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CHAPTER 1. FACULTY GOVERNANCE AND PARTICIPATION IN
GOVERNANCE

1.1 Principles of Governance

Within general University norms and specific regulations of the Board of Trustees andhthe
University President, faculty members participate in governance on an institution-wide'basis and
in the particular academic units with which they are affiliated.

Faculty initiative and participation in governance are a vital part of thesacademic \ife!” Moreover,
the general well-being of the University is dependent on the time anetalents the faculty
contribute in the roles of decision makers and consultants.

Faculty participate in all areas of University governance. They hawe primary responsibilities
over academic and scholarly activities, faculty personnel gnatters, and education interests and
policies. They have participatory or advisoryresponsibilities in gther areas.

Full-time faculty members are expectgdito,participate in\governance as a normal faculty
obligation. Consequently, only fogSufficiently serieuss€asons may they refuse appointments or
active service on various committees orlin‘theirdepartments. Part-time faculty members may be
invited to participate in certain governancejprocesses to the extent that their time and other
responsibilities permit.

As a general rule, fall-time faculty members are entitled to participate and vote in decisions
made in the academic departments, schools and colleges with which they are affiliated. Some
matters befofe a department,'sehool or college such as promotion and tenure may be restricted to
the deliberation,of a limited number of faculty. In those colleges having a large number of
faculty, as'well asin institution-wide organizations such as the Faculty Council, faculty members
are entitledtesehoose representatives with voting rights.

The facultyis \ested with primary governance responsibility for academic and scholarly

activities and faculty personnel matters within the University. In addition, the faculty has
participatory or advisory responsibilities for many other University-wide issues.

1.2 Governance Structure
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The faculty of DePaul University shall bear its share of responsibility of shared governance
according to the following principles.

DePaul University is a community sharing a common interest in the welfare of the
institution.

. DePaul is a university community which has adopted this country’s tradition of collegial

governance. The University’s own philosophy encourages faculty and staff to be
concerned with university-wide issues, to prevent barriers from separatng-different
divisions of the University, and otherwise to work for a type of unity that the term
“community” implies.

. As a corporation, the University has a formal structure of gov€rnanee described

principally by its Charter and Bylaws. The latter document assigns/Certain
responsibilities and authority to the Board of Trustees andito,particular officers of the
University, but it assumes that much of the authority. will be shared byse process of
delegation.

For the University to be well governed, the diverse, interests and'perspectives of faculty,
staff, students, and administration must be considered.and incorporated in a timely
fashion in the decision making processes of the institution

By tradition and training, the faculty'are expected teimake judgments about the academic
integrity of the curriculum and the professtonal requirements of faculty status. Therefore,
curriculum, academic programs, and faculty status questions shall be considered primary
responsibilities of the fagulty.“lIt,istunderstood that in order to carry out these
responsibilities, the faculty will work closely with the academic administrators and the
officers of the University. They willalso seek the advice of students, part-time faculty,
and staff. While*the,President andithe Board of Trustees have the authority to reverse the
decision of thexfaculty regarding/their primary responsibilities, it is expected that they
would de*se onlyim‘exceptional circumstances, and would communicate the reasons to
the faculty.

Faculty.governange regarding academic programs, curriculum and faculty status
regularlyitakes place through departments, programs, colleges and schools. Primary
governance within these bodies shall continue as in the past to reside within these bodies
as'well.

Some institutional mechanism is required for University faculty to make decisions on all
educattonal matters and policies regarding faculty status which concern more than one
college or school or which are otherwise of general interest.

Needed, too, is a mechanism for the University faculty to make recommendations to the
President and the Provost regarding matters outside the primary responsibilities of the
faculty.

The Faculty Council has been established to assure full and equal participation of faculty in
University governance.
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1.2.1 Primary Responsibilities of the Faculty

The faculty is vested with primary governance responsibility of academic and scholarly activities
and faculty personnel matters within the University, including the following:

o

Curriculum matters, including establishment, dissolution, and substantial changes of
degree programs; and the reorganization of the general University academicistructure.
Academic freedom, including rights and responsibilities.

Standards and procedures concerning faculty promotion, tenuregappointments, rétention,
and performance.

Adjudication of grievance and disputes in all matters involvinga faculty member or
members.

Standards and procedures concerning instruction.

Regulations regarding attendance, examinationspgrading, scholastic standing, honors,
and general admission and graduation standards.

Matters pertaining to research, scholarly, and‘ereative.activities.

Academic principles underlying the academic calendar.

In general, any educational interests and poligcies.

1.2.2 Participatory ResponsibilitieS

The faculty will advise or othérwise participate regularly with the administration and other
appropriate bodies in University matters including the following:

© oo N Ok

Establishment'of University priorities.

Formulation of policy with regard to allocation and utilization of the University’s human,
physical and fiscal reseurces and the principles underlying the development of the
hudget:

Oversightief administrators, establishment or dissolution of administrative offices, and
majokehangesiin administrative structure.

Establishment of policies for the regulation of inter-collegiate athletes.
Recemmendation of candidates for honorary degrees.

Other matters inseparably associated with traditional faculty responsibilities.

The establishment or elimination of colleges, schools or departments.

Conducting of commencement exercises and honors convocations.

Any matters of interest to the faculty or pertaining to the University and its purpose.

1.3 The Faculty Council and Its Delegated Authority
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The authority of the University faculty to carry out its responsibilities for University-wide issues
is delegated to the Faculty Council, except that a meeting of the Council of the Whole
(University faculty) shall be held at the call of the President, the Provost, the Faculty Council, or
on written petition to the Faculty Council by at least fifty full-time members of the University
faculty.

For the purposes of this Council’s representation, the regular full-time faculty of the University
consists of all full-time instructors, legal writing instructors, long-term contragctiteaching
professionals, assistant professors, associate professors, and professors, andééxcludes the
President, the Provost, the vice presidents of the University, the deans ofithe calleges or 'schools
and other faculty members whose roles in the judgment of the Presidént of the Faculty Council,
are predominantly administrative.

1.3.1 Members of the Faculty Council

The Council shall include twenty eight (28) full-timefaculty members.

» Four (4) from the College of Commerce

* Two (2) from the College of Communication

» Three (3) from the College of Gemputing and Digital Media
* Two (2) from the College offEducation

* Two (2) from the College.of Law.

» Six (6) from the College of LiberaldArts and Social Sciences
» Three (3) from the College,0f Science'and Health

* Two (2) from the School'of,Music

*  Two (2) from the School for'New Learning

* Two (2) from TheRheatre School

Members shallibe electedyby the full-time faculty of the various colleges and schools
respegtively. Thexerm for a regularly elected member of Faculty Council shall be from
Septemberd*hef the calendar year in which he or she is elected until August 31% of the calendar
year in which hisior her term expires. Each calendar year, unit elections for the regular seats and
alternate seats held by members whose terms expire in that year shall take place on or after April
1%t and be a date that will allow the results to be reported to the chair of the Committee on
Committees for presentation at the June meeting of the Council. Members elected at that time
shall begin their terms on September 1% of that year.

Council members shall hold office for three years with staggered terms so that one-third of the
membership is eligible for election each year. The office of Council member shall become
vacant on incapacity or resignation or the absence of a council member from the meeting of the
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Council for four consecutive months. The college dean shall call a special election to fill an
existing vacancy.

The full-time faculty shall elect twenty-three (23) faculty members to serve as alternate members
of the Council.

» Three (3) from the College of Commerce

* Two (2) from the College of Communication

* Two (2) from the College of Computing and Digital Media

* Two (2) from the College of Education

* Two (2) from the College of Law

» Four (4) from the College of Liberal Arts and Social Sciences
+ Two (2) from the College of Science and Health

* Two (2) from the School of Music

* Two (2) from the School for New Learning

* Two (2) from The Theatre School

Alternate members shall hold office for one year terms. “In,the event of an anticipated absence of
a council member from a Council meeting, the,couneil,member shall designate an alternate to
participate in his/her stead with full rights,of a Council member.

The Faculty Council Committegfen Commnittees,shall review the composition of Faculty Council
membership by February 29¥°of every leapiyear and make a recommendation to Faculty Council
during the subsequent March 'meeting'to mainptain or adjust the composition of membership to
take effect for the coming-academig year,

1.3.2 Officers of the Faculty Council

The Council shall elect a'President as presiding officer, a Vice President and Secretary from
among its elected'members and these officers may be from any school or college. An additional
officenshallbe,the Chair of the Committee on Committees, who shall be elected from among the
COC members themselves, subject to the approval of Council.

The President shall represent Council in university business that Council deems appropriate. She
or he shall call the monthly meetings of Council, preside over Faculty Council Executive
Committee meetings, and otherwise organize the business of Council in consultation with the
other officers. The President does not vote on Council resolutions unless there is a need to break
a tie vote or she/he decides to make a tie. In the case of secret ballot, the President may vote.
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The Vice President shall represent Council in university business deemed appropriate or to
which the President is unable to attend. The Vice President shall be the working liaison between
Council and specific standing committees as designated by the President and shall organize the
Faculty Council Executive Committee meetings.

The Secretary shall keep the minutes at the Council meetings, monitor the website, maintain the
archival records of Council and report findings or decisions of Council to the appropriate
administrative bodies for action.

The Chair of the Committee on Committees shall organize the appointment offaculty (subject to
Council’s approval) to all faculty slots on university and Council comimittees. Sheler he'shall
maintain the records of current or previous faculty appointments, shallleversee the process of
Council elections in the various colleges and shall perform otheri@rganizational duties as
designated by the President and the Faculty Council Executive Committee.

The President, Vice President and Secretary of the Gouncil shall"e elected at each June meeting.
It is not precluded, but it is also not an assumption, that the"Vice, President will necessarily
succeed the President. Terms for all officers,areene year, subject to re-election. The President
and Vice President must collectively represent at least two'(2),€olleges or schools. Should any
officer be unable to fulfill her or his term, the Committee on”Committees shall determine by next
Council meeting a proper process fof succession.

1.3.3 Meetings of the Coungil

The Council shall gengrallyameet on the fisst Wednesday of each month during the academic
year (September through June, inclusively), and as needed at the call of the President of the
University, the Proyost, the’President of the Council, or at the call of the majority of the Council
members. Minutes ofieach 'meeting shall be sent promptly by the Council Secretary to all
fulltime faCulty. members.

At least five days befare’each meeting, the Council Secretary shall send to Council members
copies of'the notice of every meeting of the Council, together with documents pertaining to the
agenda of the meeting, including the text of any proposed legislation.

1.3.4 Notice to the Faculty of Council Meetings

The Council Secretary shall send notice and agenda of each meeting of the Council for posting to
each college or school, department or other appropriate academic unit of the University, together
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with documents pertaining to the agenda of the meeting, including the text of any proposed
legislation.

1.3.5 Conduct of Meetings

Presence of 50% or more of the voting eligible members of the Faculty Council shall constitute a
quorum of the Council. Decisions are to be made by majority vote of the Council members
present, provided that the votes in favor of a resolution shall number more thap®onesthird of the
voting eligible members.

All faculty members may attend meetings of the Council, excluding£Xxecutive sessions./ Chairs
of committees of the Faculty Council may offer motions and speak on‘behalf of their
committees.

The Council may by decision of the President or a majarity ofithe Coungil members present
permit other persons not of the Council to speak on&genda items.

An executive session may be called by the PreSident of the Faculty Council at his/her discretion,
which may be overruled by a majority of the Faculty.Councikymembers present. Sessions dealing
with matters involving the right to privaey of individuals\normally shall be executive sessions.
Executive sessions may be used for@btaining information and for deliberation; but final policy
decisions shall be made in open &aculty,Council megtings.

1.3.6 Communication of Decisions

All decisions and recommendations‘of.the Faculty Council shall be forwarded to the President of
the University or the Provest as his designee for the President’s approval.

In the event the,Presidentof the University, or the Provost as his designee, disapproves any
decision orrecommendation of the Faculty Council, the President or the Provost as his designee
shall 'eommunicate hisiier reasons to the Faculty Council.

1.3.7 Responsibility to the Faculty

The Council shall regularly send a summary of its actions to the Provost, each college and
school, department, or academic unit for posting. At the request of a majority of the members
present, but no fewer than one-third of members of the Council, any matter must be submitted to
the faculty for consideration. The Council shall establish the manner by which the faculty shall
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vote by mail or otherwise on any such matter. A vote by the majority of the full-time faculty
members of the University shall be binding on the Faculty Council.

1.3.8 Conduct of Meetings of the Council of the Whole

Twenty-five (25) percent of full-time faculty members shall constitute a quorum of the Council
of the Whole. Meetings of the Council of the Whole shall be chaired by the President of the
Faculty Council. Decisions of the Council of the Whole shall be made by a majoritysef the
members present, subject to ratification by a vote of the majority of the fullétime faculty
members in a special mail ballot.

1.4 Committees of the Faculty Council

The Faculty Council is empowered to establish committeestof the Faculty Council. The Faculty
Council appoints the members of the Committee on Gemmittees from among the members of
Faculty Council.

Membership on other Faculty Council commuittees.s not limited to Faculty Council members.
The terms of office of members of the committees shall be'prescribed by the Faculty Council. In
the case of standing committees, the terms of office shalhnormally be staggered to permit a
reasonable degree of continuity.

In the case of ad hoc committ€es, the duration of such committees shall be as prescribed by the
Faculty Council. Any stariding,or ad*hoc,committee which fails to meet, and does not otherwise
act or file a report, fora"period of ene yean, shall be discontinued automatically.

Each committee/Ofithe Facdlty Council shall select its own chair. With the approval of the
Committee on Committees, each.committee may appoint sub-committees from its own members
or from among,other members of the full time and part time faculty and such members of the
adminiStration, staff and students as shall be helpful in its deliberations.

1.4.1 GeneralDuties of Committees

Committees shall recommend policy and change in policy in their areas of responsibility to the
Faculty Council.

They shall receive and consider proposals in their areas of responsibility from the Faculty
Council, the administration, Student Association, staff, etc., and present their reccommendations
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to the Faculty Council. In their deliberations the committees and sub-committees shall seek
advice, information, or materials from other members of the University community.

They shall review annually sections of the Faculty Handbook pertaining to their areas of concern
and make recommendations for revision.

They shall meet frequently and maintain liaison with appropriate committees and groups
established by the academic units, the Student Association, the Staff Council, and ether
University constituencies.

1.4.2 Standing Committees of the Faculty Council
Currently the Faculty Council has eleven (11) standing committees:

Faculty Council Executive Committee (FCEC)
Purpose: Serve as a liaison between the Faculty Council and the President of the University, the
Provost, and the Academic Council to facilitate communigation on aregular basis.

Committee on Academic Policy (CAP)
Purpose: Review and recommend academic poliCies in the areas of academic standards,
academic support systems, and enrallmentimanagementsincluding admissions and financial aid.

Committee on Committees{COC)
Purpose: Recommend faculty‘@appointments to'Faculty Council committees and to
Universitywide committeesiand hoards; conduct annual elections of the Faculty Council.

Committee on Cuxriculum and Programs (CCP)
Purpose: Initiate and/ok apprave proposals for major changes in the curriculum of the University,
especially newaprogramstand altered degree requirements for established programs.

Committee on the Status of Faculty (SOF)

Purpose: Prgposeand review policies and procedures relating to faculty appointment, promotion,
tenure, retirement, separation, and conditions of full-time and part-time employment including
salary levels, fringe benefits, leaves, consultations and inter-departmental compensation.

Faculty Council Budget Committee (FCBC)

Purpose: Serve as liaison between the Faculty Council and the faculty members of the Strategic
Resource Allocation Committee (SRAC), provide assistance to those members and help specify
faculty priorities in the budgeting process.
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Faculty Council Physical Environment Committee (FCPEC)

Purpose: The committee will advise on the spatial needs and organizations of any new classroom
construction or reconstruction, as well as advise on policy for the physical environment of the
campuses and the potential destruction of DePaul buildings.

Promotion and Tenure Policy Committee (PTPC)
Purpose: The committee is to review and develop policies on promotion and teatreagDePaul.

Faculty Council Committee on Research Policy (FCCORP)

Purpose: To advise Faculty Council on all research policies that comé before it. Iniaddition, the
research committee will promote research initiatives within the university and*bring te council
concerns involving the support and promotion of research threughout DePaul.

Committee on Teaching and Learning (COLT)

Purpose: Examine institutional policies and structutes for their impact on teaching and learning,
support the scholarship and practice of teaching, and‘¢ensider and advise on how technology
affects the practice of teaching.

Liberal Studies Council (LSC)
Purpose: Oversee the structure, content, and academic integrity of the general education
program.

1.4.3 University Committeeswith/Faculty Representation

University committeesidealing with“matters in which the faculty have governance responsibility
or interest shall hawe faculty representation. Faculty representatives on such committees shall be
responsive ta'the Faculty Council to the extent appropriate.

University*boardsiand committees which report directly to the President or other officers of the
University.shall be subject to the policies of the Faculty Council and to review by the Faculty
Council to the extent that these boards or committees deal in areas of primary responsibility of
the faculty.

Faculty are represented on the following University committees and boards:
» Academic Advising Awards Committee
» Academic Affairs Committee — Board of Trustees

» Academic Integrity Board and Academic Integrity Ombudspersons
» Academic Program Review Committee

10
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» All-University Judicial Board

» Campus Recreational Advisory Committee

* Faculty Grievance and Appeals Panel

 Fair Business Practices Committee

» Grade Challenge Review Board

» Library Review Board

» Life-long Learning Committee

* Public Service Council

* Quality of Instruction Council

» Strategic Resource Allocation Committee

« Student Activity Fee Board

» Teaching, Learning and Technology Committee

* Tuition Pricing Committee

* University Athletic Board

* University Benefits and Compensation Commigtee
* University Board on Faculty Promotion and¢Tenure
» University Committee on International Rrograms

« University Institutional Animal Care@nd Use Committeg
* University Institutional Review BoardyforthesProtection of Human Subjects
» University Research Council

* University-wide Honors Pragram Committee

1.5 Amendment of the Faculty Handbook

The Faculty Handbook may be amended by the faculty. Changes to the Faculty Handbook take
effect when accepted bysthe University’President.

