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PREFACE


PERSONNEL EVALUATION PHILOSOPHY

The faculty of the College of Health and Human Sciences supports the concept that the major purpose of the University is learning -- the discovery, transmission, and utilization of knowledge.  The teaching, scholarship, and service functions of the University provide the avenues whereby the professions represented in the College  continue to identify the unique bodies of knowledge and to develop the theoretical constructs which support professional practice.  Furthermore, the faculty as professional practitioners participate in the pursuit and utilization of knowledge within their professions.

The College of Health and Human Sciences is committed to the importance of teaching, scholarship, and professional, University and community service as the bases for faculty evaluation.  Evaluative criteria for the selection, retention, tenure and promotion of faculty within the College of Health and Human Sciences must reflect the uniqueness of each of the programs represented in the College.  Since faculty members are competent professionals as well as academicians, criteria for faculty evaluation must reflect this multidimensional role and preparation of faculty.  Evaluation of the faculty takes into consideration the distinctive background and missions of faculty.  

By virtue of their positions as faculty members in programs educating others for professional practice, College faculty members have special responsibilities to follow the highest ethical standards in their professional practice as well as in the many aspects of their work as faculty members.

In the hiring and evaluation of faculty, the College upholds the University's position of being an equal opportunity/affirmative action employer.  In support of these principles, persons involved in the personnel process shall not discriminate on the basis of sex, race, national origin, marital status, age, color, political views or affiliation, religious views or affiliation, sexual orientation, handicapped status, or other factor unrelated to their scholarly or professional performance.
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SECTION I


DEPARTMENT/SCHOOL RESPONSIBILITIES

Each department/school carries full responsibility for initiating the recommendations for its faculty regarding sabbatical leave, promotion, tenure, annual progress toward tenure and annual merit ratings.  Requests for leaves without pay are reviewed by the department/school chair.  The department/school is also responsible for the annual review of the chair and for its part in the end of term review of the chair.

The effectiveness of the personnel process of the University is in large measure dependent upon concise department/school policies, well-understood procedures and a close cooperative relationship between the department/school chair and the personnel committee.  Definitive personnel policies, procedures and criteria must be developed and accepted by each department/school and forwarded to the College Council for review and approval.  All persons involved in the personnel process should be guided by the department's/school's policies, procedures and criteria.  Any amendment to department/school policies or criteria or both must be sent to the  College Council for approval in accord with the College calendar and, following approval by the College Council, must be publicized one academic year in advance of the date of implementation.

Recommendations regarding tenure and promotion should be based upon well-defined criteria developed at the department/school level.  Each faculty member under consideration should compile the substantiating data to indicate the extent to which all criteria are met.

Each department/school within the College will function with a personnel committee of at least three voting members elected by and from regular full-time faculty.  Eligibility criteria and procedures for election of members and chair of the personnel committees shall be determined by the regular full-time faculty of each department/school.  The elections will be completed in the spring semester for the following year in accord with the College calendar.  The department's representative to the College Council and the department/school chair shall be non-voting, ex officio members of the department/school personnel committee.

The individual department/school must provide its faculty with personnel recommendations which are as equitable and judicious as possible.  It is the responsibility of the department/school personnel committee to:

1) provide the department/school faculty and the College with copies of the department/school criteria, current policies and  compliance dates;

2) conduct personnel evaluations, recommend action and report such recommendations to the College Dean;

3) work with the department/school chair toward resolution of  any differences concerning personnel recommendations.
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It is the responsibility of the department/school chair to:

1) provide necessary resources and records to facilitate the work of the personnel committee;

2) participate in all deliberations of the personnel committee except those related to the reviews of the chair;

3) make an independent decision on all personnel actions;

4) work with the committee toward resolution of any differences concerning personnel recommendations;

5) communicate personnel actions to the individual faculty member. 
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SECTION II


CONFIDENTIALITY IN PERSONNEL DELIBERATIONS

Personnel deliberations in the College must be bound by the professional codes of confidentiality accepted by all conscientious professionals.  Faculty members serving on department/ school and College committees concerned with personnel matters must keep confidential those deliberations of the committees which relate to personnel matters.  Further, they must accept that a breach of confidentiality concerning such deliberations is a serious violation of professional ethics and of the personnel guidelines of the College, and that it will be so viewed by the College and the University.  The findings or recommendations of all such committees in the College shall be divulged to the appropriately designated individuals only by the chairs of those committees or the department/school chairs.  This confidentiality provision applies both to oral statements and to written materials.
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SECTION III


ANNUAL AND END OF TERM REVIEWS

ANNUAL MERIT REVIEW OF FACULTY

Each year, the department/school personnel committee and the department/school chair shall review all regular, continuing faculty according to the time indicated on the University and College calendars (see Appendix A, Personnel Calendar) for personnel decisions.  Annual faculty merit ratings and recommendations regarding salary increments for the following academic year shall be started and completed during the spring semester of each academic year for faculty service and accomplishments during the previous calendar year of service.  Departments/schools, at their option, may choose to base such evaluations upon a "rolling average" of the two or three previous calendar years of service.  Each department/school shall inform its faculty about which method of calculation is to be used prior to the start of the period to be evaluated.  A faculty member in the first year of appointment will usually be assigned the average of the department's rating of faculty members within the same rank.  The departments shall justify in writing to the Dean any instances in which the average is not assigned.

Sabbatical Leaves
Within 60 days after return to regular duties, each person who has been on leave shall present to the department/school chair and department/school personnel committee a report of personal professional activities during the leave.  If this report reflects significant professional activity, the department/school personnel committee will award a merit rating which will be at least an average of that person's merit rating for the previous three years.  If the report reflects inadequate professional activity, the merit rating may be lower.  

Leaves Without Pay
When a faculty member returns from leave without pay, the sabbatical rules shall apply if the individual has been engaged in professional activities.  In other instances, the individual shall be assured at least the lowest merit rating earned by that individual in the preceding three years unless the Dean of the College, at the time the leave was approved, specified that there would be no increment for the leave year.  

Sick Leaves
When a faculty member returns from extended sick leave or disability leave, the Dean and the department/school chair, in consultation with the department/school personnel committee, shall make a recommendation to the Vice-President and Provost as to an appropriate salary adjustment.  

