Faculty Appdntment, Development, Promotions and Tenure Policy

The school level cmmittee on appointment, development, promotion, and tenure reviews, mekes recommendations, and monitorspolicies and
procedures at the school and departmental levels. The Academic Council's Faculty Appointment, Development, Promotion, Tenure & Post-
Tenure Subcommittee of the Faculty Governance Committee reviews and offers commentson relevant policiesand procedures of all schools
and faculties within the Medical College of Georgia.

1.0 RECRUITMENT
Search and screening committees srve a key function at the Medicd College of Georgia by publicizingthe availability of positions to
abroad cross section of membersof affected disciplines or professions, expanding the pool of qualified wormen and minority
applicants, and fadlitating the seledion of the best qualified candidate for theadvertised position.

The committee also acts under an additional responsibility assigned by thePresident to ensure decisions concerning the slection of
prospective members of the University family are made solely on a basis of job related criteria, without biased consideration of race,
color, religion, national origin, gender, age, handicap or veteran status.

11 General Procedures

a

b.

C.

d.

All requests to fill faculty vacancies must besubmitted to and approved by the Senior VicePresident for Academic
Affairs.

Requests that havebeen approved by theSenior Vice President for Academic Affairs will be forwarded to theDean for
initiati on of search procedur es as descri bed below.

The Affirmetive Action/Equal Employment Opportunity Office will serve in a consultative cgpacity in matters
pertaining to the ingtitution’ s affirmative action and equal employment policies and procedures.

Faculty hires are not official until approved by the University System of Georgia Board of Regents.

1.2  Specific Procedures

1.2.1 Obtaining Approval to Search

The department must complete a Feculty Vacancy Form (see Attachment A) and umit this formto the Dean for
approval. The Dea, in turn, forwards the request to the Senior Vice President for Academic Affairs for approval and
assignment of alog number. TheSenior Vice President for Academic Affairs returnswritten approval tothe Dean.
The Dean of the school or the appropriate unit administrator shd | initiate the search by:

a Appointing a search and screening conmmittee (in consultaion with the recruiting department)

b. Making sure that the chairperson has discussed means of assuring an effective search with the Affirmative
Action Officer

c. Preparing a position description that identifies duties assigned to the position under consideration, identifies

skills required to perform duties assgned, and outline the qualifications that provide the requisite skills (in
consultation with the search and screening committeg)

d. Preparing evaluative criteria that follow from the postion description and that will comprise the evaluation
form to be used by members of the search committee in evaluating each candidate (in consultation with the
search and screening committee)

1.2.2 Composition of Search and Screening Committee

a As described abowve, the appointment of a search and screening committee for a faculty position shall be the
responsibility of the dean of the school and the chair of the recruiting department. A department with 15 or
more faculty shall have a search committeeconsisting of at least five mambers. A smaller department shall
have a committee consisting of at |east three members. Departments may include a representaive from outside
the department and/or ingtitution. Departments are strongly encouraged to establish committees with diverse
membership.

b. Search and screening committees will be charged by their appropriate Dean and/or unit administraor regarding
expectations of thecommittee. The committeeshould not act until its regponsibilities are fully understood by
each member.

1.3  Advertising

a

A copy of the announcement/advertisement must beforwarded to the AA/EEO Officeand registered with the
University System of Georgia Applicant Clearinghouse for any position where Board of Regents' approval of the
appointment is required. Competitively recruited faculty and administrative position vacancies must bein the
University System of Georgia Applicant Clearinghouse for a minimum of 30 days.

Beyond the Clearinghouse, there is no required medium through which a position must beadvertised, however, it is
suggested that an effort be made to expand the pool of grong candidates by advertising widdy and appropriately. The
AA/EEOQ Office can assist departments in expanding applicant pools as they relate to under represented minorities.
Each recruitment advertisement must carry the statement “ The Medical College of Georgiais an Equal
Opportunity/ADA/Affirmative Action Institution.” The following abbreviated versions also are acaeptable - “An Equal
Opportunity/Affirmative Adion/ADA Institution” and “An AA/EEQ/ADA Institution”. Additionally, advertisements
must state the dae on which the review of applications will begin and tha the review will continue until the positionis
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filled.
Interviewing

14.1 Beforetheinterviewing of candidates begins, the search committee shall develop afile for each candidate that contains:
a the candidate’ s letter of application,

b. at least three recent written recommendations and, when applicable, reportsof telephone conversations and any
correspondence withthe candidate, including copies of electronic mail, and

C. evaluation forms that contain job-related criteria as described in 1.d above (NOTE: If two candidates seem
equally qualified, the committeemust be able to justify the final selection based on identifiable determining
factors.)

1.4.2 Whileindividualswith interview regponsibilities should seek to put the interviewee at ease, formal interviews should
avoid questions which are not related to theapplicant’s skills qualifications, or other job related fadors. Neither the
interviewer nor any other pre-employment inquiry should seek information which might be viewed as thebasis for a
biased hiring decision.

1.4.3 If theinterviewed candidates are found to be unacceptable for the advertised position, then the pool of remaining
acceptable candidaes should be considered. If no remaining candidates exist, the Dean or appropriateunit
administrator may extend or re-open the search.

1.4.4 Expensesassociated with the interview process are the responsibility of the recruiting school and/or department. If a
candidate visits the campus on his’her own initiative, the candidate must be told that the visit does not constitute an
interview.

Offer of Employment

Upon selecting an appropriately qualified candidate for theposition, the department chair will offer the candidate theposition
using the Standard Faaulty Offer of Employment (see Attachment B).

Disposition of Applicants’ Pre-employment Files

At the conclusion of each search process, the hiring department should contact the Office of the President for information
about personnel papers tha are required for submission to the Univeassity SystemBoard of Regentsfor approval of
appointment.

Retention of other applicart files

The completed files of all other goplicants should be retained for a mininum of one yea from the datethe position is filled.

Recruitment Section approved by Academic Council 8/17/00

APPOINTMENTS

21

2.2

Primary Appointment

At the time of appointment each faculty member of the Corps of Instruction will be given a statement which includes his/her
academic rank, alist of criteria, for appointment to rank, and whether the appointment isto be on tenure or a non-tenure track.
If credit toward tenur e has been gi ven for previous academic service at another i nstitution, thi s shall dlso be stated at the time
of appointment.

Administrativeofficers areappointed by the President acting on his own behalf or upon recommendation by the approprige
Dean or unit head; theseofficers serve at the pleasureof the President and theBoard of Regents.

Appointments to affiliated prograns off-campusare subject to the same criteriaand guidelines as apply for appointments to the
faculty on the main campus.

Secondary (Joint) Appointment

Secondary (joint) gopointments will bemade for those faculty who havea responsibility and/or make a significant contribution
in a program, department, or school that is not directly and explicitly included as part of their primary appointment. Such
appointments are made for definite contributions to the secondary unit and with theapproval and guidanceof the
administrativehead of the primay and secondary units. Secondary appointments shall not begiven as a courtesy.

2.2.1 Secondary (joint) appointments of faculty within units of the primary school are usually at a similar academic rank as
the primary appointment. (Situations may arise in which a faculty member may contribute significantly to the activities
within a second unit in an academic area removed from his/her principal discipline and competence. In such instances,
the faculty member may hold di ssmilar academic rank in the primary and secondary appoint ment within the same
school.)

