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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
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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
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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.
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process. Additionally, before a faculty member may be subject to termination
based on a deficient evaluation, a written notice of deficiencies will be provided
and an opportunity for appeal.

d. A faculty member may be subject to revocation of tenure or other appropriate
disciplinary action if incompetency, neglect of duty, or other good cause is
determined to be present.

2. Annual Evaluations

a. The Office of Faculty Affairs will annually set the cycle and process for performance
evaluations. Each department or college will have established criteria for evaluating
tenured faculty performance in an annual review. These criteria are published and
made available on the Faculty Affairs website.

b. Rating categories for annual evaluations will be utilized to provide feedback to
faculty. The rating categories for faculty performance will be outstanding, quality,
or deficient in accordance with college standards.

c. Faculty performance that is outstanding in two of the general areas of teaching,
research, and service (including patient care), and quality rating in a third area will
be noted as proficient in the evaluation. The evaluation will state the basis for the
rating in accordance with the criteria. Faculty evaluations that are deemed deficient
in one or more areas will be reported to the dean.

d. Annual evaluations rated as deficient in one or more areas will require either a
“Periodic Peer Review” or “Professional Improvement Review” at the
discretion of the dean.

Responsible Party: Dean, Department Chair, and tenured faculty member.

3. Periodic Peer Review (aka Post Tenure Review)

UNT System Regent Rule 06.1100 requires that tenured faculty receive a comprehensive
performance evaluation (aka post tenure review) conducted no more often than once a year,
but 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.

a. The purpose of the Periodic Peer Review is to:

i. Assess whether the individual is making a contribution consistent with that
expected of a tenured faculty member;

ii. Provide guidance for continuing and meaningful faculty development;



iii. Assist faculty to enhance professional skills and goals; and
iv. Refocus academic and professional efforts, when appropriate.

At the discretion of the Dean, a periodic peer review may be required following a deficient
annual evaluation. The faculty member in conjunction with the department chair, will be
requested to submit materials to the chairperson of the appropriate Promotion and Tenure
Committee.

The periodic peer review shall include, at minimum the following provisions:

i.  Six months prior to September 1, Faculty Affairs determines who will need Periodic Peer
Review starting September 1 and will alert the appropriate dean. The Dean will then notify
the appropriate faculty member with a Periodic Peer Review Memo copying the P&T
Committee Chair, the department chair and Faculty Affairs. A periodic review for tenured
faculty receiving a deficient annual performance rating may occur off cycle from the
routinely scheduled reviews.

ii. Review packets will be prepared by the faculty member to be reviewed and delivered to the
appropriate department chair. Refer to the Office of Faculty Affairs’ Periodic Peer Review
Packet Checklist for guidance in organizing the review packet.
https://www.unthsc.edu/academic-affairs/faculty-affairs/post-tenure-review/

iii. The department chair will review the packet and either forward to the department P&T
Committee or, if there is not a department P&T Committee, to Faculty Affairs for review.
The department P&T committee reviews the material and presents the recommendation,
both orally and in writing, to the department chair.

iv. The faculty member will receive written notice within 15 business days of the
recommendation by the Chair of the P&T Committee. The Office of Faculty Affairs will be
copied on the correspondence sent to the faculty member.

v. The Chair of the appropriate school/college P&T committee will present the committee’s
recommendation, orally and in writing, to the Dean.

vi. The appropriate dean will forward their written evaluation to the faculty member, the
department chair, school/college P&T committee and the Office of Faculty Affairs within 15
business days of receiving the P&T committee recommendation.

vii. If a deficiency is identified through the Periodic Peer review process, the faculty member
will be offered a Professional Improvement Plan

viii. Failure to successfully complete a performance improvement plan constitutes adequate
cause for dismissal in accordance with Regents Rule 06.1206.

The college promotion and tenure committee will meet to review all documentation and make a
recommendation to the Dean including a rating on faculty member’s performance. The
promotion and tenure committee will provide a rating of performance in teaching, research,
administration and service and state the basis of that finding in accordance with the criteria
described in the college guidelines. A rating of “deficient” in one or more categories of
performance will require the development of a Performance Improvement Plan.

For tenured faculty with budgeted appointments in more than one department, Periodic Peer
Review will be conducted as per the post-tenure review guidelines of the department where the
faculty holds the majority of the appointment unless the faculty members request to be
reviewed by both departments. If reviewed only by the primary department, the department
chair will share the report with the department chair of the secondary department.

