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PART ONE: FACULTY

I. DEFINITION OF FACULTY STATUS
INTRODUCTION

Faculty are professionals employed by Chase College of Law ("the College of Law"),
Northern Kentucky University (“the University") to perform teaching and other academic
responsibilities commensurate with the missions and goals of the College of Law and of
the University. "Professional” is construed to mean a person who, because of competence
in a discipline, has the ability and responsibility to impart knowledge through effective
teaching, other assigned activities, or both, and to engage in research and creative
endeavors in an impartial and judicious manner.

The definitions set forth here apply to all provisions of this Handbook.
FULL-TIME, TENURE-TRACK FACULTY

Full-time, tenure-track faculty are probationary or tenured faculty who hold the academic
rank of assistant professor, associate professor, or professor, and who teach a full course
load as stipulated by the College of Law and the University, or full-time, tenure-track
faculty whose academic assignment is more than 50 percent within an academic
department or program. Department chairs who hold faculty status are full-time, tenure-
track faculty. Reassigned time does not remove a person from full-time, tenure-track
faculty status.

FULL-TIME, NON-TENURE-TRACK, RENEWABLE FACULTY

Full-time, non-tenure-track renewable faculty hold the rank of lecturer and perform full-
time duties as stipulated by the University in their appointment form, but they are not
appointed to a probationary or tenured position. At no point will appointees to these
positions accrue time toward tenure.

Faculty holding a non-tenure-track, renewable appointment are generally appointed on a
year-by-year basis following performance review. The performance review process is on
the normal schedule, based upon duties as stipulated in the appointment form.
Notification of non-renewal of appointment must be made to the faculty member by
March 31. Faculty holding non-tenure-track, renewable appointments are employed as
the result of an internal or external search process.

At the end of five years in the position, a full-time non-tenure track Lecturer is eligible
for promotion to Lecturer Il. After five years in the position, a Lecturer Il is eligible for
promotion to Senior Lecturer. Criteria for promotion to Lecturer Il and Senior Lecturer
will be established in writing by each academic unit, subject to the approval of the
appropriate dean (or program director). A record of satisfactory performance in teaching
IS a necessary requirement for promotion. The recommendation for promotion will be



made by the head of the academic unit, in consultation with the faculty, during the normal
performance review in the fifth year (in the case of Lecturer 1) and tenth year (in the case
of Senior Lecturer) of the Lecturer’s appointment, or in subsequent years in case of a
negative recommendation. The recommendation (positive or negative) will be forwarded
to the appropriate dean (or program director), who will make the final decision.

Non-tenure-track, renewable faculty holding the rank of instructor before the adoption of
this Handbook by the Board of Regents shall retain that rank. After the adoption of this
Handbook by the Board of Regents, non-tenure-track, renewable faculty shall hold only
the rank of lecturer for the entire length of their appointment.

FULL-TIME, NON-TENURE-TRACK, TEMPORARY FACULTY

Full-time, non-tenure-track, temporary faculty hold the rank appropriate to their
credentials and teaching experience. Normally the appointment rank will be lecturer,
adjunct professor, or visiting professor. Temporary faculty will perform full-time duties
as stipulated by the University, but they are not appointed to a probationary or tenured
position. At no point will appointees to these positions accrue time toward tenure. These
faculty are expected to carry a full course load, and to perform all of the duties associated
with these teaching responsibilities. Departments may invite them to faculty meetings
and may involve them in appropriate committees; they are expected to attend any
meetings related to their teaching. Any other assignments or responsibilities should be
specified by the Dean or department chair at the time of appointment and are subject to
approval of the Dean or department chair. Departments may use this category to employ
faculty who have no teaching responsibilities: e.g., grant supported researchers or
postdoctoral associates.

Faculty holding a non-tenure-track, temporary appointment are appointed on a one-year
basis. A temporary position appointment may be made as a result of consultation by the
department chair and the Dean, with approval by the Provost. Library faculty holding a
non-tenure-track, temporary appointment are appointed on a one-year basis. A temporary
position appointment may be made as a result of consultation between the Associate
Dean for Law Library Services and Information Technology and the Dean, with the
approval of the Provost. Temporary appointments are one-year, temporary, terminal
appointments that can be repeated for a maximum of three (3) years. No additional notice
of non-renewal of appointment is necessary.

Non-tenure-track, temporary faculty are provided with Social Security contributions by
the University. In addition, health insurance is provided by the University if the
appointment is full-time for the complete academic year.

PART-TIME FACULTY
1. PART-TIME TEMPORARY FACULTY

Part-time temporary faculty are faculty members who teach less than a full course
load in a given semester, as determined and assigned by the University. Part-time
temporary faculty may not be appointed to probationary or tenured positions. These
faculty are expected to carry out all of the teaching duties associated with their
class(es), including grading and office hours. They may also be asked to meet with
faculty who teach other sections of the course(s).



2.

2(a).

PART-TIME TENURE-TRACK AND TENURED APPOINTMENTS

While tenure-track and tenured appointments are usually full time, Chase College of
Law recognizes the importance of flexibility of employment so that faculty can
better manage the balance between their professional work and personal obligations
over a defined period of time. This policy is intended to encourage the College of
Law to accommodate reasonable requests for part-time appointments; however, part
time appointments are not an entitlement, and requests may be turned down when
the faculty member and the College of Law cannot agree upon a workable plan.

Tenure-track faculty members may request a temporary (with specific starting and
ending dates) part-time appointment for reasons of balancing work and family such
as the arrival or care of a child, the care of a family member, for personal
circumstances related to the health of the faculty member, or, in certain
circumstances in order to maintain certification in a clinical field. A temporary part-
time appointment requires the issue to be revisited on an annual basis. The
mandatory tenure year will be adjusted accordingly.

Tenured faculty members may request either temporary or renewable part-time
appointments for reasons stated above, or to balance work at the College of Law
with professional practice or significant community or public service. Examples
include a professor who wishes to serve as a consultant in addition to an
appointment in the College of Law; a professor who wishes to engage in
entrepreneurial activity outside of university responsibilities; or a professor who
runs for public office for a limited term and wishes to reduce the workload at Chase
for that period. Other reasonable justifications may be considered if approved by the
Dean and the Provost. Obtaining full-time employment outside the College of Law
does not disqualify a faculty member from transitioning to part-time status

Part-time appointments are made for any fraction 50 percent or greater of a full
appointment; faculty members receive proportional salary. Faculty members
considering such appointments are strongly encouraged to meet with representatives
in the benefits office in the Department of Human Resources to gain a clear
understanding of any potential impact on their benefits. Likewise, the allocation of
university resources, such as office and lab space, will be negotiated as part of the
written agreement.

Faculty members on part-time appointments, whether temporary or renewable,
retain all rights and responsibilities attendant to their appointment as a tenured
faculty member.

TEMPORARY PART-TIME TENURE-TRACK AND TENURED
APPOINTMENTS

Temporary part-time appointments are made for increments of one academic
year. During the duration of the year, conditions of the appointment may be
changed only with the written agreement of all parties. A temporary part-time
appointment must specify the date on which the faculty member is expected to
return to full-time status. Renewal of a temporary part-time appointment should



2(b).

be negotiated no less than three months before the end of the current academic
year so that the College of Law can plan accordingly.

Only the faculty member may initiate a request for conversion from full-time to
part-time appointment. The reasons for the request should be clearly stated in the
request form (provided on the NKU Academic Affairs website). The Dean should
make a careful assessment of the needs of the College of Law and should work
with the faculty member requesting the part-time appointment to facilitate the
request whenever possible.

The written agreement should include a statement of work expectations for the
part-time appointment. Generally, faculty members continue to contribute to all
areas of responsibility, but with reduced expectations for accomplishment
proportional to the fractional appointment. Service and scholarship
responsibilities for faculty members on part-time appointments are generally
proportional to their appointments. Faculty members on part-time appointments
are not excused from regular service to the College of Law or the university
because of the part-time appointments, nor are they excused from their
scholarship requirements.

The written agreement for either an initial appointment or a conversion of a full-
time appointment to part-time status and any subsequent renewal requires the
approval of the faculty member, Dean, and Provost.

An initial temporary part-time appointment, either tenured or tenure-track, may
be approved consistent with the intent of this policy. The expectation is that the
subsequent reappointment, if recommended, is for a full-time position, unless the
faculty member requests a renewal of the temporary part-time appointment in
accordance with these guidelines.

The mandatory tenure year will be set upon the initial hire. This date will
normally reflect an adjustment relevant to the percentage of appointment (for
example, a 50 percent appointment would apply for tenure no later than year 12;
a 75 percent appointment would apply for tenure in year 9, etc.). However,
adjustments will need to be made if the percentage of appointment fluctuates
during the pre-tenure period and these adjustments will need to be approved in
writing by the dean and provost. The Office of the Provost is responsible for
keeping track of the mandatory tenure year for all pre-tenure faculty and for
communicating that tenure year, in writing, to each part-time tenure-track
candidate.

RENEWABLE PART-TIME TENURED APPOINTMENTS

A full-time tenured faculty member may request conversion to renewable part-
time tenured status. The request should be granted subject to determination by
the Dean in consultation with the requesting faculty member. The change in
status shall be granted for a two-year period. The faculty member may request
renewal of part-time status before the end of each two-year period. The College
of Law is encouraged to accommodate reasonable requests for renewal; however,
part-time appointments are not an entitlement, and requests for renewal may be
turned down when the faculty member and the College cannot agree upon a



workable plan. The Dean should make a careful assessment of the needs of the
College of Law and should work with the faculty member requesting the part-
time appointment to facilitate a request whenever possible.

If the change in status is not renewed, a tenured faculty member who was granted
part-time status reverts to full-time status. Conversion from full-time to part-time
does not have the effect of relinquishment of tenure at full-time status.

2(c). RANK AND TITLE OF PART-TIME APPOINTEES

A faculty member who is granted a conversion from full-time to part-time
appointment shall retain the same title and rank that he or she enjoyed as a full-
time faculty member.

[This policy was approved by the NKU Board of Regents on June 14, 2023.]

LIBRARIANS

Full-time librarians employed by the College of Law and the University in faculty
positions are full-time, tenure-track faculty. (See Section I.B., Full-Time Tenure-Track
Faculty.) Part-time librarians employed by the University in faculty positions are part-
time faculty.

SPECIAL-APPOINTMENT FACULTY

1. EMERITUS FACULTY

Emeritus faculty are tenured faculty or administrators who hold faculty rank, who,
upon retirement, and upon recommendation of the faculty of the College of Law,
the Dean of the College of Law, the Provost, and the President of the University,
have been conferred emeritus status by the Board of Regents. Such persons hold
the title and rank held immediately prior to their retirement, followed by the title
"emeritus.”

2. VISITING FACULTY

Visiting faculty are persons who hold a temporary appointment for an academic
year, a semester, or a shorter term, as designated in their letter of appointment.
Normally such persons may hold a faculty appointment at another university or
college. Such persons hold an appropriate rank preceded by the designation
"visiting."

3. ADJUNCT FACULTY

Adjunct faculty are fully qualified faculty as described in the Adjunct Faculty
Handbook.



ENDOWED CHAIRS AND NAMED PROFESSORSHIPS

A named professorship is a faculty position endowed partially or primarily by
outside or University sources and awarded to an individual who meets all the
criteria for the rank of professor and has acquired a national reputation for
excellence in instruction and scholarship in the discipline in which the named
professor is appointed.

DISTINGUISHED PRACTITIONER OR JURIST IN RESIDENCE.

[RESERVED])



ADMINISTRATORS WITH FACULTY RANK

1.

FULL-TIME ADMINISTRATORS WITH ACADEMIC RANK

Full-time administrators with academic rank are members of the College of Law
or the University administration who hold faculty rank in probationary or tenured
positions. Such persons may be assigned teaching responsibilities. This provision
is intended to encompass high-level administrators, e.g., the President, vice
presidents, deans, and other similarly-situated persons.

COOPERATING FACULTY

Cooperating faculty are members of the College of Law or the University
administration or staff who hold faculty rank but not in probationary or tenured
positions. Such persons' rank shall be preceded by the designation "cooperating."
Such persons may be assigned teaching responsibilities.

RETREAT RIGHTS

Full-time administrators with academic rank, upon approved resignation from
their administrative positions, become full-time, tenure-track faculty, unless their
initial contract of appointment requires them to resign their faculty position at the
time they resign their administrative position. (Refer to Appendix A to this
Handbook: Policy on Administrators Returning to Faculty Status.)

QUALIFICATIONS FOR APPOINTMENT TO RANK

The initial appointment of faculty shall be at the rank appropriate for the qualifications
presented. These qualifications apply to promotion in rank. (See Part Two, Section XIII.,
Appropriate Terminal Degrees for Faculty.)

DEFINITIONS OF RANK

College of Law faculty members hired into permanent, tenure-track positions shall
normally hold the rank of Assistant Professor of Law. However, upon the
recommendation of the faculty and Dean, a law faculty member may be hired at the rank
of Associate Professor of Law, or Professor of Law if he/she would satisfy the
requirements for promotion to that rank within the College of Law.



Faculty members hired into temporary, non-tenure track positions shall hold the
appropriate rank of Adjunct, Assistant, Associate or Professor of Law. Those persons
hired into temporary visiting positions may hold the appropriate visiting rank. All
persons must have completed either an LL.B or J.D. degree or other appropriate
professional degree in order to qualify for appointment to the teaching faculty of the
College of Law. All persons appointed to the Law Library faculty must have an MLS
degree or other appropriate professional degree. Rank is separated from tenure.

1. INSTRUCTOR
[RESERVED]
2. ASSISTANT PROFESSOR

This is the usual entry rank. In addition to the degree requirement, such faculty
members must demonstrate potential for, or a record of, teaching effectiveness,
scholarly and creative ability, institutional and public service, as well as a
commitment to the legal profession.

3. ASSOCIATE PROFESSOR

An associate professor holds all the qualifications of an assistant professor and
has been judged effective in the following areas: as a teacher; in scholarly and
creative activity; in institutional and public service activity; in institutional and
public service activity. These criteria are listed in order of importance. In
exceptional circumstances, a person may be given an initial appointment at this
rank if he/she would satisfy the requirements for promotion to Associate Professor
within the College of Law.

4. PROFESSOR

This rank signifies maturity and service. In addition to qualifications for
Associate Professor of Law, this rank requires achievement of full maturity as a
very effective teacher, a record of high-quality scholarly and creative activity, a
record of significant contributions as a member of law faculty committees, and a
record of participation in service and contributions to the College of Law, the
University, the legal profession and the community. In addition, in the case of a
member of the law teaching faculty at the College of Law promotion to the rank
of Professor of Law normally would be with tenure.

S. LECTURER



6. PART-TIME FACULTY

Part-time faculty hold the rank of lecturer, or they may hold ranked adjunct
positions.

K. GRADUATE FACULTY

[RESERVED]



10

Il. CONTRACTS

ACADEMIC-YEAR AND FACULTY CONTRACTUAL DUTIES

The academic year refers to the time during which the teaching faculty fulfill their
contractual obligations to the College of Law and the University.

1.

Unless otherwise specified in writing, faculty fulfill their contractual obligations
during the academic year, i.e., from one week before the first day of fall semester
classes through two weeks after the last day of spring semester classes.

Unless otherwise specified in writing, faculty contractual duties refer to those
duties specified in Section IVV.A., Evaluation Criteria, and include teaching,
scholarly/creative activity, and institutional/public service.

The academic year is normally 34 working weeks; the year usually starts in mid-
August and ends in mid-May.

Faculty may teach or perform other specified duties for the College of Law and
the University between academic years. Such activities are in addition to the
academic-year contractual duties, and may be included as part of faculty
evaluation processes (see Section IV., Evaluation) at the discretion of the
individual faculty member.

Faculty are not required to perform academic-year contractual duties between
academic years. However, faculty shall have full access to available College of
Law and University resources between academic years to pursue activities related
to evaluation processes specified in Section IV., Evaluation. Use of these
resources is subject to Kentucky Revised Statutes.

INITIAL APPOINTMENT--PROBATIONARY

Ordinarily an initial appointment will be for one year for all ranks. If a person is
appointed to the faculty during an academic year, the term of his/her contract will end at
the end of that academic year.

REAPPOINTMENT--PROBATIONARY

1.

INSTRUCTOR - LAW LIBRARY INSTRUCTOR

An instructor who is reappointed shall receive a one-year contract which may be
renewed. No person shall hold the rank of instructor for more than seven years. If
an instructor does not qualify for promotion before the end of his/her sixth year in
rank, including any University-recognized credit for prior service, the contract for
the seventh year shall be a terminal contract. (See Sections I1.E., Probationary
Contracts, and I1.F., Probationary Contracts with Conditions to Be Removed.)
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Non-tenure-track, renewable faculty holding the rank of instructor before the
adoption of this Handbook may be reappointed at this rank beyond the seven-year
limit. (See Sections I.C., Full-Time, Non-Tenure-Track, Renewable Faculty, and
1.J.1., Instructor.)

2. ASSISTANT PROFESSOR

Reappointments of an assistant professor will be for one-year terms, provided,
however, that the total time in probationary appointments, including recognized
credit for prior service, does not exceed seven years. If an assistant professor does
not receive grant of tenure before the end of the sixth year of probationary
appointments, including recognized credit for prior service, the contract for the
seventh year shall be a terminal contract. (See Sections I1.E., Probationary
contracts, and Il.F., Probationary Contracts with Conditions To Be Removed.)

3. ASSOCIATE PROFESSOR

Reappointments of an associate professor will be for one-year terms, provided
that the total time in probationary appointments, including recognized credit for
prior service, does not exceed seven years. If an associate professor does not
receive grant of tenure before the end of the sixth year of probationary
appointments, including recognized credit for prior service, the contract for the
seventh year shall be a terminal contract. (See Sections II.E., Probationary
Contracts, and I1.F., Probationary Contracts with Conditions To Be Removed.)

4. PROFESSOR

Reappointments of a professor will be for one-year terms, provided that the total
time in probationary appointments, including recognized credit for prior service,
does not exceed seven years. If a professor does not receive grant of tenure before
the end of the sixth year of probationary appointments, including recognized
credit for prior service, the contract for the seventh year shall be a terminal
contract. Promotion to the rank of Professor from within the College of Law is
normally accompanied by the granting of tenure for the College of Law teaching
faculty. (See Sections I1.E., Probationary Contracts, and I1.F., Probationary
Contracts with Conditions To Be Removed.)

D. PART-TIME FACULTY

The term of employment for part-time faculty shall not exceed one academic year.
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PROBATIONARY CONTRACTS

Faculty who have probationary contracts do not have tenure. Reappointment to a
probationary contract is conditioned upon successful performance and recommendation
for reappointment as specified at Sections 1V., Evaluation; V., Reappointment; V1.,
Promotion; VII., Tenure, and VIII., Appointment, Promotion and Tenure for Librarians. A
person may not hold a probationary appointment for more than seven years, including
recognized credit for prior service. If a person does not receive grant of tenure before the
end of the sixth year of probationary contracts, including recognized credit for prior
service, the seventh contract shall be a terminal contract.

PROBATIONARY CONTRACTS WITH CONDITIONS TO BE REMOVED

In addition to the provisions of I1.E., Probationary Contracts, where a probationary
reappointment is made with conditions to be removed (see Section V.A., Eligibility), the
conditions shall adhere to College of Law standards and be specified in writing and
conveyed to the faculty member by the authorized person or entity which recommends
imposition of the conditions. The conditions shall be clearly stated on the contract.
Following any three years of contracts with continued probation with conditions to be
removed, the faculty member will be issued a one-year terminal contract for the
subsequent year. Recommendations for exceptions can be made by Department Chair and
the Dean of the College of Law to the Provost.

FACULTY WITH TENURE
Faculty with tenure have a continuing contract. (See Section VII., Tenure.)
LOCUS OF CONTRACT APPOINTMENT

A faculty member will be appointed to a position in a stated department(s) or program(s).
(See Section I11.D., Joint Appointments.)

UNIVERSITY BENEFITS
1. DEFINITIONS

a. "Benefits," as discussed in this section, refer to insurance, health, and
welfare perquisites that the University makes available to its employees.

b. "Employee" is a person, other than an independent contractor, who
performs services for the University in exchange for compensation in the form of
a salary paid by the University. Persons performing services under grants may or
may not be University employees, depending upon the terms of the grant and the
persons' contractual relationships with the University.
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RANGE

A range of benefits is available to all University employees. Faculty may obtain
information concerning available benefits through the University office of
Personnel Services. In some instances, faculty benefits are different from those of
other employees, e.g., TIAA-CREF.

INFORMATION
Faculty Development Program information is available through the office of the

Faculty Senate and the Office of the Vice President for Academic Affairs and
Provost. (See also Section XII., Faculty Development Programs.)
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I11. FACULTY APPOINTMENTS
APPROVAL OF BOARD OF REGENTS
All appointments are subject to approval by the Board of Regents.
FACULTY RECRUITMENT AND APPOINTMENT

The faculty recruitment procedures for the College of Law shall be such procedures as
are adopted by the College of Law faculty and approved by the Dean and Provost.

The provisions of this Faculty Handbook govern all other appointments of faculty. (See,
e.g., Part One, Section I., Definitions of Faculty Status, and Section II., Contracts; and
Part Two, Section XIII., Appropriate Terminal Degrees for Faculty.)

EMERITUS APPOINTMENTS

The Faculty of the College of Law may nominate a retiring faculty member for
appointment to emeritus status. In order to be nominated, the retiring person must hold
faculty rank and tenure. Normally, a person will have served the University for a long
period in order to be appointed to emeritus status. The nomination of the faculty of law
will be given to the Dean, forwarded to the Provost, and then to the President. The Dean
and the Provost may make their own recommendations. Emeritus status may be conferred
only by the Board of Regents, and then only upon recommendation by the President. (See
Section 1.G.1., Emeritus Faculty.)

JOINT APPOINTMENTS

1. All proposed joint faculty appointments will be clearly articulated as such in
writing by the cooperating departments with the written terms of the appointments
stated as specifically as possible prior to the appointments. In addition to the usual
contractual terms, joint-appointment terms should include:

a. the subject areas or disciplines in which the appointee is to teach;

b. the percentage of instructional time the appointee will be expected to
devote to each subject area or discipling;

C. a clear statement of other duties to be performed for the programs in
question, if duties other than instructional are to be performed; and

d. the department of primary support and accountability in matters of budget,
but with the stipulation that each department will conduct a separate
performance review and will provide for a separate reappointment,
promotion, and tenure review.
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For purposes of administrative support and accountability, the appointee will be
housed in and counted on the roll of one department, which will be known as the
academic unit of primary appointment. Each department will conduct a separate
performance evaluation and will provide for a separate reappointment, promotion,
and tenure review.