Copyright © 2000 Medical Collegeof Georgia



2.2.2 Secondary (joint) gopointments of feculty between primary schoolsare usually ata similar academic rank as the
primary appointment, except whenthe academic activities of thefaculty member in the second unit are not part of
his/her principal discipline and competence In such instances, afaculty member may hold dissimilar academic rank in
the primary and secondary appointments.

2.2.3 Appointment to the School of Graduate Studies shall be madesubsequent to a primary appointment in an appropriate
discipline in one of theprimary schools The appointment to the School of Graduate Studies requires the
recommendation of the Dean of the primery school and the gpproval of the Dean of the School of Graduate Studies.

The rank and titledesignations for all secondary appointments shall be madeaccording to the criteria outlined in 2.3 of
these Policies for Feculty Appointment, Development, Promotion, and Tenure.

In instances in which a faculty member in a secondary appointment is under consideration for promotion and/or tenure,
the following shall pertain:

c. The administrative head and faculty from each unit shall have opportunity for review and comment conaerning
faculty under consideration for promotion and/or tenure. Both the ime commitment and significant
contributions made within each unit shall beconsidered in all recommendations regarding promotion. Tenure
shall reside within the primary gppointment. Howeve, comment from the second unit should be received during
tenure consideration in the primary unit.

d. Since the graduate level academic activities of afaculty member with appointment in the School of Graduate
Studies are within thefaculty member's area of primary competence, faculty rank in the School of Graduate
Studies should be the same as that held within the primary s<hool.

The Dean of the School of Graduate Studies shall have opportunity for independent review and comnment
concerning faculty holding joint appointmentsin the School of Graduate Studies who areunder consideration
for promotion and/or tenure within a primay school. The conments from theDean of the School of Graduate
Studies shall be made directly to theDean of the primay schoal.

The portfolio of thecandidate for promotion shall be presented by the Dean of theprimary school to the
President, and shall includea complete assessment of the candidate's teaching, research/scholarly achievement,
and service contributionsin all unitsin which the candidate holds appointments.

2.3  Responsibilities
In accordance with the MCG Statutes, the responsibility of initiating recommendations for appointments resides at the
departmental/unit level. Recommendations are then routed to the Dean of the primary school, the Senior Vice President for
Academic Affairs, the President and to the Board of Regents for find review and dedsion.

Notice from theBoard of Regentsregarding the appointment of a candidate shall be reported by the President to the Dean of
the appropriate school. The Dean shall notify in writing the appropriate Chairperson of the decision of the Board of Regents.
The Chairperson shall in turn notify the candidate in writing of the action of the Board of Regents.

3.0 FACULTY CLASSIFICATION
31 Introduction

Faculty classification is the institutions systemfor designation of faculty, providing rank and titles to be used for faculty
appointments, reappointments and promotion. Additionally, the system outlinesthe nature of and time commitment to
academic regponsibilities for each classification of faculty.

The purpose of faculty classification isto (1) promote optimal working relationships anong faculty and gaff, (2) promote
individual professiond development and (3) provide structure condstent with the mission and goals of the Medical Collegeof
Georgia.

3.2 MCG Poalicies

The Medical College of Georgiawill annually prepare and submit to the Chancellor alist of podtions designated astenure and
non-tenure-track positions(Board of Regents Policy Manual 803.10). Requests for position designation or for conversion
during the budget year will also be submitted to the Chancellor for approval (Board of Regents Policy Manual 803.10).

Transfer fromatenure to non-tenure-track position shall be supported on the basis of the nature of the position rather than on
the nature of the performance (Board of Regents Policy Manual 803.10). In addition, positions designated as non-tenure-track
positions or as tenure-track positions may be converted tothe other type only with approval by the Chancellor and theBoard
of Regents (Board of Regents Policy Manual 803.10). Normally that transfer should occur no later than thefifth year of the
appointment. An MCG faculty trangerring to a non-tenure-track position shal not be considered for a new appointmentto a
tenure-track positionfor at least two years.
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33

Classification, Rank and Title

By Regents poligy, the faculty of the institution consigs of the corps of instruction and administrative officea's. Academicrank
may refe to tenure or non-tenure-track faculty whereas administrative titlescarry no rightsof tenure.

3.3.1 Tenure-Track

a

Definition

Tenure-track isestablished at the ime of initial gopointment. Significant performance as defined by school
policy, isexpeded in al three areas of academic appointment: teaching, research/scholarly achievement and
service. Outstanding performanceis expected in at least two areasthat must include research/scholarly
achievement. Feculty on the tenure-track must be classified as full-time which isdenoted by service on a 100%
workload basis for afiscal-year or an academic-year contrect.

Ranks

(0] Instructor
2 Assistant Professor
3 Associate Professor
(4)  Professor

3.3.2 Non-Tenure-Track

a

Definition, (Board of Regents Policy Manual 803.10)

Ingtitutions of the University System are authorized to establish professional positions designated as
non-tenure-track positions. Non-tenure-track positions may be established for full-time professional personnel
employed in administrative positions or to staff research, technical, specia, career and public service programs
or programs which are anti cipated to have alimited life span or which are funded, fully or partidly, through
non-system souraes. There shall beno maximumtime limitation for service in postionsin this category. The
following provisionsshall apply to all non-tenure-track professional personnel:

D Individuals employed in non-tenure-track positions shall not be eligible for consideraion for the award
of tenure.

2 Probationary credit toward tenure shall not be avarded for service in non-tenure-tradk positions.

3 Notice of intention to renew or not to renew contracts of non-tenure-track personnel who have been
awarded academic rank (Instructor, Assistant Professor, Associate Professor, Professor, Assistant
Research Scientid, Research Scientist, Senior Research Scientist, Principal Research Scientist) shall
follow the schedulerequired for tenuretrack personnel. This schedule of notification shall not apply to
other professional pesonnel.

(4) Individuals employed in non-tenure-track positions may apply, on an equal basis with other candidates,
for tenure-track positions which may become available.

Non-tenure-track isusually established at the time of initial appointment. Qutstanding performanceis
expected in specific areas of job assignment. Competency in research/scholarly achievement and
professional devd opment associated with patient caremust be achieved. Career progressmay include
appointment to atenure-track position. Appoint ments can be made for either full-ti me or part-time
workload.

Ranks
Q) Instructor
(2 Assistant Professor
3 Associate Professor
(4)  Professor
Research Faculty
Q) Definition
The research sdentist track is established at the time of initial appointment. Outstanding performanceis

expected in specific areas of job assignment. Persons gopointed as research scientists usually do not
conduct independent research. Teaching rdated to research is encouraged but not required.
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Appointments can bemade for eithe full-time or pat-time workload.
2 Ranks

) Assistant Research Scientist
(b) Research Scientist

(© Senior Research Scientist
(d) Principal Research Saentist

3.33 Off-Track
a Clinica Faculty
@ Definition

Non-paid faculty Involved in patient care activity or other service related to a department or discipline.
Usually teach, but not necessarily.

()] Ranks

(a) Clinical Instructor
(b) Assistant Clinicd Professor
(© Associate Clinical Professor
(d) Clinical Professor

b. Adjunct Facul ty
D Definition
Non-paid faculty involved in teaching, research, and service not related to patient care.
C. Ranks

@ Adjunct Instructor
(b) Assistant Adjund Professor
(© Associate Adjunct Professor
(d) Adjunct Professor

d. Emeritus Facul ty See separate document
4.0 INSTITUTIONAL GUIDELINESFOR FACULTY DEVELOPMENT
4.1 Introduction

The goal of the faculty development process of the Medical College of Georgia s to support the securing and maintaining of faaulty
members of the highest quality. This goal requires that the environment be conducive to devel oping faculty so that they may (1)
contribute substantially to serving the institutions mission, and (2) achieve their own goals for professional satisfadion, promotion,
and tenure.

