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Evaluations are pased upon information gathered by the Department 
Head from several different sources: 

1) Written documentation provided by individual faculty members, and 
students, 

2) Private interviews throughout the year with various interested 
students an~ f~culty, 

3) Consul t.ation with the elected departmental Peqonnel Advisory 
cornrni ttee. (Cf. the "Personnel Advisory Committee" s ·ection the Department 
Handbook.) 

The Department Head's annual letter to the De.an · evaluates the 
productivity of an individual facul"ty member in terms of accomplishments 
in teaching, scholarship and servic_e. In g~neral, a.p members of the • 
tenured or tenure earning faculty ate ~xpect~d to tjach in the 
undergraduate and graduate programs, advise, publish, apply f;,r 
extramural funding, engage in service and qirect Master's theses and 
doctoral dissertations . . All faculty are provided with the opportunity of 
viewing arid discussing their letters of perfe>rmani:e eval uati_on before the 
lette.r.s are offic1ally sent over to the College, and to meet ·with the 
Department Head to jointly establish goals and. objectives. such 
meetings, however, are mandatory for all prol;>ationary !c:iculty. Each 
faculty member is responsible for providing an annual activity report 
with supporting material, and for signing a state:rnerit acknowledging the 
opportunity to review and discuss his or her evaluat.ion before it is sent 
to the Dean , 

The evaluations are loosely organized into three main ireas: 
teaching j sch6larl~ ictiviti; and jervice, - ~eighted in th~ piopottions 
3/8, 3/8 and 2/8, re$~ect~vely. The director of undergraduate siudi~s 
and the director of graduate studies will be ail~wed exceptions to this 
weighting system; they may and, with the knowledge of the Personnel 
Advisory Committee, petition the Head to in<;:reas.e _tl1e proportion of their 
weight allocated to service whil.e c_orrespondingly decreasing the • 
proportion of their W-eights allocated to scholarly activity o:r teaching 
as long as each of these weights remains ~ithin the 2/8 to 3/8 range. 
Faculty on Phased Retirem,erit may also petition the Depaitment Head for an 
exception to the 3 / 8; 3/8, 2/8 weighting scheme; for example 4/8, 2/B, 
2/8 or 2/8, 4/8, 2/8 may be appropriate. Faculty with different 
assignment as approved by administration, the department Head and .Oean, 
may also receive different weights. 

In brder to prepare the letters of evaluation, the Personnel 
Advisory ColiUni ttee provides the Department Head with recommendations for 
the ranking of each faculty member in each categori as well · as the 
faculty member's over~ll or composite ranking. In each of th~ three 
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categories and for the overall ranking, the Personnel Advisory Committee 
will divide the faculty into classes representing different levels of 
productivity. The only exceptions to this peer ranking are the members of 
the current Personnel Advisory Committee and faculty in their first year 
of residence at the University; these exceptions will be evaluated 
entirely by the Department Head. The peer rankings in each category 
are determined by judging faculty achievements without consideration of 
factors such as academic rank, experience, marketability, salary, or 
exceptions to the 3/8, 3/8, 2/8 weighting scheme. 

Faculty who are on sabbatical or leave during the entire evaluation 
period, are expected to meet with the Department Head to discuss the 
nature or character of the sabbatical or leave; if that faculty member 
does not engage in any, or engages in only few, activities in a certain 
category during the evaluation period, then the ranking for that category 
will be taken as the average of the ranking in that category for the 
previous two years. It is to be emphasized that for such faculty the 
composite ranking is still determined by the 3/8, 3/8, 2/8 weighting 
system. For example, if a faculty member is on leave for a year to do 
research, then the ranking for that year in the category of research is 
determined as usual, however, his or her rankings in the categories of 
teaching and service will be determined by taking the averages of the 
rankings in these categories over the past two years, and, moreover, the 
composite score will be determined using the 3/8, 3/B, 2/8 weighting 
system. Faculty on sabbatical or leave for only a portion of the 
evaluation period will be evaluated both on the basis of the performance 
during the period of residence at the university and accomplishments 
while on sabbatical or leave, but again, the individual's composite 
ranking is still determined by the 3/8, 3/8, 2/8 weighting system. 

In order to minimize inequities due to variable legislative 
actions from year to year, the department Head should use a rolling 
average of the person's annual evaluation rankings for the three 
preceding years for determining relative salary increases. The actual 
assignment of percentage salary increases based on these average rankings 
is the responsibility of the Head alone. Within each class of the 
average ranking, actual percentages may vary, due to differential 
expectations based on factors such as rank, salary, or years of service, 
but no member of a higher class should receive a lower percentage than 
any member of a lower class. In rare and exceptional cases, the Head may 
give a percentage raise to an individual that is not commensurate with 
his or her class as determined by the Personnel Advisory Committee. This 
is to be done only when the Head feels that the individual's ranking by 
the Personnel Advisory Committee is not in consonance with the 
individual's achievements during the current review, and only after 
consultation with the Personnel Advisory Committee has failed to produce 
agreement between the Head and the Committee. 

The actual number of equivalence classes in the peer ranking is 
determined by how closely groups of individuals compare with one 
another and is not fixed in advance. It is to be emphasized that the 
peer ranking is a function of the annual performance of our entire 
department, and not just of the particular individual in question. A 
member of our faculty might be ranked in the bottom group and still be 



a proficient mathematician who ' ' meets expectatio;ns' ' in the sense of 
performing a wide range of professional duties in a competent marine~. A 
ranking in the lowest group may c::mly mea_n that that individual• s 
performance for the year was somewhat lower than our other facuity; b1,.1t 
it is not necessarily an indication 9f deficiency. Thus, in principle, 
it is possil;>le for an indivi_dual t6 bE;! ranked at th~ bottom during a 
year in which that iiid;i.yidual was productive, and for the same 
individual tq be ranked near the top during the riext year when his or 
her accomplishments are less. 

It is important to recognize in these ~valuations that teac;:hing, 
scholarly activity and service are not always distinct and sep~rate 
endeavors. They are 6ften closely relat~d activities, and it· is 
sometimes impossible to place any particular achievement in precisely one 
of these areas. For example, the direction of a doctoral dissertation 
can sometimes be credited to scholarship, teaching and ~ervice. 
Similarly, course coordination, academic advising, involvement in the GTA 
training program, as well as mentoring the teaching of our GT~s, and 
coaching the Putnam Team all contribute to rank;i..ngs in b~th _service and 
teaching. Because of this, there i~ much overlpp in the criteria listed 
below and many criteria could be listed in o.ther ca1;:.eg<:>ries. While it is 
left to the discretion of t.l')e individual faculty mt::mber how best to 
categorize his or her activities, the Personnel Advisory Committee wiil 
advise the Head as to the apprppriateness of ·eac,h faculty member's 
categorizations v~a the peer ran~ings: I? additio~ to those activities 
listed in this doctimerit, facu+tY members are enco1traged to report all 
activities they wish to have con.sidereci by the Personnel Advisory 
Committee; it is at the discretion of that committee to determine 
the appropri~teness of the items listed by the faculty nt~mber. 

E~aluation period 

The evaluation peri6d will be -n academic year beginning with the 
first day of classes in the F~ll semester, that is, the evaluation period 
begins on first day of Fall semester arid runs through the day before the 
first day of classes of the following Fall semester. This becomes 
effective starting with the academic year beginning in August of 2000. 

Expectations, criteria used in making judgments fo~ the pu:rpos~ of 
evaluation, methods of assessment. 

Teaching 

In teaching, each faculty membe_r is expected to be able to deliver 
clear and intelligent cla_ssroom presentations and provide motivation and 
encouragement. Versatility in teaching is important; a faculty member 
should be able to teach a wide variety of courses from large lectl.lre 
classes to tlndergradµate major cours~s to graduate courses. Being ~ble to 
evaluate students properly is also importaryt. Is the teacher recepti~e 
to questions? Is the teacher readily available tb provide out of class 
assistance? All of these are a part of good teaching. However, as 



important as all of the above considerations are, a Mathematics 
Department inevitably stagnates unless there is creative and successful 
curriculum development and assessment by faculty. Besides teaching 
assigned classes, many other activities contribute significantly to the 
teaching mission of the department. These include, but are not limited 
to: effective course coordination, curriculum development, assessment, 
mentoring the teaching of graduate students or faculty, application for 
and/or receipt of extramural funding for curriculum development or 
innovative programs, lecturing in department seminars, directing 
dissertations or theses for Ph.D. and Master's students, directing 
projects for undergraduates, and providing educational activities to the 
university and community such as mathematics olympiads, and competitions 
such as the Putnam Examination, and the S. Thomas Parker Mathematical 
Competition . 