The FacultysHandbookymay be,amended in either of two ways:

11



1. By the affirmative vote of least sixty percent (60%) of the members of the Faculty
Council present at the meeting, such that those votes represent at least 50% of the total

Faculty Council membership; or

2. By submission of a proposed amendment over the signature of ten percent of the full-
time 5  regular faculty as whole for ratification. The Committee on Committees will
then task a

6 committee to oversee a referendum within 14 days. The amendment will be approved if a 7
majority of the full-time faculty cast referendum ballots and if at least two-thirds of the 8 faculty

members casting ballots vote in favor of the amendment. ;
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Revisions to this Chapter
Officers of the Faculty Council
Approved by Faculty Council 09.14.2005

Amendment of the Faculty Handbook
Approved by Faculty Council 09.14.2005

General Amendment and Restructuring
Approved by Faculty Council.February 20, 2008

Definition of Votes the Faculty Handbook

Faculty Council 10.01.2008

Change in Numbers of Alternates
roved by Faculty Council 03.01.2008

Change in Numbers of Representatives
Approved by Faculty Council 06.01.2011

Deadline for College FC Representative Elections
Approved by Faculty Council 02.01.2012
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CHAPTER 2. SEARCH, APPPOINTMENT AND ORIENTATION OF FACULTY
2.1 Recruitment Policies

Academic deans, departmental chairs, and academic program directors have responsibility for
initiating the process for faculty appointments, with the exception of the position of dean.
Policies, guidelines, and procedures for the employment process are established by the Provost
and can be obtained from the Provost’s office.

Consultation with the faculty of the academic unit is required for the appeintment of all full time
faculty and departmental chairs. Only in rare instances and for compeélling reasonsiwill an
appointment be made over the expressed opposition of the departmentier college/school faculty.
Faculty involved in the search process are individually accountablesfor following the equal
employment policies of the university. Each should have a€opy of thepertinent policy
statements.

DePaul University supports and practices the concepts,of nondiscrimination in all areas of
employment regardless of race, color, religiopssexual orientationynational origin, age, gender,
marital status, disability, veteran status, type\ef discharge fromsthe military, or other legally
protected status. Inquiries regarding this policy"should e address to the Vice President for
Human Resources.

2.2 Initial Academic Appointments
2.2.1 General Criterigr/@ngyPolicies

The faculty has a‘major resgonsibility for fulfilling the principal functions for the university —
teaching, schelarshipyesearch and other creative activities, and service. DePaul appoints its
faculty onthebasis of sCholarly achievement and the promise of continuing academic growth,
competeneies directly related to academic goals and programs of the university, and acceptance
of the principles as'stated in the Employment Policies and Procedures section of this Handbook.

The principal criteria for initial appointment and promotion in academic rank are quality of
teaching, scholarship, research or other creative activities, and service.

General university criteria are subject to further specification standards adopted by colleges,
schools and departments. Criteria, which are approved by and included in official documents of
the academic units, area as binding on the members of those units as are the general university
standards for which they provide explication. Should there be a difference between the two sets
of criteria, those of the university shall prevail.
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Authority to appoint faculty rests with the University President. In practice, this authority is
regularly delegated to the Provost, who carefully reviews the terms of the proposed faculty
contract before it is approved and issued. The review is to assure that the terms of the proposed
faculty contract are compatible with university policies, accepted academic standards, and
principles of equity with respect to other DePaul faculty members in comparable positions.

The office of the Provost has overall responsibility for monitoring academic appointments. This
office established policies and procedures related to faculty employment that are®€@mpatible with
the general university guidelines. These guidelines assume, however, that mest of the initial
responsibility for the selection process resides with the academic deans, departmental chairs, and
directors of academic offices.

Initial appointments are in contract form, each including amongsthe,contract terms;

Salary

Length of contractual service

Academic rank

Tenure status

Affiliation with an academic unit, that.is, a particulancellege/school, academic
department or academic program

a s~ E

Specific contractual agreements are defined in.the letter of offer to the faculty member and are
then incorporated into the formal contract.

The initial contract may“belef one,two or three years on the recommendation of the academic
dean and with the approval of the Provost.

Two or moreqmembers,of the'same family may be given faculty appointments, even in the same
college/schoohor department. /However, such an appointment will not be made in a situation in
whichsenesmember of the family holds an administrative position that requires judgment on the
other'member’s qualifieations for appointment and salary. Similarly, after the initial
appointment, one:member of a family is not eligible for an administrative appointment in a unit
of the university that would require the above mentioned judgments on the qualification of
another member of the family.

2.2.2 Types of Full Time Appointments

The President, Provost, academic deans, professors, associate professors, assistant professors and
all categories of instructor constitute the reqular full time faculty.
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All full time faculty appointments fall into two categories: tenure track and non tenure track.
2.2.2.1 Tenure track appointments

Tenure track appointments may be at the rank of assistant professor, associate professor, or full
professor.

Assistant Professor

The doctorate or terminal degree is required for this rank. Exceptions are made for candidates
who have already attained recognition for scholarly or other relevant professional achievements
and give promise of continued development. The assistant professorghould demonstrate
potential for becoming a good to excellent teacher and for pursuing schelarship, research or other
creative activities, and service.

Associate Professor

In addition to the requirements for assistant professor; the candidate must demonstrate good to
excellent teaching performance. The candidate shiould,alse'show evidence of notable
scholarship, research or other creative activities, as well\as university service. The candidate
should be engaged in scholarship, research or,other creativeactivities and university service that
are likely to result in additional academic,achievements:\For this rank, the candidate should
show significant involvement in unjversity.activities in the respective college, school or
department.

Professor

This rank is reserved forthese with recognized academic achievements. In addition to the
requirements for associate professor,candidates must give evidence of continued scholarship,
research or otherCreative activities and university service, the quality of which is recognized by
their peers outside thesuniversity., For promotion to full professor or granting this rank to a newly
engaged faculty memberwho has not previously enjoyed it at a recognized college or university,
there will'be an‘ewvaluation of the candidate’s scholarly or creative record by a minimum of two
outside experts who'hawve been sent the appropriate materials. These evaluations should be from
persons not overly influenced by personal relations with the applicant. Candidates for this rank
should present ewadence of notable service contributions to the university at the level of their
home unit and‘beyond. Good to excellent teaching remains mandatory for this rank.

Tenure Track Joint Appointments
A faculty member may receive a joint appointment or affiliation in two colleges, schools,
departments or programs.
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For a joint appointment in two units, a candidate for initial appointment must be evaluated and
consequently recommended by the faculty of both colleges, schools or departments. The criteria
for determining eligibility for such a joint appointment are those for the usual initial appointment.

A faculty member with a formal faculty appointment in more than one academic unit, or college
or school shall be evaluated by the home unit and shall be evaluated independently by the second
unit if it so chooses, or if requested to do so by either the candidate or by the home unit.

2.2.2.2 Non tenure track appointments

Non tenure track appointments are annual contracts and carry with thém no.expectation or right
of reappointment. Non tenure track appointments may be at the rank'af,Instructor (ABD),
Instructor (NTT), Instructor (LTC or LTTP), visiting assistantprofessor, Visiting associate
professor, visiting full professor or a special appointment.

Instructor (NTT)

For appointment to this rank, the candidate should hawve ansatdvanced degree, have plans for
completing a terminal degree, and otherwise givespromise,of continuing academic development.
Although this is a non tenure track position, Instructor (NTT),shall receive the annual reviews
described in EVALUATION OF FACULTY, andhaveithe right of appeal on dismissal as
described in GRIEVANCES PROCEDURES. Time in rank as Instructor (NTT) does not count
towards tenure.

Instructor (ABD)

Candidate who have sue€essfully.completed all requirements for the doctorate or terminal degree
but have not yet successfully defended or otherwise attained the degree may be appointed to this
rank with the statéd expectation that,.upon completion of the degree, the faculty member will be
appointed to the rank'ef assistant professor. Time in rank as Instructor (ABD) does not count
towards tenure.

LongTerm ContractRrofessional (LTC)

Definition and General Policies

The purpose of long term teaching professionals is to meet specific curricular and programmatic
needs within the university which are distinct from those currently filled by tenure track faculty
or likely to be filled by tenure track faculty in the future. Long term contract status is appropriate
only in the case of curricular or programmatic activities for which tenure track faculty are, or
would be, unsuitable or unavailable or when the academic identity of the position is not yet
sufficiently developed to warrant a case for tenure.
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Long term contract teaching professional positions are not to replace tenure track positions, or to
be used in lieu of adding new tenure track positions when merited, or to provide a safe harbor for
faculty whose tenure status is in jeopardy. The goal, instead, is to ensure pedagogical continuity
and quality through a flexible set of contractual terms.

Long term contract appointments may be offered to a limited number of individuals within an
academic unit based on the demonstrated needs of that unit. Such appointments should not
exceed a maximum of 5% of the total tenure track faculty in the department, collégemer school.
Individual units may petition Faculty Council for an increase in appointments not to exceed 20%
of the total tenure track faculty in the unit. Long term contract teachingarofessionals are
expected to have substantial teaching responsibilities (not necessarilyAimited to the,classroom),
within the department, college or school and will be expected to engage,in professional
development activities. The department, college or school willsdetermineand speeify what
constitutes professional development for the position. Long‘term contracts aregsnade on an
annual basis up to five years (see Senior Instructor below).

Position Approval

Long term contract teaching professional positions must.be appraved by a majority vote of the
Faculty Council. A long term contract teaching professionalpesition is a single faculty line to
which one instructor is appointed. To obtain posttion approval, the college or school should
demonstrate:

a) That the position conferms to the'specified distinctive characteristics that differentiate
long term contract t€aching professional’ appointments from tenure track appointments,
and;

b) That the number of authorized, pesitions will not exceed the limits specified above.

The college or schoolshouldisubmit to Faculty Council the criteria and processes it will apply in
annual reviews, reappointment'and promotion decisions to assess teaching performance and
professional development of faculty in long term teaching professional tracks. The college or
schoaol shall outlinetitsyparticipation in the position renewal process.

Position Renewal

Long term contract teaching professional positions are subject to periodic renewal. This process
is a review of the position itself to determine whether it continues to meet the criteria of long
term contract teaching professionals. Renewal will be based upon the need of the unit, the
position’s continuing fit with the specifications for long term teaching professionals, and the
financial conditions of the university. The department, college or school will delineate the
faculty’s participation in the renewal process in the initial position authorization.
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With the retirement, resignation or termination of an Instructor (LTC), the position is considered
to have ended and a renewal of the position line must occur before a replacement is hired. Thus,
the timing for evaluating the continuation of a long term contract teaching professional position is
determined by the timing of the appointment of the Instructor (LTC) to the position. If the
instructor continues in the position, then the position is reviewed during the fourth consecutive
one year appointment. At the time of position renewal, the academic dean will submit to the
Provost a request that the long term contract position be re-authorized and approved for a
fiveyear period. If the position is approved for renewal, the position is renewedsforafive-year
period and the Instructor (LTC) is eligible to apply for promotion to Seniordnstructor (LI C) in
the fifth consecutive one year appointment. In the fifth year of that fiveyear renewal period (the
Senior Instructor’s fourth year), the position is again reviewed. If thefposition is rénewed, the
Senior Instructor will be appointed for another five year contract periagl, The'Senior Instructor
will be notified of the university’s decision concerning positionstenewal before thé.completion of
the fourth year of the five-year long term contract. Failure0 receivetenewahwill result in the
elimination of the position upon expiration of the existing faculty contract.

Terms of Appointment

Faculty hired on long term contract teaching professionalitracks may receive a maximum of five
consecutive one year appointments that carryawith them no‘expéctation of tenure or right of
reappointment. These faculty are hired at the rank of Instructor (LTC) and are subject to an
annual review according to the general university guidelines identified in EVALUATION
[section 3.3] and the criteria establisheg, by the department, college or school in the initial
position authorization. Faculty hired onleng term contract teaching professional tracks have the
right to appeal non-renewal’asidescribed in GRIEVANCE PROCEDURES [section 5.2].

Promotion to SeniorAnstructor

Upon successful.campletion’of five consecutive one-year appointments, faculty on a long term
contract teaching professionakltrack who wish to continue in this position must apply for
promotion-tothe rank of'Senigr Instructor (LTC) and appointment to a five-year contract. The
instructerand academic dean of the unit will prepare a case for promotion. The case will be
presented to the Faculty«Council Committee the Status of the Faculty (SoF). Sufficient evidence
of professional development and other criteria specified by the department, college or school
must be met for promotion. If approved, the faculty member will receive a contracted five-year
appointment with the promotion. If the request is not approved, the faculty member will be
granted a final (sixth) one-year contract as Instructor (LTC), with termination to occur at the end
of that sixth year.

Reappointment
Specific criteria governing the reappointment of long term contract teaching professionals will be
determined by the academic unit wherein the teaching professional resides and incorporated into
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the proposal for Faculty Council approval of the position. Such criteria will be in accordance
with general university guidelines, particularly regarding stated academic goals, and will also be
based upon the unique needs of that academic unit.

Inasmuch as long term contract teaching professionals are ineligible for tenure consideration, and
given that the positions do not guarantee continued employment, long term contract teaching
professionals may be terminated at the conclusion of any contractual agreement.

Notification
A teaching professional on a long term contract is entitled to:

a) Written notification of the university’s decision to renew or nofito rénew the position after
periodic evaluation, with a statement of the reasons forthewdecision,that shall be given by
the university.

b) Written notification of the initial decision to renew oraet to renew the instructor’s
appointment, with a statement of the reasonsg#or the decisien that'shall be given by the
academic dean. Decision to renew should‘include assessment’of the teaching
professional’s qualifications, noting especially those conditions under which the
individual was initially hired. Notification shall be“made according to the procedures set
forth in this Faculty Handbook.

c) An opportunity to submit materialsfor reappointment. The long term contract
professional shall be given apprepriate notice before a decision is to be made on
reappointment. Supperting materials shall"be submitted to the dean or department chair
according to the process developed bysthe unit in the review of long term contract
teaching professionals.

d) Notificationdyathe dean of his or'her prerogatives connected with a decision that a
contract is'Rot to hedenewed,/including a statement of the teaching professional’s rights
of appeal and‘the procedures governing such an appeal, if he or she wishes such a review.
ThiS right and the,procedures attached thereto are described in GRIEVANCE
PROCEDURES [section 5.2].

Guidelinesfor CTC Positions

Definition of Position

The proposal for long term contract teaching professional positions submitted by a college or
school should illustrate the position’s compliance with the university requirements for LTC
positions as outlined in this Handbook. The college or school should include the numerical ratio
of long term contract teaching positions to full time tenured and tenure track appointments to
insure that the academic unit does not exceed the limits stated in this Handbook. The college of
school should demonstrate the unique pedagogic needs of the unit that puts LTC positions outside
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the boundaries of tenure track faculty in that college or school or it must demonstrate that the
position is not sufficiently developed to warrant a case for tenure. The proposal should include:

a)

b)

f)

h)

A job description for each position and the number of instructors within each position.
This description should clearly indicate the teaching responsibilities and other
instructional-related activities required by the position, demonstrating that the work will
be at least two-thirds student instruction. The job description should include academic
credentials or equivalent professional experience required for each positionjiand must
explain how the instructional components of the work require the skills and expertise
associated with an advanced degree or specialized training or expertise.

Professional development responsibilities should be outlined #1f applicablepservice or
governance responsibilities should also be delineated. Procedures to be followed by the
departmental chair, program director and/or academic deamito foster faculty development
should be outlined for this position.

Justification of the proposed positions to fulfill pew functions or to inCorporate existing
functions that are inadequately filled by present staffing.

Procedures for position approval within eaCh'eollegear school. The unit should also
delineate the extent of the faculty’s parti¢ipationiin the position renewal process.
Procedures for annual review and reappointment by the/department, college or school.
This should include the means by which*leng term contract teaching professionals are
reviewed (e.g. departmental ghairs; personnel committee).

Criteria for annual review and‘teappeintment.* The department, college or school should
set out guidelines for the assessment and evaluation of the teaching and instructional
responsibilities and’professional develepment of the long term contract teaching
professional. Theigellegeor schoal should outline the role of the student’s participation
in the promotion process.

ProcedureS\for pramotion to Senior Instructor (LTC).

Criteria for premotionyto Senior Instructor (LTC). The college or school should include
theCriteria to Senior Instructor (LTC) if it differs from the annual review described
above.

2.2.2.3 Special Appointments

Special appointments are so designated because the appointment has a definite time limitation,
with or without the expressed qualification of “visiting” or is an appointment whose continuation
is directly connected to the faculty member’s program.

The university may, from time to time, make special faculty appointments on a full time basis.
Each of these appointments is made by a formal contract which indicates the special scope of
responsibilities and/or limitations attached to the appointment.
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Negotiations with prospective faculty for such special appointments must cover this matter. The
initial contract clearly identifies the faculty member’s rank, tenure status and length of initial
contract as specified in the letter of offer.

2.2.3 Types of Part Time Appointments

Professors emeriti who have academic appointments, adjunct faculty, and lecturérsi@enstitute the
part time faculty.

The academic dean of a college or school is authorized to pass final jgdgment on the
qualifications of part-time faculty to offer instruction in specific courses. The-departmental chair,
however, shall be active in identifying and evaluating candidatesifor,theseitemporary
appointments.

Appointments of part-time faculty are made, without/formal contract, for one academic term
(academic quarter or semester), subject to a new appaintment.with the'mutual consent of both
parties. The university is not obligated to offerawew appointment to part-time faculty. These
appointments are made within the general nokms of the university and on the recommendation of
the departmental chair. Part time faculty.are ustally appeinted as lecturers.

The office of the dean is expected to have enfile a formal faculty application and an official
transcript of credit or, at leastgan official'aetification of receipt of the pertinent degree for each
part time faculty member.

The dean sets the salary,of part timefaculty within the limitations of his/her college or school
operating budget‘and the'general salary norms of both the particular college or school and the
university asa whole:

Each aeademic term the dgpartmental chair and the dean are to report the official assignments of
part time faculty in‘thesFaculty Assignment Reports. Periodically, various offices of the
university'may reguest the dean or departmental chair to give necessary data on part time faculty.
Lecturer

This rank is reserved for faculty who are temporarily associated with the university.

Adjunct Faculty
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An adjunct appointment is basically one of honor or special recognition for a part time faculty
member. With respect to determination of salary, responsibilities, and faculty prerogatives,
adjunct faculty members are considered lecturers.

