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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 and the 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 academic life. Moreover, the general
well-being of the university is dependent on the time and talents the faculty contribute in the roles of
decision makers and consultants.

kibilities over
Bts and policies. They

Faculty participate in all areas of university governance. They have pri
academic and scholarly activities, faculty personnel matters, and ed
have participatory or advisory responsibilities in other areas.

cted to participate in governance
as a normal faculty obligation. Consequently, only for s rious reasons may they refuse
appointments or active service on various committe
and full-time faculty members on special appointm e invited to participate in certain governance

processes to the extent that their time and othg wa#fities permit.

As a general rule, full-time faculty me Nytitled to participate and vote in decisions made in the
academic departments, schools, anggag ;
department, school, or college s w@ lon and tenure, may be restricted to the deliberation of a
limited number of faculty.

1.2 Governance St re

The faculty of DePaul UM®Ersity shall bear its share of responsibility of shared governance according to
the following principles.

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

2. 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 separating different divisions of the university,
and otherwise to work for a type of unity that the term “community” implies.

3. As acorporation, the university has a formal structure of governance described principally by its
Charter and Bylaws. The latter document assigns certain responsibilities and authority to the
Board of Trustees and to particular officers of the university, but it assumes that much of the
authority will be shared by a process of delegation.
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4. 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.

5. By tradition and training, the faculty are expected to make judgments about the academic
integrity of the curriculum and the professional requirements of faculty status. Therefore,
curriculum, academic programs, and faculty status questions shall be considered primary
responsibilities of the faculty. It is understood that in order to carry out these responsibilities, the
faculty will work closely with the academic administrators and the officers of the university.
They will also seek the advice of students, part-time faculty, and staff. While the President and
the Board of Trustees have the authority to reverse the decision of the faculty regarding their
primary responsibilities, it is expected that they would do so only in exceptional circumstances
and would communicate the reasons to the faculty.

6. Faculty governance regarding academic programs, curriculum, and faculty status regularly takes
place through departments, programs, colleges, and schools. Primgg§ goWynance of those bodies
shall reside within the bodies. Some institutional mechanism is ggq % university faculty to

make decisions on all educational matters and policies regar ult8tatus which concern

and the provost regarding matters outside the pri
The Faculty Council has been established to ensure full
governance.

1.2.1 Primary Responsibilities of the F,

The faculty is vested with primary go
faculty personnel matters within t LV

reponsibility of academic and scholarly activities and
ncluding the following:

1. Curriculum matters, inCRydifMgestablishment, dissolution, and substantial changes of degree
programs; and reo izatign of the general university academic structure.

2. Academic fre in ng rights and responsibilities.

3. Standards ana¥#0cegires concerning faculty promotion, tenure, appointments, retention, and
performance.

4. Adjudication of grievance and disputes in all matters involving a faculty member or members.

5. Standards and procedures concerning instruction.

6. Regulations regarding attendance, examinations, grading, scholastic standing, honors, and general
admission and graduation standards.

7. Matters pertaining to research, and to scholarly and creative activities.

Academic principles underlying the academic calendar.

9. In general, any educational interests and policies.

o

1.2.2 Participatory Responsibilities

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

3
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1. Establishment of university priorities.

2. Formulation of policy with regard to allocation and utilization of the university’s human, physical
and fiscal resources and the principles underlying the development of the budget.

3. Oversight of administrators, establishment or dissolution of administrative offices, and major

changes in administrative structure.

Establishment of policies for the regulation of inter-collegiate athletes.

Recommendation of candidates for honorary degrees.

The establishment or elimination of colleges, schools, or local academic unit.

Conducting of commencement exercises and honors convocations.

Other matters inseparably associated with traditional faculty responsibilities.

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

©ooNo O

1.3 The Faculty Council and Its Delegated Authority

The authority of the faculty to carry out its responsibilities for unive de 1S8ues is delegated to the
Faculty Council, except when a meeting of the Council of the W Il 1 the call of the President,

the Provost, the Faculty Council, or on written petition to the F uncil by at least fifty full-time
members of the faculty.

regular full-time faculty consists of all
rovost, the university’s vice presidents, the
s whose roles in the judgment of the President

For the purposes of this Council’s representation, t
tenure-line and term faculty and excludes the prgai
deans of the colleges or schools, and other f
of the Faculty Council, are predominantlygd

1.3.1 Members of the Facul N%

The Council shall include % 28) full-time faculty members.
o Four (4) fronfthedeng s College of Business
e Two (2) from the Cg#lege of Communication
e Three (3) from the College of Computing and Digital Media
e Two (2) from the College of Education
e Two (2) from the College of Law
e Six (6) from the College of Liberal Arts and Social Sciences
e Three (3) from the College of Science and Health
e Two (2) from the School of Music

e Two (2) from the School for New Learning
e Two (2) from The Theatre School

Members shall be elected by the full-time faculty of the various colleges and schools respectively. The
term for a regularly elected member of Faculty Council shall be from September 1% of the calendar year
in which he or she is elected until August 31* of the calendar year in which his or her term expires. Each
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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* and by 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 a Council member shall become vacant on
incapacity, resignation, or the absence of said council member from the meeting of the 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.

e Three (3) from the Driehaus College of Business

e Two (2) from the College of Communication

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

e Two (2) from the College of Law

e Four (4) from the College of Liberal Arts and Sog# Sgie

e Two (2) from the College of Science and Hea
e Two (2) from the School of Music
e Two (2) from the School for New Leargs

ar
e Two (2) from The Theatre School q§
Alternate members shall hold office fo egpterms. In the event of an anticipated absence of a

council member from a Council , uncil member shall designate an alternate to participate in

his/her stead with full rights o il member.

The Faculty Council C e og¥Committees shall review the composition of Faculty Council
membership by Febryflry 28ia0T8very leap year and make a recommendation to Faculty Council during
the subsequent March Mmeetigh to maintain or adjust the composition of membership to take effect for the
coming academic year.

1.3.2 Officers of the Faculty Council

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

The Council 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
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Council President does not vote on Council resolutions except to break a tie vote or to create a tie vote. In
the case of secret ballot, the President may vote on all matters on the secret ballot.

The Vice President shall represent Council in university business deemed appropriate or in instances in
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 of faculty (subject to

Council’s approval) to all faculty slots on university and Council committe or he shall maintain
the records of current and previous faculty appointments, oversee the prgee ncil elections in the
various colleges, and perform other organizational duties as designatg byghe ident and the Faculty

Council Executive Committee.

The President, Vice President and Secretary of the Counci
precluded, but it is also not an assumption, that the Vice
Terms for all officers are one year, subject to re-ele sident and Vice President must
collectively represent at least two (2) colleges or sc ould any officer be unable to fulfill her or his
term, the Committee on Committees shall de b t Council meeting a proper process for
succession.

grted at each June meeting. It is not
I necessarily succeed the President.

1.3.3 Meetings of the Counci

The Council shall generally mee®Qn¥ge first Wednesday of each month during the academic year
(September through June, Mglusivelly), and as needed at the call of the President of the university, the
Provost, the Presiden il, or at the call of the majority of the Council members. Minutes of
each meeting shall be pr@mptly by the Council Secretary to all full-time faculty members.

At least five days before every meeting, the Council Secretary shall send to Council members notice of
the forthcoming Council meeting, 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, local academic unit or other appropriate academic unit of the university, together with
documents pertaining to the agenda of the meeting, including the text of any proposed legislation.

1.3.5 Conduct of Meetings
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The 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 than one-third of the voting eligible members.

All faculty members may attend meetings of the Council, excluding executive 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 majority of the Council members present, permit other
persons not on the Council to speak on agenda 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 Council members present. % dealing with matters
L)

involving the right to privacy of individuals normally shall be executiveges Xecutive sessions

may be used for obtaining information and for deliberation; but final g0liggde®ons shall be made in
open Faculty Council meetings.

1.3.6  Communication of Decisions Q

All decisions and recommendations of the Faculty Cj e forwarded to the president of the

university (or the provost as designee) for approyal.

In the event the president of the universitygor
decision or recommendation, the presi¢€nt @ pr
Faculty Council.

provost as designee) disapproves any Faculty Council
ost as designee) shall communicate the reasons to the

1.3.7 Responsibility to the Rgc

The Council shall reggffar summary of its actions to the provost, each college and school, or local
academic unit, for post®y. AY the request of a majority of the members present, but no fewer than one-
third of the total Council ™Membership, any matter must be submitted to the faculty for consideration. The
Council shall establish the manner by which the faculty shall 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 majority of the members present, subject to
ratification by a vote of the majority of the full-time faculty members in a special mail ballot.
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1.4 Committees of the Faculty Council

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

Membership on other Faculty Council committees is not limited to Faculty Council members. The
Faculty Council shall prescribe the terms of office for members of all committees. In the case of standing
committees, the terms of office shall normally be staggered to permit a reasonable degree of continuity.

The Faculty Council shall prescribe the duration of any ad hoc committees. Any standing or ad hoc
committee which fails to meet or does not otherwise act or file a report for a period of one year shall be
discontinued automatically.

| of the Committee on
from among other
Nration, staff, and students

Each committee of the Faculty Council shall select its own chair. With theg
Committees, each committee may appoint sub-committees from its ow,
members of the full time and part time faculty and such members of e
as shall be helpful in its deliberations.

1.4.1 General Duties of Committees @Q
Committees shall recommend to the Faculty Counciffne s and changes in policies in their areas of

responsibility.

t

They shall receive and consider proposa
administration, Student Association, s
recommendations to the Faculty C

areas of responsibility from the Faculty Council, the
r relevant sources. Committees shall present their
ir deliberations, committees and sub-committees shall

0

seek advice, information, or mgt om other members of the university community.
They shall review annuall tionJof the Faculty Handbook pertaining to their areas of concern and
make recommendatiofs fg n.

They shall meet frequentl¥*and maintain liaison with appropriate committees and groups established by
the academic units, the Student Association, the Staff Council, and other 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 communication on a regular basis.

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

Committee on Committees (COC)
Purpose: Recommend faculty appointments to Faculty Council committees and to university-wide
committees and boards; conduct annual elections of the Faculty Council.

Committee on Curriculum and Programs (CCP)
Purpose: Initiate and/or approve proposals for major changes in the curriculum of the university,
especially new programs and altered degree requirements for established programs.

Committee on the Status of Faculty (SOF)

Purpose: Propose and review policies and procedures relating to faculty appointment, promotion, tenure,
retirement, separation, and conditions of full-time and part-time employme ing salary levels,
fringe benefits, leaves, consultations, and inter-departmental compensatjgn:

Faculty Council Budget Committee (FCBC)
Purpose: Serve as liaison between the Faculty Council and the g
Allocation Committee (SRAC), provide assistance to thosegfe
the budgeting process.

eMMers of the Strategic Resource
d help specify faculty priorities in

Faculty Council Physical Environment Commit )

Purpose: Advise on the spatial needs and org on ny new classroom construction or
reconstruction, as well as advise on policygo rcal environment of the campuses and the potential
destruction of DePaul buildings.

Promotion and Tenure Policy tteeMPTPC)
Purpose: Review and develop fli on promotion and tenure at DePaul.

Faculty Council Co e search Policy (FCCORP)

Purpose: Advise Fac cil on all research policies that come before it, promote research initiatives
within the university, an g to the Council concerns involving the support and promotion of research
throughout DePaul.

Committee on Learning and Teaching (COLT)

Purpose: Examine institutional policies and structures for their impact on teaching and learning, support
the scholarship and practice of teaching, and consider 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 Committees with Faculty Representation



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

To the extent that any boards or committees not under the auspices of the Faculty Council address areas
of primary faculty responsibility and report directly to the university president or other university officers,
those boards or committees shall be subject to the policies of the Faculty Council and to review by the
Faculty Council.
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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 Ombudsperson
Academic Program Review Committee

All-University Judicial Board

Campus Recreational Advisory Committee

Faculty Grievance and Appeals Panel

Fair Business Practices Committee Q
Grade Challenge Review Board

Library Review Board

Life-long Learning Committee

Public Service Council

Quality of Instruction Council

Strategic Resource Allocati it
Student Activity Fee Bo
Teaching, Learning a ology Committee

Tuition Pricing Coggmitte

University At

University B d Compensation Committee

University Boar aculty Promotion and Tenure

University Committee on International Programs

University Institutional Animal Care and Use Committee

University Institutional Review Board for the Protection of Human Subjects
University Research Council

University-wide Honors Program 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 by the university president.

The Faculty Handbook may be amended in either of two ways:

10
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1. By the affirmative vote of least sixty percent (60%) of the members of the Faculty Council
present at the meeting, provided 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 10% of the regular full-time
faculty as whole for ratification. The Committee on Committees will then task a committee to
oversee a referendum within 14 days. The amendment will be approved if a majority of the full-
time faculty cast referendum ballots and if at least two-thirds of the faculty members casting
ballots vote in favor of the amendment.

<&
)
&
&

11
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CHAPTER 2. RECRUITMENT, APPOINTMENT, AND
CATEGORIES OF FACULTY

This chapter defines categories of faculty and sets out DePaul University's policies for
recruitment, appointment, and review of faculty members. It also addresses change of faculty
affiliation or status and summer session appointments. As stated in Section 1.1 of this Handbook,
the faculty as a whole is vested with primary governance responsibility for academic and
scholarly activities and faculty personnel matters within the university. As a general rule, full-
time faculty members (both tenure-line and term) are entitled to participate and vote in decisions
made in the academic programs, departments, schools, and colleges with which they are
affiliated. However, some matters including faculty hiring, tenure, promotion, and review are
restricted exclusively to tenure-line faculty.

2.1 Recruitment Policies

Academic deans, local academic unit officers, and academic progra
responsibility for initiating the process for faculty appointments,
position of dean.

Consultation with the tenure-line faculty of the local acade
written policies, is required for the appointment of all i faghlity and local academic unit
officers. Only in rare instances and for compelling r ¥n appointment be made over the
expressed opposition of the local academic unit ' circumstance, the dean shall, in
writing, inform the local academic unit of the sgeciig#galns for overturning the judgment of the
faculty.

Faculty involved in the search procesgfare Wglividually accountable for following the university’s
equal employment opportunity poligles

DePaul University provides g
employment. As an Equa
discrimination on the kasi
orientation, gender i

status, ancestry, sgftirc

gnp ent opportunities to all employees and applicants for
iunity Employer, DePaul does not discriminate or permit

& color, religion, national origin, age, disability, sexual

iltary or veteran status, genetic information, marital status, parental
e, or any other classes protected by local, state, and federal law.

In order to provide f e most diverse and highest quality faculty, DePaul is committed to
searches conducted in the broadest possible markets.

Entry-level hiring for tenure-line positions presumes a national search. A national search is
defined by the practices of the disciplinary or interdisciplinary field and generally includes
advertisements as customary in the discipline, recruitment at national conventions, and similar
wide outreach.

In limited cases the requirements for a national search may be waived if a scholar of exceptional
merit has already been identified as a target of opportunity hire, particularly if that scholar would
enhance DePaul’s diversity profile or bring difficult to find expertise to the University.

A local academic unit’s written request to waive the search requirement for an

academic appointment must be approved by its tenure-line faculty. The request must convince the
dean and the provost that the candidate is fully qualified for the position. Evidence of the

2



candidate's significant accomplishments and a rigorous review of the candidate's qualifications in
teaching, research and other creative activities, and service are expected in the subsequent
preparation of the appointment recommendation.

2.2 Initial Academic Appointments

2.2.1 General Criteria and Policies

The faculty has a major responsibility for fulfilling the principal functions of the university:
teaching, scholarship, research and other creative activities, and service. DePaul appoints its
faculty on the basis of scholarly achievement and the promise of continuing academic growth,
competencies directly related to the university’s academic goals and programs, 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 are: quality of
teaching; scholarship, research or other creative activities; and service

General university criteria are subject to further specification stagllar d by colleges,
ingfided in official

e units as are the general
university standards for which they provide explication e be a difference between the

two sets of criteria, those of the university shall prev,

regularly delegated to the provost, who care the terms of the proposed faculty

i to assure that the terms of the proposed
faculty contract are compatible with ugjv8 Icies, accepted academic standards, and
principles of equity with respect to gffer DeNgul faculty members in comparable positions.

The Office of the Provost hasg I sibility for monitoring academic appointments. This
dures related to faculty employment that are compatible with
the general university guide hese guidelines assume, however, that most of the initial

responsibility for the s@§gction§rocess resides with academic deans, local academic officers, and

directors of acade
Initial appointments gregh contract form, each including:

1. Salary

2. Length of contractual service

3. Academic rank

4. Tenure status

5. Affiliation with an academic unit, that is, a particular college/school, academic department, or
academic program.

The offer letter to the faculty member includes specific terms, which are then incorporated into
the formal contract. The initial contract may be for one, two, or three years on the
recommendation of the academic dean and with the approval of the provost.

If the initial contract comes with tenure, it must meet the criteria of section 2.2.2 below. An initial
contract may not result from a Change of Status (2.6.2).
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Two or more members of the same family may be given faculty appointments, even in the same
college/school or local academic unit. However, such an appointment will not be made in a
situation in which one member of the family holds an administrative position that requires a
judgment on the other member’s qualifications 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 Hiring With Tenure upon Initial Appointment

The granting of tenure upon initial appointment shall be at the discretion of the local academic
unit officer, the dean, and the provost, after a rigorous peer review by the local academic unit’s
tenured faculty. The personnel committee of the unit (or equivalent) shall conduct an evaluation
of the candidate applying the unit’s tenure and promotion guidelines (whigathemselves must be
consistent with the university criteria) and shall report to the tenured fg bor to the vote. All
initial appointments with tenure must include a vote of the local ac enured faculty
with a recommendation for or against tenure.

The university hires a candidate with tenure upon initial ag y if the individual
satisfies one or more of the following criteria:

1. Prior academic achievement comparable to incomi nk ePaul;
2. Extensive, relevant non-academic experiencegfor
3. Appointment to provost, dean or local acadervss®ni(gpfticer positions.

Persons who are already full-time or par
(except “Visiting Faculty” as definegfih Se

yees of DePaul University in any capacity
QN 2.3.3) are not eligible for initial appointments

with tenure under this section, but nstgad be first appointed without tenure to the tenure-line
faculty and subsequently eval [gfie tenure process outlined in Chapter 3 of this Faculty
Handbook.

Faculty hired with ten®g at th&rarnk of Associate Professor or Professor upon initial appointment
must have appropye® quSifigftions and prior experience. Only a candidate with an exceptional
record may be apRQi ith tenure under this section if the candidate has not previously been
granted tenure at angtheghnstitution.

In order to appoint a new faculty member at the rank of full professor who has not previously
held that rank at a recognized college or university, there must be an evaluation of the candidate’s
scholarly or creative record by the local academic unit’s tenured faculty and a minimum of three
outside experts who have been sent the appropriate materials. Selection of reviewers and the
appropriate materials to submit to the reviewers follows the external review procedure described
in Chapter 3.

In order to appoint with tenure a candidate whose experience is primarily nonacademic, the
tenured faculty of the unit must include in the departmental vote and request for an appointment a
written case for the strength of the candidate’s non-academic experience.

