Merit Policy
Part II: Academic Unit Criteria, Standards, and Processes

Department of Economics in the College of Business

1. Prcamble

Merit eligibility for faculty members will be based on meeting or cxceeding unit performance
expectations for merit in the Economics Department in the following arcas (based on assigned
responsibilities): Teaching Effectivencss, Research, and Service. Each faculty member will receive
an overall merit score which will identify whether s/he had unacceptable performance, did not
meet, mel, or exceeded expectations for merit. A numeric score of 0 is reserved for those facully
found to be unacceptable. For faculty found to be acceptable, the overall merit score will include
ten (10) categories or rating levels to allow for discrimination among levels of performance; each
of the categories or rating levels on the overall merit score must clearly identify whether it does
not meet cxpeclations for merit, meels expectations for meril, or exceeds expeclations for merit.
For example, using the ten categories or rating levels, the following evaluation concepts would be
included: 0 = Unacceptable performance; 1.0 - 4.9 = Does not mect expectations for merit; 5.0 -
7.9 = Meels expectations for merit; 8.0 — 10.0 = Exceeds expectations for merit.

2. Merit Criteria, Performance Indicators and Expectalions

Merit will be based on meeling or exceeding unit performance expectations that are assigned to
the department member on the following performance criteria: Teaching Effectiveness, Research,
and Service. Each of the aforcmentioned criteria (e.g., teaching) will be evalualted using a number
of performance indicalors (c.g., quantilative studenl evaluations of teaching). Meril commiltee
members will review information submitted by each fuculty member to assign a numerical scorc
for cach criteria using an anchored rating scale anchored with examples of expected levels (or their
cquivalent) of performance on the performance indicators. Merit committec members will meet
as a commiltee to review and reach consensus on componcnt scores for each of the relevant
performance crileria vsing the summary form provided. The component scores may include any
range of values, but they must clearly identify whether the assigned score on the criteria (e.g.,
leaching) reflects performance that fails to meet expectations, mects expeclations, or exceeds
expectations for merit.

The levels on each of the performance indicators should caplure how the unit defines exceeding
expeclations, meeling expeclations, and failing to meet expectations for performance:

Exceeds expectations for merit: Activitics in area cumulatively exceed expeclations and reflect
a clear and significant level of accomplishment beyond what is normal for an individual with a
given faculty rank in the department.

Meets expectations for merit: Activities in arca cumulalively meet cxpeclations and reflect
standard levels of performance for the depariment.



Fails to meet expectations for merit: Activilies in area cumulatively do not meet expectations
and fall below the standard levels of performance for the department.

Unacceptable performance: Activities in an area reflect a pattern of performance that is
unaccepluble (see specific definition below).

The merit commitiee will then assign an overall merit rating using the approach found below.
Those facully whose performance is found to be unacceplable will be assigned a numeric value of
0. For those facully whose performance is acceptable, the overall merit score will inciude ten
rating levels and clearly identily whether the overall merit rating reflects performance that fails to
meel expectations, meels expectations, or exceeds expeclations for merit.

2.1 Specific Procedures Regarding Merit Calculation According lo the Department of

Ecanomics

The merit criteria (i.c., Teaching, Research, and Service), performance indicators, expectations
for the criteria, and the specific calculation of the component merit scores (i.e., Teaching,
Research, and Service) are contained in the following sections. Faculty wilh unacceptable
performance will be assigned a merit score of 0, and will not be eligible for merit. Faculty with
acceptable performance will have each component of merit scored from 1-10, with 1 indicaling
minimal uctivities in the component and 10 indicating the highest rating.

The levels on each of the performance indicators should capture how the Economics Department
defines exceeding expeclations, mecting expeclations, failing to meet expectations, and
unacceptable performance.

Merit commiltee members will review information submitted by each facully member to assign
1he numericul score for each criteria using a rating scale anchored with examples of expected levels
(or their equivalent) of performance on the performance indicalors. Afier the individual members
have completed their evaluations, the Merit Committee as a whole should meet to discuss each
faculty member’s ratings. The purpose is to foster discussion and (o avoid misunderstandings that
may arise because a raler’s scorc may have been influenced by different criteria or a misreading
of the criteria.

