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Overview of the Reap vointment, Promotion and Teoure Process 1
Pr

MSU has a mubi-devel review process for reappointment, promotion and tenure (RPTY decisions. Recontmendations (or reappoittment,
[ M '

promotion and tenure are made in the department agcon
Recommendations thal do oot involve the s

the final decision,

who makes the Fingt recommendation o

The BRPT process

Reappoint

A e P

decisions.

5 Depwroment chainperson/schoo! director conduely an hixle

External peer evaiua

ting 40 unil, college and university bylaws, policies and procedures.
ard of tenure are reviewed suceessively by (he dean, be provost and the president, who makes

Recommendations that involve the award of tenure are reviewed successively by (he dean, the provost, and (he nresident,

actudes the following sieps:

ment, Promotion or Tenure Action farm.

the Boatd of Trustees for action.

Faculty member and departnient chairpersonsschool director complele theiy respeetive parts of the Recommendation for

tion (letters of reference), if required by ungt procedures,
Facully member has an apporiunity (o confer with the de

partimentischool peer review group before o decision fs made.
Departimer

Hischool peer review group provides advice to he chid person/direetar regarding reappointment, promation and ienure

forwards a recommendation (o the dean.,

6. College-level reappointment, promotion and wnure
recomimendations for rea

pendent evaluation, taking nto consideration peer cvaluation, and

commitiee provides advice W the dean about department/fschool
ppointment, promalion and tenure.

7. Dean independently reviews each recommendation lor Feappaintment, promation and tenure and forwacds a recommendation to (e

provost,

& The Associale Provost and Associate Vice Presiden! for Ag

with the provost oo the dean’s recommendulions.
9. The Associate Provost and Associsie Vice President for Acadenic Human Resoorees, the Senior Associase Provost, and the Vice
President for Research and Graduate Sludies jointly veview cach reconunendation with the applicable dean and apprave/disapprove
the recommendation o behalf of the Office of the Provast,
to the president Tor [inal action.
18 Board of Trustees takes action an recommendations involving the award of tenure.

The RPT process is inftizied by the provost eact

cycle, cluding a i

ist of faculty for whom tenure action is require

f.

ademic Human Resowrces and the Senior Associate Provost comsult

Approved actions that do not involve an award of tenure are forwarded

Fycarin early Novemher with & distribution of materials 1o be used for that Vear's revicw

hup:/;’www.hr.msu.edu/promotion/facacadsiaff/.FacGuide"!’cnure.imn 6/5/2011
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Criteria and Standards Page 2

Decisions o promote and tenure Faculty members are the mos! importaat made by the University, for they will determine M‘SU'S repiltatian
and prominence for many yvears 1p come. Trepartments, scheols and colleges are expected o apply rigorous standards and o refrain from
dunbtiu! recommendations of TeApROIIMEN], wnure or romation.

Bepaibnents, schools and colleges wre required to base decisions about reappoiniment, prometion and tenure on cri(i:rm am(? procedures tha
are clearly formulated, objective, relevant, and made known 1o all facuity members. These procedures are aise required W include a means
by which s probationary enare system facully mensber is evaluated and informed answally of histher PrOGIEss.

Faculty are reviewed secording to the criteria and standards in deparbneny/schoot bylaws or other relevanl (Eommenl:\;, callege bylaws or
ather relevant docements (iF any), and the Universily’s statemens on "Appeintment, Reappeintment, Promation and Tenre
Recommendations.” It is critical that faculty learn about the standards und criferia in their department/school andfor college, e
department chaivpersen/school director should provide this information upon inftial appaininent in the tenure sysiem or 45 s00n as possible
thergafier,

The University's statement requires thal achievement and perfarmance levels must be competitive with faculties of leading rescarch-
infensive, land grant universitics of inlernational scope. Expectations of excelience are ewmbodicd in the follewing standards for
reappointment, promotion and lenure:

f. Reappointment with award of teawre: Eaeh 1enure recommendation showtd be based an aclear record of suslained, ousstanding,
achievemenis in education and schotaiship across the mission, corsistent with perfarmance lovels expecied al peer unjversitics.

& For the tacully member appoinied indliatly as assoctate professor on a probationary Lasis in the enure system who has ]
eslablished such & record, the tenure recommendatian is effective upon reappointment alter one probationary appointmenl period,
A recommendation fov promotion from assistant professor (o associate professor in the 1enure system (witl tenure) shoutd be bused
on severa! years of sustained, oulstanding achicvements In educatinn and scholarship across the mission, consistent with .
petformance levels expected Tor promotion Lo associale professor at peer universities. A reasonably long period fn rank before
promaotion is usuatly necessary o provide a basis in actual pesformance for predicting capacity (© beeome an expert of nationa
satare and long-lerm, high-quality professional aehicvement,

[al

A recommendation lor promelion from wssociale professer (o professor in the tesure system should be based on several years of
sustained, outstanding schievements i education and scholarship across the mission, consistent with performance levels expected
at peer universities. A resscnably tong peried in rank before promotion is usually necessary 1o provide a basis in actual
performance (a permit endorsement of the individual as an expert of national stature and 1o predict continuous, long-term, high-
auality professional achievement.

Recommandations Ty reappointment, Promation or lenwre are based upon a faculty member's scholatly contributions, In particular,
assessment of laculty performance should recognize the impertance of both teaching and research and their extension beyond the borders
of the campus as parl of (he autreach dimension, ns Appropriale w the particufar responsibilities assigned (o the faculty member and the
nsgions of the unit,

‘Time Table for 2010-11 Reappohitment, Promotion snd Tenure Actions
This s the University sehedule departmentsschools and colleges may have internal due dates.

On or Before

August 2, 2010 Otfice of ihe Provost sends advance copy of Timetable and 1ist of {aculty for whom tenure
acUon is required, i.e., faculty whose probationary appointment ends on Augast 15, 2012,

November 10, 2010 Office of e Provost distributes materials electronically w initiate lenure system
feappointment and promotion recommendations, including a st of facolty members for
whom reappointment recommendations are vequired.

Date 1o be determimed Chaivpersons and directors inform individual faculty members in a lmely wmanner when their
completed Form 13 "Recommendation o Reappointment, Promotion o1 Tenure Action” and
supporting materials have heen forwarded 1o the dean.

February 28, 201) The following forms are.sent frosy the Dean through the web application o Academic
Human Resources:

Farm Az Tenure System Reappointment

h[{p://www.hr.msu.cdu/promolion/facacadsiaff/FacGuide"l‘em|r-n him IS N
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Recommendations.” Page 3
Form B: "Promotion 1ist.”

Form C: "Documentation of Anpual, Wrilten, Tenure

System Facuhy Review "

Form 13: "Recommendation {or Reappeiniment,
Prowotion or Tenure Action” and an

updated currieulum vitae (or each

faculty member Hsted on Form A and Form B3

Dreans request chairpersons and direciors o inforns ndividual facully in a timely maoner of
whether or not the dean has approved the department’s recemmended action and Ut the dean
has forwarded a completed "Recommendation lor Reappointment, Promotion, or Teaure
Action" form to Lhe provost. Bven if the dean doces not approve the department's
recemmended action, all review materfals in support of such an action will be made available
for review by the provost and herfhis stafl,

Mar 3 Aprit §, 2011 Deans' conferences with the Assaciate Provost/Associate Vice Prosident for Academic
Human Resources, Senior Associate Provoest and the Vice President for Researeh and
(rradoate Studies W review individual recommendations

April 35, 201 Provost natifics deans of recommendations secepied [or recommendation (0 (he president and
the Board of Trosiees. ‘

May 2.0, 201 ) Deans netify chairpersons and directors, who notity facully members, of actions taken by the
Office of the Provest and the president on recommandations nat involving the award of
tenure,

May 31,2011 Final lists of reappoiniments and prometions involving the award of tenure are prepared and

lorwarded by the Olfice of the Provost for recommendation to the president and {or the
agenda for e Board of Tvosiees.

e 17, 2011 Meeting of the Bowrd of Prusices.

June 28, 2014 Natification to deans of final approval for actions involving the award of enure; deans notdly
chairpersons and directors, who natify faculty members.

October 14, 2011 Dedayed actions due,

Date 1o be determines Those with delayed reappointment, promotion, andfor (enure actions should be informed as
soon as possible following final action by the president or Board of Trustees.

December 15, 24711 [3eadting fov natification o facully who are not reappainted.

Recormmendation for Reappointment, Promotion or ‘Fenuve Action Form

This (required) Torm, referred to as Form 13, outlines many of the activities that are relevant to decisions on NIOMOoLON, ehure and
reappointment. It provides the opportusity 1o document, provide evidence fov and assess faculty schojarship in the functional areas ol
instruction, researcl and creative endeavars, and service within the academic and broader commuity, as well a8 in cross-mission
initiatives,

Sections LI and 1 of Form 12 ae summary cvaliations completed by the Chﬂ.“i")CI‘SOH. (I.’.i'UC((}l' andfor dean. The f‘()il()\\’i]lf malesials wre
b ' ¥ i
mmpielccl and subimiiled h}’ he r?lClill}:’ member:

Evidence of seholarly aciivities as requested in Section {1V

Aretleative essay about sccompiishments over the reporting period (5 page maxinugm)

A curricuinm vilae as a more complete listing of scholarty activities and works

Other evidence as requived by the unil (such as letlers from reviewers) or desived by the faculty membe

dn el g —

Annnal Review

hitp:/fwww. hr.msu.ede/promotion/facacadstaff/FacGuide Tenure. him 6/5/2011
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. . . e : ) e Ther e : T alicy provi o
Al temnre system lfaculty must be evaluated and informed ansuatly, in writing, about theis progress. The Faculty Review policy provides
principles and guidelines o implementing (hese reviews.

Peer Review/Callege-Level Comuiittee Review
Unit Leve]

s . . P - , - A T - weetor re tHina
Lach departmeant and schoa! i required to establish proceduies so that its Tacully can provide advice (o ll{c Chd!l;)L‘ISOD/dH(L{.()I rwalxc ing
teetmmendations (or reappointiment, promotion and tenure. University guidelines for the composition of peer review comminiees are
included in the stalement on Peer Review Committee Composition and Lxternal Evahiaiions,

College Level

Fach departmentaly arpanized college is requived 1o estabiish a college-level reappointment, promotion and tenure commiliee thal is ,
charged 10 provide advice 10 the dean about depariment/school recommendalions for Feappoiniment, prometion and lenure. (.()Iiegc-l_cvuf
conmitess are required (o ieorporate a setof principles that are inchuded i the stalement on Coliege-Level Reappoiniment, Prometion
andt Tenure Commilices.

