BYLAWS
of the
CONSTITUTION OF SOUTHERN OREGON UNIVERSITY FACULTY

5.000

Section 5.
Academic Faculty
5.300


I. Guidelines for Evaluation and Reappointment of Faculty

5.310

A. Faculty members shall be evaluated periodically and systematically so that they:

1. 
Can set goals and objectives in order to improve their teaching effectiveness and to provide for professional growth.

2. 
Can be rewarded and recognized appropriately for excellence and/or exceptional performance (e.g., public recognition, merit pay).

3.
Can receive feedback and direction from a variety of sources regarding strengths and deficiencies, and Departmental and University expectations 

4. 
Can work cooperatively to address deficiencies. 

5.320



B. Split appointments

If a faculty member holds a split appointment between two or more departments the individual's evaluation will be conducted by the department chair from the department in which he/she holds the major fraction of appointment in consultation with the chair of the other department(s) in which the faculty member holds an appointment. In the case of a 50/50 appointment, the department chairs of both concerned departments will jointly conduct the faculty member’s evaluation. 
5.330



C.  Recommendation and Evaluation Schedule

1.
Department Chairs, in consultation with the Department Personnel Committee, shall make recommendations regarding reappointment or renewal for those with one-year fixed term, renewable appointments or three-year extendable appointments, respectively. Recommendations are due to the Dean as follows:

a.
For those in the first year of their renewable appointment: by February 1
 (3-month notice required)

b.
For those in the second year of their renewable appointment: by November 1 (6-month notice required)

c.
For all others: by May 1 (12-month notice required)

2.
The Department chair shall submit an annual faculty evaluation schedule to the Dean that plans for the following:

a.
All term-to-term faculty members are evaluated at least once every three years or at least once every 45 ELU, whichever is sooner.

b.
All faculty members on one-year fixed term appointments are evaluated annually except when a colleague evaluation is scheduled.

c.
All faculty members planning to apply for promotion have a colleague evaluation within two years of applying for promotion (one year is recommended).

d.
All tenured faculty members and those on three-year extendable appointments have a colleague evaluation at least once every five years.

5.340

D. Faculty Professional Activity Plans and Reports (FPAP and FPAR)
5.341
1. Each year all faculty members will report their professional plans for the upcoming year and update the prior year’s plan to report the results. Activities completed during the intervening summer should be included in the report.
5.342
2. The Faculty Professional Activity Plan (FPAP) and Faculty Professional Activity Report (FPAR) should be prepared at the close of the academic year and will be due early in the fall. See announcement from the Provost’s office for specific deadlines. 
5.343
3. The FPAR [FPAP] shall address each of the following items:
a. Teaching Effectiveness
Review the teaching expectations (see section 5.224) and the characteristics describing each performance level. What activities, if any, did you accomplish [do you have planned] to further your efforts in this area?
b. Scholarly Activities (professional faculty may skip this item)
Review the scholarship expectations (see section 5.225) and the characteristics describing each performance level. What activities, if any, did you accomplish [do you have planned] to further your efforts in this area?
c. Service Activities
Review the service expectations (see section 5.226) and the characteristics describing each performance level. What activities, if any, did you accomplish [do you have planned] to further your efforts in this area?
d. Goals
The FPAP summarizes key goals for the upcoming year. The FPAR addresses your progress on these goals. If any of your goals were modified during the course of the year, indicate what led to the change and your progress on the modified goal(s). 
e. Summary of Professional Development Fund Expenditures (FPAR only)
The FPAR shall include an accounting of the PPDA expenditure from the prior year (table including date, item, and cost). 
f. Administrative Goals/Achievements (department chairs, faculty program directors, and other faculty members with significant administrative assignments should include activities related to their administrative assignment)
List achievements [goals] related to your leadership position. If any of your goals were modified during the course of the year, indicate what led to the change and your progress on the modified goal(s). 
5.344
4. Faculty member’s prior reports and current plan document a faculty member’s accomplishments and are reviewed in relation to performance evaluations including: annual evaluations, colleague evaluations, and promotion and tenure decisions. If a faculty member is not being evaluated during an academic year, the Department Chair shall still review the FPAP and FPAR. (No report of this review is submitted to the permanent record.) In addition, Department Chairs are encouraged to make time at a department gathering for faculty to share their plans with each other. 

5.345
5. FPAPs shall be submitted to the Dean on an annual basis. The FPAR shall be forwarded annually through the Dean to the Provost.

5.350

E. Evaluation of Faculty with Term-to-Term or One-Year, Fixed-Term Appointments
Faculty members who are not tenured, nor on 3-year extendable appointments, are reviewed regularly by the Department Chair in consultation with the department’s personnel committee in order to encourage professional growth and development as well as to identify any problem areas in the performance of the faculty member. 
The following shall be followed when conducting annual evaluations.

