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RESOURCES GRANDVALLEY
INSTITUTE SrATEU ERSIIY
TO: Rob Franciosi, Chair of ECS

Kristine Mullendore, Vice Chair of ECS
FROM: Alan Steinman, Director of AWRI
DATE: 8/XX/2006
FILE: 100.000

SUBJECT: AWRI Proposal for Research Faculty Status

Please find attached for your consideration a proposal from AWRI that would allow for a type of
tenure for qualified AWRI researchers who currently have AP status. This request was initiated
by the eight (8) Principal Investigators (PIs) at AWRI, and who have been part of the proposal
development process. Tom Butcher, university counsel, has advised AWRI that the proposed
changes would need to be made to Chapter 4, Section 2 of the Administrative Manual, and we
have asked him to cast our attached proposal in that language. Thave tried fo anticipate the
preliminary questions you might have about the proposal and look forward to explaining the

proposal in more detail.

Why are we seeing this request now? The idea of adding a tenure track for qualified AWRI
researchers is not new. The AWRI PIs have been actively pursuing some type of tenure-track
faculty status since 2001 The process began with discussions among me, former Dean Kindschi,
and former Chair of Biology Karel Rogers. Those discussions resulted in a formal proposal that
was submitted to Dean Kindschi and then to former Associate Provost Wendy Wenner on 29
June 2004 (Subject: Tenure Track Appointments for AWRI PIs). Over the past 26 months, this
proposal has again been picked up and reviewed, discussed, and revised based on discussions
between myself, Jon Jellema, Fred Antczak, Tom Butcher, Jean Nagelkerk, and the AWRI

principal investigators.

Why should persons whose primary function at the university is research be called faculty?
Persons who are in a research position are already considered to be faculty according to the

definition of faculty in the Administrative Manual, 2.1

Faculty 1. A person in a regular teaching, research, or professional library position; a
regular appointment may be for less than full time, if at least half-time, with the
agreement of the appointing unit, the appointing officer, and the faculty member.

[emphasis added]
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Beyond that, however, you should know that the AWRI PIs have a 25% teaching or equivalent
requirement, teach classes at both the undergraduate and graduate levels, develop new courses

for GVSU, involve students in their research, mentor undergraduate and graduate students, serve
on CLAS and University-wide committees, represent GVSU at local, regional, state, national,

and international meetings and workshops, publish their research in peer-reviewed publications,
and obtain extramural funding. '

What is the justification? And how many Pls would be eligible? Onbehalf of the AWRI Pls, the
request for faculty status is submitted based on the following reasons.

1. Equity: The eight PIs at AWRI have similar workload responsibilities, albeit in different
proportions, as tenure-eligible faculty on campus. They should be eligible for the same benefits,
including academic freedom, sabbaticals, promotion, and faculty senate representation. None of
those are currently available to AWRI Pls.

2. Recruitment/Retention: Without some version of tenure, AWRI will have difficuity
attracting or retaining excellent faculty. To my knowledge, two Pls have applied for tenure-
eligible positions elsewhere (I know because they told me or asked me to write reference letters);
there may be other applications out there that T am not aware of.

3. University Commitment: By allowing personnel to be eligible for some version of
tenure, GVSU explicitly places a stamp of investment on those faculty. By excluding AWRI PIs

from that opportunity, there is an implicit assumption that we are considered less valuable to the
. University’s mission. At present, AWRI PIs are offered one-year renewable employment

contracts.
Then why create an additional tenure track? Why not try to make the Pls eligible for the existing
faculty tenure track? The key difference between faculty tenure and research faculty tenure in

this proposal is that research faculty are subject to the loss of their position if they are not
continuously successful at bringing in outside funding for their research.

memo to ECS_aug0f_ads4 for ECS 3 1508



Proposed changes to Administrative Manual, Chapter 4, Section 2 for the
inclusion of Research Faculty

2, FACULTY
21 : -Facu!ty:
1. A person in a regular teaching, research, or professional library

position; & regular appomtment may be for less than full time, if at
least half-time, with the agreement of the appointing unit, the
appointing officer, and the faculty member. :

2. Facutty members who are also academic unit heads (department
chairs and school directors).

3. Academic administrators who also hold faculty rank (Section

2.11).
25 Regular Faculty Rank.
1. Except for librarians_and_rescarchers as fisted below, regular

faculty appoiniments within the university are made in one of the
following ranks: Professor, Associate Professor, Assistant
Professor, or Instructor. The nature of the accepted terminal
degree for any given program is to be decided by the Dean in
consultation with the Unit offering that program.

Instructor. A person who does not possess a terminal degree
and has limited teaching experience.

Assistant Professor. This is the usual entry-level appointment
for a person with a terminal degree and little teaching experience
or others without a termirial degree but with appropriate teaching
or professional experience.

To be considered for promction to Assistant Professor, an
Instructor should have appropriate credentials and prove to be an
effective teacher. Ordinarily, at least three full time equivalent

- years at the rank of Instructor are required before an Instruclor is
considered for promotion to Assistant Professor.

Associate Professor. Appointments to Associate are ordinarily
contingent upon a terminal degree, demonstrated competence
and experience in teaching at the university level, and recognized
schojarly achievements,

AWRI Facufly Pofcy Revisions 08-00-00 for ECS § 15 66




To be promoted to Associate, an Assistant Professor must
display consistent teaching effectiveness, and should have
eamed the Doctorate or appropriate terminal degree, except in
unusual circumstances where the evidence demonstrates that
the absence of the degree does not inhibit the faculty member's
professional standing and performance. In addition, the person
should have achieved professional recognition through
scholarship or creative activity; show evidence of professional
development; and have made contributions to the university and
community. The extent of participation in these areas will be
affected by a variety of factors, including the stage of the faculty
members career and the program objectives of the university.
Ordinarily, at least five full time equivalent years at the rank of
Assistant Professor are required before an Assistant Professor is
considered for promotion {0 Associate Professor.

Professor. Only distinguished scholars and professionals will
qualify for initial appointment as Professor.

To be promoted io Professor, an Associate Professor must
display consistent excellence in teaching and should have
eamed the Doctorate or equivalent terminal degree except in
very unusual circumstances where the evidence demonstrates
that the absence of the Doctorate does not inhibit the faculty
members professional standing and performance. In addition,
the person should have achieved acknowledged professional
recognition through scholarship or creative activity; demonstrate
professional development; and have made vital contributions to
the unit, university and community. The exient of participation in
these areas will be affected by a variety of factors, including the
stage of the faculty member's career and the program objectives
of the university. Ordinarily, at least seven (7) full ime equivalent
years at the rank of Associate Professor are required before an
Associate Professor is considered for promotion to Professor.

2. Librarian. Professional Reference and Catalog Librarians
possessing the appropriate terminal degree.

For librarians, regular facully appoiniments within the university
are made in one of the following ranks: Senior, Associate,
Assistant, or Instructor. '

instructor Librarian. A person who possesses the terminal
degree but has no professional experience in academic or
research libraries.
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The terminal degree for librarians shait be the Master's Degree in
Library Science from an institution accredited by the American
Library Association. _

Assistant Librarian. This is the usual entry-level appointment
for a person with the terminal degree and minimal professional
experience in academic or research libraries. To be considered
for promotion to Assistant Librarian, an Instructor Librarian shouid
prove to be an effective academic librarian. Qrdinarily, at least
three fullk-time equivalent years at the rank of Instructor Librarian
are required before an Instructor Librarian is considered for
promotion to Assistant Librarian.

Associate Librarian. Appointments to Associate Librarian are
ordinarily contingent upon demonstrated competence and
experience as a librarian at the university level and on
professional achievement. To be promoted to Associate
Librarian, an Assistant Librardan must display consistent
professional effectiveness. In addition, the person shouid show
evidence of professional development and have made
contributions to the university and the profession. The extent
of parlicipation in these areas will be affected by a variety of
factors, including the stage of the faculty member's career and
the program objectives of the university. Ordinarily, at least five
full-time equivalent years at the rank of Assistant Librarian are
required before an Assistant Librarian is considered for
promotion to Associate Librarian. ‘

Senior Librarian. Only distinguished professional librarians will
qualify for initial appointment as Senior Librarian.

To be promoted to Senior Librarian, an Associate Librarian must

display consistent excellence in academic librafanship. In
addition, the person shouki have demonstrated creative activity

or scholarship in the profession, show professional development,

and have made vitat contributions to the Library, university, and

community. The extent of participation in these areas will be.
affected by a variety of factors, including the stage of the faculty
members career and the program objectives of the university.

Ordinarily, at least seven full-time equivalent years at the rank of
Associate Librarian are required before an Associate Librarian is

considered for promotion to Senior Librarian.

Bassarcher. For Research Faculty. requler faculty appointments
within the upiversity are magde in ong of the following ranks:

[
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achievement, To be promoied 1o Associate i

Professor, an Assistant Faculty Research Professor must
display consisient professional effectiveness. In addition, e -
nersan should show gvidence of professional develooment and
have made coniributions fo the university and the profession,
The extent of pariicication in these greas will be affecied by a
variety of faciors, mcluding ihe stage of ihe facully member's
carser and the program oblectives of the university. Ordinarily
at loast fve fall-ime eoulvalent vears st the rank of Assistant
Faculty Research Frofessor are reguired before an Assislant
Facullty Ressarch Professes is considsred for promotion ig
Associate Facully Ressarch Professcr,

Sepior Faoulty Research Préfegsor.  Only  diglinguished
riofessional resegrchers will gualify for initial appointment as
Senior Faculty Research Professor. To be promoled 1o Senigr
Faculty Mesearch Professor, an Associgie Faoully Research
Drofessor must display  consisiont  excellence in_acagdemic
ragesch. In addiion, the person should have demonsirated
crostive  aclivity or scholarship i the  orofession.  show
niofessional develsoment, and have maede vilal contributions o
thair unl. collens. university, and cormmunily,  The edent of
sarticingtion in these areas will be affecied by 3 varisty of faclors,
including ihe sisge of the facully members carser and ihe
nrogram obiectives of the university.  Qrdinarly, at least seven
filltime eouivalend vears al the rank of Associsie Facully

" Research Professor sre required before an Associate Facuily
Regearch Professor is considered for promuotion to Senior Facuity
Resegarch Professor,

Refer to Section 2.9 for evaluation criteria for all full-and part-time faculty
as defined in Section 2.1 and above.
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29 Evaluation Criteria for Renewal of Probationary Appointments,
Promotion, Tenure, and Periodic Performance Reviews.

