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Tenure

06.1001

06.1002

06.1003

06.1004

Concept and Purpose of Tenure. Upon the recommendation
of the President, the Board may confer academic tenure, or
continuing appointment.“Tenure” means the entitlement
of a faculty member to continue in the faculty member’s
academic position unless dismissed by the institution for
good cause as set forth in the policies and procedures of the
institution. Academic tener recognizes the professional
and accomplished status of the faculty member.

Tenure is designed to accomplish the following purposes:

1. assure the faculty of freedom of teaching, research,
opinion, and full participation as citizens in the
academic community;

2. assist the Institutions by encouraging sound
standards for the selection of faculty; and

3. result in the retention, encouragement, and
promotion of the most able and promising faculty.

Award of Faculty Tenure. As specified in Regents Rule
03.802.5, only the Board may confer faculty tenure. The
President shall forward all recommendations for tenure to
the Board through the Chancellor.

Policies. Each Institution shall recommend to the Board for
review, approval, and adoptigolicies and procedures for
the granting of faculty tenure.

Reporting Requirement. Each Institution shall file a copy
of its faculty tenure policies and procedures and any
amendments thereto with the Texas Higher Education
Coordinating Board on or before September 1 of each year.

February 7, 2008
February 7, 2008
September 1, 2023



The University of North Texas System Chapter 06- Faculty Affairs

Board of Regents Rules

06.1100 Evaluation of Tenured and Non-Tenured Faculty

06.1101

06.1102

Annual Evaluation. Each Institution shall recommend to

the Board for review, approval, and adoption a policy
providing for annual performance evaluations of all tenured
and non-tenured faculty.

Post Tenure Review Policy. Each Institution, with the

advice and comment of faculty, shall recommend to the
Board for review, approval, and adoption policies and
procedures for providing for a comprehensive performance
evaluation process for all tenured faculty at the Institution.
The Institution may design its policy to fit its particular
educational  mission, traditions, resources, and
circumstances relevant to its character, role, and scope, in
addition to other relevant faars. The policy shall include,

at minimum, the following provisions providing that:

1.

comprehensive performance evaluations of tenured
faculty will occur not more often than once every
year, and no less often than once every six years
after the date the faculty member was granted
tenure or received an academic promotion at the
institution;

comprehensive performance evaluations will be
based on professional responsibilities in teaching,
research, service, patient care, and administration,
and include peer review of the faculty member;

the comprehensive performance evaluation process
will  be directed toward the professional
development of the faculty member;

the comprehensive performance evaluation process
will incorporate commonly recognized academic
due process rights, including notice of the manner
and scope of the comprehensive performance
evaluation, opportunity to provide documentation
during the performance evaluation process, and,
before any disciplinary action is taken on the basis
of a comprehensive performance evaluation, notice



Adopted:
Effective:
Revised:

of specific charges and an opportunity for a hearing
on those charges is provided;

the revocation of tenure or other appropriate
disciplinary action may be taken if, during the
comprehensive performance evaluation, there is a
determination of incompetency, neglect of duty, or
other good cause;

for any faculty member who receives an

unsatisfactory rating in any area of a comprehensive
performance evaluation, the process provides for a
short-term development plan with performance

benchmarks for returning to satisfactory

performance; and

failure to successfully complete a post tenure
comprehensive performance review short-term
development plan constitutes adequate cause for
dismissal in accordanceith Regents Rule 06.1206.

06.1103 Reasons for Dismissal. The Board shall provide specific

reasons in writing for any decision to dismiss a tenured
faculty member on the basis of a post tenure review.

06.1104 Waiver. The Institutions shall not waive the post tenure
review process for any faculty member granted tenure.

06.1105 Reporting Requirement. Each Institution shall file a copy

of its post tenure review policies and procedures and any
amendments thereto with the Texas Higher Education
Coordinating Board on or before September 1 of each year.

February 7, 2008
February 7, 2008
September 1, 2023
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06.1200

Dismissal and Revocation of Tenure

06.1201

06.1202

06.1203

Dismissal of Tenured Faculty. The employment of a tenured
faculty member may be terminated only in accordance with
this Rule and only for adequate cause, financial exigency, or
discontinuance of academic programs.

