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Ethnic Studies Department Code

I Department Mission

The Ethnic Studies Department critically examines the interlocking forces of domination that
are rooted in socially constructed categories of gender, sexuality, class, race and ethnicity. Our
faculty and researchers are committed to theoretical, empirical, qualitative, textual, and
community-based research, pedagogy, service, and outreach. Utilizing interdisciplinary,
international, and comparative approaches, we challenge paradigms that systematically
marginalize the experiences of diverse populations. In doing so, we bring to bear issues of
power, privilege, and social justice pertinent to aggrieved groups in the United States and
abroad. We are especially committed to nurturing civic-minded and culturally informed
students who strive to strengthen the communities in which they reside. In support of the land-
grant mission of Colorado State University, the Department engages with communities on and
off campus in order to effect meaningful change in public policy and social life.

Il. Chair of the Department

The Chair of the Department shall be appointed by the Dean and designated as Chair. A search
committee shall recommend to the Dean a Chair for the Department. The duties and
responsibilities of the Chair shall include those specified in the Academic Faculty and
Administrative Professional Staff (Faculty/Staff Manual) (C.2.6.2), the Ethnic Studies
Department Code, the College of Liberal Arts Code (College Code), and other duties assigned by
the Dean of the College. The Chair shall be responsible for:

A. Constituting and appointing Chairs of Ad Hoc Committees as necessary to fulfill the
mission of the Department.

B. Being a non-voting ex-officio member of all Department committees except Tenure
and Promotion..

C. Delegating, where appropriate, administrative duties to Department faculty
members.

D. Consulting with the Executive Committee where appropriate prior to submitting
recommendations for policies and procedures to the Department Council.

E. Evaluating the professional work of the members of the Department, including
tenure-track faculty, the special instructors, the faculty associates, the state
classified, and administrative professionals, and the graduate teaching and research
assistants. For all evaluations, the Chair shall proceed according to the guidelines
for evaluations in this Code. At the request of a faculty member advice may be
sought for evaluation and promotion from Tenure and Promotion Committee
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Members or Chairs of Departments in which Ethnic Studies faculty are jointly
appointed.

F. Submitting personnel recommendations for all annual evaluations; appointments,
reappointments, sabbaticals, comprehensive performance reviews of tenured
faculty, tenure and promotion recommendations, and salary increases through

appropriate administrative officers of the University.

G. Serving as the “charging party” as stipulated in the search guidelines of the Office of
Equal Opportunity.

H. Representing the Department in its relations with local communities and other
constituents and promoting outreach activities of students and faculty, especially to
various underserved communities.

I. Calling a meeting of the Department at least once each semester. Meetings
typically shall be informal. Only issues that have been announced two business

days in advance may be voted on at a particular meeting.

). Preparing reports requested by higher authorities and appropriate University
officers.

K. Preparing, administering and adhering to the Department budget in a manner
which promotes equity and transparency in the allocation of departmental

resources, including formulas for salary increases, and equity increases.

L. Giving adequate notice to all Department members of all-important deadlines (such
as tenure review, promotion, sabbaticals, evaluations).

M. Coordinating teaching schedules, negotiating regarding teaching assignments and
distributing final schedules.

N. Providing leadership with regard to program evaluation.
O. Assisting in mentoring of all personnel.
P. Maintaining accountability of university property charged to the Department.

Q. Representing the Department in its relations to the administration of the College of
Liberal Arts and the University.

Il. Department Members

A. Department Regular Faculty
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All tenured and tenure-track faculty members appointed to the Department are
regular faculty.

B. Department Faculty Associates

1. The Department will have, in addition to Department regular faculty, a
number of Department Faculty Associates, chosen by the voting members of the
Department. Those who are qualified to become Department Faculty Associates
are Colorado State University regular faculty members who are willing to serve
and who, by teaching assignment, research program or other substantial interest
or activity, have a positive and supportive connection to the Department’s
mission and activities. Interested persons will have previous teaching or
research experience in areas that explore the intersections of race and ethnicity,
gender, class, sexuality, and social justice. The Department will have
representation across ranks, disciplines, and colleges among the Department
Faculty Associates. Faculty Associate terms are for two years and are renewable.

2. Department Faculty Associates are members who may participate in
Department activities in ways consistent with this Code.

C. Department Special/Temporary Faculty

1. All full-time and part-time Special/Temporary faculty hired by the Department
are members of the Department.

2. Special/Temporary faculty may participate in Department activities in ways
consistent with this Code.

3. An elected representative from the Special/Temporary faculty will serve at
the Department Council Meetings.

4. See AppendixB for policy regarding the hiring of Special/Temporary faculty.
V. Department Council Membership, Voting and Governance
The Department Council shall be the legislative body of the Department of Ethnic Studies
whose primary purpose is the establishment or alteration of departmental policies, priorities,
programs, and discussion over the allocation of resources.

A. Membership

1. The Department Council shall be composed of all Department regular faculty,
one elected member among the Special/Temporary faculty, one elected
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graduate student representative, and one elected undergraduate student
representative.

2. The Special/Temporary faculty of the Department shall elect a
Special/Temporary representative through an anonymous voting process at the
beginning of each academic year. The Department office staff shall provide the
voting guidelines and administer the voting process. The term of office of the
Special/Temporary representative shall be oneyear.

3. The graduate students of the Department shall elect a graduate student
representative through an anonymous voting process. The Graduate Coordinator
shall provide the voting guidelines and administer the voting process. The term
of office for the graduate student representative shall be one year.

4. The undergraduate students of the Department shall elect an undergraduate
student representative through an anonymous voting process. The Department
office staff shall provide the voting guidelines and administer the voting process.
The term of office for the undergraduate student representative shall be one
year.

5. The graduate and undergraduate student representatives shall represent the
students in Department Council meetings.

6. Additional duties of the student representatives include conveying the
outcomes of Department Council meetings to all graduate/undergraduate
students, calling special meetings to discuss matters that affect
graduate/undergraduate students, and representing the Department’s
graduate/undergraduate students within the University.

B. Voting

1. Each Department Council faculty member and the elected Special/Temporary
faculty representative shall have one vote. The elected undergraduate and
graduate student representatives shall have one vote each on all student related
issues as determined by the faculty. Faculty Associates are non-voting members.
Revisions to the Department Code shall require a two-thirds vote of the
members of the Department Council.

2. Any member may call for a secret ballot. Any member of the Department
Council may delegate her/his vote by written proxy to any other single member
of the Department Council prior to the meeting. The proxy shall be signed by the
absentee committee member.

C. Governance
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1. The Department Council shall develop its own operating procedures including
frequency of meetings and rotation of a Chair and note taker for each meeting
designated at the fall retreat.

2. A written request from five regular faculty members shall require the Chair to
call a meeting of the Department.

V. Standing Committees of the Department

The selection of members for all standing committees shall be discussed at the last Council
meeting of the Spring semester.

