Section 6:
 Appointment, Promotions, Tenure and Leaves (Approved Spring, 2001, Revised Spring, 2002)

6.0 
Appointment, General Policies

6.0.1
Equal Opportunity Statement
It is the policy of Augsburg College to afford to all persons, without regard to race, color, creed, religion, national or ethnic origin, age, gender, sexual orientation, marital status, public assistance status, or disability, equal opportunity for employment and equal opportunity to benefits from its educational programs, student personnel services, financial aid, housing and other services. Within the limits of its resources, it is the intent of the College to carry out an affirmative action program by which is meant efforts to recruit and retain employees from diverse applicant pools, to assure equal opportunity as a way of life on the Augsburg College campus.  The College will not discriminate against any employee or applicant for employment because of physical or mental disability in regard to any position for which the employee or applicant for employment is qualified.  The College agrees to take affirmative action to employ, advance in employment, and otherwise treat qualified individuals with disabilities without discrimination based upon their physical or mental disability in all employment practices such as the following: employment, upgrading, demotion or transfer, recruitment, advertising, layoff or termination, rates of pay or other forms of compensation, and selection for training.  (See the College's affirmative action plan in Human Resources.)

6.0.2 
Procedural Intent
The College intends to follow the guidelines and policies set forth in this section in as reasonable and fair a manner as is generally possible. Although it is understood that exceptions and deviations are occasionally necessary.

6.0.3 
Appointment Procedure
The normal procedure is for appointment to originate through the department. Recommendations for appointment are made by the department chair and the Dean to the President. All appointments are made by the President and only appointments to permanent tenure and promotion require ratification by the Board of Regents.

6.0.4
Fidelity to Mission of the College

In 1990, the Augsburg College Board of Regents adopted the following Statement of Mission for the College:

To develop future leaders of service to the world by providing high quality educational opportunities which are based in the liberal arts and shaped by the faith and values of the Christian Church, by the context of a vital metropolitan setting, and by an intentionally diverse campus community.

It is expected that faculty of Augsburg College will work toward the achievement of the College's mission and goals, making Augsburg College a high quality institution of liberal learning.

6.0.5 Glossary for Section Six

a. Presumptive/presumption/presume:  in the context of standards, this means that the Committee on Tenure, Promotion and Leaves (hereafter TPL) shall begin by assuming that the standard will apply to all candidates unless an individual candidate specifically provides an explanation of why they should be considered under a different standard.

b. Burden of proof:  in the context of documenting standards, this means that candidates who wish to prove compliance with a given standard must explain their position and provide evidence to support that position.

c. Review file:  in the context of tenure, leave, and promotion, this includes all materials submitted to support their application under this section.  This includes both the materials held in the Dean’s office, and materials prepared independently by the candidate.

d. Peer evaluation report:  written feedback given to a candidate, by a faculty member who has observed the candidate’s teaching.  Peer evaluations may be created as part of the candidate’s formal application process, or simply for professional development and personal edification.

e. Reference letters:  a written assessment of a candidate’s overall performance submitted to the TPL.  These letters are confidential, and candidates permanently waive their right to review these letters.

f. Department review report:  a written document, created by the appropriate members (see 6.6.7, 6.7.7 & 6.8.6) of the department, assessing a candidate’s overall performance and submitted to TPL.  This document is normally written by the department chair in consultation with members of the department, after the department meeting and vote.  The document will include a majority report, and also may include a minority report.  This report is confidential and candidates permanently waive their right to review this report.

6.1
Types of Appointments
There are two types of appointments: non-tenure track and tenure track.

6.1.1 
Non-Tenure Track Appointments
Non-tenure track appointments are those appointments that are considered short term in nature and do not lead to a permanent position at the college. Normally a non-tenure track appointment is not renewed for more than five consecutive academic years. Non-tenure track appointments have no expectation of a contract for the following year.  A non-tenure track appointment may be full time (5 to 6/6 FTEs) or part time (less than 5/6 FTEs).  Non-tenure track appointments have no expectation that they will receive, or be given preferential treatment for tenure track position openings which may arise during their appointment at the College.

Within the limits of its resources, the College will limit the number of non-tenure track (adjunct) appointments to a maximum of 30% of all faculty FTEs.

6.1.2 
Tenure Track Appointments
Normally, tenure-track appointments originate through the department after a national search.  Normally, tenure-track appointments are for full time positions.  In those rare, qualified cases in which a part-time tenure track is granted, the fraction of full time of a final appointment will depend on the needs of the college and will not be less than 3/6 position.

Within tenure-track appointments there are two levels of status: probationary and tenured. A faculty member earns the tenured status after passing a probationary tenure-track period, and securing appointment by the President and ratification by the Board of Regents. 

Tenured and probationary tenure track status carries certain rights and responsibilities as stated by the AAUP policies (reproduced in Section 2 of this Faculty Handbook) and the guidelines for academic responsibilities and procedures described in Section 3 of this Faculty Handbook.

Probationary tenure-track appointments are those leading to tenured status after candidates successfully pass 1st year, 3rd year and tenure reviews.

6.2 
Reviews:  General Statement

This section covers the procedures expected for documenting and evaluating the 

performance of faculty members in all full-time and part-time appointments. Departments may develop additional procedures that are consistent with this Faculty Handbook and the By-Laws, and consistent with the intent that departmental performance reviews should be primarily formative, assisting faculty members in the development of their teaching, scholarship, and service. Summative reviews can result in terminal contracts (i.e.. a one year nonrenewable contract will be issued). 

6.2.1 
Types of Reviews: Definition
First Year Review and Annual Review Report are required for all full-time tenure track faculty members. The Annual Review Report is required for all full-time and part-time positions (see schedule in 6.5.1). 

The last three categories, Third Year Review, Tenure Review, and Post-Tenure Review are required for all faculty members in tenure-track positions.

The First Year Review is summative in nature. The Annual Review Reports are usually formative but are used by TPL in making summative decisions. Third Year Review is to assist in a later tenure decision, but it is also summative. Tenure Review is necessarily summative (See Section 6.6 and 6.7).  Post-Tenure Review is largely formative (see Section 6.9).

6.2.2 
Review File: Definition
The Dean’s Office schedules, receives, and tracks, all First Year and Annual Review Reports. The Dean's Office maintains a Review File on each faculty member. This Review File consists of:

a. Annual Review Reports to the Dean

b. First Year Review

c. Third Year Review

d. Tenure Review

e. Sabbatical and Leave applications and final reports. 

f. Student Course Evaluations.

g. Post-Tenure Review

6.2.3  
Peer Evaluation: Definition

Peer evaluation is expected throughout the career of a faculty member, not just at the time of formal review by the college and should be documented in the annual review report. While this is an on-going process, peer review at the time of formal review by the college should adhere to the following guidelines:

a. the peer evaluator should attend a minimum of 2 classes taught by the person under review during the semester prior to the review.

b. the person under review should provide the reviewer with class-day objectives and sample test questions (or other means of evaluation) for the material covered in that class period; this will allow the reviewer to assess (a) the execution of planned intentions and (b) if the method of evaluation is appropriate based on the classroom content.

c. Using the Classroom Observation Form for Peer Evaluation from Professional Development (See Appendix __), the possible areas of review could include: instructor knowledge (exhibition of content mastery, drawing on areas of expertise to enrich teaching), organization (signs of planning, clarity of presentation, efficiency in use of class time, ability to highlight important points to remember), instructional methods (appropriateness of the level of presentation, utilization of appropriate techniques for class goals, demonstration of flexibility, stimulation of student thinking, use of an engaging manner of presentation, use of examples for clarification, use of methods that foster learning), instructor/student interaction (awareness of difficulties in understanding material, ability to involve a variety of students in classroom activities, ability to answer questions in an understandable manner, demonstration of appropriate affirmation to students, encouragement of student involvement, allowance of differing opinions to be discussed), classroom delivery (ability to speak in a clear, audible and well-modulated voice, absence of irritating mannerisms, projecting a sense of self-confidence, use of graphic and/or audio/visual aids), classroom atmosphere (exhibition of enthusiasm for subject  matter, level of rapport with students, fostering of student curiosity in subject matter, handling of classroom dynamics), and other comments the reviewer deems relevant.

d.   The peer evaluator should provide a written report summarizing the observations to the faculty member; faculty members under review may include information from this report as part of their Review File for their department’s and TPL’s formal review as well as part of their own optional personal file.

6.2.4  
Optional Personal File

The faculty member to be reviewed is encouraged to maintain a personal file of teaching, 

scholarship and service activities performed for the Department and the College. This file 

should include the Annual Review Reports to the Dean (Section 6.5) and any other 

pertinent documentation of service to the Department and the College.

A written job description listing the expectations of the position (see 6.4.3) will have 

been provided to the faculty member, which will guide her or him as to what 

documentation to include in the file. Documents concerning personal development as it 

relates to the faculty member’s role and function at the College are also desirable (may 

include, but not limited to, syllabi, conferences, professional development). [See 

Appendix ___ for current portfolio guidelines for reviews. The guidelines are subject to 

revision.]

6.2.5
Timelines for Review

In most cases, unless the TPL committee needs more information, the following timeline will be followed.

First Year (Section 6.4)





Date
Formal Review by Chair (sections 6.4.5 & 6.4.6)


January 31

Committee Vote by all Departmental Members 

Past Third Year Review (section 6.4.7)


Completed by Jan. 31


Submit Review to Dean (section 6.4.7)



February 15

Notice of Nonrenewal from Dean (if applicable) (section 6.4.8)
March 1

Third Year (Section 6.6)

















Candidate Informs Dean of Letter Writers (section 6.6.6)

September 15

Candidate Submits Documents to Department Chair (section 6.6.3)Completed by Feb. 15

(See sections 6.5.2 and 6.6.6 for list of specific documents)


Documents to Department via Department Chair (section 6.6.3)
February 21

Departmental Meeting (section 6.6.7)



Completed by Mar. 1

Departmental Report to TPL (section 6.6.8)


March 15

Materials to TPL (by candidate) (section 6.6.6)


March 15

TPL Interview and Decision (section 6.6.10)


Completed by April 20

Dean Notifies Candidate (sections 6.6.11 & 6.6.12)

April 30

Appeal of Negative Decision (section 6.6.13)






    Request of Subjects Discussed




May 8

    Letter of Subjects discussed due to Candidate


May 15

    Reply and Invoke Right to Reconsideration


May 22

   TPL Resubmits Decision to the Dean & Candidate

June 8

    Written Appeal Submitted to Dean and President

June 13

    President Notifies Candidate and Dean


June 23

6 Year/Tenure and Promotion to Associate Professor (Section 6.7)

3 Year/Tenure for Those Faculty Initially Placed as Associate Professor
Candidate Informs Dean of Letter Writers (section 6.7.6)

September 15

Candidate Submits Documents to Department Chair (section 6.7.3) Completed by Sept. 21

(See sections 6.5.2 and 6.7.6 for list of specific documents)   