Individuals under consideration for appointment to provost, dean, or local academic unit officer
positions can be appointed with tenure. These candidates must have demonstrated scholarly and

4
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academic credentials or extensive relevant experience. The administration initiates appointments
with tenure to these positions. For dean or local academic unit officer positions, the provost, with
a consultative vote of the tenured faculty on the issue of tenure within the appropriate unit, will
make the initial appointment with tenure. When appointing a provost, the president, with a
consultative vote of the tenured faculty on the issue of tenure within the appropriate unit, will
make the initial appointment with tenure. When appointing a president, the Board of Trustees,
with a consultative vote of the tenured faculty on the issue of tenure within the appropriate unit,
will make the initial appointment with tenure. The university would normally provide an
additional permanent position and funding to the local academic unit if and when the dean,
provost or president returns to a faculty position.

2.3 Full-Time Faculty Appointments

All full-time faculty fall into three categories: tenure-line faculty, term faculty and special
appointments.

2.3.1 Tenure-line Faculty

Tenure-line appointments may be at the rank of instructor a
assistant professor, associate professor, or full professor. A
involve an evaluation of the candidate’s qualification
procedures of the local academic unit, as well as a v
except under circumstances stipulated in Section

1% appointments shall
ppproved policies and

Instructor Awaiting Terminal Degree C r

Candidates who are hired into tenure-l
requirements for the terminal degr
that, upon conferral of the degr

at the rank of assistant profe
would be one year, and on

e 10115 but have not successfully completed all

eWppointed to this rank with the stated expectation

member will be appointed to a tenure-line position

, the period of time as an instructor in this category
rare and compelling circumstances should it exceed two years.
tegory may count towards tenure; the probationary period is

een the dean and the faculty member in the initial contract as

determined by an agre

assistant professo eal performance review process (Section 2.3.4) will be used to
determine wheth rogt renewal for the next academic year is appropriate and desired. The
tenure clock would e September after the university receives confirmation of the

candidate’s terminal degree.

Assistant Professor. The doctorate or other 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 who give promise of continued academic development. The
assistant professor should demonstrate a potential for becoming an effective teacher, for pursuing
scholarship, research, and/or other creative activities, and for service.

Associate Professor. In addition to the requirements for assistant professor, the candidate must
demonstrate consistently effective teaching performance. The candidate should also show
evidence of notable scholarship, research, and/or other creative activities, and service. For this
rank, the candidate should show significant involvement in university activities at the local
academic unit and beyond. This rank is reserved for those with recognized academic
achievements.
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Professor. In addition to the requirements for associate professor, candidates must give evidence
of continued scholarship, research, and/or other creative activities, the quality of which is
recognized by their peers inside and outside the university. Candidates for this rank must also
show a record of notable service contributions at the university level. Effective teaching remains
mandatory for this rank. This rank is reserved for those with recognized academic achievements.

Tenure-line Joint Appointments
A faculty member may receive a joint appointment or affiliation in two local academic units. For
a joint appointment in two units, a candidate for initial appointment must be evaluated and

recommended by the faculty of both local academic units. The criteria for determining eligibility
for such a joint appointment are those for the usual initial appointment.

2.3.2. Term Faculty

2.3.2.1. Definitions and Scope
Term faculty positions are full-time, non-tenure-line, and d ) nure.

The university uses term faculty positions to:
* Retain a cadre of effective and committed t who*an provide instructional

continuity;

» Maintain flexibility in allocating resou ty positions;

* Bring in outstanding individuals wip®i the learning experience through their
professional qualifications and e o@ rom careers outside academiza;

L pursuits of tenure-line faculty;
» Deal with exigent circum

occur too late to condu rogfate search for a tenure-line faculty appointment,

filling a vacancy res ) unsuccessful search for a tenure-line faculty member,
or staffing a new loping program;
e Teach in and ggmini grams that would be too time consuming for tenure-line

faculty to oyars®and/gr require specialized skills or knowledge to run.
The university do2ot e term faculty positions to:

* Permanently replace a tenure-line position;
» Avoid adding new tenure-line positions when merited; or
* Provide a safe harbor for faculty whose tenure status is in jeopardy. (Section 2.6.2)

The percentage of term faculty in a local academic unit should not be more than 30% of the full-
time faculty in that unit. Units may exceed 30% if approved by majority votes of the unit’s
tenure-line faculty and by the Faculty Council. Such exemptions are typically granted to: (i) units
with new or developing programs; (ii) units whose primary instructional programs involve
clinical and similar professional activities not usually covered by tenure-line faculty, and (iii)
units whose primary instructional obligations are not typically met by tenure-line faculty due to
extraordinary responsibility for service-level courses.

Term faculty may use the grievance and appeals processes set out in Chapter 5, except as
delimited by Section 2.3.2.6.
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2.3.2.2 Term Faculty Ranks

Term faculty may be appointed at the ranks of Instructor, Professional Lecturer, and Senior
Professional Lecturer.

Instructor: A term faculty member without a terminal degree is usually hired at the rank
of Instructor. Such faculty members are normally hired to satisfy short-term curricular
needs and to provide support in staffing skills-oriented areas of the curriculum. The
primary responsibility of instructors is teaching, and their duties usually do not involve
service to the unit or other professional activities. Instructors may be called upon to carry
out minor administrative functions to help support programmatic and teaching-related
activities. The College of Law, in keeping with the general practice of law schools, may
use the title Visiting Assistant Professor for individuals hired at the rank of Instructor.

Professional Lecturer: This rank is reserved for term faculty who sati r more of the

following criteria:
Q C , or
% alent to a terminal degree in

, and their duties include service to
iate by the unit and the dean.

» Hold a terminal degree in their instruction area;

» Have satisfactorily taught at the rank of instructor f

» Possess professional qualifications and achieveme
the relevant field.

The primary responsibility of professional lectuggeis
the unit and other professional activities deeme
Professional Lecturers may be called upong#®arry o inor administrative functions to help
support programmatic and teaching-relai@ ifies. An academic unit may also appoint to this
rank those who have equivalent profgg@ior®€experience upon initial hiring. After five years of
satisfactory service and upon a for iewNy the unit, professional lecturers are eligible for
promotion to the rank of Senio Lecturer.

Senior Professional Lect Rnis rank recognizes the contributions of term faculty who have
served at the rank of pgofessi cturer and have demonstrated superior performance as a
teacher. Senior Professi®gal Lgturers may be called upon to carry out minor administrative
functions to help gp ammatic and teaching-related activities. An academic unit may
also appoint to thi k fose who have equivalent professional experience upon initial hiring.
After five years of sshfactory service and upon a formal review by the unit, professional
lecturers are eligible for promotion to this rank.

An academic unit may also appoint to this rank an individual who, upon initial appointment, has
equivalent professional experience. Senior professional lecturers have the same duties as
professional lecturers.

2.3.2.3 Functional Titles

Colleges may confer upon term faculty members functional titles to reflect their particular status
or role within the unit. The terms “Assistant Professor,” “Associate Professor,” and “Professor”
must only be used with a modifier. Such titles will not affect the person’s rank and should be set
out explicitly in his or her contract. Functional titles should not be created on an ad hoc basis, but
created and defined by each local academic unit to reflect its programs and special needs. The
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titles themselves, but not individual appointments, shall be approved in writing by the unit
faculty, the dean and the provost.

2.3.2.4 Responsibilities and Participation in Governance

The primary responsibility of term faculty will be teaching and, as such, term faculty
appointments generally carry higher teaching loads than tenure-line appointments. However, term
faculty also have a responsibility for continued professional development, for which the units
must provide appropriate support. Continued professional development is a criterion for
evaluation of term faculty.

Term faculty at the rank of professional lecturer or above may be involved in the typical service
activities of faculty in the unit. These activities may include advising and the creation and
supervision of the curriculum, based on the unit’s written policies. Term faculty have the right to
participate in faculty governance except in matters related to hiring, retention, promotion and
tenure. The local academic unit officer should ensure a fair balance of faculty members’
teaching load, service and administrative responsibilities, as well as {he dkpectations for
continued professional development.

2.3.2.5 Hiring and Contract Duration

Term faculty members are initially hired on one- or o-\yfr c¥tracts.

An evaluation of the candidate’s qualifications
specified in the unit’s personnel policies, Ny
member. In the absence of personnel polj
the unit’s tenure-line faculty.

faculty of the local academic unit, as
e initial hiring of a term faculty
g faculty input, hiring will require a vote of

For initial appointment (and an uegreappointments), the duties of the term faculty
member and evaluation criteg t b&gfecified in writing and approved by the unit or its
personnel committee.

Term faculty may be r ointd to one- or two-year terms as described in the following section.
The specific peer aluation process for each unit or college will be developed by the
faculty and speci rt of the unit’s personnel policies. There is no limit to the number of
reappointments.

Upon the satisfactory completion of at least three years of service, a term faculty member will be
eligible for, and may apply for, a longer-term contract ranging from three to five years, with
specific length and duties determined based on the needs of the unit in consultation with unit
faculty. The application will be reviewed according to Section 2.3.2.6. Long-term contracts may
be renewed, with each renewal following the same formal review process used for the initial
appointment to a long-term contract. If the candidate is reappointed without a long-term contract,
he or she may reapply after two additional consecutive years of service.

2.3.2.6 Reappointment and Termination

Term faculty appointments carry no right of reappointment at the conclusion of a contract.
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The dean or local academic unit officer shall give term faculty appropriate notice before a
decision is made on reappointment. Term faculty may submit supporting materials for
reappointment to the dean or the local academic unit officer, according to the unit’s performance
review process.

The dean or local academic unit officer shall give term faculty written notice of the decision for
reappointment or non-reappointment by April 10. The faculty member may report failure to
provide timely notice of the decision to the next level academic officer. That notice shall be
provided within ten business days of the report of failure to provide timely notice.

Consideration of a long-term appointment for a term faculty member shall include an evaluation

by the unit (based on the unit’s written personnel policies), an opportunity for the candidate to
submit supporting documentation, a vote of the unit’s tenure-line faculty, and review by the dean

and provost.
Ny the faculty of
2 clce of such
it € local academic

ormal review process

Non-reappointment of an instructor or professional lecturer shall invol
the local academic unit as specified in the unit’s personnel policies.
personnel policies regarding faculty input or review, the decisiong#sts
unit officer. Non-reappointment of senior professional lecturers r
by the unit.

Term faculty may not grieve the university decision’
the university’s decision not to reappoint only on the
discriminatory practices prohibited by universit ici pplicable federal, state, or local
laws. A term faculty member with a single-yea nt whose employment is terminated
during the term of the appointment may n ea ieve the termination decision. A term

faculty member with a multiple-year a hose employment is terminated during the
term of the appointment may appe@-nation. Term faculty appeal procedures are detailed

int. Term faculty may appeal
academic freedom violation or

in Chapter 5.

2.3.3 Special Appointm ;
a

he form of visiting faculty, research faculty (for example, post-
doctoral fellows)| jversity Professors. These positions are so designated because the
appointment has a YE time limitation or is an appointment whose continuation is directly
connected to the faculty member’s program.

Special appointm

During the period of the visit, the university may consider appointing faculty holding a special
appointment for a tenure-line faculty appointment. Consideration for appointment with tenure
must follow procedures in Section 2.2.2. Consideration for appointment into a tenure-line but
untenured position must follow procedures in Section 2.3.1. The university’s requirement for an
outside search must be met, unless waived under the waiver standards of Section 2.1.

University Professor
The president may make special full-time university appointments. Such appointments are limited

to (i) high-level administrative staff, the nature of whose responsibilities include supervision of
academic policies or (ii) special honorific appointments in furtherance of the university’s goals
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and mission. Special appointments are made by a formal contract which indicates the scope of
responsibilities and limitations attached to the appointment.

Faculty appointed as university professor are not affiliated with any academic unit and may not
participate in the governance, service, or educational activities of the unit except with the
expressed consent of the tenure line faculty of the unit.

Visiting Faculty

Appointment as a visiting faculty member is reserved exclusively for faculty members who are
employed by a home institution other than DePaul and retain that employment relationship during
a full or part-time appointment at DePaul. The home institution of the visiting faculty member
will ordinarily be another institution of higher education, but may be a foundation, a corporation
or a government agency or other appropriate body. In rare cases, artists or scholars of national
stature who do not have a home academic institution may be considered fgrvisiting faculty
positions.

Visiting faculty members may have the titles Visiting Assistant P ing Associate
Professor, or Visiting Professor. The qualifications for each rank e as for initial
appointment of tenure-line faculty. Visiting faculty may be g cts not to exceed two
years, with approval of the tenure-line faculty of the rele d of the dean and provost.

The College of Law, in keeping with the general pralggff gy schools, may use the title
Visiting Assistant Professor for individuals hire he f Instructor.

Research Faculty

The university may grant a research
or professional activities relevant the university. The local academic units
recommend research faculty agy®iy d reappointments based on established policies and

@ apoval of the dean and the provost. These appointments
may be at the rank of reseaNQ Mgistant professor, research associate professor, or research
professor, provided th faculty member possesses the educational and scholarship
qualifications apprggag particular rank. The local academic unit will specify the nature
and extent of the @uti ch faculty members in consultation with the director of the relevant
center, institute, orgrouggvith which the research faculty member will be associated. The
university will provi e description of duties in a letter of appointment. The research faculty
should not expect employment beyond the contract period. These appointments carry no
implication of, or credit towards, academic tenure.

Research faculty will normally have sources outside the university to fund their salaries, such as
external grants or funds provided through other institutions. Exceptions will require the provost’s
written approval upon recommendation of the local academic unit. Research faculty receive
resources and access to university facilities as determined by the local academic unit officer or
the director of the center, institute, or group with which they have affiliated.

2.3.4 Annual Performance Review

10
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All tenure-line and term faculty are reviewed annually. This annual process consists of a review
and evaluation of performance during the preceding academic year based on the local academic
unit’s criteria and responsibilities. The review may serve one or more of the following purposes:

1. to provide an opportunity for feedback on performance during the preceding year, to
communicate expectations, and to develop goals for the coming year;

2. to determine salary recommendations;

3. in the instance of term faculty and instructor awaiting terminal degree conferral, to determine
whether contract renewal for the next academic year is appropriate and desired.

Reviews of performance are written processes implemented by the local academic unit officer or
dean.

Salary recommendations, while part of the annual review process, may use criteria and
considerations somewhat different from decisions on contract renewal or promotion and tenure.

recommendations to the provost.

A faculty member with a formal faculty appointment i
evaluated by the home unit and shall be evaluated i
chooses or if requested to do so by either the cangj

Py the second unit if it so
e home unit.

2.4 Adjunct Faculty Appointments

inMWidual to contribute to the instructional program of
unct faculty are appointed on a course-by-course

do not lead to tenure.

An adjunct faculty appointment al
a local academic unit, center, orgig
basis. The appointments are g

2.4.1 General Principles

The dean of a col INTs adjunct faculty to provide instruction in specific courses.
Appointment of adflnct Jculty should involve input by the local academic unit. The university is
not obligated to reappoint adjunct faculty.

2.4.2 Retired Faculty

A retired faculty member may be offered a limited faculty assignment with adjunct status.
The usual reasons for offering such an assignment are:

1. the need of the college or local academic unit for the specific and unusual competencies of the
retired faculty member and;

2. quality of teaching or other academic endeavors, with reference to current developments in the
field.

11
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The decision to offer a limited assignment to a retired faculty member rests principally with the
academic dean, following local academic unit consultation. The dean shall submit his or her
written decision to the provost for final approval.

2.4.3 Professors Emeriti and Emeritae

The university may bestow the title of Professor Emeritus or Professor Emerita upon retirement.
Those eligible for emeritus status are tenured faculty members who have contributed substantially
to the university’s mission and who have ordinarily served at least seven years as a faculty
member. Exceptions to these criteria must be approved by the provost.

Prior to the individual’s retirement, the tenured members of the local academic unit may
recommend the retiring faculty member for the honorary status of Professor Emeritus or
Professor Emerita by sending a letter to the dean describing the person’s contributions. The dean

forwards his or her recommendation to the provost who, in turn, makes mendation to the
president, who then makes the final appointment.

2.5 Other Instruction-Related Positions

2.5.1 Academic Support Appointments Q

Members of the staff whose duties include teachjgmmareot g#lembers of the full-time faculty.

2.5.2 Graduate Assistants and Fellow

ws are appointed by the appropriate dean on the
icer. They do not possess faculty status.
raduate teaching fellow is subject to the approval by

Graduate assistants and graduate te
recommendation of the local acadé®y
The appointment of a graduat t
the dean.

it

2.6 Change of Ajswia Status
@ ion

With the written agreement of the faculty member, the faculty member’s affiliation may be
changed to a different local academic unit. The contract will reflect the new affiliation.

2.6.1 Change of

Transfer of affiliation may be initiated by the faculty member, by the dean, or by the local
academic unit officer to which the transfer is proposed. Eligibility is determined by the same
criteria used for an initial faculty appointment.

The faculty member will normally retain the same rank following the transfer. In special
situations, the faculty and local academic unit officer in the accepting unit may require the faculty
member to accept a lower rank. In no instance may a faculty member receive a promotion
through a change of affiliation.

12
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A tenured faculty member transferring to another unit retains tenure. An untenured faculty
member must complete the same number of probationary years as remained in the former unit.
The number of years of probationary service may be extended upon agreement with the faculty
member.

A member of a local academic unit may request an additional affiliation, resulting in a joint
appointment. In such cases, the faculty, the dean, and the local academic unit officer in which the
second appointment is to be made are responsible for evaluating and recommending the joint
appointment. Joint appointments require the qualifications necessary for appointment at the
tenure status and rank according to each unit’s standards.

2.6.2 Change of Status

Any change in rank or tenure is a change of status. All changes of status must follow established
procedures. A change of status does not confer tenure, unless the proces ts the tenure
procedures in this Handbook.

A change of status occurs if a tenure-line faculty member is not or¥€appointed. Such a
faculty member is not eligible for a full-time faculty position fgr a W€riog#f five years. Faculty

A change of status also occurs if a full-time or part-tj (Wffember who is not a tenure-line
faculty member seeks to become a tenure-line fac bgg® The change of status from non-

and be approved by the dean and the
provost. The change of status from nogté Wto tenure-line also requires participation of the
local academic unit’s tenure-line fagfity ginCyding at least a majority vote of that faculty as
determined by procedures laid out loggl academic unit guidelines and the Faculty
Handbook.

2.7 Summer Sessio poytments

The dean, after ¢ at®n with the local academic unit officers, and considering the resources
and needs of the collag#®decides which courses, workshops or other programs will be offered in
the summer sessions and which faculty members will conduct them. Faculty members with a ten-
month contract may accept or decline courses offered to them during the summer. The university
does not guarantee summer session appointments.

University policy regarding summer course assignments consists of the following principles:

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 receiving partial summer compensation from an external grant may have a

partial summer course assignment, provided that the combined compensation does not exceed the
amount they could receive for a full summer course load.

13
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3. Within the bounds established by principles #1 and #2, assignments should be made on an
equitable basis.

Within the standards set by general university policy, each college develops its own policy for
determining the programs to be offered over the summer and for making summer session
appointments.

