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Personnel Document
This document establishes the personnel policy for the School of Nursing in accordance with the Redbook.  The faculty accept responsibility for participation in the self-governance in matters relating to selection (appointment), development, evaluation, merit, tenure, and promotion.  The goal of this document is to foster the professional growth of the faculty of the School of Nursing to meet the mission of school.  It follows that excellence in the faculty will ensure excellence in achieving the multiple missions of the School of Nursing and preparing professional nurses.  

Within the framework of the mission, diversity of intellectual pursuit should be the cornerstone of the faculty.  No two faculty members are exactly alike.  Each person has different strengths and weaknesses.  It shall be the policy of the School of Nursing to build on the strength of each faculty member and to support improvement in areas of weakness.  Although we affirm faculty diversity, some mandates are appropriate.

1.
All probationary or tenured faculty members who hold the rank of assistant professor or above should establish their credentials as researchers.  Every scholar must demonstrate the capability to do original research.  

2.
Remaining current in his or her teaching/practice field is a minimum level of performance for all faculty members.  This may be accomplished in a variety of ways.  

3.
The faculty of the School of Nursing are committed to the highest standards of professional integrity – in their teaching, their research, their service, their clinical practice, and their dealings with one another.  Truthfulness and openness are essential to the academic mission.  

Approved by Faculty Organization:  4/12/02
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	Article 4.1  Faculty Appointments and Tenure



	Redbook

Action / Initiative
	School of Nursing

	4.1.1  Types of Appointments 

A.  Any full-time faculty appointments shall be one of three kinds:

1.  Nontenurable (Section 4.1.2)

2.  Probationary (Section 4.1.3)

3.  Permanent tenure (Section 4.1.4)

B.  Part-time appointments

Part-time faculty shall be appointed by contract to teach specified courses or to engage in specified instruction, research or service less than full time for a designated period.  No such appointment, continuation, or renewal thereof shall result in acquisition of tenure or implied renewal for subsequent periods.  Part-time faculty may qualify for certain benefits as authorized by the university.  Part-time faculty may be elected to the Faculty Senate and may be appointed or elected to university or unit committees as specified by contract, university or unit personnel documents.  Such service shall be accounted for and recognized in the individual contract.  Part-time faculty shall hold rank according to education and experience.

Deans may appoint or reappoint temporary lecturers for each academic term at the convenience of the University on standard contract terms approved by the Provost. Lecturer appointments shall not be eligible for tenure or count toward time for acquisition of tenure, regardless of assignment or seniority. Lecturers may participate in unit governance as permitted by unit bylaws but shall have a special grievance process as provided in the terms of appointment.

C.  Emeritus 

Such honorary title may be conferred upon retired faculty if requested by the unit faculty (or, if permitted in unit personnel documents, by department faculty) and dean and approved by the President and Board of Trustees.

D. Other types of faculty appointments are described in Addenda to The Redbook
	Appendix A – Criteria for Appointments to Rank

	4.1.2  Nontenurable Full-Time Appointments 

A.  Temporary Appointments

Temporary appointments to the various academic ranks may be made for specifically limited time periods less than one year or for special purposes. In no case shall a temporary appointment or a renewal thereof result in the acquisition of tenure.

B.  Term Appointments

1. Term faculty may be appointed for a contract period not to exceed 3 years.  Such appointments shall not be tenurable.  No term contract, continuation, or renewal shall result in the acquisition of tenure or imply renewal for subsequent terms.  

2. Term faculty appointments may be funded through general funds, restricted funds, or clinical revenues. In each unit, term appointments funded through general funds must number less than 50% of the total number of probationary and tenured appointments in that unit. 

3. Unit documents shall specify the maximum term, criteria for appointment, procedures for evaluation and promotion, and governance franchise for non-tenurable faculty.

4.   A nontenurable faculty member shall be eligible to apply for and be appointed to a tenurable position.  The provost's letter of appointment shall state whether and to what extent the new appointment shall consider time served in non-tenurable status as prior service (Section 4.1.5.D).

C.  Librarians and Archivists

1.  Except for tenured appointments already established, librarians and archivists shall have faculty appointments without tenure for a stipulated contract period not to exceed five years. Such appointments are not probationary appointments as described in Section 4.1.3. and no librarian or archivist appointment, continuation or renewal thereof shall result in acquisition of tenure or implied renewal for subsequent terms.

2.  Librarians or archivists may also be appointed to ranks as provided for in a unit personnel document for the University Libraries. Librarians and archivists may apply for promotion in rank according to unit criteria and shall participate in other career reviews provided for in Article 4.2. 

3.  Librarian and archivist appointments may be renewed by the University Librarian for the convenience of the University if the University Librarian determines that the services of the incumbent are needed for the renewal term.
	A.  Temporary faculty are hired on a semester by semester basis but may have a contract of up to 1 year in length. Temporary faculty are not eligible for rank or promotion. 

B.  Term faculty may be appointed for terms of 1-3 years.  Term faculty are eligible for rank and promotion according to the criteria (Appendix B).  Promotion follows the same process as tenurable faculty.  

	4.1.3  Probationary Appointments

A.  Definition

Probationary appointments shall be appointments of full‑time faculty members without tenure other than those described in Section 4.1.2, provided, however, that no probationary appointment to the University shall extend beyond the period when tenure would normally be granted (Section 4.2.2.).  

B.  Instructors

Probationary appointments to the rank of instructor shall be for stipulated terms of one year each.

C.  Assistant and Associate Professors

Probationary appointments to the rank of Assistant or Associate Professor shall be for stipulated terms not to exceed two years on the initial appointment, nor three years for appointments made thereafter.

D.  Professors

Professors shall be awarded tenure if employed subsequent to the initial probationary appointment.
	

	4.1.4  Tenure Appointments

A.  Definition

Tenure is the right of certain full‑time faculty personnel who hold academic rank to continuous full‑time employment without reduction in academic rank until retirement or termination as provided in Section 4.5.3. Tenure is granted in an academic unit  (Article 3.1.1) in accordance with the procedures established in Section 4.2.2.H.

B.  Administrators

Administrative personnel who have acquired tenure are subject to the regulations herein on tenure and the provisions governing termination only in their capacities as faculty members.

C.  Tenure Recommendations

Recommendations concerning the award or denial of tenure shall originate in the faculty of the academic unit in which tenure is to be granted.

D.  Establishment of Tenure Date

For probationary appointments, the date of mandatory tenure and the number of years of previous full‑time service to be counted toward acquisition of tenure shall be stipulated by the Provost and agreed to in writing by the nominee before the appointment is made by the Board of Trustees.
	

	Article 4.2  Faculty Personnel Reviews

In compliance with the Minimum Guidelines (Section 4.6.3.), each academic unit shall establish and maintain a system of career reviews of all faculty.  The kinds of review are: annual (4.2.1); pre-tenure (4.2.2.G), tenure (4.2.2.H); promotion (to associate professor or professor, 4.2.3); and periodic career review (4.2.4).

	4.2.1  Annual Reviews

A. Administrative officers and appropriate faculty bodies shall protect faculty members from inequities in salary.

B. All term, probationary, and tenured faculty must be reviewed in writing annually.  Unit personnel documents shall specify the process of annual review, which shall be consistent with the Redbook and the Minimum Guidelines.


	All term faculty have an annual review.  The appropriate Associate Dean(s) shall conduct the review.  The Associate Dean(s) shall send a report to the Dean stating the conclusion of the review.  No term faculty member may be reappointed if the review is unsatisfactory.

	C.  Unit personnel documents shall also provide an appeal process for annual reviews. This process shall be outside of the grievance process of Article 4.4.
	Each faculty member shall be informed in writing by the dean of the performance evaluation and/or recommendation for salary increase and given an opportunity to respond to them.  If the faculty member disagrees with the decision of the dean, the individual should request a review of the decision of the dean within two weeks after being informed of the Dean’s decision.  If the faculty member still disagrees with the Dean’s decision, the faculty member may present the evaluation and recommendation to the Faculty Appeal Committee.  The Appeal Committee shall be comprised of three faculty who do not serve on the Executive Committee nor hold administrative assignment.  

Positions on the committee will be filled by random drawing of the names of tenured faculty who meet the criteria.  If three tenured faculty are not available to serve, names of probationary faculty will be drawn until the positions are filled.  The Appeal Committee shall give its written decision to the Dean and to the faculty member.  The Dean, in accordance with the Redbook procedure, makes the unit decision.

	4.2.2  Tenure

A.  Time Required

All probationary faculty who have had seven years of service counted as in a tenurable faculty position, if reemployed full time, shall be granted tenure.

B.  Leaves of Absence

One year spent on an officially approved leave of absence may be counted toward the seven years of full‑time service necessary for tenure. Any leave granted during the probationary period must carry with it a stipulation in writing as to whether the leave counts toward tenure.

C.  Extension of Probationary Period 

A faculty member who faces extenuating circumstances that do not require a leave of absence but result in a significant reduction in ability to perform normal duties may request an extension of the probationary period for no less than six months and no more than one year. Such extensions must be requested and approved before the end of the fifth year of the probationary period and must have documentation satisfactory to the Provost.  