Procedures for Dismissal of Tenured Faculty for Adequate
Cause. Except as provided by the procedures for summary
dismissal set forth in this Rule, each Institution shall
recommend to the Board for review, approval, and adoption
procedures for dismissal of a tenured faculty member for
adequate cause. Such procedures shall provide the faculty
member with appropriate due process including, at a
minimum, the following provisions:

1. reasonable and timely notice of the reason for
possible dismissal;

2. an opportunity to meet with and respond to an
administrator prior to initiation of formal action to
dismissal;

3. an informal, advisory inquiry into the reasons for the

dismissal before initiation of formal proceedings;

4. a statement informing the faculty member of the
reason for initiation of formal dismissal proceedings
and of his or her procedural rights under Institution

policy;
5. an opportunity for a formal hearing; and
6. a requirement that the Board make the final

determination involving the dismissal of a tenured
faculty member.

Board Review. A recommendation to dismiss a tenured
faculty member for adequate cause shall be forwarded by the
President to the Board through the Chancellor. A tenured
faculty member shall not be dismissed for adequate cause



06.1204

06.1205

06.1206

except by a majority vote of the total membership of the
Board. The Board shall provide specific reasons in writing
for any decision to dismiss a tenured faculty member for
adequate cause.

Dismissal of Non-Tenured Faculty. An Institution may
dismiss the employment of a non-tenured faculty member by
non-renewal of his or her appointment, for adequate cause,
financial exigency, or discontinuance of academic programs
during the course of his or her appointment.

Procedures for Dismissal of Non-Tenured Faculty for
Adequate Cause. Each Institution shall adopt procedures for
dismissal of non-tenured faculty for adequate cause. Such
procedures shall include, at minimum, reasonable and timely
notice of the reason for dismissal and an opportunity to
respond.

Adequate Cause. Each Institution shall recommend to the
Board for review, approval, and adoption policies and
procedures for dismissal of a tenured faculty member for
adequate cause.

1. Adequate cause for dismissal of a tenured faculty
member may include, but shall not be limited to, a
determination that the faculty member has:

(a) exhibited professional incompetence;

(b) continually or repeatedly failed to perform
duties or meet responsibilities of the faculty
member’s position;

©) failed to successfully complete a post-tenure
review professional development program;

@ engaged in conduct involving moral turpitude
that adversely affects the Institution or the
faculty member’s performance of duties or
meeting of responsibilities;

(e) violated laws or System or Institution
policies or regulations substantially related to
the performance of the faculty member’s
duties;



06.1207

06.1208

)

(2

(h)

been convicted of a crime affecting the
fitness of the faculty member to engage in
teaching, research, service, outreach, or
administration or failed to disclose or
misrepresented criminal history background
information;

engaged in unprofessional conduct that
adversely affects the Institution or System or
the faculty member’s performance of duties
or meeting of responsibilities; or

falsified the faculty member’s academic
credentials.

Suspension During Adequate Cause Proceedings. A tenured

or non-tenured faculty member may be suspended pending
proceedings to dismiss for adequate cause if the faculty
member presents a threat of immediate harm to the

Institution.

Procedures for Summary Dismissal of Tenured Faculty

Based on Serious Misconduct. A tenured faculty member

may be summarily dismissed — and lose tenure — upon a
finding of serious misconduct.

1.

Summary dismissal — and loss of tenure — must be
based upon a finding of serious misconduct
substantiated by an investigation conducted by the
System or Institution, or a federal, state, or local
agency with applicable jurisdiction over the subject
matter. Serious misconduct includes a finding of any
of the following:

(@)

(b)
©

intentional or knowing falsification of a
faculty member’s academic credentials;

egregious scientific or research misconduct;

conviction of a crime substantially affecting
the fitness of the faculty member to engage in
teaching, research, creative activity, service,
outreach, or administration;



(d)

(©

sexual misconduct that violates federal Title
IX or state sexual misconduct laws or
policies; or

violence or threat of violence in the
workplace

Before a faculty member may be summarily
dismissed — and lose tenure — the faculty member
must be provided with appropriate due process, that
includes:

(@)

(b)

©

(d)

