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MEMORANDUM 
 
 
To:  Full-Time Faculty, Faculty Senate, Deans, and Officers 
From:  Benjamin Lee, Provost 
Subject: The Full-Time Faculty Handbook 
Date:  September 25, 2006 
 

 
I am pleased to announce that under the able leadership of Vice Provost Eliza Nichols 

we have concluded the first phase of the Handbook project. Since 2004, Eliza has been 
working consistently with the faculty senate, the deans, and key officers to ensure an 
open and inclusive process for the revision of the Handbook. She will continue to lead 
this important initiative as we embark on the final phase. 

 
You can now find the approved sections of the full-time faculty Handbook adopted 

by the board of trustees on the provost web site at: 
 
http://www.newschool.edu/admin/provost/policies 

 
Please note that the following policies are currently under review by the board of 

trustees and are scheduled to be adopted this fall: compensation, tuition benefits, 
paid/unpaid leaves, discipline, grievance, and separation. These policies have been 
posted along with the approved sections for your information but should not be 
considered final until the board has approved them for adoption. 

 
Given the need for substantial revisions and additions to the 1995 version of the 

Handbook, you will find that the Handbook contains several new policies.  The most 
important policies are those that define and govern faculty employment categories, 
faculty workload, and faculty review and promotion. Importantly, the revised Handbook 
supports and clarifies the role of faculty in recommending and revising academic policy; 
it places the responsibility for recommending and voting on criteria and appropriate 
“measures and weights” for faculty workload, review, and promotion squarely with the 
full-time faculty.  

 
The Handbook also identifies full-time employment types and makes them available 

to all divisions: principal, term, and visiting. It opens up tenure and extended employment 
options to all principal faculty, thus providing two options for attaining long-term 
employment. Last but not least, it expands the definition of research and scholarship to 
include creative and professional practice, and recognizes the importance of teaching as a 
key university criterion for advancement to long-term employment and in academic rank.  
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Next Steps 
 

The work of phase two requires that all existing divisional/school procedures related 
to full-time faculty be reviewed by the full-time principal faculty and aligned with the 
general principals, standards, and policies set forth in the Handbook.  

 
The complete Handbook will contain appendices for each school. No school 

procedure or governance statement will be adopted until it has been reviewed and 
approved by the principal faculty, the deans, the provost, the president, and ultimately, 
the board of trustees.  

 
The next step in this process (Phase II) is the establishment of divisional standards, 

policies, and procedures to implement this system.  First, each Division will write a 
concise statement of the standards by which it will judge full-time faculty at the time of 
initial appointment, and in re-appointment and promotion decisions. Defining the terms 
of extended employment and tenure is key and will need to be addressed both at the 
divisional and university levels. The divisional statements will reflect the particular 
educational, performance, and research missions of the Division.   

 
Second, each Division will specify the kind of evidence to be presented and evaluated 

in its appointment, re-appointment, and promotion decisions, such as evidence of 
scholarly productivity, performance excellence, creative achievement, and teaching 
effectiveness.   

 
Third, each Division will establish procedures for identifying institutional need for 

full-time faculty, the initiation of full-time positions, the evaluation of applicants, and re-
appointment and promotion of full-time faculty.  These procedures will reflect the 
particular needs of each Division and will adhere to university policies designed to 
protect the rights and professional integrity of applicants and ongoing full-time faculty, 
including the university’s affirmative action and equal-opportunity recruitment policies. 
Appointments, reappointments, and promotions will follow the calendar set by the Office 
of the Provost.   

 
Calendar for the completion of Phase Two in 2006/07  
 
Division-specific deadlines will be set by the deans for fall term work with their faculty. 
  
• October – November: Principal faculty and deans work on divisional by-laws.  
• December – Deans forward by-laws to the provost. 
• January – Provost review of by-laws with deans & key officers. 
• February – Divisional revisions as needed. 
• March – April: Provost submits by-laws to board of trustees. 
• May – Adoption by the board of trustees.  
• June – Inclusion of the by-laws in the Handbook. 
• July – Posting and distribution of the complete Handbook. 
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This timeline ensures that those full-time faculty who are scheduled for review 

beginning in Fall 2007 are governed by easily accessible, clearly posted procedures, 
criteria, and standards that are widely endorsed and which reflect the principals of the 
university and its full-time faculty. 

 
Accordingly, I call upon the principal faculty in each division to work with their 

deans to draft and revise divisional policies and procedures where necessary and 
appropriate so that, in due course, they can be recorded in the appendices of the 
Handbook. 
 
Background 
 

Since the previous revision of the Faculty Handbook in 1995, significant changes 
have occurred within the university. The creation of a fully functioning Faculty Senate 
and the implementation of a university policy for joint appointments in 2004, and the 
extension of academic rank to all full-time faculty in 2005 brought with them the 
opportunity to act as university by opening up long term employment options and 
creating clear and consistent policies governing full-time faculty across the university.  

 
Revision of the 1995 Handbook began in the summer of 2005 when the Office of the 

Provost and the Faculty Senate convened a joint summer working group. The working 
group was co-chaired by Anezka Sebek, Associate Professor of Communication Design 
at Parsons and Vice Provost Eliza Nichols.  
 

The full Faculty Senate received the working group’s draft in September 2005. 
Working through the Senate and the deans, the Handbook was distributed to faculty in 
each of the divisions for their consideration, and to the Senate’s academic policy 
committee. Faculty in the divisions, and those serving on the Academic Policy 
Committee, were asked by the Senate to review the draft and make recommendations for 
further revisions.  
 

The Senate systematically reviewed the draft of the Handbook and focused on the 
recommendations made by the divisional faculty and the academic policy committee. The 
recommendations for changes to the draft were then submitted to the full-time senators 
for electronic balloting. The Senate’s formal comments and recommendations were 
submitted to the Provost on December 19, 2006.  
 

The Office of the Provost then revised the draft in light of the recommendations made 
by the Senate. Of the 27 senate recommendations, 26 were followed.  Once the draft was 
revised it was then distributed to the deans and officers for their review and comment. 
Many of their recommendations and suggestions were subsequently included before the 
final document was submitted to the Educational Policy Committee (EPC); the 
Institutional Policy Committee (IPC); and the Executive Committee of the board of 
trustees for final approval and adoption.  
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During the revision process it was agreed that discussions concerning review criteria, 

weights and measures for faculty workload, and local governance and committee 
structures were best dealt with at the divisional level. Therefore, I have charged the deans 
with the responsibility for leading their full-time principal faculty in the work of 
proposing divisional by-laws that align with the general principals and standards as set 
forth in the Handbook.  

 
Eliza and I look forward to continuing our work with you as we collectively bring this 

important project to conclusion. 
         Ben Lee 
 
 



 

 
 

D R A F T 
Office of the Provost August 2006 

 
UNIVERSITY GUIDELINES FOR CONVERTING FULL- AND HALF-TIME 
RENEWABLE TERM FACULTY TO NEW BOT APPROVED EMPLOYMENT 
CATEGORIES. 
 
General Notice of Change of Status: The new employment status for Renewable Term 
Appointment (RTA) faculty is that of Principal Faculty.  
 
General Notice Regarding Reappointment Reviews for 2006/07: No Principal faculty hired 
on Renewable Term Appointments will be reviewed in 06/07.  Their review will be pushed back 
by one year. 
 
Individual Notification: 
Individual notification of conversion stating upcoming review dates and appropriate procedures 
to follow for reappointment and/or promotion will be sent to all faculty members by September 
1, 2006.   
 
Background 
Standard Terms: The standard terms for Renewable Term Appointments have been 3 or 5 year 
terms renewable based on satisfactory reappointment review.  The standard pattern has been to 
hire new faculty on three year terms and then reappoint them to a second three year term after 
successful review.  After the second three year term, most faculty then received five year terms 
following a successful second reappointment review.  Thus the standard formula has been 3+3+5 
with faculty continuing on five year appointments following successful reappointment reviews 
held every five years.  However, some faculty have continued to receive three year terms 
regardless of the number of times they passed reappointment review while others were either 
hired directly on five year terms or were granted five year terms after only one reappointment 
review.  In many cases, but not all, those faculty granted five year terms have been considered at 
the divisional level to be more “advanced” or “senior” appointments.  In some cases, however, a 
five year term was simply negotiated by an individual or used by a dean as a recruitment 
incentive.  Thus, while the standard has been followed in most cases, there are many exceptions. 
It is therefore impossible to put forward a conversion system that categorizes RTA faculty based 
on the length of their current term as these terms do not hold consistent meaning nor do they 
necessarily reflect seniority or academic/professional accomplishment. 
 

It  must be noted that in anticipation of the approval of the new employment categories 
described in the Full-time Faculty Handbook, most new RTA faculty hired in the Spring of 2006 
were given appointment terms consonant with the Full-time Faculty Handbook and are thus  
starting their employment on four (4) year probationary terms. Some new faculty who were more 
advanced in their careers were granted three (3) year “track’ terms so that they could stand for 
promotion in their third year. 
 



 

 
 
 
Introduction of Ranking: In April 2004, the BOT approved extending academic rank to RTA 
faculty.  In the fall of 2004, the deans were asked to rank all faculty hired prior to January 2005. 
RTA faculty hired after January 2005 came in ranked.  While the ranking of individual faculty 
hired prior to January 2005 has not been formally announced (the Deans and the Provost agreed 
to wait for the approval of the Full-time Faculty Handbook so that rank and employment status 
could be announced simultaneously), all RTA faculty have been ranked and these rankings have 
been reviewed at both the divisional and University level. Thus, the conversion system described 
below uses ranking as one means to sort faculty by category for conversion to new employment 
categories. 

 
Summary of new appointment terms: 
According to the new Full-time Faculty Handbook, new junior faculty are hired on four-year 
probationary appointments. Once they pass their 4th year (Post probationary) review, they are 
appointed to a three-year term on either Extended Employment Eligible or Tenure Eligible 
tracks.  Thus the standard pattern going forward is 4+3 with Extended Employment or Tenure 
promotion occurring in the fall of the seventh year of employment.  Exceptions to this standard 
may be negotiated for faculty who have several years of full-time service experience at another 
institution. These “more senior” junior faculty, may be hired on a three-year term meaning that 
they would stand for promotion review in their third year of employment.  These arrangements 
are individually negotiated and require approval by the Provost to be considered official. 
 
Conversion system: 
RTA faculty hired on or prior to September 1, 2006, have been placed into three categories based 
on a combination of length of service, reappointment review status, and ranking.  Faculty will be 
converted to the new employment categories using guidelines developed for each conversion 
category.  This ensures uniform treatment of faculty regardless of divisional affiliation.  
 
Category 1 is for faculty with Assistant Professor rank who have not yet been reappointed at 
The New School.  Their Post-Probationary Review (4th year) date will be adjusted so that they 
come up in their 4th year of full-time employment.  
 
New review dates will be sent to faculty.  Note: for junior faculty who came in on a 4-year term, 
their review date will remain the same. 
 
Category 2 is for faculty with Assistant Professor rank who have gone through at least one 
reappointment review.  Faculty in this category are considered to have completed their 
Probationary Period.  They may choose to be on either Extended Employment Eligible or 
Tenure Track Eligible appointments.  They must inform the Provost’s Office of their choice by 
June 1, 2007 via the Employment Category form sent with notification. 
 
 
 
 



 

 
 
 
Faculty members will come up for Promotion Review in no less than seven years from the time 
of their initial appointment. 
 
In general, Promotion Reviews will occur at the next scheduled reappointment review date. 
 
a) In cases where faculty members will have served less than seven years from their initial 
appointment at the time of the Promotion Review, the Promotion Review will be postponed 
accordingly (see letter template for Category 2.11). Note: They will receive a different 
notification letter than category 2 faculty who served seven years or more (see letter 
template for Category 2.12). 
 
b) In cases where faculty members will have served more than seven years from their initial 
appointment at the time of the Promotion Review, faculty members may petition to come up for 
promotion earlier than their next scheduled reappointment review date (see letter template for 
Category 2.2).  Petitions, which must include written justification for the requested change, 
should be sent to the Provost’s Office for consideration at least one year prior to the requested 
review date. Note: They will receive a different notification letter than category 2 faculty 
who served seven years or less. 
 
No category 2 faculty members will be reviewed for Promotion prior to Fall 2008.  Thus, 
Promotion Reviews that would normally fall in 2007 will be pushed back to 2008.  However, 
category 2 faculty members who have already passed more than one reappointment review may 
petition to come up earlier (see letter template for Category 2.2).  Petitions, which must include a 
written justification for the requested change, should be attached to the Employment Category 
form to be submitted to the Provost’s Office by June 1, 2007. 
 
