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1. EVALUATION OF THE FACULTY
a) Faculty Evaluations
Faculty are evaluated on a periodic basis through the following instruments of
evaluation: self-evaluation, formative evaluation by department chairs, student
evaluation of teaching, and advising evaluation by the faculty’s advisee. Faculty are
evaluated by department chairs who in turn are evaluated by the Vice President for
Academic Affairs. Nontenured faculty are evaluated annually and tenured faculty are
evaluated every five years. The evaluation process begins with the faculty member’s
self-evaluation. The self-evaluation is turned in to the faculty member’s department
chair or other supervisor who then writes a separate formative evaluation of the faculty
member. Evaluations are signed by both the supervisor and the faculty member. The
purpose of the formative evaluation is to help faculty members improve as teachers and
as members of University of Saint Mary faculty.
Student and advising evaluations are an opportunity for students to give feedback to the
faculty. Ongoing feedback should be sought during the term of any course, with student
evaluations required at the end of all courses. Advising evaluations are administered
periodically through the Vice President for Academic Affairs or the Vice President for
Overland Park and Graduate Dean’s office.

b) Teaching Portfolios
(1) Purpose
University of Saint Mary recognizes excellence in teaching as the most important
attribute of a faculty member. The University also recognizes that it is also the
responsibility of all faculty to maintain a program of ongoing professional growth
including scholarship and research, professional contribution and service, service to the
University, and service to the community. The faculty teaching portfolio, which is
maintained by each faculty, contains evidence of the faculty’s performance in the areas
of teaching, professional growth, professional contribution, and service to the University
and the community.

(2) Contents and Longevity
The teaching portfolio should include the following types of information: evaluations, i.e.,
self-evaluations, department formative evaluations, student evaluations, and advising
evaluations; evidence of teaching and advising effectiveness (see Table I); and evidence
of professional growth, i.e., professional growth plans, end-of-year activity reports, and
summative measures of professional growth.
Maintaining a teaching portfolio is an ongoing process. Information contained in the
portfolio is used by the rank and tenure committee to evaluate teaching and advising
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effectiveness and to make recommendations for promotion in rank or tenure.
Information maintained in the teaching portfolio should be timely. Information from the
teaching portfolio may be requested and used in the formative evaluation by the
department chairs.
Evidence of Teaching and Advising Effectiveness
Table 1 shows a matrix which illustrates the types of supporting information that could be
maintained in a teaching portfolio as evidence of teaching and advising effectiveness.
Sufficient supporting information from each column of the matrix should be maintained to
demonstrate effectiveness in each of the major areas.

(a) Evidence of Professional Growth
It is the responsibility of all faculty to maintain a program of ongoing professional growth.
This process begins with the submission of a faculty growth plan. Usually, these plans
are submitted at the end of the preceding academic year and include plans for summer
and the following academic year. For nontenured faculty, the faculty growth plan is
submitted annually for the next year. Faculty growth plans must be approved by the
department chair or Vice President for Academic Affairs. As evidence of professional
growth, all faculty are expected to participate in the review process of the rank and
tenure committee.
As evidence of professional growth, the following information should be maintained in
the teaching portfolio: faculty growth plan, end-of-year activity reports, and summative
measures of professional growth.
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Table 1
Evidence of Teaching and Advising Effectiveness

Supporting Information
produced solely by the
faculty member

Supporting Information
produced jointly by
faculty members and
others

Supporting Information
produced solely by
others

Knowledge of
subject matter

Course syllabi with
Bibliography
Lecture notes
Published or
unpublished works
Research
Grant proposals
Papers presented at
Professional
Meetings

Major graduate work
Reviews of peer works
Consulting work

Formative evaluations
Student evaluations
Summative measures
Awards

Pedagogical
techniques

Course syllabi
Tests
Assignments
Lesson Plans
Use of technology
Innovative teaching
Methods

Graded tests
Graded assignments
Grade distributions
Video tape of class
Participation in peer
collaboration
programs

Student evaluations
Supervisor observations
Formative evaluations
Summative measures

Advising and
out-of-class
activities with
students

Number of advisees
d frequency of
and
ti
Meetings
Tutoring activities

Students’ advising
plans
Sponsorship of student
activities
Participation in
student-sponsored
ti iti
activities

Advising evaluations
Summative measures

Major Areas
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c) Rank and Tenure Committee
(1) Purpose
The rank and tenure committee recommends candidates for promotion in rank and
award of tenure or both.