4.2 Term of Contract and Renewal Notice

421 Term of Contract
Non-tenured faculty and other non-tenured personnd employed under written contract shall be employed onlyfor the
term specified in the contract and subsequent or future employment, if any, shall result lely from aseparate offe and
acceptance requiste to execution of anew and distinct contract. (Board of Regents Minutes, 1964-5, pp.614-16;
1970-1, pp. 685-87; 1974-5, pp.304-13; 1980-81, p. 137).

4.2.2 Renewa of Contract
Consistent with the Board of Regents policy, and as stated in the Statutes of theMedical College of Georgia, noticeof
intention to renew or notto renew the contract of a non-tenured faculty menber who has been awarded academicrank
(Instructor, Assigant Professor, Associate Professor, Professor, Assistant Research Scientid, Research Scientist, Senior
Research Scientid, Principal Research Scientist) shall be furnished, in writing, according to the following schedule.

a At least three months before the dateof termination of an initial one-yea contract;

b. At least six months before the dateof termination of second one-year contract;

C. At least nine months before the dateof termination of a contract after two or more years of service in the
institution.
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d. Written notice of intention not to renew thecontract precludes further process towad tenure.
4.3  General Guidelinesfor Annual Review
Within each School, procedures will be devel oped which med the following general guidelines:
4.3.1 Department Level

a At least annually, the Chairperson or thehead of the appropriateacademic unit and each individual feculty
member will meet to discuss hisher faculty development goals and related progress. This annual performance
evaluation should be scheduled to accommodate time requirements for decison-making and portfolio
preparation of faculty who meet time-in-rank and/or time-in-service eligibility requirements, and who may wish
to initiate the promotion and/or tenure process. It is important that all faculty unde'stand that recommendations
on promotion and/or tenure ae advisory until the Board of Regents takes action.

b. Workloads should be assigned so that eachfaculty member is able to realize individual gods related to
teaching, research/scholarly achievement, patient care/service and/or other academic initiatives. The division of
afaculty member's obligetions between teaching, research, and srviceis left to the discretion of the Chair.

C. Professional leaveshould be provided, and travel funds should be distributed equitably so & to facilitate faculty
attendance at professional meetingsor continuing education courses which are conducive to faculty growth and
professional devd opment.

d. In instances where areas of deficiency are noted at the annual revien and further adion required, the
administrativehead is responsible, inconsultation with the faculty menber, for establishinga Faculty
Development Plan (FDP) directly related to the findings of the annual review. This includes identifying
appropriate sources for such activities. The FDP shall be included with the report and forwarded to the
appropriate administrative individual (9.

The Faculty Development Plan (FDP) will:

Q) specify goals or outcomes which would help the feculty membe overcome identified deficiencies;

(2 outline the activities that can be undertaken to achieve the goals or outcomes;

3 set appropriate times within which thegoal s or outcomesshould be accomplished (which should not
exceed one yea); and,

(4) indicate the criteria by which progress will be monitored.

The Chair and Dean will be responsible for financial arrangements associaed with the FDP. If the nature or
scope of the FDP is such that the indivi dual cannot carry out other duties, the Chair and the Dean shall make
other arrangements for these dutiesto be completed.

The FDP will be reviewed at the next annual review unless an earlier review is deemed appropriate.

A faculty member who disagreeswith the FDP or any subsequent actions resulting from the evaluation process
has the right to apped as outlined below under 3.5.

4.3.2 School Level

a Within the school, specific guidelines and procedures for faculty development should be developed. These
should conform to Regents policy (Board of Regents Policy Manual 803.10) and the MCG Statutes and should
not abridge the acadamic freedom, rights, or responsibilities of faculty members.

b. The Department Chairman will guide faculty in meeting promotion/tenure requirements.
c. The Deans should feilitate the devdopment of faaulty by:

(0] supporting Chairpersons in their faculty development responsbilities,

2 requiring annual faaulty development progress reports for each faculty member fromthe Chairpersons,

3 developing and/or supporting intramural faculty development programs to enhance faculty skills related
to education, researdh/scholarly achievement, patient care, and the seeking of extramural funds,

(4) supporting, where possible, deserving requests for educational leave not requiring Regents approval, i.e.
one semester.

4.4 Geng al Guiddinesfor Post Tenure Review

4.4.1 All units are required to conduct a periodic, regularly scheduled review of tenured faculty to provide ongoing
assessment of teaching, scholarly achievement and service activities of the individuals after they have been granted
tenure. A Post-Tenure Development Plan (PTDP) will be developedif any performance areas ae found to be deficient.
Review will reside in the school. Each school within the university will develop and implement such areview process
according to its organizational structure but consistent with thepolicies and proceduresof the Medical College of
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Georgia and the Boad of Regents.

The review process for an individual shall be conducted during the first academic year after the individual has
completed fiveyears as a tenured faculty member, and eech five yeas thereafter. It shall be compleed no later than the
end of that acadenic year. If an individual ison leave at the time of review he/she will be reviewed during the first
academic year after his’he return.

a All tenured faaulty will be reviewed with the following exception: tenured faculty members with a primary
administrativeappointment (greater than 50% time commitment) & the level of Assistant Dean and above will
not be subject to post-tenure review. If such an individual leaves that adminidrative position and reurnsto a
primary academic position, he/she will then become subject to post-tenure review according to the guidelines
within his’her school. The first reviewwill occur at the end of three years of service inthe primary academic
appointment.

b. Review will beconducted by at lesst three tenured faculty memba's, all or a majority of whomare in the school
of the individual being reviewed. A representative of the individuals department may be included as a
non-voting member of the review committee.

C. The review will encompass teaching, research/scholarly achievement, and service. It will be based upon the
faculty members current job description, faculty evduations, Quarterly Personnd Reports, and the Faculty
Activities Profiles. Documentation required will be the Educator’s Dossier as appropriate, the above named
reports/forms as appropriate for the last five years, and a Curriculum Vitae. It should be noted that competence
in all three areasis expected asis excellence in the area of primary activity. Lack of activity in an areafor three
years shall bedeemed unsatisfactory.

d. Results of the review will be communicated in writing to the Department Chair. The Chair and the comnmittee
will come to an egreement on the content of the review. If they cannot come to an agreament, the Dean will be
consulted.

e The Chair will then review the findings with the individual faculty member. The individual faculty member will

be provided with awritten copy of thereport at least five working days prior to the meeting. The faculty
member and the Chair will sign the document after review. The faculty member, if he/she desires, may prepare a
written response. The Chair will then transmit the report and any response to the Dean of the school. In the case
of reviews of Department Chairs the results will be communicated directly to the Dean. After review by the
Dean, the report and any response will be communicated to the Senior Vice President for Academic Affairs
with arecommendation for further action or no further adion.

In instances where areas of deficiency are noted and further action isrequired, the Chair isresponsible, in consultaion
with the faculty member and Dean, for establishing an PTDP directly related to the findings of the post-tenure review
and identifying gopropriate sources for completion of thePTDP. If an PTDP isrequired for a Chair, it will be
developed by the Dean in consultation with the Chair. The PTDP shall be included with the report and forwarded to the
Senior Vice President for Academic Affairs.

