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Preamble

The University of Calgary is a reseairdlensive institution committed to discovery, creativity and
innovation with aspirations for excellence, achievement, and high academic standards. To this end,
the University provides leadership to society and guidesevolution of new ideas that contribute

to quality of life forAlbertans, Canadians, and people worldwide.
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11

Definitions

For the purposes dhis Handbook, the following definitions apply (listed alphabetically):

i. NZ U S v e (}E&E SZ o ES.,puv Z]PZSse §
i. ~ oo 3]A P& u vS_Callective Agteemertietween the Governors of the
University of Calgary arttle Faculty Association of the University of Calgary in force at the
time the provisions of this Handbook are being applied
iii. N }vi}]vs hv]s_ & ( E- 8§} §Z & poSCU %apmeidtedwasademichv]s §Z §
appointee will join as part of thesecondary affiliation
iv. ~  vmeans the Dean, or Dean equivalent of a Faculty as defingd in
V. N |_ & v e (}JE <«p]3CU ]JA E-+]SC v ]v ope]}v
vi. ‘EquityDeserving Groupsare communities that experience significant collective barriers
in participating in society. These barriers may encompass attitudinal, historical, social, and
environmental barriers based on prohibited grounds as outlined in the AHRA
vii. A~ <u]8 ovope]A |]JE]JVP_ E ( E+ 3} % E}P E raquirem¢my §} u 3
outlinedin Section 10.1 of the AHRA which states:
i is not a contravention of this Act to plan, advertise, adopt or implement a policy, program
or activity that
(a) hasas its objetive, the amelioration of the conditions of disadvantaged persons or
classes of disadvantaged persons, including those who are disadvantaged because
of their race, religious beliefs, colour, gender, gender identity, gender expression,
physical disabilitymental disability, age, ancestry, place of origin, marital status,
source of income, family status or sexual orientation; and,
(b) Z] A «U }E ]« & +}v 0oC o]l oC 8} Z] A US3ZS&8}i 3]A _
vii. *& po3C_ E ( E- $(isted alghabefoa]yRrts, Cumming School of Medicine,
the Haskayne School of Business, Kinesiology, Liéaaries and Cultural Resources,
Nursing, theSchool of Architecture, Planning and Landscape, Sicbulich School of
EngineeringScience Socia Work, Student and Enrolment Servigégeterinary Medicine,
and theWerklund School of Education
iXx. "& poSC 'M] o]Jve & (& 8} 83Z Ppu] o]Jve % ES Jv]vP §}
processes that faculties develop, as set out in this Handbook
X. "~,}Ju hv]8_u ve 8Z & pOSC ~ v % E3u v3 (JE % ESu vs o]l
or a majority of an appointment is held
xi. "W E]u Emreans®e spouse of a marriagespousal equivalenwvho:

a. has been recommended for an offer of appaim@nt in accordance with the
procedures outlined in this Handbopk
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PART B

Criteria for Appointment, Renew@itansfer,Tenure,
Promotion, and Merit Assessment
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111

11.2

113

Criteria for Research and Scholarship, Teaching, and Service

In keepingwith the commitmentof the Universityof Calgarto the SanFranciscdeclarationon
ResearcissessmenfDORA),esearchandscholarshigactivitiesshallbe evaluatedbasedonthe
guality of the researchand scholarshig, relying on robust tools and approachesto assessing
researchquality and impact, rather than on bibliometricsalone. Thisincludes consideringthe
merit of all researchand scholarshipoutputs as well as a broad range of qualitative impact
indicatorssuchasinfluenceon policyand practice.

General Considerations

It is the responsibility of all academic staff members to contribute to a climate in which diversities
of opinion and views are valued. This will enable all to participate in decision making and
advancing the goals of the University.

The functions @ the University include research and scholarship, teaching, and service and shall
be evaluated as part of Renewal, Tenure and Promoter Part B.3) and included in Merit
Assessment (see Part B.4). In some instances, academic staff members may unclgvizdkie
responsibilities or other professional activities and/or duties that go beyond these three
categories, reference to and assessment of which, may also be included in Faculty Guidelines
(see Part A.3). General criteria foranks and streams as Wes Professional or Administrative
appointments are set out in Part B.2 below.

