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1. Criteria for Tenure, Promotion and Merit Evaluations
I.
Departmental Identity and Mission

The TCU Department of Economics is an undergraduate, liberal arts department in the AddRan College of Liberal Arts, offering three baccalaureate degrees: a B.A. and B.S. in Economics and a B.A. in International Economics. Our program offers a distinctive curriculum that emphasizes critical inquiry and exposes students to a broad spectrum of analytical and philosophical approaches.  

Our mission is to enable students to learn the art of thinking for themselves, as economists, about important social problems.  In accord with liberal arts economics departments nationwide, our faculty is dedicated to the teacher/scholar ideal: seeking excellence through ongoing professional development as teachers and scholars of their discipline. The criteria set forth in this document are designed to encourage all Economics Department faculty members to exert their best efforts in the conduct of faculty responsibilities and to engage in professional growth throughout their academic careers, thus enabling our department to offer the highest possible quality of programming and services to all of our constituencies.

II. 
Criteria for Evaluating Faculty Performance
Each faculty member is evaluated in terms of his or her achievement in the following areas of professional activity:

A.
Teaching

B. 
Scholarship and Creative Activity

C.  
Service to the University, Profession and Community

D.  
Student Interaction

E.  
Professional Development

F.  
Professional Ethics

A. 
Teaching
The teaching of students is the first purpose of Texas Christian University and the Department of Economics. For this reason, it is expected that all faculty will be knowledgeable, conscientious and effective teachers throughout their careers at the university.

Evaluations of teaching performance will consider the knowledge of the field(s) in which a faculty member is teaching courses, including recent developments; an ability to select, organize and present course material effectively; an ability to motivate students and foster their interest in the discipline; and an active concern for the academic progress of students.

A faculty member may present evidence of individual achievement in teaching by offering information in the following areas.  

1.
Evidence of student perceptions and performance

· student evaluation of teaching   

· the receipt of student-initiated teaching awards

· evidence relating teaching to subsequent student employment

· evidence relating teaching to subsequent student educational choices and performance

· student productivity related to involvement with the faculty member; e.g., publication of theses or other research and participation in professional conferences

2.
Peer evaluations

· direct observation of teaching performance through class visitation by any member of the faculty, including the Chair, or team teaching. Class visitations must be arranged in advance.  

· the receipt of colleague-initiated teaching awards

· evaluation of level of knowledge or skills acquired by students in courses offered by the faculty member

· observed quality of faculty member’s performance as director or reader of graduate or undergraduate theses or research projects

· evaluation of teaching approach and materials  

3.
Scope of involvement in departmental and university teaching responsibilities

· number of different courses taught, including directed research projects

· credit hours generated, taking into account the levels and types of courses offered

· new course preparations

· relationship of courses taught to departmental degree programs

· contribution of courses taught to interdisciplinary learning or to degree programs in other departments or units of the University

Evidence from either student perceptions or peer evaluation must indicate quality teaching.  A satisfactory level of involvement in departmental teaching responsibilities is also necessary.

B. 
Scholarship and Related Issues
The ongoing pursuit of knowledge through scholarly activity is an integral part of faculty performance. Evidence of such activity is required for both tenure and promotion and is expected to continue throughout each faculty member’s career.  Scholarship should be subject to professional peer (e.g., editors, scholars on editorial boards) and anonymous (e.g., “blind referee) evaluation of articles and/or chapters in professional journals, monographs, and books and should be a regular, on-going process. Unless there is clear evidence to the contrary, multi-authored papers will receive the same weight as single authored papers. Similarly, the order of authors will not be used as an indication of relative contribution. However, some evidence of independent scholarship needs to be presented.

Research is the primary means by which faculty stay abreast of the latest developments in their field and contribute to these developments. The following is a non-exhaustive list that may be used to document research accomplishments:

· professional peer evaluated articles in scholarly journals, print or electronic

· non-refereed articles 

· articles or chapters in books

· articles published in the proceedings of professional meetings

· scholarly books or monographs

· serving as editor of a scholarly journal

· serving on the editorial board of a scholarly journal

· serving as referee for academic journals, book publishers, or granting organizations 

· book reviews in professional journals

· communications

· presentation of scholarly papers

· grants (external or internal, funded or not)

· evidence of substantial progress in on-going research projects

· textbooks

· plans for continuing research

The quality of research efforts may be substantiated by using items on the following list:

· quality of research outlets as indicated by circulation figures, indexation, or rigor of the review process

· evidence that one’s work has been cited, referenced, or discussed by other scholars

· invited lectures based on research completed or in progress

· external review of accumulated scholarly work

· research awards

· other relevant items

Refereed publications and plans for continuing research are essential in order for a faculty member to be considered for tenure and promotion.  Engaging in some of the other activities presented in this section will enhance the chances of receiving a favorable evaluation. 

C. 
Service
Service to the profession, the institution, and the community is an important component of faculty responsibility.  Service in the context of the University community is expected as part of the job.  Professional service is often an indicator of the professional reputation of a faculty member.  The absence of appropriate service or University citizenship activities may impact personnel decisions adversely.  Constituencies served by faculty members include the faculty and administration of the University, TCU students, the Economics profession, and the community (national, regional, and local).

Faculty members should seek the counsel of the department chair, tenured faculty, and members of the Departmental Advisory Committee concerning sufficient levels of faculty involvement in service activities and concerning the time commitment that these activities require.  A faculty member may present evidence of individual achievement in the service area by offering information on any or all of the following activities.  Other activities of a service nature may also be reported.

· memberships on departmental committees

· memberships on college and university committees

· chairing any of these committees

· the amount of time devoted to service on committees

· scope and complexity of committee assignments

· offices in professional associations

· sponsorship of student organizations

· conducting seminars or workshops

· lectures or speaking engagements to non-departmental audiences

· contributions to departmental operations

· professionally-related community service activities

· other professional, university, college departmental, or community service activities

The faculty member must contribute to departmental operations in some manner; other activities will enhance the chances of receiving a favorable evaluation.

D. 
Student Interaction
Academic advising, participation in extra-curricular activities and mentoring are  important, time-consuming activities and should be acknowledged and rewarded appropriately. Academic advising encompasses both academic and career counseling.  Advising activities include, but are not limited to, helping plan academic programs, clarifying degree requirements, suggesting complementary electives, helping to select majors and minors, assisting students in course selection, monitoring student progress toward graduation, supporting students with academic difficulties, discussing post-graduate educational options, making appropriate referrals, and assisting in career planning.  Superior service to students requires careful translation of academic goals into course selection and careful description of the ways in which various courses in the curriculum contribute to the personal objectives of students.

Advising is an important aspect of individual faculty responsibility although there are expected differences in the level of individual involvement.  Advising is given less weight in an overall evaluation than is given to teaching and scholarship in the hierarchical ranking of criteria.  When planning activities in this area, faculty members should seek counsel from the Department Chair, tenured faculty, and members of the Departmental Advisory Committee regarding sufficient levels of individual involvement.

Individual faculty members may provide evidence of achievement by furnishing information on any of the following activities, among others.

· number of majors advised

· number of pre-majors advised

· participation in advising workshops

· time spent in both formal advising (for course schedules) and informal advising

· involvement in student career and graduate school choices

· letters of recommendation for students

· feedback of students advised

· contributions to a student’s timely graduation and attainment of career and graduate school goals

· other activities related to advising students

Each faculty member must participate in the process of advising  majors; once again, participating in the advising process in other ways will enhance the chances of receiving a favorable evaluation.

E.  
Professional Development
Faculty members are expected to remain abreast of new, relevant professional knowledge, skills, and developments within their specialized fields and of developments in research and teaching skills.  They should actively pursue programs of study and self-development related to their principal subjects of instruction and professional interests and competencies and should continue to cultivate new interests.  Faculty members should seek counsel from the Department Chair, tenured faculty, and members of the Departmental Advisory Committee regarding sufficient levels of development activity.

Excellence in professional development requires continuous effort at all stages of one’s career in both subject content and research methods.  While there may be individual differences in emphasis, each faculty member must continue to develop a facility with a variety of professional skills.

Evidence of achievement in professional development may include information concerning any of the following items, among others.

· attendance at research workshops and seminars

· attendance at teaching workshops and seminars

· receipt of development grants (internal as well as external)

· evidence of changes and/or improvements in course content and presentation

· self-directed study or reading programs (bibliographies, courses, or other extended development activities)

· other activities indicating continued professional development of faculty skills in teaching, research, or advising

F. 
Professional Ethics 

All faculty are expected to conduct themselves in accord with the Statement on Professional Ethics included in the Handbook for Faculty& Staff.

III.
Guidelines for Application TC \l1 “II. Guidelines for Application
Teaching and research will always be given greater emphasis than service and other activities. The approximate weights will be 40% teaching, 40% research, and 20% for the other three activities. Instructors, whose assignments are different from those of tenure-track and tenured faculty, are evaluated on teaching and service and research that improves those activities.

A. 
Tenure and Promotion to Associate Professor 

 Tenure constitutes a potentially life-long commitment by the University.  The decision to grant tenure is based on the best predictions that a person will continuously contribute to the scholarly life of the University.

