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WEST CHESTER UNIVERSITY PROMOTION POLICY
Fall 2010

PHILOSOPHY OF EVALUATION

The process of faculty evaluation is intended to promote continuing professional growth and
academic excellence. In addition, it provides information on which to base personnel decisions.
Evaluation shall give greater weight to the quality of performance than to the quantity in the areas of
teaching and professional responsibilities, scholarly growth, and service. While activities intended to
improve one's performance are valued, they cannot be evaluated. It is expected that the benefit of such
activities will be realized by improved performance ratings.

Summative evaluation, the purpose of which is making promotion decisions, is a process of
accumulating data that is evaluated by competent observers. Peer review is the cornerstone of faculty
evaluation. Recognizing that evaluation is inherently subjective, the goal of the evaluation system is to
conirol subjectivity by maximizing consistency and minimizing bias. To this end, the assessment of
performance quality must be rendered first-hand from the most qualified observer. If sufficient data exists,
informed observers will come to the same conclusions.

While measures of performance quality will vary with discipline, there are guideposts that apply to
all. For example, in the area of scholarship, there is an established hierarchy of peer review. Peer review
in a national or international forum carries greater weight than that in a local or regional forum. Evaluation
instruments both specify the criteria on which judgments are made and assure that the evaluation procedure
is conducted equitably. It must be remembered that numerical ratings are subjectively assigned and do not
denote nor imply precision.

Promotion occurs as a functien of the judgment of designated peers and the President, giving
greater weight to the quality than the quantity of the performance of an applicant. The promotion criteria
go beyond considerations of either longevity or minimal statutory requirements. These and all other
decisions related to faculty evaluation are made irrespective of race, creed, color, gender (including
discrimination by sexual harassment), age, disability, national origin, sexual orientation, life style, family
status, APSCUF membership or activity or lack thereof, political views or affiliations, or religious views or
affiliations,

l. PROMOTION COMMITTEES

A. Promotion and Tenure Workshop Committee (PTW)
The PWT Committee concerns itself with issues related to evaluation, tenure, and promotion
and is charged with providing advice, training, and assistance to individual faculty members,
departments, and the TeP Committee. The PTW Committee consists of five to seven members
including a past member of TeP, a representative from APSCUF, a representative from the
Academic Affairs Council, and 2-4 constituency members as needed. No more than one
member from any department may serve on the PTW Committee. PTW will provide
workshops for the campus community on Tenure and Promotion, review Department Teacher
Scholar Models, and make recommendations for improvement of the Tenure and Promotion
processes. More information on the PTW Committee is included in Appendix 1.

B. Tenure and Promotion Committee (TeP)

1. TeP Committee Composition and Election

The TeP Committee will consist of nine tenured faculty members from the university's
academic units, Committee membership will include one each from the Colleges of Business
and Public Affairs, Education, Health Sciences, and Visual and Performing Arts; four from the
College of Arts and Sciences; and one from the faculty in Counseling and Psychological
Services, the Library, and Educational Development. No more than one member from any
department may serve on TeP.



Members of the committee will be nominated by their respective constituencies for two-year
terms, one half of the classroom faculty to be elected each year, The non-classroom member
will be elected in the odd numbered years. Elections for each member will be University-
wide. New members will be elected in April to take office on Augnst 1. A vacancy will be
filled by a new election. This election will comply with paragraph 1 of Section 1. B. of this
document.

The APSCUF campus elections committee will insure that all regular faculty are eligible to
participate in the nomination and election process for the TeP Committee. Election to the

committee will be effected upon an absolute majority vote of the appropriate electing unit and
not upon a mere plurality. A majority will be calcylated upon the total number of votes cast in
the electing unit in that election. Other election procedures will conform to the procedures of

the APSCUF Nominations and Elections Committee.