Merit Ratings for Persons with Multiple Appointments
An individual with an appointment in more than one campus unit which involves some salary payment from the budget of each such unit shall be evaluated separately for each appointment by each unit in which a salaried appointment is held.  
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The evaluators in each unit shall take into consideration the proportional amount of time allocated by the individual's official notification.  An overall merit rating, which shall be assigned by the lowest level academic administrator with supervisory responsibility for all of the academic units participating in the multiple assignments, shall be a composite of the individual ratings for each assigned role and shall reflect the proportional amount of time allocated to each unit by the individual's official notification.  An individual's annual incremental dollars shall reflect the person's merit rating and shall be commensurate to the incremental dollars assigned to the same rating in the unit of origin.  

Other Factors Pertaining to Individual Faculty Evaluation
The criteria, policies and types of evidence by which faculty are rated must be clearly identified and communicated in writing to the faculty.  The personnel committee and the department/school chair must consider both the faculty service report (see Appendix B, Faculty Service Report Instructions) and evaluation by students.  The faculty will be rated within rank in the areas of teaching, scholarship, and professional service.  The following categories are descriptors for the annual ratings of the faculty and the department/school chair if a ten (10)-point scale is used.  All other rating scales must be approved by the College Council and reviewed every five (5) years.
Ratings

Description
  10

Outstanding

   9

   8

Highly satisfactory

   7

   6

Satisfactory

   5

   4

Minimally satisfactory

   3

   2

Unsatisfactory

   1

The department/school personnel committee and the department/school chair each will assign an overall whole-number rating of the individual on this scale of one through ten.  Criteria for the overall rating are determined by each department/school, based on the three areas of teaching, scholarship and service.  The evaluation forms (see Appendix C, Faculty Evaluation) will be forwarded to the College. The personnel committee in a department/school may assign a rating of zero and deny a merit increment to a faculty member who does not submit a faculty service report by the deadline established by the department/school or, in extenuating circumstances, may assign a rating other than zero based on available evidence.

Faculty must be rated within rank.  The assignment of merit dollars to the faculty must be in direct relationship to faculty merit ratings according to each department's/school's written personnel procedures.
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Each department/school with faculty members who serve as associate chair, coordinator, director, etc., shall prepare procedures appropriate for evaluation of their duties in those assignments.  Appropriate faculty members and administrators will have designated responsibilities in regard to these evaluations.

Faculty members in the College who hold positions without rank and without tenure shall be evaluated by the administrator responsible for the department/school in which they are located.  The administrator shall seek comments from the personnel committee and from faculty and others who have opportunity to observe their work and shall communicate information concerning the evaluation in a personal conference in the pattern followed for other faculty.

Prior to submission of the ratings to the College, the department/school chair shall provide a written statement to faculty members of their overall and categorical ratings and a distribution of the annual overall ratings for the faculty of the department/school.  A personal conference may be arranged between the faculty member and the department/school chair.  The chair of the department/school personnel committee may be included.

Any discrepancy between the recommendations emanating from the department/school personnel committee and the department/school chair shall be stated in writing to the office of the Dean.  Each faculty member receiving such a divided recommendation shall be informed in writing by the department/school chair of the discrepancy with the area of disagreement indicated.  Discrepancies in recommendations between the chair and the department/school personnel committee should not be forwarded to the Dean until all reasonable efforts to resolve the discrepancy have been made.  These may include further review of records and evidence, discussion between the chair and the committee, and further review of the criteria.  If such discrepancies are forwarded, indication of these efforts should be made in writing.  The Dean, after consulting with the College Council, shall make a decision and report it in writing to the faculty member involved, the department/school chair, the personnel committee and the College Council.

CHAIR REVIEW

Annual Review
Upon notification by the Dean of the College, through the personnel calendar, the department/school personnel committee shall conduct the annual review of the department/school chair.  The period covered is the previous calendar year or the portion of it served as chair.  All regular full-time faculty shall have the opportunity to participate, using the prescribed form (see Appendix D, Administrative Evaluation).  The forms distributed to faculty members shall be accompanied by a copy of the responsibilities of the department/school chair as outlined in the Northern Illinois University Academic Procedures Manual and other pertinent documents.  The department/school personnel committee shall tabulate the data and determine a composite figure for each item, including overall effectiveness.  The committee has authority to evaluate and interpret the data.

A written summary of the evaluation shall be given to the chair of the department/school, who may request an interview with the committee.  Following communication with the chair of the department/school, including an interview if requested, the chair of the personnel committee shall forward the summary and the original forms to the Dean of the College.  The Dean must consider the results of the annual review of the chair in the assignment of the increment dollars to the chair.
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End of Term Review
The end of term review of the department/school chair is initiated by the Dean, but the department/school personnel committee shall conduct that aspect of the review relating to faculty opinion, in which all regular continuing faculty are to have opportunity to participate.  The nature of the review shall be determined in joint conference with the Dean and the department/school faculty.  Data from the annual reviews shall be taken into account.  The same procedure used in the annual review of the chair shall be followed for the end of term review.

REVIEW OF DEANS

Annual Review
The Dean shall be reviewed by the College Council annually.  The period covered is the previous calendar year or the portion of it served as Dean.  The Council, excluding the Dean, shall elect a chair and shall administer an instrument such as the Administrative Evaluation to groups and individuals who work closely with the Dean.  These may include but need not be limited to:  the Provost and administrators in the Provost's office, the College Council, the College Senate and other groups and individuals with whom the Dean regularly works within the University.  The College Council has the task of collecting and compiling data and has authority to evaluate and interpret the data.  The Council will meet with the Dean to present the written evaluation and to discuss the evaluation process and findings.  The College Council will share the written evaluation of the Dean with the Provost and the Dean.

The Council shall follow similar procedures in evaluating the Associate Dean.  These include electing a chair and administering an instrument such as the Administrative Evaluation to individuals and groups which may include the College Senate, the College Curriculum Committee and others with whom the Associate Dean regularly works within the University.  The College Council has the task of collecting and compiling data and has authority to evaluate and interpret the data.

The College Council will share its evaluation of the Associate Dean with the Dean and the Associate Dean.  The Associate Dean or the College Council may initiate a meeting to discuss the evaluation.

End of Term Review
The end of term review for the Dean is initiated by the Provost.  The College Council and the College Senate are the appropriate representative bodies with which the Provost should consult regarding the review.  It is suggested that an instrument such as the Administrative Evaluation be employed in making the evaluation.  Those participating in the review should be provided with copies of the pages of the Academic Procedures Manual describing the "Responsibilities of the Dean of a College."
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SECTION IV


POLICIES AND PROCEDURES FOR RECOMMENDATION 


FOR ACADEMIC PROMOTION
All department/school and College policies relative to promotion shall be compatible with University and Board of Trustees guidelines.  The faculty member initiates the request for consideration for promotion to a higher rank (see Appendix E, Instructions for the Preparation of Recommendations for Promotion and Tenure).  The responsibility for making and supporting recommendations for faculty members shall reside with the department/school personnel committee, the department/school chair and the College Council.

