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Abstract
This dissertation comprises two manuscripts: a PRISMA review and a Delphi study. Both manuscripts focus on retention strategies for BIPOC faculty. BIPOC faculty in counselor education have historically encountered systemic barriers and negative workplace experiences that adversely affect their retention and overall well-being. As representation of BIPOC faculty continues to grow, the field must move beyond acknowledging disparities and begin implementing intentional, evidence-informed strategies to promote their success. The first manuscript involved a PRISMA-guided systematic review of literature published between 2015 and 2024, using PsycINFO, ERIC, and Scopus databases. Twenty-four articles were selected and thematically analyzed. While the literature documents pervasive challenges faced by BIPOC faculty, including isolation, tokenization, and a lack of support, few empirically tested retention strategies have been identified. Most existing recommendations remain conceptual, with recurring themes emphasizing mentorship, institutional support, and campus climate. 
To build on these findings, the second manuscript employed a Delphi method to achieve expert consensus on activities that could enhance the retention of BIPOC faculty in counselor education. A panel of 20 experts, consisting of BIPOC counselor educators who had been promoted at least once and academic leaders who had successfully supported BIPOC faculty, participated in a three-round process. The panel reached consensus on 65 activities, organized into nine key categories: mentorship, community, department culture, administrative support, financial support, professional development, BIPOC wellness, individual perseverance, and DEI policy. These consensus-based strategies move the field beyond theoretical recommendations toward actionable, field-informed practices. Together, these findings provide a critical foundation for counselor education programs seeking to improve the retention and advancement of BIPOC faculty. This research highlights the need for rigorous empirical evaluation of retention strategies and offers a practical framework to inform institutional policy and practice.
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[bookmark: _Toc204690636]Abstract
The purpose of this PRISMA review was to examine existing literature on retention strategies for BIPOC faculty in higher education, with the goal of identifying strengths and gaps that can inform the field of counselor education. Retention strategies are crucial for addressing the needs of faculty from historically underrepresented racial and ethnic backgrounds, as these strategies can positively impact their career progression, workplace experiences, and overall well-being. While the literature documents numerous negative experiences of BIPOC faculty in both higher education and counselor education, there is a notable absence of retention strategies specifically designed for BIPOC faculty within counselor education programs. A comprehensive literature search was conducted across PsycINFO, ERIC, and Scopus to identify relevant studies published between 2015 and 2024. Thematic analysis of the 24 included articles revealed recurring themes, including mentorship, institutional support, and improvements in campus climate. However, the findings highlighted a significant gap: few retention strategies have been empirically tested for effectiveness, and many remain at the conceptual level. This review highlights the pressing need for rigorous research to develop and evaluate effective, evidence-based retention strategies specifically for BIPOC faculty in counselor education.
Keywords: retention, race and ethnicity, PRISMA, BIPOC faculty, counselor education





Diversity lies at the heart of the counseling profession, serving as the foundation for fostering culturally responsive practices, promoting inclusion, and empowering future counselors to meet the needs of all individuals with empathy and equity. The value of diversity can be seen throughout the American Counseling Association's (ACA; 2014) Code of Ethics, which emphasizes promoting diversity and embracing a culturally responsive approach to counseling. The Council for Accreditation Counseling and Related Educational Programs (CACREP) 2024 Standards require programs to: prepare trainees to work with diverse and marginalized communities (2.B); maintain inclusive and equitable learning environments for all individuals (1.I); use systematic efforts to recruit, enroll, and retain underrepresented students (l.H); and use similar strategies to hire and retain underrepresented faculty members (1.S). These incorporations of diversity are often seen in program handbooks and course syllabi. 
Complementary to ACA and CACREP, multiple professional organizations have issued calls to diversify the profession. The strategic plan of the Association of Counselor Education and Supervision (ACES; 2021) acknowledges that the profession is committed to identifying and evaluating the impact of harm and past injustices and moving forward to repair the harm done to marginalized individuals. Another notable initiative is the National Board of Certified Counselors Minority Fellowship Program (NBCC MFP), which supports marginalized students through financial assistance, training, and mentorship, focusing on those dedicated to serving underrepresented populations. This program has been instrumental in narrowing the racial gap in leadership positions within the counseling profession (Branco & Davis, 2020). In another initiative, the Southern Association of Counselor Education and Supervision (SACES; 2022) implemented an Emerging Leaders Program to support marginalized new professionals to continue client advocacy and well-being. 
Although one cannot establish causation with professional initiatives, the counseling profession has made rapid gains in representation of racially and ethnically diverse faculty as evidenced by CACREP data between the first release of vital statistics reports in 2015 and the most recent 2023 annual report (see Table 1). 
Faculty diversity is rapidly growing compared to the student body, as the proportion of faculty of color in CACREP-accredited programs rose over 54% from 2015 to 2023, mainly due to gains in faculty members identifying as Asian, Black, or Hispanic. With the exception of underrepresentation of faculty identifying as Hispanic, the overall profile of faculty members now mirrors the 2020 U.S. Census. Doctoral students also made gains in representation, with nearly one-half identifying as people of color in 2023.The focus on enhanced recruitment and retention of Black, Indigenous, or non-White (BIPOC) faculty members (Crooks et al., 2021) is not unique to counselor education. In higher education, BIPOC faculty members are the most underrepresented group. At research universities, White tenured faculty outnumber BIPOC faculty by a ratio of 9.3 to 1. At master’s universities, BIPOC tenured faculty are outnumbered 8 to 1 by White faculty, and 5.9 to 1 on the tenure track (Griffin, 2019). The increase in racial and ethnic diversity in counselor education over the past eight years is significant, especially in context of persistent underrepresentation in higher education. 
Although there has been progress in representation, BIPOC faculty in counselor education continue to encounter a number of barriers in their professional roles. Several studies have explored these challenges and their impact on the well-being of BIPOC faculty members in counselor education (e.g., Cartwright et al., 2018; Hannon et al., 2019; Lou et al.; 2022 Oller, 2020; Perez & Carney, 2018; Shillingford et al., 2022). Despite improvements in the representation of BIPOC faculty in counselor education, poor experiences of  BIPOC faculty are 
Table 1: Racial and Ethnic Identities of Students and Faculty in CACREP Accredited Programs (Percentages)
[bookmark: _Toc204729198]Table 1
	

