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INTRODUCTION 
 
T0.1. Founding Principles and Enduring Values 
 
Saint Mar�n’s University operates under a license agreement with Saint Mar�n’s Abbey, which 
is included in Appendix G.  That license agreement references the apostolic cons�tu�on  Ex 
Corde Ecclesiae, which is included in Appendix I.  The University Bylaws are included in 
Appendix H.  These governance documents define the context in which the University and 
Faculty operate. 
 
The Abbey Corpora�on, the Board of Trustees, the Administra�on, and the Faculty have dis�nct 
areas of responsibility, but also have intersec�ng, imbricated, and interdependent roles in the 
governance of the University. These roles can be said to func�on in rela�on to one another 
according to founda�onal principles of both solidarity and subsidiarity. 
 
The Saint Mar�n’s University Faculty Handbook also recognizes principles and values ar�culated 
by the Associa�on of Benedic�ne Colleges and Universi�es (ABCU) and on paradigms 
ar�culated by the American Associa�on of University Professors (AAUP), the Associa�on of 
Catholic Colleges and Universi�es (ACCU), and the Associa�on of Governing Boards of 
Universi�es and Colleges (AGB). 
 
The Faculty, for example, 
 

has primary responsibility for such fundamental areas as curriculum, subject mater, and 
methods of instruc�on, research, Faculty status, and those aspects of student life which 
relate to the educa�onal process.  

 
—American Associa�on of University Professors, 

“Statement on Governance of Colleges and Universi�es” 
 
The Abbey Corpora�on, the Board of Trustees, and the Administra�on  have the duty to ensure 
that this delegated responsibility is fulfilled in ways consonant with the stated mission and 
vision of the University. 
 
These responsibili�es exist in part to sustain the academic integrity of the University as an 
ins�tu�on of higher learning. The regular faculty, as defined below, has primary responsibility 
for genera�ng and revising policies related to faculty self-governance and the University’s 
academic curriculum: areas of primary responsibility include defining faculty status and ranks, 
selec�ng qualified faculty and recommending their appointment to the provost through the 
College/School dean, defining procedures and criteria for faculty advancement, determining if 
condi�ons warrant dismissal of faculty and therea�er recommending ac�on to the University 
president, and evolving a grievance/appeals processes. 
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Policies are subject to approval by the University’s academic leaders (chairs, deans, provost, and 
University president, where appropriate, as outlined in the Faculty Handbook and governance 
documents) and final approval by the Board of Trustees. 
 
In evolving, ac�va�ng, and adhering to these processes and policies, the faculty is guided by 
generally- accepted and enduring values such as the principle of academic freedom, 
collabora�on and consulta�on among cons�tuents within the University, and fundamental 
fairness in decision making as it relates to the various aspects and procedures involving faculty 
work life. Fundamental fairness also refers to the balance or impar�ality of proceedings that is 
essen�al to due process. 
 
These enduring values and their ac�va�on through policies, processes, and procedures are vital 
to par�cipa�on by faculty in the University’s governance and to the faculty’s collec�ve 
responsibility, along with other members of the community, to realize the University’s mission. 
 
Finally, as a Catholic Benedic�ne Ins�tu�on, Saint Mar�n’s also has as an overarching principle 
the virtue of Modera�on, by which we express our iden�ty as educators, ci�zens, spiritual 
beings, and members of the human family. Modera�on as ar�culated here connotes a ra�onal 
and reasonable nego�a�on among a professor’s du�es (e.g. instruc�on, scholarship, service) 
and within the context of a healthy, meaningful life outside of one’s professional 
responsibili�es. 
 
This Handbook has three parts. Sec�on numbers beginning with a T (i.e. T.5.1.) can be amended 
only with the approval of the Board of Trustees. These sec�ons lay out basic founda�onal 
philosophies, structures, officers, and guarantees together with associated policy statements. 
Sec�on numbers beginning with an F (i.e. F.2.1.) are controlled by and can be approved by the 
Faculty. It has content internal to Faculty self-governance. Sec�on numbers beginning with a P 
(i.e. P.3.1.) concern administra�ve processes, and are controlled and approved by the Provost. 
The process for amending this handbook is outlined below. All faculty members and their 
academic and University leaders should familiarize themselves with the Employee Handbook 
and the Faculty Handbook because these collec�vely are important documents which govern 
our work lives individually and collec�vely. 
 
T0.2. Revisions to the Faculty Handbook 
 

a. The regular faculty, in coordina�on with its academic leaders and through its 
representa�ve commitee(s), has primary responsibility for revising and upda�ng the 
Faculty Handbook and for submi�ng these documents for approval and inclusion within 
the University’s governance documents to the University president for final approval by 
the appropriate approval authority. 

b. The University president has the right to propose changes to the Faculty Handbook 
directly to the Board of Trustees a�er informing faculty in Faculty Assembly about the 
proposed change and its ra�onale. This right notwithstanding, the president may elect 
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to present proposals to the faculty through the process regarding proposed changes to 
be followed by all other cons�tuents as outlined below, if they choose. 

c. In excep�onal circumstances, when a non-academic administrator (university leaders 
who do not hold faculty status or rank) wishes to recommend a change to the Faculty 
Handbook, they must do so through the Office of the Provost, who will forward the 
proposed change to the Faculty Affairs Commitee for further considera�on along with 
their recommenda�on. Decisions made by the Faculty Affairs Commitee, whether to 
reject or accept and forward such recommenda�ons to the Senate, are not subject to 
appeal. If the recommended change is accepted and forwarded by the Faculty Affairs 
Commitee, the Senate follows approval procedures as outlined below. 

 
T0.2.1. Revision Process 
 
Revisions to the Faculty Handbook may be proposed to the chair of the Faculty Affairs 
Commitee. Changes may be proposed by members of the faculty, by faculty commitees, deans 
and the provost, the Academic Affairs Commitee, and the Board of Trustees. All non-
presiden�al proposed revisions must be submited to the Faculty Affairs Commitee in wri�ng 
and include a ra�onale. 
 
When a proposed change (or changes) is (are) ini�ated by a faculty member, a Faculty 
Commitee, deans or the provost, the chair of the Faculty Affairs Commitee will convene a 
mee�ng of the commitee within ten working days to discuss the proposed change(s), and may 
 

a. Accept the proposed change, inform the pe��oner or commitee, as appropriate, in 
wri�ng, and submit the commitee’s recommenda�on to Faculty Senate; 

b. Request the pe��oner or commitee chair, as appropriate, to appear before the Faculty 
Affairs Commitee to discuss and jus�fy the proposed change; 

c. Recommend a modified version of the proposed change, inform the pe��oner or 
commitee, as appropriate, in wri�ng, and recommend a modified version to Faculty 
Senate; 

d. Reject the proposed change and inform the pe��oner or commitee, as appropriate. 
 
Considera�on by the Faculty Affairs Commitee should normally take place within 14 days of 
receiving the proposal unless extenua�ng circumstances require addi�onal �me. 
If the Faculty Affairs Commitee acts in accordance with (c) or (d), the pe��oner or commitee 
reques�ng the change may request a mee�ng with the Faculty Affairs Commitee to discuss the 
proposal in its original or modified form, and/or to explore whether there may be a mutually 
acceptable alterna�ve. If the Faculty Affairs Commitee and the pe��oner cannot reach 
agreement, that is, a�er the pe��oner exhausts the possibility of mutually acceptable 
alterna�ves, they may appeal to Faculty Senate. 
 
If the Faculty Affairs Commitee rejects the proposed change, the commitee chair will inform 
the Senate about the commitee’s decision, but the Senate is not normally obliged to consider 
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the proposal unless an appeal to do so is made by the pe��oner despite rejec�on by the Faculty 
Affairs Commitee. 
 
The Faculty Senate, upon receiving a recommenda�on for a revision to the Handbook from the 
Faculty Affairs Commitee, may 
 

a. Accept the proposed change either in its original or modified form and take the same to 
the full faculty for a majority vote before forwarding the faculty-ra�fied revision to the 
provost; 

b. Request the pe��oner and/or the chair of the Faculty Affairs Commitee to appear 
before Senate to discuss the proposed change and elaborate on the Faculty Affairs 
Commitee’s recommenda�on; 

c. Recommend a further modifica�on to the proposed change to the full faculty for a vote 
before forwarding the faculty-ra�fied revision to the provost; 

d. Recommend rejec�on of the recommended change(s) altogether 
 
The Senate must act on proposals submited within 21 days, though this �meline may be 
extended for extenua�ng circumstances. The Senate must report its recommenda�on with any 
modifica�ons to the chair of the Faculty Affairs Commitee within ten working days. If the 
Senate endorses the proposed change, the faculty president will ask the chair of the Faculty 
Affairs Commitee (or their representa�ve) to share the proposal and its recommenda�on with 
the faculty either electronically or in Faculty Assembly and seek an endorsement of the same by 
the full faculty by means of a vote. A quorum is required and a majority vote serves as the 
faculty’s endorsement of the proposed change. 
 
T0.2.1.1 Faculty have Approval Authority 
 
When the faculty have approval authority for the revision, the Faculty Affairs Commitee will 
communicate the content of the revision and its approval to the provost and the university 
president. 
 
In instances where the faculty’s revision is not agreeable to the provost, the provost will no�fy 
the faculty president of their areas of disagreement including any suggested revisions, 
addi�ons, or dele�ons in wri�ng within ten working days a�er a decision on the revision by the 
full faculty. The provost and faculty senate will meet in an effort to reconcile the areas of 
disagreement. If the areas of disagreement cannot be reconciled, final approval authority for 
the proposed revision will transfer to the Board of Trustees. 
 
In the absence of such no�fica�on by the provost within ten working days a�er a decision by 
the full faculty, or if the faculty senate is successful in reconciling the areas of disagreement, the 
faculty president will forward the revision to the Faculty Affairs Commitee. 
 
The Faculty Affairs commitee will forward the revision to the Academic Affairs commitee for 
considera�on during their next commitee mee�ng. Typically, in the absence of any objec�ons, 
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the Academic Affairs commitee will return the revision to the Faculty Affairs Commitee, at 
which point the revision becomes effec�ve and is included in the annual update of the Faculty 
Handbook. If the Academic Affairs commitee votes to disapprove the revision, the Academic 
Affairs commitee will return the revision and their ra�onale in wri�ng to the Faculty Affairs 
commitee. In this event, the revision is disapproved. 
 
T0.2.1.2. Provost has Approval Authority 
 
The Faculty Affairs Commitee must convey the faculty’s recommenda�on regarding the 
proposed revision along with any revisions, addi�ons, or dele�ons to the provost in wri�ng 
within ten working days a�er a decision by the full faculty. 
 
In instances where the faculty’s modifica�ons of the revision are not agreeable to the provost, 
the provost and faculty senate will meet in an effort to reconcile the modifica�ons. If the 
faculty’s decision is to reject the proposed revision or if modifica�ons to the proposed revision 
cannot be reconciled, final approval authority for the proposed revision will transfer to the 
Board of Trustees. 
 
In the absence of such no�fica�on by the Faculty Affairs Commitee within ten working days or, 
if the faculty senate is successful in reconciling the areas of disagreement and the revision is 
approved, the provost will communicate the content of the revision to the university president. 
 
The university president will forward the revision to the Academic Affairs commitee for 
considera�on during their next commitee mee�ng. Typically, in the absence of any objec�ons, 
the Academic Affairs commitee will return the revision to the provost and the Faculty Affairs 
commitee, at which point the revision becomes effec�ve and is included in the annual update 
of the Faculty Handbook. If the Academic Affairs commitee votes to disapprove the revision, 
the Academic Affairs commitee will return the revision and their ra�onale in wri�ng to the 
provost. In this event, the revision is disapproved. 
 
T0.2.1.3. Board of Trustees has Approval Authority 
 
In instances where the Board of Trustees has final approval, the Faculty Affairs Commitee will 
forward faculty’s recommenda�on on the proposed revision or a modified version to the 
provost. Upon receiving this recommenda�on for a change to the Faculty Handbook, the 
provost must submit the same to the University president with their recommenda�on and, with 
the president’s recommenda�on, to the chair of the Academic Affairs Commitee of the Board 
for considera�on at their next scheduled mee�ng. 
 

a. The University president may propose changes directly to the Board of Trustees for 
considera�on a�er convening a mee�ng of the full faculty to discuss the proposed 
change as vital to the University by providing a ra�onale for the same. The president is 
normally expected to give the Faculty a minimum no�ce of 14 days to convene a 
mee�ng to discuss the proposed change. 
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At the conclusion of this discussion, faculty may elect, either in open assembly or in an 
execu�ve session of the full faculty, to seek input from members and accept recommenda�ons 
from the floor regarding next steps, including the possibility of a vote on the proposed 
change(s) recommended by the University president. The Senate typically acts within twenty-
one (21) days of receiving a proposed change, though this �me frame may be extended for 
extenua�ng circumstances. 
 
The faculty president must share the faculty’s recommenda�on if one is taken in Faculty 
Assembly, with the provost, the University president, and the chairperson of the Academic 
Affairs Commitee of the Board. 
 
T0.2.1.3.1. Board Approval 
 
The Academic Affairs Commitee of the Board, in considering any faculty-endorsed revision 
requiring board approval, along with recommenda�ons regarding the same by the provost and 
the president, may 
 

a. Accept the proposed change and recommend its acceptance by the Board of Trustees; 
b. Request the pe��oner, the president of the faculty, the provost, and/or the president of 

the University, to join its delibera�ons in considering the proposed change; 
c. Recommend a modified version of the proposed change to the faculty president for 

further considera�on by the full Faculty; 
d. Reject the proposed change 

 
The Academic Affairs Commitee or the full Board may consider proposed changes brought to it 
directly by the University president (under T.0.2.1.3.a.) 
 
Final decision on accep�ng or rejec�ng proposed changes to the Faculty Handbook by any 
cons�tuent requiring board approval rests with the Board of Trustees. 
 
T0.2.1.4. Implementation 
 
Changes to the Faculty Handbook once approved by the Board of Trustees, will be forwarded to 
the Faculty Affairs Commitee for inclusion in the annual update of the Faculty Handbook. 
Approved revisions to the Faculty Handbook will take effect from the following July 1, unless an 
earlier effec�ve date is deemed necessary by the Board. 
 
T0.2.1.5. Addendum [periodic general review] 
 
The en�re Handbook will be assessed for effec�veness by the Faculty Affairs Commitee and 
provost on behalf of the faculty, deans, and academic staff during the 2029-30 academic year, 
the Faculty Affairs Commitee will make necessary revisions in consulta�on with the faculty and 
the provost and present the revised documents to the faculty, and subsequently to the provost, 
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University president, and Board of Trustees, for approval. Subsequent assessments will typically 
be undertaken in decennial cycles. 
 
Saint Mar�n’s University offers undergraduate and graduate degrees in liberal arts disciplines 
and professional fields, through tradi�onal face-to-face and online and hybrid formats, in four 
Colleges/Schools on its main campus in Lacey, Washington, and select professional degrees and 
cer�ficates at the Extension Campus at Joint Base Lewis McCord (JBLM) and in partnership with 
some high schools and community colleges. 
 
The University is accredited by the Northwest Commission of Colleges and Universi�es; 
individual Colleges/Schools and programs are also accredited by specialist accredi�ng bodies, as 
appropriate. 
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T1. DEFINITIONS 
 
T1.1. Colleges, Schools, Divisions, and Academic Offices 
 
T1.1.1. Colleges and Schools 
 
The Colleges and Schools of Saint Mar�n’s University are as follows: 
 
College of Liberal Arts, Sciences and Educa�on (CASE) 
College of Business, Engineering and Technology (CBET) 
School of Health and Allied Health (SHAH)  
 
The vo�ng membership of each College/School Faculty consists of all faculty holding regular 
faculty appointments within the College/School. For a defini�on of regular faculty, see sec�on 
T1.4.1. 
 
Colleges and Schools are encouraged to work closely with their deans to develop Bylaws to 
determine procedures that are specific to their College/School (e.g., the conduct of 
College/School Assembly, if applicable, or chairs council; crea�on of College/School commitees 
such as a College EPCC). College/School Bylaws must be recommended for approval to the 
Faculty Affairs Commitee and the provost who must together ensure that procedures are 
consistent with policies and principles outlined in the Faculty Handbook of the University. 
 
The criteria and procedures by which addi�onal Schools or Colleges may be formed, through 
collabora�on and consulta�on between the faculty and its academic leaders before approval by 
the president and Board of Trustees, is outlined in below. 
 
T1.1.1.1. The College of Liberal Arts, Sciences, and Education (CASE) 
 
Spanning the arts, humani�es and sciences, the College of Arts, Sciences and Educa�on offers 
majors and minors in these disciplines as well as the majority of the Core curriculum for 
undergraduates at Saint Mar�n’s University. Individual programs may be accredited by their 
respec�ve disciplinary commissions. The College also provides prepara�on for careers in various 
professions. 
 
College Educa�on programs prepare graduates, through programs at the undergraduate and 
graduate levels, for careers in elementary and secondary educa�on. Educa�on programs are 
accredited by the Professional Educa�on Standards Board. 
 
T1.1.1.2. The College of Business, Engineering and Technology (CBET) 
 
The School of Business prepares students at the undergraduate and graduate levels for 
professional success by building on the University’s broad liberal arts curriculum and delivering 
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a rigorous and diverse business and accoun�ng curriculum. Saint Mar�n’s University’s School of 
Business is accredited by the Accredita�on Council of Business Schools and Programs (ACBSP). 
 
The Hal and Inge Marcus School of Engineering (HIMSE) prepares undergraduate and graduate 
students with the educa�on and training necessary for further studies and professional 
engineering licensure. The Bachelor of Science degrees in Civil Engineering and in Mechanical 
Engineering are accredited by the Engineering Accredita�on Commission of ABET, Inc. The 
Bachelor of Science in Computer Science and the Bachelor of Science in Informa�on Technology 
are accredited by the Computer Accredita�on Commission of ABET, Inc.  
 
T1.1.1.3. The School of Health and Allied Health (SHAH) 
 
The School of Health and Allied Health (SHAH) builds on Saint Mar�n’s University’s liberal arts 
founda�on to prepare students as ethical professionals who support the well-being of 
individuals, families, and communi�es. SHAH’s programs reflect the University’s core values of 
faith, reason, service, and community, and adhere to na�onal professional standards. The 
curriculum emphasizes reflec�on, jus�ce, empathy, and respect for all. Students engage in 
rigorous academic coursework, hands-on clinical experiences, and advocacy, using trauma-
informed, systemic, and culturally responsive approaches. SHAH welcomes individuals from all 
backgrounds, beliefs, and faiths and develops professionals who are lifelong learners, 
commited to evidence-based prac�ce, honor the lived experiences of those they serve, and 
provide skilled, compassionate, community-oriented care. 
 
The Nursing programs are accredited by the Commission on Collegiate Nursing Educa�on. Social 
Work programs are accredited by the Council of Social Work Educa�on (CSWE). The Master's in 
Counseling (MAC) program is accredited by the Council for Accredita�on of Counseling and 
Related Educa�onal Programs (CACREP). 
 
T1.1.2. Procedures for Changing, Merging, or Closing 
 
T1.1.2.1 Procedures for making changes (e.g. merging, splitting, adding – consistency) to 
Colleges or Schools 
 
Faculty members, departments, deans, the provost, or the University president may propose 
the addi�on of new Colleges or Schools in keeping with the mission and strategic goals of the 
University, in response to growth in programs or in the University as a whole, and if they see the 
poten�al to beter serve the needs of current students or to recruit new students by housing 
closely-related programs within a new College or School. 
 
The procedure for adding, combining and merging Schools and Colleges is as follows: Proposals 
are submited to the University EPCC, who will endorse and submit the proposal to the Senate. 
At the discre�on of the Senate, the full faculty may be asked to endorse the proposal. The 
proposal, a�er it is endorsed by the Senate and/or the full faculty is sent (with any proposed 
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modifica�ons) to the provost. The proposal, with a recommenda�on by the provost, is sent to 
the University president, before being approved by the Board of Trustees. 
 
The University president may take proposals to add or combine Colleges/Schools directly to 
Senate or the Full Faculty in Assembly. The Senate or the Full Faculty may, in turn, charge EPCC 
with reviewing the proposal before responding to the proposal. 
 
The naming of the new College/School should follow the same process, except in cases where 
the Board of Trustees honors major donors for their significant philanthropic support of the 
University by naming Colleges or Schools. In such instances, the donor’s support typically 
benefits the par�cular College or School and the University president will inform the faculty of 
the College/School of the BOT’s determina�on. 
 
All proposals for the crea�on of a new College or School must include the following ra�onale, 
program descrip�on, proposed administra�ve structure, infrastructural needs (including 
facili�es), staffing needs, plans for student recruitment, accredita�on plans, marke�ng 
strategies, budget. 
 
T1.1.2.2. Procedures for making changes (e.g. merging, splitting, adding Consistency) to 
Divisions 
 
Parallel procedures are to be followed in crea�ng new divisions within the University. 
 
T1.1.2.3. Procedures for adding or making changes (e.g. merging, splitting, moving) to 
Departments and Programs 
 
Proposals to add, merge, move or split departments may be made by the faculty, chairs, deans, 
or the provost. In general, they should cover the same points as proposals for new 
Colleges/Schools or divisions, including providing a clear ra�onale, addressing budgetary and 
marke�ng considera�ons, etc. 
 
Chairs, deans, or the provost are required to call mee�ngs of all affected faculty members to 
discuss reasons for the proposed alloca�on/realloca�on of resources, staffing needs, and the 
academic viability of the affected unit(s). The proposal then moves forward to the faculty of the 
College/School(s) involved, the EPCC, and the Faculty Senate for their recommenda�ons and 
then to the provost. The proposal, with a recommenda�on by the provost, is sent to the 
University president, before being approved by the Board of Trustees. 
 
T1.1.2.4. Procedures for placing a College/School, Division, Department, or Program in 
Academic Receivership 
 
A recommenda�on to place a department or program or unit? in academic receivership may be 
made by faculty within that department collec�vely or by a majority, the Faculty Senate, the 
College/School chair of the faculty, or the dean. 
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Recommenda�ons to place a department or program or unit in academic receivership must 
include a writen report which outlines the reason for the recommenda�on. Valid reasons may 
include but are not limited to cases where a unit is unable or unwilling to govern itself in 
accordance with the principles of shared governance, where it is in noncompliance with the 
University’s Program Review process, where it is failing to fulfill its teaching mission, where 
disregard for student and faculty welfare is evident, or where it is unable to deliver its programs 
to current or prospec�ve students. 
 
Procedures to guide a unit through the receivership process must include a plan for a return to 
self- governance within three years. 
 
In placing a department or academic unit in receivership, the dean consults with the provost 
who must, in turn, inform the Senate within five working days of no�fica�on by the dean. The 
Senate may charge the Faculty Affairs Commitee (FAC) to review and report on the situa�on or 
undertake such review directly and then provide a recommenda�on to the provost with a copy 
to the dean. 
 
The dean, a�er receiving a recommenda�on from the Senate and in consulta�on with the 
provost, may place the department or unit in receivership by appoin�ng an external chair or by 
undertaking direct oversight of the unit for a defined period of �me to be followed by a review 
of the situa�on. At the end of this defined period, the dean may return the department to self- 
governance or on the basis of a review of the situa�on by the FAC, con�nue the unit in 
receivership for a further period that cannot extend beyond one academic year. 
 
Should the unit in receivership prove to be unwilling, unable, or incapable of adequately 
addressing the issues within a defined period of �me as noted above, and addi�onal ac�ons are 
needed, the dean informs the provost. The following steps must be undertaken: 
 

a. The provost no�fies the Senate within five working days and consults with them; 
b. The Senate charges the FAC to independently review the situa�on; 
c. In consulta�on with the provost, the FAC may bring outside reviewers to campus to 

assess the situa�on and help re-vitalize the unit; 
d. The FAC submits its assessment of the situa�on to the provost and the Senate with a 

copy to the dean. 
 
On the basis of such review, and if the situa�on persists, the provost may suspend admissions to 
the department/program, or transfer, consolidate, disestablish, and discon�nue academic 
programs within the unit. 
 
In any event, every atempt will be made by the University to relocate all regular faculty affected 
by the decisions to close a unit into related departments. 
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T1.1.2.5. Procedures for closing Schools, Colleges, Divisions, Departments, or Programs 
 
The University and the faculty recognize that circumstances may arise that require closing a 
program, department, division, or College/School. While the most common reason for decisions 
to close a program is financial, other valid reasons may arise that warrant such a considera�on. 
The University and faculty also recognize that low enrollment by itself is not necessarily a 
reason to close essen�al programs and that the academic integrity of the ins�tu�on, its iden�ty 
as a liberal-arts centered University, and fulfillment of its Catholic Benedic�ne mission will be 
essen�al components in discussions focused on the closure and non-viability of programs, 
departments, divisions, or Colleges/Schools. 
 
University leaders will ensure faculty par�cipa�on at all levels of the discussion in declara�ons 
of financial exigency and/or departmental closure for any reasons. Typically, declara�ons of 
financial exigency will be based on five years of the University’s audited financial statements, 
current and following-year budgets, and detailed cash-flow es�mates for future years. Program 
cuts and the tenure-track job losses that usually accompany them should be a last resort and 
will follow atempts to address the budgetary challenges by furloughs and other means. 
 
Before an academic unit at any level is closed because of university financial exigency, the 
following ac�ons are required: 
 

a. Public declara�on by the University of financial exigency that is demonstrably bona fide; 
b. Reasonable classifica�on of all the faculty members affected thereby, and a procedure 

for establishing priority order of termina�ons. 
 
A defini�on of Financial Exigency and the terms which atend to a declara�on of financial 
exigency by the University are outlined in detail in the Faculty Handbook, 9.2. 
 
T1.1.3. Offices and Ins�tutes 
 
T1.1.3.1. Extension Division 
 
Divisions are, by defini�on, not self-standing units, though they may be led by a dean or 
director. Regular faculty members who teach in Divisions are typically housed in one of the 
three Colleges/Schools of the University. 
 
The Extension Division provides life-long learning opportuni�es through Cer�ficates and Degree 
programs for non-tradi�onal learners, primarily at military bases. The Division is authorized on 
its extension campuses to offer courses, programs, and degrees that have been approved by 
faculty to be offered in its three Colleges and Schools on the Lacey campus. 
 
The dean of the Division works with the appropriate College/School deans and department 
chairs in iden�fying non-tenure-track faculty appointments. Non-tenure-track faculty 
appointments in the Division are endorsed by department chairs and deans and approved by 
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the Office of the Provost. Regular faculty in any of the three Colleges/Schools may teach courses 
in SMU-JBLM (in load), and regular faculty appointments at point of hire may include teaching 
commitments at SMU-JBLM or on extension campuses. 
 
Any new credit-bearing courses, degrees, and programs of study, including ongoing ini�a�ves, 
which are expected to transi�on into regular programs in in the Extension Division, must be 
approved by the regular faculty through standard program approval procedures outlined in the 
Faculty Handbook. 
 
T1.1.3.2. The Spiritual Life Institute 
 
The Spiritual Life Ins�tute, an intensive five-day learning program hosted annually in the 
summer by Saint Mar�n’s Religious Studies Department, offers students an opportunity to 
dialogue on the history, ethics, and beliefs of the world's religious tradi�ons. The Ins�tute draws 
theologians, scholars, and social jus�ce advocates, who share their insights with par�cipants in 
order to inspire awareness, challenge preconceived no�ons and shed light upon the spiritual 
journey in an increasingly globalized world. 
 
The Ins�tute is open to the public. Par�cipants may register for Con�nuing Educa�on Credit or 
atend without receiving credit. The Ins�tute reports to the provost who approves its budget 
and expenditures. The director of the ins�tute is typically drawn from faculty in the Religious 
Studies Department. The director submits an Annual Report of the ins�tute’s ac�vi�es to the 
provost by September 1st each year. 
 
P1.1.4. Academic and Academic Support Offices 
 
Academic and Academic Support Offices are typically overseen by a director or dean who works 
closely with faculty and academic leaders to support faculty work life and to ensure the 
development of students beyond the classroom. The University may re-organize Academic 
Support Offices as needed to maximize student success and to support faculty in their roles as 
teacher-scholars and scholar-teachers. Directors of Academic Support Offices may be drawn 
from the regular faculty and typically serve three-year renewable terms, or they may hold staff 
status, in which case, they are evaluated every five years. 
 
Directors of University-wide academic support offices which serve the University community 
across Colleges/Schools report to the provost. Academic support func�ons within individual 
Colleges/Schools report to the dean of the College/School. Academic support func�ons within a 
department report to the department chair. 
 
The following Academic Offices report to the Office of the Provost. 
 
P1.1.4.1. Faculty Center for Scholarship and Teaching (CST) 
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The Faculty Center for Scholarship and Teaching supports the educa�onal mission of the 
University by providing opportuni�es for growth and renewal for faculty in all realms of their 
professional lives and through all the stages of their careers. 
 
The Center serves faculty through mul�ple ini�a�ves: teaching and learning workshops, support 
for scholarship and crea�ve projects, grant wri�ng assistance, and training in emerging 
technologies. It also builds community by facilita�ng collabora�on and conversa�ons spanning 
the full range of faculty responsibili�es. The Center hosts workshops for faculty, disseminates 
materials about advancements in pedagogy, and works with individual faculty members and 
departments to advance teaching and learning by atending to evidence-based research on 
these subjects. The Center also serves as a hub for those who want to discuss new trends, 
models, projects, and resources that support the teaching and learning experience. 
 
The Center is led by a regular faculty director (or two regular faculty co-directors with dis�nct 
areas of responsibility) who is (are) appointed for three-year renewable terms. 
 
P1.1.4.2. The Center for Student Success (CSS) 
 
The Center for Student Success provides advising as well as academic learning resources to help 
students strengthen study skills and to encourage the use of new learning strategies. The 
Center’s services are available to all Saint Mar�n's University students. The Center is led by a 
staff or faculty director who reports to the provost and serves in five-year renewable terms 
which are subject to review prior to subsequent renewals. 
 
The Wri�ng Center is directed by a regular faculty director who leads Wri�ng Center func�ons 
and daily opera�ons, including overseeing peer readers; they serve three-year renewable terms 
and reports to the provost. 
 
Learning Support 
Peer tutoring services are available in specific subject areas, such a math, science, engineering, 
accoun�ng, and world languages. Students may be referred by faculty to receive supplemental 
help with difficult course content, to develop more effec�ve approaches to studying, and to 
strengthen self-directed learning behaviors. Students may also be referred to work directly with 
LC staff to create individualized academic improvement plans. A two-credit UNI 195 course is 
offered each semester for students who want to build more effec�ve learning and study 
strategies to support their academic success.  
 
Academic Early Alert 
The academic early alert program is coordinated by an Advisor of Studies for First-year and pre-
major students, who works closely with faculty and students to provide ongoing outreach 
services to support student success. The Advisor of Studies reports to the Provost. 
 
Tutoring in Academic Disciplines 
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Students may use tutoring services in specific subjects, such as Mathema�cs and Engineering, 
to supplement their classroom work and to maintain or improve their academic standing in 
classes. Students may be referred by faculty, or elect to use the Center’s assistance provided 
through peers or faculty in order to prac�ce or review course materials. 
 
Wri�ng Support 
Wri�ng support is provided by trained peer readers who discuss with students their academic 
and professional wri�ng. In an atmosphere removed from the classroom, student readers ask 
ques�ons and make sugges�ons that help writers generate topics, develop a thesis, organize 
material and clarify ideas. Services during the semester are offered weekdays and are free of 
charge, mostly in one-hour sessions. Students are welcomed through appointments as well as 
through a drop-in format. Faculty may also recommend that individual students consult the 
Center in comple�ng wri�ng assignments.  
 
Advising 
The Center provides academic advising to students through an Advisor of Studies who reports 
to the provost. Addi�onally, faculty members may be appointed to the Center to serve as 
Advisors to students prior to their entry into the University and as they undertake their Core 
courses. 
 
P1.1.4.2.1. Office of Disability Support Services 
 
The Office of Disability Support Services is dedicated to providing a variety of services for 
students with disabili�es at Saint Mar�n's University. Qualified students are encouraged to 
schedule a personal interview with the Disability Support Services coordinator to determine the 
level of accommoda�ons needed. Students are encouraged to work closely with university 
faculty, staff, and the DSS Office in ensuring appropriate accommoda�on and their ongoing 
success. 
 
The Center is led by the director of the Center for Student Success. 
 
T1.1.4.3. O’Grady Library 
 
The O’Grady Library provides vital instruc�onal support and acts as an essen�al element in the 
University's curricular, teaching, and research func�ons. As the University's major informa�on 
resource, the Library enhances and extends students' classroom and laboratory experience, and 
facilitates the research conducted by faculty and students. The University Library is an integral 
part of Saint Mar�n’s mission to sustain an atmosphere in which informa�on and ideas are 
readily accessible and freely exchanged. 
 
Led by the Library Director, the O’Grady Library also supports the educa�onal goals of Saint 
Mar�n’s University by providing non- credit bearing instruc�on, services, resources, facili�es, 
and technologies that facilitate access to informa�on in order to foster inquiry, crea�vity, 
discovery, and the acquisi�on of knowledge. 
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P1.1.4.4. Graduate Admissions, Programs, and Policy   
 
Graduate Admissions are supervised by the Dean of Enrollment.  Associated staff coordinate the 
recruitment and admission of students into the University’s graduate programs by working 
closely with deans and graduate program directors in the Colleges and Schools. The Dean of 
Enrollment also works closely with faculty and deans in the Colleges/Schools to organize and 
coordinate events such as Graduate Student and Graduate Assistant orienta�ons, and other 
graduate-program related events. 
 
Graduate Programs and Policy are supervised by a regular faculty member appointed as 
Director by the Provost.  A Graduate Council of Advisors works closely with the Director on 
policies and procedures rela�ng to graduate programs. The Graduate Council includes all the 
directors of the University’s graduate programs. The Director works with graduate program 
personnel to ensure the implementa�on of those policies and procedures.   
 
The Director of Graduate Programs and Policy coordinates the assignment and alloca�on of 
graduate assistants following guidance set by the Provost.   
 
The Director of Graduate Programs and Policy assures consistent implementa�on of the 4 + 1 
program, and works with the Dean of Enrollment to develop effec�ve processes for enrollment 
of 4 + 1 students.   
 
P1.1.4.5. The Office of the Registrar 
 
The Office of the Registrar supports faculty and students by ensuring adherence to academic 
policies and procedures and by assis�ng students in their progress from admission into the 
University to gradua�on. The Registrar oversees a range of ac�vi�es which include registering 
for courses, maintaining academic records and responding to requests for transcripts, cer�fying 
degrees and atendance, cer�fying Veterans' benefits, and collabora�ng with faculty and staff 
on faculty, College, and University commitees. 
 
T1.2. University Offices which Work Closely with Academic Affairs 
 
Faculty, deans, the provost, and Academic Support Offices work closely with all offices within 
the University, but have especially deep collabora�ve rela�onships with the following offices: 
 
T1.2.1. The Benedic�ne Ins�tute 
 
Working in collabora�on with the Vice President of Mission Integrity, the University President as 
well as with University departments and programs, the Benedic�ne Ins�tute of Saint Mar�n’s 
helps lead the University in upholding and promo�ng its mission and iden�ty as a Catholic 
University; its specific charism as Benedic�ne; and its educa�onal tradi�on in the Liberal Arts. 
The current mission statement for the Benedic�ne Ins�tute can be found at this link. 

https://www.stmartin.edu/directory/offices-departments-directory/benedictine-institute
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T1.2.2. Office of Admissions 
 
The Office of Admissions works closely with faculty and academic offices to recruit students into 
the University’s undergraduate academic programs. Faculty members and academic leaders 
support the recruitment efforts of the Admissions Office by par�cipa�ng in events such as Spirit 
Day and by visi�ng high schools to present informa�on about the University’s programs and 
commitment to the holis�c development of students in and outside the classroom. The Chief 
Enrollment Officer regularly updates deans, the provost, other University Officers, and the 
faculty president on recruitment efforts and results during the course of the academic year and 
into the summer. 
 
T1.2.3. Office of Finance 
 
The Office of Finance supports the overall academic and learning mission of Saint Mar�n's 
University by stewarding and suppor�ng programs and ini�a�ves through the strategic 
alloca�on of budgetary resources and through responsible stewardship of the University’s 
overall resources. The VP for Finance works closely with the provost on academic budgets and 
on chairing the University’s Advisory Budget Commitee. 
 
T1.2.4. Office of Interna�onal Programs and Development 
 
The Office of Interna�onal Programs and Development (OIPD) serves the Saint Mar�n’s 
University community by offering a variety of interna�onal programs which foster an 
apprecia�on for cultural diversity. The Office provides services related to language, culture, and 
academic exchange by recrui�ng and mentoring interna�onal students and by organizing the 
University’s Study Abroad and interna�onal ini�a�ves. 
 
T1.2.5. Office of Ins�tu�onal Effec�veness 
 
The Office of Ins�tu�onal Effec�veness (OIE) provides decision and planning support services to 
enhance effec�veness. Currently staffed by the Director of Assessment & Accredita�on and the 
Associate Director of Ins�tu�onal Research OIE provides University leaders, faculty, and staff 
with �mely, objec�ve, and accurate informa�on to help create a learning environment in which 
students can succeed academically, crea�vely, culturally, socially and spiritually. The office 
supports regional and program specific accredita�on efforts, facilitates administra�on and 
analyses of na�onal and local surveys, promotes ins�tu�onal assessment ac�vi�es, coordinates 
and conducts macro-analyses of those assessment ac�vi�es, and provides ins�tu�onal research 
for official data repor�ng and analyses for Saint Mar�n’s University. Addi�onally, OIE serves as 
the designated office of official data repor�ng and analysis for Saint Mar�n’s University. 
 
T1.2.6. Office of Integrated Technology Services 
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The Office of Integrated Technology Services (ITS) ac�vely supports the educa�onal goals of the 
University by providing services, resources, facili�es, and technology in order to provide access 
to informa�on and knowledge. By working closely with faculty, academic offices, deans, and the 
provost, the department supports faculty and students through state-of-the-art administra�ve 
systems which facilitate teaching and learning and services that encourage intellectual inquiry. 
 
T1.2.7. The Office of Marke�ng and Communica�on 
 
The Office of Marke�ng and Communica�ons supports the academic life of the University 
through publica�ons and public rela�ons endeavors and by working closely with faculty, 
department chairs, deans, and the provost. The Office supports departments and programs in 
communica�ng with the University's internal and external audiences, and ensures that the 
University con�nues to expand its reach and reputa�on. 
 
T1.2.8. The Office of Student Affairs 
 
The Office of Student Affairs supports the development of students through experien�al co- 
curricular programming and prepares them for personal and professional success through 
ac�vi�es outside the academic classroom. Programs sponsored and organized by the Office 
foster an awareness of difference that encourages students to work towards a just society; 
students are encouraged to understand their moral obliga�on to a mul�cultural world and to 
become faithful, compassionate, and conscien�ous stewards of their communi�es. 
 
T1.2.9. The Office of Human Resources 
 
The Office of Human Resources works with faculty, deans and department chairs to provide 
comprehensive support and guidance on maters pertaining to faculty recruitment, hiring, 
policies and procedures, and the handling of sensi�ve confiden�al manners. Human Resources 
maintains employment records and the official tenure and promo�on file of faculty.  Human 
Resources provides staff support to all search commitees that recruit faculty or staff in 
Academic Affairs.  
 
T1.3. Academic Leadership/Leaders  
 
T1.3.1. The Provost 
 
The Office of Academic Affairs is led by the provost who oversees all academic programs and 
academic co- curricular ac�vi�es, coordinates academic projects and events, recommends 
faculty sabba�cals, leaves, and advancement, supports faculty development, plans the 
academic budget, and works with deans, directors, and other University offices to ensure that 
academic excellence defines the teaching experience of faculty and the learning experience of 
students at Saint Mar�n’s University. The provost thus oversees the curricular, instruc�onal, 
academic co-curricular, faculty, and research func�ons of the University. The provost serves as 
an Officer of the University and at the discre�on of the University president. 
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College/School deans report to the provost as do the heads of various academic support 
func�ons, such as the Library and the Registrar. The provost is responsible for maintaining 
records of academic policies and procedures, for no�fying individual faculty about their 
eligibility for tenure, promo�on, and sabba�cals, and the faculty as a whole about important 
impending deadlines. 
 
The provost normally holds an earned terminal academic degree in one of the academic 
disciplines within the University from a regionally accredited university and must carry 
significant experience in prior academic leadership. Because the provost has faculty status, they 
are encouraged to teach a course every four years, if �me permits, and if their home 
department has teaching needs in their area of exper�se. 
 
 
T1.3.1.1 Procedures for Selecting and Appointing the Provost 
 
The University provost is typically selected through a na�onal search process ini�ated by the 
University president in collabora�on with the faculty and academic leaders and staff. The search 
commitee will consist of at least four faculty members (at least three of whom are elected by 
the Faculty and one of whom is appointed by the University president in consulta�on with the 
Faculty president or from a list of names provided by the Faculty president of those willing to 
serve on the Commitee), one dean selected to represent the deans, and one academic staff 
member. The University president typically appoints addi�onal members from cabinet, the 
monas�c community, and the BOT. 
 
Finalists iden�fied by the search commitee will be available through public presenta�ons and 
mee�ngs to the Faculty and faculty assessments of the candidates will be solicited by the search 
commitee before the commitee makes its recommenda�on to the University president who 
makes the final decision internally and recommends endorsement of the finalist by the BOT. 
 
P1.3.1.2. The Provost’s Council  
 
The Provost’s Council includes the following members: 
 

a. College/School Deans 
b. Associate Dean of the Extension Division 
c. Dean of Interna�onal Programs and Development 

 
The Extended Provost’s Council membership further includes the direct reports to the provost, 
the faculty president and president-elect, and addi�onal staff and faculty at the provost’s 
discre�on.  The provost council may meet in execu�ve session as the provost requires.   
 
The provost may appoint assistant or associate provosts to support the work of the provost’s 
office. 
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P1.3.1.3. University Council of Chairs 
 
Chairs in all the Colleges/Schools may be called upon to meet in a University Council of Chairs 
by the provost. The UCC is an ad hoc Advisory body whose composi�on changes as 
departmental leadership changes and whose purpose is to share informa�on across 
Colleges/Schools. The UCC usually includes the deans and associate deans of Colleges/Schools, 
SMU-JBLM, Library & Resources Center, and OIPD and may include program directors. 
 
T1.3.2. Academic Deans 
 
Colleges and Schools are led by academic deans who serve as academic leaders of a College or 
School and report to the provost. The dean structure, as it pertains to Saint Mar�n’s University’s 
Colleges and Schools, derives from a long tradi�on in higher educa�on and the University’s 
par�cular iden�ty as a Benedic�ne University founded by the Saint Mar�n’s Order of Monks 
and the Benedic�ne Abbey. 
 
Academic deans serve on the provost’s council of Advisors and as first among the Faculty in 
their respec�ve College or School. Deans normally hold an earned terminal academic degree 
from a regionally-accredited university in one of the academic disciplines within the 
College/School to which they are appointed, and must carry significant experience in prior 
academic leadership at the level of chair or above. Because deans have faculty status, they are 
encouraged to teach a course every two years, if �me permits, and if their home department 
has teaching needs in their area of exper�se. 
 
The deans support the Faculty in promo�ng excellence through teaching, learning, and 
scholarship, represents the interests of the College/School to University leaders, and 
communicates direc�ons and priori�es set by University leaders to the faculty. Deans support 
faculty members in the later’s aten�on to pedagogical excellence, advocate for faculty 
development and a healthy faculty work life, encourage faculty as they explore curricular 
developments and the crea�on of new programs, and support chairs in their oversight of 
academic programs. Deans are responsible for working with the faculty to ensure academic 
excellence. Deans also ensure appropriate standards for the periodic evalua�on of faculty in the 
areas of teaching, scholarship, and service, and make recommenda�ons on faculty 
advancement through rank and tenure. Deans also conduct workshops to train chairs in 
managing departmental budgets; deans prepare and administer the annual budgets of their 
College/School and work closely with the Office of Ins�tu�onal Advancement and other offices 
on fund raising ini�a�ves. 
 
Deans are selected by the provost, typically through a na�onal search, and are recommended to 
the president for appointment; deans report to the provost. 
 
Appointments to the posi�on of College/School dean are typically made for five-year renewable 
terms, renewed by the provost a�er successful reviews conducted during the fi�h year of each 
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appointment cycle. The review process is led by the provost.  and outlined in the Faculty 
Handbook. 
 
P1.3.2.1. The Responsibilities and Duties of Academic Deans 
 
The du�es of deans may vary slightly, depending on the College or School, but in general, deans 
share several responsibili�es, which are described below. 
 
At the University level, through their service on the Provost’s Council, they may be asked to 
engage in strategic planning, budget discussions, and hiring decisions. They may be invited to 
join cabinet mee�ngs and to report on developments in their College/School. They are also 
required to play a role in external rela�ons, including fund raising, student recruitment, alumni 
rela�ons, economic development, marke�ng, and public rela�ons. 
 
Internally in their Colleges and Schools, deans support and promote educa�onal programs, 
research, and service by faculty. Deans must be effec�ve advocates for their College/School and 
faculty, both within the University and externally. Deans should manage and steward the 
resources of their College/School: fiscal, facili�es, and human. They are also responsible for 
working with their faculty on planning. 
 
The deans have direct responsibility for: 
 

a. Engaging faculty, staff, and students in discussions of College/School issues and assuring 
a posi�ve, high-quality, and equitable work environment; joining and suppor�ng faculty 
in strategic intellectual discussions about future academic direc�ons within the 
College/School; 

b. Repor�ng regularly to faculty about developments in the College/School, including fund 
raising and other efforts, typically during College/School Assembly; 

c. Advoca�ng for the College/School and posi�oning it for success within the University’s 
broader long-term planning; 

d. Raising private funds for scholarships, grants, professorships, programs, facili�es, and 
other College/School needs, normally spending 25-30 percent of their �me on such 
ac�vi�es; 

e. Playing an oversight and leadership role in accredita�on, assessment reports, and other 
processes that are central ac�vi�es in the College/School; Deans who oversee 
professional programs and Colleges/Schools are responsible for leading them through 
successful accredita�on or reaccredita�on, as appropriate; 

f. Par�cipa�ng in Provost’s Council in discussions of ins�tu�onal planning and policy, and 
in so doing represen�ng the College’s/School’s interests effec�vely; 

g. Suppor�ng departments and programs in their hiring needs and represen�ng these to 
the provost; 

h. Conduc�ng annual orienta�on sessions for department chairs and program directors; 
i. Communica�ng regularly with departments and their chairs regarding decisions and 

direc�ons; 
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j. Communica�ng regularly with the provost regarding developments and needs in the 
College/School; 

k. Conduc�ng annual performance evalua�ons of their staff direct reports; 
l. Keeping track of department chair and program director terms; no�fying faculty when 

terms are due to expire; 
m. Keeping track and no�fying faculty of schedules for the advancement and post-tenure 

review of Faculty within the School/College; 
n. Keeping track and no�fying department chairs of schedules for departmental review and 

review of departmental tenure and promo�on guidelines; 
o. Managing all relevant paperwork in a �mely manner and responding to requests from 

the provost and other University offices; 
p. Serving on University Commitees as requested by the provost and University president; 
q. Promo�ng interdisciplinary and inter-college collabora�on and coopera�on in teaching 

as well as scholarly ac�vity; 
r. Developing external rela�onships for the purposes of (1) enhancing student placement 

and internship opportuni�es; (2) providing meaningful community outreach 
opportuni�es for students and faculty; 

s. Assis�ng the Office of Admissions and Graduate Program Directors with recruitment 
ac�vi�es of the College/School; 

t. Promo�ng the visibility of the College in the region, state and na�on; 
u. Providing oversight and coordina�on of the College/School website; 
v. Undertaking other du�es described elsewhere in this Handbook, including contribu�ng 

to hiring, tenuring, and promo�ng faculty; 
w. Preparing and submi�ng an Annual Report for the College/School to the provost by 

June 1 of each academic year. 
 
With the approval of the provost, deans may select associate or assistant deans to assist in the 
administra�ve responsibili�es of the College/School. 
 
Deans, associate deans, and assistant deans may teach courses in their areas of exper�se, if 
their teaching commitments do not impede or interfere with their administra�ve 
responsibili�es. Associate and assistant deans are academic leaders who report to a dean. The 
responsibili�es of an assistant or associate dean are typically evolved by the dean to whom the 
posi�on reports. 
 
The Extension Division is led by an associate dean who reports to the provost. The associate 
dean works closely with College/School deans and department chairs to schedule extension 
courses. Department chairs select and/or approve the faculty who teach at the Extension 
Division.  
 
T1.3.2.2. Acting or Interim Deans 
 
Ac�ng or interim deans may be appointed by the provost, when in the provost's assessment 
such appointments are in the best interests of the Colleges/Schools, and their departments, 
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Programs, students, and faculty members. Ac�ng/Interim deans shall have the same 
responsibili�es and authority as deans, but usually will not serve more than two fiscal years or 
parts thereof. 
 
T1.3.2.3. Procedures for Selecting and Appointing Deans 
 
College/School deans are typically selected through a na�onal search process ini�ated by the 
provost. The Search Commitee will consist of at least four faculty members elected from the 
College/School and one appointed by the provost from outside the College/School in 
consulta�on with the chair of the College/School faculty, a member of the monas�c order, a 
dean, and one staff member. 
 
Finalists iden�fied by the search commitee will be available through public presenta�ons and 
mee�ngs to the College/School faculty and faculty assessments of the candidates will be 
solicited by the search commitee before the commitee makes its recommenda�on to the 
provost who makes the final appointment. 
 
In the event of a vacancy, the provost may appoint an Interim or ac�ng dean. 
 
T1.3.2.4. Procedures for Evaluating College/School Deans 
 
Evalua�ons of College/School deans are ini�ated by the provost in the fall semester of the fi�h 
year of their appointment prior to renewal for a further five-year term. The provost shares with 
each dean, a template for evalua�ng them based on their responsibili�es, and solicits their 
feedback before finalizing the template. This template is used to generate a set of survey 
ques�ons that are evolved by the provost in consulta�on with the Chief Human Resources 
Officer. The finalized survey ques�ons are shared with the dean for input and then with the 
chair of the College/School faculty. 
 
The survey ques�ons are sent by the provost’s execu�ve assistant to all regular faculty in the 
dean’s College/School, select Faculty Commitee chairs who are from other Colleges/Schools, 
select members of the College/School Advisory Board (in the case of professional schools which 
have ABs), and select staff members from co-curricular and other support offices. This list will 
be compiled by the provost in consulta�on with the dean and the chair of the College/School 
faculty. 
 
Evaluators will be iden�fied on the returned survey only by category as either faculty or staff, 
though individuals returning the survey will have the op�on of iden�fying themselves. 
 
The results of the survey, along with the provost’s independent assessment of the dean, will be 
shared with the dean as part of their ongoing development. If significant and serious issues 
requiring aten�on have been iden�fied through the evalua�on process, the provost may work 
with the dean to design a structured development plan and subsequent assessment of growth, 
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typically in the following semester. The provost typically informs the dean about reappointment 
by April 15 of the spring semester of the dean’s fi�h year; in the case of deans with retreat 
rights who are not renewed, the provost will also inform the appropriate department chair of 
the dean’s return to full-�me teaching in the department. Deans without retreat rights may 
receive renewable annual appointments as a faculty member in their area of exper�se. 
 
Current deans will undergo evalua�on as described above in 2015-16, and typically, every five 
years therea�er. 
 
Deans complete Annual Reports which are submited to the provost for feedback. 
 
Vacated dean posi�ons are filled in accordance with procedures described in 1.2.2. During the 
period of the search, the provost may appoint an Interim or ac�ng dean. 
 
T1.3.2.5. Procedures for Evaluating Division Deans and Associate Deans of University-wide 
Programs 
 
Associate deans of University-wide programs (e.g., Extension Division) are evaluated every five 
years. Evalua�ons of associate deans of University-wide programs are ini�ated by the provost in 
the fall semester of the fi�h year of their appointment prior to renewal for a further five-year 
term. The provost shares with the associate dean(s) a template for evalua�ng them, based on 
their responsibili�es, and solicits their feedback before finalizing the template. This template is 
used to generate a set of survey ques�ons that are evolved by the provost in consulta�on with 
the Chief Human Resources Officer. The finalized survey ques�ons are shared with the associate 
dean(s). 
 
The finalized survey is sent by the Provost’s Execu�ve Assistant to select faculty and staff who 
work closely with the associate dean. This list will be compiled by the provost in consulta�on 
with the associate dean. 
 
Evaluators will be iden�fied on the returned survey only by category as either faculty or staff, 
though individuals will have the op�on of iden�fying themselves. 
 
The results of the survey, along with the provost’s independent assessment of the associate 
dean(s), will be shared with them as part of their ongoing development. If significant and 
serious issues requiring aten�on have been iden�fied through the evalua�on process, the 
provost will work with the associate dean(s) to design a structured development plan and 
subsequent assessment of growth, typically by the subsequent semester. The provost typically 
informs the division dean and associate dean about reappointment by April 15th of the spring 
semester of their fi�h year. 
 
Current associate deans of University-wide programs will undergo evalua�on as described 
above during the 2021-22 academic year and every five years therea�er. 
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Vacated associate dean posi�ons in University offices may be filled through a formal search 
process or by internal appointment. During the period of a search, the provost may appoint an 
interim or ac�ng associate dean. 
 
P1.3.2.6. Dean’s Council of Chairs 
 
Chairs in the Colleges/Schools may meet regularly in a College Council of Chairs and program 
directors with their College/School dean. The Council is an ad hoc Advisory body whose 
composi�on changes as departmental leadership changes and whose purpose is to share 
informa�on and discuss maters of importance to departments. The Council in individual 
Colleges/Schools may invite the Dean of the Saint Mar�n’s University-JBLM to mee�ngs, as 
appropriate, because the dean of SMU-JBLM works closely with chairs on a variety of tasks 
related to courses and programs on extension sites. Program directors may be invited to join 
mee�ngs of the Council. The Council is chaired by the dean of the College/School. 
 
T1.4. The Faculty  
 
As a Catholic Benedic�ne ins�tu�on, and in keeping with a �me-honored and unique tradi�on 
in US Higher Educa�on, Saint Mar�n’s University recognizes the necessity and importance of 
tenured and tenure-track faculty members to advance and nurture the university’s character, 
mission, and purpose. 
 
The University employs non-tenure-track faculty in full- or part-�me capacity to meet its 
curricular and programma�c needs, especially in its online and extension campuses, as well as 
to ini�ate new programs, but strives to appoint and retain a significant core of regular faculty on 
its main campus in Lacey. 
 
While the University regards non-tenure-track faculty assignments as necessary, both 
programma�cally and for financial reasons, it values the academic standing of tenure in 
ins�tu�ons of higher educa�on, aten�on to the holis�c development of students in and 
outside the classroom through its commited faculty and staff, and the responsibili�es which 
atend to tenure as vital to the long-term development of students well beyond the �me they 
spend taking classes. The University aims, therefore, as resources permit, to achieve the 
minimum ra�o recommended by AAUP of seventy-five percent regular faculty credits to twenty-
five percent non-tenure-track faculty credits on its main campus in Lacey. 
 