For those facully who may deserve an unacceptable raling, the merit committee should strive to
achieve unanimily on the issue. Should unanimity be unattainable, a faculty member will be
determined to be unacceptable only if greater than 50% of the voling members of the merit
commiltee find this o be Lhe case.

For those facully found 1o be acceptable, severely divergent scores are to be reconciled. No
changes in scoring are required unless the scores differ by three or more. That is, if one evaluator
rates a specific faculty member as a five in teaching while another evaluator rates that same faculty
member as a ning, then there needs to be further discussion within the committee to bring these
two evaluation scores to within a difference of three. Once this process is complele, the mean of
the evaluation for that component will be reported. These procedures constitute the Economics
Department’s understanding of “consensus” mentioned above.



The reported component scores may be any value (reported to 1 decimal), but they must clearly
identify whether the assigned score on the criteria (e.g., teaching) reficels performance that is
unacceptable, fails to meet expectations, meets expectations, or exceeds expectations for merit.

2.2 Teaching

Teaching effecliveness by faculty is vital (o the development and enhancement of the intellectual
quality and academic integrity of the Universily, Achievement in this area is of critica)
importance to the Department's evaluation of faculty members who are under review for merit.

All of the faciors listed in this section are to be considered in the evaluation of teaching; no
specific weight for any individual criterion is dictated, A teaching score of 0 is reserved for
those faculty found to have unacceplable teaching performance. Each depariment member found
to have acceptable teaching performance is to be awarded 1 to 10 points for teaching. An initial
rating of 1 should be reserved for those not administering student evalualions, and an initial
cvaluation score of the highest rating (10} should not be permilted. The leaching workload
percentage specified in a faculty member’s Workload Agreement will be used as the wei ght
assigned to teaching.

2.2.1 Initia] Teaching Score

As described in the preamble (o this document, ratings of 1.0-4.9 should be assigned to faculty
who do nol mect teaching expectations; ratings of 5.0-7.9 should be assigned to faculty who
meet leaching expeclations, and ratings of 8.0-10.0 should be assigned to facully who exceed
leaching cxpectations. A rating of 0 is reserved for those faculty whose leaching is judged to be
unacccplable.

The starting point for evaluation of teaching is the student evaluation raling. Recognizing the
imperfect nature of the student evaluation ratings, individual members of the merit commiltee
should initially place faculty into three categories: high, middle, and low. The mean of the
department student evaluation scores and one standard deviation from the mean for the past year
will be provided for guidance. Most faculty (those nearest the mean) should be placed in the
middle category and should be assigned an initial evaluation value of 5-6, Outliess al the higher
end of the evaluation scores will initially be assigned an evaluation of 7-8 and outliers at the
lower end of the evaluation scores will initially be assigned an evaluation of 3-4.

Domains used in the evaluation of teaching include: undergraduate teaching; gruduate teaching;
instructional development; and other contributions to student Iearning including, but not limited
to, connecting coursc content to external community problems and issuc.

When assigning a score based on student evaluations, the following ilems may also be
considered:

1. Size of class
2. Required vs. clecled class
3. Proportion of majors vs, nonmajors
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Grades given by the instructor
Lower division vs. upper division and graduate classes

2.2.2 Teaching Score Modifications

These initial scores may then be increased by demonstrating excellent performance on other
measures of teaching success. Normally, an increase of the initial evaluation score should be
limiled to an increase of 1-2 points. However, an increase of 3 points would be appropriate under
extraordinary circumstances. Faculty members are strongly encouraged o include at least two
additional measures of teaching success, many but not all of which are listed below.

A.

1.
2

it R e

B.

Supporling Documentation

Statements of teaching philosophy and pedagogy;

- Special activities such us independent study, projects/competition, student rescarch, overload

teaching, clc.;

Course outlines, syllabi, tesl, projects, required writing assignments, information on tesling
and grading procedures not contained in the syllabi, and other items that demonstrate the
nature and range of courses taught;

Teaching awards;

Statement of course oulcomes and evidence of accomplishment of those outcomes;

Peer Evaluation (not mandatory for purposes of merit determination);

Teaching activilies involving external groups;

Studenl enrollment and retention data;

Writien statements from colleagues, students, and others concerning preparedness and
effectiveness in leaching;

. Support to exicrnal communitics for the teaching of law or an interdisciplinary course;
11.