D.  Prior Service

Previous full‑time service with the rank of instructor or higher or comparable status in institutions of higher learning may be counted toward the acquisition of tenure.   

E.  Early Tenure

1.  Notwithstanding anything in The Redbook to the contrary, tenure may be granted at the time of initial appointment or in less than seven years when such action is warranted.  

2.  A faculty member may request only one evaluation for early tenure. 

3.  Evaluation for early tenure, once originated, shall proceed as indicated in Section 4.2.2.H. unless the faculty member under review requests its withdrawal.


	

	F.  Criteria for Tenure

Criteria for tenure shall be established in, but not limited to, the following areas:

· Teaching 
· Research or creative activity

· Service to the profession, the unit, the University or the community; 

· Collaboration with colleagues and students;

· Adherence to professional standards.

The details of these criteria and of any additional criteria to be considered in making a recommendation concerning tenure shall be specified in the unit's personnel document.

G.  Pre-Tenure Review

Each probationary faculty member shall be reviewed at the mid-point of his or her probationary period at the University.  The review shall be conducted at the same level of rigor and by the same process as in a tenure review within the unit, except that extramural evaluations shall not be required.  The results of the review shall be made available to the faculty member. The purpose of the review is to inform the faculty member of the unit's perception of the faculty member's progress in meeting the standards for tenure. In units without subdivisions, the dean shall conduct the review. In units with departments or divisions, the chair or director may conduct the review but it shall not be final until approved by the dean.


	Appendix B – Performance Indicators and Examples of Evidence Within Rank and for Promotion

	H.  Evaluation for Tenure

1.  Each faculty member eligible for tenure must be evaluated within twelve months after five years of service applied to tenure according to the following procedures. Evaluation for tenure in course, once originated, shall proceed as indicated below unless the faculty member under review resigns from the University or is subject to termination by reason of the discontinuation of a unit, department, or program (4.5.3.A.2).  Completion of the probationary period with satisfactory annual performance evaluations and pre-tenure review shall not in and of itself constitute sufficient grounds for tenure.

2.  Faculty members on probationary status shall be affected by any amendments to or change in the criteria for tenure subsequent to their appointment.  In such evaluations, appropriate consideration must be given to the amount of time remaining in their probationary period when the change becomes effective.  

3.  In units with subdivisions, evaluation for tenure shall originate in the department or division in which the faculty member has primary appointment. The recommendations of the faculty and/or of its designated representatives, of the department or division, and of the chair or director shall be forwarded to the appropriate unit committee for its recommendation to the dean of the unit, who shall make a recommendation. In units without departments or divisions, the recommendation of the appropriate unit committees shall be forwarded to the dean for a recommendation.

4.  A file of all information and documents pertinent to the tenure evaluation shall be compiled with the cooperation of the faculty member.  Recommendations and any other material added shall become part of the file. The faculty member may examine any substantive material in the tenure file but shall not be informed of the identity of evaluators. The faculty member may add newly available material evidence for reconsideration by the previous evaluators or rebuttals before the file is forwarded to the Provost. The evidence in this file shall be reviewed according to the procedures specified in the Minimum Guidelines and the unit personnel document.


	Appendix C – Process for Tenure Review

Appendix D – External Review Procedures

Appendix E - Timelines

The Dean’s office of the SON is responsible for maintaining copies of each faculty’s annual review, work assignments and manuscripts/grants.  Faculty have the right to review their own records anytime.

	5.  The recommendation of the dean shall be the unit recommendation forwarded to all higher levels of review.  When a librarian holding faculty rank in the Law Library is reviewed, a recommendation from the University Librarian shall be obtained before the case is presented to the Dean of the School of Law.  When a candidate is a member of the graduate faculty, the Dean of the Graduate School shall receive the case with the unit recommendation and will form a recommendation to be included in subsequent levels of review.  When a candidate is a member of a unit that reports to the Vice President for Health Affairs, the vice president shall review the unit recommendation (and the recommendation of the dean of the Graduate School when appropriate) and form a recommendation to forward with the file for the Provost's consideration.

6.  The completed tenure file shall be forwarded to the Provost for a recommendation, after it has been reviewed by the Affirmative Action Office. If there is any disagreement between the view of the Provost and the recommendation of the unit, the Provost shall send a written statement of the reasons for his or her recommendation to the faculty member and to the unit dean, each of whom shall have the opportunity to comment in writing prior to any recommendation to the President. The file containing all comments and recommendations shall be made available to the President. 

7.  If the recommendation of the Provost, dean, or department chair is negative, the candidate must be notified by certified mail.  The candidate may request a hearing before the unit grievance committee except if the original negative decision is by the Provost (or, in cases from the Health Sciences Center, by the Vice President for Health Affairs), then jurisdiction lies with the University Faculty Grievance Committee. This request must be delivered on or before the tenth working day following the action challenged. 
8.  The Provost will prepare a recommendation for the President's review, and the President shall make the final recommendation concerning tenure for any faculty member whose status is to be acted upon by the Board of Trustees or shall inform the Board concerning the nonrenewal of contract for any faculty member completing the sixth year of service in a probationary appointment.


	

	9.  In any case where the initial recommendation to deny tenure is by the President, the candidate shall first be notified of the reason in writing by the President and may appeal for reconsideration before the Board of Trustees takes action. If requested by the candidate on or before the tenth working day following the President's notice, the University Faculty Grievance Committee shall provide a hearing. The report of the committee, which shall summarize the case and make a recommendation for tenure or denial, shall be forwarded to the Board of Trustees, the President, and the candidate together with the record of the hearing. The President and candidate shall have ten working days to submit written response to the Board of Trustees.

10. The Board of Trustees shall take final action to grant tenure after an affirmative recommendation of the President.  In addition, in any case where the initial recommendation to deny tenure is by the President, the Trustees shall decide whether to grant tenure after considering the President's original recommendation, the Report of the Faculty Grievance Committee, and the response of the President and the candidate.

11. Evaluation for tenure in course, once originated, shall proceed as indicated above unless the faculty member under review resigns from the University. The President may deny tenure after a recommendation of the Provost if the position is eliminated for financial exigency or bona fide discontinuance or reduction of a department, institute or program of instruction. In the event of a tenure denial for such reasons, the faculty member's place will not be filled by a replacement within a period of three years, unless the dismissed faculty member has been offered reappointment and a reasonable time within which to accept or decline it.

12. Faculty members not recommended for tenure shall be informed by the President within seven days after the decision has been reported to the Board of Trustees.

13. If appeal or grievance procedures delay a final tenure recommendation at the time notice of nonrenewal must be given, the President may give notice of nonrenewal of the appointment but such notice shall not prejudice later award of tenure.


	

	4.2.3  Promotion in Rank

A.  Criteria

Criteria for evaluation for promotion shall be established in, but not limited to, the following areas:
· Teaching 

· Research or creative activity
· Service to the profession, the unit, the University or the community;

· Collaboration with colleagues and students;

· Adherence to professional standards.

The details of these criteria and of any additional criteria to be considered in making a recommendation concerning promotion shall be specified in the unit's personnel document.  
B.  Evaluation for Promotion

Each faculty member shall be reviewed for promotion in rank according to procedures identical to those prescribed in Section 4.2.2.H, subsections 1-6. Then the President shall make a recommendation concerning promotion to be acted upon by the Board of Trustees.
	Appendix B – Performance Indicators and Examples of Evidence Within Rank and for Promotion

Appendix F – Process for Promotion

	4.2.4  Periodic Career Reviews

Each academic unit shall have a Periodic Career Review process specified in the unit personnel document.

A.  Faculty with Tenure

1.  Faculty members with tenure shall undergo a periodic career review after every fifth year of service. When the review period ends in a sabbatical (or other leave), the periodic career review shall be deferred until the next academic year. A promotion shall replace a periodic career review for the period in which the promotion occurs.  
2.  Within thirty calendar days of a periodic career review that indicates deficient performance, a faculty member, in consultation with the chair (if any) or dean, shall prepare a career development plan, acceptable to the dean, to remedy the deficiency in one year unless the dean approves a longer period. If the faculty member completes the agreed upon professional development plan, the faculty member shall then have one year to demonstrate satisfactory performance.  The dean shall then institute another career review as provided in the unit personnel documents.  A faculty member whose performance is judged unsatisfactory in this second review shall be subject to appropriate disciplinary action, which may include proceedings for termination (Article 4.5.).

B.  Term Faculty

Contract renewal reviews shall be considered periodic career reviews for nontenurable term appointees.
	Appendix G – Process for Periodic Career Review for Tenured Faculty



	Article 4.3  Conditions of Faculty Employment



	4.3.1  Annual Work Plan and Presence at the University

A. Working with the department chair, each faculty member shall present an annual workplan for the approval of the dean. The workplan shall specify the responsibilities of the faculty member for teaching, research, service, other institutional obligations, and other activities or requirements for the faculty member's presence on campus. When circumstances require changes in the workplan, the faculty member and chair shall file an amended plan (including an explanation of the necessary changes) for the dean's approval.

