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Chapter 7. Faculty Personnel Policies 

 

Approved by Academic Council on December 13, 2001, Administration on April 24, 2002, 

Faculty on May 10, 2002; Amendments to 7.4 approved by Academic Council and 

Administration Spring 2004 

 

7.1 Types of Faculty Appointments  

 

7.1.1 Faculty Ranks 

Approved by Academic Council, Faculty, Administration  

 

The faculty ranks at the University are professor, associate professor, assistant professor, 

instructor, and lecturer defined in section 7.3.1. Professional librarians on the Stockton campus 

are assigned academic ranks.  

 

7.1.2 Appointment with Tenure 

Approved by Academic Council, Faculty, Administration  

 

An appointment with tenure is an appointment without limit of time. This appointment continues 

until the earliest of the following dates: date of resignation, date of retirement from the Faculty 

of the University; or date of termination of appointment with tenure which has occurred in 

accordance with the written policies of the University as set forth in the Faculty Handbook. The 

faculty ranks which are eligible for appointment with tenure are professor, associate professor, 

and assistant professor.  

 

An appointment with tenure may be made only by written decision of the President, which shall 

be transmitted by the Provost to the faculty member. An appointment with tenure may not be 

acquired by any other means, such as length of service to the University. The terms and 

conditions of appointment with tenure are stated in the Faculty Handbook and in any additional 

written notices from the Provost of the University, or the Provost’s designee, stating special 

terms of the appointment.  

 

When termination of appointment with tenure occurs in accordance with the written policies of 

the University as set forth in the Faculty Handbook, written notice executed and dated by the 

President shall be given to the faculty member. The termination is not effective prior to report to 

the Board of Regents.  

 

7.1.3 Joint Appointments and Affiliations 

Approved by Academic Council, Administration  

 

Joint appointments and affiliations are granted for the enrichment of academic programs.  

 

A joint appointment is an appointment to two units of the University in which the faculty 

member is recognized to have full faculty status in those units with all the rights and 

responsibilities pertaining to such status (subject to the provisions relating to voting).  
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A faculty member in a unit may have an affiliation appointment to another unit. The faculty 

member has full rights and responsibilities in his or her primary unit and participates in the other 

program in a restricted, specialized, or temporary manner. The affiliation should not require the 

faculty member to regularly attend meetings or to participate in the full range of administrative 

and governance functions of that unit.  

 

7.1.4 Clinical Appointments 

Approved by Academic Council, Administration, Revised by Academic Council on January 26, 

2017 and Administration on February 14, 2017 

 

Clinical appointments are made upon the recommendation of the department faculty where 

appropriate to an academic program. The clinical appointment is a non-tenurable appointment. 

Units desiring to use these appointments should define guidelines for clinical positions and 

present the proposed guidelines to Professional Relations Committee and then to the Academic 

Council for consideration and recommendation to the University Administration. Guidelines 

should include the definition of the position, and procedures for evaluation and promotion in 

rank. A prefix such as “clinical”, or suffix such as “of Practice”, or other appropriate prefix or 

suffix, will be designated for these appointments, full-time or part-time.  

 

7.1.5 Adjunct Appointments 

Approved by Academic Council, Administration  

 

An adjunct appointment is one which formally recognizes the services to the University of 

persons of high professional standing in the community who may have no other official ties to 

the University. Generally such an appointment will be made of individuals who have expressed 

willingness to assume some responsibilities relating to the training of graduate and professional 

students registered at the University. By reason of this formal appointment, they become eligible 

to serve on thesis and dissertation committees, attend departmental staff meetings, and have 

access to the library.  

 

Adjunct appointments are made on an annual basis only with annual review and renewal. These 

appointments carry no commitment by the University of the Pacific for financial compensation 

or fringe benefits. From time to time persons with adjunct appointments may be invited to teach 

specific courses or assume administrative functions for which they are qualified, in which case 

they may be compensated.  

 

Adjunct appointments are made by the Provost, or the Provost’s designee, on the 

recommendation of the dean and an appropriate faculty committee in the school or college in 

which the appointment is to be made. Academic rank of adjunct appointment should be 

consistent with unit guidelines for other academic appointments.  

 

7.1.6 Part-Time Faculty 

Approved by Academic Council, Administration  
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Part-time faculty are appointed as needed by each unit and considered as less than full time 

annual appointment as specified by each unit. Part time is determined by the unit based on a 

comparison to year-long appointments. Time of service on a part-time appointment may not 

accrue to time for appointment with tenure.  

 

7.1.7 Visiting Faculty 

Approved by Academic Council, Administration  

Visiting faculty appointments are made by the Provost, or designee, on the recommendation of 

the dean and an appropriate faculty committee in the school or college in which the appointment 

is to be made. These appointments are normally one academic year in length.  

 

7.1.8 Emeritus Status 

Approved by Academic Council, Administration, Revised and approved by Academic Council 

on April 13, 2017 and the Administration on May 10, 2017 

 

Tenured full and associate professors who have served the University for ten years or more or 

have joined the University late in a distinguished career and have served the University for five 

years or more may, upon retirement, be designated Emeritus or Emerita by the President of the 

University upon the recommendation of the appropriate dean and with the concurrence of the 

Academic Council and the Provost.  

 

Non-tenured faculty from schools with analogous promoted ranks, who have served the 

University for ten years of full time service or more, may, upon retirement, be designated 

Emeritus or Emerita by the President of the University upon the recommendation of the 

appropriate dean and with the concurrence of the Academic Council and the Provost. 

 

Deans and other senior administrative officers of the University who have served with distinction 

for ten or more years may, upon retirement, be designated Emeritus or Emerita by the President 

upon the recommendation of the Provost.  

 

Normally, the term "senior administrative officer of the University” refers to those senior 

administrative officers who serve in the academic sector of the University and report directly to 

the Provost.  

 

The formal conferring of Emeritus or Emerita status will normally occur at graduation 

ceremonies.  

 

All persons, upon designation as Emeritus or Emerita, as above, automatically become members 

of the University of the Pacific Emeriti Society (see section 8.13 for Emeriti Society 

information)  

 

7.1.9 Endowed Chair and Endowed Professor Positions 

Approved by Administration on December, 1997; Academic Council on May 11, 2006, Revised 

by Academic Council on May 11, 2017 and Administration on June 20, 2017 
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Endowed faculty positions are an attractive means to draw distinguished teacher-scholars to the 

University and to recognize distinguished members of current faculty.  

 

Criteria for candidates for endowed chair and endowed professor positions include: 

  

1. Distinguished contributions in teaching, scholarship, and service in the field designated 

by the endowed position.  

2. Normally the rank of Professor and, if an internal appointment, with tenure. 

 

The term for an endowed position should be for a period of up to five years, to be determined by 

the dean in consultation with the Provost. Appointees may be re-nominated for the position and 

may be reappointed.  

 

The appointment to endowed faculty positions of candidates who are not currently serving at the 

University will be made by the President upon the recommendation of the Dean of the unit, in 

consultation with the Provost, following normal procedures for faculty recruitment (Section 7.2).  

 

In cases where the University decides to make an internal appointment for a faculty endowed 

chair or endowed professor position, the nomination and recommendation process will be 

conducted as follows: 

 

1. The University Promotions and Tenure Committee plus two additional faculty members 

will serve as a review committee.  

 

a. The Provost will appoint to the review committee a senior faculty member from 

the unit of the endowed appointment who has been jointly nominated by the chair 

of the department and dean of the school/college.  

b. The Provost will appoint to the review committee an incumbent in an endowed 

faculty chair or professorship. 

 

2. The review committee will receive nominations for the endowed position from the full-

time faculty of the appropriate department or school, together with supporting materials 

and letters of recommendation from the department chair (if applicable) and dean of the 

college. (a unit may choose to form a unit committee to review nominations and make 

recommendations to the dean.) The University review panel will then make a 

recommendation for appointment to the Provost, who will consult with the dean of the 

unit and recommend to the President for appointment.  

 

3. The appointee to the endowed position should receive an annual stipend from spendable 

endowment earnings for research/creative activity and program expenses, designated and 

documented by the appointee. There may or may not be an annual salary supplement for 

the appointee.  

 

In the fall of the fifth year of an appointment of an endowed professorship or endowed chair 

a thorough review will be conducted. The individual holding the chair/professorship will be 

notified of the review in writing prior to the end of the spring semester preceding the review. 
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The process for review will be defined by each unit and in accordance with any stipulations 

that may exist for the position. If the endowment calls for the position to be opened for 

nominations the procedure for initial appointment will be followed. The incumbent faculty 

member will prepare a dossier/report of their activities during appointment. This will include, 

but not be limited to, teaching, scholarship, service and any activities specifically defined by 

the terms of the endowed appointment. The portfolio will be reviewed for continued 

distinguished contributions in teaching, scholarship, and service in the field as designated by 

the endowed position. A unit may choose to form a unit committee to review and make 

recommendations to the dean. The dean will make a recommendation to the Provost. The 

Provost will make a final recommendation on reappointment to the President. A denial of 

reappointment to an endowed position does not affect the faculty member’s tenure status. If a 

reappointment is denied the position will be opened for nominations.  

 

7.2 Faculty Recruitment 

Approved by Academic Council, Administration  

 

7.2.1 Authorization to Recruit 

Approved by Academic Council, Administration  

 

Authorization to institute all faculty recruitment in the University of the Pacific is granted by the 

Provost or designee. No faculty position in the University of the Pacific may be filled without 

justification of student or program needs approved by the dean and the Provost.  

 

The recruitment of faculty is undertaken by the members of the faculty in consultation with the 

dean of the school or college. The dean is responsible for assuring that the process of recruitment 

conforms to the procedures of this Handbook. Because the programs of each of the schools and 

colleges of the University depend upon one another, the recruitment process must be a 

cooperative one in which the needs of the entire University are considered.  

 

The University of the Pacific has developed a Diversity Hiring Plan to aid in the diversification 

of its faculty in order to enhance the intellectual, cultural, and social fabric of its academic 

community. The University focuses energy and resources on the recruitment and employment of 

faculty who are both the best qualified available candidates and are from under-represented 

groups that are designated in the Diversity Hiring Plan as target recruitment goals. The current 

Faculty Diversity Hiring Plan is available from the Office of the Provost.  

 

7.2.2 Search Committee 

Approved by Academic Council, Administration  

 

The Dean forms a Search Committee in consultation with faculty for full time tenure-track 

positions. The Committee must involve students, undergraduate and/or graduate, depending on 

the nature of the position being filled, as well as faculty from other schools and colleges, when 

appropriate. The following are among the responsibilities of the Search Committee:  
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1. Develop and publish a position description. This should be sent to the Assistant Provost 

for review.  

2. The position description must be advertised in the major professional journal or journals 

of the field in which the position is to be filled and other journals or methods of 

dissemination as appropriate to promote notification to under-represented groups 

designated in the Diversity Hiring Plan. Any position description must include a 

statement reflecting the University's policy of non- discrimination in employment. 

Nominations should be requested from appropriate graduate schools.  

3. The Search Committee must document the attempts to promote notification of the 

vacancy to potential applicants from under-represented groups designated in the Diversity 

Hiring Plan so that efforts to obtain applications from qualified individuals of such 

groups are made. The chair of the Search Committee must prepare a report for the 

appropriate dean in which those efforts are documented. This report must be submitted to 

the dean and the Office of the Provost before invitations to the campus can be authorized.  

4. The Committee must develop selection criteria and procedures for ranking and choosing 

from among qualified candidates in the applicant pool. Prompt responses should be sent 

to all candidates to inform them of their status.  

5. Confidential materials received for recruitment purposes must be maintained in a 

confidential manner until an appropriate time for destruction. For each search, all 

application materials must be retained for five years.  

 

7.2.3 Invitation to Campus 

Approved by Academic Council, Administration  

 

Campus visits by candidates must be approved by the Provost or designee. Candidate expenses 

for approved visitations will be paid by the University.  

 

7.2.4 Evaluation of Candidates 

Approved by Academic Council, Administration  

 

The Search Committee chair is responsible for ensuring a thorough and fair evaluation of each 

candidate. The chair should solicit feedback from all persons who meet with candidate. The 

opinions of all persons who meet with the candidate should be communicated clearly and quickly 

to the chair.  

 

7.2.5 Recommendations for Appointment 

Approved by Academic Council, Administration  

 

The process for faculty recommendation for appointment will be determined by the faculty of the 

unit in which the appointment will occur. The decision as to the appointment of the faculty 

member is made by the Provost or designee after the receipt of the recommendation of the 

faculty and the dean of the unit.  

 

7.2.6 Letters of Appointment 

Approved by Academic Council, Administration  
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The University of the Pacific provides a new appointee a letter of offer of appointment stating 

rank, salary, the amount of prior service, if any, to be counted toward completing the minimum 

time requirements for advancement in rank and/or completing the probationary period before the 

appointee will be eligible for review for an appointment with tenure, and other terms of 

appointment including reference to the terms of the Faculty Handbook. The appointee is asked to 

express agreement to the terms of the offer embodied in the letter of appointment by signing and 

returning a copy of the letter. Credit for prior service, if any, must be specified in the candidate’s 

appointment letter. Any modification, addition or deletion of the terms of the appointment as 

stated in the letter must be agreed upon within the first year of the appointment and evidenced by 

an amendment to the letter executed by the Provost or designee and the faculty member.  

 

7.2.7 Policy Statement on Faculty Background Screenings 
Approved by Academic Council, Administration - Revised December 2008, January 2009, February 

2009, August 2009, September 2009 Reviewed and approved by Academic Council on September 10, 

2009. Issued January 2010. 

 

Purpose 

University of the Pacific has created a background screening process that is conducted to 

promote a safe work environment, to advance the mission of the University, and to protect our 

University's most important assets: the people we serve and the people with whom we serve. It 

assists hiring authorities in making prudent employment decisions based upon more 

comprehensive job-related information. Pacific will not employ individuals with prior criminal 

convictions who, in the judgment of the University, pose an unacceptable risk to the University 

or its employees, students, and visitors. Nor will Pacific employ individuals who misrepresent 

their identity through falsified social security numbers, work-related credentials, or any other 

material information. This policy establishes procedures for carrying out background screenings 

for prospective faculty employees. 

 

Functional Responsibility 

Once the appropriate Search Committee Chair or Dean has selected the eligible faculty 

candidate(s), it is the responsibility of the Human Resources Administrator to: 

 

 Initiate a background screening immediately after a faculty candidate for employment has 

been notified that he/she is a finalist for an authorized faculty position. 