All regular faculty appointments are recommended for appointment by the provost, subject to 
budgetary support, to the president. Tenured faculty appointments are approved by the Board 
upon recommenda�on by the University president, provost, and the Board’s Academic Affairs 
Commitee. Department chairs work closely with deans in iden�fying disciplinary, 
departmental, and College/School needs; deans then forward recommenda�ons on behalf of 
the department or School/College to the provost. Processes and procedures for appoin�ng 
faculty are outlined below. Non-tenure-track faculty appointments are recommended by the 
chair and dean to the provost, who makes the appointment. 
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The terms and condi�ons of every appointment to a faculty posi�on shall be stated in wri�ng 
and shall be consistent with the provisions in this Handbook. A copy of the appointment 
leter/contract shall be supplied to the faculty member and a copy placed in his or her 
personnel file, which will be held in the Office of the Provost. Any special standards applicable 
to the faculty member shall be included in the appointment leter/contract/addendum. 
Subsequent modifica�ons of the condi�ons in the appointment leter/contract/addendum 
typically occur as a result of the faculty review process or in consulta�on with the faculty 
member and their department chair and College/School dean. Modifica�ons have to be 
approved by the provost and subsequently, the University president. 
 
T1.4.1. Regular Faculty 
 
The regular faculty consists of those members who are tenured or on the tenure-track, full or 
part-�me.  Regular faculty hold faculty ranks (as described below), receive University benefits, 
and have vo�ng rights in full Faculty Assembly, the Faculty Senate, Faculty Commitees (as 
appropriate), their home College/School Assembly, and their home department. Unless 
otherwise specified, all references to the faculty refer to the regular faculty. 
 
Teaching responsibili�es of the regular faculty include courses in the Saint Mar�n’s Core and 
courses in their disciplinary majors and minors. The faculty also holds primary responsibility for 
advising and mentoring students in their disciplines/departments. 
 
The regular faculty is selected by disciplinary peers through na�onal searches, then endorsed by 
their College/School dean, approved by the provost, and appointed by the Board upon 
recommenda�on by the president. 
 
The academic ranks of assistant professor, associate professor, and professor acknowledge a 
faculty member’s teaching exper�se and scholarly creden�als evidenced through their earned 
terminal academic degree from a regionally accredited university, con�nuing credibility and 
currency in their academic discipline among peers beyond their immediate colleagues at SMU, 
service to the University community, and leadership among their peers. 
 
Teaching librarians, as regular faculty with unique responsibili�es, hold the academic ranks of 
assistant librarian, associate librarian, and librarian. These academic ranks acknowledge the 
librarian’s professional effec�veness and scholarly creden�als evidenced through their earned 
terminal academic degree from a regionally accredited university, con�nuing credibility and 
currency in their academic discipline among peers beyond their immediate colleagues at SMU, 
service to the University community, and leadership among their peers. 
 
Excep�ons to the doctoral requirement may be made if the faculty member has the appropriate 
degree, broadly accepted in the field as a terminal degree, and a proven record of scholarly, 
crea�ve, or professional achievement signifying currency and credibility among their academic 
peers in their area of disciplinary exper�se. 
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Faculty with non-U.S. doctorates may be exempt, a�er verifica�on of the same for equivalency 
and parity with accredited terminal degrees in their field of exper�se, from the “accredited” 
requirement. 
 
The following policies apply in appoin�ng regular faculty; all determina�ons regarding these are 
made at the point of hire and are noted in the Leter of Appointment given to the appointee at 
that �me. 
 

a. Appointees who have earned tenure at a comparable ins�tu�on, may be appointed with 
tenure and rank, as appropriate, and at a comparable point on the salary scale when the 
posi�on has been adver�sed as a senior tenured appointment.  In instances where the 
integrity of the adver�sed posi�on (e.g. as entry level tenure track) needs to be 
maintained, but the search yields a qualified candidate who has previously achieved 
tenure at a comparable ins�tu�on, the appointee may be appointed at a comparable 
rank to the one they held previously, but will be placed on a shortened track that 
reduces the tenure �me frame by half.   Such an appointee would be eligible to apply for 
tenure in their third year with effec�ve date in the fourth year at Saint Mar�n’s in this 
instance. 

b. Appointees who have served at a comparable ins�tu�on in a tenure-track posi�on, may 
receive credit up to a maximum of two years at Saint Mar�n’s towards tenure; they may 
be placed at a comparable point on the salary scale that reflects their years of full-�me 
teaching experience. 

c. Appointees who have served full �me in non-tenure-track posi�ons at comparable 
ins�tu�ons may not receive credit towards tenure, but may be placed at a higher point 
on the salary scale in recogni�on of their full-�me teaching experience. 

d. Appointees with part-�me and/or pre-doctoral (or pre-terminal degree) teaching 
experience do not normally receive teaching credit and are typically placed at the 
star�ng point of the tenure salary scale. 

 
The regular faculty is responsible for all aspects of the University’s curriculum for all Board- 
authorized degrees.   All credit-bearing courses and academic programs in the University’s 
Colleges, Schools, and Divisions, are approved by the regular faculty through their 
representa�ve commitees and/or through the full faculty. Credit-bearing courses are typically 
taught by individuals holding regular faculty status. 
 
Procedures for the approval of credit-bearing courses and academic programs are outlined 
below.  
 
Regular Faculty typically hold full-�me appointments, but under certain circumstances faculty 
may hold part-�me appointments; this designa�on does not refer to faculty with part-�me 
administra�ve du�es, but refers only to regular faculty with half-�me or three quarter-�me 
contracts. For regular part-�me faculty, a general guiding principle of pro-ra�ng is applied for 
determining schedules for third-year review, tenure, and advancement. Regular part-�me 
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faculty undergo post-tenure review every five years, following the same schedule as other 
regular faculty. 
 
If part-�me faculty teach addi�onal courses beyond their contractual appointment, they are 
compensated by a pro-rated increase in pay, up to a maximum of full-�me, rather than at an 
non-tenure-track rate. Regular part- �me faculty maintain regularly scheduled office hours of 
lengths pro-rated to those required of full-�me faculty. Regular part-�me faculty receive 
available medical and re�rement benefits and available faculty development funds at full, non-
pro-rated, rates. 
 
T1.4.1.1. Assistant Professor 
 
A person appointed to the rank of assistant professor shows evidence of effec�ve teaching and 
currency/credibility in their academic discipline beyond their SMU peers through scholarly 
engagement and or crea�ve ac�vity. Specific qualifica�ons ordinarily include an appropriate 
earned terminal academic degree from a regionally accredited university, or its professional 
equivalent. 
 
T1.4.1.2. Associate Professor 
 
A person appointed to the rank of associate professor has ordinarily held the rank of assistant 
professor in an accredited college or university for at least six years. Appointment to this rank 
ordinarily presupposes an earned terminal academic degree from a regionally accredited 
ins�tu�on and evidence of disciplinary currency and credibility as evidenced by scholarly 
ac�vity in study/research/publica�ons. 
 
T1.4.1.3. Professor 
 
The rank of professor indicates the faculty’s recogni�on of the dis�nct professional 
accomplishments in teaching and scholarship of their colleagues as well as their engaged 
ci�zenship within the SMU community. Promo�on to this rank is conferred on a faculty member 
who has shown themselves to be an outstanding instructor at SMU for a period of not less than 
six years at the rank of associate professor, has had at least ten years of successful teaching 
experience at an accredited college or university, holds an earned terminal academic degree 
from a regionally accredited ins�tu�on, has academic credibility and currency in their field of 
exper�se among peers beyond their colleagues at SMU through significant scholarly or crea�ve 
accomplishments, has engaged in meaningful service to their department, College/School, 
and/or University, and has made noteworthy contribu�ons to their field. 
 
T1.4.1.4. Assistant Librarian 
 
A person appointed to the rank of assistant librarian shows evidence of effec�veness as a 
librarian in their assigned areas of responsibility. Addi�onally, they demonstrate 
currency/credibility in their area of exper�se through professional ac�vi�es, scholarly 
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engagement, and or crea�ve ac�vity. Specific qualifica�ons ordinarily include an appropriate 
earned terminal academic degree from a regionally accredited university, or its professional 
equivalent. 
 
T1.4.1.5. Associate Librarian 
 
A person appointed to the rank of associate librarian has typically held the rank of assistant 
librarian in an accredited college or university for at least six years. Appointment to this rank 
ordinarily presupposes an earned terminal academic degree from a regionally accredited 
ins�tu�on and evidence of disciplinary currency and credibility as evidenced by professional 
ac�vi�es, crea�ve works, and/or scholarly ac�vity in study/research/publica�ons. 
 
T1.4.1.6. Librarian 
 
The rank of librarian indicates the faculty’s recogni�on of the dis�nct professional 
accomplishments in effec�veness as a librarian, teaching, and scholarship of their colleagues as 
well as their engaged ci�zenship within the SMU community. This rank is conferred on a faculty 
member who has shown themselves to be an outstanding leader in the library for a period of 
not less than six years at the rank of associate librarian, has had at least ten years of successful 
professional experience in their assigned areas of responsibili�es at an accredited college or 
university, holds an earned terminal academic degree from a regionally accredited ins�tu�on, 
has academic credibility and currency in their field of exper�se through significant scholarly, 
professional, or crea�ve accomplishments, has engaged in meaningful service to their 
department, College/School, and/or University, and has made noteworthy contribu�ons to their 
field. 
 
T1.4.2. Procedures for Reques�ng Faculty Hires 
 
P1.4.2.1. Departmental Requests for Regular Faculty 
 
Departments through their chair typically iden�fy curricular and personnel needs, both 
replacements and new personnel needs, at the start of each academic year, typically, by 
September 1, for the following year/s and discuss these with the dean of their College/School. 
The schedule for approving and adver�sing posi�ons should be coordinated with na�onal 
disciplinary calendars in order to maximize the department or program’s success in searching 
for and hiring the best candidates. The list of all regular faculty searches for the following year, 
once authorized, will be shared with the full faculty through an announcement / 
communica�on by the provost. 
 
Annually, in the first half of the fall semester, the provost requests deans to submit their hiring 
requests for regular faculty in their College/School along with jus�fica�ons for the same. All 
requests for the recruitment and appointment of regular faculty are discussed by the provost 
individually with deans before these requests are priori�zed and searches are authorized, 
subject to the availability of funding and approval by the University president. The provost and 
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dean may together also meet with the department reques�ng a search to beter understand 
contexts. 
 
In priori�zing requests for regular faculty, the provost considers departmental and 
programma�c needs as represented by the chair and dean as well as the faculty’s collec�ve 
responsibility for the Saint Mar�n’s Core and/or the par�cular responsibility of some programs, 
departments, or Colleges/Schools, for graduate educa�on and programs on our satellite 
campuses. All formal requests for searches will receive a writen response from the dean, 
typically by October 1. 
 
The appropriate department chair works closely with their faculty in developing posi�on 
profiles for approved searches, which are then veted by the dean and provost before being 
adver�sed. The Department of Human Resources will serve as a resource for faculty, chairs, 
deans, and the provost on legal and compliance issues. 
 
The department carries primary responsibility for ve�ng (considering) applicants and 
candidates for their disciplinary exper�se, teaching strengths, and scholarly poten�al. They are 
also responsible for working with the search commitee on iden�fying appointable finalists to 
the dean of the College/School. Deans are responsible for iden�fying finalists commited to the 
goals and aspira�ons of the par�cular College/ School and the University’s iden�ty as a liberal 
arts centered University with a strong Core Curriculum that provides a founda�on for 
professional programs. The provost is responsible for ve�ng finalists for their commitment to 
the University’s mission and values. 
 
Departments are encouraged to use electronic resources such as Skype or other video or 
teleconferencing programs in order to maintain cost-effec�veness in the search process. 
 
P1.4.2.2. Requests by Program Directors and Deans for Regular Faculty 
 
Requests to conduct searches for regular faculty may also be ini�ated by program directors who 
oversee cross-disciplinary / cross-departmental programs within a College/School and by deans 
who iden�fy vital areas of growth and development within their College/School. In both 
instances, directors and deans should discuss these requests in advance with involved 
departments and their faculty and chair(s) and achieve consensus regarding these personnel 
requests before presen�ng them to the provost. 
 
Appointments of regular faculty ini�ated by cross-disciplinary program directors will 
nevertheless be in par�cular departments and such faculty will typically carry dual 
responsibili�es to their home department and the interdisciplinary program. These dual 
responsibili�es will be determined in advance of adver�sing a search by those reques�ng the 
posi�on through discussions with faculty and the dean and will be specified to the appointee in 
wri�ng by the provost at the �me of appointment. 
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P1.4.2.3. Requests by Faculty or Deans for appointments that cross Colleges/Schools 
 
Faculty across Colleges/Schools and/or two or more deans may iden�fy areas of cross- 
College/cross- School development for the University which requires the addi�on of regular 
faculty. In all such cases, broad consensus among all cons�tuents with interest in such 
ini�a�ves, including chairs, and among those who are likely to contribute to them is a vital first 
step in presen�ng hiring proposals to the provost. Appointments will typically be made to a 
specific department even if the faculty member carries responsibili�es beyond that department 
and College/School. The full spectrum of the faculty member’s responsibili�es and their 
weighted considera�on in their progress towards tenure and promo�on will be clearly specified 
at the point of hire. 
 
The following procedure is used for the screening and selec�on process in the three kinds of 
requests for regular faculty appointments represented above. 
 

a. The department chair or interdisciplinary program director or dean in consulta�on with 
faculty members and/or the dean or deans, having determined that a department or 
interdisciplinary program requires addi�onal or replacement personnel, and having 
secured funds and approval from the provost for the same, ini�ates a search. 

b. In consulta�on with and with the approval of the dean/deans, the department chair or 
program director or faculty forms a search commitee. The commitee consists of 
appropriate departmental or program faculty, one faculty member of a closely allied 
discipline; one monas�c representa�ve (appointed by the Abbot and if available). 
Members of other University cons�tuencies may also be appointed to the search 
commitee if the search commitee chair chooses. The department chair or the program 
director determines who serves as commitee chair in consulta�on with the dean. 
Typically, search commitees do not exceed seven members. 

c. Search commitees receive training from Human Resources before beginning the search. 
d. The search commitee, in consulta�on with the department chair/program director, the 

dean, and the Abbot of Saint Mar�n’s Abbey, first determines whether a qualified 
member of the Abbey is, or will be in a reasonable period of �me, available to fill the 
posi�on. If a qualified member of the Abbey is available, the posi�on is reserved. If not, 
the process con�nues. 

e. The dean makes known, through the Office of Human Resources and through 
appropriate professional vehicles the availability of the faculty posi�on, together with an 
appropriate job descrip�on, qualifica�ons, and closing date for applica�ons 

f. The search commitee screens applica�ons, interviews selected candidates, and 
compiles a short list of finalists for review by the department chair and the dean. It then 
arranges visits by up to three finalists to campus for interviews with the commitee, the 
dean, provost, and other appropriate University personnel. The search commitee also 
consults the Department faculty prior to making its recommenda�on. A�er comple�ng 
the search and selec�on process, the commitee makes its writen recommenda�on to 
the department chair, who, with their own recommenda�on, transmits a 
recommenda�on to the dean of their College/School 
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g. The dean reviews the recommenda�ons and consults with the search commitee chair, 
then makes their recommenda�on to the provost 

h. The provost makes a recommenda�on to the University president 
 
P1.4.2.4. Provost-initiated Regular Faculty Appointments 
 
The provost may ini�ate “Cluster Hires” in areas of importance across the University; requests 
for such hires have to proceed from department chairs, program directors, and/or faculty. E.g. A 
call may be put out to department chairs, program directors, and deans to consider ge�ng 
three or more cons�tuents together across departments, programs, or Colleges/Schools to 
discuss parallel needs in related areas. Examples of such areas include but are not limited to 
Environmental Studies or Arts Administra�on or Professional Science or Forensic Science or 
Health Studies. If cons�tuents reach consensus on areas such as these that might benefit 
through mul�ple hires in mul�ple departments, they may submit a proposal for considera�on 
to the provost. 
 
Cluster hires are not intended to ini�ate the crea�on of new programs at point of hire but 
rather to expand the curricular footprint through exper�se that may result, at a future date, in 
the crea�on of addi�onal programs. All proposed curricular expansion in these or other 
direc�ons, if and when ini�ated, will undergo the standard ve�ng process for the approval of 
new programs outlined elsewhere in this Handbook. Guarantee of programma�c expansion, in 
other words, is not a condi�on for the approval of cluster hires. 
 
The provost will meet with those who propose appointments within the “Cluster Hire” ini�a�ve 
and with deans, and discuss the process to be adopted for such a search if it is to be authorized 
and funded. Searches for regular faculty through such ini�a�ves could result, for example in the 
simultaneous or staggered appointments over consecu�ve years of two or more individuals into 
mul�ple departments. E.g. in support of a possible program in Environmental Studies, a faculty 
member with exper�se in Environmental Policy may be appointed in the department of Poli�cal 
Science, a Geo-Chemist may be appointed in the department of Physics, and an Environmental 
Chemist may be appointed in the department of Chemistry. Department chairs, deans, and the 
provost must agree in advance on the par�culars rela�ng to such appointments. Appointments 
in the case of cluster hires will typically be to a specific department, though the faculty 
member’s teaching responsibili�es may extend to other programs. 
 
T1.4.3. Procedures for Appoin�ng Regular Faculty 
 
The president of the University appoints the new regular faculty member with authority as 
delegated by the Board of Trustees. 
 
The rank, tenure eligibility, �me line towards tenure, departmental affilia�on(s), and all other 
par�culars which relate to the posi�on will be specified in wri�ng by the provost to all faculty at 
the �me of their appointment. 
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In special circumstances, departments or directors/deans may request the appointment of 
regular faculty members who have dual responsibili�es as faculty and staff. Par�culars which 
atend to such appointments have to be evolved and specified in advance of adver�sing and 
conduc�ng the search, and the person appointed to a posi�on with faculty and staff 
responsibili�es should receive writen clarifica�on about the exact balance of du�es in these 
roles as well as how they will be evaluated for promo�on and/or tenure. 
 
All regular faculty, both tenure-track and tenured, receive Leters of Appointment each year 
which are evolved by the Office of the Provost in consulta�on with deans, and sent no later than 
by March 15th of the year for the academic term which begins on August 16th of the same year 
and concludes on May 15th of the following year. The Leter of Appointment must specify rank, 
tenure status, and salary. A sample Leter of Appointment is atached in Appendix A. Regular 
faculty who are on the tenure track must return a signed copy of the Leter of Appointment to 
indicate their acceptance of employment by the University. Failure to return a signed copy by 
April 15th immediately following receipt of the leter of appointment may result in loss of 
employment. 
 
First appointments of regular faculty are made upon conclusion of the search process, and may 
be made at any point in the year. 
 
Failure of the University to inform a faculty member about renewal or non-renewal of their 
tenure-track proba�onary faculty appointment will result in their automa�c renewal for the 
following academic year. 
 
T1.4.3.1. Length / Terms of Regular Faculty Appointments 
 
T1.4.3.1.1. Probationary Appointment into the Tenure-Track 
 
Regular faculty members are ini�ally appointed on a per-year basis during the period leading up 
to their tenure decision; the date by which a faculty member must apply for tenure is specified 
in their Leter of Appointment. 
 
Failure to apply for tenure by the date specified in the Leter of Appointment will result in the 
faculty member being issued a terminal, non-renewal contract for the following year. 
 
Regular tenure-track faculty in the rank of assistant professor or assistant librarian should show 
strong commitment to teaching, to scholarly engagement that is likely to reach fuller frui�on as 
they advance in rank, and service at the departmental, College, or University level. 
 
T1.4.3.1.2. Tenured Appointments 
Regular faculty members are eligible to be considered for tenure by the date specified in their 
Leter of Appointment. They may be granted such status by the Board of Trustees a�er formal 
recommenda�ons by the Advancement Commitee, the dean, the provost, and the University 
president. 
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Faculty members who held tenure-track appointments at comparable ins�tu�ons may be 
credited upon hire with a maximum of two years towards tenure upon appointment. 
 
Faculty members who have achieved tenure at comparable Universi�es or Colleges may be 
appointed in tenured and ranked posi�ons at Saint Mar�n’s. Determina�on regarding ranked 
and tenured appointments is made by the provost in consulta�on with the department chair 
and the dean. 
 
Regular faculty who hold the rank of associate professor or associate librarian should show 
strong commitment to teaching, consistent and ongoing commitment through presenta�ons 
and publica�ons or crea�ve ac�vity to scholarship, and increasing commitment to service at the 
departmental, College, or University level. 
 
Regular faculty who hold the rank of full professor or librarian should be strong and 
accomplished teachers who commit also to leadership in their academic discipline through 
ongoing scholarly/crea�ve work AND/OR to significant and ongoing leadership/service within 
the academy. 
 
In appoin�ng University leaders – such as deans or the provost – with departmental rank and 
tenure, the home department of the appointee will be asked by the University president or 
provost (in the case of College/School deans) to endorse the appointee and review their 
creden�als. Though this remains a courtesy considera�on by the department, it is an essen�al 
step for all University leaders who are appointed with rank and tenure and hold retreat rights 
into their home department upon relinquishing their administra�ve responsibili�es. 
 
Such courtesy considera�on by an academic department will not be required if the dean or 
provost is appointed without tenure and retreat rights. 
 
T1.4.3.2. Policies Pertaining to Documents and Records 
 
T1.4.3.2.1 Pre-Employment File 
 
An applicant for a faculty posi�on is required to provide official transcripts; a professional 
resume; leters of recommenda�on ates�ng to professional qualifica�ons and personal 
integrity; and a brief statement on their teaching and scholarship as it supports the University’s 
mission. This file is open to academic and University leaders, the dean of the College/School to 
which the candidate is applying, the department chair of the department to which the 
candidate is applying, and the members of the search commitee duly cons�tuted to carry out 
search and selec�on procedures. If the candidate is employed by the University, the pre-
employment file becomes part of that individual’s official personnel file from the date of their 
employment. 
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Applica�on materials of finalists who are not appointed to the posi�on are stored in electronic 
format in Human Resources for a period of six years. 
 
T1.4.3.2.2. Official Personnel File 
 
The personnel records of each faculty member are filed in the Office of Human Resources. 
These records ordinarily include official transcripts of the highest earned degree, a professional 
resume, leters of recommenda�on, leters of appointment, and contracts with the University. 
The faculty member may submit leters of recommenda�on or commenda�on or other 
appropriate documents to the provost and request that these be included in their file. The 
faculty member has access to their personnel file any �me. 
 
No part of that official personnel file will be relinquished, nor may anyone other than the 
president, the provost, VP for Human Resources, or academic dean have access to the file 
without permission of the faculty member. Other individuals may request access to a faculty 
member’s official personnel file; the Office of Human Resources is required to no�fy the faculty 
member about these within three working days of receiving such requests. The faculty member 
whose personnel file has been requested may request that the dean or Chief Human Resources 
Officer inform them of the reasons for the file request. 
 
The above policy does not prevent the dean of a College/School from retaining a file (electronic 
or physical) containing documents such as a faculty member’s resume, applica�on materials, 
and copies of Leters of Appointment or other communica�ons with the faculty member on 
which the dean is copied, in a file in the dean’s Office. The faculty member may access this file 
at any �me by reques�ng to do so. 
 
T1.4.4. Non-Tenure-Track Faculty  
 
Non-tenure-track faculty are unranked faculty who may or may not be en�tled to receive 
employee benefits. There are three categories of non-tenure-track faculty: lecturers, instructors, 
and visi�ng faculty. Non-tenure-track faculty are endorsed by their disciplinary peers through 
department chairs. The College/School deans and the Extension Division work to iden�fy 
teaching needs and to vet candidates for appointments to non-tenure-track posi�ons. Non-
tenure-track faculty are evaluated annually prior to reappointment; evalua�ons are coordinated 
by department chairs and may include considera�on of student evalua�ons and classroom visits 
by peers. 
 
Non-tenure-track faculty ordinarily presupposes the following qualifica�ons: an appropriate 
master’s degree from an accredited university or its professional equivalent for undergraduate 
classes; evidence of commitment to con�nued professional growth appropriate to their 
responsibili�es. 
 
Non-tenure-track faculty teaching assignments are determined by the department chair at the 
�me of the faculty member’s appointment, and contracts/appointment leters or teaching 
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assignments are not guaranteed to be renewed for subsequent terms, semesters or years, as 
appropriate. Non-tenure-track faculty members are not eligible to apply for tenure, but 
department chairs and deans may recommend certain categories of non-tenure-track faculty for 
promo�on to the provost for approval.  
 
Non-tenure-track faculty may be full- or part-�me as defined below and may be contracted for a 
semester, year, or mul�ple-years. Non-tenure-track faculty teaching assignments are 
determined by the department chair at the �me of the faculty member’s appointment, and 
contracts/appointment leters or teaching assignments are not guaranteed to be renewed for 
subsequent semesters or years, as appropriate. 
 
Non-tenure-track faculty members are not eligible to apply for tenure, but department chairs 
and deans may recommend certain categories of non-tenure-track faculty for promo�on to the 
provost for approval. 
 
T1.4.4.1. Lecturers 
 
Lecturers are non-tenure-track faculty members who are under contract to teach 9 credit hours 
or less per semester and are not eligible for benefits. Lecturers do not normally have vo�ng 
rights on faculty commitees, their home College/School Assembly, or their home departments, 
but are invited to atend faculty gatherings such as College/School and University Assembly, 
professional development workshops and conferences, student and faculty convoca�ons, and 
other community events such as lectures, presenta�ons, and cultural performances. 
 
T1.4.4.2. Instructors  
 
Instructors are non-tenure-track faculty members who are under contract to teach more than 9 
credit hours in a semester and are eligible to receive employee benefits. Instructors are 
appointed by the provost based on recommenda�ons by deans or the Chief Interna�onal 
Programs Officer. Appointment as an instructor may be for a semester, single year, or mul�ple 
years, and is renewable, subject to demonstrated con�nuing effec�veness in teaching and 
recommenda�on by the chair, dean or Chief Interna�onal Programs Officer as applicable. 
 
Instructors will atend department mee�ngs and may serve on ad hoc commitees and task 
forces. Instructors have the right to vote for representa�ves from their ranks to the Non-Tenure-
Track Faculty Commitee, Faculty Senate, Faculty Welfare Commitee, and Faculty Development 
Commitee. These representa�ves have full vo�ng rights on their commitees. Terms of service 
on Senate or any commitee will not exceed the term of their contract. When a representa�ve 
resigns in the middle of a term, the Non-Tenure-Track Faculty Commitee will appoint a qualified 
replacement for the remainder of the term. 
 
P1.4.4.2.1. English as a Second Language (ESL) Instructors  
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ESL Instructors are eligible to be considered for renewal subject to annual review and a posi�ve 
recommenda�on to the provost by the Chief Interna�onal Programs and Development. The 
process and �meline to be followed for Annual Review and renewal is outlined in the 
Handbook. ESL Instructors on 9-month or 10-month contracts are expected to teach, conduct 
ESL placement tes�ng, contribute to mentoring and advising during their contractual period and 
to atend mee�ngs, workshops, departmental retreats and field trips, as appropriate. ESL 
Instructors who are on full-�me appointments teach fi�een contact hours weekly. 
 
P1.4.4.2.2. Laboratory Non-Tenure-Track Faculty  
 
Laboratory non-tenure track faculty serve during the academic year in a specialized laboratory 
(Biology, Chemistry, Engineering, Physics, etc.). Laboratory non-tenure-track faculty are eligible 
to be considered for renewal subject to annual review and a posi�ve recommenda�on to the 
provost by the department chairperson and dean of the College/School. 
 
T1.4.4.3. Visiting Faculty  
 
Visi�ng faculty are non-tenure-track faculty members who teach full- or part-�me for a 
predetermined length of �me and receive term or terminal contracts that extend between one 
and six years; visi�ng appointments may not be extended beyond the sixth year, for which the 
visi�ng appointee will receive a terminal, non-renewable contract. Full-�me Visi�ng faculty, 
those teaching more than 9 credits per semester, are eligible to receive benefits. Visi�ng faculty 
with earned terminal degrees from regionally accredited universi�es may be appointed at any 
rank applicable to regular faculty, based on their years of teaching experience and/or prior 
faculty standing at colleges or universi�es. Deans will rely on recommenda�ons by the 
department chair regarding the rank for visi�ng faculty appointments and in recommending the 
same to the provost. 
 
The visi�ng faculty �tle is typically used to fill temporary teaching needs, such as sabba�cal or 
leave replacements or to replace regular faculty who have been temporarily seconded into 
administra�on or have undertaken significant administra�ve du�es which require them to be 
released from teaching one or more courses, to bring scholars from other ins�tu�ons to 
enhance disciplinary exper�se in specific areas, or to appoint individuals to posi�ons that 
connote the rank of tenured faculty but which do not include all its rights and privileges. 
 
T1.4.4.5. Procedures for Appointing Non-Tenure-Track Faculty 
 
Non-tenure-track faculty members are selected to teach during regular semesters and summer 
sessions on the Lacey campus by department chairs or program directors in consulta�on with 
the dean and approval of the provost. 
 
Non-tenure-track appointees for extension campuses are iden�fied by the dean of SMU-JBLM 
or the dean of the College/School, veted by the appropriate Lacey campus chair/director and 
dean, and approved by the provost. 
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Non-tenure-track appointments are made by the semester or term and are not eligible for 
tenure. Titles used in non-tenure-track appointments are outlined in the Faculty Handbook and 
are determined on the basis of the University’s needs and qualifica�ons of the candidates; �tles 
and the terms and condi�ons of the appointment are specified at the point of hire in the 
appointment contract. 
 
ESL Instructors are recommended to the provost for appointment, and renewal subject to 
annual evalua�ons, by the Chief Interna�onal Programs Officer. 
 
Laboratory instructors are recommended to the dean by the department chair and renewed by 
the provost upon recommenda�on by the dean. They are subject to annual review. 
 
T1.4.5. Professors Emeriti 
 
Regular faculty members may be awarded emeritus status a�er re�rement in recogni�on of 
meritorious service to the University. Regular faculty who have already re�red may be 
recommended by any other regular faculty member. This recommenda�on goes to the 
department chair. A�er consul�ng with the department, the chair will forward their 
recommenda�on to the dean, who presents in wri�ng the case for gran�ng emeritus status to 
the provost. 
 
This �tle acknowledges that: 
 

a. The rank denotes a posi�on of honor and is granted in recogni�on of long-term, 
dis�nguished dedica�on to the students and the University community through 
excellence in a combina�on of teaching, service and scholarship appropriate to their 
faculty posi�on. By defini�on, it is not automa�cally accorded; nor may faculty members 
themselves apply for this rank. Si�ng deans, the provost, and other full-�me academic 
leaders who have never served as regular teaching faculty may not be granted professor 
emeritus status, since the �tle, though subject to final approval by the Board of Trustees, 
cons�tutes recogni�on by faculty peers of meritorious service to the University by 
colleagues in their roles as faculty. 

b. Upon receiving a recommenda�on from the department chair, the dean of the College / 
School recommends candidates for Emeritus status to the provost, who in turn 
recommends the candidate for professor emeritus to the president, who makes a 
recommenda�on to the Board of Trustees, who make the final decision in these cases. 

 
Professors emeriti are honorary members of the faculty, with atendant rights and privileges 
such as the right to represent Saint Mar�n’s University, the right to take part in academic, 
cultural, and social events at the university with whatever financial exemp�ons other faculty 
members enjoy, the right to take part in commencement exercises and alumni events, and 
lis�ng in the academic catalog. Professors emeriti are en�tled to con�nued access to university 
email, library privileges, campus parking, complimentary admission to spor�ng events, and 
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complimentary use of the Charneski Recrea�on Center. They do not typically retain vo�ng 
privileges or serve on standing commitees of the University but may be invited to serve on ad 
hoc commitees and task forces. 
 
T1.4.5.1. Procedures for Granting Emeritus Status 
 
Any tenured regular faculty member may nominate a re�ring colleague who qualifies for 
Emeritus status to the chair of the appropriate department. The chair will forward their 
recommenda�on to the dean, who, a�er endorsing the nomina�on, must present their 
candidacy to the provost through a formal leter represen�ng the case for gran�ng Emeritus 
status. The provost considers the nomina�on and makes a recommenda�on to the University 
president who makes their recommenda�on to the Board of Trustees. The decision to grant 
Emeritus status is granted by the Board of Trustees. 
 
Professors Emeriti are granted their ranks for life. They typically retain their e-mail account at 
Saint Mar�n’s, parking privileges, and access to the library and recrea�on facili�es; they are also 
included in University communica�ons and invited to atend University func�ons, as 
appropriate. Professors Emeriti typically also have the following privileges: 
 

a. No�fica�on of re�rement, and the awarding of the honorary rank of professor emeritus, 
in both internal and external media; 

b. Discounts at University events and the University bookstore; 
c. Request that their name be retained in the academic catalogue and on appropriate 

webpages 
d. Course audi�ng – informal audi�ng of courses at no charge, provided that space is 

available, with the consent of the offering department or school and the faculty member 
teaching the course prior to the first-class mee�ng. 

 
T1.4.6. University Administrators and Academic Leaders with Faculty Status and/or Rank 
 
T1.4.6.1. The University President 
 
The president of the University is an ex officio member of the faculty with full rights of 
atendance and par�cipa�on in Faculty Assembly but without vo�ng rights. At the invita�on of 
commitee chairs, they may atend but are not eligible to vote in Faculty Commitees. The 
University president does not normally atend execu�ve sessions of the Faculty Assembly but 
may do so when invited by the faculty president. 
 
Vo�ng restric�ons do not prevent or preclude collabora�on and informa�ve discussions by 
faculty leaders and the president on maters of shared importance. The president may carry 
academic rank and tenure. 
 
T1.4.6.2. The University Provost 
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The provost holds faculty status and rank within a University department and College/School 
and is an ex officio member of the faculty with full rights of atendance and par�cipa�on in 
Faculty Assembly but with restricted commitee membership and vo�ng rights: they may not 
vote in elec�ons through which faculty representa�ves are elected to the Faculty Senate or to 
faculty, university, or Board Commitees. The provost does not normally atend execu�ve 
sessions of the Faculty Assembly but may do so when invited by the faculty president. 
 
Because the provost is required to make, endorse, or reject decisions independently of Faculty 
Commitees and recommend ac�on to other cons�tuents, such as the president or Board, they 
do not typically vote on decisions in Faculty Commitees which forward these decisions to the 
Office of the Provost for subsequent ac�on. However, this vo�ng restric�on does not prevent or 
preclude collabora�on and informa�ve discussions by Commitees/Commitee chairs and the 
provost on maters of shared importance. 
 
The provost must be tenure-eligible and tenured in accordance with the criteria for 
advancement outlined in the Faculty Handbook. 
 
During the president’s physical absence from campus, the provost typically serves as the 
president’s designee on issues or maters that may arise. Sec�on 2.b. of the Board of Trustees 
Bylaws states that “If the president is unable to perform his or her du�es, the du�es of that 
office shall be performed by the Provost / Vice President for Academic Affairs unless the Board 
of Trustees determines otherwise.” 
 
T1.4.6.3. College/School Deans 
 
Deans of the College of Arts, Sciences and Educa�on; the College of Business, Engineering and 
Technology; and the School of Health and Allied Health hold faculty status and rank and serve as 
ex officio members of the Faculty. College/School Deans do not normally atend Execu�ve 
sessions of the Faculty Assembly either at the College/School level or at the University level, but 
may do so when invited by the faculty chair of the College/School or by the faculty president, as 
appropriate. 
 
As ex officio members of the faculty, they retain full rights of atendance and par�cipa�on in 
their College/School Faculty Assembly, but hold restricted commitee membership and vo�ng 
rights: they may not vote in elec�ons through which faculty representa�ves are selected for 
service on faculty, College/School, University, and Board Commitees. 
 
Because deans may be required to make, endorse, or reject decisions made by departments, 
faculty commitees, or other faculty units, and to recommend ac�ons to the provost, deans may 
not vote in commitees within their College/School which forward these decisions to the Office 
of the Dean for subsequent ac�on. However, this vo�ng restric�on does not prevent or preclude 
collabora�on and informa�ve discussions by Commitees/Commitee chairs and the deans on 
maters of shared importance. 
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The College/School Council of Chairs is chaired by the Dean of the College/School, as 
appropriate. 
 
College/School deans typically hold an earned terminal degree in a discipline within the 
College/School in which they serve as dean. They must be tenure-eligible with academic 
exper�se in a discipline within their College/School in accordance with criteria outlined in the 
Faculty Handbook and may be tenured. 
 
The University may also designate leaders of other academic / academic support offices, such as 
the Saint Mar�n’s University-JBLM or the Library, as deans. Deans of academic support offices 
may or may not hold faculty status and may or may not be tenured and/or tenure eligible. The 
determina�on regarding their academic status is made by the provost in consulta�on with 
faculty leaders at the �me of their appointment. 
 
Deans in non-academic University offices do not normally hold faculty status. 
 
T1.4.6.4. Faculty Seconded to Administration 
 
A faculty member who accepts administra�ve or non-instruc�onal assignments at the 
College/School or University level retains their earned academic status and rank. If they 
maintain at least a fi�y percent teaching commitment annually while undertaking 
administra�ve responsibili�es, they retain status as a vo�ng member of the faculty. The faculty 
may, however, at the College/School level or at the University level, restrict vo�ng rights on 
specific occasions, as appropriate, when warranted by the decisions or ac�on being taken that 
relate to the administra�ve assignments undertaken by the faculty member. 
 
Faculty seconded to administra�on also retain the right of retreat to full faculty status and 
responsibili�es at the conclusion of their administra�ve assignment or, if a decision is made 
sooner, at the end of the semester or academic year. 
 
T1.5. Academic Principles 
 
Faculty members who believe that serious viola�ons of the principles of academic freedom and 
academic integrity have occurred, or have been commited by their colleagues or academic 
leaders, may grieve to the Faculty Affairs Commitee. The appeals process is outlined in this 
Handbook. 
 
Complaints regarding harassment and discrimina�on are reported to the Chief Human 
Resources Officer. 
 
Viola�ons of the University’s Conflict of Interest and Conflict of Commitments Policy by faculty 
members are reviewed and resolved by the provost. 
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T1.5.1. Academic Freedom 
 
Saint Mar�n’s University seeks to advance the common good and holds to the tenet that the 
common good depends upon the free search for truth and its free exposi�on: "ins�tu�ons of 
higher educa�on are conducted for the common good . . . The common good depends upon the 
free search for truth and its free exposi�on" (Statement of Principles on Academic Freedom and 
Tenure, 1940). 
 
Academic freedom applies to both teaching and research. Saint Mar�n’s University is cognizant 
of the insistence by the courts on due process within the academic community and recognizes 
academic freedom as a right honored by the First Amendment to the Cons�tu�on. The 
University notes with approval Jus�ce Brennan’s opinion for the Supreme Court in Keyishian v 
Board of Regents 385 U.S. 589 (1967): 
 
Our na�on is deeply commited to safeguarding academic freedom, which is of transcendent 
value to all of us and not merely to the teachers concerned. That freedom is therefore a special 
concern of the First Amendment, which does not tolerate laws that cast a pall of orthodoxy over 
the classroom. 
 
The faculty of Saint Mar�n’s University has full freedom in research, subject to disciplinary 
ethics and the sa�sfactory performance of their other academic du�es as judged by their chairs, 
dean, and provost. Research undertaken for pecuniary reward must have the prior approval of 
the University through the provost. 
 
Academic freedom in the classroom protects the rights of the faculty member in teaching and 
of the student in learning. The faculty of Saint Mar�n’s University have full freedom in 
classroom discussions and exercises as outlined in the AAUP statement on professional ethics 
(see Appendix E), provided that they do not jeopardize the academic freedom or civil rights of 
the students. 
 
Academic Freedom extends to a faculty member’s right to select instruc�onal delivery modes 
for their classroom in coordina�on with their department chair, based on the appropriateness 
of the delivery mode to the subject being taught, its programma�c relevance, student needs, 
and their own pedagogical strengths. Individual faculty appointed to teach in a specific delivery 
mode or at extension sites (such as online, for example), must adhere to their contractual 
obliga�ons. 
 
Academic freedom en�tles individual faculty members to host co-curricular guest lecturers and 
speakers related to their classes, teaching responsibili�es, or disciplinary exper�se without 
restric�on by University leaders except with regard to the availability of space and funds to 
support such ac�vi�es. Faculty are expected to no�fy their chair when a guest speaker who is 
likely to generate significant crowds and/or na�onal media aten�on is scheduled on campus, so 
that the University can, through its Public Safety Office prepare to manage large audiences, if 

http://www.aaup.org/AAUP/pubsres/policydocs/contents/1940statement.htm
http://www.aaup.org/AAUP/pubsres/policydocs/contents/1940statement.htm
http://www.aaup.org/AAUP/pubsres/policydocs/contents/1940statement.htm
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applicable, and through its Communica�ons and Marke�ng Office, inform cons�tuents, as 
appropriate. 
 
Members of the faculty are members of the community and members of a Catholic ins�tu�on 
of higher educa�on. 
 
As members of a Catholic ins�tu�on of higher educa�on, faculty members are expected to 
respect the teachings of the Catholic Church, even though they need not accept these teachings 
as their personal religious creeds. Faculty members measure the urgency of these obliga�ons in 
light of their responsibili�es to the subject, to the students, to the profession and to the 
ins�tu�on. When faculty members speak or act as private persons they must avoid crea�ng the 
impression that they speak or act for the University. As ci�zens engaged in a profession that is 
fundamentally dependent upon freedom for its vigor and integrity, faculty members have a 
par�cular obliga�on to promote condi�ons of free inquiry and to advance public understanding 
of academic freedom. 
 
T1.5.2. Academic Integrity 
 
Academic Integrity stands at the heart of intellectual life and refers to values such as eschewing 
plagiarism, maintaining high academic standards in teaching and scholarship, and conduc�ng 
research and academic publishing with honesty and rigor. The faculty models Academic Integrity 
through the above values for their colleagues and students. Saint Mar�n’s University views 
academic integrity as integral to its mission. 
 
A short summary of faculty responsibili�es related to Academic Integrity is included in the AAUP 
Statement of Professional Ethics: 
 
As teachers, professors encourage the free pursuit of learning in their students. They hold 
before them the best scholarly and ethical standards of their discipline. Professors demonstrate 
respect for students as individuals and adhere to their proper roles as intellectual guides and 
counselors. Professors make every reasonable effort to foster honest academic conduct and to 
ensure that their evalua�ons of students reflect each student’s true merit. They respect the 
confiden�al nature of the rela�onship between professor and student. They avoid any 
exploita�on, harassment, or discriminatory treatment of students. They acknowledge significant 
academic or scholarly assistance from them. They protect their academic freedom. 
 
Advances in technology, the prevalence of social media, and the advent of new instruc�onal 
delivery modes have increased the need to atend to Academic Integrity and to the impera�ve 
to ensure that policies and procedures are regularly updated to keep up with the pace of 
change in the Academy. The faculty holds primary responsibility for upda�ng policies and 
procedures rela�ng to Academic Integrity for their faculty colleagues as well as for students. 
Social-media related recommended codes of conduct are included in the Employee Handbook 
Appendices. 
 

http://www.aaup.org/AAUP/pubsres/policydocs/contents/statementonprofessionalethics.htm
http://www.aaup.org/AAUP/pubsres/policydocs/contents/statementonprofessionalethics.htm
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The Academic Standards Commitee of the faculty exercises primary jurisdic�on in atending to 
Academic Integrity among students; the Faculty Affairs Commitee hears grievances brought to 
it by faculty members or academic leaders against any faculty colleague with regard to 
viola�ons of Academic Integrity. Procedures for the former are outlined in the Student 
Handbook; procedures for handling allega�ons of academic misconduct among faculty, 
academic staff, and academic leaders are outlined in the Faculty Handbook. 
 
T1.5.3. Non-discrimina�on and Inclusive Diversity 
 
In accordance with its mission statement, its Benedic�ne heritage, and its academic character, 
Saint Mar�n’s University supports values which promote open-mindedness and sensi�vity to 
and respect for differences. It values and promotes diversity as an essen�al founda�on for a 
healthy learning community. 
 
A collegial environment is a prerequisite to the success of its mission. The University is 
commited to the crea�on and maintenance of a tolerant learning and working environment 
free from discrimina�on, fear, hate, and exclusionary forms of conduct and harassment. 
 
Faculty and staff members may not discriminate against students, other members of the 
University community, visitors, or applicants, because of race; ethnicity; na�onal origin; 
ancestry; creed; color; gender; sexual orienta�on; age; religion; mental, physical or sensory 
disability; marital status; or military or veteran status. 
 
The faculty explicitly condemns unlawful harassment, including sexual harassment by its 
members; elabora�ons regarding the University’s An�-Harassment and Non-Discrimina�on 
Policies are outlined in greater detail in the Employee Handbook. 
 
T1.5.4. Conflict of Interest and Conflict of Commitments 
 
General Principle 
As a general principle, Saint Mar�n’s University's policy regarding conflict of interest and conflict 
of commitments is based on the premise that honesty and professional integrity are expected of 
all members, and it would be a viola�on of this trust if the interests of the University are 
disregarded in the course of performing professional du�es. Also inconsistent with University 
policy is the use of one’s official posi�on and influence to further either personal gain or that of 
families or associates, whether in the conduct of University responsibili�es internally or in 
facilita�ng access to University resources and facili�es to others. In general, personal 
responsibility, integrity, and high ethical standards are the principal guides in avoiding conflicts 
of commitment, and the University expects that all members of the faculty and their academic 
leaders will conduct their ac�vi�es, within the University as well as outside the University, in a 
manner that reflects credit on themselves, the academy, and the University. The responsibility 
to recognize poten�al conflicts and prevent them rests with individuals. Faculty with ques�ons 
regarding conflict of interest situa�ons are encouraged to seek guidance from the Office of the 
Provost. 
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Examples and Process on Conflict of Interest and Conflict of Commitments 
The University recognizes that it is virtually impossible to provide specific rules covering all 
possible situa�ons that could cons�tute conflict of interest or conflict of commitments. The 
Employee Handbook and the Faculty Handbook establish the spirit in which interac�ons of 
members within the University and of members with en��es outside the University should be 
undertaken. 
 
All regular faculty members and academic leaders are required annually to submit a disclosure 
of their external ac�vi�es and financial interests, if applicable. Examples include: 
 

a. A faculty member accep�ng salaried employment at another ins�tu�on while a full– 
�me employee of SMU; faculty may not spend more than one day in a seven–day work 
week on consul�ng ac�vi�es, and faculty ownership or management of private 
enterprises is subject to review and limita�ons; 

b. A faculty member, or a member of his or her family, having an interest in, or serving as 
an officer, director, or consultant to, or being otherwise employed by, any organiza�on 
or company having or seeking to have financial dealings with the University, or having an 
interest in any organiza�on that is in direct compe��on with a service provided by the 
University; 

c. A faculty member, a member of his or her family, or an organiza�on in which that faculty 
or family member that has a significant ownership interest or other material interest, 
receiving a financial or other benefit from knowledge or informa�on confiden�al or 
proprietary to the University. 

d. Influencing or par�cipa�ng in nego�a�ons, or entering into a contract, to purchase 
goods and/or services for the University from an organiza�on in which the faculty 
member, or a member of his or her family, has a financial interest or a consul�ng or 
other rela�onship. 

e. Influencing or par�cipa�ng in nego�a�ons or aiming to influence direc�ons and 
decisions within the University that directly benefit a family member. 

f. The use for personal financial gain of privileged or confiden�al informa�on emana�ng 
from the University, or assis�ng an outside organiza�on in obtaining a preferred posi�on 
with respect to such informa�on. 

g. Acceptance of gratui�es, gi�s, or travel of more than nominal value (in excess of 
$100.00) from an individual or a group, or from others seeking informa�on from, or 
associa�on with, the University. 

 
Conflicts of interest in themselves do not necessarily imply wrongdoing, but must be 
recognized, recorded, and managed. However, the use of University resources (equipment, 
space, staff, or student �me) or the University name for personal gain is always prohibited. 
 
Certain ac�vi�es are generally not to be construed as conflicts of interest, and need not be 
reported; these instances include: 
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a. Receiving royal�es for published scholarly works and other wri�ngs; 
b. Accep�ng honoraria for papers and lectures; 
c. Accep�ng prizes and awards for professional achievement. 

 
Process 
Conflicts of commitment must be eliminated; conflicts of interest must be managed or avoided. 
Chairs and/or deans should review and discuss reported conflicts of commitment and interest 
with faculty members each year; reported conflicts and their resolu�on should be reviewed by 
the dean a�er ini�al review is conducted by a chair. 
 
If agreement between the faculty member, chair, and on the resolu�on of a reported conflict 
cannot be reached, the faculty member may seek review and a decision by the provost. 
 
T1.6. Learning and Teaching Formats/Instruc�onal Delivery Modes 
 
Saint Mar�n’s University delivers instruc�on in tradi�onal face-to-face formats as well as online, 
and in synchronous and asynchronous modes. Saint Mar�n’s makes many kinds of instruc�onal 
delivery modes available to students and sees all delivery modes as poten�ally valuable learning 
formats, tradi�onal, face-to- face teaching and learning is the primary mode of instruc�onal 
delivery for students who enter as residents or commuters into the University’s undergraduate 
programs on our main campus in Lacey, WA. 
 

a. Synchronous Learning describes real-�me interac�on between students and faculty that 
occurs independent of loca�on. Synchronous learning may be face-to-face or online. 

b. Asynchronous Learning involves interac�on between faculty and students that occurs 
independent of �me or loca�on. 

 
Faculty appointments made specifically to teach in online formats and/or on satellite campuses 
will be bound by the contract / appointment leter agreed to at the point of hire. Non-tenure-
track faculty contracts typically specify instruc�onal delivery modes and / or teaching loca�ons. 
Unless specified in their appointment leter, Regular Faculty hired into the University’s 
Colleges/Schools on the Lacey campus may select the instruc�onal delivery that best suits their 
subjects, meets the needs of their students and programs, and matches their personal 
pedagogical strengths, and are expected to do so in collabora�on with their department chairs, 
College/School deans, and the provost. The faculty, College/School deans, and provost are 
responsible for ensuring that in honoring a faculty member’s academic freedom to select their 
preferred modes of instruc�onal delivery, the commitment of the University on its main campus 
in Lacey to provide educa�on primarily through face-to-face synchronous educa�on is 
maintained. 
 
T1.6.1. Tradi�onal Face-to-face Teaching and Learning 
 
The tradi�onal classroom environment where students and the instructor meet in the same 
room is an example of synchronous educa�on; such instruc�on is also referred to as “on-
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ground” or “on campus” instruc�on. Tradi�onal face-to-face instruc�on is the primary teaching 
and learning mode on the Lacey campus. 
 
T1.6.2. Distance/Online Educa�on, Teaching, and Learning 
 
Distance/Online Educa�on may be synchronous or asynchronous and defines modes of 
instruc�onal delivery that do not cons�tute face-to-face instruc�on. Distance/Online courses 
have to be designated as such from the start so that students are adequately prepared to 
engage with materials and the delivery mode. Distance Learning / Online educa�on may be 
provided on SMU’s Lacey campus as well as satellite campuses. Faculty who teach or are 
contracted to teach in online mode must demonstrate exper�se in teaching online. 
 
T1.6.3. Hybrid Instruc�on, Teaching, and Learning 
 
Hybrid teaching incorporates instruc�onal delivery that includes face-to-face mee�ngs with 
students and online teaching and learning. Instruc�on may be en�rely synchronous or par�ally 
asynchronous. 
 
The differen�a�ng factor between hybrid instruc�on and the use of online resources in 
technology- enhanced, synchronous, face-to-face instruc�on (as defined in 1.6.4. below) is that 
the propor�on of credit- bearing hours in a hybrid/blended course through face-to-face versus 
online formats is specified in advance, and instruc�on occurs in a planned pedagogical manner 
in which at least fi�y percent of ac�vi�es occur face-to-face. Hybrid instruc�on occurs on SMU’s 
Lacey as well as satellite campuses. 
 
T1.6.4. Technology-enhanced Courses 
 
Individual faculty members, both regular and non-tenure-track faculty, may use online 
resources such as primary texts, MOOCs, social media, podcasts, and class capture via Learning 
Management Systems or so�ware to supplement classroom learning and/or may subs�tute 
engagement with online resources for par�cular face-to-face class mee�ngs. The adop�on of 
these tools in synchronous instruc�on results in technology- enhanced courses. The University 
supports faculty use of technology in their classrooms. 
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T2. GOVERNANCE 
 
The faculty works closely with their academic leaders and the University president in their 
responsibility for Faculty (Self) Governance and in their par�cipa�on in Shared Governance. The 
faculty’s responsibility for self-governance is exercised directly through University Assembly of 
the full faculty or through the following elected bodies which work closely together on all 
maters pertaining to academic and faculty life: The Faculty Senate and its chair, the faculty 
president, Faculty Senate Commitees 
 
F2.1. Faculty (Self) Governance: University Level 
 
F2.1.1. University Assembly of the Full Faculty 
 
Assembly refers to gatherings of the full faculty, whether at the University level (University 
Assembly) or at the College/ School level (College or School Assembly). The term “mee�ng” is 
used to describe all other kinds of formal gatherings (e.g. Departments, Commitees, Task 
Forces, etc.). 
 
The full Faculty meets in Assembly at least twice each semester. All members of the community 
who have faculty status may atend and par�cipate in Faculty Assembly. Regular faculty 
members are required to atend faculty Assembly. Other personnel who also atend Assembly 
include the Registrar and the Director of the Center for Learning, Wri�ng, and Advising. Faculty 
Assembly is conducted in accordance with Robert’s Rules of Order. Privilege of mo�on, second, 
and debate shall be afforded to all members of the faculty (regular and eligible non-tenure-track 
faculty) during Assembly. Vo�ng shall be restricted to members of the regular faculty. 
 
Faculty may invite other University leaders or staff to atend Faculty Assembly or segments of 
the Assembly from �me to �me to report on aspects of University life that have a bearing on 
the faculty’s work and responsibili�es. Examples of such guests in Assembly include the Chief 
Admissions Officer, the Chief Student Affairs Officer, the Registrar, the Chief Financial Officer, or 
the Chief Interna�onal Programs Officer. 
 
Faculty may ini�ate addi�onal Faculty Assemblies by pe��oning the president of the faculty to 
convene the faculty in an extraordinary mee�ng; pe��ons have to specify the context for the 
extraordinary Assembly and be supported by a majority of the regular faculty. As a courtesy, the 
faculty president will inform the provost or University president of the scheduled mee�ng and 
its context. 
 
The president of the faculty may convene a full Faculty Assembly when necessary to discuss 
important University business (E.g. to propose and recommend a change in the Handbook to 
the Board). The University president or provost may call for a Special University Assembly of the 
faculty, if necessary, to inform faculty members about important business or developments that 
require their aten�on; the University president and provost will typically coordinate their call 
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for a Special University Assembly of the faculty by collabora�ng with the faculty president and 
Faculty Senate. 
 
The full faculty is represented through the Senate and the faculty president who chairs the 
Senate, and Faculty Senate Commitees. 
 
