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(Revised 2022) 
 
*  
All Department policies and procedures shall function within the context of relevant College, 
University, and Board of Trustees guidelines, policies, contracts, and regulations. 
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Anthropology is the comparative and global study of humanity. Cultural diversity and the 
universals that link all humans are the principal focus of anthropological research.  Anthropology 
is a holistic discipline, divided into the following subfields: cultural anthropology, biological 
anthropology, archaeology, and linguistic anthropology.  Contemporary anthropology is 
concerned with the generation of basic knowledge and the application of that knowledge to the 
understanding and solving of human problems.  The USF Anthropology Department particularly 
emphasizes applications while recognizing that basic and applied research and teaching are 
inextricably linked. 

 
The mission of the department is to educate students in the anthropological perspectives and 
their relevance to a liberal arts education and a range of disciplines and careers.  In order to do 
that, faculty are expected to maintain a high level of involvement in basic and applied research 
resulting in professional publications, presentations, and classroom instruction. In addition to a 
commitment to quality teaching, faculty are also expected to engage in community and 
professional service. 
 
*
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The USF Department of Anthropology recognizes the principles of equity of assignment, 
resources, and opportunities of faculty across a multi-campus university. The Department is 
committed to promoting a diverse and inclusive community of students, staff, faculty, and alumni 
that honors differences, provides equal opportunity, fosters mutual respect, challenges 
stereotyped preconceptions, and condemns all forms of discrimination and prejudice. We 
respect and appreciate the diversity of human experience differentiated by culture and 
circumstance, including those distinguished by race, ethnicity, ancestry, nationality, citizenship, 
language, age, gender, sexuality, disability, family status, socioeconomic background, political 
beliefs, and religion. These core principles compel us to make every effort to recruit and retain 
members of historically excluded groups that are underrepresented in our discipline, in our 
univ
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Regular faculty (full voting members of the Department) comprise: a) all tenured and tenure-
earning faculty; b) permanent Instructors at all levels (I, II and III). Regular faculty who have joint 
or other types of appointments with other units shall be considered full members if their tenure 
home is in anthropology and they are evaluated in the department for any portion of their annual 
assignment. Permanent instructors who have joint or other types of appointments with other 
units shall be considered full members if their primary appointment is in anthropology and they 
are evaluated in the department for any portion of their annual assignment. All regular faculty 
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The Chair is the chief executive officer of the department and is directly responsible to the Dean 
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The Chair is also evaluated annually by the Dean of the College; this review is independent 
from the internal departmental evaluation.  
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the most senior ranking individual from among continuing FAC members.  The previous 
chair is not eligible to serve as chair, except in unusual circumstances. 

 
• In years where tenure and/or promotion cases are reviewed, the FAC Chair usually 

serves as the Chair of the Tenure and Promotion Faculty Review Committee (see below 
for a description of this committee). The FAC coordinates the process for evaluation of 
tenure and promotion candidates and the mid-tenure review, although evaluation is 
performed by the entire tenured faculty (see procedures in VIII below).    

  
*
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• The GC is a standing committee composed of four appointed full-time faculty (whose 
duties are at least 50% within the department), including the graduate director but 
excluding the department chair.  Members of the GC may be tenured/tenure earning 
faculty or permanent instructors. Faculty on sabbatical, non-departmental full-time 
administrative appointments, or any other leave (whether for one semester of the full 
year), may not serve on the GC during the academic year of their leave.  

 
• GC members will serve two-year terms, staggered so that two members will rotate off 

the committee each year.  
 

• After a faculty member’s term is completed, they are not eligible to serve again until one 
academic year has passed. 

 
GC Charge 

 
The GC is charged with reviewing the graduate curriculum, proposing curriculum changes, 
reviewing and updating graduate program outcome assessment measures, and reviewing 
applications for departmental graduate student awards. 
*

GC Chair 
 
The Graduate Director is the Chair of the GC and is responsible for the administration of the 
activities of the GC. The individual in this position consults with the Chair as required. The 
primary responsibility is to insure that the graduate program is periodically reviewed and that 
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• UC members will serve two-year terms, staggered so that two members will rotate off 

the committee each year.  
 

• After a faculty member’s term is completed, they are not eligible to serve again until one 
academic year has passed<*

*
UC 
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CDI Chair 
 
The Chair of the CDI will be appointed by the Department Chair. This individual in this 
position consults with the Chair as required. The primary responsibility is to offer 
suggestions and develop proposals for furthering the department’s commitment to faculty, 
stuto offer 
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account departmental goals, new directions, and immediate needs. 
 

• Once a line is approved, the Department Chair forms a Search Committee of at least 
four faculty members and one graduate student from within the department. A faculty 
member from outside the department may be included as appropriate. Regional 
Chancellors or their designee will serve as a voting member on all search committees for 
faculty hiring on branch campuses. 

 
• The Chair appoints one of the internal members as Committee Chair, and designates a 

staff member to support the committee. 
 
• The Search Committee meets to write the job description and circulates this to the 

department for input and possible revision. The Department chair will resolve any 
differences of opinion and approves the description. 

 
• The Search Committee screens applications and is responsible for developing a first list 

of candidates. The committee may choose to conduct preliminary interviews by phone or 
other virtual means to narrow the list. The committee then develops a short list of 
candidates to be invited for an on-campus interview.  

 
• The Search Committee Chair is responsible for organizing the interview schedules. 

Candidates will make at least one public presentation and all faculty members will be 
given an opportunity to meet with the candidates.  

