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Promotion and Tenure in the Department of Agricultural Economics and
Rural Sociology Review Procedures

March 30, 2011

This document explains and updates Department procedures for reviewing the
performance of tenure-track faculty members (Assistant, Associate Professors and
Professors). This document conforms to current University rules, and the latter take
precedence in the event of any changes. The objectives of this policy are (i) to clarify
procedures, expectations and responsibilities for all concerned, and (ii) to engage
senior faculty proactively to assist the Chair in the crucial role of guiding the
professional career review and advancement of Assistant and Associate Professors.
This document replaces and supersedes all previous department statements on review,
tenure and promotion.

Departmental Description

The Department of Agricultural Economics and Rural Sociology is engaged in the scholarship of
research, teaching, extension and service that emphasize specific areas such as farm and
agribusiness management, marketing, international trade, natural resource and environmental
economics, and community and international development. The Department is also engaged in
multidisciplinary research, teaching, extension and service which affect the food system, natural
resources and the environment.

Appointments in the Department are split and usually based on contribution to at least two of the
Department’s mission in research, teaching, extension/outreach and service. Administrative
responsibilities are occasionally assigned to faculty and this will be considered during the
evaluation process. For the most part, a two way appointment is encouraged. However, faculty
evaluation for promotion and tenure will be based on the individual appointment, assignment
negotiated upon hire and adjusted on an annual basis, and agreed upon by the individual and the
department chair. All faculty are, however, expected to participate in the three missions of the
University (research, teaching and extension). Every faculty member, but especially those who have
earned tenure, is expected to participate in Departmental, College and University, professional
group activities.
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Faculty Reviews
Annual Statement of Responsibilities and Expectations

Faculty members are required to develop an outstanding and peer-recognized program to
commensurate with their specific job assignment in teaching, research, and extension/outreach. An
annual statement of faculty responsibilities and expectations mutually agreed upon by the individual
faculty member and the Department Chair will be the basis of the annual evaluation by the
Department Chair. It will serve to update and amend the initial job offer letter.

The College of Agriculture Faculty Activity Report (FAR) and, if needed, supplementary material,
will be used to develop the statement of faculty responsibility and expectations. FAR must be
completed by the candidates by the last day of February and the annual review is to be organized
between the faculty member and the Chair before April 30.

The annual statement of responsibilities and expectations for probationary faculty will be made
available within the department so that all faculty members are aware of the agreed-upon
responsibilities, and that all faculty eligible to vote on tenure and promotion will have the necessary
information available to them when making promotion and tenure decisions. The faculty eligible to
vote on promotion and tenure must judge candidates’ performance against the job offer letter and
the annual statement of responsibility and expectations.

Annual Evaluation by the Department Chair

Annual evaluation will be conducted by the Department Chair. During the annual review process
each faculty member will be responsible for reporting:

Progress made toward goals established by faculty and agreed upon by the chair the
previous year;

Contributions they have made to the mission of the department/unit and to the vision and
priority areas of the College, and

Indicators of quality as well as quantity of accomplishments.

»

The Head/Chair’s responsibility in preparing the written report and the role of the faculty member
being evaluated and his/her acceptance of the report are spelt out in the Auburn University
Handbook :

The department will use the annual faculty reporting form adopted by the College for this
annual evaluation.

! Auburn University Faculty Handbook http://www.auburn.edu/academic/provost/handbook/. Downloaded March 3,
2010.
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Tenure
To earn tenure the candidate must demonstrate willingness and aptitude to participate in the three

missions of the university (research, teaching and extension or outreach). The candidate must show
that his/her continuing service at the university, college and department will improve the long range
goal of the institution by being scholarly active and productive. The individual will also continue to
develop distinguished academic achievement that will serve as a basis of regional, national and
international reputation.

The individual must show collegiality which means that the individual is able to promote in a
cordial manner the goals of the university, college and department. The individual is able to work
with others in interdisciplinary research, teaching and extension or outreach activities.
Interdisciplinary work, public engagement, international activities and initiatives, attention to
questions of diversity, technology transfer, and other special kinds of professional activity by the
candidate should be considered when applicable. The awarding of indefinite tenure presupposes that
the candidate’s record shows strong promise of his or her achieving promotion to professor.

Promotion and Tenure Committee
The Promotion and Tenure Committee (P&T Committee) will assist the Department in the

evaluation of, and provide feedback to, probationary faculty seeking tenure and promotion to
Associate Professors and faculty seeking promotion from Associate Professor to Professor.

The P&T Committee will be elected from among the ranks of full Professors and will have one non-
voting Associate Professor; all faculty holding rank and tenure in the department are eligible to vote
on the composition of the committee. The term of service of the P&T Committee will be three
years. Once constituted, the Committee will choose a Chair and an appropriate process for
staggered rotation of Committee membership. The committee would bring to the attention to the
department any needs for changes in P&T policy when such needs are identified.

Probationary faculty will provide the departmental P& T committee with a performance document
organized according to the University P&T guidelines. This document will contain accumulated
performance for the past years of service as well as current year performance. The candidates are
also encouraged to adopt and utilize measures of assessments (number of citations, acceptance level
of journals, number of hits of the papers and adoption of research methods) that would demonstrate
the innovative aspects of their research program and its contribution to science. The P&T
Committee will assess and provide feedback to candidates regarding their progress towards P&T.
Specifically, the P&T Committee will conduct annual evaluations of probationary faculty and
biennial evaluations of faculty candidates for promotion to full Professor. Evaluations will consider
actual research, teaching, extension, outreach and service appointment of the candidate during the
evaluation period as well as changes that might have occurred due to changes in needs for teaching/
research/service/extension within the department. A copy of the P&T Committee’s report will be
given to the candidate for P&T and the Department Chair and included in the probationary faculty
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member’s personnel file. The evaluation by the P&T committee should be completed no later than
August 31 of each year.

For promotion to the rank of Professor, the committee and the faculty-mentor will assist the
candidate to develop a list of external reviewers of the P&T package. The department head /chair
will discuss the list with the Dean to obtain the Dean’s approval of external referees as per
University P&T guidelines, and will solicit reference letters from five or more external referees.
The department chair/head will also serve as a reviewer of the candidate’s dossier, as per university
guidelines.

The feedback by the P&T committee should not be confused with a decision by the department; its
goal is to guide the candidate toward a successful application for P&T and to assist the Department
in evaluation of candidates for promotion and tenure.

The committee’s feedback and the annual statement of responsibilities and expectations developed
by the candidate and the Department Chair will help inform the Department’s promotion and tenure
decisions. The decision on tenure and promotion will be made by all faculty members eligible to
vote on the tenure and rank based on the University’s Faculty Handbook. Voting procedures will
conform to university requirements as spelled out in the University’s Faculty Handbook.

Mentoring Junior Faculty (below the rank of Full Professor)

During the first year of the probationary period, each junior faculty member will be assigned a
mentor who has a well established, nationally recognized program in research, teaching or
extension. The junior faculty member can choose a different mentor over time. Ideally, the mentor
will not be a member of the department’s P&T Committee. The faculty mentor will be responsible
for informing the junior faculty of expectations, success strategies and potentially collaborative
work. The mentor will be accessible to provide advice on program content and to review
publications to assess the quality and appropriateness for the given consumer (research community,
students, clientele or other appropriate groups). Mentoring by senior faculty will count as part of
faculty’s service appointment. The Appendix provides specific statements on Extension mentoring.

Third-Year Review”

The department will conduct a third year review of all its probationary faculty members as required
in the faculty Hand Book. Prior to the review, the Department Chair shall request a current vita and
any supporting material he/she or the faculty members deem appropriate. The particular focus of
this review is the faculty member's progress toward achieving tenure. The review, therefore, must
address the criteria for tenure set forth in this document. To be maximally useful to the candidate
and the department, the review shall involve all tenured faculty members. In order for it to
accurately reveal the judgment of tenured faculty, it shall conclude with a vote on whether or not, in
the judgment of the tenured faculty, the candidate is making appropriate progress toward tenure and
promotion. The result of the vote shall be announced at the meeting and later communicated to the
person under review. Faculty should understand that this vote is not a commitment to grant or deny

2 Auburn University Faculty Handbook http://www.auburn.edu/academic/provost/handbook/. Downloaded March 3,
2010.
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tenure in the future.

After the third year review vote by the faculty, the Chair will solicit comments from the
departmental P& T Committee and, after consultation with the Dean, will inform the candidate of
the department’s judgment regarding progress towards tenure and promotion. The Department
Chair shall prepare a written report covering the findings of the review, and characterizing the vote.
This report may be consulted by the tenured faculty when the faculty member is a candidate for
tenure and promotion.

If on the basis of the third year review the consensus among faculty, Chair, departmental P&T
committee and Dean that inadequate progress is being made towards promotion and tenure, such
that there is little likelihood of a successful tenure and promotion vote, the candidate may be given a
letter of non-continuation.
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Expectations for Appointment in Research, Teaching, Extension, Outreach and
Service

Research

Research evaluation should be based on productivity, measured in terms of outputs. The general
expectation is that a candidate for Associate Professor with a research appointment would
demonstrate quality of research by publishing in at least one leading journal in his/her field (such as
AJAE, Rural Sociology or equivalent based on the nature of appointment) while a candidate for Full
Professor would have at least a total of two publications of the above stated quality. The general
expectation is that in addition to publication(s) in leading journals, candidates for promotion and
tenure would regularly publish in other peer reviewed journals and contribute to the scholarly
literature through books, book chapters, and other peer reviewed publications such as posters,
conference proceedings and published abstracts. Other research activities, such as the creation of
intellectual property, copyrights, or patents, will also be considered as part of the candidate’s research
portfolio or scholarly works. The research productivity should be commensurate with a candidate’s
research appointment.

The general expectation is that the candidates will develop an innovative program to address
important state, regional, national or international problems within the broad field of applied
economics or rural sociology, as appropriate. Work related to international projects such as field
studies, collaborative research and grant proposals with faculty located overseas, presentations at
major international professional conferences, joint publications are also valuable parts of a faculty’s
research portfolio. Interdisciplinary and multidisciplinary research is recognized as more
challenging and is valued. Other contributions to science as described by the AU Faculty Handbook
will also be considered in the evaluation.

Funded research proposals written by faculty are considered an important element of the scholarly
portfolio with higher weight placed on competitive grants. The dollar value and their source
(competitive or non-competitive) will also be considered. The success rate of grant seeking should
be similar to that of similarly ranked faculty in agricultural economics and rural sociology
departments at comparable universities.

Promotion to Associate Professor

To be promoted to Associate Professor the candidate must demonstrate he/she is able to advance to
the full professor range and that he/she has an emerging stature as regional authority in his/her field
unless the assignments are specifically at the local level. The quality of the individuals” work must
indicate creativity and innovation. The quality and appropriateness of the innovation (publication,
patents or copy-righted materials) outlets should be documented. The overall research portfolio of
candidates for Associate Professor should be comparable to that of previous candidates of the
AERS and those at peer institutions with similar appointments and must demonstrate emerging
regional reputation.

Promotion to Full Professor
The dossier of the candidate for Full Professor should be comparable to previously successful
departmental candidates and candidates at peer institutions and must demonstrate a
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national/international reputation. The individual work should show creativity, innovation and
impact as measured by citations, levels of adoption of results or methods, and other measures of
scholarly contribution. Scholarly contributions also include competitive extramural or non-
extramural funding, invited national and international conferences, books and book chapters
published. Collaboration with scientists within and outside the College and other universities will
also be evaluated according to current practices by peer agricultural economists and rural
sociologists.

The evaluation of research by the P&T Committee and the Department Chair will consider current
lags in review/publication process of various publication outlets and especially during third year
reviews. This information needs to be clearly communicated to department faculty to assist in
making informed decisions grounded in current review/publication trends in applied social science
disciplines.

Teaching

Excellence requires demonstrated high-level accomplishment for most of the following measures of
teaching:
1. Mastery of the subject matter
Continuous growth in subject matter knowledge
Ability to organize and communicate class material with logic, conviction, and enthusiasm
Objectivity
Contributions to curricula or program development
Creativity in course or program development, methods of presentation and incorporation of
new materials and ideas
7. Capacity to enhance students’ awareness of the relationship between subjects studied,
important problems, and other fields of knowledge
8. Advising and directing research by graduate students
9. Advising and directing research by undergraduate students
10. Development of a teaching program with an international reach

SN e

Outputs of teaching effort that will be highly valued include:

1. Instructional products developed, such as those published in journals, textbooks, etc;
pedagogical innovation and international experiences for students or teaching abroad,
especially if adopted by peers
Engaging in complexity as measured by weighted semester credit hours production
Competent advising of graduate students
Competent advising of undergraduate students
Prestigious awards received, grants earned, among others

SNk w

Teaching Effectiveness
Teaching effectiveness will be the measure used to evaluate the teacher for promotion and tenure.
Teaching effectiveness will be measured by:
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1. Innovation in teaching methods which will be measured by the integration of research and
extension materials into the syllabus

2. Relevance and appropriateness of the materials in the teaching portfolio as reviewed by
peers.

3. Student evaluation and student stimulation and learning.
4. Placement of graduate students

5. Feedback or letters from former students

Promotion to Associate Professor

Teaching effectiveness is assessed from candidate’s contribution to the overall teaching mission of
the university. The candidate must demonstrate (1) an effective teaching program, (2) a
commitment to student learning; and (3) effective advising to students and/or student organizations
and to students’ career development. These may be evidenced by course evaluations and other
documents which support teaching effectiveness as noted above. Based on the individuals
appointment individuals wishing to be promoted to the rank of associate professor should be
actively involved in serving on graduate committees, including where appropriate serving as Chair
or co-Chair at the MS and Ph.D. levels. Advising advanced undergraduate research projects (e.g.,
those of Undergraduate Research Fellowship winners) also would represent meritorious
contributions to the department’s teaching mission. Faculty members, without teaching
appointments, are encouraged to serve on graduate committees as support of the teaching efforts of
the department. The department will provide assistance so that every assistant professor has
adequate opportunity to advise students to achieve this goal.

Promotion to Full Professor
To be promoted to Full Professor the individual must demonstrate teaching effectiveness in and

beyond the classroom, such as advising students, and the public and design of teaching methods and
materials. The candidate to be promoted to the rank of Full Professor must also demonstrate
teaching competence through activities such as advising, course and material developed for
teaching, teaching publications, and be up to date with methods included in syllabus. Teaching
effectiveness and competence may be measured by the direction and guidance of graduate and
undergraduate students, the mentoring of young faculty, graduate students, and post doctoral
personnel. Evidence of student recruitment and placement at the graduate level may be an indication
of a full professor’s effectiveness in the teaching profession. Based on the individual appointment
an individual wishing to be promoted to the rank of full professor should guide the dissertation of at
least one Ph.D. student. For programs without doctoral students, the expectation is that the faculty
will advise two masters students (This requirement is dependent upon the status of the graduate
programs in the department). Faculty members with smaller teaching and research appointments
have lower expectations in term of number students to be advised, to be negotiated with the
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department chair. Likewise, faculty members, without teaching appointments, are encouraged to
serve on graduate committees as support of the teaching efforts of the department.

Teaching Evaluation to be Incorporated in Annual Review, Third Year Review or other
Reviews

Because the results of student and peer evaluations of teaching are used in personnel decisions,
interpreting evaluation results must be done with caution. Evaluation of teaching effectiveness
must not be based on any single source of data. It may include peer review, faculty evaluations,
teaching portfolios, exit interviews, and alumni surveys. The Department will follow College
Guidelines for Peer Review of Teaching (attached), except we will require all faculty members to
participate in peer evaluation.

I Teaching Evaluation by Students

Faculty members are required to have this standardized instrument administered in their classes one
semester per year, usually fall semester.

I11. Teaching Evaluation by Peers: Evaluation of course content, organization. and teaching
effectiveness

1. Peer reviews are to be conducted for all faculty members with teaching assignments.

2. Peer review of professors must be completed every five years, unless a peer review report
suggests more frequent reviews would be beneficial.

3. Peer review of associate professors must be completed every two years, unless a peer review
report suggests more frequent reviews would be beneficial.

4. Peer review of assistant professors must be completed annually, such that each course is
evaluated at least once before the third year review.
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Extension

Extension faculty members are responsible for providing the disciplinary expertise and statewide
leadership for educational outreach programs conducted by the Alabama Cooperative Extension
System. Some have direct contact with clientele through group teaching or individual consultation
to address specific needs or problems, but the primary role is developing and implementing
creative, innovative educational programs and educational products for a broad audience. Faculty
are responsible for producing educational curricula, publications and teaching materials; and
working collaboratively with colleagues in other states, community agencies, and government
agencies to address problems or needs of the region and nation. Faculty with extension
appointments are expected to proactively engage in outreach work through a planned Extension
program in a manner consistent with the percentage of their appointment supported by Extension
funds. Applied and adaptive research is expected to obtain specific information that can be used by
clientele in technology and knowledge transfer. Faculty members are expected to reach appropriate,
diverse audiences and leverage the research and knowledge bases to address issues, needs and
opportunities across the state and beyond. Promotion is based on program planning and
implementation accomplishments, disciplinary competence, professional development, and
leadership achievements.

1. Extension/Outreach Program Development — An Extension program should be developed
through departmental consultation and multidisciplinary collaboration with peers.
a. Level of the development and delivery of effective Extension/Outreach
programming.
b. Estimated impact of program delivery to stakeholders
c. Solicitations from stakeholders for the delivery of programs

2. Dissemination of Knowledge — Creative methods should be used to effectively provide
training and technical assistance. Peers and stakeholders should indicate demand for the
Extension specialists as a competent resource person.

a. Serves as resource person at informal and formal meetings, workshops and seminars
with individuals and groups seeking information

Serves as resource person in print and electronic media in subject matter area

Effectively communicate information and knowledge

Demonstrates sensitivity of needs of learners

Number of contacts from stakeholders requesting and number receiving

information/advice/counsel.

f. Presentations targeted toward stakeholders or stakeholder groups.
g. Estimated impact of program implementation by stakeholders.
h. Creative use of technology to effectively reach clientele.
3. Publications — A vast range of publication types should be developed by an extension
specialist. The overall quality is evaluated by the demand from the targeted audience.
a. Books/Book chapters/Reviews
b. Refereed manuscripts directed toward Extension/Outreach indicating candidate’s
contribution and impact, where appropriate.

opo
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c. Abstracts presented at state, regional and national, and international meetings related
to Extension/Outreach
d. Alabama Cooperative Agricultural Extension System publications (i.e. fact sheets,
timely news articles, bulletins) published for dissemination of knowledge to
stakeholders.
e. Popular press articles published with level of estimated impact.
f. Electronic media, other technologies and resources utilized to disseminate
information to stakeholders with associated impact level.
. Teaching material — High quality teaching material should be developed with clear goals
and objectives. The material should be current, professionally credible, and reach a large
percentage of the target audience.
a. Develops teaching materials that are appropriate to learner and setting
b. Provides new information that is relevant to current farm and business situation
c. Promotes change that is easily diffused
d. Logical and coherent to the body of knowledge being diffused by extension and
outreach group.
. Learning activities — A wide range of learning activities should be employed to reach the
target audience. These include workshops, seminars, result and method demonstrations,
group discussions that are facilitated by the extension specialist.
Learning activities are well organized and materials well communicated
Activities are organized to facilitate learning
Learners participation is encouraged
Technical material is discussed in context of farm or business activities
Timely and meaningful feedback is provided to participants’ questions
Enables participants to satisfy objectives in a timely manner
Professional Presentations — The specialists should participate in a number of professional
activities to remain current, improve professional competence and develop a reputation for a
quality program. He/she should be consistently invited to participate in workshops,
seminars, conferences and other professional activities.
a. Presentations at State, Regional, National, and International meetings, conferences,
and symposia.
. Professional competence — Specialists should be recognized by both peers and stakeholders
as professionally competent.
a. Demonstrates mastery of subject matter
b. Shows competence in program planning
c. Demonstrates creativeness and innovation in preparation and packaging of
educational material
d. Subject matter content is relevant and timely
. Funding/Grantsmanship — Extramural and intramural funding should be sought as a
method of supporting and enhancing the overall extension program.
a. Grants received and funded as well as grants applied for but not funded in support of
Extension/Outreach programs and demonstrations
b. Proposal partnerships where the candidate is clearly the research proposal PI and
team leader.
c. Develops and initiate extension grants
d. Seeks innovative ways of seeking grants

mo a0 o
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9. Awards and Honors in Extension/Outreach
a. College, University, State, National, and International awards

Expectations of Faculty with Extension Appointment Candidate for Associate Professor The
candidate for promotion to Associate Professor must demonstrate: (1) a productive research
program as measured primarily by departmental and Extension publications, electronic media, and
presentations in professional meetings (applied research publications in peer-reviewed journals are
also encouraged as a means of establishing a regionally, nationally, or internationally recognized
program); (2) an effective Extension program that includes program development, delivery, and
relevance, as measured by peer and client evaluation of programs, publications, and presentations;
(3) documented expertise in candidate’s specialty areas that meets the needs of constituents; (4)
pursuit and acquisition of extramural and intramural funds necessary to support the candidate’s
research and extension efforts. The candidate for Associate Professor should demonstrate
competence in the areas above comparable to others in the same rank with similar appointments in
peer institutions. The individual should acquire a regional extension reputation.