Responsible Party: Dean, Department Chair, and tenured faculty member




4. Professional Improvement Review

a. At the discretion of the Dean, a professional improvement review may be required following a
deficient annual evaluation.

b. The Dean will inform the department chair of the decision within five (5) working days. The
department chair will immediately inform the faculty member that they are subject to a
Professional Improvement Review, and of the nature and procedures of the review.

C. A faculty member can be exempted from review upon recommendation of the department chair
and approval of the dean when substantive mitigating, circumstances (e.g. serious illness) exist.

d. The purposes of Professional Improvement Review are to identify and officially acknowledge
substantial or chronic deficits in performance; develop a specific professional improvement plan
(PIP) by which to remedy deficiencies; and monitor progress toward achievement of the PIP.

e. The review will be conducted by an ad hoc review committee (hereafter referred to as the
review committee), unless the faculty member requests that it be conducted by the department
chair. The three-member ad hoc faculty review committee will be appointed by the dean, in
consultation with the department chair and faculty member to be reviewed. When appropriate,
the committee membership may include faculty from other departments, colleges, or
universities.

f. If the faculty member wishes to contest the composition of the Professional Improvement Review
committee due to specific conflict of interest with one or more of the proposed committee
members, an appeal may be made to the Provost. After consultation with the faculty member,
department chair, and the dean, the decision of the Provost on the committee composition is
final.

g. The faculty member to be reviewed will be given the opportunity to submit additional materials
they deem relevant and necessary for the review within fifteen (15) working days of notification.
All materials submitted by the faculty member are to be included in the dossier. Although review
dossiers will differ, the dossier will include at minimum the most recent annual evaluation,
current curriculum vitae, and a statement of teaching and research.

h. The department chair may add to the dossier any further materials they deem necessary or
relevant to the review of the faculty member’s academic performance. The faculty member has
the right to review and respond in writing to any materials added by the department chair and
the written response will be included in the dossier. In addition, the faculty member has the
right to add any materials at any time during the review process.

i. The Professional Improvement Review will be made in a timely fashion (normally within 30
working days after submission of the dossier). The Professional Improvement Review will result in
one of two possible outcomes:

i. No deficiencies are identified. The faculty member, department chair, and dean are so
informed in writing, and the outcome of the prior annual review is superseded by the ad hoc
committee report.

ii. When deficiencies are confirmed, the review committee will elaborate in writing and provide
a copy to the faculty member, department chair, and dean. In the case that deficiencies are
confirmed and accepted by the dean, the faculty member, review committee, and
department chair shall then work together to create a PIP for submission to the dean for
approval.



5.

6.

The Professional Improvement Plan (PIP)

The Professional Improvement Plan shall set forth how specific deficiencies in a faculty
member’s performance (as measured against stated collegiate criteria) will be remedied. A
refusal by a faculty member to participate in good faith with the completion of the PIP will
constitute good cause for dismissal and dismissal proceedings may be initiated under applicable
policies governing revocation of tenure.

Although each PIP is tailored to individual circumstances, the plan will:
i. ldentify specific deficiencies to be addressed;
ii. Define specific goals or outcomes necessary to remedy the deficiencies;
iii. Outline the activities to be undertaken to achieve the necessary outcomes;

iv. Set time lines for accomplishing the activities and achieving intermediate and ultimate
outcomes;

V. Identify institutional resources to be committed in support of the plan.

The faculty member and department chair will meet to set a schedule to review progress and
include those dates in the PIP. The associated timeline for successful completion of a PIP will be
customized to the situation, and normally range between 6 months to 12 months in length.

The department chair will forward a progress report to the dean at intervals defined within the
PIP.

Completion of the PIP

The department chair shall make a final report to the faculty member and dean regarding
whether the objectives of the PIP have been met, or the agreed timeline exceeded, or in any
case, no later than twelve (12) months after the start of the PIP. The successful completion of
the PIP is the positive outcome to which all faculty and administrators involved in the process
must be committed.

The dean will determine whether the faculty member has failed to satisfactorily meet the
goals of the PIP and that good cause for dismissal under applicable tenure policies exist. The
dean will recommend to the Provost that revocation of tenure and termination be initiated.
The Provost will review and provide a recommendation to the President. The President will
make a final decision and provide notice to the faculty member along with a recommendation
to the Board of Regents.

