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I. EXECUTIVE SUMMARY 
 
The  Stand Point▬ Working Group  has  id ent ified  c rit ical challenges  in s taff re tent ion, 
caree r ad vancement , and  p rofe ss ional d eve lopment  b ased  on comp rehens ive  
survey feed back and  extens ive  working group  d iscuss ions. Our analys is  reveals  that  
emp loyees  fee l ove rworked , und e rcomp ensated , and  lack c lear p athways  for growth. 
This  report  p re sents  five  s t rategic  recommendat ions  d es igned  to t ransform the  
Zucke r School of Med ic ine  into an emp loye r of choice  in acad emic  med ic ine : 
 

1. Im p le m e nt  Tra ns p a re nt  Com p e ns a t ion  a nd  Be ne fit s  St ra t e gy -  Ad d ress  
cos t - of- living conce rns  through salary aud it s  and  enhanced  t ransparency 

2. Es t a b lish  a  Cle a r a nd  Tra ns p a re nt  Ca re e r Ad va nc e m e nt  Fra m e work -  
Create  vis ib le  p romot ion p athways  with d e fined  c rit e ria  and  t ime lines  

3. La unc h Com p re he ns ive  Profe s s iona l De ve lop m e nt  Progra m  -  Inves t  in 
s taff growth through d ed icated  fund ing and  t raining opportunit ie s  

4 . Op t im ize  Workloa d  Mana ge m e nt  a nd  St a ffing -  Conduc t  d epartmental 
aud it s  to  ensure  app rop riate  s taffing leve ls  

5 . Build  a  Cult ure  of Re c ognit ion  a nd  Ap p re c ia t ion  -  Deve lop  mult i- t ie red  
recognit ion p rograms beyond  annual award s 

 
These  recommend at ions  focus  on c reat ing sustainab le  change  through a  p hased  
imp lementat ion ap p roach, p riorit izing q uick wins  while  b uild ing toward  
comp rehens ive  t ransformat ion of our workp lace  culture . 

 
 

II. BACKGROUND & PROBLEM STATEMENT 
 
The  AAMC Stand Point▬ Survey revealed  s ignificant  d issat is fac t ion among the  77% of 
ZSOM ad minis t rators , faculty and  s taff who part ic ip ated  in the  survey regard ing 
workp lace  cond it ions  and  culture . Key find ings  ind icate : 

● 38 % are  ac t ive ly cons ide ring leaving within the  next  two years  
● 4 5% of s taff rep ort  inadeq uate  comp ensat ion re lat ive  to Long Is land 's  cos t  of 

living 
● 52% of emp loyees  fee l s tuck in the ir role s  without  c lear ad vancement  

opp ortunit ie s  
● Ove r 6 0 % report  excess ive  workload  and  b urnout  symptoms  

 
Qualit at ive  feedb ack cons is tent ly highlighted  themes  of: 

● Salary not  keep ing p ace  with infla t ion 
● Doing the  work of 2- 3 s taff memb ers  
● Lack of t ransparency in p romot ion p rocesses  
● Limited  p rofe ss ional d eve lop ment  re sources  
● Insuffic ient  recognit ion for cont ribut ions 

 



4 

These  challenges  d irec t ly imp ac t  our ab ility to  d e live r exce llence  in me d ical 
ed ucat ion, maintain op erat ional cont inuity and  b uild  a  d ynamic  community. Without  
immed iate  ac t ion, we  risk los ing ins t itut ional knowled ge  and  comp romis ing our 
miss ion. 

 
 

III. KEY FINDINGS & ANALYSIS 
 
Root  Ca us e s  Id e nt ifie d : 

1. Com p e ns a t ion  Dis p a rit ie s : Salarie s  have  not  been b enchmarked  agains t  
p ee r ins t itut ions  or ad jus ted  for regional cost  of living, c reat ing re tent ion 
challenges . 

2. Op a q ue  Ad va nc e m e nt  Proc e s s e s : Lack of writ t en p romot ion c rit e ria  and  
incons is tent  app licat ion of advancement  op portunit ie s  c reate  p e rce ived  
favorit ism. 