Within the context of Part B 1.1.1 above, and the requirements of Godective Agreement
Article 29.2.2, it is recognized that the nature of reseaant scholarshipeaching, and service
and the proportional distribution of expectations for fulfilling these functions shall vary from
Faculty to Faculty. There shall be generally 413.13 Tm 0 g-t
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1.2.3

systematic study of teaching and learning processesuding the scholarship of teaching
and learning

application of kowledge to critically analyze texts, identify or solve a compelling problem
in the communityat-large or challenge in society including knowledge engagement and
transfer (the ways in which public and private sectors benefit from reseapditents, and
commercialization

knowledge creation grounded in or engaged with Indigenous nations, communities,
societies or individuals that embraces the intellectual, physical, emotional and/or spiritual
dimensions of knowledge and interconnected relationships wi¢ople, places and the
natural environment. It is committed to building respectful relationships with Indigenous
communities, valuing their existing strengths, assets and knowledge systems, and striving
to meet community needs, through ethically and cudtlly appropriate means.

Research and scholarship may take place individually or collaboratively and focus on one or more
disciplines. Higlguality research and scholarship will be measuregégr recognition and/or
advancement to the discipline, an
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1.3.6

1.3.7

1.4
141

development of acurriculum vitae employment opportunities, and/or other direction that is
instrumental to a successful educational experience altmiversity and beyond.

Educational leadership is a dimension of teaching that advances innovation of, and expertise in,
teaching and learning, with impact beyond the classroom. This may include contributions to
curricular development and renewaledagogical innovations, evidenbased and/or practice

based educational activities including Indigenous teaching practices, the sharing of pedagogical
expertise through publications, or formal educational leadership roles in the academic unit or
beyond.

The University also recognizes the legitimate role of academics in collaborating with partners in
IviAo P & 3&]}v v ]Jvv}A §]}vU }E =+ ZIviAo P (&}l E«[ Jv $E
and innovations to persons in government, business, indudtrg professions, and broader
communities through the organization and presentation of seminars, workshops, and short
courses.

Service
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2.1.2 As a principlegxpectations increase in relation to rank. As academic staff members progress
through the ranks, they may taken a variety of roles in a University community and in their
professions, and the vitality of the University community, the academic disciplines, and the
broader community or society depends upon their commitment and involvement.

2.2 Requirements for Asstant Professor

2.2.1 Appointment to the rank of Assistant Professor normally requires completion of the highest rank
of academic training in a discipline or field. Evidence or promise of originatjbajhy research
and scholarship and future developmteas a scholar must be present. Where appropriate to the
% E}%o}e % EIPE u }( E e+ E Z v * Z}0o EZ]%U A] v }E % E}L
obtain competitive funding may also be required (see also Part B.1.2.7). Appointment to the rank
of Asistant Professor may also require evidence or promise of teaching proficiency or
professional activity.
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252

2.6
2.6.1

2.6.2

2.6.3

Appointment tothe rank of Instructor requires engagement in the research and scholarship
required to maintain currency in pedagogy and curriculum design of the relevant discipline or
field as well as engaging in other scholg@ryfessional or creativactivities that strengthens and

]Jv(}E&ue §Z u] *3 ((uu EJ[* IviAo P e VvV /fE% ES]e e v

Requirements for Senior Instructor

In addition to the requirements for an Instructor, appointment at, or promotion to, the rank of
Senior Instructor requires evidence of teaching effectiveness (e.g., as part of a Teaching Dossier),
a demonstrated ability to apply scholarjpproaches to teaching and learning and student
engagement, to design student learning experiences and assesstrategies grounded in a
clearly articulated teaching philosophy, and to engage in scholarly, professional, or creative
§]A18] »+ 8Z 8 JVQE®uU Vv /fFE% v §Z ul] 3 (( uu EJ[* Iv}Ao
Instructor. Depending on duties assigned, asdlefined in Faculty Guidelingge Part /A.7.xii.)
this may include, but may not be limited to, conducting and disseminating research and
scholarship to advance knowledge in the teaching and learning community, supporting academic
development of studets, trainees, and colleagues, and engaging in educational leadership
beyond the classroom.

