FREDONIN

State University of New York at Fredonia

POLICIES ON REAPPOINTMENT, CONTINUING/PERMANENT APPOINTMENT,
AND PROMOTION OF FACULTY AND UUP PROFESSIONAL STAFF

I. Background on These Policies

The policies in this document outline the rationales, definitions, procedures, and processes for
personnel reviews of term (tenure-track) faculty’ and United University Professions (UUP) professional
staff at the State University of New York at Fredonia. In compliance with the Policies of the Board of
Trustees of the State University of New York (2006) and the Agreement between the State of New York
and United University Professions (July 2, 2007 ¢ July 1, 2011), these policies define and clarify
institutional standards and expectations at SUNY Fredonia.

They are based in part on the work of the Task Force on Personnel Policies?, which was appointed by the
Vice President for Academic Affairs in Spring 2007 as partial fulfillment of the Memorandum of
Understanding between SUNY Fredonia and the State University of New York. This Task Force met
throughout the 2007-08 academic year and submitted in May 2008 a valuable report of findings and
recommendations for tenure-track faculty and UUP professional staff. The recommendations of the
2002 Task Force on the Evaluation of Teaching® were also adapted and included in these policies, which
replace previous versions of personnel policies in the Campus Handbook and on the Human Resources
gS0aAlSd ¢KS RNI T LREAOASE ¢gSNBE RSOSEwWhISR o0& (KS
opportunities for review and response by the Faculty and Professional Affairs Committee®, academic
departments, library, administrative units, UUP leadership, Human Resources administrators, Cabinet,
and the President. Two open meetings to discuss these policies were held at SUNY Fredonia on

and . In addition, comments and suggestions for revision were elicited through focus groups with
term faculty before continuing appointment, faculty who hold continuing appointment, library faculty,
and UUP professionals. The policies were discussed in the University Senate on and and
approved in their current format on , to go into effect on September 1, 2009.
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library faculty.
? Members of this Task Force who were approved by the University Senate (April 30, 2007) and served for all or

part of 2007-08 were Richard Reddy and Maggie Bryan-Peterson (co--chairs); Nancy Hagedorn, Tom Loughlin, Larry
Maheady, Averl Otis, Jodi Rzepka, Monica White, Kerrie Wilkes, and Julia Wilson.

*> Members of this Task Force who served in Spring 2002 were Jack Berkley and Joan Burke (co-chairs); Bob Booth,
Roger Byrne, Bill Jungels, Barbara Mallette, Richard Reddy, Joe Straight, and Paul Schwartz.

* Members of this administrative Council are Virginia Horvath (facilitator); David Ewing, Randy Gadikian, Christine
Givner, Melinda Karnes, Kevin Kearns, John Kijinski, Karen Klose, Beez Schell, and Eric Skowronski.

> Members of this Committee in 2008-2009 are Christopher Taverna (chair); Derrik Decker, Gang Kevin Han,
Barbara Kittle, Paul Murphy, Helen Reddy, Anatole Ruslanov, and Anna Thibodeau.
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Il: Rationales and Principles for These Policies
These policies were developed with these rationales in mind:

9 To clarify in a single documentt approved after broad discussionT the expectations and policies
for personnel reviews for term faculty and UUP professional staff;

9 To clarify for term faculty and UUP professional staff the processes and policies for their
reappointment, continuing/permanent appointment, and promotion, as well as the
relationships among these forms of personnel review;

9 To clarify for term faculty and UUP professional staff the ways SUNY Fredonia defines key terms
related to faculty and professional performance and the criteria for evaluation;

9 To clarify for term faculty and UUP professional staff the documentation needed for personnel
reviews;

9 To clarify for term faculty and UUP professionals the career timetable for personnel reviews and
the annual/periodic reviews that lead to continuing appointment and permanent appointment;

1 To clarify for academic departments®, library, and administrative units the processes and policies
for conducting personnel reviews;

9 To provide, where possible, institutional consistency in processes and policies so that each term
faculty and UUP professional, regardless of department or unit, is afforded the same rights and
opportunities for fair review;

9 To provide a framework to guide the library, academic departments, and administrative units in
reviewing and revising the personnel review policies in their department/unit handbooks.

These policies outline the way SUNY Fredonia rewards and retains its valued teacher-scholars and
professionals, sustains excellence in teaching, scholarship, and service, and ensures the intellectual
vitality of the university. These policies provide clear, equitable, and transparent processes so that
individuals, departments, library, and colleges are aware of expectations and standards for
reappointment, continuing appointment, and promotion.

These policies are intended to ensure these principles:

9 Fairness: the policies will be used to evaluate all individuals eligible for reappointment,
continuing appointment, and promotion, regardless of department, unit, or college affiliation.

1 Transparency: this policy and any subsequent revisions will be publicly available and reviewed
by all new faculty and professional staff.

9 Broad-based review: A broad-based university personnel committee for term faculty will ensure
that policies and processes are followed and that individual faculty are reviewed without bias.

9 Non- bias: In all cases, reappointment, continuing appointment, and promotion reviews and
decisions will be made without regard to race, religion, gender, gender identity, age, disability,
political beliefs, sexual orientation, national origin, personal relationships, and other forms of
overt or covert discrimination. All evaluations will be based on objective information, evidence
supplied by the candidate, and observations of peers.
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an academic unit. The School of Business is comparable to a college in its structure, with two departments
reporting to a Dean.
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I Ongoing contributions: It is assumed that those who are granted continuing appointment and
promotion will continue to make substantial contributions to their profession, department,
college, SUNY Fredonia, and the community.

9 Appeal: All individuals have the right to appeal reappointment, continuing appointment, and
promotion decisions and to correct errors of fact in evaluation.

lll: Relationship of These Policies with Unit Policies

It is campus policy that each academic department or administrative unit have written guidelines
detailing local procedure for personnel reviews. These guidelines shall be distributed within the
department or unit, available on the department or unit website, and available on the Human Resources
website. They must also be on file in the appropriate supervisororDS I y Q& 2FFA OS I &
the appropriate Vice President.

The personnel review guidelines of the library, academic departments, and administrative units should
supplement the institutional policies in this document, providing specific details about how the general
terms included here apply within a specific discipline and unit culture. Because each unit has a unique
identity, goals, and values, these policies encourage, where appropriate, some flexibility in personnel
review processes. However, to be consistent with institutional policies, department/unit handbooks and
guidelines are likely to need some revision and updating to be consistent with this document; where
conflicts exist between these institutional policies and current department/unit guidelines, the
institutional polices will be in effect.

IV: The Goals of Personnel Review

SUNY Fredonia engages in careful, rigorous, and fair processes of personnel review so that term faculty
and UUP professional staff have clear ideas of their roles and responsibilities, several opportunities to
demonstrate the ways their contributions benefit their department, unit, library, and the campus, and
several opportunities for feedback at multiple levels. Effective personnel review also ensures that term
faculty who are granted continuing appointment (the SUNY term for tenure) and term UUP professionals
who are granted permanent appointment meet the standards of their departments/units and show
promise of continued effective contributions to the educational, scholarly/creative, community
engagement, and operational missions of SUNY Fredonia. The continuing strength of academic programs
and institutional effectiveness depends in large part on careful review of those entrusted with
implementing the university mission.

V: Review of Term (Tenure-Track) Department/School Faculty’
V.A. Career Timelines for Faculty Reviews
V.A.1. Regular timeline for reappointments leading to continuing appointment

Consistent with the Policies of the Board of Trustees of the State University of New York reappointment
reviews for a ten-month term Assistant Professor occur according to this timeline:

” This section of the policies clarifies review for term faculty in academic departments and the School of Music.
Section VI focuses on review for term library faculty.
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If a term faculty member is initially appointed by SUNY Fredonia as Associate Professor, this timeline for
reviews is in effect:

Year of service Review for
1% 2"- and 3™-year reappointment
2" Continuing Appointment (takes effect at beginning of 4™ year)

V.A.2. Timeline based on Prior Service Credit

According to the Policies of the Board of Trustees of the State University of New York, term faculty may
request up to three years of credit toward review for continuing appointment, based on prior service in
a tenure-track position at another institution (see Policies XI.B.3.d). Within one month of the initial
appointment, eligible term faculty may request Prior Service Credit by submitting a completed form
(http://www.fredonia.edu/humanresources/forms/servicecredit.pdf) to the office of the Vice President
for Academic Affairs. Once eligibility is confirmed by the Human Resources office, the Vice President for
Academic Affairs notifies faculty of approval of 1-3 years Prior Service Credit. As an example, with two
years of Prior Service Credit, the regular timeline would be adjusted to reflect continuing appointment
review in two fewer years:

Year of service Review for

1% 2" year reappointment

2" 3" and 4" year reappointment

3" 5" year reappointment

4" Continuing Appointment (takes effect at beginning of 6" year)

V.A.3. Regular timeline for promotion to Associate Professor

Normally review for continuing appointment and promotion to Associate Professor occurs at the same
time, in the 6" year of appointment. Although continuing appointment is granted beginning with the 8"
year of service, promotion to the rank of Associate Professor is in effect at the beginning of the 7 year.
In rare circumstances, continuing appointment may be granted without promotion.

V.A.4. Regular timeline for promotion to Professor

Review for promotion to Professor may occur 5 or more years after the rank of Associate Professor was
attained. For example, if promotion to Associate Professor took effect on September 1, 2010, review for
promotion to Professor could occur as early as September 1, 2015. If granted, promotion would take
effect September 1 of the following year.


http://www.fredonia.edu/humanresources/forms/servicecredit.pdf

DRAFTT March 4,2009 5

V.A.5. Early review for continuing appointment or promotion in rank
Only in exceptional cases will application for early continuing appointment or early promotion be
considered. See the expectations for early continuing appointment and promotion in section V.E.6. In

such cases, the review would normally occur no more than one full year early.

V.B. Annual Timelines for Faculty Reviews for Reappointment, Continuing Appointment, and
Promotion

Each July, the Vice President for Academic Affairs publishes the Academic Affairs calendar for the
upcoming year. The calendar includes the following timelines for review of term faculty beyond the first
year (for review of first-year faculty, see section V.C.).

