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Response to the Academic Program Review Committee Report 

Doctoral Programs 
 

December 9, 2016 
 

 
How this response to the Academic Program Review was developed 
 
The report from the external site reviewers responded to 11 questions, eight questions determined by USC 
and three questions added by USC Rossier. The most comprehensive answers were given for the first 
eight questions. Questions nine and 11 were answered by referring readers to previous answers, and 
question 10 has a brief response.   
 
The Rossier response plan is a culmination of feedback from many stakeholders within USC Rossier, 
including the four governance committees, part-time faculty, staff and students across all doctoral 
programs. The APR report was distributed to every full-time faculty, staff and current student in the doctoral 
programs. All current students (N=1,100); all part-time faculty who taught in one of the four doctoral 
programs within the last 18 months (N=42); and all doctoral program staff (N=9) read the report and 
answered two questions: (1) What are the top priorities to address?; and (2) How should Rossier address 
these priorities in order to strengthen the programs? The doctoral governance committees responded to 
the same two prompts. In addition, at a faculty meeting in November 2016, there was collective agreement 
that the School needs to re-examine and re-determine what urban education means within Rossier’s 
mission statement (i.e., improving learning in urban education locally, nationally and globally). The 
Executive Council has discussed the APR report twice and concurs with the faculty on the determination of 
these priorities.  
 
What follows is the product of this feedback:   
 
 Notes of clarification and concern 

1. The APR site team never calls out the School’s full mission statement: The mission of USC Rossier 
is to improve learning in urban education locally, nationally and globally.  
 

2. The recommendations proposed in the APR report signal a lot of work. (1) Who will do this work?; 
(2) Who will lead it?; and (3) How will the School manage this when the report clearly states that 
faculty are already stretched thin in their time and efforts? 

 
 Priorities to be addressed first, in order of importance 

1. Clarify the definition of urban education as it relates to the School’s mission of improving learning in 
urban education. 
 

2. Ensure a clear focus on a commitment to learning as part of the School’s mission.  
 

3. Reduce the Educational Leadership program (EdD; hence forward identified as EdL) with a 
renewed focus on the quality of students and faculty teaching in the program. 
 

4. Increase faculty diversity in terms of categorical underrepresentation and diversity of methods and 
theoretical approaches and disciplines for tenured, tenure-track and RTPC faculty. 
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5. Engage in curriculum revisions for the EdL and PhD programs. 
 

 
6. Prioritize ability to “activate levers” as described in the APR report: influencing practice and 

advancing research.  
 

7. Improve caliber of RTPC and adjunct faculty. 
 
 

1. The mission and intellectual profile of the school, with particular regard to doctoral 
programs.  

 
The mission of USC Rossier is to improve learning in urban education locally, nationally and globally. It is 
concerning to note that the APR committee and others from within the Rossier community missed the 
School’s emphasis in its mission statement on improving learning in urban education. 
 
To this end, it has become increasingly clear that Rossier, as a community, must revisit and clarify its 
mission, especially as it relates to (1) improving learning; and (2) what is meant by urban education. With 
this in mind, the School will establish a committee with representatives that will include members of the 
Equity and Inclusion Committee; the Staff Advancement Committee; faculty; and the Rossier Student 
Organization. Members will also be drawn from the new Diversity Task Force, which was formed in fall 
2016. In varying group formations, the committee will discuss and define these terms as they relate within 
and beyond USC.  
 
The work will include the following, which supports the unanimous agreement of all constituents in the 
School:  
 

1. Identify facilitators to conduct a town hall meeting seeking to create a definition of urban education, 
including external experts in equity, the history of urban education and other relevant fields such as 
sociology, history, ethnic studies and gender studies.  
 

2. Convene smaller group meetings as needed, both before and after the town hall. 
 

3. Offer a period of public comment (reserved for the Rossier community). 
 

4. Reach a “final” definition of urban education by late spring 2017. 
 
  
As Rossier moves forward with these plans, stakeholders will articulate a vision anchored in the School’s 
mission that addresses teaching and research. The comments from this report have generated new 
momentum, as has the content of the work that has been shared during this review. All stakeholders who 
have been working on these issues appreciate the additional direction this external review has provided.  
 
 
2. The reputation of the program among peers in the discipline, including national 

rankings and the extent to which the program is regarded as a leader in the field.  
 
As the APR committee report notes, the external reputation of Rossier’s PhD program has grown steadily 
over the past ten years, especially in the area of policy. It also suggests the reputation can be made 
stronger by building an interdisciplinary team of faculty who collaborate in curricular design and in research 
activity.  
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The committee’s report explains further that the EdD program’s regional reputation for preparing K-12 
leaders is also strong. However, EdD students who concentrate in other areas—especially Higher 
Education and Teacher Education—report that the program needs improvement.  
 