 Report to the appropriate Search Committee Chair and hiring Dean the outcome of the 

findings about the eligibility for employment of the faculty candidate finalist based on the 

results of background screening and the criteria set forth in the Policy.  

 

Policy 

All faculty finalist candidates for employment with the University must authorize the completion 

of a lawful background screening consistent with this Policy by signing the appropriate 

authorization forms for a background screening as part of the hiring process. 

 The University will not request (or use) information on arrests or detentions that did not 

result in a criminal conviction. 

 The University will not request (or use) information on referrals to, or participation in, 

any pre-trial or post-trial diversion program. 
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Note: The University may request (or use) a portion of this information in hiring for 

faculty positions that will work at the University health care facilities. 

 

The University shall not take any adverse action based upon: 

 an arrest or detention that did not result in a conviction. 

 a conviction for which the record has been ordered expunged by the court. 

 an arrest for which pre-trial diversion has been completed. 

 a misdemeanor conviction for political activities. 

 convictions that are more than two years old (under certain penal statutes) for possession 

of marijuana, possession of paraphernalia for using marijuana, and presence in location 

where marijuana is being used. 

 

Among other circumstances, of information revealed by the background screening report, 

generally a candidate will not be recommended for employment when: 

 Background screening shows a sexual offender conviction record. 

 Background screening shows a felony conviction record. 

 Background screening reveals what, in the judgment of the University, is material 

information that was not disclosed, improperly disclosed, or misrepresented on the 

candidate's vitae, background screening release form, or in other materials filed by or 

presented by the applicant. 

 

Scope 

Except as otherwise provided for in this Policy, a background screening finding of a criminal 

conviction will not automatically disqualify a candidate for employment at Pacific. However, the 

University may take such a finding of criminal conviction, and its circumstances as perceived by 

the University, into account in making a decision of employment when the faculty 

responsibilities and the surrounding circumstances and conditions of their discharge, in the 

University's view, warrant a decision not to hire that candidate. 

 

An offer of employment is contingent upon: 

 

 Degree/Credential/License - Verification, to the satisfaction of the University, for 

positions requiring a degree or professional certification/license and in cases where the 

employment decision will be based on the completion of specific academic work. 

 Sex Offender/Criminal Conviction Record - Check, to the satisfaction of the University, 

for all faculty positions and all faculty candidates. 

 Social Security Number - Verification. 

 For positions with driving requirements as specified in the job description, verify a valid 

United States driver's license and the candidate's ability to be insured under Pacific's 

insurance carrier. 

 

Felony or Sexual Offender Finding: 

If a candidate's background screening results indicate a felony or sexual offender conviction, 

Human Resources may, subject to the provisions of the Policy, make a negative recommendation 

regarding the candidate's eligibility for employment. 
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Misdemeanor Finding: 

If a candidate's background screening results indicate a misdemeanor finding, Human Resources 

will review the offense against the job-related responsibilities and make a recommendation for 

the University of its impact on suitability for employment. 

 

Improper Credentials Finding: 

If a candidate's background screening results indicate any material information that was not 

disclosed by the candidate or any improper or falsification of license and/or academic 

credentials, Human Resources may disqualify the candidate's eligibility for employment.  

 

Search Committees and Deans will not receive a copy of any candidate's report. They will be 

given a recommendation regarding the candidate's eligibility for employment. 

 

An offer of employment made before the initiation and/or completion of a background screening 

process is conditional upon the completion of the process and a determination of eligibility by 

the Human Resources Administrator for employment. 

 

No conditional offer of employment may be made unconditional, nor may any candidate go on 

the University payroll or begin work of any sort until all appropriate background screenings have 

been completed and eligibility for employment is determined and approved by Human 

Resources. 

 

Existing faculty will not be subject to a background screening unless the faculty member 

transfers to an administrative position. At which time, such screening will be required if not 

previously completed. Faculty being promoted within faculty ranks will not be required to 

complete a background screening. 

 

Human Resources will maintain copies of the release authorization forms and results as required 

by law. They will be kept as legally required in a separate, locked file apart from personnel files. 

 

Background screening results SHALL NOT be part of the faculty's personnel file. 

 

Procedure 

 All faculty candidates identified by the appropriate search committee as finalists for a 

position must sign and return a Release and Authorization form to Human Resources 

authorizing a background screening investigation mandated under this Policy. The form 

will be made available to eligible candidates by Human Resources. Application materials 

for faculty positions will indicate the finalists for a position must sign and return to 

Human Resources a Release and Authorization form authorizing a background screening 

investigation mandated under this Policy in order to be further considered for 

employment. 

 Human Resources will authorize a non-University entity specializing in lawful 

background screening to conduct any background screening required under this Policy. 

The average response time is a minimum of two to four days. 

 The Human Resources Administrator will report to the Search Committee Chair and 

hiring Dean in writing concerning the candidate's eligibility for employment. 
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 Prior to taking any adverse employment action based in whole or in part on the results of 

the background screening, the candidate will be notified by the vendor of screening 

results. The applicant will have ten days to respond to the adverse finding and will work 

directly with the vendor. (These could include items that the candidate believes should be 

removed from the report or items that were incorrectly posted to the applicant's record. 

 Final eligibility for hire will be authorized by the Provost or his designee(s) (Deans on 

the two satellite campuses) 

 

Appeal Process 

Determinations of ineligibility may be appealed by the candidate of the Search Committee Chair 

and hiring Dean by writing to the Provost or designee within ten (10) days of notice of such 

decision with information that is relevant to the appeal. The Provost shall consult with the 

Director or Assistant Vice President of Human Resources to make the final decision on the 

appeal. 

 

7.3  Minimum Requirements for Appointment and/or Promotion 

Approved by Academic Council, Faculty, Administration  

 

The following minimum requirements are necessary but not sufficient causes for promotion. In 

order to qualify for appointment or promotion, a faculty member must meet minimum 

requirements and, in addition, must also demonstrate, in the judgment of the faculty, the dean, 

and the Provost, achievements as specified in Section 7.4 and in the evaluation criteria and 

procedures of the school, college, or library in which the faculty member holds an appointment.  

 

7.3.1 Minimum Academic Requirements for Appointment to Academic Rank 

in the University 

 

Approved by Academic Council, Faculty, Administration1 

 

Instructor. A master's degree or its equivalent in the field of specialization and promise of 

teaching success and of scholarly or artistic achievements; a candidate without a master's degree 

must have equivalent educational or professional experience in the appropriate area of 

instructional responsibility, and the recommendation for appointment must contain a statement of 

this equivalence. The rank of Instructor is not a tenure eligible appointment.  

 

Assistant Professor. An earned doctorate or terminal degree in the field of specialization, 

demonstrated potential for sustained high quality teaching in the field of academic responsibility, 

and potential for sustained high quality scholarly or artistic achievements in the field of academic 

appointment, and an expectation for contributions to University and professional service 

appropriate to the mission of the department and academic unit. A candidate without an earned 

doctorate or terminal degree must have equivalent educational or professional experience in the 

                                            
 
 
1 At the McGeorge School of Law of the University of the Pacific the minimum degree requirement for 
appointment to any of the academic ranks is a J.D. degree or its equivalent. 
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area of instructional responsibility, and the recommendation for appointment or promotion must 

contain a statement of this equivalence.  

 

Associate Professor. An earned doctorate or terminal degree in the field of specialization, a 

sustained record, taking into account growth and development, of high quality teaching and high 

quality scholarly or artistic achievements in the field of academic appointment, and appropriate 

University and professional service. A candidate without an earned doctorate or terminal degree 

must have equivalent educational or professional experience in the area of instructional 

responsibility, and the recommendation for appointment or promotion must contain a statement 

of this equivalence.  

 

Professor. An earned doctorate or terminal degree in the field of specialization, a continued 

record of high quality teaching and high quality scholarly or artistic achievements in the field of 

academic appointment and substantial contributions and leadership in University and/or 

professional service. A candidate without an earned doctorate or terminal degree must have 

equivalent educational or professional experience in the area of instructional responsibility, and 

the recommendation for appointment or promotion must contain a statement of this equivalence.  

 

Lecturer. Approved as 4.3.4 Academic Council, Faculty, Administration 90-91 A candidate for 

lecturer shall have the special experience, skill, or training to meet an instructional need of the 

University. The candidate need not satisfy minimum requirements for appointment to the faculty 

of the University listed above, but written justification of the appointment shall accompany the 

dean's recommendation to the Provost. While holding an appointment as a lecturer no person 

shall be eligible for tenure, nor shall service in this appointment be counted toward meeting 

minimum time requirements for promotion and/or the probationary period for tenure. Each 

appointment as a lecturer in the University will be for a specific period of time. A review of each 

such appointment will be conducted consistent with the University guidelines for faculty 

evaluation before a renewed appointment is proffered. The rank of Lecturer is not a tenure 

eligible appointment.  

 

7.3.2  Minimum Length of Service for Promotion 

 

Approved by Academic Council, Faculty, Administration  

 

Instructor to Assistant Professor. No minimum length of service is required. Normally, 

promotion occurs following completion of the doctorate.  

 

Assistant Professor to Associate Professor.2 Normally, at least six years of full-time four year 

college or University teaching, including years of prior service identified in the initial letter of 

appointment and three or more years of service at this University. Normally, apart from other 

necessary criteria for promotion, the minimum time a faculty member shall have been in rank 

before becoming eligible for promotion shall be five years.  

                                            
 
 
2 At the McGeorge School of Law of the University of the Pacific the minimum length of service required 
for advancement from both assistant and associate ranks is normally three years. 
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Associate Professor to Professor. Normally, at least ten years of full-time four year college or 

University teaching, including years of prior service identified in the initial letter of appointment 

and three or more years of service at this University. Normally, apart from other necessary 

criteria for promotion, the minimum time a faculty member shall have been in rank before 

becoming eligible for promotion shall be five years. 

 

7.3.3  Minimum Requirements for Evaluation for Appointment with Tenure 

Approved by Academic Council, Faculty, Administration, Revised and approved by Academic 

Council and Administration on May 13, 2010 

 

A candidate for tenure must hold the rank of assistant professor or higher, and must have an 

earned doctorate or terminal degree in the field of specialization, and taking into account growth 

and development, a sustained record of high quality teaching in the areas of academic 

responsibility, and, in the judgment of the faculty, the dean, and the Provost, a sustained record 

of high quality scholarly or artistic achievements in the field of academic appointment. A 

candidate without an earned doctorate or terminal degree must have equivalent educational or 

professional experience in the area of instructional responsibility, and the recommendation for 

tenure must contain a statement of this equivalence. Unless prior written exception has been 

granted by the Provost, a candidate must have taught for a probationary period of at least six full-

time years in one or more accredited four year colleges or universities, with four of these at the 

University of the Pacific. An appointment with tenure cannot be acquired on the basis of years of 

service alone.  

 

7.3.4  Evaluation of Prior Service 

Approved by Academic Council, Faculty, Administration  

 

Each faculty member's initial letter of appointment must identify full-time prior professional 

service and/or teaching experience at an accredited institution of higher learning, if any, which 

have been approved as counting toward meeting minimum time requirements for promotion 

and/or the probationary period for tenure. After consultation with the candidate, the dean should 

recommend how much service and/or experience to count to the Provost, who will make the final 

determination. The letter of appointment will also indicate the year in which the first peer 

evaluation will occur.  

 

7.3.5  Limitation on Time in the Rank of Instructor 

Approved by Academic Council, Faculty, Administration  

 

No one may hold the rank of instructor on a full-time continuous appointment for more than 

three years, or for more than two years with one or more years of prior full-time four year 

college or University teaching experience. An instructor must either be considered for promotion 

to assistant professor or be informed at the appropriate time (see Section 7.9.1) that 

reappointment will not occur.  

 

7.3.6  Exceptions to Minimum Service and Probation Requirements 

Approved by Academic Council, Faculty, Administration  
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In exceptional cases, the University's interests may best be served by reducing the minimum 

length of service for promotion and/or the probationary period for tenure. It is appropriate for the 

Provost to determine such exceptions recommended by the dean, but the evaluation process for 

promotion, tenure, or appointment should otherwise conform with the criteria and procedures 

described in this manual.  

 

Time on Faculty Administrative Leaves (see Section 8.7 Faculty Administrative Leaves) is to be 

excluded in calculating length of service for promotion and/or the probationary period for tenure.  

 

7.3.7  Administrators with Faculty Status 

 Approved by Academic Council, Faculty, Administration  

 

Academic administrators holding faculty rank shall normally be evaluated according to the 

process for Evaluation of Academic Administrators (see Section 4.7). The evaluation process for 

all decisions that determine or would alter their faculty status with respect to faculty 

appointment, rank, and tenure, however, must conform with the criteria and procedures described 

in this Handbook.  

 

7.4 Process for Promotion and Appointment with Tenure 

Approved by Academic Council, Faculty, Administration  

 

The process for promotion and appointment depends on a careful evaluation by a peer committee 

of all evidence deemed appropriate for consideration at the time the evaluation report is written. 

Subsequent recommendations by the department chair, dean or Provost should be based only on 

this body of evidence.  

 

In order to be considered, additional evidence, that becomes available after the evaluation report 

is submitted, must be reviewed by the evaluation committee to determine if the evaluation report 

should be amended. The revision of the report must be done expeditiously so that the Promotions 

and Tenure Committee can act in a timely manner.  

 

The process for promotion and appointment consists of the following stages.  

 

 

7.4.1  Initiation of the Process 

Revised and approved by Academic Council and Administration on May 13, 2010 

 

In accordance with Section 7.5.3, the following procedures apply:  

 

Evaluation for Tenure. Faculty shall be evaluated for tenure in or before the fall of the last 

probationary year. In the spring of each academic year, the dean shall submit to the faculty of the 

department, school, library, or college a list of those within the unit who are due for evaluation 

for tenure in the upcoming academic year. Faculty members may not defer an evaluation for 
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tenure. A faculty member whose application for tenure is denied will be granted a one year 

terminal appointment for the academic year immediately following the decision. 

 

Evaluation for Promotion. Faculty may be evaluated for promotion in the fall of the academic 

year before reaching eligibility. In the spring of each academic year, the dean shall notify each 

faculty member of a school, college, library, or department who will become eligible for 

promotion in the upcoming academic year. Faculty members may consent to or defer evaluation 

for promotion.  

 

7.4.2  Evaluation by Faculty Committee 

 

Evaluation by faculty committee is the second stage of the process. The procedures and criteria 

for evaluation by faculty committee are described in Section 7.5 on faculty evaluation. A copy of 

the evaluation report and the recommendations of the evaluation committee are sent to the dean, 

faculty member and the department chair, if applicable. Faculty members who will also vote on 

the recommendation of the evaluation committee will also be given confidential access to the 

report.  