F2.1.1.1 The Conduct of Full Faculty Assembly 
 
F2.1.1.1.1 Standard Procedures 
 
The faculty president chairs the full Faculty Assembly, which is typically conducted in 
accordance with Robert’s Rules of Order. While the Senate typically acts on behalf of the faculty 
on most maters, it may refer items to the full faculty for delibera�on, considera�on, and/or a 
vote during Faculty Assembly. All regular faculty members may exercise their right to a vote in 
full Faculty Assembly. 
 
The faculty typically designates a regular faculty member who has been elected to Senate to 
also serve as Parliamentarian for the academic year during Faculty Assembly and Senate; the 
Parliamentarian clarifies procedures when ques�ons arise on the floor and is responsible for 
making sure that Faculty Assembly is run according to standard rules. The Parliamentarian is 
consulted by the faculty president on issues ranging from allowing mo�ons to extending 
assembly beyond its scheduled �me to what cons�tutes a quorum. The Parliamentarian advises 
the faculty president on all maters rela�ng to the conduct of Faculty Assembly, while the 
faculty president chairs and ul�mately rules on maters of order in the Senate and in assembly. 
The University president, provost, College/School deans, and other academic leaders may 
atend Faculty Assembly and par�cipate in delibera�ons and discussions of the faculty when 
recognized by the faculty president and called upon to do so. 
 
The University president may not vote in Faculty Assembly. 
 
The provost, deans, and other academic leaders do not typically vote in Faculty Assembly, but 
may do so if invited by the faculty president. In invi�ng the provost, deans, or other academic 
leaders to par�cipate in vo�ng on an issue, the faculty president must first achieve a majority 
consensus from the assembled regular faculty. 
 
The University president or provost may call the faculty to a Special Assembly, as needed. 
Typically, the University president and/or provost before calling a Special Assembly of the 
faculty, will inform the faculty president of the context and reasons for the same. 
 
F2.1.1.1.2 Special Procedures 
 
At either a regularly scheduled assembly or special assembly of the University faculty, with at 
least fi�een days’ writen no�ce, and by a two-thirds majority, providing they cons�tute a 
Quorum of the regular faculty, the faculty may discharge the faculty president and/or the 
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Senate as a whole from their role as elected representa�ves of the full faculty for the remainder 
of the academic year. 
 
If the regular faculty discharges the faculty president, or the Senate as a whole from serving as 
their representa�ves for the remainder of the academic year from the point at which such 
ac�on is taken, they must, within ten days of taking such ac�on, elect a new faculty president 
and/or member of the Senate, as the case warrants. 
 
Alternately, if a determina�on is made by the faculty to discharge the whole Senate, they may 
rule that by a majority vote that the full Faculty Assembly will act on behalf of the faculty on all 
maters therea�er un�l the conclusion of that academic year or un�l a determina�on is made 
by the full faculty to elect a faculty president and/or Senators. 
 
F2.1.2. The Faculty Senate 
 
Except when the Faculty Assembly is in session, the Senate exercises powers typically vested in 
the faculty and represents the will of the faculty. The Faculty Senate is the voice of the faculty 
and the centerpiece of faculty governance and of faculty par�cipa�on in shared governance. 
 
The Faculty Senate consists of elected Senators drawn from the regular faculty of each College 
and School and an eligible non-tenure-track faculty representa�ve. It serves as the 
representa�ve body of the faculty for conduc�ng faculty and academic business, the agent for 
overseeing and coordina�ng the faculty commitee structure, and a forum for discussing issues 
affec�ng the faculty and the University. 
 
The Faculty Senate promotes a climate of academic freedom, academic integrity, and inclusive 
diversity; equity in tenure, promo�on, workload, and salary distribu�on; an op�mal learning 
environment throughout the University; and an environment conducive to fundamental 
fairness, social and economic jus�ce, and Benedic�ne hospitality. 
 
The specific powers, procedures, and policies of the Senate are enumerated in the Faculty 
Senate Cons�tu�on and Faculty Senate Bylaws (Appendix B). 
 
The Senate consists of the faculty president (presiding officer); president-elect; four faculty 
senators elected from CASE, two senators elected from SHAH, two senators elected from CBET, 
one representa�ve elected from the eligible non-tenure-track faculty, and three faculty senators 
elected at large by the Faculty Assembly. Elected members serve two-year staggered terms. 
Members are limited to two consecu�ve terms. 
 
F2.1.2.1. The Conduct of Faculty Senate 
 
The faculty president shall act on behalf of the Faculty Senate during summer months when the 
Faculty Senate is not in session. The faculty president must inform the full faculty of any 
ac�on(s) undertaken during this period. 
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F2.1.3. The Faculty President 
 
The faculty president-elect is elected by the faculty on an annual basis and is accountable to the 
faculty, serving as their representa�ve and voice on issues of importance to them; they also 
preside over Faculty Assembly and mee�ngs of the Faculty Senate. The elec�on of the faculty 
president occurs at the last regularly scheduled Faculty Assembly of the year and begins 
immediately. 
 
The faculty president typically receives a six-credit reduc�on in their teaching load per semester 
(from a standard full- �me load of twelve semester credits each semester) in the academic year 
during which they serve as faculty president. Regular full-�me faculty with teaching 
commitments of nine semester credits each semester receive a three-credit reduc�on in their 
teaching load per semester in the academic year during which they serve as faculty president. 
 
The faculty president: 
 

a. Chairs and holds Faculty Assembly on a regularized basis and extraordinary mee�ngs of 
the faculty when pe��oned to do so by a majority of the regular faculty; 

b. Chairs mee�ngs of the Faculty Senate; 
c. Establishes the Faculty Assembly and the Faculty Senate agendas; 
d. Oversees elec�ons for all standing faculty commitees; 
e. Appoints ad hoc Faculty Commitees; 
f. Coordinates elec�ons which iden�fy faculty representa�ves to serve on University 

commitees; 
g. Consults with the faculty regarding issues of importance to faculty work life and 

responsibili�es 
h. Assists, through an appropriate faculty commitee, in recommending equitable faculty 

salaries, benefits, and working condi�ons to the provost 
i. Represents faculty concerns to other University cons�tuencies (i.e., the University 

president, the provost, deans, and trustees). 
j. Aids in inter-commitee coordina�on and priori�za�on of issues and concerns. 
k. Serves as a liaison between faculty and academic as well as University leaders. 

 
F2.1.3.1. Procedures for Electing the Faculty President 
 
The faculty president-elect is elected by the faculty on an annual basis. This elec�on occurs at 
the last regularly scheduled faculty mee�ng of the year for the following academic year. 
 
The Faculty President 
 

a. chairs and holds the full Faculty Assembly on a regular basis; 
b. chairs mee�ngs of the Faculty Senate; 
c. in consulta�on with the provost, establishes Faculty Senate and assembly agendas; 
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d. oversees elec�ons for standing faculty commitees; 
e. appoints ad hoc faculty commitees; 
f. atends Provost’s Council monthly; 
g. assists the Faculty Welfare Commitee in recommending equitable faculty salaries, 

benefits and working condi�ons to the provost; 
h. represents faculty concerns to other University cons�tuencies and leaders (i.e., the 

president, the provost, the Board of Trustees); 
i. meets regularly and as needed with the University president and the provost; 
j. undertakes other responsibili�es at the request of the full faculty or which may benefit 

the work life of faculty. 
 
F2.1.4. Faculty Senate Commitees 
 
Faculty Senate Commitees are staffed by elected faculty representa�ves and chaired by a 
regular faculty member, except where designated otherwise. Though commitees vary in size, all 
three Colleges and Schools are represented on each commitee. If a College/School does not 
present a candidate to be elected to a commitee as represented below, a faculty 
representa�ve-at-large will be elected from the full roster of the faculty, with aten�on to the 
status and rank required the relevant commitee. 
 
All the faculty commitees represented below report to the Faculty Senate and members are 
typically elected through Senate in full Faculty Assembly. As of 2020, there are ten standing 
faculty Senate commitees and a number of ad hoc Task Forces and commitees authorized by 
the faculty and/or elected by the full faculty. Faculty members typically serve on no more than 
two standing faculty commitees. 
 
Staff colleagues may be invited to serve on faculty commitees, and individual commitees will 
determine if non-faculty members may carry vo�ng rights. 
 
Student representa�ves may be invited to join faculty commitee delibera�ons or to serve on 
commitees, with each commitee determining individually if student representa�ves will have 
vo�ng rights. Undergraduate student representa�ves will typically be elected through ASSMU. 
Graduate student representa�ves will be selected in consulta�on with the Office of Graduate 
Admissions. 
 
Regular faculty may serve on only one of the following faculty commitees at a �me: 
Advancement Commitee, College/School Tenure and Promo�on Commitee, or the Faculty 
Affairs Commitee 
 
In the event that a College or School is unable to elect faculty as designated above to serve on 
each of the above commitees (because of the limited number of tenured and ranked faculty in 
the College/School), the School/College may elect a representa�ve to serve on either the 
Advancement Commitee or the College/School tenure and promo�on commitee and the 
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Faculty Affairs Commitee concurrently, but they must recuse themselves from considera�on of 
the file in case of an appeal. 
 
F2.1.4.1. Procedures for Electing Faculty Committees and Replacement Rules 
 
Faculty are elected in full faculty assembly to serve on Faculty Senate Commitees. The current 
standing commitees of the Senate are listed in the Faculty Handbook. 
 
Unless otherwise indicated, commitees typically consist of two faculty members from CASE, 
one faculty member from SHAH, and one faculty member from CBET. These posi�ons are 
elected by their school or college. In addi�on, commitees typically consist of two faculty 
members at large elected by the full faculty. Members serve 3-year terms. Members are limited 
to two consecu�ve (6 years), staggered terms. Commitees select their chair from among their 
members. 
 
The Advancement, Faculty Affairs, Faculty Development, and CORE Curriculum Commitees have 
addi�onal membership and elec�on requirements. 
 
Unless otherwise noted, terms for faculty elected to commitees during the final full faculty 
Assembly of the academic year begin on August 15. Terms for faculty elected at other �mes 
begin immediately. Typically, commitee service ends on May 15, though in excep�onal 
circumstances some commitees may need to convene during the summer. The faculty 
president will ensure that elec�ons are conducted in accordance with these restric�ons; the 
Parliamentarian will ensure that processes are followed. The general charge of each Commitee 
is outlined in the Faculty Handbook; each commitee is encouraged to create its charter and 
specific procedural details; these should be made available on the Senate web pages. 
 
If an elected faculty member relinquishes their posi�on on a commitee during the academic 
year, either 
 

a. an elec�on will be conducted and a replacement faculty member will be elected, in 
accordance with prescribed guidelines for membership on the commitee, to complete 
the original member’s term, or 

b. the faculty president will appoint a faculty member in accordance with prescribed 
guidelines for membership on the commitee, to complete the original member’s term. 

 
F2.1.4.2. The Faculty Affairs Committee (FAC) 
 
The Senate serves as the voice of the faculty and represents its interest to members and 
academic as well as University leaders; it func�ons as a legisla�ve body on academic issues and 
programs primarily through its commitees. The Faculty Affairs Commitee reports to Senate but 
also serves as a judicial body of the full faculty on appeals and grievances and in an advisory 
capacity to faculty and academic leaders. In its judicial capacity, it maintains confiden�ality with 
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regard to its proceedings, reports its findings to the University president with a copy to the 
provost, and informs Senate about its conclusions. 
 
In a custodial capacity, the Faculty Affairs Commitee develops, maintains, and recommends 
revisions of the Faculty Handbook and Faculty Bylaws and adjudicates all maters and disputes 
pertaining to faculty self-governance and viola�ons of academic freedom and academic 
integrity by faculty or their academic leaders. In atending to faculty governance, the FAC 
collaborates with academic leaders, as appropriate. 
 
As a judicial body, the commitee acts as a hearing commitee in cases involving faculty 
grievance whether between faculty members or between faculty and their academic or 
University leaders as well as on appeals of non-renewal, termina�on, tenure and promo�on 
decisions; (upon request of the provost, the commitee recommends faculty privileges for 
visi�ng professors and administra�ve officers). The commitee also adjudicates in instances 
where a complaint of academic dishonesty is filed against a faculty member or academic leader 
by a fellow faculty member or academic leader. In doing so, the commitee researches and 
reviews the case, informs the provost about its findings, and recommends a course of ac�on to 
the provost. The provost makes a determina�on in accordance with the grievance procedure. 
 
As an Advisory body, the Faculty Affairs Commitee may also advise the Senate, the provost, 
deans, chairs, and faculty, as needed. 
 
Nomina�ons for the FAC are made by members of the College/School; elec�ons are by the full 
faculty. The FAC consists of the following six elected representa�ves from among the tenured 
regular faculty: 
 

a. Three faculty members elected from CASE, one faculty member from SHAH, and two 
faculty members from CBET (one from business and one from engineering/technology). 

b. Members serve three-year staggered terms. 
c. Typically, members are limited to two consecu�ve terms. 
d. The Commitee elects its own chair annually who presides as a non-vo�ng member 

except in the case of a �e vote.  
 
F2.1.4.3. The University Core Curriculum Committee 
 
The Saint Mar�n’s Core provides a founda�on of courses which are collec�vely designed to 
expose students to diverse ways of thinking and to provide the intellectual, spiritual and ethical 
base for meaningful, sa�sfying and produc�ve lives. In consulta�on with the Director of the 
Core, the Core Commitee defines the qualifica�ons of Core courses; implements, oversees and 
evaluates the Saint Mar�n’s Core; and may ini�ate revisions to the curriculum to ensure that it 
is current and responsive to changes in the academy as well as evolving needs of students. 
 
Other Du�es and Responsibili�es: 
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The Commitee, in consulta�on with the Director of the Core: 
 

a. determines the need for, and solicits the crea�on of, new courses designed to meet the 
needs of the Core program; 

b. coordinates faculty development opportuni�es that specifically target the Core; 
c. provides for the resolu�on of student appeals and requests for excep�ons to the core 

program, in consulta�on with department chairs as needed; 
d. reviews course for inclusion in the Core and recommends courses for inclusion in the 

program to the Faculty Senate. Courses approved by the commitee are submited to the 
faculty for a three-week comment period; comments are resolved by the commitee. If a 
comment remains unresolved, the ac�on is put to a vote of the faculty senate; 

e. systema�cally reviews the Core program every five years. 
 
When the Commitee recommends a significant change requiring the Board of Trustees’ 
approval, the recommenda�on is forwarded to EPCC; if approved, EPCC forwards the proposed 
change to the Senate and full faculty for approval. The provost makes final decisions on 
recommenda�ons made by the Core Commitee and forwards these, as appropriate, to the 
University president or Board of Trustees. 
 
The Full faculty elects the Commitee members from its regular faculty; the full faculty also 
elects a chair from CASE who serves as Director of the Core. The Core Commitee consists of the 
following seven members elected from among the regular faculty: 
 

a. One from each of these academic areas: Business, Educa�on, Engineering and 
Technology, SHAH, Humani�es, Science and Mathema�cs, and Social Sciences. 

b. Faculty representa�ves serve three-year staggered terms. 
c. Typically, members are limited to two consecu�ve terms. 
d. Members from the administra�on are the Registrar, and a representa�ve from the 

Library. 
e. The Director of the First Year Experience serves as a non-vo�ng ex officio member. 

 
The director of the Saint Mar�n’s Core typically serves a three-year term which may be renewed 
by the full faculty in Assembly. Since the director oversees the founda�onal liberal arts 
curriculum of the University, they typically receive an eight-credit reduc�on in teaching (from a 
full-�me load of twenty-four semester credits) each academic year. 
 
F2.1.4.3.1. The Director of the First Year Experience 
 
The Director of the First Year Experience is elected by the full faculty; they are drawn from the 
regular faculty in the College of Arts, Sciences, and Educa�on. The Director of the First Year 
Experience typically receives an eight-credit reduc�on in teaching (from a full-�me load of 
twenty-four semester credits) each academic year. 
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The Director of the Saint Mar�n’s Core and the Director of the First (and Second) Year 
Experience report to the provost and regularly submit reports and updates to the Senate and/or 
full faculty; they also atend provost Council mee�ngs when invited. They also liaise regularly 
with the Office of Student Life on co-curricular learning that is embedded in the Saint Mar�n’s 
Core or offered in conjunc�on with it. 
 
F2.1.4.4. Educational Policies and Curriculum Committee – University level 
 
Membership on the University EPCC consists of the following: 
 

a. Elected: Seven members of the regular faculty: one from each of these academic areas: 
Business, Educa�on, Engineering and Technology, SHAH, Humani�es, Science and 
Mathema�cs, and Social Sciences. 

b. Only elected commitee members enjoy vo�ng rights and responsibili�es. 
c. The faculty members serve three-year staggered terms. 
d. Typically, members are limited to two consecu�ve terms. 
e. The commitee elects its chair from among its elected members on an annual basis. 
f. Ex Officio: A dean appointed by the provost for a three-year term, Registrar, Library 

Director, and Accredita�on Liaison Officer 
g. The provost atends EPCC mee�ngs as a non-vo�ng member 

 
The EPCC chair, or the commitee’s designee, serves on the Academic Standards Commitee. 
The University EPCC reviews and may ini�ate changes in the academic policies and academic 
standards prescribed under the Academic Policies and Procedures sec�on of the official 
University Catalog. The commitee also reviews and may ini�ate changes in the University 
curriculum. Procedures regarding delibera�ons of the Educa�onal Policies and Curriculum 
Commitee are determined by the commitee itself.  
 
F2.1.4.5. The Advancement Committee 
 
The Advancement Commitee oversees the faculty tenure and promo�on process and evaluates 
and ranks sabba�cal applica�ons before submi�ng recommenda�ons to the provost. 
 
The Advancement Commitee represents the faculty's recommenda�on to the provost and 
University president on all applica�ons for promo�on and tenure. The commitee is responsible 
for ensuring that faculty are aware of all deadlines, guidelines, policies and procedures related 
to the advancement and sabba�cal applica�on processes. 
 
When a department, in consulta�on with the appropriate tenure and promo�on commitee and 
College/School dean, proposes revisions to its tenure and promo�on guidelines, the 
Advancement commitee vets the guidelines before passing them on to the provost. The 
commitee solicits submissions of a por�olio from all candidates eligible to apply for tenure and 
promo�on and vets each applica�on before making a recommenda�on to the provost. 
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Individual members of the commitee also serve on third-year review commitees of tenure- 
track faculty. 
 
Membership on the Advancement Commitee consists of the following seven members elected 
from the regular tenured faculty: 
 

a. One from each of these academic areas: Business, Educa�on, Engineering and 
Technology, SHAH, Humani�es, Science and Mathema�cs, and Social Sciences. 

b. At least three of the seven members have to be full professors. 
c. Faculty representa�ves serve three-year staggered terms. 
d. Typically, members are limited to two consecu�ve terms. 
e. The commitee elects its own chair from among its members annually. 

 
Faculty members who are themselves applying for advancement may not be present during any 
discussions on advancement. If a si�ng member of the commitee applies for advancement, an 
appropriate subs�tute will be elected to serve during the advancement proceedings. Si�ng 
members applying for sabba�cal will recuse themselves from discussion of all sabba�cal 
applica�ons. 
 
F2.1.4.6. Academic Computer Advisory Council (ACAC) 
 
The Academic Computer Affairs Council (ACAC) maintains writen records, recommenda�ons, as 
well as available suppor�ng data from faculty and staff regarding academic computer 
technologies and facili�es. The Council advises various University stakeholders including but not 
limited to the Provost, the Faculty Senate, as well as the Chief Informa�on Officer.  
 
Membership consists of three faculty representa�ves elected from the College of Arts, Sciences, 
and Educa�on and one each from the School of Health and Allied Health and the College of 
Business, Engineering and Technology. In addi�on to the faculty representa�ves, the following 
persons have membership, vo�ng rights, and responsibili�es on the Council: 
 

a. The Chief Informa�on Officer or appointed ITS representa�ve, if available. 
b. The Library Director or appointed library representa�ve. 
c. A representa�ve appointed by the University President. 

 
The Council chair is selected by the Council membership annually. 
 
Faculty representa�ves are elected to serve three (3) year, renewable terms, staggered to 
ensure con�nuity, and may serve two con�nuous terms but must step off the commitee for a 
year before being eligible for re-elec�on for subsequent terms. 
 
Du�es and Responsibili�es: 
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a. Provide and maintain writen records of faculty and staff academic technological needs 
by way of solicited feedback and recommenda�ons;  

b. Develop short- and long-range needs assessment reports submited to the Chief 
Informa�on Officer annually outlining the campus’ outstanding academic technological 
needs; 

c. Par�cipate in reviewing proposals related to academic computer technologies when 
requested and where appropriate. 
 

F2.1.4.7. Faculty Committee on Academic Assessment (FCAA) 
 
The Faculty Commitee on Academic Assessment (FCAA) fosters a Saint Mar�n’s educa�on 
which enriches the students with: 
 

a. A high level of contact between students and faculty 
b. Classes that develop reciprocity and coopera�on among students 
c. Ac�ve learning 
d. Habits that reflect the best uses and amounts of �me for par�cular tasks 
e. An understanding and acceptance of the challenge to meet high expecta�ons 
f. Classes that acknowledge the diversity of talents and means of learning. 

 
Various assessment measures are u�lized by the University, including course evalua�ons by 
students of the courses they undertake. A number of University-wide surveys are also 
undertaken each year, sponsored by offices such as the Office of Ins�tu�onal Effec�veness and 
the Reten�on Commitee. Survey results are shared with faculty and their academic leaders 
when the collected data includes academic informa�on pertaining to faculty, courses, majors, 
programs, academic departments, and academic advising/support. The faculty understands the 
challenges which atend to adequately measuring effec�veness and the importance of 
atemp�ng to do so, a balance recognized by AAUP: 
 
The AAUP has long recognized that the prac�cal difficul�es of evalua�ng student learning do 
not relieve the academic profession of its obliga�on to atempt to incorporate such evalua�on 
into measures of teaching effec�veness. The Associa�on’s 1975 Statement on Teaching 
Evalua�on contains the following comments on “student learning”: 
 
Evalua�on of teaching usually refers to the efforts made to assess the effec�veness of 
instruc�on. The most valid measure is probably the most difficult to obtain, that is, the 
assessment of a teacher’s effec�veness on the basis of the learning of his or her students. On 
the one hand, a student’s learning is importantly influenced by much more than an individual 
teacher’s efforts. On the other, measures of before-and-a�er learning are difficult to find, 
control, or derive comparisons from. From a prac�cal point of view, the difficul�es of evalua�ng 
college teaching on the basis of changes in student performance limit the use of such a 
measure. The difficul�es, however, should not rule out all efforts to seek reliable evidence of 
this kind. 
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The Faculty’s assessment of teaching and learning effec�veness thus occurs within the 
framework of standards recommended by AAUP: 
(htp://www.aaup.org/AAUP/comm/rep/MandatedAssessments.htm) 
 
While faculty at SMU recognize and understand the importance of addressing and mee�ng the 
criteria of outside accreditors such as the NWCCU, TEAC and ABET, the primary focus of this 
commitee is not on accredita�on, per se, but on: 
 

a. Helping faculty to develop genuine, rigorous and appropriate measures of the 
effec�veness of our teaching both across the University’s curriculum as a whole and in 
our diverse disciplines, in the disparate courses of study we offer, and to students who 
come to us with a range of abili�es, needs and challenges. 

b. Helping the Core Commitee to develop realis�c goals for enhancing teaching 
effec�veness and student learning across the University’s curriculum – and 
recommending review of and/or changes in that curriculum as appropriate. 

c. Helping academic program directors and department chairs to develop realis�c goals for 
enhancing teaching effec�veness and student learning across their 
program/departmental curricula – and recommending review of and/or changes in such 
curricula as appropriate. 

d. Helping individual faculty members with developing realis�c goals for enhancing 
teaching effec�veness and student learning in the courses they teach. Providing faculty 
with workshops, mentoring and other programs and resources designed to enhance 
their pedagogical effec�veness. 

 
Further, the Commitee studies curricula to determine if students are being taught such things 
as 1) process wri�ng 2) cri�cal thinking, 3) Benedic�ne values, and 4) both global and historical 
awareness throughout their college careers in a broad array of courses and programs. Such 
tasks will require the commitee to work closely with the Core Commitee, the EPCC, and the 
Provost’s Council. Working closely with these cons�tuents and individual faculty, the FCAA leads 
the faculty’s ongoing efforts to gauge and enhance teaching effec�veness and student learning 
in curricular/academic programs and departments. The commitee also liaises with the Director 
of Ins�tu�onal Assessment as needed. 
 
Faculty membership on the commitee is determined in accordance with F2.1.4.1. 
 
The commitee liaises with the Director of Ins�tu�onal Assessment and the Chief Ins�tu�onal 
Effec�veness Officer as well as other faculty and academic leaders. Faculty representa�ves serve 
three-year terms. 
 
FH2.1.4.8. Faculty Development Committee 
 
The Faculty Development Commitee provides a range of faculty development services to 
individual faculty members, to academic departments and divisions, and to the faculty as a 
whole; develops and implements an ongoing faculty development program; defines policies and 

http://www/
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procedures to be followed by faculty members, departments and divisions in reques�ng funding 
for faculty development projects and/or travel; helps facilitate the selec�on of recipients of the 
Monks of Saint Mar�n’s Abbey Outstanding Faculty Award. 
 
Faculty membership on the commitee is determined in accordance with F2.1.4.1. In addi�on to 
the commitee’s regular faculty members, one representa�ve from the eligible non-tenure-track 
faculty, is elected from and by the eligible non-tenure-track faculty. At least three of the 
commitee’s six members are typically tenured faculty. 
 
P2.1.4.9. Faculty Library Committee 
 
The Faculty Library Commitee consists of the Director of the O’Grady Library and Learning 
Resources or director (as chair) and two librarians as well as faculty members elected in 
accordance with F2.1.4.1.  
 
The library commitee provides direc�on and assistance to the Dean of the O’Grady Library and 
Learning Resources or director in: 
 

a. the development of policies; 
b. the evalua�on of current programs and services, as well as planning for new ones; 
c. the alloca�on of funds for collec�on development purposes; and 
d. the formula�on of budget and staffing requirements related to the opera�on of the 

Library. 
 
F2.1.4.10. Faculty Welfare Committee 
 
The Faculty Welfare Commitee recommends to the Faculty Senate equitable faculty salaries, 
benefits, and working condi�ons for faculty. The commitee also works with Ins�tu�onal 
Research to facilitate the University’s par�cipa�on in na�onal surveys pertaining to faculty work 
life. 
 
Faculty membership on the commitee is determined in accordance with F2.1.4.1. In addi�on to 
the commitee’s regular faculty members, one representa�ve from the eligible non-tenure-track 
faculty, is elected from and by the eligible non-tenure-track faculty. All of the commitee’s six 
faculty members are typically tenured faculty. 
 
F2.1.4.11. Anti-Racism Committee 
 
The An�-Racism Commitee recommends to the Faculty Senate changes in ins�tu�onal 
prac�ces to beter hire, serve, and retain BIPOC faculty; to support faculty professional 
development on an�-racism; and to support the con�nued development of an�-racist 
curriculum. This faculty commitee will coordinate with the university DEI commitee. 
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Faculty membership on the commitee is determined in accordance with F2.1.4.1. In addi�on to 
the commitee’s regular faculty members, at least two of the commitee’s six faculty members 
must be tenured faculty. There is no limit on the number of terms an elected member can 
serve. 
 
F2.1.4.12. Non-tenure-track Faculty Committee 
 
The Non-tenure-track Faculty Commitee (NTTFC) recommends to the Faculty Senate changes in 
ins�tu�onal prac�ces to beter serve, include, and support eligible non-tenure-track faculty. The 
NTTFC consists of the following elected representa�ves from among the eligible non-tenure-
track faculty who are currently teaching courses, and from the regular faculty: three eligible 
non-tenure-track faculty elected by their colleagues, and two regular faculty members elected 
by their colleagues.  
 
Faculty representa�ves serve three-year terms. The Commitee elects its chair from among its 
members. 
 
The part-�me non-tenure track faculty are represented by the AFAC with a separate governing 
document available here: Adjunct Faculty Guide. 
 
P2.1.4.13. Institutional Review Board 
 
While Saint Mar�n’s University recognizes and affirms the need for academic freedom in the 
conduct of research, and the value of well-designed, responsible ac�vi�es which involve human 
subjects, the Faculty recognizes, and accepts its responsibility to assure the protec�on of any 
human subjects so involved. The use of human subjects in research or inves�ga�onal ac�vi�es 
imposes both ethical and legal responsibili�es upon the ins�tu�on, the project director, and the 
inves�gator(s) for assuring that the rights and welfare of those subjects are adequately 
protected. Saint Mar�n’s University thus requires that the project director, the inves�gator(s), 
all par�cipants, and the University u�lize policies established by the Ins�tu�onal Review Board, 
which also monitor ac�vi�es to ensure that such protec�on occurs. 
 
The IRB is governed by a separate governing document available here: IRB Policy and Standards. 
 
F2.1.4.14. Ad Hoc Committees of the Faculty 
 
The faculty, through its Senate, may create ad hoc commitees to deal with specific issues. 
 
Note: Faculty Commitees may invite non-academic colleagues (staff, administrators, or 
academic leaders) to join specific mee�ngs of Faculty Commitees on an ad hoc basis or to serve 
as members on ad hoc commitees or task forces in order to draw on the exper�se of colleagues 
in specific areas. Individual commitees may extend vo�ng rights to non-faculty members, as 
appropriate. 
 

https://www.stmartin.edu/documents/adjunct-faculty-guide
https://www.stmartin.edu/documents/institutional-review-board-policy-and-standards
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F2.1.4.15. Faculty Athletics Representative (FAR) 
 
The role of the Faculty Athle�cs Representa�ve (FAR) is mandated in NCAA legisla�on, Bylaw 
6.1.4. The FAR serves as a point of contact between their campuses and the NCAA in the regular 
conduct of intercollegiate athle�cs programs. The FAR is also recognized as the representa�ve of 
the ins�tu�on and its faculty in the rela�onship between the NCAA and the local campus. 
(NCAA Bylaw 4.02.2). The FAR is one of five ins�tu�onal representa�ves authorized to request 
an NCAA legisla�ve interpreta�on on behalf of the ins�tu�on. The University President, Director 
of Athle�cs, Senior Woman Administrator, and Compliance Coordinator (or their designate) are 
the other individuals permited to do so. (NCAA Bylaw 5.4.1.2.1.2) 
 
In keeping with NCAA regula�ons, the University president designates a faculty member to 
serve as FAR for the University and its Athle�cs Programs. The FAR serves a three-year term, 
renewable at the discre�on of the president. Specific responsibili�es of the FAR are determined 
by the University, but the FAR serves as a liaison between the University’s cons�tuents and the 
Athle�cs Department and represents the University at NCAA conferences. 
 
According to one of FAR’s Guiding Principles, the role of the FAR is “to ensure that the academic 
ins�tu�on establishes and maintains the appropriate balance between academics and 
intercollegiate athle�cs.” The FAR at Saint Mar�n’s University is expected to familiarize 
themselves with all aspects of NCAA membership by the University and with the FAR’s Guiding 
Principles, and to report in Faculty Assembly about their role in serving as FAR. 
 
F2.2. Faculty (Self) Governance: College/School Level 
 
F2.2.1. College/School Assembly 
 
The Faculty in each College/School typically meets in Assembly twice a semester or as needed 
during the academic year, in addi�on to Special Assemblies as may be convened by the dean for 
important maters that require input from the full faculty. Colleges/Schools elect, for a one-year 
term, a faculty chair, a tenured member of the Regular Faculty who works closely with the dean 
in se�ng an agenda for the College/School Assembly, and who serves as chair pro tempore in 
leading the Assembly. 
 
College/School Assembly is typically called by the College/School Chair of the faculty in 
consulta�on with the dean. The dean may call a Special Assembly of the College/School to 
discuss maters of importance to the faculty or to disseminate vital College/School informa�on; 
they will typically coordinate with the College/School chair in calling faculty to a Special 
Assembly. 
 
New programs and academic ini�a�ves proposed by a College/School are formally approved by 
the faculty in College/School Assembly except when the faculty elects a College/School EPCC to 
undertake this task on its behalf. New programs, majors, and academic ini�a�ves, when 
proposed by the faculty in a College/School, are forwarded, along with a recommenda�on by 
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the dean, to the University EPCC a�er approval either by the faculty in College/School Assembly 
or by their representa�ves on College/School EPCC. New courses may be forwarded directly to 
the University EPCC with endorsement by the department chair/program director and the dean. 
When the EPCC passes a proposed new course, the proposal is forwarded to the faculty for 
comment. If there are objec�ons, the EPCC works with the interested par�es in order to find a 
solu�on; if a solu�on cannot be reached, the mater is referred to the Senate. 
 
When the commitee passes a proposed new program or a significant program change requiring 
the Board of Trustees’ approval, the proposal is forwarded to the Senate for approval. The 
provost makes final decisions on recommenda�ons made by EPCC and forwards these, as 
appropriate, to the University president or Board of Trustees 
 
F2.2.1.1. Procedures for Creating Faculty Committees at the College/School Level 
 
While the faculty in a College or School may create commitees to undertake College/School 
business, the only mandated commitee at the College/School level is the tenure and promo�on 
commitee (TAP). 
 
College/School commitees will typically consist of three elected faculty members, who will 
elect a chair from among their membership. 
 
F2.2.1.2. College/School Tenure and Promotion Committee (TAP) 
 
TAP will consist of three faculty members elected from the full-�me tenured and promoted 
faculty members in the College or School. Members serve three-year terms. If possible, at least 
one of the three elected members should be a full professor. Faculty members who are 
themselves applying for advancement may not serve on this commitee; if a si�ng member of 
the commitee applies for advancement, an appropriate subs�tute will be elected to serve as a 
replacement for the academic year. 
 
TAP elects a chair from its membership. TAP’s responsibili�es include 
 

a. Evalua�ng all applica�ons for advancement submited by tenure-track faculty within 
their College or School, and vo�ng on their candidacy for tenure and promo�on, before 
forwarding its recommenda�on to the dean of the College/School. 

b. Review any proposed revisions to department-specific tenure and promo�on guidelines 
submited by department chairs and will consult with the College/School dean before 
passing on the revisions to Advancement for ve�ng and to the provost for approval and 
implementa�on. 

c. Ensuring that department-specific tenure and promo�on guidelines are consulted in 
their evalua�on of candidates for tenure and promo�on and that these department- 
specific guidelines are forwarded with the candidate’s file to the Advancement 
Commitee. 
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F2.2.2. College/School Commitees 
 
College/School faculty may create commitees to undertake the work of the College/School. 
E.g., a College EPCC which approves and forwards new program and course proposals to the 
University EPCC, and College/School tenure and promo�on commitee which forwards their 
recommenda�ons regarding faculty promo�on and tenure to the Advancement Commitee. 
 
F2.2.3. College/School Ad Hoc Commitees and Task Forces 
 
The dean and faculty in the Colleges/Schools may create ad hoc commitees and task forces. 
 
F2.2.4. Departmental and Cross-departmental Programs 
 
Academic programs, whether within a department or cross-departmental or cross-
College/School are overseen by faculty directors. 
 
Programs within a department may be led by a director who is appointed by consensus within 
the department and reports to the department chair. Typically, program directors are not given 
release �me. Excep�ons are approved by the provost. 
 
Cross-departmental academic programs (E.g. Gender and Iden��es Studies) are led by faculty 
program directors who are elected by faculty in the appropriate program or appointed through 
consulta�on between the dean of the College/School with faculty who teach in the program, if 
the program’s disciplinary exper�se and faculty draw from within the College/School. 
 
Academic Programs which serve students, staff, or faculty in more than one College/School or 
whose disciplinary exper�se draws from mul�ple Colleges/Schools report to the provost and 
faculty directors of these programs are elected by faculty in the programs or appointed through 
consulta�on between the provost and faculty / University leaders, as appropriate. 
 
Faculty program directors are typically appointed to three-year renewable terms, and may, in 
consulta�on with the dean and provost, receive compensa�on in the form of s�pends or 
release �me. 
 
Co-curricular support offices which serve students and faculty across the University may be led 
by program directors who are academic staff (E.g. Learning, Wri�ng, and Advising Center; Office 
of Disability Services; etc.). Academic staff who serve as program directors are appointed to 
five-year renewable terms; they undergo annual review. 
 
F2.2.5. Academic Departments 
 
Academic Departments are units within a College or School with faculty members who typically 
share disciplinary exper�se in a single discipline or a cluster of related disciplines. Faculty 
members are typically appointed to departments within a College or School. Courses are 



74 
 

generally given within a department, and o�en named for the Department (E.g. ENG 200). 
Departments typically offer majors and minors in their areas of exper�se. Some majors and 
minors incorporate interdisciplinary exper�se across mul�ple departments (E.g. Gender and 
Iden��es Studies or Interdisciplinary Studies). 
 
F2.2.5.1. Department Chairs 
 
The department chair serves as the academic leader within their department. Departments 
elect their chair, typically from among the tenured regular faculty and recommend their 
appointment to the dean of the College/School, who finalizes the appointment. Under special 
circumstances, a department chair may – with the consent of the majority of the department’s 
regular faculty – request that the provost and dean approve the hiring of the new faculty 
member to serve as department chair. 
 
Department chairs, including those ini�ally hired as chairs rather than elected, are appointed to 
three-year terms and are subject to evalua�on by the department faculty and dean prior to 
expira�on of their appointed term and may be reappointed, in accordance with procedures 
outlined below.  
 
The governing responsibili�es of chairs extend only to their academic departments. 
 
As members of the College/School Council of Chairs, chairs serve as an advisory body to the 
dean of their College/School; they may be called to meet in an advisory capacity to the provost 
in a University Council of Chairs. 
 
Department chairs typically receive a one course reduc�on in teaching in each semester of the 
academic year. 
 
Since the responsibili�es which atend to chairing a department extend beyond the academic 
year and into summer months, chairs may receive an administra�ve s�pend for their summer 
responsibili�es. 
 
Chairs are vo�ng members of the faculty. They retain in-load teaching responsibili�es while 
undertaking departmental administra�ve responsibili�es, carry both instruc�onal and 
administra�ve du�es, and come from and return to regular teaching at the conclusion of their 
term as chair. 
 
All departments undertake periodic program review. The program review cycle of seven years 
and procedures are detailed below. Curricular review is undertaken periodically as needed by 
departments and programs. 
 
Department chairs 
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a. In consulta�on with department faculty, review department-specific tenure and 
promo�on guidelines every five years, and submit any proposed revisions to TAP and 
dean (who will forward to the Advancement Commitee for ve�ng and the provost for 
approval/implementa�on). 

b. Oversee and coordinate faculty advancement, including first year mentoring and review, 
class visita�ons and faculty consulta�on regarding teaching effec�veness; professional 
development and service; lead department members’ Third-Year Reviews, and provide 
obligatory leter for department members’ advancement files. 

c. Schedule and chair monthly department mee�ngs during the academic year; 
department mee�ng minutes or ac�on items/resolu�ons reached by the faculty in 
mee�ngs are retained on file in the department and a copy of the same is submited to 
the Office of the College/School dean; 

d. Provide general oversight of department business, including communica�on with 
students and others regarding departmental programs and curricula; coordinate 
departmental classes (including scheduling, faculty load and course assignments); lead 
and delegate responsibility, as appropriate, for periodic program reviews and curricular 
and new program proposals; monitor quality and methods of instruc�on; lead 
departmental accredita�on and support College/School or ins�tu�onal accredita�on 
ac�vi�es; and encourage faculty support of admission ac�vi�es; 

e. Approve extension and online curriculum as well as faculty appointments on Extension 
campuses by coordina�ng with the dean of their College/School; 

f. Develop class schedules and oversee the monitoring of instruc�on; 
g. Lead department faculty in recrui�ng tenure-track faculty; 
h. Recruit and orient non-tenure-track faculty; 
i. Guide new tenure-track appointees and advise new tenure-track faculty on maters 

pertaining to academic reviews, and advancement; because the chair has to also 
evaluate new faculty members annually, they a responsible for appoin�ng an addi�onal 
mentor from outside the department who can func�on as an advisor and guide and 
provide suppor�ve and construc�ve guidance to new appointees (see Mentoring 
Program); 

j. Chairs also supervise and assist non-tenure-track faculty; 
k. Oversee program review every seven years and internal curricular review periodically; 
l. Appoint faculty search commitees in consulta�on with the dean and communicate to 

the dean departmental recommenda�ons for hiring faculty; 
m. Work with the dean to manage department staffing; 
n. Oversee post-tenure faculty development and reviews; 
o. Promote academically-centered co-curricular ac�vi�es (E.g. disciplinary honor socie�es); 
p. Ensure that majors and minors are appropriately advised; also ensure that advising and 

other du�es within the department are evenly distributed among its members; 
q. Advocate for the department to the dean and communicate on behalf of the 

department to the dean; communicate on behalf of the dean to colleagues within the 
department and ensure that all faculty are up-to-date on developments in the 
College/School; 

r. Coordinate library resources; 
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s. Manage the departmental budget and resources; 
t. Atend budget training sessions as needed; 
u. Implement administra�ve direc�ves, as appropriate; 
v. Monitor the teaching load of the faculty members in the department and ensure 

internal equity among its members; 
w. Work with department faculty on comple�ng Assessment Reports; 
x. Assist the dean in comple�ng Accredita�on Reports for the College/School; 
y. Func�on as the first level of appeal by students in cases iden�fied by their department 

faculty as cons�tu�ng a viola�on of policies on academic dishonesty and all student 
complaints, including grade appeals and academic grievances involving faculty and staff 
in their department; the appeals process as it moves from department Chair to 
College/School dean to provost is outlined in greater detail in the Student Handbook; 

z. Respond to requests from the Offices of the Dean and Provost, as appropriate, and 
ensure that the department and its faculty meet important College and University 
deadlines (E.g. submission of grades, syllabi, travel requests and receipts, etc.). 

 
Chairs carry responsibility, on behalf of their department and its faculty, for proposing, 
approving, and represen�ng new courses, programs, and ini�a�ves from their departments. 
 
F2.2.5.2 Procedures for the Election, Appointment, and Evaluation of Department Chairs and 
Faculty Program Directors 
 
F2.2.5.2.1 Procedures for Electing Department Chairs and Program Directors within a 
College/School 
 
Elec�on of the chair is overseen by an external chair. Chairs are elected by the regular faculty in 
a department. The dean is no�fied by the department or program about the elec�on. The 
provost appoints elected department chairs and program directors within a College/School, 
upon recommenda�on by the department or program and the dean, for three-year terms that 
are renewable subject to evalua�on and re- elec�on by the faculty. 
 
Under special circumstances (if, for example, all the faculty in a department are newly-hired 
junior faculty), a department chair may – with the consent of the department’s regular faculty 
(indicated by a majority vote overseen by an external chair) – request that the provost and dean 
approve the hiring of the new faculty member to serve as department chair. In the search to 
hire a new chair, all regular departmental faculty may serve on the search commitee if they 
choose, or, if the commitee is large, they may arrange to advise/consult with members. 
 
Typically, chairs who have served two consecu�ve full terms will not be considered for a 
successive third term if there are other eligible candidates within the department. 
 
Under agreement with the Saint Mar�n’s Abbey, the chair of the Theology and Religious Studies 
Department must be a prac�cing Catholic. 
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A dean may ini�ate removal of a departmentally-elected chair at any point by following the 
procedures described below. 
 
Program directors are elected by the regular faculty who rou�nely teach in the program. When 
the program is within a college/School, the dean iden�fies all faculty members who teach in the 
program in consulta�on with the College/School chair; when the program is inter-college, the 
provost iden�fies the roster of faculty. The dean or provost, as appropriate, is no�fied of the 
elec�on. The provost appoints the program director upon recommenda�on by the faculty for 
three-year terms that are renewable subject to evalua�on and re-elec�on by the faculty. 
Typically, program directors who have served two consecu�ve full terms will not be considered 
for a successive third term if there are other eligible candidates within the program. 
 
F2.2.5.2.2. Procedures for Removing a Departmentally-Elected Chair from Office 
 
A dean who wishes to remove an elected department chair from office ini�ates the process by 
informing the chair and presen�ng the chair and the provost with writen reasons with all 
suppor�ng documenta�on for the recommended removal. 
 
The provost convenes a Council of five tenured chairs, at least three of whom should be from a 
different College or School than that of the chair against whom reasons for removal from office 
have been presented by the dean. 
 
The council reviews these reasons and all suppor�ng documenta�on and makes a 
recommenda�on to the provost. In reviewing the situa�on, the council may meet with and 
discuss issues with the chair and dean. 
 
The provost takes the recommenda�on of the council into considera�on in determining if the 
chair is to be removed from office. The provost conveys their decision in wri�ng to the chair 
with a copy to the dean and members of the council. 
 
The chair, if removed from office, may appeal the provost’s decision to the Faculty Affairs 
Commitee. The FAC will consider the appeal on the basis of viola�ons of process and/or 
viola�ons of the chair’s academic freedom and/or the professional well-being of the 
department/program. FAC submits its findings to the University president. The University 
president makes the final determina�on on the appeal. 
 
F2.2.5.2.3 Procedures for Evaluating Department Chairs within a College/School 
 
Department chairs are evaluated by their department faculty and the dean of their 
College/School prior to reappointment by the provost in the spring semester of their third year. 
Chairs submit their annual summaries to the dean. 
 
Process: 
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a. The dean reminds the department by February 1 that a review of the chair will occur 
prior to reelec�on and reappointment for another three-year term; 

b. The dean calls a mee�ng of all regular faculty within the department by February 10 and 
charges a senior member of the faculty to lead the process; 

c. If the department has fewer than two regular faculty members, the department may 
request that addi�onal regular faculty from a related department join the department in 
its evalua�on of the chair; no more than two addi�onal faculty may be thus invited to 
join departmental delibera�ons; 

d. The department faculty and any addi�onal faculty selected to join them meet and 
evaluate the chair against the list of chair du�es outlined in the Faculty Handbook; a 
template lis�ng these du�es is provided to the department by the dean; 

e. The faculty member selected to lead/facilitate the evalua�on submits the results of the 
evalua�on to the department faculty with a copy to the dean. 

f. The dean may also add a leter of evalua�on, based on the chair’s annual report and 
other observa�ons, share the leter with the chair, and place it in the chair’s personnel 
file. 

 
F2.2.5.3. Departmental Procedures and Faculty Responsibilities 
 
F2.2.5.3.1. Meetings 
 
Academic departments are required minimally to meet monthly during the academic year in 
addi�on to mee�ng as needed on departmental searches and revising the curriculum, to elect a 
chair, conduct assessments, support the accredita�on process, and other issues. 
 
F2.2.5.3.2. Nurturing and Evaluating Junior Faculty 
 
Senior faculty are responsible for contribu�ng to the development of tenure-track faculty within 
their departments and to their evalua�on, which is led by the department chair. 
 
It is generally expected that junior faculty will begin to engage in service by par�cipa�ng on 
commitees, but that commitment to service will strengthen and deepen as faculty progress 
through the ranks. The chair, senior faculty members, and the department as a whole must 
ensure, therefore, that tenure-track faculty are protected from over-extending themselves 
through service and teaching commitments so that they can atend in their proba�onary years 
to establishing a strong teaching por�olio and successfully ini�a�ng their scholarly life. The 
chair is the primary agent who ensures work load balance for all faculty in the department. 
 
P2.2.5.3.3. Teaching 
 
Faculty must meet their assigned classes at the scheduled �mes. Changes in the schedule 
requested by the instructor are approved by the department chair and communicated by the 
chair to the Registrar and the dean. If, for some valid reason, the instructor cannot meet a class, 
they no�fy the Registrar and the students of the cancella�on of the class. If an instructor must 
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cancel more than one class, they no�fy the department chair and dean to ensure that 
arrangements, sa�sfactory to assuring student progress, are made. 
 
Regular full-�me faculty are typically present on campus at least four days a week during the 
academic year, which starts formally at Convoca�on and ends at Commencement. Faculty 
members who teach on mul�ple campuses during the same semester may divide their on-
campus �me and their office hours propor�onately among different campuses as appropriate. 
Some office hours, especially in the case of faculty who teach online, may be held online with 
approval by the department chair and dean. 
 
P2.2.5.3.4. Annual Summaries 
 
All regular faculty, faculty on con�nuing appointments, and faculty who are moving from non-
tenure-track status to tenure track in the department submit annual summaries detailing their 
annual ac�vi�es and accomplishments in the areas of teaching, scholarship, and service to their 
department chairs. Annual summaries are included in all por�olios submited for purposes of 
advancement. 
 
Chairs review annual summaries with individual faculty members in their department, before 
submi�ng them, along with any comments they may wish to add, to the dean. Deans review 
annual summaries within their College/School, acknowledge each annual summary individually 
in wri�ng to faculty members and summarize any concerns, as applicable, with a copy to the 
chair, and then submit a summary report to the provost regarding all annual summaries from 
their College/School. Annual summaries and all writen evalua�ons of them become part of the 
faculty member’s advancement and post-tenure assessment file. 
 
Faculty submit annual summaries to their chair for the prior academic year by September 15 
each year; chairs submit these with any addi�onal comments to their deans by October 15; 
deans discuss and communicate in wri�ng any issues with individual faculty members and their 
chairs by November 15, and submit a summary report for their College/School to the provost by 
December 1. Deans send reminders to faculty and chairs in their College/School by the end of 
the previous academic year and again by August 15 of the new academic year about these 
deadlines. 
 
If any serious issues have been iden�fied through the annual summary process, the provost may 
schedule a mee�ng with the faculty member, their chair, and dean to discuss the summary and 
any follow up ac�ons and/or developmental support that might be necessary. 
 
T2.2.5.3.5. Program Review 
 
Program reviews/assessments are undertaken by departments every seven years. In a College 
such as CAS, which has no accredi�ng body, program reviews serve a similar func�on. 
Accredited programs may use their accredita�on review as the equivalent of program review, 
but all programs which do not undergo accredita�on are required to undertake program review. 
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The cycle of program reviews within a College/School is established during the 2014-15 year 
through discussions and collabora�on between departments and their deans and publicized by 
the dean to members of the College/School. The provost will publicize the master list of 
scheduled program reviews across the University. 
 
The first cycle of program reviews will begin in 2015-16. Programs which undertake their first 
review in 2015- 16, for example, will undertake one again in 2023-2024; programs which 
undertake their first program review in 2022-2023 will undertake one again in 2030-2031. It is 
expected that across the University, no more than five program reviews will typically be 
undertaken in any academic year. 
 
Procedures: 
 

a. Each College/School is part of a cycle of program reviews; each program is reviewed 
every 7-years; 

b. Each program iden�fies a team of two peers from comparable nearby universi�es to visit 
and assess their program (the scope of the review might extend to curriculum, 
possibili�es for expansion and growth, assessment of resources, personnel needs, 
staffing needs, the program’s fulfillment of mission, etc. and is determined by the 
Department in advance in collabora�on with the Dean); 

c. The review team meets with the department chair, faculty, affiliated faculty from other 
departments, the dean, and the provost; 

d. The team submits a report verbally to the department and other interested members of 
the community at the conclusion of their visit and in writen format subsequently to the 
department chair and dean; 

e. The report is also submited to the provost; 
f. The provost meets with the department and dean to discuss how issues (such as 

personnel needs, or curriculum enhancement) might be addressed by the faculty and 
supported by the dean and provost. 

g. The results of the review will be shared with the president and Board of Trustees. The 
program review team is reimbursed for travel and paid a modest honorarium. 

 
T2.2.6. Departments / Programs in Receivership 
 
Academic receivership occurs when control of an academic program, department, division, or 
College/School is removed from the faculty within that unit and an outside chair or director or 
dean is entrusted by the College/School Dean or provost or president, as applicable, to lead the 
unit, or when the College/School dean or the provost undertakes direct leadership of the unit. 
 
Academic receivership represents an extraordinary rather than typical situa�on because it runs 
counter to the faculty’s responsibility for self-governance, and it is frequently preceded by 
warning signs that an academic unit is either becoming dysfunc�onal or lacks personnel who 
can successfully lead it. Moving a unit into receivership is most common at the programma�c or 
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departmental level, but in par�cularly extraordinary circumstances, a Division or College/School 
may be placed in academic receivership by the provost or University president. 
 
Procedures for placing a program in receivership are outlined below. 
 
F2.2.7. University Lectures 
 
Faculty members also organize, lead, and contribute to a number of University-wide Lecture 
Series, which are listed on the University’s web site. 
 
T2.3. Shared Governance 
 
Par�cipa�on and sharing in the governance of the University is a professional obliga�on and 
responsibility of the regular faculty. 
 
T2.3.1.  University Commitees with Faculty Representa�ves 
 
With the excep�on of the Academic Standards Commitee and the Study Abroad Commitee 
which are Advisory to the provost, all other University Commitees func�on in an Advisory 
capacity to the University president and typically contain appointed as well as elected members. 
 
T2.3.1.1. Academic Standards 
 
The Academic Standards Commitee reports to the provost and advises on, monitors, and 
assesses academic standards, evolves and recommends policies and procedures as they pertain 
to academic standards, advises on the admission of proba�onary students, reviews each 
semester the progress of all students who have been placed on academic proba�on, considers 
pe��ons reques�ng an extension of academic proba�on, considers student pe��ons for 
reinstatement to the University, recommends suspension of students who fail to comply with 
condi�ons of academic proba�on as well as dismissal of students who have consistently failed 
to maintain the academic standards of the University, evaluates credit for experien�al learning, 
and makes recommenda�ons on awarding credit for prior learning to the provost. 
 
NOTE: Any proposed changes in the academic policies and academic standards prescribed 
under the Academic Policies and Procedures sec�on of the official University Catalog are passed 
to the EPCC for considera�on/implementa�on. 
 
The AS Commitee consists of regular faculty elected from the Colleges and Schools as follows: 
two members from the College of Arts, Sciences, and Educa�on; one member each from the 
School of Health and Allied Health, School of Business, and the School of Engineering. At least 
one member of the commitee must be a faculty member who teaches graduate courses. 
Elected faculty serve three-year terms before rota�ng off the Commitee prior to being eligible 
for re-elec�on for subsequent terms. Addi�onally, the chair of EPCC serves on the commitee 
and acts as a liaison between the commitees on policy issues requiring EPCC review. The Chief 
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Student Affairs Officer or their designee, the Chief Enrollment Officer, the Associate Dean of 
Saint Mar�n’s- JBLM, the Associate Dean of Interna�onal Programs, and the University Registrar 
also serve on the Commitee. The provost addi�onally appoints one academic staff 
member/advisor (typically the Director of the Advising Center) whose primary responsibili�es 
involve co-curricular support, to serve on the Commitee (term of staff member). The provost 
serves on the commitee as a non-vo�ng member. 
 
The AS commitee is chaired by a regular faculty member. All members exercise full vo�ng rights 
on the commitee, which makes its recommenda�ons to the provost, who makes final decisions. 
 
T2.3.1.2. Athletics Advisory Board 
 
The AAB at Saint Mar�n’s University is appointed by the University president and is comprised 
of faculty, staff, and students. It is tasked with promo�ng an understanding of intercollegiate 
athle�cs among faculty and other members of the community. The AAB is strongly encouraged 
by the Na�onal Collegiate Athle�c Associa�on (NCAA) and the Faculty Athle�cs Representa�ve 
Associa�on (FARA). 
 
