
“Faculty, department chairs and deans are subject to continuing performance evaluations. If at 
any time, the employee’s immediate supervisor determines that the employee is not meeting 
performance expectations, the employee may be counseled regarding the unacceptable 
performance. Documentation of the conference will be placed in the employment file.” 

“II.G.1. Faculty 

Department chairs and/or appropriate supervisors (such as unit heads, deans or directors) will 
conduct an annual performance evaluation of all faculty members in their respective areas, which 
will include appropriate evaluation of teaching, research and service. These evaluations will be 
used to determine recommendations for merit pay when authorized by the university. 
Departments may vary the weight and/or expectations in the areas of teaching, 
research/scholarship, creative activities and service so long as the mission of the area concerned 
is met. Criteria, procedures or instruments will be determined by each department/area.  

Chairs will provide each member of the faculty with a written summary of the performance 
evaluation.  

Each faculty member will initial a copy of the chair’s evaluation to indicate the faculty member has 
received it.  

If the faculty member does not agree with the performance evaluation, the faculty member may 
provide a written rebuttal, which will be initialed by the chair and attached to the performance 
evaluation sheet to indicate the chair has received it. 

 A copy of the initialed performance evaluation sheet (and rebuttal) will be placed in the faculty 
member’s employment file at both the department and college level. 

II.G.2. Deans and Department Chairs 

Deans and department chairs will meet annually with the person to whom they report for a 
discussion and evaluation of their performance, career goals and objectives. The Office of the 
Provost/Academic Affairs and Research will conduct an annual review of deans by all full-time 
faculty in their respective colleges.” 

Faculty Handbook
II.F. Continuing Performance Evaluation (pg. 36) 

II.G. Annual Performance Evaluation (pg. 36-37) 



“III.A. Academic Ranks (Note: These ranks and their specific definitions may vary from college to 
college. The following are given as traditional examples).  

III.A.1. Adjunct Faculty  

The title of Adjunct Faculty may be conferred upon an individual if the individual meets 
departmental qualifications for a regular faculty appointment and/or the individual actively 
contributes to the strengthening and advance of the academic mission of the department, the 
school/college and university as a whole. Appointments to the faculty with an adjunct title may be 
with or without pay and shall be for a stated period of time not to exceed one academic year. An 
individual approved for Adjunct Faculty status shall be granted only those privileges 
commensurate with the individual’s contribution to the university as determined by the Provost 
and Chancellor.  

III.A.2. Lecturer/Instructor 

The designation of Lecturer or Instructor refers to other faculty who are not on a tenure track who 
may teach full-time or have some administrative duties, but typically have no research obligations. 
 

III.A.3. Assistant Professor  

The title of Assistant Professor is typically an entry level designation for individuals employed in a 
tenure-track line.  

III.A.4. Associate Professor  

The title of Associate Professor typically comes after promotion from those hired at the rank of 
Assistant Professors on a traditional tenure track line.  

III.A.5. Professor  

The title of Professor or Full Professor is the highest rank attained by a senior faculty member 
whose research or scholarly activity demonstrates a wide range achievement.  

III.B. Tenure  

Tenure is a status granted in the academic community to faculty members who have proven 
themselves over time. Tenured faculty may expect to continue in their academic positions unless 
adequate cause for dismissal is demonstrated in a fair, objective hearing, according to the 
procedures of due process. Promotions, reappointments, and tenure are awarded by the Board of 
Trustees. Recommendations for promotion, retention, and tenure originate at the department 
level. Only full-time faculty and administrative personnel holding academic rank above the 
instructor level may gain tenure. Notice of tenure will be given through the office of the 
Chancellor. 

III. PRT, Post-Tenure Review, and Dismissal Policies and Procedures 
(all subsections) (Pg. 53- 86) 



 

III.B.1. Tenure Procedure and Schedule  

The procedure for granting tenure is as follows: 

Persons initially given pre-tenure appointments as professors, associate professors or 
assistant professors must be reviewed for tenure not later than the completion of their sixth 
year of service at A-State, and tenure will be granted or denied at the beginning of their 
seventh year of service at A-State. If the mandatory review results in a failure to gain tenure 
by the completion of the sixth year of service, the seventh year appointment will be a 
terminal appointment. In referring to a “year,” it is the policy of the university that a full 
semester of service under pre-tenure-status appointment, which begins on or before the first 
day of the spring semester in an academic year, counts as a full year. Non-compensated 
leave time of a full semester or more will not count as time toward tenure.  
A prospective faculty member (with the exception of presidential or chancellor candidates 
whose terms of appointment are defined by the Board of Trustees) may negotiate the terms 
of initial employment with regard to tenure status and academic rank based on the 
professional productivity earned in previous employment settings. Any such terms must be 
approved by the Chancellor and be based on the thorough review and positive 
recommendations of the departmental PRT Committee within the academic unit in which 
tenure and rank will be held. Documentation of negotiated terms authorizing application for 
early tenure and/or promotion must be included with the PRT application.  

III.B.2. Application for Early Tenure  

Since it is unusual for a faculty member to amass a record of performance that reflects exemplary 
productivity in less time than the standard probationary period, accelerated tenure is rare. 
However, any faculty member has the right to submit an application seeking tenure during any 
application period in which they can clearly demonstrate meeting the performance criteria that 
would be expected during the mandatory review. If a faculty member fails to earn tenure in this 
accelerated review cycle, he/she may apply for tenure again only after two years or in the sixth 
year of the pre-tenure cycle.  

III.B.2.a) Extension for Extenuating Circumstances  



Upon the occurrence of extenuating circumstances, faculty members on tenure-track may apply 
for an extension of time in which to meet tenure requirements. Extenuating circumstances may 
include, but are not limited to, childbirth, adoption, foster care of a child, care for a family 
member, illness and public/university service. As soon as extenuating circumstances arise, the 
faculty member should contact the appropriate department chair (or dean if no department exists) 
and submit a formal written request for an extension for extenuating circumstances with all 
supporting documentation. The request, with documentation, will follow the normal PRT chain of 
review: DPRTC, Chair, CPRTC, Dean, UPRTC and Provost and Vice Chancellor for Academic Affairs 
and Research. All tenure extensions under this policy will be granted in one year time periods. All 
extensions will be noted in the faculty member’s PRT file and on each subsequent application to 
the PRT process.  

III.B.2.b) Instructor Tenure Exclusions  

Persons holding the rank of instructor are not eligible for the award of tenure, and the time spent 
as instructor will not be credited to the pre-tenure probationary period required by those ranks in 
which tenure may be earned.  

III.B.2.c) Provisional Employment Exclusions  

Employment in assignments that will be discontinued when external or other special funds are 
exhausted and the assignments terminated will only be considered as part of the probationary 
period in meeting requirements for tenure if approved in writing prior to the commencement of an 
assignment. In all other instances such assignments funded by soft money are considered to be 
non-tenured positions.  

