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Full-Time Continuing Contract 
Faculty Senators Council 
 
411 Lafayette Street, Room 327 
New York, NY 10003 
P: 212 998 2230 
c-fsc@nyu.edu 

 

 
MINUTES OF THE C-FACULTY SENATORS COUNCIL MEETING OF FEBRUARY 25, 2021 
 
The New York University Continuing Contract Faculty Senators Council (C-FSC) met at 9:00 AM on Thursday, 
February 25, 2021 via Zoom. 
 
In attendance were Senators Abel-Bey, Barnes, Brar, De Bartolo, Gershman, Gold-Von Simson, Illingworth, 
Jahangiri, Killilea, Latimer, Liston, Maier, Maynor, McCarty, Nielsen, Patterson, Renzi, Tourin, Williams, 
Youngerman, and Yuan; and Alternate Senators Bridges, Bruno, Davis, Dickey, Ferguson, Kleinert, Morrison, 
O'Connor, Owens, Ritter, Spivakovsky, Stevens, Sun, and Tyrell. 
 
APPROVAL OF THE AGENDA 
 
Upon a motion duly made and seconded, the meeting agenda was approved unanimously. 
 
APPROVAL OF THE MINUTES  
 
Upon a motion duly made and seconded, the minutes of the February 4, 2021 meeting were approved 
unanimously. 
 
REPORT FROM THE CHAIRPERSON 
 
See attached Document A. 
 
Discussion/Questions on Chair’s Report 
 
Scheduling Meetings 
 
Chairperson Youngerman reminded Council members to be mindful of time zone and schedule differences 
when organizing committee meetings with Council members in NYU Abu Dhabi and Shanghai. He noted the 
weekend in Abu Dhabi is Friday through Saturday, so if possible, Friday meetings should be avoided. 
 
Faculty Cluster Initiative  
 
Youngerman reported on the faculty cluster hiring initiative as a way to promote faculty diversity. 
He stated cluster faculty will generally be tenured/tenure-track faculty, however faculty may propose  
clusters that include continuing contract faculty. He encouraged the involvement of the Diversity, Equity, 
Inclusion Committee on this issue and also suggested Council members engage in these conversations at their 
schools.  
 
Proposed clusters consist of multiple (3-6) faculty, include multiple departments in a School or multiple 
departments across Schools, and align with University priority areas related to diversity. 
 
The Chair’s Report was accepted into the minutes. 
 
PRESENTATION, DISCUSSION, AND VOTE 
 
(Revised) Recommendations regarding NYU School of Global Public Health Policies and Procedures for 
Reappointment and Promotion for Full-Time Continuing Contract Faculty 
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See attached Document B. 
 
Senator Barnes of the School of Global Public Health reported on the revised recommendations, which includes 
the proposed addition from the T-FSC Personnel Policies & Tenure Modifications Committee listed on page 18 
of the recommendation packet. The recommendation is that in the reappointment of faculty on one-year 
contracts, the Department Chair notifies the faculty at least six months prior to termination.  
 
The revised recommendations were approved by vote of the Council. They will be sent to the T-FSC for vote at 
their next Council meeting. 
 
Return to Normal for Fall 2021 
 
Council members met in breakout sessions by committee to discuss the return to normal for fall and committees 
reported back on their discussions.  
 
The Administration & Technology Committee discussed the remote management of high stakes exam 
assessments. They also discussed the communications, training, and support for faculty in the rollout of 
Brightspace, which goes live in the fall. 
 
The Educational Policies Committee discussed concerns regarding faculty having to teach blended courses due 
to individual cases where students move into remote accommodations. They discussed working with advisors 
on this issue and also finding ways to duplicate sections to identify blended or remote course options at the 
outset. A Senator suggested that course descriptions include clarifications on which courses must be attended 
synchronously. 
 
The Benefits Committee discussed issues concerning wellness, childcare, and elder care. They also discussed 
the options for phased retirement for c-faculty. 
 
Reappointment & Promotion workload reduction 
 
Chairperson Youngerman asked Council members for feedback from their schools on workload issues related to 
reappointment and promotion. 
 
An Alternate reported the School of Professional Studies implemented a peer review and established review 
committees, which was a positive move but one that added a significant amount of work.  
 
Senators noted it would be useful to compare the processes at different schools and how workload is kept 
manageable.  
 
A Senator commented the large reappointment packets are an unintended consequence of the push to have 
more robust sources of evidence. Senators remarked on the importance of quality over quantity.  
 
askpeoplelink@nyu.edu 
 
Chairperson Youngerman noted reports on dissatisfactions with askpeoplelink@nyu.edu. Senators raised 
issues related to response wait-time and the inability to handle urgent questions or situations. A Senator 
suggested the “ombudsman” position discussed by the Council could assist as a point-person for certain 
inquiries from faculty members. 
 
COMMITTEE REPORTS 
 
See attached Document C. 
 
Discussion/Questions on the following submitted reports: 
 

mailto:askpeoplelink@nyu.edu
mailto:askpeoplelink@nyu.edu
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Faculty Benefits & Housing 

Committee Chair Renzi reported the University continues to work with Optum, the new employee assistance 
program provider, to hire an onsite counselor.  In the meantime, the employee assistance program benefits 
continue to be available remotely.  The University is looking for any feedback about the new provider and he 
encouraged Senators and their constituents to send their comments, etc. to him.   
 
Renzi announced that retirement contributions will not be reduced as a COVID impact amelioration. 
 
Reports at Meeting: 
 
Global Network University 
 
Committee Chair Ritter reported on the recent committee meeting. They discussed future expectations 
regarding remote participation in courses and potential recommendations going forward. For instance, how to 
handle remote options in cases when a student needs to meet a course requirement offered at another global 
site. The Committee generally agreed that faculty should have autonomy in these decisions related to remote 
students in their courses.  
 
It was noted the Provost stated that while faculty would be returning to in-person teaching, students may have 
other restrictions based on their location and global government restrictions. A Senator highlighted that classes 
over a certain size may have to be remote due to space and social distancing needs. It was noted there will not 
be an accommodation process for faculty teaching remotely. 
 
Senators discussed the challenges of the blended classroom environment. Senators expressed concerns with a 
movement to a policy that accommodates every modality.  
 
Finance & Policy Planning 

Committee Chair Patterson announced Annual Merit Increase (AMI) will return in the fall.  
 
She reported more information on the data and methodology on the faculty salary inversion study and the pay 
equity analysis was presented to the Committee and the Committee is reviewing the details. 
 
 
ADJOURNMENT 
 
The meeting adjourned at 11:00 AM.  
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1. Steering Committee meeting with Provost’s Office (2/18)
a. Gratitude.  We expressed gratitude for all the efforts of the Provost’s office last

Fall which we framed as, by and large, great collaborations.
b. C-Faculty Salary Structure.  The Provost’s office continues to work on the pre-

COVID salary proposals from our Financial Affairs Committee.
c. Faculty Wellness.  The Provost’s Office remains committed to this issue.

i. We offered as an example of a specific-to-C-faculty concern:
reappointment is stressful for colleagues and for the (often C-)faculty
committees who evaluate large packets.  Tensions between the desires for
rigor, integrity, and expediency.  The Provost and her team responded with
interest and concern to the idea that C-faculty packets are growing larger.

d. Return to Normal.  We spent the bulk of the meeting on this multi-headed issue.
We offered our support both in terms of policy decisions and in terms of
communication.
We passed along a few return-to-normal issues as examples of the kinds of
questions we’re beginning to hear:

i. The general push away from planned mixed attendance has been most
welcome.  And yet individual colleagues report (well-meaning) pressure to
make exceptions to allow for planned remote (and/or asynchronous)
attendance for particular students.  (N.B. This concern is perhaps as much
about empowering C-Faculty as it is about any kind of policy.)

ii. We discussed what aspects of Global/Go Local flexibility might be taken
up and continued, and what aspects could not.

iii. We raised the issue of needing to address unique in-person instruction
needs for professional schools and arts training.

iv. Faculty may have developed a pedagogical preference for a not-fully-in-
person modality (e.g. courses with multi-national focuses may benefit
from being fully remote and thus incorporating students/faculty in
multiple portals).  How, if at all, can we establish processes for developing
such courses/choosing modalities?

