UC DAVIS: ACADEMIC SENATE

January 18, 2013

LINDA P.B. KATEHI
Chancellor

RALPH J. HEXTER
Provost and Executive Vice Chancellor

RE: STREAMLINING THE ACADEMIC PERSONNEL PROCESS

As discussed with both of you and with Vice Provost Stanton, the Davis Division of the
Academic Senate’s Representative Assembly directed the establishment of a Special
Committee on Streamlining the Academic Personnel Process in June of 2010. The Special
Committee conducted its work throughout the 2011-12 academic year submitting its report to
the Representative Assembly in June 2012. A copy of the report is enclosed.

The Committee on Academic Personnel — Oversight Subcommittee (CAP) reviewed the report
during summer session 2012, allowing distribution of its impression of recommendations as a
compliment to the full report during Division-wide review fall quarter 2012. The following
represents the Division’s position on the report’s recommendations and the best course forward
for our campus.

Part A. Proposed Changes in the Review Process

Plan 1 (Step Plus) The Division recommends implementation of Part A, Plan 1 (Step Plus) with
the following considerations:

o The implementation should encourage departments, Faculty Personnel Committees
(FPC), and deans to objectively review each packet as potentially deserving acceleration
to avoid unconscious bias. Each Dean's office should report faculty demographics of the
promotions and accelerations each year to the upper administration and the faculty
members of that division/department. This will allow concerned parties to see whether
the accelerations granted under the new streamlined process benefit all faculty members
equitably.

e Given the likelihood that the role of FPCs will change, it will be more important than ever
that they are provided with adequate training to ensure they remain appropriately
proactive throughout the review process.

e Overall the need for detailed internal letters (department, dean, FPC) should be reduced,
except for appraisal and promotion steps, allowing regular reviews to be based on an
expanded CV.

¢ Include a streamlined format for the departmental letters, since standardized length and
content will likely reduce the amount of repeated information also found in the dossier.

o CAP’s role will continue to be critical in navigating the differences in judgment by FPC
and deans among different colleges and schools for 1-, 2-, 3-, and 4-year accelerations
as CAP strives to make fair recommendations across all units on the campus.

¢ More thought needs to be given to the dynamics of the process, especially how faculty
and the chair will respond to the new system.

UNIVERSITY OF CALIFORNIA - (Letterhead for Interdepartmental use)



January 18, 2013
Page two

Plan 2 (Streamlining Normal Actions) The Davis Division may be willing to support Plan 2, if
Plan 1 is not adopted. However, there were significant concerns requiring further discussion
with the Division if there is a desire to pursue Plan 2.

Part B. Individual Recommendations for Streamlining by Removing Unnecessary Effort

The Division recommends implementation of the recommendations listed in Part B, in particular
the efforts around streamlining extramural letters and redundancies in internal letters, with the
exception of the following:

e Recommendation 6 (abolish or severely modify the “return-to-scale” policy) is
controversial. Some believe that negative evaluations and votes should impact off-scale
salary decisions. While others believe impacting off-scale salary decisions is equivalent
to a disciplinary action.

e Step VI letters are valuable, and an explanation in the Chair’s request could address
people’s lack of understanding of their importance.

e In order to reduce FPC workload, they should only be used as a mechanism of first
appeal for “normal” merits (i.e. normal merits should never go to the FPC except on
appeal by the candidate).

Part C. Improved Use of Online Systems

The Division supports improving the use of online systems to facilitate the academic personnel
process. However, concerns remain and these concerns must be addressed in order for online
systems to be effective:

e All online voting should be completely secure and anonymous.

e There are potential benefits for using online course evaluations. However, this does not
imply a single, campus-wide measurement instrument, but a sufficiently flexible on-line
evaluation system, so each department and program can tailor evaluations to meet
specific needs. There must be ongoing monitoring of response rates and a commitment
to exploring methods for enhancing response rates.

The Davis Division of the Academic Senate is committed to streamlining the academic
personnel process in an effort to reduce staff and faculty workload. However, we wish to
continue being involved as decisions are made and an implementation process is developed. |
would like to meet with you and Vice Provost Stanton to discuss possible next steps.

Sincerely,

/,,t" ¢

/j_)_h - __ )
/8 TP Tx ?;1f~/. ¢k
\
Bruno Nachtergaele, Chair
Davis Division of the Academic Senate
Professor: Mathematics

Enclosure: Academic Senate Special Committee on Streamlining the Academic Personnel
Process Report
c: Vice Provost Stanton (w/enclosure)









































































































































































































































































































At key pomts in dehberatlons over long-term recommendatlons the Taskforce aff“ rmed these common

values and goals T T L TN

:-_.The UmverSIty must remam competltwe m-recrwtment and retentlon of faculty, seekmg to -
L prowdecompetltlve totalremuneratlon (salarles and benefi ts) ) R

e Regular peer review and the attendant salary scales are. effe lvely-=de’s:gned:toéenco;u_fage-f-— >
; -“':faculty productwnty for an entlre career ' e T e e

. ’Current faculty salar:es suggest that we have campus plurallsm, a set of system wade values .
played out wuth avariety of campus practlces The salary scales h' @ effectively become a o
- salary ﬂoor, a set of common. expectat{ons ' L ‘

' Health‘ScienCes facUIty cov'ered under the Heaith Sciences Compensation, Pla'n(HSCP) are
' . affected dlfferently than other faculty by the salary scales. The Taskforce recognlzes that an
“increase in the salary scales. ralses the amount of covered compensatlon for HSCP faculty and
that this increase could lead to adjustments in future Y and Z components

40 Key data influencing the Taskforce’s !ong—term salafy recomtnendations

The Taskforce also reviewed data on faculty salaries, data which helped shape the recommendations to
follow in section 5. We include here some key elements of the data that were most particularly relevant
{other information is available upon request}. Notable in the data are the persistent lag in salary relative
to our Comp 8 universities and the differences in General Campus off-scales by campus, discipline, and

rank.
4.1 Lag in faculty salary against Comp 8

For the most recent year available, the CPEC faculty saiary study shows a 12.8% lag in average general
campus faculty salaries {excluding Law and Health Sciences)’ between the Comparison 8 and UC’s
overall average salaries, a gap which has increased over time. Faculty salaries at each rank lag the
average salaries at the Comparison 8 institutions, and have done so for many years (see Figure 1).

2 Law and Health Sciences are excluded since there is not comparable data on these disciplines at all Comp 8
Universities. - _ B
4 .




