Faculty Senate

FACULTY SENATE
MEETING #619 AGENDA
CGU Theater
THURSDAY, August 19, 2021
12:50 PM to 2:20 PM
Call to Order
1. Approve Faculty Senate Meeting #618 Minutes from July 8, 2021
2. Accept FSEC Report from August 12, 2021
3. Administrative Reports
4. Officer and Committee Reports








President Carmen Scholz
President-Elect Joey Taylor
Past-President Tim Newman
Parliamentarian Mike Banish
Ombudsperson Officer Carolyn Sanders
Governance and Operations Committee Chair Andrei
Gandila







Undergraduate Curriculum Committee Chair:
Finance and Resources Committee Chair
Undergraduate Scholastic Affairs Committee Chair
Faculty and Student Development Committee Chair
Candice Lanius
Personnel Committee Chair Andrea Word

5. University Committee Reports
6. Introduction of new Mr. Jeremy Shelley, Chief Information Security Officer
7. Policy 01.03.07 Revision, BETA Policy (Rev.)
8. Third Reading, Bill 462 (FH Chap. 7 Rev.)

9. Adjourn

Proxies for Senate meetings must be a Senate-eligible individual from the same academic unit. No
individual may carry more than one proxy.
PLEASE SEND PROXIES TO LAUREN BAKER: facsen@uah.edu

Faculty Senate Bill 462: Faculty Handbook Chapter 7 (Apr. 2021 Rev.)
History: Received Mar. 23, 2021.
At FSEC, Mar. 25, 2021. Meeting postponed. Back before FSEC on April 1, 2021. Deferred.
Before FSEC on April 22, 2021. Adjourned before addressed.
Before FSEC on April 23, 2021. Adjourned.
Before FSEC on April 26, 2021. Passed First Reading.
At Senate on April 29, 2021. Adjourned before Second Reading could be addressed.
Passed Second Reading at Senate on July 8, 2021.
Before Senate on Aug. 19, 2021 for Third Reading

Whereas the UAH Faculty Senate previously passed and submitted Chapter 7 of the Faculty Handbook to
the UAH Provost and President,

Whereas the UAH Provost and President ask for a re-review of Chapter 7,

Whereas the Faculty Senate Personnel Committee re-reviewed and edited Chapter 7,

Now, therefore, be it resolved that the attached Chapter 7 of the Faculty Handbook be passed.

Be It Further Resolved:

That upon final Senate approval and notice from the Administration of its concurring approval of this
resolution, that the Chapter7 text that follows be adopted as the new Chapter 7 of the UAH Faculty
Handbook, and

Be It Also Resolved:

That the Senate officers shall update the Faculty Senate web page with the revised Chapter 7 that follows,
provided both final Senate approval and Administration notice of concurring approval of this resolution
have been received.

CHAPTER 7 (Apr. 2021
Rev.)
Chapter

7.2 Definitions

7. FACULTY PERSONNEL POLICIES & PROCEDURES
7.1.Equal Employment Opportunity and Afﬁrmative Action Statement
The University of Alabama in Huntsville is committed to making employment opportunities
available to qualiﬁed applicants and employees and does not unlawfully discriminate on the basis
of race, color, national origin, religion, sex (including marital or parental status), pregnancy, sexual
orientation, age, disability, citizenship, genetic information, or status as a Vietnam-era, special
disabled, or other eligible veteran. All personnel actions and programs shall be administered in
accordance with this equal opportunity policy. These actions and programs include recruitment,
selection, assignment, classiﬁcation, promotion, demotion, transfer, layoff and recall, termination,
determination of wages, conditions and beneﬁts of employment, etc. It is the intent of the
University that, in all aspects of employment, individuals shall be treated without unlawful
discrimination on any of the foregoing bases, and that employment decisions shall instead be
premised upon a person’s ability, experience, and other job-related qualiﬁcations.
Additionally, the University is an afﬁrmative action employer of women, minorities, individuals with
a disability, and Vietnam-era, special disabled, and other eligible veterans. It is committed to
making sustained, diligent efforts to identify and consider such individuals for employment and for
opportunities arising during employment. The University is also committed to equal educational
opportunity for all qualiﬁed students and does not unlawfully discriminate in its educational
policies, practices, programs, or activities on the basis of race, color, national origin, religion, sex
(including marital or parental status), pregnancy, sexual orientation, age, disability, citizenship,
genetic information, or veteran status. Its admissions, ﬁnancial aid, athletics, student services,
and other programs are administered in accordance with this policy.
Discrimination, under this policy, shall be understood to include harassment carried out through
unwelcome verbal or physical conduct directed at one or more individuals on the basis of race,
color, national origin, religion, sex, age, or disability. To be unlawful in an employment context,
enduring such harassment must become a condition of continued employment or the conduct
must be sufﬁciently severe or pervasive to create a working environment that is intimidating,
hostile, or abusive. Offensive jokes, objects, or pictures; slurs and epithets; physical threats and
assaults; intimidation; insults; etc. are among the actions that may constitute harassment.
Potential violations of this policy will be evaluated from the perspective of a reasonable person in
the victim’s situation, taking into account all the circumstances.
With regard to students, such harassment is unlawful when it unreasonably interferes with or limits
the student’s ability to participate in or beneﬁt from services, activities, or privileges provided by
the educational institution. A violation also occurs when, through such harassment, an educational
institution has created or is responsible for a hostile learning environment so severe, pervasive,
or persistent that it adversely affects the student’s ability to participate in or beneﬁt from the
institution’s educational program.
Sexual harassment, in addition and more speciﬁcally, includes sexual advances, requests for
sexual favors, and other conduct of a sexual nature that is unwelcome and is directed toward a
person on the basis of that person’s sex. It may take one of two generally recognized forms. First,
the employee’s or student’s submission to such conduct is made a condition, explicitly or implicitly,
of access to an employment or academic opportunity; for the employee’s or student’s submission
to or rejection of such conduct is used as the basis for employment or academic decisions

affecting the individual, such as, for example, a salary or grade determination, respectively. This
kind of harassment is sometimes referred to as “quid pro quo” (“something for something”) or,
alternatively, harassment that results in “tangible employment action.” Secondly, hostile
environment harassment occurs when the conduct is so severe, persistent, or pervasive that it
unreasonably interferes with an individual’s performance as an employee or student or creates
an intimidating, hostile, or offensive working/learning environment. Examples of actions that might
be deemed to create a hostile environment based on sex could include ﬂirtation, vulgar language,
sexually suggestive jokes, touching of a sexual nature, displaying or distributing sexually explicit
materials, etc.
The University also prohibits retaliation against employees or students who engage in protected
activities. Protected activities include making, in good faith, a complaint of discrimination or
harassment, assisting others in making a complaint, otherwise opposing such acts or practices,
or participating in an investigation, proceeding, or lawsuit. Threats, intimidation, reprisals, and/or
other adverse actions related to ones employment or academic status constitute retaliation if they
may dissuade a reasonable employee or student from exercising his/her right to complain about
the discrimination or harassment. In these respects, the University afﬁrms its desire to create a
work environment for all employees and a learning environment for all students that is fair,
humane, and responsible - an environment that supports and rewards career and educational
goals on the basis of such relevant factors as ability and employment or academic performance.
A University employee or student who is found, under established University procedures, to have
been guilty of discriminatory conduct with respect to another member of the campus community
in violation of these policies will be subject to discipline, up to and including possible dismissal or
expulsion, by the University.
These commitments are designed to meet nondiscrimination/afﬁrmative action requirements
imposed by the following federal and state sources of legal obligation, as amended: Title VI and
VII, Civil Rights Act of 1964; Executive Order 11246; Title IX, Education Amendments of 1972;
the Rehabilitation Act of 1973; the Americans with Disabilities Act of 1990; the Equal Pay Act of
1963; the Age Discrimination in Employment Act of 1967; the Age Discrimination Act of 1975; the
Vietnam Era Veterans’ Readjustment Assistance Act of 1974; the Immigration Reform and Control
Act of 1986; the Genetic Information Nondiscrimination Act of 2008; the U.S. Constitution; contract
and grant agreements with government agencies; the Alabama Age Discrimination Act of 1997;
and the Alabama Constitution of 1901. The University’s equal opportunity policies pertaining to
its employees and students include speciﬁc administrative procedures and implementing
measures designed to carry out these pledges and to ensure compliance with the foregoing laws.
While the University has a legal requirement to abide by Federal and State Statues, as educators
for the next generation, we are also responsible for providing examples of non-discriminatory
behavior and the ability to thrive utilizing such behavior.
Inquiries or complaints concerning the application of this policy or these federal and/or state
requirements should be directed to the ofﬁce of the Vice President for Diversity and Student
Support Services.

7.2.Deﬁnitions
The faculty of the University of Alabama in Huntsville is deﬁned as full-time or part-time members
of the University who have been appointed by the University to one of the categories of faculty
appointment speciﬁed in Section 7.2.1 in accordance with the appointment polices of the
University and the Board of Trustees. Faculty members normally have responsibilities for
teaching, scholarly and/or creative achievements, and service activities; however, faculty

members may be assigned responsibilities for administrative tasks and some full-time administrators may have faculty status.
7.2.1.Categories of Faculty Status
There are two categories of faculty appointment: (1) tenured and tenure-track and (2) non-tenuretrackearning.
7.2.2.1.1.Tenured and Tenure-EarningTrack Faculty
Tenured faculty members are those who have been awarded tenure by the University in accordance with Board Rule 301 of the Board of Trustees of the University of Alabama
(http://www.uasystem.ua.edu/board/Combined%20Board%20Manual.pdf ). Tenure may be
granted at the time of the faculty member’s initial appointment to the faculty or following a probationary period in a tenure-track faculty position (See Sections 7.56.2 and 7.910). Tenure-track
appointments are probationary appointments with an explicit provision in the contract or letter of
offer for a review for tenure by the end of the probationary period. The four ranks of tenured and
tenure-track faculty are, in ascending order: instructor, assistant professor, associate professor,
and professor. Tenured and tenure-track faculty members normally have responsibilities in each
of the three areas of teaching, scholarly and/or creative achievements, and service activities.
Some tenured faculty members may be assigned responsibilities for administrative tasks and
some full-time administrators may have tenured faculty status. In rare cases, tenure-track faculty
members may be assigned responsibilities for administrative tasks or serve as full-time
administrators; such assignments require the agreement of the faculty member as well as the
approval of the Department Chair, Dean, and Provost.
7.2.1.2.2 Nontenure-EarningTrackNon-tenure-earning Faculty
Nontenure-trackNon-tenure-earning faculty appointments are appointments in which the faculty
member has neither been awarded tenure nor is eligible to be reviewed for tenure consideration.
There are 45 sub-categories of non-tenure track faculty: (1) research faculty, (2) clinical faculty,
(3) library faculty, and (4) ﬁxed-term appointmentlecturers, and (5) fixed-term appointment faculty.
Nontenure-trackNon-tenure-earning faculty members are ineligible to serve as department chairs
or associate chairs. Nontenure-trackNon-tenure-earning faculty also are not eligible to serve on
the University Review Board; college Promotion and Tenure Advisory Committees (PTAC); any
search and appointment committees for tenured or tenure-track faculty; any reappointment
committees for tenure-track faculty; or any departmental promotion or tenure committees for
tenured or tenure-track faculty.

7.2.1.2.1.Research Faculty
Research faculty appointments are Faculty: Selection and Appointment
7.2.1.2.2.Clinical Faculty
Clinical faculty appointments are for a ﬁxed period of time, normally ranging from one academic year
to three years in duration. There is no limit to the number of times that a clinical faculty member can
be reappointed. However, reappointment is based on curricular, enrollment, and ﬁnancial factors as
well as on the individual faculty member’s performance. Clinical faculty members normally have
responsibilities in each of the three areas: (1) teaching, including supervision of students in clinical or
professional settings on-and off-campus; (2) scholarly and/or creative activities, especially related to
clinical or professional practice; (3) service; and

(4) clinical and professional practice. The four ranks of clinical faculty are, in ascending order:
clinical instructor, clinical assistant professor, clinical associate professor, and clinical professor
are awarded to members of the faculty whose major responsibilities are in
clinicalteaching,clinicalpractice,andclinicalscholarship.Theseprofessor.WiththeexceptionoftheColegeofNursing,clinicalfaculty,ofalranks,shalnotconstiutemorethanhalfofadepartment’sfaculty;
or a college’s faculty in the case of a college without departments or divisions.
7.2.1.2.3.Librarians
Librarian appointments are non-tenure-track faculty appointments and are given either a (1) oneyear appointment, or (2) an appointment that may continue for a stated period of time up to three
years, renewable annually within that period, contingent on the faculty members satisfactory
performance, the availability of funds, and the instructional needs of the department. There is no
limit to the number of years for which clinical appointments may be
held.times that a Librarian can be reappointed.
However, contract
renewalreappointment is always based on curricular, enrollment, and financialﬁnancial
factors as well as on the individual faculty evaluation.
7.2.1.2.4.Lecturers
Lecturer is a term appointment for full-time, nontenure-earning faculty who
are appointedappointments are designed to serve special instructional needs in academic
departments. Lecturers are eligible for selected university benefits and
are included in considerations for merit salary increases.
7.2.1.2.5.Fixed-Term Appointment Faculty
Fixed-term appointments are for a delineated period of time and convey no right or expectation
of employment beyond the period stated in the letter of appointment. Term appointments are
normally for one semester or for one to three academic year but may be for longer or
shorter periodsyears as detailed in a letter of appointmentappointment. (Notice of
nonreappointmentnon-reappointment may be provided at any time prior to the end of the
specifiedspeciﬁed term). TermFixed-term faculty are appointments have the title of visiting
professor. Fixed-term faculty members may be eligible for selected university benefits
andbeneﬁts in accordance with Chapter 9. They are expected to participate in the academic
programs of the unit.
in the department and makes a recommendation to the dean on continuing

employmentornonreappointment.Lecturerswhohaveservedcontinuouslyforatleastfouryearsmustbegivenoneacademicyear'snoticepriortononreappointment.
may carry the titles of visiting instructor, visiting assistant professor, visiting associate professorprofessor,
visiting professor, visiting research professor, etc. The visiting designation is normally used for
faculty who are temporarily on leave from other universities or organizations. Visiting faculty
members normally have responsibilities in each of the areas of teaching and scholarly and/or
creative achievements.

7.2.2.2.67.1.1.2.2.4 6. Adjunct and Part-Time Faculty
Adjunct faculty members have recognized professional qualifications and are assigned
the rank of adjunct assistant professor, adjunct associate professor, or
adjunct professor. The title is intended for individuals whose
responsibilities include more than teaching or serving on graduate
advisory committees and who have a continuing association with a
department in some academic or professional capacity.qualiﬁcations. Their duties,
responsibilities, and responsibilitiesranks may vary between departments and colleges,
but theyand are specifiedspeciﬁed in the letter of appointment. Letters of appointment for
adjunct faculty also definedeﬁne the length of the appointment thatappointment, which
may be for one to three years, with the initial appointment usually for one year. AdjunctAdjunct
faculty are not compensated except when they also are engagedappointed as part-time
faculty teaching a course on a demand basis. Thesea temporary faculty do not
earn tenure nor may they participatemember in matters relating to personnel
decisions in the department.
7.2.1.2.7.Temporary Faculty
Temporary faculty members are appointed to teach or carry out a speciﬁc task or tasks and
their appointment is for the duration of the task. Usually, the task is to teach a class, serve on
committeesa committee, or work on a project. Appointment is on the basis of demand in the
academic departments. Theirdepartment making the appointment. The task, associated
responsibilities, and compensation are defineddeﬁned upon appointment.
7.2.2.Full-time and Part-time Status
A faculty member’s letter of appointment shall specify whether the appointment is to a position
with full-time or part-time status. Although normally, tenured and tenure-track faculty, research
faculty, clinical faculty, ﬁxed-term appointment faculty, and librarians have full-time status, in some
cases such faculty members may have part-time status. Part-time faculty teaching credit
courses at the undergraduate level must have completed at least 18
graduateappointments normally are for a speciﬁed period of time, such as a semester hours
in the discipline in or an academic year, but in some cases may be continuing
appointments. Pay and beneﬁts for part-time appointments may be less than for comparable fulltime appointments.

7.12.2.1.Tenured or Tenure-Track Faculty
Normally, tenured and tenure-track faculty have full-time status. In some circumstances, however,
a tenured or tenure-track faculty member whose initial appointment was full-time may seek to
change to part-time status either to accommodate a disability or because of commitments
elsewhere. Such commitments may be personal in nature (e.g., ill health, to care for a family
member with a serious medical condition) or professional in nature (e.g., a part-time appointment
with another university or a government agency). Tenured or tenure-track faculty on sick leave or
parental leave shall retain full-time status.
A full-time tenured or tenure-track faculty member who wishes to change to part-time status may
submit a written request for a change to part-time status to his or her department chair. The written
request for change to part-time status shall specify the reasons for requesting the change and the
duration for which they teach and hold at least a master's degree, or hold the
minimum of a master's degree with a major in the discipline.the part-time status
is requested. Any change from a full-time tenured or tenure-track position to a part-time tenured
or tenure-track position shall require the agreement of the faculty member, as well as the approval
of the faculty member’s department chair and dean, and the approval of the Provost. In cases
involving disability or intermittent leave under the Family and Medical Leave Act, the Ofﬁce of
Counsel shall also be consulted. Part-time tenured or tenure track appointments shall be for a
speciﬁed period of time, but may be extended at the faculty member’s request with the approval
of the faculty member’s Department Chair and Dean, of the Provost, and where appropriate, the
Ofﬁce of Counsel. At the end of the period for part-time status, if a part-time tenured or tenuretrack faculty member does not request an extension of part-time status, the faculty member shall
resume full-time status.
A part-time tenured or tenure-track faculty member’s salary shall be prorated in proportion to the
reduction in the faculty member’s workload. To the extent permitted by other university and
system policies, a part-time tenured or tenure-track faculty member shall continue to receive
employee beneﬁts, although the University’s contribution to payment for beneﬁts shall be prorated
in proportion to the reduction in the faculty member’s workload. A part-time tenured or tenuretrack faculty member shall be eligible for merit salary increases and support for scholarly and/or
creative activities. A part-time tenured or tenure-track faculty member shall accrue service credits
toward sabbatical leave on a prorated basis in proportion to the reduction in the faculty member’s
workload. (For example, a faculty member who has worked for 2 academic years on a part-time
schedule of 50% time would accrue 1 year of service credit toward a sabbatical leave.)
7.12.2.2.Nontenure-TrackNon-tenure-earning Faculty
7.12.2.2.1.Research Faculty, Clinical Faculty, Librariansy Faculty, Lecturers, and Fixed-Term
Appointment
Research faculty appointments, clinical faculty appointments, library facultylibrarian
appointments, and lecturer appointments are normally full-time, but may be part-time. The fulltime or part-time status of these criteria must be justified and documented. The
submission of official transcripts is a condition of part-time faculty
employment.sub-categories of faculty is determined at the time of their appointment and may
be revised upon reappointment. To the extent permitted by other university and system policies,
a part-time research faculty member, clinical faculty member, Librarian, or ﬁxed-term
appointment faculty member shall continue to receive employee beneﬁts, although the
University’s contribution to payment for beneﬁts shall be prorated in proportion to the reduction

inthefacultymember’sworkload.Part-imefacultydonotearntenure,normaytheyparticipateinmattersrelatingtopersonneldecisionsinthedepartment.
time lecturers shall be eligible for merit salary increases.

7.2..21.3.Special Titles
7.12.3.1.Faculty Holding Prestigious and Named Professorships
Board of Trustees Rule 370508 permits the establishment of special academic chairs and the
appointmentappointment of prestigious and named professorships. All named professorships
and academic chairs are established by Board action. Appointments to fillﬁll these
professorships are made by the Board of Trustees after recommendation by the provostProvost,
the presidentPresident, and the chancellorChancellor. In order to maintain adequate
uniformity and the highest degree of prestige and selectivity in the establishment of chairs and
professorships, to assure academic excellence, and to provide the highest honor in the selection
of recipients, the Board has adopted policies that recognize classificationsclassiﬁcations of
prestigious professorships. See Appendix C.
7.12.3.2.4 Emeritus Faculty
A tenured faculty member, research faculty member, Librarian member, or clinical faculty member
with ten years of full-time service to the university willshall be awarded emeritus status at his or
her professorial rank upon retirement. Other faculty members who retireThe faculty
member’s Dean shall initiate the process for awarding the Emeritus Professor title.
7.12.4.Joint Appointments
A tenured, tenure-track, clinical, or research faculty member may also have a joint
appointment with more than one department or unit. For a tenure-track faculty member, one
department shall be considered for emeritus status (Section 7.10.1).
7.12.5.Academic and Calendar Years
7.12.5.1.Academic Year
The academic year encompasses the fall and spring semesters. The officialofﬁcial beginning
of the academic year is noted on the university calendar; on that date faculty members are
expected, on that date, to be available for student advising, departmental and university
meetings, or other faculty responsibilities.responsibilities. The academic year concludes
with spring commencement.
7.3.12.5.2.Calendar Year
A calendar year appointment is for deﬁned as a period of twelve months or for a term
specified in the letter of offer.. The beginning and ending dates of calendar year
appointments are speciﬁed in the letter of offer to the faculty member and are not necessarily
tied to the academic calendar.

7.1.2.6.Equivalents to the Department and Department Chair
Throughout the rest of this chapter, in the College of Nursing, the College is the equivalent of
the Department and the Associate Dean is the equivalent to the Department Chair; in the Library the LibraryDirector is the equivalent of the DepartmentDean and the the Assistant to the
DeanDirector of the Library is the equivalent to the Department Chair.

7.23.Types of Contracts
7.23.1.Tenure-EarningTrack Faculty Contracts
The provisions of this section apply to both full-time and part-time tenure-track faculty.
7.3.23.1.1.The Probationary Period
The probationary period is deﬁned as the maximum length of time between the initial appointment as a member of the tenure-track faculty and end of the latest academic year in which
tenure may be awarded or denied. For appointees whose initial appointment to the tenure-track
faculty begins in the fall semester, the probationary period shall be no more than six years in
length, unless extended subject to the provisions stated below in Section 7.23.1.4. For appointees whose initial appointment to the tenure-track faculty begins in the spring semester, the
probationary period contract ends no more than six years from the beginning of the ﬁrst fall
semester following the date of initial appointment.
7.23.1.2.Initial Appointment Contracts
Appointment as a tenure-earningtrack member of the faculty requires a recommendation by at
least a majority of the tenured and tenure-earningtrack faculty of the department or program
concerned and an affirmativeafﬁrmative recommendation to the provostProvost by the
deanDean of the college concerned. No offer or appointmentappointment, either written or
verbal, may be extended without the approval of the provost.
We assume that such appointments are full-time. In rare instances, a temporary period of parttime status may be requested by the candidate. In such cases, this shall be stated in the letter
of offer.
The dean informsDean shall inform each new appointee in a written letter of offer of the terms
and conditionsconditions of the appointment, including but not limited to: (a) the length of the
probationary period;
(b) the length of the initial appointment; (c) the salary and fringe benefitsbeneﬁts applicable to
the appointmentappointment; (d) the policies and procedures applying to reappointment,
promotion, and tenure determinations; and (e) in cases of joint appointments, designation of the
department that will be the faculty member's primary department. Official
transcripts are required as a condition of employmenttenure home. In cases
where the probationary period is less than six years, the letter of offer also shall specify when
the faculty member will be reviewed for reappointment in accordance with Section 7.89.2.
Otherwise, the initial appointment contract for tenure-track faculty members shall be for all
faculty.

7.23.2 1.3.Reappointment Contracts
Reappointment contracts are normally made for a period of one academic year
offered in accordance with the schedule and procedures speciﬁed in Section 7.8.2 until a
tenure-earningtrack faculty member is: (a) granted tenure, or (b) receives a notice of nonreappointment, or (c) is discharged for cause. Reappointment, or (d) is based on the
current needterminated for failure to perform academic duties in accordance with generally
accepted norms prior to the end of the university.
7.3.23.1.4.Extensions inof the Probationary Period
The probationary period may be extended a maximum of one additional year in cases
where the tenure-earningtrack faculty member's productivity is temporarily reduced because of
extenuating circumstances. These extenuating circumstances, include,ing but not limited to,
when the faculty member has experienced a serious or chronic illness or short-term disability,
the birth of a child, or the serious illness of a family member., or extensive e involuntary time
commitments to duty in the uniformed services. The faculty member submitsshall submit a
requestrequest for the extension, statingincluding a statement of the reasons for the
extension, to the department chairDepartment Chair. Requests for extension must be acted
upon by the chairChair, the appropriate deanDean, and the provost.
The decision of a tenure-track faculty to opt for part-time status shall not automatically result in
an extension of the probationary period. An extension of the probationary period shall be
automatic for faculty members who require intermediate-term sick leave, long-term sick leave, or
parental leave. Faculty members whose productivity has been adversely affect by time spent on
Family and Medical Leave Act Leave, Uniformed Services Leave, and Short-Term Sick Leave
may also be eligible for an extension of the probationary period.
A faculty member who has been granted an extension of the probationary period may choose to
be evaluated for tenure during the last year of probationary period originally speciﬁed in his or her
letter of appointment by giving notiﬁcation to his or her department chair of this decision by May
1 in the year preceding the academic year in which the tenure review will occur; such a faculty
member shall not be considered a candidate for “early tenure” and shall not have to meet the
criteria for early tenure speciﬁed in Section 7.56.2.1.
7.23.1.5.Terminal Contracts
A tenure-track faculty member who has been reviewed for reappointment and who has been given
a notice of non-reappointment shall be given a terminal contract for one academic year. A tenuretrack faculty member who has been denied tenure shall be given a terminal contract for one
academic year. A tenure-track faculty member who has been discharged for cause is not entitled
to a terminal contract. A tenure-track faculty member who is terminated without appeal at any time
prior to the end of the ﬁrst full academic year of the faculty member’s initial contract for failure to
perform academic duties in accordance with generally accepted norms is not entitled to a terminal
contract.

7.23.2.Tenured Faculty Contracts

Once awarded, tenure willshall be strictly observed in accordance with the guidelines in the
AAUP Policy Documents and Reports (19902006) and consistent with officialofﬁcial
University of Alabama System guidelines.
The definitiondeﬁnition of tenure to be used in each campusinstitutional policy should
recognize that tenure is an affirmativeafﬁrmative commitment by the Board of Trustees to a
faculty member, generally offered after a probationary period of employment, of a right to
continuing employment except upon dismissal for cause, retirement, resignation, bona fide
financialﬁde ﬁnancial exigency of the campusinstitution or division in which tenure is held, or
major curtailment or formal discontinuance of a program or department of instruction.
University of Alabama System Board Rule 301, as amended November 15, 2008, further states
that tenure is held by a faculty member "only at the institution in which tenure has been awarded,
not in the System as a whole."
A tenure contract is for an academic year and gives the faculty member the contractual right to
be employed for succeeding academic years until the faculty member: (1) resigns,; (2) retires,;
(3) is discharged for cause, in accordance with the criteria and procedures speciﬁed in Section
7.14; (4) is terminated pursuant to bona fide financialﬁde ﬁnancial exigency, or of the
institution or division in which tenure is held, or a major curtailment or formal discontinuance of a
program or departmentdepartment of instruction, or; (5) becomes permanently disabled and
the disability prevents the faculty member from performing the essential functions of the job with
or without reasonable accommodation that does not cause undue hardship to the university; or
(6) dies. This contract is subject to the terms and conditions of employment that exist from one
academic or calendar year to the next, but such terms will not be inconsistent with this policy,
nor will a faculty member be reduced in rank except for just cause.
Tenure is normally awarded after a probationary period, but may be awarded to a faculty member
at the time of ﬁrst employment. Criteria and procedures for awarding tenure are speciﬁed in
Sections 7.56.2 and 7.101, respectively.