Joint Appoiniment

Oniv the primary unit wifl make a recommendation for reappointment, promotion o tenire for a {aculty member \}'iih a'_;oml_appi,:mimcm‘
However, the chairpersonilirector of the primary unil iy obligated 10 consull with the chairperson/fdivector of all joint uniis prior
submitiing a recommendation,

External Letters of Reference

External fetters of reference are fequited for all reviews of tenure system faculty invalving the granting of tenure or promotion. Exiernal
letters of reference are 1eguired in order 1o casute that individuals recommended have an achievement and performance fevel that is
comparable with faculties of peer instiulions, The sttemens on Fxternal Letiers of Relerence provides principles and procedures 1hi must
be applied Gniformly o all facuity in the unit for soliciting external letters of relerence.

Confidentiakity of Lettors of Reference

Letters of reference, as part of an official review file, are keld in conflidence and will not be disclosed 1o a faculty member undcet _
eonsideration ot (o the public exeept as reguived by faw or University policy. i all such instances, the information imade available wil) be
provided ina form that seeks 1o pretect the identity, privacy, and confidentiality of the evaiuator,

Eniversity-level Review

Al recommendations for reappointment, promotion and tenure are Jeintly teviewed by the Associate Brovost and Associate Vice President
for Academic Himan Resonrees, the Senior Associate Provast, the Vice President for Reserrch and Graduate Studies, qnd the applicable
demn. In addition 1 revicwing recommendations against the standards and eriteria of te department/schonl andfor cotlege and the
Universily, ihe Associale Provost, Senior Associate Provost and the Vice President assess (he candidaie’s independent role in research and
sehokuship and the commitment to scek external fonding, as appropriste o the discipline and assignment of the facully member,

Addidonally, the Associate Provost and Associate Vice President for Academic Human Resources and the Senior Associate
Provast consals with the PrOvOsLon the deans’ reconunendations,

Early Promotion/Tennre
A prometion or lenure action is not considercd "eariy™ if justificd by & record of performance & snether upiversity or during a fixed wrm
appointment at MU ihat is required by fmavigration regulations or other relevani reason, provided the performance meets MSU standards,

Eacly prometion/lenure is based on an exceptiona} record of accomplishrments at M8 thal is based on (k‘.par{mcn!/.‘schoi)l/'coi}cgc and
University criteria, Early promotionfienure is reserved far extraordinary cases.

Visa Status/Forcign Nationals

Fareign nationals (those holding non-immigram status) may be appointed within the temyre sysienn, but may not be awarded wenare unless
they have acquired permanent resident siatys of complete a Tenure Policy Fxemplion Apreement,

hLtp://wmv.hr.mm.l.edu/’promotion/facac:adm;a B ar € i Tamen i
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Alternatively, an extension of the prabaticnary appointiment is aulomatic il a lenore decigion 5 required before permanent resident status is
obtained and the candidaie has heen recommended for tenure.

Stopping the Tenuve Clock/Txtension ol the Probationary Appointment

Automatic

The enure sysiem probationary appoiniment is extended autamatically for one year for the feljowing reasons:

Lo Leaves of absence with or withow pay that are six to twelve months,
2. Changes in appointment o S0% time o1 less for one year. .
3. Upen request from a faculty member on approved leave of absence Epaid or urpaid) for twelve weeks or fonger foy reasons velated
to the birth or adoption of 4 child. Automatic extensions Tor this reason are Hmited Lo (WO SEPArate One-year exlensions.
4. Imnigration/visa status thal does not permit the award of levire for candidates wio have been recommended for lcnurg,
S Anextension recommended as an outeome of a hearing and/or appeal conducted pursuant (o the Faculty Grievance Policy.
Requesty

Extension of the probationary appeintment ey be requested from (he Universily Commitiee an Facutty Tenure for reasons retated 1o
o

childbirth, adoption, 1he care of an i1 andfor disabled child, spouse, or parent; personal illness, to receive prestigious awards, lellowships,
andfor special assignment epportunities, or other such serious constrainis,

The procedure for requesting an extension of the probationary tenare system appointment is included in the statement on fmplementation
Practives (Stopping the Tenure Clock).

Belay in Reappointment Decigion

Onan individuat case basis, there may be justification to delay the final reappointment, promotion, o tenure decision until the fail {finai
recommendations are due on o before Oclaher 15). Upor the request of or after consuliation with e faculty member, the )
deparmentisclool chairpersonddirector asd dean may concur Ihat ancther review wif] be held early i the fall for (he purpase of reviewing
additional information and making & final recommendation. The vequest for @ delay must be approved by the Associale Provast and
Asseciate Vice President for Academic Humun Resourees,

Effective Dates

The effective date for reappoiment with tenure is the fist af the month following final approval by tie Board of Trustees. Fhe effective
ditte for reappoiniment without lenere is Augest 16 of the yeat fullowing the recommendatior, &g, for recommendations made in Aprit
2000, the effective date iy August 16, 2007,

Fhe effective date for promedion with or without the award of tenwre is the first of the monh fakiowing final approval by the lBoard of
Truslecs,

The effective date for ton-reappoiniment is Avgust 15 of the year following the recommendution, e.g.. for recommendations made in Apri)
2006, the ¢ffective date is August 15, 2007,

PromotionalTenure Bage Salary Increases

Cenyal suppart for promational increments for tenure system faculty is provided at $2,000 per promotion from assistm (o associate
professor and &l $2,500 per promaiion from associate 10 professor. For Uhose appeinted at the associate professor rank bul wilhout tenure,
S2,000 wili be provided Hpo receipt of tenure. 1§ unil promotionat policy exceeds the abaove funding, units are responsibie for the
additional amouny, Promotion/ienure salary increases are effective with the general increase, normally Gctober 1, and are v addition 1o the
annval merit incrense,

Negative Decisions

The decision not 1o FCappoint 4 non-lenured faculty member does no necessardiy imply (hat the Laculty member has failed © meet the
standards of the University with respeclio academic competence and/or Professional integrity, This decisian raay be contingent, wholly o
H part, upow the availability of salary funds andfor departmenial needs,

A Tacully member whao is not recommended for reanpoinimant must be nodiied i writing by the chairperson/director and/or dean as sa0n

htuxbﬂvwﬂv.hrJnsu.edLUpronlothanﬂhcacadsraﬁVFacfﬁnideﬁ%uunw htm s
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as possible and no later thae December 15 preceding e expivaiion of the appointment. Upon wrilten request of il}c_tucnlly member, the
administraton of e basic administrative unit making the decigion must tansmitin writing the teasons {or the decision.

Appeal Procedores

The administrative review procedure is an informal process providing an avenue {or faculty/ academic stalf 1o request an m(_icg)cndcni
. H : 't " By 3 oy ot NIt o vy slaing
assessment trom ticir department chairperson/schoot director, dean, ané Office of the Provost on personnel matters such as salavy stats,

reappoininent, promotion and teaure,

[t a non-tenured faculty member belicves that the decision nol (o reappoint was made {n a manner that is al variance with the established
evaluation procedures, hefshe may, Toltowing effents (e reconcile (he differences ai the leve) of the basic n(i_mamstt‘_ﬂhve unit zm.d the dean of
the colege, intliate an appeal in accordance with the Faculty Grievance Policy. The time frame Tor initiating 3 grievance beging

upon receipt of notification of the negative decision from the dean or departinent chairpersen/school director,

Survive and Thrive in the MSU Tenure Systemn Workshop

The Office of Faculty and Qrganizational Development in the Office of the Provost sponsors this workshop each fall. This workshop is To
probationary tenure system faculty 1o provide assistance in functioning successfully within the tenure systeny as MSU.

The workshap has the folowing objectives:

Lo To expand facully members' understanding of key concepts, topics and issues within their department and abous University
reappoiniment, promotion and tenure procedures

To discuss approaches to documentation and record keeping for reappoiniment, promotion and tesure purpases -

To provide practical information on making choices, balancing conflicling demands, managing departmental politics

4. To provide an opportunity for communication and probiem-solving among faculty and academic administralors

Data - 5-year Samimary of Promotion and Tenure Activns University.wide

QOver the five reappoiniment cycies fram 2005 through 2009, there have beea 25 associate nrofessors reappointed with tenure; 290 assistant
professors reappointed for 4 second three-year probationary appointment: 208 promotions {o associate professor; 163 promotions 5]
professor; and 32 individuals not reappointed. Additionally, extensions of the pobationary appointment were approved lor 6 associale
professors and 31 assistant nrofessors,

Generally, at Michigan State, the tenure rate for starting coliorts is aboul 70%, i.c., Mculty members wio have resigned or are no longer
appoinied i the tenure system are included in the hase caleulation. The tenure rag is approximately 90% for facully whe are yeviewed ia a
fiven year,

Tenure/Prometion Recagnition Dinnery

Lach [al) the Office of the Provost hosts g recognition dinner ceremony in honor of faculty members promoted 10 the ravk of professor and
for those awarded tenure.

Pust-Tenure Review

Post-tenure review is implemented through severat existing poticies and procedures {contained in the Facolty Handbook), including a
clarifying interpretation by the University Committee on Faculty Tenure on the meaning of the term “incormpetence” in the disciptinary and
dismissa) policies, Pesformance is maniiored thraugh e use of annual written perlormance evaluations as required by the pelicy on
Faculty Review." Work performance, as deiermined i such reviews, is o be reflected in annual meit salary adjustmonts and as a basis
for advice and suggestions for improvement. Although not teigpered by a Tixed number of years of low performance, discipling o a varicty
of forms may be invoked under the "Policy and Procedure for implementing Iisciplinary Action where Dismissal is Nat Sought.” In more
serious cases, the "Dismissat of Tenured Faculty for Cause Procedure” can he invoked.