Joint appointments do not preclude the appointee's participation on
reappointment, promotion, and tenure committees for any of the departments of
appointment in which the appointed holds appropriate rank.

The department chairs, in accordance with departmental and other University
policies, will conscientiously contribute to performance reviews of the appointee
and to the recommendations resulting from the reviews with regard to retention,
salary increases, promotion, and tenure.

It will be the responsibilities of the dean(s) in whose academic college(s) an
appointment is to be made to monitor carefully the department procedures in the
articulation, advertisement, recruitment, and appointment of all joint-appointment
positions and in work assignments, evaluations, and professional
recommendations of all joint appointees.
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IV.EVALUATION
APPLICABILITY

The criteria and procedures set forth in this section of Part One apply to reappointment
(see Section V., Reappointment), promotion (see Section V1., Promotion), and to tenure
(see Section VII., Tenure). The criteria set forth in this section of Part One also apply to
performance review (see Section 1X., Performance Review).

CRITERIA

In making the evaluations required for reappointment, promotion, tenure, and
performance-review decisions, three major categories of professional responsibility are to
be used: teaching effectiveness, scholarly and creative activity, and institutional and
public service. As is appropriate for a University committed primarily to undergraduate
instruction, the major emphasis in evaluation of faculty at the College of Law is placed
on classroom teaching effectiveness. The other fundamental category--scholarly and
creative activity--shows a faculty member's commitment to professional growth and to
remaining current in his/her field. The category of institutional and public service
completes the basic requirements of faculty performance in contributing to the
accomplishment of the College of Law, and University objectives.

It is the responsibility of every faculty member to know the various policies of the
College of Law and the University, as set forth in this Handbook or as otherwise
published. A failure to comply with a written College of Law or University policy that
has resulted in disciplinary sanction of the faculty member may constitute unprofessional
conduct and consequently may be relevant to evaluations related to reappointment,
promotion, and tenure, or to performance review.

1. TEACHING EFFECTIVENESS

Evidence of teaching effectiveness must include all written peer evaluations and
all statistical summaries of student evaluations and may include any one or more
of the following (not listed in order of priority):

a. course syllabi, including systematic organization of appropriate materials
for presentation and communication to students of course objectives, plan
of study, and means of student performance evaluation;

b. presentations, whether by lecture, discussion, recitation, demonstration,
[laboratory exercise,] practical experience or simulation, consultation,
field trips, computer-assisted instruction or exercises, or other instruction
methods;
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c. assessment procedures, such as tests, research and drafting exercises,
grading practices, and student performance;

d. fulfillment of professional responsibility, such as meeting classes in a
timely manner, returning materials in a timely fashion, supervising
students, treating students in a fair, impartial and professional manner;

e. extent to which students are stimulated to develop critical and creative
abilities and intellectual curiosity by such means as independent study,
research projects, or student performances;

f. textbooks, workbooks, manuals, software, tapes, slides, other print and
non-print learning resources used for instruction;

g. original teaching materials, including supplements, developed for
classroom use;

h. direction of internships and externships;
i grant writing for instructional activities;

J. incorporation of new ideas, techniques, technology, and learning labs, etc.,
into new or existing courses; and

K. written comments on student evaluations, if comments for individual
courses are submitted by the faculty member, must be included in their
entirety.

2. SCHOLARLY ACTIVITY

The College of Law is committed to the promotion of quality scholarship by its faculty members.
Quality scholarship contributes to a faculty member’s knowledge and to effectiveness of
classroom teaching. The publication and dissemination of quality scholarship extends the reach
of a faculty member’s teaching to the profession and to the public. The benefits of the
production of quality scholarship redound not only to the individual faculty member, but also to
the law school, the university, and the community. For these reasons, a demonstrated record of
rigorous analysis and continuing commitment to quality scholarly productivity throughout a
faculty member’s academic career is the goal of this policy.

a. Definitions
I Quiality Scholarship
Quiality scholarship requires rigorous analysis, and thus must go beyond primarily

descriptive information (i.e., what cases, statutes, regulations, or a body of
literature say). The factors indicating quality scholarship include:
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a. The quality of the research and analysis. A significant publication
demonstrates authoritative command of the chosen topic, familiarity
with pertinent authorities, and careful evaluation of the authorities and
ISSues.

b. The originality and scope of the thought presented in the scholarship
and the contribution to the field it covers.

c. The scope of the chosen topic. A significant treatment of a narrow
topic usually will be more detailed or contain deeper or more incisive
analysis than might be required for a significant treatment of a broader
topic.

d. Reputation of the publisher.

e. Impact. Among the indicia of a publication’s impact are academics’,
judges, practitioners’, or other professionals’ use of the publication,
frequency of citation, the publication’s contribution to the candidate’s
reputation for scholarship, and its positive reception by an informed
audience.

f. National or international scope.
Although the quality, as opposed to the quantity, of a candidate’s work is the most
important factor in evaluating scholarship, suitable length of a law journal or
article is normally a minimum of 30 printed pages, or 50 double-spaced,
typewritten pages, often with significant footnote annotation.
Qualifying Scholarship
A faculty member’s record for scholarship is expected to consist of quality
scholarship of suitable length and complexity in one or more of the following
categories:

1) Articles in student-edited or peer-edited legal journals;

2) Original scholarly books and supplements or chapters thereof in the legal
field;

3 Book reviews;

4 Avrticles published in non-legal periodicals circulated primarily within the
legal profession; and
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5) Drafting of official or unofficial explanations, comments, or descriptions
of law reform proposals or statutory texts.

Co-Authored Scholarship

Co-authored quality scholarship of significant length and complexity meets the
definition of qualifying scholarship.

A faculty member who has produced co-authored scholarship in one (or more) of
the above categories must submit a signed memorandum to the Dean stating what
percentage of that scholarship is attributable to the faculty member.

Publication

“Publication” in the case of categories ii(1)-(4) above includes manuscripts for
which the candidate has received a written commitment for publication, as well as
those already published. In the case of invited scholarship (e.g., in symposia, etc.)
“publication” occurs after the invitation has been made and the manuscript has
been submitted. In the case of category ii(5) above, publication occurs upon
dissemination of a draft among a group of practitioners, government officials or
scholars seeking to ultimately distribute the work more broadly.

Published

“Published” includes acceptance for future publication.

Student-edited Journal

A student-edited journal is a legal journal published by a U.S. accredited law
school or its equivalent.

Peer-edited Journal

A peer-edited journal is a legal publication of which the editors are primarily
lawyers or academics devoted to the study of law.

Generally, non-tenured faculty members will be expected to have published and/or
accepted for publication, three individually authored law review articles or the equivalent
thereof of suitable length and quality, one for promotion to Associate Professor, and a
total of three for promotion to full professor and grant of tenure. Scholarship considered
for such promotions must conform with the recommendations adopted by the faculty on
April 23, 2009.
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INSTITUTIONAL AND PUBLIC SERVICE

Generally, faculty members may determine for themselves the type and extent of
their service. However, certain forms of service must be performed by all faculty
members: effective participation on College of Law committees; attendance at
essential College of Law functions; required advising of students.

Within the qualifications noted above evidence of institutional and public service
should be broadly defined and may include, but is not limited to, the quality of the
following (unprioritized) items:

a.

service on College of Law or University committees, councils, senates;
service on or advice to local, state, national, international or foreign
governmental boards, agencies, or commissions; service on or advice to
local, state, national, international or foreign professional organizations or
committees or task forces thereof; service or advice to business, industry
or labor or to private citizens as a technical expert or legal advisor; service
as organizer or director of seminars, workshops, CLE programs or other
conferences;

participation in meetings, symposia, conferences, workshops and CLE
programs; development and presentation of materials for public awareness
through radio and television;

direction of or advising professional associations, clubs and other
organizations;

advising student organizations and facilitating student events and
activities;

grants written for institutional or public service activities;

academic and non-academic advising of prospective students, students and
graduates, including assistance in preparation for the professional
responsibility exam or bar exam;

College of Law service other than on College of Law committees;

editing professional journals;

pro bono representation of clients, including preparation of memoranda of
law and legal briefs;

attendance at other College of Law functions;



21

k. participation in local regional, national, or international religious or
political organizations.

SPECIAL FACTORS: LEGAL RESEARCH AND WRITING POSITION

If tenure is conferred upon a person holding rank as a teacher of Legal Research
and Writing at the College of Law, the contract between that person and the
University which confers tenure shall contain a provision stating that such
person's tenure is specific to teaching Legal Research and Writing at the College
of Law. A person occupying a tenure-track Legal Research and Writing position
shall have no right to make a lateral move from a Legal Research and Writing
position into a non-Legal Research and Writing Law Faculty position. Such
person may apply for a non-Legal Research and Writing Law Faculty vacancy by
going through the Faculty Appointments process the same as any outside
candidate. If a person holding a Legal Research and Writing position is approved
by the Faculty and hired into a non-Legal Research and Writing Law Faculty
position, that person shall be subject to all of the procedures and standards
required for appointment, reappointment, promotion, and tenure required of a
non-Legal Research and Writing Law Faculty appointee.

The reappointment, promotion, and tenure criteria used for law faculty shall apply
to a person holding an appointment as a Legal Research and Writing teacher
except as modified below:

a. Because of the special time-intensive nature of teaching Legal Research
and Writing, the primary basis for evaluation will be Quality of Teaching.
A strong performance in the area of teaching effectiveness is mandatory.
It is recognized that substantially more of the effective teaching of Legal
Research and Writing will occur outside the classroom environment than
in the teaching of other courses in the law school curriculum.

b. Published scholarship may be different than that expected of a regular law
teaching faculty member, e.g., focused on the area of teaching Legal
Research and Writing, although it is not required to be. The quality and
value of scholarly and creative activity, not the number of such activities,
shall influence tenure and promotion recommendations for Legal Research
and Writing faculty.

C. In the area of Service, again, the quality and value of such activity, not the
number of such activities, shall influence tenure and promotion
recommendations for Legal Research and Writing faculty.

d. Future promise is an important factor in evaluation of all faculty members.
New, inexperienced faculty members should not be expected to excel in all areas
at once. The first duty is to become an effective teacher. Therefore, this criterion
may be of special importance in early evaluations.
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SPECIAL FACTORS: ASSOCIATE DEAN FOR LAW LIBRARY SERVICES
AND INFORMATION TECHNOLOGY

Ordinarily, the Associate Dean for Law Library Services and Information
Technology will be a faculty member either with tenure or on a tenure track. This
person is a specialist in two fields, performing as an educator specializing in
library science.

If tenure is conferred upon the Associate Dean for Law Library Services and
Information Technology, the contract between that person and the University
which confers tenure shall contain a provision stating that such person cannot
resign as the Associate Dean and retain the professorship with tenure unless, at the
time of such recommendation, the tenured faculty shall vote to recommend the
continuation of such tenured professorship, and the Dean, the Provost, the
President, and the Board of Regents shall all accept that recommendation.

The tenure and promotion criteria used for law faculty should apply to the
Associate Dean for Law Library Services and Information Technology except as
modified below:

a. In recognition of the fact that the Associate Dean for Law Library Services
and Information Technology is hired in that position and not in a teaching
position, the following factors shall replace the teaching component of the
normal criteria: skills and performance as such Associate Dean, including
effectiveness as a supervisor and administrator, design and maintenance of
the Law Library collection, provision of services and resources for the law
school and university communities, provision of classroom and curriculum
support for faculty and students, training professional and para-
professional staff who will provide these services, working with faculty
and staff to see that research support for courses is adequate and timely,
assistance to faculty in keeping up to date in their fields, exercise of
creativity and imagination in the performance of these duties, and
whatever other factors may be pertinent; and

b. If the Associate Dean for Law Library Services and Information
Technology does teach courses, the usual teaching criteria shall apply; and

C. Scholarly and creative activity and performance which may be in the area
of law librarianship. Published scholarship may be different than that
expected of a regular law teaching faculty member, e.g., focused on the
area of teaching Legal Research and Writing, although it is not required to
be. The quality and value of scholarly and creative activity, not the
number of such activities, shall influence tenure and promotion
recommendations for the Associate Dean for Law Library Services and
Information Technology.
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PROCEDURES FOR DECISIONS ON RETENTION, PROMOTION AND
TENURE

All persons involved in evaluation of faculty shall consider all information
received as confidential unless disclosure is required by law. No disclosures shall
be made to any person outside the evaluation process without the applicant's
express permission unless required by law. The procedures set forth herein apply
to applications for reappointment, promotion, and tenure. An applicant may
request one or more actions.

TIME SCHEDULE

The Provost will issue a calendar that lists deadlines for the various steps in the

evaluation process for the coming academic year. These deadlines shall conform
to the deadlines set forth in this Handbook. This calendar will be included with

each faculty appointment form for the coming academic year.

INITIATION OF REQUEST

The faculty member is responsible for initiating consideration by applying for
reappointment, promotion, tenure, or a combination of them, supported by full
documentation. A full-time administrator with academic rank may apply for
tenure or promotion supported by documentation. The Provost will distribute with
the calendar specific guidelines for full documentation. Information considered by
the reappointment, promotion, and tenure committee must include, but may not be
limited to, the faculty member's submissions. Performance reviews as defined in
IX may be submitted to the committee at the faculty member's discretion. The
faculty member shall include all student and peer evaluations and a list of all
published articles, scholarly and creative activities.

All materials supporting a request for reappointment, promotion and/or grant of
tenure must be included in the materials submitted to the Committee. Additional
materials may be added up to the deadline for submission set by the Provost, and
new materials may not be added after the deadline, except that faculty members in
their first year of a tenure-track appointment who apply for reappointment,
promotion or grant of tenure may add their fall semester compiled student
evaluations and comments to the submitted materials after the deadline, but no
later than 5:00 PM of the day prior to the date set for the meeting of the Tenured
Faculty; earlier submission is encouraged. Material already in existence on the
date of the deadline set by the Provost but inadvertently omitted from the
materials in support of the request may be added to the materials submitted in
support of the request no later than 5:00 PM of the date prior to the meeting of the
Retention, Promotion and Tenure Committee at which the request will be
considered and acted upon.
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3. DEPARTMENTAL COMMITTEE

The College of Law teaching faculty and Law Library Faculty shall have separate
reappointment, promotion and tenure committees, each consisting of at least five
faculty members. Each committee shall be appointed by the Dean of the College
of Law, who shall also appoint the Chair of each Committee. If the College of
Law teaching faculty has five (5) or more full-time tenured members in the case
of a tenure committee or five (5) or more members of appropriate rank in the case
of a promotion committee, then the committee shall be formed from faculty
within the College of Law teaching faculty. If the Law Library Faculty has five
(5) or more full time tenured faculty members in the case of a tenure committee or
five (5) or more members of appropriate rank in the case of a promotion
committee, then the committee shall be formed from faculty within the Law
Library Faculty. For the teaching faculty, in case there are fewer than five tenured
faculty in the case of a tenure committee, or fewer than five full-time members of
the teaching faculty of appropriate rank in the case of a promotion committee, the
Dean, in consultation with the faculty, shall appoint a tenured faculty member of
appropriate rank from another department to fill out the committee membership.
In choosing members from other departments, preference shall be given to faculty
with an affinity to the College of Law. For the law library faculty, at least four
members of the committee shall be either members of the law library faculty or
members of the law school teaching faculty, if possible, with preference to law
library faculty, and one member may be a member of the library faculty of the
Steely Library. Faculty of other departments may also be appointed, if needed, in
consultation with the law library faculty. Upon agreement of the other committee
members, the Dean, the Associate Dean for Law Library Services and Information
Technology, and the faculty candidate, faculty of suitable rank and tenure external
to the University may serve on the appropriate committee. The Dean shall not be
a member of either committee, although she/he may meet with the committees for
consultation. The Associate Dean for Law Library Services and Information
Technology shall not be a member of the law library promotion and tenure
committee although she/he may meet with the committee for consultation.

A quorum of a reappointment, promotion and tenure committee shall be four-
fifths (4/5) of its members; a quorum is required in order for the committee to act.
Each member shall have one vote; each member is expected to vote on each
matter before the committee. A tie vote must be reconsidered. If there is a final
tie vote, the person will not be recommended for reappointment, promotion, or
tenure. The reasons for the recommendation, whether positive or negative, shall
be included in the written recommendation.

In each case, the recommendation(s) of the committee shall be reported: in the
case of teaching faculty, to the full tenured faculty, and in the case of law library
faculty, to the Associate Dean for Law Library Services and Information
Technology. The reasons for the recommendation(s), whether positive or
negative, shall be reported in writing.
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In the case of a teaching faculty member, the full tenured faculty shall meet,
consider the recommendation(s) of the committee, and then vote its
recommendation(s). All tenured faculty members are to be familiar with the
applicant's file. Atie vote must be reconsidered. If there is a final tie vote, the
person will not be recommended for reappointment, promotion, or tenure. The
final vote of the tenured faculty shall be reported to the Dean.

The recommendation(s) of the tenured faculty shall be in writing. The reasons for
the tenured faculty's recommendation(s), whether positive or negative, shall be
included in the written recommendation(s). The written recommendation(s) shall
be given to the Dean and a copy to the faculty member. The faculty member's file
shall also be delivered to the Associate Dean for Law Library Services and
Information Technology and then the Dean, in the case of a law library faculty
member, and to the Dean, in the case of a law faculty member.

The College of Law Dean serves the dual roles of department chair
and Dean for teaching faculty. The Associate Dean for Law
Library Services and Information Technology serves as department
chair for law library faculty, and forwards the recommendations to
the College of Law Dean.

PROMOTION

In addition to the requirements of Section IV.C.3, Departmental Committee, for
consideration of requests for promotion, the departmental Reappointment,
Promotion, and Tenure Committee shall be composed of full-time, tenured faculty
of rank equal to or higher than the rank sought by the faculty member seeking
promotion. Committee members outside the department or program may be
chosen as set forth in Section IV.C.3., Departmental Committee.

CHAIR

After receipt of the tenured faculty recommendation(s) and the faculty member's
file, the department chair (the Dean of the College of Law in the case of law
faculty, the Associate Dean for Law Library Services and Information Technology
in the case of law library faculty) shall make his/her recommendation to the

Provost (as to law teaching faculty, to the Dean of the College of Law as to Law
Library's Reappointment, Promotion and Tenure Committee). The department
chair may consult with the College of Law tenured faculty as to law teaching
faculty (the law library Retention, Promotion and Tenure Committee as to law
library faculty), but not with faculty members individually. The reasons for the
department chair's recommendation, whether positive or negative, shall be
included in the written recommendation. If the department chair agrees with the
tenured faculty's decision(s) (the Reappointment, Promotion and Tenure
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Committee as to the Law Library faculty) and its reasons, he/she must either sign
its letter (drafted by the chair of the Reappointment, Promotion and Tenure
Committee or the Law Library Reappointment, Promotion and Tenure Committee
as is appropriate) or write a separate recommendation. The department chair must
write a separate recommendation if he/she disagrees with the tenured faculty's
recommendation(s). The department chair shall forward his/her
recommendation(s), the Retention, Promotion and Tenure Committee’s, the
tenured faculty's or the Law Library Reappointment, Promotion and Tenure
Committee's recommendation(s), and the faculty member's file to the Provost (to
the Dean of the College of Law in the case of law library faculty where the
Associate Dean for Law Library Services and Information Technology acts as
department chair). A copy of his/her recommendation shall be given to the faculty
member. The department chair shall notify the tenured faculty or the Law Library
Reappointment, Promotion and Tenure Committee of his/her decision.

DEAN

After receipt of the department chair's recommendation(s) as to a law library
faculty member, the Law Library Reappointment, Promotion and Tenure
Committee's recommendation and the law library faculty member's file, the Dean
of the College of Law shall make his/her recommendation to the Provost in
writing. The reasons for the Dean's recommendation(s), whether positive or
negative, shall be included in the written recommendation. If the Law Library
Reappointment, Promotion and Tenure Committee and the department chair
agree, the Dean must either sign their letter or write a separate recommendation.
If the Law Library Reappointment, Promotion and Tenure Committee and the
department chair (the Associate Dean for Law Library Services and Information
Technology) disagree, or have written separate letters, the Dean may sign either of
their letters or may write a separate recommendation. The Dean may consult with
the Law Library Reappointment, Promotion and Tenure Committee and/or the
department chair prior to making his/her recommendation, but not with law
library tenured faculty members individually. The Dean shall forward his/her
recommendation(s), the department chair's recommendation(s), the Law Library
Reappointment, Promotion and Tenure Committee’s recommendation(s), and the
law library faculty member's file to the Provost. A copy of the Dean's
recommendation(s) shall be given to the faculty member. The Dean shall notify
the Law Library Reappointment, Promotion and Tenure Committee and the
department chair of his/her recommendation(s).
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7. PROVOST

a.

Law teaching faculty
In the case of law teaching faculty, the following shall occur.

After receipt of the Dean's recommendation, the tenured faculty's
recommendation, the Reappointment, Promotion and Tenure Committee’s
recommendation, and the faculty member's file, the Provost shall make
his/her written recommendation(s) to the President. The reasons for the
Provost's recommendation(s), whether positive or negative, shall be
included in the written recommendation(s). If the Committee, the tenured
faculty, and the Dean agree, the Provost must either sign their letter or
write his/her separate recommendation(s). If the Reappointment,
Promotion and Tenure Committee, the tenured faculty, and the Dean
disagree, or have written separate letters, the Provost must either sign one
of their letters or write his/her separate recommendation(s). The Provost
may consult with the Reappointment, Promotion and Tenure Committee,
the tenured faculty, the Dean, or with any combination of them, but not
with the Reappointment, Promotion and Tenure Committee members or
tenured faculty members individually. A copy of the Provost's
recommendation(s) shall be given to the faculty member. The Provost
shall inform the Dean, the tenured faculty, and the Reappointment,
Promotion and Tenure Committee of his/her recommendation(s).

Law library faculty
In the case of law library faculty, the following shall occur.

After receipt of the Dean's recommendation(s), the Associate Dean for
Law Library Services and Information Technology's recommendation(s),
the Law Library Reappointment, Promotion and Tenure Committee's
recommendation(s), and the faculty member's file, the Provost shall make
his/her written recommendation(s) to the President. The reasons for the
Provost's recommendation(s), whether positive or negative, shall be
included in his/her written recommendation(s). If the Committee, the
Associate Dean, and the Dean agree, the Provost must either sign their
letter or write his/her separate recommendation(s). If the Committee, the
Associate Dean, and the Dean disagree, or have written his/her separate
letters, the Provost must either sign one of their letters or write his/her
separate recommendation(s). The Provost may consult with the
Committee, the Associate Dean, the Dean, or with any combination of
them, but not with Committee members individually. A copy of the
Provost's recommendation(s) shall be given to the faculty member. The
Provost shall inform the Dean, the Associate Dean, and the Committee of
his/her recommendation(s).
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PRESIDENT

The President will forward the Provost's recommendation to the Board of
Regents.