B. Each dean may require the unit faculty to report two weeks before classes begin and to continue in actual attendance until the end of the academic term except when an approved faculty workplan provides otherwise.  Temporary absence from residency for faculty members during the period when their contract requires them to be in residence shall be arranged in accordance with regulations of the unit. Each faculty member is responsible for the conduct of assigned courses and is required to meet such classes and make such assignments as will fulfill the intent of the courses.


	Appendix H – Annual Work Plan

Appendix I – Workload Document

	4.3.2  Compensation
Faculty employment contracts shall be as uniform as possible throughout the University. 

Each faculty member’s base salary, exclusive of supplemental pay, once established for tenured faculty or during a contract period at the University of Louisville shall not be reduced except in a fiscal emergency or under the most extreme circumstances.
	

	4.3.3  Work Outside the University

Full‑time faculty of the University may carry out professional work outside the University, with or without pay, usually for not more than the equivalent of one work day a week, averaged throughout the number of weeks of their employment in a given year, provided that such work is previously approved by the dean as appropriate to the faculty member's expertise and the mission of the university and provided that such work does not conflict or interfere with the faculty member's schedule of assignments and responsibilities at the University.  As part of the documentation for annual review, full-time faculty shall submit a report of this professional work outside the University under the provisions of this section.
	Appendix J - Policy on Work Outside the University

	4.3.4  Paid Tutoring
No one shall receive any compensation for tutoring students in a course in which that person is empowered to grant the student credit or over which any direct authority may be exercised.  
	

	4.3.5  Sabbatical Leave
The sabbatical leave is recognized as a serious professional responsibility and shall be utilized for activities that will improve the faculty member's contribution to the University's missions. A tenured faculty member who has six contract years of full‑time service at the University of Louisville may petition for a sabbatical leave of absence for one‑half contract year on full pay or for one contract year on one‑half pay. Faculty members on twelve‑month appointments may receive six months of leave with full pay or twelve months' leave with one‑half pay. No more than one year of leave, as defined in Sections 4.3.6 and 4.3.7, may be counted as years of service toward sabbatical leave.  The University shall make every effort to approve all appropriate applications.  Sabbatical leave shall be granted only upon the approval of the dean (and the Vice President for Health Affairs, where appropriate), the Provost, and the President. No leave will be granted without the guarantee of at least one year of continued full-time service after return from the sabbatical leave.
	

	4.3.6  Leave of Absence Without Pay
A faculty member may request a leave of absence without pay at any time.  The dean of the unit, the Provost, and the President must approve such leaves.  Disciplinary leaves of absence without pay may be imposed by deans with the approval of the Provost and the President.
	

	4.3.7  Leave of Absence With Pay
A faculty member may request a leave of absence with pay at any time.  The dean of the unit, the Provost and the President must approve such leaves.  Disciplinary leaves of absence with pay may be imposed by deans with the approval of the Provost and the President.
	

	4.3.8  Retirement of Faculty

The Board of Trustees shall make available a retirement annuity plan for full‑time faculty members, after a stated minimum period of service in such capacity. Each retirement annuity contract shall be vested in the individual participant. Faculty members will retire under the provisions and conditions set out in the retirement plan adopted by the Board of Trustees.
	

	Article 4.4  Resolution of Disagreements

The University shall establish and maintain appropriate processes, specified in this Article and its Appendices, to remedy conditions believed to be unjust, inequitable, or a hindrance to effective performance.   These processes shall include informal consultation and mediation to resolve disagreements as well as a formal process to hear and decide grievances.

	4.4.1  Faculty Mediator
A Faculty Mediator shall be appointed by the President from a list of three or more individuals nominated by the Faculty Senate. The Executive Committee of the Faculty Senate shall meet with the President to establish and review the duties and functions of the officer, the term and structure of the office, and the budgetary arrangements necessary for the effective functioning of the Mediator.
	

	4.4.2  Informal Discussion
Informal discussion between the persons directly involved in a grievance is essential in the early stages of any dispute and is encouraged at all stages. But at no time shall the fact that a grievance has been filed or that informal discussion of it has been or is being engaged in be used for the purpose of strengthening the case for or against persons directly involved in the dispute or for any purpose other than the settlement of the grievance. In like manner, it is recognized that participation of the Faculty Mediator or other appropriate University officers shall be for the purpose of settlement of the grievance.
	

	4.4.3  Grievance
To be considered as a grievance, a complaint must claim one or more of the following conditions:

A. that there was substantial prejudice to the grievant resulting from a material departure from policy or procedure or an unjustified deviation from the usual practice or custom of the unit;

B. that there is significant evidence of improper bias which influenced the decision maker's judgment to the material detriment of the faculty member (improper bias may include inappropriate considerations in addition to the legally impermissible use of race, gender, age, religion, national origin or disability of an otherwise qualified person);

C. that the decision or its consequences resulted in material disadvantage to the grievant because of treatment different from the uniform practice of the unit without an appropriate justification (e.g., with respect to teaching assignments, support services, disciplinary sanctions, supplementary compensation); or

D. that damaging or prejudicial actions resulted from the application of established policies or procedures that were themselves unreasonable.
	

	4.4.4  Time Limits
1.  The faculty member shall first seek to have the matter resolved through administrative channels and through consultation with the Faculty Mediator (Section 4.4.1). Any faculty member wishing to pursue a grievance through the formal grievance procedure shall file a written statement with the designated Hearing Officer (Appendix 1, paragraph XI) within sixty days of the occurrence of the condition complained of or within sixty days of the date the aggrieved party reasonably should have first learned of the condition.
2.  If within the sixty-day period specified in Sec. 4.4.2.A. a faculty member initiates a university-sponsored mediation process, that process suspends the sixty-day timeline.  The mediation process may continue through the resolution of the dispute or to certification by the Faculty Mediator that the process has failed.  In the case of such certification, the grievance right is preserved for 30 days following the end of mediation.  
	

	4.4.5  Procedures

Grievance procedures are specified in an Appendix to this Article.
	

	Article 4.5  Termination of Service



	4.5.1  Termination of Appointment by a Faculty Member
A faculty member may terminate an appointment effective at the end of a contract year, provided that notice is given to the dean in writing at the earliest possible opportunity, preferably within thirty days of receiving notification of the terms of the appointment for the coming year.  The faculty member may properly request from the dean a waiver of the requirement of notice in the case of hardship.
	

	4.5.2  Probationary Academic Appointments

When a decision not to renew an appointment has first been reached, the faculty member involved will be informed of that decision in writing by the dean and, if he/she so requests, will be advised orally of circumstances that contributed to that decision. If the faculty member so requests, the professional, academic, budgetary, management, planning, or other factors given in explanation of the nonrenewal will be confirmed in writing. The faculty member may request a review under provisions of the grievance procedure as stipulated in Article 4.4.  Written notice that a probationary appointment is not to be renewed shall be given to a faculty member in advance of the expiration of the appointment, according to the following minimum periods of notice.

A. First Year of Probationary Service

In the first year of probationary service at the University of Louisville, not less than ninety days before the expiration of the contract.

B. Second Year of Service

Not later than six months before the end of the second contract year at the University of Louisville.

C. Service of More Than Two Years

After two or more years of service at the University of Louisville, notice of termination shall be given at least twelve months before the expiration of the appointment.
	

	4.5.3  Termination of Academic Employment before the end of a specified term or for persons with tenure.

A. Causes

1.  Termination of an appointment with tenure, or of a special or probationary appointment before the end of the specified term, may be effected by the institution for any of the following causes only if the cause substantially impairs effectiveness as a faculty member:

            a. Incompetence,

            b. Neglect of or refusal to perform one's duty,

            c. Immoral conduct.
2.  Termination of an appointment with tenure, or of a special or probationary appointment before the end of the specified term, may be effected by the institution for financial exigency or bona fide discontinuance or reduction of a unit, a department, a program or a service. In such case the affected faculty member shall have the right to have the issues reviewed by the University Faculty Grievance Committee, with ultimate review of all controverted issues by the Board of Trustees after recommendation by the Office of the President. This review will include consideration of the range of course offerings of the institution, the importance of the program to the academic objectives of the unit, faculty status, affirmative action, and the prospects for future funding from all possible sources.

In every case of financial exigency or discontinuance or reduction of a unit, a department, or program of instruction, the faculty member concerned will be given appropriate notice as specified in Section 4.5.2 after recommendation by the President. Before terminating an appointment because of the discontinuance of a department, institute, program or service, every effort will be made to place affected faculty members in other suitable positions. If an appointment is terminated before the end of a period of appointment because of financial exigency, or because of the discontinuance or reduction of a program of instruction, the released faculty member's place will not be filled by a replacement within a period of three years, unless the released faculty member has been offered reappointment and a reasonable period of time within which to accept or decline it.

3.  Termination of the services of a tenured faculty member for medical reasons, or of a nontenured faculty member before the end of the period of appointment for such reasons, will be based upon clear and convincing evidence and, if the faculty member so requests, shall be reviewed by the University Faculty Grievance Committee before the President makes a recommendation to the Board of Trustees for final decision.
	

	Such recommendations of the University Faculty Grievance Committee shall be presented with the recommendation of the President to the Board of Trustees.