7.4 Faculty Search, Appointment, and Orientation Procedures
7.3.3.2 Tenure at Time of First Appointment
7.434.1.Recruiting, Selection, and Appointment of Tenured and Tenure-EarningTrack
Faculty: Selection and
Responsibility for recruiting prospective faculty members lies with the Department Chair and the
faculty of the department. If a joint appointment is contemplated, the Chair and faculty of the
department that would be the faculty member’s tenure home shall have primary responsibility for
recruitment, but shall involve the Chair and faculty of other secondary departments with which the
faculty member is expected to have a joint appointment (hereafter referred to as the secondary

department).
7.34.1.1.Approval to Recruit
Faculty appointment follows the identificationa department’s (or in the case of joint
appointments, the departments’) identiﬁcation of the existence of a need, together with
administrative approval of the availability of funds for the position. ResponsibilityPrior to
initiating a search, the Department Chair must submit a written request and justiﬁcation for
identifying prospectivehiring to the Dean and the Provost and must obtain their approval
for the search and their authorization of funds for the position.
7.34.1.2.Appointment and Composition of the Search Committee
Once such approval is obtained, the Department Chair is responsible for appointing a faculty
search committee consisting of . This committee shall include the Department Chair, at least two
other faculty members lies with the appropriatefrom the tenured and tenure-track faculty
of the department, and one tenured or programtenure-track faculty member from outside the
department. The Department Chair may serve as chair (chairs, ifof the committee or may
appoint a tenured faculty member in the department and in the discipline in which the new faculty
member is being recruited to serve as chairThe committee chair will be a member of the hiring
department. In multidisciplinary departments (e.g., Economics and Information Systems), a
majority of the members and the Search Committee Chair shall be tenured and tenure-track
faculty members in the discipline in which the new faculty member is being recruited. If a joint
appointment is being contemplated) and the faculty in the department. In a case
in which no department has direct responsibility, the appropriate dean
assumes the role of the , the committee also shall include the Chair and at least one other
tenured faculty member from each secondary department chair. The ; however, the
Committee Chair and a majority of the members of the search committee must be from the tenurehome department chair is responsible for gatheringof the prospective faculty member.
The search committee will regularly report to the Department Chair or Dean’s representative in
Colleges without Departments.
7.34.1.3.Recruitment and Selection of Finalists for the Position
The Search Committee is responsible for developing a position announcement and for developing and implementing a plan for recruiting an applicant pool for the position. The position
announcement, in addition to describing the position, shall identify required credentials and
credentials to which preference will be given in selecting a hire; shall list the information about
the candidates. This that the applicant must provide to be considered for the position; and
shall identify a deadline by which a candidate must provide the search committee with such
information includes. Recruitment ac-tivities may include, but are not limited to print and
electronic advertising, attending job fairs at professional conferences, and soliciting peer- and
self-nominations.
The Search Committee is responsible for gathering information about the applicants. Such information must include, but is not limited to: (i the following: (1) a statement of the candidate’s
interest from the candidates, (ii) completed resumes, (iii, (2) a complete resume,
(3) three professionalwritten references, and (iv) a copy of recent written work.4)
a sample of the candidate’s written research or appropriate evidence of the candidate’s scholarly
and/or creative achievements as speciﬁed by the Search Committee. The references must be

submitted by the individual writing them for the candidate, and not by the candidate. As a condition
of employment, official the candidate’s ofﬁcial college transcripts also must be submitted to
the deanDean of the college in which an appointment is held.

(thehe appointee will have a tenure home. Other sources of information that may be used to
screen candidates include, but are not limited to: telephone calls to colleagues of the candidate,
telephone interviews of the candidate, “googling” the candidate, background investigations of the
candidate, preliminary informal interviews of the candidate at job fairs or professional
conferences, a review of the candidate’s scholarly and/or creative achievements, evaluations of
the candidate’s teaching performance at other colleges or universities, and other appropriate
means of determining the candidate’s suitability for employment as a faculty member at UAH.

The Search Committee is responsible for using the information gathered about candidates to
identify a short list of at least three ﬁnalists for the position and presenting this list to the tenured
and tenure-track faculty in the tenure-home department, who shall vote on whether or not to
accept the ﬁnalists; if any of the ﬁnalists are rejected, the Search Committee shall propose
additional ﬁnalists to the aforementioned faculty until a majority approve a list of three, although
in special cases four, ﬁnalists to recommend to the Dean through the Department Chair. The
Dean has the authority to reject a ﬁnalist and to request the committee to recommend an
alternate proposed ﬁnalist. Once the Dean has approved three, or four, ﬁnalists, the Dean shall
seek authorization from the Provost to invite the three ﬁnalists to campus for an interview visit.
If an appointment with tenure is contemplated, the Department Chair in the tenure-home department shall begin gathering information required for a tenure review and shall notify both the
tenured faculty in the department and the college’s PTAC that a tenure review will need to be
conducted as soon as a ﬁnalist is selected.
7.34.1.4.Campus Interview of Finalists
The Provost’s ofﬁce shall provide funds to bring up to fourthe three ﬁnalists to campus for
interviews. The Search Committee Chair is responsible for managing the ﬁnalists’ campus
interview visits. Each interview visit must include the following:
a) Some type of seminar or, lecture, or performance to give an indication of the candidate's
scholarly and teaching competence;

b) An informal gathering to permit all interested faculty to meet the candidate;

spective colleagues;
d) An opportunity to meet students, either at the seminar or at another appropriate occasion;
sion;

e) Interviews with the Department Chair(s) and Dean(s) in which the individual would have a
faculty appointment, and with the Provost or his or her designated representative.
7.34.1.5.Selection and Offer of Appointment
After the campus interview visits by, the candidates,Department Chair of the tenure-home
department chair again consults withfor the departmentalposition shall gather
feedback from faculty and othersother individuals who interacted with the candidate to
obtain their reactions and comments. A departmentaleach candidate during his or
her visit and shall make such feedback available to the tenured and tenure-track departmental
faculty, who shall determine by at least a majority vote which of the candidates to recommend
for appointment. If none of the candidates are acceptable to the departmental faculty, they may
request that the Search Committee identify a second list of candidates to interview. They also
may request that the search be extended in an effort to attract more candidates.
Once the department has identiﬁed an individual that a majority of the tenured and tenure-track
faculty members in the department wish to hire, the Department Chair shall convey the department’s recommendation is determined by majority vote of the tenured and
tenure-earning faculty. The chair then submitsto the Dean of the college. In the
case of candidates who would have joint appointments with part of their salaries budgeted to
another department, this process shall be conducted in both departments, with both
departments conveying recommendations to the Dean or Dean(s). If the Dean(s) approves the
departmental recommendation for appointment to the dean of the college. In
the case of candidates who will have responsibilities in more than one
department, a , the Dean(s) shall prepare a letter of offer and submit it to the Provost for
approval. If the letter of offer is for a joint appointment, it must specify which department will be
the faculty member’s tenure-home. The Department Chair in the tenure-home department is
responsible for handling negotiations with the candidate pertaining to the speciﬁcs of the offer,
subject to constraints set by the Provost and Dean(s).
In it event that the Dean or the Provost does not approve the candidate recommended by the
department(s), they shall request the department to reconsider the pool of applicants and make
an alternate recommendation is made by each of the affected chairs to the
appropriate deans. Letters of offer in joint appointments must clearly
designate one department or program as the primary unit. After these
recommendations are made, they are reviewed by the dean who writes a
letter of offer for approval by the provost. In the event actions are
taken at any level contrary to the departmental recommendationor to extend the
search. In such cases, the administrator responsibleresponsible for such athe decision must
give the department chairDepartment Chair a written explanation for the decision.
7.34.2.Recruiting, Selection, and Appointment of Nontenure-EarningTracknon-tenure
earning Faculty:
Selection and Appointment

Each unit employing clinical and , library, lecturers, or research faculty shall develop recruiting,
selection, and appointment procedures for such faculty that are similar to the procedures for the
appointment of faculty to tenure-earning positions. All tenured and tenure-track
faculty with appropriate modiﬁcations given the nature of those appointments. In academic

colleges, the college’s PTAC shall be responsible for developing proposals for such procedures,
which shall be adopted if approved by a majority vote of the tenured faculty. All such procedures
must be approved by the provost.
7.434.2.2 Full-Time Temporary and .Fixed-Term Faculty
Each unit employing ﬁxed-term appointment faculty shall develop recruiting, selection, and appointment procedures for temporary nontenure-earning or termsuch faculty that are
normally the same assimilar to the procedures for the appointment of tenured and tenureearningtrack faculty, except that a modified interview schedule may be but
expedited by modiﬁcations appropriate for short term to the nature of such appointments.

7.34.3.New Faculty Orientation
Prior to the beginning of the fall semester, the OfficeOfﬁce of the Provost conductsshall
conduct an orientation for new faculty that provides an opportunity to meet with university
administrators and to becomebecome familiar with the work of university departments with
which they will interact. New faculty should work closely with their department
chairsDepartment Chairs to become aware of the expectations and requirements of their
departments.

7.5 45.Faculty Workload
It is recognized that the workload of a tenured or tenure-earningtrack faculty member normally
includesincludes obligations in three areas of activity: teaching, research scholarly and/or
creative achievements, and service. The workload of clinical faculty is normally concentrated in
the areas of clinical or professional teaching and clinical practice. Deans,The workload of
Librarians is normally concentrated in consultation with departmentthe areas of
professional practice. The workload of research faculty is normally concentrated on funded
projects. For ﬁxed-term appointment faculty, the workload will be in areas of activity speciﬁed in
their letter of appointment. The workload of lecturers is normally concentrated in the area of
teaching, with some service commitment.The work
Department chairs, and deans are responsible for administering faculty workloads in an
equitableequitable fashion and for weighing the impact of teaching loads on resources and
productivity.
The teaching responsibility for research-active, full-timetenured or tenure-track faculty
is normallyshall be no more than 18 semestersemester hours per academic year. Lower
teaching loads shall be granted under a number of circumstances where the faculty member has
unusually high obligations outside of teaching, including when the faculty member’s
responsibilities include above-average time commitments to service assignments during the
academic year; to other special assignments for the department, college, or university; to the
supervision of professional projects, theses, or dissertations; to unpaid service work for the
university during the summer; to student advising; and to major funded or unfunded research. In
addition, teaching loads should be reduced if the faculty is the President or President-elect of a
national research, scientific, or educational, or professional organization with more than 500
paying members, or if the faculty member is the Conference Chair for a national-regional-state
research, scientific, or educational organization, or professional organization with more than 250
paying members expected to attend; such an activity should be commensurate with the time
necessary for the course release.
Teaching responsibilities for other categories of faculty may be higher, with a maximum of 24
12 semester hours per semester hours, or lower depending on the needs and mission of the
department and the obligations of the faculty member. Exceptions to the standard are
recommended by the appropriate department chair and approved by the dean
after discussion with the provost. Possible exceptions might include
special assignments for the department, college, or university;
supervision of professional projects, theses, or dissertations; and major
time commitments to funded or unfunded research.
When the administration above the college-level asks a faculty member to take on a service or

administrative activity involving a substantial time commitment, the Provost shall make arrangements with the faculty member’s department and college for a commensurate reduction in
the faculty member’s teaching load and, if needed, should provide funds to replace the faculty
member in the classroom.

Full-time tenured and tenure-track academic faculty members may obtain a redistribution infrom
the amount of time allocated to non-research assignments (teaching and service obligations) to
research if they are able to charge a fraction of their academic-year salary to either a contract,
grant, or research unit. Such arrangements require long-term consultation with and approval by
the respective chair, director and dean. In the interest of the quality and continuity of teaching,
research assignments should normally be limited to 50% of the usual workload of a faculty
member.

7.6 56.Criteria for Evaluating Tenure-Earning, Clinical and Tenured Faculty
7.656.1.General Criteria for Tenure-Earning and Tenured Faculty
Faculty members are evaluated on the basis of their effective performance or potential for
effectiveeffective performance in three areas of activity: (1) teaching, (2) research scholarly
and/or creative achievements, and (3) service. For clinical faculty members, performance in
clinical and professional practice also will be evaluated; for Librarian, performance in professional
practice also will be evaluated. These criteria form the basis for evaluating faculty members for
appointment, annualappointment, performance reviews, tenure, promotion, and salary
increases. Departments and colleges may have additional criteria consistent with these universitywide standards. Departmental and college criteria shall be placed on ﬁle with the Provost’s ofﬁce
and the appropriate Dean’s ofﬁce.
7.656.1.1.Effectiveness in Teaching
Faculty members are expected to perform effectively in all appropriate teaching settings and
situations. Students, colleagues, and administrators should have recognized therecognize a
faculty member's diligencediligence and dedication in a classroom, lecture hall, seminar,
laboratory, clinic, or library, and when appropriate, effectiveness in directing the research and
creative activities of undergraduateundergraduate and/or graduate students. Criteria for
judging effectiveness in teaching may include but are not limited to the following: thorough
knowledge of subject matter; imaginative, efficientefﬁcient, and rigorous methods of
presenting course materials and evaluating learning; effectiveness in oral and written
communication; active concern for students' advancement in the discipline, in the university, in
the workplace, and in the community; ability to engender and nurture values of learning (e.g.,
curiosity, objectivity, enthusiasm, fairness, and critical thinking) in students; a recordrecord of
producing students who, by virtue of effective teaching, achieve success throughout their
university careers; and pedagogical diligence, dedication, versatility, generosity, and
creativity.
7.656.1.2.Effectiveness in Research Scholarly and/or Creative Achievements
The university encourages a broad spectrum of researchscholarly and creative
activityactivities of the highest possible quality, fromincluding basic to, applied, clinical, and
pedagogical research, as well as a range of artistic activities, across the full range of academic
disciplines. The university's commitment to these activities stems from its obligation to advance
knowledge, to educate both undergraduateundergraduate and graduate students, and to serve
the economic and cultural needs of society. The value and weight given to speciﬁc types of
scholarly and creative achievements shall be determined by standards set at the departmental
and college levels. Criteria for judging effectivenesseffectiveness in researchscholarly and
creative accomplishmentsachievements include but are not limited to the following: (1) the

ability to publish research in peer-reviewed outlets or peer and/or professional recognition of the
faculty member's scholarly and/or creative work, and (2) the contribution of the faculty member's
research to knowledge or the contribution of the faculty member's creative work to the needs of
society.

7.656.1.3.Effectiveness in Service
Evaluation of a faculty member's effectiveness in service is based upon both internalon
service to the university, the profession or discipline, and external service activities.
Internalthe community (local, state, national and international). University service
encompasses service to the faculty member's department and college as well as university-level
activities. Internal service activities include, including but are not limited to the
following: diligent service on departmentaldepartmental, college, or university committees;
membership in the Faculty Senate and its committeescommittees; advising student clubs and
organizations; and administrative assignments. Applicable
external
service
encompasses service to the profession and to the public for the benefit of
the university. ExternalProfessional service activities include but are not limited to the
following:
activities
in
learned
and
professional
societies;
unremuneratedservice to learned and professional societies and service as an editor or referee
for scholarly publications. Community service activities include but are not limited to outreach,
services or consultation provided to business, media, government, cultural, educational, or
political, and health-care organizations; and service as an editor or referee for
scholarly publications. Faculty.
7.56.1.4.Effectiveness in Clinical and Professional Practice
Clinical faculty members are also judged as to whether or not their collegial
relationships contribute to expected to be excellent clinicians or practitioners in their
profession. Criteria for judging effectiveness in clinical and professional practice include but are
not limited to the following: demonstrated knowledge and advanced skills in the selected clinical
or professional specialty area; evidence of continuing professional development; and evidence of
clinical or professional advancement of and achievement.
7.56.2.Tenure Criteria
Tenure is granted only to those faculty members who show evidence of substantial achievements and promise of continuing contributions in the college and areas of teaching, scholarly
and/or creative achievements, and service; and who meet the criteria for promotion to associate
professor. Professors, associate professors, or assistant professors with tenure-track contracts
are eligible for tenure consideration. Except in unusual circumstances, tenure shall be granted
only to persons with a terminal degree in an appropriate discipline. In the case of joint
appointments, tenure is granted only with respect to the tenure-home department; however, if a
tenured faculty member’s department is restructured or merged with another department for
reasons other than ﬁnancial exigency, the faculty member’s tenure shall be transferred to the
newly formed department. Departments and colleges may establish additional tenure criteria
consistent with these university.
7.656.2 Specific.1.Early Tenure
Early tenure review refers to tenure review prior to the last academic year of the tenure-track
faculty member’s probationary period as deﬁned in Section 7.23.1.1 or as extended under Section 7.2.1.4. Such candidates for tenure must demonstrate exceptionally meritorious achievement in scholarly and/or creative activities in addition to meeting the criteria speciﬁed in Section
7.56.2.

7.56.2.2.Tenure at Time of First Appointment
New members of the faculty may be offered tenure at the time of ﬁrst employment. These faculty members must meet the above criteria for tenure and the criteria articulated in Section
7.56.3 for appointment to their appointed rank. No offer of employment awarding tenure and
faculty rank shall be made without securing the explicit recommendation of the tenured faculty in
the academic unit(s) in which tenure is being awarded in accordance with the College’s procedures and Board Rule 301 (The Board of Trustees of the University of Alabama, Board Manual, REV 6/2009).
7.56.2.3.Tenure for Individuals in Administrative Appointments Board Rule 301 (The Board of
Trustees of the University of Alabama, Board Manual, REV 6/ 2009) states that administrative
appointments do not carry tenure, but that an administrative ofﬁcer also may hold an
appropriate academic appointment and may earn tenure in that appointment under the criteria
and procedures described below. Administrators hired with tenured faculty status must meet the
criteria for tenure articulated in Section 7.56.2 and must meet the criteria articulated in Section
7.56.3 for appointment to their appointed rank.
7.56.3.Speciﬁc Criteria by Rank: Tenure-EarningTrack and Tenured Faculty
Departments and colleges may establish additional criteria by rank that are consistent with the
university-wide standards articulated in this section. Departmental and college criteria by rank
shall be placed on ﬁle with the Provost’s ofﬁce and the appropriate dean’s ofﬁce.
7.6.256.3.1.Instructor
Appointment at this rank is reserved for individuals who are candidates for the terminal degree
within a pertinent discipline. The appointment is normally tenure-earningtrack with the
expectation that subsequentsubsequent appointment to assistant professor will be made upon
the university's receipt of certificationcertiﬁcation that the faculty member has completed all
requirements for the terminal degree. An instructorinstructor also must show potential to
perform effectively in the three areas of activity on which faculty are evaluated: (1) teaching, (2)
research scholarly and/or creative achievements; and (3) service. Prior teaching experience is
not essential.
7.656.3.2.2 Assistant Professor
An assistant professor must have the terminal degree in a pertinent discipline, except where the
individual has achieved equivalent status through outstanding performance. An assistant
professor also must show potential to perform effectively in the three areas of activity on which
faculty are evaluated: (1) teaching, (2) research scholarly and/or creative achievements, and
(3) service. Prior teaching experience is not essential.
7.6.256.3.3.Associate Professor
An associate professor must have the terminal degree in a pertinent discipline, except where
the individual has achieved equivalent status through outstanding performance. An associate
professor also must show superior achievement in either teaching or research/creativein
scholarly and/or crea-tive achievements and high levels of effectiveness in other areas of
activity on which faculty are evaluated: (1) teaching, (2) research scholarly and/or creative

achievements, and (3) service, with a balancebalance consistent with the expectations of the
discipline.

7.6.256.3.4.Professor
A professor must have the terminal degree in a pertinent discipline, except where the individual
has achieved equivalent status through outstanding performance. A professor also must have
attained authoritative knowledge and reputation in a recognized fieldﬁeld of research
scholarly and/or creativecreative achievements and must have maintained high levels of
effectiveness in teaching and in service.
7.56.4.Speciﬁc Criteria by Rank: Clinical, Research, and Librarians, and Lecturers

7.6.4.1 Specific Criteria by Rank: Clinical and Research Faculty
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7.56.4.1.1.Clinical and Library Instructors
A clinical or library instructor must have a master's degree in a pertinent discipline and must meet
other criteria for certiﬁcation and achievement set by the department or college. For library faculty,
appointees must hold the MLS degree from an American Library Association (ALA) accredited
program; the MLS is considered the terminal degree in practice of academic librarianship. A
clinical or library instructor must show potential to perform effectively in the areas of activity (i.e.,
teaching, scholarly and/or creative achievements, service, and clinical and professional practice)
for which the faculty member has responsibilities. Appointment at this rank is reserved for
individuals who are candidates for the terminal degree within a pertinent discipline. The
appointment is with the expectation that subsequent appointment to clinical assistant professor
will be made upon the university's receipt of certiﬁcation that the faculty member has completed
all requirements for the terminal degree.
7.56.4.1.2.Clinical and Research , Research, and Library Assistant Professors
A clinical or library assistant professor must meet all the criteria for clinical or library instructor,
respectively. Clinical and research assistant professors must hold a minimum degree in a pertinent discipline (a Master’s or doctoral degree, in accordance with requirements set by the department or college); library assistant professions must hold the MLS degree from an American
Library Association (ALA) accredited program. Clinical, and research, and library assistant professors must also meet criteria established by the college or department in the areas of activity (i.e.,
teaching, scholarly and/or creative achievements, service, and clinical and professional practice)
for which the faculty member has responsibilities.

7.56.4.1.3.Clinical and , Research, and Library Associate Professors
A clinical associate professor must meet all criteria for clinical assistant professor. A research
associate professor must meet all criteria for research assistant professor. A library associate
professor must meet all the criteria for library assistant professor. In addition, the individual must
possess the terminal degree in a pertinent discipline, as required by department and college
criteria or have achieved equivalent status by meeting other criteria established by the department
or college. The clinical associate professor, or the research associate professor, or the library
associate professor must show superior achievement in each of the areas of activity (i.e.,
teaching, scholarly and/or creative achievements, service, and clinical and professional practice)
for which the faculty member has responsibilities in accordance with criteria established by the
department and college in which the appointment is held.
7.56.4.1.4.Clinical and , Research , and Library Professors
A clinical professor must meet all criteria for the rank of clinical associate professor. A research
professor must meet all criteria for the rank of research associate professor. A library professor
must meet all criteria for the rank of library associate professor. A clinical or , research, or library
professor also must have attained authoritative knowledge and reputation in either scholarly
and/or creative achievements or in clinical and professional practice and must have maintained
high levels of effectiveness in the other areas of activity (teaching and service) for which the
faculty member has responsibilities in accordance with criteria established by the department and
college in which the appointment is held.

7.6.4.2 Specific Criteria by Rank: Librarians
Librarian appointments are non-tenure-track faculty appointments. Non-tenure-track faculty are
given either (1) a one-year appointment ,or (2) an appointment that may continue for a stated
period of time up to three years, renewable annually for one year within that period, contingent
upon the faculty member's satisfactory performance, the availability of funds, and the
instructional needs of the department.
Effective library service is characterized by (1) teaching and public service that embodies the
constructs set for all University faculty (organization and preparation, engagement, delivery,
fairness, and accessibility); (2) engagement with departmental faculty in the development of the
library's collections and services. This includes, but is not limited to, monitoring a department's
use of its library allocation, informing faculty of new publications and resources in the field,
development of research guides and finding aids in the field, and promoting library use among
the faculty; (3) identifying and implementing innovative information technologies that improve
library services; and (4) effective management of the operational unit, including effective
supervision of staff, responsible use of library resources, participation in library planning, and
project management.

The four ranks of faculty librarianship are, in ascending order: Librarian I, II, III, IV.

Librarian I:. Appointment to this rank requires a master’s degree from a library school
accredited by the American Library Association or a master’s degree relevant to the
individual’s subject specialty. A library lecturer demonstrates potential to carry out
instructional, scholarly, and creative duties required to perform the informational needs
of the position and shows evidence of professional growth in the field.

Librarian II: Appointment or promotion to the rank of assistant librarian includes all of
the requirements of library lecturer. In addition, appointment/promotion to this rank
requires a minimum of four years of relevant professional library experience. The
following additional criteria apply to the position of assistant librarian. An assistant
librarian demonstrates ability to handle information needs as assigned by specific job
duties in accordance with ACRL defined guidelines (instructional, scholarly, creative,
assessment, technical, and service duties) and shows evidence of scholarly activity,
which may include but is not limited to publications in library or discipline-specific
journals, presentations and exhibits at the local and regional level, development of
programs and operating procedures for pertinent departments, participation in
continuing education efforts, etc. An assistant librarian also demonstrates service to the
library or university by serving on committees and by membership in professional library
or library-related associations.

Librarian III: Appointment or promotion to the rank of associate librarian normally
requires at least eight years of relevant professional library experience.
Appointment/promotion to this rank also normally requires a minimum of four years fulltime appointment at the assistant librarian rank in addition to meeting the following
criteria. A candidate for the position of associate librarian demonstrates outstanding
performance of primary job responsibilities in accordance with ACRL defined guidelines
and demonstrates leadership and planning skills for library and/or university projects. An
associate librarian shows evidence of scholarly activity that may include but is not
limited to publications in library journals or discipline-specific journals; presentations at
the local or state level, development of exhibits, and participation in or leading
continuing education efforts; working collaboratively with university faculty to develop
subject-specific library-related curricular content; etc. In addition, an associate librarian
demonstrates service to the library and the university by serving in a leadership capacity
on library or university committees and by participating in professional library or libraryrelated associations.

Librarian IV: Appointment or promotion to the rank of librarian requires demonstration
of nationally-recognized excellence in the library field, normally involving a minimum of
twelve years relevant professional experience. Appointment/promotion to this rank also
normally requires a minimum of four years full-time appointment at the associate
librarian rank in addition to meeting the following criteria. A candidate for the position of

librarian demonstrates overall superior performance in primary job responsibilities in
accordance with Association of College and Research Libraries (ACRL) defined
guidelines and demonstrates leadership in creative problem-solving and strategic
planning skills in the management of library resources. In the position of librarian, the
individual meets or exceeds a high level of understanding of the library’s mission and
the relationship of the library to the mission of the university. A librarian is recognized
nationally as a proven scholar with a record of publications, presentations, exhibits and
other scholarly activities and is an outstanding educator. The individual further
demonstrates service to the library and to the university by serving in a leadership
capacity on university committees and by participating in professional library or libraryrelated associations, assuming leadership responsibilities in these associations.
7.6.4.3 Specific Criteria by Rank: Lecturer Faculty

Lecturer is an appointment for full-time, non-tenure-earning faculty who are appointed
to serve instructional needs in academic departments. The lecturer series is primarily a
“teaching ladder” and is comparable to teaching ladders at other universities.
Lecturers must have completed at least 18 graduate semester hours in the teaching
discipline and hold at least a master's degree, or hold the minimum of a master's degree
with a major in the discipline in which the lecturer teaches. Any exceptions to these
criteria must be justified, documented, and approved by the Provost.
A Lecturer’s initial appointment is usually for one year. An appointment may, however,
be for one semester or for a stated period of up to five years. renewable contingent
upon satisfactory performance, the availability of funding, and the continuing
instructional needs of the department. After an initial one-year appointment,
reappointments are to be for two, three, and five years. Lecturers are evaluated by the
normal faculty review process.
The teaching load for lecturers is normally 24 semester hours in the academic year, with
additional expectations for service in student advising, participation in departmental
programs concerned with student activities and instructional matters, and other
responsibilities as assigned by the chair of the department. Teaching requirements may
be adjusted for involvement in important projects or special activities of value to the
department and the college. Lecturers may participate in departmental processes
concerning curricula and learning objectives and outcomes, except for those concerning
appointments, reappointments, promotion, and tenure of tenure-track faculty members.
Lectures do not participate in committees or meetings associated with fiscal, and
academic personnel matters including but not limited to hiring and tenure and
promotion.
Lecturer: To be eligible for appointment at the rank of Lecturer, an individual must
have completed at least 18 graduate semester hours in the teaching discipline and hold
at least a master's degree, or hold the minimum of a master's degree with a major in the

discipline in which the lecturer teaches, terminal degrees in relevant disciplines are
encouraged. The primary responsibilities of an individual appointed as a Lecturer are
instruction; student learning and retention with an emphasis on student success; and
curriculum development. Other contributions such as scholarly and/or creative activities
or publications; grantsmanship; consistent and conspicuous involvement in institutional
and professional service; and professional development activities are expected and
required for promotion. Other duties may be assigned. After six years of service a
lecturer may be promoted to Senior Lecturer. However, consideration must be given to
reappointing the individual as a clinic assistant professor. The Department Chair-DeanProvost must supply written justification as to why promotion to Senior Lecturer was
chosen over reappointment to Clinical Assistant Professor.
Senior Lecturer: Promotion to the rank of Senior Lecturer is intended to recognize
efforts and performance that combine instructional effectiveness with additional
significant contributions to the mission of the university. These contributions may
include instructional and curriculum development; dedication to student learning,
retention, and success; scholarly and/or creative activities or publications;
grantsmanship; consistent and conspicuous involvement in institutional and professional
service; professional development activities; and continuing education. An individual
promoted to the rank of Senior Lecturer must have held a regular, full-time appointment
as a Lecturer at The University of Alabama in Huntsville or in a similar position at
another baccalaureate degree granting institution for a minimum of six, preferably
consecutive, years. The Senior Lecturer’s appointment will be for three to five years
based on performance, availability of funding and the educational needs of the unit. As
established long-time members of a department or college, Senior Lecturers will have a
reduced teaching load that will be dedicated to service within the department, college,
University, or external educational activities.
Distinguished Lecturer: Promotion to the rank of Distinguished Lecturer is intended to
recognize high quality efforts and performance that combine excellent instructional
effectiveness with additional significant contributions to the mission of the university.
These contributions may include high level performance in instructional and curriculum
development; dedication to student learning, retention, and success; scholarly and/or
creative activities or publications; grantsmanship; consistent and conspicuous
involvement in institutional and professional service; professional development
activities; and continuing education. An individual promoted to the rank of Distinguished
Lecturer must have held a regular, full-time appointment as a Senior Lecturer at The
University of Alabama in Huntsville or in a similar position at another baccalaureate
degree granting institution for a minimum of five, preferably consecutive, years. The
Distinguished Lecturer’s appointment will be for five to seven years based on
performance, availability of funding, and the educational needs of the unit. As
established long-time members of a department or college, Distinguished Lecturers will
have a reduced teaching load that will be dedicated to service within the department,
college, University, or external educational activities.

