Department of Curriculum and Instruction

PPS for Promotion/Tenure /Reappointment of Faculty

1. The Texas State University-San Marcos policy and procedure on Tenure and Promotion Review is contained in PPS 8.01 and is found on the Academic Affairs website (http://www.txstate.edu/academicaffairs/pps ). The College of Education policy and procedure statement on Promotion, Tenure, and Reappointment of Faculty is based on the University statement and is found on the College of Education website http://www.education.txstate.edu/subpages/policy/polplan.html. 

2. The Department of Curriculum and Instruction policy and procedure statement on Promotion, Tenure, and Reappointment of Faculty is based on the University and College of Education policy and procedure statements. The Department of Curriculum and Instruction policy and procedure statement on Promotion, Tenure, and Reappointment of Faculty is found on the Department of Curriculum and Instruction website. Faculty who are seeking tenure should also consult the University's PPS 8.01 (http://www.txstate.edu/academicaffairs/pps/pps8/8-01.html ) as it outlines the review process that is used in the assessment of faculty for tenure.

3. While the College of Education criteria and procedures for reappointment, promotion, and tenure are presented in general terms, specific criteria and procedures are contained in this PPS for faculty in the Department of Curriculum and Instruction.

DEPARTMENT OF CURRICULUM AND INSTRUCTION EXPECTATIONS TEACHING, SCHOLARLY/CREATIVE ACTIVITY, AND LEADERSHIP/SERVICE

4. Department of Curriculum and Instruction faculty who are reappointed, promoted, or tenured are expected to be teacher-scholars who excel in meeting their full professional responsibilities in teaching, scholarly/creative activity, and leadership/service in accordance with their workload assignment. For purposes of this policy and procedure statement, full professional responsibilities is defined as those specific activities that are assigned by the Department Chair in the creation of each faculty member's annual workload. Therefore, full professional responsibilities cover a one-year time period. It may be assumed that no two faculty will have the same full professional responsibilities in teaching, scholarly/creative activity, and leadership/service during any one academic year.

5a. Faculty performance in the Department of Curriculum and Instruction is evaluated on self-reported documentation of teaching, scholarly/creative activity, and leadership/service. It is the responsibility of each faculty member to provide supporting documentation of convincing evidence, as described in this PPS, for claims in teaching, scholarly/creative activity, and leadership/service, and to present the documentation to the Department Chair by the appointed date(s). It is the responsibility of the Department Chair to communicate to the faculty the date(s) to receive the documentation.

5b. The expectations for faculty performance are presented as performance guides for faculty and for the Department Chair and Personnel Committee. It is the responsibility of each faculty member who seeks reappointment, tenure, and/or promotion to continually seek the advice and counsel of the Department Chair and, when appropriate, the Personnel Committee and/or an assigned mentor.

5c. At the conclusion of each evaluation cycle during the probationary period for tenure, there is an expectation that the Department Chair will provide each tenure-track faculty member written documentation that describes the results of the assessments of the Personnel Committee, Department Chair, and College Dean. The documentation may be one document each from the Department Chair, Personnel Committee, and College Dean or one document that summarizes the evaluations of the Department Chair, Personnel Committee, and College Dean.

5d. Faculty members may be asked by the Department Chair and Personnel Committee to develop a written program of work, which can serve as a guide when seeking reappointment, tenure, and/or promotion (e.g., assistant professor to associate professor, associate professor to professor). A program of work reflects the department's expectations of a faculty member at the academic rank to which the candidate seeks. In consultation with the Department Chair, Personnel Committee and/or mentor, a program of work that is developed by a candidate may better position that person to achieve reappointment, tenure, and/or promotion. Therefore, a program of work typically covers several years spanning the time period between one academic rank and the next academic rank and/or between initial employment and the awarding of tenure.  

5e. Tenure-Track Faculty. The evaluation of a faculty member seeking tenure will include all the candidate's accomplishments but will place most emphasis on the time period from the initial date of appointment to tenure track at Texas State University to the present. 

