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The study promoted a non-tenure track position as a means of enhancing teaching and professional 
effectiveness in higher education using reflective case analysis of non-tenure track position model in a 
private university. Areas explored included: defining non-tenure track position, performance and the 
mistreatment of the non-tenured faculty, growth of non-tenure compared with a tenure-track position, 
what tenure-track position offers, how non-tenure and tenure track positions enhance teaching, 
scholarship, service and professional effectiveness, and personal reflections of non-tenured track 
professor at a private university in Southern California, USA. The study found that non-tenured faculty is 
as productive as the tenured faculty.  
 
INTRODUCTION 
 

The issue of tenure and non-tenure track in higher education is not a recent phenomenon (Keza & 
Sam, 2011; Purcell, 2007; Musselin, 2007; West & Curtis, 2006; Ehrenberg, & Zhang, 2005; Cross & 
Goldenberg, 2003; Harper, et al., 2001; Nestor, & Leary, 2000; McPherson & Schapiro, 1999). 
Irrefutably, employees would like to see their jobs well secured over the years of their employment 
whether in private or public universities. However, at the same time, there is a need of looking for an 
alternative approach such as nontenure which reviews the value of evaluating ones work after every year, 
two years, three years, and use the results of performance to determine the longevity of employment. 

Indeed, this study uses a reflective case study of the researcher to show the value and effectiveness of 
non-tenured track. The research presented the problem statement, examined the definition of non-tenure 
track position, and the performance and the mistreatment of the non-tenured faculty. The study showed 
the growth of non-tenure compared with a tenure-track position, presented what tenure track offers, and 
demonstrated how non-tenure track position enhances teaching and professional effectiveness in higher 
education. Further, the research used the author’s personal reflections of non-tenured track professor in a 
private university in California, explained that non-tenured teaching position job security is assured 
though performance. The study delved into compensations and the faculty evaluation process in place to 
ensure non-tenure track position security. Finally, the study ended with conclusions and 
recommendations. 
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PROBLEM STATEMENT 
 

With the inherent conflict that exists between tenure and non-tenure positions (Haviland, Alleman, & 
Allen, 2017; Chait & Chait, 2002; Maid, 2001; Brown & Kuhand, 1990), it is vital to have an in-depth 
analysis to bring out the radical distinctions of these two tracks that are like brothers, yet they are not 
friendly. Indeed, the tenure track position promises job security, whereas, the nontenured is prone to job 
insecurity in the long run. Professors have discussed this question in both private and public universities 
that tenured position assures job security which is not promised in the nontenured position. In both areas, 
assessment of faculty performance relies heavily on teaching, scholarship, and service. As a nontenured 
faculty in my private university, I have been reappointed, given merit, and promoted based on my 
teaching, scholarship, and service. Yes, the mechanics of faculty evaluation is built on the agreed process 
between the faculty and the administration where school personnel representing faculty, department 
chairs, the deans, the senate faculty committee, provide their fair and equitable summative assessment to 
the provost, who consequently submits his judgment to the president for final determination. Indeed, I 
like such the rigorous evaluation, and with the pressure that my reappointment, merit, and promotion are 
based on what I do in teaching, scholarship, and service, I work hard to make sure that my performance 
exceeds expectations on all areas. Admittedly, I am aware that some members of the faculty prefer the 
tenure track to nontenure-track, but I do not see the value if the proper tools are well applied in the last 
days of one's contract to determine merit, promotion, and reappointment. I believe that whether a faculty 
is tenured or nontenured, the quality of their performance in teaching, scholarship, and service, should be 
used to determine the longevity of their stay at any given university or college. The heart of the matter is 
that faculty whether tenured or nontenured faculty should employ best teaching practices to meet the 
academic needs of the diverse student populations in our universities, and at the same time faculty should 
to exceed expectations in teaching, scholarship, and service. Therefore, I desire to give a personal 
reflective case to demonstrate from a practical viewpoint that non-tenured track position is a viable 
alternative for a tenure-track position. 
 
METHODOLOGY 
 

This research takes the interpretive/constructivist paradigm which utilizes an interpretive 
understanding of human experience (Mertens, 2014; Denzin, 2010; Haverkamp, & Young, 2007; 
Mackenzie & Knipe, 2006; Morrow, 2007; Creswell et al., 2006; Mertens, 2005) and it relies on the 
participants worldview of the phenomenon studied, and it does not start with a known theory, but instead, 
it develops theory or patterns of meanings (Jennings & Junek, 2007; Creswell et al., 2003). The 
constructivist research uses qualitative data collection methods which include, collecting data from 
reports, case studies, ethnographic studies, records, analyzing written study on the subject under 
investigation, interviews, participant observations, and the like (Sloan & Quan-Haase, 2017; Thanh & 
Thanh, 2015; William, 2015; Mertens, 2014; Lincoln & Guba, 2013; Terrell, 2012; Denzin, 2010; 
Haverkamp, & Young, 2007; Mackenzie & Knipe, 2006; Creswell, et al., 2006; Mertens, 2005). This 
study relied on the interpretivist/constructivist and case study research paradigms because it interpreted 
the researcher's case in his everyday real life experiences and knowledge as a nontenured professor at a 
private university, and constructed patterns of meanings from written research, student faculty 
evaluations, and the record of the researcher's performance in terms of teaching, scholarship, and service 
(Flick, 2018; Thanh & Thanh, 2015; Mertens, 2014; Lauchner, Peterson, & Kruper, 2012; Brown, 2008; 
Morrow, 2007; Mertens, 2005). 
 
LITERATURE REVIEW 
 
The Definition of Non-Tenure Track Position 

The non-tenure track position in the study of McMurtry and McClellant (1997) is presented as 
"faculty as either part-time or full-time faculty whose positions were ineligible for tenure" (McMurtry & 
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McClellant, 1997, para. 13; Peterson, 2007). The proponents of tenured track perceive that the none-
tenured faculty, who are part-time and full-time, undermine the tenure track because they do not have 
control over curriculum and teaching, and that it gradually weakens the professional rank of full-time 
tenured faculty members. Further, these non-tenure track faculties are less trained and may not identify 
strongly with the teaching profession. The problematic situation of non-tenured track faculty as described 
by McMurtry and McClelland (1997) is that "As compared to tenure-track faculty, they tend to have 
lower salaries, fewer fringe benefits, worse job security, and little influence over the curriculum they are 
responsible for teaching" (Pratt et al., 1992, para.14). Moreover, these non-tenured faculty have a hard 
time publishing their academic work, respect from their senior colleagues, and blurred and changing work 
environment (Long, 1998). 