* Note: To provide direct comparisons, equlvalent ranks are exc!uded from this table
Source: Faculty Competitweness Report january 2011 - i p

4.1.1 Cumutative five-year cost of closing the gap with the Comp 8

It has been a long-term University goal to match the average salaries of our Comp 8 “Peer” Universities
{represented by the red line in Figure 1}. As noted above, UC faculty salaries currently are 12.8% behind
the Comp 8 average. Depending on the salary increases at our peer universities over a five year period,
estimates for the total five-year cost of meeting the Comp 8 average, using the CPEC methodology, are

as follows:

Projected rate of Comp 8 annual
salary increments

Increased UC payroll cost in the
fifth year to close the resulting
gap with Comp 8 (baseline
FY2010)

Average annual increase to
ladder-rank faculty payroll

3% for each of 5 years $283M 5.51% annualiy for each of
5 years
4% for each of 5 years $372M 6.54% annually for each of

5 years

The five years INCLUDE the current year (FY 2012), in which UC raised salaries for meritorious faculty by
3% in addition to merit actions {until sprmg 2012, we will not know the average salary increment for
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- "FY2011, the doliars commltted nor the progress we have made vss—a-vus the Comp 8) In sum, these it '
, data mdlcate that—to match Comp 8 salan_es—th ' nnual ayroll for General Cam' us iadder-rank

Figure 2: Percentages of Faculty \mth Off-Scale Salaries Bv Campus
General Campus. Only T L
October 2010

100

Percentage

Source: UCOP Academic Persannef

Off-scale salaries also vary widely by rank. As shown in Figure 3, a review of off-scale salaries by rank
shows that assistant professors, those with the least time at UC, have the highest percentage of off-
scale salaries; this reflects our practice of hiring new faculty at a “market” rate. Taskforce review of new
appointments {General Campus only} in the five year period between 2005-06 and 2009-2010, revealed
that 91% of assistant professors are hired off-scale, 94% of associate professors, and 80% of full
professors. On average, 89% of new hires were off-scale. Such data show us that newly hired faculty
are off-scale in higher percentages than current faculty (89% v 67%), underlining the “loyaity penalty”
paid by facuity who remain at UC for their careers, with salaries based on a lagging set of salary scales.
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*|ncludes: Architecture, Communications, Information Sciences, and Social Welfare
Source: UCOP Academic Personnel




'These f gures show that there are generailv smail d:fferences in the use of off—scale salarfes across
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*ncludes: Architecture, Communications, Information Sciences, and Social Welfare
Source: UCOP Academic Personnel

As of Getober 2010, the systemwide mean off-scale increment of a faculty member with an off-scale
salary was $19,350. Most of the off-scale salary increment means are in the $13,000 to $21,000 range.
The outlier is Business and Management where the mean off-scale salary increment is $84,171, which is
83% of the actual scale in Business and Management. While there are substantial doliars dedicated to
off-scale increments, the Taskforce also reviewed data indicating that 44% of off-scale salary amounts
are between 0 and 10% of the actual scale. In other words, returning to scale may be achievable for a
large number of the facuity, with continued adjustments to the scales.

Figure 6 provides data on one of the many differences by campus, in this case the mean off-scale salary
increment. In October 2010 data, the mean off-scale salary increment at Los Angeles is on the high end
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The data in these six figures are reflective of the complex distribution of salaries at the University. In the
absence of regular, systematic adjustment of the salary scales (until Falt 2011, they had not been
adjusted since 2007), campuses have increasingly resorted to off-scale salaries to move individuals

" closer to market, as a result of either recruitment or retention. This ad hoc process has resuited in wide
variations in salaries across the system. If our goal is to reward all productive faculty through a more
workable scale across the University, then it would be desirable to reduce the variation by bringing
salary scales closer to the median.

Analysis of these data led the Taskforce to develop a set of recommendations that acknowledges
current differences by campus as well as a common foundation in the salary scales. The Taskforce
recommendations {below) combine a salary process that accommodates campus and rank/step
differences at the same time preserving a university-wide approach to competitive faculty salaries.

5.0 Recommendations for a long-term faculty salary plan

The Taskforce agreed that the University has major issues with competitive faculty salaries and also—
given such factors as those outlined in Section 4 above—that a single solution will not allow the
University to remain competitive. We need to be more creative.




‘Other current conversations in the Unwersrty have provided an |mportant4 dynam|c context for _
: »Taskforce drscuss:ons and have mﬂuenced our recommenda s, While the ‘askforce agreed that ...
enhancmg facuity sa!anes is a fundamentai Unwersrcy goal ItS members were not of a smgle mmd abou .

- -salary competatweness, mcludmg the normai merrt component
;ldeas outllned below would be endorsed by Taskforce memhe

) commrtment to the faculty merit process requmng the i _gra contlnue whether new'resources

are provided by the state for that purpose or not. Thrs commltment has varlable con equences for

. campuses, but should be among the highest | pnorltles for system saIary pohcy since the merlt process is
at the heart of the UC commitment to faculty quality. (leen this recommendatlon, fundmg the merlt
process s should be among the very hlghest pnont:es for the Umversaty, evenin the face of serious '

' f‘ nancial problems.) Self-funded merits, retention, and market hires result in some variability among the
campuses in faculty salaries. It is the view of some members of the Taskforce that the level of variability
while not optimal is, however, not overly harmful to the ability of the individual campuses to maintain
their quality. The commitment of the University, in this view, should be to the merit system, notto a
rigid scale adhered to by everyone. “Step 2” outlined below contains specific Taskforce
recommendations on the merit salary process.

Taskforce members differ on the priority they would place on the scale restoration program in the
absence of new state resources. Some members of the committee would not obligate the campuses to
a systemwide restoration program without new funds and would place this need lower on the list of
priorities for the campuses {against, for example, hiring additional faculty or staff or against reducing
staff further.} Other members would prioritize the restoration program against other needs and require
the implementation of a systemwide program using existing campus resources, including increased
tuition dollars. The failure of the state to fund faculty salaries over time has limited the University’s
ability to adjust the systemwide salary scales, producing a situation in which off-scale salaries have
proliferated, and resuiting in dramatic differences among individuals as well as campuses. “Step 1"
outlined below contains Taskforce recommendations about restoration of the salary scales in a new way

that fits current circumstances.

* There was a difference of opinion among Taskforce members on this issue of funding. Some members felt that
“core instructional funds, including state allocations and student tuition [net of return to aid]” and not simply
“state funding” should be identified as the source of support for faculty salary actions. Others insisted that tuition
dollars shiould be allocated only through campus-based decision-making processes. In Section 5, we have used the
more restrictive phrase, “state funds” with the understanding that there is not agreement about the source(s) of
funding for faculty salary.
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' f scal responsubihty is bemg moved to the cempUSes'

-Below, we outlme a two- -part “scale reformuiatlon" which bw[ds on current effective policies and

practices while proposing a set of variations that would be determmed at the campus Ievel We have

~ proposed two interlocking salary adjustments one of whlch assumes some fundlng commg centra[ly to
‘provide more uniformity to salaries systemwude and one of which assumes individual campuses wil

-have to generate the salary increase doIEars and will need to award the salary within their norms.at the

‘time of annual merit rewew ‘Both adjustments work W|thm the current saiary pohcy and-réview’

processes. We would propose that any of these changes be lmplemented on }uly 1 of the affected year.