T2.3.1.3. Behavior Intervention Team (BIT)  
 
The charter and responsibili�es of BIT, which atends to student welfare, are detailed in the 
Employee Handbook. 
 
The responsibili�es of BIT do not extend to faculty. Faculty issues are resolved through 
appropriate channels described here (such as the grievance process) and in the Employee 
Handbook. 
 
T2.3.1.4. Financial Aid Committee 
 
The Financial Aid Commitee is a policy-oriented commitee which may, at the discre�on of the 
Financial Aid Director, serve as a prac�ce-oriented commitee. 
 
As a policy-oriented commitee, members review and advise on the development of the 
philosophy and policies that govern the administra�on of financial aid. Members review and 
evaluate the success of the aid program and make budget projec�ons and recommenda�ons for 
con�nued support. The commitee also looks at sta�s�cs and research that benchmark its 
ac�vity against na�onal and local norms, and considers the degree to which the aid program 
approaches standards such as NAIS’s Principles of Good Prac�ce for Financial Aid 
Administra�on. It also assesses the program’s current and future budgetary needs. 
 
The commitee may be used by the Financial Aid Director as a prac�ce-oriented commitee to 
guide decisions on applica�ons. If called upon to evaluate applica�ons, the commitee applies 
the policies of the aid program to ensure equitable and fair treatment of each applicant. It 
considers unique and special circumstances that may require excep�on to policy, performs 
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calcula�ons of financial aid awards, protects the confiden�al informa�on families provide, and 
tracks and compiles cri�cal sta�s�cs and other research relevant to the aid program. The 
commitee also makes recommenda�ons for improving the processes and funding that drive the 
aid program. The commitee typically meets as needed. 
 
Members: 

a. Director of Financial Aid (Chair) 
b. Dean of Admissions 
c. Chief Finance Officer 
d. A Dean, appointed by the Provost 
e. Two elected members from the Regular Faculty 

 
Faculty representa�ves serve two-year terms. 
 
T2.3.1.5. Institutional Effectiveness and Assessment Advisory Council 
 
The Office of Ins�tu�onal Effec�veness strives to ins�ll and promote a culture of a University- 
wide, comprehensive, and unified con�nuous accredita�on and ins�tu�onal research and 
assessment and ownership of this commitment by all members of the community at all 
loca�ons and in all programs. 
The Office is led by the Chief Ins�tu�onal Effec�veness Officer who is appointed by the 
University president and may report to the president or provost. The individual appointed to 
lead this office typically appoints and relies on an Advisory Council drawn from the University’s 
faculty and staff. The Council serves in an Advisory capacity to the Office of Ins�tu�onal 
Effec�veness and assists in developing University-wide policies and processes with regards to 
regional accredita�on, specialized accredita�ons, ins�tu�onal and program-specific assessment, 
and ins�tu�onal research. 
 
T2.3.1.6. Strategic Enrollment Team 
 
The Strategic Enrollment Team brings together University leaders who are directly responsible 
for recrui�ng students to SMU: The Dean of Enrollment; the Associate Dean of Graduate 
Admissions; the Dean of the Saint Mar�n’s University-JBLM; and the VP for Interna�onal 
Programs and Development. Other University members who may be invited to join the Team at 
its mee�ngs include the Athle�cs Director, the Director of Admissions, the Transfer Admissions 
Counselor, and faculty leaders directly involved in suppor�ng recruitment efforts, such as the 
Director of Nursing, and College/School deans. The Team is co-chaired by the University 
president and provost. 
 
The Strategic Enrollment Team examines and strengthens recruitment effort and vets 
recruitment goals set by each cons�tuent and office. The Team ensures that the recruitment 
goals of the University are consistent with the University’s overall strategic goals and 
aspira�ons, both in the short and long term. 
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T2.3.1.7. Study Abroad and other Travel Advisory Committee (SA-TAC) 
 
SA-TAC studies and recommends to the provost, and Chief Interna�onal Programs Officer, 
policies and standards for the crea�on, dele�on, and periodic review of University-sponsored 
academic programs involving domes�c and interna�onal travel abroad and advises the provost 
on academic policies concerning study abroad, the Chief Interna�onal Programs Officer 
regarding scholarships for study abroad and other maters rela�ng to travel, and the Chief 
Student Affairs Officer regarding policies and standards governing service learning programs. 
 
Specifically, SA-TAC 
 

a. Considers and recommends the crea�on, change, or dele�on of study abroad and other 
travel programs; 

b. Develops and supports the implementa�on of academic policies pertaining to teaching 
and studying abroad; 

c. Evaluates faculty- and staff-led program proposals and coordinates student evalua�ons 
of these programs; 

d. Reviews student scholarship applica�ons and recommends scholarship alloca�ons 
e. Reviews proposed study abroad programs and recommend their approval to the Chief 

Interna�onal Programs Officer; 
f. Develops and disseminates writen guidelines and policies regarding the health and 

safety of SMU students, faculty, and staff studying abroad or conduc�ng university 
sponsored research or business in another country; 

g. Periodically reviews and discusses health and safety policies pertaining to Study Abroad 
and other travel, and recommends appropriate policy revisions and ac�ons to the 
Provost and Chief Student Affairs Officer; 

h. Reviews and makes recommenda�ons on study abroad policy and program issues as 
requested by the Chief Interna�onal Programs Officer, the provost, or University 
president. 

 
Membership on SA-TAC consists of the following: 
 

a. Provost 
b. Chief Student Affairs Officer 
c. Chief Interna�onal Programs Officer 
d. Two Deans appointed by the Provost 
e. Associate Dean of Students 
f. Registrar 
g. Coordinator/Director of Study Abroad (serves as chair) 
h. Director of Interna�onal Programs 
i. Director of Financial Aid or their designee 
j. Director of Counseling and Wellness Services 
k. Three faculty representa�ves 
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The three faculty representa�ves are elected from among faculty members who have 
par�cipated in Study Abroad / interna�onal programs. Faculty representa�ves and the two 
deans serve two-year terms and must step off the commitee for a year before being re- 
appointed to it. 
 
T2.3.1.8. University Budget Committee 
 
The Budget Commitee is Advisory to the University president. 
 
The commitee reviews the annual budget and the proposed budget for the following year and 
makes recommenda�ons regarding funding priori�es in keeping with the University’s Strategic 
Plan and goals. 
 
In making budgetary recommenda�ons, the commitee seeks to develop a comprehensive 
understanding of the resource issues facing the University and the context in which budgetary 
decisions are made, and iden�fies core values and principles which inform decision-making with 
regard to the alloca�on of resources. Commitee members help to develop the budgetary 
process and make recommenda�ons about budgetary alloca�ons as they move from unit needs 
to alloca�ons by the Office of Finance, which consults with cabinet members and the University 
president, before submi�ng the budget for approval by the president and then by the Board of 
Trustees. 
 
The Budget Commitee is composed of the following members: 
 

a. Vice President for Finance – Co-chair 
b. Provost – Co-chair 
c. One addi�onal member of Cabinet appointed by the University President 
d. One College/School Dean appointed by the Provost 
e. Four Faculty representa�ves elected at large by the full faculty; faculty representa�ves 

will typically consist of one from each of the Colleges/Schools unless the Faculty elects 
to present more than one representa�ve from the School of Business because of the 
specific exper�se called for in representa�on on this commitee 

f. The Associate Dean of the Extension Campuses and the Director of Graduate Programs 
and Policy will alternate their service on the Commitee in two-year terms 

g. Three staff members appointed by the University President upon recommenda�on by 
members of Cabinet, with one member drawn from each of the following divisions: 
Academic Affairs; Student Affairs; Office of Admissions 

 
The four Faculty and three Staff representa�ves serve three-year terms and rotate off the 
Commitee for the next year before becoming eligible for reappointment to the Commitee. This 
process captures the University’s intent, through the course of several years, to inform many 
members of the community about the budge�ng process. 
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The Commitee Co-Chairs will typically call mee�ngs of the University Budget Advisory 
Commitee, as needed. 
 
T2.3.1.9. University Council 
 
The University Council is an ad hoc advisory body convened by the University president. 
Members are drawn from the University’s Trustees, administrators, academic leaders, faculty, 
staff, and students. The Council serves as a communica�ons forum on news and informa�on of 
importance to the University community. 
 
T2.3.1.10. University Retention Committee 
 
The University Reten�on Commitee is a University commitee appointed by, and repor�ng to, 
the University president. URC may be chaired or co-chaired by the Chief Enrollment Officer, the 
Chief Student Affairs Officer, the provost, and/or the president’s designee. 
 
Members on URC include the Chief Admissions Officer, the Chief Student Affairs Officer, the 
Dean of the Library & Learning Resources, the Registrar, the Dean of Students, the Director of 
the Learning Center and/or the Advisor of Studies, a College/School deans recommended by the 
provost, the Chief Officer of Interna�onal Programs and Development, the Director of Financial 
Aid, the Director of Ins�tu�onal Research, the Director of Assessment & Accredita�on, and 
three faculty members elected at large by the full faculty. Elected faculty members must be 
drawn from different Colleges/Schools, serve a two-year term, and rotate off the commitee for 
one year before becoming eligible to be reappointed to the Commitee. 
 
URC aims to ensure that: 
 

a. students are supported and challenged to be successful at Saint Mar�n’s 
b. the University is aten�ve to student outcomes 
c. the University is effec�vely accomplishing its educa�onal and social mission 
d. the University’s reputa�on con�nues to expand as a direct consequence of aten�on to 

student success 
e. the University con�nuously extends its capacity to recruit excep�onal students 
f. the University is regularly responsive to an evolving higher educa�on landscape and the 

needs of new genera�ons of students 
 
The commitee analyzes data (reten�on, withdrawal, housing, campus climate, student 
sa�sfac�on, etc.) and implements strategies to enhance reten�on and gradua�on rates. The 
commitee also recommends long-range strategies to address the ongoing needs of all students 
and partners with other campus cons�tuencies on its core charge of implemen�ng strategies to 
improve reten�on and gradua�on. The commitee thus ensures that the University provides 
every student with an inten�onal and dynamic academic and social experience that facilitates 
their �mely comple�on of a degree. 
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T2.3.1.11. Veterans Support Committee (VSC) 
 
VSC supports the transi�on of veterans from military to civilian life, and guides veterans as they 
embark on or con�nue their university experience. Working with faculty, staff, departments, 
and student organiza�ons, VSC ensures that SMU is commited to enabling veterans to succeed 
in their educa�onal goals. 
 
The commitee advances policies, programs, and opportuni�es for veterans and is comprised of 
faculty and staff from across the University and is appointed by the University president or Chief 
Student Affairs Officer. 
 
T2.3.1.12. Student Affairs Committee 
 
The commitee reviews policies affec�ng student life and recommenda�ons for improving 
condi�ons and policies as they affect student affairs; recommends policies governing extra-
curricular ac�vi�es; and serves as a liaison body among University cons�tuencies on maters 
such as student publica�ons, social conduct, and the student role in University governance. 
 
Membership: 
 

a. Dean of Students 
b. Two faculty members (elected at large for two-year terms) 
c. One staff member appointed by the Dean of Students 
d. Two undergraduate students and one graduate student elected by the Student Senate 

 
T2.3.1.13. Ad Hoc University Committees/Task Forces with Faculty Membership/Participants 
 
The University president, provost, or other vice presidents may form ad hoc commitees or task 
forces to atend to University ini�a�ves, func�ons, and areas that require par�cular aten�on 
and lie outside the scope of standing or exis�ng commitees. 
 
Faculty representa�ves to these commitees or task forces may be appointed by the person 
crea�ng the commitee or task force and/or elected by the faculty. 
 
In seeking to staff these commitees or task forces, the person ini�a�ng the ad hoc body will 
inform the faculty president of the charge of the body, the number of faculty representa�ves 
sought, the number of faculty appointed directly to the commitee/task force, and the terms of 
service of all appointed and/or elected faculty representa�ves. 
 
T2.3.2. Procedures for Elec�ng Faculty to University Commitees 
 
University commitees may consist of appointed and/or elected faculty members. University 
commitees and their membership criteria are listed in the Employee Handbook, 2.7 through 
2.7.14, and the Faculty Handbook. 
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The Faculty Senate organizes the elec�on of faculty to University commitees in accordance with 
criteria for each commitee as outlined in the Employee and Faculty Handbook. If an elected 
faculty member is unable to serve out their term on a University commitee and resigns or 
vacates their seat on the commitee during the academic year, either 
 

a. An elec�on will be held in full Faculty Assembly to iden�fy another faculty member who 
will serve out the term of the previously-elected faculty member, if the remaining period 
of service extends beyond a year, or 

b. The faculty president will appoint a faculty member to serve out the term of the 
previously-elected faculty member if the remaining period of service is less than a year. 

 
T2.3.3. Board of Trustees Commitees with Faculty Atendees 
 
At the invita�on of the chairperson of the Board of Trustees and University president, the 
faculty may choose to designate non-vo�ng representa�ves to observe and advise open 
sessions of the Board of Trustees as well as of select standing and ad hoc Board Commitees 
 
T2.3.3.1. Procedures governing Faculty Participation in Board of Trustees (BOT) Committees 
 
The following procedures will be followed for selec�ng non-vo�ng faculty representa�ves to 
serve as observers and advisers at open sessions of the Board of Trustees and of certain 
commitees of the Board, to develop a structure for faculty representa�ves to report to the 
faculty, and to develop a structure for faculty representa�ves to receive input from their faculty 
cons�tuents. 
 
T2.3.3.1.1. Faculty Representation 
 
Faculty representa�ves sit as non-vo�ng  observers and advisers on some Board of Trustee 
commitees, including: 
 

a. Academic Affairs 
b. Enrollment Management 
c. Finance 
d. Investment 
e. Ins�tu�onal Advancement 
f. Student Affairs 

 
The faculty representa�ves to the Board’s Academic Affairs Commitee and to the full Board will 
be a member of the Faculty Affairs Commitee (usually the commitee chair) and the faculty 
president. The faculty president and faculty president-elect will both atend the Board’s Finance 
Commitee. 
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Faculty representa�ves for all other commitees will be elected at large from the tenured 
faculty. These representa�ves serve two-year terms, with a term limit of three terms. At the 
Board of Trustee’s behest, the faculty president may be asked to represent the faculty on any, 
and mul�ple, Board Commitees or Subcommitees. As the Board of Trustees forms addi�onal 
regular and ad hoc commitees, the Board chair and the University President may invite non-
vo�ng faculty representa�ves to atend open sessions of such commitees. Unless the Faculty 
Senate specifies some other means of selec�on, such faculty representa�ves will be elected at 
large from the tenured faculty. 
 
At the Faculty Senate mee�ng following a mee�ng of Board Commitees, faculty representa�ves 
will provide a brief report to the faculty. 
 
The faculty president may choose to caucus with faculty board representa�ves prior to Board 
Mee�ngs. 
 
Replacements for faculty unable to complete their elected term will be made in accordance 
with Senate Bylaws. 
 
The table below will be used to regulate the selec�on of faculty representa�ves. 
 
BoT Committee Faculty Representative Term 
Academic Affairs Faculty Affairs and Faculty 

President 
Not to exceed 6 years 

Finance (includes Facilities) Faculty President/FP-Elect 2 years (one as FP, one as FPE) 
Investment One at-large Even 
Enrollment Management 
(includes International 
Programs) 

One at-large Odd 

Institutional Advancement 
(includes Marketing) 

One at-large Even 

Student Affairs One at-large  
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T3. FACULTY ADVANCEMENT 

 
Faculty Advancement occurs both through the progress of faculty from tenure-track to tenured 
appointments and through their progress in rank from assistant to associate and full professors. 
Full-�me tenure-track faculty members typically apply for promo�on in their sixth year of full-
�me service (in their eleventh semester of full-�me service) at Saint Mar�n’s University. Faculty 
may apply sooner than in their sixth year for tenure and promo�on, provided they have the 
support of their chair and department. Part- �me tenure-track faculty must meet with their 
chair and dean to determine equivalency based on the percentage of their annual teaching 
load. 
 
Tenured and tenure-track faculty members enhance the University’s academic community, 
extend the University’s mission and commitment to serving the educa�onal needs of students, 
and ensure the faculty’s con�nuing enrichment of teaching and learning. 
 
Tenure-track and tenured faculty members lead the faculty’s self-governance, coordinate with 
academic leaders on faculty governance, and contribute towards overall governance of the 
University by collabora�ng with University leaders and by elec�ng representa�ves to serve on 
inter-College/School and University as well as board commitees and task forces. 
 
A founda�on of Benedic�ne hospitality and stability, the principle of mutual respect, and 
commitment to intellectual rigor underpin the University’s aten�on to advancement, tenure, 
and development of faculty through the tenure and promo�on process and beyond. Tenure and 
promo�on are granted by the University’s Board of Trustees upon recommenda�on by the 
University president. The process for the gran�ng of tenure and promo�on begins with a 
recommenda�on by the home department of the faculty member, the College/School tenure 
and promo�on commitee, the dean of the College/School, the Advancement Commitee, and 
the provost who makes their recommenda�on regarding tenure and promo�on to the 
University president. The process is detailed below. 
 

COVID-19 VIRUS IMPACTS ON TENURE AND PROMOTION: The Faculty Advancement 
Committee will take into account the effects of the pandemic’s disruption to scholarship, 
service, and teaching, affecting all faculty members during this time. 
Tenure-track faculty employed or hired by Saint Martin’s University during the Spring 
2020, Fall 2020, or Spring 2021 semesters have the option to delay tenure and promotion 
for one year. In consultation with the faculty member’s dean, the eligible faculty member 
must provide a written request for this extension to the Provost/VPAA by December 1, 
2021. A request to stop the tenure clock for one calendar year will permanently change 
the effective hire date, with subsequent timelines affecting tenure, promotion and 
sabbaticals referencing the effective hire date. The faculty member may also choose not to 
delay the timelines, keeping the effective hire date as stated in the letter of hire. 
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T3.1. Tenure 
 
Saint Mar�n’s recognizes the virtue of the tenure process as promo�ng academic freedom and 
ensuring the stability of our academic community in the Benedic�ne tradi�on as scholars 
dedicated to excellence in teaching, learning, and scholarship. Faculty apply for tenure and 
promo�on to associate professor simultaneously. 
 
The tenure process assures commitment by the ins�tu�on and the individual to the ideals of 
academic freedom, integrity, and stability, as well as to high levels of competence, 
professionalism, and service. It is founded on the premise that the ins�tu�on is dedicated to its 
Faculty and their development, and that the faculty is dedicated to the ideals and objec�ves of 
their academic special�es, their individual and collec�ve development as teachers and scholars, 
and the mission of the University. 
 
Tenure determina�ons are founded on professional evalua�ons of individual faculty members 
by their academic peers, beginning at the level of the department before advancing at the level 
of the College/School, and subsequently at the level of the University. In evalua�ng their peers, 
faculty are guided by a common purpose and the principles of academic excellence and 
academic integrity demonstrated through effec�ve teaching, scholarly engagement, and 
University service. 
 
The awarding of tenure signifies recogni�on by peers and the University of a faculty member’s 
strength in teaching, promise as a scholar, and commitment to serving the University 
community as well as their academic discipline and the academy itself. It also signifies a 
commitment by the University to the con�nuing employment and development of the faculty 
member, subject to the condi�ons outlined elsewhere in this Handbook. 
 
T3.2. Promo�on 
 
The promo�on system recognizes the con�nuing development of faculty as teachers and 
scholars and rewards excellence in teaching, scholarship, and service, while con�nually 
extending faculty commitments to these core ac�vi�es through a regularized system of 
aten�on and support by their peers and academic leaders. 
 
Promo�on in rank is accompanied by an increase in the faculty member’s salary. 
 
T3.3. Salary and Rank 
 
The University typically has a step system by which longevity of service overall and within ranks 
is recognized through annual increases. While differences in salary exist among the University’s 
Colleges and Schools – in part to recognize differences by discipline -- step salary increases 
typically occur every year, effec�ve at the start of the following year. The university periodically 
adjusts the salary schedule to reflect cost of living adjustments.  
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If financial reasons prevent the University from awarding step increases in any given year, 
increases will accrue for that year and will be included in the awarding of a step increase in the 
following year. 
 
Step increases in salary do not accrue during leaves of absence and periods of absence from 
teaching at Saint Mar�n's University other than sabba�cals or other approved academic leaves. 
Subject to the availability of financial resources, the trustees and University leaders will ensure 
that faculty salaries, benefits, and workloads become compe��ve in the future rela�ve to that 
of faculty colleagues at SMU’s peer and compe�tor ins�tu�ons. 
 
F3.4. Procedures and Criteria for Faculty Advancement 
 
SMU appoints tenure-track faculty intending to support their professional growth towards 
tenure, and through the course of their career, to advancement in rank to Associate and full 
Professor. 
 
Each semester, the Advancement Commitee is responsible for hos�ng an informa�on session 
to ensure that faculty are aware of all deadlines, guidelines, policies and procedures related to 
the advancement and sabba�cal applica�on processes. 
 
Tenure-track faculty members are evaluated annually during their first three years and if they 
are unlikely to reach their fullest poten�al at SMU, they will be informed of this no later than 
the conclusion of their third year. Addi�onal annual reviews may be ini�ated by the 
College/School dean in one or all years prior to the faculty member submi�ng their applica�on 
for tenure. 
 
Once they reach their sixth year, only the most unusual circumstances should result in their not 
achieving tenure; likewise, promo�on in rank is the expected norm at point of tenure or 
therea�er, based on criteria outlined below. 
 
F3.4.1. Procedures governing the First-year Review of Tenure-Track Faculty 
 
First-year tenure-track faculty are evaluated prior to being renewed for a subsequent year. In 
their first year, tenure-track faculty are encouraged to refrain from taking on major commitee 
assignments; they are encouraged instead to focus on transi�oning into the life and culture of 
the University and becoming effec�ve and compelling teachers. The First-Year Review 
necessarily focuses, therefore, on teaching effec�veness and the promise of future scholarship 
and service. 
 

a. The department chair conducts class visita�ons of all first-year tenure-track faculty. 
b. A mee�ng is held between the department chair and the first-year tenure-track faculty 

member by January 15 to answer any employment-related ques�ons and so that the 
chair can provide an assessment of the faculty member’s classroom performance. 
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c. The department chair writes an evalua�on of the faculty member’s strengths and 
weaknesses and transmits it along with their recommenda�on regarding renewal to the 
dean and the faculty member by February 1. 

d. An opportunity is afforded to the faculty member to respond in wri�ng to the 
evalua�on; this response must be submited to the chair with a copy to the dean by 
February 15. 

e. A recommenda�on to renew or not renew the faculty member beyond the current 
academic year is made by the dean to the provost by March 1 based on the 
recommenda�on by the chair. 

f. A decision to renew or not renew the faculty member beyond the current academic year 
is made by the provost no later than by March 15; a copy of the decision is sent to the 
faculty member, the department chair, and the dean. 

 
The appeals process is described in chapter 10. 
Appeals to first year reviews are discussed in the appeal sec�on, T10.1.1. 
 
The Second-Year Review typically consists of the submission of an Annual Report by the tenure- 
track faculty member and a writen evalua�on by the department chair; both become part of 
the tenure applica�on file of the faculty member at a later date. Based on the results of the 
First-Year Review, the department chair may require addi�onal elements (such as class 
visita�ons by peers) as part of the second- year review. 
 
F3.4.2. Procedures governing the Third-Year Review of Tenure-track Faculty 
 
The Third-Year Review is intended to provide the candidate with accurate and thorough 
feedback about their teaching and professional development, service to the University 
community, and scholarly ac�vity. The Third- year Review enables the Department, College, and 
University to determine if the faculty member is making due progress towards a successful 
applica�on for tenure in future. If the candidate is making due progress towards tenure, it 
provides preparatory guidance toward the tenure process by genera�ng substan�ve leters from 
peers and supervisors that will become an important part of the candidate’s tenure file. 
 
F3.4.2.1. Composition of the Third-year Review Committee 
 
Membership of the Third-year Review Commitee is broad-based to provide the candidate 
substan�ve and diverse evalua�ve feedback in several areas. 
 
The commitee consists of: 
 

a. the candidate’s department chair 
b. a tenured peer selected by the candidate 
c. a member of the Advancement Commitee 
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Should the candidate be a department chair, the chair of a closely related department will be 
appointed by the dean to serve on the commitee. 
 
F3.4.2.2. Procedure and Documentation 
 
By May 1 of each year, the College/School dean ini�ates the Third-year Review process for 
eligible faculty by informing individual faculty members and their chair. 
 
By September 15 of the candidate’s third year, (or the equivalent for regular part-�me faculty 
member), the candidate informs their department chair about the tenured peer who has 
agreed to serve on the review commitee. With guidance from the chair, the candidate 
completes their review file for the commitee. 
 
The commitee is charged to review the candidate’s file and make statements of evalua�on and 
recommenda�on in the areas of (1) teaching effec�veness and professional development, (2) 
University service and (3) scholarly ac�vity. 
 
Documents rela�ng to the First-Year and Second-Year reviews will serve as ini�al documents in 
the por�olio built by the tenure-track faculty member to be used in their Third-Year file and 
applica�on for tenure and promo�on. 
 
Saint Mar�n’s University recognizes that its diverse faculty members may choose any number of 
ways to present an argument for first-year review, Third-Year Review, tenure, and promo�on. 
Therefore, the list below represents the core of the file. Candidates must submit all the 
materials listed below, but may elect to augment their arguments with further materials. The 
por�olio should evidence the faculty member’s ac�vi�es in the three tradi�onal areas: teaching 
and professional growth, scholarly ac�vity, and service to the University community. Documents 
to be included in the por�olio include the following: 
 

a. Leter of appointment / hiring leter 
b. All teaching evalua�ons, both student and peer evalua�ons, to date; 
c. All syllabi from the courses taught; 
d. Representa�ve teaching materials (handouts, worksheets, lab experiments, paper 

assignments, etc.); 
e. Dated curriculum vitae (normally includes educa�on, degrees earned, home and 

business address, employment experience, professional publica�ons and presenta�ons, 
university and community service, professional organiza�ons, courses taught, 
dis�nc�ons, references, professional memberships); 

f. Copies of all publica�ons, papers presented, etc. listed in curriculum vitae; 
g. A personal statement of 5-8 single-spaced pages, wherein the candidate will reflect upon 

their pedagogical approaches, achievements, service, and growth as a professor. The 
statement should consider, but not necessarily be limited to, the following: 
i. Pedagogical strategies and theore�cal assump�ons in the classroom; Professional 

and scholarly ac�vi�es; and 
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ii. Any addi�onal materials 
h. All Annual Summaries to date. 

 
Teaching librarians, while tenure-track faculty members, have responsibili�es which vary 
significantly from other members of the faculty. To acknowledge these differences, the following 
items are to be included in place of items b and c in the por�olio requirements outlined above: 
list of course instruc�on sessions; list of research consulta�ons, with allowance for es�ma�on of 
drop-ins; instruc�on evalua�ons or feedback from faculty peers and students; as well as 
acknowledgements of support beyond those required. 
 
Addi�onally, the chair and dean are responsible for sending all writen communica�ons which 
are evalua�ve and reference or speak to the candidate’s progress or lack of progress towards 
tenure and promo�on to the department and the candidate two weeks prior to the deadline by 
which the candidate has to submit their por�olio for the Third-Year Review. 
 
The candidate may incorporate any responses to these evalua�ons in their personal statement. 
 
F3.4.2.3. Timeline 
 

a. The faculty member hands the completed file to their chair no later than January 5; 
b. The chair hands the file to the Third-Year Review Commitee by January 20 along with a 

leter (copied to the faculty member) containing their evalua�on of the faculty member, 
a writen recommenda�on to renew or not renew the faculty member, and (if 
recommending renewal) any sugges�ons the chair may have for the faculty member’s 
con�nued growth in teaching, service, and/or scholarship; 

c. The commitee submits the file to the dean of the College/School by February 1 along 
with a second leter (copied to the faculty member) containing recommenda�on to 
renew or not renew the faculty member, and any addi�onal comments or sugges�ons it 
may wish to add to the chair’s leter; 

d. The dean submits the file to the provost by February 15 along with a leter (copied to 
the faculty member) containing their recommenda�on to renew or not renew the 
faculty member, and (if recommending renewal) any sugges�ons the dean may have for 
the faculty member’s con�nued growth in teaching, service, and/or scholarship; 

e. The provost evaluates the file and all recommenda�ons and informs the faculty member 
in wri�ng of their decision to renew or not renew their tenure-track appointment by 
March 1. 

 
All recommenda�ons, evalua�ons, sugges�ons and decisions from the chair, the Third-Year 
Review Commitee, the dean and the provost must: 
 

a. Be substan�ve, thorough and communicated in wri�ng; 
b. Be based on evidence in the candidate’s file; 
c. Cite criteria ar�culated in the Faculty Handbook, Faculty Bylaws and the appropriate 

departmental Guidelines for tenure and promo�on; and 
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d. Be responsive to any previous leters in the third-year review process. 
 
If a determina�on is made to not con�nue the faculty member’s tenure-track appointment 
beyond the year of the third-year review, the Provost will extend a one-year, non-renewable, 
terminal contract to the faculty member for the subsequent year (typically the fourth year). The 
process by which a faculty member may appeal a decision not to renew their tenure track 
appointment and to move them into a terminal, non-renewable, one-year appointment in the 
subsequent year, based on viola�ons of academic freedom, is outlined in below. 
 
F3.4.2.4. The Committee’s Evaluation Criteria 
 
The commitee must rely on the criteria outlined in Departmental Guidelines and the Faculty 
Handbook to evaluate the tenure-track faculty member’s applica�on file during their third year. 
The Third-year review is intended in part as prepara�on for the fuller review process which 
atends to a candidate’s applica�on for tenure and / or promo�on. The "Effec�veness as a 
Librarian" sec�on has been included to be used in lieu of the regular Teaching Effec�veness 
sec�on below. 
 
F3.4.2.4.1. Teaching Effectiveness 
 
To evaluate the candidate’s teaching abili�es, the commitee should consider the relevant 
materials submited for review in the applicant’s file. At least two members of the commitee 
should make class observa�ons of the candidate during the fall semester of the candidate’s 
third-year. Among the three criteria for faculty advancement, effec�ve teaching is of paramount 
importance; strong performance in the other two areas (service and scholarship) cannot 
compensate for poor teaching; scholarly accomplishment, service to the University community, 
and strong teaching are all essen�al for advancement. 
 
F3.4.2.4.2. Effectiveness as a Librarian 
 
The primary qualifica�on for promo�on for teaching librarians shall be effec�veness as a 
librarian, measured by the exper�se demonstrated in assigned areas of responsibility defined in 
the librarian’s job descrip�on. Effec�veness of librarianship shall be evaluated by peer 
observa�on supplemented by student evalua�ons, and evidence of effec�veness may include 
honors and dis�nc�ons received for excellence in librarianship, contribu�ons to the campus 
instruc�onal program, research assistance, and support of a diverse student popula�on. 
 
F3.4.2.4.3. Service to the University Community 
 
To evaluate the candidate’s service to the University community, the commitee should consider 
the relevant materials submited for review in the applicant’s file. Though faculty members 
contribute to the University Community by teaching and scholarship, they are also expected to 
serve the community in other ways. In the context of applying for advancement, service 
includes any roles and responsibili�es – apart from teaching and scholarship – that support the 
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interests of students and/or the mission and func�on of the ins�tu�on, whether at the 
Departmental, School/College or University level. 
 
Faculty service usually involves, but is not limited to, serving on commitees, which may be 
standing or ad hoc. Some commitees are faculty commitees, others are convened by other 
campus cons�tuencies such as Student Services, the Board, or the Abbey. All commitee service 
is considered a posi�ve contribu�on to the faculty and the University community. Special 
considera�on is given to par�cularly ac�ve service: membership on demanding or challenging 
commitees, serving as commitee chair, etc. 
 
Other members of the faculty are welcome to contribute leters of support for the candidate in 
rela�onship to these ac�vi�es. 
 
F3.4.2.4.4. Scholarly Activity 
 
To evaluate the candidate’s scholarly ac�vity, the commitee should consider the relevant 
materials submited for review in the applicant’s file. Evidence of scholarly ac�vity may include 
scholarly research and/or publica�ons, leadership of workshops and/or conferences, 
presenta�ons at such events, crea�ve products, ac�ve membership on the Boards or in 
leadership of professional organiza�ons, or a systema�c ongoing program of study which shows 
promise of developing into a publishable or crea�ve piece. Faculty may also demonstrate their 
commitment to scholarship by regularly engaging students in research projects that result in 
presenta�ons by students (who have been mentored) at regional or na�onal conferences in 
their discipline or by publishing on the scholarship of teaching and learning. 
 
Since expecta�ons with regard to “scholarly engagement” vary widely based on disciplines, 
faculty must create departmental documents describing criteria for documen�ng scholarly 
engagement in their discipline(s). The dean and provost must ensure that there is parity in 
expecta�ons across Colleges/Schools. The department chair must ensure that all regular faculty 
in the department are familiar with these criteria, once finalized, and that they are included in 
the tenure and promo�on applica�ons of candidates. 
 
If, because of limited resources or inadequate facili�es, a junior faculty member is precluded 
from research in their area of exper�se, he /she may place special emphasis on the scholarship 
of teaching and learning and/or work out comparable alterna�ve plans for pursuing scholarly 
work in consulta�on with their home department. Departments should aim to account for the 
kinds of work that might cons�tute “equivalent scholarly work” in their departmental 
documenta�on in order to enable tenure-track faculty members to present a successful 
por�olio for tenure and promo�on to the associate professor rank. Faculty who are precluded 
from scholarship in their area of exper�se must demonstrate accomplishments equivalent to 
scholarly work as outlined in approved departmental guidelines. 
 
F3.4.2.5. The Role of the Review Committee 
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By February 1, the commitee submits a leter to the candidate for inclusion in their tenure file 
that outlines its response and evalua�on of the stated criteria. The leter is sent to the dean 
with a copy to the candidate and provost. 
 
The commitee’s leter should reflect the general consensus of the group and include 
statements of concern from any dissen�ng members. The leter should give the dean and 
provost a thorough analysis of the candidate’s contribu�ons to the University in each of the 
required areas, and give the candidate a clear indica�on of the commitee’s concerns for 
growth. Further, it should indicate if the commitee recommends con�nua�on of the faculty 
member in their tenure-track status, and if the recommenda�on is to make such renewal, the 
commitee should point the candidate to areas that need aten�on prior to considera�on for 
tenure. 
 
If the commitee has serious concerns regarding the candidate’s progress towards tenure but 
recommends that the candidate be renewed in the tenure track for a fourth year, the 
Commitee may addi�onally request a formal review during the candidate’s fourth year. This 
fourth-year review process will mimic the review process conducted in the third year. Copies of 
commitee’s leter and recommenda�on are sent to the dean for considera�on. 
 
Irrespec�ve of its recommenda�on, the third-year Review Commitee’s report does not bind 
TAP or the Advancement Commitee in their future decisions. 
 
The candidate may respond to the commitee’s leter by composing an addi�onal leter that will 
be placed in the candidate’s personnel file with the report from the commitee. 
 
Appeals to third year reviews are discussed in the appeals sec�on, T10.1.1. 
 
F3.4.3. Procedures for applying for Tenure 
 
Tenure-track faculty must apply for tenure by the date specified in their Leter of Appointment. 
Failure to do so by the specified date will result in the faculty member receiving a terminal, non-
renewable, contract for the following year. 
 
F3.4.3.1. Timeline 
 

a. Achieving tenure requires strong teaching, commitment to engaging with peers through 
scholarship (E.g. presenta�ons at na�onal and/or regional conferences in their field of 
exper�se especially beyond the third year), and service to the faculty member’s 
Department, College, and/or the University at large. 

b. By May 1 of the prior academic year, the College/School dean no�fies all eligible faculty 
members and their chairs in their College/School about their eligibility to apply for 
tenure; 

c. By August 1, the faculty member must no�fy their department chair of their inten�on to 
submit an applica�on for tenure; upon no�fica�on, within seven days, the chair informs 
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the faculty of the applica�on, invi�ng leters of comment and support. Leters should be 
sent to the chair by September 1. 

d. By August 15 of that year they must submit their applica�on and all suppor�ng 
materials to the Chair of their Department; 

e. September 1: Deadline for all leters of comment/support. 
f. By September 15 the chair writes a leter of evalua�on, a�er consul�ng tenured and 

ranked colleagues, regarding the candidacy of the applicant and sends their leter and 
the candidate’s file to TAP and a copy of their leter to the candidate; in their leter, the 
chair must clearly indicate support or lack of support for the candidate’s applica�on for 
tenure based on the criteria outlined in departmental guidelines and the Faculty 
Handbook; 

g. By October 15 the College/School tenure and promo�on commitee evaluates and votes 
on the candidacy of the applicant and sends all materials along with their 
recommenda�on on tenure to the dean of the faculty member’s College/School; the 
commitee also sends a copy of their recommenda�on to the candidate; 

h. By October 30, the dean writes a leter evalua�ng the candidate’s applica�on based on 
the criteria outlined in Departmental Guidelines and the Faculty Handbook and forwards 
their leter along with all applica�on materials to the University Advancement 
Commitee; the dean also sends a copy of their recommenda�on to the candidate; 
 

i. By November 21, the Advancement Commitee evaluates and votes on the candidacy of 
the applicant and sends all materials to the provost; the Commitee also sends a copy of 
their recommenda�on to the candidate; 

j. By December 15, the provost evaluates and makes their recommenda�on on the 
candidacy of the applicant and sends all materials to the University president; the 
provost sends a copy of their leter to the candidate; further evalua�on of the 
applica�on ceases from this point un�l January 26 to allow the candidate to lodge an 
appeal; 

k. By January 5, the candidate must no�fy the Faculty Affairs Commitee and the provost if 
they plan to appeal any recommenda�ons made up to this point on their candidacy; 

l. From January 5 un�l January 15, the candidate may appeal any nega�ve 
recommenda�on regarding their candidacy – by their chair, dean, College/School TAP, or 
the provost – by no�fying and filing an appeal with the Faculty Affairs Commitee in 
accordance with T10.1.1(b); 

m. By January 25, the FAC must review the appeal and no�fy the University president of 
their decision on the appeal; 

n. By February 10, the University president acts on the applica�on for tenure and no�fies 
the candidate, the Advancement Commitee, the Faculty Affairs Commitee, the 
department chair, dean of the applicant’s College/School, and the provost. The 
University president then forwards their recommenda�on to the BOT; 

o. At its May mee�ng, the BOT, through its Academic Affairs Commitee and then its full 
membership, makes a final determina�on regarding the candidate’s tenure applica�on. 
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NOTE: All recommenda�ons, evalua�ons, and decisions from the chair, tenure and promo�on 
commitee, dean, advancement commitee, provost, and president must: 
 

a. Be substan�ve, thorough, and communicated in wri�ng; 
b. Be based on evidence in the candidate’s file; 
c. Cite criteria ar�culated in the Faculty Handbook and the appropriate departmental 

guidelines for tenure and promo�on; and 
d. Be responsive to any previous leters in the review process – par�cularly when a 

recommenda�on, evalua�on, or decision is in disagreement with those in previous 
leters. 

 
F3.4.3.2. Tenure and/or Promotion Portfolio 
 

a. Appointment / hiring leter; 
b. All teaching evalua�ons, both student and peer evalua�ons, to date; 
c. All syllabi from courses taught; 
d. Representa�ve teaching materials (handouts, worksheets, lab experiments, paper 

assignments, etc.); 
e. Dated curriculum vitae (normally includes educa�on, degrees earned, home and 

business address, employment experience, professional publica�ons and presenta�ons, 
university and community service, professional organiza�ons, courses taught, 
dis�nc�ons, references, professional memberships); 

f. Leters of evalua�on by the department chair, or an appropriate subs�tute (in case the 
chair is the candidate) to be determined by the dean; 

g. Any addi�onal leters solicited by the faculty member from colleagues, former students, 
and/or alumni. Leters should reflect specific and direct experience. For example, leters 
about a candidate’s teaching should be based upon class visits; comments about service 
should be based upon serving with the candidate; leters about scholarship should be 
based upon one’s own relevant exper�se, the tes�mony of others in the field, the 
perusal of published materials, etc.; 

h. Copies of all publica�ons, papers presented, etc. that are listed in the curriculum vitae; 
i. A personal statement of 5-10 single-spaced pages, wherein the candidate will reflect 

upon their pedagogical approaches, service, scholarly achievements, and growth as a 
professor. The statement should consider, but not necessarily be limited to, the 
following: 
i. Pedagogical strategies and theore�cal assump�ons in the classroom; Professional and 

scholarly ac�vi�es; and 
ii. Any addi�onal materials. 

j. All annual summaries to date. 
 
Teaching librarians, while tenure-track faculty members, have responsibili�es which vary 
significantly from other members of the faculty. To acknowledge these unique differences, the 
following items are to be included in place of items b and c in the por�olio requirements 
outlined above: list of course instruc�on sessions; list of research consulta�ons, with allowance 
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for es�ma�on of drop-ins; instruc�on evalua�ons or feedback from faculty peers and students; 
as well as acknowledgements of support beyond those required. 
 
Addi�onally, the dean of the College/School must send all writen communica�ons accumulated 
during the candidate’s annual reviews prior to applying for tenure and which are evalua�ve and 
reference the candidate’s progress or lack of progress towards tenure and promo�on to the 
department chair and to the candidate two weeks prior to the deadline by which the candidate 
has to submit their por�olio. 
 
The candidate may incorporate any responses to these evalua�ons by the dean in their personal 
statement. 
 
All leters from colleagues and/or others to be included in the candidate’s file should be 
addressed to the candidate’s department chair, and must be either included in the packet 
submited by the candidate to their department chair or submited directly to the department 
chair by September 1. These leters become part of the candidate’s tenure and/or promo�on 
file, and are available to each of the bodies which review the file. Other than the leters 
generated by the chair, tenure and promo�on commitee, dean, and provost, leters cannot be 
added to the candidate’s file a�er September 1. These leters are given to the candidate upon 
comple�on of the tenure and/or promo�on processes; or should there be an appeal, during the 
candidate’s prepara�on for an appeal. 
 
F3.4.4. Procedures for Applying for Promo�on 
 
Applica�ons for tenure and promo�on to associate professor shall be submited simultaneously. 
Candidates must indicate their intent to apply for both and all evaluators must indicate their 
vote regarding both applica�ons as separate considera�ons of each. 
 
F3.4.4.1. Criteria 
 
Achieving advancement in rank to an associate professor requires strong teaching, ongoing 
commitment to scholarship and service to one’s Department, College, or the University at large. 
 
Scholarship is ac�vity that advances knowledge and shares new ideas and understandings with 
a broader public in meaningful or impac�ul ways. Saint Mar�n’s University strives to sustain a 
culture of scholarship consistent with our ins�tu�onal priori�es and reflec�ve of our 
Benedic�ne values. To this end, we encourage, support, and recognize a wide range of scholarly 
endeavors. 
 
One of the goals of faculty scholarship is to remain current and credible within an academic 
community or field of exper�se. Faculty may demonstrate currency and credibility in tradi�onal 
ways, such as publishing books, ar�cles in peer-reviewed or refereed venues, book reviews, or 
contribu�ons to scholarly texts such as encyclopedias; applying for and receiving external 
research grants; and presen�ng original work at regional, na�onal, or interna�onal conferences. 
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Faculty are also recognized for works in crea�ve scholarship, including theatrical, literary, or 
musical performances; exhibi�ons of visual arts; video or film produc�ons; and the composi�on 
and publica�on of original music or crea�ve wri�ng. Faculty can also demonstrate currency and 
credibility in the scholarship of teaching, which aims to transform or extend knowledge about 
pedagogy, and which results in contribu�ons to textbooks; ar�cles published in peer-reviewed 
or refereed venues; conference papers or posters; external grants for developing innova�ve 
pedagogies; or publica�ons or public research presenta�ons by mentored students. 
 
Saint Mar�n’s University also values engaged scholarship equally with the tradi�onal defini�ons, 
as part of our core mission and as reflec�ve of our Benedic�ne values. Engaged scholarship 
advances knowledge by applying academic exper�se to collabora�ve problem solving with local, 
regional, na�onal, or global communi�es. The New England Resource Center for Higher 
Educa�on offers the following defini�on: 
 
The scholarship of engagement (also known as outreach scholarship, public scholarship, 
scholarship for the common good, community-based scholarship, and community engaged 
scholarship) represents an integrated view of the faculty role in which teaching, research, and 
service overlap and are mutually reinforcing, is characterized by scholarly work �ed to a faculty 
member’s exper�se, is of benefit to the external community, is visible and shared with 
community stakeholders, and reflects the mission of the ins�tu�on. 
 
Faculty can demonstrate achievement in engaged scholarship by developing research projects 
that involve faculty and students in a sustained, collabora�ve manner with a community 
external to the university; that emphasize shared authority during the research process, from 
iden�fying a research problem and choosing a theore�cal or methodological approach, to 
developing a final product; and that result in publicly shared work, such as ar�cles published in 
peer-reviewed or refereed venues, collabora�ve reports printed or presented in a public forum, 
a documenta�on of the project’s impact, or receiving external funding. 
 
Faculty can also demonstrate engaged scholarship through teaching within the Saint Mar�n’s 
University Core curriculum, especially but not exclusively in developing Ora et Labora seminars, 
which situate academic work in an ethical context and strive to create vital connec�ons 
between student learning and community service. Faculty are encouraged to integrate projects 
of engaged scholarship into their Core courses, applying their academic exper�se to involve 
students in the crea�on of knowledge that engages external communi�es, offers solu�ons to 
community problems, or fosters growth and development in community rela�ons. This 
integra�on of faculty teaching, engaged scholarship, and service learning reflects our 
ins�tu�onal priori�es, in that it has been shown to enhance academic success for all students, 
including those in underserved groups. 
 
When evalua�ng faculty scholarship, we recognize that different scholarly endeavors require 
varying levels of ins�tu�onal support and o�en have different gesta�on periods. Atempts to 
create collabora�on across academic fields, or to build and find funding for new research, 
require �me and energy and may result in reduced scholarly output in the short term. This is 
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also true of engaged scholarship. Collabora�on with partners and communi�es beyond the 
university may take years to develop. It is the responsibility of the faculty to address capacity 
and �meline issues early in their scholarship process before their third-year review and long 
before coming up for tenure and promo�on. 
 
Finally, we recognize that some scholarly endeavors are not readily subjected to external 
evalua�ons, including but not limited to research geared to revitalizing or crea�ng curriculum, 
ins�tu�onalizing service- learning opportuni�es for students, and fostering an academic climate 
of faculty-student collabora�ve research. Faculty should explain these forms of scholarship, 
iden�fy issues that prevent rapid development of scholarship and provide a �meline for 
successful comple�on. The explana�on of this form of scholarship should include a detailed 
descrip�on of the projects in development, provide suppor�ng evidence, and illustrate the 
scholarly impact they have had. Suppor�ng evidence may include, but is not limited to, personal 
correspondence, mee�ng minutes, tes�mony from students, alumni, or community members, 
or revised syllabi or other course materials. 
 
Since expecta�ons with regard to “scholarly engagement” vary widely based on disciplines, 
faculty should refer to their department tenure and promo�on Guidelines for specific 
expecta�ons. The department chair must ensure that all regular faculty in the department are 
familiar with these criteria and that they are included in the tenure and promo�on applica�ons 
of candidates. All evaluators at all stages of the process must consult departmental documents 
regarding criteria for promo�on, which serve as supplemental and complementary informa�on 
to that provided in the Faculty Handbook. 
 
Achieving advancement in rank to a full professor requires strong teaching, sustained 
accomplishments through regular / ongoing publica�ons, crea�ve work, or the scholarship of 
teaching and learning, i.e. ongoing commitment to scholarly ac�vity, and a strong commitment 
to leadership/service within the SMU community at many levels. 
 
Among the three criteria for faculty advancement, effec�ve teaching is of paramount 
importance; strong performance in the other two areas (service and scholarship) cannot 
compensate for poor teaching; scholarly accomplishment, service to the University community, 
and strong teaching are all essen�al for advancement. 
 
F3.4.4.2. Timeline 
 

a. By May 1 of the prior academic year, the College/School dean no�fies all eligible faculty 
members and their chairs in their College/School about their eligibility to apply for 
promo�on from assistant to associate professor and from associate to full professor 
rank; 

b. By August 1 the faculty member must no�fy their department chair of their inten�on to 
submit an applica�on. Department chair sends an e-mail within seven days of receipt 
no�fying all faculty of the faculty member’s intent; 
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c. By August 15 of that year the faculty member must submit their applica�on, por�olio 
(see F3.3.2.) and all suppor�ng materials to the chair of their department. All leters 
from colleagues and/or others must be submited to the departmental chair by 
September 1. When a department chair applies for promo�on, they should no�fy all 
faculty of their intent by August 1 and should submit all materials directly to the chair of 
TAP by August 15; in this case, all leters from colleagues and/or others must be 
submited to the TAP Chair by September 1. 

d. September 1: Deadline for all leters of comment/support. 
e. By September 15 the chair writes a leter of evalua�on, a�er consul�ng tenured and 

ranked colleagues, regarding the candidacy of the applicant for promo�on and sends 
their leter to the dean of the College/School; in their leter, the chair must clearly 
indicate support or lack of support for the candidate’s applica�on for promo�on based 
on the criteria outlined in the Departmental Guidelines and Faculty Handbook, the chair 
must also forward the en�re applica�on file along with their leter to the College/School 
tenure and promo�on commitee; the chair must also send a copy of their 
recommenda�on to the faculty member; 

f. By October 15, the College/School tenure and promo�on commitee evaluates and 
votes on the candidacy of the applicant for promo�on and sends all materials to the 
dean of the College/School; the commitee also sends a copy of their recommenda�on 
to the candidate; 

g. By October 30, the dean writes a leter evalua�ng the candidate’s applica�on for 
promo�on based on the criteria outlined in the Department Guidelines and the Faculty 
Handbook, and forwards their leter along with all applica�on materials to the 
Advancement Commitee; the dean also sends a copy of their recommenda�on to the 
faculty member; 

h. By November 21, the Advancement Commitee evaluates and votes on the candidacy of 
the applicant for promo�on and sends all materials to the provost; the commitee also 
sends a copy of their recommenda�on to the candidate; 

i. By December 15, the provost evaluates and makes their recommenda�on on the 
candidacy of the applicant for promo�on and sends all materials to the University 
president; the provost also sends a copy of their leter to the candidate; further 
evalua�on of the applica�on for promo�on ceases from this point un�l January 26 to 
allow the candidate to lodge an appeal; 

j. By January 5, the candidate must no�fy the Faculty Affairs Commitee and the provost if 
they plan to appeal a nega�ve recommenda�on by the provost; 

k. Between January 5 and January 15, the candidate may counter any nega�ve 
recommenda�ons made throughout the process at any level in a leter to the University 
president; this submission becomes part of the applica�on file for promo�on; 

l. If the provost’s recommenda�on is nega�ve, the University president defers their 
decision on the candidate’s promo�on un�l the conclusion of the appeals process; 

m. By January 15, the faculty member must submit their formal appeal of the provost’s 
recommenda�on and all suppor�ng documents to the FAC; 

n. By January 25, the FAC must review the faculty member’s appeal and no�fy the 
University president of their decision on the appeal; 
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o. By February 10, the University president acts on the applica�on for promo�on and 
no�fies the candidate, the Advancement Commitee, the Faculty Affairs Commitee (if 
there has been an appeal), TAP, the department chair, dean of the applicant’s 
College/School, and the provost. The University president then forwards their 
recommenda�on to the BOT; 

p. At its May mee�ng, the BOT, through its Academic Affairs Commitee and then its full 
membership, makes a final determina�on regarding the candidate’s tenure applica�on. 

 
NOTE: All recommenda�ons, evalua�ons, and decisions from the chair, tenure and promo�on 
commitee, dean, advancement commitee, provost, and president must: 
 

a. Be substan�ve, thorough, and communicated in wri�ng; 
b. Be based on evidence in the candidate’s file; 
c. Cite criteria ar�culated in the Faculty Handbook and the appropriate departmental 

Guidelines for Tenure and Promo�on; and 
d. Be responsive to any previous leters in the review process – par�cularly when a 

recommenda�on, evalua�on, or decision is in disagreement with those in previous 
leters. 

 
T3.4.5. Salary Increases 
 
Promo�on is accompanied by an increase in salary (in addi�on to the annual step increase). 
Determina�on of the exact amount of this salary increase is made by the University President. 
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T4. FACULTY DEVELOPMENT 
 
T4.1. Conferences and Research/Development Support 
 
Annually, the university budgets funds for faculty development. 
 
F.4.1.1. Faculty Commitee Funds 
 
One por�on of these funds is managed by a faculty elected commitee.  This program supports 
the development of faculty members as teacher scholars and scholar teachers by enabling them 
to par�cipate and present their work in mee�ngs of learned socie�es in their disciplines and 
areas of primary exper�se. Faculty may apply for travel funds to support their research 
interests, to cul�vate exper�se in their areas of disciplinary exper�se, and to develop exper�se 
in areas such as the SMU Core curriculum or the first-year experience. The first priority of the 
commitee is to support the faculty member’s research interests and presenta�ons or 
par�cipa�on at conferences.  
 
P4.1.2. Addi�onal Funds 
 
Addi�onal funds are administered through other budgets and may be available in addi�on for 
faculty development.  Faculty seeking these funds should request them through their chair to 
the fund manager.   
 
F4.1.3. Procedures and Criteria for Conferences and Research/Development Support 
 
Procedures for applying for funds from the Faculty Development Commitee are evolved and 
publicized by the commitee at the start of each academic year. The commitee will aim to 
create a hierarchy of funding support in keeping with criteria for tenure and promo�on. E.g., 
faculty presenta�ons at conferences may be more substan�ally supported than atendance at 
conferences, except in the first two years of a tenure-track faculty member’s career when 
faculty are encouraged to atend conferences as a first step towards connec�ng with their 
academic peers. 
 
P4.1.4. Funds from other Budgets 
 
Faculty reques�ng funds, when available, from other budgets must submit a proposal and 
budget through their chair to the budget manager. Provost’s funds, when available, are used to 
support faculty development in areas such as the Core Curriculum, cross- College/School 
ini�a�ves, and other University-wide programs and ac�vi�es. 
 
F4.2. Mentoring Program 
 



107 
 

Ac�ve mentoring has been shown in numerous studies to contribute significantly to a new 
faculty member’s career development and professional sa�sfac�on. Reflec�ng the University 
Mission and the Benedic�ne virtue of hospitality, SMU’s Mentor Program is designed to: 
 

a. Promote excellence in teaching, scholarly ac�vity, and service; 
b. Support new faculty members in their academic orienta�on to their College/School and 

University; 
c. Offer new faculty members a collegial and risk-free environment in which to develop and 

refine their professional growth and development. 
 
Mentoring of new faculty occurs through their proba�onary years as a tenure-track faculty 
member, both formally and informally. The department chair func�ons as a mentor to new 
faculty through their leadership of the department. Because chairs also evaluate and assess the 
development of tenure-track faculty members, the chair also appoints one or more addi�onal 
mentors from within and/ or outside the department who can serve as advisors and guides to 
new faculty. 
 