Each college and the Library are responsible for developing college-level criteria for evaluating
their faculty and candidates for faculty positions and for developing college-level procedures for
evaluating college faculty for reappointment, annual performance evaluations, promotion, tenure,
and post-tenure review. Such criteria shall provide greater speciﬁcity related to college
expectations and processes, but must be consistent with the criteria procedures established in
the Faculty Handbook.
7.67.1.Procedures for Developing College Criteria and Procedures
The College’s Promotion and Tenure Advisory Committee (PTAC) shall be responsible for developing and conducting periodic reviews of college-level criteria and procedures for evaluating
faculty and candidates for faculty positions in the College. PTAC shall conduct a review of such
college-level criteria and procedures at least once in every ﬁve years. PTAC proposals for new or
revised college-level criteria and procedures shall be presented to the tenured faculty of the
College for consideration. New or revised criteria and procedures shall require a consensus
of all the departments, as determined by a majority vote of the tenured faculty in each department.
Each college shall submit copies of its college-level criteria and procedures for evaluating faculty
and candidates for faculty positions to the Provost. The Provost’s Ofﬁce shall maintain a website
posting such criteria and procedures for each college. All faculty members shall have access to
the website.

7.78.Evidence and Faculty Files
Faculty personnel ﬁles are maintained in a number of locations, including the department, the
Dean's ofﬁce, the Ofﬁce of the Provost, and the Ofﬁce of Human Resources. The ofﬁcial faculty
personnel ﬁle, including original, ofﬁcial transcripts, is maintained in the Dean's ofﬁce.
7.78.1.A Faculty Member’s Comprehensive Digital File
The Provost is responsible for establishing and maintaining for each faculty member a secure,
password-protected electronic site, henceforth referred to as the Comprehensive Digital File
(CDF), for depositing electronic copies of all documents used in and generated by performance
reviews of that faculty member, including annual performance, reappointment, tenure, promotion,
and salary reviews. The faculty member shall place items (e.g., books) that cannot be made
available electronically in his or her Departmental Ofﬁce. Figure 7.78.1 portrays the structure of
the CDF.
The faculty member shall have full access to read all documents in the CDF except the contents
of the Letters Folder and the Reports and Recommendations Folder. Letters from external peer
reviewers for promotion and tenure shall be made available to the faculty member in redacted
form in accordance with Section 7.101.15. Departmental (or Faculty) Committee, PTAC, URB,
Department Chair’s, and Dean’s reports and recommendations for promotion and tenure shall be
made available to the faculty member in redacted form in accordance with Sections 7.101.8,
7.101.11, and 7.101.15.
The faculty member’s Department Chair and Dean, and the Provost shall have full access to read
all documents in the faculty member’s CDF. Members of all committees responsible for
conducting performance reviews of the faculty member shall have full access to read all documents in the faculty member’s CDF for the duration of their period of service on the faculty
member’s performance review committee.
The Provost shall establish procedures for adding and for modifying documents in a faculty
member’s CDF. No documents may be added to a faculty member’s CDF, and no documents in
the folder may be modiﬁed without notifying the faculty member.
The faculty member and the Department Chair are jointly responsible for preparing the faculty
member’s documents for inclusion in the CDF prior to the ﬁrst review of the faculty member’s
performance and updating it prior to each subsequent performance review.
The CDF must include, but is not limited to documents and folders described in the remainder of
this section and in Figure 7.12.1. The faculty member may supply any additional evidence that
appears appropriate to the evaluation.
Insert Figure 7.78.1 here.

7.78.1.1.Cover Page and Index
This document shall be prepared by the faculty member and shall include the following information: (1) the faculty member’s name, department, college, and current rank; (2) the faculty
member’s hire date; (3) the effective dates of promotion and tenure for the faculty member, if
applicable; (4) for tenure-track faculty members, the ﬁnal year in which the faculty member may
be reviewed for tenure; (5) for tenure track, clinical, research, and Librarians, the year of the
faculty member’s next reappointment review; and (6) an index of the contents of the Scholarly
and Creative Achievements Folder, the Teaching Folder, the Service Folder, the Clinical and
Professional Activities Folder, and the Other Documents Folder.
7.78.1.2.Faculty Member’s Statement
This brief document (1-3 pages) shall be prepared by the faculty member and shall summarize
the faculty member’s past accomplishments and contributions as well as planned future contributions in each of the areas of faculty activity: (1) scholarly and creative achievements, (2)
teaching, and (3) service, and for clinical and Librarians, (4) clinical and professional practice. For
tenure-track faculty and for faculty under review for promotion or tenure, the discussion of
scholarly and creative achievements will cover his or her full career, whereas the discussion of
teaching and service will cover the entire probationary period at UAH. For other faculty, the
summary of accomplishments and contributions will focus on the most recent ﬁve year period.
7.78.1.3.Curriculum Vita
This document, which shall be prepared by the faculty member, is the faculty member’s current
curriculum vita summarizing his or her activities and accomplishments.
7.78.1.3.1.Content of the Curriculum Vita
The curriculum vita should have sections and subsections for each of the broad categories of
scholarly and creative achievements, teaching, and service delineated below. Clinical and
Librarians should have a section for accomplishments in clinical and professional practice.
(1) Scholarly and/or creative achievements. This section and the subsections below may be
subdivided by subcategories relevant to the faculty member’s discipline. Colleges and departments are responsible for developing guidelines for what categories and subcategories to
include. It shall include achievements for the faculty member’s entire career, with subsections
for each of the following categories of achievement that are applicable to the faculty member.
Items in each subsection shall be listed in reverse chronological order.
(a) Publications and work accepted for publication. This section should include subsections for
each of the following categories of scholarly and/or creative achievements that are relevant to
the faculty member’s work: books, journal articles, book chapters, published conference
proceedings, and other categories of publication that are appropriate to the faculty member’s
discipline. In general, publications in both electronic and print publications should be included.
Work that has been accepted for publication but has not yet been published should be
designated as “accepted for publication.” Copies of
(b) Work in progress. This section should include subsections for scholarly and creative
achievements that are undergoing a peer-or jury-review process, but have not yet been
accepted for publication or performance and a subsection describing projects in preparation to

be submitted for review.
(c) Presentations. This section should include presentations on the faculty member’s scholarly
and/or creative achievements.
(d) Performances and exhibits.
(e) Musical compositions, arrangements, and recordings.
(f) Achievements in the visual arts.
(g) Grants supporting research and other scholarly or creative work, grant proposals, and
reports to funding organizations.
(h) Patents.
(i) Awards, prizes, and other forms of recognition of scholarly or creative achievements.
(j) Invitations to give presentations, performances, or exhibits.
(k) Other forms of scholarly and creative achievements. Colleges and departments are
responsible for developing guidelines for what other categories and subcategories to include.
(2) Teaching: This section should report teaching activities and accomplishments for the entire
probationary period for tenure-track faculty members and for the last ﬁve years for other faculty.
It should include the following subsections, with all items in each subsection listed in reverse
chronological order.
(a) Courses taught for UAH. This subsection should include courses taught for UAH during the
entire probationary period for tenure-track faculty members and during the past ﬁve years for
other faculty, enrollments and teaching evaluation scores for those courses organized into a
table as follows:
(b) Advising and mentoring of undergraduate students.
(c) Service on doctoral dissertation committees. For each committee, indicate the name of the
student, the year(s) the faculty member served, the faculty member’s role, the dissertation topic,
and the state of the dissertation work (e.g., pre-prelim, completed).
(d) Service on masters thesis committees. For each committee, indicate the name of the
student, the year(s) the faculty member served, the faculty member’s role, the thesis topic, and
the state of the thesis work (e.g., completed).
(e) Other advising and mentoring of graduate students. Specify date(s), student name, and
faculty member’s role.
(f) Curriculum development activities.
(g) Teaching awards, prizes and other forms of recognition.
(h) Guest lectures and presentations on pedagogical topics.

(i) Other teaching activities. Colleges and departments are responsible for developing guidelines
for what other categories and subcategories to include.
(3) Service. This section should report service activities and accomplishments for the entire
probationary period for tenure-track faculty members and for the last ﬁve years for other faculty.
It should include the following subsections, with items in each subsection listed in reverse
chronological order.
(a) Service to the university. This section should report service to the faculty member's
department and college as well as university-level service activities, including the date(s) of
service for each activity listed, with activities in each subsection listed in reverse chronological
order.
(b) Professional service. This section should list professional service activities, with associated
dates, in reverse chronological order. It should include service to learned and professional
societies, and service as an editor or referee for scholarly or creative publi-cations, service as a
reviewer for funding organizations, and other service to the faculty member’s profession.
(c) Community service. This section should list activities and accomplishments involving service
to the local, state, national and international communities. It should include outreach activities;
non-research presentations on professional topics; services or consultation provided to
business, media, government, cultural, educational, political, and health-care organizations; as
well as other community service activities.
(d) Service awards, prizes and other forms of recognition.
(e) Clinical and professional practice. Clinical and Librarians shall include this section, which
should report activities and accomplishments in clinical and professional practice for the last ﬁve
years. The Library dean and faculty are responsible for developing guidelines for appropriate
categories of activities for Librarians to report. Each college employing clinical faculty is
responsible for developing guidelines for appropriate categories of activities to report. There
should be a subsection for reporting awards, prizes and other forms of recognition. All items in
each subsection should be listed in reverse chronological order.
(f) Consulting.
(g) Other. Colleges and departments are responsible for developing guidelines for what other
categories and subcategories to include.

7.78.1.3.2.Organization of the Curriculum Vita
Within each section or subsection, there should be separate listings for achievements that have
been subjected to a peer-review or a jury-review process and for achievements that have not
been subjected to such review processes. Items within a section or subsection must be listed in
reverse chronological order. Listings of co-authored works must identify all co-authors in order of
authorships; other collaborative works should list all collaborators. Co-authored and collaborative
listings for items in the most recent 6 years must include a short statement summarizing the nature
of the faculty member’s contribution to the work (e.g., “All co-authors contributed equally to the
project.” “I was the principal investigator/lead author on this project.” “I conducted the data
analyses and wrote the empirical results section.”).
7.78.1.4.Past Performance Evaluations Folder
This folder shall be prepared by the faculty member’s Department Chair and shall include the
following documents:
for tenure-track faculty and for the preceding ﬁve years for other faculty, as identiﬁed in Section
7.89.1.
(2) Copies of all reports and recommendations for prior reappointment reviews conducted in
accordance with Sections 7.89.1 through 7.89.6 for the entire probationary period for tenuretrack faculty and for the preceding ﬁve years for other non-tenured faculty.

The contents of this folder shall be print-protected.
For tenured and non-tenure track faculty members, by May 1 of each year the Department Chair
shall remove reports and recommendations that are more than 5 years old.
7.78.1.5.Scholarly and/or Creative Achievements Folder
This folder shall be prepared by the faculty member and shall include representative evidence of
the faculty member’s scholarly and/or creative achievements. The evidence should be organized
into appropriate subfolders corresponding to the different subsections under “Scholarly and/or
Creative achievements” in the faculty member’s curriculum vita. This folder also should include a
subfolder for copies of correspondence verifying the acceptance of work accepted for publication.
7.78.1.6.Teaching Folder
This folder shall be prepared by the faculty member and shall include representative evidence of
the faculty member’s activities and performance related to teaching competence and innovation.
Where appropriate, the evidence should be organized into appropriate subfolders.
The contents of this folder shall be print-protected.
7.78.1.7.Service Folder
This folder shall be prepared by the faculty member and shall include representative evidence of
the faculty member’s service to the university, the profession or discipline, and the community
(local, state, national and international). Such evidence might include but not be limited to: letters
of appointment, correspondence, recognitions, editorial and refereeing responsibilities, service
contracts/grants received (agency or foundation, title, dollar amount, time period), university
committee assignments, outreach activities, etc. Where appropriate, the evidence should be
organized into appropriate subfolders.
7.78.1.8.Clinical and Professional Practice Folder
This folder is required only for clinical and Librarians only. It shall be prepared by the faculty
member and shall include representative evidence of the faculty member’s activities and performance in the area of clinical and professional practice. Where appropriate, the evidence should
be organized into appropriate subfolders.
7.78.1.9.Reports and Recommendations Folder
This folder shall apply only to faculty members under review for reappointment, promotion and
tenure. It shall include copies of reappointment, promotion and tenure recommendations and
reports from Reappointment Committees, Departmental (or Faculty) Committees, PTAC, URB,
the Department Chair or equivalent, and the Dean.

The folder shall be viewable only by the members of Reappointment Committees, Departmental
and Faculty promotion or tenure review committees, PTAC, URB, the Department Chair or
equivalent, the Dean, and the Provost. The Provost shall erase the contents of this folder for
promotion and/or tenure candidates by May 1 of the academic year in which the promotion, or
tenure review takes place.
The contents of this folder shall be print-protected.
7.78.1.10.Letters Folder
This folder shall apply only to faculty members under review for promotion and/or tenure and shall
included two subfolders. The ﬁrst subfolder shall include external peer review letters solicited in
accordance with Section 7.101.3. The second subfolder shall include other letters of support
solicited in accordance with Section 7.101.4.1. The Department Chair is responsible for placing
copies of the external peer review letters and other letters of support in this folder.
The folder shall be viewable only by the members of Departmental and Faculty review committees, PTAC, URB, the Department Chair or equivalent, the Dean, and the Provost. The Provost
shall erase the contents of this folder by May 1 of the academic year in which the promotion or
tenure review takes place.
The contents of this folder shall be print-protected.
7.78.1.11.Other Documents Folder
This folder may apply to all decisions and shall include other documentation that supports the
faculty member’s case for reappointment, promotion, or tenure. Where appropriate, the evidence
should be organized into appropriate subfolders. The faculty member is responsible for placing
other documents in this folder.

7.89.Annual Performance Evaluation and Reappointment Procedures
Each year tenured and tenure-track faculty are evaluated to provide feedback regarding the faculty
member's progress toward meeting expectations for promotion and tenure, for salary
adjustmentadjustments, and, in cases where the faculty member's contract is due to expire at the
end of the academic year, for reappointment. If the faculty member's contract is not due to expire at
the end of the academic year, the review is conducted in accordance with the annual
performanceperformance evaluation procedure in Section 7.8.1. If the faculty member's contract is
due to expire at the end of the academic year, the review is conducted in accordance with the
comprehensive
review
procedurereappointment procedures in Section 7.89.2.
Reappointment for tenure-track faculty, Section 7.89.3 for research faculty, Section

7.89.4 for clinical and Librarians and for lecturers, and Section 7.89.6 for adjunct faculty. Reappointment is based on the current need of the university.

The Department Chair or equivalent is responsible for conducting annual performance evaluations for all tenured, clinical, and Librarians, as well as for lecturers and for research faculty with
appointments in academic departments. For research faculty members who do not have
appointment in academic departments, the Dean shall be responsible for conducting a similar

annual performance review procedure. The Department Chair or equivalent also is responsible
for conducting an annual performance evaluation for each tenure-track faculty member in the
department in years in which the faculty member does not undergo a reappointment review in
accordance with Section 7.89.2.

Annual performance evaluations will evaluate the faculty member’s performance in each of the
areas of activity (i.e., scholarly and creative achievements, teaching, service, professional and
clinical practice) for which the faculty member has responsibilities, based on the faculty member's
record for the entire probationary period for tenure-track faculty and for the past ﬁve years for
other faculty.
7.89.1.1.Purpose
Annual performance evaluations are developmental in nature and are designed to provide
feedback to faculty members that will help them to improve performance and/or maintain effective
performance. Annual performance evaluations are also used as a foundation for making decisions
pertaining to salary increases. For tenure-track faculty members, annual performance evaluations
provide feedback regarding the faculty member's progress toward meeting expectations for
reappointment and tenure in years that the faculty member is not under review for reappointment
or tenure. Annual performance evaluations also provide feedback regarding the faculty member's
progress toward meeting expectations for promotion in rank.
7.89.1.2.Schedule and Procedure
(a) The Department Chair or equivalent shall notify each faculty member by February 1 that the
department chair duringfaculty member needs to prepare or update his or her
Comprehensive Digital File. For tenure-track faculty, the spring semester. The faculty
member will submit her/his file as directed by the Chair.
(a) The faculty member provides in a timely manner representative evidence
to the chair regarding teaching, research or creative achievements, and
service. The chair should invite written comments and suggestions review shall
incorporate written feedback on the faculty member'smember's teaching, research scholarly
and/or creative achievements, and service from tenured members members of the department;
procedures for incorporating such feedback shall be adopted by each college in accordance
with Section 7.67.1. For research faculty members, the Chair or equivalent shall notify the
Director of the department priorCenter with which the research faculty member is afﬁliated
to the performance evaluation meeting with the faculty member.
(b) The chair preparesrequest a written evaluation of the faculty member’s performance.
The latter shall be made available to the faculty member and added to his or her Comprehensive Digital File.

(a) The faculty member shall update his or her Comprehensive Digital File by April 1. Prior to
initiating any performance review, the Chair shall be responsible for updating the Letters Folder,
the Reports and Recommendations Folder, and the Past Performance Evaluations Folder,
including ensuring that documents have been removed in accordance with Sections 7.78.1.4,
7.78.1.9, and 7.78.1.10.
(b) The Chair shall prepare a written Annual Performance Evaluation, which shall include: (1) a
written statement evaluating the faculty member's performance in the three areas of teaching,
research scholarly and/or creative accomplishments, and service. The chair's, and for
library and clinical faculty, clinical and professional practice; and (2) the Annual Performance
Evaluation Rating Form, below.

For tenure-track faculty members, the Chair's written evaluation mayshall also incorporate any
comments and suggestions of other tenured faculty members in the department.
In rating the performance of a department’s faculty, the Chair shall not use any forced distribution
ANNUAL PERFORMANCE EVANNUAL PERFORMANCE EVANNUAL PERFORMANCE EVALUATION RATION
RATING FORM
Exceptional
Exceeds
Meets
Below
Unacceptable
Performance
Expectations
Expectations
Expectations
Performance
Teaching
Scholarly
&/or Creative
Achievement
s
Service
Clinical &
Professional
Practice
(clinical &
Librarians
only)
which
limits the number or share of faculty members receiving a given rating, because such forced
Overall

distributions make artiﬁcial distinctions when the variance in actual performance is low. In rating
a faculty member’s overall performance, the Chair shall weight teaching, scholarly and/or creative
achievements, and service performance consistent with the faculty member’s responsibilities in
each of those areas of activity.
(c) The chair givesChair shall give the written evaluation and the rating form to the faculty member prior to
the annual performance review discussion.
(c

(d)Thechair meetsChairshallmeetwiththefacultymemberbyApril30todiscusshisorherperformanceandthe evaluation by the chair.performance
evaluation. As a basis for the discussion, the Chair shall provide the faculty member with a copy
of his or her Annual Performance Evaluation. To assure that the review is a two-way
experience, the chair givesChair shall give the person being reviewed a full opportunity to discuss
strengths and weaknesses, problems, and ways in which the department chairDepartment Chair, or other
colleagues, might be helpful in improving performance.
modify the Annual Performance Evaluation based on information provided by the faculty
member during the meeting. The Chair shall provide the faculty member with the ﬁnalized copy
of the Annual Performance Evaluation.
(d) Following this meeting, the Chair may modify the Annual Performance Evaluation based on
information provided by the faculty member during the meeting. The Chair shall provide the
faculty member with the ﬁnalized copy of the Annual Performance Evaluation.

(e)The facultymembermayprepare a written response to the chair's writtenChair's evaluation.The facultyfaculty
member givesshall give any such written response to the chairChair within one weekthree weeks after the
performance review discussion.

(e

(f)Aftertheannualperformanceevaluationmeetings,thechairmeetswithfacultyinthedepartment,thedeantodiscusstheevaluationandprovidesthedeanChair
shall provide the Dean with copies of the chair's statement andAnnual Performance Evaluation for each

The chair's written evaluation and Chair. The Chair shall meet with the Dean to
discuss the evaluations.

The Chair's Annual Performance Evaluation of a faculty member and any written responses that
may be made by the individual become part of the faculty member's comprehensive file.
If a chair's evaluation reveals significant concerns about the performance
of a tenured faculty member, the chair's statement may include a
recommendation that the dean convene a review committee of tenured faculty
in the department to consider possible action. Following three consecutive
years of performance concerns, the chair's recommendation must include a
recommendation for a special review by tenured faculty in the department.
7.8.2 Comprehensive Digital File.

7.89.2.Reappointment Review Procedure:of Tenure-EarningTrack Faculty
If the tenure-earning faculty member's contract is due to expire at the
end of the academic year, a comprehensive performance evaluation will be
conducted. Faculty in the first year of employment are evaluated according
to section 7.8.2.1. Faculty who are not in the first year of employment
are evaluated according to section 7.8.2.2.
7.8.2.1 Reappointment Procedure for Tenure-Earning Faculty in the First
Year of Employment.
The department chair notifies the faculty member of the upcoming
comprehensive review by December 15 of the faculty member's initial year
of appointment. At this time the department chair meets with the faculty
member and discusses the comprehensive reappointment review process.
By January 15 of the academic year in which the review is conducted, the
faculty member and the department chair prepare the faculty member's
comprehensive file as described in Section 7.7.1.
After consultation with the dean, faculty member, and prospective
committee members, the department chair appoints a review committee. The
committee consists of at least two tenured faculty members from the
candidate's department, or equivalent, and at least one tenured faculty
member from another department in the candidate's college, or from outside
the college in units without departments. In cases where there are not
enough tenured faculty members in the department, the chair appeals to the
dean for a variance in the composition of the review committee.
The review committee assesses the qualifications of the candidate for
reappointment. In its deliberations, it considers the contents of the
faculty member's comprehensive file and renders a professional judgment on
the candidate's strengths and weaknesses. The review committee prepares a
detailed written report stating its recommendation for or against
reappointment and the reasons for the recommendation. A minority report
may be included. The committee report indicates how many favor
reappointment and is signed by all committee members. Affirmative

recommendations for reappointment are normally for two academic years.
Copies of the committee report are transmitted to the chair by February 1.
The chair prepares an independent recommendation report. The chair
provides both the chair's recommendation report and the committee's
recommendation report to the candidate and the dean by February 10. The
dean reviews the reports with the provost and discusses possible actions
by February 20. The dean notifies the faculty member in writing of the
reappointment decision by March 1. The department chair meets with
reappointed faculty to discuss concerns and to plan objectives for the
next two years.

7.89.2.1.Schedule of Reappointment Reviews and Contracts for Tenure-Track Faculty
A tenure-track faculty member whose probationary period, as speciﬁed in the letter of offer, is for six
years, or in cases where the initial appointment to a tenure-track faculty position began in the spring
semester, whose probationary period contract ends no more than six years from the beginning of the
ﬁrst fall semester following the date of initial appointment, shall be reviewed for reappointment in
accordance with the schedule of reappointment reviews in Table

7.8.2.1. In the spring of the third full academic year, the faculty member shall be reviewed in
accordance with procedures described in Section 7.89.2.2. This review requires no reappointment
recommendation. A tenure-track faculty member whose probationary period, as speciﬁed in the
letter of offer, is for less than six years, shall be reviewed for reappointment in accordance with
timetable established in the faculty member’s letter of offer.

Table. 7.8.2.1 Reappointment Schedule for Faculty Members with a Prable. 7.8.2.1 Reappointment Schedule for
Faculty Members with a Prable. 7.8.2.1 Reappointment Schedule for Faculty Members with a Probationary Period
of Six or Morobationary Period of Six or More Years
Appointment & Reappointment
Year in Fac- Scheduled ReappointAction/Status if Not Reappointed by
ment Reviews by Year
Contract Durations
ulty Mem
Year in Probationary Period
in
ber’s Proba-

Probationary Period

tionary
Period
The initial appointment contract for
tenure-track faculty members shall
tenure-track faculty members shall
be for three academic years for
faculty members whose initial appointment begins in the Fall semester and for three-and-a-half
academic years for faculty members whose initial appointment
begins in the Spring semester,
contingent on the faculty member’s
completion of all require
ments for his or her terminal degree by the end of the ﬁrst full
academic year of the appointment.
See Section 7.2.1.2.

1st full year
2nd full year

3rd full year

The ﬁrst reappointment contract for
a tenure-track faculty member shall
be for two academic years, the 4th
and 5th full academic years in the
faculty member’s probationary
period.

The second reappointment contract
for a tenure-track faculty tract for a
tenure-track faculty member shall
be for two academic years, the 6th
and 7th full academic years in the
faculty member’s probationary
period.

4th full year

none
First reappointment review. In Spring of the second full academic year of
the faculty member’s initial appointment contract,
the faculty member shall
be reviewed for reappointment through 4th &
5th academic years in the

faculty member’s probationary period in accordance with the procedure
described in Section
7.8.2.2.
Review according to Section 7.8.2.2, but not for
reappointment.

5th full year

Second reappointment
review. In Spring of the
fourth full academic year
of the faculty member’s
probationary period, the
faculty member shall be
reviewed for reappointment through the 6th & 7th
academic years in accordance with the procedure
described in Section
7.8.2.2.
none

6th full year
7th full year

None (tenure review year)
none

Not applicable
Not applicable

If a tenure-track faculty member is not
reappointed in the ﬁrst reappointment
review, the third year in the faculty
member’s probationary period is his or
her terminal year of employment as a
tenure-track faculty member.
Not applicable

If a tenure-track faculty member is not
reappointed in the second reappointment review, the ﬁfth full academic
year in the faculty member’s
probationary period is his or her
terminal year of employment as a
tenure-track faculty member.
Not applicable
Terminal year if not tenured

7.89.2.2.Reappointment Procedure for Tenure-Earningtrack Faculty After First Year of
Employment.

Thedepartment chair notifiesDepartmentChairshallnotifythefacultymemberoftheupcomingcomprehensivereappointmentreviewby
December 15. At this time the department chair meetsDepartment Chair shall meet with the faculty member and
discussesthecomprehensive reappointmentreviewprocess.ByFebruary1thefacultymemberandthedepartment chairDepartment Chair shall update the faculty member's comprehensive fileComprehensive Digital File as described in
Section 7.79.1.
After consultation with the dean,Dean, the faculty member, and with prospective committee
membersmembers, the department chair appointsDepartment Chair shall appoint a review
committee.Reappointment Review Committee. The committee consistsCommittee shall
consist of at least two tenured faculty members in the candidate's department, or
equivalentequivalent, and at least one tenured faculty member from another department in the
candidate's collegecollege, or from outside the college in units without departments. In cases
where there are not enough tenured faculty members in the department, the chair
appealsChair shall appeal to the deanDean for a variance in the composition of the review
committee.
The review committee assessesReappointment Review Committee shall assess the
qualificationsqualiﬁcations of the candidate for reappointment.reappointment. In its
deliberations, it considersshall consider the contents of the faculty member's comprehensive
fileComprehensive Digital File and rendersrender a professional judgment on the candidate's
strengths and weaknesses. The review committee preparesCommittee shall prepare a
detailed written report stating its recommendation for or against reappointment and the reasons
for a written rationale including the positive and negative factors that inﬂuenced the
recommendation. A minority report may be included. made by reviewer(s). The
committee report indicates how many favor reappointment and is Committee
Report shall include a signature page that shall be signed by all committee members.
Affirmative recommendations for reappointment in and reveal the first year
evaluation are normally for two academic years then annually or until the
endnumber of the reappointment candidate's probationary period (i.e., the
year in which the candidate will be evaluated for tenure), whichever is
shorter. Copies of the committee'svotes for each recommendation and report(s). If
the votes are not unanimous, the report shall include both majority and minority subsections
summarizing the rationales of the majority and minority, respectively. Copies of the Committee's
Report must be transmitted to the chairChair by March 1.
The department chair preparesDepartment Chair shall prepare an independent report
recommending for or against reappointment and a written rationale for the recommendation and
transmits. The Chair shall transmit this report and the review
committee's
recommendation and Reappointment Review Committee's report(s) to the deanDean no later
than April 1.
The dean reviewsDean shall review the reportsreport with the provostProvost and discusses
possible actions by April 20. The dean notifiesDean shall notify the faculty member in writing
of the reappointment decision by May 1.
7.89.3.Reappointment Procedure for Research Faculty
The probationary period for research faculty is from four to seven years, as specifiedspeciﬁed
in the letterletter of appointment and depending upon the qualificationsqualiﬁcations and

experience of the individual. All research faculty appointments are for one year, and probationary. Probationary
researchfacultymembersaresubjecttoannualreviewprior toforreappointmentornonreappointment.non-reappointment.
This review followsis conducted concurrently and following the same procedure as the annual
performanceevaluationof tenure-earning faculty members ((Section7.89.1).Researchfacultymemberswhoarereappointedbeyond
their stipulated probationary period are given an appointment that continues indefinitelyindeﬁnitely without
the need forannual review and appointmentreappointmentreviews,untilsuchtimeassupportisnotgeneratedornotice
of termination is issuedissued by the appropriate university official.
7.89.4 Evaluation and .Reappointment Procedure for Clinical Faculty, Librarians

and Lecturers
The term of appointment for clinical faculty, Librarians and for lecturers is specifiedspeciﬁed in
the letter of appointment. ClinicalSuch faculty appointments are for one to three five years and
are subject to annual review prior to reappointment or nonreappointment.non-reappointment.
Reappointment decisions are based on curricular, enrollment, and financial factors
needs, including ﬁnancial considerations, of the administrative unit in which the faculty member
is employed, as well as the prior annual faculty evaluationevaluations. Reappointment
procedures parallel those for tenure-earningtrack faculty.
The department chair notifiesDepartment Chair or equivalent shall notify the faculty
member of the upcoming review by the following dates:
During the academic year in which the review is conducted, the faculty member and the
department chairDepartment Chair or equivalent shall prepare the faculty member's
comprehensive fileComprehensive Digital File as described in Section 7.78.1 by the
following dates:
After consultation with the deanDean, faculty member, and prospective committee members, the
department
chair
appoints
a
review
committee.
The
committee
consistsDepartment Chair or equivalent shall appoint a Reappointment Review Committee. The
Committee for clinical faculty members shall consist of at least two tenured faculty members and
one clinical faculty member from the candidate's department. Committee or, in the case of
Nursing faculty, the clinical faculty member’s College. The Committee for lecturers shall consist
of at least two tenured faculty members and one lecturer from the candidate's department.
The Librarians shall develop a proposal for a similar process for appointing a Reappointment
Review Committee for Librarians members and shall submit that proposal to the Faculty Senate
Executive Committee for approval. Subsequent to obtaining such approval, that process shall be
incorporated into relevant sections of the Faculty Handbook.
Committee members should be at a rank equal to or higher than the candidate being reviewed.
The Reappointment Review Committee shall assess the performance and qualiﬁcations of the
candidate for reappointment. In its deliberations, it considersshall consider the contents of the faculty
member'scomprehensive fileComprehensiveDigitalFileandrendersrenderaprofessionaljudgmentonthecandidate's
strengthsandweaknesses.Thereview committee preparesCommitteeshallprepareadetailedwrittenreportstatingits
recommendationsrecommendationfororagainstreappointmentandawrittenrationaleincludingthereasons forpositiveand
negativefactorsthatinﬂuencedtherecommendation.Aminorityreportmaybeincluded.madebyreviewer(s).ThecommitteereportindicateshowmanyfavorreappointmentandisCommiteeReport
shall include a signature page that shall be signed by all committee members. and reveal the
number of votes for each recommendation. If the votes are not unanimous, the report shall include
both majority and minority subsections summarizing the rationales of the majority and minority,
respectively. Copies of the committee report are transmitted to the chairChair or equivalent by:
March 1: Faculty beyond the firstﬁrst year of employment
February 115: Faculty in firstﬁrst year of employment.
The Chair or equivalent shall prepare an independent recommendation report. The chair's
recommendation takesChair's report shall take into account not only the candidate's
performance but also the curricular needs and financialﬁnancial resources of the college. The

chair providesChairshallgiveboththechair'sChair'sandcommittee's reportCommittee'sreportstothedeanDeanby:

April 1: Faculty beyond the firstﬁrst year of
employment
February 1028: Faculty in the firstﬁrst year of
employment.
The dean reviewsDean shall review the reports with the provostProvost and discusses
possible actions. The dean notifiesDean shall notify the faculty member in writing of the
reappointment decision by:
May 1: Faculty beyond the firstﬁrst year of employment
March 115: Faculty in the firstﬁrst year of employment.
The department chair meetsDepartment Chair shall meet with reappointed faculty to discuss
concerns and to plan objectivesobjectives for the next year(s).
7.89.5 Reappointment Procedures for Full-Time Temporary and Term Faculty
Visiting and temporary and term faculty normally are the same as those for tenureearning facultynot subject to reappointment processes. However, after serving a successful
term of appointment, if demand in the academic department warrants appointment again in the
first year of employment (future, they may be appointed again in accordance with
appointment procedures in Section 7.834.2.1)
7.89.6.Reappointment Procedure for Adjunct Faculty
Recommendations for reappointment of adjunct faculty are the responsibility of a department
or program reappointment committeethe department in which the faculty member has an
appointment. The Department Chair shall appoint a Reappointment Committee consisting of at
least three tenured or tenure-track faculty members appointedappointed by the department
chair.Department Chair. The committee writesshall write an evaluation of the individual's
performance and a statement of the need for his or her continued services. Recommendations
for reappointment or nonreappointment non-reappointment are submitted by the
department or program chairDepartment Chair to the deanDean as soon as possible prior
to the end of the candidate's current appointment. The deanDean, with the approval of the
provostProvost, issues a letter of reappointment or nonreappointment.
As part of the reappointment committee's evaluation, the committee may, at its own discretion,
review the rank of the individual; a and recommend reappointment to a higher rank. A
complete written review of the criteria for this action is recommendation must be included as
part of the overall reappointment recommendation.