Expectations of Faculty with Extension Appointment Candidate for Professor

The candidate must demonstrate: (1) sustained productivity in research of high quality and
significance to support an effective Extension program, which includes program development,
delivery, and impact, as measured by peer and client evaluation of programs, publications, and
presentations; (2) a regional, national, or international reputation in candidate’s specialty area; (3)
leadership in Extension or service on a regional or national level; (4) documented expertise in
candidate’s specialty areas that complements research of the department and meet the needs of
constituents.

12
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Service

All faculty members should engage in some form of service to the department, college, university,
profession and community, but expectations of how much service will vary depending on the course
of an individual faculty member’s career. As a faculty member works towards tenure and
promotion to Associate Professor, the expectations of service are limited by the recognition that the
primary focus of effort needs to be on establishing a solid teaching, research, and Extension
programs, as appropriate to individual appointments. As a faculty member moves through the
ranks, however, the expectation of service increases in the context of a setting where the university
operates on the principles of shared governance and where a faculty member’s national and
international reputations are to some extent simultaneously shaped and reflected by professional
service as defined in the Faculty Handbook.
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Appendix
Auburn University

College of Agriculture Guidelines for
Peer Review of Teaching Spring 2006

(revised)

The purpose of peer review of teaching is long-term support and continuous professional
development of teaching faculty. Although this document will outline guidelines for the process of
peer review of teaching, each department should establish their own protocol for peer review that is
based on these guidelines. Peer review is strongly recommended, but not required, for all courses an
instructor teaches. Peer review should be considered only one of many different ways that teaching
effectiveness can be evaluated. The emphasis on peer review should be on its value to the
instructor, the process should be instructor-driven, and the results should be the property of the
instructor.

The main use of peer review should be for formative evaluation. Within the context of faculty
evaluation, the term formative evaluation describes activities that are to provide faculty with
information that they can use to improve their teaching. The information is intended for their
personal use, rather than for public inspection, and thus is private and confidential. The information
should be rich enough in detail so that instructors can obtain clear insights on the nature of their
teaching strengths and weaknesses. Formative evaluation is informal, ongoing, and wide-ranging. It
should be the basis for continuous development of effective teaching throughout the career”.

Peer review of teaching should also be designed for use in a summative evaluation so that faculty
can use the results of the process to enhance their chances of success in personnel decisions: hiring,
promotion, tenure, merit pay, awards. Summative evaluation of tenured faculty is performed at the
discretion of the faculty member. Department heads or chairs should ensure that probationary
faculty members have summative peer evaluation of teaching performed in a timely manner for
tenure and promotion decisions. However, use of peer review results in making a personnel decision
should occur via the instructor to the maximum extent possible (e.g. through incorporation into a
teaching portfolio).

The opportunity for improvement, through subsequent reviews initiated by the instructor, must be
made available following negative reviews made for a personnel decision. Peer review should
involve using standardized, faculty-approved worksheets: one for review of course materials (see
Chism Chapter 5) and, if included, one for review of classroom instruction (Chism Chapter 6).
Prompts may be included in the worksheets to ensure that the instructor and the reviewers consider
important aspects of a teaching program (Chism p. 51-52). Peer reviews for course improvement

} Chism, N. 1999. Peer Review of Teaching: A Sourcebook. Anker Publishing, Boston MA.
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and personnel decisions should not be conducted simultaneously, but the same reviewer worksheets

should be used for both types of review.

An individual conducting a review for a personnel decision should have experience in reviewing

other courses, should have taught a course at the same level as the course being reviewed, and

should be open to alternative teaching strategies and conceptions of student learning. Training and

support for faculty reviewers can be obtained through the Biggio Center upon request.

The basic steps in a peer review of teaching include:

Identification of peer reviewers

For formative evaluation: The faculty member should identify two or more colleagues within and/or
outside their department to act as reviewers. For summative evaluation: In addition to one colleague

selected by the faculty member, the faculty member’s department head or chair should also select

one faculty member to serve as a reviewer.

Information exchange between reviewer and faculty member

At a minimum this should consist of an item or items that represent each of the 4 categories listed

below (examples are provided of possible course materials that can be included from each category;

departments may decide on additional items). Items considered optional are listed in category 5.

1. Materials that communicate course policy and practices:
a. Syllabus for the course being reviewed
b. Course guides
c. Teaching evaluation instruments
2. Materials that communicate course content:
Instructor notes from a lecture or lectures in the course
A laboratory instruction and/or activity (if applicable)
Course packets
Texts
WebCT sites
Handouts
g. Multimedia supplements
3. Materials that set assignments and assess student performance:
a. Exams and quizzes
b. Project assignment directions and handouts
c. Classroom exercises (e.g. case studies, learning group tasks)
4. Instructor comments on student work:
a. Graded papers or tests
b. Journals and email exchanges
5. Optional items:
a. In-class and/or laboratory observation (detailed guidelines in appendix)
b. Video tape of classroom and/or laboratory instruction and activities
c. Instructor reflection on techniques, classroom research
d. Summary of data from prior student evaluations

mo a0 o
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Meetings

As part of a peer review, meetings should be held before and after the review to discuss teaching
issues of mutual interest. The meetings also allow the instructor to elaborate on teaching goals and
strategies and to rebut negative comments. If the review is to be used in making a personnel
decision, the comments on the reviewers’ worksheets should be finalized only after these meetings.

Evaluation of course materials by peer review team

The instructor provides copies of all selected course materials for review. The review is
accomplished using the standardized, faculty-approved worksheets. Separate worksheets should be
developed for review of course materials (see Chism Chapter 5) and, if included, observation of
classroom instruction (see Chism Chapter 6).
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In-class Peer Teaching Evaluation

COURSE:
YEAR:

Name: Date:

Peer Evaluator:

Score= Excellent = Satisfactory = Weak
Categories: Comments/Suggestions:

Course content
(Such as materials used, relevance of information, grammar, speed,
enunciation)

Course Organization and structure___
(presentation, syllabus and adherence to syllabus, delivery)

Timeliness (Innovation)
(Such as listening, questioning, response to questions, rapport)

Presentation

(Such as organization, use of examples or analogies, clarity, diction, accuracy of information)

Preparation

Quality of handouts and/or AV aids

Importance of course to students
Challenge to students
Students Reaction

Overall Effectiveness of Instructor:

Comments:

Department of Ag. Economics & Rural Sociology
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Extension Evaluation

Mentoring Junior Faculty

Each junior faculty member will be assigned a mentor, who has a well established, nationally
recognized extension program. The faculty mentor will be responsible for informing junior faculty
of extension reporting requirements, publication outlets, media outlets, extramural and intramural
funding sources, and relevant professional organizations. The mentor will be accessible to provide
advice on program content and to review publications to assess the quality and appropriateness for
the given clientele. The mentor will provide guidance on establishing a strong relationship with the
junior faculty’s clientele within the state to strengthen his/her ability to build a regional or national
reputation. Extension specialists are typically assigned to a particular clientele based upon
commodities (i.e. beef, poultry, or horticulture) or programmatic area (i.e. marketing, business
management, or policy). It is important that junior faculty be introduced to faculty in other
departments who work in the particular area, as well as to key employees of state, regional, and
national organizations who work in the area. This will provide the foundation for building a
successful extension program. The mentor will formally conduct an objective evaluation of the
junior faculty’s progress on an annual basis and provide written feedback, which will give clear
signals for potential success with promotion and tenure.

Evaluating Output

Extension specialists will be evaluated primarily based upon the content and quality of the
extension program developed. The information developed should be important, durable, correct,
current, and professionally credible. The program being delivered should be consistent with the
mission of the Department and College, and developed at a level appropriate and relevant for
identified audience. Criteria used evaluate the content and quality of a candidates extension
program are listed below. The type and quantity of material will vary among candidates given the
vast differences in the size and educational needs of the clientele group assigned. However,
feedback from extension agents, identified clientele and other stakeholders will serve as indicators
of the suitability of program content.
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Supplemental Promotion and Tenure Guidelines
Department of Horticulture
Auburn University

These guidelines are intended to supplement those outlined in the Auburn University Faculty
Handbook, Chapter 3: “Promotion Criteria and Consideration”. These guidelines shall be used by
the Department of Horticulture for evaluation of faculty promotions from Assistant Professor to
Associate Professor and Associate Professor to Professor, and for granting tenure within the
department. A departmental Tenure and Promotion committee composed of faculty holding the
rank of Professor will ensure that these guidelines are followed as a supplement to those outlined
in the Faculty Handbook. Guidelines set forth in the Faculty Handbook shall take precedence
over those in this document.

Scholarly activity appropriate to the discipline and assigned responsibilities is expected of all
faculty, tenured or untenured, and will be used to assess contributions made by an individual.
Scholarly activity is defined broadly when considering efforts at institutions of higher learning
and is most often captured in the concept of creating new knowledge and transferring knowledge
to others. Each of the areas; research, instruction, extension/outreach, and service is addressed
below.

Initial Appointment Letter

The appointment letter defines broad expectations of the position, including percentages of the
assignment allocated to teaching, research, extension/outreach, and service.

Annual Faculty Evaluation

Annual evaluation will be conducted by the Department Head in accordance with the Faculty
Handbook. During the annual review process each faculty member will be responsible for
reporting progress made toward goals established by faculty and agreed upon by the Head the
previous year; contributions they have made to the mission of the department/unit and to the
vision and priority areas of the College; and indicators of quality and quantity of their
accomplishments. The department will use the annual faculty reporting form adopted by the
College for this annual evaluation.

Tenure

To earn tenure the candidate must demonstrate willingness and aptitude to participate in at least
two of the three missions of the university (research, teaching and extension or outreach). The
candidate must show that his/her continuing service at the university, college, and department is





consistent with, and will further the long range goals of the institution by being scholarly active
and productive. The individual will also continue to develop distinguished academic achievement
that will serve as a basis of regional, national and international reputation.

The individual must show collegiality which means that the individual is able to promote in a
professional and cordial manner the goals of the university, college, and department and
collaborate with others in research, teaching, and/or extension/outreach activities.

The awarding of tenure presupposes that the candidate’s record demonstrates strong promise of
his or her ultimately achieving promotion to professor.

Mentoring Junior Faculty

During the first year of the probationary period, each junior faculty member will be assigned a
mentor who has a well established, nationally recognized program in research, teaching, and/or
extension. The junior faculty member can choose a different mentor over time. The faculty
mentor will be responsible for informing the junior faculty of expectations, success strategies and
potentially collaborative work. The mentor will be accessible to provide advice on program
content and to review publications to assess the quality and appropriateness for the given
constituent (research community, students, clientele or other appropriate groups). Mentoring by
senior faculty will count as part of the mentor’s service appointment.

Third Year Review

The Faculty Handbook requires a third year tenure review. In the Department of Horticulture this
review shall take place, normally before April 30 of the faculty member’s third year. The Head
shall request a current vita and any supporting material the Head or the faculty member/mentor
deems appropriate prior to the review. The particular focus of this review is the faculty member’s
progress toward achieving tenure. The review therefore must address the criteria for tenure set
forth in this document and the Faculty Handbook. To be of maximum use to the candidate and
the department, the review shall involve the entire tenured faculty. In order for it to accurately
reveal the judgement of tenured faculty, it shall include a vote whether or not, in the opinion of
the tenured faculty, the candidate is making acceptable progress toward tenure. The result of the
vote shall be announced at the meeting. Faculty should understand that this vote is not a
commitment to grant or deny tenure in the future. However, failure to demonstrate clear progress
in teaching, research, Extension/outreach, and service by the time of the third year review may
lead to a letter of non-continuation at that time.

The Department Head shall prepare a written report documenting the findings of the review, and
characterizing the nature of the vote. This report may be consulted by the tenured faculty when
the faculty member is a candidate for tenure; otherwise, the report is to remain confidential.





Promotion Criteria: Research

Research evaluation should be based on productivity, measured in terms of outputs. The general
expectation is that a candidate for Associate Professor would demonstrate quality of research by
publishing at least one article (as principal author among departmental faculty) in a leading
journal (such as Journal of the American Society for Horticultural Science, HortScience,
HortTechnology, Journal of Environmental Horticulture, International Journal of Fruit Science, or
other comparable journals based on the nature of appointment) while a candidate for Professor
would have a total of at least two publications of the above stated quality. For individuals with
assigned research responsibility, the departmental expectation for rate of publication is generally
considered to be three published articles per FTE research appointment per year.

General expectation is that in addition to publication(s) in leading journals, candidates for
promotion and tenure would regularly publish in other peer reviewed journals and contribute to
the scholarly literature through books, book chapters, and other peer reviewed publications such
as posters, conference proceedings and published abstracts. Research productivity should be
commensurate with a candidate’s research appointment.

Each faculty member is expected to be highly engaged in innovative program efforts to address
important state, regional, national, and/or international issues within the broad field of
horticultural science. Work related to international projects such as field studies, collaborative
research and grant proposals with faculty located overseas, presentations at major international
professional conferences, joint publications are also valuable parts of a faculty’s research
portfolio, as are interdisciplinary and multidisciplinary research efforts.

Based on appointment, research faculty are expected to be actively involved in serving on
graduate committees, including service as Chair or co-Chair at the M.S., M.Ag., and/or Ph.D.
levels. Faculty members, without research appointments, are encouraged to serve on graduate
committees in support of the research efforts of the department. Other contributions to science as
described by the Faculty Handbook will also be considered in the evaluation.

Funded research proposals written by faculty are considered an important element of the scholarly
portfolio with higher weight placed on external competitive grants. As in the case of refereed
publications, faculty are credited with principal authorship if they are the first departmental
faculty author listed. The dollar value and their source will also be considered. The success rate
of grant seeking should be similar to that of similarly ranked faculty in the department.

Other research activities, such as the creation of intellectual property, copyrights, or patents, will
also be considered as part of the candidate’s research portfolio or scholarly works.

Promotion to Associate Professor

To be promoted from Assistant to Associate Professor the candidate must demonstrate he/she has
potential to advance to the full professor range and that he/she has an emerging stature as regional
authority in his/her field unless the assignments are specifically at the local level. Overall
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research portfolio of candidates for Associate Professor should be comparable to that of previous
successfully promoted candidates of the Department of Horticulture and must demonstrate an
emerging regional reputation.

Promotion to Professor

The dossier of the candidate for Professor should be comparable to previously successful
departmental candidates and must demonstrate a national/international reputation. The
individual’s work should demonstrate creativity, innovation, and impact as measured by such
indicators as citations, levels of adoption of results or methods, and other measures of scholarly
contribution. Scholarly contributions also include competitive extramural or internal funding,
industry sponsored projects, invited national and international conferences, books and book
chapters published.

Promotion Criteria: Instruction

Teaching effectiveness will be measured by peer assessment of relevance and appropriateness of
course materials; student course evaluations; and feedback or letters from former students.

Peer evaluation of teaching will follow College of Agriculture Guidelines for Peer Review of
Teaching (http://www.ag.auburn.edu/business/documents/guidelines_spring06_revised.pdf).

Faculty members are required to administer a standardized Instructional Assessment System
course evaluation in every course that they teach each term.

Feedback from a sample of former students is solicited by the department head.

In addition to level of teaching effectiveness, candidate contributions through undergraduate
student advising; new course and curriculum development; innovation and scholarship as
demonstrated by published articles, presentations, and grants related to teaching are highly
valued. Expectations for additional contributions to teaching are based on teaching appointment.

Promotion to Associate Professor

The candidate for promotion from Assistant to Associate Professor must demonstrate (1) an
effective teaching program, (2) a commitment to student learning; and (3) effective advising to
students and/or student organizations and to students’ career development. These may be
evidenced by course evaluations and other documents which support teaching effectiveness as
noted above. Advising advanced undergraduate research projects (e.g., those of Undergraduate
Research Fellows) also would represent meritorious contributions to the department’s teaching
mission.





Promotion to Professor

To be promoted to Professor the individual must demonstrate teaching effectiveness in and
beyond the classroom, such as advising students, and developing innovative teaching methods
and materials. Candidates to be promoted to the rank of Professor must also demonstrate teaching
competence through activities such as advising, course and material development for teaching,
refereed teaching publications, and must be up to date with methods included in course syllabi.
Teaching effectiveness and competence may be measured by criteria such as direction and
guidance of graduate and undergraduate students, mentoring young faculty, graduate students,
and post doctoral personnel.

Promotion Criteria: Extension/Outreach

Extension faculty members are responsible for providing the disciplinary expertise and statewide
leadership for educational outreach programs conducted through the Alabama Cooperative
Extension System. Horticulture faculty with Extension responsibilities have direct contact with
clientele through group teaching or individual consultation to address specific needs or problems.
However, they are expected to develop and implement creative, innovative educational programs
and educational products for a broad audience. Extension faculty are responsible for producing
educational curricula, publications and teaching materials; and working collaboratively with
colleagues in other states, community agencies, and government agencies to address problems or
needs of the region and nation. Faculty with Extension appointments are expected to proactively
engage in outreach work through a planned Extension programs in a manner consistent with the
percentage of their appointment. Faculty members are expected to reach appropriate, diverse
audiences and leverage the research and knowledge bases to address issues, needs and
opportunities across the state and beyond. Promotion is based on program accomplishments,
disciplinary competence, professional development, and leadership achievements.

Expectations for faculty with Extension responsibilities are characterized by, but not limited to
the following activities and outputs:

1. Extension/Outreach Program Development — An Extension program should be developed
through departmental consultation and multidisciplinary collaboration with peers.

— Level of the development and delivery of effective Extension/Outreach programming.
— Estimated impact of program delivery to stakeholders
— Solicitation of input from stakeholders for the delivery of programs

2. Program Implementation and Professional Activities






— Dissemination of Knowledge — Creative methods should be used to effectively provide
training and technical assistance. Peers and stakeholders should indicate demand for the
Extension specialist as a competent resource person.

> Serve as resource person at informal and formal meetings, workshops and
seminars with individuals and groups seeking information

Serve as resource person in print and electronic media in subject matter area

Effectively communicate information and knowledge

Demonstrate sensitivity of needs of learners

Number of contacts from stakeholders requesting and number receiving
information/advice/counsel.

Presentations targeted toward stakeholders or stakeholder groups.

> Estimated impact of program implementation by stakeholders.

> Creative use of technology to effectively reach clientele.
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— Learning activities — A wide range of learning activities should be employed to reach
the target audience. These include workshops, seminars, result and method
demonstrations, group discussions that are facilitated by the extension specialist.

> Learning activities are well organized and materials well communicated
> Activities are organized to facilitate learning

> Learner participation is encouraged

> Technical material is discussed in context of stakeholder activities

> Timely and meaningful feedback is provided to participants’ questions
> Enable participants to satisfy objectives in a timely manner

— Professional Presentations — The Extension faculty member should participate in a
number of professional activities to remain current, improve professional competence and
develop a reputation for a high quality program. He/she should be consistently invited to
participate in workshops, seminars, conferences and other professional activities.
Examples include presentations at state, regional, national, and international meetings,
conferences, and symposia.

3. Extension/Outreach Products

— Publications — A wide range of publication types should be developed by an extension
specialist. The overall quality is evaluated by the demand from the targeted audience.
> Books/Book chapters/Reviews

> Refereed manuscripts directed toward Extension/Outreach indicating
candidate’s contribution and impact.





> Abstracts presented at state, regional and national, and international meetings
related to Extension/Outreach

> Alabama Cooperative Extension System publications (i.e. fact sheets, timely
news articles, bulletins) published for dissemination of knowledge to
stakeholders.

> Popular press articles published with level of estimated impact.

> Electronic media, other technologies and resources utilized to disseminate
information to stakeholders with associated impact level.

— Teaching material — High quality teaching material should be developed with clear
goals and objectives. The material should be current, professionally credible, and reach a
large percentage of the target audience.

> Develop teaching materials that are appropriate to learner and setting
> Provide new information that is relevant to current stakeholder situation
> Promote change that is easily diffused

4. Grants and Extramural Funding — Extramural and internal funding should be sought as a
method of supporting and enhancing the overall extension program.

Grants received and funded as well as grants applied for but not funded in support of
Extension/Outreach program efforts

Proposal partnerships where the candidate is clearly the proposal P1 and team leader.
Develop and initiate Extension grants
— Pursue innovative ways of seeking grants

5. Professional Competence — Extension specialists should be recognized by both peers and
stakeholders as professionally competent.

— Demonstrate mastery of subject matter
— Show competence in program planning

— Demonstrate creativity and innovation in preparation and packaging of educational
materials

— Subject matter content is relevant and timely

6. Awards and Honors in Extension/Qutreach — Demonstrated through college, university, state,
national, and international awards

Promotion to Associate Professor






The candidate for promotion to Associate Professor must demonstrate: (1) a productive program
as measured primarily by departmental and Extension publications, electronic media, and
presentations in professional meetings (applied research publications in peer-reviewed journals
are also encouraged as a means of establishing a regionally, nationally, or internationally
recognized program); (2) an effective Extension program that includes program development,
delivery, and relevance, as measured by peer and client evaluation of programs, publications, and
presentations; (3) documented expertise in candidate’s specialty areas that meets the needs of
constituents; (4) pursuit and acquisition of extramural and internal funds necessary to support the
candidate’s Extension efforts. The candidate for Associate Professor should demonstrate
competence in the areas above comparable to others of the same rank with similar. The individual
should acquire a regional Extension reputation.

Promotion to Professor

The candidate must demonstrate: (1) sustained productivity of high quality and an effective
Extension program, which includes program development, delivery, and impact, as measured by
peer and client evaluation of programs, publications, and presentations; (2) a regional, national, or
international reputation in candidate’s specialty area (3) leadership in Extension or service on a
regional or national level; (4) documented expertise in candidate’s specialty areas that
complements research of the department and meet the needs of constituents.