For evaluation of instruction, faculty are strongly encouraged to 
provide student evaluations of teaching effectiveness. For the 
purpose of administrative recommendations, the Department will use 
forms which have been approved by a majority vote of the faculty and 
which are administered according to procedures established by the 
Personnel Advisory Committee. Student evaluations of probationary 
faculty are mandatory, and it is strongly recommended that the 
probationary faculty member give his or her signed authorization 
permitting the Department Head to release the results of the student 
rating to others involved in the review process. Moreover, in a semester 
in which a probationary faculty member is up for reappointment, he or she 
will be required to include student evaluations of the current semester 
as part of the reappointment materials. The evaluations are kept on 
file in the Department, and may be reviewed by the instructor 
after grades have been assigned . A faculty member may always submit 
additional questionnaires or surveys for evaluation. Such materials, 
however, will only supplement and neither replace nor supersede 
the forms issued by the Personnel Advisory Committee. It is recommended 
that any such supplementary materials be distributed and collected in 
accordance with procedures established by the Personnel Advisory 
Committee. 

Faculty may also submit any other materials which indicate 
teaching effectiveness. The Personnel Advisory Committee may obtain 
further assessment of teaching effectiveness through consultation with 
the undergraduate and graduate members of the committee. 

Research and Scholarly Activity 

Activities considered in this category include, but are not limited 
to: publication of scholarly articles, monographs, or texts, application 
for and/or receipt of extramural funding, lecturing at conferences, 
lecturing in seminars or colloquia both at Kansas State and at other 
universities, serving as a dissertation advisor to Ph.D. students, 
serving as a thesis advisor to Master's students, serving as an advisor 
for undergraduate projects, writing or developing software, writing 
reviews of mathematical literature, editing journals or books, or 
refereeing journals, books or grants. 



It is significant to note that original research and extramural 
funding~ within the evaluation perioq, play a prominent role in 
evaluating scholarship. Moreover, it is the quality of the 
publication rather than mere copiousness or prolificacy that is most 
important in this category. Research papers are recog~lzed mainly in 
the year they are accepted for publication and secondarily also in 
the year they were initially sµbmitted to a refereed journal. 
Faculty shquld clearly indicate all scholarly activity on activity 
reports, and in particular indicate which articles or books were 
submitted during the year, which were accepted for public_aticin, and 
which appeared. 

Service 

Faculty are expected to make contributions to the department, the 
university, the State of Kansa$, and the profession. Withiri the 
department-, faculty may se.r:ve through such activ.ities as acade;mic 
advising, involvement with the GTA training program, membership on 
committees both standing and ad hoc, recruitment of students, 
and course coordination. ijotification of opportunities to coordinate, 
teach large lectures, mentor, advise, coach, etc. are provided to 
faculty on a regular basis. At the university level, faculty' may serve 
through involvement with faculty senate or membership on co~ittees 
both standing and ad hoc. Withi.n Kansas, faculty may provide extension 
work or serve on state education committees. Within the profession, 
faculty m~y serve PY organizing local, national or international 
conferences, holding membership on committees, ad hoc committees, 
policy boards or task forces in professional organizations or 
appropriate government agencies; hoiding office or -other positions in 
professional organizations or appropriate government agencies, 
refereeing ·propq~als for funding agencies, or serving as a~ external 
examiner, referee, reference or adjudicator in personnel decisions at 
other universities. Again, none of these lists is to be considered 
exhaustive. 

In addition to professional service, it is normally expected that 
faculty engage i _n departmental and t.Jnj,.versity service, Such 
departmentai and University service should not merely be the indirect 
by-product or artifact of some otherprofessional activity; in other 
words, dir~ct institutional service is usually crucial in determining 
faculty ranking in this categbry, 

Factilty ~hould clearly indicate all sirvice activit~es on activity 
reports; It will be the responsipility of the ?ersonnel Advisory 
Committee to recommenq to the Head the relative merit of such 
activities through the peer ratings. 

Professorial Performance Award: 

In order to be eligible for the Professorial Performance Award, a 
candidate: (1) must be a full-time professor and have been in rank at 



Kansas State at least 6 years since the last promotion or Professorial 
Performance Award; (2) must show evidence of sustained productivity in at 
least the last six years before the performance review; and (3) his/her 
productivity and performance must be of a quality comparable to that 
which would merit promotion to professor according to current approved 
departmental standards. 

Qualification for a Professorial Performance Award is based on 
sustained productivity in the areas of scholarship, teaching, and 
service. In terms of scholarship, the candidate should have made 
significant contributions during the previous 6 years that advanced 
the state of knowledge in his or her area of specialty and maintains 
the candidate as a nationally recognized expert. These efforts may 
be documented in a variety of ways, including papers, grants, and 
invited presentations. The candidate should have demonstrated 
sustained teaching excellence during this period. Documentation for 
this should include at least 3 years of teaching evaluations and 
other materials such as a list of graduate students supervised, 
service courses coordinated, undergraduate research supervised, 
curriculum development and/or teaching awards received. The 
candidate should be active in service to the department, the 
university and the mathematical community through committee service, 
editorial duties, and elected positions demonstrating the 
candidate's commitment to the profession and the respect the 
candidate receives from colleagues. Service also includes directing 
conferences, advising undergraduate and graduate students, coaching 
and running mathematical competitions, writing articles for the 
newsletter, inviting and hosting guest speakers, attending faculty 
meetings and similar activities. 

Faculty members who are eligible (as defined above) and who wish to 
be considered for the Professorial Performance Award should first meet 
with the department head to discuss their situation. They should then 
prepare a report detailing their productivity over the past 6 years in 
the areas of scholarship, teaching, and service, along with appropriate 
supporting documentation. This report will be given to the Personnel 
Advisory Committee, which will review it and make a recommendation to the 
Department Head. The department head will then review the report and the 
PAC recommendation before making his or her own recommendation to the 
Dean. Each candidate for the award will have the opportunity to discuss 
the written evaluation and recommendation with the department head, and 
each candidate will sign a statement acknowledging the opportunity to 
review the evaluation. Within seven working days after the review and 
discussion, each candidate has the opportunity to submit written 
statements of unresolved differences regarding his or her evaluation to 
the department head and to the dean. A copy of the department head's 
written recommendation will be forwarded to the candidate. 



Procedures 

APPENDIX 

Departm,•nt of *th--.tics 
Chronic Low Achievement Pol:i.cy 

Initial responsibility for the identification of tenured 
departmental faculty failing to meet minimum professional standards 
shall rest with the Person.nel Advisory Ccmtrni ttee. If • at the time of 
the annual merit pay review, the committee on the basis of Annual 
Activity Reports, student evaluations of instruction and other available 
information, finds prima facie evidence tnat a tenured faculty member has 
fallen below the minimwn acceptable standards outlined below; the • 
committee shall inform the Department Head of this fact, and present the 
ev{dence leading to this conclusion. 

When the Department HE,!ad has been thus informed, he or she. shall 
conduct inquiries into the matter to determine whether or not the faculty 
member has in fact fallen below minimum acceptable standards. If these 
inquiries lead the Department Head to judge that this is not the ca~e, 
the matter shall be closed, and the faculty member in question shall be 
deemed to have met• minimum acceptable standards. 

If on the other hanp., the Department ·Head finds a strong case for 
judging the facuity member to have fallen below minimum aeceptable 
standards, he shall apprise the faculty member of this finding in 
writing. This communication shall detail al.l evidence collected by the 
Personnel Advisory Committee and the Department Head on which this 
judgment was based, and shall ~s ·an attachment include copies of all 
written evidence against the faculty member. The faculty member shall be 
provided an opportunity of not less than three weeks 6r 15 days during 
which university classes are in :Session, si.lininer term and intersession 
excluded (whichever is longer) to assemble evidence t~at he or she has 
not fallen below minimum ·acceptable standards as preseriteid below. 
Hereinafter days during which university <;::lass~s, excluding summer term 
and intersessions, are iti seision shall be called in-session days: 

The Department Head and the department shall not obstruct, and 
should in fact cooperate with the faculty member duririg this evidence­
gathering period. The department should allow the faculty member to 
assemble, at department expense if necessary, all appropriate 
countervailing evidence, including purchase, interlibrary loans, or on­
line access fees to obtain any materia~s, not av~ilable on campus, that 
the faculty member has publishe.d or h~d a part iri publishing. Similar 
costs to verify the status of works l.ri pl'.'ess such as telephone or FAX 
charges to publishers or editors shall also be borne by the department. 
If the nature of the e~idence against the facµlty member concerns 
classroom petfdrmance, th~ faculty mem}?er shall have the right to request 
an evaluation of hi.s or her performance 1::ly peers. This shal;l be done by 
two faculty members, not the I;>epartment Head or any m~mber of the 
Personnel Advisory . Committee, who are mutl.ial~y agreeable to the faculty 
member and the Department Head. The evaluating faculty members shall 
each twice visit the classroom for an entire class period (for a minimum 



of four classroom visits). They should each report their findings, 
in writing, to the faculty member in question and to the Department 
Head. Likewise, if the evidence against the faculty member concerns 
lack of service, the Department Head and department should work to 
facilitate the faculty member's gathering of countervailing evidence . 