BOARD OF REGENTS

Reappointment, promotion, and tenure may be granted only by the Board of
Regents, and then only upon the recommendation forwarded by the President of
the University. The Board shall act in accordance with statutory requirements and
the By Laws of the Board of Regents.

NEGATIVE RECOMMENDATION

When a negative recommendation is first made, the faculty member shall be
informed, in writing, of all appeal rights. This notice shall be given at the same
time as the written recommendation by the tenured faculty or by the person who
first makes a negative recommendation. Notice need not be given again if a
negative recommendation is later made at a higher level.

NOTICE OF NON-REAPPOINTMENT

Notice of non-reappointment of a probationary contract must be in writing, by the
Provost, and given:

a. not later than March 1 of the first academic year of service;
b. not later than December 15 of the second academic year of service;
C. at least twelve (12) months before the expiration of an appointment after

two or more years of service at the University.

TIME

Unless otherwise specified in these procedures, whenever any recommendation or
notice is to be given or conveyed, it shall be given or conveyed within fifteen (15)
University working days of receipt of the file by the person who is to take action,
except that the action shall be taken within ten (10) University working days for
the evaluation of probationary faculty in the first academic year of service.
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FORMAL RECONSIDERATION

In the case of a negative recommendation concerning reappointment, promotion,
tenure, or any combination of them, or in the case of continued probation with
conditions to be removed, the faculty member has the right to a formal
reconsideration only at the level of the initial negative recommendation. An
"initial" negative recommendation is defined as the first negative recommendation
given for a particular reason. If a negative recommendation is later given at a
higher level for a different reason, it shall be considered an initial negative
recommendation for the purpose of formal reconsideration.

Only material that existed prior to the submission date but that was omitted from
the information submitted in support of the application may be considered as the
basis for formal reconsideration.

In order to exercise this right, the affected faculty member must request the
reconsideration in writing, with the omitted materials attached, within ten (10)
University working days of receipt of notification of the negative
recommendation. Upon receipt of such a request for reconsideration, the tenured
faculty or the person who made the initial negative recommendation shall
complete the reconsideration within ten (10) University working days and shall
notify the faculty member, in writing, of the decision reached.

During such a reconsideration, the calendar for the recommendation is extended,
and the next level of recommendation shall not consider the faculty member's
application until reconsideration is completed. Once the decision regarding formal
reconsideration is reached, the process shall continue at the next level.

APPEAL PROCEDURE

In the event the Provost makes a negative recommendation on an application for
reappointment, promotion, tenure, or any combination of them, the applicant may
appeal to the peer review committees using the procedures set forth in Section
XV., Grievances. In order to exercise this right, the applicant must make his/her
written request to the Provost, with a copy to the committee, within fifteen (15)
University working days of receipt of the notice from the Provost. The applicant
must follow all procedures set forth in Section XV., Grievances.

WITHDRAWAL OF APPEAL

A faculty member may withdraw an appeal at any time by request in writing. In
that event, no further action may be taken concerning the appeal. In the case of
denial of mandatory tenure, if an appeal from a negative recommendation or
decision is withdrawn prior to a decision on the appeal, tenure cannot be
recommended.
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V.REAPPOINTMENT

ELIGIBILITY

A person who is making satisfactory progress toward grant of tenure is eligible for
reappointment. A person who is making less than satisfactory progress toward grant of
tenure may be terminated or may be reappointed to continued probation with conditions
to be removed.

QUALIFICATION

A person seeking reappointment must present evidence of satisfactory progress in
teaching effectiveness, scholarly and creative activity, and institutional and public service
consistent with Section IV, Evaluation, of this Handbook.

PROCEDURES

The criteria and procedures in Section 1V, Evaluation, apply to applications for
reappointment.
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V1. PROMOTION

QUALIFICATIONS

In order to be promoted to a particular rank the person seeking promotion must meet the
requirements set forth in the sections that follow. In evaluating teaching effectiveness or
job performance for law librarians, scholarly and creative activity, and institutional and

public service, the criteria established in Section 1V, Evaluation, and Section VIII, Law

Librarians shall be applied.

TEACHING FACULTY

Promotion to Associate Professor

A candidate for promotion to associate professor must hold an LL.B., J.D.,
or equivalent degree(s), and must, in order of importance, be judged
effective in each of the following areas, as shown by appropriate evidence:
in teaching; in continuing scholarly and creative activity; in continuing
institutional and public service.

Promotion to Professor

A candidate for promotion to professor must have the LL.B., J.D. or
equivalent degree(s), and must, in order of importance, be judged very
effective, in each of the following areas, as shown by appropriate
evidence: in teaching; in continuing high quality scholarly and creative
activity; and in continuing significant institutional and public service.

Promotion to the rank of Professor within the College of Law is normally
accompanied by the granting of tenure.

LAW LIBRARIANS

Promotion to Assistant Professor

A person who is appointed as instructor and who completes the
appropriate terminal degree as set forth in the initial contract of
appointment and who is making satisfactory progress toward grant of
tenure may be promoted to assistant professor effective with the next
academic year. (See Section VIII.E.2., Assistant Professor.)

Promotion to Associate Professor
A candidate for promotion to associate professor must hold an appropriate

terminal degree, and must, in order of importance, be judged effective, as
shown by appropriate evidence, in job performance, in continuing
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scholarly and creative activity, and in continuing institutional and public
service.

C. Promotion to Professor

A candidate for promotion to professor must hold the appropriate terminal
degree. In order of importance, the candidate must be judged very
effective (as shown by appropriate evidence) in job performance, in
continuing high quality scholarly and creative activity, and in continuing
significant institutional and public service, and must have attained
professional recognition in the library field.

B. CRITERIA AND PROCEDURES

The criteria and procedures specified in Section 1V, Evaluation and Section V111 for Law
Librarians, apply to applications for promotion.
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VII. TENURE
DEFINITION OF TENURE

Tenure is the right of full-time faculty who hold academic rank to continuous full-time
employment with the University without reduction in academic rank until separation
from the University as defined in Section XI., Separation, of this Handbook, including
such forms of separation as resignation, retirement, medical termination, program
reduction, financial exigency, and termination for cause.

GRANT OF TENURE

Tenure at Northern Kentucky University is granted in accordance with the provisions of
the laws of the Commonwealth of Kentucky and the By Laws of the Board of Regents
and is normally granted after satisfactory progress during an appropriate probationary
period. Tenure may be granted only by the Board of Regents. Tenure is granted in the
department(s) to which the faculty member or administrator is assigned at the time tenure
is granted, and can be granted only after formal review by that department's
Reappointment, Promotion and Tenure committee as specified in Section 1V.C.3., below.

PURPOSE OF TENURE

The Board of Regents of Northern Kentucky University grants tenure to full-time faculty
members in order to:

1. create an atmosphere favorable to academic freedom and responsibility;

2. provide faculty members reasonable expectation of security so that the University
is able to attract and retain a competent faculty; and

3. promote institutional stability by creating a faculty with a strong, long-term
commitment to the University.

ELIGIBILITY

Unless tenure is received with an initial appointment, only full-time, tenure-track faculty
who hold probationary appointments are eligible to receive tenure. Non-tenure-track
faculty are not eligible to receive tenure.

CRITERIA FOR TENURE DECISIONS

LAW TEACHING FACULTY

In order to be eligible for tenure, the law faculty member must hold the L.B., J.D., or

equivalent degree(s), and must, in order of importance, be judged very effective, in each
of the following areas, as shown by appropriate evidence: in teaching; in scholarly and
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creative activity; and in institutional and public service. The criteria set forth in Section
IV, Evaluation, shall be applied to applications for grant of tenure.

LAW LIBRARY FACULTY

In order to be eligible for tenure, the law library faculty member must hold the
appropriate terminal degree or its equivalent, and must be judged effective in the
following areas: in job performance; in scholarly and creative activity; in institutional and
public service. The criteria set forth in Section IV, Evaluation, and Section VIII
Appointment, Reappointment, Promotion and Tenure For Librarians shall be applied to
applications for grant of tenure.)

PROCEDURE

The procedures specified in Section IV, Evaluation, apply to applications for grant of
tenure.

TIME

Normally a faculty member will be considered for grant of tenure during the faculty
member's sixth year of probationary appointment, including University-recognized credit
for prior service, upon the faculty member's application. A faculty member may request
grant of tenure in an earlier year, but only faculty of extraordinary merit may be approved
for early grant of tenure. Denial of early tenure is not a basis for non-reappointment.

Promotion to the rank of Professor within the College of Law is normally accompanied
by the granting of tenure.

DENIAL OF GRANT OF TENURE
A faculty member who is not granted tenure during the sixth year of probationary

appointment, including University-recognized credit for prior service, will receive a one-
year terminal contract.
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VIIIl. LAW LIBRARIANS
DISTINCT RESPONSIBILITIES

Law librarians have responsibilities different from those of other law faculty; they work
on twelve-month contracts and devote specified hours each week to their professional
assignments in the law library. Therefore, certain modifications have been made in
criteria used in evaluation for reappointment, promotion, and tenure.

Full-time, tenured and tenure-track, law library faculty shall have the right to vote in
faculty meetings of the College of Law on all issues affecting the library or library faculty
in their capacity as librarians and on personnel matters affecting them as faculty members
of the University generally. In preparing the agenda for faculty meetings, the Dean shall
designate, in his discretion, those agenda items on which such law library faculty may
vote.

DEFINITIONS OF FACULTY STATUS AND RANK

Law librarians at the College of Law have faculty status and rank. (See Section 1.F.
Librarians). The master's degree in library science is the appropriate terminal degree and
is necessary for appointment to a law library faculty position.

1. FULL-TIME, TENURE-TRACK FACULTY

Full-time, tenure track law library faculty are probationary or tenured faculty who
hold the academic rank of instructor, assistant professor, associate professor, or
professor, and who devote specified hours each week to their professional
assignments in the law library. The Associate Dean for Law Library Services and
Information Technology, who functions as Department Chair, holds faculty status
as a full-time tenure-track faculty. Reassigned time does not remove a person
from full-time tenure-track faculty status.

2. FULL-TIME, NON-TENURE-TRACK, RENEWABLE FACULTY

Full-time, non-tenure-track renewable faculty hold the rank of lecturer and
perform full-time duties as stipulated by the College of Law in their appointment
form, but they are not appointed to a probationary or tenured position. At no
point will appointees to these positions accrue time toward tenure.

Faculty holding a non-tenure-track, renewable appointment are generally
appointed on a year-by-year basis following performance review. The
performance review process is on the normal schedule, based upon duties as
stipulated in the appointment form. Notification of non-renewal of appointment
must be made to the faculty member by March 31. Faculty holding non-tenure-
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track, renewable appointments are employed as the result of an internal or
external search process.

Non-tenure-track, renewable faculty holding the rank of instructor before the
adoption of this Handbook by the Board of Regents shall retain that rank. After
the adoption of this Handbook by the Board of Regents, non-tenure-track,
renewable faculty shall hold only the rank of lecturer for the entire length of their
appointment.

FULL-TIME, NON-TENURE-TRACK, TEMPORARY FACULTY

Full-time, non-tenure-track, temporary faculty hold the rank appropriate to their
credentials and experience. Normally the appointment rank will be lecturer,
adjunct professor, or visiting professor. Temporary faculty will perform full-time
duties as stipulated by the Associate Dean for Law Library Services and
Information Technology and approved by the Dean and the Provost, but they are
not appointed to a probationary or tenured position. At no point will appointees to
these positions accrue time toward tenure.

Faculty holding a non-tenure-track, temporary appointment are appointed on a
one-year basis. A temporary position appointment may be made as a result of
consultation between the Associate Dean for Law Library Services and
Information Technology and the Dean, with approval of the Provost. Temporary
appointments are one-year, temporary, terminal appointments that can be repeated
for a maximum of three (3) years. No additional notice of non-renewal of
appointment is necessary.

Non-tenure-track, temporary faculty are provided with Social Security
contributions by the University. In addition, health insurance is provided by the
University if the appointment is full-time for the complete academic year.

4. PART-TIME FACULTY

The part-time law library faculty workload is determined by the department. The
part-time law library faculty may not be appointed to probationary or tenured
positions.

POLICIES AND PROCEDURES

The policies and procedures for law faculty presented in Part One of this Handbook apply
to law librarians as modified in this Section VIII. Effective performance on the job
replaces the teaching effectiveness category. The Chase Law Library is considered to be
a department with regard to implementation of the reappointment, promotion, and tenure
process. The Associate Dean for Law Library Services and Information Technology of
the Chase Law Library serves as a department chair. The Associate Dean for Law
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Library Services and Information Technology of the Chase Law Library will forward
reappointment, promotion, and tenure recommendations to the Dean who then forwards
the recommendations to the Provost.

RANKS FOR LAW LIBRARIANS

Library faculty may be appointed to these ranks:

Instructor of Library Services,
Assistant Professor of Library Services,
Associate Professor of Library Services,
Professor of Library Services, or
Lecturer.

QUALIFICATIONS FOR APPOINTMENT TO RANK

The initial appointment of faculty shall be at the rank appropriate for the qualifications
presented. These qualifications apply to promotion in rank.

1.

INSTRUCTOR

An instructor holds the minimum of a master's degree (or equivalent, as
determined by factors such as work experience, publications, and national or
regional reputation in the field). An instructor shows potential for competent
teaching or effective performance on the job, scholarly activity, and institutional
and public service activity relevant to his/her educational or professional
background and specified contractual obligations. An instructor who receives an
appropriate terminal degree may apply for promotion to assistant professor. Non-
tenure-track, renewable faculty holding the rank of instructor before the adoption
of this Handbook by the Board of Regents shall retain that rank, but may not
apply for promotion to assistant professor.

ASSISTANT PROFESSOR

An assistant professor holds an appropriate terminal degree (or the equivalent, as
determined by such factors as work experience, publications, and national or
regional reputation in the field). A person may be appointed as an assistant
professor without holding the appropriated terminal degree or its equivalent, but if
the terminal degree is required, it must be earned within the time stipulated in the
initial contract of appointment. If an appropriate terminal degree is not received
within the time set forth in the initial contract, the appointment at this rank will
terminate. An assistant professor has demonstrated potential competence as a
librarian and potential for scholarly and creative activity and institutional and
public service activity.
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3. ASSOCIATE PROFESSOR

An associate professor holds all the qualifications of an assistant professor and
has been judged effective: as a librarian; in scholarly and creative activity; and in
institutional and public service activity. These criteria are listed in order of
importance.

4. PROFESSOR

A professor holds all the qualifications of an associate professor and is recognized
as a very effective librarian; has a record of high-quality scholarly and creative
activity; has demonstrated significant institutional and public service activity; and
has attained professional recognition in the library field. These criteria are listed
in order of importance.

S. LECTURER

A lecturer is professionally qualified appointee whose services are contracted
primarily for teaching or some other area of library responsibility. Lecturer
positions shall be non-tenure-track and non-tenure-earning. Lecturers are not
eligible for membership in the Faculty Senate or for sabbatical leaves, faculty
summer fellowships, or faculty project grants, but they may be eligible for
University retirement under the terms of the appointment form. Lecturers with
full-time appointments are eligible for participation in any appropriate University
group insurance plans/benefits. Voting privileges within the law library faculty
may be extended to a lecturer.

CRITERIAFOR REAPPOINTMENT, PROMOTION, AND TENURE

Librarians are evaluated for reappointment, promotion, and tenure on the basis of a
continuing record of achievement and evidence of professional development. A strong
record of effective job performance is mandatory and of primary importance. It is
expected that librarians will also meet the standards of scholarly and creative activity, and
institutional and public service. For librarians, scholarly and creative activity may also
include activity in education, e.g., offering formal classroom instruction, conducting
workshops, conferences, or other informal educational activities; consultation; and
professional committee work.

1. CRITERIA FOR EFFECTIVE PERFORMANCE
Effective performance requires:

a. meeting the responsibilities of the assigned position successfully and
effectively;
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demonstrated successful job performance in:

I innovation and initiative;
ii. ability to determine and assign work priorities and/or staff duties;
iii. ability to handle increased and new responsibilities; and

integrating the area of responsibility with the library as a whole by
showing:

i understanding of overall library operations;

ii. commitment to the library's goals of education and service;

iii. knowledge of new developments in library science and technology;
and

iv. willingness to use suggestions, criticism, and evaluations to
improve performance.

It is the responsibility of every law librarian with faculty rank to know the
various policies of the Chase College of Law, as set forth in this Handbook
or as otherwise published. A failure to comply with a written Chase
College of Law policy that has resulted in disciplinary sanction of the law
library faculty member may constitute unprofessional conduct and
consequently may be relevant to evaluations related to reappointment,
promotion, and tenure, or to performance review.

SCHOLARLY AND CREATIVE ACTIVITY

Evidence of creative and scholarly activity may include, but is not limited to, the
quality of the following (unprioritized) items:

a.

publications, including books, monographs, articles, maps, bibliographies,
indexes, catalogs, textbooks, and papers in professional journals,
production or direction of non-print media work: reports to federal, state,
or local agencies; cases;

production of film and videotaped materials related to the library or the
law profession.

presentations of papers, cases, and media productions at professional and
other scholarly meetings; discussant and panelist in scholarly meetings
and juried shows;

editing and reviewing of books, articles, and monographs for publication
in scholarly journals;

participation in studies, programs, and creative activity supported by
extramural funds; attendance at professional meetings and leadership in
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professional meetings and in professional societies and organizations;

inventorship or co-inventorship leading to United States or other patents or
both;

scholarship applied to teaching: development of new courses and
enhancement of existing ones through introduction of new curriculum or
curricular materials that are a result of scholarly endeavors;

invitations to conduct research, lecture or display works at other
universities or research-oriented agencies; preparation of questions for
professional examinations;

grants written for research activity or creative projects;

continued progress in current research or creativity not yet resulting in
publication, presentation, performance, or display;

depth and breadth of knowledge in one's discipline and demonstrated
growth in this regard.

INSTITUTIONAL AND PUBLIC SERVICE

Evidence of institutional and public service may include, but it is not limited to,
the quality of the following (unprioritized) items:

a.

service on departmental, college or University committees, councils,
senates; to local, state, or national governmental boards, agencies,
commissions; to business and industry or private citizens as technical
expert or member of a policy advisory committee; as organizer/director of
seminars, workshops, or other conferences.

participation in meetings, symposia, conferences, workshops;
development and presentation of materials for public awareness through
radio and television;

work with schools through contact with teachers, administrators, students;
through participation in events such as science fairs, college-day
programs, lectures, performance, in-service programs; through advice on
curricular matters and pedagogy;

direction of professional clubs and other organizations;

advising student organizations and facilitating student events and
activities;
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grants written for institutional or public service activities;
collegiality in fostering development of collegiate and program goals;
academic advising of students and prospective students;

departmental service other than service on departmental committees.
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IX. PERFORMANCE REVIEW
PURPOSE

The purpose of the annual performance review is to assess the quality of faculty
performance during that year and to measure attainment of the goals and objectives set
for the year. This process applies to full-time, tenure-track faculty and to full-time, non-
tenure-track renewable faculty. (See Section I. C regarding applicability to renewable
faculty.)

CRITERIA

The criteria set forth in Section IV.B., Criteria, as modified by Section VIII. F (Criteria
for Reappointment, Promotion and Tenure) in the case of librarians, shall be the criteria
upon which a performance review is based. Any judgment, by a chair or director or
Dean, that the overall performance of a tenured faculty member is unsatisfactory for the
review period will be based upon and consistent with the statement of expectations for
adequate performance approved by the faculty member’s department or program

PROCEDURES

Performance review occurs during the spring semester. The period evaluated is the prior
January 1 through December 31 calendar year.

The Dean or department chair, in consultation with the department or program faculty,
will set the date for the faculty member's performance review. The performance review
should take place no later than April 1 and no earlier than one week after receipt by all
faculty in a department or program of fall semester student evaluations. Prior to that date
the faculty member will prepare a written statement of his/her performance, including a
statement of goals and objectives for the coming year. The Dean or department chair will
meet with the faculty member to discuss the performance, assess attainment of goals and
objectives, and set goals and objectives for the coming year. The Dean or department
chair will be responsible for preparing a document summarizing the performance
evaluation, goals and objectives assessment, and goals and objectives set for the coming
year. Both parties will sign the document to verify that the review has occurred. If
differences of opinion exist, they shall make every effort to resolve them. If the content of
the summary is unsatisfactory to the faculty member, the faculty member is responsible
for providing a written addendum stating the difference(s) of opinion. All performance
review documents, including the faculty member's original written performance
statement, shall become a part of the faculty member's personnel file maintained in the
College of Law; a copy must be given to the faculty member, to the Dean, and to the
Provost.

The faculty member may use his/her copy of the performance review to support
applications for reappointment, promotion, tenure, or any combination of them, or in
grievance procedures. Otherwise, the chair or director, Dean, and Provost must keep the
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contents confidential. In the event that a post-tenure review is triggered, the faculty
member’s annual performance review materials from the most recent reviews, including
the Dean’s or chairperson’s own evaluation letters, will be made accessible to the P-TR
committee and can be used in evaluating that individual’s performance and must remain
confidential.

If circumstances change during the year, the faculty member and chair or director may
agree to amend the goals and objectives for that year.

APPEAL PROCEDURE
A faculty member convinced that misevaluation is damaging his/her professional status

or advancement may pursue one of the complaint processes as set forth in Section XV.,
Grievances.
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X. POST-TENURE REVIEW
A. PREAMBLE

Northern Kentucky University’s Chase College of Law has two major procedures in place
for the thorough review of faculty productivity both before and after the granting of
tenure. All tenure-track faculty members, both tenured and untenured, undergo a
comprehensive annual performance review conducted by the Dean of the College of Law
(for law teaching faculty) or by the Associate Dean for Law Library Services and
Information Technology (for law library faculty). That performance review includes an
evaluation of the contributions of each faculty member in the areas of teaching
effectiveness (or job performance for law library faculty), scholarly and creative activity,
and institutional and public service. This review forms a basis for the individual’s
performance goals and recommended salary for the following year. The annual
performance review is an important means by which faculty members at the College of
Law are held accountable for their efforts in fulfilling the missions and goals of the
College of Law, the University, and their own professional responsibilities.