The School intends to examine and redefine the focus and purpose of each concentration. Much of the 
work around the concerns in the EdL will be addressed in the School’s new hiring plan as well as in 
balancing the different type of faculty across tenure-track and RTPC positions. This work will be addressed 
as part of the curriculum review, ensuring faculty are delivering the curriculum as intended.   
 
Rossier intends to hire tenure-track and RTPC faculty in areas lacking in sufficient expertise. It will also 
remedy misalignment between Rossier student and faculty demographics. The School will host open 
searches based on experience with issues related to urban education and learning, and will use cluster 
hiring, including positons for part-time and adjunct faculty. Faculty job announcements will include 
language that highlights the desire for candidates whose experience, skills and content knowledge support 
equity and the School’s urban education mission. Each search committee will have representation from the 
Diversity Task Force and/or the Equity and Inclusion Committee. Members of search committees will have 
training in implicit bias as well as understanding of the School’s new definition of urban education and 
EDOA content knowledge. This training will be completed prior to faculty serving on a search committee. 
 
The School has also organized a 2016–17 Research Lecture Series featuring nine scholars of color from 
various disciplines. The series aims to attract, and introduce Rossier to, experts in disciplines that are 
critical to the education field (e.g., sociology, political science, anthropology, organizational theory, history). 
This initiative is an immediate response to strengthening the intellectual community of the School. It is also 
an important channel to start conversations with faculty of color who might be interested in joining the 
School in the near future. 
 
Once the mission statement has been approved, the School can address student selectivity and quality of 
faculty.  
 
The communications plan, as it is related to strengthening our reputation, is addressed in sections 3 and 4, 
below.  
 
 
3. The likelihood that the program can become pre-eminent in the field. Review 

Committees should recommend the priorities and strategies that are needed to achieve 
the University’s goal of academic excellence and eminence. 

 
As the APR report states, Rossier is strong and has been consistently ranked in the top 25 over the past 
decade. However, establishing Rossier as a pre-eminent school of education will require a strong vision for 
the next 10 years. As the School clarifies the meaning of its mission, it will develop a new vision statement 
as part of the re-envisioning of the strategic plan, which expires in late 2017. This collaborative effort will be 
completed through the use of small groups of multiple stakeholders for each doctoral program. A more 
comprehensive communication plan, which includes the use of various forms of media for internal and 
external audiences, is being developed to publicize the work of faculty and students. The plan will be 
completed by early spring 2017.   
 
To support this schoolwide and program-specific vision, Rossier will identify outcome goals and metrics for 
each program. For example, if the PhD program identifies placement of PhD graduates in research 
universities as tenure-track positions as an important outcome measure for increasing reputation, the 
School will need to identify the roles of faculty and staff in accomplishing this outcome. This would affect 
the hiring plan for new faculty as well as the expectation for PhD students during their program. 
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The APR report criticizes the EdL program for relying heavily on part-time faculty for instruction. Until the 
EdL program develops its program-specific vision and then aligns that vision with a revision of its 
curriculum, Rossier will develop additional instructional strategies to improve the skills of current part-time 
faculty. Decisions about size of the EdL cohorts and class sizes will determine reductions of part-time and 
adjunct faculty. The reconceptualization of the EdL program will address concentrations (how many and 
what they are), and the capstone for the degree (what it is).  
 
Scaling up the Global EdD program is not a viable option at this time, given the current application pool. If 
applications were to double, and assuming the current level of quality, an expansion could be considered 
without diminishing student quality. Moreover, access to faculty may also be a challenge if the program 
were to expand in scope. There may be other ways in which this program could further contribute to 
Rossier’s reputation.  
 
The APR reports suggests that the OCL program is experiencing similar problems to those in the EdL: 
inconsistency of requirements, and course materials that do not reflect the program’s focus on 
organizational environments outside of education. One of the charges for the OCL Governance Committee 
is to create a more explicit statement of the target audience and how this program differentiates from the 
EdL and Global EdD. The governance committee will be addressing this in spring 2017.   
 
For all doctoral programs, the School needs to address the following:  
 
 Metrics 

 Develop specific metrics. Each doctoral program will recommend 2-3 metrics for its program 
once the mission statement is complete.  

 
 Hiring Plan 
 The School is in the process of re-evaluating the current hiring plan across all programs, one that 

affirms a cluster hire plan for tenure-track and RTPC faculty over time. This also includes specific 
strategies for diversity in hiring, as noted above.  

 
 Define needs for equitable representation in terms of demographics and content knowledge around 

EDOA (for faculty); transparency of structural processes used for hiring and promotion (for staff and 
faculty); and admissions policy and practices used (for students). 