University-level policies/forms relevant to the reappointment, promotion and tenure process

Admimstative Review

Appointnent, Reappointunent, Teanre and romeotion Recommendations

College-Level Reappoiniment Promation and Tenure Committees

Confligu ol Interest in Fmployvinent

Risciplinary Action Where Dismissal is Not Souslt Podicy and Procedure for lplenening

. " e

h“pz//WWW-hi'.IIISU.E:dll/}')l'omoii{)I)/fac?ica detaffFacCinide Tomurn him ML
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Bismissal of Tepured Faculty for Cause
Exiernal Letters of Reference

dly Career Advapeement and Protessional Developments A Special Allirmative Action Responsibility

L
&

L

* Facully Grievange Policy

o Granting Temme

o lnplementaton Praclices (Stepping e Tenprs Clockd
¢ tncompelence.” Delipiion of (he Term by the University Conmitlec on Faculty Tenure
& MNon-Reappoiniment

e Non-Tenyred Faculiy in the Tenire Sysiemn
»

»

L]

*

*

L

[ ]

L]

*

Qperating Principles of the Tenure Svslem

Peer Review Commiliee Composition

Pogt-Tenure Review

Promation of Tenured Faculty

Recommendation for Respnointment Promotion or ‘Fenure Action Farn )
Relerence |etlers for Beappoiniment, Promotion and Tenre Recommendations. Coniidentialitv of
Sakwry Adiustmeni Guidelines. Academic

Survive and Thrive Warkshaop

Tenure Action and Promotion

Kootnote:

Yweb iinks 1o all relevant policy statements gnd forms are fisgied al the end of this document.

Lagk
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UNITYLRSITT Y

© 2011 Michigan State Usriversity Boavd of Trustees. Tast Langine. M) 48824,
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hitp:/fwww.br.msu.edu/promotion/facacadstafi/FacCuide Tenmre him

Page 7

Print&

LR I



Reappointment, Promotion, and Terure Toolkit | ADAPP-ADVANCE: Advancing Divers...

Page 8

ADAPPATVARCE  MEH Santanl U Searct

Goi'}

Reappoiniment, Promotion, And Tenure Toolkil

Hente « Freagpiantnagm s

ABoul ADAPP-ADVARNCE

PR DTR SR

Fraquentty Asked Questions Reappointment, Promotion and Tenure Palicies and Procedures in the MSU Faculty Handbaok

e frr e . -
Rusouees for.. Workshops, Bregrams and Resources on Reappolatmant, Prometion and Tenure

e-Mowstatbar ¢ Resources for Faculty
+ Resources for Administrators
Helppful Links
Checle tist of Required Practices in RP&T - Unit Guidelines
+ Printer Friendly Docuiment

Check List of Required Practices in RP&T - Collegn Guidelines

v Printer Friendly Gocumaeant

Reappointment, Promotion and Tenure Policies and Procedures
in the M5U Faculty Handbook

Qperating Prinniples of the Teours System
hm):j,’www.hr.msu,emz/documeﬂts/facacarllmncfbnoks,-’facuItyhandbouk,v"l‘enurel’réuc.httn

Summary:
Frowvides prntipley regarding Uhe slart dates for peobalionary appaulawats, leaves of sbsancr, notieaton of nan.
reapgomtment, appointments of foregn natopals mterpretzlion of 1he Tenure rufes and where Lenure resdes

Graniing Teaure
Mtn-‘Nwwv.ulu'.ms-u.edu./documunts/facacad!mnclbouks/facunytmndbouk/granuenure.htm

Summary: Facully merabers with Lthe Rank ol Brofessorn the tenure syslem ace granted tanure from the date of
appointreat

Faculty members appomted a8 Assadiale Professors wthoud enuree and whe have sorved greviowshy 4t MSY are
appoutted e tenure sysien (00 a probatonary poerdd of, gerecally, two to five [2-5) yesrs

A newly appointed Associate Pefiseer can be geanted tanure fzom the date of gppowiment.

Fatully mumbers appoinieg as an L5518 2r00nss0r sre spommed for an itial probatanary penod of four years
Fnd imay B reapponted for sn adcilanal probationacy pened of three yesrs

Reassigning Tenured Faculty
htl';):/,I’hr.msuedU.v'docunmnls/fac:acafillaudl)ooi(sffncultyhancli)ook,ffacu[tyreassa’gn.Imn

Summary:
Fenuce at MEU resiges @ the Unwersty Thas, ¥ 3 umil % desconhifiug

4, reassignment of Lhe facully s narmally in
ancitier acadamic unst aid 18 negouatad with the facolty member and e recewng vl

Slonping he Tenure Clogk
Implementation Practices
h“;“/."Www.hl«msu.edu/dacumentwfncaca:fhamlbooks,’ facuityhandhbook/implamentation.hetm

Summary;
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Office of the Provost

Survive and Thrive in the MSU Tenure System

About | Register

Survive and Thrive in the MSU Tenure System
(For Probationary Tenure-System Faculty)

Thursday, December 2, 8:30 a.m, - 2:30 p.m., M8U Unjon, Par?ors- B&C

8:30 a.m.-12:00 p.m., (Part 1) Overview of Process and Expectations

12:00 p.m.-12:45 p.m., Lunch (Availabie for those attending both Part I and Part
1)

12:45 p.m.~2:30 p.m., (Part I1) Writing Reflective Essays for Reappointment,
Promeotion and Tenure Dossiers

(Part 1) Overview of Process and Expectations

June Youatt, Senior Associate Provost; Theodore H. Curry I, Associate Provost &
Associate Vice President for Academic Human Resources; 1. Tan Gray, Vice President for
Research & Graduate Studies; and & Panel of MSU Deans, Department Chairs, College
Advisory Committee membpers and recently tenured faculty

Thursday, December 2, 8:30 a.m. to 12:00 p.m., MSU Union, Parfors BC
(Registration at 8:30 a.m.; program begins at 8:00 a.m.)

This workshop is designed for probationary tenure system faculty to provide assistaace in
funclioning successfully within the tenure system at MSU. Workshop objectives include: 1)
to expand faculty members’ understanding of department and University reappointment,
promotion and tenure procedures; 2) to discuss approaches to documentation and record
keeping for reappeointment, promotion and tenure purposes; 3) to provide practical
information on making choices, balancing conflicting demands, and managing departmental
politics; 4) to provide an opportunity for communication and problem solving among faculty
and academic administrators; and 5) to provide a venue for guestions and answers. Many
faculty members find it helpful to attend this pregram more than once, finding different
elements useful at different stages of their pre-tenure experience.

(Part II) Writing Reflective Essays for Reappointment, Promotion and Tenure
Dossiers NEW!

June Youatt, Senior Associate Provost; and Theodore H. Curry II, Associate Provost &
Associate Vice Praesident for Academic Human Resources

Thursday, December 2, 12:45 p.m. - 2:320 p.m., MSU Union, Parlors BC
(Registration at 12:45 p.m.; program beging at 1:00 p.m.)

The afternoon portion of Survive and Thrive in the Tenure System has the foliowing

htemi HnA maeu adu/enevivethrive/alhant aon 1’4‘[20.'..}

Home | Mission & policies | Opportunities & Intended Participants | Coniact Us |

Sea rch_}
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LAD MANAGTMLRNG LABR MANAGEMENT

Making the Right Moves: A
Practical Guide to Scientific .
Management for Postdocs and New "
Faculty '

LA MAHAGENIENT B00KS

Based on courses held in 2002 and 2005 by the Burroughs
Wellcome Fund and HHMI, this book is a coliection of
practical advice and experiences from seasoned biomedical
investigators. The second edition containg three new
chapters on laboratory leadership, project managemaent, N
and teaching and course desion. U

ERRSE AR

& 2006 by the Howard Hughes Medical Institute and the AT HHr
Burroughs Welicome Fund. Lo kalering Mentaring
{POF, 95aKE)
Bownload the second edition S Starhur a Researcd
Guroep: Advice lrom
£ HETRE Pregadent
New chapters {online only} Thonis . Ceh
Writing a Latter of Recommendation L iar
How fo Be a Member of an RO1L NIH Study Section ON THE WEB
Tnsmd the FLH Geand
Rawviows Procrss

HHMY MEDLA

. . womndy Carcard
HoUStarting a Reseaccls Group

N 1978: Ave the Lessons e
Still Relevant?” CONTACY
2002 course Keynole by HHMI President s
Nobel faurcate Thomas R, Cech. Advicr on
oblaining 8 facufty position and achieving
tenure, leading a research Leam, mentoring
students, balancing vesearch and leaching, and
more, Mieys Viclen

tabengivd Db ey

You may use, copy, o distvinite Making the Right Moves and
this video or any excerpts provided thal use is [or
noncommercial educationa! purposes. Requests beyond that
s$¢one should be diracted to zbmginigdhhuniog

Back to Top

fome §AbeeL HEEMT | Press Reomn | Bnploymesd | Contact

€ 2011 Howard Hughes Madicad Institute, A philacibiogy se
QSO0 Jones Bridvpe Rkoad, Chievy Chase, MD 208150289 | (305
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AE THE HELM: LEADING YOUR LABORATORY (2" edition)
By Wathy Barker '

Told Sgring Harbar Labovatory Prass, 20040

Leiitorial Reviews

Product Description

since 2002, the first edition of this best-selling book has helped thousands of newly
appointed principal investigators successfully transition to running their own labs. But‘
changes in technology continue to transform the way science is done, affecting ways in
which labs communicate and collaborate, organize data and supplies, and ke.ep gurl'ent on
the latest developments. The culture of science has aiso evolved, as more scientists explore
non-academic career paths, seek new ways to communicate information and ideas, and
acquire skills and knowledge outside of their field. In the second edition of this book, Kathy
Barker has substantially revised the text, offering Pis advice on adapting to the changes and
chalienges that the years have brought, New topics include collaboration contracts,
performance evaluations, communicating with non-scientists, tips for succeeding on th; '
tenure track, and professional development. With this book as a guide, any new or aspiring
PLwill be well-equipped to manage personnel, time, and institutional responsibilities with
confidence. Related Titles from the Publishers; Lab Dynamics: Management Skills for
scientists (Paperback). At the Bench: A Laboratory Navigator, Updated Edition [Concealed
wire binding)

About the Author

Kathy Barker received her B.A. in Biology and English, and her M A, and Ph'D.‘in
Microbiology, from various branches of the University of Massachusetts, She did her
postdoctoral work in the laboratory of Viral Oncology at Rockefeller University and was an
Assistant Professor in the Laboratory of Cell Physiology and Immunology at Rockefelle‘r
University. She is now based in Seattle, where she writes and gives workshops on various
aspects of running a lab.
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Annual Schedule of RTP Reviews