1. College Regular Faculty. The individual Colleges Personnel
Committee will use the evaluation criteria indicated in this
section in arriving at its recommendations. All regular faculty,
whether full- or part time, shall be evaluated on the same
criteria and shall be expected to demonstrate that they meet
the same level of performance expectations. in these
persennel actions, except Dismissal for Adequate Cause, the
burden of proving that their performance warrants the
personnel action under consideration rests with the regular
faculty member to be reviewed. [ is the university's
responsibility to process the requested personnel action. Each
of the criteria listed below must be demonsirated to some
degree. Teaching effectiveness is regarded as the most
important. ’

A Effective teaching performance. This includes, but is
not limited to, knowledge of the field taught, classroom
and tutorial performance, communication skills, human
relations skills, evaluation skills, currcular development,
and performance as an academic advisor. All academic
units will use student evaluations as one method to
determine teaching effectiveness of regular facuity
members,

B. Professional achievement in the area of
responsibility. This includes, but is not limited to,
professional research, creative activities, scholarly
writing, scholarly presentations at conferences,
participation in professional activites, degrees and
continued education, and holding official positions in
professional organizations.

C.  Unit and University service. This includes, but is not
limited to, committee work, curriculum development,
proposal writing and special assignments.

D. Community service. This includes, but is not limited
to, membership, participation, and leadership in
community organizations.

it is recognized that the relative importance of any of the above

gualities B through D may vary depending upon a variety of
factors inciuding the stage of the regular faculty member's

AWRI Facueity Policy Revigions B8-02-06 o ECS 915 08




career, the purpose of the evaluation, and the program
objectives of the university. :

2. Library Regular Faculty. The Library's Personnel Committee
will use the evaluation criteria indicated in this section in
ariiving at its recommendations. All regular library faculty,
whether full- or part-time, shall be evaluated on the same
ciitefia and be expected to demonstrate that they meet the
samé level of performance expectations. in these personnel
actions, except Dismissal for Adequate Cause, the burden of
proving that their performance warrants the personnel action
under consideration rests with the regular facully member to be
reviewed. It is the university's responsibility to process the
requested personnel action. Each of the criteria listed below -
must be demonstrated to some degree. Professionatl
effectiveness is regarded as most important.

A. Professional effectiveness. This includes, but is not
limited to, knowledge of library and information science;
performance  in  referénce  service, collection
development, and bibliographic organization and control;
communication skills; human relations skills; evatuation
skills; and teaching, not necessarily in a classroom
situation. Evaluation of such activities will be on the
basis of the judgment of colleagues and/or those who
are instructed or served.

B. Professional achievement. This includes, but is not
limited to, participation in professional activities and
organizations, activities related to inquiry and research,
consulting, continued education, and scholarly writing
and presentations.

c. Unit and University service. This includes, butis not
fimited to, committee work, curriculum development,
proposal writing, and special assignments.

B. Community service. This includes, but is not limited o,
membership, participation, and leadership in community
organizations, '

3. mesearcher Regular Faculiy, The appropriate Coliega’s
Darsonnel Commifice will use the evaluation crileria indicaied
in this section in amiving at its recommendations. Al regular
research faculiy, whether full- or part-time, shail be evaluated
‘on the same orteria and be expected 10 demonsirate that they
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mest e same level of performance expeciations. n e
nersonne! actions, excent Dismissal for Adeguale Cause, 1
hurden  of proving  ihat their gperformance waranis i
narsonnel action under consideration rests with the regular
rasasrch faculty membsr io he reviewsd, ltis the universiiy's
resnonsibility to process the requested personnei aclion. Each
of the criferia listed below must be demonsirated to some
degree. Professional effectiveness in résearch is regarded as
mest imporiant,

5
i
h

O KD KD

A Professional effectiveness.  This includes, bui is nol
timited fo, knowledoe of ressarch in one's disciplins:
verformance inresearch. generation of grants and
contracts to support research activiles, and teaching.
not necessarily in a  classroom  situation _including
mentoring of students engaged in research. Evaluation
of such activities will be on the basis of the udgment of
colieagues and/or those who are served,

B, brofecsional achisvement.  This ingludes, bul is nol
limited to, parficipation in professional aclivilies and
organizations, activities related fo inquiry and research,
consulting. continued education, _and_scholarly_writing
and preseniations,

o Unit and University service., This includes, butis not
hmited to, committes work, research development,
proposal writing, and special assignments,

5. Community service. This includes, but is not imited to
membership. pariicication, and leadership in commurity
organizations.

210 Procedures for Regular Faculty Appointmerit Renewal,
Promotion, Tenure, Sabbaticals, Periodic Performance Review,
and Dismissal for Adequate Cause.

1. College’s Personnel Committee. Each College will establish
a Personnel Committee to recornmend action conceming
regutar facuity appointment renewals, promotion, tenure,
sabbaticals, and periodic perfomance reviews within the
separate College. The Committees recommend to their
respective Deans and shali not adopt policies or procedures
contrary to the procedures contained in Section 2 of the
Administrative Manual. Pursuant to Section 2.13.1, the Dean
can initiate review of a case by the Personnel Committee
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Any exceptions to these dates must be approved in
advance by the Dean.

B. MNotification of Personnel Actions. The following are
the dates by which the Deans must notify regular faculty
in writing of appointment decisions.

1. Renewal/Non-Renewal. A decision is required as
follows: by May 1 in the case of an appointee in the
second year of an initial three (3) year appointment;
by March 1 in the case of an appointee in an initial
one-year probationary appointment; by May 1 of
the calendar year preceding the expiration of
his/her appointment for appointees with more than
two (2) years of probationary service.

2. Promotion. A decision is required by May 1. In
the case of favorable decisions, the promotion is
sffective with the start of the subsequent academic
year.

3. Tenure. A decision is required by May 1. A
favorable decision is effective with the start of the
subsequent academic year.

4. Dismissal for Adequate Cause. in the event that
the conference specified in Section 2.13.1 does not
result in mutual agreement, the College Personnel
Committee shall be convened within ten (10) days.
A written recommendation of the Committee shall
be forwarded to the appointee and the Dean only
after a complete review of the case and within 60
days. .

Dizmissal for Inadeguate Funding {Research
Eaculty Only). In the event thal the conference
specified in Section 2.13.1 does not result in mutual
agreement, the College Personne! Committee shall
he convaned within fen (10) days. A wriilen
recammendation  of the Committee shall be
forwarded to the appointes and the Dean only after
a complete review of the case and wiihin 6G days.

[

5. Unit Notification and Candidate Materials. The Dean will
notify regular facuity of the unit of ali pending personnei actions
at the same time the candidate is notified.
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regarding Dismissal for Adequate Cause.
2. Personnel Committees.

A. Composition. The Personnel Committees in the:
Seidmian College of Business will be composed of five to
seven regular faculty members elected from within the
College, with not more than two (2) regular faculty .
mermbers being from the same school/depariment in the
College. The Personnetl Commiittees in the Kirkhof
College of Nursing & College of Education will be
composed of five (5) regular faculty members: two 2)
regular faculty members elected from the regular facuity
in the school and three (3) regular faculty members
elected from and by the regular faculty of appropriate
disciplines to be determined by the Provost in
consultation with the Dean of that school.

At least one woman and one minority person must be a
part of the composition of each College Personnel
Committee. If one woman and one minority person are
not included, another election for the entire Personnel
Committee should be held so that the finat corriposition
of the committee would include at least one woman and
one minerity person.

All regular faculty members (Section 2.1) will be eligible
to vote for members to their respective College's
Personnel Committee. Each Coliege shall decide if the
Dean will serve as an ex-officio member of the
Personnel Committee.

The Library's Personnel Committee will be composed of
five (5) regular faculty members; two (2) librarians
elected from library and one (1) regular faculty member
each from three of the seven Colleges. Election of
members from the Colleges will be on a rotating basis.
The chairperson of the Library Personnel Commitiee will
be a librarian elected by the committee membership.

A Committee member may be excused from a particular
decision making process shouid there be a conflict of
interest. The Chair of the College Personnel Commitiee,
in consultation with the Dean, shall determine if a conflict
of interest exists. If it is asserted that the Chair of the
College Personnel Committee has a conflict of interest,
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the Chair of the Executive Committee of the Senats, in
consultation with the Chair of the College Personnel
Committee and the Dean, shall determine if a conflict of
interest exists. However, the fact that 2 Committee
‘member is from the same unit as the regular facuity
member being reviewed is not per se a conflict of
interest.

Other issues pertaining to the committee membership
and the selection of a chair will be determined by the
respactive Colleges.

B. Personnel Committee Meetings. Electronic or
Mechanical recording is not permitted at any time during
Personnel Committee meetings. However, minutes shall
be taken and include: any vote taken, the numerical
results of all votes, date, time, place of the meeting, and

‘names of who were in attendance. The following must

be present and vote on the personnel action in order to
constitute a recommendation of the Personnel
Committee: four when there are five members, four
when there are six members, and five when there are
seven members. (See Section 2.10.2A for composition
of a Personnel Committee.) While proxy and absentee
votes are ot allowed, absent committee members may
send their evaluations to all commiitee members. If the
Personnel Committee is unable to carry out is
responsibilities due to the absence of one commitiee
member who misses three consecutive meetings, the
Dean will be notified for the purpose of facilitating the
designation of an appropriate replacement.