A. The Executive Committee

1. The Executive Committee shall consist of the Chair of the Department and at
least two representatives from the regular faculty.

2. Chair of the Executive Committee will be selected by the Executive
Committee.

3. At least one tenured and one untenured faculty member will sit on the
Executive Committee.

4. The term of office for members of the Executive Committee shall be three
years for Department regular faculty. The terms of Department regular faculty
will be staggered.

5. Minutes shall be kept of all meetings of the Executive Committee and shall
include voting tallies.

6. The duties of the Executive Committee shall be to advise the Chair on the
Department’s daily operations, which may include hiring all Special/Temporary
faculty; conducting peer classroom teaching evaluations; preparing PRISM
summaries; and interpreting, enforcing, and reviewing this Code and reconciling
it with the Faculty/Staff Manual.

7. Any member of the Executive Committee, upon receiving written suggestions
from a member of the Department concerning any aspect of the Department's
work, shall submit these suggestions to the Committee Chair for possible
inclusion on the agenda of the Executive Committee.

B. Tenure and Promotion Committee
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1. In accordance with E.10.5 of the Faculty/Staff Manual the Tenure and
Promotion Committee will consist of all members of the Department, except for
the Department Chair, above the rank of the individual being considered. If
there are not three individuals at such rank, additional tenured faculty associates
at the appropriate rank in disciplines related to the research and teaching
expertise of the individual(s) being considered will be identified and asked to
serve by the Tenure and Promotion Committee in consultation with that Chair. If
a committee of three cannot be seated in this manner, the provision of E.10.5.1.
of the Faculty/Staff Manual will be followed. In the case of joint appointees, at
their request, they may in consultation with the Chair request that a faculty
member from their joint appointed department participate on the Tenure and
Promotion Committee as a non-voting member and that their comments be
recorded and included as a part of the record forwarded to the Chair.

2. The duties of the Tenure and Promotion Committee shall be to gather
information for annually assessing the teaching, advising, research/scholarship,
creative activity and service of regular faculty members, as specified in the
Faculty/Staff Manual, and to take a vote and make recommendations regarding
progress toward tenure and tenure and/or promotions of regular faculty based
on evidence presented to the Chair and other relevant University officials.

3. Tenured faculty members at the appropriate rank who are on leave but who
are able to participate fully on the Tenure and Promotion Committee may vote.
Through faculty discussion a Chair is chosen by vote of the Tenure and
Promotion Committee.

4. The Tenure and Promotion Committee shall coordinate Department
evaluations of the Chair as directed by the Dean.

5. The representative on the College Promotion and Tenure Committee must be
elected by secret ballot by the full time tenured and tenure-track faculty of the
Department.

C. Curriculum Committee
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1. The Curriculum Committee shall consist of at least two faculty members.
Through faculty discussion committee membership is decided and a Chair is
chosen by vote of the Curriculum Committee.

2. The term of office for members of the Curriculum Committee shall be three
years, beginning with the first day of the fall term. Terms shall be staggered to

the extent possible.

3. Minutes shall be kept of all meetings of the Curriculum Committee andshall



include voting tallies.

4. The Chair of the Curriculum Committee must also be a representative on the
College Curriculum Committee as well as the relevantsubcommittee meetings.

D. Undergraduate/Graduate Committee

1. The Undergraduate/Graduate Committee shall consist of at least three faculty
members and include one undergraduate and one graduate participant.

2. The term of office for members of the Undergraduate/Graduate Committee
shall be three years. Terms shall be staggered to the extent possible. A Chair is
chosen by the members of the Undergraduate/Graduate Committee and shall
serve for three years.

3. Minutes shall be kept of all Undergraduate/Graduate Committee meetings
and shall include voting tallies.

4. The duties of the Undergraduate/Graduate Committee shall be to establish
policies for the undergraduate and graduate programs and provide for their
implementation; to assess admission portfolios for acceptance into the graduate
program; to assess Graduate Teaching Assistant (GTA) applications; to serve as
primary advisor for all incoming graduate students; and to conduct GTA training
and orientation.

5. In appointment of Academic Faculty to a graduate thesis committee, the
candidate shall select a thesis advisor from eligible members of the faculty. The
candidate and the thesis advisor may select a committee member from inside
the department and will select a committee member from outside the
department. The candidate must receive the consent of each faculty member
before s/he will be considered an official thesis committee member.

6. The graduate student will complete the GS-6 in consultation with their thesis
advisor.

7. The thesis committee is subject to the approval of the Dean of the Graduate
School.

E. Search Committees

1. A Search Committee shall be formed to organize and conduct a search for a
new Department faculty position.

2. The Department Chair shall appoint the Search Committee and its Chair after
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faculty discussion. Those appointments and all activities relative to searches
must be cleared by OEO and comply with current OEO regulations and
Faculty/Staff Manual guidelines.

3. After the top listed candidates are selected by the Search Committee, the
Department Council shall discuss, vote on and send a recommended finalist list
to the Chair.

F. Ad Hoc Committees

1. The Department may create Ad Hoc Committees, appointed by the Chair, as
warranted.

VI. Standards for Tenure and Promotion

Policies, guidelines, and procedures for tenure and promotion are governed by the College
Liberal Arts Code and the Faculty/Staff Manual (E.10.4 and E.10.5).

A. Evaluation of Performance

The Faculty/Staff Manual requires that “the evaluation of faculty members shall be
based on qualitative and quantitative assessment of the faculty member’s fulfillment of
responsibilities to the University during the period of evaluation” (C.2.5.b). The
evaluation shall be based upon criteria enunciated in the Ethnic Studies Code. And, as
stipulated in the Faculty/Staff Manual, “assessment of the quality of a faculty member’s
performance requires careful and critical review, necessarily involving judgments and
should never be reduced to purely quantitative measures” (C.2.5.b).

B. Performance Expectations and Effort Distribution

All faculty members being considered for tenure and/or promotion must demonstrate a
level of excellence consistent with the standards in Ethnic Studies and its mission as well
as the faculty member’s individual effort distribution in teaching/advising,
research/creative activities, and service/outreach/engagement. All faculty members
being recommended for tenure and/or promotion must demonstrate a level of
excellence appropriate to the rank under consideration.

All faculty members shall assume responsibility for fulfilling their duties in areas of
teaching, research and service consistent with the mission of the university. In addition,
each faculty member shares the obligation of implementing and advancing
departmental goals and objectives. Effort distributions may vary among individual
faculty members in ways that reflect their distinctive contributions to the institutional
mission and their joint appointments.
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Generally, a distribution of 50% effort in teaching is associated with an academic year
assignment of four 3 credit Type-A or equivalent courses plus graduate and
undergraduate advising and other Type-B activities. Non-tenured faculty on a tenure-
track appointment will normally have such a 50% effort distribution in teaching, as will
tenured faculty whose scholarly records merit the four-course teaching load. Faculty
with a 50% effort in teaching normally also will have 35% effort in research and scholarly
activity and 15% effort in service and outreach.