Other teaching aclivities.

Instructional Development.

Departmental faculty are expected to devote professional development efforis to continuously
improve the curriculum us well as their own teaching methods and effectiveness. Performance
indicalors thut are used in the evaluation of instructional development include the following:

1. Course oullines, syllabi, and other items that demonstrate the nature of instruction and
range of courses taught;

2. The development of new courses or the improvement of existing courses;

3. Conferences and workshops attended, courses taken, or other professional development
activitics to enhance teaching skills; and

4. Innovations in the effective use of instructional technology and resources to promote
aclive student learning.

5. Development of educational opportunities thal connect with exlernal communities.



C. Contributions to Student Learning

Faculty members make other contributions to student learning and development that fall outside
the traditional domains of curriculum and instruction. Performance indicators that are used to
evaluate such contributions include the following:

Acudemic advising scrvices provided to students;

Advising the Economics Club, Omicron Delia Epsilon, or the Law Saciety;

Guidance of internships, or co-operative work expericnces;

Involvement in clubs, organizations, and activities promoting faculty-student interaction;

Participation in University iniliatives to create a campus wide learning community;

Involvement in activitics to promote deparimental programs and services (o prospeclive

students;

7. Participation in University, college, or departmental projects to assess the effectiveness of
teaching and learning;

8. Writing textbooks, case studies and other teaching malerial, and;

9. Oversight of student related activities related to community aclivity.

10. Other pedagogical activities that contribute to effective teaching,.

OV RN

In addition to the foregoing, a candidale may submit and request that the department consider
other evidence of achievement in teaching that is appropriate to his/hcr specific case. The
question to be considered by the department in its evalvation of teaching is this: Is the facully
member’s demonstrated performance in teaching consistent with the general slandards for merit,
reappointment, promotion, or (enure as described in the University's governance documenls and
supportive of the instructional mission of the Depariment, College, and University?

Each faculty member should also consider including a statement of the course goals and
providing evidence to demonstrate accomplishment of those goals. This approach allows us as a
department to focus on outcome wilhout creating a straight-jacket for everyone in the
department,

In assessing any of the above polential measures one should consider, to whalever extent
possible, outcome measures. For example, in relation to advising a facully member should
demonstrate the conscquences of the advising; in refalion to special activities a faculty member
might include the purpose of the special aclivity and papers or exams that were completed as part
of the special aclivity; in relation to developmental aclivities a faculty member should
demonstrate how his/her teaching has changed as a result of the aclivity; etc. It is not the inlent
of the policy to ask faculty to pad their service reports, but to provide some measure of teaching
outcomes.

It is the responsibility of the members of the merit commiltee to cxamine this additional evidence
of effective teaching to delermine whether the initial score derived from student evaluations
should be increased.

Two examples of how one might try o accomplish the above might be the {ollowing:



1. The depariment has approved a set of generic concepts. A faculty member might include in
the annual service reporl an exam and a few sample answers, for example, of student work
demonstrating the use of these concepts.

2. The department has worked on the generul education skills of writing, prablem solving,
moral reasoning and critical thinking. A faculty member might include an exam and a few
sample answers, for example, of student work demonstraling performance relating to any one
of these skills.

23 Research

Making significant contribulions to the knowledge base or the creative practice of one's
discipline, and in the case of the scholarship of engagement, contributions to the external
community, is a centra)] responsibility of all tenure-track and tenured facully members. Such
contributions are important both in their own right, and because they ase an essential
qualification for instructing others at a university. Thus, achievement in this area is vital 1o the
department's evaluation of the relevant faculty members who are under review for merit.
Domains used in the evatuation of research include: publications, presentations, sponsored
program, extramural support; and institutional outreach. As a means of facilitating the
evaluation, facully members should maintain a record of their research which addresses the
performance indicalors used for cvaluation.

All of the factors listed below are to be considered in the evaluation of research; no specific
weight for any individual criterion is diclated. A research score of 0 is reserved for (hose fuculty
found to have unaccepiable research performance. Each depariment member found to be
acceptable in research is to be awarded 1 1o 10 tofal points. A total score of 10 points will
require at least one paper and one other element in the lisl. A total score of 1 indicates that the
individual had very minimal research activities. No individual can have a score of greater than
10. The research workload percentage specified in a faculty member’s Worklond Agreement
will be used as the weight.