©

®

written notice of the allegation(s) against the
faculty member together with an explanation
of the evidence supporting possible
dismissal, and copies of non-confidential or
non-privileged investigative reports (with
appropriate redactions) that are available to
the Institution at the time of written notice;

an opportunity for the faculty member to
respond to the allegations in a hearing with
the Institution’s Provost;

consideration of the faculty member’s
response, if any, by the Institution’s Provost;

a written determination by the Provost stating
whether the Institution will proceed with the
summary dismissal that clearly states:

) that the faculty member is not subject
to summary dismissal; or

(i) that the faculty member is subject to
summary dismissal, the effective date
of the dismissal, and information
regarding the faculty member’s
opportunity for a post-dismissal
appeal.

prompt delivery to the faculty member of the
Provost’s written determination; and

the opportunity to appeal the determination
of summary dismissal, as follows:



06.1209

06.1210

(1) if the faculty member desires to
appeal, the appeal, including reasons
for the appeal, must be submitted in
writing to the Institution’s President
no later than ten (10) business days
following delivery of the written
determination; and

(i) if an appeal is filed, unless
extenuating circumstances otherwise
prevent it, the President will render a
final determination no later than
fifteen (15) business days following
receipt of the faculty member’s
appeal — the President’s decision shall
be final; or

@iii)  if no appeal is filed, the President
shall summarily dismiss the faculty
member as of the effective date
specified in the written determination.

(2 For purposes of this Rule, notice shall be
deemed delivered to and received by the
faculty member the day an email is sent to the
faculty member’s Institutionally assigned
email address.

Suspension During Summary Dismissal Proceedings. A
faculty member subject to a summary dismissal procedure
may be suspended with or without pay during the dismissal
process. If suspension without pay has not already been
imposed, notice of summary dismissal shall result in
immediate suspension without pay.

Procedures for Dismissal of Tenured or Non-Tenured
Faculty for Financial Exigency. Each institution shall adopt
procedures for dismissal of tenured or non-tenured faculty
for financial exigency. Such procedures shall include, at
minimum, the following provisions:

1. reasonable and timely notice of the intent to dismiss
a faculty appointment because of financial exigency;



06.1211

06.1212

06.1213

06.1214

2. an opportunity for a formal hearing before a faculty
committee;

3. an opportunity for tenured faculty to be appointed to
an open position in another department at the
institution in which the faculty member is qualified
to teach; and

4. an opportunity of re-employment for faculty
members who are dismissed based on financial
exigency if the position is restored within a period of
three years from the dismissal date.

Dismissal of Tenured Faculty for Financial Exigency. A
tenured faculty member may be dismissed due to financial
exigency only upon recommendation by the President and
approval by the Board.

Procedures for Dismissal of a Tenured or Non-Tenured
Faculty for Discontinuance of Academic Programs. Each
institution shall adopt procedures for dismissal of tenured or
non-tenured faculty for discontinuance of academic
programs. Such procedures shall include, at minimum, the
following provisions:

1. reasonable and timely notice of the intent to dismiss
a faculty appointment because of discontinuance of
academic programs;

2. an opportunity for a formal hearing before a faculty
committee; and

3. an opportunity for tenured faculty to be appointed to
an open position in another department at the
institution in which the faculty member is qualified
to teach.

Dismissal of Tenured Faculty for Discontinuance of
Academic Programs. A tenured faculty member may be
dismissed due to discontinuance of academic programs only
upon recommendation by the President and approval by the
Board.

Reporting Requirement. Each Institution shall file a copy of
its dismissal and revocation of tenure policies and
procedures and any amendments thereto with the Texas




Higher Education Coordinating Board on or before
September 1 of each year.

Adopted: February 7, 2008
Effective: February 7, 2008
Revised: August 18, 2011; September 1, 2023; November 6, 2023
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06. 1300

Financial Exigency and D@tinuance of Academic Programs.

06.1301

06.1302

06.1303

06.1304

06.1305

06.1306

Definition. A financial exigency is an actual or imminent
financial crisis, as determined by the Board, that threatens
the survival of the Institution as a whole and that cannot be
alleviated by measures other than terminating tenured or
tenure-track faculty.