1. Teaching and Advising Expectations

As stipulated in the Faculty/Staff Manual (E.12.1) teaching “involves the
systematic transmission of knowledge and skills and the creation of
opportunities for learning; advising facilitates student academic and professional
development.” In fulfilling teaching expectations, all Ethnic Studies faculty are
expected to engage in a number of activities such as classroom instruction,
supervision of student research, supervision of teaching assistants, service
learning, and other activities that organize and disseminate knowledge. Other
associated teaching activities include classroom preparation, grading, and
preparation and funding of instructional improvement proposals. Advising
activities for both undergraduate and graduate levels are vital to the learning
process and are characterized by being available to students, keeping
appointments, providing accurate and appropriate academic and career advice,
and providing knowledgeable mentoring and guidance. Other advising activities
include explaining graduation requirements and supervision of or assistance with
graduate student thesis/dissertation projects.

2. Research and Other Creative Activity Expectations

Performance expectations for research and other creative activities revolve
around the discovery and development of knowledge and original or imaginative
accomplishments as seen in publications and presentations, in addition to
seeking funding to support research or other creative activities. As indicated in
the Faculty/Staff Manual (E.12.2) the criteria for evaluating the original or
imaginative nature of research and other creative activities “should be the
generally accepted standards prevailing in the applicable discipline or
professional area.” Given the interdisciplinary nature of Ethnic Studies, the
applicable standards reach to multiple disciplines and professional areas. As
stipulated in the Faculty/Staff Manual (E.12.2), when the work is collaborative
“every attempt should be made to assess the value of the contribution of the
faculty member.”

3. Service/Outreach/Engagement Expectations

Service, outreach, and engagement are activities that advance the interests of
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the institution, community and profession. University service includes in part
the contributions to the governance and leadership of the University “through
the participation in the formulation and implementation of
department/college/university policies via membership on committees, councils,
and advisory groups and participation in administrative activities” (E.12.3.1).
Service includes advising student organizations. Professional service includes
participation in tribal, local, state, national or international professional
organizations that enhance the University’s scholarly and academic reputations.
According to the Faculty/Staff Manual, service in these organizations includes in
part editorial activities, service as an officer or committee member of a
professional society, participating in or organizing research conferences,
consultations, workshops or professional meetings, reviewing grant proposals,
and service on academic review boards. Community service includes
participating in community boards, committees, and the participation and
organization of community workshops and activities that further empower
communities, advance intercultural understanding and build ties to the
university. Outreach/engagement efforts may be integrated into the faculty
member's teaching, research, and/or service responsibilities.

C. Departmental Performance Criteria and Standards

The Faculty/Staff Manual indicates that “the department code shall establish clearly
articulated criteria and standards for evaluation” (E.11) and that “the evaluation of
faculty members shall be based on qualitative and quantitative assessments of the
faculty member's fulfillment of responsibilities to the University during the period of
evaluation. This evaluation shall be based upon criteria for teaching and advising,
research and other creative activity, and service and/or outreach enunciated in
departmental codes. Although there are some reasonable expectations for performance
that cut across disciplines, performance criteria may vary among disciplines within the
University according to the mission of the department and standards for the field.
Assessment of the quality of a faculty member's performance requires careful and
critical review, necessarily involving judgments, and should never be reduced to purely
guantitative measures” (C.2.5.b). For specific faculty annual evaluation ratings see
Appendix A Evaluation Grid.

Recommendation for tenure and promotion to Associate Professor shall require clear
evidence: (1) that the faculty member’s research/creative activity is in the process of
achieving professional recognition among leaders in the candidate’s discipline; (2) of
effectiveness and promise of continuing growth in teaching; and (3) of effectiveness in
institutional and professional public service when there has been opportunity to serve.
With respect to quantity of work, evidence of adequate scholarly research productivity
for faculty typically on a four-course per academic year load may be considered as five
or six substantial refereed journal articles of solid quality, either in print or electronic, or
the equivalent (e.g. one scholarly book reflecting original research and two journal
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articles in print or electronic), and a number of other scholarly activities (e.g., book
reviews, essays). The Department makes a strong recommendation for faculty to
demonstrate additional scholarly activities and evidence of continued research. The
lesser the quantity the stronger the need for substance, coherence and quality of work.
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1. Teaching and Advising Performance Criteria and Standards

In Ethnic Studies we recognize course content is often controversial and prone to
divergent student interpretation and reactions that can be reflected in student
evaluations. In Ethnic Studies we seek to critically examine the interlocking
forces of domination that are rooted in socially constructed categories of gender,
sexuality, class, race and ethnicity which may position our faculty at a
disadvantage in standard teaching evaluations. We understand the
intersectionality of identities for faculty further places them at a disadvantage
when gender/race/ethnicity/sexuality come into play in the front of the
classroom.

Criteria for the measurement of teaching and advising effectiveness and
continued growth shall be understood to include: command of subject matter;
willingness to assist students; creation of an atmosphere that encourages and
facilitates engaged learning, lucid reasoning, creativity, and independent
thinking; skill in presenting material and demonstrating its significance;
commitment to teaching and advising responsibilities (e.g., regular, prompt
meeting of classes, keeping office hours, providing accurate advice); openness in
examination of a variety of views, including respect for student expression;
fairness, clarity, reasonableness, timeliness, and good judgment in assigning and
evaluating student work; assisting students in their academic and professional
development (e.g., writing letters of recommendation, accommodating special
circumstances); continual efforts to improve the aims and content of courses
and academic programs, and continual assessment of effectiveness as a teacher
and adviser.

A source of evidence of quality teaching/advising includes but is not limited to:

i. Peer Evaluations: (1) written statements by colleagues who have
observed and evaluated classroom performance and/or supporting
materials and (2) written statements by colleagues who have observed
and evaluated a colleague’s teaching outside the classroom.

ii. Student Evaluations: (1) university-mandated evaluations as
standardized and administered by the department; (2) other in-class
evaluations initiated by the faculty member; and (3) unsolicited written
statements from students.



iii. Other kinds of evidence: (1) teaching materials (e.g., syllabi, tests,
study questions, handouts, Web materials, graded papers; course grade
distributions); (2) new courses and seminars created, developed, and
offered; (3) directed study topics supervised and brought tocompletion;
(4) direction of master’s and doctoral thesis committees when brought to
completion; (5) participation in master’s and doctoral thesis committees;
(6) effective undergraduate academic advising; (7) writing and grading of
M.A. and Ph.D. examinations; (8) pedagogical grants, fellowships and/or
awards applied for, officially nominated for, or received; (9)
accomplishments of students when these are related to instruction by
the faculty member; and (10) textbook publication.