DEPARTMENT-SCHOOL LEVEL

RTP discussions with chair and depariment-school review committee Spring-Summer
Grganizing RTP dossiers Summer-early Fall
Solicitation of external reviews (only for 2™ reappt and prof reviews) Summer-eaily Fall
Department- and school-level review of RTP candidates Middle-late Fall
Submission of RTP dossiers to College 2" Friin December

COLLEGE LEVEL

{To go into effect Fall 2011 Preliminary presentation of RTP candidates by CANR chairs and directors to
Dean and Directors, Early Fall)

CANR RTP Commitiee reviews Very early January
College-level Dean and Director reviews Late jan-early Feb
*¥*nitial feedback to candidates re status from chairs-directors to candidates Early -mid Feb
Revision of dossiers, if needed, with resubmission to College Mid-late Feb
Submission of dossiers, including Dean’s recommendation, to University Committee {Gray, Youatt,
Curry) Late Feb

UNIVERSITY LEVEL

Dean’s meeting with University Committee to review dassiers Mar-Apr

***Preliminary decision from Univ review communicated to candidates by chairs-directors
Mar-Apr

Review of Univ-level decisions by provost, then, president Apr-mid May

***Final decision communicated to candidates by chairs-directors fate May-early June

Tenure actions taken by MSU Board of Directors tune hoard meeting

{RTP decisions go into effect July 1 of that vear; declinaticns of first and second reappeintments result in position
terminations on August 15 of the following yvear}



Representative

Members of the CANR RPT Committee

{Reappointment, Tenure, and Promotion)

2011-12
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Department/ School

Roy Black {immediate past chair) AFRE

To be named

To be namead

Pate Kakela

Brian Teppen

Rufus Isaacs

Karen Potter-Witter
Sharon Hoerr

Bill Tavlor

Rand Beaudry
Pascal Kamdem
George Sundin {chair)

Eric Strauss

ANS

BAE

CARRS

Css

ENT

FOR

FSHN

FW

HRT

PKG

PLP

SPDC

Term Expires August 337

2012

2014

2014

2013

2013

2013

2012

2013

2014

2014

2012

2013

2012
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Promotion and Tenure Information

PRINCIPLES FOR FACULTY EVALUATION
CANR Promotion and Tenure Committee

1. To effectivety evaluate a faculty member, the Commitlec must consider and evaluate three
major categories for excellence:

a. an assessment of the facully member’s performance of assigned duties;
b, an assessment of the person’s scholarly achievements; and,
€. an assessment of the person’s service activities.

In conducting assessments, the Committee operales on the premise that facully excellence is a
matier to be judged, noi measured.

2. Assigned dutics for a faculty member can inciude rescarch, teaching, exlensionfoutreach '
and/or administration. Because the college is a collaborative effort, contributions to colia'boralwe
works are included in the assessmenl of performance of assigned duties. Furthermore, it is
expected that a faculty member will demonstrale a commitment to standards of intellectual and
professional integrity in all aspects of facully responsibilities. The Committee acknowledges thal
some facully positions will be more disciplinary oriented with few additional responsibilities,
whercas others may have extensive assigned duties in tcaching, extension/outreach, advising, or
administration. However, some scholarly activities are expected of all tenure-track facully
members regardless of assigned dulics. The Commitiee assesses performance according to
assigned dulies, not in relation to the budgetary appointment.

3. Inorder 10 evaluate a faculty member, the Commiltee --- following Boyer (1990) and Weiser
(1999) --- defines scholarly achievements as a creative work that is peer-reviewed and publicly
disseminaled. As such there are six forms of scholarship:

a discovery of knowledge;

b, multidisciplinary integration of knowledge;

c. development of new technelogies, methods, materials or uses:
d. application of knowledge to problems;

e. dissemination of knowledge; and,

f. interpretation in the arts,

This definition can be applied (o icaching, research, extension/outreach, service and
administration dutics. The Committee is interested not only in how faculty invest their time, the
activities in which they participate, and who they reach, but also in the shori, medium and long
term results and impacts of the faculty’s scholarly efforts.

4. Service activities are implicit in the appointment of al faculty members. A faculty mﬁl?b@f 15
expected to demonstrate excellence in service through a continuing commitment o academic
professional and public service activities.

5. A facully member is expected 1o demonstrate continual improvement in his or her
intellectual and performance capabilities by improving his or her effectiveness in teaching,
research, extension/outreach, service and/or adminisiration. A facully member also is expected (o
make contributions to the collegial cnvironment of his or her academic uait,

College of Agriculture and Natural Resources, Michigan Siate University
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POINTS OF RELEVANCE FOR JUNIOR FACULTY
CANR Promotion and Tenure Committee

1. Review the Principles for Faculty Evaluation that the CANR P&T Commitiee uses.

2. Quality not guanlily, The commitlee cmphasizes quality, impact, and that the tendency o
Hst everything is not helplul and tends to obscure the more significant,

L)

Tap journals in your field. A part of quality is (o publish at least some work in the 1op
wurnals in your subject area, The Committee looks for that evidence, especially at lenure
decision time,

4. Reflective essay, This is your opportunity 1 show the quality of your thinking, your
vision and the logic for your program, your strategy and implementation, including ‘
weaving in what you have achicved to date, your (rajeclory and where you plan (o be in
10 years, The essay should emphasize the intellectual foundation of your work and plan
in contrast to reporting or listing what you have done; the fater should be well covered in
the university forms and your vitac.

5. Early Promotion. The Committee looks for compelling reasons {or Lhis award, a truly an
extraordinary record of scholarship. A significantly higher standard of achievement is
expected than Lor promotion in the normal time period for the rank. Life is long and there
i$ no great benefit w the individual and institution (o rush ils major stages, excepl for the
very exceptional case,

6. Your area of scholarly excellence, Begin carly Lo think about and develop your topic of
excellence, what you wiil be known for, and articulate this expertise in your documents.
For example, your goal is for anyone in your national or international field, if asked, 10
identify you as a wotld authority on the subject {modificd of course for the culture of
excellence in your discipline/assignment area).

College of Agricullure and Natural Resources, Michigan State University
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Guidelines were prepared by Professor Doug Landis, CANR RTP Committee, Entomology.
These recommendations have been adopted by the CANR RTP Committee
and are used in portfolio reviews.

Promotion to Associate Professor with Tenure

Bottom line: clear evidence that the candidate has established a program of excellence in the area{s) of
major appointment and has at minimum good performance in area(s) of minor appointment,

Generally this will inciude evidence of national recognition from solicited letters with invited
presentations at peer universities and national meetings

* In Research

o Obtains sufficient funding to support and grow a program

o Obtains funding from diverse sources_including competitive national sources (USDA,
NSF, NiH etc.)
Attracts students/post-docs.
Has graduated students who obtain suitable positions
Has established a record of consistent publication in peer-reviewed journals
Publishes in the best journals available for the particular discipline as measured hy
impact factors and within-discipline journal rankings
o s achieving suitable citation rates

o 0 0 0

¢ In Teaching
o s recognized as an excellent teacher by colleagues and students
o Shows passion/innovation
o Consistently obtains excellent 1o very good SIRS summary scores (1's and low 2's)
o Shows evidence of scholarship in teaching and learning

¢ In Cutreach
o Obtains sufficient funding to support and grow a program
o Isrecognized by clientele and colieagues as excelient in outreach
o Shows passion/innovation
o Shows evidence of schelarship in outreach

* InService

o Consistent contributer to Departmentat activities

o Contributes to University level activities

o Consistent contributor at naticnal level
v Sought out as journal peer reviewer, potentially editorships
*  Sits on national {USDA, NSF, NIH} grant review panels
* Leadership in regional/national committees
* Organizes national symposia, meetings, workshops
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1/25/08 (revised)

CANR INITIATIVE

Strengthening faculty scholarship across the mission
Background

During Fall Semester 2007 there was a robust discussion of scholarship-—what it §s and how
it might be ¢valuated-—in our Coliege. This discussion was prompled by a call from the Dean’s
Office: the need to sharpen our ability to fulfill mission-related obligalions as we do a better of
job of acknowledging and rewarding faculty for the work they do.

While faculty at MSU and CANR are expected to make contributions through research that
move the frontiers of knowledge in their respective fields, they also undertake a variety of other
work-—undergraduate educalion, graduate education, and an array of Extension-outreach-
engagement responsibilities, on campus, around the state, across the nation, and all over the
world--that often falls outside of the conventional way thal we acknowiedge and reward faculty
for work in the research domain. It appears to some that research has become {or is becoming) the
primary frame of reference for evaluating and rewarding facuily work. At Issue, then, is how do
we judge the quality of work undlertaken across the mission {nof just in research)? And, what does
scholarship Jook tike when it is expressed outside of research?

While these ate important questions, it became apparent quickly that there are differences of
opinion about what scholarship is and how it might be evaluated across the mission, For example,
some saw virtually any work undertaken by faculty members—when that work is prepared and
deployed thoughtfully (e.g., leaching an undergraduate class)—as scholarship. Others saw
teaching classes as an important scholarly activity, but not as scholarship, which they saw as
creating something new for a body of knowledge through peer-validation.

In addition, two primary concerns were expressed about the discussion of scholarship,
generally. First, there were concerns that these discussions might lead to “one size fits all”
metrics acrosy CANR-—applied to everyone, everywhere irrespective of potential differences in
the work they do (e.g., tcaching a study abroad course vis-a-vis involving students in an
engagement experience overseas). In other words, while there is not bikely 1o one answer to any
core question (e.g., What is qualily of Extension work), there probably are mulliple answers to
any question, with each answer fitting the nature of the work undertaken and/or the academic
context in which it is being exercised. Second, concerns were cxpressed that emphasizing
scholarship across the mission might diminish the value of work associated with teaching classes,
doing Exlension, and undertaking other non-research roles. If we were 10 emphasize work
associated with scholarship in teaching, for instance, would that emphasis diminish the value of
teaching classes? If so, then it might be better not (o have these discussions at all.