3. initiation of Reviews. The Dean normally initiates actions to
be considered by the College Personne! Committee based on
review of their regular faculty members' status. For promotion
and tenure, faculty members will ordinarily foliow the timelines
outfined in sections 2.5 and 2.7. However, faculty members
may request, in writing to the Dean, to be considered by their
unit for promotion at any time or for early tenure. This
notification must take place at least two weeks before the Dean
is scheduled to notify the unit of personnet actions for that
semester (See Section 2.10.4 for the personnel schedule). A
person being considered for early tenure and/or promolion may
withdraw the request(s) for consideration at any time.

A. Reappointment. The Dean informs the department
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chairperson/directors of the reguiar faculty in the unit
requiring reappointment decisions and the options
available.

B. Promotion. The unit chairperson/director, Dean or any
other member of the unit may initiate proceedings for
consideration of promotion.

C. Tenure. The Dean is responsible for insuring that
tenure is considered in the next to last possible year of
the probationary period, but tenure consideration may
be initiated by the unit chairperson/director or any other
member of a unit at other times.

D. Dismissal for Adequate Cause. Before making his/her
decision to dismiss for adequate cause, the Dean is
responsible for initiating proceedings to consider the
case. (Section 2.13.1)

E, Momissal for nadeguate Funding. Before making
nis/her decision to dismiss for inadeguate funding of a
research faculty member, the Dean is respgnsibie for
initiating proceedings io consider ilie case. {Seciion

4. Schedule for Personnel Actions.

A.  Initiafion of Reviews. The following are dates by which
the review process must begin.

Materials shall be submitied by the candidate fo the unit
by the first day of classes in the Winter Semester for an
iniial 3 year coniract; and by the first day of class in the
Winter Semester for subsequent renewals, tenure, or
nromotion.

For the renewal of an initial 1 year contract, the Dean
shall determine the date of submission and notify the

candidate.

In the event of a mid-year appointment, the reguiar
faculty member to be réviewed shall be placed on the
next evaluation schedule as though his or her
appointment had begun at the next fall semester.
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The candidate shall prepare materials containing relevant
information for the action under consideration for review by the
unit regular faculty. This information includes, but is not limited
to, the following. '

a) A current vita of the candidate.

b) A personal statement that contains a self-assessment of
the candidate’s performance as a unit reguiar faculty
member at the university in each of the evaluation
criteria.

C) Examples of the relevant work of the candidate that
supports b).

While no limit is placed on the material submitted by a
candidate, the amount of materials should be tailored to the
action under consideration. The Unit Head or Designate will
make available to the unit regular faculty, including the
candidate, copies of the candidate's teaching evaluations and
any relevant information other than that supplied by the
candidate. ' ‘

6. individual Unit Procedures. Each individual unit shali
conduct its personnel actions according io the procedures in
Section 2.10.7. Units shall, by majority vote of the unit, elect a
Designate to carry out the Unit Head’s responsibilities in cases
where the Unit Head is either under consideration for a
personnel action or the Unit Head is unable to serve. A unit
can, in circumstances where it is impractical to carry out the
procedure described, create a Unit Personnel Committee to act
on personnel matters but the Unit Personnel Committee must
comply with the procedures outlined in Section 2.10.7 and the
recommendation of the Unit Personnel Commiltee must be
voted on by the unit in accordance to the procedures of Sectien
2.10.7.B. A unit proposing a Unit Personnel Committee shall
make a proposal to its College Personnel Committee for its
review, which then forwards its recommendation to the Dean
and to the university Academic Senate. The Dean and the
University Academic Senate shall each make a
recommendation to the Provost/Vice President who will make
the decision and communicate it to the Dean, the Chair of the
University Academic Senate, the College Personnel
‘Commitiee and Unit Head of the unit requesting the creation of
a Unit Personnel Committee. In the event a unit is
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restructured, it shall not convene a Unit Personnel Committee
unless the unit has submitted a new proposal for a Unit
Personnel Committee and the proposal has been approved
according to the above procedures.

7. Unit Personnel Actions.

A, Review of Candidate Materials and Preparation of
Unit Discussion Agenda. All unit regular faculty will be
notified of the access to the materials pertaining to the
candidate for the personnel action under consideration.
The -Unit Head or Designate will prepare an agenda
pefore the unit meeting identifying the matters for
discussion at the unit meeting conceming the
candidate’s achievements as well as questions, issues,
and concerns under the criteria identified in Section 2.9.
In advance of the meeting, this agenda shall be made
available for review by the candidate and the unit regular
faculty who may then comment and propose revisions to
the agenda before the discussion begins. The Unit
Head or Designate may amend thé agenda based upon
input from the candidate and unit regular faculty and
must provide any amended agenda to the candidate for
review before the unit discussion begins. If an agenda
is revised, the original form(s) of the agenda shall be
maintained in the Unit Head's or Désignate’s files.

B. Unit Meeting and Unit Vote. The Unit Head or
Designate will call a unit meeting for the purpose of
addressing the personnel actions under consideration.
Only unit reguiar faculfy may attend and participate in
the meeting. When the candidate is a joint appointee as
defined by section 2.4.1, a representative from the
secondary department or program is strongly
encouraged to aitend and participate in the discussion
part of the unit meeting. The candidate being reviewed
shall participate in the discussion part of the meeting
unless the candidate waives the opportunity to
participate by signing a waiver. Audic or videotape or
other type of mechanical or electronic recording is not
permitted during this meeting. However minutes shall
be taken and shall include the date, time, place of the
unit discussion, names of those who were in attendance,
and the results of the unit vote. The minutes will also
have the candigate's waiver attached if the candidate
has waived participation in the meeting.

&
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This meeting will begin with a unit discussion on the
personnel action under consideration. This discussion
will provide an opportunity for questions, exchanges of
opinions, and discussion. At the conclusion of the unit
discussion-the candidate will leave the meeting room.
The Unit Head or Designate will then summarize the
discussion that has taken place. The unit regular faculty
members may comment on the candidate’s
performance.  This discussion should be limited to
information and issues raised previously. If new
information or issues are raised, the Unit Head or
Designate, in his or her sole discretion, shall determine
whether the new information or issues raised warrants
the recalling of the candidate to the unit discussion to
allow the candidate to respond.

Once the unit discussion has been completed, the unit
will take a vote by secret ballot on the personnel action
under consideration. n the case of promotion or tenure,
the vote will be on a motion to recommend the action. In
the case of contract renewal, the unit vote will be on a
moftion for renewal for either two (2) years or (1) year
consistent with the time limits outlined in Section 2.7
(Probationary Appointments). Only unit regular faculty in
attendance may vote. No proxy or absentee batlots will
be accepted. A vote means a yea or nay vote with
abstentions counted as non-votes.

At least two thirds of the members of the unit regular
faculty must be present for a valid vote on a motion
regarding a personnel action to be taken. For the
purpose of determining the required quorum or majority,
the count of the number of the members of the unit
regular faculty will not include the candidate or those
absent because they are on sabbatical or approved
leave of absence. To pass, the personnel vote must be
carried by a majority of the members of the unit regular
faculty. If a vote does not obtain the required majority
for any reason, this will be reflected in the minutes of the
meeting, and the process will continue on to the College
Personnel Commitiee.

C. Unit Recommendation. Following the unit discussion

mesting, the unit regular faculty will be provided the
opportunity to submit comments to Unit Head or

AWRI Faeuty Polioy Reifsions 05-07-08 oy S0 81506




Designate, using a form that is provided which sets forth
the evaluation criteria contained in Section 2.9 providing
reasons supporting or not supporting the unit vote under
these criteria. Each member may also indicate on these
‘post meeting comments whether the questions, issues,
and concemns that they raised under the evaluation
criteria with the Unit Head or Designate concerning the
initial agenda were adequately reflected in the agenda

- used at the unit discussion meeting and whether the
items on the agenda were adequately addressed at the
unit discussion meeting. Forms that are unsigned will be
destroyed and not used in this process.

The Unit Head or Designate will use the unit discussion
and any such comments to prepare a draft unit
recommendation report or, if necessary, call for further
discussion. This draft report will comment on the
candidate's performance in each of the evaluation areas.
After the Unit Head or Designate has prepared the draft
unit recommendation report, hefshe will provide a copy
to the candidate and make a copy available for review
for the unit regular faculty. Suggestions for changes
must be submitted to the Unit Head or Désignate within
three (3) business days of the issuance of the draft
report. Thereafter, the Unit Head or Designate shall
issue the final unit recommendation report with a copy to
the candidate and make a copy available for review by
the unit regular faculty.

The Unit Head or Designate will then forward the final
unit recornmendation report to the Dean. The Unit Head
or Designate will also forward to the Dean the unit
discussion meeting agenda, minutes of the unit

_discussion meeting, copies of any post-meeting
comments, the candidate’s materials, and any other
material provided by the Unit Head or Designate to the
unit regular faculty for their review. The Dean or
Director of the Library as appropriate will then forward
the final unit recommendation report and the supporting
materia! to the College Personnel Committee.

8. College's Personnel Committee Action.
A. Action in Caées of Reappointment, Tenure, or

Promotion. The Committee uses all relevant
information as the basis for its recommendation.
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1. Committee Accepts Unit Recommendation. If a
unit has recommended a personnel action pursuant
to a valid vote of the unit, whether in favor or
against a candidate, the Committée will normally be
expected to acceptihe recommendation of the unit.
In the event the Commitee accepts the
recommendation of the unit that is in favor of the
candidate, a recommendation shall be made in
writing to the Dean with a copy to the candidate
and the Unit Head or Designate. If a candidate
does not have the support of the members of the
unit pursuant to a valid vote of the unit, the
candidate in question will be given the opportunity
to request information from the Committee about
any materials used in the process. Regarding
written comments, the Committee will ensure that
these are provided without names attached and in
sugh a way as to promote confidentiality. After this
inforrmation is given to the candidate, the candidate
can choose to either stop the evaluation in the case
of early tenure or promotion or offer a rebuttal in
writing. If a candidate does not have the support of
the Commiitee, the opportunity for a personal
appearance before the Commitice by the candidate
shall be given. Only after such an opportunity is
given to the candidate, can such a negative
recommendation become official and be sent to the
Dean with a copy to the candidate and the Unit
Head or Designate. In the event a unit regular
faculty member being reviewed appears before the
Committee, the candidate shall address the
Committee on her or his own behalf and without an
putside advocate or observer.