Service

All faculty members are expected to participate in the operation of the department, college, and
university by serving in various capacities (for example, on committees, boards, panels, task
forces, and commissions). This activity is broadly known as service. Faculty members are
expected to further their discipline by providing service to their professional societies by serving
as officers or members on committees, serving as editors and reviewers for professional journals
or other professional publication outlets. Although there is a reasonable limit to the extent of
involvement (to be managed by the Department Head), it is not unreasonable for service activities
to occupy an average of five to 10 percent of a faculty member's time.

Schedule of Events for the Promotion and/or Tenure Process

The following schedule of events will be implemented for the development, evaluation, and
submission of Promotion and Tenure dossiers as allowed by the Provost’s published schedule
within the Department of Horticulture on or before:

March 15 - Consultation meeting between faculty member to be considered for promotion and/or
tenure and Department Head to initiate the process. This meeting may be initiated by either the
faculty member or Department Head. Following the meeting the Department Head shall begin





the development of the material identified in the Faculty Handbook, Chapter 3, Section 11, Part
C3 “Information to be Supplied by the Department Head”.

June 1 - Faculty member presents Department Head with completed dossier as per guidelines set
forth in the Faculty Handbook, Chapter 3, Section 11, Part C2, “Information to be Supplied by the
Candidate”.

July 1 - Department Head solicits external reviewers for evaluation of the candidate as set forth in
the Faculty Handbook, Chapter 3, Section 11, Part C3 “Information to be Supplied by the
Department Head”.

August 15 - Receipt of letters by external reviewers by the Department Head.

September 1 - Candidate’s dossier is made available to the voting faculty of the Department of
Horticulture for review.

September 15 - Departmental meeting of all eligible faculty to confidentially discuss candidate
and vote by secret ballot. Immediately following the faculty meeting, the designated lead mentor
of the candidate’s mentoring team shall write a consensus report incorporating the discussion
from the faculty meeting into the report. The consensus report shall include the secret ballot
faculty vote as outlined by the Faculty Handbook.

October 1 - Candidate dossier finalized, copied, and submitted to the Dean of the College of
Agriculture for subsequent action.

General Process Considerations

These guidelines are meant to provide a process through which a consistent, clear, and fair
judgement of a faculty member’s qualifications can be made. It is not meant to be a decision tool,
but rather a starting point from which to frame the promotion and/or tenure discussion. From the
department’s standpoint, the only deciding factor in granting promotion or tenure is by vote of the
faculty. These guidelines are meant to ensure that the vote is taken after careful, thoughtful, fair,
and, to the extent possible, quantitative consideration of the merits of the candidate.

Criteria for Dossier Evaluation By Voting Faculty

Faculty evaluation of a candidate will be based upon the candidate’s specific percentage
responsibilities as assigned by the Department Head that have been discussed with the candidate
during previous annual performance evaluations. Responsibility areas will be comprised of
appropriate combinations from among research, instruction, extension/outreach, service, and
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departmental and/or Extension administrative assignments made by the Department Head and/or
Directors of Alabama Cooperative Extension System or Alabama Agricultural Experiment
Station.

Discussion of a candidate’s qualifications by the faculty is of a highly sensitive nature and must
be held in the strictest confidence to assure that the opinions expressed are honest. The opinions,
rankings, or measures discussed as evidence are all meant to inform voting faculty in making their
final judgement on promotion and tenure. The vote and an accompanying letter summarizing the
deliberations are the only record of the proceedings.

Faculty Worksheet:

The following worksheet will be supplied with the candidate’s dossier by the Department Head to
each voting faculty member (ie above the rank of the candidate) to evaluate the candidate for
promotion and/or tenure. The total number of evaluation points cannot exceed 100. The
percentage for each category is based on the average assigned responsibilities of the candidate for
the preceding probationary period. The evaluating faculty member will base his/her score in each
category on the examination and evaluation of the candidate’s dossier. Each participating faculty
member will bring these worksheets to the called meeting to serve as a basis of discussion.

Candidate Name:
Percentage of allocation in each area:

Research %
Instruction %
Extension/Outreach %

Service %

Total 100 %

(For example, if a faculty member has assigned responsibility allocated as 30 % instruction, 65 %
research, and 5 % service, then the total point distribution would be 30 points for instruction, 65
points for research, and 5 points for service, for a total of 100 points.)

Evaluation Data:

Category Available Total
Points Faculty Member Score

Research
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Instruction

Extension/Outreach

Service

Total
100
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Promotion and Tenure in the Department of Agronomy & Soils —
Procedures and Guidelines

June 1 2011

This document details Department procedures for reviewing the performance of
tenure-track faculty members (Assistant and Associate Professors). This document
conforms to current University rules, and the latter take precedence in the event of any
changes. The objectives of this document are to provide tenure-track faculty members
with guidance, information and instructions as they proceed through review, tenure
application, and promotion application. This document replaces and supersedes all
previous department statements on review, tenure and promotion.

Departmental Description

The Department of Agronomy & Soils is a widely varying department of faculty who work in the
general area of food, fiber and forage production. The impact of this crop production on the
surrounding environment is also an area of study. Faculty expertise is some of the most diverse in
the College of Agriculture, and covers specializations from plant breeding to soil physics to
turfgrass management. Other areas of study include biofuel research, watershed management, crop
genetics, and weed science. Because of our professional diversity the standards by which faculty
are judged and rewarded are numerous, and those standards also reflect the fact that AGRN faculty
practice their widely different expertise across teaching, extension, and research assignments.
Appointments in the Department are typically split and are usually assigned as follows:
teaching/research, extension/research and, less commonly, teaching/extension. The exact
percentage of time for each activity (research, teaching or extension) is agreed upon by the faculty
member and Department Head, and the initial assignment is given in the hiring letter. Budgeted and
actual percent distributions of time are noted in each yearly evaluation, and by signing the annual
evaluation the Department Head and faculty member are agreeing that the percentage appointments
are correct, and in line with the actual activities of the faculty member. Because these percentage
time allotments are used as a part of the tenure and promotion process it is important that they
actually match the work effort of the faculty member.

Faculty Reviews

The College of Agriculture Faculty Activity Report (FAR) is the annual document by which faculty
productivity is assessed. A yearly report, the FAR must be completed by candidates by the last day
of February, using the on-line system developed by the College. A copy of the FAR is also filed
with the Department Head, who then reviews the document. The Department Head provides a
written evaluation of the FAR to the faculty member. If the faculty member is satisfied with the
review, and if they have no questions they may sign the review and return it to the Department
Head, where it will be placed in their file. If the faculty member has questions or concerns about
the assessment they may request a meeting with the Department Head, and this meeting must be
completed by April 30". The Department Head will require a meeting for the following cases: 1)
any faculty member who has not yet received tenure, and 2) any faculty member who the





Department Head has judged to be lacking in productivity in one or more assigned areas. These
meetings will also be completed by April 30™. At each of these meetings a written report of what
was discussed will be prepared by the Department Head (by May 10™), and both the faculty
member and Department Head will sign this letter, indicating their agreement on the discussion.
Disagreement on the review process will be resolved as provided by University policy.

Tenure

To earn tenure the candidate must demonstrate willingness and aptitude to participate in the three
missions of the university (research, teaching and extension). Unlike many other Colleges, some
faculty in AGRN have a budgeted ‘extension’ appointment — an appointment with detailed
responsibilities. Thus, for the purposes of evaluation of a promotion dossier in AGRN those faculty
with extension appointments will be assessed differently than those that participate in ‘Outreach’,
an important University function, but one that does not come with a funding (salary) line. For
AGRN, extension will be evaluated differently than Outreach, as they are not the same type of
activity. Extension will have defined and accountable activities (discussed later in this document),
such as publications, meetings, and other developed materials which communicate information to
clientele. While Outreach may also produce such materials, Outreach can also include broader
definitions such as service to a professional society or program development for allied groups such
as community organizations. For many faculty in the College of Agriculture, we may view
‘Outreach’ as the same as ‘Service’. Neither of these functions (Outreach or Service) are budgeted
lines of work.

For tenure, the candidate must show that his/her continuing service at the university, college and
department will improve the long range goal(s) of the institution through teaching, research and
extension. The individual will also continue to develop distinguished academic achievement in
those same three areas (varying with their appointment) that will serve as a basis of regional,
national and international reputation.

The individual must show collegiality. ‘Collegiality’ is not to be interpreted as ‘always friendly’,
but it does mean that the faculty member conducts the business of the University in a cordial
manner, and that a level of professionalism and decorum is maintained. Because interdisciplinary
work will continue to be the norm, the individual should be able to work with others in
interdisciplinary research, teaching, extension or outreach activities. Interdisciplinary work, public
engagement, international activities and initiatives, attention to questions of diversity, technology
transfer, and other special kinds of professional activity by the candidate should be considered when
applicable.

Departmental Review Committee

Given the recent formation of a College-level Tenure and Promotion Committee, AGRN has chosen
to not have a Departmental-level committee. Reasons for this are two-fold: 1) the entire tenured
faculty will participate in the third-year review (see below), and, 2) well established procedures are
set for annual evaluations of untenured faculty (see above).





Mentoring Junior Faculty (below the rank of Full Professor)

During the first year of the probationary period, each junior (for a mentor program, a junior faculty
member is an untenured Assistant Professor) faculty member will be assigned a faculty mentor
(multiple faculty mentors can be assigned, if preferred) who has a well established, nationally
recognized program in research, teaching or extension. The exact role of the mentor will be
flexible, and will likely change with time, assignment, and the personality of the mentor(s)/junior
faculty member. Overall, the role of the mentor is to provide advice about best methods for
professional advancement, conflict resolution or other issues that may pose pitfalls for new
members of the faculty. Mentors may also identify areas that would help a probationary faculty
member succeed, such as grant or professional award opportunities.

Third-Year Review!

The department will conduct a third year review of all its probationary faculty members, according
to University policy. Prior to the review, the Department Chair shall request a current vita. The
vita does not have to be prepared to P/T dossier standards (as per Auburn guidelines). The vitae
should be made available to all tenured faculty (via e-mail, with a hard copy on file in the main
office) for at least two weeks prior to the scheduled review meeting. The particular focus of this
review is the faculty member's progress toward achieving tenure. The review, therefore, must
address the criteria for tenure set forth in this document. The review should involve all tenured
faculty members. If faculty members know that they will miss the scheduled meeting they may
enter a vote with the Department Head, and they may include any other review comments. These
votes will be included in the final total. The third-year review meeting will conclude with a vote on
whether or not, in the judgment of the tenured faculty, the candidate is making appropriate progress
toward tenure and promotion. The result of the vote shall be announced at the meeting and later
communicated to the person under review. Faculty should understand that this vote is not a
commitment to grant or deny tenure in the future.

The Department Chair shall prepare a written report covering the discussions of the review meeting,
and characterizing the vote. A meeting will be scheduled (by the Department Head) with the faculty
member, and the results of the vote and report will be discussed between the faculty member and
the Department Head. If both are in agreement the report will be signed by both, and the report
filed in the faculty members file. If there is disagreement in the content of the report a meeting will
be scheduled with the Dean, and the faculty member, Department Head and Dean will meet. This
report may be consulted by the tenured faculty when the faculty member is a candidate for tenure
and promotion.

If on the basis of the third year review the consensus among faculty, Department Head, College
P&T committee and Dean that inadequate progress is being made towards promotion and tenure,
such that there is little likelihood of a successful tenure and promotion vote, the candidate may be
given a letter of non-continuation.

! Auburn University Faculty Handbook http://www.auburn.edu/academic/provost/handbook/. Downloaded March 3,
2010.
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Expectations for Appointment in Research, Teaching and Extension.
Research

Research evaluation should be based on productivity, measured in terms of outputs. The general
expectation is that a candidate for Associate Professor with a research appointment would
demonstrate quality of research by publishing in leading journals in his/her field (such as Crop
Science, Agronomy Journal, Weed Science, Soil Science Society of America Journal, Water
Resources Research or equivalent based on the nature of expertise). Candidates for Full Professor
would have a continued record of publication in these same journals, plus additional publications
that would reflect a program of national scope, such as books, book chapters or invited published
papers in symposia or proceedings.

Research and publication in areas aligned with ones’ time allocation are also considered as worthy
and could include research in and refereed publications in the area of teaching methodology and
extension (such as the Journal of Extension). The exact number of publications will vary widely
with the appointment, and thus cannot be distilled to a concrete number.

The general expectation is that the candidates will develop an innovative program to address
important state, regional, national or international problems within the general areas of agronomy,
crop science, soil science and environmental science. Work related to international projects such as
field studies, collaborative research and grant proposals with faculty located overseas, presentations
at major international professional conferences, joint publications are also valuable parts of a
faculty’s research portfolio. However, extensive international work, especially for junior faculty
members, should be considered carefully, particularly if such work is not part of ones’ stated faculty
responsibilities. Other contributions to science as described by the AU Faculty Handbook will also
be considered in the evaluation.

While varying by appointment, there is an expectation that faculty will secure external funding to
conduct their research. The level and competitiveness of this funding depends on the research in
which each faculty member is engaged. While untenured faculty should make use of competitive
funding opportunities within Auburn University (Grant-in-Aid, AAES programs, Equipment
Grants, etc.) they should recognize that securing outside funding is a necessity for tenure and
promotion. This funding can take many forms, and may include industry funds, monies from
commaodity groups, competitive grant dollars, or other similar programs. As with publications,
grant funding may also support teaching and extension activities.

Promotion to Associate Professor-Research

To be promoted to Associate Professor the candidate must demonstrate that he/she has an emerging
stature as regional authority in his/her field, unless the assignments are specifically at the local
level. It is acknowledged that many faculty in AGRN have specialized areas of work (ex: peanuts)
and thus their programs may be of significant regional scope rather than national or international.
The quality of the individuals’ work must indicate creativity and innovation, and results should be
published in appropriate outlets. Examples of materials that will be considered in the tenure and
promotion of an Assistant Professor could include (this is a listing of examples — not every activity
must be included in a dossier):





e Graduate student advising, including service as a major advisor on a limited number
of committees and service as a committee member (note: this is also listed under
Teaching).

e An emerging history of publication. ‘Publication’ refers to published materials that
fit within the faculty members’ job description, and can include publications in
appropriate refereed journals, extension publications, book chapters, symposia or
proceedings, industry trade publications, or newsletters. It must be noted that
refereed publications will carry more weight in a tenure and/or promotion decision,
and there is an expectation that every faculty member will publish in appropriate
refereed journals. The exact number and nature of the refereed journal articles will
vary with faculty appointment and expertise.

e Evidence of the faculty members emerging research stature at a regional or national
level. This could include invited presentations, elected positions, and invited
memberships in organizations associated with the faculty members’ area of
expertise.

e Evidence of a growing ability to garner outside funding for the faculty members’
research, teaching or extension program.

e Evidence of research output via patents, copyrights, or other intellectual property.

Promotion to Full Professor-Research

The dossier of the candidate for Full Professor should be comparable to previously successful
departmental candidates and candidates at peer institutions, and must demonstrate a
national/international reputation. The individual work should show creativity, innovation and
impact as measured by citations, levels of adoption of results or methods, and other measures of
scholarly contribution. Scholarly contributions also include competitive extramural or non-
extramural funding, invited national and international conferences, books and book chapters
published. In summary, for promotion from Associate Professor to Full Professor, the following are
needed measures in the research area for promotion to Full Professor:

e At least four years of service at the rank of Associate Professor.

e Consistent graduate student advising, including service as a major advisor, committee
member and outside reader (note: this is also listed under Teaching).

e A consistent, regular history of publication. ‘Publication’ refers to published materials that
fit within the faculty members’ job description, and can include publications in appropriate
refereed journals, extension publications, books, symposia or proceedings, industry trade
publications, or newsletters. It must be noted that refereed publications will carry more
weight in a tenure and/or promotion decision, and there is an expectation that every faculty
member will publish in appropriate refereed journals. The exact number and nature of the
refereed journal articles will vary with faculty appointment and expertise.

e Evidence of the faculty members growing research stature at a regional, national or
international level. This could include invited presentations, elected positions, and invited
memberships in organizations associated with the faculty members’ area of expertise.

e Evidence of continued ability to garner outside funding for the faculty members’ research,
teaching or extension program.





Teaching

Teaching is a vital part of many faculty members’ appointments, and it should be viewed as
a faculty function that is as important as extension or research. At a basic level, classroom
instruction by a faculty member must include: 1) class meetings that are organized,
informative, and communicate timely course material, 2) a correctly developed course
syllabus and content, 3) student course evaluation and regular peer review, and, 4) regular
editing and updating of course content. Specific indicators of a quality teaching program
could include:

College, university or national awards for teaching excellence.

Published laboratory manuals, textbooks or on-line teaching tools.

Development of distance education courses.

Field trips and study tours with graduate or international graduate students,
international or national trips.

Publications in refereed journals and/or research presentations on teaching related
research.

Consistent undergraduate advising.

Consistent graduate student advising, including service as a major advisor,
committee member and outside reader.

Service on teaching-related committees at the department, college and university
level.

Service as an advisor for student clubs or organizations.

Promotion to Associate Professor-Teaching

The candidate must demonstrate (1) an effective teaching program, (2) a commitment to student
learning; and (3) effective advising to students and/or student organizations and to students’ career
development. Based on the individuals appointment, individuals wishing to be promoted to the
rank of associate professor should be actively involved in serving on graduate committees,
including where appropriate serving as Chair or co-Chair at the MS and Ph.D. levels. Advising
advanced undergraduate research projects (e.g., those of Undergraduate Research Fellowship
winners) also would represent meritorious contributions to the department’s teaching mission.

A promotion packet should include both student evaluations and peer reviews of teaching. Student
evaluations should be included for the previous five years of teaching (for every course), and at
least one peer review should be performed for every class that the Assistant Professor teaches in the
five year period prior to the tenure document submittal. Peer reviews should be performed by a
senior faculty member who also teaches courses in the subject area, and their peer reviews should
consist of the following: 1) a written review of course material (to include sample exams and the
syllabus), with the course materials provided by the instructor, and, 2) a written review of the
course, developed after the evaluator has attended at least one course lecture. Attendance at and a
review of a faculty members lecture is a new measure for AGRN, but it signals a departmental
commitment to the review of a faculty members’ course and teaching. The final written peer review
report shall be provided to both the faculty member and the Department Head. If student





evaluations and the peer review indicate that a faculty member is having difficulties in the
classroom a peer review may be performed more frequently.

Promotion to Full Professor-Teaching

The candidate to be promoted to the rank of Full Professor must also demonstrate teaching
competence through activities such as advising, course and material developed for teaching, and
teaching publications such as laboratory manuals or textbooks. For Associate Professor a peer
review shall be completed every-other year. In some cases, the development of new or novel
courses in emerging areas of their science is a mark of professional development. Leadership in
teaching must also be demonstrated, either through awards of excellence at the university or
national level, or via service on teaching-related committees. Teaching effectiveness and
competence may be measured by the direction and guidance of graduate and undergraduate
students, and service on other graduate student committees. In general, a faculty member who
teaches and who is pursuing promotion to Full Professor must demonstrate a long-term, consistent
and high quality program in the instruction of undergraduate and graduate students.





Extension

Extension faculty members are responsible for providing expertise and statewide leadership in their
respective discipline for educational outreach programs conducted by the Alabama Cooperative
Extension System (ACES). The primary role is developing and implementing creative, innovative
educational programs and educational products for a broad audience, and communicating these
programs through interactions with state Extension personnel and other stakeholders. Faculty are
responsible for producing educational curricula, publications and teaching materials; and working
collaboratively with colleagues in other states, community agencies, and government agencies to
address problems or needs of the region and nation. Faculty with extension appointments are
expected to engage in outreach work through a planned Extension program in a manner consistent
with the percentage of their appointment supported by Extension funds. Applied and adaptive
research is expected to obtain specific information that can be used by clientele in technology and
knowledge transfer. Faculty members are expected to reach appropriate, diverse audiences and
leverage the research and knowledge bases to address issues, needs and opportunities across the
state and beyond. Promotion is based on program planning and implementation accomplishments,
disciplinary competence, professional development, and leadership achievements. Specific
guidelines and measures of success for faculty with Extension appointments could include (not all
of these must be included — they are examples):

e Evidence of multidisciplinary collaboration with Extension peers. For example, this
could be the development of a multidisciplinary Extension program in a commodity
crop, with participation from agricultural economists, entomologists, agronomists
and plant pathologists.

e A high level of interaction with stakeholders. For example: service on commodity
research boards, frequent presentations at trade group or commodity meetings, and
hosting tours and field days.

e Examples of multiple program delivery methods, including distance education, web
sites, fact sheets, radio programs and other recorded deliveries, and newspaper
articles/interviews.

e Multiple speaking (both invited and attended) events in each year.

Demonstrated (via speaking invitations and other contacts, such as e-mail) success as
the resource person with state-wide (or greater) expertise in their resource area.

e Evidence that the extension program reaches across a wide demographic range.
Extension efforts in the faculty members’ program that reach youth, people of color
or those with economic disadvantages are beneficial.

e Collaboration with research faculty is beneficial for all. Faculty with Extension
appointments should collaborate with research faculty, serving on graduate
committees and co-writing manuscripts for publication in refereed research journals.

