
CAA 
1 of 30



CAA 
2 of 30



  

Promotion of Clinical-Track Faculty 

 

a. Promotion to Clinical Associate Professor in the School of Communication requires a 

sustained record of excellence in clinical teaching and in service. The record in these two areas 

also must be such that it inspires strong confidence of continued professional growth and 

productivity in ways relevant to future directions of the School.  The claim that promotion of the 

candidate will improve the overall quality and standing of the department and program area 

needs to be supported.  Internal cases for promotion and external hires at this rank should be 

equally strong. 

 

Excellence in clinical teaching means providing to all students the opportunity to realize their 

full capabilities for learning and providing to the most capable and motivated students an 

enhanced learning experience.  Excellence in teaching is demonstrated through student 

evaluations and peer reviews of instructional substance (e.g., syllabi, materials and assignments, 

feedback on assignments and exams) and process (e.g., enrollment figures, dropout rates). 

 

Excellence in service means making available a high level of professional expertise and 

experience to one or more publics -- including the university, the Columbus community, the state 

of Ohio, and professional organizations.  Evidence of service excellence is provided through peer 

evaluation, where peers may be faculty members, collaborators, or others who have first-hand 

knowledge of service contributions. 

 

There is no mandatory time-frame for promoting clinical assistant professors. Promotion to 

clinical associate professor is neither automatic nor to be expected in all cases. 

 

b.  Promotion to Clinical Professor in the School of Communication requires a sustained record 

of exceptional performance in clinical teaching and service beyond that achieved at the clinical 

associate professor level.  The record in these two areas also must be such that it inspires strong 

confidence of continued professional growth and productivity in ways relevant to future 

directions of the School.  The School expects that individuals ready for promotion to clinical 

professor will be role models for less senior instructors, the students, and for the profession.  

Internal cases for promotion and external hires at this rank should be equally strong. 

 

Outstanding performance in clinical teaching includes providing to all students the opportunity to 

realize their full capabilities for learning and providing to the most capable and motivated 

students an enhanced learning experience.  Outstanding performance in teaching is demonstrated 

through student evaluations and peer reviews of instructional substance (e.g., syllabi, materials 

and assignments, feedback on assignments and exams) and process (e.g., enrollment figures, 

dropout rates). In addition, individuals who are considered for clinical professor should have 

demonstrated exceptional strengths in teaching, as evidenced by university teaching awards or 

similar indicators.   

 

Outstanding performance in clinical service includes making available a high level of 

professional expertise and experience to one or more publics -- including the university, the 

Columbus community, the state of Ohio, and professional organizations. Evidence of  
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outstanding service is provided through peer evaluation, where peers may be faculty members, 

collaborators, or others who have first-hand knowledge of service contributions.  In addition, 

individuals who are considered for clinical professor should have demonstrated exceptional 

strengths in service, as evidenced through awards from national academic organizations or being 

elected to a high office in a national organization.   

 

Appointment to full clinical professor involves additional responsibility and privilege.  

Professors should be significantly engaged in charting the direction of the School and carrying a 

significant administrative load.  Evidence of willingness and ability to participate constructively 

in School administration is also a consideration in appointment to full clinical professor. 

 

There is no mandatory time-frame for promoting clinical associate professors. Promotion to 

clinical professor is neither automatic nor to be expected in all cases. 

 

CAA 
4 of 30



1. All faculty searches will be conducted within the University guidelines outlined in the Guide 
to Effective Searches produced by the Offices of Human Resources and Academic Affairs. 
(http://hr.osu.edu/hrpubs/guidesearches.pdf)  
 
2. All personnel appointments in the School are made upon the recommendation of the Director 
and the approval of the Dean of the College of Social and Behavioral Sciences and the Dean of 
Arts and Sciences. Appointments at the associate professor or professor rank require prior 
approval of the Office of Academic Affairs. Offers to foreign nationals require prior consultation 
with the Office of International Affairs.  
 