B.  Procedures
The procedures for termination of academic employment before the end of a specified term or for persons with tenure are specified in an Appendix to this Article.
	

	4.5.4  Action by the Board of Trustees

If dismissal or other penalty is to be recommended by the President, the President will, on request of the faculty member submitted ten (10) calendar days prior to the next regularly scheduled meeting of the Board of Trustees, transmit the record of the case to the Board of Trustees. The Board's review will be based on the record of the hearings and findings of the University Faculty Grievance Committee and it will provide opportunity for argument, oral or written or both, by the faculty member and the University or by their representatives. The Board of Trustees will then exercise its final authority and take appropriate action.
	

	4.5.5  Suspensions
Until the final decision upon termination of an appointment has been reached, the faculty member may be suspended or assigned to other duties by the dean of the unit with the approval of the President. Suspension is appropriate only pending a hearing, and if harm to the faculty member or to others is threatened by continuance in the appointment. Salary will continue during the period of suspension.
	

	Article 4.6  Personnel Documents

The Redbook, approved unit documents, and any departmental documents approved as provided in this article shall establish procedures and the only criteria for appointment, tenure, promotion, career reviews and annual reviews.

	4.6.1  Minimum Guidelines
The Faculty Senate shall adopt Minimum Guidelines for unit policies regarding faculty tenure, promotion, periodic career reviews and salary increases based upon merit.  These guidelines shall be approved by the President and Board of Trustees and shall become an Addendum to The Redbook.  All unit and departmental personnel requirements shall meet or exceed the standards set forth in the minimum guidelines.
	

	4.6.2  Unit Documents
A.  Each academic unit shall have a comprehensive academic personnel document, prepared with full participation of the faculty, that shall contain these elements:  

1. details of personnel criteria specified in Article 4.2 and any additional criteria to be considered in faculty appointments, tenure, promotions, periodic career reviews, or salary increases;

2. specification of the type of evidence to be considered in determining whether the criteria have been met, together with customary procedures; and

3. any provisions needed to evaluate faculty who serve in specialized roles created to meet the needs of the unit.

B.  Units that include temporary, part-time, or other non-tenurable faculty must specify in unit documents the extent of franchise in unit governance and personnel matters, and any special provisions for temporary, part-time, or other non-tenurable faculty access to the grievance process, as well as a policy on their sabbatical or other leave after extended service.
	

	4.6.3  Approval of Unit Personnel Documents
The Provost shall submit each proposed unit personnel document to the Faculty Senate for confirmation that it is in accordance with The Redbook and the Minimum Guidelines. It shall then be submitted to the President for review and recommendation to the Board of Trustees for final approval. The Board of Trustees may delegate approval of various parts of the unit personnel documents to the President. A copy of the approved documents shall be filed in the office of the Provost and shall be given to each member of the unit faculty.
	

	4.6.4  Departmental personnel documents
Departmental personnel documents that specify additional requirements and procedures for personnel actions may be established within an academic unit according to a process defined in the unit personnel documents or bylaws.  Departmental requirements and procedures shall not disrupt due process nor set performance requirements lower than those established in the unit documents.  The dean of the unit shall forward a copy of approved departmental documents to the office of the Provost.
	

	
	

	Minimum Guidelines for Faculty Personnel Reviews
	

	SECTION I:  PRINCIPLES
	

	25.   Only by encouraging the development of a faculty of high quality can a university expect excellence.  Appropriate criteria for personnel reviews are essential for the recruitment and retention of quality faculty.  Other important factors include criteria for hiring; support from the staff and administration; appropriate standards for admission, retention, and graduation of students; and funds adequate to attract and retain outstanding faculty members and to provide for essential professional development. It should also be clear that unrealistic standards, high or low, for promotion, tenure, and periodic career reviews are counterproductive.  
	

	26.   This document provide general University-wide guidelines for criteria and procedures for personnel reviews. The Redbook requires units to adopt policy and procedure documents consistent with these guidelines.  The Redbook, Sections 2.5.5, 2.5.8 and 4.2 should be considered in the development of unit documents.  
	

	27.   The faculty of each unit shall develop a mission statement that must be approved by the dean for submission to the provost, who may recommend changes to assure consistency with the university mission statement before the unit statement is approved.  Departments shall develop a mission statement and specific goals and objectives, approved by the dean, to assist in the systematic accomplishment of the unit mission.  Deans shall hold the chair accountable for assuring that the department achieves its mission and contributes to the accomplishment of the unit mission.  The provost shall hold the dean accountable for assuring that the unit achieves its mission and contributes to the accomplishment of the university mission.
	

	28.   Annual faculty work plans, as defined in the REDBOOK, Section 4.3.1.A., and a detailed summary of the year's professional effort shall be presented in all personnel reviews under these guidelines.  Annual reviews may take into account multi-year performance.
	

	29.   All personnel review actions shall follow criteria and procedures consistent with the REDBOOK and stated in a unit personnel document formally adopted by the unit faculty and approved as provided by The Redbook, Section 4.6.3.  
	

	30.   Annual review shall be mandatory for all faculty members.  A performance evaluation shall be communicated annually in writing by the chairperson or dean to each faculty member. 
	

	
	

	SECTION II: STANDARDS AND CRITERIA
	

	31.   Personnel reviews shall be based upon peer evaluation of a documentary record that includes qualitative and quantitative evidence (as described in sections following) of performance.  
	

	32.   Unit personnel documents shall specify the unit officer(s) or committees(s) responsible for evaluating the record submitted.  Evaluations shall be in the form of a written statement that will include discursive analysis of performance as substantiated in the documentary record.  
	

	C.   The faculty of the units shall specify standards and criteria in teaching, research or creative activity, and service.  The unit faculty may weight the relative significance of each area to accomplish the goals and requirements of the unit.  The unit faculty shall establish minimum levels of satisfactory performance in each area.  Proficiency in all three areas shall normally be required of all faculty members, unless responsibility for some area or areas is excepted in the unit document or specified in writing at the time of the initial appointment, or within ninety days of the effective date of these guidelines.  Evaluations must consider only those areas of activity for which the approved annual workplan indicates a faculty member's responsibility.
	

	
	

	SECTION III: ANNUAL REVIEWS
	

	33.   Annual reviews aim to enhance the quality of the faculty by recognizing and rewarding performance in terms of the department's and the unit's goals and objectives.  Annual reviews shall become part of the record to be used in the reviews specified in the preamble to Redbook Article 4.2.  
	Appendix K – Procedure for Annual Review

	34.  Each academic unit shall award salary increases based upon performance as documented in annual reviews.  Unit documents establishing the process for awarding such increases shall be consistent with The Redbook and with these Minimum Guidelines. 

1.  All decisions concerning salary increases shall be made in accordance with criteria and procedures contained in the unit document adopted by the unit faculty.  To assure compliance with these Minimum Guidelines, the unit documents shall be reviewed by the provost who, after consulting with the Faculty Senate, shall advise the president on a recommendation to the Board of Trustees concerning the approval of the document. 

2.  Based on the approved criteria of the unit, only the faculty whose overall performance is judged to be satisfactory or above will receive a salary increase.  These increases shall not be across-the-board, and should reflect an award structure that is based on performance.  The amount of the increase will be appropriate to the performance and the size of the pool for salary increases in a given year.  A recommendation by the dean for a zero salary increase must be submitted for approval of the provost.  This recommendation shall include the reasons for the zero salary increase and specific suggestions for improving any performance considered to be unsatisfactory.  Simultaneously, a copy of the recommendation shall be given to the faculty member involved. 

3.  Units, in accordance with criteria and procedures contained in the approved unit document may use up to 5% of the funds allocated to the unit for salary increases for a particular year to award special, one-time payments to faculty members for exceptional effort or achievement beyond that rewarded in the regular salary increase process.  In subsequent years these monies shall be carried forward in the unit's salary base for distribution for regular salary increases. 

4.  The unit document shall specify criteria and procedures by which annual reviews are related to salary decisions made by the dean of the unit.  The unit document shall include each of the following provisions: 

b.  a provision guaranteeing the opportunity of each faculty member to present documentation of performance and effort relative to his or her work plan; 

c.  a provision for the announcement each year of the date by which such documentation shall be received;

d.  a provision for identification of the faculty person(s) or committee(s) that will make decisions, based upon the results of the annual review, concerning salary increases within the unit;
	

	e.  a statement of the period of performance to be covered in the review for salary increases (e.g., the preceding year, the preceding three years, the period since the last review) so that units may elect to specify a longer period of review in order  to avoid penalizing faculty members in years in which there is little or no money available for salary increases.

f.  a provision that faculty members be informed in writing by the chairperson and/or the dean of the performance evaluations, recommendations for improvement if necessary, and recommendations, if any, for salary increases; each faculty member shall be given opportunity to respond to these recommendations and his or her performance evaluation so that timely adjustments may be made before the dean’s final recommendation;  

g.  a provision for a specific process, outside of the formal grievance procedure,  to reconsider the performance evaluation and/or salary decision; 

h.  a provision that the dean shall report annually to the faculty and to the provost the frequency distribution of the percentage salary increases received by all faculty members in the unit and a description of the evaluation system used to arrive at such salary increases.

i.  The unit must preserve the annual reviews.  Individual faculty members shall be responsible for maintaining the documentary evidence supporting each annual review through the next tenure, promotion or periodic career review.  