The process of granting tenure includes additional careful annual reviews of untenured
faculty. This culminates in an evaluation of the faculty member’s performance as
documented in a portfolio covering a period of up to six years. This tenure process
includes evaluation of the faculty member’s productivity by a series of evaluators
including the Retention Promotion and Tenure Committees of the College of Law, the
tenured faculty of the College of Law (as to law teaching faculty), the Associate Dean for
Law Library Services and Information Technology as to law library faculty, the Dean of
the College of Law, and the University Provost, with final approval by the Board of
Regents. Each faculty member who is granted tenure should in turn understand that with
tenure comes a profound professional responsibility: the obligation to devote one’s
energies to fulfill the teaching, research, and service missions of the academy. The long-
term best interest of the College of Law and the University must be foremost in the minds
of its tenured faculty.

Post-tenure review at the College of Law is a natural extension of our system of annual
assessment of faculty productivity.

It is the intention of this policy that post-tenure review should function in concert with,
and as a possible consequence of, the current system of evaluation of faculty
performance. Structured properly, post-tenure review can take place without
undermining the concept and practice of tenure, without stifling faculty creativity, and
without leading to increased bureaucracy.

B. STATEMENT OF PURPOSE AND PRINCIPLES
The goal of this system of post-tenure review is to provide appropriate intervention,

useful feedback, timely and affirmative assistance, and effective evaluation for tenured
faculty members to ensure that they continue to experience professional development and
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accomplishment during the various phases of their careers.

This system and its implementation must be compatible with the concepts of academic
freedom and tenure which are essential to the University and its mission. The intention
of post-tenure review is not to abridge our long standing tradition and practice of
academic freedom as stated in Part Two, Section Il1. of this Handbook, but rather to
strengthen the responsibility of faculty to effectively perform their job duties. There is a
presumption of competence on the part of each tenured faculty member as established by
the rigorous process through which tenure is granted. Post-tenure review must conform
to fair and reasonable expectations as recognized by the faculty of the College of Law.
The process is to be conducted in a manner free of arbitrary, capricious, or discriminatory
elements.

The post-tenure review system focuses on those tenured faculty who are judged by the
Associate Dean for Law Library Services and Information Technology (as to law library
faculty) or by the Dean of the College of Law (as to the law teaching faculty) to fall as
provided herein, below the standard for satisfactory performance (see D1A.2 and D1B.2)
established by the statement of expectations for the College of Law. The system is thus a
supplement to, but not a replacement for, the annual performance review process.

Post-tenure review, as embodied in this policy, involves issues of faculty performance
only. It does not directly address matters of professional misconduct. Standards of
conduct and the obligations and responsibilities of faculty to students, colleagues, the
College of Law, the University, and the community are stated in various University
policies, many of which are included in Part Two of this Handbook. It is those specific
policies that provide the procedures for resolving allegations of misconduct and the
sanctions for violations.

C. DEFINITIONS

1. Post-tenure review is an extension of the performance review system in which a
committee of peers (known as the Post-Tenure Review Committee) reviews and
evaluates the performance of a selected faculty member and, when appropriate,
creates a professional development plan in consultation with the faculty member
and the Dean of the College of Law (as to law teaching faculty), or with the
Associate Dean for Law Library Services and Information Technology (as to law
library faculty). When such a plan is established, the committee will monitor its
implementation and ultimately make a determination as to whether the objectives
of the plan have been met.

2. It is recognized that the College of Law consists of two groups of faculty: the law
teaching faculty and the law library faculty. The law library faculty report to the
Associate Dean for Law Library Services and Information Technology, who in
turn reports to the Dean of the College of Law. The law teaching faculty reports
to the Dean. Consequently, each group of faculty will have its own Post Tenure
Review Committee and its own implementation plan as further defined below.
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Within each section, the term faculty refers to the faculty of that group.

The Post Tenure Review Committee for the law teaching faculty (hereinafter
defined as P-TR) consists of five tenured faculty members, chosen as set forth
below, who are charged with carrying out the responsibilities of the P-TR
Committee specified in this policy.

The Post Tenure Review Committee for the law library faculty (hereinafter
defined as P-TR Library) consists of three tenured faculty members, chosen as set
forth below, who are charged with carrying out the responsibilities of the P-TR
Library Committee specified in this policy.

D. INITIATION OF POST-TENURE REVIEW PROCESS

1A. LAW TEACHING FACULTY

1.

The faculty will develop a narrative statement of expectations for satisfactory
performance by tenured law faculty that will form the basis for annual
performance reviews and for post-tenure review. Such statements will be
consistent with the criteria for performance review specified in Section IX.B of
this Handbook and will be as specific as possible without unduly restricting the
diverse contributions of individual faculty. Each statement, and revisions thereof,
must be approved by a majority of the tenure-track faculty and will be reviewed
by the Dean and the Provost to assure it is consistent with the College of Law and
University expectations for faculty performance and will the established missions
of the College of Law and the University.

Post-tenure review will be triggered by the second annual performance evaluation
of a tenured faculty member by the Dean that judges the faculty member’s overall
performance to be unsatisfactory. These unsatisfactory evaluations must be for
two consecutive years, exclusive of leaves and exclusive of years with 50% or
greater administrative assigned time. Exclusive means that if a faculty member
takes a leave after receiving an unsatisfactory evaluation and then receives a
second such unsatisfactory evaluation in the year of return that this process is
initiated. Reassigned time for research, faculty development, or receipt of a
sabbatical leave would not exclude faculty members from this process.

If the faculty member decides to pursue appeal of his or her most recent
performance evaluation as outlined in Section 1X.D of this Handbook, the
remainder of this procedure will be delayed until the appeal process has been
completed.
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1.B LAW LIBRARY FACULTY

1.

The faculty will develop a narrative statement of expectations for satisfactory
performance by tenured library faculty that will form the basis for annual
performance reviews and for post-tenure review. Such statements will be
consistent with the criteria for performance review specified in Section 1X.B. of
this Handbook and will be as specific as possible without unduly restricting the
diverse contributions of individual faculty. Each statement, and revisions thereof,
must be approved by a majority of the tenure-track faculty and will be reviewed
by the Dean and the Provost to assure it is consistent with the College of Law and
University expectations for faculty performance and with the established missions
of the College of Law and the University.

Post-tenure review will be triggered by the second annual performance evaluation
of a tenured faculty member, by the Associate Dean for Law Library Services and
Information Technology that judges the faculty member’s overall performance to
be unsatisfactory. These unsatisfactory evaluations must be for two consecutive
years, exclusive of leaves and exclusive of years with greater than 50%
administrative reassigned time. Exclusive means that if a faculty member takes a
leave after receiving an unsatisfactory evaluation and then receives a second such
unsatisfactory evaluation in the year of return that this process is initiated.
Reassigned time for research, faculty development, or receipt of a sabbatical leave
would not exclude faculty members from this process.

If the faculty member decides to pursue appeal of his or her most recent
performance evaluation as outlined in Section IX. D. of this Handbook, the
remainder of this procedure will be delayed until the appeal process has been
completed.

E. CREATION OF APOST-TENURE REVIEW COMMITTEE

1A LAWTEACHING FACULTY

1.

At the beginning of every academic year the tenured faculty will elect a P-TR
committee consisting of five members and two alternate members. Members and
the alternate must be tenured faculty, excluding the Dean and any Associate Dean
with faculty status, who are willing and able to carry out the responsibilities of the
P-TR committee specified in this policy and who agree that all proceedings of the
committee will be kept confidential.

The members of the P-TR committee will meet as soon as is practical to elect a
chair. Should the P-TR process be initiated within the College of Law, the Dean
will convene the P-TR committee to begin the review process. If one of the
members of the committee is the faculty member to be reviewed, an alternate will
serve on the committee in place of that faculty member.
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Once a P-TR committee begins consideration of a particular case, it is expected
that members will serve on that case until it is resolved. All proceedings are to be
kept confidential by all members of the committee.

1B LAW LIBRARY FACULTY

1.

At the beginning of every academic year the tenured faculty will elect a P-TR
(Library) committee consisting of three members and two alternate members.
Members and the alternate must be tenured faculty, excluding the Associate Dean
for Law Library Services and Information Technology, who are willing and able
to carry out the responsibilities of the P-TR (Library) committee specified in this
policy and who agree that all proceedings of the committee will be kept
confidential. The members of the P-TR (Library) shall consist of at least three
tenured members of the law library faculty and two alternates (unless there are
insufficient numbers). Any remaining members or the alternates may be elected
by the tenured law library faculty from either the tenured law teaching faculty or
the tenured faculty from the Steely Library.

The members of the P-TR (Library) committee will meet as soon as is practical to
elect a chair. Should the P-TR (Library) process be initiated within the College of
Law, the Associate Dean for Law Library Services and Information Technology
will convene the P-TR (Library) committee to begin the review process. If one of
the members of the committee is the faculty member to be reviewed, an alternate
will serve on the committee in place of that faculty member.

Once a P-TR (Library) committee begins consideration of a particular case, it is
expected that members will serve on that case until it is resolved. All proceedings
are to be kept confidential by all members of the committee.

F. THE REVIEW PROCESS

1.A LAWTEACHING FACULTY

1.

The Dean will send a letter to the faculty member and to the chair of the P-TR
committee. This letter must be delivered within one week (5 working days) of the
completion of the individual’s performance review but no later than April 1. The
letter will state that the faculty member has received a second consecutive annual
evaluation of unsatisfactory overall performance and direct the P-TR committee
chair to begin the post-tenure review process. The faculty member will have five
working days from receipt of the Dean’s initiating letter to request that one (1)
member of the P-TR Committee be removed. During that same time period, a
member of the P-TR Committee may recuse herself or himself. In either case, an
alternate Committee member(s) will serve so that the Committee consists of five
members.



49

The Dean will provide the P-TR committee with the respondent’s annual
performance review materials from the two most recent reviews, including the
Dean’s own evaluation letters. The respondent will have two weeks (10 working
days) from the receipt of the Dean’s initiating letter to submit additional materials
to the P-TR committee. The P-TR committee will normally have three weeks (15
working days) to review the materials. These periods may be extended in special
circumstances (spring break, need to gather substantial supporting documents
from abroad, etc.). However, the review should normally be completed by the
end of the spring semester. The P-RT committee will make its judgments based
on the department’s written statement of expectations for adequate performance.
However teaching effectiveness may not be excluded from consideration. All
decisions of the P-RT Committee are to be by at least four members. Any
dissenting member(s) may include a written statement, noting the reasons for the
dissent, which will be placed in the file of this proceeding. Upon reaching its
decision, the P-TR committee will notify the Dean and the respondent in writing
of its decision that either:

a. the respondent has, during the past two years, met the expectations for
satisfactory faculty performance as identified by the College of Law; in
this case, the post-tenure review process ends. Any new post-tenure
review action by the Dean or the P-TR committee would need to be based
on a non-overlapping two-year period.

OR

b. the committee finds minor performance deficiencies based on the College
of Law’s statement of expectations for satisfactory performance and will
meet with the respondent to discuss these difficulties and offer advice or
assistance. Any future action would need to be based on a non-
overlapping two -year period.

OR

C. the committee finds major performance deficiencies based on the College

of Law’s statement of expectations for satisfactory performance and will
meet with the respondent and the Dean to create a professional
development plan to assist the faculty member in achieving the standards
for satisfactory performance.
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In the case of (¢ ) above, the P-TR committee will notify the Dean of its intention
to create a development plan. The committee will then meet with the faculty
member and the Dean to formulate this plan.

The plan must identify specific deficiencies, define specific goals, outline
activities to be undertaken to achieve the goals, set time lines for achieving these
goals, indicate criteria and standards for annual progress reviews during the
review period, and identify sources of funding necessary for the successful
completion of the plan. This plan will be set forth in writing, with copies
provided to the faculty member and the Dean.

The P-TR committee will consult regularly with the faculty member during the
implementation period, which will be determined by the committee but will
normally be no more than two years. The development plan shall be flexible and
may need adjustment during the implementation period.

Plan development will normally be completed by October 15. Plan
implementation will begin no later than January 1 of the following calendar year.

In the event that the faculty member disagrees with the development plan
established by the P-TR committee, he or she may appeal to the peer review
committees using the procedures set forth in Section XIV., Grievances, of this
Handbook. In order to exercise this right, the appellant must make his or her
written request to the Provost, with a copy to the P-TR committee, within ten (10)
University working days of receipt of the plan from the committee. The appellant
must follow all procedures set forth in Section XIV. The appellant may withdraw
such appeal at any time by request in writing; in such event, no further action may
be taken concerning the appeal.

During the implementation period, the faculty member will continue to undergo
regular annual performance evaluation by the Dean, who will apprise P-TR
committee of his or her assessment of the individual’s progress.

The faculty member’s progress in achieving the goals of the plan may be used in
her or his annual performance statement.

At the end of the implementation period, the faculty member will prepare and
submit a written report documenting his or her progress in completing the
development plan.

The P-TR committee will then meet formally to determine whether the faculty
member has satisfactorily completed the development plan. The decision of the
committee will be in writing, with the reason(s) for its decision clearly stated.
The committee’s decision and justification will be delivered to the faculty
member, who will have up to two weeks (10 working days) to prepare and submit
a written response to the committee if he or she chooses to do so. The committee
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will then deliver copies of the decision, justification, and the faculty member’s
response (if submitted) to the Dean. All decisions of the P-TR Committee are to
be by at least four members.

If the P-TR Committee determines that the faculty member has not successfully
completed the development plan, the faculty member may, by written request
made within five working days of the P-TR committee’s submission to the Dean
as provided above, appeal the decision of the P-TR committee to the full tenured
teaching faculty of equal or higher rank. If full tenured teaching faculty review is
so requested, a meeting of the full tenured teaching faculty of equal or higher rank
shall be convened by the Chair of the P-TR Committee within thirty (30) days of
the request for such review. At this meeting, the P-RT Committee shall present its
findings and the faculty member may respond. Thereafter a vote of the full
tenured teaching faculty of equal or higher rank shall be held to either affirm or
reverse the decision of the P-TR Committee, which vote shall be by majority vote
of those faculty members present and voting. The numerical decision of the vote
and the full record of the proceedings shall be transmitted to the Dean. Any
dissenting faculty may include a written statement, noting the reasons for the
dissent, which also will be transmitted to the Dean.

If the P-TR Committee (or the full tenured teaching faculty of equal or higher
rank, if applicable) determines that the faculty member has successfully
completed the development plan, the post tenure process ends. Any new post
tenure review action by the Dean or the P-TR Committee would need to be used
on a non-overlapping two-year period.

If the P-TR Committee (and the full tenured teaching faculty of equal or higher
rank, if applicable) determine that the plan has not been satisfactorily carried out,
the University normally will pursue termination for cause as set forth in Part One
Section X.J. of this Handbook.

All matters concerning the review process are to be kept confidential by the Dean,
by the members of the P-RT Committee, by the full tenured teaching faculty, if
applicable, by University employees and officials except as necessary to pursue
termination for cause.

1.B LAW LIBRARY FACULTY

1.

The Associate Dean for Law Library Services and Information Technology will
send a letter to the faculty member and to the chair of the P-TR (Library)
committee. This letter must be delivered within one week (5 working days) of the
completion of the individual’s performance review but no later than April 1. The
letter will state that the faculty member has received a second consecutive annual
evaluation of unsatisfactory overall performance and direct the P-TR (Library)
committee chair to begin the post-tenure review process.
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The faculty member will have five working days from receipt of the Associate
Dean for Law Library Services and Information Technology’s initiating letter to
request that one (1) member of the P-TR (Library) Committee be removed.
During that same time period, a member of the P-TR (Library) Committee may
recuse herself or himself. In either case, an alternate committee members(s) will
then serve so that the committee consists of three members.

The Associate Dean for Law Library Services and Information Technology will
provide the P-TR (Library) committee with the respondent’s annual performance
review materials from the two most recent reviews, including the Associate Dean
for Law Library Services and Information Technology’s own evaluation letters.
The respondent will have two weeks (10 working days) from the receipt of the
chairperson’s initiating letter to submit additional materials to the P-TR (Library)
committee. The P-TR (Library) committee will normally have three weeks (15
working days) to review the materials. These periods may be extended in special
circumstances (spring break, need to gather substantial supporting documents
from abroad, etc.). However, the review should normally be completed by the
end of the spring semester. The P-RT committee will make its judgments based
on the department’s written statement of expectations for adequate performance.
However teaching effectiveness may not be excluded from consideration. All
decisions of the P-TR Library Committee are to be by majority vote. Any
dissenting member may include a written statement, noting the reasons for the
dissent, which will be placed in the file of this proceeding. Upon reaching its
decision, the P-TR (Library) committee will notify the Associate Dean for Law
Library Services and Information Technology and the respondent in writing of its
decision that either:

a. the respondent has, during the past two years, met the expectations for
satisfactory faculty performance as identified by the College of Law; in
this case, the post-tenure review process ends. Any new post-tenure
review action by the Associate Dean for Law Library Services and
Information Technology or the P-TR committee would need to be based
on a non-overlapping two-year period.

OR

b. the committee finds minor performance deficiencies and will meet with
the respondent to discuss these difficulties and offer advice or assistance.
Any future action would need to be based on a non-overlapping
two -year period.

OR

C. the committee finds major performance deficiencies based on the College

of Law’s statement of expectations for satisfactory performance and will
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meet with the respondent and the Associate Dean for Law Library
Services and Information Technology to create a professional development
plan to assist the faculty member in achieving the standards for
satisfactory performance.

In the case of ( ¢ ) above, the P-TR (Library) committee will notify the Associate
Dean for Law Library Services and Information Technology of its intention to
create a development plan. The committee will then meet with the faculty
member and the Associate Dean for Law Library Services and Information
Technology to formulate this plan.

The plan must identify specific deficiencies, define specific goals, outline
activities to be undertaken to achieve the goals, set time lines for achieving these
goals, indicate criteria and standards for annual progress reviews during the
review period, and identify sources of funding necessary for the successful
completion of the plan. This plan will be set forth in writing, with copies
provided to the faculty member and the Associate Dean for Law Library Services
and Information Technology.

The P-TR committee will consult regularly with the faculty member during the
implementation period, which will be determined by the committee but will
normally be no more than two years. The development plan shall be flexible and
may need adjustment during the implementation period.

Plan development will normally be completed by October 15. Plan
implementation will begin no later than January 1 of the following calendar year.

In the event that the faculty member disagrees with the development plan
established by the P-TR committee, he or she may appeal to the peer review
committees using the procedures set forth in Section XV., Grievances, of this
Handbook. In order to exercise this right, the appellant must make his or her
written request to the Provost, with a copy to the P-TR committee, within ten (10)
University working days of receipt of the plan from the committee. The appellant
must follow all procedures set forth in Section X
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5. During the implementation period, the faculty member will continue to undergo
regular annual performance evaluation by the Associate Dean for Law Library
Services and Information Technology, who will apprise P-TR (Library) committee
of his or her assessment of the individual’s progress.

The faculty member’s progress in achieving the goals of the plan may be used in
her or his annual performance statement.

6. At the end of the implementation period, the faculty member will prepare and
submit a written report documenting his or her progress in completing the
development plan.

The P-TR (Library) committee will then meet formally to determine whether the
faculty member has satisfactorily completed the development plan. The decision
of the committee will be in writing, with the reason(s) for its decision clearly
stated. The committee’s decision and justification will be delivered to the faculty
member, who will have up to two weeks (10 working days) to prepare and submit
a written response to the committee if he or she chooses to do so. The committee
will then deliver copies of the decision, justification, and the faculty member’s
response (if submitted) to the Associate Dean for Law Library Services and
Information Technology.

If the P-TR (Library) committee determines that the faculty member has
successfully completed the development plan, the post-tenure process ends. Any
new post-tenure review action by the department chairperson or the P-TR
committee would need to be used on a non-overlapping two-year period.

If the P-TR (Library) committee determines that the plan has not been
satisfactorily carried out, the University normally will pursue termination for
cause as set forth in Section XI. 1. of this Handbook.

7. All matters concerning the review process are to be kept confidential by the
Dean, the Associate Dean for Law Library Services and Information Technology
by the members of the P-RT (Library) committee, and by University employees
and officials except as is necessary to pursue termination for cause.

G. PROCESS REVIEW
1.A. LAWTEACHING FACULTY

Upon completion of every post-tenure process, a brief written commentary on the process
will be submitted to the Provost by the (a) individual being reviewed, (b) the P-TR
committee for that case, and (c) the Dean. These comments shall address the policy itself
and shall discuss how the policy did and did not work.
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1.B LAW LIBRARY FACULTY

Upon completion of every post-tenure process, a brief written commentary on the process
will be submitted to the Provost by the (a) individual being reviewed, (b) the P-TR
committee for that case, and ( ¢ ) the Dean and (d) the Associate Dean for Law Library
Services and Information Technology. These comments shall address the policy itself and
shall discuss how the policy did and did not work.
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XI. SEPARATION

RESIGNATION

A teaching faculty member may resign effective at the end of an academic year or in
December if notice is given no later than the end of the previous spring semester. A non-
teaching faculty member may resign no earlier than 30 days after giving notice. A faculty
member may resign effective at any other time for good cause shown. Good cause
includes serious illness or other incapacity.

Notice of resignation should be given at an early time to permit the University to obtain a
replacement.

RETIREMENT

A faculty member may retire at the end of a semester. A faculty member may retire at any
other time for good cause shown. Good cause includes serious illness or other incapacity.

Except for unplanned retirements, notice of retirement should be given no later than the
end of the previous semester. Notice of an unplanned retirement should be given as early
as possible.

PHASED RESIGNATION PROGRAM
1. PURPOSES

The Phased Resignation Program at Northern Kentucky University (the Universi-
ty) is an entirely voluntary program with the following purposes:

a. To allow for faculty members, who cannot or do not wish to end their
teaching career immediately, to resign from University service over an
extended period of time.

b. To allow the University to continue to benefit from the services of the
faculty member who, absent this program, would resign.

2. DEFINITIONS

a. "Phased Resignation Program (PRP):" The PRP is a program whereby a
tenured faculty member, of any age, who is accepted into the program may
reduce his/her service during a period of two (2) or three (3) years. This
program is designed to allow faculty to apply for phased termination of
their tenured employment relationship with the University. Normally one
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would expect three years at 50%, 50% and 25%. However, one could also
negotiate 50%, 50% and out (2 years), or 50%, 25% and out (2 years), or
possibly even 50%, 50%, 50% and out (3 years).

b. "Resignation:" resignation means termination of the continuing
employment relationship with the University. Tenure ends and a position is
declared vacant at the time the faculty member's resignation becomes
effective or if the level of faculty load in PRP falls below 50%.

