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Preface to P&T Forms (FC-09-010-011) & Background:

2006-07 Sub-committee of Faculty Affairs: Charge: a) to review and clarify current P&T processes; establish
common procedures; b) clarify responsibilities and ensure feedback is received from all parties involved; c) connect
with Strategic Action Plan goals, hiring, reviews, PDs and AE's to ensure success in P&T. Issues were identified and
recommendations proposed (see executive summary and two tables). These, and minutes, are available below
should you wish to get a clearer picture of how and why this process began:
http://www.webs.uidaho.edu/facultycouncil/CommitteeWebPages/Agenda Minutes Faculty Affairs P&T Subco
mmittee.htm

2007-08 Sub-committee of Faculty Affairs: Charge: a) review current PD & AE forms, including policy; simplify
categories for the PD; tie the AE to the PD; connect these Strategic Action Plan goals; ensure feedback from for all
administrators associated with faculty involved in interdisciplinary work as well as those located off campus
happens. Issues identified by the previous sub-committee, by the University Promotions Committee, and the goal
teams were reviewed (representatives from each of the goal teams were on the sub-committee). Minutes are
online and may be helpful in answering similar questions when new faculty begin reviewing the proposed changes:
http://www.webs.uidaho.edu/facultycouncil/CommitteeWebPages/Agenda Minutes Fac Affairs Subcommittee
PDAE.htm

Faculty Representation include: Charles Morrison, Don Crowley, Ron Crawford, Janice Fletcher, Maxine Dakins,
John Oldow, Janice Capel Anderson, Larry Stauffer, Cherie Major, John Tracy, Bev Healy, Ben Beard, Bob Zemetra,
Tim Prather, Lisa Carlson, David LeePainter, Jo Ellen Force, Janice Fletcher, Steve Hollenhorst, Beth Reynolds, Laura
Holyoke, Ken Locke, Dennis Geist, Teresa Gordon, Patrick Hrdlicka, Kelly Quinnett, Bahman Shafii and others.

Common questions/themes or driving points for changes include:

e The PD should accurately reflect the faculty member's evaluation relative to his/her job performance. And
the PD & AE need to be better integrated.

e (Concerns were expressed over linking forms and policy to the Strategic Action Plan, (a living document that
evolves and changes with new administration). Every strategic plan to date has included teaching,
research, service and outreach and as long as we remain a land grant university, it will not change. For
instance, in comparing the 2007 AE form (column 1) to the Strategic Action Plan they were found to be
very comparable.

Position Description changes:

e Simplification: four responsibility areas from the current nine - instruction and advising and/or mentoring
was put under area l. Teaching.

e Simplification: number of mentees for graduates and undergraduates is sufficient.

e Il. Scholarship and Creative Activities. References to FSH 1565 were included.*

e Under Il last item "Scholarship of Outreach/Application/Engagement": Goal 3 suggested Application and
Engagement be replaced by Scholarship of Outreach. Faculty Affairs revised to include all three.

e lll. Outreach and Extension: new terms developed/defined by Goal 3, forthcoming changes to FSH 1565*

e IV. University Leadership and Service: fourth responsibility area delineating three sub-categories
(currently one paragraph in FSH 1565). Proposed changes to FSH 1565 include definitions and separation
of these three sub-categories (forthcoming).*

e Summary table revised based off four responsibility areas. Includes ability for faculty to receive
acknowledgement for, and be evaluated on, summer work outside their PD (those with appointments
less than 12 months) by attaching a narrative. Note: A faculty member's position description is linked to
the salary agreement creating a contract law compliance problem for those less than 12 months.

e Sample summary tables to assist in PD preparation.


http://www.webs.uidaho.edu/facultycouncil/CommitteeWebPages/Agenda_Minutes_Faculty_Affairs_P&T_Subcommittee.htm
http://www.webs.uidaho.edu/facultycouncil/CommitteeWebPages/Agenda_Minutes_Faculty_Affairs_P&T_Subcommittee.htm
http://www.webs.uidaho.edu/facultycouncil/CommitteeWebPages/Agenda_Minutes_Fac_Affairs_Subcommittee_PDAE.htm
http://www.webs.uidaho.edu/facultycouncil/CommitteeWebPages/Agenda_Minutes_Fac_Affairs_Subcommittee_PDAE.htm
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Faculty involved in interdisciplinary work: Ensures that faculty will attach a narrative explaining their

interdisciplinary work which will then be reviewed, discussed and agreed upon by ALL parties (faculty and
administrators) involved; impossibility and impracticality of obtaining signatures of all administrators -
signatures are not as important as discussions taking place between all parties.

