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INTRODUCTION

The School of Education Policies and Procedures Handbook is intended as a reference for School faculty, staff and administration.  It presents the mission, organization and governance of the School as well as adopted policies and procedures guiding School administrative/management and general operations.  Suggestions for policy and/or changes in prevailing policy may originate from students, faculty, staff, or administration in the School.  Procedures for approval begin with a presentation to the School of Education Leadership Council.  In the case of administrative/management policy and procedures, final approval is with the Leadership Council.  In the case of general operations policy and procedures, subsequent consideration may be requested from department faculties, but in any case, such proposed policies and procedures are brought to a school faculty meeting for consideration.


These policies and procedures presume to supplement those of Baylor University.  Program regulations also are found in the Baylor University undergraduate and graduate catalogs.  If questions arise about specific policies, the Dean’s Office or Leadership Council may be consulted for clarification.  Should any School of Education policies and procedures presented in this Handbook be inconsistent with those of the University, University policy and procedures take precedence.
Jon M. Engelhardt, Dean

School of Education
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Chapter 1

Mission, Organization and Governance


Introduction
The School of Education at Baylor University is governed by the University’s  Board of Regents which appoints the President.

The School of Education is the unit within the University primarily responsible for the preparation of professional educators as well as professionals in fields of human performance, health and recreation. The School offers programs at baccalaureate, masters and doctoral levels as well as program sequences leading to state or professional licensure/certification.  It assumes monitoring responsibilities for related programs that offer school certification/licensure sequences outside the School of Education.

The School of Education is composed of four departments as well as various centers that seek to meet the vision and mission for the School and Baylor University.

Mission and Vision

Baylor University’s mission, “to educate young men and women for worldwide leadership and service by integrating academic excellence and Christian commitment within a caring community,” serves as the foundation for the University’s current ten-year vision of “enter[ing] the top tier of American universities, while reaffirming and deepening our distinctive Christian mission” (Baylor 2012).
In concert with the mission and vision of the University and informed by the guiding convictions and twelve imperatives of Baylor 2012, the School of Education adopts the following mission and vision statements:

The mission of the Baylor University School of Education is to prepare, within a Christian environment, individuals who improve society through leadership, teaching, research and service within their professions and communities.
Our vision is that the Baylor University School of Education will be nationally and internationally recognized for excellence and Christian influence through efforts to: 
· Provide leadership in a dynamic environment

Prepared with knowledge and skills for success in a changing world, Baylor University School of Education graduates are in positions of leadership and influence. School faculty are recognized as leaders in their respective disciplines and professions.

· Teach and prepare the best professionals

In keeping with a respected tradition, Baylor University School of Education faculty continue to educate students with the competence and commitment necessary for shaping lives.  Through rigorous academic preparation each graduate is uniquely equipped for a professional calling.

· Foster the discovery and application of new knowledge

Through basic and applied research, the Baylor University School of Education advances knowledge in our respective fields.  We are committed to developing and testing theory, conducting research and scholarship, and providing practical answers for problems within our areas of study.

· Develop a sense of calling to service

In support of our Christian heritage, the Baylor University School of Education faculty and students are expected to have concern for diverse populations in a variety of settings.  By placing a value on vocation, we inspire individuals to serve God and humanity through their work.
{Adopted by SOE Faculty and Staff, August 22, 2008}
Governance
Governance procedures, as described throughout this document, provide for organized faculty participation in setting policy.  The faculty in the XXXX are the curricular centers and policy forums for undergraduate/initial teacher preparation.  Subject to University policies, this body makes recommendations regarding curricula, academic standards and degree requirements. The graduate faculty in each department housing a graduate program are the primary policy forums for graduate programs.  The Curriculum Committee is the review and transmittal forum to the Dean of the College of Education for all changes in college programs.  BLAH, BLAH OVERVIEW

Organization


1.
Faculty
Faculty are those persons with the title of lecturer/senior lecturer/clinical educator, assistant professor, associate professor, or professor, with some portion of their continuing full-time University appointment within the School of Education.



2.
Administrators
The chief administrative officer of the School of Education is the Dean, appointed in accord with University regulations.




Dean
The Dean, as chief administrative officer of the School, is responsible and reports directly to the Provost.
In accord with University regulations, the Dean appoints, and may empower as agents, associate deans, department chairs and others empowered with carrying out the academic mission of the School.

Associate Dean for Graduate Studies and Research

The Associate Dean for Graduate Studies and Research is responsible to the Dean.  Primary responsibilities are for providing general leadership and addressing issues, opportunities and governance related to School graduate programs and the promotion and facilitation of research and extramural/grant activity.  In addition to those duties, the Associate Dean may be involved administratively, at the request of the Dean, in any operation within the School and serves at the pleasure of the Dean.  

Associate Dean for Undergraduate Programs, Student and Information Services

The Associate Dean for Undergraduate Programs and Student and Information Services is responsible to the Dean.  Primary responsibilities are for providing general leadership and addressing issues, opportunities and governance related to School undergraduate programs, providing leadership for technology (and facilities), internal/external communications and student services, as well as supporting School accreditation and development efforts. In addition to those duties, the Associate Dean may be involved administratively, at the request of the Dean, in any operation within the School and serves at the pleasure of the Dean.  

Department Chair
The Department Chair is the front-line administrator in addressing departmental budget, program, faculty and student matters, and is responsible and reports to the Dean.  Specific university policy and procedures concerning the role of Department Chair appears at www.edu/provost (academic policies: “Department and Division Chairs”.

Other
Other college administrative support positions exist, primarily to lead and manage specific offices in the School (e.g., Office of Professional Practice).  Other positions may be created to address other kinds of emerging School leadership/support needs. Currently these include (and specific duties can be found in Appendix A):

Director of Global Initiatives (see appendix for specifics)
Administrative Structure
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Standing Committees
Meetings of standing committees are considered open to all faculty, staff and students to attend/observe, except for those meetings or portions of meetings addressing personnel-sensitive subjects.  In such cases, the committee may declare its proceedings to be in executive session and only committee members may be present.  To maintain meeting momentum, ordinarily observers do not participate in meetings unless invited to do so by the committee chair or by a mechanism established by the committee. To further promote openness of meetings, regular meeting dates are announced, agendas set, and minutes summarizing committee actions kept; all are posted to the SOE BlackBoard community site. 

Committee membership terms normally begin August 1 and continue until July 31.  For committees where members serve multi-year terms, such terms are staggered to maintain membership continuity. When an untimely vacancy occurs, the person completes the unfilled term; fulfilling an incomplete term is not considered as a factor in any term limits that may be established.  In those committees where membership is elected, elections are to occur by the conclusion of the spring term.
Ordinarily, Department Chairs do not serve on committees, although a small department may by its own exception do so.  For committees having multiple representatives from each department, a very small department may also by its own exception choose to have a single representative.  For purposes of communication and informational resource, an associate dean or (if relevant) Dean’s Office staff representative serves ex officio (without vote) on each standing committee. Based upon the nature of a committee’s charge, the committee will determine if a substitute may represent a committee member and any conditions on participation of the substitute.

Committee chairs are elected annually in the spring from among continuing membership of the committee (effective August 1). A committee may establish a leadership succession whereby a vice-chair or 2-year chair terms is effectively established.
Matters of consideration before a committee may emanate from committee members, departments, Dean (or designee), Leadership Council, or any group of faculty who have concern or special interest in a matter relevant to the committee’s purpose and responsibility. A committee may seek input from individuals outside the committee with direct concern or expertise on matters under consideration.

While Standing Committees may routinely establish sub-committees to address their responsibilities, Standing Committees may on rare occasions find it useful to establish task forces or ad hoc work committees beyond their committee membership to address various tasks, especially those that require backgrounds beyond that of Standing Committee members.  Such special task force/ad hoc committees are appointed by and responsible to the Standing Committee that appoints them.  

In consultation with the Leadership Council, the Dean (or designee) may call special meetings of a committee to consider specific matters consistent with the committee’s purpose and authority.

At the conclusion of the spring term, standing committees each prepare and submit to the Dean (or designee) a report of the committee’s relevant activities and accomplishments, including a notation of committee members who have made especially outstanding contributions to the Committee, the substance of which the Dean will incorporate into the annual report of the SOE. They also regularly report results of their deliberations and actions to a general meeting of the faculty.  

(approved by the SOE Faculty December 5, 2007)
(non-substantive edit approved by Leadership Council, May 7, 2008 & February 4, 2009)

(amended March 18 and April 9, 2009)
Following are descriptions of standing committees in the School of Education:

School of Education Leadership Council

The School of Education Leadership Council has the following purpose and authority, composition, and responsibilities:


a.
Purpose and Authority.  The Leadership Council shall advise and assist the dean with the governance and management of the School.  It functions within the broad framework of university policy as formulated by the Faculty Senate, the university administration, and the Baylor Board of Regents.


b.
Composition.  The Leadership Council shall be comprised of the following six members:  (1) the Dean, (2) each Associate Dean, (3) the Chair from each department, (4) Assistant to the Dean, (5) one School representative to the Faculty Senate (selected annually by the Dean), and  (6) one representative of non-instructional staff (selected annually by the School of Education Staff Advisory Council).  


c.
Responsibility.  The Leadership Council shall provide leadership in the conduct of academic and administrative matters of the School by advising and assisting the Dean with the following specific functions:


1)
Formulating appropriate goals, standards, policies and procedures in School matters relevant to programs, budget, personnel, organization and students.


2)
Systematically administering and coordinating School programs and partnerships.


3)
Introducing, discussing and resolving administrative matters essential to the daily operation of the School.


4)
Other matters as determined by the Dean.

The committee maintains open communication to faculty and staff on its activities through pre-meeting distribution of agendas and post-meeting distribution of minutes.


d.
Meetings.  The Leadership Council ordinarily meets twice per month during the academic year (the first and third Wednesday of the month), as necessary during the summer session, and subject to call for special meetings at the discretion of the Dean.  Meetings of the Leadership Council are considered open to observers; however, in dealing with personnel-sensitive subjects, the committee may declare itself to be in executive session in which case only committee members may attend.


 e.
Committee Actions.  Advice/assistance to the Dean on administrative and academic matters are taken under advisement by the Dean and/or the Dean’s Office staff.  Proposed policy changes that broadly impact faculty or staff ordinarily shall either (a) be referred, as relevant, to a schoolwide faculty meeting or staff association meeting (with recommendation and rationale) or (b) be considered by each department faculty or staff association and feedback provided to the Leadership Council which, after considering such feedback, shall determine its policy recommendation to the Dean. In conducting its business, the Leadership Council may refer items to appropriate standing or special ad hoc committees or task forces for deliberation and recommendations.  For policies, procedures or other actions that are managerial in nature and/or do not broadly impact faculty or staff are considered and generally are recommended by the committee without further input.  Items for consideration by the Council may arise from any member of the group, but ordinarily are communicated in advance to the Dean for inclusion on the agenda.  Members of the faculty and staff may refer items for consideration by the Council through a request of the Dean or any member of the Council.
[adopted by the Leadership Council, 9-5-07]

[adopted by the SOE Faculty, December 5, 2007

Staff Council

The Staff Council is a duly authorized standing committee of the School of Education with the following purpose and authority, composition and responsibilities.


a.
Purpose and Authority. The Staff Council shall advise and assist the dean with the daily operations of the School. It functions within the broad framework of School policy.


b.
Composition. The Staff Council is comprised of four members serving two-year staggered terms.  Council members are elected by the entire full-time staff of the School and are full-time members of the staff within the School of Education.


c.
Responsibility. The Staff Council shall provide support and advice in the conduct of operational matters of the School by assisting the Dean with the following specific functions:

1)  Planning and conducting comprehensive staff development; including, as appropriate, an annual staff retreat.

2)  Formulating appropriate goals, standards, policies and procedures in School matters relevant to staff concerns.

3)  Working to maintain high levels of intra-School communication between the various staff responsibilities.

4)\  Providing a positive image of the School through their interactions with the various public constituencies of the School.

5)  Selecting the staff representative to the Leadership Council and other School committees when needed.
6)  Coordinating appropriate activities and events to promote collegial relationships between staff members and across administrative units.
7)  Other matters as determined by the Dean.

e. Meetings. The Staff Council meets monthly during the academic year, as necessary during the summer session, and subject to call for special meetings at the discretion of the Dean. Meetings of the Staff Council are considered open to observers.

f. Communication and Operation. The Staff Council is responsible for operating and communicating its actions according to the policies governing standing committees in the School of Education.

[endorsed by the Leadership Council, December 4, 2008]

[approved by the SOE Staff, Feb. 10, 2009]
Professional Development Committee 

The Professional Development Committee is an authorized standing committee of the School of Education with the following purpose and authority, composition, and responsibilities:



a.
Purpose and Authority.  The Professional Development Committee is charged with providing broad leadership in the School of Education for the professional development faculty and staff that promotes the mission, programs and priorities of the School and Baylor University.


b.
Composition.  The Professional Development Committee includes two representatives from each department and one representative of the non-instructional staff.  Faculty representatives are elected by the faculty of their respective departments for a three-year term.  The non-instructional staff representative is selected annually by the school’s Staff Advisory Council.  



c.
Responsibility.  The Professional Development Committee is responsible for the following :



1)
Advocating priority in School affairs for the professional development of faculty and staff.



2)
Working with Research Leave recipients to organize required oral presentations about the work produced during the leave.  (se BU PP 715)



3)
Developing and maintaining/updating a professional development plan for the School that addresses priorities and mechanisms for professional development (to be approved by the Leadership Council).  This may include the identification of broad themes to be identified in general or that change over time.



4)
Identifying and promoting extant and emerging professional development opportunities that are consistent with that plan.

5)
In cooperation with the Leadership Council and based upon input from units across the School, sponsoring an annual SOE lecture series that is consistent with the professional development plan and demonstrates prominence and provides visibility for the SOE in the university and broader community.  Ordinarily, lecture series are planned one year in advance to provide adequate lead-time to arrange for speakers, but a series may add or make provision for the serendipitous availability of speakers or emerging critical topics.

6)
Reviewing and providing feedback on (as appropriate) annual department reports on the activities, directions and progress for individuals being sponsored under “in care” status.



7) 
Managing use of funds earmarked for activities of the Professional Development Committee.  (Note: at least five percent of these funds are to specifically address professional development for School staff identified in concert with the Staff Advisory Council.)



8)
Other matters as determined by the Dean.



d.
Meetings.  The Professional Development Committee meets at least twice each academic semester.


     e.    Committee Actions.  The Professional Development Committee operates in consultation with the Leadership Council, forwarding all recommendations on policy, plans and fund expenditures to the Dean (or designee). 



f.    Communication and Operation.  The Committee is responsible for operating and communicating its actions according to the policies governing standing committees in the School of Education.

[adopted by SOE Faculty, December 5, 2007]

[amended by SOE Faculty, March 26, 2008]
[amended by SOE Faculty, September 17, 2008]
Curriculum Committee 
The Curriculum Committee is a duly authorized standing committee of the School of Education with the following purpose and authority, composition and responsibilities.

a. Purpose and Authority.  The Curriculum Committee is responsible for acting on behalf of the faculty to review and recommend all curricular matters for the School of Education to the Dean or designee.

b. Composition.  The Curriculum Committee includes one representative from each department.  Faculty representatives are elected by the faculty of their departments for three-year terms.
c. Responsibility.  The Committee recommends to the Dean or designee approval/disapproval of all actions (proposals, revisions, or deletions) in graduate or undergraduate courses, degree programs, or certification areas initiated by faculty and forwarded by the department chairs.

d. Meetings.  The Curriculum Committee meets regularly at least once each month.  Program curriculum change materials are normally due to the chair of the Committee at least one week in advance of a regularly scheduled meeting.  The Chair may cancel meetings when there is no business for the Committee to consider.

e. Committee Actions.  The Committee shall forward all recommendations to the Dean or designee.

f. Communication and Operation.  The Committee is responsible for operating and communicating its actions according to the policies governing standing committees in the School of Education.
[adopted by the SOE Faculty, December 5, 2007]

Enrollment Management Committee
The Enrollment Management Committee is a duly authorized standing committee of the School of Education with the following purpose and authority, composition, and responsibilities.

a.
Purpose and Authority. The Enrollment Management Committee is responsible for acting on behalf of the faculty to review and recommend all enrollment management matters for the School of Education to the Dean or designee.

b.
Composition. The Enrollment Management Committee includes one elected representative from each department, one member appointed by the Associate Dean for Graduate Studies and Research (to specially represent graduate programs), and the Director/Assistant Director of Enrollment Management who serves ex officio (and may chair the committee). Elected faculty representatives serve for three-year terms.

c.

Responsibility. The Committee recommends to the Dean or designee advocating on matters of student enrollment (recruitment, admission, advisement, retention) as well as matters of post-graduation relationships. As part of these broad responsibilities, the Committee coordinates the distribution of undergraduate (endowed) scholarships, maintains contact with SOE faculty serving as Program Recruiters, may recommend policy on identifying/recommending “top prospects” for undergraduate admissions to Education programs and in collaboration with relevant departments/programs, establishes an SOE student recruitment/retention plan, especially targeting students from diverse backgrounds.

d.
Meetings. The Committee meets regularly, at least once each month. The Chair may cancel meetings when there is no business for the Committee to consider.

e.
Committee Actions. The Committee forwards all recommendations to the Dean or designee.

f.
Communication and Operation. The Committee is responsible for operating and communicating its actions according to the policies governing standing committees in the School of Education. 

[adopted by the SOE faculty, Feb. 13, 2008]
 [amended by SOE faculty, September 17, 2008]
International Studies Committee

The International Studies Committee is a duly authorized standing committee of the School of Education with the following purpose and authority, composition, and responsibilities.

a. Purpose and Authority.  The Committee is responsible acting on behalf of the faculty in matters promoting global/cultural understanding and mission.
b. Composition.
The Committee includes one faculty representative from each department, and the SOE Director of Global Initiatives who serves ex officio (and may chair the committee).  Faculty representatives are elected by their respective departments for three-year terms.  (Note:  Directors of international programs serve ex officio without vote unless serving as departmental representative or extended vote by elected members.)

c. Responsibility.  The Committee takes actions and recommends to the Dean or designee on all matter related to international education.  Specific responsibilities include:
1) overseeing, expanding and promoting (through website, brochures, seminars, grant proposals) SOE international learning and contextual mission experiences for faculty, students and alumni;
2) reviewing proposals for new organized SOE international learning/mission programs;
3) coordinating SOE international learning/mission opportunities and related initiatives with University offices;

4) developing policies and procedures for SOE international learning/mission experiences;

5) monitoring and assessing impact and continuing feasibility of international learning/mission experiences;

6) promoting the infusion of global/cultural perspectives and experiences (virtual and actual) in SOE curricula/courses;

7) providing input to faculty search committees on the global perspectives/experiences of interview candidates;

8) promoting cross-cultural /international research;

9) collaborating with the Director of Global Initiatives to advocate for initiatives that position the SOE as a global leader in areas of SOE expertise, especially among Christian universities worldwide;

10) other relevant matters as determined by the Dean or collective faculty.

d. Meetings.  The Committee meets regularly, at least once each month. The Chair may cancel meetings when there is no business for the Committee to consider.
e. Committee Actions.  The Committee advises the Director of Global Initiatives and forwards results of its actions or recommendations to the Dean or designee.

f. Communication and Operations. The Committee is responsible for operating and communicating its actions according to the policies governing standing committees in the School of Education. 

 [adopted by the SOE faculty, September 17, 2008]
Recognition and Development Committee

The Recognition and Development Committee is a duly authorized standing committee of the School of Education with the following purpose and authority, composition, and responsibilities.

a.
Purpose and Authority. The Committee is responsible for acting on behalf of the faculty to promote student, alumni, faculty, and non-instructional staff recognitions as well as on-going student/alumni connections with the School of Education.   

b.
Composition. The Committee includes one faculty representative from each department ,one representative of the non-instructional staff, and one student. Faculty representatives are elected by their respective departments for three-year terms. The non-instructional staff representative is selected annually by the school’s Staff Advisory Council. The student is selected by the Recognition and Development Committee annually.

c.
Responsibility. The Committee is responsible for:

1)  
identifying and promoting opportunities to recognize current students, faculty, non-instructional staff,  and alumni;

2)  
coordinating SOE student, alumni, faculty, and non-instructional staff, award processes, including selection of outstanding students at the Annual Spring Recognition Reception;

3)  
maintaining or setting (when appropriate) criteria for SOE awards or other recognitions for students, alumni, faculty, and non-instructional staff;

4)  
identifying and publicizing SOE student, alumni, faculty, and non-instructional staff recipients of awards or other external recognitions;

5)  
actively nominating or seeking nominations for student, alumni, faculty, and non-instructional staff candidates for University and other external awards;

6)  
identifying and planning (or assisting others with) events that encourage student and alumni connections (affinity) with the SOE; and

7)  
other relevant matters as determined by the Dean or the collective faculty.

d.
Meetings. The Committee meets regularly, at least once each month. The Chair may cancel meetings when there is no business for the Committee to consider.

e.
Committee Actions. The Committee forwards results of its actions or recommendations to the Dean or designee.

f. 
Communication and Operation. The Committee is responsible for operating and communicating its actions according to the policies governing standing committees in the School of Education.

 [Adopted by the SOE faculty, September 17, 2008]

[Amended by the SOE Faculty, October 15, 2008]
Professional Accreditation Committee

The Professional Accreditation Committee is a duly authorized standing committee of the School of Education with the following purpose and authority, composition, and responsibilities:
a. Purpose and Authority. The Professional Accreditation Committee is charged with providing broad leadership and advice within the School of Education for pursuing and maintaining national accreditations or other recognitions/formal indicators of high quality programming.  
b. Composition. The Professional Accreditation Committee includes at least 4 faculty representatives from programs holding current or pursuing proposed accreditations in the School of Education as well as SOE associate deans, dean and relevant department chair/s (all administrators being ex officio); and other support personnel as deemed relevant. Other than those serving ex officio, the above minimum four faculty representatives are elected, one each by the four academic departments; the Dean appoints all other members.  Actual committee composition may vary, depending upon what program/s, if any, is/are actively preparing for an upcoming accreditation review; that is committee membership may selectively expand when a particular program is approaching accreditation.  Terms of appointment for elected members are for three years; appointed members typically serve through the review/site visit for a given accreditation review for which committee membership has been expanded. The Dean or dean designee chairs the Professional Accreditation Committee. 

c. Responsibility.  The Professional Accreditation Committee provides advice, assistance and broad oversight in unit or program –specific accreditation review preparations including but not limited to: 

1)
Maintaining awareness of the status of current accreditations in the School of Education and any changes in current or proposed accreditations;

2) Providing input on candidate exit, graduate and employer surveys;

3)
Preparing/reviewing the Institutional/Self-Study report;

4) Reviewing/planning (and possibly coordinating) any required site visit;

5) Reviewing (and possibly organizing/assembling) site-visit documentation and exhibits;

6) Providing advice, when requested, on program or other changes to maintain compliance with accreditation standards; and 

7) Stimulating efforts to pursue awards or other public recognitions of quality programming in the School of Education.

  d.   Meetings.  The Professional Accreditation Committee meets as needed to accomplish its responsibilities, but in no event meets less often than once per year to hear an update on the status of SOE programs and any changes in accreditation standards by current or proposed accrediting organizations. 
e.    Committee Actions and Communications.  Actions and recommendations of the Committee are directed to the Dean, accreditation review coordinator or relevant faculty, as deemed appropriate.

[adopted by the SOE faculty, September 17, 2008]
Advisory Councils
The School of Education seeks to collaborate with its many constituents, seeking their support, feedback and insight on programs and a variety of issues facing the School.  Advisory councils generally are created as a systematic mechanism (i.e.. forum) for soliciting input and advocacy from such constituent groups.  Advisory councils are established for the School as a whole, for individual programs, for specific constituent groups, like students, and for support units/functions, like Student Advisement.  They serve the specific purpose/s for which they are created, but are restricted in authority to making recommendations to relevant administrative, academic or service units within the School of Education.

[Approved by SOE Faculty, November 11, 2008]
Following are advisory councils in the School of Education.  

Student Advisory Council
The School of Education values collective student insight and response to school-wide initiatives (e.g., the SOE web overhaul).  The Student Advisory Council is an authorized advisory council of the School of Education with the following purpose, composition and responsibilities.

a. Purpose . The SOE Student Advisory Council is a representative body of students from all programs within the School who are convened on a regular basis to provide student suggestions, reactions, insights, and opinions concerning school-wide initiatives currently in place and should be or are be in place or are being considered by administrative, academic, and service units within the School.

b. Composition. The SOE Student Advisory Council includes one student representative selected annually by the faculty from each undergraduate and graduate program identified in the School.  For purposes of this council, undergraduate programs are:  elementary education, middle level education, secondary education, special education, physical education gifted/talented education, ESL education, athletic training, community health, exercise physiology, general studies (HHPR), health science studies, and recreation and leisure services.  Graduate programs are:  Masters degree programs (K-12 principal, student personnel, curriculum & instruction--regular), curriculum & instruction--Strickland, educational psychology, athletic training, exercise physiology, health education, sport management, sport pedagogy/coaching), the EdS degree program (school psychology), the EdD program (curriculum & instruction) and PhD programs (educational psychology, HHPR)

The Council is co-chaired by the SOE Associate Deans and may be divided into separate undergraduate and graduate sub-councils as needed. When sub-divided into sub-councils, the appropriate Associate Dean will respectively serve as sub-council chair. Council members serve annual terms, but may be asked to continue for more than one year.

c. Responsibility. The collective council and separate sub-councils have the responsibility to:

1) Make suggestions about new initiatives that should be considered by the administrative, academic, and service units within the School.

2) Provide student perspectives on issues and activities under consideration by the administrative, academic, and service units within the School.

3) Review for and comment on the student impact of current or proposed policy and procedures forwarded to the Council.

4) Gather wider student response when requested by the administrative, academic, or service units of the School.

5) Serve as student representatives on relevant program advisory councils, if established.

d. Meetings. The Council and sub-councils, if established, meet regularly, at least twice each term. The chairs may cancel meetings when there are no agenda items for consideration.

e. Council Actions. The Council shares its input with the designated Associate Dean who forwards information to the appropriate administrative, academic, or service unit.

 [Adopted by the SOE Faculty, November 11, 2008]
Graduate Education Faculty Council

(Under Development)

Program Advisory Councils

Based on the notion that collective input from practitioners, candidates, field supervisors, employers and others in the broader professional communities for SOE programs (including those in other academic units) can provide vital information and perspective on SOE programs and other related matters/issues, the School of Education has made explicit provision as part of its organization for the creation of Program Advisory Councils. 

Broadly advisory to Program Faculties, these Councils are responsible for:

1) Providing input, perspective and advice on programs, including need, curricula, assessments, related criteria and other related program-specific questions for which program faculty seek assistance;

2) Providing reaction, feedback and advice based upon candidate/program data summaries;

3) Providing input/feedback on matters of general concern to professional preparation programs (e.g., Conceptual Framework, field placement parameters);  and

4) Serving as program advocates.

Advisory Council membership is established by each Program Faculty as consistent with the inputs and perspectives that program sees as useful and consists of at least five individuals representing the program’s various constituents, especially area practitioners.  At least one member will be a current candidate in the program and at least one member will be a graduate from the program.  Members are appointed for 3-year terms, except for the current candidate, which will be for a one-year term.  Program Advisory Councils meet at least once annually, typically once each semester.