Recommendations for promotion shall be accompanied by evidence that the faculty member has met the specific criteria set forth by the department/school as well as those of the College and the University, including copies of publications contributed during the period under review.  The supporting documentation, including items described in Instructions for the Preparation of Recommendations for Promotion and Tenure (see Appendix E) must be current.  Additional types of information that may be presented include:

1) presentations;

2) evaluations of teaching;

3) external evaluations by persons within the faculty member's discipline;

4) other evidence of activities and services.

Solicited letters of recommendation related to promotion, if received by the department/school, will be sent to the College.  Biographical information must be provided for each writer of a letter of recommendation.  Contents of letters used for support of recommendations should be clearly documented and referred to in the Justification for Promotion or Tenure, Part II, of the application.

The College clearly recognizes diverse expressions of scholarship when considering requests for promotion.  The diversity of scholarship may relate to differences between faculty members as well as differences within one individual faculty member's scholarly activities.  Since research is often related to the instructional and service programs of the College and of the University, faculty members may contribute to research in several different areas, especially early in their academic careers.  They are encouraged to establish specific lines of research as they mature as faculty members.

Forms of scholarship may include papers read at professional meetings, articles, reviews, books and chapters of books, exhibits, performances, and others such as research or writings published in refereed publications; published tests, and development of professional workshops or presentations whenever currency of dissemination is of critical importance.  Initiating, designing and successfully conducting research with external support are other forms of scholarship to be considered in the evaluation for personnel decisions.

The quality and creativity of the faculty member's contributions, as determined by the department/school and the College, shall be considered more important than the quantity of work performed.
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For the purpose of evaluation for promotion, the faculty member's performance will be organized into the areas of teaching, scholarship, and service; however, promotion to all ranks will require evidence of successful teaching.  Evaluation for promotion will include a review and summary of the faculty member's annual merit ratings within rank while at Northern Illinois University.

Factors to be considered in addition to the evaluation of merit include time in rank in the department/school recommending the promotion and the highest academic degree held by the candidate.  University guidelines state that eligibility for promotion to Associate Professor and Professor is normally dependent upon six years of successful experience at the lower rank at this and other institutions of higher education.  The earned doctorate is the usual academic degree required for appointment or promotion to any of the professorial ranks.  Advanced study in a specific area of specialization, outstanding professional accomplishments, and/or creative contributions to the profession can be considered in lieu of the earned doctorate.  

Realistically, it is not expected that, to be eligible for promotion, a faculty member will have demonstrated outstanding achievement in all of the areas.  In all cases, however, a recommendation for promotion will require a demonstrated ability in teaching plus clear evidence of continued professional growth and activity in scholarship and service.  

The criteria which faculty members being recommended for promotion should meet are listed in the NIU Bylaws.

The Justification for Promotion or Tenure, Part II.A. of the Recommendation for Promotion and Tenure, completed at the department/school level, must identify the criteria used in measuring teaching effectiveness and the evidence which supports the conclusions reached.  Part II.B., which is the assessment of the individual's performance must, likewise, identify the professional accomplishments of the individual and their significance, and include an assessment of how these accomplishments meet the criteria for promotion.

If the supporting letters are included in the material as part of the department/school and College process, they must be current.  In addition, a statement describing how these letters were solicited and a brief biographical sketch about each reviewer shall be included.

Early promotion may be recommended when a faculty member has an extraordinary record of achievement beyond customary criteria as established by the department/school or in extraordinary circumstances.  Extraordinary achievement or circumstances may be demonstrated in several ways.  An extraordinary record of achievement may include evidence of:  1) early achievement of high quality scholarship significantly exceeding that which would ordinarily be expected for timely promotion along with a satisfactory record of teaching, or 2) achievement of ordinary promotional criteria of scholarship along with an outstanding record of teaching.

Extraordinary circumstances may include attempts at retention of well qualified faculty prompted by 1) the need to respond to very competitive professional career opportunities, 2) the need for specific faculty position requirements to achieve or maintain program accreditation, or 3) the need for faculty resources for program requirements which the faculty member uniquely fulfills.  In each instance, there would also be a clear fulfillment of ordinary criteria for scholarship and a record of good teaching.
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In cases of recommendations for early promotion, besides completing Part II of the Justification for Promotion or Tenure, separate letters are needed from the department/school chair and the College Dean explaining the extraordinary record of achievement and/or extraordinary circumstances.  These letters should point out the criteria used at the department/school and College level and how the faculty member meets these criteria.  When an extraordinary record of achievement is involved, the letters should clearly contrast extraordinary achievement to customary achievement.

Faculty members at the level of assistant professor or above should have earned doctorates or have master's degrees in addition to several years of meritorious professional experience related to the assigned responsibilities within the department/school.  Academic and experience requirements shall be dependent upon the responsibilities to be assigned and the terminal degree normally required for such an assignment.  The earned doctorate shall normally be required for the traditional academic assignment which consists primarily of teaching and scholarship.  In some cases, however, the doctorate may not be the most appropriate credential.  Successful experience in the appropriate professional area may be of more value to the department/school for individuals whose primary responsibility is to teach the practical application of the profession or to coordinate field experiences for students.

Where there is a disagreement at either the College or department/school level between the College and department/school, a statement describing the nature of the disagreement must accompany the documentation to the next level.  If, at the College level, there are reasons for support which differ from the department's/school's reasons for support, these additional reasons must be made known when forwarding the recommendation to the University level.  If the College disagrees with the recommendation of the department/school, a statement indicating the reasons for the disagreement must be forwarded to the University Council Personnel Committee.

ASSISTANT PROFESSOR

Promotion of an individual to the rank of Assistant Professor shall be based on the demonstration of successful teaching and continued concern for critical assessment and improvement of the individual's teaching; evidence of an ability and willingness to work cooperatively with colleagues in efforts to support and improve the programs of the department/school, College, and University; and promise, as demonstrated by an earned doctorate or similar educational or professional accomplishment, of an ability for leadership in the faculty member's scholarly field.