3. The School Director has primary responsibility for recruiting new faculty. All faculty 
appointments are competitive on the basis of excellence of qualifications. The Director is 
assisted in faculty recruiting by faculty Search Committees, the Director’s Advisory Committee, 
and the faculty as a whole. All consultation with School personnel on faculty appointments, 
including discussion and votes taken in faculty meetings, is advisory to the Director.  
 
4. All faculty vacancies are School vacancies; the entire faculty of the School has a vested 
interest in recruiting quality faculty, regardless of their particular area of specialization. The 
decision to allocate additional funds or to shift resources from one program or priority area to 
another is the responsibility of the Director, who will be advised in these matters by the 
Director’s Advisory Committee and the School faculty.  
 
5. The major mechanism for recruiting new faculty is the Search Committee. Search Committees 
will normally consist of two to three faculty members plus the Director as an ex-officio member. 
One member of the committee will be designated as Search Committee chair and another 
member as affirmative action designee.  
 
6. The Search Committee chair, working with the Search Committee and the Director, shall 
prepare and place notices of the position vacancies in appropriate professional journals and in 
internal publications according to university regulations. The committee shall make every effort 
to solicit applications from minority candidates for all positions. The Search Committee screens 
all application materials.  
 
Following the application deadline and extensive consultation with the faculty of the relevant 
priority area, the committee then recommends to the Director any candidates they would like to 
bring in for a visit and an interview. The Director may select one or more of these candidates to 
visit, or, in the event of substantial disagreement with search committee recommendations, may 
direct the search committee to interview candidates not in the list provided by the search 
committee.  
 
7. The chair of the Search Committee, in consultation with the Director and the School’s 
fiscal/HR officer and School staff, coordinates visits of all applicants. All faculty should be given 
an opportunity to meet with the candidates. All candidates for faculty positions shall be required 
to present a presentation to the School.  The presentation should highlight the candidate’s 
teaching and service abilities. Following campus visits, the Search Committee shall 
systematically solicit faculty members’ reactions to the applicants.  
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8. The Search Committee makes a hiring recommendation to the School Director as to whether 
or not an offer should be made to a candidate. If there is only one position, the Director may ask 
for a rank ordering of the candidates. After the Search Committee discusses its recommendation 
with the Director, the Search Committee will take the recommendation to the faculty as a whole 
for discussion and action. A copy of the candidates’ resumes will be supplied to each faculty 
member present at the faculty meeting, either in hard copy or electronically prior to the meeting. 
The chair of the Search Committee or assigned committee members will summarize the Search 
Committee's assessments of each candidate. A description of courses to be taught as well as the 
merits of the candidate will be included in this summary.  
 
Following the Search Committee summary, the members of the Search Committee and the 
faculty at large will discuss the candidates and aspects of extending or not extending an offer to 
each of the candidates. Following the discussion, the faculty at large (including members of the 
Search Committee) will vote “hire” or “do not hire.” The Director or her/his designee shall 
receive the ballots and count them (in the presence of a Search Committee member) and shall 
make public the result of the vote. If the vote is not to hire, faculty members (including members 
of the search committee) may nominate other candidates for consideration, and a vote is called 
on each nomination until a “hire” vote is reached or there are no more nominations from the 
faculty. 
 
Ordinarily, such votes will be conducted by secret ballot, but in some instances other concerns 
(such as expediency) may require a discussion over e-mail or other form, and a ballot may be 
public or via various (non-anonymous) forms of communication. All recommendations of the 
Search Committee and the faculty are advisory to the Director.  
 
The Director shall determine whether a formal offer will be extended, whether one of the lesser 
ranked candidates should be offered the position, or whether a new search should be conducted. 
The Director shall keep the faculty apprised of negotiations and shall inform the faculty of the 
success or failure of an offer. If there is a ranking and an offer is refused by the top ranked 
candidate, the Director, in consultation with the Search Committee, will decide whether to make 
an offer to the second ranked candidate. 
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