Documents to Department via Department Chair (section 6.7.3)
October 1

Departmental Meeting (section 6.7.7)



Completed by Nov. 1
Departmental Report to TPL (section 6.7.8)


December 1

Materials to TPL (by candidate) (section 6.7.6)


December 1

TPL Interview and Decision (section 6.7.10)


Completed by Jan. 15

Dean Notifies Candidate (sections 6.7.11 & 6.7.12)

Completed by Feb. 1

Board of Regents Approves or Disapproves (section 6.7.11)
Completed by May 30

Appeal of Negative Decision (section 6.7.13)

   Request of Subjects Discussed




February 5

   Letter of Subjects discussed due to candidate


February 15

   Reply and Invoke Right to Reconsideration


February 22

   TPL Resubmits Decision to the Dean and Candidate

March 15

   Written Appeal Submitted to Dean and President

March 20

    President Notifies Candidate and Dean


March 30

Promotion (if not concurrent with tenure) (Section 6.8)

Nomination to the Dean by




   Department or Division Chair (section 6.8.2) 


September 21

Appeal to the Dean by Candidates



   Overlooked for Nomination (section 6.8.2) 


October 1

Candidate Informs Dean of Letter Writers (section 6.8.5)

October 8

Departmental Meeting (section 6.8.6)



Completed by Oct. 15

Departmental Report to TPL (section 6.8.7)


November 1

Materials to TPL (by candidate) (section 6.8.5)


November 1

   (See section 6.8.4 for specific list of materials)







Reference Letters (section 6.8.5)




November 1

TPL Interview and Decision (section 6.8.9)


Completed by Dec. 1

Dean Notifies Candidate and President (section 6.8.10)

December 15

Board of Regents Approves or Disapproves (section 6.8.10)
Completed by May 30

Leaves
 (Section 6.10)



















Application to TPL (section 6.10.6)



September 15

TPL Recommendation to Dean (section 6.10.7)


November 1

Board of Regents Approves Leave (section 6.107)


January Meeting

Dean Notifies Candidate of Leave Approval (section 6.10.7)
February 1

Annual Review or Post-Tenure Review (Section 6.5)

July 1

Annual Department Meeting (Section 6.5.4)


Completed by May 30

6.3 
Criteria for Evaluating Teaching, Service and Scholarship

{Transition Period Note

Faculty working at the College prior to the 2001 revision of section six will be allowed a transition period for complying with the new standards for teaching, scholarship and service.  This transition period will begin in the Fall of 2001 and extend no later than the Fall of 2005.

During this period the Committee on Tenure, Promotion and Leaves may exercise discretion in assessing reasonable efforts to comply with the revised standards.  In those cases where it is not reasonable to expect the faculty member to achieve the revised standards, a more lenient standard may be applied.

Candidates eligible for this transition standard should include a written description of their efforts to comply with the revised standards, and an explanation of expected efforts to comply for the future.

This note shall be deleted from the Faculty Handbook on September 1, 2005.}
6.3.1 
General Statement on Criteria for Teaching, Service and Scholarship
The criteria established in this section are applicable to all levels of review for tenure and promotion.  They serve two functions.  First, they should give review candidates a clearer understanding of what is expected at each level of review.  Second, they create a vocabulary and taxonomy of terms designed to assist the College in making review, tenure and promotion decisions.  These terms are necessarily qualitative and subjective.  The College may interpret these criteria to tailor the decision making process to the particular details of each candidate’s situation.  

6.3.2 
General Approach

a. 
Relative Prioritization of the Three Central Criteria

Candidates under any review shall be judged on three major criteria: teaching, service and scholarship.  The quality of a candidate’s teaching is the most important of the three criteria.  Service and scholarship are considered equal in importance.

b. 
Three-Pronged Approach

Candidates must exceed a minimum standard in all three central criteria, although the minimum standard bar is set significantly higher for teaching than for scholarship or service. Candidates may compensate for weakness in one criteria by demonstrating significant strength in another criteria, but may not fall below the high teaching standard. Successful candidates must substantially exceed the minimum standard in two of the three criteria. Although the College has created these Handbook guidelines to set appropriate expectations, judgments about what meets or exceeds minimum standards are necessarily subjective in nature, and are made on a case by case basis.

c. 
Standards Set Relative to Each Level of Review

Minimum standards, and corresponding expectations for exceeding the minimum standards, are different for each level of review.  Although some variation is inevitable, generally, the standards rise as candidates move from non-tenure position review, to first year review, third year review, tenure and promotion to associate professor review, promotion to associate professor review for candidates who are already tenured, post-tenure review, and finally, promotion to full professor.   

6.3.3 
General Statement on Teaching Criteria

a. 
Importance

This College is committed to providing its students with excellent classroom teaching experiences.  For that reason, faculty are expected to demonstrate high levels of teaching proficiency.

b.  
Performance Areas

Evaluating a candidate’s teaching requires looking at the general pattern of performance across many areas.  Although the College will attempt to assess every aspect of a candidate’s teaching in any area, the following performance areas are typically most central:

1. course preparation

2. subject matter knowledge

3. presentation skill

4. student evaluation and feedback

5. individual student interactions

6. assignments and testing

7. learning activities including experiential education approaches

8. interdisciplinary contributions

c.  
Assessment Devices

Teaching proficiency and improvement may be demonstrated in several ways including but not limited to:  peer evaluation (see section 6.2.3), student evaluations, self evaluation (in annual review reports,  review statements, and elsewhere), measurements of students learning, and professional development activities.  

d.  
Student Evaluations

In interpreting student evaluations the College will look for positive and negative patterns in both the concrete ratings, and the subjective commentary of students.  Occasional, or aberrant  comments or ratings, whether positive or negative, will be understood within the larger context of the candidate’s portfolio.  The College will seek to understand each candidate’s patterns of behavior in order to predict likely future performance and improvement.  

6.3.4 
Minimum Standards for Teaching by Assessment Device

a. 
Student Evaluations

At any level of review, a majority of a candidate’s student ratings should be “good” or “excellent.”  In addition, the general pattern of subjective comments on student evaluations should reflect a positive evaluation of the candidate’s teaching.

b. 
Peer Evaluation

At any level of review, a candidate’s peer evaluation should demonstrate confidence that the candidate is a proficient teacher.  The pattern of comments within the peer review materials should show that any negative aspects of the candidate’s teaching are substantially outweighed by the positive aspects of their teaching.  

c. 
Self Evaluation

At any level of review past first year review, a candidate’s self evaluation materials should demonstrate a pattern of proficient teaching, reflective self awareness, and continuous improvement.  

d.  
Professional Development

At any level of review past first year review, a candidate should demonstrate a pattern of involvement in professional development activities to improve the candidate’s teaching and subject matter knowledge.  These activities may include, but are not limited to, activities formally sponsored by the Center for Professional Development.

6.3.5  
Minimum Standards for Teaching by Level of Review

a.  
First Year Review

First year review candidates should demonstrate an emerging pattern of teaching proficiency as evidenced by the assessment devices listed in previous sections.

b. 
Third Year Review

Third year review candidates should demonstrate of teaching proficiency as evidenced by an established record using the assessment devices listed in previous sections.

c.
Tenure & Promotion to Associate Professor

Tenure/promotion candidates should demonstrate that they are expanding their teaching proficiency as evidenced by an established record using the assessment devices listed in previous sections.

d.  
Promotion to Associate Professor for Candidates Already Possessing Tenure

Promotion to associate professor for candidates who already possess tenure should demonstrate that they are significantly expanding their of teaching proficiency as evidenced by an established record using the assessment devices listed in previous sections.

e.  
Post-Tenure Review

Candidates undergoing post-tenure review should demonstrate that they are substantially expanding their established records of teaching proficiency as evidenced by the assessment devices listed in previous sections.

f.  
Promotion to Full Professor

Candidates for promotion to full professor should demonstrate a record of teaching that is above average as evidenced by the assessment devices listed in previous sections.

6.3.6 
General Statement on Service Criteria

a. 
Importance and Contextual Definition

Service is a central value to the College.  Service, within this context, includes time and effort expended outside a candidate’s normal assigned FTE load, but which benefits the College directly or indirectly.  Candidates are expected to demonstrate significant involvement in activities within the College, concerning the College "in the wider community," and within their respective professions or disciplines. A basic level of traditional service to the College as a whole is always required of faculty (e.g., advising and attendance at various College events). 

b. 
Composite Approach to Assessing Service Activities

Candidate's service will be assessed as a composite of all service activities at differing levels of time and effort.  Candidates may compensate for a lack of service in one category with service in other categories (i.e.: a candidate may compensate for a smaller amount of standing committee work with a larger number of moderate-level, ad hoc service activities).  Candidates are not required to demonstrate activity in each category of service, but activity in at least three of the five categories is preferable.  

c.  
Service which is Partially Integrated into FTE Load

Activities that are partially included in a candidate’s FTE load, but partly outside of their normal duty load, should be given service credit for that portion of their time and effort which are outside the time compensated for by FTE releases or stipends.  In some cases, an assigned FTE release or stipend may significantly under-represent the amount of time and effort involved in an activity.  If that activity is of benefit to the College, the candidate may count the excess time and effort as service to the College.  Because the candidate has already been given FTE release or a stipend, however, the candidate bears the burden of proof to demonstrate that such compensation is significantly inadequate.  The candidate also bears the burden of demonstrating how much of any given activity should be considered service rather than part of their duty load.  

6.3.7 
Hierarchy of Service Activities Generally

a. 
Criteria for Weighing Service Activities

Service activities are weighted differently depending upon two criteria: amount of time/effort involved in the activities, and the benefit the activity brings to the College.  Those service activities involving the most time/effort and benefit to the College are given the highest weight. Possibilities for professional involvement and service are listed in Sections 3.3.3 and 3.3.4 of this handbook. 

b.  
Presumption of Hierarchy and Exceptions

Although individual activities may vary, the hierarchy listed below establishes the presumed relative weightings for the five categories of service activities.  Candidates who believe the presumed hierarchy does not accurately reflect the value of their activities bear the burden to prove that the College should depart from the hierarchy.  Such expectations should be explained in the candidate’s review materials and will be determined on a case by case basis.

6.3.8  
Hierarchy of Service Activities
The categories are listed below in order of presumed weight, where category one activities are most heavily weighted, and category five activities are least heavily weighted:

a. Category One: substantial, ongoing activities affiliated with the College including one's department, and of direct benefit to the College (e.g., participating with student activities, administrative roles not fully reflected in FTE or stipends, faculty advisor to student activity organizations, work on standing committees and faculty governance). It is understood that not all faculty will have the opportunity to serve on standing committees. If the opportunity is made available, however, there is an expectation that candidates will accept the nomination under ordinary circumstances.

b. Category Two: ad hoc activities, within the College, and of direct benefit to the College (e.g.: writing the 2004 vision document, department projects, presidential scholar interviewing).  Activities in this category will vary greatly in time and effort and will be weighted accordingly.

c. Category Three: substantial, ongoing, professional organizational service, outside the College, and of indirect benefit to the College  (e.g.: regional representative for a professional association, officer in a professional organization, host or planner for a professional convention).

d. Category Four: related ad hoc professional service, outside the College, and of indirect benefit to the College  (e.g.: consulting for nonprofits within a candidate’s discipline, using disciplinary skills to help local organizations)

e. Category Five: service to the wider social community that is not professional or disciplinary, not within the College, and of tangential benefit to the College  (e.g.: volunteering at a food shelf, loaves and fishes, meals on wheels).   Category five activities are always optional.  