2. Research and Other Creative Activity Performance Criteria and Standards

Criteria for the measurement of effectiveness and promise of continuing growth
in scholarship/creative activity shall be understood to include, but not limited to:
(1) publications and awards; (2) publication in refereed journals, or in scholarly
books, textbooks, monographs, or in recorded form; (3) juried or invited
presentations; and (4) funded research grants, fellowships, and/or other awards
won or received.

Other scholarly/creative activities, such as: conference papers, invited lectures,
workshops and similar performance based on original intellectual activity; book
reviews, editorials, essays, and other reflections; editing scholarly or creative
journals.

Other evidence of continuing scholarly/creative activity includes: work submitted
for publication; works in progress; and applications of research grants,
fellowships, and related awards.

3. Service/Outreach/Engagement Performance Criteria and Standards

In Ethnic Studies there is an expectation and recognition of faculty who engage
in community related service whether at the local, university, regional, tribal,
national, or international levels. The Department values national and
international recognition of faculty members’ expertise (e.g., expert
testimony/consultation/commentary or serving on editorial boards; refereeing
manuscripts and grant and award applications; jurying or adjudicating; and
serving on panels for funding agencies) as significant contributions to the
Department and the university.

Criteria for the evaluation of service/outreach/engagement activities include,
but are not limited to, the willingness to serve, responsible fulfillment of duties,
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efforts to act in the best interest of the University, organization, or community,
as well as the quality, significance and impact of the service.

Recommendations for promotion to Full Professor will pay particular attention to the
significance and quality of the candidate’s teaching, service, and published research or
artistry since appointment to the candidate’s present rank. Promotion to full professor
requires demonstration that the faculty member has matured in scholarship/creative
activity or artistry and has achieved recognition among leaders in the profession. With
respect to quantity of work, evidence of adequate scholarly research productivity may
be considered as at least five or six substantial refereed journal articles or the
equivalent (e.g. one scholarly book reflecting original research and two journal articles).
Regardless of quantity, the case made for quality and scholarly significance remains the
primary concern in recommendations for promotion to full Professor.

VII. Procedures for Regular Faculty Reappointment, Annual Evaluation, and Mid & Post-
Tenure Review

If the Department does not recommend the reappointment of a non-tenured faculty
member, section E.6 of the Faculty/Staff Manual must be followed.

A. Regular Faculty Reappointment Procedure

1. All tenure-track faculty shall have their contracts renewed each year during
the probationary period.

2. The faculty member shall provide to the Tenure and Promotion Committee
and Department Chair relevant documents for review, including a vita, a
statement of goals, and a copy of the most recent annual evaluations.

3. The members of the Tenure and Promotion Committee shall constitute the
Review Committee and prepare a written report to the Department Chair.

4. The Department Chair shall review the materials noted above, write an annual
evaluation, and forward it, with required documents, to the Dean’s office.

B. Regular Faculty Annual Evaluation
1. All tenured and tenure-track faculty shall provide Faculty Annual Activities
Reports to the Tenure and Promotion Committee and Department Chair for
review and evaluation in accordance with sections E.14 and C.2.5 of the

Faculty/Staff Manual.

2. The Department Chair shall evaluate faculty member’s annual performance
and write independent assessments, which shall be forwarded to the Dean of
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the College.

C. Regular Faculty Midpoint Comprehensive Review

1. The Faculty/Staff Manual provides university guidelines for the midpoint
comprehensive reviews.

2. Tenure-track faculty members shall undergo a comprehensive review during
the midpoint of their probationary period.

3. Faculty members who have up to three years of service credit shall be
reviewed during the second year of appointment; for faculty with four years of
service credit, the review shall take place during the first year of appointment.

4. A copy of the Tenure and Promotion Committee report shall be given to the
faculty member, who then has ten working days to prepare a written response, if
desired.

5. The Department Chair shall make an independent assessment and forward the
written reports and the faculty response to the Dean of the College.

D. Post-Tenure Review
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1. All tenured faculty members shall be reviewed every five years or the year
after a second unsatisfactory annual performance within a five yearperiod.

2. The faculty member shall submit an updated curriculum vitae; a self-analysis
by the faculty member including both strengths and weaknesses and a
statement by the faculty member of professional goals and objectives.

3. The evaluation must be based upon the faculty member’s performance in
each area of responsibility and it must take into account the individual faculty
member’s effort distribution.

4. A copy of the Tenure and Promotion Committee report shall be given to the
faculty member, who then has ten working days to prepare a written response, if
desired.

5. Faculty members who express their intention in writing for transitional
retirement and are approved are exempt from review.

6. A Phase Il Post-Tenure Comprehensive Performance Review is initiated when
the academic supervisor decides that a tenured faculty member's performance
in a Phase | Review was not satisfactory, or it may be initiated as describedin
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Section E.15.4.1. The initiation of a Phase Il Review is not grievable by the faculty
member. A Phase Il Review Committee of at least three (3) tenured peers at the
same or higher rank as the faculty member shall be selected to conduct a
comprehensive performance review. Two of the selected faculty members shall
not have been involved in Phase I. The academic supervisor shall not be a
member of the Review Committee, nor shall any other administrator at the same
administrative level as the academic supervisor or higher. If the department has
fewer than three eligible faculty members, then additional tenured peers shall
be selected first from the department’s faculty affiliates and then from eligible
faculty members in the same college so as to increase the total number of
committee members to three (3).

The duties of an Unsatisfactory Post-Tenure Review Committee shall include:

Working with the faculty member under review to suggest strategies for
addressing concerns raised by the Phase | review.

Collecting additional information concerning the teaching/advising/mentoring,
scholarship or creative activitity, and service of the faculty member under
review.

Soliciting a narrative from the faculty member under review. The narrative
should address concerns raised by the Phase | review and outline a plan for
improving performance.

Evaluating the performance of the faculty member on the basis of the material
collected.

At the end of the review process, the members of the Phase Il committee shall
report one of the following outcomes to the Chair:

The faculty member under review has met the reasonable expectations for
faculty performance.

The deficiencies identified by the Periodic comprehensive Review Committee are
not judged to be substantial and chronic or recurrent.

There are substantial and chronic or recurrent deficiencies that must be
remedied.

The conditions set forth in Section E.14.3.2 Time Limit for Action by the
Provost/Academic Vice President of the Academic Faculty and Administrative
Professional Manual appear to be present.
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The Chair and the faculty member under review will design a professional
development plan indicating how concerns will be remedied and set a schedule
for accomplishing each element of the plan. This plan must be approved by the
Dean of the College.

In the event that conditions set forth in Section 15.4.1 are present, the Phase Il
committee will recommend the initiation of procedures which may result in
possible sanctions up to and including tenure revocation. For each outcome, the
Phase Il committee shall provide the faculty member under review with a
written summary of the review, and the faculty member shall have 30 days to
prepare a written response to the summary. Both the review and the faculty
member’s response shall be forwarded to the Chair and, at successive steps, to
the Dean and the Provost. Recommendations of the Chair and Dean will be sent
concurrently to the faculty member. The Provost shall make the final decision
regarding action.