3. Workload  Im b a lanc e s : No sys temat ic  asse ssment  of d epartmental s taffing 
need s  re lat ive  to ac tual workload , lead ing to burnout . 

4. Lim it e d  Inve s t m e nt  in  Growt h: Minimal budge t  a llocat ion for p rofe ss ional 
d eve lop ment  s ignals  a  lack of commitment  to  s taff advancement . 

5. Cult ura l Ga p s : Ab sence  of regular recognit ion and  ap p rec iat ion mechanisms  
b eyond  annual awards  d iminishes  morale . 

 
 
IV. STRATEGIC RECOMMENDATIONS 

 
1. Im p le m e nt  Tra ns p a re nt  Com p e ns a t ion  a nd  Be ne fit s  St ra t e gy 

 
Ra t iona le : Staff cannot  afford  to live  where  they work, with raise s  cons is tent ly b e low 
inflat ion rate s . Mult ip le  survey re sp ond ents  c ited  "ris ing cost  of living on Long Is land  
when raise s  are  not  keep ing up  with infla t ion.”  
 
Prop os e d  Ac t ion  St e p s : 

● Cond uct  a  comp rehensive  salary aud it  comp aring ZSOM pos it ions  to regional 
med ical schools  

● Estab lish minimum annual cos t - of- living ad jus tments  t ied  to regional CPI 
● Create  p ub lic ly access ib le  salary ranges  for a ll p os it ion t it le s   
● Encourage  s taff memb ers  to  review health insurance  op t ions  and  work with 

Hofst ra  Unive rs ity Human Resources , and  re lated  p artne rs , to  op t imize  
cove rage  that  fit s  the ir need s . 

 
St a ke hold e rs : Hofst ra  Human Resources , Office  of Financ ial Affairs , SOM HR 
 
Es t im a t e d  Re s ourc e s  Ne e d e d : 

● HR analyst  t ime  for ongoing monitoring 
● Bud get  reallocat ion for salary ad justments  
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2. Es t a b lish  a  Cle a r a nd  Tra ns p a re nt  Ca re e r Ad va nc e m e nt  Fra m e work 

 
Ra t iona le : Emp loyees  lack vis ib ility into p romot ion op portunit ie s  and  req uirements  
for advancement . Staff rep ort  fee ling "s tagnant  and  unsupported " with "no c lear 
p athways  for caree r advancement . 
 
Prop os e d  Ac t ion  St e p s : 

● Deve lop  writ t en caree r lad d e rs  for a ll p os it ion familie s  
● Create  a  p romot ion c rit e ria  mat rix with sp ec ific  comp e tenc ie s  and  

achievements  
● Estab lish a  “Caree r Coaching” ne twork for junior s taff memb ers , c reat ing a  

mentorship  sys tem and  an informal “coaching” re lat ionship  
● Ins t itute  caree r p lanning mee t ings  b e tween sup e rvisors  and  s taff as  part  of 

the  semi- annual and  annual review p rocesses  
● Exp lore  if the re  is  an opp ortunity for off- cyc le  p romot ions  b eyond  the  annual 

cyc le  
○ Communicate  a  c lear, t ransp arent  p romot ion p rocess  and  t ime line  of 

when p romot ions  occur. Exp lain that  out lie rs  to  the  typ ical p romot ion 
t ime line  can occur b ecause  of opportunit ie s  and  organizat ional 
changes . 

St a ke hold e rs : Sup e rvisors , SOM HR, Learning & Organizat ional Deve lopment  
Sp ec ialis t  
 
Es t im a t e d  Re s ourc e s  Ne e d e d : 

● Staff t ime  for framework d eve lop ment  
● Training re sources  for caree r coaching 
● Potent ia l b udge t  flexib ility for p romot ions 
● ZSOM Connec t  

 
3 . La unc h Com p re he ns ive  Profe s s iona l De ve lop m e nt  Progra m  

 
Ra t iona le : Current  offe rings  are  insuffic ient  to  sup port  s t aff growth and  skill 
d eve lop ment . Staff req ues t  "more  op portunit ies  and  fund ing to at t end  p rofe ss ional 
d eve lop ment  and  ne tworking events ." 
 