The recommendations and projections would need additional refinement if you agree to the concepts
they encapsulate.

Professional School salaries. The Taskforce finds that some aspects of current faculty salary will not be
adequately addressed by our recommendations and thus we recommend that the Provost appoint a
follow up Taskforce to pursue optimal ways of ensuring competitive salaries in professional disciplines
{non-Health Sciences). In reviewing the data on faculty salaries disaggregated by discipline, the
Taskforce recognized that our proposed plan may have limited effect in some of the professional
schools, where there are aiready discipline-based salary scales. We found this problematic. As we
reviewed the situation for law faculty, for instance, we acknowledged major differences in scales (the
Jaw scales have nine steps compared to twenty in the General Campus scales) and in the use of fees in
support of faculty salaries. We also found that facuity in business and in economics have little
predictable relationship between the published scales and their salaries. This Taskforce did not have the
appropriate expertise to pursue this issue of professional faculty salaries further.

This follow-up Taskforce is essential. In this report, we have dealt with the current professional school
faculty in a couple of ways. For law faculty salaries, we have made the decision to exciude them from
the costing models. While competitive law faculty salaries are a continuing priority, the
recommendations of this Taskforce do not speak directly to the situation of law schools. For facultyon
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was wary ofm ,_kmg calcu!at:ons be ond the next two y rs, since th
aHow conf’ dence that far into the future -

: Appendle } _"Costlng Models—Based on the Median Average
Appendix B: ”Costmg Modeis—Based on- the Medlan Average Year 3"
App,endi_x c “Health Scaences Compensaticn Plan APU Scales
PR ) ;o -using Med:an Average as Scaie 0” (Year2) -
_ App'end_ix‘D_: -~ “Health Sciences Compensatmn Plan APU Scaies,': .

- using Median Average as Scale 0” (Yearr3) _
Appendix E:  “Campus Mean Scales—After Adjusting Oct. 2010 by +3%” (Year 2)
Appendix F:  “Campus Mean Scales—For 3™ Year Costing”

Appendix G:  “Note about Costing for Above Scale Faculty”

The significant detail in these attachments contain the assumptions and calculations behind the

discussion below.

5.1.1 Step 1: Salary scale adjustments based on the median systemwide average at each rank and step

We propose that determination of faculty salaries in Years 2 and 3 begin with a recalculation of the
systemwide salary scales.® This recommendation is based on our consensus that faculty salaries should
be, at a minimum, at the “median campus average” at each rank and step.

In this first mechanism, scale adjustments would be made annually or at other {longer) intervals as
determined by the President. The systemwide scale is set at the “median campus average” (of the nine

*In the mechanisms proposed below, we are focused on what we refer to as Year 2 (FY13) and Year 3 (FY14). Year
1 (FY12}is the current year, in which 3% was awarded on all salary doliars {on, above, and off scale} to all faculty
with positive reviews in the preceding four years. if these proposals for Year 2 and 3 are adopted, the salary
mechanisms could be used in Years 4 and 5 as well. We assume that a review of years 1-3 should occur preceding
any decisions about Years 4 and 5. '
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scales except iaw The cost |n Year 3 wo d be $25Mf

Step 1 : L
~Costin Year 2 $23 347, 277 (Genera (
Costin Years. $25 004, 501 (General Campus)

Health Sciences. The Taskforce recommends that scaie 0 for the Hea!th Scuence facuity be: based on thls
“median” baseline Unwersnty scale. See Appendlces c and D for new HSCP/APU scaies in Years 2 and 3
When this baseline scale goes up, the HSCP saiary scales aliso’ go up as is currently the case under APM”

" policy, meaning that more of the facultv sa!ary {X; X’) 1 overed compensat:on under UCRP " This scale '
adjustment may or may not result in an overall salary i increase for individual faculty membeérs, since the
HSCP salary is a negotiated combination of X, X', Y, and Z. The Taskforce considered but rejected the
idea of separate “median” baseline scales for each campus participating in HSCP, but decided that this
would add needless complexity when the APU range of scales (0-9) already provides ample flexibility.

5.1.2 Step 2: “Scale Reformulation” correlated to campus averages for each rank and step at the time

of merit advancement

Step 2 is an affirmation of the merit and CAP review of faculty performance. We propose that when a
faculty member is advanced to a new rank and/or step, s/he is moved—at a minimum—to the average
of her/his campus faculty salaries at the new rank and step. This is a mechanism that has been in place
at UC Irvine for several years, has provided equitable salaries to productive faculty, and has proved
effective in faculty retention.

® While the general campus means were calculated excluding the Business/Economics/Engineering scales and
faculty, the salary adjustment costing does include the BEE faculty. Law school scales and faculty are not included
in the means or the costing since this adjustment would have almost no effect on the competitiveness of their
salaries. See recommendation for a separate taskforce on Professional School salaries in section 5.0.

® Law faculty were left out of these calculations because of significant differences in the number of scales and
funding sources. To understand the total cost of implementing this plan, campuses with law faculty would need to
take into account additional costs for those faculty salaries.
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Genera! Campus facuity would move, at a mmrmum to the average campus salarv at therr newfrank and--:j o

scale at therr contrnumg rank and step

Appendrces A and B detari the mdrvrdual campus costs of thls caiculatron,‘ "\
" have calculated the costs assummg that only the 1/3 of faculty wrll have been awarded a ment : o

' 'advancement to be effectrve in Year 2 and again in Year 3and that onlv thfs portton of the facu%ty would h
be brought to this new average.® Costs are estimated as follows for.exampie at UCSB in Y_ea 3, Step 2
would cost $2, 560 212 to bring 1/3 of the faculty to the campus mean at the new rank and step. (see
Append:x B). Systemwrde costs for the second adjustment {Step- 2) are as follows for Years 2 and 3:

Step 2 costs: Years 2 -and 3
:Year2: . 823, 236,209 (cost for the roughly 1/3 faculty advanced ina grven year)

-(General Campus) See Appendix A

Year 3: $26,179,823 (cost for the roughly 1/3 facuity advanced in a given year)
(General Campus} See Appendix B

Appendices E and F offer additional detail about the development of campus-based means and related
costs of advancing faculty at merit review. Information is included for General Campus scales and for
Business/Economics/Engineering scales, for academic year and fiscal year faculty.