	Master's Students
	Doctoral Students
	Faculty

	
	2015
	2023
	2015
	2023
	2015
	2023

	American Indian or Alaska Native 
	0.59
	0.94
	0.86
	0.34
	0.68
	1.10

	Asian
	2.04
	3.10
	3.10
	4.69
	3.65
	5.72

	Black
	18.34
	14.45
	24.07
	24.45
	12.72
	17.28

	Hispanic
	8.53
	11.72
	5.74
	7.94
	4.74
	7.17

	Hawaiian or Pacific Islander
	0.14
	0.25
	0.11
	0.44
	0.09
	0.16

	White
	60.55
	59.15
	54.05
	50.53
	74.33
	58.90












likely to impact their retention and overall well-being in the profession. Additionally, the counselor education literature includes very little guidance regarding evidence-informed retention strategies for BIPOC faculty. The following section reviews literature on factors influencing faculty retention in counselor education, followed by a systematic review of literature regarding strategies for retaining BIPOC faculty in higher education more generally.
[bookmark: _Toc204690637]Experiences of BIPOC Faculty in Counselor Education
A number of researchers have examined BIPOC counselor educators’ experiences that have the potential to impact retention. As BIPOC faculty progress in their careers, several themes recur, including systemic racism and negative interpersonal experiences that convey a lack of support and lead to psychological challenges. In all, these experiences affect the ability of BIPOC faculty members in Counselor Education to thrive, maintain balance, and succeed in counselor education programs.
[bookmark: _Toc204690638]Systemic Racism
Counselor education is a profession dedicated to teaching aspiring counselors to develop skills for engaging in healing with clients in a “diverse, multicultural, and global society with marginalized populations” (CACREP, 2024, 2.A). Even with this being the focus on the profession, the profession has a history of being cultivated from White norms. Systemic racism is defined as systems that have procedures or polices that disadvantage BIPOC individuals (Ieva et al., 2021). The gap between the aspirations of CACREP (2024), ACA (2014), and ACES (2021) regarding diversity and the lived experiences of BIPOC faculty highlights a significant failure in counselor education’s commitment to equity. 
Although institutions often emphasize diversifying their workforce, counselor educators have expressed disappointment that their institutions have not yet implemented policies that create genuinely inclusive environments (Cartwright et al., 2018). In a qualitative phenomenological study of nine candidates pursuing faculty positions in CACREP-accredited programs, participants reported facing heightened scrutiny about their credentials during interviews and being expected to provide teaching demonstrations centering on topics in diversity to non-diverse student populations during charged political times (Cartwright et al., 2018). These practices pressured candidates to overcompensate and assimilate into the majority culture, leading to disappointment in the counseling profession (Cartwright et al., 2018). 
Racialized marginalization is common in higher education, leaving BIPOC faculty forced to navigate rigid academic norms while proving their worth in the face of systemic exclusion and bias (Espino & Zambrana, 2019). In parallel, BIPOC counselor education faculty, who are forced to navigate rigid academic norms while proving their worth in the face of systemic exclusion and bias. Additionally, BIPOC counselor education faculty encounter institutional and situational biases, including unclear expectations about tenure and unequal treatment of necessary requirements for tenure compared to their White counterparts, further complicating their professional journeys (Hannon et al., 2019). These findings underscore the urgent need for educational institutions to address the structural inequities undermining the professional experiences and advancement of BIPOC faculty. 
The marginalization and lack of institutional support experienced by BIPOC members in U.S. counselor education programs highlight systemic inequities undermining their success and well-being. This marginalization was exacerbated by a lack of culturally sensitive support, mentoring, and administrative backing, particularly during the tenure process (Hannon et al., 2019; Lou et al., 2022; Oller, 2020; Shillingford et al., 2022). Mentorship from faculty of similar backgrounds was highly valued but inconsistently available, leaving faculty members expressing a need for more guidance to navigate tenure successfully. These findings underscore the urgent need for structural changes to foster equity, provide clarity, and support BIPOC faculty in achieving tenure and inclusion.
BIPOC faculty in counselor education report significant barriers in their professional development, leading them to calls for more comprehensive support to succeed. For example, Hannon et al., (2019) found that Black male counselor educators called for more intentional support to guide them through the tenure process. Similarly, Oller (2020) emphasized the importance of mentorship opportunities that were cross-cultural and multifaceted, noting the lack of understanding by White mentors of the unique challenges and social justice issues faced by BIPOC counselor educators. In addition to mentorship, Shillingford et al., (2022) stressed the need for professional development initiatives designed to address the challenges faced by BIPOC faculty, including providing more time for research, promoting community engagement, and offering workshops on culturally responsive teaching. These findings underscore the importance of creating systemic supports beyond traditional frameworks to help faculty of color thrive in academia.
Alongside the negative impacts of systemic inequities on BIPOC faculty members’ career progressions, faculty members report that their contributions to their institutions and to research are undervalued and overlooked. BIPOC faculty report engaging community-based research only to find it is not recognized or valued within their academic institutions (Oller, 2020). Moreover, the lack of support from mentors further isolates BIPOC faculty and devalues their research. These faculty members were also burdened with additional service responsibilities, such as leading diversity, equity, and inclusion initiatives, serving on search committees, and mentoring students of color, leaving them limited time and resources to focus on their research (Shillingford et al., 2022). To address these challenges, institutions must reform their practices to better recognize and support the diverse, multifaceted contributions of faculty of color.
[bookmark: _Toc204690639]Interpersonal Experiences
The challenges BIPOC faculty face in building meaningful relationships within academic environments highlight persistent biases and inequities that hinder their professional success and well-being. A review of 27 research articles regarding minoritized students and faculty in counselor education experiences revealed pervasive patterns of stereotypical labeling, tokenization, and erasure, such as being labeled as the “Angry Black Woman” or the “gifted Asian” (Thacker & Barrio Minton, 2021, p. 38). Likewise, Shillingford et al., (2022) employed a constructivist phenomenological approach grounded in critical race theory and found that BIPOC faculty members encountered systemic exclusion, microaggressions, and victimization within counselor education programs. These inequities are compounded by the expectation that BIPOC faculty should make allowances for students of color due to shared identities while simultaneously facing disrespect and boundary violations from White students (Shillingford et al., 2022). Research consistently reveals that BIPOC faculty experience lower student evaluations and more biased treatment than their White colleagues, negatively impacting their promotion prospects (Hannon et al., 2019). These patterns underscore how structural and interpersonal racism persist within counselor education, presenting challenges to institutional commitments to diversity and equity.
The experiences of BIPOC faculty in academic settings and beyond may lead to significant psychological challenges, including racial battle fatigue and mental exhaustion. Hannon et al. (2019) found that BIPOC faculty experienced heightened stress in response to hostile environments, resulting in feelings of isolation and a lack of belonging. Using qualitative transcendental phenomenology and critical race theory, Lou et al. (2022) found that female international counselor educators often felt like outsiders within their institutions, were disproportionately assigned to teach multicultural courses, and faced negative experiences within the United States beyond their faculty appointments. Similarly, Shillingford et al., (2022) reported that BIPOC faculty experienced psychological consequences from their experiences in counselor education such as anxiety, frustration, and a sense of disconnection. These negative impacts are further compounded by alienation from university administrations and discouragement (Lou et al., 2022; Thacker & Barrio Minton, 2021). These findings emphasize the psychological toll that systemic racism and exclusionary practices take on BIPOC faculty, highlighting the urgent need for institutional reforms that foster inclusion and support their mental and emotional well-being.
[bookmark: _Toc204690640]Purpose of the Study
BIPOC faculty face a complex array of challenges in counselor education, with negative impacts to their career progression, work relationships, and psychological well-being. Although counselor education has made progress in the representation of BIPOC faculty members in CACREP-accredited programs (CACREP, 2015, 2023), faculty members' experiences will likely impact long-term retention in the discipline. In this systematic review, we aimed to synthesize strategies documented in the literature for retaining BIPOC faculty members. Due to the limited availability of literature regarding BIPOC faculty retention strategies in counselor education, the search protocol allowed the inclusion of peer-reviewed articles on higher education more broadly to inform implications for the recruitment and retention of racially and ethnically minoritized faculty members in counselor education. The specific research question for this inquiry was: What is the state of the scholarly literature regarding strategies for retaining BIPOC faculty members in higher education?
[bookmark: _Toc204690641]Methods
This systematic review of literature followed PRISMA guidelines (Page et al., 2021) and focused on conceptual and empirical literature that focused on specific strategies for improving the retention of BIPOC faculty in higher education. The following section includes eligibility requirements for inclusion and exclusion, the databases used, search strategies, and the final selection process for included literature. 
[bookmark: _Toc204690642]Eligibility Criteria, Information Sources, and Search Strategy
The protocol for inclusion included peer-reviewed journal articles published from 2015 through 2024. These peer-reviewed articles focused on higher education in the U.S. and included specific strategies for retention of BIPOC faculty. Excluded articles included (a) systematic reviews, (b) articles focused on K-12 schools, (c) articles focused solely on other elements of identity (e.g., LGBTQ+, disability, and religion) without explicit attention to race and/or ethnicity, (d) articles focusing only on the experience of retention rather than strategies to improve retention, (e) articles concentrating only on retention descriptions rather than strategy, and (f) articles dealing only with higher education students. 
APA PsychInfo, Education Resource Information System (ERIC), and Scopus were last searched on 11/11/2024. APA PyscInfo database was included due to its focus on counseling, psychology, social work, and other helping disciplines. ERIC was included due to its focus on higher education and adult learning. Scopus was included because it focuses on social sciences, STEM, and health sciences. A search strategy was developed in consultation with a librarian with expertise in systematic review. Search terms included (faculty or instructor or lecturer* OR instruct*) AND (black* OR "black america*" OR "african american*" OR latin* OR hispanic* OR asian* OR "pacific islander*" OR "native hawaiian*" OR "native american*" OR "american indian*" OR "alaska native*" OR ethnic* OR racial* OR divers* OR underrepresented OR under-represented OR "of color") AND (retention OR retain* OR longevity OR maintain*) AND ("higher education" or college* OR universit* OR academ*) AND (strateg* OR method* OR technique*).
[bookmark: _Toc204690643]Selection Process
Figure 1 includes a flowchart of the article selection process. Please see the appendix. The search process resulted in 2,513 potential articles for inclusion, which were imported into Covidence for screening. Covidence removed duplicates of 206 articles, resulting in 2,307 articles for initial title and abstract screening. The first author screened all articles, the third reviewer screened 1171 articles, and the fourth reviewer screened 1136 articles. The first author met with the third and fourth screener to resolve conflicts in the screening process. When conflicts arose, the reviewers provided their rationale for including or excluding an article. After both reviewers completed their assessments, a final decision regarding inclusion or exclusion was made collaboratively. In the rare instance that a consensus could not be reached, the second author served as a tie-breaker and made the final decision. Interrater agreement for screening was 96% with κ= 0.31, indicating fair agreement (Landis & Koch, 1977). 
The screening process resulted in 62 articles for full-text review. The first author reviewed all articles, the third reviewed 33, and the fourth reviewed 29. The first author met with the third and fourth reviewers to resolve conflicts in the screening process. When conflicts arose, the reviewers provided their rationale for including or excluding an article. After both reviewers completed their assessments, a final decision regarding inclusion or exclusion was made collaboratively. In the rare instance that a consensus could not be reached, the second author served as a tie-breaker and made the final decision. The interrater agreement for full-text review was 95%, with κ = 0.33, indicating moderate agreement (Landis & Koch, 1977).
[bookmark: _Toc204690644]Data Extraction and Analysis
Ultimately, 24 studies were eligible to be included in the final analysis. The extracted information from the articles included title and authors, the type of article (i.e., non-research, qualitative, quantitative, or mixed methods), the population of focus, and information about the institution(s) and academic disciplines represented. For research articles, we also captured research questions, the specific methodology, and participant details (e.g., the number of participants, their role, and demographic characteristics). We further categorized retention strategies based on their nature, such as conceptual recommendations, strategies suggested by participants or partners based on lived experiences, program-level strategies implemented for research, singular strategies tested, or other approaches. 
The first author extracted all 24 articles. The second author extracted six (25%) articles to determine whether a second coder was necessary to ensure consistency in data extraction. Overall, we reached 92.22% agreement on extraction ratings across all items, indicating that a second coder was unnecessary for the remaining 18 articles (Smela et al., 2023). The articles recommended various retention strategies to support BIPOC faculty. We organized strategies into themes by identifying all retention strategies recommended in an article and then grouping like strategies together for presentation in narrative form. 
[bookmark: _Toc204690645]Results
The methodologies of the reviewed articles (n = 24) were distributed as follows: 54.17% conceptual (n = 13), 33.33% qualitative (n = 8), 8.33% quantitative (n = 2), and 4.17% mixed methods (n = 1). A significant portion (n = 10, 41.67%) did not specify the institution where the study was conducted. Eight articles (33.33%) focused on specific PWIs, while five (20.83%) included data from multiple institutions. Additionally, one article (4.17%) examined Christian colleges and another (4.17%) focused specifically on the context of community college. The 24 articles covered a diverse range of disciplines. Medicine accounted for 20.83%. (n = 5), and STEM comprised 20.83% (n = 5) of articles. Counselor education, rehabilitation counselor education, and clinical psychology had just one article each. A complete listing of article descriptives is in Table 2. Please see the appendix for Table 2. 
Resulting themes include mentoring and peer-mentoring programs to assist BIPOC faculty, institutional support for professional development, and policy commitments to improve the institutional climate for all faculty. These themes are explored in greater depth in Table 3. Please see the appendix for Table 3. 
[bookmark: _Toc204690646]Mentorship: Building Connections and Community
Mentorship emerged as the most frequently recommended strategy for retaining faculty of color, with evidence that mentoring helps foster inclusion (Martin et al., 2023; William et al., 2020), reduce isolation (Bath et al., 2022; Bell et al., 2024; Hughes, 2015; Mowatt et al., 2016; O’Meara et al., 2019; Munoz et al., 2023; Norman et al., 2021), and integrate individuals into academic communities (Litam & Chan, 2021; Munoz et al, 2023; Pagan et al., 2022). Mentoring programs, whether same-race or cross-race, provided a consistently caring relationship and role model to help navigate writing and unwritten rules of academia (Carter-Sowell et al., 2019). Similarly, a one-year comprehensive mentoring program in STEM helped support Native American faculty throughout their academic careers (Pedersen et al., 2024). The literature also revealed that BIPOC faculty who received mentorship early in their careers in academic medicine had leadership roles within the department (Lin et al., 2016). 
The literature highlighted the importance of culturally aware mentorship in which a mentor was aware of how cultural perceptions, beliefs, and judgments impact the mentoring relationship (Munoz et al., 2023). Being culturally aware means that mentors, regardless of racial identity, consider the barriers that might affect the mentoring relationship and the promotion of BIPOC faculty. In one autobiographical account, three Latina faculty members highlighted their personal stories of how culturally aware mentorship was crucial in reaching the tenure process and supporting their lifelong careers (Pagan et al., 2022). Results of a qualitative study regarding faculty of color indicated that culturally competent long-term mentoring programs were key to overcoming professional challenges (Munoz et al., 2023). Indeed, Litam and Chan (2021) asserted that building community and critical consciousness among White counselor educators and their Asian Americans and Pacific Islander colleagues through mentorship may successfully combat academic racism. 
