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Record of Substantive Revisions and Amendments to these Bylaws

Adopted May 26, 1978. Amended by a majority of the faculty January 28, 1986, Fall 1990,
September 6, 1991, October 15, 1996, October 25, 2005, August 25, 2006, March 12,
2007, September 6, 2007, November 13, 2007, March 3, 2009, October 21, 2010,
January 15, 2013, January 27, 2020, April 27, 2022, January 13, 2026.

Renewal Provision

A. School Bylaws must undergo a review and approval process every five years and
must be voted on by unit faculty. If a review and approval process is not
completed, the bylaws remain in effect until a review and approval process is
completed. School Bylaws must also have the support of the Dean of COSSPP.

B. In order to be adopted, any subsequent version of these bylaws must receive a two-
thirds positive vote of faculty members in attendance, assuming a quorum. Voting
shall be done by secret ballot as discussed in section one.

C. Review of Bylaws. Review of these bylaws shall take place every five years.
However, either a voting faculty member, or the School Director, can request that
a review occur anytime when an event occurs (or will occur) that would seem to
indicate that a review is necessary.



These are the bylaws for the Askew School of Public Administration and Policy in the
College of Social Sciences and Public Policy at Florida State University. These bylaws
were last approved on January 13, 2026 by a majority of the applicable voting members
of the Askew School and on [fill in date] by the College and the Office of Faculty
Development and Advancement.

I. Bylaws

A.  Adherence with Other Governing Documents. At all times, School policy
shall adhere to and be consistent with all university policies found in the FSU Constitution,
the BOT-UFF Collective Bargaining Agreement (if applicable to the college), the Faculty
Handbook, and the Annual Memorandum on the Promotion and Tenure Process issued by the
Office of Faculty Development and Advancement.

B.  Bylaws Revision. Any three voting members of the School or the director may
propose an amendment to the bylaws. A proposed amendment must be made available to the
faculty one week prior to a School faculty meeting. The proposed amendment shall be
posted in the School’s online repository and available for comment by all voting members
between proposal and vote. In order to be adopted, an amendment must receive two-thirds
positive vote of faculty members in attendance assuming a quorum. A quorum would be
reached if more than two-thirds of voting faculty members are present at the meeting in
person or via telecommunications. In the absence of a quorum, no decision would be made
regarding the issue in question. Voting shall be done by secret ballot.

C.  Substantive Change Statement. Faculty and staff members are expected to be
familiar with and follow the Florida State University Substantive Change Policy as found on
the university web site https://sacs.fsu.edu/substantive-change-policy/

Il. Membership and Voting Rights

A. Faculty Membership. The faculty of the School of Public Administration and
Policy shall consist of full-time appointments at the rank of Teaching Faculty I, 11, or III,
Assistant In, Associate In, Research Associate, Assistant Professor, Associate Professor,
Professor. Affiliate Faculty status may be offered by the School to faculty members in other
departments who have a continuing interest in Public Administration. Such Affiliate Faculty may
participate in Public Administration functions and are expected to assist in the development of
the Public Administration Program.

B. School Membership. In addition to the faculty defined in II.A above, the
following are members of the Askew School: adjunct and visiting faculty, post-doctoral
researchers, School staff, and graduate students. The Askew School graduate student body
consists of all currently enrolled Askew School graduate students.

C. Faculty Voting Rights. Voting membership in the Askew School of Public
Administration and Policy shall include all faculty members in tenured or tenure-earning
positions, and specialty faculty including persons holding joint appointments in other schools
and institutes. Individuals holding other types of appointments shall be non-voting members of
the school. We use the term “nucleus faculty” to cover full-time tenure track and specialized
faculty who are teaching in the Askew School’s MPA and doctoral degree programs. Adjunct
and visiting faculty members are encouraged to attend faculty meetings but are ineligible to vote.


https://sacs.fsu.edu/substantive-change-policy/

Unless otherwise stated, all votes are approved by a two-thirds positive vote by attending faculty
assuming a quorum is present. The faculty shall have ultimate jurisdiction over all school policy
subject to College and University policy and the regulations and statutes of the Board of Regents
and the State of Florida.

D. Non-faculty Voting Rights. Those individuals defined as members of the Askew
School in II.B. do not have voting rights.

lll.  School Organization and Governance

In accordance with the State of Florida’s Sunshine Law and Public Records Law, the Director shall
maintain an online forum that provides faculty with access to all unit records. Except for records
that are confidential or exempt under state law or university policies, the Director shall not keep
unit records confidential from faculty, and all such records shall be available on the SharePoint
site. These records include policies and bylaws, school budgets, formal plans, meeting agendas
and minutes with associated exhibits, and task force or committee materials such as membership
lists, agendas, minutes, and exhibits. The online forum shall be organized and maintained in a
manner that is accessible, well organized, and easy for all faculty to navigate.

The Askew School prioritizes shared and collaborative faculty governance to ensure effectiveness,
equity, and satisfaction among all stakeholders of the School community. The formal rules
described herein outline how decisions should be made among the appropriate parties. Informal
decision-making by organizational actors can lead to inequitable outcomes, dissatisfaction, and
exit!. Individual and informal decision-making by Askew School leaders on critical issues facing
the school (including personnel, curriculum, financial, or other School policies) without broader
voting member involvement is grounds for a vote of no-confidence.

A. Faculty Meetings. Faculty meetings shall be held at least once each semester
during the regular 9-month academic year. In the fall term, the first faculty meeting must be
held within two weeks of the start of the semester. A notice of the meeting, an agenda, and an
online forum to allow faculty comments shall be submitted by the Director one week in
advance of the meeting. A graduate student representative of the Public Administration
Graduate Association is invited to attend and participate in the faculty meetings. All voting
members are expected to attend and participate in unit meetings.

i.  The faculty should meet in formal meetings monthly during the nine-
month academic year. A call for agenda items shall be made at least five
working days prior to the meeting. The agenda, reports, and other relevant
materials shall then be distributed at least two days in advance of the
meeting.

ii.  The agenda is determined by the Director, who shall consult the School
faculty and Committees. The Director will consider old and new School
business, those items proposed by faculty members, and those materials
presented from outside the School. New business, and items not

! Smith-Doerr, L., Mickey, E. & Kane-Lee, E. (2023). Deciding Together as Faculty: Narratives of Unanticipated
Consequences in Gendered and Racialized Departmental Service, Promotion, and Voting. Journal of Organizational
Sociology, 1(2), 171-198. https://doi.org/10.1515/j0s0-2023-0004
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designated as action items on the agenda, shall not be voted on at the
meeting at which they are initially raised, unless approved through
unanimous consent of the faculty in attendance.

iii.  Additional meetings may be called by the Chair, or by written request of at
least 3 voting members of the Department.

iv.  The Director presides at the Department meetings; in the Director’s
absence, another faculty member designated by the Director may preside
in the Director’s absence.

v.  Two-thirds of voting members shall constitute a quorum. The Director
shall verify the quorum at the beginning of the meeting. Any faculty
member who is on leave, or who is in their final year of appointment, is
excused from School meetings and is not counted in the total required for
a quorum unless present. Two-thirds majority will carry in all voting
matters, unless otherwise stipulated herein, though an attempt to build
consensus is required prior to voting.

vi.  Secret ballots shall be used if requested by any voting member.

vii.  Meetings are conducted in accordance with professional standards of
behavior. At the beginning of each meeting, a faculty member or staff will
be identified to take meeting minutes.

viii.  Faculty-Called Meeting Procedures. Askew faculty shall be entitled to
call a special meeting with a specific agenda upon the request of three of
the voting faculty. The special faculty meeting should occur within ten
business days of the presented request. The faculty members calling the
special meeting shall distribute the agenda and allow for comment on
agenda items via the School’s online forum five business days prior to the
meeting.

ix.  Meeting Records: Minutes must be circulated to faculty and staff within
ten business days following the meeting. Minutes must be offered for
approval at the next meeting. Agendas and approved minutes must be
posted in the School’s online forum in a manner accessible and easily
navigable by all faculty and staff.

B. School Director Selection. When the role of School Director becomes vacant or
will become vacant in the next academic year, the current Director (if still in office) or Dean will
notify all eligible faculty of position availability. All those who qualify and are interested in
performing the role will notify the current Director or Dean of their intent. The candidates will
present their vision for the role to the faculty for a vote, which will form the basis for a
recommendation to the Dean. The Faculty will provide consultation to the Dean regarding
appointment, or reappointment, to this administrative role.

C. Department Leadership and Committees. The School’s Leadership team
includes the School Director, M.P.A. Program Director(s), and Ph.D. Program Director. The
School shall have six permanent committees: the Policy Committee, the Promotion and
Tenure Committee; the Personnel Committee, the Ph.D. Committee, the MPA Committee,
and the Advisory Committee.



i.  The School Director. The fixed term of the Director, normally three (3)
years, is set by the Dean of the COSSPP; the Director may be reappointed
by the Dean for a second three-year term.

a. Formal annual reviews of the Director’s performance shall be
administered according to policies established by the Office of the
Dean. Within the school, the personnel committee is tasked with
conducting an annual review of the Director drawing on input from
the entire faculty, and sharing this review with the Dean, Director,
and faculty.

b. Procedure for Removing a Director from Office. The
Department may recommend to the Dean that a Director be
removed from office. Such an action must be taken according to
the following procedure: At the request of three or more
faculty members a faculty meeting will be held to consider a
petition for removal. The petition for removal shall be uploaded to
the School’s online forum to allow for voting member comment at
least ten business days prior to the faculty meeting to discuss the
petition. After discussion, there will be a secret ballot on whether
the Director maintains the confidence of the faculty to continue as
Director. The results of this vote shall be announced to the Askew
School faculty at the meeting and submitted to the Dean. A motion
for removal is advisory to the Dean. Following a vote of no-
confidence, a Director continuing in the role must submit a
performance improvement plan for approval by the faculty at the
next meeting.