7in developing the costs for this model, mechanisms for off-scales were simplified. In Step 1, the Taskforce
assumed that the off-scale amounts would be subsumed in the scale adjustments; in other words, some or altof a
faculty member’s off-scale amount would transfer from off-scale dollars to on-scale dollars. In Step 2, we assumed
that any off-scale dollars remaining after Step 1 would remain at the same dollar amount. In actual practice, the
procedure for Step 2 would vary by campus, as is currently the case. Some Taskforce members voiced a concern
that faculty members with current off-scales may not like the “return-to-scale” in Step 1.

8 Bringing ALL faculty to the “Step 2” new campus average (including the roughly 2/3 who remain in their current
step) in Year 2 would also be an option and would ensure that those recently advanced (in the two prior years)
would profit from this salary adjustment along with those advancing in Year 2. The Taskforce decided against
recommending this, since it would add significant costs in Year 2.
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o AbOVe Scate Fécdlty : Above Scale faculty (UC currently has 821 Above Sca!e»faculty) offera specnal case

- campus speuf“ c scafes descnbed in thIS sect:on, smce th:s second mechamsm |s not need for A
calculatmg HSCP faculty salarles See Appendlces € and D ' o H

- UCRP. Taskforce members noted that dun gYears 2.and 3 there will also be additional Umversﬁcy_costs -

. for contnbutrons to UCRP. The cost goes'up from 7% to, 10%: in FY13 and to 12% m £Y14. ThlS is an.

additional cost that must be funded-on all salary dollars ‘whether or not these recommenda’ﬂons are
accepted For example, the new UCRP cost of Steps 1 and 2inyear 2 would be 3% of $46.6M
0r$1,398,000. The President is discussing with the Governor- and Ieglslature the a!locat:on of state
funding for some of the Umvers;tv’s UCRP costs.

5.1.3. Examples of how the scale ‘refbrrhulations would affect indiuidu'alrfa'cuity members

Six scenarios from the General Campus faculty and two from Health Sciences Compensation Plan {HSCP}
faculty show how individual faculty would be affected by the proposed ea|ary'plan in FY13 (Year2); '
these scenarios use the new scales in Appendix E. The new salary is determined by whether or not the
faculty member has had an advancement in the prior year (see “Approved for Merit?” column where a
“¥” means the faculty member has a new step and/or rank and where “N” means the facuity member
remains in the current rank and step). If the faculty member is not advanced (A, C, D, and G), the new
salary is determined by the adjustments of Step 1. Parts or all of the off-scale amount could be
subsumed in Step 1. In no case would a faculty member’s salary go down. If the faculty member is
advanced, the new salary is determined by the calculations of Step 2 as well as Step 1 (B, E, F, and H}. To
simplify the details, the examples in Step 2 assume that the off-scale amount does not change with Step
2 advancement but is maintained at the same dollar amount as after Step 1 {the off-scale could just as
easily increase {or be absorbed]; those decisions about off-scales would continue to be managed
according to campus policy and practice). Individual campuses are identified in the examples (UCD, UCI)
since the adjustments of Step 2 are determined by individual campus averages. For the HSCP, UCSF is
listed, although the individual campus does not matter in this calculation, since there would be one

systemwide scale.
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Attachment 7 |
UC DAVIS: OFFICE OF THE PROVE

o Pugust8 2011

DEANS, EXECUTIVE ASSOCIATE DEANS, ASSOCIATE DEANS, VICE PROVOSTS, VICE -
CCHANCELLORS -~ - Bt

RE: 2011::201 _ dvat
Senate, and Academic Federation

Dear Colleagaes: ™~
With this Annual Call for the 2011-12 academic year, | write to rem

procedures, and interpretations that have taken place 1€ P
been incorporated into the relevant UC Davis policy T

ment. Aty -
I.not extend the
e o

I also want to remind you of our intent to adhere to the deadiines given in this docu
request for extension of a deadline will require strong justification, and:i
deadline beyond a few days to a few weeks.at most. Late actions f

granted in advance will hot be accepted.. All actions that are )

-approval that are not finalized by July 31, 2012 will need to come forward to this office for review. and
decision. o ' SR e R e
There have been numerous streamfining actions that have taken place in the Easttwoyears A
summary of these can be found at hﬂp:llacademicpetsOnnel.-ucdavis.edulstre'amlini_nq.'c_:fm .

GENERAL ISSUES

New - Significant Publications. We have heard from review committees, incigding’:;the-Qvé_rsight
Committee on Academic Personnel (CAPOC), that they would find it useful to have faculty indicate
which publications are the most significant in terms of findings/impact and for which the faculty
member has a significant role. This can be done by adding a footnote to the publication list,
providing the information to the Chair to include in the departmental letter, and/or including the
information in the candidate’s statement. The most significant work should be limited to five
publications.

New — MyinfoVault (MIV). if there is a direct iink on the publication list to the manuscript, it will not
be necessary to provide a reprint in the backup documents. If the link sends you to a web page
where a search for the article is necessary, you will need to provide a copy of the article in the
supporting documents.

New - MylnfoVault (MIV). Effective with the 2012-2013 actions, all merit and promotion actions at
the Assistant and Associate ranks must be submitted in MIV —i.e., paper dossiers will not be
accepted for these actions beyond the 2012-13 actions.

Reminder- Clarification of Appeals versus Reconsiderations. Information was distributed from
the Senate clarifying appeals versus reconsideration in the form of a flow chart, available at:

http: //academicsenate. ucdavis.edu/documents/Senate-Chair-letter-and-flowchart-RE-CERJ-Advice-
Merit-Appeal.pdf . As described in the chart, appeals are applicable when the facuity member who
wishes to appeal should provide evidence of the personnel committee’s failure to apply established
standards of merit or failure to follow established procedure. Reconsiderations are applicable when
new information is supplied that is not the result of a personnel committee’s failure to apply
established standards of merit or failure to follow established procedure. Please refer to the chart to
see the steps of each process. '

Reminder — Extramural Letters in MyInfoVault (MIV}). For actions prepared in MIV, extramural
letters may be uploaded info MIV.




