
Texas Tech University
LUBBOCK, TEXAS 79409 / (806) 742-3656

THE FACULTY COUNCIL

November 4, 1977

TO:	 MEMBE OF THE EXECUTIVE COMMITTEE
FACUL COUNCIL

FROM: Claren e A. Bell, Chairperson

SUBJECT: Age da for meeting #88, November 9, 1977

The Execu axe Committee of the Faculty Council will meet

on Wednesday, November 9, 1977, at 3:30 p.m. in the Board Room

of the Admini tration Building. The agenda is as follows:

I. Minutes o the October 7, 1977, meeting

II. Announcem nts

a. Acade ic Council Minutes

b. Meeti g of the Deans Minutes

c. Repor of status of the proposal for a Faculty Senate

III. Report of ad hoc Committee to Review Tenure Policy - Dr. Jacqu

IV. Report on the Grade Appeals Policy and Procedures - Dr. Charle

V. Plan for eview of Tenured Faculty - Dr. Charles Hardwick

VI. Other Bus ess

in Collins

Hardwick
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PLAN FOR REVIEW OF TENURED FACULTY

education has demonstrated a need for a system for
scholars. At various times the courts have been in
s of academic freedom, but whether these actions ha
stionable. The traditional system used within high
tenure.

'fies conditions and circumstances under which the f
designated status by meeting certain institutional
may be continuously employed until retirement, but
ssal for adequate cause as specified in the institut
dequate cause" includes incompetence, physical disab
tutional financial exigency.

of academic tenure is an assurance of academic due p
or a statement of charges, the opportunity of a hear
present evidence and conduct cross examination, a re
and for appeal from a dismissal judgment. Essential
ocess gyttem provides a regulatory process through w
fails co meet or maintain standards of performance

physical disabilities that preclude his or her effec
mess and be separated or dismissed as necessary. T
reduction of faculty in financial exigencies. Whil
s, there is no guarantee that employment is permanen

een curtailed at many institutions at the applicatio
nd tenured faculty may be dismissed under due proces
ations are violated. In order that tenure policies
is incumbent upon the university to engage in approp

e at Texas Tech University follows established polic
other tenure policies employed throughout the Unite
trative review are made during the specified probat
anted. This report is not related to the original
of faculty performance.

The history of high
ting academic freedom fo
determining the limitati
adequate safeguards is q
has been that of academi

Academic tenure spec
member who has earned the
of performance and servic
member is subject to dism
tenure policy. The term "
immoral conduct, and inst

An important element
which provides generally
one's peers, the right to
the hearing and decision,
academic tenure and due p
tenured faculty member wh
suffers mental, moral, or
can be considered with fa
system also provides for
provides certain safeguar

Academic tenure has
is denied in many cases,
tenure policy and specifi
appropriately applied, it
review processes.

The granting of tenu
procedure. As within man
peer evaluation and admin
periods before tenure is
of tenure but to the revi

Present Procedure 

d and continuing system for review of faculty, whet
ese reviews are scheduled and occur for different t
ments of the system will be described individually.

iew sources for faculty is the annual faculty report
ar. This report is intended to require a thorough s
on of various activities and major contributions to
quires the faculty member to furnish information in

activities (hours spent in a typical week 	

uate (report on any innovations or special awards
graduate teaching).

There is an establis
tenured or non-tenured.
periods and intervals. El

One of the primary re
prepared by the calendar y
assessment and identificat
University. This report r
following form:

1. Instructiona

a. Undergra
for unde
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b. Underg aduate student advisory responsibilities (report num r
of stu ents and average time devoted per week).

c. Gradua
	

(list completed theses and/or dissertations superv ed
and me ion any innovative or special projects attempted an or
any sp ial awards for graduate teaching responsibilities a
report raduate student advisory responsibilities.

2. Research an
typical wee

/or performance-related activities (hours spent in a

).

a. Publica ions (report books, monographs, or articles publishe and/or
indicat manuscripts accepted or in press).

b. Papers elivered at professional meeting (Title, organizatio , date)
and/or rofessional performances (concerts, recitals, exhibi ions, etc.).

c. Researci completed and unpublished and/or in process.

3. University ervice (hours spent in a typical week 	 ).

a. Univers ty Committees

b. College and/or Departmental Committees

c. Adminis ration

iversity Services (including sponsorships of student roups)
inuing Education activities (instruction in short co ses,

d. Other U
and Con
worksho

4. Professiona
offices or
sional orga
sional respo

5. A statement
University,
given year d

Space for additional
describe grants proposed a
years, this annual report
and to comment about each
report forms go to the cha
the college or school, and
each of these levels and p
personnel in regard to ass
activity, faculty producti
individuals as well as for

A primary use of the
individual faculty perform
with the chairperson and b
regarding extent and level

Services (hours spent in a typical week 	 ).
mmittee memberships held in state, regional or nati
zations, or other activity considered to be related
sibility.