2. Commities Does Not Accept Unit
Recommendation. !f the Committee does not
accept the unit recommendation and the Commitiee
recommends a personnel action in favor of the
candidate, the recommendation will be made in
writing to the Dean with a copy to the candidate and
the Unit Head or Designate. The wrtten
recommendation must include the rationale for not
accepting the unit recommendation. f the
Committee does not accept the unit recommendation
and if the candidate does not have the support of the

AWE Faeully Policy Revigions 02006 fr ECE 81508




AWE Faeutits Poliy Revisions §E-0005 4 EGE ¢

35

Committee, the opportunity for a personal
appearance before the Committee by the candidate
shall be given. Only after such an opportunify is
given to the candidate, can such a negative
recommendation become official. if the candidate
appears before the Committee, the candidate shail
address the Commitiee on her or his own hehalf and
without an outside advocate or observer. The
recommendation of the Commitiee will be made in
writing to the Dean with a copy to the candidate and
the Unit Head or Designate.  The wiitten
recommendation must include the rationale for not
accepting the unit recommendation.

No Valid Vote by Unit. If there is not a valid unit
vote, the Commiittee will evaluate all the materiais
provided to it by the Dean for the candidate under
consideration. The Committee will then vote on a
recommeridation. A valid vote requires a simple
majority of the Committee, calculated in the same
fashion as for a unit vote. The Commitiee will
notify the candidate and Unit Head or Designate of
the result of this vote. If the candidate does not
have the stpport of the Committee, the opportunity
for a personal appearance before the Committee
by the candidate shall be given. Only after such an
opportunity is given to the candidate, can such a
negative recommendation become official. If the
candidate appears before the Committee, the
candidate shail address the Committee on her or
his own behaif and without an outside advocate or
ohserver. Theé recommendation of the Committee
will be made in writing to the Dean with a copy to
the candidate and the Unit Head or Designate.

Subsequent Information. If new information
regarding a candidate is brought to the attention of
the Committee that was not available to the unit
during its discussion of the candidate, the
Committee shall discuss the appropriateness of
referring the matter back to the unit. In discussing
whether to refer the matter back to the unit, the
Committee shall consider whether it believes the
new information is of such significance that the unit
might change its recommendation and whether a

referral back o the unit would delay the schedule
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as required by 2.10.4. In the eveni the matter is
referred back to unit, the unit shall have no more
than 7 calendar days from the date of the referral
from the Committee to meet and take action, if any.

A

B.  Action in Cases of Dismissal for Adequate Cause or
inadeguate Funding. The Committee will carefully
observe that the burden of proof in all cases of dismissal
for adequate cause or inadequate funding fies with the

" institution. (See Section 2.13)

C. Reporting. The College/Library Personnel Commitiee
shall provide the Dean with a written recormmendation
and rationale for each personnel action. The
College/Library Personnel Committee shall hold one or
more meetings with the Dean of the College/Library or
hisfer designes for the purpose of discussing its written
recommendation and rationale regarding facully
personnel action(s). The Personnel Commiittee  will
issue an annual report to the College’s or Library's
reguiar faculty conceming its activities for the year. A
copy of this report, along with any recommendations for
changes or clarifications in this policy will be sent to the
Chair of the Executive Committee of the Senate.

9, Dean’s Personnel Decisions.

A. Acion in Cases of Reappointment, Tenure, or
Promotion. in making personnel decisions, the Dean will
normally be expected to decide in favor of the appointee if
the appointee has the support of the College Personnel
Committee. I, in any case, the Dean does not accept the
recommendation of the College Personnel Commititee, the
Dean will present the reasons in writing to the appointee,
the unit, and the Committee.

B. Action in Cases of Dismissal for Adequate Cause of
inadequate Funding. I the Dean's decision is to
accept a recommendation of the Coliege Personnel
Committee to dismiss for adequate cause _or inadequaig
funding, the Dean shall submit his/her decision in writing
with rationale to the appointee.

C. Appeals. Appeals of the Dean's decision are to be
made according to the applicable grievance procedure.
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D. Non-Renewals. In the event that the decision about an
appointee’s candidacy for reappointment or tenure will
result in the non-renewal of employment, the Dean shail
follow the process stated in Section 2.13. _

213 Termination Processes and Disciplinary Action. Termination is the
severance of the formal appo‘mtm.e_ht petween the appointée and the
institution. Resignations and dismissals are terminations that may ocour
prior to the end of ihe appointment period.

In this section, time limits for initiation of requests and responses o
them are noted. The references to a "day” shall mean Monday through
Friday and shall not include the day on which the request is initiated or
the day on which the response is offered. Exceptions to these limils
may be mutually agreed to in writing by the principals involved.

1.  Dismissal for Adequate Cause. Any appointment is terminable
for adequate cause. For research facuily, any appointrnent may be
rerminaled due to inadeguate funding_in addiion to disrissal for
adecuate cause. Except as provided in Resignation, Reduction in Force
ar upon retirement, tenured appointments may be terminated only for
“adequate cause. Adequate cause will be related directly and
substantially to the fitness of the appointee in his/her professional
capacity. [Dismissal for inadequate funding_of _a research facully
mamber will be udged by the amoeunt of grant and contradt funding
qenerated by the research faculty member, but should aiso take into
aceount whether the university_considers the nature of the research
conducied fo be vital fo the university’s mission and i the inleresis of
 the local community or region. Dismissal will not be used to restrain
faculty members in their exercise of academic freedom or other rights of
American citizens. Dismissal proceedings shall begin with a conference
between the appointee and the Dean. '

The conference may result in agreement that the dismissal
proceedings should be dropped. On the other hand, the conference
may result in mutual agreement that the best interests of the appointee
and the institution would be served by the appointee's resignation. If 50,
the faculty member shall submit a resignation in wiiting effective on a
muiually agreed upon date. [f this conference does not resutt in mutual
agreement, the Dean will initiate review of the case by the College’s
Personnel Commitiee, with written notification of the charges to be sent
to the appointee and the committee.

2. Suspensions. While the final decision regarding termination of
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an appointment is pending, the appointee may be suspended only if
harm to himself/herself or others is threatened by continuance. The
Dean who invokes the suspension shall consult with the Provost/Vice
President for Academic Affairs and the chairperson of the College’s
Personnel Committee. A suspension is permitted only pending the
results of the personal conference. The base salary and applicable
fringe benefits of a suspended person shall be continued during the
period of suspension up to the limit of one year. i during the
suspension period the facuty member takes up employment with
another employer or is convicted of an offense serious enough to
warrant dismissal for adequate cause, then the institution will rio longer
be obligated to continue making salary payments. In the latier case, i
the conviction is later reversed, the faculty member will be reimbursed
for the lost salary and fringe benefits subject to the one year limitation.

3. Disciplinary Action other than Dismissal or Suspension.
Any such disciplinary action affecting the temns of employrment taken by
the institution .against a faculty member must be based upon adequate
cause. Adequate cause will be related directly and substantiafly to the
fitness of the appointee in his/her professional capacity. Proceedings
shail begin with a conference between the appointee and the Dean. I
as a result of the conference, the Dean wishes to take disciplinary
action, he shall state that in writing with rationale o the appointee. The
appointee may file a grievance (Séction 2.16.2.A, Step 1) within ten
days of the receipt of the Dean's decision.

4, Procedure for Non-renewals. Any action resuling in the
non-renewal of a probationary appointment of any appointee shall
normaily be based upon recommendations generated by the College’s
personnel Committee. Such action shalt be preceded by a personal
conference between the faculty member and the appropriate Dean. The
conference may result in agreement that the appointment should be
renewed. If 50, the non-renewal proceedings shall be dropped. If such
a conference results in agreement that the best interests of the
appointee and the university will be served by resignation, the appointee
shall submit a resignation to his/her Dean in writing within five (5) days.
If the conference does not resuit in mutual agreement, the Dean will
submit his decision in writing with rationale fo the appointee. The
appointee may file a grievance (Section 2.16.2.A, Step 1) within ten
days of receipt of the Dean's decision.

2.15 Reduction in Force. When personnel reductions involving faculty are
necessitated by a bona fide financial emergency, the administration will apply the
procedures and policies of this section unless it can show clear and sufficient
reason why it should not. When personnet reductions involving faculty are
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necessitated only by demonstrated changing enroliment patiemns or discontinuance
of a major or minor instructional program or department the following procedures
and policies will be applied.__in ihg even & rescarnh facully memper has ool
ohigined adecuate funding, the lermination ¢ vInan, U infow the process
for Dhamissal for inadecuzie Funding gnd shall not be considersd a te luchon in
foree,

AWHI Facully Policy Revisions 08-02-06 for £CS 2 15 08




Issues Raised by Use of Turnitin Plagiarism Detection Software

Overview

Recently, Grand Valley Statc University purchased a site license to plagiarism detection service Tumitin.com.
Faculty members who use this service can require students to submit writing assignments electronically to
Turnitin, which compares student texts against Turnitin’s database of Internet sites, academic journals index, and
previously student submitted papers and prepares a report indicating where in the text plagiarism has been
detected. Writing submitted to Tumitin is maintained in the database for comparison against future submissions
by other students.

Scholars and teachers in the field of Rhetoric and Composition, as well as other academics, have discouraged the
use of plagiarism detection services. We recommend that before using this service, faculty members consider
several important issues raised by the use of Turnitin.

Turniﬁn Discourages Good Pedagogical Practices Concerning Writing

Because Turnitin comparés student writing against a database of articles, previously submitted student writing,
and web pages, it’s most easily used as a plagiarism detection service. Such use emphasizes the policing of
student behavior and texts over good-faith assumptions about students’ integrity, and can shift attention away
from teaching students how to avoid plagiarism in the first place. In “Defining and Avoiding Plagiarism: The
WPA Statement on Best Practices,” the Council of Writing Program Administrators urges teachers to “use
plagiarism detection services cautiously,” for they should “never be used to justify the avoidance of responsible
teaching methods.” We recommend that teachers work toward implementing the WPA’s best practices as a long-
term solution to eliminating plagiarism and building a culture of responsible participation in the creation and
circulation of academic knowledge. The Writing Department and the Fred Meijer Center for Writing witl be
happy to host a workshop on sound pedagogical practices for climinating plagiarism.