Declaration of Financial Exigency. The decision to declare
a financial exigency may be made only by an affirmative
vote of the Board. Prior to voting, the Board will consider
the recommendation of the Institution’s administration
submitted in a timely manner and through the Institution’s
established procedure. The declaration of a financial
exigency will be for a specified period of time not to
exceed two years, unless extended by the Board.

Plan for Retrenchment. Before an Institution takes action
pursuant to a declaration of financial exigency, it shall
submit a plan for retrenchment to the Board for
consideration. The Board may modify the plan prior to its
approval.

Termination of Tenured Faculty. An Institution’s
recommendation to terminate a tenured faculty member due
to financial exigency must be presented to the Board for
approval.

Rescission of Declaration. The Board may, by majority
vote, rescind its declaration of financial exigency at any
time. Such rescission, however, does not operate to
automatically withdraw or otherwise invalidate any notice

of dismissal issued to an individual during the period of

declared financial exigency.

Financial Exigency Policy. Each Institution shall adopt a
policy consistent with this Regents Rule that outlines
Institution policy and procedures applicable prior to and
during a financial exigency. The policy shall include the
procedure for the Institution’s administration and faculty to
make recommendations to the Board regarding a
declaration of financial exigency and provide for notice and




06.1307

06.1308

06.1309

06.1310

a hearing before a faculty committee for any faculty
member whose termination is recommended due to
financial exigency.

Discontinuance of Acauéc Programs. Subject to the
policies and rules of the Board and under the direction of
the Chancellor, the President of an institution has general
authority and responsibility for determining when to
discontinue or abandon an academic program and when to
eliminate occupied academic positions. A decision to
discontinue an academic program may occur with or
without a financial exigency and will be based primarily on
educational considerations.

Educational considerations Educational considerations
that could result in the discontinuance of an academic
program may include, but are not limited to:

1. a substantial decrease in program enrollment or the
number of degrees awarded,;

2. the need to shift substantial resources to other
programs; or

3. a substantial modification or redirection of school
or department’s mission.

Policy. Each Institution shall adopt a policy consistent with
this Regents Rule that outlines Institution policy and
procedures applicable to discontinuance of academic
programs and the elimination of occupied academic
positions. The policy shall include the procedures for the
Institution’s faculty to make recommendations to the
President regarding a disdomuance of academic programs
and for assisting studentsnmlled in discontinued
academic programs. It shall also provide for notice and a
hearing before a faculty committee for any faculty member
whose termination is recommended due to elimination of
occupied academic positions.

Termination of Tenured Faculty. An Institution’s
recommendation to terminate a tenured faculty member due
to discontinuance of acadenpcograms must be presented
to the Board for approval.




Adopted: August 18, 2011
Effective: August 18, 2011
Revised:
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Policy Statement. The primary purpose of the University is the education of its students. Faculty
members must be recruited, retained, promoted and tenured to address the academic goals and mission
of the institution. A variety of faculty positions are needed to address the instructional and
programmatic requirements o f a vibrant and growing institution. The faculty as a whole must meet the
University’s needs in the areas of teaching and student success, research, scholarly and creative activity,

and service and public engagement.

Application of Policy. This policy applies to all full-time faculty members. See Part-Time Faculty policy for rules

related to part-time faculty.

Types-Faculty Appointments.

The types of faculty appointments are as follows:

Tenured Appointment is an appointment of a University faculty member that may not be
terminated except for adequate cause, for reasons of financial exigency, or discontinuance of

an academic program.

Probationary Appointment is an appointment as assistant professor, associate professor, or
professor during the period of service that precedes determination of tenure status.

Term Appointments are all full-time appointments for a fixed term where the individual is part
of the instructional staff with the rights and responsibilities of faculty members during the
appointment. These appointments may include lecturers, senior lecturers, principal lecturers,
visiting faculty, scholar in residence, clinical assistant or associate professors and others as
may address the needs of the institution. Individuals appointed for fixed terms are not eligible
for tenure and do not accrue credit toward tenure.

3. Joint Appointment is a faculty appointment which may be shared between or among academic

units or between campuses within the UNT System.

Types of Faculty Positions.