Category 3 is for faculty who hold the rank of Associate Professor regardless of whether or not 
they have already come up for review at The New School.  Associate Professors are considered 
senior faculty.  They may choose to be reviewed for promotion to either Extended Employment 
or Tenured appointments.  They must inform the Provost’s Office of their choice by June 1, 
2007 via the Employment Category form sent with notification. 
  
In general, the Promotion Review will occur at the next scheduled reappointment review date. 
 
Faculty members may petition to come up for promotion earlier than their next scheduled 
reappointment review date.  Petitions, which must include written justification for the requested 
change, should be sent to the Provost’s Office for consideration at least one year prior to the 
requested review date. 
 
No category 3 faculty members will be reviewed prior to Fall 2007.  However, faculty members 
scheduled to be reviewed for promotion later than the fall of 2007 may petition to come up 
earlier than their stated reappointment date.  Petitions, which must include a written justification  
 



 

 
 
 
 
for the requested change, should be attached to the Employment Category form to be submitted 
to the Provost’s Office by June 1, 2007. 
 
Alternative to Promotion Review for Category 2 & 3 faculty: 
Category 2 & 3 faculty may request a one time switch from a Principal to a Term Appointment 
if they do not wish to stand for Promotion Review.  In this case their Term appointment would 
begin at the end of their current term.  Note: Term appointments are made for 1, 3, or 5 year 
terms. Term faculty do not stand for peer review and their terms are renewable up to a maximum 
of ten (10) years based on departmental/program need and annual performance reviews 
conducted by the Dean and/or department/program Chair.  To exercise this option, faculty must 
inform the Office of the Provost by June 1, 2007 using the enclosed Employment Category 
form. 
 
Limited Tenure Review Option: Faculty members who were hired on Renewable Term 
Appointments and whose official start date began prior to May 2006 and who are promoted to 
Extended Employment status, may make a one time request for a review for Tenure with an 
accompanying switch in employment status at the end of either the first or second Extended 
Employment term.  Faculty members who choose to exercise this option must make a written 
request to switch employment type.  The request should be made to the Office of the Provost one 
year prior to the end of the contract term. Note: Tenure review is, without exception, up or out.  
A negative review will result in termination of employment following a one year grace period. 



The New School Office of the Provost Working Document 

Office of the Provost Template for Divisional By-laws 
(Mannes, Drama, Jazz will be covered under “Performing Arts” by-laws) 

 
A) Divisional Mission and, where appropriate, department or degree program missions. 
 
B) Governance Structures and committee charges, rules for membership, voting rights, 
schedule of meetings (e.g. 2x/semester, every month, bi-weekly, etc.). See sample of 
governance structures below (these are not to be taken as prescriptive): 

• Executive Faculty (for principal faculty only) 
• General Faculty (for all faculty) 
• Appointments and Personnel Committee 
• Promotion Committee, Curriculum Committee, Deans/Chairs Council, etc. 
 

C) Evaluation and Promotion Criteria:  
• State Criteria and Definition of good, satisfactory and excellent in terms of 

expectations for promotion reviews - e.g. if Tenure is Excellence in scholarship 
and teaching, and Extended Employment is Excellence in teaching , what is level 
of activity that meets the criteria for  satisfactory/adequate service in areas that do 
not require excellence for promotion? 

• State Criteria for satisfactory performance for annual reviews 
• State restrictions of Principal Faculty’s choice of tracks at 4th year review if any 

and provide rationale for restrictions 
 

D) Definition workload categories and explain what type of activities go in which 
category and can some things be counted in multiple places? 

• scholarly/creative/professional practice 
• teaching 
• service 

  
E) Faculty workload (note. must be based on current reality and practice. This does not 
preclude changing them in the future). 

• Instruction: 
o State course load (note: the University’s standard is 5 courses per 

academic year and the definition of a course is found on p. 18 FH  under 
Workload Responsibilities Guidelines section) 

o List divisional course “equivalents” used for providing course release and 
for calculating overloads (e.g. if you base course calculation on a total 
number of credits and a faculty member teaches over the stated number of 
credits, could they eventually get a course release?) 

o If applicable, list possible administrative positions or duties that require a 
course release 

• Scholarly/creative/professional practice: what is expectation in terms of 
percentage of time/effort or other measure as seen over a full year? 

• Service: what is expectation in terms of percentage of time/effort or other measure 
for regular service (meaning not extraordinary service that might warrant 
supplementary pay or course release)?  



  University Degree & Diploma Enrollment Ethnicity

Fall 2006 Total Female Male Female Male White Unknown
Undergraduate
The New School for General Studies 690 222 129 230 109 56.4% 3.0% 18.1% 19.0% 3.5%
Parsons 3180 2293 646 211 30 30.0% 16.7% 9.9% 8.9% 34.5%
Milano 121 3 7 111 48.8% 0.0% 4.1% 47.1% 0.0%
Eugene Lang College1 1164 757 354 36 17 59.5% 4.7% 10.1% 22.5% 3.2%
Mannes College 123 67 52 2 2 43.9% 8.1% 5.7% 13.0% 29.3%
Mannes Extension 74 32 20 11 11 28.4% 5.4% 6.8% 25.7% 33.8%
New School Jazz 260 54 183 7 16 45.8% 1.9% 17.3% 15.4% 19.6%
Total Undergraduate Students 5,612 3,425 1,387 504 296 2,290 626 619 808 1,269

% Undergraduate 100.0% 61.0% 24.7% 9.0% 5.3% 40.8% 11.2% 11.0% 14.4% 22.6%
Graduate
The New School for General Studies 938 357 212 236 133 51.7% 5.9% 13.1% 14.4% 14.9%
The New School for Social Research 1083 424 379 162 118 42.4% 4.5% 11.4% 13.0% 28.6%
Parsons 418 218 134 51 15 47.4% 7.9% 7.4% 10.3% 27.0%
Milano 482 129 48 228 77 36.5% 6.0% 35.1% 15.8% 6.6%
Mannes College 184 111 72 1 32.6% 6.5% 2.2% 6.5% 52.2%
New School Drama 150 83 39 18 10 55.3% 1.3% 12.7% 12.0% 18.7%
Total Graduate Students2 3,255 1,322 884 695 354 1,461 180 470 425 719

% Graduate 100.0% 40.6% 27.2% 21.4% 10.9% 44.9% 5.5% 14.4% 13.1% 22.1%

Total Degree & Diploma Students 8,867 4,747 2,271 1,199 650 3,751 806 1,089 1,233 1,988
100% 53.5% 25.6% 13.5% 7.3% 42.3% 9.1% 12.3% 13.9% 22.4%

 1 Includes 112 BA/BFA students
 2 Includes 477 Maintaining Status Students 3Includes African American, Hispanic and Native American

New School 2005 2006 Number of States represented: 50 Number of Countries Represented: 105
Online (NSO) 899 1,051 Top 10 Countries: Korea, Canada, Japan, Taiwan, India, Turkey, Germany, Israel, Mexico
% Change from 2005 17%  and the United Kingdom 

   Enrollment Trends by School, Fall 2002 - 2006 1 Year 5 Year

Degree and Diploma Students Headcount 2002 2003 2004 2005 2006 % Change % Change

The New School for General Studies 1,292 1,453 1,574 1,650 1,628 -1.3% 26.0%
The New School for Social Research 1,031 1,040 1,071 1,071 1,083 1.1% 5.0%
Parsons The New School for Design 2,899 2,910 3,136 3,439 3,598 4.6% 24.1%
Milano The New School for Management & Urban Policy 767 669 624 664 603 -9.2% -21.4%
Eugene Lang College The New School for Liberal Arts4 731 811 969 1,073 1,164 8.5% 59.2%
Mannes College The New School for Music 355 345 374 366 381 4.1% 7.3%
The New School for Drama 210 208 215 170 150 -11.8% -28.6%
The New School for Jazz & Contemporary Music 258 267 255 262 260 -0.8% 0.8%

Total Degree and Diploma Students 7,543 7,703 8,218 8,695 8,867 2.0% 17.6%
General Credit Students 632 634 594 306 256 -16.3% -59.5%
Total Credit Students 8,175 8,337 8,812 9,001 9,123 1.4% 11.6%
Non-Credit Students 9,256 7,689 7,018 6,478 5,663 -12.6% -38.8%

 4 Includes Parsons/Lang BA/BFA and Jazz/Lang BA/BFA students

   Full-Time Equivalent (FTE) 1 Year 5 Year
   Students in Degree and Diploma Programs 2002 2003 2004 2005 2006 % Change % Change

Undergraduate 3,929 4,049 4,517 4,965 5,178 4.3% 31.8%
  Graduate 2,725 2,764 2,795 2,813 2,812 0.0% 3.2%

FTE Total 6,654 6,813 7,312 7,778 7,990 2.7% 20.1%

12/1/06

The New School is a legendary, progressive university comprising eight schools bound by a common, unusual intent: to prepare and inspire its 
undergraduate students, graduate students and adult learners to bring actual, positive change to the world. From its Greenwich Village campus, The 
New School launches economists, actors, fashion designers, urban planners, anthropologists, orchestra conductors, filmmakers, political scientists, 
organizational experts, jazz musicians, scholars, psychologists, historians, journalists, and above all, world citizens - individuals whose ideas and 
innovations forge new paths of progress in the arts,  design, humanities, public policy, and the social sciences.    (From the University website: 
www.newschool.edu)

Asian 
American

Facts and Figures
Fall 2006

Full-Time Part-Time Inter-
national

Under-
represented3



1 Year    First-time Freshmen6 897
  Fall 2002 - 2006 2002 2003 2004 2005 2006 % Change    % In-State 19%

Undergraduate5    % Out-of- State 62%
Applicants 5,054    5,237    5,827    6,894 7,305 6%    % International 19%
Admitted 2,843    2,837    3,328    3,914 4,083 4%    % Female 71%
        % Applicants Admitted 56%    54%    57%    57% 56% ---    % Full-time 99%
Enrolled 1,431    1,417    1,731    1,931 1,905 -1%    Mean Age 18.9
        % Admits Enrolled (Yield) 50%    50%    52%    49% 47% ---    Mean H.S. GPA 3.41

Graduate    Mean SAT Math 553
Applicants 3,875    4,188    4,462    4,731 4,538 -4%    Mean SAT Verbal 560
Admitted 2,384    2,004    2,585    2,526 2,373 -6%    % in Campus Housing 76%
        % Applicants Admitted 62%    48%    58%    53% 52% ---    Selectivity (% Accepted) 52%
Enrolled 1,125    1,038    1,061    1,037 1,026 -1%    Yield (% Accepts enrolled) 39%
        % Admits Enrolled (Yield) 47%    52%    41%    41% 43% ---

  Degrees Awarded between July 1, 2005 and June 30, 2006    Financial Aid 

Bachelor's Master's PHD AAS
Diploma/ 

Certificates Total
   The New School for General Studies  177 326 8 511
   The New School for Social Research       165 55 220   University Endowment ($ millions)
   Parsons 498 164 322 984 FY 2005-2006 $150
   Milano 33 141 1 11 186 FY 2006-2007 $199
   Eugene Lang College 207 207 % Change from 2005  32%
   Mannes 34 46 20 100

Mannes Extension 2 2   University Operating Budget ($ millions)
   New School Drama 58 58      FY 2005 - 2006  $217
   New School Jazz  65 65      FY 2006 - 2007 $234

   Total Degrees Awarded 1,014 900 56 322 41 2,333  % Change from 2005  8%
   Degree Programs Offered    Average Full-time Undergraduate Charges

Diploma/Advvanced Certificates      8                     Master 31 28,853$   
Associate 4 Doctoral 9 Room & Board 11,750$   
Bachelor 21 Total 73 Fees (including health) 628$        

 Deans of the University
2005 2006

253 286
     Part-time Faculty (Fall Term) 1,967 1,802

Total 2220 2,088

Libraries Available to New School Students and Faculty

New School Libraries Holdings
Raymond Fogelman 196,750
Adam & Sophie Gimbel Design 347,181 (incl. digital images)  The Officers of the University
Harry Scherman Music 49,200 Bob Kerrey, President
Digital Electronic Databases 235 Benjamin Lee, Provost and Senior VP for Academic Affairs
New School Library Holdings Total 593,366 James Murtha, Executive Vice President

Consortium Libraries Carol Cantrell, Senior VP for Human Resources and Labor Relations
Shelley Reed, Senior VP for Information Technology
Linda Reimer, Senior VP for Student Services
Kristin Sorenson, Senior VP for Development and Alumni Relations
Frank Barletta, VP and Treasurer

Campus Facilities Sherry Brabham, VP and Chief of Staff
     Owned sq. ft. Residential 93,975 Nancy Donner, VP for Communications and External Affairs

Non-Residential 737,697 Lia Gartner, VP for Design, Construction and Facilities Management
     Leased sq. ft. Residential 271,597 Roy Moskowitz, General Counsel and VP for Legal Affairs

Non-Residential 190,356 Nancy Stier, VP for Budget and Planning
     Total square feet 1,293,625 Doris Suarez, VP and Secretary of the Corporation

 The facts and figures presented here were produced by the Office of Institutional Research in collaboration with various offices at The New School.
 More information can be found on the web at http://www.newschool.edu/admin/oir/
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University Art Collection 1,777 Objects

Cooper Union, New York University's Bobst  Library, New York Academy  of Art, 
Cardozo Law School Library

$127 million in aid for 2005-2006 awarded to 
6,977 degree students

Faculty 

Full-time Faculty

Michael Schober, The New School for Social Research

Linda Dunne, The New School for General Studies

 Trends in Admissions

6 Includes students in 2-yr AAS and 4-yr 
Bachelor programs; excludes transfers.

  5 Includes  first-time full-time freshmen, first-time part-time freshmen and transfer students.

Facts and Figures (continued)

Tuition

Martin Mueller, Executive Director, New School Jazz
Robert LuPone, Director, New School Drama

Timothy Marshall, Parsons

Fred P. Hochberg, Milano 
Joel Lester, Mannes College

Jonathan Veitch, Eugene Lang College



The New School Office of the Provost Multi-Year Appointment Review Process and 
Criteria excerpted from Act-UAW/New School agreement. 