Finally, peer support and mentorship programs emerged as promising in improving isolation. Peer mentorship programs in social science (Pagan et al., 2022), STEM disciplines (Pagan et al., 2022; Pedersen et al., 2024), and medicine (Williams et al., 2020) fostered a sense of community and belonging. These strategies varied in structure from identifying peer support in the absence of structured mentorship (Pagan et al., 2022) to engaging a series of informal peer-to-peer gatherings (Pedersen et al., 2024) to pairing previous alumni with mentees (Williams et al., 2020). Together, qualitative research indicated that peer mentorship helped BIPOC faculty have a safe space to share their experiences and receive feedback on improving their academic careers (Pagan et al., 2022; Pedersen et al., 2024; Williams et al., 2020). 
[bookmark: _heading=h.6kzft9efnbq7][bookmark: _Toc204690647]Institutional Support: Funding and Professional Development
Professional development emerged as a key retention strategy for BIPOC faculty. Professional development included programs that assist faculty in pursuing promotion to senior faculty positions. Julion et al. (2019) implemented a group think tank where junior faculty and students presented their research, received feedback, and refined their academic goals. Settles et al. (2023) recommended structured programs such as year-long workshops addressing career barriers and inequitable treatment. Bath et al. (2022) reported on the value of coaching programs incorporating multimedia presentations, role-playing, and multiple training sessions. Minor et al. (2017) proposed a focus on grant writing, stress management, and conference travel preparation. Whittaker et al. (2015) proposed a year-long faculty development program that addressed career progression barriers and included discussions to clarify workload expectations, create equitable career development opportunities, and reduce racial inequities. It is evident that structured professional development spanning a wide range of topics is recommended across disciplines and may therefore be applicable to counselor education programs aiming to retain BIPOC faculty.
Development opportunities require adequate infrastructure and funding (Martin et al., 2023; Mowatt et al., 2016). A needs assessment using stay interviews with Black and Hispanic female faculty highlighted the need for enhanced institutional support to foster academic achievement (Child et al., 2023). Specifically, participants emphasized the importance of funding for conference attendance and networking opportunities that promote skill-building and career advancement (Martin et al., 2023; Pedersen et al., 2024). Additionally, targeted funding was identified as critical for addressing economic disparities rooted in systemic racism (Mowatt et al., 2016) and for offsetting the limited grant opportunities available to BIPOC faculty conducting research on minoritized populations (Martin et al., 2023).
[bookmark: _heading=h.hlkoh148e7mb][bookmark: _Toc204690648]Improving Institutional Climate and Policy Reform
Addressing challenges experienced by BIPOC faculty, such as institutional policy barriers and university and department climate, also emerged as retention strategies. Scholars called for using data to inform systemic change efforts (Litam & Chan, 2021; Settles et al., 2023). Several authors underscored the need for systemic change, advocating for reviewing and developing institutional policies to foster a more inclusive and welcoming environments (Litam & Chan, 2021), clarify faculty expectations (Rizzo et al., 2019), and reconsider faculty faith expectations at private institutions (Smith & Mamiseishvili, 2016). Galan et al. (2023) emphasized the importance of going beyond the expression of intent without follow-through. University initiatives may require development of positions such as Director of Diversity to ensure systematic attention (Lin et al., 2016). It is essential to monitor the outcomes of policy reform to allow for ongoing adjustment (Martin et al., 2023). 
[bookmark: _heading=h.va86aewkyq1t]Effective strategies for addressing institutional policies and promoting climate reform may involve reviewing and improving university policies related to racial climate (Litam & Chan, 2021), such as mandated training for academic leaders regarding unintentional bias in hiring and promotion and forming task forces to improve university policies (Moreland & Lopez, 2017; Settles et al., 2023). Whitaker et al. (2015) in particular stressed the importance of training department chairs and deans to address biases, understand, and intervene on issues specific to BIPOC faculty concerns. A quantitative evaluation of a career-coaching model involving fourteen hours of training over two days indicated that it enhanced faculty mentoring skills for individuals in leadership roles, helping them better support their mentees' career goals within a broader mentorship program (Norman et al., 2021). 
Cultural taxation refers to the phenomenon where BIPOC faculty members assume additional roles and perform invisible labor, which can negatively impact the time allocated to their primary responsibilities (Galan et al., 2023). A clear strategy that emerged in the literature is compensating formerly invisible labor with reduced teaching load to allow appropriate time to engage in service and research activities (Minor et al., 2017; Moreland & Lopez, 2017; Smith & Mamiseishvili, 2016; Rizzo et al., 2019; Whittaker et al., 2015). Relatedly, competitive pay (Settles et al., 2023; Rizzo et al., 2019), frequent check-ins with faculty of color to assess their satisfaction (Moreland and Lopez, 2017), and encouraging BIPOC faculty to maintain work-life balance can also compensate for cultural taxation (Miriti, 2020). 
In conclusion, these studies collectively suggested that retaining BIPOC faculty requires a multifaceted approach, where mentorship, professional development, funding, and a supportive institutional climate backed by intentional policies are all interrelated. By fostering inclusive academic environments, addressing systemic barriers, and providing sustained support, institutions can improve retention and success for BIPOC faculty members, contributing to a more diverse and equitable academic landscape. Together, these studies highlight comprehensive strategies to retain BIPOC faculty, emphasizing institutional commitment, structural changes, and ongoing support necessary to create equitable and inclusive academic environments. 
[bookmark: _Toc204690649]Discussion
Counselor education literature consistently emphasized the importance of mentorship, even if the focus was not expressly on retention of BIPOC faculty. In counselor education, culturally sensitive mentoring support has been reported as lacking (Hannon et al., 2019; Oller, 2020; Shillingford et al., 2022; Lou et al., 2022). A number of organizations developed culturally responsive mentoring initiatives for doctoral students. For example, the NBCC Minority Fellowship Program (Branco & Davis, 2020) and SACES Emerging Leaders (SACES, 2022) have made attempts to address concerns of culturally sensitive mentorship. Along with addressing mentoring, these initiatives provide opportunities for community and professional development to assist BIPOC students with advancing as faculty members in academia. Professional development methods already in use for BIPOC doctoral students in counselor education were consistent with those that emerged in the systematic review for BIPOC faculty members in higher education, indicating potential for expansion of these programs to address needs of BIPOC counselor educators. 
Although mentorship and professional development strategies may be helpful in addressing needs of BIPOC counselor educators, retention is a systemic issue that requires more than responsibility on the individual level. For change to be made, visionary leadership and collaborative efforts are required to address systemic barriers within counselor education programs, institutions, and professional organizations (Toporek & Daniels, 2018). Although not as prevalent as the discussion of mentorship and other individualized initiatives, the articles in this systematic review included some broader-scale initiatives such as improving institutional climate by having discussion to clarify workload expectations (Whittaker et al., 2015) and revising policies that hinder the success of BIPOC faculty (Litam & Chan, 2021).
A variety of funding resources may support BIPOC counselor educators’ experiences. External research funding allows faculty to engage in scholarship, obtain course buyouts, and pay graduate assistants to assist with research (Villalba & Young, 2012). The NBCC MFP financially supports postgraduate students committed to providing research and counseling services to underrepresented populations, preparing them for the professorate in a way that might position them for success (Snow & Field, 2020). The early 2025 political climate regarding diversity, equity, and inclusion initiatives make for concern that funding opportunities and supportive programs for BIPOC faculty within publicly funded institutions are at risk, these current challenges may call for enhanced support through professional organizations or expansion of fellowship programs to early career faculty.
[bookmark: _Toc204690650]Limitations
This PRISMA review has several limitations. One notable limitation is publication bias, as dissertations and studies conducted outside the United States were excluded. This exclusion may have impacted the findings, as international research and doctoral dissertations might offer alternative retention strategies that have effectively supported BIPOC faculty. Although, databases were chosen to align with counselor education and related helping professions, very few of the resulting articles were from counseling or related professions. Rather, the systematic review leans heavily on retention strategies implemented heavily in medicine and STEM. These retention strategies may not easily translate to counselor education context. Finally, the selected time frame prioritized newer publications on faculty retention, ensuring that the review reflected current challenges and interventions. However, this decision may have inadvertently excluded studies that provide historical context or long-term insights into faculty retention. Future research should consider a broader time frame and additional databases to capture a more comprehensive understanding of retention strategies.
[bookmark: _Toc204690651]Implications For Research
Most articles included in this review utilized conceptual frameworks or reported findings from small qualitative studies, which present limitations in assessing the effectiveness of recommended strategies. Future research should prioritize implementing and evaluating these conceptual recommendations to determine their effectiveness. For example, researchers could investigate the implementation of the recommended strategy at universities with known retention concerns, the effectiveness of peer mentoring, and the use of group think tanks to support faculty professional development in counselor education. 
Researchers may also begin building an evidence base for retention of BIPOC faculty specific to counselor education. Researchers may formally examine effective retention strategies from the perspective of academic leaders who have successfully retained BIPOC faculty, as well as the perspectives of BIPOC faculty who have stayed in the profession for a certain amount of time or through at least one promotion. In counselor education, research on the effects of culturally responsive mentorship on BIPOC faculty performance and retention can provide valuable insights into improving their experiences. Particular attention should be paid to the long-term effects of institutional changes on faculty retention and success. Furthermore, research on counseling program and university climate can help institutions address systemic challenges contributing to faculty attrition. By tracking the long-term effects of initiatives to address climate-related concerns, universities can develop data-driven interventions to mitigate the adverse experiences that hinder retention and career advancement for BIPOC faculty in a shifting political and administrative climate. A longitudinal study would allow for an in-depth analysis of how university policy shifts impact the retention of BIPOC faculty over time.
[bookmark: _Toc204690652]Implications For Practice
Authors of the studies included in this PRISMA review recommended substantial changes in institutional policies and practices to foster more equitable and supportive environments for BIPOC faculty. In particular, mentorship played a critical role in faculty retention and success. The literature highlighted the importance of culturally aware mentors—those who acknowledge the systemic challenges of racism faced by faculty of color and are willing to advocate at both the program and university levels, especially during the tenure and promotion process. This requires professional development for senior faculty members focused on culturally responsive approaches to mentorship, including advocacy and awareness of the impact policies have on marginalized mentees (Thacker Darrow & White, 2023). 
Professional development on culturally responsive mentorship in counselor education can include mentors taking accountability for ensuring that their skills reflect the needs and promote the growth of their mentees. Mentors who understand how their own identities impact their environment can use their power to create more open environments, challenge biased policies, and model engagement to increase vulnerability in the mentoring space (Thacker Darrow & White, 2023). Mentoring programs in counselor education might include peer matching and networking, especially for counselor educators who may find themselves isolated in smaller, more homogeneous programs 
Given the limited number of BIPOC faculty members in counselor education programs, senior faculty of any racial or ethnic identity may actively connect BIPOC early career faculty with relevant departments, institutional resources, and external professional organizations. For example, programs such as the Melanin Scholars Retreat (Lee et al., 2021) provide culturally responsive support, including retreats and social gatherings to faculty and doctoral students. Intentional mentorship structures such as Melanin Scholars Retreat, can help BIPOC faculty navigate institutional barriers, strengthen their professional networks, and enhance their overall career trajectory. Another resource for BIPOC faculty who may be relatively isolated at their institutions is the Faculty Success Program Bootcamp, a 12-week online program providing coaching and peer support resources to help participants align their time with their priorities and manage professional challenges (National Center for Faculty Development and Diversity, 2025). Similar to the NBCC MFP and SACES EL programs for doctoral students, professional organizations can mentor junior faculty to help with the professional development and belonging of BIPOC faculty.  
Counselor education programs aiming to retain BIPOC faculty must also address cultural taxation and invisible labor. One strategy is for counselor education programs and their affiliated institutions to implement workload dashboards (O’Meara et al., 2020) that systematically track and assign credit for mentorship; engagement in diversity, equity, and inclusion initiatives; and other service commitments. Professional organizations such as ACES can assist with best practices by providing preparing administrators to address biases when hiring and supporting faculty of color. Professional organizations can also offer spaces at conferences dedicated to mentorship initiatives and interest networks. 
Finally, institutional investments may include competitive salaries, dedicated professional development funding, and policies promoting work-life balance. These measures support faculty well-being and foster an inclusive and sustainable academic environment. Prioritizing these strategies can help institutions move beyond symbolic commitments to equity and actively create conditions that support faculty success and longevity. Counselor educators can do this by advocating for resources and creative solutions within their institutions.
[bookmark: _Toc204690653]Conclusion
The findings of this systematic review highlight the need for multi-tiered strategies to promote retaining BIPOC faculty within counselor education. This study synthesized key recommendations from the higher education literature, including culturally aware mentoring, professional development for BIPOC faculty, addressing cultural taxation, revising institutional policies, and improving institutional climate, each of which plays a vital role in enhancing BIPOC faculty experiences and retention in academia. The challenges faced by BIPOC faculty in counselor education are well-documented; the next step in research is to implement recommended strategies and evaluate their effectiveness in improving retention outcomes.
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[bookmark: _Toc204690656]Abstract
BIPOC faculty in counselor education have faced negative experiences that may impact their longevity in the field. As the profession sees a rise in BIPOC representation, intentional efforts are needed to retain these faculty members. A systematic review revealed a lack of evidence-based strategies to support BIPOC faculty retention. Therefore, this Delphi study aimed to identify activities that could enhance the retention of BIPOC faculty in counselor education. An expert panel (n = 20) of BIPOC counselor educators who have been promoted at least once and academic leaders in counselor education who have successfully retained BIPOC faculty members engaged in three rounds of data collection. The expert panel reached consensus on 65 activities across nine categories: mentorship, community, department culture, administrative support, financial support, professional development, BIPOC wellness, individual perseverance, and policy. These activities may be used as a framework to support and retain BIPOC faculty in counselor education programs.