The removal of the remaining categories, advancement, professional development and other is now
included as a 'note' on the bottom of page 2. These categories may cross all or some of the four areas.
Definitions will be forthcoming in proposed policy changes.*

*Note: Policy language changes are forthcoming once the forms are approved to be sure all changes are

addressed in policy. Also, there are a few definitions still waiting to be received from the goal teams and others.

Annual Evaluation Changes:

Simplification: four responsibility areas (linked with Strategic Action Plan) and reference to policy. The
language and references (first two columns removed) are either included on the form following the titles
or are in the proposed forthcoming policy changes.

Note at top: Previous year's PD (goals and objectives) is now required to be used when preparing the AE.

The weighting column was not used for its original purpose (some colleges/departments) were to assign

weighted values to responsibility areas and incorporate them in their bylaws then use them on the form.

In actuality it was used, by some, for multiplying the PD % with the numeric score.

One decimal place in the department and college scores on the annual evaluation form (there is no

change in policy only clarification on rounding). Discussion from sub-committee follows:

0 First meeting discussion: Faculty-Staff Handbook (FSH) 3320 indicates only whole integers can be
used, yet instructions for merit raises are to go to those with a 3.0 (Meets Expectations) or above.
Does the decimal score mean someone with a 2.9 is below expectations or do we round up? There is
no clear description as to how this is handled in the FSH. It was pointed out that faculty will quibble
over one decimal point whereas administrators, feeling that a 1.5% merit raise does not justify the
time it takes to quibble, will give everyone a score that awards the raise. After a lengthy discussion on
rounding at the department and dean level and where the cutoff would fall for rounding, the
subcommittee agreed that it would happen at the college level. It was felt that doing so would do two
things: 1. award merit raises to those who deserve them (those above a 2.5) yet still send a clear
signal that the faculty member is in trouble and improvement is needed. Both scores would be on the
form, the department chair will need to work with or initiate a mentoring process for the faculty
member to guide them towards improvement, and the dean is aware there is a problem and it is
being addressed.

0 Second Meeting Discussion: No clear definition in the Faculty-Staff Handbook (FSH) on how or what
numbers are to be rounded. It was agreed that both scores (unit admin./dean) would remain as is,
allowing for one decimal place - rounding would be: .5 & above round up; .4 & below round down.

Removal of the average boxes (unit and college). The intent of the averages was to put the onus on the

faculty member to reflect on their performance relative to that of other faculty members in the unit and

take appropriate steps, if necessary. However, it created unrest and angered faculty - causing problems.

Narrative is required of the dean if he/she changes any score.

Inclusion of interdisciplinary, unit administrator's and dean's check boxes: ensures that these have been

done and if not, they are returned.

Second faculty signature (as stated in FSH 3320) when a score is changed was missing from original form.

Signatures for AE form were separated out from the Disclosure of Conflicts form.
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FC-09-010a

3050 - POSITION DESCRIPTIONS
Ul FACULTY POSITION DESCRIPTION FOR ANNUAL PERFORMANCE REVIEW for 20__
(REVISED 7-07)

DateName: Department:
Name: Title/Rank:
Appointment:  Academic Year ] Fiscal Year U Other:

Tenure Status: Nontenured O Tenured O Year Tenured:
RESPONSIBHITIES:

I. TEACHING:

1. Instruction (FSH 1565 C-1 a; Strategic Action Plan Goal 1):

a. Planned-Courseloadweork:

Credit Pereent
. . Course | Responsibility* .
Semester Subject Course # | Section Credits (100% und Course Title
team-taughty
Spring
Fall
Summer**

* Percentage/or credit(s) of responsibility for a team taught course.
**See summary table on back page.

b. Describe aAdditional tinstructional rResponsibilities (course redesign,-; introduction of new delivery
methods;-; involvement in course, program, and university level assessment of student learning outcomes;-;
etc.):

c. Provide a statement of your goals and objectives for teaching.

32. -Advising and/or Mentoring Students_ (FSH 1565 C-1 b; Strategic Action Plan Goal 1):
_ Neo-—ef-Advisees (#): Undergraduate (Approx): Major — Minor -

——Certificates
Grad (as-Major Professor):  Doctoral Masters Thesis Masters -Non-
Thesis
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_ Ne-—of-Mentees (#): Graduate Undergraduate-th—Scholarship
— UndergraduateFeaching — Outreach/Extension——

a. Other Service to Students (organization/program advisers, masters/doctoral committees as opposed to
major professor, etc.):

b. Provide a statement of your goals and objectives for advising and/or mentoring.