1.  Unit policies for salary increases may be amended following the same process by which they were adopted. 
	The Dean distributes merit allocation among faculty according to rank.  Faculty who receive Low Merit, Merit, High Merit, or Exceptional Merit will receive an increase from the merit allocation, according to the following table. 

                               Units by Rank

Rank                    No     Low    Merit    High   Exceptional 

Instructor              0        0.50    1.00     1.50    2.00

Asst. Professor     0        1.00    2.00     2.50    3.00

Assoc. Professor  0        2.00    3.00     3.50    4.00 

Professor              0        3.00    4.00     4.50    5.00



	
	

	SECTION IV: TENURE AND PROMOTION REVIEWS
	

	A.  Tenure and promotion reviews must be based upon the annual reviews and the documentary evidence compiled therefore but may include additional material as stated in these Guidelines and in approved unit documents.  These reviews shall evaluate faculty performance under the distribution of effort indicated in the approved annual work plans (REDBOOK 4.3.1.A).
	

	B.  Probationary faculty may receive informal evaluations at any time, and shall receive a formal evaluation no later than the midpoint of the probationary period. The record compiled for pre-tenure review shall be maintained intact as part of the evidence to be considered in tenure review.
	

	C.
Promotion reviews shall consider annual reviews and other evidence compiled since the last review for promotion.
	

	D.  The unit document must specify standards and procedures for review under the criteria listed in the REDBOOK 4.2.2.F. and 4.2.3.A.  and any other criteria established in the unit document and approved under these Minimum Guidelines.  It is imperative that the quality as well as the quantity of performance be considered in each area under evaluation.       

1.  The unit document shall specify the standards, procedures and evidence for evaluation of teaching.  Evaluations of teaching may also include aspects of instruction other than classroom performance (e.g., advising, counseling, clinical and practicum supervision, textbook writing, and development of distance learning and instructional technology). The unit document shall provide for consideration of self-evaluation, collegial assessment, and student opinion of teaching effectiveness.  Teaching load may be a factor in evaluating teaching effectiveness, but it may not be the primary factor.

2.  The unit document shall specify various forms of acceptable research (whether theoretical or applied) and creative activity.  They should make provisions for the evaluation of research and creative activity in progress and of those forms of activity that do not result in traditional documentary evidence.  All tenure and promotion reviews shall evaluate the research or creative activity in the context of these criteria. 

3.  The unit document shall specify the various forms of acceptable service activity.  Such service is defined as sharing one's expertise with the University, profession, or community, regardless of the method of compensation, if any.  All tenure and promotion reviews shall evaluate the service in the context of these criteria. 

4.  The unit document shall specify standards and procedures for evaluating collaboration with colleagues and students, for adherence to professional standards, and for any additional criteria established by the unit. 

5. External evaluation is required for research and creative activity in tenure and promotion review.  These evaluations shall be conducted under standards and procedures specified in the unit document under these minimum guidelines:  

a. Each unit document must specify the process by which external evaluators shall be solicited.  This process shall be designed to certify the professional expertise and objectivity of the evaluators, whose comments regarding the quality of the work under review shall be solicited along with justification of those comments.

b.   The person being reviewed shall have the opportunity to respond in writing to extramural evaluations.  This response must be included in the review materials prior to consideration of the evaluation by any reviewing person or body.  Each unit shall establish appropriate procedures for the accomplishment of these ends.
	

	c.  The opinions of extramural evaluators shall be given due weight, but external evaluators' recommendations as to the award of tenure or promotion shall not be solicited nor considered if offered.  The unit personnel committee shall provide a written analysis of the validity and significance of the evaluations received. 
	

	E.  
Candidates for promotion to associate professor shall demonstrate proficiency in teaching, research, or creative activity and service as defined in Section II (Standards and Criteria) of this document.  Candidates are required to exhibit broad proficiency in all areas, so as to show continuing promise to develop their individual strengths.  Units will establish the criteria and standards for teaching, research or creative activity, and service.
	

	F.  
Candidates for promotion to professor must be evaluated in the areas and by the distribution of effort specified in their approved annual work plans for the period under review.
	

	G.    Units may specify additional criteria for promotion to associate or full professor.
	

	H.  
Each unit shall specify the level of performance required for tenure or promotion, but no unit document approved under these Guidelines shall specify levels of performance below those specified in this document for promotion to associate professor.
	

	
	

	SECTION V: PERIODIC CAREER REVIEWS
	

	A.  Each unit document shall specify standards and procedures for periodic career review of faculty to promote the continued professional development of the faculty.  The evaluation report shall characterize the member's contribution as "satisfactory: meeting unit criteria" or “unsatisfactory: not meeting unit criteria" in teaching, research and service with due regard for the faculty member's annual work plans during the period under review.
	Appendix G – Process for Periodic Career Review for Tenured Faculty

	B.  Faculty members with tenure shall undergo periodic review under the requirements of REDBOOK 4.2.4.  This review shall be conducted under the criteria for the faculty member's current rank with due regard for the faculty member's annual work plans during the period under review.  The review process shall not extend beyond the unit (or units) of the faculty member's appointment, but the results of such reviews shall be reported annually to the provost.
	

	C.  Tenured faculty members evaluated as "satisfactory: meeting unit criteria" in the appropriate area or areas of faculty activity shall begin the next review cycle in the following academic year.  Tenured faculty members evaluated as "unsatisfactory: not meeting unit criteria" shall follow the remediation plan defined in REDBOOK 4.2.4.A.2.  and detailed in the unit document.
	

	D.  Faculty members with non-tenurable appointments may be reappointed for the benefit of the university after a career review under the criteria for appointment to the faculty member's current rank with due regard for the faculty member's annual work plans during the period under review (REDBOOK 4.2.4.B).
	

	E.  Because periodic reviews assess performance over a longer period than annual reviews permit, reviewing bodies may recommend a supplementary salary increase to reward demonstrations of professional excellence where evidence of outstanding performance over a long period warrants. 
	

	F.  All Redbook rights of due process and appeal shall obtain in these reviews.
	

	
	

	SECTION VI.  SCHEDULE
	

	A.  The annual timeline for personnel actions shall observe the requirements for due notice of non-renewal (REDBOOK 4.5.2.).  The timeline shall also recognize and accommodate the rights of persons under review to have sufficient time to prepare the materials; the needs of units to solicit extramural reviews, and to receive and evaluate all appropriate evidence; and the interest of the university in maintaining an orderly, clear, and deliberate process for personnel evaluation and action.  
	

	B.  As early as possible in the year preceding but in no case later than the end of May, the provost shall announce the dates of Board actions on personnel cases for the Board year beginning in September.  The provost shall also indicate the latest date by which any case must be submitted to the Office of the University Provost in order to be docketed for action on any one of the Board dates so specified.  After the provost's announcement of the annual schedule, each unit shall be responsible for establishing and publishing its schedule of actions to bring cases to readiness in due time for presentation to the provost.
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University of Louisville

School of Nursing

Criteria for Appointment to Rank

PROBATIONARY/TENURED

Instructor:  

Doctorate required, Doctorate in Nursing preferred
                   

RN license in KY or eligible for such without restriction

Have experience in nursing practice.
                                   
Adheres to standards of professional conduct and practice.

Promise of broad proficiency in research, teaching and service.

Assistant Professor:  
Doctorate required, Doctorate in Nursing preferred

RN license in KY or eligible for such without restriction

Have experience in nursing practice.
                                  
Demonstrates an established plan for research.

Adheres to standards of professional conduct and practice.

Promise of broad proficiency in teaching and service.

Associate Professor:  
Doctorate required, Doctorate in Nursing preferred

RN license in KY or eligible for such without restriction

Have experience in nursing practice.
                                    
Adheres to standards of professional conduct and practice.


Demonstrates a broad proficiency in research, teaching and service.

Evidence of collaboration with colleagues and students.

Professor:  

Doctorate required, Doctorate in Nursing preferred

RN license in KY or eligible for such without restriction

Have experience in nursing practice.
                   

Notable record of research and broad proficiency in teaching and service.

Adheres to standards of professional conduct and practice.

Evidence of collaboration with colleagues and students.

TERM

Instructor:  

MSN in Nursing (minimum requirement)

                   

RN license in KY or eligible for such without restriction

                   

Have experience in nursing practice.

                  

Adheres to standards of professional conduct and practice.

Assistant Professor:  
MSN in Nursing (minimum requirement)

RN license in KY or eligible for such without restriction

                                  
Have experience in nursing practice.

Demonstrate a promise of broad proficiency in the following;

1.  service and teaching; or

2.  clinical practice and teaching; or

3.  research and service

Adheres to standards of professional conduct and practice.

Associate Professor:  
Doctorate required, Doctorate in Nursing preferred.

RN license in KY or eligible for such without restriction

Have experience in nursing practice.
Demonstrate a broad proficiency in the following:

1.  service and teaching; or

2.  clinical practice and teaching; or

3.  research and service 




Adheres to standards of professional conduct and practice.