Once the Department Head has the faculty member's countervailing 
evidence in hand, he or she shall make a judgment as to whether to 
initiate further proceedings to find whether the faculty member in 
question has fallen below minimum standards or not, or to immediately 
deem the faculty member as having met minimum acceptable standards. 

Should the Department Head decide to initiate further 
proceedings, he or she shall first inform the faculty member in question 
in writing, ahd then, not less than three days·or two in-session ~ays 
later nor more than a week or five in-session days later (whichever 
is longer), shall inform the entire tenured faculty of the 
department of the initiation of such proceedings, and shall schedule 
a meeting of the tenured faculty of the department to adjudicate the 
matter at a time not less than two weeks or 10 in-session days later 
nor more than a month or 20 in-session days later (whichever is longer). 

During the time between the notification of the tenured faculty, 
and the faculty meetiDg, the department shall maintain files of the 
evidence of failure to meet minimum acceptable standards as compiled 
by the Personnel Advisory Committee and the Department Head, and of 
countervailing evidence provided by the faculty member in question. 
Both files shall be maintained in equal numbers of copies at the 
same location in the department's offices, and shall be available 
for study by the tenured faculty when departmental offices are open . 

At the meeting the Department Head or a representative 
of the Personnel Advisory Committee, should one volunteer, shall 
present evidence that the faculty member in question has fallen 
below minimum acceptable standards as defined below, and the faculty 
member in question shall be accorded equal time to present 
countervailing evidence. Standard rules of evidence shall prevail, 
and in particular hearsay (including anonymous student comments on 
teaching evaluation forms) shall not be admissible. The faculty 
member in question shall have the opportunity to cross-examine any 
witnesses presented against him or her, and to present witnesses on 
his or her own behalf. 

At the conclusion of the presentations of evidence, the tenured 
faculty shall vote by secret ballot and without debate on a motion 
to declare the faculty member in question as having failed to meet 
minimum acceptable standards in the review year in question. To 
pass, this motion must receive a two-thirds majority of the entire 
tenured faculty excluding those required to recuse themselves or 
choosing to recuse themselves or on leave . Faculty not in attendance at 
the meeting during which evidence was presented shall be ineligible to 
vote. The faculty member in question, the Department Head, and the 
members of the Personnel Advisor Committee shall be required to recuse 
themselves from this vote. Prior to the vote a faculty member agreeable 



to both the Department Head and the faculty member in question shall read 
the following charge to the faculty: 

- 'We have before us a motion to declare that < name of the 
faculty melllber in question> has failed to meet our departrnent~s minimum 
acceptable standards during < review-period >. I remind the faculty of 
the seriousness of this matter: repeated judgments of this type against 
< name of the faculty member :i..n question > could re~ul t in his (her) 
dismissal for cause. Because tenure is one of the foundations of any 
university in which free inquiry is to be conducted, you should vote 
in favor only if you are convinced beyond any reasonable doubt that 
< name of the faculty member in question> has in fact failed to 
meet our department's minimum standards.'' 

In the event that the motion passes, the Department Head shall 
inform the faculty member of this in writing and the faculty member 
shall be subject to the consequences as outlined in section C31.5 of the 
University Handbook. Specifically, if this is the first time the 
faculty member's overall performance has fallen ·below the minimum 
acceptable leyel, the Department Head will indicate, in writing, a 
suggested course of action to improve the performance of the faculty 
member. If, in a year after such suggestions are made by the 
Department Head, the faculty member ·again is judged to have failed 
to meet minimum acceptable standards, the Department Head shall in 
his annual report to the Dean inform the Dean that the faculty 
member in question has failed to meet minimum acceptable standards. 

In the event that the motion fails, the Department Head shall in 
his annual report to the Dean inform the Dean that the faculty member in 
question has met minimum acceptable standards, and shall make no 
mention of the proceeding$ against the faculty member. 

Standards 

As departmental faculty reviews are conducted with activities 
divided into three categories --- teaching, scholarship, and service __ _ 
minimum acceptable standards are specified below in each of the three 
areas. Under normal circumstances, it would be expected that faculty will 
meet tnese standards in all areas during any given review period. 
However, individuai circumsta~6es ~ay ~edify this expectation, in 
particular, 

1. Faculty on leave without pay or on sabbatical will not be expected 
to meet these standards ~uring the leave period, except as they 
apply to activities specifically mentioned in the leave proposal. 

2. Faculty with administrative duties whether in the department, the 
university, or under some arrangement with an outside entity (e.g., 
National Science Foundation directorship, or a stipendiaty • 
editorship qf a professional journal carrying major editorial 
responsibility) will not be expected to meet these standards during 
the time of their administrative work, except as regards to 



teaching duties if such duties are assigned by the Department Head 
during this period. 

3. Faculty who by reason of any agreement with the university for 
whatever purpose have no teaching duties will not be judged by 
minimum acceptable teaching standards. 

4. Faculty who receive term-time stipendiary support from research 
contracts, consulting agreements, or other outside sources 
acceptable to the university and department shall be excused from 
any service expectations. 

Moreover, pursuant to University Handbook section C31.8, except 
in cases of gross nonfeasance or malfeasance (e.g., failure to meet a 
class during most of a semester without provision for alternative 
instruction), failure to meet minimum acceptable standards in a 
single area shall not be construed as failure to meet minimum 
acceptable standards of faculty performance in cases where the 
faculty member has exceeded departmental expectations in another of 
the three areas and met minimum acceptable standards in the third, 
or was found to meet departmental expectations in both of the other 
areas and deemed by the Personnel Advisory Committee as falling in 
the upper half of a ranking of those who met departmental 
expectations in one or both of the two areas . 

Minimum Acceptable Teaching Standards 

Departmental faculty shall 

1. Provide mathematical instruction in support of the undergraduate 
and/or graduate programs of the department. 

2. Meet with their regularly scheduled classes except 

(a) in cases of illness, family emergency, attendance at 
professional meetings, or during other absences from campus 
approved by the Department Head; 

(b) in cases, normally rare, when alternative forms of 
instruction are scheduled during, or in lieu of, class time 
(e.g., discussion of individual course projects, attendance 
at departmental lecture series or colloquia); 

3. Be generally available on a regular basis to consult with students 
either through regularly scheduled office hours or by appointment. 

Minimum Acceptable Scholarship Standards 

Departmental faculty will engage in appropriate scholarly activity. 
Any scholarly activity in pure or applied mathematics, history of 



mathematics, ~athernatical pedagogy, or interdisciplinary work involving 
mathematics shall be considered appropriate. 

Any of the following will be considered sufficient evidence of 
scholarship to meet departmental minimUJI) standards: submission of 
work (research or expository) for publication; presentation of one 
or more talks at professional meetings or other universities; 
reviewing, refereeing, or translating mathematical books or papers; 
work involving the production or adaptation of mathematical software 
or mathematical products in other media; direction of doctoral 
dissertations or masters theses; or submission of a written 
description of research or other work done on a scholarly project 
which has not come to completion, or of study undertaken for the 
purpose of embarking on a new line of scholarly activity. 
''Publication 1

' shall be construed as including pri?t media, various 
electronic media, and all media not as yet devised. · This list is n~t 
exhaustive, and the Personnel Advisory Committee, Dep~rtrnent Head, 
and faculty may judge activities not listed as sufficient evidence 
of appropriate scholarship. 

Minimum Acceptable Service Standards 

Departmental faculty are expected to engage in appropriate 
service to the department, university, mathematical community, 
and/or the people of Kansas. 

Sufficient evidence of meeting departmental minimum standards for 
service will be afforded by any of the _following: service on 
departmental or university committees, whether standing or ad hoc; 
student-advising; coordination of large lecture courses; providing 
departmental technical support; acting as faculty sponsor for student 
organizations; recruitment activities; hosting of speakers or other 
departmental functions; seminar organization; presentationi in other 
departments or colleges of the university; administrative work for the 
department, university, a professional society, or government ag~ncy; 
professional service, including reviewing, refereeing, meeting­
organiza tion, editing, or serving as an officer or board member for a 
professional society or publication; or community service, including 
unpaid consulting, presentations in public or private schools, or work 
projects involving mathematical pedagogy inside or outside the 
university. 

on 

All of the above factors are important in evaluating the overall 
contributions of a faculty member, and the evaluations and salary 
recommendations from the College's annual allocation to the Department 
are based on these consider~tions. 

Additional examples of activities considered in making judgments 
concerning teaching, sch·olarship and service may be found in the 
departmental document 'Reappointment, Tenure and Promotions Procedures'. 
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Mathematics Department 
Evaluation Procedures for Annual Merit Salary Adjustments 

for Teaching Professors 
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*In this document the titles Teaching· Professor . and Teaching Faculty, 
refer to Teaching Professors of any rank; assistant, associate or full. 