Est. Advising and/or Mentoring Percentage of Responsibility: Spring: Fall: Summer:
Total TeachingEst: Percentage of ResponsibilityFimwe: Spring: - Fall:
Summer:

(carry forward to summary table)
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Il. SCHOLARSHIP AND CREATIVE ACTIVITIES (FSH 1565 C-2; Strategic Action Plan Goal 2): [{May
Hncludeirg Teaching/Learning (FSH 1565 C-2 a), Artistic Creativity (FSH 1565 C-2 b), Discovery (FSH 1565 C-2
c), Integration_(FSH C-2 d), and Scholarship of Outreach/Application/-are-Engagement Activities (FSH 1565 C-2

e)l)

Provide a Sstatement of your Ggoals and oSbjectives for scholarship and creative activitiesthe-Year.:

Est. Percentage of FimeResponsibility: Spring: Fall: Summer:
(carry forward to summary table)

. | Servi |

1115.- OUTREACH AND EXTENSIONutreach/Engagement -and/or-Extension-Activities (FSH 1565 C-3,
Strategic Action Plan Goal 3): [May include Extension (FSH 1565 C-3 b) Distance Education (FSH 1565 C-3 c)
Service Learning (FSH 1565 C-3 d) Cooperative Education (FSH 1565 C-3 e) Technology Transfer (FSH 1565 C-3
f) and Extramural Professional Service (FSH 1565 C-3 )]

Provide a Sstatement of your Ggoals and; 0©bjectives for outreach and extensionand-Planned-Activities.:

Est. Percentage of FimeResponsibility: Spring: Fall: Summer:
(carry forward to summary table)

1V6. UNIVERSITY LEADERSHIP AND SERVICEAdministration:

1. Intramural Service (See FSH 1565 C-4 a):

Provide a statement of your goals and objectives for intramural service.

Est. Intramural Service Percentage of Responsibility: Spring: Fall: Summer:

2.  Unit Administration (See FSH 1565 C-5):

Provide a statement of your goals and objectives for unit administration.

Est. Unit Administration Percentage of Responsibility: Spring: Fall: Summer:

3. Other Administration (See FSH 1565 C-4 b):

Provide a statement of your goals and objectives for other administration.
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Est. Other Administration Percentage of Responsibility: Spring: Fall: Summer:

Total University Leadership & Service Percentage Responsibility: Spring: Fall: Summer:

(carry forward to summary table)

NNOTE: Include in the above four responsibility areas, as appropriate, goals and objectives in advancement,
professional development and/or professional service.
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(FSH 3320)

FC-09-011¢

ANNUAL PERFORMANCE EVALUATION FORM 1: EVALUATION OF FACULTY
(INCLUDES DISCLOSURE OF CONFLICTS FSH 6240)

Name:

(Confidential)

Department(s):

Evaluator(s):

NOTE: Faculty and administrator(s) are to review and address the objectives as stated on the previous year’s position description.

Numeric PD% x | COMMENTS INCLUDING ACCOMPLISHMENTS and
Position Description (PD) Responsibilities PD % Scorex |S€ore= IMPACTS WHEN APPLICABLE
total (Use back if necessary)
TEACHING
(FSH 1565 C-1; Strategic Action Plan Goal 1)
SCHOLARSHIP and CREATIVE ACTIVITIES
(FSH 1565 C-2; Strategic Action Plan Goal 2)
OUTREACH and EXTENSION
(FSH 1565 C-3, Strategic Action Plan Goal 3)
UNIVERSITY LEADERSHIP & SERVICE
(FSH 1565 C-4 & C-5, Strategic Action Plan Goal
4)
*Scoring Key Scoring Example: '
_ . PD% Numeric Score Total
5 = Exceptional performance ;
_ . Teaching 50% 4 50x4=2.0
4 = Above expectations :
_ . Scholarship 35% 2 35x2= .7
3 = Meets expectations .
_ . Outreach & Extension 10% 3 10x3= .3
2 = Below expectations . . )
_ Univ. Leadership & Service 5% 3 .05 x3=.15
1 = Unacceptable performance .
Unit Adm. Score (transfer total to box below) 3.15=3.2
- Unit administrators and college deans may extend the weighted score one decimal place.
Unit College Rounding: .5 and above round up; .4 and below round down.
Administrator Dean Score
Score

(Continued on next page)




Faculty Council 2008-09, Mtg. #9 - October 28, 2008 - Page 27

D Interdisciplinary Activities: The unit administrator is responsible to solicit, discuss and consider evaluative comments from those
interdisciplinary/center administrators listed in the faculty narrative attached to the position description used for this evaluation.
All solicited comments are to be attached to this form. (FSH 3050 B-2, 3320 A-1 d, 3520 E-1, G-3, G-4 ¢, and 3560 C, E-2d).

