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Purpose: This memorandum provides a summary of the findings from the review of literature
related to faculty exit interviews and job satisfaction.
Overview: The Spartans ADVANCE Evaluation team conducted a preliminary literature search
on faculty exit interviews in an effort to enhance exit interview practices at UNCG. First, we
reviewed the exit interview study conducted by the University of Michigan (ADVANCE
Program, 2020) on their tenured and tenure-track faculty members. Subsequent studies provide
additional insight on best practices related to exit interviews and their effectiveness. The findings
of the literature search have been organized accordingly.

University of Michigan Exit Interview Study
The University of Michigan (UM) study is important because it is one of the only studies
conducted by a university examining the many factors that influence faculty attrition. The study
was conducted over the course of eight years, and a total of 218 faculty members were
interviewed with the largest data collection in 2011. Of the existing sample, 43% were female
and about 31% were faculty of color. The majority of those interviewed were either associate or
full professors (63%) and the rest were assistant professors (37%). During this study, they found
that several factors contributed to faculty attrition as well as the gender and racial involved
within those factors; further findings can be seen below in the “results” section. (ADVANCE
Program, 2020)
Results
The majority (94%) of staff stated that they left to pursue another academic position at a different
institution. As for gender differences, women were more likely to report that fellow faculty
members were supportive but concerned about their decision to leave. Women were also more
likely than their male counterparts to seek advice from colleagues, mentors, and friends at the
university. The reasons given for this decision to leave include the job climate such as poor
work-life balance and negative interactions with other colleagues.

Within the study, there were also rank-specific differences for leaving. Half of the senior faculty
left due to insufficient opportunities for leadership, and more than one-third of junior faculty
members considered mentoring/professional development in their decision to leave. Further
observations of racial and gender differences revealed that some female faculty members would
have considered staying at UM if they had been given a counteroffer. Compared to their white
counterparts, faculty of color who received counteroffers and declined did so because they
perceived a more negative school/departmental climate at UM. Furthermore, faculty of color
were more likely to suggest improvement to the school climate and better administrative
accountability and transparency.
Although the University of Michigan study has proven to be a great example of how faculty exit
interviews should be, they failed to mention what has actually been done to improve faculty
retention at the University. The UM exit interview protocol is available to the general public
here. However, given that the UM study did not mention best practices, we examined other
studies to fill that gap.
Exit Interview Best Practices
Exit interviews must be standardized and assure confidentiality (Neal, 1989; Spain & Groysberg,
2016). But what is the most suitable time to conduct faculty exit interviews? Nelson (2021),
argued that it is ideal to conduct exit interviews while the person is still engaged with the
organization, however, it has also been suggested that it’s best to do it once the departing
employee has fully exited the organization (9 Essentials for Exit Interviews, 2008). The Harvard
Business Review (2016) recommends conducting the interview while the employee is no longer
engaged with the organization because they tend to be much more relaxed.
Some of the research on exit interviews have found that multiple factors impact honesty. One of
them being fear of repercussions (Johns, 2006). Another factor impacting honesty is if the
individual believes that there will be negative consequences for those who mistreated them or if
they believe that the good of the company is intertwined with the good of the individual
(Giacalone, Knouse, & Montagliani, 1997). Also, employees tend to consider their relationship
with coworkers and supervisors when evaluating the effectiveness of an organization (Giacalone
et al., 1997), and might withhold negative information to avoid hurting others (Knouse et al.,
1996).
In terms of the best strategies needed to conduct an effective interview, the interviewer should be
well trained and well aware of some of the biases that the exiting employee may have (Neal,
1989; Spain & Groysberg, 2016). Face-to-face interviews could be more ideal due to their high
completion rate and higher quality data collection, however, open-ended questions might be too
subjective and therefore hard to interpret (Nelson, 2021). Moreover, it has also been advised to
conduct the exit interview with the use of an online survey because they tend to be less costly
and easier to analyze. Online interviews might also be ideal because they are not prone to
interviewer bias and feel less confrontational to the interviewee (Nelson, 2021; 9 Essentials for
Exit Interviews, 2008). The Harvard Business Review (2016) has found that phone interviews
are just as effective as in person interviews, however, they’ve been shown to render more honest
responses from former employees (Spain & Groysberg, 2016).

In a study conducted by Zimmerman et al. (2020), they found that faculty who expressed intent
to leave all have quite an identifiable profile. They typically leave for reasons related to lack of
opportunities for growth in one’s position and due to issues with supervision (Zimmerman et al.,
2020). It is important to pay close attention to such trends and include items assessing the
reasons given for leaving in order to develop strategies to improve within those problem areas
(Klotz & Bolino, 2019). It has also been suggested to informally ask coworkers closest to the
departing employees because they might provide more insight on why they’ve decided to leave
(Klotz & Bolino, 2019). Paying close attention to what the former employee does upon departure
might also provide some insight into their reason for leaving that might not be related to
leadership or lack of growth opportunities (Klotz & Bolino, 2019).
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