Points of Agreement

Interestingly, while no consensus emerged about how to frame the discussion, including how
1o define basic terms, there was general agreement about 4 framework—advanced in first form in
September that stayed in tact as Lhe semester-long discussion unfolded: 1) for evaluating the
quality and impact of teaching, research, and Extension-outreach-cngagement activities;
and 2) for defining and evaluating the quality and impact of schelarship associated with
teaching, research, and Extension-outreach-engagement. Both outcomes seemed to be worthy
inintent and oulcome. The dual focus is expressed in the boxed-contained fex! that follows,



| Tn all activities associated with teaching, sesearch, and Extension-outreach-engagement, faculty
members undertake work that is informed by an academically recognized body of knowledge,
undertaken in a scholarly manner, and evajualed as having quality with impact. ‘
Schotarship across the mission—itrespective of whether it is associated with teaching, re§earch,
o1 Extension-outreach-cngagement-—involves creating something new and valua‘blg (l‘hat 18,
makes a contribution) tn a disciplinary, professional, multidisciplinary, ot inte-rdlsqpl inary fwk%;
having the work validated as such by peers; and making the work “public,” that is, is available in
an academically legitimate location for use in teaching, rescarch, or Extension-outseach-

| engagernenl work.

Undergirding this two-pronged framework—again without much disagreement, a]thoulgh
with interpretive differences——were statements authored at various limes by faculty committees at
the University and CANR levels, respectively.

From MSU policy. L
httpyfwww hr.msuediy/HRsite/Docu ments/Facultv/Handbooks/Facul(y/ AcademicPersonnelPolict
esfiv-recommendations Through iis faculty, MSU will creale knowledge and find new ana"
innovative ways to extend its applications, to serve Michigan, the nation, and the mzemalwﬂ'al
community. The fecidty must infuse cutting-edge scholarship into the full range of onr teaching
programs. At MSU, faculty are expected to be both aciive scholars and student-focused,
demonstrating substantial scholarship and abilily to promotc learning through our on-campus
and off-campus education and research programs. The essence of scholarship is the thoughiﬁd
discovery, transmission, and application of knowledge, including creative activities, that is based
in the ideas and methods of recognized disciplines, professions, and interdisciplinary fields.
What qualifies an activity as scholarship is that it be deeply informed by the most recent
knowledge in the field, that the knowledge is skilifully interpreted and deployed, and that the
activity is carried out with intelligent opemness 1o new information, debate, and criticism.

From CANR Promotion and Tenure Comimittee policy:

bl /fwww .canr.msu.edu/canhome/files/documents/CAN R%20PROMOTION%20AN DY20TE
NURE%20PACKAGES.pAf In order to evaluate a fuculty member, the Committee defines
scholarly achievements as a creative work that is peer-reviewed and publicly disseminated. As
such there are six forms of scholarship: discovery of knowledge; multidisciplinary integration of
knowledge, development of new technologies, methods, materials or uses; application gf
knowledge to problems; dissemination of knowledge; and interpretation in the arts. T his .
definition can be applied 1o teaching, research, extensionfoutreach, service and adme'r‘zi_str(.mon
duties. The Committee is interested not only in how faculty invest their time, the activities in
which they participate, and who they reach, but also in the shori, medium and long term results
and impacts of the faculty s scholarly efforts.

1
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Dean’s-Level Expectations:

What is an Associate Professor?
{with specific reference to MSU as a research-intensive, Land Grant institution, with international obligations)

There is clear and abundant evidence that the associate professor
has established himself or herself as an accomplished academic.

1. Itis obvicus—by declaration, evidence, and reputation—that the associate professor
has established her or his “headline” of academic focus. Focus represents a targeted
area of schofarship for which one is known, a domain in which a scholarly reputation is
built. The assaciate professor’s reputation is substantiated by high-quality, nationally
(and/or internationally) competitive work in at least one dimension of the academic
mission.

Z. There is abundant evidence that all assignments are being undertaken with attention
to scholarly quality and with work completed on a timely basis. Put another way, there
are no apparent weaknesses in any of the primary areas of responsibility. The faculty
member is perceived to be competent and has her or his “act together.”

There is widespread recognition of collegial engagement and contributions. The faculty
member works coliaboratively with peer and takes on and completes {with quatity)
assignments in teams. This includes project work, team-teaching, and governance and
related assignments at the unit level and beyond. In taking on these assignments, the
associate professor is viewed by many peers and others (e.g., administrators} as an
academic leader—a person who {with time) will have senior standing in the Academy.

(€53

4. There is evidence of contributions being made to students—undergraduate and/or
graduate. These contributions include guest lecturing, teaching courses, serving as a
club advisor, and mentoring-advising graduate students.

2. There is a strong conviction that the faculty member “is on the right track” with a high
probability of experiencing a positive review at time of promotion to professor.
Weaknesses in 1-4 are noted at the time of promotion to associate professor ... unless it
is felt that the burden of evidence suggests against a reasonable chance of success at
the time of the next review.

When submitting dossiers for reappointment there is documentation of evidence and alignment of
commentary—~from what the candidate says about himself/ herself, to what the unit administrator and
M5U peers say about the candidate’s work, to what external peers conclude and assert. A point of
comparison is the candidate’s performance relative to what would be expected at MSU's peer
institutions.
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Faculty Mentoring Policy

This policy was issued by the Office of the Provest on March 1, 2011 {to be effective Fall
semester 2011); it reflects advice by the Faculty Counctl and the University Committee on
Faculty Affairs

Academic Human Resources Policy

Each college shallimplement a formal mentoring program by August 16, 2011, As a part of the
college program, colleges may also require that each department or schosl develop its own unit
level- mentoring program. Effective mentoring is important to enhancing academic exceilence
and building a progressively stronger faculty composed of members who meet continuously
higher standards and are competitive nationally and internationally. Mentoring programs witl
help the University achieve its goals for a high-quality faculty, diversity, inclusive excellence,
and a respectful, positive work environment in which all members of the University community
can thrive, While the responsibility for career development and success is ultimately that of the
individual faculty member, oppertunity, mentoring and the degree of environmental support
that is available can affect success,

There are many forms of mentoring programs and no single modet will meet the needs of all
units or individuals. Each college {and/or unit) should develop a program that is most relevant
to its needs based upon evidence based best practices. The practices and procedures in
colleges may vary; however, all college mentoring programs must incorporate, at a minimum,
the principles included below.

Principles

1. For faculty members with joint appointments, there should be cne mentoring plan for the
faculty member, coordinated among the units, with feadership from the faculty member’s
lead unit. .

2. Faculty members need different kinds of mentoring at different stages of their career.
Initially, at minimum, colleges are expected to provide a mentoring pregram for pre-tenure,
tenure system faculty, and build upon the program as capacity ailows. This mightinclude,
for example, the addition of associate professors, HP faculty, or fixed term faculty for whom
there is a long-term commitment.

3. Colleges, units and mentors should demonstrate sensitivity 1o potentially different
challenges faced by diverse faculty including women, persons of color, and other facets of
identity,

4. Conflicts of interest should be minimized, confidentiality protected, and all faculty members
provided an environment in which they can address concerns without fear of retribution.

5. A faculty member may choose not to have a mentor.

6. Mentoring policies should be clearly communicated to all faculty members, and efforts
must be made to ensure that there is clarity of both expectations and roles for all parties.
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Mentoring excellence will be considered in the annual review of faculty.
Formative evaluation shall be incorporated into the design of the mentoring program to

raximize benefit to each individual being mentored.
Colleges shall assess the effectiveness of their mentoring program on a cycle not to exceed

five years.
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Frequently asked questions about the MSU Mentoring Policy:

1. What constitutes a formal, college-level mentoring program? A formal
mentoring program intenticnally ensures that every faculty member has access
to formal mentering relationships and resources. It is written, based on best
practices, incorporates the principles of the MSU policy, and is explicitly
communicated to all faculty,

2. Will every department now be required to have a formal policy and/or
program? This will be up to each college. Each college will be reguired to
implement a formal program that ensures that all faculty mernbers have access
to formal mentoring. Colleges may opt to administer formal mentoring at the
college-level or require that each department or school develop a program, with
college oversight.

3. Will the Office of the Provost mandate specific mentoring models for colleges,
department, units, or individuals? There will not be a requirement that
specific models be adopted, either at the unit or mentor/mentee levels. The
intent is that colleges and departments choose models that provide the highest
fikelihcod for individual career development. Resources are available to assist in
determining which models best meet a college’s needs including consultations
with college appointed Faculty Excellence Advocates, ADAPP-ADVANCE team
members and the Office of Faculty and Organizational Development.

4. Will every faculty member be required to have a mentor? The policy
explicitly states that a faculty member may choose not to participate in the
formal mentoring program. Programs should, therefore, include explicit
language that specifies both no penalty to the faculty member for opting out, as
well as the option to rejoin the program.

5. How will the confidentiality of mentoring conversations be safeguarded? This is
not a question that can be answered a priori. However, each college is required to
address the protection of confidentiality in its program,

6. Does a mentor have to be a senior faculty member from within the college or
department? Can he or she be a senior leader in the field7” Many mentoring
models now exist in addition to the traditional single mentor/mentee dyad. The
Policy does not require that specific models be adopted, either at the unit or
mentor/mentee levels, but is interested in colleges and departments choosing
models that provide the highest likelihood for individual career success. Resources
are available to assist in determining which models best meet coliege and individual
needs including consultations with college appointed Faculty Excellence Advocates,
ADAPP-ADVANCE team members and the Office of Faculty and Organizational
Development.
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7. How will mentoring programs be evaluated or assessed for effectiveness? As
the policy indicates, formative evaluation measures should be incorporated into
the design of college- and/or unit-level program, in order to be responsive to
needs of and maximize benefits to each individual being mentored. More
broadly, the college should formally and regularly assess the mentoring
program({s) in five-year cycles, at minimum, ADAPP-ADVANCE resources are
available to help colleges and departments decide on assessment strategies that
are relevant to their program.