6.3.9
Minimum Standards for Service by Level of Review

a.  
First Year Review

First year review candidates are not expected to have a record of service.

b. 
Third Year Review

Third year review candidates should demonstrate an emerging pattern of College and       professional service.  That pattern should include: a willingness to serve in Category one roles when asked, and some Category two activities, and/or some professional involvement in Category three or four activities. 

c. 
Tenure & Promotion to Associate Professor

Tenure and promotion candidates should demonstrate an established pattern of College and professional service. That pattern should include: an eagerness to serve in Category one roles when asked and to make active contributions in those roles; a significant pattern of Category two activities, and/or significant professional involvement in Category three or four activities.  

d.  
Promotion to Associate Professor for Candidates Already Possessing Tenure

Promotion to associate professor for candidates who already possess tenure should demonstrate an established record of College and professional service. That pattern should include: an eagerness to serve in Category one roles when asked and to make active contributions in those roles; an established record of significant Category two activities, and/or an established record of significant professional involvement in Category three or four activities.  

e.  
Post-Tenure Review

Candidates undergoing post-tenure review should demonstrate that they are substantially expanding their established records of College and professional service. That pattern should include: service in Category one roles when asked and active contributions in those roles; a substantially expanding record of significant Category two activities, and/or a substantially expanding record of significant professional involvement in Category three or four activities.  

f.  
Promotion to Full Professor

Candidates for promotion to full professor should demonstrate an exceptional record of College and professional service. That pattern should include: meaningful and constructive service in Category one roles; an exceptional record of substantial Category two activities, and/or an exceptional record of substantial professional involvement in Category three or four activities.

6.3.10   
General Statement on Scholarship Criteria

Conventionally, scholarship has been defined as discipline based peer reviewed published research or presentations at professional conferences. Augsburg College encourages traditional scholarship. Augsburg College also recognizes the value of engaging in research on student learning within the faculty member’s discipline or becoming involved in projects that link various disciplines or helping to demonstrate applications of their discipline, or engaging in student-faculty research. 

a.  
Importance, Contextual Definition, and Two Types

Scholarship is an essential part of the College’s mission to create new knowledge and inform the teaching of the faculty.  Within the portions of the Handbook that concern reviews,  scholarship is viewed in terms of the type of product it creates.  As a result, there are two types of scholarship: traditional and non-traditional.  Traditional scholarship creates end-products that have long been recognized as formal scholarship within the Academy (e.g.: books, peer-reviewed publications).  Non-traditional scholarship creates end-products which are scholarly in nature, but have not always been recognized as formal scholarship within the Academy (e.g.: student collaborations, course development).  Operationally, each type of scholarship is defined by the categories listed below.  

b.  
Relative Weight of Non-Traditional and Traditional Scholarship and Disciplinary 

Exceptions to the Standard Presumption

The College recognizes the value of both non-traditional and traditional scholarship.  Although presumptively, traditional scholarship will be given more weight, a candidate may compensate for a lack of traditional scholarship with more extensive non-traditional scholarship.  Candidates bear the burden of proof to demonstrate that these standard presumptions do not apply.  Some disciplines do not rely significantly upon traditional scholarship.  In those disciplines, both the department and the candidate should demonstrate that their discipline should be assessed outside the normal presumptions about scholarship.  This should be done in both the candidate’s portfolio and the department’s report.  

c.
Composite Approach to Assessing Scholarship

Candidates’ scholarship will be assessed as a composite of all scholarly activities at differing levels of weight and recognition. Candidates may compensate for a lack of scholarship in one category with scholarship in other. Candidates are not required to demonstrate activity in each category of scholarship, but activities across at least three of the five categories are preferable.

d.  
Degree Completion as Scholarship

Working toward a terminal degree which is a prerequisite for the position will not be counted as scholarship, and does not reduce a candidate’s responsibility to pursue scholarship. Typically, pursuit of additional degrees also will not be counted as scholarship, unless the candidate can justify the degree as direct benefit to the College. Candidates are encouraged, however, to use work done while completing a degree to generate scholarship (e.g.: converting a dissertation into a book, or class project into an article).
6.3.11
Non-Traditional Scholarship

Non-traditional scholarship will represent the bulk of some candidate’s scholarship and a supplemental amount to others.  The difference will depend upon the nature of a candidate’s discipline, profession, and research specialties.  

Non-traditional scholarship may include, but is not limited to:  

a. performance based activities (e.g., theatre, art)

b. business or professional collaborations

c. course development

d. studies done for the college

e. student research collaboration or supervision

f. program evaluations

g. creative endeavors (e.g., works of fiction, music composition)

6.3.12
Hierarchy of Traditional Scholarship Generally

a. 
Criteria for Weighting Scholarly Activities

Scholarship activities are weighted differently depending upon three criteria: level of  recognition within the discipline, rigor of peer review process, and intellectual complexity and creativity.  That scholarship which involves the highest level of recognition, the most demanding review, and greatest intellectual complexity and creativity is given the highest weight.  

The complexity and creativity of scholarship is difficult for people outside a specific discipline to assess.  When such a judgment can be made the College may base decisions on intellectual rigor.  Typically, however, the twin criteria of recognition and peer review will guide the College in judging the value of different scholarly activities.  

b. 
Presumption of Hierarchy and Exceptions

Although individual activities may vary, the hierarchy listed below establishes the presumed relative weightings for the five categories of scholarship.  Candidates who believe the presumed hierarchy does not accurately reflect the value of their activities bear the burden to prove that the College should depart from the hierarchy.  Such expectations should be explained in the candidate’s review materials and will be determined on a case by case basis.

c.
Levels of Recognition within Disciplines

Each scholarship peer review category listed below must be combined with the level of recognition the scholarship has attained, to ascertain the scholarship’s true weight  (i.e.: the same paper is given more weight if published in a preeminent international journal than if published in a state-wide professional newsletter).  It is presumed that the following ranking accurately conveys the level of weight the scholarship should be given unless the candidate demonstrates otherwise.  The following list is in order of presumed weight where the first level is given the most weight and the last the least weight:

1. international/ national

2. regional

3. state-wide

4. local

5. within the College

6.3.13
Hierarchy of Traditional Scholarship Activities by Peer Review Process

The categories are listed below in order of presumed weight, where category one activities are most heavily weighted, and category five activities are least heavily weighted:

a. Category One: published books; articles published in peer-reviewed journals; chapters published in peer-reviewed books

b. Category Two: articles published in editorially controlled, but not peer-reviewed journals; competitively selected, peer reviewed papers presented at professional conferences, invited presentations

c. Category Three: papers presented at professional conferences; articles published in non-competitive publications (e.g.: compilations, newsletters).

d. Category Four: participating on a panel at professional conferences; delivering seminars or lectures to professionals within the discipline

e. Category Five: delivering seminars to nonprofessionals, or people not within the discipline; participating in professional seminars or discussion groups; attending professional conferences or seminars.
6.3.14
Minimum Standards for Scholarship by Level of Review

a.
First Year Review

No scholarship is expected of candidates at first year review, beyond what they have already accomplished before joining the college. 

b.
Third Year Review

Third year review candidates should demonstrate an emerging pattern of College and scholarship.  That pattern should include: efforts toward Category one scholarship, and some Category two activities, and/or some professional involvement in Category three or four activities.  Alternatively, candidates could document an emerging pattern of non-traditional scholarship (See Section 6.3.11).

c.
Tenure & Promotion to Associate Professor

Tenure/promotion candidates should demonstrate an established pattern of scholarship. That pattern should include: some Category one scholarship; a significant pattern of Category two activities, and/or significant professional involvement in Category three or four activities.  Alternatively, candidates could document an established pattern of non-traditional scholarship.

d.
Promotion to Associate Professor for Candidates Already Possessing Tenure

Promotion to associate professor for candidates who already possess tenure should demonstrate an established record of scholarship. That pattern should include: some Category one scholarship; an established record of significant Category two activities, and/or an established record of significant professional involvement in Category three or four activities.  Alternatively, candidates could document an established pattern of non-traditional scholarship.

e.
Post-Tenure Review

Candidates undergoing post-tenure review should demonstrate that they are substantially expanding their established records of scholarship. That pattern should include: some additional Category one scholarship; a substantially expanding record of significant Category two activities, and/or a substantially expanding record of significant professional involvement in Category three or four activities.  Alternatively, candidates could document a substantially expanding pattern of non-traditional scholarship.

f.
Promotion to Full Professor

Candidates for promotion to full professor should demonstrate an exceptional record of scholarship. That pattern should include: several examples of Category one scholarship; an exceptional record of substantial Category two activities, and/or an exceptional record of substantial professional involvement in Category three or four activities.  Alternatively, candidates could document an exceptional pattern of non-traditional scholarship.

6.4

First Year Reviews

6.4.1 
General Statement
This review is required for all faculty members appointed for the first time to a

full-time tenure track position at Augsburg College. The Department Chair is responsible for initiating the review process, for conducting the review in collaboration with the 

faculty member and in consultation with the faculty members in the Department, and for recommending to the Dean whether or not the faculty member should be offered a contract for a second year in the position.

New faculty members shall not be required to submit additional written materials or oral interviews for this first year review. This process is a check on the hiring and screening procedure and is not meant to be onerous, burdensome, or inordinately time-consuming for the new faculty member. (New faculty members are required to participate in the Dean’s annual review of performance, as set forth in Section 6.5 below.)

The steps of the First Year Review are as follows:

6.4.2 
Institutional Orientation
Prior to the beginning of the term of hire, the College shall arrange for an institutional orientation for the new faculty member including formal presentations by the Center for Professional Development on the history, culture, and current operations of the college.  Each new faculty member should obtain the latest electronic version of the Faculty Handbook and additional written materials on various campus support programs and professional development opportunities and will be encouraged to take part in a yearlong faculty-staff mentoring team.