The Post-Tenure Development Plan (PTDP) will:

a specify goals or outcomes which would help the feculty membe overcome identified deficiencies;

b. outline specific activities which can be undertaken to achieve the goals or outcomes;

C. at appropriate times within which the goals or outcomes should be accomplished(which should not exceed three
years); and

d. indicate the criteria by which progress will be monitored.

The Dean will be responsible for financial arrangements associated with the PTDP. If the nature or scope of the PTDP
is such that the individud cannot carry out other duties, the Chair and the Dean shall make other arrangements for
these duties to be conyleted.

At the end of the PTDP the individual shall bereviewed by a three-member review conmittee. If posshle, the
committee should have the samemembers who completed the orignal review (3.4.2.b) Results of the review will be
communicated inwriting to the Depatment Chair. TheChair and the comnittee will come to an agreement on the
content of the review. If they cannot come to an agreement, the Dean will be consulted.

a Upon sati sfactory completion of the PTDP theindividua shall continue with five year reviews, such time
commencing with the next acadenic year after completion of the program.

b. If completion of the PTDP is deemed unsatisfactory by the review committee, the Chairperson and the Dean,
this decision with arecommendation from the Chairperson and the Dean will be referred to the President for
further action.

All records of reviews will beretained by the Dean’s office. At the end of each academic year the school must forward
to the office of the Senior Vice President for Academic Affairs the names of thefaculty members reviewed that year;
the results; and the names of each member of the review committees.

A faculty member who disagrees with the reallts of a post-tenurereview, an PTDP or any subsequent actionsresulting
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4.6

4.7

from the review process has theright to appeal, as outined below (3.5).

Evaluation/Review Appeals

45.1 Theindividual faculty member shall have an avenue for appeal of decisions made from annual review or post-tenure

review, and/or for disagreementwith an PTDP or any subsequent actions resulting from the eval uation process.

a Decisions by an administrative head, Department Charperson, or review committee may be appealed tothe
Dean within 10 days of written notification of a decision, action, or finalizaion of an PTDP.

b. Decisions by the Dean may be gopealed to the a President within 10 days of written notificaion from the Dean.
The President shall refer the appeal to an ad hoc Appeals Committee composad of the Chairman of the Faculty
Appointment, Devdopment, Promotion and Tenure Committee of the Academic Council and four corpsof
instruction membe's to be named by the President two of whom must be members of the Academic council, one
of whom must be from the School of the appellant, and in the case of post-tenure review gppeals, three of whom
shall hold tenure. The appellant has the right to strike for cause any members of the ad hoc Appeals Committee
The President shall inform the Dean and the Senior Vice President for Academic Affairs that an appeal has been
submitted and is under review. The findings and recommendations of the Appeals Committeeshall be madeto
the President. The appellant will be notified of the President’ s decision with copies to the Dean and Senior Vice
President for Academic Affairs.

C. Decisions by the President may beappealed in writingto the Board of Regents within 20 daysof notification of
the Presidents action.

45.2 The procedures for appeal at each level shall be avdlable through the depatment and through the Dean’ s office.

Institutional Responsibilities

The ingtitution should promote and foster faculty development through the provi sion of admi nistrati ve support for programs
aimed at quality improvement of faculty and by timely consideration and processing of deserving faaulty requests for
professional |eave that require Regents approval.

Faculty Retraining

Institutional needs assessments and concomitant programmatic changeswithin schools and disaplines may a times require the
reallocation of faculty positions. When this occurs, competent and productive faculty who may otherwise find their positionin
jeopardy may wish reassignment to other responsibilities which may require a period of retraining. Such faculty retraining isa
complex issue & the individual aswell as at the academic unit and institutional levels. It isrecommended tha each School
form a board or conmittee, as necessary, to providerecommendationsto the Dean or approprige unit director on how to
facilitate suchretraining should retraning become desirable.

PROMOTION CRITERIA AND PROCEDURES

51
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Introduction

Promotion is the major way in which an institution recognizes and rewards afaculty member's contributionsand academic
achievements. A promotion is not aroutine reward for satisfactory service but reflects a positive appraisal of high professional
competence and accomplishment. Therefore, servicetimein rankis not in itself sufficient reason for promotion.

A candidate for promotion is evaluated by peers and appropriate administrators at several different levels. Care must be taken
to ensure that each of these evaluationsis conducted fairly and openly. To asare that thisis the case, specific aiteriaand
procedures at each level should be judged against the following goals:

5.1.1 The promotion process shall recognizeand reflect the individual faculty member's advancement in theareas of
teaching, research/scholarly achievement, and savice.

5.1.2 Faculty shall be made aware at the time of initid faculty appointment of the specific criteria by which they shall be
evaluated for pronotion and these criteria may be updated as required (1.1).

5.1.3 Responsibilities of those involved in the promotion process shall be clearly assigned and made known to those
concerned.

5.1.4 Avenuesfor appeal shall be available and the appeal s procedures made known to the individual faculty member.

Eligibility for Promotion

The time in rank necessary before being considered for promotion variesfrom school to school within the MCG. The
following are guidelines of timerequirements for promotion to the proposed rank (minimumtime at which promotion could be
awarded). The Board of Regents requires strong justification based upon performance criteria for acceleraed promotion or
promotion without aterminal degree in the candidate's discipline. Promotion at the first year of eligibility should be based
upon exceptional performance.

Requirements for promotion to:
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5.3

5.21 Assistant Professor - At least three years of full time academic experience or its equivalent & the Instructor levd or
non-teaching postdoctoral experience.

5.2.2 Associate Professor - At least four years of full time acadenic experience at the Assistant Professor level or equivalent
responsibilities. Doctorate or its equivalent in training or experience is expected.

5.2.3 Professor - At lesst five years of full timeacademic experience at the Associate Professor level or equivalent
responsibilities. Doctorate or its equivalent in training or experience is required.

5.2.4 Academic appointments made on or before October 1 shall be considered afull year appointment and shall be included
in both the promotion eligbility calendar and as year one of the probationary tenure period. There is noprior credit
toward promotion.

Criteriafor Promotion

Recommendations to promote a faculty member nmust be made as a result of athorough evaluation of performancein al areas
of faculty activity. Such evaluations will be summarized in writing and placed in individual personnel folders by the Chairman
of primary gopointment or section chief. Faculty recognition and rewad through promotion shall be based upon each feculty
member's contribution to the defined mission and purpose of theMedical College of Georgia as undertaken and supported by
the school and disciplinein which the faculty member holds primary gopointment. Therefore, it is recognized that the
application and weighing of criteria for promotion and the means of fulfillingthose criteria may vary anong schools reflecting
each school's unique mission and purpose. However, there are general guidelines that each candidate is expected to meset.
Competence in all three areas with outstanding achievement in two of thethree areas, one bang research/scholarly
achievement, is expected of all tenure track faculty. Competence in all three of the areas outlined bd ow, with outstanding
achievement inat |east one of thethree areas is expected of all non-tenure track faculty. The area(s) of outstanding
achievement should be determined by the individual job assignment (e.g. based on area of greatest time commitment indicated
in his/her letter of appointment or annual review).

