Board Policies on Tenure, Post-Tenure Review, and Instructional Workload

CHAPTER II:  GOVERNANCE – STATE UNIVERSITIES

A.	ACADEMIC AFFAIRS

. . .

[bookmark: II_A_12]	12	FACULTY WORKLOAD POLICY

				Faculty are crucial in developing a higher education system in Kansas that focuses on access, excellence, accountability, research, and service. Their influence on the quality and value of a university education is clear in areas like curriculum design, teaching strategies, program development, and creating a vibrant learning environment. Additionally, faculty shape this experience through their research, scholarship, creative work, service to the university, community, and profession, as well as their engagement with students inside and outside the classroom, including advising. The Kansas Board of Regents' workload policy is designed to cover all these aspects by establishing standards for workload expectations, acknowledging faculty contributions in each area, and ensuring accountability to both the university and the state.

Within this policy framework, each university will develop workload policies and procedures, based on their specific mission and classification. The policies and procedures must establish consistent expectations for all full-time and full-time equivalent faculty across the institution, reduce conflicts over workload expectations, and promote reliable performance evaluations. Additionally, the policy aims to improve accountability and transparency.

The Kansas Board of Regents recognizes that workload types vary across campuses, departments, colleges, and disciplines. It also acknowledges that faculty workloads differ among individuals—both across the campus and within departments or divisions, based on the specific needs of each unit. With the adoption of this policy, the Board is not imposing an immutable workload standard that applies equally to each institution. The Board expects each university to develop faculty workload expectations that are equitable, fair, and balanced, and aligned with the unique needs of each department and the whole institution. 

Faculty includes a diverse group of institutional staff. It encompasses tenured and tenure-track professors, as well as those not on the tenure track. It may also include clinical and research faculty, librarians, teaching, and others. Faculty members have various responsibilities, which are outlined below.

		a	Each institution shall develop and implement a workload standard policy for all full-time and full-time equivalent faculty. 

i	The institution’s chief academic officer, in consultation with the faculty through regular shared governance processes, is responsible for developing and implementing the workload policy.

ii	The institution’s workload policy must establish guidelines that enable each department chair (or head of a comparable academic unit), under the supervision of the dean (or an appropriate supervisor), to manage faculty workload within the department effectively to support student success and align with the missions of both the department and the university.

iii	Institution-specific faculty workload policies, at a minimum, shall include:
 
				(1)	the types of assignments and how effort is allocated for each faculty member across teaching; research, scholarship and creative activity; and service and engagement;

				(2)	clear statements of expectations and accountability that recognize merit and hold faculty responsible when they fall short, and also hold department chairs or division heads accountable for evaluating faculty based on these expectations.

				(3)	a process for assessing faculty performance relative to workload expectations and presenting the outcomes of these evaluations to the faculty member and the appropriate dean;

				(4)	assurances that faculty members meet their workload obligations properly and within acceptable performance standards;

				(5)	provisions for equitable workload variations within departments and schools, and among individual faculty.

[bookmark: _Hlk209422789]iv	All faculty should have assigned teaching loads, although exceptions are permitted for clinical and research faculty, librarians, and others with non-instructional roles. The table below shows typical workload percentage ranges by institution type, setting fair expectations for teaching, research, and service, although these ranges are not intended to apply to every faculty member in all cases. Teaching loads, for example, Variations in teaching loads will vary among individuals within departments, schools, or colleges depending on the type of course (e.g., introductory or upper-division undergraduate, graduate seminars, directing theses and dissertations). The provost, on the recommendation of department chairs or division heads, may approve variations to these ranges based on the needs of both individual faculty and the institution as a whole. Some programs' accrediting standards might change the usual teaching load, and others may differ due to the program's intensity, such as studio programs in art and music. The Board’s expectation is not for uniform workloads across the entire institution or among all state universities but for fair and equitable workload assignments at each campus based on its mission and classification. 

	Average Faculty Workload across Academic Units Percent of Total Effort

	Institution Type
	Teaching
	Research
	Service
	Typical Teaching Load Per Semester

	Doctoral Universities
	40-55%
	35-45%
	5-20%
	6-9 credit hours

	Master’s Colleges and Universities
	60-75%
	15-30%
	5-20%
	12 credit hours



v	Instruction at the University of Kansas Medical Center and the Kansas State University College of Veterinary Medicine differs significantly from that at other schools and colleges within the system. These institutions are permitted to establish workload standards for their faculty based on criteria that differ from those outlined in this policy.

	b	Essential elements of the workload policy

i	Teaching

Teaching and instruction are essential components of faculty workload expectations. Faculty teach both undergraduate and graduate courses, but they also have additional instructional duties such as developing new courses and materials, updating existing content, creating courseware or other resources for technology-based teaching, supervising individual courses like directed readings, overseeing undergraduate research, master's theses, and doctoral dissertations, among other responsibilities. They also mentor students in co-curricular activities like plays, exhibits, and preparing and setting up new laboratories. Furthermore, they manage teaching assistants, oversee internships, and offer academic advising, mentoring, and other support activities that promote student success. 

ii	Research, Scholarship, and Creative Activity

[bookmark: _Hlk209422846]	(1)	Institutional policies should clearly define how research, scholarship, and creative activities contribute to a faculty member’s total workload and specify the extent of their impact. These expectations may be higher at institutions where research is a primary mission.