8. What resources are available to assist colleges and departments in
developing formal mentor programs? The Office of the Provost is comrmitted
to assisting colleges and departments as they implement improved or new
mentor programs, For more information about the mentor policy, current or
planned resources, assistance with gelting started, or about the ADAPP-
ADVANCE Institutional Transformation Initiative at MSU, please contact your
FEA, or call the ADAPP-ADVANCE office at 353-8818, or visit www.adapp-
advance.msu.edu,
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Faculty Mentoring Policy
College of Agriculture and Natural Resources (CANR)

CANR is committed 10 the professional development and successful advancement of its faculty
members, Effective mentoring is an important component contributing o successful
professional development and involves activities al the university, college and unit level.
University policy requires thal all colleges must have a formal and substantive mentoring
program for pre-tenwre, tenure stream facully, CANR recognizes both the central role that
academic units play in facilitating facuily development and the broad variation in disciplines and
missions among units.  Therefore, to best serve our facully, the academic units, with assislance
from the college and university, should play the primary role in establishing formal and
substantive mentoring programs for pre-lenure, lenure stream faculty. Support of mentoring of
all faculty members in the college is provided under the direction of the CANR Director of
Faculty Development.

The goals of a department mentoring program may vary by academic unit, bul at a mininum
should include guidance concerning:

- cstablishing and sustaining a leading research program

- effective teaching and engagement of undergraduate and graduate students
establishing effective and high impact extension and outreach prograims

- building institutional and disciptinary leadership skilis and contributions.

- progress oward reappointment, tepure and promotion

The structure of mentoring programs may also vary among academic uni(s but must include (he
feliowing elements:

I A writien document incorporated into the unit bylaws and actively implemented, that clearly
identifies and communicates program policies, goals and expectations for both the mentor(s) and
Junior faculty members. These must include at least the following:

a. A description of the mentor selection process, a mechanism for ease of changes in
assignment of mentors as appropriate for the junior faculiy’s needs, and an
alternafive provision for faculty members o choose not o have mentors. One or
more senior? tenured? faculty members (not the including the academic unit
adminisirator) should be assigned for each junior facully. Selection of menlors is
not imited to the acadentic home of the junior facully.

>, For facully members with joint appointments, there should be one mentoring plan
coordinated among the units, with leadership from (he primary unit.

. A description of expected mentoring activities with elements addressing rescarch,
teaching, extension and outreach, engagement, and leadership development.

[ Clarity relalive (o the roles of both the mentor(s) and the junior faculty.

3

~
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e. Clarity relative to expectations {or confidentiality
f. Clarity about the role of mentor(s) in the annual evaluation, reappointment, tenure and
promotions processes. Who (including the mentee) does/does not see reports
shouid be specified.
g, A deseription ol how mentoring activities will be reported and evaluated as a portion
of an individuals service (o the unit.

2. Support and teadership (rom the chair in integrating mentoring into departmental activities.
Recognition of mentoring as a formal component of faculty service to the department and
college should be incorporaled into annual faculty evaluations for individuals who serve
as mentors,

3. Sensitivily by units and mentors to potentially different challenges faced by diverse faculty.

The College will provide Jeadership and support for the unit menloring programs through its
faculty development program and resources including:

1. Provision of sources of information/iink to available university resources concerning good
menloring practices

2, Organization of workshops and programs (either by the college or in conjunction with other
University units such as the Office of Faculty and Organizational Development)

3. Bstablishment of a central location for information about mentoring poticies for each unit

4. Provision of information to prepare new faculty (e.g., resources, expectations) as parl of
anuual college orienlation

5. Establishment of a conlidential college mentor facilitator available to all CANR faculty. This
individual will serve as a resource to identify appropriate individuals with relevant
expertise for advice/consultation for professional development and/or discussion of
sensilive issues.

The effectiveness of the college and unit mentoring programs will be assessed at an interval not
to exceed five years,
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External Letters of Reference - Faculty
Handbook

IV. ACADEMIC HUMAN RESQOURCES POLICIES {Cont.)

This statement was endorsed by the University Commitiec on Faculty Affairs on March 14, 2006 and by University Co?n?ri.'{tft.’ ﬁg(f(,{fg‘;”ym
Tenwre on February 8, 2006, it was issued by the Qffice of the Provost on May 3, 2006. Iplementarion is encouraged during 2 a
is required in 200708,

External letters of veference are requiréd for all reviews of lenure system fucully involving the granting of tenute of promotion. i:x.wrna‘l
letiers of yeference are required in order to ensure that individuals recommended have an achicvernent aud performance level thal is
comparable with facultics of peer instilutions. it is recognized that practices and procedures in wnils may vary; haw@:er, il_ae process of
soliciling external leuters of reference must incorporate the fellowing principles and procedures, which must be applied ux_nformiy to all
faculty in the unit. Any exceplion to these pringiples must be approved by the Office of the Provost prior 1o implementation.

Lo External leters of reference must be submitted by regular mail on institutional leiterhead and carry the evaluator signature. When

timing is critical, a lener may be submitted electronically, bul must be follpwed by a mailed original -

All extersal letters of reference soliciled and received must be included in the review materials. Unsolicited letters will not be

inctuded in the review materials, - ;

3. Wanexternal letter of reference is solicited and the referee [ails o or dectines (o submil & letter of evaluation, this i}ifm'l}?ﬂ“ﬂ!l shall
become part of the candidate's review malerials. 1f o reason is provided in writing, it shall become part of the candidate's review
materials unless precluded by an agreement on confidentiality, ..

4. College/department/school procedures will specify the minimum number of external fetters {with a recommended minimm of four).

5. The departiment chairpersonfschaal director/dean of a non-departmentally organized college shail form a list of exiernal referees.
Dcparimcni/school/non--deparuncntaliy organized college procedures will specify the pumber of evatuators to be suggesied by the
candidate, t0 which the department chairperson/school director/dean of a non-deparimentally organized college (and others as
provided by department/achool/ college procedures) will add names. In accordance with colicge/ciepartment/school proceduics, {he
cliairperson/directoridean will determine which of the potential external referecs will be asked to provide letiers oflrc.fcrence.
College/department/school procedures will speeify a proportion or number of external lelters of reference to be solicited from
persons suggested by the candidale. . .

6. Candidates must not discuss their case witl prospective or actual external evaluators at any stage of the review process, exceptas
provided by department/schoolicollege procedures. Soliciting external letlers of reference and providing n}ﬂlt]'lals 1o the referces is
sofely the responsibility of the department chairpersonfschoo! direcior/dean of a noa-departmentatly organized college. ‘

7. External reforees must be professionally capable to evaluate the candidate’s scholarly work objectively and to comment on ils
significance in the discipline. Letters must predominanily represent persans other than coltaborators and in no case faculty formery
serving on lhe cquivalent of (he candidate's guidance commitiee when the candidate was a graduate student.

8. College/department/schocl procedures will specify the materials sent 10 exiernal referees.

9. The unitadministrator's request o an external referee must include:

2

a} the unit's stalement on coufidentialily, which must be consistent with the University's statement asl?ontais1e<i in the policy
"Confidentinlity of Letters of Reference for Reappointment, Promotion and Tenure Recommendations

b) # request to disclose any potential conflicts of interest
10, TFor each external referce, the unit administrator shall provide:

#) Name, rank/title, institutiona) affitiation,
by Brief summary of the relerec's qualifications or CV
¢) Name of the person who recommended the evaluatar, ¢.g., candidate, chairperson/director/dean, or other (specified).

d} Anassessment of the evaluator refalionship 1o the candidate, including poiential confiicts of mterest.
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THE REFLECTIVE ESSAY:

PERSPECTIVES AND GUIDELINES

College of Agriculture and Nalural Resources
Michigan State University

Introduction

The Reflective Essay is an integral
part of the reappointment, tenure and
promotion process at virtually all
universities, The reason for its universal
importance is that “a capacity for
reflection and self-evatuation. .is a
critical ingredient in a professor’s life”
(McGoverrn, p. 96).

As such, the Reflective Egsay holds a
unique position in the candidate’s
dossier of supporting evidence, The CV
(curriculum vitae) and Form D—no
matter what the length—-will be read and
discussed by reviewers. Consequently,
the Reflective Essay should nof be a
summary of evidence presented in those
documents. Instead, the Reflective Essay
is “an opportunity to weave a tapestry of
understanding of [your] scholarly
pursuits “(Smith, p. ii).

Intent and Use

The Reflective Essay serves as the
“key orienting and organizing clement of
the |dossier}” (Froh, et. al. p. 108) witl
the purpose of “providing a frame of
reference or conlext for he items
submitted to the conumittee” (Niamond,
p. 24). Consequently, the Reflective
Essay is the primary opportunity the
candidate will have to convey the nature
and meaning of her/his scholarly work
and philosophy to those reviewers from
his/her and other disciplines (Millis, p.
69,

Above all, the Reflective Fssay
should (a) convey the candidate’s vision

of herself/himself as a maturingp}-
mature schotar (including describing
one’s scholarly niche); (b) communicate
the contributions made during the
reporting period in advancing toward
that vision; (¢) provide an indication
(evidence) of the impact of the
candidate’s schotarly efforts; and (d)
show development-evolution of the
candidate’s scholarship.

The objective of the Reflective Essay
“is to convey as much depth and
richness as possible by [employing]
selective evidence of [scholarly]
accomplishments” (Froh, et. al., p. 106).
Above all, candidates should remember
that the Reflective Bssay is “a reflection
of the care [the candidate] take(s) in
communicating scholarship™ (Smith, p.

it}
Preparation Guidelines

The preparation of the Reflective
Essay should begin early in one’s MSU-
CANR career, and should be updated on
a periodic basis throughout the reportipg
period (e.g., during the annual evaluation
process). Approaching it this manner
will enable the candidate to prepare a
document that represents a more
accurale and convincing expression of
the evolution of one’s scholarly
development.

With all of this in mind, here are 8
guidelines for the development of a
Reflective Essay:

1. Because the Reflective ssay 1s just
that-—a personal reflection written in

Prepared on behalf of the College’s Promotion and Tenure Committee and CANR Tean's ;)ffic‘e . !
by Dave Schweikhardg, Professor, Depaniment of Agriculture Food and Resource Economics, CANR-MSU, and Frank

Fear, CANR Senior Associate Dean,
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essay format-—if is important that it
be crafied as an intellectual piece,
an academic contribution in i1s own
Yight, rather than as q document that
reports academic accomplishments.
Most of all, the essay should
“demonstrate g capacity to be
reflective and seli’-‘crilica]; hence,
capable of continued growth and

change” as g scholag {Diamond, p.
24)Y.