During the first and second contract years, there is an expectation that tenure track faculty will place excellence in teaching and the development of a scholarly/creative program of work as highest priorities. For teaching, the department expects faculty to demonstrate mastery of subject matter, the ability to communicate effectively with students, the ability to create a classroom conducive to learning, the ability to meaningfully and fairly evaluate student work, and the ability to manage the administrative demands of teaching. During this time also, the faculty member should be developing a research agenda and submitting work for publication in peer-reviewed venues.  A faculty member should devote a limited amount of time to community engagement or professional and university service during the first and second contract years, and this service should relate to academic program work and professional service that enhances the faculty member’s research agenda. In each of these years, the Department Chair and Personnel Committee will seek documented evidence of adequate progress in teaching, scholarship, and service and will provide specific, formative, written feedback to the candidate after the review.
During the third contract year review, the Department Chair and Personnel Committee will seek documented and convincing evidence of satisfactory progress in meeting the criteria for tenure and promotion at this stage of the probationary period. Specifically, they seek convincing evidence of a sustained record of quality teaching and cogent scholarly publication. The third review is considered summative in that the Department Chair and Personnel Committee critically examine the candidate’s progress toward tenure and may vote to Reappointment with Terminal Contract if adequate progress has not been made. Reappointment decisions at the third-year review are based on a comprehensive evaluation by the Department Chair and Personnel Committee of a faculty member's ability and willingness to 

· stimulate students' intellectual curiosity and communicate effectively with students in lectures, laboratories, and conferences;

· provide documentation of assessment of student learning;

· provide current student evaluations showing evidence of high quality teaching along with evidence of students' achievements as revealed by outstanding research projects, noteworthy creative endeavors, awards, honors, etc., as appropriate;

· maintain professional relationships with colleagues;

· provide documentation of major research projects, books or published monographs (if any), published articles, major works, external and internal funding activity, and other significant activities, and peer review of scholarly/creative activity; and

· provide materials showing evidence of the targeted service achievement.

Following the review, the Department Chair and Personnel Committee will provide constructive written feedback to the candidate that will specify what actions the candidate must take to continue or improve progress toward tenure.
During the fourth and fifth contract years, there is an expectation that tenure-track faculty will demonstrate a sustained record of growth and development in research and scholarly/creative activity, and successful teaching and service. Evaluation in each of these years in considered a summative review of progress toward tenure.  Following the review, the Department Chair and Personnel Committee will provide constructive written feedback to the candidate that will specify what actions the candidate must take to continue or improve progress toward tenure.
In the sixth contract year, tenure-track faculty must provide documented and convincing evidence of the development and maintenance of excellence in teaching, of a sustained record of activity in a focused, related line of research and scholarly/creative endeavors, and of meaningful service to the department, college, university, and community. At the end of the sixth year, a faculty member must either be awarded tenure or terminated with one year's notice. 

5f. Promotion. The evaluation of a faculty member seeking promotion will include all the candidate's accomplishments but will place the most emphasis on the time period from the last promotion to the present. Tenure-track faculty who are seeking promotion should follow the expectations identified in 5e. Faculty who are seeking promotion (e.g., associate professor to professor) without consideration for tenure should consult with the Department Chair in developing a program of work that may successfully lead to the awarding of promotion. Faculty will spend a minimum of five years in rank before being eligible for promotion. There is an expectation that faculty seeking promotion will provide documented and convincing evidence of high quality and effective teaching, peer-reviewed scholarly/creative activity, and service that are sustained over a period of time. 

When seeking promotion from associate professor to professor, the department's evaluators will give highest priority to sustained, significant accomplishments in peer-reviewed scholarly publications. In addition, evaluators will expect high quality contributions in service to the university, state, and nation.
5g. Assessments. Faculty who seek reappointment, tenure, and/or promotion expect their evaluators (e.g., Department Chair, Personnel Committee) to base their assessments on professional judgments of documented and convincing evidence of sustained professional achievements as provided by the faculty member. Similarly, it is the responsibility of each faculty member being evaluated to provide documented and convincing evidence of professional achievements in teaching, scholarly/creative activity, and service, as described in this PPS.

5h. Mentors. Faculty who are seeking tenure, promotion, or both are entitled to be assigned a mentor. Typically, the mentor is a tenured faculty member in the department who works with the candidate to build a level of trust, develop a level of understanding and confidence, and provide a perspective on the department, college, and university community. The mentor may be described as a coach who carefully guides the candidate through the challenges of university life and professional growth in one's discipline. The mentor is assigned by the Department Chair in consultation with the faculty member.

TEACHING

6. Excellence in teaching at all instructional levels is an essential criterion for appointment, tenure, and promotion decisions. Every effort shall be made to recognize and emphasize excellence in teaching. The general test to be applied is that the faculty member is engaged regularly and effectively in high quality teaching. Collaboration with colleagues is viewed as a means of enhancing teaching. Evaluation of teaching performance rests primarily on the faculty member's departmental colleagues and the Department Chair. Secondarily, evaluation of teaching rests on regular student evaluations. Specific criteria for the evaluation of teaching are contained in the departmental policies and procedures.