Superintendent Advisory Council  




(To be developed)
School of Education Advisory Council




(To be developed)

Partnership Councils

The School of Education frequently partners with organizations/agencies to prepare professionals in one or more of the School’s programs.  While all School programs have significant field/practicum components, many programs work closely with other agencies/institutions both to prepare nascent professionals in SOE programs and to help those agencies/institutions meet their missions.  When the joint relationship exceeds an affiliated organization’s hosting observation/practicum students, partnerships typically require more systematic interactions and planning.  In these cases, SOE programs may elect to establish Partnership Councils as a mechanism to institutionalize coordination, communication, articulation of resources and joint planning.

Following are partnership councils in the School of Education.

WISD/Baylor Professional Development School Partnership 

      Council

    (To be developed, but includes two working groups:  PDS Oversight 

              Council and PDS Coordinating Council)

Chapter 2

Personnel

2.001/ Faculty Recruitment and Selection 

Baylor University policy (BU-PP 110) affirms the university’s commitment to maximizing the diversity of its faculty and affirmative hiring procedures and provides basic guidance for conducting a search and hiring for approved faculty positions. Other institutional requirements (e.g., required advertising and format for such advertising) do not appear as institutional policy that is easily accessible. While extant written university policy provides broad guidance for searches, faculty are typically involved so infrequently in a search and hire process that additional guidance at the School level can provide greater specifics on processes and documentation, maximize efficiency of process, and avoid legal challenges to the outcome. The guidelines that follow incorporate current Baylor University policy and practices along with best practices derived from legal analysis and other institutions of higher education. Should any conflict arise with current or future University policy, University policy takes precedence.

Position Approvals

1) Requests for faculty positions are initiated by Department Chairs (in consultation with faculty and the Dean). Upon agreement, Department Chairs officially enter the requests through the University’s approved system and normal administrative reviews are completed. Ordinarily the Office of the Provost does this in May in preparation for a June institutional review of all requested positions.

2) In extraordinary cases, where a faculty member indicates retirement or resignation after this process is well underway (e.g., mid-summer for a Fall retirement), a special request may be made by the Dean to conduct an immediate search and if verbally approved by the Provost’s Office, the Department Chair submits a personnel request through the University’s approved system.

Search Committee Members/Appointment

1) Once a position has been approved, the Department Chair consults with the Dean on a proposed Search Committee Chair and members. After confirming willingness of committee members and chair to serve if appointed, the Department Chair formally recommends Search Committee members and chair to the Dean, who in turn, sends a formal letter of appointment.


2) Search Committees ordinarily are composed of 3 or more members, at least one of which is outside the Department where the appointment will be made. In cases where the new faculty member will dominantly teach in a program that prepares practitioners, those committees should include a practitioner from the field, to ensure the field’s perspective in the hiring process. Ordinarily, the number of Department members on the Search Committee will constitute at least half of the total number of search committee members. 


Search Committee Responsibilities

Primary responsibilities for Faculty Search Committees are (a) defining and seeking approval for the qualifications and application requirements for the vacant position (through the Position Announcement), (b) proactively seeking out/encouraging high quality applicants, (c) reviewing completed applications and pursuing follow-up information on/from applicants, (d) making recommendations on acceptable applicants for campus interview, (e) organizing interview processes designed to identify the strongest candidates of those fully qualified for positions, (f) based upon interviews and other information,  recommending all acceptable candidates to the Department Chair and Dean, along with a listing of strengths and weaknesses for each of those individuals, and (g) maintaining documentation of meetings and other elements/artifacts of the search and screening process.

Position Qualifications, Announcement, Advertisement and Search Plan
1) Position Announcements, Position Advertisements and Search Plans are prepared by the Search Committee and submitted for approval through the Department Chair to the Dean. The Position Advertisement (e.g., for the Chronicle of Higher Education) and Position Announcement are to comply with the university templates, found in Appendices A and B. A sample Search Plan can be found in Appendix C. 

2) The Position Announcement is key to the search and screening process in that it serves both to attract candidates and specify application materials, process and qualifications that candidates must meet to be considered. The Position Announcement serves as the central document containing information about the position and search process to which potential applicants are directed from other university websites or advertisements. It resides electronically on the department webpage.

Any qualification specified in the Position Announcement as “required” must be met by all candidates who are to be given further consideration. “Preferred” qualifications are used to differentiate among those candidates who have met all required qualifications. Qualifications form the basis for paper reviews of candidate materials as well as the basis for interview protocols and any recommendations for further consideration or appointment. Given the centrality of statements of qualification to the process, care needs to be taken to identify relevant qualifications and to construct statements of these criteria that are clear and operational (e.g., compound statements combining two or more criteria into one qualification statement often lead to later confusion or conflict in reviewing candidates). Wording that shows the department’s/program’s high aspirations and momentum is especially important in helping attract high quality, energetic applicants. 

3) The Search Plan spells out the strategies and media where the position will be advertised to attract applicants. This includes print media and listservs as well as strategies to make personal contact with qualified individuals who might be interested in or know qualified individuals with potential interest in the position. Strategies should include seeking faculty and colleague nominations of qualified candidates to whom materials and a special recruitment letter may be sent. A special effort needs to be made to reach highly qualified individuals from non-traditional backgrounds who might not become aware of the search underway from more traditional sources.
4) Once the Position Announcement, Position Advertisement and Search Plan have been reviewed/approved by the Dean, the Search Committee may proceed to advertise the position.  The SOE’s Director of Technology Services will assist in posting the Position Announcement on the SOE/department website (see Appendix B for template); posting the 2-by-2 display Position Advertisement in the Chronicle (see Appendix A for Chronicle template) and placing ads in trade journals/listservs (see Appendix D for listserve template) are facilitated by the Department’s administrative assistant. Human Resources will also mount a general web announcement that refers individuals to the department website Position Announcement (a sample is presented in Appendix D).

Screening Procedures

1) When any materials have been received from an applicant indicating interest in being considered for a position, a follow-up letter/packet is sent to the applicant listing any items not received that were indicated in the position announcement/advertisement as well as any committee designed follow-up questions.  Ordinarily follow-up questions should not exceed 3 in number, address position qualifications in some direct or indirect way, and include at least an item asking the applicant to address their Christian convictions and local church involvements.  (If this latter point is not addressed in this way, the question of Christian convictions and church involvements will need to be addressed prior to inviting an applicant for on-site interview.)
2) If the advertisement/announcement specifies that applications will be considered until the position is filled, the committee reviews materials for all candidates with completed applications at a particular date defined by the committee or listed in the announcement as the date for initial review of applicants. Other applications completed after that date are held in reserve and may be considered at a later date if the committee wishes to expand the pool of applicants being considered. However, if the committee so decides, it must consider all applications completed within the timeframe/cut-off date selected. Note:  Applications that do not contain all required materials should be pursued to seek completion; however, the committee may decide to examine incomplete files where the incompleteness is beyond the applicant’s control (e.g., less than 3 reference letters), although all files similarly incomplete must     be considered and all required application materials are necessary before a campus interview can be approved.


3) To guide the committee’s review of each candidate, search committees should construct a review matrix. Along one side of the matrix are to be listed the names of individual applicants; along the other side are separately listed required and preferred qualifications (typically listed by code or abbreviated key words). (Codes are spelled out on an attached sheet to include full statements of the relevant qualification for each code, as listed in the Position Announcement.) For each qualification, the committee defines a related rubric that facilitates assigning points, where “0” means “does not meet/exhibit evidence of this qualification” and the numerals 1-4 each define successively stronger evidence of meeting the qualification. In the ideal situation, each value (1-4) would be defined a priori by the committee--with possible slight adjustments in rubric definition possible once the committee has a chance to see the types of evidence submitted by applicants (to sharpen distinctions among the levels of meeting a particular qualification). Committees may find it useful to define formally only rubric values 1 and 4.

4) In the initial review, each candidate’s application material is screened and a rubric value assigned and recorded on the matrix for each qualification. Whether the full committee membership or a sub-committee assigns initial ratings, the full committee should discuss each candidate, record any observations or details on specific qualifications that might be relevant for later discussions (to distinguish among applicants), and assign a summary/consensus rating for each qualification. (Note:  For some qualifications, it may not be possible to evaluate through written application materials, in which case the qualification would be scored as part of the next review step—e.g., phone or campus interview.) Once discussions are completed for all applicants, summative scores can be calculated for all individuals with non-zero values for each required qualification as a means to identify those candidates whose candidacy is to be pursued further. In the interest of being affirmative, it is at this point that the committee should take a look at individuals who might come from non-traditional backgrounds to be sure that there are not alternative ways that such candidates may have demonstrated qualifications in their materials and remain active in the pool.


5) An important decision to be made at this point is whether to conduct phone interviews or phone references for remaining viable applicants. (It is typically at this time that a committee decides whether to look deeper into its pool of applicants, if the search announcement was defined as open until filled or no absolute closing date was defined. In this case, the committee reviews additional applicant materials.) 


6) If phone interviews are conducted with applicants, it is important that a common set of questions be defined (and put in writing) that specifically aligns with position qualifications. Interviews should begin with questioning whether the individual remains interested in being considered for the position. Providing an opportunity for applicants to ask questions or volunteer additional information to the committee is appropriate. This would be an appropriate time to request that applicants have forwarded an official transcript documenting the highest degree awarded.


7) The committee is expected to contact references and others beyond the reference list by phone.  Applicants should be alerted to that fact (and given time to alert references and others that a call may be forthcoming).  If a candidate requests that their participation be kept a confidential, the search committee chair will work with the candidate on how such contacts will occur. (Note:  It is perfectly legal and expected by Baylor to call beyond references for due diligence reasons and applicants should be so informed.)  A short guide for making reference calls, entitled “Guide for Conversation with Recommenders (References and Others)”, is presented in Attachment E of this policy.  Candidates who refuse to give permission to phone listed references to allow reference checks beyond those listed, despite efforts to work to find an acceptable approach with the applicant, should no longer be pursued as viable candidates.
In these phone contacts as well, committee questions of references or other contacts should be common, written and explicitly tied to position qualifications. It is appropriate to explain the nature of the position the individual is being considered for, that the individual has identified them as a reference or given permission to contact others beyond formal references, and to give individuals an opportunity to make “any other comments” about the individual that might be helpful in considering that person for the position.  An important overall consideration for phone contacts is uniformity; applicants, references and other contacts should be given the same information in the phone call and the same questions should be asked. One other point to consider is that ordinarily the form of communication should be the same; that is, it is generally not appropriate to make some contacts in person and others by phone, even though it may be convenient to have such differences. 

In the screening process, phone interviews are treated as an additional set of information with which to adjust the rubric ratings of candidates remaining after the initial screening.

A final word about phone interviews. Many committees find it useful to audio record phone contacts or to have two members of the committee listening (and create a single set of notes on the conversation). Notes and recordings can be shared with the full committee. If recorded, permission to do so must be obtained from the applicant in advance and documented (perhaps by re-asking the question as part of the later recording).


8) Based upon matrix ratings resulting from application materials review and any phone interviews, the committee seeks to narrow the pool of applicants to a set of individuals to be recommended for on-site interview. A formal written recommendation is prepared by the Committee identifying those individuals being recommended for campus interview—ordinarily 2 or 3 individuals. Each recommendation includes the rationales for that recommendation (related specifically to stated qualifications). Each recommendation should also include an attestation that an examination of the individual’s Christian affiliations has been examined (appropriate university form completed) and judged to be appropriate for a Baylor faculty member. The written recommendation is accompanied by a copy of the completed matrix and application materials for all applicants, as well as written responses to follow-up questions from those of whom that was requested. If phone interviews were not conducted, it is appropriate at this point to contact individuals tentatively being recommended to determine their continuing interest and availability for the position before recommending any individual for a campus interview and requesting that an official transcript documenting the highest degree be forwarded to the search committee chair.  

Campus Interviews

1) Campus interview recommendations and associated materials are submitted to the Department Chair, who in turn sets up a meeting between the Dean  (or representative), the Department Chair and the Search Committee Chair to discuss all applicants, especially those being recommended for campus interviews, and to make a joint determination on which candidate/s to be recommended for on-campus interviews. Generally, an attempt is made to reach consensus among the Dean, Department Chair and Committee Chair on individuals to be interviewed; further information may be sought from the Search Committee as part of the process. Completion of the appropriate University form (religious affiliation), submission of an official transcript noting the highest degree earned, curriculum vitae, three letters of recommendation, and obtaining approval by the Provost are required in advance of inviting any candidate for the campus interview.


2) Once approvals are finalized, the Search Committee (a) prepares letters to applicants who are no longer under consideration, thanking them for their interest and informing them of the current status of the search, and (b) invites finalist candidates for a campus interview. Candidates invited for campus interview must receive the complete Baylor 2012 document prior to the visit and be prepared to comment; the text can be downloaded from the Baylor website.  Such candidates need also be sent the Technology Questionnaire to be completed and submitted prior the campus visit or hand delivered to the Committee chair at the beginning of the interview (see Attachment F to this policy); this form attempts to identify needed technology and software for research purposes that the individual may find critical to their work.   (Note: Candidates who appear acceptable but do not rise to the level of those to be invited for interviews may be retained on a reserve list in the event interviewees do not work out.)


3) Members of the Search Committee serve as the host committee for each candidate and have as their responsibilities both securing wide input on the strengths, weaknesses and acceptability of candidates and selling candidates on the advantages, opportunities and strengths of Baylor University. Host duties include airport reception and transportation to campus as well as arranging as many opportunities as possible for candidates to learn about Baylor University, its faculty and students and vice versa. 


4) As part of the interview process, full candidate resumes and other application materials are to be made available for perusal by interested persons and an abbreviated vita is to be widely circulated. A printed interview schedule is to be prepared and distributed that includes opportunities for candidates to visit with the search committee, the Department Chair (or representative), the Dean (or representative), the Provost (or representative), program and other faculty who may have an interest or ultimately interact with any successful candidate, students, and relevant members of the community or other relevant constituents (possibly including visitation to relevant practicum/research site/s). Provisions should be made for the individual to make a short presentation (with Q&A) on the candidate’s research, creative or other scholarly work and to do some demonstration teaching with relevant Baylor students. As a general rule, campus interviews last about 24 hours. Unless a special interview meal is set up (e.g., with the Department Chair), Search Committee members host candidate meals during the visit and ordinarily candidates meet with committee members only in pairs or more. (Note: As part of the interview with the Dean, an exploration is made about salary, startup costs, rank/tenure expectations and any other factors that may be critical to a candidate’s potential employment.) Ordinarily, the interview with the Provost (or representatives) follows the Dean’s interview and includes the candidate, Dean, Department Chair, and search committee chair. (Note:  As part of the Provost-level interview, the search committee chair presents a signed copy of the candidate’s background check form to Provost staff; this form enables a background check for any candidate for which an offer is being considered.) At the conclusion of the interview, after the candidate is temporarily excused (unless the interview schedule precludes waiting), those in attendance remain with the Provost/representatives to discuss any potential issues/expectations that would impact the employment of the candidate. 


5) The Search Committee prepares a feedback form to secure written feedback for the committee’s consideration; the form should address position qualifications.  These are distributed to those attending interviews/meetings with candidates and are collected by the meeting host (member of the Search Committee) at the conclusion of the session (or is submitted later to the Search Committee Chair). 


6) While candidates are on campus, the committee asks candidates to sign a form authorizing a background check to be conducted by the University (effective January 1, 2008). HR conducts this check and provides clearance (or not) to give continued consideration to that candidate within 48 hours.

Selection

1) Following candidate interviews, the Search Committee compiles results from feedback forms and revisits the matrix form to adjust rubric values (as appropriate) based upon the added input from committee interviews and feedback from others who interacted with candidates. Based upon that information, the committee may be prepared to make a recommendation (a) for hiring, or not; (b) extending an invitation to another candidate/s for interview (if deemed acceptable in the earlier review and still available);  (c) extending the search;  (d) closing the search; or (e) other actions it deems appropriate.


2) In making a recommendation to hire, the committee compiles lists of specific strengths and weaknesses for each interviewed candidate relative to the position qualifications—and as a separate internal document any other observations that the committee may have about the individual’s potential/acceptability--and submits these in writing to the Dean through the Department Chair. (Note:  The search committee may not recommend a candidate for hire for which a positive background-check clearance was not obtained.) Supporting documentation used by the committee in making its lists of strengths and weaknesses for all interviewed candidates is included as background for the committee’s presentation, as is a copy of candidates’ Technology Questionnaire.


3) As the situation dictates, the Department Chair organizes a meeting between the Dean (or representative), the Department Chair and the Chair of the Search Committee to discuss the recommendations and make a determination about candidate/s to which an offer might be extended. An attempt is made to reach consensus among the Dean, Department Chair and Committee Chair on individuals (and priority order if more than one) to which an offer may be extended


4) In the event that the desired candidate is not a U.S. citizen, the Department must contact the Office of General Counsel and initiate the H-1B Petition process that will modify an international candidate’s visa making the individual eligible for full-time employment in the U.S. This must be completed prior to making an official offer to the candidate.


5) Completion of appropriate University form (faculty credentials form and Bearquest form for signatures of the tenured faculty of the department) and obtaining approval of the Provost is required in advance of discussing any specific terms of a position offer. 

Offer


Only the President (or Provost) may officially extend an offer. However, once the Provost has approved making an offer and in consultation with the Department Chair, the Dean (and only the Dean, by University policy) may discuss with a candidate potential terms of an offer. The Dean keeps the Department Chair and Committee Chair informed of the current status of negotiations/discussions with the candidate. Once a candidate has agreed to the terms of an offer, the Dean’s Office completes appropriate paperwork (including terms), and an official letter of offer is extended.  Simultaneous to the official letter of offer, the Dean and Department Chair prepare a Supplemental Letter to the candidate clarifying aspects (expectations and understandings) of the position beyond the basic elements in the President’s offer letter. When the offer is signed and returned, an official announcement of the search outcome is made by the Dean’s Office. Once announced, the Search Committee Chair and/or Department Chair make occasional contact with the new faculty member to demonstrate continuing excitement about the individual joining the faculty.

Closure

Following completion of the search or a decision to close the search unfilled, the Search Committee sends a brief letter to interviewed candidates (and any remaining viable candidates in the pool) thanking them for their interest and informing them of the outcome of the search. (Some search committees may wish to make a phone call to inform unsuccessful interviewed candidates and thank them for their interest in Baylor.)  All search files are organized and submitted to the Department Chair (including meeting minutes, completed forms, phone interview notes, campus feedback forms or other artifacts of committee actions or deliberations) for archiving for a period of five years (in case of any legal challenges to the search).

 [adopted by SOE Faculty, December 5, 2007]

[updated for University procedures, January 5, 2008]

[revised by SOE faculty March 26, 2008]
[periodic updates to reflect University changes, 1/08, 8/08]
Attachment A

(policy 2.001)

School of Education

Faculty Search Committee

Template for Position Advertisement in the Chronicle of Higher Education
Baylor University
Chartered in 1845 by the Republic of Texas, Baylor University is the oldest university in Texas and the world’s largest Baptist University.  Baylor’s mission is to educate men and women for worldwide leadership and service by integrating academic excellence and Christian commitment within a caring community.  Baylor is actively recruiting new faculty with a strong commitment to the classroom and an equally strong commitment to discovering new knowledge as Baylor aspires to become a top tier research university while reaffirming and strengthening its distinctive Christian mission as described in Baylor 2012 (www.baylor.edu/vision/).

We invite you to come discover the vision (www.baylor.edu/vision/) and excitement at Baylor as we seek to fill the following tenure-track faculty position within the School of Education.
Assistant /Associate Professor, Tenure Track

Department of Educational Psychology <with a Specialization in Research Methods> 
Candidates should possess an earned doctorate in educational psychology or a closely related field.  You will be asked to provide a letter of interest; curriculum vitae; transcripts, and list of three references <or three letters of recommendation; samples of research publications> in the application process. Salary is commensurate with professional experience and qualifications.  

To learn more about the above positions in the School of Education and its Department of Educational Psychology and Baylor University, please visit the URL: http://www.baylor.edu/soe/<dept> or http://www.baylor.edu. 

Baylor is a Baptist university affiliated with the Baptist General Convention of Texas. As an Affirmative Action/Equal Employment Opportunity employer, Baylor encourages minorities, women, veterans, and persons with disabilities to apply.

Attachment B
(policy 2.001)

School of Education

Faculty Search Committee

Template for Position Announcement, 

Advertisements in Trade Journals/Listservs, and Flyers

B a y l o r

U N I V E R S I T Y

SCHOOL OF EDUCATION

DEPARTMENT OF <EDUCATIONAL PSYCHOLOGY>
POSITION ANNOUNCEMENT

Chartered in 1845 by the Republic of Texas, Baylor University is the oldest university in Texas and the world’s largest Baptist University. Baylor’s mission is to educate men and women for worldwide leadership and service by integrating academic excellence and Christian commitment within a caring community. Baylor is actively recruiting new faculty with a strong commitment to the classroom and an equally strong commitment to discovering new knowledge as Baylor aspires to become a top tier research university while reaffirming and strengthening its distinctive Christian mission as described in Baylor 2012 (www.baylor.edu/vision/).
We invite you to come discover the vision and excitement, explore the forward momentum and join a faculty of depth and breadth as we seek to fill the following faculty position in the School of Education, Department of <Educational Psychology>.

Position: Tenure-Track Assistant/Associate Professor of <Educational Psychology> <with a specialization in Research Methods>.

Qualifications: An earned doctorate in <educational psychology, measurement, quantitative psychology, or a related field; ability to teach advanced graduate courses in research methods; a strong commitment to mentor and develop students; and a record of or the potential for conducting research. Preference will be given to candidates with teaching experience in advanced quantitative analyses and/or psychometrics; evidence of successful grant-writing to support research efforts; and active participation in professional organizations and to applicants whose philosophy is compatible with the stated mission of the University to be a world-class institution dedicated to Christian principles and ideals..>
Responsibilities: <Develop and teach graduate courses in research methods, statistical analyses, psychometrics, and courses relevant to cutting edge educational research.>  <It is expected that the successful applicant will pursue an active research agenda in an area of specialization, secure external funding, and provide service to the university and the profession.>
Salary and Beginning Date: The salary will be commensurate with qualifications and professional experience. <Preference will be given to The anticipated date of appointment is <August 2008>. 

Application: Review of completed applications will begin <date> and will continue until the position is filled. To insure full consideration applications should be completed by <same date>. Applicants should send a formal letter of application; curriculum vitae; a c copy of transcripts documenting terminal degree, and the names, email addresses, and telephone numbers of three references; <3 letters of recommendation; and samples of research publications> to: 
Dr.<search chair name>, Search Committee Chair

School of Education

Baylor University

One Bear Place #9XXXX 
Waco, TX 76798-XXXX 
Phone: 254-710-6101; Fax: 254-710-3265.
Materials may be submitted electronically to: <search chair>@baylor.edu
 See http:// www.baylor.edu/soe/<dept.> for more information about the Department of <Educational Psychology> and the position.         [Use this line if this is used as a flyer.]
Baylor is a Baptist university, affiliated with the Baptist General Convention of Texas. As an Affirmative Action/Equal Employment Opportunity Employer, Baylor encourages minorities, women, veterans, and persons with disabilities to apply
Attachment C
(policy 2.001)

School of Education

Faculty Search Committee

Sample Search Plan
Search Plan

Assistant/Associate Professor Position in the Department of <Educational Psychology>, Position #XXXXX

2007-2008
To attract qualified applicants for the assistant/associate professor position in educational psychology, the search committee identified the following strategies and media for advertisements:

• Advertise the position in The Chronicle of Higher Education. 

• Post position on the Council for Exceptional Children (CEC) Online Job Board, which is the only online job source devoted to special education. A single 30-day online job posting package is $250.

• Post position on the American Educational Research Association job board. A 30-day job posting costs $150 and allows poster to also access resumes of candidates who have posted their resumes.

• Post position on the job board of the APA Monitor
• Post position on the job board of the APS Observer
• Post position on various educational research professional ListServs

• Post the position on Baylor’s Human Resource Services and on the Department of Educational Psychology (http://www.baylor.edu/soe/EDP) websites.

• Each of the committee members will contact individuals who might be aware of potential candidates.
Attachment D
(policy 2.001)

School of Education

Faculty Search Committee

Sample of Human Resources General Web Position Announcement

Baylor University

Assistant or Associate Professor of <Marketing>
The School of <Business> seeks a dynamic scholar to fill this position beginning <August, 2008>.  For position details and application information please visit: http://www.baylor.edu/<dept position website>/.
Baylor, the world’s largest Baptist university, holds a Carnegie classification as a “high-research” institution.  Baylor’s mission is to educate men and women for worldwide leadership and service by integrating academic excellence and Christian commitment within a caring community.  Baylor is actively recruiting new faculty with a strong commitment to the classroom and an equally strong commitment to discovering new knowledge as Baylor aspires to become a top tier research university while reaffirming and deepening its distinctive Christian mission as described in Baylor 2012 (http://www.baylor.edu/vision/).

Baylor is a Baptist university affiliated with the Baptist General Convention of Texas.  As an AA/EEO employer, Baylor encourages minorities, women, veterans, & persons with disabilities to apply.
Attachment E
(Policy 2.001)

School of Education

Faculty Search Committee

Guide for Conversation with Recommenders (References and Others)

Preparation and Procedures

1. Make sure they understand that <applicant’s name> has applied for a job at Baylor as <Position Title>.  

2. If you are calling “off the sheet,” meaning the person is NOT on the list of references provided by the candidate the person may be surprised by your call.  They may have been instructed to say that they are not allowed to give a reference and can only affirm that the person worked there.  When calling off the sheet try to send an email first to see if the person is willing and when might be a good time.  (Note: It is perfectly legal and expected at Baylor to call off the sheet in order to seek information with “due diligence.”)

3. Spend some time explaining the position.  

Question Guidance

· If the person wrote one of the reference letters, they will have outlined skills and strengths in letter; (review it first before calling them).  Rather than having them repeat what is in the letter, ask about any additional strengths or limitations they have not mentioned. If no limitations or areas of growth were mentioned in the letter, try to prompt them (in a congenial manner) for at least one limitation (though some references may resist providing this).

· Our context is that of a Christian university that values scholarship and teaching; how do you see this person fitting into that context?

· (Create a series of 3-5 questions to address specific aspects/qualifications associated with this position.)
· Do you see any “red flags” or concerns when you think of this person in this position?

· Other question to be ask for all reference-checked applicants.

Attachment F
(SOE Policy 2.001)

Computer Technology Questions

Department at Baylor: _______________________________________________

Name: ____________________________________________________________

E-mail contact through the Summer 2008: ______________________________

1. Does your current or planned research require the use of high performance computing (computational cluster, mini clusters, computational workstations)?

2. What are the networking requirements for your current or planned research?  (i.e. high speed connectivity to other universities/research labs, high speed network within lab, wireless)

3. Do you have any current computer equipment that you would intend to bring to Baylor University?  (If Yes please describe)

4. What operating systems do you use in your research? (i.e. Windows , Linux, Mac, please include version)

5. Does your research involve data that has government or other organizational security requirements placed on it?  ( National Security Interest data, social security numbers, personally identifiable information)

6.
Does your work require any specialized software?  (If yes please name/describe.)
2.002/ Selection and Salary of Part-time Lecturers and Temporary Faculty
Faculty in the School of Education believe that qualified practitioners have an appropriate instructional role in professional programs.  As lecturers or temporary faculty, such individuals bring practical expertise and the perspective of strong and contemporary professional experience to School of Education programs.   Indeed, the presence of a relatively large pool of such talented and accessible professionals in most fields is one of the strengths that Baylor University enjoys in Central Texas. Given the appropriateness and advantage of involving outstanding practitioners as instructors in professional programs, it is anticipated that most School of Education programs will involve at least some use of area practitioners as lecturers or temporary faculty.

