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The UA Vice Provost for Faculty Affairs page includes the programs that I developed that closely parallel the work 

of your Vice Provost for Faculty Affairs position.  Links to specific programs and initiatives are included below.  
Documentation on the checked items is included in this portfolio. 

Promotion, Tenure and Continuing Status Reviews 

 An inclusive view of scholarship includes the framing and related resources that I developed to integrate 

engagement and impact into our promotion criteria in collaboration with Faculty Senate leaders.

 Our promotion and tenure delay policy was expanded following a campus-wide series of forums that I led 

to consider how we can allow more time for community engagement and work-life balance.

 Our Guide to the Promotion Process documents how we use the promotion process to strengthen 

mentoring and self-assessment in ways that are aligned with our strategic priorities and faculty needs.

 Promotion Workshop Series is part of the collaborative infrastructure I created to support P&T mentoring.

 Continuing Status is the category that I have promoted to support the career development of nontenure- 

track faculty leaders who are helping to transform teaching and advance digital innovations and outreach.

Leadership Programs 

 Academic Leadership Institute is the leadership program for faculty, administrators and staff that I created 

and direct with Our Vice President for Human Resources Allison Vaillancourt.

 New Head Ed Seminars is the workshop and mentoring program that I developed for new heads.

 HeadsUp is a grassroots network and workshop program I support with related Resources on Leadership.

Performance Reviews of Administrators and Faculty 

 Five-year Reviews of Administrators were overhauled around leadership competencies that I helped 

develop to establish an outcomes-oriented and data-driven process.  I coordinate reviews of deans and VPs.

 Our UA Vitae annual review system was developed by a team I lead and is now used by over two thousand 

faculty.  I am also the admin lead on the UA Profiles directory that we built from UA Vitae faculty data.

Hiring Resources for Faculty Searches 

 Faculty search workshops are required along with other interventions I initiated that contributed to a three- 

fold increase in minority faculty hiring over 3 years, in large part by strengthening shared accountability.

 Strategic Priorities Faculty Initiative is a million-dollar fund that I co-administer with our Senior Diversity 

Officer Jesus Trevino that has had a significant impact on the hiring of under-represented minority faculty.

Faculty Orientation and Support Programs 

 New Faculty Orientation is the gateway to our Campus Connections Program for new faculty.

 New Faculty Campus Connections Program is a series of workshops and community events I established.

Related Research 

 The UA COACHE survey was translated into an action plan with major findings to guide our initiatives.

 Exit Interviews and surveys are conducted by my staff to help us highlight areas for improvement and 

develop programs to address them.

Related Programs and Resources 

 Faculty Award Programs are all overseen by me except for the Regents’ Professors and Honorary degrees.

 The Road Ahead Retirement Program was developed from a series of focus groups that I established. I 

served as the UA lead on a partnership with ACE and Sloan to improve our retirement programs.

 The University Handbook for Appointed Personnel is the personnel manual that I revamped to formalize 

the revisions of P&T, reviews of faculty and administrators, and the other initiatives noted above.

 

 

 

A copy of this portfolio with live links is available at http://tmiller.faculty.arizona.edu/content/other-projects 

http://facultyaffairs.arizona.edu/about-vice-provost-faculty-affairs
http://facultyaffairs.arizona.edu/universitys-inclusive-view-scholarship
http://facultyaffairs.arizona.edu/promotion-clock-delays
http://facultyaffairs.arizona.edu/guide-promotion-process
http://facultyaffairs.arizona.edu/promotion-workshops
http://facultyaffairs.arizona.edu/continuing-status-and-promotion
http://ali.arizona.edu/
http://tmiller.faculty.arizona.edu/sites/tmiller.faculty.arizona.edu/files/16%20NewHeadsSeminarSchedule.docx
http://headsup.arizona.edu/
http://facultyaffairs.arizona.edu/resources-leadership
http://facultyaffairs.arizona.edu/administrative-review
http://uavitae.arizona.edu/
http://tmiller.faculty.arizona.edu/sites/tmiller.faculty.arizona.edu/files/hiring%20handout%20fall%202016.docx
http://facultyaffairs.arizona.edu/recruitment-SPFI
http://tmiller.faculty.arizona.edu/sites/tmiller.faculty.arizona.edu/files/16%20NFO%20Agenda_tpm20160812.docx
http://facultyaffairs.arizona.edu/guide-promotion-process
http://ir.uair.arizona.edu/UACOACHEFacultySurvey_details.asp#2005-06
http://ir.uair.arizona.edu/files/Coache/files/COACHE/COACHE_2014_Major_Findings.pdf
http://tmiller.faculty.arizona.edu/sites/tmiller.faculty.arizona.edu/files/2016%20exit%20survey%20report.pdf
http://provost.arizona.edu/awards.htm
http://www.roadahead.arizona.edu/
http://hr.arizona.edu/policy/appointed-personnel/3.1
http://tmiller.faculty.arizona.edu/content/other-projects


Guide to the Promotion Process 2017-2018 

This Guide to the Promotion Process provides an overview for candidates, heads, and mentors.  This Guide 
covers the promotion processes for continuing-status professionals and tenure and nontenure-track faculty.      

 From Hiring to Promotion

• Annual Performance Reviews

• Probationary Reviews (often in the third year)

• Requesting Delays in the Promotion Process

• Using Promotion to Achieve Your Career Goals

 Use promotion criteria to develop an action
plan.

 Solicit input from faculty.

 Build a clearly defined profile of teaching, service, 
and research contributions.

 Promotion Policies 

• The Yearly Promotion Review Schedule

• The University’s Inclusive View of Scholarship

• Policies on Promotion Review Committees

• Additions to Dossiers

• Notifications of Candidates on Recommendations

• Recognizing Interdisciplinary Collaborations

• Considering Findings of Professional Misconduct

• Appeals of Promotion Decisions

 Additional Advice on Preparing Dossiers 

• Advice on Candidate Statements

• Creating Teaching Portfolios

• Using Service and Outreach Portfolios to Document 
Impact

 Directions on Dossiers 

 Avoiding the Most Common Problems in Dossiers  

This Guide and related information are on the Vice Provost’s website: 
http://facultyaffairs.arizona.edu/promotion 

You may also call the Provost’s Office at 626.0202. 

The University Handbook for Appointed Personnel (UHAP) provides policies for personnel procedures.  
Promotion procedures for tenure and nontenure-track faculty are covered by Chapter 3.3 in UHAP, while 
continuing-status professionals should consult Chapter 4A.3.   

