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I.
Peer Committee Membership

A. Membership and Voting
The Peer Committee of the Department of Plant, Soil, and Environmental Sciences (PSE) shall consist of all tenured faculty members.   The Department Chairperson or Acting Chairperson shall be a nonvoting ex officio committee member whose role shall be to provide the committee with the informational resources they deem necessary.  All other  members of the Peer Committee (with the exception noted below) have the privilege of full participation in Peer Committee business, voting, and routine faculty evaluations.   

No member of the Peer Committee shall be present during evaluation of that member's spouse or other family member.  No member of the Peer Committee shall vote on a promotion or tenure decision involving that member's spouse or other family member.



All activity reports will be made available for review by all PSE faculty (tenured and non-tenured) and non-tenure-track professionals with a long-term stake and presence in the Department.  The activity reports will be made available by placing them in the PSE office. Non-tenured and non-tenure-track professionals can provide input to the Peer Committee on content and format of the posted activity reports, if they so desire. 


B.  Peer Committee Chairperson
The Chairperson of the Peer Committee shall be elected by a vote of all Peer Committee members for a term of three years.  The department Chairperson has the responsibility to ask for candidates willing to serve as Peer Committee Chairperson and to organize the election of a Chairperson every three years. 

The responsibilities of the Peer Committee Chairperson include scheduling Peer Committee meetings as needed, convening the meetings, and making sure all agenda items are covered.  Peer Committee members shall receive not less than 10 days notice for Peer Committee meetings at which decisions on promotion and tenure shall occur.  For other Peer Committee meetings the Peer Committee Chairperson will strive to give faculty at least a one week notice.

The Chairperson of the Peer Committee is responsible for making certain that evaluation, reappointment, and promotion letters are properly prepared, reviewed, and signed by the Peer Committee.  The Peer Committee Chairperson is also responsible for submitting the letter and any documentation to the Department Chairperson prior to required deadlines.  All Peer Committee members, as well as the faculty being evaluated, shall receive a copy of the evaluation letter.  

II.
Responsibilities of the Peer Committee
A.
Performance Evaluation


The Peer Committee shall complete an evaluation of the performance of faculty in accordance with Article 10 of the Association of Faculty at the University of Maine (AFUM) Agreement.  The purpose of the evaluation is to critique, in a supportive, positive fashion, demonstrated strengths and weaknesses of the individual's performance and to recommend, when needed, how improvement can be instituted.  The evaluation goal is to enable each faculty member to become a more effective professional and thus enhance the Department's productivity so that it might better meet its stated goals.  



The Peer Committee is responsible for reviewing the progress of each faculty member and recommends reappointments, promotions, and tenure.   The faculty will have an opportunity to meet with and address the Peer Committee during this process.



Since faculty in the Department have varied responsibilities, no one set of basic criteria will apply to all.  Therefore, all faculty members, in consultation with the Department Chairperson and Peer Committee, shall be asked to describe their areas of responsibility and as part of their activity report provide a brief description of their duties, goals, and accomplishments.  These duties and goals in most cases will reflect the position description under which the faculty was hired.  For split appointments, as indicated on the Personnel Action Form, more weight will be given to performance in the area where the greatest percentage of the appointment lies.   However, all faculty are required to participate to some degree in all areas associated with the University of Maine, i.e., teaching, research/creative works in discipline, and public service. 


B.
Evaluation Schedule


Activity reports will be completed by each faculty member describing their activities for the evaluation period and how their responsibilities and objectives were met.   Guidelines for activity report preparation appear in the following pages of this document.  It is the responsibility of all faculty to provide an accurate and complete activity report for review by the Peer Committee at least two weeks prior to the evaluation date.  This report will usually include accomplishments since the last review, but may include a longer time period.  The latter is expected for promotion and/or tenure reviews.   

The Peer Committee will complete performance evaluations for all Department  faculty according to AFUM contract guidelines.  The deadlines for assistant professors and promotion to professor are set forth in the AFUM contract.  Evaluations for associate professors and professors will take place every four years and will typically be completed by April 30.   



Evaluation is not required for faculty whose appointments will cease (due to retirement or resignation) by the end of the current academic/fiscal year.