As described in the preamble to this document, ratings of 1.0-4.9 should be assigned to faculty
who do not meet research expectutions; ratings of 5.0-7.9 should be assigned to faculty who meet
research expeclations, and ratings of 8.0-10.0 should be assigned to facully who exceed research
expeclations. A raling ol O is reserved for those fuculty whose research is judged to be
unacceplable (see Appendix B).

2.3.1 Reseasch — Economics

The following is to guide the evaluator in scoring the research of fuculty members only. A final
raling of 1-10 for research is required for each acceplable faculty member,

Consideration includes:
a  Arlicles:

Level 1 article (According to department Jist, which is available from the department office.
Please cansult department office for any faculty-approved updates (o this list.).

Level 11 article (According to department list, which is available from the depariment office.
Please consult department office for any facully-approved updates to this list.).



Level Il article in lower refereed journals (According to department list, which is available
from the department office. Please consult department office for any faculty-approved updates to
this list.).

Rescarch paper in proceedings (refereed, maximum of two per year),

Research paper in proceedings (non-refereed).

b. Presentation of wrilten paper at professional meetings.

¢. Submission of article to journal (once).

Higher points should be awarded for Level 1 articles over other considerations. Submissions of
an article should be considered only once, not cach time there is 2 revisc-and-resubmit. Articles
should be given more points than presentations.

d. Additional Activilies:

1. Grants Submission.

2. Grants Funded: where the dollars for the grant come through the department or where a

publication follows from a grant that did not come through the depariment:

* University-sponsored granis under $5,000 (2017 dollars)
*  Under $5,000 (outside grants)
$5,000 or more

Nole: Higher points should be awarded according to the size of the grant and the prestige of the
granting agency. When evaluating a grant received by a facully member, an evaluator may
consider whether or not the Economics Department receives any payment of overhead from the
grant. (A Fulbright is considered a grant.)

3. Articles in books or lower level non-referced Joumnals.
4. Book length research monograph (Guideline: 100 pp. depending on type).
5. Published Book Reviews.
6. Commenis and noles in Levels I, If, and 111 journals.
7. Completion of dissertation.
8. Working Paper (in formal series).
9. Discuss Paper at Professional Mectings.
10. Citations of Papers in Social Science Cilation or other professional publications.
11. Receipt of Research Honors and Awards. To be credited the year of receipt of the award,

Additional Comments:

1. New journals and non-economics journals will be added to the list over time as people
submit to and publish in them. The Chair, in consultation with the tenure-track and
tenured faculty, will decide on a rating for the journal using the input of the faculty
member.

2. Copics of papers must be on file with the depariment. It is very difficult to have any
idea what is being done in some papers in non-standard journals without secing a copy
of the paper.

3. Each faculty member has the right to determine when cach article will be counted.
He/she may select to have his/her article counted at onc of the three following dates: 1)
date of unconditional acceptance, 2) date of publication, 3) datc of actual distribution.



Only publications which ure to be counted during that evaluation period should be listed
on the service report.

4. The Department of Economics advacaies joint rescarch efforts. Individual raters are
encouraged to give full credil to publications which are writien by more than one author
and to base research ralings on the quality of the publication rather than the number of
authors.

5. Some papers presented at national meetings (AEA) or in especially prestigious books
(NBER), may warrant a higher scorc. This is to distingnish them from papers delivered
al regional or state meelings and non-economics meetings. The individual faculty
member would have 1o make a case.

2.3.2 Rescarch — Legal Studies

A copy of all publications 10 be considered must be on file in the depariment office prior to the
time the annual service reports are to be distributed, or it will not be considered.

o Publications/Presentutions

Publications, and presentations are the primary products of any research and thus central to its
evilluation. Publications in peer-reviewed journals, law reviews or symposium volumes are
especially significant. So too ure publications such as books, monographs, other publications,
and presentations. Reseuarch should show evidence of originality and importance. This is
demonstrated by the prestige of the setling, the quality of the specific article, and the impact on
the work of othets in the discipline. Journal rankings and depariment research guidelines where
appropriale will be used in assessing quality.

(i) Refereed Publications
()  Relcreed Articles, no maximum number. Refereed publications include the
following-

(1)  ABLA Journa! (According to department list, which is available from the
department office. Please consult department office for any faculty-
approved updates to this list.).