III.B.3. Promotion, Retention and Tenure Operational Procedures  

During the fall semester, the University Promotion, Retention and Tenure Committee (UPRTC) will 
distribute for comments the current university statement on Criteria for Promotion and Tenure. 
Comments from the Chancellor, the Provost and Vice Chancellor for Academic Affairs and 
Research, the Academic Deans Council, the Chairs Council, the Faculty Senate, and the faculty will 
be used to make necessary revisions in criteria to be used the following year. Criteria will include, 
but are not limited to, the following:  

In disciplines and fields in which the earned doctorate is the terminal degree, the earned doctorate 
appropriate to the college, department and assignment is required; in disciplines and fields in 
which another earned degree is the terminal degree, the other earned terminal degree appropriate 
to the college, department and assignment is required. The requirement for possession of the 
terminal degree for tenure or promotion may be waived in the exceptional instances when a 
faculty member has had employment and performance experiences that constitute a generally 
accepted substitute for the terminal degree. In these rare instances the academic department 
must establish criteria, subject to approval of the dean of the college and the Provost and Vice 
Chancellor for Academic Affairs and Research, for the substitution of appropriate experiences. The 
department must also document that it is a widely used and respected academic practice to 
accept the kind of substitution that is being requested. The University PRT Committee will prepare 
a guide for the recommendations to be submitted by the department and committees. It will ask 
the department and college committees to provide evidence on areas including, but not limited to:



 

teaching
research, scholarship and other creative professional activities 
department, college university, professional and community service 

Department and college PRT Committees may choose to weight the criteria for post-tenure 
promotion (teaching, scholarship and service) as appropriate to the discipline and mission. No area 
can be weighted at zero; there must be some contribution in all three areas. Faculty need not be 
outstanding in all three areas. In making judgments, the university, college and department PRT 
Committees and administrators will be aware of the diversity of disciplines.  

Pre-tenured faculty will be evaluated for tenure and promotion based on the department, college 
and university criteria in place during their third year of employment on a pre-tenure appointment. 
This will coincide with the comprehensive pre-tenure review completed during the third year of 
employment at A-State. Tenured faculty applying for promotion will use the PRT criteria that have 
been in place for five years or less.  

PRT discussions, votes, and recommendations are confidential at all levels; members will not share 
any individual information outside the committee. Voting at all levels will be by secret ballot and 
tallied by the committee chair. At each step in the review process for promotion or tenure 
(department, college and university committees) applicants will be notified in writing of the 
recommendations and rationale. Applicants who wish to withdraw an application must do so by the 
close of the third business day following receipt of these notifications. Persons who withdraw an 
application for promotion and/or tenure at any stage of the process may not resubmit an 
application during that review cycle and may not grieve. On withdrawal of an application, review of 
that application, at all levels, will cease.  

After the review process has been completed, applicants for promotion and tenure will receive a 
letter from the Provost and Vice Chancellor for Academic Affairs and Research copied to the chair 
and dean, informing them of the recommendation that will be made to the Chancellor. Applicants 
will be notified of the Provost and Vice Chancellor for Academic Affairs and Research’s 
recommendation no later than the day that the final recommendation will be presented by the 
Chancellor and President to the ASU Board of Trustees for action.  

Faculty applying for promotion will submit applications in accordance with the promotion and 
tenure schedule provided by the Office of the Provost/Academic Affairs and Research each year. 
Promotion recommendations will originate at the department level, move to the college level, then 
to the University Promotion, Retention and Tenure Committee (UPRTC). The UPRTC will submit its 
recommendation to the Provost and Vice Chancellor for Academic Affairs and Research. Promotion 
and/or tenure may be granted by the Board of Trustees following recommendation by the 
Chancellor and the President of the University.  

If the department PRT Committee has ranked its recommendations for promotion in order of 
preference, the college and university committees should give consideration to such ranking.  

A PRT Committee member at any level (department, college or university) will not review any 
faculty application for tenure or promotion or make a recommendation for tenure or promotion if 
the faculty applicant has filed a past grievance that involved the PRT committee member. 



Similarly, a PRT member at any level will not review any faculty applications for tenure or 
promotion or make a recommendation for tenure or promotion if they have previously filed a 
grievance against an applicant. In the interest of making effective decisions regarding promotion, 
retention and tenure, deans and/or department chairs have the responsibility of counseling with 
each faculty member at least once a year concerning the individual’s performance in teaching, 
working with students, research, scholarship and creative activity, and professional involvement. A 
comprehensive pre-tenure review will be completed in the third year of employment at A-State for 
all pre-tenured faculty, regardless of rank. In line with regular evaluation of the faculty, academic 
administrators will meet annually with the person to whom they report for a discussion and 
evaluation of their performance, career goals and objectives.  

III.B.4. Promotion, Retention & Tenure Committees: Composition & Procedure  

III.B.4.a) Department:  

Each academic department will maintain a standing committee on promotion, retention and 
tenure [hereinafter PRT]. Departmental PRT committees will have a minimum of five tenured 
faculty members representing all areas within the department. Tenured and tenure-track faculty of 
each department will elect the committee with committee members serving staggered three-year 
terms, if possible. If the department cannot form a committee of five, the department chair, after 
consultation with the faculty in his/her department, will select faculty from other departments in 
the college to make up the committee. The chair of the department may serve on the committee 
as a nonvoting member. If a department chooses by majority vote at the initial faculty meeting in 
the fall not to maintain a committee on promotion, retention and tenure, it shall develop criteria 
on promotion and tenure, which it shall submit to the college and university committees on 
promotion and tenure. That department shall permit each faculty member to apply directly to the 
college committee for promotion and/or tenure. In addition, the college committee shall make 
recommendations to the chair regarding reappointment of faculty in that department. Each 
department that does not have a PRT committee will elect a representative to the college 
committee. Using the university statement on criteria for promotion and tenure as a guide, each 
department will establish criteria for promotion and tenure. These criteria will be submitted to the 
UPRTC for approval. It is the responsibility of the department PRT committee to ensure that 
departmental PRT criteria are compatible and current with university and college PRT criteria and 
to provide department members with the department’s PRT criteria. Departmental criteria may be 
more stringent than college or university criteria. Early in the first semester of a pre-tenure 
appointment, the department chair and the chair of the department PRT committee will meet with 
each new faculty member. At this meeting, the official promotion, retention and tenure documents 
will be discussed and explained. The new appointee will receive a copy of the departmental and 
college documents, and will sign a statement acknowledging receipt and understanding of the 
documents. If and when either the department or college PRT documents are revised, all faculty 
members will receive such revisions. The department PRT Committee will review annually the 
progress towards tenure of pre-tenured faculty and will prepare written recommendations 
regarding retention that will be forwarded to the department chair. The chair will review the 
retention recommendations, add his or her own recommendations, and send them to the college 
PRT Committee or to the dean as determined by college procedures.  



III.B.4.b) Third-Year Pre-tenure Review:  

A comprehensive Pre-Tenure Review will be completed in the third year of employment at A-State 
for all pre-tenured faculty members regardless of rank. This review will require that all third-year 
pre-tenured faculty members submit documentation of performance in the areas of teaching, 
scholarly activities and service using the tenure application format. The departmental PRT 
Committee, the department chair and the dean will formally review this documentation and 
provide appropriate feedback to each third-year, pre-tenure faculty member regarding his/her 
progress toward tenure.  

III.B.4.c) Review of Tenure/Promotion Applications  

The department PRT Committee will consider the applications for promotion and/or tenure. Faculty 
eligible for promotion or tenure will have the opportunity to provide the committee with written 
supportive material with their application for promotion or tenure. The department committee will 
prepare written recommendations with rationale that will be forwarded to each of the applicants. 
Each applicant who wishes to withdraw from further consideration for promotion and/or tenure 
must notify the chair of the department PRT Committee by the close of the third business day 
following receipt of the written recommendations of the committee. Persons who withdraw an 
application for promotion and/or tenure may not resubmit an application during that review cycle 
and my not grieve. Failure to successfully complete the tenure process in the sixth year of a pre-
tenure appointment will result in issuance of a terminal appointment. For those applicants who 
continue in the process, the department PRT Committee recommendations will be forwarded, with 
all supporting material, to the chair of the department who will review the PRT applications and 
recommendations. The chair will add his/her written recommendations and rationale, and send 
them to each applicant. Each applicant who wishes to withdraw from further consideration must 
notify the chair by the close of the third business day following receipt of the written 
recommendations of the chair. For those applicants who continue with the process, the chair will 
send his or her recommendations and all supporting material to the college PRT Committee.  