The retention of Black, Indigenous, and People of Color (BIPOC; Crooks et al., 2021) counselors and counselor educators has been a persistent concern, especially given the negative experiences that often impact their overall well-being (Cartwright et al., 2018; Hannon et al., 2019; Lou et al.; 2022; Oller, 2020; Perez & Carney, 2018; Shillingford et al., 2022). BIPOC faculty play a crucial role in counselor education by bringing perspectives beyond dominant white narratives from their own lived experience and serving as role models for BIPOC counselors-in-training. Diversity is a foundational value in counseling, guiding efforts to promote cultural responsiveness, inclusion, and equity (American Counseling Association [ACA], 2014). In alignment with these values, various professional organizations have emphasized the critical need to diversify the counseling profession. Similarly, the 2024 Council for Accreditation of Counseling and Related Educational Programs (CACREP) standards emphasize the importance of enhancing faculty diversity. These standards require programs to take deliberate action to recruit, support, and retain faculty from underrepresented backgrounds (Standard 1.S), create inclusive learning spaces (Standard 1.I), and address the unique needs of marginalized communities (Standard 1.H; CACREP, 2024).
There has been significant growth in representation of BIPOC core faculty members in counselor education in recent years. Between 2015 and 2023, the proportion of BIPOC core faculty members increased by over 54%, rising from 25.7% to 41.1% of all counselor educators (CACREP, 2015, 2023). The most substantial gains were among Asian, Black, and Hispanic faculty. These shifts mark progress toward a more representative counselor education workforce, essential for fostering inclusive learning environments and mentoring the next generation of counseling professionals.
Despite gains in representation, there are reasons to believe retention of BIPOC counselor educators may pose a significant challenge. In higher education in general, faculty from BIPOC backgrounds remain significantly underrepresented (Griffin, 2019). Specifically, at research institutions, there are 9.3 tenured White faculty members for every tenured BIPOC faculty member . This disparity is also evident at master’s comprehensive universities, where tenured White faculty outnumber their BIPOC colleagues by a ratio of 8 to 1; the ratio for those on the tenure track is 5.9 to 1. The literature within and beyond counselor education shows that BIPOC faculty members continue to face substantial systemic, interpersonal, and psychological barriers in their professional roles. These obstacles include cultural taxation, tokenism, microaggressions, and inequities in the tenure and promotion process that create unsustainable work environments, job dissatisfaction, burnout, and premature departures from academia (Cartwright et al., 2018; Espino & Zambrana, 2019; Hannon et al., 2019; Lou et al., 2022; Oller et al., 2020; Perez & Carney, 2018; Thacker & Barrio Minton, 2021; Shillingford et al., 2022).
Despite widespread acknowledgment of challenges experienced by BIPOC faculty, there remains a gap in the literature regarding effective retention and institutional accountability strategies in counselor education. This study examined strategies for fostering long-term retention of BIPOC faculty in counselor education. By establishing a beginning set of best practices proposed by experts, this research aimed to provide recommendations for improving retention and ensuring that counselor education programs fulfill their commitment to diversity, equity, and inclusion. We contextualized the inquiry through a brief review of the literature regarding challenges to the retention of BIPOC counselor educators and retention strategies for BIPOC faculty members in higher education more broadly.
The counselor education literature highlights many interpersonal and professional experiences that may challenge BIPOC faculty retention. BIPOC faculty members may be one of the few, if not the only, individuals of color in their department, leaving them vulnerable to experiences of tokenism (Thacker & Barrio Minton, 2021). Specifically, institutions may use the presence of BIPOC faculty to highlight diversity in hiring practices without addressing the systemic issues that hinder BIPOC faculty retention and success (Hannon et al., 2019). BIPOC counselor educators also report heightened stress in response to hostile environments, leading to feelings of isolation and a lack of belonging (Hannon et al., 2019), which, in turn, result in psychological consequences such as anxiety, frustration, and disconnection (Shillingford et al., 2022). These negative impacts are exacerbated by alienation from university administration and a lack of institutional support (Hannon et al., 2019; Lou et al., 2022; Shillingford et al., 2022; Thacker & Barrio Minton, 2021).
Research in counselor education consistently highlights the prevalence of microaggressions—ranging from verbal and environmental slights to structural exclusions—underscoring the persistence of both interpersonal and systemic racism in the field (Thacker & Barrio Minton, 2021). Stereotypical labeling, such as the “Angry Black Woman” trope or assumptions of “innate giftedness” among Asian faculty, reinforces harmful narratives that diminish professional credibility and belonging (Baker & Moore, 2015, p.8 ). Tokenism compounds these challenges, as BIPOC faculty are often expected to represent entire racial or ethnic groups while their contributions beyond diversity-related efforts are undervalued (Espino & Zambrana, 2019; Shillingford et al., 2022). Furthermore, studies indicate that BIPOC faculty regularly face skepticism regarding their expertise, authority, and leadership, particularly from students and colleagues who question their qualifications (Lou et al., 2022; Shillingford et al., 2022).
BIPOC counselor educators also encounter structural professional and workload challenges, including cultural taxation wherein they take on more roles and invisible labor that add to their workload (Galan et al., 2023). Disproportionate service expectations include being called upon to mentor students of color, lead diversity initiatives, and participate in search committees to increase faculty diversity (Haskins et al., 2016; Shillingford et al., 2022). However, faculty report that these roles are often overlooked in tenure and promotion evaluations (Galan et al., 2023), preventing BIPOC faculty from receiving credit for service work they perform. These additional responsibilities reduce the time available for research and professional development, placing BIPOC faculty members at a disadvantage compared to their White counterparts. 
BIPOC faculty may also engage in research and teaching focused on social justice, racial equity, and community-based initiatives only to find that traditional academic structures devalue these contributions (Oller et al., 2020). Many institutions prioritize research that aligns with mainstream academic norms, leading to the marginalization of work that highlights racial disparities and systemic inequities (Oller et al., 2020). Structural devaluing of work can also occur in the classroom, with international faculty members, in particular, reporting heightened experiences of bias, including negative teaching evaluations and resistance to their authority in the classroom (Lou et al., 2022; Shillingford et al., 2022). 
The tenure and promotion process presents additional hurdles for BIPOC faculty members who report facing higher research, teaching, and service expectations than their White colleagues (Hannon et al., 2019; Lou et al., 2022; Oller et al., 2020; Shillingford et al., 2022). Unclear expectations, lack of mentorship, and systemic biases contribute to disparities in tenure attainment for faculty of color (Hannon et al., 2019). Mentorship, particularly from individuals who understand the unique experiences of BIPOC faculty, has been identified as a critical factor in academic success (Litam & Chan, 2021; Thacker & White, 2023). However, cross-racial mentorship can be challenging when White mentors lack awareness or interest in the systemic barriers faced by their BIPOC colleagues (Oller, 2020).
Although research on BIPOC counselor educators’ experiences  is well established, dedicated studies examining strategies for retaining BIPOC faculty in counselor education remain limited. In this context, the following section summarizes interdisciplinary literature regarding strategies for retaining BIPOC faculty.
[bookmark: _Toc204690657]Retention Strategies for BIPOC Faculty
The counselor education literature includes a number of recommendations for addressing challenges faced by BIPOC faculty. However, few articles explicitly focused on retention strategies and their effectiveness. Instead, most recommendations are located in the discussion and implications sections of conceptual articles or small qualitative studies that discuss the problems BIPOC faculty experience in the discipline. In the absence of a counselor education research base regarding effective strategies for BIPOC faculty retention, Makupson et al., (2025) conducted a PRISMA review of retention strategies specific to race and ethnicity in higher education. This review highlighted commonly recommended yet under-researched techniques for improving faculty retention across various disciplines that have the potential to be studied and implemented within counselor education programs. These retention strategies fell into several main areas: mentoring, enhancing institutional support, and improving institutional climate.
Mentorship was the most recommended retention strategy for BIPOC faculty. This strategy was endorsed in various forms, including same-race, cross-race, and peer mentorship. Across disciplines, the literature emphasized the significance of mentorship for providing BIPOC faculty with supportive relationships or role models in academia, fostering safe environments where they can share experiences and receive constructive feedback to enhance their academic careers (Bath et al., 2022; Bell et al., 2022; Carter-Sowell et al., 2019; Hughes, 2015; Lin et al., 2016; Litam & Chan, 2021; Martin et al., 2023; Mowatt et al., 2016; Muñoz et al., 2023; Norman et al., 2021; O’Meara et al., 2019; Pagán, 2022; Pedersen et al., 2024; Smith & Mamiseishvili, 2016; Whittaker et al., 2015; Williams et al., 2020).
Institutional support was identified as a retention strategy that specifically addressed concerns about funding, professional development, and job satisfaction. Recommendations for institutional support included group events where faculty could present their research and receive feedback (Julion et al., 2019), coaching and training programs (Bath et al., 2022), and workshops that addressed career barriers experienced by BIPOC faculty (Settles et al., 2023). Funding support encompassed departmental funding for conferences and professional workshops that could assist BIPOC faculty in advancing their careers (Martin et al., 2023; Mowatt et al., 2016; Pedersen et al., 2024). Additionally, stay interviews with BIPOC faculty provided administrators with valuable information on ways to support BIPOC faculty members (Childs et al., 2023), improve overall job satisfaction, and offer more competitive compensation (Rizzo et al., 2019; Settles et al., 2023; Whittaker et al., 2015).
One of the biggest challenges in higher education is addressing the institutional climate and policies that have historically hindered BIPOC faculty retention. Many scholars have emphasized the need to reevaluate existing academic policies that create unwelcoming environments for minoritized faculty members (Litam & Chan, 2021; Minor et al., 2017; Moreland & Lopez, 2017; Rizzo et al., 2019; Settles et al., 2023; Smith & Mamiseishvili, 2016; Whittaker et al., 2015). Addressing these challenges requires institutional and programmatic commitment to structural reforms that recognize and support the contributions of BIPOC faculty (Litam & Chan, 2021; Martin et al., 2023; Moreland & Lopez, 2017; Rizzo et al., 2019; Smith & Mamiseishvili, 2016). By implementing equitable policies related to service distribution, mentorship (Norman et al., 2021), and research recognition (Minor et al., 2017; Moreland & Lopez, 2017; Smith & Mamiseishvili, 2016; Rizzo et al., 2019; Whittaker et al., 2015), academic institutions can work toward dismantling longstanding barriers that have historically marginalized BIPOC faculty members (Litam & Chan, 2021; Martin et al., 2023; Rizzo et al., 2019; Smith & Mamiseishvili, 2016).
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The counseling profession is transforming, with increasing numbers of BIPOC faculty members entering the discipline (CACREP, 2024). Retaining BIPOC faculty is essential for fostering genuinely inclusive and equitable learning environments in counselor education. Their presence enriches academic communities through diverse perspectives, lived experiences, and scholarship that challenges dominant narratives. Supporting BIPOC faculty also strengthens the preparation of future counselors to serve increasingly diverse communities with cultural responsiveness and humility. Given the well-documented challenges BIPOC counselor educators face and overall lack of evidence-base retention strategies, this study will address a critical gap in the literature by identifying targeted strategies that may support the retention of BIPOC counselor educators. The research question for this inquiry was: What strategies do administrators and BIPOC faculty members in CACREP-accredited counselor education programs identify as best practices for retaining BIPOC faculty?
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This study employed Delphi methodology, a mixed-methods approach that incorporates both qualitative and quantitative methods to collect, refine, and interpret expert opinions on a specific topic area (Yousuf, 2007). The Delphi method is a structured process designed to gather group insights while preserving individual perspectives, allowing participants to provide feedback, suggest edits, and rate items based on their expertise and judgment. This approach is particularly suitable for addressing this research question because it leverages experts' knowledge to reach consensus on a specific subject (McPherson et al., 2018). For example, in counseling, the Delphi method has been utilized to aid in the development of a counseling definition and to establish competencies for best practice collaboration in community-based participatory research (Dari et al., 2019; Kaplan et al., 2014; Strear et al., 2018). Expert participants are invited to share their insights anonymously by commenting on statements or questions related to the research questions and rating resulting items in attempts to form a group consensus (Beiderbeck et al., 2021). Through multiple rounds of data collection and analysis, experts share their opinions on the focus topic, rank other participants' responses, and contribute comments related to items generated for consideration. Most often, the Delphi method includes three rounds until the experts reach a consensus (Beiderbeck et al., 2021). 
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This Delphi study included two groups of expert participants: BIPOC core faculty members and administrators from CACREP-accredited counselor education programs. Inclusion criteria for faculty participants were as follows: self-identify as BIPOC, serve as a core faculty member in a CACREP-accredited counselor education program, and have been promoted at least once (e.g., associate professor, senior lecturer). Both tenure-line and professional-track faculty members were eligible. These expert panelists were positioned to share strategies they experienced as beneficial in their retention at an institution. Administrators (i.e., program coordinators, directors, department chairs, and other academic leaders) of any racial/ethnic background in CACREP-accredited programs were eligible for inclusion if they had successfully retained at least one BIPOC core faculty member through at least one promotion process. We selected administrators because they are essential in establishing policy and helping faculty members navigate the retention process. 
The recommended number of panelists in the Delphi method is 15 to 20 (Beiderbeck et al., 2021); we aimed to include at least 20 participants, 10 in each category of BIPOC faculty and administrators, to account for a possible lack of response and decline in experts’ engagement throughout the three-phase process. Only participants who had participated in the previous round were eligible to participate in the subsequent round. A total of 20 participants engaged in the study, 16 of whom participated in all three rounds. Of the 20 participants who participated in round one, 40% (n = 8) qualified based on both criteria: identifying as BIPOC core faculty who had been promoted at least once and holding an academic or administrative leadership role. An additional 55% (n = 11) qualified based solely on being BIPOC faculty, while 5% (n = 1) qualified based on being an academic leader who did not identify as BIPOC. Participants’ total years in counselor education since earning their doctoral degree ranged from 5 to 20 years (M = 10.88, SD = 3.99). Among those who identified as academic leaders, the number of years in a leadership role ranged from 2 to 7 years (M = 4.00, SD = 1.70). Participants’ ages ranged from 33 to 67 years (M = 42.70, SD = 7.46). Table 3 presents participant demographics, including individual characteristics such as gender, race, ethnicity, and professional experience. Please see the appendix for Table 3.
Table 4 outlines characteristics of participants’ institutions and programs. The number of core faculty members in participants’ programs ranged from 3 to 33 (M = 10.00, SD = 8.27). Similarly, the number and percentage of BIPOC faculty members in these programs ranged considerably across institutions. The number of BIPOC faculty members ranged from 1 to 13 (M = 3.93, SD = 3.28). The percentage of BIPOC faculty within participants’ programs ranged from 16 to 83 (M = 42.96, SD = 19.82). Please see the appendix for Table 4. 
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Information on the research team is vital in a Delphi study (Purgason et al., 2018). The first author identifies as a Black woman who has studied at Predominantly White institutions (PWIs). The second author is a professor of counselor education and department head who identifies as a multiethnic Latina and White American woman with expertise in research methodology alongside leadership experience focused on workforce development with attention to social and cultural diversity. The third author is a Black woman with a depth of experience in higher education settings, a doctorate from a CACREP-accredited counselor education program, and experience in the Delphi methodology. The fourth author is a Black woman and doctoral student at a CACREP-accredited Counselor Education program with experience counseling BIPOC clients. All authors were affiliated with an R1 CACREP-accredited counselor education program at a PWI in the Southern United States.
Reflexive activities were integrated throughout each phase of the research process to enhance transparency and rigor. The lead author observed a heavy focus on mentorship yet believed mentorship was an individual-level response that did not address the concerns of a more significant systemic issue at the program and institutional levels. The lead author engaged in regular journaling to document thoughts, emotional responses, and emerging insights when interacting with the data. These reflections helped raise awareness of potential biases and facilitate bracketing personal assumptions during the data analysis process. Additionally, the lead author participated in regular debriefing meetings with other research team members to discuss emerging reactions and interpretations, thereby promoting reflexivity and accountability. The second author was available throughout the study to address questions related to administrative or procedural aspects of the research and to help contextualize participant recommendations from an administrative perspective. 
[bookmark: _Toc204690662]Recruitment and Participant Selection Procedure
Following Institutional Review Board Approval, a general call for participants was sent to department heads or program coordinators associated with 121 CACREP-accredited counselor education programs, asking administrators to consider participating or reply to the email to nominate faculty members who may have valuable insights to share on this topic. To ensure a well-rounded and knowledgeable panel, the lead author also identified and recruited participants based on their expertise and leadership supporting BIPOC faculty and students. Specifically, the lead author reviewed the literature to identify scholars who have published on the experiences of BIPOC faculty members and students in counselor education. The lead author also sought to identify professional counseling leaders who held service positions in organizations supporting BIPOC individuals in counseling or mental health advocacy (e.g., the Association for Multicultural Counseling and Development, Counselors for Social Justice, ACES Interest Networks). The first author emailed these potential participants, inviting them to participate if they were eligible and/or nominate potential participants who could lend expertise to the study. 
Finally, the lead author sought to identify counselor educators with experience in higher education administration, faculty development, or policy implementation related to faculty diversity and retention. During the recruitment stage, 403 emails were sent to faculty members and academic leaders across various institutions in 32 states. Recruitment efforts also intentionally targeted administrators and faculty at Hispanic-Serving Institutions, Historically Black Colleges and Universities, and Tribal Colleges and Universities to increase representation within the participant pool.