5.3.1 Teaching Effectiveness. Documentation of teaching effectiveness should be based on the Educator’s Dossier and
include three elements:

a Citations of profesional growth and development as a teacher/educator including but not limited to advanced
degrees obtained since appointment; publications that show evidence of teaching effectiveness, such as
textbooks, chaptersin books, review papers, position papers, or editorials; and appointment to state, regiond or
national boards, or acaeditation site visit teams.

b. Citations of teaching load, including but not linmited to number of courses taught; leve of responsibilityin
course devel opment, management, evaluation, and revision; development of teaching materials or aids; and the
number and level of students and fellows directed.

C. Citations of the effectiveness of teaching/learning activities, including but not limited to teaching awards;
performance of students on external examinations and/or eval uations; and development of teaching protocols
and aids that have been adopted by other ingitutions. The primay focus shall be upon the demonstrated quality
of teaching as evidenced by teaching effectiveness. (Thiswill be supported by student learning that has been
measured against recognized competency based criteria. May be denonstrated by student and/or peer
evaluation.)

5.3.2 Research/Scholarly Achievement Documentation of research/scholarly achieverment should include evidence of
original research and scholarship leading to significant advancesin the discipline and to publicationsin refereed
journals, textbooks, or chaptersin books. Seniority of authorship or degree of participation/contribution should be
included in any consideration of achievement. Scholarly recognition is also reflected in the type, level and extent of
extramural grant support, as well as by awardsand citations of merit in the recognition of contributions to the field or
discipline. Evidenceof professional growth and development as a scholar may include but shall not be limited to
appointment to review panels, to projectreview site visit teams, to committees or officership of academic societies, or
tojournal editorial boards and consultantship to resarch institutions and agencies. The quality and significance of
scholarship and reseach shall be supported by written evaluations by outside recognized experts in thefield.

5.3.3 Service: Documentation of serviceshould include two elements: service to the public and serviceto the institution.

a Service to the Public: Asthe health sciences university of the State of Georgia, the principal public service
activity of thefaculty should bein health care delivery, disease prevention, health promotion, and health
education. Howeve, other forms and types of public srvice should not be excluded, if germane to the mission
and purpose of the institution, school and discipline in which the faculty member holds appointment.
Demonstrated quality of service should include the level of activity, such as numbers and types of patients
served and the numbe of students, house officers and fellows supervised inpatient evaluation and health care
delivery. Evidence of professiond development should include certificaions, licensures, boards, and citations
of merit aswell as evidence of special expertise such as intramural and extramurd consultantships, and the
development of innovative approaches to health care delivery, disease prevention, health pronotion, and health
education.

b. Service to the Institution: As menbers of the corps of instruction of the Medical College of Georgia, faculty are
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expected to be participantsin the collegal functions of higher education. Theseinclude, but are not limited to,
participation in departmental, school, and institutional faculty governing bodies; service on departmentd,
school, and institutional academic committees, including those concerned with student recruitment, admissions,
and counseling; the devel opment of and/or paticipation as a teacher in continuing educaion programs; and
service on govemmental and agency boards and commissions.

TENURE TRACK PROMOTION to:

Competence in al three areas with outstanding achievanent in two of thethree areas, one beng research/scholarly
achievement, is expected of al tenure track faculty.

C.

Assistant Professor shall indicate saisfactory performance of dl academic duties and demonstrated potential for
further professiond development. The candidate should be recognized locally as an expert in hisher field.
(Specific expedations shall be outlinedin the school FADPT docunents.)

Associate Professor shall indicate a sustai ned record of professi onal achievement. The candidate shall have
achieved regional recognition for accomplishments inhis/her field. Outstanding achievement should be
demonstrated in both areas of Research/Scholarly achievzement and in Teaching. (Specificexpectations shall be
outlined in the school FADPT documents.)

Professor shall be reserved for those who have been accepted and recognized nationally or internationdly for
distinction and excellence of their professional achievements. Outstanding achievement should be demonstrated
in all three areas Research/Scholarly achieverment, Teaching, and Service, as defined in 4.C.3 above. (Spedfic
expectations shall be outlined in the school FADPT documents.)

In addition, it is expeded that the generd level of performance at each rank will be highe than that at lower ranks.

NON-TENURE TRACK PROMOTION to:

Competence in all three of the aboveareas, with outstanding achievement in at least one of the three areas, is expected of dl
non-tenure track feculty. The area of outstanding achievement should be deermined by thejob assignment. Conditions and
expectations for any faculty appointment (tenure or non-tenure) shall be agreed upon in writing a the time of appointment and
adjusted if necessary in accordance with the guidelines below (1.1).

f.

Assistant Professor shall indicate saisfactory performance of dl academic duties and demonstrated potential for
further professional development. The candidate should be recognized locally as an expert in his/her
field.(Specific expectations shall be outlined in the school FADPT documents).

Associate Professor shall indicate a sustai ned record of professi onal achievement. The candidate shall have
achieved regional recognition for accomplishments in his/her field. (Spedfic expectations shall be outlined in
the school FADPT docurments.)

Professor shall be reserved for those who have been accepted and recognized nationally or internationdly for
distinction and excellence of professiona achievement, and who show evidence of continued professional
growth. (Specific expectations shdl be outlined in the school FADPT documents.)

In addition, it is expected that the general level of performance at each rank will be higher than that of lower ranks

54  Guideinesand Procedures

5.4.1 Guiddines

a

b.

At the departmental level

Q) The letter of initial faculty gppointment shall indicae whether the appointment is tenure track or
non-tenure track. Subsajuent contracts indicate the tenure/non tenure track status. Theletter of
appointment shal | outline proj ected job assignment and work effort in the categori es of teaching,
research/scholarly achieverment, service, and administration. Such work assignmentsshall be subject to
change and modification in the course of changing prioritiesand circumstances with proper consultaion
and written notification. Rank and eligibility for promotion shall be stated in theletter of appointment.

()] Criteriafor promotion shall be provided to each faculty member for review. These should contain
specific school ariteria used in judging qualifications for tenure and promotion to each faculty rank in
the school.

3 Each faculty member shall generate and annually update a career gatus portfolio. Thisfile shall be
annually presented to the Chairperson for review as part of the annual evduation, and when approprige
to the career development committee of the department. A summary letter of this review shall become a
part of the faculty member's portfolio and notification that the review occurred forwarded to the Dean.

At the school level
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Q) A statement including the criteriaand procedures for pronmotion shall be distributed to faculty members
at the time of their initial appointments. The criteria and procedures for promotion shall be discussed
during faculty orientation.

(2 Updated guidelines for promotion shall be available to each individual faculty member and shall indude
a statement of eligibility requirements for each level of faculty rank.

(©)] The calendar for the evaluation process shall be published and distributed at the beginning of the
academic year to Chairmen.

At the ingtitutional level

(1)  Actiontaken by the President regarding a candidate presented for promotion shall be promptly reported
to the faculty member, with a copy to the Dean and Chadr, by the Senior VicePresident of Academic
Affairs. The Senior Vice President for Academic Affairsshall notify the individual in writing s to the
status of the recommendation.

()] Notice from theBoard of Regentsregarding promotionshall be reported by the President to the Dean of
the candidate's school. The Dean shall notify the appropriate Chairperson of thedecision of the Board of
Regentsin writing The Chairperson shdl in turn notify thecandidate in writing

5.4.2 Procedures for Promotion

a

The Senior Vice President for Academic Affairsdetermines the duedate for the promotion process. Each school
submits a calenda to the Senior President for Academic Affairs for gpproval. The calenda is then distributed to
the faculty within each school and the Library.