While there are significant advantages to involving outstanding practitioners, over-reliance upon part-time lecturers or temporary faculty can also compromise program integrity and continuity.  Thus, each department establishes in policy ideal levels of part–time lecturer or temporary faculty involvement (i.e., percentage of credit hours taught) in each program.  A copy of these ideal levels are provided to the Dean’s Office and updated as relevant.

Departments are responsible for establishing minimum qualifications, application/screening procedures and appropriate staff development/expectations for part-time lecturers and temporary faculty as well as for providing appropriate supervision, all aimed at ensuring high quality teaching and learning experiences.  Department Chairs are responsible for monitoring the use and effectiveness of temporary faculty and part-time lecturers and for annually (May 1) providing a brief report to the Dean on the use of such faculty relative to the established ideals.

Department policy specifies minimum qualifications of those hired to teach and/or supervise and ordinarily including relevant academic and experience qualifications.  Such policy also identifies minimum expectations for those hired, including at least 

(a) Familiarity with the School’s mission/vision and Conceptual Framework, as relevant, 

(b) Following the established course syllabus, 

(c) Providing instruction/supervision consistent with and promoting tenets of the Conceptual Framework (as appropriate), 

(d) Conducting required course assessments, 

(e) Reporting specified student information/data relevant to accreditation and required assessments, and 

(f) Conducting the requisite course evaluation by students/candidates. 

Subject to review/approval of the Dean, each Department establishes and the Department Chair monitors standard procedures for securing and maintaining a high quality lecturer pool/s.  Such standard procedures include provision for equal opportunity for individuals to be considered for inclusion in the lecturer pool, including making public the opportunity for interested individuals to apply and be considered.  Applications include, as a minimum, a documented indication of interest and a resume. Screening procedures include faculty review and an indication to applicants of their status relative to the pool. Selected applicants remain active in the pool for three years from initial application or the semester of last employment as a part-time lecturer or temporary faculty member.

Salaries for part-time lecturers in general reflect individuals’ qualifications and experience as well as conditions for the marketplace and need/availability of the particular expertise.  To maintain consistency and avoid challenges to individual differences in compensation within and across departments, a uniform approach is established to determining compensation for individuals.  Total compensation is composed of a base salary per credit hour taught (established by the School) plus relevant add-on compensation supplements per credit hour reflecting market considerations and special circumstances/requirements of the teaching assignment (established by each Department). Supplements may include, as relevant: 

1. Level of special experience and certification 

2. Anticipated number of students in the course                                                                                                                                                                                                          

3. Course level (Undergraduate or Graduate)

4. Relative rarity of required specialty expertise 

5. Special workload requirements

6. History of exceptional performance as an instructor over a minimum number of years

7. National reputation in field
For salary purposes, part-time lectures are assigned to one of three levels.  Each level connotes differential salary as determined by qualifications and experience teaching in higher education or providing staff development.  Ordinarily these levels are defined as follows:

Level I
($900-$1100 per credit hour)—masters degree or doctoral degree, and/or professional certification and well qualified, but with little experience/documented effectiveness teaching in higher education or conducting staff development.

Level II
($1100-$1300 per credit hour)—(a) masters degree, or doctoral degree, and/or professional certification, with exceptional experience and documented effectiveness in teaching in higher education or conducting staff effectiveness, or (b) demonstrated expertise in a field where few alternative resources exist.

Level III
($1300-$1500)—same as level II but with exceptional qualifications.  Significant experience teaching at Baylor with demonstrated exceptional performance as an instructor; or (a) a demonstrated national reputation in his/her field and (b) have extensive experience working in higher education. 

Salaries within each level’s salary range are determined by the supplement factors relevant to a given individual and/or instructional circumstance. (Any exceptions to the above salary ranges must be approved by the Dean).  
Given the widely varying programs across the School of Education, specific dollar values for supplements are established at the Department level, reflecting market conditions and relative importance of factors for Department programs.  Departments identify additional/alternate supplements especially relevant to programs in that department and set procedures for determining and documenting the salary of each part-time lecturer.  Department records documenting the bases for compensation of each part-time lecturer hire are maintained in the Department Office and are subject to periodic review by the Dean’s Office.  Identified supplements, associated dollar values and Departmental procedures, and updates to these, are subject to Dean’s review and approval.

Occasionally a situation justifies the hiring of temporary faculty.  Such searches require the same authorizations, processes and approvals as searches for more permanent hires. (See Search and Hire Policy.)  Expertise in field and instructional expertise should be primary considerations in hiring temporary faculty, and require substantive consultation with faculty in the hiring decision.

Broad latitude must be granted in determining the salary of temporary faculty, since circumstances of the position and availability of candidates may vary widely.  However, in an effort to avoid inappropriate systematic salary differences across departments or sub-disciplines, certain guidelines are provided.  Ordinarily, full or part-time temporary faculty (10 months) will be hired at a pro rata portion (90 percent) of the prevailing initial salary for Assistant Professors in that department discipline.  A salary recommendation and rationale is prepared by the Department Chair and must be approved by the Dean (and Provost) before an offer can be extended (formally by the President). As with other full-time academic hires, those being considered for temporary positions are interviewed by the Dean (or representative) and by the Provost's Office.
Adopted by the Leadership Council November 27, 2007; 

modified by the LC January 22, 2008
2.003/ Supplemental/Overload Faculty Pay
Baylor University and the School of Education recognize that there are occasions when a faculty member is asked to take on duties in addition to his/her normal load or what is beyond a reasonable service expectation. These typically are cases where persons not employed by Baylor might be hired but in which a faculty member is more eminently qualified, is willing to assume the extra duties beyond current expectations, and can more efficiently accomplish the task.  Assuming such extra duties is ordinarily expected to occur over a well-defined brief span of time, it is appropriate to recognize efforts associated with those duties with supplemental pay.

In the School of Education supplemental pay takes the form of a stipend, supplementing the individual’s base pay.  In general, the basis for a stipend is a fixed amount reflecting the relative cost for hiring a qualified individual not currently employed by Baylor University. 

Note:  Baylor policy (BU-PP 304) addresses guideline s for supplemental pay for exempt and non-exempt staff.

Approved November 27, 2007 by Leadership Council

2.004/  Faculty and Staff Travel Allocations

Baylor University and the School of Education value professional development-related travel as part of overall goals to maintain and increase the professional skills and knowledge of faculty and staff and to meet top tier institutional status as defined in the Baylor 2012 (vision) statement.  Travel allocations in the School of Education for professional development are primarily allocated to administrative units within the School and may be distributed to the School’s Professional Development Committee and Staff Association.  The focus of unit allocations is upon individual professional development whereas the focus of Professional Development Committee and Staff Association allocations is generally upon corporate professional development.

Unit allocations are intended to support conference and presentation travel and other professional development–related activities deemed appropriate by the unit.   Travel allocations are distributed within units by the respective unit head and/or by other established procedures defined by the unit (and approved by the Dean).  Individual travel allocations are based upon a variety of unit-specific factors, rather than a simple equal division of funds.  Department Chairs are responsible for ensuring individual allocations are made in accordance with unit purposes and procedures.

The School of Education has, as its goal, travel allocations to each unit based upon the aggregate prescribed, pro-rated funding per individual faculty (and applicable staff) set forth in Baylor’s financial model, which includes provision for an annual growth rate.  (For fiscal year 2009, that corresponds to a goal of $2,922 per individual.)  

Approved  March 5, 2008 by Leadership Council

[Note:  This policy recognizes that the funding level at initial implementation of this policy (i.e., FY09) falls considerably short of that needed for target allocations.  However, the School is committed to this policy as a long-range goal.]
2.005/
Summer Sabbatical/Research Leaves
Baylor University and the School of Education greatly value continuing professional development as a means to increase the professional knowledge and skill of faculty and staff and as a means to support efforts that help the institution approach top tier institutional status as defined in the Baylor 2012 (vision) statement.  Professional development for faculty takes many forms, including special leaves to address scholarly pursuits, especially those that also advance the institution in some way. Baylor policy (BU pp 714 and 715) makes specific provision for two types of professional development leave, summer sabbatical and research leaves.  By institutional policy, faculty interested in pursuing either of these leaves prepare a proposal that is reviewed at the college/school level and a recommendation is forwarded through the Department Chair and Dean to the Provost for consideration.  The Department may establish an internal process before the Department Chair signs.  This process and approval should take into consideration accommodation for faculty responsibilities during the faculty member’s absence.

In the School of Education, review of summer sabbatical or research leave proposals are conducted by an ad hoc task force appointed annually by the Associate Dean for Graduate Programs and Research specially for this purpose.  Members of the task force are representatives of academic departments in the School who have not themselves submitted a leave proposal for the current round of reviews.  Reviews are conducted in accordance with institutional timelines and with established criteria and procedures. The task force is convened and chaired by the Associate Dean who prepares a formal recommendation to the Dean summarizing the task forces review, rank ordering proposals and reporting review scores and related rationales.

In pursuing its review, the task force will initially determine applicant eligibility.  For those individuals deemed eligible, reviewers discuss each application and individually assign points for Set A Criteria (1 being the lowest score and 5 the highest).  Ordinarily a comment will accompany each criterion rated capturing the rater’s rationale.

Set A Criteria

Quality and Scholarly Merit of Proposal:  The proposal should contain a specific description of the project, project objectives and the possibilities for external support.  It should indicate clearly what results can be expected from the work.  If a book or journal article is planned, the current or potential interest of publishers should be identified.

Value or Benefit of the Sabbatical/Research Leave to the Department, School and University:  The application should indicate the ways the Sabbatical/Research Leave will contribute to the programs within the Department, School, and University.  Specific relevance to the University Vision and degree of external recognition should be considered.

Value or Benefit of the Sabbatical/Research Leave to the Individual:  The application should describe the ways the Sabbatical/Research Leave will strengthen the future teaching or research of the applicant.  Consideration should be given to the significance of the project in reference to the stage in one’s career and/or professional development.

Value or Benefit of the Sabbatical/Research Leave to the Field or Profession:  The application should indicate clearly any expected contributions to the applicant’s profession that will accrue.

Reviewers also separately consider assigning up to two additional points according to Set B criteria (0 or 1 for each of the two criteria).

Set B Criteria

· No prior Sabbatical/Research Leave has been awarded to the applicant in the past 3 years.

· Applicant is working toward Tenure or establishing a research agenda.

For Set A Criteria, a mean score is calculated for each application and any Set B Criteria points awarded are added to that mean score (again including relevant comment).  The task force considers final scores and commentary for each application and determines a consensus score, commentary, ranking and rating for applications. Ratings are according to the following categories:  priority proposal, acceptable proposal, conditional proposal and unacceptable proposal.  The results of the task force’s reviews are submitted to the Dean for consideration and may be forwarded to the Provost for further consideration.  The task force may, at its option, provide feedback to applicants, especially those for which the task force has suggestions for improving the proposal leave activity/project.

Approved by the Leadership Council, March 19, 2008

2.006/ Faculty Recruitment:  In-Care Status
Among factors critical to attaining Baylor’s vision for the future and addressing the academic and professional goals of the School of Education is a high-quality and energetic faculty, especially a faculty that represents diverse perspectives and backgrounds. Broad visibility of the School’s high aspirations and resources, forward momentum as demonstrated through curricular innovation and developments, intellectual breadth and depth among current faculty, clarity and support for faculty to meet tenure expectations, as well as efficient, energetic search processes all serve to recruit such high-quality faculty. However, the pool of such faculty, especially those comfortable with contributing to Baylor’s Christian tradition, is a special challenge for successful faculty recruitment. 

Accepting this as a serious challenge, the School of Education accepts responsibility for identifying and encouraging individuals with the strong potential as future faculty in Baylor’s School of Education (or other Christian colleges and universities) to seek appropriate further education that would qualify them for potential future vacancies in the School, especially those who because of social or economic factors might not otherwise consider pursuing such opportunities. To this end, the School of Education establishes the following policy and process through which a non-binding relationship (to be called “in care status”) is established between the School of Education and selected individuals to encourage and support them in pursuing further professional development in one of the discipline areas in the Baylor’s School of Education.

An individual with “in care” status agrees to have an on-going voluntary personal and professional development relationship with members of the faculty in the School of Education. The purpose of this relationship is to provide advice and counsel, mentorship, and moral and spiritual support for such individual’s professional preparation and growth, ultimately aimed at a career in higher education. The goal of the relationship is to guide the individuals with  “in care” status to seek educational opportunities and experiences that would generally qualify them for faculty positions at a variety of higher education institutions, especially Baylor University. Neither guarantee of qualifications for nor guaranteed employment is implied by this relationship. The relationship is voluntary by both parties and may be terminated at will by either party.

The following procedures define the creation and termination of “in care” status with the School of Education:

1. After a period of observation, any faculty or staff member may nominate any individual (typically a graduate or undergraduate student) for “in care status.” The nomination must be made in writing to the chair of the department in which the nominator perceives the individual may have the greatest affinity and potential. The nomination letter should outline the nominee’s qualities and indicate the potential impact the nominee could have on the profession.

2. Upon receipt of the nomination letter, the chair will discuss the “in care” relationship with the nominee and determine the nominee’s interest in pursuing such a relationship.  As part of that discussion, the chair will share a copy of this policy, highlighting important elements, including the fact that there is no guarantee of subsequent employment at Baylor (or any other) University.

a. If the nominee does not wish to develop such a relationship, the chair notifies the nominator and the process concludes. 

b. If the nominee wishes to continue the application for “in care status,” the chair will consult department faculty on the potential and support for such a relationship and what additional requirements, if any, must be met prior to submitting a recommendation to the dean.                                                                                                                                                                                                                                                                                                                                                   Additional requirements may include, but are not limited to the following: an interview with departmental faculty, additional time for observation, a written statement from the nominee, completion of a degree, etc.

3. If the department decides to support nomination of the individual for “in care status,” a written recommendation from the department chair must be submitted to the dean on behalf of the department, along with a copy of this policy signed/dated by the nominee. The recommendation must include the department’s plan for mentoring the individual and an initial designation of a faculty member who will maintain contact with the “in care” candidate.

4. After personal interview with the nominee, review of the department’s recommendation, and inspection for a policy statement signed by the nominee, the dean may submit the nominee to the SOE faculty during a regularly scheduled faculty meeting to consider for “in care” status.

5. Once approved, the individual’s name will be placed on a list of persons with “in care status” and a file established for maintaining nomination materials, correspondence, reports and other relevant information. The file is maintained in the sponsoring departmental office.

6. The mutual responsibilities of the sponsoring department and “in care status” individual are to maintain communication and pursue good-faith efforts toward professional growth and development of the individual aimed at a higher education career in Education.

7. Each academic year, the department forwards a brief report on the activities, directions, and progress of those under its “in care” sponsorship to the School’s professional development committee for review and feedback.

8. At any time, either the sponsoring department or the sponsored individual may terminate the “in care” status by informing the other party in writing. If an “in care” candidate fails to maintain current contact information or communication with the sponsoring department, “in care” status will be terminated. 

[Endorsed by the SOE Leadership Council, August 13, 2008]

[Adopted by SOE Faculty, September 17, 2008]

2.007/ Tenure, Promotion and Annual Review Performance Criteria
Tenure, promotion and annual reviews of faculty in the School of Education (SOE) are based on their performance related to the mission and goals of Baylor University and the School of Education.  Faculty members at Baylor University are expected to be in sympathy with and supportive of the University’s mission and adhere to the minimum qualifications and criteria for tenure and promotion in Baylor policy (BU PP 702 and 704).
Faculty and Lecturers Expectations

Faculty in the School of Education are expected to stay abreast of developments in their disciplines, attend professional meetings, present papers, write and publish.  All faculty are expected to be vital and credible scholars in their field.  A balance between teaching and scholarship is important for all faculty and the university does not accept teaching-only or scholarship-only assignments.  No faculty will be a “teacher only” or a “scholar only.”  Similarly, Lecturers’ responsibilities include teaching, research/creative activity and service but with a slightly lower emphasis on scholarship.  The levels of emphasis will be evaluated on a case-by-case basis by the chair in consultation with the Dean. 

I. TEACHING EFFECTIVENESS (Teaching and Its Related Scholarly Work)
Satisfactory Expectations
Faculty are expected to document a consistent record of quality teaching and development in teaching, as demonstrated by peer and/or department chair evaluations, student evaluations and artifacts of instruction such as syllabi, class assignments, instructional development, and student work; student evaluations, formal and informal; evidence of reflection and growth in teaching through curriculum and instructional development, action research, and professional development.  Evidence of teaching quality must include a systematic assessment of student opinion as required by university policy.
Quality of Teaching.  Indicators of teaching quality, either in classes involving groups of students or in work with individual students, may include, but are not limited to:
· Goals and objectives of the learning experience are stated and take into consideration the curriculum of which the experience is a part, with attention to accreditation and licensure guidelines:
· Teaching shows constant incorporation of recent scholarship in content and pedagogy, including appropriate application of information technology;
· Teaching shows responsiveness to student diversity and to the differing prior knowledge, needs, and interests of students
· Teaching leads to student learning which gives evidence of critical and creative thinking and is consistent with the goals of the learning experience;
· Mentoring and advising of students encourages their success in achieving program goals and objectives, and results in increased student retention, when appropriate;
· Mentoring and advising of students leads to their demonstration of professional leadership and development through presentations, publication, professional recognition, and/or other indicators appropriate to their level;
· Faculty are expected to implement professional programs that are indicative of best instructional practices.  Thus, faculty are expected to participate in the delivery of training and education activities in applied settings, including Professional Development Schools, clinics, hospitals, laboratories, and/or centers as appropriate;
Development of Teaching.  Indicators of growth or development in teaching may include, but are not limited to:
· Faculty are expected to engage in activities which strive to ensure successful student performance in post-graduation experiences, including job performance and success on professional entrance examinations;
· Faculty are expected to stay current with best practices and trends within their disciplines in order to meet requirements for licensure and adhere to professional standards;
· Growth in teaching is supported by effective participation in program decision-making processes about curriculum, instruction, and assessment;
· Growth in teaching is promoted through refinement and development of curricula, including preparation of new courses, active participation in Professional Development Schools, revision of existing courses, and engagement in scholarly strategies such as action research, study group participation, or publications and presentations about teaching practice; 
· Growth in teaching is promoted through innovation in methods of instruction such as team teaching, and engaging in scholarly strategies that involve innovative methods of teaching;
· Mentoring and advising of undergraduate/graduate students leads to products (such as portfolios, dissertations, examination results, publications, presentations, and teaching) of recognized quality.
Evidence of Participation in Graduate Education:.  Candidates for tenure and/or promotion to associate professor must be members of the Graduate Faculty. Candidates are expected to demonstrate evidence of providing guidance and leadership to graduate students through one or more of the following activities: 
· Service on dissertation and thesis committees;
· Joint authorship or joint presentations; and
· Collegial research agendas
· Student advising and mentoring progress toward graduation 
II.  SCHOLARSHIP AND/OR PROFESSIONAL PERFORMANCE (Research and Scholarly/Creative Contributions)
Satisfactory Expectations
Publications.  Faculty performance in the area of publications is expected to be continuous, of high quality, and peer-reviewed.  Candidates for tenure and/or promotion are expected to demonstrate continuous progress in the area of research publications, as defined by the discipline.  Faculty are also expected to demonstrate continual growth and development in research and scholarly activity as defined by Boyer and discussed in the School of Education’s scholarship document.  Candidates will be expected to have published an average of 1-2 publications per year related to their academic field with a total of 5 to 8 toward the end of the tenure process.  At least 2 of these 5 to 8 publications need to be in top level journals.  The quantity of publications required may vary from year to year depending upon the faculty member’s discipline and the nature of his or her publications and research.   A candidate may include one book and at least two articles.  The exact number of publications required for a given candidate will be a direct function of the quality of his or her work and the candidate’s overall profile, as determined by ongoing evaluation by the University Tenure Committee, Department Chair and Dean. The majority of publications must consist of high quality scholarship in peer-reviewed publications.  However, the total number of publications may include products resulting from other scholarly, creative, and professional activities (see section below and the SOE Scholarship Document).  A candidate’s total number of publications may include articles in press.  Journal quality will be determined by a current list of ranked publications developed by School of Education faculty in each discipline or area of study.
Peer reviewed publications may include, but are not limited to:
· Refereed journal articles in print and/or electronic formats;
· Books of scholarly significance intended for the academic community, published by a nationally recognized publisher;
· Book chapters (may count for one journal article);
· Refereed monographs; and
· Non-refereed articles in journals that are recognized by the program and/or department as ranking among the premier outlets for scholarship, and/or which significantly impact educational practice.
Faculty must also provide evidence of significant involvement in collaborative scholarly products.  The significance of authorship order and place will be weighed by those in the discipline or department.
Presentations.  In addition to publishing the results of research and other scholarly activities in appropriate journals, books, and other scholarly outlets, candidates for tenure and/or promotion are expected to present their findings an average of 1-2 a year at national and/or international professional meeting and conferences.  Faculty are expected to present at significant state and regional conferences.  Faculty are expected to acquire a total of 5 to 8 national presentations toward the end of the tenure process.
Grants.  Candidates for tenure and/or promotion will be expected to be involved in the development of proposals for funding independent research or training programs from sources external to the university.  Instructional and training grants that meet this requirement are expected to support the candidate’s research agenda and lead to scholarly research and publications.  Faculty must document evidence of external grantsmanship efforts.  A successful and significant grant may count for one or possibly two journal articles.
Other Scholarly, Creative, and Professional Activities.  Applications of research contributing to a candidate’s overall profile may be demonstrated in a variety of additional activities, including, but not limited to:
· Writing about the scholarship of teaching;
· Action research and other qualitative inquiry in Professional Development Schools
· Development of tests or assessment instruments;
· Editorships, edited volumes and service on editorial boards;
· Development of software and/or multimedia products;
· Development of Web/Internet technologies;
· Non-refereed electronic publications;
· Technical reports;
· Abstracts and proceedings of professional presentations;
· Conference proposal reviews;
· Grant proposal reviews;
· Published book reviews; 
· Development of external and/or internal grant proposals;
· Acquiring external and/or internal grant awards;
· Evidence of regional/national recognition by “invited” presentations;
· Christian scholarship published in Christian or religious journals;
· Receipt of academic fellowships; and
· Writing of textbooks.
III.  SERVICE  (interpersonal relationships, university, profession, community, and church)
Satisfactory Expectations
The School of Education is charged with the responsibility of developing and conducting high quality educational programs.  A crucial element of that responsibility is a service program responsive to the larger society that sustains the university.  Thus, service is principally involved in the identification, development, and rendering of educational and technical service to individuals, communities, organizations, and public agencies. To a great extent, service involves the application of the faculty member’s professional training and competence to issues and problems of significance to constituencies.  Service is also related to the achievement of academic program objectives of the units to which the faculty member is appointed.  
Faculty members are expected to be contributing members, in a variety of ways, both of the University community and of the larger academic, civic, and religious communities as well.  Faculty are asked to provide evidence of active religious service.
Major service contributions can occur at any level of the university, as well as beyond the institution.  Highly productive professional service may be documented by a strong record as a contributing member, coordinator, leader, and initiator on campus committees, in campus or community initiatives, and within administrative positions, professional associations, etc.  Faculty are expected to engage in service activities in each of the following areas: 
Service to the Profession.  The School of Education encourages such activities because they serve the interests of learning, because they are important forms of faculty development and scholarly participation in their own right, and because they are a source of pride and recognition for the University. Examples of service to the discipline or profession may include, but are not limited to:
· Involvement with field practitioners;
· Involvement with private and public, profit and non-profit organizations in which members apply their academic expertise to enhance the efficiency or effectiveness of the organizations served;
· Membership and participation in professional in organizations;
· Membership on civic, corporate, philanthropic, professional, or other academic boards or commissions;
· Participation in and maintenance of accreditation activities; and
· Elected officer positions or key committee assignments within professional organizations at the local, state, regional, or national level
Service to the Institution.  Academic programs, departments, the School, and the University require the shared participation of faculty in their administration and governance.  The School of Education expects responsible participation of all faculty in the academic community. Examples of institutional service may include, but are not limited to:
· Faculty governance activities, including providing meaningful contributions toward meeting the goals and objectives of program, department, School, or University committees, task forces, or governance bodies as an appointed or elected member, serving as a committee or task force chair, serving as a program coordinator, graduate director or assistant department chair, etc.;
· Program, Department, and School support activities, including participating in student recruiting activities, commencement ceremonies, and faculty meetings, providing workshops/seminars.
Service to the Student.  Student service involves assistance to individual students and groups of students, which goes beyond the normal teaching/mentoring obligations of every faculty member.  It may involve support for both academic and social activities and organizations.  Examples of student service may include, but are not limited to:
· Assisting students in the transition from school to professional life through formal and informal career counseling, job seeking assistance, and providing letters of recommendation and referral;
· Serving as a faculty advisor for a student chapter of a professional organization;
· Serving as a faculty mentor for a student, student club, or other non-professional activity which may have both academic and social components;
· Providing extracurricular seminars or workshops to students such as: ways to improve study habits, writing and speaking skills, and preparing for job interviews, preparing for entrance or exit exams, etc.;
· Being available to consult with students on campus and/or via other appropriate means
Service to the Community.  Faculty serve the community in a variety of ways, including developing relationships with schools, organizations, businesses, and public agencies; developing and participating in outreach programs that apply and disseminate knowledge and creative work beyond the confines of the university; and developing and participating in partnerships (such as professional development schools and internship programs) between academic programs and external agencies.  Activities such as these are legitimate extensions of scholarship and teaching, because they enrich academic programs, and because they help to prepare students for lives of service and leadership.  Examples of community service may include, but are not limited to:
· Providing services to the public through involvement in professional development schools, clinics, hospitals, laboratories, or centers, etc.;
· Making research understandable and useable in specific professional and applied settings, including technology transfer activities;
· Government and agency-related activities, including, for example, participating in meetings or on panels, testifying before legislative committees, acting as an expert witness, etc.;
· Engaging in activities that address public-interest problems, issues, and concerns, aimed at either general or specialized audiences; and
· Involvement in communications directed toward popular and non-academic publications including newsletter, radio, television and magazines.
Tenured and tenure-track faculty after their third probationary year are expected to serve on at least one and no more than three University committees.
Faculty are expected to serve at the departmental, school and university levels.  Tenure requires evidence of significant departmental committee involvement. 
Faculty are asked to provide evidence of active religious service and evidence of one’s commitment to Baylor’s distinctive Christian mission.
IV. INTERPERSONAL RELATIONSHIPS     

Satisfactory Expectations
Faculty are expected to treat their colleagues and students with respect.  In their personal activities and relationships faculty members should maintain a level of ethical and moral behavior which is supportive of and consistent with the Christian mission of Baylor University.
[Adopted initially about 2002 or before]
[Revised and approved by the SOE Faculty, October 21, 2004 (as version 11)]
{Converted to SOE Handbook format and approved by Leadership Council, October 2, 2008]

2.008/ Lecturer Promotion
Consistent with the policy of Baylor University (BU-PP 716) and the School of Education (2.007), in the seventh consecutive year of full-time service as a Lecturer in the School of Education, the faculty member may be appointed to the Rank of Senior Lecturer following a formal review of her/his performance.  In the spring of the sixth year, the Lecturer’s Department Chair or the Dean shall initiate the review by requesting the Lecturer to provide evidence of contributions to the School or Department through teaching and its related scholarly work, research/creative activity and service. The evidence shall include a peer review of teaching conducted in the sixth year by Senior Lecturers and/or tenured faculty members following procedures established by the members of the Lecturer’s department.