 

7.4.3 Faculty and Department Chair Recommendations 

 

Schools and colleges must provide a procedure whereby the tenured faculty of the unit can 

indicate whether or not they support the recommendation of the evaluation committee. Such 

procedures should appear in the unit guidelines for promotion and tenure.  

 

After reading the report of the evaluation committee, the tenured faculty of the school, college or 

department, as specified in unit guidelines, shall vote on whether or not to support the 

recommendation of the evaluation committee. This recommendation is reported to the faculty 

member, the department chair, and the dean.  

 

When called for by unit guidelines, the department chair also submits a recommendation to the 

dean and the faculty member.  

 

7.4.4 Dean's Recommendation 

 

Upon receipt of the evaluation report and any other recommendations, the dean shall then add a 

recommendation for action. A copy of this recommendation shall be given to the faculty member 

and the department chair. The dean shall submit the evaluation report and all other 

recommendations to the Provost for review by the Promotions and Tenure Committee.  

 

7.4.5 Recommendation from the Promotions and Tenure Committee 

Approved by Academic Council, Faculty and Administration; Revised and approved by 

Academic Council, Faculty, and Administration on April 9, 2009, Revised and approved by 

Academic Council on on November 10, 2016, Faculty on December 13, 2016 and 

Administration on  June 1, 2017 
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The Promotions and Tenure Committee (the Committee) is responsible for rendering 

recommendations based on approved Department, School, College and University guidelines to 

the Provost and to the President concerning cases of promotion and tenure.  

 

The Committee will receive from the Provost the approved procedures for evaluations from each 

school and college, the list of persons from each unit eligible for consideration in a given year, 

and the recommendations for promotions and tenure from each unit. The Provost is responsible 

for setting the timetable for actions on promotions and tenure in the schools and colleges and the 

Promotions and Tenure Committee.  

 

The Committee will review the actions of each unit to assure conformity to that unit's 

individually adopted procedures and standards and to University-wide procedures and standards. 

In order to maintain consistent standards for promotions and tenure, the Committee may 

recommend changes in such procedures and standards to the individual units and to the 

Professional Relations Committee. If a change in the standards occurs prior to the year of a 

candidate’s tenure and/or promotion review, the decision will be based on the standard at date-

of-hire unless professional accreditation of programs require a prompt change or the candidate 

chooses the new standards. Promotion to full professor review will follow the new standards if 

changes to standards occur outside of the two years prior to the candidates promotion. This 

policy also applies to approved revisions of unit guidelines.  

 

After all approved procedures for evaluation are completed in each school or college in 

accordance with the designated timetables; the Provost will bring to the Committee the 

recommendations from each dean and all supportive materials. The candidates have a right to 

review and respond to all information sent to the Promotions and Tenure Committee. The 

Committee will review each case. The Committee must report all recommendations to the 

Provost.  

The Committee will provide its recommendation as to whether, in its judgment, the standards for 

promotion and appointment with tenure have been satisfied.  

 

If the Committee determines that the evidence provided supports the granting of tenure or 

promotion, it may recommend that promotion or tenure be granted. If the Committee determines 

that:  

 the evaluation committee report is incomplete or does not comply with unit guidelines,  

 the recommendation of the evaluation committee is not supported by the evidence or,  

 the evaluation does not follow University procedures, it shall return the report to the 

forwarding unit for further consideration and/or documentation.  

 

If the evaluation report is returned to the forwarding unit for further consideration by the unit 

evaluation committee, the candidate has the right to review and respond to all information 

resubmitted to the Promotions and Tenure Committee. Any new written evidence of a 

candidate’s performance must be sent to all the parties participating in the review at any time 

prior to the President’s decision. If, after the evaluation report is resubmitted to the Committee, it 

is determined that the standards for promotion and/or appointment with tenure have not been 

met, the Committee may recommend that promotion or tenure not be granted. 
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Should a candidate provide a written request for reasons for denial of tenure and/or promotion, 

the Provost will provide such reasons after consultation with the Promotions and Tenure 

Committee. The candidate may request that the reasons be provided in writing. If so requested, 

the information will be provided in writing.  

 

7.4.6. Provost's Recommendation 

 

After receiving the recommendation of the Promotions and Tenure Committee, the Provost shall 

submit a recommendation to the President as to whether, in the Provost's judgment, the standards 

for promotion or appointment with tenure have been satisfied. The Provost shall also submit to 

the President the report of the evaluation committee and all other recommendations.  

 

7.4.7 Decision of the President 

 

The President holds the authority to grant promotions and to make appointments with tenure. 

The President will review all materials submitted by the Provost, and then make a decision as to 

whether, in the judgment of the President, the standards for promotion and appointment with 

tenure have been satisfied. The decision of the President is reported by the Provost to the faculty 

member by written notice.  

 

7.5 Faculty Evaluation Guidelines 

 

7.5.1 Purpose of Faculty Evaluation 

Approved by Academic Council, Faculty, Administration  

Evaluation should assist the faculty and administration to identify and encourage excellence in 

the faculty. The evaluation report should emphasize a positive approach by confirming areas of 

strong performance, indicating areas where performance is insufficient, and indicating areas 

where improvement should be achieved. A list of weaknesses by itself is insufficient to meet the 

intent of this policy. Further, the report and recommendations should reflect the person's current 

level of performance and note the improvement of prior weaknesses, if any, but should not 

depend or focus on deficiencies which have been consistently resolved in the judgment of the 

faculty. Such a positive approach will provide a basis for the long-term development of the 

faculty.  

 

It is expected that candidates for promotions and tenure will have received timely comment on 

areas of weakness so that the candidate will have had an opportunity to develop a record of 

correction of such weaknesses. Unit guidelines should specify the process for providing timely 

comment and available assistance to candidates. The dean has the responsibility for oversight of 

this process.  

 

Evaluation should determine the extent to which the work of an individual faculty member 

contributes to the mission of the University and the unit(s) of assignment. Therefore, it should be 

based on an explicit statement of expectations within the department, school, library, or college 

concerning the faculty member's workload, and evaluation reports and recommendations should 

follow approved criteria and procedures which specify how the various components of faculty 
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work will be weighed in that unit. While evidence of high quality teaching, scholarly or artistic 

achievements, and relevant professional service must all be present for a favorable evaluation, 

the nature and weighting of these elements may differ from unit to unit because of diverse goals 

and circumstances.  

 

7.5.2 Providing of Reports and Recommendations and Opportunities for 

Response 

 

Approved by Academic Council, Faculty, Administration  

 

The faculty member shall be given a copy of the reports and recommendations of the evaluation 

committee and the department chairperson and shall have an eight day period to forward a 

written response to the department chairperson and/or the committee and the dean. At the faculty 

member's request, this response shall be appended to the report and recommendation which the 

dean sends to the Provost. A copy of the dean's recommendation will also be given to the faculty 

member and department chairperson.  

 

7.5.3 Calendar of Evaluation and Review Dates 

Approved by Academic Council, Faculty, Administration  

 

Annual Review. There will be an annual review of each faculty member's teaching and advising, 

scholarly or artistic achievements, and professional service for the previous year, as well as 

current work and projected activities. This review will follow procedures described in Section 

7.5.5.i and be scheduled so as to affect teaching load assignment and salary recommendations for 

the subsequent academic year. Annual reviews may also provide material to be considered in 

evaluations of tenured faculty and in evaluations for retention, tenure, and promotion.  

 

Evaluation for Reappointment. A recommendation for reappointment of first-year faculty is to 

be submitted to the Provost in February. Second-year faculty are recommended for 

reappointment in November.  

 

The evaluation for retention may be administrative (not a committee evaluation), or it may be a 

peer (committee) evaluation. A peer evaluation for retention must occur at least three years 

before the scheduled tenure evaluation. For faculty credited with prior years of teaching, the 

timing of the first peer evaluation will depend upon the number of years of credited prior service 

specified in the initial letter of appointment.  

 

Combining Evaluations for Tenure and Promotion. Evaluations for tenure and promotion 

should be combined into a single evaluation whenever possible.  

 

Evaluation for Tenure. Faculty shall be evaluated for tenure in or before the fall of the year 

before the last probationary year. In the spring of each academic year, the dean shall submit to 

the faculty of the department, school, library, or college a list of those within the unit who are 

due for evaluation for tenure in the upcoming academic year. Faculty members may not defer an 

evaluation for tenure.  
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Evaluation for Promotion. Faculty may be evaluated for promotion in the fall of the academic 

year before reaching eligibility. In the spring of each academic year, the dean shall notify the 

faculty of the library, department, school, or college who become eligible for promotion in the 

upcoming academic year. Faculty members may consent to or defer evaluation for promotion.  

 

Evaluation of Tenured Faculty. Tenured faculty should be evaluated every fifth year, unless 

there has been an evaluation for promotion or reassignment in the two years prior to when such 

an evaluation would be due. Fifth-year evaluations will employ the same criteria as other 

evaluations. A unit may establish a procedure whereby five annual faculty reviews are so 

structured as to culminate in a fifth-year report. Units that choose this option must furnish details 

in their statement of evaluation criteria and procedures.  

 

7.5.4 Evaluation Criteria 

 

7.5.4.a Evaluation Criteria Defined 

Approved by Academic Council, Faculty, Administration; Revised on April 27, 2006, Approved 

by Administration on June 14, 2006. Academic Council Action, revised on March 20, 2008; 

Revised and approved by Academic Council and Administration on April 9, 2009; revised April 

16, 2014 

 

As a University-wide criterion in evaluations for promotion and appointment with tenure, a 

sustained record demonstrating high quality teaching in the areas of academic responsibility is 

most important. A sustained record demonstrating high quality scholarship or artistic 

achievements in the field of academic appointment is next in importance. Relevant professional 

service is expected of all faculty members. While teaching and scholarship are weighted higher 

in promotion and tenure decisions, University and professional service is required and will be 

evaluated according to unit guidelines and the professorial rank being considered. Evaluation 

should emphasize quality, and quantity shall not be evaluated with an emphasis equivalent to or 

greater than quality. Further, a report of potential for high quality teaching, high quality scholarly 

or artistic achievements, and relevant University and professional service, without a 

demonstration that these elements are present at a level relevant to the evaluation, in the 

judgment of the reviewers, is not sufficient to sustain a favorable recommendation. 

  

Consideration of citizenship in the University is part of the established evaluation areas of 

teaching, scholarship or artistic performance, and service and is not to be evaluated as a separate 

area.  Responsible citizenship consists of attitudes and actions which show respect for one's 

faculty and staff colleagues as well as students and which help other faculty and staff members 

so that as a learning community we further Pacific goals of excellent teaching and advising for 

students, rigorous scholarship, and productive service. Faculty should acknowledge that a 

deficiency in or complete lack of citizenship can directly and negatively impact their 

performance in teaching, scholarship or artistic performance, and service.  

 

Professional disagreements among colleagues are entirely consistent with demonstrating 

university citizenship. However, all faculty members are expected to express those 

disagreements in a professional and respectful manner.  Faculty should not let personal biases 

and/or disagreements impact their department, students, or the University as a whole.  Issues 
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pertaining to citizenship should not be used to discriminate on any basis prohibited by the 

University's Policy on Academic Freedom (Section 3.1) and should not be used to promote 

orthodoxy of opinion on academic matters.  

 

Beyond these broad guidelines, specific evaluation criteria and weighting ranges will be 

determined by the college, schools, and library and set forth in the statements subject to the 

approval of the Academic Council and the approval of the Provost, who will then forward the 

proposed guidelines, decisions, and related information to the President for final approval. The 

Provost and the Academic Council shall strive to provide joint recommendations to the President 

whenever possible, but if disagreement exists separate recommendations and supporting 

information will be provided.  

 

Procedures by which evaluations will be conducted should be set forth in the same statements, as 

indicated in Section 7.5.5.b. Further, statements are expected to evolve; that is, initial unit 

specifications of the characteristics of high quality teaching and scholarly or artistic 

achievements, relevant professional service, and the procedures for evaluating them are 

approximations to be refined and revised on the basis of reflective experience and informed 

review.  

 

Unit guidelines for tenure or promotion evaluations should provide for objective consideration of 

the candidate's record of discharging the obligations of University citizenship in the areas of 

teaching, scholarship or artistic performance, and professional service. In determining specific 

unit evaluation criteria, the following section constitutes a general code or protocol that each unit 

will adapt to its particular situation. Units that currently employ a quantitative measure must 

include of a provision that meeting the quantitative measures is a minimum achievement for 

consideration for promotion and/or tenure but that meeting the department's minimum 

quantitative standards does not entitle the candidate to a positive recommendation, in that high 

quality scholarship and teaching is required in addition to meeting any quantitative requirement. 

 

Teaching. Teaching is primarily an intellectual enterprise; it is not merely the packaging and 

distributing of information. Teachers inspire and motivate their students and convey enthusiasm 

for their subject. Teachers deliberately frame the central questions of a course, establish rules of 

argument and evidence, illustrate connections between and among ideas and observations, 

compare interpretations that give different meanings to information, and design student 

assignments and experiences that inform and shape a critical view of assertions and claims.  

 

Teaching excellence includes: 

 the acquisition and maintenance of substantive expertise in the discipline,  

 the definition and planning of sound instructional objectives, and the assessment of their 

attainment  

 the organization, preparation, and presentation of appropriate instructional material, and 

the fair and accurate evaluation of student achievement  

 the collective responsibility for organization, development and evaluation of the 

academic program  
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Other forms of teaching excellence are also valued and may be demonstrated by direct measures 

or other evidence of: 

 creativity and innovation in teaching and learning 

 teaching enhanced substantially by integrating appropriate technology 

 teaching that is culturally responsive and proficient; 

 Interprofessional and intraprofessional collaboration in teaching and learning  

 teaching that engages community-based (“service”) learning 

 teaching in an international setting 

   participation in the interdisciplinary core of the general education program 

   direction of undergraduate research, graduate research, master's theses and doctoral 

dissertations. 

 

Since good teaching manifestly has disciplinary as well as general characteristics, the criteria 

employed by the department, college, school, or library shall be tailored for the unit. The 

criteria should reflect the unit's particular disciplinary requirements. Each unit's statement of 

criteria and procedures for evaluating teaching will be subject to review and approval at the 

library, school, or college level and at the University level.  

