
 22 

PART II.  
 

PERSONNEL POLICIES 
 

A.  PROFESSIONAL EMPLOYMENT AND PERFORMANCE  

 

Section 1.    Application 

The Personnel Policies stated herein apply to all members of the Teaching 

Faculty. 

  

Section 2.    Faculty Appointments  

a. All Teaching Faculty are public employees of the state of Colorado, acting 

by, and through the Board, for the benefit of the College.  

b. The decisions to offer initial appointments and to renew appointments are 

decisions made by the President of the College pursuant to the personnel 

power delegated to the President by the Board. The President shall make 

these decisions after consultation with the Provost and the appropriate deans 

(or equivalents) and department chairs (or equivalents).  

c. The College utilizes three categories of Teaching Faculty appointments: 

Visiting, Probationary, and Tenured. 

Section 3.    Faculty Assignments 

a. Responsibility for various assignments of Teaching Faculty members rests 

with the deans (or equivalents), the Provost, and the President.  

b. As a performance standard for administrative guidance, the normal full-time 

teaching load is 15 credit hours per term, including 12 credits of assigned 

courses and 3 credits of reassigned time for advising, committee and 

departmental assignments, and faculty governance.  

c. Responsibility for fulfilling assignments conscientiously and completely rests 

with each member of the Teaching Faculty. 

 

Section 4.    Responsibilities of Teaching Faculty  

It shall be the duty and responsibility of each member of the Teaching Faculty to 

follow all state and federal laws, the Board’s Manual of Policy and Procedure, 

these Personnel Policies, the policies and directives of the Administration, and 

each faculty member’s department in the performance of his/her employment.  

 

Section 5.    Academic Freedom  

All members of the Teaching Faculty are entitled to academic freedom. The 

following statement, paraphrasing the 1940 Statement of Principles on Academic 

Freedom and Tenure, formulated by the Association of American Colleges and 

the American Association of University Professors, defines academic freedom for 

individual faculty members:  



 23 

 

a. Teachers are entitled to full freedom in research and in the publication of the 

results, subject to the adequate performance of their other academic duties. 

Research for pecuniary return should be based upon an understanding with 

the authorities of the institution.  

b. Teachers are entitled to freedom in the classroom in discussing their subjects, 

but they should be careful not to introduce into their teaching matters that 

have no relation to their subjects.  

c. College teachers are citizens, members of a learned profession, and officers 

of educational institutions. When they speak or write as citizens, they should 

be free from institutional censorship or discipline, but their special positions 

in the community impose special obligations. As persons of learning and as 

educational officers, they should remember that the public may judge their 

profession and their institutions by their utterances. Hence, they should at all 

times be accurate, should exercise appropriate restraint, should show respect 

for the opinions of others, and should make every effort to indicate that they 

are not representing their institutions.  

Academic freedom does not insulate the faculty member from evaluation 

under the personnel evaluation processes outlined in the Faculty Handbook.  

 

Section 6.    Outside Employment and Professional Activities 

a. A full-time member of the Teaching Faculty is encouraged to engage in 

outside professional activities such as writing, consulting, lecturing, or 

activities of similar nature that will enhance his/her professional growth or 

reputation.  

b. Because the primary responsibility of a full-time member of the Teaching 

Faculty is to the College, all outside employment is considered secondary. 

Outside activities shall be deemed excessive when, in the judgment of the 

department chair (where appropriate), the appropriate dean (or equivalent), or 

the Provost, they are of an extent that interferes with the discharge of the 

member's obligation to the College.  

c. Each member of the Teaching Faculty is responsible for keeping his/her dean 

(or equivalent) fully informed in writing about the nature and extent of 

his/her current outside commitments and intentions. Commitments involving 

academic credit or the use of College facilities and equipment must have the 

approval of the Administration.  

d. A member of the Teaching Faculty who undertakes outside employment shall 

act as an individual and not as an agent of the College.  
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Section 7.    Academic Ranks 

a. The College uses four academic ranks: Instructor, Assistant Professor, 

Associate Professor and Professor.  The following standards are used in 

making initial appointments, subject to exceptions in unusual circumstances 

as determined by the President, after consultation with the Provost, the 

appropriate dean (or equivalent), and department chairs (or equivalents):  

i) Instructor shall require completion of, or make substantial progress 

toward completing, formal advanced study appropriate for his/her field. 

ii) Assistant Professor shall require completion of formal advanced study 

appropriate for his/her field and have successful teaching or other 

relevant experience. 

iii) Associate Professor shall require completion of an advanced degree 

appropriate to his/her field, have several years of successful teaching 

experience, and have substantial evidence of professional development. 

iv) Professor shall meet the standards of an Associate Professor and have a 

background of successful teaching and creative work, marked by mature 

leadership and the perspective of experience. 

b. Members of the Regular Faculty may apply for promotion at any time. The 

President of the College makes promotions in rank after consultation with the 

Provost and the appropriate deans (or equivalents) and department chairs (or 

equivalents). The standards are set forth in Sub-Section 10k.: “Standards for 

Personnel Action” of these Personnel Policies.  Demonstrated achievement in 

teaching, service to the College, and scholarly activities are the prime factors 

considered in promotion decisions. Additional factors may be considered. 

Each department (or equivalent) in consultation with and approval of the 

appropriate dean (or equivalent) shall determine and communicate to the 

department’s Regular Faculty such additional factors, if any.  

c. Academic Administrator Appointments and Reassignments  

i) If an individual from outside the College is to be appointed to a position 

as an Academic Administrator with academic rank, then the relevant 

department shall be consulted about the appropriate academic rank prior 

to the appointment. 

ii) If a member of the Regular Faculty is appointed to a position as an 

Academic Administrator, the individual shall retain the academic rank 

already earned and, if applicable, Tenure as a member of the Teaching 

Faculty. The procedures in Section 10: “Reappointment, Non-renewal, 

Promotion and Tenure Personnel Actions” of these Personnel Policies 

shall be followed when the promotion in rank of an Academic 

Administrator is being considered.  

iii) An Academic Administrator is employed “at will” in his/her 

administrative duties and may be discharged from such duties, at any 
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time, with or without cause. Such discharge shall not impact his/her 

academic position (i.e., his/her rank or other rights as a member of the 

Regular Faculty, when applicable).  

iv) An Academic Administrator is eligible for reassignment to an academic 

department (or equivalent) in which the individual has rank. Except for a 

senior administrator reporting directly to the President (whose position is 

determined by the Board), reassignment of an Academic Administrator is 

made by the President after consultation with the Provost and the dean 

(or equivalent) of the school or academic unit and chair (or equivalent) 

of the department to which the Academic Administrator is to be 

reassigned. A decision to reassign an Academic Administrator should be 

made only after consideration of the need for an additional Regular 

Faculty member within the department or unit, and the academic 

specialization of the individual in relation to the needs of the department. 

In addition, a decision to reassign should be made only after 

consideration of the role and mission of the College and the overall need 

for faculty members within the College. However, these considerations 

shall not preempt the President’s right to reassign an Academic 

Administrator to an academic department (or equivalent).  

v) If an Academic Administrator is reassigned, the individual shall retain 

the academic rank already held. If the individual does not have Tenure, 

the minimum requirements of these Personnel Policies for Tenure, by 

rank, shall apply. For an Academic Administrator having probationary 

status, the Tenure decision (or “Tenure clock”) shall be delayed for the 

duration of his/her time in the role of an Academic Administrator.  

Section 8.    Emeritus Faculty  

a. Members of the Regular Faculty who retire after ten (10) or more years of 

full-time service to the College are eligible for emeritus appointment, 

provided that they have fulfilled the responsibilities of a member of the 

Regular Faculty with demonstrated merit. 

b. Recommendations for appointment to "Emeritus Faculty" status shall be 

initiated and approved in the candidate's department by a majority vote of the 

members of the Regular Faculty, following the submission of a written 

request by the candidate or nomination by another faculty member. 

c. The appropriate dean (or equivalent) shall make recommendations to the 

Provost. The Provost shall make recommendations to the President.  The 

President shall make the final recommendations to the Board. The Board 

shall make the final decision on emeritus status. 

d. A member of the Emeritus Faculty shall have the privileges stated in the Fort 

Lewis College Business Policies.  
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Section 9.    Tenure  

a. Tenure is conferred for demonstrated merit in teaching, service, scholarly 

activities, and on the judgment that meritorious performance shall continue in 

the future. 

b. Tenure is conferred only by positive action of the President of the College, as 

advised by the Provost, in consultation with the appropriate dean (or 

equivalent) and department chair (or equivalent). Positive action shall consist 

of written notification from the Office of the President to the candidate 

seeking Tenure. Lack of written notification expressly granting Tenure, 

pursuant to Section 10: “Reappointment, Non-renewal, Promotion and 

Tenure Personnel Actions” of these Personnel Policies, shall indicate a 

decision to reappoint for one academic year, but does not indicate a decision 

to award Tenure. 

c. The President of the College may make an initial appointment to the Regular 

Faculty with Tenure following consultation, as appropriate, with the 

academic department in which the individual is to be granted academic rank, 

the appropriate dean (or equivalent) and the Provost.  

d. Tenure policies applicable to Regular Faculty not initially appointed with 

Tenure:  

i) If an Assistant Professor is not granted Tenure at the end of six (6) 

academic years of full-time service, the appointment shall expire at the 

end of the seventh academic year of service. Tenure is awarded 

concurrently with promotion to the rank of Associate Professor, if the 

faculty member promoted to this rank has been a full-time Probationary 

Faculty member for at least three (3) academic years.  