(2) Membership
The rank and tenure committee consists as an entity separate from the Faculty Senate.
The following are constraints on membership to the rank and tenure committee:
Membership is limited to current full-time faculty who hold the rank of assistant professor
or above and who have at least three years service at University of Saint Mary.
All of the members must be tenured faculty members of University of Saint Mary.
The rank and tenure committee consists of five members. One member of the
committee is appointed by the president. Four members are elected by the faculty-atlarge. The committee elects the chair by majority vote of the full committee membership.
Members serve two-year terms unless filling a vacancy.
Terms are staggered so that at least two members are elected or appointed to the
committee each year.
No one may serve more than four consecutive years on the committee.
No one may serve on the committee during the year in which he/she applies for
promotion in rank.

(3) Recommending Promotions in Rank and Award of Tenure
In recommending candidates for promotion in rank or award of tenure, the committee
examines applications and associated materials from qualified candidates seeking
promotion or award of tenure. The committee ascertains whether or not the candidate is
currently in compliance with the requirements of the particular rank or tenure for which
the candidate has applied. In its deliberations, the committee may research and solicit
additional information as it deems necessary in order to make its recommendations.
The committee shall adhere to the following timetable:
On or before September 1, the committee posts a letter to all full-and half-time faculty
members referring them to the Faculty Handbook for promotion and tenure criteria and
guidelines.
No later than September 15, all candidates must notify the rank and tenure committee in
writing of their intent to apply for promotion in rank or tenure. No later than September
20, the committee notifies the president’s office of the names of the candidates
requesting promotion in rank or tenure. These names will be posted with the following
notification:
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All members of the University community are reminded that they are free to submit
letters and other materials to the rank and tenure committee on any candidate. All such
information must be submitted in writing on or before October 15.
Candidates must submit their letter of application for promotion in rank or award of
tenure and all supportive materials to the committee on rank and tenure on or before
October 15.
During the period October 15 to December 1, the committee deliberates the merits and
makes recommendations concerning each candidate. The teaching portfolio may be
clarified through written inquiries between the committee and the candidate. The
committee may gather appropriate information from the University community and other
sources in order to corroborate information submitted by the candidates or any other
person. All deliberations will be kept confidential. Upon the conclusion of deliberations,
the committee will vote on each candidate.
On or before December 1, the committee submits its report, including recommendation
on each candidate, and all application materials to the Vice President for Academic
Affairs. At the discretion of the Vice President for Academic Affairs, he/she may meet
with the rank and tenure committee to discuss the report, including recommendation on
each candidate.
On or before December 15, the committee submits its report, including recommendation
on each candidate and all application materials to the president. The Vice President for
Academic Affairs will submit a separate written recommendation. For each candidate,
the report will also contain the vote of the committee, and a narrative summarizing the
candidate’s achievements since his/her last promotion in rank or commencement of
employment at University of Saint Mary if this is the candidate’s first promotion in each of
the following areas:
(a) teaching effectiveness (see Table 1),
(b) service to University of Saint Mary including such things as leadership activities,
course or program development, grant writing or administration, significant
committee work within CMS, significant committee work outside CMS,
sponsorship of student activities and similar service to the University,
(c) professional growth including such things as additional degrees conferred or
formal studies, publications, summative measures of growth and similar
measures of professional growth, and
(d) professional contribution including such things as presentations or attendance at
professional meetings, active participation in professional societies, awards,
commendations for professional work and similar measures of professional
growth.

d) Promotion and Tenure
(1) Definition of Tenure
In general, tenure is a continuous faculty appointment at University of Saint Mary until
resignation, retirement, or dismissal due to financial exigency or cause as specified in
this handbook, declining enrollment in the University or in any department or unit thereof,
or reduction or discontinuance of a program, department, or unit.
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(2) Teaching Experience
The ranked teaching experience required for each faculty rank is detailed in this
handbook.
One year of full-time, ranked teaching experience means that an individual has fulfilled
the duties and responsibilities of a ranked faculty member for a complete academic year,
i.e., two semesters of full-time service per year.
One year of full-time, ranked teaching experience at any regionally accredited college or
university is equivalent to one year of full-time, ranked teaching at University of Saint
Mary, with the provision that a stated minimum of full-time teaching service at University
of Saint Mary is usually required before promotion to the next rank as described in this
handbook.

(3) Half-Time Faculty
Since a half-time faculty member only carries half the teaching load of a full-time faculty
member, half-time faculty are ordinarily expected to take twice the amount of time
necessary for promotion to the next rank, i.e., eight additional years for promotion to
associate professor, and six additional years for promotion to professor as full-time
faculty. Half-time faculty are not eligible for tenure.