¢. Duties of the Director include, but are not limited to, the
following:

* The Director performs as the chief administrator of the School.
As such, the Director will oversee the appointment process that
identifies the members of and charges the standing and ad-hoc
Department Committees;

* The Director announces, prepares the agenda and presides over
School meetings; evaluates all faculty and staff in accordance
with university procedures; and serves as ex-officio, non-
voting member of all Department Standing Committees;

* The Director assigns faculty duties during the contract period
(after consultation with each faculty member), ensuring that the
FTE of faculty are fairly administered (Please see Appendix A:
Faculty Assignment and Post Tenure Review);

* The Director, in coordination with the MPA and PhD
Directors, handles complaints from students, handles
complaints from faculty, and investigates complaints or
concerns brought forward by university offices;

* The Director implements School policies approved by the
School faculty;



» The Director is the chief financial officer of the School,
supervising all receipts and expenditures of funds. In
conjunction with the appropriate committees, the Director is
accountable for all aspects of the academic program, such as
degree requirements, curricular offerings, catalog
announcements, class scheduling in consultation with the MPA
and PhD Program Directors, faculty teaching assignments, and
ensuring all part-time faculty/adjuncts are properly oriented
and trained;

* The Director shall provide a State of the Askew School report
at a faculty meeting held within two weeks of the start of the
fall term. This report shall include information on current
Askew School rankings by credible external ranking sources
and all resources available to the School for the coming year
including funding available from state sources (E&G funds,
carryforward, fee waiver and OPS allocations, and other related
funds), Department SRAD allocations, and Foundation
accounts (available balances and projected releases during the
academic year). The State of the Askew School report shall
also include information about filled and vacant positions
allocated to the School, searches authorized by the Dean,
recent faculty promotions, and faculty going up for promotion
consideration during the year. The State of the Askew School
report shall also include the Director's recommendations for
strategic and budget priorities to be pursued during the year.
The faculty meeting shall include an agenda item for
discussion of the strategic and budget priorities, faculty
motions for amendments to the strategic and budget priorities,
and a faculty vote for approval of the priorities;

* The Director represents the School to College and University
officers, acts as the spokesperson for the School, and represents
the School's best interests to the public; and,

* The Director will be responsible for other duties assigned by
the University.

ii.  Program Directors

a. Selection of Program Directors. The Director will select
individuals to serve in these administrative roles after consulting with
the School faculty. When one of these administrative roles becomes
vacant or will become vacant in the next academic year, the Director
will notify all eligible faculty of position availability. Eligible faculty
include tenure track faculty at associate and above or teaching faculty
at teaching faculty 2 or above. All those who qualify and are interested
in performing the role will notify the Director of their intent. The
candidates will present their vision for the role to the faculty for a vote,
which will form the basis for a recommendation to the Director.



il

b. Term. Those serving in these administrative roles serve for a
term of three years, unless a shorter time period is needed to fill the
position

c. The MPA and PhD Program Directors are directly
responsible and accountable for the following activities:

- Managing the operations of the program including all admissio
ns, program assessment, curriculum (including certificate
programs for the MPA), and programmatic concerns;

- Primary contact for advising students;

- Ensuring quality through such activities as accreditation, certifi
cation, institutional effectiveness, and program review;

- Mentoring adjunct instructors;

- Serving as one initial point of contact for the Program; and,

- Mediating in any student, or instructor, issues that may arise.

« Persons serving as MPA and PhD Directors shall receive either
a course release in the fall or spring term and a summer salary
supplement, or a course release in both the fall and spring
terms.

School Committees. The School shall have six permanent committees:
the Advisory Committee, the Policy Committee, the Promotion and
Tenure Committee; the Personnel Committee, the Ph.D. Committee, and
the MPA Committee.

Faculty members serving in committees are expected to attend committee
meetings, unless there is a scheduling conflict that precludes attendance,
in which case the faculty member may ask another member to attend and
vote in their place, if permitted by the Committee’s governing rules. If a
potential conflict arises, then that person must notify other Committee
members of the potential conflict and recuse themselves from voting on
that topic.

Before the first faculty meeting of the academic year, in consultation with
the chairs of the standing committees, the Director shall nominate
committee members.

Nominations should reflect an equitable distribution of committee
assignments based on rank and other individual service obligations to the
college, university, or discipline. Potential candidates must affirmatively
accept the nomination and shall not be penalized for declining any
nomination. The nominees shall be subject to a vote of the faculty, which
may approve, reject, or amend the membership of each committee.
Approval is subject to a two-thirds vote of the faculty, assuming a quorum.
This vote shall be held at a faculty meeting within two weeks of the start
of the fall term. The Director may also establish ad hoc committees as
necessary.



Committee chairs shall be responsible for the committee's actions, which
shall be presented to the Director at the end of each semester; and meeting
minutes will be produced and posted. Committee meetings will follow
general school meeting procedures outlined above.

a. Advisory Committee. The School will establish an Advisory
Committee of alumni and community partners including persons
representing local and state governments, nonprofit organizations,
and private sector entities. All faculty members may nominate
individuals to be members of the advisory council, and its
membership shall be approved each fall by vote of the faculty.
The Advisory Council will meet at least once a year and members
may participate in person or electronically. The School leadership
will coordinate meetings of the Advisory Committee and provide
its members with an agenda and briefing materials prior to
meetings. The Advisory Committee shall be asked to provide
recommendations related to the School’s curriculum, strategic
priorities, and general activities

b. Policy Committee. The Policy Committee will consist of five
members: one graduate student member, three tenure track faculty
members (one from each rank), and one specialized faculty
member. The graduate student shall be elected by the Public
Administration Graduate Association to represent the students at
the general faculty meetings. The student shall have voting
privileges except on matters pertaining to faculty evaluation,
promotion, hiring and tenure. and one graduate student. The
committee shall elect a chair from their membership. The School
Director, MPA Director(s), and the Ph.D. Director shall be ex-
officio members of the Policy Committee. The graduate student
shall be elected by the Public Administration Graduate Association
by secret ballot to represent the students at the general faculty
meetings. The student shall have voting privileges except on
matters pertaining to faculty evaluation, promotion, hiring and
tenure.

Members shall be selected in two-year terms. An individual cannot
serve two-consecutive terms on the Policy Committee. Only
individuals on full-time appointments will be considered for
membership on the Policy Committee. Persons on visiting
appointments are not eligible. Persons on full or half-year leave
will also not be eligible. The School’s administrative specialist will
record and prepare the minutes and serve as an ex-officio member.

The Policy Committee will meet monthly during the fall and spring
terms to advise the Director concerning School policies and
procedures, bylaws and governance, and the allocation and
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commitment of School resources. The Committee will also assist
with the development of School plans. Minutes of the Policy
Committee meeting will be circulated to all faculty members
within two weeks of the meeting and will be retained on file within
the School’s Sharepoint.

The Personnel Committee. The Personnel Committee will consist
of four members including at least one Full Professor, one
Associate Professor, one Assistant Professor, one Teaching Faculty
IIT member, and one alternate elected by voting faculty for two-
year terms. The committee will be limited to those not serving on
the Policy Committee except in cases where there is only one
eligible faculty member in a given rank.

The Committee shall conduct the annual faculty evaluation in
conformance with the standards specified in the Askew School’s
“Statement of Performance Appraisal, Merit Pay Determination,
and Promotion and Tenure Criteria.” As part of the annual
performance evaluation, an Annual Progress Towards Promotion
and/or Tenure letter is required for all faculty who have not yet
achieved the highest rank. The Promotion and Tenure Committee
shall provide this letter to the Personnel Committee. The Personnel
Committee shall meet when all members can be present.

The Personnel Committee will annually render an opinion on the
Director’s performance to provide advice to the Dean. As part of
its assessment, the Personnel Committee shall solicit input from all
faculty members regarding the Director’s performance, including
the areas of School management, communication, strategic
leadership, and problem solving. This assessment shall be shared
with the Dean, Director, and faculty.

The Personnel Committee shall, with input from the MPA Committee,
additionally review the performance of all adjunct instructors,
including an examination of their course syllabi and student teaching
evaluations, and make a recommendation to the Director regarding
whether each adjunct should be retained in that role in the coming
academic year and make a recommendation to the Director regarding
whether each adjunct should be retained in that role in the coming
academic year.

Promotion and Tenure Committee. The Promotion and Tenure
committee addresses all matters related to promotion and tenure for
Askew School faculty. As part of the annual evaluation process, the
Committee shall develop a Progress Towards Promotion and/or
Tenure letter for all faculty who have not yet achieved the highest
rank. Each Spring, the Committee shall also review all faculty

below the rank of tenured full professors and provide an assessment



on whether the candidates meet the criteria for tenure and/or
promotion. The Committee shall provide these progress and
assessment letters to the Personnel Committee for incorporation
into its evaluation report for each faculty member

The Promotion and Tenure Committee will vote in the fall on the
tenure and promotion binders put forward. Tenure Binders are
required to be shared with the Promotion and Tenure Committee in
the Promotion and Tenure section of the myFSU portal at least two
weeks prior to a scheduled vote.

Additionally, each fall, the committee will discuss and put forward
potential candidates for the next promotion and tenure cycle. The
committee will provide a summary of the discussion to the
candidate(s) and School Director.

When considering matters related to tenure track faculty, the
Promotion and Tenure Committee is comprised of tenured and
tenure-track Associate Professors and Full Professors. For ballots
involving tenure track faculty, only tenured Associate Professors
and Full Professors may vote. When considering matters related to
specialized faculty, the Promotion and Tenure Committee will also
incorporate all specialized faculty. For ballot involving specialized
faculty, only senior specialized faculty (at the rank of
Teaching/Research Faculty II and higher) and one tenured faculty
elected by the personnel committee may vote. Committee meetings
to discuss and vote on promotion and/or tenure recommendations
are closed to persons ineligible to vote

Ph.D. Committee. The Ph.D. Committee shall consist of the Ph.D.
Director, who will serve as chairperson, and three faculty
members, nominated by the Director and subject to a vote of
approval by the voting faculty for overlapping two-year terms, plus
one student, elected annually by the Public Administration
Graduate Association in a secret ballot. The Ph.D. Committee will
propose Ph.D. policy; review and develop curriculum; advise the
Ph.D. Director; vote on selecting students for admissions, financial
aid, and similar matters; and function as an appeals body for
students on the various degree requirements.