Turnitin Can Be Ineffective for Detecting Plagiarism

Experimentation by researchers and instructors has indicated that Turnitin can be ineffective in catching student
plagiarism of Infernet sources or can produce otherwise inaccurate results (¢.g. Carbone, Royce). Teachers may
have better luck using a mainstream search engine such as Googie or Yahoo to find evidence of plagiarized text.

Turnitin Makes Questionable Use of Student Intellectual Property

Students have intellectual property rights to their writing that make problematic Turnitin’s compilation of
student texds.
e Claims of fair use by Turnitin put aside, teachers may want to consider their own opinions about
requiring students to give away their work to be used by a third party, for-profit vendor.
o Faculty should consider the legal implications of using a service like Turnitin. A McGill University
student sued the university and won his right not to submit assignments to Turnitin.
For these reasons, we recommend that the university consider having Turnitin globally configured at GVSU so
that students® papers are not stored in the database.

Because the issues outlined in this document are of great importance to faculty, we hope that ECS and other
faculty groups at GVSU will discuss the implications of the various features and uses of Turnitin.

September 6, 2006

Charlie Lowe, Assistant Professor of Writing

Ellen Schendel, Associate Professor of Writing
Julie White, Affiliate Faculty, Writing Department
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Proposed changes to Administrative Manual, Chapter 4, Section 2 for the

Inclusion of Research Facully

2. FACULTY

241 Faculty:

1.

A person in a regular teaching, research, or professional library
position; a regular appointment may be for less than full time, if at
least half-time, with the agreement of the appointing unit, the
appointing officer, and the faculty member.

2. Faculty members who are also academic unit heads (department
chairs and school directors).
3. Academic administrators who also hold faculty rank (Section
2.41.
25 Reguiar Faculty Rank.

1.

Except for librarians_and researchers as listed below, regular
faculty appointments within the university are made in one of the
following ranks: Professor, Associate Professor, Assistant
Professor, or Instrucior. The nature of the accepted terminal
degree for any given program is to be decided by the Dean in
consultation with the Unit offering that program.

Instructor. A person who does not possess a terminal degree
and has limited teaching experience.

Assistant Professor. This is the usual entry-level appointment
for a person with a terminal degree and little teaching expernience
or others without a terminal degree but with appropriate teaching
or professional experience.

To be considered for promotion to Assistant Professor, an
Instructor should have appropriate credentials and prove o be an
effective teacher. Ordinarily, at least three full time equivalent
years at the rank of instructor are required before an instructor is
considerad for promotion to Assistant Professor.

Associate Professor. Appointments to Associate are ordinarily
contingent upon a terminal degree, demonstrated competence
and experience in teaching at the university level, and recognized
scholarly achievements.
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To be promoted to Associate, an Assistant Professor must
£ display consistent teaching effectiveness, and should have
eamed the Doctorate or appropriate terminal degree, except in

unusual circumstances where the evidence demonstrates that

the absence of the degree does not inhibit the faculty member's
professional standing and performance. in addition, the person
should have achieved professional recognition through
scholarship or creative activity; show evidence of professional
development; and have made contributions fo the university and
community. The extent of participation in these areas will be
affected by a variety of factors, including the stage of the faculty
member's career and the program objectives of the university.

Ordinarily, at least five full time equivalent years at the rank of

Assistant Professor are required before an Assistant Professor is

considered for promotion to Associate Professor.

Professor. Only distinguished scholars and professionals witl
qualify for initial appointment as Professor.

To be promoted to Professor, an Associate Professor must
display consistent excellence in teaching and should have
eamed the Doctorate or equivalent terminal degree except in
very unusual circumstances where the evidence demonstrates
that the absence of the Doctorate does not inhibit the faculty
member's professional standing and performance. In addition,
the person should have achieved acknowledged professional
recognition through scholarship or creative activity; demonsirate
, professional development; and have made vital contributions to
£ the unit, university and community. The extent of participation in
S these areas will be affected by a variety of factors, including the
stage of the faculty member’s career and the program objectives
of the university. Ondinarily, at least seven (7) full time equivalent
years at the rank of Associate Professor are required before an
Associate Professor is considered for promotion to Professor.

2. Librarian. Professional Reference and Catalog Librarians
possessing the appropriate terminai degree.

For librarians, regular faculty appointments within the university
are made in one of the following ranks: Senior, Associate,
Assistant, or Instructor.

Instructor Librarian. A person who possesses the terminal
degree but has no professional experience in academic of
research libraries.
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The terminal degree for librarians shall be the Master's Degree in
£ Libraty Science from an institution accredited by the American
% Library Association.

Assistant Librarian. This is the usual entry-level appointment
for a person with the terminal degree and minimal professional
experience in academic or research libraries. To be considered
for promotion to Assistant Librarian, an Instructor Librarian should
prove to be an effective academic librarian. Ordinarily, at least
three full-time equivalent years at the rank of Instructor Librarian
are required before an instructor Librarian is considered for
promotion to Assistant Librarian,

Associate Librarian. Appointments to Associate Librarian are
ordinarily contingent upon demonstrated competence and
experience as & librarian at the university level and on
professional achievement. To be promoted to Associate
Librarian, an Assistant Librarian must display consistent
professional effectiveness. In addition, the person should show
evidence of professional development and have made
contributions to the university and the profession. The extent
of participation in these areas will be affected by a variety of
factors, including the stage of the faculty member's career and
the program objectives of the university. Ordinarily, at least five
full-time equivalent years at the rank of Assistant Librarian are
required before an Assistant Librarian is considered for
promotion to Associate Libranan.

Senior Librarian. Only distinguished professional fibrarians will
qualify for initial appointment as Senior Librarian.

To be promoted to Senior Librarian, an Associate Librarian must
display consistent excellence in academic librarianship. In
addition, the person should have demonstrated creative activity
or scholarship in the profession, show professional development,
and have made vitai contributions to the Library, university, and
community. The extent of participation in these areas will be
affected by a variety of factors, including the stage of the facuity
members career and the program objectives of the university.
Ordinarily, at least seven full-time equivalent years at the rank of
Associate Librarian are required before an Associate Librarian is
considered for promotion to Senior Librarian.

3 Researcher. For Ressarch Faculv, regular faculty appoimntinents
within the university are made in one of the following ranks:

AWRI Facully Poficy Revisions 08-02-06 for £G5S 8 15 06




Senier Facully Besearch Professor. Associgte Faculty Research
Professor, or Assistant Faculty Research Professor.

Assistant Faculty Resezrch Professor. This is the usual entry-
isvel apooimtment for 2 person with the ferminal degree and
minimal professionsl experience in research.

Associate Faculty Hesearch Profassor.  Appoiniments 10
Associate Faculty Research Professor are ordingrily contingent
upon demonsirated  eFeciiveness  and experience a8s_ a
researcher at ihe university level and on  professional
achievermnent. To be oromoted to Associate Facully Research
Professor. an Assistant Faculty Resegrch Professor must
display consistent professional effectivensss. In addition, the
nerson should show evidence of nrofessionsi development and
have made contribulions fo the university and the profession.
The exient of participation in ihese areas will be affected by a
variely of faclors, including the stage of the faculiy member's
career and the proaram obiectives of the university. Ordinarily,
at least five full-ime equivaient vears at the rank of Assistant
Facully Research Professor are required Pefore an Assistant
Facully Research Professor is considered for promotion i
Associaie Facully Research Professor.

Senior Faculfy Research Professor.  Only distinguished
professional researchers will quality for initial appoiniment_as
Senior Facully Research Professer. To be promgoted fo Senior
Facully Research Professgr. an Associate Facully Reseaich
Professor must display consistent _excellence in acadermic

£ research. _In addition, the person should have demonsirated

e creative activity or scholarship _in  the profession, show
nrofessional development, and have made vital contributions o
their unit. college. university, and community, The extent of
participation in these areas will be affected by a variety of faciors,
including ihe siage of the faculty member's caresr and the
orogram objectives of the university. Ordinarily, at least seven
aiktime equivalent vears at the rank of Associate Faculty
Desearch Professor are reguired before an Associate Facully
Research Professor is considerad for promotion fo Senior Faculty
Research Professor.

Refer to Section 2.9 for evaluation criteria for alt full-and part-time faculty
as defined in Section 2.1 and above.
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2.9 Evaluation Criteria for Renewal of Probationary Appointments,
Promotion, Tenure, and Periodic Performance Reviews.

1. College Reguiar Faculty. The individual Colleges Personnel
Committee will use the evaluation criteria indicated in this
section in arriving at its recommendations. Al regutar faculty,
whether full- or part time, shall be evaluated on the same
criteria and shall be expected to demonstrate that they meet
the same levei of performance expeciations. In these
personnel actions, except Dismissal for Adequate Cause, the
burden of proving that their performance warants the
personnel action under consideration rests with the regular
faculty member to be reviewed. K is the university's
responsibility to process the requested personnel! action. Each
of the criteria listed beiow must be demonstrated to some
degree. Teaching effectiveness is regarded as the most
important.

L

A. Effective teaching performance. This includes, but is
not limited to, knowledge of the fieid taught, classroem
and tuforial performance, communication skills, human
relations skills, evaluation skills, curricular development,
and performance as an academic advisor. All academic
units will use student evaiuations as cne method to
determine teaching effectiveness of regular faculty
members,

B. Professional achievement in the area of
, responsibility. This includes, but is not limited to,
¥ professional research, creative activities, scholany
Y writing, scholarly presentations at conferences,
participation in professional aclivities, degrees and
continued education, and holding official positions in

professional organizations.