V.B.1. Timeline for reviews in the second, third, and fourth years of appointment

September 1: Candidate submits dossier to Department

October 15: Department submits recommendation and dossier to Dean

December 15: Dean submits recommendation and dossier to Vice President for Academic Affairs
February 1: Vice President for Academic Affairs submits recommendation and dossier to President
March 1: President notifies faculty of reappointment decision

V.B.2. Timeline for continuing appointment and promotion reviews

September 1: Candidate submits dossier to Department

October 15: Department submits recommendation and dossier to Dean

November 15: Dean submits recommendation and dossier to Vice President for Academic Affairs, who
convenes and charges the University Personnel Committee

December 15: University Personnel Committee submits recommendation and dossier to Vice President
for Academic Affairs

February 1: Vice President for Academic Affairs submits recommendation and dossier to President

May 15: President notifies faculty of promotion decision and submits continuing appointment
recommendation to the Chancellor of the State University of New York

Summer: Chancellor notifies faculty of continuing appointment decision

V.C. Process and Documentation for First-year Review
V.C.1. Process for first-year faculty (including faculty with or anticipating prior service credit)

V.C.1.a. By December 1, the first-year faculty member submits a 2-3 page
Reappointment Statement and an updated curriculum vitae to the Department. The Reappointment
Statement should address the following questions:

9 What experiences, credentials, and scholarly/creative interests will be especially
helpful as you define and continue in your role in your Department?

9 What will you be doing in the next year to continue to develop as an instructor and
advisor?
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9 What scholarly/creative activities are you planning for the next year? How do these

activities fit into your goals for establishing a record of scholarship/creative activity
that will lead to continuing appointment?

In what service rolest such as committees, curriculum, and assessmentT do you see
yourself making the greatest contributions?

V.C.1.b. At the beginning of the following fall semestert the beginning of the second
year of appointmentt the faculty member begins to follow the timeline outlined in section V.B.1,
submitting a full dossier to the Department. Because this dossier provides an overview of
accomplishments in the first year, throughout the academic year the first-year faculty member should
collect materials that show what is being done in teaching, scholarship/creative activity, service, and
professional development.

V.C.1.c. Throughout the first academic year the candidate should look for opportunities
to refine the plan set out in the Reappointment Statement. The candidate should meet with the
Department Chair and her/his mentor to discuss a professional development plan, seek peer review of
courses, and seek professional development opportunities on campus and in the discipline.

V.C.2. Process for Chairs and Departments

V.C.2.a. The Department should review the Reappointment Statement and submit a
recommendation for second-year reappointment to the Dean by January 15. Reviewing a
Reappointment Statement differs from reviewing a full dossier in that the questions shift from
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development. In the following fall there will be an opportunity to review the full dossier of activities and
accomplishments in the current academic year, so there is no need to look at an incomplete body of
evidence for the current Fall.

V.C.2.b. These are the questions that the Department might consider in reviewing the
Reappointment Statement:

1

il

How might the experiences, credentials, and scholarly/creative interests of this first-
year faculty member be valuable to the department and campus?

What comments and advice do you have about the first-28 S NJ FI Odzf i &
for developing as an instructor and advisor?
What comments and advice do you have about the first-8 S| NJ F I Odz { &

for scholarship/creative activity?
What mentors or resources would be valuable for this first-year faculty member to
know about?

V.C.2.c. After departmental review, first-year faculty members should meet with their
Chairs to discuss their professional development plans. This is an opportunity for conversation
about the Reappointment Statement and elaboration of suggestions and advice that may be in
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V.D. Process for Evaluating Faculty for Reappointment, Continuing Appointment, and Promotion
V.D.1. Review by the Department

The review of faculty for reappointment, continuing appointment, and promotion should involve input
from all tenure-track faculty members in the department. In this way, the review is informed by multiple
perspectives. The process for eliciting such inputt including whether evaluations are written by
individuals or discussed and then summarized by the personnel committeet should be clarified in the
departmental guidelines. Any written evaluations used at the department level become part of the
review process and are forwarded to subsequent levels of review.

V.D.1.a. Departmental personnel committee. The departmental personnel Committee
consists of all faculty with continuing appointment at or above the rank of the candidate being
evaluated. Personnel Committee members who are on sabbatical or other leaves are eligible to
participate in the review from a distance, provided they have an opportunity to review materials
submitted by the candidate. The committee must also include a faculty member from another
department; that faculty member must have continuing appointment and hold the same or higher
academic rank as the candidate under review. The Dean, in consultation with the Chair and
departmental committee members, will appoint an appropriate faculty member from another
department. If there are fewer than three faculty of the appropriate rank to constitute a personnel
review committee, additional faculty from outside the department will be appointed by the Dean, in
consultation with the Chair and departmental committee members.

V.D.1.b. Faculty candidate presentation/meeting with personnel committee. All
faculty candidates have the opportunity to meet with the departmental committee before the final
committee recommendation is submitted to the Chair. The function of this meeting is to clarify the
record and evidence as portrayed in the dossier, not to be an inquisition of the candidate.

+ ®5 d M D Odeomméntationdd theDddn. ¢ KS / KIF ANDR& N O2YYSYRI G
memorandum or letter addressed to the Dean, identifying the faculty candidate by current rank and
year of service. The letter provides a clear recommendation for or against reappointment, continuing
appoA YU YSY G 2NJ LINRY20A2y>X o6FlaSR 2y (KS / KFANDR&a FyR
dossier. A copy of this recommendation is sent to the faculty candidate.

V.D.1.d. Appeal of departmental recommendation. If the candidate wishes to correct
anerNENJ 2NJ YIF1S | O2YYSyd |62dzi GKS / KFEANR&a NBO2YYS
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recommending to the Vice President for Academic Affairs (see sections V.B.1 and V.B.2). The candidate
should send a copy of the appeal letter to the Department Chair.

V.D.2. Review by the Dean
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based on all materials submitted for that personnel review: the dossier, materials from the Personnel

Committee, any written evaluations by individuals or groups within the department, recommendation

from the Chair, and appeal letter (if one is submitted).
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V.D.2.a® 5 S écofmmandalidn to the Vice President for Academic Affairs. The
5SIFyQa NB O Ynfebgrdrduri dr Btyér, addressed to the Vice President for Academic
Affairs, identifying the faculty candidate by current rank and year of service. The letter provides a clear
recommendation for or against reappointment, continuing appointment, or promotion, based on the
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copy of this recommendation is sent to the faculty candidate and to the Department Chair.

V.D.2.b® | LILIS| f ecBnimerimldBionyff@ha carlilate wishes to correct an error
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Vice President for Academic Affairs. This letter should be submitted at least one week before the Vice
t NFBaARSYy(iQa RSIRftAYS T2NJI NBO2YYSYyRAy3d (2 GKS tNBa
should send a copy of the appeal letter to the Department Chair and to the Dean.

V.D.3. Review by the University Personnel Committee

Because the decision to retain faculty members indefinitely (continuing appointment) or promote them
to senior academic ranks is a commitment beyond the individual department, evaluation of faculty for
continuing appointment and promotion includes review by a University Personnel Committee.

V.D.3.a. Composition of the University Personnel Committee. The University Personnel
Committee is appointed by the Vice President for Academic Affairs and consists of faculty at the rank of
Professor: two from the College of Arts and Humanities, two from the College of Natural and Social
Sciences, one from the College of Education, one from the School of Business, and one from Reed
Library (at the rank of Librarian). An additional faculty member at the rank of Professor will be elected
by the University Senate. The Vice President for Academic Affairs will appoint one of these members as
chair of the committee. When there is a member on the committee from the same department as a
faculty member under review, that committee member absents him/herself from the discussion and
evaluation of that faculty member.
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Academic Affairs. Thec2 Y Y A (i &cdSr&n@ratiddlis a memorandum or letter written by the
committee chair and addressed to the Vice President for Academic Affairs. The letter provides a clear
recommendation for or against continuing appointment and/or promotion> ol &SR 2y GKS 0O2YY
revASg 2F GKS R2aaASNE RSLI NIGYSydl ¢ NEO2YYSYRI A2y X
recommendation. A copy of this recommendation is sent to the faculty candidate, the Department
Chair, and the Dean.

V.D.4. Review by the Vice President for Academic Affairs
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based on evaluation of the dossier and all materials submitted in previous levels of review.

V.D.4ad +A OS t cidmimendationtd thePrediient of SUNY Fredonia. The Vice
PresidentQa NI O 2 Y ¥ SryeRdraindura of letter addressed to the President, identifying the
faculty candidate by current rank and year of service. The letter provides a clear recommendation for or
againstreappointmSy 12 O2y GAYydzZAy3a FLIRAY(GYSYGZ | yYRK2NJ LINBY?2
review of the dossier and all submitted evaluations and recommendations. A copy of this
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recommendation is sent to the faculty candidate, Department Chair, Dean, and Director of Human
Resources.
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letter of appeal to the President. This letter should be submitted at least one week before the Vice
t NFBaARSYy(iQad RSIREtAYS FT2NI y2GAFeAy3a T OdzZ & 2N NBO
V.B.2). The candidate should send a copy of the appeal letter to the Department Chair, Dean, and Vice
President for Academic Affairs.

V.D.5. Review by the SUNY Fredonia President
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on evaluation of the dossier and all materials submitted in previous levels of review. In the case of

reappointment, the President notifies faculty of the campus decision to end the process for that

academic year. For continuing appointment and promotion, the President sends a recommendation to

the Chancellor of the State University of New York and sends a copy to the faculty candidate,

Department Chair, Dean, Vice President for Academic Affairs, and Director of Human Resources.

V.D.6. Response from the Chancellor of the State University of New York

In the summer following the recommendation from the President of SUNY Fredonia, the Chancellor
notifies the faculty candidate of his/her decision about continuing appointment and/or promotion.

V.E. Criteria for Evaluating Faculty

Faculty are evaluated based on the criteria outlined in the Policies of the Board of Trustees of the State
University of New York. In addition, these policies identify specific interpretations of these criteria at
SUNY Fredonia, based on institutional mission, commitments, and priorities. Department guidelines may
provide further specificity for faculty.

V.E.1. Criteria for faculty of the State University of New York

V.E.1.a. Mastery of subject matter. The Policies define mastery of subject matter & | &
demonstrated by such things as advanced degrees, licenses, honors, awards and reputation in the
subject matter field€ (see Policies XlI.A.4.a). Generally, mastery of subject matter is evaluated as a
condition for hiring in a term position.

V.E.1.b. Effectiveness in teaching. The Policies define effectiveness in teaching & | a
demonstrated by such things as judgment of colleagues, development of teaching materials or new
courses and student reaction, as determined from surveys, interviews and classroom observationg (see
Policies XII.A.4.b).

