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The Teaching Task Force (TTF) was constituted by Provost Robert Coombe in February 
2005 to develop and recommend a more comprehensive and coherent system for developing, 
supporting and evaluating teaching at the University of Denver.  As an integral part of its 
deliberations, the task force addressed issues related to campus culture, faculty development, 
rewards and support systems, and evaluation. This document summarizes the discussions of the 
task force and presents recommendations for enhanced teaching excellence that are based on the 
following principles:   

 
We are committed to excellent teaching and excellent scholarship, and at DU we 
recognize that excellent teaching is informed by excellent scholarship.  We understand 
that professors, from year to year and over the course of their careers, will balance their 
commitments to, and time investments in, these equally important enterprises in different 
ways. 
 
Self-reflection about teaching, coupled with professional development opportunities and 
institutional supports, improves teaching. This can be documented and evaluated. 

i n i n g 
insti t u t i o n a l barri e r s .  Se ctio n III revis i t s the th ree  dim e n s i o n s of teachi n g identi f i e d by the ta sk 
force and propose s m e c h ani s m s  for their evalua t i o n . Sectio n IV summari z e s our m a jor findin g s 
and indicat e s areas that require  further exploration.  Appendices  A, B & C provide infor m ation 
noted in the text.  Appendix D contain s desc riptions and observations  regarding the varied 
teach i n g dev e l o p m e n t , evalu a t i o n an d reward pract i c e of the academ i c units .  
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Members of the Task Force 
 

Task Force members were chosen to represent diversity in a number of areas, including 
divisional affiliation.  Members were chosen by the Faculty Senate and representatives of the 
Provost, and represent a mix of faculty and administrators.  All have a demonstrated interest in 
developing and supporting teaching excellence. 

 
Don Bacon (Faculty, Daniels School of Business) 
Alan Chen (Faculty, Sturm College of Law) 
Christina Coughlan, (Faculty, Natural Sciences and Mathematics) 
Ron DeLyser (Faculty, School of Engineering and Computer Science) 
Julanna Gilbert (Director, Center for Teaching and Learning) 
Andy Goetz (Faculty, Natural Sciences and Mathematics, Social Sciences) 
Jim Hagler (Faculty, Natural Sciences and Mathematics) 
Glyn Hanbery (Interim Dean, Daniels School of Business) Co-Chair 





teaching excellence that inspires everyone. (See Appendix A for the full text of the 
Deans’ Statement on Teaching.) 

 
To realize fully a culture of teaching excellence will require attention to the development 

of integrated practices, teaching support services, and an ethos of excellence in classroom 
teaching, mentoring, and outreach.  The classroom climate for diversity, diversity in the 
curriculum, teaching about multiple perspectives, and support for professional growth and 
development in relation to diversity are some of the critical areas that merit attention as DU 
strives to enhance the culture of teaching excellence.  
 

The University must ensure that faculty members engaged in teaching are making high 
quality contributions to the teaching mission.  Teaching contributions by faculty must be 
evaluated to inform decisions about such issues as development, recognition, and rewards.  
Teaching, of course, involves a broad array of activities and efforts.  Accordingly, a well-
designed teaching evaluation program must include an equally broad spectrum of performance 
measures that will fairly reflect the individual’s contributions  repndiv6c4598 501.9608 Tm
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teaching, since learning is complex and influenc



 
SECTION II: DEVELOPMENT, SUPPORT AND REWARD OF TEACHING 

 
A campus culture that is supportive of teaching is required if teaching is to flourish at any 

institution of higher education.  While the University of Denver has a reputation for high quality 
teaching, the TTF acknowledges that barriers do exist in our culture, and that opportunities for 
development and incentives for teaching must be strengthened.  In this section we discuss 
recommendations for strengthening our campus community’s commitment to development, 
support and rewards for teaching. 

 
As we worked with ideas for developing teaching and rewarding teaching, it became 

clear that the issues of “development,” “support,” and “reward” should not be separated.  
Frankly, for most great teachers, the primary reward comes in the act of teaching and the 
experience of learning. Acknowledgement of these successes cannot be underestimated as well.  
For many great teachers, opportunities for development of new and creative teaching skills 
enable the rewards of teaching to be experienced.  In many cases, therefore, development 
opportunities present opportunities for specific rewards, and approaches to reward present 
opportunities for further development of the teacher and/or the culture.   