The Reflective Essay should convey 4,

the candidate’s vision of
hz’mself/hersclj" as a maturing or
mature scholar. 1 is an Opportunity
t0 convey one's scholarly philosophy
and vision; to describe how scholarty
priorities were established; to share
the logic of one’s program of
scholarship (and it development); 1o
make explicit the strategy (choice
making) used over the years; and o
be clear about one’s future trajectory,

The Reflective Essay should be
expressed in a manner that is
consistent with CANR s
interpretation of scholarly activities
and scholarship, Scholarly activities
Cut across the mission of teaching,
research, and outreach / Ly tension /
Chgagement. Activities are “things
scholars do™ (e.g., designing and
offering an undergraduate class).
While scholarship also applies {0 al}
mission dimeusions, it is an

outcome, not an activity, Scholarship 5.

nvolves creating something new;
and it is designed (o advance
understanding by contributing
something new Lo 3 body of
knowledge. “Newness” is peer
reviewed or validated; and products
of scholarship are made available in
publicly accessible forms and in
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publicly available locations. The
worth of both scholarly activities and
scholarship is evaluated in multiple
ways: in terms of intellectual quality
(substance-content); quality of
expression (how the work is
constructed and presented,
particularly in terms of its relevance
lo intended audiences); and its
impact on and/or use by intended
audiences.

Because each candidate’s mix of
assigned duties is unique, the essay
showld address all aspects of the
candidate’s assigned dutios-
activities and scholarship-—in a
manner roughly proportionate (o
those durzfes—»vteaching, research,
outreach | Extension/ engagement,
and service to MSU and profession
(Froh, et al., p. 107). It is understood
that scholarly activities and
scholarship influence a wide range of
audiences (e.g., disciplinary peers,
scholars in other disciplines,
students, public otficials, industry
members, members of non-
governmental organizations),
Consequently, just as each
candidate’s assigned dutics is
unique, the impact of each
candidate’s activities and scholarship
is also Jikely to be unique {at the
very least distinctive in pature and
contribution),

Because the hallmark of the
scholasly life is integsation and
connections across the mission, the
Reflective Essay should demonstrate
the candidate 's integration of work
across herfhis assigned duties {e.g.,
how research influences teaching;
how Extension influences research),

Prepared on behalf of the College's Promotion and Tenwre Committee and CANR Dean’s Office

by Dave Schweikhardt, Prafessor, Department of Agriculivre Food and Resource Economics, CANR-MSU, and Frank
Fear, CANR Seniar AssDciaie Dean,
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6. The Reflective Essay “provides a
vehicle for discussion of special
circumstances that have affected
your work to-date " (Diamond, p.
24y, There are always critical times
or points in an academic’s life, when
an academic decides to move in one
way or another. Somelimes these
tmes or points are products of one’s
own doing-—a outcome of intent, At
other times, they are either a result of
opportunily (“being in the right place
at the right time”) or unexpected
circumstance (e.g., departure of a
senior collaborator from MSU).

7. The Reflective Essay also provides
an opportunity for the candidaie to
explain “any contradictory or
unclear materials in the [dossier]”
{Seldin, p. 10). However,
explanations should be reserved for
unique events; and, when included in
the essay, the description should not
consume an undue portion of the
¢ssay.

8. A useful means of developing a
Retlective Essay may be to
periodically consider a series of
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“reflective prompis” that will induce
reflection about “why we teach; why
we work as we do; why we choose
certain priorities in ...scholarship;
why we publish in this or that field
or particular topic;.. [thereby
leading to] meaningful inquiry into
what we do and how we do i
(Zubizarreta, p. 208, italics in
original; for additional useful
prompls, see McGovern, pp. 103-
08).

Final Comments

Remember. . .the Reflective Essay i the
candidate’s opportunity to communicate
the quality of thinking, vision and logic
of the program, strategy and
implementation-—incorporating what has
been achieved to date; the trajectory of
the program; and the targets and
milestones anticipaled in the next 10
years. The Essay must emphasize the
intellectual foundation of the work and
pians for the future. The Essay must not
be a reporting or listing of what has been
done in the past; this is well covered in
Form D and the CV.,
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 Tenure Statement

Tarigq Abdelhamid
Construction Management Program
School of Planning, Design and Construction
Michigan State University

October_j_?\,_hZOOE . ’

In this document, | summarize my achievements and future plans in teaching, research, and service at
Michigan State University (MSU)} for my tenure case.

Becoming a Construction Management Scholay
“The whole secret of life is to be interested in one thing profoundly and in a thousand things well,”--
Horace Walpole

During graduate school, | found Construction Management to be fuli of simple and powerful ideas,
clever techniques, challenging projects and problems. But the experience of graduate school did more
than just convert me to a learned construction manager. it made me realize that | have a knack for
sharing information about construction management and making it more accessibie to a wider
audience. | also recognized, through research assistantships and professional experiences, how much |
enjoyed the discovery and application of new ideas, methods, and techniques. This affinity for
teaching and research crystallized into a professional aspiration of becoming a bona fide scholar of
teaching and research in Construction Management. Therefore, | left a secure position at Ford Motor
Company to join the Construction Management Program at MSU as an assistant professor.

Upon joining MSU, i reatized that the scholarship | have been trained to do at the University of Michigan
contained two basic features {Diamond and Adam 1993}

»+ The activity requires a high level of discipline- related expertise, breaks new ground, is
innovative, can be replicated or elaborated, and has significance or impact.
+ The work and its results can be documented, and can be peer-reviewed.

This definition of scholarship was disheartening to me because it seemed to encompass only one type of
scholarly pursuit (that of the discovery of new knowledge), at the expense of other forms such as
teaching, This was particularly important to me because | had no prior teaching experience and |
wanted to be the best teacher that | could be. As a consumer of great and terrible teaching, 1 thought
knew exactly what my teaching should be, but guickly realized that | didn't know how to do it in a
genuine and authentic way. | intuitively believed that the way to approach pedagogy shoutd be no
different from approaching research probiems, i.e., through the scientific process, This meant | have
to be a scholar of teaching as much as one of construction management, However, | have long heard
that in academia, instruction does not get the same rewards as disciplinary scholarship.

! found solace after reading the reference “Scholarship Reconsidered: Priorities of the Professcriate” by
Ernest L. Boyer?, wherein he defined the following forms of scholarships: Discovery, Integration,
Application, and Teaching. To me, Boyer captures the epitome of schotarship, one that is observed and
practiced in every aspect of academic life, That is the type of schotarship | have been working towards
in the past five years and look forward to continue pursuing at MSU in the future.

Teaching at MSU

“Education is not to teach men facts, theories or laws, not to reform or amuse them or make them
expert technicians. It is to unsettie their minds, widen their horizons, inflame their intellect, teach
them to think straight, if possible, but o think nevertheless.” Robert M Hutchins.

" biamand R. & Adam, B (1993). Recognizing faculty work: Reward systems for the year 2000. Jossey-Bass, 5an
Francisco, CA
* Boyer, £, L, (1997). Carnegie Foundation for the Advancement for Teaching.
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| believe that each teacher has to arrive at his/her own style of instruction that {s commensurate and
compatible with their own personality. [, therefore, worked on a statement of teaching philosophy Lo
guide me in the design and delivery of instruction. Basically, | am fully in favor of a topic-based
approach where students and teacher all form a “circle” around the topic and have vigorous discussions
about it. 1 alse want every student to leave my class at the end of the semester saying, " didn't know
that | could work so hard, and | didn't realize that | could learn so much,” Anything tess is unacceptable.
Upon sharing this position on teaching in the first ¢lass, students are typically not sure how to react to
because they have been socialized teo be passive learners during most of their education years. An open
discussion regarding this philesophy helps them to realize how it will be achieved.

My teaching assignment in the program has been the undergraduate and graduate courses on
construction scheduling, BCM41% and BCM811, respectively. BCM411 is offered as a 2-hour lecture
section with multiple 2-hour tab sections. BCMS8T1 is similar to the 411 model. Also, as part of my
teaching assignment, 1 was to develop a new graduate course on a topic of my choosing. [ have
developed this course and it is titled “lL.ean Construction Principtes and Methods”. The course has been
well received by students and will become a regular course offering as of the academic year 05/06.
During the academic year 04/05, | also taught the Commercial Capstone course, BCMA36, and
supervised the Professional Internship class, CMP493. The average SIRs score | received in all the
classes | have taught at MSU is 1.4 {1 = superior and § = inferior}, and the range of the SIRS scores
received was between 1.18 and 1.86.

As t continued to attend more and more teaching seminars at MSU and through independent readings,
my curiosity about the scholarship of teaching and learning grew. Consequently, during the academic
year 02/03, | applied and was accepted to the MSU Lilly Fellowship program. The main goal of my Lilly
research project was to enhance teaching delivery methods in the Construction Management Program
through a study of teacher-student learning style disparity. | successfully completed the Lilly
Fellowship year with a detailed repart about the project | conducted and a published paper in the
Journal of Construction Education - an an-tine peer-reviewed journal pubtished by the Associated
Schools of Construction.  Although | benefited tremendoustly from the project, the longer-lasting
impact of the Lilly Fellowship on me was in the re-orientation and transformation of my perspective on
teaching and learning that occurred through mentorship under Dr. Steve Yelon, the guidance of the Lilly
leaders Dr. Karl Smith and Dy, Cathy Bristow, and the thoughtful conversations with the other Lilly
Fellows.

Advising graduate students brings me particular enjoyment because of the immediate change and
influence one can see in the students, My strategy in advising graduate students is to clarify early on
what will constitute a win-win outcome for both of us. We discuss and agree upon the following five
elements of a win-win agreement, which are adopted after Covey (1990)7: (1) Desired results (goat,
objectives, and outcome); (2) Guidelines (boundaries and deadlines); (3) Resources (these needed
against those available); (4) Accountability {(measurements of progress and accomplishments}; and (5)
Consequences (what happens if win-win is achieved or not achieved).

Future Teaching Plan

Student feedback has been a great source of inspiration and validation for my efforts to improve my
teaching. |regard the content | choose to teach as mostly quite fascinating, very exciting and
fundamentally important. To me that this sense of fascination, excitement and importance is the core
of much of what students respond to most positively in my teaching.