1. The basic response to this was that there will not be much room for
faculty to teach remotely by choice.

v. Even assuming total vaccine availability and thus in-person classes as the
default, there may be faculty who can not receive the vaccine.  Will there
be an accommodations process established as in Summer 2020, and can
faculty be involved in crafting that process?

1. The basic response to this is that there will not be an
accommodations process for Fall 2021.

2. Bylaws non-update.  The googledoc will be sent for comments shortly…. 
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3. Upcoming Meetings for the Semester 
 
If you have any issues you would like to have discussed at any of the below meetings, please 
forward your requests/comments to the Steering Committee at: 
 

c-fsc-steering-committee-group@nyu.edu 
 

a. C-FSC Council Meetings 
Thursday, February 25, 2021, 9:00-11:00 am 
Tuesday, March 23, 2021, 12:00-2:00 pm 
Thursday, April 29, 2021, 12:00-2:00 pm 

 
b. C-FSC Steering Committee 

i. C-FSC Steering Committee Meetings 
1. Feb. 25th 
2. April 16th 

ii. Meetings with the President 
1. March 8th 
2. April 26th 

iii. Meetings with the Provost 
1. May 27th 

c. University Senate 
i. Senate Meetings 

1. Thursday, March 25, 2021, 9:00 a.m. to 11:00 a.m. 
2. Thursday, April 22, 2021, 9:00 a.m. to 11:00 a.m. 

ii. Senate Executive Committee Meetings (Chair only) 
1. Monday, March 8, 11am-12pm 
2. Wednesday, April 14, 11am-12pm 

iii. Senate Executive Committee Meetings w/ Board Executive Committee (Chair only) 
1. Monday, April 12, 2021, 2:00 to 2:45 pm 

C-FSC Meeting 2/25/21, Document A, Page 2
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Continuing-Contract Faculty Council’s Recommendations 

Submitted XXX, XX 2021 

Joint Recommendations of the T-FSC & the C-FSC in regard to: 

NYU School of Global Public Health 
Policies and Procedures for Reappointment and Promotion for 

Full-Time  Continuing Contract Faculty 

BACKGROUND 

Dean Cheryl Healton initiated a review of the “Policies and Procedures for the 
Appointment, Reappointment, and Promotion of Full-Time Continuing Contract Faculty in 
the School of Global Public Health” In her transmittal memo, Dean Healton notes that 
this policy was developed over an extended time period and that the development of the 
policy involved significant faculty input. In particular the GPH Faculty Appointments and 
Promotions Clinical Committee (FAP-C) reviewed and revised the guidelines in 
collaboration with the GPH Office of the Dean and the full faculty. The most recent 
version of the guidelines was provided to faculty in advance of a school-wide meeting 
held via Zoom on October 7, 2020. The guidelines received a unanimous vote of 
approval via a Zoom poll vote at that meeting. 

Dean Healton notes that, 

the guidelines received a unanimous vote of approval via a Zoom poll vote at a 
faculty meeting held on October 7, 2020. This meeting was attended by 48 faculty 
who are eligible to vote, broken down as follows: 19 continuing contract faculty, 16 
tenured faculty, and 13 tenure-track faculty. Of the 48 eligible faculty who voted, 
48 voted in favor of adopting these guidelines; 0 faculty members abstained; and 
0 faculty members voted to reject these guidelines. These 48 faculty represented 
81.4% of the school's 59 faculty who are eligible to vote. 

As part of the process of finalizing the GPH policy for its Clinical Faculty, NYU Provost 
Katherine E. Fleming invited the C-FSC to comment on the document called: “Policies 
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and Procedures for the Appointment, Reappointment, and Promotion of Full-Time 
Continuing Contract Faculty in the School of Global Public Health”: 

At NYU, our strong tradition is for schools to develop policies that are “consistent 
with school culture and history.” Within that tradition, the Faculty Handbook 
provides that school policies will be reviewed by the Provost to determine 
“whether the substance of the policy: (i) is consistent with general University 
policy; (ii) is compatible with the University’s commitment to excellence in 
teaching, research, scholarship, or artistic achievement and service within a 
community of respectful and respected academic professionals; and (iii) has no 
adverse implications for the University. (Oct. 13, 2020)  

NOTES FROM THE C-FSC COMMITTEE ON CONTRACTS & POLICY ISSUES 

1. The following document will enumerate various comments and
recommendations to the submitted policy. The recommendations are made within
the body of the document for ease of review and discussion.

2. Our committee respectfully asks that responses to our recommendations be
made within the body of this document for ease of review. Thank you.
_______________________________________________________

-------- 

Title: Policies and Procedures for the Appointment, Reappointment, and 
Promotion of Full-Time Continuing Contract Faculty in the School of 

Global Public Health 

Revision: 7 Oct 2020 

THE NEW DOCUMENT NAME IS:  

FAP-C Guidelines_7 Oct 2020 

C-FSC Meeting 2/25/21, Document B, Page 2
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This document supplements NYU policies applicable to full-time Continuing 
Contract faculty. If any part of this document is inconsistent with NYU policies, 
the NYU policies then in effect will control. As with all University and school 
policies, this document is subject to change, and the policies in effect at the 
time of an action will apply to that action. Any future amendments to this 
document must be approved by the GPH Dean following consultation with and 
voting by GPH faculty and subsequent approval by the Provost of NYU, as 
required. 

1. Recommendation: The Five-Year Review

The policy should follow the letter and the spirit contained in the New 
York University Faculty Handbook, Faculty Policies for Full-Time 
Continuing Contract Faculty,  Effective October 15, p. 52: 

“Each school shall establish a formal process for conducting a five-year 
review of the school policy initially approved under these guidelines and 
for successive reviews of the policy and its implementation periodically 
thereafter. This review shall include a written report from the school 
Dean to the Provost, who shall consider both the substance of the policy 
as well as its implementation.” 

We strongly recommend that the above paragraph, quoted from the NYU 
Handbook, be added. 

Introduction 

Full-Time Continuing Contract faculty make a valuable contribution to the 
mission of the New York University (NYU) School of Global Public Health 
(GPH) in teaching, practice, scholarship, and service to GPH, the University, 
and the public health community.  At GPH, clinical faculty may be drawn from 
the fields of public health practice or policy, or they may also be scholars with 
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strong academic credentials, training, research, and scholarship. Continuing 
Contract faculty are hired for both their teaching abilities and their 
professional, academic, or scholarly accomplishments. Without the Continuing 
Contract faculty, many areas of professional expertise as well as scholarly 
and creative fields would be thinly represented in the GPH, if at all. The 
contributions made by the Continuing Contract faculty are therefore crucial to 
GPH’s academic and scholarly mission. This document establishes standards 
of academic excellence and provides for a comprehensive and fair review of 
faculty candidates in the processes of appointment, reappointment and 
promotion of full-time Continuing Contract faculty at GPH. These processes of 
appointment, reappointment and promotion adhere to the GPH Diversity, 
Equity, and Inclusion Guiding Principles that support systematic efforts to 
foster diversity, equity, and inclusion among our faculty. Henceforth, these 
policies shall apply to all new appointments, reappointments for existing 
contracts, and promotions.  Throughout this document these policies and 
procedures will be referred to as “the Guidelines.” 

Although Continuing Contract faculty appointments are without tenure, the 
appointments may be renewed indefinitely subject to conditions and 
processes described in this document unless otherwise stipulated in the 
contract. Continuing Contract faculty members are protected by academic 
freedom. Continuing Contract faculty may chair or sit as members of doctoral 
committees, participate and vote on all GPH committees, and participate in 
faculty governance except in matters related to appointments, tenure, and 
promotions of tenured/tenure-track faculty. 

The processes for appointment and reappointment shall reflect the 
University’s overriding commitment to enhance academic excellence and 
diversify our faculty, with the goal of providing students the best available 
educational experience. Thus, each appointment and reappointment shall be 
evaluated in light of the contribution it makes to the distinct excellence of 
GPH, and shall exemplify the University’s commitment to equitably appoint, 
retain, and promote the best faculty in all disciplines. 

The Guidelines may be amended subject to the timely distribution of any amendments 
to the Policy to the faculty, faculty discussion, and a vote on the Policy in a regularly 
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scheduled faculty meeting following procedures outlined in the GPH Bylaws. These 
amendments are further subject to review by the University Senate and Provost, and 
approval by the Dean. 

