, and personal life among others. Would you like to share 

anything about these factors? 

6. What information or communication have you received about teaching? 

7. What information or communication have you received about research?  

8. What information or communication have you received about service?  

9. Is there anything else that you may like to share? 

 

 Thank you so much for participating  
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APPENDIX D 
INTERVIEW 2 PROTOCOL 

1.  What factors influence the percentages of time you spend on:  

 (a)  teaching, (b) research and (c) service? 

2.  Can you describe the *socialization processes that you have experienced  in 

 your: (a) department, (b) college, and (c) university 

3.  What is the information and communication that you have received as well  as 

 the unspoken expectations about: (a) teaching, (b) conducting your research, and (c) 

 performing service 

4.  Is there a difference between stated policies around tenure and promotion  and 

 your experiences 

 Is there anything else that you may like to share? 

  

 Thank you so much for participating   

 

 
*Socialization: an organizational process that allows individuals to learn about the culture, 
practices, values, jargon, attributes, procedures, and expectations of the dominant culture. In 
addition it informs new comers about their work group, the specific people they work with on a 
daily basis, their own role in the organization, the skills needed to do their job, both formal 
procedures and informal norms. Socialization functions as a control system in that the fresh hires 
learn to internalize and perform organizational practices and priorities. 
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APPENDIX E 
SURVEY 

Please mark ‘X’ in the applicable column 
 

 
 

Strongly 
agree 

 
Agree 

 
Neutral 

 
Disagree 

Strongly 
disagree 

1. Are you able to 

perform your 

responsibilities well as 

they relate to 

teaching? 

     

Comments: 
 
 
 
 
 
2. Are you able to 

perform your 

responsibilities well as 

they relate to 

research? 

     

Comments: 
 
 
 
 
3. Are you able to 

perform your 

responsibilities well as 

they relate to 

service? 

     

Comments: 
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4. What percentage 

(100%) of your time 

do you spend on:  

 

(a) teaching:  

(b) research:  

(c) service: 
 
Comments: 
 
 

5. What classes do you 

teach?  

 

 

6. How long are your 

classes? 

 

 
 
 
 

7. What is the 

frequency of your 

classes? 

 

 

8. How much time do 

you need to prepare 

for each class? 

 

 
 
Thank you so much for participating  
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APPENDIX F 
RECRUITMENT EMAIL 

Recruitment Letter 

To Research I University Faculty,  

My name is Mueen Zafar, and I am doing a qualitative research study for my PhD dissertation in 

Higher Education Administration in the College of Education at the University of Florida. I am 

seeking to interview early career foreign national tenure-accruing faculty members working in 

Research I Universities. The purpose of this study will be to explore: “The perceptions and 

experiences of the socialization processes among early career foreign national tenure accruing 

faculty in a Research I University located in the southeastern part of the U.S.”  

 You will be requested to participate in two individual interviews. The first interview will last 

between 45 to 60 minutes, and the follow-up interview may take between 30 to 60 minutes. There 

will also be a very short survey which will take between 10 to 15 minutes of your time. There is no 

compensation for participation. It is expected that this research will generate knowledge that will 

help other early career foreign national tenure-accruing faculty to adjust at U.S. Research I 

universities.  

The eligibility criteria for the participants are as follows: 
 
1.      Foreign national faculty members 
2.      Tenure track faculty members serving in Research I universities 
3.      Faculty members who are in early career tenure accruing stage 

(0 – 3 years), performing the roles of teaching, research, and service 
4.      Have been in the U.S. for at least three years 
5.      May have come from other universities or are a direct hire in 

their current universities 
 
If you are interested to participate in this research, please reply to:  
 
Mueen Zafar: mueenaz@ufl.edu  352-682-3128 
 

mailto:mueenaz@ufl.edu�
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Thank you for your kind consideration.  
 
Sincerely, 
Mueen Zafar 
Ph.D. Candidate 
Higher Education Administration 
College of Education 
University of Florida 
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