VIIl.  Evaluations of Special Instructors, State Classified Personnel, Department Chair, and
Administrative Professionals

A. Special/Temporary Instructor Evaluation

1. All Special/Temporary Instructors shall be evaluated annually by the members
of the Executive Committee.

2. The Executive Committee conducts all Special Instructor’s evaluations.

3. Special/Temporary Instructors with yearly contracts shall submit a curriculum
vitae and other documentation for annual evaluation.

4. The evaluators shall complete the College of Liberal Arts Instructor Evaluation
form, meet with the instructor and have them sign the form. It is then submitted
to the Dean of the College.

5. All Special/Temporary Instructors have a choice each year to include peer
review evaluations conducted by the department in their evaluations.

B. State Classified Personnel Evaluation

All state classified personnel shall be evaluated in accordance with the
procedures outlined in the Performance Management Program User Guide for
State Classified Employees and Supervisors in the Human Resource Service.

C. Department Chair Evaluation
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1. The Department Chair shall be evaluated annually by the Dean of the College.

2. The Department’s Tenure and Promotion Committee shall solicit assessments
of the Department Chair from all regular faculty, Special/Temporary instructors,
state classified personnel, researchers, and support staff.

3. The Tenure and Promotion Committee Chair shall provide a summary
narrative and quantitative data from the Chair Evaluation Forms and provide a
copy to the Department Chair and the Dean of the College.

4. The Tenure and Promotion Committee Chair shall forward the original Chair
Evaluation Forms to the Dean of the College.

5. The Department Chair shall provide additional materials as requested by the
Dean’s Office, which may include Annual Activities Report, Statement of Goals,



and Annual Role and Responsibility Survey.
D. Administrative Professional Evaluation

All Administrative Professionals shall be evaluated in accordance with the
procedures outlined in the Faculty/Staff Manual.

Amendments to the Department Code

A. All requested changes to this Code shall be presented to the Executive Committee
for view prior to being submitted to the Department Council.

B. This Code may be amended by a two-thirds vote of members during the Department
Council meeting when a quorum is present. Amendments shall be presented one week
before the Department Council meeting. Tenure and promotion amendments will be
presented for a first reading and distributed to all members at least one week before
the Department Council meeting then voted on at a subsequent meeting.

C. A comprehensive review of this Code shall be conducted by the Executive
Committee every five years with any recommendations for amendments returned to
the Department Council for action. Appendices to this Code may be created or amended
by a two-thirds majority of all members of the Department Council at any meeting of
this body.

Non-Tenure-Track Faculty (NTTF) Appointments, Promotion Pathways, and Governance
Academic Faculty and Administrative Professional Manual (Faculty Manual) provides a
fuller description of each faculty appointment types and promotional requirements (see
Section E.2). In areas where there may be a conflict, the Faculty Manual supersedes the
Department Code.

Non-Tenure-Track Faculty Appointment Types

There are three different types of NTTF appointments: Adjunct, Continuing, Contract

1.1 Adjunct Appointment: Instructors who are appointed for one year or less at .5 or more
FTE, or without time limit for less than .5 FTE. Duties are 100% teaching.

Other conditions of an adjunct faculty include:
a. The appointment is “at will” and is subject to termination by either party at any time.
b. The faculty member shall participate in annual reviews and annual salary exercise.

1.2 Continuing Appointment: Instructors who have been hired at .5 FTE or more for two
consecutive semesters are appointed on a “continuous” basis beginning with their third
semester of teaching for the department. Previous semesters should be consecutive, with
exceptions made for FMLA leave, research-related leave, post-doc positions, etc.
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Other conditions of a Continuing faculty include:

a. The appointment is “at will” and is subject to termination by either party at any time.

b. The faculty member shall participate in annual reviews, annual salary exercise, and
departmental governance.

c. The standard expectation is that Continuing faculty have voting rights in the
governance of the department and college with the exception of decisions relating to
tenure and promotion of tenure-track or tenured faculty, and will be eligible to serve
on departmental and college committees.

d. A Continuing faculty member who has been employed with this appointment type for
at least six (6) semesters shall be given serious consideration for conversion to a
Contract faculty appointment.

1.3 Contract Appointment:

Contract faculty appointments are designated for specified non-teaching duties for
specified time period. The primary responsibility of a contracted faculty is to teach, with
the possibility of engaging in service or administration. For faculty in the instructor track,
some combination of service and/or administration may be added to their effort
distribution upon discussion with the faculty member. Research, service and/or
administration may be added to a Contract faculty in the professorial track.

Other conditions of a Contract faculty appointment include:

All contracts have a specified end date and a term of at least two (2) years. The faculty

member shall be notified of their contract renewal status one year prior to its expiration.

b. The faculty member shall participate in annual reviews, annual salary exercise, and
departmental governance.

C. The standard expectation is that Contract faculty have voting rights in the governance of

the department and college with the exception of decisions relating to tenure and

promotion of tenure-track or tenured faculty, and will be eligible to serve on

departmental and college committees.

The faculty member shall be eligible for funding for release time upon completion of at

least twelve (12) semesters of employment, or a combined twelve (12) semesters

between Contract or Continuing appointments.

1.4 Dual (or Multiple) Appointments:

A faculty member with a dual appointment shall be eligible for university benefits
appropriate to their combined FTE; however, for the purposes of participating in shared
governance and other department-based benefits and privileges, the faculty member’s
primary appointment shall be used to determine the eligibility requirements.

2. Procedure for Hiring and Evaluating Adjunct, Continuing, and Contract Faculty

The Faculty Manual Section E.6 titled “General Policies Relating to Appointment and
Employment of Faculty” supersedes the Department Code.

It is the policy of the Colorado State University to seek the best qualified candidates
available for all positions within the limitations imposed by the availability of
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resources, level of the appointment, unique requirements of the position, and the
talent pool. In the process of searching for and appointing persons to faculty
positions, participation by those who will be professional peers and colleagues or
who will be subject to direct supervision of the new appointee is strongly
encouraged in all cases and is specifically required for some types of appointments.

Selection of non-tenure-track faculty members is a responsibility of the department,
but must be made within the spirit and intent of University policy. Confidentiality
during the hiring process must be maintained to the extent required by law.
Recommendations at each level (department, department head, and dean(s)) shall
be reversed at higher levels only for compelling reasons that shall be stated in
writing to each of the recommending bodies.