  

Section 1:     Ranked Titles, Terms of Appointment, and Qualifications for Rank 

  

At GPH, full-time Continuing Contract faculty carry the titles of Clinical 
(Assistant / Associate / Full) Professor. As noted in the University’s Faculty 
Handbook, “wherever possible, schools are encouraged to reduce reliance on 
one-year contracts.”  Initial appointments for Clinical Assistant Professors are 
typically for a duration of two years, however some initial appointments may 
be designated as one-year appointments based upon curricular needs or 
financial considerations.  Clinical Associate and Full Professors are typically 
appointed initially for a three-year term.  After the initial appointment, assistant 
faculty are eligible for reappointment for a three-year term, and associate and 
full faculty are eligible for reappointment for a three- or five-year term.  
Subsequent appointments will typically be at three years for assistant, and five 
years for associate and full professors; however, other terms may be offered 
consistent with curricular needs or financial considerations. 

 

2. Recommendation: Length of contract 

The above statement that “associate and full faculty are eligible for 
reappointment for a three- or five-year term” is not the norm for contract 
faculty policies at NYU. (Moreover, the above paragraph does not 
explain the criteria as to why a Clinical Associate or Clinical Full faculty 
would be eligible for a three-year contract as opposed to a five-year 
contract.)  

We strongly recommend that the policy explicitly state that Clinical 
Associate faculty receive a five-year contract. 

 

3. Recommendation 

Subsequent Contracts should be of at least the same length (adopted 
by: Gallatin; Institute for the Study of the Ancient World; Liberal Studies; 
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NYU Abu Dhabi; Nursing; School of Professional Studies, Tisch-Arts 
Professors). 

We strongly recommend that after Clinical Assistant Professors’ first 
three-year contract, subsequent contracts should be for at least three 
years; that after Associate Clinical Professors’ receive a five-year 
contract (not a three- or a five-year contract), subsequent contracts 
should be for at least five years; and that  Clinical Full Professors’ first 
contract should be for at least a longer contract that Clinical Associate 
(see Recommendation below). Whatever the contract length may be for 
Clinical Full, subsequent contracts should be of at least the same 
length. 

 

4. Recommendation: Contract Length for Clinical Full 

As an appointment of at least five years is the norm for Clinical 
Associate/Associate Arts/Associate Music Professor, we strongly 
recommend an increase in term of appointment for Clinical Full 
Professor; this is the case at certain schools (e.g., The Gallatin School, 
Tisch). We recommend that Clinal Full Professors receive a 7-year 
contract. 

 
“When  promoted  to  a  three-year  contract  (Assistant  Clinical 
Professors—the titles should be consistent titles in place for 
Continuing Contract faculty at the school), subsequent appointments 
shall be for at least three years. 

  
“When promoted to a five-year contract (Associate Clinical/Arts/Music 
Professors—the titles should be consistent titles in place for Continuing 
Contract faculty at the school), subsequent appointments shall be for at 
least five years. 

  
“When promoted to a seven-year contract (Full Clinical/Arts/Music 
Professors—the titles should be consistent titles in place for Continuing 
Contract faculty at the school), subsequent appointments shall be for at 
least the same length.” 
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In some cases, Clinical Assistant Professors initially hired on a one-year 
contract may be re-appointed for subsequent one-year terms, based upon 
curricular needs or financial considerations. In no case will a series of 
continuous one-year contracts exceed three years.  In the third year of 
continuous one-year appointments, the clinical faculty member will be subject 
to formal review, similar to those of faculty members on longer multi-year 
contracts. Thus, after three continuous one-year contracts, the faculty 
member will either be provided with a multi-year contract or will not be 
reappointed at all. 

5. Recommendation

We strongly recommend that Clinical Assistant Professors’ first multi-
year contract be for at least three years.  

To prevent the establishment of a permanent group of continuing 
contract faculty on one-year appointments, add language allowing for a 
transition to an appointment of at least three  years  for  faculty  on  one-
year  appointments  who  successfully  complete  a  formal review, such 
as: 

“Faculty members on continuous one-year appointments who 
successfully complete their formal review shall move to at least a three-
year appointment.” 

6. Recommendation

We strongly recommend that the following be added to the above:

“Subsequent appointments will be at least of the same length.”

In all cases and regardless of rank, reappointment is contingent upon: the 
faculty candidate meeting appropriate standards; curricular and programmatic 
need, including student enrollment; and availability of funding. 
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7. Recommendation 

We recommend that the phrase “availability of funding” be removed; this 
requirement is highly unusual; none of the approved Contract Faculty 
Reappointment & Promotion policies (listed on the Provost’s webpage) 
include this requirement. The “availability of funding” is vague and could 
easily be abused. 

 

8. Recommendation  
 
The policy should indicate that curricular or structural changes do not 
automatically warrant a denial of reappointment. Instead, the denial should 
have a rational basis, and it should include a process for determining 
whether the professor can or cannot teach under the new curriculum or 
structure. 

We strongly recommend that the following language be added (adopted 
by: Center for Urban Science and Progress; Faculty of Arts & Sciences; 
Faculty of Arts & Sciences-Language Lecturers; Gallatin; Liberal Studies; 
NYU Abu Dhabi; Nursing; Tandon; Tisch-Arts Professors; Tisch-Arts 
Teachers), which is paraphrased as follows: 

“In such an event, the review would focus on whether the faculty member 
would be able to teach in the revised curriculum and/or new academic 
structure and, if so, in what capacity. Attempts shall first be made to find a 
suitable position for the faculty member within the revised curriculum or 
structure.” 

 

With few exceptions, clinical faculty members must have earned a doctoral-
level terminal degree (or its equivalent) in the field of public health or related 
disciplines (e.g., MD, DDS, JD).  In addition, clinical faculty may have 
academic or field-based post-graduate experiences such as positions in 
government, non-government organizations, and the private sector. 

 

Section 1.1   Clinical Assistant Professor of Global Public Health (Initial 
Appointment only) 
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(1) For appointment to the Assistant Professor rank, the candidate shall show 
clear potential and evidence of high-quality performance in at least one of 
three areas of activity (teaching, public health practice, or scholarship). 

(2) Appointment as Assistant Professor carries with it the possibility, but not 
the presumption, of reappointment or promotion to higher rank. Although the 
promotion process may be initiated at any time, a full-time Assistant Professor 
at GPH is typically in rank (at GPH or another academic institution, or a 
combination of both) for six years before pursuing advancement to Associate 
Professor. 

Section 1.2   Clinical Associate Professor of Global Public Health (Initial 
Appointment and Promotion) 

  
(1)  In addition to all of the qualifications necessary for the appointment of 
Assistant Professor, the candidate for the title of Associate Professor must 
demonstrate evidence of continued high quality in teaching, public health 
practice, or scholarship, as appropriate. Associate Professors should be 
recognized public health scholars or practitioners in their specific fields of 
study or disciplines. Associate Professors must demonstrate effective 
contributions to their service responsibilities at GPH and to their profession. 
  
(2)  Appointment as Associate Professor carries with it the possibility, but not 
the presumption, of reappointment or promotion to higher rank. Although the 
promotion process may be initiated at any time, a full-time Associate 
Professor at GPH is typically in rank (at GPH or another academic institution, 
or a combination of both) for a period of six years before pursuing 
advancement to full Professor. 
 
 
9. Recommendation 

We strongly recommend that in 1.2.2 directly above, “a period of six 
years” be changed to “a period of four years.” This results in a typical 
period of 10 years rather than 12 (six at the Assistant rank and four at 
the Associate rank) before a Clinical Associate Professor can typically 
seek promotion to Full Professor rank. 
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Section 1.3   Clinical Professor of Global Public Health (Initial 
Appointment and Promotion) 

  

(1)  The rank of Professor may be granted to those who, in addition to all of 
the qualifications of the Associate Professor, demonstrate significant and 
outstanding performance in teaching, public health practice activities, or in 
individual or collaborative scholarship; and who provide service to the 
University as well as their profession. This must include achievements since 
attaining the rank of Associate Professor. They must also demonstrate 
continued effective contributions to the service responsibilities of GPH and 
their profession. 
  