Annually the promotion eligibility status (credited time in rank) of each faculty member shall be reviewed by
the Department Charperson and alisting of faculty meeting minima credited time in rank for promotion
prepared and forwarded to the Dean's office. Concurrently, the Departmental Chairperson will notify each
faculty member who is eligible to be considered for promotion in terms of timeof service in rank of higher
status.

Should the proposed candidatebe a Chairperson, the Dean or appropriate Associate Dean will notify the
Chairperson who is dligible for promotion and/or tenure in terms of service in rank or his’her status. The Dean
or appropriate Assodate Dean will prepare a portfolio for promaotion and/or tenurein conjunction with the
Chairperson and submitit for review to the school level committee or equivalent.

An dligible faculty member may initiate the promotion process by submitting a portfolio to his/her
Departmental Charperson who initiatesthe review process. A candidate may halt the pronotion process at any
time prior to a recommendation being made to the Board of Regents.

The Departmental Chairperson or the Head of the academic unit will appoint a promotion review committee or
its equivalent, preferably consistingof tenured faculty from within the department or other unit within the
school and preferably one or two tenured faculty (if posdble) from outsidethe department.

The departmentd promoation review committee or its equivalent will conduct a substantiveevaluation of the
candidate's record and performanceusing the established criteriafor promotion. The candidate shall not be
present during the deliberation of his/her qualifications but shall be available during the meeting to answer
questions or clarify circumstancesrelevant to his/her qualifications. In accordance with the published calendar,
the committeewill submit to the Department Chaiperson a written report of its proceedings which will include
arecommendation based upon the candidatés record and performance in relation to the established aiteria.
The Department Chairperson shall evaluate the Departmental promotion review committee report and regquest
supplementary evidence or analysis from the conmittee as needed. In accordance with the published calendar,
the Department Charperson shall submitthe complete portfolio along with the committee's recommendation
and his/her own separate recommendation and rationale to theschool level Faculty Appointment, Development,
Promotion and Tenure Conmittee. This committee sendstheir recommendation to the primary Dean in
accordance with the published calendar. If the candidate has a joint appointment, the primary Dean sends a
copy of the portfolio to the secondary Dean for comment.

The Dean may review the reemmendations of the school level committee with the Chairperson or with the
entire committee prior to making his/her own assessment and decision. If the school levd committee does not
support promotion, the Dean will review the basis of the dedsion with the committee or its Chairperson.
Recommendationsto the candidate's Chairperson on ways to enhance future candidacy for promotion shall be
made.

The Dean shall review the candidate's portfolio, includingall recommendations sent forward by the appropriate
promotion committees at the section, departmental and school levels. If the candidate is a member of the faculty
of the School of Graduate Studies, the Dean of the School of Graduate Studies shall offer his’her
recommendation to the Dean of the primary school regarding the candidate's record and performance in
graduate studies. The Dean of the primary unit will make his’her own assessment and decision and will meke it
known to the Chairperson. If the Dean does not support a recommendation for promotion, the Dean shall
discuss with the Charperson activity levels and performance needs for enhancing candidacy for promotion of
the faculty person at a subsequent review. It is recommended that the Dean also present such performance and
activity expectations to the Chairperson of the department of the secondary appointment (if gopropriate). The
Dean will notify the candidate, by letter, of his/her assessment.
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j- The Chairperson shall discuss with the candidate waysto enhance candidacy for promotion at a uibsequent
review. The Chairperson and candidate should review aress which should be strengthened prior to a subseguent
promotion recommendation. Recommendations should be based upon the criteria for promotion and should be a
part of the academic responsibilities and expectations for the candidate for the following year(s).

k. Recommendations of the Dean for promotion are transmitted to the Senior Vice President for Academic Affairs,
in accordance with the published calendar, along with two copies of thecomplete portfolioof each candidate.

. The Senior Vice President for Academic Affairsshall review thefaculty portfolios submitted by each Dean,
including the accompanying documentsrecommending promotion generated at each level of the promotion
process.

m. The Senior Vice President for Academic Affairsshall prepare the appropriate documents for the President of all
those faculty members for whom positive recommendation was austained by the President. The President shdl
transmit to the Chancellor alist, by school, of all faculty members recommendedfor promotion for final action
by the Board of Regentsin accordancewith the published calendar.

The Senior Vice President for Academic Affairsshall also prepare the documentation for the President of thosefaculty
with recommendations for whom promotion was deferred in accordance with the published calendar. The Senior Vice
President of Academic Affairs shall transmit to each Dean alist of all faculty for whom promotion was deferred and
shall send a letter to the individual. Each Dean and Chairperson may discuss recommendations for career devel opment
of each faculty for whom promotion was deferred. The appropriate Chairperson shall discuss the recommendations and
counsel those faculty members whose promotions were deferred in accordance with the published calendar.

Appeals

5.5.1 Theindividual faaulty member shall have an avenue for appeal of decisions made & each level of the promotion
process.

a Decisions by the departmental review committee or Department Chairperson may be appealed to the Dean
through the School's established channel within 10 days of written notification of the decision.

b. Decisions by the Dean may be gopealed to the President within 10 days of thewritten notificaion of the
decision. The President shall refer theappeal to an ad hoc Appeals Committee composed of theChairman of the
Faculty Appointment, Development, Promotion and Tenure Committee of the Academic Council and four corps
of instruction members to be named by the President, two of whom must be members of the Academic Council,
and all of whom shall hold the rank of Associate Professor or above. The appellant has the right to drike for
cause any members of the ad hoc Appeals Comnittee. The President shall inform the Dean and the Senior Vice
President for Academic Affairs that an appeal has been submitted and is under review. The findings and
recommendationsof the Appeals Committee shall be made to the Presdent. The appellant will be notified of
the President's decigon with copies to the Dean and Senior Vice President for Academic Affairs.

C. Decisions by the President may beappealed in writingto the Board of Regents within 20 daysof notification of
the President's action.

5.5.2 The procedure for gopeal at each level shall be avail ble through the department and through the Dean's office.

TENURE CRITERIA AND PROCEDURES

6.1

6.2

Introduction

In order for the Medical College of Georgiato maintan and recruit a distinguished faculty, it must have a promotion and
tenure system that encourages excellence and creates an atmosphere of free inquiry and expression. The choices that an
institution makes in granting tenure are crucial to its progress towards academic excellence. Tenure implies a mutual
responsibility on the pat of the institution and the tenured faculty member. Tenure should never be regarded as a routine
award since, in granting tenure to a faculty member, the institution makes a commitment to his or her continued employment
(subject to certain qudifications).

The award of tenure carries with it the expectation that the institution shall continue to need the services that the faculty
member is cgpable of performng and that the financial resources are expected to be available for continued employment.
Tenure al so carries the expectation that the faculty member will maintain or improve upon the level of attainment which
characterized thequalifications for the original awad of tenure.

Tenure is designad as a means to protect the academic freedom of faculty members. It is a means to assure unfetered,
unbiased, unencumbered search, verification, and communication of truth by professional scholars and teachers by freeing
them from political, doctrinaire, and other pressures, restraints and reprisds which would otherwise inhibit their independent
thought and actions in performing their professional responsibilities.