ummarizing primary contribution to the department, c
ncluding leadership provided and/or ways performance
ffers qualitatively or quantitatively from prior yea

nformation also is provided and faculty members are
d received for the calendar year. Used only for the
equires the faculty member to review his or her perf
f these items indicated above in writing. Copies of
rperson or coordinator of the department or area, th
the Academic Vice President. The reports are review
ovide useful background information for assessing fa
gnment of equitable loads for teaching, University s
ity, and of the extent and kind of activities perfor
consideration for merit salary increases.

nnual faculty report is to provide a basis for discu
nce by the chairperson with the faculty member, by t
the Academic Vice President with the dean and/or ch

of faculty involvement in teaching, research and ser

nsultancies,
al profes-
o profes-

llege, or
in a
S.

sked to
past few
rmance
these
dean of
d at
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ed by

sion of
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irperson
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The second element
of individual faculty in
of the annual faculty re
copies of the review are
their reviews with facul
improvement activities.
written evaluation of ea

n annual reporting process is the Chairperson's Revie 
bers, also made on an annual basis. The chairperson
ort is made upon receipt of the individual faculty r
forwarded with that report. Chairpersons are urged
members and to initiate directly development and/o
he chairperson's review contains the following item
individual faculty member:

review
ort and
• share

requiring

1. Instructio

2. Research a

3. University

4. Prof essiona

5. Summary of

Distribution of the
Affairs, the Dean, and th

Texas Tech Universit
represent a more thorough
at most institutions of h
reports and reviews by ch
used to judge whether pro
sustained.

activities

/or performance related activities

ervice, including committees, administration, etc.

service

rimary contributions to the department, college, or iniversity.

1

1

hairperson's review includes the Vice President for
faculty member.

s annual faculty report and accompanying chairperso
and systematized review of faculty performance than
gher learning. There is also the cumulative effect
irpersons over a period of years. These documents c
uctivity in research, teaching, and related activiti

cademic

s review
s made
f annual
n be
s is

low some
This

rs, and

While this rather co
comparative data to be ob
reporting system has been
some elements of the revi

prehensive system is subjective in nature, it does a
ained on persons within the same area of instruction
developed and operated only during the past three ye
w form may be revised as need arises.

Another annual revie
and college, but which in
review, is the review rel
tionally, the legislature
allowance for provision o
ability of funds on a mer
tivity on the part of the
in order to see that thes
evaluations are carried o
persons and deans. Evalu
the departments and/or co
quality and quantity of p

, varying in degree of formality depending on the de
general utilizes the faculty report and the chairper
ted to recotmendations for merit increases in salary
has appropriated funds to the institution with at le
merit salary increases as funds are available. The
t basis for salary increases is believed to stimulat
faculty. There is an on-going review of all faculty
funds are expended equitably on a merit basis. The
t by departmental and collegiate committees and by c
tions are made according to criteria developed by fa
leges and schools. Merit recommendations are based
oductivity, and are translated into specific salary

Within the past two
evaluation instruments.
criteria whereby a person
ascertained.

Negative assessment
significance to a member

ears a number of the academic units have begun to us
ile the instruments vary, they are useful in making

s performance for salary increases and promotion may

ith regard to merit increases in salary is a communi,:tion of
f the faculty. For example, for the coming year in ich merit
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•
funds were available wit
tenured or untenured, wh
information from their r
no salary increase is in
The Academic Vice Presid
not recommended for an i
was recommended.

in an estimated range from 2-8% per faculty member, tlose faculty,
were recommended for no salary increases were clearly receiving
pective deans and chairpersons. It is common knowledge that
cative of a low-level of performance and of needed improvement.
t has asked each dean to talk with each faculty memb?.r who was
rease for the coming year to relate the reason why no increase

The time frame for t
report in that the latter
ordinarily from the begi
most of the current acade
also may be used in evalu

Program Reviews 

Academic programs at
an initial review, a five
the program is progressin
then, each program receiv

Originally, the revi
year, it was recognized t
supporting undergraduate
in some cases entire coil
faculty is an important e

Evaluation of facult
categories. The departme
data related to faculty t
up of faculty members fro
activities, including fac
brought to campus to prov
in the field under review
and Office of Academic Af
faculty in general (in li
and of programmatic needs
expertise in terms of pro
internal and external. A
require statements in reg

These review process
accepted within the depar

Graduate Faculty Review

e merit increase evaluation is different from the annual faculty
is on a calendar year basis whereas the merit assessment is
ing of the fall semester until late spring, thereby encompassing
ic year. The faculty report form and the chairperson's review
tion of merit.

Texas Tech University are reviewed on a ten-year cyc"...e. After
year status report is required to determine the exte.t to which
toward the findings outlined in the initial report. In effect,

s a careful review every five years.

ws were initiated at the graduate level, but, after he first
at graduate programs needed to be evaluated in the 1 ght of the
rograms. For the past several years, entire departm nts, and
ges, have been reviewed at the same time. The evaluation of
ement of these program reviews.