MPA Committee. The MPA Committee shall consist of the MPA
Director(s), who will serve as chairperson(s), and at least three
faculty members, nominated by the Director and subject to a vote
of approval by the voting faculty for overlapping two-year terms,
plus one student elected annually by the Public Administration
Graduate Association in a secret ballot. The MPA Committee will
propose MPA program policies; review and develop curriculum,;
advise the MPA Director(s); vote on selecting students for

11



D. Faculty Senators. The voting faculty will elect the School’s faculty senator at such

financial awards, and other purposes; and function as an appeals
body for students on the various degree requirements. The MPA
Committee will also provide oversight of the School’s
undergraduate courses, including proposing undergraduate
curriculum policy; monitoring student performance in the various
courses; maintaining liaison with joint degree programs and other
campus units; selecting students into the combined pathways
program.

The MPA Committee will develop and maintain a 2-year course
schedule for MPA courses to enable both faculty and students to
plan their teaching and studies. The course schedule will provide
annual access to all courses needed for students to complete degree
and graduate certificate requirements. Each fall, faculty will be
asked to identify courses that they would like to teach in the next
academic year, including new courses. The MPA Committee shall
advise the Director on faculty teaching assignments consistent with
faculty preferences to the extent practicable. When practicable,
faculty preparing multiple new courses to add to the School’s
curriculum will be given course release.

Search Committees. Search Committees will be appointed when
needed for faculty and Administrative and Professional (A&P)
searches. See Section III.E for more details on the faculty
recruitment process.

times as specified by the constitution of the Faculty Senate. The Senator is
responsible for attending Faculty Senate meetings and keeping the School apprised of
developments affecting the School or its members.
E. Faculty Recruitment: With the understanding that each faculty search is unique, the
following search protocol, which designates at least three opportunities for the full

faculty to weigh in on a search, is to be followed whenever possible:

i.

il

Search Planning and Committee Formation. For each faculty hiring

opportunity, the Director is responsible for calling a general faculty

meeting to discuss hiring goals, narrow down the focus of the search,
nominate members of a search committee, determine voting procedures
for each step of the search. This search committee, once approved by a
vote of faculty, will develop a job advertisement, which they will circulate

among the full faculty for further feedback and revision. Once an

advertisement is finalized, the search committee chair will work with the
Director and appropriate staff to place the advertisement as well as solicit

applications as needed.

Selection of Candidates. The search committee will be responsible for

adjudicating applications, compiling a short list of candidates, and
conducting preliminary phone/online interviews. Following those
preliminary interviews, the chair of the search committee will call a

meeting with the full faculty to report their findings. The selection of

12
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candidates to be interviewed on-site will then be made through a vote of
all voting faculty, and the chair of the search committee will work with the
Director and appropriate staff to organize the on-site visits.

iii.  Final Determination of Hiring Recommendation. All faculty in the
department are welcome to examine candidate files, attend search
committee meetings, observe preliminary phone/online interviews, and
share their feedback with the search committee throughout the process
leading up to on-site interviews. All faculty and graduate students will be
given the opportunity to provide written feedback on candidates who
participate in on-site interviews and the chair of the search committee will
hold at least one full faculty meeting to discuss the on-site visits. All
voting members in the department are eligible to participate in a final vote
for job candidates.

F. Unit Reorganization. All tenured, tenure-earning, and specialized faculty will discuss
School Reorganization when necessary.

G. Administrative & Professional Recruitment: The School Director, Program
Directors, and the Graduate Student representative to the Policy Committee will serve
as the search committee for any A&P recruitment efforts. The committee will work
with college and university staff to follow regular university procedures, recruit
applicants, interview candidates, and make hiring recommendations.

V. Curriculum
A. The M.P.A. Committee and the Ph.D. Committee serve as the School’s Curriculum
Committee, as discussed in II1.C.

V. Annual Evaluation of Faculty on Performance and Merit

A. Peer Involvement in Evaluation of Promotion and Tenure of Faculty. Each
faculty member’s performance will be evaluated relative to his or her assigned duties.
Each faculty member’s performance will be rated annually using the following
university rating scale:

Exceeds Expectations

Meets Expectations

Official Concern

Does Not Meet Expectations

Faculty evaluations have several purposes: assessing performance in areas of assigned
activity; communicating that assessment in specific and constructive ways to the faculty
member; aiding the faculty member in improving that performance; and developing a
performance improvement plan in some cases.
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The Assignment of Responsibilities forms the basis of all faculty evaluations. Faculty
members may appeal their evaluations to the Vice President for Faculty Development and
Advancement and in some cases, to the Provost.

Every spring semester, all faculty members will provide information required to create a
Faculty Performance Report covering the preceding calendar year. Evidence relating to
performance should reflect the faculty member’s AOR and shall include teaching,
scholarship, and service if part of the faculty member’s assigned duties, as well as other
performance information the faculty member deems important. All faculty members
(except for those on personal leave during the period) must be evaluated each spring
semester.

This report is provided to the Personnel Committee and the Promotion and Tenure
Committee. The Personnel Committee is advisory to the Director and is responsible for
reviewing faculty performance and making annual evaluation and merit pay
recommendations, as well as recommendations regarding increased teaching assignments,
using criteria specified in the appended “Criteria and Procedures for Annual Evaluations,
Merit Pay Increase Recommendations and Teaching Assignment Recommendations”
document (See Appendix C). The Promotion and Tenure Committee shall provide the
required letter on progress toward promotion and tenure to the Personnel Committee.

Annual performance evaluations should be scheduled when all members can be present.
A quorum consists of two-thirds of the members.

The Committee will annually solicit faculty views on the Director’s performance to
provide advice to the Dean.

B. Criteria for Evaluation of Tenure-track Faculty. See the “Criteria and
Procedures for Annual Evaluations, Merit Pay Increase Recommendations and
Teaching Assignment Recommendations” document in Appendix C.

C. Criteria for Evaluation of Specialized Faculty. See the “Criteria and Procedures for
Annual Evaluations, Merit Pay Increase Recommendations and Teaching Assignment
Recommendations” document in Appendix C.

VI. Promotion and Tenure
Departmental recommendations for promotion and tenure follow University-wide policies
detailed in the Collective Bargaining Agreement (CBA) and the Faculty Handbook (FH).

A. Progress Toward Promotion Letter. Each year, every faculty member who is not
yet at the highest rank for their position will receive a letter that outlines progress
toward promotion and/or tenure. This letter will be provided by the Promotion and
Tenure Committee to the Personnel Committee during the Annual Evaluation
process.

B. Third Year Review for Tenure Track Faculty: For faculty members in tenure-
earning positions (and not yet tenured), in-depth reviews of progress toward
promotion and tenure are conducted by the Promotion and Tenure Committee in



VII.

the faculty member’s third year of tenure-earning service (include tenure-earning
service credit given at the time of hire from prior tenure-earning service at another
institution). As a complementary procedure to the annual evaluation process, this
review is intended to help determine whether a faculty member is making the
appropriate progress towards meeting the department/school/college and
University tenure criteria and to assess the probability of the candidate attaining
tenure by the seventh year of tenure-earning service. The required narrative from
the Promotion and Tenure committee that summarizes the review should be
communicated in writing to the dean and should replace the progress toward
promotion and/or tenure letter for that year.

. Peer Involvement in Evaluation of Promotion and Tenure of Faculty. Formal

recommendations for promotion and/or tenure are made by the Promotion and
Tenure Committee. The committee will meet during the Spring semester to provide
the Director feedback to be given to each faculty member eligible for promotion or
tenure in the next academic year. The Promotion and Tenure Committee will vote
in the fall on the tenure and/or promotion binders put forward. The Promotion and
Tenure Committee is comprised of all tenured and tenure-track Associate
Professors and Full Professors. For ballots involving tenure-track faculty, only
tenured Associate Professors and Full Professors vote. Committee meetings to
discuss promotion and/or tenure recommendations are closed to persons ineligible
to vote, including committee members when their own progress is being discussed.
If and when named or endowed chair positions become vacant, the Promotion and
Tenure Committee will hold an ad hoc meeting to recommend the best replacement
for the position to the COSSPP Dean.

For specialized faculty promotions, the Specialized Faculty Promotion Committee
consists of one tenured faculty member who is elected by the personnel committee
together with Specialized Faculty member at the level of Teaching Faculty II and
above. If possible, the Specialized Faculty member(s) should hold a higher rank
than those under consideration for promotion. The committee reviews binders of
prospective candidates, recommends action on the nomination of each candidate by
secret vote, and prepares a report of the committee’s recommendations.

D. Criteria for Promotion and Tenure of Tenure-track Faculty: See Appendix D.
E. Criteria for Promotion of Specialized Faculty. See Appendix E.

Appendices:
For additional details on Faculty Assignments and Post Tenure Review, see Appendix A.

For additional details on Annual Evaluation Guidelines and Process and Merit Salary
Procedures for Full-Time Faculty, see Appendix B.

For additional details on Promotion and Tenure Criteria for Tenure-track Faculty, see
Appendix D.
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For additional details on Performance Appraisal and Merit Pay Determination for Faculty
Members, see Appendix C.
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For additional details on Criteria for Evaluation of Specialized Faculty, see Appendix E.
For additional details on Graduate Faculty Teaching Status, see Appendix F.
For additional details on Faculty Student Relationships, see Appendix G.

For additional details on Faculty travel, start-up packages, and reporting of available
funds, see Appendix H.
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Appendix A. Faculty Assignments and Post Tenure Review
(Adopted January 13, 2026)

In accordance with Board of Governors Regulation 10.003, Post-Tenure Faculty Review,
School Faculty will undergo Post-Tenure Review (PTR) five calendar years after earning
tenure and every five years thereafter. FSU’s Office of Faculty Development and
Advancement will notify faculty that must complete the PTR process each year.