V.E.1.c. Scholarly ability. The PoliciesRS F A Y S & O K& demaNstrated by sudht A G &
things as success in developing and carrying out significant research work in the subject matter field,
contribution to the arts, publications and reputation among colleaguesé (see Policies XII.A.4.c).
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V.E.1.d. Effectiveness of University service. The Policies define effectiveness of
University serviced | & RSY2yaid Nl G§SR o0& a4dzOK GKAy3a a O02ff S3S
work, administrative work and work with students or community in addition to formal teacher-student
relationshipsé (see Policies XII.A.4.d).

V.E.1.e. Continuing growth. The Policies define continuinggrowthd I & RSY2y a i NI¥ ( SF
such things as reading, research or other activities to keep abreast of current developments in the
I OFRSYAO SYLX 28S5SSQa FTAStRA YR 0SAy3d (sedHolBiesi 2 KI YR
XIl.A4.e).

V.E.2. Criteria for faculty of SUNY Fredonia

The criteria for faculty review at SUNY Fredonia are based on those in the Policies of the Board of

Trustees of the State University of New York, as well as the institutional interpretations, commitments,

and priorities defined in the sections below.? Faculty are evaluated primarily in the areas of teaching,
scholarship/creative activity, and service, with an understanding that continued mastery of subject

matter and continuing growth occur in each of these areas. All three areas are to be taken into

consideration in all evaluations. For purposes of evaluation, some activities can fall into more than one
OFGS3I2NE O C2NJ SEFYLX SZ + ¥l OdzA e YSYOSNRA F RAAAA
evidence of both quality of scholarship and quality of teaching.

V.E.2.a. SUNY Fredonia statement on effectiveness in teaching. Teaching is the direct
educational involvement with students inside and outside the classroom, in virtual learning
environments, in advising, and in the activities that enhance learning. Strong teaching also involves
AO0K2f I NI & A fjratziceslBnoviedge afztie c@rifufiif and student learning, attention to
course design, and assessment of student learning outcomes. Aspects of teaching may include a variety
of activities such as these:

classroom/studio/laboratory/online instruction

supervision of student research and creative activity

academic advising

supervision of independent study, clinical practice, service learning projects, field
experiences, and internships

course design, management, and organization

professional development, which allows faculty to stay current in the discipline and
in pedagogy

curriculum development and review

development of new modes of instruction such as the integration of technology in
the classroom and online learning tools for instruction

9 collaboration and contribution to the curriculum integrity of a program

=A =4 =4 =9
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Gathering and evaluating evidence of teaching effectiveness should be a routine part of a faculty

YSYOSNRA FLIINRIFOK (G2 GSIFIOKAYy3Id b2 aAiayat S &g dzZNOS 2
and learning. These are some of the most typical sources of information about effective teaching and

learning:

& Some of the concepts and language of this section have been adapted from materials written by John Kijinski
when he served at Idaho State University.
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peer review, which may be based on classroom/studio/laboratory/advising
observation or review of teaching portfolios, graded student work, or other course
artifacts

critical narrative reflection on aspects of their own teaching

high academic standards in evaluation of student learning, examples of syllabi, and
other instructional material, such as paper or project assignments

curriculum integrity as evidenced by the alignment of course intended learning
outcomes and course assessments across the program

course evaluations completed by students

j dzI £ A (& 2Folary andizR&ive vérkQ

new course and curriculum development

innovations in pedagogy

participation in professional development activities related to pedagogy and
instructional technology

quality of undergraduate and graduate advising

V.E. 2.b. SUNY Fredonia statement on scholarly ability. At SUNY Fredonia, scholarship
is defined broadly, and interdisciplinary approaches are valued. These policies reflect the definition of
scholarship as outlined by Ernest L. Boyer, former SUNY Chancellor and President of the Carnegie
Foundation for the Advancement of Teaching. In Scholarship Reconsidered: Priorities of the
Professoriate,’ Boyer offered a more inclusive paradigm to define the scholarly work of academics that
includes the scholarship of discovery, integration, application, and teaching. Boyer later added the
scholarship of engagement to include scholarly activity that deeply engages faculty in service-learning

and addressing community-relatedneeds.! £ £ 2F (KS&4S I NBIF&a YlI& 0SS SgaA

teaching, research, and service work.

T

The scholarship of discovery involves the investigation and search for new
information, knowledge, theory, and artistic or creative design.

The scholarship of integration involves creating connections across disciplines in
order to expand and extend knowledge to a larger audience. This may include
interdisciplinary connections between the arts, humanities, natural sciences, social
sciences, and education.

The scholarship of application means using knowledge in order to address pressing

social and community needs in hopes of creative positives2 OA I f OKIl y3S ®
expertise is used to help solve problems in and around the university community.

Often times, the social issue and/or social institutions define the program for
investigation.

The scholarship of teaching includes those activities that expand the knowledge,
skills, and abilities of others and making public these activities in order to inform a

° Ernest L. Boyer. Scholarship Reconsidered: Priorities of the Professoriate. New York: The Carnegie
Foundation for the Advancement of Teaching, 1990.
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larger community of teachers. This involves strategies to transmit knowledge that
engages, challenges, and actively involves students in order to enhance learning.

1 The scholarship of engagement means Gconnecting the rich resources of the
university to our most pressing social, civic, and ethical problems, to our children, to
2dzNJ 30K22f a3 (2 2 dzN¥ (Bofet, 1096)SSMFca-lealniigR (2 2 dzNJ
initiatives and community-based collaborative research are forms of engaged
scholarship.

z

Ideally, a departmentQ& | Odzf G & ¢2dzf R NBLINBaASYld GKS aY2al A0 2F
faculty must demonstrate mastery of subject matter and ability to engage in the community of scholars

in their fields, some faculty may focus primarily on traditional research and creative activity, leading to

publications, presentations, and performances. Some faculty may emphasize the scholarship of

teaching, as they bring their expertise not only to their own students but to the collective efforts of

curriculum design, assessment, and student engagement. Other faculty may focus on scholarship of

integration or application, crossing the borders between disciplines or using theoretical knowledge to

solve real-world problems. As a regional public university, SUNY Fredonia also values community

engagement as appropriate scholarship. Over the course of an academic career, faculty may engage in

activities across this broad mosaic of scholarship.

High quality scholarship and creative activity is evidenced in many ways, as shown in this list of
possibilities:

concerts and dramatic performances

refereed publications (books/articles/chapters/essays/reviews)
presentations at scholarly conferences

refereed or adjudicated exhibitions, performances, and readings
collaboration with colleagues in the P-12 system

publication of textbooks and other learning resources

musical compositions and recordings

organizing symposia and professional meetings

leading collaborative community efforts

editorships

publication in proceedings of scholarly meetings

publication of refereed software

writing and funding of research grants

unrefereed or unadjudicated exhibitions, performances, and readings
publication of creative writing

organizing and chairing sessions at scholarly conferences

serving as a respondent at professional conferences

participation in professional development activities that focus on improving
research productivity or quality

E R B N T T I I I R I B I B I

V.E.2.c. SUNY Fredonia statement on effectiveness of university service. Service is
defined as those professional activities which aid the department, college, university, profession, or

" Ernest Boyer® & ¢hKldsshid of Engagement.£ Journal of Public Outreach 1.1 (1996): 11-20.
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community. Beyond their individual roles in teaching and scholarship/creative activity, the faculty share
responsibility for the academic mission of the university and therefore play significant roles in
curriculum development, recruitment, assessment, faculty review, accreditation, academic initiatives,
and governance. Such valuable efforts are recognized as important aspects of faculty performance.

Departmental, college, and university service may include many kinds of activities, such as these:

9 participation on departmental/college/university committees, advisory boards, task
forces, or councils (including hiring and personnel committees)

participation in faculty meetings

serving as faculty advisor for student organizations

assisting with recruitment and orientation of new students

reviewing internal grants and awards

= =4 =4 =4

Faculty also lend their expertise to professional and community organizations. In some instances,
collaboration with community partners may represent engaged scholarship; in other cases, volunteering
2ySQa SELISNIAAS A antgdidelinelztdy offar SlddddiarapBsBpedfiSthdheNI Y
discipline.

Professional service activities may include these kinds of activities:

serving as an officer in a professional organization
leadership in campus initiatives

reviewing grants for funding agencies

refereeing papers or books for a journal or publisher
refereeing conference papers

=A =4 =8 -8 =4

Professionally related community service activitiesT as opposed to the volunteerism that good citizens
doT may include these kinds of responsibilities:

9 speaking on professional or discipline-based topics to civic, public, business, or
professional organizations
serving in a professional capacity on boards of organizations
working with colleagues in the P - 12 school system
organizing or participating in public concerts, exhibitions, productions, readings
G2NJAYy3 6A0GK ANRdzZLIA GKIG LINRY2GS (GKS
community
9 serving as a consultant (paid or unpaid) to governmental or private groups in need

of expert advising

=A =4 =4 =9

All faculty are expected to contribute to the service workload of the department, college, and university.
No amount of professional or public service excuses a faculty member from taking on the tasks that are
essential to the academic enterprise.

dzy RS
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V.E.3. Weighting of criteria

¢SIFOKAY3IAS A0K2fl NAEKALKONBIFGAGS OGAGAGEET | YR ASND
professional role, and confidence that adequate performance in all of these areas will continue is

needed for positive decisions on reappointment, continuing appointment, and promotion. Teaching is of

utmost importance at SUNY Fredonia, and good teaching is expected of all faculty. A stellar research
recordorSEGNI 2 NRAYFNE Ay@2ft dSYSyld Ay aSNIDA O$nedt.2y Qi St
Department guidelines offer discipline-specific criteria for teaching, scholarship/creative activity,

service, and continuing growth.