ASSOCIATE PROFESSOR

Promotion of an individual to the rank of Associate Professor  shall be based on the demonstration of successful teaching and continued concern for critical assessment and improvement of the individual's teaching; evidence of an ability and willingness to work cooperatively with colleagues in efforts to support and improve the programs of the department/school, College, and University; and evidence that the faculty member is achieving professional recognition among leaders in the individual's discipline through scholarly publications, papers presented at professional meetings, or other forms of scholarly activity.
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PROFESSOR

Promotion of an individual to the rank of Professor shall be based on the demonstration of a continued record of successful teaching, continued concern for critical assessment and improvement of the individual's teaching; evidence of the ability and willingness to work cooperatively with colleagues in efforts to support and improve the programs of the department/ school, College, and University; and evidence that the faculty member has achieved national or international professional recognition among leaders in the individual's discipline through publications, papers presented at professional meetings, public service related to the discipline, or other forms of scholarly activity.
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SECTION V


POLICIES AND PROCEDURES FOR TENURE RECOMMENDATIONS

ANNUAL EVALUATION OF PROGRESS TOWARD TENURE

In accord with the published department/school and College guidelines for achieving tenure, each faculty member with a continuing appointment shall be evaluated each spring in terms of the faculty member's present progress toward achieving tenure.  At the time of appointment, the department/school chair shall prepare a statement to be included in the letter of appointment from the Dean, noting any specific requirements, e.g., completion of an advanced degree, that must be met in the pre-tenure period.

The department/school personnel committee and the department/school chair shall annually review the credentials of all tenure-track faculty members for whom the department/school recommendations regarding tenure have not been made.  The credentials reviewed shall include all previous annual evaluations and faculty service reports, the appointment curriculum vitae, and other materials as determined by each department/school's  personnel procedures.  All these materials reviewed would be available for review by the faculty member being evaluated.  The same criteria that are used to evaluate faculty members for tenure shall be applied annually to those in the process of achieving tenure.  The department/school chair and personnel committee shall note, in their written recommendations, whether the faculty member's record to date shows appropriate progress toward tenure.  Evaluative statements in writing from the personnel committee and the department/school chair, together or separately, shall be prepared annually to inform individual faculty members of the status of their progress.  These statements should be as specific and as positively prescriptive as possible.  The department/school chair shall consult personally with each faculty member under review to interpret the written documents.

The department/school chair and personnel committee shall conduct a particularly thorough and formal evaluation of progress toward tenure at the time of initial appointment for faculty members on a four-year probationary track and during the spring of the third year for faculty members on a seven-year probationary tenure track.  All the materials above and a completed statement based on the Instructions for the Preparation of Recommendations for Promotion and Tenure (see Appendix E) will be reviewed at these times.  A separate statement should specify the department's anticipated long-term need for the position currently filled by the faculty member.  This evaluation and accompanying statement shall be provided to the faculty member and to the College Dean.

Non-tenured faculty members who feel that their annual evaluations are unfair, inadequate, or otherwise inconsistent with the relevant published guidelines for achieving tenure may place written responses to their evaluations in the department/school file and with the College Dean.  However, the Annual Evaluation of Progress Toward Tenure of a probationary faculty member shall not be subject to the reconsideration or appeal process.

RECOMMENDATION FOR TENURE

A tenure recommendation is an expression of a high level of confidence in the individual's ability and interest in making a continuous contribution to the mission of the department/school, of the College and of the University.  Tenured faculty help to determine the quality of teaching, scholarship, program planning and development and academic advancement. 
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All recommendations for tenure should be based upon a faculty member's record of performance especially during the probationary years.  The evidence of quality of performance will include:

1) annual merit reviews

2) annual reviews of progress toward tenure

3) evaluations of teaching

4) documentation of scholarship

5) other relevant material

Solicited letters of recommendation related to tenure, if received by the department/school, will be sent to the College.  Biographical information must be provided for each writer of a letter of recommendation.  Contents of letters used for support of recommendations should be clearly documented and referred to in the Justification for Promotion or Tenure, Part II, of the application.

For the purposes of tenure, the performance of the faculty member shall be assessed in the areas of teaching, scholarship, and service.  A faculty member initiates the request for consideration for tenure by assembling the necessary documentation according to the "Instructions for the Preparation of Recommendations for Promotion and Tenure."  The request and supporting documentation of academic and professional activities of the faculty member must be current.

Within a department/school, tenure recommendations for faculty members shall initially be based upon careful review and evaluation of the individual's professional qualifications and performance.  When there is an affirmative tenure recommendation, the chair of the department/school will prepare a separate statement regarding the department's need for the position.  

Recommendations for tenure shall be accompanied by evidence that the faculty member has met the specific criteria set forth by the department/school.  Further, it must be clear that the faculty member has demonstrated the ability to fulfill responsibilities with distinction and has made, and may be expected to continue to make, significant creative professional contributions.

Tenure may be recommended for persons holding the rank of Assistant Professor and above.  Individuals eligible for tenure must have the appropriate terminal degree, demonstrated professional contributions and professional expertise.  However, tenure shall not be recommended for persons holding the rank of Instructor.

Early tenure may be recommended when a faculty member has an extraordinary record of achievement beyond ordinary criteria as established by the department/school or in extraordinary circumstances.  Extraordinary achievement or circumstances may be demonstrated in several ways.  An extraordinary record of achievement may include evidence of:  1) early achievement of high quality scholarship which significantly exceeds that which would ordinarily be expected for timely tenure along with a satisfactory record of teaching, or 2) achievement of ordinary tenure criteria of scholarship along with an outstanding record of teaching.  Early tenure for extraordinary circumstances may be prompted by 1) the need to respond to very competitive professional career opportunities; 2) the need for specific faculty position requirements to achieve or maintain program accreditation; 3) the need for faculty resources for program requirements which the faculty member uniquely fulfills; or 4) the desire to tenure a returning NIU faculty member who was formerly tenured.  In each instance of extraordinary circumstances, there would also be a clear fulfillment of ordinary criteria for scholarship and a record of good teaching.
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In cases of recommendations for early tenure, in addition to completing Part II of the Justification for Promotion or Tenure, separate letters are needed from the chair and the Dean explaining the extraordinary record of achievement and/or extraordinary circumstances.  These letters should point out the criteria used at the department/school and College level and how the faculty member meets these criteria.  When an extraordinary record of achievement is involved, the letters should clearly contrast extraordinary achievement to ordinary achievement.

The Justification for Promotion or Tenure, Part II, completed at the department/school level, must identify the criteria used in assessing the faculty member's effectiveness in teaching, scholarship, and professional service, and provide evidence which supports the conclusions reached.

