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I.  Overview 

HRTM Mission Statement:  To facilitate the personal and professional learning of students through outstanding academic and career-focused experiences. Graduates will possess the knowledge and skills to provide sound, ethical, and visionary leadership in their discipline and in the diverse communities they serve.

RTP decisions for tenure-track and tenured faculty members in HRTM are guided by the University Policy S98-8, Appointment, Retention, Tenure and Promotion Criteria, Standards and Procedures for Regular Faculty Employees. “It is important to note that all faculty -- even all faculty in the same department -- need not conform to the same model.  San Jose State University seeks diversity within its faculty and in the ways individual faculty members seek to be effective in furthering the educational mission of the university. …. Excellence in education is dependent above all upon the quality of the faculty. The purpose of these procedures for recruitment, retention, tenure and promotion is to provide just recognition and encouragement of genuine achievement.”

The University policy on RTP encourages individual departments “to generate and issue advisory guidelines or supplemental statements that relate this university-wide policy to the professional standards and breadth of activities of particular disciplines.”  The HRTM guidelines presented here are designed to provide candidates with an understanding of the department’s application of university-wide policy.  That is, through implementation of the University RTP review process HRTM seeks to develop well-rounded faculty members who contribute at a superior level to the teaching mission of the department as well as the profession via significant scholarly and research endeavors. 

II. Effectiveness in Academic Assignment

Two areas are highlighted in the academic assignment: teaching effectiveness and service to students and the university.  While teaching is paramount, faculty are expected to be engaged in service to students and the university.

A.  Effectiveness in Teaching

Effectiveness in teaching is the primary consideration in evaluating overall performance. However, it is not the only consideration. The teaching load in HRTM is 4 classes.  However, this number may be reduced based on re-assigned time obtained by the faculty member.  In addition, faculty members are expected to advise undergraduate and graduate students, to supervise independent studies, and to serve as thesis/project chair or committee member for graduate students.  Teaching effectiveness is evaluated based on Student Opinion of teaching Effectiveness (SOTE) scores, peer evaluations, and other evidence of commitment to teaching excellence, as described below.

1) Student Opinion of Teaching Effectiveness (SOTE)

Tenured and tenure-track faculty are expected to have at least one SOTE evaluation completed each semester.  Over time evaluations should encompass the full range of assignments (GE, graduate, and undergraduate classes) and selection of courses for SOTE administration will be reviewed by the chair.   All SOTE evaluations are to be included in the dossier.  SOTE scores are expected to be comparable to department, college, and university-wide norms.  In cases where the scores are below the norm range or appear to fluctuate across semesters, the faculty member is encouraged to provide a reasoned rationale for the occurrence, including a plan for improvement. Subsequent dossiers should include evidence of improvement. Understanding that statistical data never provides a complete picture, other factors will be included in the evaluation of teaching effectiveness. Some of these include – class size, class type (required/elective), and mode of instruction.   See F04-1: “Interpretation Guide for SOTE Results”.

2) Peer Reviews (See S91-9)

Tenure-track faculty seeking tenure are expected to have at least two peer reviews each year which over time cover the range of courses taught. For candidates seeking promotion, classroom visits shall be made in at least one course per year. By the time of review for promotion, visits should have been made in a representative sampling of courses.  The peer reviewer will be identified by the Department Chair. Additional evaluations may be requested by the faculty member or, based upon evidence of a performance problem, by the Department Chair or the Personnel Committee Chair.

Peer reviews include evaluations of teaching strategies, course materials, course content, and mode of delivery.  They are intended to assist the faculty member in improving teaching effectiveness, and constructive critiques should not be perceived as a negative. However, evidence should be provided in the dossier that peer-review comments are addressed and strategies to improve teaching effectiveness have been successfully implemented.

3) Others Evidence of Teaching Effectiveness

While student and peer evaluations are the primary sources of evidence of teaching effectiveness, additional factors will be considered.  Based on the faculty member’s academic assignment (outlined in the letter of appointment), particular strengths, and area of expertise, evidence of teaching effectiveness may also include one or more of the following:

•
Initiation of new programs or courses  

•
Revision of existing courses to reflect changes in professional theory and practice

•
Use of new and innovative pedagogical techniques or instructional technology

•
Involvement in interdisciplinary courses

B. Service to Students and the University

Faculty members will be evaluated for their contributions to the department’s academic programs and for significant service to the Department, College, and University.  Significant service should be documented through written evaluation from the chair/supervisor of the committee/initiative the faculty member has been working with.  