Responsible Party: Provost, Dean, Department Chair, and tenured faculty member

Appeal

If a faculty member chooses to challenge the Dean’s determination regarding successful
completion of the PIP, an appeal may be submitted to the Faculty Grievance and Appeal
Committee. A faculty member subject to termination based on an overall funding of deficient
performance on a PIP will be given the opportunity for referral of the matter to a nonbinding
alternative dispute resolution as described in Chapter 154 of the Texas Civil Practice &
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Remedies Code. If both parties agree, another type of alternative dispute resolution method
may be elected.

Responsible Party: Provost, Dean, Department Chair, and tenured faculty
members

Reference.

Applicable Laws, Rules and Regulations:

Texas Education Code 51.948, Restrictions on Contracts with Administrators Texas
Education Code, 51.942, Performance Evaluation of Tenured Faculty

Related Policies and Procedures:
UNT Regents Rule 06.1101, Evaluation of Tenured Faculty

Reviewed by Office of the General Counsel: April 17, 2019
Approved: May 23, 2019

Effective: June 1, 2019

Revised: August 28, 2023

Next review due on or before: December, 2025

Policy Owner: Provost and Executive Vice President

Subject Matter Specialist: Provost and Executive Vice President






i. Moral turpitude adversely affecting the performance of duties or the meeting of
responsibilities to the academic institution, or to student or associates

2. Progressive Discipline. “Progressive Discipline” means the process of imposing corrective
actions in a gradual manner based on the nature, seriousness and impact of the behavior to the
University.

3. Sanctions. “Sanctions” mean corrective and/or rehabilitative actions imposed on a faculty
member for disciplinary purposes. Sanctions may range from mild to severe and from informal
to formal. However, the imposition of any sanction must be regarded as a serious disciplinary
step and even a first offense may warrant the most extreme penalty, including loss of tenure
and termination.

Policy and Responsibilities.

1. General Guidelines.

a. The University encourages a supportive problem-solving approach to workplace
problems, and the University recognizes that conduct by faculty members may
require disciplinary action, short of dismissal.

b. Administrative procedures shall be used in a manner that is consistent with the
protection of academic freedom. The faculty member has the right to present
evidence on his or her behalf and may seek advice and assistance.

2. Discipline

a. Upon notice of misconduct by a faculty member, a department chair may seek advice
from the Provost’s office, Human Resources, the Office of General Counsel, or other
appropriate university officials. The department chair is responsible for investigating
the allegation or requesting an investigation by another department, if applicable.

b. The department chair will be responsible for reviewing allegations of misconduct or
inappropriate behavior that may warrant corrective action and determine whether an
investigation should be conducted. If the department chair has a conflict of interest,
the chair will forward the case to the Dean.

c. Within ten (10) working days of receipt of the allegation of misconduct, the
appropriate official will determine whether the allegation has merit.

d. The following administrative procedures apply:

i. The department chair notifies the faculty member in writing of the
allegation and states the nature and details of the alleged misconduct
and a proposed corrective action along with details of the faculty
members procedural rights under this policy. The chair will, if possible,
deliver the written notification of alleged misconduct to the faculty

2



member by scheduling a personal conference.

ii.  The department chair notifies the dean of the allegation and states the
nature and details of the alleged misconduct and a proposed corrective
action.

iii. The faculty member has the right to respond both orally and in writing
to the allegations and any evidence provided. A response must be
submitted to the department chair within five (5) working days of
notification.

iv. The department chair will review the faculty member’s response, if
any, and determine if additional investigation is necessary. The faculty
member will be provided any additional information gathered and given
an opportunity to respond. The faculty member’s response, if any, must
be presented to the department chair within five (5) working days of
being notified of the new or additional information.

V. After review of the entire matter, the department chair may reconsider
the proposed corrective action and provide a written recommendation
to the Dean, with a copy to the faculty member. This should normally
occur within ten (10) working days after receiving the faculty member’s
response, if any.

vi. Upon receipt of the department chair’s recommendation, the Dean may
consult with the Provost Office, Human Resources, Office of General
Counsel, or other appropriate departments. After review of the record,
the Dean will make a recommendation of the proposed corrective
action to the Provost.

vii. After review of the entire matter, the Provost will notify the faculty
member, the Dean, and the department chair of the corrective action,
if any, to be imposed and the timing of such corrective action. If the
recommended corrective action is dismissal not based on serious
misconduct, the notice will state that the Board will make the final
determination on revocation of tenure.

viii. The faculty member has ten (10) working days to notify the Provost in
writing of any intent to appeal the proposed corrective action to the

Faculty Grievance and Appeal Committee.

ix. If a faculty member chooses to appeal the decision, no corrective action
shall become effective until the appeal process is complete.