 

Academic advising may be included as part of a faculty member's responsibility. Advising 

new students serves to introduce them to the intellectual nature of the University and assists 

them in making a successful transition to collegiate life and in selecting programs and courses 

that integrate individual needs with academic objectives. Advising majors and students in 

professional schools and programs serves to introduce them to the nature of the disciplines 

and professional life and assists them in the design of their academic programs and the 

selection of and transition to professional careers.  

 

Teaching requires ethically responsible interaction with students, treating students fairly and 

consistently, and respecting their rights and personal privacy. In the exchange of ideas and 

criticisms faculty members show due respect for the opinions of students, faculty and others. 

Citizenship in teaching requires a level of respect toward colleagues such that there is 

constructive interaction between faculty members on matters that would aid the teaching and 

advising of Pacific students. Activities by a faculty member that contribute to better citizenship 

in teaching and advising of students are appropriate for evaluation.  

 

Scholarly and Artistic Achievements. Evaluation of scholarly and artistic achievements should 

emphasize quality, and quantity shall not be evaluated with an emphasis equivalent to or greater 

than quality. Scholarly and artistic achievements include work presented, performed, or exhibited 

for the review of peer professionals. Faculty members are expected to subject their work to the 

judgment of colleagues within the profession. Academic units must clearly define what activities 

constitute scholarly and artistic achievements and how these activities should be evaluated in a 

manner that is consistent with University guidelines.  

 

Scholarly achievements refer to the broad spectrum of faculty work in the scholarship of 

discovery of knowledge, of integration of knowledge, of application of knowledge, and of 

teaching and learning. Typical scholarly achievements include, but are not limited to, writing and 

publishing (in print or electronically) books, chapters in books, monographs, articles in refereed 
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journals, scientific and technical reports, clinical reviews, commissioned book reviews, and 

publications on teaching and learning. In addition, presenting scholarly or pedagogical papers at 

professional meetings, writing and publishing textbooks or other teaching materials, editing 

professional journals, refereeing papers, and submitting major grant proposals may be regarded 

as scholarly achievements.  

 

Artistic achievements include, but are not limited to, music recitals and performances, 

publication or performance of original musical compositions, art work submitted to juried 

exhibitions or selected for gallery presentation, involvement in the technical or creative aspects 

of theatrical and dance productions, or the public reading of one's own prose or poetry. Artistic 

and creative endeavors are subject to review by members of the profession in a manner 

comparable to other types of scholarly activities.  

 

Other examples of scholarly and artistic endeavors may be identified and justified by the 

departments, college, schools, and library; in the Dental School, for example, preparation and 

presentation of table clinics and continuing education, and achieving board certification in a 

dental specialty are regarded as scholarly achievements.  

 

Although quality of the scholarly and artistic achievement should be emphasized over quantity, 

academic units must establish minimum quantitative benchmarks that must be met before 

someone is eligible for consideration for promotion and/or tenure.  It should also be noted, 

however, that meeting the unit’s minimal standards does not entitle the candidate to a positive 

recommendation. 

 

Faculty members are bound by professional ethics in scholarly and artistic endeavors. They 

strive to be objective in their professional judgment of the work of colleagues. In scholarly 

activity, citizenship may involve assisting colleagues with their research and other scholarly 

activities. It consists of attitudes and actions that show respect for the research of one's 

colleagues.  

 

University and Professional Service. Professional service covers contributions to the 

development and maintenance of campus organizational life, campus intellectual life, and service 

related to the faculty member's discipline. Faculty members are expected to accept their share of 

faculty responsibility for the governance of the University commensurate with their rank. 

 

Contributions to campus organizational life might include committee service and various 

organizational activities performed by faculty members, such as serving as an appointed or 

elected representative on department, college, library, and University committees for formulating 

academic policies and conducting University business. It may also include assisting in the 

recruitment of students and such other activities as the school, library, college, or department 

identifies and justifies as appropriate.  

 

Contributions to campus intellectual life might include using one's discipline in co-curricular 

activities, such as presenting lectures to campus groups or organizations, appearing on or running 

radio shows, developing a film series, creating or running special programs, or making artistic 

contributions to campus life.  
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Service related to one's discipline might include a range of activities not normally subjected to 

peer review, as well as service to professional organizations at any level. This might include 

serving on boards, commissions, or advisory groups relating to the faculty member's discipline, 

serving as a discussant at a professional meeting, organizing a session, being a panel member, or 

serving as an officer, board member, or committee member in a professional organization. It 

includes providing professional or expert advice on subjects in one's discipline to governmental 

bodies and media organizations, writing newspaper articles, opinion columns, as well as other 

pieces not subject to peer review, and contributing professional expertise to community activities 

through lecturing and consulting.  

 

Responsible citizenship may involve assisting other faculty members in their service work and is 

to be used in their evaluation. 

 

7.5.4.b Effective Dates for Changes in Evaluation Criteria 

Approved by Academic Council, Provost, Faculty; revised April 16, 2014, Revised and approved 

by Academic Council on November 10, 2016, by the Faculty on December 13, 2016 and by the 

Provost on February 14, 2017   

If a change in the standards occurs prior to the year of a candidate's tenure and/or promotion 

review, the decision will be based on the standard at date-of-hire unless professional 

accreditation of programs require a prompt change or the candidate chooses the new standards. 

Promotion to full professor review will follow the new standards if changes to standards occur 

outside of the two years prior to the candidates promotion to full professor.  This policy also 

applies to approved revisions of unit guidelines. When changes are made either at the University 

level or at the unit level, the unit must assist faculty to make the transition to the new standards 

in an equitable manner.  

7.5.5 Unit Evaluation Guidelines 

Approved by Academic Council, Faculty, Administration  

 

7.5.5.a Adoption of Unit Guidelines 

Approved by Academic Council, Faculty, Administration; revised April 16, 2014 

 

The Dean and the Faculty of each unit shall review, adopt, and publish its evaluation guidelines. 

Adopted unit guidelines will be reviewed by the Professional Relations Committee and acted on 

by the Academic Council and the Provost to ensure conformity to University-wide principles of 

evaluation. The Provost and the Academic Council shall strive to provide joint recommendations 

to the President whenever possible, but if disagreement exists separate recommendations and 

supporting information should be provided. The Provost will forward the proposed unit 

guidelines, decisions, and related information to the President for final action.  

 

The primary responsibility for evaluating faculty performance rests with the unit (library, 

college, school, or department). Evaluations must be performed in an atmosphere of openness 

and fairness. Thus, faculty should be fully aware of all expectations and responsibilities. 
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Ensuring such awareness is a joint responsibility of the faculty member being evaluated and the 

unit governance body that establishes policies for the assignment of teaching load as well as 

expectations regarding scholarly activity and service. All such policies must conform to 

University guidelines stated in Section 7.5.4.  

 

7.5.5.b Providing Written Guidelines 

Approved by Academic Council, Faculty, Administration; revised April 16, 2014 

 

The Dean of each unit will provide its faculty at the time of hire with a copy of the By-Laws of 

the University and a written statement of its unit guidelines including criteria and procedures for 

selecting new faculty, evaluating faculty for retention, promotion, and tenure, conducting annual 

reviews, and evaluating tenured faculty. For each kind of evaluation, the unit guidelines will 

identify:  

 

1. the nature and scope of the evaluation, including whether it will be conducted by an 

administrator, a committee, or by both,  

2. the relative importance within the unit of the criteria for evaluation, as subject to 

University-wide priorities set forth in Section 7.5.4.  

3. the kinds of information deemed most relevant within the unit for the particular 

evaluation,  

4. the sources from which information should be gathered, including how prior evaluations 

will be used, and  

5. methods for gathering information that minimize potential bias and distortion, so as to 

represent accurately the accomplishments of the faculty member.  

 

7.5.5.c Sources of Relevant Information 

Approved by Academic Council, Faculty, Administration; revised April 16, 2014 

 

Unit guidelines should indicate that evaluations for promotion, for appointments with tenure and 

for fifth year evaluations of tenured faculty, will be based on written reports, whenever possible, 

or on interviews from at least the following sources:  

 

1. the faculty member being evaluated; the faculty member should provide a curriculum 

vitae and a report (with supportive materials) of his or her teaching, scholarly activities, 

and professional service. 

2. students (both past and present) and advisees; where feasible, graduates should also be 

consulted. At least one evaluation of each course the faculty member teaches will be 

conducted using a procedure specified by the guidelines.  

3. colleagues of the faculty member, including all members of the department in which the 

faculty member holds an appointment (or all members of the faculty in schools in which 

the faculty make decisions as a committee of the whole).  

4. the Dean of the unit.  

5. at least two external letters evaluating the quality of the candidate’s scholarship and 

contribution to the discipline.  
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7.5.5.c.1 Evaluation of Scholarship and Teaching 

The record of previous peer review relating to scholarly and artistic activity should also be 

included in the dossier considered by the committee. The academic unit shall require (and 

individual candidates may request) two letters of review by peers in related professional areas 

outside the University in evaluations for promotion, tenure, and fifth year evaluations of tenured 

faculty. Unit guidelines should be designed to bring about agreement between the candidate and 

the committee concerning the choice of extramural peers. The candidate should have the 

opportunity to suggest names of such peers and to comment on the suitability of peers proposed 

by the committee. The final decision on the choice of an external peer is to be made by the 

committee. If the reviewer has a relationship with the candidate, an explanation should be 

included in the unit evaluation committee report stating why the reviewer is the most appropriate 

person to review the candidate’s scholarship. 

 

External letters should be requested by the chairperson of the evaluation committee or other 

relevant unit committee or individual, e.g. an evaluation review committee, and selected from a 

list compiled by the Department Chairperson. The candidate should see the list and have the 

opportunity to veto for cause a potential letter writer, but should not know who is ultimately 

requested to write a letter. All letters should be confidential and the candidate should only view 

redacted letters that do not identify the institution or individual who wrote the letter. In the 

dossier, the external evaluation letters should be
 
separated from the other letters of support. 

 

Summary data for all courses evaluated by students during the evaluation period should be 

included in the dossier. The summary of evaluations should compare the candidate’s scores with 

the norms in the unit, if the unit compiles unit norms.  The summary and comparison should be 

completed by a member of the evaluation committee. The candidate’s dossier should also include 

a sample of student evaluations, including student comments. The student evaluation sample of 

courses will be submitted by the evaluation committee for inclusion in the dossier. The sample 

should represent a significant sample of the depth and breadth of the courses taught during the 

evaluation period. 

The Third Year Review shall be included in the candidate’s dossier. 

7.5.5.c.2 Evaluation Committee Reports 

The evaluation committee report should reflect the agreed conclusion of committee members on 

whether the faculty candidate meets the tenure and/or promotion standards for each section; 

teaching, scholarship and service. If the evaluation committee cannot reach agreement on an 

individual section, both the majority and minority views on whether the candidate meets tenure 

and/or promotion should be included in the document. A recommendation from the committee 

does not constitute a vote.  A faculty member should only be allowed to vote once. 

The evaluation committee report should include information that assists the P&T Committee 

members from other disciplines in understanding the discipline evaluation criteria standards. For 

example, in the scholarship section, when relevant, the report should discuss the quality of the 

journals and presses published in, or conferences presented at, and the significance of co-

authorships, including first and last authorships, in the discipline. 

Evaluation committee reports should provide objective evidence of teaching, such as student 
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evaluations and peer review. Evaluation committee reports should clearly state the method of any 

peer teaching evaluation. Units should employ a process that allows peers to base their 

evaluation on direct evidence, e.g. direct observation, review of video of faculty candidates’ 

teaching and/or review of teaching materials rather than hearsay reports from students or other 

colleagues. Generally individual student letters regarding teaching shall not be considered. 

7.5.5.c. 3 Unit Consideration Of Promotion and /or Tenure 

In most instances, a meeting to discuss the dossier and share information prior to taking the 

actual vote of the group is the most effective process. In cases where a group discussion is not 

possible, the unit must determine a process for sharing of opinions and incorporate this into the 

evaluation for Promotion and Tenure. Units should adopt a practice to capture the basis for 

negative and positive votes by eligible unit faculty.  

The department chair should prepare a transmittal memorandum that includes the vote by 

eligible unit faculty and summarizes the basis of majority and any minority views about whether 

the candidate meets the standards for teaching, scholarship and service.  The summary of 

majority and minority opinions should be based on the discussion in the unit meeting or other 

process that the unit employs to gather eligible unit faculty views.  The transmittal memorandum 

should not disclose or be drafted in a way to identify the opinions of individual faculty members. 

The transmittal memorandum should be included in the dossier. 

7.5.5.c.4 Dean’s Letter 

The Dean reviews all the evidence including the Chairperson’s transmittal memorandum and 

writes a letter communicating a recommendation based on an independent review. The letter 

should clearly describe the Dean’s assessment of the candidate’s contribution to the field. 

Additionally, if areas needing improvement were identified in the third-year review, all efforts 

applied to address these should be included. To preserve the independent evaluation required at 

each stage of the tenure and promotion process, the Dean should not be present at the unit level 

discussion meeting. New information not reviewed by the unit evaluation committee shall not be 

included in the Chairperson’s transmittal memorandum or the Dean’s letter. 

The dossier, including the chair’s letter and the evaluation committee report shall be submitted 

electronically to the Provost’s office. 

 

7.5.5.d Administrative Evaluation for Reappointment 

Approved by Academic Council, Faculty, Administration  

 

First year evaluations for reappointment may be conducted by unit administrators utilizing 

sources indicated in Section 7.5.5.c. The second year evaluation for reappointment may be 

conducted by an administrator or by a committee (as indicated in Section 7.5.3), but in either 

case will include substantial input from unit faculty. All other evaluations specified in these 

guidelines, including the pre-tenure review described in Section 7.5.3 above, will be peer 

reviews.  

 

7.5.5.e Evaluation by Committee 

Approved by Academic Council, Faculty, Administration  

 



 

201 

Faculty Handbook October 1, 2019 

Unit guidelines will include a procedure for the selection of evaluation committees. The 

chairperson of the evaluation committee will be determined by the committee. Those 

departmental chairpersons or others who voluntarily or by request submit separate evaluation 

reports at any time to the Provost shall not be members of the evaluation committee. The dean 

will not be a member of an evaluation committee. A unit may adopt procedures to use one 

central evaluation committee in applying the approved guidelines to more than one candidate.  

 

Evaluation for Reappointment. An evaluation committee for reappointment should normally 

include at least the following voting members:  

 

A peer (tenured, if possible) of the faculty member, preferably from within the faculty member's 

professional specialty area.  

 

Another faculty member (tenured, if possible) from the evaluated faculty member's department, 

school or college or from the library.  