2. Chair of the TeP Committee

The Committee will elect a Chairperson from committee members who have completed at
least one year of service of one or more consecutive terms. The election of the Chairperson for
the following academic year will take place during the preceding Spring term. The
Chairperson will assume responsibilities on August 1. The Chairperson will be eligible to
vote. The Chairperson will be granted the equivalent of one quarter release time during the
Spring semester. The duties of the chairperson will include but not be limited to:

a.

b.
¢,

e

convening the Committee. The first meeting will be a training session with the PTW
Committee and will oceur during the week preceding the start of the Fall semester;
conducting all meetings;

organizing procedures, preparing the committee calendar, and scheduling all discussion
meetings;

overseeing the publication and distribution to all members of the bargaining unit the
approved tenure policy and the approved statement of promotion policies and procedures;
requesting and receiving all pertinent additional information, testimony, or other evidence
requested by the University-wide commiitee;

normatly, acting as the individual responsible for reviewing applicants’ official personnel
files, when necessary. (This does not preclude the other members of the committee from
reviewing personnel files if they so desire.);

notifying applicants of their right to appear before the committee and organizing the
applicants’ interview meetings;

receiving and tabulating all committee members' individual scores;

commaunicating to each applicant his/her scores and then conveying the ranked list of
applicants to the President or his/her designee and the APSCUF Chapter President; and
meeting with applicants desiring further information.

The committee will be provided with adequate secretarial support by the University.

3. Responsibilities, Restrictions, Rights, and Duties of the TeP Committee

a.

b.

The TeP Committee will be responsible for considering and making recommendations to
the President or her/his designee on all tenure and prometion applications.

No member of the TeP Committee may declare or apply for promotion upon election to
or while serving on the commiitee. [n addition, no member of the TeP Committee may
consider any application of a member of his/her immediate family (spouse, child, step-
child, parent, step-parent, parent-in-law, brother, sister, brother-in-law or sister-in-law},
or a person residing in his/her household. If one of the above conflicts should arise, a
comtnittee member must resign and not simply recuse him/herself.



¢. A faculty member may serve in only one role as part of another faculty member’s
evaluation process. If a faculty member has been elected to TeP and is also on the
department recommendation committee or is the department chair he/she must not
participate in TeP discussions and recommendation for that particular faculty member.
They are not required to resign from TeP,

d. The members of the TeP Committee will be under obligation to review carefully and in
detail only those materials for promotion submifted under Section III of this document.
In addition, the official application form for promotion, as approved by Meet and
Discuss, will contain a signature line below the options for the applicant to choose
between permitting and not permitting the TeP Committee to review the applicant’s
official personnel file.

e. The TeP Committee will review only those applications and supporting materials
specified under Section III of this document and received from the departments/units and
will judge each application on the basis of the degree to which the applicant has met the
criteria appropriate to the rank to which promotion is sought, The TeP Committee will
notify every applicant for promotion of his/her right to meet with the committee. The
TeP Committee will offer any applicant who wants such a meeting a list of proposed
dates.

f.  Applicants will have access to copies of all documents reviewed by the TeP Committee
relevant to the applicant’s own case and to a list of sources of information considered by
the committee relevant to the applicant’s case.

g. Ifthe TeP committee is not satisfied with the justification of any party making a
recommendation, it will ask for clarification, consistent with Section III. A.14 and 15 of
this document, TeP will evaluate all recommendations and responses and make its own
evaluation.

h. The deliberations of the TeP Committee will be held in private. Members of the TeP
Committee shall respect the confidentiality of the information to which they have access.

4. Operation of the TeP Committee

The TeP Committee will review applications for promotion by rank according to the criteria
specified. Individual committee members will read each application. The members of the
commiitee will meet to discuss and compare their analysis of each applicant, The TeP
Committee will notify each applicant of his/her right to meet with the committee and provide
a list of proposed dates. Following the applicant meetings, the members of the TeP
Committee will meet again to discuss each applicant. After this meeting, each faculty
member will be evaluated within each of the three performance review categories within the
following constraints:

a. Because the level of performance varies for each rank (Section II. D. of this document),
promotion applications for a given rank will be rated together according to the criteria for
that rank. The maximum possible rating for each rank is 100. Each committee member
will assign a quality rating for each category on a one hundred point scale (100 = highest
quality). Applicants will be rated according to the criteria for the current rank (for tenure
applications) or the rank to which application for promotion is being made.

b. The chairperson will calculate a median score for each category for each applicant.

c. The median score in each category will be multiplied by the percentage weighting factor
specified in the applicant’s Statement of Expectations (or, in the case of probationary
faculty or faculty members who did not specify weightings, 50%, 35%, 15% for teaching,
scholarly growth and service, respectively). The sum of these weighted factors will
become the final score.

d. Applicants for promotion receiving a final score of 85 or above for the rank to which
application for promotion is made will be recommended for promotion to that rank, The
TeP Committee will submit a ranked-in-group list specifying those applicants who are
recommended for promotion, and those who are not. The final recommendations on
promotion will be submitted to the President or her/his designee and the APSCUF



Chapter President. The applicant must be apprised in writing of the TeP Committee's
recomimendation prior to the submission of the recommendation to the President or
her/his designee. That statement must include his/her scores for each category.

