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Our charge from FSEC for the 2025-2026 Academic Year was:

(1) Investigate how the university supports its international faculty members given changes in visa
access, processing, and border checks. Make related recommendations based on findings and
evolving contextual changes.

(2) Investigate how fair, competitive, and inclusive hiring and promotion can be promoted in an
environment where the language of DEI is discouraged.

(3) As needed, investigate how any changes in faculty salary budgets (including merit increases and
their absence) are executed equitably.

(4) Continue to engage with the administration to increase the number of tenure slots and to bring
the university into compliance with its standards around tenure numbers.

In response to these charges four subcommittees were created in October 2025. Final reports from
each of these subcommittees can be found below.

1. Federal Matters re. international faculty- Co-Chairs Meina Liu & Patricia Hernandez

2. DEI Issues- Chair Carole Hayes

3. Salary equity- Chair Shaista Khilji
4. Protecting tenure numbers- Chair Patricia Hernandez

Federal Matters regarding international faculty

International Faculty Survey results and next steps

We devised an anonymous survey (that was shared with as many schools and departments as
possible) to gather data on the experiences of our international faculty. While these data are
somewhat limited, this information will guide next steps in going forward regarding this issue.

We received surveys from respondents (N = 29) representing a diverse range of immigration
statuses, including H-1B visa holders (41.4%), permanent residents (34.5%), U.S. citizens (13.8%),
and others such as G-4 visa holders, dual citizens, and asylum seekers. Nearly half of respondents
(44.8%) have been sponsored by GW for both H-1B and permanent residency, while others
reported sponsorship for one category only. Faculty identified significant structural, procedural, and
cultural challenges that affect recruitment, retention, productivity, and well-being at GW. The key
findings are enumerated below:

1. Structural Inconsistencies in Sponsorship & Fee Coverage
e Inconsistent departmental practices (some faculty are fully covered; others capped at fixed
amounts).
e Lack of transparency about which immigration fees are covered.
¢ Delays in attorney payment processing that slowed petition filings.
e Cases in which faculty felt compelled to hire private attorneys.



2. Widespread Negative Experiences with ISO

¢ Delayed or automated email responses not reflecting actual inquiries.

e Reportts of incorrect advice.

e Perceived rudeness or cultural insensitivity.

e Concerns that ISO is understaffed and overburdened.

e Calls for complete restructuring from some respondents.
At the same time, multiple respondents praised the external immigration law firm and noted that
direct attorney contact improved efficiency.

3. Tenure & Immigration Timeline Conflict

o Faculty appointment letters specify that tenure is contingent on permanent residency.

e Chinese and Indian faculty reported EB-1 backlogs projected at 4-5 years.

e Fear that federal delays beyond faculty control may jeopardize tenure outcomes. This issue
was described as deeply destabilizing and inequitable.

e Taculty Affairs reports that they are working with faculty who are up for tenure but have not
yet attained permanent residency to ensure their continuing status until tenure can be
awarded.
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Beyond immigration logistics, faculty described broader environmental, and political stressors.
Respondents reported fear surrounding international travel and re-entry, secondary airport
inspections, deleting digital materials prior to travel, and anxiety regarding speech protections for
non-citizens. Others described emotional strain associated with political rhetoric and visible
immigration enforcement presence. In addition, structural barriers, such as limited access to certain
external grants prior to permanent residency, also compound professional pressures and
disproportionately affect international faculty. These experiences contribute to heightened mental
health stress and reduced sense of security.

Possible Recommendations
e Dedicated international faculty support officer in ISO?
e [SO streamlining the process, communication protocols, cultural competency training?
e Standardized sponsorship & fee policy to improve transparency and equity across
departments and ranks?
e C(larify tenure & immigration policy & protection against USCIS delay penalties?
e Expanded otientation/onboarding support?

Faculty Affairs in AY25-26 coordinated with ISO and deans to establish processes to better track
and support international tenure-track faculty.

DEI Issues

GW’s commitment to diversity, inclusion, non-discrimination, equal opportunity, and academic
freedom should be reflected not only in principle, but in the everyday experiences of faculty. GW
has existing commitments to all these areas, but faculty-facing supports are uneven and often ad
hoc. In light of current pressures on higher education, ASPP recommends a set of practical steps to
strengthen the university’s ability to recruit, support, retain, and advance excellent faculty through



fair, transparent, and inclusive policies and practices that value a wide range of perspectives,
backgrounds, and scholatly contributions.

RECOMMENDED for Implementation in AY2026-2027:

Explore a faculty ombudsperson or faculty ally model. GW should consider a neutral faculty
support option outside the reporting chain for confidential consultation, process navigation, and
referral.

Clarify support for faculty in bias and complaint processes. GW should state in writing that a
faculty member involved in a bias report, complaint, or related review may request support from
another faculty member or trained advocate, in addition to existing available administrative support.

Reaffirm academic freedom protections. GW should publish a brief faculty-facing statement
explaining how academic freedom is protected under the Faculty Code and how complaints
involving teaching, scholarship, or classroom expression will be reviewed through that lens.

Build a more structured faculty mentoring system. The Provost’s Office should provide
guidance and best-practice information, as well as strong signaling to individual units that mentoring
is important and is valued. GW should expand mentoring beyond informal arrangements and create
clearer support for junior faculty, newly promoted associate professors, and faculty later in their
careers. Mentoring should also be recognized in merit processes, including being incorporated as a
ctriterion in rubtics used to determine merit raises.