ii) If an Associate Professor is not granted Tenure at the end of three (3) 

academic years of full-time service as a Probationary Faculty member 

(including years as an Instructor and Assistant Professor), the 

appointment shall expire at the end of the fourth academic year of 

service. Tenure is awarded concurrently with promotion to the rank of 

Professor if the faculty member promoted to this rank has been a full-

time Probationary Faculty member for at least two (2) academic years.  

iii) If a Professor is not granted Tenure at the end of two (2) academic years 

of full-time service as a Probationary Faculty member (including years in 

a lower rank), the appointment shall expire at the end of the third 

academic year of service.  

iv) Members of the Regular Faculty, at the rank of Assistant Professor or 

above, who were not initially appointed with Tenure, may apply for 

Tenure at any time, and may be granted Tenure prior to the time periods 

specified in this Section.  
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e. If, prior to appointment as a Probationary Faculty member, the individual has 

served as a member of the Visiting Faculty at the College or as a member of 

the faculty of another regionally accredited college/university for one (1) or 

more academic years, the President may award full or partial credit for years 

of service toward eligibility for Tenure.  The decision to award such credit 

shall be made by the President and confirmed in writing at the time of initial 

appointment as a member of the Probationary Faculty, upon the 

recommendation of the department and the approval of the appropriate dean 

(or equivalent) and Provost.  

f. A Probationary Faculty member eligible for leave under the Family and 

Medical Leave Act or who is eligible for leave as provided in these Personnel 

Policies may request additional time in which to achieve the rank of 

Associate Professor or Tenure. The faculty member seeking such an 

extension must request the extension in writing. This request must document 

the justification for the extension and must be submitted to the President in a 

timely fashion. The President shall determine whether or not to grant the 

extension following consultation with the Provost, the appropriate dean (or 

equivalent) and the appropriate department chair (or equivalent). The 

President shall notify the faculty member in writing of the decision.  

g. Academic Administrators are not granted Tenure in their administrative 

appointment, but upon recommendation by the appropriate department, may 

be granted Tenure as a member of the Teaching Faculty based upon their 

demonstrated merit as described in Section 10: “Reappointment, Non-

renewal, Promotion and Tenure Personnel Actions” of these Personnel 

Policies.  

 

Section 10.    Reappointment, Non-renewal, Promotion and Tenure Personnel Actions 

[revised and readopted April 19, 2010] 

a. “Personnel action,” as used in this Section, means reappointment, non-

renewal of appointment, promotion, and the awarding of Tenure.  

b. Decisions about these personnel actions are generally made on the basis of 

written performance reviews.  Performance reviews address performance and 

progress in three categories: teaching, professional and/or scholarly activity, 

and service to the department/area, institution, profession, and community. 

Each department (or equivalent), in consultation with the appropriate dean (or 

equivalent) and the Provost, shall develop expectations appropriate for each 

discipline in each of these categories. Additional categories are allowed as 

determined by written departmental promotion and tenure expectations, as 

approved by the dean (or equivalent) and Provost. These expectations shall be 

in alignment with the mission and goals of the College. 

i) Teaching: Teaching is considered the most important area of 

performance and includes academic advising, service to students, and 

pedagogical improvements in addition to teaching assignments. 
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ii) Professional and scholarly activity: Each member of the faculty is 

expected to be continually active in a personal program of professional 

development and scholarship.  The scholarly expectations are defined by 

the faculty member’s department/area and disciplinary standards.  

iii) Departmental, institutional, professional and community service: 

Departmental and institutional service is everyone’s professional 

responsibility and includes all activities contributing to the operation of 

the College, ranging from individual department projects, to College 

planning, policy formulation and service on committees.  Professional 

service is service to one’s academic community.  Community service 

involves the application of one’s academic expertise to the needs of the 

community outside the College. 

 

c. The purpose of personnel action performance reviews is to :  

 

i) Provide constructive guidance for continuous improvement of 

performance 

ii) Assess whether the plans and efforts of a member of the Regular Faculty  

are consistent with the mission and goals of the College and the 

member’s department; 

iii) Determine the level of accomplishment in each category of performance; 

iv) Determine whether the performance of the member of the Regular 

Faculty meets the standards for reappointment, tenure or promotion.  

 

d.  As a consequence of personnel action performance reviews conducted 

pursuant to this Section, each Faculty member under review may be:  

i) Recognized and commended for achievements and contributions; 

ii) Provided helpful suggestions for improved performance; 

iii) Alerted to categories of performance in need of remediation; and/or 

iv) Awarded or denied reappointment, tenure or promotion.  

e. General procedures for personnel action performance reviews pursuant to this 

Section: 

i) The levels of review and timeline for personnel action are 

summarized in Table 1 below.  
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ii) Each level of review, preceding the President, shall provide to the next 

level and to the faculty member a written copy of the recommendation 

made at that level using the appropriate evaluation form.  The faculty 

member shall have 5 days to respond in writing to the next higher level. 

iii) The President, after review of the recommendations from preceding 

levels of review, shall decide whether to promote or award tenure as 

appropriate.  The President’s decision shall be in writing no later than 

March 15, and the candidate shall be provided a copy of this decision.  

f. The Department Personnel Committee: 

i) Each department (or equivalent) shall select a Personnel Committee, 

which shall be comprised of at least three (3) Tenured Faculty members 

from the department (or equivalent).  The selection of the Department 

Personnel Committee shall be in conformance with a department (or 

equivalent) policy approved by the appropriate dean (or equivalent).  

Only Tenured Faculty are eligible to serve on Department Personnel 

Committees.  

ii) If there are not enough Tenured Faculty members in the department (or 

equivalent), the dean (or equivalent) shall nominate candidates from 

among the Tenured Faculty from related disciplines.  The department (or 

equivalent) shall then elect the number required to bring the membership 

of the committee to three (3). 

iii) Departments may determine whether the department chair sits on the 

Department Personnel Committee or conducts a separate review, but the 

same review structure must be used for all candidates each year.  If a 

department wishes to change this review structure, the department must 

submit a justification for the change to the appropriate dean (or 

equivalent) and the provost at least one year in advance of the effective 

date of change. 

Table 1 
Year of 
Service 

Due to 
Department 

Due to 
School Due to Dean 

Due to 
Provost 

Due to 
President 

1 Jan. 20 N/A Jan. 30  Feb. 9 Feb. 19 

2 Oct. 1 Nov. 1 Dec. 1  Jan. 15 Feb. 15 

3 Oct. 1 N/A 
Dec. 1 

  
Jan. 15 N/A 

4 Oct. 1 Nov. 1 Dec. 1 Jan. 15 N/A 

5 Oct. 1 N/A 
Dec. 1 

  
Jan. 15 N/A 

6/Tenure Oct. 1 Nov. 1 Dec. 1 Jan. 15 Feb. 15 

Promotion Oct. 1 Nov. 1 Dec. 1 Jan. 15 Feb. 15 

All other 

years* 
Feb. 1 N/A N/A N/A N/A 

*  For Post Tenure Review see Section 11 below 
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iv) When required, the Department Personnel Committee shall forward its 

recommendation either to the Department Chair or to the Chair of the 

School Personnel Committee (see Table 1).  

g. The School Personnel Committee: 

i) The School Personnel Committee shall consist of five (5) tenured 

Associate or full Professors elected at large by the Regular Faculty of the 

school. Members shall be elected for two year terms in a manner that 

prevents complete turnover of committee membership in a single year. 

ii) The School Personnel Committee shall forward its recommendation to 

the dean (or equivalent).  The dean (or equivalent) shall send his/her 

recommendation and Section One of the candidate’s Personnel Action 

File, along with all reviews at preceding levels, to the Provost.  For 

tenure or promotion decisions, the Provost’s recommendation and the 

recommendations from all preceding levels of review then shall be 

transmitted to the President.  Either the Provost or the President may 

request additional information from previous levels of review if needed. 

h. Responsibility of the faculty member:  

i) Reappointment: Probationary Faculty are reviewed each year for 

reappointment.  Reappointment is not automatic.  In the case that 

Probationary Faculty holding the rank of Assistant or Associate 

Professor in their third or subsequent appointment and those holding the 

rank of Professor in their second appointment are not renewed, they will 

be reappointed to a terminal one-year appointment.  The responsibility of 

each member of the Probationary Faculty is to prepare a Personnel 

Action File in support of reappointment.  

ii) Promotion and Tenure: Faculty seeking promotion or Faculty seeking 

tenure prior to the sixth year of appointment must request such action 

and must prepare a Personnel Action File in support of such request by 

October 1 per Table 1. 
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i. The Personnel Action File (PAF) 

i) All faculty shall prepare a PAF each year. Contents of a faculty 

member’s PAF will vary depending on the year of service.  See PAF 

Contents (Sections i, ii) below for development of the PAF, and see chart 

below for year of service and corresponding contents. 

 

Year of Service PAF Section Required 

 (1) (2) 

1 
Section (a) 

only 

2  

3  

4  

5  

6/Tenure  

Promotion  

Post-tenure  

All other years   
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ii) PAF contents: 

(1) Current Curriculum Vitae  

(2) The candidate’s self-evaluation of:  

(a) Teaching and Advising (2 pages maximum plus supporting 

documentation) 

(i) What were the candidate’s major accomplishments during 

the review period?  This may include changes to the 

candidate’s pedagogical philosophy. 

(ii) What does the candidate plan to achieve during the next 

review period? This may include changes to the candidate’s 

pedagogical philosophy. 

(iii) Supporting documentation, including 

     Course syllabi  

A list of courses taught since the most recent review. 

One example of how student performance is evaluated 

for each course    

Summary of student evaluations of teaching (written 

and/or numerical) for each course.  Note: Original 

student evaluations must be placed in the department 

(or equivalent) office and available to all reviewers. 