7.910.Promotion and Tenure Advisory Committee
For the purpose of this section, administrators who do not have tenure may not participate in the
tenure and promotion review processes. College and departmental procedures may not conﬂict
with the procedures speciﬁed in this section.

7.910.1.Initiation of Promotion and Tenure Reviews
By April 15 of each academic year the Provost shall provide deans and department chairs with a
list of faculty under mandatory tenure consideration during the coming academic year and
reminds themshall notify all faculty of the May 15 deadline for promotion nominations.
7.910.1.1.Tenure review during the last year of candidate’s probationary period
By May 15 prior to year of review:of the academic year before the tenure review, the
Department Chair or equivalent shall notify the candidate that the tenure evaluation process is to
begin. This tenure review process occurs no later than the last year in the candidate's
probationary period as deﬁned in Section 7.23.1.1 or by an extension of the probationary period
in accordance with Section
7.910.1.2.Early tenure review
A tenure-track faculty member may be considered for early tenure as deﬁned in Section 7.56.2.1
in a year that the faculty member’s letter-of-offer speciﬁes that an early tenure review may take
place or, in cases where the Department Chair or equivalent believes the candidate meets the
criteria for early tenure speciﬁed in Section 7.56.2.1, in a year that is agreed upon by the candidate
and the candidate's Department Chair or equivalent. The immediate supervisor informs
tenure candidates Department Chair and the candidate for early tenure shall decide by May
15 of the academic year before the early tenure review year that the tenure evaluation process is
to begin. All A candidate for early tenure may withdraw from consideration at any point in the
review process without prejudice to future tenure review.
7.910.1.3.Tenure review of administrative ofﬁcers
Board Rule 301 (The Board of Trustees of the University of Alabama, Board Manual, REV 6/
2009) states that an individual holding an administrative appointment may be considered for
tenure and requires that administrative ofﬁcers being considered for tenure be subject to the usual
review process set forth in the Faculty Handbook. Tenure review procedures for administrative
ofﬁcers shall apply to administrative appointments at the level of department chair and above.
In cases where the administrative ofﬁcer has a tenure-track faculty appointment, the Department
Chair or equivalent shall initiate the tenure review process by May 15 in accordance with Section
7.101.1.1 or with Section 7.101.1.2, whichever is applicable.
In cases where the candidate is seeking tenure at the time of ﬁrst appointment, the Department
Chair (or equivalent) of the department (or college) in which the candidate is seeking a tenured
faculty appointment shall initiate the tenure review process. In such cases, the Chair and the
search committee are responsible for providing faculty review committees with information that
would normally be contained in a tenure candidate’s comprehensive ﬁle. If the candidate’s
administrative appointment is outside of the department or college in which the candidate is
seeking tenure, the Provost shall request that the Department Chair or equivalent initiate the
tenure review process. In such cases, the Provost and the search committee are responsible for
providing the Department Chair and faculty review committees with information that would
normally be contained in a tenure candidate’s Comprehensive Digital File.

To ensure that a thorough review process takes place, if the review process is initiated during the
academic year, at least three full weeks (excluding holidays, Fall Break, semester break, and
Spring Break) shall be allowed for the review. If the review process is initiated outside of the
academic year, at least four full weeks shall be allowed for the review and the Department Chair
or equivalent and Dean shall be responsible for developing procedures that ensure that faculty
members who are eligible to participate in the tenure evaluation process but are out of town can
participate in the review process. In all cases, the candidate shall meet all criteria for tenure
articulated in Section 7.5.2 as well as additional tenure criteria established by the department and
college.
7.910.1.4.Promotion in Academic Rank
A tenured or tenure-track faculty member may apply for promotion in rank by providing written
notiﬁcation to the candidate’s department chair or equivalent, or, in a case in which the candidate
is a department chair, to the Dean, by May 15 of the year before the promotion review. A candidate
may withdraw from consideration for promotion without prejudice at any time by written request
to the Department Chair or equivalent.
7.910.2.Review Levels, Reports, Recommendations, and Decisions
Reviews for promotion and/or tenure take place at six levels in the following sequence: the
Departmental Committee, the Department Chair or equivalent, the College Promotion and Tenure
Advisory Committee (PTAC), the Dean, the University Review Board (URB), and the Provost. In
the College of Nursing, reviews take place at ﬁve levels, the Faculty Committee, the Associate
Dean, the Dean, URB, and the Provost. Reviews at each level below the Provost are advisory to
the Provost, who makes the ﬁnal decision.
7.910.2.1.Departmental Committee, PTAC, and URB Reports and the Provost’s Decision
At each level of review below the Provost, the reviewing body shall conduct a separate review
and prepare a written report. Each report must include a written recommendation in accordance
with Section 7.101.2.2 and a written rationale including the positive and negative factors that
inﬂuenced the recommendation made by reviewer(s). The committee report (i.e., the Departmental Committee or Faculty Committee in the College of Nursing, PTAC, URB) shall include
a signature page that shall be signed by all committee members and reveal the number of votes
for each recommendation (i.e., Section 7.101.2.2). If the votes are not unanimous, the report shall
include both majority and minority subsections summarizing the rationales of the majority and
minority, respectively.
7.910.2.2.Recommendations and Decision
7.910.2.2.1.Tenure & Promotion to Associate Professor in Last Year of Probationary Period
Each report must make one of the following recommendations and the Provost must make one
of the following decisions:
(a) That tenure and promotion be granted effective at the beginning of the following academic
year;
(b) That tenure and promotion not be granted.

7.910.2.2.2.Tenure & Promotion to Professor in Last Year of Probationary Period
Each report must make one of the following recommendations and the Provost must make one
of the following decisions:
(a) That tenure and promotion be granted effective at the beginning of the following academic
year;
(b) That tenure be granted effective at the beginning of the following academic year, but that the
decision on promotion be deferred.
(c) That tenure and promotion not be granted.

7.910.2.2.3.Early Tenure for Assistant Professors
Each report must make one of the following recommendations and the Provost must make one
of the following decisions:
(a) That tenure and promotion be granted effective at the beginning of the following academic
year.
(b) That the decision on granting tenure and promotion be deferred.
(c) That promotion be granted effective at the beginning of the following academic year and that
the decision on granting tenure be deferred.

7.910.2.2.4.Early Tenure for Associate Professors or Professors
Each report must make one of the following recommendations and the Provost must make one
of the following decisions:
(a) That tenure be granted effective at the beginning of the following academic year.
(b) That the decision on granting tenure be deferred.

7.910.2.2.5.Tenure at Time of First Appointment
Each report must make one of the following recommendations and the Provost must make one
of the following decisions:
(a) That tenure be granted effective on the ﬁrst day of employment.
(b) That the decision on granting tenure be deferred.

7.910.2.2.6.Promotion for Candidates Not Being Considered for Tenure
Each report must make one of the following recommendations and the Provost must make one
of the following decisions:
(a) That promotion be granted effective at the beginning of the following academic year.
(b) That the decision on granting the promotion be deferred.

7.910.3.External Peer Review
Because external peer review has played a long-standing role in evaluating scholarly and creative
achievements, a minimum of three letters from peer evaluators outside the university are required
for all promotion and tenure reviews.
7.910.3.1.Qualiﬁcations for External Peer Reviewers
Ideally peer reviewers should be both expert and objective. Reviewers should have outstanding
professional qualiﬁcations. Any signiﬁcant relationship (supervisory, collaborative, or social) between the peer reviewer and the candidate should be disclosed both in the nomination of the peer
reviewer and in the letter from the peer reviewer. Dissertation advisors may not serve as external
reviewers. Whenever feasible, the set of peer reviewers should include members with no
signiﬁcant relationship with the candidate.

7.910.3.2.Procedure for Selecting External Peer Reviewers
By May 20 in the academic year preceding the promotion and/or tenure review, the Department
Chair shall solicit nominations of individuals to serve as external peer reviewers from the candidate and members of the candidate’s department who are eligible to serve on promotion and
tenure committees. The names of nominees to serve as external peer reviewers, along with
supporting documentation of the nominee’s qualiﬁcations, must be submitted in writing to the
Department Chair by June 15. The Department Chair shall select four external peer reviewers
from the nominees; two of the four external peer reviewers must be taken from the list nominated
by the candidate.
7.910.3.3.Procedure for Soliciting External Peer Reviews
By June 15, the candidate shall provide the Department Chair with a packet of information to send
to the external peer reviewers. The packet shall include a curriculum vitae and representative
examples of the candidate's scholarly and/or creative achievements.
By July 1, the Department Chair shall contact the external peer reviewers by telephone or email
to ascertain their willingness to serve as a reviewer and to submit their review by August 15. If
any of those selected decline to serve, the Department Chair shall select a replacement from the
remaining nominees.
By July 1, the Department Chair shall send the packet of information to the external peer reviewers
along with a letter requesting that they assess the quality of the candidate's scholarly and/or
creative achievements.
If fewer than three of the external peer reviewers have returned their reviews by August 15, the
Department Chair shall solicit additional reviews from the nominees. By September 15, the Department Chair shall place in the candidate’s Comprehensive Digital File: (1) a summary of each
external reviewer’s qualiﬁcations, (2) a copy of the letter sent to the external reviewers requesting
their assessment of the quality of the candidate's scholarly and/or creative achievements, and (3)
the letters received from the external reviewers. The original letters submitted by external peer
reviewers shall be placed in the faculty member’s personnel ﬁle in the Dean’s ofﬁce.
7.910.4.Other Supporting Documentation
7.910.4.1.Other Letters of Support
The candidate may also solicit up to ﬁve secondary letters of support from parties who can provide
additional information about the candidate’s scholarly and/or creative achievements (e.g., coauthors and other collaborators, former students). By September 15, the Chair shall place such
letters in the faculty member’s Comprehensive Digital File and shall submit the original letters of
support to the Dean; the Dean shall place the originals in the faculty member’s personnel ﬁle in
the Dean’s ofﬁce.
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7.910.4.2.Addition of Information to the Comprehensive Digital File
No documents may be added to the Comprehensive Digital File after the review by the Departmental Committee (or equivalent), other than updates to the status of existing publications,
creative works, grant proposals, etc. If the candidate has relevant information to add prior to the
completion of the review by the Departmental Committee, the candidate shall provide such
information to the Department Chair, who shall place such information in the candidate’s Comprehensive Digital File and notify the Departmental Committee of its addition. If the Departmental
Committee decides that additional information is needed, the Committee Chair shall request such
information from the Department Chair, who shall obtain the missing information, place it in the
candidate’s Comprehensive Digital File, and notify the candidate that the additional information
has been placed in the ﬁle.
If the candidate has relevant information to add after the completion of the review by the Departmental Committee, the candidate may provide such information to the Department Chair (or
equivalent) and the Dean, who may include it in their reports. If the Department Chair or Dean
includes such information in their reports, they shall note in the report when they received it.
7.910.5.Eligibility to Serve on and Selection of Promotion and/or Tenure Committees
7.910.5.1.Eligibility to Serve on Promotion and/or Tenure Committees
Three faculty committees, the Departmental Committee (or Faculty Committee in Nursing), the
College Promotion and Tenure Advisory Committee (PTAC), and the University Review Board
(URB), participate in promotion and tenure review processes. University Administrators may not
serve on these faculty promotion or tenure committees except in situations where a small department requires their participation, as speciﬁed in Section 7.101.5.2. All other full-time tenured
faculty members are eligible to serve. A faculty member who meets these eligibility criteria and
who also is an administrator but not participating directly in the review process at a higher level is
eligible to serve on the Departmental Committee. Such administrators must abstain from advising
any higher level administrator making decisions in the review process.
University Review Board members must hold the rank of professor or associate professor, be
tenured, and have at least ﬁve years of full-time academic experience on university faculties.
Faculty members who are candidates for promotion and faculty members who hold an administrative position at the level of department chair or higher are not eligible to serve on the URB.
No member of the URB may serve on a PTAC.
7.910.5.2.Composition and Selection of the Departmental Committee (or Faculty Committee in
Nursing)
For the College of Nursing, the Faculty Committee will be the equivalent of the Departmental
Committee and the Associate Dean will be the equivalent of the Department Chair.
By September 15 and after consultation with the candidate, the Dean, and with the faculty
members eligible to serve as departmental committee members, the candidate’s Department
Chair (or equivalent) shall form the departmental promotion and/or tenure committee for the
candidate. If the candidate is the Department Chair, the candidate’s dean shall form the committee.

The departmental promotion and/or tenure committee (or equivalent) shall consist of all faculty
members in the candidate's department (or equivalent unit) who meet the eligibility requirements speciﬁed in Section 7.101.5.1 and one eligible faculty member from another department.
The latter member shall be selected by department chair in consultation with the candidate. The
Department Chair does not serve on the departmental committee unless there are fewer than
three eligible faculty members within the candidate's department, other than the Chair. In such
cases, the Department Chair serves as a voting member of the committee and does not conduct
a separate review.
For faculty holding joint appointments, the Department Chair (or equivalent) of the primary department shall form the departmental committee, which shall consist of all tenured faculty
members in the primary department and at least one tenured faculty member from the other
department(s). The Chair of the primary department shall select the latter person. In cases of
joint appointments, the procedures for the primary department shall be followed.
7.910.5.3.Composition and Selection of the URB
The University Review Board (URB) is composed of ﬁve faculty members, one from each of the
colleges. The term of ofﬁce for URB members is two years and is staggered among the members.
The Dean of each college is responsible for supervising the election of the college’s representative to URB. The Dean shall convene a nominating committee composed of the Dean and all
department chairs in the college. By September 5, the nominating committee shall prepare a
slate of at least two nominees who meet the eligibility requirements speciﬁed in Section
The Dean shall conduct the election and shall notify the faculty of the college and the Provost of
the results by September 20. Tenured and tenure-track members are eligible to vote by secret
ballot in URB elections. In addition, research and clinical faculty members who have full-time
appointments in the College and who are not on termination notice also are eligible to vote by
secret ballot in URB elections.
By November 1, the Provost shall provide URB members with access to the Comprehensive
Digital Files of all faculty members in the University who are under review for promotion and or
tenure.
7.910.5.4.Composition and Selection of the PTAC
The Dean of each college is responsible for supervising the election of the college’s Promotion
and Tenure Committee. The Dean shall convene a nominating committee comprised of the
Dean and all department chairs in the college.
Prior to October 1, the nominating committee shall prepare a slate of at least ten nominees for
PTAC who meet the eligibility requirements speciﬁed in Section 7.101.5.1 and the Dean shall
announce the slate to the faculty who are eligible to vote on PTAC membership. Whenever
possible, the nominating committee shall encourage diversity in slate of nominees.

By October 15, the Dean shall conduct a secret ballot election to select the PTAC membership
and shall report the results of the election to the College’s faculty and to the Provost. The ballot
shall contain the slate of ten nominees chosen by the nominating committee. All tenured and
tenure-track faculty members of the college who are not on termination notice have the right to
vote in the election. Each voter may vote for ﬁve of the nominees.
The ﬁve nominees with the most votes shall serve a one year term as regular members of PTAC.
The nominees with the 6th and 7th highest number of votes shall serve a one year term as
alternate members of PTAC. A PTAC member who has served on a candidate’s promotion and/or
tenure committee is ineligible to participate in the PTAC review of that candidate and may not
participate in the PTAC’s discussion or vote on that candidate. In such cases, alternate PTAC
members replace the regular PTAC committee members who are ineligible to serve on the
candidate’s PTAC. Alternate PTAC members also shall replace a PTAC member who is
unavailable to serve.
By November 1, the Provost shall provide PTAC members and alternate members with access to
the Comprehensive Digital Files of all faculty members in the College who are under review for
promotion and or tenure.
In cases where there are not enough eligible faculty to serve on the PTAC for a candidate, the
Dean shall consult with the Provost, who shall determine a suitable arrangement for a collegelevel review for that candidate.
7.910.6.Review by the Departmental Committee (or Equivalent)
The Provost shall make the candidate’s Comprehensive Digital File available to the Departmental
Committee by September 15. The Department Chair shall call the ﬁrst meeting of the Departmental Committee by September 15 and shall charge the committee, and then leave to ensure
that the Departmental Committee’s review and the Department Chair’s review are independent.
By October 15, the Departmental Committee shall meet, discuss and evaluate the candidate’s
performance, and submit its report to the Department Chair.
The Departmental Committee shall select a committee chair from among its members. The
committee shall review information provided in the candidate's Comprehensive Digital File. No
new information will be added to the candidate’s Comprehensive Digital File except in accordance
with Section 7.101.4.2. After the committee has deliberated, it shall choose one or more members
of the committee to draft the committee’s report in accordance with Section 7.101.2. When all
members of the committee have reached consensus on the language of the report, the
Departmental Committee Chair shall obtain the signature of all committee members on the
committee report and shall submit the report to the Department Chair. By October 20, the Department Chair shall add a copy of the departmental committee’s report to the candidate’s Digital
Comprehensive File and shall place the original report in the faculty member’s personnel ﬁle in
the Dean’s ofﬁce.

In cases in which there are fewer than three eligible faculty members within the candidate's
department and the Department Chair shall serve as a voting member of the Departmental
Committee, the Departmental Committee Chair shall submit the committee report to the Dean by
October 15. The Dean shall add the Departmental Committee’s report and a statement indicating
why the Department Chair is on the Departmental Committee to the candidate’s Comprehensive
Digital File. In such cases, there shall be no review by the Department Chair and the next step in
the review process shall be review by PTAC.
7.910.7.Review by the Department Chair (or Equivalent).
The Department Chair (or equivalent), providing he or she is not a voting member of the Departmental Committee, shall review the report of the Departmental Committee (or equivalent) and
the other materials in the candidate’s Comprehensive Digital File. The Department Chair then
shall write an independent report prepared in accordance with Section 7.101.2. By November 1,
the Chair (or equivalent) shall forward the Chair's report to the Dean. By November 5, the Dean
shall place the original report in the candidate’s personnel ﬁle in the Dean’s ofﬁce and shall add
a copy of the Department Chair’s (or equivalent’s) report to the candidate’s Digital Comprehensive
File.
7.910.8.Notiﬁcation of Candidate of Results of Departmental Reviews
The Chair (or equivalent) shall meet with the candidate by November 15 and shall provide the
candidate with: (1) a copy of the Departmental Committee’s report and (2) the Chair’s (or
equivalent’s) report; the copies of both reports that are provided to the candidate must have all
information identifying individual committee members and outside reviewers removed.
7.910.9.Review by the College Promotion and Tenure Advisory Committee (PTAC)
By October 25, the Dean shall call the ﬁrst meeting of the PTAC.
PTAC shall select a chair from among its members. PTAC shall form a committee of ﬁve PTAC
members for reviewing each promotion and/or tenure candidate. PTAC members who voted on
a candidate at the department level shall not serve on or be present during discussions by that
candidate’s PTAC committee; alternate members of PTAC shall replace such PTAC members.
The PTAC committee for a candidate shall select a chair and shall review information provided in
the candidate's Comprehensive Digital File. PTAC shall assess each candidate’s performance
using relevant criteria in Section 7.56 and additional tenure and/or promotion criteria developed
by the college. After the committee has deliberated, it shall choose one or more members of the
committee to draft the committee’s report in accordance with Section 7.101.2. Once all members
of the committee have reached consensus on the language of the report, the Chair shall submit
the report to the Dean by December 5. By December 15, the Dean shall place a copy of the PTAC
report in the candidate’s Digital Comprehensive File and shall place the original in the candidate’s
personnel ﬁle in the Dean’s ofﬁce.

7.910.10.Review by the Dean
The Dean shall conduct an independent review of the candidate, and shall prepare a report in
accordance with Section 7.101.2. By January 15, the Dean shall forward the original report, to the
Provost. By January 20, the Provost shall place a copy of the report in the candidate’s
Comprehensive Digital Filer.
7.910.11.Notiﬁcation to Candidate of Results of College-Level Reviews
The Dean (or equivalent) shall meet with the candidate by January 20 and shall provide the
candidate with copies of the PTAC’s report and the Dean’s (or equivalent’s) report; the copies of
both reports that are provided to the candidate must have all information identifying individual
committee members and outside reviewers removed.
7.910.12.Review by the University Review Board
7.910.12.1.Review of Promotion and Tenure Candidates
By December 5, the Provost shall call the ﬁrst meeting of the University Review Board.
The URB shall select a chair from among its members. The University Review Board is responsible for reviewing the Comprehensive Digital Files for all promotion and tenure candidates
submitted to the Ofﬁce of the Provost by the deans. URB shall base its report to the Provost solely
upon the recommendations and evidence submitted in the Comprehensive Digital Files. By
February 15, URB shall prepare a report and recommendation for each tenure and/or promotion
candidate in accordance with Section 7.10.2. In addition, URB is responsible for: (1) ascertaining
that there is adequate documentation in each candidate’s Comprehensive Digital File to allow
determination that the candidate has satisﬁed the requirements in each of the categories of
teaching, scholarly and/or creative achievements, and service; (2) determining that the review
process for each candidate at the department and college levels has been carried out in
accordance with posted departmental and college procedures and with the procedures prescribed
by the Faculty Handbook; and (3) ensuring that the application of criteria for promotion and tenure
is consistent throughout the university and consistent with the criteria delineated earlier in Section
7.5.
URB members who voted on a candidate at the department level shall neither be present during
the discussion not vote on that candidate.
7.910.12.2.Review of Criteria and Procedures
By April 1, URB shall review criteria and procedures used by the colleges for consistency with the
Faculty Handbook and, if any college’s criteria and procedures are judged to be inconsistent with
the Faculty Handbook, shall notify the Provost and the Dean of the College of the inconsistencies.
7.910.13.Review by the Provost
The Provost shall conduct an independent review of each promotion and/or tenure candidate prior
to making a ﬁnal decision in accordance with Section 7.101.2. In conducting the review of each
candidate, the Provost shall evaluate all information submitted in the candidate’ comprehensive
ﬁle, including all previous report, and may utilize professional assessments from appropriate
faculty and academic administrators.

7.910.14.Notiﬁcation to the Candidate
By March 15, the Provost shall notify all candidates informing them of the ﬁnal decision on
promotion and/or tenure in their individual cases. Subsequent to notifying all candidates, the
Provost also shall provide a written general announcement to the faculty listing all individuals who
will be awarded tenure or promoted effective at the beginning of the next academic year. A faculty
member who receives notiﬁcation of denial or deferral of tenure /or promotion must be informed
in writing by the Provost of the reason(s) for that decision.
7.910.15.Promotion and Tenure Appeals
Any candidate who is not granted promotion or tenure has the right to appeal that decision. The
faculty member may ﬁle a grievance to the Faculty Appeals Committee in accordance with the
faculty grievance procedure in Appendix E. The Provost shall provide unsuccessful candidates
with copies of the URB report from which all information identifying individual committee members
and outside reviewers has been removed, and with redacted copies of letters written by external
peer reviewers. If the faculty member chooses to appeal the decision, the ofﬁcial appeal must be
initiated within 45 days after the date of the Provost's letter providing the reasons for denial.

7.101.Promotion Procedures for Research, Clinical, Librarians and Lecturers
For the purpose of this section, administrators who do not have tenure may not participate in the
promotion review process. For the purpose of this section, the "Associate Dean" in the College of
Nursing is the equivalent of the “Department Chair.”
7.101.1.Initiation of the Promotion Review
Research or clinical faculty members who are afﬁliated with an academic department and
Librarians and Lecturers members may apply for promotion in rank by providing written
notiﬁcation to the candidate’s Department Chair or equivalent by May 15 of the year before the
promotion review. Research or clinical faculty members who are not afﬁliated with an academic
department, but are afﬁliated with a college, may apply for promotion in rank by providing written
notiﬁcation to the candidate’s dean by May 15 of the year before the promotion review. Research
or clinical faculty members who are not afﬁliated with either an academic department or a college,
may apply for promotion in rank by providing written notiﬁcation to the Provost by May 15 of the
year before the promotion review.
A candidate may withdraw from consideration for promotion without prejudice at any time by
written request to the Department Chair or equivalent.
7.101.2.Review Levels
Reviews for promotion normally take place at six levels in the following sequence: the Departmental Committee, the Department Chair or equivalent, the College Promotion and Tenure Advisory Committee (PTAC), the Dean, the University Review Board (URB), and the Provost. In the
College of Nursing, reviews take place at ﬁve levels, the Faculty Committee, the Associate Dean,
the Dean, URB, and the Provost. For candidates outside of the College of Nursing who are
afﬁliated with a college, but are not afﬁliated with an academic department, reviews take place at
four levels: the College Promotion and Tenure Advisory Committee (PTAC), the Dean, the
University Review Board (URB), and the Provost. For candidates outside of the College of Nursing
who afﬁliated with neither a college nor an academic department, the reviews take place at three

levels: a Faculty Committee appointed by the Provost, the University Review Board (URB), and
the Provost.

The Librarians shall develop a proposal for a similar procedure for promotion reviews and submit
their proposal to the Faculty Senate Executive Committee and the Provost for approval. Upon
approval, the procedure for promotion reviews of Librarians shall be incorporated into the Faculty
Handbook.
Reviews at each level below the Provost are advisory to the Provost, who makes the ﬁnal decision.
7.101.3.Recommendations and Reports
7.101.3.1.Recommendations
At each level of review, the administrator or Committee must make one of the following recommendations or, in the case of the Provost, decisions:
(a) That promotion be granted effective at the beginning of the following academic year.
(b) That the decision on granting the promotion be deferred.