(2)  The rank of Professor shall be granted only after careful consideration of 
the individual’s teaching, public health practice, scholarship, and service. 
National or international reputation among peers in the candidate’s field 
should be considered. The rank of Professor shall be granted only to faculty 
who have made significant contributions to their discipline, and for whom there 
is reasonable certainty that they will continue to make outstanding 
contributions throughout the remainder of their contract. The rank shall not be 
granted as a reward of seniority and shall be reserved as a mark of distinction 
in the candidate’s field, considering his or her contribution to scholarship and 
instruction. Notable academic achievements such as awards, invited lectures, 
and leadership roles in professional societies and advisory groups, can attest 
to this distinction. The Professor rank shall not be granted solely as 
recognition of accomplishment in administration. 

Section 2:    Duties and Standards of Performance of Continuing Contract Faculty 

The duties and standards of performance of Continuing Contract Faculty shall 
include excellence in teaching and instruction, inclusive of performance in 
classroom teaching, advising, and mentoring; quality of scholarship; quality 
and significance of service activities to the department/program, and GPH; 
and accomplishments in professional activities that are aligned with public 
health education or practice. 

Section 2.1   Teaching  

  
(1)  All Continuing Contract faculty are expected to provide high-quality 
teaching and mentoring at GPH. Teaching includes workshops, lectures and 
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seminars, courses, and course development. Mentoring includes supervising 
public health practice experiences, teaching assistants, and students in the 
field. Continuing Contract faculty advise and mentor students whose career 
paths involve educational, practice-based research/scholarship and practical 
knowledge necessary to a specialized field or profession. Mentorship activities 
may also include serving on doctoral- and master’s-level committees, and 
supervising theses and independent studies. Other types of achievements 
may also include innovative curriculum development in public health practice 
programs. 

  
(2)  Continuing Contract faculty on 12-month contracts are expected to teach 
five courses per year. Continuing Contract faculty on 9-month contracts are 
expected to teach four courses per year. With the approval of the Department 
Chair or Program Director and the Vice Dean, significant administrative duties 
and other professional activities that serve GPH and the department, or 
significant grant-related activities, may substitute for one or more courses 
during the academic year. 

Section 2.2   Public Health Practice  

  

Public health practice involves the application of scholarship, knowledge, and 
skills. Continuing Contract faculty are expected to engage in public health 
practice with outside organizations, as appropriate and in accordance with 
University policy on outside activities and conflict of interest and commitment. 
This may include working with governmental agencies, community and 
advocacy organizations, non-governmental organizations, and international 
organizations. As practitioners, Continuing Contract faculty conduct 
population-level public health initiatives throughout the world and provide 
applicable services to local, state, national, and international professional 
organizations. Public health practice includes, but is not limited to, community 
service; preparation of practice-related reports and documents; tool kits; 
testifying/legislative work; video production; extramural teaching and training; 
and committee work for public health-related organizations and agencies. 

Section 2.3   Scholarship 
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In contrast to tenured or tenure-track faculty, who must establish 
independence and who are expected to lead programs of research, 
Continuing Contract faculty are expected to engage in scholarship either as 
an individual investigator or as a member of a research team. Scholarship 
often focuses on applied public health issues, public health pedagogy or 
practice, or the adaptation of scientific discovery into real-world settings, and 
may include implementation research as well as other scientific-based 
activities.  In contrast to tenured or tenure-track faculty, there shall be no 
expectation that Continuing Contract faculty engage in research or 
scholarship that constitutes original contributions to a body of work or to the 
knowledge base of a disciplinary field or area of inquiry, although their 
scholarly work may do so.  
  

Scholarship includes (a) submission of funding applications (as PI, MPI or Co-
I, in accordance with NYU regulations) to government, foundation, and private 
sources and sponsors; (b) publication of peer-reviewed papers, books, book 
chapters, white papers, reports, and other research and scholarly works 
(which may or may not be peer-reviewed); and (c) invited lectures and 
contributions to scientific meetings. 

Section 2.4   Service 

  

Continuing Contract faculty are expected to provide service to their profession 
and contribute to GPH in a service capacity through activities such as: 
participation in internal governance at GPH and the University; leadership 
roles and active participation in professional organizations, and on boards of 
organizations; service on scientific review panels or other activities such as 
peer-review for journals; and serving on committees of scientific societies. 

Section 3:    Procedures for Initial Appointment of Continuing Contract Faculty 

  
The process of making an initial appointment includes four steps.  
  
(1)  The department or program (hereafter referred to as “the department”) 
Faculty Search Committee, after consulting with faculty in the department, 
shall make a recommendation to the Department Chair or program director 
(hereafter referred to as “the Department Chair” or “Chair”). 
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(2) If the Department Chair concurs with the recommendation, he/she shall
send the recommendation and the candidate’s CV to the Faculty
Appointments and Promotion - Clinical Committee (FAP-C).

(3) The FAP-C Committee shall make a determination as to whether the
proposed rank of the candidate (i.e., Assistant, Associate or Full Professor) is
consistent with his/her qualifications, and submit the decision to the chair of
the Faculty Search Committee, the Department Chair, the Vice Dean, and the
Dean.

(4) The Dean makes the final appointment decision.

Section 3.1   Department Faculty Search Committee (FSC) 

A Faculty Search Committee (FSC) is an ad-hoc committee that shall be 
composed of at least three faculty members, the majority of whom are 
Continuing Contract faculty; this may require the Chair to seek appropriate 
Continuing Contract faculty outside their department.  The Department Chair 
shall appoint the committee and name the chair.  The FSC shall work with 
Human Resources (HR) to develop the job description, and to advise HR on 
posting sites with an emphasis on attracting diverse candidates. Searches 
must be conducted in accordance with the University Recruiting and Hiring 
Policy and Procedure for Full-Time Faculty and for Professional Research 
Staff. After the candidate interview process is completed and a preferred 
candidate identified, the FSC Chair shall submit the following materials to the 
Department Chair. 

(1) The candidate’s curriculum vitae (CV);

(2) A personal statement or cover letter (typically 2-3 pages) from the
candidate (addressing the candidate’s teaching, public health practice,
research/scholarship, and service);

(3) A summary (typically 1-2 pages) from the FSC chair, which shall include
the recommended faculty rank (i.e., Assistant, Associate or Full Professor).

(4) If the Department Chair concurs with the FSC recommendation, he/she
shall send the recommendation along with the candidate’s CV to the FAP-C.
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Section 3.2   Faculty Appointments and Promotions-Contract Committee 
(FAP-C) 

 

(1)  The FAP-C Committee shall review and vote on the recommendation for 
the candidate’s rank put forth by the FSC and the Department Chair. The 
FAP-C Committee voting procedures must be closed (by secret ballot). 
Electronic balloting is permissible. Abstentions shall be noted as such. 
  
(2)  The Dean shall have the authority to address the FAP-C Committee and 
the FSC regarding the applicant’s proposed appointment or rank at any time 
during the review process. The FAP-C Committee chair may also request that 
the FSC chair address the full FAP-C Committee regarding the proposed 
faculty rank. Upon conclusion of the vote, the chair of the FAP-C Committee 
shall send a tally of the vote, including the number of abstentions and minority 
votes, to the Department Chair, the Vice Dean and the Dean. 

 
(3)  The Dean takes into consideration the vote of the FAP-C committee.  The 
Dean shall make the final decision on the appointment and the rank. 

Section 3.3   Notification of Decision 

  

In the case of a positive decision by the Dean to make an offer of 
appointment, the Dean shall notify the Department Chair, and the Department 
Chair shall begin the hiring process. In the case of a decision to not appoint, 
the Dean shall notify the Department Chair of the decision with the reasons 
thereof. 

Section 4:     Review Process and Procedures for Reappointment of 
Continuing Contract Faculty 

Section 4.1   Overview 

(1)  Decisions to reappoint take into account curricular or structural changes and 
improvements in academic programs as well as teaching demand associated with 
enrollment, and fiscal considerations. Even in those cases in which a candidate 
satisfies the appropriate standards of achievement, the decision to reappoint may be 
impacted by curricular and structural changes in academic programs within GPH, or 
fiscal considerations internal and external to GPH. In the case of changes to 
academic programs, the review considers whether the faculty member is able to 
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teach in the revised curriculum or new academic structure, and if so, in what 
capacity.  If a determination is made that the faculty member is unable to teach in the 
revised curriculum or the new academic program then a full explanation will be 
provided to the faculty member. 