To be considered for tenure and promotion to associate professor, a faculty member must present evidence of quality teaching.  As is indicated in the section on teaching, this evidence must come via student perceptions and evaluations by peers.  Favorable evidence from each is essential in order for the evaluators to consider recommending tenure and promotion.  In addition, the candidate must have demonstrated a satisfactory level of involvement in departmental teaching responsibilities.

Evidence of quality research activities is also required. Refereed publications and plans for continuing research are essential in order for the faculty member to be considered for tenure and promotion.  Engaging in some of the other activities presented in the research section will enhance the chances of receiving a favorable recommendation.
Evidence of quality service, student interaction, and professional development activities during the probationary period must also be presented.  However, as stated above, these activities receive less weight in the overall evaluation process.

Since all promotion recommendations must be approved at higher administrative levels, the department cannot guarantee that the attainment of any specific level of achievement in teaching, scholarship, service, student interaction, or professional development will result in the granting of tenure or promotion to Associate Professor. In accordance with University policy, untenured faculty will receive an annual letter from the department chair providing the tenured faculty’s assessment of progress toward tenure.
B. 
Promotion to Professor
A record of scholarship or creative activity, as evidenced by ongoing scholarly engagement and a recognized and significant body of published works, is the major factor influencing recommendations for promotion to Professor.  Evidence of strong teaching and academic leadership is essential as well.  Candidates’ cumulative record in all three areas is important, but particular attention is paid to achievements since promotion to Associate Professor.

With respect to scholarship, the candidate’s portfolio should represent a quantity and quality of work that surpasses the department’s normal expectations for tenure and promotion to Associate Professor (see lists I and ii for means of establishing that this standard has been met).  Higher levels of achievement will increase the probability of a successful outcome.   Evidence regarding teaching accomplishments should be provided in the areas of student perceptions, peer evaluations, and scope of involvement (see lists iii, iv, and v), while that for academic leadership can represent contributions at the department, college, university, professional, national, and international levels (see list vi).

Since all promotion recommendations must be approved at higher administrative levels, the department cannot guarantee that the attainment of any specific level of scholarly activity within any given time frame will result in promotion to Professor.   
i. Quantity and quality of published work can be established with reference to any or all of the following:

· professional peer evaluated articles in scholarly journals, print or electronic

· non-refereed articles 

· articles or chapters in books

· articles published in the proceedings of professional meetings

· scholarly books or monographs

· book reviews in professional journals

· communications

· textbooks

· quality of research outlets as indicated by circulation figures, indexation, or rigor of the review process

· evidence that one’s work has been cited, referenced, or discussed by other scholars

· invited lectures based on research completed or in progress

· external review of accumulated scholarly work

· research awards

· other relevant items

ii. Ongoing scholarly engagement can be demonstrated in a variety of ways including but not limited to scholarly publications.  Possible ways in which such engagement may be demonstrated (in addition to published works) include:

· presentation of scholarly papers

· grants (external or internal, funded or not)

· evidence of substantial progress in ongoing research projects

· evidence of substantive professional development, such as formal training or self-training, that leads to the acquisition of new knowledge or skills or entry into new fields of research  
· serving as editor of a scholarly journal

· serving on the editorial board of a scholarly journal

· serving as referee for academic journals, book publishers, or granting organizations 

· plans for continuing research

iii. Evidence of student perceptions and performance

· student evaluation of teaching   

· the receipt of student-initiated teaching awards

· evidence relating teaching to subsequent student employment

· evidence relating teaching to subsequent student educational choices and performance

· student productivity related to involvement with the faculty member; e.g., publication of theses or other research and participation in professional conferences

iv. Peer evaluations of teaching

· direct observation of teaching performance through class visitation by any member of the faculty, including the Chair, or team teaching. Class visitations must be arranged in advance.  

· the receipt of colleague-initiated teaching awards

· evaluation of level of knowledge or skills acquired by students in courses offered by the faculty member

· observed quality of faculty member’s performance as director or reader of graduate or undergraduate theses or research projects

· evaluation of teaching approach and materials  

v. Scope of involvement in departmental and university teaching responsibilities

· number of different courses taught, including directed research projects

· credit hours generated, taking into account the levels and types of courses offered

· new course preparations

· relationship of courses taught to departmental degree programs

· contribution of courses taught to interdisciplinary learning or to degree programs in other departments or units of the University

vi. Academic leadership can be demonstrated in a variety of ways including but not limited to the following:

· chairing departmental committees

· chairing college or university committees

· scope and complexity of committee assignments

· offices in professional associations

· sponsorship of student organizations

· conducting seminars or workshops

· significant contributions to departmental operations

· significant contributions to college or university operations

· other significant professional, university, college, or departmental service activities

C. 
Merit Evaluations  

Recommendations for salary adjustments should be based upon the accomplishments in all five areas as indicated on the annual report submitted by each faculty member.  The chair should evaluate the evidence presented and seek other evidence if needed.  Each faculty member should provide as much information as possible to help the chair in this process. 

D. 
Expectations for Tenured Faculty  

Expectations for tenured faculty are not appreciably different from those for tenure-track faculty.  The primary functions of this process are to encourage faculty to establish goals consistent with departmental needs and objectives and to develop specific plans to increase their professional effectiveness.
E. 
Special Situations 
In the case of an extraordinary experience or event beyond the individual’s control that affects a nontenured faculty member’s performance, which may or may not include a leave covered by the Family Medical Leave Act, the faculty member may request an extension of the probationary period.  Please see the Faculty/Staff Handbook for current TCU policy and consult with the department chair.

Approved 2/2/09 [previous revision 2/07/02]

2. Department of Economics

Appointment, Evaluation, and Promotion of Instructors
This document defines the general duties, rights, privileges of Instructors in the Department of Economics and the criteria by which they are to be evaluated for appointment, reappointment, promotion, and merit pay.  

Departmental Identity and Mission

The TCU Department of Economics is an undergraduate, liberal arts department in the AddRan College of Liberal Arts, offering three baccalaureate degrees: a B.A. and B.S. in Economics and a B.A. in International Economics. Our program offers a distinctive curriculum that emphasizes critical inquiry and exposes students to a broad spectrum of analytical and philosophical approaches.  

Our mission is to enable students to learn the art of thinking for themselves, as economists, about important social problems.  In accord with liberal arts economics departments nationwide, our faculty is dedicated to the teacher/scholar ideal: seeking excellence through ongoing professional development as teachers and scholars of their discipline. The criteria set forth in this document are designed to encourage all Economics Department faculty members to exert their best efforts in the conduct of faculty responsibilities and to engage in professional growth throughout their academic careers, thus enabling our department to offer the highest possible quality of programming and services to all of our constituencies.

Instructor Ranks

Individuals may be appointed to the rank of Instructor I, Instructor II, or Senior Instructor.  

Duties

Instructors’ normal duties include the instruction of students, departmental, college, and university service, student interaction (including advising), and professional development.  Instructors are also expected to maintain professional knowledge and skill appropriate to their discipline and to conduct themselves in accordance with the Statement on Professional Ethics adopted by the TCU Faculty Senate (TCU Handbook for Faculty and Staff).  An instructor’s teaching load is normally twelve hours per semester.  

Rights and Privileges

Instructors may hold appointments to the Graduate Faculty.

Instructors’ teaching assignments may include any course in the department’s undergraduate or graduate curriculum.  

Instructors shall enjoy the same rights as tenured/tenure-track faculty under departmental workload policies and University Family/Medical Leave policies. 

Instructors are expected to participate fully in faculty governance and to enjoy full voting rights in all departmental, college, and university matters, including hiring decisions, with the sole exception of matters concerning the renewal, tenure, or promotion of tenure-track faculty.  

Instructors shall have access to departmental resources, including travel funds to support professional development.

Instructors shall be eligible for merit and promotion raises. 

Instructor I

Instructor I positions are full-time, non-tenure track faculty appointments.  Appointments are made for one year.  Renewals are extended at the university’s discretion.  There is no limit to the number of renewals.

An Instructor I is expected to demonstrate growing competency in the teaching of his or her discipline, active participation in service to the TCU community, effective student engagement (including advising), and ongoing professional development.  

As a general rule, five years of service in this rank is expected before consideration for promotion to Instructor II.  

Instructor II

Instructor II positions are full-time, non-tenure track faculty appointments.  Appointments are made for two to four years, contingent upon the projected needs of the department.  Renewals are extended at the university’s discretion.  There is no limit to the number of renewals.

An Instructor II is expected to demonstrate continued growth in teaching, service to the TCU community, student engagement, and professional development.  

As a general rule, five years of service in this rank is expected before consideration for promotion to Senior Instructor.  

Senior Instructor

Senior Instructor positions are full-time, non-tenure track faculty appointments.  Appointments are made for three to five years, contingent upon the projected needs of the department.  Renewals are extended at the university’s discretion.  There is no limit to the number of renewals.

By their academic accomplishments, reputation, and leadership, a Senior Instructor will represent the best character of Texas Christian University.  A Senior Instructor is expected to demonstrate leadership within the TCU community and a sustained commitment to teaching, service, student engagement, and professional development.