5.351
1. Frequency of Evaluation (based on appointment type)

a. Term-to-Term Appointments 

All faculty members on term-to-term appointments are evaluated at least once every three years or at least once every 45 credits, whichever is sooner. 
b. One-Year, Fixed-Term Appointments

All faculty members on one-year fixed term appointments are evaluated annually, regardless of whether the appointment is renewable or not. 
5.352
2. Evaluation Materials

a. Institutional and Departmental Performance Expectations
The university expectations for teaching, scholarship and service as described in the Faculty Bylaws and in the departmental expectations
b. For each faculty member evaluated — 

i. Previous year’s FPAR [optional for term-to-term appointments]

ii. Current year’s FPAP [optional for term-to-term appointments]

iii. Past year’s student evaluation master sheet [in some cases it may be valuable to review the results of each of the prior year’s student evaluations]

iv. Evidence from Class visit(s) [recommend visiting at least one session of at least two distinct courses]

v. Other materials that may assist in evaluating a faculty member’s performance Examples: 
· Course materials (such as syllabi, activities, or assessments)

· Data (such as class GPA or retention rates, as compared to other faculty teaching the same or similar courses)

5.353
3. Performance Levels to Evaluate (based on rank and appointment type)

a. Term-to-term appointments are reviewed against the expectations listed under teaching.
b. Professional faculty members on fixed term appointments are reviewed against the expectations listed under teaching and service. 
c. Professorial faculty members on fixed term appointments are reviewed against the expectations listed under teaching, scholarship, and service. 
Note: A faculty member’s performance is deemed acceptable, preferred, or exceptional if the characteristics listed in that category best describes the faculty member’s performance for the period under review. A faculty member’s performance is “unacceptable” if it is below the acceptable level.
5.354
4. Evaluation Report
The Department Chair’s report shall include the following: 
a. Who was evaluated
i. Name

ii. Rank

iii. Department

iv. Appointment type [term-to-term, non-renewable fixed term, renewable fixed term (1st year), renewable fixed term (2nd or subsequent year)]

b. What was reviewed
A summary or list of materials reviewed in the course of this evaluation (see section 5.352)
c. Performance Evaluation for each of the areas applicable (see section 5.353)

For each area, a brief summary statement (normally a paragraph or two) that (1) indicates whether the faculty member’s performance in that area was unacceptable, acceptable, preferred, or exceptional and (2) highlights any particular strengths or areas needing improvement.

d. Assessment of Overall Performance
· If the faculty member is or will be eligible for promotion in a future year: 
Close the report with a brief paragraph indicating whether this faculty member making good progress toward promotion. If not, at the closing meeting discuss the areas where the faculty member is struggling and set goals for improvement (provided appropriate goals are not already identified in the faculty member’s FPAP). 
· If the faculty member’s position is ineligible for promotion:

Close the report with a brief paragraph indicating whether this faculty member is performing satisfactorily or not. If not, at the closing meeting discuss the areas where the faculty member is struggling and set goals for improvement.

5.355
5. Closing Meeting

All evaluations end with a face-to-face meeting in which the department chair or designee discusses the results of the evaluation with the faculty member.  The faculty member will sign the report at the closing meeting confirming the report was discussed with him/her. When appropriate, disagreements regarding the finding will be discussed and may result in an amended report. If disagreements remain, the faculty member may write a response to be included with the evaluation report. The report and response shall be forwarded to the Dean and Provost. 
5.356
6. Possible follow-up 

· If a faculty member’s performance is unacceptable in any area, a colleague evaluation may be scheduled within the next academic year. 
· If a faculty member’s performance in teaching is unacceptable or if his/her performance in both scholarship and service is unacceptable, then a colleague evaluation must be scheduled in the next academic year. 
5.357
7. The report of the evaluation, carrying the signature of the Department Chair and the faculty member, is to be forwarded through the Dean and the Provost to the office of the President. 
F. 


G. 






5.360

H. Colleague Evaluations
Colleague evaluations provide an in-depth review of a faculty member’s performance in the areas applicable to his/her appointment (teaching, scholarship, and service) and render an evaluation of each area in order to encourage professional growth and development as well as to identify any problem areas in the performance of the faculty member. Colleague Evaluations are the primary vehicle for review of faculty holding indefinite tenure or three-year extendable appointments. 
When the Department Chair is being evaluated, the role of the Department Chair shall be performed by the Chair of the Department Personnel Committee, the Dean, or a senior faculty member in the department as determined by the Department Personnel Committee in consultation with the Dean.
The following shall be followed when conducting a colleague evaluation: 
5.361
1. Frequency of Colleague Evaluations


a. When a faculty member plans to apply for promotion or tenure, it is strongly recommended that a colleague evaluation be completed in the year prior to that application.

