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Section C refers to unclassified professionals and faculty. While some questions of identity and employment are identical for the two groups, differentiation exists in some instances; and tenure policies apply exclusively to faculty.
Faculty Responsibilities
[bookmark: C1]C1 Faculty members, as distinguished from other personnel employed by the university, are those members of the unclassified service who have the professional expertise and the responsibility for the major university endeavors of teaching, research and other creative activities, extension, directed service, and non-directed service.
Institutional excellence is enhanced by both faculty specialization and versatility in the kind of work done within and across departments and units. Faculty members will have individual responsibility profiles. However, specialization of labor carried to extremes could seriously limit the extent to which faculty would be able to meet changing needs in their departments or to meet temporary needs. Thus, a major purpose of the probationary period is to assess a candidate's versatility across and within areas of work.
Kansas State University’s land grant mission is to foster excellent teaching, research, and service that develop a highly skilled and educated citizenry necessary to advancing the well-being of Kansas, the nation, and the international community. The university embraces diversity of thought, encourages engagement, and is committed to the discovery of knowledge, the education of undergraduate and graduate students, and improvement in the quality of life and standard of living of those we serve. As such, we recognize that faculty responsibility includes activities along a continuum of mission driven scholarly activity.
When included as part of a faculty member's appointment, each of the responsibility areas below is considered in decisions for reappointment, tenure, and promotion as well as in annual merit evaluations:
[bookmark: 2]

Other Considerations for Faculty Evaluation
[bookmark: 32.1]C32.1 Diversity of faculty responsibilities. The responsibilities of the university faculty are multifacted and can include teaching, research and other creative activities, extension, directed service, and/or non-directed service (see C1-C6.) The emphasis given to these responsibilities varies among the colleges and departments of the university and may well vary from individual to individual within a department.
[bookmark: 32.2][bookmark: 32.4]C32.4 Original intellectual and artistic contributions fulfill a fundamental mission of the university and are crucial to institutional excellence. There is a broad range of great diversity in the  scholarly and creative achievement withinof the university faculty, and departments will establish criteria and standards for all forms of research and other creative achievement appropriate to their missions.
[bookmark: 32.5]C32.5 Extension specialists , who teach in diverse settings across the state, are expected to use a variety of teaching methods and strategies. The effectiveness of the extension program developed by a specialist is measured in terms of skills, attitudes, and knowledge gained by the targeted audiences. The criteria and standards for evaluating specialist performance are developed by the departments and units that have extension faculty members.
[bookmark: 32.6][bookmark: 34.2]C34.2 Student feedback should never be the only source of information about classroom teaching. Departments or units should be encouraged to develop a comprehensive, flexible approach to teaching evaluation, where several types of evidence can be collected, presented and evaluated as a portfolio. Peers, administrators, and other appropriate judges also can offer useful insights about a faculty member's teaching performance. Peer evaluation, defined as a critical review by colleagues knowledgeable of the entire range of teaching activities, can be an important component of the university's teaching evaluation program since peers are often in the best position to interpret and understand the evidence and place in proper academic context. Data other than student feedback that provide relevant evidence of teaching effectiveness are described in "Effective Faculty Evaluation: Annual Salary Adjustment, Tenure and Promotion." Examples include: course materials such as reading lists, syllabi, and examinations; special contributions to effective teaching for diverse student populations; preparation of innovative teaching materials or instructional techniques; special teaching activities outside the university; exit interviews, and graduate interviews and surveys to obtain information about teaching effectiveness.
[bookmark: 34.3][bookmark: 72][bookmark: 157]

C157 Dean's Evaluation Procedures. Five year comprehensive review
[bookmark: C157.1][bookmark: C157.3]C157.3 The provost will select and appoint an advisory committee. The advisory committee selection process will involve consultation with the dean, elected faculty senators, and a faculty council if the college has one. The committee will represent each academic discipline or department. , and reflect the gender and race diversity of the college/unit to the extent practicable. As a general practice, only tenured faculty and no more than one department head will serve on the advisory committee. With the approval of the provost, the committee membership may be expanded by the addition of representatives from non-faculty groups who are served by the college (including students, unclassified professionals, classified staff, or clients of the college). The announcement of the composition of the committee will be made after the survey results have been collected.
[bookmark: C157.4][bookmark: 192]Ombudsperson
C192 Appointment and Term
On the recommendation of the Faculty Senate President, the Faculty Senate Executive Committee shall appoint three ombudspersons. When making these appointments, consideration shall be given to representing the demographic diversity of university personnel. Each position will be designated, and the pool of candidates shall be from one of the following categories: a) faculty member who has attained tenure in their respective department, b) unclassified professional staff, c) at-large representation (which may include tenure-track faculty, non-tenure track, or unclassified professional staff at any appointment status). Candidates for the ombudspersons shall be in good standing in all professional areas and shall have service qualifications that demonstrate knowledge of university structure and operations, such as, but not limited to service on Faculty Senate, a Faculty Senate committee, or grievance committee. The ombudspersons shall not serve in additional roles within the university that would compromise their ability to be perceived as unbiased. More information about the role of ombudspersons is available on the Human ResourcesCapital Services website. Any qualified person wishing to be considered for appointment should follow the instructions provided when notice of a vacancy is announced to the university community.
Each ombudsperson shall serve a 36-month term (three years) that begins on July 1 and shall be listed as ombudsperson in the annual list of all-university appointments and the Campus Directory. Reappointment to a second consecutive term should take place only in exceptional circumstances, the basis of which will be explained by the Faculty Senate President to the Faculty Senate prior to the appointment. Terms of the ombudspersons will be staggered with one ombudsperson appointed each year. Ombudspersons who are unable or unwilling to adhere to C194 are subject to immediate replacement at the discretion of the Faculty Senate Executive Committee. If for any reason an ombudsperson cannot complete a term, the term of the replacement will be for the balance of the original term.