7. Documentation of Criteria for Teaching. Evidence of excellence in teaching and student advisement can be established through careful consideration of productivity and quality indicators as described in sections 8 and 9 below. Materials to be used in these considerations should include the following items: student evaluations and peer ratings of teaching performance; copies of course syllabi; major assignments and examinations; published materials on teaching techniques; letters, awards, and other evidence of teaching. No one type of criteria will be the sole criterion for evaluation of teaching.

8. Productivity. Productivity refers to the efficient application of time and energy to the instructional needs of the department and the college. Examples of documented and convincing evidence include the following:

· Number and nature of courses taught each semester—Reviewers should recognize that some courses such as field-based courses that may place a heavier demand on faculty time and effort than others. That is, doctoral courses may place a heavier demand than masters courses, masters than undergraduate, field-based courses than on-campus courses, online courses than on-campus courses, large classes than smaller classes.

· Number of completed doctoral dissertations and master's theses supervise—Consideration should also be given to the number of doctoral dissertation and master's thesis committees chaired versus those committees on which the candidate has served as a member and on the number of seminar papers directed.

· Number of graduate student advisees—Appropriate consideration should be given to the faculty member's expected or assigned contributions to advising, mentoring, recruitment, retention, and timely graduation of students.

· Number of graduate comprehensive examinations reviewed and graded—As a member of the Exit Committee, a faculty member must regularly engage in the evaluation of graduate student comprehensive examinations.

9. Quality. Teachers who demonstrate excellence in teaching bring the challenge of new and/or stimulating ideas to students. These teachers are instrumental in helping students to increase their critical thinking skills and in motivating them toward independent scholarly/creative activity. Documentation of quality teaching may include:

· developing and/or revising programs, courses, seminars, and assessments; this is defined as a process that warrants College of Education Curriculum Committee action;

· planning courses and lessons that are relevant, well organized and sequenced and that follow accepted practices for excellence in teaching and learning in a university setting;

· providing meaningful and relevant assignments that appropriately reflect the level of the course in design, purpose, and time commitment required to complete assignments;

· using diversity of style and format and a variety of methods in course and lesson organization to enhance student learning;

· using new and appropriate technology to support instruction and enhance student learning;

· participating in course, program, and departmental curriculum planning and development;

· presenting engaging and intellectually challenging instruction appropriate to the discipline;

· maintaining currency, significance, and relevance of course content;

· conducting systematic student evaluations that fairly assess student learning using evaluation methodologies and criteria that appropriately reflect the level of the course (e.g., undergraduate versus graduate); and

· assuring that current scholarly/creative activity is reflected in both the content and pedagogy of instruction.

SCHOLARLY/CREATIVE ACTIVITY

10. Scholarly/creative activities are among the primary functions of the university. A faculty member's contribution will vary from one academic or professional field to another, but the general test to be applied is that the faculty member is engaged consistently and effectively in scholarly/creative activity of quality and distinction. Consistency is the ability to maintain a continued and steady effort to complete research and scholarly/creative work over the evaluation period. Those individuals seeking associate professor rank must show evidence of an emerging line of research. Individuals seeking full professor must maintain a continued and steady line of research and scholarly/creative activity that is focused on a specific and defined area over the evaluation period. Although collaboration with colleagues is viewed as a means of enhancing scholarly/creative activity, single authorship is also valued. Effective collaboration occurs when all parties make a significant contribution to the scholarly/creative activity. For tenure and promotion consideration, the candidate should be first author on many of the publications listed. Invited refereed publications are valued.

11. The Department of Curriculum and Instruction recognizes that faculty scholarly/creative activity enhances teaching and vice versa; therefore, an inclusive view of scholarly/creative activity is held that recognizes the importance of theoretical, applied, and pedagogical activity. Both quantitative and qualitative methods of inquiry are valued. In addition, conceptual or theoretical work is valued, particularly as it contributes to the author's specialized area of study and line of research.

12. Faculty members may publish in many venues; national/international peer-reviewed works will receive greater emphasis when decisions are made related to reappointment, tenure, and promotion. In addition, peer-reviewed works such as those examples provided in Paragraph 14 carry significantly greater weight than non-peer-reviewed works in reappointment, tenure, and promotion decisions.  A record of sustained national/international peer-reviewed publications is expected. The Department of Curriculum and Instruction defines peer review as a process that occurs prior to publication through which academic writing is subjected to the scrutiny of the larger academic community and results in an accept or reject decision. Peer review might consist of the editor of a reputable journal or book publisher assigning an editorial review team to review and rate the quality of a manuscript. The examples provided here are not exhaustive and other methods of peer review are recognized by the department. 