6.4.3 
Department Orientation
By the beginning of the duty year, the Department Chair in consultation with the  

Department shall provide the new faculty member with a written set of plans and 

expectations in accordance with Section 3 of this Faculty Handbook: “Academic 

Responsibilities and Procedures.”  This information should include: 

a. Course assignments;

b. Plans for the Department Chair and other department faculty members to observe classes taught by the new faculty member;

c. Minimum requirements regarding courses, office hours, meetings, and presence on campus;

d. Due dates for critical administrative activities such as Annual Review Reports, book orders, course evaluations, and grades;

e. A schedule of regular meetings with the Department Chair to evaluate adjustment and progress;

f. Plans to prepare for assuming advising responsibilities in second year;

g. Expectations for the new faculty member's professional development plans and activities;

h. Expectations for the new faculty member's current or future scholarly work and research, reading, publications, paper presentations, etc.;

i. Expectations for the new faculty member's service activities at Augsburg (for example, committee work);

j. Optional expectations for other community service as appropriate.

6.4.4 
Mentoring
Prior to the start of the term, the College may arrange for mentoring for the new faculty member, selecting with the new faculty member and the Department Chair one or more faculty mentors. The purpose of the mentoring is to orient the faculty member to the College and to help the faculty member develop skills in teaching, scholarship, and service at Augsburg College.

6.4.5 
Formal Review:  Schedule
The Department Chair, in conjunction with all full time departmental faculty members 

who have passed Third Year Review, shall conduct a formal review with the new faculty 

member no later than the date specified in 6.2.5 Timelines for Review. (This date applies for the new faculty member who begins teaching at the College in September; for those new faculty members who join the 

College at other times during the academic year, the Department Chair shall select an 

appropriate date for First Year Review in consultation with the new faculty member and 

the Dean). 

The new faculty member will be present at the start of this review meeting to answer questions and concerns of the Departmental Committee. Then the new faculty member will be excused and the Departmental Committee discusses the new faculty member's qualifications and fit with the Department.

6.4.6 
Formal Review:  Content
This formal review is a mutual assessment of the new faculty members’ performance to date. The faculty member(s) who have served as mentors to the new faculty member may participate in this review if the Department Chair and new faculty member agree that their participation would be useful.

The review must cover:

a.
Progress on the goals and plans set forth in the plans and expectations.

b.
Peer evaluations (see Section 6.2.3) requested by the Department Chair from at least two members of the Department or Division who have observed classes taught by the new faculty member. The candidate may also invite one additional peer evaluator.

c.
Assessment by Department Chair of the new faculty member’s teaching activities including her/his syllabi.



d.
Results from students’ evaluations of courses taught by the new faculty member.

e.
Adjustments to the job description and expectations and goals for the rest of the year.

f.
Plans for any additional assistance, support or information for the new faculty member if needed.

6.4.7 
Formal Review:  Decision Procedures
a. 
Department Decision

All full-time faculty members in the Department who have passed Third Year Review shall vote on the recommendation for the new faculty member for a second year, prior to the formal review due by the date specified in 6.2.5 Timelines for Review (see Section 6.4.5).

b.  
Summative Decision

The Department Chair after consultation with the Department’s members shall recommend to the Dean by the date specified in 6.2.5 Timelines for Review, during the first year of the contract whether or not a second year contract should be issued. This recommendation to the Dean shall state in writing whether or not a majority of the department believes the newly hired faculty member should be offered a contract renewal. Final decision on contract renewal rests with the Dean. (See 9.1 Termination of Appointment) The Dean will notify the candidate in writing of this decision.

6.4.8 
Favorable Review Report
If a second year contract is to be issued, a report signed by all Department members shall be given to the new faculty member which specifies strengths and weaknesses, and actions needed to address concerns. These expectations and actions can include those assigned to the Chair and the Center for Professional Development as well as those assigned to the new faculty member. If a negative recommendation is made, no report is written. (See Section 15.7.1 for exception in cases of request for reconsideration.)  Instead, the Dean notifies the candidate by written memorandum that the department has not recommended a second year contract be issued.

6.5

Annual Review Reports

6.5.1
Coverage and Schedule

Annual Review Reports are required each year for faculty teaching 4 or more FTEs per year. For faculty teaching 1 to 3 FTEs, a modified Annual Review Report is required biannually. This modified report will consist of items a, b and c from Section 6.5.2.

An Annual Review Report to the Dean is due by the date specified in 6.2.5 Timelines for Review. A copy of the current form is available through the Dean’s Office.
6.5.2
Content

As a school with a teaching mission, the primary concern of Augsburg College faculty is teaching. The Annual Review Report covers the faculty duty year just completed and should include:

a. Courses Taught.

b. Self-evaluation of those courses in light of her/his teaching philosophy and/or goals.

c. Summary of and comment on student evaluations of those courses, responding to concerns and patterns indicated by the student evaluations.

d. Other teaching and scholarship activities such as course revisions and development as well as other innovations including interdisciplinary work;  publications, lectures, honors, professional meetings attended and other professional activities.

e. Committee and non-teaching assignments including other service to the College.

f. Peer evaluations if available.

g. Community contributions (see Section 3.3.4 of this Faculty Handbook).

6.5.3
Supplements

Evidence in support of claims about your teaching is required in your Annual Report.  Evidence may be supplied by supplementing your report in any or all of the following ways:

a. Course syllabi

b. Teaching materials

c. Homework assignments

d. Course grade distributions

e. Videotape or audio tape of a class

f. Selected final exams, reports, evidence of student achievement and any other material the faculty member feels is relevant to evaluate their role as instructor.

6.5.4
Annual Meeting

In the spring of each academic year (see 6.2.5 Timelines for Review for timing deadline), a departmental meeting will be devoted to Annual Review Reports. This meeting is a purely informational meeting in which colleagues share the factual aspects that will appear in their Annual Review Reports:  a, d, e and g. This meeting will be a designated time for colleagues to share teaching innovations and experiences that year. The respective division chair will attend these meetings. If the division chair is from the same department, he or she will designate a replacement. The goal of these meetings is to strengthen departmental teaching. The division chair is there to help serve as a resource and to serve as an outside reviewer for the department. Copies of the factual portions of the Annual Review Report are given to the Department and Division Chairs. 

After the annual meeting, all non-tenured members of the department (those in tenure-track and non-tenure track positions) should schedule an individual meeting with the chair of the department. For tenure-track faculty members, the meeting will evaluate the faculty member's performance in regard to his/her progress towards tenure. For non-tenure track faculty members, the meeting will evaluate the faculty member's performance in regard to his/her future employment at the college. The department chair or the faculty member may ask the Dean to attend this meeting.

6.5.5
Expectations

After this meeting, faculty members will complete sections (b) and (c) from the Annual Review Report and add the peer evaluations if available. A general expectation is that these sections of the report in total would be approximately two to three pages long. On average, the whole report should not be more than five pages long.

6.5.6
Use in Performance Review
The Annual Review Report to the Dean becomes part of the faculty member's review file in the Dean's office. For all faculty, the Dean uses the Annual Review Report for performance evaluation. For tenure-track faculty, the TPL committee uses the Annual Review Reports during Third Year Review, Tenure Review, Promotion Review and Sabbatical Leave.  The Dean’s office may request further information or clarification if problems or potential difficulties are revealed through this review process.

6.5.7
When Annual Review Reports Not Needed
The Annual Review Report to the Dean is not required for those years that a faculty member has already completed reports for: Third Year Review; Tenure Review; Promotion; Post Tenure Review.

6.6

Third Year Review

6.6.1
General Statement

Third Year Review is required for all new tenure-track faculty members in their third year of service to the College (See section 6.2.1). The Department examines the departmental roles the faculty member is to fill, and the TPL Committee examines the College roles. The purpose of Third Year Review is to assist in a later tenure decision, but it is also summative.

The purpose of this Third Year Review is to provide the tenure-track faculty member with an official Departmental and College appraisal of performance of the first two years of appointment to the College. 

6.6.2 
Decision Authority

Third Year Review is performed by the Committee on Tenure, Promotion and Leaves.  This Committee advises the President concerning whether faculty members have successfully completed their review. However, the Committee’s recommendation is not binding on the President or the Board of Regents.

6.6.3
Schedule

Documents to be reviewed by the Department are submitted to the Department Chair by the date specified in 6.2.5 Timelines for Review during the third year of appointment. Documents for Department Review shall include the factual sections a, d, e, and g of the candidate's Annual Review Reports. (See Section 6.5.2 on content.) and documents listed in 6.6.6.  The Dean's Office will make available the student evaluations. The candidate will make available the factual aspects of their Annual Review Reports, sections a, d, e and g. These documents are available for review by department faculty via the Department Chair by the date specified in 6.2.5 Timelines for Review. (Note:  If the Department Chair is the Third Year Review Candidate, the Dean will appoint another faculty member in the Department to direct Third Year Review activities.  If the Third Year Review Candidate is the Division Chair, the Dean will appoint another faculty member in the Division to represent the faculty beyond the Department.)

6.6.4 
Criteria Determining When Third Year Review Occurs

The timing of the Third Year Review is as follows:

a.              Third Year Review normally takes place during the third year on probationary tenure track for faculty whose initial appointment was at the instructor or assistant professor rank.

b. For probationary tenure track faculty whose initial appointment was at the rank of associate professor or professor, there will be no Third Year Review.

c. Early review may not occur for Third Year Review.

d. At the election of the candidate, the normal tenure schedule may be suspended during any leave, which occupies 3/6 FTE or more within one duty year.  Such leaves may include, but are not limited to:  disability, parenting, personal, and family leaves.  Under such circumstances, the College may not allow such a delay to have a negative effect upon the candidate’s consideration for review.  This provision does not apply if the candidate’s leave is of such length that they must be terminated.  Nothing within this, or any, provision of the Handbook, alters the requirements of the FMLA or any other Federal or State law.

6.6.5 
Categories

The Third Year Review is a formal mutual assessment of the new faculty member’s teaching, scholarship, and community service to date and must cover the following categories:

a. educational preparation (See 9.1, Article 1 of the By-Laws of the Faculty Constitution),

b. teaching competence (See Section 6.3.2 to Section 6.3.5 and Article 1 of the By-Laws of the Faculty Constitution),

c. productive scholarship and creative activities (See scholarship definition in Section 6.3.10 to 6.3.14 and standards in Section 6.3),

d. employment history (See 9.1, Article 1 of the By-Laws of the Faculty Constitution),

e. time in rank  (See 9.1, Article 1 of the By-Laws of the Faculty Constitution),

f. service and other contributions of significance to the College (See Section 6.3.6 to Section 6.3.9 and 9.1, Article 1, of the By-Laws of the Faculty Constitution),

g. commitment to the mission and goals of the College (See9.1,  Article 1 of the By-Laws of the Faculty Constitution), and

h. personal qualities (See 9.1, Article 1 of the By-Laws of the Faculty Constitution).

Further details are found in the By-Laws of the Faculty Constitution. (See Sections 9.0.1 and 9.0.2)

6.6.6 
Documentation

a.
Primary Documentation

It is the candidate’s responsibility to provide pertinent and appropriate documentation and make a complete case for Third Year Review. Candidates for Third Year Review are given until the date specified in 6.2.5 Timelines for Review to verify their Review File is complete. The Dean shall make the candidate's Review File available to the Committee on Tenure, Promotion and Leaves. Candidates must also submit the following additional information about themselves to the Dean:

1. The candidate's current curriculum vitae

2. Progress on the goals and plans set forth in the job description and expectations (see section 6.4.3);  Adjustments to the job description and expectations, and goals for the next three years;  A written document to the TPL committee, evaluating his/her own performance at the College, describing their perception of fit with the department goals and mission, and the College's goals and mission. 