¢ Funded research projects with an emphasis on Extension-style projects (large-scale,
on-farm, demonstration) are expected. For Assistant Professors, however, care must
be taken that demonstration projects will produce some type of measureable
published document that will enhance the quality of the faculty members program.

e As with teaching and research, university, regional or national awards that recognize
the quality of the candidates program are always beneficial.





Promotion to Associate Professor-Extension

The candidate for promotion to Associate Professor must demonstrate: (1) a productive research
program as measured primarily by departmental and Extension publications, electronic media, and
presentations in professional meetings (applied research publications in peer-reviewed journals are
also encouraged as a means of establishing a regionally, nationally, or internationally recognized
program); (2) an effective Extension program that includes program development, delivery, and
relevance, as measured by peer and client evaluation of programs (survey instruments, course
evaluations, evidence of program adoption etc.), publications, and presentations; (3) documented
expertise in candidate’s specialty areas that meets the needs of constituents; (4) pursuit and
acquisition of extramural and intramural funds necessary to support the candidate’s research and
extension efforts. The individual should acquire a regional extension reputation.

Promotion to Professor-Extension

The candidate must demonstrate: (1) sustained productivity in research of high quality and
significance to support an effective Extension program, which includes program development,
delivery, and impact, as measured by peer and client evaluation of programs, publications, and
presentations; (2) a regional, national, or international reputation in candidate’s specialty area; (3)
leadership in Extension or service on a regional or national level; (4) documented expertise in
candidate’s specialty areas that complements research of the department and meet the needs of
constituents.





Service

All faculty members should engage in some form of service to the department, college, university,
profession and community, but expectations of how much service will vary depending on the course
of an individual faculty member’s career. As a faculty member works towards tenure and
promotion to Associate Professor, the expectations of service are limited by the recognition that the
primary focus of effort needs to be on establishing a solid teaching, research, and Extension
programs, as appropriate to individual appointments. As a faculty member moves through the
ranks, however, the expectation of service increases in the context of a setting where the university
operates on the principles of shared governance and where a faculty member’s national and
international reputations are to some extent simultaneously shaped and reflected by professional
service as defined in the Faculty Handbook.





Appendix
Auburn University
College of Agriculture
Guidelines for Peer Review of Teaching
Spring 2006 (revised)

The purpose of peer review of teaching is long-term support and continuous professional
development of teaching faculty. Although this document will outline guidelines for the process of
peer review of teaching, each department should establish their own protocol for peer review that is
based on these guidelines. Peer review is strongly recommended, but not required, for all courses an
instructor teaches. Peer review should be considered only one of many different ways that teaching
effectiveness can be evaluated. The emphasis on peer review should be on its value to the
instructor, the process should be instructor-driven, and the results should be the property of the
instructor.

The main use of peer review should be for formative evaluation. Within the context of faculty
evaluation, the term formative evaluation describes activities that are to provide faculty with
information that they can use to improve their teaching. The information is intended for their
personal use, rather than for public inspection, and thus is private and confidential. The information
should be rich enough in detail so that instructors can obtain clear insights on the nature of their
teaching strengths and weaknesses. Formative evaluation is informal, ongoing, and wide-ranging. It
should be the basis for continuous development of effective teaching throughout the career?.

Peer review of teaching should also be designed for use in a summative evaluation so that faculty
can use the results of the process to enhance their chances of success in personnel decisions: hiring,
promotion, tenure, merit pay, awards. Summative evaluation of tenured faculty is performed at the
discretion of the faculty member. Department heads or chairs should ensure that probationary
faculty members have summative peer evaluation of teaching performed in a timely manner for
tenure and promotion decisions. However, use of peer review results in making a personnel decision
should occur via the instructor to the maximum extent possible (e.g. through incorporation into a
teaching portfolio).

The opportunity for improvement, through subsequent reviews initiated by the instructor, must be
made available following negative reviews made for a personnel decision. Peer review should
involve using standardized, faculty-approved worksheets: one for review of course materials (see
Chism Chapter 5) and, if included, one for review of classroom instruction (Chism Chapter 6).
Prompts may be included in the worksheets to ensure that the instructor and the reviewers consider
important aspects of a teaching program (Chism p. 51-52). Peer reviews for course improvement
and personnel decisions should not be conducted simultaneously, but the same reviewer worksheets
should be used for both types of review.

An individual conducting a review for a personnel decision should have experience in reviewing
other courses, should have taught a course at the same level as the course being reviewed, and

2 Chism, N. 1999. Peer Review of Teaching: A Sourcebook. Anker Publishing, Boston MA.





should be open to alternative teaching strategies and conceptions of student learning. Training and
support for faculty reviewers can be obtained through the Biggio Center upon request.

The basic steps in a peer review of teaching include:

Identification of peer reviewers

For formative evaluation: The faculty member should identify two or more colleagues within and/or
outside their department to act as reviewers. For summative evaluation: In addition to one colleague
selected by the faculty member, the faculty member’s department head or chair should also select
one faculty member to serve as a reviewer.

Information exchange between reviewer and faculty member

At a minimum this should consist of an item or items that represent each of the 4 categories listed
below (examples are provided of possible course materials that can be included from each category;
departments may decide on additional items). Items considered optional are listed in category 5.

1. Materials that communicate course policy and practices:
a. Syllabus for the course being reviewed
b. Course guides
c. Teaching evaluation instruments
2. Materials that communicate course content:
Instructor notes from a lecture or lectures in the course
A laboratory instruction and/or activity (if applicable)
Course packets
Texts
WebCT sites
Handouts
g. Multimedia supplements
3. Materials that set assignments and assess student performance:
a. Exams and quizzes
b. Project assignment directions and handouts
c. Classroom exercises (e.g. case studies, learning group tasks)
4. Instructor comments on student work:
a. Graded papers or tests
b. Journals and email exchanges
5. Optional items:
a. In-class and/or laboratory observation (detailed guidelines in appendix)
b. Video tape of classroom and/or laboratory instruction and activities
c. Instructor reflection on techniques, classroom research
d. Summary of data from prior student evaluations

hD OO0 T

Meetings

As part of a peer review, meetings should be held before and after the review to discuss teaching
issues of mutual interest. The meetings also allow the instructor to elaborate on teaching goals and
strategies and to rebut negative comments. If the review is to be used in making a personnel
decision, the comments on the reviewers” worksheets should be finalized only after these meetings.





Evaluation of course materials by peer review team
The instructor provides copies of all selected course materials for review. The review is

accomplished using the standardized, faculty-approved worksheets. Separate worksheets should be
developed for review of course materials (see Chism Chapter 5) and, if included, observation of

classroom instruction (see Chism Chapter 6).





In-class Peer Teaching Evaluation

COURSE:
YEAR:

Name: Date:

Peer Evaluator:

Score= Excellent = Satisfactory = Weak
Cateqories: Comments/Suggestions:

Course content
(Such as materials used, relevance of information, grammar, speed,
enunciation)

Course Organization and structure_
(presentation, syllabus and adherence to syllabus, delivery)

Timeliness (Innovation)
(Such as listening, questioning, response to questions, rapport)

Presentation
(Such as organization, use of examples or analogies, clarity, diction, accuracy of information)

Preparation

Quality of handouts and/or AV aids

Importance of course to students
Challenge to students
Students Reaction

Overall Effectiveness of Instructor:

Comments:







Supplemental Promotion and Tenure Guidelines
Department of Biosystems Engineering
Auburn University
October, 2011

These guidelines are to supplement those outlined in the Auburn University faculty handbook.
These guidelines shall be used by the Department of Biosystems Engineering for evaluation of
faculty promotions from Assistant Professor to Associate Professor and Associate Professor to
Professor, and for granting tenure within the department. The departmental Tenure and
Promotion committee composed of faculty holding the rank of Professor will ensure that these
guidelines are followed as a supplement to those outlined in the faculty handbook. Criteria and
Consideration guidelines in the faculty handbook shall take precedence over those in this
document.

Scholarly activity appropriate to the discipline and assigned responsibilities is expected of all
faculty, tenured or untenured, and will be used to assess contributions made by an individual.
Scholarly activity is defined broadly when considering efforts at institutions of higher learning
and is most often captured in the concept of creating new knowledge and transferring knowledge
to others. Each of the areas; research, teaching, outreach/extension, and service is addressed
below.

Expectations for Appointments in Research, Teaching, Extension or
Outreach, and Service

Research

Research evaluation should be based on productivity, measured in terms of outputs, and impact.
The general expectation is that the candidates will develop an innovative scholarly program to
address important problems within the broad field of engineering as applied to biological
systems, natural resources, and the environment.

A productive research program at a land-grant institution includes conducting high quality and
high impact programs of discovery supported by successful extramural funding; resulting in
peer-reviewed publications, patents and other similar products; resulting in presentations or
exhibitions at national and international meetings; and resulting in mentoring and training of
undergraduate and graduate students. Other attributes of a productive research program include
serving as a peer reviewer of manuscripts and grants and serving on research related committees
at the college, university, national, and international levels.

Candidates for promotion and tenure are expected to publish peer-reviewed articles in leading
journals appropriate to the field of discovery, publish works in other peer reviewed journals, and
contribute to the scholarly literature through books, books chapters, and other peer reviewed
publications such as posters, conference proceedings and published abstracts.
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The general expectation is that a candidate for Associate Professor with a research appointment
would demonstrate quality of research by publishing scholarly works in at least one significant
engineering or scientific journal in their field of study in addition to publishing other peer-
reviewed works in other journals, books, book chapters, conference proceedings, etc. The
overall research portfolio of a candidate for Associate Professor should demonstrate a reputation
in the engineering and scientific community at the regional level or beyond. The candidate for
Associate Professor should demonstrate a record of successfully obtaining extramural funding
from various sources with at least one significant award from a regionally or nationally
competitive grant program.

A candidate for Professor would demonstrate a research record of increasing stature with a
consistent record of publication in the major journals for their field of study. The candidate
would be expected to publish additional works in other appropriate peer-reviewed journals,
books, book chapters, conference proceedings, etc. The overall research portfolio of a candidate
for Professor should demonstrate a reputation in the engineering and scientific community at the
national or international level. The candidate for Professor should demonstrate a record of
successfully obtaining extramural funding from various sources with multiple awards from
nationally competitive grant programs.

Evaluation of candidates for either rank will include consideration for the candidates ability to
develop collaborative relationships with faculty in other disciplines within Auburn University as
well as those in other universities, government agencies, and industry.

Teaching
The act of transmission of knowledge is designated as teaching and can include activities such as

classroom instruction, distance education, and advising students. Additional examples of
activities associated with the transfer of knowledge are curriculum development, writing of
textbooks and laboratory manuals, and development of new courses. Documentation of
knowledge transferred via instruments and activities such as student evaluations and peer
evaluations is important in assessing the candidate’s activities in these areas. Scholarly activity in
the area of teaching involves creative work such as (but not limited to) obtaining grants related to
teaching, and publishing peer-reviewed manuscripts on teaching methods and outcomes.

The transmission of knowledge via an extension/outreach program may include activities such as
publications, meetings, correspondence where stakeholders seek information, visitations and
demonstrations. Activities associated with the transfer of knowledge such as alternative
pedagogical approaches for adult and distance learners and service to organizations are important
components of extension responsibilities.

The general expectation is that a candidate for Associate Professor must demonstrate: (1) an
effective teaching program; (2) a commitment to student learning; and (3) effective advising to
students and/or student organizations and to students’ career development. These may be
evidenced by course evaluations and other documents which support teaching effectiveness as
noted above. Based on the level of the teaching appointment, the faculty member should be
actively involved in serving on graduate committees, including where appropriate serving as
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Chair or co-Chair at the MS and Ph.D. levels. Advising undergraduate research projects also
would represent meritorious contributions to the department’s teaching mission.

The general expectation is that a candidate for Professor must demonstrate teaching effectiveness
in and beyond the classroom commensurate with the level of their assigned teaching
appointment. The candidate to be promoted to the rank of Professor must also demonstrate a
commitment to continuous improvement of the department’s academic programs through
activities such as advising, course and material developed for teaching, teaching publications,
and efforts to maintain accreditation for departmental programs. Evidence of student recruitment
and placement at the undergraduate and graduate levels may be an additional indication of a
Professor’s effectiveness in the teaching role. Based on the level of the teaching appointment,
the faculty member should be actively involved in serving on graduate committees, including
where appropriate serving as Chair or co-Chair at the MS and Ph.D. levels, with a generally
greater expectation of advising at the Ph.D. level. Advising undergraduate research projects also
would represent meritorious contributions to the department’s teaching mission.

Extension or Outreach

Scholarly activity in extension/outreach includes innovative and creative work to transfer
evidence-based findings to stakeholders and clientele, securing extramural funding to support
extension programming, and publishing peer-reviewed articles. Documentation of knowledge
transferred to extension clientele through the development of a portfolio of achievements is
important in assessing the candidate’s activities in these areas.

The general expectation is that a candidate for Associate Professor must demonstrate: (1) a
productive extension program as measured primarily by publications in peer-reviewed journals,
extension publications, electronic media, presentations at professional meetings, and
presentations at local, state, or regional extension events; (2) an effective Extension program
that includes program development, delivery, and relevance, as measured by peer and client
evaluation of programs, publications, and presentations; (3) documented expertise in candidate’s
specialty areas that meets the needs of constituents; (4) pursuit and acquisition of extramural and
intramural funds necessary to support the candidate’s extension efforts. The candidate for
Associate Professor should demonstrate an extension reputation at the regional level or beyond.

The general expectation is that a candidate for Professor must demonstrate: (1) sustained
productivity in extension programming of high quality and significance, which includes program
development, delivery, and impact, as measured by peer and client evaluation of programs,
publications, and presentations; (2) publications in peer-reviewed journals, extension
publications, electronic media, presentations at professional meetings, and presentations at local,
state, and national extension events; (3) a regional, national, or international reputation in the
candidate’s specialty area; and (4) demonstrated leadership in Extension on a regional or national
level.

Service

All faculty members are expected to participate in the operation of the department, college, and
university by serving in various capacities (for example, on committees, boards, panels, task
forces, and commissions). This is broadly known as service. Faculty members are expected to
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further their discipline by providing service to their professional society by serving as officers or
members on committees, serving as editors and reviewers for professional journals or other
professional publication outlets, and serving on study and review panels for governmental
agencies and funding organizations. As a faculty member progresses through the ranks of
Assistant Professor, Associate Professor, and Professor, the expectations of service increase in
the context where the faculty member is in a position to provide greater leadership and service to
the department, college, university, and profession. Although there is a reasonable limit to the
extent of involvement (to be managed by the department head), it is not unreasonable for these
tasks to occupy an average of five to 10 percent of a faculty member's time.

Junior Faculty Mentoring Committee.

In consultation and agreement with each junior faculty member, the Department Head shall
appoint a minimal 2 member mentoring committee for each junior faculty member. The
mentoring team shall be chosen within the first year after appointment of the faculty member or
at the time of adoption of these guidelines by the department faculty. The mentoring team may
be changed at anytime by the request of the junior faculty member or by resignation of the
mentor. The junior faculty member will identify one mentoring team member as the lead
mentor. The two member mentoring team shall consist of faculty members who are above the
rank of the candidate with at least one being a full Professor in the Department of Biosystems
Engineering. The mentoring team may consist of more members than two at the request of the
junior faculty member. Additional mentors on the team can be from other departments within
the University; however, all mentoring team members must be above the rank of the candidate
and the chairman of the team must have their primary appointment in the Department of
Biosystems Engineering and have the rank of full Professor.

During the evaluation and discussion of the candidate for promotion and tenure within the voting
faculty meeting, the mentor team leader for the candidate will present an overall summary of the
candidate’s credentials to the voting faculty prior to open floor discussion of the dossier.

Third Year Evaluation/Review.

The Faculty handbook requires a third year tenure review. In the Department of Biosystems
Engineering, this review shall take place normally before April 30 of the faculty member's third
year. The head shall request a current vita and any supporting material the head or the faculty
member/mentoring team deems appropriate prior to the review. The particular focus of this
review is the faculty member's progress toward achieving tenure. The review therefore must
address the criteria for tenure set forth in the faculty handbook. To be maximally useful to the
candidate and the department, the review shall involve the entire tenured faculty. In order for it
to accurately reveal the judgment of tenured faculty, it shall conclude with a vote on whether or
not, in the judgment of the tenured faculty, the candidate is making appropriate progress toward
tenure. The result of the vote shall be announced at the meeting. Faculty should understand that
this vote is not a commitment to grant or deny tenure in the future.
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The department head shall prepare a written report covering the findings of the review, and
characterizing the nature of the vote. The report may convey to the candidate that they are
making appropriate progress toward tenure and promotion, or the report may indicate that the
faculty member’s appointment may not be renewed. This report may be consulted by the tenured
faculty when the faculty member is a candidate for tenure; otherwise, the report is to remain
confidential, as allowed by policy and law.

Schedule of Events for the Promotion and/or Tenure Process.

The following schedule of events will be implemented for the development, evaluation and
submission of Promotion and Tenure dossier (in keeping with the Provost’s published schedule
of events) within the Department of Biosystems Engineering on or before:

March 15 - Consultation meeting between faculty member to be promoted and/or tenured and
the Department Head to initiate the process. This meeting may be initiated by either the faculty
member or Department Head. Following this meeting the Department Head shall begin the
development of the material identified in the Faculty Handbook section 11. Procedure for
Promotion and Tenure 3: Information to be supplied by the Department Head.

June 1 — Faculty member present Department Head with completed dossier as per guidelines set
forth in the Faculty Handbook section 11. Procedure for Promotion and Tenure 2. Information to
be Supplied by the Candidate.

July 1 — Department Head solicit external reviewers for evaluation of candidate as set forth in the
Faculty Handbook section 11. Procedure for Promotion and Tenure 3. Information to be;
Supplied by the Department Head.

August 15 — Receipt of Letters by External Reviewers to the Department Head.
September 1 — Dossier to the voting faculty in the Department of Biosystems Engineering for
review.

September 15 — Department Head to call a meeting of all eligible faculty to confidentially
discuss the candidate’s dossier and take a secret ballot vote. Immediately following the faculty
meeting, the designated lead mentor of the candidate's mentoring team shall develop a consensus
departmental report incorporating the discussion from the faculty meeting into the report. The
consensus report shall include the secret ballot faculty vote as outlined in the faculty handbook.

October 1 — Candidate dossier finalized, copied and submitted to the Dean, College of
Agriculture for College and subsequent University action.

Process Generalities.
These guidelines are meant to provide a process through which a consistent, clear, and fair
judgment of a faculty member's qualifications can be made. It is not meant to be a decision tool,

but rather a starting point from which to frame the promotion and/or tenure discussion. From the
Department's standpoint, the only deciding factor in granting promotion or tenure is by vote of
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the faculty. These guidelines are meant to ensure that the vote is taken after careful, exhaustive,
fair, and, to the extent possible, quantitative consideration of the merits of the candidate.

Criteria for Dossier Evaluation by voting faculty

Faculty evaluation of the candidate will be based upon the candidate’s specific percentage
responsibilities as assigned by the Department Head that have been discussed with candidate
during previous annual performance evaluations. These responsibility areas will be teaching,
research, extension/outreach, service, and departmental and/or external administrative
assignments made by the Department Head and/or Directors of Alabama Cooperative Extension
System or Alabama Agricultural Experiment Station. Evaluation of the candidate will be
conducted using the general guidelines discussed previously for each of the mission areas for
candidates for the ranks of Associate Professor or Professor.

The discussion of a candidate's qualifications by the faculty is of a highly sensitive nature and
must be held in strictest confidence to assure that the opinions expressed are honest. The
opinions, rankings, or measures discussed as evidence are all meant to inform the faculty
member in making their final vote on promotion and tenure. That vote and an accompanying
letter summarizing the deliberations are the only record of the proceedings.
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Supplemental Promotion and Tenure Guidelines
Department of Animal Sciences
Auburn University

These guidelines are to supplement those outlined in the Auburn University faculty handbook.
These guidelines shall be used by the Department of Animal Sciences for evaluation of faculty
promotions from Assistant Professor to Associate Professor and Associate Professor to
Professor, and for granting tenure within the department. The departmental Tenure and
Promotion committee composed of tenured faculty holding the rank of Professor will ensure that
these guidelines are followed as a supplement to those outlined in the faculty handbook. Criteria
and Consideration guidelines in the faculty handbook shall take precedence over those in this
document.

Scholarly activity appropriate to the discipline and assigned responsibilities is expected of all
faculty, tenured or untenured, and will be used to assess contributions made by an individual.
Scholarly activity is defined broadly when considering efforts at institutions of higher learning
and is most often captured in the concept of creating new knowledge and transferring knowledge
to others. Each of the areas; research, teaching, outreach/extension, and service is addressed
below.

Research:

A productive research program at a land-grant institution includes successful grants and funding
of the candidates program, production of peer-reviewed publications, mentoring and training of
graduate students, and presentations at national and international meetings. Evidence of a
productive research program includes serving as a peer reviewer of manuscripts and grants and
serving on research related committees at the college, university, national and international
levels.

Research productivity shall be measured in terms of outputs presented in the Criteria for Dossier
Evaluation section of this document. It is recognized that different types and quantity of outputs
will exist between the multiple discipline areas across the department faculty. However, the
general expectation is that a candidate for Associate Professor with a research appointment
(regardless of percentage) would demonstrate quality of research by publishing in at least one
leading journal in his/her field of expertise while a candidate for Full Professor would have at
least two publications of that quality. The general expectation is that in addition to publication(s)
in leading journals, candidates for promotion and tenure should regularly publish in other peer
reviewed journals and contribute to the scholarly literature through books, book chapters, and
other peer reviewed publications.