Prospective participants completed an eligibility screening form in Qualtrics to determine if they met the inclusion criteria. Those who met the requirements immediately received an informed consent form outlining the study’s purpose, procedures, potential risks and benefits, measures to ensure confidentiality, and the voluntary nature of participation, including the right to withdraw at any time. Participants were offered an incentive in the form of a $25 donation in their name (up to $500 total) to one of three non-profit organizations of their choice: Mental Health Liberation, which provides services to BIPOC communities; Counselors for Social Justice (CSJ), which focuses on social justice through advocacy of systemic change; and the Association for Multicultural Counseling and Development (AMCD), which has a mission around race and ethnicity in counseling. Donations made on behalf of the 20 participants include 10 donations to AMCD, 8 donations to CSJ, and 2 donations for Mental Health Liberation. The total amount of donations for this study was $500. 
After completing screening and providing informed consent, participants completed a demographic questionnaire, including status as a faculty member and/or administrator, current title and rank, time in their current position, and the type of institution in which they were employed (i.e., Carnegie classification, status as PWI, Hispanic Serving Institution, Historically Black College or University, and/or Tribal College). Participants were invited to share demographic information, including their race, ethnicity, gender identity, age, and any other identifying details they wished to disclose. The demographic survey was reviewed to identify areas with strong under- or overrepresentation. This allowed the research team to adjust target recruitment strategies accordingly. Of the individuals contacted, 33 completed the initial screening form. Of those, 22 participants met the eligibility criteria, consented, and were invited to participate in phase one once the participant sample was secured. 
[bookmark: _Toc204690663]Data Collection and Analysis
Data collection and analysis occurred in three predetermined phases via Qualtrics. Phase 1 included an open-ended questionnaire to develop initial items for panel consideration. Phases 2 and 3 provided participants with the opportunity to rate, suggest edits, or provide comments on each item. 
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The Phase 1 survey included an open-ended Qualtrics questionnaire with seven prompts derived from a systematic review of research regarding retention of BIPOC faculty in higher education (Makupson et al., 2025). Two examples of prompts were: “What should counselor education programs seeking to retain BIPOC faculty members take into consideration when selecting and facilitating strategies to promote retention?” and “What institutional (i.e., college or university) practices or policies, if any, promote successful retention of BIPOC faculty members in counselor education?” The final prompt allowed participants to add any other information relevant to improving the retention of BIPOC faculty in counselor education. Please see the appendix for the Phase 1 Questionnaire. The invitations were emailed, and a follow-up email was sent five days later. The survey closed after a total of ten days with 20 responses.  
The research team employed an inductive content analysis approach recommended for use in Delphi studies (Purgason et al., 2018). Inductive coding refers to generating keywords and codes from the raw data without fitting it into a preexisting frame, allowing patterns to emerge from the data (Braun & Clark, 2006; Naeem et al., 2023). During the initial phase, the research team reviewed responses to familiarize themselves with the suggested adjustments, reading and rereading them, and noting initial ideas (Braun & Clarke, 2006). Data were segmented into smaller units in the coding phase to capture specific practices that align with the research questions and provide deeper insight into evidence-based retention strategies (Braun & Clarke, 2006; Naeem et al., 2023). The third and fourth authors independently coded the data before convening to discuss and refine initial codes. Once initial codes were refined, the research team applied them to each unique idea and finalized codes. Two researchers then independently grouped codes into broader categories, discussing placement to consensus. Next, the first and second author developed items using participants’ direct quotes whenever possible to ensure representation of diverse perspectives (Braun & Clarke, 2006; Naeem et al., 2023). To mitigate bias and enhance the credibility of interpretations, researchers maintained a reflexive journal throughout the process (Naeem et al., 2023). 
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Phase 2 was designed to allow participants to vote on and reach consensus regarding potential retention strategies, while providing an opportunity to review and propose new items. All 20 panelists from phase 1 were invited to participate in phase 2, and 17 panelists rated 61 items developed from Phase 1 data on a 5-point scale from 1 (strongly disagree) to 5 (strongly agree) as recommended by Purgason et al. (2018). Additionally, participants were prompted to provide feedback on wording, suggest edits or clarifications, and propose new or revised items. Participants received a Qualtrics survey link via email, with a reminder email sent five days later. The survey remained open for a total of ten days before closing. 
For analysis, the researchers calculated the median score and interquartile range (IQR) to assess the level of consensus among participants (Purgason et al., 2018). An item advanced to the next round if it achieved a median score of at least 4 with an IQR of 1.00 or lower (Purgason et al., 2018). The results from this phase served as the foundation for Phase 3 of the study (McPherson et al., 2018). 
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The goal of this phase was to provide participants with the opportunity to reconsider items that did not reach a consensus in Phase 2. In Phase 3, 17 participants who engaged in phase 2 were emailed a Qualtrics survey link containing 53 items that items that met consensus in Phase 2 with no indication of revision needed and 13 items that needed to be considered in Round 3. This included one item, “Demonstrate personalized interest in faculty members' lives and experiences,” that did not meet consensus in Round 2, eight items that met consensus but were revised to align with participant feedback, and four new items were developed from participant feedback. Panelists rated items on a scale from 1 (strongly disagree) to 5 (strongly agree) as recommended by Purgason et al. (2018). Again, items with a median of at least 4 and an IQR of 1.00 or lower (Purgason et al., 2018) were considered to meet consensus. A reminder email was sent after five days, and the survey was closed after ten days with 16 responses. At the conclusion of Phase 3, all participants received a confirmation of donation in their name, along with a list of all items that met consensus during the process.
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Phase 1
During Phase 1, participants (n = 20) contributed 303 strategies for retaining BIPOC counselor educators. The research team analyzed the excerpts and organized them into categories, which were then used to create a framework for item generation. Table 5 provides the categories and definitions. Please see the appendix for Table 5. 
Phase 2
In Phase 2, 61 items were presented to the expert panel using a Qualtrics survey with a 5-point Likert scale (1 = Strongly Disagree to 5 = Strongly Agree). Of the 61 items evaluated, 60 appeared to reach consensus, defined as a median score of at least 4 with an IQR of 1.00 or lower (Purgason et al., 2018). However, 7 items that met consensus had feedback that indicated need for a revision; thus, only 53 items met consensus in phase 2. Table 4 presents the list of these items, along with their corresponding means, medians, and IQRs. Please the appendix Table 4.
Phase 3 
The one item that did not meet consensus, along with seven edited items and five new items based on panelist comments, were included for voting in Phase 3. All of the edited and new items met consensus in phase 3. One item “Demonstrate personalized interests in faculty members’ lives and experiences, did not meet consensus in Phase 3 (Med = 4, M = 3.75, IQR = 1.5). This resulted in a total of 65 items meeting consensus. Please see the appendix for Table 6 of all items. 
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This study laid the groundwork for informing evidence-based strategies to retain BIPOC faculty in counselor education. Previous literature has primarily focused on the negative experiences of BIPOC faculty and proposed solutions based on data or lived experiences, and this study is among the first in counselor education to explicitly focus on actionable strategies aimed at retaining faculty. It sets the stage for future implementation and evaluation of these approaches within counselor education programs.
The study’s findings align with existing literature in several key areas. Participants’ highest-ranked strategies included the need to provide BIPOC faculty with clear expectations and to minimize unnecessary barriers in the promotion and tenure process; this aligns with well-documented challenges BIPOC faculty members in counselor education face, although previous research has not tied this explicitly to retention (Hannon et al., 2019; Rizzo et al., 2019). In addition to transparency in tenure and promotion, participants emphasized the importance of being supported by university administration in ways that counterbalance negative experiences reported by BIPOC faculty (Hannon et al., 2019; Lou et al., 2022; Oller, 2020; Shillingford et al., 2022). Fair compensation and equitable workload were also among the top-ranked retention strategies. Existing literature highlights that BIPOC faculty often engage in invisible labor while receiving lower salaries than their White colleagues (Galan et al., 2023; Miriti, 2020; Shillingford et al., 2022). Our findings suggest that respondents in this study view compensation issues as a retention strategy explicitly.
Along with equitable workload and compensation, participants highly valued funding for professional development. Such funding enables BIPOC faculty to collaborate with other professionals and gain skills to advance in areas of academia that align with their interests and long-term goals (Martin et al., 2023; Pedersen et al., 2024). Participants also reported valuing administrative support for both their professional growth and overall well-being. This included reducing teaching loads, assigning courses that aligned with faculty interests, and offering support for particularly demanding courses, such as multicultural counseling (Minor et al., 2017). Participants expressed the importance of administrators being transparent in their decision-making, proactive in protecting faculty from negative experiences, and committed to fostering equity among all faculty members.
	Institutional climate emerged as one of the highest-ranked areas of importance in this study, following funding and fair administrative support. Participants emphasized the need to cultivate a supportive program climate, even when the broader university environment may lack inclusivity. Consistent with recommendations from higher education more broadly, participants in this study strongly endorsed developing, implementing, and monitoring departmental policies to improve the experiences of BIPOC faculty and protect them from potential retaliation when raising concerns such as microaggressions (Litam & Chan, 2021; Moreland & Lopez, 2017; Settles et al., 2023; Whittaker et al., 2015). Beyond protection and psychological safety, participants also stressed the need to grant BIPOC faculty autonomy in disclosing their experiences to the extent they feel comfortable, perhaps in alignment with the one item about administration showing personal interest in BIPOC faculty lives that did not meet consensus. Existing literature highlights how program climate can contribute to feelings of isolation and a diminished sense of belonging perhaps impacting retention (Lou et al., 2022; Shillingford et al., 2022; Thacker & Barrio Minton, 2021), and panelist responses seemed to indicate a need for balance with boundaries and psychological safety. Additionally, participants identified both administrative and peer advocacy as essential in addressing and responding to microaggressions (Litam & Chan, 2021).
	One finding that diverged from previous literature was the relatively lower ranking of mentorship, although it still reached consensus as a valuable activity (Hannon et al., 2019; Lou et al., 2022; Oller et al., 2020; Shillingford et al., 2022). Although participants acknowledged the importance of mentorship, these items consistently received the lowest ratings. This may be due to a preference for organic mentoring relationships rather than those that are formally assigned. Additionally, mentorship may have been ranked lower because it primarily addresses individual-level needs, whereas many of the challenges faced by BIPOC faculty are structural and systemic in nature. The results of this study underscore participants’ emphasis on the need for broader, institutional-level strategies to ensure equity and support for faculty members as recommended in both counselor education (Litam & Chan, 2021) and broader higher education literature (Martin et al., 2023; Moreland & Lopez, 2017; Settles et al., 2023; Whittaker et al., 2015).
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	This study is not without limitations. First, identifying participants was challenging due to the first author’s limited professional network. To address this, she employed snowball sampling to enhance participant recruitment. This likely influenced the strong representation of Black participants and individuals affiliated with PWIs, particularly research-intensive universities. These institutions often have greater access to resources than their counterparts. As a result, institutional resource variability could have influenced participant perspectives. For instance, faculty from well-resourced universities may have viewed research support, course release time, or professional development funding as more attainable, which could have shaped their responses. 
Additionally, participants were not prompted to reflect on feasibility of the recommendations generated in this study. The rapid and ongoing changes in diversity, equity, and inclusion policies in higher education following the U.S. Department of Education 2025 Dear Colleague letter in February 2025 has led to political and legal uncertainty and shifts that make it increasingly difficult for institutions and faculty to engage in work related to race and ethnicity (Blake, 2025). This context might have also impacted potential participants’ willingness to engage in the study or recommend strategies explicitly focused on BIPOC counselor educators. Institutions may also be prohibited from engaging some of the recommended strategies.
Finally, participant attrition across the multiple phases of the Delphi study poses a potential limitation. Because the study spanned the summer months, some participants became unavailable, which could have impacted the consistency and robustness of the findings. Additionally, the use of a 5-point Likert scale may have limited the range of participant responses. A 7-point scale might have provided greater nuance in how participants viewed the importance of strategies, resulting in a more refined list of recommended strategies.
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As one of the first studies to identify potential retention strategies specifically for BIPOC counselor educators, this research provides a valuable foundation for future inquiry. Subsequent studies could be conducted across multiple universities to assess whether the identified strategies are currently being implemented and to evaluate their effectiveness. Expanding future research to include a more diverse sample of institutions beyond PWI, R1 universities, and tenure track faculty may yield different recommendations, offering insights into how institutional context and nature of one’s faculty position influences retention strategies.
This study focused on faculty who have already navigated the promotion process, and future research should explore the unique needs of early-career faculty from underrepresented backgrounds. Examples of possible future research questions could be “What factors most influenced your decision to stay or consider leaving your faculty role during your early career?” or “What experiences most impacted your commitment to remaining in academia during your early-career stage?” It is possible that BIPOC faculty later in their careers needs vary from up and coming BIPOC faculty. Qualitative studies or focus groups could offer more profound insight into their experiences and the types of support they find most valuable in the early stages of their academic careers.
	Although it was not an explicit research question, some differences appeared to emerge in how BIPOC faculty members and administrators prioritized retention strategies. BIPOC faculty members who held administrative roles ranked some strategies higher than those who held faculty roles only, including initiating conversations, adjusting workloads, using a community-based mentoring approach, encouraging allyship, recognizing contributions through awards, providing support for outside connections, and utilizing opportunity hire and retention funds. Instead, BIPOC faculty rated strategies that empowered them to advocate for equitable workloads, decline invisible labor, teach and serve in areas aligned with their interests, and have their strengths recognized in performance evaluations as more valuable. They also emphasized the importance of strategic mentorship tailored to their unique needs, as well as administrative support and advocacy when necessary. These differences highlight a potential disconnect between perceptions of faculty members and administrators. Future research could explore this disconnect more deeply by directly comparing the responses of faculty and administrators. Such studies might help clarify how differences in perception impact the implementation and effectiveness of retention efforts. Additionally, a forced-ranking method could be employed to determine which strategies are most consistently prioritized, offering clearer guidance on which practices should be considered highest priority for retaining BIPOC faculty.
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Previous literature on the experiences of BIPOC faculty has often offered potential solutions in the discussion sections, with a strong emphasis on mentorship as a key strategy for improving retention. Although mentorship remains important, this study suggests structural strategies for enhancing the experiences of BIPOC counselor educators. These findings may indicate a shift in priority from individual-level support to systemic interventions. One key implication for practice is the importance of actively engaging BIPOC faculty in conversations about a range of retention strategies reflective of their unique needs. This could be facilitated through the development and use of a self-assessment tool that enables faculty to identify which supports are most relevant to them. Following the completion of the assessment, institutions could implement selected strategies and evaluate their impact over time. This would honor variations in faculty preferences for disclosure and psychological safety that emerged in the data.
Another recommendation is to conduct regular salary reviews to ensure equitable compensation for all faculty members, based on their experience and contributions (Settles et al., 2023; Rizzo et al., 2019). Additionally, institutions should prioritize regular meetings between faculty and administrators to discuss job satisfaction and career trajectories (Moreland & Lopez, 2017). These meetings could serve as check-in points to identify emerging concerns and opportunities for support.
Furthermore, administrators should consider implementing workload dashboards that enable them to collaborate with faculty to review and track their assigned responsibilities. These dashboards can help account for additional, often invisible, labor such as mentoring, service, and DEI-related work that may otherwise go unrecognized (O’Meara et al., 2020). By adopting these practices, institutions can promote transparency, equity, and a more supportive work environment for BIPOC faculty.
There are critical questions about the feasibility of implementing these strategies amid mounting legal and political scrutiny surrounding diversity initiatives, particularly following the U.S. Department of Educator’s February 2025 Dear Colleague letter. Although some enforcement of this guidance has been blocked by courts, many universities responded with rapid shifts in their diversity, equity, and inclusion efforts, suspending or structuring programs aimed at supporting BIPOC students and faculty (Blake, 2025). Universities may face significant challenges in adopting strategies intended to support BIPOC faculty without being accused of offering preferential treatment and risking loss of government funding. These findings contribute to the broader conversation about whether key retention strategies, such as fair compensation (Rizzo et al., 2019; Settles et al., 2023) and equitable workload distribution are not solely as support mechanisms for BIPOC faculty but as necessary structural reforms that benefit all faculty members.
[bookmark: _Toc204690672]Conclusion
The findings of this Delphi study offer insight into 65 activities that could improve the retention of BIPOC faculty in counselor education. While mentorship is most often cited in existing literature as a key retention strategy (Makupson et al., 2025), participants in this study did not rate it as highly compared to other areas, such as competitive compensation and supportive administrative practices. This study lays the groundwork for essential conversations about discrepancies between faculty and administrative perspectives on retention. The next step is to implement these strategies in practice and systematically evaluate their effectiveness, ultimately contributing to the development of an evidence-based framework for retaining BIPOC faculty.
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Figure 1 PRISMA systematic review protocol
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	Author
	Type of Article 
	Type of Institution 
	Retention Strategy 
	Discipline