2.1 Selection of Non-Tenure-Track Faculty (see Section E.4 of the Faculty Manual)

a. The NTTF Search Committee shall consist of at least two tenured faculty and
one NTTF. The committee assignment shall be done at the final Department
Council meeting in spring of each year or as needed.

b. The NTTF Search Committee shall meet at least once each semester in order to
review and rank order the candidates based on the rating sheet; the
Committee shall identify the areas of strengths and suggest possible courses
each qualified candidate would be able to teach.

c. The list of qualified candidates shall be forwarded to the Department Chair
who shall initiate the hiring proposal.

2.2 Annual Performance Evaluation of Non-Tenure-Track Faculty

a. This section conforms to the Faculty Manual Section C.2.5. “Evaluation of
Performance of Faculty.”

b. The Department’s NTTF Promotion Review Committee (see section 5.2 below)
shall serve as the NTTF Annual Performance Evaluation Committee. The
evaluation summary shall be forwarded to the department chair who shall
provide an independent evaluation.

c. The evaluation of faculty members shall be based on qualitative and
guantitative assessments of the faculty member’s fulfillment of responsibilities
to the University during the period of evaluation. Assessment of the quality of
a faculty member’s performance requires careful and critical review,
necessarily involving judgments, and should never be reduced to purely
quantitative measures

d. If the faculty member has significant duties outside of his, her or their home
department (e.g., a joint appointment with another department or significant
service at the college or university level), then a written performance
evaluation shall be requested from the supervisor for each of these duties.

e. The department chair shall hold an annual conference with each member of
the department faculty as part of the evaluation. The faculty member shall be
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fully advised concerning the methods and criteria used in the evaluation, the
results of the evaluation, and how the results will be utilized.

f. The evaluation shall be in writing. The faculty member shall be given the
opportunity to append written comments to the evaluation. The evaluation
shall be signed by the department chair and by the faculty member, and the
faculty member shall receive a copy of the evaluation.

g. Grievances between a faculty member and the department chair shall be acted
upon in accordance with Section K of the Faculty Manual.

3. Promotion Pathways

Non-tenure-track faculty are eligible for two possible promotion pathways:
Teaching Professor and Instructor tracks. The Teaching Professor track is for
faculty who demonstrate research agenda and productivity, in addition to their
teaching, service and/or administrative roles. The Teaching Professor must hold a
terminal degree. The Instructor Track is designed for faculty whose primary
responsibility is in teaching, with the possibility of acquiring service
responsibilities at the departmental and university levels. The Instructor track
faculty must hold a graduate degree.

a. Professor Track:
i. Teaching Assistant Professor
ii. Teaching Associate Professor
iii. Teaching Full Professor

b. Instructor Track:
i. Instructor
ii. Senior Instructor
iii. Master Instructor

4. Criteria for Promotion

The Ethnic Studies Department will use the Instructor/Senior Instructor/Master
Instructor track and Assistant Teaching Professor/Associate Teaching
Professor/Full Teaching Professor track for NTTF appointment and promotion.

4.1 Criteria across Instructor track ranks:
a. M.A. degree in field or discipline pertinent to the instructional duties assigned.

Evidence of, or demonstrated potential for, University-level teaching.

4.2 Criteria for Instructor Track Ranks

4.2.1 Instructor
a. Demonstrated teaching effectiveness or potential for teaching excellence at the

university/college level

b. 100% teaching responsibilities (other duties may be appropriate in some cases)
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4.2.2 Senior Instructor
Five years or ten semesters of experience as Instructor in the department.

The promotion clock starts at time of hire as Instructor, with either Continuing or

Contract appointment type.

Record of consistent teaching excellence (as demonstrated by achieving an overall

“exceeds expectations” for the previous two years of service in annual evaluations)

Some combination of demonstrated contributions to department, college,

university and/or discipline, which may include the following area and shall be

specified in their appointment contracts:

1) Service on department, college or university committees

2) New course/curriculum development, integration of service learning, and
pedagogical innovation

3) Peer mentoring or participation in department training programs

4) Scholarship/creative activity

5) Outreach/engagement to communities and partners beyond the department
that draws upon the individual’s expertise.

Evidence of professional development

4.3 Master Instructor
Five years of experience as Senior Instructor in the department
The promotion clock starts at time of hire as Senior Instructor.
Record of sustained teaching excellence in teaching (as demonstrated by achieving

Ill

an overall “exceeds expectations” in four out of five of the preceding years)

Some combination of sustained contributions to the department, college,

university and/or discipline, which may include the following areas and shall be

specified in their appointment contracts:

1) Service on department, college or university committees

2) New course/curriculum development, integration of service learning,
pedagogical innovation

3) Peer mentoring or participation in department training programs

4) Scholarship/creative activity

5) Outreach/engagement to communities and partners beyond the department
that draws upon the individual’s expertise.

Evidence of sustained professional development

4.4 Criteria across Teaching Professor Track Ranks
A terminal degree in field or discipline pertinent to the instructional duties

assigned
Demonstrated excellence in teaching at the university/college level in the field or
discipline pertinent to the instructional assignment in the department



c. Demonstrated ability to carry out professional and publishable research in relevant
field or discipline

d. Demonstrated ability to carry out department/college/university administrative
and/or service duties to be assigned by the department chair, the college dean, or
the university provost

4.4.1 Assistant Teaching Professor
e Minimum criteria for appointment to the Teaching Professor track (see above)
shall be considered for an initial appointment at the rank of Assistant Teaching
Professor

4.4.2 Associate Teaching Professor

e Must meet the minimum criteria for appointment to the Teaching Professor track

e Five years or ten semesters of experience as Assistant Teaching Professor in the
department with demonstrated teaching excellence by earning at least “exceeds
expectations” in four out of five of the preceding years.

e Minimum of two-to-three publications in quality, peer-reviewed journals or as
peer-reviewed book chapters in reputable university or similar presses

e Demonstrated excellence in fulfilling assigned administrative and service duties
over the period of appointment at the Assistant Teaching Professor rank

4.4.3 Full Teaching Professor
e Must meet the minimum criteria for appointment to the Teaching Professor track

e Five years or ten semesters of experience as Associate Teaching Professor in the
department with demonstrated teaching excellence by earning at least “exceeds
expectations” in four out of five of the preceding years

e Minimum of three refereed publications in quality, peer-reviewed journals (or as
peer-reviewed book chapters in reputable university or similar presses) beyond
those published during appointment at the rank of Associate Teaching Professor

5. Advancement in Rank

This section is an abstracted language from the Faculty Manual, Section E.13.1, and adheres to its
principles, policies and subsequent amendments appertaining thereunto.

5.1 Non-Tenure-Track Ranks, Promotion Eligibility, and Service Credit

For the purposes of discussing promotion in this section, the six (6) available ranks for faculty are
grouped into four (4) levels as follows:
1. Instructors

2. Senior Instructors and Assistant Professors
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3. Master Instructors and Associate Professors
4. Professors

A promotion is an advancement in rank from one level to a higher level. A change in rank within
a level is not a promotion.