     Peer evaluations of teaching if available 

     List of advisees 

(b) Scholarly and Creative activities (1 page maximum plus 

supporting documents) 

(i) What were the candidate’s major accomplishments during 

the last review period? 

(ii) What does the candidate plan to achieve during the next 

review period?  

(iii) Supporting documentation of work not reflected on the 

curriculum vita 

(c)  Service (1 page maximum plus supporting documents) 

(i) What were the candidate’s major accomplishments during 

the last review period?  

(ii) What does the candidate plan to achieve during the next 

review period?  

(iii) Supporting documentation for service activities, if available 
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3) Written evaluations from all previous years and all levels of 

review. Note: All probationary faculty should include all years 
at FLC.  All faculty applying for promotion should include all 
years in current rank.   

j. Standards for Personnel Action 

i) For Reappointment:  

(1) Reappointment during a faculty member’s probationary period 

depends on the quality of performance and the perceived potential of 

the Probationary Faculty member to earn Tenure.  Reappointment is 

not automatic.  The College expects that during the probationary 

period, the candidate shall continue to grow professionally. 

(2) Appointment to second and third probationary years shall be based 

on successful growth as a teacher and advisor.  A strong secondary 

consideration shall be the candidate’s potential for developing a 

scholarly profile.  The relative emphasis placed on teaching and 

advising, service, and scholarly activity may evolve during the 

probationary years.  As the time of Tenure decision approaches, the 

College shall pay increasing attention to the candidate’s long-term 

promise as a teacher, scholar,  and academic leader. 

ii) For Tenure:  

(1) The College confers Tenure for demonstrated merit in teaching, 

service, and scholarly activities during the probationary years.  The 

award of Tenure presumes that meritorious performance in all three 

areas shall continue in the future, and that the candidate shall be able 

to contribute to the mission of the College and department/area or 

program.  

(2) The usual length of the probationary period for a faculty member, 

initially appointed without Tenure, is six (6) years for those initially 

appointed at the rank of Assistant Professor, three (3) years for those 

initially appointed at the rank of Associate Professor, and two (2) 

years for those initially appointed at the rank of Professor. 

iii) For Promotion:  

(1) Promotion is awarded for demonstrated achievement during the years 

in rank.  Promotion is not automatic.  Candidates must meet 

progressively higher standards of performance for each rank. 

(2) Promotion to the rank of Associate Professor shall require an 

advanced degree appropriate to his/her field, several years of 

successful teaching experience, and substantial evidence of scholarly 

development consistent with disciplinary standards.  Promotion to 

Associate Professor is rarely awarded before the completion of six 

(6) probationary years. 
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(3) Promotion to the rank of Professor shall require continued successful 

teaching, additional evidence of scholarly development as defined by 

the department/area and disciplinary standards, and exemplary 

leadership and service to the department/area, the institution, the 

academic profession and/or the community.  In most cases, 

promotion to Professor will not be considered until a faculty member 

has completed 5 years of service in the rank of Associate Professor. 

 

Section 11. Post Tenure Review [revised and readopted February 19, 2010] 

a. The performance of each Tenured Faculty member shall be reviewed every 

five (5) years, or more often when deemed necessary because of inadequate 

performance.  A faculty member’s dean (or equivalent) shall determine 

whether the member’s inadequate performance warrants more frequent 

reviews and shall determine the frequency of such reviews.  Academic units 

not part of a school or administered by a school dean (or equivalent) shall 

function as departments (or equivalents) for purposes of this policy.  The 

Provost in collaboration with such academic units shall establish the form of 

review to be substituted for the School Personnel Committee and school dean 

(or equivalent).  

b. Each post Tenure review is based on a written performance review.  The 

written performance review addresses performance in three categories of 

responsibility: teaching, scholarly activity, and service to the College and 

department (or equivalent).  Each department (or equivalent), in consultation 

with, and approval of the appropriate dean (or equivalent) and the Provost, 

shall develop expectations appropriate for each discipline in each of these 

categories.   

c. The purpose of post Tenure performance review is to assess:  

i) Whether the plans and efforts of a member of the Tenured Faculty are 

consistent with the mission and goals of the College and the member’s 

department (or equivalent), and 

ii) The level of effort and performance in each category of responsibility. 

d. It shall be the responsibility of the Tenured Faculty member under review to 

prepare a Post Tenure Review File for the five (5) years, or other period 

under review.  The Post Tenure Review File shall contain:  

i) Post Tenure Review File contents:  

(1) Current Curriculum Vitae  

(2) The candidate’s self-evaluation of:  

(a) Teaching and Advising (2 pages maximum plus supporting 

documentation) 
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(i) What were the candidate’s major accomplishments during 

the review period?  This may include changes to the 

candidate’s pedagogical philosophy. 

(ii) What does the candidate plan to achieve during the next 

review period? This may include changes to the 

candidate’s pedagogical philosophy. 

(iii) Supporting documentation, including 

 Course syllabi  

A list of courses taught since the most recent review. 

One example of how student performance is evaluated 

for each course    

Summary of student evaluations of teaching (written 

and/or numerical) for each course.  Note: Original 

student evaluations must be placed in the department 

(or equivalent) office and available to all reviewers. 

Peer evaluations of teaching if available 

List of advisees 

(b)  Scholarly and Creative activities (1 page maximum plus 

supporting documents) 

(i) What were the candidate’s major accomplishments during 

the last review period? 

(ii) What does the candidate plan to achieve during the next 

review period?  

(iii) Supporting documentation of work not reflected on the 

curriculum vita 

(c)  Service (1 page maximum plus supporting documents) 

(i) What were the candidate’s major accomplishments during 

the last review period?  

(ii) What does the candidate plan to achieve during the next 

review period?  

(iii) Supporting documentation for service activities, if available 

3) Written evaluations from all previous post-tenure reviews and all 

levels of review. 

ii) The Department Personnel Committee (or equivalent), the department 

chair (or equivalent), the appropriate dean (or equivalent), and the 

Provost, respectively, shall conduct the reviews.  The Department 

Personnel Committee shall provide to the appropriate school dean (or 

equivalent) and to the Tenured Faculty member being reviewed a written 
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evaluation of the performance of the faculty member in each category of 

responsibility.  The dean (or equivalent) of a member under review shall 

provide to the Provost his/her evaluation of the faculty member’s 

performance and copies of the evaluations from the department (or 

equivalent).  The Provost shall be responsible for informing the faculty 

member in writing of any inadequacies needing remediation. 

e. Post Tenure Review Schedule: The exact schedule for post Tenure review 

will be determined yearly by the Provost and will be publicized by the dean 

(or equivalents) and department chairs (or equivalents).  Minor deviations 

from the schedule that occur from time to time shall not be cause for 

invalidating an evaluation decision.   

The following will serve as a guideline in setting the yearly schedule:  

 MARCH 1  

Department Personnel Committee submits written performance 

evaluation to the appropriate school dean (or equivalent). 

 APRIL 1 

School dean (or equivalent) submits written summary of performance to 

the Provost. 

 MAY 1  

If the Provost concurs with the dean (or equivalent) of the Tenured 

Faculty member under review that there are inadequacies in the member’s 

performance, the Vice President shall provide a written statement to the 

member of the inadequacies and any consequence(s) for the inadequacies.  

f. The consequences of an inadequate performance may include:  

i) A requirement that the Tenured Faculty member create a plan to remedy 

any inadequate category of performance, and/or 

ii) More frequent post Tenure reviews.  

Continued inadequate performance and failure to remedy such performance 

shall constitute adequate cause for disciplinary action or dismissal. 

 

Section 12. Faculty Salaries 

a. The President of the College determines salary policy and individual faculty 

salaries.  Salaries are based on the merits of the individual’s services to the 

College and are determined by the President after consultation with the 

Provost and the appropriate deans (or equivalents) and department chairs (or 

equivalents).  

b. Faculty members whose services are needed during the summer program will 

be offered supplemental appointments.  Employment during the regular 
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academic year neither implies, nor assures, employment during the summer 

program.  

 

Section 13. Visiting Faculty Evaluations 

a. The performance of each member of the Visiting Faculty shall be evaluated 

during the member’s term of appointment. 

b. The evaluation of Visiting Faculty shall focus primarily on teaching 

effectiveness, except when the terms of the appointment specify a primary 

responsibility other than teaching.  Teaching evaluations shall give particular 

attention to a Visiting Faculty member’s organization of course materials and 

to the effectiveness of the member’s presentation of course materials.  The 

evaluation of the Visiting Faculty member’s teaching shall ordinarily require 

review of students’ numerical and written evaluations of the member’s 

performance. 

c. At a minimum, the appropriate department chair (or equivalent) and dean (or 

equivalent) shall review a Visiting Faculty member.  The Provost may also 

conduct an evaluation at his/her discretion.  

 

Section 14. Personnel Files  

a. A member of the Teaching Faculty who wishes to see his/her personnel file 

should contact the Office of the Provost.  

b. All Teaching Faculty personnel records, including written evaluations, shall 

be the property of the College. 

c. These records shall be located in the Office of the Provost. 

d. The records of an individual member of the Teaching Faculty shall not be 

removed or destroyed while the member is employed at the College and shall 

be retained by the College for at least five (5) years after the member has 

ceased to be an employee of the College. 

e. A member of the Teaching Faculty may have access to, and read all, of 

his/her records, with the exception of confidential letters of reference 

concerning employment. 

 

Section 15. Resignations 

a. A resignation is a voluntary termination of employment by a faculty member. 