Evaluations are based upon information gathered by the Department 
Head from several different sources: 

1) Written documentation provided by individual faculty members, and 
students, 

2) Private interviews throughout the year with various interested 
students and faculty, 

3) Consultation with the elected departmental Personnel Advisory 
Committee. (Cf. the "Personnel Advisory Committee" section the Department 
Handbook.) 

The Department Head's annual letter to the Dean evaluates the 
productivity of an individual faculty member ·in terms of accomplishments 
in teaching; scholarship and service. In general, Teaching Faculty are 
hired to perform specific teaching and service responsibilities within 
the department, and the annual evaluation letter is a reflection on how 
well . they have performed these responsibilities. They are provided with 
the opportunity of viewing and discussing their letters of performance 
evaluatioi before the l~tters are officially sent over to the College, 
and to meet with the Department Head to jointly establish goals and 
objectives. They are responsible for providing an annual activity report 
with supporting material, and for signing a statement acknowledging the 
opportunity to review and discuss their evaluation before it is sent to 
the Dean. 

The evaluations are loosely organized into three main areas: 
teaching, service, and scholarly activity. In order to prepare the 
letters of evaluation, the Personnel Advisory Committee provides the 
Department Head with recommendations for the ranking of each teaching 
faculty member in each category. This ranking will be done together with 
the rankings of tenure earning faculty. The committee will not, however, 
prepare a cumulative ranking based on a weighted average of the ratings 
in each category, as it does for the tenure earning faculty. 

The actual assignment of percentage salary increases based on these 
ranking.s is the responsibility of the Head alone. For Teaching Faculty, 
teaching and service play the primary role in the evaluation. Typically, 
research will play little or no role. On.the other hand, if a memper has 
had a good year of research activity, then the Head may wish to 
acknowledge this. It is the Department Head's responsibility to interpret 
the Personnel Advisory Committee rankings relative to t .he expectations of 
the Teaching Professor. He/she will determine the overall ranking/rating 
of the Teaching Professor. 
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It is important to recognize in these evaluations that teaching, 
scholarly activity and service are not always distinct and separate 
endeavors. They are often closely related activities, and it is 
sometimes impossible to place any particular achievement in precisely one 
of these areas. For example, the direction of a doctoral dissertation 
can sometimes be credited to scholarship, teaching and service. 
Similarly, course coordination, academic advising, involvement in the GTA 
training program, as well as mentoring the teaching of our GTAs, and 
coaching the Putnam Team all contribute to rankings in both service and 
teaching. Because of this, there is much overlap in the criteria listed 
below and many criteria could be listed in other categories. While it is 
left to the discretion of the individual faculty member how best to 
categorize his or her activities, the Personnel Advisory Committee will 
advise the Head as to the appropriateness of each faculty member's 
categorizations via the peer rankings. In addition to those activities 
listed in this document, faculty members are encouraged to report all 
activities they wish to have considered by the Personnel Advisory 
Committee; it is at the discretion of that committee to determine 
the appropriateness of the items listed by the faculty member. 

Evaluation period 

The evaluation period will be an academic year beginning with the 
first day of classes in the Fall semester, that is, the evaluation period 
begins on first day of Fall semester and runs through the day before the 
first day of classes of the following Fall semester. This becomes 
effective starting with the academic year beginning in August bf 2016. 

Expectations, criteria used in making judgments for the purpose of 
evaluation, methods of assessment. 

What follows is essentially the same list of teaching, scholarship and 
service activities stated in the parallel document for tenure earning 
faculty. It is provided in full here in order to assist Teaching Faculty 
in preparing their annual activity reports. It is understood that 
Teaching Faculty are sometimes hired to perform specific teaching and 
service responsibilities, and so the emphasis of their evaluation will 
pertain to the subset of activities below relevant to their hire. The 
Department Head will remind the Personnel Advisory Committee at the start 
of each academic year of the specific responsibilities of the Teaching 
Professor . 

Teaching 

In teaching, each faculty member is expected to be able to deliver 
clear and intelligent classroom presentations and provide motivation and 
encouragement. Being able to evaluate students properly is also 
important. Is the teacher receptive to questions? Is the teacher 
readily available to provide out of class assistance? All of these are a 
part of good teaching. Versatility in teaching is important; a faculty 



member should be able to teach a wide variety of courses, including both 
large lecture courses and smaller classes. 

As important as all of the above considerations are, a Mathematics 
Department inevitably stagnates unless there is· creative and successful 
curriculum development and assessment by faculty. Besides teaching 
assigned classes, many other activities q:mtribute significantly to the 
teaching mission of .the department. These include, but are not limited 
to: effective course coordination, curriculum development, assessment, 
mentoring the teaching of graduate students or faculty, application for 
and/or receipt of extramural funding for curriculum development or 
innovative programs, lecturing in department seminars, directing 
dissertations or theses for Ph.D. and Master's students, directing 
projects for undergraduates, and providing educational activities to the 
university and community such as mathe~atics : olympiads, and competition~ 
such as the Putnam E~amination, and the s. Thomas Parker Mathematical 
Competition. 

For evaluation of instruction, al.l Teaching Faculty are to 
provide student evaluations of teaching effectivenesi. For the 
purpose of adminis_trative recommendations, the Department will use 
forms which have been approved by a majority vote of the faculty and 
which are administered according to procedures established by the 
Personnel Advisory Committee. The faculty member must give his or her 
signed authorization permitting the Department Head to release the 

' results of the student rating to others involved in the review process. 
The evaluations are kept on file in the Department, and may be reviewed 
by the instructor after grades have been assigned. A_ faculty member may 
always submit additional questionnaires or surveys for evaluation. $uch 
materials, however, will only supplement and neith_er replace nor 
supersede the forms issued by the Personnel Advisory Committee_. It is 
recommended that any such supplementary materials be distributed and 
collected in accordance with procedures established by.the Personnel 
Advisory Committee. 

Faculty may also submit any other materials which indicate 
teaching effectiveness. The Personnel Advisory Committee may obtain 
further assessment of teaching effectiveness through consultation with 
the undergraduate and graduate members of the committee. 

Research and Scholarly Activity 

Activities considered in this category include, but are not limited 
to: publication of scholarly articles, monographs, or texts, application 
for and/or receipt of extramural funding, lecturing at conferences, 
lecturing in seminars or colloquia both at Kansas State ahd at other 
universities, serving as a dissertation advisor to Ph.D. students, 
serving as a thesis advisor to Master's students, serving as an advisor 
for undergraduate projects, writing or developing software, writing 
reviews of mathematical literature, editing journals or books, or 
refereeing journals, books or grants. 

It is significant to note that original research and extramural 



funding, within the evaluation period, play a prominent role in 
evaluating scholarship. Moreover, it is the quality of the 
publication rather than mere copiousness or prolificacy that is most 
important in this category. Research papers are recognized mainly in 
the year they are accepted for publication and secondarily also in 
the year they were initially submitted to a refereed journal. 
Faculty should clearly indicate all scholarly activity on activity 
reports, and in particular indicate which articles or books were 
submitted during the year, which were accepted for publication, and 
which appeared . 

Service 

Teaching Faculty are expected to make contributions to the 
department, the university, the State of Kansas, and the profession . 
Within the department, faculty may serve through such activities as 
academic advising, involvement with the GTA training program, membership 
on committees both standing and ad hoc, recruitment of students, 
and course coordination. Notification of opportunities to coordinate, 
teach large lectures, mentor, advise, coach, etc. are provided to 
faculty on a regular basis. At the university level, faculty may serve 
through involvement with faculty senate or membership on committees 
both standing and ad hoc. Within Kansas, faculty may provide extension 
work or serve on state education committees. Within the profession, 
faculty may serve by organizing local, national or international 
conferences, holding membership on committees, ad hoc committees, 
policy boards or task forces in professional organizations or 
appropriate government agencies, holding office or other positions in 
professional organizations or appropriate government agencies, 
refereeing proposals for funding agencies, or serving as an external 
examiner, referee, reference or adjudicator in personnel decisions at 
other universities. Again, none of these lists is to be considered 
exhaustive. 

In addition to professional service, it is normally expected that 
faculty engage in departmental and University service. Such 
departmental and University service should not merely be the indirect 
by-product or artifact of some other professional activity; in other 
words, direct institutional service is usually crucial in determining 
faculty ranking in this category. 

Faculty should clearly indicate all service activities on activity 
reports. It will be the responsibility of the Personnel Advisory 
Committee to recommend to the Head the relative merit of such 
activities through the peer ratings. 

All of the -above factors are important in evaluating the overall 
contributions of a faculty member, and the evaluations and salary 
recommendations from the College's annual allocation to the Department 
are based on these considerations. 