At the President's or his/her designee's request, the recommendations given to him/her
will be supported in sufficient detail to enable him/her to know the grounds upon which
TeP reached its conclusion in each case. In the event the President or his/her designee
rejects a recommendation of the TeP Committee, that committee will be notified in
writing and will be given an opportunity to discuss the matter with the President. The
President or his/her designee will meet with the TeP Committee at least once after May 1
for the purpose of fulfilling this exchange. Promotions will be made by the President .
effective as of the beginning of the next academic semester and announced to the faculty
by July 15th.

C. Department Recommendation Committee

1. Department/Unit Recommendation Committee Composition and Election

a.

Whenever any faculty member of a department/unit has announced an intention to seck
promotion, that department/unit must identify a recommendation committee to consider
the application(s) for promotion. This committee must be selected by October 15 of the
academic year in which the application{s) is to be submitted.
In all department/units, any recommendation committee will have at least three members
selected according to department policy, from the tenured faculty.
The following are eligible to serve on the department/unit recommendation committee:
1). Full-time tenured faculty members of the department/unit. The department chair
shall not be a member of the committee,
2). Full-time tenured faculty members of other departments of the University or
from other institutions selected in accordance with Article 12.C.1.a.
No faculty member who has announced his/her intention to seek promotion will serve on
a department recommendation committee.
No faculty member shall serve on a department recommendation commiitee when he/she
or a member of his/her immediate family or a person residing in his/her household is an
applicant for promotion. Immediate family is defined as spouse, child, step-child, parent,
step-parent, parent-in-law, brother, sister, brother-in-law or sister-in-law.

2. Application Procedures

Each department/unit recommendation committee will operate consistent with department
evaluation procedures and all relevant procedures outlined in Section 11T of this document.

3. Responsibilities of the Department/Unit Recommendation Committee

a.

b,

To meet prior to the deadline for submission of applications for promotion to the TeP
Committee and consider all applications for promotion;

To notify each applicant of his/her right to appear before the committee prior to
submitting its recommendation to TeP, inform each applicant of the recommendation of
the committee, and provide each applicant with the reasons for the recommendation,

To establish the authenticity and validity of any evidence submitted by the applicant and
to prepare a summary statement on the merits of these for inclusion with its
recommendation.

To review all of the evidence available and submit a detailed recommendation, entitled
the Department Committee Promotion Recommendation, for each applicant in writing to
the TeP Committee that shall contain specific references to the evidence considered by
the committee on the basis of which the recommendation was made.



€.

To deliver, by hand, to the Provost’s Office by December 15, all materials submitted by
the applicant, all evidence considered by the committee, and the recommendation of the
committee; and

f. To submit a full list of applicants from the department/unit to the Dean/Library

Directot/appropriate manager and the chair of TeP,

D. Department Chairperson

1. Responsibilities of the Department Chairperson

a,

b.

To ensure that a department recommendation committee is in place for all promotion
applicants by October 15 of the year the applications will be submitted.

To ensure that each department recommendation committee has met and chosen a chair
prior to November 1 of the year the applications will be submiited,

To ensure that, by November 1, the applicant is aware of the name of the chair of the
department recommendation committee reviewing his or her application.

To receive the promotion applications and supporting documentation from department
faculty members and immediately notify the department recommendation committee.
To review all of the evidence available and submit a detailed recommendation, entitled
the Department Chairperson Promotion Recommendation, for each applicant in writing
to the TeP Committee that shall contain specific references to the evidence considered
by the department chairperson on the basis of which the recommendation is made.

To advise each applicant of his/her right to request a meeting with the department
chairperson prior to the chairperson making his/her recommendation;

To provide all applicants with a copy of his or her recommendation and provide them
with the reasons for his or her recommendation; and

To submit the full list of applicants from the department/unit to the Dean/Library
Director/appropriate manager and the chair of TeP.