If a Committee does not reach consensus on a recommendation, the recommendation shall
consist of the number of votes cast for each option.
7.101.3.2.Reports
At each level of review below the Provost, the reviewing person or body shall prepare a recommendation in accordance with Section 7.112.3.1 and a written report. Committee reports (i.e.,
the Departmental Committee or Faculty Committee, PTAC, URB) shall include a signature page
that shall be signed by all committee members and reveal the number of votes cast for each
option. If the vote is not unanimous, the report shall include both majority and minority subsections
summarizing the rationales of the majority and minority, respectively.
7.101.4.External Peer Review
A minimum of three letters from peer evaluators outside the university are required for promotion
reviews.
7.101.4.1.Qualiﬁcations for External Peer Reviewers
Ideally peer reviewers should be both expert and objective. Reviewers should have outstanding
professional qualiﬁcations. Any signiﬁcant relationship (supervisory, collaborative, or social) between the peer reviewer and the candidate should be disclosed both in the nomination of the peer
reviewer and in the letter from the peer reviewer. Dissertation advisors may not serve as external
reviewers. Whenever feasible, the set of peer reviewers should include members with no
signiﬁcant relationship with the candidate. Colleges and departments may choose external peer
reviewers who are qualiﬁed to assess the speciﬁc responsibilities of a clinical, library, or research
faculty members in that department and/or college.

7.101.4.2.Procedure for Selecting External Peer Reviewers
Each college or department and the library are responsible for developing procedures for selecting external peer reviewers for clinical, library, and research faculty members in accordance
with procedures set forth in Section 7.67.1. By May 20 in the year preceding the promotion review, the Administrator (Department Chair, Dean, or Provost) to whom the candidate applied for
promotion review shall solicit nominations for promotion are submitted to chairs and
deans.
7.101.4.3.Procedure for Soliciting External Peer Reviews
By June 15, the candidate shall provide the Administrator (Department Chair, Dean, or Provost)
to whom the candidate applied for promotion review with a packet of information to send to the
external peer reviewers. For research faculty members, the packet shall include a curriculum vitae
and representative examples of the candidate's scholarly and/or creative achievements. For
clinical, Librarians and lecturers , the packet shall include the candidate’s curriculum vitae and
evidence of accomplishments in the areas of activity (i.e., teaching, scholarly and/or creative
achievements, service, and clinical and professional practice) for which the candidate has
responsibilities in accordance with criteria established by the department and/or college in which
the appointment is held.
By July 1, that administrator shall contact the external peer reviewers by telephone or email to
ascertain their willingness to serve as a reviewer and to submit their review by August 15; if any
of those selected decline to serve, the administrator shall select a replacement from the remaining
nominees.
By July 1, that administrator shall send the packet of information to the external peer reviewers
along with a letter requesting that they assess the quality of the candidate's scholarly and/or
creative achievements.
In the event that fewer than three of the external peer reviewers have returned their reviews by
August 15, the administrator shall solicit additional reviews from the nominees identiﬁed in accordance with Section 7.112.4.2. The administrator shall place a copy of the letter sent to the
external reviewers requesting their assessment of the candidate’s performance and the letters
received from the external reviewers in the candidate’s Comprehensive Digital File.
7.101.4.4.Other Letters of Support
The candidate may also solicit up to ﬁve secondary letters of support from parties who can
provide additional information about the areas of activity (i.e., teaching, scholarly and/or creative achievements, service, and clinical and professional practice) for which the candidate has
responsibilities in accordance with criteria established by the department and/or college in which
the appointment is held. By September 15, the Administrator shall place such letters in the
faculty member’s Comprehensive Digital File and shall submit the original letters of support to
the Dean; the Dean shall place the originals in the faculty member’s personnel ﬁle in the Dean’s
ofﬁce or, in cases where the candidate does not have a college afﬁliation, in the Provost’s ofﬁce.

7.101.4.5.Addition of Information to the Comprehensive Digital File
No documents may be added to the Comprehensive Digital File after the review by the Departmental Committee (or equivalent). If the candidate has relevant information to add prior to
the completion of the review by the Departmental Committee (or equivalent), the candidate shall
provide such information to the Department Chair (or equivalent), who shall place such
information in the candidate’s Comprehensive Digital File and notify the Departmental Committee of its addition. If the Departmental Committee (or equivalent) decides that additional information is needed, the Committee Chair shall request such information from the Department
Chair (or equivalent), who shall obtain the missing information, place it in the candidate’s Comprehensive Digital File, and notify the candidate that the additional information has been placed
in the ﬁle.
If the candidate has relevant information to add to the CDF after the Departmental Committee
(or equivalent) had completed its review, the candidate may provide such information to the
Department Chair (or equivalent) and the Dean, who may include it in their reports. If the Department Chair (or equivalent) or Dean includes such information in their reports, they shall note
when they received it.
7.101.5.Eligibility to Serve on and Selection of Promotion Committees
7.101.5.1.Eligibility to Serve on Promotion Committees
Three faculty committees, the Departmental Committee (or Faculty Committee in the College of
Nursing or for candidates who are not afﬁliated with a college), the College Promotion and Tenure Advisory Committee (PTAC), and the University Review Board (URB), participate in promotion reviews processes. Administrators who participate directly in the review process at a higher
level may not serve on promotion committees. All other full-time tenured faculty members are
eligible to serve on promotion committees. A faculty member who meets these eligibility criteria
and who also is an administrator but not participating directly in the review process at a higher
level is eligible to serve on the Departmental Committee. Such administrators must abstain from
advising any higher level administrator making decisions in the review process. The College of
Nursing and the Library shall establish additional eligibility criteria for participation on the Faculty
Committee evaluating clinical and Librarians members, respectively, for promotion. URB is
responsible for developing additional eligibility criteria for serving on Faculty Committees
responsible for evaluating promotion candidates who have neither a departmental nor a college
afﬁliation.
Eligibility requirements to serve on PTAC and on URB are speciﬁed in Section 7.101.5.1.

7.101.5.2.Composition and Selection of the Departmental Committee (or Faculty Committee in
Nursing)
By September 15, and after consultation with the candidate, the Dean, and with the faculty
members eligible to serve as departmental (or equivalent) committee members, the candidate’s
Department Chair (or equivalent) shall form the departmental (or equivalent) promotion committee
for the candidate.
The Departmental Committee shall be composed and selected in accordance with Sections
In the College of Nursing, the Faculty Committee shall consist of all faculty members in the college
the eligibility requirements speciﬁed in College of Nursing Organizational Bylaws. The latter
member shall be selected by associate dean in consultation with the candidate. The associate
dean does not serve on the faculty committee.
For faculty members who do not have either a departmental or a college afﬁliation, the Faculty
Committee shall consist of ﬁve faculty members, who shall be appointed by the Provost. At least
four of the faculty members on the committee shall be tenured faculty members; one untenured
clinical or research faculty member at rank of associate or full professor may be appointed. Where
feasible, appointees to such faculty committees will be in the same discipline or a closely
associated discipline as the candidate for promotion.
7.101.6.Review by the Departmental or Faculty Committee
The review by the Departmental or Faculty Committee shall follow the procedure speciﬁed in
Section 7.101.6.
7.101.7.Review by the Department Chair (or Equivalent).
The review by the Department Chair (or equivalent) shall follow the procedure speciﬁed in Section
7.101.7.
7.110.8.Notiﬁcation of Candidate of Results of Departmental Reviews
The Chair (or equivalent) shall meet with the candidate by November 15 and shall provide the
candidate with: (1) a copy of the Departmental (or Faculty) Committee’s report and (2) the Chair’s
(or equivalent’s) report; the copies of both reports that are provided to the candidate must have
all information identifying individual committee members and outside reviewers removed.
7.101.9.Review by the College Promotion and Tenure Advisory Committee submits its
written recommendations and supporting rationale to the dean.
The review by the PTAC shall follow the procedure speciﬁed in Section 7.101.9.
7.101.10.Review by the Dean
The review by the Dean shall follow the procedure speciﬁed in Section 7.101.10.

7.101.11.Notiﬁcation to Candidate of Results of College-Level Reviews
The Dean (or equivalent) shall meet with the candidate by January 20 and shall provide the
candidate with copies of the PTAC’s report and the Dean’s (or equivalent’s) report; the copies of
both reports that are provided to the candidate must have all information identifying individual
committee members and outside reviewers removed.
7.101.12.University Review Board
The review by the University Review Board forwards all comprehensive files and
recommendations to the provost.

7.101.13.Review by the Provost
The review by the Provost shall follow the procedure speciﬁed in Section 7.101.13.
7.101.14.Notiﬁcation to the Candidate
The Provost shall notify the candidate in accordance with Section 7.101.14.
7.101.15.Promotion Appeals
Any candidate who is not granted promotion has the right to appeal that decision in accordance
with Section 7.101.15.

7.112.Summary of Deadline Dates for Tenure and Promotion
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7.123.Voluntary Separations
7.123.1.Resignations
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of the terms of continued employment for the following year, whichever date is later who resign
are encouraged to submit their written notice of resignation by May 15” (AAUP Policy and
Documents Report, 2006, p. 178).
7.13123.2.Retirement
University personnel

Facultymemberswhoqualify forareeligibletoreceiveretirementbenefitsbeneﬁtsundertheStateTeachers'RetirementRetirement System of Alabama (TRSA) should contact the Office ofUAH Human Resources Ofﬁce at least
ninety (90) days before their anticipated retirement date. Timely notificationnotiﬁcation allows for information
required by TRSA to be compiled and for benefitbeneﬁt options to be evaluated and selected by the employee.
faculty member. TRSA requires that the Application for Retirement be submitted between 60 and
90 days before retirement.
7.14 DISCIPLINARY POLICIES AND PROCEDURES
between 60 and 90 days before retirement.

selected by the faculty member. TRSA requires that the Application for Retirement be submitted
between 60 and 90 days before retirement.

Faculty members on an academic year appointment, including tenured faculty members, may
retire June 1 of any year (or at the end of the spring semester if they are not working in the
summer) even though they will be paid through the academic year. It is to the advantage of
faculty members who are on a calendar year appointment to retire on April 1, because the
TRSA considers 9 months as a full year’s work in the year of retirement. Therefore, for faculty
members who are on a calendar year appointment, the TRSA year of July 1 through March 31
of the next year constitutes 9 months’ work.

Detailed information about retirement eligibility and procedures can be found at the UAH
Department of Human Resources and and at the TRSA websites,
(http://www.uah.edu/admin/HR/beneﬁts/retireeinfo.php, www.rsa-al.gov).

7.134.Disciplinary Policies and Procedures
7.14134.1.General Policy
The University, acting pursuant to constitutional and statutory authority, has the right to impose
disciplinary sanctions upon a faculty member. Such sanctions may only be imposed, however,
for adequate cause and in accordance with established procedures, all as set forth more fully in
these sections. Sanctions will not be used to restrain faculty members in their exercise of
academic freedom or other rights of American citizens
The dismissal of a faculty member or imposition of a major sanction on a faculty member is not
purely an administrative decision. Rather, as set forth in the procedures below, it is an action
that results from due deliberation of colleagues in the academic community.
In the formal proceedings provided below in which dismissal or other major sanction is sought,
the burden of establishing adequate cause for applying such sanction will be on the academic
administrator.
University personnel involved in a disciplinary proceeding are to maintain the
confidentialityconﬁdentiality of information regarding the conduct of the faculty member
who is the subject of the proceeding and related matters, disclosing such information to others
only on a need-to-know basis.
7.14134.2.Dismissal
Adequate cause for dismissal of a tenured faculty member or for dismissal of a faculty member
during the term of an appointment must relate, directly and substantially, to the fitnessﬁtness
of the faculty member to function in the role of teacher, researcher, and colleague in an
academic community. Adequate cause for dismissal might include serious professional or
personal misconductmisconduct; serious failure, without adequate justificationjustiﬁcation
and whether due to incompetence or refusal, to perform academic duties in accordance with
generally accepted norms; conviction of a serious crime; serious violations of other law or of
University policy; etc.
If the basis for seeking dismissal or suspension involves conduct by the faculty member that is
known to the department chairDepartment Chair or dean and that has occurred over a
period of time, there should normally be a record of progressive discipline evidencing an attempt
to allow correction of such conduct prior to the initiation of proceedings under this section.
7.14134.2.1.Preliminary Procedures
The decision to initiate dismissal proceedings may be made by the faculty member's
departmentdepartment chair or dean, with the concurrence of the Provost, or by the Provost.
Prior to initiating formal proceedings, however, the department chair or dean shall confer with
the faculty membermember in an effort to achieve, by means of thorough discussions, a
mutually agreeable resolution. If such a resolution is achieved, no further proceedings under this
policy will occur and no documents relating to dismissal will be retained in the faculty member's

personnel records. If these efforts are not successful, a brief, nonprejudicial statement reciting
that these informal measures were utilized but were not successful will be placed by the Provost
in the disciplinary file.

Formal dismissal proceedings are initiated by furnishing to the faculty member a statement of the
charges. The charges must relate to one or more of the recognized grounds for dismissal (as set
forth in the discussion of "adequate cause" above) and must be framed with reasonable
particularity, indicating in at least general terms the factual basis for the charges. The
statementstatement must further inform the faculty member that dismissal is being sought and
that the faculty member is entitled to a hearing on the charges, if he/she desires and if the matter
proceeds to that stage. If any interim suspension is being imposed, the faculty member should be
so informedinformed in the statement. The statement is to be prepared by the department chair
or the deanDean and approved by the Provost, and it should be served upon the faculty member
by personal delivery or by registered mail.
The Provost next appoints one or more faculty members to serve as preliminary action
officersofﬁcers (PAOs), providing a copy of the statement of charges with the written notice of
appointment. The PAO is to carry out the following duties:
(a.) Conduct a preliminary investigation of the charges, meeting with the academic
administratoradministrator bringing the charges and with the faculty member to obtain
further information. The PAO may interview other individuals and review documents as deemed
helpful in gatheringgathering the facts relating to the charges. A written report is then made by
the PAO to the ProvostProvost setting forth a summary of findingsﬁndings concerning the
factual basis for the charges and a recommendation for action to be taken. Two actions may be
recommended:

一.
(b.) The PAO may attempt to facilitate resolution of the charges through informal
consultationconsultation with the principal parties, mediation, or other voluntary means. If the
principal parties agree to a settlement in this manner, the PAO summarizes the settlement in
writing and informs the Provost. The case is then deemed closed.

Upon receipt of the PAO report, the Provost may accept and act on the recommendation
(dismissingdismissing the charges or referring them for a formal hearing, as recommended), or
the Provost may decide not to concur with the recommendation and dismiss the charges or refer
them for a hearing as the Provost deems appropriate.

Referral of a case for dismissal proceedings may also be made pursuant to special University
procedures established to address claims of discrimination, violation of ethical standards in
research and other scholarly activity, and violation of conflictconﬂict of interest policies.
7.14134.2.2.Pre-Hearing Procedures
If a case is to be referred for formal proceedings, the faculty member is so informed and asked to
respond to the charges. The faculty member should, in a written response to the Provost, answer
the charges and indicate whether a hearing is desired. A statement that a hearing is not desired
will be regarded as a waiver of any right to a hearing, and the matter will proceed withoutwithout
a hearing. The faculty member's response should be timely and in any event should be provided
within two weeks after receipt of the statement of the charges. The alternative
responsesresponses of the faculty member and a summary of subsequent proceedings in each
case are as follows:
(a.) The faculty member may admit or acknowledge the truthfulness of the charges and waive a
hearing. The decision regarding dismissal will then be made by the Provost. The faculty
member and the department chair or dean may, prior to such decision, confer with the Provost
and/or submit to the Provost materials that they respectively contend should bear upon the
Provost's decision. A decision by the Provost to dismiss the faculty member may be appealed
by the faculty member, within forty-fiveﬁve days, to the President, whose decision will be
final.
(b.) The faculty member may deny the charges and/or deny that the charges support a
findingﬁnding of adequate cause but waive a hearing. The decision regarding dismissal will
be made by the Provost, with right of appeal to the President, in accordance with the
generalgeneral procedure outlined in a. above.
(c.) The faculty member may deny the charges and/or deny that the charges support a
findingﬁnding of adequate cause and request a hearing. A hearing will then be held before a
faculty panel constituted as set forth below.
(d.) A failure to respond will be regarded as a general denial and a request for a hearing.

7.14134.2.3.Hearing Procedures
If the faculty member has requested a hearing in a dismissal proceeding, the following
proceduresprocedures will be followed:
(a.) The Provost will appoint an individual to act as proponent of the charges. The proponent is
to be responsible for developing and presenting the case against the faculty member and
handling other appropriate duties. The proponent may be any University employee, including
the department chairDepartment Chair or dean, who is not an attorney.
(b.) The faculty member may select an advisor to assist and represent the faculty member
during the dismissal proceedings. The advisor may be any University employee who is not an
attorney. The faculty member may also consult with an attorney. Such attorney

may be present during the dismissal proceedings but may not participate as a representativerepresentative of
the faculty member before the faculty panel. An attorney who disrupts the flowﬂow of the
proceedings may be excluded by the Hearing Panel.
(c.) The dismissal hearing will be conducted by a specially appointed Hearing Panel. The
Hearing Panel will include fiveﬁve faculty members selected from among the members,
regularregular or alternate, of the Faculty Appeals Committee (FAC). FAC members with bona
fideﬁde reason for disqualificationdisqualiﬁcation, such as bias, conflictconﬂict of
interest, or other cause, may remove themselves from the list of potential Hearing Panel
members. A roster of remaining regularregular FAC members will be presented by the FAC
chairChair to the faculty member and the proponentproponent, each of whom may request
the chairFAC Chair to remove any FAC member for cause and each of whom may strike up to
two FAC members from the list without stated cause. The FAC chairChair will then select, by
lot, fiveﬁve faculty from the remaining FAC members, and these fiveﬁve faculty will constitute
the Hearing Panel. Alternate FAC members may be includedincluded on the roster if
necessary to allow the operation of the foregoing selection processprocess. The Hearing Panel
will elect a chair from its members.
(d.) Notice of the date set for the hearing must be given to the parties at least twenty-one
(21) days in advance of the hearing date.
(e.) The hearing will ordinarily be private, except that the faculty member will have the right,
upon request to the Hearing Panel chair and absent compelling considerations involving privacy
interests of other parties, to a hearing that is open to the public (barring only
witnesseswitnesses during periods when they are not testifying).
(f.) The burden of proof is on the party bringing the charges against the faculty member. This
burden will be satisfiedsatisﬁed only by clear and convincing proof of the charges in the
record of evidence, considered as a whole, presented to and received by the Hearing Panel.
"Clear and convincing proof" refers to evidence of sufficientsufﬁcient quantity and quality as
would show that the truth of the charges is highly probable.
(g.) In the event the faculty member, after requesting a hearing, does not participate in the
hearing process or withdraws in writing the request for a hearing, the Hearing Panel will
nevertheless be convened without the faculty member to make findingsﬁndings of fact and
provideprovide recommendations regarding dismissal, if necessary or appropriate under the
circumstancescircumstances. The Panel may solicit and receive evidence from any source to
assist it in developing its findingsﬁndings and recommendations.
(h.) The Hearing Panel will submit its findingsﬁndings and recommendations in a written
report through the Provost to the President. It may conclude that adequate cause for dismissal
does not exist, in which case it may recommend no sanctions or a sanction less than dismissal.
The Provost will indicate concurrence or nonconcurrence with the report.
(i.) The finalﬁnal decision will be made by the President. If the President does not accept the
recommendations of the Hearing Panel, the President will, within twenty-fiveﬁve (25) working
days after receipt of the report, convey in writing to the Hearing Panel his/her position and allow
the Hearing Panel an opportunity to respond in writing within fiveﬁve (5) working days. After

receipt of any further report from the Hearing Panel, the President will render a finalﬁnal decision.
No further right of appeal within the University, such as by use of the faculty General Grievance
Procedure (see Appendix E) will be available to the faculty member.
(j.) The President will notify the faculty member of the decision in writing, to be hand
delivereddelivered or sent by registered mail. Copies are to be sent to the Hearing Panel, the
academic administrators involved in the case, the proponent, and the adviser. These parties will
also be provided a copy of the Hearing Panel's report and any written communications between
the President and the Panel. If the President decides on dismissal of the faculty member, an
effective date (which may be the date of the notice) must be stated.
(k.) Except as modifiedmodiﬁed above, the additional procedures set forth in Appendix E,
section D.1-5, relating to grievance hearings by the Faculty Appeals Committee, are also to be
used for dismissal proceedings, as appropriate and as adapted (e.g., the charged party
generally relates to the "petitioner" in Appendix E).

All documents related to a disciplinary proceeding, from the preliminary action phase through a
hearing, if any, become part of a disciplinary fileﬁle that is maintained, after the conclusion of
the proceeding, in the Provost's office.

ofﬁce.
7.14134.2.4.Interim Suspension
A faculty member may be suspended or assigned to other duties in lieu of suspension pending
the finalﬁnal outcome of the dismissal proceedings if, and only if, such action is deemed
necessary to protect the faculty member, other members of the University community, or
institutional property or processes from immediate harm. A decision regarding such interim
suspension is to be made by the Provost. The faculty member may appeal an interim suspension
to the President, whose decision will be finalﬁnal. Ordinarily, salary will continue during such
an interim suspension.
7.14134.3.Sanctions Other Than Dismissal
7.14134.3.1.Other Major Sanctions
If a department chair or dean believes that the conduct of a faculty member may not justify
dismissal under the standards set forth above but is sufficientlysufﬁciently grave to warrant
suspension from employment without pay for a period of one month or more or reduction in salary,
formal proceedings may be instituted seeking such action. The procedures set forth in Section
7.13.2 will govern such a proceeding. In the statement of charges, the faculty member should be
informedinformed that the proceedings may result in major sanctions, including dismissal.
7.14134.3.2.Minor Sanctions
Disciplinary action involving sanctions less severe than dismissal, suspension without pay for
one month or more, or reduction in salary may also be imposed. Such minor sanctions may
include, without limitation, an oral warning, a letter of reprimand, a revised work assignment, a
suspension with pay or a suspension without pay for less than one month, the denial of a merit
salary increase, etc. Such actions are within the authority of a department chair and/or dean,
except that any suspension may only be imposed by the Provost.

Imposition of a minor disciplinary sanction will occur only for adequate cause, which may
includeinclude any conduct or performance problem adversely affecting the fitnessﬁtness of
the faculty membermember to function in the role of teacher, researcher, or colleague in an
academic community, such as professional or personal misconduct; failure, without adequate
justificationjustiﬁcation and whether due to incompetence or refusal, to perform academic
duties in accordance with generally accepted norms; conviction of a serious crime; violations of
other law or of University policy; etc.
Procedurally, the faculty member will be given notice of the charge and the intent of the
administratoradministrator to impose a minor sanction and thereafter will be allowed an
opportunity to present a defense to the administrator. The administrator will conduct an
investigation and review of the relevant circumstances as may be necessary to determine the
validity and assess the seriousnessseriousness of the charge.
In any instance in which a minor sanction is imposed under these procedures, the faculty member
shall have full access to those avenues of appeal and redress afforded by the faculty General
Grievance Procedure set forth in Appendix E.

7.15 145.Faculty Rights and Responsibilities
7.145.1.Equal Employment Opportunity, Nondiscrimination and Afﬁrmative Action Policies
7.145.1.1.Faculty Discrimination Complaints
A faculty member who believes that she or he has been discriminated against on the basis of
race, color, national origin, religion, sex (including marital or parental status), pregnancy, sexual
orientation, age, disability, citizenship, genetic information, or status as a Vietnam-era, special
disabled, or other eligible veteran violation of may ﬁle a complaint of discrimination in violation of
the policy stated in Section 7.1 using the procedures set forth in the University’s Discrimination
Grievance Procedure
(http://www.uah.edu/legal/uah_policy_pdfs/Discrimination%20Grievance%20Procedures.pdf).
7.145.1.2.Faculty Responsibilities
All faculty members have a responsibility to adhere to the University’s Equal Employment Opportunity, Nondiscrimination, and Afﬁrmative Action Policy (Section 7.1) in their interactions with
students, prospective students, and other members of the university. Actions by a faculty member
that discriminate against another member of the university community in violation of the
University’s Equal Employment Opportunity, Nondiscrimination, and Afﬁrmative Action Policy may
be subject to disciplinary action in accordance with Section 7.1314. Disciplinary action against a
faculty member for alleged violation of the University’s Equal Employment Opportunity,
Nondiscrimination, and Afﬁrmative Action Policy (Section 7.1) will be implemented in accordance
with policies and procedures governing the discipline or dismissal of a faculty member for cause
in Section 7.1314.

7.145.2.Academic Freedom
Academic freedom of the faculty is indispensable to fulfillingfulﬁlling the university's
mission. The university endorsesuniversity therefore adopts the following excerpt from
the statementAmerican Association of University Professors (AAUP) policy statements on
academic freedom from the AAUP Policy Documents and Reports, (1990) (pp. 34):
7.145.2.1.Academic Freedom in Scholarship and Research
“Teachers are entitled to full freedom in research and in the publication of the results, subject to
the adequate performance of their other academic duties; but research for pecuniary return
should be based upon an understanding with the authorities of the institution .
7.145.2.2.Academic Freedom in Creative Activities
“Works of the visual and the performing arts are important both in their own right and because
they can enhance our understanding of social institutions and the human condition. Artistic
expression in the classroom, the studio, and the workshop therefore merits the same assurance
of academic freedom that is accorded to other scholarly and teaching activities. Since faculty and
student artistic presentations to the public are integral to their teaching, learning, and scholarship,
these presentations merit no less protection. Educational and artistic criteria should be used by
all who participate in the selection and presentation of artistic works. Reasonable content-neutral
regulation of the ‘time, place, and manner’ of presentations should be developed and maintained.
Academic institutions are obliged to ensure that regulations and procedures do not impair freedom
of expression or discourage creativity by subjecting artistic work to tests of propriety or ideology.”
(American Association of University Professors. 2006. “Academic Freedom and Artistic
Expression.” AAUP Policy Documents & Reports, Tenth Edition, p. 35)
The University of Alabama in Huntsville is “…not responsible for the views or the attitudes expressed in speciﬁc artistic works any more than …[it] would be for the content of other instruction, scholarly publication, or invited speeches. Correspondingly, those [faculty and students]
who present artistic work should not represent themselves or their work as speaking for the
institution and should otherwise fulﬁll their educational and professional responsibilities.”
(American Association of University Professors. 2006. “Academic Freedom and Artistic Expression.” AAUP Policy Documents & Reports, Tenth Edition, p. 35)
7.145.2.3.Academic Freedom in Teaching
“Teachers are entitled to freedom in the classroom in discussing their subject, but they should
be careful not to introduce into their teaching controversial matter which has no relation to their
subject. Limitations of academic freedom because of religious or other aims of the institution
should be clearly stated in writing at the time of the appointment.

University Professors. 2006. “1940 Statement of Principles on Academic Freedom and Tenure
with 1970 Interpretive Comments.” AAUP Policy Documents & Reports, Tenth Edition, p. 3)
7.145.2.4.Academic Freedom in Extramural Utterances
“College and university teachers are citizens, members of a learned profession and
officersofﬁcers of an educational institution. When they speak or write as citizens, they
should be free from institutionalinstitutional censorship or discipline, but their special
position in the community imposes special obligations. As scholars and educational
officersofﬁcers, they should remember that the public may judge their profession and their
institution by their utterances. Hence they should at all times be accurate, should exercise
appropriate restraint, should show respect for the opinions of others, and should make every
effort to indicate that they are not speaking for the institution.
If the administration believes that a faculty member’s extramural utterances have not complied
with the admonition to “…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 institution….”
(American Association of University Professors. 2006. “1940 Statement of Principles on Academic
Freedom and Tenure with 1970 Interpretive Comments.” AAUP Policy Documents & Reports,
Tenth Edition, pp. 3-4), the university may take disciplinary action against the faculty member.
Any such disciplinary action must be taken in accordance with Section 7.13 14 and in accordance
with all procedural protections prescribed American Association of University Professors’ “1940
Statement of Principles on Academic Freedom and Tenure with 1970 Interpretive Comments.”
(AAUP Policy Documents & Reports, Tenth Edition, pp. 3-4). In disciplinary case in which the
administration seeks to dismiss a faculty member for external utterances that do not comply with
the aforementioned admonitions, “The controlling principle is that a faculty member’s expression
of opinion as a citizen cannot constitute grounds for dismissal unless it clearly demonstrates the
faculty member’s unﬁtness to serve. Extramural utterances rarely bear upon the faculty member’s
ﬁtness for continuing service. Moreover, a ﬁnal decision should take into account the faculty
member’s entire record as a teacher and scholar. In the absence of weighty evidence of unﬁtness,
the administration should not confer charges; and if it is not clearly proved in the [disciplinary]
hearing that the faculty member is unﬁt to continue…”(American Association of University
Professors’ “Committee A Statement on Extramural Utterances,” AAUP Policy Documents &
Reports, Tenth Edition, p. 32.), the ﬁnding must be that there is not cause for dismissal of the
faculty member.
7.145.3.Professional Ethics
The University adopts the following excerpt from the "Statement on Professional Ethics" from
the AAUP Policy Documents and Reports, (19902006) (pp. 75-76):
1. Professors, guided by a deep conviction of the worth and dignity of the advancement of
knowledge, recognize the special responsibilities placed upon them. Their primary
responsibilityresponsibility to their subject is to seek and to state the truth as they see it. To
this end professorsprofessors devote their energies to developing and improving their
scholarly competence.
They accept the obligation to exercise critical self-discipline and judgment in using,
extendingextending, and transmitting knowledge. They practice intellectual honesty. Although
professorsprofessors may follow subsidiary interests, these interests must never seriously

hamper or compromisecompromise their freedom of inquiry.
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
demonstratedemonstrate respect for students as individuals and adhere to their proper roles
as intellectual guides and counselors. Professors make every reasonable effort to foster honest
academicacademic conduct and to ensure that their evaluations of students reflectreﬂect
each student's true merit. They respect the confidentialconﬁdential nature of the relationship
between professor and studentstudent. They avoid any exploitation, harassment, or
discriminatory treatment of students. They acknowledge significantsigniﬁcant academic or
scholarly assistance from them. They protect their academic freedom.
3. As colleagues, professors have obligations 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. In the exchange of criticism and ideas
professors show due respect for the opinions of others. Professors acknowledge
academicacademic debt and strive to be objective in their professional judgment of colleagues.
ProfessorsProfessors accept their share of faculty responsibilities for the governance of their
institution.
4. As members of an academic institution, professors seek above all to be effective teachers
and scholars. Although professors observe the stated regulations of the institution,
providedprovided the regulations do not contravene academic freedom, they maintain their
right to criticize and seek revision. Professors give due regard to their paramount responsibilities
within their institution in determining the amount and character of work done outside it. When
considering the interruption or termination of their service, professors recognize the effect of
their decision upon the program of the institution and give due notice of their intentions.
5. As members of their community, professors have the rights and obligations of other
citizenscitzens. Professors measure the urgency of these obligations in the light of their
responsibilitiesresponsibilities to their subject, to their students, to their profession, and
to their institution. When they speak or act as private persons they avoid creating the
impression of speaking or acting for their college or university. As citizens engaged in a
profession that depends upon freedom for its health and integrity, professors have a
particular obligation to promotepromote conditions of free inquiry and to further public
understanding of academic freedom.