Normand (1998) defined non-tenured track position to "include temporary and permanent part-timers 
as well as temporary and permanent full-timers …." (para.3). From 1995 through 1998 Normand affirmed 
the need to include non-tenured faculty in the national forums by creating concerted efforts of seeking 
ways of dialogue regarding improving the working conditions of non-tenured faculty. To climax 
Normand's support for developing the working condition of non-tenure track position, at the NTT SIG for 
the 1997 CCCC in Phoenix, Arizona meeting three practical solutions, which included (1) improving our 
communication, (2) increasing our visibility, and (3) making connections (para. 4). The focus of these 
efforts was to communicate through publications of the organization, to include non-tenured faculty in the 
leadership, and to building connections by building coalitions within their national committees. 
 
Performance and the Mistreatment of the Non-Tenure Faculty 

A study by Raehl, MacLaughlin, & Bond (2003) highlighting the upgrading nontenure-track 
pharmacy practice faculty from second-to first-class citizens demonstrated that "Newest pharmacy 
practice faculty members are appointed on a non-tenure" (para. 1). Also, the study stated the reason for 
the non-tenure track was based on the fact that "Without nontenure-track pharmacy practice faculty, new 
and established schools cannot offer quality patient-oriented pharmaceutical education" (para. 1). The 
study recognized that these non-tenure track faculty were treated as second-class citizens.  The study 
points out that the responsibility of upgrading non-tenure track position rested on the school deans, 
departmental chairs, the non-track faculty members, and the tenured faculty. 

Further, this study reveals that non-tenure track faculty have done well in their clinical practice and 
teaching. They do better in didactic instruction than the tenured faculty, they assume school and 
departmental leadership positions, their compensations for their services include negotiation and are 
awarded favorable contracts, they are encouraged to present a detailed faculty development plan, and they 
are encouraged to balance teaching, practice, and scholarship. On the other hand, the study portrayed that 
the tenure track faculty have acknowledged non-tenure track faculty as full members of the academic 
within their departments, senior tenured track faculty have been encouraged to promote the non-tenure 
track faculty members, and that the senior tenured faculty should avoid "we," and "they" relationships 
within the departments. 
 
How Growth of Non-Tenure Track Position Compares with Tenure Track Position 

Today, "Lecturers, adjuncts, instructors, postdocs, visiting professors, graduate student teachers, and 
others in non-tenure-track positions now constitute the great majority of faculty in US higher education" 
and the prophecy has it that the increase of non-tenured faculty is inevitable (Flaherty, 2013; Besosa, 
2011, para.1; Kezar, & Sam, 2010; Merrion, 2009; Maynard & Joseph, 2008; Gapper, 2008; Gapper, 
2000). As early as 1940s, Bososa, Bousquet, Barnes, Newfield, Nienow, Thomson, and Bradley (2009), 
in their study conversion of appointments to the tenure track, demonstrated that the principles of academic 
freedom and tenure was characterized by a nature system which provided permanent assurance of 
certainty in terms of long term employment and the security thereof. Irrefutably this premise became a 
source of attraction for both men and women into the higher education faculty job market. Hence, "The 
tenure system was designed to secure reasonable compensation and to protect academic freedom through 
continuous employment;" and, "Financial and intellectual security enabled the faculty to carry out the 
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public trust in teaching and research, and it provided a system of professional peer scrutiny in hiring, 
evaluation, and promotion" (Besosa et al., 2009, para. 1-2). Today, with the collapse of the tenure track 
position system, the emergent of non-tenure track position trend has emerged, and various studies indicate 
that it is here to stay, for it has taken a life of its own (Goldenberg, 2011; Besosa, 2009; Carvalho & 
Diogo, 2018). On the same thread, Maynard and Joseph (2008) in agreement with Benjamin (2002) 
concede that the proportion of full-time faculty and adjuncts or part-time faculty is "40% and 45%," and 
that in the community colleges part-time faculty has outnumbered full-time faculty considerably Maynard 
& Joseph, 2008, para.1; Gapper, 2000; Kezar & Sam 2011). Benjamin (2002) discussing that "... almost 
50 percent of first-time students begin their higher education" and that "about 63 percent of instructors are 
part-time appointees" adds that "even in four-year institutions, nearly half of all instructional staff are 
either part-time faculty or graduate assistants" (para.5). 

Consequently, the study on non-tenure track position in the higher education is of great magnitude as 
we see the increase of non-tenure positions and the decrease of tenure positions (Gapper, 2008; Gapper, 
2000). The McMurtry and Mcclellant (1997) study on trends in student-faculty ratios and the use of non-
tenure-track faculty in MSW programs, shows a sharp decrease of tenure track faculty position.  Further, 
the study showed that there was an increase of non-tenured position as stated in their report. Their 
findings included, (a) that the median ratio of students to faculty in MSW programs has grown 36% since 
1981 and, for the past five years, has exceeded the Council on Social Work Education's recommended 
maximum; (b) that since 1978, the number of full-time tenure-track faculty has declined by nearly 8% 
despite sharply increased student populations; and, (c) that the number of part-time faculties has 
increased, but not in proportion to the number of students (McMurtry & McClelland, 1997, para.1). 

On the same breath, Beardsley and his colleagues Matzke, Pharm, Rospond, Williams, Knapp, 
Kradjan, Brazeau, (2008), investigating Factors Influencing the Pharmacy Faculty Workforce found that 
62% of full-time faculty in the pharmacy practice were classified in the non-tenure track position. Since 
the trend of having more non-tenured faculty (whether they are full-time, adjuncts or part-time) in our 
universities and colleges is increasing rapidly, these institutions of higher learning must provide 
alternative ways of securing academic freedom and job security for the un-tenured faculty as they have 
done to the tenured faculty. The purpose is to meet the protections assured in the 1915 and 1940 
declarations which tie academic freedom to tenure (Carvalho & Diogo, 2018; Benjamin, Nails, Schrecker, 
Nelson, Rabban, Rhoades, & Levy, 2011). 

As early as 2018 as shown in figure 1, AAUP report shows that there is a decline of tenure position 
depending on the institution type. All combined, part-time, and full-time non-tenured-track regardless of 
education, is the highest; whereas, the tenure-track have dwindled.  
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FIGURE 1 
 

 
Adapted from Flaherty, C (2018). A Non-Tenure-Truck Position? Inside Higher Ed. 

 
What Tenure Track Position Offers 

One of the downsides of tenure track positions as found in the study, is tenure justified? Moreover, an 
experimental study of faculty beliefs about tenure, promotion, and academic freedom by Shermen (2006), 
found that  "tenure can be described, at least in part, as a double-edged sword;" and that it is "a reward so 
highly motivating that it helps attract high-caliber professionals to the academy, but also a reward so 
eagerly anticipated that it could at times engender nonoptimal outcomes such as forgoing one's rights, 
freedoms, and responsibilities" (p. 568).  Further, the tenure track positions in higher education represent 
"the crown jewel of academic life. It confers on those lucky enough to have it a lifetime of financial 
security and, purportedly, substantial freedom to teach and conduct research" (Shermer, 2006, p.553; 
Michaelsen, 2000).  These substantial benefits allow the tenured faculty ability and freedom to choose the 
courses to teach and when to teach them, to secure a handsome salary and an assurance of professional 
life and rank. 