2. Restrictions on the Department Chairperson

a.

MNo department chairperson shall evaluate histher own application for promotion or the
application of a member of his‘her immediate family or a person residing in his/her
household. Immediate family is defined as spouse, child, step-child, parent, step-parent,
parent-in-law, brother, sister, brother-in-law, or sister-in-law.

in the event that the chairperson becomes ineligible to write a recommendation(s) for
promotion, a replacement for the chair (usually the assistant chair, a chair from a related
department, or a previous chair) will be selected according to the procedure in Article
12.C.1.a of the CBA.

ll. CRITERIA

A. Statutory Requirements

The minimum requirements for ranks as specified in Act 182 and other applicable laws are:
Professor--an carned doctorate (including the JD and MFA equivalency degrees with 60

graduate credits for faculty in the studio or performing arts); at least seven years of
teaching experience.

Associate Professor--minimum of an earned doctorate (including the JD and MFA

equivalency degrees with 60 graduate credits for faculty in the studio or performing arts);
or a master's degree plus forty semester hours of graduate credit or a total of seventy
semester hours of graduate credit including a master's degree or all course work
completed toward a doctorate as certified by the university where the work is being
taken; at least five years of teaching experience.



Assistant Professor--minimum of master's degree plus ten semester hours of graduate credit;
at least four years of teaching experience.

No additional time requirements (e.g. time in rank, years of teaching experience, length of
service to the University) beyond those mandated by siatute shall constitute criteria for
promotion. The initial appointment to the faculty shall be made within the rank advertised at a
level appropriate to the appointee’s experience. No departures from the normal promotion
procedure will be offered as a condition of employment. No promotions shall be granted prior to
two years of teaching experience at the University. No promotion shall be granted prior to the
achievement of tenure,

B. Statement of Expectations

1. Prior to employment, a Statement of Expectations will be developed by the department chair
and approved by the dean or appropriate manager that outlines both conditions of employment
(e.g. obtain terminal degree) and expectations for performance, The initial Statement of
Expectations should reflect the faculty responsibilities as described in the position
announcement and be consistent with the CBA, Acceptance of these terms and conditions is
indicated by the future employee’s signature.

2, The Statement of Expectations is intended to guide the faculty member in carrying out her/his
professional work and meeting his/her responsibilities. Consequently, the Statement of
Expectations should indicate criteria by which the quality of the faculty member's
performance can be evatuated. Statements of Expectations should generally avoid setting too
specific or numerically determined goals such as the number of committees served in a given
period.

3. The Statement of Expectations should be considered in evaluating the individual faculty
member. The statement will indicate individual expectations and weightings in the areas of
evaluation on which the faculty member is being evaluated.

4. Faculty members may establish relative weights following tenure (see I1.C.3 University-wide
Model for ranges of weights). The entire probationary period will be evaluated 50% teaching
/primary responsibility, 35% scholarship, and 15% service. Relative weights may be modified
by mutual agreement between the faculty member, chair, and Dean/Library
Director/appropriate manager upon achievement of tenure and/or thereafter upon modification
of the Statement of Expectations. A Statement of Expectations that does not explicitly
provide weights shall have the assigned weights used for the probationary period,

5. Minimally, when a faculty member achieves tenure and at five year intervals thereafter,
his/her Statement of Expectations will be reviewed, reaffirmed or modified by joint
agreement of the faculty member, the department chair , and the dean or appropriate manager,
Faculty members are encouraged to review their Statement of Expectations annually. The
Statement of Expectations should be modified as changes in responsibilities and/or changes in
life circumstances occur, as long as there is mutual agreement among the faculty member, the
department chair, and the dean or appropriate manager. Each modified Statement of
Expectations should note areas where the quality of performance will be maintained, lowered,
or expanded commensurate with the faculty member's rank, expertise, and experience or
change of circumstances.

6. Ifthere is a disagreement and a faculty member’s Statement of Expectations can not be agreed
upon, mediation will be provided through Human Resources. Referral to Human Resources
will be initiated by the dean or appropriate manager, After referral, mediation shall be
concluded within § weeks during the academic year. If mediation is not successful and the
parties are unable to come fo resolution, the issue will be referred to Meet and Discuss by
either the dean/appropriate manager or the faculty member within 9 weeks of the initial
referral to HR. Failure of the dean/appropriate manager or the faculty member to refer the
issue to M&D will be considered approval of the unmodified SOE.