 
 Establish processes to ensure ongoing faculty retention. 
 
 The Office of Faculty Affairs will ensure the criteria related to content knowledge of EDOA is applied 

in the recruitment, hiring and retention of new faculty.  
 
 Collect disaggregated data about the profile of faculty applicant and finalist pools, designated by 

RTPC, PD and tenure-track faculty. Charge the Associate Dean of Faculty Affairs and other 
appropriate bodies with collecting relevant data from 2014-16. They should also establish a process 
to continue data collection to present to the Dean on an annual basis.  

 
 Identify the impact of the undergraduate courses and minors on (1) faculty load and (2) revenue.  

 
 Faculty Retention  
 The Office of Faculty Affairs, in conjunction with the Office of the Provost, will review faculty attrition 

from the past five years, disaggregating data by race/ethnicity and gender. 
 

 During the first two years following individual hires, Faculty Affairs will conduct biennial check-ins 
with respective new hires to identify levels of satisfaction.  
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 Ensure that all new hires have faculty mentors.  
 
 Exit interviews will be conducted with any departing faculty. 

 
 For faculty hired for more than two years, the School will review retention processes in other USC 

schools and peer institutions and implement changes to current processes as needed.  
 
 Student Retention 
 Establish processes and a protocol that ensures ongoing student retention. 

 
 Each program will review student attrition from the past five years, disaggregating data by 

race/ethnicity and gender.  
 

 Student Affairs Office will, with faculty and relevant staff and program coordinators, create systems 
for retention in each program. 

 
 Student Affairs Office will conduct interviews with any student who transfers or withdraws. Student 

Affairs will share negative information with relevant advisor, the Office of Faculty Affairs and the 
Dean’s Office.  

 
 Communications 
 The School will place greater emphasis on communicating the depth and breadth of its faculty and 

their scholarly impact to internal stakeholders (including faculty, staff, students), peers and media 
outlets.   

 
 The School will increase the flow of information from the Dean’s Office, all academic programs and 

the administration.  
 
 The School website will include material from the Diversity Task Force, including any relevant 

annotations from the committee. The website will also show ongoing EDOA activities/work, 
including information from the Equity and Inclusion Committee, the Mentoring Committee and other 
faculty committees as appropriate. 
 

 Office of Communications’ efforts will extend to internal community building, including an 
assessment of the needs of students from the online programs and across satellite locations as well 
as those of adjunct faculty and PD staff. 
 

 Cross-program community-building events (such as a kickoff event, an open forum, etc.) will allow 
for better communication through exploration of different programs and greater exposure to school 
culture.  
 

 Space within Waite Phillips Hall will be evaluated to create more communal space that can increase 
chance-encounters and foster more informal interactions.  

 
 
4. The stature and diversity of the faculty, and whether specific faculty members have 

been duly recognized in their field or by their peers for their accomplishments and promise. 
 
The Rossier faculty—tenured, tenure-track and RTPC—are all critical to the accomplishment of the 
School’s mission. With the completion of a schoolwide, long-term vision and clarity of the mission, including 
common agreement on the meaning of urban education, Rossier will implement a faculty hiring plan.  
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The Associate Dean of Faculty Affairs is re-evaluating the hiring plan completed earlier this year, ensuring 
that the feedback from this APR report is included. The hiring plan envisions cluster hiring, over three 
years, for both tenure-track and RTPC faculty. The School is working to develop specific strategies for 
diversity in hiring, ensuring the right mix of interdisciplinary expertise and diversity. The School will begin 
advertising for new hires in the fall of 2017. 
 
 Current Faculty 

The School needs to clarify and delineate a plan for evaluating current faculty based on the definition of 
quality. This will begin in early spring 2017 for RTPC whose appointments are ending and need 
renewal.   
 

 Communications Plan 
The new communications plan will prioritize the promotion of faculty research and scholarship, with the 
Communications Office working in close partnership with the Assistant Dean for Research. The 
Research Office will identify awards, publications and grants that “count”; that is, awards that factor 
favorably into rankings such as those compiled by the US News & World Report. By proactively 
applying for these awards, the School hopes to enhance the reputation of its faculty and, by extension, 
increase the overall stature of Rossier.  

 
 
5. The extent to which the unit under review contributes (or could contribute in the future) 

to interdisciplinary research and teaching, and whether there are interdisciplinary ties 
that currently are underdeveloped. 

 
The School, specifically the PhD program, has recently finalized and developed a degree program with the 
USC Price School of Public Policy, which has been sent to the University Committee on Curriculum for 
approval. The PhD program is developing a list of possible scholars to connect with at USC and beyond as 
part of the curriculum revision they are beginning in spring 2017.  
 