Criteria for Evaluating Instructor Performance

The evaluation of Instructors for reappointment, promotion, or merit pay shall be based on the following criteria:

· Teaching

· Service to the University, Profession, and Community

· Student Interaction

· Professional Development

· Professional Ethics

Teaching

The teaching of students is the first purpose of Texas Christian University and the Department of Economics. For this reason, it is expected that all faculty will be knowledgeable, conscientious and effective teachers throughout their careers at the university.

Evaluations of teaching performance will consider the knowledge of the field(s) in which a faculty member is teaching courses, including recent developments; an ability to select, organize and present course material effectively; an ability to motivate students and foster their interest in the discipline; and an active concern for the academic progress of students.

A faculty member may present evidence of individual achievement in teaching by offering information in the following areas.  

1.
Evidence of student perceptions and performance

· student evaluation of teaching   

· the receipt of student-initiated teaching awards

· evidence relating teaching to subsequent student employment

· evidence relating teaching to subsequent student educational choices and performance

· student productivity related to involvement with the faculty member; e.g., publication of theses or other research and participation in professional conferences

2.
Peer evaluations

· direct observation of teaching performance through class visitation by any member of the faculty, including the Chair, or team teaching. Class visitations must be arranged in advance.  

· the receipt of colleague-initiated teaching awards

· evaluation of level of knowledge or skills acquired by students in courses offered by the faculty member

· observed quality of faculty member’s performance as director or reader of graduate or undergraduate theses or research projects

· evaluation of teaching approach and materials  

3.
Scope of involvement in departmental and university teaching responsibilities

· number of different courses taught, including directed research projects

· credit hours generated, taking into account the levels and types of courses offered

· new course preparations

· relationship of courses taught to departmental degree programs

· contribution of courses taught to interdisciplinary learning or to degree programs in other departments or units of the University

Evidence from either student perceptions or peer evaluation must indicate quality teaching.  A satisfactory level of involvement in departmental teaching responsibilities is also necessary.

Service

Service to the profession, the institution, and the community is an important component of faculty responsibility.  Service in the context of the University community is expected as part of the job.  Professional service is often an indicator of the professional reputation of a faculty member.  The absence of appropriate service or University citizenship activities may impact personnel decisions adversely.  Constituencies served by faculty members include the faculty and administration of the University, TCU students, the Economics profession, and the community (national, regional, and local).

Faculty members should seek the counsel of the department chair, tenured faculty, and members of the Departmental Advisory Committee concerning sufficient levels of faculty involvement in service activities and concerning the time commitment that these activities require.  A faculty member may present evidence of individual achievement in the service area by offering information on any or all of the following activities.  Other activities of a service nature may also be reported.

· memberships on departmental committees

· memberships on college and university committees

· chairing any of these committees

· the amount of time devoted to service on committees

· scope and complexity of committee assignments

· offices in professional associations

· sponsorship of student organizations

· conducting seminars or workshops

· lectures or speaking engagements to non-departmental audiences

· contributions to departmental operations

· professionally-related community service activities

· other professional, university, college departmental, or community service activities

The faculty member must contribute to departmental operations in some manner; other activities will enhance the chances of receiving a favorable evaluation.

Student Interaction

Academic advising, participation in extra-curricular activities and mentoring are  important, time-consuming activities and should be acknowledged and rewarded appropriately. Academic advising encompasses both academic and career counseling.  Advising activities include, but are not limited to, helping plan academic programs, clarifying degree requirements, suggesting complementary electives, helping to select majors and minors, assisting students in course selection, monitoring student progress toward graduation, supporting students with academic difficulties, discussing post-graduate educational options, making appropriate referrals, and assisting in career planning.  Superior service to students requires careful translation of academic goals into course selection and careful description of the ways in which various courses in the curriculum contribute to the personal objectives of students.

Advising is an important aspect of individual faculty responsibility although there are expected differences in the level of individual involvement.  Advising is given less weight in an overall evaluation than is given to teaching and scholarship in the hierarchical ranking of criteria.  When planning activities in this area, faculty members should seek counsel from the Department Chair, tenured faculty, and members of the Departmental Advisory Committee regarding sufficient levels of individual involvement.

Individual faculty members may provide evidence of achievement by furnishing information on any of the following activities, among others.

· number of majors advised

· number of pre-majors advised

· participation in advising workshops

· time spent in both formal advising (for course schedules) and informal advising

· involvement in student career and graduate school choices

· letters of recommendation for students

· feedback of students advised

· contributions to a student’s timely graduation and attainment of career and graduate school goals

· other activities related to advising students

Each faculty member must participate in the process of advising majors; once again, participating in the advising process in other ways will enhance the chances of receiving a favorable evaluation.

Professional Development

Faculty members are expected to remain abreast of new, relevant professional knowledge, skills, and developments within their specialized fields and of developments in research and teaching skills.  They should actively pursue programs of study and self-development related to their principal subjects of instruction and professional interests and competencies and should continue to cultivate new interests.  Faculty members should seek counsel from the Department Chair, tenured faculty, and members of the Departmental Advisory Committee regarding sufficient levels of development activity.

Excellence in professional development requires continuous effort at all stages of one’s career in both subject content and research methods.  While there may be individual differences in emphasis, each faculty member must continue to develop a facility with a variety of professional skills.

Evidence of achievement in professional development may include information concerning any of the following items, among others.

· attendance at research workshops and seminars

· attendance at teaching workshops and seminars

· receipt of development grants (internal as well as external)

· evidence of changes and/or improvements in course content and presentation

· self-directed study or reading programs (bibliographies, courses, or other extended development activities)

· other activities indicating continued professional development of faculty skills in teaching, research, or advising

Professional Ethics 

All faculty are expected to conduct themselves in accord with the Statement on Professional Ethics included in the Handbook for Faculty& Staff.

Special Note on Scholarship and Creative Activity

No Instructor, of any rank, is required to engage in scholarship or creative activity.  In evaluations for reappointment, promotion, or merit pay, therefore, Instructors should never be penalized for a lack of scholarship or creative activity.  At the same time, Instructors should not be discouraged from engaging in scholarly or creative work if they choose to undertake these activities as part of their ongoing professional development.  To the contrary, such accomplishments should be valued positively – treated as a “plus factor” in Instructors’ evaluations for reappointment, promotion, or merit pay – subject to departmental guidelines regarding the weights to be attached to various forms of scholarly and creative activity. 

Appointment and Reappointment

An individual holding the rank of Instructor in the Department of Economics will be expected hold a Ph.D. in Economics. An appointment is possible without the Ph.D. but the degree will have to be completed within two years of appointment.

Instructors, regardless of rank, will be evaluated at least twice during their first five years at TCU.  These evaluations will be conducted by the department chair in consultation with the Department Advisory Committee.  The department chair shall provide the faculty member and the Dean with the results of this evaluation, in writing, no later than March 1.
Beyond the first five years, Instructors will be evaluated under the Professional Review and Development of Tenured Faculty procedures set forth in the TCU Handbook for Faculty and Staff.  Veteran Instructors will thus be evaluated at least once every five years.

An Instructor wishing to stand for promotion to Instructor II or Senior Instructor should be reviewed during the previous year.  (Such reviews may not be feasible in the special case of veteran Instructors who stand for promotion during the transition year in which these new policies first take effect.  Beyond this initial transition, however, they should be done as a matter of course.)

Instructor I reappointments are made for one year.  Instructor II reappointments are made for two to four years.  Senior Instructor reappointments are made for three to five years.  Renewals are extended at the university’s discretion.  There is no limit to the number of renewals.

The Provost must give written notice of non-renewal in advance of the expiration of Instructors’ appointments as follows:

· no later than March 1 of the academic year in which the appointment expires for faculty members who hold the rank of Instructor I; 

· at least 12 months before the expiration of an appointment for faculty members who hold the rank of Instructor II or Senior Instructor.

Promotion and Merit Pay

Instructors may seek promotions in rank, but promotion is not required for their continued employment, nor is promotion to be regarded as a reward for Instructors’ seniority.  Instructors who seek but do not receive promotion shall retain their current ranks and may reapply for promotion in the future.

The promotion process for Instructors should follow the same procedures as those outlined for tenured/tenure-track faculty in the TCU Handbook for Faculty and Staff, with one exception.  When an Instructor stands for promotion, the Dean and Provost will jointly consider the recommendations of the College Advisory Committee, then issue a final decision.  The Provost will then forward to the Trustees the names of those nominated for promotion.  

Promotion to Instructor II

The main requirements for promotion to Instructor II are demonstrated teaching effectiveness and sustained growth as a teacher of one’s discipline.  The candidate must also demonstrate active participation in faculty governance, effective student engagement (including advising), and ongoing professional development.  

Promotion to Senior Instructor

The main requirements to promotion to Senior Instructor are superior teaching effectiveness, ongoing professional development, and demonstrated leadership within the TCU community.  One’s overall record in these areas is important but particular attention is paid to achievements since promotion to Instructor II.  

Merit Pay

Instructors are eligible for merit raises.  The Department should work with each Instructor, much as they now work with tenured faculty members via post-tenure review, to discern the individual’s short- and long-term professional goals and to define an appropriate mix of evaluative criteria to assess his or her meritorious achievements in teaching, service, student engagement, and professional development. 