E. Multi-Year Appointment Review Process 

1. The Provost will establish a calendar for review of Faculty who 

apply for Multi-Year appointments. 

2. An eligible Faculty member must submit a form requesting review 

for a Multi-Year appointment. 

3. The University shall conduct a Review for each candidate to 

determine if she/he meets the requirements for a Multi-Year 

appointment. 

4. Prior to the initiation of the Review, the University shall notify the 

Faculty member of the timing, criteria, and procedure that will be 

followed. 

5. The Faculty member under review shall provide the following: 

Curriculum Vitae (complete and up-to-date); examples of scholarly 

and/or professional productivity such as copies of published 

papers, conference presentations, documentation of performances, 

examples or reproductions of artistic work, books, book chapters, 

and/or references to online resources; personal statement with 

commentary on performance with regard to: 

a. Teaching effectiveness 

b. Standing in the field or discipline 

c. University, School and department service 

d. Goals for professional development 



The New School Office of the Provost Multi-Year Appointment Review Process and 
Criteria excerpted from Act-UAW/New School agreement. 

6. A Faculty committee shall review and make recommendations 

about Faculty performance pertaining to the Review for Multi-

Year appointments.  The committee shall be at the School level 

appointed by the Dean.  The University shall make reasonable 

efforts to ensure that at least one Multi-Year Faculty will 

participate on such review committees although no individual shall 

be required to serve on the committee. 

7. If the Faculty member successfully passes Review, the Faculty 

member shall receive a Multi-Year appointment. 

8. If the Faculty member does not qualify for the Multi-Year 

appointment, the Faculty member shall receive an annual 

appointment, provided that the Evaluation components of the 

Review were satisfactory.  A Faculty member can reapply at any 

time in accordance with #1 above (Provost’s calendar) 

9. Subsequent Multi-Year appointments are contingent upon 

obtaining a positive Evaluation during the final year of the Multi-

Year appointment.   

F. Multi-Year Appointment Review Criteria 

Reviews of the academic qualifications and performance of Faculty for 

purposes of consideration for a Multi-Year appointment shall be made on 

the basis of demonstrated excellence in all three of the following areas: 

a. Teaching Excellence, as defined and measured by (i) and 

(ii) below. 
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(i.) I. Demonstrated knowledge of the course 

material; 

II. Ability to organize and present course 

materials; 

III. The effectiveness of the Faculty member’s 

communication skills in the classroom; 

IV. Ability to arouse curiosity in beginning 

students and to stimulate advanced students 

to do creative work; 

V. Student achievement and progress in 

relevant academic work; 

VI. The ability of the Faculty member to adhere, 

in both subject matter and timely fashion, to 

the approved course curriculum; 

VII. The Faculty member’s teaching experience 

and teaching accomplishments; 

VIII.  Sensitivity to the policies of the department 

and the University with respect to equal 

opportunity, affirmative action and an 

environment free of discrimination and 

sexual and other discriminatory harassment; 
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IX. Respect for and encouragement of the 

diversity of opinions and expressions of 

students and colleagues. 

ii. Teaching excellence, which is measured by: 

I. Student evaluations as provided for in 

Article XIV, Evaluation; 

II. Observations as provided for in Article XIV, 

Evaluation; 

III. Faculty member’s statement to Review 

Committee as specified above. 

IV. Departmental assessment as provided for in 

Article XIV, Evaluation; 

V. Samples of student work (may be included 

at the request of Faculty member or Review 

committee). 

b. Professional accomplishments, which are defined as: 

i. Quality and productivity in scholarly, professional 

and/or artistic pursuits such as shows, exhibits, 

performances, recordings, publications or other 

relevant artistic or scholarly activities; 

ii. Professional experience such as contributions to the 

profession and the field; and continued participation 

in such endeavors and activities. 
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c. Service, which is defined as: 

i. Demonstrated ability and/or willingness of the 

Faculty member to cooperate with other faculty, 

staff, administration, students, guests, and others; 

ii. Commitment to the University’s policies; 

iii. Participation in departmental, School, and 

University activities; 

iv. Providing student mentoring, where appropriate. 



 
 
 

The New School 
Office of the Provost 

 
 
Multi-Year Appointments for Part-Time Faculty 
 
Article XIII, sec. B (4) of the ACT-UAW/New School contract outlines the definition of a 
multi-year appointment for Part-Time Faculty (PTF).  The multi-year appointment is a three 
year appointment for which eligible PTF members must apply.  The length of service to 
qualify begins at the 11th semester or session and applicants must be in their last year of post-
probation or in any year thereafter.  Applicants must demonstrate a standard of excellence 
through a multi-year appointment review process.  The criteria for demonstrated excellence 
includes teaching excellence, professional accomplishments and service.  Please see Article 
XIII, sec. F of the contract for details.         
 
Written requests for the multi-year appointment must be submitted to the Office of the 
Provost, attention Vice Provost Eliza Nichols and be received by e-mail or postmarked no 
late than November 15, 2006.  Please include a current CV.   

 
 

Application for Multi-year Appointment for Part-time Faculty 
 
 
Name ________________________________  ________________________ 

Last        First 
 
ID #    ________________________________ 

The New School ID (N+8 digits) 
 
 

Divisions 
 
� The New School for Drama 
 
� The New School for General Studies 
 
� The New School for Social Research 
 
� Milano The New School for Urban Management and Urban Policy 
 
� Parsons The New School for Design 
 
� Eugene Lang College The New School for Liberal Arts 
 
� Mannes College The New School for Music 
 
 
 
 
_______________________________________  ______________________ 
Signature        Date 
 
Return this form by November 15, 2006 to: 
 
The New School 
Office of The Provost 
Attn: Eliza Nichols 
66 West 12th Street, 8th Floor 
New York, NY 10011 
t 212.229.8947 x2373 f 212.229.8583  
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THE NEW SCHOOL 

FULL-TIME FACULTY HANDBOOK 
FAQs 

 
The questions below were generated primarily by full-time faculty at Parsons, The New 
School for General Studies, Lang College, Mannes College, and the Jazz and 
Contemporary Music Program. The faculty members in these programs have, over the 
years, been referred to as “renewable term”, “core”, or “regular” faculty. Tenure and 
Extended Employment appointments were not available to them. The university is in the 
process of converting full-time “renewable term”, “core”, and “regular” faculty to 
“Principal Faculty” appointments  consistent with the new employment categories and 
options made available through board of trustees approval of the new Full-Time Faculty 
Handbook.  
 
While many of the questions below seek clarity on what this change means specifically 
for faculty who did not previously have access to Tenure or Extended Employment, the 
answers provide important information that can be useful to divisional faculty and their 
deans as they craft division-specific by-laws as a component of phase two of producing 
the Full-Time Faculty Handbook. As part of phase two, faculty representatives are 
holding on-going meetings to provide a structure for important conversations for full time 
faculty to work with their colleagues and deans to create or revise existing division-
specific criteria for faculty reappointment and promotion standards and workload policies 
that address the specifics of each division/school.  
 
Please note that even as we create these FAQs, we are aware that additional questions are 
emerging in the context of university-wide discussions on these matters. They will be 
addressed in subsequent updates to these FAQs as appropriate. 
 
What is the real point of having a full-time faculty handbook and why do the 
divisional by-laws have to be in it? 
 
The purpose of the Full-time Faculty Handbook is to provide a central location for all 
policies related to faculty employment. By codifying and providing employment 
categories and standard polices that are both nuanced and consistent across the university, 
we make transparent and deliberate the fact that faculty are an integral part of the 
university, belonging to a single institution. While the university is greater than the sum 
of its parts, the divisions and performing arts schools have unique missions and cultures 
which, in turn, enrich and make up the university.  Divisional and performing arts by-
laws allow each unit to work out its own internal system for faculty governance while 
ensuring that local governance feeds into and supports the overall mission of the 
university. By recording the by-laws in the faculty handbook, we ensure that they are 
consistent with the university’s general policies and principals and make them accessible 
to all faculty regardless of divisional or school affiliation so that faculty better understand 
and appreciate other university units and the diversity of its academic programs and 
faculty. 
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Where can I get a copy of the new Full-Time Faculty Handbook? 
 
The new Full-Time Faculty Handbook is currently available on the Provost’s web site at 
http://www.newschool.edu/admin/provost/fulltime_handbook.html and will soon be 
available on MyNewschool (by clicking on the Faculty tab).  
 
Is salary linked to rank and/or Tenure? Why should I apply for Tenure if it won't 
mean a change in salary? Will there be established "steps" in the salary range 
within each  rank with a certain number of years that have to pass before you get 
bumped up to the next rank & salary bracket? Once you are ranked how many 
years will you sit in the rank before you can apply for Promotion? Will the salary 
scale be public knowledge? 
 
Salary will be tied to rank and discipline, not to faculty employment categories. 
Academic rank is now available to all full-time faculty across the university. 
Consequently, we are able to do the requisite analysis of salaries across divisions and 
create clear salary bands.  To this end, Human Resources at The New School is 
conducting a salary analysis (in conjunction with the Deans and Provost Office) to review 
a variety of factors including race, gender, pay rates according to discipline, and 
comparisons with pay rates at peer institutions, etc. The objective is to review faculty 
salaries internally and to consider those salary bands in relation to comparable institutions 
in the tri-state area. The salary review report is due mid-Fall 2006 semester.  While 
individual salaries will not be public knowledge (as is the case in some public institutions)  
salary bands based on rank will be shared with faculty. Once we have determined salary 
bands, we can work on the broader policy questions such as whether or not to establish 
"steps" within bands, require a set number of years before promotion to a higher rank, etc. 
 
Full-time faculty are asked to play a variety of roles and have multiple 
responsibilities including administration.  How will these roles and responsibilities 
(teaching, research, professional and creative practice, scholarship and 
administration) be taken into account in determining salary and promotion options 
(Tenure or Extended Employment)? 
 
As an institution we are transitioning from a model whereby most of the responsibility for 
faculty evaluation, workload, and curriculum planning was placed in the hands of 
administrators hired on administrative lines to run programs that were primarily staffed 
by part-time faculty to one where full-time faculty will increasingly take the lead in 
academic matters such as peer evaluation, faculty workload, program review, running and 
initiating academic programs, etc. In the past year many, if not most, academic 
administrative positions have been converted to faculty positions. This enables The New 
School to take a serious look at the place of academic administration in faculty careers in 
a university which will increasingly and consciously rely on full-time faculty to conduct 
the business of teaching, curriculum planning and development, and faculty review and 
retention.  
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As a result, we must make clearer the methods for how faculty will be assessed, 
recognized, and compensated for the multiple roles we expect them to play throughout 
their careers and to provide for both clarity of expectations and flexibility in how we 
envision and define full-time faculty workload. The Provost Office sees the need to 
assess and define these roles as a major issue. Indeed, that is why the primary focus of the 
Fall 2006 term is developing divisional by-laws pertaining to faculty evaluation and 
workload. 
 
What provisions have been made or are being considered for full-time faculty 
currently serving in an administrative capacity and have, therefore, not been able to 
do as much scholarly work? How will faculty with administrative responsibilities be 
assessed in the promotion review process?   
 
