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January marked the seventh year I’ve been privileged to be 
involved in the faculty hiring process here at BYU–Idaho, 
and I’ve been asked to share some thoughts about what 
goes into this marvelous process. I hasten to add: What 
I share regarding hiring faculty is equally true with the 
hiring of wonderful staff and administrative employees.  
We are truly blessed by each and every consecrated 
employee here.

My personal experience has been involved almost 
exclusively with the hiring of faculty, culminating in more 
than 200 individual decision meetings for approximately 
230 faculty positions. By August 2017, that number will 
represent approximately 40 percent of our overall faculty. 
When you stop to consider all that goes into the entire 
hiring process—the approvals; the number of interviews 
held (nearly 700 since 2010); the number of hours spent 
by search committees (approximately 4,000 individual 
applications were reviewed during this seven-year period); 

and the efforts of office assistants, department chairs, 
deans, Academic Office and Human Resource personnel, 
the Academic Vice President, and the President—the 
impact of this effort on the University is truly staggering. 
One could be tempted to ask: Isn’t there an easier way? 
I hope to share insights that help explain the purpose 
and impact of what I have come to see as a very inspired 
process — a process that has contributed greatly to the 
distinctive quality of a BYU–Idaho education.

The Whys
Let me share three initial “whys” behind our process 

that I hope will provide some context to the questions 
surrounding the BYU–Idaho hiring process. 

The first “why” goes to the heart of our mission in being 
unique by design: A significant focus of all of this effort 
is to find that future faculty member who sees the true 
potential and power of their future influence in the lives 
of Heavenly Father’s children who are led to BYU–Idaho. 
President Clark Gilbert likes to say he is looking for the 
person who is going to be a “game changer” in the lives of 
students. Of this vital role of faculty, President Gilbert said 
this in a recent decision meeting: “I want to see that this is 
going to be a true calling for this person and not just a job.”

Another “why” is summed up best by this comment 
by President Gilbert from that same decision meeting: 

“Because we’re making a multi-million-dollar decision, I 
want to be really inspired by a candidate.” The President is 
referring to the fact that the average faculty career length 
at BYU–Idaho is nearly 30 years. Salary and benefits 
across that period add up to a significant expenditure for 
each faculty position — a staggering investment, really, by 
the Church in its quest to educate the next generation of 
intelligent and faithful Latter-day Saints.

The final “why” is a very significant attribute of our 
heritage as an institution and its Spirit of Ricks. In the early 
years of the saints’ settlement of the Great Basin and the 
eventual establishment of academies, Church education 
was structured administratively in a similar way to public 
schools and colleges across the nation. The hiring of new 
faculty was an administrative priority and always included 
the principal in close consultation with faculty. With 
the expansion of higher education in the 20th century, 
administrations of colleges and universities began to 
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increasingly shift the responsibility for hiring new faculty 
to colleges and departments. Today it would be rare to find 
a college or University where a faculty candidate interviews 
with a vice president, let alone the president. For me this 
goes to the heart of this unique BYU–Idaho process: We 
are blessed with presidents and vice presidents who know 
the faculty and who value and support their work as one of 
the driving forces behind all administrative decisions. And 
I’m happy to say that under President Gilbert and President 
Henry Eyring, this has never been more true. The Spirit of 
Ricks is alive and well when you have a president who says: 

I remain a deeply committed teacher and am amazed at 

the depth, passion, and engagement I see in so many 

of our colleagues. BYU–Idaho has one of the most 

distinctive missions in the country as an undergraduate 

institution focused exclusively on teaching.1

Our Process
Let’s turn to the process: The table accompanying this 

article (located to the right) provides an overview from 
beginning to end and shows some of what, in reality, is a 
checklist of activities that exceed well over 100 individual 
steps. This complicated process begins early in Winter 
Semester with each prospective position passing through 
more than two dozen sets of hands here and at Church 
Headquarters and concludes a year and a half later as 
newly hired faculty members arrive on campus for their 
introductory training.

Along the way are several approval steps. First and 
foremost is the question of where to place faculty FTE 
(full-time equivalent) positions. The process generally 
begins with a recommended list of departmental faculty 
needs provided by chairs and deans as part of their annual 
Stewardship Review. These recommendations are looked 
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The single most effective 
recruiting method we have is 
the personal and professional 
contacts of faculty members.