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

Full-time faculty members with ten-month contracts receive additional salary for teaching in the
summer. The rate of 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 of faculty members who have a 12-month contract, in which case no additional salary
is paid. Adjunct faculty members who teach in a summer session will recejye the same
compensation as for a course offered during the academic year.

2.8 Orientation of Faculty

The Office of Academic Affairs offers a yearlong serie
including an introductory orientation at the beginnin
Human Resources also offers frequent workshops de
general employee information. Colleges and acgflemic UW
orientation.

w ons for new full-time faculty,
h"&gflemic year. The Office of
rsonnel policies, benefits, and
ay offer additional academic

Local academic units, colleges, and unjv s are encouraged to provide comprehensive
orientation and ongoing developmeg#su or their term and adjunct faculty in order to
welcome and acculturate them to t aydcommunity.

2.9 Annual Reporting Q

The provost will annuaMg repol to Faculty Council on the composition of the faculty including

tenure-line, term, i aculty; percentages of tenure-line, term, and adjunct faculty
appointments by mg units and colleges; current titles in use; and any other pertinent
information concerni culty appointments. Academic deans shall report the same information

to their respective faculties annually.

14
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CHAPTER 3. PROMOTION AND TENURE STANDARDS AND
PROCEDURES

3.1 Overview

Faculty members contribute to DePaul University as the primary creators of a vibrant academic
community. The university seeks to foster an environment that provides professors with enriching
opportunities to guide students, pursue scholarship and creative activities, and advance the
institution’s well-being.

DePaul honors and rewards faculty members for their professional achievements. It maintains a
system of faculty evaluation that relies heavily on the views of faculty. Exercising professional
judgment, experienced faculty evaluate the work of their colleagues for r, intment,
promotion, and tenure.

. Itis neither an
make future
contributions. It is, rather, a status that society recognizes g ifthe common good.
Before granting tenure, the university should have no r
member’s demonstrated qualifications and continue i ontribute to DePaul’s
distinctive goals and academic mission. Tenure ¢ umption of continuing
employment, unless the university, using establghe res and faculty guidance, proves that
countervailing circumstances exist.

This chapter sets out DePaul Unwt%%and procedures for evaluating its tenure-line
faculty.

3.2  Probationary S

Tenure is the foundation of academic freedom and the quality of¢Qe

defjiled as the candidate’s time of continuous service in full-time

nd of which the tenure decision is made. During the probationary
period, a tenure-11M®Tacylty member undergoes annual formal or informal evaluations for
contract reappointme®®®r non-reappointment. In the final year of probationary service, the
faculty member may apply for tenure and promotion. An unsuccessful candidate for tenure will
not be offered a contract renewal, but will be offered a terminal contract of one year for the
academic year following the academic year in which the faculty member applied for tenure.

The probationary peg
tenure track at Dg

3.2.1 Length of Probationary Period

The maximum probationary period is six years excluding certain types of leaves that suspend the
clock as described in Section 3.2.2. The probationary period may be reduced by agreement based
on full-time prior academic service. The initial tenure-line contract must state any agreed-upon
credit for prior service.
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3.2.1.1 Assistant Professors Credit for Prior Service

A prospective faculty member recruited to DePaul as an assistant professor may have previously
held a full-time faculty appointment at another college or university. The length of the
probationary period at DePaul may be reduced by one, two, or three years, upon agreement of the
individual and the university at the time of appointment. The initial faculty contract must state
any agreed-upon credit for prior service.

3.2.1.2 Associate or Full Professors Credit for Prior Service

A prospective faculty member recruited to DePaul as an associate or full professor may receive
an appointment without tenure. Upon agreement of the individual and the university at the time of
appointment, one, two, three, or four years of prior full-time faculty service at another college or
university may be credited to the probationary period at DePaul. The faculty member's initial
contract must reflect the agreed-upon amount of credit for prior serviceg review schedule.
Regardless of the amount of credit, the individual will not be evalu e without having
had at least one formal probationary evaluation at DePaul prior tgghe

3.2.1.3 Non-tenure-line Full-Time Appointments

As a general norm, the years a faculty member has s DgPaul University in a non-tenure-
line full-time appointment (e.g., instructor or vig r) do not count toward the
probationary period. If a faculty member’s stat s 10 a tenure-line appointment, the

individual and the university may agree t
toward the probationary period. The fac
appointment must reflect the agreed
Regardless of the amount of credi
had at least one formal probati

more years of special appointments
's initial contract for a tenure-line full-time
unt of credit for the prior service at DePaul.
iual will not be evaluated for tenure without having
on at DePaul prior to the tenure evaluation.

3.2.2 Leaves of Absegce

A leave of one g onger may interrupt the faculty member’s probationary period.

If an untenured tenure-line faculty member takes a leave as defined by DePaul policies, including
family or medical leave, research leave, teaching leave, or military service leave, the year during
which the leave occurs is normally not considered as a year of probationary service, and the leave
does not break the required continuity of full-time service. If the candidate, however, wishes for
the leave not to affect the length of the probationary period, he or she must notify the dean in
writing within six months

upon return from the leave.

Faculty sometimes request and are granted a personal leave that does not fall into any of the
categories covered in the prior paragraph. If a candidate takes such a leave, the provost makes the
decision on how the leave affects the probationary period. (Section 6.7.)
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3.3  Types of Review for Tenure-Line Faculty

3.3.1 Probationary Tenure-Line Reviews

During the probationary period, the probationary tenure-line faculty member will be subject to
annual probationary reviews conducted by the faculty member’s local academic unit. In colleges
with departments, the local academic unit is, in colleges with departments, the department or
similar body. In other colleges, it is the lowest-level body conducting reviews for tenure and
promotion.

Probationary reviews serve three major purposes:

1. To assess the faculty member's progress toward promotion and/or tenure, measuring the
individual against the established criteria

2. To provide clear and consistent guidance and develop prig#ftie faculty member
toward fully satisfying the criteria, and

3. To recommend for or against reappointment.

Three types of probationary reviews apply to tenure
formal, and the tenure review. (Section 3.8) E ig#fleads to a decision for
reappointment or non-reappointment.

her recommendation with the local@Caggmic®nit. The local academic unit may appeal the dean’s
recommendation to the provost s, the dean and the department or unit provide the
provost with written reasons ective positions. The provost makes the final decision

and reports it to the candidége. R€aculty member who is not renewed may file an appeal.
(Chapter 5)
A formal review gfust a decision in year five to issue a terminal contract. In case of non-

reappointment, th digate is not eligible to apply for tenure or promotion.

3.3.1.1 Formal Tenure-line Probationary Reviews

A formal probationary review is designed to prepare a faculty member for the tenure process and
to document areas that need the faculty member's attention. In a formal review, the local
academic unit considers the candidate’s personal statement and CV, evidence of scholarship or
documentation of creative activity, student evaluations, evidence of service, and other materials
specified by policies of the local academic unit or college.

Each local academic unit or its personnel committee conducts a formal review of untenured
tenure-line faculty no less often than every two years. The tenured faculty of the local academic
unit then vote by separate secret ballots on (1) adequate progress toward tenure and (2)
reappointment. The faculty prepare a report that clearly details areas of strength and areas for
improvement. The report is explicit about the faculty member's progress towards tenure. Copies
of this report are forwarded to the candidate and the dean. The dean writes a separate letter to the

6
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provost with a recommendation regarding reappointment or non-reappointment. If a formal
review raises serious concerns about the candidate’s potential for attaining promotion or tenure,
the local academic unit faculty, local academic unit officer, or dean may mandate that the next
year’s annual review be formal.

3.3.1.2 Informal Tenure-line Probationary Reviews

The purpose of an informal review is to recommend for or against contract renewal and to address
progress towards tenure in review periods when a formal review is not conducted.

In years in which a formal review is not conducted, the chair, dean, or, where applicable,
appropriate committee conducts an informal review of the faculty member, according to
processes specified in local academic unit or college policies, that results in a written
recommendation to the provost, with a copy to the candidate.

3.3.1.3 The Tenure Review

The tenure review is the final review during the probationa
candidate’s tenure application and concludes with the
It is a formal review involving university-wide consi
includes solicitation of opinions from external reys
examines the faculty member’s accomplishme
accomplishments.

egins with the

gfision to grant or deny tenure.
fer detailed procedures. It

om students. The tenure review
es the likelihood of future

Before granting tenure, the universit
member’s demonstrated qualificati
distinctive goals and academic

ave no reasonable doubt about the faculty
inued capacity to contribute to DePaul’s

3.3.2 Promotion in Ran

Ordinarily, an assi esglr applies for tenure and promotion simultaneously. The candidate
receives either b to associate professor and tenure or neither promotion nor tenure.
Only an associate Profesgbr may apply for promotion for full professor.

A faculty member ordinarily serves three to six years in a given rank before promotion. See
Section 3.5.1.1 (m) for details.

There is no limit to the number of times a faculty member may apply for promotion to full
professor. In the event of a denial of promotion, the faculty member may not re-apply for
promotion in the year immediately following the denial.

3.4. Criteria for Promotion and Tenure

3.4.1. Requirements by Rank

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
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professional achievements and who give promise of continued academic development. The
assistant professor should demonstrate a potential for becoming an effective teacher, for pursuing
scholarship, research, and/or other creative activities, and for service.

Associate Professor. In addition to the requirements for assistant professor, the candidate must
demonstrate consistently effective teaching performance. The candidate should also show
evidence of notable scholarship, research, and/or other creative activities, and service. For this
rank, the candidate should show significant involvement in university activities at the local
academic unit and beyond. This rank is reserved for those with recognized academic
achievements.

Professor. In addition to the requirements for associate professor, candidates must give evidence
of continued scholarship, research, and/or other creative activities — the quality of which is
recognized by their peers inside and outside the university. Candidates for this rank must also
show a record of notable service contributions at the university level. Effective teaching remains
i ; Qiic achievements.

DePaul University appoints, retains, promotes, tenures, ang S Ity who best help the
university fulfill its mission, as articulated in the univergptys n Statement and Faculty
Handbook. The principal criteria for tenure and adv demic rank are: teaching and
learning; scholarship, research, or other creative service. In evaluating faculty for
promotion or tenure, local academic units specify m ed guidelines that provide unit- and
discipline-specific articulations of the univegsit e giteria (Section 3.4.3.)

3.4.2.1 Teaching and Learning

ecisions at all levels on appointment, retention,
: must be done in a systematic, documented manner,
gffandidate’s students and peers. Effective teaching involves:

Effective teaching is the first reqd
promotion, and tenure. Teachy
including contributions fr

Commang of rgaterial
. ecti unication of subject matter
opfpent and articulation of appropriate and thorough learning objectives for

eac rse taught
o Delivery of course content that is appropriate to the level of the course, its

description in the course catalog, and its student audience

Probing and fair methods of evaluating students
e Success in bringing students to an acceptable level of performance and in
challenging them to grow intellectually and morally

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, are also relevant.
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3.4.2.2 Scholarship, Research, or Other Creative Activities

Throughout their professional lives, all tenure-line faculty members should engage in scholarship,
research, or other creative activities. Each requires disseminating the results of completed projects
in academic and artistic arenas outside DePaul.

The university evaluates untenured tenure-line faculty based on their total output of work.

Scholarship, while including research, is a broader concept. Research traditionally refers to
discovery using the disciplinary methodologies for investigation and production of new
knowledge in the humanities, social and natural sciences, and mathematics. Research is usually
shared through presentations at professional meetings and academic publications. Scholarship is
a broader term encompassing the four separate but overlapping functions of a quality faculty
member: discovery, integration, application, and teaching.

0s in responsible ways to
N interaction with the larger

address contemporary societal prob
community.

e The study of teaching experien
methods and tools.

to the development of better pedagogical

Creative activities refer to activities
in the fine arts, such as the visual
combinations and supportive
through any of the four func

scholarship. Creative activities result in products
ry arts, and the performing arts, and their

Tfse can also be addressed as objects of scholarship
ove.

ted

Evidence of research, agholarNyip,%r creative activities should include, at a minimum:
o A ermygndgfomplete curriculum vitae
. i the project results where feasible
o Assessignt of the contributions by professional peers and other experts in the
field
o Self-assessment concerning scholarly or creative growth and development

The University evaluates research, scholarship, and creative activities in light of their:
o Originality
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

Scholarship or creative activities that cannot be evaluated by these criteria will not be considered
for promotion and tenure. An academic unit may evaluate oral presentations or creative activities
by various means including (but not limited to) listening to recordings, examining drafts, or

9
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soliciting the views of other scholars (including other members of the DePaul faculty) who were
in attendance.

Activities conducted solely within the candidate's classes, or designed merely to keep a candidate
abreast of scholarly development in a field, are considered in evaluating the candidate's teaching,
not in evaluating his or her contributions in scholarship, research, or other creative activities.

3.4.2.3 Service

Service consists of documented activities that
o Benefit the university and its academic units, professional associations, the
community, or the broader public
e Are consistent with the university's mission
o Clearly benefit from the expertise of the faculty member _gither the specialized
expertise of the faculty member's field or the professi possessed by all
members of the faculty

Service may be provided to the university, the profession, and the mygity. The amount and
nature of service are correlated with academic rank.

University service consists of contributions to the enbgficegne he institution's internal
processes and its relationships with external bodies. culir members must serve in their local
assON@E dean that precludes such service).

academic unit (unless assigned to a position su
Professional service consists of contributi th anizations or associations of the faculty

member's academic discipline or the pro rofessional service may have a component of
scholarship or creative activities.

Community service activities ! e public welfare outside the institution, consistent
with the Vincentian traditign aul University. Activities consistent with a faculty member's
expertise but that could be someone without that expertise do not qualify as community
service. In some insta M| 1Mot be obvious whether an activity counts as community
service. In those ¢ esponsibility of the candidate to make the case demonstrating that
the activity qualifges vice as the term is used here.

3.4.3 Local Academic Unit and College Guidelines

Local academic units and colleges have the responsibility to adopt written guidelines and policies
for tenure-line faculty evaluation. These guidelines have two purposes: (1) they provide unit- or
college-specific articulations of university-wide criteria based on the professional discipline,
field, or interdisciplinary area; and (2) they describe unit- or college-specific procedures and
processes used for promotion and tenure. The guidelines must be consistent with the university’s
criteria and procedures specified in this Faculty Handbook. In the absence of approved unit or
college guidelines, the guidelines of the higher level will apply.

The faculty of the local academic unit bear the primary responsibility for developing and

amending guidelines. Guidelines should include at least these elements:
Criteria

10
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a) Statement of discipline-specific articulations for university-wide criteria and
expectations for teaching, research and creative activities, and service

b) Specification of standards for different forms of scholarship within the discipline
(or interdisciplinary field)

Process

a) Uniform policies detailing the process used for evaluations

b) Composition of the personnel committee, if any

c) Policies on remote participation in meetings

d) Explanation of participation by, or exclusion of, faculty who are unavailable at
the time of the evaluation for reasons such as illness or leaves of absence.
(Reviewers allowed to participate must have read the dossier in advance.)

e) Guidance on whether reviewers must have attained at least the rank that the
candidate seeks

f) Process for amending guidelines

College guidelines should reflect the input of their constituent acadegi @ here applicable.

e ggidelines prepared by
delines are clear and
or promotion and tenure. If
ear or inconsistent with

The University Board on Promotion and Tenure reviews changes
local academic units and colleges. The UBPT determines wjy€Tr
consonant with the general university-wide criteria and
the UBPT finds local academic unit or college guidelj
university requirements, it will inform the local aca
expectation that the guidelines will be revised. |

have not been approved by the UBPT, the gU|d

of guidelines or if the guidelines
th higher level will be used.

Approved guidelines included in off|C|a of academic units are binding, as are the
university-wide criteria and process d there be inconsistencies in the guidelines and
criteria of different evaluation lev e higher level prevail.

3.4.4 Institutional Cory tions

Merit is not the s on for professional advancement at DePaul University.
Institutional need s a role in the reappointment and tenure of untenured faculty. In
planning the number, ualifications 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
or proportion 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. The university will notify affected faculty members promptly upon the adoption
of any such limitation.

35 Process for Tenure and Promotion

3.5.1 General Principles

The following general principles guide promotion and tenure reviews:

3.5.1.1 Common Processes

11
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a)

b)

d)

€)
f)

9)

h)

There are normally three levels of evaluation prior to the final decision of the provost:
the local academic unit, the college, and the university. In the absence of departmental
or school structures, the local academic unit is the college and thus there are only two
levels: the local academic unit and the university.

An individual faculty member may vote or advocate for or against a candidate only at
one level in the review process. Members of UBPT must vote only on the UBPT. In
units where the local academic unit is not the college, college policy must specify
whether college personnel committee members vote at the college or the local
academic unit level. However, members of a local academic unit personnel committee
may fully participate and vote in both the personnel committee's evaluation and the
local academic unit evaluation.

All votes are by secret ballot and the numerical results are recgeded. A tie vote will be
interpreted as a recommendation against reappointment or g
promotion.

Candidates receive the written reports and vote counts chgptep in the process
promptly as those materials become available. e eive external letters with
information identifying the reviewer redacte

Candidates receive copies of any addition dogsgier.

Each level of evaluation is substanti dges the candidate on the merits
according to the university's cry€rigan guidelines of that level of review. In
addition to substantive revi Q s after the initial level consider the method
ved guidelines by lower-level unit(s) and the

disciplinary expertise o
stringency, consist
decision may ha ge, school, or university level.

All individ ipating in the process at any stage must respect its
confidegiig! iR hg¥ must not reveal votes, the names or views of referees, the
conter@s RCUSSIons, or the contents of the dossier to anyone. Intentional or

continu ches of confidentiality are considered to be serious violations of
professiorial ethics. Local academic units and colleges must take appropriate steps to
maintain confidentiality, including during the physical preparation of the dossier and
dossier storage. It is unwise to make a broad electronic distribution of the dossier;
instead password-protected web sites can be used. All documentation will be retained
in accordance with the Records Management policy.

Faculty members should always avoid conflicts of interest in evaluating individual
faculty members for appointment, reappointment, tenure, or promotion. The university
expects the provost, deans, local academic unit administrators, and all other internal
faculty reviewers to acknowledge such conflicts openly and to abstain from
participation whenever conflicts arise.

Faculty members receive tenure only upon affirmative award by DePaul University.
Each year, eligible tenure-line faculty may apply for tenure and/or promotion. By
April 1, the Office of Academic Affairs will notify eligible faculty in writing of the

12



O©CooO~NOoOUITRWNEF

34
35
36
37
38
39
40
41
42
43
44
45
46
47
48
49

)

K)

deadline for submitting an application for promotion and tenure or promotion for the
following year. The faculty member must submit his or her request to the local
academic unit officer, academic dean, and the Office of Academic Affairs by the
stated deadline, typically May 1.

Requests for tenure submitted before the year of eligibility will not be accepted. If a
faculty member eligible for tenure consideration fails to apply by the application
deadline he or she forfeits the opportunity for tenure consideration and receives a
terminal contract of no more than one year's duration.

Failure to meet the application deadline for promotion to full professor postpones
consideration until the next academic year. There is no limit to the number of times a
faculty member may apply for promotion to full professor, except that a candidate
may not re-apply in the year immediately following a decision denying promotion.

promotion and tenure, no later than May 15. For candid
seeking promotion to full professor, the provost will
to withdraw an application for promotion at any time,
applications.