C. "Program Administrator:" program administrator means the individual
designated by the President of the University to administer the program.

3. ELIGIBILITY

a. All full-time tenured faculty who have had at least ten (10) years of
continuous service at the University at the rank of at least assistant
professor may apply for participation in the Phased Resignation Program.

b. The PRP is available to otherwise eligible faculty members regardless of
age.
C. Participation in PRP is totally voluntary.

4. APPLICATION PROCEDURES

a. Consideration for participation in the PRP is initiated by faculty request.
A faculty member wishing to participate in the PRP must file a written
request by application no later than January 31 of the calendar year which
includes the first day of the requested phased resignation. Applications
must be accompanied by a written resignation of the faculty member
which provides that if the faculty member is accepted into the PRP then,
effective on the first to occur of (i) the first day of a phased resignation
contract year in which he/she has a faculty load less than 50%, and (ii) the
end of his/her phased resignation, he/she will be considered to have
irrevocably committed to resignation from the University, unless the
University, in its sole discretion, asks this faculty member to remain
beyond the resignation date.

b. Faculty should submit PRP application packages to their department chair
for endorsement. The request should proceed through the Dean of the
College of Law and the Provost to the program administrator for an
administrative recommendation of approval or disapproval. The program
administrator makes the final administrative determination for the
University. All applications approved by the program administrator and
the President shall be submitted to the Board of Regents. Only PRP
applications approved by the Board of Regents shall be effective.
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Should PRP participation be denied, the request may be re-submitted the
following year.

5. OTHER REQUIREMENTS AND POLICIES

a.

An individual faculty member's participation in the PRP must be mutually
agreeable to the University, acting on its best interests as determined by
University administrators, and to the individual faculty member. This
determination will be made on a case-by-case basis.

The specific plan for the faculty member's participation in PRP will be set
forth in an agreement between the faculty member and the University
implementing the program for the faculty member.

The period of time for the PRP is either two (2) or three (3) years. (See
Subsection e., below.)

Salary will be reduced on a pro-rata basis based on the participating
faculty member's fiscal/academic year salary immediately prior to
participating in the PRP, and the percentage reduction in the faculty
member's teaching load. While a faculty member participates in PRP, he or
she shall receive the benefits normally offered a full-time tenure-track
faculty member. The specifics of the salary/benefit package will be set
forth in the PRP contract (See Subsection b., above). Normally, a faculty
member in PRP receives the same benefits currently offered to all full-
time, tenure-track faculty members, with the exception that TIAA/CREF
contribution is proportional to the pro-rata salary level.

Participation in the PRP shall be for two (2) or three (3) years (academic
and fiscal).

If a faculty member has participated in the PRP and returned to full-time
service he or she may not participate in the PRP again without explicit
written permission of the President of the University.

A participating faculty member's tenure and faculty position shall be
considered vacant after the PRP period is completed, or on the first day of
a PRP contract year in which the faculty member falls below 50% faculty
load, whichever comes first.

A faculty member who has resigned may not apply for retroactive
participation in the PRP.
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Unused vacation (if applicable) and sick leave apply during participation
in PRP.

The University reserves the right to terminate a faculty member's
participation in the PRP based upon the program needs of the University.
A faculty member so affected must return to full-time University
employment under the conditions of his or her previous contract. Such
termination of participation is effected by written notice from an autho-
rized University administrator to the affected faculty member with at least
90 days’ notice. Termination of participation shall commence at the
beginning of the next academic semester. If the University initiates
termination of PRP participation, said faculty member may apply for
future participation in PRP without penalty.

A faculty member participating in PRP with at least a 50% faculty load
may terminate his or her participation in PRP, and return to his or her
faculty position with tenure. Such notice of termination of PRP
participation must be given in writing to the Program Administrator at
least six months prior to the academic year with respect to which the
Participant will return to full-time employment at the University. A
faculty member so affected must return to full-time University
employment under the conditions of his or her previous contract.
Termination of participation, and return to full-time employment, must
commence at the beginning of the next academic year.

Persons in the following circumstances are not eligible for participation in
the PRP:

I One who has received a written notice of suspension from the
University or a notice of termination or non-renewal of contract.

ii. One who is terminating his or her employment under the provision
of a long-term disability program.

The University, following the guidelines of the Faculty Senate - Northern
Kentucky University Collegial Governance Agreement, shall have the
right to alter or amend this program, in whole or in part, at any time and
from time to time. In addition, the University shall have the right to
terminate this program. Immediate PRP program termination may occur
following a declaration of financial exigency by the Board of Regents as
described in Part One Section XI.H., FINANCIAL EXIGENCIES, of this
Faculty Handbook. Otherwise, said program termination must first be
reviewed by the Faculty Senate, and require a minimum of one year's
notice.
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The program administrator shall report yearly to the Faculty Benefits
Committee concerning the operation of the program. This report shall not
compromise the privacy of any individual applying for the PRP program.

The provisions of the program shall be governed and construed in
accordance with the laws of the Commonwealth of Kentucky and of the
United States.

The invalidity or unenforceability of any particular provision of the
program shall not effect any other provision thereof, and the program shall
be construed in all respects as if such invalid or unenforceable provisions
were omitted therefrom.

D. RETIREMENT INCENTIVE PROGRAM

1.

PURPOSES

The Retirement Incentive Program at Northern Kentucky University
("University") is an entirely voluntary program of mutual benefit to the University
and its faculty for the following purposes:

a. To permit the University to effectively reallocate faculty resources to serve
the future needs of the University.

b. To provide faculty members who wish to change careers or end their
teaching career at the University financial compensation for relinquishing
their tenure and faculty position.

DEFINITIONS

For purposes of the program, unless the context requires otherwise, the following
words and phrases shall have the meanings indicated:

a.

"Applicant" shall mean an eligible employee who files an application for a
particular year within the time limits and as otherwise specified by the
program administrator. The term "applicant" is subject to the provisions
of Section 2.g., eligible employees.

"Application” shall mean the form designated by the program
administrator to be filed by an eligible employee who desires to participate
in the program.

"Base salary" shall mean:
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I With respect to a faculty member, that faculty member's compen-
sation from the University with respect to the University's
"academic year" (as defined by the active Faculty Handbook) as
stated on that faculty member's appointment form or salary notice
letter for that year;

ii. With respect to an administrator, the compensation from the
University with respect to the twelve-month period ending June 30,
as stated in that administrator's salary notice letter for that year,
converted to an "academic year" basis as defined by the then-
current University policy.

"Compensation™ shall mean the base salary which an eligible employee
shall be entitled to receive from the University during the twelve month
period ending on the last day of June of the year with respect to which
such eligible employee's application is being considered or the year in
which he or she becomes a participant, as the case might be.

"Contribution” shall mean the amount determined by the University to be
available to provide cash benefits under the program with respect to
eligible employees who become participants in that particular year,
regardless of when the cash benefits will be paid under the program.

"Retirement incentive pay" shall mean the single comprehensive payment
paid to a participant pursuant to Section D.4.a. of this program.

"Eligible employee™ shall mean an employee of the University who is
expected to satisfy all of the following requirements as of June 30 of the
year in which application for participation in the program is being made:

I. The employee will be a full-time, tenured faculty member,
including library faculty, or a full-time administrator who holds a
tenured faculty rank;

ii. The employee will have a minimum 15 years of tenure or tenure-
track collegiate service;

"Participant” shall mean an eligible employee who is selected to
participate in the program for a particular year pursuant to Section D.3.b.
Tenure ends at the time the participant completes his or her duties pursuant
to Section D.4.a.

"Program” shall mean this Northern Kentucky University Retirement
Incentive Program, as the same may be amended from time to time.

"Program administrator" shall mean the individual designated by the
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President of the University to administer the program.

3. APPLICATION PROCEDURES

a. Each year the University, in its sole discretion, shall determine the
contribution, if any, to the program with respect to such year. The program
administrator shall decide who shall be recommended to receive
retirement incentive pay. (See Subsection 3.b.3 below.)

b. The program administrator shall determine the participants for a particular
year as follows:

Normally, the program administrator shall make a call for retire-
ment incentive applications from eligible faculty in the fall
semester each year. The call shall also provide a decisional time
table.

Faculty who apply for participation in this retirement program
must supply their department chair and college dean with a copy of
their application no later than the date applications are due to the
program administrator. This is to enable chairs and deans to
prepare information for their written opinion (see 3.b.3 below) and
to allow time for consultation between faculty applicants and a
chair or dean if this is warranted.

The program administrator shall solicit written opinion for each
application from the department chair and Dean of the College of
Law. Written opinion should include the probable effect of the
proposed retirement to the College of Law, new hire salary data,
suggested provisions for replacing applicant, and any other
information deemed salient by the appropriate reviewer.

The program administrator shall determine which, if any, of the
retirement incentive applications will be recommended to the
President for approval. The President will forward approved
recommendations to the Board of Regents for acceptance.
Notwithstanding any other provisions of the program, no decision
shall be filed before January 1 of the year in which the applicant
desires to be considered for participation in the program. The
program administrator shall notify applicants of this determination
no later than March 1 of the same year as application. Only
retirement incentive program applications approved by the Board
of Regents will be effective.

The program administrator shall determine the amount of
retirement incentive pay (See Section D.4.a. of this program)
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which each applicant would receive under the program if he or she
were to become a participant and assuming he or she satisfies the
conditions provided in Sections D.4.a. and D.4.c. of this program.

4. PROGRAM BENEFITS

a. Each participant who completes his or her faculty and/or administrative
duties through June 30 of the calendar year in which the participant
becomes a participant and retires from the University during such calendar
year shall receive retirement incentive pay over a three year period equal
to:

I. fifty percent (50%) of the participant's compensation in the first
year,

ii. twenty-five percent (25%) of the participant's compensation in the
second year,

iii. twenty-five percent (25%) of the participant's compensation in the
third year.

b. Each participant entitled to a payment pursuant to Section D.4.a. shall
receive the entire appropriate yearly payment, less all appropriate tax and
other withholdings, within 30 to 60 days of his or her retirement or
retirement anniversary from the University. While the University will
endeavor to make available to participants relevant general information
from the Internal Revenue Service regarding the tax implications of
program benefits, each participant will be responsible for informing him-
/herself regarding such implication for his/her personal situation. N.B.,
under tax law in force at the time the program was designed, 100% of the
amount received by a participant under the program would be taxable in
the year he/she becomes a participant even though not all of the benefits
would be received in that year, and additional tax liability may be incurred
as a result of receipt of certain benefits.

C. Each participant who receives retirement incentive pay pursuant to this
Section shall also be entitled to three years of the same health care, dental
and life insurance benefits which are from time to time generally provided
by the University to the full-time faculty of the University, as if such
participant was then a full-time member of such faculty. All benefits
which are modified or reduced for full-time faculty are also modified or
reduced for each Participant. After said three years, unless specified
below, the participant can participate in the health, dental and life
insurance benefits generally given to full time faculty members, provided
the participant pays for such benefits. At all times, unless specified below,
the participant may include spouse and other dependents in health
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coverage, provided the participant pays for such benefits.

I Health care benefits provided pursuant to this Section shall
change when such participant is eligible for Medi-
care/Medicaid, whether or not the spouse of such
participant is then eligible for Medicare/Medicaid. The
University and the participant during the initial three years,
or the participant thereafter, shall contribute toward the cost
of the benefits provided by this Section in the same manner
they would have contributed if such participant were then a
full-time faculty member at the University, i.e., the
University or participant shall pay the same amount or
same percentage for participant as it is paying at the time
for a full-time faculty member at the University. The
participant shall pay the balance of the cost for such health
care benefits as directed, from time to time, by the
University; failure to pay such balance as directed by the
University shall result in termination of the benefits
provided by this Section.

Each time the University changes the health care benefits generally
provided to the full-time faculty members of the University or
changes the portion of such health care benefits paid by the
University, the health care benefits and/or portion paid by the
University and the participant during the initial three years, or the
participant thereafter, shall automatically change accordingly. A
participant's failure to pay such balance, as directed by the
University, shall result in termination of the benefits provided by
this Section.

The University's contribution toward the cost of the benefits
provided by this Section shall be paid from sources outside of this
program and no part of the contribution shall be used for this
purpose.

If a participant is eligible for Medicare/Medicaid, but his/her
spouse or dependent(s) are not yet eligible, said spouse or
dependent(s) may continue to be enrolled in NKU health benefits,
provided that the participant pays the full amount of the benefit
coverage. A participant's failure to pay such balance, as directed by
the University, shall result in termination of the benefits provided
by this Section.

After either a participant or his/her spouse is eligible for
Medicare/Medicaid, he or she may continue health benefits
provided to the participant or their spouse, provided that the
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participant pays the full amount of benefit coverage. A participant's
failure to pay such balance, as directed by the University, shall
result in termination of the benefits provided by this Section.

d. Each participant will be entitled to the parking, library, recreation,
wellness, and other privileges normally attributed to a retired faculty
member. These privileges shall exist throughout the faculty member's
lifetime only insofar as they are then available to other retired faculty.

e. Benefits specifically provided tenure/tenure-track faculty that are not
provided as a benefit in this section include University contribution to
TIAA/CREF, salary increases, tuition waiver, and any new benefits that
faculty may receive after this agreement. The University, in its sole
discretion, may grant new full-time faculty benefits to participants.

S. PROGRAM ADMINISTRATION

a. The program administrator shall be responsible for the general
administration of the program and for carrying out the provisions of the
program. The program administrator shall have all such powers as may be
necessary to carry out the provisions of the program, including the power
to determine the eligible employees and to make recommendations
concerning selection of participants to the President for approval and
forwarding to the Board of Regents; to determine all questions relating to
the amount of retirement incentive pay and all questions pertaining to
claims for benefits; to resolve all other questions arising under the
program (including any questions of construction); and to take such
further action as it shall deem advisable in the administration of the
program. Subject to the approval of the Board of Regents, the program
administrator's actions taken, and the decisions made, hereunder shall be
final and binding upon all interested parties; provided, however, that the
program administrator may reconsider issues concerning the accuracy of
his or her calculation.

b. In selecting participants to recommend for the program from eligible
employees, the program administrator shall seek the consultation of
appropriate administrative agents.

C. In exercising any discretionary or absolute authority under the terms of the
program, the program administrator shall act in a consistent and objective
manner. The program administrator shall report yearly to the Faculty
Benefits Committee concerning the operation of the program. This report
shall not compromise the privacy of any individual applying for the
retirement incentive program.
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6. MISCELLANEOUS

a. The program is subject to review every year by the University. The
University, following the guidelines of the Faculty Senate - Northern
Kentucky University Collegial Governance Agreement, shall have the
right to alter or amend this program, in whole or in part, at any time, and
from time to time. In addition, the University shall have the right to
terminate this program. Immediate program termination may occur
following a declaration of financial exigency by the Board of Regents as
described in Part One, Section X1.H., FINANCIAL EXIGENCIES, of this
Faculty Handbook. Otherwise, said program termination must first be
reviewed by the Faculty Senate, and require a minimum of one year's
notice.

b. Notwithstanding any other provision of this program, no such amendment,
alteration or termination shall eliminate or reduce any benefits to which a
participant is actually entitled at the time of such amendment, alteration or
termination or amend, alter or terminate the University's obligation to
provide health care benefits as required by Section 4.c. to individuals who
are entitled to such health care benefits pursuant to Section 4.c. because
such individual has received a lump sum benefit pursuant to Sections
4.a.and 4.b. (although such health care benefits may be amended, altered
or terminated as provided in Section 4.c.).

C. In the event a participant does not receive his or her retirement incentive
pay because he or she fails to satisfy the conditions provided in Sections
4.a.,4.b and 4.c, or otherwise loses his or her entitlement to retirement
incentive pay, the retirement incentive pay which would have been paid to
such participant shall revert to the general assets of the University.

d. Participation in this program is voluntary on the part of an eligible
employee and no eligible employee shall be forced to become an
applicant. Participation in this program as a participant shall not affect any
other benefits which may then be available from the University as a result
of the participant's retirement from the University.

e. [RESERVED FOR BENEFITS IN EVENT OF DEATH OF
PARTICIPANT.]

f. The obligation of the University to make payments under the program
merely constitutes the unsecured promise of the University to make such
payments from its general assets as provided in the program, and no
participant shall have any interest in, or a lien or prior claim upon, any
property of the University. The University shall have no obligation to
reserve or otherwise set aside funds for the payment of retirement
incentive pay.
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g. The provisions of the program shall in no event be construed as giving any
person, firm or corporation any legal or equitable right as against the
University (except such rights as are specifically provided for in the
program), its officers, employees, or Regents.

h. The invalidity or unenforceability of any particular provision of the
program shall not affect any other provision thereof, and the program shall
be construed in all respects as if such invalid or unenforceable provisions
were omitted therefrom.

i As used in the program, the singular forms of words shall be read as the
plural, and vice versa, as appropriate.

J. The provisions of the program shall be governed and construed in
accordance with the laws of the Commonwealth of Kentucky and of the
United States.

NON-REAPPOINTMENT

Non-reappointment procedures are specified in Section IV.C, Procedures for Decisions on
Retention, Promotion and Tenure. The time for giving notice of non-reappointment is
specified in Section IV.C.11., Notice of Non-Reappointment.

TERMINATION FOR MEDICAL REASONS

1.

The University may terminate employment of a faculty member for reasons of
medical disability only by showing that a medical condition prevents the faculty
member from performing his/her duties. The University shall not pursue
termination if a medical leave would provide a sufficient opportunity for the
faculty member to resume his/her duties. The University must attempt to
reasonably accommodate employees who are disabled before initiating
termination proceedings.

If no reasonable accommodation exists and the faculty member is unable to
perform his/her duties, the University shall first seek to achieve termination by
negotiation with the faculty member or the faculty member's authorized
representative. If the University is not able to achieve termination by negotiation,
then non-tenured faculty who are unable to perform their duties shall be
terminated. For tenured faculty unable to perform their duties, the University may
drop its case or proceed toward termination by initiating a hearing before the Peer
Review Hearing Committee, as set forth in Section XV.B., Peer Review
Committees. After completion of the peer review process, the President may ask
the Board of Regents to terminate the faculty member's appointment pursuant to
the requirements of the Kentucky Revised Statutes. Termination shall be
coordinated, as appropriate, with the University's disability program.
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G. PROGRAM REDUCTION AND FACULTY REASSIGNMENT

1.

Given the complex and interlocking nature of University academic programs, it is
possible at times that a program will need to be reduced or terminated and
provisions made for reassignment, or other arrangements, of the program faculty.
This section deals with the initiation of the process and the mechanisms for
accomplishing it. For purposes of this section, a program will be defined as any
group of courses taught by University faculty. The program

can be within an existing department or stand as an independent unit.

The basis for recommending program reduction for termination can arise from
several possible sources of information including, but not limited to:

a. relevant trends or priorities for program graduates;
b. lack of course offerings by the program on a timely basis;
C. a history of courses being dropped from the schedule of classes because

of low enrollment.

The initial request to terminate or reduce a program may come from any of
several sources, including: the program faculty, the program chair, the Faculty
Senate, the appropriate dean of the program, the Provost, the President, or the
Board of Regents. Regardless of the initial source of the request to reduce or
terminate a program, it will be the Dean, the Provost, or the President who
formulates the request in writing. The originator of the written request will
formulate the request after consultation with the program faculty and the program
chair. The request will not constitute a decision to terminate or reduce but will be
a compilation of the various sources of information used as the basis for the
request. The sources of information must include at least the following:

a. reasons for the request, including any data used to support these reasons;
b. the procedures for terminating or reassigning faculty;
C. the timetable for completing the reduction or termination, taking into

account the time necessary to retrain or otherwise adjust the program
faculty and to allow any current majors in this program to complete their
studies in a reasonable time.

If the request is to reduce or terminate a program, the originator of the request
shall include projections as to whether program reduction or termination may be
achieved through the normal attrition process of retirement, resignation, or early
retirement.



69

If normal attrition will fail to bring about a sufficient reduction, then the
University shall offer economic incentives (e.g., contract buy-outs or paid leave
for retraining). The University shall offer reassignment or paid leave for retraining
to tenured faculty affected by the program reduction or termination, and shall
make every reasonable effort in the case of untenured faculty. In both
reassignment and retraining, every effort should be made to utilize the past
training and expertise of the faculty in question. The duration and term of a paid
leave for retraining shall be negotiated with the Provost, taking into account such
factors as:

a. credentials (education and experience);

b. faculty rank; and

C. consistency in the application of this policy.

In all reassignment decisions, tenure shall be heavily weighed. To maintain the
proper balance in curriculum offerings, however, if may be necessary to reassign
faculty without regard to tenure.

If the desired reduction in the number of faculty is still not achieved, then the

Dean, in consultation with the program faculty and chair, shall consider the
following factors in preparing a list of professors to be terminated:

a. tenure, rank, and seniority in that order of importance;

b. faculty performance over the last three years;

C. affirmative-action guidelines;

d. particular specialties of faculty and the continued needs of the program.

Every reasonable effort shall be made to preserve the positions of tenured faculty
through reassignment or paid leave for retraining as outlined in Section X1.G.4.,

above, and Section X1.G.7., below. Given the University's commitment to tenure,
tenured faculty will not be terminated except as provided in Section X.G.7, below.

The request will be forwarded to the University Curriculum Committee for
decision. The University Curriculum Committee shall establish an appropriate
College Program Review Committee to study the request and make
recommendations for reduction or termination. This committee shall be made up
of representatives of the college or colleges in which the program is administered.
The committee will consider, in consultation with the program faculty and chair,
items such as, but not limited to, the program's contributions to the teacher
education and health programs and the general studies requirements of the
University. The College Program Review Committee shall include the chair of the
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General Studies Subcommittee, a representative of teacher education, and/or a
representative from allied health programs, if the program under consideration is
relevant to these areas.

The recommendation of the College Program Review Committee will be
submitted in writing to the University Curriculum Committee for vote. The
University Curriculum Committee will then prepare a formal written explanation
of its recommendation to be forwarded to the Faculty Senate for final decision
and approval. If approved by the Provost, he/she will administer the final plan.
The decision-making process will at all stages be documented by the completion
of a program reduction form similar to those used for the approval of new courses
or programs.

7. The University shall offer reassignment to other academic programs, or offer a
paid retraining leave to tenured faculty. If such reassignment or retraining leave is
refused, then the faculty so refusing may be terminated. Tenured faculty would be
terminated in accordance with the requirements of the Kentucky Revised Statutes.

Terminated faculty shall be notified in accordance with provisions that apply as
provided in this Handbook and have the right to appeal the decisions to the Peer
Review Advisory Committee. (See Section XV., Grievance.)