 

A student of the faculty member if one is available, otherwise a student from the academic unit.  

 

Evaluation for Promotion and/or Tenure. In addition to the members listed above for retention 

committee evaluations, an evaluation committee for promotion and/or tenure should normally 

also include a tenured faculty member from outside the department, school, library, or college of 

the faculty member being evaluated.  

 

7.5.5.f Challenging of Members 

Approved by Academic Council, Faculty, Administration  

 

Unit guidelines should provide a procedure whereby a faculty member being evaluated may, in a 

timely manner, challenge the members chosen for the evaluation committee, including a standing 

evaluation committee. Guidelines of the unit should specify procedures for handling a challenge 

to committee membership. In the absence of unit guidelines, the dean, after reviewing the 

challenge to committee membership, shall determine the outcome of the challenge.  

 

7.5.5.g Conveying Reports to Faculty Being Evaluated 

Approved by Academic Council, Faculty, Administration  

Unit guidelines should indicate a procedure and time-line for conveying evaluation committee 

reports and recommendations to the person being evaluated (see Section 7.5.2).  

 

 

7.5.5.h Dissenting Recommendations 

Approved by Academic Council, Faculty, Administration  

 

In case the dean does not agree with the recommendation of the evaluation committee, unit 

guidelines should provide that the dean's reasons also be conveyed in writing to the faculty 

member being evaluated.  
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7.5.5.i Annual Review 

Approved by Academic Council, Faculty, Administration  

 

Unit guidelines should provide that each faculty member will have an annual review to evaluate 

work done in the previous year and to formulate a plan for the coming year. The review will be 

conducted by the dean or the dean's administrative designate (e.g., the department chairperson). 

To facilitate the review, the faculty member will prepare a brief Report of Activities and Plan. 

Each unit will develop a format for the report and plan which addresses the areas of teaching, 

scholarly and artistic endeavors, and professional service. Opportunities and emergencies arise 

which cause a faculty member to change plans. When this occurs, the faculty member should 

discuss any major changes with the appropriate administrative officer and document them for 

inclusion in the following year's annual report.  

 

7.5.5.j Selecting New Faculty 

Approved by Academic Council, Faculty, Administration  

 

Unit guidelines should include a process for establishing search committees for new tenure-track 

faculty members that is in conformity with Section 7.2 Faculty Recruitment.  

 

7.6 Faculty Compensation Policy 

Approved by Academic Council, Faculty, Administration  

 

7.6.1 General Compensation Policy 

Approved by Academic Council, Faculty, Administration  

 

Funds for faculty compensation, as part of the University's budget, are allocated by the Board of 

Regents, acting on the recommendation of the President. The Provost, with advice from the 

Institutional Priorities Committee and the Council of Deans; and the Academic Council, with 

advice from the Faculty Compensation Committee, will provide the President with information 

and recommendations concerning long-term faculty salary goals, annual increases, and overall 

compensation policy. The Provost and the Academic Council shall strive to provide joint 

recommendations to the President whenever possible, but if disagreement exists separate 

recommendations and supporting information should be provided. The President will set 

compensation policy.  

 

7.6.2 Unit Salary Policy 

Approved by Academic Council, Faculty, Administration  

 

Each Academic unit will, in keeping with its mission, develop a policy for recommending annual 

adjustments to individual faculty salaries on a basis that is consistent with overall University 

guidelines. Unit faculty, deans, the Academic Council, and the Provost should work closely with 

each other at all stages in an attempt to reach mutually agreeable guidelines.  

Within each academic unit the faculty and dean will develop a policy including criteria and 

procedures for recommending annual adjustment to individual faculty salaries on the basis of 

factors referred to in Section 7.6.1 and 7.6.3. The dean of each unit shall review the proposed 

policy and forward it along with recommendations to the Academic Council and the Provost. 
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The Provost and the Council will review the proposal in terms of conformance with University 

guidelines, recommend approval or suggest changes, and forward all information to the 

President. Although all parties will attempt to reach mutually agreeable recommendations, 

separate recommendations and supporting information will be forwarded to the President if such 

agreement is not attained and the President will determine the policy.  

 

7.6.3 Annual Adjustments 

Approved by Academic Council, Faculty, Administration  

 

Annual adjustments to faculty salaries will take into account such factors as changes in the cost-

of-living, merit, market considerations, and inappropriate wage differentials; furthermore, 

recommendations for adjustment of individual faculty salaries will reflect the results of annual 

reviews and other evaluations referred to in Sections 7.4, 7.5 and  

7.5.5. Deans of the academic units will recommend individual salary adjustments to the Provost.  

 

Once a recommendation has been approved, the dean or designate (such as the department 

chairperson) will write to the faculty member, stating the amount, basis and components of the 

recommended adjustment. The faculty member may request further clarification and 

reconsideration of the recommendation.  

 

Normally, annual adjustments are added to base salary and are therefore taken into consideration 

when new salaries are proposed for the following year. Any component of a faculty member's 

compensation which is not part of base salary (such as stipends for department chairs, program 

directors, or other special assignments) should be clearly identified as such.  

 

7.6.4 Non-University and Concurrent Employment 

Approved by Academic Council, Administration  

 

The University generally permits full-time faculty members to engage in non-University 

professional activities, including private practice, consultation, and the like, up to a maximum of 

one day per week. (See 3.9 Conflict of Interest and Conflict of Commitment.) The University 

reserves the right to further limit regular and continuing outside employment on an individual 

basis if, in the judgment of the administration, it interferes with the faculty member's ability to 

fulfill University responsibilities. The dean of the school or college has the authority to annually 

review all such activities and to request that faculty members, in a timely manner, provide 

information requested by the dean about such non-University professional activities.  

 

Concurrent teaching by full-time faculty at other academic institutions is discouraged and may 

be undertaken only with the written approval of both the dean of the school or college in which 

the faculty member holds an appointment and the Provost. A request for approval should be 

submitted to the dean prior to making a commitment to such teaching.  

 

7.7 Joint Appointment and Affiliation 

Approved by Academic Council, Administration  
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For the enrichment of academic programs, the full utilization of faculty resources and the 

effective coordination of academic planning, the University requires alternative forms of faculty 

appointment. A faculty member in one unit may be called upon to teach in another unit on a 

temporary or permanent basis, under a variety of circumstances. Accordingly, two additional 

modes of appointment, called affiliation and joint appointments, are provided.  

 

7.7.1 Affiliation 

Approved by Academic Council, Administration, Revised and approved by Academic Council 

and Administration October, 2018 

 

A faculty member holding an appointment in one unit is said to have an affiliation with another 

unit when the faculty member's participation in a particular program is restricted, specialized, or 

temporary in nature. Affiliation should not be in place of joint appointment where the criteria for 

joint appointments are met.  

 

A faculty member affiliated with a department or unit should be regularly informed of the 

schedule and agenda of meetings of that unit; should participate in the discussion of issues before 

that unit; and should be consulted on all matters before the unit directly affecting the faculty 

member's responsibilities in that unit. However, the faculty member should not be required to 

attend meetings regularly or to participate in the full range of administrative/governance 

functions of that unit.  

 

The distribution of the faculty member's responsibilities in the two units may vary from year to 

year. The faculty member's salary shall be allocated to the two units in proportion to the person's 

responsibilities in each unit each year.  

 

7.7.2 Joint Appointment 

Approved by Academic Council, Administration  

 

A faculty member holding a joint appointment in two units is recognized to have full faculty 

status in those units with all the rights and responsibilities pertaining to such status (subject to the 

provisions relating to voting). Joint appointment reflects the scope of the faculty member's 

professional training and interests and the person's long-term responsibilities to the University.  

 

One of the units shall be designated the unit of primary appointment. Normally, the faculty 

member carries the greater set of responsibilities in the unit of primary appointment. However, 

the distribution of responsibility may vary from year to year, and in special circumstances the 

smaller part may be in the primary unit. The faculty member's salary shall be allocated in 

proportion to the person's responsibilities in each unit, each year.  

 

For purposes of University-wide governance, including representation on Academic Council and 

University-wide committees, a faculty member holding joint appointment shall be considered to 

belong to the unit of primary appointment.  
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For purposes of school or college governance, a faculty member who normally carries fifty 

percent or more of responsibilities in a school or college shall have the right to vote in elections, 

general faculty meetings, and referenda of that college.  

 

For purposes of departmental governance, where applicable, a faculty member who normally 

carries more than fifty percent of responsibilities in a department shall have the right to vote on 

all matters before the department. A department may agree that faculty members holding a joint 

appointment with a load of fifty percent or less may vote in matters before the department.  The 

rights and responsibilities including voting rights, in each department must be clearly delineated 

at the time of the appointment. The provisions of this paragraph shall apply also to 

interdisciplinary programs.  

 

7.7.3 Procedures and Criteria 

Approved by Academic Council, Administration  

 

A faculty member desiring joint appointment or affiliation with another unit may submit a 

request to the Provost, after consulting with the appropriate chair (where applicable) and dean. 

The faculty member will then be screened by the Provost and the deans concerned to determine 

whose names should be forwarded to the respective units for further consideration. If the name is 

not forwarded for further consideration, the faculty member shall be notified in writing of the 

reasons for this decision.  

 

Any department or college of the University may initiate the process of joint appointment or 

affiliation by submitting the names of faculty members who might be invited to receive joint 

appointment or affiliation. Such invitations should be submitted by the dean for screening by the 

Provost and two deans concerned. If the joint appointment or affiliation is viewed favorably by 

the Provost and the two deans concerned, the Provost should contact the faculty member to 

ascertain interest in such a joint appointment or affiliation.  

 

In screening proposed joint appointments or affiliations, the following criteria should be 

considered: The faculty member's area (s) of formal training; the faculty member's experience in 

teaching and scholarship; additional areas of competence developed in the time subsequent to the 

period of formal training; collateral academic fields in which the faculty member can reasonably 

be expected to contribute; the faculty member's potential for retraining; and the nature of the 

program in the unit(s) of potential joint appointment or affiliation.  

 

In considering joint appointments, careful consideration should be given to the long-term needs 

of the schools or departments involved, and the University as a whole. Joint appointments shall 

not be made for short-term consideration alone, or to improve one program at the cost of another.  

Joint appointments are made by the Provost, acting upon the recommendation of the deans 

concerned and the members of the faculty of the departments or programs concerned. The 

Provost's letter of appointment shall specify the primary unit of appointment, the responsibilities 

of the faculty member in both units, and any understanding or conditions pertaining to the 

appointment, agreed to by all parties.  
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7.7.4 Program Consideration 

Approved by Academic Council, Administration  

 

Each course in the University shall be clearly designated, for academic and budgetary purposes, 

to belong to a specific unit, regardless of the status of the faculty member or members who may 

teach that course. The course shall be taught under the authority and responsibility of the 

designated unit and shall be credited to that unit in the accounting of teaching load (Full Time 

Equivalency, Student Course Places, etc.). This provision in no way precludes the possibility that 

a course belonging to one unit may be recognized (cross-listed) by another unit to count towards 

major requirements, general education requirements or other purposes.  

 

The existence of joint appointments and affiliations has the purpose and the potential to enrich 

the programs of all units of the University. Jointly-appointed or affiliated faculty have the 

responsibility of adjusting to the curricular needs of the unit which they enter. Program needs 

have priority over faculty interests. Optimal use of faculty resources to meet program needs may 

require some mutual accommodation on the part of all faculty concerned. The needs of the 

program and the capabilities of its faculty (including continuing faculty and new members) 

should be considered in a unified way. The University has the responsibility to provide 

resources, through Faculty Development Leaves, released time, or other means, for the program 

development and/or faculty retraining which may be necessary.  

 

7.7.5 Rights and Responsibilities of Faculty 

Approved by Academic Council, Administration  

 

Faculty holding an affiliation or joint appointment in two units have the responsibility to meet 

the needs of those units, taking into account the relative proportion of their time and salary 

allocated to those two units. The University has the responsibility to recognize and avoid the 

abuses which may arise under such circumstances. The status of joint appointment or affiliation 

means that a faculty member's time is divided between two or more units; consequently, no one 

unit can expect what is expected of full-time members. A faculty member should not be 

subjected to conflicting demands in class scheduling or conflicting expectations for professional 

development. Any faculty member who feels such conflicting expectations may make the 

complaint known to the Chair (where applicable) and to the dean or deans concerned who shall 

attempt to resolve the conflict, with the assistance of the Provost, if necessary. The following 

shall be outlined in writing at the time of the joint appointment: 

 Distribution of salary support and clarity of percentage of appointments 

 Workload assignment including teaching (including advising) scholarship and service 

expectations for office space and office hours 

 Terms and procedures for faculty evaluation-annual evaluations, third year review and for 

promotion and tenure 

 Expectations and obligations of engagement in department/unit, activities iincluding 

department/unit meetings, and extent of voting rights in each department 

 Specifics of FTE for each department, including: 

o How enrollments are split between departments if applicable 

o How faculty members are “counted” 

 Ratio of faculty to majors/graduate students 
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 Distribution of resources 

 Length of appointment and conditions for continuing shared appointment of a different 

faculty member being offered the joint appointment leave the position, transitions 

completely into one department, is appointed to a university administrative position, or is 

on Faculty Development Leave. 

 A procedure for changing the proportion of the appointment between the units 

 Terms for changes in appointments 

o Discontinuation of appointment-clarification of the terms under which (i) the 

faculty member may be allowed to discontinue the joint appointment, (ii) either 

department may be allowed to discontinue the joint appointment, and (iii) the 

provost may discontinue the joint appointment. 

o Faculty retreat rights- does the faculty member have the option of retreating to 

100% in one of the departments in which the joint appointment is held? If 

possible, the process and timeline of notification for consideration must be 

identified in the MOU and the MOU referenced in the appointment letter. If this is 

not an option, it should be clear at the time of appointment what, if any, options 

are available.  

o Eligibility to be considered for the position of department chair within the scope 

of the agreement or whether a subsequent agreement would need to be reached 

prior to consideration. Eligibility to be considered for other administrative 

assignments while remaining in the scope of this joint faculty appointment. 

Whether eligibility for department chair or to be considered for administrative 

assignments while retaining the faculty joint appointment status applied to only 

one department or both? 

o Conflict resolution should be clearly outlined, both in the original appointment 

letters as well as the FHB 

 Benefit/No Harm/Scope of Influence statement 

o The concerns addressed by this statement tend to dall into one of the two 

categories; 

1. The faculty member is not expected to perform double duties nor 

be entitled to resources over and aove those of a single appointed 

faculty member in either unit, 

2. Clarification of the extent to which the individual holding this joint 

appointment holds full voting rights in each department of holds 

limited full voting rights only on specified issues. 