	(2)	Research productivity measures vary by discipline and subdiscipline within the same academic units and across colleges and schools. Therefore, institutional workload policies must clearly specify the research activities expected of faculty within the context and expectations of their specific discipline, such as writing and securing grants; applying for and receiving fellowships; innovation, partnerships, and licensure; the impact and importance of the research; supervising graduate students or postdoctoral associates, or both; and sharing scholarship through peer-reviewed journal articles, book reviews, monographs, book chapters, textbooks, conference papers and presentations, and producing other educational materials. 

iii	Service and Engagement

	(1)	Faculty members engage in service that advances the institution's goals and supports its role in serving Kansas and beyond. 
	
	(2)	Faculty service activities may include efforts that strengthen the university or discipline's scholarly community, enhance the quality of life or society, or support the overall well-being of the institution, professional and academic societies, the community, the state, the nation, or the international community. 

iv	Faculty members may also have administrative duties, such as serving as department chair or head, program director, or center director, that impact their workload. Institutional policies should specify how and to what extent these responsibilities are included in a faculty member’s total workload.

v	Institutions may assign different weights to each of these activities and to other activities it considers essential parts of faculty workloads based on department, discipline or subdiscipline, and other considerations. 

vi	Institutions must create a process for reviewing and evaluating workload assignments.

	c	Annual Evaluation

i	Each full-time and full-time equivalent faculty member is required to have an annual work plan and undergo an annual evaluation by the department chair or division head. 

ii	During the annual review, the department chair or head shall evaluate the faculty member's work against their approved work plan and decide whether the faculty member has met or not met the expectations outlined in the plan.

iii	The work plan should clearly delineate the expected outcomes and efforts a faculty member needs to achieve in the upcoming academic year, noting that these items may be part of longer-term or multi-year projects. Its objectives should support and align with the criteria for an upcoming summative or comprehensive review, such as reappointment, promotion, tenure, or post-tenure review. The plan must specify expectations for teaching, research, scholarship, and creative activities, as well as service and engagement, including percentage time allocations that correspond to the faculty member’s FTE status.

					(1)	A faculty member who does not satisfactorily meet their workload expectations for the review period will be placed on an improvement plan.

	(2)	The improvement plan must include specific steps aimed at addressing deficiencies, a timeline for expected progress, and a statement of consequences if improvement does not happen within that period. In the academic year in which a faculty member is on an improvement plan, the assessment of the improvement plan will be the equivalent of an annual review.

(3)	Faculty members who receive an unsatisfactory annual evaluation and have not satisfactorily completed their subsequent improvement plan are subject to dismissal, reassignment, an additional one-year improvement plan, or other personnel actions. 

[bookmark: _Hlk209422877]iv	Institutions are responsible for providing training to supervisors to ensure they have the necessary skills to perform their responsibilities effectively. 

v  	Faculty have the right to appeal the chair’s evaluation through an appropriate institutional process based on the principles of shared governance. Final decisions rest with the institution’s chief academic officer. 

	d	Annual Reporting

i	Beginning with the 2025-2026 Academic year and continuing every other year thereafter, each campus provost will submit a faculty workload report to the Board’s vice president for academic affairs. The report shall cover the two prior academic years. The annual report has two primary purposes:

	(1)		To illustrate the breadth and variety of faculty activities and how these activities contribute to students, the university’s mission, the state, and society at large. 

					(2)		To establish a systemwide level of transparency and accountability for how faculty allocate their work time.

ii	The Board’s vice president for academic affairs, in consultation with the provosts, will create the report format.
 
	(1)		The annual report should include a narrative that highlights faculty responsibilities, the quality of their work, and how their efforts benefit students, the university, the state, and the broader community. It should also explain the institution’s workload policy and how it ensures faculty perform at a high level.

[bookmark: _Hlk209422897]					(2)		Annual reporting metrics will include, at a minimum, the following data:

	(a)		Total credit hours produced, disaggregated by level of the courses taught (lower- 			and upper-division, undergraduate and graduate).

		(b)		Percentage of all credit hours produced by full-time tenured/tenure track and full-time, non-tenure track instructional faculty, disaggregated by level of courses.

