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What Is R1 Our Way? 
In January 2022, DU was reclassified as a “Very High Research Activity Institution” (R1). Most 

of its faculty are excited about the reputational and material benefits, as well as the possibilities 

for graduate education and contributing to the knowledge of the world. Their concerns about this 

transition, however, center around anxieties that DU’s commitment to the “teacher-scholar” 

model, where innovative research and transformative teaching mutually inform each other, may 

shift to one in which “scholars” are seen as mutually exclusive from “teachers” and valued more 

highly. According to the COACHE 2019 Faculty Satisfaction Survey and the 2020 “R1 

Report”administrated by the VPFA and Faculty Senate, in addition to concerns about how 

teaching will be valued (and evaluated), faculty worry about their own and their colleagues’ 

workloads, especially in terms of teaching, mentoring, and student support. The transition to R1 

has the potential to exacerbate concerns articulated in the COACHE data, such as that the 

worst parts of teaching at DU are “teaching load” and “service load.” It also connects to our 

identified areas for improvement: leadership, service, promotion, and departmental collegiality—

all of which are addressed in the new multi-year initiatives below. 

To maintain DU’s identity and retain faculty , we need to continue to advance teaching 

excellence and insure institutional fit. At DU, these issues are accentuated by the 

distinctiveness of our Teaching and Professional Faculty(TPF) lines–those not on the tenure 

track, but an essential part of the DU faculty. An excellent academic experience and pursuit of 

quality, foundational to our mission and strategic initiatives, is impossible without TPF and 

adjunct faculty who are critical to our ability to deliver on our promise of a world class education. 

Support and programming aimed at valuing teaching, workload equity, attention to rank and 

series, unfunded research, and support for TPF and adjunct faculty is key to holding on to our 

distinctiveness, our commitment to academic excellence, to the promise of the teacher scholar 

model, and to achieving R1 our way. 

Drawing on COACHE survey data (2019),the R1 Report (2020), and the Teaching and 

Professional White Paper (2021), we have identified four goals that guide our work in supporting 

teaching and advancing the teacher/scholar model as we live into R1: 

 

 

 

 

 

 

 

 

 

 

 

https://www.du.edu/news/university-denver-joins-list-highest-level-research-institutions-united-states
https://denveru.sharepoint.com/:b:/s/VPFA-g/ESJUWy69y69CsQJUrQbHncwBJB0I3clN5PDjA2iTrR2quA?e=mjzhaR
https://duvpfa.du.edu/wp-content/uploads/2020/06/R1-Report-6.17-FINAL.pdf
https://duvpfa.du.edu/wp-content/uploads/2020/06/R1-Report-6.17-FINAL.pdf
https://denveru.sharepoint.com/:b:/s/VPFA-g/EePTrzjzPHBNmQEDcii764cBtt_ZQeG5n4QLPRZpXotAKQ?e=TR7p8j
https://denveru.sharepoint.com/:b:/s/VPFA-g/EV5A2opLfeBNmy8W1cowwhcBOOIUC5Iz5aWer9nmkguvhQ?e=kP6fX2
https://denveru.sharepoint.com/:b:/s/VPFA-g/EdB2VGN6jJZOnr81sEp0vDIB_15i3m-4NTMN3LFdYFw-7A?e=JHTwz8
https://denveru.sharepoint.com/:b:/s/VPFA-g/EdB2VGN6jJZOnr81sEp0vDIB_15i3m-4NTMN3LFdYFw-7A?e=JHTwz8
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Our Goals 
Valuing the Teacher / Scholar / 
Practitioner Model & Teaching 
Excellence  

Initiatives corresponding to this theme emphasize improving, celebrating, and innovating 

excellent teaching at DU, across rank and series and recognizing and rewarding these efforts. 