 

 

7.7.6. Evaluation 

Approved by Academic Council, Administration  

 

For faculty holding an appointment in one unit and an affiliation in another, the usual evaluation 

committee shall be augmented to include one faculty member and one student from the unit of 

affiliation.  

 

For faculty holding joint appointments, the evaluation shall be conducted by the unit of primary 

appointment, with participation of faculty and students of the other unit (s). The report of the 
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Evaluation Committee shall be forwarded to the deans of both units, who shall submit individual 

reports to the Provost and (in case of promotion or tenure  

evaluations) to the Committee on Promotions and Tenure.  

 

7.8 Part-Time Faculty 

Approved by Academic Council, Administration  

 

7.8.1 Appointment and Reappointment 

Approved by Academic Council, Administration  

 

Part-time faculty are appointed for only specified periods of teaching service such as one 

academic year or one semester. Reappointments to part-time positions are made only on the basis 

of need as determined annually or semester by semester by the relevant dean. Part-time 

appointments are made as early as possible before the beginning of the period in which the 

instruction is to be offered. The determination of part-time status will be defined, within the 

guidelines of University policies, by the individual units to best meet their pedagogical demands.  

 

7.8.2 Rank and Promotion 

Approved by Academic Council, Administration  

 

Part-time faculty may be appointed at any rank appropriate to the experience and qualifications 

of the person being appointed. Use of the title of Lecturer is encouraged for part-time 

appointments. Part-time faculty with long and continuous service may apply to the dean for 

promotion in rank. Such a promotion, if granted, does not change the part-time status of the 

appointment.  

 

7.8.3 Salary and Compensation 

Approved by Academic Council, Administration  

 

Part-time faculty are paid on a per unit or per day basis although full-time faculty who move to 

part-time employment are paid an appropriate portion of a full-time salary. To determine 

benefits, refer to Chapter 8, Collateral Faculty Benefits, and the Office of Human Resources.  

 

 

7.8.4 Rights and Privileges 

Approved by Academic Council, Administration  

 

Part-time faculty participate freely in department, school, college and University meetings but 

voting privileges and service on faculty committees are restricted to those holding fifty percent 

or more teaching appointments.  

 

7.9 Discipline of Faculty 

Approved by Academic Council December 10, 2015, Administration January 10, 2016, 

revised December 14, 2017 
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7.9.1 Scope 

 

In order to protect the values of academic freedom, the integrity of teaching of students 

and of faculty research and creative activity, and sound administration of the institution, 

the University requires the adherence of all faculty members to high standards of 

professional conduct. On the basis of information and belief that a significant deviation 

from these standards has occurred, a faculty member may be subject to disciplinary 

charges.  

 

7.9.2 Professional Misconduct (excluding Sexual Misconduct, Discrimination 

and Retaliation) 

Approved by Academic Council December 10, 2015, Administration January 10, 2016; 

revised December 14, 2017 

 

7.9.2.1 Definitions 
Professional misconduct is improper behavior of a serious nature that arises from, 

or is reasonably related to, the faculty member’s position, duties, or 

responsibilities with the University, or that demonstrably affects in a significant 

adverse way the effective performance of University functions.  

 

Professional misconduct includes the following:  

 

a. dishonest, illegal, or unethical behavior in the faculty member's teaching, research, 

administrative, or service duties;  

b. preventing or obstructing University teaching, research, administrative, or service 

functions, or any other lawful function of the University;  

c. acts of discrimination, harassment, or retaliation; 

d. sexual misconduct or other behavior prohibited by the University’s Policy Prohibiting 

Sexual Misconduct, Discrimination and Retaliation [see 7.9.4]  

e. neglect of University-related duties or responsibilities; 

f. other professional misconduct of a serious nature, including but not limited to, 

intentionally inflicting physical harm or other serious harm on a member of the 

University community, or knowingly violating a University policy regulating 

behavior of faculty members; and 

g. attempting to engage in, inciting another to engage in, or abetting, conduct which 

would violate paragraphs (a)-(d) above if engaged by the faculty member. 

 

7.9.2.2 Sanctions  

Discipline for professional misconduct involves either a severe sanction or a non- severe 

sanction. (As used in this policy and in the procedures for implementing it, the word 

“sanction” includes “sanctions” unless the context makes it clear that an effort to impose 

or the imposition of one sanction would make it impossible to impose an additional 

sanction. Unless otherwise indicated, these procedures do not preclude the imposition of 

more than one sanction based upon the same conduct, so long as the proper procedures 

are followed and the totality of sanctions is justified under the circumstances.)  
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Severe sanctions are (1) a temporary or permanent reduction in base salary; (2) a 

specified period of suspencion without pay as to certain or all duties at the University; (3) 

termination from the University for disciplinary reasons or substancial and manifest 

incompetence. All other sanctions are non-severe.  

 

Proposed discipline with a severe sanction may not be imposed except in conformity with 

sections 7.9.2.3 and 7.11 below. Discipline with a non-severe sanction may be imposed 

by the Provost; however, the faculty member may challenge such discipline through the 

grievance procedures described in sections 7.10 and 7.11 below.  

 

7.9.2.3 Procedures Applicable to Charges of Professional Misconduct as to Which a 

Non-Severe Sanction is Sought 

In the case of a proposed sanction that is non-severe, the Provost shall prepare a written 

statement containing the charges, the proposed sanction, and a brief summary of relevant 

facts. In the event that the matter is not resolved to the mutual satisfaction of the Provost 

and the faculty member within 30 days of delivery of the written statement, the Provost 

may implement discipline that imposes a sanction that is non-severe. The Provost shall 

notify the faculty member in writing of the imposition of discipline and the reasons 

supporting it. The Provost may impose a sanction that is non-severe while proceedings 

for a severe sanction are pending. The faculty meber may file a grievance with respect to 

the impostion of a non-severe sanction [see 7.11]. 

 

7.9.2.4 Procedures Applicable to Charges of Professional Misconduct as to which a 

Severe Sanction is Sought Approved by Academic Council December 10, 2015, 

Administration January 10, 2016, revised December 14, 2017 

 

7.9.2.4a Interim Suspension 

Faculty members may be disciplined by the imposition of a severe saction only 

after compliance with the Grievance and Disciplinary Procedures for Faculty 

Members. In appropriate circumstances, as determined by the Provost, the Provost 

may suspend a faculty member pending the final resolution of a charge. Such an 

interim suspension is appropriate only if the Provost finds that the faculty 

member’s continued assignment to regular duties is likely to be immediately and 

seriously harmful to the University community. Before such an action is taken, 

the Provost shall consult with the Chair of the Grievance Committee. A faculty 

member who is suspended pending resolution of a charge will ordinarily continue 

to receive full pay and benefits, but in extraordinary circumstances, as determined 

by the Provost in consultation with the Faculty Grievance Committee Chair, an 

interim suspension without pay may be imposed. Extraordinary circumstances 

shall only exist where there is an immediate risk of potential harm to the 

University community.  

 

7.9.2.4b Effort at Resolution 

In a case where the Provost expects to issue a written statement of charges and 

proposed severe sanction under section 7.9.2.2 above, the Provost shall first 

attempt to resolve the matter by agreement with the faculty member to be 
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charged. In the event that the faculty member and the Provost both believe it 

desireable, they may agree to invite the participation of faculty colleagues in that 

resolution effort.  

 

7.9.2.4c Initiation of Charges by the Provost 

If agreement is not reached between the Provost and the faculty member, the 

Provost may issue a written statement of specific charges and proposed severe 

sanction, and a Hearing Panel shall be convened as described in section 7.11. 

During a hearing where the Provost seeks a severe sanction, the faculty member 

will be permitted to have an academic adviser and counsel of the Faculty 

member’s choice. The burden of proof that adequate cause exists rests with the 

university and will be satisfied only by a preponderance of evidence presented 

during the hearing.  

 

7.9.3 Termination of Appointments by the University for Substancial and Manifest 

Incompetence 

The Provost may propose to terminate a term, tenured or other appointment of a 

faculty member prior to the schedule date of termination, due to substancial and 

manifest incompetence rather than misconduct. In the event the Hearing 

procedures set forth in Section 7.11 shall apply, except that the hearing panel shall 

be called a Termination Review Panel and no action shall be proposed by the 

Provost other than termination of appointment. 

 

The faculty member will be permiteed to have an academic adviser and counsel of 

the faculty member’s choice. Testimony will include that of qualified faculty 

members from Pacific or other institutions. The burden of proof that adequate 

cause exists rests with the university and will be satisfied only by a preponderance 

of evidence presented during the hearing. 

 

In the event tha the Hearing Panel by a majority vote determines that the Provost 

has not established substancial and manifest incompetence, the Provost shall 

withdraw the proposal for termination. If the Hearing Panel determines by a 

majority vote that the Provost has established substancial and manifest 

incompetence, the Provost may terminate the appointment of the faculty member 

upon receiving written concurrence of the President.  

7.10 Faculty Grievances 

Approved by Academic Council December 10, 2015, Administration January 10, 2016, revised 

December 17, 2017 

 

When a hearing is called for by section 7.11.1, the Grievance Committee shall comply with the 

procedures described in this section. 

7.10.1 Definitions of Faculty Grievances  

Revised April 16, 2014, revised December 17, 2017 

 

The allegation by a faculty member  
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1. that University policy, procedure, or rules have been violated and that the 

violation has caused substancial consequences, or 

2. that such a faculty member has been otherwise treated inequitably by the 

University in relation with others with substancial consequences is an appropriate 

matter for filing of a grievance by a faculty member. A grievance may challenge 

an act or failure to act by an administrative officer that directly and adversely 

affects the faculty member as an individual in his or her professional or academic 

capacity. The grievance process may not be used to challenge a policy of general 

applicability on the ground that it is unfair or inadvisable, nor may it be used for 

minor matters unless such acts are part of a pattern of inequitable treatment. A 

grievance by a faculty member shall be filed with the Chair of the Grievance 

Committee, who shall designate and refer the grievance for consideration as 

described below to a three-member Advisory Committee, consisting of current or 

recent past members of the Grievance Committee. At least one of the members 

should normally be a faculty member in the same college or school as the 

complainant, and at least one member shall be a faculty member in a college or 

school different from that of the complainant. In designating the members of the 

Advisory Committee, the Chair shall endeavor to select a balanced group, no 

member of which is likely to have an interest or potential bias in the matter, or to 

otherwise be unsuitable or unavailable for service. If the Grievance Committee 

Chair is party to the grievance, the Grievance Committee Chair-Elect shall 

appoint the members of the Advisory Committee, and with regard to that matter 

shall carry out all other functions assigned to the Chair.  

 

 

7.10.2 Informal Resolution and Screening of Faculty Grievances 

Revised April 16, 2014, revised December 17, 2017  

  

 7.10.2.a. Preliminary Investigation 

The Advisory Committee shall assess whether the grievance raises a prima 

facie case based on the two defined criteria described in section 7.10.1 

above and consider whether it has a reasonable possibility of being 

sustained on the merits by a hearing panel. To this effect, the Advisory 

Committee may conduct a preliminary factual investigation and shall have 

access to all relevant records kept by the university and all its units, 

provided such access to this information does not violate privacy laws or 

contractually protected materials. During the preliminary factual 

investigation, the Advisory Committee may interview key individuals 

pertaining to the grievance and provide an opportunity for the exchange of 

documentary or other information. 

 

7.10.2.b. Informal Resolution 

The Advisory Committee should work, in coordination with the Chair of 

the Grievance Committee, to promote the equitable resolution of disputes 

without resort to a hearing. The Chair of the Grievance Committee alone 
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should communicate with the appropriate University authority, 

complainant or his/her representatives about resolutions proposed by the 

Advisory Committee. Informal resolutions will be documented with a 

letter from the Chair of the Grievance Committee to all parties, including 

the Provost and the President.  

 

If unable to bring about the informal resolution of a grievance, the 

Advisory Committee will produce a brief written report with its 

preliminary findings and recommendation regarding a formal hearing 

supported by at least two of the Committee members. The Advisory 

Committee report will contain specific findings of fact based critical issues 

and a reasoned analysis on whether those facts constitute a violation of 

section 7.10.1, and whether, or not, a formal hearing in warranted based 

on its merits. Unless an extension is granted by the Chair of the Grievance 

Committee upon a showing of good cause, such as availability for nine 

month faculty, the Advisory Committee shall make its recommendation 

within 45 days of the referral of the grievance. The report should be 

submitted to the Chair of the Grievance Committee and it is the Chair’s 

discretion if the report is available to all parties.  

 

No grievance will go forward to a hearing unless the Advisory Committee 

decides that it raises a matter described in section 7.10.1 and that a hearing 

is warranted based on its merits. If the Advisory Committee recommends 

that a Formal Hearing is warranted, the Chair of the Grievance Committee 

will begin the process of convening a Hearing Panel [7.11.1]. 

 

7.11 Hearing Procedures for Faculty Discipline, Grievances, and Involuntary 

Separations 

Approved by Academic Council, Administration, revised on December 17, 2017  

 

The Procedures described in this section shall be followed in hearings on (1) a charge against a 

faculty member that proposed a severe sanction; (2) a faculty grievance that cannot be informally 

resolved by the Advisory Committee and the Chair of the Grievance Committee. No severe 

sanction and/or separation shall be imposed with finality unless these procedures have first been 

followed, except when the faculty member waives their application.  

 

7.11.1 Initiation of a Hearing 

For disciplinary actions and involuntary seperations, the Provost shall provide the faculty 

member and the Grievance Committee with a Notice of Hearing including a written 

statement of the proposed action, such as severe sanction and/or involuntary separation, 

framed with reasonable particularity regarding the charges and/or the reasons for 

involuntary separation, and shall provide the faculty member with adequate time to prepare 

a defense. In general, hearings shall commence within sixty (60) calendar days of 

transmittal to the faculty member of the Notice of Hearing. For grievances, the faculty 

member may request a hearing by providing a written statement to the Provost and the 
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Chair of the Grievance Committee setting forth the ground for the grievance framed with 

reasonable particularity and efforts made to resolve the grievance with the Advisory 

Committee on Grievances. [7.10.2]. 