PTR candidates must comply with all University rules and regulations which require the

following materials:

e PTR report in the Faculty Expertise and Advancement System (FEAS+)

e A one-page summary of major accomplishments during the five-year evaluation period.

e Additional evidence of performance
The School’s Promotion and Tenure Committee will review each PTR’s candidate’s materials
and discuss their performance during the evaluation period. Performance assessment will rely
heavily on each of the five annual evaluations during the assessment period. The committee
will summarize and assess the performance during the assessment period in collaboration with
the Director. The Director then summarizes the record and speaks to the performance of the
faculty member in all areas of assignment and speaks to any substantiate disciplinary findings
in a formal letter to the Dean of COSSPP.

e The Chair/Director does not assign a rating.

e Each PTR candidate will have the opportunity to review materials at department and

college level and provide a written response at each level.
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Appendix B. Annual Evaluation Guidelines and Process and
Merit Salary Procedures for Full-Time Faculty
(Adopted January 13, 2026)

A. General Principles for Annual Evaluation

Peer review is recognized as the foundation of all faculty evaluation procedure. The School
believes that merit criteria, as outlined below, should be used in personnel actions including
promotion tenure, retention, and salary decisions. The evaluation process should be based upon an
annual review cycle within which each member communicates his accomplishments, negotiates
assignments of duties for the coming year and receives written communication from the Director
of the School and from the Personnel Committee on progress.

B. Evaluation Criteria

Criteria for the evaluation of tenure track and specialized faculty are outlined in the Collective
Bargaining Agreement (CBA) between the university’s governing authority and the United Faculty
of Florida, the Faculty Handbook (FH), and the By-Laws of the College of Social Sciences. The
following are an elaboration of these criteria as they apply to the Askew School of Public
Administration and Policy. These school criteria are further explained in the Askew School’s
“Statement of Performance Appraisal, Merit Pay Determination, and Promotion and Tenure
Criteria.”

1. Instruction: All Public Administration faculty members are expected to provide
instructional services although assignments may vary. Instructional activities include
regular classroom teaching, advisement of students, direction of independent studies,
direction of theses and dissertations, preparation and delivery of short courses and other
continuing education programs, publication of elementary texts, anthologies,
bibliographies, literature reviews, and articles on teaching; et cetera. Minimal performance
requires regular meeting of classes, and favorable evaluation by students and peers.

Methods for judging the quality of instruction may include but not be limited to: faculty
teaching observations by the Personnel Committee, student evaluations utilizing an
instrument recognized by the University; student evaluations of non-traditional
instructional offerings; review of course syllabi and other teaching materials; and
unsolicited written comments from former students.

2. Research and Creative Activity: All tenure track faculty members are expected to
contribute to research related to the discipline. Output of research may be reflected in
journal articles, books, consultations, program evaluations, policy analyses, et cetera.
Minimal performance shall include publication in professional journals, although
performance beyond the minimal level may be obtained through research and creative
activity not reflected in journal publication, but in research products, plans, designs, and
studies for national state, regional, and local bodies.
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The evaluation of research and creative activity may include, but is not limited to: review by
editorial boards, governmental officials, and peer review committees.

Since considerable time often passes between the completion of a research project and its
acceptance for publication and implementation, current activities which have not yet been
published or implemented may also be reviewed in accordance with the By-Laws of the
College.

Faculty members seeking promotion to associate professor should have demonstrated the
maturation of their research through several publications or comparable products,
including publication in one or more professional journals. The research should be
sufficient to establish the potential for continuing research and creative activity, and
demonstrate that the professor is establishing a national or international reputation for their
work. Assistant professors will be informed annually in writing by the personnel
committee and director assessing their research productivity as it affects their progress
toward promotion.

Faculty members seeking promotion to full professor in tenure earning faculty positions
should demonstrate major research accomplishment through significant publications
beyond those accomplished prior to promotion to the associate rank, and including
publications in professional journals which, in combination with the member’s public
service contributions, have resulted in a national and international reputation for their
research and standing in the field of public administration and policy.

Public and University Service: Universities exist to create and to convey ideas. The
public service function of public administration is particularly important in that it reflects
the extension of disciplinary research and instruction to government and to the general
public. The School believes that it can best serve the overall objectives of the discipline,
and of the University, when its faculty regularly interact with public organizations. These
ties serve as a vital source of information to faculty about the nature of public problems
which are the focal point of the discipline’s research, as well as enable faculty to convey
ideas to practitioners. Accordingly, public administration faculty members are encouraged
to participate in continuing education programs, agency training, consultations, addresses
to professional and civic groups, professional organizations and in related activities.

Faculty members in public administration should demonstrate, through service- related
instruction and research, steadily increasing levels of responsible service performance.

A faculty member seeking promotion to associate professor should have performed well in
school or college service assignments. Assistant professors will be informed annually in
writing by the personnel committee and director assessing their service productivity as it
affects their progress toward promotion.
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A faculty member seeking promotion to full professor should have performed well in
university service assignments as well as in significant service to professional
organizations and public agencies.

Evaluation Procedures
4. Annual Evaluations: The purpose of this procedure is to assist in professional
development by providing feedback on past and current activities of the faculty. It utilizes
the evaluation framework summarized in the one page FSU Annual Faculty Evaluation
Summary form which rates employees as Exceeds FSU’s High Expectations, Meets FSU’s
High Expectations, and Does Not Meet FSU’s High Expectations (either “Official
Concern” or “Unsatisfactory”).

The phases and approximate timetable for the performance appraisal system are delineated in
the Askew School’s “Statement of Performance Appraisal, Merit Pay Determination, and
Promotion and Tenure Criteria.”

It is understood that faculty will have different assignments of duties and will be appraised
accordingly. Within broad school guidelines some individuals, with the approval of the
director, may emphasize (i.e., devote more than 50 percent of their time to) teaching, research,
or service.

The committee will evaluate individual contributions using the following categories:
Exceeds FSU’s High Expectations, Meets FSU’s High Expectations, Does Not Meet FSU’s
High Expectations (either “Official Concern” or “Unsatisfactory””). The committee will
evaluate individual components of each member’s assignment of duties, as well as render
an overall evaluation of the member’s performance, using these categories. It is further
anticipated that this appraisal procedure will be the single most important, but not sole,
factor in determining discretionary pay increases. The process for evaluating members and
for determining merit pay awards is described in the Askew School’s “Statement of
Performance Appraisal, Merit Pay Determination, and Promotion and Tenure Criteria.” In
making a determination between the two categories of performance that can be judged as
“Does Not Meet FSU’s High Expectations” the following university criteria will apply.
“Official Concern” — This describes an individual who demonstrates the requisite
knowledge and skills in his/her field of specialty but is not completing assigned
responsibilities in a manner that is consistent with the high standards of the university.
“Unsatisfactory” — This describes an individual who fails to demonstrate with consistency
the knowledge, skills, or abilities required in his/her field of specialty and/or in completing
assigned responsibilities.
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Appendix C. Performance Appraisal
and Merit Pay Determination for Faculty Members
(Adopted by the Faculty on January 28, 1986 Revised
March 12, April 23, September 6, 2007,
January 15, 2013, January 27, 2020, January 13, 2026)

A. Introduction

There are three basic reasons why the Askew School engages in performance appraisal in addition
to formal requirements from higher authorities):

1. To provide information and counsel to members of the faculty, in order that each can
reach his/her full potential in service to the school.

2. To enable faculty members to track their progress toward tenure and/or promotion in a
systematic way.

3. To provide a basis for merit increases.

In pursuing these goals, it is fundamental that the process be regarded as one that is fair to all
participants. In order to assure fairness, three elements are required:

1. A decision structure that provides all possible assurance that there is fair and
equitable treatment.

2. Stated, clear expectations that leave little doubt as to the basic terms within which
performance will be evaluated.

3. An open communications system, in which all relevant data are shared among the faculty
members, committee members and Director.
Finally, it is recognized that any performance appraisal system requires a substantial degree of
judgment; and the process must be so developed that the many points of view within the School are
fully assimilated and utilized. Objectivity is furthered by the development of a process that is
inclusive of all members and is clear about expectations.
B. Process Structure

The basic elements of the process are:

1. Systematic and caring approach in the development and negotiation of
assignments of responsibility.

2. Basic responsibility for the assembly and presentation of relevant data resting with the
faculty member.
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3. Extensive review of performance which recognizes that scholarly work and successful

public service often requires more than a single year to accomplish, and which encourages
contributions of lasting importance. The current status of each project, including the
acceptance of subsequent publication of written efforts as well as new evidence of the
importance of past efforts such as book reviews, should be noted each year. The review
process for annual evaluations will place primary emphasis upon activities actually
performed during the year of evaluation, but will also consider new evidence about the
lasting importance of work.

The primary time period for the annual evaluation of activities shall be the activities of the
member for the prior calendar year.

Provision of reasons to each member on appraisals made, opportunity for further
discussion with the Personnel Committee and the Director on specific aspects of the
appraisal.

6. Consistent application of the evaluation criteria specified in the by-laws.

The structure for evaluation involves:

. A Four-member Personnel Committee elected by the faculty for two year terms on an

overlapping basis.

A provision that members of the School Policy Committee cannot serve
concurrently on the Personnel Committee.

The functions of the Personnel Committee in this process are: (a) establish procedures,
including a specific timetable with due dates, and determine the content of evaluation
categories in accordance with the provisions of this statement for the school’s
consideration; and (b) evaluate faculty members and make recommendations to the
Director.

The phases in the process are:

1.

The Director works with each faculty member on an individual basis to establish
assignments of responsibility on a semester-by-semester basis. When tasks change during
the semester, there can be a renegotiation of assignments to reflect the new reality.
Assignments of responsibility should be settled by the beginning of each semester.

The Personnel Committee distributes to the faculty the format under which
performance data will be provided.

Each faculty member will provide to the Personnel Committee performance data,
including the previous year’s evaluation letter. Teaching evaluations for the year under
review, and a current CV.
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4. The Personnel Committee will meet, make its appraisals known to each faculty
member, and if requested, discuss the evaluation.

5. The Promotion and Tenure Committee will review the submitted materials and
provide a progress toward promotion and tenure letter to the Personnel Committee.