Deans and chairs monitor the mentoring program and its impact on faculty development.  
 
F4.2.1. Objec�ves 
 
Based on the mission of Saint Mar�n's University to further teaching excellence and in 
reflec�on of the Benedic�ne virtue of hospitality, our mentor program is designed to: 
 

a. Promote teaching excellence; 
b. Introduce and guide new faculty to all aspects of their academic work life; 
c. Ensure that each new faculty member receives support in academic orienta�on to the 

University; 
d. Ensure that each new faculty member be offered a risk-free and non-threatening 

environment in which to develop and refine teaching skills; 
e. Nature of mentor program: Mentoring is a support/coaching system provided by 

experienced faculty for new faculty. Its emphasis for each of the two semesters is 
orienta�on to the University and alignment of new faculty teaching skills to University 
standards. 

 
F4.2.2. Timeline 
 
Phase I:  Ini�al Semester 
 
Emphasis: Academic Orienta�on to University and instruc�onal expecta�ons (syllabi wri�ng, 
developing exams, etc.). 
 
Phase II: Second Semester 
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Emphasis: Instruc�onal coaching, planning, teaching strategies, student-teacher rela�onships, 
development of courses, exams, securing teaching materials, etc. 
 
F4.2.3. Procedures 
 

a. Mentors are matched with new faculty members by department chairs during the 
second week of the fall semester. Typically, mentors will be members of the faculty who 
are not holding the posi�on of dean; 

b. A mentor will ensure ini�al contact to get acquainted and set up a regularly scheduled 
mee�ng (at least one every other week); 

c. The mentee will make at least one observa�onal visit to the mentor’s classroom in the 
ini�al semester; 

d. The mentor will make at least one observa�onal visit first semester and two visits 
second semester. Verbal or writen feedback will be given to the mentee a�er each 
classroom visit. 

 
F4.2.4. Confiden�ality Policy 
 
The rela�onship between the mentor and the new faculty will remain confiden�al and 
suppor�ve. The following procedures will be followed: 
 

a. Mentors will refrain from sharing any informa�on regarding a mentee with the mentee’s 
department chair, administra�on, colleagues or students. The single copy of writen 
comments used in conferences between mentor and mentee will be given to the 
mentee; 

b. If a new faculty member’s reten�on or future contract to the University is in ques�on, 
the confiden�ality of the mentor/mentee role will not be violated; 

c. Under unusual circumstances, a mentee may request a leter of recommenda�on from a 
mentor for purposes of review. In such circumstances, it is up to the discre�on of the 
mentor whether to write such a leter and what to include in it. 

 
F4.2.5. Mentoring of Visi�ng Faculty 
 
Although visi�ng faculty are not formally a part of the mentoring program, our founda�on as a 
Catholic Benedic�ne community informs our support for these hires. The university therefore 
wishes to offer reasonable assistance so the visi�ng appointee’s professional development at 
Saint Mar�n’s assists their pursuit of goals beyond their �me at Saint Mar�n’s. The department 
chair will ensure that they are assisted with syllabus construc�on and review, class visits, and 
several one-on-one mee�ngs. Visi�ng faculty will also be encouraged to atend orienta�on 
programs for new tenure-line faculty hosted by the Center for Scholarship and Teaching. 
 
P4.3. Fourth-Year Teaching Reduc�on for Tenure-track Faculty 
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Tenure-track/tenure-eligible faculty who successfully complete their third-year review, and are 
eligible to apply for tenure in their sixth full year of teaching in accordance with the terms of the 
current Faculty Handbook, may reduce their teaching load to a total of eighteen semester 
credits during their fourth year in order to advance their scholarship in prepara�on for 
presen�ng their tenure por�olio in their sixth year. The reduc�on to eighteen semester credits 
for the academic year may be taken by reducing one’s load in a single semester or by spreading 
the reduc�on through both academic terms with nine credits of teaching in each. 
 
Tenure-track faculty members appointed between 2010-11 and 2013-14, (who are subject to 
the Handbook under which they were hired in considera�ons of tenure and promo�on) who 
wish to apply for tenure and promo�on under the terms of this Handbook and Bylaws may 
extend their eligibility to apply for tenure by one academic year, and request this reduc�on of 
the provost with the approval of their chair and dean, in any year prior to submi�ng their 
tenure applica�on. Eligibility for this reduc�on is restricted to regular faculty appointed to teach 
the current standard load of twelve semester credits each semester. 
 
Approval of the reduc�on is subject to presenta�on of a credible research agenda, promise of 
successful progress on the project as demonstrated through previous accomplishments, the 
ability of the faculty member’s department to meet its teaching obliga�on to students, and 
successful recommenda�on by the department chair and dean of the College/School. Tenure- 
track faculty who receive this reduc�on must return to full-�me teaching in subsequent years. 
 
F4.3.1. Applica�ons process for Tenure-Track Faculty Fourth-year Teaching Reduc�on 
 
Regular tenure-track faculty members who typically (a) teach a twelve-semester credit load in 
each of the two semesters of the academic year, (b) are eligible to apply for tenure in their sixth 
year, and (c) successfully complete their third-year review, may take a two-course (6 credits) 
reduc�on during their fourth year. The reduc�on may be taken in a single semester of the 
fourth year (teaching load of 4/2 or 18 credits for the year) or spread through both academic 
terms (teaching load of 3/3 or 18 credits for the year). 
 
F4.3.1.1. Procedures and Timeline 
 

a. By March 1 of their third year, the faculty member submits to the chair of their 
department an applica�on of no more than three pages responding to issues 
documented in the Third-year Review and by proposing a plan to atend to their 
scholarly development in prepara�on for building a successful tenure file in their sixth 
year; 

b. By March 5, the chair of the department makes a recommenda�on to the dean 
regarding this applica�on for a reduced load in the fourth year; the chair must also 
clarify how the teaching needs of the department will be met during that year, especially 
if the University has restricted addi�onal non-tenure-track faculty appointments; 

c. By March 12, the dean evaluates the applica�on from the faculty member and the 
chair’s recommenda�on, and makes a recommenda�on to the provost; 
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d. By March 19, the provost makes a decision and communicates this in wri�ng to the 
faculty member with copies to the dean and chair. 

e. By October 1 of the year immediately following this year of reduced teaching 
responsibili�es, the faculty member must submit a one-two page report to the provost, 
with a copy to their dean and chair, regarding work successfully undertaken during the 
previous year. 

 
T4.4. Sabba�cal Leave 
 
Sabba�cal leaves are made available to regular faculty for the purpose of enabling them to 
engage in crea�ve, intellectual or ar�s�c ac�vi�es appropriate to their discipline (i.e., research, 
wri�ng, etc.). Sabba�cal leaves are approved by the University president, based on 
recommenda�ons by the Advancement Commitee and the provost who consults with the 
faculty member’s dean and/or department chair. 
 
P4.4.1. Eligibility 
 
In their sixth year of full-�me con�nuous service to the University, regular full-�me faculty are 
eligible to apply for sabba�cal leave the following year (upon successfully achieving tenure); 
eligibility of part-�me regular faculty is pro-rated. 
 
E.g. In their thirteenth year of half-�me con�nuous service to the University, a tenured regular 
faculty member is eligible to apply for sabba�cal leave the following year. 
 
Illustra�on of Sabba�cal Timetable 
 

Years Teaching At SMU Year Sabba�cal Countdown Clock 
1. 2020-1 6 hired 
2. 2021-2 5 
3. 2022-3 4 
4. 2023-4 3 
5. 2024-5 2 
6. 2025-6 1 eligible to apply 
7. 2026-7 0 sabba�cal, if granted 
8. 2027-8 6 
9. 2028-9 5 

10. 2029-20 4 
11. 2030-1 3 
12. 2031-2 2 
13. 2032-3 1 eligible to apply 
14. 2033-4 0 sabba�cal, if granted 

 
P4.4.2. Applica�on Procedure 
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a. By September 20, the faculty member submits to the Advancement Commitee a 
Sabba�cal Proposal that includes 1) a statement of purpose, outlining the work or 
project to be performed during the period of the sabba�cal; 2) a current curriculum 
vitae; 3) a statement on how the work will enhance the faculty member’s scholarly or 
pedagogical development and the work’s posi�ve effect on the faculty member’s 
department, college/school, and/or Saint Mar�n’s University; and 4) copies of previous 
sabba�cal reports as relevant.  The faculty member also sends copies of the complete 
applica�on to the department chair and appropriate dean. 

b. By October 10, the Advancement Commitee delivers its writen recommenda�on, along 
with the applica�on, to the Vice President for Academic Affairs.  A copy of the 
recommenda�on is also sent to the faculty member. If nega�ve, the Advancement 
Commitee’s recommenda�on must cite the applica�on and the Faculty Handbook 
and/or Bylaws to jus�fy the nega�ve recommenda�on. 

c. By October 31, a�er consulta�on with the Dean of the faculty member’s college/school, 
the Provost delivers their writen recommenda�on, along with the faculty member’s 
applica�on and the Advancement Commitee’s recommenda�on, to the President. If the 
Provost’s recommenda�on is nega�ve or reduces the length of the proposed sabba�cal, 
it must provide the ra�onale, ci�ng relevant Handbook language as applicable. 

d. By December 1, the President delivers their decision to the faculty member with copies 
to the Department Chair, Advancement Chair, Dean, and Provost. If a nega�ve decision, 
the faculty member may pe��on the Faculty Affairs Commitee to serve as an umpire, if 
the faculty member makes an argument that there has been a viola�on or misreading of 
the applica�on or the Faculty Handbook. The Faculty Affairs Commitee may elect to 
take up the case or not.  If not, the mater is thereby resolved.  If the Faculty Affairs 
Commitee takes up the case and finds against the faculty member, the mater is 
resolved.  If the Faculty Affairs Commitee takes up the case and finds for the faculty 
member, it delivers to the President and Provost its argument, ci�ng the appropriate 
parts of the Handbook and the applica�on. The President’s decision herea�er is final. 

 
P4.4.3. Length of Sabba�cal Leave 
 
Sabba�cal leave is granted for a semester at full salary, or for one academic year at three-
quarters salary. The period of the sabba�cal leave is credited as service for the purposes of 
promo�on and the gran�ng of salary increases. 
 
P4.4.4. Sabba�cal Agreement 
 
Sabba�cals are granted upon the expressed agreement that the faculty member will con�nue to 
serve the University for at least one year a�er the expira�on of the term of leave, unless this 
provision is expressly waived by the president. Should the faculty member fail to fulfill the terms 
of the sabba�cal agreement, including the sabba�cal report, fail to serve for at least one year, 
they are liable for repaying the whole or a propor�onate share of the salary paid during the 
sabba�cal leave to the University. 
 



112 
 

P4.4.5. Salaried Ac�vi�es during Sabba�cal Leave 
 
Faculty may not undertake teaching responsibili�es at SMU while on sabba�cal leave. Faculty 
may, however, seek approval to undertake salaried ac�vi�es outside SMU during their 
sabba�cal that may directly benefit their development as teachers and scholars. If the total 
compensa�on exceeds their full SMU salary, the SMU support may be adjusted. New salaried 
ac�vi�es outside SMU should be enabling in nature, such as those associated with fellowships, 
scholarships or s�pends that enable the faculty member to undertake a sabba�cal leave. 
 
P4.4.6. Sabba�cal Report 
 
Faculty members returning from sabba�cal must submit a writen report summarizing their 
professional development while on sabba�cal to the Department Chair, the Dean of their 
College/School, and the Provost within six weeks a�er their return to normal du�es in the 
following semester. They must also present their sabba�cal work at an appropriate faculty 
forum. Faculty members are also obligated to complete a year of teaching a�er accessing a 
sabba�cal. 
 
P4.5. Post-Tenure Development and Review 
 
The University regards the ongoing development of faculty members as teacher-scholars and 
scholar- teachers, both prior to tenure and post-tenure, and at all ranks, as vital to sustaining 
the life of the University and its commitment to academic excellence. 
 
Post-tenure development, review, and renewal begin a�er tenure is granted, and are founded 
on an expecta�on of con�nued professional growth and produc�vity in the areas of teaching, 
scholarship, and service, and ongoing support by the University for the development of faculty 
members in these areas. 
 
In atending to post-tenure development and reviews of Faculty, in keeping with the mandate of 
the 2014 Accredita�on Standards of the Northwest Commission of Colleges and Universi�es 
(2.B.6.): 
 
“All faculty are evaluated in a regular, systema�c, substan�ve, and collegial manner at least once 
within every five-year period of service. The evalua�on process specifies the �meline and 
criteria by which faculty are evaluated; u�lizes mul�ple indices of effec�veness, each of which is 
directly related to the faculty member’s roles and responsibili�es, including evidence of 
teaching effec�veness for faculty with teaching responsibili�es; contains a provision to address 
concerns that may emerge between regularly scheduled evalua�ons; and provides for 
administra�ve access to all primary evalua�on data. Where areas for improvement are 
iden�fied, the ins�tu�on works with faculty members to develop and implement a plan to 
address iden�fied areas of concern.” 
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The University also adheres to the principles ar�culated by the AAUP in its “Minimum Standards 
for Good Prac�ce If a Formal System of Post-Tenure Review Is Established” (Appendix F). 
 
The procedures adopted by the faculty and their academic leaders regarding post-tenure 
development and review are outlined below. 
 
P4.5.1 Post-Tenure Faculty Development and Review Procedures/Timeline 
 
In every fi�h year a�er achieving tenure, each faculty member will undergo formal evalua�on 
overseen by their chair, who will organize the review in consulta�on with the faculty member. If 
a department chair is scheduled for post-tenure review, they should, in consulta�on with the 
dean, find another department chair to oversee the evalua�on. The faculty member may 
request that one other faculty member of their choice from inside or outside the department 
join the chair in the peer review. The chair will prepare a report summarizing findings of the 
mul�ple sourced evalua�ons. 
 

a. By May 1 of each academic year, the College/School dean no�fies all faculty members 
coming up for post- tenure review and reminds them of the schedule/deadlines for the 
coming fall. No�fica�on is copied to the appropriate chairs. 

b. By September 7, the provost prepares and publishes a schedule indica�ng deadlines for 
each of the steps in the ongoing development and review process sends it to faculty 
members up for post-tenure review. 

c. By October 1, a faculty member up for review submits the following materials in a 
por�olio not to exceed six pages (excluding any student evalua�ons) to their chair: 

i. a narra�ve descrip�on of ac�vi�es addressing teaching effec�veness; scholarly, 
crea�ve, or interpre�ve ac�vity; and service to the University community; 

ii. student evalua�ons of all courses taught in the previous year; 
iii. any addi�onal informa�on. 

d. While these materials are to be submited to the chair every year as part of the faculty 
member’s annual report, the formal more extensive review of these materials will occur 
during every fi�h year of teaching. The fi�h year period beginning date commences 
from the date on which tenure begins or the academic year following the last ongoing 
evalua�on period, whichever occurs last (see illustra�on of typical review schedule 
below). 

e. By November 7, the chair will discuss the resul�ng evalua�on with the faculty member. 
The faculty member will be given the opportunity to atach comments to the report. 

f. By November 15, the chair sends the report to the dean of the College/School. 
g. By November 20, the dean of the College/School will add a one-two page evalua�ve 

report and share a copy of the same with the faculty member and department chair. 
h. By November 27, a�er ensuring that the faculty member and chair have no addi�onal 

comments in response to this evalua�on that they might want to atach as an addendum 
to their original evalua�on, the dean will forward the whole por�olio of materials to the 
provost. The provost may schedule a mee�ng with the faculty member and their chair 
and dean to discuss the evalua�on. 
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i. By Dec 10, the post–tenure review concludes when: 
i. if the provost deems the faculty member’s performance sa�sfactory without any 

areas of concern they no�fy the faculty member with a copy to the dean and chair, 
or 

ii. if areas of concern are iden�fied, the provost works with the chair and dean, to 
develop and implement a plan year to address them. If agreement on the plan 
cannot be reached, the Faculty Affairs Commitee may be asked to assist in reaching 
final agreement on the development plan. 

 
Faculty members who have agreed to follow a plan of improvement will report on their progress 
in subsequent Annual Summaries. 
 
The post-tenure �meline will be suspended if it coincides with the year in which a faculty 
member applies for promo�on; the cycle of post-tenure reviews will con�nue every fi�h-year 
post promo�on. If agreement on the plan cannot be reached, the Faculty Affairs Commitee 
may be asked to assist in reaching final agreement on the development plan. 
 
TYPICAL REVIEW CALENDAR FOR REGULAR FACULTY 
 

Academic 
Year 

Fall Spring 

1  1st year review 
2   
3  3rd year review 
4   
5  Annual review in prepara�on of applying for 

tenure and promo�on 
6  Tenure and promo�on applica�on 
7 Five-year cycle begins (5-year cycle is 

mandated by the NWCCU) 
Tenured appointment begins 

8   
9   

10   
11 Post-tenure Development and Review  
12   
13   
14   
15   
16 Post-tenure Development and Review  
17   
18   
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Academic 
Year 

Fall Spring 

19   
20   
21 Post-tenure Development and Review  
22   
23   
24   
25   
26 Post-tenure Development and Review  
27   
28   
29   
30   
31 Post-tenure Development and Review  
32   
33   
34   
35   
36 Post-tenure Development and Review  

 
P4.6. Unpaid Leaves of Absence 
 
A faculty member may request a leave of absence without pay, for a maximum period of two 
years, from the provost. Leave requests for any FMLA-qualifying reason will be coordinated with 
Human Resources to ensure protec�on of the faculty member's FMLA rights and compliance 
with the University's FMLA policy. 
 
Typically, the leave of absence should be requested by January 15 if the leave is to be ac�vated 
by August 1 of the same year and by September 15 if it is to be ac�vated by January 1 of the 
following year. No�fica�ons of approval will be made by March 1 and November 1, respec�vely. 
Leaves of absence are approved one year at a �me and an extension by the deadlines noted 
above has to be requested for a second consecu�ve year of absence. 
 
Faculty members are required by February 1 to no�fy the provost about their return to work 
responsibili�es in August of that year and by October 1 about their return to work 
responsibili�es in January 1 of the following year a�er the period of their approved leave. 
Failure to no�fy the provost by the designated deadlines may result in the non-issuance of 
further appointment leters. 
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During a faculty member’s unpaid leave of absence, their office and other allocated spaces, 
such as a laboratory or library carrel, will be reassigned for use by others by the dean of their 
College/School. 
 
An approved leave of absence may affect the faculty member’s �me-line towards an applica�on 
for tenure or promo�on, but will not affect the faculty member’s eligibility for con�nued 
employment, promo�on, or contract renewal as long as the policies and procedures which 
atend to taking a leave of absence as outlined above are adhered to. 
 
P4.6.1. Important Dates 
 

a. By October 1, a regular faculty member seeking to apply for leave during the following 
academic year submits an applica�on to their department chair; 

b. By October 15, the chair forwards the request with their endorsement, to the dean; 
c. By November 1, the dean forwards the request with their recommenda�on, to the 

provost; 
d. By November 15, the provost forwards their recommenda�on along with the request for 

unpaid leave, to the University president; 
e. By December 1, the University president communicates their decision regarding the 

applica�on for unpaid leave to the faculty member with a copy to the chair, dean, and 
provost. Faculty members already on their first year of unpaid leave must follow the 
above process and �meline in reques�ng a second-year of unpaid leave. If a request for 
an addi�onal year following the first year of leave is not received in the Provost’s Office 
by December 1, the faculty member will forfeit their regular faculty status and 
con�nuing appointment with the University. 
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T5. FACULTY DUTIES AND RESPONSIBILITIES 
 
Saint Mar�n’s University subscribes to the Statement on Professional Ethics that was adopted by 
the Council of the American Associa�on of University Professors in April, 1966, approved by the 
Associa�on’s Commitee on Professional Ethics, adopted by the Associa�on’s Council in June 
1987, and endorsed by the Seventy-third Annual Mee�ng as Associa�on Policy (See Appendix 
A). 
 
T5.1. General Expecta�ons: Teaching, Scholarship, and Service 
 
Regular faculty at Saint Mar�n’s University have three dis�nct but essen�al du�es: to teach, to 
engage in scholarship, and to serve the University and community by engaging in ac�vi�es such 
as commitee work, recrui�ng events, student life, and the like. Regular full-�me faculty are 
typically expected to be on campus at least four days a week during each regular semester of 
the academic year so that they can fulfill their teaching and other responsibili�es. Faculty 
members who teach on mul�ple campuses during the same semester may divide their on-
campus �me and their office hours propor�onately among different campuses as appropriate. 
 
As teachers, faculty members are expected to model integrity, honesty, ra�onal thinking, and 
open-mindedness toward new and unfamiliar educa�onal experiences. Faculty must not only 
transmit informa�on, but also guide students into becoming self-learners, and engage students 
in the greater conversa�on of scholarship. Faculty must evaluate student work fairly and with 
sufficient evidence upon which to base those evalua�ons. Faculty must respect the personal 
nature of the rela�onship between student and teacher and avoid exploita�on of students for 
private advantage. Faculty must respect the privacy of students in non-academic maters—
unless there is an obvious case of poten�al imminent harm to the student or others—and to 
protect their academic freedom. 
 
As scholars, faculty must model for their students the honesty, discipline, and courage of those 
who seek out and create new knowledge or crea�ve acts. Because as teachers, faculty expect 
their students to test out their ideas among their peers, so too must faculty. Scholarship goes 
beyond disciplinary competence and currency and contributes to the marketplace of ideas in 
specific fields of study or crea�ve produc�on. Although professors may follow outside or 
remunera�ve interests, these interests must never compromise their scholarly ac�vity. 
 
As community members, faculty are expected to serve, over the course of their careers, ac�vely 
and produc�vely on standing or ad hoc commitees; and to atend and contribute to 
school/college, the Faculty Senate, Faculty Assembly and University mee�ngs, including 
Convoca�ons, Baccalaureate Mass, Commencement, employee training sessions, orienta�ons, 
and workshops. Faculty members are encouraged to volunteer for admission events, to sponsor 
student clubs and ac�vi�es, and to contribute to the Benedic�ne atmosphere, iden�ty, and 
mission of the University. 
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Con�nuing non-tenure-track faculty, such as ELL Instructors, are expected to teach and 
contribute to the University through service. Research is not expected. 
 
T5.1.1. Teaching 
 
Commitment to excellence in teaching is a dis�nguishing characteris�c of Saint Mar�n’s 
University. Each faculty member, regular and non-tenure-track, is expected to strive for 
excellence in teaching. Indeed, teaching effec�veness is an essen�al criterion in evalua�ng 
faculty for tenure and promo�on. 
 
T5.1.2. Scholarship 
 
The University expects scholarly, crea�ve or interpre�ve ac�vity from its regular faculty. 
Personal involvement with the academic pursuits of one’s discipline strengthens a teacher’s 
ability to transmit the processes by which new knowledge is atained. In addi�on, a faculty of 
ac�ve learners provides a model of life-long learning for Saint Mar�n’s University students. 
Finally, the reputa�ons of academic departments and the University are enhanced by scholarly 
and crea�ve work. 
 
T5.1.3. Service 
 
The University calls on its regular faculty to par�cipate in its governance and in other ac�vi�es 
that cannot strictly be defined as teaching or scholarship. All regular faculty members are 
expected to further SMU’s academic mission and the goals of their departments, 
College/School, or University through service on commitees and task forces.  The formula�on 
and review of University policy, par�cipa�on in departmental administra�on, and leadership in 
developing new programs are central to the opera�on of the University and are necessary 
components of professional service to the University. No single patern of service to the 
University is expected of all faculty members, but each regular faculty member is expected to 
share in ac�vi�es, which contribute to the governance, opera�on, and general welfare of the 
University.  Faculty engagement in service includes atending, suppor�ng, and par�cipa�ng in 
University ac�vi�es such as Spirit Day, Scholars Day, Advising Day, etc. ELL Instructors are 
expected to atend mee�ngs, workshops, and retreats organized by OIPD. 
 
P5.2. Advising 
 
Advising is an integral part of a student’s development at Saint Mar�n’s University. The advising 
process establishes a collabora�ve rela�onship between student and Advisor in which the 
student is supported and guided in their choice of courses, academic direc�ons, and post- 
gradua�on goals. Effec�ve advising encourages students to think cri�cally, seek out resources 
available within the University, and develop long- term goals and ac�on plans. Effec�ve Advisors 
enable students to take personal responsibility for exploring op�ons and making decisions. 
Ul�mately, advising allows each student to achieve a meaningful and successful educa�onal 
experience at Saint Mar�n’s and a transi�on to life and work a�er their formal educa�on. 
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Chairs, deans, and the provost collaborate on ensuring that advising loads are equitably 
distributed among faculty. 
 
Regular faculty members are expected to serve as Advisors to students who major in their 
discipline and to func�on as Advisors to pre-majors as assigned. First-year students in selected 
programs are also assigned to an advisor in their School. 
 
Faculty advisors, appointed by the provost, also advise incoming freshman and transfer students 
through the Center for Student Success un�l program advisors are assigned. ELL Advisors advise 
students in the ELL program. 
 
Academic advising is an important faculty responsibility. Although the University's policy is that 
the final responsibility for mee�ng gradua�on requirements rests with the student, faculty 
advisors have an obliga�on to help direct the studies of advisees and answer ques�ons they 
may have, including ques�ons about the Core Curriculum and degree requirements. To this end, 
all faculty members are expected to stay informed on current policies and procedures, have 
knowledge of the Saint Mar�n’s Core as well as program requirements in a major/minor, be 
familiar with available student services, and refer students to the appropriate office when 
necessary. Advisors are also expected to be available to advisees during regular office hours and 
by appointment. 
 
P5.2.1. Advising Responsibili�es 
 
In an effort to assist each student to reach their full personal and professional poten�al, the 
University emphasizes the role of regular and con�nuing non-tenure-track faculty, such as ELL 
instructors, in the academic advising of students. Faculty advising includes the following areas: 
 

a. advising the student with regard to the student’s work in classes taught by the faculty 
member; 

b. advising the student on requirements of the Core and guiding advisees through the 
University’s founda�onal Core curriculum; 

c. advising the student on major requirements; 
d. assis�ng the student in se�ng academic goals; 
e. recognizing when the student needs professional assistance with personal problems or 

problems related to academic skill deficiencies and direc�ng the student to the 
appropriate office or person for assistance. 

 
P5.3. Course Syllabi and Teaching Responsibili�es 
 
Faculty must meet their assigned classes at the scheduled �mes. Changes in the schedule 
requested by the instructor are approved by the department chair and communicated by the 
chair to the Registrar. If, for some valid reason, the instructor cannot meet a class, they no�fy 
the Registrar and the students of the cancella�on of the class. If an instructor must cancel more 
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than one class, they no�fy the department chair and dean to ensure that arrangements, 
sa�sfactory to assuring student progress, are made. 
 
A period of final examina�ons is scheduled at the end of the semester by the Registrar’s Office. 
No examina�ons are to be administered to classes during the last regular week of scheduled 
classes in lieu of the final examina�on. Final examina�ons, if given, must be administered at the 
date and �me specified by Registrar. Excep�ons to this policy must be approved by the dean. 
 
Faculty members shall provide students with course syllabi at the beginning of the semester and 
shall maintain adequate records of student progress and atendance. 
 
P5.3.1. Course Syllabi and Course Responsibili�es 
 
Faculty are required to file a syllabus for each course taught, including grading procedures, in 
the dean’s office no later than the end of the first week of class. The deans forward them to the 
provost’s office. 
 
All faculty are responsible for planning and presen�ng the course material, establishing course 
objec�ves and requirements and making them known to the student, selec�ng and ordering 
texts and supplemental materials in a �mely manner, preparing, administering and grading 
papers and examina�ons, and assigning grades. 
 
Faculty must meet their assigned classes at the scheduled �mes. Changes in the schedule 
requested by the instructor are approved by the department chair and communicated by the 
chair to the registrar. If, for some valid reason, the instructor cannot meet a class, they no�fy 
the registrar and the students of the cancella�on of the class. If an instructor must cancel more 
than one class, they no�fy the department chair and dean to ensure that arrangements, 
sa�sfactory to assuring student progress, are made. 
 
The period of final examina�ons is scheduled at the end of the semester by the Registrar’s 
Office. No examina�ons are to be administered to classes during the last regular week of 
scheduled classes in lieu of the final examina�on. Final examina�ons, if given, must be 
administered at the date and �me specified by registrar. Excep�ons to this policy must be 
approved by the provost. 
 
P5.3.2. Team Teaching Criteria 
 
Team teaching must be approved by the appropriate department chairs and the dean(s), and 
may be restricted based on a College/School’s curricular and teaching needs. 
 
Faculty members who elect to team teach a course with a colleague are required to abide by 
the following policies: 
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a. Team-taught classes will count as in-load teaching for each faculty member provided the 
class enrolls a minimum of 15 students if team taught by two faculty members and 24 
students minimally if team taught by three faculty members; 

b. Both faculty members are required to atend all scheduled class sessions so that 
students benefit from the exper�se of both faculty members and the exchange of ideas 
between them; 
 

c. Faculty engaged in teaching a class together are responsible for balancing their 
workloads for the course with regard to grading and evalua�ng assignments. 

 
P5.4. Evalua�ng and Grading Students 
 
All courses offered at SMU for semester credits are graded by faculty members. Grades serve as 
an evalua�on of student work, a means of communica�ng to students and future employers 
about a student’s performance and poten�al for further success; a source of mo�va�on to 
students for con�nued learning and improvement, and a means of organizing learning in 
semester cycles in that grades mark transi�ons in a course and bring closure to it. 
 
Addi�onally, grading provides students with feedback on their own learning, clarifying for them 
what they understand, what they don’t understand, and where they can improve. Grading also 
provides feedback to instructors on their students’ learning, informa�on that can inform future 
teaching decisions. 
 
Given SMU’s firm commitment to individualized aten�on to student development, crea�ng 
assignments for grading, developing criteria for grading and evalua�ng student progress, 
providing meaningful feedback on assignments, and grading itself are �me-consuming but vital 
func�ons within a faculty member’s spectrum of responsibili�es each semester. 
 
Given the importance of �mely feedback to students, all faculty members shall submit grades 
by the required deadlines set by the Registrar in each semester. 
 
P5.5. Maintaining Office Hours 
 
Regular faculty and con�nuing non-tenure-track faculty members are expected to be available 
to their students through appointments as well as through regularly-scheduled office hours 
during the semesters in which they teach. Each semester, faculty shall post a schedule of their 
office hours and submit a copy of their hours to their dean. Regular faculty members typically 
maintain at least five office hours a week. Some office hours, especially in the case of faculty 
who teach online, may be held online with approval by the department chair and dean. Faculty 
members who teach on mul�ple campuses during the same semester may divide their on-
campus �me and their office hours propor�onately among different campuses as appropriate. 
ELL instructors are expected to keep regular office hours as recommended by the Dean of 
Interna�onal Programs. 
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P5.5.1. Presence on Campus 
 
Regular part-�me and full-�me faculty members are normally expected to be on campus on 
days during which they are scheduled to teach. In any event, regular faculty are minimally 
expected to be on campus four days a week during the academic year. Con�nuing non-tenure-
track faculty, such as ELL instructors, are expected to be on campus during the period of their 
contract. Faculty members who teach on mul�ple campuses during the same semester may 
divide their on-campus �me propor�onately among different campuses as appropriate. 
 
P5.6. Atending to Academic Integrity in the Classroom 
 
Faculty members have a responsibility to ensure and promote academic honesty and integrity in 
their classrooms. The University’s policies regarding plagiarism and procedures to be followed in 
iden�fied cases of academic dishonesty by students are outlined in detail in Academic Catalog. 
 
P5.7. Mentoring Tenure-Track Colleagues 
 
The interests of departments and the University as well as of individual faculty members are 
best served when new faculty members are construc�vely mentored and reviewed. 
 
Construc�ve mentoring and reviewing of tenure-track faculty helps new colleagues realize their 
full poten�al as teachers, scholars, and members of the SMU community. Given all that is at 
stake, mentoring tenure-track faculty members is vital work undertaken by seasoned faculty 
members as part of their commitment to their disciplines, the College, the University, and the 
Academy. Though the University has adopted a formal system of mentoring, all faculty are 
expected to pay par�cular aten�on to nurturing a “climate of mentoring” for new colleagues in 
their departments and in the University as a whole so that all members thrive. 
 
Mentors help new faculty members achieve excellence and understand the Saint Mar�n’s 
University community, including SMU’s system of shared governance and culture of academic 
excellence. Mentors are encouraged to make themselves available to the new faculty member, 
read /cri�que proposals and papers, and provide periodic reviews of progress. Mentors also 
help new faculty members establish a professional network. 
 
The benefits of the University’s mentoring program include the reten�on of excellent faculty 
colleagues and consequent enhancement of programma�c quality as well as the University’s 
mission and academic goals. 
 
The importance of mentoring to tenure-track faculty as an aspect of faculty development and 
further details regarding the mentoring program are outlined above. 
 
P5.8. Annual Summaries 
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All regular faculty, faculty on con�nuing appointments, and faculty who are moving from non-
tenure-track status to tenure track at SMU submit annual summaries summarizing the spectrum 
of their professional ac�vi�es during the course of the academic year to their department chair 
and the dean of their College/School.  The �meline is presented in Chapter two.  
 
Feedback from chairs and deans regarding annual summaries is especially important in the case 
of tenure- track faculty as they progress towards tenure. Annual summaries are included in all 
por�olios submited for purposes of advancement. Department chairs meet with individual 
faculty, especially those in their tenure-track years, to discuss their annual summaries alongside 
other relevant materials such as student evalua�ons of their courses. 
 
Chairs submit their annual summaries to the dean. 
 
Deans may addi�onally discuss individual annual summaries with any faculty member as 
necessary, but must typically include the department chair in this discussion. Tenure-track 
faculty members may request the presence of another colleague in lieu of the chair. A summary 
of this mee�ng in wri�ng should be maintained by the dean and copies of the same should be 
shared with the faculty member and the department chair. 
 
ELL Instructors in OIPD submit their Annual Summaries to the Chief Interna�onal Programs 
Officer, who reviews their annual summaries alongside other relevant materials and shares a 
writen evalua�ve summary of each instructor with the instructor. The annual summaries and 
the Chief Interna�onal Program Officer’s annual evalua�on are submited to the provost and 
become part of the instructor’s personnel file. 
 
T5.9. Adherence to University Policies and Procedures 
 
Each faculty member is expected to be familiar with and adhere to the policies and regula�ons 
of the University. The Employee Handbook and the Faculty Handbook cons�tute an effort to 
summarize such regula�ons. When ques�ons of interpreta�on arise, clarifica�on should be 
sought from the appropriate official of the University. Adherence to these regula�ons is 
understood to be incorporated as part of the contract of every faculty member. 
 
In the event of a conflict between the Employee Handbook and the Faculty Handbook with 
respect to faculty policies, the Faculty Handbook takes precedence. 
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T6. FACULTY CONTRACTS/LETTERS OF APPOINTMENT 
 
Tenured faculty receive con�nuing contracts with addenda serving to reflect the terms of the 
current academic year which typically spans the nine-month period from August 16 to May 15 
of the following year, unless otherwise specified in their annual addendum. 
 
Tenure-track faculty and non-tenure-track instructors and visi�ng professors with con�nuing 
appointments at SMU receive annual leters of appointment which typically span nine-months, 
from August 16 un�l May 15 of the following year, unless otherwise specified in the leter. 
 
All regular faculty members and non-tenure-track instructors and visi�ng professors are 
expected to be available or on campus (see policy in chapter 5) and assume responsibili�es 
during the period of appointment on days when classes are in session, except for the 
University’s scheduled vaca�on periods. At the �me of hire, regular faculty will be reminded to 
safeguard their original Leter of Appointment, which must be included in their applica�on for 
tenure and promo�on. 
 
A tenure-track faculty member’s first Leter of Appointment with SMU will also specify whether 
prior credit has been granted for teaching, based on criteria outlined in the Faculty Handbook. 
All Leters of appointment will addi�onally direct faculty members to the Employee Handbook 
and the Faculty Handbook. 
 
The nine-month contractual salary dates are used by the University to calculate grant-funded 
releases, summer salaries, and other salary equivalencies as needed. 
 
As regular faculty with year-round responsibili�es, teaching librarians receive 12-month 
contracts. 
 
Non-tenure-track instructors, visi�ng professors, and lecturers receive contracts for a year, 
semester, term, or summer session, as appropriate. 
 
Tenure-track and non-tenure-track full �me faculty members, though required to be on campus 
from Convoca�on un�l Commencement, may elect to use the week prior to Convoca�on to 
conduct workshops, consider curricular maters, and other issues related to their work life as 
teachers and scholars. 
 
It is the responsibility of all faculty members, tenure-track, non-tenure-track and visi�ng, to 
know and adhere to the University’s policies and regula�ons. Adherence to these regula�ons is 
part of their contracts. When ques�ons of interpreta�on of the Faculty Handbook arise, 
clarifica�on should be sought from the Faculty Affairs Commitee. 
 
T6.1. Faculty Contracts – Tenured Faculty  
 
When the Board of Trustees awards tenure to a faculty member, the faculty member is issued a 
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con�nuing contract signed by the University President. The University recognizes that tenure is 
a permanent and con�nuous appointment which can only be terminated for adequate cause, 
except in the case of re�rement for age, or under extraordinary circumstances as outlined in 
sec�on H9.2. 
 
The con�nuing contract contains the date tenure was granted; dates of eligibility for promo�on, 
sabba�cal, and post-tenure review; and directs faculty members to comply with the policies of 
the University as stated in the Employee Handbook and the Faculty Handbook. Both the 
University and faculty members are bound by these writen policies, procedures, and 
regula�ons. Appendix A contains a sample of a con�nuing contract. 
 
P6.1.1. Con�nuing Contract Addenda  
 
Typically, tenured faculty receive an addendum to their con�nuing contract by the third Friday 
following the last spring semester Board of Trustees mee�ng. In the unusual event that an 
addendum is not issued, the previous year’s addendum remains in effect. A sample of a 
con�nuing contract addendum is included in Appendix A. Tenured faculty addenda include the 
following: 
 
Salary and Pay Schedule  
 
Addenda specify the effec�ve dates of the addendum. This typically includes the nine-month 
salary and payment schedule.  
 
Academic Rank  
 
Addenda specify academic rank and, as applicable, the academic year of the faculty member’s 
promo�on eligibility, sabba�cal eligibility, and post-tenure review. 
 
Du�es 
 
Addenda specify the maximum teaching load, credit hours, course releases, addi�onal 
compensa�on, and other special du�es, such as supervision, administra�on, and research. 
 
P6.1.2. Changes to Addenda 
Any changes to a faculty member’s Addendum must be approved by the Dean and Provost and 
will be made by the Office of Human Resources as either an amendment to their original 
Addendum, as a new Addendum, or via Personnel Requisi�on. 
 
P6.2. Tenure-Track Faculty Leters of Appointment 
 
Tenure track faculty receive two employment documents each year, a Leter of Appointment 
and a Faculty Contract.   
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Tenure-Track faculty members receive Leters of Appointment annually by March 15th of the 
current year for the following year. Leters of Appointment are typically signed by the University 
president or by the provost on behalf of the University president. 
 
The Leter of Appointment serves as an offer of employment for the following academic year by 
the university to the faculty member. For faculty re-appointments, typically the terms of the 
offer are those of the faculty member’s Contract for the previous academic year. Appendix A 
contains a sample of a tenure-track leter of appointment. 
 
P6.2.1. Tenure-Track Faculty Contracts 
 
Decisions regarding faculty pay, advancement, du�es, and revisions to the faculty handbook are 
typically finalized by the end of the last spring semester mee�ng of the Board of Trustees. 
Faculty Contracts for the following year are typically issued by the third Friday following the last 
spring semester Board of Trustees mee�ng. Appendix A contains a sample tenure-track faculty 
contract. 
 
Salary and Pay Schedule 
 
Each faculty member’s Contract specifies the effec�ve dates of the appointment, typically their 
nine-month salary, and payment schedule. 
 
Academic Rank 
 
Each faculty member’s Contract specifies their academic rank and tenure status. The Contract 
also indicates the academic year of the faculty member’s third-year review, the academic year 
of tenure eligibility, and the academic year of promo�on eligibility. 
 
Du�es 
 
Each faculty member’s Contract specifies their maximum teaching load, credit hours, course 
releases, addi�onal compensa�on, and other special du�es, such as supervision, administra�on, 
and research. 
 
University Handbooks and Faculty Handbook 
 
Each faculty member’s Contract refers faculty members to compliance with the policies of the 
University as stated in the Employee Handbook and the Faculty Handbook. Both the University 
and the faculty member are bound by these writen policies, procedures, and regula�ons. 
 
P6.3. Contract Changes 
 
Any changes to a faculty members’ Contract must be approved by the Dean and Provost and will 
be made by the Office of Human Resources as either an amendment to their original Contract, 
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as a new Contract, or via Personnel Requisi�on. 
 
T6.4. Outside Employment 
 
All benefits eligible faculty are expected to devote full-�me effort to their responsibili�es to the 
University. However, the University also recognizes the value—both to the ins�tu�on and to the 
wider community—of faculty engaging in outside employment (whether uncompensated or 
compensated) for the purpose of professional development, scholarship, currency in their 
discipline and/or to opportunity to be of service to other organiza�ons. 
 
P6.4.1 Condi�ons and Expecta�ons 
 
Before undertaking outside employment, benefits-eligible faculty must make writen applica�on 
for approval to their College/School dean, sta�ng the ra�onale for outside employment and the 
benefit to the University and/or the larger community. The dean ascertains whether the outside 
employment runs a risk of conflict of interest or commitment or interference, then – with their 
writen recommenda�on atached – sends the request to the provost for approval. 
 
Faculty undertaking outside employment are expected to ensure that neither the quan�ty nor 
the quality of their �me spent on University responsibili�es is compromised in any way. Deans 
must update the provost annually through a writen report about all outside unemployment 
undertaken by the benefits-eligible faculty in their College/School. 
 
In the event that a request to accept outside employment is denied by the dean or provost, the 
faculty member may pe��on the provost for a temporary reduc�on of contract for the dura�on 
of the outside employment. (This reduc�on can apply to tenured or tenure-track part-�me 
faculty, but only if they are more than half- �me and less than full-�me, since part-�me tenure-
track faculty must be at least half-�me to be considered eligible for tenure.) 
 
As faculty are not hired on the basis of an hourly wage, it is understood that the hours that 
cons�tute a work week may vary significantly from one week to the next. Nonetheless, for the 
sake of providing faculty with well-defined guidelines on outside employment, the University 
limits full-�me faculty to an average of 12 weekly hours of outside employment. 
 
Benefits eligible faculty who undertake outside employment during the three summer months 
of the year when they are not on contract with the University (May 15 – August 15) are not 
required to seek permission to do so from the University. 
 
To the extent that it informs their scholarship, faculty are encouraged to share the work they do 
outside the university with colleagues and students. 
 
For further informa�on, please refer to the Conflict of Interest and Conflict of Commitments 
Policy in T1.5.4, and the employee handbook sec�on 4.1. 
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T6.5. Consul�ng 
 
In some academic fields there are opportuni�es to do consul�ng work. Such consultancies may 
be valued by some departments and the University in that they provide experience 
complementary to that gained through research and contribute to professional growth. Insofar 
as consul�ng work is most o�en akin to outside employment, the guidelines on Outside 
Employment (T6.1. and P6.4.1.) are the same. 
 
P6.5.1. Condi�ons 
 
If a faculty member intends to use University laboratories and equipment (for which the 
University reserves the right to charge a fee and/or impose contractual obliga�ons with regard 
to usage, etc.) for outside consul�ng or employment, they should provide details of such when 
applying to the dean. 
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P7. FACULTY WORKLOAD 
 
Faculty workload is usually described in hours per week of formal class mee�ngs. However, the 
University recognizes that the academic workload of a regular faculty member encompasses a 
broader range of professional ac�vi�es and prac�ce in support of the University’s mission and 
strategic goals. Assignment of an individual faculty member's workload, therefore, takes 
account of: 
 

a. Instruc�on and prepara�on of courses 
b. Student supervision and instruc�on in laboratories, studios, and other group se�ngs 
c. Supervision of students in tutorials, independent study, theses, projects, prac�ca, 

internships, student teaching, etc. 
d. Research or other crea�ve ac�vity and curriculum or pedagogical development 
e. Non-instruc�onal academic ac�vi�es such as commitee service or special leadership 

assignments 
f. Student advising, mentoring, and counseling 

 
A full complement of the above responsibili�es, whose scope may vary in keeping with 
University needs and a faculty member’s par�cular strengths and interests, cons�tutes a full- 
�me work load for regular faculty. 
 
Individual faculty members at Saint Mar�n’s University typically carry a teaching load of twelve 
credit hours each semester, with varying levels of emphasis on one or more of the above 
responsibili�es cons�tu�ng the balance of their full-�me work load. 
 
P7.1. Teaching Load 
 
The faculty teaching load at Saint Mar�n’s is defined in terms of teaching credit hours. A regular 
faculty member in a tenure-track or tenured role, regardless of rank, typically teaches twenty-
four semester hours each academic year. An adequate defini�on of a faculty member’s full-�me 
workload takes into account the full spectrum of a regular faculty member’s professional and 
ins�tu�onal responsibili�es, which includes scholarship and service to the University 
community. 
 
As regular faculty with individualized and professional obliga�ons which vary significantly from 
the other faculty, teaching librarians are excluded from the standard teaching load. 
Individualized obliga�ons for teaching librarians are defined in their unique posi�on descrip�on. 
 
Regular faculty in the School of Engineering and other Colleges/Schools who were appointed 
with a normal commitment of 9 semester credits of teaching each semester will con�nue to 
teach in accordance with their Leter of Appointment, subject to their con�nued commitments 
to scholarly engagement and University service. 
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For the purpose of calcula�ng faculty reduc�ons in teaching load as in-kind contribu�ons in 
grant applica�ons, the University equates release from one course as equal to one-twel�h of a 
faculty member’s annual work load during the academic year, two-courses as the equivalent of 
one-sixth a faculty member’s annual academic year work load, four courses as the equivalent of 
a faculty member’s one-third annual work load, and so on. 
 
For the purpose of calcula�ng full-�me equivalency for faculty members in part-�me 
posi�ons/non-tenure-track faculty without professional and ins�tu�onal responsibili�es for 
scholarship or service, the University uses a formula which is detailed in the Faculty Handbook. 
The provost, working in consort with the Faculty Affairs Commitee and College/School deans, 
and subject to the availability of resources as well as aten�on to the University’s strategic and 
long-term goals, regularly atends to the issue of equity in the overall work loads of faculty 
members across the University’s Colleges and Schools. 
 
P7.1.1. Standard Teaching Load for Regular Faculty 
 
The faculty teaching load at Saint Mar�n’s is defined in terms of teaching semester credit hours. 
 
Normally, a full-�me regular faculty member with commitments to teaching, scholarship, and 
service, regardless of rank, teaches twenty-four (24) semester hours each academic year. 
 
The teaching load of the individual faculty member is evaluated by the dean, subject to review 
by the Provost. 
 
In its effort to assure equity in the distribu�on of assignments, the University recognizes that an 
adequate defini�on of a regular faculty member’s workload takes into account the full spectrum 
of their professional and ins�tu�onal services. 
 
P7.2. Procedures Governing Reduc�ons in Teaching Load 
 
The University may request that a regular faculty member assume non-teaching ac�vi�es on a 
temporary basis. If this involvement is heavier than would normally be expected in general 
service to the University, the teaching load of the faculty member is reduced. Such a request on 
the part of the University is agreed upon by the faculty member, the department chair, and the 
dean, and approved by the provost. 
 
Reduc�ons in load for regular faculty, for substan�al service or administra�ve responsibili�es, 
are typically for three credit hours each semester, and typically do not exceed 9 semester 
credits during the year. Faculty with releases above 12 credits in the academic year func�on as 
academic leaders/academic administrators. 
 
P7.2.1. Approved Reduc�ons in Teaching Load 
 
Examples of such responsibili�es resul�ng in approved reduc�ons include: 
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a. Director of the First (and Second) Year Experience: teaching typically reduced by 8 

credits per year 
b. Director of the Center for Teaching and Scholarship: teaching reduced typically by 12 

credits per year 
c. Director of the SMU Core: teaching reduced typically by 12 credits per year 

 
Such a request on the part of the University is typically agreed upon by the faculty member, the 
department chair, the dean, and the provost. Faculty who receive reduced loads may not teach 
more courses than the reduced load. In excep�onal circumstances, the provost may approve an 
excep�on to this rule. Reduc�ons in teaching are subject to annual review and adjustment by 
the Provost, as appropriate. 
 
In any event, no regular faculty member should typically, as a consequence of undertaking other 
service or administra�ve commitments, reduce their load below 6 semester credits in any 
semester. Faculty and academic leaders are discouraged from assigning dual responsibili�es to 
individuals, both of which cons�tute significant service to the University. Reduc�on below 6 
teaching credits in any semester of the academic year re-classifies the faculty member as an 
administrator/academic leader for the academic year. Excep�ons to these standards and 
general best prac�ces have to be approved by the provost. 
 
As regular faculty with individualized and professional obliga�ons which vary significantly from 
the other faculty, teaching librarians are not eligible for teaching load reduc�ons. 
 
P7.2.2. Unplanned Reduc�ons in Teaching Load 
 
Some�mes, classes that are planned and scheduled may under-enroll and have to be canceled. 
In the case of regular faculty members with a normal full-�me teaching commitment of twelve 
credits for the semester, if this occurs, the dean of the College/School will examine the total 
number of enrolled students in a faculty member’s full por�olio of classes and present this 
informa�on to the provost. If the total enrollment in a faculty member’s other three courses 
totals 54 or more students, the provost may approve the faculty member to carry a reduced 
three-course load in the semester during which one of their courses has to be canceled due to 
under- or non-enrollment, providing that this is an occasional rather than regular occurrence. 
 
If the total number of students in the faculty member’s other courses is below 54, the faculty 
member will collaborate with the department chair and the dean to make alternate 
arrangements such as teaching another course (thus reducing the department’s reliance on 
non-tenure-track faculty), teaching a course in the summer without addi�onal compensa�on, 
undertaking significant administra�ve / College / School responsibili�es if these are available, or 
performing comparable other responsibili�es, as appropriate. 
 
In the case of faculty members who normally carry a load of nine semester credits, the dean of 
the school may give the affected faculty member a choice between teaching a summer course 
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for no addi�onal compensa�on and or carrying a load of 12 semester credits in the semester 
immediately following the one in which the faculty member’s under-enrolled class had to be 
canceled, or other comparable op�ons, as appropriate. If circumstances permit and the need 
exists, the dean may, with approval by the provost, request that the faculty member undertake 
significant administra�ve / school responsibili�es, such as wri�ng the accredita�on Report, in 
lieu of the canceled class. The same applies to individual faculty members in other 
Colleges/Schools who were appointed with a normal semester load of nine semester credits. 
 
P7.2.3. Grant-funded Reduc�ons 
 
Faculty members are encouraged to include course-load reduc�ons as part of their budget lines 
on grant applica�ons. The University’s Grant’s Officer or the Provost’s Office will provide 
guidance and the formula to be used on grant submissions. Course releases resul�ng from 
successful grant applica�ons do not normally reduce a faculty member’s obliga�ons in advising, 
commitee service, or ongoing responsibili�es within their department or College/School. 
 
P7.2.4. Directed and Independent Studies 
 
Directed study is designed for students who wish to research and study a topic not covered in a 
course offering or to explore a topic in greater depth. In unusual circumstances, an independent 
study enables a student to take a course listed in the catalog on an individualized basis. 
 
Regular faculty some�mes teach Independent Studies or Directed Studies with undergraduate 
or graduate students. The undertaking of Directed / Independent Studies is typically limited to 
no more than nine semester credits per year per faculty member during the two regular 
semesters of the academic year. 
 
Directed / Independent Studies are also restricted to regular faculty (whose appointments are 
con�nuous), though in special circumstances, an excep�on to this norm may be recommended 
by a chair and dean to the provost. A�er undertaking a total of Independent or Directed Studies 
totaling 27 semester credits of teaching through the course of several regular semesters 
(summer teaching of Directed / Independent Studies do not count in this calcula�on because 
Summer teaching, including Directed / Independent Studies, are compensated) a faculty 
member may be placed on a reduced teaching load of nine semester credits (typically three 
courses) in any semester following such accumula�on. It is the faculty member’s responsibility 
to keep track of independent/directed studies; faculty members are encouraged to include such 
teaching in their Annual Summaries. If a faculty member accumulates enough such credits for 
two or more course reduc�ons, they may not take more than one per semester. This policy only 
applies to independent/directed studies taught since fall 2014. 
 
The above does not apply if Independent or Directed Studies are compensated within a School 
or College or if they are part of a faculty member’s in-load teaching during the academic year; 
such an arrangement should cons�tute an excep�on rather than the norm and should be 
approved by the provost in each instance. No credit towards a release will accrue in these cases. 
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The above policy does not apply to internships or other kinds of supervised co-curricular 
assignments. 
 
Directed / Independent Studies when they are out-of-load during the academic year, because 
they cons�tute teaching, are calculated towards a reduc�on to be ac�vated at a later date. 
 
Faculty loads may not, however, typically fall below nine semester credits in a regular semester; 
therefore, faculty members on already-reduced loads of nine or fewer semester credits in a 
semester have to exercise their right to a reduced teaching load – resul�ng from teaching a 
series of Directed / Independent Studies – to the semester during which they return to their 
standard teaching load of twelve semester credits each semester. Faculty members may elect to 
receive three credits of overload pay in lieu of the course release. Accumulated DS / IS credits 
never expire and may be accumulated to gain two con�nuously reduced semesters of teaching; 
credits may not be applied for more than one course reduc�on in each semester. 
 
P7.3. Teaching Overloads 
 
Regular faculty typically do not undertake addi�onal teaching in the form of overloads during 
regular semesters. In excep�onal circumstances, when departmental needs are urgent, an 
excep�on to this rule may be recommended by the departmental chair to the College/School 
dean for approval. Teaching load refers to all teaching ac�vi�es including those on the Lacey 
campus, extension campuses, online courses, and at other ins�tu�ons. 
 
Regular faculty will be compensated for overload teaching if their load rises above their 
contractual responsibility. A credit release reduces the contractual responsibility by the amount 
of the release. In other words, an overload by defini�on involves a commitment to more than 
the contractual responsibility for teaching in a semester in any of the University’s Colleges and 
Schools for regular faculty. As regular faculty without contractual teaching responsibili�es, 
teaching librarians are not eligible for teaching overload compensa�on.  
 
Excep�ons to this norm have to be approved by the provost in consulta�on with the dean of the 
College/School. 
 
The same principle will hold for faculty on reduced loads as a result of administra�ve or other 
responsibili�es, and Deans will work with them to calculate what cons�tutes an overload above 
the equivalent of twelve semester credits in a semester. Excep�ons to this prac�ce have to be 
recommended by the College/School dean and approved by the provost. 
 