Positive tenure recommendations shall be accompanied by appropriate documentation verifying the need for the faculty member in a designated area.  Need for the faculty member may be evidenced by student enrollments, program requirements, professional service, specialized curricular requirements and differential staffing considerations.

According to the Bylaws of Northern Illinois University -- Criteria Upon Which Personnel Decisions Are Appropriately Based Include:  

A) Effectiveness in Teaching.  

1) Command of subject matter.  

2) Skill in presenting material. 

3) Respect for the student as a co-learner.  

4) Effectiveness in creating an atmosphere that will encourage and facilitate students' efforts to learn and strengthen their capacities for valid reasoning and independent thought. 

5) Openness in the examination of a variety of views and tolerance for the expression of different views.  

6) Fairness and skills in evaluating student performance.  

7) Acceptance of responsibility for assessing and improving effectiveness as a teacher.

8) Acceptance of responsibility for continually updating and improving courses taught.  

B) Scholarly Performance and Achievement:  

1) Success in keeping up-to-date in the field of scholarly competence.  

2) Quality of scholarly or creative productivity.  
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C) Service to the University Community and Profession:  

1) Service to the department/school, College, and University through the competent performance of committee and other  assignments. 

2) Performance in facilitating the work and advancing the mission of the department/school, College, and University.  

3) Service to professional societies and groups.  

4) Quality of professionally-oriented public service activities. 

5) Service to the department/school, College, and University is an integral and expected part of University membership.  Hence, it should be accorded appropriate credit in annual merit evaluations, especially when it is of an extraordinary nature.

The College recognizes that service to the University, community, and profession may be judged as contributing to professional recognition.  However, such service does not substitute for evidence of effectiveness in teaching or scholarly achievement.

Where there is disagreement at either the College or the department/school level or between the College and department/school, a statement describing the nature of the disagreement must be prepared which will accompany the documentation to the next level.

If, at the College level, there are reasons for support which differ from the department's reasons for support, these additional reasons will be made known when the recommendations are forwarded to the University level.  If the College disagrees with the recommendation of the department/school, a statement indicating the reasons for the disagreement must be prepared and forwarded to the University level.

All department/school and College policies relative to tenure shall be compatible with the Bylaws of Northern Illinois University and regulations of the Board of Trustees in effect at the time of the action. Primary responsibility for making and supporting tenure recommendations for faculty members shall reside with the department/school.

When the recommendation is reached, the department/school shall inform the applicant and provide a copy of Part II.  After any reconsideration and possible revision of Part II, if needed, documentation shall be forwarded to the College.  If a reconsideration is made, a copy of Part II shall be provided to the applicant following the reconsideration.

NON-REAPPOINTMENT

The College of Health and Human Sciences adheres to the policies identified in the Constitution and Bylaws.  It is implied that a faculty member may not apply nor be considered for tenure in the last year of appointment.  
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SECTION VI


RECONSIDERATIONS AND APPEALS

The faculty member may submit a written request for a department's/school's reconsideration of a personnel action.  This request must identify specific reasons for the reconsideration.  Recommendations must be completed in accordance with written department/school procedures.  The department/school chair shall inform the faculty member in writing of the results of the reconsideration prior to the time the recommendations are forwarded to the Office of the Dean.

For recommendations on annual faculty merit ratings, if the faculty member is dissatisfied with the department's assessment following a reconsideration, an appeal may be made at the College level.

For recommendations on tenure, promotion, and sabbatical, if there is disagreement at the department/school level between the personnel committee and the chair, the College Council and Dean should take action on the recommendation.  The applicant and the department/school should be notified of the College's decision prior to forwarding it to the University level.  If an individual or department/school is dissatisfied with the results of the College's recommendation, an opportunity for reconsideration at the College level shall be provided.  The request for reconsideration shall arrive in the Office of the Dean in written form within ten working days following notification of the College's recommendation.  The request for reconsideration shall identify the pertinent issues and reasons for making the request for reconsideration.  All pertinent parties will be allowed to be heard at the College level.

If there is agreement at the department/school level between the personnel committee and the chair, and the faculty member or other individual is dissatisfied with the results of a request for reconsideration within the department/school, an individual may appeal to the College Council.  Appeals shall only be heard after reconsideration attempts have been made at the department/school level.  The appeal shall arrive in the Office of the Dean in written form within ten working days following receipt by the faculty member of the department's/school's recommendation.  The appeal must identify the pertinent issues and present necessary supportive facts.

Prior to a requested reconsideration or appeal, as discussed below, the involved faculty member should be informed of the department/school statement and shall have an opportunity to respond to it.  

Appeals to the College Council shall be based on one or more of the following general grounds:

1) that inappropriate procedures were followed by a department/school;

2) that insufficient or inappropriate criteria or evidence were used in arriving at a recommendation in the department/school;

3) that other circumstances exist which the College considers a legitimate basis for an appeal.  

Appeals based on alleged discrimination shall be presented directly to the Provost's office for referral to the appropriate University committee.
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In all appeals of a department/school action, the department/school shall have an opportunity to respond prior to a decision by the College.  After reviewing the written appeal and the department/school's response to the College prior to a decision, the Council shall decide whether there shall be a hearing.  If a hearing is scheduled, the Council shall arrange two or more meetings:

1) a meeting with the person making the appeal, subject to the person's consent; the individual may be accompanied by a faculty consultant-observer;

2) a meeting with the department/school chair and/or representative(s) of the department/school personnel committee.

The College Council then shall have the option of further consultation with any of the above, singly or in combination, and of seeking information and advice from other persons.

Prior to the disclosure of appeal results, the Council and the Dean shall make every effort to reconcile any differences which may occur in the recommendations.  The results of the appeal shall be communicated in writing by the Dean to:  1) the department/school chair, 2) the person initiating the appeal, and 3) the Office of the Provost.

Appeals of the College recommendations are directed to the University Council Personnel Committee.  
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SECTION VII


SABBATICAL LEAVES

The University shall award sabbatical leaves for the purpose of supporting and encouraging scholarship (research or artistry) on the part of individual faculty members in order to strengthen the academic programs of the University.  

Sabbatical leaves shall ordinarily be limited to tenured faculty members.  

Sabbatical leaves shall be granted only in connection with proposed or on-going programs that promise to enhance the professional competence and improve the professional standing of the faculty member.