Responsible Party: Provost, Dean, Department chair, and faculty member




3. Sanctions/Corrective Actions.

a. In cases of misconduct, a range of corrective actions may be imposed on a
faculty member. Depending on the severity of the alleged misconduct, the
President or the President’s designee may immediately place a faculty member
on leave pending an investigation when an employee’s or university community’s
safety or security is a concern; or when necessary to remove the person from the
workplace so a thorough investigation can be conducted. Leave pending an
investigation may also be imposed when a faculty member cannot perform
services due to debarment by a government authority or suspension, limitation,
revocation, or cancellation of a professional license. The leave pending
investigation shall commence immediately upon providing the faculty member
with a written notice of the reasons.

b. Corrective actions may include, but are not limited to, the list below. These
actions do not appear in order of importance and may be imposed in
combination. The type of offense or misconduct will determine specific
corrective actions:

1. Oral or written reprimand;
2. Loss of merit or other raises for a period not to exceed one year;

3. Reduction in salary for a period of one year. The reduction may take place
immediately;

4. Reduction in rank with loss of salary. This sanction does not
abrogate tenure;

5. Suspension with or without pay;

6. Revocation of tenure and termination. Termination and revocation of
tenure can only be approved by the UNT System Board of Regents.

4. Appeal

a. A faculty member may appeal the corrective action to the Faculty Grievance and
Appeal Committee according to the procedures set forth in this policy and the
Faculty Grievance and Appeal Policy.

Reference.

Applicable Laws, Rules and Regulations:

Regents Rule 06.200
Regents Rule 06.1200

Related Policies and Procedures:
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3.

in accordance with college standards.

c. Faculty performance that is outstanding in two of the general areas of teaching, research, and
service (including patient care), and quality rating in a third area will be noted as proficient in the
evaluation. The evaluation will state the basis for the rating in accordance with the criteria. Faculty
evaluations that are deemed deficient in one or more areas will be reported to the dean.

d. Annual evaluations rated as deficient in one or more areas will require either a
“Periodic Peer Review” or “Professional Improvement Review” at the discretion of the
dean.

e. For faculty with an initial appointment at the college/school level, the appropriate
Dean, with the approval of the Provost, may develop ad hoc procedures for annual
evaluations, and promotion and tenure reviews.

Responsible Party: Dean, Department Chair, and faculty member.

Evaluation for Promotion.

a. General Areas - Faculty may be promoted based on performance in the following areas:
i. teaching;
ii. research and/or other scholarly activities; and

iii. service (clinical service, academic service/administration, and/or public or
professional service).

b. Evaluation Standards - College/Schools will develop specific evaluation standards,
approved by the Provost, that are applicable to a faculty member based on academic
rank. Faculty who are rated as outstanding performance in two categories and quality
performance in a third category merit a promotion.

Responsible Party: School/College Promotion and Tenure Committee, Faculty,
Dean, Provost

Probationary Period.

Faculty with a tenure track appointment will be given written notice of the probationary
period upon hire. The minimum probationary period for tenure track faculty shall be no less
than one year. The maximum probationary period for tenure track faculty in any academic
rank or combination of academic ranks shall be as follows:

a. Initial Appointment - Assistant Professor. The probationary period for an Assistant
Professor shall not exceed nine (9) years, with the decision on tenure being made
during the last probationary year.

b. Initial Appointment - Associate Professor or Professor. The probationary period for an
Associate Professor or Professor shall be a minimum of one (1) year before applying for
tenure, but not to exceed six (6) years.

c. Faculty members who are not awarded tenure at the end of the maximum probationary
period will not be entitled to tenure by virtue of being employed at UNTHSC past their
probationary period.

d. Leave of Absence. A faculty member granted a leave of absence in accordance with
UNTHSC policy which will have his/her probationary period extended accordingly.
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4. Evaluation for Tenure.

a.

Award of Tenure. Faculty will be considered for award of tenure based on
established criteria.

Eligible Rank. Faculty with the rank of associate professor or professor are eligible for
tenure. Non-tenure track faculty are not eligible for tenure. All transfers between
tracks must be approved by the department chair, the appropriate Dean, and the
Provost. Transfer between non-tenure track and the tenure track may occur only once in
each direction.