C. Unit and University service. This includes, but is not
limited to, committee work, curriculum development,
proposal writing and special assignments.

D. Community service. This includes, but is not limited
to, membership, participation, and leadership in
community organizations.

i is recognized that the relative importance of any of the above

gualities B through D may vary depending upon a variety of
factors including the stage of the regular faculty member's
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career, the purpose of the evaluation, and the program
objectives of the university.

2. Library Regular Faculty. The Library's Personnel Committee
will use the evaluation crteria indicated in this section in
arriving at its recommendations. All regular fibrary faculty,
whether full- or part-time, shall be evaluated on the same
criteria and be expected to demonstrate that they meet the
same level of perforinance expectations. in these personnel
actions, except Dismissal for Adequate Cause, the burden of
proving that their performance warrants. the personne! action
under consideration rests with the regutar faculty member to be
reviewed. It is the university’s responsibiity to process the
requested personnel action. Each of the criteria listed below
must be demonstrated to some degree.  Professional
effectiveness is regarded as most important.

A, Professional effectiveness. This includes, but is not
timited 0, knowledge of library and information science;
performance in  reference  service, coflection
development, and bibliographic erganization and control;
communication skilis; human relations skills; evaluation
skilis; and teaching, not necessarily in a classroom
situation. Evaluation of such activities will be on the
basis of the judgment of colleagues and/or those who
are instructed or served.

B. Professional achievement. This includes, but is not
limited to, participation in professional activities and
organizations, activities refated to inquiry and research,
consulting, continued education, and scholarly writing
and presentiations.

C. Unit and University service. This includes, but is not
limited to, committee work, curriculum development,
proposal wriing, and special assignments.

D. Community service. This includes, but is not limited 1o,
membership, participation, and leadership in community
organizations.

3. Researcher Reoular Faculty. The approprigie College’s
Personnel Commitiee will use the evgluation criteria indicated
in this section in arriving at iis recomimendations. All reqular
research facuity, whether full- or part-time, shall be gvaiuated
on the same criteria and be expected fo demonstrate that they
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meet the same level of performance expeciations.  In these
nersonnel actions, except Dismissal for Adeguate Cause, e
nurden of proving that their performance warranis the
personnel_action_under consideration rests with the regular
research facully member 1o be reviewed. 1t is the university's
responsibility 1o process ihe reguested personnsl action, Each
of the crileriz listed below must be demonsirated 1o some
degree, Professional effectiveness in research is regarded as

rmost imporiant.

Al Brofescional effsctiveness.  This includes, bul is not
Hmited to. knowledoe of research in one's discipling;
performance in research, generation of grants and
coniracis to support research activities, and teaching.
aot necesserily i 8 classroom  situstion  including
mentoring of students engaged in research. Evalygtion
of such activities will be on the basis of the judgment of
colleagues andfor those who are sgrved.

B. Professionsl achievement.  This ingludes, but i not
imited 0. narficioafion in professional activities and
organizations. activities related 1o inguiry and research,
consulting. continued education, and scholarly wriling
and prosentations.

cC. Unit and University service. Thisincludes butis not
tinited {o, commitise work, ressarch deveiopment,

proposal writing, and special assignments.

D, Community service. This includes, but is not limited {o.

membership. paricipation, and leadership in community
graoanizations.

2.10 Procedures for Regular Faculty Appointment Renewal,
Promotion, Tenure, Sabbaticals, Periodic Performance Review,
and Dismissal for Adequate Cause.

1. Coliege’s Personnel Committee. Each College wiil establish
a Personnel Committee to recommend action conceming
regular facuity appointment renewals, promotion, tenure,
sabbaticals, and periodic performance reviews within the
separate Coliege. The Committees recommend to their
respective Deans and shall not adopt policies or procedures
contrary to the procedures contained in Section 2 of the
Administrative Manual. Pursuant to Section 2.13.1, the Dean
can initiate review of a case by the Personnel Commiltee
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Any exceptions fo these dates must be approved in
advance by the Dean.

B. Notification of Personnel Actions. The following are
the dates by which the Deans must notify regular faculty
in writing of appointment decisions.

1.

Renewal/Non-Renewal. A decision is required as
follows: by May 1 in the case of an appointee in the
second year of an initial three (3) year appointment;
by March 1 in the case of an appointee in an initial
one-year probationary appointment; by May 1 of
the calendar year preceding the expiration of
histher appointment for appointees with more than
two (2) years of probationary service.

Promotion. A decision is required by May 1. [n
the case of favorable dedcisions, the promotion is
effective with the start of the subsequent academic
year.

Tenure. A decision is required by May 1. A
favorable decision is effective with the start of the
subsequent academic year.

Dismissal for Adequate Cause. In the event that
the conference specified in Section 2.13.1 does not
result in mutual agreement, the College Personnel
Committee shall be convened within ten (10} days.
A wriften recommendation of the Committee shall
be forwarded to the appointee and the Dean only
after a compiete review of the case and within 60
days.

Dismissal for Inadegusate Funding {Research

Faculty Onlyl. In the event that the conference
specified in Section 2.13.1 doss noi result In mutual
agresment, the Coliege Personnel Commitice shall
he convensd within fen (1) davs. A wrillen
recommendation  of the Commifiee shali be
forwarded to the appointes and the Dean only afier
3 complete review of the case and within 60 davs,

5. Unit Notification and Candidate Materials. The Dean will
notify regular faculty of the unit of all pending personnei actions
at the same time the candidate is notified.
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regarding Dismissal for Adequate Cause.
£ 2. Personnel Commitiees.

A, Composition. The Personnel Committees in the
Seidman College of Business will be composed of five to
seven regular faculty members elected from within the
College, with not more than two (2) regular faculty
members being from the same school/department in the
College. The Personnel Committees in the Kirkhof
College of Nursing & Coliege of Education will be
composed of five (5) regular faculty members: wo 2
regular faculty members elected from the regular faculty
in the school and three (3) regular faculty members
elected from and by the regular faculty of appropriate
disciplines to be determined by the Provost in
consuitation with the Dean of that school.

Al jeast one woman and one minority person must be a
part of the composition of each College Personnel
Committee. If one woman and one minority person are
not inciuded, another election for the entire Personnel
Committee should be held so that the final composition
of the committee would include at least one woman and
one minority person.

All reguiar faculty members (Section 2.1) will be eligible

to vote for members to their respective College’s
_ Personnel Committee. Each Coliege shall decide if the
£ Dean will serve as an ex-officio member of the
R Personnel Commitiee.

The Library's Personnei Committee will be composed of
five (5) regular faculty members; two (2) fibrarians
elected from library and one (1) regular faculty member
each from three of the seven Colleges. Election of
members from the Colleges will be on a rotating basis.
The chairperson of the Library Personnel Commitiee will
be a librarian elected by the committee membership.

A Committee member may be excused from a particular
decision making process should there be a conflict of
interest. The Chair of the College Personnei Commitiee,
in consultation with the Dean, shall determine if a conflict
of interest exists. If it is asserted that the Chair of the
College Personnel Committee has a conflict of interest,

AW Facull Policy Revisions 08-02-08 or ECS 815 06




the Chair of the Executive Commiitee of the Senate, in
consultation with the Chair of the College Personnel
o Commitiee and the Dean, shall determine if & confiict of
interest exists. However, the fact that a Committee
member is from the same unit as the regular faculty
member being reviewed is not per se a conflict of
interest.

Other issues pertaining to the committee membership
and the selection of a chair will be determined by the
respective Colleges.

B. Personnel Commitiee WMeetings. Electronic or
Mechanical recording is not permitted at any time during
Personnei Commitiee meetings. However, minutes shall
be taken and include: any vote taken, the numerical
results of all votes, date, time, place of the meeting, and
names of who were in attendance. The following must
be present and vote on the personnel action in order to
constitute a recommendation of the Personnel
Committee: four when there are five members, four
when there are six members, and five when there are
seven members. (See Section 2.10.2A for composition
of a Personnel Committee.) While proxy and absentee
votes are not atiowed, absent commiitee members may
send their evaluations to all committee members. If the
Personnel Committee is unable to camy out its
responsibllities due to the absence of one committee
member who misses three consecutive meetings, the
Dean will be notified for the purpose of facilitating the
designation of an appropriate replacement.

3. Initiation of Reviews. The Dean normally inifiates actions to
be considered by the Coliege Personnel Commitiee based on
review of their regular facufty members’ status. For promotion
and tenure, faculty members will ordinarily follow the timelines
outlined in sections 2.5 and 2.7. However, faculty members
may request, in writing to the Dean, to be considered by their
unit for promotion at any time or for early tenure. This
notification must take place at least two weeks before the Dean
is scheduled to notify the unit of personne! actions for that
semester (See Section 2.10.4 for the personnei schedule). A
person being considered for early tenure and/or promotion may
withdraw the request(s) for consideration at any time.

A. Reappointment. The Dean informs the department
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chairperson/directors of the regular faculty in the unit
requiring reappointment decisions and the options
availabie.

B. Promotion. The unit chairperson/director, Dean or any
other member of the unit may initiate proceedings for
consideration of promotion.

C. Tenure. The Dean is responsible for insuring that
tenure is considered in the next to last possibie year of
the probationary period, but tenure consideration may
be initiated by the unit chairperson/director or any other
member of a unit at other times.

D. Dismissal for Adequate Cause. Before making his/her
decision to dismiss for adequate cause, the Dean is
responsible for initiating proceedings to consider the
case. (Section 2.13.1)

£, Dismissal for Inadeguate Funding. Befors making
his/her decision to dismiss for inadeguate funding of 3
research faculty member. the Dean is responsible for
initiating proceedings io consider the case.  (Seclion

2.13.1)

4, Schedule for Personnel Actions.

A Initiation of Reviews. The following are dates by which
the review process must begin.

Materials shall be submitted by the candidate to the unit
by the first day of classes in the Winter Semester for an
initial 3 year contract; and by the first day of class in the
Winter Semester for subsequent renewals, tenure, or
promotion.

For the renewal of an initial 1 year contract, the Dean
shall determine the date of submission and noiify the
candidate.