(2) Where a position is to be eliminated at the end of the contract term,
and there is no similar position open, there is no reappointment process.
However, the faculty member may request a performance review for
career development to be conducted within a time framework specified
by the school.

10. Recommendation

The policy should indicate that curricular or structural changes do not 
automatically warrant a denial of reappointment. Instead, the denial 
should have a rational basis, and it should include a process for 
determining whether the professor can or cannot teach under the new 
curriculum or structure. 

We strongly recommend that the following language be added to the 
preceding paragraph (4.1.2) (paraphrased from the following policies: 
Center for Urban Science and Progress; Faculty of Arts & Sciences- 
Clinical Faculty; Faculty of Arts & Sciences-Language Lecturers; 
Gallatin; Liberal Studies; NYU Abu Dhabi; Nursing; School of 
Professional Studies; Tandon; Tisch-Arts Professors; Tisch-Teachers): 

“In the event of curricular or programmatic changes that might 
jeopardize faculty reappointment, the review would focus on whether the 
faculty member would be able to teach in the revised curriculum and/or 
new academic structure and, if so, in what capacity. Attempts shall first 
be made to find a suitable position for the faculty member within the 
revised curriculum or structure.” 

(3) In accordance with University Bylaws, Section 87(b), Contracts and
Titles, the appointment of Continuing Contract faculty automatically
terminates at the close of the period of time stipulated in the contract,
unless there is an official notice of renewal. By signing the contract,
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appointees acknowledge that they have received adequate notice of 
their termination date. Thus, reappointment can be achieved only by a 
school’s taking affirmative action to do so. 

11. Recommendation

We strongly recommend that the following sentences be deleted:

“By signing the contract, appointees acknowledge that they have 
received adequate notice of their termination date. Thus, reappointment 
can be achieved only by a school’s taking affirmative action to do so.” 

This requirement is highly unusual and is not found in the NYU Faculty 
Handbook or in any of the approved Contract Faculty Reappointment & 
Promotion policies (posted on the Provost’s webpage). We note that this 
policy is for “Continuing-Contract” faculty members (emphasis added). 
The contract should note, as is the norm, that the contracts are 
renewable. 

12. Recommendation

The final two sentences in 4.3 suggests that silence from the school 
cannot be interpreted unambiguously and could be interpreted to mean 
one of two things: either a delayed reappointment decision or a decision 
to not reappoint, without a formal review. In the interest of fairness to 
the clinical faculty member, we suggest the school take affirmative 
action in either instance, and we recommend adding the following text, 
in place of the final two sentences of 4.3:  

“After formal review, Clinical Faculty will be informed in the penultimate 
year of their contract whether or not they will be re-appointed.” 

Section 4.2.  Reappointment of Faculty on One-Year Contracts 
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(1) For faculty on one-year contracts, the reappointment process is the
annual review by their department chairs. This evaluation is primarily
based on the candidate’s Performance Activity Form, which documents
teaching, practice, research/scholarship, and service to the department,
GPH and the University at large, and to the public health community.
The Department Chair appraises the annual Performance Activity Form,
curriculum vitae, and teaching evaluations.

(2) The Department Chair submits a recommendation for
reappointment to the Vice Dean, with final review by the Dean. The
Dean makes the final reappointment decision, and the Department
Chair so notifies the faculty at least four months prior to termination of
the appointment, for example, by September 1 for an appointment
terminating December 31.

13. Recommendation

We recommend that the Department Chair notifies the faculty at 
least six months prior to termination. The last sentence should 
read, 

“The Dean makes the final reappointment decision, and the 
Department Chair so notifies the faculty at least six months prior 
to termination of the appointment.” 

14. Recommendation

We strongly recommend adding to 4.1.1: Clinical faculty in the first or 
second consecutive one-year contract must submit their Performance 
Activity Form to their department chair at least sevenfive months prior 
to the end of their contract, to allow sufficient time for the terms laid out 
in 4.2.2 directly above. 

(3) Faculty on one-year appointments may be reappointed to single-
year or multi-year contracts, depending on curricular or structural needs
in academic programs, teaching demands associated with enrollment,
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and fiscal considerations.  As noted earlier in Section 1, the maximum 
number of continuous one-year contracts is three years.  

15. Recommendation

We strongly recommend adding the following text to the paragraph 
immediately above (4.2.3):  

“As also stipulated in Section 1, faculty in their third one-year contract 
will be subject to the same formal review procedures as faculty on 
longer multi-year contracts. Subsequently, they will either be terminated 
or appointed to a multi-year contract after their third one-year contract.” 

Section 4.3   Reappointment of Faculty on Multi-Year Contracts 

(1) At the beginning of each academic year in the fall, the FAP-C will
establish the Faculty Reappointment Committee (FRC).  The FRC, a
majority of whose members will be Continuing Contract faculty, will be
constituted as a sub-committee of the FAP-C committee.  This FRC
subcommittee will be composed of a minimum of three faculty
members, drawn from the membership of FAP-C.  Members of the FRC
will be elected by the full FAP-C.  The results of the vote will be
recorded in the minutes of the first FAP-C meeting of each term.  Any
vacancies in the FRC will be filled by a vote of the FAP-C.  Alternates
for the FRC will be identified so that there are sufficient members
available from each faculty rank to constitute a committee in which all
members are at or above the rank of the candidate faculty member
being considered for reappointment.

(2) The FRC will publish a widely-available calendar of school-level
reviews of reappointments, and will communicate to faculty members a
fair and timely notice of a review to take place.

16. Recommendation

We recommend that the calendar of school-level reviews of 
reappointments be included in this policy - as is the usual custom of 
NYU school contract faculty reappointment and promotion policies.  
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17. Recommendation 
 

Add language similar to: 

  
“During the first week of the academic year in the penultimate year 
of an appointment, faculty members receive notification that she/he 
is up for review.” 
 

  
(3)  Review for reappointment/non-reappointment is conducted in the 
penultimate year of the initial term of appointment and shall be 
completed by the end of that penultimate year. For Continuing Contract 
faculty on multi-year contracts, the process begins with the Department 
Chair’s review of the candidate’s Performance Activity Form for all years 
in the current contract, curriculum vitae, and teaching evaluations, 
student evaluations (if these are different than teaching evaluations) 
other materials, as appropriate (e.g., curricular or practice products, or 
evidence of research engagement and productivity), and the candidate’s  
statement summarizing their strengths and accomplishments in 
teaching, research/scholarship, service and practice.  A formal review of 
these materials and the Chair’s recommendation is then conducted by 
the FRC.   
  
(4)  The FRC submits a written report to the Dean, which includes the 
tally of the vote to affirm, reject, or amend the Department Chair’s 
recommendation.  The votes are by secret ballot and may be conducted 
electronically.  Where there is difference of opinion, the report may 
include a minority opinion.  The Dean reviews the recommendations of 
the Department Chair and the FRC and makes the final reappointment 
decision. 
  
(5)  If the Dean's decision is contrary on appointment or length of 
contract to that of the FRC or the Department Chair, the Dean will 
provide the FRC and the Department Chair with the reasons. The 
Department Chair and the committee will then have ten business days 
in which to provide further information or counter-argument before the 
Dean's decision is finalized. The Dean notifies the faculty member in 
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writing of the final decision, and in the case of a non-reappointment 
decision, with reasons thereof.   

18. Recommendation

We recommend that the phrase “in writing” be added so that the 
above sentence reads, “If the Dean's decision is contrary on 
appointment or length of contract to that of the FRC or the 
Department Chair, the Dean will provide the FRC and the Department 
Chair with the reasons in writing.” 

(6) In the case of a negative review, the final year of the contract
becomes the terminal year of the appointment.

(7) A faculty member who will not be reappointed will be notified of
his/her non-reappointment within that same penultimate year.

(8) Upon request, the timing of a review may be delayed by stopping
the contract clock for reasonable cause that has been approved by the
Department Chair and the Dean, for example for medical reasons, for
hardship related to caregiving responsibilities, or by contractual
stipulation or negotiation.