In the spirit of the University's sabbatical leave policy, the College of Health and Human Sciences endorses and encourages the awarding of sabbatical leaves for improvement of the quality of the College's educational programs.  Proposals for scholarship on an administrative topic relevant to the College's educational programs are deemed appropriate for department/school chairs and area/program coordinators.

The criteria upon which the merit of sabbatical leaves shall be judged shall be the quality of the proposed scholarship, the capacity of the applicant to conduct the work, reports on previous sabbatical leaves by the applicant, and the likelihood of the completion of the proposed project. 

Faculty requesting a sabbatical leave should substantiate the request (see Appendix F) with a well-documented proposal prepared in accordance with the University's guidelines.  The proposal should be submitted to the department/school chair.  The faculty member should consult with the chair regarding the availability of funding or the feasibility of reassigning responsibilities during the requested sabbatical leave.

The department/school chair shall consult with the department/school personnel committee about the sabbatical leave requests.  The committee will evaluate requests according to academic merit, make recommendations for approval or disapproval, and rank them if there are more than one.  All recommendations of the department/school personnel committee and of the department/school chair shall be forwarded to the College Council.

A first sabbatical leave shall be granted only to a faculty member who will have completed five years of full-time service by the time the leave begins.  Full-time service on a temporary appointment shall count toward a sabbatical leave.  Periods of time on leaves of absence without pay shall count toward a sabbatical leave provided the University Council Personnel Committee judges the activity associated with that leave without pay to be comparable in professional significance to service as a member of the faculty.

The College Council, in consultation with the Dean, shall evaluate the proposals for sabbatical leave.  

On a College-wide basis, the Council shall rank applications recommended for approval by the department/school personnel committees.  The rankings shall respect, insofar as possible, the rankings provided by the departments and shall be based upon the Council's judgment of the relative scholarly (research or artistry) merit of each project.  
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All proposals shall be ranked, recommended, or not recommended, according to academic merit.  The proposals along with the recommendations of the College Council and the Dean will then be forwarded to the University Council Personnel Committee.  The Dean shall prepare a cover letter to accompany the College recommendations which explains how the rankings were developed and how the criteria were applied.  Where differences between a majority of the College Council and the Dean are not resolved at the College level, they shall be reported in detail to the University Council Personnel Committee.  It is the primary responsibility of the department/school chair and the Dean to determine the feasibility of releasing each individual for the period of the sabbatical leave.

Within 60 days, an individual completing a sabbatical leave shall submit a written report and be evaluated as specified in the NIU Bylaws.
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SECTION VIII


REVISION OF PERSONNEL POLICIES AND PROCEDURES

Recognizing that these personnel policies and procedures may from time to time require revision to conform to University policy changes or to perceived needs of individual faculty members and departments/schools, the College Council accepts the major responsibility for preparing revisions.  All revisions will be prepared in draft form by the College Council and distributed to all regular faculty members in the College for review and comment.  The College Council then has the responsibility of approving the final statement of the revised material.  

Revisions in policies and procedures will usually become effective one year after the date of the final approval by the College Council.  This allows time for dissemination of the completed text to faculty within the College and to the University Council Personnel Committee before decisions based on the revisions are made. 
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APPENDIX A

PERSONNEL CALENDAR
College of Health and Human Sciences

DEADLINES FOR RECEIPT OF REQUESTS AND REPORTS OF PERSONNEL ACTION

These deadlines refer to receipt of requests and reports by the College office.  Personnel committees for departments/schools may establish convenient deadlines within their own departments/schools in order to meet the College deadlines noted here:

Noon of third Monday in September


Requests for sabbatical leaves 








for the next academic year

Noon of first Monday in November


Requests for tenure to be effective 

August 16 of the next academic year

Noon of second Monday in November

Requests for promotion to be effective August 16 of the next academic year

Noon of last Monday in March


Annual reviews of chairs of








the departments/schools

Period of review:  Previous calendar year

Noon of last Monday in March


Annual reviews of the dean








and the associate dean

Period of review:  Previous calendar year

Noon of first Monday in April


Annual evaluations of faculty

Period of review:  Previous calendar year

Noon of fourth Monday in April


Evaluations of progress toward tenure

Period of review:  Current academic year to date
APPENDIX B

FACULTY SERVICE REPORT INSTRUCTIONS
College of Health and Human Sciences

Please follow this format and provide all information requested.  The report should begin with the following:  Name, Department/School, Rank, Year (calendar year), and Current Date.  List other titles designating special assignments and percentage of time assigned to them (for example, Director, Program Coordinator, Assistant Chair).

In preparing the Faculty Service Report, faculty members are encouraged to read through this outline and to select the categories in which they wish to report various activities.  For example, it is possible that a faculty member's presentation of a workshop might result in the provision of a community service (I.F.) or in a scholarly activity (III.C.).  The activity should be reported in only one category, to be determined by the department/school guidelines or the faculty member's judgment.

I. PROFESSIONAL DEVELOPMENT AND SERVICE

A.
Professional Development 

Describe efforts you have made to evaluate and improve your professional expertise (e.g., attending workshops and/or lectures). 


B.
Professional Organizations

List memberships and describe involvement in professional organizations (e.g., offices held, committee work, meetings attended).


C.
Professional Awards and Recognitions

List professional awards and recognitions and state their significance.


D.
Professional Consultantships

Indicate extent of involvement and time commitment in professional consultation.


E.
University Service

List university, college, department/school, interdepartmental committee work and other significant service to the university.  Explain the extent of involvement such as chair, member, etc.


F.
Community Service

1.
Describe service on community, business, and governmental organizations in 

which your professional expertise was utilized.  Indicate type of involvement such as chair, member, etc.



2.
Describe efforts to disseminate professional information to the public (e.g., speeches, radio and TV presentations, newspaper articles).

II.
 TEACHING, STUDENT COUNSELING AND STUDENT DEVELOPMENT

A. Teaching Responsibilities

1.
List all courses taught by semester, including independent study, theses, projects, field supervision, internships, etc.  Include course title, number, credit hours, student enrollment.  Identify off-load courses.

2.
List involvement in theses and projects.  Include name of student, title and date of completion.  Indicate whether director or committee member.

B.
Improvement of Teaching

Describe significant ways in which you have attempted to evaluate and improve your effectiveness as a teacher (e.g., additional evaluations of teaching, innovative teaching techniques attempted).

C.
Enhancement of Academic Programs

Describe significant efforts you have made to enhance the academic program (e.g., evaluation of current programs, development of new programs and institutes including new courses, collegial cooperation).