V.E.4. Expectations for reappointment
These are the expectations for successful review for reappointment of term faculty:

Evidence that the candidate is developing into a good teacher
Evidence that the candidate is sufficiently engaged in professional scholarship/creative
activity and planning future scholarship/creative activity
9 Evidence that the candidate is sufficiently engaged in appropriate department, university,
community, and professional service
9 Evidence that the candidate is committed to working with other members of the
RSLI NIYSyd G2 FOKAS@PS (KS RSLINILIYSyidiQa 32l f 4
9 Evidence that the candidate is satisfactorily progressing toward expectations for continuing
appointment

1
1

V.E.5. Expectations for continuing appointment and promotion to Associate Professor

Continuing appointment and promotion are separate personnel recommendations but are normally
granted together. These are the expectations for successful review for continuing appointment and
promotion to the senior rank of Associate Professor:

9 Evidence that the candidate is a very good teacher and will actively continue to develop as a
teacher

9 Evidence that the candidate has engaged in scholarly/creative activity which has been peer
reviewed outside of Fredonia and that the candidate will continue to mature as a
scholar/performer/artist

9 Evidence that the candidate has engaged in significant departmental, university, and
professional service and will continue to do so

9 Evidence that the candidate is committed to working with other members of the
RSLINIYSYyld yR GKS dzyAGSNEAGE G2 | OKAS@S
continue to do so

[@=N
ey
o

V.E.6. Expectations for early continuing appointment and/or promotion

Most faculty are reviewed for continuing appointment and promotion to Associate Professor in the sixth
year of appointment (see the regular timeline in section V.A.1). Continuing appointment is granted
based on sustained accomplishments across the years of review; it is not awarded as soon as one
demonstrates a minimal threshold of achievements. Only cases in which teaching, scholarship/creative
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activity, and service are all at exceptional levelsT i.e., well beyond what would be expected for
application for continuing appointment and/or promotion at the normal timeT could be considered
early. Candidates may apply for early continuing appointment and early promotion to Associate
Professor only once.

V.E.7. Expectations for promotion to Professor
These are the expectations for successful review for promotion to the most senior rank of Professor:

9 Evidence that the candidate is a very good and innovative teacher and will actively continue to
develop as such

9 Evidence that the candidate has continued to be engaged in professional scholarly/creative
activity which continues to be peer reviewed outside of Fredonia, has reputation for excellent
scholarship/creative activity outside of Fredonia, and will continue to mature as a
scholar/performer

9 Evidence that the candidate has continued to be engaged in significant departmental, university,
and professional service, has taken leadership roles in some of service activities, and will
continue to do so

i Evidence that the candidate has the ability and willingness to work with other members of the
RSLI NIYSYyd FyR GKS dzyA@SNEAGE G2 | OKAS@S GKS
continue to do so

V.E.8. Expectations for promotion for faculty who assume significant leadership positions
within the university

Assistant and Associate Professors who fill significant leadership positions within the university should
be reviewed in the context of their responsibilities. In such cases, the candidate record is evaluated not
only through the lens of broadly defined scholarship described in these policies but also through
assessment of performance in the assigned role. For example, a Department Chair who has been
effective in new program development is engaging in applied scholarship that benefits the university
and its students, and the work should be evaluated on its own merits.

V.F. Department Policies
V.F.1. Department guidelines and handbooks

Each department publishes and regularly reviews its own personnel review guidelines to supplement
these university-level policies with discipline-specific interpretations and expectations for the evaluation
of teaching, scholarship/creative activity, and service. Departmental guidelines must be approved by the
Dean and Vice President for Academic Affairs. When candidates are appointed to term positions, they
are given copies of the departmental personnel guidelines, these SUNY Fredonia policies, and the
Policies of the Board of Trustees of the State University of New York.

V.F.2. Relationship of department guidelines to SUNY and SUNY Fredonia Policies
The departmental guidelines may offer specific interpretations of terms, criteria, and departmental

procedures, but they must be aligned with the policies of SUNY Fredonia and the Policies of the Board of
Trustees of the State University of New York.
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V.G. Documentation for Reappointment, Continuing Appointment, and Promotion™

Evaluation of term faculty is based primarily on review of the dossier submitted by each faculty member

under review. Like all scholarly projects, dossier preparation requires reflection, gathering of
appropriate evidence, good writing, and professionalism.

V.G.1. Electronic and print dossier formats

Although SUNY Fredonia may move to all-electronic format for dossiers in the future, the current
practice is to submit print dossiers, generally in the form of a three-ring binder with pages divided into
sections. Faculty who wish to submit materials electronicallyt on CD or websiteT may do so, provided
that the department Personnel Committee has approved this format.

V.G.2. General principles of dossier preparation
V.G.2.a. Dossier for reappointment review. The dossier for reappointment review

presents narratives and evidence of effectiveness in a particular review period. The dossier should
include the accomplishments only of the review period, along with commentary about planned work

and work in progress. The dossier for reappointment review presents an argument that assists reviewers

int yasSNAY3I (KS ljdSadrzys a1 26 R28a GKA& TFI

NEFLILRAYGSR F2NJ Fy2GKSNJ @S NK¢
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V.G.2.b. Dossier for continuing appointment and/or promotion review. The dossier for

continuing appointment and/or promotion review presents narratives and evidence of effectiveness
over the years from initial appointment (for continuing appointment and promotion to Associate
Professor) or since the last promotion (for promotion to Professor). For continuing appointment, the
dossiSNJ LINB&aSyida Fy FNBRBdAzYSyid GKFG Faarada NBO
YSYOSND&a ¢2N)] | ONRraa Fftf FNBFa RSY2yadN)as
promotion, the dossier presents an argument that assists reviewersinl Y4 4 SNA Yy 3 (1 KS
R2Sa UGUKA& FIOdz G& YSYoSNRa 62N RSY2y aid NI
Y2NBE aSyA2N) I OF RSYAO NIyl Ké

V.G.2.c. Audience of the dossier. Although review of the dossier begins in the
department, some readers are from outside the discipline of the faculty candidate. Therefore, the
dossier should be written as clearly and specifically as possible for a general academic audience. A well-
LINBLI NBER R2&3aASN) aK2ga NI aLIS Galsin dndrhhhizNdSprofeSidnd
way.
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V.G.2.d. Organization of the dossier. Each dossier may be presented in slightly different

glreaz o0laSR 2y (GKS RAAOAL AyS> RSLI NIYSyli
preferences. The outline in section V.G.3 offers general guidelines for organizing dossiers according to
the criteria of the Policies of the Board of Trustees of the State University of New York and the broad
view of scholarship/creative activity described in these SUNY Fredonia policies.

" Some of the concepts and language of this section have been adapted from materials that Virginia Horvath
wrote for workshops at other institutions on documentation of faculty work.

JdzA RSt A
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V.G.2.e. Format of the dossier. A print dossier should be compact, professional looking,
and easy to navigate (room to turn pages, labeled sections clear cross-reference). Faculty candidates
preparing dossiers should assume the same principles that guide their responses to student work or
professional writing: stacks of raw data, poorly organized or written documents, or
padded/misrepresented files are inappropriate.

V.G.2.f. Time. Preparing a professional dossier requires time for both thinking and
assembling materials. Faculty candidates should start the process early and seek feedback and advice
from colleagues.

V.G.3. Content of the dossier

Faculty should prepare the dossier according to this outline and submit all materials to the Department
Chair by September 1. This outline and timeline do not apply for faculty in their first year of
appointment (see section V.C.).

Information included in reappointment dossiers refers to only what was accomplished during the year
under review; the SUNY contract year is September 1 through August 31. Dossiers for continuing
appointment and/or promotion review include information for all years on appointment at SUNY
Fredonia (or for promotion to Professor, since the last promotion).

V.G.3.a. Letter of transmittal. A brief letter of transmittal should be addressed to the
Department Chair, summarizing what is most important about the record under review.

V.G.3.b. Section on mastery of subject matter. This section should include only an
updated curriculum vitae, with any accomplishments, degrees, certificates, licenses, or awards attained
in the review period highlighted.

V.G.3.c. Section on effectiveness in teaching. This section of the dossier provides a
reflective narrative and evidence of effectiveness of teaching and learning. Appendix B of these policies
includes more detailed suggestions for documenting the scholarship of teaching and learning.

9 Narrative about teaching and learning, including reflection on advising, peer
evaluation, and student course evaluation/feedback
Courses taught in the review period, with enroliments
Courses developed or significantly revised

Summary of advising responsibilities and approach

Peer evaluations of teaching and learning (at least two)
Course evaluation results

Publications, presentations, and grants related to teaching
Teaching awards and recognitions

Evidence of student engagement and learning

Other examples of scholarly teaching

= =4 = =4 =4 -8 -8 -8 9

V.G.3.d. Section on scholarly ability. This section of the dossier provides a reflective
narrative and evidence of scholarship/creative activity, as described in these policies. Appendix B of
these policies includes more details suggestions for documenting scholarship and creative activity.
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Narrative about scholarship/creative activity, including reflection on progress
toward goals and possible new lines of inquiry
Publications

Performances, exhibitions, or shows

Grants

Community engagement

Musical compositions, recordings, conducting
Scholarly presentations

Collaborative work with students

Other evidence of scholarship/creative activity
Work in progress

=4 =4 =4 =4 =8 -8 -8 -8 9

V.G.3.e. Section on university service. This section of the dossier provides a reflective

narrative and listing of professional service, as described in these policies. Appendix B of these policies
includes more detailed suggestions for documenting service.

Narrative about service during the review period

Service to the university

Service to the department, school, or college

Professional service to the community

Service to the discipline

Professional consulting, technical advising, or other service
Other service activities

= =4 =4 = -8 -8 =9

V.G.3.f. Section on continuing growth. This section of the dossier provides a reflective

narrative and listing of activities that demonstrate continuing growth, as described in these policies.

Narrative about continuing growth during the review period

Courses or workshops taken

Certificates or licenses attained

Participation in professional development opportunities

Professional conferences attended

Bibliography of significant professional reading during the review period
Other activities for learning and continuing growth

=A =4 =4 -8 -8 -8 9

V.G.3.g. Appendices. Materials in the Appendixes should provide clearly labeled

evidence to support the sections of the dossier. The main part of the dossier should refer reviewers to
support materials in the appendices. These are the kinds of materials that are typically included in

appendices:

9 Artifacts of teaching (sample syllabi, assighments, student work)

9 Summaries of student feedback on courses (course evaluations, mid-term
evaluations, classroom-based assessments)

Copies of publications and presentations

Materials that document performances, shows, exhibitions

Grant proposals

= =4 =
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9 Reports or documents related to community engagement
9 Reviews of publications/presentations/concerts/exhibitions
9 Other support documents

VI: Review of Term (Tenure-Track) Library Faculty
VI.A. Career timelines for library faculty reviews
VI.A.1. Regular timeline for library reappointments leading to continuing appointment

Consistent with the Policies of the Board of Trustees of the State University of New York reappointment
reviews for a ten-month term Assistant Professor occur according to this timeline:

Year of service Review for

1% 2"-year reappointment

2" 3"- and 4™-year reappointment

3" Sth"year reappointment

4™ 6™ and 7™-year reappointment

6" Continuing Appointment (takes effect at beginning of 8" year)

Because library faculty have twelve-month contracts with unique start dates, based on the date of initial
appointment, regular reviews are scheduled not by the calendar but by the date of hire.