(2)  ABLA Regional journals (According to department list, which is available
from Lhe department office. Please consull department office for any
faculty-approved updales to this list.).

(3)  All law journals (According to department list, which is available from the
depariment office. Please consult department office for any faculty-
approved updates to this list.).

(4)  All other articles for which these is a blind review process. In the event
the publication is not a recognized law journal or law review, it is
incumbent upon the writer of the article (o submit evidence of the review
process, preferably a letter from the editor of the journal explaining the
process. A copy of the statement of the review process which appears in
the publication is also acceptuble.

(b) In the cuse of the scholarship of engagement the external communily served may



(ii)

(i)

(iv)

v)

also have a role in assessing how much the engagement research has met a
community need.

Books (not text books); to be credited during the year of distribution or copyright, so long
as copies of the aclua) book are available.

(@)  Treaties/reference works

(b)  Scholarly books (not textbooks)

()  Anthologies and all edited texts designated as such

(d)  Chapters of books (not textbooks)

(¢)  Indexcs and bibliographic text

(f) Monographs

Referced Proceedings;

(@  ABLA Proceeding of meeting al the national or regional Academy of Legal
Studies in Business.

(b)  Other Proccedings (It is incumbent upon the writer to submit evidence of the
review process, preferably a letier from the editor of the publication cxplaining
the process.)

Nonrefereced Pubtications.

(@)  Artticles

(b)  Book reviews

(c) Book review essays
(d)  Other publications

Paper Prescntations.

()  Sponsored Programs/Extramural Support for Research
(1)  Rescarch Grant Submission.
(2)  Editorships. It is incumbent upon the cditor Lo explain the nature of the
waork which he/she has done,
(3)  Anticle/Paper Reviewer. It is incumbent upon the reviewer to explain the
nature of the work which he/she has done, including the number of articles or
papers reviewed.
{(4)  Receipt of Research Honors and Awards. To be credited the year of
receipt of the award.
(5)  Reprints of Refereed Publications. To be eredited the year of the reprint.
(6)  Institutional Outreach.

Participation in institutionally-initiatcd University, college, or department outreach activities
through centers, inslitutes or alliances/partnerships and in applied research and private consulting
may be a significant component of a faculty member's outreach. This aclivity must result in
research that is evidenced by publication in peer-reviewed journals, law reviews or symposium
volumes. Institutional outreach activities that do not result in publication will be considered as
service. Performance indicators include the following: significance and scope of the aclivity; rolc
of the facully member in the activity; documentation of specific contributions and
accomplishments; and the assessment of any external community served.
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[n addition to the foregoing, a candidate may submit and request that the department consider
other evidence of achievement in research that is appropriate to hisfher specific case. The
question to be considered by the department in ils evaluation of research is this: Is the faculty
member’s performance in research consistent with the general standards for merit, contract
renewal, promotion, or tenure as described in University governance documents and specified by
the department?

24. Service.

Service contributions by faculty at the department, college, and University, external community,
and professional jevels are critical (o the overall mission of the University. Faculty seeking merit,
tenure, contract renewal, or promotion shall provide evidence of appropriate service to the
Universily community or to the profession.

Economics defines service as performance of deparimental, collegiate, Universily, external
community, and professional activilies which full into three domains: involvement in internal
affuirs and institutiona) governance; professional expertise shared with the external community;
and contributions o a facully member's profession. In presenting their records of service, faculty
members should include documentation which provides evidence of their activities and
contributions and which address the performance indicators used for cvaluation. All of the
factors appearing below are to be considered in evaluation of service. The service workload
percentage specified in a faculty member’s Workload Agrecment will be used for the weight.

A service score of 0 is reserved for those faculty found to have unacceptable scrvice
performance. Exch department member found (o be acceptable in service is to be awarded 1 o
10 total points. A service score of 1 indicates that the individual had very minimal service
activities, while nwarding len points requires at least iwo service elements of extensive lime and
importance. No individuat can have a score of greater than 10.

As described in the preamble (o this document, ratings of 1.0-4.9 should be assigned to laculty
who do not meel service expeclations; ratings of 5.0-7.9 should be assigned to faculty who meet
service expectations, and ralings of 8.0-10.0 shouid be assigned to facully who exceed service
expeclations. A raling of 0 is rescrved for those faculty whose service is judged to be
unacceplable.