Eligibility for Tenure

6.2.1 Genera Quadlifications:
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a All persons with full time faculty appointments at the Medical College of Georgiawho hold a regular
professional rank in atenure track of Assistant Professor or above shall beeligible for tenure Tenure-eligible
faculty may be reviewed for tenure alone or for promotion and tenure simultaneously. If reviewed for both,
failure to receive one does not preclude adecision to award the other. It is recognized that criteriafor promotion
and for tenure are 9milar and meding these criteriais linked in both formand process. The avard of tenureis
the commitment of the institution to the continued value of and need for the faculty membe in meeting the
defined missionsof the department, school and institution.

b. Acceptance of an administrative position at the Medicd College of Georgiaby aMedicd College of Georgia
faculty member does not influence the tenure status with the exception of the officeof President.

C. When an initial appointment is made to an administrative position and where academic rank of Assistant
Professor or above is granted concurrently, a specific understanding must be reached at the time of the offer as
to whether the faculty rank is tenure track or non-tenuretrack.

d. Before aregula faculty member assumes an administrative position during a probationa’y period, an agresment
similar to that in 5.2.1c must be reached.

6.2.2 Probationary Periods:

a Tenure track faculty members shall serve probationary periods prior to being eligible for the award of tenure.
The minimum probationary period (minimum time & which tenure could beawarded) is five (5)years of full
time service® at the rank of Assistant Professor or higher. Thefive year period must be continuousexcept that a
maximum of two years intaruption because of aleave of absence or part-time savice may be permitted.

b. A maximumof three (3) years' credit towad the minimum probationary period may be allowed for servicein
tenure track professional positions at other institutions or for full-time service at the rank of Instructor at the
Medical College of Georgia. No cralit is allowed for service in a non-tenure track position. Such credit for
prior service shall be defined in writing by the President and approved by the Board of Regents & the time of
the initial appointment at the rank of Assistant Professor or higher.

C. Under certain ciraumstances tenurecan be awarded & the time of appointment.
*Full-time will denote a 100% workload basis for a fiscal-year or an academic-year contract. Except for faculty with VA
appointments.

d. The maximumtime that may be served at the rank of Assistant Professor or above without the award of tenure

shall be seven years, provided, however, that aterminal contract for an eighth year may be proffered if an
institutional recommendation for tenure is not approved by the Board of Regents. The maximum time that may
be served in an combination of full-time instructional appointments (lecturer, instructor, or professorial ranks)
without the award of tenure shall be ten years provided, however, that aterminal contract for an eleventh year
may be proffered if an institutiond recommendation for tenure is not approved by the Board of Regents.

e Consistent with Board of Regents policy*, and as stated in the Statutes of the Medical College of Georgia,
notice of intention to renew or not to renew a non-tenured faculty member who has been awarded academic
rank (Instructor, Assistant Professor, Associate Professor, Professor) shall be furnished, in writing, according to
the following schedule.

At least three nonths before the dateof termination of an initial one-yea contract;

At least six months before the dateof termination of a second one-yea contract;

At least nine months before the dateof termination of a contract afte two or more years of service in the
institution.

Faculty receiving a letter of non-renewal are not digible for tenure or the tenure appeal process.

f. Annually, the Charperson will counsel each tenure-eligible faculty member regarding his/her progress towerd
the award of tenure. In exceptional cases, tenure may be awarded upon the completion of the minimum
probationary period of five years It is more likdy, however, that tenure will be avarded in the sixth or seventh
years, provided that the faculty member meets the criteria for tenure. A morecomprehensive review must be
donein the third year. The third-year review is designed to assess theindividuals progresstoward promotion
and/or tenure, and mug involve the Chair and the Dean. A favorable result of the third-year review does not
bind the ingtitution to recommend theindividua for promotion and/or tenure. It is an assessment whi ch informs
faculty members whether their progress toward promotion and/or tenureis satisfactory at the time of the
assessment.

g. Tenure track faculty may voluntarily trander to a non-tenure track status with approval of Chairman, Dean and
President. Such transfe is considered a change of status and requires the review and approval of the Board of
Regents. In all but exceptional cases, this change in status may be granted at any time through the first five
years of the active employment of the faculty member. A faculty member with a non-tenure track gopointment
may only be placed in atenure track position as a new appointment. Faculty transferring to a non-tenure track
position shall not be considered for new appointment to atenure track position for at least two years.

*Board of Regents Policy Manual 803.06, B.I, Page27.

6.3  Faculty with VA Appointment

The Board of Regents has approved tenure status for full-time MCG faculty with VA appointment. (Board of Regents Policy
Manual, 803.06, E) which states:
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6.4

6.5

Anything in this Policy Manual to the cantrary notwithstanding, faculty membe's employed by the Medical College of Georgia (MCG) who
hold a professorial rank in atenure track position of Assistant Professor a above who also hold a part-time a full-time appointment & the
Veterans Administration Medical Center-Augusta (VA), shall as stated above (Section803.09-C) be eligible for the award o tenure at MCG
upon completing at least five years of full-time or part-time service at the rank of assistant professor or higher. Such faculty members shall
otherwise meet thesame probationary periods, criteriafor promotion, pracedures and other requirements set forth in the Bylaws and Policy
Manual of the Board of Regents and Statutes of MCG far the award o tenure tofull-timefaculty, provided, however, that sich faculty
members who have been employed previously by MCG for five consecutive years or more shall be eligible to apply for tenure. The tenure of a
faculty member who also holds a VA appointment shall apply only that portion of afaculty member's salary and benefits which are provided
directly by MCG. In no event shdl the awad of tenureto faculty members hdding such joint appointments doligate MCGto assume any
portion of the salary and benefits provided by the VA. In the event afaculty member who hasbeen awarded tenure at MCG under provisons
of this section shall far any reason cease tobe employed by the VA, the Medical Collegeshall havethe right, at its sole discretion, to revoke
the tenure, enploymert or other dfiliation o the faculty member by MCG without hearing or ather due proaess procedures or requirements
set forth in the Bylaws and Policy Manual of the Boar d of Regents and the Statutes of MCG for other full-time tenured faculty. After
termination of employment or revocati on of tenure, MCG shall not be obligated to provi de such f aculty member with any further salary,
benefits or other financial support.

Criteriafor Granting of Tenure

The tenure decision shall be based on a thorough evaluation of the candidate's total contribution to the mission of the Medical
College of Georgia. Facul ty recognition and reward through the award of tenure shall be based upon each faculty member's
sustained contribution in the areas of teaching, research/scholarly achievement, and service to the defined mission and purpose
of the Medical College of Georgia as undertaken and supported by the school and discipline in which the faculty member
holds appointment. Sincethe Medical Collegeof Georgiaisunique among University Systemof Georgiainsiitutionsin that it
is heavily involved in patient care, faculty members in appropriate disciplines may also be evaluated in terms of their clinical
service in addition tothose areas common to all Univerdty Systemof Georgiainstitutions. While specific responsibilities of
faculty members may vary becauseof the special assignments or because of the particula mission of the ecademic unit, all
evaluations for tenure shall address the manner in which each candidate has performed in the ar eas of teaching,
research/scholarly achievement, and service. (See also criteriafor promotion.) A decision to grant tenuremust be based not
only on the candidate's attainment of high professional competence and academic performance measured against national
standards but also on thegoals and anticipated future needs of theinstitution.