III.B.4.d) College  

Each department committee on promotion, retention and tenure will elect annually one 
representative to serve on the college committee on promotion, retention and tenure (CPRT). 
Committee members will serve staggered two year terms. If the college cannot form a committee 
consisting of tenured faculty, the dean should consult informally with department chairs and the 
senior faculty members to form the committee. To ensure continuity at the university level, 
colleges should elect their representative to the UPRTC (college committee chair) for a two-year 
term under the following schedule:  

College of Agriculture, Engineering and Technology, Business and Education and Behavioral 
Science elect in even years.  

College of Liberal Arts and Communication, Nursing and Health Professions and Sciences and 
Mathematics elect in odd years.  

Each college faculty may increase or decrease the membership of its college committee, subject 
to the required minimum of one from each department, as long as members are equitably 



allocated among departments. For faculty members having a teacher education component, the 
chair of the Professional Education Faculty Review Committee will be included as a non-voting 
member. Using the University statement on criteria for promotion and tenure, each college will 
establish criteria for promotion. College criteria must meet and may exceed university criteria. 
These criteria will be submitted to the UPRTC for approval.  

III.B.4.e) Review of Tenure/Promotion Applications  

The college committee will have at least ten working days for consideration of the 
recommendations and supportive documents provided by the department committee and chair 
related to promotion, retention, and tenure and will prepare written recommendations that will be 
forwarded to the applicants. Each applicant who wishes to withdraw from further consideration 
must notify the chair of the college committee by the close of the third business day following 
receipt of the written recommendations of the committee. For those applicants who wish to 
continue the process, the chair of the committee will forward recommendations and all supporting 
material directly to the dean of the college. The dean will review these recommendations, add 
his/her own, and send copies to each of the applicants. Each applicant who wishes to withdraw 
from further consideration must notify the dean by the close of the third business day following 
receipt of the written recommendation of the dean. For those applicants who wish to continue the 
process, the dean will forward his/her recommendation and all supporting material to the Office of 
the Provost/Academic Affairs and Research. This office will provide copies of the completed PRT 
application packets and all supporting material including recommendations from chairs, deans and 
PRT committees to members of the UPRTC for their consideration.  

III.B.4.f) University:  

The chair of each College PRT Committee will represent the college on the University Promotion, 
Retention and Tenure Committee (UPRTC). The committee shall elect its own officers. The chair of 
the UPRTC will have served at least one-year as a member of the committee prior to becoming 
chair.  

III.B.4.g) Review of Tenure/Promotion Applications  



Members of the UPRTC will have access to the written recommendation from the department and 
college committee and the chair and dean (for faculty members having a teacher education 
component, the recommendation of the head of the education unit will be included, as cited in 
Appendix D) at least two weeks before the university committee makes its determination. The 
committee will prepare written recommendations that will be forwarded to the applicants. Each 
applicant who wishes to withdraw from further consideration must notify the chair of the UPRTC by 
the close of the third business day following receipt of the written recommendations of the 
committee. For those applicants who wish to continue the process, the chair of the committee will 
forward recommendations and all supporting material directly to the Provost and Vice Chancellor 
for Academic Affairs and Research, who will review these recommendations, add his/her own, and 
send them, with all supporting material, to the Chancellor for consideration. A letter from the 
Chancellor informing the applicant of the final decision on promotion or tenure will be included in 
the faculty member’s employee PRT file and copied to the chair and dean.  

III.B.4.h) Promotion, Retention and Tenure  

Files Other than the PRT application provided by the faculty member, letters required from 
committees and administrators, and peer reviews solicited internally and externally, no records 
concerning the faculty member will be added to his/her PRT documents unless such records are 
also part of that faculty member’s employee file. These documents will be maintained separately 
from other employee files for five years in the Office of the Provost/Academic Affairs and Research. 
Generally, the only document from the PRT process that will be added to a faculty member’s 
employee file will be the letter from the chancellor informing the applicant of the final decision on 
promotion or tenure. However, where the recommendation is negative, copies of the reports from 
those levels which provided a negative recommendation will be included in the employee file.  

III.B.4.i) Applicant Review of PRT File:  

At the conclusion of the promotion and tenure process, an applicant may review his/her 
promotion/tenure document.  

III.B.4.j) Academic Hearing Committee Review of PRT Files:  

PRT files of other similarly situated faculty members, whether current or on retention in the Office 
of the Provost/Academic Affairs and Research, will be available to the Academic Hearing 
Committee to the extent that the Academic Hearing Committee deems that such records are 
relevant and necessary to the fair disposition of the grievance before them. PRT files may be 
reviewed by the committee in the Office of the Provost/Academic Affairs and Research.  

III.C. Promotion  



Promotion, as the name suggests, is the logical progression along the academic faculty spectrum 
and is a process separate from that of tenure. However, as with tenure decision, promotion 
decisions are typically based on meritorious productivity within the areas of teaching, research 
and service. Like Tenure, promotion is awarded by the ASU Board of Trustees upon 
recommendation of the Chancellor.  

III.C.1. Promotion from Instructor to Assistant Professor  

Members of the faculty who hold instructor rank may be promoted to assistant professor and 
granted a pre-tenure contract when:  
The Provost and Vice Chancellor for Academic Affairs and Research receives documentation 
of completion of requirements for the terminal degree and, additionally, receives favorable 
recommendations for promotion from the appropriate chair and dean.  

Faculty at the instructor rank who complete requirements for the terminal degree should provide 
their department chair with evidence of completion. Upon favorable recommendations by the chair 
and dean and approval by the Provost and Vice Chancellor for Academic Affairs and Research, 
promotion to the rank of assistant professor may be recommended by the Chancellor to the 
President and the Board of Trustees.  

III.C.2. Time in Rank  

Except in unusual circumstances, the minimum time-in-rank between assistant and associate 
professor will be three years. The minimum time in-rank between associate and full professor will 
be five years.  

III.C.3. Criteria for Promotion  

Using the University statement on criteria for promotion and tenure, each college will establish 
criteria for promotion. College criteria must meet and may exceed university criteria. These 
criteria will be submitted to the UPRTC for approval. Applicants should communicate with their 
respective College PRT Committees for specific promotion criteria.  

III.C.4. Promotion Process  

Applicants are referred to Section III.B.2. above for specifics of the promotion process.  

III.D. Post-tenure Review  

III.D.1. Arkansas Act 1330 of 1997  



Arkansas Act 1330 of 1997 mandated that state-supported institutions of higher education “work 
with the campus facilities to develop a framework to review faculty performance, including post-
tenure review.” The stated purpose of Act 1330 was to ensure and enhance faculty performance 
and “productivity,” and to “correct instances of substandard performance.” A-State recognizes 
that the reward of tenure, based on professional achievement, brings with it certain obligations 
and responsibilities to colleagues, the institution and the State of Arkansas.  