Teaching:

The act of transmission of knowledge is designated as teaching and can include activities such as
classroom instruction, distance education, and advising students. Some examples of activities
associated with the transfer of knowledge are curriculum development, writing of textbook
books and laboratory manuals, development of new courses, and evaluation by students.
Documentation of knowledge transferred via instruments and activities such as student





evaluations and peer evaluations are important in assessing the candidate’s activities in these
areas. Scholarly activity in the area of teaching involves creative work such as (but not limited
to) obtaining grants related to teaching, and publishing peer-reviewed manuscripts on teaching
methods and outcomes.

Teaching productivity shall be measured in terms of outputs presented in the Criteria for Dossier
Evaluation section of this document. It is recognized that student teaching evaluations may
differ based upon the type of class and method of delivery (ie. classroom vs ‘hand-on’
laboratory). However, the general expectation of a candidate for promotion and tenure is the
delivery of up-to-date course material presented to students that enhance student learning. In
addition, the candidate must be active in student life within the department and develop a
learning environment for students in- and outside of the classroom.

Extension/Outreach:

Scholarly activity in extension/outreach includes innovative and creative work, obtaining grants
and publishing peer-reviewed papers, documentation of knowledge transferred to contacts and at
meetings, and development of a portfolio of achievements. The transmission of knowledge via
an extension/outreach program may include activities such as publications, meetings,
correspondence where stakeholders seek information, visitations and demonstrations. Activities
associated with the transfer of knowledge such as alternative pedagogical approaches for adult
and distance learners, support of the livestock and companion animal commaodities and
industries, and service to organizations are important components of extension responsibilities.

Extension productivity shall be measured in terms of outputs presented in the Criteria for
Dossier Evaluation section of this document. The general expectation of a candidate for
promotion and tenure is the recognition by the departments’ industry stakeholders as an expert in
their specified discipline. The quality and quantity of information delivered will be
measurements of success.

Service:

All faculty members are expected to participate in the operation of the department, college, and
university by serving in various capacities (for example, on committees, boards, panels, task
forces, and commissions). This is broadly known as service. Faculty members are expected to
further their disciplines by providing service to their professional societies by serving as officers
or on committees, serving as editors and reviewers for professional journals or other professional
publication outlets, and serving on study and review panels for governmental agencies and
funding organizations. Although there is a reasonable limit to the extent of involvement (to be
managed by the department head), it is not unreasonable for these tasks to occupy an average of
10 to 15 percent of a faculty member's time.

Service productivity shall be measured in terms of outputs presented in the Criteria for Dossier
Evaluation section of this document. Assistant Professor service responsibilities will be
monitored by the Department Head and limited to ensure adequate time for development in the
research, teaching and extension/outreach areas of their programs. The general expectation of a
candidate for promotion and tenure is the service on a minimum of one department committee,
and provide a service function to their professional society. As faculty are promoted to





Associate Professor and tenured, more release time from research, teaching and
extension/outreach will be granted and expected.

Collegiality:

Collegiality is an important part of granting tenure. The faculty handbook addresses collegiality
and its role in the tenure process. Collegiality will be considered by voting faculty when making
decisions on granting tenure. These guidelines do not attempt to quantify collegiality in any
manner. The candidate is urged to read the faculty handbook regarding collegiality.

Junior Faculty Mentoring Committee

In consultation and agreement with each junior faculty member, the Department Head shall
appoint a minimum 2 member mentoring committee for each junior faculty member. The
mentoring team shall be chosen within the first year after appointment of the faculty member or
at the time of adoption of these guidelines by the department faculty. The mentoring team may
be changed at any time by the request of the junior faculty member or by resignation of the
mentor. Assistant Professors shall identify one mentoring team member that holds the rank of
Professor as the lead mentor and the second mentoring team member may hold the rank of either
Associate Professor or Professor. Associate Professors shall identify two mentoring team
members that hold the rank of Professor and identify one of the two as the lead mentor. The
two-member mentoring team must be faculty members in the Department of Animal Sciences.
The mentoring team may consist of more members than two at the request of the junior faculty
member. Additional mentors on the team can be from other departments within the University;
and the chairman of the team must have their primary appointment in the Department of Animal
Sciences.

During the evaluation and discussion of the candidate for promotion and tenure within the voting
faculty meeting, the mentor team leader for the candidate will present an overall summary of the
candidate’s credentials to the voting faculty prior to open floor discussion of the dossier.

Schedule of Events for the Promotion and/or Tenure Process.

The following schedule of events will be implemented (as allowed by the Provost’s Office
published schedule) for the development, evaluation and submission of Promotion and Tenure
dossiers within the Department of Animal Sciences on or before

March 15 — Consultation meeting between faculty member to be promoted and/or tenured and
the Department Head to initiate the process. This meeting may be initiated by either the faculty
member or Department Head. Following this meeting the Department Head shall begin the
development of the material identified in the Faculty Handbook section 11. Procedure for
Promotion and Tenure 3: Information to be supplied by the Department Head.

April 1 — For candidates making the decision to present their credentials for promotion and/or
tenure earlier than the university requirement and for candidates going from Associate Professor
to Professor a departmental seminar will be scheduled and presented by the candidate. This will
be a comprehensive seminar outlining scholarly achievements in the candidate’s field of
expertise. This seminar will be moderated by the Department Head. During the question answer
session immediately following the formal presentation, questions will not be directed toward a





critical review of the candidates program; but, for an in depth discussion for professional
informational purposes.

July 1 — Faculty member present Department Head with completed dossier as per guidelines set
forth in the Faculty Handbook, Section 11. Procedure for Promotion and Tenure 2. Information
to be supplied by the Candidate.

July 15 — Department Head solicit external reviewers for evaluation of candidate as set forth in
the Faculty Handbook, Section 11. Procedure for Promotion and Tenure 3. Information to be
supplied by the Department Head.

August 15 — Receipt of letters by external reviewers to the Department Head
September 1 — Dossier to the voting faculty in the Department of Animal Sciences for review

September 15 — Chairman of Departmental Tenure and Promotion Committee to call a meeting
of all eligible faculty to confidentially discuss the candidate’s dossier and take a secret ballot
vote. Immediately following the faculty meeting, the Tenure and Promotion Committee under
the leadership of the chairman develop a consensus departmental report incorporating the
discussion from the faculty meeting into the report. The consensus report shall include the secret
ballot faculty vote as outlined in the faculty handbook.

October 1 — Candidate dossier finalized, copied and submitted to the Dean, College of
Agriculture for College and subsequent University action.

Criteria for Dossier Evaluation by voting faculty

Faculty evaluation of candidate will be based upon the candidate’s specific percentage
responsibilities in teaching, research and/or extension/outreach identified in the letter of offer
and changes made to these specific responsibilities during the candidates years as an
assistant/associate professor.

Research
Evaluations for research achievements will be based upon the following:
- Publication Record
o Refereed journal articles and journals in which they are published within the
candidate’s discipline area.
o Refereed articles per FTE of research assignment.
o Impact of reported publications as shown by number of citations by scientific
community.
o Abstracts presented at scientific meetings.
o Research reports published for popular consumption.
o Research publication partnerships with co-investigators where candidate is
clearly the research team leader within their discipline area.
- Development of:
o Intellectual Property
o Copyrights





o Patents
- Research Funding
o Number and dollar amount of research proposal submitted.
o Number and dollar amount of research proposal funded.
o Proposal partnerships where the candidate is clearly the research proposal Pl
and team leader.
- Awards in Research
o College, Experiment Station, University, State, and National awards
- Recognition by peers as having a respected national reputation for promotion to
Associate Professor and an established national reputation and developing
international reputation for promotion to Professor.
o Invited presentations at national/international symposia, congresses,
conferences.
o Committee assignments on national committees
= As member
= Aschairman
o Recognition as an expert in their discipline by
= Editorships
= Associate Editorships
= Serving as a consultant in various venues.
= Asked to provide leadership of a specific program within the discipline
that has a national impact
= Other types of recognition showing national/international reputation.

Teaching
Evaluations for teaching achievements will be based on the following:
- Student evaluations:

o Student evaluations for each course the candidate teaches will be evaluated
and compared with the average of the department faculty holding a higher
rank than the candidate. Faculty voting on the candidate will take into
account whether the courses taught are required or elective classes.

- Peer evaluations of teaching:

o The mentoring team shall evaluate teaching materials used in class and report
on the quality of this material during the voting faculty meeting

o The mentoring team for each faculty member shall develop a written
statement evaluating the effectiveness of the candidate’s classroom teaching.
The effectiveness will be evaluated based on criteria such as speaking style,
classroom presence, knowledge level, whether the information is up to date,
and organization.

o The mentoring team will evaluate classroom teaching effectiveness at least
once per year starting at year 3, before the 3" year evaluation, and yearly after
that time until the candidate is either tenured or leaves the university.
Classroom effectiveness and teaching will be evaluated at least once after
promotion to associate professor and before the candidate applies for
promotion to the rank of full professor.





Note: Only mentors from the mentoring team that are members of the
Department of Animal Sciences will be allowed to participate in the voting
faculty meeting and discussion about the candidate’s application for promotion
and/or tenure.
- Development of new courses supporting the Department of Animal Sciences mission
- Evidence of innovative and effective teaching methods
- Awards in teaching
o College, University, State, and National awards
- Published work related to teaching
o Number of refereed journal manuscripts and the journals in which they
appeared related to teaching
o Number of abstracts presented at state, regional, national teaching related
meetings
- Books/laboratory manuals written for teaching
- Books/laboratory manuals adopted by peers at other universities for teaching
undergraduate or graduate classes
- Books/laboratory manuals edited for teaching
- Funding
o Local teaching funds/grants/gifts acquired
o State level teaching funds/grants/gifts acquired
o National level teaching funds/grants/gifts acquired
- Service
o College committee service and leadership roles related to teaching
o University committee service and leadership roles related to teaching
o State committee service and leadership roles related to teaching
o National committee service and leadership roles related to teaching
o International committee service and leadership roles related to teaching
- Graduate student success/accomplishments
o The number of graduate students mentored and completed by the candidate.
o Graduate students recognized by college, university, and/or national awards
o The number of graduate students completed by the candidate as
=  Committee Chairman
=  Committee Member
o Job/career placement record of former graduate students in positions related to
their degree
- Advising
o Number of undergraduate student advisees
o Successful completion of meetings and forms for undergraduate student
advisees

Extension
Evaluations for Extension achievements will be based on the following:
- Publications
o Number of refereed manuscripts directed toward Extension/outreach that have
a direct impact on animal science related issues.





o Number of abstracts presented at state, regional and national meetings related
to Extension/Outreach
o Number of non-refereed manuscripts published for dissemination of
information to the public.
o Number of popular press articles published.
o Level of estimated impact of popular press articles published. (circulation
number and coverage area.)
o Funding
o Number of Extension related proposals written
o Level of Funding in support of Extension programs/demonstration research
- Awards in Extension/Outreach
o College, Extension System, University, State, and National awards
- Program Development in relation to percentage appointment in extension activities
o Level of the development and delivery of effective Extension/outreach
programming.
o Estimated impact of program delivery to stakeholders
o Solicitations from stakeholders for the delivery of programs
- Dissemination of Knowledge
o Number of contacts from stakeholders requesting and number receiving
information/advice/counsel.
o Number of invited presentations targeted toward stakeholders or stakeholder
groups.
o Estimated impact of program implementation by stakeholders

Service
Evaluation for service achievements will be based upon the following
- Number of committee assignments at the
o Department level
College level
University level
State level
National level
o International level
- Leadership roles in
o State organizations, associations, board of directors
o National organizations, associations, board of directors
o Professional societies within candidates discipline area.

o O O O






Supplemental Promotion and Tenure Guidelines
Department of Entomology and Plant Pathology
Auburn University

These guidelines are intended to supplement those outlined in the Auburn University Faculty
Handbook. These guidelines shall be used by the Department of Entomology and Plant
Pathology for evaluation of faculty promotions from Assistant Professor to Associate Professor
and Associate Professor to Professor, and for granting tenure within the department. A
departmental Tenure and Promotion committee composed of faculty holding the rank of
Professor will ensure that these guidelines are followed as a supplement to those outlined in the
Faculty Handbook. Guidelines set forth in the Faculty Handbook shall take precedence over
those in this document.

Scholarly activity appropriate to the discipline and assigned responsibilities is expected of all
faculty, tenured or untenured, and will be used to assess contributions made by an individual.
Scholarly activity is defined broadly when considering efforts at institutions of higher learning
and is most often captured in the concept of creating new knowledge and transferring knowledge
to others. Each of the areas; research, instruction, extension/outreach, and service is addressed
below.

Initial Appointment Letter

The appointment letter defines broad expectations of the position, including percentages of the
assignment allocated to teaching, research, extension/outreach, and service.

Annual Faculty Evaluation

Annual evaluation will be conducted by the Department Chair in accordance with the Faculty
Handbook. During the annual review process each faculty member will be responsible for
reporting progress made toward goals established by faculty and agreed upon by the Chair the
previous year; contributions they have made to the mission of the department/unit and to the
vision and priority areas of the College; and indicators of quality and quantity of their
accomplishments. The department will use the annual faculty reporting form adopted by the
College for this annual evaluation.

Tenure

To earn tenure the candidate must demonstrate willingness and aptitude to participate in at least
two of the three missions of the university (research, teaching, and extension or outreach). The

candidate must show that his/her continuing service at the university, college, and department is
consistent with, and will further the long range goals of the institution by being scholarly active





and productive. The individual will also continue to develop distinguished academic
achievement that will serve as a basis of regional, national and international reputation.

The individual must show collegiality which means that the individual is able to promote in a
professional and cordial manner the goals of the university, college, and department and
collaborate with others in research, teaching, and/or extension/outreach activities.

The awarding of tenure presupposes that the candidate’s record demonstrates strong promise of
his or her ultimately achieving promotion to professor.

Mentoring Junior Faculty

During the first year of the probationary period, each junior faculty member will be assigned a
mentor who has a well established, nationally recognized program in research, teaching, and/or
extension. The junior faculty member can choose a different mentor over time. The faculty
mentor will be responsible for informing the junior faculty of expectations, success strategies and
potentially collaborative work. The mentor will be accessible to provide advice on program
content and to review publications to assess the quality and appropriateness for the given
constituent (research community, students, clientele or other appropriate groups). Mentoring by
senior faculty will count as part of the mentor’s service appointment.

Third Year Review

The Faculty Handbook requires a third year tenure review. In the Department of Entomology
and Plant Pathology this review shall take place normally before April 30 of the faculty
member’s third year. The Chair shall request a current vita and any supporting material the
Chair or the faculty member/mentor deems appropriate prior to the review. The particular focus
of this review is the faculty member’s progress toward achieving tenure. The review therefore
must address the criteria for tenure set forth in this document and the Faculty Handbook. To be
of maximum use to the candidate and the department, the review shall involve the entire tenured
faculty. In order for it to accurately reveal the judgment of tenured faculty, it shall include a vote
whether or not, in the opinion of the tenured faculty, the candidate is making acceptable progress
toward tenure. The result of the vote shall be announced at the meeting. Faculty should
understand that this vote is not a commitment to grant or deny tenure in the future. However,
failure to demonstrate clear progress in teaching, research, Extension/outreach, and service by
the time of the third year review may lead to a letter of non-continuation at that time.

The Department Chair shall prepare a written report documenting the findings of the review, and
characterizing the nature of the vote. This report may be consulted by the tenured faculty when
the faculty member is a candidate for tenure; otherwise, the report is to remain confidential.





Promotion Criteria: Research

Research evaluation should be based on productivity, measured in terms of outputs. The general
expectation is that a candidate for Associate Professor would demonstrate quality of research by
publishing at least one article as first departmental faculty author in a leading journal (such as,
but not limited to the Journal of Economic Entomology, Physiological Entomology, Journal of
Chemical Ecology for entomologists; Phytopathology, Journal of Environmental Horticulture,
Journal of Nematology for plant pathologists, or other comparable journals based on the nature
of appointment, interests, and collaborations) while a candidate for Professor would have a total
of at least two publications of the above stated quality. For individuals with assigned research
responsibility, the departmental minimal expectation for rate of publication is generally
considered to be three refereed articles per FTE research appointment per year.

General expectation is that in addition to publication(s) in leading journals, candidates for
promotion and tenure would regularly publish in other peer reviewed journals and contribute to
the scholarly literature through books, book chapters, and other peer reviewed publications such
as posters, conference proceedings and published abstracts. Copyrights and patents may also be
considered scholarly activities. Research productivity should be commensurate with a
candidate’s research appointment.

Each faculty member is expected to be engaged in innovative program efforts to address
important state, regional, national, and/or international issues within the broad fields of
entomology and plant pathology. Work related to international projects such as field studies,
collaborative research and grant proposals with faculty located overseas, presentations at major
international professional conferences; joint publications are also valuable parts of a faculty
member’s research portfolio, as are interdisciplinary and multidisciplinary research efforts.

Each faculty member is expected to be actively involved in serving on graduate committees,
including service as Chair or co-Chair at the M.S., M.Ag., and/or Ph.D. levels. Faculty members,
without research appointments, are encouraged to serve on graduate committees in support of the
research efforts of the department. Other contributions to science as described by the Faculty
Handbook will also be considered in the evaluation.

Funded research proposals written by faculty are considered an important element of the
scholarly portfolio with higher weight placed on external competitive grants. As in the case of
refereed publications, faculty are credited with principal authorship if they are the first
departmental faculty author listed. The dollar value and their source will also be considered.
The success rate of grant seeking should be similar to that of similarly ranked faculty in the
department.

Promotion to Associate Professor

To be promoted from Assistant to Associate Professor the candidate must demonstrate he/she has
potential to advance to the full professor range and that he/she has an emerging stature as
regional authority in his/her field unless the assignments are specifically at the local level.
Overall research portfolio of candidates for Associate Professor should be comparable to that of





previous successfully promoted candidates of the Department of Entomology and Plant
Pathology and must demonstrate an emerging regional reputation.

Promotion to Professor

The dossier of the candidate for Professor should be comparable to previously successful
departmental candidates and must demonstrate a national/international reputation. The
individual’s work should demonstrate creativity, innovation, and impact as measured by such
indicators as citations, levels of adoption of results or methods, and other measures of scholarly
contribution. Scholarly contributions also include competitive extramural or internal funding,
industry sponsored projects, invited national and international conferences, books and book
chapters published.

Promotion Criteria: Instruction

Teaching effectiveness will be measured by peer assessment of relevance and appropriateness of
course materials; student course evaluations; and feedback or letters from former students.

Peer evaluation of teaching will follow College of Agriculture Guidelines for Peer Review of
Teaching (http://www.ag.auburn.edu/business/documents/guidelines_spring06_revised.pdf).

Faculty members are required to administer a standardized Instructional Assessment System
course evaluation in every course that they teach each term.

Feedback from a sample of former students is solicited by the Department Chair.

In addition to level of teaching effectiveness, candidate contributions through undergraduate
student advising; new course and curriculum development; innovation and scholarship as
demonstrated by published articles, presentations, and grants related to teaching are highly
valued. Expectations for additional contributions to teaching are based on teaching appointment.

Promotion to Associate Professor

The candidate for promotion from Assistant to Associate Professor must demonstrate (1) an
effective teaching program, (2) a commitment to student learning; and (3) effective advising to
students and/or student organizations and to students’ career development. These may be
evidenced by course evaluations and other documents which support teaching effectiveness as
noted above.

Promotion to Professor

To be promoted to Professor the individual must demonstrate teaching effectiveness in and
beyond the classroom, such as advising students, and developing innovative teaching methods
and materials. Candidates to be promoted to the rank of Professor must also demonstrate
teaching competence through activities such as advising, course and material development for
teaching, refereed teaching publications, and must be up to date with methods included in course





syllabi. Teaching effectiveness and competence may be measured by criteria such as direction
and guidance of graduate and undergraduate students, mentoring young faculty, graduate
students, and post doctoral personnel.

Promotion Criteria: Extension/Outreach

Extension faculty members are responsible for providing the disciplinary expertise and statewide
leadership for educational outreach programs conducted through the Alabama Cooperative
Extension System. Entomology and Plant Pathology faculty with Extension responsibilities have
direct contact with clientele through group teaching or individual consultation to address specific
needs or problems. However, they are expected to develop and implement creative, innovative
educational programs and educational products for a broad audience. Extension faculty are
responsible for producing educational curricula, publications and teaching materials; and
working collaboratively with colleagues in other states, community agencies, and government
agencies to address problems or needs of the region and nation. Faculty with Extension
appointments are expected to proactively engage in outreach work through a planned Extension
programs in a manner consistent with the percentage of their appointment. Faculty members are
expected to reach appropriate, diverse audiences and leverage the research and knowledge bases
to address issues, needs and opportunities across the state and beyond. Promotion is based on
program accomplishments, disciplinary competence, professional development, and leadership
achievements.

Expectations for faculty with Extension responsibilities are characterized by, but not limited to
the following activities and outputs:

1. Extension/Outreach Program Development — An Extension program should be developed
through departmental consultation and multidisciplinary collaboration with peers.

— Level of the development and delivery of effective Extension/Outreach programming.
— Estimated impact of program delivery to stakeholders
— Solicitation of input from stakeholders for the delivery of programs

2. Program Implementation and Professional Activities

— Dissemination of Knowledge — Creative methods should be used to effectively provide
training and technical assistance. Peers and stakeholders should indicate demand for the
Extension specialist as a competent resource person.