Appointment at, or promotion to, the rank of Senior Instructor requires the continuous
development and demonstration of a scholarly foundation for desigr@ind implementing
innovative teaching and that supports student learning, ability to create respectful and inclusive
learning environments that promote student engagement, participation in professional learning
activities, networks, and communities, and @ggment in reflective practice to adjust and
*SE vPSZ v }v [« 8§ Z]JvPU o @&V]VP v ee eey vS % E 3§] X

Appointment at, or promotion to, this rank may also require a satisfactory record of and active
involvement in educational activities such as
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and active contributor to the University of Calgary community.

3.2.2 When an academic staff member applies for an appuogrt With Tenurein the Professorial
Stream, the FTPC shall seek evidence that the academic staff member has been successful in
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3.4  Promotion to Professor or Teaching Professor

34.1 Advancement to the highest rank in professorial and instructor streams is not automatic.
Excelling in one area of criteria for ranks and streams normally cannot substitute for another.
Rigorous standards are applied for evaluating research and scholdestpjng, and service, or
other assigned duties, in considering promotion to Professor or Teaching Professor to ensure
that the academic staff member has achieved the recognition required for this rank as set out
above inPartB.2. An academic staff membeonsidering promotion to Professor or Teaching
Professor should be an exemplary member of the academy who consistently demonstrates a
high standard of achievement in all areas and roles and demonstrates due diligence in meeting
assigned duties.

34.2 When an academic staff member applies for Professor or Teaching Professor, the FTPC shall
consider the complete career record of the academic staff member at the University of Calgary
and elsewhere.

3.5 Transfer between Streams

35.1 Inaccordance with Atles 28.7.6 and 28.10 of tii@ollective Agreemenall provisions regarding
promotion shall apply to the process of transfer between streams with the question being
whether the academic staff member seeking the transfer meets criteria for the naek. A
tenured academic staff member may not apply for a rank that normally does not include tenure
(e.g., Assistant Professor or Instructor).

35.2 In the event that an academic staff member wishes to apply to transfer from one stream to
another (i.e., pofessorial stream to instructor stream or instructor stream to professorial
stream), the same criteria as outlined above must be met. In the event that an academic staff
member meets these criteria, the FTPC members shall evaluate them based upon tlamdank
stream to which they are transferring, ensuring that all criteria as set out above, and in Faculty
Guidelines, have been met.

3.6 Additional Considerations for Renewal, Tenure and Promotion

3.6.1 Cutside Professional Activity shall be considered @tedmining career advancement to the
extent that any such activity contributes to fulfilling the obligations of the academic staff
member to the University and to enhancitite stature of the University.

3.6.2 Notwithstanding the payment of administrativeonoraria, the administrative role and the
quality of academic administration and leadership provided shall be taken into account when
considering the overall performance of the academic staff member where relevant to Tenure
and Promotion.

3.6.3 With recard to Tenure and Promotion, materials in support of demonstrating teaching
effectiveness shall be included in the Teaching Dossier of the academic staff member as laid out
in Appendix 28A of th€ollective Agreement
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3.7

4.1
41.1

41.2

41.3

41.4

Renewal, Tenure an®romotion in Administrative and Professional Streams

In Administrative or Professional streams, granting an appointm#fith Tenurerequires a
§ CGu]v 8]}v 8Z 83U PJA v 8Z «<u o0]8C Vv % 33 Ev }( &z
performance, there is @ubstantial likelihood that they will be able to sustain a career as a

u]

productive and effective member of, and active contributor to, the University of Calgary

community. To this end, the FTPC shall:

. @& A] A A] v }( 8z u] +3 ((plishmedEs[gince dppointmerid

the University of Calgayy
i. 8Z v }ve] & §Z ul] 8 (( uwu

E[* }JA & oo

E &

%0

§S Ev

time elapsed since completion of their highest degree of professional designation,

accomplishments ingsitions prior to employment at the University of Calgary, and other

relevant factorsand,

iii. in assessing the evidence presented to it, use criteria provided in the relevant Unit

Guidelines or criteria referred to above.
Criteria for Merit Assessment

General Considerations

In assessing performance and assigning merit, the Head or equivalent shall base their
assessments on the requirements set out in Part B.1 and B.2 of this Handbook and Faculty

Guidelines.