6. The Personnel Committee will conclude its appraisals, prepare individual letters, and
transmit them to the Director.

7. The Director shall transmit performance documents including the individual letters of
evaluation prepared by the Personnel Committee, the evaluation form required by the
employer, and letters prepared at the option of the Director, to the Dean as well as any
response which might be submitted at the option of the faculty member. The member
shall have the right to discuss any of these performance documents with the Director.

C. Standards

Faculty members may have three basic responsibilities, as outlined in the Assignment of
Responsibilities:

1. Instruction
2. Research/Creativity
3. Service

Additionally, it should be noted that the School is engaged in professional education and therefore
places more emphasis on professional service than would be true in many other units of the university.
The School is also conceived as a collaborative, participative organization, thus requiring that each
faculty member devote more time and energy to its service.

C.1. Instruction
C.1.1. Assignment of Responsibilities
i. Assignment of responsibilities shall be in accordance with Article 9 “Assignment of

Responsibilities” of the Collective Bargaining Agreement. Each faculty member will
receive annually a written assignment of responsibilities from the Director. The
Director in consultation with the faculty member will develop this assignment. The
completed assignment form will reflect the mix of teaching, research and service and/or
administrative assignments upon which the faculty member will be evaluated. A
standard teaching assignment for tenure track faculty consists of two courses or
approximately 50 percent of one’s duties. Consultation with the Director for an
appropriate adjustment in teaching assignment (as well as research or service) should
be done at the beginning of the semester. Teaching assignments may also be increased
under the procedures identified in the bylaws.

il. Percentage of assigned time will be used to establish relative weights in arriving at a
total performance measure for the faculty member.
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C.1.2. Performance Criteria

Vi.

Evidence of Performance in Classroom Instruction
(1) Number of classes and of different course preparations taught

(2) Student evaluation scores, which will be administered in all classes, with the further
option of making special arrangements with the Personnel Committee. Students’
written comments shall be submitted and shall be fully disclosed.

(3) Classroom observations and reviews of syllabi and Canvas sites by members of the
Personnel Committee.

Preparation of teaching materials including:

(1) Course specific resources such as syllabi, examinations, reading lists,
computer programs, and class exercises.

(2) General resources such as elementary texts, casebooks, anthologies (these three may
be offered by the faculty member as scholarly research activities), major
bibliographies, literature reviews and book reviews.

Direction of Dissertations.

(1) Numbers of Ph.D. committee memberships

(2) Numbers of Ph.D. committees chaired

(3) Numbers of Ph.D. Dissertations supervised to completion

Advising Students.
(1) Numbers of students for which formal counseling reports made
Directing Individual or Group Study.
The indicators can also be summarized in the following ways:
(1) Classroom
(a) Syllabi, reading lists
(b) Student evaluations
(c) Evidence of instructional innovations

(2) Outside Classroom
(a) Special recognition by student or faculty groups
(b) Publication of texts, book reviews, articles
(c) Individual studies completed under faculty member’s supervision
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C.2. Research/Creativity
C.2.1. Assignment of Responsibilities

I. A common standard of this component for tenure track faculty is 35 — 45 percent of
one’s time. An active program of research consists of article/books published,
manuscripts submitted for publication, and work in progress.

C.2.2. Performance Criteria

Since research and creativity are important parts of the professional responsibility, special effort will
be made to insure that the evaluation committee has all the necessary data on which to make informed

judgments. Faculty members are encouraged:
i. To provide brief abstracts summarizing the nature of their work.
ii. To develop a statement indicating the nature of the contribution.

iii. To insure that there is an outside review of the quality and importance of the work.
(In refereed journals, of course, this need has already been met.).

The research products to be evaluated include:
i. Articles in Journals

(1) Appraisals of articles will not only be made for their own quality but also on the
basis of the periodical in which they appear. Refereed journals will receive the
greatest credit.

. Books
(1) Publication of a book is an important evidence of performance. (Acceptance of
publication will also be recognized as performance.).
(2) Reviews and other formal indications of quality and significance will be
considered.
(3) Unpublished manuscripts for books may be evaluated, thereby providing credit
for work in progress. However, the same work may not be submitted for review

twice.
iii. Monographs, book chapters, etc.

(1) Monographs, book chapters, etc. are outlets and the general terms of
evaluation previously described would apply. Since many of these
contributions are arranged on an invitational basis, it will be important to keep
correspondence to ascertain the reasons why an invitation was
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received. The more it can be established that the invitation was a function of status in
the field, the greater the credit for performance.

Grants

(1) Awarded grants shall be considered as commensurate with publication of refereed
articles. The Personnel Committee will consider such things as the quality of the
proposal, funding source, amount, whether a principal or co- principal investigator,
and overall likely impact of the project.

Other evidence of Research/Creative Activity

(1) Papers at conferences, symposia, etc.

(2) Editorships, reviews of articles, etc.

(3) Grants submissions, applied research reports, and technical papers.

C.3 Service

C.3.1. Assignment of Responsibilities

The most frequent assignment of time in this area for tenure track faculty is 5 percent,
although program directors and specialized faculty are likely to have higher
percentages.

There are two types of service activity in which a faculty member may engage:

(1) Professional service: professional practice and service to clients; advisory and
consultative services to government or government-related organizations; and
work performed for professional organizations, as in the position of president of a
national or regional professional organization.

(2) Academic service: academic program direction; College or School,
committees; University functions or activities, such as the Faculty Senate,
committees, or task groups; and participation in School administrative processes.

C.3.2. Performance Criteria

Service activity will differ significantly from individual to individual; and therefore it is
the responsibility of the faculty member to provide as complete and useful information
on performance as possible.

Faculty members should seek to engage in professional service activities. The more
documentation available, the greater the likelihood of a valid and fair evaluation.
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iii. Three measures of performance will serve as guidelines to the Personnel
Committee:

(1) Impact of the contribution, which may be established by evaluation studies, letters
or other documentation from service recipients, media reports, and similar forms
of evidence.

(2) Intellectual and professional soundness of the work, which can best be
established when there is a written product, which may be evaluated by peers
and by outsiders, and which may be reviewed by the evaluation committee.
Where there is no written output, observation reports may be used as a means of
measuring intellectual, professional soundness.

(3) Efficiency and effectiveness of performance, which can be established through
reports by recipients of services, by others participating in the program, by
written documentation of personal contributions, and so forth.

D. Evaluation Standards

The following “operational definitions” of the categories (as they appear in the by-laws) are
offered. Faculty members’ performance in each of their assigned categories of duties, as well as
their overall performance, will be graded according to the following ordinal categories: Exceeds
FSU’s High Expectations, Meets FSU’s High Expectations, and Does Not Meet FSU’s High
Expectations (either “Official Concern” or “Unsatisfactory”).

Members of the Personnel Committee are expected to exercise their professional judgment
regarding their grading of the performance of members in each of the three components of service
assignments. The following guidelines are intended to be informative while retaining needed
flexibility when judging the quality of performance in such matters as teaching innovations,
public service, or publications in outlets other than in the major disciplinary journals. In
evaluating members’ performance, the Personnel Committee is to act with the understanding that
members are accorded substantial academic freedom in developing the content of their courses
and in defining the content and outlets for their research agendas.
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D.1. Exceeds FSU’s High Expectations. A record of commendable work was achieved with
considerable success.

Exceeds Expectations Overall: AOR weighted performances in the three categories that
would round to 3 (exceeds FSU’s High Expectations) constitutes this ranking, unless
one of the categories received a below satisfactory grade, in which case, the next lower
category is earned.

Exceeds Teaching Expectations: Student evaluation scores, particularly as they reflect
that the instructor shows respect and concern toward students, should average in the
good to excellent categories, while taking into consideration the difficulty of the subject
matter being taught. In addition, a record of teaching innovation is present, as well as
evidence presented of well- developed, effectively taught courses. Active engagement
in doctoral education is a normal component of good teaching. Classroom observations
and review of syllabi and Canvas course sites by the Personnel Committee find that
course instruction and design are of a very high quality.

Exceeds Research Expectations: Publication of a single article in a top journal, or
articles in outlets comparable to most ASPA section journals or in similarly
considered journals in other fields related to policy or management, and other
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strong evidence such as other publications, edited books and symposia, or a significant
role in grants newly awarded. The Personnel Committee is encouraged to look closely
at other forms of publications and research accomplishments, particularly those
directed to practitioners, to ascertain whether the contribution is of a quality
comparable to that of the aforementioned types of articles.

iv. Exceeds Service Expectations: The member is fully active in making contributions, of
a written or oral nature, to the practitioner community as well as to the academic
community. Election to lesser offices, service beyond membership in professional
organizations, and active engagement with practitioners are likely to deserve an
Exceeds rating. Noteworthy service to the school alone could justify this ranking for a
particular year but members are strongly encouraged to engage in the broader
practitioner and academic communities.

D.2. Meets FSU’s High Expectations. Evidence presented demonstrates adequate teaching,
research, or service performance; most activities for the year were completed.

Meets High Expectations Overall: AOR weighted performances in the three categories rounded to 2
(Meets FSU’s High Expectations) earns this rank, which is also assigned for those rounded to 3 with one
unsatisfactory area of performance.
V. Meets High Teaching Expectations: Student evaluation scores should not show that
thirty percent or more of students judge the member as “fair” or “poor” in their overall
assessment of the instructor. In addition, classroom observations and reviews of syllabi
and Canvas sites by the Personnel Committee show that course instruction and design
are of sufficiently quality.

Vi. Meets High Research Expectations: Evidence presented that the member’s research
activities are likely to result in refereed publications or products of similar quality in
the near future. The member’s publications, papers, manuscripts, and other research
projects as well as the member’s record of past publication will be considered in this
context. The overall body of on-going research activity is sufficient to attain or to
retain graduate directive status. The Personnel Committee is encouraged to look
closely at the full range of the member’s research activities to ascertain whether the
member’s on-going contribution is adequate for continuing doctoral directive status.

Vii. Meets High Service Expectations: The member is reasonably active in making
contributions, of a written or oral nature, to the practitioner community or to the
academic community. Active attendance at professional meetings, some engagement
with practitioners, and meeting peer set standards regarding level of service to the
school will normally justify this rating.