7.15.3 145.4.Extramural Professional Activities
and Conflict of Interest

The university has no interest in setting forth policies and procedures that may interfere with
legitimate outside interests of faculty members. Issues of academic freedom are addressed
elsewhere in this Handbook (See Section 7.1415.2..
By accepting employment with UAH, full-time in any categories of appointment, except
adjunct faculty appointments and temporary, ﬁxed-assignment faculty appointments, faculty
members confirmconﬁrm that their primary professional commitment is to the university.
Outside obligations, financial interests or other and have a responsibility to
ensure that extramural professional activities shalldo not interfere with this primary obligation.
With the exception of faculty members appointed as adjunct or temporary, ﬁxed-assignment
faculty, all faculty members who engage in private business ventures that directly compete
against the university or who participate for compensation in a private business that utilizes the
faculty member’s professional background and qualiﬁcations essential to his or her faculty
position, including private consulting activities, shall comply with the university’s policy on
conﬂicts of interest in Section 7.1415.5.
7.145.5.Conﬂicts of Interest
The purpose of this policy is to set forth guidelines and procedures in identifying and resolving
actual and potential conﬂicts of interest. The policy also pertains to all sponsored projects of
conducted by a faculty member through the university.
7.145.5.1.What Constitutes a Conﬂict of Interest
A conﬂict of interest exists when a faculty member's responsibility for teaching, scholarly and/ or
creative activities, or service is threatened or harmed because of an external relationship which
directly or indirectly affects the ﬁnancial interest of the faculty member or the ﬁnancial interest of
a family member or associate of the faculty member. For the Conflictpurposes of this policy, a
"family member" is deﬁned as spouse, adult sponsored dependent, children, parents, grandparents, grandchildren, siblings, and other similar relationship in-law; an associate is deﬁned as
a business partner. In addition, a conﬂict of interest exists when a faculty member makes more
than a de minimus use of university academic, administrative, or other resources, or inﬂuences
university decisions in such a way that could or does lead to personal gain or improper personal
advantage or advantage to a family member or associate.
All faculty members must insure that their conduct meets high ethical standards. This includes
identiﬁcation and disclosure of actual and potential conﬂicts of interest. Situations in which
concern about possible conﬂicts may arise include but are not limited to the following:

a. Any situation in which the actions of the faculty member in discharging his or her duties as
an employee of the university may directly or indirectly affect the ﬁnancial interest of a family
member or associate.
b.Any situation in which the faculty member provides services or material for the university
and receives payment beyond normal compensation as a university employee.
c. Any situation in which a faculty member makes more than a de minimus use of university
resources (including its students and its name) in such a way that could lead to personal
gain, improper personal advantage, or advantage to a family member or associate of the
family member.
d.Any situation in which a faculty member or a family member or associate of a faculty member
participates in a private business venture that directly competes against the university,
especially if the competitive ability of the business can be enhanced as a result of the faculty
member's position at UAH.
e. Any situation in which a faculty member, other than an adjunct faculty member or a temporary, ﬁxed-assignment faculty, participates in a private business utilizing his or her professional expertise derived from professional background and qualiﬁcations essential to the
faculty position in such a manner as to compete with the university, especially in activities that
could be done by the faculty member as a funded activity through the university.
f. Any situation in which the faculty member, other than an adjunct faculty member or a
temporary, ﬁxed-assignment faculty, teaches for another institution.

g.In situations in which UAH is engaged in or has the intent to engage in a sponsored project
with an external commercial organization, a conﬂict of interest may occur if the faculty
member has an existing afﬁliation with the external commercial organization, or with an
organization that has a subcontractor or vendor relationship with that external commercial
organization. Such afﬁliation may include, but not be limited to the following: 1) faculty
member is ofﬁcer, director, trustee, partner, employee, board member or agent; 2) faculty
member is owner or beneﬁcial owner of the voting stock or controlling interest; or 3) faculty
member receives signiﬁcant income from the funding organization, a subcontractor or
vendor. The Ofﬁce of Research Administration retains copies of appropriate federal
guidelines on acceptable afﬁliations. Faculty members are expected to comply fully and
promptly with all policy components, and principal investigators on sponsored projects must
complete the appropriate disclosure form before proposal submission or whenever a
potential conﬂict arises during the course of a sponsored program.
7.145.5.2.Procedures for Disclosing and Resolving Potential Conﬂicts of Interest
The university and its faculty have the obligation to identify and resolve any potential for conﬂict
of interest. Identiﬁcation of potential conﬂict of interest may also be required by state or federal
laws and by the regulations of various funding organizations such as the National Science
Foundation. Timely disclosure of circumstances that could, reasonably, be perceived as involving
conﬂict of interest, even though no actual conﬂict of interest exists, can prevent disruptive
allegations of misconduct and can better enable the university to protect its faculty against
unwarranted allegations of impropriety.

Faculty members with possible conﬂict of interest, or those engaging in activities that could be
perceived as involving conﬂict of interest that could affect the university, must consult with their
chair and dean to seek resolution of the issue. In such cases, if the Chair and Dean agree that
there is a potential conﬂict of interest, the faculty member, Dean, and Chair shall establish a plan
of action to provide a course of action to prevent conﬂicts and shall give a copy of the plan of
action to the Provost.
To aid in identifying potential conﬂict of interest and to insure compliance with the regulations of
funding agencies, principal investigators seeking external funding for university approved projects
must ﬁle a disclosure form with the submission of the project proposal (Appendix J). While the
grant or contract is pending or in place, disclosure must be ﬁled whenever there is a change from
the situation described in the latest disclosure form.
All faculty members who have substantial ownership of a private business or corporation and
whose activities in that business or corporation make substantial use of the faculty member’s
professional background and qualiﬁcations essential to his or her faculty, must disclose such
ownership and activities to their chair and dean, and must obtain approval for any such activities
engaged in by the faculty member during the academic year. Such activities must be reviewed at
least annually. Disclosure and request for approval of such activities must be processed using
the form employed for approval of consulting activities as given in Appendix J.
Sponsors of funded projects such as governmental agencies may have varying disclosure requirements. These requirements may differ from those established in this policy with respect to
other disclosure items, amounts, timing of disclosure, and other conﬂict of interest considerations.
In such instances, the legal requirements will prevail.
7.145.5.3.Professional Review Committee
When an alleged or potential conﬂict arises, the faculty member, in consultation with faculty
member’s department chair and dean, shall take action to achieve appropriate resolution of the
issue. If resolution is not to the satisfaction of the faculty member or the dean, the case may be
referred to the Provost by either party. The Provost will refer the ﬁle to an ad hoc professional
review committee. The professional review committee will be responsible for reviewing the
situation and making a timely, written recommendation(s) to the Provost.
The professional review committee (PRC) will consist of ﬁve tenured faculty members, three
from the faculty member's college and two from outside the college. The members of the
committee are appointed by the Provost from a list of twelve eligible faculty members, four each
suggested by the faculty member, the faculty member’s department chair, and the faculty
member’s dean. At least one member from each list must be included. The PRC will elect one of
its members to serve as chair of the committee. The Provost may appoint additional appropriate
ex ofﬁcio, non-voting members. A simple majority of voting members is required for action.
Except in unusual circumstances, deans and other administrators within the academic setting
will not serve on the professional review committee. If the faculty member is not satisﬁed with
the professional review committee's recommendations, the faculty member may appeal
following the normal grievance procedure speciﬁed in Appendix E, beginning with an appeal to
the Provost.

After proposed activities have been reviewed and a plan of resolution submitted to and approved by the Provost, the university has the obligation to defend the activity given that the
faculty member complies with the plan of action, other appropriate university policies, disclosure
requirements, and the law.
7.145.5.4.Procedures for Handling Allegations of Violation of Conﬂict of Interest Policy, see
Appendix I.
Any allegation of violation, by a faculty member, of the Conﬂict of Interest or Consultation Policies shall be reported in writing with supporting documentation to the faculty member's chair
and dean. The faculty member against whom the allegations are made will be provided a copy
of the written allegations at the time of the ﬁrst review by the Chair and the Dean. If the allegations involve the dean, the allegations are reported to the Provost who assumes the role of the
dean in the following process. It is the duty of the Chair and dean to review and discuss the
allegations with all parties involved, including the faculty member accused of violating a conﬂict
of interest policy. If the matter cannot be resolved at this level, then an ad hoc professional
review committee will be formed in accordance with procedures articulated in Section
7.1415.5.3. In such cases, the professional review committee will be responsible for conducting
an independent investigation of the allegations of violation of the conﬂict of interest policy, to
make a ﬁnding of whether or not the weight of evidence substantiates the allegations, and to
make recommendations regarding the resolution of the case. These recommendations may
include, but are not limited to, recommending that:
a. all charges be dismissed, b. appropriate sanctions be imposed without specifying the
sanctions, or
c. speciﬁc sanctions be imposed.

The committee prepares a report of its ﬁndings and recommendations and submits it to the
Provost. The Provost communicates his or her decision to the faculty member and includes a
copy of the committee report. Sanctions may not be imposed on a faculty member unless
a. the faculty member agrees, in writing, to accept the sanctions, or b.the sanctions are
consistent with the ﬁndings of the professional review committee.
Sanctions may not include long-term suspension or the termination of a tenured faculty member. In extreme cases, however, procedures leading to suspension for more than one month or
for the termination of a tenured faculty member may be initiated as a result of the committee's
ﬁndings, with the committee's report being admissible evidence in these proceedings. In every
case, of course, the faculty member has full right to appeal through normal university grievance
procedures. Willful violations of this policy such as failure to disclose an actual or potential
conﬂict, or failure to follow a plan of action established by the appropriate dean or the Provost,
will result in sanctions being imposed upon the faculty member.

Throughout the process all persons involved must maintain the highest possible standards of
ethics. Conﬁdentiality must be insured to the greatest extent possible consistent with the carrying
out of reviews and all involved must strive to maintain impartiality.
Records pertaining to disclosure and professional review committee proceedings are maintained
in the Ofﬁce of the Provost and access will be permitted only to the faculty member, and others
who, under existing law, have the right to review such records.
7.145.5.5.Conﬂict of Interest Pertaining to Family Members
Reasonable restrictions are set on the capacity of all individuals with faculty status employed by
the university to function as judge or advocate in specificspeciﬁc situations involving members
of their immediate family. Faculty members may neither initiate nor participate in institutional
decisionsdecisions involving a direct benefit such asbeneﬁt to a family member, including
decisions pertaining to initial appointment, retention, promotion, salary, leaves-of-absence, and
other such benefitsbeneﬁts to family members of their immediate families.
Immediate family is defined to include one's spouse, parents, grandparents,
children, grandchildren, brothers, sisters, or similar relationships-, as
deﬁned in-law Section 7.1415.5.1. No appointing authority may employ or appoint a person
related to him or her within the fourth degree of affinityafﬁnity or consanguinity to any job or
position within the university.
7.17 145.5.6.Tutoring
No one on the payroll of the universityfaculty member is permitted to tutor any UAH
student in the university for compensation except with the permission of the chairChair
of the department or program in which the student is being tutored and only in those cases
where the tutor has no direct connection with the course in which the student is being tutored.
7.18 145.5.7.Political Activity
Faculty members are authorized to engage in political activity provided that it does not result in
a conflictconﬂict of interest or interfere with their performance of assigned duties at the
university. or their ethical obligations as teachers and scholars. Public support of a political
candidate or cause may be given by university employeesfaculty members if they clearly
indicate that they speak for themselves and not for the university. EmployeesFaculty members
may not lend the name of their university positions or departments to the political campaigns of
public candidates or to any causes that become matters of civic concern. Violations of
this policy are grounds for dismissal.
Faculty members desiring to seek election to public officeofﬁce must firstﬁrst obtain written
consent from the chancellor through appropriate reporting channels.
No university employeefaculty member may use or permit to be used university resources,
time, or property for or on behalf of any political candidate, campaign, or organization or for any
contribution or solicitationsolicitation of any contribution to any campaign or organization.
Faculty members should not solicit contributions of time or money for political parties or
campaigns from students enrolled their classes.
Political activity on the part of a university employeefaculty member must comply with Rule

320 of the Board of Trustees of The University of Alabama and existing state and federal laws.
EmployeesFaculty members who have a question about their involvement in such activities
should seek guidance and approvalapproval from the university.
UAH Faculty Handbook (2013)

Violations of this policy are grounds for disciplinary action, in accordance with Section 7.19 1314.
7.14.5.8.Service as Bank Director by University Officers
Faculty members shall not initiate or reciprocate a sexual or romantic relationship with a
studentstudent enrolled in your class any of their classes or under yourtheir supervision.
Faculty members entering into such relationships with an existing student are subject to
judicial review, reprimand, and possible termination.
In cases of establishedin which there is prior sexual or romantic relationships between a
faculty member and a studentan individual entering youra faculty member’s class as a
student or coming under yourthe faculty member’s supervision, disclosure of as a student,
the faculty member must disclose the relationship with yourto his or her chair or equivalent
and/or dean is requiredin order to avoid or mitigate any potential conflictsconﬂicts of
interest and/ or sexual harassment claims related to the student in question.
Faculty arethat might arise as a result of the relationship. Faculty members in such
relationships also have a responsibility to act in a professional manner with respect to the
student during class hours to avoid conflictsconﬂicts of interest claims that may arise from
other studentsstudents in the class.
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Purpose

The University of Alabama in Huntsville (UAH or University) is committed to
promoting a safe, respectful, and non-threatening campus environment.
Intimidating, threatening, and/or potentially violent behaviors are disruptive to
UAH’s objective of a secure atmosphere for its students, faculty, staff, and
visitors. The Behavioral Evaluation and Threat Assessment (BETA) Team’s
mission is to provide a proactive, coordinated, and planned approach to the
identification, assessment, management, and, where possible, reduction and/or
prevention of behavior that falls into the high risk, moderate risk, and low risk
classifications.

Policy

While it is impossible to eliminate all risk, the following BETA guidelines are
designed to educate members of the UAH community (students, faculty, staff,
and visitors) on how to report alarming/threatening behavior and/or potentially
violent acts and how this information will generally be assessed and
analyzed. UAH considers any situation in which an individual presents a violent
risk to the campus community as serious in nature. UAH encourages all
members of the campus community to maintain a reasonable concern for their
own self-welfare as well as the welfare of others.
Report emergency situations involving behavior that appears to pose a
clear and immediate threat of violence or self-harm immediately to UAH
Police (UAHPD) by dialing 256-824-6911 or 911.
I.

REPORTING PROCEDURES
For situations where there does not appear to be an immediate risk, reporting
instructions are below:
A. Reporting a Student
Reports of concerning student behavior should be made to the Dean of
Students by calling (256) 824-6700, the appropriate Academic Dean, the
BETA Chair (256) 824-6335, or by submitting a Charger 360 Person of
Concern report. If necessary, the Dean of Students will notify parents, the
BETA Team, UAHPD, and university resources such as Student Ethics &
Education, University Counsel, and Counseling Services.
B. Reporting a Faculty Member
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Reports of concerning faculty members' behavior should be made to Office of
Human Resources by calling 256-824-6545 and the appropriate Academic
Dean, or by submitting a Charger 360 Person of Concern report. Human
Resources or the Academic Dean will notify the BETA Team.
C. Reporting a Staff Member
Reports of concerning staff members' behavior should be made to the Office
of Human Resources by calling 256-824-6545, the employee’s supervisor, or
by submitting a Charger 360 Person of Concern report. Human Resources or
the Employee's Supervisor will then notify the BETA Team.

II.

MISSION AND OBJECTIVES
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The BETA Team’s mission is to provide a proactive, coordinated, and planned
approach to the identification, assessment, management, and, where possible,
reduction and/or prevention of behavior that falls into the HIGH Level of Concern,
MODERATE Level of Concern, or LOW Level of Concern classifications defined
below. Key objectives for the team include:
•
•
•
•
•
•
•
•

III.

Providing a repository for information about behavioral concerns across
different campus units so as to identify persons in distress as early as
possible;
Facilitating timely communication among different campus units about
individual behavioral concerns;
Investigating or gathering additional information about individuals of
concern, including individuals outside of the University community;
Assessing the information so that the University can devise an
appropriate response;
Recommending interventions, threat management plans, active
monitoring plans, and other case management strategies that connect
individuals of concern with needed resources;
Recommending plans for reintegrating a subject once initial actions are
complete and the threat eliminated;
Assisting with the education of the campus community about the types of
behavior or concerns that they should report to team members; and
Developing policy recommendations based on an evaluation of data on
individual behavior dealt with by the team.

COVERAGE
These guidelines shall apply to all UAH students, faculty, staff, and visitors.
These guidelines also apply to activities and events that occur on UAH-owned
and/or controlled property, buildings, premises, facilities, etc. and to activities and
events, regardless of the location, sponsored by UAH or by any UAH-recognized
organizations.
These guidelines are not intended to be a set of inflexible requirements, nor are
they intended to limit the appropriate discretion of officials as warranted by the
specific circumstances of a particular individual/incident. The BETA Team is a
problem-solving resource and not a replacement for appropriate managerial
action. These guidelines do not provide for adjudication of misconduct by,
discipline of, or imposition of sanctions on UAH students, faculty, staff, or visitors.
Such action may be taken against individuals whose behavior is addressed
under these guidelines pursuant to UAH’s student, faculty, or staff disciplinary
policies and procedures as well as applicable federal, state, or local laws. These
guidelines do not have the force and effect of law.

IV.

RELATED POLICIES AND RESOURCES
•
•

UAH Campus Safety and Security Information
UAH Faculty Handbook
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•
•
•
•
•

V.

UAH Staff Handbook
UAH Student Handbook
UAH Student Housing Guide to Residence Living
UAH Emergency Action Guidebook
UAH Title IX Sex Discrimination, Sexual Harassment, and Sexual
Violence Policy

CONTACTS
The UAH BETA Team, in consultation with the Office of Dean of Students (for
student concerns), the Office of Academic Affairs (for faculty concerns), Human
Resources (for staff concerns), and/or the UAHPD (for visitors and behavior
indicating a HIGH Level of Concern), shall implement these guidelines and shall
revise or modify them as necessary to meet the changing needs of the UAH
community. Please direct procedural questions to the Chair of the BETA Team.
•
•
•
•
•

Academic Affairs Office: 256-824-6335
Associate Provost / Chair of the BETA Team: 256-824-6335
Campus Police Department (non-emergency): 256-824-6596
Human Resources: 256-824-6545
Office of Dean of Students: 256-824-6700

The following provides a list of UAH departments that may be helpful for
questions:
•
•
•
•
•

Police Department / Emergency: 256-824-6911
Police Department / Non-emergency: 256-824-6596
Counseling Services: 256-824-6203
Student Health Center: 256-824-6775
Faculty & Staff Clinic: 256-824-2100

The following community resources are available within the cities of Huntsville,
Madison, within Madison County and North Alabama:
•
•
•
•
•

VI.

Mental Health Center of Madison County: 256-533-1970
Crisis Hotline (24 hours): 256-533-1970
Crisis Services of North Alabama: 256-716-1000
Children’s Advocacy Center: 256-533-KIDS (5437)
Downtown Rescue Mission: 256-536-2441

DEFINITIONS
Threat: An intention, whether expressed or implied, to inflict physical injury or
damage on or take hostile action with respect to an individual (oneself or
another), a group of individuals, or property, whether the person communicating
the threat has the ability to carry out the threat, whether the threat is made on a
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present, future, or conditional basis, or whether the threat is made in person,
through another person, in writing, over the phone, in the mail, electronically, or
by any other means.
Threat Management Plan: An active, individualized case management plan
based on information gathered in an investigation and on other facts known
about the subject(s). It is intended to help de-escalate, contain, or, if possible
control, a subject who has exhibited behavior(s) classified by the BETA Team as
“HIGH Level of Concern” as defined below; to decrease the vulnerabilities of
possible targets of such behaviors; to discourage escalation of the
circumstances; and to prepare for and mitigate against precipitating events that
may trigger such behaviors.
Active Monitoring Plan: An active, individualized case monitoring plan based
on information gathered in an investigation and on other facts known about the
subject(s). It is intended to facilitate the monitoring of a subject who has
exhibited “MODERATE Level of Concern” behavior as defined below and to
provide for periodic re-assessment of a subject’s behavior and corresponding
potential threat level. Active monitoring may also be used as follow-on to a HIGH
Level of Concern threat management plan once a threat has diminished to
MODERATE Level of Concern to ensure that behavior is effectively managed.
HIGH Level of Concern: Behavior that appears to pose a clear and immediate
threat of violence or self-harm, and requires immediate containment. It requires
law enforcement, target protection, and development of a threat management
plan. It includes, but is not limited to:
•
•
•
•
•
•

Possession of unauthorized weapons (guns, knives, etc.) on campus;
Possession of bombs or bomb-making materials;
Physical assault or attempted assault, with or without weapons;
Specific threats to inflict harm to self and/or a named individual (e.g., a
threat to shoot a named individual);
Physical, drug-related, or psychiatric disorders that may pose a potential
harm to the physical or emotional well-being of the individual or others;
Physical actions short of actual contact/injury, but which appear intended
to provoke a physical response from the target individual(s) (e.g., moving
closer aggressively, waving arms or fists, yelling in an aggressive or
threatening manner).

MODERATE Level of Concern: Risk to UAH students, faculty, staff, and visitors
appears to be moderate. Violent action is possible, but not probable. Threat is
still not entirely realistic in nature. Analysis of threat suggests some
thought/action on how to go forward by person of concern, i.e. a specific time and
location noted for actions. No clear indication of preparatory steps taken by
person of concern. Person of concern may attempt to convey seriousness of
situation. It includes, but is not limited to:
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•
•
•

General, specific, or implicit threats, whether or not made in a "joking"
manner (e.g., "you better watch your back," "I'll get you," or “you’ll be
sorry”), including the use of any electronic means of communication;
Stalking behavior;
Vague statements regarding suicide or self-inflicted injury, violent
thoughts, or violent intentions.

LOW Level of Concern: Behavior that, while it does not appear to pose a
present threat of violence or self-harm or a significant risk of disruption, does
provide the basis for a reasonable concern that a threat of violence or self-harm
or significant risk of disruption may develop. Threat is vague and indirect in
nature. Information within threat is inconsistent, implausible, or lacks
detail. Threat is not realistic in nature/presentation. Available information
suggests person of concern is unlikely to act violently. Examples include, but are
not limited to:
•
•

Writing stories, poems, or essays, or producing images that express or
otherwise indicate a potentially dangerous fascination or preoccupation
with violence to self or to others;
Displaying a radical change in personal behavior, academic or workplace
performance, appearance, or conduct.

No Identified Risk: Behavior that, subsequent to reporting and BETA Team
investigation, does not appear to pose a threat of violence or self-harm at this
time, nor is significant disruption to the community expected. The BETA Team
will close such cases after proper documentation for future reference and trend
analysis purposes.
Behavioral Evaluation and Threat Assessment (BETA) Team: A multidisciplinary assessment team comprised of representatives from Academic
Affairs, Dean of Students Office, Housing and Residence Life, College of
Nursing, Human Resources, Counseling Services, UAHPD, Office of Risk
Management and Compliance, Office of Diversity Equity and Inclusion (Title IX),
Faculty Senate, and Staff Senate. The BETA Team reviews reports of
alarming/concerning behavior and provides early intervention and support to
individuals who present behavioral concerns.
Faculty or Staff: Any full or part-time employee of UAH, including, but not
limited to, exempt or non-exempt staff, faculty, adjunct faculty, graduate research
assistants, graduate teaching assistants, student workers, contract employees,
and post-doctoral researchers/teachers/fellows (who have an employment
relationship with UAH).
Student: Any individual enrolled at UAH in any of the recognized admission
categories (undergraduate, graduate, etc.). An individual’s status as a student
shall be deemed to encompass all activities carried out in connection with his/her
application for admission to the University.
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Visitor: Individuals who are not currently enrolled as students or employed with
UAH (e.g., visitors, retirees, volunteers, former students, former employees,
invitees, independent contractors, trespassers, etc.).
Workplace/Educational Setting: Any location, either permanent or temporary,
where students, faculty, or staff perform any work-related duty or are involved in
educational activities and/or University sanctioned events. This includes, but is
not limited to, campus buildings and the surrounding perimeters, including the
parking lots, field locations, student housing, and alternate work locations.
VII.

ROLES AND RESPONSIBILITES
A.

BETA Principles and Procedures
1. Membership
The BETA Team consists of:
•
•
•
•
•
•
•
•
•
•
•
•

Associate Provost (Chair, appointed by the Provost)
Dean of Students
Academic Dean (appointed by the Provost)
Dean of the College of Nursing (or designee)
Associate Vice President for Human Resources
Director of Housing and Residence Life
Title IX Coordinator (or designee)
Director of Counseling Services
Chief of Police
Chief Risk and Compliance Officer (or designee)
Faculty Senate Representative (nominated by the Faculty Senate
for a three-year term)
Staff Senate Representative (nominated by the Staff Senate for a
three-year term)

A representative of the Office of Counsel will serve in an advisory
capacity to the BETA Team. Additional ad hoc members may be included
as required by the specific circumstances of a particular situation.
2. General Principles
The BETA Team will use a case-management based approach to
respond to reports of students, faculty, and staff having difficulties and/or
demonstrating concerning behaviors. The BETA Team should guide the
process from internal assessment to recommending interventions with the
objective of reducing the risk. This includes the development of a
recommended plan for reintegration of the subject once initial actions are
complete and the threat is eliminated.
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The BETA Team will utilize available resources and additional members
as appropriate to assist it in gathering information about a student,
faculty, staff, or other university community member exhibiting behavioral
concerns. The BETA Team may consult with other appropriate staff
and/or medical/mental health experts in carrying out its assessment
function. It is recognized that multi-disciplinary consultation is a critical
part of the threat assessment protocol.
3. Process:
Report of Concern: The BETA Team may receive written or oral reports
about behaviors of concern from any member of the campus community.
An oral report, when needed depending on the situation, should be
followed by a written report. Situations involving a HIGH Level of
Concern should be immediately reported by the BETA Team to UAHPD.
Persons reporting a MODERATE Level of Concern to the BETA Team
should also be advised to report such matters directly to UAHPD.
Inquiry/Investigation: Upon receiving a report, the BETA Team will
focus on determining whether or not the individual of concern poses,
based on past and/or present behavior, a threat of violence or risk of
disruption. The BETA Team may gather information and facts from all
available sources. It will be granted limited access, as appropriate, to a
student’s record, including his/her disciplinary record, and/or to a faculty
or staff’s employment record. It may contact individuals with information
about reported incidents or actions involving the individual of concern, as
well as others (students, faculty, staff, local authorities, parents and family
members, acquaintances, and other individuals who may know the
individual or have pertinent knowledge). These inquiries may be made
by the BETA Team acting as a convened group, a smaller group of
designated members, or a designated BETA Team individual.
Assessment and Development of Plan: Based on information gathered
by the BETA Team, a risk assessment shall be made of the subject
individual’s reported behavior and that behavior will be classified as HIGH
Level of Concern, MODERATE Level of Concern, LOW Level of Concern,
or “no risk.” The BETA Team shall then develop a plan as outlined in
these guidelines and as appropriate for the risk classification that has
been assigned. The BETA Team will complete a risk assessment and
develop a plan regardless of the outcome of any criminal proceedings
initiated by law enforcement authorities and/or any disciplinary
proceedings initiated by the University.
Referral/Recommendation: The BETA Team may make referrals or
recommendations, as follows:
•

Recommend actions to the appropriate University personnel
including the Vice President of the pertinent administrative unit in
each case. Recommended actions may include disciplinary
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•
•
•
•

procedures provided for by the Faculty, Staff, and/or Student
Handbooks.
Recommend that the subject faculty or staff member or student be
referred for professional counseling and/or professional
psychological assessment.
Make recommendation(s) for the filing of criminal charges.
Make recommendations for other actions as deemed appropriate.
In case of a referral, appropriate federal and state laws regarding
privacy will be followed.