5. Tenure Application Process.

An individual faculty member, in consultation with their department chair, may
initiate the tenure application process. This may occur any time during the probationary
period.

The tenure packet for the faculty member should include all the documents listed in
the Promotion and/or Tenure Packet Checklist found on the Office of Faculty Affairs
website at https://www.unthsc.edu/office-of-faculty-affairs/annual-faculty-
promotion-and-tenure/.

The tenure application review process will follow the schedule and procedures
established by the Office of Faculty Affairs, as approved by the Provost.

The department chair, school/college promotion and tenure committee, and dean will
provide recommendations to the Provost.

The Provost shall review the tenure packet and make their recommendation to the
President. The President through the Chancellor will make a recommendation to the
Board of Regents.

The faculty member shall receive written notice within fifteen (15) working days of the
decision at each step of the review process.

If the faculty member disagrees with the decision, they have the opportunity to appeal
the decision in accordance to the Faculty Grievance Policy.

The tenure application process is confidential to the extent permitted by law.

Responsible Party: Faculty member, Promotion and Tenure Committee,
Department Chair, Dean, Provost, President, Chancellor.

6. Promotion Application Process.

a.

An individual faculty member, in consultation with their department chair, may initiate
the promotion application process. This may occur any time during the probationary
period.

The promotion application process will follow the schedule and procedures established
by the Office of Faculty Affairs, as approved by the Provost.

The department chair, school/college promotion and tenure committee, and dean will
provide recommendations to the Provost.

d. The Provost shall review the promotion packet and make their recommendation to the
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President.

e. The faculty member shall receive written notice within fifteen (15) working days of the
decision at each step of the review process.

f. If the faculty member disagrees with the decision, they have the opportunity to appeal
the decision in accordance to the Faculty Grievance Policy.

g. The promotion application process is confidential to the extent permitted by law.

7. Tenure Application Process- New Hire with tenure

a. Persons whose initial appointment to UNTHSC at the rank of associate professor or
professor may be eligible for tenure as approved by the UNT System Board of Regents.

b. The tenure packet for the candidate should include the following documents for review
and consideration:

i. Full academic CV of the candidate;
Three external letters of reference collected during the search process;

Letter of support from the department chair of the department requesting the hire.
This letter should provide a recommendation on whether the candidate’s teaching,
research, and service credentials satisfy the standards established by the appropriate
school/college for tenure.

e. Letter of support from the appropriate search committee chair recommending
tenure. This letter should provide a recommendation on whether the candidate
satisfies the standards established by the appropriate school/college for tenure.

f. Letter of support from the appropriate promotion and tenure committee chair
recommending tenure. This letter should provide a recommendation on whether the
candidate satisfies the standards established by the appropriate school/college for
tenure.

The Dean will review the tenure packet and provide recommendations to the Provost.

The Provost will review the tenure packet and make a recommendation to the
President. The President through the Chancellor will make a recommendation to the UNT
System Board of Regents

Responsible Party: Faculty member, Promotion and Tenure Committee,
Department Chair, Dean, Provost, President.

Reference.

Applicable Laws, Rules and Regulations:
Board of Regents Rules 6.1000 Tenure

Related Policies and Procedures:
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University of North Texas Health Science Center
Texas College of Osteopathic Medicine

Faculty Promotion, Tenure, and Periodic Peer Review

The procedures of the Texas College of Osteopathic Medicine (TCOM) presented herein should
be considered in addition to general policies (Policies 6.107 and 6.103) and related procedures
outlined by the University of North Texas Health Science Center (UNTHSC). Policies and
procedures may be found at https://www.unthsc.edu/administrative/institutional-compliance-office/unt-
health-science-center-policies/. The rubrics for evaluation of faculty teaching, research, and
service may be found at https://unthsc.policytech.com/dotNet/documents/?docid=511&public=true.
The responsibility of UNTHSC is to develop a faculty of the highest quality by recognizing and
encouraging academic achievement.