P7.4. Summer Teaching and/or Other Assignments 
 
Summer teaching assignments are based on student needs and faculty interest in undertaking 
summer teaching; faculty members are not normally required to teach in the summer term. 
Faculty contracted to teach in the summer are expected to commit to teaching and atendant 
responsibili�es, such as advising, mee�ngs, commitees, and other university commitments 
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during their contractual period. Assignments of summer teaching are not guaranteed and are 
determined by the dean and approved by the provost. 
 
Regular faculty members may elect to be compensated on the basis of their nine-month 
contracted salary or as a non-tenure-track Faculty member at the standard non-tenure-track 
faculty rate for their College/School for summer teaching. The former carries with it con�nued 
commitment to regular faculty du�es and responsibili�es (such as advising and service on 
commitees) during the period of the summer contract. Faculty members who elect to teach 
during the summer on non-tenure-track appointments are relieved of all du�es and 
responsibili�es other than teaching and maintaining office hours for students in their classes. 
Regular faculty are required at point of appointment to indicate their choice of contract for 
summer teaching responsibili�es. 
 
Faculty may also be contracted for other summer assignments for which they will be 
remunerated separately. 
 
P7.5. Non-tenure-track Faculty Teaching Loads 
 
Non-tenure-track faculty workloads are calculated as follows: 1 hour of teaching requires 1.25 
hours of prepara�on. Each semester teaching hour therefore equates to 2.25 weekly work load 
hours. 
 
Non-tenure-track faculty are typically encouraged to maintain one weekly office hour per 
course, which are included in the total hours represented below in calcula�ons of a non-tenure-
track faculty member’s weekly work load. 
 
Non-tenure-track faculty workloads do not typically exceed three 3-credit semester courses on 
the Lacey Campus in each semester. Non-tenure-track faculty workloads do not typically exceed 
two three-credit courses in each eight-week term on extension campuses. 
 
P7.5.1. Sample Loads 
 
P7.5.1.1. Lacey Campus 
 

a. A non-tenure-track faculty member teaching one 3-credit course during a regular 
semester carries a total work load of 7.75 weekly hours; 

b. A non-tenure-track faculty member teaching one 4-credit course during a regular 
semester carries a total work load of 10 weekly hours; 

c. A non-tenure-track faculty member teaching two 3-credit courses during the regular 
semester carries a total work load of 15.5 weekly hours; 

d. A non-tenure-track faculty member teaching two 4-credit courses during the regular 
semester carries a work load of 20 weekly hours; 

e. A non-tenure-track faculty member teaching three 3-credit courses during the regular 
semester carries a work load of 23.25 weekly hours; 
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f. Any hours cons�tu�ng required atendance at University mee�ngs or required service 
on commitees or addi�onal weekly office hours are calculated as addi�onal hours of 
commitment within a non-tenure-track faculty member’s work load. All addi�onal 
required hours are approved by the provost and may be addi�onally compensated. 

 
P7.5.1.2. ELL Instructors 
 
Non-tenure-track Faculty workloads are typically 3 ELL courses (9 hours in the classroom per 
week) each semester. In special circumstances a non-tenure-track ELL Instructor’s workload may 
extend to, but shall not exceed, four ELL courses (12 hours in the classroom per week) in each 
semester. 
 

a. A non-tenure-track ELL instructor teaching one ELL course (3 hours in the classroom per 
week) during a regular semester carries a total work load of 6 weekly hours; 

b. A non-tenure-track ELL instructor teaching two ELL courses (6 hours in the classroom per 
week) during the regular semester carries a total work load of 12 weekly hours; 

c. A non-tenure-track ELL instructor teaching three ELL courses (9 hours in the classroom 
per week) during the regular semester carries a work load of 18 weekly hours; 

d. A non-tenure-track ELL instructor teaching four ELL courses (12 hours in the classroom 
per week) during the regular semester carries a work load of 24 weekly hours. 

 
ELL instructors must liaise with the director of the ELL program before considering / undertaking 
teaching or work-load commitments outside the ELL program. The Provost’s Office monitors the 
work loads of non-tenure-track faculty across the University. 
 
P7.5.1.3. Extension Campuses and/or 8-week terms 
 

a. A non-tenure-track faculty member teaching a 3-credit course (5.5 hours per week of 
class �me) during an eight-week term carries a total work load of approximately 13.5 
weekly hours; 

b. A non-tenure-track faculty member teaching two 3-credit courses (11 hours per week of 
class �me) during an eight-week term carries a work load of approximately 27 weekly 
hours. 
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T8. BENEFITS 
 
The University’s Benefits are outlined in detail in the Employee Handbook and faculty are 
encouraged to read the Employee Handbook regarding medical, health, re�rement, and other 
benefits available to employees of the University. 
 
The following benefits are specific to benefits-eligible faculty and are designed to minimize 
disrup�on of teaching and other responsibili�es during the academic year and to facilitate 
curricular planning by department chairs and deans. 
 
T8.1. Benefits Specific to Benefits-Eligible Faculty 
 
T8.1.1. Paid Faculty Family and Medical Leave 
 
As a Catholic, Benedic�ne ins�tu�on, Saint Mar�n’s University is commited to suppor�ng 
faculty members and their families. One means of doing so is through paid leave for faculty 
experiencing a serious health condi�on, welcoming a new child, or caring for an ailing family 
member. Saint Mar�n's University is firmly commited to protec�ng the rights of expectant 
parents and complying with Title VII of the 1964 Civil Rights Act as amended by the Pregnancy 
Discrimina�on Act of 1978. Saint Mar�n's University’s policy is to treat faculty affected by 
pregnancy, childbirth, or related medical condi�ons in the same manner as other employees 
unable to work because of their physical condi�on in all employment aspects, including 
recruitment, hiring, training, promo�on and benefits. Pregnant employees may con�nue to 
work un�l they are cer�fied as unable to work by their physician. Further, Saint Mar�n's 
University fully recognizes eligible employees’ rights and responsibili�es under the Family and 
Medical Leave Act (FMLA), the Washington State Paid Family and Medical Leave program (WA-
PFML), and the Americans with Disabili�es Act (ADA). 
 
In addi�on, because of their unique academic responsibili�es, which can call for irregular �me 
commitments, tenure-track and tenured faculty members who have fulfilled one year of full-
�me employment service (two semesters) are eligible for a full semester of fully paid parental, 
family, or medical leave as part of the University’s aten�on to faculty and their families health 
and well-being. 
 

a. Faculty should contact the Office of Human Resources to start the process of applying 
for leave and for addi�onal informa�on about other relevant benefits. 

b. The University's paid parental leave benefit runs concurrently with statutory FMLA leave. 
A faculty member who chooses to access the full semester paid parental or medical 
leave may in some cases be eligible for addi�onal paid leave under WA-PFML. 

c. Tenure-track faculty who choose to take a full semester leave and/or addi�onal FMLA or 
WFLA may elect, in consulta�on with their College/School dean and department chair, 
to extend the �meline of their tenure review process including the dates of their third-
year review and tenure applica�on outlined in their appointment leter. 
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d. Regular faculty members who are eligible to access parental, family, or medical leave are 
encouraged to inform their department chair, dean, and the Office of Human Resources 
as early as possible. The provost approves leaves of absence. Failure to give sufficient 
advance no�ce when possible may prevent the faculty member from being able to 
access the paid leave benefit for the desired semester. 

 
For parental leave specifically, 
 

e. A faculty member is eligible for a fully paid leave from teaching classes for one semester 
during the semester in which the faculty member welcomes an adop�ve or biological 
child, or that of a spouse or domes�c partner. E.g., a faculty member who adopts or 
expects a child between January 15 and May 15 will be eligible to take a paid leave of 
absence in the spring semester of the academic year; a faculty member who adopts or 
expects a child between August 15 and December 15 will be eligible to take a paid leave 
of absence in the fall semester. Faculty members who expect a child during the summer 
or intersession (May 15 – August 15 or December 15 – January 15) may elect, in 
consulta�on with their department chair and College / School dean, to take a leave of 
absence in either the spring or fall semester. Dates are approximate. 

f. Faculty members who access the paid leave of absence as described above may not 
undertake overloads or addi�onally-compensated teaching responsibili�es at Saint 
Mar�n’s or elsewhere during the period of their leave. They may elect, in consulta�on 
with their department chair and College/School dean, to con�nue and be addi�onally-
compensated for supervising students (e.g., as research assistants registered in 
internship courses) in order to provide students con�nuity in their course of study and to 
provide con�nued support for the faculty member’s scholarly endeavors. 

g. A faculty member who does not return to work a�er an approved leave of absence (and 
any approved extension) will be considered to have voluntarily terminated employment 
with Saint Mar�n's University and will not be en�tled to renewal or reappointment. 

 
T8.1.2. Parental Support through Reduc�on in Load 
 
Faculty members who welcome a child through birth or adop�on may request a reduced 
teaching load of nine semester credits in each semester of the year in which they expect a child. 
Faculty members are encouraged to work closely with their dean and department chair on 
planning this reduced nine-hour teaching load. This reduced load may extend only through two 
regular semesters in the year in which the faculty welcomes the new family member, but may 
cross academic years (E.g., a faculty member adop�ng a child in April may elect to teach a 
reduced nine-hour load in the spring semester as well as in the fall semester of the following 
year). 
 
Faculty members who are typically on a nine-semester credit teaching load may access this 
reduc�on by being released from all service, administra�ve, and scholarly commitments only 
for two con�nuous semesters or by teaching a six-credit load in one semester and being 
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released from all service, administra�ve, and scholarly commitments only in the subsequent 
semester. 
 
Faculty members who are eligible to apply for parental support through reduced are 
encouraged to inform their department chair and dean as early as. The provost approves 
parental support through reduced teaching. Failure to give sufficient advance no�ce may 
prevent eligible faculty members from being granted their preferred reduced teaching schedule. 
 
T8.1.3. Externally-Funded Research Leaves with Supplemental Support from the University 
 
Faculty members holding regular appointments may apply for research funding from external 
organiza�ons and research leaves from the University to carry out the terms of these grants. 
Wherever possible, it is desirable that arrangements for fellowships or other forms of financial 
support from external organiza�ons be made and confirmed prior to applica�on for a research 
leave from the University. In general, research leave applica�ons should be made sufficiently in 
advance to allow processing and enable convenient rearrangement of teaching responsibili�es. 
Ordinarily, applica�ons should reach the provost, with endorsements by the department chair 
and dean, no later than by October 1 for fall semester leaves to begin the following September 
and before February 1 for spring semester leaves to begin the following January. Leave requests 
occasioned by certain founda�on grants beyond the control of the applicant may be made later. 
 
Faculty receiving external grants for semester-long or year-long research may also request a 
supplemental grant from the University as a “top-up” if the external award they receive falls 
short of their normal income for the period of the grant. Affected faculty must submit a formal 
request with suppor�ng documenta�on to the dean. The dean makes a recommenda�on to the 
provost who approves the “top-up” grant; the total remunera�on to the faculty member from 
grant funds and the University contribu�on may not exceed their contracted salary for the nine-
month period of the academic year. 
 
In awarding supplemental University funds as a top-up grant to support an externally-funded 
leave of absence, the provost will consider the faculty member’s service to the University and 
unusual promise of using the leave to scholarly advantage and to advance their teaching. 
 
Within the next semester a�er they return from leave, faculty members must submit a report to 
their dean and provost. 
 
The University requires that a faculty member granted research leave which includes pay from 
SMU will return to full-�me service to the University for the equivalent period following their 
leave. If this obliga�on is not fulfilled, the faculty member will be expected to reimburse the 
University for the “top-up” salary paid while on leave, unless specifically relieved of the 
obliga�on by the University president. Faculty members on research leaves are required to 
no�fy the provost by December 1 of the year about their return to the University in the 
following fall semester and by September 1 of their return to the University in the following 
spring semester. 
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T8.1.4. Re�rement 
 
In keeping with AAUP recommenda�ons, at the �me of ini�al appointment and periodically 
therea�er, faculty will be “both counseled and urged to inform themselves about their 
re�rement op�ons and benefits” by the Chief Human Resources Officer of the University. 
 
Faculty members should no�fy University leaders of their decision to re�re as far in advance as 
possible in order to facilitate �mely searches and appointments of replacement faculty, e.g., a 
faculty member intending to re�re in May should no�fy their Department Chair and Dean as 
early as possible in the fall semester, and ideally no later than November 15 of that academic 
year, so that the department, if approved to do so, can conduct a search for the following 
academic year. Faculty should note that ordinarily, authoriza�on of tenure-track searches for 
appointments in the subsequent year are made by October. Regular faculty who re�re from the 
university a�er 10 years or more of teaching are en�tled to con�nued access (depending on 
availability of each of the resources) to university e-mail, library privileges, campus parking, 
faculty-rate admission to university events, and complimentary use of the Charneski Recrea�on 
Center. Re�rements typically occur at the end of the academic year and exclude the summer 
term. A re�ring faculty member may request to teach in the summer immediately following 
re�rement for the specified percentage of his / her yearly salary; teaching assignments are 
approved by the provost subject to programma�c and student needs. 
 
Tenured faculty with either 20+ years of full-�me service to Saint Mar�n’s University, or aged 
65+ may apply for voluntary, phased re�rement plan. A phased op�on is only approved when 
there is mutual agreement among the faculty member, chair of the appropriate department, 
dean, and provost. The reduc�on in workload should not cause undue hardship to the program 
or department, but the faculty member may teach as few as 3 credits per semester. The 
transi�onal phase with reduced workload included a prorated salary (based on 24 credits per 
year), regular faculty status, con�nued use of office space, con�nued university contribu�ons to 
re�rement fund (as long as they are ½ �me or above, i.e. 6 credits per semester), con�nued 
university contribu�ons to health plan (as long as they are ½ �me or above, i.e. 6 credits per 
semester), con�nued eligibility for all other benefits (as long as they are ½ �me or above, i.e. 6 
credits per semester), and no loss of protec�on of due process. During the phased transi�on, 
the faculty member is expected to, in consulta�on with their departmental chair, maintain a 
reasonable amount of service to the University, including, as necessary, in leadership roles that 
involve course reduc�ons. A writen commitment to final re�rement date is required. Normally, 
the transi�onal �me should take no more than two years to full re�rement. The University may, 
depending on availability of resources, design and present eligible faculty members with a 
voluntary and op�onal phased re�rement program. 
 
The AAUP reminds us that “Since the aboli�on of mandatory re�rement in 1993, some cases 
that previously would have resulted in ‘involuntary re�rement’ now have to be treated as 
involuntary termina�on.” Such cases will be considered by the University’s academic leaders in 
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consulta�on with the Faculty Affairs Commitee, in accordance with termina�on proceedings 
iden�fied in this Handbook. 
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T9. FACULTY NON-RENEWAL, DISMISSAL, AND TERMINATION 
 
Though the University appoints faculty members a�er na�onal searches to tenure-track 
posi�ons with the intent of nurturing their development during their proba�onary period and 
progress towards tenure, circumstances may arise which require that tenure-track contracts / 
appointments not be renewed. Likewise, on rare occasions there are reasons to ques�on the 
fitness of a tenured faculty member, or a faculty member whose term has not expired, for 
con�nued employment by the University. 
 
The procedures to be followed in evalua�ng these reasons and taking appropriate ac�ons must 
be pursued with due considera�on of the posi�on of the faculty member and stewardship of 
the academic mission of the University. 
 
SMU aligns with the AAUP’s procedural guidelines set forth in the 1958 Statement on 
Procedural Standards in Faculty Dismissal Proceedings. A copy is atached as an Appendix. 
 
Non-renewal or threat of non-renewal is not used by the University’s academic leaders or 
faculty colleagues to restrain a fellow faculty member’s academic freedom. 
 
T9.1. Non-Renewal of Tenure-track Faculty 
 
Termina�on of a tenure-track faculty member must be consistent with the principles of 
fundamental fairness. 
 
Non-renewal of a tenure-track faculty member may be made to take effect from the date of 
expira�on of the individual’s current contract/appointment leter. Such no�ce will be made in 
accordance with Handbook 6. & 9. The University gives tenure-track faculty members advance 
no�ce of the University’s intent not to reappoint them for a subsequent academic year in 
accordance with the provisions of Handbook 6. & 9. (Renewal of Contracts/Appointments). A 
decision for non-renewal of a tenure-track faculty member is made by the University President 
and is not made for any reason inconsistent with principles and procedures in the Faculty 
Handbook. 
 
Legi�mate reasons for non-renewal of a tenure-track faculty member may include, but are not 
limited to: 
 

a. Cancella�on of or major change in a program (example of such major changes includes 
discon�nua�on of a curricular requirement, an academic program, or department in 
whole or in part); 

b. Need for reduc�on in faculty due to a documented decline in enrollment and budgetary 
constraints; 

c. Incongruence between the teaching interests of the faculty member, documented lack 
of currency in their disciplinary exper�se, and the educa�onal goals of the University;  
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d. Demonstrated failure or ineffec�veness of the faculty member in performing their major 
contractual responsibili�es; (or) 

e. Final recommenda�on arising from the first- or third- year review as described in 
Handbook Chapter 3. 

 
A tenure-track faculty member may appeal the decision to not renew their contract in 
accordance with procedures outlined in the Handbook 10. 
 
T9.1.1. Procedure 
 
Non-renewal of tenure-track faculty is typically ini�ated by the department chair who must 
consult with all tenured faculty members in the department in making this determina�on. If 
there are no tenured faculty in the department or only one other tenured faculty member in 
the department, the chair consults with two tenured faculty members from a related 
department. The terms which govern a chair’s/department’s determina�on not to renew a 
regular tenure-track faculty member are outlined in the Faculty Handbook 9.1. 
 

a. By December 1, the chair makes a recommenda�on not to renew a tenure-track faculty 
member in wri�ng, with all suppor�ng documenta�on, to the dean; 

b. By December 10, the dean forwards the recommenda�on to the provost with a writen 
recommenda�on to renew or not renew the tenure-track faculty member; 

c. By December 20, the provost reviews both recommenda�ons and all suppor�ng 
documenta�on and makes a determina�on; in making this determina�on, the provost 
may consult with faculty leaders, members of the department, or any other individuals 
who may be familiar with the faculty member’s performance; the provost conveys the 
University’s decision not to renew the tenure-track faculty member’s appointment in 
wri�ng to the faculty member with copy to the chair, dean, and University president. 

 
T9.1.2. Terms 
 
If the tenure-track faculty member is in the first year of their appointment, their contract will 
end at the conclusion of the same academic year in which they are no�fied about non- renewal, 
i.e., by the end of their current contract in May of that year. 
 
If the tenure-track faculty member is in their second or subsequent year on the tenure track, 
they will be informed that they will be given a terminal, non-renewable contract for the 
subsequent year by March 15th of the academic year in which they are informed about non-
renewal in the tenure track; they may accept or reject the terminal contract for the subsequent 
year, but is typically expected to do so by March 31st. 
 
T9.2. Termina�on without Prejudice of Tenured Faculty 
 
A tenured faculty member may only be terminated without prejudice due to disability, 
permanent or protracted revision of the University curriculum, academic program / 
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department/school/college closure, bona fide financial exigency, or bona fide financial crisis, as 
defined below.  
 

a. In cases of termina�on because of disability, such disability must prevent the faculty 
member from performing the essen�al func�ons of their posi�on with or without 
reasonable accommoda�ons, and be considered a “total disability” as defined by the 
Saint Mar�n's University long-term disability insurance plan. 

b. Before the employment of a tenured faculty member may be terminated because of 
permanent or protracted revision of the University curriculum, the following are 
required: 

i. A good faith elimina�on of substan�al course offerings from the curriculum; such 
changes must be demonstrably bona fide; 

ii. A reasonable classifica�on of all the faculty members affected by said changes. 
c. Academic program closure refers to a context in which (a) a department or program in 

which primary tenured appointments are held is eliminated based on educa�onal 
considera�ons reflec�ng long-range planning and/or (b) a program is eliminated due to 
changes in program priori�es and/or enrollment. 

d. Bona fide financial crisis refers to a context in which a program, department, college, or 
school is unable, and for the foreseeable future will likely remain unable, to fulfill its 
teaching and research missions unless it is allowed to reduce its financial obliga�on to 
tenured faculty. The financial crisis may not be precipitated by a decision to redistribute 
funds among the Colleges/Schools. 
 
Before the employment of a tenured faculty member may be terminated because of 
financial crisis, the administra�on will provide the following to the Faculty Senate:   

i. An iden�fica�on of the program, department, college, or school which is unable to 
fulfill its teaching and research mission. 

ii. A budgetary ra�onale and suppor�ng data presented to the Faculty Senate for 
review and comment. If the Faculty Senate determines that exper�se beyond that 
of their own membership is needed to confidently provide this review, they may 
choose to confiden�ally consult with others holding the requisite exper�se. The 
Senate will be provided at least a month for their review.  

iii. A reasonable classifica�on of all faculty members affected thereby and a procedure 
for establishing priority order of termina�ons. 

e. Bona fide financial exigency refers to a context in which a significant decline in SMU’s 
financial resources that is brought about by decline in ins�tu�onal enrollment or by 
other ac�ons or events that compel a reduc�on in the University’s opera�ng budget. 
Financial Exigency is an emergency condi�on in which the University's con�nued 
existence is in serious jeopardy for financial reasons. The University shall not declare a 
state of Financial Exigency unless it is demonstrably bona fide. 
 
Before the employment of a tenured faculty member may be terminated because of 
financial exigency, the following are required: 
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i. Public declara�on by the University of financial exigency that is demonstrably bona 
fide; 

ii. Reasonable classifica�on of all the faculty members affected thereby, and a 
procedure for establishing priority order of termina�ons. 

 
In the event of termina�on as represented in (b), (c), (d) or (e), the University will give the 
affected faculty member one year’s writen no�ce prior to termina�on and make all reasonable 
efforts to secure appropriate internal employment for the terminated faculty member. The 
University will also provide reasonable assistance in the iden�fica�on and facilita�on of other 
employment opportuni�es. 
 
T9.2.1. Procedure 
 
A recommenda�on to terminate a tenured faculty member without prejudice is typically 
ini�ated by the provost, dean, or chair following a detailed discussion with the Chief Human 
Resource Officer. The recommenda�on to terminate a tenured faculty member without 
prejudice may be made at any point in the year; the final decision can be made only by the 
University president. 
 
If the recommenda�on to terminate a tenured faculty member without prejudice is made 
because of disability, the chair or dean must consult with the provost who is required to inform 
the Chief Human Resources Officer. The Chief Human Resources Officer will guide the provost, 
dean, and chair in documen�ng “total disability” as defined by the Saint Mar�n's University 
long-term disability insurance plan, by which the disability should be of such a degree that the 
faculty member is unable to perform the material and substan�al du�es which atend to their 
contractual obliga�ons. The Chief Human Resources Officer will ensure that all suppor�ng 
documenta�on is provided to the University president who makes the final decision to 
terminate a tenured faculty member without prejudice because of disability. 
 
If the recommenda�on to terminate a tenured faculty member without prejudice is made 
because of permanent or protracted revision of the University curriculum, academic program 
closure, bona fide financial crisis, or bona fide financial exigency, the University will work with 
the Chief Human Resource Officer regarding the transparency and communica�on with the 
faculty member and give the affected faculty member one year’s writen no�ce prior to 
termina�on and make all reasonable efforts to secure appropriate internal employment for the 
terminated faculty member. The University will also provide reasonable assistance in the 
iden�fica�on and facilita�on of other employment opportuni�es. 
 
T9.3. Dismissal for Cause 
 
Tenure-track and tenured faculty members may be dismissed for cause. Dismissal or threat of 
dismissal may not be used to restrain a faculty member’s academic freedom. 
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All proceedings and records of dismissal for cause proceedings shall be kept confiden�al to the 
degree permited by the law. The University president will decide on a case by case basis 
whether ac�on taken pursuant to this policy will iden�fy the affected faculty member by name. 
 
Reasons for “dismissals for cause” include but are not limited to the following: 
 

a. Serious academic dishonesty; 
b. Deliberate and serious viola�ons of the rights and freedoms of fellow faculty members, 

students, staff, or university leaders; 
c. Acts of moral turpitude; 
d. Viola�on of University policy substan�ally related to performance of faculty 

responsibili�es; 
e. Use of professional authority to exploit others; 
f. Convic�on of a felony which directly related to the fitness of faculty members to engage 

in teaching, research, service, outreach, and/or administra�on; 
g. Con�nued gross neglect of du�es despite oral and writen warnings; 
h. Professional Incompetence; 
i. Failure to fulfill contractual obliga�ons. 

 
T9.3.1. Dismissal for Cause of Tenure-Track Faculty 
 
In the event of a tenure-track faculty member’s dismissal for cause, the services, appointment, 
and employment of the faculty member may be terminated by the University before the end of 
their contract expira�on date. The faculty member must be given writen no�ce of their 
termina�on at least thirty calendar days in advance of the termina�on date, and the �meline, 
procedures, and terms for “dismissal for cause” must be followed. 
 
T9.3.2. Dismissal for Cause of Tenured Faculty 
 
In the event of a tenured faculty member’s dismissal for cause, the services, appointment, and 
employment of the faculty member may be terminated by the University before the end of their 
contract expira�on date. The faculty member must be given writen no�ce of their termina�on 
at least thirty calendar days in advance of the termina�on date, and the �meline, procedures, 
and terms for “dismissal for cause” must be followed. 
 
If dismissal proceedings ini�ated against a tenured faculty member result in a finding of cause, 
dismissal or disciplinary ac�on other than termina�on may be imposed. Disciplinary ac�on 
other than termina�on may include, but is not limited to, the following: 
 

a. reprimand 
b. suspension with or without pay 
c. reassignment of du�es 
d. withdrawal of administra�ve appointment 
e. mandatory counseling, (or) 
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f. con�nued monitoring of behavior and performance. 
 
The decision is made by the University president in consulta�on with the provost. 
 
T9.3.3. Procedure 
 
The chair, dean, or provost who ini�ates the process to dismiss a tenure-track or tenured faculty 
member for cause must present reasons in the form of a writen “Charge” with all suppor�ng 
documenta�on to the University or academic leader to whom they report. The faculty member 
is informed of the charge and given thirty calendar days to prepare maters of rebutal, 
extenua�on, or mi�ga�on. 
 

a. Once the charge is ini�ated, the provost must convene a council of tenured faculty 
members in consulta�on with the faculty president. The council should consist of five 
tenured faculty members who carry rank at or above that of the faculty member being 
proposed for termina�on. The council only considers the charge and the faculty 
submission, and makes a recommenda�on as to whether the charge is founded.  If 
founded, the council may also recommend sanc�ons. 

b. The provost must take the discussion and recommenda�on of the convened council into 
considera�on, schedule a mee�ng with the affected faculty member to discuss the 
charges and the council’s evalua�on of the circumstances, and then make a 
recommenda�on to the University president to find the charge well-founded or not. If 
the provost recommends that the charge is founded, the provost also makes a 
recommenda�on to either dismiss the tenure-track or tenured faculty member for cause 
or impose other sanc�ons. The provost must inform the chair and dean about their 
recommenda�on. 

 
The affected faculty member may appeal the provost’s recommenda�on to the Faculty Affairs 
Commitee. The Faculty Affairs Commitee will consider viola�on of academic freedom or 
process in its review. Appeals on the merits or appropriateness of sanc�ons are made under 
provisions of Chapter 10. 
 
Within ten business days of receipt of the appeal, the Faculty Affairs Commitee submits its 
determina�on to the University president. Once any appeal to the Faculty Affairs Commitee is 
complete, the president makes the final decision to dismiss for cause, impose other disciplinary 
ac�ons, or vacate the charge as unfounded. 
 
T9.3.4. Terms 
 
In the event of a dismissal for cause, the services, appointment, and employment of the faculty 
member may be terminated by the University before the end of their contract expira�on date. 
The faculty member must be given writen no�ce of their termina�on at least thirty calendar 
days in advance of the termina�on date, which must specify the grounds for “termina�on for 
cause”. 
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If dismissal proceedings result in a finding of cause, disciplinary ac�on other than dismissal may 
be imposed. Disciplinary ac�on other than termina�on may include, but is not limited to, the 
following: 
 

a. reprimand  
b. suspension with or without pay 
c. reassignment of du�es 
d. withdrawal of administra�ve appointment 
e. mandatory counseling, (or) 
f. con�nued monitoring of behavior and performance.  

 
T9.4 Dismissal for Cause of a Tenured Faculty Member for (involuntary) Ineffec�veness 
 
A tenured faculty member may be dismissed for cause for demonstrated or con�nuing failure or 
ineffec�veness in performing their contractual teaching obliga�ons. 
 
In this case, which is substan�ally different from dismissal for cause, the University recognizes 
that “ineffec�veness” may be involuntary and not willful and that current involuntary 
ineffec�veness does not detract from a faculty member’s effec�ve, and perhaps even 
exemplary, contribu�ons to the life of the University in other years as a teacher and scholar. 
 
T9.4.1. Procedure 
 
Current ongoing failure or ineffec�veness by a faculty member in performing their major 
contractual teaching obliga�ons must be documented by a faculty member’s department chair 
and/or dean and presented in wri�ng to the faculty member, and the faculty member shall be 
given an opportunity to respond in wri�ng. 
 
Efforts have to be made by the chair and dean to assist the faculty member in regaining their 
effec�veness; these efforts must be documented. 
 
If such efforts do not result in desirable levels of effec�veness and do not hold the promise of 
returning to desirable levels of effec�veness, and because successfully serving our students in 
the classroom remains a primary commitment of all faculty and their departments and 
Colleges/Schools, a recommenda�on to terminate the faculty member may be made by the 
dean to the provost. 
 
The provost must examine the recommenda�on to terminate in the context of the faculty 
member’s professional life as a member of the Saint Mar�n’s University community and 
determine whether to proceed with recommending termina�on to the University president. 
 
Alterna�vely, the provost may, if possible, offer the tenured faculty member a transi�onal 
period of reassigned responsibili�es in a redefined role within the University. The specific period 
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of such reassigned du�es and the terms which atend to this redefined role have to be provided 
in wri�ng to the faculty member. These reassigned du�es and the reassigned role are provided 
for a specific limited �me prior to separa�on in order to give the faculty member a transi�onal 
period and to enable the affected department to search for and replace the faculty member and 
thus meet its teaching obliga�ons to students. 
 
The faculty member may elect to accept or reject this offer of reassigned du�es. The provost 
must then determine in consulta�on with the faculty president, faculty president-elect, and 
most recent past faculty president available whether to proceed with a recommenda�on to the 
University president to terminate the faculty member and must also inform the faculty member 
about their decision. 
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T10. APPEALS AND GRIEVANCES 
 
T10.1. Appeals 
 
T10.1.1. Appeals by Tenure-track Faculty 
 
Tenure-track faculty members may file an appeal with the Faculty Affairs Commitee in response 
to the following recommenda�ons by the provost to the University president: 
 

a. To not renew a tenure-track contract 
i. The Faculty Affairs Commitee considers appeals against decisions to not renew a 

tenure-track faculty member’s contract on the basis of viola�ons of academic 
freedom; 

b. To not tenure and/or to not promote 
i. The Faculty Affairs Commitee considers appeals by tenure-track faculty members 

against nega�ve tenure and promo�on decisions on the basis of viola�ons of 
process and/or viola�ons of the Faculty Handbook. Factors to be considered by the 
commitee include arguments and evidence presented by the faculty member and 
substan�ve or procedural errors demonstrated by the faculty member. 

 
T10.1.1.1. Appeals by Tenure-track Faculty against Non-renewal 
 
T10.1.1.1.1. Basis of Appeal 
 
A tenure-track faculty member may appeal the decision to not renew their contract/Leter of 
Appointment, if they believe the decision was made in viola�on of their academic freedom. 
 
T10.1.1.1.2. Notification, Petition and Time Frame 
 
Within one week of receipt of no�fica�on of the non-renewal decision, the faculty member 
no�fies the chair of the Faculty Affairs Commitee of the intent to appeal. The FAC chair informs 
the University president and provost. 
 
Within two weeks of the non-renewal no�fica�on, the pe��oner submits an appeal pe��on to 
the Faculty Affairs Commitee. The pe��on must detail the fact and circumstances, which gave 
rise to the viola�on of their academic freedom and the presumed rela�onship between the 
viola�on and the non- renewal decision. The pe��on may contain any evidence, which the 
pe��oner deems per�nent to the case. 
 
Upon receipt of the pe��on, the Chair of the FAC again no�fies the University president and 
provost and requests materials relevant to the decision in the case, including a copy of the 
document specifying the reasons asserted as the basis for non-renewal of employment. 
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T10.1.1.1.3. Committee Responsibilities 
 
The FAC is limited to the ques�on of whether the non-renewal decision is related to a viola�on 
of the faculty member’s academic freedom. The responsibili�es of the commitee are as 
follows: 
 

a. to consider the case carefully, including the specific reasons asserted as a basis for non- 
renewal, the pe��oner’s and respondent’s arguments and such other tes�mony, 
arguments and evidence as the commitee deems necessary; 

b. within five working days of comple�on of delibera�ons, to forward the pe��on and 
relevant evidence to the University president, and to report, in wri�ng, its findings and 
ra�onale for its recommenda�on to uphold or reject the non-renewal decision (in 
addi�on, a minority report may be submited); 

c. to provide copies of its report to the appellant and the provost; 
d. to maintain the confiden�al nature of its proceedings, except as noted above. 

 
T10.1.1.1.4. Responsibilities of the University President 
 
The president will consider the relevant materials and provide a decision and jus�fica�on, in 
wri�ng, to the faculty member and the Faculty Affairs Commitee within ten working days. If the 
faculty member chooses, a �mely and dated writen response will be made part of the faculty 
member’s permanent record. 
 
T10.1.1.2. Appeals by Tenure-track Faculty against a negative recommendation on Tenure 
 
T10.1.1.2.1. Basis of Appeal 
 
A faculty member may appeal a nega�ve tenure recommenda�on of the provost by following 
the procedures below. The basis for appeal must rest on errors in procedure, inadequate 
considera�on, gross abuse of the faculty member’s rights and privileges, viola�on of academic 
freedom, or viola�on of the principle of fundamental fairness. The faculty member should cite 
appropriate sec�ons of the Faculty Handbook. 
 
T10.1.1.2.2. Timeline 
 
A regular faculty member may appeal a nega�ve recommenda�on by the provost regarding 
tenure to the Faculty Affairs Commitee. 
 

a. By January 5 following no�fica�on of the nega�ve recommenda�on on their candidacy, 
the faculty member must no�fy the FAC and the provost of their intent to appeal. Rather 
than passing on the faculty member’s file to the president, the provost retains the file; 

b. By January 15, the faculty member must submit their formal appeal pe��on and all 
suppor�ng documents to the FAC chair. The Chair informs the University president and 
provost. The provost passes on the faculty member’s file to the FAC chair; 
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c. By January 25, the FAC must review the faculty member’s appeal and forward it and the 
appellant’s file to the University president along with the commitee’s decision. (In 
addi�on, a minority report may be submited.) 

 
T10.1.1.2.3. The Committee Procedure 
 
The FAC considers the appeal pe��on, the tenure file, the Advancement Commitee’s and 
provost’s leters and other materials or informa�on pertaining to the process that was followed. 
The Faculty Affairs Commitee will base its evalua�on of the appeal on the specific claim(s) set 
forth in the pe��on. 
 
T10.1.1.2.4. Committee Responsibilities 
 
The responsibili�es of the Faculty Affairs Commitee are as follows: 
 

a. The commitee reports to the University president, in wri�ng, its findings and ra�onale 
for its recommenda�on to uphold or reject the appealed recommenda�on(s); in 
addi�on, a minority report may be submited; 

b. The commitee provides copies of its report to the pe��oner, the Advancement 
Commitee, and the provost; 

c. The commitee must maintain confiden�ality with regard to its proceeding and findings. 
 
T10.1.1.2.5. Responsibilities of the University President 
 
If the provost does not recommend tenure, the University president must wait un�l the 
candidate has had �me to complete the appeals process to evaluate the candidate’s applica�on 
for tenure. 
 
If an appeal is made by February 10, the University president evaluates the candidate’s 
applica�on for tenure and renders a decision on the same. The University president considers 
all materials which are part of the candidate’s applica�on for tenure; the president no�fies the 
applicant and sends a copy of their leter to the provost, the dean of the applicant’s 
College/School, and department chair. 
 
If the faculty member chooses, they may submit a �mely and dated writen response to the 
University president’s decision on their appeal and/or tenure decision. This writen response 
will be made part of the faculty member’s permanent record. 
 
Faculty members may appeal nega�ve decisions on tenure and promo�on simultaneously. 
 
T10.1.2. Appeals by Tenured Faculty 
 
Tenured faculty members may file an appeal with the Faculty Affairs Commitee in response to a 
recommenda�on by the provost to the University president 
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a. To not promote 
b. To terminate for cause 

 
The Faculty Affairs Commitee hears appeals by tenured faculty members against nega�ve 
promo�on recommenda�ons and against decisions to terminate for cause on the basis of 
viola�ons of process and viola�ons of the Faculty Handbook. Factors to be considered by the 
commitee include arguments and evidence presented by the faculty member and substan�ve 
or procedural errors demonstrated by the faculty member. If an appeal is filed with the Faculty 
Affairs Commitee, the University president makes their decision on non-renewal, tenure, 
promo�on, and termina�on for cause a�er being no�fied about the Faculty Affairs Commitee’s 
recommenda�on/decision regarding the appeal. 
 
Final decisions on non-renewal, tenure, promo�on, and termina�on for cause are made by the 
University president. 
 
T10.1.2.1. Appeals by Tenure-track or Tenured Faculty against a negative decision on 
Promotion 
 
T10.1.2.1.1. Basis of Appeal 
 
A faculty member may appeal a nega�ve promo�on recommenda�on of the provost following 
the procedures below. The basis for appeal must rest on errors in procedure, inadequate 
considera�on, gross abuse of the faculty member’s rights and privileges, viola�on of academic 
freedom, or viola�on of the principle of fundamental fairness. The faculty member must cite 
the appropriate sec�ons from the Faculty Handbook 
 
T10.1.2.1.2 Timeline 
 
A regular faculty may appeal a nega�ve recommenda�on by the provost regarding promo�on to 
the Faculty Affairs Commitee. 
 

a. By January 5 following no�fica�on of the nega�ve recommenda�on on their candidacy, 
the faculty member must first no�fy the FAC and the provost about their intent to 
appeal. Once no�fied of the faculty member’s intent to appeal, the provost retains the 
faculty member’s file; 

b. By January 15, the faculty member must submit their formal appeal pe��on and all 
suppor�ng documents to the FAC chair. The chair informs the University president and 
provost. The provost passes on the faculty member’s file to the FAC chair; 

c. By January 25, the FAC must review the faculty member’s appeal pe��on and forward it 
and the appellant’s file to the University president along with the commitee’s decision. 
(In addi�on, a minority report may be submited.) 
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T10.1.2.1.3. The Committee Procedure 
 
The FAC considers the pe��on, the promo�on file, the Advancement Commitee’s and provost’s 
leters and other materials or informa�on pertaining to the process that was followed. The 
Faculty Affairs Commitee will base its evalua�on of the appeal on the specific claim(s) set forth 
in the pe��on 
 
T10.1.2.1.4. Committee Responsibilities 
 
The responsibili�es of the Faculty Affairs Commitee are as follows: 
 

a. The commitee reports to the University president, in wri�ng, its findings and ra�onale 
for its recommenda�on to uphold or reject the appealed recommenda�on(s); in 
addi�on, a minority report may be submited; 

b. The commitee provides copies of its report to the pe��oner, the Advancement 
Commitee, and the provost; 

c. The commitee must maintain confiden�ality with regard to its proceeding and findings. 
 
T10.1.2.1.5. Responsibilities of the University President 
 
If the provost’s recommenda�on on promo�ng the faculty member is nega�ve, the University 
president must wait un�l the candidate has had �me to complete the appeals process as 
described above before evalua�ng the candidate’s applica�on for promo�on. 
If an appeal is made, 
 
By February 10, the University president must render a decision on the appeal. The University 
president considers all materials which are part of the candidate’s applica�on for promo�on; 
the president no�fies the applicant and sends a copy of their leter to the provost, the dean of 
the applicant’s College/School, and department chair. 
 
If the faculty member chooses, they may submit a �mely and dated writen response to the 
University president’s decision on their appeal and/or promo�on decision. This writen 
response will be made part of the faculty member’s permanent record. 
 
T10.1.2.2. Appeals by Tenured Faculty against Decisions to Terminate for Cause 
 
T10.1.2.2.1. Basis of Appeal 
 
A tenured faculty member may appeal the decision to terminate their contract of employment 
for cause on the basis of viola�ons in process, gross abuse of the faculty member's rights and 
privileges, and/or viola�ons of the Faculty Handbook. 
 
T10.1.2.2.2. Notification, Petition, and Time Frame 
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Within one week of receipt of no�fica�on of the decision to terminate a tenured faculty 
member for cause, the faculty member no�fies the chair of the Faculty Affairs Commitee of the 
intent to appeal. 
 
Within two weeks of no�fica�on of termina�on, the pe��oner submits a pe��on to the Faculty 
Affairs Commitee. The pe��on will set forth the reasons why the pe��oner believes the 
termina�on decision was in error. It may contain any evidence, which the pe��oner deems 
per�nent to the case. 
 
Upon receipt of the pe��on, the chair of the commitee no�fies the University president and 
provost and requests materials relevant to the decision in the case, including a copy of the 
document specifying the reasons asserted as the basis for termina�on of employment. 
 
T10.1.2.2.3. Committee Responsibilities 
 
The responsibili�es of the Faculty Affairs Commitee are as follows: 
 

a. to consider the case carefully, including the specific reasons asserted as a basis for 
termina�on, the pe��oner’s and respondent’s arguments and such other tes�mony, 
arguments and evidence as the commitee deems necessary; 

b. to report to the University president within five working days of comple�on of 
delibera�ons, in wri�ng, its findings and ra�onale for its recommenda�on to uphold or 
reject the termina�on decision (in addi�on, a minority report may be submited); 

c. to provide copies of its report to the pe��oner and the provost; 
d. to maintain the confiden�al nature of its proceedings, except as noted above. 

 
T10.1.2.2.4. Responsibilities of the University President 
 
The president will consider the relevant materials and provide a decision and jus�fica�on, in 
wri�ng, to the faculty member and the Faculty Affairs Commitee within ten working days. 
 
If the faculty member chooses, a �mely and dated writen response will be made part of the 
faculty member’s permanent record. 
 
T10.2. Grievances 
 
Grievances may be filed by faculty members for viola�ons of rights and privileges, due process, 
academic freedom, misapplica�ons of policy, and viola�ons of the Faculty Handbook.  
 
A grievance is a writen complaint filed by a faculty member against another faculty member or 
University leader alleging a viola�on of University, College/School, or department policy or 
established prac�ce. A viola�on occurs when there is a breach, misinterpreta�on, or 
misapplica�on of exis�ng policy. 
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Grievance refers to any cause of complaint arising between a faculty member covered by these 
procedures and another faculty member or academic or University leader concerning the 
interpreta�on and applica�on of University rules and procedures, condi�ons of employment, 
du�es and discipline. Specific grievable items include, but are not limited to: rights or 
obliga�ons accorded by the contract of employment, rights or obliga�ons accorded by the 
Faculty Handbook, academic freedom or academic due process, content of personnel files (as 
authorized by law), disciplinary ac�on, and infringement of personal privacy. 
 
T.10.2.1. Scope of the Policy 
 
This Policy is intended to provide a fair, internal process for resolving work-related disputes that 
arise between and among faculty and their academic and University leaders. Some complaints 
are not subject to the faculty grievance procedure. Excluded from the grievance policy are 
complaints concerning: challenges to the University policies and rules as set forth in the 
Handbook; salary step increases, promo�ons in rank, tenure decisions, non- renewal of non-
tenured faculty; and termina�on of tenured faculty (each of the last four [4] can be appealed by 
procedures described in the Faculty Handbook). The University recognizes and endorses the 
importance of academic due process, the right of redress, and of adjus�ng grievances without 
fear of prejudice or reprisal. 
 
Accordingly, the University encourages the informal and prompt setlement of grievances where 
possible as well as the orderly appeal processes set forth in this Handbook to respect and 
protect academic due process, academic freedom, and professional conduct. The formal 
procedures described in this Policy, therefore, are intended to be used when maters cannot be 
resolved informally. A faculty member who feels aggrieved should first seek an informal 
resolu�on at the department, or College/School level before filing a formal grievance. The 
procedures contained in this policy are not intended to be used to challenge the desirability of 
University policies. 
 
Regular faculty and all categories of non-tenure-track faculty are covered by the faculty 
grievance process. When the grievance involves faculty other than ranked faculty, the grieved 
issue must relate directly to the individual’s instruc�onal (faculty) func�on rather than staff or 
administra�ve func�on. When in ques�on, the Faculty Affairs Commitee and dean of the 
faculty member’s College/School will determine jurisdic�on. If the jurisdic�on cannot be 
sa�sfactorily resolved, the Provost will make a determina�on. 
 
All other grievances (E.g. between a staff and faculty or by students against staff or faculty) are 
covered by the grievance procedures in the Employee Handbook and Student Handbook, as 
appropriate. Grievance procedures, documents, and delibera�ons are confiden�al. 
 
T10.2.2. The Faculty Affairs Commitee 
 
Grievances by faculty members are heard by the Faculty Affairs Commitee. 
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T10.2.3. Faculty Covered by the Grievance Process 
 
Faculty governed by the grievance process include ranked faculty, unranked teaching faculty, 
and librarians with faculty status. When the grievance involves faculty other than ranked faculty, 
the grieved issue must relate directly to the individual’s instruc�onal (faculty) func�on rather 
than staff or administra�ve func�on. When in ques�on, the Faculty Affairs Commitee will 
determine jurisdic�on. If the jurisdic�on cannot be sa�sfactorily resolved, the provost will 
decide. 
 
T10.2.4. Grievance 
 
The grievance process is intended to include those maters not accorded the opportunity for 
redress through the appeals process established for recommenda�on/decision for promo�on, 
tenure, non-renewal and termina�on. This is an internal process of self-governance and does 
not include legal counsel for either party. 
 
T10.2.5. Informal Resolu�on 
 
The University encourages the resolu�on of grievances on an informal basis whenever possible. 
Faculty members should first seek remedy through normal peer-to-peer and/or administra�ve 
channels. If this proves unsa�sfactory, the faculty member may then pe��on the Faculty Affairs 
Commitee for redress. 
 
T10.2.6. Pe��on 
 
The pe��on must be submited to the chair of the Faculty Affairs Commitee within thirty 
working days of a significant incident related to the grievance. 
 
The pe��on will set forth in detail, the grievance and state against whom the grievance is 
directed. It will contain any evidence, which the pe��oner deems per�nent to establishing a 
prima facie case. 
 
T10.2.7. Commitee Ac�on and Time Frame 
 
T10.2.7.1. Preliminary Procedures 
 
Once a grievance is filed in wri�ng with the FAC, the commitee must determine the following: 
 

a. Whether the grievant has standing under the Faculty Grievance Policy; 
b. Whether the grievance has been filed in a �mely fashion; 
c. Whether the grievance iden�fies an appropriate respondent(s); 
d. Whether the grievance adequately iden�fies the exis�ng policies alleged to have been 

violated; and 
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e. Whether the grievance contains an adequate statement of the facts relevant to the 
complaint. 

 
If the commitee decides that the facts do not warrant a hearing, it will no�fy the pe��oner in 
wri�ng. The commitee may also seek to bring about a setlement of the issue sa�sfactory to 
the par�es. If, in the opinion of the commitee, such a setlement is improbable or 
inappropriate, the commitee will hear the dispute, following the procedures outlined below. 
The hearing will be held within thirty calendar days of receipt of the pe��on. 
 
If a party to the grievance feels that a member of the commitee has a conflict of interest in the 
case, the party should bring it to the aten�on of the commitee chair. Should the FAC decide 
that one of its members has a conflict of interest in the case, that member shall remove 
themselves from the case or be removed by the chair. An alternate member may be appointed 
by the faculty president. 
 
T10.2.7.2. Hearing Procedures 
 

a. Hearings shall be scheduled by the FAC with due regard for the schedule of both par�es. 
Grievances involving faculty/academic staff who hold academic year appointments will 
normally not be held during summer semester unless the faculty/academic staff 
member has a summer appointment. On the rare occasion when a party fails to respond 
to repeated atempts to schedule a hearing or unreasonably delays the scheduling of a 
hearing, the FAC will schedule the hearing for the first date available to the commitee 
members and the other party; 

b. The FAC shall provide writen no�ce of the �me and place of the hearing, the names of 
any witnesses, and copies of any documents submited by the par�es and deemed 
relevant by the commitee, to each party at least seven (7) days before the hearing; 

c. The hearing shall be conducted in good faith and must be completed within 14 calendar 
days unless the FAC determines that an extension of �me is necessary; 

d. All hearings shall be recorded. A party may request and obtain a copy of the recording 
from the FAC; 

e. Hearings shall be closed unless all par�es agree otherwise; 
f. The privacy of confiden�al records used in the hearing shall be respected; 
g. All par�es may present their cases in person and may call witnesses on their behalf. The 

names of witnesses must be provided to the FAC at least seven days prior to the hearing 
date; 

h. All par�es are en�tled to bring a tenured colleague of their choice to the hearing. The 
name of the atending colleague must be provided to the FAC at least seven days prior to 
the hearing date; 

i. Any party shall be en�tled to ask per�nent ques�ons of any witness or the other party 
at appropriate points in hearings. The chair of the commitee shall determine what 
ques�ons are per�nent; 

j. The grievant bears the burden of proving that there has been a viola�on of policy; 
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k. The FAC, in confiden�al delibera�ons, a�er hearing all evidence presented by the 
grievant and respondent, shall decide whether the preponderance of the evidence 
supports the allega�ons made by the grievant; 

l. A�er making a determina�on on the grievance, the FAC shall recommend appropriate 
redress consistent with exis�ng policies, procedures, and prac�ces to the provost or 
president, as appropriate; 

m. The provost or president, once they receive the determina�on and recommenda�on of 
the Faculty Grievance Commitee, shall decide on appropriate ac�on, and in wri�ng, 
within 14 working days of receipt of the findings and recommenda�ons, inform the 
grievant and respondent, with a copy to the FAC and any other members of the 
community, as appropriate; 

n. In cases regarding sensi�ve personal maters and not involving academic freedom, the 
records will not be released without mutual agreement. 

o. All original records are permanently retained by the University. 
 
T10.2.7.3. Indemnification 
 
In accordance with the University's Indemnifica�on Policy, indemnifica�on shall be provided to 
all members of the Faculty Affairs Commitee, members who atend and provide informa�on at 
hearing and appeals sessions, and University faculty serving as unpaid, volunteer counsel for the 
par�es to a grievance and in their roles as par�cipants in a grievance. A copy of the 
Indemnifica�on Policy shall be provided to all par�cipants who atend a hearing related to 
grievances or appeals. 
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APPENDIX A: 
SAMPLE FACULTY CONTRACTS 
 
Non-Tenure-Track Faculty 
Date: 
 
Dr. Name 
Street Address 
City, State Zip 
 
Dear Dr. Name, 
 
I am pleased to renew/offer your full-time, 12/9-month position as Instructor/Visting 
Assistant/Visiting Associate Professor/Visiting Full Professor of Discipline in the School/College 
at Saint Martin’s University for the 20XX-20XX academic year.  
 
Contract Details: 
• Title, Status and Rank: Instructor/Visitng Assistant/Visiting Associate Professor/Visiting Full 

Professor 
• Tenure Status: Not Tenured 

 
Terms of Contract: 
This contract governs a fixed-term, non-tenure-track position beginning August 16, YYYY and 
ending May/August 15, YYYY. 
 
This contract does not carry eligibility for tenure and does not create an expectation of continued 
employment beyond the stated term. Renewal, if offered, is contingent upon institutional need, 
satisfactory performance, funding, and approval by the university.  
 
Faculty serving under a non-tenured contract are invited, but not required to attend Convocations 
in August and January, Full Faculty Meetings, University and College/School Assemblies, 
Commencement, and other activities vital to academic life. Classes begin on August DD, YYYY.  
 
Compensation: 
Base Salary: $XX,XXX 
Stipend (if applicable): $XX,XXX, for duties ________________________________________. 
Total Salary: $XX,XXX 
 
Salary is payable in twelve (12) monthly installments beginning on the last business day of 
September. 
 
Teaching Load:  
Standard Load: (typically 30/24 Credits) 
Assigned Load for 20XX-20XX: (XX Credits) 
Course Release (if applicable): (XX Credits) for 
duties_______________________________________. 
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Revisions to the standard teaching load, as well as any compensation for additional faculty 
duties, must be initiated by your Dean and receive written approval from the Provost’s Office. 
 
Benefits:  
The position this contract governs is eligible for employee benefits in accordance with university 
policy for the duration of the contract payment schedule. Please consult with the Human 
Resources Office for detailed information.  
 
Outside Employment and Conflict of Interest: 
Outside employment beyond your primary full-time position at Saint Martin’s University must 
be disclosed and may not be undertaken without prior written approval from your supervisor and 
the responsible executive administrator. Please reference the Employee Handbook, Section 4.1 
for more information.  
 
University Policies and Governing Documents:  
You are responsible for reviewing and adhering to applicable University policies and governing 
documents, including the Employee Handbook and Faculty Handbook. Saint Martin’s University 
affirms that all employees are expected to respect and support the University’s Catholic 
Benedictine mission while upholding the principles of academic freedom and professional 
responsibility. In the event of a conflict between this contract and the Faculty Handbook, the 
terms of this contract will govern. Faculty positions are not at-will during the contract term. The 
University may terminate this contract prior to its end date only for adequate cause. 
 
Acceptance of Position:  
Please visit the Human Resources Office, located in Old Main, Room 203, to sign this contract 
as formal acceptance of this position by April 15, YYYY. If you are unable to sign in person, 
please contact the Academic Human Resources representative to arrange accommodation. A 
signed copy will be returned to you for your records. If the University has not received your 
signed acceptance by April 30, YYYY, the University may consider this offer withdrawn.  
 
If you have any questions about this position, please reach out to Human Resources, your Dean, 
or the Provost’s Office. We look forward to your contributions to Saint Martin’s University and 
our academic community.  
 
I accept the position of Instructor/Visiting Assistant Professor/Visiting Associate 
Professor/Visiting Full Professor in the College/School and agree to the terms and 
conditions of this agreement.   
 
______________________________________________________________________________ 
Dr. Name Date of Signature 
 
 
______________________________________________________________________________ 
University President’s signature Date of Signature 
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cc:  Provost Office 
 xxx, CFO/VP of Finance  
 xxx, Academic Human Resources 
 xxx, AVP Human Resources 
 
 
 
** This letter does not reflect compensation increases and/or promotions that will be presented 
for approval at the May Board of Trustees Meeting. While the current financial situation is 
expected to support current salaries and staffing, the University reserves the right to 
implement salary reductions if the financial situation requires it. Any reductions or changes 
will be implemented with as much notice as possible**   
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Assistant Professor, Tenure Track 
 
Date 
 
Dr. Name 
Street Address 
City, State Zip 
 
Dear Dr. Name, 
 
I am pleased to renew/offer your full-time, 9-month Tenure-Track contract as an Assistant 
Professor of Discipline in the School/College at Saint Martin’s University for the 20XX-20XX 
academic year.  
 