The candidate for appointment to an adjunct faculty position must have the academic
qualifications of full time faculty at the same rank. The candidate should also meet one or more
of the following criteria:

1. Currently enjoys a distinguished position or career.

2. Serves as a liaison between DePaul University and some important ageney, such'as
Argonne National Laboratory.

3. Is arecognized expert in some special field of knowledge thatis,pasticularly needed at
DePaul.

4. Has served DePaul very well, regularly, and over adong period of time;

The Provost will send the candidate a formal letter of'appointmentupon/the recommendation of
the dean and the review of the credentials.

Retired Faculty

A formally retired faculty member may.be offered a limited faculty assignment with part time
status at a commensurately reducedsalary: Such appointments normally are not to exceed two
years.

The usual reasons for offeringsuchan.assignment are:

1. The need ofthexcollege, school.er department for the specific and unusual competencies
of the retirig faculty member.

2. Quality in teaching orether academic endeavors, coupled with the ability to keep
acddemically current.

3.g"Personalreasons for the retiring faculty member to remain partially active in the
university.

The decision,to offer a limited assignment to a retired faculty member rests principally with the
academic dean, following departmental consultation. The dean’s opinion is to be referred in
writing to the Provost for a final decision.

The basic conditions for the limited assignment are:

1. Anassignment is not to equal or exceed approximately one-half of a full time
appointment.

10



424
425
426
427
428
429
430
431
432
433
434
435
436
437
438
439
440
441
442
443
444
445
446
447
448
449
450
451
452
453
454
455
456
457
458
459
460
461
462
463

2. Compensation is determined by negotiations between the academic dean and the retiree,
not to exceed the ratio of the assignment applied to the last full academic year’s salary.
Thus, if the faculty assignment is one-third of a full faculty load, the retiree would receive
— at most — one-third of his or her last academic year’s salary. The annual compensation
for a retiree may not be equal to or exceed fifty percent of the last full time academic
salary. The fringe benefits of a retired faculty member shall be determined by their
retiree status.

Professor Emeriti

The university may bestow the title of “Professor Emeritus,” a part timedacultyiposition, upon
formal retirement. Those eligible for emeritus status are tenured, senior full time“faculty;who
have formerly contributed honorably to the university’s mission and who have.ordinarily served
at least seven (7) years as a tenured, senior full time faculty memier, Exceptions to these criteria
are allowed for exceptional contributions.

During the quarter prior to retirement, the department'may_recommend the retiring faculty
member for the honorary status of Professor Emeritusiby sending a‘letter to the dean stating the
person’s contributions. The dean forwards hisg®orther recommendation to the Provost who, in
turn, makes a recommendation to the President, who then makes the final appointment.

2.3 Faculty-related Positions

Academic Support Appointments
The professional staff of academic stpport units are valued members of the academic community,
but do not possess facultyistatus.

Graduate Assistants and Fetlows

Although they are valued members of the university community and may perform some faculty
functions, graduate assistants and teaching fellows do not possess faculty status. Graduate
assistamts'and graduate fellows are appointed by the appropriate dean on the recommendation of
the departmental chaimswithin the general norms of the university. Preceding the appointment of
a graduateassistant, the dean of the college or school in which the assistant is to have an
assignment.must approve of the individual’s qualifications.

2.4 Change of Affiliation
With the approval of the faculty member, affiliation may be changed to a different college or

school, department or program upon reappointment. The new affiliation is specified in the
contract. The faculty member affirms approval of the change by signing the contract.

11
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Transfer of affiliation may be initiated by the faculty member of by the dean or departmental
chair of the college or school to which the transfer takes place. Eligibility is determined by the
same criteria as are applied for an initial faculty appointment.

The faculty member will normally retain the same rank following the transfer, although the
faculty and administration in the department, college or school to which the transfer takes place
may require the faculty member to accept a lower rank. In no instance will a prom@tion be
accorded by reasons of a transfer.

The effect of transfer on tenure status is to be negotiated according to/the fallowingyguidelines:

» A tenured faculty member transferring to another unit woutlehretaimtenure;

* Anuntenured faculty member must complete — at least — the Same number of
probationary years as remained in the former unit, Thesnumber of years of probationary
service may be extended if the faculty member accepts.

Upon reappointment, faculty members may he"given a jaint appointment. In such cases, the
faculty and dean of the unit in which the secand appointmentis'to be made are responsible for
evaluating and recommending this jointappointment. Eligibility for this second appointment
requires not only the qualifications for a faculty appointment in the second academic area, but
qualifications at the academic ramnk anditenure,status that the faculty member enjoys in the first
academic unit.

2.5 Summer Sessigh“Appointments

The dean, after consultation’with the departmental chairs and considering the resources and need
of the college’or schoal, decides which courses, workshops, or other programs will be offered in
the summer sessions andwvhich faculty member will conduct them. Faculty members with a
10mopth centractimay accept or decline courses offered to them during the summer. However,
the university. does notsgarantee summer session appointments.

Summer sessionsy as a whole and each of its parts, are to be self-supporting by providing at least
twice as much‘tuition revenue as is expended for direct faculty salaries. The dean of each college
or school develops a policy regarding the minimum enrollment to proven cancellation of summer
courses. If a class is canceled due to insufficient enrollment, there will be no compensation for
the faculty member.

University policy regarding course assignments consists of the following principles:

12
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1. Two courses running concurrently constitute a full load; the dean’s explicit approval is
required for any overload assignment.

2. Faculty members receiving full summer compensation from an external grant may not be
assigned summer courses unless such instruction is among the terms of the grant. Faculty
members who are receiving partial summer compensation from an external grant may
have only a partial summer course assignment that does not permit combining
compensations beyond the amount they could receive for a full load.

3. Full time faculty members whose academic specialization best correspon@sitoe,the summer
offerings will be given priority.

4. Within the bounds established by the three previous principles, assignments should be
made on an equitable basis.

Within the standards set by general university policy, each collegeyer. sch@el develops its own
policy for determining the kinds of programs to be offered @ver the summer-and for making
summer session appointments.

The academic content and quality of courses offered‘in, thesammershiould be the same as that for
the identical course offered during the regulapacademicsessions. If the subject matter of the
course, or the work it requires, cannot be compressed into a five-week time period, the course
either should not be offered during the summer-session,-er it'should be arranged on a longer time
schedule than the traditional summerCourse,

For students enrolled for semester credit (4.5 quarter hours), faculty are expected to assign
additional work commensurate,with'the additienal credit.

Full time faculty members with 10-menth contracts receive additional salary for teaching in the
summer. The raté'f summer compensation is subject to periodic review involving the
participation of faculty members. Teaching in a summer session may be part of the normal
assignment ofifaculty members who have a 12-month contract, in which case no additional salary
is paids~Part timeéfaculty members who teach in a summer session will be paid the same as they
would for a course offered during the academic year.

2.6 Orientation of Faculty

The Office of Academic Affairs offers a year-long series of orientations for new full time faculty,
including a two-day introductory orientation at the beginning of the academic year. Additional
academic orientations may be offered by the respective college, school or department. The
Office of Human Resources also offers frequent workshops describing personnel policies,
benefits and general employee information.
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Change of language to clarify ratio of instructional/administrative responsibilities for long term contract teaching
professionals, page 8, line 8
Approved by Faculty Council August 20, 2010
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CHAPTER 3. EVALUATION OF FACULTY
3.1 General Meaning

DePaul University fosters a continual evaluation process in all aspects of the university
community. A major element in this process is the multifaceted process of faculty review. The
purpose of review is to encourage a dialogue between and among faculty and administrators in
order to better meet the missions and goals of the university. It is a continual, oa=geing process
that incorporates several types of review.

3.2  Types of Review
3.2.1 Annual Performance Review

All full-time faculty — tenured, tenure-track, and non tenure-track — are‘reviewed annually
through a process comprised of a review and evaluatien of perfarmance during the past academic
year based on college-specific criteria and responsibilities. Mt may‘serve one or all of the
following purposes:

1. To provide an opportunity for feedbackion performance during the past year, to
communicate expectations, and to'develop personal goals for the coming year.

2. To determine salary recommengdations.

3. Inthe instance of non tenure-track; one year appointments, to determine whether contract
renewal for the next“agademie, year iSiappropriate and desired.

Reviews of performanee areformaliwritten processes that are implemented by the departmental
chair and/or academic dean.of the respective college or school. Although part of the annual
review process, salary recommendations may be based on criteria and considerations somewhat
different frem,those affecting promotion and tenure and/or contract renewal decisions. Salary
decisiopsiare made in acc@rdance with university budget guidelines and usually are made at a
different time duringythesdcademic calendar year. Normally, salary decisions result in as merit
increasefand =when budgets permit — may include increases for such things as equity and market
adjustments. The academic dean of the respective college or school makes the salary
recommendation to the Provost.

3.2.2 Tenure Track Probationary Review

Untenured, tenure-track faculty will serve a probationary period before attaining eligibility for
tenure. The duration of the probationary period will be determined within the initial faculty
contract. During the probationary period, the untenured faculty member will be subject to an
annual probationary review — distinguished from the annual performance review described above

1
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—to be conducted by the faculty member’s home academic unit. The purpose of the probationary
review shall be:

1. To assess progress toward promotion and tenure by evaluating performance in the context
of promotion and tenure standards and to provide guidance and establish priorities for
satisfying established criteria.

2. To determine whether reappointment for the next academic year is appropriate and
desired.

A formal evaluation by peers, selected by a procedure decided by the faculty tathe unit,'shall
take place at least every second year. However, formal evaluations by‘the academic unitshall be
made annually if early evaluations make reappointment questionabfe:

In formal evaluations, a student representative shall participate in the'deliberative process
according to the policy of the academic unit. The student’representative shallbe selected from
among the student group(s) most appropriate, given the academie,discipline or area of the faculty
member under consideration.

Each formal or informal evaluation shall resudlt in a writtenrecommendation to the dean for
reappointment or termination.

The dean shall decide the issue of feappointment or teéfmination and report his or her decision to
the department or appropriate aCademic'unit. 1fthe"dean and the department or appropriate
academic unit are in disagreément, the department or academic unit may appeal the dean’s
decision to the Provost. r,suchieases, the,department and academic dean shall report to the
Provost the reasons for. theirrespective peositions. The Provost shall make the decision and shall
report it to the fagdlty member.

3.2.3 Prom6tion and Tenure 'Review

DePaul University'shall appoint, retain, promote, tenure and reward faculty who best help the
university attainiits goals and fulfill its mission, as these are articulated in this Faculty Handbook.
The criteria for the decisions are the quality of the candidate’s:

1. Teaching and learning
2. Scholarship, research and/or other creative activities
3. Service to the university

Service to the community and to the profession are also significant considerations but cannot
stand in lieu of service to some elements of the university.
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The determination that an individual meets these criteria is made primarily on the basis of
guidelines promulgated by the candidate’s department or — in the absence of departmental
structures — by the college or school, which state what is to be expected of faculty with regard to
the above areas.

These guidelines are to be informed by specific criteria to that unit’s professional discipline, field
or interdisciplinary area. The academic unit employs these guidelines only after they have been
approved as being consistent with the general university criteria stated in this Fagulty Handbook
(see Evaluative Criteria, section 3.3.). The University Board on Faculty Promotion andyTenure,
consisting of representatives from the college or schools appointed by the Faculty Coungil, shall
be responsible for making these determinations.

Decisions subsequent to that made at the initial level shall consider the method and care of
application of the approved standards by the lower level units(s), including‘matters of stringency,
consistency, and fairness, in addition to any unusual implicatiens the decisions may have at the
college, school or university level. In addition to considering the,process issues at lower levels,
subsequent levels of review, whether unit wide or Bysthe UniversityaBeard on Faculty Promotion
and Tenure, will also use their competence and.gxperienee to review independently the
substantive merits of a candidate’s teaching, scholarship and sep¥ice.

University-level deliberations shall constder the desired range of:

« Combinations of teaching and learning, sehdlarship, research and/or other creative
activities, and serviee.

* The variety of roles,through which,faCulty members serve the institution.

« The differingdieeds of the mdividtal units.

» The institutional"demands magde on faculty.

» The varying level ofsupport available to faculty members in different units for these
various activities,

Promgtion and meritevaluations must recognize continuing efforts toward improvement and
involvement'in the three major activity areas according to the level of a faculty member’s
expertise and the resources available. Tenure evaluations must project the probably future
performance of the faculty member in these areas as indicated by accomplishments and efforts
during the probationary years. The initial and basic evaluation is carried out at the level of the
lowest academic unit of the faculty member’s appointment, where one’s peers are assumed to
represent the institution’s best expertise in the relevant academic field.

A faculty member with a formal appointment in more than one academic unit or college or school
shall be evaluated by the home unit and shall be evaluated independently by the second unit if it
so chooses, or if requested to do so by either the candidate or by the home unit.
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The academic unit of the formal appointment shall evaluate a faculty member who teaches in the
academic unit of the formal appointment as well as in a program unit. Programs or other entities
for which the faculty member teaches or carries out formally assigned duties shall be invited to
submit evaluations which are to be included with the home unit’s evaluation and to be given
weight at each stage of the review process in a way that approximates the portion of the workload
assigned in that entity.

A faculty member who changes formal appointments during the period under‘assessment shall be
evaluated by both academic units with access to each other’s documentation agythey see fit.

The faculty member’s supporting documents and the unit(s) evaluation(s) shall be sentsby each
academic unit to the next higher level until they reach the Provost.who =subsequent‘to action by
the University Board on Faculty Promotion and Tenure — shall make®@recommendation to the
university president in each case.

3.3 Evaluative Criteria
3.3.1 Teaching

Good to excellent teaching shall be thé firstirequirement in decisions at all levels on hiring,
retention, promotion and tenure. A pasitive decisionion these matters and on the annual
performance review shall requife ademonstrationiof continued improvement or teaching or —
where prior assessments indicated sufficiently high quality — the maintenance of past quality.

Teaching evaluations@hall be\doneiin some systematic, documented manner and shall include
contributions fromd the candidate’s students and peers, although this need not necessarily mean in-
class peer review. The faculty member shall also submit course materials and a selfassessment.

Evaluation of teaching shall address the following matters:

+ “Command of material

» Effective gcommunication of subject matter

» Appropriateness and thoroughness of objectives

« Course content, organization and presentation

* Methods of evaluating students

» Success in bringing students to an acceptable level of performance and in challenging
them to grow intellectually and morally
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Instructional activities outside the classroom such as course development, academic advisement,
accessibility to students, supervision of independent study, and contributions to meeting
departmental instructional needs shall also be considered.

3.3.2 Scholarship, Research and/or Other Creative Activities

Scholarship, research and/or other creative activities are expected of each faculty member
throughout their professional life. For appointments to tenure track positions, therge,should be
strong indications of the candidate’s potential for these pursuits. Throughoutthe probationary
years, faculty members should also be able to demonstrate success at completing projectsiand
disseminating the results of these projects in the academic and artisticrea beyond,DePaul.

Evidence concerning scholarly contributions for the creative products should include:

» A complete professional curriculum vitae

» Copies of these contributions when feasible

» Assessment of these contributions by profeSsienal peers and other experts in the field
» Self-assessment concerning scholarly growth and‘development

3.3.2.1 Definition
Scholarship encompasses four separatébut/@verlapping functions:

a. The advancement of knowledge throughr original discovery, usually within the context of
a disciplinary figldyand practice, such’'that a significant contribution is made to the stock
of human knewledge and theyintellectual climate of the university.

b. The integration ofbikrowledge/through cross- and multi-disciplinary investigations,
through placing results of disciplinary research into broader frameworks of interpretation,
by diseovering the boundaries where older fields of inquiry converge and require a new
field to develop.

ci. The application.ef knowledge in responsible ways to consequential problems of
contempaorary society, the larger community, so that one’s scholarly specialty informs and
is informed by interactions with that community.

d. The representation and communication of knowledge through the development of
pedagogical methods and tools that reflect on and enhance the intellectual community.

3.3.2.2 Guidelines and Criteria
Specific instances of scholarship should be evaluated in light of their:

a. Originality
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Contribution to knowledge

Conceptual or artistic sophistication

Intellectual rigor or artistic skills

Effective application of knowledge to address human problems or needs
Effective communication of knowledge to audiences beyond the classroom

o o0 o

If such instances of scholarship are not susceptible to such evaluation, they cannot satisfy the
criteria for promotion and tenure. Nevertheless, it should be acknowledged thatamsactivity may
be evaluated in various ways. For example, an academic unit may evaluate aral presentations or
creative activities by — without limitation — listening to recordings, examining-@rafts, or seliciting
the views of other scholars (including other members of the faculty) who were indattendance. An
evaluative body may judge the reliability of the evaluative factors availableas to eachystch
activity.

The faculty of a department, college or school will determinewhich forms of/scholarship
particularly advance and communicate knowledge withina disciplinary or interdisciplinary field
and how the products of scholarship will be weighéd:

Activities conducted solely within a candidate’s classes, oridesigned merely to keep a candidate
abreast of scholarly development in a field, should be'considered in evaluating a candidate’s
teaching, not in evaluating whether as€andidate has satisfied the standard delineated for
scholarship, research, and/or other’creative /activities:

3.3.3 Service
3.3.3.1 Definition
Service consists of aetivitiesithat

+ _Benpefitthe university and its academic units, professional associations, or the community.

* | Are consistent,with the university’s mission.

+ “Requirethe expertise of the faculty member — either the specialized expertise of the

faculty member’s field or the general skills possessed by all members of the faculty.

» Are provided without full compensation.
Ordinarily, service activities are provided without compensation. Compensated activities are
considered to have a service component to the extent that the compensation is not commensurate
with the extent or value of the faculty member’s contribution.

3.3.3.2 Types of Service
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Service may be provided to the university, to the profession, and to the community in the
following ways.

a. University service consists of contributions to the enhancement of the institution’s
internal processes and its relationships with external bodies. University service takes
place through formal organizational roles, to which the faculty member is elected or
appointed, within the university or through appointments by the university to represent it
on external bodies. It consists of activities beyond active participation inerdinary
governance of the faculty member’s home academic unit.

A partial list of basic categories of university service includes:

Extraordinary contributions to the work of committeesyboards, working’groups,
and related entities in the home academic unit.