Faculty members are normally expected t
depending on the practice of their college \
rank. Exceptions to the norm are aII en the dean and, if one exists,
college personnel committee, certlf candidate’s extraordinary performance,
under departmental, school, an ellnes warrants early application for
promotion.

Candidates may contin | stages of evaluation, regardless of a negative
recommendation a

um of three to six years,
rank before promotion to the next

3.5.1.2 Guidelines Spagific t ti-Unit Appointments

a)

b)

If a fa ber has a formal appointment in more than one academic unit, the
home acageggft unit specified in the appointment letter evaluates the candidate. The
second unit evaluates the candidate if it so chooses, or if requested to do so by either
the candidate or the home unit. The second unit conducts an independent evaluation
and makes a recommendation based on the candidate’s responsibilities in that unit.
The second unit may review the reference letters and student input from the home
academic unit. The report of the second unit will be forwarded to the home unit for its
consideration and inclusion in the dossier.

A faculty member who changes formal appointments during the period under
evaluation shall be evaluated by both academic units. Either unit may, upon request,
have access to the other unit's documentation. Each academic unit sends the
candidate's supporting documents and the unit's evaluation to the next higher level
unit.

13
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c)

A faculty member with a formal appointment in only one department or local
academic unit may have formally assigned duties in one or more other units. In
evaluating the faculty member, the home unit shall invite the other units to submit
evaluations, which the home unit will include with its evaluation. At each stage in the
review process, the evaluations will receive weight in the approximate portion of the
workload assignment to each entity. Ultimately, the recommendation to the next level
of review rests with the home academic unit.

3.5.2 Processes Common to All Evaluation Levels

At all levels of evaluation the following processes must be followed:

a)

b)

d)

f)

9)

Additions to the dossier may be made in accordance with the guidelines in this

chapter. l

tgf8ubsequent levels. The
the candidate’s copies of
flentifying information

The reviewing body's numerical vote must be reportedg® al Juent levels.

All documents considered at each level must be g

candidate has access to all documents being cg ‘%

the external reviewer letters must have the gvi
redacted.

The local academic unit officer (e.gf d t chair) or academic dean, as
applicable, informs the candid degiision, numerical vote, and all grounds for
the decision before transmittj d I to the next level.

All decisions or recom
administrator of the
differing from th

ioNgshall be reported promptly to the academic
long with the reasons for any recommendations

All tenured fac bers of a candidate’s local academic unit, members of the
college peMgnnel ®mmittee, and members of the UBPT are permitted and expected
to vo as allot at a meeting in which the candidate’s application is

revie discussed, exempting those faculty who may be unable to participate
duetoa ed leaves of absence. Under no circumstances may a vote be cast
through a proxy at any level in the retention, promotion or tenure process. However,
faculty in absentia may vote only if they use technology that permits simultaneous
participation in the review meeting and conveyance of their secret ballot at the time
of the vote. Moreover, faculty who vote in absentia are required to have reviewed a
candidate’s materials before the academic unit’s official vote. Only those faculty
having a valid excuse as defined in the unit guidelines may attend and vote using
technology. Likewise, no faculty member is permitted to add his or her vote or
change his or her vote after the votes have been tallied.

The report on a recommendation 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. One form indicates that the faculty member agrees that
the report accurately describes the discussion of the unit. The other form indicates

14
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that the report does not accurately describe the unit’s discussion. The faculty
member’s signature does not reflect his or her vote. Faculty who sign the form
indicating inaccuracy of the report must provide a signed statement, known as a
signing statement, explaining why they believe the report does not accurately
describe the discussion. In the event a faculty member is unwilling or unable to sign
one of the two forms, the report will go forward with an explanation from the person
responsible for gathering the signatures.

3.5.2.1 Signing Statement

A faculty member who believes that an evaluation level report did not accurately reflect the
discussion during deliberation for promotion or tenure must prepare a signing statement. The
signing statement explains the individual’s disagreement with the report’s characterization of the
meeting. It is restricted to how the evaluating unit or committee report allegedly mischaracterized
[Wye candidate

jon on the

candidacy.

members of the unit or
atements are due five business

Signing statements must be shared with both the candidate g
committee who were involved in the discussion at issue.
days after the recommendation goes to the next level.

3.5.2.2 Minority Report

An allegation that an evaluating unit violaig
university, takes the form of a minority 1§

gujdeghes, criteria, or processes, or those of the

®ating unit or committee violated guidelines,
ation or opinion about the candidate beyond that

process, or criteria. It may not

offered during the meeting. q

Minority reports must e sha h both the candidate and all faculty members of the unit or
neNor t

committee. The deagdl minority report is five business days after the recommendation
goes to the next Igel. uating unit or committee has five business days to respond to the
minority report. dgguments must be added to the dossier for subsequent levels of review.

A minority report is restricted to he@v thgfeva
f

3.5.3 Local Academic Unit

The local academic unit is the unit that conducts the first level of review in the promotion and
tenure process. Some colleges are the local academic unit. In other colleges, the local academic
unit might be a school, a department, or a program. A college may have departments that do not
function as local academic units. For example, in the 2012-2013 academic year, the following
colleges functioned as local academic units: College of Communication, College of Law, School
of Music, The Theatre School, and The School for New Learning.

3.5.4 Local Academic Unit Is College

15
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When the local academic unit is the college, the two levels of review are the college and the
university. The college must follow uniform, written guidelines describing the evaluation process.
Participation in the tenure and promotion review process is limited to tenured faculty.

3.5.4.1 Personnel Committee (optional)

A local academic unit may choose to convene a personnel committee consisting of a subset of the
tenured faculty of the unit, excluding the dean. The committee must have at least three members.
The personnel committee, if one exists, evaluates the candidate, votes by secret ballot, and
submits a signed report for the dossier. The personnel committee vote cannot be used in lieu of
any full tenured faculty vote.

3.5.4.2 Tenured Faculty of the College

The tenured faculty of the local academic unit evaluates the candidatg, secret ballot, and
provides a report for the dossier. This report may adapt or adopt agfrs mittee’s report,
but it must reflect the unit’s discussion. Unit guidelines may lim gh4 t® vote on a candidate
to tenured faculty who hold a higher rank than the candidate the unit’s personnel

committee vote in the evaluation by the unit’s tenured fac

3.5.4.3 Dean

The approved procedures of the local acadegag

the meeting of the tenured faculty of the .@
or she may participate but not advocgje orgte.
expressing his or her evaluation.

3.5.4.4 Candidate Respo Qallege Review
0

it t stipulate whether the dean may attend
in two-level process. If the dean attends, he
e dean writes a separate report for the dossier

After the dean provide idate with all reports from the college review, the candidate has
the option to writgfa r hich will be placed in the dossier for review by the UBPT. The
response, if any, ePubmitted to the Office of Academic Affairs and the dean at least two
business days prior t scheduled date of the candidate’s hearing by the UBPT. The hearing
must be scheduled to provide the candidate with at least five business days to respond to the
report. A response may address only the candidate’s issues or concerns with the college-level
reports.

The next evaluation level is the university level.

3.5.5 Local Academic Unit Is Not College

If the local academic unit is not the college, it is typically a department, school, or program
subordinate to a college. The three levels of review are: local academic unit, college, and
university. Each level of review must follow uniform, written guidelines describing the evaluation
process. If there is an insufficient number of tenured faculty available in the local academic unit,
the dean may appoint tenured faculty from related academic units to the review process.
Participation in the tenure and promotion review process is limited to tenured faculty.
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3.5.5.1 Local Academic Unit Personnel Committee (Optional)

A local academic unit may choose to convene a personnel committee consisting of a subset of the
tenured faculty of the unit. The committee must have at least three members. The local academic
unit officer may not be a member but may attend. The personnel committee, if one exists,
evaluates the candidate, votes by secret ballot, and submits a signed report for the dossier. The
personnel committee vote cannot be used in lieu of a vote by the unit’s entire tenured faculty.

3.5.5.2 Tenured Faculty of the Local Academic Unit

The tenured faculty of the local academic unit evaluates the candidate, votes by secret ballot, and

personnel committee vote as part of the evaluation by the unit’s
academic unit has fewer than five eligible tenured faculty mg
with members of the unit, will appoint tenured faculty of ti€

discussion by tenured faculty of the unit,
but will not vote on or advocate for oy andidate’s promotion or tenure. The unit
¥ the dossier expressing his or her evaluation.

3.5.5.4 Candidate Respo ocal Academic Unit Review

After the local academiWnit o¥ficer provides the candidate with all reports from the review, the
candidate has the n { e a response which will be places in the dossier for all subsequent
levels of review. onse, if any, must be submitted to the dean and the local academic unit
officer at least two bigig€ss days prior to the prior to the scheduled date of the candidate’s
hearing by the college personnel committee. The hearing must be scheduled to provide the
candidate with at least five business days to respond to the report. A response may address only

the candidate’s issues or concerns with the local academic unit’s reports.

3.5.5.5 College-Level Personnel Committee

In colleges with a college-level personnel committee, this committee conducts a separate
evaluation of the candidate, votes by secret ballot, and writes a report for the dossier. The college
personnel committee is a subset of the tenured faculty from the college with broad representation
from different units within the college. The minimum number of members on any college
personnel committee is five. Only tenure-line faculty may vote in membership elections for those
committees that are elected. The college-level committee must have representation from tenured
faculty at the rank of full professor. Members of the college personnel committee who voted at
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the local academic unit may not vote at the college level. If so specified in the college’s
guidelines, the dean may participate in the meeting of the college personnel committee, but may
not vote or advocate for or against a candidate. The report of the college personnel committee is
provided to the dean of the college. There is no college-wide tenured faculty vote.

3.5.5.6 Dean

The dean provides a separate evaluation of the candidate for the dossier.

3.5.5.7 Candidate Response to College Review

After the dean provides the candidate with all reports from the review, the candidate has the
option to write a response which will be placed in the dossier for the UBPT. The response, if any,
must be submitted to the Office of Academic Affairs and the dean at least two business days prior
to the scheduled date of the candidate’s hearing by the UBPT. The heay t be scheduled to
provide the candidate at least five business days to respond to the rego¥ gPonse may address
only the candidate’s issues or concerns with the college’s reports,

The next evaluation level is the university review.

3.5.6 University Review

3.5.6.1 University Board on Promotion and

The University Board on Promotion a
ballot on tenure, promotion, or both gfd pr
recommendation, including the vo t.
following steps:

PT) evaluates the candidate, votes by secret
ides a written report summarizing the basis of its
valuating the candidate, the UBPT takes the

a. Reviewst ossier.

h. C ing, with five of the seven appointed faculty members
cnsipeng a quorum. The provost is expected to be present when a candidate is
ewed. In exceptional circumstances, a designee may attend in the
provOst's absence. The candidate, the local academic unit officer (when
applicable), and the college dean are expected to appear before the UBPT.

c. Conducts a substantive review applying current university-wide standards and
criteria for tenure and promotion.

d. Examines the application of lower-level guidelines to the candidate.

e. Prepares its recommendation, which it shares with the candidate and the provost.

3.5.6.2 Candidate Response to UBPT

The candidate has the option to write a response to the UBPT evaluation which will be added to
the file and sent to the provost for his or her consideration. A response must focus only on issues

18
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or concerns the candidate may have with the UBPT report. The deadline for this response appears
in the calendar.

3.5.6.3 Provost Decision

The provost makes the final decision on tenure or promotion. Only in rare instances and for
compelling reasons will the provost overturn a promotion or tenure recommendation made by the
UBPT.

If the provost's decision differs from the UBPT recommendation, the provost must prepare a
written explanation of the decision and provide it to the UBPT, the candidate, the dean, and the
local unit academic officer (if different from the dean).

3.5.7 Detailed Procedures

3.5.7.1 Committees

The following rules apply to the various committees conducy \W3gfor tenure and
promotion.

Only tenured faculty may sit on any committee eval 4tings® faC¥ty member for tenure or
promotion at any level of evaluation; only tenurea ultyay vote in membership elections

for those committees that are elected.

Except where otherwise provided in this, @
written standards for its evaluative cogrmNgE€s
may address, among other topics:

r. atocal academic unit or college may adopt
at address tenure and promotion. The standards

e Committee membershi

e Criteria for chairing m

e Rank and status ofeaC who may elect members of the committee
e Rank of memhkgrs w vote on promotion to full professor

e Termleng mntee membership

o Process T@ff elagiy the committee chair

3.5.7.2 Local Academic Unit (Not College) Personnel Committees

Members must be tenured and at least associate rank. The committee must have at least three
members. The tenure-line faculty of the local academic unit elect the personnel committee, and
the personnel committee elects its chairperson. The local academic unit academic officer may not
be a member of this committee. The officer may participate in committee meetings but shall not
advocate for or against the candidate or vote.

3.5.7.3 Tenured Faculty of the Local Academic Unit
All and only tenured faculty of at least associate rank are expected to participate in votes for

tenure and promotion at the local academic unit level. For promotion to full professor, the local
academic unit may limit votes to full professors. If the local academic unit has fewer than five
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eligible tenured faculty members, the dean, after consultation with members of the unit, will
appoint tenured faculty of the appropriate rank to the evaluation committee from related academic
units.

The tenured faculty of the local academic unit elect a chair to conduct these promotion and tenure
meetings and to organize the reports. The chairperson may not be the local academic unit
academic officer. If the local academic unit is not the college, the local academic unit officer
may participate at promotion and tenure meetings but shall not vote or advocate for or against the
candidate. If the local academic unit is the college, college procedures should stipulate whether
the dean may attend the meeting of the tenured faculty. If the dean attends, he or she may
participate but not advocate or vote for or against the candidate.

3.5.7.4 College Personnel Committees

annually. The prov.
candidates are re\few; she shall not vote or advocate for or against any candidate.

The UBPT has two ional responsibilities. First, it reviews changes to evaluation guidelines,
criteria and procedures developed by local academic units, departments, schools, and colleges for
clarity and consonance with university-wide criteria. Second, at the conclusion of each year’s
proceedings, the UBPT shares any recommendations it may have with the provost regarding the
board’s future functioning.

The provost and the chair of the UBPT refer any policy matter raised by UBPT members to the
Faculty Council; the provost also makes available to the full faculty an annual statistical summary
of the university’s final tenure and promotion decisions.

3.6 Materials

20



3.6.1 Dossier

3.6.1.1 Items Supplied By Candidate

A candidate for promotion and/or tenure supplies the following materials:

Complete professional curriculum vitae, paginated with the candidate's name on each
page

A statement of up to 3,000 words in which the candidate emphasizes those achievements
or qualifications to which evaluators should particularly attend

Evidence of teaching effectiveness beyond course evaluations and peer reviews,
including, at a minimum, selected syllabi, course assignments, and exams

Evidence of service, including, at a minimum, description of individual contributions and
supporting documentation such as letters from committee chair
Other evidence he or she may wish to submit, e.g., awards and

D
A single copy of articles, papers, published manuscripts, y#eo
other examples of scholarship and creative activities

pcognitions
10 recordings, and

3.6.1.2 Items Supplied By Academic Unit and Colle Q

The local academic unit and college committee heNgliging materials to the dossier:

Local academic unit and college gusglines
The written recommendation(s) eViews conducted at each level, including
signature forms

Signing statements and migQriggtepdMs, if any
Candidate responses, i
Data obtained by th (@ e thugh the student input instrument

For tenure, an evalQgtiOof the candidate’s scholarship, research, and/or other creative
external experts

ofessor, an evaluation of the candidate’s scholarship, research,
JVe activities by a minimum of three external experts

For tenure decigigns, all teaching evaluations for all courses. For promotion, all teaching
evaluations e in current rank

Internal peer reviews of teaching, if any

Review is limited to these items, unless the local academic unit approves any additions to the
dossier. Unsolicited material will not be added to the dossier.

3.6.1.3 Additions to the Dossier

Because of the length of the review process, it is possible that a candidate's record may change
significantly or that other information pertinent to a case may come to light during the course of
the review.

After the initial submission of the dossier to the local academic unit, the candidate may request
the addition of new information to the dossier at any level of the review process prior to the final
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vote by the UBPT. The request for additions to the dossier must be made to the local unit
academic officer and must include supporting documentation to verify the accuracy of the new
information. The local academic unit officer must rule on the request within five business days of
receiving it.

The local unit academic officer will determine whether the new information should be added to
the dossier based on one or more of the following criteria:

e The new information constitutes an update to the status of scholarly or creative work
already mentioned in the dossier.

e The new information constitutes a significant development, such as the announcement of
a major award or recognition, related to the candidate’s work already reported in the
dossier.

e The new information is not related to work previously reported in the dossier but, in the
judgment of the local unit academic officer, may have significantdgaoact on the outcome
of the case.

Il new material
currently under
or the addition and at
what level of review the new information became availgple’ ity currently reviewing the
case should add these new items to the candidate's d them along with the rest of
the dossier, and provide them to subsequent levels 0

The local academic unit officer of the originating unit must for
approved for addition to the dossier directly to the level at whi

The local academic unit officer shall also suppl 1eof the explanatory memorandum to the
candidate and to the individual in charge I Iready completed at the time the material
is added.

3.6.2 External Letters

By June 1, candidates must to the local academic unit officers their CV and selected
publications/document®on of Yreative activities for transmittal to external reviewers. Local
academic units sh ideNgfFan initial list of potential external reviewers by June 15. Local
academic units w ternal reviewers to prepare letters over the summer for receipt prior to

candidate review in l.

3.6.2.1 Authors of External Letters

Local academic units should obtain letters from persons whose judgment is respected in the
candidate’s field of expertise and who can provide an impartial assessment of the candidate’s
scholarship or creative activities. The candidate may nominate external reviewers. The local
academic unit may select from the candidate's nominations or from other sources. When
identifying external reviewers, candidates and committees should take into account both the
objectivity of the reviewer and the reviewer's rank, reputation, and stature. The local academic
unit has full discretion in selecting external reviewers.

If a candidate has done collaborative work, a separate set of letters can be solicited and submitted
from collaborators in addition to, but not as a substitute for, the external review letters. The
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university's letters to collaborators should request that they describe the division of labor and
nature of the collaborative effort.

3.6.2.2 External Letter Contents

The solicitation letter to a potential reviewer should be neutral, asking only for an objective
assessment of the candidate’s research or creative activities and requesting that the reviewer
eschew advocacy for or against tenure and promotion. The solicitation letter should also ask the
reviewer to explain the nature of the reviewer’s relationship to the candidate. The letter should
ask the evaluator to cover the following general ground:

o the nature of the evaluator’s professional interactions with the candidate
o the quality of the candidate’s work
o the impact of the candidate’s work

Readers will disregard any portions of an external letter advocatingffor 0 st tenure and
promotion.

3.6.2.3 Confidentiality of External Letters

Under Illinois state law, a candidate may see the cong@ntsgf hiN8r her personnel file, with an
exception applicable to external review letters. TosapsN€ thg#feviewers provide fully candid
assessments, the university protects the identityff al reviewers. Therefore, any citations
of the external review letters in department regprts and the reports of subsequent
reviewing levels must be redacted, elimi all information that would identify the

reviewer to the candidate. Local aca st also ensure that external review letters
given to the candidates are redactegdfo pgwteC§he authors’ identities.