The purpose of post-tenure review, an action called for by Act 1330, will be to ensure a 
consistently high level of performance of the faculty of A-State. Pursuant to law, the effects of the 
review process of faculty performance should include rewarding productive faculty, redirecting 
faculty efforts to improve or increase productivity and correcting instances of substandard 
performance.  

A-State has a well-established and long-standing practice of annual faculty performance reviews 
that does include review of tenured faculty. Faculty members are required to submit a yearly 
productivity report. Teaching, research and service performance are evaluated, and an annual 
conference with the department chair is required. Unsatisfactory performance evaluations result in 
a plan for near-term improvement. The existing annual review process, depicted in the flow chart 
below (III.D.4.), meets the requirements of Act 1330. However, the establishment of a framework 
for post-tenure review beyond the annual review process will serve to enhance and protect the 
integrity of the tenure system.  

Substantive Post-Tenure Review will occur if (a) there have been two consecutive annual 
unsatisfactory performance ratings given by the department chair, or (b) a group (two or more) of 
tenured faculty in the department petition for review of a colleague. The faculty within each 
department will develop the criteria defining unsatisfactory performance.  

III.D.2. Substantive Post-Tenure Review  

A summary of the major aspects of the Substantive Post-Tenure Review process is presented in a 
flow chart at the end of this report.  

III.D.2.a) Chair’s Rating of Unsatisfactory Performance  

As part of the existing annual performance review process, department chairs rate each faculty 
member’s professional performance as “satisfactory” or “unsatisfactory.” Unsatisfactory 
performance is substandard performance substantially below the expectations for professionally 
competent faculty. Two successive unsatisfactory ratings serve to trigger a review by the 
department PRT Committee.  

III.D.2.b) Department PRT Committee Review  

The department PRT Committee will conduct an in-depth review and analysis of the faculty 
member’s professional performance. Evidence to be reviewed may be submitted by the 
department chair and/or the petitioners as well as by the faculty member under review. The 
committee will review annual performance review documents in the faculty member’s 
employment file. Additional evidence and materials to be reviewed may be volunteered by or 
requested by any of the parties to the review. The faculty member will be afforded the opportunity 



to meet with the committee. The committee is responsible for conducting an investigation, 
studying all the pertinent facts, consulting with appropriate parties, and preparing a written report 
on its conclusions. The basic standard for the review shall be whether the faculty member 
appropriately and competently discharges the duties associated with his or her position, not 
whether that performance meets current criteria for tenure.  

III.D.3. Post-Tenure Appeal Procedures  

A faculty member who has undergone a Substantive Post-Tenure Review has the right to one 
appeal rendered by the University PRT Committee. All appeals must be filed with the chair of the 
University committee within 10 business days of receipt of the written decision of the 
departmental PRT Committee. The appeal must be in writing. The decision of the University PRT 
Committee is forwarded to the Chancellor for final action.  

III.E. Additional PRT Procedures for Faculty Members Having Teacher Education 
Responsibilities as Part of the Responsibilities  

III.E.1. Retention of Professional Education Unit Faculty Outside the College of 
Education  

The retention process builds on the shared responsibility for the development of new faculty 
members with both the disciplinary and professional education assignment. The process also is an 
opportunity to validate the role of the professional education unit faculty outside the College of 
Education in advising, service, scholarship, and ongoing involvement with the public schools, 
which is expected of professional education unit faculty. The retention process is viewed as 
formative in nature. The goal is to facilitate the development of new colleagues in their teaching, 
scholarship, and service in the discipline and as a professional education unit faculty member. The 
intent is to provide a mechanism for ongoing review and support to the pre-tenure faculty member 
and enhance communication between the disciplinary faculty and administrators and professional 
education unit faculty and administrators.  

III.E.1.a) The Process  

The retention review process is aligned with the current university process. The pre-tenured 
faculty member submits materials to the Department or College PRT Committee and the 
professional education retention review panel, in accordance with the established schedules 
of the university and using the recommended university format.  
The retention review panel will submit their recommendations regarding continuing 
membership of the faculty member in the Professional Education Unit to the Department or 
College PRT Committee and Head of the Unit in a mutually-agreed upon schedule to permit 
the inclusion of the professional education information in the review. Ideally, a 
representative of the retention review panel would meet with the Department or College PRT 
Committee to share information regarding the roles and responsibilities of the faculty 
member.  
The retention recommendations follow the established university procedures with regard to 
forwarding information to the College Dean.  
The Dean of the College and the Head of the Unit will discuss and jointly prepare and/or sign 
annual recommendations to the Provost and Vice Chancellor for Academic Affairs and 



Research. In the event that the department or college PRT Committee or the professional 
education review panel has concerns related to performance in either area, these findings 
will be submitted to the Dean and/or the Head of the Unit. If either the Dean and/or the Head 
of the Unit have concerns related to the continuance of a probationary faculty member, they 
will attempt to resolve the concerns. If they cannot resolve the difference, they will jointly 
meet with the Provost and Vice Chancellor for Academic Affairs and Research for continued 
discussions and reach consensus within the stated time lines for notification of continuance.  
Recommendations from the department and college PRT committees along with the joint 
recommendation from the dean of the college and the head of the education unit will be sent 
to the University Promotion, Retention and Tenure committee.  
Professional Education Retention Review Panel: The Retention Review Panel will be 
comprised of tenured faculty who are members in good standing of the professional 
education unit faculty. The pre-tenure faculty member will meet with the head of the unit 
early in the fall semester to identify the three faculty who will comprise the professional 
education retention review panel. The faculty member will select one member; the head of 
the unit will select one member; and together the faculty member and the head of the unit 
will select the third member. Ideally, the pre-tenure faculty member would retain the panel 
throughout the probationary period. 

III.E.1.b) Promotion and Tenure of Professional Education Unit Faculty Outside the 
College of Education  

The process recognizes that university faculty members hold rank and tenure in 
departments and colleges. However, the responsibilities of the professional education unit 
faculty outside the College of Education to the professional education unit must be 
considered in the promotion and tenure process.  
As presented on the flow chart at the end of this section, the recommended promotion and 
tenure review process is aligned with the current university process. The faculty member 
submits materials to both the Department or College PRT Committee and the professional 
education review panel in accordance with the established schedules of the university and 
using recommended university format.  
The review panel will submit a report describing the contributions of the faculty member 
across teaching, scholarship, and service as a member of the professional education unit 
faculty to the Department or College PRT Committee in a mutually-agreed upon schedule to 
permit the inclusion of the professional education information in the review. Ideally, a 
representative of the review panel would meet with the Department or College PRT 
Committee to share information regarding the roles and responsibilities of the faculty 
member. The committee will forward a copy of their report to the head of the unit.  
The promotion and tenure recommendations follow the established A-State procedures with 
regard to forwarding recommendations to the college dean.  
The dean of college and the head of the unit will discuss the faculty member under review. 
In the event that the Department or College PRT Committee or the Professional Education 
Review Panel has concerns related to performance in either area, these findings will be 
submitted to the dean and/or head of the unit. If the dean and/or head of the unit have 
concerns related to the continuance of a probationary faculty member, they will attempt to 
resolve the concerns. If they cannot resolve the difference, they will jointly meet with the 
Provost and Vice Chancellor for Academic Affairs and Research for resolution within the 
stated time lines for notification of continuance. 