D Unit Administrator’s Attachment: A narrative on progress towards tenure, promotion, and/or continued satisfactory performance
is to be completed by all evaluators for all faculty using separate pages and attach to this form (if there is a disagreement, see FSH
3320 A-1 e&f). Include the following areas, as appropriate: advancement, interdisciplinary activity, professional development and
professional service (FSH 1565 B?). If the narrative(s) is/are not attached the form will be returned to the unit by the college.

Unit Administrator Signature/DATE

Unit Administrator (joint appointments if applicable)/DATE

Faculty Comments:

Faculty Signature/DATE

Dean Signature/DATE

I:]Dean’s Attachment: If there are any differences in any category of scoring between the department chair and college dean, a
narrative shall be attached stating the reasons for these differences. The form with attachments must be returned to the faculty
member for a second signature (if there is a disagreement, see FSH 3320 A-1 f). If the narrative is not attached the form will be
returned to the College by the provost.

Second Faculty Signature (if applicable)/DATE

FSH 6240 Required Disclosure of Conflicts

You must complete this disclosure annually with your performance evaluation. If you have a conflict to disclose then you also will need to
complete Form FSH 6240A. Likewise, if there is any change in your circumstance that may give rise to potential conflicts or eliminate potential
conflicts previously disclosed, then you will need to complete Form FSH 6240A within 30 days of the change. University of Idaho FSH Policy 6240
Conflicts of Interest or Commitment is available at http://www.webs.uidaho.edu/fsh/6240.html. If you have any questions about the form or
about specific potential or actual conflicts of interest, please contact your unit administrator or the Chair of the university’s Ethical Guidance and
Oversight Committee. Disclose outside employment for compensation of more than 20 hours/week by completing FORM 6240 B — Disclosure
of Outside Employment or Consulting for Compensation.

| | have reviewed FSH 6240 and DO NOT have any conflicts of interest, conflicts of commitment or apparent
conflicts to report. Please sign and date below.
O | have reviewed FSH 6240 and DO have conflicts of interest, conflicts of commitment or apparent conflicts to

report. Please, sign below, and fill out form FSH 6240A. Submit completed FSH 6240A to your unit
administrator along with separate pages describing a plan to manage each conflict or apparent conflict.

Your signature below certifies that you have reviewed FSH 6240 regarding disclosure of conflicts, and that the information that you
provide regarding disclosure of any conflict is accurate to the best of your knowledge as of the date of this document, and you
commit to providing an update if a material change occurs in the information you have provided.

Faculty Signature/DATE
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FC-09-009
Ul FACULTY-STAFF HANDBOOK
CHAPTER THREE:
EMPLOYMENT INFORMATION CONCERNING FACULTY AND STUDENTS July 2005

3820
OMBUDS OFFICE

PREAMBLE: This section describes the office and duties of the Ombuds Office. Under its original title, “Faculty
Ombudsman,” it was added to the Handbook in July of 1992 and, as its title suggested, was restricted to faculty. In July
1999 the section was rewritten, and retitled, so as to include the entire university community. In July 2005 the section
was revised to reflect national standards of practice and current terminology. More information may be obtained from
the Office of the Faculty Secretary (208-885-6151). [ed. 7-00, rev. 7-05]

CONTENTS:

A. Introduction

B. Duties of the Ombuds Office

C. Qualification and Nature of the Appointment
D. Nomination and Selection Process

E. Evaluation and Renewal

A. INTRODUCTION.

A-1. The establishment of an ombuds office is predicated on the following premises: (1) disagreements are
inevitable in human organizations; (2) unresolved conflict inhibits productive enterprise and disrupts interpersonal
relationships; and (3) an impartial third party may afford insights and informal processes for conflict resolution. [rev.
and renumbered 7-99, rev. 7-05]