3.6.2.4 Suggested San%LQ

Dear Dr. AA:
As you are a recoSgé thority in your field, I am writing to request your assistance. Dr. BB is
due to be reviewed f motion to Associate Professor in academic year YYYY-YYYY. |

solicit your evaluation of the research [creative activities] of Dr. BB. Please only evaluate the
candidate’s research or creative activities and refrain from rendering a judgment on whether the
candidate should be promoted or tenured. Your identity will be kept confidential to the extent
legally practicable.

In particular, please address the following:

the quality of the publications or creative activities of the candidate

the impact of the candidate’s work

the quality of the journals in which the candidate has published

the nature of your professional interaction with the candidate, if applicable, and
comments, should you have any, of the candidate’s collaboration with other scholars in
the field.
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To assist in your evaluation, I am enclosing the following information: Dr. BB’s latest curriculum
vitae; the three papers or book manuscript listed below, selected by Dr. BB; and a brief summary
of the department's [local academic unit’s] promotion criteria.

Although Illinois state law allows employees to view their personnel files, there is an exception
for external review letters. Any information that would identify you will be redacted from all
documents seen by the candidate.

I realize that this information is rather extensive and will require considerable effort on your part
to review. Your assistance in helping us evaluate Dr. BB’s credentials will be greatly appreciated
and will constitute an important element in the overall evaluation. | would be very grateful if you
could respond to us in writing no later than [DATE]. If possible, kindly send your reply, along
with a copy of your most recent CV, electronically to ........ @depaul.edu as an attachment.

Sincerely,

DD

Chair

Personnel Committee

[Name of Dept. and Unit]
Enclosures: [List the selected works]

3.6.3 Student Input @

Student input must be part of a candidate bie mittees will acquire student input from
course evaluations and information colleg o®gh an instrument such as a survey. The college
will design the instrument with stu i he instrument will generally solicit opinions from
one or more of the following gro Mgy past students who have taken a class from the

3.6.3.1 Student |

Each college personnel g¥mmittee, or in the absence of a college-level committee, the local unit
personnel committee, shall have an instrument for collecting data from students, a process of
gathering data, and a template for reporting the results. These elements must be created by a
committee of at least two students (preferably including both graduate and undergraduate) and at
least two tenured faculty members.

The instrument will be used to gather additional data from students beyond the standard course
evaluations. The report should clearly specify:

¢ the type of methodology used for data collection and analysis

o the targeted groups surveyed, and
o the questions asked of survey participants.
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The college personnel committee must approve the instrument, process, report template and any
subsequent modifications. Before approval, the college personnel committee should solicit and
consider input from the college’s local academic units.

3.6.3.2 Evaluation and Submission of Student Input Data

The college bears responsibility for data collection. A student review committee then analyzes
data collected via this process for each promotion and tenure candidate, as well as aggregate
information on course evaluations provided by the unit. The student review committee consists of
up to three students, none of whom is currently enrolled in a class with the candidate under
review. After analyzing the collected data, the review committee provides a written report, along
with all the raw data, to the personnel committee of the local academic unit and to the candidate.
The student input data becomes part of the candidate’s dossier. The personnel committee may
request a meeting with a representative from the student review committee, if the committee
deems it necessary.

Once student representatives furnish their report to the local academj w
before subsequent evaluative bodies. The student report will be fogfarde Ny
and tenure materials to each review level.

3.7 Appeal %Q
Appeal procedures for a tenure-line faculty% 0 has been reviewed for tenure,
v

do not appear
other promotion

promotion, or promotion and tenure by erity Board on Promotion and Tenure
are found in Chapter 5 Section 5.1.2

%
&P
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3.8 Schedule for Informal and Formal Reviews

PROBATIONARY REVIEWS FOR TENURE-LINE FACULTY

WITH SIX-YEAR PROBATIONARY PERIOD*

Year at DePaul

Timing and
Contract Year

Type of Review

Notice to Faculty
Member of
Reappointment or
Non-reappointment

Winter quarter of
first year at DePaul,

May be informal or

March 1

1st for Year 2 contract | formal

renewal

Fall quarter of One of these 2 ber 15
2nd second year at reviews must be

DePaul, for Year 3 | formal; the

contract renewal be inforrga

Spring quarter of form June 30

second year at

DePaul, for Year 4

contract renewal

During third year, informal or June 30

DePaul, with tignir
3rd per college’

Formal June 30
4th im
dule, for Year 6
ract renewal

During fifth year at | May be informal or June 30

DePaul, with timing | formal. Must be
5th per college’s formal if non-

schedule, for year 7 | reappointment is

contract renewal realistic possibility.

Sixth Year at Promotion and June 30
6th DePaul, with timing | Tenure Review

per Faculty
Handbook calendar

*The contract renewal schedule for tenure-line faculty who come in with years of credit
towards tenure is the same as for other tenure-line faculty, but the year of the promotion
and tenure review varies. The initial faculty contract stipulates the year of the promotion
and tenure review.
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3.9 Schedule for Promotion and Tenure

3.9.1 University Promotion and Tenure Schedule

The following is the suggested schedule for the university promotion and tenure process.
Whenever possible, the university will abide by the proposed timetable. Any changes to this
calendar must provide at least the allotted time period for candidate responses, minority reports,
and signing statements.

April 1
Letter of notification as to the eligibility to apply for promotion and tenure sent to the faculty
member from the provost

May 1
Letter requesting consideration for promotion and/or tenure submitted b aculty member to
the provost, the academic dean, and the head of the academic unit

May 15

Provost acknowledges receipt of applications for promotion, e gF for promotion and
tenure.

June 1

Candidate provides CV and selected publications/gdgcUNENtgON of creative activities to local
academic unit officers for submission to externgf reyg

June 15

Local academic unit identifies an initig | potential external reviewers

First day of fall quarter

i
Candidate’s complete materito ocal academic unit

January 15
Report from the acadeMyg unitJubmitted to the academic dean and to the candidate.

January 31
Report from the aca dean and the academic unit of the following colleges and schools
submitted to the Office of Academic Affairs and to the candidate

* College of Communication

* College of Computing and Digital Media
* College of Law

* School of Music

» School for New Learning

* The Theatre School

March 1
Reports from the academic deans of the College of Commerce and the College of Education and
all relevant materials submitted to the Office of Academic Affairs and to the candidate

March 15
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Reports from the academic deans of the College of Liberal Arts & Social Sciences and the
College of Science and Health and all relevant materials submitted to the Office of Academic
Affairs and to the candidate.

Winter/Spring Quarter
University Board on Faculty Promotion and Tenure meets with faculty candidates

April 30
UBPT reports due to candidates

May 15

Optional candidate response due to UBPT

UBPT report and all relevant materials for all candidates submitted to provost
June 15

Decision of the university provost

Notification to candidate of the provost’s decision follows
in a timely fashion

<&
)
&
&
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CHAPTER 4. REAPPOINTMENT AND SEPARATION

4.1. Reappointments

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

4.1.1. Term Faculty and Special Faculty Appointments
Term faculty and special faculty have annual or specified multi-year apg# ents that are not
considered permanent appointments to the DePaul faculty.( See Chagté % on 2.3)

not lead to tenure. Such appointments are made thro offices.

4.1.3. Graduate Assistants and Fell %

Decisions concerning graduate assjgfan low reappointments are made through college
offices.

4.1.2. Adjunct Faculty Appointments
Adjunct faculty are appointed on a course by course@ ointments are part-time and do
Il

4.1.4. Tenure-Line Rgsitio

4.1.4.1. Tenured%

Tenure creates the presumption of continuing employment, unless the university, using
established procedures and faculty guidance, proves that countervailing circumstances exist.
Tenured faculty are not reappointed annually, but are subject to annual performance reviews
within established policies for faculty review.

4.1.4.2. Nontenured Tenure-line Faculty
Before acquiring tenure, a tenure-line faculty member has a probationary appointment.

The reappointment of a nontenured tenure-line faculty member in a tenure-line 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 tenure-line 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.
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Nontenured tenure-line faculty members are subject to an annual probationary review according
to the guidelines identified in CHAPTER 3 of this handbook. Reappointment decisions are made in
conjunction with the annual probationary review process.

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
advisement;

2. Scholarship, research, or creative activities;
University, professional and community service;

4. Professional advancement, such as the completion of a terminal degree or certificate.
This criterion is especially applicable when there is a particularfter® or a previous
understanding with the faculty member regarding this advangeMg

hal¥fe generally

5. Responsible participation in university processes and aciiti
considered faculty responsibilities;

6. Change in academic program, such as:

0 termination or reduction in size of thgfacagem ogram to which a faculty
member is assigned,
0 change in an area of specializa eMphasis in a program;

7. Financial conditions of the unive a e or in any particular part, requiring
reduction in the size of the facyl

8. Professional and ethical ¢

the faculty member’s role i
selection of criteria an i tIiVe importance must be explained, if a reappointment decision
is questioned. If a gsmyle gn is used, its choice should be based on compelling grounds, such
as the intrinsic inQQ of the criterion to the university as a whole or appointment or any
agreement made wi aculty member in the initial or subsequent contracts. If multiple criteria

are used, the relative importance of each should be noted.

The dean and the faculty of the local academic unit determine which evidence is appropriate for a
criterion, in accordance with the procedures specified in Chapter 3, Section 3.3.1.1. 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 sets 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 violation of academic freedom
and will not be supported.

When deciding whether or not to renew the contract of a nontenured tenure-line faculty member,
the university follows two general principles.
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o DePaul is obligated to select, given available resources, faculty members who will best
contribute to its distinctive goals and academic mission. Consequently, the university has
the utmost latitude, within the limits of academic freedom, in determining which
nontenured tenure-line faculty members will be retained.

e 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 a reappointment to
which tenure is attached. The quality of academic programs and therefore the good of the
university require careful selectivity in retention based on the individual faculty
member’s qualifications and the needs of the university for particular types of
qualifications. Anything that undermines the selective process erodes tenure and quality.

Within the bounds set by general university criteria, every faculty member in an academic area is
entitled to fair and consistent decision making procedures as protection against violations of
academic freedom or arbitrary adverse decisions.

A nontenured tenure-line faculty member informed that his or her cgpt to be renewed
may appeal the decision not to renew. SEE CHAPTER 5, APPEAL D RINANCES.

The nontenured tenure-line faculty member is entitled to:

h a statement of the reasons
reappoint should include

(a) Written notification of the initial decision on reap
for the decision which shall be given by the dean. A
assessment of the faculty member’s qualificatiogh, Noti ecially those conditions which
should be fulfilled for future reappointment an e. This letter must also include a
notification to the faculty member of his ap Ights and the procedures for such appeals
as described in Chapter 5.

Notification during the probationa od ghall be made according to Section 4.1.4.3
(Notification of Renewal of t otification by these dates shall constitute sufficient
notification for not offerin contract even though appeal and subsequent review might
mean that the final decisio ered less than a year before the end of the final contract.

(b) An opportunit terials supporting reappointment. The nontenured tenure-line
faculty member tiTied at least 28 calendar days before the decision is to be made on
reappointment. Supportigl) materials shall be submitted to the dean or the department chair at

least 14 days prior tothe decision date.
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 nonreappointment, or of intention not to recommend
reappointment, should be given in writing in accordance with the following standards, and the
calendar specified in Chapter 3, Section 3.8:

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 service, if the appointment expires
at the end of that year; or, if an initial two year appointment terminates during an academic
year, at least six (6) months in advance of its termination.

4
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3. At least twelve (12) months before the expiration of an appointment after two (2) or more
years in the institution. Notices of reappointments and contract renewal are based on the
university’s annual budget cycle.

4.2. Resignation

A faculty member who decides not to accept reappointment is expected to notify the dean and the
local academic unit officer no later than thirty (30) days after the issuance of the contract and
submit a written resignation to the provost.

4.3. Termination of Tenured Faculty Due to Medical Leave Exceeding Thirty-Six
Months

If illness or disability prevents a faculty member from performin

ppplicable leave and benefit
programs, including physician certification of illness d ability to return to work.
Information about university leave and benefit prog

website.

A tenured faculty member who goes on ap
her university position at any time withi
Term Disability leave if the faculty
duties, with or without reasonable
tenured faculty member remaing
or without a reasonable accog

0 erm Disability leave may resume his or
ix consecutive months of the first day of Short

ion. If, after the thirty-six month period, the
fill his or her university obligations and duties, with
e tenured appointment may be terminated.

If a faculty member’s gppoin Bis terminated under this section and he or she thereafter

becomes able to ret orkind resume the obligations and duties of a tenured faculty
member, and the er’s former appointment is vacant, he or she will be returned to the
former appointme thg same rank. If the former appointment is no longer available and there
is a vacant faculty a tment for which he or she is qualified, the university will give the

former faculty member’s application strong consideration. Such a faculty member, if appointed,
shall be appointed at his or her prior rank and at the salary associated with the vacant faculty
appointment.

A tenured faculty member whose appointment is terminated under this section may appeal the
termination [See Chapter 5].

4.4. Suspension or Termination of Tenured Faculty Members for Cause

4.4.1. Suspension
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For serious cause the university may suspend a faculty member from his or her teaching duties
and other obligations and responsibilities 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 ability to carry out such important functions as instruction. The faculty
member is guaranteed that fair and consistent procedures will be used for making any suspension
decision.

The faculty member may be suspended in the following ways:

1. By the president of the university following a decision by a formal hearing committee to
dismiss the faculty member for cause;

2. By the provost following 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 hg# in which case, the
suspended faculty member has the right after the fact to a form - earing. SEE
CHAPTER 5 APPEALS AND GRIEVANCES.

The suspension will not continue beyond the time required
ordinarily not beyond the academic year. The suspensio
faculty member in question has been given notice of i
for suspension until this termination becomes effecti

actual or potential harm
or twelve months if the

The faculty member suspended from active seryfce iversity will receive full
compensation during the suspension until thgpti f jtifiable dismissal for cause.

4.4.2. Termination

smiNa tenured faculty member for any of these causes:

1. Deliberate and pergisten W, refusal to perform, or gross neglect or continued and serious
ineffectiveness ip t ance of faculty obligations;

turpitude;
3. Material violation of the policies governing activities outside the university.

When the fitness of a faculty member is questioned, the dean will 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 reach a mutually agreeable settlement and the dean
considers the matter serious enough to warrant dismissal or sanction, the dean shall request the
President of the Faculty Council to have the Committee on Committees appoint an inquiry board
of three tenured faculty members. The role of this committee is:

1. To ascertain the facts related 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

6



O©CooO~NOoOUITRWNEF

questions raised by the dean; the inquiry board will decide its own procedures and rules for

the presentation of information;

To attempt to reach some adjustment acceptable to both the dean and the faculty member;

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

N

The college dean may institute a formal dismissal or suspension proceeding only if recommended
by the inquiry committee. Should he/she decide to do so, he/she is to prepgre a formal, specific

; orward this
statement to the members of the Faculty Council Committee on Co ‘ b provost, and the

The Committee on Committees shall identify a panel of nine jagyr Yy members not
affiliated with the college or school of the faculty member. ay interview each
member of the panel. In alternating fashion, with the upgjrerS g first, each party excludes
three members from the panel. The remaining mem 0 el constitute the hearing
committee.

The hearing committee’s findings of fact and it s-are to rest solely on the hearing record.
The burden of proof shall rest on the dean ablj clear and convincing evidence in the
record as a whole that there is adequate ismiss the faculty member. The responsibilities
and prerogatives of the hearing compgftee Wgconducting its procedures are:

1. Ithastherighttoall thei ti d documents it needs, without being obligated by strict
rules of legal evidenc | procedures, exercising due precaution not to divulge the
contents of documents considered confidential;

2. It may conduct pr ring Yeetings to clarify issues and otherwise provide for an effective
and efficient :

3. It may take ime is required for a fair and complete hearing, while avoiding
unnecessary delqysg

4. It may formulate its own additional rules of procedure not contrary to the procedures of this
document;

5. It shall keep a verbatim record of the hearings, which shall be available to the parties without
cost;

6. It 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:

=

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 prehearing meetings has
collected and deemed relevant to its deliberations, including documents normally considered
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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;

To select an academic advisor or counsel of their own choice;

To cross examine witnesses;

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

ok w

The faculty member has the following additional prerogatives in the formal hearing:

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

2. Toinvite a representative of a responsible educational association as an observer to the
hearing.

The university will assume all costs directly incurred by the hearing co
member employs an attorney for the hearing, and the decision is not fo@d

mge. If the faculty

al, the university
penses, the
precise proportion to be decided by the hearing committee, depesll degree to which the
university case for dismissal had merit.

During the process of the hearing, both parties shall avoi
simple announcements as may be required.

Within a reasonable time after the completion , the hearing committee shall submit
to the president of the university its decisiongyi ppgrting reasons. The decision may be (1)
that adequate cause for dismissal has beg i » or (2) that adequate cause has been
established for an appropriate academj not for dismissal; or (3) that adequate cause
has not been established for either gg8mi a lesser penalty. Within a reasonable time
following an adverse decision b istee, the faculty member may appeal in writing to the
president. Neither party has t mit evidence to the president.

The president may either aciyQt W decision of the hearing committee or resubmit this decision to
the committee with sp@&gfic obgpctions. In the latter case, the committee will then reconsider only

points to which t Si s objections, receiving new evidence if necessary. After the study
of any reconsider§ he committee, the president will make the final decision. The president
may dismiss a facul ber 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 years unless retrenchments are made; and
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2. Inthe first year, the deficit equals at least four percent (4%) of the total university operating
budget, calculated after retrenchments have been made in areas other than academic
programs.

In the event of such exigency, the university will retrench operations supporting academic
programs before taking steps that could lead to the termination of tenured faculty. These
retrenchments in supporting areas will be made up to the point where there would be danger of
seriously weakening the basic quality of academic programs or essential operations of the
university.

The provost shall issue a formal statement to the president of the Faculty Council and the
president of the Staff Council, indicating and documenting the likelihood of financial exigency.
Among the matters to be covered in the statement are:

are effected,
an by terminating

1. The probability of the exigency continuing unless serious retrenchme
2. The amount and distribution of the retrenchments that can be mad

faculty appointments, to alleviate the effects of this exigency wijho sly weakening the
basic quality of academic programs or essential operations o iVagdly; and
3. The amount of decrease in expenditures that needs to be reali roggh termination of

faculty appointments.

etermine whether there is
jttee shall consist of four faculty
Executive Vice President. The

The statement by the provost shall be reviewed by a
sufficient evidence to declare a financial exigency.
members, one professional staff member, one s
Committee on Committees of the Faculty Coun§ IEct the faculty members, the president
of the Staff Council will select the staff m , president of the Student Government
Association will select the student mem rs of the committee may be chosen from any
area of the university.

grersity data related to possible financial exigency. It
edge¥ble about the situation. The committee shall vote on

This committee shall have accg ’

each of the three points in
committee shall keep

The conclusions @ thi Ittee as to the existence of financial exigency shall be referred to the

Faculty Council, Cglincil, and the Student Government Association for timely review and
comment, which wil¥ sent to the president of the university, with the committee’s report for
final decision.

In the event that the president of the university decides that there is financial exigency, the
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 effects on academic
programs.