Approved by Department 10/5/09, Revisions approved 10/26/09
3.  SEQ CHAPTER \h \r 1ECONOMICS DEPARTMENT POLICY AND PROCEDURES FOR 

POST-TENURE FACULTY REVIEW
INTRODUCTION

The purpose of a Post-Tenure Faculty Review is to assist individual faculty members in the development of their careers, particularly in the areas of teaching, scholarship, service, advising, and professional development.  Regardless of their rank or years in service, all faculty members should continue to be intellectually active in their fields and to be productive citizens of the academic community.  The criteria for the evaluation of tenured faculty are not dissimilar from those required for tenure.  At the same time, however, they are neither narrowly proscriptive nor inflexible.  Recognizing the need to grow, experiment, and renew, the Post-Tenure Faculty Review should allow tenured faculty members to contribute to the health of the University in a variety of ways, and diverse profiles of productivity should be permitted according to the interests and expertise of the individual faculty members within the framework of established college and departmental needs and objectives and expectations for performance. 

THE REVIEW PROCEDURE

1.
The performance of each tenured faculty member will be reviewed, unless otherwise stipulated, every five years.

2.
The process will occur in the spring, except in special circumstances. 

3.
The committee for post-tenure review will be comprised of the Department Chair and two additional departmental faculty members (one selected by the chair and one by the individual under review).  The process is to be completed within one month of merit recommendations.

4.
The faculty member being reviewed will prepare a post-tenure review file and submit the file to the departmental Post-Tenure Review Committee.   The file will include:

(1) Prior post-tenure review letter (s). 


(2) Annual reports since last review.

(3) A written statement, 500 –750 words, of reflection and comments, to include: (a) description of noteworthy activities and accomplishments, (b) an indication of current projects underway, and (c) future goals for the next period of review.

5.
The review will be consistent with department, college and university expectations for performance. The departmental Post-Tenure Review Committee will provide a written report with recommendations to the Department Chair and the faculty member under review (when a previous Post-Tenure Review of the faculty member is available special attention will be given to the recommendations made at that time when evaluating current performance).  The faculty member under review must have the opportunity to see these comments and offer a rebuttal, if desired. Areas of exceptional contributions, if any, should be noted along with recommendations to the administration for appropriate recognition. The report must include a faculty development plan that specifies the goals and objectives established by the faculty member in consultation with the review committee. The goals and objectives in the faculty development plan must be consistent with department, college and university goals, and the plan must specify methods for assessing the achievement of these goals and objectives by the next review. The Department Chair will forward the report to the Dean with additional comments as appropriate. 

If significant areas of deficiency are identified and noted in the report, the faculty development plan must include a performance improvement plan that addresses the areas of deficiency.  In this case, the plan, developed in consultation with the faculty member, shall include specific guidance and recommendations to assist the faculty member more fully to meet individual, departmental, college, and university goals.  A timetable, methods of assessing achievement of objectives, and description of a process for monitoring progress and identification of completion must be included in the plan.  The Department Chair must provide a written report to the faculty member and to the Dean upon completion of the performance improvement plan. 

The faculty member under review must have the opportunity to see written comments and to offer a rebuttal, within two weeks, if desired.  Written rebuttal is to be sent to the Dean and filed with the written report.

 6.
Faculty members with administrative assignments will be evaluated proportional to their assignments.  When a Department Chair is evaluated, the chair of the Advisory Committee will substitute as the chair on the Post-Tenure Review Committee. 

STANDARDS OF EVALUATION AND EVIDENCE OF PERFORMANCE TC \l2 "
Performance expectations for tenured faculty are not appreciably different from those for tenure-track faculty.  Therefore, the standards of evaluation and the evidence that are appropriate to determine performance will be consistent with departmental, university, and college criteria for promotion and tenure, and merit considerations.  Those involved in the post-tenure faculty reviews should keep in mind that this process is intended to encourage faculty members to establish goals and to develop specific plans to increase their professional effectiveness.
4. ADDRAN POLICY AND PROCEDURES FOR

POST-TENURE FACULTY REVIEW
INTRODUCTION

The purpose of a Post-Tenure Faculty Review is to promote excellence in all areas of a faculty member’s professional life, particularly in the areas of teaching, scholarship, service, advising, and professional development.  Rather than create a system to impose penalties or sanctions, the Post-Tenure Faculty Review should be used to foster continued progress and productivity.  Departmental criteria for the evaluation of tenured faculty should not be dissimilar to those required for tenure, and they should stress the traditional areas of activity and achievement.  Regardless of their rank or years in service, all faculty members should continue to be intellectually active in their fields and to be productive citizens of the academic community.  Yet the criteria for evaluation for tenured faculty should not be narrowly proscriptive or inflexible.  Recognizing the need to grow, experiment, and renew, the Post-Tenure Faculty Review should allow tenured faculty members to contribute to the health of the University in a variety of ways, and diverse profiles of productivity should be permitted according to the interests and expertise of the individual faculty members within the framework of established college and departmental needs and objectives and expectations for performance. 

The following procedures establish a regularized process of peer review of tenured faculty members across the college. 

THE REVIEW PROCEDURE

1.
The performance of each tenured faculty member will be reviewed, unless otherwise stipulated, every five years.

2.
The process will occur in the spring, except in special circumstances. 

3.
A committee for post-tenure review will be constituted at the departmental level and will be comprised of the Department Chair and at least two additional departmental faculty members. The process is to be completed within one month of merit recommendations.  


4.
The faculty member being reviewed will prepare a post-tenure review file and submit the file to the departmental Post-Tenure Review Committee. 

The file will include:

(1) Prior post-tenure review letter (s). 

(2) Annual reports since last review.

(3) A written statement, 500 –750 words, of reflection and comments, to include: (a) description of noteworthy activities and accomplishments, (b) an indication of current projects underway, and (c) future goals for the next period of review.    

(4) Supplement material as departments may specify. 

5.
The review will be consistent with department, college and university expectations for performance. The departmental Post-Tenure Review Committee will provide a written report with recommendations to the Department Chair and the faculty member under review.  The faculty member under review must have the opportunity to see these comments and offer a rebuttal, if desired. Areas of exceptional contributions, if any, should be noted along with recommendations to the administration for appropriate recognition. The report must include a faculty development plan that specifies the goals and objectives established by the faculty member in consultation with the review committee. The goals and objectives in the faculty development plan must be consistent with department, college and university goals, and the plan must specify methods for assessing the achievement of these goals and objectives by the next review. The Department Chair will forward the report to the Dean with additional comments as appropriate. 


If significant areas of deficiency are identified and noted in the report, the faculty development plan must include a performance improvement plan that addresses the areas of deficiency.  In this case, the plan, developed in consultation with the faculty member, shall include specific guidance and recommendations to assist the faculty member more fully to meet individual, departmental, college, and university goals.  A timetable, methods of assessing achievement of objectives, and description of a process for monitoring progress and identification of completion must be included in the plan.  The Department Chair must provide a written report to the faculty member and to the Dean upon completion of the performance improvement plan. 


The faculty member under review must have the opportunity to see written comments and to offer a rebuttal, within two weeks, if desired.  Written rebuttal is to be sent to the Dean and filed with the written report.

6.
Faculty members with administrative assignments will be evaluated proportional to their assignments.  When a Department Chair is evaluated, the chair of the Advisory Committee will substitute as the chair on the Post-Tenure Review Committee. 

STANDARDS OF EVALUATION AND EVIDENCE OF PERFORMANCE

Performance expectations for tenured faculty are not appreciably different from those for tenure-track faculty.  Therefore, the standards of evaluation and the evidence that are appropriate to determine performance will be consistent with departmental, university, and college criteria for promotion and tenure, and merit considerations.  Those involved in the post-tenure faculty reviews should keep in mind that this process is intended to encourage faculty members to establish goals and to develop specific plans to increase their professional effectiveness. 
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5. NONTENURED FACULTY REVIEW PROCEDURE
DEPARTMENT OF ECONOMICS

In accordance with university policy, the tenured faculty and Chair of the Department of Economics will annually review the progress toward tenure of each nontenured faculty member in the department.  This review will take place in the spring semester of the first year of appointment and the fall semester thereafter, inclusive of the year in which the candidate is reviewed for promotion and tenure.  The review will follow the time frame established each year by the Provost of the university.

The Procedure

1. The Department Chair will initiate the collection of appropriate materials from each faculty member being reviewed.  These materials should be in accordance with the department’s policy statement regarding criteria for tenure, promotion, and merit evaluations.

2. The faculty member will submit the materials requested and any other information considered relevant to the Department Chair.

3. The Department Chair will provide the materials to each tenured faculty for review.

4. The tenured faculty will meet to discuss the submitted materials and any other information deemed relevant to the candidate’s progress.

5. The Department Chair will compose the written tenure progress letter and meet with and provide a copy to the candidate.  A copy must also be provided to each tenured faculty member.  The letter must reflect the views of all tenured faculty.  Any tenured faculty whio believes his/her views have not been adequately represented in the tenure progress letter may respond in writing to the Chair.  This letter will become part of the review.  