D.
Other Student Services

Describe your involvement in student organizations, career counseling, general advisement, etc.

III.
SCHOLARSHIP, WRITING AND RESEARCH

A.
Work in Progress

Indicate work accomplished on scholarly activities and intended dissemination.

B.
Publications

List by category in bibliographic form, articles, books, book chapters, manuals, book reviews, abstracts, etc.  Identify refereed publications. 

C.
Professional Meeting Participation

List papers and poster sessions presented, sessions chaired, etc.

D.
Grants

List grants by title, indicating to which agency submitted, amount of funding, purpose, outcome.  Indicate extent of involvement in development and implementation.

APPENDIX C

FACULTY EVALUATION
College of Health and Human Sciences

Name of Faculty Member_______________________________  Date_________________________

Rank_______________________________  Department/School______________________________

Rating by Department/School Personnel Committee (range: 1 through __ with __ being highest):

    I.  Professional Development and Service





__________

   II.  Teaching, Student Counseling and Student Development



__________

  III.  Scholarship, Writing and Research





__________

Overall evaluation of the individual on a scale of 1 through __, with __ being the highest rating.  

The number need not be an exact average of the figures assigned to the three criteria above:












__________

Recommendation of Department/School Personnel Committee:


Tenure be granted___________
Promotion recommended to____________________


Tenure be withheld__________
Termination recommended_____________________


State "Next year will be last"___________________________________________________







___________________________________________







Signature of Personnel Committee Chair

Statement by Department/School Chair:


I agree with the above evaluation and recommendations


_________________


I disagree with the evaluation or the recommendations 


for reasons specified on the reverse




_________________







___________________________________________







Signature of Department/School Chair
APPENDIX D

CHAIR ADMINISTRATIVE EVALUATION

College of Health and Human Sciences

Name of Chair________________________  Calendar Year of Review__________________________

Drawing on your experiences and observations of the past year, rate the Chair on each item, giving the highest scores for highly effective performance.  On the front of the scan sheet use Chair’s last name, current date, and leave the rest blank.  Mark your responses on the BACK of the scan sheet, leaving signature blank.  If you have no basis for judgment, LEAVE BLANK.  The space at the end of the form allows for comments. The department chair job description/responsibilities of chair of department (or school) is attached for your reference.  Please return evaluation in the enclosed envelope.



A (1) - Unsatisfactory



B (2) - Minimally satisfactory



C (3) - Satisfactory



D (4) - Highly satisfactory



E (5) - Outstanding



No basis for judgment (leave blank)

  1.  __________  Facilitates the development of school/department goals.

  2.  __________  Facilitates the development policies.

  3.  __________  Interacts effectively with faculty/staff.

  4.  __________  Works effectively with committees.

  5.  __________  Manages day-to-day business effectively.

  6.  __________  Respects importance of confidentiality.

  7.  __________  Promotes the selection of quality faculty/staff.

  8.  __________  Promotes the retention of quality faculty/staff.

  9.  __________  Fosters faculty/staff development.

10.  __________  Uses resources effectively.

11.  __________  Promotes sensitivity to diversity issues.

12.  __________  Demonstrates sensitivity to student issues

13.  __________  Applies policies equitably.

14.  __________  Seeks faculty/staff input.

15.  __________  Overall effectiveness as Chair.

Comments:

January, 2002

DEAN ADMINISTRATIVE EVALUATION

College of Health and Human Sciences

Name of Dean ______________________________ Calendar Year of Review _____________________

Drawing on your experiences and observations of the past year, rate the Dean on each item, giving the highest scores for highly effective performance.  On the FRONT of the scan sheet write the Dean’s last name and current date.  Mark your responses on the front of the scan sheet with a soft lead pencil.  If you have no basis for judgment, LEAVE BLANK.  The space at the end of this page allows for comments.  The “College Deans Responsibilities” from the NIU Academic Policies and Procedures Manual is attached for your reference.  Please return scan sheet and any comments in the enclosed pre-addressed envelope.



A – Outstanding (5)



B – Highly satisfactory (4)



C – Satisfactory (3)



D – Minimally satisfactory (2)



E – Unsatisfactory (1)



No basis for judgment (leave blank)

  1. _______ Promotes a unified vision for the college.

  2. _______ Articulates goals of the college.

  3. _______ Facilitates the implementation of goals.

  4. _______ Interacts effectively with faculty/staff.

  5. _______ Works effectively with committees.

  6. _______ Respects importance of confidentiality.

  7. _______ Promotes selection of quality faculty/staff.

  8. _______ Promotes retention of quality faculty/staff.

  9. _______ Fosters faculty/staff development.

10. _______ Allocates resources effectively.

11. _______ Promotes sensitivity to diversity issues.

12. _______ Demonstrates sensitivity to faculty/staff issues.

13. _______ Demonstrates sensitivity to student issues.

14. _______ Applies policies equitably.

15. _______ Seeks input in decision-making.

16. _______ Advocates effectively for the college.

17. _______ Overall effectiveness as Dean.

Comments:

October, 2002
APPENDIX E

Instructions for Preparation of Recommendation for Promotion/Tenure









Date______________________

Name_________________   Department_________________   Present Rank______________________

No. of years full-time college

No. of years

No. of years in

level teaching prior to NIU_______
at NIU________
present rank at NIU_______

Recommended for:  Tenure_______
Promotion_____
Effective Date____________
Educational Background:  Give institutions of higher education attended, dates of attendance, and degrees earned.

Professional Experience:  List institutions, rank or title, and dates of appointment concerning all professional positions, in chronological order.

Justification for Promotion or Tenure:

 I.
Information to be supplied by the candidate.


A.
Publications and other professional contributions (give full bibliographic information).




Papers read at professional meetings




Articles -- identify refereed articles




Reviews




Books -- indicate in each case whether authored or edited




Exhibits




Performances




Other


B.
Professionally oriented public service activities.

C.
Direction of theses and dissertations or equivalents (give name of student, title of work, and degree sought).


D.
Other professionally significant achievements (offices in professional societies, service activities, consultantships, etc.).


E.
Grants, fellowships, and leaves of absence.


F.
University service in addition to regular teaching assignments during lasts three years (committee assignments and chairmanships, workshops, special assignments, etc.


G.
Teaching obligations, courses taught each semester during the last three years, average teaching load, extension teaching, and advising.