DOSSIER TEMPLATE 

 Section 1: Summary Data Sheet

 Section 2: Summary of Candidate's
Workload

 Section 3: Departmental and College
Guidelines

 Section 4: CV and List of Collaborators

 Section 5: Candidate Statement

 Section 6: Teaching Portfolio Resources

 Section 7: Evaluation of Teaching and
Teaching Portfolios

 Section 8: Service and Outreach Portfolio
(Optional for P&T Reviews)

 Section 9: Membership in Graduate and
Other Interdisciplinary Programs

 Section 10: Letters from Outside
Evaluators and Collaborators

 Section 11: Recommendations for
Promotion

 Appendix A: Checklist for Shared
Appointments

 Appendix B: Sample of Department
Criteria

 Appendix C: Guidelines for
Acknowledgment and Evaluation of
Participation in GIDPs and other
Interdisciplinary Units

 Appendix D: Sample Letter to Outside
Evaluators

 Appendix E: Sample Letters to Research
Collaborators and Professional,
Community, or Client Collaborators

http://facultyaffairs.arizona.edu/promotion
http://policy.arizona.edu/university-handbook-appointed-personnel
http://policy.arizona.edu/employmenthuman-resources/promotion-and-tenure
http://policy.arizona.edu/employmenthuman-resources/promotion-and-continuing-status


 
 

What Do They Want from You?  Perspectives on the Role of Heads and Directors  
September 9, 8:30-10:00, Regents’ Room, Administration Building  
 

In this and subsequent sessions, you will have the opportunity to talk with heads, deans and central 
administrators about the opportunities and challenges of leading your department, program or school.  
Our first discussion will focus on how heads and directors are viewed by deans, faculty, and others.  
We will also discuss university resources and related research that can support your success.  
 

Managing Your Budget 
September 23, 8:30-10:00, Regents’ Room, Administration Building  
 

Managing financial resources is a critical challenge for heads, and understanding the complexities of 
revenue sources, expenses and funds flow is essential. We will be joined by several budget experts to 
examine budgeting from university and state levels, and then you will have a chance to talk with them 
about the budget of your unit, copies of which will be provided to those who RSVP.  These discussions 
will help you better understand the business operations of your unit.  
 

Improving Performance by Strengthening Collaborations and Anticipating Conflicts  
October 7, 8:30-10:00, Regents’ Room, Administration Building  
 

In this session you will be able to talk with the resource specialists who can help you resolve conflicts 
and create a strong collaborative culture in your department.  We will work with scenarios to help you 
develop problem-solving strategies and get feedback on how to address interpersonal conflicts, 
performance issues, and other hard discussions.  
 

What Can Heads Do to Grow Enrollments (and RCM revenues)? 
October 21, 8:30-10:00, Regents’ Room, Administration Building  
 

The implementation of Responsibility Centered Management (RCM) creates incentivizes to review your 
undergraduate advising and curricula, student recruitment and retention, and campus resources for 
improving teaching and online offerings.  In this seminar, we will talk with the resource specialists who 
can help you grow enrollments and improve the quality of instruction in your department. 
 

How Can Heads Create Inclusive Environments to Support and Retain Faculty?  
November 4, 8:30-10:00, Regents’ Room, Administration Building  
 

Our surveys of departing faculty and all TT faculty document the importance of departmental climate in 
retaining and supporting faculty.  Research on inclusive workplaces provides practical strategies for 
harnessing the creative potentials of differences in experience and perspective. This workshop will 
highlight how to strengthen the collaborative culture of your unit and your own collaborative networks. 
 

Where Is Your Department Headed, and How Will You Get There? 
November 18, 12-1:30, Lunch, Regents’ Room, Administration Building 
 

Our fall New Head Seminars will conclude with a lunch in which new and experienced heads talk about 
how they plan and implement major projects.  We will share resources on change management and 
project planning, but this lunch is just an informal occasion to brainstorm on your plans for the coming 
year with colleagues facing similar challenges and opportunities. 

 
To join these workshops, please RSVP: https://uarizona.co1.qualtrics.com/SE/?SID=SV_3jGbHrJMZq2axh3 

Related programs and resources: http://facultyaffairs.arizona.edu/department-head-resources 
For questions, contact Asya Roberts at asya@email.arizona.edu or 626-0202   
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https://uarizona.co1.qualtrics.com/SE/?SID=SV_3jGbHrJMZq2axh3
http://facultyaffairs.arizona.edu/department-head-resources
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Cosponsored by the Office of Faculty Affairs and the Office for Diversity and Inclusive Excellence 

Career Advancement Workshops 

https://uarizona.co1.qualtrics.com/SE/?SID=SV_cAplAy3983KvLw1
http://www.mla.org/assocprof_survey
http://www.mla.org/assocprof_survey
http://www.aaup.org/article/ivory-ceiling-service-work#.VLRYqntMWpl
http://chronicle.com/article/Why-Are-Associate-Professors/132071/
https://uarizona.co1.qualtrics.com/SE/?SID=SV_bJ8OrxcosjkSxQV
http://facultyaffairs.arizona.edu/candidate-statement-advice
http://facultyaffairs.arizona.edu/promoting-inclusive-view-scholarship
https://uarizona.co1.qualtrics.com/SE/?SID=SV_3ORJT77Oa7HprU1
http://facultyaffairs.arizona.edu/guide-promotion-process
https://uarizona.co1.qualtrics.com/SE/?SID=SV_5BTEznusOYtJRGt
http://facultyaffairs.arizona.edu/promoting-inclusive-view-scholarship
http://facultyaffairs.arizona.edu/sites/facultyaffairs/files/2017-06-teachingportfolio.pdf
http://facultyaffairs.arizona.edu/sites/facultyaffairs/files/2017-07-teachingevaluation.pdf
http://facultyaffairs.arizona.edu/sites/facultyaffairs/files/2017-08-serviceoutreachportfolio_updated_20160913.pdf
http://facultyaffairs.arizona.edu/sites/facultyaffairs/files/2017-08-serviceoutreachportfolio_updated_20160913.pdf
http://facultyaffairs.arizona.edu/teaching-portfolios-and-reviews


UHAP Chapter: 5.3 http://hr.arizona.edu/policy/appointed-personnel/5.3 
Supporting documents: http://facultyaffairs.arizona.edu/administrative-review 

 

OVERVIEW OF THE FIVE-YEAR REVIEW PROCESS FOR ADMINISTRATIVE PERSONNEL  
 
Five-year reviews of heads, directors, deans, vice presidents, and other administrators provide an opportunity to 
gather broad input on long-term contributions.  While five-year reviews are generally distinct from academic 
program reviews, five-year reviews will consider the progress of the unit on specified benchmarks.  Five-year 
reviews are guided by a set of administrative expectations to help standardize the review process and enable it to 
be used in coaching and follow-up assessments.  Five-year reviews will include substantive input from faculty, staff, 
students, and external groups where appropriate.   