No later than October 1 of the seventh year the Lecturer shall submit a letter to his/her Department Chair requesting appointment as a Senior Lecturer.  The letter should highlight contributions to the department through teaching, scholarship, and service.  The Lecturer must also submit curriculum vitae and such materials as course syllabi, instructional materials, publications or presentation documents to support the request.

The letter and supporting materials shall be made available to all tenure/tenure-track faculty and Senior Lecturers in the department for review. After consulting with faculty and Senior Lecturers who have reviewed the materials, the department chair will submit a recommendation to the Dean regarding whether the Lecturer should be appointed to the rank of Senior Lecturer. This recommendation shall be submitted to the Dean no later than November 15, and the Dean shall submit a recommendation to the Provost as required.

 [Adopted by SOE Faculty, October 15, 2008]

2.009/ Promotion to the Rank of Professor
Criteria

According to guidelines for promotion in rank provided by Baylor University’s Faculty Handbook (p. 139-140, March 2000), beyond minimal qualifications established by the university, individual departments or schools establish criteria for use in making recommendations on promotion to the rank of Professor that recognize the uniqueness of department disciplines and missions.  In the School of Education (SOE), departments each maintain a set of approved criteria for promotion, ensuring that a copy of the most recently approved criteria are on file in the Dean’s Office and that all department faculty have ready access to these criteria.

Process and Timeline

Baylor University Policy (BU-PP 702) establishes a basic timeline and elements for the promotion review process; departments and schools may expand upon these to provide greater specifics, so long as the basic calendar is maintained. In the SOE, a single set of procedures and timeline is established for all departments.  Should any conflict arise between the SOE and university timeline or process policy, university policy prevails.


A.
Application for Promotion
1. Written notification of a faculty candidate’s intent to file an application for promotion must be filed with the relevant department chair before September 15.

2. Formal application for promotion is due by October 1, to include (a) a letter of application setting forth the individual’s qualifications for promotion to Professor, (b) relevant supporting documentation, (d) at least 3 sets of sample scholarly/creative works to be sent to reviewers.  (Note:  BU-PP 702 sets qualifications for external reviewers.)  


B.
Application Processing and Review
1. The department chair immediately notifies all tenured Full Professors in the department, informing them that an application has been received. A meeting of tenured Full Professors will be scheduled to elect a committee chair and discuss the candidate’s promotion application.    [Note:  If a department has fewer than three tenured Full Professors, the department chair will confer with the Dean to identify a tenured Full Professor/s from another School department/s to serve.]

2. In accordance with SOE policy for identifying external reviewers (2.010), the department chair contacts three external reviewers to confirm willingness to conduct a written review, and provides information on the timeline, responsibilities and any other information relevant to conducting the review.  Should a reviewer decline the invitation, another external reviewer should be selected.

3. The candidate‘s scholarship/creative work samples and a letter outlining the needed review and other requirements is sent by the department chair to external reviewers, requesting their reviews by December 1.

4. Also by December 1, the department chair prepares (a) a written summary of the candidate’s achievements in teaching and mentorship, using presented materials, other documentation as may be available, and information/input from others as may be appropriate and sought, and (b) a written summary of the candidate’s service activities (department/school, university, professional and /or community), using the candidate’s account as the primary information source.

5. Also on or about December 1, the department chair makes available to all tenured Full Professors for confidential review (a) the candidates’ application letter and supporting documents, (b) the chair’s written summary of the candidate’s achievements in teaching, (c) the chair’s written summary of the candidate’s service activities, and (d) copies of external review letters.  Tenured Professors may provide written comments as input to the Full Professor Committee (by December 15).

6. In the spirit of transparency and professional development and with candidate’s permission, after February 1 applications materials may be opened for examination by Associate Professors in the department.
C.
Department Recommendation
1. The Full Professor Committee will meet on at least one occasion between December 15 and January 14 to discuss the application of the candidate.  

2. Members of the Full Professor Committee submit independent evaluations and votes to the department chair by January 15 using the standard promotion and tenure form.

3. The department chair (a) prepares a summary evaluative statement of the faculty evaluations of the candidate, including the voter total and department recommendation, (b) submits the summary evaluative statement to the Dean by January 31, and (c) invites members of the Full Professor Committee to review (but not remove or copy) that statement.  Any member of the Full Professor Committee who does not feel the summary evaluative statement fully represents the views of the faculty may submit a “minority statement” to the Dean by February 15.
4. The department chair discusses the summary evaluative statement including the vote and recommendation, with the candidate by February 1.
5. If the department recommendation is negative, the candidate may submit a written appeal to the Dean by February 15.  Application withdrawal is an option at any time in the process. 
[approved by the SOE Faculty, February 12, 2009]
2.010/ External Review Identification
Candidates approaching tenure and/or promotion review, in consultation with their Department Chairs, provide contact and other background information/rationale for a minimum of five individuals nominated for the purpose of obtaining at least three letters of external review assessing candidates’ scholarly/creative achievements. Reviewer qualifications should be based primarily on the reviewer’s professional achievements and leadership in a candidate’s field of scholarship and expertise, and they should hold at least the rank for which the candidate is applying. It is incumbent upon each candidate and the respective Department Chair to establish the credibility of identified external reviewers, as recorded through completion of the official School of Education Record of External Reviewers for Tenure and Promotion Reviews document.  Candidates provide appropriate copies of materials for external reviewers to facilitate meeting specified university deadlines. Submitted reviewer letters will not be made available to candidates, except through legal process or at the discretion of the external reviewer (so as to make it possible for external reviewers to express their opinions), must be accompanied by a copy of reviewers’ current curriculum vitae, and are to be received by December 1.

{adopted by the SOE Faculty, April 9, 209]

Attachment A

(SOE Policy 2.010)

SCHOOL OF EDUCATION RECORD OF EXTERNAL REVIEWERS FOR TENURE & PROMOTION REVIEWS 

(See Academic Senate Guidelines)
Candidate’s Name: _______________________________
Academic Unit:______________________________

	Name of External Reviewer
	Affiliation & Position
	Reason for Invitation/Professional Qualifications/

Relationship to Candidate
	Suggested by: **

(check one)

   Candidate     Chair/Dean/Faculty

	1.
	
	
	
	

	2.
	
	
	
	

	3.
	
	
	
	

	4.
	
	
	
	

	5.
	
	
	
	

	6.
	
	
	
	

	7.
	
	
	
	

	8.
	
	
	
	

	9.
	
	
	
	

	10.
	
	
	
	


Signature of Unit Director/Department Chair: ______________________________________
Date: ___________________

Chapter 3

Programs
3.001/ Student Academic Program Feedback
In order to improve the academic programs offered in the School of Education, it is important to capture student feedback about their programs. While the University has established policy for addressing matters of unfair treatment or other personal disputes between a student and a faculty member (e.g., Academic Appeals Policy and Procedure), the University has provided neither policy nor systematic opportunity for students to address their academic concerns or identify effective elements related to program effectiveness during the course of their programs.  Undergraduate students in the School of Education do have the opportunity to complete an exit survey through the School as graduate students likewise do through the Graduate School.  Yet, there is no formal mechanism for formative feedback on student program effectiveness. 

Increasingly, the collective wisdom of various professions, as reflected in accreditation standards related to program assessment (e.g., NCATE), is that students are an important source of information, especially on problems that students perceive as detracting from program effectiveness. Indeed, accrediting agencies look for systemic ways that institutions secure and document such student input. To address this need, policy and procedures that allow students to systematically and spontaneously share their feedback on program matters such as curricula, clinical placements, program requirements, facilities, and support services (e.g. program/career advisement) within the School of Education are required.

In general, the purpose of this policy is to establish a common procedure for receiving, addressing and reporting academic program feedback from students.

Procedure:

1. The School of Education provides a web-accessible form to be completed by any student who wishes to register formal academic program feedback.  

2. All departments and support service areas make the procedure for filing program feedback and the URL for registering that feedback available to students in writing.

3. Student academic program feedback is filed and received through the Office of Enrollment Management and Advising (EMA) and then routed to the appropriate administrative unit. 

4. EMA informs the student that his/her program feedback has been received, to which unit the feedback was routed, and when it was sent.

5. The administrative unit receiving the statement of program feedback responds to the student thanking him/her for the input, indicating that such feedback is important to maintaining/increasing program effectiveness, and any contemplated actions that may be disclosed.

6. Each administrative unit maintains a copy of the original program feedback filed and, where relevant, any related notes or other documentation/data secured or generated in responding to expressed feedback.

7. At the conclusion of the academic year, administrative units (department or support service) each generate a summary of academic program feedback filed and, in the3.001) case of program concerns, pertinent background information, and actions taken, if any. The summary is shared with relevant groups of faculty and/or staff and filed with the Dean’s office.

8. EMA prepares a school-wide annual summary of academic program feedback filed.

{adopted by the SOE faculty, September 17,. 2008] 
[Amended October 15, 2008]
Chapter 4

Student Services 

4.001/ Graduate Student Tuition Assistance (for Students Not on Graduate Assistantships)

Each year the university designates tuition remission funds to be used in recruiting and retaining graduate students in School of Education (SOE) programs.  These funds are primarily intended and distributed to graduate degree program students who are also awarded graduate assistantships. Typically funds in excess of those awards remain and may be awarded to other graduate degree program students.

The guidelines that follow identify the goal, eligibility criteria, and procedures for distributing and awarding these additional tuition assistance funds to degree-seeking SOE students who do not hold graduate assistantships.  Should any conflict exist with Graduate School or other university policy addressing the award of such funds, such policies shall prevail.

Goal  

The goal for awarding all tuition remission assistance funding in the SOE is primarily to recruit and retain academically superior degree-seeking graduate students.
Eligibility Criteria

These tuition assistance funds may be awarded only to full-time or part-time SOE degree-seeking students who:

1. do not hold a Baylor University graduate assistantship., and

2. do not already receive faculty/staff/spouse/child tuition remission benefits.
Tuition Assistance Awards
1. On a three-year cycle, each SOE department creates/revises and shares with the Dean and Associate Dean for Graduate Studies and Research (for comments and recommendations) an expenditure plan for utilizing tuition remission assistance to recruit and retain degree-seeking graduate students.  These plans will be utilized by the Dean’s office as the basis for allocation of SOE tuition assistance funds remaining after prior allocations to departments or awards to students holding Graduate Assistantships.   Eighty percent (80%) of available funds are awarded in support of these plans.  Graduate Program Directors and Departmental Chairs oversee budgets for their respective department with assistance from the Dean and Associate Dean for Graduate Studies and Research. 
a. Department expenditure plans include, but are not limited to, the following information:

i. Expected graduate program growth with supporting data

ii. How students will be supported with the scholarship allocation (i.e. ¼ tuition, ½ tuition, full tuition coverage per student request)

iii. Department policies limiting the total number of program hours for which students may receive tuition assistance--to be enforced by the Associate Dean’s Office (unless exception is requested and approved)--for (a) program coursework and (b) dissertation/ thesis.

iv. Other program issues or consideration that should be taken into account in establishing the departmental allocation



2. Twenty percent (20%) of available tuition remission assistance funds are kept in “reserve” and awarded through the Associate Dean for Graduate Studies and Research office for “enhancement” and “emergency” purposes.  These funds are awarded on an application basis to eligible students with support from their respective Graduate Program Director. 

a. Enhancement funding is used to increase tuition allocations for special needs such as:

i. Student needs that exceed the budgeted amounts of the departments.

ii.  “Dean’s Scholarship” recipients based on a competitive process for exceptional graduate students.  These are exceptionally strong (e.g., GRE/GPA) applicants who wish to come to Baylor. 
Application dates for the “Dean’s Scholarship” are as follows: Summer term: First Monday of March Fall term: First  Monday of June Spring term:  Fourth Monday of November
Note: Dean’s Scholarships are awarded for one year. Students may re-apply for the following year, but are encouraged to seek a Graduate Assistantship.

b. Emergency funds is used to address extenuating circumstance such as:

i. Illness that makes completion of Graduate Assistant duties improbable.

ii. Family need that dictate resignation from a Graduate Assistantship.

3. A formal student application process is established by each department both for department expenditure plans and for the Associate Dean’s reserve fund, with appropriate deadlines for application as determined by their respective departments.  In coordination with Financial Aid, and to better assist students in determining scholarship needs with other funding sources outside the SOE, all scholarships need to be awarded by the first Monday of November each year for the remaining academic year.  Requests (applications) for emergency tuition assistance may be received up to the tenth day of the Spring semester. 

4. If any allocated reserve tuition remission funds have not been awarded by the spring semester deadline of the first Monday of November, department chairs and program directors will be notified by the Associate Dean for Graduate Studies and Research indicating the amount remaining. Affected departments, if interested, will each need to provide a written justification for continued funding authorization. The final decision regarding disposition of allocated funds not awarded by the deadline is made by the Dean and Associate Dean for Graduate Studies and Research.  

5. Departments will create their own written policies and procedures for the awarding of tuition remission assistance funds, with oversight and approval provided by the Dean, and will file (and update, as appropriate) these policies and procedures with the Dean’s Office.  The application process and any relevant application forms will be available to students on the departmental websites. 
[Approved by the Leadership Council, March 5, 2008]

Chapter 5

Miscellaneous 

5.001/  External Requests for Direct Mail to Students/Faculty

University policy (BU-PP 026) prohibits the distribution of directory information (e.g., mail or email addresses) to individuals or groups external to the University, except where required by law. However, on occasion, direct mail to students and faculty supports critical functions of the School, including but not limited to: post-graduation recruitment and employment, civic engagement and participation, etc.  When an external group’s request for student/faculty contact coincides with the goals and purposes of the academic unit, the School may cooperate with the distribution of information in the following manner:

In consultation with the director of the most appropriate administrative unit to respond to the request (i.e., program director, department head, etc.), the dean (or designee) approves the external organization’s written request.

The appropriate administrative unit may distribute (on behalf of the external organization) information via mail or email address after the external group making the request provides the following at least 3-6 weeks prior to the distribution date:

1. A list of specific student/faculty names (a description of student/faculty criteria may be acceptable, depending on the nature of the request)

2. Sufficient copies of the printed piece (envelopes if required) or the electronic file to be distributed

3. Appropriate postage for distribution (may be reimbursed after distribution)

4. A contact name, telephone number, and email address for inquiries related to the distributed piece

The original written request, the list of students/faculty, the contact information, and a copy of the distributed material will be filed in the office of the associate dean for student and information services for a period of two years after the distribution.

[Approved by the SOE Leadership Council, February 4, 2009]

5.002/ Office Space
Space is an important consideration in the work/study environment of faculty, staff and students.  Indeed, the University has established guidelines for the size of faculty and staff office spaces.  Unfortunately, the need for office space generally exceeds the supply, and administrators are frequently faced with competing priorities for limited space, especially office space. 

It is the policy of the SOE that the highest priority for office space is for full-time tenured /tenure-track faculty, lecturers and permanent SOE staff.  Office space in support of temporary/part-time faculty, graduate students and funded project staff are a lesser priority and may be addressed (a) by space found outside of those buildings generally housing the School of Education or (b) by space that can accommodate multiple individuals.

[Adopted by the Leadership Council, 5-6-09]
5.003/ Redeployment of College Equipment/Technology




[Under development]

Chapter 6
Departmental Policies
Note:  The policies presented in this section of the SOE Policy & Procedures Handbook are policies or similar documents required of all departments in the School of Education required of all departments.  They are available here to create ready and public access to those common policies as a convenience to faculty and others who may have a need or desire to view these policies.    (5-1-09)
6.001/ Tenure Criteria
Following are departmental tenure (and promotion to the rank of associate professors) criteria approved by the respective academic departments in the School of Education.  The documents include criteria, ranked peer-reviewed journals identified by departments, and comparative tenure criteria data from comparator/aspirant institutions.
A. Department of Curriculum & Instruction
Baylor University

School of Education

Department of Curriculum & Instruction

Criteria for Tenure and Promotion

Approved May 1, 2009

Department Mission Statement:

The mission of Baylor University’s Department of Curriculum and Instruction is to prepare, within a Christian environment, educators who are committed to transformational leadership and service.  Our vision is that the faculty within Baylor University’s Department of Curriculum and Instruction will be nationally recognized for their leadership, innovation, and worldwide influence by:

· Preparing the best professional educators—Our Department prepares educators to utilize exemplary classroom decision-making skills and teaching practices that are informed by a guiding Christian worldview, rigorous research, and successful application.  Because of this commitment, the faculty strives to embody this vision in our daily lives.  Our Christian tradition leads us to view teaching as a calling that requires a commitment to social responsibility, civic service, and leadership while exhibiting the character, values, and commitments necessary for shaping and guiding young peoples’ lives.  Our commitment to furthering the goal of high-quality curriculum and teaching leads us to research and utilize creative ways to undertake inspiring and successful teaching.  We collaborate with students to develop sound teaching strategies that enable them to succeed in achieving goals consistent with Christian principles.

· Furthering knowledge within our specialized fields—Faculty within the Department specialize in fields such as Social Studies Education, Mathematics Education, Science Education, Foundations of Education, Literacy, and others.  We are committed to producing scholarship that extends the boundaries of our specialized fields and that makes a lasting contribution to the area in which we conduct research.
· Creating successful models that produce solutions for educational practice and policy—We are committed to providing solutions for the dynamic world of education that are rooted in sound Christian principles and wisdom.  Solutions are best tested through partnerships and consistent engagement with schools and communities.  Our Department’s partnerships with local school districts promote a day-to-day interaction between research and practice, which is the most effective route to identifying workable answers to educational questions.  As a result, our faculty’s research, teaching, and service are oriented toward integration, application, and, engagement with local, state, and national constituencies.  Moreover, our commitment to finding solutions that serve our constituency groups derives from the Christian principles that provide the foundation for Baylor University.


· Providing leadership for renewal in schools and faith-based colleges and universities—As part of our commitment to excellence in faith, teaching, and scholarship, the Department of Curriculum and Instruction participates in and leads national and Christian conversations that explore the creation of successful models and solutions for educational practice and policy.  

-------------------

I. General Expectations of Tenure Candidates
As a Christian university, Baylor expects tenure candidates to model the moral, intellectual, and spiritual qualities that uphold and extend the mission of Baylor University.  In the Department of Curriculum & Instruction, these qualities can be demonstrated in a variety of ways.  They can be explicit in the types of scholarship that a tenure candidate produces, but they also can be found in less direct ways such as the way professors interact with students, the kind of environments they create in the classroom, and the dedication they show in service activities.  Tenure candidates are expected to explain in their tenure notebooks how their work supports and extends Baylor’s historic mission.  This should include evidence of one’s commitment to Baylor’s distinctive Christian mission.
Assigned individual workloads are important factors that must be considered when evaluating productivity in the areas of scholarship, teaching, and service.  Expectations in these three areas can be found in the sections that follow.

Tenure-track faculty will be reviewed annually by tenured faculty in the department and feedback/guidance provided that gives greater specificity to tenure expectations and tailors the expectations to specific disciplines, faculty professional interests/directions and emerging opportunities will be provided.
The indicated criteria provided in this document also serve as guidance for annual review. Criteria for promotion to Professor are under development and will be added to this document when completed. 

II.
Scholarship Expectations

The Department of Curriculum & Instruction values a variety of forms of scholarship.  The most important element in any contribution to research or other scholarly work is peer-review.  Journal publications are the most common form of scholarship within the Department, but we value other forms of sharing research as well.  The Department recognizes that books, in particular, often take years to produce and can make a lasting impression on a person’s field.  

The most highly valued forms of scholarship within the Department are peer-reviewed journal articles, books, book chapters, successful externally-funded grant proposals (particularly from a national agency), and awards/other professional recognitions based upon the scholarly reputation and productivity of the faculty member (examples include book awards, scholarship awards, and journal editorships).  These five types of scholarship are considered Level 1 research.  Level 2 scholarship consists of conference proceedings, encyclopedia entries, book reviews, contributions to textbooks, journal editorials, contributions to handbooks (e.g., Mathematics Education, Social Studies Education, Science Education, Teacher Education, or Curriculum & Instruction), invited commentaries/articles, and successful internally-funded grant proposals.  Level 3 scholarship takes the form of conference presentations, documents produced for workshops, testing instruments, newspaper columns, other grant proposals, and other similar pieces of scholarship.  

Summary of Levels of Scholarship

Level 1:
Journal Articles, Books, Book Chapters, Successful Externally-Funded Grant proposals, and Awards/Other Professional Recognitions Based Upon the Scholarly Reputation and Productivity of the Faculty Member (examples include Book Awards, Scholarship Awards, and Journal Editorships).

Level 2:
Conference proceedings, encyclopedia entries, book reviews, contributions to textbooks, journal editorials, contributions to handbooks, invited commentaries/articles, and successful internally-funded grant proposals.

Level 3:
Conference presentations, documents produced for workshops, testing 

instruments, newspaper columns, other grant proposals, and other similar pieces of scholarship.

The Department expects tenure-track candidates to produce a consistent record of peer-reviewed scholarship that makes a lasting contribution to the specialized field for which it is written.  The Department encourages collaboration in scholarship and research.  Tenure candidates often produce a combination of single authored and co-authored works.  Moreover, single authored works and first author works are considered equal in value.  The Department also places high value on co-authored works with graduate students.  Similarly, the department especially values successful grant projects on which the tenure candidate serves as principal investigator or co-principal investigator (or director or co-director, when those titles are used).  Generally speaking, a minimum of 1 to 2 forms of Level 1 scholarship and some evidence of scholarship in Levels 2 or 3 is expected per year for tenure track faculty to remain on track in their bids for tenure.  Tenure candidates are, however, encouraged to go beyond the minimum requirements to make a compelling case for the awarding of tenure.

Given the field-based nature of Baylor’s teacher education program, the Department of Curriculum & Instruction specifically values scholarship that relates to teacher education within a Professional Development School setting and that is produced alongside classroom teachers, teacher education candidates, and other undergraduates at Baylor.  At the same time, the Department also values scholarship that is more theoretical in nature and that is perhaps published alongside Baylor faculty who represent disciplines from throughout the campus.  There is no one specific type of scholarship that the Department requires, but there is an expectation that the work be peer-reviewed and that it make a solid contribution to the specific field for which it is written.  The Department also expects scholarship to contribute to a recognizable research agenda on the part of the tenure candidate.  The type of scholarship produced will sometimes differ depending upon the sub-specialty to which it contributes and the specific teaching assignment of an individual tenure candidate.

For a list of journals that the Department has identified as appropriate outlets for scholarship, see the Department of Curriculum & Instruction’s List of Journals for Publication ((Appendix B).

III.
Teaching Expectations

Since teaching is central to the Department of Curriculum and Instruction’s purpose, a tenure candidate in the Department of Curriculum & Instruction should demonstrate an ability to extend student knowledge, improve his or her own learning through professional development, and engage in scholarly activities that subject their teaching to peer-review.

Educating both graduate and undergraduate students to be prepared intellectually, pedagogically, and practically is at the core of the scholarship of teaching.  Teaching may take on different forms within various groups of students.  Forms that teaching may take include, but are not limited to, work with individuals, cohorts, small groups, courses, seminars, or practicum.  These teaching experiences may take place within traditional university classrooms/courses, off campus sites in association with University coursework, research settings, or through the use of interactive technologies.  Faculty teaching practices should reflect researched, best practices in their fields and may apply to a variety of settings such as Professional Development Schools, clinics, laboratories, or research centers—as appropriate for their professional program areas.  Teaching expectations include mentoring and advisement of students.  Evidence of successful teaching can be found in professional leadership, conference presentations, publications, professional recognition, and/or other indicators appropriate to the level of the students.  Teaching quality may be reflected in focused learning experiences, the use of recent scholarship to influence teaching practices, demonstrated responsiveness to diversity and equity, and/or the utilization of appropriate instructional methods that support creative thinking and reasoning.

Candidates for tenure are expected to demonstrate evidence of providing guidance and leadership to graduate students through areas such as service on dissertation or thesis committees, joint authorship of publications or presentations, collaborative research agendas, and student advising and mentoring.

Continuous learning strengthens the core of teaching by examining, reflecting, and acting on theory, research, and practice related to exemplary teaching and best practices in a given field.  Development of one’s teaching practice should be reflected in participation by the tenure candidate in decision-making processes related to curriculum, instruction, and assessment.  Faculty should stay current with best practices and trends in their disciplines.  They also should use a variety of forms of data, feedback on their teaching, and the latest scholarship to inform course development, revise syllabi, develop programs, and pursue active research agendas.  Evidence of successful teaching can be documented through student and/or peer evaluations, both solicited and unsolicited letters of evaluation (or other communication venues, such as email), teaching awards and honors, course syllabi, public presentations, and publications.  Continuous monitoring and reflection on one’s practice is central to the improvement of personal practice in curriculum and teaching.

IV.
Service Expectations

Candidates seeking tenure and promotion to associate rank must maintain an active role in promoting the mission and goals of the Department through appropriate service activities.  The Department expects tenure candidates to participate in department governance through membership or leadership roles on committees, mentorship of undergraduate and graduate students, engagement in collaborative activities, and involvement in community activities.  Faculty are expected to contribute actively to professional associations at a variety of levels, including local, state, national, and (when appropriate) international groups.  Contributions at all of these levels is not required, but the Department does highly value national and state professional groups.  Common ways to contribute to professional associations include presenting papers, reviewing manuscripts, serving on committees, planning conferences, and other leadership roles that further the mission of the various specialized societies.  

With the extensive field-based teacher education program in the Department, faculty will likely develop relationships with area schools and provide support based on their areas of expertise.  Involvement with local schools, however, will differ depending upon the specific nature of a particular faculty member’s appointment.

Faculty are expected to engage in service activities in each of the following areas:

A. Service to the Profession
Examples of service to the profession may include, but are not limited to:

1. Involvement and/or leadership in professional organizations

2. Member of editorial boards or panels

3. Newsletter editorship

4. Web-site designer

5. Reviewer of conference proposals, manuscripts, grant proposals, or book proposals.

6. Reviewer or evaluator for accreditation organizations.

B. Service to the Program, Department, School, and University
Examples of service to the institution may include, but are not limited to:

1.
Active participation on committees or task forces

2.
Constructive participation in support activities such as faculty meetings, 


commencement exercises, student recruitment activities, and student 


recognition events

3.
Leadership, liaison, or consultation with professional development schools

4.
Active service as a faculty advisor for a student organization

5.
Organizer of professional development opportunities for students, faculty, and staff

6.
Professional advisement of students as they complete specific degree program requirements.

C. Other Forms of Service
Examples of service to the community may include, but are not limited to:

1.
Church leadership and service, including teaching Sunday School classes, singing in church choirs, serving on church committees, and other church-related service opportunities (e.g., mission work within Texas and beyond)

2.
Serving as a School Board Member at the local or state level

3.
Serving on local, state, and/or national committees and foundation boards related to school and/or community enhancement

4.
Participation in local, state, and national events related to education reform

V.
Collegiality

Well qualified faculty members dedicated to excellence are essential to the achievement of the vision and mission of Baylor University, the School of Education, and the Department of Curriculum and Instruction.  Faculty are therefore expected to treat their colleagues and students—individually and collectively—with respect and exhibit interest in and support of the work of their peers, the department, the school, and the university.  In their personal activities and relationships, faculty members should maintain a level of ethical and moral behavior that is supportive of and consistent with the Christian mission of Baylor University.