This appointment is a 9-month academic-year position. Duties and responsibilities are required 
to be performed during the academic year, and any summer employment or additional 
responsibilities outside the academic year require a separate written agreement of compensation. 
 
Employment Information: 
Date of Hire: Date 
Credits Granted Towards Tenure: X Years 
AY of First-Year Review: YYYY-YYYY 
AY of Third-Year Review: YYYY-YYYY 
Date Required to Submit Application for Tenure/Promotion to Associate Professor: Date 
Date Eligible to be Granted Tenure and Promoted to Associate Professor: Date 

 
Terms of Contract: 
This contract governs a full-time tenure-track position beginning August 16, YYYY and ending 
May/August 15, YYYY, subject to university policies and the Faculty Handbook.  
 
This contract does not guarantee the awarding of tenure. Eligibility for tenure and promotion is 
contingent upon successful performance, completion of required reviews, and approval through 
the university’s established tenure and promotion procedures.  
 
Nonrenewal of Appointment: If the University elects not to renew your tenure-track 
appointment for a subsequent academic year, the University will provide written notice no later 
than December 20, YYYY, consistent with the Faculty Handbook.  
Faculty are expected to attend Convocations in August and January, Full Faculty Meetings, 
University and College/School Assemblies, Commencement, and other activities vital to 
academic life. Classes begin on August DD, YYYY.  
 
Compensation: 
Base Salary: $XX,XXX 
Stipend (if applicable): $XX,XXX, for duties ________________________________________. 
Total Salary: $XX,XXX 
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Salary is payable in twelve (12) monthly installments beginning on the last business day of 
September. 
 
Teaching Load:  
Standard Load: (24 Credits) 
Assigned Load for 20XX-20XX: (XX Credits) 
Course Release (if applicable): (XX Credits) for 
duties_______________________________________. 
 
(Additional contract provisions, if applicable) 
 
Revisions to the standard teaching load, as well as any compensation for additional faculty 
duties, must be initiated by your Dean and receive written approval from the Provost’s Office. 
 
Benefits:  
The position this contract governs is eligible for employee benefits in accordance with university 
policy. Please consult with the Human Resources Office for detailed information.  
 
Faculty Responsibilities:  
In addition to fulfilling teaching and advising responsibilities as determined by your Chair in 
consultation with your Dean, you are expected to carry out all responsibilities outlined in the 
Faculty Handbook. Faculty in tenure-track positions are specifically expected to be effective 
teachers, productive scholars, and active contributors to the University Community.  
 
Outside Employment and Conflict of Interest: 
Outside employment beyond your primary full-time position at Saint Martin’s University must 
be disclosed and may not be undertaken without prior written approval from your supervisor and 
the responsible executive administrator. Please reference the Employee Handbook, Section 4.1 
for more information.  
 
University Policies and Governing Documents: You are responsible for reviewing and 
adhering to applicable University policies and governing documents, including the Employee 
Handbook and Faculty Handbook. Saint Martin’s University affirms that all employees are 
expected to respect and support the University’s Catholic Benedictine mission while upholding 
the principles of academic freedom and professional responsibility. In the event of a conflict 
between this contract and the Faculty Handbook, the terms of this contract will govern. Faculty 
positions are not at-will during the contract term. The University may terminate this contract 
prior to its end date only for adequate cause or under conditions of financial exigency or program 
discontinuation, consistent with the procedures outlined in the Faculty Handbook including 
notice and an opportunity to respond and any hearing/appeal rights set forth therein. This 
Agreement, together with the Faculty Handbook incorporated by reference, constitutes the entire 
agreement regarding the terms of this appointment for the contract term. Any material changes to 
compensation, Assigned Load, course releases, or duties must be set forth in a written 
amendment signed by both parties. Oral statements or email communications do not modify this 
Agreement unless incorporated into a signed amendment. 
Acceptance of Position:  
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Please visit the Human Resources Office, located in Old Main, Room 203, to sign this contract 
as formal acceptance of this position by April 15, YYYY. If you are unable to sign in person, 
please contact the Academic Human Resources representative to arrange accommodation. A 
signed copy will be returned to you for your records. If the University has not received your 
signed acceptance by April 30, YYYY, the University may consider this offer withdrawn. 
 
If you have any questions about this position, please reach out to Human Resources, your Dean, 
or the Provost’s Office. We look forward to your contributions to Saint Martin’s University and 
our academic community.   
 
I accept the position of Assistant Professor in the College/School and agree to the terms and 
conditions of this agreement.   
 
______________________________________________________________________________ 
Dr. Name Date of Signature 
 
 
______________________________________________________________________________ 
University President’s signature Date of Signature 
 
 
 
cc:  Provost Office 
 xxx, CFO/VP of Finance  
 xxx, Academic Human Resources 
 xxx, AVP Human Resources 
 
 
 
** This letter does not reflect compensation increases and/or promotions that will be presented 
for approval at the May Board of Trustees Meeting. While the current financial situation is 
expected to support current salaries and staffing, the University reserves the right to 
implement salary reductions if the financial situation requires it. Any reductions or changes 
will be implemented with as much notice as possible**  
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Associate Professor, Ini�al Contract 
Date 
 
Dr. Name 
Street Address 
City, State Zip 
 
Dear Dr. Name, 
 
Based on the Board of Trustees’ May YYYY decision letter approving your promotion to 
Associate Professor of Discipline in the College/School, effective YYYY-YYYY, we are pleased 
to provide you with a continuing appointment contract at the rank of Full Professor.  
 
Tenure is the expectation of continuing employment granted by the University to a faculty 
member upon the completion of the probationary period in accordance with the Faculty 
Handbook. Tenured faculty members have an expectation of employment until retirement or 
voluntary separation subject to the provisions for dismissal for adequate cause, including, but not 
limited to, serious or egregious misconduct or violations of university policy, release for 
financial exigency, termination of degree programs, or medical disability as defined in the 
Employee Handbook and Faculty handbook. 
 
This continuing appointment is a 9-month academic-year position. Duties and responsibilities are 
required to be performed during the academic year, and any summer employment or additional 
responsibilities outside the academic year require a separate written agreement or compensation. 
 
Employment Information: 
Tenure Status: Tenured 
Date Eligible to Apply for Sabbatical: Date 
AY Eligible to take Sabbatical, if granted: YYYY-YYYY 
AY of Next Post Tenure Review: YYYY-YYYY 
Date Eligible to Apply for Full Professor: Date 
AY Promotion to Full Professor effective, if awarded: YYYY-YYYY 
 
Associate Professors  may apply for sabbatical leave in accordance with the timelines and 
requirements in the Faculty Handbook. Annual addenda will provide start dates, expectations, 
salary, teaching load, and updated information regarding sabbatical and post-tenure review. The 
base salary stated in each addendum supersedes all prior contractual base salary terms and 
shall not be reduced to any previous base rates. 
 
Benefits:  
The position this contract governs is eligible for employee benefits in accordance with university 
policy for the duration of the contract payment schedule. Please consult with the Human 
Resources Office for detailed information.  
 
Faculty Responsibilities:  
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In addition to fulfilling teaching and advising responsibilities as determined by your Chair in 
consultation with your Dean, you are expected to carry out all responsibilities outlined in the 
Faculty Handbook. Faculty in tenured positions are specifically expected to be effective teachers, 
productive scholars, and active contributors to the University Community.  
 
Outside Employment and Conflict of Interest: 
Outside employment beyond your primary full-time position at Saint Martin’s University must 
be disclosed and may not be undertaken without prior written approval from your supervisor and 
the responsible executive administrator. Please reference the Employee Handbook, Section 4.1 
for more information.  
 
University Policies and Governing Documents: You are responsible for reviewing and 
adhering to applicable University policies and governing documents, including the Employee 
Handbook and Faculty Handbook. Saint Martin’s University affirms that all employees are 
expected to respect and support the University’s Catholic Benedictine mission while upholding 
the principles of academic freedom and professional responsibility. In the event of a conflict 
between this contract and the Faculty Handbook, the terms of this contract will govern.  
 
Acceptance of Position:  
Please visit the Human Resources Office, located in Old Main, Room 203, to sign this contract 
as formal acceptance of this position by April 15, YYYY. If you are unable to sign in person, 
please contact the Academic Human Resources representative to arrange accommodation. A 
signed copy will be returned to you for your records. If the University has not received your 
signed acceptance by April 30, YYYY, the University may consider this offer withdrawn. 
 
If you have any questions about this position, please reach out to Human Resources, your Dean, 
or the Provost’s Office. We look forward to your contributions to Saint Martin’s University and 
our academic community.   
 
I accept the position of Associate Professor in the College/School and agree to the terms and 
conditions of this agreement. 
 
 
______________________________________________________________________________ 
Dr. Name Date of Signature 
 
 
______________________________________________________________________________ 
University President’s signature Date of Signature 
 
 
cc:  Provost Office 
 xxx, CFO/VP of Finance  
 xxx, Academic Human Resources 
 xxx, AVP Human Resources 
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Associate Professor, Addendum 
Date 
 
Dr. Name 
Street Address 
City, State Zip 
 
Dear Dr. Name, 
 
This letter serves as an addendum to your continuing faculty contract, dated ______________, 
and sets forth your salary, teaching load, and duties for academic year 20XX-20XX. This 
Addendum is limited to the academic-year terms stated herein and does not modify or waive any 
tenure rights or procedural protections contained in the continuing contract, the Faculty 
Handbook or applicable University policies, which remain in full force. In the event of a conflict, 
the provision providing greater procedural protection to the faculty member governs. 
 
This continuing appointment is a 9-month academic-year position. Duties and responsibilities are 
required to be performed during the academic year, and any summer employment or additional 
responsibilities outside the academic year require a separate written agreement of compensation. 
 
Employment Information: 
Rank: Associate Professor 
Tenure Status: Tenured 
AY of Last Sabbatical: YYYY-YYYY 
Date Eligible to Apply for Sabbatical: Date 
AY Eligible to take Sabbatical, if granted: YYYY-YYYY 
AY of Last Post Tenure Review: YYYY-YYYY 
AY of Next Post Tenure Review: YYYY-YYYY 
 
Terms of Addendum:  
This continuing position begins August 16, YYYY. Faculty are expected to attend Convocations 
in August and January, Full Faculty Meetings, University and College/School Assemblies, 
Commencement, and other activities vital to academic life. Classes begin on August DD, YYYY. 
 
Compensation: 
Base Salary: $XX,XXX 
Stipend (if applicable): $XX,XXX, for duties ________________________________________. 
Total Salary: $XX,XXX 
 
Salary is payable in twelve (12) monthly installments beginning on the last business day of 
September. 
 
Teaching Load:  
Standard Load: (24 Credits) 
Assigned Load for 20XX-20XX: (XX Credits) 
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Course Release (if applicable): (XX Credits) for 
duties_______________________________________. 
 
Revisions to the standard teaching load, as well as any compensation for additional faculty 
duties, must be initiated by your Dean and receive written approval from the Provost’s Office. 
 
Acceptance of Addenda:  
Please sign and return this addendum to the Human Resources Office (Old Main, Room 203) or 
electronically to the Academic HR Representative by April 15, 2025, as your formal acceptance 
of the terms outlined in this addendum for the academic year. 
 
 
If you have any questions about the provisions of this Addendum, please reach out to Human 
Resources, your Dean, or the Provost’s Office. 
 
I agree to the terms and conditions of this addendum.   
 
 
______________________________________________________________________________ 
Dr. Name Date of Signature 
 
 
______________________________________________________________________________ 
University President’s signature Date of Signature 
 
 
cc:  Provost Office 
 xxx, CFO/VP of Finance  
 xxx, Academic Human Resources 
 xxx, AVP Human Resources 
 
 
** This letter does not reflect compensation increases and/or promotions that will be presented 
for approval at the May Board of Trustees Meeting. While the current financial situation is 
expected to support current salaries and staffing, the University reserves the right to 
implement salary reductions if the financial situation requires it. Any reductions or changes 
will be implemented with as much notice as possible**   
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Full Professor, Ini�al Contract 
Date 
 
Dr. Name 
Street Address 
City, State Zip 
 
Dear Dr. Name, 
 
Based on the Board of Trustees’ May YYYY decision letter approving your promotion to Full 
Professor of Discipline in the College/School, effective YYYY-YYYY, we are pleased to provide 
you with a continuing appointment contract at the rank of Full Professor.  
 
Tenure is the expectation of continuing employment granted by the University to a faculty 
member upon the completion of the probationary period in accordance with the Faculty 
Handbook. Tenured faculty members have an expectation of employment until retirement or 
voluntary separation subject to the provisions for dismissal for adequate cause, including, but not 
limited to, serious or egregious misconduct or violations of university policy, release for 
financial exigency, termination of degree programs, or medical disability as defined in the 
Employee Handbook and Faculty handbook. 
 
This continuing appointment is a 9-month academic-year position. Duties and responsibilities are 
required to be performed during the academic year, and any summer employment or additional 
responsibilities outside the academic year require a separate written agreement or compensation. 
 
Employment Information: 
Tenure Status: Tenured 
AY Effective Tenure: YYYY-YYYY 
AY of Last Sabbatical: YYYY-YYYY 
Date Eligible to Apply for Sabbatical: Date 
AY Eligible to take Sabbatical, if granted: YYYY-YYYY 
AY of Next Post Tenure Review: YYYY-YYYY 
 
Full Professors may apply for sabbatical leave in accordance with the timelines and 
requirements in the Faculty Handbook. Annual addenda will provide start dates, expectations, 
salary, teaching load, and updated information regarding sabbatical and post-tenure review. The 
base salary stated in each addendum supersedes all prior contractual base salary terms and 
shall not be reduced to any previous base rates. 
 
Benefits:  
The position this contract governs is eligible for employee benefits in accordance with university 
policy for the duration of the contract payment schedule. Please consult with the Human 
Resources Office for detailed information.  
 
Faculty Responsibilities:  
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In addition to fulfilling teaching and advising responsibilities as determined by your Chair in 
consultation with your Dean, you are expected to carry out all responsibilities outlined in the 
Faculty Handbook. Faculty in tenured positions are specifically expected to be effective teachers, 
productive scholars, and active contributors to the University Community.  
 
Outside Employment and Conflict of Interest: 
Outside employment beyond your primary full-time position at Saint Martin’s University must 
be disclosed and may not be undertaken without prior written approval from your supervisor and 
the responsible executive administrator. Please reference the Employee Handbook, Section 4.1 
for more information.  
 
University Policies and Governing Documents: You are responsible for reviewing and 
adhering to applicable University policies and governing documents, including the Employee 
Handbook and Faculty Handbook. Saint Martin’s University affirms that all employees are 
expected to respect and support the University’s Catholic Benedictine mission while upholding 
the principles of academic freedom and professional responsibility. In the event of a conflict 
between this contract and the Faculty Handbook, the terms of this contract will govern.  
 
Acceptance of Position:  
Please visit the Human Resources Office, located in Old Main, Room 203, to sign this contract 
as formal acceptance of this position by April 15, YYYY. If you are unable to sign in person, 
please contact the Academic Human Resources representative to arrange accommodation. A 
signed copy will be returned to you for your records. If the University has not received your 
signed acceptance by April 30, YYYY, the University may consider this offer withdrawn. 
 
If you have any questions about this position, please reach out to Human Resources, your Dean, 
or the Provost’s Office. We look forward to your contributions to Saint Martin’s University and 
our academic community.   
 
I accept the position of Full Professor in the College/School and agree to the terms and 
conditions of this agreement. 
 
 
______________________________________________________________________________ 
Dr. Name Date of Signature 
 
 
______________________________________________________________________________ 
University President’s signature Date of Signature 
 
 
cc:  Provost Office 
 xxx, CFO/VP of Finance  
 xxx, Academic Human Resources 
 xxx, AVP Human Resources 
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Full Professor, Addendum 
Date 
 
Dr. Name 
Street Address 
City, State Zip 
 
Dear Dr. Name, 
 
This letter serves as an addendum to your continuing faculty contract, dated ______________, 
and sets forth your salary, teaching load, and duties for academic year 20XX-20XX. This 
Addendum is limited to the academic-year terms stated herein and does not modify or waive any 
tenure rights or procedural protections contained in the continuing contract, the Faculty 
Handbook or applicable University policies, which remain in full force. In the event of a conflict, 
the provision providing greater procedural protection to the faculty member governs. 
 
This continuing appointment is a 9-month academic-year position. Duties and responsibilities are 
required to be performed during the academic year, and any summer employment or additional 
responsibilities outside the academic year require a separate written agreement of compensation. 
 
Employment Information: 
Rank: Full Professor 
Tenure Status: Tenured 
AY of Last Sabbatical: YYYY-YYYY 
Date Eligible to Apply for Sabbatical: Date 
AY Eligible to take Sabbatical, if granted: YYYY-YYYY 
AY of Last Post Tenure Review: YYYY-YYYY 
AY of Next Post Tenure Review: YYYY-YYYY 
 
Terms of Addendum:  
This continuing position begins August 16, YYYY. Faculty are expected to attend Convocations 
in August and January, Full Faculty Meetings, University and College/School Assemblies, 
Commencement, and other activities vital to academic life. Classes begin on August DD, YYYY. 
 
Compensation: 
Base Salary: $XX,XXX 
Stipend (if applicable): $XX,XXX, for duties ________________________________________. 
Total Salary: $XX,XXX 
 
Salary is payable in twelve (12) monthly installments beginning on the last business day of 
September. 
 
Teaching Load:  
Standard Load: (24 Credits) 
Assigned Load for 20XX-20XX: (XX Credits) 
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Course Release (if applicable): (XX Credits) for 
duties_______________________________________. 
 
Revisions to the standard teaching load, as well as any compensation for additional faculty 
duties, must be initiated by your Dean and receive written approval from the Provost’s Office. 
 
Acceptance of Addenda:  
Please sign and return this addendum to the Human Resources Office (Old Main, Room 203) or 
electronically to the Academic HR Representative by April 15, 2025, as your formal acceptance 
of the terms outlined in this addendum for the academic year. 
 
 
If you have any questions about the provisions of this Addendum, please reach out to Human 
Resources, your Dean, or the Provost’s Office. 
 
I agree to the terms and conditions of this addendum.   
 
 
______________________________________________________________________________ 
Dr. Name Date of Signature 
 
 
______________________________________________________________________________ 
University President’s signature Date of Signature 
 
 
cc:  Provost Office 
 xxx, CFO/VP of Finance  
 xxx, Academic Human Resources 
 xxx, AVP Human Resources 
 
 
** This letter does not reflect compensation increases and/or promotions that will be presented 
for approval at the May Board of Trustees Meeting. While the current financial situation is 
expected to support current salaries and staffing, the University reserves the right to 
implement salary reductions if the financial situation requires it. Any reductions or changes 
will be implemented with as much notice as possible**   
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APPENDIX B: 
SENATE CONSTITUTION AND BYLAWS 
 
Faculty Senate Cons�tu�on and Bylaws Preamble 
 
The Faculty Senate is the voice of the faculty and the centerpiece of faculty governance and of 
faculty par�cipa�on in shared governance. Except when the faculty assembly is in session, the 
Senate exercises powers typically vested in the faculty and represents its will. 
 
The Faculty Senate consists of elected Senators drawn from the regular faculty of each College 
and School. It serves as the representa�ve body of the faculty for conduc�ng faculty and 
academic business, the agent for overseeing and coordina�ng the faculty commitee structure, 
and a forum for discussing issues affec�ng the faculty and the University. 
 
The Faculty Senate promotes a climate of academic freedom, academic integrity, and inclusive 
diversity; equity in tenure, promo�on, workload, and salary distribu�on; an op�mal learning 
environment throughout the University; and an environment conducive to fundamental 
fairness, social and economic jus�ce, and Benedic�ne hospitality. 
 

Senate Cons�tu�on 
 

Ar�cle I - Name 
The name of this organiza�on is the Faculty Senate of Saint Mar�n’s University 
(herea�er referred to as Faculty Senate). 

 
Ar�cle II – Powers and Responsibili�es 
The Faculty Senate serves as the representa�ve body of the faculty and, except when the 
Faculty Assembly is in session, exercises powers typically invested in it by the faculty of 
Saint Mar�n’s University. The Senate: 

 
1. works to support, through the charters of its faculty commitees, an op�mal 
learning environment and rigorous academic standards; 

 
2. ar�culates the faculty voice on academic maters such as curriculum, degree 
requirements, academic standards, admission policies, faculty research, faculty 
membership and aspects of student life which relate to the educa�onal process; 

 
3. oversees, coordinates, and, when appropriate, charges faculty commitees; 

 
4. serves as a forum for the discussion of maters of importance affec�ng the faculty, the 
University, and the Academy either through the Senate itself or by convening the Faculty 
Assembly; 
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5. coordinates with faculty and University leaders in the appointment of academic 
leaders, such as deans and the provost, and serves in an advisory capacity to the Board 
of Trustees, president, and other leaders in searches for other administra�ve officers; 

 
6. serves in an advisory capacity, both directly and through its commitees, on budget 
and planning maters, university organiza�onal structure, and in maters affec�ng faculty 
work life and the educa�onal mission of the University. 

 
Ar�cle III - Membership 
The Faculty Senate shall be comprised of regular faculty members and one eligible non-tenure-
track faculty member who represent the faculty of Saint Mar�n’s University. 

 
Ar�cle IV Officers 
The officers of the Faculty Senate and the process for their elec�on shall be provided in the 
bylaws. 

 
Ar�cle V - Mee�ngs 
The Senate shall have regular mee�ngs during the academic year, as provided in the bylaws. 

 
Ar�cle VI – Bylaws The bylaws adopted by the Faculty Senate shall be its governing rules 
so long as they are consistent with this Cons�tu�on. 

 
Ar�cle VII - Amendment 
Amendment of the Cons�tu�on requires a two-thirds vote of the Faculty Senate with a 
subsequent majority vote of the Faculty Assembly. A proposed amendment must be 
distributed to members of the Faculty Senate at least two weeks prior to its 
considera�on. The proposed amendment must be sent to the faculty at least two weeks 
prior to a Faculty Assembly mee�ng. Amendment of the Cons�tu�on must be approved 
by a majority of the regular faculty vo�ng at the Faculty Assembly in which the 
amendment is presented. 

 
 

Senate Bylaws 
Ar�cle I Membership 
Sec�on 1 
The Senate shall consist of the faculty president (presiding officer); the president-elect; 
four (4) Faculty Senators elected from CASE, two (2) Faculty Senators elected from 
SHAH, and two (2) Faculty Senators elected from CBET.  Four (4) Faculty Senators elected 
at large by the Faculty Assembly, three (3) from the regular faculty and one (1) from the 
eligible non-tenure-track faculty. 

 
Sec�on 2 
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In CASE whenever possible, one (1) representa�ve will be chosen from each of the following 
groupings of programs to represent those programs included in their group: 
 

• English, Music, Philosophy, Religious Studies, Theater, Theology, and World 
Languages 

• Communica�ons, Criminal Jus�ce, Educa�on, Exercise Science, HESA, History, 
Leadership, Poli�cal Science, Psychology, and Sociology 

• Biology, Chemistry, Mathema�cs, and Physics 
 
Addi�onally, one (1) representa�ve will be chosen at large from among the tenure-track 
faculty in CASE to represent the tenure-track faculty of CASE. 
 
In SHAH, representa�on will be determined from the school membership. 
 
In CBET, the School of Business will have one (1) designated Senator and Engineering and 
Technology will together have one (1) designated Senator. 
 
Elec�on of Senators is conducted in accordance with the rules and procedures adopted by 
each college and school. 

 
Sec�on 3 
Elec�on of the president-elect and Senators-at-Large shall occur at the last Faculty 
Assembly mee�ng of the academic year. 

 
Sec�on 4 
Nomina�ons for President-Elect may occur at both the next-to-the last and/or last 
Faculty Assembly of the academic year. Faculty Senators-at-Large are nominated and 
voted on individually. Nomina�ons for each posi�on for Senators-at-Large are taken 
individually from the floor during the last Faculty Assembly of the academic year. 
Elec�on of each posi�on for Senators-at-Large is by secret ballot. The nominee for each 
posi�on receiving the majority or plurality of votes is elected Senator-at-Large. In case 
of a �e vote, a run-off elec�on is held un�l one of the candidates receives either a 
majority or plurality of votes from those vo�ng. 

 
Ar�cle II Officers and Senators 
Sec�on 1 
The Officers of the Faculty Senate shall be the president and president–elect. 

 
Sec�on 2 
The responsibili�es of the Officers and Senators are: 
 
President: presides at all mee�ngs of the Senate and Faculty Assembly, sends a writen 
agenda to all faculty in advance of each mee�ng, provides official communica�on to the 
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faculty, University president, administra�on, and Board of Trustees, and executes all other 
responsibili�es incidental to the office. 

 
President-Elect: Assumes the responsibili�es of the president during an absence or inability 
to act and performs other responsibili�es incidental to the office, including mee�ng 
arrangements. 

 
Senators: Par�cipate with the president and president-elect in making decisions on 
issues related to the Faculty Senate and perform other responsibili�es incidental to 
the office. 

 
Sec�on 3 
The terms of office are: 
President: one year  
President-Elect: one year  
Senators: two years. 

 
No Senator may serve more than four (4) consecu�ve years. Terms are staggered so that 
one-half (1/2) of the Senators from within each college or school are elected each year 
and one-half (1/2) of the at-large Senators are elected each year. 

 
Sec�on 4 
Mid-term vacancies in College and School posi�ons are filled in accordance with rules and 
procedures adopted by each College and School. The term of office lasts only as long as the 
vacated term. Vacancies of longer than one semester for Senators-at-Large are determined 
by a vote of the faculty. The elec�on takes place at any Faculty Assembly mee�ng as 
determined by the faculty president. The term of office lasts only as long as the vacated 
term. Vacancies of a semester or less for Senators-at-Large are filled by appointment made 
by the Faculty President. The term of office con�nues for the period specified by the 
faculty president, but in no case con�nues beyond one semester. 

 
Ar�cle III Mee�ngs 
Sec�on 1 
A quorum for the transac�on of business consists of a simple majority of vo�ng members. 

 
Sec�on 2 
Robert’s Rules of Order, the latest edi�on, is followed in conduc�ng Faculty Senate mee�ngs. 

 
Sec�on 3 
The agenda, �me, and loca�on of a Faculty Senate mee�ng are sent to all faculty on the 
Monday morning before the mee�ng occurs. Minutes of each Faculty Senate mee�ng 
are sent to all faculty no later than one week a�er their approval. 

 
Sec�on 4 
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The presiding officer may not vote except in the case of a �e. Vo�ng is conducted by voice 
or hand. At the request of any Senator, a vote is taken by secret ballot. Changes to the 
Faculty Handbook are considered by the Senate and sent to the Faculty Assembly for 
considera�on. Except for Faculty Handbook changes, a 2/3 vote of the Senate is necessary 
to send an issue to the Faculty Assembly for considera�on. All mo�ons, except 
amendments to the Faculty Senate Cons�tu�on and issues being referred to the Faculty 
Assembly, are approved by majority vote of those present. No vo�ng by proxy is 
permited. 

 
Ar�cle IV Commitees 
Sec�on 1 
Faculty commitees as described in the Faculty Handbook, and ad hoc faculty commitees, 
report their findings and present recommenda�ons to the Faculty Senate for considera�on. 
The Senate submits and refers maters to the commitees for their review, study and 
recommenda�ons. 

 
Sec�on 2 
In order that the faculty be kept informed of the progress of its commitees, all standing 
commitees submit regular writen reports of their ac�ons to the Senate. The frequency 
and level of detail of the reports is determined by the individual commitees in 
consulta�on with the Senate. In addi�on to those reports, by December 1 and April 15, 
the chair of each standing commitee, in consulta�on with commitee membership, 
develops and delivers to the Faculty Senate a writen summary of commitee 
delibera�ons, ac�ons and plans. Commitee reports and summaries, which are submited 
to the faculty president, are distributed electronically to the faculty as a whole. 

 
Ar�cle V Execu�ve Commitee 
Sec�on 1 
The Execu�ve Commitee of the Faculty Senate consists of the faculty president, 
President-Elect and two Senators appointed by the faculty president. 
Sec�on 2 
The Execu�ve Commitee assists the faculty president in se�ng mee�ng agendas, 
consults on Senate business between mee�ngs, and serves in an advisory capacity. 

 
Ar�cle VI Amendments to the Bylaws 
Amendments to the Senate’s Bylaws may be presented by any vo�ng member of the Senate. 
An amendment to the Senate Bylaws is deemed approved if it is endorsed by a two-
thirds of the Senate’s vo�ng members present. 

 
When a quorum, as defined in Ar�cle III, is present, rules of order may be suspended 
by a majority of the vo�ng members of the Senate. 
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APPENDIX C: 
AAUP 1966 STATEMENT ON GOVERNMENT OF COLLEGES AND UNIVERSITIES 
 
The statement that follows is directed to governing board members, administrators, faculty 
members, students, and other persons in the belief that the colleges and universities of the 
United States have reached a stage calling for appropriately shared responsibility and 
cooperative action among the components of the academic institution. The statement is 
intended to foster constructive joint thought and action, both within the institutional structure 
and in protection of its integrity against improper intrusions. It is not intended that the 
statement serve as a blueprint for governance on a specific campus or as a manual for the 
regulation of controversy among the components of an academic institution, although it is to be 
hoped that the principles asserted will lead to the correction of existing weaknesses and assist in 
the establishment of sound structures and procedures. The statement does not attempt to cover 
relations with those outside agencies that increasingly are controlling the resources and 
influencing the patterns of education in our institutions of higher learning: for example, the 
United States government, state legislatures, state commissions, interstate associations or 
compacts, and other inter-institutional arrangements. However, it is hoped that the statement 
will be helpful to these agencies in their consideration of educational matters. 
 
Students are referred to in this statement as an institutional component coordinate in 
importance with trustees, administrators, and faculty. There is, however, no main section on 
students. The omission has two causes: (1) the changes now occurring in the status of American 
students have plainly outdistanced the analysis by the educational community, and an attempt 
to define the situation without thorough study might prove unfair to student interests, and (2) 
students do not in fact at present have a significant voice in the government of colleges and 
universities; it would be unseemly to obscure, by superficial equality of length of statement, 
what may be a serious lag entitled to separate and full confrontation. 
 
The concern for student status felt by the organizations issuing this statement is embodied in a 
note, “On Student Status,” intended to stimulate the educational community to turn its attention 
to an important need. 
 
This statement was jointly formulated by the American Association of University Professors, the 
American Council on Education (ACE), and the Association of Governing Boards of Universities 
and Colleges (AGB). In October 1966, the board of directors of the ACE took action by which its 
council “recognizes the statement as a significant step forward in the clarification of the 
respective roles of governing boards, faculties, and administrations,“ and “commends it to the 
institutions which are members of the Council.” The Council of the AAUP adopted the statement 
in October 1966, and the Fifty-third Annual Meeting endorsed it in April 1967. In November 
1966, the executive committee of the AGB took action by which that organization also 
“recognizes the statement as a significant step forward in the clarification of the respective roles 
of governing boards, faculties, and administrations,” and “commends it to the governing boards 
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which are members of the Association.” (In April 1990, the Council of the AAUP adopted several 
changes in language in order to remove gender-specific references from the original text. 
 
1. Introduc�on 
This statement is a call to mutual understanding regarding the government of colleges and 
universi�es. Understanding, based on community of interest and producing joint effort, is 
essen�al for at least three reasons. First, the academic ins�tu�on, public or private, o�en has 
become less autonomous; buildings, research, and student tui�on are supported by funds over 
which the college or university exercises a diminishing control. Legisla�ve and execu�ve 
governmental authori�es, at all levels, play a part in the making of important decisions in 
academic policy. If these voices and forces are to be successfully heard and integrated, the 
academic ins�tu�on must be in a posi�on to meet them with its own generally unified view. 
Second, regard for the welfare of the ins�tu�on remains important despite the mobility and 
interchange of scholars. Third, a college or university in which all the components are aware of 
their interdependence, of the usefulness of communica�on among themselves, and of the force 
of joint ac�on will enjoy increased capacity to solve educa�onal problems. 
 
2. The Academic Ins�tu�on: Joint Effort 
a. Preliminary Considera�ons 
The variety and complexity of the tasks performed by ins�tu�ons of higher educa�on produce 
an inescapable interdependence among governing board, administra�on, faculty, students, and 
others. The rela�onship calls for adequate communica�on among these components, and full 
opportunity for appropriate joint planning and effort. 
 
Joint effort in an academic ins�tu�on will take a variety of forms appropriate to the kinds of 
situa�ons encountered. In some instances, an ini�al explora�on or recommenda�on will be 
made by the president with considera�on by the faculty at a later stage; in other instances, a 
first and essen�ally defini�ve recommenda�on will be made by the faculty, subject to the 
endorsement of the president and the governing board. In s�ll others, a substan�ve 
contribu�on can be made when student leaders are responsibly involved in the process. 
 
Although the variety of such approaches may be wide, at least two general conclusions 
regarding joint effort seem clearly warranted: (1) important areas of ac�on involve at one �me 
or another the ini�a�ng capacity and decision-making par�cipa�on of all the ins�tu�onal 
components, and (2) differences in the weight of each voice, from one point to the next, should 
be determined by reference to the responsibility of each component for the par�cular mater at 
hand, as developed hereina�er. 
 
b. Determina�on of General Educa�onal Policy 
The general educa�onal policy, i.e., the objec�ves of an ins�tu�on and the nature, range, and 
pace of its efforts, is shaped by the ins�tu�onal charter or by law, by tradi�on and historical 
development, by the present needs of the community of the ins�tu�on, and by the professional 
aspira�ons and standards of those directly involved in its work. Every board will wish to go 
beyond its formal trustee obliga�on to conserve the accomplishment of the past and to engage 
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seriously with the future; every faculty will seek to conduct an opera�on worthy of scholarly 
standards of learning; every administra�ve officer will strive to meet his or her charge and to 
atain the goals of the ins�tu�on. The interests of all are coordinate and related, and unilateral 
effort can lead to confusion or conflict. Essen�al to a solu�on is a reasonably explicit statement 
on general educa�onal policy. Opera�ng responsibility and authority, and procedures for 
con�nuing review, should be clearly defined in official regula�ons. 
 
When an educa�onal goal has been established, it becomes the responsibility primarily of the 
faculty to determine the appropriate curriculum and procedures of student instruc�on. Special 
considera�ons may require par�cular accommoda�ons: (1) a publicly supported ins�tu�on may 
be regulated by statutory provisions, and (2) a church-controlled ins�tu�on may be limited by 
its charter or bylaws. When such external requirements influence course content and the 
manner of instruc�on or research, they impair the educa�onal effec�veness of the ins�tu�on. 
 
Such maters as major changes in the size or composi�on of the student body and the rela�ve 
emphasis to be given to the various elements of the educa�onal and research program should 
involve par�cipa�on of governing board, administra�on, and faculty prior to final decision. 
 
c. Internal Opera�ons of the Ins�tu�on 
The framing and execu�on of long-range plans, one of the most important aspects of 
ins�tu�onal responsibility, should be a central and con�nuing concern in the academic 
community. 
 
Effec�ve planning demands that the broadest possible exchange of informa�on and opinion 
should be the rule for communica�on among the components of a college or university. The 
channels of communica�on should be established and maintained by joint endeavor. Dis�nc�on 
should be observed between the ins�tu�onal system of communica�on and the system of 
responsibility for the making of decisions. 
 
A second area calling for joint effort in internal opera�on is that of decisions regarding exis�ng 
or prospec�ve physical resources. The board, president, and faculty should all seek agreement 
on basic decisions regarding buildings and other facili�es to be used in the educa�onal work of 
the ins�tu�on. 
 
A third area is budge�ng. The alloca�on of resources among compe�ng demands is central in 
the formal responsibility of the governing board, in the administra�ve authority of the 
president, and in the educa�onal func�on of the faculty. Each component should therefore have 
a voice in the determina�on of short- and long-range priori�es, and each should receive 
appropriate analyses of past budgetary experience, reports on current budgets and 
expenditures, and short- and long-range budgetary projec�ons. The func�on of each 
component in budgetary maters should be understood by all; the alloca�on of authority will 
determine the flow of informa�on and the scope of par�cipa�on in decisions. 
Joint effort of a most cri�cal kind must be taken when an ins�tu�on chooses a new president. 
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The selec�on of a chief administra�ve officer should follow upon a coopera�ve search by the 
governing board and the faculty, taking into considera�on the opinions of others who are 
appropriately interested. The president should be equally qualified to serve both as the 
execu�ve officer of the governing board and as the chief academic officer of the ins�tu�on and 
the faculty. The president’s dual role requires an ability to interpret to board and faculty the 
educa�onal views and concepts of ins�tu�onal government of the other. The president should 
have the confidence of the board and the faculty. 
 
The selec�on of academic deans and other chief academic officers should be the responsibility 
of the president with the advice of, and in consulta�on with, the appropriate faculty. 
Determina�ons of faculty status, normally based on the recommenda�ons of the faculty groups 
involved, are discussed in Part 5 of this statement; but it should here be noted that the building 
of a strong faculty requires careful joint effort in such ac�ons as staff selec�on and promo�on 
and the gran�ng of tenure. Joint ac�on should also govern dismissals; the applicable principles 
and procedures in these maters are well established. 
 
d. External Rela�ons of the Ins�tu�on 
Anyone—a member of the governing board, the president or other member of the 
administra�on, a member of the faculty, or a member of the student body or the alumni— 
affects the ins�tu�on when speaking of it in public. An individual who speaks unofficially should 
so indicate. An individual who speaks officially for the ins�tu�on, the board, the administra�on, 
the faculty, or the student body should be guided by established policy. 
 
It should be noted that only the board speaks legally for the whole ins�tu�on, although it may 
delegate responsibility to an agent. The right of a board member, an administra�ve officer, a 
faculty member, or a student to speak on general educa�onal ques�ons or about the 
administra�on and opera�ons of the 
individual’s own ins�tu�on is a part of that person’s right as a ci�zen and should not be 
abridged by the ins�tu�on. There exist, of course, legal bounds rela�ng to defama�on of 
character, and there are ques�ons of propriety. 
 
3. The Academic Ins�tu�on: The Governing Board 
The governing board has a special obliga�on to ensure that the history of the college or 
university shall serve as a prelude and inspira�on to the future. The board helps relate the 
ins�tu�on to its chief community: for example, the community college to serve the educa�onal 
needs of a defined popula�on area or group, the church-controlled college to be cognizant of 
the announced posi�on of its denomina�on, and the comprehensive university to discharge the 
many du�es and to accept the appropriate new challenges which are its concern at the several 
levels of higher educa�on. 
 
The governing board of an ins�tu�on of higher educa�on in the United States operates, with 
few excep�ons, as the final ins�tu�onal authority. Private ins�tu�ons are established by 
charters; public ins�tu�ons are established by cons�tu�onal or statutory provisions. In private 
ins�tu�ons the board is frequently self- perpetua�ng; in public colleges and universi�es the 



182 
 

present membership of a board may be asked to suggest candidates for appointment. As a 
whole and individually, when the governing board confronts the problem of succession, serious 
aten�on should be given to obtaining properly qualified persons. Where public law calls for 
elec�on of governing board members, means should be found to ensure the nomina�on of fully 
suited persons, and the electorate should be informed of the relevant criteria for board 
membership. 
 
Since the membership of the board may embrace both individual and collec�ve competence of 
recognized weight, its advice or help may be sought through established channels by other 
components of the academic community. The governing board of an ins�tu�on of higher 
educa�on, while maintaining a general overview, entrusts the conduct of administra�on to the 
administra�ve officers—the president and the deans—and the conduct of teaching and 
research to the faculty. The board should undertake appropriate self-limita�on. One of the 
governing board’s important tasks is to ensure the publica�on of codified statements that 
define the overall policies and procedures of the ins�tu�on under its jurisdic�on. 
 
The board plays a central role in rela�ng the likely needs of the future to predictable resources; 
it has the responsibility for husbanding the endowment; it is responsible for obtaining needed 
capital and opera�ng funds; and in the broadest sense of the term it should pay aten�on to 
personnel policy. In order to fulfill these du�es, the board should be aided by, and may insist 
upon, the development of long-range planning by the administra�on and faculty. When 
ignorance or ill will threatens the ins�tu�on or any part of it, the governing board must be 
available for support. In grave crises it will be expected to serve as a champion. 
Although the ac�on to be taken by it will usually be on behalf of the president, the faculty, or 
the student body, the board should make clear that the protec�on it offers to an individual or a 
group is, in fact, a fundamental defense of the vested interests of society in the educa�onal 
ins�tu�on. 
 
4. The Academic Ins�tu�on: The President 
The president, as the chief execu�ve officer of an ins�tu�on of higher educa�on, is measured 
largely by his or her capacity for ins�tu�onal leadership. The president shares responsibility for 
the defini�on and atainment of goals, for administra�ve ac�on, and for opera�ng the 
communica�ons system that links the components of the academic community. The president 
represents the ins�tu�on to its many publics. The president’s leadership role is supported by 
delegated authority from the board and faculty. 
 
As the chief planning officer of an ins�tu�on, the president has a special obliga�on to innovate 
and ini�ate. The degree to which a president can envision new horizons for the ins�tu�on, and 
can persuade others to see them and to work toward them, will o�en cons�tute the chief 
measure of the president’s administra�on. 
 
The president must at �mes, with or without support, infuse new life into a department; 
relatedly, the president may at �mes be required, working within the concept of tenure, to solve 
problems of obsolescence. The president will necessarily u�lize the judgments of the faculty but 
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may also, in the interest of academic standards, seek outside evalua�ons by scholars of 
acknowledged competence. 
 
It is the duty of the president to see to it that the standards and procedures in opera�onal use 
within the college or university conform to the policy established by the governing board and to 
the standards of sound academic prac�ce. It is also incumbent on the president to ensure that 
faculty views, including dissen�ng views, are presented to the board in those areas and on 
those issues where responsibili�es are shared. 
Similarly, the faculty should be informed of the views of the board and the administra�on on 
like issues. 
 
The president is largely responsible for the maintenance of exis�ng ins�tu�onal resources and 
the crea�on of new resources; has ul�mate managerial responsibility for a large area of 
nonacademic ac�vi�es; is responsible for public understanding; and by the nature of the office 
is the chief person who speaks for the ins�tu�on. In these and other areas the president’s work 
is to plan, to organize, to direct, and to represent. The presiden�al func�on should receive the 
general support of board and faculty. 
 
5. The Academic Ins�tu�on: The Faculty 
The faculty has primary responsibility for such fundamental areas as curriculum, subject mater 
and methods of instruc�on, research, faculty status, and those aspects of student life which 
relate to the educa�onal process. On these maters the power of review or final decision lodged 
in the governing board or delegated by it to the president should be exercised adversely only in 
excep�onal circumstances, and for reasons communicated to the faculty. It is desirable that the 
faculty should, following such communica�on, have opportunity for further considera�on and 
further transmital of its views to the president or board. 
Budgets, personnel limita�ons, the �me element, and the policies of other groups, bodies, and 
agencies having jurisdic�on over the ins�tu�on may set limits to realiza�on of faculty advice. 
 
The faculty sets the requirements for the degrees offered in course, determines when the 
requirements have been met, and authorizes the president and board to grant the degrees thus 
achieved. 
 
Faculty status and related maters are primarily a faculty responsibility; this area includes 
appointments, reappointments, decisions not to reappoint, promo�ons, the gran�ng of tenure, 
and dismissal. The primary responsibility of the faculty for such maters is based upon the fact 
that its judgment is central to general educa�onal policy. Furthermore, scholars in a par�cular 
field or ac�vity have the chief competence for judging the work of their colleagues; in such 
competence it is implicit that responsibility exists for both adverse and favorable judgments. 
Likewise, there is the more general competence of experienced faculty personnel commitees 
having a broader charge. Determina�ons in these maters should first be by faculty ac�on 
through established procedures, reviewed by the chief academic officers with the concurrence 
of the board. The governing board and president should, on ques�ons of faculty status, as in 
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other maters where the faculty has primary responsibility, concur with the faculty judgment 
except in rare instances and for compelling reasons which should be stated in detail. 
 
The faculty should ac�vely par�cipate in the determina�on of policies and procedures 
governing salary increases. 
 
The chair or head of a department, who serves as the chief representa�ve of the department 
within an ins�tu�on, should be selected either by departmental elec�on or by appointment 
following consulta�on with members of the department and of related departments; 
appointments should normally be in conformity with department members’ judgment. The 
chair or department head should not have tenure in office; tenure as a faculty member is a 
mater of separate right. The chair or head should serve for a stated term but without prejudice 
to reelec�on or to reappointment by procedures that involve appropriate faculty consulta�on. 
Board, administra�on, and faculty should all bear in mind that the department chair or head 
has a special obliga�on to build a department strong in scholarship and teaching capacity. 
Agencies for faculty par�cipa�on in the government of the college or university should be 
established at each level where faculty responsibility is present. An agency should exist for the 
presenta�on of the views of the whole faculty. The structure and procedures for faculty 
par�cipa�on should be designed, approved, and established by joint ac�on of the components 
of the ins�tu�on. Faculty representa�ves should be selected by the faculty according to 
procedures determined by the faculty. 
 
The agencies may consist of mee�ngs of all faculty members of a department, school, college, 
division, or university system, or may take the form of faculty-elected execu�ve commitees in 
departments and schools and a faculty-elected senate or council for larger divisions or the 
ins�tu�on as a whole. 
 
The means of communica�on among the faculty, administra�on, and governing board now in 
use include: 
(1) circula�on of memoranda and reports by board commitees, the administra�on, and faculty 
commitees; (2) joint ad hoc commitees; (3) standing liaison commitees; (4) membership of 
faculty members on administra�ve bodies; and (5) membership of faculty members on 
governing boards. Whatever the channels of communica�on, they should be clearly understood 
and observed. 
 
On Student Status 
When students in American colleges and universi�es desire to par�cipate responsibly in the 
government of the ins�tu�on they atend, their wish should be recognized as a claim to 
opportunity both for educa�onal experience and for involvement in the affairs of their college 
or university. Ways should be found to permit significant student par�cipa�on within the limits 
of atainable effec�veness. The obstacles to such par�cipa�on are large and should not be 
minimized: inexperience, untested capacity, a transitory status which means that present ac�on 
does not carry with it subsequent responsibility, and the inescapable fact that the other 
components of the ins�tu�on are in a posi�on of judgment over the students. It is important to 
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recognize that student needs are strongly related to educa�onal experience, both formal and 
informal. Students expect, and have a right to expect, that the educa�onal process will be 
structured, that they will be s�mulated by it to become independent adults, and that they will 
have effec�vely transmited to them the cultural heritage of the larger society. If ins�tu�onal 
support is to have its fullest possible meaning, it should incorporate the strength, freshness of 
view, and idealism of the student body. 
 
The respect of students for their college or university can be enhanced if they are given at least 
these opportuni�es: (1) to be listened to in the classroom without fear of ins�tu�onal reprisal 
for the substance of their views, (2) freedom to discuss ques�ons of ins�tu�onal policy and 
opera�on, (3) the right to academic due process when charged with serious viola�ons of 
ins�tu�onal regula�ons, and (4) the same right to hear speakers of their own choice as is 
enjoyed by other components of the ins�tu�on. 
 
Notes 
1. See the 1940 “Statement of Principles on Academic Freedom and Tenure,” AAUP, Policy 
Documents and Reports, 10th ed. (Washington, D.C., 2006), 3–11, and the 1958 “Statement on 
Procedural Standards in Faculty Dismissal Proceedings,” ibid., 12–15. These statements were 
jointly adopted by the Associa�on of American Colleges (now the Associa�on of American 
Colleges and Universi�es) and the American 
Associa�on of University Professors; the 1940 “Statement” has been endorsed by numerous 
learned and scien�fic socie�es and educa�onal associa�ons. 
 
2. With respect to faculty members, the 1940 “Statement of Principles on Academic 
Freedom and Tenure” reads: “College and university teachers are ci�zens, members of a learned 
profession, and officers of an educa�onal ins�tu�on. When they speak or write as ci�zens, they 
should be free from ins�tu�onal censorship or discipline, but their special posi�on in the 
community imposes special obliga�ons. As scholars and educa�onal officers, they should 
remember that the public may judge their profession and their ins�tu�on by their uterances. 
Hence they should at all �mes be accurate, should exercise appropriate restraint, should show 
respect for the opinions of others, and should make every effort to indicate that they are not 
speaking for the ins�tu�on” (Policy Documents and Reports, 3–4). Back totext 
 
3. Tradi�onally, governing boards developed within the context of single-campus 
ins�tu�ons. In more recent �mes, governing and coordina�ng boards have increasingly tended 
to develop at the mul�-campus regional, system wide, or statewide levels. As influen�al 
components of the academic community, these supra-campus bodies bear par�cular 
responsibility for protec�ng the autonomy of individual campuses or ins�tu�ons under their 
jurisdic�on and for implemen�ng policies of shared responsibility. The American Associa�on of 
University Professors regards the objec�ves and prac�ces recommended in the “Statement on 
Government” as cons�tu�ng equally appropriate guidelines for such supra-campus bodies, and 
looks toward con�nued development of prac�ces that will facilitate applica�on of such 
guidelines in this new context. [Preceding note adopted by the AAUP’s Council in June 1978.] 
 



186 
 

4. With regard to student admissions, the faculty should have a meaningful role in 
establishing ins�tu�onal policies, including the se�ng of standards for admission, and should 
be afforded opportunity for oversight of the en�re admissions process. [Preceding note adopted 
by the Council in June 2002.]  
 
5. The American Associa�on of University Professors regards collec�ve bargaining, properly 
used, as another means of achieving sound academic government. Where there is faculty 
collec�ve bargaining, the par�es should seek to ensure appropriate ins�tu�onal governance 
structures which will protect the right of all faculty to par�cipate in ins�tu�onal governance in 
accordance with the “Statement on Government.” 
[Preceding note adopted by the Council in June 1978.] 
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APPENDIX D: 
AAUP 1940 STATEMENT OF PRINCIPLES ON ACADEMIC FREEDOM AND TENURE 
 
In 1940, following a series of joint conferences begun in 1934, representatives of the American 
Association of University Professors and of the Association of American Colleges (now the 
Association of American Colleges and Universities) agreed upon a restatement of principles set 
forth in the 1925 Conference Statement on Academic Freedom and Tenure. This restatement is 
known to the profession as the 1940 Statement of Principles on Academic Freedom and Tenure. 
The 1940 Statement is printed below, followed by Interpretive Comments as developed by 
representatives of the American Association of University Professors and the Association of 
American Colleges in 1969. The governing bodies of the two associations, meeting respectively 
in November 1989 and January 1990, adopted several changes in language in order to remove 
gender-specific references from the original text. 
 
The purpose of this statement is to promote public understanding and support of academic 
freedom and tenure and agreement upon procedures to ensure them in colleges and 
universi�es. Ins�tu�ons of higher educa�on are conducted for the common good and not to 
further the interest of either the individual teacher or the ins�tu�on as a whole. 1 The common 
good depends upon the free search for truth and its free exposi�on. 
 
Academic freedom is essen�al to these purposes and applies to both teaching and research. 
Freedom in research is fundamental to the advancement of truth. Academic freedom in its 
teaching aspect is fundamental for the protec�on of the rights of the teacher in teaching and of 
the student to freedom in learning. It carries with it du�es correla�ve with rights.[1] 2 
Tenure is a means to certain ends; specifically: (1) freedom of teaching and research and of 
extramural ac�vi�es, and (2) a sufficient degree of economic security to make the profession 
atrac�ve to men and women of ability. Freedom and economic security, hence, tenure, are 
indispensable to the success of an ins�tu�on in fulfilling its obliga�ons to its students and to 
society. 
 
Academic Freedom 
 
1. Teachers are en�tled to full freedom in research and in the publica�on of the results, 
subject to the adequate performance of their other academic du�es; but research for pecuniary 
return should be based upon an understanding with the authori�es of the ins�tu�on. 
 
2. Teachers are en�tled to freedom in the classroom in discussing their subject, but they 
should be careful not to introduce into their teaching controversial mater which has no rela�on 
to their subject. [2] Limita�ons of academic freedom because of religious or other aims of the 
ins�tu�on should be clearly stated in wri�ng at the �me of the appointment. [3] 
 
3. College and university teachers are ci�zens, members of a learned profession, and 
officers of an educa�onal ins�tu�on. When they speak or write as ci�zens, they should be free 
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from ins�tu�onal censorship or discipline, but their special posi�on in the community imposes 
special obliga�ons. As scholars and educa�onal officers, they should remember that the public 
may judge their profession and their ins�tu�on by their uterances. Hence they should at all 
�mes be accurate, should exercise appropriate restraint, should show respect for the opinions 
of others, and should make every effort to indicate that they are not speaking for the 
ins�tu�on. [4] 
 
Academic Tenure 
 
A�er the expira�on of a proba�onary period, teachers or inves�gators should have permanent 
or con�nuous tenure, and their service should be terminated only for adequate cause, except in 
the case of re�rement for age, or under extraordinary circumstances because of financial 
exigencies. 
 
In the interpreta�on of this principle it is understood that the following represents acceptable 
academic prac�ce: 
 
1. The precise terms and condi�ons of every appointment should be stated in wri�ng and 
be in the possession of both ins�tu�on and teacher before the appointment is consummated. 
 
2. Beginning with appointment to the rank of full-�me instructor or a higher rank,[5] the 
proba�onary period should not exceed seven years, including within this period full- �me 
service in all ins�tu�ons of higher educa�on; but subject to the proviso that when, a�er a term 
of proba�onary service of more than three years in one or more ins�tu�ons, a teacher is called 
to another ins�tu�on, it may be agreed in wri�ng that the new appointment is for a 
proba�onary period of not more than four years, even though thereby the person’s total 
proba�onary period in the academic profession is extended beyond the normal maximum of 
seven years.[6] No�ce should be given at least one year prior to the expira�on of the 
proba�onary period if the teacher is not to be con�nued in service a�er the expira�on of that 
period.[7] 
 
3. During the proba�onary period a teacher should have the academic freedom that all 
other members of the faculty have. [8] 
 
4. Termina�on for cause of a con�nuous appointment, or the dismissal for cause of a 
teacher previous to the expira�on of a term appointment, should, if possible, be considered by 
both a faculty commitee and the governing board of the ins�tu�on. In all cases where the facts 
are in dispute, the accused teacher should be informed before the hearing in wri�ng of the 
charges and should have the opportunity to be heard in his or her own defense by all bodies 
that pass judgment upon the case. The teacher should be permited to be accompanied by an 
Advisor of his or her own choosing who may act as counsel. There should be a full stenographic 
record of the hearing available to the par�es concerned. In the hearing of charges of 
incompetence, the tes�mony should include that of teachers and other scholars, either from 
the teacher’s own or from other ins�tu�ons. Teachers on con�nuous appointment who are 
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dismissed for reasons not involving moral turpitude should receive their salaries for at least a 
year from the date of no�fica�on of dismissal whether or not they are con�nued in their du�es 
at the ins�tu�on. [9] 
 
5. Termina�on of a con�nuous appointment because of financial exigency should be 
demonstrably bona fide. 
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APPENDIX E: 
AAUP STATEMENT ON PROFESSIONAL ETHICS 
 
The statement that follows was originally adopted in 1966. Revisions were made and approved 
by the Association’s Council in 1987 and 2009. 
 