7. This section is not intended to diminish the Adininistration’s CBA rights or obligations in
accordance with law to direct the faculty. Nor is this section intended to diminish the CBA
rights of a faculty member or the requirement that a modification of the Statement of
Expectations be a joint agreement acceptable to the faculty member,

8. Each SOE will contain the following language under the heading of Teaching/Primary
Responsibility:

Nothing in the Statement of Expectations can interfere with the right of management

to direct the faculty in accordance with law and, in particular, to assign courses and

duties as allowed by the CBA consistent with the faculty member’s area of expertise.
This language will apply to every current SOE without regard to the appearance of the
language in the signed SOE.

9. The faculty member, department chair, and the dean or appropriate manager will each be
responsible to keep a copy of the current, valid Statement of Expectations, which will be
provided by the dean/appropriate manager to APSCUF upon request.

C. Promotion Criteria

Promotion decisions for all faculty will be based on the quality of performance in the areas of
Effective Teaching and Fulfillment of Professional responsibilities, Scholarly Growth, and Service
as defined in the University-wide Role Model.

The quality of performance in the area of Effective Teaching and Fulfiliment of Professional
responsibilities shall constitute the most important criterion. For faculty members whose basic
responsibilities lie in the classroom, effective teaching and advising (if appropriate) is of primary
importance.

For faculty members whose basic responsibilities lie outside the classroom:

a. In addition to the required minimum qualifications, categories for promotion of these
faculty shall include:
1. the duties and respongibilities of the position
2. fulfillment of professional responsibilities
3. continuing scholarly growth
4, service contributions to the University/community

b. Faculty members who have mixed workloads of teaching and non-teaching
responsibilities should be evaluated on both effective teaching and the duties and
responsibilities of the non-teaching assignment(s).

1. Minimum criteria

a. Failure to fulfill the conditions of employment specified in the Statement of Expectations
may result in the denial of promotion.

b. In addition, there are minimum expectations which, if not met, may affect a faculty
metmber’s evaluation for promotion. These minimum expectations are contained in the
Collective Bargaining Agreement and include:

1. Preparing for and meeting assigned classes/primary assignment;

2. Conferring with and advising students;

3. Holding office hours at least five hours per week on no fewer than three different
days of the week;

4, Evaluating students fairly and reporting promptly on their achievements;

5. Participating in group deliberations which coniribute to the growth and development
of students and the University; and

6. Accepting those reasonable duties assigned within the field of competence.



2. Achievement of Tenure

Promotion to any higher rank will be predicated upon achievement of tenure in the

department/administrative faculty unit or achievement of tenure as of the effective date of the
promotion.

3. University-wide Faculty Role Model

The following provides the areas of evaluation, definitions, and criteria for the University-wide
faculty role model:

Minimum Maximum

48 % Effective Teaching & Fulfillment of 65%
Professional Responsibilities

Definition

This category encompasses a faculty member's primary assignment and shall constitute the
main criterion on which promotion decisions are based. In most instances, evaluation in this
area consists of effective teaching and advising, administrative assignments, and professional
responsibilities.

Teaching is defined as the interaction that occurs between a faculty member and a student
during which the student has the opportunity to learn, the student is enabled to learn, and/or
the student is motivated to learn.

Administrative assignments include elected department posts and temporary assignments in
administrative offices that carry release time, and administrative positions that constitute a
faculty member’s primary assignment as specified in the Statement of Expectations,
Professional responsibilities are those secondary tasks/duties that are part of the primary
assignment and support and enhance department, division, or university operation and goals,

When faculty hold positions for which they receive an Alternate Work Assignment, the duties of
that position that are administrative in nature and that contribute to the operation of the university
should be considered under the category of primary assignment. Other activities shall be
considered under scholarship and/or service as appropriate, 1t is the responsibility of the applicant
to differentiate these responsibilitics as part of the application narrative.

Areas of evaluation
Effective Teaching, advising, or performance of primary assignment _

1. Delivery will be evaluated based on the quality of those skills and characteristics that a)
make for clear communication of information, concepts, and techniques; and b) promote
or facilitate learning by creating an appropriate learning environment,

2. Design will be evaluated based on the quality of those skills and competencies required to
a} design effective instructional experiences and strategies necessary to properly
sequence and present those experiences so as to induce learning in the student, and b)
design and develop valid means to accurately measure and confirm that learning has
indeed occurred,

3. Expertise will be evaluated based on the quality of the skills, competencies, and
knowledge in the specific subject arca that the faculty member has received advanced
training or education.