Prepared by Criteria for Tenure and Promotion Task Force

Wesley Null, Chair

Sandi Cooper

Crista Force

Perry L. Glanzer

Douglas W. Rogers

Tony L. Talbert

Trena L. Wilkerson

Approved by the Tenure-Track and Tenured Faculty of the Department of Curriculum and Instruction
Appendix A

Tenure and Promotion Criteria:

Summary of Peer Institution Data

(Last Revised April 30, 2009)
The Task Force requested tenure and promotion materials from numerous peer institutions.  The following five universities shared material with us.  For purposes of comparison, we have targeted data pertaining to research and scholarship expectations. 

Scholarship and Publications at Other Universities

Southern Methodist University

· Research and teaching are emphasized more than service at SMU.  The document states “Tenure is awarded for outstanding performance in either research or teaching.  Excellence is expected in both areas, with outstanding performance expected in one, and at least high quality in the other.”  In other words, service is much less significant than teaching and research at SMU.

· Scholarship criteria are based heavily on the Boyer model.

· The following types of research are considered acceptable:  “refereed journals in print and/or electronic forms, books intended for the academic community and published by a nationally recognized publisher, chapters in edited books, and refereed monographs”.

· No specific number of publications is stated in the document.

· SMU does not use a journal ranking system and has not identified a list of acceptable journals.

· SMU contacts a minimum of 6 outside evaluators to review each tenure candidate’s materials.

Texas A&M University

· Research, teaching, and service are emphasized evenly at Texas A&M.  The document states “Promotion to the rank of associate professor will be based on a cumulative assessment of achievement in teaching, research, and service as judged by departmental peers and supported by external scholars representing the person’s area of emphasis”.

· The following types of research are considered acceptable at Texas A&M:  “Performance may be evidenced by the following:  research articles, scholarly articles, sponsored research, conference presentations, journal editorships, authorship of scholarly texts, authorship of technical papers, awards, honors, and certificates”.

· A specific number of publications is not stated in the Texas A&M document, but the understood expectation at Texas A&M (based on conversation with faculty) is that 1-2 publications per year is necessary for progress toward tenure (1 per year is acceptable if the quality is high).

· Texas A&M no longer uses a journal ranking system.  They have been instructed to indicate the rigor of a journal by using acceptance rate, review procedures, and strength of editorial board.

· Texas A&M identifies a minimum of 3 outside evaluators to review each tenure candidate’s materials.

Peabody College of Education at Vanderbilt

· At Peabody, research and teaching appear to be emphasized more than service.  The document states “Tenure appointments at Peabody College require a high level of effectiveness in teaching and excellence in scholarship so as to gain favorable recognition in one’s field or discipline at a national level.  Appropriate service to the University, the faculty member’s field or discipline, and the larger professional community are also expected”.

· Peabody appears to be particular concerned about how their faculty members are viewed by other institutions.  For example, the document states “Vanderbilt expects the level of quality and achievement to be equivalent to that required for tenure in leading departments of other major research universities”.

· Peabody’s tenure and promotion document identifies the following “common criteria” they use to judge scholarship:  “Substantive contributions to new knowledge that may include contributions to theory, practice, and the development of analytical methods; creative interpretation and use of ideas; appropriate and logical rigor or methodology that is consistent with best practices in the conduct of research; logical scope and progression of scholarship with a well-defined and sustained program of research; integrity; and importance as determined by professional peers”.

· The following types of scholarship and research are considered acceptable at Peabody:  “academic journal articles, books, book chapters, governmental publications, and/or journals aimed at practitioners”.

· Peabody does not identify a specific number of publications that is necessary for tenure.  

· Peabody also does not use a journal ranking system.

· Peabody solicits e outside evaluators to review each tenure candidate’s materials.

Texas Christian University

· TCU emphasizes teaching and research over service, although service does matter as well.  Their document states “Teaching and scholarship are the central considerations in reappointment and promotion.  Service to the University and the profession, advising, professional development, and professional ethics are also important considerations but will not serve as substitutes for teaching and scholarship”.

· TCU does not provide a specific list of the kinds of scholarship that are acceptable, but does include the following statement regarding criteria:  “Texas Christian University expects that each member of the faculty will provide evidence of his or her professional competence through scholarship, research, and other creative activities appropriate to the discipline, with such activities presented in the proper professional forums and reflected in the classes conducted by the faculty member.  Such activities must be measured by quality, not merely by quantity.” 

· No specific number of publications is included in the document.

· TCU does not indicate the use of a journal ranking system.

· TCU’s tenure and promotion document does not indicate the use of outside evaluators.

The University of Texas at Austin
· Teaching and research appear to be emphasized above service at UT-Austin.  

· In their tenure dossier materials, candidates are expected to identify their five most significant works.

· UT-Austin uses a “budget council” process to review research quality and productivity.  Details of what the “budget council” means and how it is established is not indicated in the document.

· UT-Austin does not indicate the use of a journal ranking system.

· UT-Austin does not indicate a specific number of publications per year, but an unstated assumption (based on conversation with faculty) is that 2 per year is required for acceptable progress toward tenure.

· UT-Austin uses a minimum of 4 external reviewers.

Appendix B

List of Key Journals for Publication

Last Revised April 18, 2009

This list of scholarly journals in curriculum and teaching is not comprehensive.  Many other quality journals are available.  Faculty who publish in a journal that is not listed need to submit to the Department information concerning the selectivity, impact, and importance of that journal.  

Possible supporting evidence may include: 1) sponsoring organization, 2) acceptance rate, 3) membership of editorial review board, 4) circulation, 5) volume number or longevity, and 6) range of influence (e.g., national vs. state journal).  Information about a journal's selectivity, impact, and influence may be obtained from the journal editor, ISI Web of Knowledge database (www.isinet.com), Cabell's Directory of Publishing Opportunities in Education, or WorldCat FirstSearch.  

The Department of Curriculum & Instruction has ranked the journals using the following three categories:

1. Outstanding Recognition in Field, Highly Prestigious, Refereed

2. Highly Respected in Field, Refereed

3. Good Reputation, Selective in Publication, Refereed

I.
GENERAL JOURNALS IN CURRICULUM & TEACHING

Action in Teacher Education (1)
American Educational Research Journal (1)
American Journal of Education (1)
British Journal of Educational Studies (1)

Cambridge Journal of Education (1)
Comparative Education Review (1)

Contemporary Education (1)

Curriculum Inquiry (1)

Contemporary Issues in Education Research (Formerly Louisiana Education Research Journal) (2)
Curriculum and Teaching Dialogue (2)
Educational Forum (1)
Educational Researcher (1)
Harvard Educational Review (1)
Journal of Curriculum and Supervision (1)
Journal of Curriculum Studies (1)
Journal of Curriculum Theorizing (2)
Journal of Educational Research (1)
Journal of Education and Culture (2)

Journal of Education for Teaching (2)
Journal of Experimental Education (1)
Journal of Teacher Education (1)
Research in the Schools (1)
Review of Educational Research (1)
Teacher Education and Practice (1)
Teacher Education Quarterly (1)
Teacher Educator, The (1)

Teachers College Record (1)

Teaching and Teacher Education (1)

Teaching Education (2)

Education (2)

Texas Teacher Educators Forum (3)

Vitae Scholastica (2)
Popular, High-Impact Professional Magazines

Educational Leadership (NR)
Phi Delta Kappan (NR)
Kappa Delta Pi Record (3)
II.  FIELD-SPECIFIC JOURNALS

Christianity--Faith & Learning

Christian Scholars Review (1)

Journal of Education and Christian Belief (2)

Integre (3)

Distance Education

American Journal of Distance Education (1)

Distance Learning (2)

Quarterly Review of Distance Education (2)

Early Childhood/Elementary

Childhood Education (2)

Early Childhood Research and Practice (1)

Early Childhood Research Quarterly (1)

Elementary School Journal (1)

Journal of Research in Childhood Education (2)

English/Literacy/Reading

Children’s Literature in Education (2)

English Education (1)

English Journal (1)

Journal of Adolescent and Adult Literacy (1)

Journal of Literacy Research (1)

Language Arts (1)

The Reading Professor (1)

Reading Research Quarterly (1)

Reading Teacher (1)

Research in the Teaching of English (1)

Foundations/History

American Educational History Journal (1)

Curriculum History (3)

Educational Foundations (2)

Educational Philosophy and Theory (2)

Educational Studies:  A Journal in Foundations of Education (1)

Educational Theory (1)

History of Education (1)

History of Education Quarterly (1)

Journal of Philosophy and History of Education (3)

Journal of Philosophy of Education (1)

Pedagogica Historica (2)

Studies in Philosophy and Education (2)

Higher Education

College Teaching (2)

Journal of General Education (1)

Teaching in Higher Education (2)
Gifted

Gifted Child Quarterly (1)

Gifted Child Today (2)

Journal for the Education of the Gifted, The (1)

Library/Museum Science

American Journal of Play, The (2)

Catholic Library World (1)

Journal of Museum Education (2)

Learning Environments Research (2)

Library Quarterly, The (1)

School Library Journal (3)

Mathematics

Educational Studies in Mathematics (1)

Focus on Learning Problems in Mathematics (3)

For the Learning of Mathematics (2)

International Journal of Science and Mathematics Education (2)

Investigations in Mathematics Learning (3)

Issues in the Undergraduate Mathematics Preparation of School Teachers: The Journal (3)

Journal for Research in Mathematics Education (1)

Journal of Mathematics Teacher Education (1)

Mathematics Educator (2)

Mathematics Teacher, The (1)

Mathematics Teaching in the Middle School (1)

Montana Mathematics Enthusiast, The (1)

Teaching Children Mathematics (1)

Texas Mathematics Teacher (3)
Mathematics and Science Combined

International Electronic Journal of Mathematics Education (1)

International Journal of Mathematical Education in Science and Technology (1)
Journal of STEM Education (1)

School Science and Mathematics Journal (1)

Journal of Computers in Mathematics and Science Teaching (1)

Middle/High School

High School Journal (3)

Current Issues in Middle Level Education (2)

Middle Level Learning (2)

Middle School Journal (1)

Journal of the Texas Middle School Association (3)
Moral/Religious Education

International Journal of Education and Religion (3)

Journal of Christian Education (2)

Journal of Moral Education (1)

Journal of Research in Character Education (3)

Journal of Research on Christian Education (2)

International Journal of Children’s Spirituality (1)

Journal of Beliefs and Values (1)

Journal of Church and State (1)
Religion and Education (2)
Religious Education (1)

Science

Electronic Journal of Science Education (1)

Journal of Chemical Education (1)

Journal of Elementary Science Education (1)

Journal of Research in Science Teaching (1)

Journal of Science Teacher Education (1)

Science and Children (1)

Journal of Science Teacher Education (1)
Research in Science Education 1)
Science Education (2)

The American Biology Teacher (2)

International Journal of Science Education (1)

School Science Review (1)

Social Sciences and Education

Action Research International (3)

Anthropology and Education Quarterly (2)

Cross Cultural Research (2)

Education and Culture (2)

Educational Action Research (1)

Ethnography (1)

Forum Qualitative Sozialforschung (3)

Grounded Theory Review (1)

International Journal of Qualitative Studies in Education (1)

International Journal of Qualitative Methods (2)

Journal of Contemporary Ethnography (2)

Journal of Ethnographic and Qualitative Research (1)

Ontario Action Researcher (3)

Qualitative Inquiry in Education (1)

Qualitative Report, The (2)

Qualitative Research (1)

Qualitative Social Research (1)

Pedagogy, Pluralism, and Practice (1)

Sociology of Education (1)

Social Studies

Education, Citizenship, and Social Justice (2)

International Journal of Social Education (2)

International Social Studies Forum (2)

Journal of Social Studies Research (2)

Journal of Democracy and Education (1)

Journal of Popular Culture (2)

Pedagogy, Culture, and Society (2)

Social Education (1)

Social Science Docket (3)

Social Studies Journal (3)

Social Studies, The (1)

Social Studies and the Young Learner (1)

Social Studies Research and Practice (3)

The Social Studies Texan (3)

Theory and Research in Social Education (1)

Trends and Issues in the Social Studies (2)

Technology

Contemporary Issues in Technology and Teacher Education (e-journal) (2)

Internet and Higher Education, The (3)

Journal of Computer Science Education (1)

Journal of Computing in Childhood Education (1)

Journal of Computing in Higher Education (1)

Journal of Computing in Teacher Education (1)

Journal of Educational Multimedia and Hypermedia (2)

Journal of Interactive Learning Research (2)

Journal of Research on Technology in Education (1)

Journal of Special Education Technology (1)

Journal of Technology Education (2)

Journal of Technology Studies (3)

Journal of Technology and Teacher Education (1)

Learning and Leading with Technology (3)

Studies in media & information literacy education (SIMILE) (2)
Other

Journal of School Public Relations (2)

B. Department  of Educational Administration

Baylor University

School of Education

Department of Educational Administration

Criteria for Tenure and Promotion

Approved May 14, 2009

Department Mission Statement:

The mission of the Department of Educational Administration is to develop leaders in public and private K-12 schools and higher education, an endeavor that exemplifies Baylor University’s historic commitment to Pro Texana (For Texas).  While our commitment to serve Texas remains ever strong, our world currently confronts a critical need for competent, ethical, and value-centered leaders in public and private educational institutions.  Baylor University and the Department of Educational Administration endeavors to launch the most able leaders of educational institutions to serve Texas, our nation, and our world. Because of its traditional links to church and state (Pro Ecclesia, Pro Texana), Baylor is uniquely and strategically positioned to prepare leaders to serve both types of institutions.

· Preparing outstanding educational leaders – The Department of Educational Administration prepares leaders who possess exemplary skills and utilize best professional practices.  Educational leadership is viewed as a calling that requires commitment to civic service, equal opportunity for all, and the central role of education in a democratic and free society.  Department faculty are committed to teaching and modeling exemplary leadership based on generally accepted competencies and skills, current research, and best practice.  Consistent with Baylor University’s overall mission, faculty “integrate academic excellence and Christian commitment within a caring community” in preparing educational leaders for worldwide leadership and service.
Specific teaching and research loads are important factors that must be considered when evaluating productivity in the areas of scholarship, teaching, and service.  Expectations in these three areas can be found in the sections that follow.  Evaluation criteria for tenure and promotion also serve as a basis for the annual faculty performance review.
I. Expectations of tenure track faculty and the relationship between those expectations and the missions of Baylor University and the Department of Educational Administration

Baylor is the largest Baptist University in the world.  The mission of Baylor University is to educate men and women for worldwide leadership and service by integrating academic excellence and Christian commitment within a caring community.  Tenure candidates are expected to model the ethical, moral, and spiritual qualities that uphold the mission of the University.  In the Department of Educational Administration, these qualities are demonstrated through the interpersonal relations between faculty and students and among faculty colleagues.  Faculty are expected to foster a collegial and nurturing instructional environment and to serve the University, community, profession, and church in accordance with Baylor’s mission and goals.  Tenure track faculty are required to met with tenured colleagues annually for feedback/guidance on their progress toward tenure.  At these annual meetings, tenure track faculty are given specific, written suggestions tailored to their teaching assignments, research agenda, and service expectations.  The suggestions are intended to facilitate the faculty member’s journey toward tenure. Tenure candidates are expected to document in their tenure notebook how they support Baylor’s stated mission.
II. Teaching Expectations

Outstanding teaching should be a center piece in all Schools of Education to prepare teachers and administrators who are committed to improving the instructional process at all levels.  Consequently, tenure candidates in the Department of Educational Administration must demonstrate competence in their academic discipline(s) and in the ability to increase student understanding and application of subject matter content.

When applicable, tenure track faculty are expected to educate both graduate and undergraduate students in the theory and practice of the profession.  Faculty are expected to use a variety of teaching methodologies in their interactions with students, including but not limited to, traditional lecture settings, seminars, practica, mentoring, off-campus field trips, team teaching, and interactive technologies.  In all cases, teaching practices will be based on current research and best practices in the field.  All faculty are expected to advise and mentor students.  Tenure track faculty will be expected to incorporate their research findings in course content, demonstrate sensitivity and responsiveness to diversity and equity, and foster creative thinking and problem solving among their students through innovative teaching strategies that engage students intellectually, emotionally, experientially, and spiritually.
Tenure candidates are expected to mentor and guide graduate students.  Candidates can document compliance with this expectation through service on dissertation and thesis committees, collaboration with students on professional presentations or co-authorship of publications, joint research agendas, and assistance with employment or graduate school applications.
Finally, tenure candidates must demonstrate a commitment to the continuous and lifelong learning process that is central to the work of a scholar.  Faculty are expected to stay current with best practices and trends in their specific discipline, and use this information in course development, regular syllabus revision, program development, and classroom instruction.

Tenure candidates may document their compliance with the University’s teaching expectations through student evaluations, peer reviews, letters of commendation and evaluation, testimonials, teaching awards and honors, course syllabi, publications, professional presentations, and commendations/recognitions from professional organizations and colleagues.
III. Scholarship Expectations

Scholarship has been defined as “a formal, on-going process of developing and sharing work with peers who evaluate the merits of the contribution.”  (Mitchell, M. 1999).  Scholarship as Process.  Journal of Teacher Education, 50 (4), 267-277, quoted in A Faculty Guide for Scholarship in the School of Education, Baylor University, 2000.  Although there are a variety of creditable forms of scholarship, the single most important element in academic research is peer review.  Consequently, peer-reviewed journal articles are a common and respected form of research in the academy.  The Department of Educational Administration also values and recognizes the publication of books in one’s discipline or related fields as evidence of scholarly endeavor.  Other examples of scholarship include book reviews, book chapters, funded grant proposals, encyclopedia entries, editorials, and handbooks that include best practices and required procedures in the field.  Tenure-track faculty are required to document a consistent pattern of peer-reviewed scholarship that contributes to the literature of the profession and/or influences best practice.  Tenure candidates may satisfy this expectation through a variety of venues, but their research and related publications should be peer-reviewed and part of an on-going and focused research agenda.  Ideally, every publication will contribute in a meaningful way to the practice and advancement of the profession.

For a list of professional journals recommended by the Department faculty as publication sources, see the Department of Educational Administration’s list of Recommended Key Journals (see Appendix B).
IV. Service Expectations

Candidates seeking tenure and promotion to associate professor must document active involvement in promoting the mission and goals of the Department and School of Education through service to the University, profession, community, and church.  Candidates are expected to participate in department governance through committee service, advisement and mentoring of students, collaboration with colleagues, and support of community activities.  Active engagement with professional organizations at all levels is expected.  Service to the profession, school, University, community, and church can be documented in a variety of ways; the means of documentation will vary depending on the interests and personal agenda of the individual candidate.  Tenure track faculty are expected to provide evidence of heir commitment to Baylor’s distinctive Christian mission.  Active involvement in a  local church is, of course, one effective way to document that commitment.

V. Collegiality

Well qualified faculty members dedicated to excellence are essential to the achievement of the vision and mission of Baylor University, the School of Education, and the Department of Educational Administration.  Faculty are expected to treat their colleagues and students with respect and exhibit interest in and support of the work of their peers, the department, the school, and the University.  Tenured faculty are expected to nurture, mentor, and advise tenure track faculty throughout their tenure journey.  In their personal activities and relationships, faculty members should maintain a level of ethical and moral behavior that is supportive of and consistent with the Christian mission of Baylor University.
Appendix A



Tenure and Promotion Criteria:
Summary of Peer Institution Data

(Last Revised April 28, 2009)
University of North Texas (UNT)
· The Department of Teacher Education and Educational Administration does not have written guidelines regarding the type and amount of research required to obtain tenure. 

· There is general agreement that nontenured faculty are expected to publish at least two refereed articles per year if they expect to be promoted to Associate Professor and receive tenure. 

· At least some of the articles must be published in top tier journals, and the tenure candidate must be the sole or first author. 

· Research and teaching are emphasized more than service at UNT.

· UNT does not use a journal ranking system at this time and has not developed a list of acceptable journals. 

· UNT does use outside evaluators to review each tenure candidate’s materials. The candidate and the Department Chair both submit lists of potential evaluators to the Dean. The Dean then selects reviewers from the two lists. Outside review letters must come from professors at universities that are ranked at least as high as UNT among research and teaching institutions. 

Southern Methodist University (SMU)

· Research and teaching are valued more than service at SMU. The SMU tenure document states “Tenure is awarded for outstanding performance in either research or teaching. Excellence is expected in both areas, with outstanding performance expected in one, and at least high quality in the other”

· Scholarship criteria are based heavily on the Boyer model (discovery, integration, application, and teaching). 

· The following types of research are considered acceptable: “refereed journals in print and/or electronic forms, books intended for the academic community and published by a nationally recognized publisher; chapters in edited books, and refereed monographs”. 

· SMU does not specify a minimum number of publications required to receive tenure.

· SMU does not use a journal ranking system and has not identified a list of acceptable journals. 

· At SMU, each tenure candidate’s file must be reviewed by at least six external evaluators (reviewers). 

Texas A&M University
· Research, teaching, and service are emphasized evenly in the tenure process at Texas A&M. The document states “Promotion to the rank of associate professor will be based on a cumulative assessment of achievement in teaching, research, and service as judged by departmental peers and supported by external scholars representing the person’s area of emphasis”. 

· The following types of research activities are considered acceptable at Texas A&M: research articles, scholarly articles, sponsored research, conference presentations, journal editorships, authorship of scholarly texts, authorship of technical papers, awards, honors, and certificates”. 

·  A specific number of publications is not stated in the Texas A&M document, but the understood expectation at Texas A&M (based on conversation with faculty) is that 1-2 publications per year is necessary for progress toward tenure (1 per year is acceptable if the quality is high)

· Texas A&M does not use a journal ranking system. Academic departments assess the rigor of a journal by reviewing acceptance rate, review procedures, and strength of editorial board. 

· Texas A&M identifies a minimum of 3 outside reviewers to review each tenure candidate’s materials.

Peabody College of Education at Vanderbilt
· At Peabody, research and teaching appear to be emphasized more than service. The document states “Tenure appointments at Peabody College require a high level of effectiveness in teaching and excellence in scholarship so as to gain favorable recognition in one’s field or discipline at a national level. Appropriate service to the University, the faculty member’s field or discipline, and the larger professional community are also expected”. 

· Peabody appears to be particularly concerned about how their faculty members are viewed by other institutions. For example, the document states “Vanderbilt expects the level of quality and achievement to be equivalent to that required for tenure in leading departments of other major research universities”. 

· Peabody’s tenure and promotion document identifies the following “common criteria” they use to judge scholarship: “Substantive contributions to new knowledge that may include contributions to theory, practice, and the development of analytical methods; creative interpretation and use of ideas; appropriate and logical scope and progression of scholarship with a well-defined and sustained program of research; integrity; and importance as determined by professional peers”.

· The following types of scholarship and research are considered acceptable at Peabody: “academic journal articles, books, book chapters, governmental publications, and/or journals aimed at practitioners”.

· Peabody does not identify a specific number of publications that is necessary for tenure. 

· Peabody also does not use a journal ranking system.

· Peabody solicits outside evaluators to review each tenure candidate’s materials. 

The University of Texas at Austin
· Teaching and research appear to be emphasized above service at UT-Austin. 

· In their tenure materials, candidates are expected to identify their five most significant works.

· UT-Austin uses a “budget council” process to review research quality and productivity. Details of what the “budget council” means and how it is established is not indicated in the document.

· UT-Austin does not use a journal ranking system and has not developed a list of key or acceptable journals.

· UT-Austin does not indicate a specific number of required publications per year, but there is a general agreement that tenure track faculty will publish at least two articles per year if they are to receive tenure and be promoted in rank.

·  UT-Austin uses a minimum of 4 external reviewers in the tenure process. 

Appendix B

List of Key Journals for Publication

Last Revised May 5, 2009

Key K-12 Journals

AASA Journal of Scholarship and Practice
Adult Education

Education and Urban Society

Educational Administration Quarterly

Educational Leadership

Educational Leadership and Administration
Educational Perspectives

Executive Educator

Journal of Educational Administration 

Journal of Higher Education

Journal of School Leadership

Phi Delta Kappan
Key Higher Education and Student Affairs Journals

College Student Affairs Journal

Community College Journal

Community College Review

Journal of College and University Law

Journal of Student Affairs Research and Practice

Journal of College Student Development

Journal of College and University Student Housing

Journal of Higher Education

Review of Higher Education

Research in Higher Education

Teachers College Record

The Presidency

West’s Education Law Reporter

Leadership Education Journals

Journal of Leadership Studies

Leadership Quarterly

Other Important Publication venues encouraged by the department

About Campus

The Chronicle of Higher Education

C. Department of Education al Psychology

Baylor University

School of Education

Department of Educational Psychology

Criteria for Tenure and Promotion

Approved May 13, 2009

Introduction and Context

The faculty members in the Educational Psychology Department (EDP) represent multiple academic disciplines including educational psychology, school psychology, special education, and gifted education. Further, the department offers several programs at the graduate and undergraduate levels, including Ph.D. and Master’s programs in educational psychology, Educational Specialist (Ed.S.) in school psychology, Bachelor of Science in special education, and certificates in special and gifted education. The department has teaching, scholarship, and service expectations that are consistent with the mission of Baylor University and the School of Education. 

Process and Procedure.  The tenure and promotion criteria below were created by a sub-committee of the department, consisting primarily of the tenured faculty. The document integrates information from a previous school of education (SOE) tenure document, the 2008 Baylor University Academic Summit, and a selection of peer institutions. Baylor’s educational psychology department is somewhat unique in that it offers a relatively high number of programs for the small number (n=10) of faculty members; thus, it was a challenge to find a pure peer academic department. The peer institutions included Loyola University-Chicago; University of North Texas; University of Kansas; and Brigham Young University. (See Appendix A for summary of peer institution tenure documents). Once a draft was created, all faculty members in the department were given an opportunity to review and request changes, and the department voted to approve the document on May 13, 2009. 
Purpose of Document. The tenure/promotion criteria are intended to provide guidance for tenure-track faculty members as they move through the tenure process, and for tenured faculty members that seek promotion to full professor. As such, it is critical that the tenure-track faculty member (or tenured faculty member pursuing full professor) make her/his case for tenure/promotion and that each tenure/promotion case is reviewed in the context of the differing workloads, teaching responsibilities (which includes chairing dissertations), service roles, and type of scholarship. The document should be viewed as a guide for tenure-track faculty members as it will be used as a template by tenured faculty in the department during annual reviews. Feedback/guidance provided annually will be in a form that offers greater specificity in tenure expectations and modifies these expectations to specific differences, faculty professional interests, and potential emerging opportunities. Tenured faculty members that seek promotion to full professor should also use this document for guidance. 
I.  Teaching Expectations (Teaching and Its Related Scholarly Work)

Faculty are expected to document a consistent record of quality teaching and development in teaching, as demonstrated by peer and/or department chair evaluations, student evaluations, artifacts of instruction such as syllabi, class assignments, instructional development, and student work; student evaluations, formal and informal; evidence of reflection and growth in teaching through curriculum and instructional development, action research, and professional development.  Evidence of teaching quality must include a systematic assessment of student opinion as required by university policy.