C. Annual Reappointment of Probationary Faculty


Following the performance evaluation of each probationary faculty member, the Peer Committee shall advise the Department Chairperson of its recommendation regarding  reappointment or non-reappointment for that faculty member in accordance with Articles 7 and 9 of the AFUM Agreement.  The recommendation of the Peer Committee, although not binding on the Department Chairperson and College Dean, should be a major factor in their decisions to recommend or not recommend reappointment.  A simple majority vote in favor will constitute the Committee's recommendation for reappointment to the Chairperson; lack of a majority in favor constitutes a recommendation not to reappoint.



All members of the Peer Committee must sign the recommendation (both majority and minority views) and a record of the vote must be included.



In order to be reappointed, a probationary faculty member should have demonstrated that progress towards satisfying the standards for tenure has been made.  The varied nature of the Department's missions and individual faculty responsibilities preclude rigid and uniform performance standards for reappointment. 



The Peer Committee’s annual evaluations of probationary faculty will be sent to the Dean along with the Department Chairperson’s recommendation concerning annual reappointment  .  After the third year, the Chairperson of the Peer Committee, on behalf of the Peer Committee,  shall obtain the Dean's opinion on strengths and/or concerns regarding the faculty member's performance.  This information will be transmitted to the faculty member by the Peer Committee.  Although this process does not guarantee a positive outcome for the tenure decision, it should allow sufficient time for adjustments to be made prior to the end of the probationary period.

D. Tenure and/or Promotion


Granting of tenure to any academic track faculty member will be in accordance with Article 9 of the AFUM Agreement.  The tenure decision is the ultimate decision to reappoint.  The Peer Committee, therefore, should be guided by the standards for tenure when voting to reappoint or not to reappoint.  In order to be reappointed, a probationary faculty member should have demonstrated that progress towards satisfying the standards for tenure has been made.  Any concerns about a faculty member or his/her program noted by the Peer Committee, the Chairman or the Dean after the third year evaluation, should have been addressed and rectified prior to making the tenure decision.  Satisfactory annual evaluations in themselves do not guarantee the awarding of tenure.  Only those faculty who have demonstrated excellence in carrying out their responsibilities will be recommended for tenure by the Peer Committee.

The Peer Committee must be instructed of any tenure and/or promotion actions by the date stipulated under the current AFUM agreement (Article 9), September 25 and the Peer Committee recommendation must be forwarded to the Department Chairperson and faculty member by the subsequent AFUM defined date.  All members of the Peer Committee must sign the recommendation (both majority and minority views) and a record of the vote must be included.

Faculty applying for full professor or early tenure may withdraw their package at any time during the deliberations. 

To be considered for tenure and promotion to Associate Professor, a probationary faculty member should:




a.
have completed the terminal degree in his/her discipline;




b.
have demonstrated excellence, as judged by the Peer Committee and Department Chairperson, in his/her professional activities that address the responsibilities of the position and the mission of the Department.  


To be considered for promotion to Professor, a faculty member should:




a.
have consistently demonstrated an exceptionally high order of performance well beyond satisfactory fulfillment of the basic responsibilities of their position;




b.
have demonstrated a teaching ability that stimulates in students a genuine desire for scholarly work, that draws on current developments in their field of science, and that embraces progressive methods of instruction;.




c.
possess a reputation for making creative contributions to scholarship in his/her field and, where applicable, should possess  the ability to direct the research of graduate students;




d.
have a professional reputation among his/her peers of a more than local nature and should enhance the reputation of the University.

PERFORMANCE EVALUATION PACKAGES
I.
INSTRUCTION


A.
Teaching Load


Faculty with teaching appointments are expected to participate in formal classroom instruction, academic advising, and other teaching-related activities.  Field, laboratory, and studio teaching experiences may be critical for quality instruction in many disciplines encompassed by the Department.



The level of activity in teaching programs is expected to reflect the percent teaching appointment of the faculty member.  As a general guideline, PSE expects an academic-year, 100% teaching appointment to provide 8 to 9 credit hours of formal classroom instruction per semester.  Specific teaching expectations for each faculty member vary and reflect programmatic needs, the nature of the courses taught, instruction of laboratory, field-experience, and studio classes, and their responsibilities to student advising, administration, research, University service, and public service.