Additional examples of activities considered in making judgments 
concerning teaching, scholarship and service may be found in the 
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KANSAS STATE I College of Arts & Sciences 
U N I V E R S I T Y Department of Mathematics 

Department of Mathematics 
Reappo~ntment, Tenure, and Promotion Procedures 

Approved on: June 2, 2014 
Last Updated on: September 15, 2016 

Basis for Reappointment, Tenure, and Promotion Decisions: 

Reappointment, Tenu~e, and Promotion decisions are based upon 
accomplishments in the areas of Teaching, Scholarship, and Service. 
However, there is no list of accomplishments or expectations that, when 
achieved, guarantees that a faculty member will be reappointed, obtain 
tenure or be promoted . Reappointment, tenure, and promotion 
recommendations reflect the judgments of a number of appropriate 
constituencies, and in the end, tenure and promotion are not faculty 
rights; rather, tenure and promotion can only be granted by the Board of 
Regents. 

Both tenure-track and tenured faculty of the Department of Mathe­
matics are expected to teach in the undergraduate and graduate programs, 
advise, publish, apply for extramural funding, engage in departmental 
service, and direct Ph . D. and M!ster's students. In the letter from the 
Department Head transmitting the job offer to any new candidate the above 
expectations are stated. For reappointment, promotion, and tenure re­
views, the candidate bears the responsibility of providing convincing 
tangible evidence of his or her accomplishments in teaching, scholarship 
and service. No single item of evidence should ever be the sole source 
of information about the candidate's teaching, service, or scholarship. 
Examples of the type of evidence one might include in each of these cate­
gories are given below. The lists are by no means exhaustive and, in­
deed, an item listed in one category may be just as appropria~e for an­
other category. 

Teaching : Student evaiuations; peer evaluations; course materials; 
curriculum development; syllabi and examinations; preparation of 
innovative teaching materials or instructional techniques; special 
training activities outside the University; course coordination; 
advising; directing Ph.D. and Master's degree studentsi extramural 
funding for curriculum development or instructional innovation, awards 
from student groups, the University or outside sources (e.g., Commerce 
Bank, MAA, etc . ) . 

Scholarship: Publications in the form of reprints and prepiints and 
electronic media of monographs or technical articles; grant 
applications·; extramur-al support; letters of invitation to present 
talks; degree of seminar participation; editorships; reviewing and 
refereeing; acknowledgments published in work of others , translations of 
scholarly material from or into foreign languages; directing Ph. o. and 
Master's students. 

Service: Creative and administrative service; directing Ph.D. and 
Master's degree students; ac·ademic and teaching advising; meJnbership on 
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departmental and University commit,tees; course coordination; 
supervising graduate stucients _in the GTA training program; holding 
office ·or committee assignments in professional societies or NSF, etc. 

_ Jt should be noted that pubJ,ication and extramura.l _support play a 
significant role in the evaluation of scholarship for reappointment, 
tenure·, and promotion decis~ons. 

Procedures for Decisions on· Rea:ppointment, Tenure, ·and Promotion: 

Recommendations conce~ning reappointment, tenure, and promotion are 
made to the Dean· of the College of Arts and Sciences by the Department 
Head . The Departinent Head's recommendation is based upon several differ­
ent sources: 

(1) Written documentation provided by the candidate; 

(2) Mater_ials prov~ded by colleagues; students, administrators, and, 
when· appropriate, outside revi~w~rs; 

(3) Consultations with the elected Personnel Advisory Committee. 
(Cf_. the "Personnel Adyisory Committee" section the Department 
Handboc;,k.) 

(4) Consultation with tenured faculty. 

Timelines for each step of the decision proc~ss will appear in the 
departmen_tal academic-year personnel calendar establis~ed by the 
Department Head and the Per~onnel Advisory Committee . 

For any r.eappointrnent, tenure; or promotion decision, the candidate 
compiles and submits a file to tne pepartrnent H_ead that documents his or 
her accomplishments in - teac;:hin~, scpolarship and service. This file must 
contain an up-:to-date vita. _In acc:ordance with the schedule that appears 
in the departmental academic-year personnel calendar, the candidate must 
also arrange with the Office Sp_~!:=ialist for t~e administration of student 
questionnaires cqncerning ins~rµctional effectiveness. For the purpose· 
of . reappointment, tenure; and promotion recommendations; the Departmeht 
will use student questionnaires approved by a majority vote of the 
faculty and administered under procedures established by the departmental 
Personnel ·Advisory Committee. rt .is strongly recommended that the facul­
ty member give his or her signed auth_orization permitting the release of 
the results of the student ratings by the Dep·artment Head to others in­
~olved in the review process: A ;fac;:ulty member .may al\olays sµbmit addi­
tional guest:ionnaj,.res or surveys for ~valuation_. Such materials, however I 
will only suppl~meht and ~eitper repl~ce nor supersede the forms issued 
by the Personnel Advisory Committee. Furthermore; it is ~trongly recom­
mended that any· such suppleritent~ry materi~ls be distributed and collect­
ed uMder procedures establis.hed by the departmental Personnel Advisory 

·committee. 

Every faculty member should note that present Uriiversi ty tenure a·nd 



promotion procedures ask for the submission by the candidate of his or 
her last three years of teaching evaluations as part of the supporting 
documentation in the tenure and promotion application file. 

After considering articles (1), (2) and (4) above, the Personnel 
Advisory Cammi ttee will make a written recommendation to the Department 
Head and to the eligib'le faculty concerning reappointment, tenure, or 
promotion. This written report must be received by the Head at least one 
week before the eligible faculty is convened to vote. A copy of this 
written report is placed in the candidate's file. The candidate's com­
plete file is made available to the eligible faculty at least one week 
prior to the tenured faculty meeting. At the meeting of the eligible fac­
ulty articles (1), (2) and (3) will be discussed, and a secret ballot 
will be taken regarding their recommendation to reappoint, tenure, or 
promote. In addition to the secret ballot, eligible faculty can express 
their professional judgments and recommendations on reappointment, ten­
ure, or promotion via a letter to the Department Head. The Department 
Head will forward these unedited comments to the Dean. The Department 
Head shall make a written report to the Dean, which includes his or her 
own recommendation, the vote of the eligible faculty, and the recommenda­
tion of the Personnel Advisory Commi_ttee; the candidate's complete file 
will also be forwarded to the Dean. 

The Department Head shall meet with the faculty member after each 
reappointment, tenure, and promotion review to discuss the results of the 
review . 

Annual Reappointment of Probationary Faculty: 

In general, annual reappointment recommendations for probationary 
faculty that precede the tenure decision depend upon demonstration by the 
candidate of excellence in the performance of assigned duties. Reappoint­
ment before the tenure decision is not automatic even in the 
early years of the probationary period. Indeed, expectations that must 
be fulfilled early in the probationary period are good teaching, publica­
tion, and extramural grant application. All departmental expectations 
will be in play by the third year of the probationary 
period. Some expectations, such as supervising Ph.D. and Master's 
students, may be evaluated holistically over the entire probationary 
period. 

All probationary faculty must present convincing evidence of good 
teaching and scholarly achievements . Student evaluations of the candi­
date's teaching effectiveness are mandatory during the probationary peri­
od and must be administered under procedures established by the depart­
mental Personnel Advisory Committee. For the purpose of reappointment 
recommendations, the Department will use student questionnaires approved 
by a majority vote of the faculty and administered under procedures es­
tablished by ~e departmental Personnel Advisory Cammi ttee. It is strong­
ly recommended that th€ probationary faculty member give his or her 
signed authorization perrni tting the Department Head to release the re­
sults or the student ratings to others involved in the review process. A 
faculty member may always submit additional questionnaires or surveys for 



evalua ti6n. Such materials, however, will only supplement and neither re­
place nor supe,r~ede the forms issued l:>y the Personnel Advisory Committee. 
Furthermore, it i$ stron~ly recommended tn~t . ~ny such $upplementary mate­
.r:ials be distributed and collected ur1d~r procE:!dures established by the 
departmental Petsorinel Advisory Co~i ttee. Other sources of information 
concerrring-th-e--··carrd.:tdcte 1-rteacn1fig: effectiveness are described above . •• 

Evidence, ~·s des!==ribed ab~ve, of servic_::e must also be presented by 
the candidate. It is r~cognized that for probationary faculty appoi.iited 
at the Assistant Professor r~nk, the first two years· of the candidate, 5 
departmental service m,ay be s~anty ~ecause of the need to develop and· to 
implement • a significant research program, a_nd to develop as an effective 
teacher; howeve'r, by the Fall sem~ster of the third year of the proba­
tionary period expectations concerning departmental service will be in 
full effect. 