> Serve as resource person at informal and formal meetings, workshops and
seminars with individuals and groups seeking information

> Serve as resource person in print and electronic media in subject matter area

> Effectively communicate information and knowledge
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Demonstrate sensitivity of needs of learners

Number of contacts from stakeholders requesting and number receiving
information/advice/counsel.

Presentations targeted toward stakeholders or stakeholder groups.

Estimated impact of program implementation by stakeholders.

Creative use of technology to effectively reach clientele.
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— Learning activities — A wide range of learning activities should be employed to reach
the target audience. These include workshops, seminars, result and method
demonstrations, group discussions that are facilitated by the extension specialist.

> Learning activities are well organized and materials well communicated
> Activities are organized to facilitate learning

> Learner participation is encouraged

> Technical material is discussed in context of stakeholder activities

> Timely and meaningful feedback is provided to participants’ questions
> Enable participants to satisfy objectives in a timely manner

— Professional Presentations — The Extension faculty member should participate in a
number of professional activities to remain current, improve professional competence and
develop a reputation for a high quality program. He/she should be consistently invited to
participate in workshops, seminars, conferences and other professional activities.
Examples include presentations at state, regional, national, and international meetings,
conferences, and symposia.

3. Extension/Outreach Products

— Publications — A wide range of publication types should be developed by an extension
specialist. The overall quality is evaluated by the demand from the targeted audience.
> Books/Book chapters/Reviews

> Refereed manuscripts directed toward Extension/Outreach indicating
candidate’s contribution and impact.

> Abstracts presented at state, regional and national, and international meetings
related to Extension/Outreach

> Alabama Cooperative Extension System publications (i.e. fact sheets, timely
news articles, bulletins) published for dissemination of knowledge to
stakeholders.

> Popular press articles published with level of estimated impact.

> Electronic media including web sites and eXtension activities, other
technologies and resources utilized to disseminate information to
stakeholders with associated impact level.





— Teaching material — High quality teaching material should be developed with clear
goals and objectives. The material should be current, professionally credible, and reach a
large percentage of the target audience.

> Develop teaching materials that are appropriate to learner and setting
> Provide new information that is relevant to current stakeholder situation
> Promote change that is easily diffused

4. Grants and Extramural Funding — Extramural and internal funding should be sought as a
method of supporting and enhancing the overall extension program.

Grants received and funded as well as grants applied for but not funded in support of
Extension/Outreach program efforts

Proposal partnerships where the candidate is clearly the proposal Pl and team leader.
Develop and initiate Extension grants
— Pursue innovative ways of seeking grants

5. Professional Competence — Extension specialists should be recognized by both peers and
stakeholders as professionally competent.

— Demonstrate mastery of subject matter
— Show competence in program planning

— Demonstrate creativity and innovation in preparation and packaging of educational
materials

— Subject matter content is relevant and timely

6. Awards and Honors in Extension/Outreach — Demonstrated through college, university, state,
national, and international awards

Promotion to Associate Professor

The candidate for promotion to Associate Professor must demonstrate: (1) a productive program
as measured primarily by departmental and Extension publications, electronic media, and
presentations in professional meetings (applied research publications in peer-reviewed journals
are also encouraged as a means of establishing a regionally, nationally, or internationally
recognized program); (2) an effective Extension program that includes program development,
delivery, and relevance, as measured by peer and client evaluation of programs, publications, and
presentations; (3) documented expertise in candidate’s specialty areas that meets the needs of
constituents; (4) pursuit and acquisition of extramural and internal funds necessary to support the
candidate’s Extension efforts. The candidate for Associate Professor should demonstrate
competence in the areas above comparable to others of the same rank with similar. The
individual should acquire a regional Extension reputation.





Promotion to Professor

The candidate must demonstrate: (1) sustained productivity of high quality and an effective
Extension program, which includes program development, delivery, and impact, as measured by
peer and client evaluation of programs, publications, and presentations; (2) a regional, national,
or international reputation in candidate’s specialty area (3) leadership in Extension or service on
a regional or national level; (4) documented expertise in candidate’s specialty areas that
complements research of the department and meet the needs of constituents.

Service

All faculty members are expected to participate in the operation of the department, college, and
university by serving in various capacities (for example, on committees, boards, panels, task
forces, and commissions). This activity is broadly known as service. Faculty members are
expected to further their discipline by providing service to their professional societies by serving
as officers or members on committees, serving as editors and reviewers for professional journals
or other professional publication outlets. Although there is a reasonable limit to the extent of
involvement (to be managed by the Department Head), it is not unreasonable for service
activities to occupy an average of five to 10 percent of a faculty member's time.

Schedule of Events for the Promotion and/or Tenure Process

The following schedule of events will be implemented as allowed by the published Provost’s
schedule for the development, evaluation, and submission of Promotion and Tenure dossiers
within the Department of Entomology and Plant Pathology on or before:

March 15 - Consultation meeting between faculty member to be considered for promotion and/or
tenure and Department Chair to initiate the process. This meeting may be initiated by either the
faculty member or Department Chair. Following the meeting the Department Chair shall begin
the development of the material identified in the Faculty Handbook, Chapter 3, Section 11, Part
C3 “Information to be Supplied by the Department Chair”.

June 1 - Faculty member presents Department Chair with completed dossier as per guidelines set
forth in the Faculty Handbook, Chapter 3, Section 11, Part C2, “Information to be Supplied by
the Candidate”.

July 1 - Department Chair solicits external reviewers for evaluation of the candidate as set forth
in the Faculty Handbook, Chapter 3, Section 11, Part C3 “Information to be Supplied by the
Department Chair”.





August 15 - Receipt of letters by external reviewers by the Department Chair.

September 1 - Candidate’s dossier is made available to the voting faculty of the Department of
Entomology and Plant Pathology for review.

September 15 - Departmental meeting of all eligible faculty to confidentially discuss candidate
and vote by secret ballot. Immediately following the faculty meeting, the designated lead mentor
of the candidate’s mentoring team shall write a consensus report incorporating the discussion
from the faculty meeting into the report. The consensus report shall include the secret ballot
faculty vote as outlined by the Faculty Handbook.

October 1 - Candidate dossier finalized, copied, and submitted to the Dean of the College of
Agriculture for subsequent action.

General Process Considerations

These guidelines are meant to provide a process through which a consistent, clear, and fair
judgment of a faculty member’s qualifications can be made. It is not meant to be a decision tool,
but rather a starting point from which to frame the promotion and/or tenure discussion. From the
department’s standpoint, the only deciding factor in granting promotion or tenure is by vote of
the faculty. These guidelines are meant to ensure that the vote is taken after careful, thoughtful,
fair, and, to the extent possible, quantitative consideration of the merits of the candidate.

Criteria for Dossier Evaluation by Voting Faculty

Faculty evaluation of a candidate will be based upon the candidate’s specific percentage
responsibilities as assigned by the Department Chair that have been discussed with the candidate
during previous annual performance evaluations. Responsibility areas will be comprised of
appropriate combinations from among research, instruction, extension/outreach, service, and
departmental and/or Extension administrative assignments made by the Department Chair and/or
Directors of Alabama Cooperative Extension System or Alabama Agricultural Experiment
Station.

Discussion of a candidate’s qualifications by the faculty is of a highly sensitive nature and must
be held in the strictest confidence to assure that the opinions expressed are honest. The opinions,
rankings, or measures discussed as evidence are all meant to inform voting faculty in making
their final judgment on promotion and tenure. The vote and an accompanying letter
summarizing the deliberations are the only record of the proceedings.





Faculty Worksheet:

The following worksheet will be supplied with the candidate’s dossier by the Department Chair to
each voting faculty member (i.e., above the rank of the candidate) to evaluate the candidate for
promotion and/or tenure. The total number of evaluation points cannot exceed 100. The
percentage for each category is based on the average assigned responsibilities of the candidate for
the preceding probationary period. The evaluating faculty member will base his/her score in each
category on the examination and evaluation of the candidate’s dossier. Each participating faculty
member will bring these worksheets to the called meeting to serve as a basis of discussion.

Candidate Name:
Percentage of allocation in each area:

Research %
Instruction %
Extension/Outreach %
Service %
Total 100 %

(For example, if a faculty member has assigned responsibility allocated as 30 % instruction, 65 %
research, and 5 % service, then the total point distribution would be 30 points for instruction, 65
points for research, and 5 points for service, for a total of 100 points.)

Evaluation Data:

Category Available Total Points Faculty Member Score
Research

Instruction

Extension/Outreach

Service

Total 100

10






Department of Fisheries and Allied Aquacultures
Annual Faculty Evaluation Process
And

Supplemental Promotion and Tenure Guidelines
(approved: 16 June 2011)

Auburn University and the Department of Fisheries and Allied Aquacultures strive for excellence
in faculty teaching, research, outreach extension and service endeavors. The department
recognizes the need to identify guidelines and describe expectations for faculty activities in these
areas. These guidelines will be used by the department for annual evaluations of all faculty,
evaluation of faculty promotions from Assistant Professor to Associate Professor and Associate
Professor to Full Professor, and evaluation for granting of tenure within the department. These
guidelines are to supplement those outlined in the Auburn University Faculty Handbook, Chapter 3
which takes precedence over this document.

The Department represents a broad spectrum of disciplines. Scholarly activity appropriate to these
academic disciplines, as well as to an individual’s assigned responsibilities and rank, is expected of
all tenured and untenured faculty and will be used to evaluate productivity of the faculty. Scholarly
activity is defined broadly when considering efforts at institutions of higher learning and is most
often captured in the concept of creating new knowledge and transferring knowledge to others.

Initial Appointment

A new faculty member’s job assignments are recorded in their letter of offer. These assignments
can be maintained during the faculty member’s years as an assistant/associate professor, although
they are reconsidered at each year’s evaluation meeting and may be revised as needed. As
programs develop, job assignments may change. Changes in job assignment are made in
consultation with and approval by the department head.

Faculty Mentor

In consultation and agreement with each new faculty member, the Department Head will appoint a
faculty mentor for each new faculty member. It is recommended that more than one mentor be
selected to provide a broader perspective in supporting junior faculty. The mentor or mentoring
team shall be chosen within the first year after appointment of the faculty member. The mentoring
team may be changed at anytime by the request of the new faculty member or the mentor.

Annual Evaluations

Annual evaluation of all faculty members is conducted once per year before April 30 by the
department head in an effort to assess faculty performance and to discuss future development.
These evaluations will help faculty to plan activities for the coming year, identify deficiencies and
provide a basis for differential salary adjustments when funds are available for that purpose.
Annual evaluations are conducted as described in Chapter 3 of the Faculty Handbook and are
described more fully later in this document in the section titled “Annual Evaluation Process”.






Typically, annual evaluations are based on calendar year cycles. Each faculty member will
prepare an annual Faculty Activity Report. These performance reports are based on
accomplishments of the previous calendar year and are due in the Department Heads office by
February 1. Following a review of the material, the head will meet with each faculty member to
discuss achievements, deficiencies, and plans for the coming year.

Promotion and Tenure Committee

Materials submitted by Assistant Professors and those who have not been granted tenure will also
be reviewed by the Departmental Promotion and Tenure Committee (P&T) on an annual basis. The
Departmental P&T committee will be composed of 5 tenured faculty who hold the rank of Full
Professor or Associate Professor. The committee will be elected by the tenured faculty from a
slate of all eligible Associate Professor and Full Professor faculty members provided by the
Department Head. At their first meeting, the committee will elect a chair who will serve for that
year’s deliberations and activities. In addition, during the first year of the committee members will
be randomly assigned staggered terms such that each year 1 or 2 members will rotate off of the
committee. After this initial committee structure is established, all new members will serve for a
3-year term. Materials to be reviewed will include the annual Faculty Activity Report, an updated
dossier prepared in the format used by the University’s promotion and tenure process, and any
additional supporting materials that the head or the faculty member being reviewed deems
appropriate prior to the review. A summary of the comments from the P&T Committee will be
recorded in a written letter and presented to the faculty member by the Department Head during
his/her annual evaluation.

As part of the third-year annual review of untenured faculty members, the head will also call for a
discussion and vote on whether or not, in the judgment of tenured faculty, the candidate is making
appropriate progress toward achieving tenure. This vote shall take place no later than 32 months
after initial appointment, normally before April 30 of the faculty member’s third year. The vote is
not a commitment to grant or deny tenure in the future but will be reported to the candidate as they
assess their progress toward possible future tenure.

At the point when the untenured faculty member decides to go forward with a request for tenure
and promotion, the same procedures as described for the third-year review will be followed, with
the exception that the elected chair of the P&T Committee will also provide a summary letter that
describes why the tenured faculty members do or do not favor promotion and/or tenure. The
consensus letter will be made a part of the candidate’s dossier.





TEACHING

The act of transmission of knowledge to university students is designated as teaching and can include
activities such as classroom and laboratory instruction, distance education, student advising,
curriculum development as well as publications, presentations and extramural funding obtained for
teaching and instruction. The department places a high value on teaching performance and
candidates for promotion and/or tenure with teaching appointments are expected to demonstrate
strengths in this area.

Formal classroom teaching is generally evaluated through a combination of student input and peer
review. A faculty member’s role in mentoring, participation in innovative teaching techniques, and
publishing of instructional materials are all useful in demonstrating teaching performance. Evaluation
of teaching effectiveness is complex and must not be based on any single source of data. As such, the
following metrics will be included in the annual faculty review of the teaching appointment of
each faculty member and will be used in the evaluation of a successful teaching program for P&T
considerations.

1) All lecture/laboratory courses must be evaluated by the students enrolled in that course
each term. Standardized assessments are used by the University and will be used by the
Department. These assessments include a quantitative evaluation and written comments
provided by students at the end of each course. Because evaluations are a required part of
the P&T dossier, each faculty member must maintain them.

2 Peer review of teaching occurs on an annual basis for Assistant Professors and once every
three years for Associate Professors. It is recommended that Full Professors be evaluated at
least once every five years. The structure and process for such a peer evaluation is detailed in
the document entitled “Protocol for Teaching Evaluation” from the Department Curriculum
Committee (see Appendix 1).

(3) Faculty with teaching and/or research responsibilities applying for promotion to the rank of
Associate Professor are expected to have directed (i.e., served as chair of the advisory
committee) at least 1 graduate student to completion of their degree. Graduate student
advising will be evaluated based on the productivity and eventual placement of the faculty
member’s advisees in their field of study. Productivity of graduate student advisees includes
such things as publications, presentations, invited talks, grants, and awards received by the
advisees.

Letters from former students are often a part of P&T dossiers but are not required for annual
evaluations.

4) Productivity of undergraduates supervised by a faculty member also provides an indication of
teaching and mentoring effectiveness. Metrics to consider include awards, presentations, and
publications.

(5) Publication of articles, books, book chapters, lab manuals, and electronic media, presentations
of teaching methodologies at regional or national meetings, and the obtainment of grants for





the purpose of improving the departments teaching program are all methods of demonstrating
scholarly achievement in teaching.

(6) Receipt of College, University, or other prestigious awards in recognition of outstanding
teaching represents scholarly achievement in teaching.

All faculty members with teaching appointments are encouraged to participate in teaching
improvement opportunities, such as workshops, seminars, and self-study, as available.

Expectations for Promotion to Associate Professor

Teaching effectiveness is assessed from a candidate’s contribution to the overall teaching mission of
the University. The candidate must demonstrate (1) development of an effective teaching program,
(2) commitment to student learning, and (3) effective advising to students. These may be evidenced
by course evaluations and other documents or information that support teaching effectiveness as noted
above. Based on the candidate’s appointment, they should be actively involved in serving on
graduate committees, including serving as chair or co-chair at the MS and Ph.D. levels. Advising
advanced undergraduate research projects (e.g., Honor’s theses, Undergraduate Research Fellowship
awardees, Research Experiences for Undergraduate students) also demonstrates meritorious
contributions to the department’s teaching mission. Faculty members who do not have an explicit
teaching appointment are encouraged to serve on graduate committees as support of the broader
departmental teaching efforts.






RESEARCH

Recognition of the importance and potential impact of a faculty member’s research program is also
important to the evaluation process. This recognition can come through publications and
presentations at scientific meetings. A productive research program at a land-grant institution
includes publications (peer reviewed journals, books, book chapters, reports, etc.), patents and
inventions, presentations, and funding (grants and contracts). Assistant Professors seeking promotion
to Associate Professor with tenure must demonstrate a regional reputation with promise of a
developing national/international reputation. Research productivity should be commensurate with a
candidate’s research appointment. The following activities are considered in the evaluation of
productivity in the area of research:

@)

@

(3)

The primary indicator used to gauge quality and quantity of research activity is peer-reviewed
journal articles. There are a number of journals available for each of the various disciplines
represented in the department. These journals vary in relative quality, impact, and readership.
Faculty should always strive to publish in high quality journals but should also be sensitive to
the particular audience for which the information is intended. Publishing in high quality
journals will generally be linked with higher levels of scholarship. Assistant Professors
wanting to be considered for promotion to Associate Professor with tenure should have at
least one publication in one of the leading journals in his/her field.

The number of publications produced during a particular period of time is an important factor
used during the evaluation process. There are differences in efforts required to publish quality
information. These differences include such things as seasonal nature of some work, the types
of organisms used in the research and their life cycles, and the complexity of the systems
within which the research is conducted.

The order of authorship and percent contribution of each author are also important in the
evaluation process. The order of authors and even total number of authors may vary with
discipline and with the interdisciplinary nature of a particular publication. When considering
publications produced by a student, the advising professor is normally listed as a co-author
behind his or her student recognizing the mentorship role of the major professor. The percent
contribution of co-author input is required in promotion dossiers and information concerning
the order of authorship in the candidate’s discipline should be included.

Dissemination of research results by other written means is also encouraged. Peer reviewed
books and book chapters are recognized as a high level of scholarly achievement. The level
of selectivity and effort involved in the review process is used during evaluations. Peer-
reviewed articles might be considered a higher scholarly output than editor-reviewed
articles, which represent a greater output effort than publications that receive no review.
Each level of publication can have value but represents different levels of scholarly output.

The Department values and evaluates electronic publications and other digital work by the
same criteria and as equivalent to print publications.





(4)
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Presentation of research materials at professional meetings is also encouraged. Invited
presentations at professional meeting carry more prestige than general presentations. National
and international meetings often demonstrate a higher level of recognition than local and
regional meetings.

Grantsmanship is important in the faculty evaluation process. Extramural funding allows
faculty to build research programs that have increased potential to achieve national and
international recognition. The source from which extramural funding is derived can indicate
the level of scholarly activity required to procure the funding. Consequently, highly
competitive sources which use review panels (e.g. USDA-AFRI and NSF) are considered
more prestigious and will be linked with higher levels of recognition.

Patents, inventions, and other intellectual property are recognized as creative, scholarly
activities and are to be included in the evaluation process.

Receipt of College, University, or other prestigious awards in recognition of outstanding
research represents scholarly achievement in research.

Expectations for Promotion to Associate Professor

To be promoted to Associate Professor, the candidate must demonstrate that he/she has the ability to
continue to advance to the full Professor rank and that he/she has an emerging stature as a regional
authority in his/her field. The individual’s research program must show evidence that it is sustainable
in terms of both funding and dissemination of findings. The quality and appropriateness of the
publication outlets should be documented. The overall research portfolio of candidates for Associate
Professor should be comparable to those of individuals at peer institutions with similar appointments.





EXTENSION/OUTREACH

Outreach refers to the function of applying academic expertise to the direct benefit of external
audiences in support of university or unit missions. Extension activities are considered those outreach
activities that are funded directly by the Alabama Cooperative Extension System (ACES) and would
be reflected in an individual’s academic title and assignments. The department, in keeping with the
University’s Land Grant mission, recognizes and appreciates outreach activities.

The commitment of faculty time to outreach is a decision to be made by the faculty member with the
approval of the department head. It may be accomplished in the initial appointment, as is typically the
case for Extension faculty, or in annual work plans during the year in response to unexpected needs
and/or opportunities. Outreach activities may be local, regional, national, or international in focus.
Departmental approval carries a commitment to assess and appropriately weigh outreach
contributions in salary, tenure, and promotion recommendations.

Extension faculty must develop a strong in-state program that reflects a current and effective approach
to a well-developed science-based education program directed towards the variety of non-campus
clientele. Multi-state efforts are also strongly encouraged. The primary mission of the Extension
Specialist is to provide programmatic support to County and Regional Extension Agents and Area
Specialists. Support may also be provided directly to the public and individual clients; however this
is a less efficient method of program delivery. Programmatic support involves both reactive and
proactive approaches. Reactive effort involves response to individual problems or needs in a largely
consultative mode. Reactive efforts are often the most satisfying work done by the specialist;
however, the greatest impact for the largest number of clients comes from proactive work. Such
work involves the development of educational materials, training of agents and volunteers,
development and evaluation of demonstration projects, and participation in public meetings and
workshops. As part of this proactive approach Extension Specialists are expected to participate in
Priority Program Teams and help plan, design, carry out, and evaluate Extension Team Projects
(ETPs). Specialists are expected to seek extramural support for ETPs or other parts of their extension
program. Extension programming and accomplishments should be oriented to the job description
and work plans of individual specialists.