Normally, after five (5) years in rank faculty are eligible to be considered for promotion.
Promotion may be considered prior to five (5) years in rank in those cases in which the faculty
member’s performance clearly exceeds the standards for promotion established pursuant to the
performance expectations stipulated in the Faculty Manual, Section E.12.

Service at other academic institutions may count toward time in rank. The appointment letter
shall state unambiguously whether or not service at other institutions will count towards time in
rank at Colorado State University and state specifically the exact number of years of prior service
credit being granted. The department chair and dean are responsible for apprising the candidate
of this possibility.

5.2 Promotion Review Committee

The eligible department faculty members are all other faculty members of higher rank than the
faculty member under consideration. A faculty member with a conflict of interest is expected to
recuse himself or herself.

The promotion committee for evaluation of non-tenure-track faculty shall consist of two elected
members from the Department’s Tenure and Promotion Committee and one elected member
from the non-tenure-track faculty whose rank is above that of the faculty member being
evaluated. Election of the promotion committee members shall occur after a department-wide
discussion among all of the eligible faculty. While the department seeks to constitute committees
based on the principle of consensus, any eligible faculty member may ask for an anonymous
voting, in which case all tenured faculty shall vote two representatives and all eligible NTTF
faculty shall vote one representative.

If a committee of at least three (3) faculty members of higher rank within the department cannot
be constituted, then additional faculty members of higher rank shall be selected from other
departments within the University. The procedure for selecting a non-departmental
representative shall conform to the terms as specified in the Faculty Manual.

5.3 Promotion Review Procedure

The faculty member shall initiate the process leading to a recommendation for the granting or
denial of promotion by submitting a formal request for promotion in rank to the department
chair.

The department chair shall ask the promotion committee to vote by ballot for or against
promotion of the faculty member being considered. A promotion recommendation shall be by a
majority vote of the promotion committee. The recommendation shall include a vote summary
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and a statement of reasons representing the majority and minority points of view. The
recommendation shall be forwarded successively to the department chair, the dean of the
college, the Provost, and the President for review and either endorsement or opposition.

5.4 Contrary Recommendation, Denial of Promotion, and Grievance Procedure

After a recommendation is received from the promotion committee, a contrary recommendation
shall be issued at a higher administrative level below the President only for compelling reasons
that shall be stated in writing to the faculty member, the promotion committee, and all
administrators who have previously supported or reversed the recommendation. If such a
contrary recommendation is issued, the faculty member, the promotion committee, and all
administrators who have previously reviewed the recommendations shall be given seven (7)
working days from the date of notification of the contrary recommendation to respond in writing
to the administrator’s reasons for opposition, and the contrary recommendation may be opposed
at an even higher administrative level. The responses from the faculty member, the promotion
committee, and the administrators shall be forwarded to each successive administrator along
with the recommendation and rationale for the contrary recommendation.

In the event of a committee recommendation to deny promotion or opposition by an
administrative officer below the President to a recommendation to grant promotion, the
recommendation of the committee and the reasons for any contrary recommendation shall be
made available promptly to the faculty member under consideration. If the faculty member
believes that the committee’s recommendation to deny promotion violated University policy or
state or federal law, he or she shall be given seven (7) working days from the date of notification
of the recommendation to submit a written statement detailing this violation. This statement
shall be forwarded to each successive administrator along with the recommendation from the
promotion committee. If the faculty member believes that an administrator’s opposition to a
recommendation to grant promotion violated University policy or state or federal law, and the
Provost has endorsed the recommendation of the administrator not to grant promotion, then the
faculty member may appeal the decision through the grievance procedure.

In any grievance proceeding, the department and/or the promotion committee shall be
represented by a member of the promotion committee selected by the prevailing side of the
committee. Although a grievance may not be filed until the Provost has made his or her
recommendation to the President, the grievance shall be against the administrator whose action
is being grieved. However, the effective date of notification of the grievant shall be the date of
notification of the Provost’s recommendation.

6. Governance

1. Upon positive review by the department’s NTTF Promotion Review Committee, each NTTF
Instructor Track member with a Continuing or Contract appointment shall have the right
and responsibility to cast one vote toward all matters deliberated by the Department
Council. This service duty shall be specified in their contracts.

a. Ininstances where the department has no NTTF with Continuing or Contract
appointments who have been properly reviewed by the Promotion Review
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Committee, Instructor Track members shall select one representative through a
nomination process of their choosing. This representative shall have the right and
responsibility to cast one vote toward all matters deliberated by the Department
Council.

2. Each NTTF Teaching Professor Track member shall have the right and responsibility to cast
one vote toward all matters deliberated by the Department Council. This service duty shall
be specified in their contracts.

3. NTTF with Continuing or Contract Appointments shall be eligible to serve on all
department committees except for Tenure and Promotion and other committees that
evaluate performance of tenure track faculty. This service duty shall be specified in their
contracts.

a. If members with Adjunct appointments are recruited to serve on department
committees, they shall receive financial compensation that is commensurate with
their rank and efforts. These individuals shall be eligible to serve on all department
committees except for Tenure and Promotion and other committees that evaluate
performance of tenure track faculty.

X. Department Self-Evaluation

Self-evaluations of departmental operations, Code and performance shall be conducted in
accordance with the Faculty/Staff Manual section C.2.4.2.2.

XI. Student Grade Appeals
1.Student grade appeals follow the procedures set forth in the Faculty Staffmanual.

2. Within thirty (30) calendar days of the receipt of an appeal, the appeal shall be forwarded to
the course instructor(s) who assigned the grade and an appeal committee shall be formed,
unless the request is received during or shortly before the Summer Session, when the course
instructor(s) who assigned the grade or members of the appeal committee will not be available,
in which case, the appeal committee shall be formed no later than thirty (30) calendar days
after the beginning of the following Fall semester..

3. The appeal committee shall be composed of two (2) faculty members nd two (2) students

from within the department and one (1) faculty member from outside the department who
shall serve as the chair. All five (5) members of the appeal committee shall be voting members.
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4. The Department Chair shall select the members of the appeal committee.

XII. Student Appeals of Academic Integrity

All student appeals involving violations of the academic integrity policy require faculty to follow
1.7.2 and to notify students about infractions and penalties in writing. All appeals are governed
by the Faculty Staff Manual 1.7.2.