Filling a leadership role in the home academi€ unit.

Work contributed to the meetings of the goalsief standingiand/ad hoc committees,
task forces, boards, working groups, ceuncils andielated/entities, at the levels
above the faculty member’s acadenfiGyunit.

Serving as the appointed liaison.Or, representative ef the university to an external
institution or as the liaison or{representativelef am external institution at DePaul.

Specific examples of service include:

Work contributed as aimempber or chair of a personnel, search or curriculum
committee in theé home unit.

Serving as asdepartmental chair,er program director.

Work donesas director of undergraduate or graduate studies.

Contributions made‘as a member of college personnel committee or other standing
committees in colleges organized in departments or programs.

Serving as aniassociate dean.

Active membership on the Faculty Council.

Contributions to the university-wide bodies such as the University Research
Coungil and Quality of Instruction Council.

Organizing or making presentations at summer retreats.

Active membership on an ad hoc panel preparing for re-accreditation.

Acting as faculty representative to the Rhodes Scholarship Commission.
Serving as DePaul’s representative on the Illinois Board of Higher Education.

b. Professional service consists of contributions to the organizations or associations of the
faculty member’s academic discipline or the professoriate. Professional service may have
a component of scholarship or creative activities.

Examples of professional service include:
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Serving as an elected officer of a national or regional professional association.
Serving on a committee or task force of a professional association.

Editing a professional journal or newsletter.

Serving as a peer reviewer for a professional journal.

Organizing a professional meeting or symposium.

Serving as a peer reviewer on an accreditation process “visiting team.”

¢. Community service consists of activities that require the faculty membes’sgexpertise,
either the specialized expertise in the faculty member’s field or the géneral skills
possessed by all members of the faculty, and that contribute to the public welfare outside
the institution, consistent with the Vincentian tradition of DePaul University.

Examples of community service include:

Consulting with private, public and religiousdrganizations, proevided — as
stipulated above — that such consulting not befully remunerated.

Providing services to the public through a university clinic or center.

Giving presentations and performarices, for the publigyprovided as stipulated
above — that the activities not besfully remunerated.

Serving on the boards of non-+profit organizations and community groups.
Communicating in popular and‘non-academic publications.

Speaking to civic organizations on a matter pertinent to the faculty member’s
expertise.

Testifying as an’expert withess before a committee of the U.S. House of
Representatives,or Senate, thealltinois legislature, Chicago City Council, or similar
governmental bodi€s.

Activitiesfeonsistent*with a faculty member’s expertise but that could be done by
someone witheut thatiexpertise do not count as community service. In some instances, it
wilnet be obvious whether an activity counts as community service. In those cases, it is
the, responsibility of the faculty member under review to make the case demonstrating
that the activity.should count under these policy guidelines.

3.3.3.3 Statement of Expectations

University Service

The university is not a collection of individuals working in isolation. Instead, it is a community
whose vitality depends on the voluntary efforts of the faculty collaborating to promote the
common good. Many of these efforts are channeled through a multiplicity of committees,
councils, boards, task forces, and similar structures that collectively comprise the infrastructure
of the institution. All faculty members are expected to participate in the collective life of the
university, especially through the constituent part of its infrastructure.
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All faculty members must serve in their home academic unit, unless assigned to a position such
as associate dean that precludes such service. The amount of service is correlated with academic
rank, with senior faculty expected to provide the greatest amount of service and to provide
leadership. All faculty are also expected to serve beyond the home unit level. That is a basic
obligation attendant to the status of faculty member. In large colleges, the requirements for
service beyond the home unit may be fulfilled by service to the college. In small units, the
expectation of service beyond the home unit will take into consideration the levelof service to
the home unit required of the faculty member. Service beyond the home uniifis not afermal
requirement for tenure and promotion to the rank of associate professor. . However, a substantial
service record beyond the home academic unit strengthens the case fortenure andypromotion to
the rank of associate professor. Some service beyond the home unit'is,a requirementifor
promotion to full professor.

Faculty members have the responsibility to seek opportunities,for service beyond their home unit.
Administrators charged with the development of faculty are obliged to encourage and to facilitate
faculty involvement beyond the home unit level.

Those who are responsible for assessing faculty performanee must consider the extent of service
performed at the home unit level when assessigithe overall service record. Faculty members
who have been engaged in time-consuming,service at the home unit over a period of years cannot
be expected to have sustained a substantial @mount ofgprofessional or community service or
university service beyond the hénte unit.yWhenafaculty member’s exemplary service at the
home unit is to be a factor i the evaluation'of a faculty member’s performance by a higher unit
(e.g. by the academic dean,or college personnel for faculty in a department or by the University
Board on Faculty Promotion and Tenurey all faculty), the administrator (chair, director,
academic dean) orfpersonnel’committee of the home unit must provide a narrative detailing the
candidate’s exemplagy serviee at the home unit.

Professional Serviee

Professional service is not required but is to be rewarded in annual evaluations for salary
adjustment and to be considered in tenure and promotion decisions. The weight to be given to
professional service depends on the application of the set of criteria described below.

Community Service

Community service is not required, but is to be rewarded in annual evaluations for salary
adjustment and to be considered in tenure and promotion decisions. The weight to be given to
community service depends on the application of the set of criteria described below.



916
917
918
919
920
921
922
923
924
925
926
927
928
929
930
931
932
933
934
935
936
937
938
939
940
941
942
943
944
945
946
947
948
949
950
951
952
953
954
955
956

3.3.3.4 Documentation

At the point of any personnel decision affecting a faculty member, the faculty member is to
present a full report on service activities. The report must include:

a. A brief explanation of the nature of the service

b. A description of the time and effort invested in the service activity, such as the frequency
of meeting, preparation time, etc.

c. The accomplishment of the service activity, such as reports produced{ decisionsimade,
etc.
A description of one’s own contributions to the collective accomplishment

e. Supporting documentation.

At the point of major personnel decisions — formal reviews for reappaintment,oftuntenured
faculty, tenure and promotion — the faculty member, the departmental chair or program director,
or the chair of the personnel committee in the home agadeémic unit must solicit an evaluation of
the faculty member’s service contributions from th@ehairs of committées or other university
service venues on which the faculty member served. Similarly, letters documenting professional
and community service contributions should{be solicited. “Given'the time constraints on the
leaders of many external organizations, thoughjithe absence of such letters should not be
considered grounds for discounting thé stgnificance of professional and community service.

3.3.3.5 Criteria for Evaluation of Service

The following criteria shall be“applied when evaluating the quality of service. They shall be
applied holistically as'a set."Not allieriteria need to be met for an activity to be evaluated as high
quality service.

* Importance andqualityof individual contribution. Other things being equal, activities
that makeya distinctive contribution carry more weight than do other activities. Thus
effectively filling‘leadership roles (e.g. chairing a committee) carry more weight than do
otherroles. Activities carried out in informal roles can make contributions as important
as those provided by those in leadership roles. For example, a person who drafts a
lengthy report or other document is making an important contribution even if it is not
designated a formal role. Other examples of informal leadership would be representation
of the unit at public functions, initiating changes and steering them to fruition, serving as
a bridge to other units, and willingly volunteering for necessary but otherwise thankless
tasks.

* Impact or significance of the service. Other things being equal, service contributions that
have substantial and important consequences in the setting in which the service takes
place carries more weight than does work that does not have important consequence.

10
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« Time on task. Other things being equal, the greater the workload of the service, the more
weight it carries.

» Intellectual work. Other things being equal, service activities that involve extensive
application of expertise, acquisition of new knowledge, etc., carry greater weight than do
service activities that involve less.

» Interaction of service, teaching and scholarship. Other things being equal, service
activities that develop new teaching and scholarly competencies, new information, or new
technology or research agendas count more than activities that do not.

« Communication an dissemination. Other things being equal, serviceavork that leads to
publication or communication of findings carries more weight than does,other kinds of
work.

3.3.3.6 Distinctive and Significant Contributions

In a case where the faculty member has made a distinctivé ang,significant contribution to the
university or its mission, this contribution shall be weighed heavily regardless into which
category it falls (e.g. teaching and learning, scholarship, research ana/er other creative activities,
or service).

3.4 Promotion: Specific Criteria by Rank
3.4.1 General Criteria

The principal criteria for initial appointmentand promotion in academic rank are quality of
teaching and learning, schelarship; research and/or other creative activities, and service.

General university.criteria,are subjectto further specification standards adopted by colleges,
schools and departments. Criteria that were approved by and included in official documents of
the academiC units are as,binding on the members of those units as are the general university
standardssfor which they provide explication. Should there be a difference between the two sets
of criteria, those ofithe university shall prevail.

A faculty committee within the originating college or school should prepare a written policy for
promotion and’tenure including definitions, goals, and importance of the three fundamental areas
of academic performance for that unit’s faculty members. This document should reflect the input
of the various departments in that college or school.

The University Board on Faculty Promotion and Tenure shall review the criteria prepared by the

college, school and department. The Board shall determine whether said policies are consonant
with the general university policy on promotion and tenure. If the Board finds college or school

11
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policies to be inconsistent with university guidelines, it will so inform the academic unit with the
expectation that the academic unit shall revise criteria accordingly.

Assistant Professor

The doctorate or terminal degree is required for this rank. Exceptions are made for candidates
who have already attained recognition for scholarly or other relevant professional achievements
and give promise of continued academic development. The assistant professor should
demonstrate a potential for becoming a good to excellent teacher, for pursuing sehelarship,
research, and/or other creative activities, and service.

Associate Professor

In addition to the requirements for assistant professor, the candidaté must demonstratesgood to
excellent teaching performance. The candidate should also show.evidencg of notablée
scholarship, research, and/or other creative activities, and service. The,candidate should be
engaged in scholarly endeavors that are likely to result in‘additional academic achievements. For
this rank, the candidate should show significant involyement in‘university activities at the
respective college, school or departmental level.

Professor

This rank is reserved for those with recognizediaéademie achrevements. In addition to the
requirements for associate professor,£andidates must give evidence of continued scholarship,
research, and/or other creative activities — the qualitysef which is recognized by their peers
outside the university. Candidatesfor this,rank'shotld also present evidence of notable service
contributions to the universityat theplevel ofitheir home academic unit and beyond. Good to
excellent teaching remains,mandatory for'this rank.

For promotion tofull prafessor, an evaluation of the candidate’s scholarly or creative record by a
minimum of three external'experts who have been sent the appropriate material is required.

These materials shall inelude a €over-letter explanation of the unit’s promotion and tenure criteria
to apply.te the review. The cover-letter explanation should give them the appropriate information
to allow them to contextualize their review (for example, the cover letter should describe DePaul
University’s envitonment and expectations with respect to teaching, service, and scholarship
within the unit). Experts should be asked to include a copy of their curriculum vitae with their
response.

External reviewers will be selected with input from both the candidate and the unit. As part of
the process, the candidate should describe any relationship that they have with the external
reviewers recommended. External reviewers will be chosen to maximize objective judgment.
These evaluations should be from persons not overly influenced by personal relations with the
applicant.

12
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The policy of the unit at the initial level of review should clearly delineate the process through
which external review letters will be solicited. The process for external review letters also
applies to units that choose (per their written policy) to require external review letters for
promotion to associate professor and/or tenure, and the unit’s written policy will dictate whether
two (2) or three (3) external review letters are required for promotion to associate professor
and/or tenure.

3.5 Tenure
3.5.1 Contract Rights

Continuous contract rights at DePaul University are given to faculty“members who have attained
tenured status as provided for in this Faculty Handbook. Faculty.members employed under
continuous contract are entitled to annual contract renewal and shall"be, subject te the terms and
conditions of employment that exist at the time of each arinual, performance review, unless
separated pursuant to the provisions of Chapter 4 of this Faculty:Handbgok.

3.5.2 Eligibility

Only a faculty member with a tenure-track appaintmentyis eligible for tenure. The basis upon
which tenure is granted or denied is delineated below.

3.5.2.1 Academic Qualificatighs

Before granting tenure, the,university should’have no reasonable doubt about the faculty
member’s demonstratéd qualifications and continued capacity to contribute to DePaul’s
distinctive goals and academic mission.

3.5.2.2 Length of Serviee

As a general norm;ithe upiversity requires seven (7) years of continuous service with a regular
full timez@ppointment at DePaul. This length of time is reduced for the faculty member whose
initial appointment is at the rank of professor or associate professor. The seven years may also be
reduced by ongytwo, or three years by the institution’s recognition of a previous full time faculty
appointment at another college or university. For this previous service to be applied in reducing
the length of service at DePaul, the prospective faculty member and the university must reach an
agreement that will be included in the initial faculty contract. This contract, therefore, will
indicate the number of probationary years of service before the faculty member is eligible for
tenure at DePaul University.
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While the length of the probationary period is established in the initial faculty contract, the date
of eligibility for tenure review may be revised after the initial hire date. To alter the length of the
probationary period, the academic dean (after consultation with the department chair where
applicable, and with the consent of the faculty member) shall send a written memo to the Provost
requesting a change, with an explanation for the request, and provide a copy of the request to the
department chair and faculty member. Once approved by the Provost, a new schedule for tenure
review shall be sent by the Provost to the faculty member and their chair and/or academic dean,
who shall be responsible for maintaining a current schedule of probationary perieds.for all
tenure-track faculty in their unit. The updated schedule of probationary peri@ds for tenure-track
faculty in their unit will be distributed to tenured faculty by the chair and/or academic dean prior
to each probationary review of tenure-track faculty and will also be inefuded in the dossigr when
the candidate applies for tenure.

If, during this probationary period, a faculty member is on lgave of ‘absenceifor @ne quarter or
longer, for any reason (research, medical, FMLA, personal);ithe year during which the leave
occurs is not considered as a year of probationary service;-unlessithe contrary is explicitly
provided for in writing by the Provost in granting the,leave), The leave/does not break the
required continuity of service even when the year is notypart of the probationary period.

As a general norm, the years a faculty memberhas'spent,at DePaul University with a special full
time appointment (e.g. non tenure-tragk'appointment as instructor or visiting, or years spent as
instructor (ABD)) are not calculated"as,satistying thegequired probationary years. If the faculty
member’s status is changed frofm a-special to a‘régular full time appointment, one or more years
spent in a special appointment may be calculated to satisfy the years of probationary service
required assuming the negotiationds agreéd upon by the academic dean and the Provost.

Faculty members in‘advaneed academic ranks who have not yet completed the required years of
service are gligible to apply forteénure as follows:

* [ Faculty membersgoining the university at the rank of full professor are usually offered
tenure with the initial contract. However, those full professors who are not offered tenure
with the initial contract shall have one formal probationary evaluation — the one before
December 15 of the second year of service. This evaluation will decide whether the
professor will be granted tenure or not offered renewal of contract after the second year.

* Faculty members joining the university at the rank of associate professor shall have a
minimum of two formal probationary evaluations, the last evaluation leading to the
decision to grant or deny tenure. If tenure credit is given upon initial appointment, the
specifics of the review process will be identified in the letter of offer.
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3.5.2.3 Needs of the University of Academic Unit

In planning the number and qualifications of faculty to meet future needs and the resources
required to support the faculty, the university may — after consultation with the faculty — limit the
number of tenured positions in the university or in any of its academic units. In such instances,
tenure would not be granted regardless of the faculty member’s qualifications and length of
service.

3.5.3 Externally Supported Appointments

Faculty members with special full time appointments in positions fundéd by non=aniversity
resources are not eligible for tenure. This restriction is part of the faculty contract.

3.5.4 Denial of Tenure

The faculty member with a regular full time appointmeént who isnot granted tenure after
completing the years of probationary service required,for ajtenurediappointment (normally seven
years) will not be offered a contract renewal at.DePaul’

3.5.5 Termination of Tenured Appointments

The university may terminate a tenuree, faculty memhber for reasons of financial exigency, the
need to discontinue or substantially reduce. the sizerof an academic unit or program, for cause of
medical disability, or for cause of gress or negligent violation of university standards and
expectations (see SEPARAT IONy/Chaptek 4/for full explication).

3.6 Proceduresand Timetable for Promotion and Tenure
3.6.1 Proeess

Each yearjeligible faculty may apply for tenure and/or promotion in academic rank. On or

before May 15", the Provost will notify eligible faculty in writing of the deadline for submitting
an applicatiofigfor promotion and/or consideration of tenure. The faculty member’s request must
be submitted to the department chair, academic dean, and the Provost on or before September
15", Failure to meet this deadline postpones an application for promotion until the next

academic year. In cases of tenure consideration (with or without promotion), failure to apply
during the year of a faculty member’s eligibility or a withdrawal from consideration will result in
a forfeiture of tenure rights and the termination of the faculty member’s appointment at the end of
the next academic year.
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The Provost will acknowledge receipt of the application no later than September 30", and will
advise the candidate for promotion only that the right to withdraw an application for promotion is
active at any time and can be made without prejudice for future applications.

A faculty member is normally expected to serve three to six years, depending on the practice of
the relevant college or school, in a given rank before promotion to the next rank. Exceptions to
the norm are allowed when the dean and/or college personnel committee, where it exists, certify
that the candidate’s extraordinary performance, according to departmental, college,er school
criteria, warrants early promotion in rank, and the University Board concurs4 There 1Stho limit to
the number of times a faculty member may apply for promotion to full professer. In the'gvent of
a negative recommendation, however, the faculty member is strongly grged to refrain from
reapplying for at least one year after the negative recommendation/Reguests.for tenure
submitted before the year of eligibility will not be accepted.

All tenured faculty members of a candidate’s home academicunit are permitted and expected to
vote by a secret ballot at a meeting in which the candidate’s application is reviewed and
discussed, exempting those faculty who may be unable to participate,due to approved leaves of
absence. Under no circumstances may a vote bécast thrgugh a proxy at any level in the
retention, promotion and/or tenure process. However, faculty ip‘absentia may vote only if they
use technology that permits simultaneous partigipationiin the review meeting and conveyance of
their secret ballot at the time of the vote."Mereover, faculty voting in absentia are required to
have reviewed a candidate’s materialsibefore the academic unit’s official vote. Only those
faculty having a valid excuse as"defined'in the"unitguidelines may be able to attend and vote
using technology. Likewisefno faculty member would be permitted to add his or her vote after
the votes have been tallied.