H. FINANCIAL EXIGENCY POLICY
1. FINANCIAL EXIGENCY POLICY
a. Purposes

At times, certain social and economic conditions affect colleges and
universities adversely. Falling enroliments, reduced funding, externally
imposed curricular or program restrictions, and other factors induce
significant changes in an institution.

Any substantial decline in the state and national economies usually incurs
reductions in the financial support of colleges and universities as well as
other social institutions and their services. When the economic decline and
accompanying reductions in support of an institution reach critical
proportions, a magnitude that drastically impairs the operations and
functioning of the University, serious measures are demanded to meet the
emergency intelligently and effectively.

b. Preparation and Purposes of the Policy
Foresight and preparation before such measures are actually needed to

address critical financial conditions help to lessen harmful effects on
people and the University and to insure an orderly and fair process. The
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fundamental preparation for any emergency measures consists of the
formulation of policies and procedures through which a critical cutback in
funding can be met. In this formulation three purposes are to be served:

i. to maintain essential instructional and research services at a
satisfactory level of quality;

ii. to protect those faculty and staff who must deliver such services
and the students who receive them; and

iii. to preserve a capability of the University as a whole for
continuance of services.

Academic Values and Tenure

Beyond these three purposes are certain academic values that must guide
both policy and procedure development and their subsequent application
when extraordinary financial stringencies are imposed upon the
University. Of these academic values, a fundamental one undergirding
several others is that of safeguarding tenure.

Tenure protects more than simply the right of individual faculty to a
position or a property right. It insures that ideas, concepts, and doctrines
may be examined without fear or favor; that fact and truth may be pursued
in research without dictation; that teaching may be done without reprisals.
In short, tenure protects the exercise of the basic functions of the
University and the reasons for its being.

Responsible University Means

Any respectable university will, in its policies and procedures, provide
means for faculty to express their personal and professional concerns and
have due process. Moreover, any responsible university will invoke a state
of exigency only after other means have been taken through the regular
organizational and administrative structures to minimize a financial
urgency. If dire cutbacks are faced unexpectedly, other appropriate
university policies and procedures would be implemented simultaneously
for all segments of the university. In the case of Northern Kentucky
University, before the policy and process outlined subsequently are
activated, other policies and processes of the University normally will
have been exercised, including a review of non-academic programs and
termination of non-faculty positions in accordance with the NKU
Personnel Policy and Procedures Manual.
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e. Continual and Periodic Analyses

The University maintains continual analyses and periodic examinations of
all fiscal matters of the institution. These and other records will be
immediately available to the Financial Exigency Committee (as defined in
Section XI1.H.2.c) should the activation of these policies and procedures
become necessary.

DEFINITIONS

a. "Termination for Financial Exigency" means the cessation of employment
of a faculty position before the end of the appointment period for reasons
of financial exigency. The non-reappointment of a faculty member on a
specified term appointment is not a termination for financial exigency, and
no objection to a non-reappointment may be filed under this procedure.
The use of "termination™ in this section (XI.H.) means termination for
financial exigency unless otherwise stated.

b. "Financial Exigency" means any imminent and extraordinary decline in
the University's financial resources that compels a reduction in the current
operating budget to the extent that the University would be unable to meet
existing financial obligations that include, but are not limited to,
contractual obligations.

C. "Financial Exigency Committee" is a special committee, the purpose of
which is to provide independent guidance and advice to the President and
the Board of Regents on a declaration of financial exigency and alternative
approaches in alleviating said exigency, to be formed in accordance with
Section XI.H.4., Establishment and Operation of the Financial Exigency
Committee.

d. Except as otherwise specifically provided herein, "day" means every day
including Saturdays and Sundays but shall not include official University
holidays.
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PRELIMINARY STATEMENT AND DETERMINATION OF FINANCIAL
EXIGENCY

Board Authorization

If the President determines that circumstances indicate the University faces a
financial exigency, he/she shall take immediate action to apprise the Board of
Regents of the nature and extent of the financial crisis. He/she shall also present a
general plan for how the exigency can be alleviated. The statement to the Board
shall outline in terms as specific as the circumstances permit, the options readily
apparent at the time. The President's statement to the Board shall include a request
for authorization to investigate further the necessity for a declaration of financial
exigency. The statement shall also include the nature and extent of conditions and
an outline of expenditure categories and major department areas to be examined
in projecting a course of action that would meet such an emergency. Once Board
authorization has been secured, the President shall proceed in accordance with the
procedures outlined in this policy.

ESTABLISHMENT AND OPERATION OF THE FINANCIAL EXIGENCY
COMMITTEE

a. Committee Composition

The President shall, within five (5) days after the Board has authorized
such action, establish a Financial Exigency Committee. The committee
shall consist of ten (10) members representing various segments of the
University and selected in the following manner and consistent with the
University's Affirmative Action policies:

i Five (5) faculty members who are either tenured or tenure-track
faculty to be appointed by the President from an existing pool of
eight (8) faculty, who shall serve staggered three-year terms,
chosen from all eligible faculty at a general election conducted
annually by the Faculty Senate. The President shall in his selection
ensure a broad representation of programs and departments. [The
Faculty Senate is authorized to constitute the eight (8) elected
faculty members as a continuing committee of the Senate to study
the University's financial condition when a funding crisis may be
imminent and to assess possible ways of meeting such a crisis.]

ii. Three (3) administrative employees, one of whom is an academic
chair, shall be appointed by the President.

iii. One (1) staff representative shall be appointed by the President
after consultation with Staff Congress.
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One (1) student representative shall be appointed by the President
after consultation with Student Government.

A chair of the committee shall be appointed by the President from
the ten (10) committee members.

Committee Charge

The Financial Exigency Committee shall make recommendations
regarding:

whether a declaration of exigency is warranted;

a review of expenditure categories and the major department areas
as outlined in the President's statement to the Board of Regents;
and

alternative considerations in the area of academic affairs.

Committee Process

Once the committee has been formed pursuant to subsection a., but
no later than five (5) days subsequent to the Board of Regents'
action, the President shall submit to the committee the statement
that outlines the necessity for a declaration of financial exigency,
including establishment of a specific dollar amount necessary to
alleviate the emergency, and a general plan indicating means by
which the emergency can be alleviated. This statement shall
include efforts already undertaken by the University in response to
the financial emergency. Upon receipt, the committee shall
evaluate the statement and plan, and prepare a recommendation for
the President's review.

The committee shall review the information presented by the
President and shall recommend whether a declaration of financial
exigency is necessary. The committee shall also review the major
departments, each department's percentage of the budget, and any
general reductions proposed by the President in his/her statement.
This review may include an examination of alternate approaches to
alleviating the emergency including, but not limited to, increases in
revenue, reallocation of current revenue, and use of University
reserves to phase out activities. The committee may review the
various expenditures of the University, including academic and
non-academic departments and activities. The committee may also
review alternative considerations.
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iii. The committee shall present its report and recommendations to the
President within fifteen (15) days after receipt of the President's
plan.

PRESIDENT'S ACTION

Upon receipt of the report and recommendations of the committee, the President
shall transmit the report and recommendations, any committee minority reports,
and any recommendations or comments he/she has to the Board of Regents for
action. The President shall, upon receipt, also make this report available to the
University community.

BOARD ACTION

The Board of Regents shall consider such recommendations as it receives from
the committee, from any committee minority reports, and from the President.
Faculty, students, staff, and others may request in writing permission to address
the Board regarding any recommendations concerning financial exigency. The
written request to address the Board shall contain a statement of the purpose and
reasons for the address.

Within fifteen (15) days after it receives the report and recommendations of the
committee, any committee minority reports, and the report and recommendations
of the President, the Board shall determine if a declaration of financial exigency is
necessary. Upon a declaration of financial exigency, the Board shall direct the
President to act.

UNIVERSITY ACTION UPON DECLARATION OF FINANCIAL
EXIGENCY

Upon receipt of the Board of Regents' declaration of financial exigency, the
President shall submit his decision (and the reduction needed to alleviate the
exigency) through normal channels, to the departments to be affected.

The department chair shall recommend to the appropriate dean ways in which the
required savings shall be effected in that department; the Dean shall review this
recommendation and submit his/her recommendation to the Provost; likewise, the
Associate Dean for Law Library Services and Information Technology of
libraries, after consulting with his/her staff, shall submit a recommendation to the
Provost; the Provost shall review all recommendations and shall submit his/her
recommendation to the President; the President shall review this recommendation
for submittal to the Board for action.
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8. TERMINATION OF FACULTY POSITIONS

a. Consideration/Obligation to Faculty

Vi.

If termination of faculty positions becomes necessary, due
consideration shall be given to:

a. the missions of the University;

b. the criteria for faculty evaluation as established in this
Handbook;

C. normal attrition of faculty;

d. program review documents;

e. cost analyses; and

f. the Affirmative Action policies of the University.

Northern Kentucky University recognizes that tenure constitutes a
property right. Every effort shall be made to preserve the positions
of tenured faculty. Such positions may be terminated only when
financial exigency requires degree-program reduction or degree-
program termination.

The full teaching load of a terminated faculty position shall not be
assumed by part-time faculty.

The University shall make reasonable efforts to provide support for
retraining, re-education, and/or reassignment within the University
of a faculty member identified for termination.

At the request of a terminated faculty member, the University shall
provide reasonable and timely re-employment assistance.

The University may not fill a position in a discipline in which a
tenured faculty member who has been terminated is qualified to
teach and/or perform the job for a period of three (3) years from
the date of the termination, unless the position is first offered to
that faculty member. The University may not fill a position in a
discipline in which a non-tenured faculty member who has been
terminated is qualified to teach and/or perform the job for a period
of two (2) years from the date of termination, unless the position is
first offered to that faculty member. The offer shall be made by
certified mail, restricted delivery, return-receipt requested, and the
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acceptance of such offer must be made in writing. Each faculty
member is responsible for providing the University with a current
address. The address on file in the office of the Provost shall be
deemed the current address for mailing notices required by this
procedure. Failure to accept the offer in writing within fifteen (15)
calendar days of receipt of the offer or rejection of the position
eliminates the re-employment rights of the faculty member to the
position. Such acceptance or rejection must be made in writing.

vii. A faculty member who is recalled within the specified three- (3)
year period for tenured faculty or two- (2) year period for tenure-
track faculty shall have restored all sick leave accrued on the
effective date of layoff. Tenured faculty shall be recalled with full
tenure, and non-tenured faculty shall be recalled with the number
of years of prior service at the University counting as part of the
probationary period. Further, the salary for such positions filled
through recall of terminated faculty shall be negotiable but in no
case shall the faculty member receive less than he/she was paid at
the time of termination.

Notice to Individual Faculty

If the Board of Regents' final action includes the termination of faculty,
the President or his/her designee shall give written notice of that fact by
certified mail, restricted delivery, return-receipt requested, to the faculty to
be terminated. The notices shall include a statement of the conditions
requiring termination of employment, a general description of the
procedures followed in making the decision, and a disclosure of pertinent
financial or other data upon which the decision was based. A faculty
member receiving such notice may request clarification. The President and
the Board shall make every reasonable effort to ensure that notice to
tenured or tenure-track faculty be given not less than seventy-five (75)
calendar days before the effective date of termination. In addition,
reasonable effort shall be made to ensure that no faculty appointment is
terminated before the end of the academic year in which the financial
exigency occurs.

Unemployment Compensation

Any faculty terminated shall be eligible for unemployment compensation
if he/she meets the conditions of qualification for benefits defined in
Chapter 341 of the Kentucky Revised Statutes. (See especially KRS
341.350.) Benefits are calculated in accordance with KRS 341.380 et seq.
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9. REVIEW OF INDIVIDUAL TERMINATIONS

a. Request for a Hearing

Within ten (10) days after receiving a notice of termination, a
tenured or tenure-track faculty member may request a review of
the action by the Board of Regents. Review may be had solely to
determine whether the decision to terminate was made in
accordance with established procedures with respect to that
individual. The request for review must be in writing and
addressed to the chair of the Board with a copy to the President. It
must specify the grounds on which it is contended that the
established procedures were abridged, and must include a short,
plain statement of facts that the faculty member believes supports
the contention.

Submission of such a request constitutes on the part of the faculty
member, first, a representation that he/she can support this
contention by factual proof, and, second, an agreement on the part
of the faculty member that the University may offer in rebuttal any
relevant data in its possession. The Board shall consider the
request upon the transmission of the request by the President and
shall grant a hearing if it determines that a prima facie case is
presented by the statement. A denial of the request finally confirms
the decision to terminate, and the Board shall so notify the faculty
member. If the request is granted, a hearing shall be held within ten
(10) days after the request is received; the faculty member shall be
given at least five (5) days’ notice of the hearing.

b. Conduct of the Hearing

The hearing shall be conducted informally and in private, with
only the members of the Board, the faculty member, the President,
and such witnesses as may be called, in attendance. During the
hearing, the faculty member and/or the President will be permitted
to have an adviser who may give advice to that party but may not
otherwise represent the party. A quorum for purposes of the
hearing is a simple majority of the Board's total membership. If the
faculty member asks for a transcript of the proceeding, the
transcript shall be made and one copy provided to the faculty
member free of charge. The Board may consider only such
evidence as is presented at the hearing, and it need consider only
the evidence that it considers fair and reliable. All witnesses may
be questioned by the Board members, the faculty member, and the
President.
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ii. Except as herein provided, the conduct of the hearing shall be
under control of the chair of the Board of Regents. The hearing
shall begin with the faculty member's presentation of contentions,
limited to those grounds specified in the request for a hearing and
supported by such proof as he/she desires to offer. The burden is on
the faculty member to satisfy the Board by a preponderance of
evidence that the procedures used to reach the decision to
terminate were abridged. When this presentation is concluded, the
Board shall recess to consider whether the proof offered in support
of the contention establishes the contention, unless it is not
rebutted. If it determines that the contention has not been so
established, it shall notify the parties and conclude the
proceedings. If it determines that rebuttal is desirable, it shall so
notify the parties and the hearing shall proceed. The President may
then present, in rebuttal of the faculty member's contention or in
general support of the decision to terminate, such testimonial or
documentary proofs as he/she desires to offer, including his/her
own testimony. After the President completes his/her presentation,
the Board shall consider the matter in executive session.

C. Procedure After Hearing

If the Board determines that the faculty member's contention has not been
established, it shall issue a simple statement to notify the faculty member
and the President. If the Board determines that the faculty member's
contention has been established, it shall so notify him/her and the
President by a written notice that states what corrective action must be
taken.

EXCLUSIVE PROCEDURE

No other existing procedure for reconsidering or examining an employee
termination or grievance is available for considering an issue that arises from a
reduction in force. Similarly, no personnel action other than a reduction in force
may be considered under this procedure.

TERMINATION OF FINANCIAL EXIGENCY
The financial exigency terminates when the University has, under the directions

of the Board of Regents given to the President, reformulated the University
budget to meet the specified financial constraints that imposed the emergency.
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TERMINATION FOR CAUSE

1.

GROUNDS FOR TERMINATION

The University may terminate a faculty appointment for cause only by using the
grounds permitted by Kentucky Revised Statutes Section 164.360, as amended.
The grounds for termination currently are "incompetency, neglect of or refusal to
perform his [or her] duty, [or for] immoral conduct™ (brackets added). Such
termination shall never abridge faculty rights set forth in Part Two, Section Ill.,
Academic Freedom.

PROCEDURES FOR TERMINATION

The procedures set forth in KRS Section 164.360 shall apply. That section
provides that "A . . . faculty member shall not be removed until after ten (10)
days’ notice in writing, stating the nature of the charges preferred, and after an
opportunity has been given him [or her] to make defense before the board by
counsel or otherwise and to introduce testimony which shall be heard and
determined by the board" (brackets added). That section also provides that
"charges against a faculty member shall be preferred in writing by the president
unless the offense is committed in his [or her] presence™ (brackets added).

a. Adequate cause for a dismissal will be related, directly and substantially,
to the fitness of the faculty member in his/her professional capacity as a
teacher or scholar and as limited by KRS 164.360. Dismissal will not be
used to restrain faculty in the exercise of their rights under the laws of the
United States and the Commonwealth of Kentucky.

b. Dismissal of a faculty member with tenure, or with a special or
probationary appointment before the end of the specified term, will be
preceded by:

I discussion between the faculty member and appropriate
administrative officers, seeking a mutual settlement;

ii. an informal fact-finding conference with the Peer Review Advisory
Committee, which may, failing to effect a resolution, determine
whether in its opinion dismissal proceedings should be undertaken,
without its opinion being binding upon the President; and

iii. a statement of charges, framed with reasonable particularity by the
President or the President's delegate.

C. With a statement of charges, the faculty member concerned will have the
right to a formal hearing by the Peer Review Hearing Committee.
Members deeming themselves disqualified for bias or interest will remove
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themselves from the case, either at the request of a party or on their own
initiative.

Pending a final recommendation by the Peer Review Hearing
Committee, the faculty member will be placed on mandatory leave,
or assigned to other duties in lieu of mandatory leave, only if
immediate harm to himself/herself or others is threatened by
his/her continuance. Before placing a faculty member on
mandatory leave, pending an ultimate determination of his/her
status through the University's hearing procedures, the
administration will consult with the Peer Review Advisory
Committee concerning the propriety, the length, and other
conditions of the leave. In the event that the Peer Review Advisory
Committee is not able to convene a meeting, the President has the
right to make a brief suspension of the faculty member's service
before consulting the Peer Review Advisory Committee. A
mandatory leave intended to become a termination is a dismissal at
the conclusion of the leave period. Salary will continue during the
period of the leave.

The Peer Review Advisory Committee may hold joint pre-hearing
meetings with the parties in order to:

a. simplify the issues;

b. effect stipulation of facts;

C. provide for exchange of documentary or other information;
and

d. achieve such other appropriate pre-hearing objectives as

will make the hearing fair, effective, and expeditious.

Notice of the hearing, with specific charges in writing, will be
made to the faculty member at least twenty (20) calendar days
prior to the hearing by the chair of the Peer Review Hearing
Committee. The faculty member may waive a hearing or may
respond to the charges in writing at any time before the hearing. If
the faculty member waives a hearing, but denies the charges
against him/her or asserts that the charges do not support a finding
of adequate cause, the Peer Review Hearing Committee will
evaluate all available evidence and rest its recommendation upon
the evidence in the record.
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The hearing will be private, except at the request of the faculty
member and as provided by law.

During the proceedings, the faculty member and/or the University
will be permitted to have an academic adviser and/or legal counsel.

A verbatim record of the hearing or hearings will be taken and one
typewritten copy will be made available to the faculty member
without cost, at the faculty member's request.

The burden of proof that adequate cause exists rests with the
University and shall be satisfied only by clear and convincing
evidence in the record considered as a whole.

The Peer Review Hearing Committee will grant adjournments to
enable either party to investigate evidence for which a valid claim
of surprise is made, if substantial prejudice would otherwise result.

The faculty member will be afforded an opportunity to obtain
necessary witnesses and documentary or other evidence. The
administration will cooperate with the Peer Review Hearing
Committee in securing witnesses and making available
documentary and other evidence subject to the laws of the
Commonwealth of Kentucky.

The faculty member and the administration will have the right to
confront and cross-examine all witnesses.

In the hearing of charges of incompetence, the testimony will
include that of qualified faculty members from Northern Kentucky
University or other institutions of higher education.

The Peer Review Hearing Committee will not be bound by strict
rules of legal evidence and may admit any evidence of probative
value in determining the issues involved. Every possible effort will
be made to obtain the most reliable evidence available.

The findings of fact and the decision will be based solely on the
hearing record.

Except for such simple announcements as may be required,
covering the time of the hearing and similar matters, public
statements and publicity about the case by either the faculty
member or administrative officers will be avoided until the
proceedings, including consideration by the Board of Regents,
have been completed.
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The President, other appropriate academic administrators, and the
faculty member will be notified of the recommendation of the Peer
Review Hearing Committee in writing with supporting reasons and
will be given one copy of the record of the hearing.

If the Peer Review Hearing Committee concludes that adequate
cause for dismissal has not been established by the evidence in the
record, it will so report to the President. If the President disagrees
with the report, he/she will state in writing his/her reasons for
doing so, to the committee and to the faculty member, and will
provide an opportunity for response before transmitting the case to
the Board of Regents. If the Peer Review Hearing Committee
concludes that adequate cause for dismissal has not been
established by the evidence, but that an academic penalty less than
dismissal would be more appropriate, it will so recommend, with
supporting reasons.
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XIl. FACULTY DEVELOPMENT PROGRAMS
(See also Section XIII. for other faculty leaves.)

A. SABBATICAL LEAVES

1.

3.

PURPOSE

Sabbatical leaves are granted by Northern Kentucky University to promote the
professional growth and effectiveness of the faculty. Sabbatical leaves are granted
to enable recipients based on merit to devote time to scholarly activity and
research, advanced study, or artistic performance — all in pursuit of academic
objectives. The type of sabbatical which would best meet these objectives is to be
determined by the faculty member applying for leave. The number of sabbatical
leaves made available to the faculty for allocation each year will be equal to no
less that 5.75% of the number of full-time faculty. Sabbatical leaves are normally
not granted to prepare theses or dissertations to meet degree requirements. A
sabbatical leave may be granted for the purpose of retraining a faculty member in
a new academic field if this retraining is in the interests of the University.

ELIGIBILITY FOR SABBATICAL LEAVES

a. Tenured, full-time faculty and department chairs are eligible to apply for
sabbatical leaves and are governed by the procedure outlined in this
Handbook. A non-tenured faculty member in the sixth year of a
probationary appointment may apply for a sabbatical leave but must be
granted tenure in order to receive the sabbatical leave.

b. Accrual of time toward eligibility begins at the date of initial tenure-track
appointment at the University, or July 1, 1970, whichever occurred later.
After twelve (12) semesters of employment at the University, excluding
summer terms, faculty are eligible to receive a sabbatical leave of one
semester at full salary or of two semesters at 65% salary. Twelve semesters
after the year or semester for which the sabbatical leave was awarded, a
faculty member is again eligible for a sabbatical leave. Eligibility for
subsequent leaves accrues in the same fashion. If a sabbatical leave is
postponed by the administration, by the Department, or by the faculty
member, the faculty member may elect to take the sabbatical leave when
he/she chooses, in consultation with the chair; however, eligibility for a
subsequent leave shall be calculated on the basis of the semester/year for
which the leave was awarded, not when it was completed.

CONDITIONS

a. Sabbatical leave of one semester carries full salary. A sabbatical leave of
two semesters carries 65% salary.
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b. Recipients of sabbatical leaves who receive salary must agree to return to
the University for at least one academic year immediately following the
end of the leave or to repay the University the amount of the leave stipend.