Conclusion: Once the BETA Team has determined that the individual of
concern does not pose or no longer poses a threat of violence or risk of
significant disruption, the matter will be considered closed for the
purposes of these guidelines. Involved parties may be informed when a
situation is concluded. Reports regarding the disposition of the incident
will be conveyed to the affected reporting individual(s), whenever possible
and allowed by law.
•
•

If follow up of a student is required or appropriate, the student of
concern will be monitored by the Student Affairs and Academic
Affairs offices.
If follow up of a faculty or staff member of concern is required or
appropriate, the employee will be monitored by his/her supervisor,
Employee Assistance Program (EAP) personnel, Academic Affairs
(for faculty), and/or Human Resources (for staff/researchers).

Action by Other Officials: The closing of a matter by the BETA Team is
completely independent of, and will have no effect upon:
•

•

•

For any individual of concern, the initiation or continuation of a law
enforcement investigation into the individual’s conduct by campus
or local law enforcement authorities and/or the institution of
criminal proceedings against such individual.
For a student of concern, referral for professional counseling,
referral for professional psychological assessment, the initiation of
student disciplinary proceedings, or other appropriate action by
Student Affairs or by Academic Affairs officials.
For a faculty or staff member of concern, referral for professional
counseling, referral for professional psychological assessment,
the imposition of disciplinary sanctions or the initiation of
disciplinary proceedings, or other appropriate action by the faculty
or staff member’s supervisor or other authorized officials.

It is anticipated that conduct violating University policy or rules or federal,
local or state law will be addressed by institutional or civil/criminal
proceedings initiated by those officials with the enforcement responsibility
for such policy, rules, or law
4. Meetings:
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The Chair of the BETA Team will call an emergency meeting as soon as
is practicable upon receipt of a report of conduct that may fall into the
HIGH Level of Concern classification. In such situations, BETA
membership duties should supersede all other responsibilities. The
BETA Team should ordinarily meet within 72 hours of receipt of an initial
report regarding conduct that appears to fall into the MODERATE Level of
Concern behavior classification, and it should meet within a reasonable
time under all the circumstances with respect to conduct that appears to
fall into the LOW Level of Concern behavior classification. As long as
there are active cases being addressed under a Threat Management Plan
or an Active Monitoring Plan, the BETA Team should meet regularly. A
representative of the Office of Counsel shall attend all BETA Team
meetings, emergency or otherwise, in an advisory capacity.
5. Report:
A report of BETA activities will be submitted to the President and Provost
at the end of every semester. This report will be in summary form,
including numbers and actions only. Names of reporting persons and
persons of concern shall never be included in any reports outside of
BETA.
B. University Community Responsibilities
Each member of the UAH community has a role and responsibility in helping
promote a safe and secure environment for the University.
All persons are strongly encouraged to be aware of their surroundings and to
be alert for behavior that may present a threat of violence or risk of disruption.
Students, faculty, and staff should be familiar with these guidelines and with
the methods for reporting actual or potential threats to the UAH community.
See Something, Say Something: Members of the UAH community
(students, faculty, and staff) are encouraged to immediately report any
situation that involves concerning behavior by a student, faculty, staff, or
campus visitor; behavior that is or may be threatening to the health and
safety of the individual or of others; or behavior that is or may be disruptive to
the University’s educational, research, and administrative activities. Any
member of the University community who becomes aware of such a situation
should report the matter to the BETA Team and/or UAHPD as appropriate to
the observed behavior (see Section I: A,B,C for information on how to report).
Students, faculty, and staff who in good faith make such reports shall not be
subjected to retaliation or harassment by UAH or any of its officials.
The making of a false or misleading report under these guidelines, with
knowledge of or reckless indifference as to the falsity of the matters reported,
may be considered misconduct under applicable conduct policies and may
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result in disciplinary action under UAH’s student, faculty, and/or staff
disciplinary procedures.
C. Security Planning for Potentially At-Risk Faculty, Staff, and Students
Some faculty or staff can be at risk for violence/hostility because of the nature
of their jobs. Other students, faculty, and staff can be at risk because they
are subject to violence, threats, or harassment from a current or former
spouse or partner, or other third party. UAHPD, Human Resources, the Dean
of Students Office, Counseling Services, and other offices will work with atrisk students, faculty, and staff to develop safety plans that address the
specific risks they face.
1. Domestic/Partner Violence in the University Environment: In an effort
to promote a safer work environment, faculty and staff who are victims of
domestic violence or who believe they may be the target or victim of such
violence, should promptly notify their supervisor, an appropriate
administrator, Human Resources, the BETA Team, or UAHPD. Faculty
and staff may have additional services available through the Employee
Assistance Program (EAP) and should contact the Human Resources
Benefits Coordinator at 256-824-6545 for a listing of available EAP
resources.
Likewise, to promote a safer educational setting, students who are victims
of domestic violence or who believe they may be the target of such
violence, are encouraged to promptly notify the Office of Diversity, Equity
and Inclusion, the Dean of Students, the BETA Team, or UAHPD.
Confidential advocacy services are available to students through
Counseling Services.
Students, faculty, and staff who have Protective Orders should provide
copies to UAHPD so that this office can:
•
•

Ensure appropriate law enforcement actions occur; and
Assist in maintaining the safety of potential victims.

Examples of Protective Orders may include:
•
•

Any order issued by a court that is intended to prevent one party
from approaching another, often within a specified distance; or
Any order issued by a court that is meant to protect a person from
harm or harassment.

2. Pre-Employment Screening and Criminal Conviction Background
Checks: Human Resources administers the University's policies on preemployment screening and background reference checks. Accordingly,
Human Resources will advise hiring managers when potential problems
are identified during this process.
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VIII.

REPORTING THREATS AND VIOLENCE
A.

Emergency Situations – HIGH Level of Concern Behavior
A situation possibly involving HIGH Level of Concern behavior should be
considered an emergency and should be immediately reported to UAHPD.
UAHPD may be reached as follows:
•
•
•

6911 from a campus phone;
256-824-6911 from a cellular or off-campus phone;
911 from any phone (off-campus calls go to Madison County 9-1-1
Center).

Examples of HIGH Level of Concern, emergency situations include, but are
not limited to the following:
•
•
•
•
B.

Possession of unauthorized weapons (guns, knives, etc.) on campus;
Possession of bombs or bomb-making materials;
Physical assault or attempted assault, with or without weapons;
Specific threats to inflict harm to self and/or a named individual (e.g.,
a threat to shoot a named individual).

Non-Emergency Situations – MODERATE Level of Concern and LOW
Level of Concern Behavior:
Any situation involving a threat of violence or a risk of disruption that lacks
immediacy and is clearly not within the “HIGH Level of Concern”
classification should be reported pursuant to this section.
UAH’s Charger 360 (https://www.uah.edu/Charger360) provides a
centralized way for UAH community members to report concerns and
incidents or address observed difficulties that may impede a person’s
success at UAH. Reporting a person of concern, where there does not
appear to be an immediate risk, may be done as follows:
•
•
•
•

Online through the Charger 360 tool:
https://cm.maxient.com/reportingform.php?UnivofAlabamaHuntsville&l
ayout_id=6. (Reports may be submitted anonymously);
Reports of concerning student behavior should be made to the Dean
of Students by calling (256) 824-6700;
Reports of concerning faculty member behavior should be made to
Human Resources or the appropriate academic dean;
Reports of concerning staff behavior should be made to the Human
Resources office at (256) 824-2286, or to the employee’s supervisor.

Examples of conduct that may, depending on the circumstances, be
considered appropriate for reporting as “non-emergency situations” include
the following:
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•
•
•
•
•
•
•
•
•
•
•
•
IX.

A radical change in a person’s behavior, academic or workplace
performance, appearance, or conduct;
Aggressive or irrational behavior through words and/or actions;
Severe depression, unhappiness, or irregular emotional behavior;
Inability to control anger, confrontational or disturbing words or
actions;
Unusual overreaction to normal circumstances;
A threat that lacks immediacy;
Intentional damage to property;
Unusual nervousness, tension, or anxiety;
Expression of suicidal thoughts, feelings, or acts;
Any other action, word, or behavior that one may reasonably believe
could lead to violence;
Threatening statements, displays, photos, or other publications in
electronic format or communication;
Other examples as found in risk definitions above (see Section IV).

CONFIDENTIALITY
Members of the BETA Team will make every reasonable effort to maintain the
confidentiality of information disclosed to it in the course of its activities. The
BETA Team will take reasonable steps to maintain the privacy of those who
make a referral, if requested. If the circumstances do not allow privacy to be
maintained, this will be discussed with the person making the referral.
Information will be released on a need-to-know basis within the campus
community and in accordance with local, state, and federal laws and UAH
policies. UAH administrators will be sensitive and responsive to the potential for
reprisal directed at faculty, staff, or students who report behavior within the scope
of these guidelines. All records will be appropriately maintained or disposed of,
depending on investigation outcomes. Responsibility for BETA records resides
with the UAH Office of Counsel, which will maintain the records for a period of
seven (7) years.

X.

EDUCATION AND TRAINING
A.

University Community Training
For this program to be effective, it is important for the UAH community to be
aware of these guidelines and the BETA Team, the kinds of behaviors
encompassed within these guidelines, the importance of reporting such
behaviors, and how to contact members of the BETA Team with concerns or
comments.
Information regarding the BETA Team, its purpose, and this Policy will be
periodically incorporated into faculty and staff training workshops, new
faculty, staff, and student orientation sessions, and regularly scheduled
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safety programs presented by UAHPD, Office of Risk Management and
Compliance, Human Resources, and other campus health and safety
organizations as appropriate. In addition, the BETA Team will provide an
overview of the program, listing of Team members, and reporting guidance
and instructions by way of the UAH web site and other modes of
communication it deems appropriate.
Training for students, faculty, and staff should consist of, but is not limited to,
the following:
•

•
•

Informational Opportunities: Presentations, brochure distribution,
emails to all students, faculty, and staff, student orientation sessions,
employee orientation sessions, and web page development
addressing the following:
o What is the BETA Team and what is its mission;
o What characteristics to look for in persons of concern; and
o How to submit a report to the BETA Team.
Educational opportunities: Unit/departmental safety meetings,
campus safety and security presentations, and student/organization
safety presentations.
Training Opportunities: In-depth training to assist members of the
campus community in developing a skill set for assessing behavior
that presents a threat of violence or a risk of disruption.

Department heads are encouraged to schedule training for supervisors and
managers and to provide similar training for other staff as appropriate.
B.

BETA Team Training and Education
It is expected that the BETA Team members identified above (Section VII.A)
will participate in threat assessment training and professional development
opportunities, and will be familiar with laws, regulations, and UAH policies
applicable to the scope of the BETA Team’s mission.

C.

A Note on the Family Educational Rights and Privacy Act (FERPA)
FERPA protects student education records and information in them from
disclosure, subject to certain recognized exceptions. One such exception
allows a UAH official to make disclosure when an emergency exists and
disclosure is necessary to protect the health or safety of the student or other
individuals. The determination of whether or not “necessity” exists requires
a consideration of the seriousness of the health or safety threat, the urgency
of the matter, the need for the information, and the ability of the recipient of
the information to deal with the emergency. The Chief of Police, the Dean of
Students, or the Office of Counsel may provide assistance in making this
determination.
In addition, it is important to understand that a faculty or staff member’s
observations of a student’s behavior are not within the scope of FERPA. For
example, if a faculty or staff member sees a student exhibiting threatening
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behavior, the faculty or staff member may contact an appropriate University
official for guidance on how to respond. In such a situation, an appropriate
official might include members of the BETA Team, UAHPD, Counseling
Services, the Dean of Students, a dean, a department chair, etc.
Disclosure of confidential student information to parents should only be
made when consistent with FERPA and then only through the Dean of
Students Office. The release of information about University students to the
media should only be made by the University’s Office of Marketing and
Communications.
Review

The Office of Risk Management and Compliance, in consultation with the
BETA Team, is responsible for reviewing and updating these guidelines
every five (5) years, or more frequently if organizational or situational
changes warrant.
These guidelines and all subsequent revisions shall be included as an annex
to the University’s Emergency Management Plan.
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Faculty Senate

FACULTY SENATE EXECUTIVE MEETING
August 12, 2021
12:50 PM to 2:20 PM
MSB 121

Present: Tim Newman, Joey Taylor, Carmen Scholz, Carolyn Sanders, Mike Banish, Emil
Jovanov, Azita Amiri, Laird Burns
Absent: Jeff Weimer, Kader Frendi, Kwaku Gyasi
Ex-Officio and Guest: Interim Provost Bob Lindquist, President Darren Dawson
Guests: Andrea Word, Todd Barre
 Faculty Senate President Tim Newman called the meeting to order at 12:55 PM.
 Administrative Reports
o

o

President Dawson
 Update on constructions, most important information: new classroom space will be
built for Engineering in the Beville Center.
 Taylor: What about counseling when Executive Plaza is demolished?
 Dawson: Remotely, or in the offices of counselors?
 Jovanov: Is it allowed to remove masks while teaching class and at the same time
recording the class (as required in the fall), if the instructor is at least 6 feet away
from students?
 Lindquist: Yes, when socially distanced, and instructors should ask whether in class
students have concerns.
 Amiri: Recommends face shields to be worn, if instructor does not want to wear
mask while recording.
 Burns: Can students who are at home be given an older previously recorded lecture
that is identical to the material covered in class that day?
 Lindquist: No students may feel that they miss something important. All in-person
classes must be recorded
Interim Provost Lindquist
 Rhonda Gaede was appointed interim Associate Provost
 Jon Hakkila accepted position of Associate Provost
 CON on campus interviews finished o decision has been made yet
 Karen Frith serves as interim dean
 Louise O’Keefe serves a associate interim dean
 Parents are concerned that classes may go back to virtual
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Michelle Greene reconfigured electronic equipment in classrooms; 130/150
classrooms now fully equipped. All classrooms have been tested, they work
o Banish: Praise for Hayley from Classroom IT support (general consensus that
Hayley does a wonderful job with classroom support).
Lindquist: Needs time to go through the Faculty Resolutions that are before the
Provost.
o Sanders: Curtis was the first provost who insisted on staying for the full
senate meetings. This may have prevented senators from speaking, in
particular if they are untenured. Lindquist should consider to return to the
old mode of the Senate deliberating without the presence of a provost.
o Lindquist: He is ok with that, dynamics have changed since Curtis left.
o Amiri: Who decides which software is available for faculty?
o Lindquist: Depends on who is paying.
o Amiri: Needs professional version of EndNote, UA and UAB have that for
their faculty, UAH students must either use lower quality free version, or
pay themselves.
o Lindquist: Deans must get involved.
o Taylor: Suggests shared systems.
Report by Todd Barre:
 Receive substantial state appropriation
 Enrollment is down -500 student below target, currently at 9700 students
 This costs us $ 3.4 million
 In an effort to fix the scholarship matrix, we spend $ 9 million less
 BOT was asked increase in College Fees and in in-state and out-of-state
tuition
 $5.00 / credit hour infrastructure fee increase was granted, this goes
exclusively into IT
 Increase in meal plan
 No increase in housing, parking and health care
 Non-recurring appropriations:
o from state: $ 2,989,732
o from Redstone Research Retention: $ 2,700,000 (to
attract/continue work with Redstone, specifically to build SCIF)
o for state climatologist: $ 850,000 ear marked for John Christy, for
him to use ashe sees fit, e.g. services throughout the state on
tornado, drought etc prediction
 CARES total: $ 38 million
o To be split 50/50 between students and institutional needs
o $ 1.3 million for technology
o $ 1.9 million for covid preparedness
o A lot of money used to recuperate loss in tuition and auxiliary
operation revenue loss
 Newman: Question about unfunded pension
responsibility?
 Barre: BOT made the problem know to the state
government, but not much success.
 Burns: Pay raise?
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Barre: 1% in pay raise costs UAH $ 1 million. Enrollment
target was missed in 3 consecutive years. No pay raise to be
expected because of drop in enrollment. Scholarship
practices of last years brought us to this point, now within $
3 to 4 million of filling the original gap of $ 12 million.
Housing was covered for student with ACT of 32, now they
have to have 36 ACT, to get housing covered. Central
reserve was brought down by Altenkirch from $ 60 million
to $ 2 million, a healthy reserve should be $ 20 million
 Scholz: If the enrollment target was missed 3 times, isn’t
then the target wrong.
 Barre: We were close to target.
 Sanders: Scholarship blunder keeps faculty from getting
raises.
 Barre: “Loss of sight” In the future university will take 25%
of unspent money from individual units (explanation:
Academic affairs is e.g. a unit.
 Banish: If budget book was available, accurate and readable
in the past years, scholarship disaster would have become
apparent earlier, requests that budget book becomes
accurate.
 Barre: Agrees, offers training for faculty to read the budget
book.
 Sanders: Will open positions remain frozen.
 Dawson: Some positions will be filled. Top 50 public
universities come out of pandemic advantageously because
they can make up for losses by admitting more students.
o Newman: Many senators resigned just before semester started,
according to bylaws, senators who take their place will be assigned
to committee by senate president.
Agenda for FS meeting on 8/19/21
Bill 462 for 3rd reading
BETA policy 01.03.07 Banish moves to be placed on agenda, Amiri seconds,
vote: unanimous
Discussion of other business:
o Burns: Pay data were received but without any identifiable
information, will re-request.
o Sanders: Faculty appeals committee: Faculty who placed an appeal
does not get a copy of FAC report, can only read the report for 1.5
hours in office of L. Shelton, with police presence.
Adjourn 2:20 PM
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Faculty Senate

FACULTY SENATE MEETING
July 8, 2021
12:50 P.M.
Chan Auditorium
 Present: Dilcu Barnes, Candice Lanius, Joey Taylor, Kwaku Gyasi, Kristin Weger, Mike
Banish, Abdul Salman, Fat Ho, George Nelson, Kader Frendi, Susan Alexander, Azita Amiri,
Donna Guerra, Mark Reynolds, Seyed Sadeghi, Ron Schwertfeger, Tim Newman, Carmen
Scholz, Laird Burns
 Absent: Tobias Mendelson, Sophia Marinova, Kevin Bao, David Allen, Jose Betancourt,
Andrei Gandila, Jeremy Fischer, Christina Steidl, Seong Moo-Yoo, Emil Jovanov, Bryan
Mesmer, Amy Hunter, Darlene Showalter, Leiqui Hu, John Mecikalski, Jerome Baudry, Harry
Delugach, Sivaguru Ravindran, Gang Li, Paul Whitehead, Carolyn Sanders
 Absent with Proxy: Elizabeth Barnby, Melissa Foster, Jeff Weimer, Huaming Zhang, Andrea
Word, Sarah Roller
 Visitors: Rainer Steinwandt, Jennifer Bruzele, Dana Skelley
 Faculty Senate President Tim Newman called the meeting to order at 12:52 pm.
 Meeting Review:
o
o
o

Bill 463 adopted as amended.
Policy 03.01.02 passed.
Bill 462 did not pass second reading unanimously and will be brought back for third
reading.

 Tim – We will keep record of everyone in the room. If you have a proxy, please let me know when I
call you. I called the senate meeting today because have a number of reorganizations happening
here at UAH. I was hoping that the President or Provost could attend to give more information on
those. There are quite a few rumors in regards to our finances. I was hoping that you would be able
to hear more on those today. After scheduling today, I learned that the Provost was unavailable as
well as the President. You won’t be able to hear from our administrators or ask questions. I am
going to tell you what I have been told. My information is one to two weeks stale. What you are
hearing from me is from a filter that is why I wanted you to hear from administration.
 Approve FS 617 meeting minutes. Motion to approve: Kader moves. Azita seconds. Is there any
motion to amend? Then let’s vote on approving senate meeting minutes. Ayes carry.
 Accept FSEC Report from June 30. Motion to receive: Kwaku moves. Mike seconds. Is there any
motion to amend?
o

Donna – I did notice a misspelling of a name on page 3. Change Karen Trip to Karen Frith.
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Tim – Asked for unanimous consent – received; amendment will be accepted. Let’s vote
on minutes as amended. Ayes carry.
 Officer/Committee Reports
o Tim Newman, President
 Before I share my report, I will pull up the administration report from June 30. I will
pull it up and allow you to read through it. The first one is President Dawson’s
report. My recollection is a question was asked about the front building of
Executive Plaza. I asked would that building be preserved. I believe the answer was
it might be preserved longer than the others. I believe he also stated that space
would be found for library storage. Next, I am sharing out the Academic Affairs
brief. The main reason for the meeting today was to make you aware of the
organization changes. The interruption in the Provost Office will not stop the search
proceedings.
 Laird- The Business School Dean Jason Greene has been reappointed.
 I received communication that the Provost will be here until the end of July. There
will be an overlap of the incoming and outgoing Provost for about two weeks.
 Laird – Bob Lindquist was appointed interim. He is not a candidate for the
full Provost position. He will be chairing the search committee but we will
have an external search committee.
 The next part of the report is on enrollment. Last summer was a record year for
credit generation.
 I think you really need to know where we stand on enrollment. I think some may
have heard we were 10% less than we were a year ago. Here are the numbers as of
June 1st. I think you all should see is our FT Freshman numbers are trending about
20% below a year ago. Our sophomore numbers are -15%. As a result on June 30th,
we are off about 4.9%.
 Donna – Do we know if any of those differences in freshman and
sophomore numbers are contributed to the withdrawal period? Could it be
they haven’t obtained those hours to move forward?
 Tim – I am not sure.
 Donna – Having that withdrawal policy for three consecutive semesters may
have caused those issues.
 Joey – Is this the first or second year we are rolling back on scholarship
matrix?
 Laird- The second year.
 Mike – The only rollback roll back to scholarship is we set it at dollar
amounts not percentages. There were no raising of GPA’s. The question is
always for me is not the number of students we have lost but the income
that we have lost.
 The next item is the registration campaign. Lastly is a report of who is not
registered. You have seen some of the reorganization information. The most
critical is the replacement of head of Academic Affairs. We need to view this as a
challenge as where do you want this administration to take the university. We need
to think about our priorities. We have discussed our pay. It is an issue. Is this going
to be a priority? Is the priority a faculty head count? Do we need an adjustment in
support for faculty? Some other institutions provide some sort of these supports.
Have we kept up in grading support? Some of your units are blessed with Course
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Caps and others have not. It is not acceptable. What about summer duties? Some
provide pay for these extra duties. Is our GT compensation rate acceptable? It
would be nice if we could address all of these. I want to hit on our enrollment
standings. Our central reserve went from $60M to under $2M. The university is not
in the position to withstand major disruptions. You all need to be made aware of
that. There is some good news. The VP for Finance told us that the tuition would
not increase but infrastructure money would. We have a supplemental
appropriation for technology. As long as the economy holds up, that will be
released to us. It is close to $3M. For the coming FY, UAH will get $3.9M new
monies. We were appropriated $34M in CARES. We have $18M left with $8M $9M going to students.
 Kader – Is there a discussion of raises for faculty with the good news on
budget?
 Tim – Todd stated there was some discussion on the raise pool. I think the
target is 2%. I did understand if the enrollment campaign didn’t pick up
steam that would have to be reconsidered.
 Kader – They are painting a good financial picture.
 Tim – We had $20M in one set of reserve pots in Sept. 2019. In Sept. 2020,
those had increased to $24M. Those are targeted to individual units. We
could have our central reserve go negative and temporarily borrow from
those. There have been talks about pulling those funds back. My
understanding is that we have one from $60M to under $2M in central
reserves.
 Mike – We did pass a resolution asking for budget transparency for the
budget book. You said you thought you saw a response?
 Tim – Yes, I just haven’t processed it yet. [Editor note: later search – after
Senate had ended - revealed there had not been a response.]
 Laird – Todd has to work with the President and System Office. He has been
open and shared what he could.
 Jeff – Do we have anticipation to hear if the system is going to require
vaccinations for the fall?
 Tim – The system present is that is not required. That decision could be
reviewed especially if it moves off the emergency list. There are some
concerns of mandating that.
Carmen Scholz, President-Elect
 When I attended the …. , I am representing the faculty. I will summarize and please
pass on if it is interesting to your faculty. NIH will have diversity as a scoring part
coming next year. The discussion shifted towards equality in funding. There is no
such thing. If you are in a poorer university, the chances of funding drops. Native
American and public institutions were stated to be biased in funding. Numbers
show that people get funded after failing the time before. This biased is real and
exist. We should not make it a sword to our tenure decisions. I feel these biases are
being used in tenure decisions. NSF increased biographical sketch to 203 pages.
NSF has continued to look at administration burden to faculty. That has remained
the same. NSF bio sketch goes to 5 pages. They put more emphasis on work life
balance. They are putting funds toward child care support. NASA funding is now
requiring you to report. The NASA representative stated they are looking for
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visionary and credible proposals. The rest of the conference then turned to the next
issues which seems to be foreign influence. A bunch of science from various
countries published an article. The Chinese stated he received funding from Chinese
government. The American publisher then got in trouble for co-publishing with the
Chinese. Is this acceptable? We are paid for nine months, three months we are not.
Our benefits continue during these three months. How does that play out in
reporting? In reporting issues, the administration tries to shift the responsibility on
faculty. The reporting issue for nine month faculty is not resolved. If someone
signed a NDA, then everyone is in trouble. You cannot report what is in the NDA.
You then break one rule or the other. Please convey to research faculty.
Laird Burns, Past President
 No report.
Mike Banish, Parliamentarian
 No report.
Kader Frendi, Governance and Operations Committee Chair
 No report.
Azita Amiri, Undergraduate Curriculum Committee Chair
 No report.
Jeff Weimer, Finance and Resources Committee Chair
 No report.
Kwaku Gyasi, Faculty and Student Development Committee Chair
 No report.
Mike Banish, Personnel Committee Chair
 No report.