		(c)		Number of sections taught per semester by full-time tenured/tenure track and full-time, non-tenure track instructional faculty, disaggregated by level of courses.

	(d)		Average student credit hour production for core instructional faculty 

	(e)		The number of bachelor’s degrees awarded

	(f)		Four-year undergraduate graduation rates

	(g)		Student retention rates

	(h)		Faculty publication and scholarship

	(i)		Amount of research funding secured by faculty

					(3)		This report shall be presented to the Board and shared widely with legislators and other constituents.

. . .

C.	CHIEF EXECUTIVE OFFICER, FACULTY AND STAFF

. . . 

	2 	APPOINTMENTS

		. . .

				b	Faculty and Staff

				. . .

			vii	Tenure for Tenure-Track Faculty Appointments

						(1)		This policy applies only to faculty who have been given tenure-track appointments.  Faculty who have been awarded tenure may be terminated only for adequate cause, except in the case of program or unit discontinuance or under extraordinary circumstances because of financial exigency. “Adequate cause” is defined as serious misconduct or performance issues that significantly impact the employment relationship. Performance issues should be documented and addressed in the process of annual review or post-tenure review, as may be appropriate.

						(2)	In the interpretation of the principles contained in paragraph (1) above, the following is applicable:	

							(a)	The terms and conditions of every appointment shall be stated in writing and be made available to the tenure-track faculty member at the time of appointment.

							(b)	Beginning with the institution’s full-time appointment of the tenure-track faculty member, the probationary period shall not exceed seven years.  Faculty health care providers whose sole practice is in connection with a KU practice plan, and/or a KU-affiliated VA hospital or pediatric provider, may be considered full-time solely for purposes of appointment to the Tenure Track.  Medical school faculty researchers who are employed by the VA or by a pediatric provider to conduct medical research may be considered full-time solely for purposes of appointment to the Tenure Track.  Physician faculty whose sole medical practice is in connection with a KU physician practice plan and who are appointed by the chief executive officer of the University of Kansas Hospital Authority (“KUHA”) to  hold the position of Senior Vice President for Clinical Affairs or Physician in Chief of the KU Cancer Center as part of the Medical Center’s clinical integration with KUHA may be considered full-time solely for purposes of appointment to the Tenure Track as determined by the Chancellor to be in the best interest of the Medical Center.  The chief executive officer, or the chief executive officer’s designee, may at his or her discretion reduce the probationary period at the time of appointment if it has been determined that the faculty member has served a partial probationary period at a comparable institution and such reduction is in the best interests of the institution.  In no instance, however, may the probationary period for a tenure-track faculty member be reduced to less than four years, even though thereby the person's total probationary period in the academic profession is extended beyond the normal maximum of seven years.  Notices should be given at least one year prior to the expiration of the probationary period if the tenure-track faculty member is not to be continued in service after the expiration of that period.

							(c)	If an untenured faculty member becomes a parent through birth, adoptive placement, or adoption of a child under the age of 5 prior to May 1st of the fifth year of the probationary period, that faculty member, upon notification to the institution’s chief academic officer, shall be granted a one-year delay of the tenure review.  Notification must occur within 90 days of the birth, adoptive placement, or adoption.  Faculty members retain the right to opt out of this interruption policy. 

							(d)	Under unexpected special and extenuating circumstances, prior to the sixth year of service, and at the request of the faculty member and the appropriate dean, the chief academic officer of the university may grant an extension of the tenure clock for a maximum of one year.

							(e)	No more than two extensions of the tenure clock may be granted to a faculty member for any reason.  Nothing in this provision shall be construed to guarantee reappointment of an untenured faculty member.  

							(f)	Tenure is a privilege that must be affirmatively granted by the institution in recognition of meritorious performance.  Tenure is not a privilege that can be achieved simply through continuous service at the institution, regardless of a faculty member’s length of service.  Absent an affirmative action by a state university to award tenure, a faculty member shall not qualify for tenure solely by virtue of completing the probationary period.

							(g)	Tenure and promotion guidelines are required for each academic unit at the institution. The guidelines should reflect expectations consistent with the university’s mission and classification. The Board expects these guidelines will insulate faculty from viewpoint-based punishment for in-classroom instruction, unless the instruction/commentary are both not germane to the course and do not take up a significant amount of class time.

						(3)	Within this general policy, each state university may make such operating regulations as it deems necessary, subject to the approval of the Board.

						(4)	Any tenure approved by the institution shall be limited to tenure for the recommended individual at the institution consistent with the tenure policies of that institution. (Effective 11/14/2002)

						(5)	In exceptional cases, the chief executive officer at a state university may hire faculty members with tenure without their having completed a probationary period.