Indeed, the results of Shermer's study (2006) continued to affirm that,  (1) Assistant professors are 
more likely to engage in weak behaviors such as ignoring evidence of wrong-doing that are full 
professors, and the reverse is true of strong tactics such as confronting the wrong-doer; (2) untenured 
assistant professors and tenured associate professors believed their cohort was less likely to insist on 
academic freedom than the full professors' cohort; (3) full professors were not as brazen as junior faculty 
believed, and lower-ranked professors were timider than full professors believed; and, that (4) the lure of 
tenure and promotion seems to have muzzled lower-ranked professors, who were more reluctant to report 
ethical misconduct and relatively more willing to abandon unpopular teaching and research (Shermer, 
2006, p. 565; Secret, Leisey, Lanninng, Polich & Schaub, 2011). 
 
How non-tenure and tenure track position enhance teaching, scholarship, service, and professional 
effectiveness  

Does Tenure Track Position Enhance Teaching, Scholarship, And Service? While the non-tenured 
faculty in higher education do not have the privileges their tenured counterparts have, the studies show 
that they work more and do a thorough and a balanced job in teaching, practice, and scholarship (Raehl, 
MacLaughlin, & Bond, 2003; Beardsley, Matzke, Pharm, Rospond, Williams, Knapp, Kradjan, Brazeau 
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(2008).). However, the most significant question here is that does tenured or non-tenured track positions 
promote or enhance teaching, scholarship, service, and in the overall, professional effectiveness? 

A study by Premeauz, Shane, and Monday (2002) dealing with the Perspectives on Tenure: Tenure 
Versus Non-Tenured Tenure Track Faculty, found that both tenured and no-tenured disagreed that tenure 
helps in promoting teaching, research, and service excellence. However, the non-tenured agreed that the 
tenure track position hinders teaching excellence (Levin & Shaker, 2011). While there was agreement that 
teaching is of greater importance than research and service, the tenured faculty disagreed that the longer a 
person is tenured, the less effective. In contrast, the non-tenured faculty moderately agreed. However, the 
study showed that "tenure permits bad teaching because many universities grant tenure to professors who 
are only marginal or average teachers but are prolific researchers" (para.16). Certainly, tenure does not 
promote research excellence, but there is agreement that it weighs more regarding rating and rewards 
more than classroom excellent. 

On the other hand, non-tenured faculty believed that tenure hinders research excellence; whereas, 
tenured disagreed. Regarding service, both tenured and the non-tenured faculty opposed that tenure 
promotes "service productivity" (para.19). The study demonstrated that both the tenured and the non-
tenured faculty agreed that tenure is necessary, and that academic freedom should not be compromised 
(Areen, 2008; Michaelsen, 2000). 

The biggest question for me in this study is that, if the tenure track position does not promote 
excellence in teaching, scholarship, and service, what does? For how long shall the tenured and 
nontenured faculty constantly fight over who is more effective in the higher education classroom? As a 
nontenured full-time faculty, I will present a reflective case analysis on my experience at a university in 
southern California as an Assistant professor, Associate professor, and full professor, as a means of 
demonstrating that what matters in my view is not tenure but what you do as a professional educator; 
provided that what you do enhances teaching, scholarship, and service equitably. I believe my reflections 
on the non-tenure position as a professor at a private university will be a compelling testament to the 
enhancement of teaching, scholarship, and service in a non-tenured work environment. 
 
PERSONAL REFLECTIONS OF NON-TENURED TRACK PROFESSOR AT A PRIVATE 
UNIVERSITY IN CALIFORNIA 
 

What Matters. Indeed, even with the threat of the new majority on nontenured faculty, the tenured 
faculty do not want to relinquish their professional security (Kezar & Sam, 2010; Chait, 2009; Zhou & 
Volkwein, 2004; Premeauz et al., 2002; Gappa, 2000), and who would? In contrast, the non-tenured 
faculty feel sorry for themselves that they are neglected, and their jobs are not secure. Nevertheless, 
several questions suffice the need for this study. Are the non-tenured faculty spending endless time in 
grumbling meddling about their non-tenured track positions instead of committing themselves to teach, 
scholarship, and service? Are the tenure track faculty effective educators in the higher education sector? 
Are the tenured faculty spending more time defending their positions than they are spending in teaching 
and engaging in job-related scholarship agendas? What about the tenured faculty's commitment to service 
at the level of department, school, the university and community? Why is it that the emphasis is "me" the 
tenured professional and not the students the learners and their futures?  Are the tenured faculty 
productive or they have become what some researchers state as unproductive (Premeauz et al., 2002; 
Pears, 1999)? These are real questions to me because when I go in the four-corner classroom or an online 
teaching and learning environment – Blackboard Learning Management System, I want to be thinking 
about students and their learning processes rather than my position. This thinking allows me to be free in 
sharing my personal experience as a non-tenured professor. Students come first to me, and that is why I 
have worked in a private institution which currently does not offer tenure track teaching positions. 

Moreover, I believe that the alternative non-tenure track position is equally competitive and 
rewarding. Studies have already shown neither tenured position nor non-tenured guarantees quality 
performance. However, studies have also shown that none-tenured faculty are productive and perform 
well in teaching, scholarship, and service (Premeauz et al., 2002;) 
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Humble Beginnings with the University 
I started working at university in 1998 as an adjunct. When I taught the first class, I didn't know that 

my career in higher education was going to be marked by a desire of teaching adults who already have 
careers and are transitioning into a new teaching career in the P-12 education field. Teaching was not new 
to me, but after taking several classes in the undergraduate and the graduate levels, I right away connected 
to students. Students appreciated my preparedness and teaching style. I loved my students, and they loved 
me. And, it was at the end of the same year I joined the university that the university’s interest in me was 
created and this prompted the media and communication team came to my classroom to videotape my 
teaching practice. 

Consequently, I was featured in the November 1998 magazine demonstrating effectiveness in 
teaching. As the university got interested in me, I became more involved in the university’s goals, 
teaching effectiveness; peer-reviewed presentations and journals, and service.  As a result, I applied for a 
full-time teaching position in 1999. Although I interviewed twice in the same year, I finally got the job, 
and by October 16, 1999, I was posted at the Costa Mesa Academic Center as an Assistant Professor in 
the Teacher Education Depart of the School of Education. 