For those departments, €elleges or schools that utilize a personnel committee at the initial level of
review, the personnel committee shall draft a recommendation that will be distributed to all
tenured faculty members priorte’the meeting. If there are an insufficient number of tenured
faculty awvailable,at the departmental or college stages, an academic dean may appoint tenured
faculty to the review,progess from other related academic units. Untenured, tenure-track faculty
will belgiventhe,opportunity to participate in the review process, but do not have the right to
vote. The unit may follow a standing policy of restricting voting for promotion to persons of
equal rank orhigher, provided there is a critical mass of faculty at that rank or higher.

The report on the recommendation from the home academic unit shall fully discuss both strengths
and weaknesses in the record so as to provide an explanation for positive and negative votes. All
faculty participating in the decision will read the final report of the unit’s recommendation and
sign one of two forms:
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« one stating that the faculty member agrees that the report accurately represents the
discussion of the unit, or
 another stating that the report does not accurately reflect the discussion of the unit.

The faculty member’s signature does not indicate the direction of the signatory’s vote. Faculty
who sign the form indicating lack of agreement must provide a signed written statement of their
reasons. In the event a faculty member refuses or is unable to sign one or the other of the two
forms above, the report will go forward with an explanation from the person respensible for
gathering the signatures.

Review of qualifications for promotion and tenure is in four stages. At'each stage:

» The numerical vote of the reviewing body must be reparted.at allsubsequent’levels.

» Minority or other reports will be filed with the next higher levelonlyawhen the candidate
has had the opportunity to review such reports in Orderto respond appropriately.
Minority and/or dissenting reports must provide explicitiexplanations and rationale.

» All documents considered at any level shalt'og passed on to'sulssequent levels. The
candidate shall have access to all interpahdocuments being considered.

» The candidate shall be informed by the departmental,chair and/or academic dean of the
decision, numerical vote, and all of the'grounds-for the decision before moving on to the
next level.

» Applicants for promotion @nd‘tenure may continue to the next stage of deliberation,
regardless of the recommendation(s) at any'prior stage.

* Any reversal of the.deeisionof a priarlevel shall be reported promptly to the
departmental chaimand/onécademic dean of the prior level along with the reasons for the
reversal.

The first stage of.the reviews condugted by the department or, in the absence of a departmental
structure, another appropriate,initial review body (personnel committee, faculty of the whole,
and/or academic dean) agcording to its established procedures. A student representative(s),
chosen,byuthe appropriate selection procedures established by the college and/or Student
Government Assoclations shall participate in the review at this level and be present to answer
questions'regarding his or her written report at the hearings of the University Board on Faculty
Promotion and Tenure. The student representative shall be prepared to fulfill these
responsibilities by the departmental chair, the chair of the personnel committee, or the academic
dean as appropriate.

The student representative’s involvement in the promotion and tenure process is limited to
consideration of the faculty member’s teaching performance. The focus of the student
representative’s responsibility will be to speak intelligently regarding the faculty member’s
teaching record and to carefully reflect the perception of other students. The student
representative shall not vote at any stage of the process.
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The selected student representative will make a presentation to the departmental or college
personnel committee concerning the faculty member’s teaching.

The student representative should prepare his or her presentation by reviewing both the
quantitative and substantive data from the course evaluations as well as collecting additional
student opinion by means of an open, representative information gathering process in accordance
with standing policies of the academic unit. It should be stressed to the student representative
that he or she is not participating in this process as an advocate for the candidate, butrather as a
representative of the student body, commenting on the effectiveness of the candidate’s teaching.
The focus of the student report should be on the interpretation of the sttident evaluations,
particularly noting areas of discrepancy that might exist between thewrittenievaluatiops and the
result of the student survey. A written student report should be submitted‘as part of the materials
presented in support of the candidate’s application. The candidate should haye the opportunity to
review this report prior to appearing before any review boardhat any level.

The unit may, when deemed necessary, invite faculty,from ather unitso participate in the review
process at this level. It is especially important atthis Stage that the reviewing body critically
assess all data concerning the candidate’s disciplinary and/or are@ of qualifications. At this stage,
the burden of presenting a convincing case forjpramotion and/or tenure lies with the department
and/or college, rather than the candidate.“The departmental or school recommendations must be
substantive and provide specific, concrete exampleste Support the positive or negative decision.
These recommendations will explicitly 1dentify‘thesstrengths and weaknesses of each given case
as evidence for the recommendation, Failure,on the part of the department, college or dean to
provide clear rationale weakensithé recommendations at the university and may result in the next
level’s decision to postpone actionfor a year on the recommendation. On or before January 15%,
the recommendations ofthe department, program or school shall be submitted to the office of the
dean.

The second stage,of the review is conducted by the academic dean of the respective college or
schoal. In this progess, a/college or school personnel committee may advise the dean. The dean
has the'tesponsibility for submitting a comprehensive review of each candidate. When the dean’s
decision differs from that of the tenured faculty, college or school personnel committee (where
one exists) orgepartmental recommendation, the dean shall inform all involved parties of his or
her decision and the underlying reasons. The dean’s formal recommendation to the University
Board on Faculty Promotion and Tenure shall also explicitly cite the reasons that comprise his or
her recommendation. Regardless of whether they are in accord, the dean and the college or
school personnel committee may submit separate recommendations, if desired. The dean’s
recommendation, the recommendation and numerical vote of the personnel committee, along
with the candidate’s supporting material are to be submitted to the Provost on or before the
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appropriate date as specified for a specific college or school [see section 3.6.2 University
Promotion and Tenure Schedule].

The third stage of the review is by the University Board on Faculty Promotion and Tenure. The
Provost makes a recommendation to the president based on the university board’s decision.

The President of DePaul University shall make final decisions regarding promotion and/or the
granting of tenure. On or before June 15%, faculty members will be given writteasnetification of
the president’s decision. In cases of a negative decision, the president will iaClude in‘the written
notification the reasons for such a decision.

Tenure and/or promotion, when granted, become effective at the begianing of.the firstfull
academic year following the decision. If tenure is denied, the faculty memmber’s appointment will
terminate at the conclusion of the contract for the following@cademicyear that was previously
issued.

Only in rare instances and for compelling reasons ikl the presidentieverturn a promotion or
tenure recommendation made by the University!Board‘@n Faculty,Promotion and Tenure.

3.6.1.1 Supporting Materials

In promotion and tenure cases, the”University Board'@n Faculty Promotion and Tenure shall
receive the following and othep'relevant'materials:

» Complete professienal cugriculumyvitae for the applicant, paginated with the applicant’s
name on eachdpage.

» A five (5)d0 eighty(8) page statement in which the faculty member emphasizes those
achievements,or qualifications to which the board should particularly attend.

» Evidence of teaching effectiveness.

« _The written recommendation(s) from the reviews conducted at prior levels.

* | For promotion tosfull professor, an evaluation of the record of the candidate’s scholarship,
résearch-and/or other creative activities by a minimum of three (3) external experts who
have beensent the appropriate materials.

» Other€vidence the applicant may wish to submit, i.e., summary of course evaluations,
awards, special recognitions.

» Asingle copy of articles, papers, published manuscripts, etc.

Ordinarily, materials submitted to the University Board are limited to that used in the department
and/or college review.
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3.6.1.2 University Board on Faculty Promotion and Tenure

The University Board on Faculty Promotion and Tenure shall be appointed by the Faculty
Council and be comprised of seven (7) voting faculty members. The seven faculty members will
be broadly representative of different areas of inquiry. Only tenured professors are eligible to
serve as representatives of the board. Associate deans are not eligible. Appointments to the
board will be staggered, each appointment will be for a three (3) year term. The Provost shall
serve as the convener and a non-voting member of the board.

The board shall have the following responsibilities:

» To apply current university-wide standards and criteria for tenure anchpromotien.

* To review the candidate’s application and supporting materials, r€commendations from
prior levels, and the application of departmental and/or collegecriteria to'the candidate.

» Torecommend action for tenure and/or promotion ofithe candidate based on the
candidate’s record as well as the decisions at léwer levels:

» To review college/school guidelines and criteria to insure consiStency with stated
university expectations as well as reasonable application of these criteria to the evaluation
of faculty members.

At the conclusion of each year’s prog€edings, the members of the board shall make
recommendations to the Provost régarding the board”s future functioning. The Provost shall refer
any policy issued raised by board members to the'Faculty Council and will make available a
statistical summary of the final decisions to'thefaculty of the university.

3.6.2 University Promatien anddT enure\Schedule

The following is the suggested schedule for the university promotion and tenure process.
Whenever possible, the university will abide by the proposed time table.

May 15
Notice of tenure eligibility sent to the faculty member by the Office of Academic Affairs.

September. 15
Letter requesting consideration for promotion and/or tenure submitted by the faculty member to

the Office of Academic Affairs, the academic dean, and the head of the departmental unit.

January 15
Report from the academic unit submitted to the academic dean.
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January 31

Report from the academic dean and the academic unit of the following colleges and schools
submitted to the Office of Academic Affairs.

» College of Communication
» College of Computing and Digital Media
» College of Law

e School
* School
e TheTh

March 1

of Music
for New Learning
eatre School

Report from the academic dean of the College of Commerce andsthe College of Education and all
relevant materials submitted to the Office of Academic Affairs.

March 15

Report from the academic dean of the College of Kiberal Arts & Social Sciences and the College

of Science and

Health and all relevant materials'submitted to the ©Office of Academic Affairs.

Winter/Spring Quarter
University Board on Faculty Promotion andyTenure meet with faculty candidates.

June 15

Decision of the university president/MNotification of the president’s decision will follow in a

timely fashion.

Absentee Proxy Voting, page 16, lines 32 — 39
Approved by Faculty Council August 20, 2010

Revision to role of the student participant, page 18, lines 14 — 18
Approved by Faculty Council September 30, 2010

Revisions on calculating and adjusting and tenure clock, page 14, lines 13 — 24
Approved by Faculty Council February 15, 2011

Revision to requiring letters of external evaluation, page 12, lines 34 — 40, and page 13, lines 1 -11
Approved by Faculty Council February 15, 2011
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CHAPTER 4. REAPPOINTMENT AND SEPARATION

4.1 Reappointments

4.1.1 General Meaning

Appointment, reappointment, annual review and promotion and tenure reviews are separate
actions. Appointment does not guarantee reappointment, nor does appointmentfat-any. rank
confer tenure, except where specifically provided in the contract. Promotiof at any time,from
any rank to any other rank does not confer tenure. Tenure is rarely granted tofaculty members
below the rank of Associate Professor.

4.1.2 Notification of Renewal of Appointment [intentionallydeftiblank]4.1.3 Non-Tenure

Track Positions

These positions are annual appointments and are not.eonsidered permanent appointments to the
DePaul faculty.

4.1.3.1 Part-Time Faculty

Part-time faculty contracts may be offered asnew contract but are not considered a
reappointment. Such contracts are madethrough the college offices.

4.1.3.2 Graduate Assistants and \Fellows

Decisions concerfing graduate assistants and fellows reappointments are made through the
college offices.

4.1.4 Fenure-Track Positions
4.1.4.1 Tenured Faculty

Tenured faculty are not reappointed annually, but are subject to annual review within established
policies for faculty review.

4.1.4.2 Nontenured Faculty

Before acquiring tenure, faculty member has a probationary appointment.
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Reappointment Criteria of Nontenured Faculty

The reappointment of a nontenured faculty member in a tenure track position is decided on the
basis of the person’s qualifications, the need of the University for the person’s services, and the
financial conditions of the University. That nontenured faculty members previously have been
appointed at DePaul does not entitle them to reappointment. They are entitled, however, to
consideration for reappointment on the same criteria mentioned above.

The same criteria for deciding to offer a new contract apply to faculty whose tentiréihas ceased
upon retirement.

Nontenured faculty members are subject to an annual review according to the guidelines
identified in Chapter 3 of this Faculty Handbook. Reappointments areian extension of previous
contracts and are determined by the contractual arrangements within, the*current contract.
Reappointment decisions are made in conjunction with the@nnual review proeess.

Reappointment normally implies that a faculty memier is makingyeasonable progress towards
tenure unless otherwise noted in the written statementyrequired from the academic dean at the
time the reappointment decision is made. Nonreappointment, however, may rest on a single
criterion or a combination of several criteriajreflecting the'faculty member’s role in the
academic unit and the needs of the University. “The rationale for selection of criteria and their
relative importance must be explained, if a keappointment decision is questioned.

Reappointment decisions must be based on,criteria as described in this Faculty Handbook, and
selected from those listed below:

1. Teaching, including such related’activities as course preparation, testing, and student
achieverment.

2. Scholarship, researchjand/or other creative activities.

3. University, professional and community service.

4 gProfessional advancement, such as the completion of a terminal degree or certificate.
This criteriommis€specially applicable when there is a particular interest or a previous
understanding with the faculty member regarding this advancement.

5. Responsible participation in university processes and activities that are generally
considered faculty responsibilities.

6. Change in academic program, such as:

a. Termination of reduction in size of the academic program to which a faculty
member is assigned.

b. Change in an area of specialization or in emphasis in a program, requiring
replacement of nontenured faculty with faculty having different specializations.
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7. Financial conditions of the university as a whole or in any particular part, requiring

reduction in the size of the faculty.

8. Professional and ethical conduct.

Termination of Nontenured Faculty
When deciding whether or not to renew the contract of a nontenured faculty member, the
university follows two general principals.

DePaul is obligated to select, given available resources, faculty members'whe,will best
contribute to its distinctive goals and academic mission. Consequently, the University
has the utmost latitude, within the limits of academic freedom, imdetermining which
nontenured faculty members will be retained.

The university should be left without a reasonable doubt as to'the faculty member’s
qualifications for tenure before it reaches a favorable decision on‘areappointment to
which tenure is attached. The quality of academic grograms and, therefore, of the
university, require careful selectivity in retention, basedhon the individual faculty
member’s qualifications and the needs of theiniversity fog particular types of
qualifications. Anything that underminestheselective process erodes tenure and quality.
Within the bounds set by general uniyersity criteria, everyfaculty member in an
academic area is entitled to fair and censistent decisien/making procedures as protection
against violations of academic freedomerarbitrary adverse decisions based on
established process policy.

The deliberative process will follow duly-established procedures and will provide faculty
members with an opportunity.to submit materials supporting reappointment. Each year, the
nontenured faculty mepaberwill"be notified at least fourteen calendar days before the initial
decision is made onsfeappointment.\Within seven days after this notification, he or she may
submit supporting'materiale” Should an adverse decision be reached, faculty members are entitled
to a written statementof the'reasons for their not being reappointed and, upon written request,
through a formal reviewrof the'decision by their faculty colleagues.

A judgment may restien‘a single criterion or on a combination of several criteria. The persons
making this judgment will select a particular criterion or several criteria on the basis of the
faculty member’srole in the academic unit and the needs of the University. The rationale for
selection of criteria must be explained if a reappointment decision is questioned. If a single
criterion is used, its choice should be on compelling grounds, such as the intrinsic importance of
the criterion to the University as a whole or appointment or any agreement made with the faculty
member in the initial or subsequent contracts. If multiple criteria are used, the relative
importance of each should be noted.
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The dean and the faculty determine which evidence is appropriate for a criterion. The usual
prudence is expected in selecting important evidence without trying to exhaust all sources of
information. Within the context of general University policy, every faculty member in an
academic unit is entitled to be judged according to the same set of criteria and the same types of
documentation. To be avoided in all evaluations is any consideration of the personal ties
between the faculty member and the dean and peers making the decision or the personal conduct
of the faculty member not falling under one of the eight criteria in the University policy. Any
judgment based on a faculty member’s ideological and political position is a vielation of
academic freedom and will not be supported.

A nontenured tenure-track faculty member informed that his or her cantract is notie be renewed
may appeal the decision not to renew. [See Chapter 5, Section 5.1°1,"Appealsand Griévances.]

Notification of Nontenured Faculty
The nontenured faculty member is entitled to:

a) Written notification of the initial decision tog€new or notto rengw the contract, with a
statement of the reasons for the decision which, shall*be givensby the dean. A decision to
renew should include assessment of the*faculty member’siqualifications, noting
especially those conditions which should be fulfilledyfor future appointment and/or
tenure.

Notification during the probationarnysperiod shall be made according to Section 4.1.4.3
(Notification of Renewal of Appointment).” Notification by these dates shall constitute
sufficient notificationfor notefferingianother contract even though appeal and
subsequent reviewamightimean that the final decision is rendered less than a year before
the end of thé‘final contract:

b) An opportunity to submit materials supporting probationary appointment. The
nontenured faculty member will be notified at least 28 calendar days before the decision
iS'made an, reappointment. Supporting materials shall be submitted to the dean or the
department'chair‘at least 14 days prior to the decision date.

¢) Notification by the dean of his or her prerogatives connected with a decision that a
contract is not to be renewed, including a statement of the faculty member’s right of
appeal and the procedures governing such an appeal, if he or she wishes such a review.
This right and the procedures attached thereto are described in Chapter 5, Section 5.1.1.2
(Appeals and Grievances).
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4.1.4.3 Notification of Renewal of Appointment

The University follows the AAUP guidelines for notice of reappointment (See AAUP Policy
Documents and Reports 1990). Notice of non reappointment, or of intention not to recommend
reappointment, should be given in writing in accordance with the following standards:

1. On or before March 1 of the first academic year of service, if the appointment expires at
the end of that year; or, if a one year appointment terminates during an.academic year, at
least three (3) months in advance of its termination.

2. On or before December 15 of the second academic year of servige, if the,appointment
expires at the end of that year; or, if an initial two-year appoiatment terminates during an
academic year, at least six (6) months in advance of its termination,

3. At least twelve (12) months before the expiration of anappeintment after two (2) or more
years in the institution. Notices of reappointments and contractirenewal’are based on the
University budget cycle and will vary annually dependent upon that cycle.

4.2 Resignation

A faculty member who decides not to accept reappointmentis.expected to notify the dean and, in
colleges organized into the departments, the department.chair no later than thirty (30) days after
the issuance of the contract and submit a Written resignation to the Provost.

4.3  Termination Due toMedical Disability or Medical Reasons

When serious health preblems arise, with an‘expected duration of more than four weeks, a
faculty member willFnermally request.and be granted a disability leave of absence. Disability
income benefits.dre describeéd at the Human Resources’ web site.