Remmder - My Info Vault (MIV) We encourage those umts that are not yet using MIV to prepare
merit and promotlon dossrers to do so Thrs wrli*decrease errors and ultrrnately save t:mefor staff

and for revrewers

has the dossrer in: Miv and the, ;omt dep
need to be sent to the Jornt department g

Reminder ‘For actrons prepared in MIV’"*The fof!owrng rtems |f wrrtten need to
hard- -copy with the. supportmg documentatron C _

(1 ) Charr s Conf dentral Letter

(2) Candrdate S Rejomder if submn
Rejomders submrtted to the dep rtment I
(3) Signed Position Description ’

Supportrng documentatron out3|de of MIV rncludes copres of pubhshed orin’ press manuscrrpts
copies of accept nce letters for the in press: items; an copres «of student evaluations.® If 3
any questions about: other documentatron ptease contact your academrc personnel analystzor emari

miv- help@ucdavrs edu o

——n

Reminder — Deadlme for Submitting Appomtments to the Vice Provost. All proposed
appointmentseffective July 1,°2012, that require the Vice Provost's approval, must be submitted to
the Vice Provost office by May 14, 2012 to ensure they will be ‘approved by the effective date. Any
appointment dossier received after this date may not be approved by July 1%

Reminder — Saniple Solrcrtatron Letter. No names and addresses should be mcluded on the
sampIe solrcrtatron Ietter to identify the revrewer ' . _ s

Reminder —~ “Arms-iength” Letters for Promotion Actions. Extramural letters are to be obtained
from reviewers recommended by the candidate and from reviewers selected independently by the
chair, with thé advice of other colleagues (“arms-length” evaluations). The department chair should
select reviewers that are not on the candidate's list. At least half of the extramural letters should be
from the department’s list rather than the candidate’s list. “Arms-length” evaluations are letters from
sources without personal connections to the candidate. Letters from mentors, thesis supervisors,

and collaborators are NOT “arms-length.”

Reminder -- Consideration of Academic Collegiality* in the merit and promotion process. The
Academic Senate Committee on Privilege and Tenure (P&T) examined the question of whether an
individual’s collegiality, or lack thereof, may be considered in merit and promotion actions. If
collegiality. becomes an issue in a personnel action, P&T asserted that the record forwarded should
be particularly clear and factually well-supported. To that end, P&T recommended the foliowing:

« I non-collegiality is raised as an issue at the department level, the chair's letter to
the dean must be specific about the nature of the allegations and should document
examples of non-collegiality so that the individual under review can understand the
allegations and respond accordingly. Specificity and substantiation in the chair's

letter will help [reviewers] judge the merits of the allegation.

« |f the departmental letter raises the issue of non-collegiality, the dean should fully
explore and comment upon the allegations in [his/her] letter.”

*Academic collegiality {or academic “citizenship” as it is sometimes called) is not a separate or
additional area of performance for which the individual is to be evaluated but rather, falls within the
context of the individual's record of teaching, research, professional competence and activity, and




‘ Remmder - Academ;c Affalrs Rewew of Dossner Content Because department ‘ : :
offices review dossiers for compliance’ with policy, Academic Affairs will limit'its content- rewew o tpe
‘recommended action form and Action Tracklng to énsuire data. integr , sthe resp subthty of the o
department and dean to ensure the accuracy of the lnfermatlon in: the doc_,_'fj'_ o L

ACADEM!C SENATE PERSONNEL ACTIONS

Reminder-- A Career Equaty Revuew (CER) ocCurs commdent w1th a ment or promotion action
Separate requests/packets for this review should accompany the mentfpromotton action. Only .
faculty who have held an eligible titie, and- have not béen reviewed by CAPOC during the previous,
four academic years, can be considered for a.CER. Career Equity: Review decisions may bé
appealed through the standard appeal process. for merits and- promotlons :
(http:/imanuals.ucdavis.edu/apm/220-Proc5:htm). For complete information on the CER program
refer to http:/facademicpersonnel.ucdavis.edu/career_equity_main.htm. )

Reminder-Dean’s Recommendation. CAPOC has agreed that if the dean concurs with the
department recommendation the reviewing Dean may opt to write a statement indicating that he/she
has reviewed the dossier and agrees with the recommendation of the department (in lieu of writing a
detailed letter, unless there is new information to add to the dossier).

Reminder - Advancement to Professor, Step VI. Advancement to Step VI involves an “overall
career review and will be granted on evidence of sustained and continuing excellence in each of the
following three categories: (1) scholarship or creative achievement, (2) University teaching, and (3)
service. Above and beyond that, great academic distinction, recognized nationally, will be requ:red
in scholarly or creative achievement or teaching.” APM 220-18b.(4)

Reminder — Advancement to Above-Scale. “Advancement to an above—scale rank involves an
overall career review and is reserved only for the most highly distinguished faculty (1) whose work of
sustained and continuing excellence has attained nationat and international recognition and broad
acclaim reflective of its significant impact; (2) whose University teaching performance is excellent;
and (3) whose service is highly meritorious. Length of service and continued good performance at
Step 1X is not justification for further salary advancement.” APM 220-18b.(4)

Reminder -- APM — 210. Instructions for Review and Appraisal Committees — effective July 1,
2005. APM-210-1d was revised to recognize faculty efforts to promote equity and diversity. Such
efforts should be considered in the context of the individual's overall record of teaching, research,
professional competence and activity, and University and public service.

Reminder — Five-Year Reviews. When a candidate has a five-year review that does not resuit in
advancement, the individual is immediately considered eligible for advancement the following year.




Remmder Normatlve Time for Steps v and Above Although facu!ty may remam at Steps 2 to
‘Step X for indefi nnte perlods of t|me the "normatw time: at*these ste _etween advancements is :

appountees the prom t|on review. "‘u‘, occur durmg
" professorial and other titles: for wWhich the’ Umver31ty s re
= te{mmal year) : S

(htt l!academlcfederation ucdaws edul ersonnel, ofm)

Remmder - Academlc Federatlon instructional Titles Not Co vered by Collective Bargammg
Agreement (e.g., Adjunct Professors Lecturers’ WOS, Su of Physical Education,
Health Sciences Clinical Professors, etc.). For personnel ¢ ctions (appomtments merits,
promotions) of Academic Federation instructional titles'thatare not covered by a coﬂectwe
bargalnmg agreement, ‘hoth Academic Senate and Academlc Federation faculty may express -
opinions and may vote. The UC Academic Senate Systemw:de Rules and Jurisdiction Commlttee
has ruled that these ‘opinions and votes must be reported in two's egarat e letters. Each letter must
discuss the opinions and vote of the group, but only.one letter (either one) needs to prov;de the
detailed evaluation of the file. All votes are confidential; therefore both the voting process and the
reporting of the vote should be treated as such.

Reminder -- Academic Federation Non-Instructional Titles [e.g., Academic Coordinators,
Academic Administrators, Professional Researchers, Project (Scientists), Specialists in CE,
Specialists, etc]. The department should have in place approved peer review and voting groups for
all non-instructional Academic Federation personnel. For merits and promotions of Academic
Federation titles that are not instructional and not covered by a collective bargaining agreement, the
opinions of the approved Peer Group and the opinions and vote of the approved Voting Group at the
unit/department level should be expressed separately but included in a single department letter.

Reminder -- Promotion in Project (Scientist) Series. When a department proposes the
promotion of an appointee who was transferred from the Professional Research to the Project
(Scientist) series, the review should include the work done while the individual was-in the
Professional Research series, if it is within the period of review.

NEW AND REVISED ACADEMIC PERSONNEL POLICIES OR PROCEDURES
There were no new or revised academic personnel policies in 2010-11.