For sure, I didn't know whether the assistant professor position I took led to a tenured teaching 
position or not. But my two years' appointment was a sign that the position might be temporal and no 
guarantees about what happens after the two year's appointment. What do you do when you come in such 
a situation; and, you do not want to ask many questions to senior professors, the chair, or the dean?  I very 
soon came to know that this teaching position was non-tenured and my continued work with the 
university was going to be based on my teaching, scholarship, and service (Premeauz et al., 2002; 
Neumann & Terosky, 2007; Carvalho & Diogo, 2018). Fear and uncertainty crept in me as I wondered 
about the security of my job. However, this new and unsecured environment didn't hinder me from being 
an effective teacher, engaging in educational research, and providing services to my academic center, 
department, school, the university, and the community around me. 

In the following pages, I will show in-depth performance effectiveness in teaching, scholarship, and 
service; of which became the basis for my merit, reappointment, and promotion. The overall evaluation of 
my teaching, scholarship, and service exceeded expectations within the rank. 
 
Teaching 
Costa Mesa Experience 

I was working at Costa Mesa as an assistant professor I was involved in the three areas of teaching, 
scholarship, and service. Unquestionably my job security in this university was going to depend if my 
overall performance met or exceeded the expectations in teaching, scholarship, and service. Fortunately, 
when I came on board, I met a generous senior un-tenured professor Q who mentored me by showing that 
I needed to perform well at above 4.0 out 5.0 in teaching, scholarship, and service. Indeed, this marked 
the beginning of my success in my un-tenured track position. First of all, I must confess that teaching is 
my strongest area at this point. I knew that I was going to do well in teaching because in my adjunct years 
I connected with students by applying relevant pedagogical skills in teaching, meeting their academic 
needs, responding to their questions, providing prompt and clear feedback, and being there for them as 
their academic leader.  With courses where I performed below 4 points according to students' assessment 
of my teaching, I investigated, analyzed, critically evaluated my teaching. As a result of this review, I 
applied best teaching practices to improve my content delivery, responding to students’ questions 
promptly, and providing feedback to students work on time, hence opening a gateway for them to learn 
effectively, and consequently, my teaching effectiveness increased remarkably. I must articulate that I 
was not under any senior faculty, chair of my Teacher Educational Department, or dean. Indeed, his was 
my initiative to become the best educator there is in higher education. However, you have to notice that 
by being right in teaching does not equal being useful in scholarship. In the evaluations, students used Dr. 
Mbuva, but I will use Dr. M to avoid monotony. 
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Student Evaluations 
Under teaching, students' evaluations helped me become a better higher education teacher. Some of 

these statements are very encouraging and motivating. For instance, students in their evaluation wrote that 
the instructor was extremely knowledgeable and helpful. He was easy to approach and provided 
immediate feedback. He is one of the best instructors I've had at my university. Great hire! Dr. M is a 
highly knowledgeable professor who provided this course with not only personal, cultural experience but 
important research and resources that assisted us throughout the course. Other students added that the 
instructor was well prepared for classes, very organized, articulate, and knowledgeable about the subject 
matter. He used a strong personality to connect with students and his ability to capture the attention 
participations of all students by using various teaching strategies and techniques. It was a great pleasure to 
be in his class. He is an excellent asset to NU. Dr. M countenance within the classroom is incomparable. 
He genuinely cared about the students and had a passion for what he taught. Dr. M challenged me to think 
and speak more critically during class discussions. Dr. M is so knowledgeable on all educational levels & 
subjects. I enjoyed the class. Dr. M utilized great resources and provided educational insights to 
multicultural diversity. He asked questions that provoked higher level thinking. Overall, I enjoyed the 
course and looked forward to having another class with Dr. M. This class was an intense class for the 
amount of time we had to complete our theses. I have gained so much information that will help me as a 
future educator. Professor M demonstrated professionalism at all times. His thesis template provided me 
the needed support to complete this assignment. 

Other students commented that in the Overall – my writing and research skills have significantly 
improved – and I have gained a lot better understanding of diverse learners. The instructor provided 
personal experiences and offered one-on-one assistance for all students. Dr. M is a great instructor. He is 
always thorough, and he is very willing to help his students by solving problems. Indeed, Dr. M is an 
excellent instructor and a very personable man. Certainly, this is an excellent instruction – phenomenal 
experience. Others stated thank you so much for the responsive – thoughtful input and guidance. I learned 
a lot about teaching styles and about myself. I am going to go to the field more confident. 

Yes, professor M is my favorite professor at National. I enjoyed the course. The course was 
challenging yet insightful. He was great. Dr. M is a great professor. I came to this course reluctantly after 
being out of college for over 20 years. This course has renewed my motivation to become a teacher that is 
so much needed. Dr. M will be the one instructor who is a significant influence on my education. Thank 
you, Dr. M., Finally, some of the students concluded that Dr. M is a great teacher, very receptive to 
students and always available for questions. He is a great teacher and very knowledgeable.  Dr. M was my 
first instructor here at National, and now he is my last. He was a wonderful instructor from first to last. I 
cannot say enough good things about him. I was more nervous about this thesis than almost anything I 
have ever experienced. He made me feel at ease and helped me through it all! Thank you, Dr. M. 

In contrast, students also gave suggestions concerning comments which demonstrated that I needed to 
work on my teaching delivery. For instance, students would say that Dr. M is a great instructor. A 
suggestion for future classes – Dr. M should meet with the class at the beginning of the cohort to establish 
what will be required for the thesis. Most people have never done one and therefore have little knowledge 
as to what it takes. It would be helpful to choose a topic and do some research earlier on. One of the 
students said that I spend more time on discussion, while other suggested that I need to limit students 
going off on target about lives (the professor for input asked, i.e., student asking about advice for raising a 
15-year-old son and the whole class). Some students continued to show that class was frequently off topic 
and did not coincide with syllabus assignments and grading was unclear. Having chapter two due at the 
beginning of week 3 was a difficult task to accomplish. Some of us take a great deal of time to present a 
written piece of work and to read through 30 sources. Not to mention time limitations, and work, etc. 
Some students work slower than others-please- please be aware of that! Others concluded that they felt 
little boxed in the formatting of the writing procedure, but it was a good learning experience. This course 
part of it needs to be presented at least by the 3-4th class to prepare more and start doing research and to 
be able to do more on the final research paper. Time was too short. I felt too rushed- I would prefer more 
time for research and writing. 
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Use of Students’ Evaluations on Teaching 
I used student positive comments to see where I was doing good and continued to apply good 

teaching principles; whereas, students' suggestions of which I do not term as negative informed me of my 
weaknesses and helped me to improve and reach all students at all levels of learning. Hence, in the 
overall, the record of my teaching has demonstrated commitment, rigor, rapport with students, 
employment of various best teaching practices, competence, favor, motivation, knowledge of the content 
– subject matter, and diversity. 
 