Mid-Probationary R~view: 

The purpose of the mid-probationary review is to assess how well 
the standards and criteria are being met by the candidate with respect to 
decisions regarding reappointment, tenure, and, if applicable, promotion. 
As ;a culmination to this review, the Department Head provides a letter of 
assessment tc:> the candid~te which . includes a summary of faculty comments 
and suggestion~~ The IJepartment Head may · opt for external • letters of 
evaluat,i.on as a part of the mid-probatic:m~ry review, although this is not 
mandatory. The Departm~nt Head will also disc~~s the review .and assess~ 
rnent with the c~hdiQate . Unless otherwise stat,d in the candidate's con­
tract, . the mid-pro~atiohary review shall take place during th~ third year 
of appoiritnient. In ali other aspect~, the proc~ss of reappointment of 
faculty under mid-p.rpbationary review is identi~al to the annual reap­
pointment process descriJ:?ed earlier in t,his document. 

Tenure , and pr~ot;i.on to A.$sociate Pro_fessor: 

Tenure, and promotion to Associate Professor, each depend upQn 
demonstration of cQrnmi tme.nt to :servic::e, subst-antia~ teaching accomplish­
ments, ~nd importan·t: • achievements in his or her field of 
scholarship which .e~t.ablish the i::an_didate as an expert in the field. 
The promise of continued professional growth is also an im1>ortant 
factor in tenure and promotion decisions. Thus, annual ·reappointments 
d~ riot autoJriaticaliy l'mp-1.y a positive tenure decision a t the end of the 
probatio~ary ·~~riod. • 

tenure is not granted below the rank of Ass~ciate Professor, except 
in special ci,rcUJl)stances approv:ed by the Provost . Thus, a recommendation 
of tenur• foi probatioriary fatQlty at the A~sistant ~rofessor tank, ~ill 
normally come with a simultaneous reeommendation for promotion to the 
rank Qf Associate Professor . 

Fo_r per$ons appoipted at the rank of Assistant Professor, the maxi­
mum proQationary period . fqr granting tenure cons.ists of six regular annu­
al appointments at Kansas State University in probationary status. In 



these cases, decisions of tenure must be made before or during the 
sixth year of probationary service. Candidates not approved for tenure 
during the sixth year of service will be notified by the Dea11 of the 
College of Arts and Sciences that the seventh year of service will 
constitute the terminal year of employment. 

For persons appointed at the rank of Associate Professor or Profes­
sor, the maximum probationary period for gaining tenure consists of five 
regular annual appointments at Kansas State University in probationary 
status. The tenure decision must be made before or during the fifth year 
of probationary service. Candidates not approved for tenure during the 
fifth year of service will be notified by the Dean of the College of Arts 
and Sciences that the sixth year of service will constitute the terminal 
year of appointment. 

The Department recognizes that in certain circumstances it is ap­
propriate to initiate a tenure review earlier than the maximum probation­
ary time. According to the University Handbook, there is no explicit time 
in rank for promotion, although the median time for promotion at Kansas 
State University is about six years. 

Student evaluations of the candidate's teaching effectiveness are 
mandatory for the tenure decision and must be administered under proce­
dures established by the departmental Personnel Advisory Committee. For 
the purpose of tenure and promotion recommendations, the Department 
will use student questionnaires approved by a majority vote of the 
faculty and administered under procedures established by the 
departmental Personnel Advisory Committee. It is strongly recommended 
that the probationary faculty member or candidate for promotion give 
his or her signed authorization permitting the release of the results 
of the student ratings by the Department Head to others involved in the 
review process. A faculty member may always submit additional 
questionnaires or surveys for evaluation. Such materials, however, 
will only supplement and neither replace nor supersede the forms issued 
by the Personnel Advisory Committee. Furthermore, it is strongly recom­
mended that any such supplementary materials be distributed and collected 
under procedures established by the departmental Personnel Advisory Com­
mittee. Other sources of information concerning the candidate's teaching 
effectiveness ire described above. 

Every faculty member should note that present University tenure and 
promotion procedures ask for the submission by the candidate of his or 
her last three years of teaching evaluations as part of the supporting 
documentation in the tenure and pr.ornotion application file. • 

In addition, departmental and professional service are factors in 
tenµre and promotion decisions. Evidence, as described above, of service 
should be submitted by the candidate. 

For both tenure and promotion decisions the evaluation of the qual­
ity of the candidate's research includes peer review by experts from oth­
er institutions. Letters from outside experts, evalu~ting the guali ty 
and significance of the candidate's research, are required in the year in 
which the tenure decision occurs. Therefore, the candidate will be 



directed to sµbrnit to the Department Head the names of at least three 
outside experts who are at the Full Professor level or equi-valent and 
who'are familiar with the candidate's . research. The value of ari outside 
review depends on the choice of guc:1.lified objective reviewers. 
Evaluation from the candidate's m~jor professor or a former graduate 
school colleague should be avoided. The selection of 6ut~ide reviewers 
need riot be confined to those appearing on the· list provided by the 
candipate. Indeed, the Department Head may consult with experts of his 
or her own choosing. Candidates should expect that peer e-valliations 
gathered from individuals at Kansas State Univ~rsity and at other 
institutions will not be available to them. 

Promotion to Fu11 Professor: 

By the end of a candidate's fifth year in rank as an Associate Pro­
fessor, the Department Head shall meet with the faculty member to discuss 
the depa-rt:mental procedures and the faculty member's options for promo­
tion to· Full Professo.r·, For promoti·on to Full Professor,· the candidate 
must have attained recognized natipnal excellence ih his or her fieli of 
scholarship, as well as demonstrated continued commitment to service, and 
supstantial teaching accomplishments. The promise of ~ontinued pr·ote.s­
sional grovth is also an important factor in the promotion decision. The 
evaluation of the quality and significance of the . candidate rs research 
includes peer review by experts from other ins ti tutioils. Therefore, the 
candidate will be directed to supmit to the Department Head the names of 
at least three outside experts who are at the ~ull Professor level or 
equivalent and who are familiar with the candidate's :i;esearch. The value 
of an outside review depends on the choice of· qualified objective review­
ers. Evaluation from the candidate's major professor or a former graduate 
school coileague should be avoided. The selection of outside reviewers 
need n~t ·be confi~ed to those appearing on the list provided by the can­
didate, Ind~ed,' the Department Head may consult with experts of his or 
her own choosing. Candidate~ should expect that peer evaluations -gathered 
from individuals at Kansas State· University and at other institutions 
will not be available to them. 

Evidence, as described above, _of service, should be prese_nted by 
the candidate. It is strongly recommended th.at the candidate fo;r Full 
Professor include updated teaching evaluation's in his or her file. For 
the purpose of promotion • recommendations i the Department wil1 use 
student questionnaires approved by a majority ;vote of the faculty and 
administered under procedures established by the departmental 
Personnel Advisory Committee. it is also strongly recommended that the 
candid~te for promotion give his br her signed atitnorization 
permitting the release ·of the results of the student ratings by th~ 
Department Head to others involveg in the review process. A faculty mem­
ber may always submit additional guestionnairE!S or surveys for evalua­
tion. Such rnateriais, however, will only supplement and neither replace 
nor supersede the forms issued by the Personnel Advisory Committee. Fur­
thermore, it is strongly reconirtlehded that any such supplementary mate~i­
als be distributed and coliected under procedures established by the de­
partmental Personnel Advisory Committee. Other sources of infc;>rination. 
concerning the candidate's teaching effectiveness are described above. 



Every faculty member should note that present University tenure and 
promotion procedures ask for the submission by the candidate of his or 
her last three years of teaching evaluations as part of the supporting 
documentation in the tenure and promotion application file . 

Post-Tenure Review: 

The purpose of post-tenure review at Kansas State University is to 
enhance the continued professional development of tenured faculty. The 
process is intended to encourage intellectual vitality and professional 
proficiency for all members of the faculty throughout their careers, so 
they may more effectively fulfill the mission of the university. It is 
also designed to enhance public trust in the University by ensuring that 
the facuJty community undertakes regular and rigorous efforts to hold all 
of its members accountable for :high professional standards. 

Kansas State University recognizes that the granting of tenure for 
university faculty is a vital protection of free inquiry and op~n intel­
lectual debate: It is expressly recognized that nothing in this policy 
alters or amends the University's policies regarding removal of tenured 
faculty members for cause (which are stipulated in the liniversity Hand­
book). This policy and any actions taken under it are separate from and 
have no bearing on the chronic low achievement or annual evaluation poli­
cies and processes. Post-tenure review should never supplant annual eval­
uation by infringing on the purpose of annual evaluation or the chronic 
low-achievement process; post-tenure review should avoid repeating or re­
iterating annual evaluation elements and should focus on developing fac­
ulty on a long-term basis. 