b. In the fifth year after the last colleague evaluation of a tenured faculty member or a faculty member on a three-year extendable appointment, the Department Chair shall schedule a new colleague evaluation.
c. If, during any academic year, fifty percent (50%) of the student evaluations for a faculty member rate the faculty member at less than “competent” or if the average rating in more than one-half of the sections evaluated is less than competent (as defined in section 5.261), the Department Chair shall schedule a colleague evaluation during the next academic year.
d. If, during any academic year, a faculty member’s annual evaluation finds the faculty member’s performance deficient (see section 5.370), the Department Chair shall schedule a colleague evaluation during the next academic year (if not sooner).
e. Should concerns arise regarding the performance of a tenured faculty member or a faculty member on a three-year extendable appointment, the Department Chair may schedule a colleague evaluation in advance of the timeline stated in (b). The Department Chair will schedule a colleague evaluation at the faculty member’s request during the next academic year (if not sooner). 
5.362
2. Composition of the Evaluation Panel

The Department Chair will select one faculty representative and the person being evaluated will select a second representative who, together with the Department Chair, will constitute a three-member evaluation panel. Normally, the membership of the panel will be from the department or program to assure familiarity with the individual’s discipline, contributions, and accuracy of content; however, a faculty member may be selected from outside the department. The member selected by the Department Chair will act as chair of the evaluation panel. The faculty member will be notified of the panel’s composition once the panel is selected. The faculty member may veto one choice made by the Department Chair. Within ten days of notification the faculty member may appeal the final composition of the evaluation panel to the Dean, who may replace any or all members of the panel. 

If a faculty member holds a split appointment between two or more departments the department chair of the department in which he or she holds the major fraction of appointment will carry out the duties outlined above. In forming the colleague evaluation committee, that department chair shall consult with the faculty member and the chair of the other department where the faculty member holds an appointment to determine if the panel should include a faculty member from the other department. In that case, both department chairs may select members following the directions above, resulting in a 4-member evaluation panel. In the rare instances where a faculty member holds appointments in more than two departments and it is determined that the colleague evaluation panel should include faculty members from all departments, each department chair may select members following the directions above and the size of the evaluation panel will adjust to accommodate these selections. One of the members selected by a department chair will act as chair of the evaluation panel.

In the case of a 50/50 appointment, the faculty member's colleague evaluation panel will consist of 5 members, including department chairs, their selections, and the faculty member's selection. One of the members selected by a department chair will act as chair of the evaluation panel.


6. 

a. 
b. 
c. 
d. 

e. 
5.363

3. Evaluation Materials

a. Institutional and Departmental Performance Expectations
The university expectations for teaching, scholarship and service as described in the Faculty Bylaws (see sections 5.224-5.226)  and in the departmental expectations
b. Departmental Documentation 

i. Previous Colleague Evaluation (for second and subsequent evaluations)

ii. Prior 3-5 year FPARs
iii. Current year’s FPAP

iv. Past year’s student evaluation master sheet and the results of each of the last 3-5 year’s student evaluations
c. Evidence from Class visit(s)
Committee members should visit each distinct course taught in the term evaluated.  When possible, visiting two different class meetings of each distinct course is recommended.
d. Evidence from an In-depth Review of Select Courses
The panel, in consultation with the faculty member, will select courses representative of a cross-section of the faculty member's normal teaching load for review. Supportive materials that the faculty member wishes to submit or that the panel requests typically include but are not limited to:

· Detailed syllabi
· Additional information clarifying the content and delivery of the course, such as texts, readings, sample lessons, handouts, or assignments.

· Additional information regarding how learning is assessed, such as term projects, presentations or papers, exams, etc.
e. Evidence of Scholarship [not required for Professional Faculty]
A faculty member may provide copies of articles (or pre-prints), books, programs of performances, notices of shows, reviews of scholarly activities, papers presented at conferences, or other items described in section 5.225. 
f. Evidence of Service

A faculty member may provide additional documentation of accomplishments, either completed individually or as part of a committee assignment.  





e.
Any other evidence the subject of the evaluation or the panel feels should be examined to better evaluate the faculty member’s performance.

5.364

4. Performance Levels to Evaluate (based on rank and appointment type)

a. Professional faculty members are reviewed against the expectations listed under teaching and service. 

b. Professorial faculty members are reviewed against the expectations listed under teaching, scholarship, and service. 