In the event of a mid-year appointment, the reguiar
faculty member to be reviewed shall be placed on the
next evaluation schedule as though his or her
appointment had begun at the next fall semester.
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The candidate shall prepare materiais containing relevant
information for the action under consideration for review by the
unit regular faculty. This information includes, but is not imited
to, the following.

a) A currént vita of the candidate.

b} A personal statement that contains a seif-assessment of
the candidate’s performance as a unit regular faculty
member at the university in each of the evaluation
criteria.

C) Exampies of the relevant work of the candidate that
supports b).

While ne limit is placed on the material submitted by a
candidate, the amount of materials should be tailored to the
action under consideration. The Unit Head or Designate will
make available to the unit regular faculty, including the
candidate, copies of the candidate’s teaching evaluations and
any relevant information other than that supplied by the
candidate.

6. individual Unit Procedures. Each individual unit shall

conduct its personnel actions according to the procedures in

Section 2.10.7. Units shall, by majority vote of the unit, elect a

Designate to carry out the Unit Head’s responsibitities in cases

‘ whare the Unit Head is either under consideration for a
£ personnel action or the Unit Head is unabie to serve. A unit
can, in circumstances where it is impractical to carry out the
procedure described, create a Unit Personnel Committee to act

on personnel matters but the Unit Personnel Committee must

comply with the procedures outlined in Section 2.10.7 and the

recommendation of the Unit Personnel Commiitee must be

voted on by the unit in accordance to the procedures of Secticn

2.10.7.B. A unit proposing a Unit Personnel Committee shall

make a proposal to its College Personnel Commitiee for its

review, which then forwards its recommendation to the Dean

and to the university Academic Senate. The Dean and the

University Academic Senate shall each make a

recommendation to the Provost/Vice President who will make

the decision and communicate it to the Dean, the Chair of the

University Academic Senaie, the College Personnel

Committee and Unit Head of the unit requesting the creation of

a Unit Personnel Committee. In the event a unit is
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restructured, it shall not convene a Unit Personnel Committee
unless the unit has submitted a new proposal for a Unit
Personnel Committee and the proposal has been approved
according to the above procedures.

7. Unit Personne] Actions.

A Review of Candidate Materials and Preparation of
Unit Discussion Agenda. Ail unit regular faculty wili be
notified of the access o the materials pertaining to the
candidate for the personnel action under consideration.
The Unit Head or Designate will prepare an agenda
before the unit meeting identifying the matters for
discussion at the unit meeting conceming the
candidate’s achievements as well as guestions, issues,
and concerns under the criteria identified in Section 2.9.
In advance of the meeting, this agenda shall be made
available for review by the candidate and the unit regular
faculty who may then comment and propose revisions to
the agenda before the discussion begins. The Unit
Head or Designate may amend the agenda based upon
input from the candidate and unit regular faculty and
must provide any amended agenda to the candidate for
review before the unit discussion begins. If an agenda
is revised, the original form(s) of the agenda shall be
maintained in the Unit Head’s or Designate’s files.

B. Unit Meeting and Unit Vote. The Unit Head or
Designate will call a unit meeting for the purpose of
addressing the personnel actions under consideration.
Only unit regular faculty may attend and participate in
the meeting. When the candidate is a joint appointee as
defined by section 2.4.1, a representative from the
secondary department or program is sbongly
encouraged to attend and participate in the discussion
part of the unit meeting. The candidate being reviewed
shall participate in the discussion part of the meeting
unless the candidate waives the opportunity to
participate by signing a waiver. Audio or videotape or
other type of mechanical or electronic recording is not
permitted during this meeting. However minutes shall
be taken and shall include the date, time, place of the
unit discussion, names of those who were in attendance,
and the results of the unit vote. The minutes will also
have the candidate's waiver attached if the candidate
has waived participation in the meeting.

AR Facully Pelicy Revisions 08-02-06 for ECS 875 06




This meeting will begin with a unit discussion on the
£ personnel action under consideration. This discussion
will provide an opportunity for questions, exchanges of

opinions, and discussion. At the conclusion of the unit

discussion-the candidate will leave the meeting room.

The Unit Mead or Designate will then summarize the

discussion that has taken place. The unit regular faculty

members may comment on the candidate’s
performance. This discussion should be limited to
information and issues raised previously. If new
information or issues are raised, the Unit Head or

Designate, in his or her sole discretion, shall determine

whether the new information or issues raised warrants

the recalling of the candidate to the unit discussion to
allow the candidate to respond.

Once the unit discussion has been comnpleted, the unit
will take a vote by secret ballot on the personnel action
under consideration. In the case of promotion or tenure,
the vote wili be on a motion to recommend the action. in
the case of contract renewal, the unit vote will be.on a
motion for renewal for either two (2) years or (1) ysay
consistent with the time limits outlined in Section 2.7
(Probationary Appointments). Only unit regular faculty in
attendance may vote. No proxy or absentee ballots will
be accepted. A vole means a yea or nay vote with
abstentions counted as non-votes.

At least two thirds of the members of the unit regular
facuity must be present for a valid vote on a motion
regarding a personnel action to be taken. For the
purpose of detemmining the required quorum or majority,
the count of the number of the members of the unit
regular faculty will not include the candidate or those
absent because they are on sabbatical or approved
leave of absence. To pass, the personnei vote must be
caried by a majority of the members of the unit regular
faculty. If a vote does not obtain the required majornty
for any reason, this will be reflected in the minutes of the
meeting, and the process will continue on to the College
Personnel Commitiee.

C. Unit Recommendation. Following the unit discussion

meeting, the unit regular facuity will be provided the
opportunity to submit comments to Unit Head or
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Designate, using a form that is provided which sets forth

the evaluation criteria contained in Section 2.9 providing
S reasons supporting or not supporting the unit vote under
these criteria. Each member may also indicate on these
post meeting comments whether the questions, issues,
and concerns that they raised under the evaluation
criteria with the Unit Head or Designate conceming the
initial agenda were adequately reflected in the agenda
used at the unit discussion meeting and whether the
items on the agenda were adequately addressed at the
unit discussion meeting. Forms that are unsigned will be
destroyed and not used in this process.

L

The Unit Mead or Designate will use the unit discussion
and any such commenis to prepare a draft unit
recommendation report or, if necessary, call for further
discussion. This draft report will comment on the
candidate's performance in each of the evaluation areas.
After the Unit Head or Designate has prepared the draft
unit recommendation report, he/she will provide a copy
1o the candidate and make a copy available for review
for the unit regular faculty. Suggestions for changes
must be submitied to the Unit Head or Designate within
three (3) business days of the issuance of the draft
report. Thereafter, the Unit Head or Designate shalt
issue the final unit recommendation report with a copy to
the candidate and make a copy available for review by
the unit regular facuity.

The Unit Head or Designate will then forward the final
unit recommendation report to the Dean. The Unit Head
or Designate will also forward to the Dean the unit
discussion meeting agenda, minutes of the unit
discussion meeting, copies of any post-meeting
comments, the candidate’s materials, and any other
material provided by the Unit Head or Designate to the
unit regular faculty for their review. The Dean or
Director of the Library as appropriate will then forward
the final unit recommendation report and the supporting
material to the College Persennel Commitiee.

8. College’s Personnel Committee Action.
A, Action in Cases of Reappointment, Tenure, or

Promotion. The Commitlee uses all relevant
information as the basis for its recommendation.
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1. Committee Accepis Unit Recommendation. f a
P unit has recommended a personnel action pursuant
to a valid vote of the unit, whether in favor or
against a candidate, the Committee will normally be
expected to accept the recommendation of the unit.
in the event the Committee accepts the
recommendation of the unit that is in favor of the
candidate, a recommendation shall be made in
writing to the Dean with a copy to the candidate
and the Unit Head or Designate. If a candidate
does not have the suppori of the members of the
unit pursuant to a vafid vote of the unit, the
candidate in question will be given the opportunity
to request information from the Committee about
any materials used in the process. Regarding
written comments, the Committee will ensure that
these are provided without names attached and in
such a way as to promote confidentiality. After this
information is given to the candidate, the candidate
can choose to either stop the evaluation in the case
of early tenure or promotion or offer a rebuttal in
writing. If a candidate does not have the support of
the Committee, the opportunity for a personal
appearance before the Committee by the candidate
shall be given. Only after such an opportunity is
given to the candidate, can such a negative
recommendation become official and be sent to the
Dean with a copy to the candidate and the Unit
£ Head or Designate. In the event a unit regular
&, faculty member being reviewed appears before the
Committee, the candidate shall address the
Committee on her or his own behalf and without an
outside agvocate or observer.

2. Comimiitee Does Not Accept Unit
Recommendation. [f the Committee does not
accept the unit recommendation and the Commitiee
recommends a personnel action in favor of the
candidate, the recommendation will be made in
writing to the Dean with a copy o the candidate and
the Unit Head or Designate. The writien
recornmendation must include the raticnale for not
accepting the unit recommendation. f the
Committee does not accept the unit recommendation
and if the candidate does not have the support of the
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Committee, the opporunity for a personal
appearance before the Committee by the candidate

shall be given. Only after such an opportunity is
given to the candidate, can such a negative
recommendation become official. If the candidate
appears before the Committee, the candidate shalt
address the Committee on her or his own behalf and
without an outside advocate or obsetver. The
recommendation of the Commitiee wilt be made in
writing fo the Dean with a copy to the candidate and
the Unit Head or Designate. The written
recommendation must include the rationale for not
accepting the unit recommendation.

3. No Valid Vote by Unit. If there is not a valid unit
vote, the Committee wili evaluate all the materials
provided to it by the Dean for the candidate under
consideration. The Committee will then vote on &
recommendation. A valid vote requires a simple
majority of the Commiitee, calculated in the same:
fashion as for a unit vote. The Committee wilt
notify the candidate and Unit Head or Designate of
the result of this vote. If the candidate does not
have the support of the Committee, the opportunity
for a personal appearance before the Commitice
by the candidate shall be given. Only after such an
opportunity is given to the candidate, can such a
negative recommendation become official. If the
candidate appears before the Committee, the
candidate shali address the Commitiee on her or
his own behalf and without an outside advocate or
observer. The recommendation of the Committee
will be made in writing to the Dean with a copy to
the candidate and the Unit Head or Designate.