VI.A.2. Timeline for library faculty who have Prior Service Credit

According to the Policies of the Board of Trustees of the State University of New York, term faculty may
request up to three years of credit toward review for continuing appointment, based on prior service in
a tenure-track position at another institution (see Policies XI.B.3.d). Within one month of the initial
appointment, eligible library faculty may request Prior Service Credit by submitting a completed form
(http://www.fredonia.edu/humanresources/forms/servicecredit.pdf) to the office of the Vice President
for Academic Affairs. Once eligibility is confirmed by the Human Resources office, the Vice President for
Academic Affairs notifies faculty of approval of 1-3 years Prior Service Credit. As an example, with two
years of Prior Service Credit, the regular timeline would be adjusted to reflect continuing appointment
review in two fewer years:

Year of service Review for

1% 2" year reappointment

2 3" and 4™ year reappointment

3" 5" year reappointment

4™ Continuing Appointment (takes effect at beginning of 6" year)

VI.A.3. Regular timeline for promotion to Associate Librarian

Normally review for continuing appointment and promotion to Associate Librarian occurs at the same
time, in the 6" year of appointment. Although continuing appointment is granted beginning with the 8"
year of service, promotion to the rank of Associate Librarian is in effect at the beginning of the 7" year
of appointment. In rare circumstances, continuing appointment may be granted without promotion.


http://www.fredonia.edu/humanresources/forms/servicecredit.pdf
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VI.A.4. Regular timeline for promotion to Librarian

Review for promotion to Librarian may occur 5 or more years after the rank of Associate Librarian was
attained. For example, if promotion to Associate Librarian took effect on September 30, 2010, review for
promotion to Librarian could occur as early as September 30, 2015. If granted, promotion would take
effect September 30 of the following year.

VI.A.5. Early review for continuing appointment or promotion in rank

Only in exceptional cases will application for early continuing appointment or early promotion be
considered. See the expectations for early continuing appointment and promotion in sections VI.E.6. In
such cases, the review would normally occur no more than one full year early.

VL.B. Annual Timelines for Library Faculty Reviews for Reappointment, Continuing Appointment, and
Promotion

At the time of initial appointment, the Library Director prepares a timeline that shows specific review
dates until continuing appointment and promotion review and gives this timeline to the new library
faculty member, Vice President for Academic Affairs, Director of Human Resources, and President. For
review of first-year library faculty, see section VI.C.

VI.B.1. Timeline for library faculty reviews in their second, third, and fourth years

10 weeks before hire date: Candidate submits dossier to Library Personnel Committee

6 weeks before hire date: Library Personnel Committee submits recommendation and dossier to
Library Director

4 weeks before hire date: Library Director submits recommendation and dossier to Vice President
for Academic Affairs

2 weeks before hire date: Vice President for Academic Affairs submits recommendation and
dossier to President

By hire date: President notifies library faculty of reappointment decision

VI.B.2. Timeline for continuing appointment and promotion reviews for library faculty

21 weeks before hire date: Candidate submits dossier to Library Personnel Committee

18 weeks before hire date: Library Personnel Committee submits recommendation and dossier to
Library Director

15 weeks before hire date: Library Director submits recommendation and dossier to Vice President

for Academic Affairs, who convenes and charges the University
Personnel Committee

12 weeks before hire date: University Personnel Committee submits recommendation and dossier
to Vice President for Academic Affairs

10 weeks before hire date: Vice President for Academic Affairs submits recommendation and
dossier to President

8 weeks before hire date: President notifies library faculty of promotion decision and submits

continuing appointment recommendation to the Chancellor of the State
University of New York
Before hire date: Chancellor notifies library faculty of continuing appointment decision
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VI.C. Process and Documentation for First-year Review
VI.C.1. Process for first-year library faculty (including faculty with prior service credit)

VI.C.1.a. After completing three months of appointment, the first-year faculty member
submits a 2-3 page Reappointment Statement and an updated curriculum vitae to the Library Personnel
Committee. The Reappointment Statement should address the following questions:

9 What experiences, credentials, and scholarly/creative interests will be especially

helpful as you define and continue in your role in the library?

What will you be doing in the next year to continue to develop as a librarian?

What scholarly/creative activities are you planning for the next year? How do these

activities fit into your goals for establishing a record of scholarship/creative activity

that will lead to continuing appointment?

9 In what service rolest within and beyond the libraryT do you see yourself making
the greatest contributions?

How will you take advantage of mentoring opportunities?

T
1

VI.C.1.b. In the second year of appointment, the library faculty member begins to follow
the timeline outlined in section VI.B.1, submitting a full dossier to the Library Personnel Committee.
Because this dossier provides an overview of accomplishments in the first year, the first-year library
faculty member should collect materials that demonstrate librarianship, scholarship/creative activity,
service, and professional development.

VI.C.1.c. Throughout the first year of appointment, the candidate should look for
opportunities to refine the plan set out in the Reappointment Statement. The candidate should meet
with her/his mentor and the Library Director to discuss a professional development plan, seek peer
review of library instruction and librarianship, and participate in professional development opportunities
on campus and in the discipline.

VI.C.2. Process for Library Director and Library Personnel Committee

VI.C.2.a. The Personnel Committee should review the Reappointment Statement and
submit a recommendation for second-year reappointment to the Library Director. Reviewing a
Reappointment Statement differs from reviewing a full dossier in that the questions shift from
evaluating evidence to providing feedback on a new library facull @ Y S Y 0 SoNgRofessibdbl | Y
development. In the following year there will be an opportunity to review the full dossier of activities
and accomplishments in the first year, so there is no need to look at an incomplete body of evidence.

VI.C.2.b. These are the questions that the Library Personnel Committee might consider
in reviewing the Reappointment Statement:

9 How might the experiences, credentials, and scholarly/creative interests of this first-
year library faculty member be valuable to the library and campus?

What comments and advice do you have about the first-year library faculty
Y S Y 06 S NI &proffdsionyl deFedpibnt?
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What comments and advice do you have about the first-year library faculty
YSYOSNDRa LYy F2N) Aa0K2f | NBEKALKONBI GAGS
What mentors or resources would be valuable for this first-year library faculty
member to know about?

VI.C.2.c. After this initial review, first-year library faculty members should meet with the
Library Director to discuss their professional development plans. This is an opportunity for conversation
about the Reappointment Statement and elaboration of suggestions and advice that may be in the
Library DirectorQa f S 34 G S NI

VL.D. Process for Evaluating Library Faculty for Reappointment, Continuing Appointment, and
Promotion

VI.D.1. Review by the Library

The review of library faculty for reappointment, continuing appointment, and promotion should involve
input from all tenure-track library faculty members. In this way, the review is informed by multiple
perspectives. The process for eliciting such inputt including whether evaluations are written by
individuals or discussed and then summarized by the personnel committeet should be clarified in the
library faculty guidelines. Any written evaluations used at the library level become part of the review
process and are forwarded to subsequent levels of review.

VI.D.1.a. Library Personnel Committee. The Library Personnel Committee consists of all
library faculty with continuing appointment at or above the rank of the candidate being evaluated.
Personnel Committee members who are on sabbatical or other leaves are eligible to participate in the
review from a distance, provided they have an opportunity to review materials submitted by the
candidate. The committee must also include a faculty member from an academic department at SUNY
Fredonia; that faculty member must have continuing appointment and hold equivalent or higher
academic rank as the candidate under review. The Library Director, in consultation with the Library
Personnel Committee members, appoints an appropriate faculty member from an academic
department. If there are fewer than three faculty of the appropriate rank to constitute a personnel
review committee, additional faculty from outside the library will be appointed by the Library Director,
in consultation with the Library Personnel Committee members.

VI.D.1.b. Faculty candidate presentation/meeting with library personnel committee.
All library faculty candidates have the opportunity to meet with the personnel committee before the
final committee recommendation is submitted to the Library Director. The function of this meeting is to
clarify the record and evidence as portrayed in the dossier, not to be an inquisition of the candidate.

VI.D.1.c. Library Personnel Committee/ K | Aeddirdendbkion to the Library Director.
The[ AO NI NBE t SNA 2 Y Y Sefomnedddtivhisid mesh&randufd or etheEaddressed to the
Library Director, identifying the library faculty candidate by current rank and year of service. The letter
provides a clear recommendation for or against reappointment, continuing appointment, or promotion,

based on the Library DirectorQ & peryohtel committeeQa NBEJASE 2F (GKS YIF GSNAI §

of this recommendation is sent to the library faculty candidate.

VI.D.1.d. Appeal of departmental recommendation. If the library faculty candidate

O

~

a

wishes to correct an error or make a comment aboutthe[ A 6 N} NE t SNA2YYy St /2YYAGGS
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recommendation, he/she should write a letter of appeal to the Library Director. This letter should be

submitted at least one week before the Library DirectorQ&d RSI Rf Ay S F2NJ NEO2YYSYyRAYy
President for Academic Affairs (see sections VI.B.1 and VI.B.2). The candidate should send a copy of the

appeal letter to the Library Personnel Committee Chair.

VI1.D.2. Review by the Library Director

The[ A 0 NI NEs reGicw Nfidtaty 2adulEy for reappointment, continuing appointment, and
promotion should be based on all materials submitted for that personnel review: the dossier, materials
from the Personnel Committee, any written evaluations by individuals or groups within the library,
recommendation from the Library Director, and appeal letter (if one is submitted).

VI.D.2.a. Library DirectorQ @&comkaendation to the Vice President for Academic
Affairs. The Library DirectorQ& NI O 2 Y ¥ SryeRdraindur? of letter, addressed to the Vice
President for Academic Affairs, identifying the library faculty candidate by current rank and year of
service. The letter provides a clear recommendation for or against reappointment, continuing
appointment, or promotion, based on the Library DirectorQa NB JAS6 2F GKS andl GSNA I f 3
evaluation materials submitted by the Library Personnel Committee. A copy of this recommendation is
sent to the library faculty candidate and to the Library Personnel Committee Chair.

VI.D.2.b. Appeal of Library DirectorQ d&comldendation. If the candidate wishes to
correct an error or make a comment about the Lid NJ NB  SrécoudséndagoNBegshe should write
a letter of appeal to the Vice President for Academic Affairs. This letter should be submitted at least one
5SS1T 0ST2NB (GUKS +A0S tNBaAARSYliQa RSIRfmBy&d F2NJ NBO
VI.B.2). The candidate should send a copy of the appeal letter to the Library Personnel Committee Chair
and to the Library Director.