The types of faculty positions are as follows:



Visiting Faculty are appointments for a fixed term to carry out instructional or research
responsibilities within an academic unit. Professional credentials are requiredfor
appointment as a visiting faculty member. Visiting faculty members may be associated with
another university or agency and may be engaged as a research associate or post-doctoral
faculty member. Individuals appointed in this position are not eligible for tenure.

Scholar in Residence is an appointment to a fixed-term on the basis of noteworthy experience
and credentials. Individuals appointed to this position are not eligible for tenure.

Researcher is an appointment for a fixed term to specifically work on one or more sponsored
projects. Aresearcher may be affiliated with one or more academic units under specific terms
and conditions set out in an agreement between the individual and the university. Individuals
appointed in this position are not eligible for tenure.

Lecturer is an appointment for a fixed term primarily to meet the instructional needs of the
University. Based on annual evaluations and the needs of the institution, the appointment
may be renewed upon recommendation by the appropriate Dean or department chair and with
concurrence by the Provost. Individuals appointed to this position are not eligible for tenure.

Senior Lecturer is an appointment for a fixed term primarily to meet the instructional needs of
the University. Individuals appointed to this position must have served as a Lecturer at the
University for at least five years and exhibited exemplary performance, be terminally qualified
in the discipline, and recommended by the appropriate Dean and approved by the Provost.
Based on annual evaluations and the needs of the institution, the appointment may be
renewed by the appropriate Dean or department chair and with concurrence by the Provost.
Individuals appointed in this position are not eligible for tenure.

Professor of Practice is an appointment for a fixed term reserved for individuals who have a
particular expertise in a given area based on experience and education rather than academic
credentials. This appointment may be renewed at the sole discretion of the University based
on an annual evaluation. Individuals appointed in this position are not eligible for tenure.

Assistant Professor is a tenure-track faculty member holding a terminal degree in a relevant
discipline appointed to carry out the duties of teaching and student success, research, scholarly
and creative activity, and service and public engagement.

Associate Professor is a tenured or tenure-track faculty member who, in addition to performing
t h e duties expected of an assistant professor, is expected to show substantial professional
achievements, evidenced by an appropriate combination of teaching and student success,
research, scholarly and creative activity, and service and public.




9. Professor istenured or tenure-track faculty member who, in addition to performing the duties
expected of an associate professor, is recognized for outstanding scholarly or professional
accomplishments.

10. Clinical Assistant Professor is a non-tenure track faculty position that engages in teaching,
providing a practice or service activity insuch a way that it serves as a framework for teaching,
and/or supervising students in academic, clinical or field settings. Clinical Assistant Professor
appointees will contribute creatively to administrative, academic or research activities in the
respective school, participate in institutional governance, and contribute to University and
public service.

11. Clinical Associate Professor is a non-tenure track faculty position that engages in teaching,
providing a practice or service activity in such a way that it serves as a framework for teaching,
and/or supervising students in academic, clinical or field settings. Clinical Associate Professor
appointees will have 5-years of experience and contribute creatively to administrative,
academicor researchactivities in the respective school, participatein institutional governance,
and contribute to University and public service.

Procedures and Responsibilities

Normally, faculty appointments are made by the Provost with affirmative recommendations at the
department and school level. Under extraordinary circumstances, appointments may be made by the
Provost with concurrence of the President in light of institutional needs and priorities. Faculty
appointments shall be offered only in accordance with the policies and regulations of the University and
with appropriate administrative approval.

1. Recruiting

Faculty members are recruited to support the mission of the University by following approved recruiting
practices. The Provost, Dean, and Department Chair or Program Coordinator are responsible for
developing qualifications for vacant positions and conducting the search for the best qualified
candidate to advance the institutional mission and goals. Assistance will be provided by the
Department of Human Resources in all faculty searches.

2. Hiring Requirements

Faculty members are subject to a criminal history background check. Successful passing of the
background check is a requirement for employment at the University. In addition, faculty members
must be able to document that they are eligible to work in the United States.