	Bath et al., (2022)
	Conceptual
	PWI- University of California, Los Angeles (UCLA)
	1-year training and mentoring program 
	Medicine

	Bell et al., (2024)
	Conceptual
	Not Stated
	1.5-day retreat, including an affinity group
	Social-Personality Psychology 

	Carter-Sowell et al., (2019)
	Conceptual
	Not Stated 
	Two-year mentoring program 
	Only STEM was included in the first three cohorts; social and behavioral disciplines, education and humanities, and library science were added to later cohorts. 




Table 2: Continued
	Childs et al,. (2023)
	Qualitative 
	PWI- Boston University 
	Increase resources including funding, support, and peer mentoring
	Medicine 

	Galan et al., (2023)
	Quantitative 
	Not Stated
	Encourage interventions for microaggressions in professional settings 
	Clinical Psychology

	Hughes (2015)
	Qualitative 
	Community College
	Diversify candidate pool, mentoring, support teaching development, and relationship building
	General

	Julion et al., (2019)
	Conceptual
	PWI- Midwest College of Nursing 
	Group-based mentoring to support junior faculty members
	Nursing 





Table 2: Continued
	Lin et al., (2016)
	Conceptual
	PWI- John Hopkins 
	Recruiting women and Underrepresented Minority (URM), mentoring, and evaluating resources, including equal pay 
	Academic Medicine 

	Litam and Chan (2021)
	Conceptual
	Not Stated
	Policy changes, increasing critical consciousness, and mentorship 
	Counselor Education 

	Martin et al., (2023)
	Qualitative 
	Multiple 
	Mentoring, funding, and monitoring outcomes of diversity and inclusion policies 
	Nutrition and Obesity 










Table 2: Continued
	Minor et al., (2017)
	Conceptual
	Not Stated
	Mentoring, education about the promotion process, workshops, and annual reviews that are not biased
	Rehabilitation Counselor Education 

	Miriti (2020)
	Conceptual
	Not Stated
	Mentoring 
	STEM

	Moreland and Lopez (2017)
	Conceptual
	Not Stated
	Awareness initiatives, mandated training on unintentional bias, policy changes, adjusted promotion requirements, mentoring, and regular check-ins 
	Academic Medicine 










Table 2: Continued
	Mowatt et al., (2016)
	Conceptual
	Not Stated
	Mentoring, training staff on issues faced by BIPOC faculty, supporting BIPOC faculty and advocating for diverse hires. 
	Park and Recreation 

	Munoz et al., (2023)
	Qualitative
	Multiple 
	Mentoring with cultural humility to help navigate academia 
	Communication Science Disorders 

	Norman et al., (2021)
	Quantitative 
	PWI- University of Pittsburgh and University of Colorado 
	One year-long mentorship program with two-day training and thirteen online month-long modules 
	Medicine, Social Work, and Infectious Disease










Table 2: Continued
	O’Meara et al.,  (2019)
	Mixed-Method
	PWI- Land Grant University 
	Faculty learning community to decrease feelings of social isolation and competition. 
	STEM

	Pagan et al., (2022)
	Qualitative 
	Multiple PWIs
	Peer support and structures mentorship 
	Social Science and STEM

	Pedersen et al., (2024)
	Qualitative 
	1 PWI and 2 Tribal Colleges 
	One-year academic mentoring program including peer-to-peer mentoring, attending conferences, and formal mentoring gatherings
	STEM












Table 2: Continued 
	Rizzo et al., (2019)
	Conceptual
	Not Stated
	Faculty development plans, clear faculty expectations, competitive salaries, reduced teaching loads, and work-life balance
	Kinesiology 

	Settles et al., (2023)
	Conceptual
	PWI- University of Michigan 
	Year-long workshop for chairs and leaders focused on training faculty, removing barriers, and improving climate 
	General

	Smith and Mamiseishvili (2016)
	Qualitative 
	Three Christian colleges and universities in Southern US
	Improve campus environment, mentoring, and professional development 
	General 





Table 2: Continued
	Whittaker et al., (2015)
	Conceptual 
	Not Stated
	Department chair and dean training to address bias, improve institutional climate, attend to cultural values, and include FOC in conversations and mentoring 
	General

	Williams et al., (2020)
	Qualitative 
	PWI- New York University 
	Three-year peer mentor development program
	Medicine 
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	Category
	Definitions

	Mentorship 
	Support from senior colleagues internally and externally


	Community 
	Connection with other professionals interested in similar research to engage in collaboration both within and outside of academia

	Department Culture 
	Positive interactions with colleague, faculty engagement in events, and recognition of achievements 

	Administrative Support
	Transparent workload expectations, clear tenure criteria, leadership access, protection of BIPOC faculty from extra service, cohort hiring, check-ins with BIPOC faculty 

	Financial Support
	Fair salaries; funding for conferences, research, and licensure maintenance; and international sponsorship 

	Professional Development 
	Specialized training for BIPOC faculty; providing professional development opportunities in connection with interests

	BIPOC Wellness
	Self-care strategies to promote wellness outside of academia;  safe spaces to foster wellness 

	Individual Perseverance 
	Supporting intrinsic motivation to be successful in academia 

	Policy 
	Department, college, or university policies protecting BIPOC faculty from racism
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Table 4: Participant Demographics
	
Demographic characteristic
	Round 1
	Round 3

	
	%
	n
	%
	N

	Academic Rank
	
	
	
	

	Associate Professor
	70
	14
	87.5
	14

	Professor
	30
	6
	12.5
	2

	Position Nature
	
	
	
	

	Tenure-line
	85
	17
	87.5
	14

	Professional or clinical line
	15
	3
	12.5
	2

	Race and/or Ethnicity
	
	
	
	

	Black/African American
	65
	13
	62.5
	10

	Asian 
	10
	2
	12.5
	2

	White/Not Hispanic
	5
	1
	6.25
	1

	White/Hispanic
	5
	1
	6.25
	1

	Hispanic/Latinx
	15
	3
	12.5
	2

	Gender Identity
	
	
	
	

	Woman/Female

	65
	13
	68.7
	11

	             Man/Male                                                                                                 
	35
	7
	31.2
	5
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Table 5: Participants’ Institutional Characteristics
	

	Round 1
	
	Round 3 
	

	
	%
	n
	%
	N

	Carnegie Classification
	
	
	
	

	R1: Doctoral Universities - Very high research activity
	55
	11
	62.5
	10

	M1: Master’s Colleges and Universities - Larger programs
	10
	2
	6.25
	1

	M2: Master’s Colleges and Universities - Medium programs
	10
	2
	12.5
	2

	M3: Master’s Colleges and Universities - Small programs
	10
	2
	12.5
	2

	D/PU: Doctoral/Professional Universities
	5
	1
	0
	0

	Unknown
	10
	2
	6.25
	1

	Type of Institution
	
	
	
	

	Predominately White Institution
	80
	16
	87.5
	14

	Asian American and Pacific Islander Serving Institution (AAPISI)
	10
	2
	6.25
	1

	Hispanic Serving Institution (HSI)
	5
	1
	6.25
	1

	Minority Serving Institutions (MSI)
	5
	1
	0
	0

	Region
	
	
	
	

	Southern
	60
	12
	68.75
	11

	Rocky Mountain
	10
	2
	12.5
	2

	Western
	10
	2
	6.25
	1

	North Central 
	15
	3
	12.5
	2

	North Atlantic
	5
	1
	0
	0

	Institutional Sector
	
	
	
	

	Public
	65
	13
	68.75
	11

	Private/ Not for profit
	35
	7
	31.25
	5

	Delivery Model(s)
	
	
	
	

	Primarily physically in-person synchronous 
	90
	18
	75
	15

	Primarily digital synchronous 
	20
	4
	10
	2

	Primarily digital asynchronous
	25
	5
	15
	3
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	Item
	M
	Med
	IQR
	Round

	Ensure fair compensation for additional labor.
	5.00
	5.00
	0.00
	2

	Provide explicit guidance and mentorship in the promotion and/or tenure process (e.g., expectations, recommendations for growth, development of materials).
	5.00
	5.00
	0.00
	2

	Ensure workload and performance expectations are transparent.
	4.88
	5.00
	0.00
	2

	Examine faculty compensation to ensure it is equitable and fair.
	4.88
	5.00
	0.00
	2

	Provide funding aligned with faculty members' needs (e.g., training, conferences, research, leadership development).
	4.88
	5.00
	0.00
	2

	Advocate for institutional resources to support hiring of diverse faculty and program development.
	4.82
	5.00
	0.00
	2

	Protect BIPOC faculty from emotionally taxing labor by ensuring equitable assignment of workload and allocation of supports (e.g., course release, student assistant) across faculty with attention to rank and developmental needs.
	4.82
	5.00
	0.00
	2

	Listen to and trust BIPOC faculty reports and experiences especially related to racism, working toward a common understanding and response.
	4.82
	5.00
	0.00
	2

	Respect and protect BIPOC faculty members’ autonomy in deciding whether and how to share their personal and professional experiences, recognizing that such disclosures may involve risk or emotional labor.
	4.81
	5.00
	0.00
	3

	Ensure performance expectations and criteria are inclusive of research, teaching, and service related to diversity, equity, inclusion, and belonging (e.g., recognize community-engaged and culturally relevant scholarship, mentorship of minoritized students).
	4.76
	5.00
	0.00
	2

	Advocate for college and university policies and leadership that are transparent, responsive, and equitable (e.g., union, tenure clock extensions).
	4.76
	5.00
	0.00
	2

	Provide constructive feedback throughout evaluation and reappointment policies to ensure continues growth.
	4.75
	5.00
	0.25
	2

	Recognize faculty contributions through award nominations.
	4.75
	5.00
	0.25
	2








Table 6: Continued 
	Proactively invite conversations about the hidden curriculum in academia, including unspoken expectations, norms, and power dynamics.
	4.75
	5.00
	0.50
	3

	Advocate for professional development regarding equitable tenure, promotion, and work environments at college and university levels.
	4.71
	5.00
	1.00
	2

	Approach relationships with attention to multicultural orientation (e.g., cultural humility, comfort, and opportunities).
	4.71
	5.00
	1.00
	2

	Develop a faculty culture that promotes authentic engagement by BIPOC faculty (e.g., redefine notions of professionalism, address racism and white fragility)
	4.71
	5.00
	1.00
	2

	Ensure explicit support for faculty members who teach courses regarding challenging content (e.g., multicultural counseling).
	4.71
	5.00
	1.00
	2

	Establish and maintain psychological safety within the department or program to ensure all ideas and concerns are welcomed.
	4.71
	5.00
	1.00
	2

	Initiate conversations and adjust faculty workload when possible to enhance equity and faculty development.
	4.69
	5.00
	1.00
	3

	Support visa sponsorship for foreign-born faculty members.
	4.69
	5.00
	0.25
	2

	Utilize multiple measures of evaluating teaching effectiveness to mitigate the impact of bias on faculty evaluation.
	4.69
	5.00
	1.00
	2

	Provide support for addressing difficult conversations and navigating discrimination and bias with students and colleagues.
	4.69
	5.00
	1.00
	2

	Respect boundaries related to work-life balance.
	4.69
	5.00
	1.00
	2

	Ensure mentors are appropriately trained to support BIPOC faculty and early career faculty
	4.69
	5.00
	0.50
	3

	Communicate transparently, especially related to administrative decisions that impact faculty members.
	4.65
	5.00
	1.00
	2

	Develop, implement, and monitor departmental policies and practices to ensure clear attention to diversity, equity, inclusion, and belonging.
	4.65
	5.00
	1.00
	2

	Empower BIPOC faculty to advocate for appropriate workload, including support for declining emotionally taxing and invisible labor.
	4.65
	5.00
	0.00
	2

	Foster a respectful and peaceful department culture by promoting psychological safety that allows faculty voices to be heard and honored.
	4.65
	5.00
	1.00
	2

	Facilitate access to professional development responsive to faculty members' needs (e.g. research, grant-writing, publication, teaching, leadership, writing retreat).


	4.65
	5.00
	1.00
	2


Table 6: Continued 
	Ensure that faculty across all types and at all rank have the opportunities to professional development respective to their position type.
	4.65
	5.00
	1.00
	2

	Respond to concerns quickly, thoughtfully, with empathy, and perspective-taking.
	4.63
	5.00
	1.00
	2

	Provide research funding for faculty members to establish their research (e.g., mini-grants, startup accounts)
	4.63
	5.00
	1.00
	2

	Promote diverse representation in departmental, college, and university leadership.
	4.63
	5.00
	1.00
	3

	To the extent possible, diversify the leadership team and service assignments so department practices and polices represent multiple perspectives.
	4.63
	5.00
	1.00
	3

	Utilize an open door policy to ensure faculty can access departmental leadership.
	4.63
	5.00
	1.00
	2

	Encourage connections with college or university offices or initiatives supporting diversity, equity, inclusion, and belonging.
	4.59
	5.00
	1.00
	2

	Offer leadership opportunities and access to institutes that genuinely support faculty advancement toward future administrative or leadership roles of interest.
	4.56
	5.00
	1.00
	2

	Assign teaching and service using a framework that incorporates each faculty member's interests, development, and needs for tenure and promotion.
	4.53
	5.00
	1.00
	2

	Prioritize regular, planned engagement between academic leaders and early-career faculty.
	4.50
	5.00
	1.00
	3

	Support engagement in programs designed specifically for BIPOC faculty (e.g., affinity groups, affinity spaces, NFCDD).
	4.50
	5.00
	1.00
	2

	Recognize faculty contributions through award nominations.
	4.50
	5.00
	1.00
	2

	Integrate multiple retention strategies to ensure holistic and balanced attention to BIPOC faculty need.
	4.50
	4.50
	1.00
	3

	Establish and enforce clear accountability measures for behaviors that undermine or sabotage BIPOC faculty.
	4.50
	5.00
	1.00
	3

	Celebrate and honor faculty members' personal strengths, wellness practices, and external supports.
	4.47
	5.00
	1.00
	2

	Cultivate a culture where colleagues listen and understand BIPOC faculty members' needs, supporting their innovative ideas, struggles, and concerns.
	4.47
	4.00
	1.00
	2







Table 6: Continued 
	Ensure professional development efforts are strategic, personalized, and aligned with the faculty member’s long-term career goals.
	4.47
	5.00
	1.00
	2

	Seek feedback from BIPOC faculty regarding their needs and experiences.
	4.44
	4.50
	1.00
	2

	Attend carefully to teaching assignments, ensuring assignments reflect faculty expertise and interests to the extent possible.
	4.44
	5.00
	1.00
	3

	Utilize opportunity hires and retention funds to promote faculty representation and longevity.
	4.44
	5.00
	1.00
	2

	Demonstrate personal interest and investment in faculty members' work (e.g., attend conference sessions to show support, share opportunities aligned with their interests)
	4.41
	5.00
	1.00
	2

	Ensure admission criteria are designed to be inclusive of a diverse, representative student body and prioritize students with strong professional dispositions.
	4.35
	5.00
	1.00
	2

	Create spaces to discuss diversity, equity, inclusion, and belonging related to teaching and advising.
	4.35
	5.00
	1.00
	2

	Facilitate access to professional communities that support professional development and connection.
	4.29
	4.00
	1.00
	2

	Create a strategic and organized mentorship program for early career faculty members.
	4.29
	5.00
	1.00
	2

	Support connections with other BIPOC faculty within and outside the institution.
	4.25
	4.00
	1.00
	2

	Encourage and recognize community-based, collaborative approaches to research.
	4.25
	4.00
	1.00
	3

	Provide professional development funds above and beyond the usual allotment to support faculty development of expertise.
	4.25
	4.00
	1.00
	2

	Facilitate access to mentors in counselor education who share similar identities and have already achieved tenure and promotion.
	4.24
	4.00
	1.00
	2

	Facilitate access to mentors beyond the department and within the institution.
	4.24
	4.00
	1.00
	2

	Create regular department-wide training in diversity, equity, inclusion, and belonging.
	4.24
	4.00
	1.00
	2

	Adapt team-based mentorship models to support faculty development. 
	4.13
	4.00
	0.50
	3

	Create models of student research mentoring and academic advising that ensure equitable opportunities and supports.
	4.12
	4.00
	1.00
	2





Table 6: Continued
	Facilitate research collaboration with other professionals.
	4.00
	4.00
	0.00
	2