6. Should the faculty member being reviewed disagree with aspects of the tenure progress review, he/she should meet with the Chair to explain why.  After the meeting, the faculty member may write a letter to the Dean explaining his/her dissatisfaction with review.

May 2, 1994
6. Graduate Faculty Policy
Department of Economics

I.     PRINCIPLES
The Graduate Faculty reflect the highest ideals of teaching and scholarship at TCU.  Through their teaching, research, publication, and service to the university and their discipline, the Graduate Faculty also represent the university and contribute to its regional, national and international reputation.  As mentors and role models for future teachers, scholars, and professionals, the Graduate Faculty transmit knowledge and assist graduate students in the systematic development of their skill of inquiry and communication.

II.     CRITERIA FOR MEMBERSHIP
Within the Department of Economics, appointment and reappointment to the Graduate Faculty requires fulfillment of the following criteria.  These criteria, especially those delineated in items 3 and 4 below, do not differ in spirit or substance from those normally applied in promotion and tenure considerations within the Department of Economics.

1. Graduate Faculty in Economics, regardless of membership category (Section III), must hold the Ph.D. degree.
2. Full-time, tenure-track faculty with the rank of Assistant Professor, Associate Professor, or Professor at TCU are eligible for appointment as Graduate Faculty.  Other faculty (e.g., part-time, Adjunct, or non-tenure-track faculty) are eligible for appointment as Associate Graduate Faculty.

3. Economics Graduate Faculty are expected to maintain a knowledge of current developments in their respective areas of specialization and to incorporate such knowledge into high-quality and effective teaching at the graduate level (i.e., 5000-level courses and above).

4. Economics Graduate Faculty are expected to demonstrate a sustained record of scholarly publication in peer-reviewed journals and presentations at professional meetings.

III.     MEMBERSHIP CATEGORIES AND RESPONSIBILITIES
Graduate Faculty are appointed for a six-year term, except for provisional appointments (Section VI).  Graduate Faculty may:

1.  teach courses earning graduate credit;
2. independently direct master’s thesis or master’s research projects;
3. serve as a member of advisory, thesis, or master’s research committees;
4. serve as the Dean’s representative on final examination committees;

5. serve as a member of the Graduate Council.

Associate Graduate Faculty are appointed for a specified term, not to exceed three years, and may:

1. teach courses earning graduate credit;

2. serve as members of advisory, thesis, or master’s research committees.

Individuals are appointed/reappointed as Associate Graduate Faculty for a specified term not to exceed their length of appointment to the university.  Appointment/reappointment as Graduate Faculty may be terminated by the appropriate academic dean.

V.      APPOINTMENT, REAPPOINTMENT, AND APPEALS

Nominations for appointment or reappointment to either category of Graduate Faculty membership must originate in the department.  Individual faculty may request that the Department Chair initiate the nominating process to become a member of the Graduate Faculty or, in most routine cases, the Chair may unilaterally make such a nomination.  After reviewing the nomination materials (Section V), the Chair may:

1. forward the nomination with a favorable recommendation to the Dean of AddRan College,  

2. show written cause to the individual why such a nomination was not forwarded,

3.  refer the nomination to the Departmental Advisory Committee for further review and comment prior to a decision by the Chair, or

4. Recommend a provisional appointment (Section VI).

In the event that the Chair decides not to forward a nomination, the Advisory Committee may do so.

All departmental nominations to the Dean must include the endorsement of the Chair or the Departmental Advisory Committee.  In the event that the nominee is the Department Chair, the Departmental Advisory Committee shall act in this matter as the Department Chair, and is provided with the responsibility for submitting the letter of endorsement.

A negative recommendation or decision for appointment/reappointment to either category of Graduate Faculty must include a written statement to the individual faculty member noting the reason(s) for the denial.  A negative recommendation by the Department Chair may be appealed to the Academic Dean.  A negative decision or a decision to terminate an appointment to either Graduate Faculty category (See Section VII) by the Academic Dean may be appealed to the Graduate Council.  Decisions of the Graduate Council may be appealed to the Provost and Vice Chancellor for Academic Affairs, whose decision shall be final.

VI.      NOMINATION MATERIALS

Nominations for Graduate Faculty status or Associate Graduate Faculty status must include (1) the appropriate cover form with signatures, (2) a letter of nomination from the Department Chair or the Department Advisory Committee, and (3) a current vita in standard TCU format.

 VI.      PROVISIONAL APPOINTMENTS

 Faculty considered for reappointment as Graduate Faculty who do not meet the criteria may be recommended for a provisional appointment by the Department.  Provisional appointments are fro a two year period and may not be renewed as such.

VII.      TERMINATION FOR CAUSE

If disciplinary action is imposed on a faculty member under any of the University’s policies, that action may include a recommendation from the department that appointment as Graduate Faculty or Associate Graduate Faculty be terminated.

5/15/98 
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7. AddRan College of Liberal Arts

Criteria for Tenure, Promotion and Merit Awards

Each department in AddRan College has a document defining expectations for tenure, promotion and merit, but all are governed by a common set of College-wide expectations and by  University policies and procedures.  

I.
Criteria for Evaluating Faculty Performance

Each faculty member is evaluated in terms of his or her achievement in the following areas of professional activity:

A. Teaching

B. Scholarship and Creative Activity

C. Service to the University,

Profession and Community

D. Student Interaction

E. Professional Development

F. Professional Ethics

A. Teaching   

The teaching of students, undergraduate and graduate, is the first purpose of Texas Christian University.  For this reason, it is expected that all faculty will be knowledgeable, conscientious and effective teachers throughout their careers at the university.

Appropriate evaluation of teaching  relies on multiple, related pieces of information, such as self-assessment, classroom observation by chairpersons and other faculty, review of syllabi and other course materials, grade distributions, samples of student assignments, and student perceptions of teaching, including written comments.  Teaching effectiveness is determined by the rigor of a course for its level, the appropriate selection and use of teaching methods, fairness to and respect for students, and student learning outcomes. 

B. Scholarship and Related Issues 

Each faculty member is expected to be actively involved in some level of scholarship or other creative activities appropriate to his or her discipline and assignment.  Scholarship should be subject to professional peer (e.g., editors, scholars on editorial boards) and anonymous (e.g., “blind referee”) evaluations of articles and/or chapters in professional journals, monographs and books.  Juried exhibitions of creative work represent another form of professional review, and post-publication review offers evidence of scholarly merit.   

1. Publication and Other Expressions of Scholarship.  

Scholarship should be appropriate to the discipline.  It should be published as articles in recognized, refereed journals in the disciplines, as professional monographs, as contributions to other professionally directed publications which may include electronic journals, as chapters in books published by recognized professional outlets.  Departments may identify additional expressions of scholarship and creativity.  These creative activities must also be subjected to professional peer assessment.

2.  Editorial Work 
Serving as an editor of a scholarly collection is generally not equivalent to publishing original work, but is, nonetheless, recognized as an important form of scholarship.  Similarly, serving as a journal editor may also be a valuable form of scholarship.

3. Textbooks.
Preparation of textbooks is a recognized form of scholarship, but authorship of a textbook is generally not the equivalent of publishing original research.

4. Presentation of Papers.
Faculty are encouraged to present papers at meetings of international, national, or regional professional associations.  However, presentation of papers at professional meetings will not be considered the equivalent of refereed publications and will not suffice as the sole expression of scholarly activity.  Papers presented at meetings are occasionally published in a proceedings format.  In general, papers published in proceedings are not considered the equivalent of those appearing in regularly published, refereed journals.  Chairpersons should call attention to any presented papers or proceedings publications that have been subjected to rigorous peer review.

5. Book Reviews
Writing book reviews for newspapers and professional publications is a useful professional service  These activities are of service to the public and may indicate that the faculty member has achieved local, regional, or national standing in his or her discipline.  Such activities, however, are not the equivalent of publishing original scholarship.

6. External Grants and Contracts


Seeking external grants and contracts provides evidence of scholarship.  Contract and grant support can pertain to teaching innovations and training grants, as well as scholarship, but must be evaluated in the context of their professional peer review.

C.  Service 

Service to the profession, the institution, and the community is an important component of faculty responsibility.  Service in the context of the University community is expected as part of the job.  Professional service is often an indicator of the professional reputation of a faculty member.  The absence of appropriate service or University citizenship activities may affect personnel decisions adversely.

D.  Student Interaction 

Academic advising, participation in extra-curricular activities and mentoring are  important, time-consuming activities and should be acknowledged and rewarded appropriately.

E. Professional Development 

Faculty members are expected to remain abreast of new, relevant professional knowledge, skills, and developments within their disciplines and fields of specialization.  They should actively pursue programs of study and self-development related to their principal subjects of instruction and professional interests and competencies.  

F. Professional Ethics 

All faculty are expected to conduct themselves in accord with the Statement on Professional Ethics included in the Handbook for Faculty & Staff.

II. Guidelines for Application

Absolute, quantitative weightings for all of the various categories of faculty activity across all departments is not possible.  Teaching and research, however, will always be given greater emphasis than service and other activities.  Instructors, whose assignments are different from those of tenure-track and tenured faculty, are evaluated on teaching and service and research that improves those activities.