4. Subsequent Information. If new information
regarding a candidate is brought to the atiention of
the Committee that was not available to the unit
during its discussion of the candidate, ihe
Committee shall discuss the appropriateness of
referring the matter back to the unit. In discussing
whether to refer the matter back {o the unit, the
Committee shall consider whether it believes the
new information is of such significance that the unit
might change its recommendation and whether a
referral back to the unit would delay the scheduie
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as required by 2.10.4. in the event the matier is
) referred back to upit, the unit shall have no more -.
£ than 7 calendar days from the date of the referral

= ey s ——— e

B. Action in Cases of Dismissal for Adequate Cause or
inadeguate Funding. The Commitee will carefully
observe that the burden of proof in. all cases of dismissal
for adequate causé or inadeguate funding lies with the
institution. (See Section 2.13)

C. Reporting. The Coliege/library Personnel Committee
shall provide the Dean with a written recommendation
and rationale for each personnel action. The
College/Library Personnel Committee shail hold one or
more meetings with the Dean of the Coliege/l.ibrary or
histher designee for the purpose of discussing its written
recommendation and rationale regarding faculty
personnel action(s). The Personnel Committee will
issue an annual report to the College’s or Library's
regular faculiy conceming iis aciivities for the year. A
copy of this report, along with any recommendations for

;; changes or clarifications in this policy will be sent to the
Chair of the Executive Committee of the Senate.
e 9.  Dean’s Personne! Decisions.

A. Action in Cases of Reappointment, Tenure, or
Promotion. in making personnel decisions, the Dean will
i nommally be expected to decide in favor of the appointee if
the appointee has the support of the College Personnet
. Commiltee. If, in any case, the Dean does not accept the
Y - recommendation of the College Personnel Commitiee, the
Dean will present the reasons in writing to the appointee,

= the unit, and the Committee.

B. Action in Cases of Dismissal for Adequate Cause of
5 inadequate Funding. i the Dean’s decision is to
g accept a recommendation of the College Personnel
Comrmitiee to dismiss for adequate cause or inadeguate
funding, the Dean shall submit his/her decision in writing

B with rationale to the appointee.

C. Appeals. Appeals of the Dean’s decision are to be
made according to the applicable grievance procedure.
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D. Non-Renewals. In the event that the decision about an
ot appointee’s candidacy for reappointment or tenure will
result in the non-renewal of employment, the Dean shall

follow the process stated in Section 2.13.

213 Termination Processes and Disciplinary Action. Termination is the
severance of the formal appointment between the appointee and the
institution. Resignations and dismissals are terminations that may ocour
prior to the end of the appointment period.

In this section, time limits for initiation of requests and responses to
them are noted. The references to a "day" shall mean Monday through
Friday and shall not include the day on which the request is initiated or
the day on which the response is offered. Exceptions fo these limits
may be mutually agreed to in writing by the principals involved.

1. Dismissal for Adequate Cause. Any appointment is terminable
for adequate cause. For research facully. any appointment may be
ierminated due %o inadeguate funding in addifion fo dismissal for
adequate cause, Except as provided in Resignation, Reduction in Force
or upon refirement, tenured appointments may be terminated only for
adequate cause. Adequate cause will be related direclly and
substantially to the filness of the appointee in hisher professional
capacity. Dismissal for inadequate funding of & research facully
member will be judoed by the amount of grant and contract funding
aenarated bv the research facully member, but should giso take into

account whether_the university considers the nature of the sesearch

£ conducted fo be vital to the university's mission and fo the interests of

the local community or region. Dismissal will not be used to restrain
faculty members in their exercise of academic freedom or other rights of
American citizens. Dismissal proceedings shall begin with a conference
between the appointee and the Dean.

The conference may result in agreement that the dismissa
proceedings should be dropped. On the other hand, the conference
may result in mutual agreement that the best interests of the appointee
and the institution would be served by the appointee's resignation. If so,
the faculty member shail submit a resignation in writing effeciive on a
mutually agreed upon date. If this conference does not resutt in mutuai
agreement, the Dean will initiate review of the case by the College's
Personnel Commitiee, with wrilten notification of the charges to be sent
to the appointee and the commitiee.

2 Suspensions. While the final decision regarding termination of

AWRI Faculfv Folicy Revisions 08-02-08 for £05 8 15 66




an appoinirnent is pending, the appointee may be suspended only if

harm to himself/herself or others is threatened by continuance. The
o Dean who invokes the suspension shafi consult with the Provost/Vice
President for Academic Affairs and the chairperson of the College’s
Personnel Committee. A suspension is permitted only pending the
results of the personal conference. The base salary and appiicable
fringe benefits of a suspended person shall be continued duiing the
period of suspension up to the fimit of one year. if during the
suspension period the faculty member takes up employment with
another employer or is convicted of an offense serious enough to
warant dismissal for adequate cause, then the institution wilt no longer
be obligated to continue making salary payments. In the latter case, if
the conviction is later reversed, the faculty member will be reimbursed
for the lost salary and fringe benefits subject to the one year limitation.

3. Disciplinary Action other than Dismissal or Suspension.
Any such disciplinary action affecting the terms of employment taken by
the insfitution against a faculty member must be based upon adequate
cause. Adequate cause will be related directly and substantially to the
fitness of the appointee in hisfher professional capacity. Proceedings
shall begin with a conference between the appointee and the Dean.
as a result of the conference, the Dean wishes to take disciplinary
action, he shail state that in writing with rationale to the appointee. The
appointee may file a grievance (Section 2.16.2.A, Step 1) within ten
days of the receipt of the Dean's decision.

4. Procedure for Non-wenewals. - Any action resulting in the

non-renewal of a probationary appointment of any appointee shall

normally be based upon recommendations generated by the College’s

: Personnel Commitiee. Such action shali be preceded by a personal

S conference between the facuity member and the appropriate Dean. The
conference may result in agreement that the appointment shouid be
renewed. If so, the non-renewal proceedings shall be dropped. If such
a conference resuits in agreement that the best interesis of the
appointee and the universily will be served by resignation, the appoiniee
shall submit a resignation to his/her Dean in writing within five (5) days.
if the conference does not result in mutual agreement, the Dean will
submit his decision in wiiting with rationale to the appointee. The
appointee may file a grievance (Section 2.16.2.A, Step 1) within ten
days of receipt of the Dean's decision.

T,

2.15 Reduction in Force. VWhen personnel reductions involving facully are
necessitated by a bona fide financial emergency, the administration will apply the
procedures and policies of this section unless it can show clear and sufficient
reason why it should not. When personnei reductions involving faculty are
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necessitated only by demonsirated changing enroliment pattems or discontinuance
of a major or minor instructional program or department the following procedures
and policies will be applied.__in ihe event g research faculty member has not
obiained adequate funding, fhe termination of empioyment shall follow the process
for Dismissal for Inadequate Funding and shall not be cofsidersd & reduchon in

force.
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Tssues Raised by Use of Turnitin Plagiarism Detection Software

(Brerview

Recently, Grand Valley State University purchased a site license to plagiarism detection service Turnitin.com.
Faculty members who use this setvice can require students 10 submit writing assignments electronically to
Turnitin, which compares studént texts against Turnitin’s database of Internet sites, academic journals index, and
previously student submitted papers and prepares a report indicating where in the text plagiarism has been
detected. Writing submitted to Turnitin is maintained in the database for comparison against future submissions
by other students.

Scholars and teachers in the field of Rhetoric and Composition, as well as other academics, have discouraged the
use of plagiarism detection services. We recommend that before using this service, faculty members consider

several important issues raised by the use of Tumnitin.

Turnitin Discourages Good Pedagogical Practices Concerning Writing

Because Turnitin compares student writing against a database of articles, previously submitted student writing,
and web pages, it’s most easily used as a plagiarism detcction service. Such use emphasizes the policing of
student behavior and texts over good-faith assumptions about students’ integrity, and can shift attention away
from teaching students how to avoid plagiarism in the first place. In “Defining and Avoiding Plagiarism: The
WPA Statement on Best Practices,” the Council of Writing Program Administrators urges teachers to “use
plagiarism detection services cautiously,” for they shbulgi “pever be used to justify the avoidance of responsible
teaching methods.” We recommend that teachers work toward implementing the WPA’s best practices as a long-
term solition to climinating plagiarism and building a culture of responsible participation in the creation and
cireulation of academic knowledge. The Writing Department and the Fred Meijer Center for Writing will be
happy to host a workshop on sound pedagogical practices for eliminating plagiarism.

Turnitin Can Be Ineffective for Detecting Plagiarism

Experimentation by researchers and instructors has indicated that Turnitin can be ineffective in catching student
plagiarism of Internet sources or can produce otherwise inaccurate resulis (¢e.g. Carbone, Royce). Teachers may
have better luck using a mainstream search engine such as Google or Yahoo to find evidence of plagiarized text.

Turﬁitin Makes Questionable Use of Student Intellectual Property

Students have intellectual property rights to their writing that make problematic Turnitin’s compilation of
student texts. :
e Claims of fair use by Turnitin put aside, teachers may want to consider their own opinions about
requiring students to give away their work to be used by a third party, for-profit vendor.
e TFaculty should consider the legal implications of using a service like Turnitin. A McGill University
student sucd the university and won his right not to submit assignments to Turnitin.
For these reasons, we recommend that the university consider having Turnitin globally configured at GVSU so

that students’ papers are not stored in the database.

Because the issues outlined in this document are of great importance to faculty, we hope that ECS and other
faculty groups at GVSU will discuss the implications of the various features and uses of Turmtin.

September 6, 2006

Charlie Lowe, Assistant Professor of Writing

Elien Schendel, Associate Professor of Writing
Julie White, Affiliate Faculty, Writing Department
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