Evidence of collaboration with colleagues and students.

Professor:  

Doctorate required, Doctorate in Nursing preferred.

RN license in KY or eligible for such without restriction

Have experience in nursing practice.
Notable record of the following:

1.  service and teaching; or

2.  clinical practice and teaching; or

3.  research and service

                 

Recognized expertise at the national level

Adheres to standards of professional conduct and practice.

Evidence of collaboration with colleagues and students.

Motion passed by Faculty Organization: 1/25/02

University of Louisville School of Nursing 

Performance Indicators and Examples of Evidence Within Rank and for Promotion

A coherence of each faculty member’s academic program should be evident.  All criteria according to assigned workload are expected to be met, but may be met at varying levels over the course of the academic career.  

University of Louisville School of Nursing

Performance Indicators and Examples of Evidence for Annual Review, Periodic Career Review, Promotion, and Tenure

TEACHING

These guidelines apply to Term, Probationary (Tenure Track) and Tenured Faculty.

All faculty will:

1.  Possess current knowledge in area of teaching.

2.  Demonstrate effective teaching.

3.  Contribute to curriculum, program development and evaluation.

4.  Maintain integrity of the curriculum.

5.  Maintain professional teacher-student relationships that promote the growth of students.

6.  Function as an effective team member.

	Instructor
	Assistant Professor
	Associate Professor
	Professor

	1. Establish a beginning role in academic teaching.


	1. Demonstrate advanced knowledge in a content area.

2. Incorporate research findings and theory in teaching/learning.

3. Demonstrate and develop creative/ innovative teaching.

4. Evaluate and improve own teaching performance.
	1. Demonstrate advanced knowledge in a content area.

2. Incorporate research findings and theory in teaching/learning.

3. Design and implement creative/innovative learning opportunities.

4. Evaluate and improve own teaching performance.

5. Assume leadership role in evaluating, refining, and implementing curriculum.

6. Facilitate and evaluate the improvement of teaching in others.
	1. Demonstrate advanced knowledge in a content area.

2. Use theory and research findings in adapting to ongoing curricular change.

3. Show a sustained pattern of creative/innovative teaching.

4. Serve as a resource for colleagues within and beyond the School of Nursing.

5. Serve as a model for teaching effectiveness of colleagues.

6. Assume leadership role in evaluating, refining, developing and implementing curriculum.


Examples of Evidence

1. Student evaluations

2. Peer evaluations

3. Evaluations from clinical agencies

4. Syllabus; technology examples; course materials or other examples

5. Peer-reviewed or invited manuscripts/presentations

6. Awards for teaching or clinical practice

7. Consultation, site visitor

8. Teaching and program grants

9. Letters acknowledging mentorship of colleagues

10. Faculty development activities

11. Current clinical certification

12.  Leadership with curriculum development committee, academic affairs committee, curriculum revision committee.

13.  Self statement with supportive evidence.

14.  Center of Excellence Grants, Training and Program Grants.

15.  Team teaching

16.  Coauthor manuscripts with students and/or faculty

University of Louisville School of Nursing

Performance Indicators and Examples of Evidence for Annual Review, Periodic Career Review, Promotion, and Tenure
SERVICE

These guidelines apply to Term, Probationary (Tenure Track) and Tenured Faculty.

All faculty will:

1. Participate in activities which facilitate the School of Nursing’s development and recognition.

2. Provide professional service to the School, the University, and profession.

3.    Actively participate on SON Committees.

	Instructor
	Assistant Professor
	Associate Professor
	Professor

	School

See above

University

Participate in University functions as assigned.

Profession

1. Participate in professional organizations. 

2. Participate in health-related organizations or community related activities at local, state, or regional level.


	School
See above

University

Participate on University committees.

Profession

1.  Participate in professional organizations. 

2.  Participate in health-related organizations or community related activities at local, state, or regional level.
	School
Chair SON Committees

University

Participate on University committees.

Profession

1.  Participate in professional organizations. 

2.  Participate in health-related organizations or community related activities at local, state, regional, or national level.
	School
Chair SON Committees

University

Participate and/or chair of University Committees.

Profession

Provide leadership in:

1.  Professional organizations. 

2.  Health-related organizations or community related activities at state, regional, national, or international level.


Examples of Evidence

1. Documentation of participation and contributions to committees.

2. Awards, honors, or other recognitions.

3. Consultation activities.

4. Elected offices.

5. Advisory/policy boards.

6. Represent SON in University and/or community events.

7.   Recognition of excellence in clinical practice 

University of Louisville School of Nursing

Performance Indicators and Examples of Evidence for Annual Review, Periodic Career Review, Promotion, and Tenure

RESEARCH/CREATIVE ACTIVITY

These guidelines apply to Term, Probationary (Tenure Track) and Tenured Faculty.

All faculty will:

1. Contribute to knowledge development in nursing through a coherent program of research.

2. Disseminate scholarly products that demonstrate the art or science of nursing.

	Instructor
	Assistant Professor
	Associate Professor
	Professor

	1. Establish a beginning program of research.

2. Submit manuscripts for publication.
	1. Submit research proposals for competitive review.

2. Submit manuscripts to peer-reviewed publications.

3. Present peer-reviewed papers/posters at local, state, regional, or national meetings.
	1. Demonstrate extramural funding in a focused area of research/creative activity.

2. Have a consistent record of peer-reviewed publications.

3. Present peer-reviewed papers/posters at state, regional, national, or international meetings.

4. Serve as peer reviewer for abstracts, manuscripts, or grant applications.

5. Participate at local, state, regional, national or international levels in research or other scholarly activities.
	1. Demonstrate progression of extramural funding in a focused area of research/creative activity.

2. Have a consistent record of peer-reviewed publications.

3. Present peer-reviewed papers/posters at regional, national, and/or international meetings.

4. Provide leadership at regional, national, or international levels in research or other scholarly activities.

5. Serve as peer reviewer for abstracts, manuscripts, or grant applications and/or serve on editorial review boards.


Examples of Evidence

1. Copies of grant applications and reviewer summaries and letters of award from funding agencies.

2. Awards/honors which reflect excellence in scholarship.

3. Editorships, manuscript reviewer, editorial board.

4. Publications/presentations of scholarly reports, books, monographs, or grant applications.

5. Evidence of peer-review of abstracts, manuscripts, or grant applications.

6. Evidence that others have benefited from product, service, or scholarly idea.

7. Creative activity with a goal towards knowledge development and advancement.

8. Interdisciplinary research collaboration.

9. Research collaboration with students; research projects.

10. Co-authorship on manuscripts with students and/or faculty

11. Collection and analysis of data.

12. Comprehensive literature review

13. Revision/resubmittal of manuscripts/grant applications.

University of Louisville School of Nursing

Performance Indicators and Examples of Evidence for Annual Review, Periodic Career Review, Promotion, and Tenure

CLINICAL PRACTICE

These guidelines apply to Term, Probationary (Tenure Track) and Tenured Faculty.

All faculty will:

1. Possess current knowledge and competence in area of practice.

2. Maintain certification in appropriate field.

3. Demonstrate evidence-based practice.

4. Contribute to the improvement of nursing and health care.

	Instructor
	Assistant Professor
	Associate Professor
	Professor

	1. Establish a role in advanced nursing practice that integrates practice, education and research.


	1. Demonstrate expertise in an advanced nursing practice role.

2. Contribute to the integration of evidence-based practice, education and research.

3. Evaluate models of clinical practice.

4. Publish and/or present paper and/or presentations at local, state, or regional level.
	1. Demonstrate and expand expertise in an advanced nursing practice role.

2. Demonstrate the integration of practice-education and research.

3. Develop and test new clinical intervention models. 

4. Publish and/or present paper and/or presentations at local, state, regional, or national level.

5. Provide leadership as a clinical expert in advanced nursing practice.


	1. Provide leadership as a clinical expert in advanced nursing practice at the national and/or international.

2. Demonstrate the integration of practice-education and research at a national level.

3. Generate theory and research through clinical practice.

4. Publish and/or present paper and/or presentations at local, state, regional, national or international level.

5. Provide leadership as a clinical expert in advanced nursing practice at a national or international level.


Examples of Evidence

1. Peer reviewed manuscripts.

2. Documentation of participation in professional and/or clinical specialty organizations.

3. Documentation of participation and contribution to clinical practice committees.

4. Documentation of participation and contribution to committees.

5. Documentation of funds through grants and contracts.

6. Peer recognition awards.

7. Continuing education training.

8. Positive reviews of clinical performance.

9. Evidence of patient satisfaction.

10. Clinical outcome data.

11. Clinical program evaluation.

12. Recognition as an authority in an area of clinical practice.

13. Examples of integration – teaching, research, practice. 

14. Center of Excellence Grants, Training and Program Grants.

Motion passed by Faculty Organization:  1/25/02

University of Louisville

School of Nursing

Process for Tenure Review and

*Promotion to Associate or Full Professor

Tenure Review

1.
The process for tenure review begins in the Dean’s office.  By April 1st of the academic year prior to the review year, faculty members will be notified by letter that they will be reviewed for tenure during the next academic year.  A copy of the letter will be sent to the Associate Deans, and the chair of the Executive Committee.  