						(6)	Decisions of the chief executive officer shall be final and are not subject to further administrative review by any office or committee of the institution or by the Board of Regents.

				(7)	Each university shall submit an annual tenure review report to the Board’s vice president for academic affairs. The report shall include, at a minimum, data on the number of tenured faculty, faculty on a tenure-track, faculty awarded tenure in the past academic year, faculty denied tenure in the same period, and tenure-track faculty who have left the university before applying for tenure. 

					(a)	The tenure review report may be combined with the post-tenure review report.

						(b)		The tenure review report shall include the tenure and promotion guidelines adopted by each academic unit at the institution.

		. . .

[bookmark: II_C_8]	8	EVALUATION OF FACULTY AND POST-TENURE REVIEW

It is the policy of the Kansas Board of Regents that merit increases for faculty shall be based on the annual evaluation of their performance as it relates to the mission of the institution, college/school and department. The Board of Regents holds the state university chief executive officers accountable for the development and implementation of evaluation systems in accordance with the following guidelines:

		a	Faculty evaluation criteria, procedures and instruments shall be developed through faculty participation in each department, college or division and recorded to express the performance expectations of faculty therein.  They will be documented in annual work plans so that all will understand performance expectations. Criteria, procedures and instruments shall be:


			i	Sufficiently flexible to meet the objectives of the unit.

			ii	Sensitive to multi-year faculty activities and outcomes.

			iii	Approved by the chief academic officer of each university.

			iv	Compatible with contemporary research and scholarly literature on faculty evaluation.  For example, assessment of research, where research is part of the job assignment, should ordinarily include but not be limited to information on the quality of the research, the amount of research, the media in which findings were disseminated, and the reception and importance of the research.  Similarly, the assessment of teaching, where teaching is part of the job assignment, should ordinarily include but not be limited to student ratings secured anonymously under standard conditions on norm-referenced instruments that adjust for initial student motivation, assessment of syllabi, and assessment of instructional materials.

		b	Each state university shall make available to faculty a ratings instrument for securing student ratings of instruction in all appropriate courses.  The instrument must be norm-referenced and corrected for major sources of bias as demonstrated by research.

		c	The evaluation of faculty performance and future expectations, as detailed in each faculty member’s annual work plan, [see Faculty Workload Policy, c. Annual Evaluation] shall be discussed with them. Documentation recording the sense of the discussion shall be provided to the faculty member.

			i	The faculty member shall be given the opportunity to add comments to the documentation as part of the official record before it is considered at the next higher administrative level.

			ii	Each state university shall establish a procedure by which faculty who disagree with their evaluation may request a review.

		d	Each state university shall implement a plan to supplement its annual faculty evaluation system, and shall adopt and implement a post-tenure review plan consistent with this policy. Each plan shall include procedures and strategies for the following:

					i	Training of departmental chairpersons in the administration of faculty evaluation.

					ii	Linkage of the outcomes of faculty evaluation with assistance for renewal and development and, when necessary, reassignment and other personnel actions.

						iii	Training and supervision of graduate teaching assistants.


					e	Regular post-tenure review. 

					i	In addition to the annual evaluation required of all full-time and full-time equivalent faculty, tenured faculty members undergo a post-tenure review five years after receiving tenure. Post-tenure reviews will continue at five-year intervals unless a review for promotion is warranted.

					ii	The main goal of this process is to help faculty identify opportunities that will allow them to reach their full potential for contributing to the university. Post-tenure reviews aim to provide a long-term perspective compared to the annual review.

					iii	A post-tenure review committee shall conduct the review. The department chair or appropriate dean shall form the post-tenure review committee, which must consist of at least five individuals, no more than half of whom can be from the home department of the faculty member under review.

					iv	Tenured faculty members who receive an unsatisfactory post-tenure review evaluation will be placed on a one-year improvement plan, developed with input from the faculty to the chair or direct supervisor and approved by the appropriate dean and provost. The one-year improvement plan should set goals that address the deficiencies noted in the post-tenure review and which can reasonably be achieved in one academic year. Faculty who do not satisfactorily complete the improvement plan are subject to an additional one-year improvement plan, dismissal, reassignment, or other personnel actions, as determined by the provost. 

					v 	The faculty member under review may appeal the post-tenure review committee’s decision to the Board of Regents. Any appeal to the Board of Regents pursuant to this subsection shall be filed with the Board Vice President for Academic Affairs within 30 days of the post-tenure review committee’s decision. Such appeal shall be limited to procedural grounds.

				f	Annual Reporting.
	
Each university must submit an annual post-tenure review report to the Board’s vice president for academic affairs. The report should include, at a minimum, data on the number of faculty subject to a post-tenure review, those placed on an improvement plan, dismissals resulting from post-tenure review, and other faculty departures not directly related to a post-tenure review.
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