, both tenured and non-tenured, is accomplished in aree
t prepares a self-evaluation, including the collecticn of vitae and
aching and productivity. There is an internal committee made
other departments within the University who view the department's
lty contributions, and there are external reviewe s who are 
de an impartial assessment. The external reviewers are experts
and are selected by the department and by the Graduate School

airs. The external reviewers are asked to assess the quality of
ht of the reviewer's knowledge of faculties of other institutions
. The quality of faculty and the applicability oE fizulty
rammatic needs is of primary concern of the revie ers, both
series of questions are posed to the reviewers in writing which
rd to faculty quality and productivity.

s are related to consideration of faculty accordiiig t p criteria
ent and/or college.

ty, faculty members traditionally have been revi we, at each
sion to graduate faculty status. In past years her was a
consisting of members and associate members. Meiiber, who
s of their own scholarship and productivity, wer pa-fticipants
e allowed to serve as chairpersons of theses and die-iertations
ers of the graduate faculty were not allowed to erve as
otherwise participated in graduate affairs. Within the past
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two years, the faculty a
the graduate faculty wer
ship on a reorganized gr
Graduate Council. This
criteria for appointment
previous members of the g
several of those members
enhanced productivity was
in the graduate program.

Proposed Plan 

The foregoing format
members to be aware of re
given area. The system i
information. The early p
specific faculty members'

It is proposed that
includes tenured faculty,
of the University, utiliz
useful development.

The following propos
review of tenured faculty
to the faculty member's a

The first step in th
review. The annual facul
will be developed so that
faculty for continued dev
to particular departments
of the Academic Vice Pres
evaluation procedures.

The chairperson's re
the procedure. Chairpers
Such a discussion will al
and, where necessary, are
evaluation procedures wil
need for improvement in h
confidence. At least one

A second step in the
this system there can be
can discuss with individu
and weaknesses. The chai
tenure, and the regularly
points and renewal of the
coordinator will be respo
including instruction, re
concern and assisting wit
the chairperson and facul

eed to a single graduate faculty membership and all members of
reassessed. I That is, all faculty members who desired member-
uate faculty submitted their credentials for review by the
suited in some pruning of the graduate faculty and established
o the graduate faculty in the future. Since there were some
aduate faculty who were not returned to that faculty and since
ere members of the tenured faculty, this served notice that
required if those faculty wished to continue to be involved

ve evaluation should be recognized as efforts to cause faculty
ponsibilities and of the types of contributions expected in a
relatively new, and there have been errors and lack of complete

ogram reviews focused on faculty in general rather than on
performance.

he current and existing system for review of faculty . which
be continued. These elements provide data cogent to the needs
criteria established within the faculty, and have a history of

d plan is developed to provide an enhanced procedure for periodic
in terms of quality of teaching, productivity, and contribution
ea of assignment.

process is the continuous improvement of the annual faculty
y report, the chairperson's review, and the merit evaluation
they utilize appropriate criteria and provide feedback to the
lopment. Improvement of evaluation instruments, appropriate
or areas, will be continued within the faculty. The Office
dent will continue to assist in the development of appropriate

iew of the annual faculty report will be an important link in
ns will discuss their evaluations with each faculty member.
ow positive assessment of the faculty member's contriputions,
s which may need further development or improvement. The
also include a system whereby an instructor who recognizes

's or her teaching capabilities can obtain assistance in
of the colleges is already attempting this approach.

rocess is to enhance the system of program reviews. Within
comprehensive review each five years of faculty. C
1 faculty their long-range plans and current areas o
erson can initiate these discussions when members a01 11

scheduled reviews will be used to provide for period
ontinued improvement effort. Each chairperson and/
ible for discussing the various elements of perform
arch and service. The process of identifying the a
improvement requires continuing personal communicat
member.

airpersons
strengths

B granted
check

: area
ice

as of
ma between
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r planning,
Lties
adicated.
tamn or
emic

-le department or area involved will be responsible fo
a Vice President, the appropriate developmental activ
arformance of those faculty for whom improvement is i
it is a faculty member's responsibility also to main

mance. Careful records should be maintained and acad
a review process.

Summary

ninistration and the Board of Regents are concerned about the
are willing to take significant steps to improve that quality
ach University seriously holds to its goal of becoming an
quality.

The fact that the ad
quality of education and
is indicative that Texa T
institution of the highes

The current system p
and assistance. Implemen
individual reviews at per
persons and should not be
cation.

ovides valuable information and basis for self-impro
ation of the extended practice to provide more compr
odic intervals will be time demanding of faculty and
undertaken without institutional participation and c

vement
ehensive
chair-

Larifi-

In summary, the Univ
significant step in facul
should only be made after
key element in developing
be employed so that acade
is observed.

arsity-wide self study and evaluation is considered a
y personnel administration. Extension of current practice
careful study and with participation of the faculty. A
a review process is the Faculty Council. Safeguards must

xic freedom is not infringed upon and academic due process
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