3. The candidate should request 3 or 4 reference letters from colleagues who have conducted peer evaluations.  These letters are confidential and not shared with the candidate.  Two come from department faculty, one from the Division Chair, and one is optional, that is, left to the candidate’s discretion.  The two members of the candidate’s department who have conducted peer evaluations (See Section 6.2.3) and who have been invited to submit reference letters to TPL must report in their letters on their observations based on the peer evaluations.  If the department does not contain a sufficient number of members to complete these letters, the candidate may request letters from qualified Augsburg College faculty from outside the department who have conducted a peer evaluation of the candidate and who have teaching experience relevant to the subject material.  The Division Chair (even if from the same department) must write a confidential reference letter to TPL, not shared with the candidate, based in part on the chair’s observations of the candidate during peer evaluation.  (Note that peer evaluators should have previously provided the candidate with a written report summarizing their Observations.  See Section 6.2.3.)  The candidate may also invite one additional reference letter from any Augsburg College faculty member who has observed classes taught by the candidate.  (Note:  the Department Chairs report on results of their peer evaluations as part of the Department Review Report.)

4. Adjustments to the job description and expectations and goals for the next three years.

5. The faculty member under review shall submit a written document to the TPL committee, evaluating her/his own performance at the College, and describing their perception of fit with the department goals and mission, and the College’s goals and mission. 

b.
Additional documentation

The Candidate requests letters from:  one Augsburg faculty member from outside the candidate's department with whom the candidate has worked in a professional capacity.

The Candidate will inform the Dean of the potential letter writers by the date specified in 6.2.5 Timelines for Review.  If there is a problem with the letter writer selection(s), the Dean will notify the Candidate by the date specified in 6.2.5 Timelines for Review.


All data and letters of reference must be submitted to the Dean by the date specified in 6.2.5 
Timelines for Review.

6.6.7
Department Review
The Department Chair or a designee appointed by the Dean if the Department Chair is the candidate shall convene a Departmental Committee meeting consisting of the Department members past third year review and the Division Chair to conduct a formal review with the faculty member no later than the date specified in 6.2.5 Timelines for Review. If the Division Chair is in the candidate's department, the Faculty Senate will choose another tenured professor in the Division to fill this role. The candidate will be present at the start of the departmental review meeting to answer questions and concerns of the Departmental Committee. Then the candidate will be excused and the Departmental Committee will discuss the candidate's qualifications as they apply to the criteria for granting tenure (6.6.5.). The Committee, excluding the Division Chair, will vote on whether or not to recommend the candidate for favorable Third Year Review.  (Note:  The Division Chair’s role is to represent the faculty beyond the Department and to offer guidance as needed.  As such, the Division Chair attends the meeting, but does not chair it, and counts votes.)

6.6.8 
Department Report

The Department will submit a single written report supporting their recommendation concerning Third Year Review to TPL. This report should address strengths, weaknesses and areas for future improvement and development. This report should include the following areas:

a. Educational preparation (See 9.1, Article 1 of the By-Laws of the Faculty Constitution),

b. Teaching competence (See Section 6.3.2 to Section 6.3.5 and 9.1, Article 1 of the By-Laws of the Faculty Constitution),

c. Productive scholarship (See scholarship definition in Section 6.3.10 to 6.3.14 and standards in Section 6.3),


d. Employment history (See 9.1, Article 1 of the By-Laws of the Faculty Constitution),

e. Time in rank (See 9.1, Article 1 of the By-Laws of the Faculty Constitution),

f. Other contributions of significance to the College, including service (See Sectioin 6.3.6 to Section 6.3.9 and 9.1, Article 1 of the By-Laws of the Faculty Constitution),

g. Commitment to the mission and goals of the College (See 9.1, Article 1 of the By-Laws of the Faculty Constitution), and

h. Personal qualities (See 9.1, Article 1 of the By-Laws of the Faculty Constitution).

It is the responsibility of the Department Chair to write this report and submit it to TPL by the date specified in 6.2.5 Timelines for Review. In addition, all tenured faculty members, those past Third Year Review, and the Division Chair must sign the report testifying to its accuracy and they may add comments to it. A minority report by those tenured departmental faculty members or those past Third Year Review who disagree with the Department Report may also be written and submitted to TPL by the date specified in 6.2.5 Timelines for Review.  This Department Report becomes a permanent part of the candidate's Review File.

6.6.9
Confidentiality of Reference Letters and Reports
All of the reference letters and reports to TPL are confidential, and the candidate permanently waives his/her right to review them.

Faculty members are discouraged from sharing the reference letters they have written to TPL with anyone outside of TPL. Candidates are discouraged from asking about the contents of the reference letters.

While maintaining the confidentiality of these reference letters and other statements, the TPL committee must inform the candidate of all pertinent issues discussed that led to its decision.

6.6.10
Personal Interview

The purpose of the candidate's personal interview with the Committee on Tenure, Promotion, and Leaves is to clarify for the Committee any issues or questions raised by information in the candidate's review materials. The candidate should be prepared to summarize her or his intentions, goals, and potential contributions as a professor at Augsburg College. This is an opportunity for the Committee members who have not yet met the candidate to have direct contact, putting a personal face on "the file," and for the candidate to bring to the Committee's attention anything the Committee should know before rendering their decision.  The purview of the Committee is not limited except by the provisions of this Faculty Handbook and other pertinent legal guidelines, and questions asked of the candidate must be tailored to the candidate's individual Third Year Review.  Standards of professional courtesy and mutual respect apply. In most cases, unless the Committee needs more information, the personal interview is the final step in Third Year Review, and is completed by the date specified in 6.2.5 Timelines for Review. 

6.6.11
Decision Procedure and Schedule
By the date specified in 6.2.5 Timelines for Review, the Committee recommends to the Dean whether or not the candidate has successfully passed Third Year Review at Augsburg College.  The Dean's Office will notify each candidate when his/her letter of decision from TPL is available. All candidates will be notified no later than the date specified in 6.2.5 Timelines for Review. The time schedule for appeals begins when the Dean's Office notifies the candidate, not when the candidate receives the letter. The Dean forwards this recommendation to the President for his/her approval by the date specified in 6.2.5 Timelines for Review.

6.6.12
Notification
The Dean's Office will notify each candidate when his/her letter is available. The time schedule for any appeals begins when the Dean's Office notifies the candidate, not when the candidate receives the letter. The candidate may request a written “Statement of Subjects Discussed” for the Committee’s recommendation to the President. (See 15.6 for procedures governing the issuance of this “Statement.”)

6.6.13 Appellate Procedure

In the event of a negative recommendation, the appeal process is as follows:

a. The candidate may request in writing a summary of the subjects discussed for negative recommendation from TPL no later than the date specified in 6.2.5 Timelines for Review.

b. The candidate may request reconsideration by TPL no later than the date specified in 6.2.5 Timelines for Review.

c. TPL will resubmit its recommendation to the Dean by the date specified in 6.2.5 Timelines for Review.

If TPL does not agree to reconsider its recommendation concerning the candidate’s third year review or the reconsideration is also negative, then the candidate may choose to follow the College grievance procedures (See Section 15.7 of this Faculty Handbook).

6.6.14 Implications

Successfully completing third year review does not change the faculty member’s 

probationary status in the College. However, it does confer new rights and 

responsibilities. The faculty member is expected to have a more active role in the 

activities of the Department and in the College.

A negative Third Year Review results in a terminal one year non-renewable contract for 

the next academic year.

6.7 
Tenure Review

Tenure review is the process through which faculty attain tenure at the College.  Usually, candidates who are granted tenure are automatically conferred promotion to associate professor (See Section 6.8.3 for promotion criteria).

6.7.1
AAUP Statement on Academic Freedom and Tenure
The following is the American Association of University Professors statement concerning Academic Freedom and Tenure.

The purpose of this statement is to promote public understanding and support 

of academic freedom and tenure and agreement upon procedures to ensure them 

in colleges and universities. Institutions of higher education are conducted for 

the common good and not to further the interest of either the individual teacher 

or the institution as a whole. The common good depends upon the free search 

for truth and its free exposition.

Academic freedom is essential to these purposes and applies to both teaching 

and research. Freedom in research is fundamental to the advancement of truth. Academic freedom in its teaching aspect is fundamental for the protection of 

the rights of the teacher in teaching and of the student to freedom in learning. 

It carries with it duties correlative with rights.

Tenure is a means to certain ends; specifically: (1) freedom of teaching and 

research and extramural activities, and (2) a sufficient degree of economic 

security to make the profession attractive to men and women of ability. 

Freedom and economic security, hence, tenure, are indispensable to the 

success of an institution in fulfilling its obligations to its students and to 

society.

ACADEMIC FREEDOM

a. Teachers are entitled to full freedom in research and in the publication of the results, subject to the adequate performance of their other academic duties, but research for pecuniary return should be based upon an understanding with the authorities of the institution.

b. Teachers are entitled to freedom in the classroom in discussing their subject, but they should be careful not to introduce into their teaching controversial matter which has no relation to their subject. Limitations of academic freedom because of religious or other aims of the institution should be clearly stated in writing at the time of the appointment.

c. College and university teachers are citizens, members of a learned profession, and officers of an educational institution. When they speak or write as citizens, they should be free from institutional censorship or discipline, but their special position in the community imposes special obligations. As scholars and educational officers, they should remember that the public may judge their profession and their institution by their utterances. Hence they should at all times be accurate, should exercise appropriate restraint, should show respect for the opinions of others, and should make every effort to indicate that they are not speaking for the institution.

ACADEMIC TENURE

After the expiration of the probationary period, teachers or investigators should have permanent or continuous tenure, and their service should be terminated only for adequate cause, except in the case of retirement for age, or under extraordinary circumstances because of financial exigencies.

In the interpretation of this principle it is understood that the following represents acceptable academic practice:

a. The precise terms and conditions of every appointment should be stated in writing and be in the possession of both institution and teacher before the appointment is consummated.

b. Beginning with appointment to the rank of full-time instructor or a higher rank, the probationary period should not exceed seven years, including within this period full-time service in all institutions of higher education; but subject to the proviso that when, after a term of probationary service of more than three years in one or more institutions, a teacher is called to another institution, it may be agreed in writing that the new appointment is for a probationary period of no more than four years, even though there by the person’s total probationary period in the academic profession is extended beyond the normal maximum of seven years. Notice should be given at least one year prior to the expiration of the probationary period if the teacher is not to be continued in service after the expiration of that period.

c. During the probationary period a teacher should have the academic freedom that all other members of the faculty have.

d. Termination for cause of a continuous appointment, or the dismissal for cause of a teacher previous to the expiration of a term appointment, should, if possible, be considered by both a faculty committee and the governing board of the institution. In all cases where the facts are in dispute, the accused teacher should be informed before the hearing in writing of the charges and should have the opportunity to be heard in his or  her own defense by all bodies that pass judgement upon the case. The teacher should be permitted to be accompanied by an advisor of his or her own choosing who may act as counsel. There should be a full stenographic record of the hearing available to the parties concerned. In the hearing of charges of incompetence the testimony should include that of teachers and other scholars, either from the teacher’s own or from other institutions. Teachers on continuous appointments who are dismissed for reasons not involving moral turpitude should receive their salaries for a least a year from the date of notification of dismissal whether or not they are continued in their duties at the institution.

e. Termination of a continuous appointment because of financial exigency should be demonstrably bona fide.