It is recognized tha the weighing of criteria for tenure and the means of fulfilling those ariteria may vary among schools
reflecting each school's unique misson and purpose. However, there are general guidelines that each candidate is expected to
meet for measuring competence and academic performance. They are the same guidelines as those prescribed for promotion.
(4.3)

Guidelines and Procedur es (See also Procedures for Promotion 4.4.2)

6.5.1 A calendar fortenure processes shall be published by theSenior Vice President for Academic Affairs and sentto the
Deans by June 1 of each year.

6.5.2 Thetenure eligibility status (credited time in rank) of each faculty member shall be reviewed , in accordance with the
calendar each year, by the Chairperson and alisting of faculty eligible for tenure prepared and forwarded to the Dean's
office.

In the event that the candidate for tenure is a Chairperson, the Dean or appropriate Associate Dean will notify each
Chairperson who is eligible for tenure interms of service in rank of hisher status.

In conjunction with this annual review, theDepartmental Charperson will notify each faculty member who is eligible
for tenure in terms of service in rank of his/her status.

The Chairperson will counsel each tenure-eligible faculty member as to his/her career progress. A third-year-review
will be done for each faculty member. No later than the fifth year of the probationary period for feculty membes
holding the rank of Assistant Professor or above and no later than the eighth year for faculty members holdingthe rank
of Instructor (or who have held any combination of instructor or professorial ranks), the Chairpersonwill assess the
faculty member's career progress and potentid and will discuss the assessment with the faculty member and the Dean.

6.5.3 In accordance with the calendar, an eligible faculty member may initiate the tenure process by subnitting a portfolio to
his/her Department Chairperson who may submit it to the departmental tenure review committee or its equivalent,
unless the candidate has received aleter of non-renewd. A faculty member whose contract will not be renewed is not
eligible for tenureor the tenure appealsprocess. A candidae may halt the tenure process at any time priorto a
recommendation beng made to the Boad of Regents. The Department Charperson should not be presant at the
deliberations of the review committee.

6.5.4 In accordance with the published calendar, the Chairperson shall appoint the department tenure review committee or its
equivalent to conduct a substantive evaluation of the candidate's record and performance using the current published
criteriafor tenure as the basis for evaluation. The candidate shall not be present during the deliberation of his/her
qualifications but shall be available during the meeting to answer questions or clarify circumstances relevant to his/her
qualification. In accordance with the published calendar, the committee will submit to the Depatment Chairpersona
written report of its proceedings which will include a recommendation based upon the candidate'srecord and
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6.6

performance in relation to the established criteria.

6.5.5 The Department Chairperson shall evaluate the departmental tenure review committee report and request
supplementary evidence or analysis from the conmittee as needed. In accordance with the published calendar, the
Department Chairperson shall submit the complete portfolio, the committee's recommendation, and his’her own
separate recommendation and rational e to the school level faculty promotion and tenure committee. This committee
sends their recommendations to the Dean in accordance with the published calendar. If the candidate has ajoint
appointment, the primary Dean sendsa copy of the portfolio to the secondary Dean for comment.

6.5.6 The Dean may review the recommendations of the school level committee with thecommittee Charperson or with the
entire committee prior to making his/her own assessment and decision. If the school levd committee does not support
tenure the Dean will review the basis of the decision with the committee or its Chairperson. The Departmental
Chairperson and the candidate should then reachafinal consensus onthe areas of conaentration for the faculty
member's dforts during the following years These recomnmendations should be based upon established criteriafor
tenure and should become a part of the academic responsibilities and expectations for the candidatefor the following
year(s).

6.5.7 The Dean shall review the candidate's portfolio, includingall recommendations sent forward by the Chairperson and by
the appropriate tenurecommittees & the section, departmental and school levds. If the candidateis a member of the
faculty of the School of Graduate Studies, the Dean of the School of Graduate Studies shall offer hisher
recommendation to the Dean of the primary school regarding the candidate's record and performance in graduate
studies. The Dean of the primary unitwill make higher own assessment and decision and will make it known to the
Chairperson. If the Dean does not support a recommendation for tenure, the Dean shall discuss with the Department
Chairperson activity levels and performance needsto enhance the candidae's prospects for tenure at a subsequent
review. The Chairperson shall di scuss with the candidate ways to enhance candi dacy for tenure at a subsequent revi ew.
The Chairperson and thecandidate should then reach afinal consansus on the areas of concentration for thefaculty
member's eforts during the following years This consensus should bebased upon established aiteria for tenureand
should become a part of the academic responsibility and expectations for the candidate for the following year(s).

6.5.8 Recommendationsby the Dean for tenure are transmitted to the Senior Vice President for Acadamic Affars, in
accordance with the published calendar, dong with two copies of the completed portfolio of each candidate.

6.5.9 The Senior Vice President for Academic Affairs shall review the faculty portfolios with each Dean, including the
accompanying documents recommending tenure generated at each level of the tenure process. The Senior Vice
President for Academic Affairs, upon determiningthe completenessof each portfolio and supporting documents, shall
transmit the portfolios to the President for review.

6.5.10 The President will confer with the Senior Vice President for Academic Affairs. The Senior Vice President for Academic
Affairs shall prepare the appropriate documents for the President for all those faculty members for whom a positive
recommendation was sustained by thePresident in consultation with his senior staff. The President shall ransmit to the
Chancellor alist, by school, of all faaulty members recommendedfor tenure for final action by the Board of Regents, in
accordance with the published calendar. It isimportant that faculty members understand that all tenure
recommendationsare advisory until the Board of Regents takes action.

6.5.11 The Senior Vice President for Acadenic Affairsshall prepare the appropriate documents with recommendations for the
President for those faculty members for whom tenure was not recommended. The Senior Vice President for Academic
Affars sends letters directly to thoseindividual faculty. The Senior Vice President of Academic Affairs shall transmit
to each Dean alist of those faculty members for whom tenure was not recommended, in accordance with the published
calendar. Each Dean shall discuss the status of those faaulty who werenot recommended for tenure with the
appropriate Department Chairperson or head of the academic unit. The appropriate Chairperson or academic unit head
will discuss the recommendations and counsel those faculty members whose tenure was not recommended, in
accordance with the published calendar.

Appeals

6.6.1 Theindividual faculty member shall have an avenue for appeal of decisions within 10 days at each level of the tenure
review process.

a Decisions by the departmental review committee or the Department Chairperson may be appealed to the Dean
through the school's egablished channel for appeal .

b. Decisions by the Dean may be gopealed to the President within 10 days of thewritten notificaion of the
decision. The President shall refer theappeal to an ad hoc Appeals Committee composed of the Chairman of the
Faculty Appointment, Development, Promotion and Tenure Committee of the Academic Council and four corps
of instruction menbers to be named by the President, two of whom must have served on the Academic Council
and all of whom <hall hold tenure. The gopellant has the right to strike for cause any members of the ad hoc
Appeals Committee. The President shall inform the Dean and the Senior Vice President for Academic Affars
that an appeal has been submitted and is under review. The findings and recommendations of the Appeals
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Committee shall be made to the President. The appellant will be notified of the President's decision with copies
to the Dean and Senior Viae President for Academic Affairs.

C. Recommendationsto the President may be appealed in writing to the Board of Regents within 20 days of
notification of the President's action.

6.6.2 The procedures for appeal at each level shall be avalable through the department and through the Dean's office

Approved by Academic Cauncil
September 18, 1997
Editorial revisions approved by Executive Committee
November 4, 1999
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