VI.D.3. Review by the University Personnel Committee

Because the decision to retain faculty members indefinitely (continuing appointment) or promote them
to senior academic ranks is a commitment beyond the individual unit, evaluation of all faculty for
continuing appointment and promotion includes review by a University Personnel Committee.

VI.D.3.a. Composition of the University Personnel Committee. The University
Personnel Committee is appointed by the Vice President for Academic Affairs and consists of faculty at
the rank of Professor: two from the College of Arts and Humanities, two from the College of Natural and
Social Sciences, one from the College of Education, one from the School of Business, and one from Reed
Library (at the rank of Librarian). An additional faculty member at the rank of Professor will be elected
by the University Senate. The Vice President for Academic Affairs will appoint one of these members as
chair of the committee. When there is a member on the committee from the same department as a
faculty member under review, that committee member absents him/herself from the discussion and
evaluation of that faculty member.

QX
-

VIP5 do o d ! YA DBSNEA (i eecombdidation ty thd Vice Pesidanfifor i S S Q
Academic Affairs. Thec2 YYA (1 1SS Q& NI Or@eMofaSdyirRdr latteravyftten by the
committee chair and addressed to the Vice President for Academic Affairs. The letter provides a clear
NBEO2YYSYRFGAZ2Y F2NJ 2N I JFAyad O2ylAydzZay3d FLIRAYGY
review of the dossier, Library Personnel Committee recommendation, appeal letter (if applicable), and
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Library DirectorQd NB O2 YYSYRI GA2yd | O2L® 2F GKA& NBO2YYSYR
Library Personnel Committee Chair, and the Library Director.

VI.D.4. Review by the Vice President for Academic Affairs

¢t KS +A0OS t NFB dibrdrySayuliy®areaphbindied, @ontthding appointment, and
promotion is based on evaluation of the dossier and all materials submitted in previous levels of review.

VI.D.4a® + A OS t cdmeendationto thePreditlent of SUNY Fredonia. The
Vice PresidentQa NI O 2 Y ¥ SryeRdraindurz of letter addressed to the President, identifying the
library faculty candidate by current rank and year of service. The letter provides a clear recommendation
for or against reappointment, continuing appointment,and/2 NJ LINR Y2 1A 2y > o6l aSR 2y (K
review of the dossier and all submitted evaluations and recommendations. A copy of this
recommendation is sent to the faculty candidate, Library Personnel Committee Chair, Library Director,
and Director of Human Resources.

VILDAb.! LILISIE 2F GKS A0S t NBalbrRSatuiiDad NBO2YYSy
OF YRARFIGS sAaKSa G2 O2NNBOG Fy SNNRBN 2N YIF{1S | Oz
he/she should write a letter of appeal to the President. This letter should be submitted at least one
$SS]T 0STF2NB GKS +A0S t NilaryNfdubyboir@anmdrdngtathet yS T2 NJ y 2
Chancellor (see sections VI.B.1 and VI.B.2). The candidate should send a copy of the appeal letter to the
Library Personnel Committee Chair, Library Director, and Vice President for Academic Affairs.

VI.D.5. Review by the SUNY Fredonia President

¢ KS t NBaA R Siyrary@adultyNds réhppSitmegt, Tontinuing appointment, and promotion is
based on evaluation of the dossier and all materials submitted in previous levels of review. In the case of
reappointment, the President notifies library faculty of the campus decision to end the process for that
academic year. For continuing appointment and promotion, the President sends a recommendation to
the Chancellor of the State University of New York and sends a copy to the faculty candidate, Library
Personnel Committee Chair, Library Director, Vice President for Academic Affairs, and Director of Human
Resources.

VI.D.6. Response from the Chancellor of the State University of New York

Following the recommendation from the President of SUNY Fredonia, the Chancellor notifies the library
faculty candidate of his/her decision about continuing appointment and/or promotion.

VL.E. Criteria for Evaluating Library Faculty

All faculty are evaluated based on the criteria outlined in the Policies of the Board of Trustees of the
State University of New York. In addition, these policies identify specific interpretations of these criteria
at SUNY Fredonia, based on institutional mission, commitments, and priorities. Library faculty guidelines
may provide further specificity for faculty.
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VL.E.1. Criteria for faculty of the State University of New York

VI.E.1.a. Mastery of subject matter. The Policies define mastery of subject matter & | a
demonstrated by such things as advanced degrees, licenses, honors, awards and reputation in the
subject matter field€ (see Policies X11.A.4.a). Generally, mastery of subject matter is evaluated as a
condition for hiring in a term position.

VIL.E.1.b. Effectiveness in teaching. The Policies define effectiveness in teaching & | a
demonstrated by such things as judgment of colleagues, development of teaching materials or new
courses and student reaction, as determined from surveys, interviews and classroom observationé (see
Policies XII.A.4.b).

VI.E.1.c. Scholarly ability. The PoliciesRS FA Y S & O K& detnoNstrated by usdht A (& &
things as success in developing and carrying out significant research work in the subject matter field,
contribution to the arts, publications and reputation among colleaguesé (see Policies XII.A.4.c).

VI.E.1.d. Effectiveness of University service. The Policies define effectiveness of
University service @ I & R Sad6by slicti things as college and University public service, committee
work, administrative work and work with students or community in addition to formal teacher-student
relationshipsé (see Policies XII.A.4.d).

VI.E.1.e. Continuing growth. The Policies define continuinggrowthd & RSY2y &aG NI (S|
such things as reading, research or other activities to keep abreast of current developments in the
I OF RSYAO SYLX 285SQa FTASEtRA YR 0SAy3d (sedHolBiesi 2 KI YR
XIl.A.4.e).

VL.E.2. Criteria for library faculty of SUNY Fredonia

The criteria for library faculty review at SUNY Fredonia are based on those in the Policies of the Board of
Trustees of the State University of New York, as well as the institutional interpretations, commitments,
and priorities defined in the sections below."” Library faculty are evaluated primarily in the areas of
librarianship (as a form of teaching), scholarship/creative activity, and service, with an understanding
that continued mastery of subject matter and continuing growth occur in each of these areas. All three
areas, as interpreted in the library faculty guidelines, are to be taken into consideration in all library
faculty evaluations. For purposes of evaluation, some activities can fall into more than one category.

VI.E.2.a. SUNY Fredonia statement on effectiveness in teaching. Librarianship is a form
2T GSIOKAYy3IAZ AYy GKFG GKS A0 NI Nindligrdyain césgrdddhs, il Y Ff dzSy
virtual learning environments, and in the activities that enhance student learning. Strong librarianship
fa2 Ay@2t@Sa aOK2ftl NI & Ayl dzAfNBandstuddrdddarni2gy SQ& LINI Ol
attention to instructional design, and assessment of student learning outcomes. Aspects of librarianship
may include a variety of activities such as these:

9 classroom instruction and virtual instruction via course management systems or
virtual reference services

2 Some of the concepts and language of this section have been adapted from materials written by John Kijinski
when he served at Idaho State University.
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guidance in student research

collection development and deselection activities

collaboration with department faculty on assignments

creating lesson plans that enhance student learning

professional development, which allows library faculty to stay current in academic
library and information services and in the field of student learning

assisting department faculty with scholarly research

creating or enhancing cataloging records to enhance retrieval materials

creating web pages that enhance access to library materials

managing independent studies, practice, and courses by contract collaboration with
professional staff

9 development of new modes of instruction such as the integration of technology in
the classroom and online learning tools for instruction

preservation of campus history, official communications, and publications
assistance in the acquisition of information from sources outside the library to
enhance student and faculty research

= =4 =4 =4 =A =4 =8 =8 =4

= =4

Gathering and evaluating evidence of effectiveness should be a routine part of a library faculty
YSYOSNRE IHibHiddhip. Oofsingle Surce of information is an adequate assessment of the
impact on academic achievement. These are some of the most typical sources of information about
effective librarianship:

9 peer review, which may be based on observing library instruction or evaluating
teaching portfolios, sample assignments, or other materials to help students learn
critical narrative reflection on aspects of their own activities in the profession

high academic standards in examples of instructional material, such assignments
developed with department faculty

student evaluations of library instruction

participation in relevant professional development activities

demonstrated improvement in student achievement based on innovations in library
instruction

= =

= =4 =4

VI.E. 2.b. SUNY Fredonia statement on scholarly ability. At SUNY Fredonia, scholarship
is defined broadly, and interdisciplinary approaches are valued. These policies reflect the definition of
scholarship as outlined by Ernest L. Boyer, former SUNY Chancellor and President of the Carnegie
Foundation for the Advancement of Teaching. In Scholarship Reconsidered: Priorities of the
Professoriate,™ Boyer offered a more inclusive paradigm to define the scholarly work of academics that
includes the scholarship of discovery, integration, application, and teaching. Boyer later added the
scholarship of engagement to include scholarly activity that deeply engages faculty in service-learning
and addressing community-relatedneeds.! £ f 2F (KS&S I NBF & Yl & o085
teaching, research, and service work.

" Ernest L. Boyer. Scholarship Reconsidered: Priorities of the Professoriate. New York: The Carnegie
Foundation for the Advancement of Teaching, 1990.

D

X«

w»
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9 The scholarship of discovery involves the investigation and search for new
information, knowledge, theory, and artistic or creative design.

1 The scholarship of integration involves creating connections across disciplines in
order to expand and extend knowledge to a larger audience. This may include
interdisciplinary connections between the arts, humanities, natural sciences, social
sciences, and education.

9 The scholarship of application means using knowledge in order to address pressing
a20AFf YR O2YYdzyAite ySSRa Ay K2LSa 2F ON
expertise is used to help solve problems in and around the university community.
Often times, the social issue and/or social institutions define the program for
investigation.

1 The scholarship of teaching includes those activities that expand the knowledge,
skills, and abilities of others and making public these activities in order to inform a
larger community of teachers. This involves strategies to transmit knowledge that
engages, challenges, and actively involves students in order to enhance learning.

§ Thescholarship of engagementY S ya& daO0O2yySOGAy3d GKS NAOK N
university to our most pressing social, civic, and ethical problems, to our children, to
2dzNJ 30K22f a3 (2 2 dzN¥ (Bofet, 1096)SSMFHcE-lealniigR (2 2 dzNJ
initiatives and community-based collaborative research are forms of engaged
scholarship.