 Resignations shall be in writing and shall be submitted to the appropriate 

dean (or equivalent) who shall forward it to the Provost.  The dean (or 

equivalent) and the Provost will each recommend acceptance or rejection, and 

the resignation and the administrative recommendations will be forwarded to 

the Office of the President for final action.  A resignation is effective upon 
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the date specified in the written notice of resignation or as modified by the 

President’s acceptance of the resignation.  A resignation is not revocable, 

except by mutual agreement between the President and the resigning party.  

b. Faculty members are expected to complete a current appointment.  

Resignation should be timed to avoid the disruption of classes or academic 

programs, taking into consideration the need for exceptions when the 

resignation must be immediate.  Submitting a notice of resignation, as 

specified herein, does not relieve the resigning faculty member of potential 

liability for a resignation that is effective before the completion of the faculty 

member’s current appointment. 

 

Section 16. Discharge of Visiting Faculty  

a. Discharge is the involuntary severance of employment with or without cause. 

 Visiting Faculty are terminable at will; that is, they may be discharged with 

or without cause at any time during their term of appointment.  Visiting 

Faculty appointments automatically expire by their own terms, and such 

expiration is not a discharge.  Visiting Faculty are also subject to other 

disciplinary action as described below in Section 17, “Dismissal and Other 

Disciplinary Action.” 

b. Decisions to discharge Visiting Faculty shall be made by the President.  If the 

President decides to discharge a Visiting Faculty member, the President shall 

notify the Visiting Faculty member in writing.  Notice shall be hand delivered 

or sent by certified mail to the faculty member at the member’s last home 

address in the member’s personnel file.  The effective date of the discharge 

shall be specified in the notice of discharge.  Salary and benefits shall cease 

on the date specified.  

 

Section 17. Dismissal and Other Disciplinary Action 

a. Dismissal is the involuntary termination of employment for cause.  All 

members of the Teaching Faculty are subject to dismissal and to other 

disciplinary action.  A member of the Probationary Faculty is subject to 

dismissal and to other disciplinary action for cause during the term of his/her 

appointment.  However, the non-renewal of a member of the Probationary 

Faculty shall not be deemed a dismissal.  

b. Any one or more of the following shall be adequate cause for disciplinary 

action, and may lead up to, and include, dismissal.  

i) Unsatisfactory performance of the duties and responsibilities of the 

faculty member, as documented in the personnel records of the faculty 

member.  

ii) Failure or inability to perform any assigned duties or fulfill any of the 

responsibilities stipulated in the letter of appointment or the policies of 

the Board or College.  
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iii) Violation of any of the Board or the College’s policies (a) governing, 

ethical and professional behavior, (b) prohibiting sexual harassment, or 

(c) prohibiting discrimination based upon race, color, national origin, 

gender, or religion. 

iv) Conviction of a felony, including a plea of guilty or nolo contendere or 

acceptance of a deferred prosecution or sentence, which conviction 

impairs a faculty member's ability to perform his/her duties and 

responsibilities to the Board, College, colleagues or students. 

v) Other good and sufficient cause. 

c. Neither dismissal, nor other disciplinary action shall be used to unlawfully 

restrain faculty members in their exercise of their academic freedom or 

constitutional rights. 

d. Notice of Charges and Appointment of Hearing Officer 

i) A faculty member’s department chair (or equivalent) or dean (or 

equivalent) (the “responsible administrator”) may initiate dismissal or 

other disciplinary action against a faculty member by stating in writing 

the charges that warrant such action.   

(1) A copy of the statement of charges shall be served on the faculty 

member against whom the charges are made and delivered to the 

President.  

(2) In addition to a copy of the statement charges, the responsible 

administrator shall serve on the faculty member and deliver to the 

President copies of any supporting documentary or other evidence, a 

list of persons who may have knowledge relevant to the charges, and 

a description or statement of what each person listed knows relevant 

to the charges.  

ii) Within thirty (30) days of the date the charges are served on the faculty 

member, the faculty member shall file with the President a written 

request for a hearing which shall include:  

(1) A response admitting or denying the charges;  

(2) Copies of any supporting documentation or other evidence; 

(3) A list of persons who may have knowledge relevant to the charges 

and/or the response; and  

(4) A description or statement of what each person listed knows relevant 

to the charges or response.  

iii) If the faculty member fails to file a written request for a hearing, the 

President shall determine what, if any, action is appropriate based upon a 

review of the charges, documents, and descriptions or statements 

submitted by the responsible administrator.  
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iv) If the faculty member files a written request for a hearing, the President 

shall appoint an unbiased hearing officer from outside the College to 

conduct the hearing.  The President shall notify the faculty member and 

the responsible administrator in writing of the appointment of the 

hearing officer and the name, business address and telephone number of 

the hearing officer.  

v) The hearing officer shall receive copies of this policy, the statement of 

charges, the request for a hearing, and all supporting documents and lists 

submitted by the responsible administrator and the faculty member.  

e. Hearing Procedure  

i) The hearing officer shall establish the date, time and place of the hearing 

in consultation with the responsible administrator and the faculty 

member, or their respective counsel.  The hearing shall be scheduled and 

completed within sixty (60) days of the date of the hearing officer’s 

appointment.  

ii) The responsible administrator shall have the burden of proving the 

charges.  “Burden of proof” means the obligation to prove that the 

charges are more probably true than not.  The faculty member shall have 

the burden of proving any defenses that he/she raises.  

iii) Legal counsel for the College may represent the responsible 

administrator during the hearing.  Legal counsel of his/her choosing at 

the faculty member’s expense may represent the faculty member.  

iv) At least ten (10) days prior to the date set for the commencement of the 

hearing, the responsible administrator, the faculty member, and his/her 

respective counsel shall meet in person to agree upon any stipulations of 

fact that can be submitted to the hearing officer and to exchange copies 

of any exhibits they plan to offer at the hearing and lists of their 

respective witnesses, including names, addresses and a brief statement of 

each witness’s relevant knowledge.  

v) The hearing shall be recorded.  A copy of such recording shall be made 

available to the faculty member, if requested.  

vi) Generally, the hearing shall be conducted as follows:  

(1) Opening statement by the responsible administrator or counsel, 

followed by an opening statement by the faculty member or counsel; 

(2) Presentation of evidence, through direct testimony or exhibits, by the 

responsible administrator;  

(3) The faculty member shall have the right to object to the relevancy of 

testimony or exhibits, to question the authenticity of exhibits, and to 

cross-examine all witnesses following their testimony;  
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(4) The responsible administrator and/or the hearing officer may then 

ask additional questions of the witness;  

(5) Presentation of evidence, as described above, by the faculty member 

with the same rights as outlined above for the responsible 

administrator; and  

(6) Summary arguments by the responsible administrator, followed by 

summary arguments of the faculty member.  

vii) Within thirty (30) days after the conclusion of the hearing, the hearing 

officer shall deliver written findings of fact, conclusions, and a 

recommendation to the President, the responsible administrator, and the 

faculty member.  The recommendation shall be limited to the hearing 

officer’s determination as to whether dismissal or other disciplinary 

action is warranted.  

f. The President shall determine what disciplinary action, if any, is appropriate 

based upon the record of the hearing and the hearing officer’s decision.  

g. If the President determines that there is not adequate cause to dismiss or to 

otherwise discipline the faculty member, the President shall give written 

notice of such determination to the responsible administrator, the faculty 

member, and the hearing officer, if there has been a hearing.  

h. If the President determines that adequate cause exists to dismiss or otherwise 

discipline the faculty member and determines what action, if any, shall be 

taken, the President shall notify the responsible administrator, the faculty 

member, and the hearing officer, if there has been a hearing.   

i) In the event that the President has determined to dismiss or otherwise 

discipline the faculty member, the notice shall state the effective date and 

the cause for the dismissal, or shall state what disciplinary sanction shall 

be imposed and the cause for such sanction.  

ii) When the faculty member is dismissed, the member’s salary and benefits 

shall cease on the date stated in the notice of dismissal.  

i. If the President deems it necessary, the President may suspend a member of 

the Teaching Faculty, subject to potential dismissal or other disciplinary 

action, prior to making a determination about adequate cause and prior to 

determining what action, if any, should be taken.  If the President suspends a 

faculty member, potentially subject to dismissal or other disciplinary action, 

the action to suspend shall be governed by Section 22, “Suspension,” of these 

Personnel Policies.  

j. The dismissed or disciplined faculty member may appeal the President’s 

decision to the Board in the manner provided in Section 12, “Grievance 

Review Policy,” in the Board’s Manual of Policy and Procedure.  

k. All written documents required by this Section to be served or otherwise 

delivered to the faculty member shall be hand delivered or sent by first class 
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mail to the faculty member’s last address of record with the College 

personnel office.  

l. “Days,” as used in this Section, shall mean calendar days.  