The faculty member whoyrecavers sufficiently to return to normal faculty duties within thirty-six
months*frem thelbeginning of disability leave is entitled to resumption of a regular appointment.
If the sick leave extends'beyond this time period, the tenured appointment is terminated. Should
the faculty'member recover sufficiently after this time period, the University shall give
preferential.consideration if the person wishes to apply for a new faculty appointment for which
he or she is qualified. Such faculty members, if appointed, shall be appointed at his or her prior
faculty rank and status.

In any instance in which the appropriate University administrator questions whether a faculty
member on sick leave has sufficiently recovered to resume normal duties, the University may
require the faculty member to submit to a medical examination by a doctor, selected by mutual
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agreement of the University and the faculty member, who will certify whether or not the faculty
member is capable of resuming his or her duties.

The usual initiative of a faculty member in requesting a sick leave of absence does not preclude
administrative action to place the person on sick leave contrary of the person’s will, if there is
sufficient evidence that continuation of regular duties would constitute probable and serious
harm to the fulfillment of the University’s responsibilities, to its reputation, or to the welfare of
the faculty member. Such administrative action is subject to review by normalsfaculty grievance
procedures. [See Chapter 5, Section 5.2.5, Appeals and Grievances]. The gffect on retemtion or
termination of a tenured appointment is the same for sick leave initiateddy the faculty member
or the administration.

Disability can lead to the termination of a tenured appointmentsfithe persistent health problems
of a faculty member prevent assignment to regular faculty duties on afull-timesbasis.

4.4 Suspension or Termination of Tenured Faculty Members for Cause
4.4.1 Suspension

For serious cause, the University may suspend afaculty:member from his or her teaching duties
and other obligations and responsibidities and prohibit that faculty member from using University
facilities. This action can be taken only,to/prevent probable and serious harm to the reputation of
the University or to its abilitysto carry outisuch important functions as instruction. The faculty
member is guaranteed thatfaipand coensistentiprocedures will be used for making any suspension
decision.

The faculty member may:be suspended in the following ways:

1. By'thePresident'ef the'University following a decision by a formal hearing committee to
dismiss the faculty member for cause.

2.\, By the Provestsfollowing a hearing by a faculty committee selected by the Committee on
Committees, at which hearing the faculty member will have an opportunity to present his
or her position and supporting evidence.

3. By the'Provost in the event of an emergency where potentially serious harm must be
prevented immediately and there is no opportunity for a previous hearing, in which case
the suspended faculty member has the right after the fact to a formal grievance hearing.
[See Chapter 5, Section 5.2.4: Appeals and Grievances].

The suspension will not continue beyond the time required to remove the actual or potential
harm, ordinarily not beyond the academic year. The suspension might be for twelve months if
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the faculty member in question has been given notice of termination and there are sufficient
reasons for suspension until this termination becomes effective.

The faculty member suspended from active service to the University will receive full
compensation during the suspension until the time of justifiable dismissal for cause.

4.4.2 Termination
The University retains the right to dismiss a tenured faculty member for any/ef these causes:

1. Deliberate and persistent breach, refusal to perform, or grossaieglect or continued and
serious ineffectiveness in the performance of faculty obligations,

2. Unethical conduct in activities associated with the rolesofifaculty‘member, serious
violations of the faculty obligations set forth in Chapter 6, Section 6:4and Section 6.5
Faculty Rights and Responsibilities, or convictien by‘@acourt of faw of a crime involving
moral turpitude.

3. Material violation of the policies governing activities,outsidexthe University.

When the fitness of a faculty member is questioned, the deamwill discuss this reason with the
faculty member for the purpose of reaching a mutual agreement that will remove or otherwise
settle the question of fitness.

If the dean and faculty member do not reagh a mutually agreeable settlement and the dean
considers the matter seriouS enough'te. warrant-tismissal or sanction, the dean shall request the
President of the Faculty*Councilite have the Committee on Committees appoint an inquiry board
of three tenured faculty,members. Thesole of this committee is:

1. To ascertain the factsikelated to the fitness of the faculty member giving both the dean
and the,faculty member adequate time to prepare and submit information relating to the
Specific questions raised by the dean; the inquiry board will decide its own procedures
and rules forthe’presentation of information.

2. Toattempt to reach some adjustment acceptable to both the dean and the faculty member.

3. Failing to'make such an adjustment, to determine whether there are sufficient grounds to
begin formal dismissal proceedings to impose some other sanction.

4. To submit a formal recommendation to the dean along one of these lines:

a. To institute formal dismissal proceedings or suspension proceedings

b. To drop the question of fitness

c. To impose some other sanction other than dismissal or suspension, such as a
warning or formal reprimand, in which case the dean may impose the sanction
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without further hearing, but the faculty member may request a formal review
through normal faculty grievance procedures.

The academic dean may institute a formal dismissal or suspension proceeding only if
recommended by the inquiry committee. Should he or she decide to do so, he or she is to
prepare a formal, specific statement of reasons based on the finding of the inquiry board. The
dean shall forward this statement to members of the Faculty Council Committee on Committees,
the Provost, and the chair of the faculty member’s department.

The Committee on Committees shall identify a panel of nine tenured fagulty members nat
affiliated with the college or school of the faculty member. Each party may interview each
member of the panel. In alternating fashion, with the University goingfirst, each party excludes
three members from the panel. The remaining members of theqpanel constitute the hearing
committee.

The hearing committee’s findings of fact and its deci§ions.are to'test solely on the hearing
record. The burden of proof shall rest on the deart toiestablish by clear and convincing evidence
in the record as a whole that there is adequatgscatise to dismiss the faculty member. The
responsibilities of the hearing committee in onducting its‘progédures are:

1. It has the right to all the informationand decuments it needs, without being obligated by
strict rules of legal evidence and, legal.procedures, exercising due precaution not to
divulge the contents of documentsinormally considered confidential.

2. It may conduct pre<hearing sneetingstoclarify issues and otherwise provide for an
effective and effiCient hearing.

3. It may take whatever time iSireguired for a fair and complete hearing, while avoiding
unnecessary delayss

4. It may formulate its‘Qwn additional rules of procedure not contrary to the procedures of
this deeument.

5 o t'shall keep a verbatim record of the hearings, which shall be available to the parties
without cost.

6. Tt'may conduct its hearings privately or publicly, a decision to be made only after
consulting with both parties on this point.

The two parties have the following prerogatives in the formal hearing:

1. To obtain in advance of the hearing a list of witnesses the other party intends to call.

2. Following submission of a written request, to inspect before the formal hearing at a
location selected by the committee, all documents that the committee in its pre-hearing
meetings has collected and deemed relevant to its deliberations, including documents
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normally considered confidential. As a condition of seeing such confidential documents,
however, the committee shall require that their content be kept in strict confidence by
both parties.

3. To select an academic advisor or counsel of their own choice.

To cross examine witnesses.

5. To have sufficient time to prepare evidence and to have adjournments upon the valid
claim of unforeseen occurrences during the hearing.

&

The faculty member has the following additional prerogatives in the formaldhearing:

1. To decline to testify, without prejudice, at the hearing without restricting the prerogative
of supporting evidence.

2. To invite a representative of a responsible educational assoeiation:as an observer to the
hearing.

The University will assume all costs directly incurred by the hearing committee. If the faculty
member employs an attorney for the hearing, and‘theidecision is,not for dismissal, the University
will reimburse the faculty member for at leastone<half ofithe reasonable legal expenses, the
precise proportion to be decided by the hearing committee,‘depending on the degree to which the
University’s case for dismissal had merit,

During the process of the hearing, bothyparties,shall avoid making public statements other than
simple announcements as may be required:

Within a reasonable tipne“after the.completion of the hearing, the hearing committee will submit
to the President of the'kniversity itsi@deeision with supporting reasons. The decision may be:

1. Thatadequatercausefor dismissal has been established.

2. That'adequate cause has been established for an appropriate academic penalty, but not for
dismissal,

34, That adequateseause has not been established for either dismissal or a lesser penalty.

Within a reasonable time following an adverse decision by the committee, the faculty member
may appeal in‘writing to the President. Neither party has the right to submit evidence to the
President.

The President may either accept the decision of the hearing committee or resubmit this decision
to the committee with specific objections. In the latter case, the committee will then reconsider
only points to which the President has objections, receiving new evidence if necessary. After the
study of any reconsideration by the committee, the President will make the final decision. The
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President may dismiss a faculty member for cause only if such action is recommended by the
hearing committee.

There is no appeal from this decision within the University.
4.5 Termination Due to Financial Exigency

University-wide financial exigency necessary for termination of tenured faculty®exists, when two
conditions are present:

1. A deficit is likely to continue for at least two (2) years unlessgretrenchments,are made.

2. Inthe first year, the deficit equals at least four percent (4%) ofithe total University
operating budget, calculated after retrenchments have heemmadein,areas other than
academic programs.

In the event of such exigency, the University will retfench.operatiens supporting academic
programs before taking steps that could lead to the termination of tendred faculty. These
retrenchments in supporting areas will be mage tp. to the point where there could be danger of
seriously weakening the basic qualify of academic programsyor‘essential operations of the
University.

The Provost shall issue a formal.statementte,the President of the Faculty Council and the
President of the Staff Council{indicating'and documenting the likelihood of a financial exigency.
Among the matters to be covered in'the statement are:

1. The probabilityyof the exigeney,continuing unless serious retrenchments are effected.

2. The amount and distribution of the retrenchments that can be made, other than by
terminating faculty appointments, to alleviate the effects of this exigency without
seriously weakening the basic qualify of academic programs or essential operations of the
University.

3., The amountefidecrease in expenditures that needs to be realized through termination of
faculty appointments.

The statement'by the Provost shall be reviewed by a committee to determine whether there is
sufficient evidence to declare a financial exigency. The committee shall consist of four faculty
members, one professional staff member, one student, and the Executive Vice President. The
Committee on Committees of the Faculty Council will select the faculty members, the President
of Staff Council will select the staff member, and the President of the Student Government
Association will select the student member. Members of the committee may be chosen from any
area of the University.

10
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This committee shall have access to all university date related to the possible financial exigency.
It should also question persons knowledgeable about the situation. The committee shall vote on
each of the three points in the Provost’s statement noting the possible financial exigency. The
committee shall keep a formal record of its deliberations and votes.

The conclusion of this committee as to the existence of financial exigency shall be referred to the
Faculty Council, Staff Council and the Student Government Association for timely review and
comment, which will be sent to the President of the University, with the committe&syreport for
final decision.

In the event the President of the University decides that there is finan€ial exigencypthe Provost
shall prepare a proposal indicating some of the specific methods for dealing With,the financial
exigency, such as the timing of the retrenchments and their effeetsyen academic programs.

This proposal shall be submitted to a committee consisting ofithree faculty members (selected by
the Committee on Committees of the Faculty Councif), one college deap (chosen by the
Academic Council), one student (selected by the Student Gevernment’Association), and the
Provost, who will chair the committee but noishave a vote. No member of the committee may be
from an academic unit in which retrenchment has been propesed. Before the committee reaches
any decision regarding dropping or substantially‘reducing a4program or reducing or
consolidating an academic unit with@nother, it will provide the faculty in the program or unit as
well as faculty in the related programsiin the.same college or school the opportunity to address
the committee.

The committee’s decisiofiiwhere e cut faculty appointments and the extent of those cuts in given
units or programs shalhbe guided byathe’heed to cause the least amount of harm to the academic
programs of the Mniversityas a whole and to units and programs not directly affected by the
retrenchment-and by'the needhto make cuts most likely to relieve the financial exigency.

The committee shall keep/a written record of its deliberations and decisions. This written record
shall'be appended toithe’Committee’s final report, which will be provided to the Provost, the
deans of‘theaffected colleges or schools, the Faculty Council, and the Student Government
Association, Its decisions shall be the basis for further action by academic administrators.

Based on the decisions on where and how retrenchments are to be made, the ideas of affected
colleges or schools, following consultation with department chairs and programs heads, shall
propose to a faculty committee which faculty appointments shall be terminated. The Provost
shall make the proposal if a college or school itself is to be phased out.

11
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The committee shall consist of three faculty not affiliated with the programs or departments in
which retrenchments have been proposed by the dean. For colleges or schools not organized by
departments or programs, the committee members will be drawn from outside the college or
school. The Committee on Committees of the Faculty Council will appoint the committee
members. If more than one college or school is to be directly affected by retrenchment, more
than one committee may be established.

The committee will select one of its members to act as chair. The committee shall'gensult with
the dean of the affected college or school, the Provost (if termination of a callege or scheol has
been proposed), and the chairs or program heads of affected departments.or pragrams.

The committee shall submit a written report to the Provost, the deans‘of, the‘concerned units, and
the department chairs or program heads, with a copy sent to thesPresidentef the Faculty Council.

The dean , in making his or her proposals for termination, anchthe committee, in evaluating the
proposals, are to decide according to the following criteria and tthis order of priority:

1. Faculty required for a viable academigspregram;if the program itself is not to be phased
out, should be retained. The quality of faculty performance may be considered in
evaluating whether a faculty member 15 required for-a viable academic program. In
extraordinary circumstancesgwhere a serious distortion of the academic program would
otherwise result, a nontepuredfaculty.member may be retained.

2. Tenured faculty retaipéd over nontenured faculty.

3. More senior members,senigrity determined by years of full-time service to the
University.

4. Equal opportunity and similarpelicies which assures equitable consideration to women
and members of mirority groups.

A tenured faculty member notified of termination because of financial exigency has a right to
appealto a.faculty, committee to the selection of the area and type of retrenchment and selection
of specific faculty appeintments to be terminated. [See Chapter 5, Section 5.1.2: Appeals and
Grievances].

The decision terminating a tenured faculty member for financial exigency obligates the
University:

« To make an effort to place the faculty member concerned in another suitable University
position for which the person is qualified, especially when the financial exigency is
limited to a particular academic unit. If the faculty member is not qualified, but is willing
to become so, the University shall offer reasonable opportunity and financial support

12
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toward this end. The faculty committee described above will work out any difference
between the faculty member whose position is terminated and the appropriate
administrator regarding qualifications for another position, reasonable opportunity, and
support in becoming qualified.

* To give 12 months notice of termination or salary and benefits for an equal length of
time.

* Not to replace the faculty member within a three year period unless the terminated
faculty member has been offered reinstatement with a reasonable time in*whieh to accept
or decline.

* Not to approve additional full-time faculty positions in other academicprogramsior units
of the University over a three year period except in extraordigary ciccumstances,/or
where serious deterioration or distortion would result in other‘@ecademic programs
without such additional faculty appointments.

4.6 Termination Due to Discontinuance of SubstantialflReduction of an Academic Unit

The University may also discontinue or substantiallyireduge*an academic unit if such an action is
consistent with a decision of the Faculty Coun€ilieached, according to its established policies
and procedures for program termination, to terminate or reduce’an academic program served by
the faculty of the unit.

The appointments of only those facultyamembers explicitly affiliated, by the terms of the initial
contract and subsequent contract renewalspwith the unit or program can be terminated by
discontinuance or reduction.

As specified in Chapter2, Section 2.4: Search, Appointment and Orientation of Faculty, Change
of Affiliation, original faculty affiliation can be changed only with the agreement of the faculty
member.

The pretess of discontinuation or substantial reduction of the faculty of a unit involving the
termination of tenuredseOntracts starts when the dean of the college or school responsible for the
academic unit in\guestion or the Provost submits a formal proposal to the President of the
Faculty Council./ The proposal should include the methods to be employed in eliminating,
phasing out, or reducing the unit. The Faculty Council Committee on Committees will form a
committee of five faculty members to evaluate the proposal and recommend if it is to be
accepted or rejected. No member of the committee may be from a unit to be affected by the
proposed discontinuance or substantial reduction of programs.

Should the Faculty Council accept the recommendation of the committee, it shall submit its
decision to the President of the University, who has final authority in this matter. The faculty

13
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attached to any program directly affected have a right to all of the records upon which the
decision was based, and a right to submit, individually or as a group, within twenty days of the
Faculty Council decision, a statement to the President of the University explaining a position
contrary to the Faculty Council decision. The President of the University shall not make a final
decision until after studying the statement submitted by the faculty who would be affected by
discontinuation or reduction of a unit.

The specific faculty appointments to be terminated shall be decided by a processfidentical to that
followed in deciding termination after a judgment that a crisis if financial exigency exists.

The tenured faculty member whose appointment is to be terminated has the,right te,appeal the
selection of his or her appointment to be terminated [See Chapter 5, Seetion'5:1.3: Appeals and
Grievances]. The appeal process is identical to that used for appealing terminations due to
financial exigency. This appeal in no way limits the previoasly described righisto appeal the
decision of the Faculty Council that an academic program bediscontinued or substantially
reduced.

The decision to terminate a tenured faculty member dueito program termination or reduction
obligates the University to make an effort tofplace the faculty member concerned in another
faculty position or, if that is not possible, anothersuitable University position for which the
person is qualified. If the faculty memberis not qualified, but is willing to become so, the
University shall offer reasonable, opportunity,and financial support toward this end. If the
faculty member believes thatthe administrator has failed to make a good faith effort to work out
an arrangement for the facdltyymember’s reassignment, he or she may appeal to the faculty
committee that determinethfaculty. appointments were to be terminated [See Chapter 5, Section
5.1.3: Appeals and Grievances].

The committee will ascertatmfrom both parties the terms that they have proposed and the
rationale forthose terms:

47 Retirement

DePaul Uniyersity has no mandatory retirement age for faculty.

Factual Update and Reorganization of Chapters
Approved by Faculty Council January 2010
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CHAPTER 5. APPEALS AND GRIEVANCES

5.1 Appeals

Appeals of non-renewal, suspensions or terminations decisions are to be conducted in accordance with the
procedures specified below in sections 5.1.1, 5.1.2, 5.1.3, and 5.1.4. Each procedure is specific to the
nature of the decision appealed. No overlap of procedures is to be implied.

5.1.1. Appeal Procedure for Nonrenewal of Nontenured-Tenure Track Faculty,

All review procedures are to be carried out as expeditiously as is reasonably possible, eonsistentwith
obtaining sound judgments and qualified, balanced review panels. All time guidelines setforth below
refer only to calendar days within regular academic terms — Fall, WinteSpring - are to'be gonstrued
as recommended maximums. However, a failure by the affected faculty members#0 adheke to'any time
guidelines, except under extraordinary circumstances, shall result insforfeiture ofall review rights.