I. Definition of Service Domains

A. Internal University Service

These activities include participation in departmental, college, or University committees
including governing bodies, councils, speciat task forces, review teams, and the like.
Universily service also includes performance of any assigned administrative service
responsibilities including those duties handled by faculty serving as center directors,
program directors, depariment chairs, associate deans, and the like. Performance indicators
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used to evaluate internal service include the following: records of membership and
attendance al committee and organizational meetings; amount of time devoted 1o activilies;
significance and scope of activities; degree of active involvement; documentation of
significant contributions; leadership positions held; professionalism and dependability in
performing assignment; collcgiality in working with others and sharing responsibilities;
lestimonials from colleagues, committce chairs, and others. Performance indicators used to
cvaluate administralive service include the following: significance and scope of
assignment; amount of time devoted to assignment; evidence of collegiality in working
with others; documentalion of specific contributions and accomplishments; evaluations by
constituents, public served, and others.

Ad hoc committees, other committees, or other professional services not listed here should
be ranked based on a stalement submitted by the faculty person. Facully members are
encouraged 10 submit statements and supporting documentation about their service
activitics in cases where assignments went beyond the usual dutics of the commitice or
service. The statement should indicale the nature and time commitment. Chairs and
secretarics of committees and a President of Professional Society should receive additional
credit above their membership, with additional points added bascd on the time
commitment of thal committee.

Typical Commilices:

Committee | Committce Committee

Type Name Name

Department | Tenure, Promotion Merit Advisory
Student Grievance Commitiee Colloquium Coordinator
Recruilment & Student Asst Comm ODE Advisor
Evaluation of the Dept. under Leadership of | Econ Club Advisor
the Chair
Curriculum Committee Graduate Commiltec
Ad Hoc Commiltee Graduate Coordinator/Director
Scholarship Commiltee Chair of APR, EPR, & P&T

Migs,

Library Representative

College Faculty Counci) Facully Achievement Comm.
Undergrad Curriculum & Learning Student Achievement Comm.
Assessment
Graduate Advisory Council Task Force — Technofogy
Task Force — Student Engagement Task Force — Assessment
Chairs Council

University | Social Sciences Divisional Curriculum Undergraduate Council
Commitice (A&S)
Graduate Council Faculty Research Commitice
Faculty Development Strategic Planning Commitlee
Facully Scnate Academic Honesly
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- | Asian Studies Advisory Committee | University Councit of Chairs and
Direciors

| | Economic Development Council I

B. Exlernal Service.

Faculty members are encouraged to lend their professional expertise lo support external
organizations, projects, and programs. To be considered as external service appropriate for
merit, contract renewal, (enure, or promolion considerations, such aclivities must draw upon
u faculty member's experlise and must be recognized by the depariment, collepe, or
University as qualifying. All fuculty members are encouraged to participate fully in civic and
community life as citizens, but they nced to recognize that not all such activities will be
viewed as directly related to their professional expertise. Performance indicators used to
evaluate external service include the [ollowing: records of relevant activities and professional
contributions; degree of active involvement; significance and scope of involvement in each
uclivity; evidence of contributions and achievements; leadership positions held;
professionalism and dependability demonstrated in performing activities; community awards
und other recognitions; wrilten slatements or lestimonials.

C. Professional Service.

These activities include a facully member's membership and aclive involvement with
professional organizations connecled to his/her discipline at the local, state, national, or
international levels. Performance indicators used to evaluate professional service include the
following: records of affiliations with appropriate professional associations; records of
service to privale or extramural funding agencies; attendance at professional meetings and
conferences; leadership positions held in professional ussociations; lime spent on fulfilling
professional service obligations; professionalism and dependability demonstrated in
performing aclivitics; professional recognitions; organization of professional conferences,
symposia, and the like; conference or sessions moderated that contribute to the profession. In
addition to the foregoing, a candidate may submit and request that the depariment consider
any other evidence of uchievement in scrvice that is appropriate to his/her specific case. The
question to be considered by the department in evaluating service is this: Is the facully
member's performunce in Service consistent with the general standards for merit, contracl
rencwal, promolion, or tenure as described in University governance documents and as
specified by the department?