A-2. The office is staffed by twothe ombuds: (onea part-time position appointed from tenured faculty ranks}, and one
part-time exempt positionan-associate-ombuds—{a—part-time -non-faculty-exempt-statf-position-appointed-from
classified-or -non-faculty-exemptstaffranks). BothFhe-associate ombuds reports to the provostembuds. [add. 7-99,
rev. 7-05]

A-3. The office provides a voluntary, informal mechanism to facilitate communications between individuals in
dispute, to help clarify issues involved, and to suggest avenues for dispute resolution. The office’s role complements
existing formal procedures. The processes initiated by the office do not substitute for or become part of other
institutional processes. Individuals retain their right to use any formal procedures ordinarily available to them [see
FSH section 3.8]. Contact with the office does not constitute nor is it regarded as notice to the university. [rev. and
renumbered 7-99, rev. 7-05]

A-4. The ultimate success of the office is highly dependent on the assurance of impartiality, independence, informal
processes and procedures, confidentiality, accessibility, expertise in mediation, and integrity. The environment in
which an ombuds can be effective is one where administrators, staff and faculty recognize and respect the
appropriateness and usefulness of the ombuds’ role in enhancing the goals of the university and individual faculty,
and-staff and students. [rev. 7-05]

A-5. The university prohibits any employee from discouraging or limiting another employee or student from
accessing the office, or intimidating, threatening, coercing, retaliating, or discriminating against any individual
because that individual raised an issue or participated in dispute resolution through the office. [see 3810]. Employees
will be allowed reasonable time away from work to access the office. The university also prohibits any employee or
student from-discouraging, intimidating, threatening, coercing, retaliating, or discriminating against the ombuds,
associate-ombuds, or their staff for performing the duties of the office. [rev. and renumbered 7-99, rev. 7-05]

B. DUTIES OF THE OMBUDS OFFICE.

B-1. The ombuds and-asseciate-ombuds-listen to concerns of any employee or student at the Ul and use informal
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Ul FACULTY-STAFF HANDBOOK
Chapter I1l: EMPLOYMENT INFORMATION CONCERNING FACULTY AND STAFF
Section 3820: Ombuds Office
2007 (editorial)

means to facilitate resolution of disputes. The ombuds and-assectate-ombuds-do not act as advocates for a single
party. Rather, they seek to find a reasonable and equitable solution for all parties to a problem or conflict situation.
Any employee or student inef the Ul community can bring a concern to the office, so long as it relates to the role and

experiences of the workplace oremployees-in-the university life. [rev. 7-99, 7-05, ed. 7-01]

B-2. The office conducts discussions, makes inquiries and keeps quantitative information about caseloads in a
confidential manner, and is discreet in dealing with comments or inquiries from those not involved in the dispute or
its resolution. With respect to confidentiality, all contacts, conversations, and information exchanged with the office
are confidential to the fullest extent allowed by law, unless release is authorized by all parties involved as well as the
involved ombuds person. There are limits to confidentiality, such as when necessary to protect someone from harm,
or as otherwise required by law. No case records, documents, or copies of documents are kept, unless doing so is
legally mandated. Working notes, which are regarded as confidential and ephemeral, are shredded along with
documents at approximately two week intervals or at the conclusion of a case, whichever comes first, unless
retaining these documents is legally mandated. In order to preserve the confidentiality and impartiality so essential to
the successful conduct of the ombuds function, the standards and practices of the profession preclude participation
by ombuds staff as witnesses in formal proceedings on or off campus, unless subject to a subpoena orother order
from a court of competent jurisdiction. [rev. 7-99, 7-05]

B-3. The office is impartial and its primary purpose is to help employees and students find resolutions to problems
affecting or involving them. The office is well versed in the policies, procedures, and processes that exist at the
university for handling complaints or concerns efempleyees. The office will listen to the concern, make appropriate
inquiries, involve appropriate other parties, make suggestions to the employee(s), student(s) and other parties
involved (including but not limited to formal and informal procedures that could be used), and conduct mediation as
needed. The office has the authority to make reasonable arrangements for meetings of appropriate people involved in
adispute to try to achieve a resolution. The ombuds ane/erthe-associate-embuds may attend these informal meetings
to help facilitate communication among the parties through mediation. The ombuds erasseciate-embuds-may serve
as a-designated neutral observers at formal meetings and may provide recommendations regarding processes and
procedures. [rev. 7-99, 7-05]