DEADLINES FOR ACADEMIC PERSONNEL ACTIONS

NOTE: Any retroactive action requires the review and approval of the Vice Provost —
Academic Affairs, including actions normally redelegated to the Dean for approval. An action
is retroactive if the decision of the dean is more than 30 days after the effective date of the

action.

t :




The followmg deadlsnes have been establ:shed for arnval of f les in the Off ce of the Vlce Provost~ o
‘Academlc Affalrs ‘ ‘ . , o s

Nov_e_mb_er 14

" Décember 19
Thu’d action’ and beyond for department chalrs
3. Assomate Deans s
Febi‘dafy 1 Estabilshment of an Endowed ChairIProfessorshlp if the. endowment isto be
' _announced at the Apni donor dmner s
March 5 - Recommendations for ment increases and promotmns for leranan tlﬂes
' (mcludmg Law Librarian and Assistant, Assoc:ate Unwersﬁy L:brarlan)
April 9 Appraisals from the deans’ off ces
‘May 14 Recommendatlons for appointments that require Vice Provost or Chancellor

approval for actipns effective July 1, 2012

Other deadiinesfactions:

« Deferrals and 5-year reviews are due in the Office of the Provost at the time the
corresponding regular action would be due.

« Extensions must be requested prior to the due date of the action. No extensions for
the submission of proposals for merits or promotions will be granted without strong

justification.

Thank you for your assistance and cooperation in making the complex advancement process at UC
Davis work as well as it does. '

Sincerely,

/ﬁaﬁa @% 4

Barbara A. Horwitz
Vice Provost-Academic Affairs







Attachment 8 | N

- From UCD APM-220, Section IV F. ¢
Solicitation ofext"r”amur_al letters (see Exhibit B for'samp__le formats).

1) Al solicited letters must be included in the file.

2) Normally, five to elght letters are adequate for the review file,

~3) Letters are to be obtained both from réviewers recommended by the
~candidate and from reviewers selected independently by the chair (with the
advice of other colleagues). SRR R

4) At least half of the éxtramural letters shoﬁld--befrbm the department"si list

rather than the candidate’s list.
5) Each extramural letter must be marked "confidential."

6) Each letter should be identified separatély by a letter or number to.ensure
confidentiality of reviewers (APM 160).

7) Signed facsimiles are acceptable.

8) Email letters may be submitted with dossier, but must be followed up with
signed, original letter or facsimile.

d. Reviewers should be:

1) Selected from academic or research institutions with standards comparable
to the University of California.

2) Associate or full professors, or the equivalent.

3) Familiar with the academic standards that are appropriate when making
promotion decisions or who have the necessary expertise to make promotion
decisions.

'Letters from mentors and collaborators, while valuable, should be
supplemented by letters from sources without personal connections to the
candidate (i.e., "arm-length" evaluations).

e. Reviewer information must include:
1) Names of extramural reviewers to whom the solicitation letter was sent.
2) Academic title and expertise of reviewers.

3) Identification of reviewers that were suggested by candidate versus those
suggested by the department.




UNIVERSITY OF CALIFORNIA, DAVIS  Attachment 9

BERKELEY ¢ DAVIS ¢ IRVINE  LOS ANGELES ¢« MERCED ¢ RIVERSIDE s SAN DIEGO ¢ SAN FRANCISCO SANTA BARBARA s SANTA CRUZ

DEPARTMENT OF PLANT SCIENCES

MAIL STOP 2 COLLEGE OF AGRICULTURAL AND
UNIVERSITY OF CALIFORNIA ENVIRONMENTAL SCIENCES
ONE SHIELDS AVE AGRICULTURAL EXPERIMENT STATION
DAVIS, CALIFORNIA 95616-8780 COOPERATIVE EXTENSION

TELEPHONE: 530-752-1703
FAX: 530-752-8502

11 June 2010

Professor Robert Powell, Chair
Davis Division of the Academic Senate of the University of Cahforma

Dear Bob,

Attached please find the report of the Special Committee on Student Evaluation of
Teaching. I would like to take this opportunity to acknowledge the excellent hard work of the
committee over the last six months. This was an extraordinarily engaged group of individuals,
and each member made significant and valuable contributions to our discussions and to the
report. I am particularly appreciative of the participation of our Academic Federation, ASUCD,
GSA, and ADMAN representatives and I am extremely grateful for the guidance and support of
our advisor, Edwin Arevalo. In addition, as noted in the report, several campus faculty and staff
took time to meet with us and provided helpful information to the committee, and their
contributions are gratefully acknowledged as well.

I thank you and the Executive Council for requesting the appointment of a group to work
on this important issue. It has been a pleasure to serve on this committee and I hope you will find
our report of interest. Please contact me if you have any questions.

Best wishes,

Dan Potter
Chair, Special Committee on Student Evaluation of Teaching




Report of the Special Committee on Student Evaluation of Teaching
11 June 2010

Committee Members: Dan Potter, Plant Sciences (Chair); Niels Grenbech Jensen, Applied Science; Charles H,
Langley, Evolution & Ecology; Miroslav Nincic, Political Science; George Roussas, Statistics, John Payne,
Physiology & Membrane Biology; Jared Haynes, University Writing Program (Academic Federation
Representative); Rod Cole, Physics (Academic Federation Representative); Tracy Lade (ADMAN

Representative); Christopher Dietrich (ASUCD Representative); Mara Evans (GSA Representative); Kaitlin
Walker (GSA Representative).

The Special Committee on Student Evaluation of Teaching (SET) met six times during the winter and spring
quarters of 2010. At our first meeting (January 14), we discussed our charge, reviewed background information
consisting of a report from the Academic Senate Committee on Information Technology and one from the Davis
Division of the Academic Senate on the status of SET on the Davis campus, and came up with a tentative action
plan to complete our work. At our second meeting (F ebruary 5), we interviewed representatives from several
units on campus (Ms. Kerry Hasa, School of Education; Dr. John Drummer, School of Medicine, Dr. Jan Ilkiw,
School of Veterinary Medicine; Dr. Kathy Ferrara, Department of Biomedical Engineering) about their
experiences with implementation of on-line SET systems. Campus Counsel Steve Drown attended our third
meeting (Feb. 9) to advise us on legal aspects of SET. Dr. Jamal Abedi, School of Education, and Ms. Barbara
Mills, Center for Excellence in Teaching and Learning, attended our fourth meeting (March 4) and shared with
us their expertise and advice on the content and format of questions to be included in SET. Our last two
meetings (April 16 and May 28) were devoted to finalizing this report.

Based on our discussions, the committee has developed a set of recommended guiding principles, policies, and
procedures for the administration of SET, and for the interpretation and use of the resulting data, at UC Dayvis.
As there are currently no existing regulations specifically pertaining to SET on our campus, we hope that our
recommendations will be adopted and appropriately codified by the Davis Division of the Academic Senate.