4, Management will be evaluated based on the quality of execution of logistic and record
keeping duties involved with teaching and timely distribution of feedback to the student.



Administrative duties will be evaluated based on the quality of performance in the areas of
planning/organization, direction, control, and communication,

1. Planning/organization will be evaluated based on the timeliness of task/goal
development, adequacy of planning, and the degree to which tasks/goals are
accomplished.

2. Direction will be evaluated based on the efficiency of department/unit/program
operation, the fairness and equitability of leadership, and the quality of staff supervision.

3. Control will be evaluated based on the quality of fiscal, human, and physical resource
management,

4. Communication will be evaluated based on the quality of written and oral
communications, the clarity and timeliness of directives, and the efficiency of
information transfer to and from the department/unit/program.

Professional Responsibilities will be evaluated based on the quality of performance and degree to which
these secondary tasks and duties are willingly accepted, conducted in a conscientious and collegial fashion,
and completed in a timely manner,

25%

Continuing Scholarly Growth 42%

Definition

Scholarly activity is valued in that it enhances the educational experience, enlivens the
intellectual climate on campus, provides external funding to support the educational mission
of the institution, and provides opportunities for students, especially undergraduates, to
participate in scholarly research. Scholarship is defined as the discovery, application, and/or
advancement of knowledge through research, creative accomplishment, or professional
endeavor and sharing the results of those activities, Scholarship should be designed to
enhance the educational experience within the discipline and/or the faculty member's
teaching/professional responsibilities. Scholarship also includes professional growth and
recognition.

All scholarly activity listed in the CBA (Article 12.B.2) is valued at all ranks; however, a
hierarchy of scholarly evidence clearly exists. In this hierarchy, peer-reviewed works offer the
strongest evidence; active contributions in scholarship through professional publications,
presentations, organizational leadership, reviews, and other public displays offer solid evidence;
and participation in activities such as attendance at professional conferences offers some evidence,
but generally not sufficient within itself. All these forms must be considered within the context of
the discipline and with the recognition that this hierarchy may not apply in all cases.

Areas of evaluation-Scholarship in one or more of the following areas will be evaluated based on
the quality of accomplishments in that area of endeavor.

1. Application of knowledge through research, creative accomplishment, or professional
endeavor--evidence of accomplishment in this area includes reviewed reports of on-going
research; participation in one-person or invitational shows; juried shows and premier
petformances; reviewed musical, dance, literary, or theatrical performances; exhibition,
production, and/or publication of electronic media; submission of grant applications or
proposals (external, SSHE, internal); significant peer reviewed contributions to the
pedagogy of the discipline in the form of new methods of teaching or innovative
curriculum structures; activities in which there is significant use of one's expertise
(consultantships to government agencies, professional and industrial organizations and
associations, and educational institutions); development of distance education programs,

2. Sharing information--evidence of accomplishment in this area includes published peer-
reviewed articles, monographs, news articles, books, and parts of books; delivered
papers, invitational lectures, and participation in panels; manuscripts accepted for
publication as substantiated by letters of acceptance; articles published in non-refereed

10



journals, technical reports, research reports to the sponsoring agency; peer reviewed
articles, performances, productions, and exhibitions produced by students under the
supervision of the faculty member;

3. Professional growth and recognition--evidence of accomplishment in this area includes
additional graduate coursework where the coursework is related to the faculty member's
scholarly agenda; regional, national, and international awards for scholarship or
professional activity in the discipline; invitations to review journal articles or grant
proposals, elected and invited offices held in professional organizations; editorships of
professional journals; demonstrated contributions to the professional growth of one's
peers

4. Teacher-Scholar activities—evidence of accomplishment in this area includes joint
research with students; joint faculty and student presentations and publications;
mentoring students in scholarly activities, research projects and presentations; curriculum
development based on research experience;-and leading scholarly seminars involving
faculty and students

10% Service 27%

Definition
Service is defined as voluntary activities that contribute to the profession, the university,
and/or the community.

Areas of evaluation

1. Faculty Service eviden