6.7.2
Decision Authority
Tenure Review is performed by the Committee on Tenure, Promotion and Leaves.  This Committee advises the President concerning the granting of tenure to individuals.  However, the Committee’s recommendation is not binding on the President or the Board of Regents.

6.7.3 
Schedule

Documents to be reviewed by the Department are submitted to the Department Chair by the date specified in 6.2.5 Timelines for Review during the sixth year of appointment. Documents for Department Review shall include the factual sections a, d, e and g of the candidates Annual Review Reports (see section 6.5.2 on content) and documentation listed in 6.7.6. The Dean's Office will make available the student evaluations. The candidate will make available the factual aspects of their Annual Review Reports, sections a, d, e and g.  These documents are available for review by department faculty via the department chair by the date specified in 6.2.5 Timelines for Review.  (Note:  If the Department Chair is the Tenure Candidate, the Dean will appoint another faculty member in the Department to direct Tenure Review activities.  If the Tenure Candidate is the Division Chair, the Dean will appoint another faculty member in the Division to represent the faculty beyond the Department.)
6.7.4
Criteria Determining When Tenure Review Occurs
The timing of the Tenure Review is as follows:

a.
Tenure review normally takes place during the sixth year on probationary tenure track for faculty whose initial appointment was at the instructor or assistant professor rank.

b.
For probationary tenure track faculty whose initial appointment was at the rank of associate professor or professor, tenure review normally takes place during the third or second fulltime year respectively.

c.
Early reviews may occur, but any review, early or otherwise, that results in denial of tenure requires that the appointment for the next academic year be considered a final appointment.

d.
Experience applicable to full-time tenure is full-time teaching on probationary tenure track.  Experience applicable to tenure to a part-time position is understood to be at least 50% of full-time teaching.  

e.
At the election of the candidate, the normal tenure schedule may be suspended during any leave which occupies 3/6 FTE or more within one duty year.  Such leaves may include, but are not limited to:  disability, parenting, personal, and family leaves.  Under such circumstances, the College may not allow such a delay to have a negative effect upon the candidate’s consideration for review.  This provision does not apply if the candidate’s leave is of such length that they must be terminated.  Nothing within this or any, provision of the Handbook, alters the requirements of the FMLA or any other Federal or State law.

6.7.5
Categories

The tenure decision is based on both Departmental and College needs. The view of the

Department is critical to this process.  The categories of criteria used by the College for granting of tenure are:

a. educational preparation (See 9.1, Article 1 of the By-Laws of the Faculty Constitution),

b. teaching competence (See Section 6.3.2 to Section 6.3.5 and 9.1, Article 1 of the By-Laws of the Faculty Constitution),

c. productive scholarship (See scholarship definition in Section 6.3.10 to 6.3.14 and standards in Section 6.3),

d. employment history (See 9.1, Article 1 of the By-Laws of the Faculty Constitution),

e. time in rank  (See 9.1, Article 1 of the By-Laws of the Faculty Constitution),

f. other contributions of significance to the College including service (See Section 6.3.6 to Section 6.3.9 and 9.1, Article 1 of the By-Laws of the Faculty Constitution),

g. commitment to the mission and goals of the College (See 9.1, Article 1 of the By-Laws of the Faculty Constitution), and

h. personal qualities (See 9.1, Article 1 of the By-Laws of the Faculty Constitution).

Further details are found in the By-Laws of the Faculty Constitution. (See Sections 9.1)

6.7.6
Documentation 
a.
Primary Documentation

It is the candidate’s responsibility to provide pertinent and appropriate documentation and make a complete case for tenure. Candidates for tenure are given until the date specified in 6.2.5 Timelines for Review to verify their Review File is complete.  The Dean shall make the Candidate’s Review File available to the Committee on Tenure, Promotion and Leaves. Candidates must also submit the following additional information about themselves to the Dean:

1.
The candidate's current curriculum vitae

2.
Progress on the goals and plans set forth in the job description and expectations (see section 6.4.3);  Adjustments to the job description and expectations, and goals for the next three years;  A written document to the TPL committee, evaluating his/her own performance at the College, describing their perception of fit with the department goals and mission, and the College's goals and mission. 

3.
The candidate should request 3 or 4 reference letters from colleagues who have conducted peer evaluations.  These letters are confidential and not shared with the candidate.  Two come from department faculty, one from the Division Chair, and one is optional, that is, left to the candidate’s discretion.  The two members of the candidate’s department who have conducted peer evaluations (See Section 6.2.3) and who have been invited to submit reference letters to TPL must report in their letters on their observations based on the peer evaluations.  If the department does not contain a sufficient number of members to complete these letters, the candidate may request letters from qualified Augsburg College faculty from outside the department who have conducted a peer evaluation of the candidate and who have teaching experience relevant to the subject material.  The Division Chair (even if from the same department) must write a confidential reference letter to TPL, not shared with the candidate, based in part on the chair’s observations of the candidate during peer evaluation.  (Note that peer evaluators should have previously provided the candidate with a written report summarizing their observations.  See Section 6.2.3.)  The candidate may also invite one additional reference letter from any Augsburg College faculty member who has observed classes taught by the candidate.  (Note:  the Department Chairs report on results of their peer evaluations as part of the Department Review Report.)

4.
Candidate's evaluation of their progress on concerns delineated by TPL during Third Year Review.

5.
A written document to the TPL committee, evaluating her/his own performance at the College, and describing their perception of fit with the department goals and mission, and the College’s goals and mission. 

b.
Additional documentation

The Candidate requests letters from:

1.
one Augsburg College faculty member from outside the candidate's department with whom the candidate has worked in a professional capacity.

2.
a former student of the candidate who has already graduated from Augsburg.

3.
one additional reference letter may be requested from anyone else with whom the candidate has associated in a professional capacity within or outside Augsburg.

In very qualified cases such as small department size or a small number of tenured faculty in the department, the Dean may request non-tenured faculty members of the Department past Third Year Review join the Department Committee (see section 6.7.7).

The Candidate will inform the Dean of the potential letter writers by the date specified in 6.2.5 Timelines for Review.  If there is a problem with the reference letter writer(s) selections, the Dean will notify the Candidate by the date specified in 6.2.5 Timelines for Review.  All of this additional documentation must also be submitted to the Office of the Dean no later than the date specified in 6.2.5 Timelines for Review.



6.7.7
Department Review
The Department Chair, or designee appointed by the Dean if the Department Chair is the Tenure Candidate, will convene a Departmental Committee meeting consisting of the tenured faculty members of the candidate’s department and the Division Chair to conduct a formal review with the faculty member no later than the date specified in 6.2.5 Timelines for Review. If the Division chair is in the candidate’s department, the Faculty Senate will choose another tenured professor in the division to fill this role. The candidate will be present at the start of the departmental review meeting to answer questions and concerns of the Departmental Committee. Then the candidate will be excused and the Departmental Committee will discuss the candidate’s qualifications as they apply to the different criteria for granting tenure (see 6.7.5). This Committee, excluding the Division Chair, will vote on whether or not to recommend the candidate for tenure.  (Note:  the Division Chair’s role is to represent the faculty beyond the Department and to offer guidance as needed.  As such, the Division Chair attends the meeting, but does not chair it, and counts the votes.)

6.7.8
Department Report
The Department will submit a single written report supporting their recommendation concerning tenure to TPL. This report should address strengths, weaknesses, and areas for future improvement and development. This report should include the following areas:

a. Assessment by the Department of the new faculty member’s teaching activities including his/her syllabi; results from students’ evaluations and teaching evaluations of courses taught by the new faculty member.

b. scholarship, including departmental definition or standards of scholarship significantly different from handbook definition given in section  6.3.10-14;

c. service to the College;

d. personal qualities and fit with the department and the College.

e. Any additional assistance, support or information for the new faculty member if needed.

It is the responsibility of the Department Chair, or designee appointed by the Dean if the Department Chair is the Tenure Candidate, to write this report and submit it to TPL by the date specified in 6.2.5 Timelines for Review. In addition, all tenured faculty members must sign the report testifying to its accuracy and they may add comments to it. A minority report by those tenured departmental faculty members who disagree with the Department Report, may also be written and submitted to TPL by the date specified in 6.2.5 Timelines for Review. This Department Report becomes a permanent part of the candidate's Review File and is confidential to TPL.

6.7.9
Confidentiality of Reference Letters and Reports
All of these reference letters and reports to TPL are confidential, and the candidate permanently waives his/her right to review them.

Faculty members are discouraged from sharing the reference letters they have written to TPL with anyone outside of TPL. Candidates are discouraged from asking about the contents of the reference letters.

While maintaining the confidentiality of these reference letters and other statements, the TPL committee must inform the candidate of all pertinent issues discussed that led to its decision.

6.7.10
Personal Interview
The purpose of the candidate's personal interview with the Committee on Tenure, Promotion, and Leaves is to clarify for the Committee any issues or questions raised by information in the candidate's tenure review materials. The candidate should be prepared to summarize her or his intentions, goals, and potential contributions as a professor at Augsburg College. This is an opportunity for the Committee members who have not yet met the candidate to have direct contact, putting a personal face on "the file," and for the candidate to bring to the Committee's attention anything the Committee should know before rendering their decision.  The purview of the Committee is not limited except by the provisions of this Faculty Handbook and other pertinent legal guidelines, and questions asked of the candidate must be tailored to the candidate's individual tenure review.  Standards of professional courtesy and mutual respect apply. In most cases, unless the Committee needs more information, the personal interview is the final step in Tenure Review. The personal interview for Tenure Review will be conducted by the date specified in 6.2.5 Timelines for Review.
6.7.11
Decision Procedures and Schedule
The Committee recommends to the Dean whether or not the candidate is approved for tenure to Augsburg College.  The Dean forwards this recommendation to the President for his/her approval.

The TPL Committee will forward its recommendation to the Dean, who will notify the 

candidate in writing of this TPL recommendation no later than the date specified in 6.2.5 Timelines for Review. The Dean's 

Office will notify each candidate when his/her letter is available. All candidates will be 

notified no later than the date specified in 6.2.5 Timelines for Review. The time schedule for any appeals begins when the 

Dean's Office notifies the candidate, not when the candidate receives the letter. The Dean 

will forward the TPL recommendation to the President by the date specified in 6.2.5 Timelines for Review. 