B.
Activity Reports for Teaching Performance Evaluation


Materials to be submitted for each review period should include:



Percent teaching appointment and a summary of any program coordinator or similar  program-related responsibilities



A statement of teaching duties, goals, and accomplishments



Formal teaching activity, including:




Courses and laboratories taught




Number of credits for each class




Number of students by semester



Student evaluations, including:




A table with student evaluation results by semester (number of students responding and median or mean response for questions 1, 4, 5, 6, 11, 13, 14, 15, 21, and 22 of the University course evaluation forms)




Written comments from students (either from evaluations or unsolicited)



Number of students advised




Undergraduate students by academic year and program




Graduate students (indicate names, programs, status, thesis titles)



Graduate committee service (not as advisor)



Other materials as appropriate, such as:




Grants submitted on behalf of academic programs




A current course syllabus for each class taught




Participation in seminars, workshops, and conferences related to teaching/advising




Student recruitment activities




Documentation from Peer faculty 

C.  General Criteria for Teaching Performance Evaluations 

1.
Knowledge in the Field is demonstrated by evidence that the faculty member has kept up with current developments in the area of expertise (e.g. scholarly writing, regularly attending professional meetings, taking part in workshops/symposia and short-term team projects, and remaining current in the literature of one's discipline) and that course content reflects such activity.


2.
Classroom Effectiveness is demonstrated by evidence that the faculty member meets the course objectives outlined in the syllabus.  Faculty are expected to vary teaching techniques and the style of presentation when appropriate to ensure that the educational objectives of the course are met.  Interaction with students during and outside class periods should demonstrate a respectful and caring attitude toward students’ opinions and problems.


3.
Laboratory Instruction is a valuable tool that can be used to reinforce and illustrate principles of theory presented in the classroom.  Laboratory exercises must involve current techniques to take full advantage of this different method of teaching.  Properly designed and presented laboratory exercises can at once solidify students’ grasp of theory and encourage further inquiry.  


4.
Class Preparation is essential to classroom or laboratory effectiveness.  Faculty are expected to maintain a level of organization and preparedness which allows course objectives to be met at a reasonable pace. 


5.
Course and Curriculum Development should reflect the faculty member's contribution to Departmental educational goals.  Courses developed should be at a level of difficulty that challenges the best students, yet not be beyond the abilities of most students. 


6.
Exams and Grading should reflect the principles and objectives for the portion of the course material being tested.  Graded exams should be returned within one week.  


7.
Student Advising and Activities constitute the portion of time spent while interacting with students outside of the classroom.  The faculty member is expected to be available for personal consultation at announced times and places.  These periods of personal attention are important in the growth and intellectual development of all students.  The faculty member is expected to demonstrate the same caring attitude used in the classroom.  Advising consists of giving accurate information on curricular and other University requirements and helping the student choose electives that maximize intellectual growth in the University setting.  Faculty should participate in and support student activities that faster a good learning environment.


8.
Graduate Student Advising carries unique responsibilities and rewards for a faculty member involved in research and graduate education.  As the major thesis advisor, a faculty member has a commanding influence on the development of the professional-in-training.  A graduate student’s advisor should serve as mentor, advocate, teacher, and role model.  The major advisor plays a strong role in the student’s successful completion of the project and in the quality of the work accomplished.   Faculty must take seriously their responsibilities in graduate education and demonstrate a record of success in this professional activity. 

II.
RESEARCH OR CREATIVE WORKS IN DISCIPLINE

A.
Research Load


Faculty with research appointments are expected to pursue a vigorous research program in their area of expertise and to address the areas of responsibility described in their position description, unless otherwise approved by the Department.



The level of research activity is expected to reflect the percent research appointment for each faculty member.  Responsibilities and the balance between basic research, applied research, and service-related activities vary widely by necessity among Department faculty.     Expectations for faculty with split appointments between research and other duties (administrative, teaching, and/or service) should be reduced proportionately to reflect the nature of the appointment.