Scholarship 

So, what did I do with the scholarship? I examined the courses that I taught and found out that they 
were dealing with issues of teaching, learning, diversity, equity, cultural change, and various issues in 
educational research. I began to listen to students' questions, tied that with my teaching experience in K-
12 classrooms, hence I found my niche in research. Inevitably, this led me to the process of developing 
my research agendas. 
 
Current Scholarship 

My current scholarship performance included publication in peer-refereed journals such as Mbuva, J. 
(2018). Education Makes the Difference: Analyzing the Emancipation, Gender Roles of Kenyan Women, 
and their Rise to positions of Power in the Wake of Educational Advantage and Constitutional and 
Government Devolvement in Kenya. Journal of Higher Education Theory and Practice, 18(4) 102-117. 
Mbuva, J. (2017).  Exploring Teachers' Self-Esteem and Its Effects on Teaching, Students' Learning and 
Self-Esteem.  Journal of Higher Education Theory and Practice, 17(3) 123-134. Mbuva, J. (2015). 
Examining the Effectiveness of Online Educational Technological Tools for Teaching and Learning and 
the Challenges Ahead. Journal of Higher Education Theory and Practice, 15(2), 113-127. Mbuva, J. 
(2014). Online Education, Progress, and Prospects. Journal of Business and Educational Leadership, 5(1), 
91-100. Mbuva, J. M. (2012). Investigating the Dynamics of Mobile Learning and the Technology 
Driving its Effectiveness in Teaching and learning. National Social Science Technology Journal, 2(2). 
Mbuva, J. (2012).  An examination of parental training and involvement in children's education. National 
Social Science Journal, 38(1), 39-45. Mbuva, J. (2012). An examination of student retention and student 
success in high school, college, and university.  Journal of Higher Education Theory and    Practice, 
11(4), 92-101. The Phenomenon of Self-Esteem and How to enhance it in the Classroom. The Journal of 
the Advancement of Educational Research, 5(1), 11-18. Mbuva, J. (2009) Education and Emancipation of 
Kenyan Women in the Modern Era. Journal of Business and Educational Leadership, 1 (1) 105-114. 
Mbuva, J. (2008). Teacher Burnout and its Effects on Teaching in K-12 Educational System, Journal of 
Business and Behavioral Sciences, 19 (2). Mbuva, J. (2008). Educating Students of Color in Higher 
Education Opens Doors for Fairness, Equality, and Global Economic Opportunity. National Social 
Science Journal, 30(2) 81-87. Mbuva, J. M. (2007). Education Enhances Equality and Fairness: Where Do 
People of Color Fit in Global Educational Systems. In M. Christopher Brown II (Ed.) 2008). Still Not 
Equal: Expanding Educational Opportunity in Society (pp.381-391). New York: Peter Lang Publishing 
Inc. Mbuva, J. (2006). Diversity in the Classroom and its Effects on Teaching and Learning. National 
Social Science Perspective Journal, 32(2). Mbuva, J (2005). Teaching Our Children Conceptual Frame of 
Thinking: A new wave in Critical Pedagogy. National Social Science Association Journal, 25(1)138-143. 
 
Earlier Scholarship 

My earlier scholarship in peer-reviewed journals included Mbuva, J. (2003).  Implementation of the 
Multiple Intelligences Theory in the 21st Century Teaching and Learning Environments: A New Tool for 
Effective Teaching and Learning in All Levels. (ERIC Document Reproduction Service No. ED476162).  
Website: http://www.lib.ied.edu.hk/edarticle/multi.htm; Mbuva, J. (2002). Transforming Schools: The 
Need for Critical Pedagogy in the 21st Century Education. National Social Science Association Journal, 
22(1) 60-66. Website: www.nssa.us/nssajrnl/22-1/htm/09.htm; Mbuva, J. (2002). The inclusion of 
Gardner's Multiple Intelligences across the Curriculum in the 21st Century Classroom: Leaving no 
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Student out of the Learning Loop. National Social Science Association Journal, 20(1) 63-7l. Website: 
www.nssa.us/nssajrnl/20_1/ html/Multiple_Intelligences_Mbuva.htm; Mbuva, J. (2002). An Evaluation 
of the Contributions of Peter McLaren and Joan Wink in the Critical Pedagogy Dialogue. National Social 
Science Perspective Journal, 22(1); Mbuva, J. (2001). An examination of academic rigor, excellence, and 
student performance in higher education. National Social Science Association Journal, 17(1) 59-71. 
Website: http://claxton.apsu.edu/NSSAJ/NSSAJ171/NSSAJ171PDF/NSSAJ17_1_8.pdf;Mbuva, J. 
(2001).  Positive Ways of Recruiting and Retaining Teachers for the 21st Century Teaching Profession. 
National Social Science Journal, 19(1) 76-88. Website: http://www.nssa.us/nssajrnal/19-1/htm/11/11.htm; 
and, Mbuva, J. (2001).  Investigating Diversity in American institutions: Going beyond awareness and 
acceptance. National Social Science Association Journal, 19(2) 97-101. Website: 
www.nssa.us/nssajrnl/19_2/pdf/ Final_Invest_Div_American_Inst_Mbuva.pdf.  Mbuva, J (2005). 
Teaching Our Children Conceptual Frame of Thinking: A new wave in Critical Pedagogy. National 
Social Science Association Journal, 25 (1)138-143. Mbuva, J. (2003).  Implementation of the Multiple 
Intelligences Theory in the 21st Century Teaching and Learning Environments: A New Tool for Effective 
Teaching and Learning in All Levels. (ERIC Document Reproduction Service No. ED476162).  Website: 
http://www.lib.ied.edu.hk/edarticle/multi.htm; Mbuva, J. (2002). Transforming Schools: The Need for 
Critical Pedagogy in the 21st Century Education. National Social Science Association Journal, 22(1) 60-
66. Website: www.nssa.us/nssajrnl/22-1/htm/09.htm; Mbuva, J. (2002). The inclusion of Gardner's
Multiple Intelligences across the Curriculum in the 21st Century Classroom: Leaving no Student out of 
the Learning Loop. National Social Science Association Journal, 20(1) 63-7l. Website: 
www.nssa.us/nssajrnl/20_1/ html/Multiple_Intelligences_Mbuva.htm; Mbuva, J. (2002). An Evaluation 
of the Contributions of Peter McLaren and Joan Wink in the Critical Pedagogy Dialogue. National Social 
Science Perspective Journal, 22(1); Mbuva, J. (2001). An examination of academic rigor, excellence, and 
student performance in higher education. National Social Science Association Journal, 17(1) 59-71. 
Website: http://claxton.apsu.edu/NSSAJ/NSSAJ171/NSSAJ171PDF/NSSAJ17_1_8.pdf; 

Mbuva, J. (2001).  Positive Ways of Recruiting and Retaining Teachers for the 21st Century Teaching 
Profession. National Social Science Journal, 19(1) 76-88. Website: http://www.nssa.us/nssajrnal/19-
1/htm/11/11.htm; and, Mbuva, J. (2001).  Investigating Diversity in American institutions: Going beyond 
awareness and acceptance. National Social Science Association Journal, 19(2) 97-101. Website: 
www.nssa.us/nssajrnl/19_2/pdf/ Final_Invest_Div_American_Inst_Mbuva.pdf. 