(4) Criteria for Promotion
(a) Teaching and Advising Effectiveness
University of Saint Mary recognizes that effective teaching is the most important attribute
of a faculty member. It is also the most important criterion for promotion in rank or
tenure. Effective teaching and advising is evaluated in the following major areas:
knowledge and currency in one’s teaching field, teaching abilities, advising and other
out-of-class activities with students.
(i) Knowledge and Currency in One's Teaching Field
Effective teaching necessitates active involvement in the intellectual and scholarly
developments of one’s teaching field. Evidence of one’s knowledge and currency in a
teaching field includes, but is not limited to, the following:
Additional graduate education or other self-education or achievement; participation in
professional organizations, meetings, and workshops; changes in course syllabi and
textbooks to reflect current developments in the field; publication, invention, or artistic
work; review of submissions to peer review journals of creative works; and research
grants and projects.
Because appropriate research in one discipline may not be recognized as appropriate in
another discipline, an individual faculty member’s research, publication, or creative work
should be evaluated in terms of quality, level of recognition among peers, and
significance to the particular discipline.
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(ii) Teaching Abilities
The attributes and qualifications which should be considered and documented in
assessing teaching effectiveness may include, among others, the following:
demonstrated ability to organize subject matter and to present it clearly, logically, and
imaginatively; demonstrated ability to relate one’s subject to other areas of knowledge;
demonstrated ability to provoke and broaden student interest in the subject matter and
participation in the field of study; demonstrated ability to develop and utilize effective
teaching methods and strategies; and demonstrated possession of the attributes of
integrity, enthusiasm, open-mindedness, and objectivity in teaching.
The evidence which should be considered and documented in assessing teaching
effectiveness may include the following: course syllabi, samples of tests and assigned
homework, samples of graded student work, end-of-course student evaluations, advising
evaluations, classroom observations or video tapes, participation in peer collaboration
activities, utilization of innovative teaching techniques, and student surveys or
interviews.
(iii) Advising and Other Out-of-Class Interactions with Students
Advising plays a significant role in the education of students. Evidence of one’s advising
abilities and out-of-class interactions with students may include the following: advising
evaluations, number of advisees and frequency of meetings, sample students’ advising
plans, office hours, and sponsorship or participation in student activities.

(b) Ongoing Professional Growth, Including Professional Contribution and
Service
To be vibrant and growing, a University must depend on the ongoing professional growth
of its faculty. At all times, faculty members should maintain a high level of professional
competence. To be eligible for promotion in rank, a candidate must demonstrate a
major growth project, e.g., earning an additional degree, publishing a major work or
other significant professional growth, on an annual basis. Evidence of professional
service may include the following: active participation in the business of professional
organizations, e.g., election or appointment to offices or committees; reading papers
before learned societies; and service in the individual’s professional area as a consultant
or in a research capacity. Work completed since the last rank and tenure review will be
required and considered by the rank and tenure committee in subsequent reviews.

(c) Service to the University
Faculty members are expected to participate in other operational concerns of the
institution which include service in such areas as the following: service on department
committees, attendance at department meetings, and participation in the decision
making and curriculum development processes; service as a moderator of student
activities; fulfillment of special assignments, e.g., administrative assignments such as
recruitment, research for the University, or other similar service to the University; and
service as a chair of a department or a committee, or as a director of a program.
Evidence of one’s service to the University is usually contained in the end-of-year activity
report.
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(d) Service to the Community
Faculty members should make their unique expertise available to others in their
community or profession. Evidence of professional and community service may include
the following: appointment in a scholarly capacity to a state or national post; service on
local, state, or national boards; active participation in the business of professional
organizations, e.g., election or appointment to offices or committees; service in the
individual’s professional area as a consultant or in a research capacity; service as a
resource person; and lectures to community groups.

(5) Procedures for Promotion and Tenure
(a) Candidate Responsibilities
Nontenured faculty members are responsible for notifying the committee on rank and
tenure when they are in the sixth year of full-time service or its equivalent or as stated in
their contract of employment. Candidates for tenure are responsible for submitting to the
rank and tenure committee the same documents as required for promotion in rank. On
or before September 15, all candidates must notify the rank and tenure committee in
writing of their intent to apply for promotion in rank or award of tenure. Candidates must
submit their letter of application for promotion in rank or award of tenure and all
supportive materials to the committee on rank and tenure on or before October 15.
The application for promotion in rank or award of tenure must contain, but is not limited
to, the following: a letter of application outlining why the candidate should be promoted
or awarded tenure; a letter from the department chair which includes a recommendation
concerning the candidate’s application; an up-dated curriculum vita; the candidate’s
teaching portfolio containing all evaluations, i.e., all self-evaluations, formative
evaluations by department chairs, student evaluations, and advising evaluations since
the last review by the rank and tenure committee; evidence of teaching and advising
effectiveness; evidence of professional growth including professional contribution and
service since the last rank and tenure review or since initial appointment if this is the
candidate’s first application for promotion or tenure; and evidence of service to the
University and community since the last rank and tenure review or since initial
appointment if this is the candidate’s first application for promotion or tenure.
When a faculty member is eligible to apply for advancement in rank one year after
application for tenure, the application for both advancement in rank and tenure may be
made at the time the applicant applies for tenure.