They approach this task through department-led change and research-based approaches to 

teaching and learning. This theme emerged as a dominant concern from faculty, staff, and other 

stakeholders, and is vital for moving forward towards R1 Our Way. Along with interconnections 

with scholarship, this requires considering how practice, including clinical and experiential 

expertise, intersects with teaching. Highlights from faculty data sources which correspond to this 

theme are included below.  

 
R1 REPORT 
FINDINGS 

 

24% 
of faculty who view R1 

as negative do so 
because it will 

“move…[DU] away from 
the teacher scholar 

model” 

 

29% 
of faculty who view R1 

as negative do so 
because it will, 

“decrease the value of 
teaching”

 

COACHE AREAS OF CONCERN 
Faculty expressed significant dissatisfaction on measures related to service that supports 

student success, such as: 

 Number of students [they] advise/mentor 

 Support…institution has offered… to be a good advisor to students 

 [whether] advising responsibilities are distributed equitably across faculty in [their] 

department 

Faculty expressed low engagement on measures related to department collegiality, such as 

how often they engaged within their department in conversations about: 

 Undergraduate student learning 

 Graduate student learning 

 Effective teaching practices 

 Effective use of technology 

https://denveru.sharepoint.com/:b:/s/VPFA-g/EV5A2opLfeBNmy8W1cowwhcBOOIUC5Iz5aWer9nmkguvhQ?e=kP6fX2
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Supporting Leadership & Mentoring for 
All Faculty Series 
Initiatives corresponding to this priority build on the work of the MOARS 

Symposium groups and emphasize the importance of leadership development which shapes 

faculty experience, career advancement, and satisfaction across their careerspan. They 

consider the importance of leadership in units, departments, and programs for faculty 

experience on a daily basis, and recognize that these faculty leaders also need pathways for 

growth and development. Highlights from faculty data sources which correspond to this theme 

are included below. 

R1 REPORT FINDINGS 

 

18% 
think moving to R1 will have negative 

impact on “my future at DU.”

 

COACHE AREAS OF CONCERN (DU is below 3.75/5 and in 
bottom third of cohort of 103 institutions) 

Promotion 

COACHE defines promotion as the movement from associate professor to full professor, and 

strength of the policies, developmental opportunities, and practices that facilitate such 

movement. 

Leadership 

COACHE defines leadership as the ability to clearly articulate institutional mission and vision; to 

involve faculty in meaningful decisions that affect them; to provide clear and consistent 

expectations and support for research, teaching, service, and outreach; and to promote equity 

and fairness in faculty evaluation. 

TPF WHITE PAPER: INCONSISTENT 

INSTITUTIONALIZATION 

 

Nearly 40% of TPF lack clarity around job descriptions and 

expectations. 

Not all units provide mentoring for TPF. 

Promotion process unclear and varies by unit. 

https://denveru.sharepoint.com/:b:/s/VPFA-g/EV5A2opLfeBNmy8W1cowwhcBOOIUC5Iz5aWer9nmkguvhQ?e=kP6fX2
https://denveru.sharepoint.com/:b:/s/VPFA-g/EdB2VGN6jJZOnr81sEp0vDIB_15i3m-4NTMN3LFdYFw-7A?e=JHTwz8
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Addressing Workload & Burnout 
Initiatives corresponding to this priority address existing workload burdens, 

especially service burdens, only likely to be exacerbated by shift to R1. This is also 

important for clarity around tenure, promotion, and reviews. Workload inequity is particularly 

shaped by racialized and gender hiearchies, and demands that recongition of invisible and 

emotional labor so that all DU faculty can be supported to do their vital work without burning out. 

Highlights from faculty data sources which correspond to this theme are included below. 

 

R1 REPORT 
FINDINGS 

 

41% 
think moving to R1 
will have negative 

impact on 
“teaching workload 

of faculty” 

39% 
think moving to R1 
will have negative 

impact on 
“research workload 

of faculty” 

 

17% 
of faculty who view R1 

as negative do so 
because the believe it 

will produce an 
“increase in faculty 

burnout” 

 
 

 

COACHE AREAS OF CONCERN (DU is below 3.75/5 and in 
bottom third of cohort of 103 institutions) 

Service 

COACHE defines service as commitee work (across department, division, and university)and 

student advising. 