Appendix A

Page | 29



Department of Ethnic Studies Evaluation Grid (revised/approved May 9, 2012)

Appendix A
Teaching and Advising
Superior Exceeds Expectations Meets Expectations Does not Unsatisfactory
meet
A. Classroom Teaching Criteria:
4.5 to 5.0 average 3.8to 4.4 average of all | 3.0to 3.7 average of all | 2.1 to 2.9 average of all | Under 2.0 average of all
of all courses courses courses courses courses

THE ABOVE EVALUATION RATING MAY BE INFLUENCED BY ANY OF THE FOLLOWING FACTORS:

Favorable teaching assessment from a peer evaluator

Incorporation of innovative, creative teaching methods or techniques

Nominated for or received a teaching award

Wrote and/or received a teaching grant

Received many unsolicited notes, letters, emails from students praising effective teaching

Continual assessment of effectiveness as a teacher (described in personal statement and student qualitative comments)
Supervised Independent Studies

New course preparations

NOTE: Special consideration will be given to those teaching contentious courses like ETST 100

B. Advising Criteria: If assigned advising responsibilities

Superior Exceeds Expectations Meets Expectations Does not Unsatisfactory

meet

THE ABOVE EVALUATION RATING MAY BE INFLUENCED BY ANY OF THE FOLLOWING FACTORS:

Carry an advising load

Mentoring of students

Nominated for or received advising award

Received many unsolicited notes, letters, emails from students praising effective academic and/or career advising
Student essays and/or thesis receives an award or recognition

Serves on graduate committees

Serves as graduate committee chair
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Research, Scholarship, and Creative Activities*

Superior Exceeds Expectations Meets Expectations Does not Unsatisfactory
meet
A. Publications Criteria: Academic Articles, Chapters, Texts or Monographs
2 or more peer- 1 peer-reviewed 1 peer-reviewed Minimal No scholarly activity
reviewed articles, article or book article or book evidence of
book chapters; or a chapter with another chapter; or scholarly activity
peer-reviewed book publication accepted developing a
TH E ABOVE EVALUATION RATING MAY BE INFLUENCED BY ANY OF * Publication of a governmental or grant report
THE FOLLOWING FACTORS: » Quality, importance, usability, venue, or scope of the
e Publication of a non-refereed edited collection published or creative material
o Publication of a monograph or textbook e Nominee or recipient of an award for scholarly activity

e Publication of non-refereed journal articles

B. Other Scholarly Activities:

4 or more scholarly 3 scholarly activities 2 scholarly activities 1 scholarly activity No_eyidence of scholarly
activities activity
For example: e Editor for ajournal
e Presentation at a professional conference e Active reviewer for journals or book(s)
e Organizing a professional conference e  Reviewer of abstracts for conference presentations
« Demonstrated ongoing grant activity e Leadership of scholarly workshop
e Demonstrated ongoing research agenda

Note: Categories A and B are required of all faculty members,
while C is optional. Funded research could supplement B, but
Category A should be the priority for untenured faculty members.

%

C. Contract and Grant Development Criteria: Internal or External
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Pl of at least 1 funded
external grant or
contract

Co-PI of 1 externally
funded contract or grant
and/
or

Plor Co-Plon 1
external grant or

cantract ciihmiccinn

Key staff member role
on externally funded

contract or grant
(o)
r

Co-Pl of 1 (or more)
internal grant

Key personnel on 1
(or more) internally
funded grants or

contracts
or
Evidence of progress

toward an internal or

No involvement in
internally or externally
funded grant activity

Service and Outreach

Superior

Exceeds Expectations

Meets Expectations

Does not
meet

Unsatisfactory

ho onuivnlont +a tho critoria

To reach any of the rating levels, the service activity for service/leadership roles, committee participation, and community must

ideontifiod in any TVAOD catonanrioc

A. Professional Service Crit

ria;

(i.e., officer or major
committee chair) in a

professional

Served in leadership role

national or international

Committee or related
service role at the
regional and/or state
level

Committee service in
local professional
organization

Infrequent service

No service activity

B. Universitv, College, Dep

rtment Service Criteria:

University or College
committee or regular

more University,

Caollece ar Dent

Leadership position on a

participation in three or

Regular participation
on two College, or
University committees
or
Leadership position

on nne Denartment

Regular Participation on
one Department
committee

Minimal participation
in Department,
College or University
committee work

No involvement in committee
activity

C. Communitv Service. Out

or
Leadership role in a

Three or more community
presentations, workshops

community organization

Two community

presentations or

workshops to

community groups
or

each. and Leadership Criteria:

One community
presentation or
workshop to a
community group

o

No community
presentations and
Minimal involvement in
community
organizations

No community presentations
an
d
No involvement in
community organizations
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THE ABOVE EVALUATION RATING FOR A, B or C MAY BE INFLUENCED BY ANY OF THE FOLLOWING FACTORS:
Outreach activity in behalf of the Department

Nominee or recipient of award for service activities

Extraordinary amount of time devoted to community service, outreach or leadership

Activity has extraordinary importance

Administrative duties assigned by Chair
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Appendix B
October
2011

Ethnic Studies Policy for Special/Temporary
Instructors

The Ethnic Studies Department relies upon Special/Temporary instructors (as defined in the Handbook for Adjunct
and Faculty of the College of Liberal Arts) to deliver quality education for our degree programs. The Department
supports and encourages the inclusion of Special/Temporary instructors and promotes equity and transparency in
the process of hiring and retainingthem. To provide them a voice, one Special/Temporary instructor will be
internally elected by ballot to represent Special/Temporary instructors in the Department Council meetings and will
be a voting member.

Each year hiring decisions are made and it is our intention to promote transparency in that process. A number of
factors will be considered in prioritizing which Special/Temporary instructors will be hired to teach courses in the
Department. The Chair shall consider the following qualifications in making hiring and retention decisions for
Special/Temporary instructors.

. PhD/MA in Ethnic Studies or related discipline

. Graduate Students in the Department of Ethnic Studies MA Program

. Experience in teaching Ethnic Studies specific courses

. Conducting Ethnic Studies related research

. Longevity in teaching in the Department of Ethnic Studies with documentation of effective quality
instruction

. Flexibility to teach MWF one semester and TR the following semester

. Collaboration or service work with marginal populations

In hiring, special consideration will be given to Special/Temporary instructors who are able to teach the required
courses offered and:

. Graduate students in the Department of Ethnic Studies; or
. Have taught for five years or more with a proven record of quality teaching

Ethnic Studies graduate students may teach stand-alone courses in the Department of Ethnic Studies while they are
enrolled as students. At this time they will be considered Special/Temporary instructors rather than GTAs. Ethnic
Studies graduate students teaching as Special/ Temporary instructors are limited to teaching 2 courses until the
completion of their degree. They will be given priority in teaching if there is financial need to the completion of their
studies.

Those Special Instructors who have a demonstrated record of teaching ethnic studies courses in the Department,
evidence quality instruction (ie: strong peer and student evaluations), exhibit flexibility in scheduling and are able to
teach different courses in the existing curriculum will potentially be eligible for an extended term contract. All
extended contracts are developed and approved by Department Chair. There will be a limited use of “extended term
contracts” and the terms of the contract will be negotiated with eligible Special/ Temporary instructors and the



Department Chair. Per the College of Liberal Arts, Special Instructors must have taught for 2 —years in the
Department.