Prop os e d  Ac t ion  St e p s :  

● Allocate  a  d ed icated  annual p rofe ss ional d eve lop ment  fund  p e r emp loyee   
● Create  an inte rnal "Lunch & Learn" se rie s  leve raging s taff exp e rt ise , supp orted  

b y the  Community Engagement  Planning Commit tee  
● Survey the  ZSOM community to learn what  p rofe ss ional d eve lop ment  top ic s  

are  of inte re s t  
● Cont inue  offe ring p rofess ional d eve lop ment  se ss ions , e ithe r new or 

eve rgreen (ones  we  have  alread y hosted  but  are  of cont inuing re levance ), to  
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faculty and  s taff, sup ported  b y the  Community Engagement  Planning 
Commit tee  

● Launch a  comp rehens ive  Lead e rship  Acad emy or p rofe ss ional d eve lopment  
se rie s  for lead e rship  and  caree r d eve lop ment  

● Provid e  access  to  online  learning p lat forms  (Linked In Learning/Course ra) or 
leve rage  off any offe rings  alread y p rovid ed  b y Hofst ra  Unive rs ity and  
Northwe ll Health 

 
St a ke hold e rs : Community Engagement  Planning Commit tee , Learning & 
Organizat ional Deve lopment  Sp ec ialis t , Dep artment  of Financ ial Affairs  
 
Es t im a t e d  Re s ourc e s  Ne e d e d :  

● New b ud ge t  a llocat ion for p rofe ss ional d eve lopment  
● Online  p lat form sub sc rip t ion 
● Program coord inat ion sup port  

 
4 . Op t im ize  Workloa d  Mana ge m e nt  a nd  St a ffing 

 
Ra t iona le : Chronic  unde rs taffing lead s  to burnout  and  turnove r. Mult ip le  s taff report  
"d oing the  work of 2- 3 peop le" with "insuffic ient  s taffing caus ing b urnout ."  
 
Prop os e d  Ac t ion  St e p s :  

● Encourage /Require  d epartments  to  cond uct  d ep artmental workload  aud it s  
us ing a  s tand ard ized  asse ssment  tool 

● Provid e  op t ions  for a  p rojec t  management  sys tem to inc rease  organizat ion 
and  work d is t ribut ion 

● Have  d ep artmental e s tab lish "no mee t ing" b locks  for focused  work t ime   
● Create  a  b us iness  case  t emp late  for add it ional s taffing req uest s   

 
St a ke hold e rs : Department  Sup e rvisors , Op e rat ions , Office  of Financ ial Affairs  
 
Es t im a t e d  Re s ourc e s  Ne e d e d :  

● Workload  asse ssment  tools /software  
● Potent ia l ad d it ional s taffing b ased  on aud it  find ings 
● Manager t ra ining t ime 

 
5 . Build  a  Cult ure  of Re c ognit ion  a nd  Ap p re c ia t ion 

 
Ra t iona le : Current  recognit ion is  limited  to annual award s , miss ing daily 
cont rib ut ions. Staff d es ire  "ap p rec iat ion and  more  value  p laced  on lower/mid - leve l 
emp loyees ."  
 
Prop os e d  Ac t ion  St e p s :  

● Launch a  monthly p ee r recognit ion p rogram with t angib le  reward s   
● Create  "Recognit ion Corne r" in Med  School Minute  newsle t te r  
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● Estab lish d ep artmental ce leb rat ion b ud ge ts   
● Imp lement  "Growth Champ ion" award s  for p rofess ional d eve lop ment  

achievements   
● Have  monthly sup e rvisor mee t ings , to  a llow all d ep artments  to  fee l heard , 

voice  the ir conce rns  and  share  the ir wins , d ecent ralizing communicat ion and  
inc reas ing ove rall sat is fac t ion  

 
St a ke hold e rs : Office  of Communicat ions , SOM HR, Sup e rvisors   
 
Es t im a t e d  Re s ourc e s  Ne e d e d :  

● Recognit ion p rogram bud ge t  
● Ad minis t rat ive  sup port  for p rogram management  

 
 

V. IMPLEMENTATION ROADMAP 
 
Priorit iza t ion  Fra m e work 
We  recommend  p riorit izing init iat ives  b ased  on: 