To date, | continue to work on improving class content and delivery methods te keep the students
engaged and to direct classroom activities towards the development of critical thinking. 1 have aiso
invited a teaching consuitant to attend class. | also continue to attend teaching and learning
workshops, symposia, or similar programs. My long-term teaching plans focus on experimenting with
new teaching methods, and instructing in other existing courses and developing new ones. In addition,
Fam planning to pursue research in the scholarship of teaching and learning based on ideas from

YCovey, 5. R. (1990). The 7 Habits of Highly Effective People. Free Press, Mew York, NY.

2
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observations during and reflection after the Lilly Fellowship year, in particular, am interesteq in
developing a frameworl to assist students in arriving at better studying strategies based on their
preferred learning style,

Research at MSU
“Do not go where the path may lead, go instead where there is no path and leave a trail . ”--Ralph
Waldo Emmerson

To me, research follows the matto of the Tiger Cubs (first level for Bay Scouts}, which | helped my son
commit to memory and practice: “Search, Discover, and Sharg”. This simple phrase helps my graduate
students orient themselves to the process of research. it also provides them with a roadmap to what
needs to be accomptished in their individual research projects.

When 1 arrived at MSU, | had an overarching research goal that was shaped by job experiences at Ford
Motor Company. In particular, my training as a Lean Produclion sutzject matter expert made me
recognize that the Construction Management field lacked a theoretical framework that was capable of
fully explaining problems that arose in practice. In essence, the conceptual models of construction
management were unable to consistently deliver on the mantra of completing & project ‘on-time, on
budget, and at desired quality’. This inability was also evident from empirical data indicating that
construction projects were fow efficiency systems with high rate of injuries and fatalities, endemic
quality problems, and rising litigation.

| surmised that the crux of the problem was in the production paradigms that dominated and guided the
thinking about the construction process. | concluded that a paradigm shift was clearly needed in how
construction as a process was conceptuatized, similar to how lean production, as originally practiced by
Toyota Motor Company and now by many others, evolved from craft and mass production. However, |
was not convinced that construction management only needed an additive change; rather it needed one
that was “ecological” wherein everything had to change.

Given that the scientific process is a social process, and not a solo adventure, | realized that this
research goal cannot be achieved without the creation and mvolvement of an entire community of
scholars,  After a couple of months of critical literature review, | found that, as is always the case,
other researchers were working on the same goal. The two primary entities that were active in
research in this area were the International Group for Lean Construction {IGLC), formed in 1993 and the
Lean Construction institute (LCIY, a nen-profit organization that was formed in 1997, t immediately
began the ‘search’ phase and read most of the available Hterature that both organizations produced. |
also attended two workshops run by LCI that provided an overview of Lean Construction thinking and
insights into teaching the topic in undergraduate and graduate programs.

Since discovering this community of researchers and practitioners interested in changing what we build
and how we build it, | have been intrigued by the study of construction projects as project-based
production systems. Another term for project-based production systems is Lean Construction wherein
production is conceptualized in three complementary ways, namely, as a Transformation (T) of raw
materials into standing structures, as a Flow(F) of the raw material and information through various
production/assembly processes, and as Value (V) generation and creation for owners through the
elimination of value loss (realized cutcome versus best possible} by ensuring customer needs and wants
are captured and challenged.

Lean Construction principles inform and guide my primary research interests in the discovery,
exploration, and application of new theories and methods to:

{1) Pretect and safeguard construction workers from occupational injuries and fatalities. Specifically, |
am interested in the following three main topics of research:

o Prediction techniques for physiological demands during construction work,

o Construction worker's hazard perception models.

o Construction Accidents Causation models.



Tenure Statement, T. Abdelhamid

(2} Develop construction production planning and control models. Page 35

After five years of working according to the research plan outlined above (tracks A and B), | have
supervised 7 Plan A masters students {with 5 completed), published 4 refereed journal articles, 2 paper
closures, and 17 refereed conference papers, and 2 research reports. A search on Google's scholar
database (http://scholar.google,com/) reveals that my publications have been cited in 14 scholarly
works (excluding self-cited work), and listed as recommended readings on a number of sites.

{ have aiso received a 3-year NIOSH grant in the amount of $143,173, a one-year Consumers Union
Southwest Regional Office - Manufactured Rousing Research initiative grant in the amount of $45,000
{ce-investigator). In 2004, { was extensively involved in the launch of the Lean Construction Journal
(htep: www leanconstructioniournat,org/), an on-line peer-reviewed journal published by the Lean
Construction Institute. | currently serve as co-editor for the Lean Construction Journal and as chair of
the Lean Construction Institute Academic Forum. | also review for 10 different peer-reviewed journals
and conferances {to date, { have reviewed a total of 76 papers}.

Future Research Plan
“Just because something doesn't do what you planned it (o do doesn’t mean it's useless.”--Thomas A.
Edison

During the past five years, | have developed 9 full proposals based on findings from the NIOSH grant,
the Consumers Union project, and various Master’s theses, as well as numerous pre-proposals. While
these proposals were not successful, | am learning valuable lessons from writing each one, specifically
from the peer-review feedback received. For example, | realize now that on large grants, the presence
of two or more principal investigators, both from MSU and from other institutions, is critical. In
addition, | have learned that establishing a professional working relation with the granting agency is
equatly critical, e.g., through presenting seminars about ongoing research efforts and engaging agency
staff early-on in discussions regarding the relevance and significance of the proposed research topic to
the agency’s research priorities. | also need to target smaller grants offered by construction trade
associations and other professicnal associations, which will create a track record that would be valued
by federat and state funding agencies. These grants will also aliow me to focus on a particular
construction domain wherein | can apply and focus my disciplinary expertise (occupational safety and
production planning).

in the years to come, | will continue to conduct research in the two tracks mentioned eartier. This is
not in deflance or denial of the outcomes of my grant seeking efforts thus far. This is primarily driven
by the fact that all the proposals | have submitted have been found to have merit. However, without
compromising my ideatist viaws and belief in the power of ideas in changing people and the world, ray
approach will be vastly different in seeking funding hased on the lessons learned explained eartier. |
believe also that the launch of the Construction Management PhD program in fall 2005 as well as the
planned addition of more faculty to the program will help tremendously in being more prolific in
scholarty pursuits and more successful in grant-seeking activity.

' will continue to establish strong presence and name recognition in Construction Safety and Lean
Construction through publications in peer-reviewed journals and attending conferences, conventions,
professional meetings, colloquia and seminars. | also intend to organize/chair/host conferences on
Construction Safety and/or in Lean Construction at Michigan State University.

As of the writing of this statement, the following is brief listing of ongoing and planned research
projects:

Current Projects:

« Investigation of Construction Warkers' and Managers’ Attitudes Towards Project Planning
Uncertainty - Plan A thesis,

»  Assessment of Construction Worker Hazard Perception using Fuzzy Signal Detection Theory -
Plan A thesis,
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Future Projects:

«  Assessment of Alertness Levels During Construction Work Activities Using ambulatory
Electroencephatography (EEG)

» Ergonomic Evaluation of manufactured Housing Production Operations.

»  Validation of Lnergy Expenditure Production Models for Construction Work Activities

= Work-Rest Cycle Management to fimprove Worker Performance In Construction

*  Production Planning Assessment During Manufactured Housing nstallation Operations Using Lean
Production Principles

* Improving quality of pre-fabricated wood truss elements using Six-Sigma techniques

Service
“One act of beneficence, one act of real usefulness, is worth ail the abstract sentiment in the world” -
Ann Radeliffe

t enjoy working with students and colleagues on matters important to the program, college, and
university. Interaction with industry through outreach has also been a source of great insight and
validation of the importance of the research ideas that | am pursuing.

In general, my approach to service is the same as my approach to teaching and research. Regardiess of
the service engagement, | find delight in researching the topic(s) at hand, identifying a strategy to
address issues, and bringing rigor to the precess and cutcomes, An example of this is the outreach
project that the Construction Management Program (CMP) was requested to develop by Haworth, Inc. (2
Michigan-based manufacturer). The project consisted of development and detlivery of five 4-day
construction management workshops, to be offered in 2005. 1served as the project manager for this
outreach program. In that capacity, | developed the program proposal (including content, delivery
formats and structure, and budgets}, and coordinated and managed training logistics, training
materials, and instructors, in working with my colleagues on selecting content and delivery formats, |
read available titerature on andragogy because of the type of audience we expected to have. | found it
interesting tc see how the learner, the learner’s experience, readiness to learn, and orientation Lo
learning have been portrayed as having different characteristics in pedagogy compared to andragogy
(Hanson 1996)°. These factors were all taken into consideration, and Haworth considers this program
as one of thelr best offerings. This outreach project generated $115,000 in revenue to CMP. Another
round of workshops is being seriously considered by Haworth for 2006.

In the future, | will continue to participate in atl dimensions of service when requested as well as
proactively seek and engage sarvice opportunities and develop outreach events for professionals.

Finat Thoughts
“Not everything that can be counted counts and not everything that counts can be counted.” -A,
Einstein

After five diverse, chalienging, emotionally and professionally enriching, and rewarding years at MSU, |
believe that my efforts are consistent with the forms of scholarships described by Boyer (1997) -
Scholarship of discovery, integration, application, and teaching. | believe that my accomplishments
reflects this by showing: (1) a demonstrated record of effectiveness as a teacher; (2) a record of peer-
reviewed publication and peer-reviewed creative activity which has contributed to the field of
Construction Management, to my inteliectua!l development, and to the quality of the Construction
Management Program; (3} a record of professicnal service, which is proporticnatly appropriate to my
appointment, to the program, college, university, and the construction industry; and {4} promise of
growth in teaching and research.

* Hanson, A. {1996} The search for separate theories of adult learning: does anvone really need andragogy? in
Edwards, R., Hanson, A., and Raggatt, P. (eds.) Boundaries of Aduit Learning. Adult Learners, Fducation and
Training Voi. 1, London: Routledge,
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No one, at least among the peopie | know, springs full-grown from the brow of Zeus. | came to MSU
capable of certain things and full of promise to do others, and | am getting better all the time. | am
very proud of what | have been able to accomplish at MSU. | realize | need to, and | will, bring my
grant aclivity to be on par with my scholarly productivity in teaching, research, and service, | believe
that I'am on track towards fulfilling my overriding mission of spreading and contributing to the body of
construction knowledge as a Leaching and research scholar of Construction Management. That is why |
loak forward to being a part of Michigan State University,