Quality of Teaching

Indicators of teaching quality, either in classes involving groups of students or in work with individual students, may include, but are not limited to:

· Goals and objectives of the learning experience are stated and take into consideration the curriculum of which the experience is a part, with attention to accreditation and licensure guidelines:

· Teaching shows constant incorporation of recent scholarship in content and pedagogy, including appropriate application of information technology;

· Teaching shows responsiveness to student diversity and to the differing prior knowledge, needs, and interests of students

· Teaching leads to student learning which gives evidence of critical and creative thinking and is consistent with the goals of the learning experience;

· Mentoring and advising of students encourages their success in achieving program goals and objectives, and results in increased student retention, when appropriate;

· Mentoring and advising of students leads to their demonstration of professional leadership and development through presentations, publication, professional recognition, and/or other indicators appropriate to their level;
· Evidence-based teaching practices are incorporated into syllabi, instruction, and assessments
Development of Teaching

Indicators of growth or development in teaching may include, but are not limited to:

· Faculty are expected to engage in activities which strive to ensure successful student performance in post-graduation experiences, including job performance and success on professional entrance examinations;

· Faculty are expected to stay current with best practices and trends within their disciplines in order to meet requirements for licensure and adhere to professional standards;

· Growth in teaching is supported by effective participation in program decision-making processes about curriculum, instruction, and assessment;

· Growth in teaching is promoted through refinement and development of curricula, including preparation of new courses, active participation in Professional Development Schools, revision of existing courses, and engagement in scholarly strategies such as action research, study group participation, or publications and presentations about teaching practice; 
· Faculty are expected to use faculty and student feedback in improving syllabi, instruction, and assessments;
· Growth in teaching is promoted through innovation in methods of instruction such as team teaching, debates, inquiry-based learning, simulations, etc;

· Mentoring and advising of undergraduate/graduate students leads to products (such as portfolios, dissertations, examination results, publications, presentations, and teaching) of recognized quality.

Evidence of Participation in Graduate Education:

Candidates for tenure and/or promotion to associate professor must be members of the Graduate Faculty. Candidates are expected to demonstrate evidence of providing guidance and leadership to graduate students through one or more of the following activities: 

· Service on dissertation and thesis committees;

· Joint authorship or joint presentations; and

· Collegial research agendas

· Student advising and mentoring progress toward graduation 

II.  Scholarship Expectations (Research and Scholarly/Creative Contributions)

Publications

Candidates for tenure and/or promotion are expected to demonstrate continuous progress in the area of research publications, as defined by the discipline.  Candidates are also expected to demonstrate continual growth and development in research and scholarly activity. Specific to growth and progress are issues of quantity and quality scholarship.  
Quantity: Candidates will be expected to have published an average of 1-2 peer-reviewed publications per year related to their academic field.  Book chapters in an edited book will count as one peer-reviewed publication if the book is published by a scholarly press, professional organization press, or peer-reviewed solicited entries. 

*Note that brief selected entries in encyclopedias will not count toward tenure or promotion, but can be noted as an indicator of professional scholarship. 

Quality: It is expected that some of the publications for the tenure candidate and the majority of articles for promotion to full professor will be in “top level” journals as defined by the department.  It is recommended that most other published articles are in “middle level” journals. A candidate’s total number of publications may include articles “in press.”  See Appendix B for a list of journals, noting that this list can be updated throughout the tenure/promotion process. 

The following types of non-peer reviewed articles are discouraged unless the candidate can make a solid case for its merits.

· Encyclopedia entries

· Magazine articles

· Newsletters

· Other non-peer reviewed articles

Authorship Order: The candidate must attempt to be the lead author in the majority of published articles, and be one of the first 3 authors in all articles.  It is understood by department faculty that there can be extenuating circumstances with respect to authorship order, and the candidate has the right to make her/his case for the high quality of collaborative work produced when listed as an author lower than third.

Presentations

Candidates for tenure are expected to make an average of 1-2 presentations a year at national and/or international peer-reviewed professional meeting and conferences. If extenuating circumstances are present (e.g., university finances, illness, etc) the tenure-track faculty needs to explain the circumstances. 
Grants

Faculty must document evidence of external grantsmanship efforts. This includes grants at the federal/state level, and/or competitive foundation that are research-focused. Candidates are expected to apply for at least 2 grants toward the end of the tenure process, and at least 4 for promotion to full professor. The candidate should be the principal investigator or co-principal investigator (i.e., the University should be able to share indirect costs). It is advantageous for the candidate to have had at least 1 grant accepted, but is not paramount to tenure. It is expected that the faculty member have at least 1 grant of the type described above accepted for promotion to full professor. A successful and significant grant may count for one or possibly two journal articles. This would be determined based on the significance of the grant (i.e., financial amount, length of grant, acceptance rate, etc). 
Other Scholarly, Creative, and Professional Activities

Applications of research contributing to a candidate’s overall profile may be demonstrated in a variety of additional activities, including, but not limited to:

· Development of tests or assessment instruments*;
· Development of software and/or multimedia products*;

· Editorships, edited volumes and service on editorial boards;

· Receipt of academic fellowships; and
· Curriculum materials
*Development of tests, assessment instruments, software, curricula, and multimedia products, while admirable, are often time consuming and are discouraged for tenure-track faculty members. Activities such as this would be welcomed as a tenured faculty member, and can be factored in to promotion to full professor.

III.  Service Expectations (Profession, University, Community, Student, and Church)
Service is principally involved in the identification, development, and rendering of educational and technical service to individuals, communities, organizations, and public agencies. To a great extent, service involves the application of the faculty member’s professional training and competence to issues and problems of significance to constituencies.  Service is also related to the achievement of academic program objectives of the units to which the faculty member is appointed. Faculty members are expected to be contributing members, in a variety of ways, both of the University community and of the larger academic, civic, and religious communities as well. Tenured and tenure-track faculty after their third probationary year are expected to serve on at least one and no more than three University committees. Candidates are expected to serve at the departmental, school and university levels.  Tenure and promotion requires evidence of significant departmental committee involvement. Candidates are expected to engage in service activities in each of the following areas: 

Service to the Profession

Candidates in EDP are encouraged to participate in activities to their respective profession. Examples of service to the discipline or profession may include, but are not limited to:

· Involvement with field practitioners;

· Involvement with private and public, profit and non-profit organizations in which members apply their academic expertise to enhance the efficiency or effectiveness of the organizations served;

· Membership and participation in professional organizations;

· Participation in and maintenance of professional accreditation/approval activities;
· Elected officer positions or key committee assignments within professional organizations at the local, state, regional, national level, or international level;

· Workshops and/or invited presentations
Service to the University

Candidates in EDP are expected to participate fully in service to the University. Examples of institutional service may include, but are not limited to:

· Faculty governance activities, including providing meaningful contributions toward meeting the goals and objectives of program, department, School, or University committees, task forces, or governance bodies as an appointed or elected member, serving as a committee or task force chair, serving as a program coordinator, graduate director or assistant department chair, etc.;

· Program, Department, and School support activities, including participating in student recruiting activities, commencement ceremonies, and faculty meetings; providing workshops/seminars.
Service to the Community

Candidates in EDP are expected to provide service to the Community. Examples of community service may include, but are not limited to:

· Providing services to the public through involvement in schools, clinics, hospitals, laboratories, centers, or non-profit organizations, etc.;

· Making research understandable and useable in specific professional and applied settings, including technology transfer activities;

· Engaging in activities that address public-interest problems, issues, and concerns, aimed at either general or specialized audiences; and

· Involvement in communications directed toward popular and non-academic publications including newsletter, radio, television and magazines.

Service to the Student

Candidates in EDP are expected to participate in service to students at Baylor University, primarily in the areas of academic/professional growth. Examples of student service may include, but are not limited to:

· Assisting students in the transition from school to professional life through formal and informal mentoring, job seeking assistance, and providing letters of recommendation and referral;

· Serving as a faculty advisor for a student chapter of a professional organization;

· Providing extracurricular seminars or workshops to students such as: ways to improve study habits, writing and speaking skills, and preparing for job interviews, preparing for entrance or exit exams, etc.;

· Being available to consult with students on campus and/or via other appropriate means

Service to the Church

Tenure-track candidates and tenured candidates applying for promotion to full professor are asked to provide evidence of active religious service and evidence of one’s commitment to Baylor’s distinctive Christian mission. Active involvement in a local church is one effective way to document that commitment.
IV.  Collegiality
Candidates are expected to treat their colleagues and students with respect.  In their personal activities and relationships faculty members should maintain a level of ethical and moral behavior which is supportive of and consistent with the Christian mission of Baylor University.
Appendix A

Tenure and Promotion Criteria:
Summary of Peer Institution Data

(May, 2009)
Peer Institutions: The University of North Texas; The University of Kansas; The University of Loyola-Chicago; Brigham Young University

University of North Texas: A satisfactory performance in this area will consist of one national refereed publication for every 25% of effort. Publications should include sole or lead authorship as well as collaborative efforts and include some empirical publications as appropriate for the discipline.   
NOTE: This rate would result in approximately 1.6 publications per year at 40% workload effort. For tenure seeking individuals this would mean about 9.5 publications. Fewer publications would be sufficient if the publications were in highly recognized journals. More publications would be necessary if articles were published in lesser-recognized journals or if few articles had the applicant as lead author.

The University of Kansas: Assistant professors are expected to develop and carry out a focused program of original research and to disseminate the products of their research program in scholarly outlets appropriate to their field. Candidates for promotion to associate professor and tenure are evaluated on the quality and quantity of their research products and on the extent to which they show promise for future scholarly productivity.

No particular method of scholarly inquiry is preferred to another as long as the work is rigorous and the methods appropriate to the field. Judgments concerning quantity of scholarship are not based simply on the number of scholarly products, but on whether the totality of the work represents a substantial and sufficient contribution to scholarship within the field. Judgments concerning future promise are based on completed works not yet published, works in progress, and candidate’s statements concerning plans for future research.
University of Loyola Chicago: Promotion to Associate Professor is based on evidence that the candidate has(1) developed an area of research specialization that has resulted in publications and presentations at professional meetings,  (2) demonstrated competence in the classroom and in other important teaching and advising activities, and (3) established a reasonable record of service to the University and profession.  Promotion to the rank of Professor requires not only evidence that the candidate has developed a record of sustained scholarship, teaching competence, and acceptable service, but also that the candidate has attained visibility in his or her profession beyond the University.

The candidate will be expected to formulate a scholarly agenda that is appropriate to the discipline or field.  The following indicate appropriate categories of research and publication:  (1) original research that generates knowledge, (2) work that applies knowledge to the discipline or the field, and (3) work that disseminates knowledge in the discipline or field.  While all three of these categories are appropriate to decisions affecting rank and tenure, special recognition is given to work that is an original contribution.  Because of the need to consider carefully the value and quality of publications, it is not a straightforward matter to specify the number of publications expected of a single candidate.  The candidate’s contribution to scholarship can take the form of articles in refereed journals, books, book chapters, and edited volumes.  Essay reviews, book reviews, multimedia products, and research-based instructional materials are also scholarly contributions that can supplement, but not substitute for, scholarly, refereed publications.

Brigham Young University: Scholarship should contribute to the university mission. Scholarship should infuse and inspire the faculty member's teaching both directly and indirectly. It must not interfere with or detract from teaching, but support and strengthen it. Because of diversity among the academic disciplines and because of the variety of intellectual tasks with which faculty are concerned, a faculty member's scholarship may take different forms, so long as the work is of high quality. Scholarship includes, among other things, the discovery of new knowledge and original insights that add to the world's body of knowledge and understanding; the application of existing knowledge to the solution of practical problems; the integration of existing knowledge through interdisciplinary work; studying and improving the presentation of existing knowledge; and aesthetic or intellectual expression reflecting achievement in creative or performing arts.

Professorial faculty (and professional faculty whose responsibilities include scholarship) are expected to demonstrate consistent productivity of high quality scholarship over their entire careers. Both quality and quantity are relevant in assessing a faculty member's scholarly record. While the expected type and quantity of scholarship vary by discipline, subject area, and the fraction of a faculty member's assignment devoted to scholarship, the expected level of quality must always be high. The reputation and selectivity of scholarly presses and journals are relevant in evaluating the quality and impact of scholarship. Generally, faculty are encouraged to publish in nationally and internationally recognized peer-reviewed scholarly presses and journals in the discipline. The further removed that scholarship is from this format, the greater the responsibility of the faculty member and the department to provide for a critical evaluation that verifies the quality of the work. 

Evidence of scholarship includes but is not limited to the following, so long as the above criteria are satisfied. Evidence should emphasize work performed at BYU and since the last rank advancement, and should include; refereed scholarly publications, including books, articles, refereed conference proceedings; other scholarly publications, including books, textbooks, monographs, book chapters, abstracts, translations which contribute to a body of knowledge or reflect significant scholarly activity and expertise; technical reports and similar publications that present new ideas or incorporate scholarly research, and which contribute to the professional literature, the advancement of professional practice, or the improvement of professional education; peer-reviewed or juried creative works, such as paintings, public performances, exhibits, published poetry, and published essays; grants for research or creative work, when resulting from a competitive process of peer review. Grants may evidence the quality of the prior body of work upon which the research proposal is based. Proposals which received high ratings, but no funding, may also be considered; intellectual property developed, such as software or patents; and -presentations at professional meetings and conferences. Although presentations are evidence of scholarly activity, they should be developed into publications.

Appendix B

List of Acceptable Journals for Publication

Last Revised May, 2009
Note: These are all peer-reviewed. The faculty members in the EDP understand that the list can be updated. 

	Journal Titles 

	Action in Teacher Education 

	Adapted Physical Activity Quarterly

	Adult Span Journal

	American Educational Research Journal

	American Journal of Distance Education

	American Journal of Education

	American Journal of Evaluation

	American Journal on Mental Retardation

	American Psychologist

	Analysis of Verbal Behavior

	Annual Review of Psychology

	Applied Developmental Science

	Applied Measurement in Education

	Applied Psychological Measurement

	Assessment for Effective Intervention

	Association of Learning and Technology Journal (ALT-J)

	Augmentative and Alternative Communication

	Autism

	Behavior Analysis in Practice

	Behavior Analyst

	Behavior Genetics

	Behavior Modification

	Behavior Research Methods

	Behavior Therapy

	Behavioral and Brain Sciences

	Behavioral Disorders

	Behavioral Interventions

	British Journal of Developmental Disabilities

	British Journal of Developmental Psychology

	British Journal of Educational Psychology

	British Journal of Mathematical & Statistical Psychology

	British Journal of Special Education 

	Career Development Quarterly

	Change

	Child and Youth Care Forum

	Child and Youth Services Review

	Child Development

	Cognition

	Cognitive Development

	Cognitive Psychology

	College Student Affairs Journal

	Communication Disorders Quarterly

	Contemporary Educational Psychology

	Counseling and Values

	Counselor Education and Supervision

	Creativity Research Journal

	Developmental Psychology

	Developmental Review

	Early Childhood Education Journal

	Early Childhood Research Quarterly

	Early Education and Development

	Editorial: Academe

	Editorial: Educational Leadership

	Editorial: Intelligence

	Editorial: Intervention in School and Clinic

	Editorial: Peabody Journal of Education

	Editorial: Phi Delta Kappa

	Education and Training in Developmental Disabilities

	Education and Treatment of Children

	Educational and Psychological Measurement

	Educational Assessment

	Educational Evaluation and Policy Analysis

	Educational Psychologist-US

	Educational Psychology Review

	Educational Researcher

	Elementary School Journal

	Evaluation Review

	Exceptional Children

	Experimental Psychology

	Family Journal

	First Language

	Focus on Autism and Other Developmental Disabilities

	Gifted Child International

	Gifted Child Quarterly

	Gifted Child Today 

	Harvard Educational Review

	Human Development

	Infancy

	Infant Behavior and Development

	Infant Mental Health Journal

	Intellectual and Developmental Disabilities

	Intelligence

	International Review  of Research in Open and Distance Learning

	International Review o Research in Mental Retardation

	Internet and Higher Education

	Journal of Academic Ethics

	Journal of Addictions & Offender Counseling

	Journal of Adolescent Research

	Journal of American Academy of Child and Adolescent Psychiatry

	Journal of American Academy of Special Education Professionals

	Journal of Applied Behavior Analysis 

	Journal of Applied Developmental Psychology

	Journal of Applied Psychology

	Journal of Attention Disorders

	Journal of Autism and Developmental Disabilities

	Journal of Autism and Developmental Disorders

	Journal of Career Development

	Journal of Child and Adolescent Psychopharmacology

	Journal of Child Language

	Journal of Classification

	Journal of Cognitive Psychotherapy

	Journal of College Counseling

	Journal of College Student Development

	Journal of Constructivist Psychology

	Journal of Correctional Education

	Journal of Counseling and Development

	Journal of Developmental and Physical Disabilities

	Journal of Developmental Disabilities

	Journal of Diversity in Higher Education

	Journal of Early Adolescence

	Journal of Early and Intensive Behavioral Intervention

	Journal of Early Intervention

	Journal of Education of the Gifted

	Journal of Educational and Behavioral Statistics

	Journal of Educational Measurement

	Journal of Educational Psychology

	Journal of Educational Technology & Society 

	Journal of Emotional and Behavioral Disorders

	Journal of Employment Counseling

	Journal of Excellence in College Teaching

	Journal of Experimental Analysis of Behavior

	Journal of Experimental Child Psychology

	Journal of Experimental Education

	Journal of Experimental Psychology-General

	Journal of Experimental Psychology-Learning Memory and Cognition

	Journal of Further and Higher Education

	Journal of Humanistic Counseling, Ed. & Dev. 

	Journal of Individual Psychology

	Journal of Interactive Online Learning

	Journal of Learning Disabilities

	Journal of Mathematical Psychology

	Journal of Memory and Language

	Journal of Mental Health Counseling

	Journal of Multicultural Counseling and Development

	Journal of Online Learning and Teaching

	Journal of Personality and Social Psychology

	Journal of Positive Behavior Interventions

	Journal of Postsecondary Education and Disability

	Journal of Psycho-educational Assessment

	Journal of Psychological Assessment

	Journal of Reproductive and Infant Psychology

	Journal of Research and Development in Education

	Journal of Research in Adolescence

	Journal of Research in Childhood Education

	Journal of School Psychology

	Journal of Secondary Gifted Education

	Journal of Special Education 

	Journal of Specialists in Group Work

	Journal of Teacher Education

	Journal of Technology, Learning, and Assessment

	Journal of Youth and Adolescence

	Language and Cognitive Processes

	Learning and Individual Differences

	Learning Disabilities Quarterly

	Learning Disabilities Research & Practice

	Measurement and Evaluation in Counseling and Development

	Memory and Cognition

	Mental Retardation

	Merrill-Palmer Quarterly

	Multivariate Behavioral Research

	Online Journal of Distance Learning Administration

	Organizational Research Methods

	Personality and Individual Differences

	Personality and Social Psychology Bulletin

	Personality and Social Psychology Review

	Practical Assessment, Research and Evaluation

	Psychological Assessment

	Psychological Bulletin

	Psychological Methods

	Psychological Review

	Psychological Science

	Psychology

	Psychology in the Schools

	Psychology of Learning and Motivation-Advances in Research and Theory

	Psychometrika

	Quarterly Journal of Experimental Psychology Section A-Human

	Remedial and Special Education

	Research and Practice for Persons with Severe Disabilities

	Research in Autism Spectrum Disorders

	Research in Developmental Disabilities

	Review of Educational Research

	Review of General Psychology

	Review of Higher Education

	Roeper Review 

	School Counselor

	School Psychology International

	School Psychology Quarterly

	School Psychology Review

	Sexuality and Disability

	Social Cognition

	Sociological Methods & Research

	Structural Equation Modeling-A Multidisciplinary Journal

	Studies in Higher Education

	Teacher Education and Special Education

	Teachers College Record

	Teacher's College Record

	Teaching Exceptional Children

	Tempo

	Texas Counseling Association Journal

	Topics in Early Childhood Special Education 

	Young Exceptional Children
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Introduction

The Department of Health, Human Performance, and Recreation (HHPR) has a dedicated and talented group of professors and lecturers who represent a number of disciplines within our field. These disciplines include athletic training, biomechanics, exercise physiology, health education and promotion, sport pedagogy, sport management, sport nutrition, sport psychology, and recreation & leisure services.  As a result, faculty members as well as lecturers have a diverse array of professional interests and teaching, research, and service expectations. The following information represents tenure, promotion, and annual performance criteria for the Department of HHPR. These criteria have been based on criteria related to the mission and goals of Baylor University and the School of Education (SOE) as outlined in the University’s 2012 Vision Statement and the Baylor University Faculty Handbook.

The purpose of developing this set of criteria was to provide a list of performance criteria to guide evaluators of our faculty in terms of tenure, promotion, and annual review. Additionally, the criteria articulate our performance guidelines to one another in order to better understand our own expectations. Faculty members in HHPR realize that as support increases for faculty and programs are developed, tenure, promotion, and annual review expectations may also change. Consequently, faculty members within the Department of HHPR will re-evaluate the departmental tenure, promotion, and annual review criteria on a regular basis. The following describes tenure, promotion, and annual review criteria for the Health, Human Performance, and Recreation and Leisure Services Divisions within HHPR as well as various issues related to interpreting the teaching, research, and service productivity of HHPR faculty.

Rationale and Context for Tenure, Promotion and Evaluation Scholarship Criteria in HHPR 
There are several factors that must be considered when examining HHPR faculty members’ credentials and scholarly productivity. First, the HHPR faculty is extremely diverse. As such, our criteria reflect a good deal of flexibility to accommodate different types of contributions resulting from the many different fields, and resulting workloads and expectations in HHPR. As specific examples, HHPR faculty scholarly productivity may be affected by time demands of supervising field experiences/internships (i.e., athletic training and sport pedagogy), a more limited number of journals in some specific fields (i.e., athletic training and biomechanics), and somewhat limited external funding possibilities in some areas (i.e., sport management, recreation, and sport pedagogy). 

Faculty teaching loads in HHPR may vary considerably, though most junior faculty members in HHPR have been assigned a 3-2 teaching load since the adoption of 2012 Vision and goals. Variations in teaching and administrative load from this 3-2 model should be considered when examining a candidate’s scholarly record.
Tenure-track faculty in HHPR are to be reviewed annually by tenured faculty as per Baylor University Tenure policies and procedures. During this review, tenure-track faculty are to be provided feedback/guidance that provides greater specificity in tenure expectations relative to workload considerations, individual disciplinary considerations, and faculty professional interests/directions. Thus, the department’s tenure criteria are to be adjusted somewhat to fit the specific load, specialty areas, and other unique considerations to be made on an individual basis. In this sense, the department’s tenure criteria are not absolute in terms of any numeric expectations as may be suggested in other parts of this document, though such numeric guidelines serve as a starting point for discussion between tenure candidates and the tenured faculty.
Criteria were developed using a variety of peer institutions with HHPR-related departments as reference points. Peer institutions were defined as those in the region, and/or other private institutions of similar size or mission. Tenure and promotion standards at such institutions were examined as our department standards were developed and revised. This was done to ensure that our department standards included key elements that should be considered in the tenure, promotion and evaluation process. Additionally, examination of the tenure/promotion criteria at peer institutions confirmed that HHPR’s current standards were of sufficient quality and rigor. Specific institutions to which our standards were compared included:
· Texas Tech University

· Texas Women’s University

· University of North Texas

· Texas Christian University

· Wake Forest University

As is apparent in Appendix A, the criteria from these HHPR-related departments in peer institutions vary markedly. Our expectations are typically more clearly stated than that of these other universities’ HHPR-related departments, but assessment of relative rigor is difficult to make as only 2 of these 5 institutions had specific numeric criteria (UNT and TWU). Considering these 2 schools, our department’s standards appear to be of equal or greater rigor.
I. Teaching Expectations  (Teaching & Related Scholarly Work)

Faculty members are expected to document a consistent record of quality teaching and development in teaching, as demonstrated by peer and/or department chair evaluations, student evaluations and artifacts of instruction such as syllabi, class assignments, instructional development, and student work; student evaluations, formal and informal; evidence of reflection and growth in teaching through curriculum and instructional development, and professional development. Evidence of teaching quality must include a systematic assessment of student opinion as required by university policy.

Quality of Teaching

Indicators of teaching quality, either in classes involving groups of students or in work with individual students, may include, but are not limited to:

· Goals and objectives of the learning experience are stated and take into consideration the curriculum of which the experience is a part, with attention to accreditation and licensure guidelines:

· Teaching shows constant incorporation of recent scholarship in content and pedagogy, including appropriate application of information technology;

· Teaching shows responsiveness to student diversity and to the differing prior knowledge, needs, and interests of students

· Teaching leads to student learning which gives evidence of critical and creative thinking and is consistent with the goals of the learning experience;

· Mentoring and advising of students encourages their success in achieving program goals and objectives, and results in increased student retention, when appropriate;

· Mentoring and advising of students leads to their demonstration of professional leadership and development through presentations, publication, professional recognition, and/or other indicators appropriate to their level;

· Faculty members are expected to implement professional programs that are indicative of best instructional practices. Thus, faculty are expected to participate in the delivery of training and education activities in applied settings, including Professional Development Schools, clinics, hospitals, laboratories, and/or centers as appropriate;

Development of Teaching

Indicators of growth or development in teaching may include, but are not limited to:

· Faculty are expected to engage in activities which strive to ensure successful student performance in post-graduation experiences, including job performance and success on professional entrance examinations;

· Faculty are expected to stay current with best practices and trends within their disciplines in order to meet requirements for licensure and adhere to professional standards;

· Growth in teaching is supported by effective participation in program decision-making processes about curriculum, instruction, and assessment;

· Growth in teaching is promoted through refinement and development of curricula, including preparation of new courses, active participation in Professional Development Schools, revision of existing courses, and engagement in scholarly strategies such as action research, study group participation, or publications and presentations about teaching practice; 

· Growth in teaching is promoted through innovation in methods of instruction such as team teaching, and engaging in scholarly strategies that involve innovative methods of teaching;

· Mentoring and advising of undergraduate/graduate students leads to products (such as portfolios, dissertations, examination results, publications, presentations, and teaching) of recognized quality.

Evidence of Participation in Graduate Education

Candidates are expected to demonstrate evidence of providing guidance and leadership to graduate students through one or more of the following activities: 

· Service on dissertation and thesis committees;

· Teaching graduate courses;

· Joint authorship or joint presentations; 

· Collegial research agendas; and

· Student advising and mentoring progress toward graduation

Promotion to Full Professor

To be amended

II.  Scholarship Expectations (Research & Scholarly/Creative Contributions)

The standard productivity rate in HHPR is 1-2 publications per year and 1-2 presentations per year at national or international conferences. Grant writing to external funding agencies is highly encouraged, but not required annually to be considered as meeting standards. However, it is emphasized that these standards, and the capacity to which a faculty member has met these standards, will vary based on:

· The candidate’s workload

· The quality of the publications or presentations, and/or prestige of funding sources

· The candidate’s relative contribution (often indicated by place of authorship) to the publications, presentations, or grant proposal

· The candidate’s overall profile including administrative responsibilities, access to graduate students, and access to appropriate research facilities

Thus, the actual expected productivity standard is to be determined by on-going evaluation by the HHPR tenured faculty (in the case of tenure review), full professors (in the case of promotion to full professor), department chair, and the dean. Though HHPR has identified quality journals within their individual disciplines, it remains the responsibility of the candidate to address the quality of publications with respect to factors such as impact factor, number of citations, circulation of journal, reputation, etc. Such factors are also to be addressed by external reviewers. A candidate for tenure/promotion or promotion to full professor will count articles in press toward his/her total number of publications. In the annual evaluation process, articles in press will not be considered except as a means of overall scholarly engagement/progress. 