 

Administrators are evaluated in annual and five year reviews on their leadership in developing collaborations 
and managing resources to build capacity, improve performance and advance innovation using the following 
administrative expectations, as detailed in chapter five of UHAP: 

1. Leadership skills, including vision, integrity, respect, and decisiveness; 

2. Partnership skills involved in building internal and external relationships;  

3. Management skills involved in acquiring and managing resources;  and 

4. Capacity building skills, including providing feedback, sustaining diversity and inclusion, and supporting staff 
and faculty development. 

5. Innovation skills, especially progress in instruction, research, and service, as appropriate. 

 

Common Elements of the Five-year Review Process  

Reviews must be scheduled every five years for “heads, directors, deans, vice presidents, and other 
administrators” continuing in an appointment.   

1. Review committees are formed following the University’ Shared Governance provisions. 

2. Administrators are given thirty days to compose their self-assessments and supporting documentation, 
which should be discussed with the review committee at the beginning of the process. 

3. Faculty, staff, and students in the unit and elsewhere, as appropriate, are provided with opportunities to 
offer input that should be treated as confidential whenever possible, in part by having the committee 
members sign a confidentiality agreement. 

4. To avoid bias, a standard format should be used for meetings with the administrator, open forums, and 
surveys, though questions may be modified to address the distinctive elements of the unit. 

5. Administrators should meet with review committees at the end of the process before the final report is 
completed to be given an opportunity to respond to any concerns that have emerged in the process. 

6. The supervising administrator should meet with the administrator to discuss the report. 

7. The administrator being reviewed should be allowed to submit a written response to the report. 

8. While the report should not be circulated, an open forum should be held.  The supervising administrator 
chairs that forum, and the administrator being reviewed should discuss the input that was submitted and 
the ways it will be translated into practice to move the unit forward. 

9. A short written summary of that discussion should be circulated to the faculty and staff in the unit. 

10. A copy of the final report, the administrator’s response, and the summary document should be submitted 
to the supervising administrator’s supervisor and Provost. 

 

http://hr.arizona.edu/policy/appointed-personnel/5.3
http://facultyaffairs.arizona.edu/administrative-review


UHAP Chapter: 5.3 http://hr.arizona.edu/policy/appointed-personnel/5.3 
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Administrator Five-year Review Survey  

DEMONSTRATING LEADERSHIP 

1. Vision: Clearly articulates an engaging vision of the unit’s future. 
2. Direction: Effectively leads others in solving problems and improving programs. 
3. Decisiveness: Makes difficult decisions in a timely manner.  
4. Communication: Communicates effectively using words, images and ideas. 
5. Credibility: Honors commitments and is trusted by others.  
6. Composure: Stays calm and composed in high-pressure situations. Keeps anger and frustration under control 

and responds appropriately in confrontational situations. 
 

ADVANCING INNOVATION 

7. Facilitating Change: Anticipates and adapts to emerging institutional and societal needs and helps individuals 
overcome resistance to change. 

8. Community Engagement: Advances innovations to extend the unit’s impact through outreach to form 
partnerships that apply the unit’s expertise to societal, economic and community challenges. 

9. Undergraduate Education: Advances innovations to improve recruiting, advising, teaching, curriculum, and 
the timely progress of undergraduates toward graduation.   

10. Graduate and Postdoctoral Education: Advances innovations in recruiting, mentoring, instructing, and 
placing graduate students, postdoctoral fellows, residents, and others trained in the unit. 

11. Research: Advances innovations to support and reward research achievements. 
 
MANAGING RESOURCES 

12. Responsiveness: Is accessible, solicits and considers appropriate input, and follows up as needed.  
13. Resource Acquisition: Is effective in securing resources, including donations and other external and internal 

funds.   
14. Resource Management: Budgets and manages capital, personnel and other resources prudently. Explores 

opportunities to be more efficient while investing in areas critical to long-term success. 
15. Operations: Ensures that the units and individuals that report to him/her are functioning effectively, 

productively, and responsively. 
 

DEVELOPING PARTNERSHIPS 

16. University Relationships: Establishes effective relationships and alliances with other university units and 
administrators to advance the unit’s mission. 

17. External Relationships: Establishes relationships with alumni, community partners, donors, professional 
associations, and other agencies and groups to achieve the unit’s goals. 
 

BUILDING CAPACITY 
18. Diversity and Inclusion: Builds and sustains a diverse and inclusive environment through efforts to recruit, 

retain and welcome a diverse faculty, staff and student body. 
19. Builds Civility:  Makes productive use of individual differences by creating a culture in which individuals feel 

safe in disagreeing, conflicts are mediated, and people are held accountable for treating others respectfully. 
20. Development and Feedback: Supports professional growth by providing regular and instructive feedback, 

growth assignments, and other opportunities for development.                                                              
21. Staff: Effectively recruits, manages and supports appointed professionals and staff by fostering collaboration, 

providing appropriate supervision and recognizing achievements. 
22. Faculty Recruitment and Retention: Recruits, supports, and retains outstanding faculty that are invested in 

the success of the unit. 
 

Part 2 

What specific actions or behaviors would make this individual a more effective leader?  If possible, please offer 

specific observations and suggestions.  

http://hr.arizona.edu/policy/appointed-personnel/5.3
http://facultyaffairs.arizona.edu/administrative-review


Leadership Update October 10, 2016 

The Evolving Impact of UA Vitae 
 

Following the assumption that annual reviews are a distributed process centered in departments, UA Vitae has been 
launched by Maliaca Oxnam, Kimberly Chapman, and Lindsay Wagner using a distributed model that has required 
college and department staff to take ownership of user support and account management.  The rollout of UA Vitae to 
all units was completed in spring 2016, and efforts are underway to leverage its impact by building on the data 
systems integrations and collaborative processes that were created to launch the system.  The impact of these 
collaborations has made UA Vitae far more than a transactional system for online annual reviews.  UA Vitae has 
become a unique data source for faculty research, mentoring, or service that complements the incomplete pictures 
provided by other research and teaching data sources.  UA Vitae also provides a unique opportunity to verify and 
update such data sources. 