19. Recommendation

Specify the grounds for and process of the contract clock by adding 
language satisfying the following from the New York University 
Guidelines for Full-Time Continuing Contract Faculty, issued June 12, 
2014, revised December 15, page 6: 

“Each school process for review of full-time multi-year contracts of 
three years or more, including promotion reviews, must include:  the 
grounds for stopping the contract clock for reasonable cause, e.g., 
medical, personal, as primary caregiver for child, spouse, parent, same-
sex domestic partner, or by contractual stipulation or negotiation….” 
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20. Recommendation 

Clarify that on appeal of a negative decision regarding reappointment or 
promotion by the dean that the candidate will have access to the 
Review/Promotion Committee’s full report, including its 
recommendation and any comments from the faculty, by adding the 
following language: 

“In all cases of an appeal to a negative decision related to 
reappointment or promotion by the Dean, the candidate will have access 
to the Review/Promotion Committee’s full report, including its 
recommendation with the expectation that the Committee will protect  
information provided in confidence.” 

 

Section 5:     Review Process and Procedures for the Promotion of Continuing 

Contract Faculty 

Section 5.1   Overview 

Promotion of Continuing Contract faculty at GPH from Assistant to Associate 
Professor and from Associate Professor to full Professor involves a rigorous 
process that applies the highest standards of academic excellence. The 
process may coincide with a reappointment review. It begins at the 
department level. Each department should constitute a standing Departmental 
Promotion Committee for Continuing Contract Faculty (DPC) composed of 
three members, a majority of whom are Continuing Contract faculty whenever 
possible. Given that promotion deliberations should be carried out by faculty 
at or above the rank of the candidate, departments should also identify 
alternate members of the DPC in order to meet requirements of the DPC 
composition: a majority of the members should be Continuing Contract faculty 
and all should be at or above the rank of the candidate. If a department or 
program has insufficient numbers of faculty to constitute the DPC the Chair 
may look outside the department for appropriate members.  

 

21. Recommendation 
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We strongly recommend that the majority of the committee should be 
made up of elected, not appointed, members. 

 

22. Recommendation 

Add a statement indicating that the majority of the committee, when 
possible, should be made up of Continuing Contract faculty members. 

 

The DPC reviews the faculty docket, collects external evaluations, and 
submits a summary and recommendation to the Department Chair. The Chair 
then writes a recommendation letter and convenes a confidential vote of 
eligible department faculty. If the majority vote is to promote the faculty 
member, the Chair transmits the docket to the FAP-C Committee for review. 
FAP-C considers the material and submits its report and recommendation to 
the Dean, who makes the final decision. Every effort will be made to complete 
the promotion process within the academic year in which it was begun.  
Furthermore, it should be noted that a negative promotion decision is distinct 
from any reappointment decision; it is possible for a candidate denied 
promotion to continue in the same rank at GPH. 

 

23. Recommendation 

We strongly recommend adding the language (adopted by: Faculty of 
Arts & Sciences-Clinical Faculty; Faculty of Arts & Sciences-Language 
Lecturers; Gallatin; Institute for the Study of the Ancient World; Liberal 
Studies; NYU Abu Dhabi; NYU Shanghai; School of Professional 
Studies; Tandon) just following the sentence in the above paragraph 
that ends with “... the Dean, who makes the final decision.”  

This  language detailing the process governing the creation of the 
review committee’s report, similar to that found on the FAS website, 
“Procedures for Reappointment and/or Promotion” for clinical faculty 
(http://as.nyu.edu/object/aboutas.pp.assocdean.recuitment.html), 
reads as follows: 

  
“The review may be written by one or more members of the Review and 
Reappointment Committee, but all members of the committee should 
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read the review before it is submitted to the Dean. The review should 
represent a collective judgment of the committee or, in the case of a 
divided opinion, a majority of the committee. If there is a division of 
opinion, the minority opinion should be appended to the majority 
review.” 

 

24. Recommendation 

We note that under 4.3 of this policy draft (under “Reappointment of 
Faculty on Multi-Year Contracts”), the paragraph below is already 
included with regard to reappointment. 

We strongly recommend that the same language be placed under this 
section with regard to promotions: “Review Process and Procedures for 
the Promotion of Continuing Contract Faculty,” 

“If the Dean's decision is contrary on appointment or length of contract 
to that of the FRC or the Department Chair, the Dean will provide the 
FRC and the Department Chair with the reasons. The Department Chair 
and the committee will then have ten business days in which to provide 
further information or counter-argument before the Dean's decision is 
finalized. The Dean notifies the faculty member in writing of the final 
decision, and in the case of a non-reappointment decision, with reasons 
thereof.”  

This recommendation (adopted by: Center for Urban Science and 
Progress; Gallatin; Stern; NYU Abu Dhabi) is adapted from the FAS 
website, “PROCEDURES for Reappointment and/or Promotion” for 
clinical faculty: 
http://as.nyu.edu/object/aboutas.pp.assocdean.recuitment.html): 

“If the school Dean's decision is contrary on appointment, title, or length 
of contract to that of the Review and Reappointment Committee or the 
Promotion Committee or the divisional dean, the Dean will provide the 
committee with the reasons in writing. The committee members will then 
have ten days in which to provide further information or counter-
argument before the Dean's decision is finalized.” 
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Section 5.2  Role of the Department Chair and the Department 
Promotions Committee (DPC) 

(1) A faculty member may seek promotion through self-nomination; may be
nominated for promotion by another faculty member of the department; or
may in conjunction with reappointment review be nominated for promotion by
the Department Chair.

(2) The Department Chair appoints an ad hoc Department Promotions
Committee (DPC), composed of three faculty members, a majority of whom
are Continuing Contract Faculty at the same or higher rank than the intended
promotion rank. Only full professors may evaluate individuals for promotion to
professor. Only full professors and associate professors may evaluate
individuals for promotion to associate professors.  Departments with fewer
than two clinical full professors (for a candidate being considered for
promotion to full professor) will draw upon eligible Continuing Contract faculty
members from other GPH departments at the rank of full professor as needed.

25. Recommendation

We strongly recommend that at least some of the members of the 
Department Promotions Committee (DPC) be composed of elected 
faculty members. This is the norm in many contract faculty policies. 

(3) If the Department Chair is the candidate for promotion, the Vice Dean
serves in the role typically conducted by the Chair.

(4) The “promotions packet” (also referred to as a portfolio, dossier, or
docket) of materials prepared by the candidate is processed for review by the
Committee.  The packet is described below, Section 5.5.

(5) The review of the promotions packet includes a full and thorough
assessment of the candidate’s record of achievement in: teaching, public
health practice, scholarship, and service. The DPC evaluation should not be
an advocacy document; it should strive to provide a fair assessment of the
strengths and weaknesses of the candidate. The evaluation should indicate,
with specific reasons, the basis for the departmental recommendation.
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(6)  The DPC submits a recommendation to the Department Chair. If the 
Department Chair is the candidate for promotion, the DPC forwards the 
recommendation directly to the Dean and the Vice Dean. 
  
(7)  If the DPC recommendation is negative, the Department Chair advises the 
candidate, with reasons thereof. The candidate may withdraw his or her 
promotion packet at this point, or permit the promotion application to go 
forward to a departmental faculty vote.  If the DPC recommendation is 
positive, the Department Chair writes a recommendation letter and proceeds 
with a departmental faculty vote.  
  
(8)  If the vote to promote the faculty member is passed by the majority of the 
department, defined as half (50%) of the eligible faculty plus one, the 
Department Chair transmits the results of the faculty vote and the promotions 
packet and his/her recommendation to the FAP-C. 

Section 5.3     Department Faculty Vote 

(1)  Faculty who are eligible to vote are the department’s tenured, tenure-
track, and Continuing Contract faculty at the same or higher rank to which the 
candidate is being promoted. Votes by the eligible faculty must be by a closed 
(secret) vote, and electronic balloting is permitted. 
  
(2)  Prior to the vote, all eligible voting members of the department will be 
provided with access to the candidate’s CV, personal statement, 
Departmental Promotions Committee summary letter, and the Chair’s letter. 
The evaluator letters are not distributed to the eligible voting members. 
  