A nontenured tenure-track faculty member informed that his,or hergontract isinot to be renewed may
appeal the decision not to renew. The first step of the appeal process must be awritten request to the dean
that he or she institute an informal review. A copy of thatirequest,shall beisent to the Provost. Such a
request is to be made within seven calendar days after the reegipt of the decision not to renew. The
informal review is to be completed within fourteen days afterithe receipt of the request from the affected
faculty member. The faculty member must be notified inwriting'bysthe dean of the conclusion of the
informal review within seven days after the completion of theyreview.

If the informal review does not result’in‘adecision to renew the contract, the faculty member may then
request the Faculty Council to injtiate-a formal reviewsof the decision not to renew. This request shall be
made in writing to the President of the\Faculty:€ouncil, shall state the grounds on which the challenge to
the decision is made, and shall beimade within seven days after the receipt of the decision of the informal
review not to renew.

A nontenured faculty membierwho has not been reviewed by the University Board on Faculty Promotion
and Tenure can requestthis formal review on any or all of the following grounds:

1. That the facultymember’s academic freedom was violated by the dismissal itself.

2. Thatithegprocess by which the decision not to renew was made applied inappropriate criteria or applied
appropriate criteria unfairly or failed to meet reasonable standards of thoroughness;

3. That the evaluation of the candidate was not in accord with the policies and procedures set herein.

A nontenured faculty member who has been reviewed for tenure by the University Board on Faculty
Promotion and Tenure can request this formal review only on grounds of (1) or (3) specified above.

The Committee on Committees of the Faculty Council shall be directed by the Faculty Council’s
President to appoint a Review Board of three tenured members from departments other than that of the
faculty member concerned, one of whom may be an academic dean from another college, to conduct the
formal review. This appointment shall be made within ten days after the receipt of the request from the
affected faculty member. The President of the Faculty Council shall notify the faculty member and faculty
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member’s dean of the appointment of the Review Board and of the names of the members of the Board.
The dean shall also receive notification of the grounds on which the challenge to the decision is made.
The Review Board shall select its own chair. All three members must be present to conduct business. Any
decision requires a simple majority vote. The Board’s transactions are confidential and not open to
persons other than those explicitly invited to attend. Written minutes shall be kept of its meetings which
shall be available only to the Provost. The Provost and the appealing faculty member shall be notified by
the Board of its final decision at the same time. The board will notify the faculty member’s dean,
department chair and the President of the Faculty Council of its final decision in a timely manner.

The Review Board shall receive: from the complaining faculty member a written statémentiindicating the
grounds for challenging the decision; from the faculty member’s dean, a written statement of theireason(s)
for not renewing the contract and/or a statement of the procedures followed ingeaching,and reviewing the
decisions not to renew the contract. These statements are to be submitted tosthe Board within ten'days
after the appointment of this Board. The Board may choose to interview-thexfacultysmemberiand/ or the
dean, and/or request further information. The board may also dismiss any complaint that\does not include
a written statement setting forth any of the grounds.

The burden of proof rests on the complaining faculty member. Fhe decision stands unless the faculty
member can establish the violation of at least one of the applicable‘Criteria abave. Failure to submit
requested materials within the designated deadlines shall.€onstitute a failure to meet the burden of proof.
If the complaining faculty member alleges a violation.efacadeniic freedomgthe Review Board shall reach
one of two decisions:

1. That academic freedom has not been violated byathe dismissal itself and hence the decision not to
renew a contract stands;

2. That academic freedom has,beenwiolated,by the dismissal itself and hence the dean may
recommend that another contract’be offeredor that a‘review of the case be conducted in accord with those
procedures ordinarily reservedfer tenured faculty being dismissed for cause.

If a complaining faculty‘member alleges thatsthe process by which the decision not to renew was made
applied inappropriate critexia orapplied-@ppropriate criteria unfairly or failed to meet reasonable
standards of thoroughness the review Board shall determine primarily whether the decision made by the
body representing the department or college was the result of inadequate consideration in terms of the
relevant University criteria, In it deliberations the Board shall not substitute its judgment on the merits of
the casedor that'of,the departmental or college bodies. The Board shall request reconsideration by the
representative of thexdepartment or college when the Board believes that adequate consideration was not
given to,thefaculty member’s qualifications. In such instances, the Board should indicate the respects in
which it believes the consideration may have been inadequate. If the Board finds that adequate and proper
consideration was.given, the decision for nonrenewal stands.

University procedures for deciding the renewal or nonrenewal of the contract on a nontenured tenuretrack
faculty member formally end with the decision of this review board unless, in accord with procedures
ordinarily reserved for tenured faculty being dismissed for cause, the matter is referred to the formal
procedures ordinarily reserved for tenured faculty. The decision of the Board must be submitted to the
Provost within seven days after the conclusion of the hearing, which submission shall, in no event, be
more than sixty five days (exclusive of time between regular academic terms) after the affected faculty
member had originally been notified of nonrenewal of the contract.
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The Provost will convey the Review Board’s report and decision to the President, Faculty

Council President and the complaining faculty member. The President shall make a written response to
the Review Board’s decision and send the response to the Review Board, the Faculty Council President
and the complaining faculty member within 14 days of the Review Board’s decision. The President’s
decision, as set forth in his or her response to the written report of the Review Board is final.

5.1.1.1. Summary of the Schedule for Due Process

Unless otherwise stated, each of the following time periods is recommended and expeetediime limits
within which the specified actions shall occur. Such actions may occur within a sharter or longer. period
than recommended, but a demonstrated effort should be made not to exceed the length,of time
recommended. Where deadlines are specified, failure to adhere may result ins forfeitureyof rights by the
offending party.

Start - The untenured tenure-track faculty member is formally notified,that his or heFcontract is
not to be renewed. Included with such notice is a statement of reasopsif@mnonreappointment from his or
her dean and a statement of the faculty member’s rights of appeal’and the procedures, governing such an
appeal.

On or before seven days after receipt of notification —

The faculty member wishing to appeal the decision net to renew makes a request in writing to the dean
that he or she institute an informal review of that'decision..A copyef the request is sent to the Provost .

Fourteen days after request for s&view by the dean

The dean’s informal review 1s compléted.

Seven days after the completion of the dean’s informal Review

The results of that,review are cammunicated in writing to the faculty member.
On ogsbefore sewen daysyafter such notification (if adverse) —

The faculty. member makes a request to the Faculty Council President, in writing, to initiate a
formal review, statingythe grounds on which the review is being requested.

Ten days after the request for formal review —

The Faculty Council’s Committee on Committees appoints a three member review panel.

Three days after the appointment of the review panel

The Faculty Council, the President, or his or her designee, notifies the faculty member and his or
her dean of the appointment of the review board and of the names of its members. The Faculty President,
or the designee, also notifies the dean of the grounds on which the formal review has been requested.
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On or before ten days after the notification that a review panel has been appointed

The faculty member and the faculty member’s dean submit statements to the review panel.
Fourteen days after submission of documentation —

The review panel completes its review and arrives at a decision.

Seven days after the review panel reaches its decision —

The review panel notifies the Provost and the faculty member of itsfdecision inWriting. The
faculty member’s dean and the Faculty Council President shall be notified'in a timely manner,

5.1.1.2. Appeal Procedure for Non-Reappointment of Non-Tendére Track Faculty

There is currently no procedure for appeal of non-reappointment afynon-tenure track faculty.

5.1.2. Appeal Procedure for Termination Due to Finaneial EXigency

A tenured faculty member notified of termination because of financial exigency has a right to appeal to a
faculty committee to the selection of the area and type of retrenchment and selection of specific faculty
appointments to be terminated. The faculty meémber making the appeal must specify in writing the precise
issues to be reviewed and the basis for‘the challenge. Thiswfritten statement must be submitted to the
President of the Faculty Council within founweekssef receipt of notification of termination.

The Committee on Committees af,the Faeulty Cauncil will select faculty members not affiliated with the
programs or units of facultyimembers makingiappeals. One committee will review all appeals unless all
units in the University4are affected by‘the exigency, in which case there may be two committees.

The committee will copduct aformal hearing with a written record maintained. The hearing may be
public or private, at the discretiomyef the hearing committee. The faculty members whose appointments
have been terminated have the right to counsel, and a copy of the decision of the appeal committee. The
commifteeshall natyfollow those legal procedures associated with cases at law. This committee’s decision
is to be submitted to'the,Rresident of the University as a recommendation for his final decision. Only
rarely and for'eompelling reasons, though, will the President not accept the committee’s decision.

5.1.3. Appeal Procedure for Terminated Appointment Due to Discontinuance or Substantial
Reduction of an Academic Unit

The tenured faculty member whose appointment is to be terminated has the right to appeal the selection of
his or her appointment to be terminated. The appeal process is identical to that used for appealing
terminations due to financial exigency. This appeal in no way limits the previously described right to
appeal the decision of the Faculty Council that an academic program be discontinued or substantially
reduced.
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If the faculty member believes that the administrator has failed to make a good faith effort to work out an
arrangement for the faculty member’s reassignment, he or she may appeal to the faculty committee that
determined faculty appointments were to be terminated. The committee will ascertain from both parties
the terms that they have proposed and the rationale for those terms.

The committee may adopt one of four decisions. It may choose to reject the appeal, in which case the
administration can treat its terms as the University’s final offer; the individual faculty member may
choose to accept the offered compromise or accept the termination provisions stipulated in the obligations
of the university (see Chapter 4, Termination Due to Financial Exigency, section 4.5 4Fhe‘committee may
uphold the appeal and require the University to accept the terms offered by the facudlty member.iT he
committee also may offer a compromise, which the University will be required,to aceept as its final offer,
or the committee may uphold the appeal and require the parties to reenter negotiations and bargain more
flexibly. Should the faculty member and the administrator fail to agree opf@n appropriate reassignment,
the University is obligated to give 12 month notice of termination or salary and benefits for an equal
length of time.

5.1.4. Appeal Procedure for the Suspension or Dismissal of. Tenured Faculty Other Than for
Financial Exigency or Discontinuance or SubstantiakReduction of ‘@an, Academic Unit

There is no appeal within the University from a degision to'suspend ordismiss a tenured faculty member
under this provision. Pre-dismissal/suspension hiearing procedures are found in Chapter 4.

5.2 Grievance not Involving Dismissal or Reappoimtment of Nontenured Faculty or
Dismissal of Tenured Faculty

5. 2.1. Faculty Grievanges

Grievance procedures consist.ef systematic ways to challenge a decision made by a person with authority
in the University but interpreted as unfair by the person affected by the decision. A decision is considered
unfair if it meets three criteria:

1. It adversely affects the interests of an individual,

2. The affected individualsis being treated differently from other persons of similar circumstances; and
3. Therelis insufficient justification for different treatment.

Grievances areglimited strictly to the questioned decision and are open only to the persons directly
affected by that decision. Grievances may not be used to question or change policy. Specifically outside
the scope of grievances are: policies or norms by the President of the University or someone delegated by
the President and affecting a group of persons equally; policy decisions by a deliberative body, such as
the Faculty Council or the faculty of a college or department that were made on the recommendation of an
impartially selected board or committee, even though the decisions affect individual persons differently.

A person who wishes to question a decision must initiate the grievance procedure within two weeks after
being informed of the decision, unless extraordinary conditions delay initiation beyond this time. Once
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those procedures have been initiated, those conducting them must make a demonstrated effort to reach a
prompt decision.

A decision that is submitted to a grievance procedure remains in effect during the procedure, unless the
persons making the decision or the person to whom the decision maker reports suspends the decision
during the procedure.

Grievances do not include dismissals, suspensions other than emergency suspensions or
nonreappointments of any faculty or termination of tenured faculty members due to financial exigency
and discontinuance or substantial reduction of an academic unit. Those issues are<€overed in Appeals,
section 5.1.

5.2.2. Procedures for Faculty Grievances
All faculty grievances begin with administrative procedures, which must be exhausted before the faculty
member may seek any other remedies.

Informal Administrative Procedures

Initially, a faculty member should seek to resolve the grievancewith thesadministrator who made the
decision in question. If a satisfactory solution is not reached, the'faculty member may request the next
administrator in direct line of authority up to and inchuding the Provosttd listen to the grievance. Unless
the grievance, in his or her judgment, is patently'unfounded, ineenseguential or already settled
adequately, the administrator seeks a settlement aceeptableite both parties.

Formal Administrative Procedures

These formal procedures will begin only afterithe informal procedures have been exhausted and have not
resulted in a settlement acceptahle to both partiesayFhe purpose of the formal administrative procedures is
to yield a judgment in faveref oneof the parties’or that is acceptable to both. Throughout the formal
administrative procedures, thetburdenief proof rests on the party appealing the result of the previous stage
of the grievance process.

The dean of afcollege conducts‘the formal procedures. If the grievance is against the decision of the
faculty member?s dean, the\grievance will be heard by another dean selected by the Provost with
approval‘ofithe aggrieved faculty member.

Formal-administrative procedures begin when the faculty member submits to the dean hearing the
grievance, a written statement explaining: the precise nature of the grievance, information supporting the
faculty membes’s"position, previous attempts made to settle the issue, the reasons why informal
procedures werée unsatisfactory, and the remedies that would be considered satisfactory.

Unless serious and unavoidable circumstances intervene, a written decision must be given to the faculty
member and the administrator who made the decision in question within a month after receiving their
written statements. The dean hearing the grievance shall state that decision and what action, if any, is
required to implement the decision.

Either party may appeal the dean’s decision to the Provost . The appeal must be in writing and supported
by reasons for not accepting the dean’s decision. The Provost may conduct another review. The PROVOST
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will conduct any such review and enter a decision, which apart from extraordinary circumstances must be
given within one month after receipt of the appeal.
Formal administrative grievance procedures end with the decision of the Provost .

Grievance Board

Within two weeks of the faculty member’s receipt of the decision of the Provost , the faculty member may
refer that decision to the judgment of faculty peers by asking the President of the Faculty Council in
writing to direct the faculty Council Committee on Committees to select three tenured faculty members to
serve as a Grievance Board. In cases brought to the grievance board, the burden of proof rests on the
faculty member to establish that the administrative decision was unfair, as defined in/this sectien. The
Grievance Board operates according to rules of due process described in Summapy-of the Schedule for
Due Process, section 5.1.1.1.

The decision of the Grievance Board is final; there is no appeal within the University from the decision of
the Grievance Board.
5.2.3. Grievance by a Tenured Faculty Member Against Sanctions Impased by the Dean

The faculty member may request a formal review of imposed sanctiongithrough normal faculty grievance
procedures.

Within a reasonable time following an adverse de€ision by the:Grievanee Board, the faculty member may
grieve in writing to the President.

There is no appeal of the President’s degiSion:

5.2.4. Grievance for EmergencCy Suspension

In the event of an emergeneyawhere potentially serious harm must be prevented immediately and there is
no opportunity for a prévious hearing; afaculty member has the right to a formal grievance hearing after
the fact if suspended by the,Provost .

5.2.5. Grievance for Termination.Due to Disability or Medical Reasons

The administrative,action tojterminate a faculty member due to disability or medical reason is subject to
applicable faculty grievance or appeal review in accordance with this Faculty Handbook and consistent
with cusrent-federal and state law.

5.3 Right to Review Personnel Records

Appeals and Grievances are subject to the Illinois Personnel Record Review Act (820ILCS 40/). The act
stipulates the circumstances and conditions under which an employee or their representative may inspect
any personnel documents which are, have been or are intended to be used in determining that employee's
gualifications for employment, promotion, transfer, additional compensation, discharge or other
disciplinary action.
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CHAPTER 6. FACULTY RIGHTS AND RESPONSIBILITIES

DePaul University generally follows AAUP guidelines, (http://www.aaup.org) except in
instances where a policy is otherwise defined in this Handbook.

6.1 Academic Freedom

DePaul accords academic freedom a prominent position as an integral part of the university’s
scholarly and religious heritage. The university attempts to create an environmentdniwhich
persons engaged in learning and research exercise this freedom and respect it infothers as
contributing to the God-given dignity of individual persons and enhancing the academic progess.
University precept and tradition protect this freedom from infringement. /Notonly the faculty, but
students and other members of the university community enjoy this fregedom as they pasticipate in
the various forms of open inquiry and debate, as for example, classroom:presentation and
discussion, research and publication, public statements made as ageitizen inione’s own name, and
other forms of creative expression.

DePaul University is guided by the 1940 Statement fogPrinciplesief Academic Freedom and
Tenure of the American Association of University Rrofessors, together with the Interpretive
Comments, which is found in the AAUP Policy,Documents‘and Reports, 1990.
(http://www.aaup.org/1940stat.htm). However; the.university expressly reserves the right to
amend, alter, modify, and delete the same with the assent ofithe Faculty Council.

6.2 Diversity Guidelines
6.2.1. Diversity

DePaul University has a longstapding commitment to ethnic and cultural diversity of its faculty,
staff and student body. As'a university with a strong Catholic and Vincentian heritage, this
commitment is particularly integralite.our mission. It is also recognized that a multicultural
experience is an\essentialspart of DePaul.

Consistentiwith the Catholic'and Vincentian heritage, DePaul University is committed to
preserving amenvironment that respects the personal rights and dignity of each member of the
cammunity. Therefore,/DePaul University will not tolerate the harassment and/or discrimination
ofiany kindsef any“person or group of individuals including, but not limited to age, race, national
origin, sex, religion, a person with a disability, and/or sexual orientation. Harassment is defined
as any behavior (verbal, written, or physical) that abuses, demeans or victimizes any person
based on the above distinctions. DePaul University reserves the right to take such actions as are
consistent with its procedures to deal with such individuals engaged in such harassment and/or
discrimination.

Except as concerns sexual harassment, which is handled under the separate policy, Sexual
Harassment Policy and Procedure, any employee of DePaul University who feels that he/she has
been the victim of harassment should notify his/her supervisor, or the Vice President of Human
Resources.
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The complaint will be investigated immediately to determine whether it is justified. If the
complaint is found to have merit, corrective action will be taken.