It is worth informing the reader and the advocates of academic freedom in research that throughout 
the processes of research undertaking, I experienced freedom and I enjoyed the opportunity of allowing 
research to open my eyes to the body of knowledge in higher education teaching and learning, teacher 
training programs, and consequently the new knowledge enhanced my teaching effectiveness. This to me 
was phenomenal, and I have continued to do research pertinent to my teaching profession, teacher 
education, teaching and learning, diversity and equity, and cultural change in our political, economic, and 
cultural, linguistic, and social environments; upon which explicit, implicit, and hidden curricular of 
schooling rest. Indeed, positive engagement in scholarship helped me in enhancing my gaining new 
higher education knowledge, and effectiveness in scholarship. 

Service 
Connecting to the Service Requirement 

Service was the third required part of my job description as a non-tenured assistant professor, 
associate professor, and full professor. There are no cuts about it, and one must meet or exceed the 
expectations of providing service at the assigned academic center or campus, Teacher Education 
Department, school, university, and the community. It was not easy to connect with this requirement 
because I was new at the university. As an assistant professor, I knew that I must very quickly start 
finding ways of getting involved in my teaching, scholarship, students' learning needs, and career 
advising, recruiting part-time faculty and mentoring them to enhance teaching effectiveness. I got 
involved in a nearby high school M as a regular visiting speaker to share about culture, and United States 
schooling experiences, engaged in the processes of increasing student enrollment by establishing off-site 
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cohorts, etc. I enjoyed doing these services, but I was motivated by the fact that my job security rested 
upon reasonable service as a beginner. And, consequently, instead of this process of providing service at 
all levels hindering me from moving forward in my teaching career in higher education, it helped me in 
the method of enhancing my effectiveness in service. 

Service Requirement at the Academic Center Level 
In 2003 I was promoted to an Associate Professor non-tenured track position. My promotion to this 

new position was based on my effective teaching, scholarship, and service. To share a detailed account of 
my service as a non-tenured professor starting from 2003 till 2008, when I was promoted to full-time 
professor non-tenured track position, I effectively carried out all my responsibilities of being lead faculty 
for SOE/Teacher Education Department (educational programs) at the San Bernardino Academic Center. 
I fulfilled my duties as a lead faculty by recruiting new faculty and adjuncts for hire, and consequently 
evaluating and advising them. I staffed all MAT and MED courses and engaged in mentoring faculty and 
adjuncts, mentoring and counseling students concerning their studies, and educational career. Also, I was 
involved in leading the student teaching and Intern Programs at the center (seeing that they run smoothly) 
and recruiting field experience supervisors for both student teaching and intern programs, an organizing 
monthly departmental meeting; but mention a few.  With the Intern Program, I have attended Intern 
Coaching training which enables me to model good teaching practices to faculty, adjuncts, field 
supervisors, and students. To be able to participate in the implementation of Teaching Performance 
Assessment (TPA), I have successfully trained, calibrated and certificated in all CA TPA TASKS, which 
include: Subject Specific Pedagogy, Designing Instruction, Assessing Learning, and Culminating 
Teaching Experience. At one time I had not received some of the certificates, and I asked Nick Pearson, 
CTC Professional Services, who confirmed, "Yes, you have successfully calibrated in both Designing 
Instruction and Culminating Teaching Experience." All of these activities mentioned above are time and 
energy consuming, but I have enjoyed doing all of them and others unmentioned because I love serving 
students at my university. 

At the Teacher Education Department level, I have served as the chair for the Search and Screen 
committee for several years. Here, I mobilized my committee team, and we were able to sort out from 
many resumes from teachers around the country, and together, we were able to bring on board qualified 
faculty for our department and consequently for the School of Education. My colleagues in the Teacher 
Education Department can attest to the success of bringing a diverse population of educators for my 
university. I served in the above committee for many years before ascending to the chair position. I also 
served as a member of the leadership team, which was able to oversee the program and collaborate with 
the faculty in the revision of curriculum, course syllabi, and working on CCTC and WASC accreditation 
documents. I enjoyed working with all members of our department because, in unity, we were able to 
accomplish a lot; and at the same time, we kept the uniformity of our curriculum across the state. I have 
been involved in the process of orienting our new faculty, mentoring them, and providing scholarship 
advisement. I have helped faculty write and publish their work in peer-refereed journals. Recently, I 
served as the Southern Region Leadership Team Chair. 

Service Requirement at the School/College Level 
At the School of Education level, I have been able to serve in the capacity of Academic Affairs 

Committee, School Personnel Committee, School of Education (SOE) Dean Search Committee (three 
times), SOE monthly meetings.  

Service Requirement at the University Level 
At my university level, I have served as an Academic Affairs Committee participating member, 

University Faculty Personnel Committee, Senate Faculty Research Committee, and the Senate Faculty 
Development Committee. I am approved by the Graduate Council as a Graduate Faculty. Hence, this 
appointment enhanced my ability to teach graduate courses, direct graduate research, advise graduate 
students, develop graduate programs and curricula, and eligibility to vote for members of the Graduate 
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Council, and chair Graduate Council Committees and subcommittees. I have served as University Faculty 
Senate Personal, Senate Academic Freedom Committee, and the Undergraduate Academic Planning 
Committee. 

Service Requirement at the Community Level 
At the community level, I attended meetings at the school districts and teacher performance 

celebrations. I have collaborated with the recruitment team in my center in visiting schools and school 
districts to talk to leaders and teachers in an effort of starting the Master of Arts in Teaching in their 
school districts. We have been very successful in increasing enrollment at the San Bernardino center since 
2003. Working with my academic center administrative leadership and student services, we've visited and 
started learning off-sites at Riverside School District, Corona – Norco School District, Yucaipa School 
District, Hemet School District, Homeland School District, Arrow Head School District (Rim of the 
World High School), Colton School District, Rialto School District, Redland School District, Fontana 
School District, and Etiwanda School District. By visiting and starting off-sites in these school districts, 
we've been able to enhance the good image of my university. In efforts reaching out to the community, l 
developed a warm relationship with Alice Birney Elementary School. Here, I have joined teachers in 
promoting reading throughout the curriculum. School leaders/teachers and students have written 
interesting letters showing their appreciation of the Reading with Children at Colton USD. I take the time 
to visit the school and participate in events which promote academic performance and reading. I have 
availed myself to Base Line High School. Here, I have engaged in mentoring teachers in teaching, and I 
have presented to students what it takes to succeed academically and in life. I have enjoyed these 
moments because they link me to the classroom experience; where I interact with real teachers and 
students. This experience prepares and enhances my understanding of P-12 learning experience, and 
consequently, it helps in the processes of equipping California teachers at my university. I have also 
continued to build the excellent image of my university nationally and internationally when I interact with 
myriads of professors. Through the National Social Science Association, I am a member of the general 
board and a member of the publication board. Here, I join my colleagues in planning seminars and peer 
reviewing of articles for publication. My presentations and publications have been used by both students 
and professors around the world. For example, Dr. Mourad, Professor of Cognitive Psychology, who is 
Vice Dean, and faculty of education and director of Center of Management and Organizational Learning 
at El-Sheikh University, has said, "There is no psychology research without Prof James M. Mbuva." He 
adds, "It is a slogan I always use with my students in all seminars. Be assured that literature and the 
researchers will forget neither your contributions nor your name as a pioneer in writing about almost all 
fields of psychology." 