Article 29.2.2 ofthe Collective Agreemenstates that criteria for assessing academic staff

members shall be applied in a manner consistent with assigned duties as outlined under Article

12.

Article 29.2.2 othe Collective Agreemeritirther states that merit shalbe assessed on the full

duties performed by the academic staff member.

Article 29.2.3 of lte Collective Agreemenstates that notwithstanding the payment of
administrative honoraria, the administrative role and the quality of academic administratidn
leadership provided shall be taken into account when considering the overall performance of
academic administrators and others who serve in formally appointed administrative leadership
positions. Academic staff members who serve their academic daitsjty or the University in

administrative roles,
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41.6

41.7

41.8

4.1.9

amended by the academic staff member and supervisor over time, or as agreed to by the Provost
and Faculty Association.

Article 29.2.6 othe Collective Agreemerstates that as an academic staff member progresses
through a rank, the normal expectatiaf performance rises.

Article 29.3.9.2 of th&Collective Agreemeratlso states thathe awarding of increments of any
amount may not be indicative of success in applications for Renewal, Tenure and Promotion.

Heads or equivalents are uniquely qualified to assess the impact of the academic staff member's
contributions in the particular community, discipline, or field, and are charged with the
responsibility of preparing written performance assessments whictcatieal for Faculty Merit
Committees (FMC). Written assessments should include comments on the quantitative and
qualitative contributions an academic staff member has made during the reporting period.
Evaluative commentsshould be included, in a concis®rihat, wherever possible and
appropriate, and summarize contributions in researcind scholarship, creative and/or
professional activities, teaching activities, and service activities, according to assigned duties.

In assessing performance and assig merit, the Head or equivalent shall consider the possible
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4.4  Criteria for Assessing Service Activities
4.4.1
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PART C

Academic Appointments Selection Procedures,
Position Posting, Expedited Procedures for
Spousal and Strategic Hiring,
Equitable and Inclusive Hiring Initiatives
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1. General Considerations

The University of Calgary is strongly committed to an equitable and inclusive campus, and recognizes
that a diverse faculty, including Indigenous faculty, benefits and enriches the work, learning, and research
experiences of our campus and the greater communithe University is committed to removing barriers

that impede access to, and success within, the academy, and strives to recruit individuals who will further
enhance the diversity of the campus community. Academic Appointment Selection Committees will
identify and address systemic barriers as they manifest themselves in the hiring process, and actively
work to eliminate them

2. Position Posting

The objective of an Academic Appointment Selection process is to appoint highly qualified, excellent, and
diverse candidates to the Universitsho have the potential and/or track record to become exceptional,
recognized scholar For all appointees to reaé their full potential at our university, we will foster and
promote guiding principles oinclusive excellencet recognizing the integral relationship between
diversity and quality in research & scholarship, teaching, and service. It envisions diversity
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2.5

2.6

v. a description of the qualifications, skills and achievements required for the appointment,
and presented in ambjective, equitable and inclusive way in order to attract a diverse
applicant pool, based on criteria described in Pa? B.

vi. closing date for receipt of applications (deartC2.2) or,a statement that reflects that the
Position Posting will closkefore the ranking of the candidates by the Academic
Appointment Selection Committee or, an option for-gaing recruitment until the position
is filled

vii. an expectation of the information to be included with applications. This may include as
relevant © the position, a currenturriculum vitae, statement of teaching philosophy,
statement of research interest, samples of scholarly work, and if applicable, an equity and
reconciliation statement

viii. information about the applicable Faculty, Departmesutd Unit, providing web links where
available

ix. a statement that the position is available to a wide range of applicants including National
and/or International applicants, where applicable, and that while the search is seeking the
best applicant forthe position by law, preference will be given to Canadian citizens or
permanent residentsand,

X. a meaningful institutional Hiring Statement expressing commitment to EDI and
reconciliation, which shall be reviewed at least once every three years byicad*Yovosts,

EDI and Indigenous Engagement, in conjunction with, and administered by, Human
Resources.

A position for an Equitable & Inclusive Hiring Initiative shailbe advertised in advance tfe
approval process outlined in Part C.6 below.