We do not want to penalize faculty administrators who have been providing important 
services to the university. The Deans will communicate directly with their academic 
administrators who hold faculty appointments and will discuss their options with them 
individually. Some academic administrators have received letters from the Provost 
detailing their options. If you have questions about your letter, you should speak to your 
Dean or contact Eliza Nichols at nicholse@newschool.edu 
 
How will administrative titles fit with faculty rank?  The administrative designation of 
titles such as Director, Coordinator, and Chair is a university-wide issue; these 
designations and their meanings need to be consistent across divisions.  The priority of 
the Provost Office is to rationalize this on the academic side, and Human Resources will 
be asked to aid the Provost Office to accomplish this.   
Do we run the risk of instituting a two-tiered system by opening up Tenure and 
Extended Employment options? 
 
The New School’s intention is to implement a flexible employment system that better 
reflects the diversity of our institution and its faculty and, in addition, eliminates 
inequities in faculty employment that were brought about by historical circumstance 
rather than through a deliberate strategic plan.  
While Tenure is most often equated with continuous employment, Extended Employment 
is also based on an assumption of continuous employment. Faculty with Extended 
Employment are principal faculty. They are not considered contingent faculty.  
 
The following measures have been put in place to guard against Tenure and Extended 
Employment becoming a two-tiered system: 

• The university clarified its definition of regular/core faculty to clearly cover those 
faculty members who have been given continuous appointments or who are on  
track for one. These faculty members are referred to as  “Principal Faculty” in the 
new Full-time Faculty Handbook.  

• Faculty awarded “principal” (regular/core) appointments prior to January 1, 2005 
and who were not brought in on a Tenured/Tenure track or Extended Employment 
position or Extended Employment-eligible contract were given academic rank.   
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• Promotion in academic rank is based on academic and/or professional/creative 
achievement. Service to students and to the institution is not limited to Tenure 
promotion. 

• Salary bands will be based on rank and academic discipline/fields.  
• Promotion to Extended Employment and Tenure will be treated the same in terms 

of salary increases and will be consistent within the salary bands established by 
rank and discipline.  

• Privileges attached to promotion to Tenure and Extended Employment will be the 
same (e.g. paid academic leaves, presumption of continuous employment, due 
process, etc.) 

 
Workload measures are particularly important to flesh out at the divisional level so that 
individual faculty know what is expected of them and program heads and faculty can 
work together to develop workload plans for each faculty member based on program 
needs, the division, and the university as well as on the strengths and interests of 
individual faculty so that key stakeholders have input in decision making about the 
distribution of workload (Can you make this 2 sentences?).  Responsibilities held by 
individual faculty need to be articulated, and where appropriate, remuneration and reward 
systems need to be clarified or established.  This is one of the objectives of phase two of 
the full-time faculty handbook.  
 
In addition, clarifying workload and setting up workload agreements will help to balance 
programmatic needs with individual needs so that individual faculty members do not 
become overburdened with a disproportionate set of responsibilities and are forced to 
make impossible decisions (e.g. administration versus research and teaching).  We must 
also consider the potential scholarly dimension to governance and academic leadership as 
a means to link service and research.   
 
 
Many faculty are being asked to choose whether they want to stand for Tenure or 
Extended Employment review. Will someone be available to advise faculty on this 
choice or will a mentoring system be put in place?   
 
While faculty may naturally seek guidance from their Deans or Chair for advice on which 
is the right choice for them; ultimately each faculty member will need to make his or her 
own choice.  In order to ensure that the faculty has as much information as possible, the 
Provost’s Office, working with the deans and faculty senate, will continue setting up 
meetings to address general questions and discuss the implications and possible 
ramifications of moving to a long term employment system that offers both Extended 
Employment and Tenure options.  
 
The Provost’s Office would appreciate faculty input on how a mentoring program might 
work.  Please send your ideas to Eliza Nichols at NicholsE@newschool.edu 
 
For faculty members who wish to talk to someone about how the changes going on at the 
university may impact on or affect their work and home life, the university offers free 
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counseling and professional advice through the Employee Development Center (also 
referred to as the Employee Assistance Program). To schedule an appointment call: (212-
935-3030).   
 
The process for making a decision of which option to pursue will be based on an honest 
personal assessment of how your body of work and professional accomplishments 
measure up to the criteria for extended Employment and Tenure. Do you already have 
what is expected of a senior person who at any of our competitor institutions would have 
already been promoted to Tenure (quantity of articles, books, number and quality of 
exhibitions or performances, etc.)? Either you have the body of work, professional 
accomplishments, and desire to continue producing at an excellent level or you don’t. 
The other option is to request a term appointment rather than stand for promotion review. 
 
The conversion options take into account the fact that faculty who came to The New 
School prior to 2006 and who have been here for many years and provided important 
service to the university may choose not to stand for promotion under the new system. 
The decision to stand for promotion to Extended Employment or Tenure or opt for a term 
appointment will largely be based on knowing the answer to the question “how much 
might be enough?” in terms of research and publications or other measures for 
performance and professional practice. These criteria and measures are yet to be 
determined by divisional governance structures as phase two of the handbook 
implementation process is going on this fall.  
 
How will the faculty member’s preference count? Will my deans and or my chair 
weigh in on this? What is the role of the review committee in choosing the track? 
 
For faculty in categories 2 & 3 who received notification letters their preferences will be 
determined by returning the Employment Category Form to the Office of the Provost by 
June 1, 2007. For category 1 faculty, they will make their preference known when they 
prepare for their post probationary (“4th year”) review. The deans will consult with the 
department/program chair and with the review committee on the faculty member’s choice 
(e.g. does it look like the person will meet the criteria for the employment type s/he is 
requesting?). For new faculty who joined the university after May 2006, there may be 
division-specific conditions that need to be considered by the deans and the review 
committees as part of the process. These considerations are being worked out as part of 
phase two. 
 
Since The New School is not a conventional university, will we consider Tenure in 
the conventional terms of scholarship?  For design faculty, for example, the 
perception is that their work does not fit within academic conventions.  How will 
The New School understand Tenure? 
 
The New School, as a university, is committed to incorporating systems of evaluation and 
reward that recognize, support, and foster the work of designers, performers, artists, and 
policymakers, as well as scholars in the liberal arts. This is an important component of 
articulating the profiles of faculty who are considering the Extended Employment or 
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Tenure options as each of these employment categories has a distinct profile and together 
provide flexibility of employment to principal full-time faculty. 
 
The New School wants to develop a culture with Extended Employment and Tenure 
equally and see both options as long-term employment. We have built in a triggered post-
Tenure review process for Tenured faculty and an institutional suitability review for 
Extended Employment faculty. All faculty will have annual reviews. This will require 
strong faculty governance, as well as clearly articulated and enforceable standards. 
 
Serious Promotion reviews will be a significant culture change for some 
divisions/schools as we move toward peer-review, external reviewers, and shared 
governance.  There will also be more attention to equity as expectations will require 
articulation specific to Tenure, Extended Employment and term appointments.  
Conditions to enable those making choices will also need to be clearly stated.   
 
Tenure still holds currency with the rest of the world. Extended Employment is an 
internal contract whose status won’t be recognized by other universities/colleges.  So, 
if a faculty member wants to apply for a job at another institution where Tenure is 
the norm then what kind of status would Extended Employment have? 
 
Our hope is that The New School will be more apt to retain its best faculty precisely 
because we have a flexible system that provides for two options for  attaining long term 
employment which are both equal in terms of status. It is important for us as an 
institution to communicate to the world that The New School was founded on the 
principals of academic freedom in 1919 by faculty who left their tenured positions at 
Columbia University at a moment in history when Tenure was unable to provide the 
protections with which it is now so closely associated. We have to articulate for the world 
what we are doing with Extended Employment and Tenure and not feel defensive 
because we are not like other institutions. This is why the decoupling of rank from 
Tenure was so important before introducing Tenure and Extended Employment to the rest 
of the university. At a conference, on a C.V., in the list of contributors for a book, journal, 
or exhibition catalogue, academic rank and title is what the public knows, not the 
individual’s contract terms.  The language in our handbook is clear in that we offer our 
faculty two long term options for attaining job security and status within our institution. 
The by-laws and our own promotion decisions must reinforce what each category means 
and demonstrate that the criteria and standards for Extended Employment review are 
equally rigorous, albeit different from Tenure review. Both Tenure and Extended 
Employment are up or out, peer review processes with external reviewers.  If another 
institution determines you are someone they want, they will find a way to translate our 
Extended Employment into terms that they can understand.  
 
How will peer-review committees be constituted? 
 
A discussion of how to use peer-review, both external and internal, needs to be 
incorporated into phase two of the development of the handbook. Peer review will need 
to take into account a review by faculty in the individual’s discipline, which will include 
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faculty from beyond the faculty members department and division for promotion reviews.  
All divisional faculty are part of a larger peer group and whether studio-based, practice-
based, or academic, we have colleagues in all of these areas within the university.  In this 
context, faculty might consider forming relationships with colleagues across the 
university who work in similar fields to further consider how peers throughout the 
university might be called on to assess their work and begin to develop a common 
language to assess and evaluate.   
 
Internally, colleagues have a better understanding of what faculty members are doing for 
the university – what the faculty member’s service has been as a teacher and as a 
university citizen.  We might also consider what faculty teaching the same students, but 
different disciplines (studio-academic) might contribute to a review.  
 
In terms of outside reviewers, Deans will need to review all recommendations from 
faculty in the context of the by-laws for the internal governance body. We will rely on 
external reviewers for promotion cases in order to look at how faculty compare to others 
in their field outside university.  Outside reviewers provide additional and valuable 
perspectives and provide the university with an excellent venue for showcasing what our 
faculty is doing.   
 
Given that teaching is central to our mandate as a university, we will need to look more 
closely at how we evaluate teaching itself – including peer review of teaching (e.g. 
classroom observation, review of class materials, etc.).  In addition, the university is now 
considering using a interactive learning-centered course evaluation system developed by 
the Idea Center, a non-profit company located at Kansas State University.  
Finally, we should be aware of the possible biases within evaluation systems in 
universities (studies have shown, for example, that women are held to higher standards in 
math and sciences). Consequently, issues of race, gender, and discipline need attention in 
establishing peer review committees and in considering their recommendations.   
 
Now that the university has adopted options – Extended Employment and Tenure – 
what is the plan for rolling this out?  What is the timeframe and what does this 
mean for the university? 
 
It is important for The New School to clarify its standards for faculty appointment and 
review to ensure that we uphold the standards we set for ourselves. Most people equate 
Tenure with an “up or out” system which connotes quality control. We must establish 
standards and quality control for Extended Employment as well. Promotion reviews for 
both Tenure and Extended Employment are intended as “up or out” reviews based on 
performance and peer review.  
 
Tenure is not desirable for every faculty here nor is it desirable for the institution to have 
Tenure as the only option for making long term commitments to excellent faculty whose 
work is essential to the success of our academic programs. Extended Employment should 
be considered an option that is no better or worse than Tenure.  Nevertheless, we will 
have to face head on the perception by those who see Tenure as the norm that faculty on 
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Extended Employment are perhaps not “as good as” Tenured faculty.  By establishing 
standards and maintaining a high level of quality for Extended Employment, we hope 
these assumptions will diminish over time. 
 
The difference between Extended Employment and Tenure must be articulated in the 
review criteria for each category. Tenure is about sustaining excellence long term in two 
areas (teaching and research) and it should be a very high bar for those seeking that type 
of appointment which includes the ability to sustain excellence in these two areas 
throughout one’s career.  Extended Employment is about focusing excellence in one area 
while maintaining an acceptable level of scholarship/creative/professional output that 
meets divisional and university standards because, as we all know, excellent teachers are 
those who remain actively engaged in their fields.  
 
Focusing energy on being excellent in one area does not make an individual less 
deserving of long term employment and institutional recognition. It simply allows us, as 
an institution, to recognize that true excellence in teaching at The New School requires a 
high level of focus to develop truly innovative classroom teaching techniques for a 
diverse student body, to provide high quality academic and career advising to our 
students and connect them to a real world workplace, to continuously build on our history 
of curricular innovation, and to continue to be entrepreneurial by creating successful new 
degree programs to accommodate students’ needs in a rapidly changing society.  
 
In most of the divisions/schools we have no prior history of faculty promotion 
options and we have no one to turn to who has already gone through the process.  
Since we have no model to aid us in this process, is it possible for faculty to be 
informed if they maybe making a wrong choice?  Also how will they know what 
those expectations will be exactly and when? 
 
Advisement will need to be the focus of the Spring 2007 term given the time frame for 
getting the by-laws written and approved. The Provost Office will take responsibility to 
ensure that advising will occur once the by-laws are completed. The timing is important 
because not much can be done until the criteria for promotion are spelled out through the 
by-law drafting process.  
 