Over the coming year, UA Vitae will continue to evolve from a transactional system for online annual reviews into 
our primary data source on faculty contributions and the annual occasion for validating faculty data. 

UA Vitae will serve as the source system for the UA Profiles Director that Tom Bourgeois is launching.  The 
Directory is based on a graph data model that provides a flexible alternative to hierarchically organized data systems.  
The Directory will draw upon UA Vitae for faculty members’ CVs, statements of their research and teaching interests, 
and recent publications and courses.  Faculty were provided with a template Directory when completing spring 
annual reviews.  Over the summer the Directory will be finalized following focus groups and consultations with super-
users.  UA Profiles will provide users with a link to update their UA Vitae entries.  In this and other ways, the use of 
the two systems will improve both, in part by demonstrating their usefulness in publicizing faculty contributions. 

UA Profiles and UA Vitae should evolve into a searchable resource to help students find opportunities to 
collaborate with faculty.  Such a student engagement portal is being developed by Elliott Cheu in the College of 
Science using UA Vitae information on faculty activities.  The graph structure of the Directory will enable it to evolve 
to be used for such purposes.   

UA Vitae provides a comprehensive picture of faculty achievements that should become integral to the 
development of data-based strategic planning, investments, and assessments.  These efforts have been pioneered 
by CALS and other colleges that have worked with UAir to develop analytics dashboards for annual reviews of 
departments’ achievements and contributions.  These efforts will gain more depth and validity as we integrate 
information on the qualitative aspects of faculty contributions, including collaborations with community and business 
partners, mentoring of students, and the impact of faculty publications.  

As part of this effort, we need to consider if UA Vitae is useful for annual reviews of graduate students and staff.  
The Graduate College contracted with Data180 to use UA Vitae for annual reports of graduate students but did not 
actually implement the system, and the University Libraries has piloted UA Vitae for annual reviews of staff.  UA Vitae 
has elaborate data feeds and a restricted workflow that may not be well suited to the interactive coaching workflow 
of staff reviews, but there are significant benefits to having a single transactional system and a comprehensive profile 
of units’ activities. 

Improvements to the user experience are also being made to improve the efficiency and transparency of the 
interface and workflow.  We have had a formative impact on the development of the Faculty180 interface and 
workflow because we have been Data180’s first large university user.  Data180 will be providing us with a user-
experience consultant to gather input from faculty and units on where time can be saved by streamlining and 
eliminating less useful data points. 

Building on these improvements, we plan to transition promotion, tenure, and continuing status reviews into UA 
Vitae in 2017-18.  This transition will take considerable planning to align the mapping of annual review items with the 
promotion dossier template.  The peer review process in annual reviews is far simpler than the workflow of 
promotion reviews, which include external reviewers and multiple levels of internal reviews that must be supported 
in a broadly accessible and easy to use manner. 

As UA Vitae evolves, we need to ensure we have sustainable support for the system itself while also recognizing 
that our shared ownership model applies to the development of the expanded integrations noted above. 



   Top Ten Recruitment Strategies 
 

Launching Your Search 
 

1. Include teaching and other duties in the position description.  
 Do not narrowly concentrate on a research specialty in ways that can 

exclude candidates who could make broader contributions. 

 A statement on teaching, mentoring and outreach such as the following 
is required in postings for faculty with related duties:  
The faculty member will teach courses at the graduate and 
undergraduate levels and contribute to mentoring students, including 
those from underrepresented backgrounds.  The faculty member will 
also participate in outreach and contribute to departmental, college, 
and university service.  In these and other ways, the faculty member 
will help to develop innovative approaches to enhancing student 
engagement, increasing diversity, and expanding collaborations with 
community and business partners. 

 Cite strategic priorities such as building programs and partnerships so 
that they can be addressed by candidates and assessed in reviews.  

 Consider including areas of interest to diverse faculty and students. 
 

2. Include diverse perspectives on the committee. 
 Do not limit the committee to just related specialists. 

 Include search committee members who are strong teachers and 
mentors and are involved with outreach and pipeline initiatives.  

 Include faculty from underrepresented backgrounds, but be careful 
of overloading such faculty members’ service commitments. 

 Consider setting up an advisory committee of stakeholders. 

  Coordinate with related programs that may be hiring. 
 

3. Plan your search to divide duties among the committee. 
 Who will create a landing page for the job posting? 

 Who will help build the candidate pool? 

 Will you do screening interviews on the phone? 

 Who will check references? 

 Who will handle each of the next listed items? 

 

Building Your Pool 
 

4. Go after top candidates, don’t wait for them to apply. 
 Invite high performers who may not be on the market. 

 Network with faculty and directors of graduate and postdoctoral 
programs, including those from diverse backgrounds. 

 Review leading journals and departments, winners of awards and 
grants, and faculty in top departments. 

 Attend conference sessions to seek out diverse faculty. 

 Use listservs, including those for faculty from varied backgrounds. 

 Use Box@UA, Google Docs or other online site to track prospects. 

 Call top candidates rather than sending emails, which get ignored. 

 
5. Advertise initiatives and strengths, not just the position itself.  
 Promote your department’s strengths to attract candidates. 

 Direct candidates to a landing page modeled on WhyUA?  

 Highlight University strengths such as interdisciplinarity. 

 Note our support for families and domestic partners.  

 Highlight diversity programs, demographics, and commitments. 

 Define requirements broadly to include diverse candidates. 

 Distinguish between required and desired qualifications. 
 
 

Pages 1 and 2 with overview of workshop 

Consider the implications of our changing demographics: 
Over 40% of new UA freshmen are now students of color.  

Enrollments of students of color have increased 75% in the last decade.   
That growth helped raise new student enrollments by over 25%.   

People of color will become the majority in Arizona in the next ten years. 
These trends have a direct impact on units under the RCM budget model. 

http://uits.arizona.edu/services/box
http://employment.arizona.edu/
http://hr.arizona.edu/employees-affiliates/benefits
http://diversity.arizona.edu/
http://ir.uair.arizona.edu/EmployeeDemographics.asp
http://diversity.arizona.edu/benefits-diversity-inclusion
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Reviewing Candidates 
 

6. Limit the impact of unconscious assumptions. 
 Use criteria based on your priorities to assess CVs and letters.  

 Use evidence-based approaches to evaluating candidates. 