The department policy on post-tenure review follows the overarching 
purpose, principles, and procedures in the university policy of post­
tenure review (as stated in Appendix W of the University Handbook). In 
general, post-tenure re~iew shall be conducted for tenured faculty every 
six years and shall conform to the timeline associated with the annual 
evaluation review as outlined in the University Handbook. The six-year 
post-tenure review clock shall be further defined to mean that post­
tenure review will be conducted for all tenured faculty either every six 
years, or in the sixth year following promotion or awarding of a major 
university performance award. More specifically, the following events 
shall modify and reset the post-tenure review clock: application for pro­
motion to full professor; application for the Professorial Performanc~ 
Award; the start of phased retirement; receipt of a substantial college, 
university, national or international award requiring multi-year portfo­
lio-] i ke documentation-, such as Uni ver si ty Distinguished Professor, Uni­
versity Distinguished Teaching Scholar, an endowed chair or other nation­
al/international awards. The schedule for post-tenure review could also 
be delayed for one year to accommodate sabbatical leave, a major health 
issue, or another compelling reason, provided that both the faculty mem­
ber and department head approve the delay. 

Faculty members who _are due for the post-tenure review should pre­
pare a report (not to exceed 5 pages), detailing their productivity over 
the past 6 years in the areas of· scholarship, teaching, and service, and 



submit it to the department head; . w}:lo conducts the review. Upon complet­
ing the post - tenure review, the department head will generate a report, 
in which a determination is made whether . the current level of PH>fession­
al development of the faculty member has been sufficient to demonstrate 
apptqpriate contributions to the university during the past 6 years. Each 
faculty undergoing the post-tenure review will have the opportunity to 
discuss the department head report, .before it is submitted to the Dean. 

U r::~ 
Anatew · Bennett Amit Chakrabarti; Dean 
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.Cluster hires and joint appointments. 

1 Assignment of responsibilities. 

ADDENDUM 

Distribution of effort (i.e. research, teaching and service) and-specific expectations for a re­
search-oriented cluster hire are to be assigned according to a mutual agreement between the 
Head of the Department of Mathematics and the director of the institute sponsoring the cluster 
hire, in consultation with the faculty candidate and approved by the tenured faculty of the 
Mathematics Department. In case an agreement can't be reached, the head of the smallest aca­
demic unit including both the Department of Mathematics and the relevant institute will decide 
on expectations after meeting with the relevant parties. A written description of tenure expecta­
tions will be provided to the faculty candidate during their first semester of employment. These 
expectations can be changed during the probationary period with the written consent of all par­
ties, including the faculty candidate. Similarly, in the case of a joint appointment with research 
orientation, the distribution of effort and expectations are to be assigned according to a mutual 
agreement between the Head of the Department of Mathematics and the Head(s) of the remain­
ing academic unit(s) involved with the joint appointment, in consultation with the faculty can­
didate. 

2 Evaluation procedure. 

The evaluation procedure for tenure and promotion of a research-oriented faculty hire is to be 
detennined by a mutual agreement between the Head of the Department of Mathematics and the 
director of the institute sponsoring the cluster hire, in consultation with the faculty candidate. 
Similarly, in the case of a joint appointment with research orientation, the evaluation procedure 
for tenure and promotion is to be determined by a mutual agreement between the Head of the 
Department of Mathematics and the Head(s) of the remaining academic unit(s) involved with 
the joint appointment, in consultation with the faculty candidate. Appropriate tenured members 
of the Department of Mathematics will vote on reappointment, promotion and tenure. 

Furthem1ore, the distribution of effort and specific expectations of a research-oriented faculty 
position may be described in detail in the letter of offer to the faculty candidate. This letter of 
offer may later be submitted with the promotion and tenure package to be used as a benchmark 
for evaluation. 
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K ANSAS STATE I College of Arts & Sciences 
U N I V E R S I T Y Department of Mathematics 

Department of Mathematics 
Reappointment and Promotion Procedures 

for Teaching Professors 
Approved on: March 28, 2017 

*In this document, the title Teaching Faculty refers to a Teaching Pro­
fessor of any rank, assistant, associate or full. 

Basis for Reappointment and Promotion Decisions: 

Reappointment and Promotion decisions for Teaching Faculty are 
based upon accomplishments in the areas of Teaching, Service and Scholar­
ship. However, there is no list of accomplishments or expectations that, 
when achieved, guarantees that a fac:;ulty member will be reappointed • 
or be promoted. Reappointment and promotion recommendations reflect the 
judgments of a number of appropriate constituencies. Promotion is not a 
faculty right; rather, it can only be granted by the Board of Regents. 

Teaching Faculty are normally hired to perform specific teaching and ser­
vice responsibilities. Non-tenure track faculty members may be recruited, 
hired and appointed into regular or term positions. Initial appointment 
rank and subsequent promotions in rank are based on advanced degrees 
held, experience, performance and achievements over time within a given 
rank. In the letter from the Department Head transmitting the job offer 
to any new candidate the expectations are stated. For reappointment and 
promotion, the candidate bears the responsibility of providing convincing 
tangible evidence of his or her accomplishments in teaching, service and 
scholarship that demonstrate how these expectatj,.ons have been meL As in­
dicated below, for promotion to Teaching (Full) Professor, the initial 
expectations normally should be exceeded. No single item of evidence 
should ever be the sole source of information about the candidate's 
teaching, service, or scholarship. Examples of the type of evidence one 
might include in each of these categories are given below. The lists are 
by no means exhaustive and, indeed, an item listed in one category may be 
just as appropriate for another category. Further, not all items in the 
list are relevant to each Teaching Faculty member. 

Teaching: Student evaluations; peer evaluations; course materials; 
curriculum development; syllabi and examinations; preparation of innova­
tive teaching materials ot' instructional techniques; special training ac­
tivities outside the University; course coordination; advising; directing 
Ph.D. and Master's degree students; extramural funding for curriculum de­
velopment or instructional innovation, awards from student groups, the 
University or outside sources. 

Service: Creative and administrative service; directing Ph.D. and 
Master's degree students; academic and teaching advising; membership on 
departmental and University committees; course coordination; supervising 
graduate students in the GTA training program; holding office or commit~ 
tee assignments in professional societies or NSF, etc. 
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Scholarship: Publications in the form of reprints and preprints and 
electronic media of monographs or technical articles; grant applications; 
extramural support; letters of invitation to present talks; degree of 
seminar participation; editorships; reviewing and refereeing; acknowledg­
ments published in work of others, translations of scholarly material 
from or into foreign languages; directing Ph.D. and Master's students. 

Procedures for Decisions on Reappointment, and Promotion: 

Recommendations concerning reappointment and promotion are made to 
the Dean of the College of Arts and Sciences by the Department Head. The 
Department Head's recommendation is based upon several different sources: 

(1) Written documentation provided by the candidate; 

(2) Materials provided by colleagues, students, administrators, and, 
when appropriate, outside reviewers; 

(3) Consultations with the elected Personnel Advisory Committee . 
(Cf. the "Personnel Advisory Committee" section the Department 
Handbook.) 

(4) Consultation with eligible faculty. 

Timelines for each step of the decision process will appear in the 
departmental academic-year personnel calendar established by the Depart­
ment Head and the Personnel Advisory Committee. 

For any reappointment or promotion decision, the candidate compiles 
and submits a file to the Department Head that documents his or her ac­
complishments in teaching, scholarship and service. This file must con­
tain an up-to-date vita. In accordance with the schedule that appears in 
the departmental academic-year personnel calendar, the candidate must al­
so arrange with the Office Specialist for the administration of student 
questionnaires concerning instructional effectiveness. For the purpose of 
reappointment or promotion recommendations, the Department will use stu­
dent questionnaires approved by a majority vote of the faculty and admin­
istered under procedures established by the departmental Personnel Advi­
sory Committee. The Teaching Faculty member must give his or her signed 
authorization permitting the release of the results of the student rat­
ings by the Department Head to others involved in the review process. A 
faculty member may always submit additional questionnaires or surveys for 
evaluation. Such materials, however, will only supplement and neither re­
place nor supersede the forms issued by the Personnel Advisory Committee. 
Furthermore, it is strongly recommended that any such supplementary mate­
rials be distributed and collected under procedures established by the 
departmental Personnel Advisory Committee. 

Every faculty member should note that present University promotion 
procedures ask for the submission by the candidate of his or her last 
three years of teaching evaluations as part of the supporting documenta­
tion in the promotion application file. 