There is naturally anxiety about this as faculty see their choice as having a lifelong 
impact. In the conversion guidelines, however, the “limited Tenure review” option offers 
some flexibility for faculty who were hired prior to May 2006 and who were not 
originally appointed to a Tenure track position. Limited Tenure Review allows for these 
faculty members to stand for Extended Employment without giving up the option of 
standing for Tenure at a later date if they are promoted to Extended Employment status. 
To give a concrete example: Let’s say that the first Extended Employment contract is five 
years. At the end of your first or second term, you decide that you want to spend the rest 
of your life focusing on research and producing scholarly work and you think your record 
demonstrates that you are “tenurable” you may request a switch to a Tenure appointment 
in which case you would undergo a Tenure review in the place of your scheduled 
institutional suitability review. However, from the university view, Extended 
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Employment is a very good option. Not all faculty will want to make the same choice and 
they don’t have to.   
 
Phase two of the handbook implementation requires faculty and deans to move ahead on 
determining criteria for promotion review with attention to how we define these options 
and how we assess faculty who choose one or the other.  While it has been part of 
preliminary discussions, the specifics have not been articulated to date.  The Deans are 
working with faculty groups identified within their divisions on this part of phase two and 
representatives from the divisions also serve on the Senate/Provost working group and 
are communicating with the Senate Governance Committee.   
 
Those who will need advising first are those who are scheduled to come up for promotion 
review in Fall 2007.  The general sense is that the faculty at this university is doing a very 
good job. People who have been teaching well, mentoring students, developing programs, 
etc. are expected to continue to do well under the new system.  
 
Why would I want to choose a Term appointment? 
 
The Term option is afforded to people who choose not to stand for any promotion review.  
Opting for a term appointment means that you opt out of the “principal” faculty category 
and continue to focus on teaching as your primary concern. Term appointments do not 
stand for promotion review and do not get reappointed through a peer-review system (i.e. 
the dean makes the determination based on feedback from the chair or other unit 
administrator).   
 
By the time faculty need to make the decision between Tenure and Extended 
Employment, will they have received clear guidelines? 
 
We recognize that we must provide a uniform process that is fair across the university.   
Those faculty for whom the decision is most immanent are faculty in category 2 or 3.  
Therefore, we put in the “limited Tenure review” and Term appointment as options so 
that faculty facing this decision would have some choice and flexibility, recognizing that 
timing is critical.   
 
Why do I need to declare my employment preference by June 1, 2007? 
 
The reason we chose the date of June 1, 2007 for category 2 and 3 faculty to make their 
choice is because the work of Fall 2006 is for the divisions to put in place the criteria for 
promotion. Faculty will have a better sense of the expectations by the end of the Fall or 
beginning of the Spring term.  
 
Isn’t it naïve to think that faculty who are themselves facing an “up or out” system 
will put in place rigorous review criteria by which they will then be judged? 
 
Given that current faculty have several options (Term appointment, Extended 
Employment, “limited Tenure review” option, etc.) it is not necessary for faculty to try to 
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“beat the system” by putting in less rigorous standards. No faculty member is going to 
want to put the reputation of his or her program or  division on the line for short term 
gains when the long term health of their program will rely on the quality of its faculty 
which will be measured by the seriousness of its evaluation system. Also, the Deans’ and 
Provosts’ responsibility is to ensure that the system put in place is one that we can defend 
before the board of trustees and the outside world.  Therefore, divisions are expected to 
propose criteria and set standards that can be measured against those of our competitors 
while recognizing that the competitor for design departments is not the same as the 
competitor for liberal arts programs. The point is that each degree program needs to 
identify the schools/programs/departments that their students are comparing them to and 
show how their appointment and review procedures and criteria measure up to them. 
 
 
Will our degrees be taken into consideration and what if you have been teaching in a 
practice-based field where degrees don’t necessarily connote status in the field? 
 
A terminal degree or its equivalent must be demonstrated.  For example, professional 
organizations like the National Association of Schools of Art and Design (NASAD) are 
raising the issue of what degree counts as the terminal degree, but this doesn’t mean that 
everyone will have to have a PhD to advance in their career at Parsons.  That is why the 
phrase “or its equivalent” is important. There are people teaching at The New School 
who have demonstrated enormous achievements and who are highly regarded in their 
fields but don’t possess degrees which are often equated with advancement in an 
institution of higher learning. Our job is to set up standards of peer review so that such 
accomplishments can be measured and assessed appropriately. 
 
In earlier faculty handbooks, there was a grievance process. Will that be built in? 
 
The Faculty Handbook contains a University Grievance Policy, as well as policies on 
Discipline, and Separation. They are available on MyNewschool and on the Provost 
webpage. For now, the word DRAFT appears in front of these policies because they have 
to be reviewed and approved by three separate board of trustee committees, and are 
currently going through that process.  The new Grievance policy clarifies what happens at 
both the divisional and the university levels. 
 
Many faculty members worry that they will be judged for Tenure and promotion on 
research and not on student success. How will faculty reward systems promote 
student success? In other words, if I really care about teaching should I choose 
Extended Employment?  
 
Just as one fear may be that an extended employment system will encourage mediocre 
scholarship, tenure is often equated with a lack of commitment to teaching. But, it is very 
important to understand that both tenure and extended employment have as their first 
criteria teaching excellence with the understanding that good teaching relies on 
professional engagement and the life of the mind in the field beyond the classroom. One 
tack for us as a university is not to focus so much on changing the tenure system per se or 
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to try to make it a “one size fits all” system for The New School, but rather to see the two 
long term options – extended employment and tenure – as a means to leverage faculty 
interests and productivity in ways that create conditions that foster student achievement 
and engagement that fit within the diverse missions of the divisions and performing arts 
schools themselves. Most faculty want to be good teachers and making certain that 
faculty have access to resources and personnel to improve their teaching is a place to start. 
Another way to better calibrate reward systems so they complement student success is to 
recruit the right people and then socialize them in ways that are consistent with the 
institution’s values and educational purposes. This is a long-term strategy and the new 
Faculty Handbook should help. 
  
The goal is to achieve an appropriate balance in the context of the institution’s mission, 
and strive to maintain that balance which must be based on a system that rewards 
excellent teachers and the scholarship and professional practice that informs truly 
excellent teaching.  The right balance in one division or one program obviously can differ 
from what works at another, and some will be somewhere in between. At the same time, 
we know that whatever balance exists, it is not necessarily the perfect balance for all time.  
On-going monitoring of this will need to be built into our policy review process and, of 
course corrections and fine-tuning will occur, as newcomers arrive, administrators change, 
and we learn more about how to integrate effective educational practices into teaching 
and research. 
 
I have a joint appointment in Theater and Writing (or Architecture and Product 
Design; Media and Cultural Studies, etc.). Will I be expected to demonstrate 
achievements in both fields or in just one? 
 
It is important for you to clarify the scholarship responsibility in each of your areas of 
expertise with your deans and chairs before you stand for review.  
 
If you received a Category 3 letter are you probationary? Will Category 3 faculty 
have to go up for Tenure or Extended Employment promotion or Term at the 
review date which is specified in their letters?  
 
Category 3 faculty are not considered probationary. If you are in this category, by June 1, 
2007 you need to choose to remain on a “principal” line or opt for a term appointment. If 
you remain on a principal line, you must choose by June 1, 2007  which type of 
promotion review you are going to stand for (Extended Employment or Tenure) using the 
employment category form that came with your notification letter.  
The form can also be found on the Provost web page. 
http://www.newschool.edu/admin/provost/fulltime_faculty.html 
 
What happens to current Category 2s?  They've undergone a review already.  Will 
they be put on a probationary contract when they come up for review?   
 
They need to decide which promotion to stand for similar to category 3's except that their 
review date may have been adjusted to ensure that they stand for promotion only in or 
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after their 7th year of employment depending on when they came in. They are not 
considered probationary because they have already passed at least one reappointment 
review.  
 
Will category 1 faculty start with a probationary 4-year contract and THEN  
elect a promotion option? Are people who've joined the University in the last three 
years now on a probationary contract?  
 
Yes all new and recently employed junior faculty who came in under the old system are 
now on 4 year terms. In the case where someone came in originally on a three year term, 
their term has been adjusted so that they come up for Post Probationary Review in their 
4th year. All category 1's are probationary.  
 
Will all senior faculty members who came in prior to the new system and who 
choose to opt for a Tenure review have a chance to obtain it - i.e. is there a quota for 
Tenure? 
 
There is no tenure quota, budgetary or otherwise for these faculty. 
 
What exactly is the procedure for category 1 faculty declaring their track 
preference?  
 
Their preference should be stated in their personal statement required at the time they 
prepare their dossier for the Post Probationary review.  
 
What is the appeal process for rank? Can faculty on Extended Employment 
contracts or term appointments become full professors? 
  
The deans (in consultation with the Provost Office) did the initial ranking with the hope 
that we got 90% of the rankings correct.  Since rank is based on university criteria set by 
the Deans and Provost, there needs to be agreement by all Deans across divisions as to 
the application of these ranks for faculty hired prior to the rank policy. It has been agreed 
that for someone who was initially ranked as an Assistant Professor and whose promotion 
review is coming up soon (by fall 2008), promotion to the associate level can be reviewed 
at that time.  For Assistant Professors whose next review will be their Post Probationary 
(“4th year”) review and who feel they merit the rank of Associate Professor, they should 
wait until after their first review before requesting a promotion in rank as the review will 
give them a better sense of where they stand as compared to their peers, as well as what 
the university expectations are around ranking. As for those faculty who were initially 
ranked as Associate Professor but who believe they merit ranking at the Professor level, 
their appeals will be reviewed by the Deans and Provosts as a group to determine if their 
initial ranking should be changed to that of Professor. These faculty will be notified 
shortly about the materials they must submit, the deadline for submission, and the 
notification date for the final determination. 
Faculty who received notification letters can appeal their rank within 30 days of receipt 
of the letter and should contact Eliza Nichols by email at: nicholse@newschool.edu 
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Rank criteria for less traditional and practice-based fields are being worked out as part of 
phase two.  In the area of research, for example, it is usually measured by dissemination.  
It is fairly easy to distinguish between exhibitions at major museums, such as the 
Guggenheim, and reviews in the New York Times versus having your work in non-art 
spaces and reviews in local community news.  The challenge is how we apply standard 
criteria to design and other practice–based disciplines, including commercial work.  It 
may end up being an analysis about process and peer review. This is the direction we’re 
considering now.  We recognize that while we must have a rigorous review, it needs to be 
nuanced.  For example, we need to clearly define design research.  
 
What is the status of current Term and Visiting Appointments? 
 
They are not considered Principal faculty but other than that clarification, their status has 
not changed. 
 
Can Term appointments switch tracks? 
 
We have a lot of people who have come in recently as Visiting or Term Appointments in 
the last two to three years.  These lines were created to help deal with rapid enrollment 
growth within a short time frame. They were not intended as principal (i.e. long term) 
appointments. While the faculty hired came through advertised searches, they were local 
as opposed to national searches and thus did not follow established norms for making 
long term “principal” appointments. We have a commitment to advertise principal 
positions according to our affirmative action and equal opportunity guidelines to ensure 
attracting a competitive and diverse applicant pool; therefore, we will not convert faculty 
in these positions to principal faculty. If any of these temporary lines become principal 
faculty lines, the positions will be filled through a nationally advertised search.  
 
What will be the role of senior faculty who have served the university for many 
years but who opt for a term appointment? What will my status be in terms of 
participation in governance and leadership? 
 
In terms of current faculty who choose a Term Appointment, our interest as a university 
is to retain good people by providing choices for those who are being converted to a new 
system. While there is no obligation for term appointments to participate in governance 
or take on leadership roles, the dean, at his/her discretion in consultation with individual 
faculty, may ask them to serve and they may accept. 
 
If my title is already Associate Professor, does that title survive whichever option I 
choose to pursue (Tenure, Extended Employment or Term)? 
 
Yes. 
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How will the length of Extended Employments terms be decided? 
 
The Dean will make a recommendation to the Provost based on several factors including 
intuitional and programmatic need and the faculty member’s stated preference.  
 
Are Assistant Professors who receive Tenure or Extended Employment 
automatically promoted to Associate Professor as part of receiving 
Tenure/Extended Employment?  
 
Yes. 
 
I left a Tenured position to work at The New School. Can my Tenure be transferred? 
 
It is not the practice of The New School to transfer Tenure. Senior faculty recruited from 
outside must stand for review at The New School using criteria established by the 
university. We are working now on ad hoc procedures for the promotion of our category 
2 & 3 faculty.  
 
What will the process be for promotion for the first group of faculty in divisions that 
don’t already have Tenured/Extended Employment faculty? 
 