The Dean may decide to engage a search firm to support the Committee in facilitating and
broadening the search for candidates; in this case, all of the above requiremeRtsti6 2.4

must be followe X dZ V *Z 00 VepE 8Z S 8Z +« & Z (]JEU[* % E}
hv]A E«]3C[* }uu]8u v3e 38} [/ v E }v Jo] 8]}vX

Selection Procedures for Continuing Academic Appointmeints
Teaching andResearch

Academic Selection and Appointmebtlong to the most important processes at the University.
Competing for the best, most talented, and promising faculty Nationally and Internationally, requires an
efficient and timeconscious process to which all those involved in the search process amisbate in

order to allow academic units to recruit and appoint their top candidates.

3.1
3.11

Academic Appointments Selection Committee Composition
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3.1.2

composition aligns with the Faculty Guidelines in discussion with the Dean, if the Dean is not the
Chair.

A formal Academic Appointments Selection Committee of appropriate dizdl be constituted
andnormallyconsist of the follaing:

Chair (voting only to break a tie): Dean or delegai®eg., the relevant Head in
departmentalized Faculti¢s

three to five voting membergither elected or appointed, as described in the relevant
Faculty Guidelinestom the Continuing, Liited Term and Contingent Term academic staff
members of the Home Unitwith a majority of these membersolding a Continuing
appointment

at least one voting membagither elected or appointed as described in the relevant Faculty
Guidelineswho holdsan appointmentas an academic staff membeithin the Facultybut

is outsidethe affected discipline or Department, as applicable,

at least one voting member who is ar@inuing academic staff membdémom outsidethe
Facultyandany applicable Conjoint Unijther elected by Faculty Council or appointed by
the Dean, as described in the relevant Faculty Guideliégs Committee provides a
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trajectory,
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3.5.2

3.6
3.6.1

3.6.2

3.6.3

3.6.4

iii. be aware that toptier, mainstream platforms and venues and/or competitive research
funding may not be available to scholars in particular and emerging fields of study,
iv. bemindful3} A}] %0}3 v3] 0 E]ele Jv pe]vP 3Z}E}PVIUE: |l A5€ ~(]3
which may lead to discrimination against equagserving groups and encourage
indulgence in personal bias,
v. grantdue consideration of any accommodations, leaves, career interruptions, or changes
in career path.

If a Committee concludes that no interviewed candidates meet the abowentioned
qualifications, there will be no final ranking and no recommendation for appointment.

Recommendation of Appointment

At the conclusion of the process, the Committee Chair wilbmemend to the Dearthe top-
ranking candidatealong with a list of those candidates that met the requirements for the
position. The Chair wifirovidea written report on the process that led to the selection of the
top-ranking candidate along witthose that met the requirements for the positiomhe written
report should includetie position posting, criteria established prior to interviewing candidates,
interview questionshow EDI and Indigenous Engagement were addressedia rationale for
the recommendationof the top-ranking candidate over the other candidates who met the
requirements of the position but were not selectethe Dean shall consult with ti@hair and
the Department Head, as appropriate.

In certain circumstances, an Academ\ppointment Selection Committee may recommend to
the Dean, that the appointment be mad#&/ith Tenurewhen considered in accordance with
Articles 1.8and 28 of the Collective Agreement

A Committeemay choose, for good reason, to recommend no cdatdi to the Dean. The Dean
may reconsider the parameters for the position including reposting, reconsidering qualifications,
rank or stream.

The Dean may recommend the appointment of a candidate was not the topranked
candidate fom the pool of
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3.7.2

3.7.3

to an actual, potential or @rceived conflict of interest.

Notwithstanding any prior correspondence with the Dean or Department Head, if applicable
only the President or designate [e.g., Provost and Piesident (Academic)] may provide the
official and binding letter of offr of an academic appointmetd the candidateon behalf of the
Board of Governors. This letter of appointment shall specify terms and conditions of employment
and include an outline of the general duties and responsibilities.

Whenanacademicstaffmemberisto holdanappointmentin morethanoneFaculty Department,
orUnit,theletter ofappointmentshal
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3.8.2
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5.

5.1

Expedited Extraordinary Procedures for Spousal and Strategic
Hiring

FromtimetoS]u U ]5 u C ]Jv 8Z hv]A E<]8C[s 5 ]Jvd E 35 &} 3§

35| Page



vi. fulfills an urgent and strategic need for the position.