 
The Center for Teaching and Learning (CTL) can be a major support for these efforts on 

campus.  We recognize also, however, that Deans, Chairs and Faculty members must develop 
ownership of both mission and programs aimed at enhancing teaching.  We therefore support a 
mix of centralized and decentralized approaches. 

 
Deans play a primary role in developing and supporting culture shifts in academic 

worlds.  We encourage the Provost and Deans to actively engage with our recommendations and 
with their faculties in support of enhanced commitment and focus on teaching excellence.  In that 
effort, it is important that overall workload issues be considered and fairly addressed. 

 
Institutional Support for Teaching 
 
Valuing Teaching 
 



 
Some of the primary barriers to valuing teaching are the salary inequities and 

inadequacies that exist on campus.   The lack of basic reward for the whole of the faculty role 
takes its toll on teaching.  We recommend that the University address this issue in a systematic 
way.  This includes a focus on both the current base salary inadequacies and inequities, and the 
approach to annual salary increases. We are mindful that the University currently approaches 
compensation using three primary mechanisms: a) base salary, b) stipends to encourage 
involvement in specific activities, and c) bonuses.  In our view, faculty members are best 
compensated in a competitive and equitable base salary system, with real, tangible and 
substantial merit increase opportunities.  That said, given our current system, we do recommend 
use of all avenues of support for reward of teaching. 

 
Acknowledgment of faculty has moved from commencement to the internal convocation 

event.  We recommend that teaching awards be acknowledged during commencement as a 
formal, public statement regarding the University’s commitment to teaching and as a means of 
involving students in that acknowledgment. We are aware of the debate regarding the 
advisability of teaching awards as a mechanism for reward of teaching, and believe strongly that 
such awards are only useful in a system in which many tangible rewards exist.  We will discuss 
this in a later recommendation. 

 
Structural Supports: Workload  
 

We recommend that a small workgroup of Deans and Faculty Members examine logical, 
coherent and feasible approaches to making teaching load policies transparent and accessible to 
the University community.  Recognizing that the units have differing missions and methods of 
teaching, we do not recommend a rigid, standard teaching workload.  However, we do believe 
that teaching loads, in the context of other faculty expectations, are relevant to equitable access 
to time for focus on enhancing teaching, and that some inequities may exist.  We are mindful of 
the many issues involved in this situation and the many implications of changed approaches.  We 
do, however, feel that progress must be made in this area if we are to value both teaching and 
scholarship across the divisions. 

 
Access and Support for Diverse Pedagogies 
 

In recent years, much attention has been paid to technologies that support teaching, 
including systems that support delivery in classroom settings (projection systems, “wired to the 
seat” technology, etc.,), systems that support engagement (asynchronous, internet-based 
communication, chat rooms, etc.) and systems that support classroom management (grades, 
participation, etc.). Access to technology that supports teaching is variable across units, as is, 
more importantly, access to high quality support for its use.  We recommend that the Center for 
Teaching and Learning (CTL) design a list of technology-related tools that should be available, 
without charge, to all professors, in all venues, and that Deans commit to access.  In addition, we 
strongly recommend that provision for support be standardized across units and venues, such that 
teachers may rely upon a specified level of person-support for use of technology. 

 

 



In addition, it is important that faculty members be exposed to varied pedagogical models 
that are supportive of teaching.  We recommend that DU faculty members have access to 
information on these developing models.  We recommend further that faculty members have the 
ability to test varying approaches to teaching in a manner that supports creativity and innovation.   
CTL can be a major resource in this arena.  
 