B.
Activity Reports for Research Performance Evaluation


Materials to be submitted for each review period should include:



Percent research appointment and a summary of any formal administrative, service,  and/or program coordinator responsibilities



A statement of research duties, goals, and accomplishments



Publications and creative works listed by type (e.g. refereed journals, bulletins, book chapters, abstracts, etc.)



Grants submitted, including:




Co-investigators




Project title




Organization or agency




Requested funds (indicate distribution, if multi-PI)




Status (funded, not funded, pending; if funded indicate amount of award and any changes in distribution of funds and responsibilities)



List of research presentations



Other documentation of research activity (e.g. conferences, workshops, seminars       attended, etc.)


C.  General Criteria for Research Performance Evaluations

1.
Knowledge in Field requires a thorough understanding of both basic and applied principles as well as current experimental and design techniques and their application to the field of endeavor.  


2.
Program Development pertains to an individual faculty member's ability to organize a coordinated research program with a well defined focus.  Planning and organization of a program includes identifying a problem, anticipating the requirements necessary for its solution, and disseminating the results through appropriate channels.  As a Maine Agricultural and Forest Experiments Station (MAFES) scientist, research is expected to address problems of importance to the nation, the region, and most importantly to Maine.  Faculty are encouraged to seek research grants that complement their MAFES projects.  Research grants should be viewed as a source of summer salary where appropriate.  Release time should be included in grant requests where the research for the grant does not build upon the faculty's current MAFES project(s) objectives.  Regular communications through meetings and correspondence with colleagues working on similar problems, as well as communications with potential users of research results, is encouraged. 


3.
Publications, Papers, and Creative Works and Communications.  Publications and creative works cannot be viewed solely on one year's performance and must be judged as a pattern of achievement over time.  Accordingly, the quality and number of publications a faculty member could reasonably be expected to publish in refereed journals or bulletins during a five-year period depends on the type of appointment or percent of time designated to research, and the nature of the research.  Quality is considered in determining the significance of a faculty member's performance with regard to publications and other vehicles of communication.  Quality of performance is evaluated by factors such as (a) the reputation of the journals in which papers are published, (b) the significance of individual contributions to a scientific field or identified information need, (c) the reputation of meetings or symposia where papers are presented, and (d) recognition by scientists in the faculty member's field.  A faculty member on a 100% research appointment should average a minimum of two peer-reviewed publications per year.  All faculty, regardless of the level of research appointment, will be expected to have several peer-reviewed publications during the probationary period, consistent with their responsibilities.  Faculty are urged to exceed this minimum guideline.  Emphasis must also be placed on the quality of the work and significance of the contribution.  Promotion and tenure are not based solely on publication number.  Faculty members are expected to continuously engage in communications other than publications in refereed journals.  Such communications may include publishing in MAFES publications, other scholarly publications, presentation of papers before professional societies, presentation of research progress reports and final reports, newsletters, participation in state and federal initiatives, and attending/presenting Departmental seminars (undergraduate and graduate). 


4.
Creativity is defined as the ability to formulate significant hypothesis and the capacity to propose scientifically sound and creative ways to test these hypothesis. 


5.
Initiative involves being a self-starter with the ability to independently achieve goals, unprompted by superiors and consistent with the objectives of the Department. 

III.
PROFESSIONAL ACTIVITIES AND PUBLIC SERVICE

A. Service Load
All Department faculty are expected to participate in the University of Maine’s service mission.   Each University faculty member is expected to dedicate their professional expertise and some portion of their time to serve the needs of professional organizations, the University, the Department, and the public.  The service activities of faculty will vary widely depending on the nature of the position.  Probationary faculty should be especially careful in providing service; however, so that service responsibilities do not overwhelm their primary responsibilities in research and instruction.   


B.
Activity Reports for Professional Activity and Public Service Performance Evaluation
Materials to be submitted for each review period should include, in the following order:



A paragraph describing service duties, goals, and accomplishments



A list of professional affiliations, service to these organizations, and meeting attendance



Summary of manuscript and proposal review



Service to the University and Department



List of public service activities 



Other documentation of service

C.
General Criteria for Professional Activity and Public Service Performance Evaluations

1.
Professional Improvement is demonstrated by remaining professionally current via sabbatical leaves, regularly attending professional meetings, taking part in workshops/symposia, and remaining current in the disciplinary literature.  It is also demonstrated through scholarly writing as evidenced by authorship of books, chapters in books, editorial activities, notes, replies and reviews in professional journals.