13. Documentation of Criteria for Research and Scholarly/Creative Activity. Publication in selective venues is the primary form of documentation. Given that the quality and distinction of achievements in research and scholarly/creativity are of higher value than the quantity of these works, processes used by the evaluators to make decisions will be based on the professional judgment of the evaluators. It is the responsibility of the faculty member seeking reappointment, promotion, and/or tenure to provide supporting documentation of research and scholarly/creative activity that informs the evaluators.

14. Productivity. The productive scholar is consistently involved in scholarly/creative activity.  Documentation of effectiveness and sustained work in scholarly/creative activity may include and will be considered in this order:

· refereed journal articles published—journal publications are considered in this order: international, national, regional, state

· refereed books or monographs published

· refereed edited books published 

· refereed book chapters published

· refereed monographs published

· refereed proceedings of professional presentations at national/international meetings

· refereed proceedings of professional presentations at state/regional/local meetings

· non-refereed journal articles published in journals that are recognized by the department and program as premier outlets for scholarship/creative activity; journal publications are considered in this order: international, national, regional, state

· non-refereed books or monographs published

· non-refereed edited books published

· non-refereed book chapters published

· non-refereed proceedings of professional presentations at national/international meetings

· non-refereed proceedings of professional presentations at state/regional/local meetings

15. Scholarly/creative activity may also be demonstrated in a variety of other means. Candidates will be credited with achievements in proposal submissions. Internal grants, while important in many ways to faculty goals, will receive less consideration than external grant/contract activity in appointment, tenure, and promotion decisions. These include, but are not limited to the number of

· funded external grant/contract research proposals that support scholarly/creative activity;

· funded external grant/contract proposals that support teaching activity;

· funded external grant/contract proposals that support leadership/service activity;

· funded internal grant/contract research proposals that support scholarly/creative activity;

· funded internal grant/contract proposals that support teaching activity;

· funded internal grant/contract proposals that support leadership/service activity;

· journal editorships;

· juried presentations at national/international meetings;

· serving on a national journal editorial board;

· tests or assessment instruments developed;

· software, multimedia, or other electronic products developed;

· technical reports published;

· juried presentations at state/regional/local meetings;

· serving on a state or regional journal editorial board;

· abstracts and/or proceedings of professional presentations published;

· grant proposal reviews conducted; and

· book reviews published.

16. Quality. The quantity of published material is not sufficient evidence of scholarly/creative activity. The quality of each endeavor must be carefully documented and is oftentimes more important than quantity. Quality refers to the insights, significance, and importance of the work to a degree indicated by its design and rigor. The C&I Personnel Committee will rely on its professional judgment in weighing issues of quality.
17. In the case of all candidates for tenure and promotion, three external evaluations focusing on scholarly/creative activity and professional leadership at the national level will be obtained from appropriate professional peers in the candidate’s field. These external evaluations may not be used as the sole basis for rejection of a candidate but will be used in a holistic sense when making professional judgments about the candidate’s qualifications.

· The Department Chair, the Personnel Committee, and the candidate will generate a list from which external reviewers are selected. The candidate, the Department Chair, and the Personnel Committee will each select one expert in the candidate's area of specialization. The Department Chair will contact the three external reviewers and send them copies of the candidate's scholarly/creative activity. 

· External evaluations will be solicited from persons of national or international repute in the candidate's field.

· Each external reviewer will be asked for a statement regarding his or her acquaintance with the candidate.

· Guidelines for completing the external evaluation will be furnished to each external reviewer for consistency.

· The Department Chair will notify candidates eligible for promotion to Associate Professor or Professor as early as possible, and in all cases, candidate materials will be delivered to the external reviewers at least 30 days prior to the date these external evaluations are needed by the candidate.

· The candidate will provide two or three exemplars of published works with the curriculum vita and other materials sent to the reviewers.

· Each external evaluation received becomes a part of the candidate's portfolio.

· The candidate’s department will determine an appropriate means of recognizing the service provided by the reviewers; for example, a letter acknowledging this service may be sent to the reviewers' department chairs and/or college deans.

LEADERSHIP/SERVICE

18. In addition to demonstrated excellence in teaching and scholarly/creative activity, candidates for appointment, tenure, and promotion must demonstrate a commitment to the university and their professions through participation in leadership/service activities. Such participation may take several different forms: leadership/service to the university; leadership/service to the college; leadership/service to the department; and leadership/service to the profession or to higher education in general.