2.5. Definitions of Unacceptable Performance.

Full Professors
Teaching: Student Evaluations with an average of 2 or lower {on our 1-5 scale) in
mulliple classes during the relevant period.
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Research: No evidence of any significant research activity during the relevant period.

Service: Not serving on any commiltee (department/college/university), or not altending
a majority of depariment meetings, during the relevant period.

Assistant and Associate Professors
Teaching: Student Evaluations with an average of 2 or lower in mulliple classes, and one
or more peer evaluations of “marginally unacceptable” or worse, during the relevant period.

Research: No evidence of any significant research activity during the relevant period.

Service: Not serving on any commitlce (department/college/university), or nol altending
a majorily of department meetings, during the relevant period.

Lecturers and Instructors

Teaching: Student Evaluations with an average of 2 or lower in multiple classes, and one
or more peer evaluations of “marginally unacceplable™ or worse, during the relevant period.

Service: Not serving on any commitiee (department/collcge/university), or not altending
a majority of department meetings, during the relevant period.

3. Merit Committee Composition and the Election/Appointment Process

The Economics Department merit committee is responsible for assigning an overall merit score
to every bargaining unit faculty member. The committee will consist of three tenure-track or
tenured facully members. Selection (o the commiltee will be on a rolaling basis, by choosing
from the faculty who have gone the longest not serving on the committee. When possible, the
commiltee should consist of one from cach faculty rank (assistant, associate, full), and never all
three from the same rank. One member will be elected as Chair of the Meril Commiltee from the
three commitlce members. Each commitliee member will rate each facultly member on each
component (however members of the committee will nol evaluate themselves).

4. Elements of the Merit Dossicr

The submitted merit dossicr must include the following elements: A) A facully service report,
describing teaching, research, and service activities from the previous calendar ycar. B) An
updated CV, highlighling activilics completed during the previous calendar year. Note that in
both cases, care should be taken to avoid counting the same activity in conseculive years. The
Deparlment’s administrative assistant will include supporting documentation (such as peer
evaluations and student evaluations) before the commiitee evaluates the dossicr.
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5. Calculation of Qverall Merit Score

The individual component meril scores for teaching effectiveness, research, and service are
combined to arrive at an overall merit score. Allocation of effort is taken into account when
determining overull merit score. Generally this allocation information can be derived from
workload agreements and success plans. NTTF are normally not expected to engage in research.
However, the NTTF faculty member can request thal research is considered for merit, if their
research is beneficial (o the mission of the Department and College.

If a facully member’s performance is found to be unacceplable for any companent, they
automatically receive an overall merit score of 0. For faculty members whose performance is
found to be acceptable, and once the merit committec has reached consensus on component merit
scores on each performance area (Teaching Effectiveness, Research, and Service), the overall
merit score is compuled using a simple algorithm 1aking into account the weighted allocation of
effort for each performance area:

[Teaching Effectiveness Merit Score * Allocation of Effort] +
{Research Merit Scare * Aliocation of Effort] +
[Service Merit Score * Allocation of Effort] = Overall Merit Score

Once the overull merit score is computed, facully will be calegorized according to this table:

Overall Merit Score Interpretation

{ Unacceptable performance; not eligible for
meril.

1.0-4.9 Fails to meel basic expectation for merit;
recommendalion for no merit

50-7.9 Meels basic expectation for merit; cligible
for merit

8.0-10.0 Exceeds expectations for merit; eligible for
merit

The numeric score for the most recent year will then be combined with scores from the previous
two yeurs (o form a 3-year rolling average.

6. Additional Academic Unit Merit Policy Information

AACSB Accreditation. The Economics Faculty recognizes that being an AACSB accredited
institution is vital to the mission of the College of Business. Accordingly, faculty arc expecled to
maintain faculty qualifications under AACSB standards, and the Depariment reserves the right to
reduce the merit score recommendation for anyone not maintaining AACSB qualification, and (o
increase the merit score recommendation for anyone newly achieving qualification. Such
adjustments will reflect the fact that research, teaching, and service are the primary bases for merit,
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and will take inlo account the faculty member’s efforts to achieve qualification. Furthermore, the
faculty and chair will work with any faculty members who are not qualified towards achicving
qualification. The meril committee will achicve consensus on the appropriale adjustment of this
type before the recommendation is submitied,
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Forms to be used by the Department of Economics Merit Committee, describing Merit
Criteria, Performance Indicators and Expectations, and the Calculation of Component
Merit Scores

To delermine whether faculty members’ performance is unacceptable, or has failed 1o meet, met,
or exceeded expectations for merit, the merit system in this document provides the merit
committee members information on how to ussess performance as Exceeds Expectations, Meets
Expectations, Does Not Meet Expectations, or has Unacceptable Performance.