L. Purposes of SET

Student evaluations of courses and instructors! administered by the Davis Division of the Academic Senate
provide students a forum in which to anonymously express their opinions about the quality of instruction they
receive. The results of SET are to be used for two purposes only:

1} to be included in instructors’ personnel files in order to provide data used in the evaluation of their
instruction in connection with job performance reviews, such as merit and promotion actions;

2) to provide information to instructors and departments about students’ perceptions of instruction, which may
be useful for improving the effectiveness of the instructors’ teaching and the quality of their courses.

Because data from SET convey information about students’ opinions of an instructors’ teaching in a given
course offering, they are by definition subjective and limited in scope. They nonetheless constitute an essential
part of the material needed to understand an instructor’s effectiveness and they can provide valuable
information relevant to the purposes for which they are intended, provided they are organized and presented in
the appropriate format. However, SET should not be the sole means by which the teaching portion of a faculty
member’s job performance is assessed, and all departments should be strongly encouraged to develop and
implement regular and thorough peer evaluations of teaching to complement the data from SET.

2.




IL Privacy Issues

Because they represent subjective evaluations of an instructor’s job performance and are an integral part of the
individual’s personnel file, the data from SET are confidential and protected. Therefore, they may not be shared
with anyone who is not authorized to review the instructor’s personnel file, unless explicit written consent is
granted by the individual®.

SETs raise additional concerns for students, especially if administered online. Students must be assured that all
of their responses will remain strictly confidential. This includes a guarantee that appropriate measures will be
taken to protect respondents’ anonymity where small sample sizes occur, especially if students’ responses on -
evaluations are reported separately based on factors such as the final grade the student received for the course
(see 11.9). Students should also be informed that results of end-of-term (as opposed to midterm; see below)
SETs will not be made available to instructors until after final grades for the course have been posted.

Due to these concerns about confidentiality, it is essential that implementation of an on-line system, as we are
recommending as an option, adhere strictly to current university regulations that prohibit the transmission of
personal data about university personnel and students to outside parties, including contracted third-party
vendors. Thus, any gathering and handling of SET data must be conducted entirely within a campus

- infrastructure that is capable of securing personal and sensitive data throughout the process.

IT1. Recommended policies and procedures for SET

1. Each instructor of each UC Davis course offering should receive evaluations by the students enrolled in that
course. Exceptions could be made for internships, research units, individual study courses, and courses with
enrollments under some threshold number.

2. The decision to adopt on-line evaluations or to continue with paper-based evaluations should be made at the
department level in consultation with the F aculty after due consideration of the pros & cons. On the con side,
there are potential concerns about privacy and participation; these issues, as well as measures to address them,
are discussed in this document. On the pro side, there are several unique benefits of an electronic format. First,
it will enhance efficiency by reducing staff time required to compile and process paper evaluations. Second, it
will have the possibility of automatically generating reports that show how different groups of students (based
on grades in the course, prerequisite course requirements, etc.) responded, allowing more meaningful
interpretation of the results. Third, an on-line system can be set up to create more uniformly formatted and
effective reports on teaching evaluations for merit and promotion packages.

3. Under Academic Senate oversight’, a campus-wide on-line system for SET should be developed and made
available to all instructors on campus. In order to ensure that uniform policies and standards are applied across
campus, academic units opting to use online evaluations should be required to participate in the campus-wide
SET system rather than develop their own on-line systems.

4. The procedures for SET, whether administered in electronic or in paper format, should be standardized across
the campus. We recommend the following:

A) The evaluation form should consist of a series of statements about the course and/or the instructor, to
which students are asked to select a rating from 5 — 1, where 5 signifies “Strongly Agree,” 4 signifies
“Agree,” 3 signifies “Neutral”, 2 signifies “Disagree” and 1 signifies “Strongly Disagree.” An additional
response option of “N/A” should also be provided for each item.

>




B) In addition to numerical ratings, each question should include a field for written comments. Space for -
additional comments should also be provided at the end of each evaluation form.

C) Two questions should be common to all evaluations. The goal of the first question is the assessment -
of the students™ perceptions of the overall quality of the course. The second should aim to assess their -
view of the instructor’s teaching in the course. We recommend the following:

1. Overall, this is an educationally valuable course.

2. Overall, this instructor is effective in teaching this course. .
We recognize that these questions are quite broad, but we feel it is important to include them as the
minimum common elements of all evaluations across campus, in order to provide a brief summary of the
overall opinions of the students in a particular course offering and to allow comparisons across courses
and instructors.

D) Due to the acknowledged limitations of the two minimum required questions listed above,
departments, instructors, and TAs should be strongly encouraged to include additional optional
questions for particular courses. These optional questions should be designed to assess specific aspects
of the course content and the instructor’s teaching. They should precede the two more general questions
listed in item C, which ideally should be the final two questions on the evaluation form. We also
recommend that the evaluation form start with one to several “priming” questions about the student’s
participation in the class, e.g., asking about the frequency with which the student attended lectures and
whether (s)he had taken required prerequisite courses. A menu of suggested optional questions should
be provided to instructors and departments when preparing their evaluation forms; a list of possible
questions is included in the Appendix to this report. Individually customized questions written by the
instructor or department should also be allowed, and we encourage instructors and departments to
consult with the staff of the Center for Excellence in Teaching and Learning in developing questions to
be used in SET.

E) Instructors should not be present during the administration of course evaluations.

5. Students should be educated about and regularly reminded of the purpose, importance, and appropriate
completion of evaluations. We suggest that such information be included as part of orientation materials and
presentations and in the General Catalog and course syllabi. We also recommend that email messages about the
importance of evaluations, issued jointly by the Academic Senate and the Administration, be sent periodically
to all students. Brief statements of the purpose and importance of the evaluations should also be included with
the on-line evaluation form for each course.

6. Instructors should be educated about the purpose, importance, and appropriate interpretation of evaluations.
We suggest that this information be included as part of materials presented in new faculty and graduate student
orientations and discussed periodically at department faculty and course TA meetings. In addition, instructors
should be made aware of available resources to discuss teaching practices, such as departmental peers, the
Center for Excellence in Teaching and Learning, etc.

7. As described in item 5 above, student participation in evaluations of teaching should be encouraged through
positive feedback mechanisms that reinforce the perception of course evaluation as a matter to be treated with
seriousness and professionalism.. Because they would undermine efforts to promote this perception, we

recommend against mechanisms that would provide incentives such as the possibility of monetary, or material

{.7




rewauds, e.g., through a raffle to students who complete evaluations. We also recommend against the use of
academic rewards, such as points toward the course grade, for completion of evaluations, unless a compelling
case tan be made that the process of evaluation is integral to the subject matter of the course. For similar
reasons, we strongly oppose any measures that would force students to complete evaluations, for example by
withlolding their grades or their ability to enroll in classes for the following term until they had done so.