Ideally, the library F I Odzf G & @2dzf R NBLINB&SY ( byiB&y&. Albhdtghall A O 2F G f
faculty must demonstrate mastery of subject matter and ability to engage in the community of scholars

in their fields, some faculty may focus primarily on traditional research and creative activity, leading to

publications, presentations, and performances. Some library faculty may emphasize the scholarship of

teaching, as they bring their expertise not only to their own instruction but to the collective efforts of

curriculum design, assessment of learning, and student engagement. Other library faculty may focus on

scholarship of integration or application, crossing the borders between disciplines or using theoretical

knowledge to solve real-world problems. As a regional public university, SUNY Fredonia also values

community engagement as appropriate scholarship. Over the course of an academic career, library

faculty may engage in activities across this broad mosaic of scholarship.

High quality scholarship and creative activity is evidenced in many ways, as shown in this list of
possibilities for library faculty:

concerts and dramatic performances

refereed publications (books/articles/chapters/essays/reviews)
presentations at scholarly conferences

refereed or adjudicated exhibitions, performances, and readings
collaboration with colleagues in the P-12 system

publication of textbooks and other learning resources

= =4 =4 =4 -4 =9

" Ernest L. Boyer® & ¢hKldsshig of Engagement.£€ Journal of Public Outreach 1.1 (1996): 11-20.
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musical compositions and recordings

organizing symposia and professional meetings

leading collaborative community efforts

editorships

publication in proceedings of scholarly meetings

publication of refereed software

writing and funding of research grants

unrefereed or unadjudicated exhibitions, performances, and readings
publication of creative writing

organizing and chairing sessions at scholarly conferences

serving as a respondent at professional conferences

participation in professional development activities that focus on improving
research productivity or quality

=4 =4 =4 =4 =8 -8 -8 a8 8-

VI.E.2.c. SUNY Fredonia statement on effectiveness of university service. Service is
defined as those professional activities which aid the library, college, university, profession, or
community. Beyond their individual roles in teaching and scholarship/creative activity, the library faculty
share responsibility for the academic mission of the university and therefore play significant roles in
recruitment, assessment of learning, faculty review, accreditation, academic initiatives, and governance.
Such valuable efforts are recognized as important aspects of faculty performance.

Library, college, and university service may include many kinds of activities, such as these:

9 participation on library/college/university committees, advisory boards, task forces,
or councils (including hiring and personnel committees)

participation in library faculty meetings

leadership in campus initiatives

serving as faculty advisor for student organizations

assisting with recruitment and orientation of new students

reviewing internal grants and awards

=A =4 =4 =8 =9

Library faculty also lend their expertise to professional and community organizations. In some instances,

collaboration with community partners may represent engaged scholarship; in other cases, volunteering
2y SQa SELISNI A aiBrarifatultyglideloizS Ray Gif& Nddr kxanpiés specific to the field.

Professional service for library faculty may include these kinds of activities:

serving as an officer in a professional organization
reviewing grants for funding agencies

refereeing papers or books for a journal or publisher
refereeing conference papers

= =4 =4 =4

Professionally related community service activitiesT as opposed to the volunteerism that good citizens
doT may include these kinds of responsibilities for library faculty:

9 speaking on professional or discipline-based topics to civic, public, business, or
professional organizations
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9 serving in a professional capacity on boards of organizations

9 working with colleagues in the public library system

i organizing or participating in public concerts, exhibitions, productions, readings

I working with groups that promote the understandingof2 Y SQ& RA&AOALIX Ay S &
community

9 collaborating with colleagues in the P-12 school system

9 serving as a consultant (paid or unpaid) to governmental or private groups in need

of expert advising

All library faculty are expected to contribute to the service workload of the library and university. No
amount of professional or public service excuses a faculty member from taking on the tasks that are
essential to the academic enterprise.

VL.E.3. Weighting of criteria

Librarianship, scholarship/creative activity, and service are all important components of a library faculty

Y S Y 0 $MExsional role, and confidence that adequate performance in all of these areas will

continue is needed for positive decisions on reappointment, continuing appointment, and promotion.

Quality library services are essential in delivering the academic mission at SUNY Fredonia, and a high

level of expertise in many aspects of the profession is expected of all library faculty. A stellar research

record or extraordinary involvemey i AY & SNIJA OS dliBrafighidontBuindspoihtmeritS RA 2 ONB
Library faculty guidelines offer discipline-specific criteria for librarianship, scholarship/creative activity,

service, and continuing growth.

VI.E.4. Expectations for reappointment
These are the expectations for successful review for reappointment of library faculty:

9 Evidence that the candidate is developing into a good librarian

9 Evidence that the candidate is sufficiently engaged in professional scholarship/creative
activity and planning future scholarship/creative activity

9 Evidence that the candidate is sufficiently engaged in appropriate library, university,
community, and professional service

9 Evidence that the candidate is committed to working with other library faculty and staff to
achievethe libraryQa 321 f a

9 Evidence that the candidate is satisfactorily progressing toward expectations for continuing
appointment

VLE.5. Expectations for continuing appointment and promotion to Associate Librarian
Continuing appointment and promotion are separate personnel recommendations but are normally
granted together. These are the expectations for successful review for continuing appointment and

promotion to the senior rank of Associate Librarian:

9 Evidence that the candidate is a very good librarian and will actively continue to develop as
a librarian
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9 Evidence that the candidate has engaged in scholarly/creative activity which has been peer
reviewed outside of Fredonia and that the candidate will continue to mature as a scholar
9 Evidence that the candidate has engaged in significant library, university, and professional
service and will continue to do so
9 Evidence that the candidate is committed to working with other library faculty and staff and
the university to achieve the libraryQ a8 dzy}AROSNB A G Qa 3I2+f & YR gAff

VI.E.6. Expectations for early continuing appointment and/or promotion for library faculty

Most library faculty are reviewed for continuing appointment and promotion to Associate Librarian in
the sixth year of appointment (see the regular timeline in section VI.A.1). Continuing appointment is
granted based on sustained accomplishments across the years of review; it is not awarded as soon as
one demonstrates a minimal threshold of achievements. Only cases in which librarianship,
scholarship/creative activity, and service are all at exceptional levelsT i.e., well beyond what would be
expected for application for continuing appointment and/or promotion at the normal timeT could be
considered early. Candidates may apply for early continuing appointment and early promotion to
Associate Librarian only once.

VI.E.7. Expectations for promotion to Librarian
These are the expectations for successful review for promotion to the most senior rank of Librarian:

9 Evidence that the candidate is a very good and innovative librarian and will actively continue to
develop as such

9 Evidence that the candidate has continued to be engaged in professional scholarly/creative
activity which continues to be peer reviewed outside of Fredonia, has reputation for excellent
scholarship/creative activity outside of Fredonia, and will continue to mature as a
scholar/performer

9 Evidence that the candidate has continued to be engaged in significant library, university, and
professional service, has taken leadership roles in some of service activities, and will continue to
do so

9 Evidence that the candidate has the ability and willingness to work with other library faculty and
staff and the university to achieve thef A 0 &J INE R dzy A ZhBdINGE dontiButd dosb2 | f &

VI.E.8. Expectations for promotion for library faculty who assume significant leadership
positions within the university

Assistant and Associate Librarians who fill significant leadership positions within the university should be
reviewed in the context of their responsibilities. In such cases, the candidate record is evaluated not
only through the lens of broadly defined scholarship described in these policies but also through
assessment of performance in the assigned role.
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VL.F. Department Policies
VL.F.1. Department guidelines and handbooks

Each department publishes and regularly reviews its own personnel review guidelines to supplement
these university-level policies with discipline-specific interpretations and expectations for the evaluation
of teaching, scholarship/creative activity, and service. Library faculty guidelines must be approved by the
Library Director and Vice President for Academic Affairs. When candidates are appointed to term library
faculty positions, they are given copies of the library personnel guidelines, these SUNY Fredonia policies,
and the Policies of the Board of Trustees of the State University of New York.

VL.F.2. Relationship of department guidelines to SUNY and SUNY Fredonia Policies

The library faculty guidelines may offer specific interpretations of terms, criteria, and departmental
procedures, but they must be aligned with the policies of SUNY Fredonia and the Policies of the Board of
Trustees of the State University of New York.

VI.G. Documentation for Reappointment, Continuing Appointment, and Promotion®’

Evaluation of term library faculty is based primarily on review of the dossier submitted by each library
faculty member under review. Like all scholarly projects, dossier preparation requires reflection,
gathering of appropriate evidence, good writing, and professionalism.

VIL.G.1. Electronic and print dossier formats

Although SUNY Fredonia may move to all-electronic format for dossiers in the future, the current
practice is to submit print dossiers, generally in the form of a three-ring binder with pages divided into
sections. Library faculty who wish to submit materials electronicallyt on CD or websiteT may do so,
provided that the Library Personnel Committee has approved this format.

VI.G.2. General principles of dossier preparation

VI.G.2.a. Dossier for reappointment review. The dossier for reappointment review
presents narratives and evidence of effectiveness in a particular review period. The dossier should
include the accomplishments only of the review period, along with commentary about planned work
and work in progress. The dossier for reappointment review presents an argument that assists reviewers
AY yagSNAYy3I GKS liezsydF G Oz I & ¢ IY SdntolsduE dhat e N A
aK2dzZ R 0S NBFLILRAYIGSR FT2NJ Fy2GKSNJ @S NK¢E

VI.G.2.b. Dossier for continuing appointment and/or promotion review. The dossier
for continuing appointment and/or promotion review presents narratives and evidence of effectiveness
over the years from initial appointment (for continuing appointment and promotion to Associate
Librarian) or since the last promotion (for promotion to Librarian). For continuing appointment, the

dossier presents an argument that assists reviewers in answerind G KS |j dzSa G A 2lgrary a1 2 &

R2

Fl Odzf Gé& YSYoSNDa ¢2N] FONRraa |ttt NBFa RSY2yadNt

> Some of the concepts and language of this section have been adapted from materials that Virginia Horvath
wrote for workshops at other institutions on documentation of faculty work.
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VI.G.2.c. Audience of the dossier. Although review of the dossier begins in the library,
some readers are from outside the discipline of the library faculty candidate. Therefore, the dossier
should be written as clearly and specifically as possible for a general academic audience. A well-
LINS LI NER R23aaASN) aK2ga NBaLISOG T2NI NBFRSNBQ GAYS
way.