3. Joint Appointments




If a faculty appointment is divided among several departments or divisions at the University or within the
UNT System, each unit must normally make an affirmative recommendation regarding the appointment;
however, one department must be designhated as the primary or home department. The percentage of a
joint appointment may be changed only by mutual agreement among the Department Chairs, Deans and
Provosts as applicable. The appointment must be at the same rank in each division. Individuals holding
joint appointments normally will have a portion of their salary paid on a pro-rata basis by each of the units.
Individuals holding joint appointments will be fully participating faculty members in each of the academic
units, with teaching, scholarship and service expectations negotiated among the faculty member and the
respective units. The details of the joint appointment, such as voting rights in the academic units,
evaluation procedures, assignments of duties, promotion and tenure, etc., should be spelled out in a
written document before the effective date of the appointment.

4. Term Appointments

Term appointments shall terminate at the expiration of the stated period of appointment without
notification. All continuing term faculty members will be evaluated annually and may be renewed based
upon the needs of the institution and annual evaluations with the recommendation of the Department
Chair or Dean and with the concurrence of the Provost. Term faculty members may receive merit
increases in pay in accordance with University policy.

References and Cross- References.

Tex. Ebuc. CODE §51.943
UNT System Board of Regents Rule 06.300.

Approved: 8/30/2010
Effective: 8/30/2010
Revised: 3/18/2013, 1/29/2014, 6/1/17, 12/16/2022
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6.006 Probationary Periods

Policy Statement. The University of North Texas at Dallas strives to recruit and retain the best
faculty members who will contribute to academic excellence and student success. In recruiting
faculty members, the institution has the responsibility to determine the contributions each
faculty member will make towards achieving goals of excellence and high academic quality.
The probationary period allows an assessment of a faculty member’s potential contributions to
institutional goals prior to the award of tenure.

The institution recognizes the inherent challenges in balancing work and life away from work.
Excluding time from the probationary period allows balance between work and life away from
work for tenure-track faculty members who experience significant personal obligations (e.g.,
medical, family or other circumstances that interfere with academic work) during the
probationary period. An extension of the probationary period is never automatic and will be
granted only when it is in the best interests of the university and its faculty following the
criteria below.

Application of Policy. This policy applies to all tenure-track faculty members.
Definitions.

Probationary Period. “Probationary Period” is the maximum amount of time a faculty member

may be appointed in a tenure-track position prior to a determination being reached on granting
or denial of tenure.

Procedures and Responsibilities.

The probationary period shall be specified for each individual at the time of his or her initial
appointment. Except as provided by probationary time period exclusions identified below, the
maximum probationary period is the equivalent of six years of full-time faculty service in the
university. Faculty members would typically be evaluated over their first five years of the
probationary period and apply for tenure in the six year. This probationary period is counted in
one year increments beginning each fall semester. The probationary period for faculty
members whose appointment starts in January of an academic year shall begin in the
following September. Each year of service for which the faculty member is employed full time
shall be counted as a full year of probationary service once the probationary period begins.
Time spent on an approved leave of absence without pay is not counted toward time spent in
probationary service.

Page 10of 3



These provisions do not preclude an early application for the granting of tenure or promotion;
however, such an application should only be considered in rare and extraordinary circumstances
and tenure and/or promotion should only be granted where the case exhibits extraordinary
merit across all areas of responsibility with particular emphasis on work accomplished while at
the University of North Texas at Dallas. Denial of early tenure will not preclude an
opportunity to later re-apply for tenure within the probationary period.

Notice of Termination.

In cases of terminations during the probationary period, notification will be given no later than
March 1% during the first year of probationary service, December 15t during the second year of
probationary service and by May 31 for years three through six of probationary service. In the
latter case, the faculty member will be given a full terminal year of employment after
notification to find other employment. Therefore, the next academic year will be the last year
of appointment.

Exclusions from the Probationary Period.

A tenure-track faculty member, under certain circumstances, may request that up to one year
be excluded from the probationary period. Such circumstances may include, among others, the
birth or adoption of a child, responsibility for managing the illness or disability of a family
member, serious persistent personal health issues, and/or death of a parent, spouse, or child.
For purposes of this policy, a family member is the employee’s spouse, child, parent, brother,
sister, grandparent, or grandchild.

The faculty member should submit his or her request for time exclusions in writing to the
appropriate department chair and dean. It is the responsibility of the faculty member to
provide appropriate documentation to adequately demonstrate why the request should be
granted. Faculty members should make a request as soon as they believe circumstances
warrant approval of the request. When feasible, the faculty member should submit his\her
request in advance of the academic year or semester in which the exclusion is necessary. In any
case, a request for exclusion may not be submitted after the end of the spring semester of the
faculty member’s sixth year of full-time probationary service. A maximum of two, one-year
periods may be excluded from the probationary period.