 Structure discussions so that all members of the committee can 
contribute and no individual dominates the deliberations. 

 Review research on the topic included in this packet.  

 
7. Base criteria on benchmarks drawn from your strategic goals. 
 Reviews and interviews should follow consistent formats. 

 Use the strategic priorities in your posting to set criteria. 

 Make sure to assess teaching and outreach as well as research.  

 Check references, working from a consistent set of questions.  

 
8. Make the most of your interviews. 

 Base questions on the priorities set out in the job posting. 

 Include questions about teaching, mentoring and outreach.  

 Include questions and criteria on sheets for taking notes. 

 Avoid inappropriate questions about personal matters. 

 Be sensitive to cultural differences in conversational styles. 

 Stress the strengths of your programs and initiatives. 

 Inform candidates about our highly rated personnel benefits and 
work-life balance programs.  

 Allow adequate time for interviews and subsequent deliberations to 

avoid resorting to stock impressions. 
 
For help with hiring resources and HR support, email Helena Rodrigues,  
Assistant Vice President, Human Resources at hrodrigu@email.arizona.edu.  

 
 

 

Campus Visits and Ongoing Recruiting 
 

9. Use onsite visits to highlight strengths and ensure fairness. 
 Ask candidates if they want to meet an HR representative. 

 Offer opportunities to meet with diversity community councils. 

 Ask all candidates if they have mobility, dietary or other restrictions. 

 Promote the strengths of the department and university. 

 Allow time in the visit to learn from candidates’ perceptions. 

 Involve diverse constituencies in campus visits. 

 Highlight support for family, domestic partners, and quality of life. 

 Use a standardized review form to document faculty members’ 
interactions with a candidate to avoid giving credence to 
impressionistic responses. An example is included on page 4. 

 
10. Recruiting top candidates is an ongoing process. 
 Identify prospects for recruitment when reviewing research. 

 Attend sessions on diversity issues at conferences. 

 Use such occasions to build relationships. 

 Invite prospects to campus using SPFI campus funding. 

 Propose hiring candidates for SPFI funding on 11/1 and 4/1. 

 Build relationships with pipeline programs and departments.  

 
Additional Resources to Share with Your Committee 
Ten Minute Tools: A Toolbox for Hiring the Best includes research that can 
help committees build diverse pools of outstanding candidates.  

 Understanding the Hiring Environment  

 Forming an Effective Search Committee  

 Creating an Attractive Position Description 

 Recruiting the Best Candidates 

 Avoiding Unconscious Bias in Evaluations  

 Conducting Highly Effective Interviews 

 Hosting a Successful Campus Visit 
 

Advertising venues for job postings includes free venues. 
 

WhyUA? is a website committees can use as a landing page for 
candidates and for links to create their own landing pages.

 

 

Through proactive recruitment, in the last 
three years we have increased the hiring of 
underrepresented faculty by 300%:  from 5% 
in 2009-12 to 15% in 2014-15. 

http://whyua.arizona.edu/outstanding-benefits
http://whyua.arizona.edu/outstanding-benefits
mailto:hrodrigu@email.arizona.edu
http://universityrelations.arizona.edu/diversity-community-councils
http://facultyaffairs.arizona.edu/sites/facultyaffairs/files/spfi-campusvisits.pdf
http://facultyaffairs.arizona.edu/sites/facultyaffairs/files/spfi-guidelines.pdf
http://searchtoolbox.webhost.uits.arizona.edu/
http://searchtoolbox.webhost.uits.arizona.edu/understanding-hiring-environment
http://searchtoolbox.webhost.uits.arizona.edu/forming-effective-search-committee
http://searchtoolbox.webhost.uits.arizona.edu/creating-attractive-position-description
http://searchtoolbox.webhost.uits.arizona.edu/recruiting-best-candidates
http://searchtoolbox.webhost.uits.arizona.edu/avoiding-unconscious-bias-evaluations
http://searchtoolbox.webhost.uits.arizona.edu/conducting-highly-effective-interviews
http://searchtoolbox.webhost.uits.arizona.edu/hosting-successful-campus-visit
http://hr.arizona.edu/supervisors/recruitment-hiring/guide-successful-searches/advertising-position
http://whyua.arizona.edu/


Strategic Priorities Faculty Initiative  
Application Guidelines 2016-2017 

 

 

Purpose 
 

The Strategic Priorities Faculty Initiative (SPFI) provides temporary University financial support 
to academic departments to enable them to hire new, full-time, tenure-track faculty or 
continuing-eligible academic professionals who will enhance UA’s distinctive strengths in 
advancing equal opportunity, diversity, and inclusion as outlined in the University of Arizona’s 
Strategic Plan, Never Settle.  The SPFI program provides funding to hire faculty who will  

 

1) foster new and creative ways of involving our diverse student body in an accessible and 
engaged education aimed at producing highly capable graduates who will meet our state’s 
critical workforce needs,  
 

2) develop new approaches to discoveries and cutting-edge interdisciplinary research, 
scholarship and creative work that benefits our diverse communities and addresses 
complex global problems, and 
 

3) expand collaborations with community and business partnerships, including those 
involving traditionally underserved groups. 

 
UA’s long tradition of access and inclusion has enabled us to recruit a diverse student body.   
UA students represent a diverse range cultures, experiences, social and economic 
backgrounds, and circumstance.  Such differences among students include, but are not limited 
to 
 

 first-generation college students;  
 students underrepresented in higher education in comparison to Arizona and national 

high school university eligibility rates;  
 students from a variety of socioeconomic backgrounds including socioeconomically 

disadvantaged backgrounds;  
 U.S. ethnic minorities;  
 geographic location including rural communities;  
 students who identify as LGBTQ;  
 students with disabilities;  
 international students, who speak and communicate in a variety of languages;  
 non-traditional students, including adult learners;  
 students with differing gender identities; and  
 students with varying religious backgrounds, or who identify with no particular religious 

background.  
 