Quality of Publications

Because there are different definitions of impact, HHPR faculty did not feel that a list of “high impact” journals could be established without qualification. For example, The Research Quarterly for Exercise and Sport (RQES) may have a higher impact factor than the Journal of Physical Education, Recreation, and Dance (JOPERD). However, JOPERD has a much higher circulation and will reach more practitioners. The nature of the article and the purpose of the article may determine to which journal the article should be submitted. In this sense, impact is a subjective term as used in the Academy. Ultimately, there are several ways in which a journal article could have strong impact, and the HHPR faculty stated that no one measure of impact would be entirely appropriate. In the end, individual faculty members must be able to document the impact of the scholarship produced. Rejection rate, size of circulation, number of peer reviewers, and the number of subsequent citations which appear in other journal articles/publications are all factors which determine journal quality or the “impact” of an article. Such metrics should be provided when candidates submit their materials for annual evaluation, or consideration for tenure and/or promotion. 
The HHPR faculty has developed a list of quality journals ranked in order of relative prestige/impact found in Appendix B. It is important to note that the length and breadth of this list is primarily due to the diversity of research foci among HHPR faculty, and is not due to a dilution of quality by including less reputable journals. Faculty members in HHPR are expected to contribute to the advancement of their respective fields by publishing scholarly works in journals that meaningfully impact our society through a wide variety of disciplines. All of these journals are refereed and considered quality publications. Finally, though the list is quite inclusive, there are other reputable journals that, to date, have not yet been included on this list but are worthy of consideration as acceptable outlets for publication. As noted above, faculty should nonetheless include metrics of quality/rationale for publishing in the journals recorded on their vita.
Types of Scholarly Contributions and Different Types of Publications

The HHPR faculty fully supports different types of scholarship (e.g., books of scholarly significance, book chapters, refereed monographs, non-refereed articles). Specifically, we identify here common, viable forms of publication in our field. Generally, with the acknowledgement that there are often exceptions, the priority/importance of the different forms of publication follows the order below though there are certainly exceptions. In any instance, a candidate may provide information regarding the scholarly work (e.g., circulation, awards, invited work, prominence of organization, etc.) to justify its consideration of higher quality placement.
Highest Quality Contributions

· Quantitative or qualitative research published in peer-reviewed journals in print or electronic form

· Theory/review articles published in peer-reviewed journals in print or electronic form

· Academic textbooks published by nationally recognized publisher (i.e., as opposed to self-published works)

· Edited academic textbooks published by nationally recognized publisher

Important Contributions

· Book chapters in edited texts

· Refereed conference proceedings or monographs

Other Contributions

· Non-refereed articles

· Self-published works (e.g., online publications, print media, books, etc.)

· Other creative/academic activities (e.g., test development, software or technology development, website hosting or development with academic contect, non-refereed publications, published abstracts, grant proposals, book reviews, self-published works, etc.)

Quality of Presentations

Just as for publications, there are different measures of impact for presentations. The size of the meeting, the level of competition for opportunities to present, and the quality of presentations are factors which might raise conference quality. National and international level presentations are most important, though HHPR also values state and regional presentations. Again, it is the responsibility of the presenting author or authors to make a case for the impact of their presentations. 

The HHPR faculty has developed a list of quality professional organizations at which they might present their work. These organizations are grouped by state/regional or national/international level (see Appendix C). Like the large number of outlets for publication, there are many viable venues at which HHPR faculty may present their research/scholarly work. It is important to note again that the length and breadth of this list is primarily due to the diversity of research foci among HHPR faculty, and is not due to a dilution of quality by including less reputable organizations. Finally, though the list is quite inclusive, there are other reputable organizations that, to date, have not yet been included on this list but are worthy of consideration as acceptable outlets for presentation. Faculty should provide rationale for presentations given to conferences/groups not included on this list, and are encouraged to discuss presentations at conferences not included on this list with tenured faculty and the department chair in advance of such presentations.
Research Collaboration, Relative Contribution, and Order of Authorship

The fields in HHPR embrace broad-based collaborative strategies as a means of improving quality of research. Such an approach allows for effective blending of expertise from many different fields, often improving the quality of the overall research product. This is necessary as research in HHPR-related fields may involve a complex web of relationships among psychosocial, demographic, sociological, environmental, biomechanical, and physiological variables. Naturally, research questions involving such a broad array of potential influences are complicated to the degree that no single individual, entity, or professional discipline can hope to effectively address without help. For this reason, HHPR faculty frequently engage in research, program development, and community service projects that involve a wide array of research collaborators, professionals, and community volunteers, all of whom may be critical partners in the effort. In fact, because these collective efforts are so critical for success, many government-sponsored and foundational grant-funding sources only approve proposals that represent broad-based collaborative efforts. In short, lists of multiple authors are commonly found on HHPR publications, grants, and other projects. This is a natural outcome of the broad-based efforts in which HHPR researchers are commonly engaged.
In this context, there is an argument to be made that taking the lead role on a collaborative project can be of equal value as working as a solitary investigator (i.e., leading to sole authorship). Multiple-authorships in HHPR are valued and highly encouraged. In determining amount of contribution in HHPR fields, order of authorship does not necessarily determine the amount of contribution. In many cases, the first author does signify the lead role and highest level of contribution; however, in many cases, beyond the first author, it is not possible to distribute the weight of contribution. In some situations, alphabetical listings are used, particularly when the contribution is equally divided among the authors. For journals in exercise physiology, the author who made the most significant contribution may be listed last. Consequently, individual faculty members must be able to document the level of contribution made to coauthored articles. For this reason, each HHPR faculty member should provide a brief description of her/his amount and type of contribution to any project within all annual performance, tenure, and promotion documents. It is expected that candidates for tenure and/or promotion should regularly be taking a lead role on collaborative projects, though solitary efforts (i.e., sole authorship) may be substituted in this respect as well. Faculty members are encouraged to discuss issues related to contributions and order of authorship upon initiating collaborative scholarly efforts.

The types of efforts that will be valued and viewed as adequate contribution include, but are not limited to, the following: 

1. Played a lead role in any one or more of the following: project design, collection of data, implementation, analysis, and interpretation of data and the dissemination of results.

2. Played a lead role in review of literature, analysis of data, and/or writing any portion of a scholarly work.

3. Played a secondary/supporting role in several of the areas listed in #1 & #2 above.

4. In some instances, helping the project group to gain access to project participants /or existing databases or designing and developing databases may be a significant contribution, but only if such a contribution involved a significant amount of time/effort (e.g., contacting constituent groups, meeting with key leaders, holding focus groups, etc.).

In many instances, faculty may have mentored students through the research process. This mentoring process is highly valued within HHPR. Also, because there are many difficult ethical issues surrounding order of authorship, particularly as it pertains to student/faculty interaction and the potential for abuse, HHPR wants to encourage faculty members to list students first when appropriate (see Fine & Kurdek, 1993 available at http://www.apastyle.org/authorship.html). Consequently, when considering relative contribution to publications, presentations and other scholarly works, faculty members who list students’ names before their own name on a publication should be acknowledged to have made a relatively equal contribution as in the instance when they are listed first on a publication. However, this is only the case if the faculty member has made a substantial contribution to the project, mentoring the student through the entire design, implementation, and writing processes (e.g., as in the example of thesis/dissertation chair). 
Value of Longitudinal, Community-Based, and Other Research and Related Publication and Productivity Issues

When HHPR researchers engage in necessary long-range collaborative efforts, difficulties can arise in university-based performance evaluations for merit, tenure, and promotion. The individuals who are called on to make these evaluative decisions may be from other disciplines in which research and publication rates can move at a faster pace. Some research efforts are only successful after long months of community interaction to establish trust and commitment, assess community-specific needs, develop population-specific survey instruments for data acquisition and strategies, train and monitor volunteer participants, foster community empowerment through inclusion in decision-making processes, and document long-range outcomes. To by-pass these critical steps would, in essence, equate to abandoning the broad, multifaceted approach that, when patiently applied, has proven to effect long-range health-enhancing changes in our society. Community-based research takes time, as does long-term exercise training/intervention research. Yet, such efforts are often the most impactful in our respective fields.

Faculty members in HHPR are expected to document continuous progress in the areas of successful publication and grantsmanship. We recognize, however, that the rate at which these two important areas progress will be, in part, dependent upon the nature of the research project (e.g., longitudinal vs. acute, clinical vs. field-based). In annual review, tenure, and promotion documents, each faculty member is strongly encouraged to describe tasks accomplished and progress made within each research and grant-related project, and to include information that demonstrates how current research/grantsmanship efforts are contributing to long-range research goals. As community-based and longitudinal research is greatly valued by our department, faculty members should identify those works (i.e., publications, grants, etc.).

Promotion to Full Professor

To be amended 

Department External Peer Review Guidelines 

In accordance with BU Tenure Procedures as outlined in the Baylor University Faculty Handbook, the HHPR department uses the following policy for selecting external reviewers for tenure and/or promotion:

Process for External Review for HHPR Candidates for Tenure:

1. The Candidate shall submit a letter to the Department Chair along with a current curriculum vita, representative publications, and a list of five names (including telephone numbers, addresses, nature of professional relationship, and brief professional profile) of potential external reviewers by August 1 of the year prior to review for tenure or promotion. Outside evaluators must hold a rank at least equal to the rank to which the candidate is seeking as a part of tenure or have comparable professional standing in a non-academic setting. The ideal evaluators should come from highly reputable programs at respected universities. Also, except in rare cases, external evaluators should not include individuals for whom a close academic or personal connection with the candidate (e.g., dissertation advisors, former professors, graduate school colleagues, co-authors, fellow faculty, personal friends, former students of the candidate, etc.) might compromise their ability to evaluate the candidate’s work objectively. Finally, it should be noted that letters from co-authors regarding the contributions of a candidate to co-authored work can in some circumstances provide useful information regarding the record of a tenure candidate, so departments may choose to submit letters of this nature as an additional part of the tenure review process.  In no circumstance, however, shall a letter from a co-author be considered an “external review letter” with respect to the other recommendations in this report (see Tenure Procedures at Baylor University, p. 13).

2. The Chair, upon consultation with the tenured faculty, will add one name to the Candidate's list. The Candidate's list, along with the name added by the Chair, will be forwarded to the tenured faculty within the department. The tenured faculty will meet and rank order the potential reviewers and forward the list of names to the Chair. Reviewers will be recognized for their scholarly contributions to the Candidate's field of academic endeavor and should ordinarily be employed in a higher education setting comparable to Baylor University. Every effort will be made to minimize biases for or against the candidate when selecting qualified reviewers. 

3. The Chair will subsequently write to the top three reviewers (with the remaining three serving as ranked alternates), requesting a confidential, written assessment of the Candidate's scholarly activity. A copy of the Candidate's curriculum vitae, representative publications, and Baylor University’s guidelines for tenure/promotion will be included. The external reviewers' letters of assessment will be included as part of the Candidate's professional portfolio at all levels of university consideration.

II. Service Expectations  (university, profession, community, and church)
The School of Education and HHPR are charged with the responsibility of developing and conducting high quality educational programs. A crucial element of that responsibility is a service program responsive to the larger society that sustains the university. Thus, service is principally involved in the identification, development, and rendering of educational and technical service to individuals, communities, organizations, and public agencies. To a great extent, service involves the application of the faculty member’s professional training and competence to issues and problems of significance to constituencies. Service is also related to the achievement of academic program objectives of the units to which the faculty member is appointed. 

Faculty members are expected to be contributing members, in a variety of ways, both of the University community and of the larger academic, civic, and religious communities as well. The HHPR Faculty is also asked to provide evidence of active religious service.

Major service contributions can occur at any level of the university, as well as beyond the institution.  Highly productive professional service may be documented by a strong record as a contributing member, coordinator, leader, and initiator on campus committees, in campus or community initiatives, and within administrative positions, professional associations, etc.  Faculty members are expected to engage in service activities in each of the following areas: 

Service to the Profession

HHPR encourages such activities because they serve the interests of learning, because they are important forms of faculty development and scholarly participation in their own right, and because they are a source of pride and recognition for the University. Examples of service to the discipline or profession may include, but are not limited to:

· Membership and participation in professional organizations;

· Involvement with field practitioners;

· Involvement with private and public, profit and non-profit organizations in which members apply their academic expertise to enhance the efficiency or effectiveness of the organizations served;

· Membership on civic, corporate, philanthropic, professional, or other academic boards or commissions;

· Participation in and maintenance of accreditation activities; and

· Elected officer positions or key committee assignments within professional organizations at the local, state, regional, or national level

Service to the Institution

Academic programs, departments, the School, and the University require the shared participation of faculty in their administration and governance. HHPR expects responsible participation of all faculty members in the academic community. Examples of institutional service may include, but are not limited to:

· Faculty governance activities, including providing meaningful contributions toward meeting the goals and objectives of program, department, School, or University committees, task forces, or governance bodies as an appointed or elected member, serving as a committee or task force chair, serving as a program coordinator, graduate director or assistant department chair, etc.;

· Program, Department, and School support activities, including participating in student recruiting activities, commencement ceremonies, and faculty meetings, providing workshops/seminars.

Service to the Student

Student service involves assistance to individual students and groups of students, which goes beyond the normal teaching/mentoring obligations of every faculty member.  It may involve support for both academic and social activities and organizations.  Examples of student service may include, but are not limited to:

· Assisting students in the transition from school to professional life through formal and informal career counseling, job seeking assistance, and providing letters of recommendation and referral;

· Serving as a faculty advisor for a student chapter of a professional organization;

· Serving as a faculty mentor for a student, student club, or other non-professional activity which may have both academic and social components;

· Providing extracurricular seminars or workshops to students such as: ways to improve study habits, writing and speaking skills, and preparing for job interviews, preparing for entrance or exit exams, etc.;

· Being available to consult with students on campus and/or via other appropriate means

Service to the Community

Faculty serve the community in a variety of ways, including developing relationships with schools, organizations, businesses, and public agencies; developing and participating in outreach programs that apply and disseminate knowledge and creative work beyond the confines of the university; and developing and participating in partnerships (such as professional development schools and internship programs) between academic programs and external agencies.  Activities such as these are legitimate extensions of scholarship and teaching, because they enrich academic programs, and because they help to prepare students for lives of service and leadership.  Examples of community service may include, but are not limited to:

· Providing services to the public through involvement in professional development schools, clinics, hospitals, laboratories, or centers, etc.;

· Making research understandable and useable in specific professional and applied settings, including technology transfer activities;

· Government and agency-related activities, including, for example, participating in meetings or on panels, testifying before legislative committees, acting as an expert witness, etc.;

· Engaging in activities that address public-interest problems, issues, and concerns, aimed at either general or specialized audiences; and

· Involvement in communications directed toward popular and non-academic publications including newsletter, radio, television and magazines.

Tenured and tenure-track faculty after their third probationary year are expected to serve on at least one and no more than three University committees. Faculty members are expected to consistently serve at the departmental, school and university levels. Promotion and tenure require evidence of significant departmental committee involvement. Finally, as part of the tenure evaluation, faculty members in SOE are asked to provide evidence of active religious service and evidence of one’s commitment to Baylor’s distinctive Christian mission.

Promotion to Full Professor

To be amended 

IV.  
Collegiality
HHPR faculty members are expected to treat their colleagues and students with respect. In their personal activities and relationships, faculty members should maintain a level of ethical and moral behavior which is supportive of and consistent with the Christian mission of Baylor University.

Appendix A

Tenure and Promotion Criteria:
Summary of Peer Institution Data

(Last Revised May 5, 2009)
I. Scholarship/Publications

University of North Texas

· 1-2 publications per year (majority should be “high-quality research in peer-reviewed journals”)

· Peer-reviewed publications most important followed by theory/practice/review articles, books, and book chapters

· Sole authored or lead authored publications are “important” for achieving tenure

· Other creative/professional activities (e.g., test development, editorship, software development, grant reviews, etc.) may be considered as contributing to candidate’s overall profile

· No ranking of journals included in criteria

Texas Christian University

· No numbers indicated

· Candidates should demonstrate “ongoing, consistent record of peer-reviewed scholarship”

· Quality is equal to quantity – with quality being judged by departmental peers

· Textbooks are secondary evidence

· No ranking of journals included in criteria

Texas Tech University

· Encouraged to publish 1 paper per year in journals rated “3” (good reputation, selective in publication, refereed) or above on a 1-5 scale

· The majority of publications should be first-author publications

· Research with a focused line of inquiry

· Included a ranked list of journals

Texas Women’s University 

· Three or more peer-reviewed publications

· No ranking of journals included in criteria

Wake Forest University

· Candidates must have published first-author, data-based publications in peer-reviewed journals

· No ranking of journals included in criteria

II. Grant Seeking

UNT – expected to be involved in development of proposals for external funding

TCU – grant writing is additional evidence of scholarship

TTU – evidence of attempts to seek internal and external funding for research

TWU – two or more submitted internal or external grants

Wake Forest – no comment made about quantity – just that these are considered as evidence

III. Presentations

UNT – candidates are “expected to regularly present at national/international conferences” (no numbers given)

TCU – presentations are additional evidence, but not primary evidence of scholarship (no numbers given)

TTU – presentations of research in quality peer-reviewed outlets (no numbers given)

TWU – five or more presentations at state, national, or international levels

Wake Forest – presentations are evidence of scholarly engagement (no numbers given)

Appendix B

List of Key Journals for Publication

Last Revised March, 2009
In previous sections of this document are descriptions of the holistic, eclectic, and highly collaborative nature of the HHPR-related disciplines. HHPR researchers often collaborate with professionals in other disciplines (e.g., health care, psychology, sociology, exercise physiology, recreation/leisure, education, religion) to enhance preventive health strategies, health promotion, and the scope of research in a variety of populations and from a variety of perspectives. Research projects and their subsequent results are often published in a variety of highly reputable journals that may target a specific profession (e.g., doctors, counselors, school teachers) or segment of the population (e.g., school, worksite, or community populations). For this reason, the HHPR faculty highly values publications in a wide variety of high-impact, quality journals. As noted in this document, HHPR faculty also fully support the School of Education (SOE) philosophy and definition of scholarship and recognizes as valuable and appropriate all of the types of scholarly works that are listed in the SOE Tenure and Promotion document (e.g., books of scholarly significance, book chapters, refereed monographs, non-refereed articles).

Primary sources for additions in blue (-): 

· Core Public Health Journals http://info.med.yale.edu/eph/phlibrary/phjournals/v2/key/index.html
· Community Campus Partners for health http://depts.washington.edu/ccph/links.html#Journals (lists selected journals for publishing researcher related to community-based participatory research/action research and service-learning research: selections marked with an asterisk *)

Outstanding Recognition in Field, Highly Prestigious, Refereed

Acta Psychologica

Adapted Physical Activity Quarterly

Adolescence

American Heart Journal

American Journal of Cardiology

American Journal of Clinical Nutrition

American Journal of College Health

-American Journal of Epidemiology 

American Journal of Health Behavior (formerly Health Values)

American Journal of Health Education

American Journal of Health Promotion

American Journal of Health Studies (Wellness Perspectives)

American Journal of Human Biology

American Journal of Hypertension

-American Journal of Industrial Medicine 

American Journal of Kidney Diseases

American Journal of Nephrology

-American Journal of Nursing  

American Journal of Occupational Therapy
American Journal of Physical Medicine & Rehabilitation
American Journal of Spots Medicine 
Archives of Physical Medicine and Rehabilitation
Arthritis & Rheumatism
American Journal of Physical Medicine and Rehabilitation

American Journal of Physiology: Endocrinology and Metabolism

American Journal of Physiology: Heart and Circulatory Physiology

American Journal of Physiology: Regulatory, Integrative and Comparative

American Journal of Physiology: Renal Physiology

-American Journal of Preventative Medicine*

American Journal of Public Health

American Journal of Respiratory and Critical Care Medicine

American Journal of Sports Medicine

American Psychologist

-Annals of Internal Medicine 

Annals of Leisure Research

Annals of Nutrition and Metabolism

Annals of the New York Academy of Sciences

Annual Review of Nutrition

Annual Review of Physiology

-Annual Review of Public Health
-Archives of Environmental & Occupational Health: An International Journal 

-Archives of Internal Medicine 

Archives of Physical Medicine and Rehabilitation

Arthritis Care and Research

Arthritis Research & Therapy
Arthroscopy

Atherosclerosis

Athletic Therapy Today

Behavioral and Brain Sciences

Behavioral Neuroscience

Biochemical and Biophysical Research Communications

Biological Cybernetics

-BMC (Biomed Central) Public Health

BMJ (British Medical Journal)

Brain Research

Brain Research Reviews

British Journal of Sports Medicine

-British Medical Journal 

-Bulletin of the World Health Organization

Canadian Journal of Applied Physiology

Canadian Journal of Physiology and Pharmacology

Cardiovascular Research

Chest

Child Abuse and Neglect

Circulation Research

Clinical Biochemistry

Clinical Biomechanics

Clinical Journal of Sport Medicine

Clinical Nephrology

Clinical Nutrition

Clinical Orthopaedics and Related Research

Clinical Physiology

Clinical Science

Clinics in Chest Medicine

Clinics in Sports Medicine

Comparative Biochemistry and Physiology A-Mol Integr Physiol

Diabetes

Diabetes and Metabolism

Diabetes Care

Diabetes--Metabolism Research and Reviews

Diabetic Medicine

Diabetologia

Education Law Reporter

Educational and Psychological Measurement

Electromyography and Motor Control

-Emerging Infectious Diseases

-Environmental Health Perspectives

-Epidemiologic Reviews 

-Epidemiology

-Epidemiology and Infection 

European Journal of Applied Physiology

European Journal of Clinical Nutrition

-European Journal of Public Health

European Respiratory Journal

-Evidence Based Healthcare and Public Health 

Exercise and Immunology Reviews

Exercise and Sport Sciences Reviews

Experimental Brain Research

Experimental Physiology

Gait and Posture

-Health Affairs: The Policy Journal of the Health Sphere

-Health Care Financing Review

-Health Care Management Review 

-Health Economics 

Health Education and Behavior 

Health Education Research

-Health Policy and Planning 

Health Promotion and Practice 

Health Psychology

-Health Services Research 

Horizons

Hormone and Metabolic Research

Hormone Research

Human Movement Science

Hypertension

IEEE Transactions on Biomedical Engineering

-Infection Control and Hospital Epidemiology Inquiry 

International Electronic Journal of Health Education

International Journal of Biomechanics

-International Journal of Epidemiology 

International Journal of Obesity

-International Journal of Public Health

International Journal of Sport Nutrition and Exercise Metabolism

International Journal of Sports Medicine

-International Quarterly of Community Health Education*

International Review for the Sociology of Sport

JAMA--Journal of the American Medical Association

Journal for Experiential Education

Journal of Adolescent and Family Health

-Journal of Adolescent Health 

Journal of Adventure Education and Outdoor Learning

Journal of Aging and Physical Activity

Journal of Allied Health

Journal of American College of Cardiology

Journal of American College of Nutrition

Journal of American Dietetic Association

Journal of Applied Leisure Research

Journal of Applied Physiology

Journal of Applied Sport Psychology

Journal of Athletic Training

Journal of Biological Chemistry

Journal of Biomechanical Engineering

Journal of Biomechanics

Journal of Bone and Joint Surgery
Journal of Cardiovascular Risk 

Journal of Clinical Endocrinology and Metabolism

-Journal of Clinical Epidemiology 

Journal of Clinical Investigation

Journal of Clinical Psychology

-Journal of Community Health 

-Nursing 

Journal of Electromyography and Kinesiology

Journal of Environmental Education

-Journal of Environmental Health 

-Journal of Epidemiology and Community Health 

Journal of General Physiology

-Journal of Health Politics, Policy, and Law 

Journal of Human Movement Studies


Journal of International Society of Sport Nutrition

Journal of Hypertension

-Journal of Infectious Diseases 

Journal of Legal Aspects of Sport

Journal of Leisurability

Journal of Leisure Research

Journal of Manual and Manipulative Therapy

Journal of Motor Behavior

Journal of Nephrology

Journal of Neurology

Journal of Neurophysiology
Journal of Neuroscience

-Journal of Nutrition 

-Journal of Occupational and Environmental Hygiene 

-Journal of Occupational and Environmental Medicine 

Journal of Occupational Medicine

Journal of Orthopedic and Sports Physical Therapy

Journal of Orthopedic and Sports Physical Therapy 

Journal of Park and Recreation Administration

Journal of Personality and Social Psychology

Journal of Philosophy of Sport

Journal of Physical Education, Recreation, and Dance

Journal of Physiology and Biochemistry

-Journal of Public Health

-Journal of Public Health Management and Practice

-Journal of Public Health Policy

Journal of School Health 

Journal of Sport & Exercise Psychology

Journal of Sport History

Journal of Sport Management

Journal of Sports Sciences

Journal of Strength and Conditioning Research

Journal of Teaching in Physical Education

-Journal of the American Medical Association 

Journal of the American Society of Nephrology

-Journal of the American Statistical Association (JASA) 

-Journal of the National Cancer Institute (JNCI) 

-Journal of Urban Health 

-Journal of Women's Health 

Kidney International

Knee Surgery, Sports Traumatology and Arthroscopy

-Lancet 

Leisure Sciences

Leisure Studies

Lipids

Marquette Sports Law Review

-Medical Care 

Medicine & Science in Sports & Exercise

-Milbank Quarterly 

-Morbidity and Mortality Weekly Report 

Motor Control

Muscle and Nerve

Nature

Nephrology Dialysis Transplantation

Nephron

-New England Journal of Medicine 

North American Journal of Sports Physical Therapy

Nutrition

Obesity Research

-Pan American Journal of Public Health

Parks and Recreation Magazine

Pediatrics

Perception

Perception and Psychophysics

Perspectives on Sexual and Reproductive Health

Pflugers Archive-European Journal of Physiology

Physical Therapy

Physiological Measurement

Physiological Reviews

Physiology

Preventive Medicine

Proceedings from the Canadian Congress for Leisure Research

Proceedings from The Council on Outdoor Education

Proceedings from the Leisure Research Symposium

Proceedings from Therapeutic Recreation Symposiums

Progress in Lipid Research

Psychological Bulletin

Psychological Reviews

-Public Health 

-Public Health Reports

Research Quarterly for Exercise and Sport

Respiration and Respiration Physiology

Review of Religious Research

Revista de Saude Publica (Internationally read journal based in Brazil)