While program development and delivery are critical elements of the job of an Extension
Specialist, evaluation of program efficacy is a growing responsibility. Specialists are required to
report both face-to-face and non-face-to-face contacts quarterly. When possible, the impacts of
Extension efforts on the lives of the participants should be documented and reported. Impacts
include economic factors, change in satisfaction or attitude, change in behavior or practices, etc.
Reporting of impacts can be in the form of quantitative analyses or when quantitative approaches
are not feasible, more anecdotal information such as success stories. All reportable information
from contacts to impacts is auditable. Therefore Specialists must keep appropriate records to
document this information.

The following metrics are used to evaluate a successful extension/outreach program:

1) Unlike research, journal articles are a relatively minor part of the output from most
extension/outreach programs; however, an evaluation of the impact of an extension/outreach





effort or the description of a novel extension/outreach method published in the peer-reviewed
literature would be an indicator of an increasing reputation of the Specialist.

(2)  Booklets, fact sheets, source lists, timely information releases, long-form videos, video clips,
teaching materials (lesson plans, etc.) and other publications are examples of important
outputs of an extension/outreach program. Officially numbered publications, which represent
the most thorough publications with lasting value, must go through the review, approval, and
editorial process of ACES.

3) Regional and national awards for extension/outreach publications, programs, and activities
provide recognition of extension quality and accomplishment.

4) Extramural funding to support and enhance extension programming is an important
indicator of effectiveness and reflects external support and creativity.

(5) Clientele support for an extension specialist’s program may be evidenced through requests
for information and/or presentations, attendance levels at technology transfer functions,
letters of recognition or appreciation, and other means of communication.

(6) Program impacts should be documented, where possible.

Each extension faculty member should have at least one presentation or workshop per year
evaluated by the participating audience. This evaluation should be included in the annual review
document. Outreach metrics should include similar metrics as in the extension list above including
such items as publications, presentations, recipient satisfaction and program impact.

Expectations for Promotion to Associate Professor

The candidate for promotion to Associate Professor must demonstrate: (1) a productive
extension/outreach program as measured primarily by publications, electronic media, and
presentations in professional and public meetings and workshops; (2) effective Extension program
development including evidence of leadership, agent training, meeting administrative requirements
(i.e., reporting, contributing to ACES needs, etc.), as well as delivery of relevant programs,
publications, and presentations as measured by assessment tools such as peer and client evaluations,
documented impact, adoption of products by other extension professionals, etc.; (3) documented
expertise in candidate’s specialty areas that meets the needs of constituents; (4) pursuit and
acquisition of extramural and intramural funds necessary to support the candidate’s
extension/outreach efforts. The candidate for Associate Professor should demonstrate competence in
the areas above comparable to others in the same rank with similar appointments in peer institutions.
The individual should acquire a regional extension reputation.






SERVICE

All faculty members are expected to participate in the operation of the department, college, and
university by serving in various capacities (e.g., on committees, boards, panels, task forces, and
commissions). This is broadly known as service. Service is recognized and encouraged by the
University administration. All faculty members are also expected to further their disciplines by
providing service to their professional societies by serving on committees, in various offices, and as
editors and reviewers for professional journals or other professional publication outlets. Faculty
members also are often asked to serve on study and review panels for governmental agencies and
funding organizations. Although there is a reasonable limit to the extent of involvement in service (to
be managed by the Department Head), it is reasonable for these tasks to occupy an average of 5- 10%
of a faculty member’s appointment. Certain assignments may require higher levels of service
commitment, which should be approved by the Department Head.

As a rule, the department attempts to limit committee service during the early years of an Assistant
Professor’s career. Associate Professors are expected to demonstrate a broader range of service both
within the university and in his or her discipline. This is considered essential to the successful
operation of the department as well as for the development of a well-recognized program.

COLLEGIALITY

In addition to productivity as discussed above, collegiality will be considered in the process of
granting tenure. Collegiality can be defined as the ability for an individual to work productively with
faculty, students, colleagues, staff members, and constituents in all environments impacted by the
university. Collegiality encompasses the basics of the professional ethics of the academic world:
respect for persons, integrity of intellectual inquiry, concern for the needs and rights of students and
clientele, and awareness of workplace safety.

Collegiality should not be confused with sociability or likability, but rather it is the professional
criterion relating to the individual’s performance of his or her duties within an academic unit that are
compatible and consistent with the unit’s mission and long-term goals. Collegiality is a basic
expectation of all employees and is essential in maintaining or improving the academic quality of an
institution. Each faculty member must interact with colleagues with civility and professional respect.
All faculty members should exhibit an ability and willingness, when appropriate to engage in shared
academic and administrative tasks that a department group must often perform to see the completion
of these task and participate with some measure of reason and knowledge in discussions germane to
departmental policies and programs.





ANNUAL EVALUATION PROCESS

The purpose of the annual evaluation process is threefold: (1) assessment of productivity for purposes
of pay adjustment, promotion, etc., (2) identification of corrective measures to enable the individual to
improve his/her performance, and (3) planning for the next year’s activities. An annual statement of
faculty responsibilities and expectations mutually agreed upon by the individual faculty member and
the Department Head will be the basis of the annual evaluation by the Department Head. It will serve
to update and amend the initial job offer letter. The evaluation outcome should provide a clear
indication to faculty of their level of productivity in terms of teaching, research, extension, outreach,
and service, where they stand relative to standards identified and described by the department head.

To enhance the resolution of relative performance for an individual, five categories of faculty
performance ratings are included. These categories and points assessed for each are:

Category Points
Unacceptable
Marginal

Meets expectations
Exceeds expectations
Exemplary

A wWNPEFO

Faculty members are expected to show scholarship and productivity in all of their assigned areas on
an annual basis. While an untenured faculty member who consistantly achieves a 2.0 may stay
through their probationary period, a minimum of 3.0 is typically expected to be successful through the
Promotion and Tenure process.

In order to enhance uniformity of the review process, annual review documents will be reviewed
separately by teaching, research, and extension/outreach and service appointments in succession for
each faculty member and assigned a numerical score.

The overall score for an individual will reflect the average of his/her rankings for each component of
the appointment weighted by the percent time allocated to each component.

(Points in Teaching) x (Assigned teaching appointment) =T
(Points in Research) x (Assigned research appointment) = R
(Points in Extension) x (Assigned extension appointment) = E
(Points in Outreach) x (Assigned outreach appointment) = O
(Points in Service) x (Assigned service appointment) =S
Overall Score = T+R+E+O+S
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Overall ranking will be determined by category as reflected by the overall score.

Category Points
Unacceptable 0.0t0 0.9
Marginal 10t019
Meets expectations 20t02.9
Exceeds expectations 3.0t03.49
Exemplary 3.51t04.0
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Appendix 1: Protocol for Teaching Evaluation
(approved fall 2008)
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Protocol for Teaching Evaluation (Fall 2008)
Department of Fisheries and Allied Aquacultures
Auburn University

1. All courses delivered by FAA faculty must be evaluated by Auburn University Teaching
Effectiveness Survey every time each course is taught.
2. Peer review is to be conducted for all faculty with teaching appointments. The following
timeframe is suggested. However, faculty could be evaluated more frequently if they chose so (i.e.,
going up for promotion, main changes in methodology, implementation of new courses, etc...).

2.1. Peer review of professors must be completed every five years

2.2. Peer review of associate professors must be completed every three years

2.3. Peer review of assistant professors must be completed every year
Basic steps in the peer review process include:
- Identification of peer reviewers: the faculty members should indentify one colleague from within
the Department (must be a faculty with teaching appointment) and one colleague from outside
(Biggio Center, College of Education, or CoOSAM) to act as reviewers. In addition, one member of
the Curriculum Committee should also be part of the peer review team. The Department Head
should approve those reviewers before the evaluation process starts.
- Information exchange between reviewers and faculty member: materials (syllabus, handouts,
notes, presentation, quizzes, exams, optional teaching evaluations, classrooms and/or lab exercises)
and at least one in-class and/or laboratory attendance (or review of distance education material).
- Meetings: instructor and reviewers should meet prior to evaluation and after evaluation. A brief
report (including standardized Course Material Feedback forms) summarizing the evaluation will
be written by the reviewers and discussed with the instructor, highlighting instructor’s weakness
and strengths. If problems are indentified during the evaluation process, the reviewers will help the
instructor in developing a plan to improve his/her teaching. The Department Head will receive a
copy of the report.

Suggested guidelines for peer review of classroom/laboratory:

- Instructor should set up a meeting with the observers to discuss:

o An overview of class to date

The instructor’s overall course objectives and teaching philosophy
How things are going to this point

How well the students are prepared/motivated

The physical or environmental factors affecting the class

The teaching approaches being used and reasons for using them
The instructor’s goals for the class being observed

0 O O O O O

- Observers should review the course syllabus carefully before visiting the class

- The observers should arrive 10-15 min early and sit half way back, to one side of the class.
It’s not necessary for the instructor to introduce the observers.

- Class evaluation should last the entire class

- The observers should visit more than one class. Use the same procedures every time.
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- All observers should use the same Class Instruction Observation Feedback forms (to be
discussed in advance with the instructor. Forms can be customized by instructor/reviewers
based on course specifics

- Observe student behavior as well as instructor behavior

- Observers should meet with the instructor within two weeks of the classroom visit

All the above should be considered formative evaluation. If this information would be used as part
of a candidate’s dossier for tenure and/or promotion (Summative evaluation) then the curriculum
committee will review all teaching evaluation material accumulate to date and provide feedback to
the Department Head.

3. In addition to the AU Teaching effectiveness survey and peer review, faculty evaluations may
include other measures of teaching effectiveness such as: self-evaluation, optional student
evaluations, assessment of learning, etc...
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Appendix 2: Timeline

The following schedule of events will be implemented for the development, evaluation and
submission of Promotion and Tenure dossiers within the Department of Fisheries and Allied
Aquacultures as allowed by the Provost office’s published schedule.

March 15 — Consultation meeting between faculty member requesting promotion and/or tenure and
the Department Head to initiate the process. Either the faculty member or Department Head may
initiate this meeting. Following this meeting, the Department Head shall begin the development of
the material identified in the Faculty Handbook Chapter 3, Section 11. C. 3. - Information to be
supplied by the Department Head.

June 15 — Faculty member presents Department Head with completed dossier as per guidelines set
forth in the Faculty Handbook, Chapter 3, Section 11. C. 2. - Information to be supplied by the
Candidate.

July 1 — Department Head solicits external reviewers for evaluation of candidate as set forth in the
Faculty Handbook, Chapter 3, 4/5/10, Section 11. C, 3.

August 15 — Receipt of letters by external reviewers to the Department Head

September 1 — Dossier to the voting faculty in the Department of Fisheries and Allied
Aquacultures for review

September 15 —Department Head to call a meeting of all eligible faculty to confidentially discuss
the candidate’s dossier and take a secret ballot vote. Following the faculty meeting, the Tenure
and Promotion Committee under the leadership of the elected chair will develop a consensus report
incorporating the discussion from the faculty meeting. The consensus report of the faculty will be
made a part of the dossier.

October 1 — Candidate dossier finalized, copied and submitted to the Dean of the College of
Agriculture for College and subsequent University action.
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July 1,2011

Supplemental Promotion and Tenure Guidelines
Department of Poultry Science
Auburn University

These guidelines will be used by the Department of Poultry Science in support of faculty
promotions from Assistant Professor to Associate Professor; Associate Professor to Professor;
and for granting tenure. The departmental Tenure and Promotion Committee comprised of
faculty with the rank of Professor will provide oversight to ensure that these guidelines are
followed as a supplement to those in the Auburn University Faculty Handbook, Chapter 3. All
policies and procedures outlined in the faculty handbook shall take precedence over this
document.

Scholarly activity appropriate to discipline and assigned responsibilities is expected of all
faculty, tenured or untenured, and will be used to assess contributions made by an individual.
Scholarly activity is defined broadly when considering efforts at institutions of higher learning
and is most often captured in the concept of creating new knowledge and transferring knowledge
to others. Each of the areas; research, teaching, extension/outreach, and service is addressed
below.

A productive research program at a land-grant institution includes obtaining extramural funding
in support of the candidate’s program, production of peer-reviewed publications, mentoring and
training of graduate students, and presentations at national and international meetings. In
addition, a productive program includes serving as a peer reviewer of manuscripts and grants and
serving on committees at the departmental, college, university, national and international levels.

The act of transmission of knowledge is designated as teaching and can include activities such as
classroom instruction, distance education, and advising students. Some examples of activities
associated with the transfer of knowledge are curriculum development, writing of textbook
books and laboratory manuals, development of new courses, and adoption of innovative teaching
techniques. Documentation of knowledge transfer via student and peer evaluations is important
in assessing the candidate’s activities in these areas. Scholarly activity in the area of teaching
may also involve creative work such as obtaining grants related to teaching, presentations at
national and international meetings, and publishing peer-reviewed manuscripts on teaching
methods and outcomes.

The transfer of knowledge via an extension/outreach program may include activities such as
publications, meetings, individualized instruction, and demonstrations. Activities associated with
the transfer of knowledge using alternative approaches for adult and distance learners, support of
the poultry and allied, and service to commodity organizations is important components of
extension responsibilities. Scholarly activity in extension/outreach includes innovative and
creative work, obtaining grants and publishing peer-reviewed papers, documentation of
knowledge transferred through individual or group contacts, and documentation of a portfolio of
achievements.





All faculty members are expected to participate in the governance of the department, college, and
university by serving in various capacities on committees, boards, panels, task forces, and
commissions. This is broadly known as service. Faculty members are expected to further their
disciplines by providing service to their professional societies by serving as officers or on
committees, serving on editorial or review panels for journals, governmental agencies and
funding organizations.

Mentoring Junior Faculty

The need for mentoring a junior faculty member shall be established in consultation and
agreement with the junior faculty, Department Head and senior faculty that are willing to share
their expertise and resources. Mentoring a junior faculty member is not absolute nor is the junior
faculty member under any obligation to be mentored. The opportunity to collaborate within and
external to the Department provides a junior faculty member with opportunity and resources that
will strengthen their scholarly program and produce a desirable outcome.

Departmental Third-Year Review Policy

The University mandates that tenure-track faculty be formally reviewed prior to completion of
their third year for the purpose of determining their progress toward tenure. The department
regards the third-year review as diagnostic and advisory in character. However, since the third-
year review has been placed within the sequence leading to the eventual formal determination of
a faculty member's tenure and promotion possibilities, the tenured faculty of the department will
be given the opportunity to participate in the review process, and their participation will
conclude with a secret ballot on whether or not, in their judgment, the candidate is making
appropriate progress toward tenure. The result of the ballot will be announced at the meeting at
which the vote takes place. Failure to demonstrate clear progress in teaching, research,
extension/outreach, and service by the time of the third-year review may lead to the issuance of a
letter of non-continuance at that time.

During spring semester, the department head will ask faculty in their third year to provide, using
a standardized format, information and materials relevant to their academic accomplishments.
The department head will make this information available to the tenured faculty and those
holding rank superior to the individual candidate's, together with the candidate's teaching
effectiveness evaluations from three classes and peer reviews from three classes, for the group's
discussion. The candidate must affirm in writing that he or she has seen the dossier and
acknowledged it to be complete before it is presented to the tenured faculty and those holding
rank superior to the candidate's. The department head will convey the result of these discussions
and the character of the vote of the tenured faculty to the individual candidate when the
department head’s own advice and assessment are given. Following the conference, a copy of
the department head’s report will be given to the faculty member, dated and signed by the
department head confirming the review as a matter of record. The faculty member will sign the
report and return it to the department head. Should the faculty member disagree with the report,
he or she may write a response for the departmental record. The department head’s report and
the faculty member's response (if there is one) will be made available for review by the tenured
faculty when the faculty member is a candidate for tenure; otherwise, both reports are to remain
confidential to the extent permitted by policy and law.





Call for Recommendation of Candidate for Promotion and/or Tenure

The university sets the timing of the application for promotion and for tenure. There is no fixed
requirement for years of service at a given rank before a faculty member can be promoted or
tenured. The precise terms and conditions of each faculty member’s tenure schedule is stated in
writing and is in the possession of both the institution and teacher at the time of the initial
appointment.

A faculty member should coordinate with the department head to comply with College of
Agriculture submission deadlines. The department head should review carefully the appointment
status of all non-tenured faculty members in relation to the criteria for tenure eligibility as
described in Chapter 3 of the Faculty Handbook. 1t is strongly suggested that assistant professors
recommended for tenure also be recommended for promotion to associate professor. Note that
separate votes on promotion and tenure must be taken and recorded.

Deliberations on a candidate and information contained in the candidate's dossier should remain
confidential as provided by policy and law. Dossiers are subject to legal review only under
certain conditions. In preparing dossiers, candidates for Promotion and/or Tenure should follow
the guidelines as stated in the General Instructions section of Chapter 3 of the Faculty Handbook.
Faculty members should note the specification of supporting material called for. Faculty
members are responsible for maintaining their own records and files of evidence, except when
the responsibility is specifically assigned to the Department Head. The department head
participates with the faculty in voting on each candidate.

Recommended Timeline for Promotion and/or Tenure Process

The following is a recommended timeline for the development, evaluation and submission of the
candidate’s Promotion and Tenure dossier within the Department of Poultry Science and should
adhere to the Annual Call for Nominations schedule as published by the Provost.

March -- Meeting between faculty member to be promoted and/or tenured and the Department
Head to initiate process. This meeting may be initiated by either the faculty member or Head.

July 1 — Candidate submits information to the Department Head according to the Faculty
Handbook Section 11. Procedure for Promotion and Tenure; Part C. Information on the
Candidate.

July/August — Department Head solicits and supplies information to the candidate’s dossier
according to Section 11. Procedure for Promotion and Tenure; Part C.3 Information to be
Supplied by the Department Head.

August/September — Candidate’s Dossier and supporting material is made available for review
exclusively by faculty eligible to vote on the candidate.

Promotion and Tenure Seminar: Candidate will present a comprehensive seminar outlining
scholarly achievements in the candidate’s field of expertise. Senior faculty eligible to vote on
the candidate should be in attendance.





Chairman of the Departmental Tenure and Promotion Committee to call a meeting of all eligible
faculty to confidentially discuss the candidate’s qualifications and take a secret ballot.
Immediately following the faculty meeting, the Tenure and Promotion Committee under the
leadership of the chairman develop a consensus departmental report incorporating discussions
during the faculty meeting into the report. The consensus report shall include results of the
secret ballot faculty vote as outlined in the faculty handbook.

October 1 — Candidate dossier and all support materials finalized, copied and submitted to the
Dean, College of Agriculture for College for subsequent University action.

Criteria for Evaluation of Candidate’s Dossier by Voting Faculty

Faculty evaluation of candidate will be based upon the candidate’s assigned responsibilities as
assigned and supplied by the Department Head along with other pertinent information. These
responsibility areas will be Research, Teaching, Extension/Outreach, and departmental and/or
Extension administrative assignments by the Department Head and/or Directors of Alabama
Cooperative Extension System or Alabama Agricultural Experiment Station. Decisions on
promotion to Associate Professor, on promotion to Professor, and on tenure depend on the
candidate’s sustained work of high quality in the areas of research, teaching, extension/outreach,
and service. Recognition by peers as having an emerging stature as a regional or national
authority is required for promotion to Associate Professor and professional peer-recognition of
the candidate as an authority in their field and a respected national reputation is required for
promotion to Professor. The following criteria will serve as a guideline in evaluating the
candidate’s achievements and accomplishments.

Promotion to Associate Professor and Tenure

Research and Creative Work

Research and creative work is one of the four areas that a candidate may be evaluated and will be
a reflection of the candidate’s assigned responsibilities. Several keys issues with regard to the
candidate’s research and creative work include, but are not limited to:

* Peer-reviewed publication: The precise form of peer review should be appropriate to
the candidate’s area. Published work not subject to peer review is valued, but never as
highly as peer-reviewed work.

* Publications of substance: Book and chapter-length projects, proceedings, popular
press articles, scholarly articles, and major electronic or creative projects.

* Significant individual or lead authorship: Collaboratively authored work is of great
value, but strong evidence of independent or lead authorship is vital.

* Coherent programs of research and creative work: Each candidate should articulate
a program of continued effort and potential impact within their area of specialization,
and the voting faculty should be able to discern evidence of progress and pattern in the
candidate’s publications, which still may be emerging in the work of candidates for
tenure and promotion to associate professor.

* Interdisciplinary: The Department recognizes the special cost of interdisciplinary
work, and values research programs that engage in such work. Cross-disciplinary





publication, when appropriately explained in the candidate’s research or creative
program, is valued at the same level as publication within the candidate’s area.

* Intellectual property: The Department supports distinctive and creative works by an
individual or group and recognizes these as patents, inventions, copyrights and
trademarks that safeguard an individual’s or group’s efforts.

* Electronic media: The Department values and evaluates electronic publication and
other digital work by the same criteria and as equivalent to print publication.
Candidates should supply a statement of digital philosophy explaining the purpose,
structure, and intended audience of their electronic publications.

An evaluation of the candidate’s research and creative accomplishments will be based on
productivity as measured in terms of outputs. The general expectation for a candidate to be
promoted to Associate Professor with a research appointment would be to demonstrate quality of
research by publishing in leading journals in their field of expertise. Research and publication in
an area aligned with the candidate’s time allocation are also considered worthy and could include
refereed publications in the area of teaching methodology and extension (i.e. Journal of
Extension). However, the exact number of publications will vary widely with appointment, and
cannot be distilled to a concrete number.

In general, a candidate will develop an innovative program to address important state, regional,
national, or international problems. Accomplishments related to collaborative research with
other institutions (national and international), presentations at professional conferences, and joint
publications are also valuable parts of a candidate’s dossier. It is also expected that the candidate
will secure external funding to support their research and that the level and competitiveness of
this funding will depend on the type of research that the faculty member engages in and their
appointment.