Review Process.
Upon receipt of a faculty member’s request to exclude time from the probationary period, the
department chair and dean will review the request and make a written recommendation to

the Provost including reasons in support or against the request. In addition to the faculty
member’s written request and the recommendation of

Page 2 0of 3



department chair and dean, the Provost may review the faculty member’s annual evaluations
and progress toward eligibility of award of tenure prior to the event leading to the request for
time exclusion. The approval of a request for exclusion of time from the probationary period
will be put in writing and include the reasons for the exclusion, the period of the exclusion, its
effect upon the date of tenure review, and the plan for the faculty member to meet his or
her instructional or other academic responsibilities during the excluded period. The faculty
member must sign the approval document prior to implementation of the exclusion. A denial
will also be documented in writing and include the reason(s) or basis for the denial. The
Provost’s decision to approve or deny the request is final.

References and Cross-references.
Regents Rules 06.200, 06.1000;

UNT Dallas Policies 6.002, 6.009

Approved: 8/26/2010
Effective: 8/26/2010
Revised: 2/2/2013
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6.007 Academic Workload Faculty Affairs

Policy Statement. The purpose of this policy is to establish procedures for assigning the academicworkload

of faculty. The workload of faculty members encompasses a variety of teaching and student success,

research, scholarly, and creative activities, and service and public engagement
activities. When determining the academic workload of faculty members, the University will give
appropriate weight to these duties and responsibilities in light of institutional needs.

Application of Policy. This policy applies to all full-time faculty members.

PROCEDURES AND RESPONSIBILITIES.

Faculty Academic Workloads.

The responsibility for assigning faculty workloads shall rest with the department chairs and division deans with
faculty consultation. The Provost will approve faculty workloads in advance of assignments. Workloads for
faculty shall be determined to maximize the institution’s overall quality, efficiency, and effectiveness. The
collective faculty work assignments should yield a balanced portfolio of activities for each academic degree
program consistent with the mission of the university. The standard teaching load for non-tenure-track faculty is
12 credit hours per semester. The standard teaching load for tenured and tenure track faculty is 12 credit hours
per semester with a possibility of 9 credit hours per semester for tenured and tenure track faculty with
demonstrated research productivity. Faculty workloads may be adjusted to reflect other assignments
recommended by the deans and approved by the Provost to achieve the needs and goals of the University.
Evidence of maintaining currency in one’s teaching field is required to maintain the standard teaching load for
tenured and tenure-track faculty.

Chair Academic Workloads

Departmental chairs are appointed by the appropriate dean for a three year period of time. The
appointment is renewable, not to exceed six years. Workloads for chairs will be determined to maximize
the institution’s overall quality, efficiency and effectiveness. The standard teaching load for
departmental chairs is 6 credit hours per semester. Chair workloads may be adjusted to reflect other
assignments recommended by the deans and approved by the Provost to achieve the needs and goals of
the University. Evidence of maintaining currency in one’s teaching field is required to maintain the
standard teaching load for chairs.

The Provost shall be responsible forreviewingthe division and departmental teaching loads and related academic
assignments and for monitoring compliance. Each semester, the Provost will prepare a report to the President of
the University that addresses compliance with the institutional rules and regulations. This report will include
copies of any forms the institution may develop for reporting individual faculty academic workloads. These
reports will provide the means fordemonstrating the University’s accountability in faculty workload assignments.
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Within 30 days of the end of each academic year, the President of the University will file such reports as are
required by Regents Rule 06.602 and § 51.402(c) of the Texas Education Code with the Board of Regents and the
Texas Higher Education Coordinating Board.

Faculty Complaints.

Faculty members may file a written complaint regarding a workload assignment in accordance with the
applicable appeals procedure in the Faculty Grievance Policy (6.017).

References and Cross-references.

Tex. Ebuc. CoDE §51.402

Regents Rule 06.600.

Approved: 8/26/2010
Effective: 8/26/2010
Revised:4/17/2013
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