Research indicates that innovation, critical thinking, and problem-solving are greatly enhanced 
in a diverse and inclusive academic community that supports the participation and success of 
all its members by advancing efforts to increase collaborations across traditional disciplinary 
and ideological divides, develop inclusive and engaged modes of instruction, and expand 
community and business partnerships, including those with traditionally under-served 
populations. 
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Criteria 
 

The SPFI Program supports the commitments to diversity in the University’s Strategic Plan: 
Through cross-cutting innovations distinctive to the University of Arizona, we will expand the 
student experience through engagement, advance knowledge through innovations in creative 
inquiry and collaboration, and forge novel partnerships to positively impact our community. 
 
Departments seeking financial support to recruit academic professionals and faculty must 
establish that those individuals demonstrate competency in one or more of the following 
critical areas.  Interdisciplinary hires are strongly preferred.  These bulleted items are meant to 
be illustrative not exhaustive.   
 
 

Engagements with Students That Advance Equal Opportunity, Diversity, and Inclusion: 
 

 The potential to contribute to our understanding of the conditions that enhance 
access to and full participation of a diverse academic community, 

 Experience with developing innovations in pedagogy and curriculum to engage a 
diverse student body, and  

 Experience with mentoring students from groups that have been underrepresented 
in higher education. 
 

Innovations in Research, Scholarship and Creative Achievements that Advance Equal 
Opportunity, Diversity, and Inclusion  

 

 Research and scholarship that addresses the needs of our diverse society; 
 Artistic expression and cultural production that reflects culturally diverse 

communities or voices not well represented in the arts and humanities; 
 Research that addresses the experiences of groups underrepresented in higher 

education, including women as well as ethnic minorities in STEM disciplines; 
 Potential for collaborations with UA’s interdisciplinary strengths and programs such 

as, but not limited to, the Confluence Center, Women’s Center for Excellence, 
American Indian Studies, LGBT Institute, Center for National Civil Discourse, and the 
Disability Studies Collaborative. 

 
Partnerships in Outreach and Service That Advance Equal Opportunity, Diversity, and 
Inclusion: 

 

 A record of service aimed at expanding educational access, including building or 
leading bridge and mentoring programs for undergraduate and graduates, 

 Particular expertise with serving the needs of our diverse state and region’s 
economic, social and cultural needs, and 

 Broader programs of research concerned with eliminating disparities such as access 
to health programs, educational advancement, political engagement, social 
mobility, and civil and human rights. 

 



  

For additional faculty resources, visit the Vice Provost for Faculty Affairs webpage 
For questions, email Dr. Laura Hunter:  lahunter@email.arizona.edu 

The Campus Connections Program 

The Campus Connections Program is sponsored by the Office of Faculty Affairs and the Office 
of Diversity and Inclusive Excellence (ODIEX).  Three workshop series are offered in fall 2016: 
Getting Published, Advancing Faculty Careers, and Diversity in the Classroom. 

 
Getting Published 

 

Publish, Not Perish: Friday, Sept 9, 9:00-10:30, ILC 120, RSVP required  
While most faculty struggle to publish enough, research on academic writing has found that small 
changes in work habits can lead to large gains in productivity, as well as make writing more enjoyable.  
Drawing from this research, this workshop focuses on strategies for increasing your scholarly output.  In 
evaluations from previous years, 95% of respondents agreed that they benefited from this workshop.   
 
 

Faculty Writing Group Launch: Friday, Sept 16, 12:00-1:00, ILC 119, RSVP required 
Research shows that faculty writing groups improve publication rates and promote work-life balance, 
promotion, and retention.  Writing accountability groups are an established strategy to help faculty 
write more, as discussed in Silvia’s How to Write a Lot: A Practical Guide to Productive Academic Writing 
(2007).  In these groups, faculty meet briefly bi-weekly.  Each member sets and shares concrete, short-
term goals for their research and writing for the next two weeks.  This is an effective way to make 
progress by setting goals and creating accountability.  In evaluations from previous years, one faculty 
participant wrote, “I made more progress this past semester than the three previous semesters 
combined."  Small interdisciplinary groups (5-6 members) will be organized for those who wish to 
participate.  Learn more about what faculty writing groups can offer here.          
 
 

Grant Writing 101 Panel, Wed, Oct 19, 3:00-4:30, Saguaro Hall 101, RSVP required  
To help you craft a successful grant proposal, expert panelists will provide practical tips on the nuts and 
bolts of writing effective proposals and working with funding agencies to build support for your 
projects.  Panelists include faculty from all ranks and will provide a broad range of funding agency 
expertise (e.g. NEH, NIH, NSF, USDA).  Time will be provided for discussion and questions.     

 
 
Getting Published: Unraveling the Book Publishing Process, Tue, Nov 15, 1:00-2:30, Old Main 
Silver & Sage Room, RSVP required 
Editors from the University of Arizona Press will offer critical insights into the book publishing process. 
From tips on crafting an effective book proposal to navigating the changing landscape of digital 
publication and Open Access, this session will help scholars at all stages of their careers negotiate the 
evolving book publishing process. Speakers will share their expertise on critical aspects of writing, 
submitting work to, and working with a university press. Following panelist presentations, we will 
provide ample time for audience questions.  In the evaluations from the same workshop last spring, 
100% of respondents agreed that they benefited from the workshop.   

 
 

  

http://facultyaffairs.arizona.edu/
mailto:lahunter@email.arizona.edu
https://uarizona.co1.qualtrics.com/SE/?SID=SV_e4EoRl459pkF3fL
https://uarizona.co1.qualtrics.com/SE/?SID=SV_3Epr1SSDCk6gYO9
http://www.apa.org/pubs/books/4441010.aspx
https://uaatwork.arizona.edu/lqp/guest-column-see-what-faculty-writing-group-can-do-you
https://uarizona.co1.qualtrics.com/SE/?SID=SV_aghAInSZQ4XBGhD
https://uarizona.co1.qualtrics.com/SE/?SID=SV_8vS9xgPgP2nWVa5


  

For additional faculty resources, visit the Vice Provost for Faculty Affairs webpage 
For questions, email Dr. Laura Hunter:  lahunter@email.arizona.edu 

The Campus Connections Program 

Advancing Faculty Careers 
 
Women in Academia: Strategies for Success: Wed, Sept 7, 12-1:30, Old Main Silver & Sage 
Room, RSVP required 
Research has documented how gender influences academic careers, including differences in service 
assignments, self-promotion, and access to leadership positions. This workshop will provide an overview 
of these research findings to help women in varied disciplines develop strategies to advance their 
careers.  93% of prior attendees who responded stated they’d recommend this workshop to colleagues.  
This event is cosponsored by the Commission on the Status of Women’s Faculty Affairs workgroup.    
 