2.
By the end of April, select member(s) of the Executive Committee will meet with the faculty member(s) to the discuss schedule for the tenure review process.

3.
The faculty members will submit on May 15 to the Executive Committee five (5) names of potential external reviewers (see Appendix D).

4.
Prior to May 31, the Executive Committee will meet to select three (3) individuals’ names and forward such to the Dean.  The Dean will send out the solicitation letters for External Reviewers by August 1.

5.
The Executive committee shall provide a written analysis of the validity and significance of the extramural evaluations by October 1 for the tenure file.  The person being reviewed has the opportunity to make a response by October 15.

6.
Components of the tenure file include:  current CV, workloads for periods under review, annual reviews, published works and manuscripts under review, grants, applications and award letters, honors, letters of recommendation, evaluations of teaching, student evaluations, peer evaluations, documentation of service activities by semester, a personal statement, and other supporting documentation the faculty member would like to add.  The faculty member will submit the tenure file to the Dean’s Office no later than October 15.

7.
The candidate will have the opportunity to discuss the tenure file with the Executive Committee and the Dean. 

8.
The Executive committee will review all materials and will make a recommendation in writing to the Dean by November 15.  A copy will be sent to the faculty member.

9.
Tenured faculty shall have the option to review the materials and, at a meeting called by the appropriate administrator, vote by ballot “recommended” or “not recommended”.  Faculty members will sign the ballot but the signature will be blinded from the candidate’s review. Any member of the Executive Committee shall not participate in this part of the process.  This step is only necessary for tenure.  

10.
The ballot of the administrators must be signed.  The ballots will be submitted to the Dean.  This step is only necessary for tenure.

Dean’s Recommendation

11.
The Dean will review a copy of the complete tenure file, the Executive Committee summary, the vote of the faculty, and votes from administrators.

12.
The Dean will prepare a recommendation and will notify the faculty member in writing prior to December 1. The candidate must be notified by certified mail of the Dean’s decision.

13.
The Dean will then forward the recommendation along with the required documentation to the Vice President for Health Affairs by the first Friday in December.  If the candidate is a member of the graduate faculty, the recommendation and the required documentation will be sent to the Dean of the Graduate School who will add a recommendation and send the package to the Provost.

14.
Addition of New Material:  A faculty member may add newly available material as evidence for reconsideration by the previous evaluators or rebuttals before the file is forwarded to the Provost.

15.
Access to the File:  The candidate may examine any substantive material in the tenure file but shall not be informed of the identity of evaluators.

16.
Appeals:  Any appeals will be in accordance with the established grievance procedures described later in this document.  A candidate who receives a negative recommendation on tenure from the Dean of the School of Nursing may request a hearing before the School of Nursing faculty grievance committee.  This request must be delivered on or before the tenth working day following the action challenged.  If the original negative decision is by the Provost, jurisdiction lies with the university faculty grievance committee.

17.
Withdrawal From the Process:  If the candidate exercises the option of withdrawing from early tenure consideration, the process halts, and no recommendation is forwarded from the School of Nursing.  A candidate may not withdraw from the regular tenure review process.

*Promotion to Associate or Full Professor
1.
Candidate notifies the Dean’s Office by April 1st of intent for promotion with a copy to the Executive Committee and the Associate Deans.

2.
By the end of April, select member(s) of the Executive Committee will meet with the faculty member(s) to the discuss schedule for the promotion review process.

3.
The faculty members will submit on May 15 to the Executive Committee five (5) names of potential external reviewers (see Appendix D).

4.
Prior to May 31, the Executive Committee will meet to select three (3) individuals’ names and forward such to the Dean.  The Dean will send out the solicitation letters for External Reviewers by August 1.

5.
The Executive committee shall provide a written analysis of the validity and significance of the extramural evaluations by October 1 for the promotion file.  The person being reviewed has the opportunity to make a response by October 15.

6.
Components of the promotion file include:  current CV, workloads for periods under review, annual reviews, published works and manuscripts under review, grants, applications and award letters, honors, letters of recommendation, evaluations of teaching, student evaluations, peer evaluations, documentation of service activities by semester, a personal statement, and other supporting documentation the faculty member would like to add.  The faculty member will submit the promotion file to the Dean’s Office no later than October 15.

7.
The candidate will have the opportunity to discuss the promotion file with the Executive Committee and the Dean. 

8.
The Executive committee will review all materials and will make a recommendation in writing to the Dean by November 15.  A copy will be sent to the faculty member.

Dean’s Recommendation

9.
The Dean will review a copy of the complete promotion file, the Executive Committee summary, the vote of the faculty, and votes from administrators.

10.
The Dean will prepare a recommendation and will notify the faculty member in writing prior to December 1. The candidate must be notified by certified mail of the Dean’s decision.

11.
The Dean will then forward the recommendation along with the required documentation to the Vice President for Health Affairs by the first Friday in December.  If the candidate is a member of the graduate faculty, the recommendation and the required documentation will be sent to the Dean of the Graduate School who will add a recommendation and send the package to the Provost.

12.
Addition of New Material:  A faculty member may add newly available material as evidence for reconsideration by the previous evaluators or rebuttals before the file is forwarded to the Provost.

13.
Access to the File:  The candidate may examine any substantive material in the promotion file but shall not be informed of the identity of evaluators.

14.
Appeals:  Any appeals will be in accordance with the established grievance procedures described later in this document.  A candidate who receives a negative recommendation on promotion from the Dean of the School of Nursing may request a hearing before the School of Nursing faculty grievance committee.  This request must be delivered on or before the tenth working day following the action challenged.  If the original negative decision is by the Provost, jurisdiction lies with the university faculty grievance committee.

15.
Withdrawal From the Process:  If the candidate exercises the option of withdrawing from early promotion consideration, the process halts, and no recommendation is forwarded from the School of Nursing.  

* Often faculty apply for promotion to Associate Professor and tenure at the same time.

University of Louisville

School of Nursing

External Review Procedures

The following External Review Procedure is required for research and creative activity* in tenure and promotion review (although NOT for pre-tenure or periodic career reviews, or Promotion to Assistant Professor).  
1. Applicant submits to the Executive Committee five (5) names, addresses, and email addresses of tenured faculty external to the university considered qualified to evaluate submitted materials and the Executive Committee may submit up to three (3) additional names.  The names submitted must be tenured faculty members holding rank at or above the rank to which the candidate is seeking promotion and/or tenure.    

2. With each name, the applicant is asked to give a brief narrative that describes the reviewer’s area of expertise and any prior relationship the applicant has had with the reviewer.  The Executive Committee will attempt to select objective reviewers.

3. The list of names should be submitted according to the schedule/timelines determined by the Executive Committee.  This date will be approximately 3-6 months before the date for submittal of materials to the Executive Committee.

4.  The committee will select three (3) individuals from the names submitted and the Dean will contact the potential reviewers to ascertain their willingness to serve.  If they agree, the Dean will formally request the review in writing. 

5. If for any reason the Committee does not receive names from the faculty member and therefore identifies all evaluator names, the candidate retains the right to challenge any evaluator for cause.

6. The Executive Committee, in consultation with the applicant, will select the materials to be sent to the reviewers and should typically send a copy of the curriculum vitae, the personnel documents, and examples of work. 

7. The Executive Committee shall provide a written analysis of the validity and significance of the extramural evaluations that have been received by October 1.

8. The person being reviewed shall have the opportunity to review extramural evaluations from which identifiers have been removed and to respond in writing.  This response must be included in the review materials prior to consideration of the evaluation by any reviewing person or body.  The response must received by October 15.

* or appropriate to workload
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Timelines

	Promotion to Assistant Professor
	*Tenure and/or **Promotion to Associate or Full Professor
	Periodic Career Review

	Faculty member sends letter to Dean requesting promotion by Aug. 15 (with a copy to the Executive Committee). 
	*April 1 – Dean’s office notifies faculty member.

**Candidate notifies Dean by April 1 (with a copy to the Executive Committee and Associate Deans).
	By May 31 of the prior year, faculty member is notified by Dean (with a copy to the Executive Committee).

	Executive Committee receives file by the first Friday in January.
	By end of April, Executive Committee members meet with faculty to review tenure process.
	The Periodic Career Review incorporates the annual review.

	Executive Committee makes a recommendation to the Dean by Feb. 1 (copy to faculty member).
	May 15 – faculty member submits 5 names of potential external reviewers to Executive Committee.
	The Executive Committee Chair notifies the faculty member by December 1 of the review date and the primary reviewer.

	Dean notifies faculty member of Dean’s recommendation by certified mail by Feb. 15.
	By May 31 – Executive Committee forwards 3 names of external reviewers selected to the Dean.
	Executive Committee examines file prior to March 1 and issues report to Dean (copy to faculty member).

	Dean forwards recommendation to appropriate bodies by date determined by Provost for that year.
	Dean solicits letters from external reviewers by Aug. 1st.
	Dean makes the final decision and notifies the faculty member by letter by March 15.