19. Faculty members are expected to participate in the conduct of their department, college, and university; in appropriate professional organizations in their field; and in professional leadership/service to schools, colleges, universities, and other agencies in the community. Evidence of superior leadership/service may be established through careful consideration in the areas of productivity and quality. While leadership/service activity is expected of each faculty member, leadership/service shall not substitute for expectations in teaching or in scholarly/creative activity.

20. Establishing a record of excellence in teaching and scholarly/creative activity demands careful time management by beginning faculty members or those new to the university. Therefore, leadership/service expectations of untenured faculty members will be lower but still expected than those for tenured faculty members.

21. Documentation of excellence in leadership/service. Lists and descriptions of activities, copies of materials produced, e-mail or letters from groups served, and any forms of recognition will be examples of supporting data for excellence in leadership/service.

22. Productivity. Evidence of a faculty member's productivity is manifested by the extent of participation on departmental, college, and university committees; in professional organizations at the local, state, or national levels; in outreach activities related to student settings; and in service to scholarly/creative activity, such as serving as editor, reviewer, consultant, speaker, panel member, and/or serving as a program advisor, and community service outside the university. The level and frequency and stature of participation will be considered.

23. Quality. Leadership/service involves working creatively with others so that professional knowledge has an impact on the schools, colleges, professional organizations, community agencies, and other institutions. The impact of leadership/service on the group served is of critical importance in evaluating quality of leadership/service.

PROCEDURE FOR DOCUMENTATION

24. A complete, accurate, and up-to-date Curriculum Vita presented in the approved Texas State University format shall serve as the primary documentation of excellence in teaching, scholarly/creative activities, and leadership/service activities.

25. The candidate's assigned mentor as appointed by the Department Chair will serve as portfolio advisor for the candidate.

26. A showcase portfolio that contains examples of documentation, as specified in paragraph 27, must accompany the Texas State University Curriculum Vita to display selected works in each of the three areas of teaching, research and scholarly/creative activities, and leadership/service activities. This documentation should be arranged and presented in the order of categories prescribed by the Texas State University Vita form (PPS 8.10, Form 1A or 1B).

27. Documentation supplied in the portfolio should be original documents or clear copies of originals. When summary documentation is provided, such as evaluation data by students, for example, an explanation describing how the data were analyzed should be included. Candidates should include samples of best work and avoid the temptation to document every item in the Curriculum Vita. Large amounts of documentation are difficult to assemble and rarely read.

Sequence of Items in the Portfolio. Items may be organized to suit the candidate’s preference; however, the items should be placed in the portfolio in the following sequence:

·  Fully completed and signed tracking forms appropriate to the action (i.e., appointment, tenure, or promotion)

· Curriculum Vita with an essay on teaching, scholarly/creative activity, and leadership/service attached to the front of the Vita (see next item).

· A three- to five-page, single-spaced essay providing an overview of her/his:

· teaching philosophy and accomplishments

· scholarly/creative activity agenda and accomplishments

· leadership/service agenda and accomplishments

· any unique circumstances, contributions, or potential contributions that should be considered by reviewers

(The candidate may address these four areas sequentially or as part of a holistic essay with interwoven discussions of the four areas. The essay will be included with tracking forms and the applicant’s vita in the file that is reviewed at the department, college and university level.)

· Documentation of productivity in teaching, service, scholarly/creative activity, and leadership/service as described in item 27.

 28. The Department of Curriculum and Instruction adheres to policies for written feedback to tenure-track faculty, deadlines, and reporting procedures as delineated in UPPS 8.01.

Attachment: Suggested Letter Format for External Reviews

Date: _

Reviewer Name and Address

Dear _,

Dr. (Candidate's name), an (Associate) Professor in the Department of Curriculum and Instruction in the College of Education at Texas State University-San Marcos, is being considered for promotion to Professor). We appreciate your help in providing an evaluation of this candidate’s scholarly/creative achievements.

Our criteria for promotion are enclosed for your use. When making your evaluation, please respond to the following items:

# Rank the candidate against other scholars in the same field of study with similar years of experience.

# Comment on the degree of recognition already achieved by the candidate in the discipline, noting any distinctive contributions.

# Evaluate the scope and significance of the candidate’s research and scholarly/creative activity in the discipline.

# Evaluate the candidate’s promise for future growth and likelihood of achieving a similar faculty position and rank at other institutions.

For your convenience, we have enclosed the candidate’s Curriculum Vita, copies of several of the candidate’s scholarly/creative works, and the department’s strategic plan. We appreciate your reply by (date).

Sincerely,

Department Personnel Committee Representative

9-22-2008
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