 

Combatting Imposter Syndrome in Academia: Thurs, Sept 22, 12-1:30, Old Main Silver & Sage 
Room, RSVP required 
Imposter Syndrome is common among high achievers, and it occurs when people are unable to accept 
their successes and internalize their accomplishments. They often attribute their accomplishments to 
luck rather than to ability, and they fear that others will unmask them as a fraud or imposter.   This 
interactive workshop will provide an overview of impostor syndrome and common thoughts among 
those with impostor syndrome, and examples of how impostor syndrome impacts careers. There will be 
opportunities for participants to reflect and identify their own impostor thoughts and how it may be 
impacting their careers. Strategies will be offered on how to overcome or address impostor thoughts, 
and participants can share strategies they have found helpful.  This event is cosponsored by the 
Commission on the Status of Women’s Faculty Affairs workgroup.        
 
 

Making the Most out of Faculty Mentoring: Tue, Oct 11, 12-1:30, Old Main Silver & Sage 
Room, RSVP required   
Faculty who receive mentoring tend to publish more and get more grants, and they are also assessed to 
be more effective in the classroom.  As a result, they are more likely to get promoted and are more likely 
to be satisfied with their career and their institution. Faculty mentors also report that they benefit from 
contributing and learning from new perspectives.  Research finds that there are good practices that 
increase the impact of mentoring, while there are also practices that can hinder mentoring.  This 
workshop – applicable for either mentors or mentees – will provide research-based strategies for getting 
the most out of your mentoring relationships.  
 
 
 
 
 
 
 
 
The Campus Connections Program of workshops and community events is sponsored by the Office of 
Diversity and Inclusive Excellence and the Office of Faculty Affairs with support from the Provost’s 
Office, Student Affairs & Enrollment Management and Academic Initiatives & Student Success, the 
Senior Vice President for Health Sciences, the College of Fine Arts, the College of Science, the College of 
Social & Behavioral Sciences, the College of Humanities, Eller College of Management, the Graduate 
Center, University Libraries, and the College of Architecture, Planning and Landscape Architecture.    

http://facultyaffairs.arizona.edu/
mailto:lahunter@email.arizona.edu
https://uarizona.co1.qualtrics.com/SE/?SID=SV_8ePhg3mr9iObNid
http://csw.arizona.edu/
https://uarizona.co1.qualtrics.com/SE/?SID=SV_cMwlzHjnlSa2AKN
http://csw.arizona.edu/
https://uarizona.co1.qualtrics.com/SE/?SID=SV_1XhUJk2dqYv16Rv


  

For additional faculty resources, visit the Vice Provost for Faculty Affairs webpage 
For questions, email Dr. Laura Hunter:  lahunter@email.arizona.edu 

The Campus Connections Program 

Diversity in the Classroom  
 
Reducing Unconscious Bias & Micro-Aggressions in the Classroom: Friday, Oct 7, 9-10:30, ILC 
141, RSVP required 
Given increasingly diverse classrooms, how can faculty and instructors reduce unconscious bias and 
micro-aggressions?  Unconscious bias is pervasive, with nearly all people displaying unintended biases 
towards certain groups.  After a brief introduction to the research, we will consider strategies for 
addressing students’ unconscious biases and micro-aggressions and offer teaching and assessment 
strategies that reduce the impact of our own unconscious biases.   

  
Serving Our International Students: Perspectives on Different Classroom Expectations: Friday,  
Oct 14, 9-10:30, ILC 141, RSVP required 
We will explore the pedagogical and cultural implications of the fact that the University now has more 
international students than ever.  This workshop will compare typical US classrooms to classrooms in 
other countries to help the audience understand the different approaches to education. Suggestions will 
be offered to bridge the gap between styles and build understanding between people to help classes run 
more smoothly.  These suggestions also help address differences in personality and learning style.  
 

Tools for Effective Conflict Management in the Classroom: Friday, Oct 21, 9-10:30, ILC 141, 
RSVP required 
Faculty in a wide range of fields face challenges with broaching controversial issues and may sometimes 
feel at a loss at how to address these challenges.   How do you engage diverse ideologies, cultures, 
identities, personalities, and communication and conflict styles effectively, in a way that promotes a 
respectful, inclusive, and collaborative learning environment? Come find out in this engaging session 
offering important tools for bridging differences in the classroom and beyond.  
 

Designing Effective Courses for Diverse Learners: Friday, Oct 28, 9-10:30, ILC 141, RSVP 
required 
Students from a wide range of backgrounds who have different learning preferences, languages, 
and disabilities are enrolling in the University in increasing numbers. Students from diverse 
backgrounds raise questions about cultural assumptions and modes of instruction that can help us 
expand our understanding of effective teaching. Universal design and backward design offer 
conceptual frameworks for making classes clearer, more accessible, and more flexible, while 
maintaining academic rigor and minimizing the need for individual accommodations.  Join us to 
discuss how you can design more inclusive courses and classrooms. 
 

Earn a Leader in Classroom Diversity & Inclusion certificate by attending all four Diversity in 
the Classroom workshops!  Details:    

 Upon successful attendance of all four workshops, attendees will earn a certificate of completion. 

 A certificate soft copy will be emailed to attendees for their records. 

 Attendees must RSVP prior to the event using the RSVP links.   

 Attendees must be present for the entire workshop, signing both in and 
out.  

 Workshops do not qualify for academic credit. 

 

http://facultyaffairs.arizona.edu/
mailto:lahunter@email.arizona.edu
https://uarizona.co1.qualtrics.com/SE/?SID=SV_baor5FIoawmvmG9
https://uarizona.co1.qualtrics.com/SE/?SID=SV_0CHlp71TpkRBjQF
https://uarizona.co1.qualtrics.com/SE/?SID=SV_3ehBL4T3rkVkJFz
https://uarizona.co1.qualtrics.com/SE/?SID=SV_01HMztYCbc13iZL
https://uarizona.co1.qualtrics.com/SE/?SID=SV_01HMztYCbc13iZL


Campus Connections
Community Evenings for New Faculty
Recently hired faculty and their mentors, friends and family are

invited to a series of fall receptions.  RSVP here.