(b) Rank and Tenure Committee Responsibilities
See Recommending Promotions in Rank and Tenure in Section II. D. 3. c) 3) above.
(page 38.)
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(c) Administrative Responsibilities
After reviewing the recommendation of the rank and tenure committee, the Vice
President for Academic Affairs makes his/her separate recommendation on each
candidate. At his or her discretion, the Vice President for Academic Affairs may meet
with the rank and tenure committee to discuss any recommendation. The rank and
tenure committee and the Vice President for Academic Affairs forward their separate
recommendations to the president as stated in this handbook.
The president determines what action to take on the recommendations received from the
rank and tenure committee and the Vice President for Academic Affairs, and, if
appropriate, forwards his or her recommendation to the Board of Trustees for
consideration at the first Board meeting of the new calendar year. The president
communicates the final decision by the Board of Trustees in writing to the candidate no
later than March 1.

(d) Reconsideration for Denial of Promotion in Rank or Award of Tenure
Grounds for reconsideration must include at least one of the following: institutional
procedures not observed, error of fact at the time of application, bias on the part of the
decision-makers, or violation of academic freedom, prohibited discrimination or other
constitutional right. Any such appeal must be made prior to the first day of class in the
contract year immediately following the contract year in which the initial decision was
made.
For appeal of a reconsideration, the candidate uses the grievance procedures outlined in
this handbook.

(e) Terminal Contract on Denial of Tenure
If tenure is not awarded by the University to a faculty member on a tenure track
appointment prior to the beginning of his/her seventh year of continuous full-time
service, the seventh year of employment will be the final year during which the faculty
member is eligible for employment or employed at the University.

(6) Exceptions to Criteria for Rank and Tenure
Exceptions to the above criteria for promotion in rank or tenure may be made by the
president after consultation with the Vice President for Academic Affairs and the
candidate’s department chair, notice to the rank and tenure committee, and on approval
of the Board of Trustees.

e) Post-tenure review
(1) Rationale
Tenure is earned and awarded as a sign of a faculty member’s commitment to University
of Saint Mary and its Mission and, on the other hand, as a sign of the University’s
commitment to the faculty member. As such, tenure represents mutual trust and
responsibility.
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Recognizing that a tenured faculty member represents a potentially career-long
commitment and acknowledging that both the University’s and the faculty member’s
goals are ever-evolving, the faculty and administration view a regular post-tenure review
process as a means, but not exclusively, to assure continual growth of the University’s
Mission. A post-tenure review calls a tenured faculty member to look at and renew the
shared commitment in terms of his/her life-long career at University of Saint Mary.
Undergirding the post-tenure review process must be a strong and firm support of the
Mission of University of Saint Mary as well as the important issue of academic freedom
which constitutes the foundation of scholarship and teaching in all institutions of higher
education. Undergirding the post-tenure review process is the foremost recognition that,
in line with the University’s Mission, the heart of the University is its students, their
learning, and the assurance that they achieve such learning.

(2) Purposes
As part of continual evaluation on all levels of the University, a post-tenure review serves
the University and its administration in the following ways:
• To restore a shared commitment to collegial management and improvement of
the University;
• To affirm and reward outstanding performance and, conversely, to detect and
respond to areas of weakness of performance;
• To identify new ways of harmonizing faculty interest with department/University
needs;
• To assure internal and external accountability to students, faculty peers, the
University, the Board of Trustees, and the public.
A post-tenure review serves a tenured faculty member in the following ways:
• To renew a shared commitment to personal and professional growth;
• To celebrate on-going professional development that also celebrates the viability
of a life-long career at University of Saint Mary;
• To recognize and reward a tenured faculty member as he/she pursues advanced
levels of teaching, scholarship, and service;
• To create a way for a tenured faculty member to serve as a model for the
University community.