The President will forward his or her recommendation to the Board of Regents to be ratified at the next regular meeting of the Board. The candidate will be notified in writing of the Board's decision no later than the date specified in 6.2.5 Timelines for Review.

6.7.12
Notification

The Dean's Office will notify each candidate when his/her letter is available. The time schedule for any appeals begins when the Dean's Office notifies the candidate, not when the candidate receives the letter. The candidate may request a written “Statement of Subjects Discussed” for the Committee’s recommendation to the President. (See 15.6 for procedures governing the issuance of this “Statement.”)

Faculty Contracts for candidates under tenure and promotion review will not be issued until after the Board of Regents has ratified the recommendations.

6.7.13
Appellate Procedure
In the event of a negative recommendation, the appeal process is as follows:

a. The candidate may request in writing a summary of the subjects discussed for negative recommendation from TPL no later than the date specified in 6.2.5 Timelines for Review.

b. The candidate may request reconsideration by TPL no later than the date specified in 6.2.5 Timelines for Review.

c. TPL will resubmit its recommendation to the Dean by the date specified in 6.2.5 Timelines for Review.

d. If TPL does not agree to reconsider its recommendation concerning the candidate’s tenure or the reconsideration is also negative, then the candidate may choose to follow the College grievance procedures. (See section 15.7 of this Faculty Handbook.)

6.7.14
Implications of Negative Recommendation
The candidate who has been denied tenure retains the right to a one-year terminal non-

renewable contract for the next academic year.

6.8

Promotion.

Usually, candidates who are granted tenure are automatically conferred promotion to associate professor (see section 6.7). Promotions at times other than tenure follow procedures outlined here.

6.8.1
Authority

The Committee on Tenure, Promotion, and Academic Leaves (TPL) of the Augsburg College faculty advises the President concerning granting promotions to individuals. The President then advises the Board of Regents, which has the sole authority to grant promotions.

6.8.2
Nomination Procedures

After consultation with all the members of the department individually or as a group, department chairs nominate members of their department and forward nominations to the Dean by the date specified in 6.2.5 Timelines for Review. A copy of the nomination letter must be sent to the appropriate division chair.

Nomination of a department chair is made by the Division Chair or the Dean of the College by the date specified in 6.2.5 Timelines for Review. Nomination of a division chair is made by other division chairs or the Dean of the College by the date specified in 6.2.5 Timelines for Review. Faculty members may not nominate themselves. All nomination shall be in writing in the form of a letter of recommendation to the Dean and the TPL Committee. The Department or Division Chair making the nomination shall inform candidates that they have been nominated for promotion.

Faculty members who believe that they have been overlooked in the above process may appeal to the Dean of the College by the date specified in 6.2.5 Timelines for Review and request that they be nominated for promotion. In the absence of the Dean, they may appeal to the division chairs. If such appeal is made, the Dean or division chairs may grant or deny the request for nomination for promotion. If granted, the nomination is forwarded in writing to the TPL Committee by the date specified in 6.2.5 Timelines for Review.

6.8.3  Documents to be Reviewed by the Department

Documents to be reviewed by the Department are submitted to the Department Chair by the date specified in 6.2.5 Timelines for Review of the year of nomination.  Documents for Department Review shall include the factual sections a, d, e and g of the candidates Annual Review Reports (see section 6.5.2 on content) and documentation listed in 6.7.6.  The Dean’s Office will make available the student evaluations.  The candidate will make available the factual aspects of the Annual Review Reports, sections a, d, e and g.  (Note:  If the Department Chair is the Promotion Candidate, the Dean shall appoint another faculty member in the Department to direct Promotion Review activities.)

6.8.4
Categories

The categories of criteria for granting promotion are:

a. educational preparation (See Section 9.1, Article 1 of the By-Laws of the Faculty Constitution),

b. teaching competence (See Section 6.3.2 to Section 6.3.5 and Section 9.1, Article 1 of the By-Laws of the Faculty Constitution),

c. productive scholarship (See scholarship definition in Section 6.3.10 to 6.3.14 and standards in Section 6.3),

d. employment history,

e. time in rank (See Section 9.1, Article 1 of the By-Laws of the Faculty Constitution),

f. other contributions of significance to the College including service (See Section 6.3.6 to Section 6.3.9 and Section 9.1, Article 1 of the By-Laws of the Faculty Constitution),

g. commitment to the mission and goals of the College (See Section 9.1, Article 1 of the By-Laws of the Faculty Constitution), and

h. personal qualities (See Section 9.1, Article 1 of the By-Laws of the Faculty Constitution).

6.8.5
Documentation

a.  Primary Documentation

      It is the candidate’s responsibility to provide pertinent and appropriate documentation and makae a complete case for promotion.  Candidates for promotion are given until the date specified in 6.2.5 Timelines for Review to verify that their Review File is complete.  The Dean shall make the Candidate’s Review File available to the Committee on Tenure, Promotion and Leaves.  Candidates must also submit the following additional information about themselves to the Dean:


1.  The candidate’s current curriculum vitae

2.  Progress on the goals and plans set forth in the job description and expectations (see section 6.4.3); Adjustments to the job description and expectations, and goals for the next three years; A written document to the TPL committee, evaluating his/her own performance at the College, describing his/her perception of fit with the department goals and mission, and the College’s goals and mission.

3.  The candidate should request 3 or 4 reference letters from colleagues who have conducted peer evaluations.  These letters are confidential and not shared with the candidate.  Two come from department faculty, one from the Division Chair, and one is optional, that is, left to the candidate’s discretion.  The two members of the candidate’s department who have conducted peer evaluations (See Section 6.2.3) and who have been invited to submit reference letters to TPL must report in their letters on their observations based on the peer evaluations.  If the department does not contain a sufficient number of members to complete these letters, the candidate may request letters from qualified Augsburg College faculty from outside the department who have conducted a peer evaluation of the candidate and who have teaching experience relevant to the subject material.  The Division Chair (even if from the same department) must write a confidential reference letter to TPL, not shared with the candidate, based in part on the chair’s observations of the candidate during peer evaluation.  (Note that peer evaluators should have previously provided the candidate with a written report summarizing their observations.  See Section 6.2.3.)  The candidate may also invite one additional reference letter from any Augsburg College faculty member who has observed classes taught by the candidate.  (Note:  the Department Chairs report on results of their peer evaluations as part of the Department Review Report.)

4.  A written document to the TPL Committee, evaluating her/his own performance at the College, and describing her/his own perception of fit with the department goals and mission, and the College’s goals and mission.

b. Additional Documentation

The Candidate requests reference letters from:

1.  one Augsburg College faculty member from outside the candidate’s department with whom the Candidate has worked in a professional capacity,

2.  one additional reference letter may be requested from anyone else with whom the Candidate has associated in a professional capacity within or outside Augsburg.

In very qualified cases, such as small department size or a small number of tenured faculty in the department, the Dean may request non-tenured faculty members of the Department past Third Year Review join the Department Committee (see section 6.7.7).

The Candidate will inform the Dean of the potential letter writers by the date specified in 6.2.5 Timelines for Review.  If there is a problem with the reference letter writer(s) selections, the Dean will notify the Candidate by the date specified in 6.2.5 Timelines for Review.  All of this additional documentation must also be submitted to the Office of the Dean no later than the date specified in 6.2.5 Timelines for Review.

Candidates are responsible for updating their review files.  Failure to do so or to submit the information requested above will result in denial of promotion.

The Dean of the College shall provide to TPL a copy of the candidate’s Review File (See Section 6.5.2).

6.8.6
Department Review
The Department Chair, or designee appointed by the Dean if the Department Chair is the Tenure Candidate, will convene a Departmental Committee meeting consisting of the tenured faculty lmembers of the candidate’s department and the Division Chair to conduct a formal review with the faculty member no later than the date specified in 6.2.5 Timelines for Review.  If the Division Chair is in the candidate’s department, the Faculty Senate will choose another tenured professor in the division to fill this role.  The candidate will be present at the start of the departmental review meeting to answer questions and concerns of the Departmental Committee.  Then the candidate will be excused and the Departmental Committee will discuss the candidate’s qualifications as they apply to the different criteria for granting promotion (See 6.8.4).  They will vote on whether or not to recommend the candidate for promotion.

6.8.7
Department Report
The Department will submit a single written report supporting their recommendation concerning promotion to TPL.  This report should address strengths, weaknesses, and areas for future improvement and development.  This report should include the following areas:

a. Assessment by the Department of the faculty member’s teaching activities including his/her syllabi; results from students’ evaluations and teaching evaluations of courses taught by the new faculty member;

b. Scholarship, including any departmental scholarship standards or definitions significantly different from handbook definition given in section 6.3.10-14;

c. Service to the College;

d. Personal qualities and fit with the department and the College;

e. Any additional assistance, support or information for the new faculty member if needed.

It is the responsibility of the Department Chair, or designee appointed by the Dean if the Department Chair is the Promotion Candidate, to write this report and submit it to TPL by the date specified in 6.2.5 Timelines for Review.  In addition, all tenured faculty members must sign the report testifying to its accuracy and they may add comments to it.  A minority report, by those tenured departmental faculty members who disagree with the Departmental Report, may also be written and submitted to TPL by the date specified in 6.2.5 Timelines for Review.  Any departmental reports become a permanent part of the candidate’s Review File and are confidential to TPL.

6.8.8
Confidentiality of Review Letters and Reports 

All of these reference letters and reports to TPL are confidential, and the candidate permanently waives his/her right to review them.

Faculty members are discouraged from sharing the reference letters they have written to TPL with anyone outside of TPL.  Candidates are discouraged from asking about the contents of the reference letters.

While maintaining the confidentiality of these reference letters and other statements, the TPL Committee must inform the candidate of all pertinent issues discussed that led to its decision.

6.8.9  Personal Interview

The purpose of the candidate’s personal interview with the Committee on Tenure, Promotion, and Leaves is to clarify for the Committee any issues or questions raised by information in the candidate’s promotion review materials.  The candidate should be prepared to summarize her or his intentions, goals, and potential contributions as a professor at Augsburg College.  This is an opportunity for the Committee members who have not yet met the candidate to have direct contact, putting a personal face on “the file,” and for the candidate to bring to the Committee’s attention anything the Committee should know before rendering its decision.  The purview of the Committee is not limited except by the provisions of this Faculty Handbook and other pertinent legal guidelines, and questions asked of the candidate must be tailored to the candidate’s individual promotion review.  Standards of professional courtesy and mutual respect apply.  In most cases, unless the Committee needs more information, the personal interview is the final step in Promotion Review.  The personal interview for Promotion Review will be conducted by the date specified in 6.2.5 Timelines for Review.

6.8.10
Decision Procedures and Schedule
The TPL Committee recommends to the Dean whether or not the candidate is approved for promotion to Augsburg College.  The Dean forwards this recommendation to the President for his/her approval.