(3)  A reasonable effort must be made to enable eligible departmental faculty 
who are on leave to receive all relevant materials, to participate in the meeting 
and discussions of the case, and to vote. When faculty members are unable 
to attend the meeting because of a leave or other absence, they should be 
invited to make their views and opinions known to the other eligible members 
through written or electronic communication. Any vote by an absent eligible 
faculty member regarding promotion must be recorded separately to 
distinguish it from votes made with the benefit of the open discussion of the 
case. Oral voting by an absent faculty member is not permissible, and any 
vote by an absent faculty member must be supported by written or electronic 
communication. 
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Section 5.4   DPC Selection of Outside Evaluators 

(1) External evaluators must be sought for faculty being promoted to
Associate or Full Professor.

(2) The DPC identifies five to ten possible evaluators who can assess the
candidate's teaching, public health practice, research/scholarship, and
service; from this list, at least three evaluations should be obtained.

(3) Evaluators will normally hold a clinical or tenured position (as a full
professor, in an instance of promotion to full professor), in an institution
of recognized distinction as a research university, or in a position of
equivalent rank in a non-academic institution (e.g., laboratory,
government agency, or research institute).

(4) Evaluators should be recognized leaders in the candidate's discipline.
They should be representative of their subject, broadly defined, and not
drawn exclusively from extremely narrow interest groups or
specializations. For example, if one of the candidate’s central strengths is
research, then at least one of the three evaluators must be a public
health researcher/scholar identified with broader sectors of the research
area in question. The list of evaluators need not be restricted to those at
United States institutions; if appropriate, evaluations should be solicited
from abroad. Suggestions for external reviewers should not be solicited
from colleagues of the candidate.

(5) Evaluators cannot be suggested by the candidate; nor can the suitability
of potential evaluators be discussed with the candidate. The evaluator must
not be a scholar with whom the candidate has been closely associated,
such as a thesis advisor, co-author, or another close associate. Individuals
listed on the candidate's curriculum vitae as personal or professional
references are not eligible to serve as outside evaluators. If the department
should inadvertently solicit an opinion from someone it later learns was
close to the candidate, or whom the candidate independently suggested,
note of that fact must be made in the department report, and another
evaluator must be sought.

26. Recommendation
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Consider offering a time-frame for exclusion of possible evaluators. 
Otherwise, if someone has had a substantial career and worked  
productively in the past with many others in the field, they would be 
disadvantaged in comparison to candidates whose work has been more 
solitary. We recommend 7 and 10 years for promotions to associate and 
full, respectively.  
 
 
(6)       Candidates may identify one or two scholars who they believe would 

not – for professional or personal reasons – provide a balanced 
evaluation. They must state in writing the reasons for this belief. The 
department chair and the Dean are not required to accept a candidate's 
request to exclude a scholar as an evaluator. 

 
(7)       As a professional courtesy, evaluators should be given a minimum of 

six weeks to submit their evaluations. 
  
(8)       The preliminary materials reviewed by the DPC must include a list of 

all potential evaluators who were asked to write on behalf of the 
candidate, including those who declined, and those (if any) identified by 
the candidate as inappropriate. All departmental communications (e.g., 
solicitation letters) with potential evaluators should be documented and 
included in the docket. 

  
(9)       A letter from the department chair is sent to the possible reviewers 

requesting that they confirm their willingness and availability to provide a 
thorough evaluation by a specified date. If the evaluator does not agree 
to conduct the review, then another name is chosen from the list supplied 
by the DPC. The names of the evaluators and the letters themselves 
should be held in the strictest confidence and may be shared only with 
the DPC, the Department Chair, the Dean, and the Provost’s Office, as 
required. 

  
(10)    All evaluators should be provided with a file that includes the 

candidate’s CV; personal statement of teaching, public health practice, 
research/scholarship, and service; and three representative publications. 
A copy of the relevant sections of these guidelines, drawn from Sections 
1 and 2, shall also be included to guide the evaluator’s assessment.  

Section 5.5   Promotions Packet 
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The Promotions Packet reviewed by the DPC shall include the following: 

(1) Candidate’s current curriculum vitae (CV).

(2) Candidate’s 2-3 page personal statement, which addresses his/her
teaching, public health practice, scholarship, and service to GPH and the
field of public health.

(3) The candidate’s course listings, sample syllabi, and teaching
evaluations, as applicable since his/her initial appointment or last
promotion. This can also include course development and innovation,
instructor development, peer observations, and evidence of continuing
influence upon students.

(4) Copies of the candidate’s current key publications (up to three) and
other supporting documentation (e.g., published academic book reviews
of the candidate's work, videos, clinical trial protocols, etc.).

(5) At least three evaluation letters from external reviewers.

Section 5.6    Role of the FAP-C Committee 

(1) The FAP-C Committee convenes to review the candidate’s promotion
packet, the DPC’s recommendation, the Department Chair’s letter of
recommendation, and a tally of the departmental faculty vote.

(2) The FAP-C Committee discusses the material and a closed vote is taken
(it may be electronic).  Although the discussion is open to all FAP-C
Committee members, the vote is restricted to those members whose faculty
rank is at or above the rank of the candidate being voted upon.

(3) The Chair of the FAP-C Committee presents the recommendation and the
tally of the FAP-C Committee’s vote to the candidate’s Department Chair, the
Dean, and the Vice Dean.

27. Recommendation
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We strongly recommend a new section to be inserted between 5.6.2 and 
5.6.3 above (adopted by: Faculty of Arts & Sciences-Clinical Faculty; 
Faculty of Arts & Sciences-Language Lecturers; Gallatin; Institute for 
the Study of the Ancient World; Liberal Studies; NYU Abu Dhabi; NYU 
Shanghai; and Tandon): 

 
Add language detailing the process governing the creation of the 
review committee’s report, similar to that found on the FAS website, 
“Procedures for Reappointment and/or Promotion” for clinical faculty 
(http://as.nyu.edu/object/aboutas.pp.assocdean.recuitment.html), 
adapted as follows: 

  
“The review may be written by one or more members of the Review and 
Reappointment Committee, but all members of the committee should 
read the review before it is submitted to the Dean. The review should 
represent a collective judgment of the committee or, in the case of a 
divided opinion, a majority of the committee. If there is a division of 
opinion, the minority opinion should be appended to the majority 
review.” 
 

Section 5.7   Role of the Dean 

  
(1)  The Dean reviews the full docket, and the reports and recommendations 
of the Department Chair and the DPC and FAP-C Committees, and the 
departmental faculty vote, and makes a final promotion decision. 
  
(2)  The Dean conveys his or her decision to the FAP-C Committee and the 
Department Chair, who then conveys the decision to the candidate in writing. 
  
(3)  If the Dean's decision is contrary to that of the Department Chair or the 
FAP-C, the Dean will provide the Department Chair and the committee with 
the reasons. The Chair and the committee members will then have ten days in 
which to provide further information or counter-argument before the Dean's 
decision is finalized. 

Section 6:     Grievance Procedures for Reappointment or Promotion Decisions 

Section 6.1   Overview 
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GPH adheres to the grievance policies as provided in the GPH Faculty Bylaws 
and the NYU Faculty Handbook Grievance Procedures.   

Section 6.2   Basis for Grievance 

  
With respect to grievances related to reappointment or promotion, outcomes 
of the review process or decisions reached through the review process can be 
grieved only to the extent that they involve a violation of the University-
protected rights of faculty members. Thus, a grievance must allege that (1) the 
procedures used to reach the decision were improper, or that the case 
received inadequate consideration; or (2) that the decisions violated the 
academic freedom of the faculty member in question, in which case the 
burden of proof falls to the grievant. 

Section 6.3   Who Can Grieve 

(1)    In accordance with the NYU Faculty Handbook, Continuing Contract 
faculty who are not eligible for reappointment cannot grieve a decision not 
to reappoint.  Individuals on multi-year contracts who are subject to a 
review process to determine whether they are to be reappointed have a 
right to grieve the process in the event it leads to a negative decision with 
respect to reappointment or promotion or the terms of reappointment or 
promotion; and they are entitled to grieve in the event they are denied 
reappointment without review for reasons other than elimination of the 
position. Continuing Contract Faculty who are subject to a review process 
to determine whether they are to be promoted have a right to grieve the 
process in the event it leads to a negative decision. 

 

28. Recommendation 

We strongly recommend that the following phrase be deleted: “for 
reasons other than the elimination of a position.”  

Also, see Recommendation 8 (under Section 1) and 10 (under Section 4.1). 
 