 

Section 18. Non-Renewal 

a. Non-renewal is the decision of the College not to offer a further appointment 

to a member of the Probationary Faculty.  This Section does not apply to 

Visiting Faculty members because the contracts of such faculty members 

automatically expire by their own terms.  A Tenured Faculty member is not 

subject to non-renewal.  A decision not to renew the appointment of a 

Probationary Faculty member shall not be considered a reduction in force or a 

dismissal for cause, and no statement of reasons or grounds shall be required 

or accompany any notice of non-renewal.  

b. A written notice of non-renewal shall be provided by hand delivery or 

certified mail addressed to the faculty member at the last home address 

contained in the faculty member's personnel file.  Such notice shall be signed 

by the President and shall state that the President has decided not to offer an 

appointment to the faculty member after the expiration of his/her current 

appointment (for first or second year Probationary Faculty holding the rank of 

Assistant or Associate Professor) or after the expiration of the next 

appointment (for Probationary Faculty holding the rank of Assistant or 

Associate Professor in their third or subsequent appointment or for 

Probationary Faculty holding the rank of Professor in their second 

appointment).  Such notice shall generally be mailed or hand delivered, no 

later than February 28 of the first appointment term, and no later than March 

15 of the second appointment term.  Probationary Faculty members in their 

third or later appointment terms shall generally be provided notice in the 

above manner no later than March 15 of the appointment term preceding the 

terminal appointment.  The exact dates of mailing or delivering such notices 

shall be published from year to year pursuant to Subsection 10j, “The 

Personnel Action Schedule.” 

c. Failure to notify, as specified in Subsection 18b, “Non-renewal” above, shall 

indicate a decision to reappoint for one academic year.  Such failure does not 

indicate a decision to award Tenure, regardless of a faculty member’s years of 

service.  
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Section 19. Reductions in Force  

a. Due To Financial Exigency 

i) Any Regular Faculty member's employment may be terminated as a 

result of a Financial Exigency.  Such terminations shall be accomplished 

only as provided in this Section.  

ii) A Financial Exigency is an imminent financial crisis which prohibits, 

and is reasonably projected to continue to prohibit, the College from 

continuing its current level of operations, and which cannot be alleviated 

by less drastic means than a reduction in force.  It is determined by an 

affirmative vote of a majority of the Board, after consultation with the 

President and the governing body of the Teaching Faculty.  

iii) The President, after consultation with the Board, the governing body of 

the Teaching Faculty, and other sectors of the College, shall pursue 

reasonable alternatives to alleviate a financial crisis before resorting to a 

recommendation that a Financial Exigency be declared.  

iv) A declaration of Financial Exigency is ordinarily initiated by a formal 

written recommendation to the Board from the President, but may be 

initiated by the Board itself.  The President’s recommendation shall 

describe the circumstances creating the crisis, all efforts to avoid or 

alleviate it, and the reasons why a declaration of Financial Exigency 

appears to be the appropriate alternative.  Upon declaration of a 

Financial Exigency by the Board, the President shall prepare a plan, 

which may include a Program Reduction and/or Discontinuance, to 

address the Financial Exigency.  

v) Financial Exigency may result in Program Reduction and/or Program 

Discontinuance.  A Program Reduction is a decrease in the number of 

faculty members in one or more academic departments (or equivalents), 

units or programs (majors, minors or options offered by the College).  

Program Discontinuance is a termination of one or more academic 

departments (or equivalents), units, or programs (majors, minors or 

options offered by the College).  

(1) The Administration and the governing body of the Teaching Faculty 

shall consider the instructional program of the entire College before 

a Program Reduction and/or Discontinuance resulting from a 

Financial Exigency is undertaken.  The purpose of such 

consideration is to establish the priorities for actions necessary to 

meet the financial crisis.  All recommendations should be based 

upon, and consistent with, educational considerations, and the 

College mission, goals, curriculum, and program statement.  

(2) After consideration of the instructional program of the College, the 

President shall submit to the Board a plan for the Program Reduction 

and/or Discontinuance.  Subject to the Board’s discretion, the 
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governing body of the Teaching Faculty shall have an opportunity to 

present its views and recommendations directly to the Board, 

through its representative and within a time schedule established by 

the Board.  If constraints impose time limitations on the planning 

process, or if the governing body of the Teaching Faculty fails to 

provide its views and recommendations within reasonable time 

limits set by the Board, the Board may direct the President to 

implement the plan as submitted, or as modified by the Board, in the 

absence of advice from the governing body of the Teaching Faculty.  

vi) The President, in consultation with the affected departments (or 

equivalents), should attempt to accomplish required Program Reductions 

through normal attrition and early retirement.  If additional reductions 

are necessary, the President should consider, but shall not be obligated 

to, releasing members of the Teaching Faculty in the following order: 

members of the Visiting Faculty, Teaching Faculty on transitional 

appointments, members of the Probationary Faculty, and members of the 

Tenured Faculty, respectively.  The President should also consider 

releasing first those of lower rank and less seniority in rank, but shall not 

be obligated to do so.  

b. Not Mandated By Financial Exigency 

i) The employment of any member of the Regular Faculty may be 

terminated as a result of a Program Reduction or Discontinuance as 

directed by the Board, the General Assembly, or the Colorado 

Department of Higher Education.  

ii) Before the employment of a faculty member is terminated as a result of 

Program Reduction or Discontinuance, the Board may allow the 

governing body of the Teaching Faculty the opportunity to conduct a 

Program Review, provided such review shall be completed within sixty 

(60) days of notice to the governing body of the Teaching Faculty of the 

Program Reduction or Discontinuance.  

(1) A Program Review is an analysis of one or more program areas.  It 

includes an analysis of the impacts of the Reduction or 

Discontinuance on the role and mission of the College.  

(2) The recommendations resulting from the Program Review shall be 

based upon, and consistent with, educational considerations and the 

College mission, goals, curriculum, and program statement.  These 

recommendations shall be transmitted to the President and the 

Board.  

iii) After consideration of the Program Review, the President shall make a 

formal written recommendation to the Board.  

iv) After review of the recommendation, the Board may direct the President 

to develop and implement a plan for Program Reduction, 
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Discontinuance, or other action, as it deems appropriate.  The President, 

on his/her own initiative, may recommend to the Board a plan for 

Program Reduction, Discontinuance, or other action.  The governing 

body of the Teaching Faculty shall be afforded an opportunity to consult 

with the President concerning the manner in which any Program 

Reduction or Discontinuance is accomplished.  

v) The President, in consultation with the affected departments (or 

equivalents), shall attempt to accomplish required Program Reductions 

through normal attrition and early retirement.  If additional reductions 

are necessary, the President should consider, but not be obligated to, 

releasing members of the Teaching Faculty in the following order: 

members of the Visiting Faculty, Teaching Faculty on transitional 

appointments, members of the Probationary Faculty, and members of the 

Tenured Faculty, respectively.  The President should also consider 

releasing first those of lower rank and less seniority in rank, but shall not 

be obligated to do so. 

c. Pre-Termination Process 

i) When a Regular Faculty member is recommended for termination as a 

result of a reduction in force, the President shall notify the faculty 

member in writing of the proposal to terminate the member’s 

employment.  The notice shall be hand delivered or sent by certified mail 

to the faculty member’s last home address in the member’s personnel 

file.  The notice shall include the following information: the date on 

which the termination shall take effect and the member’s pre-termination 

and post-termination due process rights per this Section.  

ii) A faculty member, receiving notice of a proposal to terminate, shall 

receive pre-termination due process by means of a meeting with the 

President, or the President’s designee, in which the faculty member shall 

be permitted to state his/her position as to why he/she should not be 

terminated.  Such a meeting shall be held within a reasonable time after 

the notice is sent, giving the faculty member sufficient opportunity to 

prepare for the meeting.  

iii) Within ten (10) working days after such meeting, the President, or the 

President’s designee, shall notify the faculty member in writing as to 

whether he/she will be terminated.  Such notice shall be hand delivered 

or sent by certified mail to the last home address in the faculty member's 

personnel file.  Notices to faculty members who are to be terminated 

shall state the effective date of termination and shall notify each faculty 

member that he/she is entitled to grieve the termination pursuant to the 

grievance procedure set forth these Personnel Policies.  A member 

declining to grieve the termination may not appeal the termination to the 

Board.  
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d. Post-Termination Process  

i) A faculty member terminated under the terms of this Section shall have 

the right to grieve the termination pursuant to the grievance procedure 

set forth in these Personnel Policies, except that the process in Section 

20e, “Pre-Grievance Process,” of the grievance procedure shall not be 

applicable.  

ii) The Grievance Committee, in considering such grievance, shall be 

limited to determining whether the President’s decision, with respect to 

the terminated faculty member, was made in conformance with the 

provisions of this Section or was arbitrary and capricious.  

iii) If the President rescinds the termination of a faculty member, the 

member shall be reinstated to the member’s position with the same rank, 

salary and benefits as were in effect prior to the member’s termination.  

e. Reassignment and Services 

i) Before a member of the Regular Faculty is terminated because of a 

reduction in force, the President shall make reasonable efforts to place 

that faculty member in another appropriate position within the College. 

ii) Members of the Regular Faculty, whose positions have been terminated, 

shall receive, without charge, the use of the College placement and 

career counseling services and reasonable staff assistance in maintaining 

placement files and services for up to three years. 

f. Recall and Reemployment 

i) The names of all Regular Faculty members whose positions have been 

terminated as part of a reduction in force shall be placed on a recall list 

for three (3) years following the effective date of their termination.  

Maintenance of the recall list shall be the responsibility of the Provost.  

A faculty member's name may be removed from the recall list at the 

request of the faculty member.  

ii) If additional persons are to be hired to the Regular Faculty during the 

recall period, the President shall first consider offering a position to 

qualified members of the Regular Faculty who were released last, and 

then in reverse order to those released first.  The President shall 

determine the qualifications of the applicants after consultation with the 

appropriate academic department or unit.  

iii) All offers of recall shall be made, in writing, by the President and sent by 

certified mail to the faculty member's last known address.  It is the 

obligation of the faculty member to make his/her current address known 

to the College. 

iv) A member of the Regular Faculty recalled under the procedures set forth 

in this Section shall have rank and Tenure restored at the time of recall. 
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v) The President shall consider offering, to any member of the Regular 

Faculty who is recalled, the same salary received at the time of 

termination, as adjusted for any changes in salary and benefits that would 

have been received had reduction not occurred.  However, the President 

shall not be obligated to make such an offer. 