D.3. Does Not Meet FSU’s High Expectations — Official Concern. Work is not done to an
acceptable level of proficiency. Specifically, work does not fully meet established
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f the university or school faculty in material respects. “Material” is here defined as

being sufficient to affect the Personnel Committee’s judgment of the quality of performance in any
category of assignment of duties.

Official Concern Overall: An overall assignment in this category normally occurs if
work in one of the three components of assignments of duties is of Official Concern. If
the member’s performance otherwise is sufficiently strong, an overall grade of Meets
FSU’s High Expectations may be assigned, but the member will not be eligible for
merit pay shares.

Official Concern about Teaching: Student evaluation scores show that thirty percent or
more of students judge the member as “fair” or “poor” in their overall assessment of
the instructor or in their judgment as to whether the member showed respect and
concern toward students. Classroom observations and review of syllabi and Canvas sites
by the Personnel Committee casts doubt that courses are sufficiently well developed
and taught.

Official Concern about Research: Evidence presented casts doubt that the member’s
research activities are likely to result in refereed publications or products of similar
quality in the near future. The member’s record of past publication will be considered
in this context. The Personnel Committee is encouraged to look closely at the full
range of the member’s research activities to ascertain whether the member’s on-going
contribution is appropriate to continued membership on the university’s graduate
faculty. The overall body of research activity is not sufficient to attain or to retain
doctoral directive status.

Official Concern about Service: While it is recognized that members may refuse
specific service assignments in the school, for reasonable cause, it is expected that each
member will participate actively in school service activities, especially in fulfilling
their assigned committee responsibilities. Failure to do so will normally justify this
rating.

D.4. Does Not Meet FSU’s High Expectations -- Unsatisfactory. Performance is

inadequate.
i.

Unsatisfactory Overall. Performance in two or more categories of assignments of
duties is less than satisfactory.

Unsatisfactory in Teaching: A pattern of less than satisfactory teaching about which
Official Concern has been indicated, has been continued, for three or more years,
that remediation efforts have not overcome.

Unsatisfactory in Research. The member has not engaged in an active research
agenda as should be evidenced by a lack of works in progress.

Unsatisfactory in Service. The member is not actively engaged in providing service
to the profession or the member fails to meet assigned school service responsibilities.



E. Evaluation Documents

E.1. The Personnel Committee will:

Review the performance of all faculty members assigned to the School. Where a
member of the School is assigned elsewhere, the committee will undertake an
advisory review for the faculty member affected.

Grade each member’s performance in each of their assigned categories of duties, as
well as determine a grade for their overall performance, and identify the reasons for
its rating. The Personnel Committee will seek consensus among its three members,
but a majority vote will prevail when consensus is not achieved.

Communicate its judgments to the affected faculty member and provide
opportunity for discussion.

Prepare an evaluation letter for each faculty member and transmit it to the
Director and to the member.

E.2. The Director of the School will:

Vi.

Vii.

Review the letter of the Personnel Committee.

Transmit performance documents to the Dean including individual letters of
evaluation prepared by the Personnel Committee, as well as any response by the
faculty member, and prepare and transmit the evaluation form required by the

employer and, at the Director’s option, the Director’s evaluation letter for any faculty
member. The member shall have the right to discuss any of these documents with the

Director.

Circulate the performance documents to the individual faculty members for

review.

Offer to meet with faculty members to discuss performance documents and to make
appropriate changes.

The Director may request the Personnel Committee to reconsider its evaluation.
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Transmit to the Dean any response that might be submitted at the option of the faculty

member.

Use faculty evaluations by the Personnel Committee to determine the award of merit
increases in the manner prescribed below.

F. Merit Pay Assignment Process
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The merit pay assignment process in the Askew School recognizes that, by national standards of
performance in our field, meritorious performance is the norm among our members. Our
evaluation process is designed to enforce that level of expectation. The merit pay assignment
process provides greater rewards to those whose performances stand out notably. The assignment
process also recognizes that repeatedly distributing merit pay to a small number of members, when
meritorious performances are more widely distributed, would contribute to both morale and salary
inversion problems. The assignment process, therefore, allows for differential rewards while also
rewarding merit when it is more widely distributed among members. In addition, the process
recognizes that the annual amounts to be distributed for merit pay increases can vary widely from
year to year, due to budget exigencies, and therefore seeks to provide equity in merit pay
distribution over time.

The merit pay allocations to the School shall be distributed to members based on the number of
shares to which they are entitled under the Performance Appraisal Process described herein. The
allocation of shares is as follows:

i. All members who receive an overall evaluation of “Meets FSU’s High
Expectations” are entitled to one (1) share.

ii. All members who receive an overall evaluation of “Exceeds FSU’s High
Expectations” are entitled to two (2) shares.

iii. All members who receive an overall evaluation of “Meets FSU’s High
Expectations” or “Exceeds FSU’s High Expectations” and who published a
lead or solo-authored book or journal article, received a grant as PI or co-PI,
or received a college, university, or association award in the evaluation year
are entitled to one (1) additional share.

iv. Any member whose overall evaluation is below “Meets FSU’s High Expectations” is
not entitled to merit pay shares. This ineligibility includes allocations of merit shares
for salary inversion adjustments as described below.

Upon receipt of the notice as to how much the School has been allocated for merit pay
distributions, the School Director will ascertain the total number of shares to which members are
entitled, divide the total allocated amount by the number of entitled shares, and then distribute the
full amount according to the members’ entitlements.
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Appendix D. Promotion and Tenure Criteria for Tenure-track Faculty
(Adopted January 13, 2026)

In considering faculty members for promotion and tenure, the School follows all university and
college procedures and requirements. Section 5 of the Faculty Handbook and Atticle 10 of the BOT-

EFSU UFF Collective Bargaining Agreement contain provisions regarding evaluation of faculty. All
individuals considered for promotion or tenure must also be evaluated in accordance with the written
School, college, and university policies, procedures, and criteria for faculty evaluation. In accordance
with these guidelines, the School promotion and tenure committee shall advise the School Director
and the faculty member of their readiness to be formally considered for promotion and/or tenure.

When considering matters related to tenure track faculty, the Promotion and Tenure (P&T)
Committee is comprised of tenured and tenure-track Associate Professors and Full Professors. For
ballots involving tenure track faculty, only tenured Associate Professors and Full Professors may
vote. In situations where the School Director has a separate vote in the process (e.g. during the
promotion and tenure process), they do not vote as a member of the P&T Committee. When
considering matters related to specialized faculty, the P&T Committee will also incorporate all
specialized faculty. Committee meetings to discuss and vote on promotion and/or tenure
recommendations are closed to persons ineligible to vote.

Note on abstentions and absentees:

» A faculty member who accepts election to a promotion and tenure committee at any level
accepts the responsibility of reviewing and evaluating all eBinders considered by the
committee.

» Abstentions should be limited to situations involving real or perceived conflicts of interest
(familial relations or substantial professional, personal, or financial entanglements that
prevent judging the candidate objectively).

» Absences from campus that result in a failure to submit a ballot during the review process
should be recorded as “absent,” not as an “abstention.”

» Abstentions and absences are listed separately on the Summary Cover Sheet(s).

* A spouse/partner/family member who serves on a committee shall recuse themselves from the
discussion of the candidate.

The faculty member seeking promotion and/or tenure submits evidence to the P&T committee and a
meeting of the Committee is held for discussion prior to voting. In the case of promotion decisions,
all tenured faculty members may provide advice via secret ballot as to whether the record of each
candidate for promotion meets the School, College, and University criteria for promotion. In the case
of tenure decisions, the results of a vote of the tenured faculty are conveyed to the School Director
and college committee. In addition to the vote results, a letter of evaluation is submitted to the college
committee. During the voting meeting the Committee will also elect the School representative to serve
on the college P&T Committee.

A faculty member may request an extension of the tenure-earning period for one year from the
Director, with the approval of the Dean, due to qualifying circumstances, before being considered for
tenure. Personal circumstances include, but are not limited to: childbirth or adoption, personal injury


https://facultyhandbook.fsu.edu/handbook-sections/section-5-faculty-development
https://hr.fsu.edu/sites/g/files/upcbnu2186/files/PDF/Publications/BOT-UFF-CBA-2022-2025.pdf
https://hr.fsu.edu/sites/g/files/upcbnu2186/files/PDF/Publications/BOT-UFF-CBA-2022-2025.pdf
https://hr.fsu.edu/sites/g/files/upcbnu2186/files/PDF/Publications/BOT-UFF-CBA-2022-2025.pdf
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or illness, care of ill or injured dependents, elder care, or death of a closely related family member
resulting in the need for extended dependent care.

Informing Faculty of Progress toward Promotion or Tenure: The Committee will inform all assistant
professors eligible for promotion or tenure of their progress annually in writing, and this should
include classroom observation and other direct evidence of teaching and research abilities.

A. Who is eligible for consideration?
“Promotion-eligible” faculty members include all faculty members below the rank of full professor.

“Tenure-eligible” faculty members are those who will be in their fifth (5th), sixth (6th), or seventh (7th)
year of tenure-earning service. Departments normally consider faculty for tenure during the 6th year of
service, including any prior service credit granted at the time of initial employment or any visiting time
agreed to count as tenure-earning.

Departments may consider faculty members for early tenure during the 5th year of tenure-earning
service, provided the faculty member submits a written request that is approved by the appropriate Dean.
An explanation for early tenure is included in the Dean’s letter.

Typically, assistant professors are considered simultaneously for promotion and tenure during the sixth
(6th) year of service. Associate professors are typically considered for promotion to full professor during
the sixth (6) year of service since earning the rank of associate professor with tenure.

eBinders must be submitted for all faculty members in their sixth (6th) or seventh (7th) year of tenure
earning service unless a written request is forwarded to the Office of the Vice President for Faculty
Development and Advancement.

B. Criteria and Standards for Performance: Overview

The route from initial appointment to contact renewal to tenure and/or promotion cannot be mapped
with precision. But effectiveness in teaching and advising, very good scholarship, and service to
FSU, the professional community, and the community of practice are standards that all faculty are
expected to meet.