(3) Process
The post-tenure review will occur every five years to begin with the year following a
faculty member’s tenure award. (If this review comes within a year of promotion to
professor, the application for promotion and the post-tenure review may be combined.)
Materials will be reviewed by the Rank and Tenure Committee in the spring semester of
the year.
Materials from the tenured faculty member will be submitted to the Committee by
February 1 (materials will include a department chair review); the Committee’s
recommendations will be submitted to the Vice President for Academic Affairs by March
10 who will submit them to the President by April 15.
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The Committee will submit their written findings and recommendations to the Vice
President for Academic Affairs who reviews them and passes the Committee’s report
and a Dean’s report to the President.
The faculty member will meet with the Vice President for Academic Affairs to discuss the
findings of the reports. This discussion provides an opportunity to consider options for
recognition and reward, and if there are recommendations for growth or improvement, a
timeline will be mutually established.
The Vice President for Academic Affairs will publicly acknowledge and celebrate the
completion of such a review, perhaps making the person a “Scholar of Excellence” for
the next year or the faculty member’s giving a talk or being part of a panel on a subject
of the scholar’s choice. Given the financial situation of the University, if it is feasible, the
tenured faculty may be given remuneration for the completion.
The Vice President for Academic Affairs will inform the Board of Trustees that such
review has occurred for faculty members in a given year.
(In the unusual circumstances where a review is deemed necessary by the department
chair and/or Vice President for Academic Affairs, they will confer with the faculty member
and establish a review time out of the ordinary sequence.
For appeal for reconsideration of the findings or recommendations, the tenured faculty
member will use the Grievance Procedure in the Faculty Handbook.)

(4) Evidence
The post-tenure review process reiterates the University’s Mission to “educate[s] student
of diverse backgrounds to realize their God-given potential and prepares them for valuecentered lives and careers that contribute to the well being of our global society.” The
post-tenure review process is initiated and undertaken in the spirit of the University’s
values of “community, respect, justice, and excellence.”
The late educator Ernest L. Boyer said in one of his last interviews, “Excellence in
education means excellence in teaching.” This statement reiterated a theme developed
and propounded for many years of his life as a scholar and educator, a theme simply
stated as “the scholarship of teaching.”
With excellence in teaching as the goal of University of Saint Mary, a faculty member
undergoing a post-tenure review will give evidence of the ways he/she models and
exercises excellence in his/her scholarly life and classroom. The faculty member will
consider the following areas and/or questions to stimulate a response for the review.
Materials for review can include written, performing, oral, and/or visual evidence as the
faculty member deems appropriate to the field and his/her best representation of work.
TEACHING AS DISCOVERY
What new courses have I designed? Results of the research and rationale for the design
and its execution?
What recurring courses have caused me to do new research? Results of research?
How has the research changed my preparation for teaching the courses?
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What personal research and/or scholarly work have I been engaged in? To what
personal and classroom results?
How has reflection on my teaching changed what I do in the classroom?
TEACHING AS INTEGRATION
How do I relate my courses to other disciplines?
How do I relate my courses to a bigger world, a global view?
How have students shown in my courses that they can integrate their learning?
How have I shared my teaching and learning with colleagues?
TEACHING AS APPLICATION
What opportunities within the classroom have I given students so they can apply their
learning? With what results?
What activities outside the classroom have I encouraged for my students? With what
results?
How do I relate my courses to students for their future/present careers?
What kinds of service projects do student participate in as co-curricular to my courses?
What have I done that allows me to model life-long learning to my students and
colleagues?
In my field of study, what activities have I completed to ensure competency and
relevancy in my profession?
TEACHING AS CLASSROOM TIME
How do my courses reflect the University’s curricular revision?
How have I incorporated the University’s Learning Outcomes into my courses?
To what extent are students in my courses engaged in interactive learning?
What pedagogical principles do I exhibit in my teaching?
TEACHING AS (LARGE) OTHER
How do I advise students assigned to me? With what results?
How do I characterize my involvement in the students’ extracurricular activities?
What committee work, study and/or research, and services have I actively pursued in my
role as a faculty member of the University?
What outside-of-the University activities am I part of to enhance my own professional
interests as well as the University’s image?
What traditional forms of scholarship/publication do I engage in?
Perhaps most to the heart of the post-tenure review:
How has my relationship to the University, to my students, and to my profession
changed over the years? To what results to the University, students, and my
professional life? What do I have in place to assess and assure my success in
accomplishing all of the above, to assess and assure my students’ learning?
How do I describe my commitment to University of Saint Mary and its Mission?
Boyer, Ernest L. Scholarship Reconsidered: Priorities of the Professoriate. New
York: The Carnegie Foundation for the Advancement of Teaching, 1990.
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