This proposal shall be submitted to a committee consisting of three faculty members (selected by
the Committee on Committees of the Faculty Council), one college dean (chosen by the Dean’s
Council), one student (selected by the Student Association), and the provost, who will chair the
committee but not have a vote. No member of the committee may be from an academic unit in
which retrenchment has been proposed. Before the committee reaches any decision regarding
dropping or substantially reducing a program or reducing or consolidating an academic unit with
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another, it will provide the faculty in the program or unit as well as the faculty in related
programs in the same college the opportunity to address the committee.

The committee’s decision where to cut faculty appointments and the extent of those cuts in given
units or programs shall be guided by the need to cause the least amount of harm to the academic
programs of the university as a whole and to units and programs not directly affected by the
retrenchment and by the need to 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 to the committee’s final report, which will be provided to the provost, the
deans of the affected colleges, the Faculty Council, and the Student 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 deans of affected
colleges, following consultation with local academic unit officers shall prgpose to a faculty
committee which faculty appointments shall be terminated. The provo pake the proposal
if a college itself is to be phased out.

The committee shall consist of three faculty not affiliated with th grages or departments in
which retrenchments have been proposed by the dean. For - ganized by departments
or programs, the committee members will be drawn fro e college. The Committee on
Committees of the Faculty Council will appoint the ¢ bers. If more than one college
is to be directly affected by retrenchment, more than Ittee may be established.

The committee will select one of its members t air. The committee shall consult with
the dean, the provost (if the termination o le been proposed), and the chairs or
program heads of affected departments :

The committee will submit a writte@gregfrt tothe provost, the deans of the concerned units, and
the department chairs or progr a copy sent to the President of the Faculty Council.

The dean, in making his o"Rgr #gposals for termination, and the committee, in evaluating the
proposals, are to decidgaccor®qyng®o the following criteria and in this order of priority:

1. Faculty requi viable academic program, if the program itself is not to be phased out,
should be retaingggfiality of faculty performance may be considered in evaluating whether a

faculty member is required for a viable academic program; in extraordinary circumstances,

where a serious distortion of the academic program would otherwise result, a nontenured

faculty member may be retained,

Tenured faculty retained over nontenured faculty;

More senior members, seniority determined by years of full-time service to the university;

4. Equal opportunity and similar policies which assure equitable consideration to women and
members of minority groups.

wmn

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. SEE CHAPTER 5, APPEALS AND GRIEVANCES.

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

10
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1. 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
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 month notice of termination or salary and benefits for an equal length of time;
3. 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 which to accept or
decline;
4. not to approve additional full-time faculty positions in other academic programs or units
of the university over a three year period except in extraordmary cumstances, or where
serious deterioration or distortion would result in other acade ms without such

additional faculty appointments.
4.6. Termination Due to Discontinuance or Substa on of an Academic
Unit

N

e ggPacademic unit if such an action is
cording to its established policies
e gfreduce an academic program served by

The university also may discontinue or substanti
consistent with a decision of the Faculty Councj
and procedures for program termination, to
the faculty of the unit.

D,

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

As specified in Chapter 2 orgin®faculty affiliation can be changed only with the agreement of
the faculty member.

The process of di tion or substantial reduction of the faculty of a unit involving the
termination of tenur tracts starts when the dean of the college responsible for the academic
unit in question 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 discontinuation or substantial
reduction of programs.

Should the Faculty Council accept the recommendation of the committee, it shall submit its
decision to the president, who has final authority in this matter. The faculty 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 explaining a position contrary to the Faculty Council
decision. The president 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.

11
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The specific faculty appointments to be terminated shall be decided by a process identical to that
followed in deciding termination after a judgment that a crisis of financial exigency exists.

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. SEE CHAPTER 5, 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 previously described right to appeal the
decision of the Faculty Council that an academic program be discontinued or substantially
reduced.

The decision to terminate a tenured faculty member due to program termination or reduction
obligates the university to make an effort to place the faculty member concerned in another
faculty position or, if that is not possible, another suitable university position for which the person
is qualified; if the faculty is not qualified, but is willing to become so, the yniversity shall offer
reasonable opportunity and financial support toward this end. If no sucn is identified, a

faculty member will receive twelve months’ notice of termination o equivalent to the
amount of the faculty member’s contract salary and benefits for of time. In
instances where the faculty member has fifteen or more years of

a payment equivalent to the amount of the faculty memb Bt salary and benefits for an
equal length of time. If the faculty member believes the 3 istrator has failed to make a
good faith effort to work out an arrangement for the ber’s reassignment, he or she
may appeal to the faculty committee that determfe® fa ppointments were to be terminated.

SEE CHAPTER 5, APPEALS AND GRIEVANCES.

The committee will ascertain from bg erms that they have proposed and the
rationale for those terms.

4.7. Retirement

DePaul University E;; anghtory retirement age for faculty.

12
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CHAPTER 5. APPEALS AND GRIEVANCES

Appeal procedures are limited to: dismissal or non-renewal of contract for tenure-line faculty;
denial of tenure and promotion for tenure-line faculty; dismissal during the contract term for
term faculty with contracts of a period of two or more years, and non-reappointment of term
faculty.

Grievance procedures are available to all faculty for issues other than denial of promotion and
tenure, dismissal, non-renewal and non-reappointment. A grievance is a written complaint
concerning a decision made by a person with authority in the University. The grievance must be
filed by the individual adversely affected by the decision.

5.1 Appeals

Appeals are to be conducted in accordance with the procedures specifigff bel ch procedure is
specific to the type of appeal.

5.1.1 Appeals Committee and General Process Q

The faculty member bears the burden of proof. Failure b acydty member to submit requested
materials within designated deadlines shall constitu il eet the burden of proof. The standard
of proof is preponderance of the evidence.

5.1.1.1 Faculty Committee on Appeal
The Faculty Committee on Appealsg dig# committee of the Faculty Council. It comprises twelve
FaNt

tenured faculty members selecte y Council through the usual committee selection process.
If the committee finds that, in &gi case, a member has either a conflict of interest or the appearance of
one, the committee will exglude ber from participation. Grounds for recusal include serving in
the appellant’s local aca unitInarticipating in evaluation of the appellant, or having a significant
personal relationship it

The Faculty Committee ppeals will assign three of its members to serve as an Appeals Board to hear
a case.

If the appellant raises an allegation of discrimination, the Appeals Board must refer the discrimination
allegation to the Office of Institutional Diversity and Equity which, in coordination with the Appeals
Board, will conduct an investigation and submit a report to the Appeals Board in a timely manner.

5.1.1.2 Notification of Intent

A faculty member begins an appeal by filing a written notice of intent to appeal with the president of
Faculty Council who will forward the notice to the chair of the Faculty Committee on Appeals. The notice
must specify the grounds for appeal. The appellant may not add or change appeal grounds after
submitting the notice of intent to appeal.
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5.1.1.3 Preliminary Review

When a faculty member appeals, the Appeals Board will conduct a preliminary review to determine
whether the allegations as stated in the appeal, if fully substantiated after investigation, could reasonably
be found to establish one or more of the grounds for appeal. If one of the grounds is discrimination, the
Appeals Board must consult with Office of Institutional Diversity and Equity (OIDE) before making a
determination on that ground. Each ground appealed requires a separate determination as to whether the
appeal will go forward on that ground. If, after the preliminary review, the Appeals Board determines
that an appeal should go forward on one or more grounds, it will then investigate the faculty member’s
allegations.

If the Appeals Board decides by a majority that an appeal does not satisfy the criteria, the Appeals Board
will forward its recommendation to the appropriate academic officer (either the provost or the president),
with a copy to the faculty member and the lower-level academic officers. The recommendation must state
the reasons for not considering the appeal. The appropriate academic officer (gither the provost or the

khe Faculty Committee
on Appeals. If the case is remanded, the Faculty Committee on Appeals gilNg le an alternate
egations.

The Appeals Board transactions are confidential and not open t r than those explicitly
invited to participate. Written minutes shall be kept of its m h shall be available only to the
appropriate academic officer (either the provost or the pregftie

5.1.1.4 Investigation and Determination

If an appeal moves forward, the Appeals Boa & reguegl interviews with, and materials from, the
faculty member, the dean, and any evaluating i he Appeals Board may take any reasonable
action that it deems appropriate or helpfu feliberations. In every case the Appeals Board must
interview the author of any report that pd against renewal or promotion and tenure and any
academic officer who recommendedgili he Appeals Board is charged only with reviewing the
basis of the appeal; it does not p pendent evaluation of the faculty member’s qualifications.
Each ground appealed requiresqg schfate determination.

5.1.1.5 Modified Pro% n Academic Freedom Violation is Alleged (Term Faculty)

A term faculty member’ ation of an academic freedom violation is serious, not to be made or
received lightly.

The university has no obligation to reappoint term faculty members beyond the terms of their contracts.

If a term faculty member alleges a violation of academic freedom, the Appeals Board will conduct a
preliminary review as described in Section 5.1.1.3. If the Appeals Board concludes that the appeal does
not satisfy the criteria for a violation of academic freedom, the faculty member will have the option to
submit a written response to the report which must be provided to the provost and the Appeals Board for
inclusion in the appeal record. The provost may affirm the Appeals Board’s recommendation or remand
the case to the Faculty Committee on Appeals. If the case is remanded, the Faculty Committee on
Appeals will assemble an alternate Appeals Board from the remaining members to investigate the faculty
member’s allegations.
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If an appeal moves forward on this ground, the Appeals Board shall receive from the complaining term
faculty member a written statement indicating the basis for the academic freedom allegation. The
Appeals Board shall receive from the faculty member’s dean a written statement of the reason(s) for the
challenged decision and/or a statement of the procedures followed in reaching the challenged decision.
The dean must submit these items to the Appeals Board within ten business days after the chair of the
Appeals Board requests them. The Appeals Board will afford the term faculty member and the dean the
opportunity to respond in writing and may also request further information.

For the Appeals Board to conclude that the challenged decision violated the faculty member’s academic
freedom, a majority of the Board must find that the violation was the causal basis for non-reappointment
or termination.

The Appeals Board will prepare a written analysis and conclusion regarding the allegation of an academic

freedom violation. This written analysis and conclusion and all relevant documentation will be sent to the
provost for final decision, with copies to the faculty member and dean.

5.1.1.6 Modified Procedures When Academic Freedom Violation jg#Alleg nure-Line Faculty)

A tenure-line faculty member’s allegation of an academic freed s serious, not to be made or
received lightly.

The university has no obligation to renew the contracts ured®tenure-line faculty members.
Tenured faculty have the right to a continuous appoi NI as provided in Chapter 4 of the Faculty
Handbook.

If a tenure-line faculty member alleges a vio 1@1 academic freedom, the Appeals Board will conduct
a preliminary review on this ground. If thgPAp&Is Board decides by a majority that an appeal does not
satisfy the criteria for a violation of aca€emjigfre®om, the Appeals Board will forward its
recommendation to the appropriate gageMgic g#ficer (either the provost or the president), with a copy to
the faculty member and the lowe 4@ ic officers. The recommendation must state the reasons for
not considering the appeal. Th Ny member will have the option to submit a written response to the
report which must be provigded toNge ®propriate academic officer (either the provost or the president)

either the provost or the president) may affirm the Appeals Board’s
recommendation or re case to the Faculty Committee on Appeals. If the case is remanded, the
Faculty Committee on Al Is will assemble an alternate Appeals Board from the remaining members to
investigate the faculty member’s allegations.

If an appeal moves forward on this ground, the Appeals Board shall receive from the complaining faculty
member a written statement indicating the basis for the allegation of an academic freedom violation. The
Appeals Board shall receive from the faculty member’s dean or provost, where applicable, a written
statement of the reason(s) for the challenged decision and/or a statement of the procedures followed in
reaching and reviewing the challenged decision. The dean or provost must submit these items to the
Appeals Board within ten business days after the request by the chair of the Appeals Board.

Upon receipt of the written statements, the Appeals Board will conduct a formal hearing in order to make
a recommendation on the alleged academic freedom violation.

The two parties have the following prerogatives in the formal hearing:
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The faculty member has the following additional prerogatives in the forma

1.

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

Upon written request, to inspect before the formal hearing all documents that the Appeals
Board in its prehearing meetings has collected and deemed relevant to its deliberations, in
a manner determined by the Appeals Board (provided that the Appeals Board shall
require both parties to keep the contents in strict confidence);

To select an academic advisor or counsel of their own choosing, provided that advisor or
counsel may not participate in the hearing but may be present;

To cross examine witnesses;

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

To decline to testify, without prejudice, at the hearinggit
of supporting evidence;

icting the prerogative

To invite a representative of a responsible egu® ssociation as an observer to the
hearing.

The responsibilities and prerogatives of the hearing a d in conducting its procedures are:
a C

It has the right to all the infor uments it needs, without being obligated by
strict rules of legal evidenc rocedures, exercising due precaution not to

divulge the contents of ggfumaggs normally considered confidential;

It may conduct prej®g ngs to clarify issues and otherwise provide for an
f eariNg;

It may take w

unnecessagy dela

It ma@a its own additional rules of procedure not contrary to the procedures of
this dotUmegg;

It shall keep a verbatim record of the hearings, which shall be available to the parties
without cost.

8time is required for a fair and complete hearing, while avoiding

The university will assume all costs directly incurred by the hearing Appeals Board. If the faculty
member employs an attorney for the hearing, and the appeal is upheld, the university will reimburse the
faculty member for at least one-half of the reasonable legal expenses incurred during the formal hearing,
the precise proportion to be decided by the Appeals Board.

During the process of the hearing, neither party may make public statements about the proceedings. The
Appeals Board may make public statements regarding the status of the proceedings.

In order for the Appeals Board to come to the conclusion that the challenged decision violated the faculty
member’s academic freedom, a majority of the Appeals Board must find that the violation was the causal
basis for the challenged decision.
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The Appeals Board will prepare a written analysis and conclusion regarding the alleged academic
freedom violation. This written analysis and conclusion and all relevant documentation will be sent to the
provost or president, as appropriate, for final decision, with copies to the faculty member and dean.

5.1.2 Tenure-Line Faculty Appeals

Untenured tenure-line faculty may appeal:

1. Nonrenewal prior to the tenure decision (Section 5.1.2.1)
2. Dismissal during the contract period prior to tenure (Section 5.1.2.2)
3. Denial of promotion or tenure (Section 5.1.2.3)

g, to the president for

Appeals Board recommendations on appeals for denials of promotion te
algfOr uMenured tenure line

final decision. Appeals Board recommendations on other types of a
faculty go to the provost for final decision.

Tenured faculty may appeal:

1. Termination due to Medical Disabiliygar cal Reasons (Section 5.1.2.4)
2. Termination due to Financial Exige™®y (Sgition 5.1.2.5)
3. Termination due to Discogti ubstantial Reduction of an Academic Unit
(Section 5.1.2.6)
4. Denial of Promogj @.1.2.3)
Tenured faculty may not appea ion or termination for cause but have the right to pre-dismissal

and pre-suspension hearindQgs desfibed in Chapter 4.

Appeals Board reco ns on appeals go to the provost or president, as specified in the applicable
section, for final decisio

5.1.2.1 Nonrenewal of Untenured Tenure-Line Faculty Prior to the Tenure Decision

Grounds for Appeal

An untenured tenure-line faculty member may appeal the decision not to renew his or her probationary
period contract. The appeal must be based on one or more of the following grounds:

1. The nonrenewal violated the faculty member’s academic freedom.
2. The evaluation of the candidate deviated from procedures in the Faculty
Handbook or in college or local academic unit guidelines, and the deviation was material

to the final decision.

3. The nonrenewal was the result of discriminatory practices prohibited by



OO WN R

ol
NP, OWO

13

14
15
16
17
18
19
20
21
22
23
24
25
26
27
28
29
30
31

32
33

34

35
36
37
38
39
40
41
42
43
44
45
46

university policies or applicable federal, state, or local laws.

The Appeals Board will conduct a preliminary review, and if appropriate, an investigation and submit its
findings in a report to the faculty member, the dean, and the provost that includes the majority and any
minority views. The faculty member will have the option to submit to the provost and dean a written
response to the report.

Final Decision

The final decision on the appeal rests with the provost. The provost must state the grounds for his or her
decision in writing to the faculty member and the relevant lower-level academic officers. If the provost
affirms the appeal, he or she may determine the appropriate remedy for the matter based on the facts and
circumstances presented by the appeal, including but not limited to renewing the faculty member’s
contract. The provost’s decision is final.

Calendar for the Appeals Process

By June 30, the faculty member must state his or her intent to appeal in wrig
president of Faculty Council. By the first day of fall term of the followjg ac¥
member must submit the written appeal and all supporting documenigiong® the
President who will then forward it to the Appeals Board.

he provost and the
year, the faculty
aculty Council

By September 30, the Appeals Board must establish a clear
to the faculty member, the local academic unit officer, t
president, and when appropriate, Office of Institution

The Appeals Board must send its final written r

Fall and Spring semesters— a
the affected faculty member to
shall result in forfeiture of

5.1.2.2 Dismissal o
Contract

Grounds for Appeal

An untenured tenure-line faculty member may appeal dismissal during the term of a probationary period
contract. The appeal must be based on one or more of the following grounds:

e construed as recommended maximums. However, a failure by
0 any time guidelines, except under extraordinary circumstances,

ed Tenure-Line Faculty During the Term of a Probationary Period

1. The dismissal violated the faculty member’s academic freedom.

2. The process by which the decision to dismiss was made applied inappropriate standards,
applied appropriate standards unfairly, or failed to meet reasonable standards of
thoroughness.

3. The dismissal was the result of discriminatory practices prohibited by university policies

or applicable federal, state, or local laws.



The Appeals Board will conduct a preliminary review, and if appropriate, an investigation and submit its
findings in a report to the faculty member, the dean, and the provost that includes the majority and any
minority views. The faculty member will have the option to submit to the provost and dean a written
response to the report.

Final Decision

The final decision on the appeal rests with the provost. The provost must state the grounds for his or her
decision in writing to the faculty member and the relevant lower-level academic officers. If the provost
affirms the appeal, he or she may determine the appropriate remedy for the matter based on the facts and
circumstances presented by the appeal, including but not limited to reinstating the faculty member for the
remainder of the contract term. The provost’s decision is final.

Calendar for the Appeals Process

Within 10 business days of being informed in writing of the dismissal, the faculty member must state his
or her intent to appeal in writing to the provost, and the president of Faculty gcil. Within 20 business
days of submitting the written notice of intent to appeal, the candidate wil [(Weir supporting

preliminary review by the Appeals Board.

At this preliminary review, the Appeals Board must establish
will distribute to the faculty member, the local academic unjpoft
Council president, and when appropriate, Office of Instiggffon

e for this appeal, which it
2 dean, the provost, the Faculty

The written recommendation from the Appeals Bo
of the preliminary review. The provost must iss
receipt of the Appeals Board’s written reco

nt to the provost within 30 business days
cision no later than 10 business days after

All review procedures are to be carried ditiously as reasonably possible, consistent with
obtaining sound judgments and qualifi review panels. All time guidelines set forth above
refer only to calendar or business 1T
Fall and Spring semesters — be construed as recommended maximums. However, a failure by
the affected faculty member to 0 any time guidelines, except under extraordinary circumstances,

shall result in forfeiture of @ revieyy rights.