 

Section 20. Grievances  

a. Persons who can file grievances.  Any individual member of the Teaching 

Faculty may file a grievance under this policy. 

b. Actions that can and cannot be grieved: 

i) A member of the Teaching Faculty may only grieve a decision, 

recommendation or other action of an Academic Administrator or 

department chair (or equivalent) (referred to in this policy as the 

“responsible administrator”) that adversely affects the grievant in his/her 

academic and/or professional capacity.  Decisions, recommendations or 

other actions that do not directly affect a member of the Teaching 

Faculty in such capacity, such as dissatisfaction with a Board or College 

policy of general application, cannot be grieved.  Non-renewals and 

dismissals are not able to be grieved.   

ii) To sustain a grievance, it must be shown that the decision, 

recommendation or other action grieved was unreasonable, arbitrary, 

capricious, discriminatory, and/or a violation of College policy and 

procedures.  

iii) All grievances shall fall within one of the following three classes:  

(1) Class A  

Class A grievances involve complaints only about the following: 

termination of contractual rights (other than by dismissal or non-

renewal), suspension, reduction in force, reduction of salary, or 

demotion.  Class A grievances do not include a decision or 

recommendation to discharge a member of the Visiting Faculty.  The 

burden of proof in Class A grievances falls upon the responsible 

administrator who made the decision, recommendation or other 

action being grieved.  

(2) Class B  

Class B grievances involve complaints about decisions, 

recommendations or other actions, other than those that may be the 

basis for a Class A or Class C grievance; for example, terms of 

reappointment, amount of salary, denial of promotion, denial of 

Tenure, evaluation based upon annual review, violations of academic 

and intellectual freedom, or assignment of unreasonable work loads. 

 The burden of proof in Class B grievances falls upon the grievant.  
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(3) Class C  

A Class C grievance involves a complaint by a member of the 

Visiting Faculty that his/her discharge was due to discrimination 

prohibited under federal or state law or Board policy.  The burden of 

proof in Class C grievance shall fall upon the grievant. 

iv) The College Grievance Officer (“CGO”) shall make the determination of 

whether a grievance is considered a Class A, Class B or Class C 

grievance.  Upon such determination, notice of this decision will be 

delivered to the grievant and the responsible administrator.  This 

determination may not be grieved, but may be appealed to the President 

within five (5) days from the date of notice of the determination.  The 

appeal must be in writing and state the basis for the appeal.  The person 

requesting the appeal shall deliver copies of the written appeal to the 

other party and the CGO. The CGO and the other party may respond to 

the appeal in writing, within five (5) days of receiving notification of the 

appeal.  The President shall notify the CGO, the grievant, and the 

responsible administrator of his/her decision concerning the appeal 

within ten (10) days of receiving the appeal.  The President’s decision 

may not be grieved. 

v) “Burden of proof” means the obligation a party has to prove that his/her 

complaint or defense is more probably true than not.  

vi) Decisions, recommendations or other actions involving the dismissal or 

discipline of members of the Teaching Faculty, or other actions that are 

undertaken pursuant to these Personnel Policies, and for which due 

process is provided elsewhere in this Handbook, are not able to be 

grieved under this Section.  

c. College Grievance Officer (CGO)  

At the beginning of each academic year, the President shall appoint a member 

of the Academic Faculty to serve as the CGO.  The name of the CGO shall be 

submitted to the Faculty  Senate.  It shall be the duty and responsibility of the 

CGO to coordinate and facilitate the grievance process, including the receipt 

and processing of all grievances filed under this section, the determination of 

the class of each grievance, the selection of grievance committees, advising 

the grievance committees regarding the grievance process and procedure, 

receiving and distributing the decisions of the grievance committees, 

maintaining a record of all grievances, and any other things necessary to 

assure the proper and timely handling of all grievances filed pursuant to this 

policy.  No decision, recommendation or other action by the CGO can be 

grieved.  In the event that the CGO is the grievant, or requests to be recused 

from a particular grievance, then the President shall appoint a special 

grievance officer to coordinate and facilitate that particular grievance.  

d. Grievance Panel and Grievance Committees   
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The Teaching Faculty shall elect twelve (12) members of the Regular Faculty 

to serve on a Grievance Panel from which shall be selected the grievance  

committees.  Grievance committees are composed of three (3) members, 

including a Chair.  The CGO does not serve on any of the committees.  No 

member of the panel shall have to serve on a grievance committee twice until 

other members of the panel have served on a grievance committee once.   

e. Pre-Grievance Process 

i) Unless required by these Personnel Policies for the Teaching Faculty to 

do otherwise: The responsible administrator shall give a member of the 

Teaching Faculty written notice of his/her intention to take any action 

that could be the subject of a grievance.  Such notice shall be delivered 

to the faculty member not less than twenty-five (25) days prior to taking 

the action.  The notice shall set forth the action to be taken and the 

effective date of such action.  Failure of the responsible administrator to 

provide the notice prescribed in this paragraph shall not preclude a 

member of the Teaching Faculty from pursuing a grievance.  No 

individual written notice shall be required for actions that affect more 

than one Teaching Faculty member and have been communicated to the 

Teaching Faculty by College or departmental newsletters, email, or 

similar mass communication.  

ii) Before filing a formal grievance under this policy and within  fifteen (15) 

days after the date of delivery of the notice described in paragraph i) 

above, the faculty member shall give written notice to the responsible 

administrator of the faculty member’s intent to file a grievance, 

identifying the action to be grieved and the facts and circumstances 

giving rise to the grievance.  In the event that the notice described in 

paragraph i) above was not delivered, the faculty member, before filing a 

grievance under this policy, shall give written notice to the responsible 

administrator of the faculty member’s intent to file a grievance within 

fifteen (15) days of learning of the action to be grieved.  The notice of 

intent must identify the action to be grieved and the facts and 

circumstances giving rise to the grievance.  

iii) Within ten (10) business days after the date of delivery of the notice of 

intent to file a grievance, the faculty member and the responsible 

administrator shall meet to seek a resolution to the grievance and to 

provide the faculty member an opportunity to provide his/her view of the 

facts giving rise to the action and/or other information pertinent to the 

action.  

iv) Within five (5) days after such meeting, the responsible administrator 

shall notify the faculty member, in writing, as to what action he/she has 

decided to take.  
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f. Filing the Grievance 

i) All grievances must be filed within fifteen (15) days after delivery of the 

notice required in Subsection e, “Pre-Grievance Process,” paragraph iv, 

above, or within fifteen (15) days of any decision, recommendation or 

other action not covered by Subsection e.  

ii) The grievance shall be in writing and shall contain the following:  

(1) The name, academic rank and position of the grievant;  

(2) The name and position of the responsible administrator;  

(3) A description of the decision, recommendation or other action being 

grieved;  

(4) A description of the grievant’s efforts to resolve his/her complaint 

prior to filing the grievance, including the process described in 

Subsection e, “Pre-Grievance Process,” above;  

(5) A statement of why the action being grieved is unreasonable, 

arbitrary, capricious, discriminatory and/or a violation of College 

policy and procedures;  

(6) A description of how the action being grieved adversely affects the 

grievant in his/her academic and/or professional capacity;  

(7) A summary of the evidence the grievant is prepared to submit in 

support of his/her grievance, including a list of all witnesses and 

exhibits upon which the grievant intends to rely;  

(8) A description of the specific remedy sought by the grievant; and  

(9) Attached to the grievance, copies of the notices required by 

Subsection e, “Pre-Grievance Process,” above, or any other notice(s) 

of the action and copies of all exhibits listed.  

iii) The written grievance shall be filed directly with the CGO and a copy 

delivered to the responsible administrator.  

g. Within fifteen (15) days of receiving the written grievance, the responsible 

administrator shall file with the CGO, and deliver to the grievant, a written 

response to the grievance, including a list of all witnesses and exhibits upon 

which he/she intends to rely and copies of the exhibits.  

h. Selection of the Grievance Committee  

i) Upon receiving a grievance, the CGO shall randomly select three (3) 

persons from the Grievance Panel to serve as the grievance committee 

for that grievance.  The grievant and the responsible administrator may 

be present at the time of the selection, if they wish.  Any person selected 

whose name appears in the grievance as the grievant, the responsible 

administrator, or a witness, shall be excluded from the committee and 
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another person shall be randomly selected from the panel.  This process 

shall be repeated until a committee of three is established.  

ii) Within ten (10) days of receiving the responsible administrator’s 

response, the CGO shall give written notification of the names of the 

committee members to the grievant, the responsible administrator and 

the members of the committee.  In addition, the committee members 

shall receive copies of the written grievance and response.  

iii) Any member of the committee may excuse himself or herself from 

consideration of a grievance when the member reasonably believes they 

are biased toward one party or the other.  The member shall give written 

notice to the CGO and the parties to the grievance of their decision to 

excuse themselves within three (3) days of receiving notice of their 

selection to the committee.  

iv) A party to a grievance may request that any member of the committee be 

excused from consideration of the grievance on the basis of the 

member’s bias.  

v) A party to a grievance may also request that any member of the 

committee be excused from consideration of the grievance for good 

cause.  The following shall constitute good cause for excusing a member 

of the committee:  

(1) Member has been directly involved with the decision, 

recommendation or other action being grieved;  

(2) Member has previously filed a grievance against a party to the 

grievance; 

(3) Member has been named in a grievance by any party in the 

grievance;  

(4) Member is in a supervisory relationship with a party to the grievance; 

or 

(5) Member is a relative of a party to the grievance.  

vi) Being a friend or colleague of a party to the grievance does not constitute 

good cause for excusing a member of the committee.  

vii) Any request made under paragraphs iv) or v) in Section 20, subsection h, 

shall be submitted to the CGO in writing within three (3) days of 

delivery of the notice in paragraph ii).  For each committee member the 

requesting party seeks to have excused, the request shall state why the 

requesting party believes the committee member should be excused.  