 

III.F. Reasons for Dismissals of Tenured Faculty  

III.F.1. Personal and Professional  

A tenured faculty member will be dismissed only for adequate cause. Examples of grounds which 
may constitute cause for dismissal include, but are not limited to, the following: admission and/or 
conviction of a felonious act, moral turpitude, professional incompetence, unprofessional conduct, 
unauthorized use or abuse of university property, insubordination, excessive absenteeism, theft, 
physical/mental disability that prevents the performance of required activities, or neglect of 
professional responsibilities.  

III.F.2. Financial Exigency 

Cases of bona fide financial exigency or the phasing out of institutional programs requiring 
reduction of faculty may require a reduction of tenured faculty.  

III.G. Procedure for Dismissals of Tenured Faculty  

III.G.1 Personal and Professional  

Administrative officers, faculty members, or students who believe that reasonable cause for 
dismissal of a tenured faculty member exists may present a written statement of the case to the 
appropriate department chair and/or dean who will discuss their recommendations with the 
Provost and Vice Chancellor for Academic Affairs and Research. The Provost and Vice Chancellor 
for Academic Affairs and Research will conduct a preliminary investigation, study all the pertinent 
facts and consult with the appropriate parties. If the Provost and Vice Chancellor for Academic 
Affairs and Research believes that cause for dismissal exists, the Provost and Vice Chancellor for 
Academic Affairs and Research shall initiate dismissal proceedings through the Academic Hearing 
Committee (AHC). The AHC will proceed with its investigation and recommendation as outlined in 
the Faculty Grievance Procedure. The recommendation of the Academic Hearing Committee, along 
with the recommendation of the Provost and Vice Chancellor for Academic Affairs and Research, 
will be forwarded to the Chancellor for final review and action. At any point prior to the final 
recommendation of the AHC, the Provost and Vice Chancellor for Academic Affairs and Research 
may request that the dismissal proceeding be dropped or the faculty member may resign. If the 
faculty member chooses to resign, he/she may not grieve. The faculty member will not be 
suspended from regular duties during this procedure unless the welfare of the individual, the 
university, or the student body is threatened. The faculty member may be assigned other duties or 
be granted leave with or without pay unless legal considerations prohibit this option. Any faculty 
member suspended without pay may consult with the Department of Human Resources about 
filing a claim for pay with the appropriate agency.  

III.G.2. Termination of Faculty Members in Cases of Financial Exigency or Phasing Out 
of Program  



Determination of Financial Exigency or Discontinuance of Academic Programs  

A financial exigency is a fiscal condition that requires and permits a reduction or elimination 
of a program or several programs even though it results in the termination or reassignment 
of tenured faculty.  
A discontinuance of an academic program permits the termination or reassignment of 
faculty in an academic program whether they are tenured or not. A decision to discontinue 
or phase out a program does not require a declaration that a condition of financial exigency 
exists, but such a decision must take due regard of annual appointments of the faculty and 
the educational needs of the students.  

Criteria for Identification of Faculty to be Terminated  

Procedure: The Chancellor will determine whose appointments are to be terminated 
following the declaration of financial exigency or phasing out of program based on the 
criteria identified below.  
Criteria: The criteria to be utilized by department chairs and deans in making specific 
recommendations regarding reductions in faculty in the event of a financial exigency or 
phasing out of program shall be the following:  

In the event of a reduction in the number of faculty within a given department, but not the 
elimination of that unit, the principal consideration in determining which faculty to retain and 
which to release should be the maintenance of viable and effective academic programs within that 
department. After faculty members, tenured and non- tenured, who are essential to a program's 
effective continuance have been identified, the remaining faculty within a department who can be 
retained, if any, should have priority in retention on the basis of the following criteria, stated in 
general order of importance:  

Tenure  

Tenure should be assigned major importance in retaining faculty within a department having both 
tenured and non-tenured faculty. 

Programmatic Needs of the University  

The overall programmatic needs of the university must be considered. An adequate curriculum 
must be retained, with the requisite courses for basic degree programs and major offerings. The 
deans and department chairs will review faculty who are to continue and ensure that those who 
are to continue are able to contribute significantly to the curriculum and to teach the necessary 
courses. The faculty members retained will possess the requisite qualifications to perform the work 
required.  

Rank  

Rank normally reflects the degree of teaching effectiveness and scholarly accomplishment by the 
faculty member, holding length of service constant.  



Length of Demonstrated Professional Excellence  

Extended service of high caliber is an important measure of the basic character and motivation of 
the faculty member and an indication as well of loyalty to the profession and institution, 
intellectual stamina, and general stability. Such assets, demonstrated over an extended time, will 
be given considerable attention and credit.  

Procedure for Termination  

The statement of financial exigency or the phasing out of an institutional program as the reason 
for dismissal of a faculty member should be supported in the notice of termination to the faculty 
member by a specific description of the financial exigency or the reason for phasing out of the 
institutional program involved. Such a statement shall be prima facie showing of good cause for 
the dismissal of the faculty member.  

Personal Conference  

After the faculty member has received notice in writing of the reasons for dismissal, the 
appropriate administrative officer, at the request of the faculty member, will discuss the matter 
with the individual in a personal conference. If an understanding of the university's decision 
satisfactory to the faculty member does not result, the faculty member may file a grievance.  

III.H. Non-reappointment of Pre-Tenured and Non-Tenured Faculty  

Non-tenure or pre-tenure faculty members have no guarantee of future employment or ultimate 
tenure status. Non-reappointment is not a grieve able issue. In declining to reappoint, the 
university makes no charge against the faculty member that might seriously damage his/her 
standing and association in the community and does not foreclose the faculty member’s freedom 
to take advantage of other employment opportunities.  

Written notice of the intention not to reappoint a faculty member on pre-tenure appointment, 
including library faculty members, will be given by the Provost and Vice Chancellor for Academic 
Affairs and Research according to the following schedule: (1) not later than March 1 of the first full 
academic year of service, (2) not later than December 15 of the second full academic year of 
service, and (3) at least 12 months before the expiration of an appointment after two or more full 
academic years.” 

“IV.A. Grievable Issues 

The faculty grievance procedure applies only to alleged institutional error which affects the terms 
or conditions of that faculty member’s employment, and includes allegations of discrimination on 
the basis of color, race, age, national origin, religion, marital status, Veteran status, genetic 
information or disability. Institution error occurs when no legitimate reason exists for the action 
taken. Decisions which require the exercise of judgment or discretion cannot constitute 
institutional error. Dissatisfaction with or recommended changes to university policy are not 
Grievable Issues and must be pursued through the University Governance procedures set out in 
Section I of this Faculty Handbook. A representative from the Department of Human Resources will 
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be available to assist the faculty member in determining whether a Grievable Issue exists. All 
grievances will be investigated within the stated time period to ensure prompt, yet thorough 
action. The Assistant Vice Chancellor for Human Resources will grant time adjustments in the 
event of circumstances that prevent the grievance from being heard within the time period 
outlined in this Faculty Handbook. In such circumstances all parties will be notified in writing by 
the Associate Vice Chancellor for Administration of the length of extension granted. Employee files 
of a faculty grievant and of other similarly situated faculty members, for purposes of comparison, 
will be available to faculty grievance committees to the extent that such committees deem such 
records relevant and necessary to the fair disposition of the grievance before them. PRT files of 
other similarly situated faculty members, whether current or on retention in the Office of the 
Provost/Academic Affairs and Research, will be available to the Academic Hearing Committee to 
the extent that the Academic Hearing Committee deems such records relevant and necessary to 
the fair disposition of the grievance before them. PRT files may be reviewed by the committee in 
the Office of the Provost/Academic Affairs and Research.  