1. Quic k wins  that  req uire  minimal re sources  b ut  high vis ib ility  
2. Found a t ion b uild ing that  enab le s  othe r init iat ives   
3. High- im p a c t  c ha nge s  that  ad d ress  the  mos t  c rit ical p ain point s  

 
Re c om m e nd e d  Priorit y  Se q ue nc e :  
 
IMMEDIATE PRIORITIES (Mont hs  1- 3: J a nua ry -  Ma rc h  20 26 ) Low re source  
requirement, high vis ib ility  

● Launch a  monthly recognit ion p rogram  
● Estab lish "no mee t ing" t ime  b locks   
● Begin caree r p lanning conve rsat ions  with s taff as  p art  of the  Mid - Year Review 

Process   
● Communicate  commitment  to  add ress ing survey conce rns   

 
SHORT- TERM PRIORITIES (Mont hs  4 - 6 : Ap ril -  J une  20 26 ) Foundation build ing for 
large r init ia t ives   

● Deve lop  caree r lad d e r d ocumentat ion  
● Cond uct  a  salary b enchmarking s tud y  
● Design a  p rofe ss ional deve lop ment  p rogram s t ruc ture   
● Init iate  d epartmental workload  asse ssments  

 
MEDIUM- TERM PRIORITIES (Mont hs  7- 9 : J u ly -  Se p t e m b e r 20 26 ) Resource -
intens ive  but high- impac t  

● Imp lement  salary ad jus tments  based  on aud it  find ings   
● Launch p rofe ss ional d eve lop ment  fund ing  
● Roll out  Lead e rship  Acad emy or p rofe ss ional deve lop ment  se rie s  p ilot   
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LONG- TERM PRIORITIES (Mont hs  10 - 12: Oc t ob e r -  De c e m b e r 20 26 ) Sus taining 
and  op timizing 

● Evaluate  and  re fine  all p rograms 
● Exp and  success ful init iat ives  
● Plan for Year 2 enhancements  
● Estab lish ongoing monitoring sys tems   

 
Ke y De p e nd e nc ie s :  

● Bud get  app roval for new init iat ives   
● Lead e rship  commitment  and  communicat ion  
● Staff engagement  and  feed b ack  
● Sys tems and  infras t ruc ture  d eve lop ment  

 
 
VI. METRICS FOR SUCCESS 

 
Qua nt it a t ive  Me a s ure s :  

● Emp loyee  re tent ion rate : ≥15% imp rovement  within 18  months   
● Profess ional d eve lop ment  part ic ipat ion: 80 % of e ligib le  s taff  
● Voluntary turnove r: <10 % annually 

 
Qua lit a t ive  Ind ic a t ors :  

● Imp roved  sat isfac t ion score s  in the  next  StandPoint▬ Survey, or a  s imilar 
follow- up  survey  

● Pos it ive  feed back in s tay inte rviews   
● Inc reased  inte rnal ap p licat ions  for op en pos it ions , t racked  b y SOM HR  
● Enhanced  collab orat ion ac ross  d ep artments  via  a  follow- up  survey  
● St ronge r sense  of community and  b e longing via  a  follow- up  survey  

 
Re p ort ing Ca d e nc e :  

● Quarte rly All- Hands  Mee t ings  with faculty and  s taff  
● Annual comp rehens ive  review b y SOM HR 

 
VII. CONCLUSION 

 
With support  from leade rship  and  following the  ac t ionab le  recommendat ions  
sugges ted  b y the  Staff Re tent ion, Caree r Ad vancement  and  Profe ss ional 
Deve lop ment  Working Group , the  ZSOM has  s ignificant  potent ia l for cont inuous  
growth and  d eve lop ment  in it s  community. With emp loyees  who want  to  s tay, thrive  
and  b e  p art  of the  school’s  journey, who also fee l valued  and  supp orted , the  ZSOM 
will b e  ab le  to  cont inue  to grow, thrive  and  b est  fulfill it s  miss ion. 
 
Quest ions? Please  contac t  the  co- chairs  and  somst rategy@hofst ra .edu. Thank you! 

mailto:somstrategy@hofstra.edu