C. Faculty on sabbatical leave for one semester with full salary normally may
not accept paid employment except where the purpose of the leave is for
professional practice or experience that cannot be obtained without such
employment. Faculty on two-semester sabbatical leaves at 65% salary may
normally accept a paid position that compensates up to the remaining 35%
of salary (excluding extraordinary personal expense) or may accept a part-
time position. Faculty on sabbatical leave may accept money from
fellowships or grants for study, research, or travel, all without prejudice to
their University salary.

d. Time spent on sabbatical leaves shall be considered a part of University
service. The University will make its normal contributions to the faculty
member's insurance (if continued coverage is permitted), to retirement
plans, and to all other normally paid fringe benefits. Salary increments and
any promotion increments for a year that includes a sabbatical leave shall
be determined as if the faculty member were in residence during that
period.

e. Between the awarding of the sabbatical leave and the funding or initiation
of the leave, in the event of intervening circumstances that prevent the
recipient from fulfilling the terms of the sabbatical leave or the University
from funding the leave, the leave will be postponed. If a sabbatical is
postponed, that postponement will not reduce the number of sabbaticals
made available to faculty in any subsequent year. (See Section XII1.A.2.b.)

REQUIRED REPORTING

Within two months of returning from a sabbatical leave, the faculty member shall
submit a report summarizing what she/he accomplished on the leave. A copy of
this report must be submitted to the department chair or other appropriate
supervisor, to the Dean of the faculty member's college, to the Provost, and to the
chair of the Faculty Benefits Committee. A copy of the report will be placed in the
faculty member's personnel file maintained in the Provost's office. Within one
academic year following the end of a sabbatical leave, a sabbatical recipient will
provide an opportunity for others in the NKU community to learn about the
results of their work. There are a number of acceptable vehicles for this report
including, but not limited to: formal and informal presentations, the dissemination
of written information, a public show or performance.
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PROCEDURES

The procedures set forth at Section XII1.D., Application and Procedures, apply to
applications for sabbatical leaves.

B. FACULTY SUMMER FELLOWSHIPS

1.

PURPOSE

Faculty summer fellowships provide funds to support professional development
during the summer months. The following are examples of the types of activities
that may qualify the applicant for a faculty summer fellowship:

a. improving teaching skills;

b. individual research;

C. scholarly writing;

d. creative and artistic projects;

e. preliminary studies and literature searches; and

f. attending seminars or courses related to one's field or professional work.

ELIGIBILITY FOR FACULTY SUMMER FELLOWSHIPS

Full-time tenure-track or tenured faculty may apply for a faculty summer
fellowship. A faculty member who receives a faculty summer fellowship will not
be eligible to receive another faculty summer fellowship until the third summer
following the prior fellowship. A faculty member who will receive a terminal
contract is not eligible to receive a faculty summer fellowship.

STIPEND

a. All recipients on an academic-year contract will receive the same stipend
in a given summer. Each year the Provost, after consultation with the
Faculty Benefits Committee, will announce the exact amount of the
stipend for faculty summer fellowships prior to the application deadline.

b. All recipients who are on a fiscal-year contract will receive 100 percent
reassigned time for two months during the summer of the fellowship in
addition to accrued vacation time. They shall continue to receive their
regular salary during this reassigned time.

C. Recipients of faculty summer fellowships on academic-year contracts will
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receive 90 percent of their stipend at the beginning of the summer
sessions. The remainder of the stipend will be paid only after the reporting
requirements have been completed. Reports should be submitted no later
than September 1, following the summer fellowship period.

CONDITIONS

a. Faculty summer fellowships are not awarded to enable faculty to complete
degree requirements.

b. Recipients of faculty summer fellowships will not teach any summer
courses or perform any other paid duties for the University during the term
of the fellowship.

C. Recipients of faculty summer fellowships must agree to return to the
University for a minimum of one academic year following the fellowship
or to repay the University the full amount of the fellowship stipend.

d. Recipients of faculty summer fellowships must comply with the
University's outside-activity guidelines during the term of the fellowship.

e. In addition to the fellowship reassigned time, a recipient on a fiscal-year
contract is entitled to one month of vacation between mid-May and mid-
August.

f. If, between the awarding of a fellowship and the funding or beginning of

the fellowship, intervening circumstances prevent the recipient from
fulfilling the terms of the fellowship or the University from funding the
fellowship, the University is not obligated to fund the fellowship.

REPORTING

Within two months of completing a faculty summer fellowship, the faculty
member shall submit a report summarizing what she/he accomplished on the
faculty summer fellowship. A copy of this report must be submitted to the
department chair - or other appropriate supervisor - to the dean of the faculty
member's college, to the Provost, and to the chair of the Faculty Benefits
Committee. A copy of the report will be placed in the faculty member's personnel
file maintained in the Provost's office.

BEGINNING OF FELLOWSHIP

The beginning date for faculty summer fellowships is the Monday following
spring commencement for recipients on academic-year contracts. Recipients on
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academic-year contracts will receive 90 percent of their stipends at the beginning
of the summer sessions. (Note: Stipends are normally made available during the
first week of June.) The remainder will not be paid until after the Provost receives
the final report, which should be no later than September 1.

PROCEDURES

The procedures set forth in Section XI11.D., Application and Procedure, apply to
applications for faculty summer fellowships.

C. FACULTY PROJECT GRANTS

1.

PURPOSE

Faculty project grants are awarded to provide funds to pay expenses, purchase
equipment, and to cover other financial needs for sabbatical leaves, faculty
summer fellowships, and for other instructional, scholarly, and creative activities
where financial support is not available through department budgets. Availability
of department funds should be communicated by department chairs or program
directors as part of their evaluation of the application.

ELIGIBILITY FOR FACULTY PROJECT GRANTS

Full-time tenure-track or tenured faculty may apply for a faculty project grant. A
faculty member who will receive a terminal contract is not eligible to receive a
faculty project grant.

AWARD

Normally the maximum amount for a faculty project grant will be the amount of a
faculty summer fellowship. Especially worthy projects, however, may be funded
with additional amounts. The period for expending grant funds is the University's
fiscal year, which is limited to July 1 of the calendar year in which the award is
made through June 30 of the following calendar year.

LIMITATIONS

a. No salary or honorarium may be paid to any full-time faculty member
from grant funds.

b. Projects leading to completion of a terminal degree and student projects
will not be funded.
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DISPOSITION OF PURCHASED PROPERTY

All property, including equipment and art works, purchased with faculty project
grant funds becomes the property of Northern Kentucky University. The Provost
will make the final determination of assignment of all property purchased with
grant funds.

GRANT ADMINISTRATION
a. Administration and Accounting

The Provost's office and the accounting office will coordinate
administration and accounting for the grant. All expenditure authorizations
must be approved by the accounting office prior to disbursement. The
accounting office will provide the grant recipient a detailed monthly report
of the account status. The Provost's office will provide information and
assistance in complying with regulations of the University and the
Commonwealth of Kentucky.

b. Fiscal Procedures

University fiscal policies and procedures are subject to change. Recipients
of faculty project grants are expected to check with the accounting office
to insure adherence to current practices.

FINAL REPORT

Upon completion of the grant, the faculty member will submit a report containing
a description of completed goals. A copy will be given to the department chair or
other appropriate supervisor, the appropriate dean, the Provost, and the chair of
the Faculty Benefits Committee. A copy of the report will be placed in the faculty
member's personnel file maintained in the Provost’s office.

PROCEDURES

The procedures set forth in Section XI1.D., Application and Procedures, apply to
applications for faculty project grants. If, between the awarding of the faculty
project grant and the funding or initiation of the project, there are intervening
circumstances that would prevent the recipient from completing the project or
prevent the University from funding the project, the University may revoke the
grant.
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APPLICATION AND PROCEDURES

1.

2.

APPLICATION

No later than the first Tuesday in October, the faculty member shall submit
his/her proposal for a specified faculty development program. A faculty
member may apply for more than one program. The application must be
given to the department chair or program director and to the chair of the
Faculty Benefits Committee.

Each application must comply with the proposal criteria and format
established by the Faculty Benefits Committee and approved by the
Faculty Senate.

No later than April 30, the Faculty Senate shall provide copies of the
application form, criteria, and format to each chair and director. These
documents will be available to the faculty from each chair and director no
later than May 1 of each academic year for use in the following fall
semester.

EVALUATIONS AND RECOMMENDATIONS

No later than the first Tuesday in October, the department chair or
program director must evaluate all applications received and verify the
eligibility of all applicants. The evaluation must include a summary of the
applicant’s stewardship of previous Faculty Development Awards. The
evaluation must be forwarded to the chair of the Faculty Benefits
Committee and the appropriate dean. Each applicant shall receive a copy
of the evaluation of his/her application(s). In the event that a department
chair is applying in a faculty development program, the appropriate dean
will fill the role of the chair in the evaluation process.

No later than December 1, the Faculty Benefits Committee will submit to
the Provost a ranked list of all approved applications and a list of all
unapproved applications.

The Provost, after consultation with the appropriate dean, may change a
recommendation of the Faculty Benefits Committee; such changes will be
made in consultation with the committee. No later than December 24, the
Provost will notify all applicants of the approval or disapproval of their
faculty development program applications.

The Provost maintains final responsibility for the dispersal of faculty
development program funds.
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BY LAWS

The Faculty Benefits Committee will maintain By Laws for the evaluation of
faculty development program applications. These By Laws must be approved by
the Faculty Senate and the Provost. Copies of the By Laws must be available to
any faculty member from the chair of the Faculty Benefits Committee.

EVALUATION

In evaluating and ranking applications, the following are the primary factors that
will be considered:

a. how well the proposal meets the purposes of the program for which
application is made;

b. the value of the project to the applicant's growth and professional status;

C. the value of the project to the scholarly community;

d. the value of the project to the applicant's teaching responsibilities and
students;

e. the value of the project to the University;

f. the value of the project to the non-academic community;

g. the probability that the project will be carried out (to be measured in terms

of the applicant's background, previous success, and attainability of the
goals stated);

h. the ability of the applicant to convey the content and importance of the
project to those outside his/her own academic discipline;

i investigation of alternative funding sources, and/or the possibility of the
project leading to future grants;

J- other income the project has or may generate;

k. the urgency of the project to be undertaken; and

I overall quality of the proposal.

Other things being equal, preference should be given, first, to a candidate who has

not previously received a Program award; second, to a candidate without tenure;
and, third, to a candidate who received a Program award the longest time ago.
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REGENTS' PROFESSORSHIP AWARD

The Regents' Professorship Award was established May 9, 1990, by the Board of Regents
of Northern Kentucky University.

The Regents' Professorship shall be awarded from time to time to those full professors
who, at the apex of their careers, have a demonstrated record of academic achievements
that have brought acclaim to the University. Upon selection, the Regents' Professor shall
carry such title for six (6) years, and will be reviewed for renewal every six years while
employed at Northern Kentucky University. Compensation for the award may include
salary compensation, reassigned time, and other benefits as stipulated by the Board of
Regents. Appropriate personnel should make the presentation of the Regents'
Professorship to the person receiving the award at the appropriate college commencement
in the spring prior to the first year of the initial Regents' Professorship term.

The Regents' Professorship selection process shall be administered by the office of the
Vice President for Academic Affairs and Provost. Announcements regarding the award
availability will be made to all full-time faculty.

FACULTY-INITIATED REASSIGNED TIME
1. DEFINITION

a. Reassigned time is a reduction granted in the normal teaching load to
faculty to allow them to pursue professional growth and improved
teaching effectiveness, but it may be limited by budgetary or departmental
considerations. A reduced workload may be granted to librarians for
worthwhile projects but may be limited by budgetary or departmental
considerations.

b. Faculty-initiated reassigned time is reassigned time that is initiated by a
faculty member. (See also Section XII.H., Administrative-Initiated
Reassigned Time.)

2. ELIGIBILITY FOR FACULTY-INITIATED REASSIGNED TIME

This policy applies to all full-time, tenure-track faculty, except that faculty on
terminal contracts are not eligible to receive faculty-initiated reassigned time.

3. PURPOSE AND SCOPE

A faculty member may request reassigned time for creative and scholarly activity,
for research, for curriculum development, or for community research and service.
The following are examples of the types of projects that may qualify; these
descriptions are not intended to be all-inclusive:
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a. Faculty development, such as scholarly and creative activity as defined in
Section IV.A.2.; research in developing experimental projects; research in
improvement of teaching skills; holding a responsible, time-consuming
office in a regional or national professional organization.

b. Curriculum development, such as revising programs; developing multi-
section courses or new courses that require extensive preparation; writing
grant proposals--all of which would further objectives of the department.

C. Community research and service, such as coordinating service projects;
development and implementation of workshops, research and analysis,
special training projects or conferences; writing or editing service
publications; holding a responsible, time-consuming office in regional or
national service organizations.

LIMITATIONS

Reassigned time will not be granted for paid consultation, for "normal” course
revisions that are routinely required of all faculty, or for research or writing or
course study to meet degree requirements. Award of reassigned time is
conditioned upon signing a non-terminal contract for the academic year for which
reassigned time is awarded.

GENERAL

The University may maintain funds for staffing departments that have faculty on
faculty-initiated reassigned time. Where proposals are equally justifiable, the
Dean will attempt to equitably distribute reassigned time among departments.
Requests for reassigned time may be made for a one- or two-semester duration.
The award will clearly state the amount of reassigned time. The amount of
reassigned time will be stated as a percentage of the regular 12-hour teaching
load, or percentage of normal workload for librarians, within the department. The
maximum amount of reassigned time per person shall not normally exceed 50
percent. There is no restriction as to how often a faculty member may request
reassigned time but, all other factors being equal, priority will be given to those
who were not given reduced teaching loads in the previous semester.

PROCEDURE AND EVALUATION

a. Faculty members initiate requests for reassigned time by submitting
proposals in writing, using the appropriate form if one exists, to the chair
or other appropriate supervisor, no later than the end of the seventh week
of the semester prior to the semester for which reassigned time is
requested.
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b. The chair or supervisor will recommend either approval or disapproval of
the proposal and forward it to the appropriate dean.

C. The Dean will either approve or disapprove the proposal. The Dean will
use these criteria to evaluate each proposal:

explicitness of the goals;

attainability of the goals in the time period;

sufficiency of the applicant's background for attainment of the
stated goals;

v, contributions to one or more of the following:
a. the applicant's growth or professional status;
b. the program area;
C. the University;
d. the scholarly community;
e. the non-academic community; and
Vi. the chair's recommendation.
d. At the end of each semester, the Dean will send a list of all faculty granted
faculty-initiated reassigned time to the department chair and to the
Provost.

INTERVENING CIRCUMSTANCES

In the event circumstances develop, between the time of awarding reassigned time
and the beginning of the reassignment, which prevent the faculty member from
fulfilling the terms of the reassignment, or the University from funding the
reassigned time, the University may withdraw the award of reassignment.
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ADMINISTRATIVE-INITIATED REASSIGNED TIME

The administrative officers of the University may assign a faculty member to serve in an
administrative or other capacity for a specified time. This assignment may be full-time or
part-time for a limited period.

TUITION WAIVER

Each full-time regular faculty member may take up to six (6) semester hours of NKU
course work each semester without being required to pay tuition. Each full-time regular
faculty member will be provided with a tuition waiver benefit of six (6) semester hours of
NKU course work each semester for the faculty member’s spouse and each dependent.
“Full-time regular faculty” is defined as a tenured full-time faculty, tenure track full-time
probationary faculty, and non-tenure track renewable full-time faculty.

After one year of continuous service a temporary full-time faculty may take up to six (6)
semester hours or NKU course work each semester without being required to take tuition.
This benefit is not extended to the temporary full-time faculty member’s spouse or
dependents.

TRAVEL FUNDS

Each department and program may be allocated faculty travel funds. The chair or director
is responsible for allocating these funds among faculty. The purpose of the travel funds is
to enable faculty to travel for professional purposes, especially to enable faculty to
present papers and to serve on professional panels. Each faculty member is responsible
for securing proper authorization for travel and for submitting the proper forms and
information for reimbursement of travel expenses.
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X1, FACULTY LEAVES

LEAVES FOR FACULTY ON ACADEMIC-YEAR CONTRACTS
(See also Section XI1.B., Sabbatical Leaves.)

This policy applies to full-time tenure-track faculty who receive academic-year contracts.
Arrangements to provide for classes to be taught by a faculty member on leave will be
made by the faculty member, upon approval of the department chair, or by the department
chair, as appropriate.

JURY DUTY AND COURT APPEARANCES

Faculty will be granted time to serve on juries or to appear in court as witnesses if
subpoenaed by anyone empowered by law to compel attendance by subpoena, all without
loss of pay. The University will continue its normal contributions to insurance and other
fringe benefits during such leave.

TEMPORARY MILITARY LEAVE

Faculty in the National Guard on in military reserve units of the United States shall be
granted up to 10 working days of military leave each year. Insofar as possible, faculty
shall attempt to have the leave scheduled at some time other than the academic year by
making such a request of their military superiors. The University will pay the difference
between the faculty member's normal salary and the military salary during this leave.

EXTENDED MILITARY LEAVE

Military leave of absence will be granted to any faculty member in the event of induction
or voluntary enlistment. No salary or collateral fringe benefits of any kind shall be paid
to the faculty member during the term of this leave. Upon return to the University
position, the period of military service will be added to the length of service credit that
the faculty member may have accumulated prior to induction or enlistment, except that
time spent on extended military leave shall not be counted toward mandatory tenure
consideration.

PROFESSIONAL LEAVES

Leaves of absence to attend professional meetings or other professional activities may be
granted to faculty upon request. Such leaves shall not exceed five (5) consecutive
working days. Requests must be filed with the department chair at least five (5) working
days in advance of the anticipated leave.

Leaves of absence to carry out official University business, e.g., official visits to other
campuses, off-campus meetings, etc., may be granted to faculty upon request. When
possible, requests must be filed with the department chair at least five (5) working days in
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advance of the anticipated leave.

PAID LEAVE FOR ILLNESS, TEMPORARY DISABILITY, OR MATERNITY
LEAVE

1.

Continuing faculty earn and accumulate sick leave with pay on the basis of one
day per month credited on the first day of the contract year (twelve (12) days per
contract-calendar year). An unlimited number of sick-leave days may be accrued.

Records regarding faculty sick-leave accumulation are maintained in the office of
the Vice President for Academic Affairs and Provost.

New faculty having no accrued sick leave will have one-half the yearly total
credited to them at the beginning of their annual appointment; the remaining six
(6) days will be credited as they accumulate monthly for the remaining half of the
contract year.

Faculty who suffer temporary illness or disability, thus making them unable to
perform assigned duties, will be granted paid leave for the necessary period, not
to extend beyond the period that can be covered by accumulated sick leave days
or ninety (90) calendar days, whichever is greater.

A physician's written statement may be required by the faculty member's
department and/or the office of the Provost at any time during a temporary
disability leave.

Faculty on paid leave will receive their regular compensation during the period of
leave, as well as any salary increases, promotion, award of tenure, or any other
rights that they would have received individually or as a member of the faculty
had they not been on such leave.

On the first day of the month following the completion of six (6) months of
continuous total disability, the faculty member is eligible for benefits under the
University's group total disability insurance plan.

A maximum of five (5) accumulated sick days per contract-calendar year may be
used for absences necessitated by emergency or serious illness of an immediate
member of family (parents, brother, sister, spouse, child, or other persons for
whom the faculty member is responsible).

Faculty may use accrued sick leave for childbirth, adoption, or attending
childbirth in the immediate family.

If a faculty member is ill, he/she is required to call the department chair's office as
early as possible to report the absence and to make provisions to have his/her
classes notified. If a faculty member anticipates an illness in excess of three (3)
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consecutive teaching days, the department chair must be notified so that
provisions can be made for covering the classes.

Unused faculty sick-leave allowance will not be paid upon termination or
resignation.

UNPAID SICK LEAVE

1.

6.

7.

After exhausting accrued sick leave, a faculty member may request additional
unpaid sick leave. A request form for unpaid, extended sick leave must be filed
and approved by the department chair, the Dean, the Provost, the President, and
the Board of Regents.

Approval for unpaid extended sick leave will normally be granted to tenured
faculty for up to two years. A non-tenured faculty member's request for unpaid
extended sick leave will normally be granted for a period at least equal to the
period specified for probationary faculty members in the termination policies of
this Handbook.

Initial requests for extended unpaid sick leave will be granted for up to one year
of unpaid sick leave. Extensions of unpaid sick leave beyond one year require
submission and approval of an additional request.

Unpaid sick leave will not normally be granted to any faculty member for more
than two consecutive years. After two consecutive years, if the case warrants, the
University administration may implement the procedures for termination for
medical reasons.

The University will continue its normal contributions to insurance and other paid
fringe benefits up to one year of unpaid sick leave if permitted by the contract
with the insurance carriers. (The University does not continue its contributions to
TIAA in instances of unpaid leave.)

Accrual of sick-leave time does not continue during unpaid sick leave.

Unpaid sick leave will not count toward tenure accrual.

UNPAID LEAVE

1.

Leaves of absence without pay may be granted to faculty for up to one year at a
time. A request must be filed with the department chair at least two months in
advance of the date upon which unpaid leave would begin except in case of
emergency. Granting of unpaid leave requires the approval of the department
chair, the Dean, the Provost, the President, and the Board of Regents. A second
consecutive year of unpaid leave may be granted upon request. In no case will a
second year of unpaid leave be automatically granted. Unpaid leaves may be
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requested for the following purposes:

a. personal,

b. childbirth, attending childbirth, adoption, child-rearing, or other related
purposes; and/or

C. faculty professional development.

2. Specific conditions applying to recipients of unpaid leave:

a. In the case of leave granted for faculty professional development, the
following benefits will normally be granted:

I accrued time toward tenure, promotion, and sabbatical leaves;
ii. across-the-board salary increases.

b. In the case of leave granted for child-rearing or personal reasons, none of
the above benefits will normally be granted.

C. Faculty on unpaid leave other than unpaid sick leave may continue in the
University's benefit programs if permitted by the contract with the
insurance carriers, at the faculty member's expense.

d. Exceptions to this policy must be agreed to by the administration and

affected faculty, and they must be stated in writing before the unpaid leave
is granted.