After considering articles (1), (2) and (4) above, the Personnel 
Advisory Committee will make a written recommendation to the Department 
Head and to the eligible faculty concerning reappointment or promotion. 
Faculty who are eligible to vote on consideration of· promotion to Teach­
ing Associate Professor shall include both tenured and non-tenure-track 
faculty at the rank of Associate Professor or ' Professor. Faculty who are 
eligible to vote on consideration of promotion to Teaching Professor 
shall include both tenured and non-tenure-track faculty at the rank of 
Professor. In particular, Teaching Professors will vote on promotion to 
the rank of Teaching Professor. The written. report must be received by 
the Head at least one week before the eligible faculty is convened to 
vote. A copy of this written report is placed in the candidate's file. 
The candidate's complete file is made available to the eligible faculty 
at least one week prior to the faculty meeting. At the meeting of the 
eligible faculty, articles (1)~ (2) and (3) will be discussed, and a se­
cret ballot will be taken regarding their recommendation to reappoint or 
promote. In addition to the secret ballot, eligible faculty can express 
their professional judgments and recommendations on reappointment or pro­
motion via a letter to the Department Head. The Department Head will for­
ward these unedited comments to the Dean. The Department Head shall make 
a written report to the Dean, which includes his or her own recommenda­
tion, the vote of the eligible faculty, and the recommendation of the 
Personnel Advisory Committee; the candidate's complete file will also be 
forwarded to the Dean. 

The Department Head sha11 meet with the facu1ty member after each 
reappointmentor promotion review to discuss the results of. the review. If 
a promotion is recommended, the department head will need to decide with 
the candidate and the dean on the type qnd length of the new appoint­
ment. The options are either a regular appointment of one year that is 
entitled to Notice of Non-Reappointment or· a term appointment of one to 
three years with no Notice of Non~Reappointment being required. 

Annual Reappointment of Teaching Faculty: 

In general, annual reappointment recommendations for Teaching Fac­
ulty depend upon demonstration by the candidate of excellence in the per­
formance of assigned duties. Reappointment is not automatic. 

All Teaching Faculty on regular appointments . must present convincing evi­
dence of good teaching. Student evaluations of the candidate's teaching 
effectiveness are mandatory and must be administered under procedures es­
tablished by the departmental Personnel Advisory Committee. For the pur­
pose of reappointment recommendations, the Department will use student 
questionnaires approved by a majority vote ofthe faculty.and adminis­
tered under procedures established by the departmental Personnel Advisory 
Committee. The Teaching Faculty member must give his or her signed au­
thorization permitting the release of the results of the student ratings 
by the Department Head to others involved in the review process. A facul­
ty member may always submit additional questionnaires or surveys for 
evaluation. Such materials, however, will only supplement and neither re­
pla~e nor supersede the forms issued by the Personnel Advisory Committee. 
Furthermore, it is strongly recommended that any such supplementary mate-



rials be distributed and collected under procedures established by the 
departmental Personnel Advisory Committee. Other sources of information 
concerning the candidate's teaching effectiveness are described above. 

All Teaching Faculty must also present convincing evidence of having suc­
cessfully met all service obligations for which he/she was hired. They 
should also provide a list of any additional service activities they may 
have performed. 

Promotion to Teaching Associate Professor: 

After five years as a Teaching Assistant Professor, a faculty mem­
ber (in consultation with the Department Head) may petition for promotion 
to Teaching Associate Professor. A candidate is free to petition for pro­
motion in any year after five years of service as an Assistant Professor. 
Faculty who have served in the department in an equivalent capacity, but 
under a different title (such as prior to the establishment of this docu­
ment), may be credited by the Department Head with up to five years of 
service, but not more than the number of years they served, towards this 
promotion. 

Promotion to Associate Teaching Professor depends upon the candi­
date having established a track record of consistently demonstrating ex­
cellence in meeting his/her expectations in teaching and service to the 
department. In particular, the candidate should have demonstrated success 
in teaching as evidenced by student evaluations, faculty observation, and 
a portfolio of information including items such as course materials; cur­
riculum development; syllabi and examinations; preparation of innovative 
teaching materials or instructional techniques; special training activi­
ties outside the University; course coordination; advising; directing 
Ph.D. and Master's degree students; extramural funding for curriculum de­
velopment or instructional innovation, awards from student groups, the 
University or outside sources. 

Every faculty member should note that present University promotion 
procedures ask for the submission by the candidate of his or her last 
three years of teaching evaluations as part of the supporting documenta­
tion in the promotion application file. 

Promotion to Teaching (Full) Professor: 

After five years at the rank of Teaching Associate Professor, a candidate 
may petition for promotion to the rank of Teaching (Full) Professor. Such 
a petition may occur at the beginning of any year after five years of 
service as a Teaching Associate Professor. 

For promotion to the rank of Teaching Professor, the candidate normally 
should exceed the expectations for which he/she was originally hired, and 
given evidence of having gained recognition outside of Kansas State Uni­
versity. Such evidence may include publishing articles, textbooks, 



online .m~t~rialt gnr-.1ng c:qlloq_u:;i..}, s~rn;ihqr talk$, ot pth~r p_re:ser1tatio1:1s; 
attending CdnfeJ:ef!C::E!~ or, WOJ:k~hcp.!:lf part.j;cip,;1ti11g in summer math. pro- • • 
ject-s; ~pply.in9 t;or gi~nt;; (or l:>ette.r yet, it!c::~lving" grants); any $Cho'1-
arly work. in l'ltathematics., m~tlietnati,c:$ ~d.ucc:1ti~n oi related. are~ .. In addi­
tion the.:· p~nqid,~t~ mMt r~q4~$t Q~~~:i,;4e, ·rette.i:-s of. reqo~eridat'.ion from e~:-' 
perts i~ iµ~t'h.emat~c$i ·rjl.ii.th~inadq~, ~duc;::ation or :re1c}ted areas, ~1:thoµgh 
.such letters ar:e nqt mi:lndat::pry. • • 

The canc;lid~te should alli!O p_rovid~ evidence of having continuec:i to demon­
strate exceJ.l~nro/e in hi-~/her teaching and service. responsibilities as cie­
ta.iled a.boye fo.r the prQlUot.;i.on t9 as-s9cia:te p.rpfess9r. r-o pa.rtic;ular, 
ev~ry fc!culty metnb_er ~hoµld. note that:. pres~nt U°"iv4:;rsity promotio.n _prq:c:e­
dures ask. for the ·,s.ypmission by the catj.diciate of hi!? or her las,t. three· 
years ~f teaching ¢ve,clu?tiqns as pa-rt of· the; supporting docµnt_erit:~tion • ;in 
tne promotion app-l.ication file. • • • 

. . 
... . ·.•• ·.:.· • . . /J. q_ ... · .·•· 
~ ~-. 

Andrew Bennett 
Departm~nt Head 

A,m.it "Chaktabarti I Dean .. 
., coiieg1:f 'df Arti & sC:ien.¢~s 

Pietro Poggi- ·:ra:diti"i, Ch:a.irpe,r,son {2016-2017) 
Personnel Advi'M>ry Conimi.ttee 

ld4.~•lt 

t>ltfe, 



I<iSEllE 

DEPARTMENT OF MATHEMATICS 
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An important criterion in recommendations concerning equity raises is 
exceptional merit. Other important factors that should be considered in 
equity issues . are compression, inversion, and retention, or significant 
disparities in pay relative to faculty of comparable rank, merit, and years of 
experience. Equity adjustments should, whenever feasible, be Jinked to 
annual evaluations via the annual composite peer ratings (the composite 
ratings of faculty in teaching, scholarship, and service) over a period of 
several years. 

The Department Head shall annually review the recent annual 
evaluations of each faculty member and their current compensation to 
determine cases where equity issues are present. After identifying such 
cases, the Head shall petition the Dean for equity adjustments. 
Recommendations to the • Dean on equity raises for faculty are the 
responsibility of the Head alone. 

UIS 1gno 

Professor & Department Head 
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Policy On Mentoring Probationary Faculty 
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Du.ring the probationary period, each probationary 
faculty member shall choose or be assigned a mentoring 
t.eam consisting of.two tenured faculty members at least one 
of whom is in a close or nearby research area. The • 
probationary faculty member may consult with his or her 
mentoring team on all issues regarding classroom 
instruction, researcn, service, and expectations with 
:respect to tenure and promotion. Tne team may, in 

·agreement with the probationary faculty member, provide 
guidance through classroom visits, review of course 
materials, revj.ew of student. evaluations, ·or referral to 
course coordinators, other faculty members or appropriate 
Ull.iversity offices.· The me~toring team may provide • 
information with respect to research projects, research 
proposals, and research a,nd service opportunities. lhe 
mento:rin~ team should .meet with the probatio?¥1ti faculty 
member at least once~ year to discuss progress towards 
tenure. The Department Head may a.dvi•e the mentoring team 
of any issues concerning the probationary member where some 
assistance might be helpful. 

Meeting tenure expectations is fully the 
responsibility of the probationary faculty member. The 
mentoring·· team plays only a consul tirig role to the 
probationary faculty member and does not play any formal 
role in the annual reappointment review, mid-tenure 
review, and tenure review process~ 

Prof~ssof & 
Department Head 
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For the Faculty 
Zongzhu Lin, Professor 