 

7.11.2 The Hearing Panel 

The principal responsibilities of the Hearing Panel are to develop a record, to make 

findings based on the record, and to forward its recommendation to the Provost. A 

hearing panel shall consist of three members unless a servere sanction is sought, in which 

case the Hearing Panel shall consist of five members. The Hearing Panel in a matter shall 

be established as follows: The Chair of the Grievance Committee shall compile a draft 

roster of 15 tenured faculty members by drawing names at random from among the 

members and former members of the Grievance Committee described in section 7.10.1 

above who are eligible to serve in the matter. The members of an Advisory Committee 

[7.10.1] considering a matter shall not participate as Hearing Panel Members. The Chair 

shall forward the draft roster to the responsible parties and to the faculty member, and 

shall consider any submissions from them indicating that any of those on the list should 

not be part of the Hearing Panel because of an interest, potential bias, or other good 

cause. After considering any such submissions, the Chair shall determine if it is 

appropriate to remove any names from the draft roster. The names remaining on the list 

shall then become the roster of potential members of the Hearing Panel, except that if the 

number of names remaining on the list is less than 12, the Chair shall repeat the process 

described above to generate a roster containing at least 12 names. The responsible parties 

and the faculty member, respectively, shall each thereafter confidentially nominate at 

least seven individuals from the roster to serve on the Hearing Panel. After the Chair has 

received all such nominations, the Chair shall notify each party of the other’s nominees. 

The Chair shall in all cases appoint to the Hearing Panel any indivial who has been 

nominated by both the responsible parties and the faculty member, unless there are more 

than five such individuals, in which case on five shall be appointed. If there are three or 

fewer indviduals appointed in such manner, the Chair shall complete the appointments of 

the hearing panel from the roster by appointing at least one other member nominated by 

the responsible parties and at least one other member nominated by the faculty member. 

The Chair shall fill any remaining vacancies on the Hearing Panel by making additional 

appointments from the roster. The Hearing Panel shall choose its own Chair. Discussions 

among the responsible parties, the faculty member, and the Hearing Panel members 

concerning the matter shall not commence prior to the initial hearing.  

 

7.11.3 Conduct of the Hearing  
For disciplinary actions and seperations, the Provost shall have the burden of proving the 

charges by a preponderance of the evidence. For grievances, the faculty member shall 

have the burden of proving the grievance by a preponderance of the evidence. Evidence 

includes relevant documents and witness testimony. Both the Provost and the faculty 

member shall be permitted to present evidence, to examine all evidence presented, to 

confront and question all witnesses, and to present arguments orally and in writing. The 

Hearing Panel shall not be bound by formal rules of evidence. The Provost shall 

designate the University employee or employees who will participate on behalf of the 

Provost. The faculty member may act on his or her own behalf, or may utilize another 
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Pacific faculty member as an advocate. The faculty advocate may not serve as a witness, 

nor have participated as a member of the Advisory Committee considering this matter. If 

the Provost is seeking to impose the severe sanction of termination from the University 

for disciplinary reasons, or separation from the University for any other reason, the 

Hearing Panel shall permit the faculty member to be represented by an attorney. If the 

faculty member is represented by counsel, the Provost may also have attorney 

representation. 

 

7.11.4 Recording the Hearing 
A record of the hearing shall be prepared in the form of an audio recording, a video 

recording, or a written transcript, and a copy shall be made available to the faculty 

member at no cost.  

 

7.11.5 Hearing Report 
After the hearing has been completed, the Hearing Panel shall prepare a report containing 

its findings, conslusions, and recommendation. All recommendations must be supported 

by a majority vote of the members of the Hearing Panel. Unless an extension is granted 

by the Chair of the Grievance Committee upon a showing of good cause, the Hearing 

Panel shall forward its report to the parties, the Provost, and to the Chair of the Grievance 

Committee within 30 calendar days of the end of the hearing.  

 

7.11.6 Resolution 
The Provost shall review the Hearing Panel’s report and decide upon the action to be 

taken. The Provost shall implement the recommendation of the Hearing Panel unless the 

Provost finds compelling reasons for adopting a different result, in which case the 

Provost shall issue a written decision stating the considerations that justify departing from 

the recommendation of the Hearing Panel.  

 

In any case resulting in a decision of severe sanction and/or involuntary separation under 

other University policies, the Provost shall forward his or her decision to the President for 

approval before the action is final. In such cases, a faculty member shall have fifteen (15) 

calendar days to transmit a response to the President prior to the President’s 

determination. The President shall accept the Provost’s decision unless the action is 

manifestly unjust or the product of one or more serious procedural defects. The President 

may return a matter to the Griveance Committee or the Provost for whatever further 

proceedings the President identifies as appropriate to correct serious procedural defects or 

produce a record adequate to allow the President to make a determination. If the 

President affirms an action which results in the involuntary separation of the faculty 

member, the faculty member shall have the right to have the record of the case 

transmitted to the University Board of Regents for review, and the right to binding 

arbitration under the procedures of section 7.12.4. 

 

7.11.7 Role of the Provost 

If the Provost is personally involved in the incident giving rise to a grievance or charge, 

the President shall carry out the responsibilities assigned to the Provost in these 

procedures. If the President’s personal involvement in the events giving rise to a 
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grievance or charge is substantial, or if the President is alleged to be biased with regard to 

a grievance or charge, the Chair of the Grievance Committee shall have the authority to 

bring the allegations to the attention of the Board of Regents, so that the Board may, if 

the circumstances warrant, designate a replacement to carry out the responsibilities 

assigned to the President in these procedures.  

 

7.11.8 Hearings in Grievance Cases Related to Disciplinary Cases 

 

7.11.8.a When a grievance involves the same set of facts that are the subject of a 

disciplinary matter, the Committee may, at its discretion hold either matter is 

abeyance while it proceeds with the other. Alternatively, the Committee may, 

with the consent of the grievant, the accused in the disciplinary matter, and the 

Provost, refer both matters for consideration in a single hearing. When a faculty 

member facing disciplinary charges files a grievance involving the same set of 

facts and circumstances as the disciplinary matter, the Committee has the 

discretion to consider both matters within a single hearing. When a single hearing 

is held, the Committee shall make seperate reports of findings, conclusions, and 

recommendations for the grievance and for the disciplinary matter.  

 

7.11.8.b 

When a faculty member files a grievance that is based upon the same facts and 

incidents involved in a prior disciplinary procedure in which the same faculty 

member was accused of misconduct, the findings and conclusions of the prior 

disciplinary procedure shall be conclusive.  

 

7.11.9 Hearing Procedures for Complaints of Alleged Violation of Policy Prohibiting Sexual 

Misconduct, Discrimination and Retaliation against Faculty When a Severe Sanction May 

Be Sought 

 

The University seeks to promote an environment that is free of Sexual Misconduct, 

Discrimination and Retaliation.  Sexual Misconduct includes Sexual Violence, Stalking, Dating 

Violence, Domestic Violence and Gender-Based Harassment, terms that are defined in the 

University’s Policy Prohibiting Sexual Misconduct.   This Section provides the process guidance 

for handling complaints of Misconduct by the Faculty Grievance Committee when Complaints 

relate to Faculty.  When a complaint is made against a Faculty member, it is presumed under this 

Section that a severe sanction is a possibility.  For purposes of this section, a Faculty member is 

defined to include Faculty as that term is defined in the Bylaws of the Faculty Handbook, Article 

2, Section 2.2.  

 

7.11.9.a Application of University Policy 

University of the Pacific’s Policy Prohibiting Sexual Misconduct, Discrimination and Retaliation 

(“Policy”) applies to all Faculty.  The procedures described in this section apply when a Faculty 

member is named as a Respondent in a Complaint under the Policy.  
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7.11.9.b Interim Suspension  

In appropriate circumstances, as determined by the Provost, a Faculty member/Respondent may 

be suspended pending final resolution of a Complaint.  An interim suspension is only appropriate 

if the Provost finds that the faculty member’s continued assignment to regular duties is likely to 

be immediately and seriously harmful to the University community.  A Faculty Member 

suspended pending resolution of a Complaint will ordinarily continue to receive full pay and 

benefits, but in extraordinary circumstances, as determined by the Provost in consultation with 

the Faculty Grievance Committee Chair (“FGCC”), an interim suspension without pay may be 

imposed.  Extraordinary circumstances shall only exist where there is an immediate risk of 

potential harm to the University community.   

 

7.11.10 Investigation of Misconduct Complaint 

 

The investigation and review hearing will generally be completed within sixty (60) days 

following receipt of the Complaint. However, this time period may be extended by the FGCC in 

consultation with the Title IX Coordinator and University counsel for good cause given the 

circumstances of the Complaint, investigation and/or Review Panel hearing process. 

 

7.11.11 Investigation Report 

 

The investigation team designated under the Policy will prepare a report summarizing the 

information gathered. The report may include a description of the alleged incident, factual 

agreements and disputes, and supporting information. The investigation team will review all of 

the facts and determine the relevance of information necessary and appropriate for reaching a 

decision regarding whether the Policy was violated. The investigation team will come to one of 

two conclusions, by applying the preponderance of the evidence standard: (a) a Policy violation 

has occurred; or (b) there is insufficient evidence to conclude that Policy violation has occurred.   

 

7.11.11.a Informal Resolution 

In some situations, the University may seek to resolve Complaints through an informal 

resolution process. In compliance with Title IX, the Provost, the Title IX Coordinator, the 

Complainant, or the Respondent may propose informal resolution of the Complaint at any 

time. The FGCC shall make every effort to assess and determine whether informal 

resolution of a Complaint is possible.  

 

If the University finds the proposed informal resolution acceptable under the faculty 

handbook, and Title IX, the University may propose an informal resolution to the other 

party. If both parties agree to the proposed informal resolution and this outcome satisfies 

the University’s obligations under Title IX, the matter shall be considered closed. If 

either party disagrees with the proposed informal resolution, the Complaint Review 

Process will continue. 

 

In some situations, mediation may be used to resolve a Complaint, but only with the 

consent of both the Complainant and Respondent. Mediation is not available in cases of 

Sexual Assault, Battery, Exploitation or other Sexual Violence.  Mediation participants 
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may end their participation at any time and the Complaint Review Process will continue. 

If mediation successfully resolves the Complaint, the matter shall be considered closed. 

 

7.11.11.b Provision of Report to Faculty Grievance Committee Chair 

Upon completion of an investigation report, the investigation team will provide a copy of 

the report to the FGCC.  This will occur at least ten (10) Business days prior to a hearing.  

If the investigation team determines there is insufficient evidence to find a Policy 

violation, the FGCC will work in conjunction with the Title IX Coordinator to determine 

future handling. 

 

7.11.12 Review Panel and Hearing 

 

If the FGCC, in conjunction with the Title IX Coordinator, determines the Complaint should 

move beyond the investigation stage, the FGCC will convene a 3-person Review Panel to 

conduct a review hearing.  Based on the nature of the complaint, including who made the 

complaint (faculty, staff or student), the FGCC will determine who should sit on the hearing 

panel (e.g. two faculty, one student).  The Review Panel will determine responsibility for each 

alleged policy violation by applying the preponderance of the evidence standard and make 

sanction recommendations.  The Review Panel will not apply formal rules of evidence during the 

hearing. 

 

The Review Panel, appointed by the FGCC in consultation with the Title IX Coordinator or 

his/her designee, will be composed of three persons from a pool of trained Faculty.  The FGCC 

in consultation with the Title IX Coordinator will designate one of the three members to serve as 

the review-hearing chair. Panel members may be drawn from any of the three Pacific campuses. 

In some cases, the University may include in the panel retired judges, attorneys, or other 

individuals with relevant and/or specialized training or expertise.   

 

Training of Review Panel members will include the hearing process, specialized training for the 

unique issues related to cases of Misconduct and sexual assault. The Complainant and 

Respondent will be provided with the names of the panel members in advance of the hearing 

process. The Complainant and Respondent may each request that one panel member be excused 

without stating a reason. A replacement will be drawn from the pool of qualified panelists. 

Additional challenges to the panel’s membership require the challenger to explain the reason for 

disqualification.  The reason provided will be evaluated by the FGCC in consultation with the 

Title IX Coordinator, and/or the Provost.  Notice of the decision will be provided to both the 

Complainant and Respondent.   

 

7.11.13 Written Statements 

 

The Complainant and Respondent may provide a written response to the investigation report, as 

well as any additional information relevant to the case to the Review Panel. Both the 

Complainant and Respondent will have the opportunity to review all materials submitted to the 

Review Panel (subject to Family Educational Rights and Privacy Act “FERPA” limitations). The 

Review Panel may establish guidelines for written statements that will be communicated in 

writing to both the Complainant and Respondent.  
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7.11.14 Hearing Procedures 

 

Generally, the Complainant and Respondent will have at least ten (10) Business Days’ advance 

Notice of the scheduled hearing.  

 

Hearings are closed proceeding. Participants who may be present during the hearing include: 

 

• Review Panel Members 

• Complainant (with Advisor and/or Process Guide only when Respondent not present)  

• Respondent (with Advisor and/or Process Guide only when Complainant not present) 

• Witnesses (only when called by Review Panel) 

• Members of Investigation Team (only when called by Review Panel) 

 

The review hearing will generally proceed in the following order (note that the Complainant and 

Respondent will not be in the same room at the same time and the investigator(s) may be present 

if one or both parties are unable to present): 

 

• Complainant Statement 

• Questions to the Complainant by the Review Panel 

• Questions to the Complainant from the Respondent 

• Respondent Statement 

• Questions to the Respondent by the Review Panel 

• Questions to the Respondent from the Complainant 

• Witness statements and questioning by the Review Panel 

• Questions to the Investigation Team by the Review Panel 

• Closing statement by the Complainant 

• Closing statement by the Respondent 

 

Only the Review Panel may ask questions of the Complainant, Respondent, and witnesses.  The 

Complainant and Respondent may submit questions to the Review Panel in writing.  The Review 

Panel has the discretion to revise or decline to ask any or all questions submitted. If the Reivew 

Panel revises or declines questions submitted, the Review Panel will document the reasoning in 

writing at the time of the hearing.  

 

The Review Panel may, at its discretion, alter the order of proceedings and establish reasonable 

limits on time allotted for any portion of the hearing process. The Review Panel may determine 

the relevance of, restrict or exclude any witnesses or information presented.  

 

In the event that the Complainant or Respondent is unable to attend the review hearing, 

alternative means for participation will be identified. 

 

The Complainant and Respondent, along with their advisors, when not before the Review Panel, 

will be able to listen to the proceedings via speaker-phone or other appropriate means (e.g., 

closed circuit TV, live streaming). 
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7.11.14.a Hearing Recording 

An audio recording will be made of the hearing and transcribed for use by the Review 

Panel, appeal panel, and University administrators. The Complainant and Respondent 

may request to review the hearing transcript; however, no duplication or copy of the 

recording or transcript will be provided.  No recording devices, including cell phones, 

will be permitted in the hearing rooms. 