 
• The Search Committee will meet after all selected candidates have been interviewed 

and make a formal recommendation to the Department Chair and faculty members on 
the acceptability and ranking of candidates.  

 
• As soon as possible, a department meeting is called, and the recommendations are 

discussed. The Department will vote on whether to accept the recommendation of the 
committee; only members who have heard and participated in this discussion are eligible 
to vote. Vote will be by secret, written ballot. 

 
• If the department accepts the committee’s recommendation, the result is presented to 

the Chair. If the department does not accept the recommendation, further discussion and 
voting will take place in order to determine the acceptability and ranking of the 
candidates. 

 
• The Chair will make the final recommendation, and will present this to the College Dean. 
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From time to time, opportunities may arise to appoint faculty members in special circumstances. 
These might include spousal or partner hires,  transfers from other departments, appointments 
related to diversity initiatives, or similar. Any such appointments must be considered by the 
regular voting faculty (section III above) and no such appointment may be made without a 
positive majority vote.  
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Faculty members are evaluated annually on the basis of their assignment of duties in the three 
areas of teaching, research and service. Those assignments reflect the rank of the faculty 
member and the needs of the department. All faculty should carry a research assignment of 15-
20%, with more for untenured faculty (who should have a lower service load). The assignment 
for service should be no more than 10%, with teaching being the major portion of the faculty’s 
assignment. According to the contract the faculty workweek is 40 hours.  
 
At the time of assignment, the percentage distribution among categories assigned is shown in 
the Assigned Faculty Duties (AFD) column of the AFD/FAR form, which is completed online 
through the Faculty Information System (FIS). The (Faculty Activity Report (FAR) column is the 
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Faculty members have the opportunity to respond to the evaluation in the appropriate 
space in the FAIR report. 
 

• Faculty members who feel they are in situations of inequity are encouraged to call the 
FAC's attention to their situation.  

 
• If a faculty member does not submit a report of their activities, the FAC and Chair will 

make a notation on the FIS system to that effect. 
 
*
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• Merit pay, when available, is distributed according to formulae that are determined by 
the United Faculty of 
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• In addition to these processes, a faculty member can file a grievance with United Faculty 
of Florida (UFF) at any time if they feel the Collective Bargaining Agreement (CBA) has 
been violated.  
 

 
* *
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It has become increasingly common for two spouses or domestic partners to be members of 
academic departments. To avoid any questions of potential or perceived conflict of interest, the 
department has established the following guidelines, bearing in mind the need to maintain and 
support the academic autonomy of all individuals: 
 

• Spouses/domestic partners should not serve on the FAC at the same time. 
Spouses/domestic partners may serve on any other committee at the same time (e.g. 
student committees, search committees, other department committees). 
 

• In accordance with the USF policies on nepotism, it is not appropriate for one spouse to 
serve as Chair and the other as Associate Chair, Graduate Director, or other significant 
departmental administrative positions. However, spouses/domestic partners may serve 
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This document is subject to annual review by the faculty of the department at the beginning of 
each academic year. 
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While the tenure and promotion process is a summative assessment of substantive 
contributions at the career level, annual evaluation is a scaled rating of effort (activities/work 
performed, including projects in progress and completed) in assigned duties in a single year. 
Because assigned duties are typically in the categories of teaching, research, and service, the 
annual evaluation process is related to the tenure and promotion process, but their purpose is 
different (see table below). As such, annual evaluations can be used to provide feedback on 
and gauge progress toward tenure and/or promotion in a given year, but the cumulative results 
of annual evaluation do not guarantee tenure or promotion. For faculty members working 
towards tenure and promotion, a statement of progress is included in the annual evaluation. 
However, because annual evaluation is a separate process, those individuals should refer to the 
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long-term scholarly, applied, and creative activities could be included in the annual narrative.  
In the discipline of anthropology, it is important to note that the majority of research projects are 
long-term commitments by the faculty member requiring more than one year to complete. 
Therefore, the effort involved is an important factor when evaluating each faculty member for a 
given year. Other contributing factors should be considered, including whether the faculty 
member has been engaged in a considerable amount of service (e.g., administrative duties, 
editing a journal, organizing a conference, chairing a high-profile department, university, or 
national or international committee) or teaching (e.g., chairing a high number of graduate 
students). Therefore, if the faculty member has consistently shown significant effort through 
their career, they should not be penalized due to working on a long-term project or engaged in a 
higher-than-normal teaching and service commitment for the year being evaluated. Each faculty 
member sh
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o Grant administration and grant-related research activities (e.g., instrument 
development, data collection, data analysis and interpretation) 

o Post-grant activities (e.g., reporting) 
o Preparation, submission, or publication of one or more lesser impact articles or 

book chapters, as determined by, for example, the quality of the outlet(s), the 
influence of the publication(s) on the field, standards of the discipline, etc. 

o Preparation, submission, or publication of a lesser impact book, as determined 
by, for example, the quality of the outlet(s), the influence of the publication(s) on 
the field, standards of the discipline, etc. 

o Preparati
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o Mentorship of undergraduate and/or graduate students through significant 
milestones, e.g., graduation, employment, as advisor/chair 

o Contributions to the intellectual development of students through 
review/feedback on undergraduate or graduate theses or dissertations 

o Student evaluations of teaching at or above the department or college average 
and/or student comments indicative of instructor effectiveness  

o Preparation, submission, or publication of books, articles, or book chapters 
related to teaching  
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Service to the department includes active and cooperative participation in department meetings 
as well as on committees and councils. Service to the university includes active and cooperative 
participation on committees and councils at the school, college, university, and university 
system levels. Ser



! #$!