Physician clinicians must have completed an American Osteopathic Association (AOA) or
Accreditation Council for Graduate Medical Education (ACGME) accredited postdoctoral training
program to be eligible for appointment at the level of assistant professor. Additionally, to qualify
for faculty appointment, physician clinicians must have attained certification by the AOA or
American Board of Medical Specialties (ABMS) within six (6) years of being considered eligible
for such certification. Physician board certification is required for appointment at the level of
associate professor or higher. Non-physician clinicians must be certified or demonstrably
working toward certification to be eligible for appointment at the level of assistant professor.
Non-physician clinicians must be certified to be eligible for appointment at the level of associate
professor or higher.

The Dean, at the recommendation of the department chair, will determine the academic rank to
offer a faculty member upon hire. Upon hire, a faculty member may be granted tenure when
recommended by the President and will be effective the date of UNT System Board of Regents
approval. This will typically occur within the first year of employment based on timing of Board
of Regents meetings.

General Criteria

Categories of evaluation for promotion and tenure (P&T) and periodic peer review (previously
known as post-tenure review) of TCOM faculty include three areas: teaching, scholarly activities
(including research), and service. A faculty member considered for P&T and periodic peer
review must show continuing professional growth in the relevant areas under evaluation. The
latter may include only two or three areas, depending on the candidate’s historical percentage of
effort in each area. For promotion and periodic peer review, activities within the three categories
of teaching, scholarly activities, and service must have been carried out during the candidate’s
term at the present rank or since the last periodic peer review, respectively. For tenure, all
activities throughout the candidate’s career will be considered. The representative criteria
listed in Articles IX, X, and Xl are illustrative of commonly used and accepted measures
of quality and outstanding performance; however, other activities and accomplishments
of the candidate not listed therein will also be considered by the TCOM Promotion &
Tenure Committee. Thus, promotion and tenure decisions will not be based on a simple
count of the number of achievements in Articles I1X, X, and Xl. Rather, they will be
determined by both the quantity and quality of activities and accomplishments
demonstrated by the candidate. In assessing quality and outstanding performance, increasing
levels of activity and accomplishment will be expected with increasing rank and for tenure-track
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faculty relative to non-tenure track faculty. Measures most applicable to clinicians are
designated by an asterisk (*).

. PROMOTION

A. INITIATION OF PROMOTION

The faculty member who wishes to apply for academic advancement initiates the promotion
application process with a written request to the department chair and by submitting their
application portfolio in conformance with deadlines established annually by UNTHSC.

B. EVALUATION PROCESS

The candidate must provide a minimum of three external letters of recommendation from
outside UNTHSC. These may include letters from adjunct faculty members who are not
employed as full-time facuity at UNTHSC. Additionally, at least two internal letters of
recommendation are required (within UNTHSC, but outside of the candidate’s home department
or institute/center). The candidate may provide additional letters of recommendation from any
other persons they wish to include in the evaluation process. Letters of recommendation should
provide an objective review of the academic and professional accomplishments of the
candidate. Internal and external letters of recommendation are expected to be from persons
with the ability to provide an unbiased assessment of the candidate’s teaching, scholarship, and
service.

The department chair will solicit at least two additional external review letters from outside
UNTHSC and at least one additional internal review letter from within UNTHSC, but outside of
the candidate’s department and/or institute/center, to address the suitability of the candidate for
promotion prior to making a recommendation to the TCOM P&T Committee, and the selection of
these reviewers should be made without undue bias. Such letters will not be seen by the
candidate. Each of these external and internal review letters should assess if the candidate
satisfactorily meets the relevant TCOM criteria described herein, including those in Articles IX,
X, and XI| below.

The department chair is charged with notifying the faculty member in writing of their
recommendation within 15 days of the decision. The TCOM P&T Committee then considers all
documentation and the recommendation of the department chair in reaching its
recommendation regarding promotion. The department chair also addresses the TCOM P&T
Committee and may provide additional relevant information as requested during its review. The
TCOM P&T Committee then forwards its recommendation and all documentation to the TCOM
Dean. The TCOM Dean will acquire any necessary additional confidential review letters, review
all available documentation, and then forward their recommendation and all documentation to
the UNTHSC Provost.

The chair of the TCOM P&T Committee and the Dean notify the candidate(s) in writing of their
recommendation(s). The Provost reviews the documentation and makes their recommendation
to the UNTHSC President. If promotion is not recommended, the department chair, the TCOM
P&T Committee, the TCOM Dean, the Provost, and the President shall not specify reasons to
the faculty member for their decision other than the category(ies) of deficiency (teaching,
scholarly activities, service). If the decision of the TCOM Dean, Provost, and/or President is
negative, the decision will be stated by letter to the faculty member. If the faculty member
disagrees with a promotion decision, they have the opportunity to appeal the decision through
the Faculty Grievance and Appeal Committee. The entire promotion process must be completed
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within the time frame specified to allow the Faculty Grievance and Appeal Committee sufficient
time to act on appeals before the President’'s promotion recommendations are brought before
the Board of Regents.