Information and Skill Supports 
 

We recommend development of a series of workshops for existing faculty (“New Ideas 
for Experienced Teachers”).  Many feel that these workshops will be most useful if they are 
created by and tailored to units and allow for significant interaction between faculty members 
regarding the specific needs of their curricula.  This requires a high level of cooperation between 
CTL and individual units. These workshops should expose faculty to both recent theory and 
research on teaching and learning and specific techniques and approaches, and should include 
continuation of the cooperative learning effort.  Cognizant of the history of non-volunteerism in 
this area, we further recommend that Deans and Chairs be encouraged to actively support and 
engage in these efforts (see recommendations below.)  In addition, given the wide use of stipends 
to encourage involvement in many campus activities, we recommend that stipends be used to 
further this effort as well. 

 
While many are interested in developing stronger peer review systems, the level of 

knowledge and expertise in this area is scarce.  We recommend development of seminars, 
workshops and one-on-one sessions to facilitate various types of peer review, including 
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should be able to access teaching spaces that fit the needs of their courses, including those with 
adequate light and ventilation. 

 
Transportation is not readily available in many units for teaching in the community.  

Transportation is a necessity if DU is to commit to experiential learning opportunities that 
support both our educational and public good missions. The lack of access to transportation is a 
problem in some areas due to budgetary limitations; in others it has to do with simple access to 
University vehicles.  We recommend that the University invest in a system of easy access to 
University or rented vehicles for use by faculty and students in fieldwork. 



We recommend that units establish a clear policy relating to the number of new 
preparations of courses that are required of new faculty prior to the tenure review.  Limiting the 
number of preps allows new teachers to develop skills in depth, and ultimately supports the 
quality of the learning experience for students.   

 
We recommend that units consider development of a teaching mentor program for new 

faculty.  Such programs can vary from the informal assignment of teaching mentors within a 
department or unit, to a more sustained effort to support development of teaching effectiveness, 
such as the videotaping project currently used in the Sturm College of Law. 
 
Support for Administrators  
 
 Development, support and reward of teaching are only possible in the context of a 
positive campus culture.  That culture is developed in partnership between faculty and 
administrators.  For any of the above recommendations to take root and flourish, significant 
support m
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University Teaching Professorships 
 
 We recommend development of a University Teaching Professorship program through 
which some twelve faculty members would be actively engaged in supporting the teaching 
mission of the university at any given time.  The term of appointment should be 2-3 years.  We 
further recommend that these positions be endowed and named so as to ensure their 
sustainability and raise their profile both on campus and with external constituents. They should 
serve as the teaching equivalent to the Evans Professorships, and the group should serve as the 
teaching advisory group for the Provost. These positions should have visible and tangible 
rewards, and be highly visible to both internal and external audiences. 
 
 University Teaching Professors should be selected through a rigorous, transparent 
process managed by collaboration between the Deans, Provost and Faculty Senate.  This process 
might be profitably developed for selection of both University Teaching Prof( )Tj
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 In the light of the recommendation for creati





format of the annual review rather than as stand alone evidence. Proposed formats for the annual 
reviews are provided in this document. 

 
This task force has elected to emphasize development and the pursuit of excellence in 

teaching as part of all annual reviews, believing that this supports both faculty development and 
support for a campus culture focused on teaching and learning. Current practices including 
chair/supervisor review and student ratings of teaching do not capture the scope of the full 
pursuit of excellent teaching.  Before tenure, this pursuit mu

Ronald R. DeLyser
I can’t find section 3.



Figure 1: Annual review process for tenure track faculty  
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Figure 2: Annual Review Process for Lecturers and Adjunct Faculty 
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Dimension 1: Evaluating Classroom Teaching 
 

In the normal review year, the document will include self-report and student evaluations 
of teaching.  The self-report will be submitted every year; however, we anticipate that in some 
years it will be more extensive than others. For example, the teaching philosophy should be 
reexamined on a yearly basis, but it may be refined minimally in some years, not at all in others, 
and dramatically in others. The purpose of these reports is to help the faculty member focus and 
reflect on the development of her/his teaching in



• Self-report of implementation of various teaching methodologies in the classroom, 
trends in student evaluation results, teaching workshops attended, collaboration with a 
teaching partner, how these have influenced one’s teaching 

• For the five-year reviews of tenured faculty members, teaching leadership activities 
should be described in this section.  These include such things as curriculum 
development, mentoring new faculty, giving presentations on teaching, organizing 
teaching workshops, etc. 