A. Tenure and Promotion to Associate Professor 

Tenure constitutes a potentially life-long commitment by the University.  The decision to grant tenure is based on the best predictions that a person will continuously contribute to the scholarly life of the University.  Evidence of effective teaching and production of scholarship or creative activity that is sufficient in quantity, quality and consistency are the primary criteria for decisions to grant tenure and promotion to associate professor.  The record of scholarship or creative activity that meets acceptable standards in terms of quality and quantity may vary by discipline and by sub-discipline.  There must also be evidence that one has and indications that one will continue to be an effective teacher and scholar and will continue to contribute to the University community through appropriate service and citizenship activities.  

B. Promotion to Professor
A record of scholarship or creative activity is the major factor influencing decisions on promotion to Professor, but it must be accompanied by evidence of strong teaching and academic leadership.  The overall record for all three is important, but particular attention is paid to achievements since promotion to Associate Professor.  Evidence of on-going success in scholarship, recognized at the national or international level, is essential.  This can be demonstrated through the venues in which the work is published or recognized and through external letters.

C. Merit Evaluations  

The criteria and processes used for developing tenure and promotion recommendations should also be applied to annual merit evaluations.  Faculty with notable achievements in all areas of faculty activity should be recommended for the highest relative increases.  Teaching and research are primary, but service is an essential requirement.  Faculty members with notable accomplishments in teaching or research and satisfactory achievement in the other areas should not be ranked in the top tier. Faculty who have performed satisfactorily overall should be recommended for average or near-average increases, and faculty with limited achievement in one or more areas (no publications or on-going research activity, for example) should receive lesser increases (or, in some instances, no increase).   Merit evaluations address performance during a calendar year; when there are funds available for structural adjustments, a longer frame of reference is appropriate, as are considerations of merit, departmental salary structures and equity questions. 

D. Expectations for Tenured Faculty  

Each department has established expectations for tenured faculty and procedures for conducting periodic evaluations of tenured faculty.  Expectations for tenured faculty are not appreciably different from those for tenure-track faculty.  The primary functions of this process are to encourage faculty to establish goals consistent with departmental needs and objectives and to develop specific plans to increase their professional effectiveness.
E. Special Situations 
In the case of an extraordinary experience or event beyond a person’s control that affects a tenure-track faculty member’s professional performance, the faculty member may request an extension of the probationary period.  Such a request should be timely, but no later than one year after the event.  In requesting an extension of the probationary period, the faculty member relinquishes any claim to de facto tenure.  A faculty member may address the a request directly to the Vice-Chancellor for Academic Affairs or to the Dean or Department Chair who will forward such request to the Vice-Chancellor for Academic Affairs for decision.  Prior to rendering a decision, the Vice-Chancellor for Academic Affairs will consult with the Academic Dean.

8. AddRan College of Liberal Arts

Appointment, Evaluation, and Promotion of Instructors
[The substance of this document was approved by a vote of the AddRan Faculty in May 2009.  It is still only a “draft,” however, pending final modifications.  Such modifications will be made only when necessary to improve the clarity, organization, or internal consistency of the original document.  All changes to the original document are marked as such below.]  

This document defines the general duties, rights, privileges of Instructors in the AddRan College of Liberal Arts and the criteria by which they are to be evaluated for appointment, reappointment, promotion, and merit pay.  Departmental documents address these matters as well.  However, no departmental document may abridge the duties, rights, and privileges outlined below.

Instructor Ranks

Individuals may be appointed to the rank of Instructor I, Instructor II, or Senior Instructor.  

Duties

Instructors’ normal duties include the instruction of students, departmental, college, and university service, student interaction (including advising), and professional development.  Instructors are also expected to maintain professional knowledge and skill appropriate to their discipline and to conduct themselves in accordance with the Statement on Professional Ethics adopted by the TCU Faculty Senate (TCU Handbook for Faculty and Staff).  An instructor’s teaching load is normally twelve hours per semester.  

Rights and Privileges

Instructors may hold appointments to the Graduate Faculty.

Instructors’ teaching assignments may include any course in the department’s undergraduate or graduate curriculum.  

Instructors shall enjoy the same rights as tenured/tenure-track faculty under departmental workload policies and University Family/Medical Leave policies. 

Instructors are expected to participate fully in faculty governance and to enjoy full voting rights in all departmental, college, and university matters, including hiring decisions, with the sole exception of matters concerning the renewal, tenure, or promotion of tenure-track faculty.  

Instructors shall have access to departmental resources, including travel funds to support professional development.

Instructors shall be eligible for merit and promotion raises. 

Instructor I

Instructor I positions are full-time, non-tenure track faculty appointments.  Appointments are made for one year.  Renewals are extended at the university’s discretion.  There is no limit to the number of renewals.

An Instructor I is expected to demonstrate growing competency in the teaching of his or her discipline, active participation in service to the TCU community, effective student engagement (including advising), and ongoing professional development.  

As a general rule, five years of service in this rank is expected before consideration for promotion to Instructor II.  

Instructor II

Instructor II positions are full-time, non-tenure track faculty appointments.  Appointments are made for two to four years, contingent upon the projected needs of the department.  Renewals are extended at the university’s discretion.  There is no limit to the number of renewals.

An Instructor II is expected to demonstrate continued growth in teaching, service to the TCU community, student engagement, and professional development.  

As a general rule, five years of service in this rank is expected before consideration for promotion to Senior Instructor.  

Senior Instructor

Senior Instructor positions are full-time, non-tenure track faculty appointments.  Appointments are made for three to five years, contingent upon the projected needs of the department.  Renewals are extended at the university’s discretion.  There is no limit to the number of renewals.

By their academic accomplishments, reputation, and leadership, a Senior Instructor will represent the best character of Texas Christian University.  A Senior Instructor is expected to demonstrate leadership within the TCU community and a sustained commitment to teaching, service, student engagement, and professional development.

Criteria for Evaluating Instructor Performance

The evaluation of Instructors for reappointment, promotion, or merit pay shall be based on the following criteria:

· Teaching

· Service to the University, Profession, and Community

· Student Interaction

· Professional Development

· Professional Ethics

Existing College and Department documents on promotion and merit pay define these criteria in detail, and specify the evidentiary grounds on which Instructors’ teaching, service, and professional development activities are to be evaluated.  

Special Note on Scholarship and Creative Activity

No Instructor, of any rank, is required to engage in scholarship or creative activity.  In evaluations for reappointment, promotion, or merit pay, therefore, Instructors should never be penalized for a lack of scholarship or creative activity.  At the same time, Instructors should not be discouraged from engaging in scholarly or creative work if they choose to undertake these activities as part of their ongoing professional development.  To the contrary, such accomplishments should be valued positively – treated as a “plus factor” in Instructors’ evaluations for reappointment, promotion, or merit pay – subject to departmental guidelines regarding the weights to be attached to various forms of scholarly and creative activity. 

Appointment and Reappointment

When determining qualifications for appointment, the College will give primary consideration to the highest earned degree in the discipline, with a minimum of a Masters when appropriate, and in all cases according to the guidelines of the Southern Association of Colleges and Schools.  

Instructors, regardless of rank, will be evaluated at least twice during their first five years at TCU.  These evaluations will be conducted by the department chair in consultation with the department advisory committee.  The department chair shall provide the faculty member and the Dean with the results of this evaluation, in writing, no later than March 1.
Beyond the first five years, Instructors will be evaluated under the Professional Review and Development of Tenured Faculty procedures set forth in the TCU Handbook for Faculty and Staff.  Veteran Instructors will thus be evaluated at least once every five years.

An instructor wishing to stand for promotion to Instructor II or Senior Instructor should be reviewed during the previous year.  (Such reviews may not be feasible in the special case of veteran Instructors who stand for promotion during the transition year in which these new policies first take effect.  Beyond this initial transition, however, they should be done as a matter of course.)

Instructor I reappointments are made for one year.  Instructor II reappointments are made for two to four years.  Senior Instructor reappointments are made for three to five years.  Renewals are extended at the university’s discretion.  There is no limit to the number of renewals.

The Provost must give written notice of non-renewal in advance of the expiration of Instructors’ appointments as follows:

· no later than March 1 of the academic year in which the appointment expires for faculty members who hold the rank of Instructor I; 

· at least 12 months before the expiration of an appointment for faculty members who hold the rank of Instructor II or Senior Instructor.

Promotion and Merit Pay

Instructors may seek promotions in rank, but neither promotion nor the pursuit of promotion is required for their continued employment.  Instructors who seek but do not receive promotion shall retain their current ranks and may reapply for promotion in the future.  

The promotion process for Instructors should follow the same procedures as those outlined for tenured/tenure-track faculty in the TCU Handbook for Faculty and Staff, with one exception.  When an Instructor stands for promotion, the Dean and Provost will jointly consider the recommendations of the College Advisory Committee, then issue a final decision.  The Provost will then forward to the Trustees the names of those nominated for promotion.  

Promotion to Instructor II

The main requirements for promotion to Instructor II are demonstrated teaching effectiveness and sustained growth as a teacher of one’s discipline.  The candidate must also demonstrate active participation in faculty governance, effective student engagement (including advising), and ongoing professional development.  