Examplesnclude:

a. an individual at the highest rank of Professor or Teaching Professor whose reputation
and international stature would significantly enhance the profile of the University,

b. an individwal who brings to the University anique and highly sougfdfter expertise
related to an innovative, grounbreaking, cuttingedge area of research and
scholarship, professional or technical expertise, industry or community partnerships, or
creative and pofessional achievement that will bring wortdass recognition to the
University, or,

c. an individual who has been publicly recognized, nationally or internationally, for the
impact of their scholarship on EDI, Indigenous Engagement, and/or sociat justic

5.4 Expedited Procedures for Spousal and Strategic Hires

5.4.1 In all instances of Spousal and Strategic Hires, these expedited procedures may be either:

i. requested by a Deaand put forward to the Provost & Videresident (Academic), or
ii. initiated by the Provost & VieBresident (Academic).

A decision by the Provost regarding the application or initiation of expedited procedures shall be
provided in writing to the releva Dean.

5.4.2 Regarding Strategic Hires the office of the Provost & -Riesident (Academic) will report
annually to the Academic Staff Criteria and Processes Handbook Working Group the number of
applications from each Facultygand for those approvedthe associated timeline, the
circumstance under which the hire was initiated, and the context of the decision regarding the
hire; for those declined, the reason for the decision. An analysis of the report shall also be
provided to GFC on an annual basise Atademic Staff Criteria and Processes Handbook
Working Group will periodically review the necessity of this clause.

5.4.3 The committee composition requirements for a Spousal or Strategic Hiring Committee (hereafter
E ( EE §} e« 8§z 7, ]E3$hdH belthe kade asethe requirements outlined in Part
C3.1, with the addition ofone nonvoting Faculty Association member who shall be required for
guorum At the discretion of the Chair, a resource person from Human Resources may also be
invited to atend and advise on procedural matters.

5.4.4 In the case of &pousal Hiravhere the Spouse is to be in the same Home Unit as the Primary
Hire, the Committee shall not normally include any member of the Academic Appointment
Selection Committee used foreéhPrimary Hire.

5.4.5 For a Spousal or Strategiare, the Dean shall notify the Hiring Committee of the projected timing
of the process. The Dean shall also provide (a) copies of these procedures, (b) the implication the
proposed Hire would have with rpsct to other future hires in the Faculty, Department, or Unit,
VvV ~ e« AZ §Z & ]88 ] }ve] & E Ppo E Z]E }E v 131}v o Z]@E
agenda).
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5.4.6

5.4.7

5.4.8

54.9

By a date specified by the Dean, it will be the responsibility of the candidate to supply the

informationdeemed relevant to the hire. For exampleCarriculum Vitagteaching portfolio, an
equity and reconciliation statement (in a format preferable te tbandidate), references (in
written or oral form), and/or evidence of scholarly work. In the case dhdigenous Strategic

JE U Al v }( &z v] [+ vP P uvs }(U }E

communities may be requiredhis infomation shallnormallybe made available tthe Hiring

Committee for no less than three working days.

A Hiring Committee may recommend to the Dean that the appointment be riitle Tenure
In such cases, the Hiring Committee must make its recomm@rdaased on the career history
of the applicant when considered in accordance with Articles 1.8 26haf the Collective
Agreement and in conjunction with the requirement®r rank and stream outlined in this

Handbook.

The Dean shall arrange forpaesentation to either the Home Unit or, depending upon the

}vv S]}v 81U /v ]

circumstances of the hire, to the Hiring Committee. The Dean shall also arrange for an interview
with the Hiring Committee and may provide opportunities for informal meetings with interested

members of the Home Unit.

&}oo0}AlvP §Z v] 8§ %E + vs §]}vU §Z

vU

: =

<U]A o

comments from the members of the Hiring Committee and, if appropriate from academic staff

members of the Home Unit, normally to be prded within three working days. All written

comments shall be made available to the Hiring Committee.
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6.3 The Deputy Provost, a Vice Proyost a Dean may propose an Equitable & Inclusive Hiring
Initiative which requires approval by the Provost and \ReesidentAcademic).
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