The candidate’s dossier for promotion to associate professor will be judged on the following
criteria, but is not limited to these categories. Where appropriate, the candidate’s research and
creative work efforts that extend beyond these criteria should be appropriately explained in the
candidate’s dossier.

Research
- Publication Record
o Books/Book chapters/Reviews
o Refereed journal articles indicating candidate’s contribution and impact,
where appropriate.
o Abstracts presented at scientific meetings
o Research reports published for popular consumption
o Research publication partnerships with co-investigators where candidate is
clearly the research team leader within their discipline area
- Presentations
o Presentations at State, Regional, National, and International meetings,
conferences, and symposia
- Funding
o Grants received and funded as well as grants applied for but not funded





o Proposal partnerships where the candidate is clearly the research proposal PI
and team leader
- Patents, Inventions, Copyrights, and Trademarks
o Distinctive and creative works by an individual or group that provides a
safeguard for their efforts
- Awards and Honors
o College, University, State, National, and International awards
- Recognition as an expert in their discipline by
o Editorships
o Consultancy/Expert testimony
o Leadership of a specific disciplinary program having national/international
impact
o Other types of recognition showing national/international reputation

Teaching

Teaching is one of the three missions of the University and may be a part of the candidate’s
appointment. Teaching is viewed as a faculty function that is as important as research and
extension. Basically, instruction by any faculty member must include: 1) class meetings that are
organized and informative, 2) a developed and comprehensive course syllabus and content, 3)
student evaluation and peer review, and 4) continuous course updating that provides timely
information. The candidate should demonstrate an effective teaching program, a commitment to
student learning, and effective advising that guides the student to career-oriented development.
Based on appointment, the candidate should also have a record that includes chairing or serving
on graduate committees. Advising undergraduate research projects also represents meritorious
contributions to the department’s teaching mission

Candidates for promotion to associate professor must demonstrate a high level of performance as
teachers where their sustained quality of teaching is addressed through annual reviews and the
third year review. The department head is responsible for working with the candidate to arrange
appropriate peer evaluations of teaching, as well as for providing the peer evaluations and
teaching effectiveness surveys to the voting faculty. Evidence of teaching effectiveness should
include the following items and the candidate should maintain appropriate documentation of
teaching activities.

* Statement of teaching philosophy

* Syllabi, handouts, and examinations from a sufficient number of courses, taught in the
preceding three years.

* QGrade distributions (from the same courses, if possible)

* Student evaluations: Student evaluations for each course the candidate teaches will be
evaluated and compared to the departmental average. Faculty voting on the candidate
will take into account the ability and success of the candidate to transfer knowledge in an
equitable manner.

*  Peer evaluations of teaching: A team comprising of two faculty members, of higher rank
than the candidate, appointed by the Department Head or Chairman of the Departmental
Promotion and Tenure Committee shall evaluate teaching materials used in class as well





as the effectiveness of the candidate’s classroom teaching. The effectiveness will be
evaluated based on criteria such as conduct, speaking ability, classroom presence,
knowledge of subject matter, up to date information, and organization. A team will
evaluate and report on classroom teaching effectiveness at least once per year starting at
year 3, before the 3" year evaluation, and yearly after that time until the candidate is
either tenured or leaves the university. Classroom effectiveness and teaching will be
evaluated at least once after promotion to associate professor and before the candidate
applies for promotion to the rank of full professor. The team will provide their report on
teaching effectiveness during the voting faculty meeting.

Additional evidence of teaching effectiveness may be demonstrated by the candidate’s
contributions:

* In work as a program coordinator or administrator, including study abroad

* In work with master’s and doctoral students, whether as major professor, committee
member, outside reader, or examiner

* In developing new courses and curricula

* In significant new preparations or redevelopments of courses taught

* As aresearch supervisor, or as director of undergraduate research projects

* In the scholarship of teaching, whether through textbooks, articles, or the publication of
high quality teaching materials

* In earning grants, honors, and awards related to teaching

* Through participation in teaching/learning conferences and symposia

* Through avenues other than those listed above

In examining the available evidence, the voting faculty evaluates the candidate’s overall
effectiveness as a teacher, considering issues of quality, rigor, and integrity, along with issues of
innovation, continuing development, and student engagement.

The candidate’s dossier for promotion to associate professor will be judged on the following
criteria.

Teaching
- Evidence of innovative and effective teaching methods
- Awards and Honors in teaching
o College, University, State, National, and International awards
- Publications related to teaching
o Books/Book chapters/Reviews
o Refereed journal articles indicating candidate’s contribution and impact,
where appropriate.
o Abstracts presented at scientific meetings
o Teaching reports published for popular consumption
o Teaching partnerships with co-investigators where candidate is clearly the
team leader within their discipline area
- Presentations at state, regional, national, and international meetings related to teaching





- Books/laboratory manuals written, edited and/or adopted by peers at other universities for
teaching
- Distance education and on-line learning classes and resources developed or adopted
- Funding
o Local, state, national, and international teaching funds/grants/gifts acquired
- Copyrights and Trademarks
o Distinctive and creative works by an individual or group that provides a
safeguard for their efforts
- Graduate student success/accomplishments
o Number of graduate students mentored by the candidate as
* Committee Chairman
* Committee Member
o Graduate students recognized by college, university, and/or national awards
o Job/career placement record of former graduate students in positions related to
their degree
- Advising
o Number of undergraduate student advisees
o Successful completion of meetings and forms for undergraduate student
advisees

Extension/Outreach

Outreach, according to the Auburn University Faculty Handbook, is the application of academic
expertise for the direct benefit of external audiences in support of university and unit missions.
The Faculty Handbook outlines that all of the following conditions must be met for faculty
activities to be regarded as outreach scholarship for purposes of tenure and promotion:

1) there is a substantive link with significant human needs and societal problems, issues or
concerns;

2) there is a direct application of knowledge to significant human needs and societal
problems, issues, or concerns;

3) there is utilization of the faculty member's academic and professional expertise;

4) the ultimate purpose is for the public or common good;

5) new knowledge is generated for the discipline and/or the audience or clientele; and

6) there is a clear link/relationship between the program/activities and an appropriate
academic unit's mission.

Outreach is not expected of all faculty. Participation in this function varies from major,
continuing commitments, as is the case with the Alabama Cooperative Extension System,
through intermittent engagement for individual faculty as needs and opportunities for a particular
expertise arise, to no involvement at all. A candidate with a budgeted “Extension” appointment
will be assessed differently than a candidate that participates in “Outreach”, an important
University function, but one that does not come with a funded salary appropriation. Extension
includes defined and accountable activities such as publications, meetings, and other developed
materials that communicate information to clientele. While “Outreach” may also produce such
materials, it may also include broader definitions such as service to professional groups or
program development for allied groups and community organizations





Candidates with an “Extension” appointment are responsible for providing expertise and
statewide leadership in their respective discipline for educational programs supported by the
Alabama Cooperative Extension System (ACES). The primary role is to develop creative and
innovative educational programs and products and to communicate these programs to
stakeholders. The candidate is responsible for producing educational curricula, publications, and
educational materials; cooperating with colleagues, governmental agencies, and industry at the
regional or national level to address problems or needs; and to facilitate the transfer of applied or
adaptive research that will contribute to improvements or innovations in technology for clientele.
Promotion will be based on program planning and implementation accomplishments,
disciplinary competence, professional development, and leadership achievements.

The commitment of faculty time to “Outreach” is a decision to be made by the faculty member
with the approval of the department in which the faculty member will seek tenure and/or
promotion. It may be accomplished in the initial appointment, as is typically the case for
Extension faculty, in annual work plans, or during the year in response to unexpected needs. In
any case, this decision should be made with due consideration to the professional development of
the faculty member, the expected public benefits of the outreach activities, and mission of the
department and/or other supporting units. Departmental approval carries a commitment to assess
and appropriately weigh outreach contributions in salary, tenure, and promotion
recommendations.

It is important that the faculty member and the department head agree that the planned activity is
outreach, and that the faculty member maintains appropriate records of outreach activities,
scholarship, and impact on external audiences. The candidate for promotion and tenure is
encouraged to confer with the department head before undertaking significant tasks in outreach.
Appropriately arranged and documented efforts in outreach will contribute to a candidate’s
tenure or promotion case as do their equivalents in research and creative work: that is, major
outreach publications or administration of major programs will be highly valued; brief panels or
presentations will have modest value. The expectations and demands for quality in outreach are
the same as in teaching and research/creative work; however, outreach activities are different in
nature from other activities and must be evaluated accordingly. The department head should
request any material necessary from the candidate to facilitate faculty assessment of the type,
quality, and effectiveness of the candidate's involvement in extension activities and evaluation of
any resulting publications.

The candidate’s dossier for promotion to associate professor will be judged on the following
criteria.

Extension/Outreach
- Publications
o Books/Book chapters/Reviews
o Refereed manuscripts directed toward Extension/Outreach indicating
candidate’s contribution and impact, where appropriate.
o Abstracts presented at state, regional and national, and international meetings
related to Extension/Outreach
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o Alabama Cooperative Agricultural Extension System publications (i.e. Fact
sheets, timely news articles) published for dissemination of knowledge to
stakeholders.

o Popular press articles published with level of estimated impact.

o Other technologies and resources utilized to disseminate information to
stakeholders with associated impact level.

- Presentations

o Presentations at State, Regional, National, and International meetings,

conferences, and symposia
- Funding

o Grants received and funded as well as grants applied for but not funded in
support of Extension/Outreach programs and demonstrations

o Proposal partnerships where the candidate is clearly the research proposal PI

and team leader

- Patents, Inventions, Copyrights, and Trademarks

O

Distinctive and creative works by an individual or group that provides a
safeguard for their efforts

- Awards and Honors in Extension/Outreach

o

College, University, State, National, and International awards

- Program Development of Extension/Outreach activities

o

@)
@)

o

Level of the development and delivery of effective Extension/outreach
programming.

Evidence of multidisciplinary collaboration with Extension peers

High level of interaction with stakeholders

Multiple program delivery methods that may include distance education, web
sites, fact sheets, recorded deliveries, and popular press articles.

Estimated impact of program delivery to stakeholders

Solicitations from stakeholders for the delivery of programs

Collaboration with other faculty members in research, teaching within the
department, or outside of the department, college, or university.

- Dissemination of Knowledge

o

O

Number of contacts from stakeholders requesting and number receiving
information/advice/counsel

Evidence that the extension program reaches across a wide demographic area
Presentations targeted toward stakeholders or stakeholder groups

Estimated impact of program implementation by stakeholders

Emerging National Reputation

A candidate for Associate Professor in the Department of Poultry Science is expected to show
strong evidence of work in national contexts and venues, thus demonstrating that he or she is
building toward a national reputation within his or her field, and is likewise expected to
demonstrate the potential for continued growth as a scholar and expert in national or
international contexts.
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The primary evidence of emerging national reputation exists in the quality and substance of the
candidate’s published work, as detailed below, and as evaluated by members of the department
eligible to vote on the candidate. Secondary evidence of potential national reputation must
include at least three confidential outside reviews assessing the candidate’s work.

Additionally, secondary evidence of the candidate’s emerging national reputation may include
any of the following:

* Level and impact of the candidate’s publications

* Level and impact of the candidates research, teaching and/or extension/outreach
accomplishments

* Invited lectures at national meetings

* National media exposure

* Editorial or advisory board positions on journals or other publications

* Evidence of the influence and citation of the candidate’s work

* Evidence that the candidate’s work is used in graduate and/or undergraduate classes at
other universities

* Translation or reprinting of the candidate’s published work

* National or international recognition of candidate’s electronic media

* Consulting work by the candidate

* (Candidate’s work as an external reviewer or judge

* (Candidate’s leadership (in the specific field or in the profession) as signaled by positions
of responsibility

* Honors and awards recognizing candidate’s achievements

* Grants and fellowships

Evidence from the list above may contribute to this, but it is understood that candidates for
associate professor will have had fewer opportunities to distinguish themselves on the national
level. The letters from outside reviewers may provide stronger indications of the candidate’s
current and potential impact within the field. The primary evidence of an emerging national
profile, however, should be found in the substance and quality of the candidate’s work as
evaluated by members of the faculty eligible to vote on the candidacy.

Outside Reviews

In addition to the candidate’s credentials, three outside reviews must also be included in the
candidate’s dossier for promotion to Associate Professor and/or for tenure. The department head
will invite the candidate and faculty members eligible to vote on the candidacy to suggest several
names of potential outside reviewers. The department head will communicate to the candidate
the list of potential reviewers and, if the candidate can show cause, will remove a name or names
from that list. The department head is then responsible for obtaining confidential reviews from
three persons on this list. Reviewers will receive, in addition to the candidate’s dossier and
publications, a copy of the Department’s standards for promotion and tenure. Reviewers should
be asked to comment specifically on the candidate’s work and on the candidate’s potential for
national reputation, as well as on the substance, quality, and impact of candidate’s
accomplishments. These confidential reviews are added to the candidate’s dossier.
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Service

Academic and professional service generally occupies the smallest percentage of effort in a
faculty member’s workload, but the Department expects a candidate for promotion or for tenure
to perform service tasks at a high level of quality. University service includes participating in
departmental, college or school, and University governance and committee work, assisting in the
recruitment of new faculty, and developing and assisting in the implementation of new academic
programs. Faculty should note particularly distinctive contributions to University life on the part
of the candidate, including service to the candidate's profession, such as offices held and
committee assignments performed for professional associations and learned societies; and
editorships and the refereeing of manuscripts.

In general, candidates for tenure and promotion to associate professor are expected to have
performed limited service at the department, college, or university level. Modest professional
service beyond the university is also reasonable, but candidate should consult with the
department head before taking on demanding service roles. Successful performance of service
roles for the University or one’s profession is demonstrated over a sustained period by any of the
following:

* Service as program coordinator, administrator, or responsible officeholder

* Service as chair or member of standing committees, search committees, or ad hoc
committees

» Service as evaluator, reviewer, or judge

* Service on editorial boards

* Sponsorship or organization of professional conferences

* Sponsorship or organization of visiting speakers or events

e QGrants, honors, or awards for meritorious service

* Scholarship of service, whether through books, articles, or the publication of high quality
materials related to service

* Other contributions to service

The candidate should maintain documentation of service activities. In evaluating candidates, the
voting faculty will consider the following aspects of their service: initiative and effectiveness, as
well as attitude toward and engagement with the service activity.

The candidate’s dossier for promotion to associate professor will be judged on the following
criteria.

Service
- College and University committee service and leadership roles
- State, Regional, National, and International committee service and leadership roles in
organizations, associations, and professional societies.
o As member
o As chairman
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Tenure

The criteria for attainment of tenured status are described more fully in the Faculty Handbook. In
addition to demonstrating quality in the areas of 1) teaching, 2) research/creative work, 3)
outreach, and 4) as described in the Faculty Handbook under Promotion Criteria the candidate
for tenure must demonstrate potential as a productive and collegial contributor to the
Department. The Handbook notes that collegiality is a “professional, not a personal criterion,”
and suggests the following as relevant questions:

* Are the candidate's professional abilities and relationships with colleagues compatible
with the departmental mission and with its long-term goals?

* Has the candidate exhibited an ability and willingness to engage in shared academic and
administrative tasks that a departmental group must often perform and to participate with
some measure of reason and knowledge in discussions germane to departmental policies
and programs?

* Does the candidate maintain high standards of professional integrity?

The Faculty Handbook goes on to remind faculty that concerns with collegiality should be
shared with the candidate as soon as they arise, not at the moment of a tenure decision;
collegiality should also be addressed in annual reviews and the third year review, and concerns
should be communicated clearly to the candidate.

Promotion to Professor

The candidate for promotion to the rank of Professor will demonstrate continued
accomplishment in all areas of effort, but the candidate’s accomplishments in research and
creative work, teaching, and extension/outreach should meet the requirement of achieving a
national reputation as specified in the Faculty Handbook. That is, a candidate for Professor in
the Department of Poultry Science is expected to demonstrate a respected national reputation
within his or her field, along with evidence of continuing growth as a scholar and expert in
national or international contexts. Secondary evidence of national reputation must include at
least three confidential outside reviews assessing the candidate’s work. Other secondary
evidence of national reputation (from the list above) is also important in the evaluation of the
candidate for promotion to Professor. But the primary evidence of the candidate’s national
reputation should be found in the substance and quality of the candidate’s work as evaluated by
members of the faculty eligible to vote on the candidacy.

Research and Creative Work

The accomplishments of the candidate for Professor should be comparable to previously
successful candidates from the department and at peer institutions. The candidate’s work must
show creativity, innovation, and impact as measured by scholarly contributions, which include
publications, presentations, funding, awards and honors, and graduate student accomplishments.
Candidates for Professor should demonstrate a level of sustained productivity in research that
reflects a growth in stature at the regional, national, and international level. A candidate for
Professor should have maintained a continued record of publication in journals related to their
field and, in addition, should have publications that reflect a strong program of national or
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international scope, such as books, book chapters, or invited papers in symposia or proceedings.
It is expected that the candidate will have publications that reflect the faculty member’s job
description and area of expertise. Although the exact number and nature of publications will
vary according to their appointment and expertise, the final evaluation will be subjected to
members of the faculty eligible to vote on the candidate.

Teaching

In addition to demonstrating and sustaining a high level of performance as a teacher, a candidate
seeking promotion to Professor must also demonstrate teaching competence through activities
such as advising, course and material development, and teaching publications such as laboratory
manuals and textbooks. The development of new or novel coursework in emerging areas is a
mark of professional development. Leadership in teaching must also be demonstrated via
receiving awards for excellence or service on teaching related committees. Teaching
effectiveness may also be measured from the direction and advising of undergraduate and
graduate students and service on other graduate student committees. In general, a candidate for
Professor with a teaching appointment must demonstrate a long-term, consistent, and high-
quality program in instruction of undergraduate and graduate students. In examining the
available evidence, the voting faculty evaluates the candidate’s overall effectiveness as a teacher,
considering issues of quality, rigor, and integrity, along with issues of innovation, continuing
development, and student engagement.

Extension

The candidate must demonstrate a sustained and productive level of accomplishment to support
an effective Extension program, which includes program development, delivery, and impact as
measured by peer and client evaluation of their programs, publications, and presentations. A
strong national and emerging international reputation in the candidate’s specialty area along with
a demonstrated leadership role in Extension at the national level

Outreach

The commitment of faculty time to “Outreach” is a decision to be made by the faculty member
with the approval of the department in which the faculty member will seek tenure and/or
promotion. In any case, this decision should be made with due consideration to the professional
development of the faculty member, the expected public benefits of the outreach activities, and
mission of the department and/or other supporting units. Departmental approval carries a
commitment to assess and appropriately weigh outreach contributions in salary, tenure, and
promotion recommendations.

Service

Faculty members are expected to engage in some form of service to the department, college,
university, profession, and community. Expectations of how much service will vary and is a
function of an individual faculty member’s career. Early in their career, the primary focus of any
faculty member should be to establish a solid program in research, teaching, and
extension/outreach while limiting their service responsibilities. As a faculty member increases in
rank, the expectation of service increases where the institution’s principles of shared governance
and the faculty member’s national and international reputation is, to an extent, simultaneously
shaped and an obligation to professional service is established.





The following check sheet provides a summary of the candidate’s achievements.
To be filled out by Department Head or Departmental Promotion and Tenure Committee Chair.

Candidate Name:

Percentage allocation: Teaching % Research %  Extension/Outreach

Achievements in Teaching
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%

Evidence related to teaching

Undergraduate credits taught annually

Graduate credits taught annually

Graduate committees chaired to completion

Graduate committees served to completion

Average student evaluation score

Average number of undergraduate advisees annually

Authorship

Publications or creative work

Senior

Junior as Directing*

Junior

Total

Books/Chapters/Reviews

Refereed Journal and Abstracts

Invited Papers

Contributed Papers

Non-refereed Publications

Technical Reports

Copyrights and Trademarks

Electronic Media Products

Other Teaching Products

Invited Lectures Related to Te

aching

State and Regional

National

International

*Candidate listed as Junior author when directing a graduate student as Senior author.






Achievements in Research
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Authorship

Publication or creative work

Senior

Junior as Directing*

Junior

Total

Books/Chapters/Reviews

Refereed Journal

Refereed Abstracts

Invited Papers

Contributed Papers

Non-refereed Publications

Technical Reports

Patents, Inventions, Copyrights

Electronic Media Products

Other Research Products

Invited Lectures

State and Regional

National

International

*Candidate listed as Junior author when directing a graduate student as Senior author.






Achievements in Extension/Qutreach

17

Authorship

Publication or creative work | Senior | Junior as Directing®

Junior Total

Books/Chapters/Reviews

Refereed Journal and Abstracts

Invited Papers

Contributed Papers

Extension Publications

Contributed Papers

Non-refereed Publications

Technical Reports

Patents, Inventions, Copyrights

Electronic Media Products

Other Extension/Qutreach
Products

Invited Lectures

State and Regional

National

International

*Candidate listed as Junior author when directing a graduate student as Senior author.

Achievements in Service

Chair

Member

University, College, and Departmental Committees

State and Regional Committees

National Committees

International Committees

Editorships

Other Service






Grants and Contracts Funded (Amount in $)

Authorship

Year (most recent first)

Senior

Junior

Total

2011

2010

2009

2008

2007

2006

Totals