5.1.2.3 Denial of PI’D%JF enure

Grounds for Appeal

A faculty member may appeal the decision to deny an application for tenure or promotion. The appeal
must be based on one or more of the following grounds:

1. The decision violated the faculty member’s academic freedom.
2. The evaluation of the candidate deviated from procedures in the Faculty
Handbook or in college or local academic unit guidelines, and the deviation was material

to the final decision.

3. The decision was the result of discriminatory practices prohibited by
university policies or applicable federal, state, or local laws.
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The Appeals Board will conduct a preliminary review, and if appropriate, an investigation and submit its
findings in a report to the president. The faculty member will have the option to submit to the president a
written response to the report.

Final Decision

The final decision on the appeal rests with the president. The president must state the grounds for his or
her decision in writing to the faculty member, the provost, and the relevant lower-level academic officers.
If the president affirms the appeal, he or she may determine the appropriate remedy for the matter based
on the facts and circumstances presented by the appeal, including but not limited to awarding tenure or
promotion. The president’s decision is final.

Calendar for the Appeals Process

By June 30, the faculty member must state his or her intent to appeal in writing to the president and the
president of Faculty Council. By the first day of fall term of the following academic year, the faculty
member must submit the written appeal and all supporting documentation to aculty Council
President who will then forward it to the Appeals Board.

By September 30, the Appeals Board must establish a clear timeline
to the faculty member, the local academic unit officer, the dean,
Council president, and when appropriate, Office of Institutiong 1 d Equity.

, which it will distribute

The Appeals Board must send its final written recommeng®ti
The president must issue a final decision by January

president no later than January 15.

All review procedures are to be carried out as exge
obtaining sound judgments and qualified, balz
refer only to calendar or business days witli
Fall and Spring semesters— and are to
the affected faculty member to adher
shall result in forfeiture of all revj

sl\las is reasonably possible, consistent with
panels. All time guidelines set forth above

Beademic terms — Fall, Winter, Spring quarters or

agd as recommended maximums. However, a failure by

5.1.2.4 Termination of Teqgured RacUlty Due to Medical Leave Exceeding Thirty-Six Months

Grounds for Appeal

A tenured faculty memb appeal termination under Chapter 4, Section 4.3. The appeal must be
based on one or more of the following grounds:

1. The termination violated the faculty member’s academic freedom.
2. The process by which the decision to terminate was made applied inappropriate
standards, applied appropriate standards unfairly, or failed to meet reasonable standards

of thoroughness.

3. The termination was the result of discriminatory practices prohibited by university
policies or applicable federal, state, or local laws.

The Appeals Board will conduct a preliminary review, and if appropriate, an investigation and will submit
its findings in a report to the faculty member, the provost, and the president that includes the majority and
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any minority views. The faculty member will have the option to submit to the president, provost and dean
a written response to the report.

Final Decision

The final decision on the appeal rests with the president. The president must state the grounds for his or
her decision in writing to the faculty member and the relevant lower-level academic officers. If the
president affirms the appeal, he or she may determine the appropriate remedy for the matter based on the
facts and circumstances presented by the appeal. The president’s decision is final.

Calendar for the Appeals Process

Within 10 business days of being informed in writing of the dismissal, the faculty member must state his
or her intent to appeal in writing to the provost, and the president of Faculty Council. Within 20 business
days of submitting the written notice of intent to appeal, the candidate will submit their supporting
documentation. Within 10 business days upon receipt of this documentation, the chair will commence the
preliminary review by the Appeals Board.

At the preliminary review, the Appeals Board must establish a clear ti appeal and
distribute it to the faculty member, the local academic unit officer, t ovost, the Faculty
Council president, and when appropriate, Office of Institutional I quity.

days of the preliminary review. The president must issu
after receipt of the Appeals Board’s written recomme

All review procedures are to be carried out as exge
obtaining sound judgments and qualified, balz
refer only to calendar or business days witli

sl\las is reasonably possible, consistent with
panels. All time guidelines set forth above
areeademic terms — Fall, Winter, Spring quarters or
Fall and Spring semesters — and are tg d as recommended maximums. However, a failure by
the affected faculty member to adher i
shall result in forfeiture of all revj

5.1.2.5 Termination of TeguredQactlty Due to Financial Exigency

Grounds for Appeal

A tenured faculty memb ified of termination because of financial exigency has a right to appeal. The
appeal must be based on one or more of the following grounds:

1. The selection of the area and type of retrenchment was not in accordance with the
procedures set out in Chapter 4, Section 4.5.

2. The selection of specific faculty appointments to be terminated was not in accordance
with the procedures set out in Chapter 4, Section 4.5.

3. The dismissal was the result of discriminatory practices prohibited by university policies
or applicable federal, state, or local laws.

The Appeals Board will conduct a preliminary review, and if appropriate, an investigation and will submit
its findings in a report to the faculty member, the provost, and the president that includes the majority and

10
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any minority views. The faculty member will have the option to submit to the president, provost and dean
a written response to the report.

Final Decision

The final decision on the appeal rests with the president. The president must state the grounds for his or
her decision in writing to the faculty member and the relevant lower-level academic officers. If the
president affirms the appeal, he or she may determine the appropriate remedy for the matter based on the
facts and circumstances presented by the appeal. The president’s decision is final.

Calendar for the Appeals Process

Within 10 business days of being informed in writing of the dismissal, the faculty member must state his
or her intent to appeal in writing to the provost, and the president of Faculty Council. Within 20 business
days of submitting the written notice of intent to appeal, the candidate will submit his or her supporting

documentation. Within 10 business days upon receipt of this documentation, the chair will commence the
preliminary review by the Appeals Board.

At this preliminary review, the Appeals Board must establish a clear ti
will distribute to the faculty member, the local academic unit officer
Council president, and when appropriate, Office of Institutional I

e appeal, which it
provost, the Faculty

quity.

days of the preliminary review. The president must issu
after receipt of the Appeals Board’s written recomme

All review procedures are to be carried out as exge
obtaining sound judgments and qualified, balz
refer only to calendar or business days witli

sl\las reasonably possible, consistent with
panels. All time guidelines set forth above
areeademic terms — Fall, Winter, Spring quarters or
Fall and Spring semesters — and are tg d as recommended maximums. However, a failure by
the affected faculty member to adher i
shall result in forfeiture of all revj

5.1.2.6 Termination of Teqgured RacUlty Due to Discontinuance or Substantial Reduction of an
Academic Unit

Grounds for Appeal

A tenured faculty member whose appointment is to be terminated due to the discontinuance or substantial
reduction of an academic unit has the right to appeal. The appeal must be based on one or more of the
following grounds:

1. The selection of the faculty member for termination was not in accordance with the
procedures set out in Chapter 4, Section 4.6.

2. The selection of the faculty member for termination was the result of a violation of the
faculty member’s academic freedom.

3. The selection of the faculty member for termination was the result of discriminatory
practices prohibited by university policies or applicable federal, state, or local laws.

11
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4. There was a lack of good faith effort to work out an arrangement, as set forth in Chapter
4, Section 4.6, for the faculty member’s reassignment.

The Appeals Board will conduct a preliminary review, and if appropriate, an investigation and will submit
its findings in a report to the faculty member, the provost, and the president that includes the majority and
any minority views. Only in appeals brought under this section, the Appeals Board will form a
recommendation congruent with its findings that recognizes the status of tenure and longevity of service.
In no case shall a faculty member be entitled to less than twelve months’ notice of termination or salary
and benefits covering an equal period of time. The faculty member will have the option to submit to the
president, provost and dean a written response to the report.

If the appeal is based on ground 4, the faculty member must identify at least one local academic unit or
college to which he or she believes he or she would be qualified to be transferred. The appellant shall
have the opportunity to submit a written statement regarding his or her fitness to serve as a tenured faculty
member in each of the identified units. The appellant is entitled to attach to the appellant's written

statement any relevant documents or materials, including letters of referengg gcademics or

administrators, whether or not they are associated with the university. T % may describe any
INggM available information

d be qualified to be

training that might be appropriate. The appellant has the right to accegfall
within the university to assist in identifying the units to which the a

transferred and to assist in the preparation of the appellant's wri €

Final Decision

If the appeal is based on grounds 1, 2 or 3, the final geclsj e appeal rests with the president. The
president must state the grounds for his or her decis iting to the faculty member and the relevant
lower-level academic officers. If the presiden S peal, he or she may determine the appropriate
remedy for the matter based on the facts a ces presented by the appeal. The president’s

decision is final.

0 emic unit officer of each of the identified units must call
at unit to vote on the transfer of the appellant to that unit. Prior to
Rfficer of the unit must circulate to all such eligible faculty, on a
itt€n statement. In addition, the appellant must have an opportunity to
make an oral presentatjgmto gible faculty of the unit and to answer questions. An affirmative vote
of the eligible tenure in attendance, provided the meeting has a quorum, is necessary and
sufficient to accept the Tacully member. Should more than one unit accept the faculty member, the faculty
member must select one. “Upon the faculty member’s selection of a unit for transfer, the provost will take
necessary steps to effectuate the transfer. A unit’s vote not to accept the faculty member shall not be a
basis for the faculty member to pursue an appeal under ground 4, a failure of good faith. A unit’s vote not
to accept the faculty member is not itself reviewable. Should no unit accept the faculty member, then the
Appeals Board shall make a final recommendation to the president that recognizes the status of tenure and
longevity of service. In no case shall a faculty member be entitled to less than twelve months’ notice of
termination or a payment equal to the faculty member’s contract salary and benefits for an equal length of
time. A faculty member who has been tenured at the university for fifteen years or more of continuous
tenured service shall be entitled to a minimum of twenty-four months' notice of termination or a payment
equal to the faculty member’s contract salary and benefits for an equal length of time. This
recommendation must address the faculty member’s request for retraining, if any. The president’s
decision is final.

If the appeal is based on ground 4
a meeting of all the eligible fac
that meeting, the local academi
confidential basis, the app

12
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Calendar for the Appeals Process

Within 10 business days of being informed in writing of the termination, the faculty member must state
his or her intent to appeal in writing to the provost, and the president of Faculty Council. Within 20
business days of submitting the written notice of intent to appeal, the candidate will submit supporting
documentation. Within 10 business days upon receipt of this documentation, the chair will commence the
preliminary review by the Appeals Board.

At this preliminary review, the Appeals Board must establish a clear timeline for the appeal, which it will
distribute to the faculty member, the local academic unit officer, the dean, the provost, the Faculty
Council president, and when appropriate, Office of Institutional Diversity and Equity.

All review procedures are to be carried out as expeditiously as is reasonably possible, consistent with
obtaining sound judgments and qualified, balanced review panels. All time guidelines set forth above
refer only to calendar or business days within regular academic terms — Fall, Winter, Spring quarters or
Fall and Spring semesters — and are to be construed as recommended maxinysggs. However, a failure by
the affected faculty member to adhere to any time guidelines, except unde inary circumstances,
shall result in forfeiture of all review rights.

5.1.3 Term Faculty Appeals

Appeals for term faculty are limited to dismissal during
a contract for a period of two or more years. Term f eal non-reappointment only on the
grounds of a violation of academic freedom or disci§migsmgn¥n violation of university policies or federal,
state, and local laws. Term faculty on single ye ntractggnay not appeal dismissal during the contract
period.

rac™erm for a term faculty member with

5.1.3.1 Dismissal of Term Faculty ong®ulsi-y&y Contracts within the Contract Period

Grounds for Appeal

Term faculty with a contract faga d of two or more years may appeal dismissal within the contract
period. The appeal must be base®Qne or more of the following grounds:

1. The % wfated the faculty member’s academic freedom.

2. The pro y which the decision to dismiss was made applied inappropriate standards,
applied appropriate standards unfairly, or failed to meet reasonable standards of
thoroughness.

3. The dismissal decision was the result of discriminatory practices prohibited by university
policies or applicable federal, state, or local laws.

The Appeals Board will conduct a preliminary review, and if appropriate, an investigation and submit its
findings in a report to the faculty member, the dean, and the provost that includes the majority and any
minority views. The faculty member will have the option to submit to the provost and dean a written
response to the report.

Final Decision

The final decision on the appeal rests with the provost. The provost must state the grounds for his or her
decision in writing to the term faculty member and the dean. If the provost affirms the appeal, he or she

13
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may determine the appropriate remedy for the matter based on the facts and circumstances presented by
the appeal, including but not limited to reinstating the term faculty member for the remainder of the
contract term. The provost’s decision is final.

Calendar for the Appeals Process

Within 10 business days of being informed in writing of the dismissal, the faculty member must state his
or her intent to appeal in writing to the provost, and the president of Faculty Council. Within 20 business
days of submitting the written notice of intent to appeal, the candidate will submit their supporting
documentation. Within 10 business days upon receipt of this documentation, the chair will convene the
preliminary review by the Appeals Board.

At this preliminary review, the Appeals Board must establish a clear timeline for the appeal, which it will
distribute to the faculty member, the local academic unit officer, the dean, the provost, the Faculty
Council president, and when appropriate, Office of Institutional Diversity and Equity.

‘ ithin 30 business days
Ny pusiness days after

ssible, consistent with

ime guidelines set forth above
Fall, Winter, Spring quarters or
megeded maximums. However, a failure by
ept under extraordinary circumstances,

The written recommendation from the Appeals Board must be sent to the
of the preliminary review. The provost must issue a final decision no |
receipt of the Appeals Board’s written recommendation.

All review procedures are to be carried out as expeditiously as
obtaining sound judgments and qualified, balanced review
refer only to calendar or business days within regular ac
Fall and Spring semesters — and are to be construed as r
the affected faculty member to adhere to any time ine
shall result in forfeiture of all review rights.

5.1.3.2 Non-Reappointment of Term Fac

Grounds for Appeal

A term faculty member may appe ksigf not to reappoint him or her. The appeal must be based on
one or both of the following gr

1. The nonrefgwal Vi§lated the faculty member’s academic freedom.
2. The al'was the result of discriminatory practices prohibited by university
policies or gghlicable federal, state, or local laws.

The Appeals Board will conduct a preliminary review, and if appropriate, an investigation and submit its
findings in a report to the faculty member, the dean, and the provost that includes the majority and any
minority views. The faculty member will have the option to submit to the provost and dean a written
response to the report.

Final Decision

The final decision on the appeal rests with the provost. The provost must state the grounds for his or her
decision in writing to the faculty member and the relevant lower-level academic officers. If the provost
affirms the appeal, he or she may determine the appropriate remedy for the matter based on the facts and
circumstances presented by the appeal, including but not limited to renewing the faculty member’s
contract. The provost’s decision is final.

14



NRPRPRRRRERERE R
COWONOUIRAWNROOOMNOUTRWN -

21

22
23
24
25

26

27
28
29
30
31
32
33

34

35
36
37
38
39
40
41
42
43
44
45
46

Calendar for the Appeals Process

By June 30, the faculty member must state his or her intent to appeal in writing to the provost and the
president of Faculty Council. By the first day of fall term in the following academic year, the faculty
member must submit the written appeal and all supporting documentation to the Faculty Council
President who will then forward it to the Appeals Board.

By September 30, the Appeals Board must establish a clear timeline for the case, which it will distribute
to the faculty member, the local academic unit officer, the dean, the provost, the Faculty Council
president, and when appropriate, Office of Institutional Diversity and Equity.

The Appeals Board must send its final written recommendation to the provost no later than January 15.
The provost must issue a final decision by January 31.

All review procedures are to be carried out as expeditiously as reasonably possible, consistent with
obtaining sound judgments and qualified, balanced review panels. All time gggelines set forth above
refer only to calendar or business days within regular academic terms — Fgf er, Spring quarters or
Fall and Spring semesters— and are to be construed as recommended i owever, a failure by
the affected faculty member to adhere to any time guidelines, except¢fhd dinary circumstances,
shall result in forfeiture of all review rights.

X

5.1.4 Other Faculty

Neither faculty with special appointments nor adjurfet f y appeal non-reappointment or dismissal
during their contract terms.

5.2 Grievances

Grievance procedures are availab@
dismissal, non-renewal, and n &
affected by the decision.

Grievances are to be % accordance with the procedures specified below.

5.2.1 Definition

| fac¥lty for issues other than denial of promotion and tenure,
bointment. The grievance must be filed by the individual adversely

A grievance is a written complaint concerning a decision made by a person with authority in the
university. Grievances are limited strictly to the questioned decision and are open only to the persons
directly and adversely affected by that decision. Grievances may not be used to question or change policy.
A decision being grieved remains in effect unless the decision is suspended.

A decision is grievable if it meets all of the three following criteria:

1. It adversely affects the interests of an individual,

2. The affected individual is being treated differently from other persons of similar
circumstances or the decision violates any policy of the university or the relevant academic unit;
and

15
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3. There is insufficient justification for the different treatment or the failure to comply with
policy.

Specifically outside the scope of the grievance process are:

1. University policies.
2. Policy crafted by a deliberative faculty body.
3. Allegations of violations of the university’s Anti-discrimination and Anti-harassment

policy, which are handled by the Office of Institutional Diversity and Equity.

Persons involved in the grievance process may share information concerning the process and substance of
a grievance with other persons having a legitimate need for the information. Wider distribution creates
potential risks to fairness and privacy. The grievance process is a key elemg e university’s shared
governance. Deterioration of fairness and privacy, or even the perceptiop,olNterigation, would

e fact if suspended by the

undermine the effectiveness of the university’s faculty grievance pro
A tenured faculty member has the right to a formal grievance h

provost without a prior hearing (Chapter 4, Section 4.4).

5.2.2 Procedures for Faculty Grievances

Prior to initiating a formal grievance, a facult be uld seek to resolve complaints with the
individual who made the decision in questj

A formal grievance must be filed in wri® ithythe faculty member’s dean within 60 days after
communication of the decision.

The grievance procedure has t tORE

1. Form ) Ve grievance process

2. Faculty Grig#ance Board process
Faculty grievances begin with formal administrative process. This must be completed before the faculty
member proceeds to the Faculty Grievance Board.

If a faculty member alleges discrimination at any point in a grievance, the dean or the Grievance Board
must refer the grievance to the Office of Institutional Diversity and Equity which, in consultation with the
dean (if raised during the formal administrative process) or Grievance Board (if raised during the
Grievance Board), will conduct an investigation and submit a report to the dean or Grievance Board in a
timely manner.

5.2.2.1 Administrative Grievance Process

16
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The dean of a college conducts the formal administrative grievance process. If the grievance challenges a
decision of the faculty member’s dean, the grievance will be heard by another dean selected by the
provost with approval of the aggrieved faculty member.

Throughout the formal administrative grievance process, the burden of proof rests on the faculty member.

The faculty member must submit to the dean hearing the grievance a written statement explaining:

1. the precise nature of the grievance
2. information and evidence supporting the faculty member’s position
3. a description of all informal attempts to resolve the complaint and the reasons why any

proposed resolutions identified during the informal procedures were unsatisfactory to the
faculty member, and

4. the remedies that the faculty member would consider sgjgst

At the same time, the faculty member will provide a copy to the indi
challenged. That individual may submit a written statement to
receipt of the faculty member’s statement, with a copy to th

wlgmse decision is being
gMn ten business days of
mber.