Dr. Mourad concludes, "May God give you peace of mind and long life as humankind is in need to a 
great mind like yours. You are one of the greatest psychologists in modern times." When I read the words 
spoken by this international educator, I feel that my service in the community is worthwhile. Although 
this information is valid in the scholarship column, I believe my scholarship has connected to the world 
community, and this has enhanced the good image of my university. I surely shed tears of joy when I read 
this commendation from the esteemed Dr. Mourad of El Sheikh University. I have not met him, but my 
scholarship has met him and others out there. Sure, this is good! I have been affiliated with the American 
Association of Colleges for Teacher Education (AACTE) as a member, and they have appointed me to be 
Institutional Representative (IR) for Membership. Also, I am an active member of the National Social 
Science Association, where I serve as a member of the general board and editorial board. Below, you will 
find the process of evaluating faculty for merit, reappointment, and promotion based on the rank of each 
faculty.  
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TABLE 1 
PROCESS OF EVALUATING FACULTY FOR MERIT 

Level #1 Level #2 Level #3 Level #4 Level #5 Level #6 
Faculty 
Originates 
the Process 
by sending a 
3-page letter 
to the 
Department 
Chair 

Departmental 
Chair 

School 
Personnel 
Committee 
(Faculty-
Peers) 

School/College 
Dean 

Provost President 

Regarding merit, as shown in level #1, the faculty wishing to be evaluated for merit originates the 
process by sending a 3-page letter detailing performance in teaching, scholarship, and service to the 
department chair. The department chair evaluates faculty performance and sends recommendations to the 
school personnel committee which is comprised of faculty – peers, who in turn evaluates and submits 
their recommendations to the Dean. The dean makes recommendations based on the faculty document, 
evaluations from the department chair, and school personnel, and presents recommendations to the 
provost.  The provost evaluates the performance of all faculty, considers assessment of the chair, the 
school personnel committee, and makes recommendations to the president for the final judgments and 
determination of the merit request.   

TABLE 2 
PROCESS OF EVALUATING FACULTY FOR REAPPOINTMENT  

Level #1 Level #2 Level #3 Level #4 Level #5 Level #6 Level #7 
Faculty 
Originates 
the Process 
by 
submitting 
a dossier to 
the 
department 
chair 

Departmental 
Chair  

School 
Personnel 
Committee 
(Faculty-
Peers) 

School/College 
Dean 

Provost University 
Faculty 
Personnel 
Committee 

President 

In level #1, the faculty wishing to be evaluated reappointment originates the process by sending a 
dossier detailing performance accompanied by evidence in teaching, scholarship, and service to the 
department chair. The department chair evaluates faculty performance and sends recommendations to the 
school personnel committee which is comprised of faculty – peers, who in turn evaluates and submits 
their recommendations to the Dean. The dean makes recommendations based on the faculty document, 
evaluations from the department chair, and school personnel, and presents recommendations to the 
university faculty personnel committee (a committee of the Senate) (UFPC). The UFPC evaluates the 
performance of all faculty, considers evaluations of the chair, the school personnel committee. The dean 
and makes recommendations to the provost, who makes his/her recommendations of the performance of 
the faculty of all schools and considers the recommendations of all other parties before him then sends to 
the president for the final judgments and determination.  This process is replicated in evaluating faculty 
for promotion in Table 3. 
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TABLE 3 
PROCESS OF EVALUATING FACULTY FOR PROMOTION 

 
Level #1 Level #2 Level #3 Level #4 Level #5 Level #6 Level #7 
Faculty 
Originates 
the Process 
by 
submitting 
a dossier to 
the 
department 
chair 

Departmental 
Chair  

School 
Personnel 
Committee 
(Faculty-
Peers) 

School/College 
Dean 

Provost University 
Faculty 
Personnel 
Committee 

President 

 
The above evaluating parties are going to be guided by whether faculty performance in teaching, 

scholarship, and service did not meet the expectations, met the expectations, or it exceeded the 
expectations. The awarding of merit, reappointment and the promotion is determined based on the set 
expectations for each rank (instructor, assistant professor, associate professor or full professor. Tables 4, 
5, and 6 show clearly how evaluations are carried out. 

 
TABLE 4 

RECOMMENDATION AND DETERMINATION FOR MERIT 
 

Expectations by 
Rank 

Did not meet Met Exceeded Recommendations 

Teaching Give reasons Give reasons Give reasons ? 
Scholarship Give reasons Give reasons Give reasons ? 

Service Give reasons Give reasons Give reasons ? 
 

In Table 4, the evaluators will examine the performance of all faculty on teaching, and scholarship, to 
determine whether the evidence presented in the 3-page letter did not meet expectations, met 
expectations, and exceeded expectation according to the requirements of faculty’s rank. The evaluators 
present their final recommendations on merit to the next evaluator. They will write the recommendation 
column their determination; thus, removing the question (?) mark. 

 
TABLE 5 

RECOMMENDATION AND DETERMINATION FOR REAPPOINTMENT 
 

Expectations by 
Rank 

Did not meet Met Exceeded Recommendations 

Teaching Give reasons Give reasons Give reasons ? 
Scholarship Give reasons Give reasons Give reasons ? 
Service Give reasons Give reasons Give reasons ? 
 

In Table 5, the evaluators will examine the performance of all faculty on teaching, and scholarship, to 
determine whether the evidence presented in the dossier did not meet expectations, met expectations, and 
exceeded expectation according to the requirements of faculty’s rank. The evaluators present their final 
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recommendations on reappointment to the next evaluator. They will write the recommendation column 
their determination; thus, removing the question (?) mark. 

 
TABLE 6 

RECOMMENDATION AND DETERMINATION FOR PROMOTION 
 

Expectations by 
Rank 

Did not Meet Met Exceeded Recommendations 

Teaching Give reasons Give reasons Give reasons ? 
Scholarship Give reasons Give reasons Give reasons ? 
Service Give reasons Give reasons Give reasons ? 
 