Promotion to Senior Instructor

The main requirements to promotion to Senior Instructor are superior teaching effectiveness, ongoing professional development, and demonstrated leadership within the TCU community.  One’s overall record in these areas is important but particular attention is paid to achievements since promotion to Instructor II.  

Merit Pay

Instructors are eligible for merit raises.  Departments should work with each Instructor, much as they now work with tenured faculty members via post-tenure review, to discern the individual’s short- and long-term professional goals and to define an appropriate mix of evaluative criteria to assess his or her meritorious achievements in teaching, service, student engagement, and professional development. 
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9. AddRan College Tenure and Promotion File Format


Each candidate for tenure or promotion will compile one comprehensive file that will be presented in a 3 ring binder for examination by relevant people in the Department, the Faculty Advisory Council of the College, the Dean and those above. A smaller version, consisting of letters from chair, recommendations of relevant department groups, vita and the specified letters, will be provided in multiple copies (8) for distribution to the College and University Councils involved in recommendations. 


Contents of binder: 

1) Chair’s letter and recommendation of the Faculty Advisory Committee and/or tenured faculty 


2) Vita 


3) For tenure, annual tenure review letters 


4) Department Statement of Tenure and Promotion Criteria 


5) Evidence of teaching accomplishments 

a. Listing of all courses taught with dates, including independent readings, dissertation or thesis, and number of students enrolled; must note all team-taught courses. 

b. Evidence of teaching as prescribed by the Departmental Statement of Tenure and Promotion Criteria, e.g., peer reviews, SPOT, limited to a maximum of ten pages. 


6) Evidence of research accomplishments 

a. Three to five evaluative letters from scholars outside of TCU. Letters will be solicited by the department from a prioritized list provided half by the chair and half by the candidate, at least two of which will be from the candidate’s list. 

b. Cover page of each publication (for journals, include the editorial page of the journal) or acceptance letter. If the publications are in a non-English language, this material must be accompanied by a translation. Other relevant materials relevant to evaluation of research, consistent with Departmental Statement of Tenure and Promotion Criteria, may be included, but are limited to ten pages. 

c. Maximum of 500 word statement of future research plans and their connection to previous work. 


7) Evidence of service accomplishments 

Up to ten pages of supporting materials that are consistent with Departmental Statement of Tenure and Promotion Criteria may be included. 


8) Personal Statement 

Candidates must include a summary statement describing their instructional, scholarly and creative activities, and service contributions. The statement should provide context and coherence for the other materials in the dossier. This statement also provides the candidate with an opportunity to express, in their own words, why they are deserving of tenure and/or promotion. This statement should not exceed two pages. 


Original copies of books, articles, grants, and other materials relevant to the tenure or promotion process should be maintained in the Department office and made available should the dean, provost, or members of the College or University Faculty Advisory Councils wish to consult them.
10.  SEQ CHAPTER \h \r 1DEPARTMENT OF ECONOMICS

Salary Adjustment Procedure
In accordance with the recommendations of the AddRan Merit Salary Procedure Committee, we will conduct our annual salary adjustment procedure as follows:

1.
The Salary Adjustment Committee will consist of three full-time faculty members (with untenured tenure-track faculty eligible only if no one else is available). Two members will be elected by the faculty at large and one will be selected by the chair.  To maintain continuity, members will serve three-year terms, with one member rotating off each year.

2.
Once all annual reports and other relevant materials have been collected (either late fall or early spring), the chair will forward these to the members of the Salary Adjustment Committee.

3.
The method applied by the chair in determining rankings and salary recommendations will be derived from and consistent with the departmental document on tenure and promotion and the faculty workload policy.

4.
The chair will solicit the advice of the Salary Adjustment Committee, presenting her/his preliminary rankings and salaries along with a short written justification for each.  The review committee then meets separately from the chair to consider the recommendations.  When the committee has completed its deliberations, it will meet with the chair to discuss the proposed recommendations, offering specific advice regarding the rankings and salaries.  The chair may make whatever revisions he/she thinks appropriate.  The final responsibility for rankings and recommendations lies with the chair.

5.
In the event that the Salary Adjustment Committee disagrees with the Chair’s final rankings and/or salary recommendations then they may choose to forward to the dean their dissenting opinion along with their rationale.  The committee is not obligated to do so, however, and would generally expect to do so only in the event of strong disagreements.

6.
Following the above meeting (and, if possible though not necessarily, before meeting with the dean), the chair will forward her/his salary recommendation to each faculty member along with a short summary of the factors contributing to this recommendation.
7.
Any faculty member has the right to meet with the chair to discuss her/his ranking and recommendation.

8.
After meeting with the chair, any faculty member has the right to appeal her/his recommendation.  He/she should prepare a rationale and submit it in writing to both the chair and Salary Adjustment Committee.  The faculty member may also request to meet with the chair and Salary Adjustment Committee to explain her/his position.  The chair and Salary Adjustment Committee will then meet to discuss the appeal.  A simple majority of the four individuals (the Salary Adjustment Committee plus the chair) determines the outcome, with a tie resulting in the appeal being denied.  If the appeal is granted and the salary recommendations have already been forwarded to the dean, the dean must be informed as soon as possible.  The information must include, since salaries are a zero-sum game, the impact on other faculty members.  They, too, must be informed and may now appeal their recommendations based on the impact of the new evaluations.

9.
If neither the university nor college have otherwise designated some portion of the money allocated for raises as cost-of-living adjustment (guaranteed to every faculty member), the department should do so.  As a rule of thumb, this should be 2/3 of the percentage increase represented by the pool or the rate of consumer price inflation for the most recent calendar year for which data are available, whichever is smaller.

Original document approved 10/28/2009

Revised 9/13/2010

11. The Ad Hoc Committee on Merit

AddRan College of Liberal Arts

December 8, 2008 

The following recommendations concerning the process of determining salary merit increases for faculty in the AddRan College of Liberal Arts are intended to provide consistency, transparency, and fairness across the college. These recommendations are general guidelines for each AddRan department. Rather than offering an across-the-board college policy, the Ad Hoc Committee on Merit recommends that individual departments should determine the specific policies and procedures that are appropriate to their particular programs and faculty. Separate departmental policy statements, approved by the department and the Dean, should be made readily available to all faculty, kept on file, posted on department networks, and used annually. 

The Committee has identified three areas that should be clearly addressed in each department’s procedures: first, the roles of the Chair and members of the department in determining salary increases;  second, the manner in which merit is quantified, taking into consideration faculty rank and performance in various categories; third, how the actual amount of an increase is determined.  In consideration of these three areas, the Committee offers the following recommendations:

1. The Committee recommends that the Chair have the principal responsibility for determining merit increases, but the Committee also recommends that the Chair incorporate the input and advice from other members of the department.  Merit increase recommendations should not be based solely on the input of one person.  The Committee recommends that departments establish some type of merit review committee representing the faculty.  Some members of the committee should be elected by the faculty at large, while the remainder may be appointed by the Chair and/or  the Department Advisory Committee.  Although Chairs make the final recommendations to the Dean, they must make use of the Merit Review Committee’s input and advice.  Before making the final recommendations, Chairs should discuss the recommendations with the Merit Review Committee and justify the final rankings. 

2. The Committee believes that there cannot be a one-size-fits-all formula for awarding merit and recognizes that there are many ways faculty can positively contribute to the greater good of their departments, AddRan, and TCU.  Departments should develop their own policies for identifying and quantifying merit.  These policies should be established with input from all departmental faculty and should typically specify how increases will be determined according to performance in the various categories of expectations (teaching, research, service, advising, and related activities that are considered important to the department). These categories may be weighted differently according to rank, workload, and responsibilities in the department.  

Departments may define which categories will be used to determine merit and may assign points, percentages, or other grading systems they deem appropriate to their discipline. Merit increases should be based on faculty members’ accomplishments, citizenship, and contributions to the department, college, and university. 

Departments should also devise a method for evaluating scholarship over a time period broader than one year in recognition of the nature of academic publication schedules.

3. The Committee believes that TCU has an obligation to provide standard cost-of-living increases independent of merit and/or other raises.  The Committee recommends that AddRan College establish a separate pool of merit pay so that departments may use those funds to recognize and reward merit, independent of concerns over salary compression and cost-of-living increases.  Ideally, each year TCU should provide dedicated amounts for cost-of-living adjustments, structural adjustments necessitated by compression, and merit.  In the absence of such funds or adjustments, departments may choose to allocate a portion of the departmental pool as a cost-of-living allowance increase.  The remainder of the pool should be disbursed based on merit.