The elimination of a position does not automatically warrant a denial of the 
grievance process, and should be considered a basis for grievance just as 
other processes are that lead to non-renewal of a contract. This phrase is 
unusual and is not stated in the Faculty Handbook, nor is it stated in any 
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of the approved Contract Faculty Reappointment & Promotion policies 
listed on the Provost’s webpage.  

An elimination of a position should have a rational basis, and it should 
include a process for determining whether the professor can or cannot 
teach elsewhere in the curriculum. 

We strongly recommend that the following language be added (adopted 
by: Center for Urban Science and Progress; Faculty of Arts & Sciences; 
Faculty of Arts & Sciences-Language Lecturers; Gallatin; Liberal Studies; 
NYU Abu Dhabi; Nursing; Tandon; Tisch-Arts Professors; Tisch-Arts 
Teachers), which is paraphrased as follows: 

“In such an event, the review would focus on whether the faculty member 
would be able to teach in the revised curriculum and/or new academic 
structure and, if so, in what capacity. Attempts shall first be made to find a 
suitable position for the faculty member within the revised curriculum or 
structure.” 

(2) Faculty on continuous one-year appointments are entitled to grieve the
process in the event the third-year review leads to a negative decision;
and they are entitled to grieve the process in the event they are not
reappointed after a third year review when a review had been explicitly
promised in connection with the possibility of reappointment subject to it,
but was not undertaken for reasons other than elimination of the position.

29. Recommendation

Again, we strongly recommend that the following phrase be deleted: “for 
reasons other than the elimination of a position.” See Recommendation  
8 (under Section 1), Recommendation 10 (under Section 4.1), and 
Recommendation 27 above. 

The elimination of a position does not automatically warrant a denial of the 
grievance process, and should be considered a basis for grievance just as 
other processes are that lead to non-renewal of a contract. This phrase is 
unusual and is not stated in the Faculty Handbook, nor is it stated in any 
of the approved Contract Faculty Reappointment & Promotion policies 
listed on the Provost’s webpage.  

C-FSC Meeting 2/25/21, Document B, Page 32



33 

Section 6.4  School Grievance Process 

(1) In the case of all grievances, the candidate should first confer with his/her Department 

Chair to seek an informal resolution or explanation of the decision. In instances where 

the grievance is with the Chair, the candidate may confer with the Dean who will also 

seek an informal resolution, which shall include mediation.  If not settled informally and 

through mediation, the candidate may submit a written request to the Dean to convoke 

the GPH Grievance Committee to hear grievances in order to advise the Dean. The Dean

shall convoke the committee within fifteen working days of receiving the faculty 

member’s appeal. An exception to this may be made only with the consent of the 

grievant, the Dean, and the Provost. 

(2) The Grievance Committee shall consist of senior level faculty, that is, tenured 

professors and clinical full professors who are full‐time GPH faculty. Members of the 

Grievance Committee shall not include deans, department chairs, program directors, or

any faculty member whose primary assignment is administrative. All members of the 

Grievance Committee shall be elected by the faculty for a three‐year term. Five 

members shall be elected and two additional members shall be elected to serve as 

Alternates. The number of Grievance Committee members assembled to hear any

particular case shall be no more than five, consisting of three tenured full professors 

and two clinical full professors. 

30. Recommendation

We strongly recommend that the majority of the committee should be 
made of clinical faculty members. Replace the following phrase: “shall be 
no more than five, consisting of three tenured full professors and two 
clinical professors,” with the following: “shall be at least three and no 
more than five, consisting of a majority of clinical full professors.” 

(3) Alternate members of the committee may be called to hear a case if a primary member 

of the committee is recused because of a real or apparent conflict of interest. A conflict 

of interest exists when a committee member cannot serve objectively or when a 

member would derive a personal benefit from the outcome of the committee’s

decisions or actions.  An apparent conflict of interest may exist whenever an 
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independent observer might reasonably question the impartiality and objectivity of a 

Grievance Committee member’s actions or decisions due to considerations of personal 

gain, including but not limited to financial, scientific, or other.  Examples of conflicts of 

interest include, but are not limited to, having a personal relationship with the grievant; 

serving as a current or previous mentor (either formally or informally); and 

collaborating on a current or previous grant, research/scholarly project, or scholarly 

publication.  Grievance Committee members should notify the Dean immediately if they 

have a real or apparent conflict in any grievance case and recuse themselves from 

serving.   

 

(4)    At the beginning of the academic year (on or near September 1st), the Grievance 

Committee shall meet and elect a Chairperson. The Secretary of the Faculty shall assist 

the Committee in conducting its business. The committee and Secretary of the Faculty 

may ask for assistance from the Office of the Provost and the Office of General Counsel, 

as appropriate, with respect to procedural issues. 

  

(5)    The GPH Grievance Committee, which is advisory to the Dean, does not judge the 

professional merits of the case, but considers the grounds specified above in Section 

6.2, and submits its findings and recommendations to the Dean.  After obtaining the 

recommendation of the grievance committee, the Dean shall decide the case and in 

writing shall notify the concerned parties and the grievance committee of his or her 

decision, together with reasons thereof, and provide the grievant a summary of the 

Grievance Committee’s report and information on the process for appeal. 

 

31. Recommendation 
 
We strongly recommend that the summary of the Grievance Committee 
provided to the grievant be provided by the Grievance Committee. The 
final sentence above should read: 
 
“...the Dean shall decide the case and in writing shall notify the 
concerned parties and the grievance committee of his or her decision, 
together with reasons thereof, and include a summary of the 
committee’s report provided by the committee and information on the 
process for appeal.” 
  

(6)    If the committee’s report is accepted by both the grievant and the Dean, the 

matter shall be considered settled. However, if the Dean shall deny any 

findings of fact, or refuse to implement suggestions by the committee made 
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as a part of the committee's recommendations on the disposition of a case, 

the Dean is required to reply in writing giving in detail his or her reasons. This 

memorandum must be sent both to the grievant and to the committee. 

32. Recommendation

Add the following language: 

“As a standing committee of the faculty, it must regularly report to the 
faculty on the number of cases heard or under study.” 

Section 6.5   Appeal 

In the event the decision of the Dean is not to reappoint or promote, an appeal can be made 

to the Provost, following the procedures enumerated in the Faculty Handbook. Appeals from 

a Dean’s decision can be made only on the following grounds: (a) that the procedures used 

to reach the decision were improper, or that the case received inadequate consideration; or 

(b) that the decisions violated the academic freedom of the person in question, in which case 

the burden of proof is on the faculty member.

  The Guidelines were voted on by eligible faculty at a Faculty Meeting of the School of Global 

Public Health on Oct. 7, 2020.  Among the 50 faculty who voted, 48 voted in favor of 

adopting these guidelines and 2 faculty members abstained; no faculty member voted to 

reject these guidelines as presented.  These 50 faculty represented 82% of the school’s 61 

faculty. 
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Committee on Faculty Benefits and Housing 
Report to the C-FSC meeting of February 25, 2021 

Harry Chernoff, Chris Dickey, Michael Ferguson, Vittoria Flamini, Robin Mitnick 

Vincent Renzi, chair 

The streamlining of retirement plan investment options is on schedule for April 1, 
2021.  The University will be sending information to participants by both U.S. Mail and 
e-mail around March 1st.

The long-planned implementation of health reimbursement accounts for 
Medicare-eligible retiree medical plans is now underway.  More details to follow as this 
initiative progresses. 

New federal legislation will provide improvements to flexible spending accounts.  
More details to follow once the University receives the new IRS guidelines. 

The University asked United Health Care to move our account to a new, 
nationally based account team.  A meeting of the joint Benefits Committees will be 
arranged for us to make their acquaintance. 

The plan to add United Health Care access to NYU Home is now progressing.  

The University continues to work with Optum, our new employee assistance 
program provider, to hire an onsite counselor.  In the meantime, the employee assistance 
program benefits continue to be available remotely.  If you or your constituents have any 
feedback about the new provider, the University would be glad to have it—please send it 
along to me. 

Covid-19 child care fund:  To-date, one hundred ninety-five faculty, 
administrators, and researcher have applied for and received special child care subsidies. 

We are looking forward to a joint meeting with the T-FSC Benefits Committee 
later this spring. 
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