IV.B. Steps in the Grievance Procedure 

Any grievance not related to promotion, retention, or tenure must be filed in writing within ninety 
(90) days from the time the events leading to the complaint occurred. Any faculty member with a 
complaint based on discrimination because of race, color, religion, age, disability, gender or 
national origin should at this point also contact the Office of Affirmative action. All discrimination 
complaints will be monitored by the Office of Affirmative Action and the Assistant Vice Chancellor 
for Human Resources. Grievance committee discussions, votes and recommendations are 
confidential at all levels: members will not share any individual information outside the committee. 
Voting at all levels will be by secret ballot and tallied by the committee chair.  

IV.B.1. Department level: (Initial Discussions) 

Initially, a faculty member seeking to file a grievance should discuss the grievance with the 
department chair. It is the chair’s responsibility to give an impartial, informal hearing, to make a 
complete investigation, and, if possible, to seek an answer or resolution agreeable to all parties. 
The department chair shall reply orally to the faculty member within twenty (20) business days. If 
a mutually agreeable resolution is not reached within twenty (20) business days after the 
presentation of the grievance to the chair, the faculty member may submit a written complaint to 
the Department Grievance Committee. Complaint forms can be obtained in the Department of 
Human Resources and, upon request, a staff member there will assist in the preparation of a 
complaint and explain the steps involved in the grievance procedure. The Department of Human 
Resources will maintain secure files on all grievances and will monitor their outcome once they 
have reached this level.  

IV.B.1.a) Department Grievance Committee (Composition) 

Each department shall establish a Department Grievance Committee, including at least five (5) 
members to represent all tenured and non-tenured faculty members in the department. This 
committee is a standing body elected by the full-time faculty in the department. Faculty selected 
will reflect the racial, ethnic, and gender diversity of the department. Members serve two-year 
terms with a portion being replaced annually as determined by the department. The committee 
elects a chair each year. No faculty member may sit on a committee to hear a grievance against 



himself or herself, a grievance he/she has filed or a grievance which he/she may later review or 
act upon, except that a member of the Department Grievance Committee shall sit on the College 
Grievance Committee. The Assistant Vice Chancellor for Human Resources or his/her designee will 
serve as an ex-officio, nonvoting member of the committee for the purpose of providing advice 
and assistance on university procedural and policy matters. The Assistant Vice Chancellor for 
Human Resources will be present for the initial presentation of the grievance to the committee and 
during any formal hearing. The Assistant Vice Chancellor for Human Resources will not be present 
during committee discussions and deliberations unless asked to attend; however, he/she will 
review the committee’s report of findings and their recommendations for technical and/or legal 
issues prior to submission. In cases of alleged discrimination, the role of an affirmative action 
coordinator is limited as described above for the Assistant Vice Chancellor for Human Resources. 
For those departments which do not have at least five (5) faculty members, faculty members from 
other departments, both within and outside of the college, may be substituted to compose the 
Department Grievance Committee. Any person serving on the Department Grievance Committee is 
prohibited from sitting on the Academic Hearing Committee for the same grievance.  

IV.B.1.b) Proceedings 

The Department Grievance Committee has no more than twenty (20) business days after a 
complaint is received to make a recommendation in writing to the department chair, the grievant, 
and any other party in the grievance with a copy to the Assistant Vice Chancellor for Human 
Resources. All proceedings of this committee shall be in closed session and will not include the 
grievant or the party complained against unless the committee requests their oral testimony. If 
oral testimony is requested by the committee, both parties may be present. Each party may have 
up to two (2) advisers or colleagues present during the testimony, whose role shall be limited to 
personal consultation. The committee will be notified at least one (1) business day and not fewer 
than twenty-four (24) hours in advance of the identity of any advisers to be present. The chair of 
the committee may examine official files relevant to the case. These data may be submitted in 
summary form by the committee as part of the record, giving due regard to confidential 
information. If a mutually agreeable resolution is not reached by the Department Grievance 
Committee, a written complaint should be submitted by the grievant to the dean within ten (10) 
business days after the Department Grievance Committee’s response is received.  

IV.B.1.c) Recommendations 

In resolving a case the Department Grievance Committee has two (2) options:  

It may recommend after hearing the evidence that the grievance should be denied on the 
grounds that no institutional error was found. 
If the Department Grievance Committee decides that an institutional error has been made, it 
will recommend a remedy. Recommendations for redress of the grievance will be based 
upon the committee’s perceived need for an appropriate change in a term or condition of 
employment.  

IV.B.1.d) Findings 

In all instances the committee will prepare a written record of its findings of fact, a statement of its 
conclusion, including the reasons or policy criteria used in reaching their conclusions and 



recommendations for the resolution of the grievance. This response will be filed with the 
Department of Human Resources as the committee’s official findings and will be retained for a 
period of not less than five (5) years. Copies of the Departmental Grievance Committee report will 
also be sent to the grievant, the party complained against, the department chair, the dean of the 
college and in cases of alleged discrimination to the affirmative action coordinator. If the complaint 
remains unresolved after the Department Grievance Committee action, the grievance may be sent 
to the dean of the college by any of the parties within ten (10) business days following the receipt 
of the findings of the Department Grievance Committee.  

IV.B.2. College Level (Initial discussions with the Dean 

After receiving a written grievance, the dean shall have ten (10) business days to prepare a 
written response. In that time, the dean will consult with the department chair and chair of the 
Department Grievance Committee involved, study all the relevant facts, carefully examine any 
policies involved, discuss the issue with the faculty member and, if possible, resolve the issue 
raised within the framework of existing university policy to the satisfaction of all involved. If a 
mutually agreeable resolution is not reached within ten (10) business days after presentation of 
the grievance to the dean, the grievant may submit a written complaint to the College Grievance 
Committee. The Department of Human Resources will maintain secure files on all complaints and 
will monitor their outcome once they have reached this level. The grievant along with any other 
parties involved in the grievance, the department chair and the Assistant Vice Chancellor for 
Human Resources shall receive written notification of the dean’s response to the grievance. A copy 
of this response should also be sent to the affirmative action coordinator if a complaint of 
discrimination is involved.  

IV.B.2.a) College Grievance Committee 

Composition 

Each college shall establish a College Grievance Committee, consisting of at least five (5) tenured 
faculty members representing all tenured and non-tenured faculty. The College Grievance 
Committee will include one (1) representative from each department within the college serving on 
his or her department’s Departmental Grievance Committee (normally the chair of that 
committee). This committee is a standing body representing all faculty members in the college. 
Faculty selected will reflect the racial, ethnic, and gender diversity of the college. Members serve 
staggered two (2) year terms with a portion being replaced annually. The committee elects a chair 
each year. No faculty member may sit on a committee to hear a grievance against himself or 
herself, a grievance he/she has filed or a grievance which he/she may later review or act upon. In 
discrimination complaints the College Grievance Committee shall have three (3) additional 
members who shall be selected by the College Grievance Committee from a pool of nine (9) 
tenured faculty members who are appointed by the Chancellor and who will have special training 
in issues involving discrimination. These nine members (9) will also serve two-year terms on a 
rotating basis. The Assistant Vice Chancellor for Human Resources or his/her designee will serve as 
an ex-officio, nonvoting member of the committee for the purpose of providing advice and 
assistance on university procedural and policy matters. The Assistant Vice Chancellor for Human 
Resources will be present for the initial presentation of the grievance to the committee and during 
any formal hearing. The Assistant Vice Chancellor for Human Resources will not be present during 
committee discussions and deliberations unless asked to attend; however, he/she will review the 



committee’s report of findings and their recommendations for technical and/or legal issues prior to 
submission to the dean. The Assistant Vice Chancellor for Human Resources may consult with the 
Office of General Counsel for the ASU System regarding any legal issues related to the grievance. 
In cases of alleged discrimination, the role of an affirmative action coordinator is limited as 
described above for the Assistant Vice Chancellor for Human Resources.  