While we do not have set procedures yet, the first promotion reviews for both Extended 
Employment and Tenure will entail a serious peer review of teaching, 
scholarship/professional/creative practice, and service, as well as letters from external 
reviewers. The faculty and deans are developing criteria as part of phase two and these 
criteria must be shared with all full-time principal faculty members before they are 
finalized. 
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Full-Time Faculty Handbook1 

 

Introduction 
 

With the arrival of President Kerrey in 2001 there has been a significant increase in 
the number of full-time faculty at The New School along with an emphasis on operating 
as one university with cross-fertilization between academic units and collaboration 
among the faculty and the deans/directors.  

 
The establishment of a fully functioning faculty senate in 2004, the institution of a 

university policy for joint full-time faculty appointments beginning in 2004, and the 
introduction of academic rank for all full-time faculty in 2005 facilitate these goals.  

 
Since the previous revision of the Faculty Handbook in 1995, significant changes 

have occurred within the University. These changes bring with them the opportunity to 
create clear and consistent policies governing full-time faculty employment.  

 
This newly revised Handbook seeks to address the following broad policy goals 

related to full-time faculty regardless of their divisional affiliation: 
 

• Enhancement of recruitment and retention 
• Encouragement of multiple forms of scholarship and teaching  
• Facilitation of interdisciplinary and interdivisional work  
• Due process and responsible oversight 
• Central location for approved policies and procedures  

 
During the revision process it was agreed that discussions concerning review criteria, 

weights and measures for faculty workload, and local governance and committee 
structures was best dealt with at the divisional level. The deans were asked to lead these 
discussions with their full-time principal faculty with the goal of proposing divisional by-
laws for review and approval by the provost and president, and adoption by the board of 
trustees to insure that they align with the general principals and standards as set forth in 
the Handbook. 

 
Thus, the Handbook will contain appendices for each school and no school procedure 

or governance statement will be considered authorized unless it is recorded in the 
Handbook.  

 

                                                 
1 Half-time “core” faculty are proportional full-time faculty with the same rights and responsibilities as full-
time faculty. 
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This Handbook and its appendices contain policies particularly relevant to full-time 
faculty. Other policies are posted at http://www.newschool.edu/admin/provost/policies 

 

Revision of the Full-Time Faculty Handbook 
 

The New School and the faculty commit their good faith efforts to the process of 
achieving agreement on policy issues affecting the faculty, including but not limited to 
the provisions of this handbook.  
 

Because of the range of subject matters and the authority for them, these policies and 
procedures are subject to change at any time. Revisions to the handbook will be 
incorporated periodically. Faculty are responsible for checking the Office of the Provost 
website to keep abreast of alterations and additions.  
 

The board of trustees retains the right, in the best interest of the university, and in its 
fiduciary capacity, to alter the provisions of this handbook, except that any changes made 
to tenure and extended employment shall not apply to faculty who, at the time of the 
change, are tenured or hold extended employment contracts, without their individual 
consent. While preserving the right to institute changes, the president and the board of 
trustees will consult the elected representatives of the faculty, and will consider 
amendments proposed by the faculty through its selected representatives, before altering 
the handbook. If the faculty proposes amendments that are not accepted by the board of 
trustees, the faculty should be informed of the reasons for the non-acceptance. As part of 
this mutual process, the provost will meet with representatives of elected faculty 
leadership and the deans to discuss and clarify proposed changes to the handbook. 
 

Within the limits of law and the charter of The New School, authority to interpret this 
handbook is delegated to the president by the board of trustees, who hold the final 
authority, and who agree to consider interpretations provided by the faculty through its 
established structures before declaring final interpretation of provisions.  
 

In order to carry out many of the policies and procedures outlined in the handbook 
and to discharge the duties of curricular oversight, the board of trustees recognizes the 
need for the faculty to organize itself and recognizes duly constituted faculty officers and 
committees. 
 
 

Handbook as Contract 
 

This Full-Time Faculty Handbook, containing the approved policies and procedures 
of the university concerning the terms and conditions of faculty employment, is 
incorporated into the individual contract/letter of appointment of each full-time faculty 
member. Where the terms or provisions of an individual contract/letter of appointment 
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are inconsistent with the general policies contained herein, the provisions of the 
individual contract/letter of appointment shall supersede. Otherwise, provisions of this 
handbook are legally binding on all parties.  

i. Faculty Rights 
 

The basic rights of all faculty are delineated in the policies that follow:  
 

1. Policy on the Free Exchange of Ideas 
2. Statement on the Freedom of Artistic Expression 
3. Affirmative Action and Equal Opportunity 
4. Intellectual Property Rights 

 

Policy on the Free Exchange of Ideas 
 
Adopted January 21, 1987 

 

An abiding commitment to preserving and enhancing freedom of speech, thought, 
inquiry and artistic expression is deeply rooted in the history of The New School. The 
New School was founded in 1919 by scholars responding to a threat to academic freedom 
at home. The establishment of the University in Exile, progenitor of the Graduate Faculty 
of Political and Social Science, in 1933 was a response to threats to academic freedom 
abroad. The by-laws of the institution, adopted when it received its charter from the State 
of New York in 1934, state that the principles of academic freedom and responsibility 
have ever been the glory of the New School. The New School, since its beginnings, has 
endeavored to be an educational community in which public as well as scholarly issues 
are openly discussed and debated, regardless of how controversial or unpopular the views 
expressed. Providing such a forum was seen, from the first, as an integral part of a 
university's responsibility in a democratic society. 

 

The New School is committed to academic freedom in all forms and for all members of 
its community. It is equally committed to protecting the right of free speech of all outside 
individuals authorized to use its facilities or invited to participate in the educational 
activities of any of the University's academic divisions. A university in any meaningful 
sense of the term is compromised without unhindered exchanges of ideas, however 
unpopular, and without the assurance that both the presentation and confrontation of 
ideas takes place freely and without coercion. In this context and because of its 
distinctive, educational role as a forum for public debate, the University has deep concern 
for preserving and securing the conditions which permit the free exchange of ideas to 
flourish. Faculty members, administrators, staff members, students and guests are 
obligated to reflect in their actions a respect for the right of all individuals to speak their 
views freely and be heard. They must refrain from any action which would cause that 
right to be abridged. At the same time, the University recognizes that the right of 
speakers to speak and be heard does not preclude the right of others to express differing 
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points of view. However, this latter right must be exercised in ways which allow speakers 
to continue and must not involve any form of intimidation or physical violence. 

 

Beyond the responsibility of individuals for their own actions, members of the New 
School community share in a collective responsibility for preserving freedom of speech. 
This collective responsibility entails mutual cooperation in minimizing the possibility that 
speech will be curtailed, especially when contentious issues are being discussed, and in 
assuring that due process is accorded to any individual alleged to have interfered with the 
free exchange of ideas. 

 

Consistent with these principles, the University is prepared to take necessary steps to 
secure the conditions for free speech. Individuals whose acts abridge that freedom will be 
referred to the appropriate academic division for disciplinary review. 

 

Statement on the Freedom of Artistic Expression 
 
Adopted October 4, 1989 
 

The University's Policy on the Free Exchange of Ideas states that, "An abiding 
commitment to preserving and enhancing freedom of speech, thought, inquiry and artistic 
expression is deeply rooted in the history of The New School." The University's 
responsibility for and dedication to securing the conditions in which freedom of 
expression can flourish extend to all forms of artistic expression, including the fine arts, 
design, literature, and the performance of drama, music and dance. 

 

The opportunity to display or perform works of art at the University is made available 
through several academic processes and procedures in which faculty members and other 
duly appointed individuals exercise their best professional judgment. Among these 
procedures is the selection of: 1) student art work by faculty, 2) selection of gallery 
shows by gallery committees, 3) selection of works of art by the Committee on the 
University Art Collection, and 4) display or performance as part of an approved course 
curriculum. Such authorized display or performance, regardless of how unpopular the 
work might be, must be unhindered and free from coercion. Members of the University 
community and guests must reflect in their actions a respect for the right to communicate 
ideas artistically and must refrain from any act that would cause that right to be abridged. 
At the same time, the University recognizes that the right of artists to exhibit or perform 
does not preclude the right of others to take exception to particular works of art. 
However, this latter right must be exercised in ways that do not prevent a work of art 
from being seen and must not involve any form of intimidation, defacement, or physical 
violence. The University rejects the claim of any individual or outside agency to dictate 
on the appropriateness or acceptability of the display or performance of any work of art 
in its facilities or as part of its educational programs. 
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As university citizens, faculty have special obligations that derive from membership in 
a community of scholars. While defending freedom of speech, they show respect for the 
opinions of others. They also accept a fair share of responsibility for institutional 
governance to contribute to the larger New School community.  

 

Faculty must seek above all to be effective teachers, scholars, and practitioners.  
Although they observe the stated policies of the institution, provided they do not violate 
academic freedom, they maintain their right to criticize and seek revision. Consistent with 
university policies, they determine the amount and character of the work they do outside 
their institution with due regard to their paramount responsibilities within it. When 
considering the interruption or termination of their service, they recognize the effect of 
their decision upon the program of the institution and give due notice of their intentions. 
As members of their community, faculty have the rights and obligations of any citizen of 
the United States of America. They measure the urgency of these obligations in the light 
of their responsibilities to their subject, to their students, to their profession, and to their 
institution. When they speak or act as private persons, they avoid creating the impression 
that they speak or act for their division or university. As citizens engaged in a profession 
that depends upon freedom for its health, integrity, and efficacy, faculty have a particular 
obligation to promote conditions of free inquiry and to further public understanding of 
academic freedom. 
 

Policy on Affirmative Action and Equal Opportunity 
 

The New School is committed to creating and maintaining an environment that 
promotes diversity and tolerance and that ensures equal opportunity for all members of 
the University.  To assure such an environment, the New School provides equal 
opportunity, which means opportunity without discrimination in all areas of employment 
and education, regardless of race, color, sex, sexual preference, religion, physical 
handicap, and national or ethnic origin.  The University Committee on Equal Opportunity 
has the responsibility of formulating and implementing policies and procedures affirming 
this fundamental principle. 

 

Diversity is especially important to the New School because it is a New York City 
institution with major commitments to an urban environment characterized by racial and 
ethnic diversity.  The University also has a special responsibility in the area of 
affirmative action because of its history of responsiveness to the social issues confronting 
the contemporary world and to the educational needs of the New York population.  The 
New School is therefore dedicated to making its educational resources available to 
everyone qualified to work or to study at the University without discrimination on the 
basis of racial or ethnic background. 
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In 1997, New School University established an Affirmative Action and Diversity Plan 
for 1997-2000, which included employment, enrollment, and curricular goals. The Plan 
also established programs and policies for the University and each academic division. 
Many members of the University community contributed to the development of the Plan. 
Those concepts and principles of the first plan have been integrated into a new plan for 
the coming years. In order to ensure that goals for the new Plan were effective and 
appropriate, each division was asked to undertake an assessment of the strengths and 
weaknesses of the future. 

 

The University Diversity committee serves as a liaison between administration and the 
broader University community in developing policies and programs to enhance diversity.  

 

For more information regarding issues of equal opportunity and affirmative action at 
the New School, please visit the website at: 
http://www.newschool.edu/admin/hr/affirmative_action_execsummary.pdf 

 

Intellectual Property Rights 
 
Approved June 13, 2002 
 
I.  Policy Overview And Purpose 

 
New School University (the "University") seeks to encourage creativity and invention 
among its faculty members and students. In doing so, the University affirms its traditional 
commitment to the personal ownership by its faculty members and students of 
Intellectual Property Rights in works they create. This Policy governs the Intellectual 
Property Rights of the University, faculty members and students in the work product, 
ideas and inventions (regardless of the medium) created in connection with activities 
associated with the University (the "Work" or "Works"). The term "Intellectual Property 
Rights," as used in this Policy, refers to copyrights, rights in trademarks and service 
marks, patents, moral rights, and other intangible proprietary rights. The term "Works," 
as used in this Policy, does not include any Works created by faculty or students outside 
the scope of their activities in connection with the University, except to the extent that 
such activities fall within one of the limited Exceptions set forth below or the policy 
concerning disclosure of faculty-student agreements. 
 
The University supports the Intellectual Property Rights of its faculty and students in 
materials which they create or otherwise author related to academic work, including, but 
not limited to art objects, lecturer notes, lecture transcripts and tapes (audio or video), 
works of original authorship (including both literary and artistic works, and including 
documentations of these such as photographs or art works), software, compilations of 
information such as databases, and any other research, scholarly or creative work and its 
derivatives, in any medium, except as otherwise set forth in this Policy. 
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The University recognizes that individuals may have dual roles at the University and that 
faculty members may also act in an administrative capacity ("Faculty-Administrators). 
This Policy does not apply to Works created by (i) staff members or (ii) administrative 
personnel or Faculty-Administrators acting within the scope of their administrative duties 
because such Works are governed by the "work for hire" doctrine or are otherwise the 
property of the University. Works by Faculty-Administrators acting within the scope of 
their faculty duties are subject to this Policy. 
 