1) Service to Students

All faculty are assigned student advisees and are expected to provide timely and informed academic and professional advising.  Other evidence of student service includes supervising student research, advising student organizations, initiating student-oriented events, participating in educational equity activities, and other related activities.  

2) Service to the University

Faculty shall demonstrate leadership and a commitment to HRTM, CASA, and SJSU through active participation on committees, special assignments, task force groups, and other voluntary or elected activities.  All tenure-track and tenured faculty are expected to attend and participate in HRTM faculty meetings and to serve on departmental committees.  They are also expected to participate in and contribute to college and university committees.  Community outreach activities related to the faculty member’s professional or scholarly expertise  may also be considered within this category.  

III.  Scholarly or Professional Achievement

Tenure-track and tenured faculty members are expected to demonstrate scholarly and professional achievement, with a greater emphasis on scholarship. Scholarly and professional achievements will be evaluated both in terms of their quality and quantity.   

A.  Scholarly Achievement

HRTM encompasses disciplines that are both related and distinct. In addition, they have a unique interdisciplinary nature drawing from many related disciplines. As a result, scholarly contributions may reflect a broad array of topics including the scholarship of teaching and learning (SOTL) and are expected to lead to peer-reviewed publications. The expectations of achievement in the area of scholarship will vary depending on a faculty member’s assignment and activities. It is the responsibility of the faculty member to make clear in the dossier, any norms that may be unique to the area in which the scholar is working.  With collaborative works, the faculty member must provide evaluations of his or her contribution to the work.

In general, textbooks, refereed journal articles (print or online) undergoing a standard editorial selection process, monographs, and chapters in books undergoing a peer-review process carry the greatest weight followed by awards/grants;  conference papers that are both refereed and published in proceedings; refereed and published abstracts; refereed presentations at a professional conferences; and software development, creative productions, and non-refereed publications accompanied by evaluation from a knowledgeable source. To be important in the tenure or promotion decision, scholarly/creative achievements must be substantive and contribute to knowledge in the discipline.  

Some scholarly activities are undertaken because they are valuable to the disciplinary community.  Examples include refereeing manuscripts submitted for journal publication,  serving on committees of scholarly associations, serving as judges for awards given by a scholarly association, and so on.  These provide evidence that the faculty member is contributing to the discipline, but do not substitute for publication of scholarship and research.

When documenting scholarly achievements it will be important to document whether or not a refereed/juried process was involved, what that process was, and, when appropriate, how competitive that process was.  Also, a brief description of the publication in which the work appeared and its importance in the field would be helpful.  If a publication or creative activity has not undergone a refereed/juried process, then impartial and objective evaluation from qualified experts in the field should be sought.

Faculty members are expected to be productive scholars throughout their careers.  The research agenda should indicate a research trajectory which will continue to develop over the course of the scholar’s career.  As noted above, expectations will vary depending on the nature of the faculty member’s research and assignment.   For promotion to the rank of professor, there must be a substantial record of quality scholarship over an extended period of time.  

Works in progress should be included in the dossier; they are evidence of ongoing productivity.  The department recognizes that in different review years, there will be a combination of completed and in-progress work.

B.  Professional Achievement

Because HRTM encompasses applied disciplines, professional achievement is valued by the department.  Although such achievements will not replace scholarly achievements, they provide a good complement to them.  Not all professional activities will be considered “achievements.”  Those viewed as important for retention, tenure, and promotion will be those that indicate substantial professional work, including but not limited to serving in a leadership position as an elected or appointed officer, substantive presentations at conferences or workshops, contributions to professional journals or websites, coordinating conferences, editing professional publications, lectures or speeches to professional or community organizations, and so on.  Professional consulting often falls under the category of professional achievement.

Some activities are valuable because they promote healthy communication between the Department and the profession, but do not weigh heavily in retention, tenure, or promotion decisions.  It is expected, for instance, that faculty members will belong to professional organizations and attend conferences as appropriate.  Such activities should not, however, take time from more substantial professional and scholarly commitments.