Each department’s procedures should specify its system for distributing merit increases.  These systems of distribution may vary from year to year. Merit pay may be distributed as a percentage of salary, as a dollar amount, or as a combination of the two. While each department has the right to develop its own system of distribution, the Committee recommends a distribution formula based on percentages. Regardless of the formula used, each department should clearly articulate to all faculty the reasons behind its process and decisions.  
4. The Committee recommends that every year there be appropriate transparency throughout the process for awarding merit and raises.  To maintain such transparency, departments should provide all faculty with merit review policy statements and update these statements whenever changes are made.  Changes to the merit review statement should be the result of a departmental process involving all faculty. 
5. Departmental procedures should include a mechanism for delivering feedback to individual 

faculty members.  This feedback should extend beyond an abbreviated statement of rank or dollar amount and should emphasize the faculty member’s strengths and accomplishments as well as areas of possible improvement.  Individual faculty members have the right to request a meeting with the Chair and/or  the Merit Review Committee to discuss merit recommendations. 

6.  Departments should develop a mechanism for allowing faculty members to appeal merit recommendations within the department.

12. Department of Economics


Procedures for Nominating Faculty Members


to Serve as Departmental Chairperson
1. 
Qualifications: Any full time faculty member is eligible to serve as chairperson.

2. 
Term of service: Three (3) years, no limit on number of consecutive terms.

3. 
Procedures:

(1) 
Chairperson of Departmental Advisory Committee requests that each faculty member express in writing his/her willingness to serve (by April 15 prior to expiration of current term).

(2) 
Chairperson of Departmental Advisory Committee prepares and circulates a ballot listing those who are willing to serve to all full-time faculty members.

(3) 
Ballots are tallied by the chairperson of the Departmental Advisory Committee.

(4) 
The results of this tally are sent to the Dean of AddRan College of Arts and Sciences with a recommendation that the person with the largest number of votes be appointed as the Departmental Chairperson.

(5) 
In case of ties, the Dean of the College will be asked to select one of the persons with the largest number of votes to be appointed as the Departmental Chairperson.

Fall 1986

13. TEXAS CHRISTIAN UNIVERSITY
POSITION DESCRIPTION

DATE:


December 1993

JOB CODE:

2902

POSITION NO:

JOB TITLE:

Academic Department Chair

FLSA:


Exempt

	PURPOSE:


EDUCATION:

LICENSE:

EXPERIENCE:

JOB FUNCTIONS:
	The chair is to provide leadership for the department in the areas of governance, program and fiscal planning, budgetary management, academic program development, personnel recruitment and development, personnel evaluation, student relations, and outcomes assessment.  The chair should represent the department within the College, the University and the larger community.
Earned terminal degree appropriate for the discipline.

Usually none (may be required by certain disciplines).

Prior university teaching and research/creative activity experience. Normally must be tenured member of department.

Be responsible for departmental governance including conducting department meetings, establishing department committees, and delegating administrative responsibilities as appropriate.
Oversee operational matters such as course scheduling, ordering textbooks, course evaluations, materials acquisitions, and the daily functioning of the department office.

Guide planning for the department; set long-range and operational goals and objectives in consultation with relevant constituencies.

Prepare budget recommendations, maintain effective budget management controls, and monitor expenditures for the department.
Direct faculty/staff recruitment, selection, development, and evaluation in conjunction with tenured faculty and departmental advisory committee.

Address student needs and concerns pertaining to academic matters; participate in the recruitment and retention of students.

Provide leadership in developing, implementing, and evaluating student outcome measures.

Assist in the formulation, interpretation, and execution of academic policy and procedures for the department, college, and university as appropriate.

Maintain liaison with the administration.  Serve as an advocate for the department while maintaining morale in the unit.
Assign faculty workload such as teaching, research, and committee work.

Initiate and maintain liaison with external agencies and institutions; support the goals of university advancement as appropriate.

Oversee the security and maintenance of appropriate physical facilities and equipment.

Teach classes, pursue scholarly endeavors, and meet other faculty responsibilities as appropriate.


Approved by deans

1/12/94

14. CENTRAL CONCEPTS FOR THE INTRODUCTORY COURSES

Introductory Microeconomics

1. Scarcity (limited resources) and the nedd for choice (economizing)

2. Opportunity cost

3. Marginalism

4. Self-interest (including profits) as a motivating force

5. Voluntary exchange

6. Supply and demand

7. Principle of comparative advantage

8. Price determination in product and factor markets

9. Optimal allocation of resources – economic efficiency

10. Income distribution

11. Externalities and public goods

12. The role of government

Introductory Macroeconomics
1. Determinants and measures of national output

2. Aggregate demand (main components)

3. Aggregate supply (and potential productive capacity of the system)

4. Inflation

5. Unemployment

6. Economic growth

7. Business cycles

8. Fiscal policy

9. Money and monetary policy

10. Exchange rates and balance of payments

Fall 1995

15. Department of Economics Faculty Responsibilities
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	Student Activities
	Advising & Assessment
	Planning
	University
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	Budget
	Student Honors
	Curriculum
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	International Economics Program
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	Charlie
	
	
	
	
	
	
	
	x
	

	Kiril
	
	
	
	
	
	
	
	
	x


1. Coordinator of Student Activities (Doug)

· Act as the Econ Club sponsor and be the catalyst for economics club activities.

· Collect and disseminate materials to be used for in-class recruitment and remind faculty each semester.

· Coordinate the economics table at the Major/Minor fair (including staffing and display).

· Disseminate information to majors regarding internships and jobs.

· Write annual departmental newsletter.

2. Coordinator of Advising & Assessment (Dawn)

· Coordinate distribution of advisees, maintain contact with registrar’s office, send necessary materials.

· Prepare assessment documents and coordinate the various activities associated with assessment.

3. Coordinator of Department Planning (Rob)

· Take notes during faculty meetings regarding decisions made.

· Work with department chair to develop proposals for departmental goals, policies, and procedures.

· Work with department chair to develop budget proposals for new faculty lines, equipment, and other items not in the regular operating budget.

· Work with Coordinator of Public Relations to develop department seminar series

4. Liaison to University Programs (John T.)

· Liaison with the Honors Program and International Student Services

· Develop and maintain Econ Department BBS

· Update department policy manual and create an electronic version

5. Manager of Department Budget (Ed)

· Coordinate the selection and hiring student assistant(s), supervise lab.

· Monitor budget, give regular reports on status to faculty.

· Work with administrative assistant to ensure that equipment needs are met.

· Work with administrative assistant to ensure that supplies are ordered and sufficient funds are available.

6. Coordinator of Student Honors (John L.)

· Act as ODE sponsor.

· Coordinate selection of the department’s senior scholar.
· Coordinate honoring the top students in the introductory classes

· Maintain a list of tutors for the introductory classes and initiate the collection of names for that list.
· Work with the Coordinator of Public Relations to coordinate selection of Dallas Economist Club nominee
7. Coordinator of Department Curriculum & Advancement (Steve)

· Coordinate curricular discussions and supervise the submission of proposals; serve as contact with curriculum committees.

· Correct catalog copy, forward corrected versions to responsible party.

·  SEQ CHAPTER \h \r 1Develop plan for revising junior honors seminar
· Monitor class sizes and keep chair appraised of potential problems; maintain records of total enrollments by semester.

· Work with department chair to design fall, spring, and summer schedules.

· Work with department chair on advancement matters

· Serve on Honors Advisory Council

8. Coordinator of International Economics Program (Charlie)

· Coordinate advising for international economics major and recommend degree plan substitutions to chair

9. Coordinator of Public Relations (Kiril)

· Work with Coordinator of Department Planning to develop department seminar series

· Coordinate responses to queries regarding departmental achievements (such as Inside TCU).

· Maintain department web page and deal with related web issues.

· Work with the Coordinator of Student Honors to coordinate selection of Dallas Economist Club nominee

Ed will handle

Adjuncts

submit forms to complete contracts and maintain a list of available adjuncts.

Advising meeting
set and conduct once-a-semester advising meeting

Meetings

set department meeting schedule, develop meeting agendas, conduct meetings

Monday at TCU
Coordinate staffing of Monday @ TCU and potentially serve as the responsible party for student meetings.

Policy Manual

ensure up-to-date maintenance of department policy manual.

 SEQ CHAPTER \h \r 1Progress letters
write, with input from tenured faculty, annual progress toward tenure letters

Promotion

make recommendations in tenure and promotion cases.

Salary


prepare salary recommendations.

Teaching Obs

undertake classroom observations of faculty.

Workload

consider workload proposals

Mike will be available to answer any and all questions regarding college/university matters.

COMMITTEES
	Advisory (4 possibilities)
	Assessment
	Faculty Awards
	Library Acquisitions
	Senior/alumni

Dinner*
	Teaching & Learning

	Rob
	Dawn
	Charlie
	John L
	
	Doug

	Dawn
	Doug
	Rob
	Rob
	John L.
	Kiril

	John T
	Senior Sem.
Instructor
	Steve
	
	Steve
	

	Charlie
	John T.
	
	
	
	Rob

	
	
	
	
	
	


Assessment


develop assessment procedures for the department, conduct annual survey of students*, conduct exit interviews*

Faculty Awards 

coordinate the process of the nomination of econ faculty for various campus awards.

Library Acquisitions 

coordinate library acquisitions.

 SEQ CHAPTER \h \r 1Senior/Alumni Dinner

plan the annual senior/alumni dinner 

Teaching and Learning
supervise the Teaching and Learning Colloquium.

 SEQ CHAPTER \h \r 1*New tasks resulting from Departmental Goals developed in Spring 2008.