Faculty members who receive contract renewals, tenure and/or promotion will not all achieve those
milestones in identical fashion. That is to say, some will do so by being extraordinarily effective
teachers and very good scholars, some will be effective but not outstanding teachers and superior
scholars, and a few will turn in exemplary performances both as teachers and as scholars. Thus, the
School has not specified a set of highly specific criteria that must be satisfied. Instead, sections D
through F are intended to provide guidance for faculty members on generally expected levels of
performance in teaching, research, and service at different career stages.

In the absence of rigid criteria or a formula against which untenured faculty members can measure
their performance and progress, the annual evaluations provided by the Personnel Committee and
letters on progress toward promotion and tenure provided by the Promotion and Tenure Committee
play a central role in the School’s performance evaluation process. These evaluations serve both to
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inform faculty below the rank of full professor about their progress in the areas of teaching, research,
and service and to give suggestions for dealing with any deficiencies. Preparation of the annual
written evaluation by the Personnel Committee and the accompanying annual letter on progress
toward promotion and tenure provided by the Promotion and Tenure Committee and subsequent
discussion of the evaluation in a meeting with the faculty member and the School Director should allow
the faculty member to have an honest appraisal of how they are doing and where, if any, improvements
need to be made to be successful in the tenure and promotion process.

Transparency Statement: Because research in public administration and policy spans diverse
methods, subfields, and collaborative structures, transparency is central to fair evaluation.
Candidates should provide clear documentation of how each publication meets the School’s
expectations for quantity, quality, and independent contribution, including their role in co-authored
projects and the indicators that best reflect impact in their area. The School, in turn, commits to
applying these standards consistently and openly so that faculty can understand how their work is
evaluated and plan their research trajectories with confidence.

C. Criteria and Performance Standards: Scholarly Research

For promotion to Associate Professor, the expectation is that the candidate clearly is becoming
recognized nationally as a scholar in their discipline; for Professor, the expectation is that the candidate
has become so recognized.

Promotion requires meeting FSU’s expectations for research contributions and reputation, which
requires a combination of quantity, quality, and independent contributions to research. Individual
scholars will have very different pathways to substantial research contributions, depending on their
subfield, methodological approaches, research questions, data collection activities, and theoretical
development. Still, some standard expectations for promotion at each rank can and should be established
by the School.

The overall assessment of research considers the quantity and quality of a candidate’s publications and
other contributions to knowledge. No specific number of publications guarantees tenure nor does the
School require publications in particular journals or by particular presses. Rather, the School is
interested in promoting candidates who display a vigorous and promising program of research that
contributes to knowledge in the discipline.
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Appendix E. Promotion Criteria for Specialized Faculty
(Adopted January 13, 2026)

This Appendix informs specialized faculty in the Askew School about the School’s expectations
for their performance in their areas of assignment Please note that the School’s promotion
procedures and criteria are guided and governed by the standards articulated in the FSU Faculty
Handbook, the Collective Bargaining Agreement, and guidance provided in an annual memo
produced by the Office of the Vice President of Faculty Development and Advancement.

Promotion Expectations. In the Askew School, specialized (non-tenure-track) faculty may provide
high-level professional services to local, state, and federal governments, communities,
nongovernmental organizations and others engaged in or affected by the policy and administration
process. They may contribute to the teaching functions of the School, depending on their
classification and assignment of responsibilities, and they may serve in administrative posts such as
MPA director. Specialized faculty members in the Askew School have titles that include, but are
not limited to, Senior Practitioner in Residence and Teaching Faculty track ranks.

Promotion in the specialized faculty ranks is attained through meritorious performance of assigned
duties in the faculty member’s present position. Promotion decisions shall take into account annual
evaluations, annual assignments, and fulfillment of the School written promotion criteria, as stated
below, in relation to the assignment. Although the period of time in a given rank is normally five
years, demonstrated merit, not years of service, shall be the guiding factor in promotion decisions.
Early promotion is possible where there is sufficient justification. More details on promotion and
evaluation are contained in the Askew School’s Statement on Performance Appraisal.

The following criteria will be taken into account when recommending a specialized faculty
member for promotion. These criteria are in no particular order, and will be applied as appropriate
based on the duties, responsibilities, and expectations of the faculty member’s position. These
criteria are stated below for Research Faculty and Teaching Faculty:

Research Faculty Promotion shall take into account:

1. Applied research or creative activity of high quality, appropriate to the field, in the form of
professional research reports, articles in either refereed or non-refereed journals, books, book
chapters, articles or features in professional magazines or newsletters, and other publications
appropriate to the duties of the faculty member in this track;

2. Success in obtaining contract and grant funding awarded from external sources such as
federal, state, regional, or local government agencies or departments, private foundations, non-
profit organizations, community organizations, or other similar entities, as appropriate to the
individual’s job description;

3. Demonstrated ability to produce high-quality student-centered research or creative activity
as attested to in letters from at least three outside members of project advisory
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committees or other esteemed planning professionals, as appropriate to the individual’s job
description;

4. Indicators of the faculty member’s standing among peers, such as: receipt of professional
awards, honors, or recognitions; invited presentations at meetings, workshops, or conferences of
professional societies; organization of workshop sessions, seminars, or sessions at professional
conferences or meetings; selection or nomination to positions of responsibility in professional
organizations; or other professional recognitions or accomplishment, as appropriate; and

5. Demonstrated effectiveness in the performance of other duties that are part of the faculty
member’s assignment, such as service to the school, university, community, and/or professional
organizations and societies, advising of students, and instruction of students.

Teaching Faculty Promotion shall take into account:

1. Well-planned and delivered courses, evidenced by course syllabi and other course materials,
peer classroom evaluations, and receipt of teaching awards and recognitions.

2. Summaries of data from Student Perceptions of Teaching (SPOT) or Student
Perception of Courses and Instructors (SPCI) questionnaires as well as classroom
observations and reviews of course syllabi and Canvas sites.

3. Letters from at least three faculty members who have conducted peer evaluations of the
candidate’s teaching.

4. Proven ability to teach multiple courses within a discipline/major.

5. Other teaching-related activities, such as:

e Student advising and mentoring and support of students both inside and outside the
classroom;
Mentoring and support of other instructors in their classroom activities;
Innovative and creative teaching techniques and practices;
Involvement in curriculum development; and/or

e Authorship of educational materials.
6. Service to the department, college, university, community, or profession, evidenced by
documentation in annual evaluations and a faculty member’s Assignment of Responsibility.
Eligibility Criteria

Research Track Faculty Promotional ladder is Research Faculty I, Research Faculty I, and then
Research Faculty I1I.
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Teaching Track Faculty Promotional ladder is Teaching Faculty I, Teaching Faculty II, and then
Teaching Faculty III.

In all cases, the Askew School will adhere to Florida State University policy. A copy of the criteria
must be on file in the Office of the Vice President of Faculty Development and Advancement.

Ranks
1. Promotion in the specialized faculty ranks is attained through meritorious performance of
assigned duties in the faculty member’s present position.

2. Promotion to the second rank in each track shall be based on recognition of
demonstrated effectiveness in the areas of assigned duties.

3. Promotion to the third rank in each track shall be based on recognition of superior
performance in the areas of assigned duties.

Promotion Process

1. The Askew School will accept recommendations for promotion every year in March/April.
The recommendation originates with the Promotion and Tenure Committee. Which
recommends to the School Director and is then submitted to the appropriate officials for review,
as discussed below.

2. The supervisor may not withhold a specialized faculty member’s materials from review should
the specialized faculty member wish to be considered.

3. The Askew School considers all faculty members who are eligible for promotion each year.
Although the period of time in a given rank is normally five years, demonstrated merit, not years
of service, is the guiding factor. Promotion shall not be automatic nor may it be regarded as
guaranteed upon completion of a given term of service. Early promotion is possible where there is
sufficient justification.

4. Specialized faculty members who have been assigned an administrative code shall be subject to
the normal promotion criteria and procedures for the applicable rank. They may not substitute
performance of their administrative duties for qualifications in teaching or research. The duty
assignments of such employees shall accord them an opportunity to meet the criteria for
promotion; however, the number of years it takes a faculty member to meet the criteria in teaching
or research and scholarly accomplishments may be lengthened by reduced duty assignments in
those areas; the number of years over which such accomplishments are spread shall not be held
against the faculty member when the promotion case is evaluated.

5. All specialized faculty members are informed of their prospective candidacy by their
supervisor. If they wish to proceed, the specialized faculty member has the opportunity to assist in
preparing their binder prior to review. The specialized faculty member shall have the right to
review the contents of the promotion binder and may attach a brief response
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to any material therein. Once the promotion committee (described below) has reviewed a binder, no
material may be added to it or deleted from it except under the conditions specified in the Collective
Bargaining Agreement under Articles 14 and 15.

The promotion committee for specialized faculty shall consist of School’s other specialized
faculty members plus one designed tenured professor. The promotion committee reviews the
binders of prospective candidates, recommends action on the nomination of each candidate by
secret vote, and prepares a report of the committee’s recommendations. The specialized faculty
promotion committee report is then submitted to the chair of the faculty member’s department.
The regular tenured faculty in the Askew School will also vote on the binder.

6. In addition to the specialized faculty promotion committee described above, the Askew School
Director independently reviews the binders of all prospective specialized faculty promotion
candidates in the Askew School and recommends action on the nomination of each candidate by
submitting to the Dean of the College of Social Sciences and Public Policy a report of the
promotion committee recommendations and the Chair’s recommendations on all submitted
binders.

7. The Dean of the College of Social Sciences and Public Policy considers these
recommendations, independently reviews the binders, and then submits his or her advice regarding
whether the candidate meets the appropriate promotion criteria to the Office of the Vice President
for Faculty Development and Advancement.

. Prospective specialized faculty candidates will be informed of the results of the recommendations
at each level of review. A candidate may withdraw his or her file from consideration within five
working days of being informed of the results of the consideration at a given level. If a candidate
chooses to withdraw, they must notify in writing, through the chair and dean, the Office of the
Vice President for Faculty Development and Advancement.