	
	Executive Committee provides written analysis of External Review to tenure file by Oct. 1st.
	If unsatisfactory, within 30 days the Dean meets with the faculty member to prepare a career development plan.

	
	The person being reviewed has an opportunity to make a response by Oct. 15.
	

	
	Faculty member submits tenure/promotion file to Dean’s office by Oct. 15.
	

	
	Executive Committee makes a recommendation in writing to Dean by Nov. 15 (copy to faculty member).
	

	
	Tenured faculty vote by ballot by Nov. 15 and submit to Dean.
	

	
	Dean prepares a recommendation and will notify the faculty member in writing by certified mail prior to

Dec. 1.
	

	
	Dean forwards recommendation to Vice President for Health Affairs and Graduate School by first Friday in December.
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Process for Promotion to Assistant Professor
1.
Promotion begins with a letter from the faculty member to the Dean.  A copy of this request for consideration must also be sent to the chair of the Executive Committee.  For consideration, the request must be received by August 15.

2.
Only those faculty members who are going for promotion to associate professor or full professor are required to adhere to the external review process.  

3.
Components of the promotion file include:  current CV, workloads for periods under review, annual reviews, published works and manuscripts under review, grants, applications and award letters, honors, letters of recommendation, evaluations of teaching, student evaluations, peer evaluations, documentation of service activities by semester, a personal statement, and other supporting documentation the faculty member would like to add.  

4.
The committee must receive the promotion file by the first Friday in January.  The promotion review will take the place of the annual review.

5.
The Executive Committee makes a recommendation to the Dean by February 1 with a copy to the faculty member.

6.
The Dean will prepare a recommendation and will notify the faculty member in writing by certified mail prior to February 15 to relay the School of Nursing promotion recommendation.

7.
The Dean will then forward the recommendation along with the required documentation to the Vice President for Health Affairs.  If the candidate is a member of the graduate faculty, the recommendation and the required documentation will be sent to the Dean of the Graduate School who will add a recommendation and send the package to the Provost.

8.
Addition of New Material:  A faculty member may add newly available material as evidence for reconsideration by the previous evaluators or rebuttals before the file is forwarded to the Provost.

9.
Access to the File:  The candidate may examine any substantive material in the tenure/promotion file but shall not be informed of the identity of evaluators.

10.
Appeals:  Any appeals will be in accordance with the established grievance procedures described later in this document.  A candidate who receives a negative recommendation on promotion or tenure from the Dean of the School of Nursing may request a hearing before the School of Nursing faculty grievance committee.  This request must be delivered on or before the tenth working day following the action challenged.  If the original negative decision is by the Provost, jurisdiction lies with the university faculty grievance committee.

11.
Withdrawal From the Process:  If the candidate exercises the option of withdrawing from early tenure and/or promotion consideration, the process halts, and no recommendation is forwarded from the School of Nursing.  A candidate may not withdraw from the regular tenure review process.
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Process for Periodic Career Review for Tenured Faculty

1.
All faculty members with tenure shall undergo periodic career reviews to evaluate their contribution to the mission of the school.  The Executive Committee shall conduct the review and issue an evaluation report.  The evaluation report shall characterize the member’s overall contribution as satisfactory (meeting the minimum standards of the School of Nursing), or unsatisfactory (not meeting the minimum standards of the School of Nursing).  The Periodic Career Review is a summative review according to rank of performance during the review period. The review will be based on the criteria for rank, annual work plans, and merit ratings for the 5-year review period.

Timing of the Periodic Career Review:

2.
By May 31 of the year prior to the review year, the faculty member will be notified that he or she will have a periodic review in the coming academic year by the Dean (with a copy to the Executive Committee).

3.
The Dean’s Office will provide the Executive Committee with copies of the faculty member’s annual reviews and work plans for the period since the last review no later than the first Friday of January.  The faculty member may add any other documents he or she deems appropriate.  

4.
The candidate will have the opportunity to discuss the review file with the Executive Committee and the dean. The Periodic Career Review incorporates the annual review.

5.
The Executive Committee shall examine the file and, prior to March 1, shall issue a report to the Dean with a copy to the faculty member.  The Dean shall make the final determination and will notify the faulty member in writing by March 15.

6.
If the conclusion of the report is that the faculty member’s overall contribution has been unsatisfactory (did not meet the minimum standards of the School of Nursing), the report shall state the deficiency (ies) that was (were) the basis for the conclusion.  Within thirty calendar days of receipt of the report, the faculty member, in consultation with the Dean, shall prepare a career development plan to remedy the deficiency (ies) in one year, unless the Dean approves a longer period.

7.
After the faculty member completes the development plan, the faculty member has one year to demonstrate satisfactory performance through another career review.  A faculty member whose performance is judged unsatisfactory in this second review shall be subject to appropriate discipline. (See Redbook 4.2.4.A.2).
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Workload Document

Based on 10-month Contract
Introduction:

The faculty workload assignment at the School of Nursing is designed to insure equitable workloads to meet the units goals and objectives while maximizing the use of the school's resources.  While work assignments are negotiated in good faith, the school's mission and goals are of paramount importance and may necessitate changes in assignments.  Work assignment percentages by type of faculty position are guidelines and may be negotiated with the assistant

dean(s) depending on faculty talents and interests, grant monies and other factors. 


100% = full time load-10 month contract

Tenure/Probationary

60% = Full time usual teaching load for a tenure/tenured track faculty 

 who is scholarship and service productive.  

40% = Activities related to service, clinical practice, and scholarship and 

 are negotiated with the appropriate administrator (20% of load is  

 equivalent to one day per week).

Term and Temporary


80-90% = Usual teaching load for a non-tenure track faculty

 
10-15% = Activities related to SON service 

100% - Teaching load = 30 wtu (weighted teaching units) per year

Approved Executive Committee:  11/30/01
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School of Nursing
Policy on Work Outside the University

Full-Time Appointment in the School of Nursing

A full-time faculty appointment in the School of Nursing means:

· primary commitment of time and effort to the teaching, research and service missions of the school and the university.   

· availability for school and university service and to communicate and collaborate with students and colleagues in the academic community.    

· full workload assignment documented in the annual workplan using the School of Nursing Workload Document.  A usual full workload for an academic year is 30 workload units distributed across both semesters and predicated on a 40 hour work week.  The school of nursing operates its educational programs six days a week with classes offered on the weekend for graduate students and RN/BSN students. 

· A customary workload distribution for full-time faculty members of different rank is as follows:

· Tenured Faculty- 20% research, 60% teaching and 20% service

· Probationary Faculty- 30% research, 60% teaching and 10% service

· Term Faculty- 90% teaching, 10% service

· Workloads may be altered by the inclusion of one day a week for professional work outside the University.

· Professional work outside the University that is in conflict with the University’s interest is not acceptable.

· Professional work outside the normal 40 hour work load is not included in this policy.

Work Outside the University- Redbook 4.33

“Full-time faculty of the University may carry out professional work outside the university, with or without pay, usually for not more than the equivalent of one day a week, averaged throughout the number of weeks of their employment in a given year, provided that such work is previously approved by the dean as appropriate to the faculty member’s expertise and the mission of the university and provided that such work does not conflict or interfere with the faculty member’s schedule of assignments and responsibilities at the University.  As part of the documentation for annual review, full-time faculty shall submit a report of this professional work outside the University under the provisions of this section.”

Procedure

· On December 1st of each year the dean will request each faculty member to submit a request for approval of work outside the university for the period of August 1st through May 31st for academic appointments and July 1st through June 30th for 12 month appointments (Redbook 4.3.1b). 

· Dean will make an approval decision and communicate this to the faculty member on the request form.

· Additional requests or changes to the initial request must be filed as they occur during the year.

· A report of work outside the university is expected as part of the annual review process.

REQUEST AND APPROVAL FORM FOR WORK OUTSIDE THE UNIVERSITY

	Faculty Name:                                                                                         Date Submitted:

	Description of Work

(Describe the work, location 

and name of agency or individual for whom the work will be done)
	Expected Time 

Commitment
(Provide dates, times and expected regularity)
	Will you receive reimbursement for your services? 

(Yes or No)
	Describe relationship of this work to your role as a full-time faculty member of the University of Louisville School of Nursing.

(How will this work affect your assigned responsibilities?)

	
	
	
	

	Dean’s Comments:


	Dean’s Approval:                                                                                             Date:
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School of Nursing
Procedure for Annual Review

1.
The Executive Committee Chair notifies each faculty member in writing by December 1st of the date the review will take place and the primary reviewer.  Materials will be due the last Friday in January.

2.
On the assigned annual review date, the Executive Committee will conduct the annual review in a face-to-face meeting with the faculty member. The review includes the following:

A.
A brief summary of review materials is presented by the individual undergoing review in relation to the annual workplan. 

B.
The primary reviewer clarifies and seeks documentation.

C.
Commendations on performance and recommendations for future outcomes are given to the faculty member in the meeting and will be documented in the Executive Committee minutes and forwarded with recommendation of level of merit to the Dean with a copy to the faculty member.

D.
The Dean sends the faculty member a written letter of evaluation and level of merit within 20 working days of the committee’s recommendation.  The letter is placed in the faculty personnel file.
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