Position Request

Discussed during Stewardship 

Review

Approval to Hire

Done in consultation with chair, dean, 

Academic Office, academic vice 

president, president

Job Postings

Posted generally for two months

Recruiting / Advertising

Accomplished by peer-to-peer 

outreach by faculty, BYU-Idaho 

employment website, BYU-Idaho 

Employee Feed, BYU-Idaho and BYU 

alumni websites, Deseret News, 

LDS Living, Seminaries & Institute 

bulletin, emails to regional University 

department chairs and office 

assistants

Search Committee

Reviews applications, conducts video 

interviews, recommends finalists 

and alternates

Applicant Contact

Interview schedule established and 

travel arranged by Human Resources

Ecclesiastical Clearance

AAVP for instruction and HR 

personnel conduct bishop’s 

clearance interviews 

Background Check

HR conducts general background 

checks 
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at individually and collectively, and each position (“net-
new” and replacement) is heavily vetted with this primary 
question: Where are our greatest pressure points across 
the University, and in which disciplines can the greatest 
number of students—now and in the future—be blessed?

In this vein, it’s important to understand this significant 
fact: Each and every net-new, replacement, or retirement 
position becomes the responsibility of the president of 
BYU–Idaho and the academic administration, including 
deans and chairs, to determine the most effective use of 
that position for the overall University. Well-meaning 
faculty members approaching retirement, out of love for 
their students or concern for their departments, might 
be tempted to say: “I’m not going to leave until I have 
assurance my position will be replaced by new faculty in 
my program.” With a multi-million-dollar price tag on 
each position and with the ever-changing landscape of 
waning and emerging employment fields, it is hopefully 
evident why that kind of reasoning will never be a reality  
at BYU–Idaho.

With position approvals in place, job descriptions are 
drafted by departments with this mandate: Think carefully 
and strategically about the needs of current and future 
students in your programs. Increasingly our decision 

meetings at the latter end of the on-campus process have 
become lengthy discussions of program curricula and 
strategy between the president, academic administration, 
deans, and chairs, each of whom are very focused on 
maximizing the benefit of each and every faculty position.

Faculty positions are typically posted for a two-month 
period. Human Resources uses a number of outreach 
strategies (advertising in LDS markets, email contacts with 
regional universities, outreach to Institute directors around 
the country, listings with BYU–Idaho and BYU alumni 
networks, etc.). Even with all these efforts, the single most 
effective recruiting method we have is the personal and 

professional contacts of faculty members. We generally 
see good depth in candidate pools where department 
members were actively involved in contacting potential 
candidates. When that outreach does not occur, we can 
sometimes see shallow pools and the disappointment (and 
expense) of a failed search. 

This is a good point to answer a question I am often 
asked: Why does BYU–Idaho begin its hiring season so 
early? There are several answers to this, but for me the 
most compelling is this: Because of the unique mission of 
BYU–Idaho and our singular focus on serving our Father 
in Heaven’s children well, we need a process where the 
guidance of the Holy Ghost can be present. That means 
early preparation and careful investment of study and 
time for all who participate. As the sidebar shows, our list 
of participants involved in this process is extensive: the 
president, academic vice president, associate academic vice 
president, multiple members of our HR staff, faculty, chairs, 
deans, bishops, the deputy commissioner and commissioner 
of Church Educational System, General Authorities who 
assist with interviews, and our Board of Trustees.

For each of these participants to do their work effectively 
requires a significant amount of time. And all of this must 
be done while working around the ever-present blackout 

periods that include semester 
breaks (including opening week 
and finals week), unavailability of 
General Authorities before and 
after General Conference, and 
holidays. If we hope to have our 
hiring completed at the time other 
institutions are making offers, we 

must begin our efforts much earlier than most. And finally, 
the nationwide trend among higher education institutions 
has been toward year-round hiring. 

To assist in using resources of University time and 
expense in the most effective manner possible, video 
conference get-to-know-you interviews were introduced 
two years ago. As a result, we have seen an increase in the 
quality of our candidate pools and a decrease in decision 
meetings resulting in a no-hire decision. This has been a 
great blessing not only fiscally for the University, but also 
reputationally, helping us avoid bringing candidates to 
campus only to tell them a position won’t be filled.

I have marveled at how the individuals 
brought here each contribute to the on-
going shaping of this unique institution. 
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Another important new addition has been President 
Gilbert and Brother Eyring’s encouragement to department 
chairs to consider all candidates equally without favoring 
one academic credential over another (e.g., doctorate 
over master’s degree). For them, the bottom line is always: 
Which of these candidates is the best teacher, and do they 
understand and support the unique mission of BYU–Idaho?

With these preliminary steps in place, candidates from 
around the country and internationally are brought to 
campus for a substantial, whirlwind set of experiences. 
These range from informal meetings with faculty to a set 
of seven formal interviews—from the department chair 
to a video conference with a member of the Seventy in 
Salt Lake City. All candidates participate in at least one 
teaching demonstration observed by faculty and students. 
Many departments survey the students at the conclusion of 
the teaching demonstration to gather data gauging student 
reaction to each candidate. Most interview days include 
a lunch or dinner with faculty and students and tours of 
department facilities.