8. Ewaluations should be available for the last week of instruction by an instructor. In most cases this would be
the last week of a course, but in the case of a course with multiple instructors, each instructor could have their
evaluations completed during the last week of their instruction in the course. When possible, online evaluations
should be administered during regularly scheduled class time in order to increase class participation.

9. The statistics that should be reported for each question are: the median score (out of 5), the first and third
quartiles, and the number of students who responded with each score of 1-5. Inclusion of the mean score and
standard deviation should be optional. All written comments should also be included in the report.

10. In order to allow more meaningful interpretation of the data from SET, evaluation reports should include,
for each question, correlations between the scores selected by students and the following factors:

Grade received in the course; Grade received in prerequisite courses (specified by the instructor);

Year in school (including undergraduate vs. graduate); Major.

Of course, small sample size will limit the value of such partitioning of responses and no statistical sampling
should be conducted if the sample size is below a certain number.

1. Results of the end-of-term SET should not be released to the instructor(s) until after final grades for the
course have been posted.

12, In reviewing results of SET, instructors, their departmental colleagues, and faculty personnel committees
should consider not only the overall numerical scores but also the written comments of individual students, and,
when available, how these differ by different groups of students as described in item 9.

13. The on-line evaluation system should be designed so that it can be used not only for end-of-term evaluations
as described in items 1-11 above, but also for mid-term feedback. The questions for mid-term feedback would
be selected by the instructor and the results should be available only to the instructor to use for improving
effectiveness of his or her teaching. The inclusion of the mid-term evaluations to the instructors personnel file
(for use in merit and promotion considerations) should be optional and decided by the instructor on a course-by-
course basis.

Notes:

“Throughout this document, the term “instructor” is used to refer to any UC Davis employee who, as part of his
or her regular job responsibilities, participates in the teaching of one or more UC Davis courses. This includes
ladder-rank faculty, lecturers, and TAs who participate directly in classroom instruction.

*There is a broad range of opinions as to the appropriateness and advisability of making data from SET publicly
available for a variety of purposes. In particular, many think such data could inform students in their selection
of courses. University policy and state law, however, are clear in prohibiting this public release of such
information from the faculty member's personnel file. This fact should be emphasized in communications to
faculty if and when any changes, such as those recommended by this committee, are publicly considered and
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implemented. A clearly stated policy may allay faculty concerns, especially with respect to the increased risk of -
inappropriate dissemination of the data from electronically administered (online) SETs.
* Werecommend that either the Academic Senate Committee on Information Technology, or, if necessary, a

special Implementation Task Force, be charged with working out the details of the on-line system in accordance :

with the general recommendations provided here.
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I11. Appendix

Suggested standardized end-of-term SET form (on-line or paper) for the UC Davis Campus

Introduction:
Thank you for participating in the evaluation of this course. Your honest and thoughtful feedback is greatly

appreciated.

Student evaluations of courses and instructors administered by the Davis Division of the Academic Senate
provide students a forum in which to anonymously express their opinions about the quality of courses and
instruction they receive at UC Davis. The results of these evaluations are used for two purposes:

1) to be included in instructors® personnel files in order to provide data used in the evaluation of their
instruction in connection with job performance reviews, such as merit and promotion actions;

2) to provide information to instructors and departments about students’ perceptions of course and instruction,
which may be useful for improving the effectiveness of the instructors’ teaching and the quality of their courses.

In order to achieve these purposes, your responses and those of your fellow students are reviewed by your
instructors and their colleagues, and the results of course evaluations will have impacts on the career(s) of the
instructor(s) and the experiences of future students in the course. Thus, by participating in this evaluation, you
are both providing an important service to the university and taking on a very serious responsibility, and you are
requested to keep this in mind as you respond to the questions below. Please be assured that your responses will
be kept anonymous and that the results of your and your fellow students’ evaluations will not be released to
your instructor(s) until after final grades have been posted.

Instructions:

The evaluation form consists of a few background questions about your participation in the course, followed by
a series of statements about the course and/or the instructor. For each item, you are asked to select a rating from
5 — 1, where 5 signifies “Strongly Agree,” 4 signifies “Agree,” 3 signifies “Neutral”, 2 signifies “Disagree” and
1 signifies “Strongly Disagree.” An additional response option of “N/A” is provided for each item; please
select this option only if you feel that you do not have sufficient information or experience to respond to a
particular item. In addition to numerical ratings, each question includes a field for comments and space for
additional comments is also provided at the end of the evaluation form. Please use these spaces to enter
thoughtful, frank, and specific feedback about the quality of the course and the instruction you have received.

A. Optional Background Questions (to be selected by the instructor):

I attended all or nearly all of the class meetings for this course.

I was very engaged in this course.

I devoted appropriate amounts of time to studying for this class outside of regular class meetings.
I consulted frequently with the instructor outside of class.

Before taking this course, I was strongly interested in the subject matter.

Afier taking this course, I am strongly interested in the subject matter.

I expect to earn a grade of (5=A, 4=B, 3=C, 2=D, 1-F) in this course.




B. Optional questions about the course and the instructor (to be selected by the instructor):

The instructor made the course objectives clear.

Lectures and discussions were clearly related to course objectives.

The instructor provided helpful examples to clarify points.

The instructor clearly explained the grading standards for written work.

Paper assignments were clear.

Paper topics were generally challenging.

I learned a lot from this course.

This course helped improve my problem solving skills.

The instructor lectures according to the published syllabus.

The instructor provides timely information regarding homework, exams, or other course requirements necessary

for examination and grading,.

The prerequisites required for this course are appropriate and sufficient.
I'would recommend this course to others.

~ The instructor's presentation of the material is well organized.

The instructor is well prepared for class.

The instructor welcomes questions and discussion.

The instructor tries to help when I ask.

The instructor is available and helpful to students outside of class.

The instructor enjoys teaching.

The assigned problems helped me to learn the course material.

The assigned readings helped me to learn the course material.

The course lectures and assignments helped me to prepare for the examinations.

The instructor’s use of visual aids is helpful and effective.

The on-line materials provided for this course are helpful and effective.

This is an enjoyable course.

The instructor’s presentations held my interest.

The instructor effectively encouraged student participation.

The instructor was sensitive to issues of diversity.

The instructor was open to and encouraged a variety of opinions.

This course challenged me intellectually.

This course encouraged me to think critically.

The readings from the course were intellectually challenging.

Comments on written work were sufficient and informative.

C. Required questions about the course and the instructor (to be included on all end-of-term
evaluations):

Overall, this is an educationally valuable course.

Opverall, this instructor is effective in teaching this course.

D. Additional comments
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