IV.B.2.b) Proceedings 

The College Grievance Committee has no more than twenty (20) business days after a complaint is 
received to make a recommendation in writing to the dean, to the grievant, others party to the 
grievance and a copy to the Department of Human Resources. All proceedings shall be in closed 
session and will not include the grievant or the party complained against unless the committee 
requests their oral testimony. If oral testimony is requested by the committee, both parties may be 
present. Each party may have up to two (2) advisers present during the testimony, whose role 
shall be limited to personal consultation. The committee will be notified at least one (1) business 
day, and not fewer than twenty-four (24) hours in advance of the identity of any advisor or 
colleague to be present.  

IV.B.2.c) Recommendations: 

In resolving a case the College Grievance Committee has two options:  

It may recommend after hearing the evidence that the grievance should be denied on the 
grounds that no institutional error was found.  
If the Department Grievance Committee decides that an institutional error has been made, it 
will recommend a remedy. Recommendations for redress of the grievance will be based 
upon the committee’s perceived need for an appropriate change in a term or condition of 
employment.  

IV.B.2.d) Findings 

In all instances the committee will prepare a written record of its findings of fact, a statement of its 
conclusion, including the reasons or policy criteria used in reaching their conclusions and 
recommendations for the resolution of the grievance. This response will be filed with the 
Department of Human Resources as the committee’s official findings and will be retained for a 
period of not less than five (5) years. Copies of the College Grievance Committee report will also 
be sent to the grievant, the party complained against, the department chair, the dean of the 
college, the Provost and Vice Chancellor for Academic Affairs and Research, and in cases of 
alleged discrimination to the affirmative action coordinator. If a mutually agreeable resolution is 
not reached by the College Grievance Committee, the grievance may be sent to the chair of the 
Academic Hearing Committee (AHC) by any of the parties involved within ten (10) business days of 
receipt of the findings of the College Grievance Committee.  

IV.B.3. University Level: 

IV.B.3.a) Composition of Academic Hearing Committee 

At the end of each spring semester, the Executive Committee of the Faculty Senate will present to 
the Chancellor a list of the names of fifteen (15) tenure-track/tenured full-time faculty members 



(at least half of whom will have served during the previous academic year) who will serve two (2) 
year terms that are staggered to provide continuity to the committee. Terms will begin at the start 
of each academic year. The Executive Committee of the Faculty Senate will ensure that all 
colleges are represented when drawing up the list of names. Faculty selected will reflect the racial, 
ethnic and gender diversity at A-State. At the first committee meeting, the AHC will elect a chair 
who has recently served on the AHC. The chair of the AHC must be a tenured faculty member. 
When a grievance reaches the level of the AHC, the chair of the AHC will notify the Chancellor. The 
Chancellor will select from the committee of the whole, a subcommittee of five (5) to hear each 
grievance. The Chancellor will also select a dean, from among the pool of academic deans, and a 
department chair, from the pool of department chairs, to serve for each subcommittee empaneled. 
The AHC chair will serve as the nonvoting chair for the seven (7) member subcommittee 
empaneled. Faculty members who have been selected to serve on a College Grievance Committee 
may not simultaneously sit on the Academic Hearing Committee for the same grievance. Each 
subcommittee will elect one (1) of its members to prepare a record of the proceedings and 
deliberations and prepare a formal report of the committee findings. The Chancellor will select a 
replacement from the AHC for any member of a subcommittee who must recuse himself/herself or 
who will not be available for the duration of the hearing. In cases of alleged discrimination, three 
(3) additional tenured professors, selected from the University Diversity and Affirmative Action 
Committee, will join the AHC. The parties on each side of such a case will each choose one (1) 
member from the UDAAC; the two (2) individuals selected from the UDAAC will in turn select a 
third person from the UDAAC to sit on the AHC. The Department of Human Resources will 
assemble any necessary materials relevant to the grievance before the subcommittee, arrange 
facilities, and maintain an official written record of the hearing when completed. The Assistant Vice 
Chancellor for Human Resources or his/her designee will serve as an ex-officio, nonvoting member 
of the committee for the purpose of providing advice and assistance on university procedural and 
policy matters. The Assistant Vice Chancellor for Human Resources will be present for the initial 
presentation of the grievance to the subcommittee and during any formal hearing. The Assistant 
Vice Chancellor for Human Resources will not be present during subcommittee discussions and 
deliberations unless asked to attend; however, he/she will review the subcommittee’s report of 
findings and their recommendations for technical and/or legal issues prior to submission to the 
Chancellor by the chair of the AHC. The Assistant Vice Chancellor for Human Resources may 
consult with the Office of General Counsel for the ASU System regarding any legal issues related to 
the grievance. In alleged discrimination cases, the role of an affirmative action coordinator is 
limited as described for the Assistant Vice Chancellor for Human Resources.  

IV.B.3.b) Proceedings 

The Academic Hearing Committee has no more than twenty (20) business days after a grievance is 
received to make a recommendation in writing to the Chancellor, Assistant Vice Chancellor for 
Human Resources, and any and all parties to the grievance. All proceedings of this committee 
shall be private and will not include the grievant or the part complained against unless the 
committee requests their oral testimony. If oral testimony is requested from either party, both 
parties may be present. Each party may have up to two (2) advisers present during the testimony; 
however, the role of the advisor will be limited to personal consultation. The committee will be 
notified at least one (1) business day and not fewer than twenty-four (24) hours in advance of the 
identity of any advisers to be present. The committee will make their recommendations to the 
Chancellor, the Assistant Vice Chancellor for Human Resources, and all individuals party to the 
grievance. In all deliberations regarding a case before the AHC, only the empaneled committee 



members may be present and participate.  

IV.B.3.c) Recommendations 

In resolving a case the Academic Hearing Committee has two options:  

It may recommend after hearing the evidence that the grievance should be denied on the 
grounds that no institutional error was found.  
If the Department Grievance Committee decides that an institutional error has been made, it 
will recommend a remedy. Recommendations for redress of the grievance will be based 
upon the committee’s perceived need for an appropriate change in a term or condition of 
employment.  

In all instances the committee will make a written record of its finding of fact, a statement of its 
conclusion, including the reason or policy criteria used in reaching its conclusion, and any 
recommendation for resolution of the grievance. All recommendations by the AHC shall be forded 
to the Chancellor. Copies of the committee’s recommendation shall also be sent to all parties 
concerned, the department chair, the dean, the Provost and Vice Chancellor for Academic Affairs 
and Research and the Assistant Vice Chancellor for Human Resources, and in cases of alleged 
discrimination to the university affirmative action coordinator. The Chancellor shall render a final 
decision on the grievance and communicate that decision in writing in the form of a letter to the 
grievant and to the chairperson of the AHC with ten (10) working days after receipt of the AHC’s 
recommendation. In the event that the Chancellor does not follow the recommendation of the 
AHC, he/she will include in the letter to all parties involved his/her basis for not accepting the 
Committee’s recommendation.  