C. CRITERIA FOR PROMOTION

Promotion criteria are intended as guidelines to be used in conjunction with UNTHSC policy. A
candidate should be considered for promotion after the individual has made contributions to
both the institution and their profession. Performance within each of the three categories of
teaching, scholarly activities, and service shall be ranked as “Deficient,” “Quality,” or
“Outstanding.” Performance that does not meet the criteria for either “Quality” or “Outstanding”
listed in Articles 1X, X, and XI| herein shall be considered “Deficient.” Promotion to assistant
professor, associate professor, or professor requires outstanding performance in at least two of
these categories and quality performance in the third category. Lists of common examples of
quality and outstanding performance measures are provided in Articles IX, X, and XI below,
according to relevant rank and tenure-track status.

Review of a candidate’s application shall also take into account the historical percentage of
effort in each of the three categories of teaching, scholarly activities, and service during the
applicable review period (i.e., since the previous promotion within TCOM or since the initial
faculty appointment within TCOM in cases when the candidate has not been promoted). A
ranking of “Outstanding” in the category wherein a candidate has devoted the greatest
historical percentage of effort shall be required for a recommendation of promotion to be
made. If a candidate’s historical percentage of effort is zero within one of the three
categories, a ranking of “Deficient” shall not be assigned within that category. In such cases,
performance in the relevant category shall either be omitted, or ranked as “Quality” or
“Outstanding” if the candidate submits evidentiary outcomes that support such rankings.
However, for a recommendation of promotion to be made if a candidate’s historical
percentage of effort is zero in a given category, a ranking of “Outstanding” shall be required in
both other categories.

Il. TENURE

A. TENURE TRACK

The maximum period of probationary status for faculty members on the tenure track shall not be
more than nine (9) years of full-time academic service for those at the level of assistant
professor and not more than six (6) years of full-time academic service for those at the levels of
associate professor or professor. Faculty members who are not recommended for tenure by the
President shall not be entitled to tenure solely by virtue of being employed at UNTHSC past
their probationary period. On recommendation of the department chair and approval by the
TCOM Dean, Provost, and the President, the probationary period for a faculty member
appointed at the rank of assistant professor or higher may be decreased by the same amount of
time that he/she has served at another institution at the rank of assistant professor or higher.
Any such agreements should be specified in writing at the time of the faculty member’s initial
appointment. However, each new faculty member shall serve a minimum probationary term of
no less than one year before application for tenure, unless the President, in special
circumstances, recommends immediate tenure.

Beginning with the initial appointment to the rank of assistant professor, the probationary period
shall not exceed nine (9) years. A decision on tenure will be made by the last probationary year.
If tenure is not granted to the faculty member, their next academic year (September 1 to August
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31) shall be their terminal year on the tenure track. A faculty member may apply for tenure
before the last probationary year. If denied, then the faculty member may remain on tenure track
and reapply during the last probationary year.

Beginning with the initial appointment to the rank of associate professor or professor, the
probationary period shall be a minimum of one (1) year before application for tenure, but not to
exceed six (6) years; i.e., the decision on tenure will be made by the last probationary year. If
tenure is not granted to the faculty member, their next year will be their terminal academic year
(September 1 to August 31) on the tenure track. A faculty member may apply for tenure before
the last probationary year. If denied, then the faculty member may remain on tenure track and
reapply during the last probationary year.

Appointment periods for tenure purposes are calculated from September 1 of the calendar year
in which the appointment is effective. A faculty member’s probationary period shall be the length
of time defined by the initial appointment to UNTHSC on the tenure track. A faculty member
granted a leave of absence will have their probationary period extended accordingly.