	Encourage all faculty members to engage in allyship with BIPOC colleagues.
	3.94
	4.00
	0.00
	2
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[bookmark: _Toc204690682]Email to CACREP Liaisons / Chairs
This study has been reviewed and approved by the University of Tennessee, Knoxville Institutional Review Board (IRB), ensuring compliance with ethical standards for human subjects research. If you have questions about your rights as a research participant, please contact the UTK Human Research Protection Program at 2240 Sutherland Dr., Suite 2, Knoxville, TN 37919, phone: 865-974-7697, email: utkirb@utk.edu.
Greetings,
I hope this email finds you well. My name is Myia Makupson and I am a doctoral candidate in counselor education at the University of Tennessee, Knoxville. I am conducting my dissertation research on retention strategies for BIPOC faculty members in CACREP-accredited counselor education programs under the guidance of my chair, Dr. Casey Barrio Minton.
This Delphi study aims to identify effective strategies for enhancing the retention and career satisfaction of BIPOC faculty members in our discipline. We are writing to invite you to participate in one of three ways:
1. If you have supported BIPOC faculty members in the promotion process, we invite you to participate in this study given your expertise as an academic leader.
2. If you identify as a BIPOC faculty member and have been promoted at least once, we invite you to participate in this study given your expertise as a faculty member.
3. If you know of academic administrators or leaders (program coordinator or director, department chair or head, other academic leader [e.g., associate dean or director]) with a background in counselor education or BIPOC faculty members at rank or associate or equivalent, we invite you to respond to this email nominating them for participation in the study.
This study will consist of an initial screening, informed consent, and demographic survey, followed by three rounds of survey to gather and refine expert perspectives to reach a consensus on best practices and policy recommendations. Participation is entirely voluntary, and all responses will remain confidential.
If you are interested in contributing to this important study, please click the link below to complete a screening questionnaire and, if eligible, review informed consent information:
[Insert Survey Link]
The deadline for the first round of responses is [Insert Date]. If you have any questions, please feel free to reach out to me at mmakupso@vols.utk.edu.
Thank you for considering this opportunity to share your expertise and experiences. Your participation will help shape meaningful retention strategies for BIPOC faculty and administrators in Counselor Education.
Best regards,
Myia Makupson
Chair: Dr. Casey Barrio Minton

































[bookmark: _Toc204690683]Invitation to Participate in a Delphi Study on Retention Strategies for BIPOC Faculty
[bookmark: _Toc204690684]Email to Nominated Faculty and Administrators
This study has been reviewed and approved by the University of Tennessee, Knoxville Institutional Review Board (IRB), ensuring compliance with ethical standards for human subjects research. If you have questions about your rights as a research participant, please contact the UTK Human Research Protection Program at 2240 Sutherland Dr., Suite 2, Knoxville, TN 37919, phone: 865-974-7697, email: utkirb@utk.edu.
I hope this email finds you well. My name is Myia Makupson and I am a doctoral candidate in counselor education at the University of Tennessee, Knoxville. I am conducting my dissertation research on retention strategies for BIPOC faculty members in CACREP-accredited counselor education programs under the guidance of my chair, Dr. Casey Barrio Minton.
This Delphi study aims to identify effective strategies for enhancing the retention and career satisfaction of BIPOC faculty members in our discipline. We are writing to you because you were nominated to serve as an expert panelist based on your [status as a BIPOC faculty member who has been promoted at least once, status as an academic administrator who has supported BIPOC faculty in the promotion process, publications regarding BIPOC faculty in counselor education, professional leadership regarding diversity, equity, and inclusion]. In addition, if you know of academic administrators or leaders (program coordinator or director, department chair or head, other academic leader [e.g., associate dean or director]) with a background in counselor education or BIPOC faculty members at rank or associate or equivalent, we invite you to respond to this email nominating them for participation in the study.
This study will consist of an initial screening, informed consent, and demographic survey followed by three rounds of survey to gather and refine expert perspectives to reach a consensus on best practices and policy recommendations. Participation is entirely voluntary, and all responses will remain confidential.
If you are interested in contributing to this important study, please click the link below to complete a screening questionnaire and, if eligible, review informed consent information:
[Insert Survey Link]
The deadline for the first round of responses is [Insert Date]. If you have any questions, please feel free to reach out to me at mmakupso@vols.utk.edu.
Thank you for considering this opportunity to share your expertise and experiences. Your participation will help shape meaningful retention strategies for BIPOC faculty and administrators in Counselor Education.
Best regards,
Myia Makupson
Chair: Dr. Casey Barrio Minton







































[bookmark: _Toc204690685]Recruitment Reminder
Dear [Name],
This is a friendly reminder that I am recruiting participants for a Delphi study on retention strategies for BIPOC faculty. I am to close recruitment on [Insert Date].
If you are interested in participating in this study, you can access the screening and informed consent information here: [Insert Survey Link]. I also welcome your nominations or recommendations for participants.
Thank you for your time and contributions!
Best,
Myia Makupson
Doctoral Candidate, University of Tennessee, Knoxville
Chair: Dr. Casey Barrio Minton
[bookmark: _Toc204690686]
Screening

Thank you for your interest in participating in my study regarding retention strategies for Black, Indigenous, People of Color (BIPOC) faculty members in counselor education. This brief survey will help to determine your eligibility for participating in this study.

1. What is your current position in counselor education? [mark all that apply]
a. I am an academic administrator or leader (program coordinator or director, department chair or head, other academic leader [e.g., associate dean or director]) with a background in counselor education.
b. I am a core faculty member (i.e., hold a degree in counselor education, full-time, identify with the counseling profession)

If administrator is marked
2. Is your current program CACREP accredited?
a. Yes
b. No
3. Have you seen at least one BIPOC faculty member through at least one promotion process?
a. Yes
b. No

If faculty member is marked
4. Do you identify as BIPOC?
a. Yes
b. No
5. Is your current program CACREP accredited?
a. Yes
b. No
6. Have you been promoted at least once in a CACREP-accredited program?
a. Yes
b. No

If yes to all: Thank you for completing this screening. You will now be directed to information regarding informed consent. If you agree to participate in the study, you will also be directed to a brief demographic survey.

If no to any: Thank you for completing this screening. It does not appear that you meet eligibility criteria for this study. If you believe you reached this in error, please contact me at mmakupso@vols.utk.edu.
[bookmark: _Toc204690687]Consent for Research Participation

Research Study Title: Beyond Mentorship: Strategies to Improve Retention of BIPOC Faculty Members in Counselor Education
Researcher(s):   	Myia Makupson, University of Tennessee, Knoxville
       			Casey Barrio Minton, University of Tennessee, Knoxville
We are asking you to be in this research study because you are (1) an administrator at a CACREP-accredited program who has seen at least one BIPOC faculty member through at least one promotion and/or (2) a BIPOC core faculty member at a CACREP-accredited program who has been promoted at least once. You must be age 18 or older to participate in the study. The information in this consent form is to help you decide if you want to be in this research study. Please take your time reading this form and contact the researcher(s) to ask questions if there is anything you do not understand.
[bookmark: _heading=h.rm9zs3jf5w0r]Why is the research being done?
The purpose of the research study is to begin to identify evidence-informed strategies for enhancing retention of BIPOC faculty members in CACREP-accredited counselor education programs. This study is being conducted by researchers at the University of Tennessee, Knoxville.
[bookmark: _heading=h.xpxbm9f7nkbo]What will I do in this study?
If you agree to be in this study, we will ask you to complete a series of electronic surveys via Qualtrics in which you contribute your expertise regarding strategies for retaining BIPOC faculty members in counselor education. First, you will complete a demographic survey. Next, you will complete an open-ended questionnaire with item prompts relevant to improving retention of BIPOC faculty. In phase two, you will rate items generated by the expert panel using a Likert scale; you will have an opportunity to comment on any items. In phase three, you will receive a list of items meeting consensus in phase 2 and have an opportunity to re-rate and comment on any items not meeting consensus. You can skip any questions that you do not want to answer.

How long will I be in the research study?
If you agree to be in the study, your participation will last for up to 8 weeks and will involve 4 online surveys. The total time for participation will be 55-80 minutes.	
[bookmark: _heading=h.ngmn9qs5kui]Can I say “No”?
Being in this study is up to you. You can say no now or leave the study later. Either way, your decision won’t affect your relationship with the researchers or the University of Tennessee.

What happens if I say “Yes” but change my mind later?
Even if you decide to be in the study now, you can change your mind and stop at any time. If you decide to stop before the study is completed, please contact mmakupso@vols.utk.edu or cbarrio@utk.edu. You can request that we delete any information already collected for the research. We will not be able to delete your information after the study is completed and code key destroyed.
[bookmark: _heading=h.ab3rsz5pujuk]Are there any risks to me?
It is possible that someone could find out you were in this study or see your study information, but we believe this risk is small because of the procedures we use to protect your information. These procedures are described later in this form. We don’t know of any risks to you from being in the study that are greater than the risks you encounter in everyday life.
[bookmark: _heading=h.hmiboes2usfm]Are there any benefits to me?
We do not expect you to benefit from being in this study. Your participation may help us to learn more about retaining BIPOC faculty members in counselor education. We hope the knowledge gained from this study will benefit others in the future.
[bookmark: _heading=h.b6lmquuhv976]What will happen with the information collected for this study?
We will protect the confidentiality of your information by separating your name from your data after each round of data collection. All data will be securely stored on a HIPAA- and FERPA-compliant drive hosted by the university. Only the research team will have access to the study information.
If information from this study is published or presented at scientific meetings, your name and other personal information will not be used.
We will make every effort to prevent anyone who is not on the research team from knowing that you gave us information or what information came from you. Although it is unlikely, there are times when others may need to see the information we collect about you. These include:
·   	People at the University of Tennessee, Knoxville who oversee research to make sure it is conducted properly
·   	Government agencies (such as the Office for Human Research Protections in the U.S. Department of Health and Human Services), and others responsible for watching over the safety, effectiveness, and conduct of the research
·   	If a law or court requires us to share the information, we would have to follow that law or final court ruling

What will happen to my information after this study is over?
We will not keep your information to use for future research or other purposes. Your name and other information that can directly identify you will be kept secure and stored separately from your research data collected as part of the study.
[bookmark: _heading=h.3beg44i0xail]Will I be paid for being in this research study?
You will not be paid for being in this study. However, in recognition of your contribution, we will make a $25 donation in your honor to an organization that works with and on behalf of BIPOC communities and counselors. After you agree to participate in this study, you can select the organization on the demographics form.
What else do I need to know?
Because of the small number of participants in this study, it is possible that someone could identify you based on the information we collected from you.
[bookmark: _heading=h.k911rox7ptnb]Who can answer my questions about this research study?
If you have questions or concerns about this study, or have experienced a research related problem or injury, contact the researchers:
Myia Makupson, mmakupso@vols.utk.edu, (216) 970-5230
Dr. Casey Barrio Minton, cbarrio@utk.edu, 865-974-8382
For questions or concerns about your rights or to speak with someone other than the research team about the study, please contact:
Institutional Review Board
The University of Tennessee, Knoxville
Phone: 865-974-7697
Email: utkirb@utk.edu
[bookmark: _heading=h.13bgusv8247a]Statement of Consent
I have read this form, been given the chance to ask questions and have my questions answered.  If I have more questions, I have been told whom to contact. By clicking the “I Agree” button below, I am agreeing to be in this study. I can print or save a copy of this consent information for future reference.  If I do not want to be in this study, I can close my internet browser. 



[bookmark: _Toc204690688]Demographic Questionnaire
1. Name [open-ended]
2. Email [open-ended]


The following questions are about your professional demographics and your institution.
3. What is your current status? [mark all that apply]
a. Core faculty member (i.e., hold a degree in counselor education, full-time, identify with the counseling profession) who identifies as BIPOC
b. Academic administrator or leader (program coordinator or director, department chair or head, other academic leader [e.g., associate dean or director]) with a background in counselor education.
4. What is your current title and rank? [open-ended]
5. What is the nature of your position?
a. Tenured/tenure-line
b. Professional-line, career, or non-tenure-track
6. How many years have you been in your current position? [open-ended, validate]
7. How many total years have you been a full-time core faculty member in counselor education since earning your doctoral degree? [open-ended, validate]
8. [for admin only] How many total years have you been an academic leader? [open-ended, validate]
9. What is the Carnegie Classification of your institution? (Not sure - you can look here (https://carnegieclassifications.acenet.edu/)
a. R1: Doctoral Universities - Very high research activity
b. R2: Doctoral Universities - High research activity
c. D/PU: Doctoral/Professional Universities
d. M1: Master’s Colleges and Universities - Larger programs
e. M2: Master’s Colleges and Universities - Medium programs
f. M3: Master’s Colleges and Universities - Small programs
10. Which of the following describe(s) your institution? [mark all]
a. Asian American and Pacific Islander Serving Institution (AAPISI)
b. Hispanic Serving Institution (HSI)
c. Historically Black College or University (HBCU)
d. Predominantly White Institution (PWI)
e. Tribal Colleges and University (TCU)
11. In which ACES region is your institution located (see https://acesonline.net/regions/)?
Note: Maryland is included in both NARACES and SACES based on different affiliations.
a. North Atlantic (Connecticut, Delaware, Maine, Maryland, Massachusetts, New Hampshire, New Jersey, New York, Pennsylvania, Rhode Island, Vermont, Washington D.C.)
b. North Central (Illinois, Indiana, Iowa, Kansas, Michigan, Minnesota, Missouri, Nebraska, North Dakota, Ohio, Oklahoma, South Dakota, Wisconsin)
c. Rocky Mountain (Arizona, Colorado, Idaho, Montana, Nevada, New Mexico, Utah, Wyoming)
d. Southern (Alabama, Arkansas, Florida, Georgia, Kentucky, Louisiana, Maryland, Mississippi, North Carolina, South Carolina, Tennessee, Texas, Virginia, West Virginia)
e. Western (Alaska, California, Hawaii, Nevada, Oregon, Washington) 

12. What is the nature of your institution?
a. Public
b. Private, not for profit
c. Private, for profit
13. What is the delivery model of your institution? [mark all that apply]
a. Primarily physically in-person synchronous
b. Primarily digital synchronous
c. Primarily asynchronous 
14. How many core faculty members are in your CACREP-accredited program(s)?
15. To the best of your knowledge, how many core faculty members in your CACREP-accredited program identify as BIPOC?

The following questions are about your personal demographics.
16. What is your race and/or ethnicity? [mark all that apply]
a. White
b. Black or African American
c. American Indian or Alaskan Native
d. Asian
e. Native Hawaiian or Other Pacific Islander
f. Hispanic or Latino/a/e
g. Another race and/or ethnicity not listed here [open-ended]
17. What is your gender identity? [open-ended]
18. What is your age [open-ended, validate]
19. What other intersecting identities would you like to share? [open-ended]

As a participation incentive, we will donate $25 in your name (up to $500 total) to one of three organizations. Which organization would you prefer?
a. Association for Multicultural Counseling and Development
b. Counselors for Social Justice
c. Mental Health Liberation


[bookmark: _Toc204690689]Phase 1 Questionnaire

Thank you for participating in this Delphi study regarding retention strategies for BIPOC faculty members in counselor education. This phase is focused on identifying strategies for the expert panel to consider in future rounds. Please provide as much detail as possible for the following prompts.