Scandinavian Journal of Clinical and Laboratory Investigation

Scandinavian Journal of Medicine and Science in Sports

-Scandinavian Journal of Public Health

SCHOLE - A journal of leisure studies and recreation education

Schole: A Journal of Leisure Studies and Recreation Education

Science

Seton Hall Journal of Sport Law

-Social Science and Medicine 

Sociology of Sport Journal

Sport History Review

Sport, Education, and Society

Sports Health: A multi-disciplinary approach

Sports Medicine

-Statistics in Medicine 

The Physician and Sportsmedicine

Therapeutic Recreation Journal

Thorax

Trends in Biochemical Science

Trends in Endocrinology and Metabolism

Trends in Neuroscience

Villanova Sports & Entertainment Law Journal

Women in Sport & Physical Activity Journal

-Women’s Health Issues

World Leisure and Recreation Magazine

Highly Respected in Field and Related Fields, Refereed

-Academic Exchange Quarterly*

ACSM's Health and Fitness Journal

-Action Research International*

-Active Learning in Higher Education*

-American Behavioral Scientist*

American Journal of Health Behavior

American Journal of Health Promotion

Applied Ergonomics

Applied Psychological Measurement

Applied Psychology-International Review

Athletic Training and Sports Health Care 

Athletic Training Education Journal

Athletic Training Education Journal 

Aviation Space and Environmental Medicine

Behavior Research Methods, Instruments, and Computers

-Cancer Causes and Control 

Child Welfare

-Community Development Journal: An International Forum*

-Community, Work, & Family*

Contemporary Business Readings of the Academy of Business Administration

Diabetes Nutrition and Metabolism

-Education for Health: Change in Learning and Practice*

Educational and Psychological Measurement

Ergonomics

Family & Community Health 

-Field Methods (formerly Cultural Anthropology Methods)*

Haematologica

-Health Affairs*

-Health Services Research*

-International Journal for Equity in Health*

International Journal Of Sport Psychology

-International Journal of STD and AIDS 

Internet Journal of Allied Health Sciences and Practice 

Isokinetics and Exercise Science

-Journal for Civic Engagement*

-Journal of Agricultural Health and Safety

Journal of Applied Biomechanics

Journal of Community Health

Journal of Community Psychology

Journal of Family Violence

-Journal of Health and Population in Developing Countries*

-Journal of Health Care for the Poor and Underserved*

Journal of Interactive Learning Research  

-Journal of Interprofessional Care*

Journal of Neurophysiology

Journal of Physical Therapy Education

Journal of Sport Behavior

Journal of Sports Medicine and Physical Fitness

Journal of Strength and Conditioning Research

Journal of Youth & Adolescence

-Living Knowledge Journal of Community Based Research*

Medicina dello Sport

Nutrition Metabolism and Cardiovascular Diseases

-Patient Education and Counseling*

Pediatric Exercise Science

-Progress in Community Health Partnerships: Research, Education, and Action *

Psychology Bulletin

Public Health Reports

Quest

Science and Sports

Sociology of Sport Journal

Sport Psychologist

Sports Health: A Multidisciplinary Approach

Sports Medicine and Arthroscopy Review

Strength and Conditioning Journal

The Journal of Midwifery and Women's Health

Good Reputation, Selective in Publication, Refereed 

Archives of Physiology and Biochemistry

Biochimica Biophysica Acta-Bioenergetics

Biochimica Biophysica Acta-General Subjects

British Journal of Applied Physiology

Circulation

Clinical Exercise Physiology

College Student Journal 

College Teaching 

Education for Health: Change in Learning & Practice 

Educational Technology Research and Development 

European Journal of Physical Medicine and Rehabilitation

European Physical Education Review

European Sports History Review

Exercise and Sport Psychology

Fitness Matters - American Council on Exercise

High Altitude Medicine and Biology

International Electronic J. of Health Education 

International Journal of History of Sport

International Journal of Stress Management 

International Review for the Sociology of Sport

International Sports Journal

Japanese Journal of Physiology

Journal of Adolescent Health

Journal of Applied Behavioral Science

Journal of Bodywork and Movement Therapies

Journal of Cardiopulmonary Rehabilitation

Journal of Comparative Physical Education and Sport

Journal of Computer Assisted Learning 

Journal of Educational Multimedia and Hypermedia

Journal of Educational Research 

Journal of Exercise Physiology

Journal of Exercise Physiology (Online)

Journal of Gerontology A-Biol Sci Med Sci

Journal of Gerontology B-Psychol Sci Soc Sci

Journal of Human Performance in Extreme Environments

Journal of Information Technology Education  

Journal of Leisure Research

Journal of Nursing Education

Journal of Orthopaedic and Sports Physical Therapy

Journal of Orthopaedic Research

Journal of Orthopedic and Sports Physical Therapy

Journal of Philosophy of Sport

Journal of Physiology-London

Journal of Prevention, Assessment, & Rehabilitation 

Journal of Science and Medicine in Sport

Journal of Social and Clinical Psychology

Journal of Sport Behavior

Journal of Sport History

Journal of Sport Management

Journal of Sport Nutrition

Journal of Sport Rehabilitation

Journal of Sports Chiropractic and Rehabilitation

Journal of Sports Traumatology

Journal of Swimming Research

Journal of Technology and Teacher Education 

Learning and Leading with Technology 

Measurement in Physical Education and Exercise Science

Medicine and Sport Science

Medical Education

Medical Teacher

Metabolism-Clinical and Experimental

Motor Behavior

Pediatric Physical Therapy

Physical Educator

Physical Therapy in Sport

Physical Therapy Reviews

Physiotherapy theory & Practice 

Proceedings of the National Academy of Sciences

Psychology of Sport and Exercise

Rehabilitation Education 

Sport History Review

Sports Exercise and Injury

Sports Medicine, Training and Rehabilitation

Stress Medicine 

TAHPERD Health Division Abstracts 

TAHPERD Journal

Teaching and Learning in Medicine

The Chronicle of Physical Education in Higher Education

The Health Educator (Eta Sigma Gamma)

The Physician and Sportsmedicine. New York, McGraw-Hill, Inc.

Women in Sport and Physical Activity  

Work and Stress

Yearbook of Sports Medicine

Average, Fairly Easy to Publish In, Typically Refereed 

Camping Magazine

Journal of Physical Education, Recreation, and Dance

Perceptual and Motor Skills

Strategies

Texas Association of HPERD

Texas Public Health Association Journal

Women in Sport & Physical Activity Journal

Special publication, important to field in terms of influence and impact to practitioners

Athletic Business

Athletic Management

Christian Education Journal

Facility Manager

International Festival and Events Magazine

Journal of Christian Camping

Publications with Lifeway Christian Resources

TRAPS Magazine
Appendix C 

List of HHPR Professional Organizations for Conference Presentations

Last Revised March 2009
Because of the eclectic nature of our profession and the need to interact with a variety of other disciplines, HHPR does not wish to limit the array of professional organizations and local groups in which its members may need to be involved. As a frame of reference, we have listed below some national and regional/state professional organizations in which HHPR faculty commonly participate. 

National Level Organizations

American Alliance for Health, Physical Education, Recreation, and Dance (AAHPERD)

American Association for Worksite Health Promotion (AAWHP) 

American College of Sports Medicine

American Psychological Association

American Public Health Association (APHA) 

American School Health Association (ASHA) 

Association for Experiential Education

Association for the Advancement of Health Education (AAHE) 

Australia/New Zealand Sport Lawyers Association

Christian Camping International

Christian Society for Kinesiology and Leisure Studies*

Church Sports and Recreation Ministers Association*

Conference Athletic Business Conference

Conference European Association for Sport Management Conference  

Eta Sigma Gamma, (ESG, national professional health education honorary society) 

International Association of Arena Managers Conference

National Commission for Health Education Credentialing (NCHEC) 

National Employee Recreation and Sports Association

National Intramural Sports and Recreation Association

National Recreation and Park Association

North American Society for the Psychology of Sport and Physical Activity (NASPSPA) 

North American Society for Sport Management

North American Society for the Sociology of Sport

Rec Lab: The International Recreation and Sports Ministry Conference*

Society for Public Health Education (SOPHE) 

Sport History Conference

Sport Management Association of Australia and New Zealand

Sport, Physical Activity, Recreation and Law Conference

Sports Lawyers Conference

The American Camping Association

World Leisure and Recreation Association

*In the niche field of Church Recreation, national distinction accrues from presentations and leadership with Rec Lab (and its related leadership body Lifeway Christian Resources), the National Church Sports and Recreation Ministers Association, and the Christian Society for Kinesiology and Leisure Studies.

Regional and State Organizations 
Camping Association for Mutual Progress 

Southern District-AAHPERD (regional affiliate of AAHPERD) 

Texas Association for Health, Physical Education, Recreation, and Dance (TAHPERD) 

Texas Baptist Recreation Association

Texas Christian Camping Association

Texas Outdoor Education Association

Texas Public Health Association (TPHA) 

Texas Recreation and Park Society**

Texas School Health Association (TSHA) 

Texas Society for Public Health Education (TSOPHE) 

**In Recreation and Leisure Services Division, presentation and leadership with the Texas Recreation and Park Society (TRAPS) is the equivalent of regional distinction. TRAPS is the second largest state association in the field, currently with over 2,000 professional members.

6.002/ Part-Time Lecturers
A. Department of Curriculum & Instruction
Baylor University

School of Education

Department of Curriculum & Instruction

Selection of Part-time Lecturers

Adopted October, 2008

The Department of Curriculum and Instruction employs part-time lecturers (Adjunct Instructors) to teach undergraduate and graduate courses. Part-time lecturers are assigned primarily to supervise field experiences and teach classes in the undergraduate teacher education program. In exceptional circumstances, part-time lecturers are employed to teach at the graduate level. 

The minimum qualification for part-time lecturers is a graduate degree (masters degree for undergraduate teaching or supervision and an earned doctorate for teaching at the graduate level) and teacher certification and experience as a P-12 teacher.

Prospective part-time lecturers are identified by placing advertisements in local newspapers, soliciting applications from area school district faculty and administrators, inviting graduate students and alumni to apply and advertisements on Baylor University websites.  Applicants are required to provide a curriculum vitae and transcripts documenting the highest degree. The department chair and relevant program faculty review all applications and interview all applicants with the appropriate credentials. Following the review, successful applicants are notified that they will be placed in the pool for consideration as need for part-time assistance is identified.  When the need for a part-time lecturer occurs the department chairperson, with advice from relevant program faculty, will select and seek to employ the part-time lecturer.

A full time faculty member mentors all part-time lecturers. Usually, first time lecturers co-teach with a full time faculty member or serve on an instructional team lead by a fulltime faculty member. Copies of course syllabi, SOE mission/vision statement and the Conceptual Framework are provided for part-time lecturers particularly during their first semester of teaching/supervising.  Part-time faculty are required to:  

· Follow the established course syllabus that is provided by the Chairperson or to develop a syllabus within guidelines establishes by program faculty.

· Deliver instruction/supervision consistent with tenets of the Conceptual Framework.

· Report final grades and other student information relevant to accreditation and assessment in an acceptable format and in a timely manner.

· Facilitate requisite evaluations by students/supervisees.

Salary levels for part-time lecturers are determined by academic qualifications and higher education experience based on the existing School of Education policy.  The specific salary level for a given part-time lecturer is determined after an analysis of appropriate factors in Level I, II, or III of the salary schedule and documentation of relevant supplements maintained in accordance with SOE policy.

B. Department  of Educational Administration

Baylor University

School of Education

Department of Educational Administration
Selection of Part-time Lecturers

Adopted September 5, 2008
The Department of Educational Administration utilizes qualified part-time lecturers to teach graduate courses in educational administration, leadership, and student affairs and undergraduate courses in leadership.  Such individuals bring special expertise and practical experience and the perspective of current best practice to Department programs.

While the involvement of outside practitioners is highly desirable, over-reliance on part-time faculty can compromise program quality and continuity.  Accordingly, the Department of Educational Administration utilizes a number of practices to ensure that part-time teachers are qualified through academic preparation and professional experience.

In the Department of Educational Administration, department policy specifies minimum qualifications of those hired to teach or supervise interns.  Department staff screen the applications and credentials of applicants to ensure minimum qualifications are met.  All part-time lecturers are mentored by the Department Chairperson and other senior faculty.  Copies of course syllabi, SOE mission/vision statement and the Conceptual Framework (for Professional Education) are provided for part-time lecturers particularly during their first semester of teaching/supervising.  Part-time faculty are informed of the following requirements:  

· Part-time faculty must be familiar with the School of Education’s mission/vision statement and Conceptual Framework.

· Part-time faculty are required to follow the established course syllabus that is provided by the Chairperson.

· Part-time faculty are required to deliver instruction/supervision consistent with tenets of the Conceptual Framework.

· Part-time faculty are required to report final grades and other student information relevant to accreditation and assessment in an acceptable format and in a timely manner.

· Part-time faculty are expected to facilitate requisite evaluations by students/supervisees.

To facilitate the hiring and retention of excellent part-time faculty, the Department of Educational Administration has implemented a number of standard procedures to maintain a pool of qualified applicants.  These procedures include periodic advertisements in the local media, provision for equal opportunity for all interested individuals to be considered for inclusion in the lecturer pool, and partnerships with other secondary and postsecondary institutions to identify qualified persons.  Applicants are required to submit a formal letter of interest and a resume.  Successful applicants must also submit an official transcript and provide specific university employment data.  Screening procedures include a review by senior, full-time faculty and periodic updates to the applicants regarding their status in the employment pool.  Applicant files remain active in the pool for three years from the initial application or the last semester of part-time employment.

Salary levels for part-time lecturers are determined by academic qualifications and higher education experience based on the existing School of Education policy.  The specific salary level for a given part-time lecturer is determined after an analysis of appropriate factors in Level I, II, or III of the salary schedule and documentation of relevant supplements maintained in accordance with SOE policy.

C. Department of Education al Psychology

Baylor University

School of Education

Department of Educational Psychology

Selection of Part-time Lecturers

Adopted May 7, 2009
The Department of Educational Psychology utilizes qualified part-time lecturers to teach graduate courses in educational psychology and school psychology as well as undergraduate courses in special education and exceptionalities. Such individuals bring special expertise and practical experience and the perspective of current best practice to Department programs.

While the involvement of outside instructors/practitioners is highly desirable, over-reliance on part-time faculty can compromise program quality and continuity. Accordingly, the Department of Educational Psychology utilizes a number of practices to ensure that part-time teachers are qualified through academic preparation and professional experience.

In the Department of Educational Psychology, the department specifies minimum qualifications of those hired to teach/supervise students/interns. Department staff screen the applications and credentials of applicants to ensure minimum qualifications are met. All part-time lecturers are mentored by the department chairperson and other senior faculty. Copies of course syllabi, SOE mission/vision statement and the Conceptual Framework (for Professional Education) are provided for part-time lecturers particularly during their first semester of teaching/supervising. Part-time faculty are informed of the following requirements: 

· Part-time faculty must be familiar with the School of Education’s mission/vision statement and Conceptual Framework.

· Part-time faculty are required to follow the established course syllabus that is provided by the Chairperson.

· Part-time faculty are required to deliver instruction/supervision consistent with tenets of the Conceptual Framework.

· Part-time faculty are required to report final grades and other student information relevant to accreditation and assessment in an acceptable format and in a timely manner.

· Part-time faculty are expected to facilitate requisite evaluations by students/supervisees.

To facilitate the hiring and retention of excellent part-time faculty, the Department of Educational Psychology has implemented a number of standard procedures to maintain a pool of qualified applicants. These procedures include periodic advertisements in the local media, provision for equal opportunity for all interested individuals to be considered for inclusion in the lecturer pool, and partnerships with other secondary and postsecondary institutions to identify qualified persons. Applicants are required to submit a formal letter of interest and a resume. Successful applicants must also submit an official transcript and provide specific university employment data. Screening procedures include a review by the department chairperson, senior, full-time faculty and periodic updates to the applicants regarding their status in the employment pool. Applicant files remain active in the pool for three years from the initial application or the last semester of part-time employment.

Salary levels for part-time lecturers are determined by academic qualifications and higher education experience based on the existing School of Education policy. The specific salary level for a given part-time lecturer is determined by the department chairperson after an analysis of appropriate factors in Level I, II, or III of the salary schedule and documentation of relevant supplements maintained in accordance with SOE policy.

Review of Part Time Lecturers

Based on unanimous support from the Department during a spring, 2009 department meeting, each part time lecturer hired beginning in fall, 2009, will be assigned a mentor faculty member. The mentor is expected to meet with the part time lecturer on a regular basis and observe their teaching at least two times during the semester. Feedback on the class observations will be part of the mentoring experience as the department faculty members view the observations as developmental as opposed to evaluative. It is expected that the mentor will be closely aligned with the subject being taught by the part time lecturer. 

D. Department of Health, Human Performance & Recreation
Baylor University

School of Education

Department of Health, Human Performance & Recreation

Selection of Part-time Lecturers (PTL) and Temporary Faculty (TF)
Approved September 30, 2008
Consistent with Baylor University School of Education policies, the Department of Health, Human Performance, and Recreation has developed this set of policies regarding recruitment, selection, and hiring of part-time lecturers and temporary faculty.

HHPR primarily utilizes qualified part-time lecturers to teach undergraduate courses in the non-major activity program. Additionally, PTL/TF teach undergraduate community health, athletic training, recreation, physical education, and health science courses. Part-time faculty are used sparingly at the graduate level, though we occasionally hire PTF in athletic training, health education, exercise physiology, sport pedagogy, and sport management. These individuals have special expertise, practical experience, and the perspective of current best practice, thus strengthening our department’s programs.

While the expertise and outside perspective provided by part-time faculty is valuable, over-reliance on part-time faculty can compromise program quality and continuity. Accordingly, the Department of HHPR has developed a set of policies to ensure the best part-time teachers are located and hired, and that these individuals are trained to effectively teach within the requirements/mission of Baylor University and the School of Education.

Recruitment of PTL/TF
The different divisions within HHPR present a significant array of varied needs with respect to necessary qualifications and expertise for PTL/TF.  Recognizing there will be differences based on such program needs, the following procedures will be followed to ensure equal opportunity among possible applicants as well as to maintain a high quality pool of PTL/TF:

· Once per year, advertisement will be placed in local media (i.e., Waco Tribune, Baylor TV) to publicize the types of openings commonly available for PTL/TF within our department as well as placing position announcements on the department website.
· The department will maintain files of potential PTL/TF to be considered for any position openings. Within this file, resumes/CV’s of former graduate students, PTL/TF applicants, and other qualified individuals will be maintained.
· Program directors will maintain open lines of communication with community leaders (e.g., field placement sites or internship sites) to query when position needs arise.
· For position openings, we will solicit recommendations from current faculty, current PTL/TF, other community “experts” regarding who would be well-suited and/or interested in position openings.
Hiring Procedures
Each division within HHPR reserves the right to increase the requirements concerning the hiring process, though the following points serve as minimal procedure to be followed for all initial PTL/TF hires within HHPR:

· Potential PTL/TF must submit a resume/CV.
· Potential PTL/TF must submit official transcripts from institution of higher education where they obtained their most recent degree.
· Potential PTL/TF must submit 2 references.
· Initial screening of applicants will be performed by department staff or program directors to ensure minimum position qualifications are met. These qualifications will vary by area and will be determined by the program director in accordance with any accreditation standards that may be applicable.
· Potential PTL/TF must be interviewed as part of the application process. This interview may be conducted on the phone or in-person and may be conducted by only the program director or a pool of faculty.

· Only in highly exceptional circumstances would the department hire PTL/TF who do not have at least a Bachelor’s degree.

Salary Levels

Salary levels for part-time lecturers are determined by academic qualifications and higher education experience based on the existing School of Education policy.  The specific salary level for a given part-time lecturer is determined after an analysis of appropriate factors in Level I, II, or III of the salary schedule and documentation of relevant supplements maintained in accordance with SOE policy.

Training Procedures
Once hired, the department will take the following steps to ensure part-time faculty members are equipped to teach effectively within the mission of Baylor University and the School of Education:

· All part-time faculty are mentored by the Department Chairperson or other senior faculty.

· Copies of course syllabi, SOE mission/vision statement and the Conceptual Framework (for Professional Education) or the NATA Athletic Training Educational Competencies (for Athletic Training) are provided for part-time lecturers during their first semester of teaching/supervising.

· Part-time faculty are informed of the following requirements:

· Part-time faculty must be familiar with the School of Education’s mission/vision statement and SOE general conceptual framework (for any PTL in PE/pedagogy, familiarity with professional education conceptual framework is required).

· Part-time faculty are required to submit their syllabus to their respective program area director for review and approval.

· Part-time faculty are required to deliver instruction/supervision consistent with tenets of the SOE general conceptual framework (for any PTL in PE/pedagogy, familiarity with professional education conceptual framework is required).

· Part-time faculty are required to report final grades and other student information relevant to accreditation and assessment in an acceptable format and in a timely manner.

· Part-time faculty are expected to facilitate requisite evaluations by students/supervisees.
6.003/  Graduate Faculty Status
All academic departments at Baylor University are required to have policies on Graduate Faculty Status to define, as a minimum, the criteria for appointment and reappointment, if relevant, to the Graduate Faculty Status.  Following are the department policies in the School of Education.
A. Department of Curriculum & Instruction
Baylor University

School of Education

Department of Curriculum and Instruction
Graduate Faculty Status 
Last Revised April 8, 209X

In the Department of Curriculum and Instruction, Graduate Faculty Status will be awarded to tenured, tenure-track, and senior lecturers who meet the following criteria:

· Have completed the Ed. D. or the Ph. D. degree

· Are currently full-time faculty in the Department of Curriculum and Instruction

· Have an established research agenda 

· Have a minimum of three Level 1 forms of scholarship as defined by the Department of Curriculum and Instruction. This includes journal articles, books and book chapters. 

· Have a minimum of five Level 3 forms of scholarship. This includes national presentations, workshops, testing instruments, and newspaper columns. 

· Request appointment to Graduate Faculty in a letter to the Department Chair

· Are approved for Graduate Faculty Status by the majority of the tenured faculty in the department

Responsibilities of Graduate Faculty in the Department of Curriculum and Instruction include the following:

· Actively involved in research, publication and national presentations

· Teaching graduate classes as needed at the request of the Department Chair

· Actively encouraging and assisting doctoral students to complete dissertations in a timely manner

· Actively recruiting potential graduate students

· Assisting graduate students to prepare and submit proposals for presentations at professional conferences

· Assisting graduate student to prepare and submit articles for publication

· Inviting graduate students to co-author articles and co-present at professional conferences

· Mentoring doctoral students as they teach undergraduate classes

· Serving on dissertation committees
· Only tenured and tenure-track may mentor doctoral students as they prepare dissertations 

· Normally, only Graduate Faculty will teach graduate courses. However, the Department Chair may determine that a graduate course should be taught by a uniquely qualified individual who is not a member of the Graduate Faculty. 

NOTE: In the Department of Curriculum and Instruction doctoral students will invite a member of the graduate faculty to mentor his/her dissertation after consultation with the Graduate Program Director and before taking the preliminary exam.
Evaluation of these responsibilities will occur during the Annual Review conducted by the Dept. Chair. 

Membership in the Graduate Faculty continues indefinitely based on satisfactory completion of the responsibilities listed above. 
B. Department  of Educational Administration

Baylor University

School of Education

Department of Educational Administration
Graduate Faculty Status 
Approved April 15, 2009
In the Department of Educational Administration, Graduate Faculty Status will be awarded to tenured, tenure-track, and senior lecturers who meet the following criteria:

· Have full-time faculty status in the Department of Educational Administration

· Have completed the Ed.D. or the Ph.D. degree

· Have an established research agenda

· Have published a minimum of 4-5 peer-reviewed articles in national journals or  two journal articles and one book  published by a respectable press reflecting this research agenda

· Document a pattern of active involvement in professional organizations at the regional and national levels through service and leadership

· Request appointment to Graduate Faculty in a letter to the Department Chair

· Be recommended for Graduate Faculty Status by the majority of the graduate faculty in the Department of Educational Administration

Responsibilities of Graduate Faculty in the Department of Educational Administration include the following:

· Active and continuing involvement in research, professional writing, and national presentations at regional and national conferences (e.g., publishing at least one peer-reviewed article and/or presenting a peer-reviewed paper at least once a year)

· Teach graduate classes as assigned by the Chair

· Serve on dissertation  and thesis committees

· Mentor masters and doctoral students as they prepare theses and dissertations in a timely manner.

· Actively recruit potential graduate students

· Assist graduate students in preparing and submitting proposals for presentations at professional conferences and articles for publication

· Invite graduate students to co-author articles and co-present at professional conferences

· Mentor doctoral students as they teach undergraduate classes

Membership in the Graduate Faculty continues based on satisfactory completion of the responsibilities listed above. Evaluation of the aforementioned responsibilities will occur during the Annual Performance Review conducted by the Department Chair, with the chair recommending any removals to the graduate faculty for deliberation and final vote.  Removal of a thesis or dissertation chair may be initiated and voted upon by the members of the graduate faculty.


C. Department of Education al Psychology

D. Department of Health, Human Performance & Recreation
Baylor University

School of Education

Department of Health, Human Performance & Recreation

Graduate Faculty Status

Approved February 19, 2009
The Department of HHPR has developed the following policy statement regarding Graduate Faculty Status and Privileges in order to ensure that graduate students are afforded an acceptable level of guidance/mentoring through the thesis or dissertation process.
Criteria to Secure Graduate Faculty Status in HHPR:

Faculty must have a terminal degree in a HHPR-related discipline.

Criteria to Maintain Graduate Faculty Status:

Appointment to the HHPR Graduate Faculty is Permanent. Specifically, once a faculty member in HHPR has achieved Graduate Faculty status, they are on the Graduate Faculty permanently unless they request to be removed.

Privileges of Graduate Faculty Status:

Graduate Faculty status is not required in HHPR to teach graduate level courses.

Graduate Faculty in HHPR may serve as signing members of thesis/dissertation committees and may serve as the external member of a thesis/dissertation committee across campus. Graduate Faculty status in HHPR does not automatically qualify a faculty member to serve as a thesis or dissertation committee chair. To serve as a committee chair, additional criteria must be met.
Criteria to Chair a Thesis or Dissertation in HHPR*:

In order to serve as a thesis or dissertation committee chair in HHPR, faculty must be a member of the HHPR Graduate Faculty and have:

1.) Published a minimum of 2 articles over the preceding 5 years in peer-reviewed journals,

 or

2.) Served as a member of at least 2 thesis or dissertation committees within the last 5 years

 or

3.) A combination of numbers 1 & 2 above (e.g., 1 publication and 1 master’s thesis committee)
*Note: It is the responsibility of the HHPR Graduate Program Director to ensure that all thesis/dissertation chairs have met these criteria.
Appendices

Appendix A   
Job Descriptions for Other SOE Administrative 






Support Positions
A. Director of Global Initiatives

The Global Initiatives Director is appointed by, serves at the pleasure of and reports directly to the Dean of the School of Education.  Major responsibilities include:

1) Provide broad leadership/advocacy for SOE international learning and mission experiences for faculty, students and alumni, as well as promote other global connections or activities that position the SOE as an international leader and resource in SOE fields, especially in Christian contexts.

2) Serve as official SOE liaison with the Baylor Office of International Education regarding SOE international programs and other organized international efforts.

3) Host (and plan agendas for) international delegations and visitors to the SOE, including presentations open to the community, if relevant.

4) Work closely with the SOE International Studies Committee and organizers/directors of SOE international programs and other organized international efforts to:
a. Ensure appropriate and cost-effective budgets

b. Ensure program and travel meet guidelines established by University and School policy

c. Generate a report annually of projected and actual expenditures for SOE international activities   
d. Ensure that SOE international efforts establish assessment plans and prepare an annual report summarizing results of those assessments.  
e. Prepare a brief annual report on SOE international initiatives for inclusion in the SOE Annual Report.
The Global Initiatives Director serves ex officio (and may chair, if elected) on the SOE International Studies Committee.

5) Facilitate seminars/conferences where participants report to the faculty and students on experiences and research gathered during their SOE international activities.

6) Maintain files on international contacts, students and a related alumni network.

7) Maintain and distribute international opportunities relevant to the SOE that are available to faculty and students.
[Adopted by the SOE International Studies Committee, August 20, 2008]

�Informaltion in conflict with #1 below.


�This was an effort to help graduate program directors create policy on the limits of tuition hours awarded to each student.  I have noticed there are some students in various departments that have been receiving tuition assistance literally for a decade and have yet to graduate.  Others have up to 24 hours of dissertation hours and have yet to submit a proposal.  The last statement was intended to give programs flexibility to add additional information in their request at their desertion.  All is open to change though (
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