A Fine Arts Sampler
September 19, 2016 | 5:30
You and a guest are invited to attend a private wine and cheese

reception in Studio 301 above the Stevie Eller Dance Theatre.  Faculty

Fellows will be helping to host. Your family and significant others are

also welcome to share in the short program of dance, music, theatre,

film, and the visual arts that will begin at 7:00 pm.

A Glass of Wine and a Good Book
September 29, 2016 | 5:30
At this wine and cheese reception, you will be able to look at some of the

hidden treasures that have been found by College of Humanities faculty

as you explore the University Libraries Special Collections. Journey with

these faculty members as they bring to life the library’s rare holdings and

glean new ideas from the past

A Campus Cookout
October 13, 2016 | 5:30
The grill fires up at the Campus Agricultural Center barns.  Women’s

faculty groups will help to host. The barns are located on the corner

of Campbell Avenue and Roger Road, just three miles north of main

campus. Bring family and friends for a walk around the barns and

pasture. Leashed dogs are welcomed too!

An Evening on the Town
October 27, 2016 | 5:30
At this informal downtown reception, you will be able to explore the Tucson
Museum of Art.  The evening will provide you with a chance to meet
community partners and senior faculty who work with them.  We will be
highlighting the University’s 100% student engagement initiative and related
community and business collaborations. 

The Campus Connections Program of workshops and community events is sponsored by the
Office of Diversity and Inclusive Excellence and the Office of Faculty Affairs with support from
the Provost’s Office, Student Affairs & Enrollment Management and Academic Initiatives &
Student Success, the Senior Vice President for Health Sciences, the College of Fine Arts, the
College of Science, the College of Social & Behavioral Sciences, the College of Humanities,
Eller College of Management, the Graduate Center, University Libraries, and the College of
Architecture, Planning and Landscape Architecture.

For more information, contact Asya Roberts  asya@email.arizona.edu

https://uarizona.co1.qualtrics.com/SE/?SID=SV_0021XD4OVSCEN8x








 

 

REVISED PROMOTION CRITERIA: Promotion and tenure require excellent performance and the promise of continued 
excellence in 1) teaching, 2) service, and 3) research, creative work, and scholarship.  The University values an 
inclusive view of scholarship in the recognition that knowledge is acquired and advanced through discovery, 
integration, application, and teaching.  Given this perspective, promotion and tenure reviews, as detailed in the 
criteria of individual departments and colleges, will recognize original research contributions in peer-reviewed 
publications as well as integrative and applied forms of scholarship that involve cross-cutting collaborations with 
business and community partners, including translational research, commercialization activities, and patents.  

 

CURRENT AND REVISED VERSIONS OF UHAP CHAPTER 3:  

PERSONNEL POLICIES AND PROCEDURES FOR FACULTY 
 
 
3.01 DEFINITIONS 
3.02 SCOPE OF CHAPTER  
3.03 DUTIES AND RESPONSIBILITIES OF 

FACULTY MEMBERS  
3.04 PROHIBITED CONSIDERATIONS: REVIEW OF 

DECISIONS INVOLVING PERSONNEL MATTERS  
3.05 NONAPPOINTED PERSONNEL  
3.06 COMPUTATION OF TIME/PREVIOUS 

SERVICE  
3.07 NOTICE  
3.08 APPOINTMENTS  
3.09 CONFIDENTIALITY OF PEER REVIEW 

PROCESS  
3.10 ANNUAL PERFORMANCE REVIEW  
3.11 PROMOTION AND TENURE  
3.12 RULES AND PROCEDURES REGARDING 

SUCCESSIVE RENEWAL, NONRENEWAL, 
PROMOTION, AND TENURE OF TENURE-
ELIGIBLE AND TENURED FACULTY MEMBERS  

3.13 RULES AND PROCEDURES REGARDING 
SUCCESSIVE RENEWAL, NONRENEWAL AND 
PROMOTION OF NONTENURE-ELIGIBLE 
FACULTY MEMBERS  

3.14 RESIGNATIONS  
3.15 NOTICE OF RECOMMENDATION  
3.16 REASONS FOR NONRENEWAL OR DENIAL 

OF PROMOTION OR TENURE  
3.17 DISMISSAL OR SUSPENSION  
3.18 RELEASE DUE TO REORGANIZATION OR 

FINANCIAL EMERGENCY  
3.19 REGENTS' PROFESSORS  
3.20 ENDOWED PROFESSORSHIPS  
3.21 NAMED PROFESSORSHIPS  
3.22 EMERITUS STATUS  
3.23 VOLUNTARY RELEASE OF RIGHT TO 
CONTINUED EMPLOYMENT

 
3.1 DUTIES AND APPOINTMENTS OF FACULTY 

3.1.01 Appointments of Tenured and Tenure-eligible 
Faculty  

3.1.02 Appointments of Nontenure-eligible Faculty 
3.1.03 Additional Faculty Appointments and Titles  
3.1.04 Emeritus Faculty Status 
 

3.2 ANNUAL PERFORMANCE REVIEWS OF 

FACULTY 

3.2.01 Annual Performance Review Process 
3.2.02 Annual Performance Review Criteria  
3.2.03 Appeals of Annual Performance Reviews 
3.2.04 Unsatisfactory Ratings of Nontenure-eligible and 

Tenure-eligible Faculty  
3.2.05 Post-tenure Reviews of Unsatisfactory       

Ratings 
3.2.06 Audits and Reporting 
 

3.3. PROMOTION AND TENURE 

3.3.01 Scheduling Promotion and Tenure Reviews 
a. Tenure Clock Delays for Tenure-eligible Faculty 
 1. Personal Reasons 

a.  Birth or Adoption 
b.  Faculty Member’s Individual Medical 
Condition 
c.  Other Personal Reasons 

2.  Professional Reasons 
a.  Adverse Professional Circumstances 
b.  Prestigious External Commitments 

3.3.02 Promotion and Tenure Process for Tenure-eligible 
and Tenured Faculty 

3.3.03 Promotion Reviews of Nontenure-eligible Faculty 
 

3.4 SUSPENSIONS AND TERMINATIONS OF 

APPOINTMENTS 

3.4.01 Resignations  
3.4.02 Suspensions or Dismissals 
3.4.03 Nonrenewals of Nontenure-eligible Faculty 

Appointments 
3.4.04 Nonrenewals of Tenure-eligible Faculty 

Appointments 
3.4.05 Release of Faculty Due to Reorganization or 

Financial Emergency 
3.4.06 Voluntary Release of Right to Continued 

Employment 
 