Faculty members, I am most interested in learning about specific strategies you have experienced or witnessed as contributing to your retention and success in counselor education.

Academic leaders, I am most interested in learning about specific strategies you have implemented, facilitated, or observed as contributing to BIPOC faculty members’ retention and success in counselor education.

If you identify as both a BIPOC faculty member and an academic leader, I appreciate your insights in both areas.

Survey Link: https://utk.co1.qualtrics.com/jfe/form/SV_3Uieo9x4IvybwSa

1. What individual supports, if any, promote successful retention of BIPOC faculty members in counselor education?
2. What program or department practices or policies, if any, promote successful retention of BIPOC faculty members in counselor education?
3. What institutional (i.e., college or university) practices or policies, if any, promote successful retention of BIPOC faculty members in counselor education?
4. What role does funding play, if any, in successful retention of  BIPOC faculty members in counselor education?
5. What professional development opportunities, if any, promote successful retention of BIPOC faculty members in counselor education?
6. What additional strategies beyond what you typically provide to early career faculty is needed to promote retention of BIPOC counselor educators?
7. What should counselor education programs seeking to retain BIPOC faculty members take into consideration when selecting and facilitating strategies to promote retention?







[bookmark: _Toc204690690]Round 1 Initial Invitation

Round 1 of Retention Strategies Study Open Now
Dear [Participant’s Name],
Thank you for agreeing to participate in my study. Round 1 of the Delphi study on retention strategies for BIPOC faculty and academic leaders is now open and will close on 05/12/25. You may access the survey at [Insert Survey Link].
Your participation helps shape meaningful retention strategies, and as a thank-you, a $25 donation in your name will be made to a nonprofit supporting BIPOC mental health and scholarship.
Thank you for your time and contributions!
Best,
Myia Makupson, LPCC, LSW
Doctoral Candidate, University of Tennessee, Knoxville
Chair: Dr. Casey Barrio Minton




















[bookmark: _Toc204690691]Round 1 Reminder
Round 1 of Retention Strategies Study Reminder
Thank you for agreeing to participate in my study. This is a friendly reminder that Round 1 of the Delphi study on retention strategies for BIPOC faculty will close on 05/12/25.
If you haven’t completed the survey yet, please take a few minutes to share your insights:
Survey Link: https://utk.co1.qualtrics.com/jfe/form/SV_3Uieo9x4IvybwSa
Your participation helps shape meaningful retention strategies, and as a thank-you, a $25 donation in your name will be made to a nonprofit supporting BIPOC mental health and scholarship.
Thank you for your time and contributions!
Best,
Myia Makupson, LPCC, LSW
Doctoral Candidate, University of Tennessee, Knoxville
Chair: Dr. Casey Barrio Minton



















[bookmark: _Toc204690692]Table 7: Items Developed for Phase 2
	Adapt a community-based approach to supporting faculty whereby teams of faculty can collaborate.

	Initiate conversations and adjust faculty workload as needed to support optimal development and engagement.

	Advocate for college and university policies and leadership that are transparent, responsive, and equitable (e.g., union, tenure clock extensions).

	Advocate for institutional resources to support hiring of diverse faculty and program development.

	Advocate for professional development regarding equitable tenure, promotion, and work environments at college and university levels.

	Approach relationships with attention to multicultural orientation (e.g., cultural humility, comfort, and opportunities).

	Assign teaching and service using a framework that incorporates each faculty member's interests, development, and needs for tenure and promotion.

	Attend carefully to teaching assignments, ensuring assignments reflect faculty expertise and interests.

	Celebrate and honor faculty members' personal strengths, wellness practices, and external supports.

	Communicate transparently, especially related to administrative decisions that impact faculty members.

	Create a strategic and organized mentorship program for early-career faculty members.

	Create models of student research mentoring and academic advising that ensure equitable opportunities and supports.

	Create regular department-wide training in diversity, equity, inclusion, and belonging.

	Create spaces to discuss diversity, equity, inclusion, and belonging related to teaching and advising.

	Cultivate a culture where colleagues listen and understand BIPOC faculty members' needs, supporting their innovative ideas, struggles, and concerns.

	Demonstrate personalized interest in faculty members' lives and experiences.

	Demonstrate personal interest and investment in faculty members' work (e.g., attend conference sessions to show support, share opportunities aligned with their interests)

	Develop a faculty culture that promotes authentic engagement by BIPOC faculty (e.g., redefine notions of professionalism, address racism and white fragility)



Table 7: Continued 
	Develop, implement, and monitor departmental policies and practices to ensure clear attention to diversity, equity, inclusion, and belonging.

	Diversify the leadership team and service assignments so department practices and polices are representative of multiple voices and perspectives.

	Empower BIPOC faculty to advocate for appropriate workload, including support for declining emotionally taxing and invisible labor.

	Encourage all faculty members to engage in allyship with BIPOC colleagues.

	Encourage connections with college or university offices or initiatives supporting diversity, equity, inclusion, and belonging.

	Ensure admission criteria are designed to be inclusive of a diverse, representative student body and prioritize students with strong professional dispositions.

	Protect BIPOC faculty from emotionally taxing labor by ensuring equitable assignment of workload and allocation of supports (e.g., course release, student assistant) across faculty with attention to rank and developmental needs.

	Ensure explicit support for faculty members who teach courses regarding challenging content (e.g., multicultural counseling)

	Ensure fair compensation for additional labor.

	Ensure performance expectations and criteria are inclusive of research, teaching, and service related to diversity, equity, inclusion, and belonging (e.g., recognize community-engaged and culturally relevant scholarship, mentorship of minoritized students).

	Ensure professional development efforts are strategic, personalized, and aligned with the faculty member’s long-term career goals.

	Ensure diverse representation in faculty leadership.

	Ensure workload and performance expectations are transparent.

	Ensure that faculty across all types and at all rank have the opportunities to professional development respective to their position type.

	Establish and maintain psychological safety within the department or program to ensure all ideas and concerns are welcomed.

	Examine faculty compensation to ensure it is equitable and fair.

	Facilitate access to mentors beyond the department and within the institution.

	Facilitate access to professional communities that support professional development and connection.

	Facilitate access to professional development responsive to faculty members' needs (e.g. research, grant-writing, publication, teaching, leadership, writing retreat).


Table 7: Continued 
	Facilitate research collaboration with other professionals.

	Facilitate access to mentors in counselor education who share similar identities and have already achieved tenure and promotion.

	Foster a respectful and peaceful department culture by promoting psychological safety that allows faculty voices to be heard and honored.

	Invite conversations regarding the hidden curriculum in academia.

	Listen to and trust BIPOC faculty reports and experiences, especially related to racism, working toward a common understanding and response.

	Offer leadership opportunities and access to institutes that genuinely support faculty advancement toward future administrative or leadership roles of interest.

	Prioritize regular, planned engagement with early-career faculty.

	Provide constructive feedback throughout evaluation and reappointment policies to ensure continued growth.

	Provide explicit guidance and mentorship in the promotion and/or tenure process (e.g., expectations, recommendations for growth, development of materials).

	Provide funding aligned with faculty members' needs (e.g., training, conferences, research, leadership development).

	Provide professional development funds above and beyond the usual allotment to support faculty development of expertise.

	Provide research funding for faculty members to establish their research (e.g., mini-grants, startup accounts)

	Provide support for addressing difficult conversations and navigating discrimination and bias with students and colleagues.

	Recognize faculty contributions through award nominations.

	Respect boundaries related to work-life balance.

	Respond to concerns quickly, thoughtfully, with empathy, and perspective-taking.

	Seek feedback from BIPOC faculty regarding their needs and experiences.

	Support connections with other BIPOC faculty within and outside the institution.

	Support engagement in programs designed specifically for BIPOC faculty (e.g., affinity groups, affinity spaces, NFCDD).

	Support visa sponsorship for foreign-born faculty members.

	Utilize an open-door policy to ensure faculty can access departmental leadership.



Table 7: Continued
	Utilize multiple measures to evaluate teaching effectiveness to mitigate the impact of bias on faculty evaluation.

	Utilize opportunity hires and retention funds to promote faculty representation and longevity.






















[bookmark: _Toc204690693]Phase 2 Questionnaire

Thank you for participating in this Delphi study regarding retention strategies for BIPOC faculty members in counselor education. The following survey contains items developed following Phase 1. In this phase, we ask you to rate each item in terms of its relevance for retaining BIPOC faculty members on a scale from 1 (strongly disagree) to 5 (strongly agree). You may also make comments or suggest edits to any items.

Name [open-ended]
Email [open-ended]


	Item (populated following round 1)
	1 = Strongly Disagree
	2 = Disagree
	3 = Neither Agree Nor Disagree
	4 = Agree
	5 = Strongly Agree

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	



Please use the following table to make any comments or suggested edits. You may skip any items you do not wish to comment on.

	Item (populated following round 1)
	Comment/Edit

	
	

	
	

	
	



Please propose any new or missing items for consideration [open-ended]







[bookmark: _Toc204690694]Round 2 Initial Invitation
Round 2 of Retention Strategies Study Open Now
Thank you for agreeing to participate in my study. Round 2 of the Delphi study on retention strategies for BIPOC faculty is now open and will close on 06/6/25.
You may access the survey at https://utk.co1.qualtrics.com/jfe/form/SV_5uIBMPWVuGfh1Xg.
Your participation helps shape meaningful retention strategies, and as a thank-you, a $25 donation in your name will be made to a nonprofit supporting BIPOC mental health and scholarship.
Thank you for your time and contributions!
Best,
Myia Makupson, LPCC, LSW
Doctoral Candidate, University of Tennessee, Knoxville
Chair: Dr. Casey Barrio Minton












[bookmark: _Toc204690695]Round 2 Reminder
Round 2 of Retention Strategies Study Reminder
Thank you for agreeing to participate in my study. This is a friendly reminder that Round 2 of the Delphi study on retention strategies for BIPOC faculty will close on 06/6/25 at 11:59 pm.
If you haven’t completed the survey yet, please take a few minutes to share your insights:
https://utk.co1.qualtrics.com/jfe/form/SV_5uIBMPWVuGfh1Xg
Your participation helps shape meaningful retention strategies, and as a thank-you, a $25 donation in your name will be made to a nonprofit supporting BIPOC mental health and scholarship.
Thank you for your time and contributions!
Best,
Myia Makupson, LPCC, LSW
Doctoral Candidate, University of Tennessee, Knoxville
Chair: Dr. Casey Barrio Minton











[bookmark: _Toc204690696]Round 3 Initial Invitation
Round 3 of Retention Strategies Study Open Now. This final phase should only take about 5 minutes to complete. 
Thank you for agreeing to participate in my study. Round 3 of the Delphi study on retention strategies for BIPOC faculty is now open and will close on June 23, 2025, at 11:59 p.m.
I am attaching a copy of your round 2 ratings for your reference. You may access the survey, including all items meeting consensus, at https://utk.co1.qualtrics.com/jfe/form/SV_2rcaqDUyRvsIyKq
Your participation helps shape meaningful retention strategies, and as a thank you, a $25 donation in your name will be made to a nonprofit organization supporting BIPOC mental health and scholarship.
Thank you for your time and contributions!
Best,
Myia Makupson, LPCC, LSW
Doctoral Candidate, University of Tennessee, Knoxville
Chair: Dr. Casey Barrio Minton










[bookmark: _Toc204690697]Round 3 Reminder
Round 3 of Retention Strategies Study Reminder
Thank you for agreeing to participate in my study. This is a friendly reminder that Round 3 of the Delphi study on retention strategies for BIPOC faculty will close on June 23, 2025, at 11:59 p.m.
If you haven’t completed the survey yet, please take a few minutes to share your insights:
https://utk.co1.qualtrics.com/jfe/form/SV_2rcaqDUyRvsIyKq
Your participation helps shape meaningful retention strategies, and as a thank-you, a $25 donation in your name will be made to a nonprofit supporting BIPOC mental health and scholarship.
Thank you for your time and contributions!
Best,
Myia Makupson, LPCC, LSW
Doctoral Candidate, University of Tennessee, Knoxville
Chair: Dr. Casey Barrio Minton

[bookmark: _Toc204690698]Phase 3 Questionnaire
Thank you for participating in this Delphi study regarding retention strategies for BIPOC faculty members in counselor education. The following survey contains items that reached consensus in Phase 2 along with items not meeting consensus, revised, or proposed in Phase 2. In this phase, we ask you to rate each item in terms of its relevance for retaining BIPOC faculty members on a scale from 1 (strongly disagree) to 5 (strongly agree). 

Name [open-ended]
Email [open-ended]

Items Reaching Consensus in Round 2
Item 	Mean	IQR
		
		
		


Items Not Yet Meeting Consensus
Item (populated following round 2)	1 = Strongly Disagree	2 = Disagree	3 = Neither Agree Nor Disagree	4 = Agree	5 = Strongly Agree
					
					
					


Please use the following table to make any comments or suggested edits. You may skip any items you do not wish to comment on.
Item (populated following round 2)	Comment/Edit
	
	
	


[bookmark: _Toc204690699]Participant Follow-up
Delphi Study Completed
Thank you for participating in my Delphi study on retention strategies for BIPOC faculty. The study is now completed. I am attaching a list of all items that met consensus during this process. 
Your participation helps shape meaningful retention strategies, and as a thank-you, a $25 donation in your name was made to the nonprofit you chose at the beginning of the study.
Thank you for your time and contributions!
Best,
Myia Makupson
Doctoral Candidate, University of Tennessee, Knoxville
Chair: Dr. Casey Barrio Minton














[bookmark: _Toc204690700]VITA
Myia Makupson (she/her) completed her doctorate of philosophy in Counselor Education from the University of Tennessee, Knoxville, with a background in trauma counseling for sexual assault survivors. Myia has worked in nonprofit agencies, case management, and as the wellness counselor at the UTK College of Law. Some of her research interests include: retention of BIPOC faculty, experiences of people living with chronic illness, Black men living with HIV/AIDs, and the strong Black woman phenomenon. In her free time, Myia enjoys listening to music, attending concerts, video chatting with her Goddaughter, relaxing in or near water, brunching, and taking naps. 
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