 
C. PLANS FOR FURTHER DEVELOPMENT  

• Self-report based on evidence described above  
 
D. RECOMMENDATIONS FOR FACULTY DEVELOPMENT  

• Prepared by the chair/supervisor and communicated to the faculty member 
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• Report from chair/supervisor – evaluation of such things as submitting grades on 
time, meeting class regularly, adequate office hours, posting office hours, trends in 
pertinent student evaluation results  
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B. EVIDENCE OF DEVELOPMENT  
 

• Report from chair/supervisor – includes such things as evaluation of how the faculty 
member’s teaching has developed based on implementation of new teaching 
methodologies in the classroom, trends in student evaluation results, teaching 
workshops attended, collaboration with a teaching partner, teaching leadership roles 
assumed in the department for senior faculty members, etc. 

 
Dimension 2: Evaluating Mentoring/Advising   
 

In an effort to expand the concept of teaching, we would like to specifically and 
consistently evaluate, recognize, and reward mentoring activities as an element of teaching.  
Mentoring activities are often cited by students as one of the most powerful and memorable 
experiences of an academic program.  It is in these experiences that students are given the 
opportunity to integrate classroom learning from diverse courses in the context of a supportive, 
intense teaching relationship.  These mentoring relationships may be one-on-one as academic 
and/or career advisor, thesis and dissertation supervision or the PINS and Honors programs.  
They may also be established in small groups in the context of creative activities, such as 
performance groups, art exhibits or dramatic performances.  Thus, we define the term mentoring 
broadly to include those opportunities for faculty members to engage in working relationships 
with individual students or small groups.  We view these opportunities as an important element 
contributing to long-term student success, and a critical element of a strong teaching program.  
 
Evaluation 
 

For the annual review, each faculty member should include mentoring/advising activities 
for the year.  This will be a self-report, but may also include information that comes to the 
department chair/supervisor in routine discussion with students.  The student ratings of teaching 
should also be included for faculty members who participate in the UDCC 1000/1050 seminars. 
The self-report of mentoring may include a general log of activities (See Appendix B for a 
potential template) and a narrative section discussing activities and plans for development.  The 
presentation of evidence regarding mentoring should include 
 

A. Number of advisees/students in a mentoring relationship with the faculty 
member 

B. Nature of the interaction with the advisees 
i. Range 

ii. Depth 
iii. Outcome 

C. Summary and Plans for Development 
 
The following list of mentoring activities may be helpful for new faculty in accurately reporting 
their work in this area.  It is not, however, considered to be an exhaustive list of possible 
mentoring activities. 
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List of Mentoring Teaching Activities 
 
Credit and Noncredit Course Related Activities 

• Principal Dissertation/Thesis Advisor for Graduate Student 
o Faculty member who is primary advisor for Ph.D. student or Master’s Student 

• Principal Thesis/Honors Thesis Advisor for Undergraduate Student 
o Faculty member who is primary advisor for an undergraduate honors student 

• Member/Outside Chair of Dissertation/Thesis Committee (not Principal Advisor) 
o Faculty member who was part of a Ph.D. th
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• Major revision of existing mentoring or advising programs 
• Development of assessment procedures for mentoring/advising programs.
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short story or other creative work and makes it available to an external audience for the 
purpose of teaching. 

• Teaching on-site at local industry 
• AHSS “Reach out DU” program 
• Humanities Institute Salons 
• Bridges to the Future Community Classes 
• University College Short Courses 
• Making of an Engineer, Making of a Scientist 
• Bringing groups of secondary school students to campus for special programs, such as 

special programs created by the Center for Multicultural Excellence 
• Faculty development programs for under-represented groups 
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SECTION IV: SUMMARY AND CONCLUSIONS 
 
 Enhancing the quality of teaching at the University requires a structured system of 
developmental opportunities, supports, evaluation processes and value/reward mechanisms.  The 
recommendations of the Teaching Task Force focus on each of these areas.   
 

Evaluation processes are essential to decision making in each area.  Accordingly, we 
provide detailed recommendations for an evaluation system that  

a. Are tied to primary decision points, at 
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