viii) The CGO shall have the sole authority to grant or deny a request to 

excuse a committee member, and the CGO’s decision shall be final, not 

be able to be grieved or subject to appeal.  
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ix) If a member of the committee is excused by the CGO, they shall be 

replaced by the process set forth in Section 20, subsection h, paragraph 

i). The process set forth in paragraphs i)-vii) shall then be followed, until 

a committee of three (3) persons has been selected.  

x) The CGO shall notify the parties and the committee members of the 

names of the committee members in writing when the final composition 

of the committee has been determined.  

i. Conduct of the Committee  

i) Within  ten (10) days of the date they are notified of the final 

composition of the committee, the committee members shall meet with 

the CGO to discuss the grievance procedure, select a chairperson, receive 

copies of the witness and exhibit lists and exhibits, and set a date, time 

and place for the hearing.  

ii) The chairperson shall preside over all meetings of the committee and the 

hearing and shall be the sole spokesperson for the committee.  

iii) The committee shall give the parties to the grievance at least twenty (20) 

days notice of the date, time and place of the hearing.  

iv) The hearing shall be commenced and completed within sixty (60) days 

of the date the committee is notified pursuant to Section 20, subsection 

h, paragraph ii). 

v) The committee shall not investigate the grievance, obtain any documents 

or information, interview any person, or otherwise seek, obtain or 

consider any evidence regarding the grievance outside of the hearing 

described below, except for the written grievance and response. 

vi) The committee may request, through the CGO, the assistance of counsel 

with its preparation for, and conduct of, the hearing.  Such request shall 

be made to the President for his/her consideration.  

vii) The committee shall at all times respect the privacy and confidentiality 

of the parties to the grievance and refrain from discussing the issues and 

evidence presented in the grievance with anyone other than members of 

the committee, the parties, or the CGO.  

j. Committee Hearings  

i) All parties to a grievance shall have the right to have peer or legal 

counsel present at a grievance hearing.  However, any counsel 

accompanying a party to a grievance hearing is limited to advising 

his/her client and may not actively participate in the hearing.  The 

grievant shall bear his/her own attorney’s fees, if any.  

ii) Hearings may be open or closed, at the option of the grievant.  The 

parties to the grievance may be present in the hearing room throughout 
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the hearing.  Only one witness at a time shall be allowed in the hearing 

room.  

iii) All hearings shall be audio recorded, and the parties to the grievance may 

request and receive a copy of the recording.  

iv) The committee chairperson shall preside over the hearing.  Decisions on 

objections to the hearing procedure or the admission of evidence shall be 

made by a majority vote of the members of the committee.  

v) Any party failing to adhere to the procedures stated in this section or 

failing to assure that their counsel adhere to these procedures may be 

excluded from participation in the hearings by a majority vote of the 

committee.  The committee may then proceed with the hearing in the 

absence of the excluded party.  

vi) The order of the hearing shall be as follows:  

(1) Statement by the party having the burden of proof;  

(2) Statement by the other party;  

(3) Presentation of evidence, either through direct testimony or in 

documentary form, by the party having the burden of proof;  

(4) The opposing party shall have the right to object to the relevancy of 

testimony or written evidence, to question the authenticity of the 

written evidence presented, and to cross-examine all witnesses 

following their testimony;  

(5) The presenting party may then ask additional questions of the 

witness;  

(6) Members of the committee shall have the right to ask questions of 

witnesses called or to the parties during the presentation of evidence;  

(7) Presentation of evidence, as described above, by the opposing party 

with the same rights as outlined above for the other party; and  

(8) Summary arguments by the party having the burden of proof; 

(9) Summary arguments of the opposing party.  

vii) The committee is under no obligation to consider any witnesses or 

exhibits not identified at the time the grievance or response was filed, 

but may do so at its discretion.  The only exception shall be if a party 

could not have known of the witness or exhibit or their relevancy when 

the grievance or response was filed.  If such exception arises, the party 

seeking to introduce the witness or exhibit must notify the committee 

chairperson and the other party in writing prior to the hearing. 
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k. Committee Deliberations   

Following the hearing, the committee may deliberate in private to consider 

the evidence and draft its report, which shall include findings of fact, 

conclusions and recommendations.  The report shall be supported by a 

majority of the members of the committee.  

l. Report of the Committee   

Within twenty (20) days of the conclusion of the hearing, the committee shall 

prepare and deliver to the President its written report, including findings of 

fact, conclusions and recommendations, regarding the grievance.  Copies of 

the report shall also be delivered to the grievant, responsible administrator,  

the CGO, the Office of the Provost, and the President.  The Office of the 

Provost shall maintain a copy of the report as part of the record of the 

grievance.  In addition, copies of all exhibits received at the hearing shall be 

delivered to the CGO and maintained by the Office of the Provost as a part of 

the record of the grievance.  

m. Decision of the President  

The President shall deliver his/her written decision regarding the grievance to 

the grievant, the responsible administrator, the committee and the CGO 

within thirty (30) days of receiving the committee’s report. 

n. Reconsideration of a Grievance   

A grievance, once heard, shall not be subject to reconsideration by the 

Grievance Committee, nor may the President’s decision be grieved.  

o. Appeal to the Board   

A grievant may appeal the President’s decision to the Board in the manner 

provided in Section 12, “Grievance Review Policy,” in the Board’s Manual 

of Policy and Procedure.  

p. Delivery of Notices   

All individual written notices required by this section shall be hand delivered 

or delivered by first class mail.  Delivery shall be considered completed when 

hand delivered to the person or when posted by first class mail to the person’s 

last address of record.  

q. Calculation of Deadlines  

“Days” as used in this section shall mean calendar days.  In calculating 

deadlines of five (5) days or less, weekends and holidays observed by the 

College shall not be counted.  
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Section 21. Appeals to the Board 

Appeals to the Board pursuant to these Personnel Policies shall be governed by 

Section 12, “Grievance Review Policy,” in the Board’s Manual of Policy and 

Procedure.  The current Manual is available in the Office of the Provost. 

 

Section 22. Suspension 

a. The President may suspend a member of the Teaching Faculty summarily 

(i.e., without a formal hearing) for a period not to exceed one academic term, 

if the President reasonably determines that there is good cause to believe any 

of the following:  

i) The continued presence on College grounds of the person would 

endanger the safety or well being of the individual or other members of 

the College community; or 

ii) The continued functioning of the person in the position would 

substantially impair or disrupt the normal functions of the College. 

b. Before a member of the Teaching Faculty is suspended, the member shall be 

afforded an opportunity to discuss the impending suspension with the 

President to explain his/her position with respect to the proposed suspension. 

c. A suspended faculty member shall have the right to grieve his/her suspension 

pursuant to the grievance procedure in these Personnel Policies. 

d. Benefits and salary may or may not remain in effect during the term of any 

suspension. 

e. During the period of suspension, the College shall determine whether further 

action is required.  If no further action by the College is deemed necessary, 

the record of the suspension shall not be a part of the permanent file of the 

faculty member. 

 

Section 23. Retirement 

a. A faculty member intending to retire should notify his/her dean (or 

equivalent) and department chair (or equivalent) in writing of such intent and 

the date on which retirement shall commence as soon as practicable and 

should give at least sixty (60) days notice. 

b. Post-Retirement Employment  

i) Teaching Faculty may be re-employed by the College, following their 

retirement, on terms consistent with the conditions of their retirement 

benefits.  

ii) Post-retirement employment is within the sole discretion of the Provost 

based on the needs and best interests of the College. 
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iii) Faculty members interested in post-retirement employment shall submit 

a written proposal to their department chair (or equivalent), their school 

dean (or equivalent), and the Provost.  Such written proposal shall be 

submitted at least one year in advance of the proposed retirement date.  

iv) The terms of any post-retirement employment (including work-related 

responsibilities and rights) shall be established by a written agreement 

between the faculty member and the President.  

c. Faculty members on post-retirement employment shall be considered Visiting 

Faculty, but shall retain the academic rank held at the time of their retirement 

and the privileges associated with that rank. 

d. Salary and Benefits for Post-Retirement Employment 

i) A faculty member’s rate of pay for post-retirement employment 

during the year immediately following retirement shall be at least at 

the same level as his/her full-time base salary at the time of 

retirement; any employment beyond the first year shall be negotiated 

between the retiree and the appropriate College supervisor.  

ii) The College shall have no obligation to provide life insurance, health 

insurance, disability insurance, leave, or other benefits to faculty 

members on post-retirement employment. 

e. In the event of a financial exigency or program reduction or discontinuation, 

faculty on post-retirement contracts shall not be given the same protections 

given Regular Faculty by these Personnel Policies. 