Evaluation TEACHING Possible
Rating Expecied levels of accomplishment on Merit Score
Category teaching performance indicators (or their | {for Teaching
equivalent)
Exceeds | Activities as described in this document
expectations | cumulatively cxceed expectations and indicate
for merit | a level of accomplishment beyond whal is 8-10
normal for an individual with a given fuculty
rank in the department and discipline.
Meels Aclivities as described in this document
expectations | cumulatively meet expectations and indicate a
for merit | level of accomplishment for what is normal for 5-7.9
un individual with a given faculty rank in the
department and discipline.
Fails 1o meel | Aclivities as described in this document
expeclations | cumulatively do not meet expeclations and fall
for merit | below the standard [evel of accomplishment for 1-4.9
what is normal for an individual with a given
facully rank in the department and discipline.
Unacceplable | Activitics are found to be unacceptable, as 0
Performance | described in this document.

Merit Score for Teaching (to be completed by merit committee member):




Evaluation RESEARCH Score for
Rating Expected levels of accomplishment on Research
Category | teaching performance indicators (or their
equivalent)
Exceeds | Activities as described in this document
expeclations | curnulatively exceed expectations and
for merit | indicate a level of accomplishment beyond 8-10
what is norma! for an individual with a given
faculty rank in the department and
discipline.,
Meels Activities as described in this document
expectations | cumulatively meel expectations and indicate
for merit | alevel of accomplishment for what is 5-79
normal for an individual with a given faculty
rank in the department and discipline.
Fails to meet | Activitics as described in this document
expectations | cumulatively do not meet expectations and
for merit | fall below the standard level of
1 . 1.0-4.9
accomplishment for whal is normal for an
individval with a given faculty rank in the
department and discipline.
Unacceptable | Activities are found 1o be unacceplable, as 0
Performance | described in this document.

Merit Score for Research (to be completed by merit committee member):
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Evaluation SERVICE Merit Score
Rating Expected levels of accomplishment on for Service
Category teaching performance indicators (or their
equivalent)
Exceeds | Activities as described in this document
expeclations | cumulatively exceed expectations and indicate
for merit | a level of accomplishment beyond what is 8.0-10
normal for an individual with a given facully
rank in the department and discipline.
Meecls Aclivities as described in this document
expectations | cumulatively meet expectations and indicate a
for merit | level of accomplishment for what is normal 50-79
for an individual with a given faculty runk in
tke department and discipline.
Fails to meet | Activities as described in this document
expeclations | cumulatively do nol meet expeclations and fall
for merit | below the standard level of accomplishment 1.0- 4.9
for what is normal for an individual with a ’ ’
given faculty runk in the department and
discipline.
Unacceptuble | Activilies are found to be unacceptable, as 0
Performance | described in Lhis document.

Merit Score for Service (to be completed by merit committee member): ___
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SUMMARY FORM

For faculty members found ta have acceplable performance for each component, the Merit
Commitiee will assign the average of each component score (Teaching, Research, and Service).
The overall merit score is computed using a simple algorithm, laken into account the weighted
allocation of cffort for each performance area:

[Teaching Merit Score * Allocation of Effort] + [Research Merit Score * Allocation of Effort] +
[Service Merit Score * Allocation of Effort] = Overall Merit Score

Faculty members with an unacceptable performance for any componen! will automatically
receive a zero for that component and for an overall score.

The final scores will then be sent to the department chair, after any appeals have been
considered, who will also evaluate each faculty member. The chair will then forward both the
commiltee and chair evaluations to the College of Business Dean.

Merit Score Merit Score for Meril Score Overall
Faculty Membecr for Teaching | Research if applicable | for Service Score

1.

2.

3.

10.

11

12.
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