6.3.0 Academic Support

Since the University’s mission statement places “highest priority on programs of instruction and
learning,” the University sponsors a variety of professional development programs and awards
recognizing outstanding achievement in teaching, scholarship, and/or creative activities,and
service. Such development opportunities and awards include but are not limited'to:

» Paid Faculty Leaves

»  University Excellence in Teaching Award
»  Spirit of Inquiry Award

»  Competitive Instructional Grants

*  Summer Stipends

» Departmental Initiative Grants

»  Competitive research Grants

» Research Conference Program.

The Office of Faculty Development & Research'seeks tofulfill the university’s commitment to
academic excellence by developingdeacher/scholars at all academic career levels. The Office has
responsibility for programs, resources, and guidelinesgthat support development, promotion, and
retention of talented and diversefacultyaThroughstie Office of Faculty Development &
Research, the Provost provides internal grants to support faculty development initiatives and
sponsors awards to recognizewoutsianding faculty achievements.

The Office of Faculty Developmentiand/Research provides university-wide support for faculty
development thfough'the Quality of Instruction Council (QIC), the University Research Council
(URC), and the Public Service Council (PSC). The Associate Vice President for the Office of
Faculty Development,and Research chairs the three councils, which are composed of faculty and
academic administrators. The Office also sponsors other opportunities, including new faculty
orientation, teaure and paid-leave workshops, and select international faculty language
immersion programss#All programs are intentionally competitive in nature to ensure the best use
of available“funds and to encourage the development of proposal-writing skills. Applications do
exceed available funding, and applicants are encouraged to submit well-crafted projects that
advance theirScholarly objectives.

Faculty grants, awards, stipends, and leaves are peer reviewed by one of three academic councils.
The Associate Vice President for Faculty Development & Research chairs all three academic
councils. Council members are appointed by Faculty Council. The University Research Council
(URC) reviews and awards research grants, leaves, and the Spirit of Inquiry Awards. The
Quality of Instruction Council (QIC) reviews and awards instructional grants and leaves and the
Excellence in Teaching Awards. The Public Service Council (PSC) reviews and awards
instructional and research grants related to service learning courses and university-community
research projects. The PSC also reviews Excellence in Public Service Awards.


http://condor.depaul.edu/~acafflpc/qic.htm
http://condor.depaul.edu/~acafflpc/qic.htm
http://www.depaul.edu/~acafflpc/urc.htm
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A more complete listing of professional development initiatives and guidelines can be found at
the Office of Faculty Development and Research. [See http://condor.depaul.edu/~acafflpc/.]

6.3.1. Memberships

In addition, although professional membership fees are the responsibility of the individual
faculty, the University may reimburse individual full time faculty up to $50.00 per membership
for up to three such organizations per year, provided that the first $25 of each fee isqpaid by the
faculty member. The University does not pay for memberships in private clubs@€xcept When
approved by the President.

6.3.2. Travel Expenses

The University provides each academic unit with a travel budgetstorsupportfaculty participating
in meetings of learned societies. Top priority for travel suppart belongsitoe, the faculty member
who presents a paper, serves on a panel, acts as an officer Of the society, represents the
University (on the authority or request of the chair or dean) in recruiting faculty, or serves in
another official capacity. Travel support is providedénly fram travehfunds within the budget of
the academic unit and upon the approval of the chair‘andean, Who,is responsible for the
distribution of these travel funds among the factfty who'travel in an official role. Depending on
the amount of money available in the travel budget and the'demands for these funds, the faculty
members may receive partial or no support.

Travel compensation may be givén fagnaticnal or regional meetings. For meetings in the
metropolitan Chicago area, support is limited to'sueh incidentals as registration fees. In all
instances, the University rgimburses actualexpenses for allowable items.

Faculty who attend meetings without taking one of the active roles listed above are usually
expected to cover their own\expenses. However, if travel funds remain in the budget, the chair or
the dean may approveisupport for natymore than half of the travel expenses.

Faculty members aréxencouraged to plan travel as far in advance as possible and to keep chairs
and deans advised to these plans before budgets are prepared. For specific procedures, forms and
guidelines, seethe Office of Financial Affairs.

6.4 Faculty«Responsibilities

Membership in the academic profession, in professional societies and associations of higher
education, and in DePaul University entails special responsibilities. The more important of these
responsibilities are summarized here as a code of professional ethics. They are subject to
amendment from time to time through appropriate university action. Failure to comply with these
responsibilities renders a faculty member liable to appropriate sanction within the procedural
safeguards and provision for peer judgment.
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6.4.1. Members of the Academic Profession

As a member of the academic profession, the faculty member has these obligations:

1.

To seek truth; to improve scholarly competencies for this purpose; to engage in
productive scholarship, research or other creative activities; and to uphold the scholarly
standards of one’s academic discipline.

To practice intellectual honesty; to acknowledge academic debts to others; and to
exercise impartiality in passing professional judgments on colleagues.

To respect the rights of other persons to hold and express different intellectual pasitions;
and to protect the rights, well-being, and privacy of persons involvedin scientific
inquiry.

To be accurate in making public statements in one’s own name and to,be mindful that in
making such statements the public may judge the faculty mémber’s profession and
institution from these statements.

6.4.2. Members of DePaul University

As members of DePaul University, the faculty membenhasgthese qbligations:

1.

To respect the religious character ofithe university and the religious beliefs of persons of
the university.

To adhere to non-discriminatory‘aerms in interacting with other university personnel.
To preserve confidentiality‘tequired in personn€él and administrative deliberations when
this confidentiality isgxplicitly required:

To avoid unauthorized use,of university resources or facilities for personal, commercial
or political purposes.

To assume asfair share of,faculty responsibilities for university governance and to accept
and fulfilleommittee appointments and other responsibilities associated with faculty
status.

To compigwith duly approved regulations and procedures.
To,attend general university commencements and convocations.

6.4.3. Teacher of‘Stidents

As a teacher, aifaculty member has these obligations:

1.

To present to students subject matter compatible with course descriptions appearing in
official university bulletins and catalogues; to avoid significant intrusion of material
unrelated to the course; and to meet classes and hold examinations as scheduled.

To evaluate students only on the basis of academic performance and to evaluate their
work without undue or unexcused delay.

To hold office hours, to be available to students enrolled in the faculty member’s courses
and to serve as a faculty advisor to other students according to the policies of the
academic unit.
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4. Toavoid any exploitation of students for personal advantage or any coercion of the
judgment or conscience of students.

6.4.4. Academic Administrators
A member of the faculty who holds an administrative position has these obligations:

1. To establish adequate means of communication for matters that materially affect the
members of the particular academic unit and to be reasonably availablefor the faculty
and staff of the unit.

2. To provide opportunity for joint planning and effort where appropfiate andito set up'and
apply the structures necessary for joint action.

3. To make personnel decisions impartially; to give responses as seen as‘circumstances
allow; and to give reasons for refusing a request if asked.te,do so by the persen refused
unless the disclosure of the reason would breach confidentiality:

4. To remain current with developments in higher eddcation related to the sphere of the
particular administrative position.

6.5 Instructional Responsibilities

There are times when it is important to convey-messagesito students through announcements
made in class. Instructors’ cooperatioh 1n making these anhouncements is appreciated.

6.5.1. Class Attendance

Instructors are expected toftake atteéndance‘during the first week of class and again after receipt of
an “update” roster (approximately’the fifth week of class). This will help academic officers to
identify and correctgrrors beforeigrade sheets are printed. Individual faculty have the prerogative
to establish course attendance guidelingS. These should be stated in the course syllabus.

6.5.2. Cldass Cancelation

It isimperativeithat instructors meet classes for each scheduled class. In the event that an
instructor is unablgtesattend a class because of illness or unplanned absence, he/she must inform
the'departmental chair (or dean) at the first opportunity. The departmental chair will then make
arrangements t@ ensure continued student learning during the instructor’s absence.

6.5.3. Inability to Meet a Class/Substitute Teaching

A faculty member who is unable to meet a class is responsible for seeing that students are not
thereby deprived of learning opportunities. This responsibility may be met by scheduling the
necessary number of make-up classes at a time convenient to the students, requesting the
assignment of a substitute instructor, or making other appropriate arrangements. In all instances
of absence, the faculty member must inform the academic dean or departmental chair (where
appropriate) of the facts regarding the absence, the reasons for it, and the measures taken to
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provide the students with the requisite learning experiences. Deans and departmental chairs may
require the information to be in writing.

If a class is to be cancelled, the instructor shall inform the students beforehand, if at all possible.
When the students have not been thus informed, the academic dean or departmental chair (where
appropriate) will attempt to let the students know that the class has been cancelled, particularly
an evening class attended predominantly by part-time students.

6.5.4. Class Hours

It is essential that students have a minimum of three hours of contact tifne per‘week with, their
instructor in each four quarter hour course. Faculty members are expectethtoconduct class for the
full period and to begin and end at scheduled times.

6.5.5. Requirements of a Syllabus for Every Course

All faculty are required to prepare written course syllabi for'gach course they teach at DePaul. At
a minimum, syllabi should contain the following information:

1. Arationale for the course stated in the context,of the:aims of the department and/or

division;

A statement on the types offinstruction (i.e., lecture; lecture-discussion; lab; etc.);

Specific materials required farthe/€ourse (boaks, pamphlets, library materials, etc.);

Proposed major andgninor topiesito be covered in the course;

Specific required4eadings,jand written.and oral assignments (inclusion of tentative dates

for such assignments-s,désirable);

6. Specific descriptions of the criteria and methods (i.e., nature of quizzes and
examinations)to be'used by the instructor in evaluating students’ academic performance;

7. Statement on plagiarism; and,

8. ImStructor’sveffice naumber and office hours for the term in which the course is being
offered.

agkrwn

Each faculty member must, during the first class session, give each student a copy of the syllabus
asdrawnmupawithin'the guidelines outlined above. A copy must be submitted to the college or
school.

6.5.6. Course Examinations

In all courses at the midpoint of the quarter, students will be informed of their achievement to
date; normally a final examination is required in all courses. To provide additional flexibility for
faculty members, a formal mid-term or final examination is not required if the instructor has
other ways of evaluating student achievement.

6.5.7. Time for Submitting Final Grades
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As a matter of administrative policy, all final grades are to be submitted within five business days
of the last examination in all academic units of the university, except for the College of Law,
which follows a different calendar.

6.6 Workload
6.6.1. Faculty Assignments

Formal assignment comprises only part of the academic life of the faculty. As professionals,
faculty members are expected to engage in many activities that are not officialuties, particularly
those that contribute to the good of the public and the University, their academicdiscipline, ‘and
their own professional development.

6.6.2. Responsibility for Assignments

The chair makes faculty assignments, subject to approval byithe dean. Inicolleges’'without a
departmental structure, the dean makes the assignmentsy

6.6.3. Teaching
6.6.3.1 Full-time and Part-time Faculty

The primary function of the University 1S imstruction; henge, teaching constitutes the majority of
faculty assignments. The normal.téachingiload is ninefull courses per academic year, usually
three per quarter, unless the establishedhpolieysef a given academic unit to a particular faculty
contract specifies the contrary. This load“may be reduced if particular faculty courses place
especially extensive demands,on faculty timer if faculty members receive formal assignment in
other functions. Only.in,exceptional instances is a faculty member asked to teach more than a
normal load. In sugh instances, thesfaculty member receives additional compensation not less
than the salary paid t@a part-time faculty member for teaching a comparable course.

A teaching asSighment may include ‘student advisement, which requires that faculty members
keep a sufficient number ofregularly scheduled office hours at times appropriate for the needs of
the students,and that they be of mutual convenience. A teaching assignment also entails services
normally assaeiated with faculty status and responsibilities. Supervision of independent study is
entirely voluntarysand is not calculated as part of the teaching load. There is no pay for
independentistudy. However, supervision of independent study is counted toward faculty
performance inyearly evaluations for salary adjustment or contract renewal and for evaluation
for tenure or promotion.

Faculty assignments to off campus instruction generally are incorporated into the regular
teaching load, warranting no additional compensation. Part-time faculty may be assigned to off
campus instruction on the same basis as on campus assignments.

6.6.3.2 Administrators

Administrators may be given teaching assignments; however, they normally are not entitled to
additional compensation for teaching. Administrators or staff personnel whose responsibilities do
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not include teaching, and who almost invariably do not have faculty status, may, in special
instances, be assigned to teach a course. This teaching assignment is normally to be considered
an integral part of the person’s responsibilities for which there is no additional compensation.
Should an administrator be asked to teach a course offered by another university, he or she would
be under the same restrictions applicable to faculty teaching outside the University.
Administrative personnel who have faculty status may be assigned a course during the summer
session, but such an assignment is considered to replace some administrative functions during
this period. The administrator is not to receive additional compensation.

6.6.3.3 Graduate Assistants and Fellows

Assignment of full responsibility of teaching a course is limited to personsfwho hawe full-time or
part-time faculty appointments in the University. In exceptional cases a/graduate assistant may be
given such an assignment if the graduate assistant is in a doctoral pregram and has already’
successfully completed the Master’s degree or its equivalent.

6.6.3.4 Summer Session Assignments

Faculty members with a 10 month contract may accept or decline courses/offered to them during
the summer.

6.6.4 Activities Outside the University

Faculty members are encouraged toursuéactivities outside the University that contribute to
DePaul’s mission, including social,‘€ivic, and religidus#activities, service to one’s professions
and professional associations 44ewever)because,a full-time faculty appointment implies a full
commitment to DePaul University, outsideactivities must conform to the following limits:

1. They must neffinterfere with the faculty member’s commitment to the full academic life
of the University, includingyiteaghing, research, student advisement, governance and
relateddesponsibilities.

2. During the regulanacademic year, the faculty member must give precedence to
Wniversity responsiRilities.

3. Twoyadditionallimits apply to outside activities for which the faculty member receives
remuneration:

+ they must be professional activities that contribute to the professional development
of the faculty member or provide expertise to the community;

» over the course of a year, they must not exceed the equivalent of one day per work
week.

4. The faculty member will supply whatever supporting services are required for outside
activities. Only with the prior approval of the dean shall faculty member enlist the
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services of University personnel or employ University supplies and equipment for these
activities.

5. Each January, faculty members must submit an annual report on their work related
activities with a firm, agency, or institution if they (i) serve on a continuing basis as a
consultant to in another capacity; (ii) are continuing members or officers, or (iii)
normally work once a week, even if less than a full day. The report is to go to the dean,
with a copy to the department chair in colleges organized into departments.

6. The faculty member is primarily responsible for determining whether outside activities
are compatible with the responsibilities of a faculty member. Ngvertheless, the dean must
ultimately decide whether a faculty member’s outside activiti€gconform to the himits
previously enumerated. Deans may place specific restrictions on‘outside actiyities in
order to have them conform to policy.

7. Teaching at another institution while under contract atBePaul is permitted only in those
specific instances for which the dean has given written approval.

8. Material violation of this policy is cghsidered a viglation of the faculty contract and
could be cause for abrogation of contract and.termination of tenure in accordance with
the policies and procedures in the Section'SEPARATION, section 4.4.

6.7 Unpaid Leaves of AbSence

Leaves of absence may begrantedfor advanced study and research, a temporary position
elsewhere compatible with one held at DePaul, illness, or personal reasons. Leaves may be for a
full academic year orfor.@ne ormore terms. Only in exceptional cases will a leave be granted
for more than one‘year.

Leaves are generally granted without salary. University sponsored research leaves are available
through the Qualitynof Insteuction Council and the University Research Council. These two types
of leaveS'have their own unigue policies and procedures. Please see the Guidelines and
Applieations Forms for the Quality Of Instruction Council and University Research Council for
further details.“Salaries'will be reduced by one-third for each quarter of leave granted; for faculty
ofithe College of aw, salary will be reduced by one-half for each semester leave.

Requests for leaves for a full year should be submitted in writing on or before January 15 of the
precedingyacademic year. Requests for leaves for an academic term should be submitted in
writing no later than the beginning of the term preceding the one for which leave is sought.

The department chair, the college dean, and the Provost must approve a leave. They must
consider the effect of the faculty member’s absence on the department or college and the
possibility of finding a qualified replacement on a temporary basis. In granting leaves, the
University accords priority to projects that will contribute to the professional development of the
faculty member and to those projects for which the faculty member has obtained funding from
external sources. Normally, the University does not grant simultaneous leaves to more than one
faculty member of an academic unit.
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University policies and procedures on reappointment and termination apply to faculty on leave.
The year during which a nontenured faculty member is on leave for one quarter or longer is not
considered as a year of probationary appointment, unless the Provost explicitly provides
otherwise in writing. However, leaves do not break the continuity of years of full-time faculty
appointment to DePaul required as the probationary period before eligibility for tenure.

Except for research leaves, special arrangements are made in each leave for the faculty member’s
insurance benefits. Specific information on this point is available in the Human Resources
Office.

College or departmental specific leave program details, when available, e ace ough
college or departmental offices.
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Salaries

Decisions regarding salary are made in accordance with University budget guidelines and usually
are made at a different time during the academic calendar year. Normally, salary decisions result

in a merit increase and when budgets permit, may include increases for such things as equity and

market adjustments. The salary recommendation is made by the college dean.

Full-time faculty are paid on a biweekly basis in twenty-six payments per fiscal year. Part-time
faculty are paid biweekly during each quarter in which they are teaching (usually five pay periods
per quarter). During summer sessions, faculty are paid in two or three equal payments per
summer session. Payroll dates are determined by the Payroll Department.

AcademicPolicies

In, fulfillment of its gowernance role as defined in section .2.1 of the Faculty Handbook: Primary
Responsibilities ofthe Faculty, Faculty Council has its own proper guidelines to govern the
creationfof academic polieies, leading to approval of proposed policies and policy revisions by
the President:

After approval of|policies afid proe€dures within the realm of responsibility of Faculty Council
these documents shouldbe integrated inte the university’s online policy and procedures manual.
While the President atid the Board of Trustees have the authority to reverse the decision of the
faculty regarding their primary responsibilitiesyit is expected that they would do so only in
exceptional circumstances ‘and would communicate the reasons to the faculty.

Establishing a New University Policy

Except with respect to the establishment of Academiic Policies under Faculty Council authority,
the establishment, archiving, revision, m@%aoz\mr and publication®fall university policies and
Eogmﬁmmwmoooawbmﬁma_u% theOffice of the Secretar

Academic policy and process details can be found on University Policies and Procedures web
site.
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