 

7.11.14.b Standard of Proof 

The standard of proof used by the Review Panel is “preponderance of the evidence”.  The 

Review Panel will use this standard to determine whether the Respondent(s) violated this 

Policy. A preponderance of the evidence requires that the Review Panel members 

believe, based upon the evidence available to them at the time of the hearing that the 

Respondent is more likely than not to have engaged in a violation of the policy. 

 

7.11.14.c Majority Vote 

A Policy violation finding will be based upon a majority vote of the Review Panel. 

 

7.11.14.d Sanctions  

If the Review Panel finds the Respondent responsible for a Policy violation, the Review 

Panel will recommend a sanction by a majority vote.  In considering an appropriate 

sanction, the Review Panel shall consider all the evidence presented during the hearing 

and the following: 

 

 Impact statements provided by the Complainant and Respondent to the Review 

Panel. Impact statements should not be part of the process of determining a Policy 

violation. 

 What is reasonable, appropriate, and fair given the facts of the case and the 

determination of responsibility, including but not limited to: 

 What were the specific acts involved? (e.g., touching over the clothes, 

penetration, etc.) 

 What factors contributed to the absence of affirmative Consent? (coercion, force, 

incapacitation) 

 What motivated the Respondent’s behavior? (negligence, intentional, reckless, 

biased) 

 What is the impact on the Complainant? 

 What is the Respondent’s disciplinary history regarding Misconduct? 

 Is the proposed sanction consistent with sanctions imposed for similar offenses at 

the University? 

 

Sanctions the Review Panel may recommend include but are not limited to the following: 

 

• Disciplinary Warning 

• Disciplinary Probation 

• Restricted Access to University facilities, organizations or events 

• Imposition or continuation of a “no contact” order 
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• Employment Discipline (e.g. verbal, written counseling)  

• Suspension, reduction, or loss of compensation 

• Demotion (employment) 

• Termination of employment, contract, appointment and/or tenure. 

• Suspension from educational program or campus access 

• Delayed awarding of a degree or revocation of a degree for Faculty currently enrolled in 

Pacific degree program 

 

The Review Panel will submit its decision to the Provost, who will review it in consultation 

with the Title IX Coordinator.  The decision will generally be issued within ten (10) Business 

Days of the conclusion of the review hearing. The Review Panel decision will include an 

explanation of the reasoning for the decision and the basis for its recommended sanction(s). 

 

7.11.15 Appeals 

 

Both the Respondent and Complainant may appeal the decision of the Review Panel and/or the 

recommended sanction(s). An appeal must be based on one or more of the following four 

reasons: 

 

• Material deviation from the hearing procedures, resulting in significant prejudice 

• New relevant evidence is available that could not have been produced at the time of the 

hearing, despite the exercise of reasonable diligence, that could affect the outcome 

• The decision is not supported by a preponderance of the evidence 

• The sanction is disproportionate to the offense 

 

Disagreement with the findings or recommended sanction, in and of itself, is insufficient grounds 

for appeal. 

 

The Complainant or Respondent must submit a written appeal within ten (10) Business Days of 

receipt of the Review Panel decision and/or sanction(s). The appeal shall be submitted to the 

Title IX Coordinator who will notify the FGCC. If either the Complainant or Respondent 

submits an appeal, the University will notify the other party of the appeal and the reason(s) cited. 

The non-appealing party may submit a written response within ten (10) business days of 

receiving notice of the appeal. 

 

7.11.15.a Appeal Committee 

An appeal committee will be constituted in the same manner as the Review Panel, but 

will not include any person serving on the original panel.  The Complainant and 

Respondent will be provided with the names of the panel members in advance of the 

hearing process. The Complainant and Respondent may each request that one panel 

member be excused without stating a reason. A replacement will be drawn from the pool 

of qualified panelists. Additional challenges to the panel’s membership require the 

challenger to explain the reason for disqualification.  The reason provided will be 

evaluated by the FGCC in consultation with the Title IX Coordinator, and/or the Provost.   
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The appeal committee should re-evaluate the underlying proceedings and evidence to 

determine whether the Respondent violated this Policy. As with the first hearing, formal 

rules of evidence will not apply. The Review Panel’s alleged deviation from procedures 

will not necessarily warrant reversing the decision of the Review Panel, unless there is 

significant prejudice to the Respondent, Complainant, or to the University (if the 

Complainant did not participate), and a different outcome would have been likely. The 

appeal committee will use the preponderance of the evidence standard and a majority 

vote in reaching a decision.  The appeal committee will generally issue its written 

decision within five (5) Business Days of the conclusion of the appeal hearing. The 

appeal decision will include an explanation of the reasoning for the decision, including 

review of any sanction(s) recommended by the Review Panel. The appeal committee will 

submit its written decision to the Provost for evaluation and implementation in 

consultation with the Title IX Coordinator. 

 

7.11.15.b Final Appeal 

Following notice of the appeal committee’s decision, either the Complainant or 

Respondent may engage in one final appeal of the process. A written notice of final 

appeal must be submitted within five (5) Business Days to the Title IX Coordinator for 

review. The Title IX Coordinator in conjunction with the Provost will review the appeal 

request for the limited purpose of correcting serious procedural defects. If the Provost is 

personally involved in the incident giving rise to a grievance or charge, the President 

shall carry out the responsibilities assigned to the Provost in these procedures. If the 

President’s personal involvement in the events giving rise to a grievance or charge is 

substantial, or if the President is alleged to be biased with regard to a grievance or charge, 

the FGCC (if he/she agrees that the President is biased or personally involved) may 

appoint an alternative administrator for a final review.  

 

 

7.11.16 Sanction Implementation 

 

Sanction consideration and/or implementation will be conducted by the Provost.   

 

7.11.17 Timelines 

 

The FGCC in consultation with the Title IX Coordinator may modify the deadlines and 

procedures associated with the Complaint Review Process and/or appeal process as necessary for 

good cause and will communicate this information in a timely manner to both the Complainant 

and Respondent. 

 

7.11.18 Amendment 

 

To insure the ability to protect Faculty rights under state and federal law, Section 7.11.9-7.11.19 

of the Faculty Handbook may be amended by a majority vote of the Academic Council.  A 

proposed amendment to Section 7.11.9-7.11.19 may be proposed by a member of Academic 

Council, a member of the Professional Relations Committee or the Title IX Coordinator with a 

minimum of 15 calendar days’ notice prior to a scheduled vote. 
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7.12 Notice of Separation from the University 

Approved by Academic Council, Administration  

 

7.12.1 Notice of Renewal or Nonrenewal of Appointments 

Approved by Academic Council, Administration  

 

If a faculty appointment is not to be renewed by the University, such notice is given in 

writing in accordance with the following schedule:  

 

1. Not later than March 1 of the first academic year of service, if the appointment 

expires at the end of that academic year; or, if a one-year appointment terminates 

during an academic year, at least three months in advance of its termination.  

 

2. Not later than December 15 of the second academic year of service, if the 

appointment expires at the end of that academic year; or if an initial two-year 

appointment terminates during an academic year, at least six months in advance 

of its termination.  

 

3. At least twelve (12) months before the expiration of an appointment after two or 

more years at the University.  

 

7.12.2 Notice of Resignation 

Approved by Academic Council, Administration  

 

A faculty member who plans to resign is encouraged to give notice as early as possible of 

the intention to resign the appointment.  

 

7.12.3 Notice of Retirement 

Approved by Academic Council, Administration  

 

A faculty member is encouraged to give notice as early as possible of the intention to 

retire. The administration should be given written notice of the intended date of 

retirement at least nine months in advance. Retirement may begin at the close of any 

academic year at the option of the employee or at other times by mutual agreement of the 

faculty member and administration. Any employment at the University after retirement is 

at the discretion of the University.  

 

7.12.4 Termination of Appointments by the University for Disciplinary Reasons  

Approved by Academic Council, Administration  

 

Academic appointments may be terminated for disciplinary reasons only in accordance 

with the procedures described in Section 7.10 and 7.11.  
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7.12.5 Termination of Appointments by the University for Substantial and Manifest 

Incompetence  

 

The Provost may propose to terminate a term, tenured or other appointment of a faculty 

member prior to the scheduled date of termination, due to substantial and manifest 

incompetence rather than misconduct. In the event the Hearing procedures set forth in 

Section 7.11 shall apply, except that the hearing panel shall be called a Termination 

Review Panel and no action shall be proposed by the Provost other than termination of 

appointment. In the event that the Termination Review Panel determines that the Provost 

has not established substantial and manifest incompetence, the Provost shall withdraw the 

proposal for termination. If the Panel determines that the Provost has established 

substantial and manifest incompetence, the Provost may terminate the appointment of the 

faculty member upon receiving written concurrence of the President.  

 

7.12.6 Termination of Appointments by the University for Reasons of Disability  

 

With the concurrence of the President, the Provost may terminate a term, tenured or other 

appointment of a faculty member prior to the scheduled date of termination, due to 

disability of a faculty member resulting in a prolonged inability to perform one or more 

essential functions of the faculty member's position. The action shall conform to 

requirements of applicable law. The faculty member shall have the right to review such 

action pursuant to Section 7.14.  

 

7.13 Option for Final and Binding Arbitration Concerning Termination of Appointments 

Approved by Academic Council, Administration  

 

7.13.1 General 

In the case of disagreement with a final decision of the University to terminate the 

appointment of a faculty member before the expiration of the term of appointment or to 

terminate an appointment with tenure, the faculty member may file with the Provost, 

within 45 days of written notice of termination, a written request for neutral arbitration.  

 

7.13.2 Procedures 

If the faculty member and the Provost execute a written agreement for final and binding 

arbitration of all their disputes pursuant to the Employment Dispute Rules of the 

American Arbitration Association, a neutral arbitrator shall be selected by mutual 

agreement of the faculty member and the Provost. If they cannot agree on an arbitrator, 

they shall jointly submit the matter to the American Arbitration Association for its 

selection from its employment panel of an arbitrator experienced in private higher 

education employment matters. All procedures shall be determined by the arbitrator in a 

manner to promote fair and regular dispute resolution.  

 

7.13.3 Decision of the Arbitrator 

The arbitrator shall determine the issues the parties submit by written stipulation. The 

arbitrator shall have no power to add to, subtract from, change, alter, or ignore the 
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provisions of any University policy. The administrative fee and professional fees of the 

arbitrator shall be paid by the University unless otherwise provided for in the written 

agreement. Within 30 days of completion of hearings, the arbitrator shall issue a written 

decision, which shall be final, binding, and conclusive upon the parties and judgment 

thereon may be entered in any state or federal court having jurisdiction thereof.  

 

7.14  Termination of Appointments Due to Financial Exigency 

Approved by Academic Council, Administration  

 

7.14.1 Steps to Limit Terminations 

 

If the University decides to terminate faculty appointments, it will not at the same time renew 

term appointments or make new appointments which require the same qualifications of the 

appointments to be terminated. The appointment of a faculty member with tenure will not be 

terminated, in lieu of retaining a faculty member without tenure who has otherwise the same 

qualifications, except in extraordinary circumstances where in the judgment of the Provost, the 

termination of the latter faculty member would fundamentally compromise academic quality.  

 

7.14.2 Selection 

 

The Provost has the authority to identify the positions to be terminated. Before making such 

identifications, the Provost shall first consult with a select committee within each school and the 

College of the Pacific, consisting of all members of the tenured faculty and the dean of the 

respective unit. The select committee will advise the Provost on appropriate identification 

criteria for the unit.  

 

7.14.3 Post-Termination 

 

It is the intent of the University that faculty members who have been terminated, and those who 

have received notice of termination, will have the opportunity to request early review of their 

applications for appropriate vacancies in faculty positions for which the University thereafter 

searches. Accordingly, during the period of notice of termination, and for three years following 

date of termination, the University will mail the faculty member advance notice of University 

regular faculty vacancies within the faculty member’s designated area of expertise. The faculty 

member may thereupon request the academic unit to conduct a preliminary review of the 

application before the vacancy is opened for external search.  

 

7.14.4 Minimum Notice or Severance Pay 

 

Unless an offer of alternative University appointment is accepted by the faculty member, the 

faculty member to be terminated will receive notice, or the equivalent in salary as severance 

payment, or a combination thereof, in accordance with the following calendar:  
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1. Not later than March 1 of the first academic year of service, if the appointment expires at 

the end of that academic year; or, if a one year appointment terminates during an 

academic year, at least three months in advance of its termination.  

 

2. Not later than December 15 of the second academic year of service, if the appointment 

expires at the end of that academic year; or, if an initial two year appointment terminates 

during an academic year, at least six months in advance of its termination.  

 

3. At least twelve (12) months before the expiration of an appointment if the faculty 

member has tenure or has been continuously employed for two or more years.  

 

7.15  Termination of Appointments Due to Termination of a Program 

Approved by Academic Council, Administration  

 

7.15.1 General 

 

The provisions of 7.14 shall apply to appointments terminated due to closure of a University 

program, in addition to the following policies.  

 

7.15.2 Reassignment Opportunities 

 

For tenured faculty members who have received notice of termination under this section, the 

University will make substantial, good faith efforts to find other suitable positions, at the 

University or external to the University.  

 

As soon as possible after giving notice of termination of an appointment, the University will 

consider the faculty member for alternate University academic position for which the faculty 

member expresses interest and possesses the qualifications. If requested by the Provost, the 

academic unit in question will conduct an evaluation of the faculty member’s qualifications and 

suitability for the alternate position. The unit’s decision will be made using established 

appointment procedures, altered as necessary to expedite the evaluation.  

 

 

7.15.3 Joint Appointments 

 

In the event of termination of a program, tenured faculty for whom that unit is the secondary unit 

of appointment shall automatically revert to a full-time appointment in the unit of primary 

appointment. For faculty whose primary unit of appointment is the unit terminated, the 

University shall make a good faith effort to find other suitable positions, in accordance with the 

principles and procedures for reassignment of tenured faculty.  

 

7.15.4 Affiliation 

 

In the event of termination of a program, faculty holding a status of the affiliation in the unit 

shall revert to a full-time appointment in the unit in which they hold a regular appointment. 
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Faculty whose appointment is in the unit terminated shall be considered individually in 

accordance with the principles and procedures for reassignment of tenured faculty. The presence 

or absence of a status of affiliation with a continuing unit has no bearing on the procedures or the 

final outcome of these considerations.  