B-4. The role of the office is not to make judgments on the merits of a particular situation or complaint, but rather to
create an environment in which the individual concerned and the others directly involved come to a clearer
understanding of the situation and reach reasonable and mutually satisfying agreements. The office is neither an
advocate for any party nor a final judge of a situation, rather it facilitates a resolution determined by the parties. In
specific instances, the ombuds erassectate-ombudsmay offer opinions and recommendations and may comment on
a process or procedure when theyhe-er-she believes it is not functioning well. [rev. 7-99, 7-05]

B-5. The ombuds staff will have access to the Office of the University Counsel for legal counsel and representation.
Upon request by the ombuds staff to the Office of the University Counsel, the university may provide access to
independent counsel for their consultation and representation. [add. 7-05]

B-6. The ombuds and-asseciate-embuds-are encouraged to comment on policies, procedures, and processes with an
eye to positive future change. These observations should be shared with the administrators and bodies with
jurisdiction over those policies, procedures, and processes. The ombuds authors an annual report including aggregate
data on the types of matters handled and narrative reflecting the character of the year’s activities. The report is
submitted to the president, provost, faculty council, and staff affairs committee on or before August-September 230
of each year. The annual report and other educational programs are means for proffering advice and comment on
policies and procedures. [rev. 7-99, rev. and renumbered 7-05]

C. QUALIFICATIONS AND NATURE OF THE APPOINTMENT.

C-1. Fhe-One ombuds will be selected from among the tenured faculty at the Ul (a faculty member in a non-tenure
track position, or who has not achieved tenure, may be considered for the position under exceptional circumstances).

Another and-the-assectate-ombuds will be an exempt staff position.-GH-staffmemberrepertingto-the-ombuds\While
the—ombuds—Both serves at the pleasure of the president, but considerable independence and autonomy,
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confidentiality, impartiality, and informality are afforded to ensure the ombuds’s effectiveness in keeping with
national standards for the office. The ombuds positions areis part time. The term of service is for 2 years and is

renewable upon evaluation and reV|eW by the preS|dent %%%Wﬁb&%}sﬁ#p@%r&ﬂd%@%

experlenced incumbent in the office. [rev. 7-99, 7-05]

C-2. The qualifications of the successful candidate for ombuds should include:

a. excellent communication and interpersonal skills,

b. characteristics which lend themselves to facilitating problem solving,

¢. demonstrated ability to handle confidential information and use discretion in sensitive matters,
d. respect of his or her colleagues for professionalism and integrity,

e. familiarity with university policies and procedures, especially those pertaining to grievances, faculty and staff
personnel, and records. [rev. 7-99, ed. 7-05]

D. NOMINATION AND SELECTION PROCESS.

D-1. Ombuds selection.

a. The chair and vice chair of the Faculty Council propose to the council for appointment two Faculty Council
members to serve on a severnine-member ombuds committee. The chair and vice chair of the Staff Affairs
Committee (SACStaff Affairs) propose two SACStaff Affairs members to the SACStaff Affairs for
appointment. The president and vice president of ASUI select two students, one graduate and one
undergraduate. The committee is composed of the provost, the director of Human Resources, the feursix
aforementioned members and the outgoing ombuds (without vote), and has the responsibility for nominating
people for the ombuds position. [rev. and renumbered 7-99, ed. 7-05]

b. The advertisement is drafted by the committee and reviewed and approved by the president. The committee
advertises the position, accepts and solicits applications and nominations, and interviews candidates. The
committee functions in a confidential manner. [rev. and renumbered 7-99]

¢. The committee provides a list of at least two nominees to the Faculty Council,—and Staff AffairACStaff
Affairs and ASUI, forwards the list to the president along with a portfolio and statement of rationale for each

nominee. The president reviews the files and interviews the nominees. The president selects the ombuds from
that list. [rev. and renumbered 7-99, 7-05]

E. EVALUATION AND RENEWAL.

E-1. Ombuds review. The president conducts an annual review of the ombuds. During the latter half of the second
year of each two-year term, an in-depth evaluation is conducted by the president. Included in the evaluation are
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assessments by the provost, the Faculty Council, the-Staff Affairs, ASUIAC and a self-evaluation by the ombuds.

These confidential evaluations are submitted to the president for review and discussion with the incumbent by
February 15 in the second year of service. Renewal of the appointment of the ombuds will be based on these
evaluations and requires mutual consent of the Faculty Council, the SACStaff Affairs and the president. [rev. and
renumbered 7-99, ed. 7-00, 7-05]
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