Seeking the Spirit in Our Deliberations
After candidates are safely aboard flights home and all 

the information, noted impressions, and student surveys 
are laid out in front of search committee members, the 
work of decision making begins. There are two significant 
elements of inspiration that are highly valuable and 
important in these deliberations: The first is the inspiration 
a search committee feels as it prepares a ranked list of 
recommendations, and the second is the inspiration those 
in the Executive Decision Meeting feel as they weigh 
those rankings and balance them against other important 
data and impression points (alignment with the overall 
University strategy and ecclesiastical feedback being two 
important elements).2

A colleague who recently chaired a search committee 
commented on the deliberations he participated in: “I 
can attest to the Spirit-directed proceedings that often 
take things in a completely different direction than what 
we thought going in.” That balances beautifully with this 
comment by a new chair after an Executive Decision 
Meeting a few years ago: “I came away today with an 
absolute testimony of the power of councils. There 
was such love in this room not only for each of the 

(Continued from page 47)

On-Campus Interview Process

Candidates experience interviews, 

faculty and student panels, 

luncheons, classroom teaching 

demonstrations

Hiring Decision

Made in council with primary 

interviewers participating; dean 

makes initial call to finalists

Reasons for Hire

“Reasons for hire” statement is 

created by department chairs for 

Board review

Board Review

Final candidates reviewed by two 

groups: Executive Committee and 

Board of Trustees — a 6-to-8-week 

process

Contract Preparation

After Board approval, dean calls 

finalist to extend offer; HR prepares 

contract

New Faculty Training

New faculty complete pre-arrival 

online Introduction to Teaching at 

BYU-Idaho, pre-semester training 

done as a cohort, New Faculty 

Training breakfasts held 2–3 times 

per semester during first year

Typical Time-to-Fill

18 months
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candidates (including the candidates who would not be 
moving forward), but also for each faculty member in my 
department and the students we serve.”

At the conclusion of the decision meeting, our hope is to 
have two qualified candidates to recommend to the Board 
for review—either of whom we would have full confidence 
in hiring. This dual recommendation is necessary due 
to the length of the remaining portion of the process. It 
doesn’t happen frequently, but in some cases a candidate’s 
personal circumstances may change prior to our offering 
a position. Had we sent only one candidate forward for 
Board review only to have a candidate eventually decline 
our offer, we would find ourselves in a position where a 
6-to-8-week process becomes a 12-to-16-week process.

Some of our decision meetings result in only a single 
candidate being recommended to the Board, but the ideal 
is to send them two names. Prior to submitting their names 
for consideration, the dean calls each candidate to confirm 
willingness to have their candidacy continued. We don’t 
rank these two finalists for the Board; instead, we submit 
a balanced summary statement about our experience with 
each candidate. We do not attempt to “sell” the Board on 
a specific individual. The Board is very thorough in its 
review, and Board members ask the President detailed 
questions to be certain all recommended individuals have 
been well vetted.

As mentioned, this final step can take upwards of 6 to 8 
weeks, depending on the timing of the decision meeting 
and the next Board meeting. Typically on the same day 
the Board meets, we receive an email from the secretary 
to the Board giving us permission to move forward. The 
Board doesn’t tell us whom to hire; it simply asks for the 
opportunity to review candidates before a final offer is 
made. That final offer is made over the phone by the 
dean. Pending the candidate’s acceptance, the dean then 
calls the remaining candidate and thanks him or her and 
extends regrets.

Conclusion
My involvement with the hiring process at BYU–Idaho 

has been an extraordinary experience. I have marveled 
at how the individuals brought here each contribute to 
the on-going shaping of this unique institution. The most 
common response I hear from the hundreds of bishops 
I’ve called over these seven years has been: “If this person 
is hired, you’ll be taking the finest member of my ward.” It 
is my conviction that the Lord’s hand has been manifested 
in a quiet and steady gathering of committed and 
consecrated individuals to this “sacred and set apart place” 
called Brigham Young University–Idaho.3 t

1. Letter to Faculty Association leadership, March 2016

2. The executive decision meeting is comprised of the search committee chair, 
department chair, dean, Human Resources director, associate academic vice 
president for instruction, academic vice president, and president.

3. Elder David A. Bednar, Brigham Young University–Idaho: A Disciple Prepara-
tion Center (DPC), Brigham Young University–Idaho Devotional, August 31, 2004