II.  General Rule 

 
Faculty members and students will own all Intellectual Property Rights in Works they 
create in connection with activities associated with the University, subject only to the 
limited Exceptions to the General Rule and the University's Minimum Rights. If more 
than one person contributes to a Work, then the contributions of each contributor shall be 
acknowledged and each contributor shall be treated as having Intellectual Property Rights 
in the Work under this Policy. 
 
No Limitation on Fair Use 
Nothing in this Policy shall limit the rights of faculty members, students, or the 
University to make a "fair use" of copyrighted Works as that term is defined in the 
Copyright Act. 
 
III.  Exceptions To The General Rule 

 
When any one of the following Exceptions applies to a Work, then faculty members and 
students who participate in the creation of the Work will retain the following 
"Faculty/Student Minimum Rights": the right to make and retain a reproduction; the right 
to include that reproduction in their portfolio; and the non-transferable right to copy, use, 
display, and distribute that reproduction for non-commercial purposes. Such 
Faculty/Student Minimum Rights are in addition to any interest of the creator set forth in 
Section IV below. 
 
Exception 1: Outside Sponsored Research/Activities 
 
Exception 1 applies to Works created as part of activities sponsored by an outside 
sponsor. 
 
"Sponsored Research" is used here to mean all research or activities for which financial 
support or contribution has been received from an external organization or sponsor, 
including commercial establishments ("Outside Sponsor"). 
 
If the activities meet any of these conditions, then 
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a. at the outset, the activity will be identified as falling within Exception 1 
under the Policy so that student and faculty members know in advance of 
the terms of this Exception and its applicability; and 

 
b. with knowledge of the terms of this Exception, each student and faculty 

member will have the option not to participate in the activity; and 
 

c. each student and faculty participant will enter into a written agreement, 
when appropriate, with the University and/or Outside Sponsor specifying 
the Intellectual Property Rights to be transferred to the University and/or 
Outside Sponsor and other terms; and 

 
d. the sponsored activity must be approved by the Provost or the Provost's 

designee. 
 
In all cases under Exception 1, students and faculty shall retain Faculty/Student 
Minimum Rights. All other Intellectual Property Rights retained by the students and 
faculty and all Intellectual Property Rights transferred to the University and/or Outside 
Sponsor will be governed by the provisions of the agreement with the University and/or 
Outside Sponsor. The University may transfer some or all of its Intellectual Property 
Rights to the Outside Sponsor. Any revenue received by the University from 
commercialization of the Intellectual Property Rights will be distributed as set forth in 
Section IV below. 
 
Exception 2: University Commissioned or Sponsored Activities 
 
Exception 2 applies to activities or Works which are commissioned or sponsored by the 
University. A University commissioned activity or Work is one in which the University 
specifically commissions a faculty member or student to create a Work which will be 
either covered by the "work for hire" doctrine or the subject of a separate agreement, such 
as an agreement with respect to a faculty development grant or other type of grant. 
 
An activity or Work is sponsored by the University when University support makes the 
Work possible or when the University provides exceptional support, either with money, 
facilities, equipment or staff, for the development or production of a Work that is to be 
introduced commercially. In such instances, if a Work developed or produced by means 
of such University support is introduced commercially, it is reasonable for the University 
to participate in the fruits of the enterprise and/or to be reimbursed for the University's 
extra or special costs, and the University will be entitled to do so. Use of library facilities 
and facilities available to the general public, occasional use of office equipment and 
office staff, and works created during the course of classroom instruction will not 
ordinarily be considered the basis of University sponsorship of a project. 
 
The University may designate certain University resources (i.e., facilities, equipment, 
funding) (the "Designated Facilities") in which the University (i) has made an exceptional 
investment and (ii) has recognized at the outset that the use of such Designated Facilities 
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may give rise to a commercially viable product. The Provost will create and revise the list 
of Designated Facilities as necessary, after consultation with an advisory group composed 
of members of the University community including faculty members. Students or faculty 
who create Works through the use of any Designated Facilities are responsible for 
disclosing such Works to the University. Such disclosure shall be made when it can be 
reasonably concluded that the Works have been created, and sufficiently in advance of 
any publications, presentation, or other public disclosure to allow time for possible action 
that protects the Intellectual Property Rights for the creator and the University. Failure to 
make such disclosure is a violation of University Policy. At any time after disclosure, the 
University may agree in writing to waive its rights to participate under this Exception. 
 
Faculty members or students may seek exemption from the terms of this Exception and 
from University participation. Faculty members will not be considered to have made the 
requisite use of Designated Facilities if the faculty member receives advance written 
approval of the proposed use from the Department Chair on one of the following 
grounds: (i) the Work to be produced through the use of the Designated Facilities or 
equipment is for academic purposes only and the faculty member does not use any 
University-provided funds or University-administered funds in connection with the 
activity; or (ii) the faculty member compensates the University for the fair market value 
of the Designated Facilities used for the project. Students will not be considered to have 
made the requisite use of Designated Facilities if (i) the student receives advance written 
approval of the proposed use from the Department Chair; or (ii) the student does not use 
any University-provided funds or University-administered funds in connection with the 
activity. Projects which are exempted for one of the foregoing reasons shall be reported 
to and reviewed by the Provost. 
 
In all cases under Exception 2, students and faculty shall retain Faculty/Student 
Minimum Rights. Any revenue received by the University from commercialization of the 
Intellectual Property Rights will be distributed as set forth in Section IV below. 
 
Exception 3: Student or Faculty Initiated Agreements 
 
Exception 3 applies to Works created by a student or faculty member where the student 
or faculty member either: 
 

a. seeks and receives assistance from the University with obtaining intellectual 
property protection (i.e., getting a patent) or assistance with an agreement or with 
commercialization of a Work; or 

 
b. seeks permission and the University, in its sole discretion, grants permission to 

use one of the University's names, trademarks or other University intellectual 
property rights in connection with a Work. 

 
Faculty members and students must obtain the University's approval before using one of 
the University's names or trademarks in connection with a Work. 
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When either (a) or (b) is the case, then the student or faculty member shall enter into an 
agreement whereby the University, or affiliate of the University, will provide such 
assistance or an agreement whereby the University will provide such permission to use 
the name or trademark. The agreement will establish the structure and goals of the 
initiative, and it will outline the obligations of each party contributing to it. 
 
In all cases under Exception 3, the student or faculty member shall retain Faculty/Student 
Minimum Rights. The agreement will allocate Intellectual Property Rights and 
compensation among the parties in light of, among other things, the contribution of each 
party to the initiative, the rights that the parties may require to perform their roles within 
the initiative, or the scope of use of the University's name or trademark. Any revenue 
received by the student or faculty member from commercialization of the Intellectual 
Property Rights or use of the University's name or trademark will be distributed as set 
forth in Section IV below. 
 
IV.  Distribution Of Royalties Derived From Commercialization 

 
Royalty income and other non-equity revenue derived from the licensing of Intellectual 
Property Rights under any of the Exceptions listed above will be distributed as follows, 
unless the University and the creator have agreed in writing upon an alternative 
distribution arrangement: 
 
1. The University will be reimbursed for any out-of-pocket expenses incurred in 
obtaining and maintaining intellectual property protection for a Work, and in evaluating 
and marketing such Work. 
 
2. The remaining net income will be distributed as follows: 
 

1. 50% to the creator(s) (any portion of such revenue payable to student and faculty 
participants will be divided among them in accordance with the degree to which 
each contributed) 

 
2. 20% to the University 

 
3. 10% to the creator's department or equivalent unit 

 
4. 10% to the creator's school or academic division 

 
5. 10% to faculty development programs or student scholarships.  

 
V.  Minimum Rights Of The University Through A Non-Exclusive License 

 
In keeping with the long-standing traditions of academic institutions, the University shall 
receive a non-exclusive, royalty-free, worldwide license to use the Works for archival, 
reference, research, classroom, and other educational purposes (the "License"). With 
regard to tangible works of fine art or applied art, this License will attach only to stored 
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images of such Work (e.g., slides, videos, digitized images) and does not give the 
University a right to the tangible works themselves. With regard to literary, artistic and 
musical Works, this License will only attach to brief excerpts of such Works for purposes 
of education. If the University wishes to acquire rights to use the Work or a reproduction 
or image of the Work for advertising, promotional or fund-raising purposes, the 
University will negotiate directly with the creator in order to obtain permission. 
 
This License includes a right in the University to offer any course, or to develop and offer 
derivative courses of instruction, in both conventional and nonconventional settings 
(including courses intended for use in Internet distance education projects). The License 
shall continue to be available to the University even if the faculty member should leave 
the University. The University may, at its discretion, alter, add to, or otherwise change 
course materials in keeping with the educational purposes of the License. If they wish to 
do so, faculty members may also make necessary changes to maintain the accuracy and 
currency of their course materials. 
 
This License to the University is not intended to inhibit the faculty member or student's 
ownership or use of the Work and the Intellectual Property Rights therein. The University 
will make reasonable efforts to display indicia of the authorship of a Work. This License 
shall be presumed to arise automatically and no additional formality shall be required, 
and shall be in addition to any interests received by the University in Section IV above. 
 
VI.  Agreements Between Faculty And Students 

 
From time to time, current faculty members may wish to enter into agreements with 
current students relating to the creation of Works (and commercialization thereof) outside 
of the scope of their activities with the University. Except to the extent that such Works 
fall within one of the Exceptions, the University will have no stake in any Intellectual 
Property Rights therein. However, the faculty members are required to disclose the 
existence and general nature of such agreements to the Provost in order for the University 
to safeguard against any impropriety or unfairness or the appearance thereof. 

 
VII.  Conflict Resolution 

 
Administration of this Policy shall be the responsibility of the Office of the General 
Counsel. Questions should be directed to the Office of the General Counsel regarding the 
application, interpretation or implementation of the Policy, or regarding any disagreement 
among creators concerning assignment or apportionment of Intellectual Property Rights 
or sharing of royalties. Disagreement with any determination made by the Office of the 
General Counsel may be directed to the Provost for a final determination. 
 
VIII.  Changes to this Policy 
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The University reserves the right to change this Policy from time to time. The Board of 
Trustees has sole authority to approve changes to this Policy. 
 
 

 

ii. Faculty Responsibilities 
 

The basic responsibilities of all full-time faculty include the following: 
 

• High standards of academic quality and professional integrity 
• Effective teaching 
• Service to their students 
• Meeting high standards of scholarly, creative, or professional achievement 
• Being available to full-time and part-time students through divisionally approved, 

conspicuously posted, regularly scheduled office hours (filed with the dean) 
• Adherence to all university policies and procedures including but not limited to 

the following: Conflict of Interest, Sexual Harassment and Discriminatory 
Harassment, Privacy, Submission of Syllabi and Course Outline, and Submission 
of Grades. 

 
 

iii. Faculty Categories, Appointment Types, and Ranks 
 

Faculty Categories 
 

At The New School, practitioners whose work is recognized in the profession teach 
side by side with scholars whose careers are established in the academy. The New School 
welcomes the expertise and richness that both practitioners and scholars bring to teaching 
and learning.  

 
The New School employs faculty in three categories: Principal, Term, and Visiting.  

 

a. Principal Faculty 
The New School has five appointment categories for principal faculty: Probationary, 

Extended Employment Eligible, Extended Employment, Tenure Eligible, and Tenured.  
 
Principal faculty are responsible for planning and managing the curriculum, the 

supervision of junior and part-time colleagues, and academic quality. They are expected 
to be effective teachers, to advise students, to play an active role in their profession, 
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department, division, and university governance, and to meet standards of scholarly, 
creative, or professional achievement as established through their divisions/schools.  

 
All principal faculty are subject to review including formative (annual) and 

summative (periodic) evaluation.  
 

b. Term Faculty 
Term faculty are responsible for teaching and providing expertise in their 

field/profession. They are expected to be effective teachers and may advise students and 
play an active role in their department/program.  

Term appointments may be made for periods of one (1) to five (5) years, and may be 
renewed subject to acceptable performance and institutional need up to a total of ten (10) 
years. Thus, term appointments carry no presumption of continuing employment beyond 
the contract period.  

Under some circumstances, term appointments could be considered for a principal 
faculty appointment type/track.  
 

c. Visiting Faculty 
Visiting appointments are generally given to persons on leave as full-time faculty 

from another institution. The duration of the appointment of a visiting professor is 
normally one year, but cannot exceed three years.  