9. The Office of the Vice President for Faculty Development and Advancement confirms that
the candidate meets the eligibility requirements and then forwards its recommendation to the
Provost or Vice President for Research.

10. The Provost or Vice President for Research considers the previous recommendations,
independently reviews the binders, and then forwards his or her recommendation to the President
for a final decision.

Promotion Binder

Promotion binders for all Specialized Faculty shall include:
1. Professional vita

2. Assigned duties

3. Annual evaluations



4. Chair/supervisor’s annual letter of appraisal toward promotion

5. Candidate’s statement on research or creative activity and/or teaching, as appropriate to the
faculty member’s job description

6. May also include evidence of the other considerations specified in department/unit
promotion criteria

Promotion binders for all faculty with teaching assignments shall include:

1. A list of courses taught since appointment to the rank from which being considered for
promotion, with the percentage of effort assigned, enrollment, and grade distribution for each
course.

2. A summary of the results of the polls of student perceptions of teaching shall also be
included for each course

40
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Appendix F. Qualifications for Graduate Faculty Status and
Graduate Teaching Status

Qualifications for Faculty Members to Hold Graduate Faculty Status or Graduate
Teaching Status in the Askew School of Public Administration and Policy (Adopted by
the faculty on March 3, 2009, February 2020, January 13, 2026)

Graduate Faculty Status [GFS] applies to faculty in tenured or tenure-track ranks. It authorizes
them to teach all graduate-level courses, sit on all graduate-level committees, and chair all
graduate-student dissertation committees.

Graduate Teaching Status [GTS] applies to faculty in non-tenure-track ranks. It authorizes them to
teach all graduate-level courses. GTS is further comprised of two categories: co- Masters Directive
Status (co-MDS) and co-Doctoral Directive Status (co-DDS), which must be conferred
additionally in order for GTS faculty to sit on or chair graduate-level committees, as described
below.

Graduate Faculty Status

University criteria specify that members of the Graduate Faculty “are expected to actively engage in
graduate education through teaching, mentoring and research supervision.

They should show evidence of research-based scholarship resulting in peer-reviewed publications.”

Upon arrival, tenured and tenure-track faculty are permitted to teach all graduate classes.

GFS Nomination Criteria. Faculty seeking to supervise masters theses and dissertations must meet
the following Askew School criteria:
1) Credentials: A Ph.D. in Public Administration, Political Science or other
appropriate discipline and expertise in the teaching area is required.
2) Professional Experience: All ranked faculty are eligible.
3) Specific level of scholarly research activity: Must have published a book or three
refereed articles in the past five years.
Directing Graduate Students. Permission to supervise a dissertation is contingent on having served
on a completed dissertation committee, have tenure, and have tenure-track faculty experience of at
least three years (not necessarily at FSU). Untenured faculty, including specialized faculty, may
serve as a co-major professor if the Askew School Director approves this appointment and the
other co-major professor meets these requirements of directing a dissertation committee. . Under
no circumstances does this provision apply to persons holding adjunct or “Visiting-in-Lieu-of”
adjunct appointments to the faculty.

Graduate Faculty Status automatically ends if five years pass without evidence of scholarly
productivity (e.g., a book, a refereed article or professional report) and is reinstated when
such a publication occurs.

Dissertation Committee Composition. A minimum of four members with GFS (two from
Public Administration, one with tenure from outside Public Administration, and
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one from inside or outside of Public Administration) are required for a Dissertation
Committee.

Graduate Teaching Status. In order to qualify for GTS, non-tenure-track faculty must hold
a Ph.D. or have proven expertise in the teaching area. Those who meet this requirement
may be nominated for GFS and may, upon GTS appointment, teach graduate-level courses.
Instructors who are not regular members of the FSU faculty may be awarded GTS on a
temporary basis with the approval of the Dean of the College of Social Science and the
Dean of Graduate Studies.

Non-tenure-track faculty with a Ph.D. in Public Administration, Political Science or other
appropriate discipline may be nominated for Co-Doctoral Directive Status (CDDS),
which allows them to serve as a member on a doctoral committee and to co-direct (with a
GFS faculty member) a doctoral committee. To be appointed to CMDS, they must hold a
Ph.D. in Public Administration, Political Science or other appropriate discipline and have
demonstrated the ability to conduct scholarly research by having published a book or
several refereed articles in the past five years.

Exceptions or clarifications to any of the policy items enumerated here may be approved on a
case-by-case basis by the School’s Director.
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Appendix G. Faculty-Student Relationships (Adopted
September 6, 1991; Updated January 13, 2026)

The central principles that underlie appropriate faculty-student relationships are professionalism,
respect, fairness, and concern. Faculty must avoid manipulation, coercion, or exploitation of
students (especially acts directed at securing monetary, ego, or sexual gratification) and should
demonstrate a sensitivity of cultural and personal diversity by avoiding discrimination against any
group.

The School, in compliance with the FSU Sex Discrimination and Sexual Misconduct Policy, aims
to:
e provide a safe and supportive environment for all community members;
e provide educational, preventative, and training programs regarding Sex
Discrimination and Sexual Misconduct;
e encourage reporting of incidents;
e take appropriate action to prevent incidents that deny or limit an individual’s ability to
participate in or benefit from the School’s programs;
e make available timely service for those who have been affected by incident; and
e provide prompt, thorough, and impartial methods of investigation and resolution to stop
discrimination remedy any harm, and prevent its recurrence.
Every student has the right to enjoy an academic environment free of unwanted sexual attention.
Students’ academic prospects suffer when they experience discrimination based on sex or sexual
misconduct. We should not force the affected students to carry the burden of stopping sexual
misconduct. Preventing sex discrimination/sexual misconduct, and stopping it when it occurs, is a
collective responsibility of the faculty. Trivializing it and not taking it seriously makes us an arm
of the people who do it because the authority relations make the faculty member dominant and the
student subordinate.

Romantic alliances that seem consensual to a faculty member may be construed as coercive by a
student. Students may fear that they will suffer retaliation if they confront a faculty member who
makes sexual overtures to them. They may fear that they will not be believed if they complain to
other authorities within the institution. Because of the power imbalance, a student’s consent may
mean consent to a condition of submission, and this power imbalance never goes away as long as
one is faculty and the other is student. In addition, being labeled the “professor’s girlfriend or
boyfriend” may be corrosive of the student’s professional development. The student may become
isolated from the student community, have less support from cohorts, and be looked upon with
suspicion.

Society and this institution have placed faculty in a position of trust and we in turn owe students the
exercise of good faith in performing our professional duties. Faculty-student relationships that are other
than professional represent a conflict of interest. People in an educational community may interact in
many appropriate ways (as teachers and students, advisor and advisees, and scholars and practitioners) --
not, however, as romantic or sexual partners. Sexual relationships and dating between a faculty member
and a student are prohibited. Because other students may believe that a student currently involved with a
faculty member or romantically involved in the past may benefit from favoritism in obtaining academic
rewards, the school prohibits sexual relationships and dating between faculty member and any student in
the school unless approved by FSU Human Resources.



Appendix H. Faculty travel, start-up packages, and reporting of available funds. (Adopted
January 13, 2026)

Faculty travel. The Askew School encourages its faculty members to regularly participate in academic
conferences, which are essential to keeping up with current research, showcasing our faculty’s
scholarship, and enhancing the School’s academic reputation and rankings.

Subject to available funding, the Askew’s School’s policy is that tenure-track faculty will be supported
to attend two academic conferences per year while permanent teaching faculty will be supported to
attend one conference annually.

e Faculty must adhere to University travel policy and procedures and are encouraged to plan cost-
efficient trips.

e Tenure track faculty must apply to receive Provost Travel Grants to partly cover the cost of
conference attendance. These Grants are generally available in the fall term and are sometimes
also available in the spring term and require the recipients to present at the conference.

e At the beginning of the academic year, the Director shall identify the total amount of funding
available to supplement Provost Travel Grants and support faculty travel during the year and
report to faculty whether School funds will be adequate to enable faculty to the number of
conferences envisioned above.

e To facilitate cost-effective faculty travel planning, the Director shall, with the assistance of the
School’s Office Manager, create internal allocations to support each faculty member’s travel
during the year; faculty shall have flexibility in using these funds for their travel.

e Faculty may elect to pay professional organizational dues with their travel allocation.

e Faculty members seeking to attend a very expensive conference (such as those requiring
international travel) that requires expenditures roughly equal to two domestic conferences may
be funded for only a single conference during the year.

e Faculty members seeking to attend additional conferences after exhausting their travel
allocations may do so, but such travel will generally not be funded by the Askew School.
Faculty seeking to attend such additional conferences are encouraged to use supplemental
funding sources such as other College and University funds, start-up packages, contract and
grants income, and/or funds provided by endowed chairs to pay conference costs. In rare cases,
the School may support faculty travel to additional conferences in part or whole if the Director
determines that attendance is in the best interest of the Askew School. This shall include
ensuring that at least two or three faculty members are present at each major disciplinary
conference (ASPA, APPAM, PMRC, NASPAA) and one or more faculty are present at each
significant regional, field, or professional conference (SECoPA, ICMA, ARNOVA, ABFM,
IRSPM, FCCMA, COPPR, and others decided by faculty vote).

Faculty start-up funds. Newly hired tenure track faculty typically receive start-up funds from the
College to support their early research activities. Subject to University requirements, these funds may
be used, at the faculty member’s discretion, for purposes such as research-related travel and data
collection, specialized IT hardware and software that supplements that normally provided by the
University, access to data sets, graduate student support related to the faculty member’s research, and/or
supplemental conference travel. Routine start-up expenses such as office painting, IT support, and new
furniture shall be paid by the School and University sources rather than faculty start-up funds.

Quarterly reporting of travel balances and start-up funding provisions. As faculty travel and start-up
funds must be used within specified time periods or will revert to the College, the Director with the
assistance of the School’s office manager shall provide quarterly reports to all faculty identifying the



amount of allocated travel and start-up funding used to date and the remaining balance for the academic
year or start-up period. The Director and office manager shall also track and report on the status of other
start-up provisions such as course releases to ensure that faculty members are kept aware of these

provisions.