The TPL Committee will forward its recommendation to the Dean, who will notify the candidate in writing of this TPL recommendation no later than the date specified in 6.2.5 Timelines for Review.  The Dean’s Office will notify each candidate when his/her letter is available.  All candidates will be notified, and the Dean will forward the TPL recommendation to the President no later than the week before the January meeting of the Board of Regents.  The President will forward his/her recommendation to the Board of Regents to be ratified at the next regular meeting of the Board.

Candidates may not appeal denial of promotion.  Candidates may request a list of subjects discussed.

6.9 
Post-Tenure Review

The College expects tenured faculty will continue to actively pursue excellence in teaching, scholarship and service at the College as part of professional behavior standards.  The purpose of post tenure review is largely formative in nature, assisting the faculty member's professional development and performance at the College.  If concerns arise regarding a faculty member's performance, the Academic Dean will suggest appropriate remediation.  If initial remediation is inadequate, the Dean may pursue additional remediation or corrective action  (see Dismissal for Cause, Section 9.1.5).  Thus, a largely formative review may have summative consequences, if warranted.

6.9.1 
Structure of PTR

Each tenured faculty member will submit an Annual Review Report to the Dean, as required by this handbook (see section 6.5).  The non-reflective portions of the Annual Review Report, sections a, d, g and e, will be distributed by the Dean's office to the faculty member's Department Chair and Division Chair, and placed in the faculty member's Review File (maintained by the Dean's office).  The reflective portion of the Annual Review Report is reduced; tenured faculty should reduce the amount of written self-assessment concerning teaching, student evaluations, and committee/non-teaching assignments, especially if these are similar to years past, to no more than one page total.

The Academic Dean will read the Annual Review Reports, including the reflective portions.  The Dean will make brief written comments where appropriate, thereby providing annual feedback to the individual faculty members.  The reflective portion of the Annual Review Report is not placed in the faculty member's Review File.

In the seventh year following tenure, and at seven year intervals thereafter, the faculty member will submit a cumulative Seven-Year Report to the Dean in place of the usual Annual Review Report.  This Seven-Year Report will summarize the non-reflective portions of the Annual Review Report (see section 6.5), noting any major changes or trends in the data.  The Seven-Year Report will also include a reflective self-assessment of two to four pages, addressing:

a. major issues and accomplishments in teaching and learning over the past seven years;

b. major issues and accomplishments in research, scholarship or professional development;

c. contributions to the College via service on committees and other non-teaching assignments.

This self-assessment requires a thoughtful effort and candid reflection on seven years' work.  It is not intended to be onerous, but rather a natural extension of the Annual Review Report and the faculty member's professionalism. The report is due in the Dean's office on the same time schedule as the Annual Review Report.

Subsequent to the Seven-Year Report, each tenured faculty member will have a thirty minute conference with the Academic Dean to review the non-reflective portions of the past seven years' Annual Review Reports, and to discuss the reflections as a professional development tool.  The timing of the conference should be after the Seven-Year Report has been read by the Dean, at a time mutually beneficial to the Dean and the faculty member, ideally over the summer or early in the fall following the Seven-Year Report's completion.

The clock for the Seven-Year Report and conference would restart following any promotion in rank, so that faculty members would not be reviewed again for seven years following a thorough review by the Committee on TPL.

6.10
Academic Leaves of Absence, General Statement

During academic leaves or sabbatical leaves, a faculty member suspends usual teaching and service activities at the College in order to pursue study or research that will benefit the College and assist professional development of the faculty member. Study or research may be in the faculty member's field of expertise or in a related area. The leave should provide the faculty member with the opportunity to produce reputable work in the chosen field free from the constraints of the academic calendar. [Sabbaticals are normally granted to individual faculty no more than once every seven years of service.]

6.10.1
Programs.


The leave of absence policy of the College includes two separate programs:

a.
The Board of Regents has specified that at least two leaves of absence per 

year be granted to the faculty. The amount of the study grant awarded for 

these leaves has been determined by the Board of Regents. If the leave of 

absence is taken for a full year, the recipient will receive 3/6 of his/her 

salary and is not required to teach any other courses. If the leave of absence 

is taken for one semester, the recipient will receive his/her full salary 

(6/6) but will be required to teach 3 courses in the semester in which they 

are not on leave.

(The term “salary” as used above, refers to the assigned salary faculty members on leave would have received if they have not been on leave, i.e. for the year in which the leave of absence is taken.)

b.
In addition to leaves of absence granted under (1) above, the College may also budget funds, as available, to support an indefinite number of other leaves. The amount of the study grant for these leaves is not fixed, and varies according to the number of applications and the amount of funds available for this purpose.

6.10.2
Academic Leave without Study Grant

Faculty members, whether tenured or not, may apply for leaves of absence without applying for study grants. If faculty members who are not tenured and have not yet passed third year review are granted leaves of absence without study grants, the College may or may not agree to hold their positions on the faculty open for their return. Such leaves of absence may be granted without prior review and recommendation by the Committee on Tenure, Promotion and Leaves. Faculty who have successfully passed third year review, and tenured faculty shall have their positions on the faculty open for them for one year.

6.10.3
Authority

The Committee on Tenure, Promotion and Leaves advises the President concerning granting of leaves of absence with study grants. The President then advises the Board of Regents which has the sole authority to grant leaves.

6.10.4
Leaves of  Absence Rationale

The purpose of the Leaves of Absence Program is primarily to benefit the programs of the College.

The functions of the College’s Leaves of Absence Program is:

a. To provide opportunities for further professional growth for research, preparation of teaching materials and publication.

b. To provide an opportunity for becoming acquainted with new developments in academic fields.

c. To improve the professional competence of the faculty at the post-doctoral level (or other appropriate terminal degree) in a related field of the faculty member’s specialty.

6.10.5
Policy Statements on Academic Leaves
The following policy statements, therefore, are intended to reflect a concern for both the individual and the College.

a. Requests for leave of absence for the purpose of post-doctoral research, publication, scholarship, professional development and reflection will be given the highest priority attention.

b. Requests for leave of absence for study toward the doctorate or other appropriate terminal degree, while justifiable perhaps in individual cases, will receive lower priority. These requests are expected to diminish over time.

c. Any request for paid leave of absence must clearly specify the potential benefit to the educational program of the College of the proposed project.

d. The college may, on occasion, invite applications for leave of absence for specified purposes, e.g., the investigation of possible avenues of faculty development.

6.10.6
Applications, Documentation, and Letters of Reference

Applicants for academic leaves of absence shall submit a file to the TPL for consideration.  That file shall contain adequate evidence in support of the leave, including the following items:

a. the Application for Leave of Absence, and the Application for Study Grant forms.

These application forms are available from the office of the Dean of the College.  The application forms ask for an explanation of the project or use of the leave; description of expected benefits to personal professional growth; and description of expected impact this growth will have on the applicant's department and on the College as a whole. The candidate shall address the rationale for the leave (see Section 6.10.4). Candidates are also expected to identify other sources of financial support for their study that they explored and explain why those sources are not available.

b. the applicant's current curriculum vitae.

c. copies of the applicant's review file (provided by the Dean's Office).

d. a letter of reference requested by the applicant from a faculty member most qualified to evaluate the applicant's proposed use of leave.

e. a letter of reference from the applicant's department chair.  In the event that the applicant is a department chair, the Division Chair will submit a reference letter.

The Applications for Leaves of Absence and Study Grants must be received by the Dean's office by the date specified in 6.2.5 Timelines for Review.  The applicant's file must be complete by the date specified in 6.2.5 Timelines for Review. Failure to do so will result in denial of leave.

6.10.7
Committee on Tenure, Promotion and Leaves Recommendation

The Committee submits its recommendation for leaves to the Dean by the date specified in 6.2.5 Timelines for Review. The Dean's Office will notify each candidate when his/her letter of decision from TPL is available, no later than the date specified in 6.2.5 Timelines for Review. The Board of Regents approves Leaves at its January meeting.  

Candidates may not appeal a denial of sabbatical leave, but may request reconsideration for a subsequent year. In such a case, TPL will provide a rationale for the negative decision and recommendations for possible changes to the proposal.  Applicants are encouraged to use this information to reapply for a leave in the next academic year.

6.10.8
Status of Benefits

For full time faculty (0.75  FTEs or 4.5/6 or greater), full benefits are maintained by the college while the faculty member is on leave.

6.10.9  Faculty Obligations

Acceptance of a study grant from the College implies agreement on the part of the recipient to return to the faculty of the College for at least one year following termination of the leave of absence. In case the recipient does not return to the faculty of the College during the year immediately following termination of the leave of absence, the amount of the study grant becomes a loan agreement signed by the faculty member at the time the grant is awarded, to be repaid to the College on a scale acceptable to the College and at an interest rate equal to the rate paid by the College on its current bank obligations. This loan is forgiven at the end of the first year of full time employment following the period of the study grant.

Upon return to the College following the leave of absence with a study grant from the College, the faculty member will submit a written report of leave of absence activity to the Dean of the College and the Committee on Tenure, Promotion and Leaves, and will, if requested, give an oral report of this leave activity to the entire faculty.

Faculty members on leave of absence are encouraged to discontinue service on any and all standing or ad hoc committees during their leave of absence.

6.11  Reviews of Non-tenure Track Faculty

Please see section 6.1.1 of this handbook for definitions and policies pertaining to non-tenure track appointments.  Normally, non-tenure track appointments are renewed for no more than five consecutive academic years.  Non-tenure track appointments have no expectation of a contract for the following year.  All non-tenure track faculty will be reviewed on a periodic basis.

As part of formative review, Annual Review Reports are required each year for all faculty teaching 4 or more FTE’s per year (see section 6.5).  The non-tenure track faculty will participate in the annual departmental meeting held each spring, as outlined in Section 6.5.4.  This is an informational meeting for the sharing of teaching innovations and experiences.

The Department Chair, in conjunction with all full-time departmental faculty members who have passed Third Year Review, shall conduct a formal review annually of all non-tenure track faculty teaching 4 or more FTE per year.  The non-tenured members of the department (both tenure track and non-tenure track) will schedule an individual meeting with the department chair.  For the non-tenure track faculty member, this meeting will evaluate the faculty member’s performance in regard to his/her future employment at the College.  The department chair or the faculty member may ask the Academic Dean to attend this meeting.  The criteria used to evaluate the non-tenure track faculty member are:

1. The Annual Review Report

2. Student Evaluations

3. Peer Evaluations

4. Any other measures of teaching deemed applicable (e.g. course syllabi)

5. Consultation with other department members.

The department chair will submit a written letter to the Dean, evaluating the faculty member’s performance and making a recommendation to the Dean concerning future employment of that faculty member at the College.  A negative recommendation means the candidate’s contract will not be renewed.

NOTE:  Section 6 approved Spring, 2001; Revised Spring, 2002.