 

d. All Faculty 
Term and visiting faculty hold the same rights as principal faculty, are subject to 

annual performance evaluation, and must adhere to all university policies. 
 
All faculty may be terminated by the university for cause or under extraordinary 

circumstances. 
 

Principal Faculty Appointments 
 

When a faculty position becomes vacant, or it is determined that a new appointment 
is needed, the dean of that division shall consult with the provost. After authorization to 
fill the position has been obtained, the dean shall follow university policies and 
procedures for filling the position. In all cases, these policies shall be consistent with 
EEO regulations and university guidelines for the recruitment of faculty. Final approval 
for all appointments, after the provost’s and president’s endorsements, rests with the 
board of trustees. 
 

Within The New School faculty employment framework, there are two long-term 
appointment types, Extended Employment and Tenure. These appointments are made in 
the department/program that initiates the promotion process.  
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The purpose of extended employment and tenure appointments is to sustain and 

strengthen commitments by the university to academic freedom, shared governance, and 
teaching excellence. Because of the importance of teaching at The New School, faculty 
members must be proven excellent teachers in order to achieve any long-term 
appointment. In addition, faculty of either appointment type must be proven to be fully 
engaged campus citizens through university service and governance.  
 

Having two long-term faculty employment tracks allows faculty to choose a realistic 
path toward excellence within The New School, the academic profession, and their 
divisions. Extended employment is for faculty who are excellent teachers, but who 
choose to maintain a more modest scholarly/professional and/or creative agenda than 
tenured faculty, allowing them to focus their energies in the classroom. Tenure is 
reserved for faculty who excel equally in both teaching and scholarly/professional 
activities.  
 

a. Probationary 
All new junior appointments are probationary. The initial appointment is a four-year 

probationary contract. The university considers probationary faculty as on the tenure-
track, but provides, subject to positive review and in consultation with the dean or 
designee, the choice of an extended employment option. Probationary appointments may 
be terminated at the end of any contract period based on performance and/or institutional 
need considerations. 
 

b. Tenure Eligible  
Tenure-eligible appointments are made for one three-year term, following successful 

review at the end of the probationary period. The decision to award tenure is made in the 
third year of this contract period. Tenure appointments are designed for faculty who wish 
to excel in scholarly/professional and/or creative activities and teaching. Because tenure 
is the ultimate long-term commitment on the part of the university to an individual 
faculty member, it requires a commitment to sustained excellence in both research and 
teaching.  
 

c. Tenure 
Faculty with Tenure are those who have not only proven sustained excellence in their 

scholarly and professional/creative achievements and teaching, but are committed to 
maintaining that standard and who  have been affirmatively confirmed in such status by 
action of the board of trustees on recommendation of the provost through the president 
subsequent to appropriate peer and administrative review. An appointment with tenure 
means an appointment without limit of time subject to triggered post-tenure review.  
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d. Extended Employment Eligible  
Extended employment eligible appointments are made for one three-year term, 

following successful review at the end of the probationary period and in consultation with 
the dean or designee. The decision to award extended employment is made in the third 
year of this contract period. Extended employment eligible appointments are designed for 
faculty who wish to excel in teaching, while maintaining currency in the field and an 
acceptable scholarly or professional/creative agenda.  
 
e. Extended Employment 

Faculty with extended employment appointments are those who have proven and are 
committed to maintaining excellence in teaching, currency in the field, and an acceptable 
level of scholarly or professional/creative achievement and who have been affirmatively 
confirmed in such status by action of the board of trustees on recommendation of the 
provost through the president subsequent to appropriate peer and administrative review.  

 
An extended employment appointment is a contract for five, seven, or ten years as 

determined by institutional need and other considerations. Such extended employment 
contracts are renewed subject to meeting performance standards and institutional 
suitability review. .  
 

Joint Appointments 
 

Joint appointments are granted to principal full-time faculty to render service to two 
departments/program or divisions/schools of the university, pursuant to the principal 
faculty appointment types. Faculty holding joint appointments are expected to participate 
in each department/program or division/school to which they are assigned.  
 

Joint appointments are usually created: 
 

• To fulfill curricular or research needs of a division/school 
• In connection with interdisciplinary or professional/disciplinary teaching and 

research programs involving several units 
• To enhance a faculty member’s teaching and/or research opportunities 
• To increase recruitment prospects for attractive faculty 

 
Each joint appointment involves a home division/school and a collaborating 

division/school or units. The home division/school initiates recruitment and all forms of 
evaluation and salary review and offers faculty support and services. The collaborating 
unit(s) participates in the search and all forms of evaluation and salary review.  

 

a. Agreement 
An Agreement to Initiate a Joint Appointment (AIJA) must be approved by the 

provost before a search can be authorized. The AIJA should be signed by the program 
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directors or department chairs and the deans of all units seeking authorization. It should 
clearly articulate: 
 

• Designation of home and collaborating division/school or units 
• The process of recruitment including composition of committees, responsibilities 

and authorities of each division/school 
• Employment category and decisions regarding annual performance and salary 

review and evaluation for reappointment, promotion, including composition of 
committees, responsibilities and authorities of each division/school 

• Rank 
 

b. Memorandum of Understanding 
In addition to the AIJA, each joint appointment is accompanied by a Memorandum of 

Understanding (MOU) which is signed at the time of appointment by the program 
directors or department chairs, the faculty member and the deans of all units involved and 
approved by the provost. The MOU should clearly articulate: 
 

• Designation of home and collaborating division/school or units 
• Teaching assignments 
• Service expectations 
• Scholarship/professional or creative achievement expectations 
• The method of participation of each division/school in faculty evaluation and 

salary review 
• Allocation of resources, corresponding to teaching, scholarship and service 

expectations (office space, computers, operating support, travel funds, etc.) 
 

The MOU may be revised when appropriate. A revised MOU must record the 
signatures of all participants and must be approved by the Office of the provost. 
 

Faculty Ranks and Title 
 

There are four faculty ranks at The New School: Instructor, Assistant Professor, 
Associate Professor, and Professor, differentiated by levels of education and professional 
accomplishment. Appointment or promotion to any academic rank carries with it the 
possibility, but no presumption, of reappointment and includes no right to permanent or 
further reappointment or to promotion to any higher rank.  

 
Visiting faculty hold the rank of Visiting Instructor, Visiting Assistant Professor, 

Visiting Associate Professor, or Visiting Professor, based on their home institution 
designation, or level of education and scholarly/professional/creative accomplishment. 
Outside of the ranking system, The New School has three other titles for faculty: 
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a. Distinguished Professor 
Senior members of the faculty may be awarded this title by the board of trustees in 

recognition of distinguished service to the university and eminence in their discipline. In 
some cases, faculty with equivalent achievements at other institutions may be hired with 
the rank of Distinguished Professor.  
 

b. Professor Emeritus/Emerita 
Upon retirement, this title may be awarded to faculty by the board of trustees in 

recognition of distinguished service to the university and significant contributions to their 
fields. It is an honorary title that does not carry teaching or other duties but may entitle 
the holder to access to certain university resources and facilities.  
 

c. Professor of Professional Practice 
Term and visiting faculty whose careers have been formed outside of the academy 

may be awarded this title by the dean in consultation with the provost. 
 

Changing Appointment Type/Track 
 

Under certain circumstances, faculty members may be allowed to switch appointment 
types or tracks. Notification of the desire to switch between types of faculty appointments 
must be made in writing to the dean. The final decision to permit such a switch in status 
resides with the provost, in consultation with the dean. Once a faculty member has 
switched appointment types or tracks, the faculty member must abide by the policies and 
procedures in place for the appropriate type/track. 
 
 

iv. Workload Policy 
 

This university-wide workload policy establishes the principles of consistency, 
equity, and flexibility together with a process for determining workload responsibilities 
that is uniform across the various divisions. The activities, duties, and responsibilities of 
the faculty must be determined in relation to the mission, objectives, and strategic plans 
of the university, and to the specific mission, goals, and objectives of the respective 
departments/programs, divisions/schools.  

 
Principal faculty are expected to excel in teaching and advising, make scholarly 

contributions in scholarly and/or professional and creative practice, and render service to 
the university, the profession, and the community. The workload obligation of an 
individual faculty member should reflect the proportion of faculty effort within each of 
the three areas of responsibility that best represents the interests and strengths of the 
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faculty member, while simultaneously furthering the goals of the division/school and the 
university.  

 

Workload Responsibilities Guidelines 
 

The primary responsibilities of full-time faculty are imparting knowledge to others 
(teaching or other instructional activities), creating new knowledge (research, 
scholarship, and/or professional and creative practice), and facilitating the execution of 
the first two responsibilities (service). The faculty workload refers to the effort made in 
the execution of these three responsibilities. 

 
This policy establishes a university-wide framework for individual effort in each of 

the three workload categories, across which any individual faculty member’s proportion 
of effort may vary. Within this context, the policy allows each division or school to 
establish clear expectations for its entire faculty across the three domains of work 
responsibility, including professional development, while still granting sufficient 
flexibility to departments/programs to allocate work assignments to individual faculty 
members in consideration of the priority accorded to departmental or program objectives.  

 
The university expects all principal faculty members to be engaged in the following 

three workload areas at all times:  
 

• Instructional duties 
• Research and/or professional and creative practice and, 
• Service duties 

 
  For the purposes of this discussion, and with the understanding that equivalencies 

need to be specified by the disciplines and departments/programs for approval by the 
provost, academic courses are assumed to consist of lectures, seminars, or studios 
meeting at least once weekly for 15 weeks per semester and bearing at least three (3) 
academic credits. In addition, it is recognized that in certain disciplines instructional 
activities are not defined by semester hours, but by other parameters such as contact 
hours, studio participation, or graduate research preceptorships. In such cases, semester-
hour equivalencies must be defined by the division/school and submitted for approval to 
the provost for determining appropriate faculty workload assignments in the context of 
standard practice within the discipline, profession, or division. 

These divisional definitions should be reviewed regularly by the deans and provost 
and not seen as fixed in perpetuity, as disciplines and conditions may change over time. 
 

When the minimum teaching load is not achieved—for example, when courses must 
be cancelled due to insufficient enrollment—faculty members will be assigned other 
duties in the department or in the division (such as additional student advising, 
involvement in recruitment or retention initiatives, accreditation preparation, 
departmental service, etc.). These assignments will be made by the dean or his/her 
designee (usually the department chair) after consultation with the individual faculty 
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member, depending upon the amount of instructional activities in which the faculty 
member is engaged. If no other duties are assigned, the faculty member shall make up the 
teaching assignment within the next three (3) semesters. 

 
Additionally, the chair or director, in consultation with the dean and with the approval 

of the provost, may grant “released time” from teaching to faculty members who have 
either significant externally-funded support, depending upon the award amount and the 
proportion of effort funded, or substantial administrative or service responsibilities. In 
unusual circumstances, a faculty member, upon the recommendation of the chair or 
director and the dean and with the approval of the provost, may be permitted to teach 
fewer courses (as defined by divisions) annually than those required of other faculty in 
the department or program. In addition, faculty members may, with concurrence of the 
chair and the dean, teach in excess of the credits described herein and “bank” the 
overload hours for a comparable amount of released time at a later date.  

 
In determining teaching load, a single course with both an undergraduate and 

graduate course number, meeting or scheduled concurrently, will count as one 
preparation. Individual instruction credits (such as reading courses, independent study 
courses, thesis/dissertation supervision) may be considered by the chairperson in 
determining whether a faculty member has a full workload. In the assignment of 
workload, consideration should be given to the following possible types of instruction: 
team teaching; graduate instruction; activity classes; laboratory courses; clinical 
supervision; directed study; and distance learning. Consideration for adjustments in 
workload should be given to at least the following: preparation for substantive changes in 
instructional methods, including the incorporation of new instructional technology; 
unusually large class sizes, especially in the absence of teaching or research assistants or 
an inadequate number of assistants; research productivity demands; student teacher 
supervision; thesis/dissertation supervision load; supervision of fieldwork; clinical 
student supervision; or extraordinary service on a university-wide committee.  

 
In the area of research and scholarly or professional and creative activities, a 

minimum of 20 percent of principal faculty members’ time should be devoted to this 
effort during the year. This may vary, however, depending on the amount of research or 
scholarly involvement in which an individual faculty member is engaged, as well as the 
extent of participation in teaching, mentoring, and university service. 
 

Workload Measures  
 

The criteria and units that are identified in this section for the measurement of the 
instructional, research and/or professional and creative practice, and service workload 
categories are provided as examples of appropriate indicators and are not intended to be 
exhaustive. The departments and programs and divisions are expected to develop and 
recommend additional indicators for these three categories that are appropriate or unique 
to their departments or programs. In addition, because professional development is 
embedded in each of these categories, and given the range and variability of professional 