B. MID-PROBATIONARY REVIEW

Mid-probationary reviews by the department chair are required for all faculty members on
tenure-track. The reviews must occur after three (3) years and six (6) years for faculty members
having a maximum probationary status period on tenure track of nine (9) years, and after three
(3) years for faculty members having a maximum probationary status period on tenure track of
not more than six (6) years. Mid-probationary reviews are not required for faculty members on
an expedited timetable who elect to seek tenure before their maximum probationary status
period on tenure track expires. The review is an opportunity for the department to provide
feedback and guidance to a faculty member concerning progress on the tenure track, including
specific evaluation as to how well the candidate is meeting the department’s expectations. The
mid-probationary review is in addition to the annual faculty review and is intended to supplement
the annual faculty reviews of the faculty member performed by the department chair for
promotion and tenure purposes. Therefore, the department chair must discuss and use the
appropriate tenure-track criteria for quality and outstanding performance indicators relating to
teaching (Article IX), scholarly activity (Article X), and service (Article XI) as the primary bases
for mid-probationary reviews of faculty members. The department chair must certify to the
TCOM P&T Committee that the mid-probationary review of a faculty member has been properly
completed at the three (3)-year interval and, if indicated, at the six (6)-year interval. At the time
of a faculty member’s review for tenure by the TCOM P&T Committee, complete copies of all
annual faculty reviews and mid-probationary review(s) completed by the department chair must
be included for consideration in the tenure application packet.

C. EVALUATION PROCESS

The candidate must provide a minimum of three external letters of recommendation from
outside UNTHSC. These may include letters from adjunct faculty members who are not
employed as full-time faculty at UNTHSC. Additionally, at least two internal letters of
recommendation are required (within UNTHSC, but outside of the candidate’s department). The
candidate may provide additional letters of recommendation from any other persons they wish
to include in the evaluation process. Letters of recommendation should provide an objective
review of the academic and professional accomplishments of the candidate. Internal and
external letters of recommendation are expected to be from persons with the ability to provide
an unbiased assessment of the candidate’s teaching, scholarship, and service.

The department chair will solicit at least two additional external review letters from outside
UNTHSC and at least one additional internal review letter from within UNTHSC, but outside of
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the candidate’s department and/or institute, to address the suitability of the candidate for tenure
prior to making a recommendation to the TCOM P&T Committee, and the selection of these
reviewers should be made without undue bias. Such letters will not be seen by the candidate.
Each of these external and internal review letters should assess if the candidate satisfactorily
meets the relevant TCOM criteria described herein, including those in Articles IX, X, and XI
below.

The department chair is charged with notifying the faculty member in writing of their
recommendation within 15 days of the decision. The TCOM P&T Committee then considers all
documentation and the recommendation of the department chair in reaching its
recommendation regarding tenure. The department chair also addresses the TCOM P&T
Committee and may provide additional relevant information as requested during its review. The
TCOM P&T Committee then forwards its recommendation and all documentation to the TCOM
Dean. The TCOM Dean will acquire any necessary additional confidential review letters, review
all available documentation, and then forward their recommendation and all documentation to
the UNTHSC Provost.

The chair of the TCOM P&T Committee and the Dean notify the candidate(s) in writing of their
recommendation(s). The Provost reviews the documentation and makes their recommendation
to the UNTHSC President. If tenure is not recommended, the department chair, the TCOM P&T
Committee, the TCOM Dean, the Provost, and the President shall not specify reasons to the
faculty member for their decision other than the category(ies) of deficiency (teaching, scholarly
activities, service). If the decision of the TCOM Dean, Provost and/or President is negative, the
decision will be stated by letter to the faculty member. If the faculty member disagrees with a
tenure decision, he/she has the opportunity to appeal the decision through the Faculty
Grievance and Appeal Committee. The entire tenure procedure must be completed within the
time frame specified to allow the Faculty Grievance and Appeal Committee sufficient time to act
on appeals before the President’s tenure recommendations are brought before the Board of
Regents.

Persons whose initial appointment to UNTHSC is at the rank of associate professor or professor
may be eligible for appointment with tenure according to the process below.

A tenure packet for the candidate will be needed and should include the following
documents for review and consideration.

o Full academic CV of the candidate;
o Three external letters of reference;

o Letter of support from the department chair of the department requesting the hire.
This letter should provide a recommendation on whether the candidate’s
teaching, research, and service credentials satisfy the standards established by
the appropriate school/college for tenure.

o |etter of support from the appropriate search committee chair recommending
tenure. This letter should provide a recommendation on whether the candidate
satisfies the standards established by the appropriate school/college for tenure.

s Letter of support from the appropriate promotion and tenure committee chair
recommending tenure. This letter should provide a recommendation on whether
the candidate satisfies the standards established by the appropriate
school/college for tenure.
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