Promotion 

COACHE defines promotion as the movement from associate professor to full professor, and 

strength of the policies, developmental opportunities, and practices that facilitate such 

movement. 

 

 

 

 

 
 
 
 
 

https://denveru.sharepoint.com/:b:/s/VPFA-g/EV5A2opLfeBNmy8W1cowwhcBOOIUC5Iz5aWer9nmkguvhQ?e=kP6fX2
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Enhancing Student Experience, Learning, 
and Engagement 

Initiatives corresponding to this priority emphasize the interconnections between faculty 

development and student success. A high-quality learning environment for students grows from 

faculty expertise, support, and satisfaction across rank and series. These initiatives also 

prioritize assessment that attends to student success and experience, and builds linkages to the 

common curriculum, 4 dimensional student experience, and student affairs colleagues. 

Highlights from faculty data sources which correspond to this theme are included below. 

 

R1 
REPORT 

FINDINGS 

 

47% 
think moving to R1 will 
have negative impact 

on “faculty engagement 
with Undergraduates” 

59% 
think moving to R1 
will have a positive 
impact on “faculty 
engagement with 

Graduate Students” 

 

 

15% 
of faculty who view 
R1 as negative do 
so because it will, 

“sacrific[e]… 
student experience” 

 

 

 

COACHE AREAS OF CONCERN 
Faculty expressed significant dissatisfaction on measures related to service that supports 

student success, such as: 

 Number of students [they] advise/mentor 

 Support…institution has offered… to be a good advisor to students 

 [whether] advising responsibilities are distributed equitably across faculty in [their] 

department 

Faculty expressed low engagement on measures related to department collegiality, such as 

how often they engaged within their department in conversations about: 

 Undergraduate student learning 

 Graduate student learning 

 Effective teaching practices 

 Effective use of technology 

 

In recognition of the importance of these goals for faculty and student thriving at DU, we 

announce a series of five funded initiatives, building on existing work from Faculty Affairs and 

the Office of Teaching and Learning, to support teaching at DU. These initiatives are faculty-

focused, research-based, and will be sustained for three-year pilots. They are integral to the 

“Advancing Equity in Faculty Workload and Rewards” project, launched by the Provost in 2021. 

Please see below for a description and learn how you and your program can become involved.  

https://youtu.be/W5cFyFzhQEk?si=DPgS2S7nBQcX5tlO
https://denveru.sharepoint.com/:b:/s/VPFA-g/EV5A2opLfeBNmy8W1cowwhcBOOIUC5Iz5aWer9nmkguvhQ?e=kP6fX2


P a g e  | 7 

 

Faculty Involvement 
Collaborative on Academc Careers in Higher Education 
(COACHE) Faculty Job Satisfaction Survey 

    
COACHE offers unique insights into the faculty experience, capturing sentiment regarding 

teaching, service and research, tenure and promotion, departmental engagement and 

collegiality, and other aspects of the academic workplace. Over 300 institutions use this 

validated instrument to inform change processes. As we live into R1, it is essential to 

understand the faculty experience and priorities and benchmark them both compared to our 

2018 survey and to our peers. This line of sight allows us all to continue with data-driven 

programming and address climate issues centrally, at the academic unit, and in 

departments. These funds allow us to administer the COACHE survey in 2023. 