VI.G.2.d. Organization of the dossier. Each dossier may be presented in slightly
different ways, based on the discipline, department guidelines, and the library ¥ | Odzf G & OF yRARI G S
style and preferences. The outline in section V.G.3 offers general guidelines for organizing dossiers
according to the criteria of the Policies of the Board of Trustees of the State University of New York and

the broad view of scholarship/creative activity described in these SUNY Fredonia policies.

VI.G.2.e. Format of the dossier. A print dossier should be compact, professional looking,
and easy to navigate (room to turn pages, labeled sections clear cross-reference). Library faculty
candidates preparing dossiers should assume the same principles that guide their responses to
professional writing: stacks of raw data, poorly organized or written documents, or
padded/misrepresented files are inappropriate.

VIL.G.2.f. Time. Preparing a professional dossier requires time for both thinking and
assembling materials. Library faculty candidates should start the process early and seek feedback and
advice from colleagues.

VI.G.3. Content of the dossier

Library faculty should prepare the dossier according to this outline and submit all materials to the
Library Personnel Committee by the established date (see section VI.B.1 and VI.B.2). This outline and
timeline do not apply for library faculty in their first year of appointment (see section VI.C.).

Information included in reappointment dossiers refers to what was accomplished only during the year
under review. Dossiers for continuing appointment and/or promotion review include information for all
years on appointment at SUNY Fredonia (or for promotion to Librarian, since the last promotion).

VI.G.3.a. Letter of transmittal. A brief letter of transmittal should be addressed to the
Library Director, summarizing what is most important about the record under review.

VI.G.3.b. Section on mastery of subject matter. This section should include only an
updated curriculum vitae, with any accomplishments, degrees, certificates, licenses, or awards attained
in the review period highlighted.

VI.G.3.c. Section on effectiveness in teaching. This section of the dossier provides a
reflective narrative and evidence of effectiveness of librarianship. Appendix B of these policies includes
more detailed suggestions for documentation.
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Narrative about librarianship, including reflection on peer evaluation and student
course evaluation of instruction

Library instruction undertaken in the review period, with enrollments

Lesson plans developed or significantly revised

Summary of library responsibilities and approach

Peer evaluations of librarianship activities (at least two)

Student evaluation results

Publications, presentations, and grants related to library instruction and library
services

Librarianship awards and recognitions

Evidence of student engagement and learning

Other examples of scholarly approach to librarianship

VI.G.3.d. Section on scholarly ability. This section of the dossier provides a reflective
narrative and evidence of scholarship/creative activity, as described in these policies. Appendix B of
these policies includes more details suggestions for documenting scholarship and creative activity.

T

=8 =4 =4 = -8 -8 -8 -8 -8 f

Narrative about scholarship/creative activity, including reflection on progress
toward goals and possible new lines of inquiry

Websites and databases developed, updated, or maintained
Publications

Performances, exhibitions, or shows

Grants

Community engagement

Musical compositions, recordings, conducting

Scholarly presentations

Collaborative work with students and department faculty
Other evidence of scholarship/creative activity

Work in progress

VI.G.3.e. Section on university service. This section of the dossier provides a reflective
narrative and listing of professional service, as described in these policies. Appendix B of these policies
includes more detailed suggestions for documenting service.

= =4 =4 =4 -8 -8 =9

Narrative about service during the review period

Service to the university

Service to the library

Professional service to the community

Service to the discipline

Professional consulting, technical advising, or other service
Other service activities

VI.G.3.f. Section on continuing growth. This section of the dossier provides a reflective
narrative and listing of activities that demonstrate continuing growth, as described in these policies.
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Narrative about continuing growth during the review period

Courses or workshops taken

Certificates or licenses attained

Participation in professional development opportunities

Professional conferences attended

Bibliography of significant professional reading during the review period
Other activities for learning and continuing growth

=A =4 =4 =4 -8 -8 -9

VI.G.3.g. Appendices. Materials in the Appendixes should provide clearly labeled
evidence to support the sections of the dossier. The main part of the dossier should refer reviewers to
support materials in the appendices. These are the kinds of materials that are typically included in
appendices:

Artifacts of instruction (sample materials, web sites, assignments, student work)
Summaries of student feedback on instruction

Copies of publications and presentations

Materials that document performances, shows, exhibitions

Grant proposals

Reports or documents related to community engagement

Reviews of publications/presentations/concerts/exhibitions

Other support documents

= =4 =4 =4 =4 -4 -8 =9

VII: Review of UUP Professional Staff
VII.A. Career Timelines for UUP Professional Reviews
VII.A.1. Timeline for reappointments leading to permanent appointment

According to the Policies of the Board of Trustees of the State University of New York, at the time of hire
the Supervisor should provide the professional with dates for every reappointment, based on the
original date of hire:

9 Inthe first year of appointment, the professional is notified of renewal 3 months before the
end of the first year of service (or no later than March for terms ending in June, July, or
August).

9 Inthe second year of appointment, the professional is notified of renewal 6 months before
the end of the second year of service.

9 Every year between the second year of appointment and permanent appointment, the
professional is notified 12 months before the date of reappointment.

VII.A.2. Early review for permanent appointment

To be eligible for early review for permanent appointment, the professional must request early review in
writing. The same basic timeline for the review process is established once the early review date is set.
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VII.B. Annual Timelines for UUP Professional Reviews for Reappointment and Permanent
Appointment

The following campus procedure begins with the Human Resources office notifying the supervisor (with
a copy to the appropriate Vice President) 3 months in advance of the 3-, 6-, or 12-month
reappointments. This 3-month advance allows the professional time to prepare materials for continued
reappointment.

8 weeks before the hire date: UUP professional submits materials for review

6 weeks before the hire date:  Supervisor submits recommendation to intermediate
supervisor16

4 weeks before the hire date: Intermediate supervisor submits recommendation to Vice
President

2 weeks before the hire date: Vice President submits recommendation to the President
By the hire date: President notifies the professional of the decision.

VII.C. Process and Documentation for UUP Professional Probationary Review
For probationary review, professionals and their supervisors should follow the guidelines for evaluation
of UUP professionals (VII.D) whether during probation period or later in career.

VII.D. Process for Evaluating UUP Professionals for Reappointment and Permanent Appointment

Professionals submit appropriate documentation (see section VII.G) and follow the scheduled timeline
for reappointment and permanent appointment (see section VII.B). Following receipt of each
recommendation, the professional has the right to submit a correction or response to the
recommendation. The response should be a memo directed to the supervisor for the next level of
review.

VIL.E. Criteria for Evaluating UUP Professional Staff of the State University of New York

The Policies of the Board of Trustees of the State University of New York outline five major criteria for
evaluating professionals as satisfactory or unsatisfactory:

VII.E.1. Effectiveness in performance. The Policies define effectiveness in performance & | a
demonstrated for example, by success in carrying out assigned duties and responsibilities, efficiency,
productivity, and relationship with colleagues. (see Policies XII.C.5.a).

VIILE.2. Mastery of specialization. The Policies define mastery of specialization & | a
demonstrated, for example, by degrees, licenses, honors, awards, and reputation in the field (see
Policies XI11.C.5.b).

16 Depending on the position and division, there may not be all of these levels of supervision and review. The
timeline is adjusted to reflect the position and its review accurately.



DRAFTt March 4, 2009 36

VII.E.3. Professional ability. The Policies define professional ability & | d@monstrated, for
example, by invention or innovation in professional, scientific, administrative, or technical areas; i.e.,
development or refinement of programs, methods, procedures, or apparatus (see Policies XII.C.5.c).

VII.E.4. Effectiveness in University service. The Policies define effectiveness in University service
a I dd@monstrated, for example, by such things as college and University public service, committee work,
and involvement in college or University related student or community activities (see Policies XII.C.5.d).

VII.E.5. Continuing growth. The Policies define continuing growth & | d@monstrated, for
example, by continuing education, participation if professional organizations, enrollment in training
programs, research improved job performance and increased duties and responsibilities (see Policies
XlI.C.5.e).

VIL.F. Process for Promotion (on-campus searches and/or reclassification) of UUP Professional Staff

VILF.1. Definition. Wt NB ¥ 2y Q A &he RIBIF af yh&BRardiofyTrustees of the State
University of New Yorkl & a 'y AYONBFaS Ay | LINRFSaarzyl f
title and movement to a higher salary rank, resulting from a permanent significant increase or change in
his or her duties and responsibilities as a consequence of movement from one position to another of
greater scope and complexity of function at the same or different collegeé (X11.C.2.a). If the position is
designated as one that can be opened up to an internal search only, then the Human Resources Director
will designate it as such, and on-campus individuals may apply for the position. If the position is not
filled by a current on-campus employee, then the search will be broadened to a regional, SUNY, or
national search.

VII.F.2. Reclassification. If an employee wants his/her particular position to be reclassified
based on a permanent significant increase or change in duties and responsibilities, he/she must state
the case for the reclassification in writing and submit the documentation to the supervisor. The
reclassification request is reviewed by the supervisor and the Director of Human Resources and, if found
to be appropriate, is then sent to each of the individuals in the supervisory chain of command for
approval.

VII.F.3. Titles and job descriptions. The Management Advisory Committee on Classification and
Compensation (MACC) is the Guide to UUP bargaining unit Titles and Job Descriptions.

VII.G. Documentation for Reappointment and Permanent Appointment of UUP Professionals

VII.G.1. Rationale. Professionals may submit documentation of accomplishments to be used in

evaluation for reappointment and permanent appointment so that supervisors and reviewers at every
levelseetK S LINP FSaaAz2zylt Qa SUARSYOS F2NJ SIFOK 2¥F

VII.G.2. Format. Although SUNY Fredonia may move to all-electronic submissions in the future,
currently professionals should submit print documentation unless the supervisor has given permission
for electronic format.

VII.G.3. Content. The following outline is recommended as a way of organizing the
documentation submitted for evaluation:
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VII.G.3.a. Cover Sheet
T /FTYRARIGSQa yIFIYST LINRPFSaaArzylf &l fl NB
1 Title
9 Date of hire
9 Date for consideration of reappointment and continuing appointment

VII.G.3.b. Current Resume

VII.G.3.c. Two-page narrative (maximum): this is a reflective statement on success with
the performance objectives as related to the five SUNY Policies criteria: effectiveness in performance,
mastery of specialization, professional ability, effectiveness in University service, and continued growth.

VII.G.3.d. Supporting Documentation (optional): this may include additional evidence
that demonstrates satisfactory performance in the criteria for review, including ways that the
professional has used feedback and suggestions from previous reviews



