DRAFT 5/3/2012‐‐ Best practices and procedures for Target of Excellence (TOE) recruitments
Overview and rationale‐‐ The purpose of the Target of Excellence (TOE) recruitment program is to allow
UC Davis to take advantage of unusual opportunities to bring high‐profile faculty to our campus who are
truly outstanding scholars and who also demonstrably fulfill critical academic needs. Most appropriate
TOE candidates will be at or beyond the mid‐career stage, and many will be sufficiently eminent that
appointment into the Above‐Scale ranks would be expected and appropriate. Only under truly
extraordinary circumstances would the campus consider a TOE candidate who could not reasonably be
appointed with tenure. To proceed, TOE recruitments require that a search waiver be approved. As
open searches are UCD’s preferred mechanism for the vast majority of faculty recruitments, there must
be a compelling case for targeted recruitment.
Concept development stage
a) A potential TOE candidate is identified.
Throughout this stage and until outside references letters are solicited,
great care should be taken to keep news of a TOE effort limited to the
home department, the relevant dean and appropriate campus leaders.
b) The chair and other members of the host department discuss the possibility of a targeted
recruitment. If there is strong interest, the department chair or another representative:
a. obtains a recent c.v. of the candidate,
b. makes confidential inquiries about a possible interest in UC Davis.
c) If there is interest on the candidate’s part, the host department meets to discuss the targeted
recruitment, and votes on whether to support a search waiver for pursuing the candidate.
Without very strong department support at this stage, the TOE recruitment should not
move forward unless a more suitable home unit can be identified.
Nomination approval stage
a) The chair of the host department consults with the dean to determine level of support. If the
dean buys in, then:
b) The dean presents the potential candidate to the Vice Provost‐ Academic Affairs, for discussion
and consideration of the nominee’s qualifications, likely contributions to the departmental and
college academic plans, and consequences of the recruitment for faculty diversity.
c) If the VP‐AA is supportive, the dean meets with the Provost, seeking approval to move forward
with a TOE recruitment and search waiver.
At this meeting, the Dean and Provost need to discuss the qualifications and “fit” of the candidate, the
degree of support from the proposed department, the source of the FTE for the potential appointment, and
how approximate start‐up costs will most likely be funded. In short, resources for each proposed position
will be negotiated with the Provost on a case‐by‐case basis.

d) Faculty support for the TOE nomination may be influenced by the resource allocation agreement
reached between the dean and the Provost. At the dean’s discretion, another departmental
discussion and vote on the nomination may be requested.
e) If the Provost is supportive, then the host department prepares a TOE nomination package to be
sent to the VP‐AA, which includes the following.
a. The candidate’s c.v.
b. A letter, co‐signed by the department chair and the dean, explaining the rationale for
the TOE request. This letter should include the following:
i. A clear description of how this candidate fits, and will substantially advance, the
academic plans for the department and the college/school.
ii. An explanation of why targeting this particular candidate is justified, and why an
open search is unlikely to be as successful.
iii. The results of a faculty vote for waiver of an open search, and a summary of
written comments arising from that vote. Importantly, the letter should also
discuss and provide context for any negative departmental votes.
f) The nomination package is sent to the office of the VP‐AA for checking, and then the complete
nomination is forwarded to two Senate Committees for review and recommendation
a. CAP votes to recommend (or not to recommend) approval of the search waiver on the
basis of the candidate’s apparent qualifications, and departmental and dean support.
b. CPB votes on whether the candidate and the candidate’s research area fit the host
department’s academic plan, and whether the case for a search waiver is justified in
terms of likely budget impacts.
g) The VP‐AA, in consultation with the Provost and informed by the recommendations of CAP and
CPB, either approves or does not approve the TOE nomination.
Recruitment stage
a) The home department begins active recruiting and negotiating, albeit with continued
sensitivity to confidentiality.
b) The candidate is likely to be invited for a recruitment visit (unless s/he very recently visited
the campus), but any seminars should not be advertised as recruitment‐related.
c) The candidate meets with the Provost, if possible.
d) The department chair and the candidate begin to discuss the parameters that would be
necessary for the candidate to make a successful and productive transition to UC Davis.
It is important at this stage to determine whether there is serious interest on the part of
the candidate, and whether a move to UC Davis is at least financially feasible.
e) If there is both feasibility and strong interest expressed by all parties, the department
requests permission from the candidate to seek external letters of support. If permission is
granted, solicitation letters should make clear the fact that this is a targeted search. Outside

referees will be asked to compare the candidate to peers in the discipline at similar career
stages.
f) Negotiations between the department chair and the candidate define the candidate’s
needs.
g) Negotiations among the chair, the dean and the Provost result in a written agreement about
how start‐up and support costs associated with the appointment will be apportioned.
h) Based on these negotiations, a preliminary offer letter signed by the dean and the
department chair is sent to the candidate for signature.
Great care must be exercised at this stage to make the candidate
understand that no appointment is final until it goes through our complete
appointment and approval process!
Appointment and Final Approval stage
a) The host department prepares a final appointment package that includes the following:
a. The results of a final department vote on whether to offer the candidate a faculty
appointment. Department members should have an opportunity to review external
letters before this vote.
b. A department letter describing the department’s final vote and recommendation on
appropriate rank and step, as well as the nominee’s academic qualifications, likely
contributions, and fit to the department’s academic plan. (Much of this can be based on
the TOE request letter.)
b) The procedure from this point on follows the standard faculty appointment checklist.
a. See (http://academicpersonnel.ucdavis.edu/forms/forms.cfm#Checklists) for the
additional information that needs to be included in the dossier.
b. The dossier is forwarded to the dean for a review and recommendation.
c. The appointment package is submitted to the VP‐AA, who reviews the dossier for
accuracy and forwards to CAP.
d. The appointment package is reviewed by CAP, which recommends a rank and step.
c) The appointment is approved (or not) by the VP‐AA, in consultation with the Provost.