SPECIAL OR EMERGENCY LEAVE

It is recognized that from time to time it may be advantageous to faculty and to the
University to grant special or emergency leaves for purposes, for time periods, and under
circumstances other than those described in the prior provisions of this Handbook. Such
leaves may be granted, for example, to respond to personal emergencies, family
responsibilities, or bereavement. Special or emergency leaves may be requested by the
faculty member and granted upon approval of the department chair, the Dean, and the
Provost. The Provost may also initiate and approve a special or emergency leave for
faculty. The terms and conditions of such leaves will be mutually agreed upon by faculty
and administration. All normal compensations will continue during the special or
emergency leaves.
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MANDATORY LEAVE

The President may place a faculty member on temporary, paid mandatory leave under
appropriate circumstances.

FACULTY ON FISCAL-YEAR CONTRACTS
(See Section XI1.B., Sabbatical Leaves.)

Full-time, tenured or tenure-track faculty on fiscal-year contracts, except for chairs,
deans, vice presidents, the President, and any other administrative officer who holds
faculty rank, may request all the leaves set forth above. In addition, these faculty accrue
annual leave at the same rate as other fiscal-year employees, i.e., 2.08 days each month
for a total of twenty-five (25) working days for a calendar year. These faculty members
may use no more than twenty-five (25) working days of annual leave in any calendar
year. No more than twenty (20) working days of annual leave may be carried into any
calendar year. The dates of annual leave shall be mutually agreed upon by faculty and
immediate supervisors. Annual leave time does not accrue while a faculty member is on
any unpaid leave. Fiscal-year faculty should be on campus when the University is open
for business after the end of the semester and prior to commencement.

Faculty who anticipate termination due to resignation, retirement, or other reason must
use all accumulated annual leave prior to the date of termination. In the event of death of
a faculty member who has accumulated annual leave, the final salary payment will
include payment for such earned annual leave. Other payment of annual-leave time will
not be made in the event annual-leave time is unused at termination unless use of the
annual leave would result in undue hardship to the University.
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XIV.FACULTY WORKLOAD POLICY

The credit hour is the recognized standard by which faculty teaching load is measured.
The College of Law operates within the American Bar Association standard for teaching
loads; the normal teaching load is the traditional six (6) semester credit hours.
Regardless of external funding for research or other grant activities, faculty will normally
teach a minimum of 50% time in a given academic year. The Provost/Executive Vice
President may grant exceptions to this policy on a semester-by-semester basis.
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XV.GRIEVANCES
DEFINITIONS
For the purposes of this Handbook, there are two categories of grievances:

1. major issues concerning a faculty member's professional appointment that are
heard by the peer review committees (Section XV.B., below), and

2. all others (see Section XV.C., below, Complaint Process).
PEER REVIEW COMMITTEES

The Peer Review Process is confidential except as agreed to by the grievant faculty
member and the University, through its appointed representatives, or as provided herein,
or as may be required in a court of law.

1. MATTERS SUBJECT TO PEER REVIEW

Only the following matters, all of which affect a faculty member’s professional
employment at the University, may be appealed to or heard by the Peer Review
Process:

a. denial of reappointment, promotion or tenure;

b. cases involving alleged illegal discrimination, except for cases of alleged
sexual discrimination which are covered in part Two, Section IX., SEXUAL
HARASSMENT/GENDER DISCRIMINATION, of this Handbook;

c. cases involving alleged violation of professional ethics and responsibilities, as
set forth in Part Two, Section Il., PROFESSIONAL ETHICS AND
RESPONSIBILITIES, in this Handbook;

d. termination for medical reasons, as set forth in Part One, Section XI. F.,
Termination for Medical Reasons, in this Handbook;

e. program reduction and faculty reassignment, as set forth in Part One, Section
XI. G., of this Handbook;

f. termination for cause, as set forth in Part One, Section XI. I., Termination for
Cause in this Handbook; and

g. cases involving disagreement with a post-tenure review development plan, as
set forth in Part One, Section X. F. 1A.4 and 1B.4 in this Handbook.
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The Peer Review Process will deal with appeals and grievances of matters listed only for
persons who receive a faculty contract; no person who receives an administrative contract
(e.g. director, dean, associate provost, vice president) may utilize the Peer Review
Process. Section XV. C., COMPLAINT PROCESS, applies to all other complaints,
grievances and appeals by faculty members.

2. COMPOSITION OF PEER REVIEW COMMITTEES

a. There shall be two peer review committees. The Peer Review Advisory
Committee shall consist of five members and five alternate members. The
Peer Review Hearing Committee shall consist of five members and five
alternate members. In the event that there is an insufficient number of
alternate members as to any case, alternate members of the other Peer
Review Committee may serve, provided that no person may serve on both
the Peer Review Advisory Committee and the Peer Review Hearing
Committee on any one case. If it is necessary, and to constitute a full
committee, the Faculty Senate Executive Committee shall appoint persons
to serve on these committees. Committee membership is for two year
terms beginning on January 1 and ending after December 31 two years
later, provided that committee membership shall continue in the event that
no replacement member(s) have been elected, and no member shall be
removed from a Committee until the conclusion of a proceeding which has
already begun.

b. The members of the Peer Review Committees will be elected at large by
the full-time faculty of the University eligible to vote for Faculty Senators.
The election shall be conducted by the Faculty Senate Elections
Committee. Nominations shall be sought from all full-time faculty
eligible to vote for Faculty Senators.

C. Members of the Peer Review Committees must be tenured full-time
faculty. They shall serve staggered four-year terms (July 1 to June 30) to
provide continuity of membership. The alternates will serve two-year
terms (July 1 to June 30).

d. Elections shall be held during the first full week of November to fill
membership terms which expire at the end of December 31 of that year.
Members shall be elected by frequency of votes. In the event of a tie, the
matter will be settled by the Elections Committee, with the advice and
consent of the affected individuals and the President of the Faculty Senate.
Membership on the Peer Review Committees should be from a broad
representation of the University faculty; therefore no Department will be
represented by more than one faculty member on each Committee.

e. Each committee will elect a chair who shall serve for one year.
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f. No member of either Peer Review Committee shall serve in the appeal or
review of any matter arising from the department(s) of his/her
appointment, in any case in which the member participated in any way
prior to referral to the Peer Review Committee on which the member
participates, nor in any matter in which the member may legitimately be
called as a witness. It is the responsibility of committee members to
exclude themselves from participating on a committee in any proceeding
in which they have any other conflict of interest.

3. PROCEDURE

a. Any faculty member wishing to initiate a review by the Peer Review
Process must file with the Provost one original and eight copies of a
written petition. The petition must:

I clearly state the nature of the grievance(s) as well as any/all
attempts that the faculty member has made to resolve the
grievances; only those grievances listed in Section XV.B.1 of the
Handbook can be investigated by the Peer Review Committees. If
the faculty member wishes to submit supporting documentation,
one original and eight copies of the documentation must be
included with the copies of the written petition to the Provost.
Although decisions regarding the inclusion of supporting
documentation are the sole responsibility of the faculty member,
the Peer Review Committees discourage the submission of
documents unrelated to the specific grievance(s);

ii. be filed within the time limits prescribed by the applicable section
of this Handbook; for reappointment, promotion and/or tenure
decisions the time limit is fifteen (15) University working days of
receipt of the notice from the Provost (section IV.C14); if no time
limit is prescribed elsewhere in this Handbook, the petition must
be filed no later than 60 days of the date of the alleged grievous
conduct; if a petition is filed after the prescribed time, it shall be
dismissed.

b. An aggrieved faculty member may withdraw a petition for Peer Review at
any time prior to the completion of the Peer Review Process. The faculty
member must file a written request with the Provost and Executive Vice
President, asking that the petition be withdrawn. Withdrawal of the
petition shall be effective on the date the written request is received in the
office of the Provost and Executive Vice President, and all further
consideration of the petition shall cease immediately.

C. Within five (5) working days of receipt of a timely filed petition and any
supporting documentation, the Provost and Executive Vice President shall
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forward copies of the petition and any supporting documentation received
from the faculty member to the Chair of the Peer Review Advisory
Committee, the Dean of the College in which the aggrieved faculty
member resides, the Department Chair, the Chair of the Reappointment,
Promotion and Tenure Committee of the grievant faculty member’s
department, and/or any other legitimate respondent to the grievance.

Upon receipt of a petition and any supporting documentation for Peer
Review, the Dean of the College in which the faculty member resides, the
Department Chair, the Chair of the Reappointment, Promotion and Tenure
Committee, and/or other respondents may each file a written response to
the petition, including supporting evidence, with the Peer Review
Advisory Committee within ten (10) University working days of receipt of
the faculty member’s documentation. Any respondent filing a written
response to the petition shall provide the grievant faculty member with a
copy of said response. The grievant faculty member may respond in
writing within ten (10) University working days of receipt of the
response(s) from the Dean, Department Chair, Chair of the
Reappointment, Promotion and Tenure Committee, and/or other
respondents. The Chair of the Peer Review Advisory Committee will
notify, in writing, all the parties described above of their right to submit a
response and will provide each Advisory Committee member with copies
of all correspondence.

Normally the Peer Review Advisory Committee will need no more than
ten (10) University working days after receipt by the Committee’s Chair of
the petition and all of the responses described in the previous paragraph.

The Chair of the Peer Review Advisory Committee will convene the
meeting of the Committee. A quorum of the Committee shall consist of
four of the five members. Alternate members may be used as necessary.
Based upon the written information it has received, the Committee
members will determine whether a prima facie case for a hearing by the
Peer Review Hearing Committee is presented. All committee members
present shall vote. The Committee’s determination shall be conveyed in
writing to the petitioning faculty member and to the Provost and Executive
Vice President, all within the University working days of the Committee’s
decision. If the Committee determines that no prima facie case was
presented, the petition will be dismissed by the Committee, accompanied
by written reasons explaining the Committee’s decision. If the Committee
determines that a prima facie case was presented, the case shall be
returned to the Provost and Executive Vice President for further action. If
there is a tie vote, the grievant faculty member’s petition shall be
forwarded to the Provost and Executive Vice President for further
proceedings with a finding that a prima facie case is presented. The entire
Committee file and record, including the petition and all copies of written
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statements and documents, shall be forwarded to the Provost and
Executive Vice President. If the petition has been dismissed, there shall be
no further Peer Review proceedings. The Provost and Executive Vice
President is responsible for safekeeping the record.

In the event that the Peer Review Advisory Committee determined that a
prima facie case was presented, the Provost and Executive Vice President
may review the entire record to determine whether the petition might be
resolved by negotiation. The Provost and Executive Vice President may
consult with his/her staff, the Deans of the University’s Colleges, and/or
other appropriate persons while making this decision. In that event the
entire record may be reviewed by those consulted so that the proper advice
may be given.

If the Provost and Executive Vice President determines that negotiation
might resolve the matter, he/she or his/her designee shall negotiate with
the grievant faculty member for the purpose of seeking a mutually
agreeable settlement. If such a settlement is reached, it will be reduced to
writing and signed by the Provost and Executive Vice President and the
faculty member. Such an agreement shall not become binding on either
party until approved by the University President and the Board of Regents,
if required. Approval of the Board of Regents is required only as to
matters which the Board of Regents must approve, such as reappointment,
promotion and grant of tenure.

If the petition for Peer Review is resolved by negotiation, there shall be no
further Peer Review proceedings. If negotiation was not pursued by the
Provost and Executive Vice President or the matter was not successfully
resolved by negotiation, the Provost and Executive Vice President shall
expeditiously forward the petition to the Chair of the Peer Review Hearing
Committee.

The Provost and Executive Vice President may designate him/herself, a
Dean of a College within the University, but not the College in which the
grievant faculty member is assigned, or a Department Chair, but not the
Department Chair of the Department in which the grievant faculty member
is assigned, to be the University representative before the Peer Review
Hearing Committee.

The Peer Review Hearing Committee shall proceed expeditiously to
schedule a hearing and reach a decision.

Scope of Review

Q) When hearing a case involving denial of reappointment, promotion
and/or tenure, the Peer Review Hearing Committee may receive
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evidence and consider only the following in order to determine
whether or not the faculty member’s rights have been violated:

(@)  whether or not the policies and procedures set forth in Part
One, Sections IV (Evaluation), V (Reappointment), VI
(Promotion), VII (Tenure), and/or VIII (Appointment,
Reappointment, Promotion, and Tenure for Librarians) of
this Handbook were correctly followed in reaching a
decision affecting the faculty member’s professional
appointment;

(bb) whether or not the faculty member received a reasonable
opportunity to present his/her side of the matter at issue;
and/or

(cc)  whether or not the decision affecting the faculty member’s
professional appointment was made in a fair and/or
reasonable manner, i.e., whether there was some rational
basis to support the decision.

When hearing a case involving alleged illegal discrimination
(except in cases of alleged sexual harassment/gender
discrimination which are covered by different procedures and not
with in the purview or responsibility of the Hearing Committee),
the Hearing Committee shall determine whether there was illegal
discrimination which affected the decision from which the appeal
is taken, and if there was illegal discrimination, make a
recommendation for a remedy.

When hearing a case involving alleged violation of professional
ethics and responsibilities, the Hearing Committee shall be guided
by Part Two, Section Il. of this Handbook. The Hearing
Procedures provided below apply.

When the Hearing Committee is hearing a case of termination for
cause, the Committee shall be guided by Part One, Section XI. I.,
Termination for Cause. The Hearing Procedures provided below
are modified in Part One, Section XI. I.

When the Hearing Committee is hearing a case of termination for
medical reasons, the Committee shall be guided by Part One,
Section XI. F, Termination for Medical Reasons. The Hearing
Procedures provided below apply.

When the Hearing Committee is hearing a case of program
reduction and faculty reassignment, the Committee shall be guided
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by Part One, Section XI. G., Program Reduction and Faculty
Reassignment. The Hearing Procedures provided below apply.

Hearing Procedures

(i)

(i)

(iii)

(iv)

(v)

(vi)

A quorum of the Committee shall consist of four of the five
members. Alternate members may be used as necessary.

Hearings involving non-reappointment or termination shall be
given preference over all other cases.

The Committee must request a written statement of the grievant’s
case and a written list of witnesses. The University’s
representative must be given an opportunity to respond with a
written statement of the University’s case and a written list of
witnesses. These statements and witness lists must also be
exchanged between the grievant and the University representative.

Hearings shall be closed unless both the grievant faculty member
and the University representative agree to an open hearing. That
agreement must be in writing and signed by both the grievant
faculty member and the University representative, and will be
subject to approval by the Provost and Executive Vice President
and the University President.

The grievant faculty member may bring a person, including an
attorney, to serve as an advisor. This shall be at the grievant
faculty member’s expense. If the grievant faculty member intends
to bring an advisor, that fact shall be communicated to the Hearing
Committee and to the University representative within five
University working days of the day on which the grievant faculty
member is asked to give the Committee a list of witnesses. If the
grievant faculty member brings an advisor, the University
representative may bring an advisor, including an attorney if the
grievant faculty member’s advisor is an attorney. Neither advisor
may address the Hearing Committee nor question any witness(es);
the sole role of the advisor shall be to advise the person to whom
they are the advisor.

Hearings shall be non-adversarial in form and procedure. The
Committee shall seek to learn the truth. The rules of evidence
binding upon courts of law are not to be observed; however, the
Committee shall seek to keep the evidence received pertinent to the
issue(s) raised in the proceeding.
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(vii)  The grievant faculty member may present evidence and call
witnesses and submit documentation, all of which must be
pertinent to the issue(s) raised. Thereafter, the University
representative may present evidence and call witnesses and submit
documentation, all of which must be pertinent to the issue(s)
raised. The Committee may call any witness(s) and request any
documentation it deems pertinent to its investigation. Upon his or
her request, any legitimate respondent to the grievance shall have
the right to be heard by and to submit documentation to the
Committee. The grievant, the University representative, and the
Committee shall all be given the opportunity to question each
witness before that witness is excused.

(vii) A complete transcript of the hearing shall be made, including all
written documents submitted by any person or witness. The
transcript shall be reduced to writing.

Following completion of the hearing, and upon receipt of the complete
transcript, the Peer Review Hearing Committee shall promptly meet to
deliberate and reach a decision. The decision shall be determined,
following discussion, by simple majority vote, which may be by secret
ballot, including the vote of the Committee Chair. A tie vote must be
reconsidered. In the event that the final Committee vote is a tie vote, the
grievant faculty member’s petition shall be dismissed. The Committee
may make the recommendation(s) it deems appropriate, within the scope
of its charge as stated above. The decision and recommendation(s) shall
be in writing. The decision and recommendation(s) must be based upon
written findings of fact, which may be in a separate document or included
in the decision and recommendation(s).

The Peer Review Hearing Committee’s written findings of fact, decision
and recommendation(s) shall be delivered to the University President and
to the grievant faculty member within five (5) University working days of
reaching its decision. The President and faculty member shall each
receive a copy of the complete transcript of the hearing, including all
documents received in evidence.

If the matter does not have to be presented to the Board of Regents for a
decision, then upon receipt of the written findings of fact, decision and
recommendation(s) of the Peer Review Hearing Committee, the President
shall make a decision. If the matter requires action by the Board of
Regents, the President shall formulate a recommendation to the Board of
Regents. In doing so, the President may consult with the Provost and
Executive Vice President, and with the Deans of the University’s Colleges,
and in that event the Provost and Executive Vice President and the Deans
may have access to the complete transcript, documents received in
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evidence, and to the written findings of fact, decision and
recommendation(s). The President shall communicate his/her decision or
recommendation to the grievant faculty member, to the Provost and
Executive Vice President, and to the Board of Regents.

n. If the decision must be made by the Board of Regents, the President shall
forward his/her recommendation and all previous recommendations to the
Board of Regents for final action. The Board of Regents shall deliberate
the case and reach its decision. The Board of Regents shall communicate
its decision to the President, the Provost and Executive Vice President, and
to the faculty member, which may be through the President. The President
shall implement the Board’s decision.

0. In the event that the case provides instruction to any aspect of the
University and its procedures, the President may provide a means for that
instruction to be communicated to appropriate persons, with
confidentiality of the Peer Review Process otherwise maintained.

p. The President is responsible for safekeeping the record.

C. COMPLAINT PROCESS

The following process will apply to all complaints other than those heard by the peer
review committees and those not covered elsewhere in this Handbook.

1.

PROCESS APPLICABILITY

A faculty member initiates the complaint process when a concern can no longer
be resolved through informal discussion and is not governed by the peer review
process.

COMPLAINT PROCESS PROCEDURE

The faculty member addresses the complaint in writing to his/her department
chair, with copies to the appropriate dean and the Provost. The complaint should
identify clearly the nature of the concern and record any earlier attempts to
resolve the complaint through discussion.

If the matter remains unresolved at the chair's level, the faculty member may
address the complaint in writing to the appropriate dean with copies to the Provost
and the department chair.

If the matter remains unresolved at the Dean's level, the faculty member may
address the complaint in writing to the Provost with copies to the department
chair and the Dean.
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The Provost or Associate Provost will provide oversight throughout the complaint
process and will ensure that careful consideration is given to the complaint at
every level without prejudice to the complainant.

The department chair, the Dean, and the Provost are required to respond to the
complainant in writing.

ADVISORY COMMITTEE

Each college shall elect one at-large member to serve on the Advisory Committee.
The members shall serve two-year terms (July 1 top June 30). This election will
be conducted by the Faculty Senate at the time of other Faculty Senate elections.
Members of the Advisory Committee will be full-time tenured faculty.

The vice president of the Faculty Senate shall be responsible for calling the first
meeting of the committee, which will then choose a chair from among its elected
members. The vice president of the Senate will also act as an alternate member of
the Advisory Committee should one be needed because of illness or conflict of
interest.

The Advisory Committee may be called on to review any complaint and make
recommendations to either the department chair or the Dean during the procedure
outlined in Section C.2., above. If the complaint is addressed in writing to the
Provost, the Provost is required to consult the Advisory Committee, which will
then make recommendations in writing to the Provost for resolution of the
complaint. The complainant shall also receive a copy of the Advisory Committee's
recommendations.

A member of the Advisory Committee may not hear a complaint if he/she is from
the same department as the complainant. In this event, the vice president of the
Faculty Senate will serve as alternate.
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XVI. AMENDMENT TO THE NORTHERN ENTUCKY
UNIVERSITY CHASE COLLEGE OF LAW FACULTY
POLICIES AND PROCEDURES HANDBOOK

Amendments to this Handbook may be proposed by any member of the full-time, tenure-
track faculty, by the Dean of the College of Law by the Provost, or by the President. The
proposed amendment must be in writing and must be accompanied by the rationale for
the change; it must point out all sections of this Handbook that would be altered or
deleted if the amendment were to be adopted. The proposed amendment and supporting
documentation must be presented to the full-time, tenure-track faculty, the Dean of the
College of Law and to the Provost, simultaneously, for the purpose of initiating the
amendment process.

The Dean may refer the proposal to a committee which shall report its recommendation
to the faculty. If the proposed amendment is adopted by the Faculty of the College of
Law, it shall be submitted to the Provost prior to seeking action by the Board of Regents.
Normally, amendments to this Handbook will be submitted to the Board of Regents only
at its regularly scheduled meeting in the spring.

No amendment to this Handbook shall be given any retroactive effect in any way unless
otherwise stated in that amendment.

XVII. ACADEMIC FREEDOM AND FREE EXPRESSION POLICY

NKU Chase College of Law supports the principles of free expression and academic freedom
for all members of its community. Both NKU and Chase College of Law currently follow a
number of policies and procedures designed to guarantee these important freedoms on their
campuses. To ensure its commitment to these important constitutional protections, as relevant
to Standard 208 only, Chase College of Law formally readopts, where formerly applicable;
adopts, where not formerly applicable; and agrees to implement on or before July 1, 2025
and/or, for policies already in effect, continue to implement the following policies and
procedures:

NKU Faculty Handbook Sections 1, 14, and 16;
Chase College of Law Faculty Handbook Section 15;
NKU Free Expression Policy (2007) Sections I and I1;
NKU Community Standards & Student Rights (2022);
5. NKU HYB-ETHICS-VALUES Policy (2022).

Mowd e

In addition, Chase College of Law adopts and agrees to implement on or before July 1, 2025
the following policy:

Where a non-faculty member who provides instruction or enrichment to students on behalf
of NKU Chase College of Law (i.e., a guest lecturer, speaker, or teaching assistant) has cause
to believe that an adverse decision has been made against the non-faculty member on the
basis of conduct that is protected by academic freedom, the non-faculty member may appeal
by submitting a complaint in writing to the Associate Dean for Academics within 14 days of
the adverse decision. The non-faculty member may submit additional information to be
considered by the Associate Dean for Academics along with the complaint. The Associate
Dean for Academics shall resolve the complaint in writing within 30 days of its submission.
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Decisions by the Associate Dean of Academics on complaints submitted pursuant to this
policy shall be final.

(Adopted by the Chase Faculty, March 2025. Approved by the NKU Board of Regents, June
2025)