Note: A faculty member’s performance is deemed acceptable, preferred, or exceptional if the characteristics listed in that category best describes the faculty member’s performance for the period under review. A faculty member’s performance is “unacceptable” if it is below the acceptable level.
5.365
5. Evaluation Report
After a careful examination of the evidence, the evaluation panel will prepare a written report of its professional opinion of the performance of the person under evaluation in the areas detailed above (see section 5.364). The report shall include the following:
a. Who was evaluated
i. Name

ii. Rank

iii. Department

b. What was reviewed

A summary or list of materials reviewed in the course of this evaluation (see section 5.363)

c. Performance Evaluation for each of the areas applicable (see section 5.364)

For each area, the evaluation panel’s assessment of the faculty member’s performance should be summarized (normally in a page) and include (1) a determination that the faculty member’s performance in that area is unacceptable, acceptable, preferred, or exceptional during the period under review and (2) provides insight into the evaluation of the evidence or other rationale that led to the panel’s determination. 



5.366

Closing Meeting and 



6. Goal Setting

Colleague evaluations conclude with a face-to-face meeting in which (1) the evaluation panel shares their findings with the faculty member and (2) the panel and the faculty member jointly prepare a set of goals and objectives designed to help the faculty member maintain or improve his/her performance. The goals identified for the faculty member through this evaluation process shall, as much as possible, meet the staffing needs of the department. The faculty member will sign the report and goals statement at the closing meeting confirming the report was discussed with him/her and the goals were jointly developed. 
5.367
7. The evaluation panel will forward the final report, and a document addressing the agreed upon goals and objectives, to the Department Personnel Committee. Reports will be kept on file in the Department office.

5.368
8. A faculty member may appeal the action of the Colleague Evaluation panel. The faculty member shall identify how he/she was wronged in connection with the colleague evaluation. The exercise of unbiased professional judgment that conscientiously followed established guidelines and policies in reaching a decision does not constitute a “wrong.”

The Department Personnel Committee first hears the appeal. Any member of the Colleague Evaluation Panel who is also a member of the Department Personnel Committee must recuse him/herself. Should that process result in fewer than three remaining members, the Dean shall appoint alternates to assure a minimum of three members of the Departmental Personnel Committee hear the appeal. This subcommittee may uphold the original colleague evaluation or recommend corrective action to the Department Chair.

Should the faculty member believe the wrong persists; an appeal may be made to his/her Dean. The Dean may uphold the finding of the subcommittee or institute corrective action.

A grievance may be filed under sections 6.100, should conditions for appeals of that type of grievance be met. The grievance must be filed within ten (10) university days of receipt of the Dean’s final decision and initiates the formal stage of the grievance.

5.370

I. Deficiencies Requiring Further Review
If a colleague evaluation finds any one of the following

(1) that a faculty member’s performance in teaching is unacceptable, 

(2) that a professional faculty member’s performance in the service is unacceptable, or

(3) that a professorial faculty member’s performance in both scholarship and service are unacceptable,

then the report shall clearly indicate that the faculty member’s performance is deficient. 
5.371

1.
When the Department Personnel Committee receives such a report, they will note the finding as well as the required corrective action as specified in the goals and objectives developed under 5.366, and notify the Department Chair in writing to schedule a subsequent colleague evaluation for the following year. If the faculty member holds a three-year extendable appointment, the department chair shall recommend against the renewal of that appointment. The faculty member has the remaining two years on the original appointment to correct deficiencies.
5.372

2.
The Department Chair will forward the finding to the Dean. The Dean will review the finding with the faculty member in the presence of the Department Chair, permitting the faculty member to present any information or comment. If the Dean finds that the deficiency is serious enough to warrant sanction, a written reprimand may be issued. 

5.373

3.
The Dean will review the next colleague evaluation with the faculty member in the presence of the Department Chair, permitting the faculty member to present any information or comment. 
1)
Should that colleague evaluation find that current performance is no longer deficient, the faculty member will return to the normal pattern of colleague evaluations except that the Dean shall review the results of the next regular colleague evaluation. If the faculty member holds a three-year extendable appointment, the department chair, in consultation with the personnel committee, may recommend renewal. 
2)
Should that colleague evaluation find current performance remains deficient, but that significant progress has been made toward remedying the deficiencies, the Dean, in consultation with the Chair, may schedule a colleague evaluation take place in two years rather than proceeding with the steps outlined in 3) below. If the faculty member holds a three-year extendable appointment, the department chair, in consultation with the personnel committee, may recommend renewal. 
3)
Should that colleague evaluation find that the deficiencies have not been remedied, the Dean, in consultation with the Provost, shall file charges with the President for termination or other sanctions of the faculty member for cause as described in the OARs, sections 580-021-0325 and 580-022-0045. If the faculty member holds a three-year extendable appointment, the remaining year of the original appointment becomes the terminal year of the appointment.
J. 


�Dates changes to give retain 1-month time for Dean/Provost to act on recommendations. Note CBA moved dates up to first of each month to have effective dates not be on contractual breaks or vacations


�Tenure application deadlines moved to section 5.200 with other information on tenure applications.