Refresh the diversity advocate role in hiring. GW should strengthen and standardize the role of
diversity advocates on search committees by requiring diversity advocates to report on the search
committee’s diversity efforts at two key points: an eatly report on the committee’s plans for
expanding inclusive recruitment practices, and an end-of-search report to the dean documenting the
search committee’s efforts to broaden applicant pools and promote equitable hiring,

Expand access to the National Center for Faculty Development and Diversity (NCFDD)
programming. GW should actively promote NCFDD resources across the university and create a
Provost-level fund to ensure that cost is not a barrier to faculty participation in its flagship Faculty
Success Program.

RECOMMENDED Longer-Term Actions:

The following recommended actions will require both faculty/administrative discussions and/or
financial resourcing conversations that this committee recommends begin in AY2026-2027, so that
these actions can be implemented in a timely fashion.

Create a more strategic faculty retention process. Relying on resource-constrained individual
units to independently provide retention packages risks GW losing invaluable faculty resources,
some of whom may be central to university-wide strategic priorities, including but not limited to
interdisciplinary initiatives. GW should explore establishing a small central retention fund, as well as
centrally approved retention tools, such as temporary research support, teaching relief, or other non-
salary incentives for key faculty. These supports can also strengthen promotion and advancement, as
reflected in programs like the former Dean’s Research Chair in CCAS.


https://www.ncfdd.org/programs/faculty-success-program/
https://www.ncfdd.org/programs/faculty-success-program/

Support interdisciplinary and nontraditional scholarship in merit and promotion. GW should
encourage schools and departments to make written criteria more explicit about how they value
interdisciplinary, qualitative, community-engaged, and other nontraditional forms of scholarship.

Provide transparency on promotion and merit criteria. The Provost’s Office should encourage
unit leaders to use justifiable, validated rubrics to ensure fairness, and to provide transparency when
individual faculty challenge merit/salary decisions. GW should compile sample rubrics of critetia
used for raises, reappointment, and promotion and share these with academic leaders so they can
understand how to craft unit-specific justifiable and consistent rubrics.

Salary equity

ASPP established the Salary Equity Subcommittee in Oct 2025 to work with the Vice Provost of
Faculty Affairs to review and develop a salary equity strategy for the faculty. Its members highlighted
institution-wide faculty concerns, including disciplinary inequities within the same school and across
schools, and disparities between Assistant/Associate and Full professors as a function of their
tenure at the university. Some members also suggested the need for cross-school salary comparison.
ASPP members also emphasized the importance of a clear philosophy that addresses any possible
systemic inequities that might be embedded in our institutional structures.

The Subcommittee met with GW's Salary Equity Committee in November 2025 and April 2026. In
the first meeting, ASPP representatives shared faculty concerns and discussed ways to address them.
The Subcommittee representatives, along with input from ASPP members, will continue to work
with the GW administration to review the current methodology and benchmarking data used to
address inequities in 2024 to bridge faculty salary inequities in the future. In April 2026, members
discussed a two-pronged strategy: a) reviewing the current salary model that helps identify outliers
for salary adjustments and focuses on within-department comparisons, and b) broader policy issues
that address salary gaps across the departments, schools, and tenure levels. The committee noted
that the latter should be addressed by the Faculty Senate for proposing institutional-level changes.

Protecting tenure numbers
Resolution 25/9 To Maintain the University’s Commitment to Tenure was presented to the Faculty
Senate on Aprill 11" 2025 and passed by unanimous consent.

On Tuesday September 2™ 2025, ASPP and PEAF Chairs received the following message from the
Faculty Senate Office: “Last spring, the ASPP and PEAF committees put forward resolution 25/9,
which proposes updates to the Faculty Code around tenure denominators. The Senate passed the
resolution, so as with anything changing the FOP or Faculty Code, it should go on to the Faculty
Assembly and then (if passed by the Assembly) to the Board of Trustees. The President has let
FSEC know that the Board is not prepared to make the proposed changes to the Code as stated in
25/9, but the Provost and VPFA are willing to work with ASPP and PEAF to explore the problem
and find another solution.”

Chairs of PEAF (who co-sponsored the Resolution) and ASPP met on Wednesday, September 24th
to discuss this ongoing issue. Another meeting was held on Thursday, October 2nd at which time
the Chairs of PEAF and ASPP were joined by the Vice Provost for Faculty Affairs, Emily
Hammond.


https://facultysenate.gwu.edu/sites/g/files/zaxdzs6626/files/2025-04/25-9_final_adopted.pdf

After these two initial meetings, the Chair of ASPP formed a shared subcommittee between PEAF
and ASPP to continue this important work on protecting tenure numbers with the administration.
This subcommittee met with Interim Provost John Lach and VPFA Emily Hammond via Zoom on
Thursday November 25%, 2025, and again with VPFA on March 19* 2026.

Importantly, since this Resolution passed the Faculty Senate, it was scheduled to be voted on at the
Faculty Assembly that took place on November 12, 2025. During this meeting we expected to vote
on Faculty Assembly Resolution 26/1: A resolution to Amend the Faculty Code. The meeting did
not make quorum so this resolution remains on the books and will potentially be voted on during
the Fall 2026 Faculty Assembly. It is our hope that at said time we can, following appropriate
Parliamentary rules, rescind the current resolution for an alternative resolution that still contains the
language of protecting tenure, but obviates the need to change the Faculty Code regarding the
calculations used to arrive at these tenure number calculations.
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