While Rossier is not as interdisciplinary focused as it strives to become in the near future, it is important to 
note that faculty from other schools, such as USC Marshall and USC Annenberg, teach across all three 
EdD programs.   
 
 
6. Improvements that are possible without the need for massive infusions of University 

resources.  
 
For all doctoral programs, the School will conduct a systematic syllabus and curriculum review to reflect 
EDOA issues and make changes to syllabi. While these possible changes can be made without the need 
for massive infusions of resources, it is worth restating that the report clearly notes that faculty are 
stretched thin in terms of workload; the revision schedule above would require that many faculty take on 
even more service and teaching responsibilities to complete this work. While there are program-level 
review processes in progress, some schoolwide steps are under consideration as outlined below. These 
five processes are underway, and others have been identified.    
 

1. Review one-third of the syllabi in use per year, starting with core courses; review of every course 
would be completed every three years.  

a. Faculty within each program will collectively review and change syllabi to reflect EDOA 
content knowledge.  
 

2. In each syllabus (including graduate degree and certificate programs), required readings should 
reflect author diversity regardless of topics covered.  
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3. Course coordinators should update syllabi as needed, but should not be responsible for the regular 
three-year review of their own syllabi.  
 

4. Develop/revise rubrics that will be used across syllabi (e.g., Equity Scorecard).  
 

5. In curricular redesign (including PD), include critical theories such as critical race theory and be 
culturally responsive in graduate degree and certificate programs.  

 
 
7. Improvements that are possible only with additional resources. 
 
The APR committee reports: 

In pursuing Rossier’s goal of having a more diverse faculty and curriculum, the School should move 
forward with a cluster hire of senior and junior faculty whose work focuses on race, education and 
inequality. Given the difficulties of recruiting and retaining faculty of color, individual candidates are 
more likely to envision a productive scholarly and collegial life as part of a group, rather than as an 
isolated individual. This would serve both the School’s and the University’s strategic goals.  

 
For all doctoral programs, the School will increase in tenure-track and RTPC faculty through cluster hires. It 
is clear, however, that the School will need access to University resources to accomplish this.  
 
 
8. Whether there are entrenched or irreconcilable issues within the unit that constrain its 

effectiveness, and whether there might be more effective ways of working together. 
 
The APR committee reports:  

The current revenue model seems to be a significant impediment to moving the School to the next 
level in terms of all of its programs. The current target class size (18 for on-line and 25 for on-site) 
may be a constraint. As best we could ascertain, at this class size, the School would run a loss if 
too many courses are taught by full-time RTPC or tenure track faculty, and this means there is little 
scope for the expansion of the tenure-track faculty or PhD cohort that we are recommending. 
Conversely however, if too many courses are taught by part-time adjuncts, it becomes difficult to 
assure quality. At the moment, some 69% of total Rossier teaching units are taught by part-time 
adjunct faculty. Notwithstanding the considerable value of practitioner involvement, this ratio seems 
problematic. 
 
Even at this high ratio, the School is not generating the funds needed to grow its tenure-track 
faculty to the scale needed for national preeminence. (This may be due to the constraints of 
revenue-sharing with the on-line platform providers.) Given these constraints, it might be worth 
exploring whether the quality of instruction could be preserved and enhanced if the class sizes were 
increased by 50% or even 100%: this move might free up the resources needed to expand tenure 
track faculty and staff support. Such expansion would require new programs and support for faculty 
in learning how to successfully teach larger classes without resorting to instructor-centered lectures. 
Organizing advanced PhD students to serve as teaching assistants in larger courses could not only 
enhance the experience of students enrolled, but also expand the instructional skills of PhD 
students, thus increasing their potential for success in the job market. 

 
The School will be ready to address these financial suggestions following the completion of the vision, 
mission and curriculum work; these decisions will drive the opportunities and constraints within the 
School’s financial modeling.   
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SUPPLEMENTARY QUESTIONS:  
 
9. What is our ability to make an impact in the field in terms of scale, innovative online 

programs, and translational research?  
 
Please see the School’s responses to questions 3, 4 and 6 above.  
 
10. What is the extent to which we meet our mission and goal to impact the global 

educational community through academic programs and strategic partnerships?  
 
The APR committee reports:  

Through the PhD and EdD this realization seems incomplete. The Global program seems to begin 
to address this, but it’s in its early stages. The School doesn’t seem to have yet maximized the 
possibilities across campus. Please see our responses to questions 1 and 3 above.  

 
We agree and believe that the vision, mission and curriculum work will help us address this as noted in the 
responses to questions 1 and 3 above.   
 
11. How are we measuring our guiding principles, especially diversity that includes the 

recruitment and support of quality students, faculty and staff from a wide range of 
backgrounds and populations?  

 
Please see the School’s response to question 3 above. 