 

Section 24. Sabbatical, Military and Other Leave 

a. Sabbaticals or Leaves of Absence for Professional Improvement 

i) Tenured Members of the Regular Faculty may be eligible for 

sabbaticals upon the completion of six (6) academic years of service 

at the College, not including time spent on previous leaves, with or 

without pay.  The Board may award such leaves of absence on a 

discretionary basis for one-half year (one term) with full current salary 

or for a whole year (two terms) with half current salary. The number 

of sabbaticals awarded each year will be limited to the College 

financial resources available for such use.  Once a member of the 

Tenured Faculty is awarded a sabbatical, he/she is ineligible for 

another sabbatical until he/she has completed an additional six (6) 

academic years of service.  A member of the Tenured Faculty, who is 

awarded a sabbatical, and who fails to achieve the professional goals 

for the sabbatical, is ineligible, except under unusual circumstances, 

for subsequent sabbaticals.  (revised and approved April 2, 2010) 

ii) Applications for sabbatical leave shall be submitted to the President 

through the appropriate dean (or equivalent) and the Provost one (1) 
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calendar year in advance of the date the sabbatical is to begin.  The 

application must state the professional goals to be achieved on a 

sabbatical and the plan or program for achieving these goals. 

iii) A sabbatical leave shall not have as its primary purpose financial gain for 

the faculty member.  Financial support from sources other than the 

College may be obtained for income replacement and for additional 

expenses related to the sabbatical project, including travel, materials, 

supplies, and living expenses away from home.  Faculty members are 

encouraged to pursue opportunities for such supplemental support.  

iv) The Board may grant sabbaticals upon the recommendation of the 

President after consultation with the Provost and the appropriate dean (or 

equivalent) and department chair (or equivalent).  Each application is 

decided upon its individual merits, with consideration of the following: 

the professional goals to be achieved; the program planned for the 

sabbatical; the benefits to the applicant, to the College and to the 

students of the College; the ability of the applicant’s academic school, 

department or other unit to make satisfactory adjustments during the 

period of absence; and the character of the applicant's service.  

v) Sabbaticals are normally granted in recognition of the benefit to the 

College of facilitating independent study, research, and creative activity 

among Regular Faculty.  The Board may make exceptions if formal 

advanced study shall promote the interest of the College.  

vi) A report of the activities undertaken on a sabbatical and the professional 

goals achieved on the sabbatical is to be submitted to the appropriate 

dean (or equivalent) and to the Provost within two months of completing 

a sabbatical.   

vii) Sabbaticals are granted on the express condition that the recipient shall 

return to the service of the College for a minimum period of one (1) 

academic year, or reimburse the College for the full amount of the salary, 

benefits and retirement contribution paid by the College for the period of 

the sabbatical.  To be eligible for a sabbatical, a faculty member must 

sign a written notice agreeing to the conditions set forth in this 

paragraph. 

viii) The Office of the Provost shall maintain a record of all sabbaticals 

granted and denied and shall keep a record of such other information 

relating to sabbaticals as is required by state law.  Upon request, such 

records shall be made available as required by state law.  

b. Leaves of Absence Without Pay  

Such leaves may be granted to members of the Regular Faculty by the Board 

upon the recommendation of the President of the College.  Applications shall 

be submitted to the President through the appropriate dean (or equivalent) 

and the Provost.  Each application is decided upon its individual merits, after 
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consideration of the advantages and disadvantages to the College.  Ordinarily, 

such leaves shall not be granted for a period of more than one (1) year. 

c. Military leave  

The College complies with federal and state law governing military leave.  A 

copy of the current policies governing such leave is available from the 

College Office of Human Resources/Equal Opportunity.  

 

Section 25. Family and Medical Leave 

a. General   

Full-time members of the Teaching Faculty may be granted up to 75 working 

days of paid family and medical leave per fiscal year, if the faculty member 

provides documentation from a health care provider that such leave is 

necessary due to an injury or diagnosed medical condition.  The 

documentation shall satisfy the certification criteria set forth in Section 25, 

subsection a, paragraph ii) below. 

i) Notice   

If the leave is foreseeable based on planned medical treatment, then the 

faculty member shall give at least 30 days notice before the date his/her 

leave is scheduled to begin or such notice as is practicable if the date of 

treatment requires the leave to begin in less than 30 days.  In either 

event, subject to the approval of the faculty member's health care 

provider, the faculty member shall make a reasonable effort to schedule 

the treatment so as not to unduly disrupt the operations of the College.  

ii) Certification  

(1) A faculty member who requires leave shall furnish a certificate from 

his/her health care provider stating: (i) that the faculty member is 

unable to perform the functions of his/her position; (ii) the date on 

which the medical condition commenced; (iii) the probable duration 

of the condition; and (iv) the appropriate medical facts within the 

knowledge of the health care provider regarding the condition.  

(2) The College may require faculty members on leave to provide 

recertification of the foregoing matters on a reasonable basis.  

(3) A faculty member who seeks to return to work following four (4) or 

more consecutive calendar weeks of short-term disability leave shall 

furnish the College with a certificate from his/her health care 

provider stating that the faculty member is able to resume work.  

(4) The certification requirements of this subsection shall be construed 

and applied in accordance with the Rehabilitation Act of 1973 and 

the Americans with Disabilities Act. 

iii) Intermittent or Reduced Schedule   
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Use of family and medical leave on an intermittent or reduced schedule 

basis shall require the agreement of the College and shall, in any event, 

be limited to one term.  If a faculty member requests family and medical 

leave on an intermittent or reduced schedule basis, he/she shall furnish 

the additional certification required by the Family and Medical Leave 

Act (the “FMLA”). 

iv) Accrual and Carryover 

Family and medical leave does not accrue throughout the year.  A faculty 

member on family and medical leave, at the close of the fiscal year, may 

use the remainder of his/her unused family and medical leave in the new 

fiscal year for consecutive workdays missed due to the same medical 

condition or event.  A faculty member will not be granted family and 

medical leave for the next fiscal year until the faculty member returns to 

work following certification by his/her health care provider that the 

faculty member is able to resume work.  

v) Family and Medical Leave Act   

Any paid leave under this section shall run concurrently with any leave 

to which the faculty member is entitled under the Family and Medical 

Leave Act (the “FMLA”) and shall not extend the leave time to which 

the faculty member is entitled.  

b. Maternity Leave   

Pregnant faculty members may use family and medical leave for pregnancy, 

childbirth and related medical conditions upon the same terms and conditions 

that faculty members use such leave for other medical conditions and subject 

to the same certification and notice requirements. 

c. Family Leave   

A faculty member may use up to 20 work days of paid family and medical 

leave granted by this Section for the purpose of caring for his/her newborn or 

newly adopted child or for a sick child, parent, spouse or other member of the 

faculty member's household who relies on the faculty member as his/her 

primary care-giver.  Family leave beyond the 20 days shall be taken as unpaid 

FMLA leave.  

i) Certification. A faculty member requesting to use family and medical 

leave for the purpose of family leave shall furnish the certifications 

required by the FMLA for family leave. 

ii) Notice.  If the family leave is foreseeable based on the birth or adoption 

of a child or planned medical treatment, the faculty member shall give at 

least 30 days notice before the date the leave is scheduled to begin or 

such notice as is practicable if the date of treatment requires the leave to 

begin in less than 30 days.  In either event, subject to the approval of the 

family member's health care provider, the faculty member shall make a 
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reasonable effort to schedule the treatment so as not to unduly disrupt the 

operations of the College.  

d. No Pay for Family and Medical Leave upon Termination   

A faculty member whose employment by the College is voluntarily or 

involuntarily terminated shall not be entitled to any compensation whatsoever 

for unused family and medical leave.  

e. Part-time Faculty 

Faculty members who have a full academic year contract for 0.50 Full Time 

Equivalency (FTE) or more will be eligible to receive pro rata  family and 

medical leave benefits. 

 

Section 26. Study Privileges 

A member of the Teaching Faculty shall be entitled to enroll in courses offered by 

the College under the terms and conditions stated in the Fort Lewis College 

Business Policies.  The Fort Lewis College Business Policies is available from the 

Office of the Provost. 

 

 

B.  LEGAL AND BOARD REQUIREMENTS 

Section 1. Code of Ethics and Conflict of Interest   

Each member of the Teaching Faculty shall comply with the following laws, 

orders and policies relating to standards of conduct, ethics, and conflict of interest, 

as they may be revised, amended or reenacted from time-to-time:  

a. Section 24-18-101, et seq., Colorado Revised Statutes, Code of Ethics; 

b. Section 24-18-201, et seq., Colorado Revised Statutes, Proscribed Acts 

Related to Contracts and Claims;  

c. Executive Order by the Governor, D 001 99, dated January 15, 1999, 

Executive Department Code of Ethics, (Board Manual of Policies and 

Procedures, Appendix II-C); and  

d. Board’s Manual of Policy and Procedure, Section 2, Code of Ethics, Conflict 

of Interest, and Related Obligations.  

 

Section 2. Family and Medical Leave   

The provisions of the FMLA Act are recognized and implemented by College 

Policy 4-17, “Faculty and Exempt Staff Family [and] Medical Leave,” as it may be 

revised, amended or reenacted from time-to-time.  

 

Section 3. Students’ Evaluations of Teaching 
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a. Students will evaluate the course and the Instructor for every class Section 

taught at the College. 

b. Each academic department, unit or equivalent shall develop its own 

student evaluation instrument, and the appropriate dean (or equivalent) 

must approve such instrument.  A dean (or equivalent), in collaboration 

with the academic departments (or equivalents) or units (or equivalents) 

he/she administers, may develop standardized items or questions to be 

included in all of the student evaluation instruments requiring his/her 

approval.   

c. Evaluations shall be administered to students according to the following 

rules: 

i) Evaluations shall be completed anonymously, with the Instructor not 

in attendance. 

ii) The Instructor of a class section shall not have access to the 

evaluations packet or to individual evaluations for a class section until 

after grades are submitted for the class section. 

d. The results of student evaluations shall be used for assessing the teaching 

performance of members of the faculty, assessing the value of a course, 

and assisting members of the faculty in improving teaching performance.  

Student evaluations shall not be treated as the sole measure of an 

Instructor’s teaching performance or the value of a course. 

e. To accomplish the purpose of student evaluations and to insure the 

integrity of student evaluations, the evaluations for a class section shall be: 

i) Shared with the Instructor after grades are submitted for a class 

section; and 

ii) Reviewed by the appropriate department chair (or equivalent) or dean 

(or equivalent) in a timely manner before the individual responses for 

a class section are shared with the Instructor. 