In Table 6, the evaluators will examine the performance of all faculty on teaching and scholarship, 
and service to determine whether the evidence presented in the dossier did not meet expectations, met 
expectations, and exceeded expectations according to the requirements of faculty’s rank. The evaluators 
present their final recommendations on promotion to the next evaluator. They will write the 
recommendation column their determination; thus, removing the question (?) mark. 
 
NON-TENURED TEACHING POSITION JOB SECURITY ASSURED THROUGH 
PERFORMANCE 
 
Policy for Merits, Reappointments, and Promotions 

By faculty policy for merits, reappointments, and promotions, my teaching, scholarship, and service 
were assessed in 2003, and I was granted a reappointment for six years and promotion to an Associate 
Professor.  Following the same procedures and the evidence of performance in teaching, scholarship, and 
service, I applied for promotion to full professor in 2008; and, consequently, I was promoted and 
reappointed for eight years. When I hit the rank of full professor, my responsibilities grew not only to 
perform exceedingly in all areas of teaching, scholarship, and service, but also to mentor, and support 
adjuncts, assistant and associate professors in their teaching, scholarship, and service. I can joyfully 
testify that I have mentored and supported faculty in all areas and as a result, these members of the faculty 
have excelled in teaching, scholarship, and service. On the other hand, I have continued to promote the 
university in the community, to increase enrollment through establishing off-site cohorts, improving 
teaching effectiveness, scholarship, and service. 
 
Job Security Based on Teaching, Scholarship, and Service  

In all these years at my university, I never worried about my tenure, because I came to know this 
truth, my tenure is my productive teaching, scholarship, and service to the university I love. My heart was 
always on teacher effectiveness and connecting to my students. My research agenda crystallized into 
teaching and learning, educational research, multiculturalism, cultural change, diversity, and equity. 
Instead of grumbling and meddling on the varied responsibilities I assumed at the university, I thought of 
and embraced new skills and opportunities which improved my teaching effectiveness, scholarship, and 
service. Instead of worrying about tenure as my job security, I reached out to new ways of being 
productive in teaching, scholarship, and service. 
 
Compensation Policy and The Assessment Process in Place to Ensure Non-Tenure Track Position 
Security 
The Role of the University to Ensure Non-Tenure Track Position Security 

As far as my compensations were concerned, the university granted an overall 3% salary increase to 
all faculty, and additional salary increase based on one's performance in teaching, scholarship, and 
service. This salary award was unmatchable; and, I found that my salary which started at the low 43k 
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grew considerably.  Job security was not my worry, and the more I continued to perfect and promote 
effective teaching, scholarship, and service at all levels, the more assured was my freedom and job 
security. 

During the process of the assessment of faculty performance at all levels, a policy of shared 
governance, which includes members of faculty and administration, is applied. The assessment of faculty 
performance in teaching, scholarship, and service are carried out by School Personnel Committees of all 
schools, Chairs, Deans, the University Faculty Personnel Committee, the Provost, and the President. In 
this process, each party passes recommendations to the other until the recommendations reach the 
president of the university. At the presidential level, the faculty members are given the final decisions 
regarding their merits, reappointments, and promotions. At all levels of the assessment process, members 
of the faculty can rebut any conclusions and recommendations made concerning their dossiers if there is 
an appearance of unfairness in the recommendations. 
 
Adherence to Faculty Policy 

To make sure that no faculty is left behind, and that faculty policy is adhered to, all members of the 
faculty are reminded about merits, reappointments, and promotions every year. Both the office of the 
Provost and University Senate provide a considerable number of orientations to all faculty regarding the 
procedures and requirements for the application of merits, reappointments, and promotions as per faculty 
ranks. In so doing, the university has provided a fair, friendly, and a healthy environment for all its 
members of the faculty. 

 
CONCLUSIONS AND RECOMMENDATIONS 
 

In overall, the studies have shown that tenured and non-tenured track positions are here to stay. 
However, the non-tenure track position is increasing; whereas, the tenure track position is dwindling. 
Respondents in various studies indicated that tenure provides job security, but it does not assure teaching, 
scholarship, and service effectiveness. Studies also agreed that non-tenured and junior faculty do well in 
teaching and clinical practices than their tenured counterparts who might do well in scholarship. 

While tenure might suggest academic freedom and job security, university leaders and faculty should 
consider non-tenure track position which is based on performance in teaching, scholarship, and service. 
When best assessment practices of faculty performance are established and fairly carried out, it can 
provide a healthy working environment, good compensations in merits and reappointments, and the 
overall, job security. At my university, the faculty is in charge of the departmental and school programs. 
They develop, revise, and improve curricular to increase effectiveness in teaching. The university has 
provided all sizeable faculty amount for professional development. With this money, the faculty members 
conduct research connected to their areas of teaching, and they are encouraged to present in the peer-
refereed national and international conferences and consequently publish. Based on the data presented in 
this study, when conducive working environments in higher education are established, non-tenured 
faculty will be productive and thus demonstrate excellence in teaching, scholarship, and service. Hence, 
faculty will promote and enhance effectiveness in all areas. In all seriousness, I believe that my university 
respects and treats faculty with dignity and this alone has boosted morale and faculty performance in all 
areas. Unless a faculty member has performed below expectations as per the contract and rank, no one 
misses merit pays, promotion, and reappointment. Nevertheless, whether one is in tenured or non-tenured 
track teaching effectiveness and scholarship creativity, and service should be promoted to enhance 
effectiveness, rigor, student retention and satisfaction in the universities and colleges (Popouch & Abel, 
2011, Umbach, & Wawrzynski, 2005; Berbera, 2004; Ramsden, 2003; Centra, 1993; Weimer, 1990). 

Indisputably, excellence in higher education should be promoted, and with the fairness, merit, and the 
rigor applied in the processes of evaluating non-tenured faculty’s performance in teaching, scholarship, 
and service; faculty should never be worried about the longevity and the security of their jobs. Tenured 
faculty should never be deceived that securing tenure means specialism only in scholarship, but also in 
teaching effectiveness, and service. The term tenured-faculty should not be based on the duration and the 
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security of holding a faculty position, but rather it should be based on professional effective which 
embraces, teaching, scholarship, and service that exceeds expectations across the board.  Further, 
universities and colleges should employ equitable evaluation policy measures and diverse assessment 
teams made of faculty (peers), Senate, and administration to measure faculty effectiveness in not only 
scholarship but also in teaching and service.  

Finally, the employment of the policy of shared governance in assessing faculty effectiveness in 
higher education is mandatory. When university administrations and faculty move away from titles to 
performance-based assessment, we have a better way of employing equitable measures of rewarding part-
time and full-time faculty.  
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