Introduc�on 
 
From its incep�on, the American Associa�on of University Professors has recognized that 
membership in the academic profession carries with it special responsibili�es. The Associa�on 
has consistently affirmed these responsibili�es in major policy statements, providing guidance 
to professors in such maters as their uterances as ci�zens, the exercise of their responsibili�es 
to students and colleagues, and their conduct when resigning from an ins�tu�on or when 
undertaking sponsored research. The Statement on Professional Ethics that follows sets forth 
those general standards that serve as a reminder of the variety of responsibili�es assumed by 
all members of the profession. 
 
In the enforcement of ethical standards, the academic profession differs from those of law and 
medicine, whose associa�ons act to ensure the integrity of members engaged in private 
prac�ce. In the academic profession the individual ins�tu�on of higher learning provides this 
assurance and so should normally handle ques�ons concerning propriety of conduct within its 
own framework by reference to a faculty group. The Associa�on supports such local ac�on and 
stands ready, through the general secretary and the Commitee on Professional Ethics, to 
counsel with members of the academic community concerning ques�ons of professional ethics 
and to inquire into complaints when local considera�on is impossible or inappropriate. If the 
alleged offense is deemed sufficiently serious to raise the possibility of adverse ac�on, the 
procedures should be in accordance with the 1940 Statement of Principles on Academic 
Freedom and Tenure, the 1958 Statement on Procedural Standards in Faculty Dismissal 
Proceedings, or the applicable 
provisions of the Associa�on’s Recommended Ins�tu�onal Regula�ons on Academic Freedom 
and Tenure. 
 
The Statement 
 
1. Professors, guided by a deep convic�on of the worth and dignity of the advancement of 
knowledge, recognize the special responsibili�es placed upon them. Their primary responsibility 
to their subject is to seek and to state the truth as they see it. To this end, professors devote 
their energies to developing and improving their scholarly competence. They accept the 
obliga�on to exercise cri�cal self-discipline and judgment in using, extending, and transmi�ng 
knowledge. They prac�ce intellectual honesty. Although professors may follow subsidiary 
interests, these interests must never seriously hamper or compromise their freedom of inquiry. 
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2. As teachers, professors encourage the free pursuit of learning in their students. They 
hold before them the best scholarly and ethical standards of their discipline. Professors 
demonstrate respect for students as individuals and adhere to their proper roles as intellectual 
guides and counselors. Professors make every reasonable effort to foster honest academic 
conduct and to ensure that their evalua�ons of students reflect each student’s true merit. They 
respect the confiden�al nature of the rela�onship between professor and student. They avoid 
any exploita�on, harassment, or discriminatory treatment of students. They acknowledge 
significant academic or scholarly assistance from them. They protect their academic freedom. 
 
3. As colleagues, professors have obliga�ons that derive from common membership in the 
community of scholars. Professors do not discriminate against or harass colleagues. 
They respect and defend the free inquiry of associates, even when it leads to findings and 
conclusions that differ from their own. Professors acknowledge academic debt and strive to be 
objec�ve in their professional judgment of colleagues. Professors accept their share of faculty 
responsibili�es for the governance of their ins�tu�on. 
 
4. As members of an academic ins�tu�on, professors seek above all to be effec�ve 
teachers and scholars. Although professors observe the stated regula�ons of the ins�tu�on, 
provided the regula�ons do not contravene academic freedom, they maintain their right to 
cri�cize and seek revision. Professors give due regard to their paramount responsibili�es within 
their ins�tu�on in determining the amount and character of work done outside it. When 
considering the interrup�on or termina�on of their service, professors recognize the effect of 
their decision upon the program of the ins�tu�on and give due no�ce of their inten�ons. 
 
5. As members of their community, professors have the rights and obliga�ons of other 
ci�zens. Professors measure the urgency of these obliga�ons in the light of their responsibili�es 
to their subject, to their students, to their profession, and to their ins�tu�on. When they speak 
or act as private persons, they avoid crea�ng the impression of speaking or ac�ng for their 
college or university. As ci�zens engaged in a profession that depends upon freedom for its 
health and integrity, professors have a par�cular obliga�on to promote condi�ons of free 
inquiry and to further public understanding of academic freedom. 
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APPENDIX F: 
AAUP MINIMUM STANDARDS FOR GOOD PRACTICE IF A FORMAL SYSTEM OF 
POST-TENURE REVIEW IS ESTABLISHED 
 
1. Post-tenure review must ensure the protec�on of academic freedom as defined in the 
1940 Statement of Principles. The applica�on of its procedures, therefore, should not intrude 
on an individual faculty member’s proper sphere of professional self-direc�on, nor should it be 
used asa subterfuge for effec�ng programma�c change. Such a review must not become the 
occasion for a wide-ranging “fishing expedi�on” in an atempt to dredge up nega�ve evidence. 
 
2. Post-tenure review must not be a reevalua�on or revalida�on of tenured status as 
defined in the 1940 Statement. In no case should post-tenure review be used to shi� the burden 
of proof from the ins�tu�on’s administra�on (to show cause why a tenured faculty member 
should be dismissed) to the individual faculty member (to show cause why he or she should be 
retained). 
 
3. The writen standards and criteria by which faculty members are evaluated in post-
tenure review should be developed and periodically reviewed by the faculty. The faculty should 
also conduct the actual review process. The basic standard for appraisal should be whether the 
faculty member under review discharges conscien�ously and with professional competence the 
du�es appropriately associated with his or her posi�on, not whether the faculty member meets 
the current standards for the award of tenure as those might have changed since the ini�al 
gran�ng of tenure. 
 
4. Post-tenure review should be developmental and supported by ins�tu�onal resources 
for professional development or a change of professional direc�on. In the event that an 
ins�tu�on decides to invest the �me and resources required for comprehensive or “blanket” 
review, it should also offer tangible recogni�on to those faculty members who have 
demonstrated high or improved performance. 
 
5. Post-tenure review should be flexible enough to acknowledge different expecta�ons in 
different disciplines and changing expecta�ons at different stages of faculty careers. 
 
6. Except when faculty appeals procedures direct that files be available to aggrieved faculty 
members, the outcome of evalua�ons should be confiden�al, that is, confined to the 
appropriate college or university persons or bodies and the faculty member being evaluated, 
released otherwise only at the discre�on, or with the consent of, the faculty member. 
 
7. If the system of post-tenure review is supplemented, or supplanted, by the op�on of a 
formal development plan, that plan cannot be imposed on the faculty member unilaterally, but 
must be a product of mutual nego�a�on. It should respect academic freedom and professional 
self-direc�on, and it should be flexible enough to allow for subsequent altera�on or even its 
own abandonment. The standard here should be that of good faith on both sides—a 
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commitment to improvement by the faculty member and to the adequate support of that 
improvement by the ins�tu�on—rather than the literal fulfillment of a set of nonnego�able 
demands or rigid expecta�ons, quan�ta�ve or otherwise. 
 
8. A faculty member should have the right to comment in response to evalua�ons, and to 
challenge the findings and correct the record by appeal to an elected faculty grievance 
commitee.5 e or she should have the same rights of comment and appeal concerning the 
manner in which any individualized development plan is formulated, the plan’s content, and any 
resul�ng evalua�on. 
 
9. In the event that recurring evalua�ons reveal con�nuing and persistent problems with a 
faculty member’s performance that do not lend themselves to improvement a�er several 
efforts, and that call into ques�on his or her ability to func�on in that posi�on, then other 
possibili�es, such as a mutually agreeable reassignment to other du�es or separa�on, should be 
explored. If these are not prac�cable, or if no other solu�on acceptable to the par�es can be 
found, then the administra�on should invoke peer considera�on regarding any contemplated 
sanc�ons.6 
 
10. The standard for dismissal or other severe sanc�on remains that of adequate cause, and 
the mere fact of successive nega�ve reviews does not in any way diminish the obliga�on of the 
ins�tu�on to show such cause in a separate forum before an appropriately cons�tuted hearing 
body of peers convened for that purpose. Evalua�on records may be admissible but rebutable 
as to accuracy. Even if they are accurate, the administra�on is s�ll required to bear the burden 
of proof and demonstrate through an adversarial proceeding not only that the nega�ve 
evalua�ons rest on fact, but also that the facts rise to the level of adequate cause for dismissal 
or other severe sanc�on. The faculty member must be afforded the full procedural safeguards 
set forth in the 1958 Statement on Procedural Standards in Faculty Dismissal Proceedings and 
the Recommended Ins�tu�onal Regula�ons on Academic Freedom and Tenure, which include, 
among other safeguards, the opportunity to confront and cross-examine adverse witnesses. 
 
Notes 
1. These procedures are set forth in the 1940 Statement of Principles on Academic 
Freedom and Tenure, the 1958 Statement on Procedural Standards in Faculty Dismissal 
Proceedings, and the Associa�on’s “Recommended Ins�tu�onal Regula�ons on Academic 
Freedom and Tenure.” These documents appear in AAUP, Policy Documents and Reports, 11th 
ed. (Bal�more: Johns Hopkins University Press, 2015), 13– 19, 91–93, and 79–90. 
 
2. See William Van Alstyne, “Tenure: A Summary, Explana�on, and ‘Defense,’” AAUP 
Bulle�n 57(1971): 328–33, and Mathew W. Finkin, “The Assault on Faculty Independence,” 
Academe: Bulle�n of the AAUP 83 (July–August 1997): 16–21. 
 
3. Here, and in other guidelines and standards set forth below, the procedures, in addi�on 
to conforming with established AAUP-supported standards, should also conform to the 
applicable provisions of any collec�ve bargaining agreement. 
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4. For the applicable policy statements, see note 1. 
 
5. See Regula�on 16, “Recommended Ins�tu�onal Regula�ons,” Policy Documents and 
Reports, 88. 
 
6. See Regula�ons 5–7, “Recommended Ins�tu�onal Regula�ons,” ibid., 83–85. 
 
ADDITIONAL NOTES 
 
The faculty notes that the principles of fairness and collabora�on/consulta�on derive also from 
the Rule of Benedict, Chapter 3. Though the specifics of the rule apply to the monas�c context 
of the Abbey and the Abbot’s jurisdic�on within the Abbey, the principles of consulta�on by 
University leaders and fairness cons�tute noteworthy models for the general conduct of 
University life at Saint Mar�n’s: 
 
As o�en as anything important is to be done in the monastery, the abbot shall call the whole 
community together and himself explain what the business is; and a�er hearing the advice of 
the brothers, let him ponder it and follow what he judges the wiser course. The reason we have 
said all should be called for counsel is that the Lord o�en reveals what is beter to the younger. 
The brothers, for their part, are to express their opinions with all humility, and not presume to 
defend their own ways obs�nately. The decision is rather the abbots to make, so that when he 
has determined what is more prudent, all may obey. Nevertheless, just as it is proper for 
disciples to obey the master, so it is becoming for the master on his part to setle everything 
with foresight and fairness. 
 
These principles – of consulta�on among cons�tuents and fairness in decision-making – also 
define aspects of University life and conduct as outlined in the Faculty Handbook and Bylaws. 
 
The Faculty notes that the University’s transi�on to College/School deans evolved as its 
footprint expanded, a context that is not unlike that prescribed by the RB for the crea�on of 
deans in a monastery, and that the spirit of the University’s transi�on, as in many of its 
ac�vi�es, captures values ar�culated by the RB and the monas�c order of Benedic�ne monks to 
whom the University owes its iden�ty and essen�al character: 
 
If the brotherhood is large, let brethren of good repute and holy life be chosen from among 
them and be appointed deans; and let them take care of their deaneries in everything according 
to the commandments of God and the direc�ons of their Abbot. Let such be chosen deans as 
the Abbot may safely trust to share his burden. Let them not be chosen for their rank, but for 
the merit of their life and their wisdom and knowledge; and if any of them, puffed up with 
pride, should be found blameworthy and, a�er having been corrected once and again and even 
a third �me, refuseth to amend, let him be deposed, and one who is worthy be placed in his 
stead. 
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Current full-�me visi�ng faculty members who were hired prior to December 2013 and have 
taught at Saint Mar�n’s for two-three years may be considered for tenure-track appointments in 
the University within the next three-five years through a locally-adver�sed search, subject to 
the following contexts and condi�ons: 
 
1. They are not currently replacing a regular faculty member who has taken on 
administra�ve func�ons temporarily or has undertaken a leave of absence and is expected to 
return to the department in due course; 
2. They have established a record of successful teaching, show promise of con�nuing 
scholarly engagement and ac�vity, and have the poten�al to contribute to the life of the 
University through service; 
3. The department involved can demonstrate the need for an addi�onal tenure-track 
appointment in the area of the visi�ng faculty member’s curricular exper�se; if the department 
is able to 
demonstrate curricular need but not in the visi�ng faculty member’s area of exper�se, the 
department’s request for an addi�onal tenure-track hire will be considered among all such 
requests for the year; 
 
1. The department endorses by a two-thirds majority vote the visi�ng faculty member as a 
candidate to be considered for a tenure-track posi�on; 
2. The dean endorses the request made by the department; 
3. University finances permit this transi�on. 
 
Final approval is granted by the University president upon a recommenda�on by the provost. 
 
Recommended Further Reading 
American Associa�on of University Professors (AAUP) 
Faculty members are encouraged to consult Policy Documents and Posi�on Papers on the AAUP 
web site: www.aaup.org 
 
American Associa�on of University Women (AAUW) 
Faculty members are also encouraged to consult documents and statements on the AAUW 
website: www.aauw.org. The AAUW advances “equity for women and girls through advocacy, 
educa�on, philanthropy, and research.” It is the na�on’s leading voice promo�ng equity and 
educa�on for women and girls. Since its founding in 1881, AAUW members have examined and 
taken posi�ons on the fundamental issues of the day — educa�onal, social, economic, and 
poli�cal. 
 
Other sites of interest to faculty include: 
www.chronicle.com 
www.insidehighered.com 
htp://www.�meshighereduca�on.co.uk/ 
htp://www.universi�esnews.com/ 
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APPENDIX G: 
SAINT MARTIN’S ABBEY LICENSE AGREEMENT 
 
To view the license agreement, double click on the ‘Notarized License Agreement Mar 2023.pdf’ 
icon below. 
 

Notarized License Agreement Mar 2023-compressed.pdf  
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APPENDIX H: 
SAINT MARTIN’S UNIVERSITY BYLAWS 
 
To view the bylaws, double click on the ‘Amended Bylaws Mar 2023-compressed.pdf’ icon 
below. 
 

Amended Bylaws March 2023-compressed.pdf  
 
 



198 
 

APPENDIX I: 
EX CORDE ECCLESIAE 
 

APOSTOLIC CONSTITUTION 
OF THE SUPREME PONTIFF 

JOHN PAUL II 
ON CATHOLIC UNIVERSITIES 

INTRODUCTION  

BORN FROM THE HEART of the Church, a Catholic University is located in that course of 
tradition which may be traced back to the very origin of the University as an institution. It has 
always been recognized as an incomparable center of creativity and dissemination of knowledge 
for the good of humanity. By vocation, the Universitas magistrorum et scholarium is dedicated 
to research, to teaching and to the education of students who freely associate with their teachers 
in a common love of knowledge (1). With every other University it shares that gaudium de 
veritate, so precious to Saint Augustine, which is that joy of searching for, discovering and 
communicating truth(2) in every field of knowledge. A Catholic University's privileged task is 
"to unite existentially by intellectual effort two orders of reality that too frequently tend to be 
placed in opposition as though they were antithetical: the search for truth, and the certainty of 
already knowing the fount of truth"(3). 

2. For many years I myself was deeply enriched by the beneficial experience of university life: 
the ardent search for truth and its unselfish transmission to youth and to all those learning to 
think rigorously, so as to act rightly and to serve humanity better. 

Therefore, I desire to share with everyone my profound respect for Catholic Universities, and to 
express my great appreciation for the work that is being done in them in the various spheres of 
knowledge. In a particular way, I wish to manifest my joy at the numerous meetings which the 
Lord has permitted me to have in the course of my apostolic journeys with the Catholic 
University communities of various continents. They are for me a lively and promising sign of the 
fecundity of the Christian mind in the heart of every culture. They give me a well-founded hope 
for a new flowering of Christian culture in the rich and varied context of our changing times, 
which certainly face serious challenges but which also bear so much promise under the action of 
the Spirit of truth and of love. 

It is also my desire to express my pleasure and gratitude to the very many Catholic scholars 
engaged in teaching and research in non-Catholic Universities. Their task as academics and 
scientists, lived out in the light of the Christian faith, is to be considered precious for the good of 
the Universities in which they teach. Their presence, in fact, is a continuous stimulus to the 
selfless search for truth and for the wisdom that comes from above. 

3. Since the beginning of this Pontificate, I have shared these ideas and sentiments with my 
closest collaborators, the Cardinals, with the Congregation for Catholic Education, and with men 
and women of culture throughout the world. In fact, the dialogue of the Church with the cultures 
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of our times is that vital area where "the future of the Church and of the world is being played 
out as we conclude the twentieth century"(4). There is only one culture: that of man, by man and 
for man (5). And thanks to her Catholic Universities and their humanistic and scientific 
inheritance, the Church, expert in humanity, as my predecessor, Paul VI, expressed it at the 
United Nations(6), explores the mysteries of humanity and of the world, clarifying them in the 
light of Revelation. 

4. It is the honor and responsibility of a Catholic University to consecrate itself without reserve 
to the cause of truth. This is its way of serving at one and the same time both the dignity of man 
and the good of the Church, which has "an intimate conviction that truth is (its) real ally ... and 
that knowledge and reason are sure ministers to faith"(7). Without in any way neglecting the 
acquisition of useful knowledge, a Catholic University is distinguished by its free search for the 
whole truth about nature, man and God. The present age is in urgent need of this kind of 
disinterested service, namely of proclaiming the meaning of truth, that fundamental value 
without which freedom, justice and human dignity are extinguished. By means of a kind of 
universal humanism a Catholic University is completely dedicated to the research of all aspects 
of truth in their essential connection with the supreme Truth, who is God. It does this without 
fear but rather with enthusiasm, dedicating itself to every path of knowledge, aware of being 
preceded by him who is "the Way, the Truth, and the Life"(8), the Logos, whose Spirit of 
intelligence and love enables the human person with his or her own intelligence to find the 
ultimate reality of which he is the source and end and who alone is capable of giving fully that 
Wisdom without which the future of the world would be in danger. 

5. It is in the context of the impartial search for truth that the relationship between faith and 
reason is brought to light and meaning. The invitation of Saint Augustine, "Intellege ut credas; 
crede ut intellegas"(9), is relevant to Catholic Universities that are called to explore 
courageously the riches of Revelation and of nature so that the united endeavor of intelligence 
and faith will enable people to come to the full measure of their humanity, created in the image 
and likeness of God, renewed even more marvelously, after sin, in Christ, and called to shine 
forth in the light of the Spirit. 

6. Through the encounter which it establishes between the unfathomable richness of the salvific 
message of the Gospel and the variety and immensity of the fields of knowledge in which that 
richness is incarnated by it, a Catholic University enables the Church to institute an 
incomparably fertile dialogue with people of every culture. Man's life is given dignity by culture, 
and, while he finds his fullness in Christ, there can be no doubt that the Gospel which reaches 
and renews him in every dimension is also fruitful for the culture in which he lives. 

7. In the world today, characterized by such rapid developments in science and technology, the 
tasks of a Catholic University assume an ever greater importance and urgency. Scientific and 
technological discoveries create an enormous economic and industrial growth, but they also 
inescapably require the correspondingly necessary search for meaning in order to guarantee that 
the new discoveries be used for the authentic good of individuals and of human society as a 
whole. If it is the responsibility of every University to search for such meaning, a Catholic 
University is called in a particular way to respond to this need: its Christian inspiration enables it 
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to include the moral, spiritual and religious dimension in its research, and to evaluate the 
attainments of science and technology in the perspective of the totality of the human person. 

In this context, Catholic Universities are called to a continuous renewal, both as "Universities" 
and as "Catholic". For, "What is at stake is the very meaning of scientific and technological 
research, of social life and of culture, but, on an even more profound level, what is at stake is the 
very meaning of the human person"(10). Such renewal requires a clear awareness that, by its 
Catholic character, a University is made more capable of conducting an impartial search for 
truth, a search that is neither subordinated to nor conditioned by particular interests of any kind. 

8. Having already dedicated the Apostolic Constitution Sapientia Christiana to Ecclesiastical 
Faculties and Universities (11), I then felt obliged to propose an analogous Document for 
Catholic Universities as a sort of "magna carta", enriched by the long and fruitful experience of 
the Church in the realm of Universities and open to the promise of future achievements that will 
require courageous creativity and rigorous fidelity. 

9. The present Document is addressed especially to those who conduct Catholic Universities, to 
the respective academic communities, to all those who have an interest in them, particularly the 
Bishops, Religious Congregations and ecclesial Institutions, and to the numerous laity who are 
committed to the great mission of higher education. Its purpose is that "the Christian mind may 
achieve, as it were, a public, persistent and universal presence in the whole enterprise of 
advancing higher culture and that the students of these institutions become people outstanding in 
learning, ready to shoulder society's heavier burdens and to witness the faith to the world"(12). 

10. In addition to Catholic Universities, I also turn to the many Catholic Institutions of higher 
education. According to their nature and proper objectives, they share some or all of the 
characteristics of a University and they offer their own contribution to the Church and to society, 
whether through research, education or professional training. While this Document specifically 
concerns Catholic Universities, it is also meant to include all Catholic Institutions of higher 
education engaged in instilling the Gospel message of Christ in souls and cultures. 

Therefore, it is with great trust and hope that I invite all Catholic Universities to pursue their 
irreplaceable task. Their mission appears increasingly necessary for the encounter of the Church 
with the development of the sciences and with the cultures of our age. 

Together with all my brother Bishops who share pastoral responsibility with me, I would like to 
manifest my deep conviction that a Catholic University is without any doubt one of the best 
instruments that the Church offers to our age which is searching for certainty and wisdom. 
Having the mission of bringing the Good News to everyone, the Church should never fail to 
interest herself in this Institution. By research and teaching, Catholic Universities assist the 
Church in the manner most appropriate to modern times to find cultural treasures both old and 
new, "nova et vetera", according to the words of Jesus (13). 

11. Finally, I turn to the whole Church, convinced that Catholic Universities are essential to her 
growth and to the development of Christian culture and human progress. For this reason, the 
entire ecclesial Community is invited to give its support to Catholic Institutions of higher 
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education and to assist them in their process of development and renewal. It is invited in a 
special way to guard the rights and freedom of these Institutions in civil society, and to offer 
them economic aid, especially in those countries where they have more urgent need of it, and to 
furnish assistance in founding new Catholic Universities wherever this might be necessary. 

My hope is that these prescriptions, based on the teaching of Vatican Council II and the 
directives of the Code of Canon Law, will enable Catholic Universities and other Institutes of 
higher studies to fulfil their indispensable mission in the new advent of grace that is opening up 
to the new Millennium. 

PART I 

IDENTITY AND MISSION 

A. THE IDENTITY OF A CATHOLIC UNIVERSITY 

1. Nature and Objectives 

12. Every Catholic University, as a university, is an academic community which, in a rigorous 
and critical fashion, assists in the protection and advancement of human dignity and of a cultural 
heritage through research, teaching and various services offered to the local, national and 
international communities (14). It possesses that institutional autonomy necessary to perform its 
functions effectively and guarantees its members academic freedom, so long as the rights of the 
individual person and of the community are preserved within the confines of the truth and the 
common good (15). 

13. Since the objective of a Catholic University is to assure in an institutional manner a Christian 
presence in the university world confronting the great problems of society and culture(16), every 
Catholic University, as Catholic, must have the following essential characteristics: 

1. A Christian inspiration not only of individuals but of the university community as such; 

2. A continuing reflection in the light of the Catholic faith upon the growing treasury of human 
knowledge, to which it seeks to contribute by its own research; 

3. Fidelity to the Christian message as it comes to us through the Church; 

4. An institutional commitment to the service of the people of God and of the human family in 
their pilgrimage to the transcendent goal which gives meaning to life"(17). 

14. "In the light of these four characteristics, it is evident that besides the teaching, research and 
services common to all Universities, a Catholic University, by institutional commitment, brings 
to its task the inspiration and light of the Christian message. In a Catholic University, therefore, 
Catholic ideals, attitudes and principles penetrate and inform university activities in accordance 
with the proper nature and autonomy of these activities. In a word, being both a University and 
Catholic, it must be both a community of scholars representing various branches of human 
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knowledge, and an academic institution in which Catholicism is vitally present and 
operative"(18). 

15. A Catholic University, therefore, is a place of research, where scholars scrutinize reality with 
the methods proper to each academic discipline, and so contribute to the treasury of human 
knowledge. Each individual discipline is studied in a systematic manner; moreover, the various 
disciplines are brought into dialogue for their mutual enhancement. 

In addition to assisting men and women in their continuing quest for the truth, this research 
provides an effective witness, especially necessary today, to the Church's belief in the intrinsic 
value of knowledge and research. 

In a Catholic University, research necessarily includes (a) the search for an integration of 
knowledge, (b) a dialogue between faith and reason, (c) an ethical concern, and (d) a theological 
perspective. 

16. Integration of knowledge is a process, one which will always remain incomplete; moreover, 
the explosion of knowledge in recent decades, together with the rigid compartmentalization of 
knowledge within individual academic disciplines, makes the task increasingly difficult. But a 
University, and especially a Catholic University, "has to be a 'living union' of individual 
organisms dedicated to the search for truth ... It is necessary to work towards a higher 
synthesis of knowledge, in which alone lies the possibility of satisfying that thirst for truth which 
is profoundly inscribed on the heart of the human person"(19). Aided by the specific 
contributions of philosophy and theology, university scholars will be engaged in a constant effort 
to determine the relative place and meaning of each of the various disciplines within the context 
of a vision of the human person and the world that is enlightened by the Gospel, and therefore by 
a faith in Christ, the Logos, as the centre of creation and of human history. 

17. In promoting this integration of knowledge, a specific part of a Catholic University's task is 
to promote dialogue between faith and reason, so that it can be seen more profoundly how faith 
and reason bear harmonious witness to the unity of all truth. While each academic discipline 
retains its own integrity and has its own methods, this dialogue demonstrates that "methodical 
research within every branch of learning, when carried out in a truly scientific manner and in 
accord with moral norms, can never truly conflict with faith. For the things of the earth and the 
concerns of faith derive from the same God"(20). A vital interaction of two distinct levels of 
coming to know the one truth leads to a greater love for truth itself, and contributes to a more 
comprehensive understanding of the meaning of human life and of the purpose of God's creation. 

18. Because knowledge is meant to serve the human person, research in a Catholic University is 
always carried out with a concern for the ethical and moral implications both of its methods and 
of its discoveries. This concern, while it must be present in all research, is particularly important 
in the areas of science and technology. "It is essential that we be convinced of the priority of the 
ethical over the technical, of the primacy of the person over things, of the superiority of the spirit 
over matter. The cause of the human person will only be served if knowledge is joined to 
conscience. Men and women of science will truly aid humanity only if they preserve 'the sense of 
the transcendence of the human person over the world and of God over the human person"(21). 
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19. Theology plays a particularly important role in the search for a synthesis of knowledge as 
well as in the dialogue between faith and reason. It serves all other disciplines in their search for 
meaning, not only by helping them to investigate how their discoveries will affect individuals 
and society but also by bringing a perspective and an orientation not contained within their own 
methodologies. In turn, interaction with these other disciplines and their discoveries enriches 
theology, offering it a better understanding of the world today, and making theological research 
more relevant to current needs. Because of its specific importance among the academic 
disciplines, every Catholic University should have a faculty, or at least a chair, of theology(22). 

20. Given the close connection between research and teaching, the research qualities indicated 
above will have their influence on all teaching. While each discipline is taught systematically and 
according to its own methods, interdisciplinary studies, assisted by a careful and thorough study 
of philosophy and theology, enable students to acquire an organic vision of reality and to develop 
a continuing desire for intellectual progress. In the communication of knowledge, emphasis is 
then placed on how human reason in its reflection opens to increasingly broader questions, and 
how the complete answer to them can only come from above through faith. Furthermore, 
the moral implications that are present in each discipline are examined as an integral part of the 
teaching of that discipline so that the entire educative process be directed towards the whole 
development of the person. Finally, Catholic theology, taught in a manner faithful to Scripture, 
Tradition, and the Church's Magisterium, provides an awareness of the Gospel principles which 
will enrich the meaning of human life and give it a new dignity. 

Through research and teaching the students are educated in the various disciplines so as to 
become truly competent in the specific sectors in which they will devote themselves to the 
service of society and of the Church, but at the same time prepared to give the witness of their 
faith to the world. 

2. The University Community 

21. A Catholic University pursues its objectives through its formation of an authentic human 
community animated by the spirit of Christ. The source of its unity springs from a common 
dedication to the truth, a common vision of the dignity of the human person and, ultimately, the 
person and message of Christ which gives the Institution its distinctive character. As a result of 
this inspiration, the community is animated by a spirit of freedom and charity; it is characterized 
by mutual respect, sincere dialogue, and protection of the rights of individuals. It assists each of 
its members to achieve wholeness as human persons; in turn, everyone in the community helps in 
promoting unity, and each one, according to his or her role and capacity, contributes towards 
decisions which affect the community, and also towards maintaining and strengthening the 
distinctive Catholic character of the Institution. 

22. University teachers should seek to improve their competence and endeavor to set the content, 
objectives, methods, and results of research in an individual discipline within the framework of a 
coherent world vision. Christians among the teachers are called to be witnesses and educators of 
authentic Christian life, which evidences attained integration between faith and life, and between 
professional competence and Christian wisdom. All teachers are to be inspired by academic 
ideals and by the principles of an authentically human life. 



204 
 

23. Students are challenged to pursue an education that combines excellence in humanistic and 
cultural development with specialized professional training. Most especially, they are challenged 
to continue the search for truth and for meaning throughout their lives, since "the human spirit 
must be cultivated in such a way that there results a growth in its ability to wonder, to 
understand, to contemplate, to make personal judgments, and to develop a religious, moral, and 
social sense"(23). This enables them to acquire or, if they have already done so, to deepen a 
Christian way of life that is authentic. They should realize the responsibility of their professional 
life, the enthusiasm of being the trained 'leaders' of tomorrow, of being witnesses to Christ in 
whatever place they may exercise their profession. 

24. Directors and administrators in a Catholic University promote the constant growth of the 
University and its community through a leadership of service; the dedication and witness of 
the non-academic staff are vital for the identity and life of the University. 

25. Many Catholic Universities were founded by Religious Congregations, and continue to 
depend on their support; those Religious Congregations dedicated to the apostolate of higher 
education are urged to assist these Institutions in the renewal of their commitment, and to 
continue to prepare religious men and women who can positively contribute to the mission of a 
Catholic University. 

Lay people have found in university activities a means by which they too could exercise an 
important apostolic role in the Church and, in most Catholic Universities today, the academic 
community is largely composed of laity; in increasing numbers, lay men and women are 
assuming important functions and responsibilities for the direction of these Institutions. These 
lay Catholics are responding to the Church's call "to be present, as signs of courage and 
intellectual creativity, in the privileged places of culture, that is, the world of education-school 
and university"(24). The future of Catholic Universities depends to a great extent on the 
competent and dedicated service of lay Catholics. The Church sees their developing presence in 
these institutions both as a sign of hope and as a confirmation of the irreplaceable lay vocation in 
the Church and in the world, confident that lay people will, in the exercise of their own 
distinctive role, "illumine and organize these (temporal) affairs in such a way that they always 
start out, develop, and continue according to Christ's mind, to the praise of the Creator and the 
Redeemer"(25). 

26. The university community of many Catholic institutions includes members of other 
Churches, ecclesial communities and religions, and also those who profess no religious belief. 
These men and women offer their training and experience in furthering the various academic 
disciplines or other university tasks. 

3. The Catholic University in the Church 

27. Every Catholic University, without ceasing to be a University, has a relationship to the 
Church that is essential to its institutional identity. As such, it participates most directly in the life 
of the local Church in which it is situated; at the same time, because it is an academic institution 
and therefore a part of the international community of scholarship and inquiry, each institution 
participates in and contributes to the life and the mission of the universal Church, assuming 
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consequently a special bond with the Holy See by reason of the service to unity which it is called 
to render to the whole Church. One consequence of its essential relationship to the Church is that 
the institutional fidelity of the University to the Christian message includes a recognition of and 
adherence to the teaching authority of the Church in matters of faith and morals. Catholic 
members of the university community are also called to a personal fidelity to the Church with all 
that this implies. Non-Catholic members are required to respect the Catholic character of the 
University, while the University in turn respects their religious liberty(26). 

28. Bishops have a particular responsibility to promote Catholic Universities, and especially to 
promote and assist in the preservation and strengthening of their Catholic identity, including the 
protection of their Catholic identity in relation to civil authorities. This will be achieved more 
effectively if close personal and pastoral relationships exist between University and Church 
authorities, characterized by mutual trust, close and consistent cooperation and continuing 
dialogue. Even when they do not enter directly into the internal governance of the University, 
Bishops "should be seen not as external agents but as participants in the life of the Catholic 
University"(27). 

29. The Church, accepting "the legitimate autonomy of human culture and especially of the 
sciences", recognizes the academic freedom of scholars in each discipline in accordance with its 
own principles and proper methods (28), and within the confines of the truth and the common 
good. 

Theology has its legitimate place in the University alongside other disciplines. It has proper 
principles and methods which define it as a branch of knowledge. Theologians enjoy this same 
freedom so long as they are faithful to these principles and methods. 

Bishops should encourage the creative work of theologians. They serve the Church through 
research done in a way that respects theological method. They seek to understand better, further 
develop and more effectively communicate the meaning of Christian Revelation as transmitted in 
Scripture and Tradition and in the Church's Magisterium. They also investigate the ways in 
which theology can shed light on specific questions raised by contemporary culture. At the same 
time, since theology seeks an understanding of revealed truth whose authentic interpretation is 
entrusted to the Bishops of the Church (29), it is intrinsic to the principles and methods of their 
research and teaching in their academic discipline that theologians respect the authority of the 
Bishops, and assent to Catholic doctrine according to the degree of authority with which it is 
taught (30). Because of their interrelated roles, dialogue between Bishops and theologians is 
essential; this is especially true today, when the results of research are so quickly and so widely 
communicated through the media (31). 

B. THE MISSION OF SERVICE OF A CATHOLIC UNIVERSITY 

30. The basic mission of a University is a continuous quest for truth through its research, and the 
preservation and communication of knowledge for the good of society. A Catholic University 
participates in this mission with its own specific characteristics and purposes. 

1. Service to Church and Society 
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31. Through teaching and research, a Catholic University offers an indispensable contribution to 
the Church. In fact, it prepares men and women who, inspired by Christian principles and helped 
to live their Christian vocation in a mature and responsible manner, will be able to assume 
positions of responsibility in the Church. Moreover, by offering the results of its scientific 
research, a Catholic University will be able to help the Church respond to the problems and 
needs of this age. 

32. A Catholic University, as any University, is immersed in human society; as an extension of its 
service to the Church, and always within its proper competence, it is called on to become an ever 
more effective instrument of cultural progress for individuals as well as for society. Included 
among its research activities, therefore, will be a study of serious contemporary problems in 
areas such as the dignity of human life, the promotion of justice for all, the quality of personal 
and family life, the protection of nature, the search for peace and political stability, a more just 
sharing in the world's resources, and a new economic and political order that will better serve the 
human community at a national and international level. University research will seek to discover 
the roots and causes of the serious problems of our time, paying special attention to their ethical 
and religious dimensions. 

If need be, a Catholic University must have the courage to speak uncomfortable truths which do 
not please public opinion, but which are necessary to safeguard the authentic good of society. 

33. A specific priority is the need to examine and evaluate the predominant values and norms of 
modern society and culture in a Christian perspective, and the responsibility to try to 
communicate to society those ethical and religious principles which give full meaning to human 
life. In this way a University can contribute further to the development of a true Christian 
anthropology, founded on the person of Christ, which will bring the dynamism of the creation 
and redemption to bear on reality and on the correct solution to the problems of life. 

34. The Christian spirit of service to others for the promotion of social justice is of particular 
importance for each Catholic University, to be shared by its teachers and developed in its 
students. The Church is firmly committed to the integral growth of all men and women (32). The 
Gospel, interpreted in the social teachings of the Church, is an urgent call to promote "the 
development of those peoples who are striving to escape from hunger, misery, endemic diseases 
and ignorance; of those who are looking for a wider share in the benefits of civilization and a 
more active improvement of their human qualities; of those who are aiming purposefully at their 
complete fulfilment"(33). Every Catholic University feels responsible to contribute concretely to 
the progress of the society within which it works: for example it will be capable of searching for 
ways to make university education accessible to all those who are able to benefit from it, 
especially the poor or members of minority groups who customarily have been deprived of it. A 
Catholic University also has the responsibility, to the degree that it is able, to help to promote the 
development of the emerging nations. 

35. In its attempts to resolve these complex issues that touch on so many different dimensions of 
human life and of society, a Catholic University will insist on cooperation among the different 
academic disciplines, each offering its distinct contribution in the search for solutions; moreover, 
since the economic and personal resources of a single Institution are limited, cooperation 
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in common research projects among Catholic Universities, as well as with other private and 
governmental institutions, is imperative. In this regard, and also in what pertains to the other 
fields of the specific activity of a Catholic University, the role played by various national and 
international associations of Catholic Universities is to be emphasized. Among these associations 
the mission of The International Federation of Catholic Universities, founded by the Holy 
See(34), is particularly to be remembered. The Holy See anticipates further fruitful collaboration 
with this Federation. 

36. Through programs of continuing education offered to the wider community, by making its 
scholars available for consulting services, by taking advantage of modern means of 
communication, and in a variety of other ways, a Catholic University can assist in making the 
growing body of human knowledge and a developing understanding of the faith available to a 
wider public, thus expanding university services beyond its own academic community. 

37. In its service to society, a Catholic University will relate especially to the academic, cultural 
and scientific world of the region in which it is located. Original forms of dialogue and 
collaboration are to be encouraged between the Catholic Universities and the other Universities 
of a nation on behalf of development, of understanding between cultures, and of the defense of 
nature in accordance with an awareness of the international ecological situation. 

Catholic Universities join other private and public Institutions in serving the public interest 
through higher education and research; they are one among the variety of different types of 
institution that are necessary for the free expression of cultural diversity, and they are committed 
to the promotion of solidarity and its meaning in society and in the world. Therefore they have 
the full right to expect that civil society and public authorities will recognize and defend their 
institutional autonomy and academic freedom; moreover, they have the right to the financial 
support that is necessary for their continued existence and development. 

2. Pastoral Ministry 

38. Pastoral ministry is that activity of the University which offers the members of the university 
community an opportunity to integrate religious and moral principles with their academic study 
and non-academic activities, thus integrating faith with life. It is part of the mission of the 
Church within the University, and is also a constitutive element of a Catholic University itself, 
both in its structure and in its life. A university community concerned with promoting the 
Institution's Catholic character will be conscious of this pastoral dimension and sensitive to the 
ways in which it can have an influence on all university activities. 

39. As a natural expression of the Catholic identity of the University, the university 
community should give a practical demonstration of its faith in its daily activity, with important 
moments of reflection and of prayer. Catholic members of this community will be offered 
opportunities to assimilate Catholic teaching and practice into their lives and will be encouraged 
to participate in the celebration of the sacraments, especially the Eucharist as the most perfect act 
of community worship. When the academic community includes members of other Churches, 
ecclesial communities or religions, their initiatives for reflection and prayer in accordance with 
their own beliefs are to be respected. 
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40. Those involved in pastoral ministry will encourage teachers and students to become more 
aware of their responsibility towards those who are suffering physically or spiritually. Following 
the example of Christ, they will be particularly attentive to the poorest and to those who suffer 
economic, social, cultural or religious injustice. This responsibility begins within the academic 
community, but it also finds application beyond it. 

41. Pastoral ministry is an indispensable means by which Catholic students can, in fulfilment of 
their baptism, be prepared for active participation in the life of the Church; it can assist in 
developing and nurturing the value of marriage and family life, fostering vocations to the 
priesthood and religious life, stimulating the Christian commitment of the laity and imbuing 
every activity with the spirit of the Gospel. Close cooperation between pastoral ministry in a 
Catholic University and the other activities within the local Church, under the guidance or with 
the approval of the diocesan Bishop, will contribute to their mutual growth (35). 

42. Various associations or movements of spiritual and apostolic life, especially those developed 
specifically for students, can be of great assistance in developing the pastoral aspects of 
university life. 

3. Cultural Dialogue 

43. By its very nature, a University develops culture through its research, helps to transmit the 
local culture to each succeeding generation through its teaching, and assists cultural activities 
through its educational services. It is open to all human experience and is ready to dialogue with 
and learn from any culture. A Catholic University shares in this, offering the rich experience of 
the Church's own culture. In addition, a Catholic University, aware that human culture is open to 
Revelation and transcendence, is also a primary and privileged place for a fruitful dialogue 
between the Gospel and culture. 

44. Through this dialogue a Catholic University assists the Church, enabling it to come to a 
better knowledge of diverse cultures, discern their positive and negative aspects, to receive their 
authentically human contributions, and to develop means by which it can make the faith better 
understood by the men and women of a particular culture(36). While it is true that the Gospel 
cannot be identified with any particular culture and transcends all cultures, it is also true that "the 
Kingdom which the Gospel proclaims is lived by men and women who are profoundly linked to 
a culture, and the building up of the Kingdom cannot avoid borrowing the elements of human 
culture or cultures (37). "A faith that places itself on the margin of what is human, of what is 
therefore culture, would be a faith unfaithful to the fullness of what the Word of God manifests 
and reveals, a decapitated faith, worse still, a faith in the process of self-annihilation"(38). 

45. A Catholic University must become more attentive to the cultures of the world of today, and 
to the various cultural traditions existing within the Church in a way that will promote a 
continuous and profitable dialogue between the Gospel and modern society. Among the criteria 
that characterize the values of a culture are above all, the meaning of the human person, his or 
her liberty, dignity, sense of responsibility, and openness to the transcendent. To a respect for 
persons is joined the preeminent value of the family, the primary unit of every human culture. 
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Catholic Universities will seek to discern and evaluate both the aspirations and the contradictions 
of modern culture, in order to make it more suited to the total development of individuals and 
peoples. In particular, it is recommended that by means of appropriate studies, the impact of 
modern technology and especially of the mass media on persons, the family, and the institutions 
and whole of modem culture be studied deeply. Traditional cultures are to be defended in their 
identity, helping them to receive modern values without sacrificing their own heritage, which is a 
wealth for the whole of the human family. Universities, situated within the ambience of these 
cultures, will seek to harmonize local cultures with the positive contributions of modern cultures. 

46. An area that particularly interests a Catholic University is the dialogue between Christian 
thought and the modern sciences. This task requires persons particularly well versed in the 
individual disciplines and who are at the same time adequately prepared theologically, and who 
are capable of confronting epistemological questions at the level of the relationship between faith 
and reason. Such dialogue concerns the natural sciences as much as the human sciences which 
posit new and complex philosophical and ethical problems. The Christian researcher should 
demonstrate the way in which human intelligence is enriched by the higher truth that comes from 
the Gospel: "The intelligence is never diminished, rather, it is stimulated and reinforced by that 
interior fount of deep understanding that is the Word of God, and by the hierarchy of values that 
results from it... In its unique manner, the Catholic University helps to manifest the superiority of 
the spirit, that can never, without the risk of losing its very self, be placed at the service of 
something other than the search for truth"(39). 

47. Besides cultural dialogue, a Catholic University, in accordance with its specific ends, and 
keeping in mind the various religious-cultural contexts, following the directives promulgated by 
competent ecclesiastical authority, can offer a contribution to ecumenical dialogue. It does so to 
further the search for unity among all Christians. In inter-religious dialogue it will assist in 
discerning the spiritual values that are present in the different religions. 

4. Evangelization 

48. The primary mission of the Church is to preach the Gospel in such a way that a relationship 
between faith and life is established in each individual and in the socio-cultural context in which 
individuals live and act and communicate with one another. Evangelization means "bringing the 
Good News into all the strata of humanity, and through its influence transforming humanity from 
within and making it new... It is a question not only of preaching the Gospel in ever wider 
geographic areas or to ever greater numbers of people, but also of affecting and, as it were, 
upsetting, through the power of the Gospel, humanity's criteria of judgment, determining values, 
points of interest, lines of thought, sources of inspiration and models of life, which are in contrast 
with the Word of God and the plan of salvation"(40). 

49. By its very nature, each Catholic University makes an important contribution to the Church's 
work of evangelization. It is a living institutional witness to Christ and his message, so vitally 
important in cultures marked by secularism, or where Christ and his message are still virtually 
unknown. Moreover, all the basic academic activities of a Catholic University are connected with 
and in harmony with the evangelizing mission of the Church: research carried out in the light of 
the Christian message which puts new human discoveries at the service of individuals and 
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society; education offered in a faith-context that forms men and women capable of rational and 
critical judgment and conscious of the transcendent dignity of the human person; professional 
training that incorporates ethical values and a sense of service to individuals and to society; the 
dialogue with culture that makes the faith better understood, and the theological research that 
translates the faith into contemporary language. "Precisely because it is more and more 
conscious of its salvific mission in this world, the Church wants to have these centers closely 
connected with it; it wants to have them present and operative in spreading the authentic message 
of Christ"(41). 

PART II 

GENERAL NORMS 

Article 1. The Nature of these General Norms 

§ 1. These General Norms are based on, and are a further development of, the Code of Canon 
Law (42) and the complementary Church legislation, without prejudice to the right of the Holy 
See to intervene should this become necessary. They are valid for all Catholic Universities and 
other Catholic Institutes of Higher Studies throughout the world. 

§ 2. The General Norms are to be applied concretely at the local and regional levels by Episcopal 
Conferences and other Assemblies of Catholic Hierarchy (43) in conformity with the Code of 
Canon Law and complementary Church legislation, taking into account the Statutes of each 
University or Institute and, as far as possible and appropriate, civil law. After review by the Holy 
See (44), these local or regional "Ordinances" will be valid for all Catholic Universities and other 
Catholic Institutes of Higher Studies in the region, except for Ecclesiastical Universities and 
Faculties. These latter Institutions, including Ecclesiastical Faculties which are part of a Catholic 
University, are governed by the norms of the Apostolic Constitution Sapientia Christiana (45). 

§ 3. A University established or approved by the Holy See, by an Episcopal Conference or 
another Assembly of Catholic Hierarchy, or by a diocesan Bishop is to incorporate these General 
Norms and their local and regional applications into its governing documents, and conform its 
existing Statutes both to the General Norms and to their applications, and submit them for 
approval to the competent ecclesiastical Authority. It is contemplated that other Catholic 
Universities, that is, those not established or approved in any of the above ways, with the 
agreement of the local ecclesiastical Authority, will make their own the General Norms and their 
local and regional applications, internalizing them into their governing documents, and, as far as 
possible, will conform their existing Statutes both to these General Norms and to their 
applications. 

Article 2. The Nature of a Catholic University 

§ 1. A Catholic University, like every university, is a community of scholars representing various 
branches of human knowledge. It is dedicated to research, to teaching, and to various kinds of 
service in accordance with its cultural mission. 
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§ 2. A Catholic University, as Catholic, informs and carries out its research, teaching, and all 
other activities with Catholic ideals, principles and attitudes. It is linked with the Church either 
by a formal, constitutive and statutory bond or by reason of an institutional commitment made by 
those responsible for it. 

§ 3. Every Catholic University is to make known its Catholic identity, either in a mission 
statement or in some other appropriate public document, unless authorized otherwise by the 
competent ecclesiastical Authority. The University, particularly through its structure and its 
regulations, is to provide means which will guarantee the expression and the preservation of this 
identity in a manner consistent with §2. 

§ 4. Catholic teaching and discipline are to influence all university activities, while the freedom 
of conscience of each person is to be fully respected (46). Any official action or commitment of 
the University is to be in accord with its Catholic identity. 

§ 5. A Catholic University possesses the autonomy necessary to develop its distinctive identity 
and pursue its proper mission. Freedom in research and teaching is recognized and respected 
according to the principles and methods of each individual discipline, so long as the rights of the 
individual and of the community are preserved within the confines of the truth and the common 
good (47). 

Article 3. The Establishment of a Catholic University 

§ 1. A Catholic University may be established or approved by the Holy See, by an Episcopal 
Conference or another Assembly of Catholic Hierarchy, or by a diocesan Bishop. 

§ 2. With the consent of the diocesan Bishop, a Catholic University may also be established by a 
Religious Institute or other public juridical person. 

§ 3. A Catholic University may also be established by other ecclesiastical or lay persons; such a 
University may refer to itself as a Catholic University only with the consent of the competent 
ecclesiastical Authority, in accordance with the conditions upon which both parties shall agree 
(48). 

§ 4. In the cases of §§ 1 and 2, the Statutes must be approved by the competent ecclesiastical 
Authority. 

Article 4. The University Community 

§ 1. The responsibility for maintaining and strengthening the Catholic identity of the University 
rests primarily with the University itself. While this responsibility is entrusted principally to 
university authorities (including, when the positions exist, the Chancellor and/or a Board of 
Trustees or equivalent body), it is shared in varying degrees by all members of the university 
community, and therefore calls for the recruitment of adequate university personnel, especially 
teachers and administrators, who are both willing and able to promote that identity. The identity 
of a Catholic University is essentially linked to the quality of its teachers and to respect for 
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Catholic doctrine. It is the responsibility of the competent Authority to watch over these two 
fundamental needs in accordance with what is indicated in Canon Law (49). 

§ 2. All teachers and all administrators, at the time of their appointment, are to be informed about 
the Catholic identity of the Institution and its implications, and about their responsibility to 
promote, or at least to respect, that identity. 

§ 3. In ways appropriate to the different academic disciplines, all Catholic teachers are to be 
faithful to, and all other teachers are to respect, Catholic doctrine and morals in their research 
and teaching. In particular, Catholic theologians, aware that they fulfil a mandate received from 
the Church, are to be faithful to the Magisterium of the Church as the authentic interpreter of 
Sacred Scripture and Sacred Tradition (50). 

§ 4. Those university teachers and administrators who belong to other Churches, ecclesial 
communities, or religions, as well as those who profess no religious belief, and also all students, 
are to recognize and respect the distinctive Catholic identity of the University. In order not to 
endanger the Catholic identity of the University or Institute of Higher Studies, the number of 
non-Catholic teachers should not be allowed to constitute a majority within the Institution, which 
is and must remain Catholic. 

§ 5. The education of students is to combine academic and professional development with 
formation in moral and religious principles and the social teachings of the Church; the program 
of studies for each of the various professions is to include an appropriate ethical formation in that 
profession. Courses in Catholic doctrine are to be made available to all students (51). 

Article 5. The Catholic University within the Church 

§ 1. Every Catholic University is to maintain communion with the universal Church and the Holy 
See; it is to be in close communion with the local Church and in particular with the diocesan 
Bishops of the region or nation in which it is located. In ways consistent with its nature as a 
University, a Catholic University will contribute to the Church's work of evangelization. 

§ 2. Each Bishop has a responsibility to promote the welfare of the Catholic Universities in his 
diocese and has the right and duty to watch over the preservation and strengthening of their 
Catholic character. If problems should arise concerning this Catholic character, the local Bishop 
is to take the initiatives necessary to resolve the matter, working with the competent university 
authorities in accordance with established procedures(52) and, if necessary, with the help of the 
Holy See. 

§ 3. Periodically, each Catholic University, to which Article 3, 1 and 2 refers, is to communicate 
relevant information about the University and its activities to the competent ecclesiastical 
Authority. Other Catholic Universities are to communicate this information to the Bishop of the 
diocese in which the principal seat of the Institution is located. 

Article 6. Pastoral Ministry 
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§ 1. A Catholic University is to promote the pastoral care of all members of the university 
community, and to be especially attentive to the spiritual development of those who are 
Catholics. Priority is to be given to those means which will facilitate the integration of human 
and professional education with religious values in the light of Catholic doctrine, in order to 
unite intellectual learning with the religious dimension of life. 

§ 2. A sufficient number of qualified people-priests, religious, and lay persons-are to be 
appointed to provide pastoral ministry for the university community, carried on in harmony and 
cooperation with the pastoral activities of the local Church under the guidance or with the 
approval of the diocesan Bishop. All members of the university community are to be invited to 
assist the work of pastoral ministry, and to collaborate in its activities. 

Article 7. Cooperation 

§ 1. In order better to confront the complex problems facing modern society, and in order to 
strengthen the Catholic identity of the Institutions, regional, national and international 
cooperation is to be promoted in research, teaching, and other university activities among all 
Catholic Universities, including Ecclesiastical Universities and Faculties(53). Such cooperation 
is also to be promoted between Catholic Universities and other Universities, and with other 
research and educational Institutions, both private and governmental. 

§ 2. Catholic Universities will, when possible and in accord with Catholic principles and 
doctrine, cooperate with government programs and the programs of other national and 
international Organizations on behalf of justice, development and progress. 

TRANSITIONAL NORMS 

Art. 8. The present Constitution will come into effect on the first day to the academic year 1991. 

Art. 9. The application of the Constitution is committed to the Congregation for Catholic 
Education, which has the duty to promulgate the necessary directives that will serve towards that 
end. 

Art. 10. It will be the competence of the Congregation for Catholic Education, when with the 
passage of time circumstances require it, to propose changes to be made in the present 
Constitution in order that it may be adapted continuously to the needs of Catholic Universities. 

Art. 11. Any particular laws or customs presently in effect that are contrary to this Constitution 
are abolished. Also, any privileges granted up to this day by the Holy See whether to physical or 
moral persons that are contrary to this present Constitution are abolished. 

CONCLUSION 

The mission that the Church, with great hope, entrusts to Catholic Universities holds a cultural 
and religious meaning of vital importance because it concerns the very future of humanity. The 
renewal requested of Catholic Universities will make them better able to respond to the task of 
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bringing the message of Christ to man, to society, to the various cultures: "Every human reality, 
both individual and social has been liberated by Christ: persons, as well as the activities of men 
and women, of which culture is the highest and incarnate expression. The salvific action of the 
Church on cultures is achieved, first of all, by means of persons, families and educators... Jesus 
Christ, our Savior, offers his light and his hope to all those who promote the sciences, the arts, 
letters and the numerous fields developed by modem culture. Therefore, all the sons and 
daughters of the Church should become aware of their mission and discover how the strength of 
the Gospel can penetrate and regenerate the mentalities and dominant values that inspire 
individual cultures, as well as the opinions and mental attitudes that are derived from it"(54). 

It is with fervent hope that I address this Document to all the men and women engaged in various 
ways in the significant mission of Catholic higher education. 

Beloved Brothers and Sisters, my encouragement and my trust go with you in your weighty daily 
task that becomes ever more important, more urgent and necessary on behalf of Evangelization 
for the future of culture and of all cultures. The Church and the world have great need of your 
witness and of your capable, free, and responsible contribution. 

Given in Rome, at Saint Peter's, on 15 August, the Solemnity of the Assumption of the Blessed 
Virgin Mary into Heaven, in the year 1990, the twelfth of the Pontificate. 
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