2.
Contribution to Professional Groups includes membership in such groups, presenting papers, and promoting the group's welfare through activities such as membership recruitment, planning of meetings, serving as an officer, or chairing meeting sessions.


3.
Departmental, College, Campus and University Assignments and Service involves membership on Department, College and University committees.  Effectiveness in efforts to satisfy this criterion is measured by quality of service and effective reporting to the Department and/or other constituencies.


4
Staff Cooperation (intra--and inter-unit) is demonstrated by working productively with other faculty professionals.  This includes colleagues within the Department, College, University of Maine, and with external professionals.  Broadly speaking, it consists of time spent consulting with others or in working on collaborative projects.  


5.  
Public service may be demonstrated by documentation of professional involvement with non-university groups as a representative of the University.  For simplicity, it could be considered as involvement in extension activities for those faculty members lacking a formal Cooperative Extension appointment.  This public service activity may involve assisting in problem solving on a case by case basis, and differs from a Cooperative Extension appointment in that it is not considered an on-going educational activity.  Paid consulting is not considered public service for the purposes of PSE Peer Committee reviews. 


6.
Work Done on Schedule includes submitting reports and performing all duties on schedule.  Evidence of the faculty member's ability to complete work on schedule may be based upon past performance and obtained from peers and the Chairperson.

D.
CONSULTING 
Paid consulting as defined by AFUM, the University, and the College may be considered as evidence of professional development.  Documentation of these activities may include written reports of accomplishments and documentation of participation at meetings and workshops.   Paid consulting must be reported as per MAFES and University policies to the Department and MAFES, and cannot be pursued when it limits the ability of the faculty to meet his/her normal departmental responsibilities.

E.
OTHER 
LHC and PSE Merger (Peer Activities/Committee Changes)
Drafted April 2002 by Ad-Hoc Committee (Hutton, Moran, Porter, Smagula)

Approved by PSE and LHC faculty on April 26, 2002

Adopted Recommendations:
1) The merged Department adopted the written PSE guidelines with modifications listed below

2) Untenured faculty hired and in the evaluation process will continue to be reviewed by Peer faculty in their respective groups (PSE, LHC) using the evaluation criteria established by that group and used for the pre-merger reviews of the faculty member.  The Peer committee for each group will consist of the tenured faculty in that group, the Peer Committee chair of the merged department, and the Chair of the merged department (ex officio).  The Peer Committee chair for the merged department will serve as chair for each group. 

3) A merged Peer Committee be formed that will consist of all tenured faculty in the Department (currently eight faculty plus ex officio Department chair).  This committee will be responsible for: a) routine evaluation of new faculty who will begin their evaluation process after the merger; b) routine evaluation of tenured faculty; and c) routine Peer Committee business of the new Department with the exception of evaluation of current untenured faculty (item #2) and split UMCE/MAFES appointment faculty (item #4).  An effort will be made to have all committee members present for Peer meetings; however, a quorum of 2/3 of the members will allow Peer Committee meetings to proceed.  Input will be sought from all members even if they cannot attend the meeting.   All Peer committee members must participate (preferably in the meeting discussions) and vote on Promotion and Promotion/Tenure decisions.   

Election of Peer Committee chair and term length will follow that presented in the current PSE guidelines.  Election of the Peer Committee chair will take place prior to the July 1 merger and will be organized by the incoming Department chair.  The method of election will be at the discretion of the incoming chair, but presumably reflect input and voting by all PSE and LHC faculty.

4) Evaluation of faculty with split UMCE and NSFA/MAFES appointments will follow the procedures developed by UMCE and MAFES administration.  The procedure requires evaluation using the procedures used by the organization with the majority split; however, input is sought from the organization with the minority split.

5) The Teaching Load section of the Peer Committee guidelines be modified to replace the current wording with a statement that the NSFA Teaching Load formula be used to quantify teaching workload.

6) Wording be added to the guidelines to indicate that, whenever possible, activity reports should follow the University’s format for Promotion and Tenure packages.