 

Leadership Training and Support: Focus on Teaching and 
Professional Faculty 

 
Chairs, Directors, Associate Deans, and other faculty leaders are essential supports for faculty 

as they navigate change, especially in relation to the promotion process. There is need for 

additional mentoring and transparency for expectations for TPF faculty as identified in COACHE 

and beyond and for promotion from associate to full professor, made especially necessary in an 

R1 environment. These funds support three years of engagement by senior faculty in support 

for TPF 

Faculty Leaders, such as chairs and directors, will: 

 Administer and analyze results from an adapted version of the University of Southern 

California’s Pullias Center’s survey instrument 

 Participate in three workshops, and attend the Pathways to Promotion for TPF panel 

 Make a concrete plan to implement an element of the TPF faculty mentoring 

model developed by the TPF MOARS symposium group 

 Publicly present their work to the DU community, including academic unit stakeholders 

 

 

 

 

https://pullias.usc.edu/delphi/all-resources/
https://pullias.usc.edu/delphi/all-resources/
https://duvpfa.du.edu/professional-faculty-lifecycle/
https://duvpfa.du.edu/professional-faculty-lifecycle/
https://duvpfa.du.edu/wp-content/uploads/2022/02/workload-copy.png
https://duvpfa.du.edu/wp-content/uploads/2022/02/student-copy.png
https://duvpfa.du.edu/wp-content/uploads/2022/02/leader-mentor-copy.png
https://duvpfa.du.edu/wp-content/uploads/2022/02/value-excellence-copy.png
https://duvpfa.du.edu/wp-content/uploads/2022/02/leader-mentor-copy.png
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Workload Equity Cohort- Department Equity Action Planning 
Teams 

 
Department Equity Action Planning (DEAPs) teams are a research-based approach to 

improving workload equity and faculty satisfaction through a collaborative, department or 

academic unit-based approach. These funds would expand the reach and sustainability of the 

planned pilot at DU, funding three years of DEAP cohorts of five departments per year, along 

with national experts to lead workshops, administration of evaluation and self-study tools, and 

stipends for participating faculty teams. 

Teams will: 

 Participate in training on workload equity and implicit bias 

 Create a department dashboard to catalyze conversations about workload 

 Create and revise a department equity action plan 

 Publicly present their work to the DU community, including academic unit stakeholders 

 

Teaching Excellence Department Action Teams 

 
This multi-year project, led by the OTL and the Teaching Excellence Task Force guides 

departments through a process of considering current practice and determining ways to ensure 

three voices (self, student, peer) are reflected in teaching evaluation for annual and 

consequential review. These “Department Action Teams” (DATs), have proven effective at 

University of Colorado-Boulder and beyond. Funding expands faculty, staff, and student 

stipends and offers a three-year runway of successive cohorts to participate in this 

transformative, equity-minded work. 

Participating departments/programs will: 

 Determine ways to apply the Teaching Quality Framework and ensure three voices (self, 

student, peer) are reflected in teaching evaluation for annual and consequential review. 

 Engage in workshops and training facilitated internally and externally. 

 Receive professional development funds 

 Publicly present their work to the DU community, including academic unit stakeholders 

 

 

 

 

https://duvpfa.du.edu/wp-content/uploads/2022/02/workload-copy.png
https://duvpfa.du.edu/wp-content/uploads/2022/02/student-copy.png
https://duvpfa.du.edu/wp-content/uploads/2022/02/value-excellence-copy.png


P a g e  | 9 

 

Adjunct Faculty Teaching Excellence Certificate 

 
Based on a model at Boise State University and DU’s University College, this program provides 

a pathway for DU’s adjunct faculty to demonstrate their teaching skills, develop and reflect on 

their practice, and earn a certification of their teaching excellence. This expands DUs 

commitment to investing in the professional development of our adjunct series faculty who play 

a significant role in the student experience and in the classroom. 

Adjunct Faculty will: 

 Complete a series of curated professional development opportunities offered by the 

Office of Teaching and Learning, including asynchronous opportunities and activities 

tailored for part-time instructors. 

 Earn a stipend upon completion. ($250) 

https://duvpfa.du.edu/wp-content/uploads/2022/02/student-copy.png