II.
To be completed by the department chair in consultation with the personnel committee.

A.
Assessment of teaching effectiveness and of efforts at improvement the faculty member has reported.

B.
Summary evaluation of overall effectiveness as teacher, scholar, and professional colleague.
APPENDIX F

Northern Illinois University

REQUEST FOR SABBATICAL LEAVE

(See Article 8 of the Constitution and Bylaws)

Name_____________________________________________________   Employee ID_______________

Department_________________________________________________  Rank_____________________

Leave requested: Semester(s) or Dates_____________________________________________________

Length of Leave:

   Full pay (4½ months)    □

Half pay (9 months)    □

Years service at NIU (include current year)___________________ Tenured:  □ Yes    □ No    (See NOTE)

Previous leaves (dates)_______________________________________ With or without salary_________
1.  Brief, nontechnical statement of proposed activity (see reverse side for guidelines):

(If additional space is required, please attach sheets.)















                                                                        __________________________________________










Applicant’s Signature









         Date

Priority Ranking
Approval:   **Department Chair_____________________________     _____________   ______________

                     (Or Chairperson of Personnel Committee


         in the case of a Chair’s application)

                 **Dean or Division Head__________________________     _____________   _____________

                    Executive Vice President & Provost_______________      _____________   ______________

**If not approved for financial reasons, attach explanatory note and forward.

***********************************************************************************************************************************
NOTE:
"Time spent on a leave of absence or sabbatical leave shall not be counted toward the probationary period of service unless the university and the faculty member agree at the time the leave is granted that the purpose of the leave is such that it should count in the probationary period.  Ordinarily, a leave of absence to pursue political activity will not count toward the fulfillment of the probationary period of service."  (Board Regulations II.A.12.g.)  The agreement as to whether the leave shall count is to be approved by the dean of the college and the faculty member concerned and a written record of the agreement filed with the dean of the college and the Provost’s Office.

The description of the leave request should include the following information as applicable.

Type of activity:

   A.
Travel and Research – The who, what, where, and when aspects of the travel and research proposed.

   B.
Research or other  Creative Activity – A nontechnical statement of what, where, when and with whom research will be conducted.

   C.
Writing – A nontechnical statement outlining the details of the proposed manuscript.

   D.
Formal Study – Include details such as institutional, programs, and specific courses.

   E.
Informal Study – A nontechnical statement of the proposal (it must be more specific than for a formal study program).

   F.
Consultantships – A nontechnical statement of what, where, when, and with whom the nonsalaried consultantship will be conducted.

   G.
Other–A nontechnical statement of the nature, purpose, and benefits of the planned activity sufficiently detailed to support the value to the applicant, department, college and NIU.

   ***************************************************************************************************************************************************************************
If your application is for a sabbatical (or any other) paid leave, please respond to the following items on separate paper and attach response to this form along with an updated copy of your resume.  Your proposal must be adequate to justify to campus and state committees, boards, and staff, the expenditure of state money to support the work proposed.

   II.
Please describe, as appropriate, the nature of your project, the research methodology or creative techniques to be employed, the data to be used, the relationship of the work to the literature or creative work in the field, and projected results in terms of the disciplinary significance of the potential outcomes.  (This statement should be developed in a form consistent with applications for external support in the field and review by external peers.  Applicants are requested to limit the narrative to no more than two pages of single‑spaced type.)

   III.
Please indicate the relationship between your proposed program and your own previous and ongoing professional work.  Identify briefly, all relevant grants and grant proposals, research, publications, and creative professional activities during the past six years.

   IV.
Please indicate the benefits of the proposed leave to you, the unit(s) where you are employed and the university.  (Cite specific results anticipated: additional expertise in the field, published research, curriculum development, etc.)

   V.
If proposed program includes and/or requires resources or facilities outside of NIU (laboratories or libraries at other institutions, acceptance as a student at another institution, funding by outside agencies, special travel privileges, etc.), please specify the advance preparations you have made in order to secure these outside resources/facilities.

   VI.
Please indicate the alternative means you will use to complete your proposed program if outside resources/facilities are not available for your use.

   VII.
If you have previously had a sabbatical from NIU, indicate the results of that sabbatical and attach a copy of the written report.

*****************************************************************************************************************************************************************************

PROVISIONS OF THE SABBATICAL POLICY ARE:

1.
Sabbatical leaves shall ordinarily be limited to tenured faculty members and non‑temporary supportive professional staff members.

2.
Sabbatical leaves shall be granted only in connection with proposed or ongoing programs that promise to enhance the professional competence and improve the professional standing of the faculty member.

3.
Sabbatical leaves shall not be granted to a faculty member in order: (a) to revise books designed primarily for use as texts; (b) to retain or develop competencies primarily for a different professional position; (c) primarily to visit various locations of general, professional, or academic interest; (d) to perform full‑time duties at another institution similar to the duties presently performed at NIU; (e) to complete a doctoral or other terminal degree; (f) to carry out formal study at NIU.  Sabbatical leaves for a semester at full pay shall not be granted to a faculty member if, during the leave, the faculty member is to undertake full‑ or part‑time employment that is not an integral part of the scholarly purpose of the leave.

4.
Within 60 days following resumption of regular duties at the university, the faculty member shall submit a written report to the department or division chair, to the dean or director, and to the executive vice president and provost, describing the personal scholarly activities during the sabbatical leave. The report shall become a part of the faculty member’s service record for the purpose of merit evaluation as described in section 6.251 of the Bylaws, and as a basis for evaluation of subsequent leave requests.  An individual granted a sabbatical leave assumes a professional obligation to return to NIU for a period of at least one year subsequent to the leave.  Each report must include a brief statement of the scholarly purpose for which the leave was granted.

5.
Sabbatical leaves shall be for one semester at full pay, or one academic year at half pay or for equivalent time as agreed among the faculty member, the employing unit(s), and the relevant vice president.  Persons on 12‑month appointments are also eligible for two consecutive summer sessions at full pay.

6.
Each sabbatical leave application and project shall be considered anew each year.

7.
A first sabbatical leave shall be granted only to a faculty member who will have completed five years of full‑time service at NIU by the time the leave begins.  Full‑time service on a temporary appointment shall count toward a sabbatical leave.  Periods of time on leaves of absence without pay shall count toward a sabbatical leave provided the University Council Personnel Committee judges the activity associated with that leave without pay to be comparable in professional significance to service as a member of the faculty.
8.
To be eligible for a subsequent sabbatical leave, a faculty member must have completed six years (i.e. 72 months) since the end of his or her most recent sabbatical leave.
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