 Bill 463
o Tim – Is there a motion to approve on third reading? Mike moves. Carmen seconds.
 Mike – I would like to motion to make an amendment to add in my statement at the
end of 6.2. “Faculty Senators are expected to solicit the opinions of the Faculty in
their respective Academic Units however, Administrative personnel should refrain
from influencing Faculty Senators’ opinions.”
 Tim – Is there a second? Kader seconds.
 Laird – If you think that is sufficient that is fine.
 Tim – Let’s vote on the motion to amend. Ayes carry.
 Joey – What do you mean by administrative personnel?
 Mike – Every level but within the academic unit as well.
 Joey – I didn’t know if we needed to clarify what we are talking about.
 Laird – Is the definition of a chair in the faculty handbook fall into administrative
personnel? There have been issues with Deans having conversations in the past.
 Mike – Chairs are eligible for faculty senate. Deans and above aren’t and are
classified as administration. To make it more clear, administrators above the level
of Chair.
 Tim – Is there a second? Joey seconds. Let’s vote on this amendment. Ayes carry.
 Ron – Do we have any faculty that have endowed chairs?
 Tim – Is there a motion to add department to language? Member moves and
second, and ayes then carry. Let’s vote on adopting Bill 463 as amended. Ayes
carry.
 Policy 03.01.02
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Tim – We have a timeline that we have to respond to policies. The time will run out end of
August or fist of September on this policy. We are not voting to pass this as a resolution but
if we object to it.
 Mike – Motion to accept.
 Tim – Second? Kwaku seconds.
 Carmen – On page 2 it says that students aren’t allowed to have pets on university
property. I think they mean dorms. You can play with your pet on the soccer field.
 Tim – This item should be reexamined and clarified.
 Carmen – It should be restricted to dorms and all buildings.
 Tim – We would like that to be revised to state we don’t want pets in buildings.
Kwaku seconds.
 Mike – Read again.
 Tim – Students are not allowed to have pets in university buildings.
 Jeff – My consideration on this is different that the concern is pets should not be
permanent residence on university property. That shouldn’t just fall on students
but faculty as well if we were to ever have faculty housing.
 Tim – The library brings in pets.
 Ron – They are service animals, not pets.
 Kwaku – They are emotional support animals. Those are not pets.
 Tim – The chair disagrees with you. I don’t think they can come if we change the
language to Jeff’s request.
 Ron – They are volunteers with local therapy. This policy seems to specify student
oriented things.
 Tim – The member spoke to change to remove all faculty and students to bringing
pets.
 Jennifer – There are other instances where that would cause an issue. I bring my
pet during a certain research time.
 Joey – This is a student affairs policy.
 Tim – We are all bound by them.
 Candice- I am niche case. I had a student with a service animal in training. They
asked to bring the animal. I asked for the class to veto and no one did and I allowed
it.
 Tim – There is a motion to add that service animals in training should be considered.
Carmen seconds. Let’s vote on adding second point. Ayes carry.
 Ron – I would like to thank the member who brought up faculty housing. This is a
student affairs policy I would recommend leaving it to that.
 Carmen – I want to second your opinion, Ron. Some universities have faculty
housing, we do not. We review policies every five years and I don’t see that
happening within that time.
 Mike – We do have students who will have permission to have therapy animals in
buildings. This states that a non-resident student cannot bring their pet to campus.
Stating that students can’t have pets on campus is a ridiculous statement.
 Kader – I second restricting this to just students. We have staff that bring their pets
to office that plays as a therapy animal.
 Tim – I believe its wording only restricts students.
 Carmen – This policy was written to prevent students form having animals in the
dorms. I understand that. We don’t want to make it as strict. If you bring your pet,
that is fine. We are asking they don’t populate the dorms.
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 Tim – Let’s vote. Ayes carry.
 Bill 462
o Tim – Is there a motion to approve on second reading? Mike moves. Carmen seconds.
 Joey – 7.2.1.2 Non-Tenure Earning Faculty. In this section, there is a paragraph for
lecturers. I would suggest that lecturers are included in this topic of non-tenure
earning.
 Tim – The motion is to amend what is highlighted.
 Joey – Place lecturers in (4).
 Tim – Motion to amend 7.2.1.2. Is there a second?
 Kwaku – Then maybe 4 should be changed to 5.
 Tim – Are you okay with that, Joey? Is there a second? Kwaku seconds. Let’s vote
on motion to amend. Ayes carry.
 Mike – Under 7.2.1.2.2 Clinical Faculty. Last sentence, strike with the exception of
the College of Nursing.
 Tim – Motion to amend, then. Dr. Alexander seconds.
 Candice – What is the current ratio of nursing?
 Mike – About 3 – 1. Three clinical to one faculty. The standard is supposed to be 2
– 1 per the National Nursing Standard.
 Tim – Let’s vote on motion to amend by striking. Ayes carry.
 Joey – Motion to amend 7.2.2.2.1 to insert lecturer into heading. Mike seconds.
 Tim – Let’s vote on the motion to amend. Ayes carry.
 Laird – In the prior section 7.2.1.1, we call out an URL. We should strike it and refer
to the board rule. Mike moves this. Candice seconds.
 Tim – Let’s vote on this motion on striking the URL. Ayes carry.
 Laird – 7.2.3.1 Faculty Holding, is see appendix C clear to everyone? I am assuming
faculty handbook.
 Tim – Let’s vote on adopting 462 on second reading. Ayes carry but I vote no with
my proxied vote; vote is not unanimous. It will now come back for third reading.
 Mike – Some of you in the last couple days have sent me some grammatical changes
in this. It is a massive chapter to edit. I do ask you that you don’t send an edited
document, but what you want edited.
 Meeting adjourned 2:21 PM.
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THE UNIVERSITY OF ALABAMA IN HUNTSVILLE
BEHAVIORAL EVALUATION AND THREAT ASSESSMENT (BETA) GUIDELINES

Number

01.03.07

Division

Finance and Administration – Office of Risk Management and Compliance

Date

October 2020

Purpose

The University of Alabama in Huntsville (UAH or University) is committed to
promoting a safe, respectful, and non-threatening campus environment.
Intimidating, threatening, and/or potentially violent behaviors are disruptive to
UAH’s objective of a secure atmosphere for its students, faculty, staff, and
visitors. The Behavioral Evaluation and Threat Assessment (BETA) Team’s
mission is to provide a proactive, coordinated, and planned approach to the
identification, assessment, management, and, where possible, reduction and/or
prevention of behavior that falls into the high risk, moderate risk, and low risk
classifications.

Policy

While it is impossible to eliminate all risk, the following BETA guidelines are
designed to educate members of the UAH community (students, faculty, staff,
and visitors) on how to report alarming/threatening behavior and/or potentially
violent acts and how this information will generally be assessed and
analyzed. UAH considers any situation in which an individual presents a violent
risk to the campus community as serious in nature. UAH encourages all
members of the campus community to maintain a reasonable concern for their
own self-welfare as well as the welfare of others.
Report emergency situations involving behavior that appears to pose a
clear and immediate threat of violence or self-harm immediately to UAH
Police (UAHPD) by dialing 256-824-6911 or 911.
I.

REPORTING PROCEDURES
For situations where there does not appear to be an immediate risk, reporting
instructions are below:
A. Reporting a Student
Reports of concerning student behavior should be made to the Dean of
Students by calling (256) 824-6700, the appropriate Academic Dean, the
BETA Chair (256) 824-6335, or by submitting a Charger 360 Person of
Concern report. If necessary, the Dean of Students will notify parents, the
BETA Team, UAHPD, and university resources such as Student Ethics &
Education, University Counsel, and Counseling Services.
B. Reporting a Faculty Member
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Reports of concerning faculty members' behavior should be made to Office of
Human Resources by calling 256-824-6545 and the appropriate Academic
Dean, or by submitting a Charger 360 Person of Concern report. Human
Resources or the Academic Dean will notify the BETA Team.
C. Reporting a Staff Member
Reports of concerning staff members' behavior should be made to the Office
of Human Resources by calling 256-824-6545, the employee’s supervisor, or
by submitting a Charger 360 Person of Concern report. Human Resources or
the Employee's Supervisor will then notify the BETA Team.

II.

MISSION AND OBJECTIVES
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The BETA Team’s mission is to provide a proactive, coordinated, and planned
approach to the identification, assessment, management, and, where possible,
reduction and/or prevention of behavior that falls into the HIGH Level of Concern,
MODERATE Level of Concern, or LOW Level of Concern classifications defined
below. Key objectives for the team include:
•
•
•
•
•
•
•
•

III.

Providing a repository for information about behavioral concerns across
different campus units so as to identify persons in distress as early as
possible;
Facilitating timely communication among different campus units about
individual behavioral concerns;
Investigating or gathering additional information about individuals of
concern, including individuals outside of the University community;
Assessing the information so that the University can devise an
appropriate response;
Recommending interventions, threat management plans, active
monitoring plans, and other case management strategies that connect
individuals of concern with needed resources;
Recommending plans for reintegrating a subject once initial actions are
complete and the threat eliminated;
Assisting with the education of the campus community about the types of
behavior or concerns that they should report to team members; and
Developing policy recommendations based on an evaluation of data on
individual behavior dealt with by the team.

COVERAGE
These guidelines shall apply to all UAH students, faculty, staff, and visitors.
These guidelines also apply to activities and events that occur on UAH-owned
and/or controlled property, buildings, premises, facilities, etc. and to activities and
events, regardless of the location, sponsored by UAH or by any UAH-recognized
organizations.
These guidelines are not intended to be a set of inflexible requirements, nor are
they intended to limit the appropriate discretion of officials as warranted by the
specific circumstances of a particular individual/incident. The BETA Team is a
problem-solving resource and not a replacement for appropriate managerial
action. These guidelines do not provide for adjudication of misconduct by,
discipline of, or imposition of sanctions on UAH students, faculty, staff, or visitors.
Such action may be taken against individuals whose behavior is addressed
under these guidelines pursuant to UAH’s student, faculty, or staff disciplinary
policies and procedures as well as applicable federal, state, or local laws. These
guidelines do not have the force and effect of law.

IV.

RELATED POLICIES AND RESOURCES
•
•

UAH Campus Safety and Security Information
UAH Faculty Handbook
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•
•
•
•
•

V.

UAH Staff Handbook
UAH Student Handbook
UAH Student Housing Guide to Residence Living
UAH Emergency Action Guidebook
UAH Title IX Sex Discrimination, Sexual Harassment, and Sexual
Violence Policy

CONTACTS
The UAH BETA Team, in consultation with the Office of Dean of Students (for
student concerns), the Office of Academic Affairs (for faculty concerns), Human
Resources (for staff concerns), and/or the UAHPD (for visitors and behavior
indicating a HIGH Level of Concern), shall implement these guidelines and shall
revise or modify them as necessary to meet the changing needs of the UAH
community. Please direct procedural questions to the Chair of the BETA Team.
•
•
•
•
•

Academic Affairs Office: 256-824-6335
Associate Provost / Chair of the BETA Team: 256-824-6335
Campus Police Department (non-emergency): 256-824-6596
Human Resources: 256-824-6545
Office of Dean of Students: 256-824-6700

The following provides a list of UAH departments that may be helpful for
questions:
•
•
•
•
•

Police Department / Emergency: 256-824-6911
Police Department / Non-emergency: 256-824-6596
Counseling Services: 256-824-6203
Student Health Center: 256-824-6775
Faculty & Staff Clinic: 256-824-2100

The following community resources are available within the cities of Huntsville,
Madison, within Madison County and North Alabama:
•
•
•
•
•

VI.

Mental Health Center of Madison County: 256-533-1970
Crisis Hotline (24 hours): 256-533-1970
Crisis Services of North Alabama: 256-716-1000
Children’s Advocacy Center: 256-533-KIDS (5437)
Downtown Rescue Mission: 256-536-2441

DEFINITIONS
Threat: An intention, whether expressed or implied, to inflict physical injury or
damage on or take hostile action with respect to an individual (oneself or
another), a group of individuals, or property, whether the person communicating
the threat has the ability to carry out the threat, whether the threat is made on a
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present, future, or conditional basis, or whether the threat is made in person,
through another person, in writing, over the phone, in the mail, electronically, or
by any other means.
Threat Management Plan: An active, individualized case management plan
based on information gathered in an investigation and on other facts known
about the subject(s). It is intended to help de-escalate, contain, or, if possible
control, a subject who has exhibited behavior(s) classified by the BETA Team as
“HIGH Level of Concern” as defined below; to decrease the vulnerabilities of
possible targets of such behaviors; to discourage escalation of the
circumstances; and to prepare for and mitigate against precipitating events that
may trigger such behaviors.
Active Monitoring Plan: An active, individualized case monitoring plan based
on information gathered in an investigation and on other facts known about the
subject(s). It is intended to facilitate the monitoring of a subject who has
exhibited “MODERATE Level of Concern” behavior as defined below and to
provide for periodic re-assessment of a subject’s behavior and corresponding
potential threat level. Active monitoring may also be used as follow-on to a HIGH
Level of Concern threat management plan once a threat has diminished to
MODERATE Level of Concern to ensure that behavior is effectively managed.
HIGH Level of Concern: Behavior that appears to pose a clear and immediate
threat of violence or self-harm, and requires immediate containment. It requires
law enforcement, target protection, and development of a threat management
plan. It includes, but is not limited to:
•
•
•
•
•
•

Possession of unauthorized weapons (guns, knives, etc.) on campus;
Possession of bombs or bomb-making materials;
Physical assault or attempted assault, with or without weapons;
Specific threats to inflict harm to self and/or a named individual (e.g., a
threat to shoot a named individual);
Physical, drug-related, or psychiatric disorders that may pose a potential
harm to the physical or emotional well-being of the individual or others;
Physical actions short of actual contact/injury, but which appear intended
to provoke a physical response from the target individual(s) (e.g., moving
closer aggressively, waving arms or fists, yelling in an aggressive or
threatening manner).

MODERATE Level of Concern: Risk to UAH students, faculty, staff, and visitors
appears to be moderate. Violent action is possible, but not probable. Threat is
still not entirely realistic in nature. Analysis of threat suggests some
thought/action on how to go forward by person of concern, i.e. a specific time and
location noted for actions. No clear indication of preparatory steps taken by
person of concern. Person of concern may attempt to convey seriousness of
situation. It includes, but is not limited to:
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•
•
•

General, specific, or implicit threats, whether or not made in a "joking"
manner (e.g., "you better watch your back," "I'll get you," or “you’ll be
sorry”), including the use of any electronic means of communication;
Stalking behavior;
Vague statements regarding suicide or self-inflicted injury, violent
thoughts, or violent intentions.

LOW Level of Concern: Behavior that, while it does not appear to pose a
present threat of violence or self-harm or a significant risk of disruption, does
provide the basis for a reasonable concern that a threat of violence or self-harm
or significant risk of disruption may develop. Threat is vague and indirect in
nature. Information within threat is inconsistent, implausible, or lacks
detail. Threat is not realistic in nature/presentation. Available information
suggests person of concern is unlikely to act violently. Examples include, but are
not limited to:
•
•

Writing stories, poems, or essays, or producing images that express or
otherwise indicate a potentially dangerous fascination or preoccupation
with violence to self or to others;
Displaying a radical change in personal behavior, academic or workplace
performance, appearance, or conduct.

No Identified Risk: Behavior that, subsequent to reporting and BETA Team
investigation, does not appear to pose a threat of violence or self-harm at this
time, nor is significant disruption to the community expected. The BETA Team
will close such cases after proper documentation for future reference and trend
analysis purposes.
Behavioral Evaluation and Threat Assessment (BETA) Team: A multidisciplinary assessment team comprised of representatives from Academic
Affairs, Dean of Students Office, Housing and Residence Life, College of
Nursing, Human Resources, Counseling Services, UAHPD, Office of Risk
Management and Compliance, Office of Diversity Equity and Inclusion (Title IX),
Faculty Senate, and Staff Senate. The BETA Team reviews reports of
alarming/concerning behavior and provides early intervention and support to
individuals who present behavioral concerns.
Faculty or Staff: Any full or part-time employee of UAH, including, but not
limited to, exempt or non-exempt staff, faculty, adjunct faculty, graduate research
assistants, graduate teaching assistants, student workers, contract employees,
and post-doctoral researchers/teachers/fellows (who have an employment
relationship with UAH).
Student: Any individual enrolled at UAH in any of the recognized admission
categories (undergraduate, graduate, etc.). An individual’s status as a student
shall be deemed to encompass all activities carried out in connection with his/her
application for admission to the University.
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Visitor: Individuals who are not currently enrolled as students or employed with
UAH (e.g., visitors, retirees, volunteers, former students, former employees,
invitees, independent contractors, trespassers, etc.).
Workplace/Educational Setting: Any location, either permanent or temporary,
where students, faculty, or staff perform any work-related duty or are involved in
educational activities and/or University sanctioned events. This includes, but is
not limited to, campus buildings and the surrounding perimeters, including the
parking lots, field locations, student housing, and alternate work locations.
VII.

ROLES AND RESPONSIBILITES
A.

BETA Principles and Procedures
1. Membership
The BETA Team consists of:
•
•
•
•
•
•
•
•
•
•
•
•

Associate Provost (Chair, appointed by the Provost)
Dean of Students
Academic Dean (appointed by the Provost)
Dean of the College of Nursing (or designee)
Associate Vice President for Human Resources
Director of Housing and Residence Life
Title IX Coordinator (or designee)
Director of Counseling Services
Chief of Police
Chief Risk and Compliance Officer (or designee)
Faculty Senate Representative (nominated by the Faculty Senate
for a three-year term)
Staff Senate Representative (nominated by the Staff Senate for a
three-year term)

A representative of the Office of Counsel will serve in an advisory
capacity to the BETA Team. Additional ad hoc members may be included
as required by the specific circumstances of a particular situation.
2. General Principles
The BETA Team will use a case-management based approach to
respond to reports of students, faculty, and staff having difficulties and/or
demonstrating concerning behaviors. The BETA Team should guide the
process from internal assessment to recommending interventions with the
objective of reducing the risk. This includes the development of a
recommended plan for reintegration of the subject once initial actions are
complete and the threat is eliminated.
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The BETA Team will utilize available resources and additional members
as appropriate to assist it in gathering information about a student,
faculty, staff, or other university community member exhibiting behavioral
concerns. The BETA Team may consult with other appropriate staff
and/or medical/mental health experts in carrying out its assessment
function. It is recognized that multi-disciplinary consultation is a critical
part of the threat assessment protocol.
3. Process:
Report of Concern: The BETA Team may receive written or oral reports
about behaviors of concern from any member of the campus community.
An oral report, when needed depending on the situation, should be
followed by a written report. Situations involving a HIGH Level of
Concern should be immediately reported by the BETA Team to UAHPD.
Persons reporting a MODERATE Level of Concern to the BETA Team
should also be advised to report such matters directly to UAHPD.
Inquiry/Investigation: Upon receiving a report, the BETA Team will
focus on determining whether or not the individual of concern poses,
based on past and/or present behavior, a threat of violence or risk of
disruption. The BETA Team may gather information and facts from all
available sources. It will be granted limited access, as appropriate, to a
student’s record, including his/her disciplinary record, and/or to a faculty
or staff’s employment record. It may contact individuals with information
about reported incidents or actions involving the individual of concern, as
well as others (students, faculty, staff, local authorities, parents and family
members, acquaintances, and other individuals who may know the
individual or have pertinent knowledge). These inquiries may be made
by the BETA Team acting as a convened group, a smaller group of
designated members, or a designated BETA Team individual.
Assessment and Development of Plan: Based on information gathered
by the BETA Team, a risk assessment shall be made of the subject
individual’s reported behavior and that behavior will be classified as HIGH
Level of Concern, MODERATE Level of Concern, LOW Level of Concern,
or “no risk.” The BETA Team shall then develop a plan as outlined in
these guidelines and as appropriate for the risk classification that has
been assigned. The BETA Team will complete a risk assessment and
develop a plan regardless of the outcome of any criminal proceedings
initiated by law enforcement authorities and/or any disciplinary
proceedings initiated by the University.
Referral/Recommendation: The BETA Team may make referrals or
recommendations, as follows:
•

Recommend actions to the appropriate University personnel
including the Vice President of the pertinent administrative unit in
each case. Recommended actions may include disciplinary
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•
•
•
•

procedures provided for by the Faculty, Staff, and/or Student
Handbooks.
Recommend that the subject faculty or staff member or student be
referred for professional counseling and/or professional
psychological assessment.
Make recommendation(s) for the filing of criminal charges.
Make recommendations for other actions as deemed appropriate.
In case of a referral, appropriate federal and state laws regarding
privacy will be followed.

Conclusion: Once the BETA Team has determined that the individual of
concern does not pose or no longer poses a threat of violence or risk of
significant disruption, the matter will be considered closed for the
purposes of these guidelines. Involved parties may be informed when a
situation is concluded. Reports regarding the disposition of the incident
will be conveyed to the affected reporting individual(s), whenever possible
and allowed by law.
•
•

If follow up of a student is required or appropriate, the student of
concern will be monitored by the Student Affairs and Academic
Affairs offices.
If follow up of a faculty or staff member of concern is required or
appropriate, the employee will be monitored by his/her supervisor,
Employee Assistance Program (EAP) personnel, Academic Affairs
(for faculty), and/or Human Resources (for staff/researchers).

Action by Other Officials: The closing of a matter by the BETA Team is
completely independent of, and will have no effect upon:
•

•

•

For any individual of concern, the initiation or continuation of a law
enforcement investigation into the individual’s conduct by campus
or local law enforcement authorities and/or the institution of
criminal proceedings against such individual.
For a student of concern, referral for professional counseling,
referral for professional psychological assessment, the initiation of
student disciplinary proceedings, or other appropriate action by
Student Affairs or by Academic Affairs officials.
For a faculty or staff member of concern, referral for professional
counseling, referral for professional psychological assessment,
the imposition of disciplinary sanctions or the initiation of
disciplinary proceedings, or other appropriate action by the faculty
or staff member’s supervisor or other authorized officials.

It is anticipated that conduct violating University policy or rules or federal,
local or state law will be addressed by institutional or civil/criminal
proceedings initiated by those officials with the enforcement responsibility
for such policy, rules, or law
4. Meetings:
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The Chair of the BETA Team will call an emergency meeting as soon as
is practicable upon receipt of a report of conduct that may fall into the
HIGH Level of Concern classification. In such situations, BETA
membership duties should supersede all other responsibilities. The
BETA Team should ordinarily meet within 72 hours of receipt of an initial
report regarding conduct that appears to fall into the MODERATE Level of
Concern behavior classification, and it should meet within a reasonable
time under all the circumstances with respect to conduct that appears to
fall into the LOW Level of Concern behavior classification. As long as
there are active cases being addressed under a Threat Management Plan
or an Active Monitoring Plan, the BETA Team should meet regularly. A
representative of the Office of Counsel shall attend all BETA Team
meetings, emergency or otherwise, in an advisory capacity.
5. Report:
A report of BETA activities will be submitted to the President and Provost
at the end of every semester. This report will be in summary form,
including numbers and actions only. Names of reporting persons and
persons of concern shall never be included in any reports outside of
BETA.
B. University Community Responsibilities
Each member of the UAH community has a role and responsibility in helping
promote a safe and secure environment for the University.
All persons are strongly encouraged to be aware of their surroundings and to
be alert for behavior that may present a threat of violence or risk of disruption.
Students, faculty, and staff should be familiar with these guidelines and with
the methods for reporting actual or potential threats to the UAH community.
See Something, Say Something: Members of the UAH community
(students, faculty, and staff) are encouraged to immediately report any
situation that involves concerning behavior by a student, faculty, staff, or
campus visitor; behavior that is or may be threatening to the health and
safety of the individual or of others; or behavior that is or may be disruptive to
the University’s educational, research, and administrative activities. Any
member of the University community who becomes aware of such a situation
should report the matter to the BETA Team and/or UAHPD as appropriate to
the observed behavior (see Section I: A,B,C for information on how to report).
Students, faculty, and staff who in good faith make such reports shall not be
subjected to retaliation or harassment by UAH or any of its officials.
The making of a false or misleading report under these guidelines, with
knowledge of or reckless indifference as to the falsity of the matters reported,
may be considered misconduct under applicable conduct policies and may
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result in disciplinary action under UAH’s student, faculty, and/or staff
disciplinary procedures.
C. Security Planning for Potentially At-Risk Faculty, Staff, and Students
Some faculty or staff can be at risk for violence/hostility because of the nature
of their jobs. Other students, faculty, and staff can be at risk because they
are subject to violence, threats, or harassment from a current or former
spouse or partner, or other third party. UAHPD, Human Resources, the Dean
of Students Office, Counseling Services, and other offices will work with atrisk students, faculty, and staff to develop safety plans that address the
specific risks they face.
1. Domestic/Partner Violence in the University Environment: In an effort
to promote a safer work environment, faculty and staff who are victims of
domestic violence or who believe they may be the target or victim of such
violence, should promptly notify their supervisor, an appropriate
administrator, Human Resources, the BETA Team, or UAHPD. Faculty
and staff may have additional services available through the Employee
Assistance Program (EAP) and should contact the Human Resources
Benefits Coordinator at 256-824-6545 for a listing of available EAP
resources.
Likewise, to promote a safer educational setting, students who are victims
of domestic violence or who believe they may be the target of such
violence, are encouraged to promptly notify the Office of Diversity, Equity
and Inclusion, the Dean of Students, the BETA Team, or UAHPD.
Confidential advocacy services are available to students through
Counseling Services.
Students, faculty, and staff who have Protective Orders should provide
copies to UAHPD so that this office can:
•
•

Ensure appropriate law enforcement actions occur; and
Assist in maintaining the safety of potential victims.

Examples of Protective Orders may include:
•
•

Any order issued by a court that is intended to prevent one party
from approaching another, often within a specified distance; or
Any order issued by a court that is meant to protect a person from
harm or harassment.

2. Pre-Employment Screening and Criminal Conviction Background
Checks: Human Resources administers the University's policies on preemployment screening and background reference checks. Accordingly,
Human Resources will advise hiring managers when potential problems
are identified during this process.
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VIII.

REPORTING THREATS AND VIOLENCE
A.

Emergency Situations – HIGH Level of Concern Behavior
A situation possibly involving HIGH Level of Concern behavior should be
considered an emergency and should be immediately reported to UAHPD.
UAHPD may be reached as follows:
•
•
•

6911 from a campus phone;
256-824-6911 from a cellular or off-campus phone;
911 from any phone (off-campus calls go to Madison County 9-1-1
Center).

Examples of HIGH Level of Concern, emergency situations include, but are
not limited to the following:
•
•
•
•
B.

Possession of unauthorized weapons (guns, knives, etc.) on campus;
Possession of bombs or bomb-making materials;
Physical assault or attempted assault, with or without weapons;
Specific threats to inflict harm to self and/or a named individual (e.g.,
a threat to shoot a named individual).

Non-Emergency Situations – MODERATE Level of Concern and LOW
Level of Concern Behavior:
Any situation involving a threat of violence or a risk of disruption that lacks
immediacy and is clearly not within the “HIGH Level of Concern”
classification should be reported pursuant to this section.
UAH’s Charger 360 (https://www.uah.edu/Charger360) provides a
centralized way for UAH community members to report concerns and
incidents or address observed difficulties that may impede a person’s
success at UAH. Reporting a person of concern, where there does not
appear to be an immediate risk, may be done as follows:
•
•
•
•

Online through the Charger 360 tool:
https://cm.maxient.com/reportingform.php?UnivofAlabamaHuntsville&l
ayout_id=6. (Reports may be submitted anonymously);
Reports of concerning student behavior should be made to the Dean
of Students by calling (256) 824-6700;
Reports of concerning faculty member behavior should be made to
Human Resources or the appropriate academic dean;
Reports of concerning staff behavior should be made to the Human
Resources office at (256) 824-2286, or to the employee’s supervisor.

Examples of conduct that may, depending on the circumstances, be
considered appropriate for reporting as “non-emergency situations” include
the following:
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•
•
•
•
•
•
•
•
•
•
•
•
IX.

A radical change in a person’s behavior, academic or workplace
performance, appearance, or conduct;
Aggressive or irrational behavior through words and/or actions;
Severe depression, unhappiness, or irregular emotional behavior;
Inability to control anger, confrontational or disturbing words or
actions;
Unusual overreaction to normal circumstances;
A threat that lacks immediacy;
Intentional damage to property;
Unusual nervousness, tension, or anxiety;
Expression of suicidal thoughts, feelings, or acts;
Any other action, word, or behavior that one may reasonably believe
could lead to violence;
Threatening statements, displays, photos, or other publications in
electronic format or communication;
Other examples as found in risk definitions above (see Section IV).

CONFIDENTIALITY
Members of the BETA Team will make every reasonable effort to maintain the
confidentiality of information disclosed to it in the course of its activities. The
BETA Team will take reasonable steps to maintain the privacy of those who
make a referral, if requested. If the circumstances do not allow privacy to be
maintained, this will be discussed with the person making the referral.
Information will be released on a need-to-know basis within the campus
community and in accordance with local, state, and federal laws and UAH
policies. UAH administrators will be sensitive and responsive to the potential for
reprisal directed at faculty, staff, or students who report behavior within the scope
of these guidelines. All records will be appropriately maintained or disposed of,
depending on investigation outcomes. Responsibility for BETA records resides
with the UAH Office of Counsel, which will maintain the records for a period of
seven (7) years.

X.

EDUCATION AND TRAINING
A.

University Community Training
For this program to be effective, it is important for the UAH community to be
aware of these guidelines and the BETA Team, the kinds of behaviors
encompassed within these guidelines, the importance of reporting such
behaviors, and how to contact members of the BETA Team with concerns or
comments.
Information regarding the BETA Team, its purpose, and this Policy will be
periodically incorporated into faculty and staff training workshops, new
faculty, staff, and student orientation sessions, and regularly scheduled
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safety programs presented by UAHPD, Office of Risk Management and
Compliance, Human Resources, and other campus health and safety
organizations as appropriate. In addition, the BETA Team will provide an
overview of the program, listing of Team members, and reporting guidance
and instructions by way of the UAH web site and other modes of
communication it deems appropriate.
Training for students, faculty, and staff should consist of, but is not limited to,
the following:
•

•
•

Informational Opportunities: Presentations, brochure distribution,
emails to all students, faculty, and staff, student orientation sessions,
employee orientation sessions, and web page development
addressing the following:
o What is the BETA Team and what is its mission;
o What characteristics to look for in persons of concern; and
o How to submit a report to the BETA Team.
Educational opportunities: Unit/departmental safety meetings,
campus safety and security presentations, and student/organization
safety presentations.
Training Opportunities: In-depth training to assist members of the
campus community in developing a skill set for assessing behavior
that presents a threat of violence or a risk of disruption.

Department heads are encouraged to schedule training for supervisors and
managers and to provide similar training for other staff as appropriate.
B.

BETA Team Training and Education
It is expected that the BETA Team members identified above (Section VII.A)
will participate in threat assessment training and professional development
opportunities, and will be familiar with laws, regulations, and UAH policies
applicable to the scope of the BETA Team’s mission.

C.

A Note on the Family Educational Rights and Privacy Act (FERPA)
FERPA protects student education records and information in them from
disclosure, subject to certain recognized exceptions. One such exception
allows a UAH official to make disclosure when an emergency exists and
disclosure is necessary to protect the health or safety of the student or other
individuals. The determination of whether or not “necessity” exists requires
a consideration of the seriousness of the health or safety threat, the urgency
of the matter, the need for the information, and the ability of the recipient of
the information to deal with the emergency. The Chief of Police, the Dean of
Students, or the Office of Counsel may provide assistance in making this
determination.
In addition, it is important to understand that a faculty or staff member’s
observations of a student’s behavior are not within the scope of FERPA. For
example, if a faculty or staff member sees a student exhibiting threatening
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behavior, the faculty or staff member may contact an appropriate University
official for guidance on how to respond. In such a situation, an appropriate
official might include members of the BETA Team, UAHPD, Counseling
Services, the Dean of Students, a dean, a department chair, etc.
Disclosure of confidential student information to parents should only be
made when consistent with FERPA and then only through the Dean of
Students Office. The release of information about University students to the
media should only be made by the University’s Office of Marketing and
Communications.
Review

The Office of Risk Management and Compliance, in consultation with the
BETA Team, is responsible for reviewing and updating these guidelines
every five (5) years, or more frequently if organizational or situational
changes warrant.
These guidelines and all subsequent revisions shall be included as an annex
to the University’s Emergency Management Plan.
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