The dean hearing the grievance provides a written repor

decision is being challenged within thirty calendar ft
written report, the dean shall state the decision and )

y member and the individual whose
Iving their written statements. In the

, if any, is required to implement the
decision.

Either party may appeal the dean’s decisig#h to
decision. The appeal must be in writin
The appealing party must provide
may conduct another review and4€g

the appeal. The provost must s

provost within ten business days of receiving the
ed by reasons for not accepting the dean’s decision.
with a copy of the appeal to the provost. The provost
written decision, within thirty calendar days after receipt of
& written decision to both parties.

5.2.2.2 Grievance Bqffrd res

If the faculty member wi ed the grievance is unsatisfied with the provost’s decision, he or she may,
within ten business days of receiving the provost’s decision, refer that decision to the judgment of faculty
peers. The faculty member must submit a written request to the president of the Faculty Council to direct
the Faculty Council Committee on Committees to select three tenured faculty members to serve as a
Grievance Board. Faculty chosen for the Grievance Board may not serve in a grievant’s local academic
unit or have a significant personal relationship with the grievant. In cases brought to a Grievance Board,
the burden of proof rests on the faculty member to establish that the administrative decision was unfair.

Within five business days of the establishment of the Grievance Board, the faculty member must
submit to the Grievance Board and the provost a statement indicating the reasons why the decision
of the provost is unfair. The provost may submit a response to the faculty member’s statement
within an additional five business days. The Grievance Board must request, and the provost must
provide, the written record of the formal administrative process. New complaints, new evidence,

17
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and other new matters not addressed during the formal administrative process may not be
introduced for the first time to the Grievance Board.

Preliminary Review

Upon receipt of the faculty member’s grievance submission, the chair of the Grievance Board shall
schedule the grievance for a preliminary review by the Grievance Board as soon as practicable. The
Grievance Board has sole and unreviewable discretion whether to schedule the preliminary review
meeting during the spring or summer break or wait until the university is back in regular session.

At the preliminary review meeting, the Grievance Board will determine:

1. whether the grievance is timely;

2. whether the matter grieved about is grievable under the procedures;

3 whether the formal administrative grievance process has b ed; and
4. whether the grievance materials submitted to the Grij , if fully

substantiated after investigation, could reasonably be
in this chapter.

atisfy the criteria set forth

If the Grievance Board decides by a simple majority that
not follow the formal administrative grievance process, 0

criteria, the Grievance Board will forward its writte iSi
member. The decision must state the reasons for no

is not timely, is not grievable, did
t reasonably be found to satisfy the
he provost, with a copy to the faculty
ring the grievance.

Investigation and Review
If, after the preliminary review, the Gri

d determines that the grievance warrants further
consideration, the Grievance Board wi review. If, in the opinion of the Grievance Board, the
materials already submitted are n make a determination, the Grievance Board may request
interviews with, or materials f, aculty member or other individuals named in the grievance. The
Grievance Board may take any Rgefgasonable actions that it deems appropriate or helpful to its
deliberations.

The Grievance Board wi are a written report of its findings and recommendation, including the
majority and any minority views. The Grievance Board will forward the report to the president, with
copies provided to the faculty member and the provost.

If a tenured faculty member has grieved over a sanction imposed on him or her and if the Grievance
Board declines to affirm the grievance, the faculty member may ask the president to make a final
determination. Otherwise, the decision of the Grievance Board is final.

If implementing the decision of the Grievance Board requires financial resources beyond what is usually
and customarily allocated to similarly situated faculty, the Grievance Board shall seek the approval of the
provost. If the provost does not approve the expenditure on the ground that sufficient resources are not
immediately available, the provost must provide in writing a reasonable timeline for implementing the
Grievance Board’s decision or seek mutually agreed upon alternative ways to address the inequity or
remedy the unfair decision against the grievant.

18



5.3. Right to Review Personnel Records

Illinois law governs the right of employees to review their own personnel records. University policy
establishes the process for requesting such records.

<&
)
&
&
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CHAPTER 6. FACULTY RIGHTS AND RESPONSIBILITIES

DePaul University generally follows AAUP guidelines, 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 environment in which
persons engaged in learning and research exercise this freedom and respect it in others as
contributing to the God-given dignity of individual persons and enhancing the academic process.
University precept and tradition protect this freedom from infringement. Not only the faculty but

participate in the various forms of open inquiry and debate, as for exa
presentation and discussion, research and publication, public state
one’s own name, and other forms of creative expression.

DePaul University is guided by the AAUP 1940 Statemenig@ ipI¥S on Academic Freedom
and Tenure (with 1970 Interpretive Comments). Howe Ersity expressly reserves the

6.2 Diversity Guidelines

DePaul University has a long-standi itment to ethnic and cultural diversity of its faculty,
staff, and student body. As a univ trong Catholic and Vincentian heritage, this
commitment is particularly int Ission. It is also recognized that a multicultural
experience is an essential pa

Consistent with the Cagholic incentian heritage, DePaul University is committed to
preserving an envir, thagrespects the personal rights and dignity of each member of the
community. Thergfor University does not tolerate harassment or discrimination, as, for

example, set forth e ginti-Discrimination and Anti-Harassment Policy and Procedures.

6.3 Academic Support

6.3.1 Faculty Development and Research

Since the university’s mission statement places “highest priority on programs of instruction and
learning.” To further this objective, university sponsors a variety of professional development
programs and awards recognizing outstanding achievement in teaching, scholarship, and/or
creative activities, and service. Development opportunities and awards include, among others:

e Paid faculty leaves
e University Excellence in Teaching Award
e  Spirit of Inquiry Award
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Competitive instructional grants
Summer stipends

Departmental initiative grants
Competitive research grants
Research conference program.

The Office of Faculty Development & Research seeks to fulfill the university’s commitment to
academic excellence by developing teacher/scholars at all academic career levels. The Office has
responsibility for programs, resources, and guidelines that support development, promotion, and
retention of talented and diverse faculty. Through the Office of Faculty Development &
Research, the provost provides internal grants to support faculty development initiatives and
sponsors awards to recognize outstanding faculty achievements.

The Office of Faculty Development and Research provides university-wj
development through the Quality of Instruction Council (QIC), the U
(URC), and the Public Service Council (PSC). The Associate Vi
Faculty Development and Research chairs the three councils, w
academic administrators.

pport for faculty
Research Council
Or the Office of
posed of faculty and

The Office also sponsors other opportunities, includin
leave workshops, and select international faculty la sion programs. All programs

are intentionally competitive in nature to ensure available funds and to encourage
the development of proposal-writing skills. Ap@liczjsmgs ¥egularly exceed available funding, and
applicants are encouraged to submit well-c rojegls that advance their scholarly objectives.

orientation, tenure and paid-

lopment & Research chairs all three academic
Faculty Council. The University Research Council
(URC) reviews and awards r¢é groMs, leaves, and the Spirit of Inquiry Awards. The Quality
of Instruction Council (QlI Bws and awards instructional grants and leaves and the
Excellence in Teaching AwaNg. ®he Public Service Council (PSC) reviews and awards
instructional and re related to service learning courses and university-community
research projects.41 he 0 reviews Excellence in Public Service Awards.

The Associate Vice President for
councils. Council members aresR

A more complete lisw®of professional development initiatives and guidelines can be found at
the Office of Faculty Development and Research.

6.3.2 Memberships

Although professional membership fees are the responsibility of individual faculty, the university
may reimburse individual a full-time faculty member up to $50.00 per membership for up to three
professional organizations per year, provided that the faculty member pays the first $25 of each
fee. The university does not pay for memberships in private clubs except with the president’s
approval.
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6.3.3 Travel Expenses

The university provides each academic unit with a travel budget to support faculty participation in
meetings of learned societies. Top priority for travel support belongs to 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 provided only from travel funds within the budget of the academic unit
and upon approval of the chair or dean, who is responsible for distributing travel funds among the
faculty 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 given for national or regional meetings. For meetings in the
metropolitan Chicago area, support is limited to incidentals such as registration fees. In all
instances, the university reimburses actual expenses for allowable items.

Faculty who attend meetings without taking one of the active roles listg
expected to cover their own expenses. However, if travel funds re
dean may approve support for not more than half of the travel exg

Office of Financial Affairs.

6.4 Faculty Responsibilities

Membership in the academic profession;
education, and in DePaul University,
responsibilities are summarized h
amendment from time to time

jonal societies and associations of higher

ecial responsibilities. The more important of these
of professional ethics. They are subject to

priate university action. Failure to comply with these

responsibilities renders a fac mbeY liable to appropriate sanction within the procedural
safeguards and provision judgment.
6.4.1 Members ¢t cademic 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.

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

3. To respect the rights of other persons to hold and express different intellectual positions;
and to protect the rights, well-being, and privacy of persons involved in scientific inquiry.

4. 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 member’s profession and
institution from these statements.
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6.4.2 Members of DePaul University

As members of DePaul University, the faculty member has these obligations:

1.

2.
3.

To respect the religious character of the university and the religious beliefs of persons
affiliated with the university.

To adhere to non-discriminatory norms in [interacting with other university personnel].
To preserve confidentiality in personnel and administrative deliberations when
confidentiality is explicitly required.

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

To assume a fair share of faculty responsibilities for university gguagaance and to accept
and fulfill committee appointments and other responsibilities @ with faculty
status.

To comply with duly approved regulations and procedur’

To attend general university commencements and @

6.4.3 Teacher of Students
As a teacher, a faculty member has these tioRgs
1. To present to students subjeg@matt®ycompatible with course descriptions appearing in

official university bulletin gues; to avoid significant intrusion of material
unrelated to the cour @ t classes and hold examinations as scheduled.

To evaluate stude on the basis of academic performance and to evaluate their
work without cused delay.

To hold offj be available to students enrolled in the faculty member’s courses,
and to seye ty advisor to other students according to the policies of the
academic unit.

To avoid any exploitation of students for personal advantage or any coercion of the
judgment or conscience of students.

at
to

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 available for the faculty
and staff of the unit.
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2. To provide opportunity for joint planning and effort where appropriate and to set up and
apply the structures necessary for joint action.

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

4. Toremain current with developments in higher education related to the sphere of the
particular administrative position.

6.5 Instructional Responsibilities

At times it is important for faculty to convey messages to students through announcements made
in class. Instructors’ cooperation in making these announcements is appregigted.

6.5.1 Class Attendance

Instructors are expected to take attendance during the first weg
an “update” roster (approximately the fifth week of class)
identify and correct errors before grade sheets are prin
to establish course attendance guidelines. These sho

ssgNd again after receipt of
WS ®ademic officers to

il faculty have the prerogative
n the course syllabus.

6.5.2 Class Cancellation

r each scheduled class. In the event that an
instructor is unable to attend a clas illness or unplanned absence, he/she must inform
the local academic unit office portunity. The local academic unit officer will then
make arrangements to provi nued student learning during the instructor’s absence.

It is imperative that instructors mee

6.5.3 Inability t e ss/Substitute Teaching

A faculty member wigge® 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 local academic unit officer of the facts regarding
the absence, the reasons for it, and the measures taken to provide the students with the requisite
learning experiences. The local academic unit officer may require the faculty member to provide
this information 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 informed, the local academic unit officer will attempt to let the
students know that the class has been cancelled, particularly an evening class attended
predominantly by part-time students.
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6.5.4 Class Hours

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

6.5.5 Syllabus Requirements

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

A rationale for the course stated in the context of the aims of the local academic unit;
A statement on the types of instruction (i.e., lecture; lecture-discussion; lab; etc.);
Specific materials required for the course (books, pamphlets, li terials, etc.);
Proposed major and minor topics to be covered in the coursgy
Specific required readings, and written and oral assign
for such assignments is desirable);

6. Specific descriptions of the criteria and methods
evaluating students’ academic performance, s
examinations;

7. Statement on plagiarism; and,

8. Instructor’s office number and office h e term in which the course is being

offered.
Each faculty member must, by the Tjg8t clasRgession, make available to each student a copy of the
syllabus that satisfies the guidelin€ neg above. A copy must be submitted to the college or

school. Q
tion

6.5.6 Course Exami

ok~ owbdE

of tentative dates

In all courses at t int of the quarter, students will be informed of their achievement to
date. Normally cour: nclude with a final examination. To provide additional flexibility for
faculty members, a formal mid-term or final examination is not required if the instructor has other
comparable ways of evaluating student achievement.

6.5.7 Time for Submitting Final Grades

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
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6.6.1 Faculty Assignments

Formal assignments comprise only part of a faculty member’s academic life. As professionals,
faculty members are expected to engage in many activities that are not official duties, particularly
those that contribute to the good of the public and the university, their academic discipline, and
their own professional development.

6.6.2 Responsibility for Assignments

The local academic unit officer makes faculty assignments, subject to approval by the dean.

6.6.3 Teaching

6.6.3.1 Full-time and Part-time Faculty

The primary function of DePaul University is instruction;
of faculty assignments. The normal teaching load is ni
three per quarter. Exceptions may arise if, for examp
unit or a particular faculty contract specifies the cont igload may be reduced if particular
faculty courses place especially extensive demagfs time or if faculty members receive
formal assignment in other functions. Only in 10pal instances is a faculty member asked to
teach more than a normal load. In such in S, culty member receives additional
compensation not less than the salary pga time faculty member for teaching a
comparable course.

g constitutes the majority
s per academic year, usually
ed policy of a given academic

A teaching assignment may i
keep a sufficient number o
convenience and appropria
services normally assogjated

advisement, which requires that faculty members

y scheduled office hours at times that are of mutual
0MQe needs of the students. A teaching assignment also entails
h Taculty status and responsibilities. Supervision of independent
not calculated as part of the teaching load. Faculty receive no
ndent study. However, supervision of independent study is considered
rformance in evaluations for salary adjustment, contract renewal, and

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 have teaching assignments; however, they normally are not entitled to
additional compensation for teaching. Administrators or staff personnel whose responsibilities do
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 considered an
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integral part of the person’s responsibilities for which the university provides no additional
compensation.

Should another higher education institution invite an administrator to teach a course, he or she
would be under the same restrictions applicable to faculty teaching outside the university.

Administrative personnel who have faculty status may receive a teaching assignment during the
summer session. As the university considers the assignment to replace some administrative
functions during this period, the administrator is not entitled to additional compensation.

6.6.3.3 Graduate Assistants and Fellows

Assignment of full responsibility of teaching a course is limited to persons who have full-time or
part-time faculty appointments in the university. In exceptional cases a grggilate assistant may be
given such an assignment if the graduate assistant is in a doctoral prog as already

successfully completed the Master’s degree or its equivalent.

6.6.3.4 Summer Session Assignments

Faculty members with 10-month contracts may accegor geclifgfourses offered to them during
the summer.

6.6.4 Activities Outside the Universi

Faculty members are encouraged ur,
DePaul’s mission, including sog
and professional association
commitment to DePaul Unge

agvities outside the university that contribute to

(3 religious activities, and service to one’s professions
bvefecause a full-time faculty appointment implies a full

. outside activities must conform to the following limits:

1. They must not Wjerfer@with the faculty member’s commitment to the full academic life
of the uniffersia | ding teaching, research, student advisement, governance, and
related re sibglities.

2. During the regUlar academic year, the faculty member must give precedence to university
responsibilities.

3. Two additional limits apply to outside activities for which the faculty member receives
remuneration:

e They must be professional activities that contribute to the professional development
of the faculty member or provide expertise to the community; and

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

10
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4. The faculty member will arrange privately for whatever support services his or her
outside activities may require. Only with prior approval of the dean may a faculty
member enlist the services of university personnel or employ university supplies and
equipment for outside activities.

5. Each January, faculty members must submit an annual report on their work-related
activities with any outside firm, agency, or institution if they (i) serve on a continuing
basis as a consultant or in a similar role; (ii) are continuing members or officers of the
outside entity, or (iii) normally provide services for the outside entity at least once a
week, even if for less than a full day. The report goes to the dean, with a copy to the
local academic unit officer 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. Ng
ultimately decide whether a faculty member’s outside activig
enumerated above. Deans may place specific restriction
satisfy policy requirements.

r contract at DePaul is
ean has given written approval.

7. Teaching at another higher education instituti
permitted only in those specific instances fo

8. Material violation of this policy is cons iolation of the faculty contract and could
be cause for abrogation of contr termaisfition of tenure in accordance with the
t

policies and procedures in Ch
6.7 Leaves of Absence @

Leaves of absence may be for advanced study and research, a temporary position
elsewhere compatible yith o at DePaul, medical need or disability in accordance with
university policy, g al rghsons. The duration of a leave may be a full academic year or one
or more terms. 1onal cases will a leave be granted for more than one year.

Non-medical leaves nerally granted without salary. For other types of leave, the salary is
reduced by one-third for each quarter of leave; for faculty of the College of Law, salary is
reduced by one-half for each semester of leave.

University sponsored paid leaves are available through the Quality of Instruction Council and the
University Research Council. These types of leaves have their own unique policies and
procedures. For further details, please see the guidelines and applications forms for the Quality of
Instruction Council and University Research Council.

A request for a full year of leave should be submitted in writing on or before January 15 of the
preceding academic year. A request for leave 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 local academic unit officer, the college dean, and the provost must approve a leave. They
consider, among other factors, 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 faculty member’s

11



OO0 NO O1h WP

10

12
13
14
15

16
17
18
19
20

21

22
23

24
25
26
27

28
29
30
31
32
33

34

35
36
37

38
39
40

professional development and to projects for which the faculty member has obtained funding
from external sources. The university does not normally grant simultaneous leaves to more than
one faculty member of an academic unit.

University policies and procedures on reappointment and termination apply to faculty on leave.

Information regarding the continuation of employee benefits during a leave is available in the
Office of Human Resources and should be confirmed prior to the start of the leave.

If a college or department sponsors a separate leave program, a faculty member can obtain details
through the college or departmental office.

6.8 Salaries

The university makes decisions regarding salary in accordance with its budget guidelines.

Normally, salary decisions result in a merit increase and, when budgets #T may include

increases for such things as equity and market adjustments. The salar % ndation is made
(N fiscal year. Part-time

by the college dean.
aghing (usually five pay periods
ee equal payments per

Full-time faculty are paid on a biweekly basis in twenty-si
faculty are paid biweekly during each quarter in which
per quarter). During summer sessions, faculty are pai
summer session. The Payroll Department determines

6.9 Academic Policies

Responsibilities of the Facul Ity ®ouncil has its own proper guidelines to govern the
creation of academic polic ng to approval of proposed policies and policy revisions by

In fulfillment of its governanc efgfied in section 1.2.1 of the Faculty Handbook: Primary
i
the President.

After approval of@olig#gy and procedures that fall within Faculty Council’s areas of
responsibility, the docurgents should be integrated into the university’s online policy and
procedures manual. WWTile the President and the Board of Trustees have authority to reverse

faculty decisions that fall within areas of primary faculty responsibility, the university expects
that they would do so only in exceptional circumstances and would communicate the reasons to
the faculty.

6.10 Establishing a New University Policy

Except with respect to the establishment of academic policies under Faculty Council authority,
the Office of the Secretary coordinates the establishment, archiving, revision, approval, and
publication of all university policies and procedures.

Details on academic policy and process appear on the University Policies and Procedures web
site.

12
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