 IV.C. Grievance on Promotion or Tenure 

A faculty member who has been denied promotion or tenure and believes there are grounds for a 
grievance relating to his/her case must begin the grievance process within thirty (30) business 
days after receipt of the letter from the Provost and Vice Chancellor for Academic Affairs and 
Research notifying him/her that his/her application for promotion and/or tenure has been denied. 
The faculty member may discuss denial of promotion or tenure with the Provost and Vice 
Chancellor for Academic Affairs and Research and, if the faculty member remains unsatisfied, 
he/she may submit a grievance to the AHC. Since promotion and tenure recommendations come 
through a series of departmental, college, and university committees, grievances involving 
decisions relating to promotion and tenure will be reviewed by the Academic Hearing Committee 
for institutional error only.  

Non-tenure or probationary faculty members who are not reappointed have the right to discuss 
this issue with the chair of their Department PRT Committee, the department chair, the dean and 
the Provost and Vice Chancellor for Academic Affairs and Research but may not grieve.  

IV.C.1. Document Collection and Disposition: 

When a grievance proceeding has been closed, all material relating to that case including official 
written records of the hearing, statements, other non-confidential evidence and documents, and a 
list of confidential materials examined shall be archived in the Department of Human Resources 
for a minimum of five (5) years. Care will be taken to ensure that no incomplete or inaccurate 



information pertaining to the grievance is retained in the file.” 

“When the appropriate administrative officers determine that a faculty position is vacant or needs 
to be created, the department will establish a search committee that will assist in recruiting the 
new faculty member. The search committee members may be selected as the department 
chooses. The committee should be broadly representative of the faculty in that department and 
within disciplines, including both tenured and non-tenured faculty members. No more than twenty-
five percent of the committee will be made up of non-tenure track faculty members or non-
university employees. Committee members will reflect racial, ethnic and gender diversity” 

V.B.1. Responsibilities of the Search Committee 

“Developing the Qualifications: The committee, in conjunction with academic administration, 
will specify knowledge, skills, and abilities sought in the new faculty member, including area 
of specialization, degrees completed and special abilities. The committee will consider the 
goals of achieving diversity of background, race, ethnicity and gender among the 
department’s faculty, and steps necessary to meet university goals for diversity and 
affirmative action.  
Conducting the Search: The University will advertise the position and will solicit 
recommendations or nominations of candidates from a variety of sources.  
Initial Screening: The committee will narrow the field of qualified applicants and recommend 
to the department chair those who should be given further consideration. The department 
chair, after consultation with the department search committee, will prepare a list of 
candidates for interviews and present that list to the Dean, the Provost and Vice Chancellor 
for Academic Affairs and Research and the Affirmative Action Coordinator. The interview list 
may be supplemented from the applicant pool by recommendations from the Dean, the 
Provost and Vice Chancellor for Academic Affairs and Research and the Affirmative Action 
Coordinator.  
Interviewing: The committee should have an opportunity to meet with all candidates who 
come to the campus for interviews. Interviews should be scheduled to give as many of the 
faculty as possible an opportunity to meet and judge the candidates. Prior to and during the 
interview, the expectations of the university, requirements of the job and economic 
prospects for the position should be set forth clearly and positively. Candidates invited for an 
interview are reimbursed for traveling expenses according to current regulations of the State 
of Arkansas.  
Governor’s Executive Order 98-04: All interviewing job applicants must complete a copy of 
(1) Employee Disclosure and Certification Form and (2) Employee Disclosure Requirements 
Notice during the interview process. These forms are to be submitted to the office of the 
Associate Vice Chancellor for Administration for review. No offer of employment may be 
made prior to this approval process. Applicants for all positions including part-time and 
temporary, but excluding student workers or graduate assistants, must comply with this 
process.  
Selection: After the interviews have been completed, the committee will make 
recommendations to the Dean. In most instances, a consensus will have developed among 
the various levels of responsibility. In cases where there are serious disagreements between 
the department and administration concerning the final selection, the chair of the faculty 
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search committee will be responsible for outlining faculty views in a memorandum and 
sending it to the Provost and Vice Chancellor for Academic Affairs and Research and the 
Chancellor, with copies to the dean and the department chair. The Chancellor will have final 
responsibility for recommending faculty appointments to the President for review and 
approval or rejection by the Board of Trustees.” 

“The graduate faculty consists of faculty members who have qualified for and been approved to 
serve in a particular graduate faculty status. Appointment to the graduate faculty may be made as 
a Regular Member, a Professional Member, or as an Affiliate Member. In exceptional cases, the 
dean or administrator may recommend reclassifying faculty between statuses, subject to approval 
of the Graduate Council. Each category has associated qualification standards, appointment 
requirements and procedures, and privileges and responsibilities, as defined by the college and/or 
department. The qualification standards for each category reside with each department or 
program offering a graduate program. The graduate faculty of that program or department 
compile and enforce the qualification standards that a prospective member must meet in order to 
be recommended to membership on the Graduate Faculty. The qualification standards for each 
program are approved by the department chair (or program director in the case of interdisciplinary 
programs), Graduate Council and the Office of Academic Affairs and Research. All qualification 
standards are tailored to the department or program and are on record in the Office of Academic 
Affairs and Research An appointment to Graduate Faculty is recommended by the 
department/program graduate faculty and chair (or program director in the case of 
interdisciplinary programs) and approved by the Graduate Council via a Faculty Status Form.  

V.G.1. Regular Member 

Regular Member is a full-time faculty member with a terminal degree (in exceptional cases, unique 
experience, specialized training, and professional competence may substitute for a terminal 
degree). Requires documented evidence of an appropriate level of scholarly activity and continued 
participation in graduate education at the course, committee and program levels, as defined by 
the college and/or department. Approved for six years, at which time the member may reapply. 
Upon hire as a pre-tenure or tenured faculty member possessing a terminal degree in an 
appropriate discipline, an initial graduate faculty appointment will be made for up to a six year 
term. Upon promotion to associate or full professor, a graduate faculty appointment will be made 
or an existing appointment will be reset to a new term of up to six years.  

V.G.1.a) Provisional Regular Member 

Provisional Regular Member is a temporary status that can be assigned to a Regular Member 
whose Regular Member status is up for renewal, and the Graduate Council determines that they do 
not meet the requirements for full Regular Member. Approved for two years. This status cannot be 
renewed nor repeated. A Provisional Regular Member may reapply for Regular Member status at 
any time.  

V.G. Graduate Faculty (pg. 111-113) 



V.G.2. Professional Member 

Professional Member is a full-time, non-tenure or part-time/adjunct faculty member with a terminal 
or graduate/professional degree in the discipline. Professional certification is considered when 
appropriate. Significant professional experience is required, as defined by the college and/or 
department. Limits on committee membership and courses taught can be applied, as defined by 
the college and/or department. Approved for six years, at which time the member may reapply.  

V.G.3. Affiliate Member 

Affiliate Member is an individual not currently employed by Arkansas State. Requires a minimum 
of a master’s degree appropriate in their field of practice. Limits on committee membership and 
courses taught can be applied, as defined by the college and/or department. Approved for six 
years, at which time the member may reapply.  

V.G.3.a) Emeritus Affiliate Member 

Emeritus Affiliate Member is an individual who has Regular or Professional Graduate Faculty status 
upon retirement. Those who retire with Regular status can chair dissertation committees for up to 
six years after retirement. After six years of retirement, Emeritus Affiliate Members are liable to 
the restrictions of the standard Affiliate Member.” 

For the most current information, consult the online Source Material at Faculty-

Handbook.pdf
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